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1. AHHOTALMA K TUCHUILJINHE

Pabouas mporpamma aucturinHbl «MIHOCTpaHHBIA SI3BIK» COCTaBJIEHA B COOTBETCTBUHU C
tpeboBanusmu PI'OC BO no nampasnenuto noarotoBku 40.03.01 FOpucnpyaenuus (ypoBeHb
OakanaBpuaTa), yTBEP)KICHHOTO TNpHKa30M MUHUCTEPCTBA HAYKM M BBICHIETO OOpa30BaHUS
Poccuiickoit @eneparuu ot 13.08.2020 r. Ne 1011.

Pabouas mporpamMma cCOAEpKHT OO0s3aTeNbHBIC ISl HM3YYCHUS TEMbI 10 JUCHUTUIMHE
«MHOCTpaHHBI  s3bIK».  JlUCUMIIMHA  HOCUT  KOMMYHUKATHBHO  HAIpPaBICHHBIM U
npodeccruoHaIbHO-OPUEHTUPOBAHHBIN XapaKTep, a €ro 3aJaud OIpPeNessoTCsS MOTPEOHOCTIMU
CIHELHUAIHNCTOB COOTBETCTBYIOIIET0 NPO(UIISA B HHOS3BIYHOMN NPO(hecCHOHAIBHON A TeIbHOCTH.

MecTto MCHMILIMHBI B CTPYKType OCHOBHOH npogeccnoHaJIbHO 00pa3oBaTebHOH
NPOrpamMMsl

Hacrosias qucnuminHa BKIIIOUeHa B 00s13aTenbHy 0 yacTh biokal Jlucuumuinael (MOysn)
yueOHbIX I1aHOB HanpasieHus noarorosku 40.03.01 FOpucnpyaennus, ypoBeHb 6akanaBpuarta.

JucnunnmHa uszydaercs Ha 1 xypce, B 1 u 2 cemectpax, Ha 2 Kypce B 3 cemecTpe s
OYHOM, OYHO-3204HOM U 3a04HOM (hopM 00yueHus. PopMbl KOHTPOJIA: 3a4eT — B 1 U 2 cemecTpax,
9K3aMeH — B 3 ceMecTpe.

Leab ocBoeHUs1 AUCHUILIMHBI «ITHOCTpaHHBIN S3BIK» — POPMHUPOBAHUE SI3LIKOBOW KOMIETEHIIHH
y oOy4arommxcs i OOeCIeYeHHs] YPOBHS 3HAHMW W YMEHHH, TO3BOJISIOMIUX ITOJIB30BATHCS
MHOCTPAaHHBIM S3BIKOM B Pa3IUYHBIX 00JACTAX MPOPECCHOHANBHON AESITENbHOCTH, HAYYHOU H
MPaKTUIEeCKON paboTe, B OOIICHUU ¢ 3apyOeHBIMU MapTHEpaMH, IJIs CaMOOOpa30BATEIBHBIX H
JIPYTHUX LIEJICH.

OcHoBHbIE 32249 AMCHHUIIIHHBI:

1. Axkryanuzanusi TEOpeTHUECKUX OCHOB y4eOHOM! AUCIUIINHBI.

2. ®opMupOBaHHE YCTOHYMBBIX YMEHHUH MPOAYKTUBHOIO IjIaHa (TOBOPEHHE, IUChMO) U
pPELENTUBHOIO IUIaHa (YTEHUE, ayAWpOBaHWE) I OCYILECTBIEHHs MNpodhecCHOHaNIbHON
KOMMYHHMKAIIH.

3. OOyueHue coO3HATEIBbHOMY OTOOpPY S3BIKOBBIX CPEACTB Ul BBIPAXKEHUS CBOMX MbICIEH B
Pa3IMYHBIX CUTYAIMSIX PEYEBOT0 OOIIECHHS B paMKaxX M3yYeHHBIX MPO(ECCHOHATBHBIX TEM.

4. ®opMmupoBaHUe JIEKCUKO-TPaMMaTHYECKHUX yMeHUI nepesoja UHpOpMALUU
npoeCCHOHATBLHOTO XapaKkTepa ¢ MHOCTPAHHOTO s3bIKa HA PYCCKHHM M C PYCCKOTO SI3bIKa Ha
WHOCTPAHHBIN.

5. CoBepiIeHCTBOBaHHE JUYHOCTHBIX KayecTB OOYyYalOLIUXCS, CBA3aHHBIX C (OPMUPOBAHUEM
HaBBIKOB CaMOOOpa30BaHMsl, PaCIIMPEHHUE CTPAHOBEAUYECKOIO M OOLIEKYJIbTYPHOIO Kpyro3opa,
pocToM poeCCUOHATTEHON KOMIIETSHITHH.

KomMmnerenuun oﬁyqammerocﬂ, (l)opanyeMble B pe3yJibTaTe 0OCBOCHUA NTUCHUIIJIHHBI:

YK-4.1 — BoibupaeT KOMMYHUKAaTHBHO NPUEMIIEMbIE CTUIIb U CPEICTBA B3aMMOJEHCTBYS B
OOIIEHNH Ha TOCyAapCTBEHHOM si3blke P®D W wHOCTpaHHOM(-BIX) f3BIKaX, B TOM YHCIIE C
HCTIOJIB30BAHUEM CPENICTB HH(OPMAITMOHHO-KOMMYHHUKAIIMOHHBIX TexHosoruit (MKT).

YK-4.2 — Beaert nenoByo MepenucKy Ha rocy1IapcTBEHHOM si3bike PD 1 nHOCTpaHHOM(-BIX)
SI3BIKAX.

YK-4.4 — CnocoOeH OCyHIECTBIIATh JEIOBYH) KOMMYHHKAITUIO B YCTHOH M THUCHMEHHOU
(dhopMax Ha rocyaapcTBEHHOM si3bike Poccuiickoit Deaepaiinu 1 HHOCTPaHHOM(BIX).

2. IlepeyeHb IIAHMPYEMBIX Pe3yJabTATOB O00Y4YE€HHUSI, COOTHECEHHBIX € MJIAHMPYEMBIMH
pe3yJbTaTaMM 0CBOEHNsI OCHOBHOM NMPo(decCHoHAILHON 00pa30BaTeIbHOM MPOrpaMMBbI

[lponiecc M3y4deHHs JUCHMIUIMHBI HampaBlieH Ha (OPMHUPOBAHUE KOMIIETEHIIHH,
npenycmorpeHHbix @I'OC BO no nanpasnenuto noarotosku 40.03.01 KOpucnpyaenuust (ypoBeHb
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OakamaBpuata) Ha ocHOBe DenepanbHOrO TOCYAAPCTBEHHOTO0 OO0pPa30BAaTEIBLHOTO CTaHAAPTa
BBICIIETO 0Opa3oBanus 1o HampasieHuto noarotosku 40.03.01 KOpucnpyaeHius, yTBepKaeHHOTO
puKa3oM MUHHCTEpCTBAa HAYKH U BhIcHIero oopazoBanus Poccuiickoit denepanuu ot 13 aBrycra

2020 Ne 1011.

Kon Pesynsrarer ocBoenus OOIT Koxa n nHaumeHnoBanue DopMBbI
KOMIIETeHIINN | (coaeprKaHne KOMITETEHITHH ) WHAUKATOpa JocTIkeHus YK o0pa3oBaTenbHOI
JIeSITeTbHOCTH,
CHOCOOCTBYOIINE
(hopMHPOBaHUIO U
Pa3BUTHIO KOMITETEHITNH
YK-4 Cmocobern  ocymecTBiaTh | YK-4.1. Bri6upaer | KonrakTHas pabora:
JICIIOBYI0 KOMMYHHKAIIMIO B | KOMMYHHKAaTHBHO —mpuemiemble | Jlekuuu.
YCTHOH W  THUCHMEHHOH | CTHIIb u cpencrea | [IpakTudeckue 3aHATHS.
dhopmax Ha | B3auUMOJEHWCTBHS B OOmeHnn Ha | CaMOCTOSATENbHAS
rOCy/1apCTBEHHOM A3BIKE | TOCyapcTBEHHOM s3bike PD u | pabora
Poccwmiickoii ®enepanu ¥ | HHOCTpaHHOM(-bIX) SI3BIKaX, B
HMHOCTPaHHOM(BIX) TOM 4YHCJIE C HCIOIh30BaHUEM

sI3bIKE(ax)

CpEICTB nH(POPMAIMOHHO-
KOMMYHHUKAIIMOHHBIX
texnosoruii (MKT).

YK-4.2. Bener bi (0 (0):3%420)

MEPENUCKY Ha TOCyAapCTBEHHOM
si3pike PO 1 mHOCTpaHHOM(-BIX)
SI3BIKAX.

YK-4.4, CnocobeH
OCYIIECTBISTh JIETIOBYIO
KOMMYHHUKAIlMI0 B YCTHOH U
MMACEMEHHOMN dhopmax Ha
rOoCyJapCTBEHHOM SI3BIKE
Poccuiickoit Oenepanuu u

HWHOCTPaHHOM(BIX) sI3bIKe(ax)

3. O0beM AUCHUILIMHBI B 3aYeTHBIX €IHMHUIAX C YKa3aHHMeM KOJHYeCTBA aKajeMHYeCKHX
4acoB, BbIIEJEHHbIX HA KOHTAKTHYI padoTy o0ydamomuxcs ¢ nmpemnojgaBaresieM (0 BHIAM
3aHATHI) U HA CAMOCTOSITEJIbHYIO PA00Ty 00y4aKOIINXCS

O61ua>1 TPYAOCMKOCTb JUCHUIIIIMHBI COCTABJIACT 9 3a4eTHBIX CAUHUIBI.

3.1 O0béM TMCHUIIMHBI 10 BHAAM Y4e0OHbIX 3aHAATHI (B Yacax)

Bcero yacos
ouHas popma OYHO-3204Hasi | 3a04Has Gpopma
O0BLEM THCHHILINHBI 00yueHus bopma 00yueHust
00yJeHMS
OO01mas TpyI0eMKOCTh TACITUTUINHBI 324
Ko s oo . 0
AynutopHas pabota (Bcero): 128 68
B TOM YHCIIE:
Jlexun
CEMUHAPHI, TIPAKTUYECKUE 3aHITHS 126 66 28




nabopaTopHbIe PaOOTHI - - _

Koncynpranus 2 2 2

BreaynuropHas pabota (Bcero): 160 220 277

B TOM YHCIIE:

CamocTosiTenbHas pabota o0ydaronmxcs (Bcero) 160 220 277

KoHnTpoms 36 36 17
3ager — 1, 2 3aueT — 1, 2 3ager — 1, 2

Bun MPOMEKYTOUHOU aTTecTallu | CEMECT; CEMECTD; CEeMecCTp;

o0yuJatromnierocst JK3aMeH — 3 JK3aMeH — 3 9K3aMeH — 3
ceMecTp ceMecTp ceMectp

4. CopepxaHue AUCHHUILVIMHBI, CTPYKTYpPHPOBaHHOe IO TeMaM (pa3jzejiaM) C YKa3aHHeM
OTBe/ICHHOT'0 HA HUX KOJIMYeCcTBA aKa/JeMHYeCKHX YacOB U BU0B Y4eOHbIX 3aHATHH

4.1 Paznennsl IMCHUILIHHBI U TPYA0EMKOCTD 110 BHIaM Y4eOHbIX 3aHATHI
(B akaileMHYeCKHX Yacax)

AJist 04HOH (popMBbI 00yUeHUsI

Neni/m Pa3nenbl U TeMbl Buanbl yueOHoil pa6oThl, BKJIOYAs Buja oueHouHoro
TUCTUTIIHHBI CaMOCTOSITEJILHYI0 Pa0oTy CTYJ€HTOB 1 cpeacTsa
TPYA0E€MKOCTh (B Yacax) TeKylero
Bcero N3 Hux KOHTPOJISA
ayMTOPHbIE ycneBaeMoCTH,
3aHATHUSA NMPOMEKYTOYHOI
aTTrecTauuu
@ (no cemecmpam)
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Russia [pe3eHTaIneH
My university: entrance
2 requirements, faculty 1 10 5 5 Omnpoc, ToKIaI ¢
members, leisure time Npe3eHTaIneH
activities
L Ormpoc, noxnaz ¢
System of education in I pe 3eH§a neg
3 Great Britain and the 1 10 5 5 P HHeH.
Jlekcuueckuit
USA
JOUKTAHT
Paznen 2 How management developed
What is management? OmDoC. TOKIAL ¢
4 The history of 1 10 5 5 poc, A o
Mpe3eHTanuei
management
5 Modern management 1 10 5 5 Omnpoc, noknan ¢
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theories npe3eHTanuei
Globalization and TTepesos Texcra
6 Competition Trends in 1 10 5 5 Texenueckuii
Human Resource
OUKTAHT
Management
7 Management features in 1 12 6 6 I'pymmosas
different countries quckyccust. Tect
3aver 1 + CobecenoBanue 1Mo
BOIIPOCAM K 3a4CTy
BCEI'O, 1 cemecTp: 72 - - 36 36 3auer
Pasgen 3. Business correspondence
Business letters: types of OmPoc. TOKIAL ¢
8 letters. Peculiarities of 2 16 5 11 poc, oKnan
. MMpEe3CHTAlCH
business correspondence
Omnpoc, noknan ¢
. Mpe3eHTalueH.
9 Telephonlng. CVs and 2 15 5 10 ITepeBox TekcTa.
interviews .
Jlexcuueckuit
JUKTAHT.
Pasnen 4. Management styles
Four main roles of a OHI;I; (;z’HJ;gEEZ; ¢
10 | Manager. The fur_10t|0nS 2 16 6 10 IlepeBon Tekcra.
of managers at different
I'pynnosas
levels of management
JIMCKYyCCHS
The types of business Ompoc, okaz ¢
11 | communications inside 2 15 5 10 [Ipe3eHTaNne.
the organization ITepeBoj TEKCTA
Ormpoc, qoknan ¢
Time management: time Mpe3eHTaIneH.
12 | management skills, tips 2 15 5 10 IepeBox TekcTa.
for effective use of time Jlexcuueckuii
JUKTAHT
A modern manager:
personal characteristics, Omnpoc, ToKIaI ¢
skills and abilities Mpe3CHTAIUCH.
13 required for effective 2 15 5 11 [lepeBon Tekcra.
management. I'pynnosas
The portrait of a Russian JICKYCCHSI.
manager
Team building: the Ompoc. ITepeBos
14 different roles of team 2 16 5 10 TeKcTa.
members, team Jlekcrueckwuii
performance JukTaHT. Tecr.
3aver 9 + CobecenoBaHue 110
BOIIPOCAM K 3a4€Ty
BCEI'O, 2 cemecTp: 108 — — 36 72
Pasnen 5. The Effectiveness of Recruiting
Personnel management: ITepeBon TeKCTa.
15 | Employee Selection. Job | 3 | 15,5 8 7,5 Omnpoc, ToKIazI ¢
description npe3eHTaIneH
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16 Staf.f tr§|n|ng. Employee 3 13,5 6 7,5 Jlexcuueckuii
motivation
JOUKTAHT
17 | Planning as one of the 3 | 155 8 7,5 Omnpoc, ToKIaj ¢




major responsibilities of Mpe3eHTanne.
management. The types [TepeBon Tekcra.
of plans. I'pymmoBas
Recommendations for JICKYCCHSI
effective planning
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18 Employee Safety and _ 3 | 155 8 75 Ompoc, JIOKIazL ¢
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resolution of the problem
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International
management: managing OmPoc. TOKIAL ¢
20 | large English Russian 3 15 8 7 poc, A o
. . MMpEe3CHTAlCH
and international
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Approaches to
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in a changing external IMebeson TekeTa
21 environment. The ways 3 15,5 8 7.5 PEBOA )
. Tect
to improve the
company's
competitiveness
Koncyabramus 3 2 2
OTBeTH Ha
JK3aMeH 3 36 BOIPOCHI OMeTa K
9K3aMCHY
BCEI'O, 3 cemecTp: 144 - — 56 52
HUTOTO 324 - - 128 | 160
JUISL 04HO-32049HOI GOpMBbI 00yUeHHsI
Neni/m Paszpennl u TeMbl Buabl yueOHoii padoThl, BKJIIOYas Bup ouneno4yHoro
AU CHHIITHHBI CaMOCTOSATEJIbHYI0 pa0oTy CTYAeHTOB 1 cpeacTBa
TPYA0E€MKOCTh (B Yacax) TeKyLIero
Bcero N3 Hnx KOHTPOJIsI
AYyIUTOPHLIC ycneBaeMoCTH,
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aTTecTaluu
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4.2 Copep:xaHue TMCUMILIMHBI, CTPYKTYPHPOBAaHHOE 0 pa3jejiaM

Pasnen 1. Education policy in Russia and abroad.
Tema 1. Higher education in Russia

Word-building (prefixes, suffixes, conversion). Word-building (prefixes, suffixes,
conversion). The simple sentence. Statements, questions, imperatives, exclamations.

IlepeBox ci0B U cioBocoueTaHuii (MHOTO3HAYHBIC CJIOBA M OMOHHMBI, CHHOHHUMBI H
AHTOHUMBI, (bpaSCOJ'IOFI/ISMBI; 3aMMCTBOBAaHUI U HEOJOTHU3MbI, JIOXKHBIC JAPYy3bi nepeBoanKa;
YCTOWYHBBIC CIIOBOCOYETAHUS) C YUETOM KYJIBTYPHBIX H S3bIKOBBIX PEaTHU.

Tema 2. My university: entrance requirements, faculty members, leisure time activities.

The verb phrase. Verb tenses and aspects. Be, have, do. The active voice.

HepeBoz[ IIPOCTOro MPEAIOKEHUA C TBEPABIM IMOPAAKOM CJIOB, (bOpMaJ'II)HOFO rmoajiexkalero
«ity 1 HCOMPCACIICHHO-IMYHOTO MCCTOMMCHUS U CJIOBA-3aMCCTUTCIIA «0one» Ha pyCCKI/Iﬁ SA3BIK.

HepeBoz[ riaaroia. OcoOeHHOCTH IepeBoJia PYCCKUX TIJIaroJloB B H3BABHUTCIBHOM
HAaAKJIOHCHUH.

Tema 3. System of education in Great Britain and the USA
The simple tense forms. Simple Present. Simple Past. Simple Future.
Paznen 2. How management developed.
Tema 4. What is management? The history of management.

Singular or plural, countable and uncountable nouns. Much-many, little-few, a little- a few.
Possessive case. Indefinite pronouns.

[TepeBon vacreit peun.

[lepeBor MMEHHM CYNIECTBHUTENBHOTO: 0e3 yueTra cepbl NMPUMEHEHUs; C y4eToM Cgepsl
MPUMEHEHHUS TpaMMaTHYEeCKUX KaTeropuil (maaex, poj, 4YHCIO0), CPeACTBa, KOMIEHCHPYIOIIHE
OTCYTCTBHE (WM OrPAaHMYEHHOE HaJIW4HE IpU TMEPEeBOAE) TOW WIM HMHOM TpaMMaTHUYECKON
KaTeropuH.

[IepeBon MMEHU YUCIUTEIBLHOTO U IEPEBOJ MECTOMMEHHM.

Tema 5. Modern management theories.

The Article (the indefinite/definite), The use of articles with Common Nouns. The Zero-
article. HepeBoz[ APTHUKII KaK OIIPCACIUTCIIA CYIICCTBUTCIBHOTO, YCTOﬁqHBBIC COUY€TaHuA C
HCOMPCACICHHLIM apTHUKIICM; YCTOf/'I‘-II/IBBIG COUCTaHud C ONPCACICHHBIM AapPTHKIICM; yCTOﬁ‘-IHBLIG
COYCTaHUsA C HYJICBBIM aPTUKIIEM; CJIOKHBIC CJIydan yHOTpe6J'IeHI/I$I APTHUKIIA.

Tema 6. Globalization and Competition Trends in Human Resource Management.

Adjectives and adverbs. Degrees of comparison. Prepositions. Phrasal verbs and patterns
with prepositions. IlepeBon WMEHM NpUIATATEIBHOTO: CTEMICHU CPABHEHUs IPHIIAraTeibHBIX;
0COOCHHOCTH MEPEBO/Ia CIOKHBIX NMPUIaraTebHbIX.

ITepeBox Hapeuusa. TpyaHoCTM mepeBOJa PYCCKUX HAPEUM HA AHTIIMKWCKUANA S3BIK,
00pa3yroNMX CTETIEHU CPAaBHEHUSI ITyTEM 3aMEHBI KOPHS CJIOBA.

Tema 7. Management features in different countries.
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The Continuous Tense forms: Present Continuous, Past Continuous, Future Continuous.
Ways of expressing a future action.

Pazgen 3. Business correspondence.
Tema 8. Business letters: types of letters. Peculiarities of business correspondence.

Reported speech. Reported statements, questions, commands.

[epeBox mpeiokeHuit co cTpykTypoi «Sequence of Tenses» Ha pycckuil sS3bIK.

[lepeBon mpsiMOii 1 KOCBEHHON peuH (IIOBECTBOBATENbHBIE MPEJIOKEHUS, BOIIPOCUTEIbHbBIE
NPEIJIOKEHUSA,  CIIELIMAIIBHBIE  BOINPOCHI,  PAa3ACIUTEIbHBIE  BOIPOCHI,  IIOBEIUTEIbHBIC
MIPETIOKEHUS ).

Tema 9. Telephoning. CVs and interviews.
The Perfect Tense forms: Present Perfect, Past Perfect, Future Perfect.
Pa3znen 4. Management styles.
Tema 10. Business letters: types of letters. Peculiarities of business correspondence.

Four main roles of a manager. The functions of managers at different levels of management.
The Perfect Continuous Tense forms: Present Perfect Continuous, Past Perfect Continuous,
Future Perfect Continuous.

Tema 11. The types of business communications inside the organization.
Tense forms in the Passive Voice. IlepeBoa nacCHBHBIX KOHCTPYKIIUI HA PYCCKHIA A3bIK.
Tema 12. Time management: time management skills, tips for effective use of time.

Modals. May and can for permission in the present or future. May, might, can/could for
possibility. Could or was/were allowed to — for permission in the past. Requests. Can and be able to
for ability. Ought, should, must, have to, need for obligation.

Tema 13. A modern manager: personal characteristics, skills and abilities required for
effective management. The portrait of a Russian manager.

Must, have to, cannot, will, should for deduction and assumption.

[Tepenaya MOIaTbHOCTH MO-AHTJIMMCKUA B YCTHOM M TUCbMEHHOM peyH.

BripaxkeHue  MOJATbHOCTM  MHTOHALIMOHHBIMH, JIEKCHUYECKUMH, TpaMMaTUYECKUMU
CpE/ICTBaMHU SI3bIKA.

Tema 14. Team building: the different roles of team members, team performance.

The wuse of Subjunctive Mood. TIlepeBox cocnararegpbHOr0 HAKIOHEHHS B
CITOKHOTIOAYMHEHHBIX IPEUTOKECHUAX C TPUIATOYHBIMH  YCIOBHBIMH Ha PYCCKHHM  SI3BIK.

Conditionals (Types 0, 1, 2, 3). Making a wish.
Paznen 5. The Effectiveness of Recruiting
Tema 15. Personnel management: Employee Selection. Job description.

The Verbals: Forms, Tense/Voice distinctions. The use of the Gerund. IlepeBon
T'CpyHIUAIBHBIX KOHCTpYKI.[HfI B Ka4d€CTBEC o JICKaIIero, JOIIOJTHCHHUA, OIIpCacCIICHUA,
00CTOSITENLCTBA HA PYCCKUIL SI3BIK.

Tema 16. Staff training. Employee motivation.

The Infinitive: Forms, Tense/Voice distinctions. The functions of the Infinitive in the
sentence. Participle. Forms and functions of the participle in the sentence.

