





1. IEJIX OCBOEHUSA JNCIOUIL/INHBI

1.1|OcHOBHO# 1jeJIbI0 TIpeTo/jaBaHusT AUCHUITIIAHLI « THOCTpaHHBIH SI3BIK TPO(heCCHOHAILHOTO OOIIeHNs» [JIs1 MarvCTPOB SIBJISIETCS
(hopMHpOBaHKE MHOSA3BIUHONM KOMMYHHKAaTUBHOM KOMIIeTeHLIWH, MTO3BOJISAIOLeN UCI0/Ib30BaTh MHOCTPAHHBIN SI3bIK ITPAKTUUECKU B
TPOLiecce YCTHOTO U MMUCBMEHHOTO Je/I0BOro 001eHHs Ha yPOBHe, obecreunBaromieM 3¢)(heKTHBHYIO MPodeCcCHOHaTBHYO
JiesTeNbHOCTb. IIpakTHuecKoe BiiazieHre [elIOBBIM MHOCTPAHHBIM sI3BIKOM ITpeJIioJiaraeT BjiaJieHre HaBbIKaMy Or3Hec-
KOMMYHUKALH, OU3HeC-KOPPeCroH/JeHUH U MPOGUILHOT0 HHOCTPAHHOTO si3biKa. L]esib 00yueHsi MariCTPOB MHOCTPAHHOMY
SI3BIKY 3aK/TFOYAEeTCsl B IPUOOPeTeHNH U JabHeHIIeM Pa3BUTHH NPO(eCCHOHATBHON NHOSI3bIYHON KOMIIeTEHLINH,
CKJTaZIbIBAIOILEICsT U3 TIOMyYaeMbIX 3HAHUM, Pa3BUBAIOIUXCS YMEHHH U HaBBIKOB, HEOOXOAWMEBIX JIIs a/IeKBaTHOTO U

3¢ deKTUBHOTO 00IIEeHUS B Pa3/IMUHBIX 00/1aCTSIX MpodecCcoHaIbHOM U HaAyUHOH /1esITe/TbHOCTH

2. TPEBOBAHNA K PE3YJ/IbTATAM OCBOEHMSA INCHUAITI/IMHBI

YK-4:CnocodeH NpuMeHATH COBpeMeHHbIe KOMMYHHKATHBHBIE TeXHO/IOTMH, B TOM YHC/Ie HA MHOCTPaHHOM(BIX) A3bIKe(ax), A/Is
aKaJeMHUecKoro M npog)eCcCHOHAILHOr0 B3aMMO/eiCTBHUA

B pe3y/ibTaTe 0CBOEHHUSI JUCHUIUTMHBI 00yJalOIUiiCs J0/DKeH:

3HaTh:

-yroTpebHTeTbHYIO0 IEKCUKY MHOCTPAHHOTO s13bIKa B 00beMe, He0OX0IUMOM [/1s1 OOLIeHUs], UTeHHs U TTePEBO/ja MHOSI3bIUHBIX TEKCTOB
npodecCHOHaNIBLHOM HaIpaBIeHHOCTH;

- IeKCHUeCKre ¥ rpaMMaThyecKue CTPYKTYPhI U3y4aeMoro si3bIKa; MpaBy/ia YTeHHs U CJI0BOOOpa30BaHusl; IpaBu/ia 0popMiieHHs yCTHOM
MOHOJIOTYEeCKO! U AXalorudeckod peunt

- He MeHee 3000 yileKcuuecKux eJUHUL], U3 HUX He MeHee 1500 aKTMBHO(COOTHeCeHO C MHAUKaTopoM YK-4.1)

YMmeThb:

- CUCTEMHO aHaIM3UPOBaTh MH(MOPMALIMIO U BLIOHUpPaTh 00pa30BaTe/ibHbIe KOHLIEIUHY;

- IPUMEHSITb METOZbI U CPEZACTBA TIO3HAHUS /ISl MHTE/IIEKTYaTbHOTO Pa3BUTHS, TIOBBIIIEHHUS KYIbTYPHOTO YPOBHS, IPO(heCCHOHATbHON
KOMITETEHTHOCTH;

- HCT10/1b30BaTh TeOpeTHUUeCKre 3HaHUs [ijisl FTeHepaliiy HOBBIX Hleii- BOCTIPUHMMATh CMBIC/IOBYHO CTPYKTYDPY TeKCTa; Bbl/le/ISITh [JIaBHYIO U
BTOPOCTENEHHY0 UH(HOPMAIHIO;

- IPUMEHSITh 3HAHUsI UHOCTPAHHOTO 513bIKA /IS OCYLL[ECTBIEHUS] MEX/IMYHOCTHOTO U MPOGeCcCHOHAILHOTO 00IIeHus;

- YUTATh JIMTEpaTypy MO CHeLUaJbHOCTH, aHA/IM3UPOBATh N10/IyUeHHY0 H(OPMaLHIO;

- IePEeBOIUTH MPOQeCcCHOHaIbHBIE TEKCThI (6e3 cioBaps);

- COCTaBJ/IATb HayuHble TeKCThl HA UTHOCTPAHHOM $13bIK(COOTHeCeHO ¢ uHAuKatopom YK-4.2)

Bnapern:

- HaBBIKaMH Ty O/TUUHOM peun, apryMeHTal[VY, BeJeHUs IUCKYCCHH; HAaBbIKAMHU MACEMEHHOU peun;

- cocobamy OpUeHTUPOBaHMS B UCTOYHMKAX MH(GOPMayK (>KypHasbl, CaliThl, 00pa30BaTe/ibHbIe TIOPTAJIbI U T.1.);

- OCHOBHBIMH HaBbIKaMH U3BJIeUeHHs TJIaBHON U BTOPOCTeNeHHOW HH(pOpMaLuy;

- HaBBIKaMH MPUOOpETeHNUs1, MCTI0/IH30BaHUsI U 0OHOBJIEHUS TYMaHUTapHBIX, 3HAHUH;

- HaBBIKAMH BBIP)KEHUsI MBbIC/IEH ¥ COOCTBEHHOTO MHEHHS B MEXX/IMUHOCTHOM U [IeJIOBOM ODIIIeHNH Ha MHOCTPAHHOM SI3bIKE;

- HaBbIKaMHU /IeJIOBOM NMHMCbMEHHOW U YCTHOM peur Ha MHOCTPAHHOM SI3bIKe;

- HaBBIKaMH U3BJIedeHus HeoOXo Mol MHGOPMAaIMU U3 OPUTHHAILHOTO TeKCTa SKOHOMHUUECKOT0 XapaKTepa;

- HaBbIKAMHU COCTaBJIeHUsI KPaTKHUX TeKCTOB CIleLMaTM3upOBaHHOIO XapaKTepa, aHHOTaLM(COOTHeCeHo ¢ uHANKaTopoM YK-4.3)

3. CTPYKTYPA 1 COAEP)XAHUE JUCIINIUINHBI

Kop HaunmeHoBaHue pa3fe/noB U TeM /BUA 3aHATUA/ Cemectp / | YacoB Komneren- JIutepaTypa
| 3aHATHA Kvbc b0 0%
Pa3pen 1. «KoMMyHHKAaIUs U MeXyHapo/{HbIiI
MapKeTHHI»
1.1 1.1. JIekcuueckyre eIMHULIBL: BU/bl KOMMYHUKaLMW. Pa3BTre 1 2 YK-4 JI1.1 J11.2 J11.3J12.1
HaBBbIKOB ayMpoBaHus1.Pa3BuTHe HABBIKOB aHAIMTUYECKOrO JI2.2J12.3

yTeHus: "DIeKTPOHHOE MUCHMO Kak opMa [1e10BOk
KOMMyHHMKalyu'". HarvcaHnye pocToro [je/10Boro nvcbma.

