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1. HEJIX OCBOEHUSA JUCHUIIINHBI

1.1{OcHOBHOI1 LIeNTbIO TIPEMOIaBaAHMUS JUCIUIUTNHBI « THOCTPaHHBIH A3bIK TPO(HECCHOHATBHOTO OOIICHHSD JJIsl MATHCTPOB SIBISCTCS
(bopMHpOBaHHEe HHOS3BIYHON KOMMYHHKATHBHOM KOMITCTCHIIMH, O3BOJISFOLICH HCIOIB30BaTh HHOCTPAHHBIHN S3BIK B IPOLIECCE
YCTHOTO U MUCBMEHHOTO JICTIOBOTO OOIICHHS Ha YPOBHE, obecreunBaromeM 3G HeKTHBHYIO MPOPECCHOHANBHYIO ESITEIBHOCTb.
IpakTHYeCKOe BIAJCHHE HHOCTPAHHBIM S3BIKOM IIPEIOIAraeT BiIaJAeHHe METOIaMH U CII0cO0aMu OM3HEC-KOMMYHHUKALHH,
6usHec-koppecnonaeHIuuU. L{enb 00y4eHus MarucTpOB HHOCTPAHHOMY SI3BIKY 3aKJIIOUASTCSl B IPHOOPETEHUH U JalbHeHIIIeM
pa3BUTHU MPOPECCHOHANBLHON HHOSI3BIYHON KOMITETEHIINH, HEOOXOJUMBION TSt 3)(HEKTUBHOTO MEKIMIHOCTHOTO JICIIOBOTO
0O0IIIeHHsI ¢ MPUMEHEHHEM PO EeCCHOHATBHBIX A3bIKOBBIX OPM U CPEICTB.

2. TPEBOBAHUSA K PE3YJIBbTATAM OCBOEHMUS AN CIIUILIJINHBI

YK-4:Cnoco0eH npuMeHSATh COBpeMeHHble KOMMYHMKATUBHbIE TEXHOJIOTHH, B TOM YHcJie HA HHOCTPAaHHOM(bIX) fI3bIKe(aX), 1JIs
aKaJeMH4YeCKOro U NpogeccuoHaJIbLHOr0 B3auMOAeCTBUS

B pe3yjabTaTe 0CBOCHUS TUCHUITIHHBI oﬁyqamumiicsn JOJIZKCH

3HaTh:

-YHOTPEOUTENILHYIO JIGKCUKY HHOCTPAaHHOTO sI3bIKa B 00beMe, HE0OX0AUMOM JIJIsl OOLICHUS, YTCHUS U TIEPEBOIa MHOSA3BIYHBIX TEKCTOB
npodeccnoHanbHON HaNPaBICHHOCTH;

- IGKCUYECKHE M TPaMMAaTHYECKUE CTPYKTYPhI H3y4aeMOTO S3bIKa; MPaBUiIa YTEHUS U CIIOBOOOPa30BaHUS;

- mpaBmiIa 0HOPMIIEHHS YCTHOW MOHOJIOTHIECKON M THATIOTMIECKON PeUH;

- 3HaTh 3aKOHOMEPHOCTH JICIIOBO# YCTHOU M MHChbMEHHOW KOMMYHHKAIIMH Ha HHOCTPAHHOM sI3bIKe(COOTHECeHO ¢ nHaukaropom YK- 4.1)

YMeTb:

- CUCTEMHO aHAJIM3UPOBaTh HH(POPMAIIUIO U BHIOUpPATh 00pa30BaTeIbHbIe KOHIETIUH;

- IPAMEHSATH METOBI ¥ CIIOCOOBI IETIOBOTO OOIIEHNUS I HHTEIUIEKTYaIbHOTO Pa3BUTHS, TIOBIIICHAS KyIbTYpPHOTO YPOBHS,
npodeccroHanbHOM KOMIETEHTHOCTY;

- ICTIONTb30BATh TEOPETHIECKHE 3HAHNS JUIS TeHEPAIHH HOBBIX HEH- BOCHIPHHIMATh CMBICIIOBYIO CTPYKTYPY TEKCTa; BBLIEIATh TTTaBHYIO U
BTOPOCTENEHHYI0 HH(OPMAIIHIO;

- IPUMEHSATH 3HAHUS HHOCTPAHHOTO A3BIKA AT OCYIIECTBICHNS MEXIMIHOCTHOTO | NMPO(ecCHOHANBHOTO OOIICHNS;

- YUTATh JIUTEPATypy MO CIELHUATBHOCTH, aHATU3UPOBATh OTYUYEHHYI0 HH(OPMAIIHIO;

- IepPeBOAUTH PO ecCHOHANBHBIE TEKCTHI (0€3 coBaps);

- COCTABJIATh Hay4YHBIC TEKCTHI HA HHOCTPAHHOM SI3bIK(COOTHECEHO ¢ HAnKaropoM YK-4.2)

Baagertn:

- HaBbIKaMH ITyOJIMYHON pedu, apryMeHTal1, BeACHU JUCKYCCHUH; HABBIKAMU ITUCbMEHHOMN peuH;

- cmocobamMy OPUEHTHPOBAHUS B UCTOYHUKAX HHPOpMaLuK (3KypHaJIbl, CaiiThl, 00pa3oBaTeIbHbIC TOPTANBI U T.J1.);

- OCHOBHBIMH HaBBIKAMHU M3BJICUCHNUS TIIABHON M BTOPOCTENEHHON HH(QOpManum;

- HaBbIKaMH IPUOOPETEHHUS, UCTIOIb30BaHUS U OOHOBJIEHNS I'yMaHUTapHbIX, 3HAHUI;

- HaBBIKAMH BBIPa)KECHHS MBICIICH M COOCTBEHHOTO MHEHHS B MEXXIMYHOCTHOM H JIETIOBOM OOIIEHNH Ha HHOCTPAaHHOM SI3BIKE;

- HaBBIKaMH [I€JIOBOI MMCbMEHHON M YCTHOM pe4r Ha MHOCTPAHHOM S3bIKE;

- HaBBIKAMH U3BIICYEHHS HEOOXOJUMOI HH(DOPMAIINH U3 OPHTHHAIBHOTO TEKCTa SKOHOMHIYIECKOTO XapaKTepa;

- HaBBIKAMH COCTABJICHHS KPATKHX TEKCTOB CIICLHATN3HPOBAHHOIO XapaKTepa, aHHOTAlNH(COOTHECEHO ¢ MHIUKaTopoM YK-4.3)

3. CTPYKTYPA U COJEP KAHUE JTUCITUITJIMHBI

Kon HaumenoBanue pa3jiejioB U TeM /BU/ 3aHATHS/ Cemectp / | Yacos Kommneren- Jlutepatypa
| 3aHATHSA Kvpc 1001
Paznen 1. «KoMMyHHUKanus U MeKTyHAPOIHbII
MapKeTHHI»
11 1.1. 1 4 YK-4 JIT.1J11.3 J11.4J12.1
Jlexcuueckue eqMHUIIBL: BUABI KOMMYHHUKaIH. Pa3BTie J12.2

HaBBIKOB ayIMpOBaHus1.Pa3BuTHE HABBIKOB aHAJTUTUYECKOTO
yTeHus: "DIIEKTPOHHOE MUCEMO KakK (hopMa JeNI0BOi
KoMMyHHKanuu'". Hanrcanue mpocToro JenoBoro miuchMa.

Mp/
1.2 1.2 Jlexcudeckue eqUHULBI: MApKETHHT. Pa3BuTHE HABBIKOB 1 4 YK-4 JI1.1J11.3 J11.4J12.1
aynupoBanus "Kak BBIATH Ha MEeXIyHApOIHBIN PBIHOK". J12.2

CJ0XHBIE CyIIeCTBUTENbHEBIE. Pa3BHUTHE HABBIKOB TOBOPEHHS
"Cosznanue riobansHoro 6penna" /Tlp/




1.3

Tema: Komanauposka. [Ipuyactue npormieamero BpeMeHH.
Hacrosmee coBepiieHHOE BpeMsl.

Poccuiickas 3apyoexHas Toprosius. [Ipoctoe Oynymee
Bpems. /Cp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

1.4

UreHue: pa3BUTHE HABBIKOB aHAIN3a U peeprupoBaHUs
HWHOCTPAHHOTO TEKCTa

I'pammaruka: Pa3BuTie HaBBIKOB YHOTpeOIeHUS
rpaMMaTHYECKUX CTPYKTYP BPEMEH aHTJIMIICKOTO TJIaroyia B
YCTHOH M MUCBMEHHOU peun

/Cp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

Paznen 2. «CraHoBJIeHHe 1eJOBBIX CBfi3el U CTPaTeruu
ycmexay»

2.1

2.1 Jlexcuueckue enuHUIBI: PA3HOBUIHOCTH IE€TIOBBIX
B3aMMOOTHOILIEHUH. Pa3BUTHE HaBBIKOB TOBOPEHHS
"[IpoBenenue neperoBopos". PazBuTue HaBHIKOB
ayaupoBanus "JlenoBoe nmaptaepctso” /IIp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

2.2

2.2 Pa3BuTHE HABBIKOB M3BJICYCHUS NHPOPMALIUH U3 TEKCTa
"ITyts k ycnexy Kapnoca Ciuma". IlpedukcanbHoe
cnoBooOpa3oBaHue. Pa3BuTne HaBBIKOB roBopeHus "Benenue
nieperoBopos” /TIp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

2.3

Tewma: JlenoBeie Ha3HaYeHVS. DKBUBAIEHTHI MOAATBHBIX
riarosos to beable to, to have to.Konctpykimu as ... as, not
SO ... as. besnuunsie raaronsl. Yup. 1-8,Ymp. 3-7. /Cp/

YK-4

JI1.1J11.4J12.1 J12.2

24

Tema: B oduce. MoaasnbHbie riarosisl can, may,
must.ITpsimoe ¥ KocBeHHOE aomoHeHne. OOCTOSATENHCTBO
LIeJIH, BRIpaXKeHHOE MHOUHUTHBOM. YTIp. 6-14. /Cp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