[lepeBon WHOUHUTUBHBIX KOHCTPYKIMH B (QYHKIMSAX MOJUIEKAIIETO, CKa3yeMmoro,
JIOTIOJTHEHHMSI, OIIPEICIICHHSs, eI, HHPHHUTUBHBIX KoMIiutekcoB: «Complex Subjecty», «Complex
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Object», «For-Phrase» wa pycckuii si3pik. IlepeBoja MPUYACTHBIX OOOPOTOB HAa PYCCKHMA S3BIK.
Crioco0bl TiepeBoa MPUYACTHUS U JCCIPUIACTUS HA aHTTTUIUCKUN S3BIK.

Tema 17. Planning as one of the major responsibilities of management. The types of
plans. Recommendations for effective planning.

Planning as one of the major responsibilities of management. The types of plans.
Recommendations for effective planning. The Compound Sentence, clauses connected by means of
coordinating conjunctions: and, or, else, but and connective adverbs: otherwise, nevertheless, yet,
still, therefore.

Paznen 6. Discriminatory Employment Practices
Tema 18. Employee Safety and Health. Insurance Benefits.

Employee Safety and Health. Insurance Benefits. IlepeBox mpOCTBIX NPeIIOKEHUH.
OcoOeHHOCTH TEpeBO/ia HAa AHTJIMICKUN A3BIK MPOCTHIX MPEAJIOKEHUN ¢ MpSMBIM U 0OpaTHBIM
MOPSAKOM CJIOB; C IPUYACTHBIMU U JICETIPUYACTHBIMH 000pOTaMHU.

Tema 19. Problem solving: individual and group problem solving techniques, stages of
consideration and resolution of the problem.

Problem solving: individual and group problem solving techniques, stages of consideration
and resolution of the problem. The Complex sentence: Subject Clauses, Predicative Clauses,
Attributive Clauses, Object Clauses, Adverbial Clauses, Relative Clauses.

Pasnen 7. The company’s competitiveness

Tema 20. International management: managing large English Russian and international
companies.

International management: managing large English Russian and international companies.
IepeBox crmokHomoMUMHEHHBIX Tpetoskenuii: Subject Clause, Predicative Clause, Object Clause,
Attribute Clause, Adverbial Clauses of Time, Condition, Cause Ha pycckuii s3bik. IlepeBox
IpeajioroB, COr030B, 4YaCTHUIl Ha AHITIMHCKUK I3bIK. OcoOEHHOCTH IepeBoJia COYMHUTCIBbHBIX H
NIOAYMHUTEIBHBIX  COIO30B HA  AQHIVIMKWCKUM  sA3bIK.  IlepeBoj  CIIOKHBIX — IIPEIIIOKECHUM
(CJ'IO)KHOCO‘II/IHGHHBIX " CIIOXKHOIIOAYMHCHHBIX, CMCIIaHHBIX TI/IHOB) Ha aHTJIMACKUH S3BIK.

Tema 21. Approaches to managing the company in a changing external environment.
The ways to improve the company's competitiveness.

Approaches to managing the company in a changing external environment. The ways of
improving the company's competitiveness. The emphatic Do, Cleft sentences. Double negation: the
participle Not before a negative adjective/adverb. IlepeBox mnpemnoxenuii ¢ pacuieHEHHON
ctpykrypoit (Cleft Sentences) Ha pycckuii s3bIk. Pa3nmuuus B MyHKTyallud B aHTJIMACKOM H
PYCCKOM sI3bIKax JJisi MUCBMEHHOTO MepeBojia: 3amsTas (comma); To4YKa C 3amstoi (semi-colon);
nsoetoune (colon); Tupe (dash); neduc (hyphen). Ellipsis.

5. TIlepeyeHb Y4eOHO-METOAUYECKOr0 o0ecmedyeHHsl IS CAMOCTOATENbHON PadoOThI
00yYaIMXCs M0 TUCHUIINHE

CaMmocTtosiTenpbHasi paboTa OOydaromuxcsl MPU H3ydeHUU Kypca «VHOCTPAaHHBIN SI3BIK»
MpearoiaracT, B IEPBYI oOYepelb, pPabOTy C OCHOBHOW M JIOMOJHHUTEILHOW JUTEPATYPOM.
PesynpTaramu 3TOM PabOTHI CTAHOBSATCS BBICTYIUICHHS Ha TMPAKTUYCCKUX 3aHATHUSAX, Y9acTHE B
00CyXICHUH.

MeTouKka caMOCTOSITEIEHON pabOoThI MPEABAPUTEIHHO PA3bICHICTCS MPENOoJaBaTeieM U B
MOCIICAYIOIMEM MOXET YTOYHATHCS C yYEeTOM HWHIAMBHAYAIbHBIX OCOOCHHOCTECH O00Yy4YaroIIuXxcs.
BpeMst 1 MecTo caMOCTOSITEIEHON padOThl BBIOUPAIOTCS 00YUAIOIIMMHUCS 110 CBOEMY YCMOTPEHHIO ¢
y4eTOM PEKOMEH/IAIMI ITPermoaBaTelis.
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CaMocTosTenbHYI0 paboTy HaJ AUCUUIUIMHON CJlelyeT HauuHATh C W3Yy4YeHHs paboueit
MPOrpaMMbl TUCHUIUIMHBI «HOCTpaHHBIN SI3bIK», KOTOpas COAEPKUT OCHOBHBIE TPEOOBaHUS K
3HaHUAM, YMEHHMSIM U HaBbIkaM oO0yudaeMmbix. OO0s3aTeIbHO CIEeIyeT BCIOMHUTH PEKOMEHAAINU
IpenojaBaTelis, JAHHbIE B XOJI€ YCTAaHOBOYHBIX 3aHATHI. 3aTeM — MPUCTYNaTh K H3YYEHHUIO
OTJIENBbHBIX PA3/IEJIOB U TEM B MOPSJIKE, TPEILyCMOTPEHHOM MPOTPAMMOIA.

[TomyuuB mpencraBieHne 00 OCHOBHOM COJICPIKaHUM pa3JieNia, TeMbl, HEOOXOAUMO U3yUUTh
MaTepuan C MOMOIIbI0 YYeOHHUKOB, YKa3aHHBIX B paszjaene / pabodeld mMporpaMMbl IUCIUTUIMHEIL.
[emecoobpa3HO COCTAaBUTh KpPATKUH KOHCHEKT HJIIHM CXEMYy, OTOOpPaXKaIOUIyI0 CMBICT W CBSI3U
OCHOBHBIX IOHATHM aHHOT'O pa3/iela U BKIIOYEHHBIX B HEro TeM. 3aTeM, KaK IOKa3blBa€T OIBIT,
[I0JIE3HO M3YUYUTh BBIAEPKKH U3 MEPBOUCTOUYHUKOB. PeKoMEeHAyeTCsi COCTaBUTh HX KpPATKHM
KOHCIEKT. OO0s3aTeNbHO CJelyeT 3aluChiBaTh BO3HUKIIME BOIPOCHl, Ha KOTOpbIE HE YIalloCh
OTBETUTH CAMOCTOSITEJILHO.

CryneHTaMm npeaiararTcs cieayromue GopMbl CaMOCTOSTEIbHON paboThI:

*  caMocCTofATeJIbHas TOMallHAs paboTa;

*  BHEAyJUTOPHOE YTEHUE;

*  camMmocTofATeNbHas paboTa (MHAUBUIYyalbHAasl) C UCIIOJIb30BaHUEM VIHTEpHET-TEeXHOIOTUi;

*  MHOWBHUIyalbHas W rPYIIOBas TBOpUEcKas paboTa;

*  BBIIOJHEHUE 3aJaHUl MO MPOWAEHHBIM TIpPaMMAaTUYECKUM TeMaM C HCIOJIb30BaHUEM
CIPaBOYHOM JIUTEPATYPhL;

*  NHUCBMEHHBIN MepeBoj HHPOpPMALKHU MPO(HECCHOHATFHOTO XapaKTepa ¢ aHIIIMUCKOTO S3bIKa Ha
pyccKui

CoOCTBEHHO CaMOCTOsATENIbHAS PabdoTa CTYACHTOB BBINIOJHIETCS B yJOOHBIC Ul CTYJCHTA
yachl M NPEICTaBISIeTCS MpenojaBaTeNio Ais npoBepku. JlaHHbIM (opmaT mnpegycMaTpuBaet
OO0JIBIIYIO CAMOCTOATEIBHOCTD CTYACHTOB, OOJBIITYI0 WHANBUY ATH3AIMIO 33 JaHUH.

s caMocTosATeNbHONH PabOTHI C TEKCTOM M MaTepualaMH IO KaXI0il H3ydaeMoil Teme
MIPEIIOJIaratoTCs CIEAYOIINE IPUMEPHbIE BUbI 3aIaHUM:

1. O3HakomMbTeCh C MaTepuajiaMd [0 TeMe (HampuMmep, MaTepuajoM Y4yeOHHMKA WIH
JIOTIOJIHUTEIbHBIM MAaTEPHUAIIOM ); BHITUIINTE JIEKCUKY 10 CIIELUATBHOCTH (MJIM IO TEME); COCTABbTE
IUTaH COCPIKAHMUSL.

2. BeobmmonHute 3amaHus B
MIPOCITYLIMBAHUS YCTHOTO COOOIICHHUS:

- OTBETHTE Ha 3apaHee IIOCTaBJIEHHBIE BOIIPOCHI 110 COAEPIKAHUIO;

- HalJIUTe OTBETHI Ha MPOOJIEMHBIE BOIPOCHI;

- BBIOEpUTE MPABUIIBLHBINA OTBET U3 psiAa JaHHBIX;

- HCIIpaBbTE HEBEPHOE YTBEPKICHHE.

3. Ilpu paboTe HaJ TEMOU BBIMOJTHUTE CIICTYIOIINE 33 JaHuUs:

- IPOYTHUTE TEKCT C KOMMYHHUKATUBHOM IIENIbIO (11 COOOIIEHUS, paccKas3a, IMCKYCCUH);

- HaliIuTe B TEKCTEe MH(POPMAIIHIO 10 YKa3aHHBIM BOIIPOCAM.

IIPOLIECCE YTEHUS PEKOMEHAYEMOro MaTepuajla Wi

HaunmenoBanue |Bonpocsl, BbIHECEHHbIE Dopmbl YuebOHo- ®DopmMa KOHTPOJIS
TeMbI Ha CaMOCTOSITEJIbHOE | CAaMOCTOSITEJIbHOW | MeToxmuecKoe
H3yyeHue padoTsl olecrmeyenne
Higher education | TToBropenue Pa6ora B Jluteparypa k| Ompoc, T0oKiaj ¢
in Russia rpammatukn: Word- oubMoTeKE, Teme, paboTa ¢ | mpe3eHTanuei
building (prefixes, Bkitouasi ObC ¢ HWHTEPHET-
suffixes, conversion). 0a30BBIM HMCTOYHUKAMU
The simple sentence. y4eOHUKOM U
Statements, questions, | cioBapem.
imperatives, BueaynuropHoe
exclamations. YTEHHE U TIEPEBO/I.
ITonroroBka
JIOKJIazia C
Mpe3eHTauei
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My university: [ToBTOpenue PaGora B Jlutepatypa k | Ompoc, noknan c
entrance rpammatuku: Verb OHOJINOTEKE, Teme, paboTa ¢ | mpe3eHTanueH.
requirements, tenses and aspects. srmouas JBC ¢ HHTEpHET-
faculty members, [Toaroroska 0a30BBIM HCTOYHUKAMH
leisure time COODLICHHUS 110 TEME. y4eOHUKOM U
activities. Receiving foreign CIIOBapeM.
visitors. IMoAroToBKa
BueayautopHoe uTeHue JOKIAa ¢
1 IIEPEBONL Mpe3eHTalueH.
BueayautopHoe
YTCHUE U MEPEBO/T
System of [ToBTOpEeHue Pabora B Jlutepartypa k Omnpoc, noknazg ¢
education in Great | rpammaruku: The OuOIIHOTEKE, TeMe, paboTa ¢ | IIpe3eHTaINE.
Britain and the simple tense forms. Bkirouast OBC ¢ WHTEpHET- Jlekcudeckuit
USA Simple Present, Simple | gasoseim HMCTOYHUKAMU JTUKTAHT.
Past, Simple Future. yUeGHHKOM 1
CIIOBApEM.
IToaroroBska
JIOKJIaza ¢
Mpe3eHTaIuen.
BreaynuropHoe
YTEHUE U TIEPEBO/I.
IToaroTtoBka k
JIEKCUUECKOMY
JIMKTaHTY.
What is [ToBTOpenue Pabora B Jlutepatypa k | Ompoc, foknazn c
management? The | rpammaruku: Singular | Gu6nuorexe, TeMe, paboTa ¢ | mpe3eHTalueil.
history of or plural, countable and | pxmouas IBC ¢ HHTEpPHET-
management uncountable nouns. 6a30BbIM HUCTOYHHKAMHU
Much-many, little-few, Y4eOHIKOM 1
a little- a few. croBapeM.
Possessive case. Breay IHTOPHOS
Indefinite pronouns. JTEHHE ¥ epEBO]L.
IToaroToBka
JOKJIaza ¢
Mpe3eHTaluen.
Modern [ToBTOpEHUE Pabora B JIureparypa k Ompoc, AoKIana c
management rPaMMATHKH: The | 6ubnuoreke, Teme, paboTa ¢ | mpe3eHTanneH.
theories Article (the | Brurouast OBC ¢ HUHTEpPHET-
indefinite/definite), The | 6a3zoBbim HMCTOYHUKAMU
use of articles with | yueOuukom n
Common Nouns. The | cioBapem.
Zero-article. TToaroroska
JIOKJIaza ¢
Mpe3eHTaIuen.
Globalization and | IToBropenue Pabora B Jluteparypak | Ompoc.
Competition IrpaMMaTHKH: oubanoTexe, TeMe, pabota ¢ | BHeayauropHoe
Trends in Human | Adjectives and adverbs. | pximouas DBC ¢ HWHTEPHET- YTEHHUE U MEePEBO/I.
Resource Degrees of comparison. | gazoesim ucrounukamu | Jlekcuaeckuit
Management. Prepositions. Phrasal_ y4eOHHKOM U JTUKTAHT.
verbs and patterns with CIOBapeM.
prepositions. Breay IHTOPHO®

YTCHHUEC U IICPEBO/.

IloaroroBka x
JIEKCUIECKOMY
JINKTAHTY.
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Management [ToBTOpEHUE Pabora B JIureparypa k BneayautopHoe
features in rpaMMaTHKH: The | oubnuoTeke, Teme, paboTa ¢ | YTCHHE U MEePEBO/I.
different countries | Continuous Tense | sxmogas IBC. HHTEPHET- Vuactue B
forms: Present | IlonroroBka WCTOYHUKAMU rpynmnoBoOu
Continuous, Past | moxmana c JTUCKYCCHUH.
Continuous, and Future | mpe3enTanuei. TectupoBanue.
Continuous. Ways of | Bueayauroproe 3auer.
expressing a future | uTeHue U mepeBoOI.
action IToaroroBka k
TpynInoBoi
JUCKYCCHH.
IToaroroBka k
TECTY.
IloaroroBka x
3ayery.
Business letters: [ToBTOpEeHue PaGora B Jlutepartypa k Omnpoc, noknaaa ¢
types of letters. rpamMatuki:. Reported | 6ubnmorexke, TeMe, paboTa ¢ | IIpe3eHTaINE.
Peculiarities of speech. Reported | Bxmouast 9BC ¢ HHTEPHET-
business statements,  questions, | 6a30BbIM HCTOYHUKAMHU
correspondence commands. y4eOHUKOM U
CIIOBapeM.
IToaroroBska
JIOKJIaja ¢
Mpe3eHTaIueH.
Telephoning. CVs | TToBTopenue Pabora B Jluteparypa Kk Onpoc, nokaaaa ¢
and interviews rpaMMaTHKU: The | oubauoreke, TeMe, paboTa ¢ | Mpe3eHTAIUEeH.
Perfect Tense forms: | Bxmouas ObC c HWHTEPHET- BueaynutopHoe
Present Perfect, Past | 6a3oBsIM HCTOYHUKAMH YTEHHUE U TIePEBOI.
Perfect, Future Perfect. | yueOHUKOM H Jlekcuueckuit
CIIOBapeM. JTUKTAHT.
BueayautopHoe
YTEHUE U TEPEBO/I.
IToaroroBska
JTOKJIaja ¢
IIpe3eHTaluen.
IToaroroBska k
JIEKCUYECKOMY
JIUKTaHTY.
Four main roles of | TToBropenue Pabora B Jlureparypa k Omnpoc. Ompoc,
a manager. The rpaMMaTHKH: The | 6ubnuoreke, Teme, paboTa ¢ | AOKIAj C
functions of Perfect Continuous | Bkirouast bC ¢ HWHTEpHET- Mpe3eHTaIueH.
managers at Tense forms: Present | 6a30BbiM HMCTOYHUKAMHU BreaynntopHoe
different levels of | Perfect Continuous, | y4eOHUKOM K YTCHUE U TIEPEBO/I.
management Past Perfect | coBapem. VYyacrue B
Continuous, Future | BaeaynuropHoe rpynmoBoit
Perfect Continuous. YTEHHE U TIEPEBO/I. JIACKYCCHH.
Iloaroroska
JIOKJIaja ¢
Ipe3eHTaluen.
IToaroroBska k
TPYIIIOBOMI
JIMCKYCCHH.
The types of [ToBTOpCHME Pabora B Jluteparypa Ompoc, goxaz ¢
business rpaMMaTHKH: Tense | OubnuoTeke, TeMme, paboTa ¢ | mpe3eHTalueH.
communications | forms in the Passive | Bxmouas ObC ¢ HHTEPHET- BueaymuropHoe
inside the Voice. 0a30BBIM HCTOYHUKAMH YTEHHUE U TIEPEBO/I.

organization

Y4eOHUKOM U

IlepeBon
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CIIOBapeM.
BreaynutopHoe
YTEHUE U MEPEBOJ.
IlepeBon
MACCUBHBIX
KOHCTPYKIIUH Ha
PYCCKUI SI3BIK.

MTACCUBHBIX
KOHCTPYKIUHI Ha
PYCCKUH SI3BIK.

IloaroroBka

JIOKJIaza ¢

Mpe3eHTaIueH.
Time [ToBTOpEHME Pabora B Jluteparypa K Ompoc, goxiaz ¢
management: time | rpammatuku:  Modals. | 6ubmmotexke, Teme, paboTa ¢ | mpe3eHTalHeH.
management May and can for | Bxmouas 9BC ¢ HHTEPHET- BreayauropHoe
skills, tips for permission  in  the | 6a3oBbIM HCTOYHUKAMHU YTEHHUE U MEePEBO/I.
effective use of present or future. May, | yueOHHKOM U VYuacrue B
time might, can/could for | cnoBapem. JIEKCHYECKOM

possibility. Could or | BueayauropHoe IOUKTaHTE.

was/were allowed to —
for permission in the

YTEHHUE U MIEPEBOI.
TTonroroBka k

past. Requests. Can and | iekcuueckoMy

be able to for ability. | nukranty.

Ought, should, must, | ITogroroska

have to, need for | noxmamac

obligation. HpEe3CHTAINCH.
A modern [ToBTOpEHue Pabora B Jluteparypa Kk Ormpoc, gokiaj ¢
manager: personal | rpammaTuku: Must, | 6bubnuorexe, Teme, paboTa ¢ | Impe3eHTalHeH.
characteristics, have to, cannot, will, | Bxmrouas 9BC ¢ HHTEPHET- BreayauropHoe
skills and abilities | should for deduction | 6a3oBbIM HUCTOYHUKAMH | YTCHHE U TIEPEBO/I.
required for and assumption. yUYEeOHUKOM 1 VYuactue B
effective Iepenaya MOJANBLHOCTH | CIIOBApPEM. IpYIIITIOBOI
management. The | mo-aHrnuiicku B ycTHOH | BHeaymutopHOe JACKYCCHUHU.
portrait of a U IUCBMEHHOW PEYH. YTEHHE U EPEBOI.
Russian manager Bripaxxenue ITonroroska

MOJAJILHOCTH co0O1IeHUs 110

MHTOHAIIMOHHBIMH, teme. [Toaroroka

JIEKCUYECKHMH, K TPYTIIOBOM

rpaMMaTHYECKIMHU JIMCKYCCHH.

CpeJICTBAMH $I3bIKA.
Team building: [ToBTopenue PaGora B Jlurepatypak | Ompoc.
the different roles | rpammaruku: The use | Oubnmoreke, Teme, pabota ¢ | BHeayauTopHoe
of team members, | of Subjunctive Mood. Brmovast DBC ¢ HHTEPHET- YTEHHE U TIEPEBO/I.
team performance | TlepeBon 0a30BEIM HUCTOYHHUKAMU VYuacrtue B

coclaraTeIbHOTo y4eOHUKOM U JIEKCHYECKOM

HaKJIOHEHUS B | cilOoBapeMm. JMKTaHTE.

CJIIO’KHOTIIO TUMHEHHBIX BueayauropHoe TectupoBanue.

MPEITIOKESHUAX C | YTEHHUE U TIEPEBO/. 3aver.

NPUIATOYHBIMH IMoaroroBka k

YCIIOBHBIMU Ha PYCCKHH | JIEKCHYECKOMY

SI3BIK. JIMKTaHTY.

Conditionals (Types 0, | IToaroroBka k

1, 2, 3). Making a wish. | tecry. IToaroroska

K 3a4eTy.

Personnel [ToBTOpCHME Pabora B Jluteparypa Ompoc, goxaz ¢
management: rpamMmartuku: The oubnmorexe, TeMme, paboTa ¢ | mpe3eHTalueH.
Employee Verbals: Forms, Brmovast DBC ¢ HHTEPHET- BueaymuropHoe
Selection. Job Tense/Voice 6a30BbIM HUCTOYHUKAMH | YTCHHE U TIEPEBO/I.
description distinctions. The use of | yueOHUKOM 1
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the Gerund. CIIOBapeM.
BreaynuropHoe
YTEHUE U MEePEBO/I.
ITonroroBka
JIOKJIazIa ¢
Mpe3eHTaluen.
Staff training. IToBTOpEeHME Pa6ora B JIurepatypak | Ompoc.
Employee rpaMMaTHKH: The | 6ubnuoreke, Teme, pabora ¢ | BHeaymuropHoe
motivation Infinitive: Forms, | Bxmoyast 9bC ¢ WHTEpHET- YTEHHUE U TEPEBOI.
Tense/Voice 0a30BBIM HMCTOYHUKAMU VYuacrue B
distinctions. The | yueGuuKOM 1 JIEKCUYECKOM
functions of the | coBapem. JIIUKTAHTE.
Infinitive in the | BueayautopHoe
sentence. Participle. | urenue u mepeBo.
Forms and functions of | [ToaroroBka k
the participle in the | nekcuyeckomy
sentence. JINKTAHTY.
Planning as one of | TTopropenue Pabora B Jluteparypa Kk Omnpoc, noknaz ¢
the major rpaMMaTHKH: The | 6ubnuoreke, TeMme, paboTa ¢ | Ipe3eHTalUeH.
responsibilities of | Compound  Sentence, | Bkirouast ObC ¢ HWHTEPHET- BreaynuropHoe
management. The | clauses connected by | 6a3oBbM HCTOYHUKAMHU YTEHHE U IIEPEBO/I.
types of plans. means of coordinating | yue6uuKOM H VYuactre B
Recommendations | conjunctions: and, or, | cioBapem. IpyNIIoBOi
for effective else, but and connective | BueayanropHoe IUCKYCCHH.
planning. adverbs: otherwise, | urenue u nMepeBo/.
nevertheless, yet, still, | [TonroroBka
therefore. JIOKJIaa ¢
Mpe3eHTaIuen.
IToaroroBka k
TrpynIoBOi
JINCKYCCHH.
Employee Safety | IToBropenue Pabora B Jluteparypak | Ompoc, moknana ¢
and Health. rpaMMaTHKH: TepeBo] | Oubnuoreke, TeMme, paboTa ¢ | Ipe3eHTalUeH.
Insurance Benefits | na anrmmiickuit  s3bik | BKmowas ObC ¢ HWHTEPHET-
MPOCTHIX TPEATIOKESHUH | 6a30BbIM HCTOYHUKAMHU
C MPSIMBIM ¥ OOpaTHBIM | Y4COHUKOM M
HNOPSJIKOM  CJIOB;  C | CIIOBapeM.
MPUYACTHBIMH u | BaeaymutopHoe
JIeeTPHUYACTHBIMU YTEHHE U TIEPEBO/I.
obopoTamu. [MoxroroBka
JIOKJIazia ¢
IIpe3eHTaluen.
Problem solving: | IToBropenue Pabora B Jluteparypa k Onpoc.
individual and rpaMMaTHKH: The | oubnuoTeke, TeMe, pabota ¢ | BHeayauropHoe
group problem Complex sentence: | sxmouas 9BC ¢ HHTEPHET- YTEHHE U TIEPEBO/I.
solving Subject Clauses, | 6a3oBbIM HCTOYHUKAMHU Vuactue B
techniques, stages | Predicative Clauses, | yuebHrKOM 1 TpyMITOBOI
of consideration Attributive Clauses, | cioBapem. JIACKYCCHH.
and resolution of | Object Clauses, | BaeayautopHoe
the problem Adverbial Clauses, | uTeHue u nepeBo;I.
Relative Clauses TToaroroBka k
TpyIIOBOI
JICKYCCHH.
International [MoBTOpeHue Pabora B Jluteparypa k Onpoc, noknaaa ¢
management: rpammatuku: [lepeBoj | Oubmmoreke, TeMe, paboTa ¢ | Ipe3eHTAIHEH.
managing large CJIOKHOTIOJUMHEHHBIX | BKIrouas ObC ¢ WHTEpHET-
English Russian npeuiokenuit:  Subject | 6a3oBbiM MCTOYHUKAMHU
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and international Clause, Predicative | yueOHUKOM H
companies Clause, Object Clause, | cnoBapem.