/Mp/
1.2 1.2 Jlekcuueckye eJMHULIbI: MapKeTHHT. Pa3BrTHe HABBIKOB 1 2 YK-4 JI1.1 J11.2 J11.3/12.1
ayavpoBaHus "Kak BBIATU Ha MeXXyHapOJHbIM PbIHOK . JI2.2J12.3

CrioXKHbBIe CYLIeCTBUTE/bHBIE. Pa3BUTHE HABHIKOB FOBOPEHUSI
"Co3panue riobanbHoro bpenga” /Ilp/




1.3 Tema: Komanguposka. [Ipuuactue I, I B posmu YK-4 JI1.1 J11.2 JI1.3J12.1
npusiaratensHoro. CybCcTaHTUBUPOBaHHbIE TIPU/IaraTesibHble J12.2 J12.3
1 nipuyacTyst. Poccriickast 3apy6esxHast Toprosiisi. I[Tpoctoe
6ynyiee Bpemsi. /Cp/

1.4 UreHue: pa3sBUTHeE HABBIKOB aHaiu3a U pepepupoBaHus YK-4 JI1.1 J11.2 J11.3J12.1
HWHOCTPaHHOI'0 TeKCTa J12.2 J12.3
I'pammaTrika: Pa3BUTHE HaBBIKOB YIIOTPeOIeHUs
rpamMmaTHiyeckux CTPYKTYp BpeMeH HeMeL[KOro IJlarosia B
YCTHOMW M MUCbMEHHOMN peuun
/Cp/

Pazpaen 2. «CTaHOB/IEHHE JIe/IOBBIX CBfI3eH U CTpaTeruu
ycrexa»

2.1 2.1 JlekcryecKkue efUHULIBI: PA3HOBUJHOCTH JI€/I0BBIX YK-4 JI1.1 J11.2 J11.3J12.1
B3aMMOOTHOLLIEHUH. Pa3BuTre HaBbIKOB TOBOPEHUS J12.2 J12.3
"IIpoBesieHre eperoBopoB'. Pa3sBuTre HaBLIKOB
aynupoBaHus "[lenoBoe naptHepcTBO” /Cp/

2.2 2.2 Pa3BuTHe HaBLIKOB M3B/IeUeHHs] UHGOPMALIMU U3 TeKCTa YK-4 JI1.1J11.2 J11.3J12.1
"ITyTs K ycnexy Kapsoca Crnuma". TIpedukcansHoe JI12.2 J12.3
c1oBoo6pa3zoBaHue. Pa3BuTre HaBBLIKOB roBopeHus "BefeHue
neperosopos" /Cp/

2.3 Tema: [lenoBble Ha3HauUeHUs. DKBUBaIeHTbI MOAIbHBIX YK-4 JI1.1 J11.2 J11.3J12.1
ryarosioB haben, sein + zu, inf.be3munble Taarossl. /Cp/ JI12.2 J12.3

2.4 Tema: B oduce. MoganbHble TJ1aro/ibl YK-4 JI1.1 J11.2 J11.3712.1
konnen,durfen,mussen.TIpsimoe 1 KOCBEHHOE /IOTIOJIHEHUE. JI2.2 J12.3
O6CTOSTETBCTRO 18/, BEIp&’KeHHOe HHOUHUTHBOM. /Cp/

2.5 TloaroToBKa JOK/IaZOoB 110 TpoiiieHHbIM TemaM B Libre Office YK-4 JI1.1 J11.2 J11.3J12.1

J12.2 JI12.3
/Cp/
2.6 /3auét/ YK-4 JI1.1J11.2 J11.3J12.1
J12.2 JI2.3
Paspen 3. "3aHaTocTh U pUCKU"

3.1 3.1 Jlekcryeckre eJUHULbL: TPY/J0YCTPOMCTBO, MOTUBALIWS YK-4 JI1.1 J11.2 J11.3J12.1
yCIeIIHOM paboThl. Pa3BuTre HABLIKOB ayfUpPOBAHUS " J12.2 J12.3
OcHoBBI ycrentHoro 6u3sHeca". Pa3BUTHe HABBIKOB TOBOPEHHUS
:" IToz00p nepcoHasa Ha KitoueBble mo3unuu’”. /IIp/

3.2 3.2. JleKcuuecKye eJUHULIBI : PUCKU BeZleHus1 OU3Heca. TUTTBI YK-4 JI1.1 J11.2 J11.3J12.1
PHMCKOB, KPH3UCHBIE CUTYyalLlMu. Pa3BuUTHe HaBLIKOB J12.2 J12.3
ayavpoBaHus " YripaBneHue pruckaMu. Kak BbIMTH 13
KpHW3UCHOM cuTyauun”. Pa3BUTre HaBBIKOB aHATUTHYeCKOT0
yTeHHs TeKCTa " VIHTepHalMOHaIM3A1US - PUCK W/ HOBbIE
BO3MOXXHOCTU." /IIp/

3.3 Tema : Paboune B3aumooTHomIeHus. CobecejoBaHue Mpy YK-4 JI1.1 J11.2 J11.3J12.1
ycTpoiicTBe Ha paboty. CrpasiaTesbHBIi 3aor. BpemeHHBIE J12.2 JI2.3
dopmel cTpagarenbHoro 3anora. CydhdukcansHoe
C/10B00Opa3oBaHHue.

CobeceoBaHve mpu yCTpoicTBe Ha paboty. /Cp/

34 Tema: CtpaxoBaHue OHU3HECa OT PUCKOB. CTPaxoBasi TOJIUTHKA YK-4 JI1.1 J11.2 J11.3J12.1
kKommnaHnuu. Hapeuns. JI2.2 J12.3
Hapeuwust B aHT/IMHACKOM s13bIKe. OOpa3oBaHue aHTTHHCKUX
Hapeuuil. CrereHu cpaBHeHus. Ynp. 5-9. /Cp/

Pazpen 4. "CTuiu MeHepKMeHTa M CIoco0bI
npuB/eyeHHe (PUHAHCUPOBaHUA"
4.1 4.1. Jlekcuueckue equHuLbl: CTUIM MeHepKMeHTa. PasButue YK-4 JI1.1 J11.2 J11.3J12.1

HaBBIKOB ayupoBaHusi "KimoueBsie paKTOpPHI YCIEIIHOTO
MeHe/pKMeHTa ". Pa3BUTHe HABBIKOB aHA/IMTUYECKOIO UTEeHUS:
"[IperMy1lecTBa U HeJOCTATKU pasUUHbIX CTU/IEN
MeHeaxMeHTa". /Cp/