2.5

Urorossrii Tect /TIp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

2.6

IMoaroToBka qOKIaa0B Mo mpoiineHHsM TemaM B Libre Office

/Cp/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

2.7

/3auét/

YK-4

JI1.1 J11.3 J11.4J12.1
J12.2

Pasnen 3. "3ansTocTh M pucku"

3.1

3.1 Jlexcudeckue eqUMHULIBL: TPYJOYCTPOHCTBO, MOTUBALHS
yCHeNIHoi paboTel. Pa3BuTre HaBBIKOB ayAupoBaHus "
OcHOBHI ycrientHoro 6m3Heca". Pa3BuTie HaBBEIKOB
rosopenus " [Tonbop nepcoHana Ha KIt04eBbIe MO3ULUN".
Mp/

YK-4

JI1.2 J11.3 J11.4J12.1
J12.2

3.2

3.2. Jlexcuueckue eMHUIBI : PUCKU BEACHHS Onu3Heca. THIIBI
PHCKOB, KPU3UCHBIE CUTyalH. Pa3BUTHE HABBIKOB
aynupoBaHus " Ynopasnenue puckamu. Kak Beritu u3
KPU3UCHOM cuTyanun". Pa3BuTre HaBBIKOB aHATMTUYECKOTO
9qTeHus TekcTa " MHTepHAIMOHANN3AIHS - PHCK W HOBBIE
Bo3moxxHoctu." /TIp/

YK-4

JI1.3 J11.4J12.1 J12.2

3.3

Tema : PaGoune B3aumooTtHomeHus. CobeceioBaHue npu
ycrpoiictBe Ha pabory. CrpanarenbHsiii 3amor. Yop. 1-4.
Bpemennbie popMbI cTpasaTensHOro 3anora. ymp. 1-7.
CyddukcanpHoe ciioBooOpa3oBaHue.

CobecenoBanue npu ycTpoiictse Ha padoty. /Cp/

YK-4

JI1.3 J11.4J12.1 J12.2

3.4

Tema: CtpaxoBaHue Ou3Heca OT PUCKOB. CTPaxoBast
noauTHKa Komnanuu. Hapeuus.

Hapeuns B anruiickoMm si3eike. OOpa3oBaHue aHTTTHHCKIX
Hapeunid. CteneHu cpaBHeHns. Ymp. 5-9. /Cp/

VK-4

JI1.3 J11.4J12.1 J12.2

Pasnen 4. "CTHIM MEeHETXKMEHTA U CIIOCOOBI
npuBJieyeHne puHaHcupoBanus'

41

4.1. Jlekcnueckue equHunpl: CTUINM MeHeDKMeHTa. PazBuTne
HaBBIKOB aynupoBanus "KitoueBbie (akTophl YCIEHIHOTO
MeHe/DKMeHTa ". Pa3BUTHE HABBIKOB aHAJIMTHYECKOTO
yreHus: "l[IpeMMyIiecTBa U HEOCTATKU Pa3IMYHbIX CTUIEH
Mmenemxmenra'. /Tp/

YK-4

JI1.3J11.4J12.1 J12.2




4.2

4.2. Jlexcudeckue enquHUNbL: [IpuBnedeHne 2
(uHaHcupoBaHus. Ynpasienue GpuHancamu. Pazsutne
HaBBIKOB roBopenus " Kakue cmocoObl MpUBICUCHHS
(hUHAHCOB IS BeJICHHS MaJIoro OM3Heca JOCTYITHBI B
Hamtelt ctpane?" /IIp/

4 VK-4

J1.3J11.4J12.1 J12.2

4.3

VYup. 1-5 /Cp/

Tema:Pabota B komane. COBETHI KaK JIydllie OPraHU30BaTh 2
paboty B komMaHzie. MoianbHbIe T1arojibl. YoTpeoieHne
MOJIATBHBIX TJ1ar0JIOB ¢ NePPEKTHHIM HHOUHUTHBOM.

4 VK-4

J1.3J11.4J12.1 J12.2

4.4

YreHre: pa3BUTHE HABHIKOB aHHOTUPOBAHUS 1 2
pedepupoBaHus HHOCTPAHHOTO TEKCTA.

I'pamMMaTHKa: pa3BUTHE HABBIKOB YIIOTPEOICHUS
rpaMMaTHYECKUX CTPYKTYP BPEMEH aH[JIMHCKOTO Ilarojia B
JICWCTBUTEIBHOM H CTPAJAaTEIBHOM 3aJI0TaX B YCTHOH U
nmUcbMeHHO# peun /Cp/

4 VK4

J1.3J11.4J12.1 J12.2

4.5

Urorossiii Tect /TIp/ 2

2 YK-4

J1.3J11.4J12.1 J12.2

4.6

Office
/Cp/

IToaroToBKa JAOKIAI0B 110 NPOHAeHHBIM TeMaMm B Libre 2

4 VK-4

J1.3J11.4J12.1 J12.2

4.7

/3auét/

0 YK-4

J1.3711.4J12.1 J12.2

4. POHJ OHEHOYHBIX CPEJCTB

CtpykTypa u cozepkanue (poHaa OLEHOYHBIX CPEACTB IS MIPOBEACHNUS TEKYIIEH 1 TPOMEXXYTOUYHOH aTTeCTAallly MIPEICTaBICHEI B
IMpunoxenuu 1 x paboueil mporpaMMe JUCIUIUINHEL.

5. YHEBHO-METO/JMYECKOE H THO®OPMAIIMOHHOE OBECHHEYEHUE JUCHUIIIMHBI

5.1. OcHoBHas IUTEpPaTypa

ABTOPBI, COCTaBUTENIN 3armaBue W3znarenbcTBo, IO Konuu-Bo
JI1.1 |Mypra3zuna 3. M., English for Professional Communication: o Kazanb: Kasanckuii mayuno - | https://biblioclub.ru/inde
Awmuposa . T, nmucuurnae «MTHOCTpaHHBIH SI3BIKY: yueOHOE HCCIIE0BATENBCKUIN x.php?
A6nymmn U. 111, nocobue TEeXHOJIOMYECKU page=book&id=259048
Cricoes B. A. yrusepcuter (KHATY), 2012 | HeOrpaHHYCHHEIN J0CTYIT
JUTSL 3apETHCTPUPOBAHHBIX
TI0JIb30BaTeNei
JI1.2  |Wnunens E. A. Junakruaeckue MaTepuansl 1 camocrositensHoil |Cankr-IlerepOypr: Uuerutyt | https://biblioclub.ru/inde
paboTs! mo kypcey «Business Englishy («lenoBoit  |crenuanbHOM Meaaroruku u X.php?
AHTITMHACKHH SI3BIK»): yaeOHOe mocodue ricuxosoruu, 2015 page=book&id=438772
HEOTPaHMIEHHBIN JOCTYII
UTS 3aPETHCTPUPOBAHHBIX
TI0JIb30BaTelNei
JI1.3 |Auucumosa, A. T. English for Business Communication: y4e6uoe Kpacuonap: FOxHb1i1 http://www.iprbookshop.r

OCOOue MO0 JIETIOBOMY aHIIIHHCKOMY SI3BIKY JUIS
CTYJICHTOB, 00YJAIONIIXCS 110 HAIIPABICHUSIM
«9KOHOMHUKa», «MEHEIPKMEHT)

HUHCTUTYT MCHCPKMCHTA,

2013

u/25955.html
HEOTpaHWYEHHBII JOCTYT
JUTSI 3aperuCTPUPOBAHHBIX
MOJIb30BaTENICH

J1.4

Jlykuna, JI. B.

Kypc aHTIIHICKOTO SI3BIKa [T MATHCTPAHTOB.
English Masters Course: yue6Hoe mocobue mist
MariCTPaHTOB IO Pa3BUTHUIO
COBEPIIICHCTBOBAHHIO OOIIHMX M MPEAMETHBIX

Boponex: Boponexckuit
roCyJapCTBEHHBIN
apXHUTEKTYPHO-
CTPOMTEJIbHBIN YHUBEPCUTET,

http://Aww.iprbookshop.r
u/55003.html

HeOl‘paHI/I‘leHHHﬁ JAOCTYIL

JUIA 3apEruCTPUPOBAHHBIX

(1en0BOM aHTVIMHACKUH SI3bIK) KOMIIETCHIUH 3BC ACB. 2014 M0JIb30BaTENEN
b
5.2. Jlono/iHMTeIbHAS TUTEPATypa
ABTODEHI, COCTaBI/ITCJ'II/Il 3arnaBue W3parenbctBO, TO1 Komnma-Bo




ABTOpBI, COCTaBUTEIH 3arnaBue N3natenbcTBO, TON Komma-Bo
J2.1 |Ykpaunen U. A. WHOCTpaHHBIiA SI3bIK (aHITIHHACKHIT) B Mocksa: Poccutickuii https://biblioclub.ru/inde
PO eCCUOHATBHOM eI TENEHOCTH: YIeOHO- roCyJapCTBEHHbII x.php?
METOANIECKOE TTOCo0He YHHUBEPCHTET TIPABOCYIHS page=book&id=439638
(PI'VII), 2015 HEOTPaHWYEHHBIN TOCTYII
JUTS 3apETUCTPUPOBAHHBIX
10JIb30BaTeNnei
JI2.2 |benpuuxas, JI. B., JenoBoii anrmuiickuii s3bik = English for Business  |Munck: TerpaCucremc, http://www.iprbookshop.r
Bacunesckas, JI. I., Studies: yuebHOE mocoOue Terpamut, 2014 u/28071.html
Bbopucenko, /1. JI. HEOTpaHUYEHHBIHN JOCTYTI
UL 3apETUCTPUPOBAHHBIX
10JIb30BaTeNei

5.3 Ilpo¢eccuonanbHble 6a3bl JAHHBIX H MH(POPMANIMOHHBbIE CIIPABOYHbIE CHCTEMBI

Koncynpranr +

lapant

Cambridge Dictionary https://dictionary.cambridge.org/ru/

Iazera Financial Times https://www.ft.com/

5.4. IlepeyeHb MPOrpaMMHOT0 oGecrieyeHust

Libre Office

5.5. YueGHO-MeTOANYECKHE MATEPUAJIBI JIsl CTYJIEHTOB € OTPAHMYEHHBIMU BO3MOKHOCTAMH 3/10POBbS

[Ipu HEOOXOMUMOCTH MO 3asfBICHUIO OOYYAIOLIErocs C OTPaHMYCHHBIMH BO3MOXKHOCTSIMH 30POBbsSI y4eOHO-METOIUYECKUE MaTEpUaIIbI
MIPEIOCTABILIIOTCS B popMax, alanTUPOBAHHBIX K OTPaHHMYCHHUSAM 3[J0POBbS U BOCTIPHATHS HHGopManun. J[Jis uI ¢ HapyIIeHHsIME 3peHUsL:
B ¢opMe aynuodaiina; B neyaTHoil Gopme yBenuueHHbIM MPUQPTOM. JIJIs ML ¢ HAPYIICHUAMH CIIyXa: B JOpPME 3JIEKTPOHHOTI'O JOKYMEHTA; B
neyatHOH (opme. st IHI] ¢ HApYIIEHUSIMA OTIOPHO-IBUTaTEIBFHOTO anmapara: B GopMe 3JIeKTPOHHOTO JOKYMEHTa; B IeYaTHOH GopMe.