Attribute Clause, | BaeayauropHoe

Adverbial Clauses of | urenue u iepeBo.

Time, Condition, Cause | IToaroroska

Ha PYCCKUI SI3bIK JIOKJIaJia ¢

IIpe3eHTaluen.

Approaches to [ToBTOpEHUE Pabora B JIureparypa k Ompoc.
managing the rpammatiki. Emphasis. | 6ubnuorexke, Teme, pabota ¢ | BHeaymuTopHoe
company in a The emphatic Do, Cleft | Bxmouas OBC ¢ HHTEPHET- YTEHHE U IIEPEBO/I.
changing external | sentences. Double | 6a30BbM HUCTOYHHUKAMHU TectupoBanue.
environment. The | negation: the participle | yue6HMKOM 1 DK3aMeH.
ways of Not before a negative | cioBapem.
improving the adjective/adverb. BueaynutopHoe
company's YTEHHUE U MEPEBOI.

competitiveness

TTonroroska k
tecty. [loaroroBka

K 9K3aMEHY.

6. OneHouHble MaTepuaJibl 1Jisl MPOBCACHUSA l'[pOMe)KyTO‘IHOﬁ arrecranumn 06yqa10umxcﬂ mo

AUCHHUILJINHE

6.1. Onucanue noka3arejeu u KPpUTEPUEB OLICHUBAHUA KOMHeTeHHHﬁ, OIIMCAHHUEC IIKAJI
OI¢CHUBaAHUA

HaumenoBanue
n/m

PHECHOYHOI'0 CPEICTBY

Kparkasn
XapaKTepUCTHKA
OLICHOYHOT'0 CpecTBA

IIxaJjia 1 KPUTEPHUH OLICHKH,
ERA |

Kpurtepun
OLICHHBAHUA
KOMIICTCHIIMH

1 Ompoc

CO6op nepBUUHOI
HHPOPMAIIH 1O
BBISICHEHHIO YPOBHS
YCBOEHUS IPOHJEHHOTO
MaTepuana

«3a4TeHo», eciiu CTyACHT
JEMOHCTPUPYET 3HAHHE
MaTepuana 1o pasaeny,
OCHOBaHHbBIE Ha 3HAKOMCTBE C
00s13aTenbHON TUTEpaTypor U
COBPEMEHHBIMH

My OTUKAIASIME;, TaeT
JIOTUYHBIE,
apryMEHTUPOBAHHBIE OTBETHI
Ha [TI0CTaBJICHHbBIE BOIIPOCHI.
Honyckarorcs
HE3HAYUTCIBbHBIC HCTOYHOCTHU
B OTBETAX, KOTOPBIE CTYACHT
HCIIPABIISIET IIyTEM
HaBOJSIIMX BOIIPOCOB CO
CTOPOHBI MPETOIaBaTEes.

«He 3auTenoy, eciim UMErOTC
CYLIECTBEHHBIE IPOOEIIBI B
3HaHWU OCHOBHOTO
MaTepuaia o paszjeinam
y4eOHOM AMCUUIIINHEL, &
TaKXe JOIYIIECHBI
MIPUHLUITHAIBHBIE OIIHOKU
MIPH U3JTI0KEHUH MaTepuana.

YK-4.1;
YK-4.2,
YK-4.4

2 Hoxnan /
coob1enne

[Ty6nuunoe, pa3BépHyTOE,
coobrienue (vau
JIOKYMEHT) TIO
ONPEJICTIEHHOMY BOIIPOCY,

«5» — Jlokiiazi COOTBETCTBYET
3asBJICHHOW TE€ME, BBIIIOJIHEH
C IPUBJICYECHUEM
JIOCTATOYHOT'O KOJINYECTBA

VK-4.1;
VK-4.2;
VK-4.4
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OCHOBaHHOE Ha
MIPUBJICUYCHUU
JIOKYMEHTaJIbHBIX
JIAHHBIX, COJIEpKaHUE
KOTOPOT'O OTPAXAET CYyTh
BOIIpOCa.

HAYYHBIX U MIPAKTHYECKUX
HCTOYHHUKOB IO TEME,
CTYJICHT B ITOJTHOM 00BeMe
OTBEYAET Ha BOMPOCHI TEME
JIOKJIaa,;

«4» — Jlokian B eaoM
COOTBETCTBYET 3asBICHHOM
TeMe, BBITIOJHEH C
IMPUBJICYCHHUEM HECKOJILKUX
HaY4YHBIX U MPAKTUYCCKUX
HCTOYHHUKOB IO TEME,
CTYACHT B COCTOSAHHUU
OTBETUTL HAa 4aCTh BOIIPOCOB
0 TeMe JTOKJIAJa,;

«3» — Jloksiag HE COBCEM
COOTBETCTBYET 3asBJICHHOM
TEMCE, BBIIIOJIHCH C
KCIIOJIb30BaHUEM TOJIBKO 1
WK 2 UCTOYHUKOB, CTYIEHT
TOTYCKaeT OIMMOKH MpH
H3JIOKECHUU MaTepurajia, HE B
COCTOSTHMH OTBETUTH Ha
BOMPOCHI TI0 TeME JO0KIIa/a;

«2» — TOKJIaTYUK HE PACKPBLI
TeMy.

[Ipe3enrtanus

[TyO6nuyHOE BBICTYIICHUE
C Hpe/CTaBICHHEM
MOJTyYSHHBIX PE3yJIbTaTOB
B mporpamme Microsoft
PowerPoint

«5» — [Ipencrapnsemas
nHpopMaIus
CHCTEMAaTU3UPOBaHA,
rocJiefoBaTeabHa U
JIOTHYECKH CBSA3aHAa.
[Ipobnema packpeiTa
noxaHocTso. [npoko
KCIIOJB30BaHbl BO3MOKHOCTH
TexHoaornu Power Point;

«4» — IIpencrapnsemMas
WH(pOpPMAIHS B LIEJIOM
CHUCTEMAaTHU3UPOBAHA,
noclieIoBaTeNibHA U
JIOTHYECKH CBsI3aHa
(BO3MOXHBI HEOOJIBIIIHE
otkyoHeHus ). [Ipobaema
packpbITa. Bo3MoxHBI
HE3HAYMTEIIbHBIC OIIMOKU
npu oopmiteHnn B Power
Point (He Gonee nBYX);

«3» — Ilpencrasnsiemas
nH(pOpMaIVs He
CHCTeMAaTHU3WPOBaHA W/IIN HE
COBCEM IMOCJICA0BATENIbHA.
[IpoGiiema packpsita He
MOJTHOCTHIO. BEIBOIBI HE
CJlIeJIaHbI UJIN HE
o6ocHOBaHEI. Bo3MoxxHOCTH
texnosornu Power Point
KCII0JIb30BaHbI JINIIIb

VK-4.1;
VK-4.2;
VK-4.4
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YaCTHUYHO,

«2» — Ilpencrasnsemas
HHpOpMAIHs He
CHCTEMaTH3UPOBaHa.
B03MOKHOCTH TEXHOJIOTHH
Power Point ucrions30BaHbI
JIMIIb YaCTUYHO.
MHOrouucIeHHbI OINOKH
pu 0pOpMIICHUH.

TecTupoBanue TecTtupoBanne MOXHO «OTJIMYHOY — OIS VK-4.1;
MIPOBOAUTH B popMme: MPaBHIBHBIX OTBETOB §0- YK-4.2,
®  KOMIBIOTEPHOTO 100 %; YK-4.4
TECTUPOBAHMU, T.€. «XOPOLIO» — OIS
KOMIIBIOTEP MIPOU3BOJIBHO | mpaBUIBHBIX OTBETOB 60-

BBIOMpAET BOMPOCHI U3 79 %:

0a3bl I[aHHb.IX MO CTEMEHM | o p e TROPHTETBHO —
CIOMHOCTH, JTOJISt IPaBUJILHBIX OTBETOB
®  THCHMEHHBIX 40-59%:

OTBETOB, T.€.

[IpEMoJIABATE b 3AaET «HEYIOBJIETBOPUTEIBHOY —
BOTPOC H JI8€T HECKOJBKO JOJISE Hpal;I/IJILHI)IX OTBETOB
BapHaHTOB OTBETA, a menee 40%.

CTYJEHT Ha OTAEIHHOM

JIMCTE 3aIllUCBhIBAET

HOMepa BOIIPOCOB H

HOMeEpa

COOTBETCTBYIOIINX

OTBETOB

JleMoHCTpanus OCBOCHHBINH CYOBEKTOM «5» CTyneHT moKa3pIBaeT VK-4.1;

MPaKTUYECKUX croco0 BBITTOTHEHUS XOpOIINe 3HaHUS yI4eOHOTO YK-4.2,

YMEHUI JIEUCTBUS, Marepualia rno TeMe, 3HaeT VK-4.4
obecrieunBaeMBbIi AITOPUTM MPAKTHIECKOTO
COBOKYIHOCTBIO yMeHHs (MaHUITYJISIHAN),

nproOpeTEHHBIX 3HAHUH U
HaBBIKOB

MOCIIEI0BATENEHO
JEMOHCTPUPYET
MpakTHdecKkue ymeHus. Jlaet
YAOBJIETBOPHUTEIHHBIE OTBETHI
Ha JOMOJTHUTEJIbHBIE
BOTIPOCHI.

«4» — CTyeHT BrnajeeT
YAOBJIETBOPHUTEITHHBIMHU
3HAHUSAMU 110 TPAKTHIECKUM
YMEHUSIM, JEMOHCTPUPYET
MPAKTHYECKUE YMEHHUS C
OINOKaMH, HYKJaeTcs B
MOICKa3Kax Mpero iaBaTers,
JIacT HEIOJIHbIC OTBETHI HA
TTOCTaBJICHHBIC BOTIPOCHI.

«3» — CtyneHT Bnajeer
OTPBIBOYHBIMH 3HAHUSIMH T10
MPaKTUYECKUM YMEHUSM,
3aTpyAHSICTCS] B YMEHUU UX
OCYIIECTBUTH, 1aET
HEIOJIHBIE OTBETHI Ha
MIOCTaBJICHHBIC BOIIPOCHI.
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«2» — CTyJIeHT He 3HaeT
QITOPUTM MPAKTHIECKOTO
yMeHUS (MaHUITY JISIIAH )
W/WJIA HE MOXKET
MPOJEMOHCTPUPOBATH
MPaKTHIECKOE YMEHHE
(MaHUTTYJIAIHUIO).
3arpyHseTCsS ¢ OTBETaMH Ha
MTOCTaBJICHHBIE BOITPOCHI.

Keiic-3amaun OO0yuaromuii MaTepual, «3auTeHOY, €ClIi OTBET HA VK-4.1;
HCIIONB3YIOUINI OMKCaHUe | BONPOC 3a7a4u JaH VK-4.2;
peanbHBIX npaBwIbHBIA. OOBsICHEHNE YK-4.4
SKOHOMHUYECKUX, X0/Jla ee peleHus MoApoOHoe,

COLIMABHBIX U OU3HEC- MOCIIETI0OBATENLHOE,
CUTYyaIlii, OCHOBAaHHBIX TPaMOTHOE, C
Ha peaTbHOM TEOPETHUECKUMHU
¢dakTrueckoM marepuane | 000CHOBaHUSMH (B T.4. U3
HJTH JK€ TIPUOIIKEHBI K JIEKIIMOHHOTO Kypca), C
peabHOM CUTYALIMH. HE0OXOTUMBIMHU
OOyuaromuecst JOKHBI MOSICHCHUSIMU U
HCCIIEIOBATh CUTYAIHIO, JIEMOHCTPAIIMSMU; OTBETHI Ha
pazobpaTbcs B CyTH JIOTIOJTHUTENbHBIE BOTIPOCHI
npo0eM, MPeJIoKUTh BEPHBIE, YCTKUE.
BO3MOJKHBIE PEIICHUS U JomyckatoTtcs
BBIOpaTh Jydlliee U3 HUX. | He3HAYNUTEIbHbIE HETOUHOCTH
1 3aTPyIHCHUS.
«He 3aureno», OTBeT Ha
BOMPOC 3a/1a4H HE JIaH WIN
JIaH HE BITOJTHE MPaBUIIbHBIM.
OO0bscHeHuE X01a ee
pelIeHus] HeJOCTaTOYHO
MIOJIHOE,
HEToCJeI0BaTeNIbHOE, C
OIIMOKaMHu, CIIa0bIM
TEOPETUUECKUM
000CHOBaHUEM (B T.U.
JIEKITUOHHBIM MaTEPUaJIoM),
JIOTIOJTHUTETHHBIC BOTIPOCHI
HEJ0CTaTO4YHO YETKHE, C
OIMMOKAMH B JIETAIISX HITH
BBI3BIBAIOT 3aTPYIHCHHSI.

KonTponphas Co6op nadpopmanuu o «5» — comepxaHue YK-4.1;

pabora BBISICHCHUIO YPOBHSI COOTBETCTBYIOT YK-4.2;
YCBOEHMSI IIPOUJIEHHOI'O MIOCTaBJICHHBIM LIEJIN U YK-4.4

Marepualia

3a7a4am, U3JI0KCHUE
Marepuaa OTIHYaeTCs
JIOTHYHOCTBIO ¥ CMBICIIOBOM
3aBEPIICHHOCTBIO, CTYJICHT
HoKa3a BlaJeHuUe
MAaTEpHUAIIOM, YMEHHE YETKO,
apryMEHTUPOBAHO U
KOPPEKTHO OTBEYaTh Ha
IMOCTABJICHHBIC BOIIPOCHI,
OTCTauBaTh COOCTBEHHYIO
TOYKY 3pCHHS;

«4» — comepxanue

23




HEJOCTaTOYHO TTOJTHO
COOTBETCTBYET
MOCTaBJICHHBIM LIETH U
3aJa4aM UCCIIC0BaHus,
paboTa BEITIOJTHEHA Ha
HEJIOCTATOYHO IIHUPOKOU
HMCTOYHHUKOBOMU 0a3e u He
YYHUTHIBACT HOBECHIITHE
JIOCTHKCHHS HAYKH,
W3JTIOKEHHE MaTeprana HOCUT
NIPEUMYIIECTBEHHO
OTIHMCATENBHEIN XapakTep,
CTYJEHT MOKa3al JOCTATOYHO
YBEPEHHOE BJiaJIcHUE
MaTepUaJIOM, OJTHAKO
HEJOCTaTOYHOE YMEHHE
YETKO, apI'yMEHTHPOBAHO U
KOPPEKTHO OTBEUYaTh HA
MOCTaBJICHHBIE BOMIPOCHI U
OTCTaWBaTh COOCTBEHHYIO
TOYKY 3PCHHS,

«3» — comepKaHue He
OTpaxkaeT 0COOCHHOCTH
MPOOJIEMaTHKHU TEMBI,
cojiepkaHue pabOTH He
MOJTHOCTBIO COOTBETCTBYET
MOCTaBJICHHBIM 3a/1a4aM,
WCTOYHHUKOBAs 0a3a
¢parmeHTapHa 1 He
MO3BOJISIET KAUYECTBEHHO
PEIINTH BCE MMOCTABICHHBIC B
pabore 3amaun, pabora He
YUYUTBIBAECT HOBEHUIINE
JIOCTHIKEHUS UCTOpPHOTpaduu
TEMBI, CTYJEHT MOKa3al
HEYBEpEHHOE BIIaJICHUE
MarcepuajioM, HCYMCHHUE
OTCTauBaTh COOCTBEHHYIO
IIO3MIIUIO U OTBCYATH HA
BOTIPOCHI;

«2» — paboTa HE IMEET
JIOTUYHOU CTPYKTYpBHI,
coJiepkaHue paboThI B
OCHOBHOM HE COOTBETCTBYET
TeMe, HICTOYHHMKOBas 0a3za
HEOCTaTOYHA JUIS PELICHUS
MOCTaBJICHHBIX 3a]1a4,
CTYACHT MOKa3al
HEYBEpEHHOE BIIaJIcHUE
MaTepuaioM, HeyMEeHHE
¢dhopmMyTupOBaTH
COOCTBEHHYO MO3UIIHIO.

I'pynmnosas
JUCKYCCHS

O1eHOYHOE CPEJICTBO,
MIO3BOJISIIONICE BKITFOUUTD
00yYaromuxcs B Mpo1ecc
00CyXKICHUS

«3a4TEHO» — 00yJAIOTHICS
JIEMOHCTPHUPYET 3HAHUE
MaTepuaa o TeMe pasjena,
OCHOBaHHBIE Ha 3HAKOMCTBE C

YK-4.1;
YK-4.2,
YK-4.4
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MpeICTaBICHHON TEMBI,
pOOJIEMBI U OLICHUTH UX
yMEHHE apTyMEeHTHPOBATh
COOCTBEHHYIO TOUKY
3pCHUSL.

00s13aTeNFHOM TUTEPaTypOr 1
COBPEMEHHBIMU

My OJIMKAMSIMU; aKTUBHO
y4acTBY€T B JUCKYCCUU; AAET
JIOTUYHBIE,
apryMEHTHPOBaHHBIE OTBETHI
Ha [IOCTABJICHHBIE BOIPOCHI.
«HE 3a4TE€HO» — OTCYTCTBUE
3HaHUH 110 U3y4aEMOMY
paszzneiny; HA3Kas akTUBHOCTh
B JJUCKYCCHH.

9 Jlexcuueckui CpencTBo npoBepKu «OTIIUYHO» — JOJIA YK-4.1,
' TUKTAHT 3HAHUS JEKCUKO- MpaBUIBHBIX 0TBETOB 80- VK-4.2;
TPaMMaTHIECKOTO 100%; YK-4.4
MUHUMYMa 0 U3y4aeMOi | «XOPOII0» —H0JsI
TeMe B 00beMe, MPaBHIBHBIX OTBETOB 65-
HEOOXOMMOM ISt 79,9%);
PpabOThI C HHOSI3LIYHBIMU «YJOBJIECTBOPUTEIHHOY —
TEKCTaMH B IIPOLIECCe JTOJISl TIPaBUJILHBIX OTBETOB
PO eCCHOHATTEHOM 50-64,9%;
JIESITeILHOCTH. «HEYIOBJIETBOPUTEIILHOY» —
JIOJIsl TIPAaBUJILHBIX OTBETOB
MeHee 50%.

10. ITepeBox TekcTa CpencTBo MpoOBEPKH OrneHnBaeTCs TOYHOCT U VK-4.1;
coOJIroIeHUs MIOJIHOTA TIepeIadun Kak VK-4.2;
rpaMMaTHYECKUX, OCHOBHOM, TaK 1 VK-4.4
CHUHTAKCHYECKUX, BTOPOCTETIEHHON
oporpadruecknx nHpopmarun. [lepeBog

MIPaBUJI, COOJIOICHHUS
SI3BIKOBOM HOPMBI U CTHIIS
IIpH MIEPEBOJIE C
WHOCTPAHHOTO sI3bIKa Ha
POIIHOIA, aIeKBATHOCTH
IepeBoIa TeKCTa-
OpUTMHAaNA Ha POJIHOMI
SI3BIK.

ouenuBaercs B 100 6amios.
[Ipu 3TOM 32 MpaBUIIBHBIN
MepPeBO;

1) JeKCHYECKUX €IUHUIL
naercst ot 0 no 40 dayutoB
(BepHBIi BEIOOD
9KBHUBAJICHTOB CJIOB;
nepeBeIeHbl BCE CIIOBA, KaK
HEUTpAJIbHOH, TaK U
TEPMUHOJIOTHYECKON
JIEKCHKH; TIepe/IaHbl BCe
peanuu U UMeHa
coOCTBEHHBIE; TIPABUIHHO
MePEeBEICHBI BCE CBOOOIHBIC
U YCJIOBHBIC
CJIOBOCOYETAHMS);

2) TpaMMaTHYECKUX EANHHUIL 1
KOHCTpyKIuii ot 0 1o 40
0aJuToB (BepHBIN TIEpEBOT
BHJIOBPEMEHHBIX (hopM
rjlaronia, 3ajora u
HaKJIOHEHHUS IJ1arona,
MOJAJIbHBIX TJIaroJioB,
HENMYHBIX (opM rinarona u
KOHCTPYKLHH C HUMH;
MPaBUIIBHO MEPEAAHO YHCIIO U
MaJie)k CyNIeCTBUTEIbHBIX;
YUYTEHBI TIPH TIEPEBO/IC
CTENIEHHU CPaBHEHHUS
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MPUJIATaTeJIbHBIX U Hapeuuhi);
3) CHHTaKCHYECKHX
koHCcTpyKIuit ot 0 mo 10
OaioB (BepHO BBIOPAHO
3HAYEHHUE CJIOB-
3aMEeCTUTEIICH; epe1aHbl
sMmpaTHIECKUE
KOHCTPYKIIMH);

4) CTUTHCTHYECKH
TIPaBUIHHBIN (aICKBATHBIH )
nepesof ot 0 1o 10 6ayios.
[llkana cooTBeTCTBUSA
KOJTMYeCTBa HAOpaHHBIX
6aJIoB OLIEHKE IO
MUCbMEHHOMY TIEPEBOJIY:
100-86 6a10B — KOTIAYHOY,
85-76 6aoB — «XOpOUIo»,
75-55 6aioB —
«YAOBIETBOPUTEIHHOY,

54 6anna u MeHee —
«HEYJIOBJICTBOPUTEIIBHOY.
[MToka3zarenu nepenaun
OCHOBHOTO COJICPKAHUS
OIICHUBAIOTCSA 110 4-0aJUTEHOM
IKaJe:

5 6amnoB (OTJIMYHO),

4 6amta (XopoIo),

3 Gamna
(YIOBIETBOPHUTENBHO),

2 bamna
(HEyZOBIETBOPHUTEIHHO).
Bamnnel cymmupyrores, u
BBIBOAMTCS CPEIHUI OasmI.