J12.2 J12.3




4.2 4.2, Jlekcuueckye equHULbL: TTpuBieyeHre GUHAHCUPOBAHUSI. 2 4 YK-4 JI1.1 J11.2 JI1.3J12.1
Yrnpaenenue ¢huHaHCcaMU. Pa3BUTHE HaBBLIKOB TOBOPeHUs " J12.2 J12.3
Kakue criocoObl priB/ieueHust GUHAHCOB [I7IsI BeJIeHHsT
Masioro O6u3Heca AOCTYITHBI B Hatel crpane?" /Cp/

4.3 Tema:PaboTa B KomaHze. COBeTHI KaK JTyullle OpraHU30BaTh 2 4 YK-4 JI1.1 J11.2 J11.3J12.1
paboTy B KoMaH/ie. Mo/ja/TbHbIE T71aro/ibl. YTOTpeb/ieHue J12.2 J12.3
MO/IAJIEHBIX TJIar0JIOB B MPOgecCHoHanbsHOM 001ennn. /Cp/

4.4 UreHue: pa3BUTHe HaBbIKOB aHHOTUPOBAHUS U 2 2 YK-4 JI1.1 J11.2 J11.3J12.1
pedeprpoBaHUs MHOCTPAHHOTO TeKCTa. J12.2 J12.3
I'paMMaTHKa: pa3BUTHE HAaBBIKOB YIIOTpeOsieH st
rpaMmaTHi4ecKux CTPYKTYp BpeMeH HeMeL[KOro IJlaroJia B
JIefICTBUTE/IEHOM U CTPa/iaTesIbHOM 3a/10Tax B YCTHOW U
nrcbMeHHo# peun /Cp/

4.5 IToaroToBka /J0K/1a/10B 110 MpoieHHbIM TemaM B Libre Office 2 4 YK-4 JI1.1 J11.2 J11.3J12.1
/Cp/ J12.2 12.3

4.6 /3auét/ 2 4 JI1.1J11.2 J11.3J12.1

J12.2 J12.3

4. ®OHJI OIIEHOYHBIX CPEJICTB

CTpyKTypa U cofiep)kaHue (HoH/Ia OLIeHOUHBIX CPeJCTB /i/Isi IPOBe/IeHHUsI TeKYIIel v MPOMeXXyTOUHOM aTTeCcTaliy Mpe/iCTaBIeHbI B
IMpunoxeunu 1 K paboueii mporpaMmMe AUCIUILIAHBL.

5. YYEBHO-METOJNYECKOE 1 TH®OPMAILIMOHHOE OBECIIEYEHUE AU CIIUIL/INHBI

5.1. OcHOBHas 1uTEpaTypa

ABTOpBI, COCTaBUTEU 3aryiaBue WspatensctBO, rof Konnu-Bo
JI1.1 | Xanna K., ITaiinep b. I'pamMaTyKa /7151 TPOIBUHYTHIX : HemeLikuii Kak MrouxeH: Makc Xiobep, 10
WHOCTPaHHbIN: yueb. 2006
JI1.2 |ViBaHoga JI. B., Hemerkuii s13bIK /151 IPOheCCHOHANBHOM Openbypr: Openbyprckuii | https://biblioclub.ru/inde

Caurupesa O. M.,
Tananaii T. C.

KOMMYHHKaluu: yue6Hoe rocobue

rocy/ilapCTBeHHbIN
yHuBepcureT, 2013

x.php?
page=book&id=258798
HEeOTrpaHUUYEHHBIN JOCTYI
LIS 3aPeTUCTPUPOBAHHBIX
TI0/Th30BaTeen

JI1.3

IIugnosckas, Y. A.

Deutsch im Rechtswissenschaftsbereich: yue6noe
nocobue A1t IPaKTUUeCKUX 3aHSATHH 10 HEMELIKOMY
A3BIKY

OpenOypr: OpeHOYprcKuii
rocyZapCTBeHHbIN
ynuBepcuret, 35C ACB,
2014

http://www.iprbookshop.r
1/24335.html

HEOFpaHI/I'-IEHHI)Iﬁ AOCTyIl

AJ1 3aperuCTprupoOBaHHBIX

TnoJib3oBaTesel
5.2. lonoHUTe/NbHAsA IMTEpaTypa
ABTOpBI, COCTaBUTEN 3aryiaBue W3parenbcTBO, IO/ Konunu-Bo
JI2.1 |JIeicakoBa JI. A., Hemewxuii s13bIK: yueb. mocobue fnist MarucTpanToB  |PoctoB H//: M3a-80 PTOY 46
JlecHas E. H., KaprioBa (PVHX), 2017
E. M.

J12.2 |danbke, C. T Hewmerikuii s3piK: yuebHoe mocobue Omck: OMcKui http://www.iprbookshop.r
rOCyapCTBEHHBIM UHCTUTYT 1/18259.html
cepsuca, OMcKuii HeorpaHWYEeHHbIH JOCTYIT
rOCY/IapCTBEHHBIIT 1Sl 3apernCTPUPOBaHHBIX
TeXHUUECKUH YHUBEPCHUTET, TO/Ib30BATENEN
2013

J12.3 BectHrk HoBocubHpCKOro rocyjapCTBEHHOTO HoBocubupck: CO PAH, https://biblioclub.ru/inde

YHUBeEpCHUTeTa SKOHOMUKU U YIIPpaBJ/I€eHUA: )KyDHaA/T

2019

x.php?
page=book&id=563254
HeorpaHUYeHHbIH JJOCTYIT
JJ1s1 3apernCTPUPOBaHHBIX
T0JIb30BaTe el

5.3 IIpodeccuonanbHbIe 6a3bl JAHHBIX U MH(GOPMALOHHBIE CIIPABOYHBIE CHCTeMBI

Koncynbrast +

l'apant




OdwurmanbHeii cait Komrnanuy "Hemelikast BoHa" www.dw-world.de

Deutsche Welle www.dw.de

Goethe-Institut www.goethe.de

5.4. [lepeueHb MPOrPaMMHOTI0 00ecTeueHus

Libre Office

5.5. ylleﬁHO-METOJ.'[[/I‘IECKI/le MaTepHUa/Ibl AJIA CTYJ€HTOB C OrpPaHUYE€HHBIMH BO3MO)XXHOCTAMH 310POBbA

ITpy HeOOXOAMMOCTH TIO 3asiB/IEHHIO OOYUaroLIerocss C OrpaHUYeHHBIMH BO3MOXKHOCTSIMH 37I0POBbsSI YUeOHO-MeTOANYeCcKre MaTephasbl
TIPe/IOCTAB/ISIOTCS B OpMax, aflanTHPOBAaHHBIX K OrPAaHUUeHUsIM 3J0POBbST M BOCTIpUATHSL MHGOPMaLWK. [is UL C HapyIIeHUsIMH 3peHust:
B (hopme ayuodaiina; B euaTHoi opme yBenrueHHbIM prTOM. 17151 TKL] C HAapYLIEHHUsIMU CyXa: B (JopMe 3JIeEKTPOHHOTO IOKYMEHTa; B
rieyaTHOU ¢opme. [Iyist UL ¢ HAPYIIEHUSIMK OTIOPHO-/{BUTaTe/IbHOTO arnaparta: B ¢popmMe 3/IeKTPOHHOTO IOKYMEHTa; B rledaTHOU opMme.