6. MATEPUAJIBHO-TEXHUYECKOE OBECIIEYEHUE JUCIUIIJIMHBI (MOAY JIST)

[Momemenus AJst NpOBEAEHHS BCEX BUIOB PaboT, IPEIyCMOTPEHHBIX YUeOHBIM INIAHOM, YKOMIIEKTOBaHBI HEOOX0ANMOIt
CHEeNMAIN3UPOBAHHON yueOHON MeOeIbI0 U TEXHUUECKUMHU CPEACTBAMH 00yUYCHUSI:

- CTOJIBI, CTYJIb;

- IEPCOHANBHBII KOMIIbIOTEP / HOYTOYK (IIEpEeHOCHOIT);

- IPOEKTOP, 3KPaH / UHTEPaKTUBHAs 1OCKA.

7. METOAUYECKHUE YKA3ZAHUSA JJI5S1 OBYYAIOIIUXCSA ITO OCBOEHUIO JUCHUAIIVIMHBI (MOAY JIST)

Meroaudeckue ykazaHUs 110 OCBOSHHIO NUCLUILIMHBI IpescTaBiieHsl B [Ipunoskenun 2 k paboueil nmporpaMme AUCHUIIIHHBL




MpunoxkeHue 1

1. OnucaHue noKasaTtesnei U KpUTepmes OLEHMBAHMA KOMMNETEHL M Ha Pa3INYHbIX 3Tanax MX GOpPMUPOBaAHUSA,

ONnncaHme WKan oueHnBaHnA

1.1 MoKasaTenu n KpUTepmUn oueHNBaHMA KOMMETEHLMN:
3YH, coctasnawouwme

KomneTeHuuto [loKasaTtenu

oueHmBaHuAa  Kputepuum oueHmnsaHua Cpeacrtsa
oueHMBaHuA

YK-4 cnocobeH NMPUMEHATb COBpPpeEMEHHbIE KOMMYHUKATUBHbIE TEXHO/10TUN, B TOM YUC/1€ Ha MHOCTPAHHOM A3blKe ANA
aKagemunyeckoro un I'IpOd)eCCMOHa}'IbHOFO B3aMMOp,El71CTBMﬂ

3HaHMe: - --yNoTPEOUTE/IbHYIO JIEKCUKY MHOCTPAHHOTO A3blKa B 06beme, He06X0AMMOM AJ1A OOLLEHUSA, YTEHUSA U
nepeBoda MHOA3bIYHbIX TEKCTOB NPOdeCcCMoHaIbHOM HanpaBAEHHOCTY;

- NeKcMyeckme 1 rpammaTtmyeckne CTPYKTYpPbl M3y4aeMoro A3blKa; Npasuaa YTeHns n cnosoobpasoBaHua;
- npaBuia opoOPMIEHMA YCTHOM MOHOJIOTUYECKOM U AMA/IOTUYECKON peyn;

- 3HaTb 3aKOHOMEPHOCTU p,enosoﬁ yCTHOVI N NMUCbMEHHOM KOMMYHUKaUNnN Ha MHOCTPAHHOM A3blKe. Nepesogut
C/10Ba C PyCCKOTO Ha AHTIMACKMA N C aHTIMIACKOTO Ha pyccmﬁ, NMPOU3HOCUT CNOBa, YNTAET TEKCT BCNYX, onpeaenaetT n
Ha3blBa€T rpaMmMaTUYECKNE CTPYKTYpblI,

WM3MEHAET YacCTb PeYn B COOTBETCTBUM C KOHTEKCTOM MonHoTa M coaepKaTeNbHOCTb OTBETA, MPABUILHOCTb
nepesosa, ynoTpebaeHmsa NEKCUYECKMX eAUHUL, U TPAMMATUYECKUX KOHCTPYKUMIA, COBM0AEHME MHTOHALMOHHbIX GOpM
B COOTBETCTBME C 334aHHOMA KOMMYHUKATUBHOW CUTyaLMEN. TecTbl 1-2

YcTHbINM onpoc (TekcTbl 1-10), Bonpocsi K 3a4eTy (1 cemecTp -1-4; 2 cemecTp — 1-4)

YMeHue: -- CUCTEMHO aHaM3npPoBaTb MHGOPMaLMIO U BbIBMpaTb 06pa3oBaTesibHble KOHLUENUUK;

- NPUMEHATb METOAbI U cnocobbl 4eN10BOro 06LWEHNA ANA UHTENNEKTYaNbHOIO Pa3BUTMSA, MOBbILWEHUA KYbTYPHOrO
YPOBHSA, NPOPECCUOHANbHON KOMMNETEHTHOCTH;

- MCNONb30BaTb TEOPETUHECKNE 3HAHUA ONA rEHEPALNN HOBbIX Mp,eﬁ- BOCMPUHNMMATb CMbICNOBYHO CTPYKTYPY TEKCTQ,
BblAENATb INMaBHYKO U BTOPOCTENEHHYHO MHd)OpMaLI,VII-O;

- NMPUMEHATb 3HAHMA MHOCTPAHHOTO fA3bIKA AR OCYLLECTBEHUA MEXINYHOCTHOTO U NPOdEeCcCMOHaNbHOTO 0bLLeHUS;
- YMTaTb IMTEPaTypy NO CNELMaNbHOCTU, aHAIM3NPOBATL NOYYEHHYO MHGOPMaLUIO;
- NepeBoANTb NPOPECCUOHANbHbIE TEKCTbI (6e3 cnosaps);

- COCTaBNATb Hay4Hble TEKCTbl HAa MHOCTPAHHOM A3bIK.  [lepeBoaUT Npea/ioKeHUA B COOTBETCTBMM C 3a4aHHbIM CTU/IEM,
nepeBoAnNT SKOHOMMYECKMIA TeKcT oT 2000 3HAKOB C y4EeTOM NpeasiaraeMmoro CTUAA, OTBeYaeT apryMeHTMPOBaHO Ha



BONMpPOCHI B d)opme MOHO10Ta UAn gnanora CopepkaHne oTBeTa nepesaHo 6e3 UcKaxeHun TEKCTa, rpamoTHO U
CTUNNCTNUYECKUN BEPHO,

KoppeKTHoe ynoTpebaeHre rpaMmaTUUYECKUX U CTUANMCTUYECKUX KOHCTPYKUMA.  TecTbl 1-2

YcTHbIM onpoc (TekcTbl 1-10), Bonpocs! K 3aveTy (1 cemectp -1-4; 2 cemecTtp — 1-4)

BnaseHue- HaBblKamMun NyH6ANYHOM peymn, apryMmeHTaLmMn, BeAEHUA AUCKYCCUU; HaBbIKaMW MMCbMEHHOW peyn;

- cnocobamu OpUEHTUPOBaHMUA B UCTOYHMKAX MHOPMaLUKM (KypHanbI, caliTbl, 06pasoBaTeibHble NopTabl U T.4.);
- OCHOBHbIMM HaBbIKAMW U3BJIEYEHUA FNAaBHON N BTOPOCTENEHHOM MHPOPMaLMK;

- HaBblKaMK NPUOBPeETEHMA, NCNONb30BAHMA N OOHOBAEHMA TYMaHUTAPHbIX, 3HAHWUIA;

- HaBblKaMW BblpPaXKeHUA MbicNei U COBCTBEHHOrO MHEHUS B MEXINYHOCTHOM U AeN0BOM 0BLEHUM Ha MHOCTPAHHOM
A3bIKe;

- HaBblKaMu ,CI,EJ'IOBOVI NMUCbMEHHOM U YCTHOﬁ peyn Ha MHOCTPaHHOM A3bIKE,;
- HaBblIKaMUu U3BEYEHNA HeO6XOAMMOﬁ MHd)OpMaLI,MM N3 OPUTMHAIbHOIO TEKCTA SKOHOMMNYECKOIO XapaKTepa,

- HaBbIKaMW COCTaB/IEHUA KPATKMX TEKCTOB CNeLMannM3npoBaHHOro Xxapakrepa, aHHOTaLMiM. [OTOBMT M BbICTYNaeT €
[OKNaZloM MO CaMOCTOATE/IbHO BbiBpaHHOM Teme;

PedepupyeT TeKCT B MMCbMEHHOM U YCTHOM dopmax,

[OTOBMT M OTBEYaEeT MOHOOT UM AMaNOr peyb No 3a4aHHOM Teme BbINOAHEHWE KOMMYHUKaTUBHOM 3a/a4u B
Nno/sIHOM obbeme;

doHeTMyeckoe 0popmIEHNE COOTBETCTBYET NPABUIAM A3bIKa;
KoppeKTHoe ynoTpebneHne NeKcmyeckux eamHuLL;
MoHWMaHWe rPaMMaTUYECKUX U CTUAIMCTUYECKUX KOHCTPYKLIMIA.