6.2. MeToauyeckue MaTepHuaJIbl, ONpPeIesiiolue NpoueIypbl OlleHUBAHUS 3HAHUI, yMEHUI,

HABBIKOB U (MJIM) ONBITA AeATeJIbHOCTH, XapaKTePU3yOIINX 3Tanbl GopMUpPOBAHUA
KOMIIEeTEHIUIi B Mpoiecce 0CBOCHUsSI OCHOBHOI nmpogdeccuoHaJIbLHOH 00pa3oBaTeIbHOM

MpPOorpaMMabl
No ®opma koutpoJs/ | Ilpouexypa oneHnBaHusA IIxana U KpUTEPUH OLEHKH, 6AJLI
KOJIbI
OLleHHBAaEMBIX
KOMIIeTeHIH i
3auer / [IpaBmbHOCTE OTBeTOB Ha | OIEHKAa «3a4YT€HO» BBICTABISAETCS B TPEX
YK-4.1; BCE  BOMpOCH  (BepHOE, | CiydYasx:
YK-4.2, YeTKoe M JI0CTarouHo | 1. MmpaBHIBHOCTH MCIOJIB30BAHUS S3BIKOBOTO
YK-4.4 rIyO0oOKOe M3JIOKEeHHE HJIeH, MaTepuana (t.e. COOTBETCTBHE
MTOHATHHN, (PAKTOB U T.1I.); rpaMMaTHYECKUM, JIEKCUYECKUM u

Coueranne TOJTHOTBI WU
JTAKOHWUYHOCTH OTBETA,
Hanuuue NPAKTUYECKUX

(DOHETUYECKHMM HOpPMaM HWHOCTPAHHOTO
SI3BIKA).

. IIOJJHOTAa HW aACKBATHOCTh ITOHHMAHUA

YMCHI/Iﬁ o  JUCHUIIIIMHE COZACPpIKAHUA YCIIBIIIaHHOTO n
(BLIHOJ'IHCHI/IG MMPOYUTAHHOTO.

MMPAKTUYECKOTO 3a1aHus, . KOPpE€KTHOCTH U CJIOKHOCTb IMMCBbMEHHOT'O
COOTBCTCTBYIOIIICTO JI000H BBICKAa3bIBaHU C TOYKH 3pCHUA
TEMC H3y‘ia€MOfI COACPIKAHUA )41 YPOBHHA SI3BIKOBOM
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JCITUTUTAHBI);
OpHeHTHpOBaHHE B

y4eOHOH, HAy9HOH W
CIIELIMAJIbHOM JIUTEpaTypeE;
Jloruka u
apryMEHTHUPOBAaHHOCTh
U3IIOKCHHUS,

I'pamotHOE
KOMMEHTHPOBaHHE,
MIpUBeICHUE MIPHIMEPOB,
AHAJIOTHUH;

Kynbrypa otBera.

TPYAHOCTHU, COOTBECTCTBUC CTUJIIO U KAHPY
IMHUCHbMCHHOT'O BBICKA3bIBAHUA.
«3auTeHOoY BBICTaBJIACTCA, KAK MUHUMYM, IIpHU

YCBOGHUHU o0yyJaromumest OCHOBHOTO
MaTepuana, B H3JIOXKEHHH  KOTOPOTO
JIOTTY CKAIOTCS OTJIENTbHBIC HETOYHOCTH,
HapyIIeHue MOCTIeI0BaTEeIbHOCTH,
OTCYTCTBHE  HEKOTOPBIX  CYLIECCTBEHHBIX
JeTanei, UMEIOTCS 3aTpyTHEHHSI B

BBITTOJTHCHUUIIPAKTHYCCKUX 3aJIaHMI.

OrneHKa «HE 3aYTEHO» BBICTABIICTCS B TOM
cllydae, KOrJia OOy4alolIMiCs He BIajeeT
3HAYUTEIBHON YacThIO Marepuana,
JOMyCKaeT TMPHHLUUNHAIBHBIE OIIMOKH, C
OONBIIMMHU ~ 3aTPYJHECHUSIMH  BBIMOJHSIET
MpakTU4ecKue  paboThl,  €CcIH  OTBET
CBHJIIETETLCTBYET 00 OTCYTCTBUM 3HAHUH 1O
MpeIMeTy,  TEOPETHYECKOe  COJepIKaHUe
y4eOHOM  JMCUUIUIMHBI ~ HE  OCBOCHO,
HEOOXOJUMBIE MPaKTUYECKUE YMEHUS
pabotel He cdopmupoBaHsl, 50 u Oomnee
MPOIICHTOB y4eOHBIX 3aJ1aHui,
MPEeIyCMOTPEHHBIX TPOTrpaMMON O0y4eHUs,
HE BBIMOJIHEHBI, COJEpKaT rpyOble OMIMOKH,
JIOTIOJTHUTENIbHASL CaMOCTOsITeNbHas paboTa
HaJl MaTepHaIoM JUCTIUTUTAHBI HE
mpoBeleHa, JIH00 KayecTBO BBITIOJTHEHUS
HU3Koe, Oombioe uucio 3anatuil (50 % wu
Oonee) mpomymieHO 0€3  YBaXHUTEIBHOU
MIPUYUHBI ¥ 0€3 MoCIeAyIone 0TpaboTKH.

IK3aMeH /
VK-4.1;
VK-4.2;
VK-4.4

OK3aMeH COCTOHMT U3 JIBYX
YyacTed: mepBas  4acTh
MPEANONaraeT  UTOTOBYIO
NHUCbMEHHYIO KOHTPOJIbHYTO

paboty 1o JIEKCUKO-
rpaMMaTHIECKOMY
MaTepHary Kypca
WHOCTPAaHHOTO  SI3bIKA U
IpenBapseT yCTHYIO 4acTh.
1. Yrenne,
MUCbMEHHBI MEPEBOJA  CO
cJI0BapeM
poecCHOHAIBHO -
OpUEHTHPOBAHHOTO TEKCTA
00BEMOM 1500-2000
MeYaTHBIX 3HAKOB,
oOcyxenne ero
CoZIep KaHMs Ha
AHTJINMCKOM SI3BIKE.

2. O3HaKOMUTEIILHOE
YTEHUE u
KOMMEHTHPOBaHUE
JIEJIOBOTO nUChMa Ha
aHTIINICKOM SI3BIKE.

3. VcTHOE U3NOXKEHUE

OﬂHOﬁ N3 H3YUCHHBIX B

OneHka «OTIMYHO» — O3HAKOMHUTEIBHOE
YTEHHE CO CKOpocThio 150 cioB B MUHYTY
(arTNMiicKui A3BIK). Konuuectso
HE3HAKOMBIX JJs1 OOydaromierocs cJjIoB He
npeBblmaet 2-3 % 1Mo OTHOLICHUIO K 00IIeMy
KOJIM4YECTBY CJOB. [IpaBuiIbHBIA NMUCHMEHHBII
nepeBoJi pparmenTta Tekcra oobemom 400-500
1ey. 3H. CO CJIOBapeM IPH MOUCKe (parMeHTa
ux odbmero oorema texctoB 8000-9000 meu.
3. (Bpems 45 wmwumHyT). becema ¢
MIPETIoIaBaTeNeM 1o TeME CIeNHUaIbHOCTH 0e3
rpaMMAaTHYECKUX OLITHOOK.

OneHka «XOpowo» — O3HAKOMHUTEIbHOE
YTeHHe €O cKopocThio 130 cioB B MUHYTY
(anrmuiickuii  s3pIk), 100 c10B B MHUHYTY
(bpaniy3ckuii W HEMENKHH  S3BIKH).
KonmaecTBO HE3HAKOMBIX IJTsT 00yYarOmerocs
CJIOB HE TpeBbImAaeT 5 % MO OTHOLIECHHIO K
o0memMy KonudecTBy cioB. IluceMeHHSBIH
MEpeBoJl C HEKOTOPBIMH  HETOYHOCTSMHU
Tekcta o0bemMom 400 med. 3H. CO ClOBapeM
npu noucke ¢parMeHTa X oduiero odvema
tekctoB 8000 meu. 3H. (Bpems 45 MUHYT).
becena ¢ mpemomaBareneM 1o Teme
CHELUATBHOCTH c HEKOTOPBIMHU
IrpaMMAaTHYECKUMH OIIHOKaMH.
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TEYEeHHE Kypca TEeM.
OLeHuBaroTCs:

— CTENeHb PacKpBITHS
coJlepKaHMsI MaTepHana;

— MW3JIOKEHHE Marepuana
(rpaMOTHOCTH peuu,
TOYHOCTb  HCIOJIb30BaHUS
TE€PMUHOJIOTUU 51
CUMBOJIUKH,  JIOTHYECKas
[IOCJIEI0BATEIbHOCTD
M3JI0’)KEHUS MaTepuana,

— 3HaHHE TEOpUHU
M3YYEeHHBIX BOIIPOCOB,
c(hOpMUPOBAHHOCTh u
YCTOHYHBOCTb
HCIONB3YyEMBIX NPU OTBETE
YMEHUI U HaBBIKOB,

— aJIeKBaTHOCTH
nepeBoja.

Ornenka «YAOBJIETBOPUTEIHHO -
03HAaKOMUTEJIBHOE YTE€HUE cO cKopocThio 100
CJIOB B MUHYTY (QHTJIMACKHH A3bIK), 80 CJIOB B
MUHYTY (QpaHIly3CKHIl M HEMEUKHH SI3BIKH).
KonnuecTBO HE3HAKOMBIX AJIs1 00YJArOIIErocs
cioB He mpeBbimaer 10 % mo OTHOIIEHHIO K
ob0meMy KoOmW4ecTBYy cJloB. [IMCbMEHHBIN
NepeBo]] ¢ HATMYHEM HETOYHOCTEH M OIMOOK
tekcta oobeMoMm 400 med. 3H. CO ClOBapeM
IpH TOMCKe (parMeHTa WX o0Iero oobema
tekctoB 8000 meu. 3H. (Bpemss 60 MHHYT).
becena ¢ npemopaBaTenem 1m0 TeMe
CIENMATFHOCTH co MHOTUMHU
rpaMMaTHYECKUMHU OITHOKAMH.

Ornenka «HEYAOBJIETBOPUTEIHHO -
03HAKOMHUTENIbHOE YTEHHE CO CKOpocThio 80
CJIOB B MUHYTY (aHINIMHACKHHN A3BIK), MeHee 50
CIIOB B MUHYTY ((paHIy3cKHii M HEMEUKUH
s3plkn).  KOJM4YecTBO  HE3HAKOMBIX IS
oOydatomerocst cinoB mnpesbimaer 20 % 1o
OTHOLICHUIO K OO0IIeMy KOJHYECTBY CIIOB.
[IucbMeHHBIN MepeBOA ¢ MHOTOYUCICHHBIMU
ommOKaMM ¥ He 3aBepiieH 3a 60 MHHYT.
becena ¢ mpemomaBareneM 1Mo TeMe
CHEIUAILHOCTH HE COCTOUTCH.

6.3. TunoBbIe KOHTPOJIbHBIE 32/IaHUS UJIH HHbIE MATEPHAJIbI, He00X0TUMbIE /1JIsl IPOLEAyPhI
OLlCHUBAHMSI 3HAHUI, YMEHHM i, HABBIKOB U (MJIM) ONbITA AeATEJbHOCTH, XaPAKTEPHU3YIOLIUX
JTanbl (POPMUPOBAHUS KOMIIETEHLIMI B Mpolecce 0CBOEHHU OCHOBHOM MPo(deccHoHAIbLHOI

00pa3oBaTeJILHON MPOrPaMMBbI

6

6.3.1. TunoBnie 3aJaHuA JISI IPOBEACHUA TECKYILIECIr0 KOHTPOJIsA oﬁyqamumxcﬂ

1.

good friends.

American.

?» «No, she's out. »

3.1.1.
a) Annaand I am
b) Annaand I are
c) Annaand I
d) Anna and | be
Those people
a) isn't
b) don't
c) not
d) aren't
«
a) Is at home your mother
b) Does your mother at home
c) Is your mother at home
d) Are your mother at home
«What colour

7 «Red.”

a) your caris
b) your car

TunoBble BApUAHTHI TECTOBBIX 3aaHUI

28




10.

11.

12.

13.

c) isyour car
d) has your car

Look, there is Sarah. a brown coat.

a) She wearing

b) She is wearing
c) She has wearing
d) She's wear

You can turn off the television. it.

a) I'mnot watch
b) 1 don't watching
¢) | not watching
d) I'm not watching

« today?» «No, he's at home.»

a) Is Ben working
b) Is work Ben
c) Isworking Ben
d) Is Ben work

We away at weekends.

a) go often
b) often go
c) often going
d) are often go

« play the guitar?» «Yes, but I'm not very good at it.»
a) Do you

b) Are you

c) Does you

d) You

I don't understand this sentence. What ?

a) mean this word
b) means this word
c) does mean this word
d) does this word mean

Please, be quiet.

a) 1 working.
b) 1 work.

c) I'mworking.
d) I'm work.

Tom a shower every morning.

a) has

b) having

c) ishaving

d) have

What at weekends?

a) are you usually doing
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14.

15.

16.

17.

18.

19.

20.

21.

22

b) do you usually
c) are you usually do
d) do you usually do

The weather last week.

a) isgood

b) was good
c) were good
d) had good

a) go

b) went
C) goes
d) was

I TV yesterday.

a) didn't watch

b) didn't watched

c) wasn't watch

d) didn't watching

What at 11.30 yeasterday?
a) was you doing

b) were you doing

c) you were doing
d) were you do

Jack was reading a book when his phone
a) ringing

b) ring

c) rang

d) was ringing

«Where is Rebecca?» « to bed.»

a) Sheisgone

b) She has gone
c) She goes

d) She have gone

«Are Laura and Paul here?» « No, they

Caroline to the cinema three times last week.

a) don'tarrive yet

b) have already arrived
c) haven't already arrived
d) haven't arrived yet

«How long married?» «Since 2007.»

a) you are

b) you have been
c) hasyou been
d) have you been

. Andrew tennis tomorrow.

»
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23.

24,

25.

26.

27.

28.

29.

30.

31

a) is playing
b) play

c) plays

d) isplay

«What time is the concert tonight?» «It at 7.30.»

a) is start

b) is starting

c) isgoing to start
d) starts

I think Kelly the exam.

a) passes

b) will pass

¢) will be pass

d) is going to pass

It's a nice day. for a walk?

a) Do we go
b) Shall we go
c) Arewe go
d) Gowe

I'm having a party next week, but Paul and Rachel

a) can't come

b) can't to come
c) can't coming
d) couldn't come

It's a good film. You go and see it.

a) should to
b) need

c) oughtto
d) should

Excuse me, a hotel near here?

a) has there
b) is there
c) thereis
d) isit

a) Ithas

b) There have
c) Thereis
d) There are

| don't want this book. You can have
a) it
b) them

c) her
d) him

. Sue and Kevin are going to the cinema. Do you want to go with

a lot of accidents on this road. It's very dangerous.
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a) her
b) they
c) them
d) him

32. Have you seen ?

a) the car of my parents
b) my parent's car
C) my parents' car
d) my parents car

33. I'm going to buy

a) hat and umbrella

b) ahat and a umbrella
¢) ahatand an umbrella
d) an hat and an umbrella

34. Where can | get about hotels here?

a) some information
b) some informations
¢) an information

35. We enjoyed our holiday. hotel was nice.

a) Hotel
b) A hotel
¢) An hotel
d) The hotel

6.3.1.2. [IpumepHbIe TeMBbI T0KJIAT0B U COOOIIEeHH I
Pa3nen 1. Education policy in Russia and abroad

The Education System in the USA.
The System of Education in Great Britain and Russia: comparative analysis.
3. My university: entrance requirements, faculty members, leisure time activities.

N

Pazgen 2. How management developed

=

What is management? The history of management.
Modern management theories.
3. Globalization and Competition Trends in Human Resource Management.

N

Pa3nen 3. Business correspondence

1.  Business letters: types of letters.
2. Peculiarities of business correspondence.
Pa3znen 4. Management styles
1. Four main roles of a manager.
2. The functions of managers at different levels of management.
3. Time management: time management skills
4.  Tips for effective use of time.
Paznea 5. The Effectiveness of Recruiting
1. Personnel management: Employee Selection.
2. Personnel management: Job description.

3. Planning as one of the major responsibilities of management. The types of plans.
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4.  Recommendations for effective planning.
Pa3pnen 6. Discriminatory Employment Practices

1.  Employee Safety and Health.
2. Insurance Benefits.

Pa3nen 7. The company’s competitiveness

1.  International management: managing large English, Russian and international companies.
2. Managing the company in a changing external environment.
3. The ways to improve the company's competitiveness.

6.3.1.3. [IpuMepHBIe TEKCTHI JIsl IEpeBo/Ia
Tema 2.3 Globalization and Competition Trends in Human Resource Managemen
Current Trends in Human Resource Management

! The world of work is rapidly changing. As a part of organization,
Human Resource Management (HRM) must be prepared to deal with
effects of changing world of work. For the HR people it means
understanding the implications of globalization, work-force diversity,
changing skill requirements, corporate downsizing, continuous
. improvement initiatives, re-engineering, the contingent work force,
decentralized work sites and employee involvement. Let us consider
each of them one by one.

1. Globalization and its implications

Business today doesn’t have national boundaries — it reaches around the world. The rise of
multinational corporations places new requirements on human resource managers. The HR
department needs to ensure that the appropriate mix of employees in terms of knowledge, skills and
cultural adaptability is available to handle global assignments. In order to meet this goal, the
organizations must train individuals to meet the challenges of globalization. The employees must
have working knowledge of the language and culture (in terms of values, morals, customs and laws)
of the host country.

Human Resource Management (HRM) must also develop mechanisms that will help
multicultural individuals work together. As background, language, custom or age differences
become more prevalent, there are indications that employee conflict will increase. HRM would be
required to train management to be more flexible in its practices. Because tomorrow’s workers will
come in different colors, nationalities and so on, managers will be required to change their ways.
This will necessitate managers being trained to recognize differences in workers and to appreciate
and even celebrate these differences.

2. Work-force Diversity

In the past HRM was considerably simpler because our work force was strikingly
homogeneous. Today’s work force comprises of people of different gender, age, social class sexual
orientation, values, personality characteristics, ethnicity, religion, education, language, physical
appearance, martial status, lifestyle, beliefs, ideologies and background characteristics such as
geographic origin, tenure with the organization, and economic status and the list could go on.
Diversity is critically linked to the organization’s strategic direction. Where diversity flourishes, the
potential benefits from better creativity and decision making and greater innovation can be accrued
to help increase organization’s competitiveness. One means of achieving that is through the
organization’s benefits package. This includes HRM offerings that fall under the heading of the
family friendly organization. A family friendly organization is one that has flexible work schedules
and provides such employee benefits such as child care. In addition to the diversity brought by
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gender and nationality, HRM must be aware of the age differences that exist in today’s work force.
HRM must train people of different age groups to effectively mange and to deal with each other and
to respect the diversity of views that each offers. In situations like these a participative approach
seems to work better.

3. Changing skill requirements

Recruiting and developing skilled labor is important for any company concerned about
competitiveness, productivity, quality and managing a diverse work force effectively. Skill
deficiencies translate into significant losses for the organization in terms of poor-quality work and
lower productivity, increase in employee accidents and customer complaints. Since a growing
number of jobs will require more education and higher levels of language than current ones , HRM
practitioners and specialists will have to communicate this to educators and community leaders etc.
Strategic human resource planning will have to carefully weigh the skill deficiencies and shortages.
HRM department will have to devise suitable training and short term programmes to bridge the skill
gaps & deficiencies.

4. Corporate downsizing

Whenever an organization attempts to delayer, it is attempting to create greater efficiency.
The premise of downsizing is to reduce the number of workers employed by the organization. HRM
department has a very important role to play in downsizing. HRM people must ensure that proper
communication must take place during this time. They must minimize the negative effects of
rumors and ensure that individuals are kept informed with factual data. HRM must also deal with
actual layoff. HRM dept is key to the downsizing discussions that have to take place.

5. Continuous improvement programs

Continuous improvement programs focus on the long term well being of the organization. It
IS a process whereby an organization focuses on quality and builds a better foundation to serve its
customers. This often involves a company wide initiative to improve quality and productivity. The
company changes its operations to focus on the customer and to involve workers in matters
affecting them. Companies strive to improve everything that they do, from hiring quality people, to
administrative paper processing, to meeting customer needs.

Unfortunately, such initiatives are not something that can be easily implemented, nor
dictated down through the many levels in an organization. Rather, they are like an organization
wide development process and the process must be accepted and supported by top management and
driven by collaborative efforts, throughout each segment in the organization. HRM plays an
important role in the implementation of continuous improvement programs. Whenever an
organization embarks on any improvement effort, it is introducing change into the organization. At
this point organization development initiatives dominate. Specifically, HRM must prepare
individuals for the change. This requires clear and extensive communications of why the change
will occur, what is to be expected and what effect it will have on employees.

6. Re-engineering work processes for improved productivity

Although continuous improvement initiatives are positive starts in many of our
organizations, they typically focus on ongoing incremental change. Such action is intuitively
appealing — the constant and permanent search to make things better. Yet many companies function
in an environment that is dynamic- facing rapid and constant change. As a result continuous
improvement programs may not be in the best interest of the organization. The problem with them
is that they may provide a false sense of security. Ongoing incremental change avoids facing up to
the possibility that what the organization may really need is radical or quantum change. Such drastic
change results in the re-engineering of the organization.

Re-engineering occurs when more than 70% of the work processes in an organization are
evaluated and altered. It requires organizational members to rethink what work should be done, how
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it is to be done and how to best implement these decisions. Re-engineering changes how
organizations do their business and directly affects the employees. Re-engineering may leave
certain employees frustrated and angry and unsure of what to expect. Accordingly HRM must have
mechanisms in place for employees to get appropriate direction of what to do and what to expect as
well as assistance in dealing with the conflict that may permeate the organization. For re-
engineering to generate its benefits HRM needs to offer skill training to its employees. Whether it’s
a new process, a technology enhancement, working in teams, having more decision making
authority, or the like, employees would need new skills as a result of the re-engineering process.

7. Contingent workforce

A very substantial part of the modern day workforce are the contingent workers. Contingent
workers are individuals who are typically hired for shorter periods of time. They perform specific
tasks that often require special job skills and are employed when an organization is experiencing
significant deviations in its workflow. When an organization makes its strategic decision to employ
a sizable portion of its workforce from the contingency ranks, several HRM issues come to the
forefront. These include being able to have these virtual employees available when needed,
providing scheduling options that meet their needs and making decisions about whether or not
benefits will be offered to the contingent work force.

No organization can make the transition to a contingent workforce without sufficient
planning. As such, when these strategic decisions are being made, HRM must be an active partner
in these discussions. After all its HRM department’s responsibility to locate and bring into the
organization these temporary workers. As temporary workers are brought in, HRM will also have
the responsibility of quickly adapting them to the organization. HRM will also have to give some
thought to how it will attract quality temporaries.

8. Decentralized work sites

Work sites are getting more and more decentralized. Telecommuting capabilities that exist
today have made it possible for the employees to be located anywhere on the globe. With this
potential, the employers no longer have to consider locating a business near its work force.
Telecommuting also offers an opportunity for a business tin a high cost area to have its work done
in an area where lower wages prevail.

Decentralized work sites also offer opportunities that may meet the needs of the diversified
workforce. Those who have family responsibilities like child care, or those who have disabilities
may prefer to work in their homes rather than travel to the organization’s facility. For HRM,
decentralized work sites present a challenge. Much of that challenge revolves around training
managers in how to establish and ensure appropriate work quality and on-time completion. Work at
home may also require HRM to rethink its compensation policy. Will it pay by the hour, on a salary
basis, or by the job performed. Also, because employees in decentralized work sites are full time
employees of the organization as opposed to contingent workers, it will be organization’s
responsibility to ensure health and safety of the decentralized work force.

9. Employee involvement

For today’s organization’s to be successful there are a number of employee involvement
concepts that appear to be accepted. These are delegation, participative management, work teams,
goal setting, employee training and empowering of employees. HRM has a significant role to play
in employee involvement. What is needed is demonstrated leadership as well as supportive
management. Employees need to be trained and that’s where human resource management has a
significant role to play. Employees expected to delegate, to have decisions participatively handled,
to work in teams, or to set goals cannot do so unless they know and understand what it is that they
are to do. Empowering employees requires extensive training in all aspects of the job. Workers may
need to understand how new job design processes. They may need training in interpersonal skills to
make participative and work teams function properly.
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Tema 3.2. Telephoning. CVs and interviews
Demonstrate you meet the criteria

Before you start writing any application or preparing for an interview, it is important to be
clear about what the employer is looking for and how you meet their selection 'criteria’. Spending a
little time on this makes it easier to write a strong application and deal with interview questions,
meaning you are more likely to be successful.