6. MATEPUAJIBHO-TEXHUYECKOE OBECIIEYEHWVE TVUCHUITI/IMHBI (MOJY JIST)

ITomelrjeHys /7151 TPOBe/IeHNsT BCeX BUAOB PaboT, IIpeflyCMOTPeHHBIX YueOHbIM I/IaHOM, YKOMIIEKTOBAHBI He0OX0AUMON
CreL{aTM3UpPOBaHHON yueOHOH Mebesbio M TeXHUUeCKUMU CpeJiCTBaMH 00yJeHus:

- CTOJIBI, CTYJIbd;

- IePCOHA/IbHBIN KOMITbIOTED / HOYTOYK (TIepeHOCHOH);

- IPOEKTOP, 5KpaH / UHTepaKTHUBHas1 JOCKa.

7. METOJUUYECKHME YKA3AHUSA /151 OBYYAROIIINXCSA I10 OCBOEHMIO AVCIIUITI/IMHBI (MO Y JIf)

MeToandecKe yKa3aHuUsI 10 OCBOEHUIO IUCLIMIUIMHEI IpefcTaBiieHsl B [IpunoskeHnH 2 K paboueli mporpaMme JAUCLIATUIMHEL

IIpunoxenue 1




1. OnucaHue MOKa3aTe/led U KPHTEePHeB OlleHHBaHHUS
KOMIIETEHIINH Ha Pa3/IMYHBIX 3TalaxXx uX (GoOpMHPOBaHHUS,
OIHCaHHe IIIKa/I OeHUBaHHUS

1.1 TTokasaTenu ¥ KpUTEPUH OLIEHUBAHUSI KOMITETEHLIUIM:

3YH, cocraBnsronue
KOMITEeTEHIIUIO

ITokasarenu
OL|eHHBAHUS

Kputepuu olieHMBaHUS

CpepcTBa
OLIeHUBaHUSI

YK-4 cnoco6eH npuMeHSITh COBPeMeHHbIe KOMMYHHKATHBHBIE TeXHO/10

', B TOM YHC/Ie Hd

HHOCTPAHHOM AA3bIKE /I dKdAeMHUYeCKOro u l'[pO(l)ECCI/IOHaJ'leOI‘O BBHHMOAEﬁCTBHH

3Hanmue: - --
YTIOTPeOUTEeTEHYIO
JIEKCUKY UHOCTPAHHOTO
A3BIKa B 00LeMe,

MepeBoanT CrioBa C
PYyCCKOro Ha
QHTTMACKUIA U C
QHIIMACKOro Ha
pycckum,

ITonHora u COoZ1ep>KaTeJIbHOCTh OTBETA,
TMPaBUILHOCTB TIEPEeBO/Ia, YIOTPeOIeHUs
JIEKCUYECKUX € JUHUL] U TPAMMATUUYECKUX
KOHCTPYKLWH, cob/ro/ieHre

Tects! 1-2
YcTHBI orpoc (TeKCTs 1-
10), Bonpocs! K 3auety (1

cemectp -1-4; 2 cemectp — 1-

He0BXO0UMOM /151 POV3HOCUT CioBa, | HTOHALMOHHEIX ¢dopm B COOTBeTCTBHE C 4)
OBILIeHNS!, UTeHNs 1 GnTaeT TeKCT 3aJlaHHON KOMMYHHKATUBHON CUTYaLen.
nepeBOJia MHOS3BIYHBIX  [BC/YX, onpenenseTr
TEeKCTOB N Ha3blBaeT
npodeccuoHanLHOM rpaMmaTndeckne
HallpaB/IeHHOCTH, CTPYKTYDbI,
M3MeHsIeT 4YacTb
- IeKCUYecKre 1 peun B
TpaMmaTh4eckue COOTBETCTBMUM C
CTPYKTYPBI N3yUaeMOr0  |KOHTEKCTOM
s13bIKa; TIPaBU/Ia UTEHUS U
CJ1I0BOOOpa30BaHus;
- TIpaBmsia oopMIeHHS
YCTHOUM MOHOJIOTHUECKOU
U AUanoruyecKom peuu;
- 3HaTb 3aKOHOMEPHOCTH
JleNioBOM YCTHOH U
MUCbMEeHHON
KOMMYHHKAIMH Ha
VHOCTPAHHOM SI3bIKe.
Ymenue: -- cucremuo [[lepeBoanT CogepaHue oTBeTa repejjaHo 6e3 Tecte! 1-2
aHa/IM3UpOBaTh NPEenNoXeHNs B HCKaKeHUs TEeKCTa, FPaMOTHO U YcTHBIM orpoc (TeKCTsI 1-
UH(pOpMALHIO u [COOTBETCTBUN C CTM/TMCTHYECKHU BEPHO; 10), Bompocs! k 3aueTy (1
BbIOMpAaTh 3aAaHHbIM CTUNEM, KoppekTHoe yrioTpebsienve cemectp -1-4; 2 cemectp — 1-
oOpa3oBare/bHbIe NEPEBOANT =~ rpaMMaTHYeCcKUX U CTUTUCTUUYECKUX 4)
SKOHOMUYECKUNn o
KOHLIeMLINY; rekcT oT 2000 KOHCTPYKLIMH.
- TIDUMEHATb METOAbl M |313k08 C yyeToM
CI10Cco0bI AeJIOBOI'0 | penfiaraemoro
obwjeHust ANA (cTUNA, oTBEYaeT
VHTeJJIeKTya/IbHOT0 aprymeHTUpoBaHoO
pasBUTHUA,  MOBBIIIeHNs |Ha BOMNPOCHI B
KYJbTypHOT'O yposHs, [POpPMe MOHoN0ra
npogecCHOHABLHOM v ananora
KOMITeTEHTHOCTH;
- WICTI0/Ib30BaTh
TeopeTUYecKrWe  3HaHWSA
IUIT  TeHepaliud HOBBIX
naen- BOCIIPUHHAMATh
CMBICJIOBYIO ~ CTPYKTYPY
TEeKCTa; BBIJIEJISITh
I7IaBHY1O "
BTOPOCTEIeHHYIO
nHGOpPMaLIUIO;
- TIpUMEHSATb  3HaHUS
WHOCTPAHHOTO $13bIKaA IS
OCyLLleCTB/IeHUsI
ME>KITMYHOCTHOTO u
npoecCUOHANBHOTO

o0r111eHus;




- UMTaTh JIUTEPATypy TIO
CIeIaNTbHOCTHY,
aHaM3VpOBAaTh

Oy UeHHYIO
nH(bOpMalLlIo;

- TepeBO/IUTh
ripodeccroHaTbHbIE
TeKCThI (6e3 cioBaps);

- COCTaBIAATh
HayuHble TeKCThI

Ha MHOCTPaHHOM

S3BIK.