CamoCTOoATENBHOCTb BbIBOAOB M CYXKAEHWUI C COOTBETCTBYHOLMM NPaBUIbHBIM MCMNOb30BaHUEM IEKCUYECKUX U
rpaMmaTMYecKmxX CTPYKTYp No npessorKeHHon Teme Tectbl 1-2

YcTHbIN onpoc (TekcTbl 1-10), Bonpocsl K 3auety (1 cemectp -1-4; 2 cemecTtp — 1-4)

AoKnag c npeseHTtauuen (1-10),

1.2 LLIKanbl oueHmnBaHUA:

TeKyLWuit KOHTPO/Ib YCNEBAEMOCTHU U NMPOMEKYTOUYHAs aTTeCcTal s OCYLLEeCTB/IAETCA B PAMKAX HaKOMUTeIbHOW 6an/ibHO-
penTuHrosol cuctemol B 100-6annbHOM WKane:



50-100 6annos (3aver)

0-49 6annos. (He3auerT)

2 TnoBble KOHTPOJIbHbIE 3a4aHUSA UKW UHblE MaTepKuasbl, HEOBXOAMMbIE AR OLLEHKM 3HAHUI, YMEHWI, HaBbIKOB U
(nnn) onbiTa AEATENBHOCTU, XapaKTEPM3YIOLMX 3Tanbl GOPMUPOBAHUA KOMMETEHLMUI B NPOL,ECcCce OCBOEHUA
obpasoBaTesibHOM Nporpammbl

Bonpocbl K 3aueTy

no guncumnianHe V]HOCTpaHHbIﬁ A3bIK I'IpOd)eCCMOHa!'IbHOI'O O6LLI,€HVIFI

(aHrnuniickmi)
1 cemecTp
1. KommyHuKauua
2. MeKAyHapOoaHbIN MapKeTUHT
3. dTanbl CTaHOBNEHNA AE10BbIX CBA3EN
4. Crparterumn ycnexa
2 cemecTp
1. 3aHATOCTb B pa3HbIX chepax AeATebHOCTU
2. PasHoBMAHOCTM pUCKOB
3. CTunmn meHeaXmeHTa
4, YnpasneHune ¢puHaHcamm

MHCTPYKLUMA NO BbIMNOJAHEHWIO:
3aveT npoxoauT B popmate beceabl N0 NPONAEHHBIM TEMaM B TeYEHUE CemecTpa.
KpuTtepun oueHnBaHuA:

- CTyneHTy BbicTaBaseTcs «3a4yeTt» (100-50 6an1108B), eCM KOMMYHMKATUBHbIE 33434M BbINOJIHEHbI MOJIHOCTbIO,
MCNO/1b30BaHHbIN C/IOBAPHbIM 3anac, rpaMmMaTUYEeCKne CTPYKTYpbl, GOHeTMYeCKoe 0dOopMIEHNE BbICKa3biBAHUA
COOTBETCTBYET NOCTABNEHHOM 3a4aue;

- CTyaeHTy BbicTaBAseTca «HesayeT» (49-0 6annoB), ecnn oTBETbI He CBA3aHbI C BONPOCAaMM, Haanuune rpybbix
OLWKMBOK B 0TBETE, HEMOHMMaHWE CYLLHOCTM M3/1araemoro BONPoca, HeyMeHUe NPUMEHSATb 3HaHWA Ha NPaKTUKe,
HEeyBEepPEeHHOCTb M HETOYHOCTb OTBETOB HA AOMONHUTE/IbHbIE U HAaBOASALLME BOMPOCHI



TecTbl

1 cemecTp
Tect1
A Complete the sentences with the words in the box.
bush  grapevine nutshell  stick wall
1. | heard it on the you’ve been promoted.
2. | asked Rudy to say yes or no, but he just beat around the
3 Look, ina , my trip to Singapore was a huge success.
4 | think you got the wrong end of the . I’'m not going on holiday, I’'m going on a business trip.
5 John just doesn’t listen. It’s like talking to a brick
B Complete the multi-word verbs with off, on or up.
Lfthansa pilots have called 6 strike action planned for next week after new talks were set 7 with the

German airline.

The announcement late on Wednesday averted, or at least put 8 , a four-day stoppage that could have cost
Lufthansa tens of millions of Euros.

The Union’ action had built 9 the dispute into one of the worst to hit Germany in recent years, adding to wave
of industrial action across the European airline sector, which has also affected British Airways.

In the end, the stoppage ended after 24 hours when the two sides agreed to carry 10 negotiating. Lufthansa
says strike action costs it at least $25 m a day.

C Choose the correct words to complete each sentence.

11 We're meeting tomorrow to discuss the new (market / marketing) strategy.

12 Can we discuss the (sales / price) figures? | was expecting an increase, not a decrease.

13 We're excited about the launch of the new (product / brand) range in South America.

14 I'd like you to meet Liam. He’s the one who organised the successful advertising (image / campaign) in London
last year.

15 We have brand (loyalty / leader), we just need to increase our market share.



D Putthe words in the correct order to make sentences.

16

The

morning strategy marketing purpose our of discuss the to meeting is this

17

That’s

18

19
Any

20

I've idea heard a best long the time for

they however are crazy want you all your ideas, think

other about ideas this we do can about what ?

New York City was thinking we maybe go should to

OTBeThHI:

1 grapevine 2 bush 3 nutshell 4 stick 5wall 6 off 7up 8 off 9 up 10 on 11 marketing 12 sales 13 product 14 campaign

15 loyalty 16 The purpose of the meeting this morning is to discuss our marketing strategy.

17 That’s the best idea I've

heard for a long time. 18 We want all your ideas, however crazy you think they are. 19 Any other ideas about what we
can do about this? 20 | was thinking maybe we should go to New York City.

2 cemecTp

Tect 2

A

lem

2 under

3 dis

5 bi

a)

b)

de

Match the prefixes (56-60) to the words (a—e).

perform

regulate



c) lateral

d) loyal

e) power

B Choose the correct word from Exercise A to complete the sentences.

6 It was of John to tell our competitors about the new product launch.

7 The government is going to the sector in the near future.

8. We don’t need someone who's going to the way Leon did. We need someone who can sell!

9. The two countries agreed to work hard to improve relations.

10 If you employees — give them real control over their work - that increases productivity.

C Write the most appropriate modal verb (positive or negative) in each gap. The meaning is given in brackets.
11.1 have taken the train but the last one had left, so | got a taxi. (If there had been a train ...)
12.You have ordered more paper for the copier. I'd already ordered it. (It wasn’t necessary.)

13 They have left the office already. It’s only 3 p.m. (It’s impossible.)

14 There were only two people who could have written this note. It wasn’t Axel, so it have been Victoria. (It

could only have been.)

15 You have gone to the presentation on database management. It was great! (It was recommended.)
16. He have fired the best engineer due to the fact that our company turned into the less competitive in
the market.

D Match four of the five managers below with the team where they will be best suited.

Susan: creative, inspiring, diplomatic
Matt: decisive, competent, responsible
Benny: sociable, loyal, considerate, logical
Stella: supportive, sociable, flexible

lan: organised, efficient, logical



17 We have some brilliant and creative people in our team but we’re not always good at handling everyday routines.
We need someone to remind us about what to do and when —someone who knows where everything is kept, and can
suggest the best way to do things.

Person:

18 Ideally, our new team member should enjoy working with people and should get on well with others. He or she
should be able to explain things clearly to customers. And — as our work is never routine — it is important to be able to
adapt quickly to changing situations.

Person:

19 The ideal candidate must be able to deal with all kinds of difficult situations, and take control when something goes
wrong. He or she must be able to keep a clear head and not get distracted when things happen fast. Because this person
will manage a large team and a large budget, he or she must be sensible and able to make good judgements.

Person:

20 We need someone who can produce new and effective ideas and can give other people a feeling of excitement and a
desire to do something great. This person also needs to deal politely and skilfully with our team of artists and designers
without upsetting them.

Person:
OTBeTbI

le2a3d4b5c 6disloyal 7deregulate 8 underperform 9 bilateral 10 empower 11 would 12 needn’t 13 can’t 14
must 15 should 16 should 17 lan 18 Stella 19 Matt 20 Susan

Kputepumn oueHnsaHuA:

MaKcrmanbHoe Konndectso 6ann1os, KOTOPOE CTyAeHT MOXeT HabpaTb — 20 6a1108 (3a KaskabliA NPaBWbHbIA OTBET
CTyAeHT nonyyaet 1 6ann).

YCcTHbIN onpoc



Why it pays to put the workers in the picture

by Alicia Cregg

When workplace disputes flare up, the blame is often laid on a break-down in communication. Talking may not always
resolve disagreements, but withholding management plans until the last moment can certainly make a difficult situation
worse. From 6th April 2005, UK employees gain the legal right to know about, and be consulted on matters that
affect them at work. This covers anything fromthe economic health of the  business to decisions likely to
cause redundancies or changes in how work is organised. The new rules, which implement a European Union directive,
move the UK closer to other European states, most of which already require work- place consultation.

There are good reasons for businesses to forge ahead with such agreements voluntarily. First, there is the
common sense belief, backed by academic research, that companies do better when their employees are well informed
and have a say in decisions that affect them. Second, by kick-starting negotiations the employer effectively takes charge.
The regulations give organisations free reign to agree internally what consulting and informing employees amounts to
in practice — what topics will be discussed, how often and by what means. In the UK — in contrast to most other EU
states — once a framework for information and consultation has been agreed, there is no requirement to work through
elected representatives. If the workforce approved, a business could rely solely on face-to-face and electronic
communication.

The mobile operator 3 prefers the personal approach. Whenever possible, it uses video calls and e-mail to put its young
work- force in contact with senior man-agers. At the other end of the spectrum is AstraZeneca, the Anglo-Swedish
pharmaceuticals group, which has a history of consulting employees through elected forums and union representatives.
Consulting through intermediaries can yield dividends, particularly during a change of ownership or undera
redundancy programme. Another point in favour of a mediated approach, says Ross Hutchison, head of internal
communications at KPMG, the accountancy firm, is that representatives can be taken into the confidence of
management in a way that an entire workforce cannot.

But do the gains from indirect consultation outweigh the attractions of more direct approaches? Not everyone is
persuaded that they do. Alison Gill, co-founder of Getfeedback, a talent management consultancy, argues that
knowledge exchange and online polling, not elected assemblies, produce better performance. “The goal is to involve
people directly and profit from their ideas.” In spite of earlier opposition, a growing number of companies believe that
putting employees in the picture is good for business. If the remainder do not follow suit, they may now find their
workers give them little choice.