Identify the criteria

Throughout the selection process you are looking to provide evidence of the skills and
experience the employer is looking for. You will usually find these in the job description, but you
may also have gathered additional information about what is important to the employer by attending
careers events or through your own research or contacts.

If you are making speculative applications to ask about possible jobs, or if the vacancy
doesn’t provide you with much detail, you can identify the likely criteria by reading relevant job
profiles on careers websites, and/or looking at adverts for similar jobs. Researching the job and
industry in this way helps make your application more convincing.

Select your examples

Once you know the employer's requirements, think about examples that demonstrate these
skills or experience. These examples can come from your academic work (dissertation, fieldwork
and team projects), work experience, voluntary work, student societies, positions of responsibility,
sport and music, or anything else!

« Try to think of examples from a range of activities, from different parts of your life. Where
possible, draw on recent examples

»  Specific examples should include specific detail as this makes them more memorable and
persuasive.

»  Focus on how and why you were successful in the activity involved.

*  Where relevant, see if you can include a measure of your success e.g., how much money
you raised/managed, how many people you led/presented to.

Presenting your examples

Picking examples which best match the criteria means you can tailor your CV, application,
cover letter or interview answers to the specific job you are applying to. In written applications
presenting your examples using action verbs can convey impact and make your application stand
out. Here are some examples:

« Adapted

¢ Communicated
e Established

* Managed

»  Negotiated
In cover letters, application forms and interviews, using the STAR approach (Situation,
Task, Action, Result) can help give a clear structure for your examples:
«  Situation you were in
e Task you had to do
» Actions you took, explained clearly and specifically
* Result — positive outcome and/or what you learned
The actions should be the bulk of your answer (say, 70%) and the rest 10% each, but it will
depend a little on your own example. The amount you write will vary according to any word limit
and the format of the application (e.g. a paragraph in a covering letter versus a concise bullet point
in your CV), but it's a good idea to build up a range of examples of your achievements which you
can then modify for different applications. This process saves you time in the long run, and helps
develop your confidence too!
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Have a go

Here we have a sample job description. We have added a typical question you might get
asked on an application form or at interview, and then provided an answer using STAR.

Tema 4.2 The types of business communication inside the organization
Kinds (Types) of Communication employed by Business Organisations

In a business context, all communication can be divided into two categories namely,
External Communication and Internal Communication.

External Communication

An organization, when it communicates with Governmental agencies, oth organizations,
customers, clients and Public it is called external communication The media employed may be
written media like letters, reports, proposals or visual media like posters, advertisements video tapes
or electronic media like faxes, telegrams, e-mails, telexes. The communication might also be
through teleconferences, face-to-face meetings, panel discussions or presentations, exhibitions and
such events.

Advantages of External Communication

External communication helps an organization to keep its outsourcing agencies like
distributors, wholesalers, retailers and clientele well informed about the company’s products,
services, progress and goals. The information gets continuously updated and accurate. All
organizations have to maintain cordial relationships with government agencies, licensing
authorities, suppliers of raw materials, ancillary industries and financial institutions. Continual and
updated information without any communication gap is essential for business houses.

Internal Communication

Every organization has the necessity to maintain appropriate communication with its
branches, staff and employees. This is generally called internal communication. Internal
communication is an essential feature of an organization’s administrative structure. In modern
times, the Human Resource Department plays an important role in maintaining internal
communication.

In the new millennium, particularly in the context of globalization, business has become
highly competitive. Business houses have the need to maintain good channels of internal
communication. The central organization or corporate office should keep its branches well informed
of new policies and policy changes. The growth in business, the future projections for business,
increased specializations make a great demand on the central office to maintain an uninterrupted
flow of internal communication. Employees need to be motivated and exposed to the business
objectives and ethical ideas of a company so that they get an involvement in the work they do.
Employees on production line should be aware of the targets so that they overcome obstacles. Even
the shifting of the canteen and a re-adjustment of the lunch-breaks and tea-breaks have to be
informed well in advance to the employees. In turn, employees should be able to tell people at
higher levels their grievances, expectations and difficulties. Effective internal communication
forges a strong bond between the employees and management, promotes co-operation among
different sections in an establishment. It remove’s misunderstanding and aids the growth of the
organization at a desirable and optimum level. Internal communication in short, ensures
involvement of all the people without alienating any section.

Directions of Communication

In olden days communication was unidirectional. The boss gave the order and the
employees executed it. In fact, uni-directional communication has its origin in the feudal system.
The lord directed the vassal (a slave or bondman) to carry out a job. Business and industry
continued the age old tradition of the feudal system even after the industrial revolution. But soon
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areas of conflict got promoted by sectarian interests (of homogenous groups) within an
organization. The barrier between the management and employees became an iron curtain. It has
been discovered that a multidirectional communication system demolishes the barriers and removes
friction. Business depends on such anew communication paradigm (pattern or model) to ensure the
success of business and the realization of even difficult objectives.

Downward Communication

Downward communication means the flow of communication from the top echelon (level or
rank) of an organisation to the lower levels of employees. Downward communication not only
recognizes and accepts a hierarchical structure but also is based on the assumption that people at the
higher level have the ability and authority to direct the employees on all do’s and dont’s. Downward
communication has its own shortcomings, if it is not complemented by other directional
communications. The shortcomings will be pronounced if an organization adopts only
unidirectional communication namely downward communication. Downward communication, if
practised without complementing it with upward communication, will fail because it accepts the
premise ~ The boss is always right”. Moreover, it may get delayed or distorted as it goes down
through the various levels of the hierarchical set up as all decisions are taken without any proper
feedback. But it helps in creating an awareness among employees of the objectives, targets and
goals. It also helps in establishing a certain authority in the organization and discipline. In the armed
forces and police department, mostly, only downward communication exists.

Upward Communication

Communication maintained from lower level of employees to higher-ups is called upward
communication. Upward communication gives scope for the employees to offer their suggestions,
opinions, make complaints and seek redressal of their grievances. Upward communication helps an
organization to receive and reset its objectives at realistic levels. Upward communication may cause
ego problems to persons in higher hierarchial positions. It may also lead to meaningless criticisms
of the policies by disgruntled employees. But on the whole, modern management recognises the
need for healthy upward communication to make the organization responsive to suggestions and
ideas. Some organizations invite the opinions of personnel at the lower level. Jhs personnel
department, the HRD section and the Swedish type of ‘Ombudsman Office’ (Official appointed by
a government to investigate and report on complaints made by citizens on Public authorities) take
steps to see that a healthy and acceptable upward communication system is adopted by
organizations.

Horizontal / Lateral Communication

The interaction among peer groups is called horizontal communication. Inter departmental
communication is also horizontal communication. Sales department, production department, quality
control department and the stores department have to constantly interact and coordinate among
themselves. Horizontal communication leads to a better understanding among individuals and
departments, cooperation and coordination.

Diagonal or multi-directional Communication

Diagonal communication means the use of upward, downward and horizontal
communication. It is a healthy practice not to depend on any one mode. Diagonal communication
leads to better feedback at all levels. It promotes understanding, motivates employees and gives a
sense of belonging and involvement to all people at all levels. But such communication should not
be allowed to degenerate to a meaningless criss-cross communication which will lead to chaos and
confusion. All modes have to be maintained at the appropriate and optimum level.

Formal and Informal Channels of Communication

Every business organization adopts some formal channels of communication which may be
upward, downward, or horizontal or all the three. They are usually in the form of notices,
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announcements, reports, official or demi-official letters, advertisements, etc. Formal channels are
officially recognised and organised. They make the working of the organisation transparent. They
motivate the employees. They provide the necessary feedback. But formal channels operate with
some limitations. A continuous maintenance of a formal channel is time and resource consuming.
At ordinary times, they exist for their own sake without any objective, as a formality and routine.
Sometimes, free flow of information gets affected by personal factors.

Grapevine

Large organizations, where there are a large number of people working closely, generate
certain informal or unofficial channels of communication. These channels exist with or without
official patronage. Even if they are officially and secretly patronised, they are not authentic. This
type of communication is generally called “Grapevine” communication. Grapevine communication
is an informal, unofficial, horizontal channel of communication because generally peer groups
participate in it.

Types of Grapevine Communication

Types of Grapevine communication

|
! ! ! !

Single Strand Chain Gossip Chain Probability Chain Cluster Chain

Grapevine communication is of four different types. It can seep from individual to
individual in a strictly linear fashion. Information takes time to spread in this fashion. It is called
Single Strand Chain.

In some situations, an individual goes around communicating the message / information he
thinks he has obtained. This is called Gossip Chain. The listeners are a chosen few only. In some
other situation, an individual passes an information without any restriction to all those with whom
he comes into contact. This is called Probability Chain and the information / message passed on
may be interesting but not important.

In yet another situation, one person communicates to a few chosen associates who in turn
communicate the same to yet another group. This is called Cluster Chain.

Advantages of Grapevine Communication

Grapevine communication brings about a strong bond among peer groups. It develops
because of the involvement of the persons connected with an organization. It gives mental
satisfaction to the participants and gradually reduces emotional outbursts and reactions. It keeps the
employees anticipating and acts as a buffer against Shockwaves. It is fast and can supplement
formal channels. It provides informal feedback on the changes contemplated by the Management.

Disadvantages of Grapevine Communication

Grapevine is definitely dangerous to the health of an organization if allowed to grow without
monitoring. Grapevine channel distorts or exaggerates the content of a message. It has the potential
to spread unnecessary gossip. It may result in character assassination and personal vilification of
individuals. It may provoke sudden unwanted and unexpected reactions from emotionally unstable
people.

Grapevine channels can be moderated but not eliminated. A transparent administration
policy, employee-friendly attitude, fruitful peer group meetings, inter-action sessions, parties and
outings where all those connected with the organisation participate are some of the strategies to
monitor grapevine and use it to the advantage of the organization. Business houses and industries
adopt one or several of these strategies to keep grapevine under reasonable control so that it does
not degenerate into a rumour mill and promote unwanted gossip sessions among the employees.
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Tema 5.1 Personnel management: Employee Selection. Job description
Why Is the Human Resource Selection Process Important?
by Neil Kokemuller

The human resources, or HR, selection process is important
because of the production and performance value companies get
by making good hires and the high costs of replacing employees
following bad hires. These considerations are especially
heightened for small businesses. HR has taken on a more
strategic role in many early 21st century companies, with hiring
and selection integral to that role.

Basics

The HR selection process is the strategically planned procedural approach developed by
human resources professionals and implemented by organizations when recruiting, evaluating and
hiring new employees. The process typically begins when jobs are posted internally and externally.
Sometimes recruiting tools are used to draw top-qualified candidates for certain jobs. HR and hiring
managers developed screening tools, such as applications, interviews, tests, background checks and
reference checks and begin accepting applications.

Selection Criteria

One area of the selection process that is significant and sometimes under-valued is the
development of screening tools. The ultimate goal of selection is to hire the candidate who is the
best possible match for the job duties and the culture of the company. This makes using the right
selection tools and developing them effectively vital. Careful job analysis helps HR professionals
better align selection tools with the job. Only tools, criteria and interview questions that help yield
the best hire should make it into the selection process.

Costs

Along with finding the best hire, cost efficiency and legal concerns are two main reasons
why the HR selection process is so important. When companies make a bad hire, they pay to train
and orient a person who ultimately may cause more harm than good if he performs poorly and
negatively affects the workplace. The costs to replace a bad hire are astronomical in many
industries. A Society Human Resource Management study showed that even an $8 an hour retail
employee can cost up to $3,500 to replace because of the hiring, administrative and training costs
involved.

Legal Concerns

The U.S. has become known as a litigious society, making protection against discrimination
lawsuits for hiring processes critical. This is another reason to closely align selection tools and
criteria with job expectations. Any misalignment between the job and selection criteria could open
the door for a candidate to claim discrimination. Laws such as Title VII and the Americans with
Disabilities Act mandate equal opportunities for employees regardless of such traits as race,
national origin, age, religion, sexual orientation and disability.

Evaluation Steps for Recruitment & Selection

by KJ Henderson

Recruitment and selection is the human resources function of
identifying, attracting, screening and hiring the most qualified
candidate for a job opening. For small businesses in particular,
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this process is critical. The ability to effectively assemble the best team members available can
make the difference between a company’s success and failure. When initiating the recruitment and
selection process, an entrepreneur must consider many things.

Job Description

The most important step for a small business to take when performing the recruitment and
selection process is a clear understanding of the job for which they are hiring. It is not uncommon
for organizations to actively recruit candidates before properly identifying their hiring needs. This
can lead to inefficient time management, as the job description will most likely change during the
process. This will result in the hiring manager interviewing unqualified candidates. Before meeting
with job applicant, the hiring manager must decide upon the responsibilities of the position. He
must also be clear about the educational background, professional experience and qualitative
manners he seeks in the ideal candidate. In addition he must identify a salary that is in line with the
organization’s budget. That number must also realistically align with the compensation realities of
the market. For example, if a small business needs to hire an experience attorney but budgetary
constraints only allows a salary of $30,000; it is unrealistic to think that a suitable candidate will be
found.

Recruitment

Once the responsibilities, requirements and the salary range of a job is determined, a small
business can begin the task of recruiting qualified talent. This step can be carried out in a variety of
ways. A hiring manager may network with those in his industries in hopes that a successful
candidate will be found through word of mouth. Alternatively, she may post want ads on online job
search sites, such as Monster.com and CareerBuilder.com or in traditional publications, such as the
Houston Chronicle or the Houston Business Journal. She may also utilize the services of a staffing
agency that maintains a pool of qualified, pre-screened candidates.

Screening And Selection

When resumes begin to pour in, a hiring manager must meticulously screen each one. His
goal is to weed out those lacking the proper educational or professional background. Once he has
identified the most appropriate resumes, he interviews those applicants. Interviews may take place
over the telephone or in person. During the interview, the hiring manager asks the candidate
questions specific to their background and how it relates to the job at hand. When an ideal candidate
has been identified, the hiring manager extends a formal offer of employment.

Tema 5.2 Staff training. Employee motivation.
Motivational Games That Will Leave Employees Feeling Inspired

When you offer someone motivation, you give them an uplifting nudge in the right
direction. They feel more confident, self-assured, and become productive. A stifling work
environment will only bring out the worst in people, where motivational games help a ton.

Employees aren't programmed robots who will do your bidding from sunup, to sundown.
They require trust and patience from those around them, where the honest group must be
encouraged, while the dishonest slackers should be allowed to reevaluate their goals and purpose.
Everyone involved - be it a solo or team project - should collectively be given pep talks, team-
building workshops, motivational activities to participate in, and above all, a reward for their hard
work.

When you acknowledge hard work, a person is propelled to be better, efficient, and focused.
These motivational games should help an organization boost their employees' overall performance
and mindset about the company.

Motivational Games for Workplaces
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Presentation Skills
Presentation

Nobody is born with exceptional oratory skills. A presentation can only garner attention and
respect if the speaker knows how to handle their audience. In a boardroom, we're all familiar with
the drone of the speaker's voice, as we stifle yawns and repeatedly check our wrist watches. In this
activity, make employees group into teams of five or more, depending on the strength of the
workforce as a whole, and instruct each group to come up with a compelling presentation.

The topics you put forward can be anything from how to make work-life interesting or
convince a new client with a groundbreaking pitch. Have the boardroom members or management
of the company witness each presentation, marking off teams' overall performance based on skill,
precision, tactic, confidence, body language, and choice of words. The team that pulls off a great
presentation gets to experience a fancy dinner with the boss (or some other kind of reward that
you'd like to put forward).

Conclusion:

Do this sort of activity every 2 - 3 months, to give employees an opportunity to work on
their presentation skills. It will help them improve in many areas, especially when it comes to
successfully delivering a good presentation without messing up.

The Bigger the Brains, the Better
Scrabble

Crossword puzzles are fun to solve, but sometimes they can be a tad overwhelming for
someone who isn't really a hardcore fan. Design a special crossword puzzle that purely deals with
the ins and outs of a company, human nature in general, and the attributes of an ideal
leader/employee. Have everyone solve an individual crossword puzzle, or in groups of two. The
team/employee that solves the crossword puzzle first, can be given the liberty to take the day off the
following morning.

Conclusion:

Come up with interesting ways to make motivational games not just fun, but an exhilarating
experience for employees. This will encourage teams to work together as a single entity in solving
something as simple as a crossword puzzle, where communication is essential even in a two-way
scenario.

Employee of the Month
Employee certificate

While this isn't a motivational game per se, it is nonetheless a great way to boost employee
performance. The insouciance of some companies in not giving employees their due recognition is
not an uncommon feature; this is where you get to turn things around. Every month, have the
management vote for employees based on varied criteria, by keeping track of those who have
performance levels that equal stellar and consistent.

Conclusion:

It will encourage those who weren't nominated to work harder, so that their names are
possibly cast in the voting process the following month. Employees can be given an 'Employee of
the Month' plaque, paired with a gift voucher. Employees have more than just a plaque with their
name on it, to look forward to.

How Long Can You Go On?
Office game

This may sound silly, but trust me, it is an exciting motivational game to try with employees.
Make two employees come forward to compete with one another, on who can hold a pencil the
longest without dropping it, as it balances between their nostrils and upper lip. Have them wedge
the pencil between this space in a 'smooch' position, while tilting their heads back.
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Others can throw taunts, jokes, sarcasm, and the like, to see who breaks focus first. You
could ask the two participating employees to walk through a series of barricades and such, to see
who can still manage to keep the pencil in its place. The one who drops the pencil first, indicates a
lack of focus in a stressful situation.

Conclusion:

It will teach employees on how to remain centered no matter what sort of situation flings
itself at them. Such a composed demeanor is of utmost need in a workplace that has its share of bad
days.

Good Old-Fashioned Scrabble
scrabble

Scrabble occupied a major part of the growing-up years, for those who had an obsession for
word games. More than a motivational game, this will give employees some time to cool off, and
take a break from their desks doing something besides snoozing, or getting involved in mindless
gossip. Have everyone compete in the game as the winners advance, to ultimately play against the
last person standing amongst the rest.

Conclusion:

It will give employees a chance to acquaint themselves with not just coworkers they're
familiar with, but with others they hardly ever speak to. Newcomers will enjoy this activity too.
Come up with other games that give employees a chance to mingle; Pictionary, Taboo, and Dumb
Charades are great options to teach teams about teamwork.

These motivational games aren't the sort that will have employees yawning, or wishing they
weren't born. Make it synergistic, fun, not too childish, and more importantly, a learning experience
for everyone.

Read more at Buzzle: https://www.buzzle.com/articles/motivational-games.html

Tema 6.2 Problem solving: individual and group problem solving techniques, stages of
consideration and resolution of the problem

How To Solve Problems - Techniques of Problem Solving

As the owner of your own business you deal with problems on an almost daily basis. Being
familiar with effective Problem Solving Techniques can dramatically affect the growth of your
business.

Although you find solutions to your problems, many businessmen and women are not really
skilled in the methods of problem solving, and when solutions fail, they fault themselves for
misjudgment. The problem is typically not misjudgment but rather a lack of skill.

This guide instructs you in some problem solving techniques. Crucial to the success of a
business faced with problems is your understanding of just what the problems are, defining them,
finding solutions, and selecting the best solutions for the situations. This guide explains the
following.

How to identify a problem. How to respond to it. The different techniques and methods
used in problem-solving. How to find alternative solutions. How to select the best
solution for the situation. Designing a Plan of Action. How to implement the Plan of
Action. How to assess the success of the solution and the Plan of Action.

Introduction to Problem Solving Techniques

What is a problem? A problem is a situation that presents difficulty or perplexity. Problems
come in many shapes and sizes. For example, it can be:
Something did not work as it should and you don't know how or why. Something you
need is unavailable, and something must be found to take its place. Employees are
undermining a new program. The market is not buying. What do you do to survive?
Customers are complaining. How do you handle their complaints?
Where do problems come from? Problems arise from every facet of human and mechanical
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functions as well as from nature. Some problems we cause ourselves (e.g., a hasty choice was made
and the wrong person was selected for the job); other problems are caused by forces beyond our
control (e.g., a warehouse is struck by lightning and burns down).

Problems are a natural, everyday occurrence of life, and in order to suffer less from the
tensions and frustrations they cause, we must learn how to deal with them in a rational, logical
fashion.

If we accept the fact that problems will arise on a regular basis, for a variety of reasons, and
from a variety of sources, we can:

learn to approach problems from an objective point of view; learn how to anticipate some of
them; and prevent some of them from becoming larger problems.

To accomplish this, you need to learn the process of problem solving.

Here, we will instruct you in the basic methods of problem-solving. It is a step by step guide
which you can easily follow and practice. As you follow this guide, you will eventually develop
some strategies of your own that work in concert with the problem-solving process described in this
guide.

Keep in mind, though, as you read that this is not a comprehensive analysis of the art of
problem-solving but rather a practical, systematic, and simplified, yet effective, way to approach
problems considering the limited time and information most business owners and managers have. In
addition, some problems are so complex that they require the additional help of experts in the field,
so be prepared to accept the fact that some problems are beyond one person's ability, skill, and
desire to succeed.

1. Identifying the Problem

Before a problem can be solved, you must first recognize that a problem exists. Here is
where your approach to problem-solving is crucial. You should not allow the problem to intimidate
you. You should approach it rationally and remind yourself that every problem is solvable if it is
tackled appropriately.

Fear can block your ability to think clearly, but if you:

1. Follow a workable procedure for finding solutions;

2. Accept the fact that you can't foresee everything;

3. Assume that the solution you select is your best option at the time; and

4. Accept the possibility that things may change and your solution fail;

You will then enter the problem-solving process rationally, You should try to view it as an
intellectual exercise. Once you recognize that a problem exists, your next step is to identify the
problem. First, you need to discover how the problem occurred. Ask yourself the following
questions:

1. Did something go wrong?

2. Did something breakdown?

3. Were there unexpected results or outcome?

4. Is something that once worked no longer working?

Second, you need to know the nature of the problem:

1. Is it people, operational, technical, etc.?

2. Is it with a particular department, product or service, etc.?

3. Is it something tangible or intangible?

4. 1s it an external or internal problem?

Third, you need to decide how significant the problem is. Based on the level of significance,
you may choose to deal with the problem or not to deal with it. Sometimes what you think is a small
problem, when analyzed, proves to be a major problem. The reverse is also true. To determine this,
you should ask yourself the following types of questions:

1. Is it disrupting operations?

2. Is it hampering sales?

3. Is it causing conflict among people?
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4. Is it an everyday occurrence or is it infrequent?

5. Is it affecting personnel and their productivity?

6. Is it common or unusual?

7. Is it affecting goals, and if yes, which ones?

8. Is it affecting customers, vendors, and any other external people?

Fourth, you should narrow down the type of problem:

1. Is it basically a problem which occurred in the past and the main concern is to make

certain that it doesn't occur again?

2. Is it a problem which currently exists and the main concern is to clear up the situation?

3. Is it a problem which might occur in the future and the basic concern is planning and

taking action before the problem arises?

The answer to all of the above questions will help you focus on the true problem. You
cannot effectively research the causes of a problem until you have a clear understanding of what the
problem is. Sometimes, people spend many hours on what they perceive as a problem only to find

C . out, after seeking the causes, that something else was really
' the problem.
' ? | ‘ In order to appropriately identify the problem and its
' causes, you must do some research. To do this, simply list all
the previous questions in checklist form, and keeping the
checklist handy, go about gathering as much information as

. you possibly can. Keep in mind the relative importance and

|
f
|
)

urgency of the problem, as well as your own time limitations.
Then interview the people involved with the problem, asking
them the questions on your checklist
After you've gathered the information and reviewed it, you will have a pretty clear understanding of
the problem and what the major causes of the problem are. At this point, you can research the
causes further through observation and additional interviewing. Now, you should summarize the
problem as briefly as possible, list all the causes you have identified, and list all the areas the
problem seems to be affecting.