BnageHue- HaBbIKaMU
nyO/IMYHOM peun,
apryMeHTal1H, Be/leHusI
[VICKYCCHH; HaBbIKaMU
MKMCbMEHHOU peuy;

- criocobamu
OpUEHTHPOBAHUS B
HCTOYHUKAX
nuHopMaryu (3KypHaJbl,
caiTbl, oO6pa3oBaTenbHbIe
TopTasbl U T.1.);

- OCHOBHBIMH HaBBbIKaM{
W3BJIeUeHMs T7IaBHOU U
BTOPOCTETNIeHHOU
nH(bOopMaIuy;

- HaBbIKaMU
npuoGpeTeHws,
WCII0/Ib30BaHUs U
06HOBIEHUST
T'YMaHWUTAPHBIX, 3HAHUH;
- HaBbIKaMU BBIPayKeHHs
MBIC/Iel U COOCTBEHHOTO
MHEHUS B
ME>K/TMYHOCTHOM U
[IeJIOBOM OOILeH|H Ha
HMHOCTPaHHOM $I3bIKE;

- HaBbIKaMH /1eJI0BOM
MMCHbMEHHOU U YCTHOM
peur Ha MHOCTPaHHOM
SI3bIKe;

- HaBbIKaMU M3BJIeYeHUsI
HeobXoAuMOk
VH(OpMaLH 13
OPUTHMHAIBHOT'O TeKCTa
3KOHOMHUECKOI'0
XapakTepa;

- HaBbIKaMU COCTaBJIeHUsI
KPaTKHUX TEKCTOB
CIeTMaT3UPOBaHHOT O
XapakTepa, aHHOTALUH.

[oTOBUT N
BbICTYMaeT C
10KJ1IaA0oM No
CaMOCTOATENbHO
BbIbpaHHOW TEME;
PedepupyeT TekcT
B MUCbMEHHON I~
yCTHOI hopmax,
["OTOBUT U OTBeYaeT
MOHOJIOT WX AraJjior
peyb 110 BB,ZLaHHOﬁ TeMe

BrITo/THeHHe KOMMYHHUKAaTUBHOM 33/jauil B
[10JTHOM 00BeMe;
®doHeTUueckoe oopmieHue
COOTBETCTBYeT MpaBUJIaM SI3bIKa;
KoppekTHoe yrotpeb/ieHue TeKCUUeCKUX
eIVHUI;

IToHVMaHWe rpaMMaTHUeCKUX U
CTWIUCTAYECKUX KOHCTPYKIIUH.
CaMOCTOSTeTbHOCTD BBIBOJIOB U CY>K/IeHUH
C COOTBETCTBYHOIIMM TPaBU/IbHBIM
HCII0/Ib30BaHUEM JIEKCUUECKUX U
rpaMMaTH4yecKUx CTPYKTYP I10
TIpe/IJI0’KeHHO TeMe

Tectsr 1-2
YcTHBIM orpoc (TeKCTsl 1-
10), Bonpocs! K 3auety (1
cemectp -1-4; 2 cemectp — 1-
4)

JOKJIaz ¢ mpe3eHTarueit (1-
10),

1.2 IIIkasbl OLeHUBaHUS:
TeKylWmnn KOHTPOJIb YCMNEBAEMOCTM U MNPOMEXYTOYHaAd aTTecTauus

OCYLLEeCTB/AAETCA B pPaMKaxX HakKonuTenbHou 6annbHO-PENTUHIOBOWN
cuctemsbl B 100-6annbHONM WLIKane:

50-100 6annoB (3a4eT)

0-49 6annoB (He3a4yeT)




2 TunoBble KOHTPOJIbHbIE 3amaHUMA WM UHble MaTepuanbl, HeoOxoaumbie ans
OUEeHKM 3HaHUMW, YMEHMW, HaBblkOB M (MnM) onbiTa [EATENIbHOCTHM,
XapakKTepu3ywux 3tanbl (hopMUMpoBaHMA KOMMNETEeHLUUU B npouecce oCBOEHMUA
obpasoBaTesibHOM NPOrpaMmbl

Bonpochl K 3aveTy

no ancunnanHe_MNHOCTPaHHbLIA A3blK NPodhecCcuoHaNbLHOro oduieHus

{(aHrnunckum)
1 cemecTp
1. KommyHukarys
2. Mex)yHapOHbIM MapKeTHHT
3. OTarbl CTaHOBJIEHHUS [1eJIOBBIX CBSI3el
4. Crpareruu ycriexa
2 ceMmecTp
1. 3aHATOCTh B pasHbIX cepax /esTelbHOCTH
2. Pa3HOBUAHOCTH PUCKOB
3. Ctuwim MmeHe)KMeHTa
4. YmpaBneHuve ¢pyuHaHCaMU

MHCTPYKIUA M0 BBINO/JTHEHUIO:

3aueT rpoxoguT B opmaTe Oeceibl 10 TIPOHZIEHHBIM TeMaM B TeUeHHe ceMecTpa.

KpuTepuu oneHuBaHMA:

- CtygeHTy BbICTaB/sieTcs «3aueT» (100-50 H6asioB), ecii KOMMYHHUKATHUBHBIE 3a/JaUll BLITTO/THEHBI TIOJTHOCTBIO,
WCII0/Tb30BaHHbBIM C/IOBApHBIM 3arac, rpaMMaTUueckue CTPYKTYpbl, (hoHeTHUecKoe oopM/ieHre BbICKa3bIBaHUS
COOTBETCTBYeT II0CTaB/eHHOM 3a/jaue;

- CryzeHTy BbICTaB/IsieTCs «He3aueT» (49-0 6asioB), ecyiv OTBeThI He CBsI3aHbI C BOTIPOCAMHU, HallnuKe
rpyObIX OIIMOOK B OTBeTe, HEMIOHWMaHKe CYL[HOCTH M3/IaraeMoro BOTIPOCa, HeyMeHHe MPUMeHSTh 3HaHUsI Ha
TIpaKTHKe, HeyBepeHHOCTb U HETOUHOCTh OTBETOB Ha JIOIOJIHUTE/IbHbIE U HaBOSLLe BOIIPOCHI

TecTbI
1 cemecTp
Tect 1

A Complete the sentences with the words in the box.



1. I heard it on the v you’ve been promoted.

2. I asked Rudy to say yes or no, but he just beat around the

3 Look, in a , my trip to Singapore was a huge success.

4 I 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 N

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 Put the words in the correct order to make sentences.

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

17 I’ve idea heard a best long the time for

That’s

18 they however are crazy want you all your ideas, think

We

19 other about ideas this we do can about what ?

Any

20 New York City was thinking we maybe go should to
I

OTBeThI:



1 grapevine 2 bush 3 nutshell 4 stick 5 wall 6 off 7 up 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 I was thinking maybe we should go to New York City.

2 cemecTp
Tecr 2

A Match the prefixes (56—60) to the words (a—e).
1em
2 under
3 dis
4 de
5 bi
a)  perform
b) 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 Ifyou 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

SRR E Ry

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:

OTtBeThI

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

Kputepumn oueHMBaHuUs:

MakcuManbHoe Konm4yecTBo 6asifoB, KOTOPOE CTYAEHT MoXeT HabpaTb - 20 6annoB (3a
Ka)XKObllA NPaBWJIbHbIA OTBET CTYAEHT nosyyaeT 1 6ann).

Y cTHBIN OIIpoC

1

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 from the 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 under a 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.