Goodbye to the golden age of global brands

by Richard Tompkins

In the Harvard Business School professor Theodore Levitt’s seminal paper The Globalization of Markets, written in 1983,
he argued that, as new media and technology shrank the world, people’s tastes would converge, creating a single global
market that would be dominated by the world’s most successful brands. So, when the Berlin Wall fell and the barriers
to world trade came down, it seemed Prof Levitt would be proved right. Global brand owners poured into the newly
opened markets and, facing little competition in countries unaccustomed to consumer culture, they thought they would
clean up. Then, some awkward commercial realities started to close in.



Once local consumers had tried these new products, they found them far too expensive to buy on a regular basis,
even if they liked them. And soon, local producers sprang up offering much better value for money with products of
only slightly inferior quality at a vastly lower price. Usually, too, these products were better suited to local tastes and
cultural preferences than those being foisted onto consumers by the global corporations. The global brand owners were
left spreading their advertising and other fixed costs over tiny market shares and often faced extra costs, such as tariffs.
In many of these countries today, global brand owners command the super-premium end of the market in any given
product category, while local brands command the rest. The global brand owners could try to move into the mass
market by creating low-price products designed to suit local tastes, but that would throw theminto head-on
competition with local companies possessing better distribution channels and a far deeper understanding of the market.
Increasingly, therefore, they have resorted to buying local brands and the companies that own them. And here, of
course, lies the paradox. Whatever is the point of owning a global brand if it does not work in global markets?

Let us be optimistic and suppose the poor countries do become rich. But what do we see happening in rich countries?
Ever-proliferating brand choices. There are more soft drink brands than there have been for years, more fast food
chains, more packaged goods, more cars. Supermarkets are competing with brand owners by selling own label products
that are as good as the branded version but cost 20-30 per cent less.

Global brands, of course, are not about to disappear. But it must now be clear that Prof Levitt was mistaken in believing
the world’s tastes would converge on standardized products. Everything we have learned about consumerism over
the decades shows that, as people become better off, they want more choices, not fewer. Global brands may be here to
stay, but their golden age is over.

3
Teams seek strength in affiliations

by Stefan Stem

The global consultancies share some characteristics of the largest branches of  Tesco. Vast out-of- town
supermarkets may offer everything you need to keep the home well stocked, but do they reallygive you
the quality that could be yours by spending a couple of hours in boutiques, delicatessens and food halls?
Perhapsthe one-stop shop canmeet all your basic and immediate needs.

But some management challenges require a pooling of expertise and talent from a team of consultancies
working together. “On paper the biggest firms have all the capabilities you might s want,” says Andrew Crowley,
vice- president of consulting and systems  integration  for  CSC, the international information technology
consultancy. “But thereisa risk element to that. A consortium gives you a slightly different view on life, and
probably better value as well.” That view is echoed by Bernard Brown, senior vice-president for consultingin the UK,
Americas and Asia-Pacific for Atos Origin, the IT consultancy. “You won’t necessarily have all the skills to meet the
‘end-to-end requirements of a large client,” he says. “But we have to partner. It is an essential part of our work.
For Mr Brown, there are several core elements to a successful collaboration. “First, what are the rules of
engagement?” he asks. “How will we work together, how will we measure progress? Then we look for seamless
teamwork —can we keep the same team throughout a project lasting between six and 18 months? Then there is
personal integrity: do our  strategies and approaches fit?

Personal relationships matter enormously too. Business hasn’t changed that much, in spite of all the new ways of
communicating. Then there is the commitment of all involved, and the question of cultural fit and values: if your values
are not shared at the outset you will find out later to your cost. Finally, there is the question of joint marketing: how do
we protect each other’s brand?



Mr Crowley does not underestimate the difficulty of making consortia work for both client and consultant. “You need
explicit work share agreements up front,” he says. “Otherwise you will find yourself arguing over what percentage of
the work goestoonepartner oranother. You need that commercial relationship in place, with agreed
milestones for the project. Partnerships are dynamic. They evolve, and like a marriage there will be ups and downs.

The interpersonal relationships are vital, and greed will destroy it. You need the same ethics, the same values, so you
can combine your skills and not fight over revenues. Last year Atos Origin replaced IBM as the International Olympic
Committee’s IT partner for the next three Olympic games. In Athens last summer Atos was managing more than 2,300
different suppliers, often without written contracts in place. “Without our experience of partnering, we would never
have been able to pull that off,” Mr Brown says.

4
Message machine creates a buzz

By Bernard Simon

Like Google in search engines and Hoover in vacuum cleaners, Research In Motion (RIM) has achieved the distinction of
having its product turned into a verb. AlImost 3m people around the world now “BlackBerry” their friends and colleagues
with messages using the Canadian company’s distinctive hand-held device.

The BlackBerry has transformed RIM over the past six years from an obscure supplier of two- way pagers into the maker
of one of the world’s hottest products. RIM reported earlier this week that it had signed up 470,000 new subscribers in
the quarter to February 29; it expects to add more than 500,000 more over the next three months. RIM shares have
rocketed from less  than $10 in autumn 2002 to $73 this week. The company now has a market value of $l4bn,
(£7.5bln), over taking Nortel Networks as Canada’s technology superstar. Not surprisingly, RIM’s success is attracting
attention fromsome of the giants of the communications and soft- ware industries, and observers are wondering
how long the company can sustain its phenomenal record.

The BlackBerry — whose name comes from the supposed resemblance of the miniature keyboard on its original device
to the beads of the fruit — “remains the preeminent mobile messaging solution in the market today,” says Jason Tsai,
analyst at ThinkEquity Partners, an investment bank.

RIM has so far kept the competition at bay with a canny, three- pronged strategy: expanding its target market, co-
opting potential rivals as partners and customers and constantly adding fresh features to the BlackBerry device and
its supporting software. The BlackBerry began life as a gadget for Wall  Street investment bankers, Washington
politicians and corporate executives. More recently, RIM has turned its attention to the professional consumer retail
market, which now makes up about one-fifth of its sub- scriber base.

RIM has vastly broadened its market by licensing almost 100 distributors, including Vodafone, Verizon Wireless, Cingular
Wireless and T-Mobile. RIM expects to sign up China Mobile Communications later this year. To make the devices more
affordable, many carriers offer BlackBerry contracts similar to those for mobile phones. According to Mr Tsai, “the
carriers love BlackBerry not only for the higher average revenue per unit it generates, but for the strong margins,
since it consumes very little bandwidth.”

Unlike some other companies, RIM has not jealously guarded its technology, seeking out alliances with friend and
potential foe alike, including Microsoft. “If you partner well and thoughtfully, you get pulled along by the current,” says
Jim Balsillie, RIM’s joint chief executive.

The question is whether RIM’s success will ultimately jeopardise its independence. Mr Balsillie and RIM’s founders
Mike Lazaridis and Doug Fregin own only about 16 per cent of the company stock in total. Brant Thompson,



analyst at Goldman Sachs, singles out Nokia and Motorola as possible predators. Alex Slawsby, an analyst at
International Data Corporation, the research group, saysthat “there are many different companies with designs
on being an alternative to HIM”. In his view, the BlackBerry’s biggest advantage is an intangible one. For the time being,
he says, none of its rivals possesses “that buzz- creating element that the public loves”.

5
More about results than time

By Philippe Manchester

On the surface, flexible working might seem to be about people being able to choose their working hours and,
perhaps, spend some time working away from the office. But it is also a fundamental change in the way people
work and, more importantly, the way they are managed. Flexible working is a shift from “time-based” to “results-based”
working practices and could herald the biggest change in the workplace since the start of the industrial revolution.

New employee legislation is one of the main motivations for employers to introduce flexible working practices — but
not the only one. In Europe, for example, employers are obliged to offer parents with young or disabled children the
right to request flexible working. While legislation is a major catalyst to introducing flexible working, there are other
reasons. In the US, for example, the fall in the price of mass market computer and communications technologies is
encouraging organizations to allow more home working.

Flexible working is also likely to appeal to a wider skill pool and help with staff retention. Mary Sue Rogers, human
capital management leader at IBM Global Services, says that IBM has embraced flexible working to help with
recruitment. “In  Europe, companies have to provide flexible working because of legislation — but it isalsoa
way to recruit from a broader skill pool, including women and older people. With an ageing workforce we have to find
ways to retain older staff. It also gives greater scope to male employees who increasingly want flexible working to
create a better work/life balance. A recent survey of UK graduates found that work/life balance was third on their list
of career priorities.” She adds that 55 per cent of IBM’s employees work flexibly and 90 per cent are
“enabled” to do so. “To us, it is foremost a business imperative. It is about staff retention, increased productivity
and cost reduction,” she notes.

A survey of 300 UK human resource professionals in small to medium-sized enterprises (SMEs), commissioned by
Arizona-based telecommunications company Inter-Tel, found that 40 per cent found it difficult to attract the right skills
from their local market and 30 percent thought they could attract staff if they were offered flexible working. But
they also had significant reservations — with 93 per cent concerned that staff were more likely to bend the rules if they
work from home. Doug Neal, research fellow at the US Computer Sciences Corporation,  identifies this attitude
as being at the heart of the cultural shift prompted by flexible working: “The problem is not all with the worker it is also
with the boss. Management has to find a wayto measure ‘results’ rather than time. We have to find new ways to
evaluate workers — and their bosses.”

He adds that organisations must find ways to build trust between employer and employee: “How do | evaluate
people when | can’t see them? In formal terms, trust is the outcome of a series of beneficial transactions. You have
to build a culture of trust from working together.”

Although new legislation is forcing organisations to adopt flexible working practices, there are sound business reasons
to give employees more flexibility.

Organisations which have embraced flexible working have found that it can cut costs and improve productivity. More
importantly, it enables them to recruit staff from a much broader skill pool and retain staff. But it does mean a



fundamental change in the relationship between staff and management. Both must learn to trust each other and focus
on results rather than time spent in the office.

6
Nasa’s exercise in managing risk
by Victoria Griffith

The US space agency grounded its three remaining space shuttles after Columbia disintegrated upon re-entry to Earth’s
atmosphere in February 2003, killing the seven crew members. Yet even today, scientists are still divided over whether
the management culture at Nasa has changed enoughto ensure the shuttle’s safety. Behavioral Science
Technology, the California-based consulting group that works with other industries such as railways on safety issues,
was hired 18 months ago to help change the management culture at the agency.