Before proceeding to finding solutions, there is some additional research that could be done.
If possible and if warranted, you might wish to find out:
1. What has previously been done in regards to this problem?
2. What have other companies done?
3. What formal knowledge might you need to acquire.
4. What has been learned from past experience.
5. What do experts say about the problem?

2. Roadblocks to Problem Solving

Many of us serve as our own roadblocks in solving problems. There are a variety of
roadblocks to watch for in order to effectively use the technique of problem solving:
. Watch out for old habits.
. Check your perceptions.
. Overcome your fears.
. Be careful of assumptions.
. Don't be tied to a problem; try to look at it with detachment.
. Don't let yourself procrastinate.
. Control your inclination for reactive solutions.
. Control your inclination for rash solutions.
. Avoid emotional responses and always attempt to be rational.
10. Be aware that the nature of a problem can change.
11. Do not skip steps in the problem solving process.
At this point, you are ready to check your understanding of the problem. You've already
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identified the problem, broken it all down into all its facets, narrowed it down, done research on it,
and you are avoiding typical roadblocks. On a large pad, write down the problem, including all of
the factors, the areas it affects, and what the effects are. For a better visual understanding, you may
also wish to diagram the problem showing cause and effect.

Study what you have written down and/or diagrammed. Call in your employees and discuss
your analysis with them. Based on their feedback, you may decide to revise. Once you think you
fully understand the causes and effects of the problem, summarize the problem as succinctly and as
simply as possible.

3. How to Find Solutions

There are a number of methods for finding solutions. We will describe five thinking
methods below, but we recommend that you use a number of them in finding solutions. The first
four methods described are unconventional and more innovative. They allow you the possibility of
arriving at a novel solution. The fifth method is a more typical and straightforward method.

1. Association: There are three types of associative thinking. This type of thinking is
basically a linking process either through similarity, difference, or contiguity. For example,
contiguity finds solutions from things that are connected through proximity, sequence, and cause
and effect. The process works as follows: List as many parts of the problem you can think of. Then
giving yourself a short time limit, list as many words or ideas that have either proximity, sequence,
or related cause and effect to the ones you have listed. For example, a contiguous association might
be «misplaced work — cluttered desk» (proximity); «misplaced work — rushing» (sequence);
«misplaced work — irate customer» (cause and effect).

Associative thinking taps the resources of the mind. It brings into focus options you might
not have considered if you stuck to ideas only directly related to the problem. As a result of
associative thinking, you might find other relationships embedded in the problem that will lead to a
better solution.

2. Analogy: This thinking method is a way of finding solutions through comparisons. The
process is based on comparing the different facets of the problem with other problems that may or
may not have similar facets. An analogy might go like this: «kEmployees have been coming in late
to work quite often; how can | get them to be at work on time? This to me is like soldiers being late
for a battle. Would soldiers come late to a battle? Why not?» By, comparing the situation of
workers to the situation of soldiers, you may find a solution for a way to motivate employees to
come to work on time.

3. Brainstorming: This thinking method is based on a free, non-threatening, anything goes
atmosphere. You can brainstorm alone or with a group of people. Most often a group of people
from diverse backgrounds is preferable. The process works like this: The problem is explained to
the group and each member is encouraged to throw out as many ideas for solutions as he or she can
think of no matter how ridiculous or far-fetched they may sound. All the ideas are discussed among
the group, revised, tossed out, expanded, etc. based on the group's analysis of them. Based on the
group's grasp of the effectiveness of each idea, the best ones are selected for closer review. For
example, the group of people might throw out for consideration any thoughts they might have on
how to increase sales or improve profits.

4. Intuition: This mode of thinking is based on hunches. It is not, as some think, irrational.
Intuition or hunches are built on a strong foundation of facts and experiences that are buried
somewhere in the subconscious. All the things you know and have experienced can lead you to
believe that something might be true although you've never actually experienced that reality. Use
your intuition as much as possible but check it against the reality of the situation.

5. Analytical Thinking: This thinking method is based on analysis. It is the most
conventional and logical of all the methods and follows a step by step pattern.

a. Examine each cause of the problem. Then for each cause, based on your direct knowledge and
experience, list the solutions that logically would seem to solve the problem.
b. Check the possible solutions you arrive at with the research you have compiled on how the
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problem was solved by others.
Using each thinking technique, search for solutions. Keep a running list of all of them, even
the ones that seem far out, too simple, or even impossible. The effect of this is to give you a rich
pool of ideas that will lead you to the best solution.

4. Sorting Out the Best Solution

Go through your long list of solutions and cross-out those that obviously won't work. Those
ideas are not wasted for they impact on those ideas that remain. In other words, the best ideas you
select may be revised based on the ideas that wouldn't work. With the remaining solutions, use what
is called the "Force Field Analysis Technique.” This is basically an analysis technique which breaks
the solution down into its positive effects and negative effects. To do this, write each solution you
are considering on a separate piece of paper. Below the solution, draw a line vertically down the
center of the paper. Label one column advantages and one column disadvantages.

Now, some more analytical thinking comes into play. Analyzing each facet of the solution
and its effect on the problem, listing each of the advantages and disadvantages you can think of.

One way to help you think of the advantages and disadvantages is to role-play each solution.
Call in a few of your employees and play out each solution. Ask them for their reactions. Based on
what you observe and on their feedback, you will have a better idea of the advantages and
disadvantages of each solution you are considering.

After you complete this process for each solution, select those solutions which have the most
advantages. At this point, you should be considering only two or three. In order to select the most
appropriate solution, you should check each solution against the following criteria:

Cost effectiveness;

Time constraints;

Availability of manpower, material, etc.;

Your own intuition.

Before you actually implement the solution, you should evaluate it. Ask yourself these questions:

1. Are the objectives of the solution sound and clear and not complex?

2. Will the solution achieve the objectives?

3. What are the possibilities it will fail and in what way?

5. The Plan of Action

Finding the solution does not mean the problem is solved. Now, you need to design a plan of
action so that the solution gets carried out properly. Designing and carrying out the plan of action is
equally as important as the solution. The best solution can fail because it is not implemented
correctly. When designing the plan of action, consider the following:

Who will be involved in the solution;

Who will be affected by the solution;

What course of action will be taken;

How should the course of action be presented to company employees, customers, vendors,

etc.;

When will it happen - the time frame;

Where will it happen; How will it happen;

What is needed to make it happen.

Design a plan of action chart including all the details you need to consider to carry it out and
when each phase should happen. Keep in mind, though, that the best plans have setbacks for any
number of reasons - from a key person being out for illness to a supplier shipping material late. So
remember that your dates are only target dates. Solutions and plans of action must be flexible.
Expect some things to be revised.

6. Evaluating the Plan of Action

Before you implement the plan of action, you should analyze it to see if you've considered as
many of the variables as possible. Some questions you might ask yourself are:
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1. Is there adequate staff to carry it out?

. Is the plan detailed yet simple enough for those affected to know what to expect and how
to carry it out?

. Will it embarrass anyone - manager, employee, customer, vendor, etc.?

. Is the time frame realistic and feasible?

. Are there special conditions which may have been overlooked?

. Who should be informed?

. Who should be involved?

. Who should be responsible for each aspect and/or phase?

. Is the plan of action cost effective?

10. Does the plan have a public relations component?

N
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7. Obstacles You May Encounter

There are a number of obstacles you may encounter when you implement your plan of
action. It is, therefore, advisable that you devise ways to overcome them. Try not to allow obstacles
to prevent you from reaching your goals. Some obstacles to watch for are:

1. Not receiving material and/or equipment on time;

2. Other situations which might arise and deflect your attention from this problem;

3. Procrastination;

4. A power struggle among managers and/or employees;

5. Resistance to change - a natural human condition.

Resistance to change and company-wide acceptance is typically the biggest obstacle. The
best way to overcome them is to build a public relations component into your plan of action. The
key question to ask yourself is, «How will I get my people to support the solution and make it
work?» Some effective methods for accomplishing this are:

1. Have as many managers and employees involved in the problem solving process as

possible.

2. Advertise the problem and solution to your employees through memos, newsletters, and
posters, showing the advantages and disadvantages of the solution but proving it is better
than the conditions which currently exist.

3. Establish a schedule of meetings where different groups of employees can be exposed to
the solution and ask them for their feedback.

4. If necessary, develop a training program so that managers and employees feel competent
in carrying out the solution.

5. Involve key leaders who wield impact and influence others.

The key to a successful PR campaign is involving, as much as possible, the people who are
affected by the problem. The benefits of doing so is that they will understand the problem better and
why the solution is an effective one. The result will be that they will be more likely to not only
support your solution but also make sure that it works. Many times the solutions we select for
problems don't work because employees sabotage them, not because they are not inherently good
solutions. Employees may resist change, especially if they feel threatened. Involving employees
will assuage their fears.

8. Simulating the Solution / Plan of Action

Before you implement the plan of action on a full scale, you should select a small group of
managers and employees and role play the solution in the work setting. Observe the group as they
carry out the solution and take note of:

1. How they carry out the solution;

2. Their reactions to the solution;

3. Their understanding of the solution;

4. The effectiveness of the tools they are using in carrying out the solution;

5. Their resistance to change and reverting back to the previous behaviors.
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Based on what you observe, you may need to revise some of your plans.
9. Successful Implementation

To assure the successful implementation successful implementation of your solution and
plan of action, remember the following:

1. Prepare your staff well in advance;

2. Train your staff well in advance;

3. Order equipment, material, etc., well in advance;

4. If necessary, hire new staff and do so well in advance;

5. Use PR at every meeting and in memos as much as possible;

6. Evaluate the effects of each phase as it is implemented and make the necessary

adjustments;
7. Attempt to remain flexible and open-minded.

Evaluating the Success of Your Solution

As each phase of your plan of action is implemented, you should ask yourself whether your
goals were achieved, how well they were achieved, and did it work smoothly. To check your own
perceptions of the results, get as much feedback as possible from your managers and from your
employees. What you may think is working may not be working well in the eyes of your people.
Always remember that they are one of your most valuable tools in successfully carrying out your
solution.

Tema 7.2 Approaches to managing the company in a changing external environment. The
ways to improve the company's competitiveness.

How to Improve Your Company’s Competitiveness in a Global, Internet Economy

Now that you understand that your business competes not just domestically, but
internationally, virtually, and environmentally, how can you use it to your advantage? You can take
this knowledge to make decisions and take action to make your business more competitive in the
global, Internet economy.

We have laid out a few strategies you can easily take action on to become more competitive.
These strategies are fairly easy to initiate, and they can help you to reduce costs, innovate, become
environmentally sustainable, empower your company and yourself, and build your network.

Reduce Costs:

This is something every business constantly tries to achieve. But are you focused on
reducing the right costs? You might want to think about looking into your supply chain
management options. You could work on collaborating with your suppliers to consolidate goods
into fewer shipments, reduce packaging costs, and work on simplifying your process, among other
strategies.

You could also cut costs by looking at the technology you use every day. Are there any
programs with monthly subscription fees that you don’t really use? Are there other programs that
you use, and you know there are less expensive versions available? Do you have the right
collaboration tools for your workforce?

Innovate:

In stiff competition, the companies that can innovate and adapt to the ever changing business
environment are the ones that succeed. One way that companies innovate is through research and
development. This could be as simple as surveying your customers to understand what your
company could be doing better. You may spend a bit more money in the short term, but the results
will pay off well into the long-term. If you focus on improving your products and services to a point
where you are better than your competitors, customers will notice.

Become Environmentally Sustainable:
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Environmental sustainability is not just another buzzword. In fact, the idea will grow in
importance as we realize that the world’s non-renewable resources are becoming scarce.
Improvements that you can undertake in your own business include starting a recycling program,
and building improvements that help to cut down on your use of electricity. You can also reduce
your travel by taking advantage of Internet and Communication Technology to collaborate with
employees and clients.

Empower Your Company and Yourself:

Gathering market intelligence on domestic, international, virtual, and environmental markets
is one of the most important things you can do to empower your business. If you know what is
going on in all of the various markets you compete in, and the ones you do not compete in, you can
clearly define your challenges, and devise strategies to overcome those challenges.

Additionally, you can take the time to improve yourself. No one is perfect. Attend a seminar,
join a professional organization, or even take some time to read case studies pertaining to your
industry. Whether you are in management, sales, or HR, there are always chances to develop
professionally.

Network:

How many times have you heard that «It’s not what you know, it’s who you know?» Well,
that model of thinking is somewhat true, especially now. Your company does not need to own
manufacturing plants or distribution centers to get products to customers. You can develop a global
and virtual business network to orchestrate a network of suppliers, manufacturers, and buyers. On a
smaller scale, who do you know, and how can they help you to make your network more powerful?

You can even use social media like Twitter, blogs, and LinkedIn to expand your virtual
network, and make your company active in the global, internet economy. Sign up for an account,
build your profile, and watch how your network grows.

6.3.1.3. IIpuMepHbIe TeMbl IPYNIOBBIX JTHCKYCCHI
Tema 2.4 Management features in different countrie
Cultural Influences on Management Style

Tema 4.1 Four main roles of a manager. The functions of managers at different levels of
management.

1. Levels of management.
2. The functions of managers at different levels of management.

Tema 4.4 A modern manager: personal characteristics, skills and abilities required for
effective management.

1. Modern management concepts and skills
2. Skills and personal characteristics needed by manager.
3. The portrait of a Russian manager.

Tema 5.3. Planning as one of the major responsibilities of management. The types of plans.
Recommendations for effective planning.

1. The basic steps in the management planning.
2. Strategic planning process
3. Recommendations for effective planning

Tema 6.2 Problem solving: individual and group problem solving techniques, stages of
consideration and resolution of the problem.

1. Decision making process in management - Problem solving
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2. Individual problem solving techniques.
3. Group problem solving techniques.

6.3.1.4. lIpuMepHbBIii MepeveHb JeKCHYeCKUX eIMHUIL A5 JTeKCHYeCKOro TUKTaHTa

Tema 2.3 Globalization and Competition Trends in Human Resource Management.

OopraHu3aius, yCTpOMCTBO, 00bEIMHEHHE, CTPYKTYpa
MEHEJ[KED, YIPABISIONNN, PYKOBOIUTEh, TUPEKTOP
yIIpaBJICHUE IEPCOHATIOM

BJIACTh, IOJIHOMOYHE, OPraH BJIACTH, aBTOPUTET, 3AKOH
rio6anu3aius, BCEMUPHOE paclipoCTpaHEeHUE
YEJIOBEUYECKU KarmuTal

pabOTHHK, COTPYAHUK, CITYKAIIUI

paboTtoaaTenb, HAHUMATEIb

pabouast cuna

KOHKYPEHIIUS

MIPOU3BOAUTEIIBHOCTD, TPOyKTUBHOCTD, BEIPAOOTKA
3aTpaThl

BIIUSIHUE

OecronuInHHas TOPTOBJIS

Tema 3.2. Telephoning. CVs and interviews

Mory 11 s HOTOBOPUTS C ...7
S Bac coequnsito.
[TonoxxauTe OHY MUHYTY.
Brr nogoxaere?

Bbl omubnuce HoMepoM
Howmep 3ansr.

Ero ceifuac Het

Emy nepenats uro-uulyap?
Ja, MeHs 3TO ycTpauBaer.
Knate BcTpeum c...
[lepenaiiTe OONBIION MPUBET. ..
[TogTBEepauTH BCTpEUuy
[Tepenectu BcTpeuy Ha...

Tema 4.5 Team building: the different roles of team members, team performance

XPaHUTh (J1ep’KaTh) BHYTPU KOMAH/IbI
co0JTII0/1aTh OKOHYATEIHHBIC CPOKHU
nopy4arb paboTy

KOMaH/Hast paboTa

UMETb BO3MOYKHOCTh

JOCTH>KUMBIE 1IeTTN

YacThle CIIOPHI MEXKAY YICHAMU KOMaH/IbI
CJIEZIOBATEIILHO

cuiia (CUJIbHasi CTOpPOHA)

JEJIUTHCSA C

HE370pOBasi KOHKYPEHLUS

pelarumn

BBITIOJTHATH 33/IaHUS, TOpyYEHHBIE (TTPpeIHa3HAUYCHHBIE) KOMY-TO

51



(hopmMupoBaTh U COXPAHITH 3P HEKTUBHYIO KOMAHTY

HE UMETh ycrexa

obecrneunBaTh (rapaHTUPOBATH)

JETTUTH OTBETCTBEHHOCTD

ONBITHBIN

ciaboe 3BeHO

MIPEBBIIIATH YCTAHOBJICHHBIN JINMUT BPEMEHU

BHOCHUTb JI€30pTaHU3aLHIO (TI0OAPBIBATH TUCIUILINHY )
OpaTbcs 3a yperyJIMpoBaHHEe JTUTEIBHBIX Pa3HOTIIACHIHA
MOOLIPATH TUCKYCCUU (CIIOPHI)

Tema 5.2 Staff training. Employee motivation.

6.3.2. TunoBble 3aaHUs 1JIsI IPOBEAEHNsI MPOMEKYTOYHON ATTeCTAIUN 00yYAIOIIHXCSI

OIIpEICTATh
MPOHU30MTH, CIYUIUTHCS, TTOYYUTHCS
IpeArnoaraTh, MpeyCMaTpUBaTh, IPUBJICKATH
TpeOoBaTh(-Cs1)

1elb

obpaboTka

oOMeH

CTpEMIICHUE

TUTaHUPOBATh, IPEIIONIAraTh
npeaycMaTpUBaTh

PEUMYILECTBO

W3HAYAJIbHO

peann3oBbIBaTh, OCYIICCTBISTh, BHEAPATH
JOCTHTaTh

MPOTHO3UPOBATh

Habop nmepcoHana

oOyueHue

pa3BuTHE

OLIEHKHU TIPOU3BOIUTEIHLHOCTH
KacaTbCsl, OTHOCHUTHCSI

TOPT

pabouas cuia

3apruiata

CITUSIHUE

npuobpereHue

PEeEeMCTBEHHOCTh

BKJTIOUECHUE

CTapTOBBIN

MOCBSIIATh

JI0Ka3aTeIbCTB

TEKY4eCTh

KaJpoB

HaHUMATh

CTPEMHTHCS

YMEHBIIIATh

HpOMC)Ky'TO‘lHaH aTTecTanyAa Mo JUCHUIIIIMHC ((I/IHOCTpaHHBIﬁ A3BIK» ITPOBOJMTCA Ha 1 KypcCc€ B
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¢dopme 3aueta B | 1 2 cemecTpax M sK3aMeHa B 3 ceMecTpe.

6.3.2.1. TunoBbIie TECTOBBIEC 3aAAHUHA

1. «Are Laura and Paul here?» «No, they » (17)

a) don't arrive yet

b) have already arrived
c) haven't arrived yet

d) haven't already arrived

2. We a holiday last year. (21)

a) don't have
b) haven't had
¢) hasn't had
d) didn't have

3. «Where on Sunday afternoon? I couldn't find you.» (21)

a) you were
b) were you
C) you have been
d) have you been

4. «Where born?» «In Cairo.» (22)

a) were you
b) you are
c) are you
d) was you

5. My car is at the garage. It . (23)

a) is being repaired

b) is repairing

c) have been repaired

d) repairs

6. I can't find my keys. | think .(23)
a) they are stolen

b) they've been stolen

c) they've stolen
d)they're being stolen

7. I go yet. | can stay a little longer. (32)

a) must

b) mustn't

c) don't need

d) don't need to

8. What time go to the dentist tomorrow? (34)

a) you must

b) you have to

¢) do you have to
d) have you to

9. Tracey and Jack . (78, 79)
a) have no children

53



b) don't have no children
c) doesn't have any children
d) have any children

10. «How much money do you have?» « » (78)
a) No

b) No-one

c) Any

d) None

11. children like playing. (82)

a) Most

b) The most

¢) Most of

d) The most of

12.  1like those pictures. (83)

a) both

b) both of
c) either

d) either of

13. Il haven't read these books. (83)

a) neither

b) neither of
c) either

d) either of

14.  Have you got friends? (84)

a) lot of
b) much
C) many
d) alot

15.  We like films so we go to the cinema . (84)

a) a lot of
b) much
C) many
d) a lot

16.  There were people in the theatre. It was nearly empty. (85)

a) a little
b) few

c) little

d) a few of

17. «Where is Emma?» «She » (96)

a) isn't here yet
b) isn't here already
c) isn't here still

18. I locked the door and | gave .(97)
a) Sarah the keys




b) to Sarah the keys
c) the keys Sarah

19. I can'ttalk to you. I'll talk to you later when more time. (99)

a) I'll have

b) I had

c) I have

d) I'm going to have

20. late this evening, don't wait for me. (99)

a) If I'm

b) If I'll be

¢) When | am
d) When I'll be

21. I don't know the answer. If | the answer, I'd tell you. (100)

a) know
b) would know
¢) have known
d) knew

22.  Andrew I like this jacket. if it wasn't so expensive. (100)

a) | buy

b) I'd buy

c) I'll buy

d) I'd bought

23. Emma lives in a house is 400 years old. (101)

a) who

b) which

)it

d) what

24, Did you find the book ?(102)

a) who you wanted
b) that you wanted

¢) what you wanted
d) you wanted it

25. I met can speak six languages. (102)

a) a woman who
b) a woman which
C) awoman

d) a woman she

6.3.2.2. TunoBbie BONMPOCHI K 3aUeTy

Higher education in Russia

My university: entrance requirements, faculty members, leisure time activities.
System of education in Great Britain and the USA

What is management?

The history of management.

Modern management theories.

Globalization and Competition Trends in Human
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8.  Resource Management

9.  Business letters: types of letters. Peculiarities of business correspondence.

10. Telephoning.

11. CVsand interviews

12. Four main roles of a manager.

13.  The functions of managers at different levels of management.

14. A modern manager: personal characteristics, skills and abilities required for effective
management.

6.3.2.3. TunmoBbIe BOMPOCHI K IK3aMeHY

Management styles.

Management features in different countries.

The portrait of a Russian manager.

Team building: the different roles of team members, team performance.

Time management: time management skills, tips for effective use of time.

The Effectiveness of Recruiting

Personnel management: Employee Selection.

Job description.

The types of business communications inside the organization

10. Staff training

11. Employee motivation.

12. Planning as one of the major responsibilities of management.

13. The types of plans. Recommendations for effective planning.

14. Discriminatory Employment Practices.

15.  Employee Safety and Health.

16. Problem solving: individual and group problem solving techniques, stages of consideration
and resolution of the problem.

17. Insurance Benefis.

18. International management: managing large English Russian and international companies.

19. Approaches to managing the company in a changing external environment

20. The ways to improve the company's competitiveness.

CoN~ LN R

6.3.2.4. IIpuMepHbIe TeKCTHI /151 IEPeBO/Ia U NepecKas3a
Benefits of Workplace Mediation for Your Business

Although they might not be fully aware of what a typical session might involve or what the
role of a mediator specifically means, the majority of people are aware of the goals of mediation: to
enhance relationships and to conduct dialogue in an open yet civil manner. In this term then the
principle of mediation is to allow for ideas to be exchangedand compromises reached without
needing to resort to arguing.

However, as this is one of the only widely known facts about mediation, it is often assumed
that the format and the benefits can only be received for personal relationships.

Many people remain unaware that commercial mediation or employment mediation, for
example, exists

What is Commercial Mediation?

The aim of commercial mediation is to resolve disagreements between parties who have a
commercial relationship. This relationship could be between work colleagues, employer and
employee or business and client. There are various disputes which could exist within these
relationships and commercial mediation seeks to resolve them in a manner which is mutually
beneficial and agreeable.

Once an agreement has been reached within commercial mediation then this agreement is
final. It will be used to pave the way forward and to improve the situation. However, for the process
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of mediation to be successful then both parties must be amenable to the process and agreeable to
working within the parameters of mediation.

The Benefits

Whether the mediation in question is commercial, workplace or employment mediation,
recent figures show that the process is becoming more popular. The reason for this, according to
experts, is because of the many benefits which mediation can offer to businesses.

Of course, the specific benefits will depend on the business, the relationship and the dispute
which is to be settled during the course of mediation. However, there are many general benefits
which can also be noted and are a huge attraction to the many business owners who choose
mediation as a way of settling their affairs.