2
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 them into 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 really give you the
quality that could be yours by spending a couple of hours in boutiques, delicatessens and food halls? Perhaps
the one-stop shop can meet 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 there is a 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 consulting in 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 goes to one partner or another. 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. Almost 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 $14bn, (£7.5bln), over taking Nortel Networks as Canada’s technology superstar. Not surprisingly, RIM’s
success is attracting attention from some 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, arn 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, says that “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 is also a 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 per cent 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 way to 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 I evaluate people
when I 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 enough to 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 to safety and the work environment in 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, has in 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 $2bm 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 see if 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 a strong 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 £1bm in the next five years. Meanwhile, clothing is another big expansion area, with sales
growing 37 per cent to £644m in 2004.
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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 be in written
mode rather than by phone or conference call.”

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 text into a 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 a sharp 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 TPO is the ultimate prize for entrepreneurs who must pass
through several rounds of venture capital funding to make their companies worth buying.

But the formula only 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 decline in technology 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 Nasdaq 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 been a 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.
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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 seems, 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 involving a 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 for very 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.

MHCprKI.I,Mﬂ no BbINMNOJIHEHMIO

CTyheHTy BbloaeTCcsa TekKCT pAJa 4TeHus, nepesBoga W pedepupoBaHusa. Bpems
MOArOTOBKM K oTBeTy cocTasnsfeT 30 MuH. Janee CTyAeHT 4YuTaeT pparMeHT TeKcCTa
BC/IYX, 3a4MUTbIBaeT nepeBo U pedepupyeT TeKCT. YCTHbIM ONpocC NMpoBOAMTCA 2 pasa
3@ KYpPC B KOHLLE MPOXOXAEHUSA Ka)X4oro pasgena. Bo Bpems yCTHOro onpoca CTyaeHT
DOJ/KEeH OTBETUTb Ha BCe BOMPOCHI NpenofasaTesnsa rno teme. Bpemsa oreeTa cocTtasnsaeT
5 MUHYT.

Kniouun NMpPpaBUJIbHbIX OTBETOB
Mpwn BbINOHEHUN pedhepnpoBaHNA HEOBXO0ANMO UCMOJIb30BaTh CleayoLwme Kamwe:
1. HazBaHMe cTaTbu, aBTOpP, CTUJIb.

The article I’'m going to give a review of is taken from... CTaTbs, KOTOpPYIO A cenyac xo4dy
npoaHanM3npoBaTb U3...

The headline of the article is— 3arosioBok ctaTbM...

2. Tema. JlormyeckKkue 4acTtm.



The topic of the article is...- Tema cTaTbu
The key issue of the article is... —Knto4eBbiM BONPOCOM B CTaTbe ABAAETCH

The article under discussion is devoted to the problem... —CTaTbl0, KOTOPYO Mbl
obcyxaaem, nocesweHa npobneme...

3. KpaTkoe copep>xaHue.

The author starts by telling the reader that —ABTOp Ha4nHaeT, pacckasbiBas YNTaTeNo,
4yTOo

At the beginning of the story the author ...—B Ha4asne ncropuu aBTop
...describes — onuceiBaeT
...depicts —un3o0bpaxaeTt

4. OTHOLWIEeHUe aBTopa K OTAeJibHbIM MOMEHTaM.
The author outlines...—ABTOp onuceiBaeT

The article contains the following facts..../ describes in details...—CTaTba conepxuT
cnepyrwowme akTbl .... / nogpobHO onuceiBaeT

Let me give an example...—[103B0SIbTE MHEe NMPMUBECTU NPUMep ...
5. BbiBOA aBTOpa.

In conclusion the author says / makes it clear that.../ gives a warning that...—B
3aKJ/Il04EeHNE aBTOP FOBOPUT / MPOSACHSAET, 4TO ... / AaeT npefynpexaeHue, 4To ...

At the end of the story the author sums it all up by saying ...—B KoHUe paccka3a aBTop
noaBOANT UTOr BCEro 3TOro, roBops ...

6. Baw BbiBOA,.
Taking into consideration the fact that—lNpuH1nMasa BO BHUMaHMe TOT paKT, 4TO

The message of the article is that /The main idea of the article is—OcHoBHas nges
CTaTbW (NOCNaHWe aBTopa)

| have found the article dull /important / interesting /of great value —4 HaxoXy cTaTblO
CKYYHOW / Ba>KHOW/UHTepecHon/ nMmetoLlyto 6onblioe 3HavyeHne (LeHHOCTb)

Kputepumn oueHuBaHuUS:

MakcnManbHoe KonmyectBo 6annioB, KOTOpoe CTyAEeHT MOXeT HabpaTb - 40 bannos (3a
1 cemMecTp BbINOJIHAETCS pedepmpoBaHne OBYX TEKCTOB, 3a 1 TekcT - 20 6annos).

. 16-20 6. - KOMMYHMKATUBHbIE 3a4a4M BbINOJIHEHbI  MOJIHOCTbIO,
MCMNOQIb30BaHHbLIAN C/I0OBApPHbIM 3anac, rpamMMaTuU4eckme CTPYKTYpbl, (OHeTMnYeckoe
ohopmMNeHne BbiCKa3biBaHUA COOTBETCTBYET NOCTaB/IeHHON 3a4ave;



. 14-16 6. - KOMMYHMKaTUBHbIE 3a4ayYM BbINOJHEHbI YaCTUYHO, NCMOJIb30BAHHbIN
CNoBapHbLIN  3amac, rpamMMaTUHeckue CTPYKTypbl, doHeTun4eckoe odopmMmaeHune
BbICKa3blBaHMA COOTBETCTBYET T[OCTaB/IeHHOW 3ajade, HebosbwMe HapylleHus
NCMOJIb30BaHNSA CPenCcTB JIOrM4YeCKON CBSA3N;

. 5-13 6. - KOMMYHUMKATUBHbIE 3a4a4Yn BbIMNOJIHEHbI HE MOJHOCTb, UCMOJIb30BaH
OFpaHMWYEeHHbIA CIOBAapHbIM 3amac, rpaMMaTnyeckue CTPYKTypbl U ¢dOoHeTnyeckoe
oopmMNeHne BbiCKa3biBaHUA MMeT HeDObLUME HAPYLUEHNS;

. 0-4 6.- KOMMYHUKaATUBHbIE 3a4a41 HE BbIMOJIHEHbI, Haan4ne rpyodbix

owmnbok B OTBETE, HEeNoOHWMaHue CYUWHOCTU Wn3NaraemMoro BOMpoca, HeyMeHune
MPUMEHATb 3HaHWA Ha T[pPaKTUKe, HeyBepeHHOCTb W HEeTOYHOCTb OTBEeTOB Ha

nonoJiHnTeJibHble N HaBoAsALLE BOMPOCHI

TeMbl JOK/Ia/I0B C pe3eHTaluen

no auncuunrnjinHe MHOCTpaHHbIﬁ A3bIK HQOQeCCHOHaanOFO

oOLeHna(aHr NTMNCKUK)

KommyHuKarus B 6usHece.