Nasa set out to improve employees’ relationships with  supervisors to encourage dissent, emphasise teamwork and
raise management credibility. Although they are still under pressure from budgets and deadlines, Nasa
managers say they now take the time to listen to concerns of engineers and others on issues that may compromise
safety. BST measured attitudes tosafety and thework environmentin February 2004, then again six months
later, and says the culture at Nasa has changed. But although 40 per cent of the managers surveyed said they saw
changes for the better, only 8 per cent of workers said the same.

James Wetherbee, a former shuttle commander, hasin recent months questioned whether the culture at Nasa has
changed enough to make safety a priority. And a report released last month from George Washington University says
the pressures of getting the shuttles back into space leads the space agency to make questionable safety decisions. The
study places the current chances of a catastrophic failure on the shuttle at about one in 55 for every mission.
Despite Nasa spending nearly $2bn over the past two years making safety improvements to the shuttle, the risk
remains high enough to make any astronaut’s heart dance at take-off and re-entry. In fact, the George Washington
researchers argue that more money and effort should be spent to come up with an alternative to the space shuttles.

In the wake of the Columbius disaster, an independent panel, the Columbia Accident Investigation Board, was
formed to investigate the accident. Some of the findings of the CAIB report were embarrassing for Nasa. Engineers had
expressed concern about the falling debris, but their fears were dismissed. The CAIB severely criticised a lax safety
culture at Nasa contributing to the disaster, and issued a check-list of 15 points to get the shuttles back up and
running.

Some critics believe Nasa should be doing more to reduce the number of manned missions.

Much of the cargo for the shuttle, they argue, could be transported robotically. Others have called for the space
agency to adopt a more aggressive schedule in developing a replacement for the shuttle. But those are issues for the
medium term. In the coming weeks, getting the shuttle safely into space and back to Earth will be the priority, and the
world will be waiting with bated breath to seeif Discovery can get off its launch pad without mishap.

7
Online shopping expected to grow by 35% this year

by Elizabeth Rigby



Consumers are expected to spend 35 per cent more buying a host of items from clothes to CDs online this year, taking
total spending for s 2005 to an estimated £19.6bn, according to the Interactive Media Retail Group. In its first annual
report, published today, IMRG said it expected 4m more Britons to shop online this year, taking the total
shoppers to 24m, more than half the UK’s adult population. The latest figures underline the sharp growth of
internet shopping in the decade since 1994. While internet shopping account- ed for just £300m of retail sales in 1999,
by 2004 consumers were spending £14.5bn  online, according to IMRG.

Online shopping is also counter- acting sluggish consumer spending on the high street. Household expenditure grew by
only 0.2 per cent in the fourth quarter of 2004.

For a sector to have grown from scratch in ten years with  very little investment suggests that the net’s time has
come,” said  James Roper, IMRG chief executive.

The larger retailing groups Kingfisher, Argos, Dixons, Tesco Boots — are spending money on developing their internet
offering, but many retail chains are not in online shopping, which in turn is allowing entrants as figleaves.com,
which sells underwear, and asos.com, the clothing e-shop, to gain a foothold in the market.

In 2004, the IMRG estimated that the top 100 retailers in the UK spent just £100m on their internet presence
and most of this came from a handful of stores. But in spite of the neglect from big retailers, the growing popularity of
online shopping looks set to continue as more people gain access to the internet.

Figures out from 2004 from Ofcom, the communications regulator, showed that more than 56 per cent of homes
had internet access, with a third of those having a broadband connection. The emergence of mobile commerce and
technology could also mean that people will be able to shop online from their mobile phones.

IMRG said electrical and clothing goods were experiencing such  astrong growth online, with more than
f2bn of electrical goods sold over the internet in 2004. Dixons, the high street electrical retailer, expects its online
sales — currently at  £170m — to hit £1bn in the next five years. Meanwhile, clothing is another big expansion
area, with sales growing 37 per cent to £644m in 2004.

Virtual teams: Global harmony is their dream

by Sarah Murrey

If managing diversity in the work- place is a tough task for business leaders, the challenges of keeping executives from
different back-grounds working together efficiently in various par ts of the world is even more difficult. “One of the
things you should take into account is  whether your team includes members who don’t speak English
well,” says Joanne Yates, a professor of management at MIT Sloan, who has studied the use of communication and
information systems in companies. “Any good virtual team has a communication plan that includes weekly conference
calls or e-mail check-ins, but with a virtual team where not everyone speaks English well, the regular report- ins should

IH

be in written mode rather than by phone or conference cal

The other advantage of e-mail communications is that, for those working in different time zones, group messages can
be responded to when it is convenient, reducing the need for early morning or late night calls. At the same time, using
e-mail can remove much of the hierarchy of professional communications, since many executives find it far less
intimidating to send an e-mail to someone in a senior position than to telephone them.



However, cultural or behavioural differences that can manifest themselves in face-to-face working situations can be
exacerbated in virtual team working, particularly when  the group has members from different backgrounds. One
reason for this is that, when one is physically immersed in a new culture, it takes less time to adapt to the social

norms and become aware of cultural sensitivities. So those trying to do this at a distance may find it tougher to fit
in, increasing the potential for misunderstandings between team members. “You don’t build the relationships in the
same way as you do working face-to-face,” says Martin Galpin, managing psychologist at Pearn Kandola, a
UK- based research business and consultancy of occupational psychologists.

Prof Yates points out that, when people in  professional  groups come from different backgrounds or cultures, it
is often useful to appoint someone in the team who knows both cultures as the person responsible for setting the
norms of working behaviour during a project that is being carried out from different locations.

And virtual working certainly does not eradicate the sort of cultural misunderstandings that can arise in a face-to-face
situation. Prof Yates cites an online mini- conference she recently observed that took place between a group of US
and Japanese executives working in the research and development unit of a Japanese company. “A Japanese executive
was putting textintoa  window for instant messaging when one of the Americans started asking questions in the
middle of the presentation,” she explains. “That was not culturally familiar and required an instant response which
caused real problems.”

9
Silicon Valley’s lesson in patience

By John Gapper

From the point of view of investors in technology shares, last week was a painful one. Rising inventories at
semiconductor manufacturers and disappointing earnings announcements led to a fall in share prices. The Nasdaq index
surged last year of expectations of asharp recovery but has since drifted slowly downwards.

Seen from Silicon Valley, however, the decline in share prices is a good thing. A mini-bubble threatened to develop
this spring, as investment banks lined up to take Google public, and the number of initial public offerings (IPOs) surged.
That bubble is now deflating, forcing venture capitalists to focus on their task: long-term investment in innovation.

A healthy stock market helps innovation, of course. When valuations of technology companies are strong, it encourages
new enterprises to come to market through IPOs. A successful IPO is the ultimate prize for entrepreneurs who must
pass through several rounds of venture capital funding to make their companies worth buying.

Butthe formulaonly works when venture capital firms select a few of these companies and filter them through four
or five stages of funding. Most start-ups must develop their business for up to ten years before they are mature
enough to be acquired by other companies, or come to market.

But the declineintechnology shares since spring this year is making the IPO market more testing and the Silicon
Valley consensus is that the decline will continue. Asked which of them so thought the Nasdaq was still over- valued,
all four members of a panel of venture capitalists and bankers raised their hands. Indeed, a member of the panel
predicted either a sharp fall in the Nasdagq or five flat years before earnings catch up. That may not be good news for the
bankers, but venture capitalists can be thankful. They are now making profits again, and institutions are eager to
put money into new funds that will invest in technology start-ups as, aside from the bubble years, venture capital has
beena far more profitable way to invest in technology than putting money into IPOs of venture-funded companies.

As long as markets overestimate the growth prospects and earnings quality of technology stocks, venture capitalists will
be tempted to rush immature start-ups towards IPOs before they are strong enough. In contrast, markets that are



stable, or falling towards true value, encourage them to stick to cultivating enterprises with long-term potential. So, in
the face of a deflating market, everyone will have to learn, or relearn, the virtue of patience: today’s early-stage
investments may not mature for a decade.

It sounds unfortunate, but venture capital investors should realise the danger of trying to force independence on too
many companies too fast. For shareholders of publicly quoted technology companies, the state of the stock market is
depressing. For Silicon Valley, it could be just the ticket.

10
FT SUMMER SCHOOL: Expect the unexpected

by Morgen Witzel

Crises are an inevitable part of management and the larger the business grows the bigger the crises seem to become.
However robust a business seemes, it is still fallible — as has been shown by the recent histories of Arthur Andersen and
Marconi.

An understanding of risk is to essential in crisis management. Sophisticated modelling techniques and expert
consultants can help managers appreciate risks better, especially those stemming from global issues such as terrorism
and climate change. Closer to home, risks such as changing customer preferences or takeover threats may  be
best analysed within the company itself. The constant monitoring of what is going on in the larger world is an essential
activity. Once a range of possible ~ future  crises  has been established, contingency plans can be put in place.

However, not every crisis can be foreseen. The chances of an airliner crashing, for example, are extremely small, but
every airline must still live with the possibility. When an Air France Concorde crashed on take-off from Paris the first
accident involvinga Concorde — Air France was prepared to deal with the issue. Managers moved quickly to withdraw
Concorde from service, announce an investigation into the accident and reassure the travelling public that it was still
safe to fly Air France. The following day the airline’s share price did decline, but not by much and not forvery
long.

Intel, the world’s leading maker of semiconductors, suffered a huge and unforeseen crisis when it emerged that a small
proportion of its Pentium microprocessors were faulty. Quickly assessing the options, the company took the brave step
of recalling and replacing the entire production run of the series. The move cost more than $1bln (£550m) and
probably saved the company. Intel showed that it was committed to its product, whatever the short-term cost,
and customers responded positively.

Looking back on the incident, Andy Grove, Intel’s chairman and then chief executive, compared managing in a severe
crisis to an illness. Strong, healthy companies will survive, although at a cost to themselves. Weak companies will be
carried off by the disease and will die. In Mr Grove’s view, the key to successful crisis management is preparedness. For
ward thinking and planning are essential; understanding the nature of the crisis that might occur can help
managers be better prepared, as the Air France example shows.