For many businesses, it is the financial advantage of using workplace mediation which
persuades them to follow the course of action. The alternatives to mediation, such as legal
intervention or paying settlements may be much higher than the cost of mediation and as a result of
using workplace mediation there may be no further costs to either party.

In addition, the focus of many mediators is to salvage relationships and for both parties to
have their say. In the case of a legal intervention this focus is lost and as a result, it may be the case
that the relationship between the two parties is lost forever as the result of taking a more aggressive
approach.

The third and most appealing benefit for many people is the speed with which a mediation
process may be completed. Legal matters tend to drag on, as neither party is willing to submit or
compromise but within mediation, a fast and beneficial solution may be made quickly allowing both
parties to move on quickly with their business with nobody left feeling victimised.

Before During and After Meetings
by Sunanda K. Chavan

A meeting is a gathering of two or more people that has been convened for the purpose of
achieving a common goal through verbal interaction, such as sharing information or reaching
agreement. Meetings may occur face to face or virtually, as mediated by communications
technology, such as a telephone conference call, a skyped conference call or a
videoconference.Making the meetings effective and getting the desired output is the main objective
for conducting a meeting.

What things have to be done before the meetings?

First of all fix a purpose of the meeting

Fix an agenda for the meeting.

The agenda that is decided should be circulated prior to members so even they feel involved
and updated.

Fix the time of the meeting and adhere to it and respect and value time of members of the
meetings.

The arrangement should be such that members in the meeting are able to see each other face
hence it can be semi circle or circular arrangement.

What at the time of meeting?

Welcome members to the meeting You can also serve refreshments as well which act as
icebreakers.

Start on time. End on time.

Stick to the agenda.

You can ignite GD to get views and ideas. Hence improving the quality of decisions as well
as members get a feeling that attending the meeting is worth.

Keep conversation focused on the topic. Feel free to ask for only constructive and non-
repetitive comments. Keep minutes of the meeting for future reference in case a question or
problem arises.
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What to do after the meeting?

Write up and distribute minutes within 3 or
4 days.

Discuss problems during the meeting with
officers & come up with ways improvements

Conduct a periodic evaluation of the
meetings. Note any areas that can be analyzed and
improved for more productive meetings.

Meetings can either be very productive or a
complete waste of time...depending on how you
choose to run your meeting.

You don't need a large number of people,
just invite the people who will add value and who
really need to be there

5 Questions to Ask When Hiring an Ecommerce Web Developer
By James Woodgate

Choosing a professional, creative and reliable ecommerce web developer is one of the most
important business decisions you’ll make. While small businesses with straighforward needs can
often get by with an out-of-the-box ecommerce solution, businesses with more complicated needs
may need to turn to a professional ecommerce web developer. As a business owner, you need to be
absolutely confident that your money is well-invested, and that your ecommerce project fulfills all
of your ideas and requirements. However, with such a large number of web development companies
running in the industry today, your search may turn into a daunting task. Here are the top 5 essential
questions to ask before hiring an ecommerce web developer.

1. What Is Your Experience Developing Ecommerce Websites?

When hiring an ecommerce web developer, it is of the utmost importance that you check the
company’s professional history and breadth of experience. You can hardly expect top-notch quality
and complete satisfaction with your ecommerce website if you hire a novice, or even an individual
with just 1-2 years of experience in the field. Instead, opt for established developers with a high
level of expertise, who have sufficient experience building online stores of all sizes. Don’t hesitate
to ask for their project portfolio, which is a perfect representation of how professional, experienced
and creative they are. When looking through their previous projects, pay attention to various
aspects, such as the storefront design, site navigation, overall functionality and dynamic features.
This will help you understand what to expect with your future online store.

2. What Ecommerce Software Do You Use to Create Online Stores?

Developers often use ecommerce software, also known as an online shopping cart, to build
an online store and let it perform its primary function of exposing and selling goods online. There
are plenty of ecommerce software solutions available on the web market today, all varying in terms
of functionality, technologies used, flexibility level provided, usability and pricing. Obviously, not
every solution can perfectly fit your future project. You should be aware that the type of ecommerce
platform used will certainly have a significant impact on your overall online business efficiency and
success.

Therefore, when asking your ecommerce developer this question, you should take the time
to do comprehensive research to make sure that this particular ecommerce software is advanced and
powerful, while still user-friendly. Make sure it’s flexible enough that it will allow you to
effectively manage your store and handle all essential ecommerce tasks and processes on a daily
basis, even without technical knowledge. Note: the use of open-source solutions and technologies
typically points to a reasonable cost of web development services.
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3. Do You Provide Custom Development Services?

With the internet market getting more and more competitive, you will surely need to make
use of every possible opportunity to make your online store stand out from the crowd. If you have
any exclusive ecommerce project in mind, then you should definitely make sure that your
ecommerce developer is ready to provide custom services. For instance, you may want to have your
storefront designed with elegant layouts, or you might want to enrich your store with additional
innovative options like customer-friendly categorization, smart product search, multi-language and -
currency support, virtual fitting and sizing and social shopping options. While working with custom
ecommerce developers, you can enjoy total peace of mind knowing that your brilliant and exclusive
ideas will be turned into a beautiful, custom ecommerce website.

4. Do You Implement SEO Capabilities?

No doubt your ranking in Google and other popular search engines will greatly influence
your overall online success. It is more than crucial that your ecommerce developer implements
highly effective SEO techniques and add-ons while creating your online store, like those that
generate static URLSs, edit page meta data, create custom meta and title tags, and provide table-less
layouts. These functions can make a significant contribution to your SEO efforts and help you to
achieve stable indexing and top results in various search engines, ultimately driving more potential
buyers to your online marketplace.

5. Are You Ready to Make My Online Store Mobile-Friendly?

In our era of mobile technology advancements, consumers are becoming more and more
addicted to their smartphones and tablet PCs, often using them for on-the-go shopping. For this
reason, it is crucial that you have a mobile-friendly online store to let your customers easily reach
you and enjoy the shopping experience from their favorite mobile devices. Make sure that your
developer has experience in creating functional, fully optimized mobile ecommerce websites. For
the best functionality, have your ecommerce provider integrate specific mobile applications,
allowing you to manage and control your store and online sales from any mobile gadget on the go.

Indeed, choosing the right professional with great skills and sufficient experience can make
a dramatic difference for any job. Hopefully, this list of questions will help you in your selection
process, ensuring you find an ideal ecommerce developer for your online venture.

Factors Considered in Assessing Credit Default Risk

The most obvious way to protect against credit risk is to analyze the creditworthiness of the
borrower. In performing such an analysis, credit analysts evaluate the factors that affect the business
risk of a borrower. These factors can be classified into four general categories — the quality of the
borrower; the ability of the borrower to satisfy the debt obligation; the level of seniority and the
collateral available in a bankruptcy proceeding; and restrictions imposed on the borrower.

In the case of a corporation, the quality of the borrower involves assessing the firm’s
business strategies and management policies. More specifically, a credit analyst will study the
corporation’s strategic plan, accounting control systems, and financial philosophy regarding the use
of debt. In assigning a credit rating, Moody’s states:

«Although difficult to quantify, management quality is one of the most important factors
supporting an issuer’s credit strength. When the unexpected occurs, it is a management’s ability to
react appropriately that will sustain the company’s performance.

The ability of the borrower to meet its obligations begins with the analysis of the borrower’s
financial statements. Commonly used measures of liquidity and debt coverage combined with
estimates of future cash flows are calculated and investigated if there are concerns. In addition, the
analysis considers industry trends, the borrower’s basic operating and competitive position, sources
of liquidity (backup lines of credit), and, if applicable, the regulatory environment. An investigation
of industry trends aids a credit analyst in assessing the vulnerability of the firm to economic cycles,
the barriers to entry, and the exposure of the company to technological changes. An investigation of
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the borrower’s various lines of business aids the credit analyst in assessing the firm’s basic
operating position.

A credit analyst will look at the position as a creditor in the case of a bankruptcy. The US
Bankruptcy Act comprises 15 chapters, each covering a particular type of bankruptcy. Of particular
interest here are Chapter 7, which deals with the liquidation of a company, and Chapter 11, which
deals with the reorganization of a company. When a company is liquidated, creditors receive
distributions based on the absolute priority rule to the extent that assets are available. The absolute
priority rule is the principle that senior creditors are paid in full before junior creditors are paid
anything. For secured creditors and unsecured creditors, the absolute priority rule guarantees their
seniority to equity holders. However, in the case of a reorganization, the absolute priority rule rarely
holds because in practice unsecured creditors do in fact typically receive distributions for the entire
amount of their claim and common stockholders may receive something, whilesecured creditors
may receive only a portion of their claim. The reason is that a reorganization requires the approval
of all the parties. Consequently, secured creditors are willing to negotiate with both unsecured
creditors and stockholders in order to obtain approval of the plan of reorganization.

The restrictions imposed on the borrower (management) that are part of the terms and
conditions of the lending or bond agreement are called covenants. Covenants deal with limitations
and restrictions on the borrower’s activities. Affirmative covenants call on the debtor to make
promises to do certain things. Negative covenants are those that require the borrower not to take
certain actions. A violation of any covenant may provide a meaningful early warning alarm,
enabling lenders to take positive and corrective action before the situation deteriorates further.
Covenants play an important part in minimizing risk to creditors.

Securitization

Securitization involves the pooling of loans and/or receivables and selling that pool of assets
to a third-party, a special purpose vehicle (SPV). By doing so, the risks associated with that pool of
assets, such as credit risk, are transferred to the SPV. In turn, the SPV obtains the funds to acquire
the pool of assets by selling securities. When the pool of assets consists of consumer receivables or
mortgage loans, the securities issued are referred to as asset-backed securities. When the asset pool
consists of corporate loans, the securities issued are called collateralized loan obligations.

A major reason why a financial or nonfinancial corporation uses securitization as a fund-
raising vehicle is that it may allow a lower funding cost than issuingsecured debt. However, another
important reason is that securitization is a risk management tool. Although the entity employing
securitization retains some of the credit risk associated with the pool of loans (referred to as retained
interest), the majority of the credit risk is transferred to the holders of the securities issued by the
SPV.

Credit Derivatives

A financial derivative is a contract designed to transfer some form of risk between two or
more parties efficiently. When a financial derivative allows the transfer ofcredit exposure of an
underlying asset or assets between two parties, it is referred to as a credit derivative. More
specifically, credit derivatives allow investors either to acquire or to reduce credit risk exposure.
Many institutional investors have portfolios that are highly sensitive to changes in the credit
spreadbetween a default-free asset and a credit-risky asset, and credit derivatives are an efficient
way to manage this exposure. Conversely, other institutional investorsmay use credit derivatives to
target specific credit exposures as a way to enhance portfolio returns. Consequently, the ability to
transfer credit risk and return provides a tool for institutional-investors; the potential to improve
performance. Moreover, corporate treasurers can use credit derivatives to transfer the risk
associated with an increase in credit spreads (i.e., credit spread risk).

Credit derivatives include credit default swaps, asset swaps, total return swaps, credit linked
notes, credit spread options, and credit spread forwards. In addition, there are index-type or basket
credit products that are sponsored by banks that link the payoff to the investor to a portfolio of
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credits. Credit derivatives are over-the-counter instruments and are therefore not traded on an
organized exchange. Hence, credit derivatives expose an investor to counterparty risk, and this has
been the major concern in recent years in view of the credit problems of large banks and dealer
firms who are the counterparties.

Credit derivatives also permit banks to transfer credit risk without the need to transfer assets
physically. For example, in a collateral loan obligation, a bank can sell a pool of corporate loans to
a special purpose vehicle (SPV) in order to reduce its exposure to the corporate borrowers.
Alternatively, it can transfer thecredit risk exposure by buying credit protection for the same pool of
corporate loans. In this case, the transaction is referred to as a synthetic collateralized loan
obligation.

An understanding of credit derivatives is critical even for those who do not want to use
them. As Alan Greenspan, then the Chairman of the Federal Reserve Board, in a speech on
September 25, 2002, stated:

«The growing prominence of the market for credit derivatives is attributable not only to its
ability to disperse risk but also to the information it contributes to enhanced risk management by
banks and other financial intermediaries. Credit default swaps, for example, are priced to reflect the
probability of net loss from the default of an ever broadening array of borrowers, both financial and
non-financial.»

FINANCE EXPERT SOUNDS ALARM ON 8 WAYS A NEW GLOBAL CRISIS WILL HIT
BY 2015

World Competitiveness Center Director says global economy faces its greatest challenges
since 2008.

Arturo Bris, Professor of Finance at the top-ranked IMD business school and Director of the
World Competitiveness Center, recently predicted that a crisis for the global economy is likely and
that not enough action is being taken to avoid it. He said that based on statistics, the world could
expect a financial crisis as soon as April 2015, ending in March 2016. Bris said the cause of crisis
will come from eight possible scenarios:

1. A stock market bubble

In the last year, stock markets have performed unrealistically well and at some point the
situation will explode. In 2014, analysts were disappointed in the first quarter because earnings
were not in line with market expectations. This means that if markets were to revert to a reasonable
level with regards to earnings, there will be a stock market drop of between 30-35%.

2. Banking in China

A severe crisis could be driven by growing Chinese shadow banking, a system which
consists of loans mainly to government institutions whose performance is not well monitored and
not open to competition. If this system collapses, it will negatively affect the global economy.

3. Energy crisis

The United States, as the world’s largest producer of gas, could cause an energy crisis. If the
US begins exporting to the rest of the world, Russia might feel threatened, causing a geopolitical
storm. The US would have control over energy prices and would exert influence over countries like
the UK, India and Japan.

4. Another real estate bubble

There is a risk of a property bubble forming in countries like Brazil, China, Canada or
Germany. Prices are going up because availability of credit is huge and buyers are pushing prices
up without realizing that they do not correspond to fundamental values.

5. Ratings & bankruptcy corporate crisis: ‘BBB as the new AA’

Companies currently have too much debt and the new norm is to have a BBB rating. In the
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US there are only three companies left with an AAA rating: ExxonMobil, Microsoft and Johnson &
Johnson. If ratings are an indicator of bankruptcy, there will be bankruptcies across the board. If
interest rates increased by 2%, half of the corporate sector would be wiped out.

6. War & conflict

Almost everywhere, except in parts of Europe and the US, there is increasing geopolitical
tension, said Bris. Events like the current crisis in Crimea, could trigger a market crash, even if
there is no war.

7. Increasing poverty

Overall world poverty has increased and whenever the poor become poorer, we can expect a
social conflict. The crusade against income inequality could also further hinder innovation and
growth by reducing the benefits of innovation, threatening the economy.

8. Cash and hyperinflation

The surplus of cash that central banks and corporations are holding could end up damaging
the economy. The ECB is lending money to financial institutions that put it back into the ECB,
which is a vicious circle and today Google could afford to buy a majority stake in Ireland and
Microsoft could buy more than 50% of Singapore, which is immoral.

«While many economies seem to be finally rebounding since the 2008 crisis, we shouldn’t
be complacent,» Bris said. «Too often we do not learn from history and do not act when faced with
a crisis we know is imminent.»

Arturo Bris is Professor of Finance at IMD and directs the IMD World Competitiveness
Center. He was a keynote speaker at IMD’s Orchestrating Winning Performance program where he
unveiled his predictions for the future.

FS ORGANISATIONS NEED TO FOCUS ON THE CUSTOMER TO SECURE THEIR
SHARE OF THE RECOVERY

By Richard Goold, Executive Director at Moorhouse

As the economy passes the pre-recession peak, the impact on the financial services (FS)
sector is clear. Whereas previously traditional FS organisations were king in the marketplace, the
move by regulators to open the market to new entrants is creating new competition within the
industry. Tesco’s recent decision to launch a current account is a prime example of the way in
which the retail banking sector is changing. Tesco might be the first supermarket to launch a current
account, but it is by no means going to be the only one to make this move. Established banks cannot
rely on existing customers staying with them just because they have been customers for life or even
generations. The competitive landscape, ease of being able to switch and increasing expectations of
customers are redefining the market. Growth, and in some cases survival, will be dependent on
their relationship with the customer and the experience that customers ultimately have with their
organisation.

After the government opened up the banking market more widely, there has been an influx
of challenger organisations delivering banking services effectively and at competitive rates, leading
to disruption of the traditional model. Furthermore, the quality of service that customers now expect
has changed significantly in the past ten years. Customers expect organisations supplying services
to be more customer focused than in the past which is posing some particular challenges for FS
organisations. It is no surprise that retailers seek to enter this sphere as their ‘customer is always
right’ attitude is more closely aligned with these new expectations.

Retail banking is a transactional experience which aligns to the strengths of the retail
industry. Supermarkets are well poised to disrupt this market as they are adept at focusing on
customer experience and can apply this to creating desirable banking services. For example,
supermarket retailers can integrate banking services in to existing supermarket space creating more
of a one-stop shop for customers. Alongside ample and free parking as well as extended opening
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hours, customers have far better access to banking services when they want them. Furthermore,
supermarkets already possess sizeable customer bases, huge store networks and an excellent
knowledge of their customers’ preferences as they are able to access data collected through loyalty
schemes. In fact, with the vast amount of data that has been collected through loyalty schemes the
opportunity for supermarkets to be both proactive and innovative in offering suitable add on FS
products and driving customer loyalty is not insignificant.

Traditional banks must compete with supermarkets and challenger banks to offer a more
flexible service that will appeal to customers. This is typified by the seven day service now offered
by banks that allows customers to switch their current accounts from one provider to another more
quickly and easily. The government is even considering mandating that banks must allow their
customers to be able to switch their current accounts immediately. As the emphasis on choice has
risen, the power in the relationship has shifted from banks to their customers.

An unexpected consequence of the financial crisis is the rise of shadow banking. As
financial institutions have withdrawn from offering certain services, shadow banks have multiplied
offering an alternative to traditional banks. Shadow banking, as it stands, ranges from the extremes
of unregulated lending services that charge high interest rates, to other sources of funding. In the
absence of banks providing necessary services to SMEs, many turned to crowdsourcing and peer to
peer (P2P) services as a means of obtaining loans. As other sources rush to meet the need of
customers that are unable to obtain loans from traditional organisations, it is these established firms
that are losing out. Although the market share of P2P lending accounts is still very small, they are
on the rise and collectively can still disrupt the market.

The rise of shadow banking and challenger firms should be a wake up call for the traditional
financial institutions. In the wake of the global financial crisis, trust in the banking industry is low
and banks must work hard to win the confidence of customers. Traditional FS firms need to change
their mindset, otherwise they risk failing to make the investment and changes necessary to stay
ahead of the competition.

In the aftermath of the recession, organisations were focused on cost reduction,
consolidation and protecting core services. However, it is detrimental to remain in this mindset as
the economy recovers and returns to robust growth. Our 2014 Barometer on Change, a survey
among 200 of the most senior FTSE, multinational and public sector leaders in the UK, found that
only half of businesses are «extremely clear» about their strategy. Around a quarter (22%) of the
UK’s biggest organisations say their strategy is only «quite clear», while only just over half (52%)
of business leaders say that their strategy is «extremely clear», up from 44% in 2013. If FS
organisations are to remain competitive, they need to develop a strategy focused on developing a
long-term relationship with their customers.

Customer experience cannot be underestimated. If an organisation truly succeeds at putting
customers at the heart of what they do, they are likely to reap big rewards. Whilst many
organisations have a customer engagement strategy in place, this must be assessed and revisited
every six months at least. Customer engagement is not a box to be ticked each year, it should be a
core and strategic focus for all organisations. Developing this strategic focus allows organisations to
adopt a big picture view enabling them to see the benefits of each action.

While strategic focus is important, some quick wins early on in a programme can be a good
way to motivate staff and create ° buy in’. This will help ensure support for these projects and help
organisations resist the urge to re-allocate resource to short-term non-strategic initiatives. Without a
clear strategy, it is much harder to prioritise and compare actions. FS organisations should create a
single view of investments across the business and review them as a whole regularly to make sure
they are achieving their objectives.

To take advantage of growth, organisations have to do new things. Unless they can turn
strategy into action extremely quickly, they won’t be able to take advantage of the better economic
outlook or stay ahead of the competition. However, securing the resources needed to deliver actions
is crucial. Building partnerships both internally and externally will help to ensure the right skilled
resource, at the right time, at the greatest value. It is up to project managers to demonstrate greater
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flexibility and be multi-disciplined — they are at their most effective when they can apply business
analysis skills and subject matter expertise. There is a greater need for agility, responsiveness and
engagement within the industry and it is up to the people within an organisation to ensure that the
company has the necessary strategic focus and the means to put this in practice.

Challenger banks are currently the furthest ahead in the sector as they embrace innovation
and build a strategy around their customers’ needs. Challenger banks have an advantage as they
build their companies from new without being constrained by legacy or technology infrastructure.
Unless traditional FS organisations seek to make the necessary changes to their strategy, they may
find themselves lagging even further behind. Innovation and transformation in their businesses is
going to be crucial to remaining competitive and to ensure that they take advantage of growth.

6.4. MeToauyeckue MaTepHAaJibl, ONpe/essiiolue MPoueIypbl OeHUBAHUS 3HAHMIA, yMEHUIA,
HABBIKOB U (WJIH) ONBITA 1eATEJbHOCTH, XapPAKTEPHU3YOIIHUX 3TaNbl (JOPMHUPOBAHUSA
KOMIIeTeHII M

C uenpl0 ompeneNieHHWs YpPOBHS OBIAJCHUS KOMIIETCHIUSMH, 3aKpEIUICHHBIMH 3a
JUCLUIUIMHOM, B 3a/laHHbIE MPENOAaBaTE]IEM CPOKH IPOBOJUTCS TEKYIIUA M MPOMEKYTOUYHBIM
KOHTPOJIb 3HAHWH, YMEHUN M HABBIKOB Ka)XJ0ro oOywaromierocs. Bce BUABI TEKyIIETo KOHTPOJIS
OCYILECTBIISIIOTCSL HA MPAKTHUECKUX 3aHATUsAX. [Ipyu OolleHMBaHMM KOMIETEHIMI MPUHUMAETCS BO
BHUMaHuE (opmupoBaHue MTPOPECCHOHAIBHOTO MHPOBO33PEHUS, OMNPEIEIECHHOTO  yPOBHS
BKJIFOUEHHOCTH B 3aHATHSA, peIICKCUBHBIC HABBIKH, BJIAJICHUE N3YyYaeMbIM MaTEPHAIIOM.

[Iponienypa olieHHMBaHUsI KOMIIETEHIIMI 00y4YarOMIMXCcs OCHOBAaHA Ha CJIEAYIOMIUX CTaHAapTax:

1. ITeproiMYHOCTH POBEICHUS OIICHKH.

2. MHOroCTyneH4YaToCTh: OIeHKa (KaK MperojaBaTesieM, TaKk U 00y4YarolUMUCS TPYIIIbI) U
CaMOOIICHKa O0OydJaromierocs, OOCYXKIEHHUE pE3yJIbTaTOB W KOMIUIEKC MeEp II0 YCTpPaHEHHUIO
HEIOCTATKOB.

3. EnuHCTBO HMCHONB3yeMOW TEXHOJOTHH JJII BCEX OOYYarOIIMXCsl, BBIITOJIHECHHE YCIOBHM
COMOCTaBUMOCTH PE3YJIbTAaTOB OLICHUBAHUSI.

4. CobmroieHHe MOCIe0BATEIbHOCTH ITPOBEICHHSI OLICHKH.

Texymasi arrecramusi o0y4yamomuxcsi. Texyimas aTTectanus 00yJaroImuxcs M0 JUCIUILTHHE
«HOCTpaHHBIN A3BIK» MPOBOJUTCS B COOTBETCTBUU C JIOKaJbHBIMM HOpMaTUBHBIMU akTamu OAHO
BO MIICY u sBnsercs 00sA3aTeIbHON.

Tekymas aTTecTanus 1Mo yaeOHON AUCITUIUTMHE POBOAUTCS B (popMe onpoca U KOHTPOJIBHBIX
MEPOIIPUATHA 10 OICHUBAHMIO (DAKTHUECKUX PE3yJbTaTOB OOydeHHs] OOydYaroImuxcs U
OCYIIECTBIISCTCS MPENOaBaTEIeM TUCIIUIUIAHEI.