Kapbepa

KonkypeHuus

Poccuiickas 1 MeXXayHapoHasi TOProBiIsl.
OCHOBBI ycIielHoro ousHeca
OKOHOMMUECKHe TTOKa3aTe/y MpeAnpusITUs
Cocras/ieHye roJ0BOro OTuéTa
BaHKpOTCTBO NpenpUATHs

9. [1nanrpoBaHue MpoOM3BOACTBA

10. YripaB/ieHue 1epcoHaIoM

MHCprKI.I,VIil no BbiINOJIHEHMIO

Nk wWN

CTyAeHT roToBUT 2 A0OK/a4a B TeyeHUn 1 cemecTp. MeToamyeckme pekoMmeHaauum no
HanucaHuio N TpeboBaHUA K 0HOPMIEHNIO COAEPXKATCH B NMPUTTOXKEHUN 2

Kputepuu oueHuBaHuA:

MakcuMmanbHoe kKonnyecTBo 40 6annos (Mo 20 6annoB 3a Ka>Kablyl OK1an)

16-20 6. - N3N0XKEHHbIN MaTepnan PakKTUYECKN BEPEH, MPUCYTCTBYET Haln4yme
rny6oKux ncyepnbiBaroLLMX 3HAHUI MO NMOAFOTOBJIEHHOMY BOMPOCY, B TOM Yucne
0OLWMpPHbIE 3HAHUA B LeSIOM N0 AUCUMIMIJIMHE; TPaMOTHOE N JIOrNYeCKN CTPONHOoEe
N3N10XKeHne MaTepuasna, LWMpOoKoe UCMNosib30BaHMe He TOJIbKO OCHOBHOW, HO ”
AONOSIHUTEsNIbHOW NnTepaTypbl;

14-16 6annioB - U3NOXKEHHbIN MaTepuan BepeH, Halnyme MNOJIHbIX 3HaHUN B obbeme
NnPoMAeHHOM NporpaMMmbl MO MOArOTOBJIEHHOMY BOMPOCY; FPaAMOTHOE U JIOrTNYeCKU
CTPOMHOE U3JI0XKEeHMe MaTepuana, WMPOKoe UCNOoJIb30BaHME OCHOBHOW InTepaTypbl;
5-13 6. - W3N0XKEHHbIN MaTepuas BepeH, Haanyume TBepAblX 3HaHUM B obbeme
NPoMAeHHOW MporpamMmbl MO MOArOTOBJIEHHOMY BOMPOCY; W3/0XKeHue MaTepuana C
oTAeNibHbIMM  owmnbkamMn, yBEPEHHO WCMpPaB/E€HHbIMU  WUCMNOJIb30BaHME OCHOBHOWN
nnTepaTypbl;

MeHee 4 6. - paboTa He cBfi3aHa C BblOpaHHOM TeMOW, Hananyme rpyodbix OWNDOOK,

HeNMoHNMMaHune CyLLHOCTU n3JjiaraemMoro Borpoca.



3 MeTtoauueckue MaTepHasibl, Onpeje/siolye npouesypbl OlleHMBaHUs 3HAHMH, YMeHHUH, HAaBbIKOB M
(11u) onbITa AeATeTbHOCTH, XapaKTepHU3YHOIUX 3Tanbl (OpMHUPOBaHUA KOMIETeHUHI

Mpouenypbl OUEHMBAHUS  BKJAOYAlOT B cebs  TeKylWUA  KOHTPONb WU
NPOMEXYTOYHYIO aTTecTaumio.

TeKyLll,Hﬁ KOHTPOJIb YCreBaeMoCTUn nposBoanUTCA C WCMNOJIb30BaHNEM OUEHOYHbIX
cpencTsB, npeacrtaBieHHbIX B N.2 OaHHOro npuao>xxeHu4. Pe3yanaTb| TekKyLwero
KOHTPOJIA A0BOOATCA OO0 CBeAeHUA CTyaAeHTOB A0 npomemyTquoM aTTeCtTauunn.

NMpomMeXXyTo4yHasa aTTecTaumua npoBoanTcs B (hopMe 3a4yeTa. 3a4eT NpPoBOAUTCS
No PacnucaHUIo MNPOMEXXYTOYHOW aTTecTaunn B popMe cobecenoBaHNS Mo NPONAeHHbIM
TeMam.

IIpunoxxenue 2
METOJUYECKHUE YKA3AHUA 110 OCBOEHUMIO JUCIIAITVINHBI

Y4ebHbIM NMaaHoM NpefyCcMOoTpeHbl ciegylowmne Bubl 3aHATUN:

- MPaKTUYeCcKme 3aHATUA.

B xope npakTuyeckux 3aHATUA yraybnawTca M 3akpennsTcs 3HaHUSA CTYOEeHTOB Mo
pAA4y BOMPOCOB, Pa3BMBAOTCA HaBblKW YCTHOW N MNCbMEHHON peYvn Ha MHOCTPaHHOM fA3bIKe.

Mpn NMOArOTOBKE K MPAKTUYECKMM 3aHATUAM KaXKAbl CTYOEHT AOJDKEH:

- N3Yy4UTb PEKOMEHO0BaHHYI0 y4ebHylo ninTepaTypy;

- NOAroTOBUTb OTBETbI Ha BCE BOMPOCHI M0 U3y4YaeMon TeMme.

Mo cornacoeBaHWio C npenofasaTesieM CTYyAEeHT MOXEeT MNOAroTOBUTbL AOKNand Waun
coobLleHre no TeMe 3aHATUA. B npouecce noaroToBKU K NPaKTUYECKUM 3aHATUAM CTYAEHTbI
MOryT BOCMOJ1b30BaTbCA KOHCY/IbTaLMAMN nNpernogasaTens.

Borpockl, He pacCMOTpeHHbIe Ha TIPAaKTUUYeCKUX 3aHSTUSIX, JOJDKHBI ObITh U3yUeHbl CTy/leHTaMHU B XO/ie
CaMOCTOsITe/TbHOM paboTel. KOHTPO/IE caMoCTOsITENTHHOM pabOoThI CTYAEHTOB HaJ yueOHOM IporpaMMoi Kypca
OCYLL|eCTBJISIeTCS B XOJie 3aHATUMA MeTOJOM YCTHOIO ONpoca W/IM [OCPeCTBOM TecTUpoBaHus. B xope
CaMOCTOSITEJTEHOM  pabOThl  KaKAbIA CTyZleHT 00s3aH TIpOYMTaTb OCHOBHYKD M 110 BO3MOXHOCTH
JIOTIOJIHUTE/IbHYI0 ~ JIUTepaTypy IO HW3y4yaeMOM TeMe, BbIUCATh OMpeZie/ieHUs] OCHOBHBIX TOHSITH;
3aKOHCIIeKTHPOBaTh OCHOBHOE COJlep’KaHHe; BBbINMCAThb K/IHOUeBble CJIOBA; BBIMNOJHUTL 3a/laHUSI-OPUEHTHUPHI B
npoLiecce  YTeHWsT pPeKOMeHJyeMOro MaTepuasa, I1pOaHa/Ju3MpoBaTh Ipe3eHTaljMOHHbIA  MaTepuarl,

OCYIIIeCTBUTL 0000I1IeHHe, CPaBHUTh C PaHee U3yUeHHbIM MaTepHasioM, BbIZIE/TUTh HOBOE.
Mpn peanuMs3aunm pasnYHbiX BUOOB y4yebHoM paboTbl MCMONb3ylTCA pa3HoobpasHble

(B T.4. MIHTEPaKTUBHbIE) MeToAbl 0byYeHUs.