Yet even while managers are planning how to deal with seismic events such as terrorist attacks or natural disasters, they
may be missing more subtle threats such as the development of new technologies that could undermine their business.
Good crisis management requires the ability to react to events swiftly and positively, whether or not they have been
foreseen.

MHCTPYKLUMA NO BbINOJAHEHUIO



CTyAeHTy BblAaeTca TEKCT 414 YTeHus, nepesoaa n pedepmnpoBaHna. Bpema noarotoBKM K oTBeTy coctasaseTt 30 MUH.
[anee cTygeHT uMTaeT pparmeHT TEKCTA BC/YX, 3a4MTbIBAET NepeBos U pedepupyeT TEKCT. YCTHbIM onpoc npoBoauTca 2
pa3sa 3a Kypc B KOHLLE NPOXOXAEHMUA KaX40ro pasaena. Bo Bpemsa yCcTHOro onpoca CTyAeHT A0/KeH OTBETUTb Ha BCe
BOMPOCHLI NpenogasaTens No Teme. Bpems oTBeTa CoCTaBaAET 5 MUHYT.

Kntoun npaBuabHbIX OTBETOB

Mpwu BbINONAHEHUM pedepnpoBaHMA HEOHXOAMMO UCNOIb30BATb CAEAYIOWME KAnLLEe:

1. HassaHwue cTtaTbn, aBTOp, CTUAD.

The article I’'m going to give a review of is taken from... CrtaTbs, KOTOPY!O 5 ceyac Xxouy NPOaHaNU3UPOBaTb U3...
The headline of the article is— 3aronosok ctaTbm...

2. Tema. Jlornyeckune yactu.

The topic of the article is...- Tema cTaTbu

The key issue of the article is... —KntoueBbiM BONpPOCOM B CTaTbe ABAAETCS

The article under discussion is devoted to the problem... —CTaTbto, KOTOpYO Mbl 06CyKaaem, NocBaLLeEHa Npobaeme...
3. KpaTKoe coaepKaHue.

The author starts by telling the reader that —ABTOp HauMHaET, paccKkasbiBan YMTATENIO, UTO

At the beginning of the story the author ...—B Hauane ncropum asTop

...describes — onucbiBaet

...depicts —n3obpaxkaer

4. OTHOLWEHMe aBTOpPA K OTAENbHbIM MOMEHTaM.

The author outlines...—ABTop onucbiBaeT

The article contains the following facts..../ describes in details...—CrtaTtbsa coaepxuT cneaytowme ¢aktol .... / NnogpobHO
onucbiBaeT

Let me give an example...—l03BoOAbTE MHE NPUBECTU NPUMEP ...
5. BbiBOA aBTOpA.

In conclusion the author says / makes it clear that.../ gives a warning that...—B 3akntoueHune aBTOp roBopuT / NposAcHAET,
yTo ... / AAeT NpeaynpexKaeHune, uTo ...

At the end of the story the author sums it all up by saying ...—B KoHue pacckasa aBTop NoABOANUT UTOT BCErO 3TOrO,
rosops ...

6. Baw BbiBOA.
Taking into consideration the fact that—puH1Mas Bo BHUMaHMe TOT aKT, 4To

The message of the article is that /The main idea of the article is—OcHoBHas naes cratbu (nocnaHme astopa)

I have found the article dull /important / interesting /of great value —fl Haxoy cTaTbto CKy4YHOW / BaskHOW/UHTepecHo/
nmetoLLyto 6o/blUoe 3HayYeHMe (LLeHHOCTb)



KpuTtepun oueHnBaHus:

MaKcmMmanbHoe Kondectso 6annos, KOTOPOeE CTYAEeHT MOXeT HabpaTb — 40 6annos (3a 1 cemecTp BbINONHAETCA
pedepupoBaHmne ABYX TEKCTOB, 3a 1 TekcT — 20 6annos).

hd 16-206. - KOMMYHWKaTUBHbIE 3a4a4YX BblIMNOJ/IHEHDI NONHOCTbIO, MUCNO/Ib30BaHHbIM CﬂOBaprIVI 3anac,
rpamMmmaTmUyeCKne CTpPyKTypbl, CI)OHeTMLIeCKOE od)omeeHme BbICKa3biBaHNA COOTBETCTBYET NoCTaB/I€HHOM 3a4a4e;

U 14-16 6. - KOMMYHMKATMBHbIE 33/1a4M BbINOJIHEHbI YaCTUYHO, UCMOb30BAHHbI CNOBAPHbLIN 3anac,
rpammaTnyeckmne CTpyKTypbl, doHeTnyeckoe obopmieHne BbICKa3biBaHMA COOTBETCTBYET NOCTaB/IEHHOM 3aaa4e,
Hebo/blLuMe HapyLLUeHMA NCNO/1Ib30BaHMA CPeACTB JI0rMYECKOM CBA3K;

i 5-13 6. - KOMMYHUKATUBHbIE 3a4a4YU BbINMNOJ/IHEHbLI HE NOJZIHOCTbIO, NCMOJ/Ib30BaH OI'paHM‘-IEHHbIﬁ CI'IOBaprIﬁ
3anac, rpammaTnveckmne CTpyKTypbl U (bOHeTMHECKOE od)opmneHme BbICKa3blBaHMA MMELOT HebobLUKE HapylweHusa;

hd 0-46.— KOMMYHWUKATUBHbIE 3a4a4YMN HE BbINOJ/IHEHbI, HA/INYUNE pr6bIX

OLNOBOK B oTBeTe, HeNMnoHMMaHue CylWWHOCTUN U31araemoro Bonpoca, HeymeHune npuMmMmeHATb 3HaHUA Ha NPaKTuKe,
HeyBepPeHHOCTb N HETOYHOCTb OTBETOB Ha AONOJ/IHUTE/IbHbIE N HaBO4ALLME BOMPOCHI

Tembl 4OKNaA0B C Npe3eHTaumnemn

no gmcumnamHe MHOCTpaHHbIN A3bIK NpodeccMoHanbHOro

o6 LeHuA(aHrNHCKNi)

1. KommyHuKauua B busHece.

2. Kapbepa

3. KoHKypeHuusa

4, Poccuinckan n mexxayHapogHas TOproens.
5. OcHoBbI ycnewHoro busHeca

6. DKOHOMMYECKMeEe NOoKa3aTen NpeanpuaTmna
7. CocTtaBneHune rogoBoro oT4éTa

8. BaHKpOTCTBO NpeanpuATUA

9. MNnaHnpoBaHne NPOM3BOACTBA

10. YnpasneHne nepcoHaiom

MHCprKLI,VIFI no BbINOJIHEHUIO

CTyAeHT roToBuT 2 oKNada B TedeHMmn 1 cemecTp. MeToamnyeckme pekomeHAaLmm no HanmcaHuio n TpeboBaHma K
0pOPMIEHUNIO COAEPIKATCA B NPUIOKEHUN 2



KpuTtepun oueHnBaHus:

MakcumanbHoe KosndecTtso 40 6annoB (no 20 6ann0B 3a KaxkAbl AoKNaa)

o 16-206.- M310XKeHHbIN MaTepuan GakTUYECKN BEPEH, NPUCYTCTBYET HaIMUME FNYHOKMX UCHEPMNbIBAIOLLUX
3HaHMWI NO NOArOTOBAIEHHOMY BOMPOCY, B TOM YMC/ie OBLWMPHbIE 3HAHWA B LLeSIOM MO AUCUMININHE; TPAaMOTHOE U
NIOTUYECKM CTPOIMHOE U3/I0XKEHME MaTepurana, LWWMPOKOe UCNONb30BaHME He TOIbKO OCHOBHOW, HO U AONONHUTENbHOWN
NuTepaTtypbl;

. 14-16 6an10B - U3/I0XKEHHbIN MaTepuan BepeH, HaJinume NoJiHbIX 3HaHMI B 06beme NpoiaeHHOM Nporpammbl
Nno NoAroToBAEHHOMY BOMPOCY; FPaMOTHOE U JIOTMYECKU CTPOMHOE N3/I0XKEHME MaTepurana, LUIMPOKOE UCMO/b30BaHMe
OCHOBHOW UTEpaTypbI;

. 5-13 6. — n310XKeHHbI MaTepuan BepeH, Haanyme TBEPAbIX 3HAHWUI B 06 beme NpoiaeHHON NpPorpaMmmsbl No
noAroToB/IEHHOMY BOMPOCY; U3N0XKEHNE MaTepmana ¢ oTAaeIbHbIMU OWMBKaMK, yBEPEHHO UCNPABIEHHbIMMU
MCNONb30BaHME OCHOBHOM AUTEPaTypbI;

MeHee 4 6. — paboTa He cBA3aHa C BbiIbpaHHOW TeMOM, Hannumne rpybbix OLWNMBOK, HENOHUMAHUE CYLHOCTU U3/1araemoro
BOnpoca.

3 MeToauyeckne maTepuasnbl, onpeaenatoline npoLeaypbl oLueHMBaHUA 3HAHWUIA, YMEHWUI, HaBbIKOB U (MK) onbiTa
AeATEeNbHOCTU, XapaKTepusyoLWmx 3Tansbl POPMUPOBAHUA KOMMNETEHLNMN

MpoueAaypbl OLEHNBAHWUA BKAIOYAIOT B Ce6A TEKYLLMIA KOHTPO/Ib M MPOMENKYTOUHYIO aTTeCTaLMI0.

TEKyLU,VIﬁ KOHTPO/1b YCNEBAEMOCTU NPOBOAUNTCA C NCMNOZIb30BaAaHMEM OUEHOYHbIX CPEACTB, MPEACTAB/IEHHbIX B n.2
LaHHOTO NpUNoXKeHUA. PesynbTaTbl TEKYLLEro KOHTPOAA 40BOAATCA 40 CBeAEHUA CTYLEHTOB 40 npomemyTquoﬁ
aTTectauunun.

MpomeskyTouHanA aTTecTaumsa nposoanTca B dopme 3ayeTa. 3a4eT NPOBOAUTCA MO PACTIMCAHUIO MPOMEKYTOUYHOM
atTecTaumm B popme cobecenoBaHMA MO NPOAAEHHBIM TEMAM.



IIpunoxenne 2
METOAUYECKHUE YKA3AHUSA 11O OCBOEHUIO JTNCHUTIJIMHBI

Y4eOHBIM IIaHOM MPEAYCMOTPEHBI CICAYIONINE BUIBI 3aHATHIA:

- IPAKTUYECKUE 3AHSITHS.

B xoze npakTudeckux 3aHATUNA yriyOJISIFOTCSL M 3aKPEIUIIIOTCS 3HAHUS CTYACHTOB 110 Psy BOIIPOCOB,
Pa3BUBAIOTCS HABBIKK YCTHOW U MHCbMEHHOW peYr HA UHOCTPAHHOM SI3bIKE.

[Tpu MoAroTOBKE K MPAKTUYECKUM 3aHATUAM KaXAbIi CTYACHT JOJDKEH:

— U3YYUTh PEKOMEHIOBAHHYIO YUEeOHYIO TUTEPaTypy;

— IOJArOTOBUTH OTBETHI HA BCE BOIIPOCHI 110 U3y4aeMOU TeME.

[To cormacoBaHHIO C MPENOAaBaTEIeM CTYACHT MOXET MOATOTOBUTH OKIAJ WM COOOIICHHE 10 TeMe
3aHATHS. B mpomecce MNOArOTOBKM K IMPAaKTUYECKUM 3aHATUSAM CTYJEHTHl MOTYT BOCIOJIB30BaThCs
KOHCYJIbTAIIUSIMU ITPENO1aBaTEIs.

Bomnpocel, He paccMOTpEHHBIE HAa MIPAKTHUECKUX 3aHATHUAX, JOIDKHBI OBITh U3YUEHBI CTYJACHTAMH B XOJIE
CaMoCTOSITeNbHOM paboThl. KOHTpONIb  caMOoCTOSTENbHOM paboThI CTYIEHTOB HaJl y4eOHON IporpaMmoii Kypca
OCYILIECTBIISIETCSI B XOJ€ 3aHATUN METOJOM YCTHOTO OIpoca WM IOCPEACTBOM TecTupoBaHud. B xoxe
CaMOCTOSITENTLHOM ~ pabOThl KaXJbIil CTyOEHT 00si3aH MPOYUTaTh OCHOBHYIO M TI0O BO3MOKHOCTH
JIOTIOJIHUTENIBHYIO ~ JINTEpaTypy IO  M3y4yaeMOM TeMe, BBINHMCATh ONPEICIIEHUS OCHOBHBIX IOHSTHI;
3aKOHCIIEKTUPOBAaTh OCHOBHOE COJZIEpPKAHUE; BBIMUCATh KIKOYEBBIE CIIOBA; BBINOJHUTH 33/IaHUSI-OPUEHTUPHI B
IIPOLIECCE YTEHMSI PEKOMEHIyEMOI'0 MaTepralia, IPOAHaIN3UPOBATh IPE3EHTALMOHHBIN MaTepHall, OCYIIECTBUTh
0000111eHIe, CPABHUTH C PAHEE U3YUEHHBIM MAaT€pPUAIOM, BBIIEIUTH HOBOE.

[Ipu peanuzauuy pa3InyHBIX BHJIOB Y4eOHOM pabOThl HMCHOJIB3YIOTCS Pa3sHOOOpasHbIE (B T.4.
WHTEPAKTUBHBIC) METO/BI O0yUYECHHUSI.

JIJ1s TOATOTOBKY K 3aHATHSM, TEKYLIEMY KOHTPOJIIO U IPOMEKYTOUHOM aTTECTAllUd CTYJEHTbl MOTYT
BOCIIOJIb30BaThCS AJNEKTPOHHO-OMOIMOTEYHBIMU CUCTEMaMH. Takke oOydaromiuecs MOTYT B3ATh Ha JIOM
HEOOXOAMMYI0  JUTEparypy Ha  aO0OHEMEHTE YHUBEPCUTETCKOH OHMOIMOTEKH WM BOCIIOJIBE30BATHCS
YUTAIbHBIMU 3aJ1aMHU.

IToaroroBka AokJyIaza ¢ npe3eHTanueil

OpHolt M3 (GopM CaMOCTOATENbHOW JAEATEIbHOCTU CTYAEHTa SBJISETCS HalKMCaHUE JIOKJIa/0B.
BeinmonHenue Takux BUIOB pabOT CHOCOOCTBYET (OPMHMPOBAHUIO y CTYJEHTAa HABBIKOB CaMOCTOSATENbHOM
HAYYHOH JeSATENbHOCTH, IOBBIIICHUIO €ro TEOPETHYECKOW M MPO(PECCHOHATBHONH MOATOTOBKH, JIydIIeMy
YCBOCHMIO YU€OHOT0 MaTepuania.

TeMbl JOKIIAJIOB ONPEACISIOTCS IPErojaBaTelieM B COOTBETCTBHH C TPOTPAaMMON JIHCIUILINHEL.
Konkperu3zaius TeMbl MOXKET OBITh ClIeJIaHa CTYIEHTOM CaMOCTOSITEIBHO.

CrnenyeT akleHTUPOBAaTh BHUMaHUE CTYJEHTOB Ha TOM, YTO (JOPMYJIUPOBKA TEMbI (Ha3BaHUs) pabOThI
JI0JKHA OBITh!

= sicHOM 1o opme (He coaepxaTh HEYA000UNTaeMbIX U (Ppa3 ABOMHOIO TOJIKOBAHMUS);

— coJiepXaTh KIIOYEBbIE CJI0BA, KOTOPBIE PEMPE3CHTUPYIOT UCCIIE0BATENLCKYIO paboTy;

= OBITh KOHKPETHOH (HE CO/IepKaTh HEOTIPEICICHHBIX CIIOB «HEKOTOPBIE), «OCOOBIE» U T.11.);

— coJepxartb B ceOe AeHCTBUTEIbHYIO 3aauy;

— OBITb KOMIIAKTHOM.

BriOpaB Temy, HeoO0XoAMMO MOJ00paTh COOTBETCTBYIOIIMN HMH(OPMAIIMOHHBIN, CTAaTUCTHUYECKHI
MaTepuall M MPOBECTH €ro IpeIBapHUTEeNbHBI aHamu3. K Hambonee MOCTYIHBIM HCTOYHHKAM JIUTEPATYPHI
oTHOCATCS (POHABI OMOIMOTEKH, a TaK K€ MOTYT UCIIOJIb30BATHCS JEKTPOHHBIE HCTOUHUKN MH(POPMALIUH (B TOM
gyucie u UaTepHer).

BaxubiM TpeOGoBaHUEM, NMPEIbIBIIEMbIM K HAMHMCAHUIO JOKJIAJ0B Ha AHIJIMHCKOM SI3BIKE, SIBISETCS
TPaMOTHOCTh, CTHJINCTHYECKAS aJIeKBATHOCTh, COJIEPKATEITHHOCTH (ITOTHOTA OTPAKEHUS M PACKPBITHS TEMBI).

Jloknaa 1o/bKeH BKITI0YATh TAaKOM 3JI€MEHT KaK BBIBOJIBI, ITOJy4YE€HHBIE CTYCHTOM B pe3yibTaTre paboThl
C HCTOYHUKAMH WH(POPMAIIHH.

Jloknazipl MpeCTaBIsAIOTCS CTPOro B OIpenesieHHoe rpadukoM ydeOHOro mporecca BpeMsi M HX
BBITIOJIHEHUE SBISIETCS 0053aTEBHBIM YCIOBUEM ISl TOMTYCKa K MMPOMEKYTOYHOMY KOHTPOJTIO.

[pesentanust (B Power Point, Libre Office) npencraBnser co0oii myOaMyHOE BBICTYIUICHHUE Ha
MHOCTPAaHHOM $I3bIKE, OPUEHTHPOBAHHOE HA O3HAKOMJICHHE, YOeXJAeHUEe CIIyIIaTeseil Mo onpeaeaeHHOn Teme-
npobneme. ObecrieunBaeT BU3yallbHO-KOMMYHHKATHBHYIO MOJAJIEPKKY YCTHOTO BBICTYIIJICHHS, CIIOCOOCTBYET
ero 3 (pEeKTUBHOCTH U PE3YJIbTATUBHOCTH.



KauectBennas npe3eHTalys 3aBUCUT OT CIEAYIOIINX [TapaMeTPOB:

- TOCTaHOBKH TE€MbI, LIEJU U IJIaHa BBICTYIIJICHUS;

- ompeneneHus: NpoJ0JKUTEILHOCTH MPECTaBICHUSI MaTepHaa;

- ydeTa 0COOEHHOCTEH ayJIuTOpPHH, aJpeCHOCTH MaTepHaa;

- HMHTEPAKTUBHBIX JCHCTBHIA BBHICTYMAIONIETO (BKIFOYCHUE B 00CYKICHUE CITyIIaTeNeH );

— MaHepbl MpPEeICTaBICHMs] MPE3EHTAIMU: COOJIIOJIEHUE 3PUTEIBHOTO0 KOHTaKTa C ayAUTOpUEH,
BBIPA3UTEIbHOCTb, )KECTUKYJISALINS, TEIOABUKCHUS;

- HaIU4Ms WUTIOCTpaIuil (He meperpykarolux n300paxkaeMoe Ha SKpaHe), KIIFOUEBbIX CIIOB,

- HY)XHOTO 10100pa IIBETOBOW TaMMBI;

- HCIOJIb30BAHUS YKa3KH.

[IpenogaBatenp AOKEH PEKOMEHI0BATh CTYIEHTaM

- HE YUTaTh HAIMCAaHHOE Ha DKPAHE;

- 00s3aTe’nbHO HEOTHOKPATHO OCYIIECTBUTH MPEACTABICHUE MIPE3EHTALINH JI0MA;

- MpeayCcMOTpeTh MpoOJIeMHBIE, CIIOKHbIE 1711 TOHUMaHuUs (hparMeHThl U TPOKOMMEHTUPOBATh HX;

- TMpeABUACTh BO3MOXHBIC BOIPOCHI, KOTOPBIE MOTYT OBITh 3alaHbl TIO XOJy M B pe3yJIbTare
MpeIbABICHUS MPE3CHTAIUH.