Ona NoAroTOBKM K 3aHATUMSAM, TEKYLWEMY KOHTPOJIO U MPOMEXYTOYHOW aTTecTauuu
CTYLEHTHI MOTyT BOCMOJIb30BATbCA 3JIEKTPOHHO-OMOIMOTEYHBIMM  CcUCTEMAMU. Takxe
oby4yatowmeca MOryT B3ATb Ha [OOM Heobxogumyo  NuUTepaTypy Ha aboHemeHTe
YHUBEPCUTETCKON BUBIMOTEKN MM BOCMNONb30BATLCSA YATAJIbHbIMM 3a5aMu.

HOAFOTOBKH AOK/IaJda C Hpe3EHTaI]I/IEﬁ



OpHoll u3 (opM CaMOCTOSITeTbHOM [1eTe/IbHOCTU CTYZleHTa SIBJSIeTCS HalucaHue [I0KJ/IafioB.
BeInonHeHWe TakvWx BHUOB paboOT crocobcTByeT (OPMHUPOBAHUIO Yy CTy/[ieHTa HaBBIKOB CaMOCTOSITe/IbHOM
HAy4YHOU [1eiTe/IbHOCTH, TIOBBIIIEHUIO €ro TeOopeTUuUeckol W MpoQecCHOHanIbHOM MOATOTOBKH, JIyylleMy
yCBOEHUIO yueOHOro MaTepuarna.

TeMbl [OK/IaZIOB OMNpeZessitOTCS Tpero/iaBaTesieM B COOTBETCTBUUM C IPOrpaMMOM  JMCLIMIUIVHBL.
KoHKpeTH3a1us TeMbl MOXKeT ObITh C/ieJlaHa CTY/JEHTOM CaMOCTOSITe/TbHO.

Crnenyer aki|eHTUPOBAaTh BHUMaHUe CTY/IeHTOB Ha TOM, 4TO (hOPMY/MPOBKa TeMbl (Ha3BaHWsI) PabOTHI
JTOJDKHA OBITh:

- sicHOM 110 (hopMe (He coziep>KaTh Hey1000unTaeMbIX U (ppa3 ABOHHOTO TOKOBAHUS);

- COZlep)KaTh KJ/IFOUeBbIe CJI0BA, KOTOPbIe Perpe3eHTHPYIOT UCC/Ie/[0BaTebCKYI0 paboTy;

- OBbITb KOHKPETHOM (He cofiep>KaTh Heorpe/ie/IeHHbIX C/IOB «HEKOTOphIe», «0Cco0bie» U T.1.);

- cofeprkaTh B cebe eICTBUTENIbHYIO 3a/1auy;

- OBbITb KOMITAKTHOM.

BbiOpaB TeMy, HeoOXOJUMO TIOZOOpaTh COOTBETCTBYIOLIMN WH(MOPMAL[MOHHBIA, CTaTUCTUYECKUM
MaTepHa/ W TIPOBECTU €ro TpeJBapuTe/ibHbIA aHamu3. K Haubosiee [OCTYMHBIM HMCTOYHUKAM JIATEPATYPbl
oTHOcsATCS (OH/bI OMOIMOTEKH, a TaK )K€ MOTYT HCIIO/b30BaThCsl 37IeKTPOHHbIe MCTOYHUKU MHQOpMaLuu (B
TOM uuc/e U VIHTepHeT).

Ba)kHbiM TpeboBaHHEM, TPeABSB/ISIEMbIM K HAlMCAHUIO /IOK/IAZIOB HAa aHT/IMHACKOM $I3bIKe, SIBJISIETCS
IPaMOTHOCTb, CTUIUCTAYECKas afleKBaTHOCTb, CO/IePKaTe/IbHOCTD (TIO/IHOTAa OTPayKeHUsI U PaCKPbITHUS TEMBbI).

oknaz [o/KeH BK/IIOYATh TAaKOM 37IeMEHT KakK BBIBO/IbI, TIOJTyUeHHbIe CTY/IEHTOM B pe3y/ibTaTe paboThl
C UCTOUHMKAMU WH(OPMaLIUH.

[oknazael TpeACTaB/sIIOTCS CTPOTO B ompefiesieHHOe rpaduMKoM yueOHOro TMporecca Bpems U MX
BBITTOJIHEHHE SIB/ISIETCST 00513aTe/TbHBIM YC/IOBHEM [I/IsI IOTYCKa K TPOMEXKyTOUHOMY KOHTPOJTIO.

Ipesentarus (B Power Point, Libre Office) mpencraBnsier coboil my6nMyHOe BBICTYIUIEHHE Ha
WHOCTPAaHHOM $i3bIKe, ODHEHTUPOBAaHHOE Ha O3HAaKOMJIeHHWe, yOexeHue ClyliaTesiel 1Mo onpezesieHHON Teme-
npobsieme. OGecrieurBaeT BU3yaJbHO-KOMMYHUKATUBHYIO TOJZEP)KKY YCTHOTO BBICTYIUIEHHS], CIIOCOOCTByeT
ero 3¢(eKTUBHOCTH U pPe3y/IbTaTUBHOCTH.

KauecTBeHHas rpe3eHTalsl 3aBUCUT OT CJIeIyIOIIMX [apaMeTpOB:

- TIOCTaQHOBKU TeMbl, 11eJIM U M/laHa BbICTYTI/IEHUS;

- ompeesieHus PO/I0JKUTEIbHOCTU Mpe/ICTaB/IeHUs] MaTeprana;

- yueTa 0COOEHHOCTel ayAUTOPUM, aZlpeCHOCTH MaTepHara;

- WHTEePaKTUBHBIX [IeHCTBUM BBICTYTIAIOIIEro (BKIIOUeHHe B 00CY>KeHre CiTylaTesnei);

- MaHepbl TIpeJCTaB/ieHUs TIpe3eHTallud: CoOJitoJileHre 3pUTEeIbHOTO KOHTAaKTa C ayJuTopued,
BBIPa3UTebHOCTb, KECTUKYJISALUS, TeOABKEHMUS;

- Ha/Muus WUTIOCTPALMK (He reperpy>karolux u3o0pakaeMoe Ha dKpaHe), KITFOUeBbIX CJIOB,

- HY)KHOTO 1oJ00pa LIBeTOBOI TaMMbI;

- HCII0JIb30BaHUsl yKa3KHU.

[TpenopaBartesb AO/KeH PeKOMEH/I0BATh CTy/IeHTaM

- He YWTaTb HallMCAHHOE Ha SKpaHe;

- 00s13aTesIbHO HEOIHOKPATHO OCYIIIeCTBUTD TPe/CTaB/IeHNe TIPe3eHTalu 0Ma;

- IpefyCMOTpeTh Mpob/ieMHbIe, CTI0XKHBIe il TOHUMaHuUs (hparMeHThbl ¥ IPOKOMMEHTHUPOBATh UX;

- TIpeABUJETb BO3MOXKHBbIE BOIPOCHI, KOTOpPble MOTYT OBITh 3aJaHbl 10 XOAYy W B pe3y/bTaTe
Tipe/IbsIB/IEHUs TTpe3eHTaLUH.
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