OO0BekTaMM OIEHUBAHUS BBICTYIIAIOT:

1. yueOHas IUCLUIUIMHA (aKTUBHOCTh Ha 3aHATUAX, CBOCBPEMEHHOCTH BBIMOJIHEHUS
Pa3IMYHbIX BUJOB 33/1aHUMH, TIOCEIAEMOCTh BCEX BUJIOB 3aHATHUI 110 aTTECTyeMON AUCLMIIIINHE);

2. CTENEHb YCBOCHUS TEOPETUUECKUX 3HAHUH B KQUECTBE «KIIIOUEH aHaIHU3a»;

3. YPOBEHb OBJAJICHHUs] TPAKTUYECKUMH YMEHUSMH M HaBBIKAMH [0 BCEM BHJaM
y4eOHOH paboTHI;

4. pe3yJIbTaThl CAMOCTOSTENBHON PabOTHI.

AKTHUBHOCTH 00YYarOIIErocs Ha 3aHATUAX OLIEHUBAETCS] Ha OCHOBE BBIIIOJHEHHBIX UM paboT U
3aJlaHul, IPEAYCMOTPEHHBIX IaHHOM paboyeil mporpaMMoi TUCHUIUINHBI.

Kpome TOro, oneHuBanue oOydYaromerocss IMPOBOAUTCS Ha TEKyIIEM KOHTpOJIe IO
aucuuiuinHe. OLneHUBaHue 00y4arolierocs Ha KOHTPOJIbHON HEJeNe MPOBOAUTCS MPETOAAaBATEIEM
HE3aBUCUMO OT HAJIMYUS WM OTCYTCTBHsI 0Oydatouierocs (1o yBaKUTEIbHON MM HEYyBa)KUTEJIbHON
MIPUYMHE) HA 3aHATHH.

OneHuBaHue O0y4YarOLIErocs HOCHUT KOMIUIEKCHBIM XapakTep M YYMTBIBAE€T IOCTHUIKEHUS
oOyuyaromerocss 10 OCHOBHBIM KOMIIOHEHTaM Y4eOHOro Ipolecca 3a TEKyIIUd MepHoa ¢
BBICTABJICHUEM OLIEHOK B BEZJOMOCTH.

IIpome:xkyTouHasi arTecTanus odyqarwmuxcs. [IpomexxyTounas arrectanus 00ydarOmIuXCst
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Mo y4eOHOW NUCUMUIUIMHE TMPOBOAUTCS B COOTBETCTBUU C JIOKAJIHHBIMA HOPMATHBHBIMU aKTaMH
OAHO BO MIICY u sBasetcst 00s13aTeNbHOM.

[TpoMexyTouHass arrecTanus MO Y4YeOHOW IUCIHMIUIMHE MPOBOAMTCA B COOTBETCTBUU C
yaeOHbIM I1aHoM Ha 1 kypce B 1 u 2 cemecTpax B ¢hopMe 3a4deTa u B 3 cemecTpe B (hopMe dK3aMeHA
JUISE OYHOM, OYHO-320YHOU M 3a04HOW ¢GopM OOyueHHUs B MEPHO] 3a4E€THO-3K3aMEHAI[MOHHOM
CECCHH B COOTBETCTBUU C TpauKOM MPOBEACHHUS.

OOyuaromuiecss AOMYCKAarOTCS K 3a4eTy W DK3aMEHy [0 JAUCLUUIUIMHE TpPU YCIOBUU
BBIITOJIHEHUA UM y‘-IC6HOFO I1aHa 110 AUCHUIINIMHE:. BBIIIOJIHCHUSA BCEX 3aI[aHI/II>'I nu MCpOHpI/IﬂTI/II\/'I,
IIPEyCMOTPEHHBIX IPOrPAMMOM JUCLHUIIINHBI.

Onenka 3HaHUIl OOydarollerocs Ha 3adeTe M HK3aMEHE OIpe/essieTcsl ero y4eOHbIMU
JOCTHKEHUSIMM B CEMECTPOBBIM IIEPUOJA M pe3ysNbTaTaMU TEKYILErOo KOHTPOJISl 3HAaHUM H
BBITTOJIHEHHUEM UM SaﬂaHHﬁ.

3HaHUS yMEHHUS, HaBBIKM OOYYAIOLIErocs Ha 3adeTe OLIEHUBAIOTCS KaK: «3aYTEHO», «HE
3a4TEHOY.

3HaHUS yMEHHUs, HaBBIKM OOYyYaloIIerocs Ha 5K3aMEHE OLEHHMBAIOTCA MO MATHOAJUIbHOM
HIKaJIe: KOTIMYHO» — 5; «XOPOIIO» — 4; «yIOBJIECTBOPUTEIHHO» — 3; «HEYJJOBJICTBOPUTEIBHOY — 2.

OcCHOBOI 17151 onpeieNICHUs OLIEHKU CIYXHUT YPOBEHb YCBOCHHUS 0OyYaroLIMMUCS MaTepuaia,
MIPeyCMOTPEHHOIO JAaHHOH paboueil mporpaMMoHu.

CtyzaeHTy, MOTy4YUBIIEMY OLICHKY «HEYJIOBIETBOPUTEIHHO» MPEIOCTABISAETCS BO3ZMOKHOCTh
JIMKBUAUPOBATL  3aJO0JDKCHHOCTH IO HM3y4YaeMOMY KypCy B JHHU II€pecaaduu MU 110
UHAUBUAYATbHOMY IpaQuKy, YTBEPKICHHOMY JIEKaHOM (aKyJbTeTa.

7. IlepeyeHb OCHOBHOI M JIONMOJIHUTEJILHOH Y4yeOHOU JMTepaTypbl, HeOOXOAMMOM IJIsi
OCBOEHUS TUCIHILJIMHBI

a) OCHOBHAsI y4eOHasl JIMTEpaTypa:

1.  Kocrepuna [O.E. JlenoBoii anrnuiickmii si3pik = Business English : yue6HOe mocoOue /
Kocrepuna 10.E., Jlacuna M.B., Bssuruna C.}O.. — Owmck : OMckuil rocyJapCTBEHHBIN
texHuueckuii yHuBepcurer, 2020. — 96 ¢. — ISBN 978-5-8149-2981-5. — Tekct

anektponHslit / IPR SMART : [caiit]. — URL: https://www.iprbookshop.ru/115417.html . —
Pexum noctyna: uist aBTOpU3UP. MOJIB30BaTEINEH.

2. KapakumeBa B.JI. Illar k ycnexy B OusHece. KoproparuBhas KynabTypa. Stepping-stone to
Success in Business. Corporate Culture : ydebHoe mocobme / KapakumeBa B.JI.. —
HoBocubupck : HoBocuOupckuii rocyaapcTBEHHbIN TeXHUYECKUN yHUBepcutet, 2019. — 74
c. — ISBN 978-5-7782-3751-3. — Tekcr : anexrponnsiii // [IPR SMART : [caiit]. — URL:
https://www.iprbookshop.ru/99244.html . — Pexxum qocTyna: it aBTOpU3UP. TOIb30BATEICH.

3. Amskuna H.B. AHrmuiickuii sS3bIK - 111 MEXKKYJIBTYPHOTO OOIIEHUS: OCOOCHHOCTH SI3bIKOBOM
KyJbTYpBI M HAIIMOHAJIBHOTO CBOEOOpa3us aHrioropopsiumx crpad = English - for intercultural
communication: features of language culture and national identity of English-speaking
countries : yueObHoe mocooue (A1-A2) / Amskuna H.B., Mapyksa XK.A., ComoBa N.IO.. —
MockBa : YHHBEpPCHTET MHUPOBBIX IuBHIM3anuii uMmenn B.B.Kupunosckoro, 2022. —
146 c. — ISBN 978-5-907445-94-9. — Tekcr : snektponssiii / IPR SMART : [caiit]. —
URL: https://www.iprbookshop.ru/126931.html . — Pexum mocTyma: IS aBTOPHU3UP.
I10JIb30BATEIICH.

0) 1oMOTHUTEIbHASI yuYeOHas JInTepaTypa:

1.  AndepoBa T.A. CaMOCTOSITEIEHO TOTOBUMCS K TECTy IO I'paMMAaTHKE aHTJIMHUCKOTO SI3BbIKA :
yueOHoe mocooue / Andepoa T.A.. — Hopocubupck : CHOUpPCKHI TOCyJapCTBEHHBIN
YHHUBEPCUTET TeleKoMMyHUKarmii 1 uapopmaruku, 2018. — 181 c. — TekcT : 31eKTpOHHBII
// TPR SMART : [caiitr]. — URL: https://www.iprbookshop.ru/84085.html . — Pexum
JOCTYyTIA: [Tl aBTOPU3HP. TIOIH30BaTENEH.

2. MWsmaitnoBa M.A. JlenoBoe obOmienne : ydeOHoe mocobue / M3maiimoBa M.A.. — Mocksa :
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HamkoB u K, 2021. — 252 ¢. — ISBN 978-5-394-04151-8. — Texkcr : anektponHslii // [PR
SMART : [caiit]. — URL.: https://www.iprbookshop.ru/107778.html . — Pexwum goctyna: mis
aBTOPU3UD. MIOJIB30BATEIIEH.

3. VHOCTpaHHBI! SI3BIK MPOQECCHOHATEHOTO OOMIEHHS (aHTTMICKHH SI3BIK) : yueOHOe Tocodue /
N.b. KomeBapoBa [u 1p.].. — Boponex : BopoHexckuil rocygapCTBEHHBI YHHUBEPCUTET
UHKeHepHbIX TexHoyormid, 2018. — 140 c. — ISBN 978-5-00032-323-6. — Tekcr :
anektponHsblit // IPR SMART : [caiit]. — URL: https://www.iprbookshop.ru/76428.html . —
Pexwum noctyna: 1uist aBTOpU3Hp. MOJIb30BaTENEH.

4.  KupwuioBa W.K. I'pammaruka anrnmiickoro ssbika. COOpHUK yHpaXXHEHUH : y4yeOHO-
npaktuueckoe nocobue / Kupunosa UK., becconona E.B., [Ipocsnosckast O.A.. — Mocksa
: MOCKOBCKUH TOCYJIapCTBEHHBIN cTpouTenbHbI yHHBepcuteT, Al Ilu Op Meaua, ObC
ACB, 2016. — 147 c. — ISBN 978-5-7264-1295-5. — Tekcr : anekrponnsiii / [IPR SMART

[caiir]. — URL: https://www.iprbookshop.ru/48039.html . — Pexum nocrtyna: s
ABTOPHU3UP. MOJIb30BATEIICH.
5. Jloktrommua E.A. Introduction into Business / Jlokriommua E.A.. — CapatoB : By3oBckoe

obpaszoBanue, 2016. — 166 c¢. — Texkcr : snekrponnsii / [IPR SMART : [caiit]. — URL:
https://www.iprbookshop.ru/38927.html (nara o6pamenus: 18.07.2023). — Pexum gocryna:
JUTSL aBTOPH3HP. TTOJIb30BATENEH.

6. MepkynoBa H.B. Anrmmiickuii s3eik B cepe ympasienus / English for Management :
yuebHoe mocobue / Mepkynoa H.B.. — Boponex : BopoHexckuil rocymapcTBEHHBIH
ApPXUTEKTYPHO-CTpOoUTENbHBIM yHHBepcuteT, DbC ACB, 2016. — 124 ¢. — ISBN 978-5-
89040-582-1. — Tekcr : onektponnsii // IPR  SMART : [caiir]. — URL:
https://www.iprbookshop.ru/59141.html . — Pexxum gocTyma: 1uis aBTOPU3HP. TOIb30BATEICH.

7. MycaeB P.A. /lenoBoii aHITIMICKUI SI3bIK TOCYAAPCTBEHHOI'O M MYHUIIMIIAJILHOTO CITYXKAILEro :
yueOHoe nocooue / MycaeB P.A., Myprazuna D.M.. — Kazanp : Kazanckuii HalmoHaIbHBIN
HCCIIeIOBATENbCKUN TexHonorndeckuid yausepeurer, 2016. — 207 ¢. — ISBN 978-5-7882-
1921-9. — Tekcr : onekrponnbii // IPR - SMART : [caiit]. — URL:
https://www.iprbookshop.ru/61841.html . — Pexxum nocTyna: 1yis aBTOpU3UP. TOTb30BATEICH.

8. MeToauuecKkue YKazaHnusl 1Jist oﬁyqamumxcﬂ M0 OCBOCHHIO JTUCHUITJIHHBI

Buj nessiteabHOCTH MeTtoanyeckne YKa3aHus M0 OPraHU3aINHU IeSITeTbHOCTH CTY€HTa

[IpakTryeckue 3aHATHS IIpopabotka paboueii mporpaMMbl, yaensss 0co0oe BHUMAaHHE IEIsIM U
3alayaM, CTPYKType W COJCP)KaHWIO JUCIMIUIAHBL. [IpM MOATOTOBKE K
paboTe ¢ TEKCTOM NPOYMTaTh TEKCT BCIyX M TEPEBECTH, IIOJIB3YACh
cloBapeM; OBITh TOTOBHIM ITIOHUMAaTh OOJBITHE CJIOKHBIE B S3EIKOBOM
OTHOIIIGHUU  XYJOXECTBEHHBbIC, MPO(ECCHOHATBLHO OPHECHTUPOBAHHBIC
TEKCThI, CTaThU U COOOIICHUS IO COBPEMEHHOW NpoOIeMaTHKE TpU
HEOOXOAMMOCTH TMOJB3YSCh CIOBapeM. bBITh TOTOBBIM TOHHWMATh
Pa3BepHYThIC COOOIECHUS NPEIOIaBaTelIsl, CBA3aHHBIC C OBITOBOM, YUeOHO,
a TaKke MpodhecCHOHAIBHO-OPUEHTUPOBAHHON TeMaTukoi. Eciu 3aianuem
OBLIa MMOATOTOBKA JOKIA/Aa, AUaiora, TUCKYCCHH, HEOOXOAMMO 3allOMHUTh
TEKCT CBOETO BBICTYTUICHHUS, C TEM YTOOBI HE YNTATh €T0, a pACCKA3BIBATh.

NunuBuayanbHbie 3HAKOMCTBO C OCHOBHOM U JOMOJHUTEIBLHON JUTEPAaTypoOd, BKIIOYAS
3a/1aHus CIPAaBOYHBIC W3/IaHUs, 3apyOekHbIE HMCTOYHUKH, KOHCIIEKT OCHOBHBIX
MOJIOKEHUH, TEPMUHOB, CBEICHHA, TPEOYIOIUXCS I 3allOMHHAHUS U
SIBJISTFOIIIXCSI OCHOBOTIOJNIATAlOIIMMHE B 3TOM TeMe. CocTaBieHrne aHHOTAIUiH
K MPOYUTAHHBIM JINTEPATYPHBIM UCTOYHHUKAM H JIP.

[TepeBos TekcTa Ilpu mepeBozme pexOMeHAYyeTCsl CieqyIollas IOCIIEAOBATEIbHOCT PabOThI
HaJl TEKCTOM:

1. O6pature ocoboe BHMMaHWE Ha 3arojiOBOK Tekcta. IlpounrtaiiTe Bech
TEKCT JI0 KOHIA ¥ TIOCTapaiTech MOHATH €ro odl11ee coaepiKaHue.

2. lpuctynure x nepeBony mnpemyioxenuil. IIpouuTaiite npeanoxenue u
OIIpeJeNIUTe, IPOCTOE OHO MM clIokHOe. Eciu mpeasioxeHue ClloxkHOE,
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pa3bepuTte ero Ha OTAETbHBIC MPEAJIOKEHUS (CIOKHOMOMYMHEHHOE — Ha
IJIABHOE W MNPUAATOYHOE, CIOXHOCOYMHEHHOE — Ha mpoctele). Halaure
000pOTHI ¢ HEMTUIHBIMU (HOPMaMH TJIaroa.

3. B mpocToM TMpeayoXeHHM HaWIuTe CHayana ckazyemoe (TpyImy
CKa3yeMoro) mo JM4YHOH (opMme TIiaroia, MO CKAa3yeMOMY OIpEHeNuTe
nojiexariee (Tpymiy MMoajIeXKaliero) U JOMOTHEHHE (TPYIITY JTOTIOTHEHS ).
4. Onmpasch Ha 3HAKOMBIE CJIOBA, MPUCTYMUTE K IIEPEBONY B TaKOM
NOPSIIKE: TPYIa MOJ- JIeKaIlero, TpyMia cKka3yeMoro, rpymnia J0MoJHEeHuS,
00CTOSITENIbCTBA.

5. Beigenure HE3HAKOMBIE CJIOBA M OINpEENUTe, KaKOW YacThiO PeUYd OHU
apistores. OOparnaiite BHUManue Ha cy(QdUKCH U MpedUKCHl ITHX CIIOB.
Jns onpeneneHuss MX 3HAYCHHS NPUMEHSANHTE S3BIKOBYIO JOTajKy, HO
MpoBepsiTe ceds ¢ moMoIIbio ciioBaps. [IpounTaiiTe Bce 3HAUYCHUS CIIOBA,
MIpUBEJICHHBIE B CJIOBAPHOW CTaThe, W BbIOepHTE HamboJiee MOAXOJSIICE.
IIpu pabote co ciaoBapeM UCHOIB3YyHTE UMEIONIUECS B HEM MPUIIOKEHHUS. 6.
Beimummre He3HAKOMBIE CIIOBA, IEPEBEIUTE UX HAYEPHO (IOCIOBHO).

7. IlpucTynure K nepeBoy TEKCTA.

8. [IpoBepbTe COOTBETCTBUE KX I0M (Ppa3bl MEPEBOA OPUTHHATY.

9. OrpenaktupyiitTe mepesoa. OcBobomuTe TEKCT MepeBoja  OT
HECBOICTBEHHBIX PYCCKOMY SI3bIKY BBIPXKEHHUI U 000POTOB.

10. TlepenumnTe roTOBBIA NEPEBO.

JIekCHYeCKU JUKTAHT

IIpy mOArOTOBKE K HANMCAHUIO JUKTAHTA MOBTOPUTH JICKCUYECKUN U
rpaMMaTU4ecKuil Marepuall, MpaBuUjia CIOBOOOpPA30BaHUs, CTPYKTYpY
IIPEIOKEHUSL.

['pynmoBas nuckyccus

['pynmoBass ~ QUCKycCHS ~ TIO3BOJISIET  ONPENEIHTh  yPOBEHB
c(OpPMHPOBAHHOCTU NMPO(YECCHOHAIBHBIX KOMIIETEHIIUI B YCIOBHUSIX
MaKCUMaJIbHO MPUOIMKEHHBIX K TPO(PECCHOHAIBHON CpeJie.

Jlnis mpoBeieHus TPyNIOBOM JUCKYCCUM NPENoAaBaTellb, Ipeasaraet
HauboJjiee  aKTyaJlbHyl0 TEMy W3  pEaJbHOM  OOIEeCTBEHHO-
HNOJUTUYECKOH  OOCTAaHOBKHM, M  CTaBAT TMepel  ayAUTOpHUEH
po0OJIeMHbIE aCHEKThI, HA KOTOpbIe 00yJaromuiics J0KEH 00paTUTh
ocoboe BHHMMaHHE, C(HOPMHPOBATH CBOIO JIMYHOCTHYIO IO3UIIMIO,
000CHOBATH €€ U MOJArOTOBUTCA K YYacTHIO B IucKyccuu. [IpoBenenue
IPYNIOBON JUCKYCCHM INpearoiaraeT yBuaeTb c(hOpMUPOBAHHOCTD Y
00ydaromerocss COOTBETCTBYIOIIUX KOMIIETEHLUUH, B TOM 4YHCIIE
YMEHHE CTaBUTh MpoOsieMy, OOOCHOBBIBATH IyTH €€ BO3MOKHOTO
pa3penieHns, YMEHHE BECTH IHMBHUJIM30BAHHBIA JHAJIOT, OTCTAaUBATh
CBOIO TOYKY 3pEHHUS, apryMEHTHPOBAaHO OTBEYaTh Ha IIPABOBBIE
TIO3HIIMY WHBIX YYaCTHUKOB IPYNIIOBOH JTMCKYCCHH.

CamocTosiTenpHas
pabora

CamocrosiTennbHass paboTa MPOBOJUTCS C LEJNBIO: CHUCTEMaTH3allud |
3aKpEeIIEHN MTOJIyYE€HHBIX TEOPETUYECKUX 3HAHUN U MPAKTHUYECKUX YMEHHUH
oOyyaromuxcsi; yriayOJeHHs M pacUIMPeHUs TEOPETHYECKUX 3HAHUH
CTYACHTOB; (OpPMHUpOBaHUS  YMEHHMH  HCIONB30BaTh  Yy4eOHYIO U
CHELMANBHYIO JIUTEPaTypy; Pa3BUTHA MO3HABATEIBHBIX CIIOCOOHOCTEH H
AKTUBHOCTH 00YyYaIOMIMXCs: TBOPYECKOH MHUIMATUBBI, CAMOCTOSITEIBHOCTH,
OTBETCTBEHHOCTH, OPTaHU30BaHHOCTH; (POPMHUPOBAHHE CAMOCTOSTEIHHOCTH
MBIIIUIEHUS, CIIOCOOHOCTEH K CaMOpPa3BUTHIO, COBEPIIEHCTBOBAHUIO H
camoopranuzauuy; (HopMHpOBaHUS NPOPECCHOHAIBHBIX KOMIICTCHLU;
Pa3BUTHIO MCCIEIOBATENECKAX YMEHUH 00yJatoniXcsl.

®dopMbl ¥ BHIBI CaMOCTOSITEJILHOW pabOThI: YTCHHE OCHOBHOU W
JIOTIOJIHUTENIBHOM JIUTEpaTyphl — CAMOCTOSATENIBHOE N3yUEHNE MaTepHaa Io
PEKOMEHIyeMBbIM JIUTEPATYpPHBIM HCTOYHHMKaM; paboTa ¢ OHOIMOTEUHBIM
KaTaJoroM, CaMOCTOSITENFHBINA MOAOOp HEOOXOIMMOW JIHUTEpaTyphl; padoTa
CO CIIOBapeM, CHPAaBOYHHMKOM; MOUCK HE0OXOAWMOH HMH(pOpMalud B CETH
HHTEpHET, KOHCIEKTUPOBAHWE MCTOYHHMKOB; IOATOTOBKA K Pa3IMYHBIM
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(hopMaM TeKyIIei 1 MPOMEKYTOUYHOU aTTeCTAlUH (K TECTUPOBAHUIO, 3a4ETy,
SK3aMEHY ); BBHITIOIHEHHE TOMAITHIX KOHTPOJIBHBIX PabOT; CaMOCTOSTEIEHOE
BBITIOJTHEHUE MPaKTHYECKUX  3aJaHUil  pPEenpOAyKTUBHOTO THTIA
(BHEAY TUTOPHOE YTEHHE, MACBMEHHBIN IIEpEeBO] nH(pOopMaIIH
po(heCCHOHANBHOTO XapaKkTepa ¢ MHOCTPAHHOTO SI3bIKa Ha PYCCKUM, OTBETHI
Ha BONPOCH], BHITIOJHEHHWE 3aJaHUil 10 TPONAEHHBIM TPaMMAaTHYECKHM
T€MaM C HCIIOJIb30BAHUEM CIIPABOYHOM JINTEPATYpPHI, TECTHI; BBINOIHEHUE
WH/IMBH]Ty JIbHBIX U TPYIIIOBBIX TBOPUSCKUX 3aIaHUH ).

TexHomOTHs OpPraHM3alMd  CaMOCTOATEIBHOH pPabOThl  OOyYaroIIUXCS
BKITIOYAET MCIOJIh30BaHNE WH(GOPMAIIMOHHBIX U MaTepHUATbHO-TEXHIUECKUX
pecypcoB 00pa30oBaTENIBHOIO YUPSKICHHs: OWOIMOTEKY C YHUTAIBHBIM
3aJI0M, YKOMILJIEKTOBAHHYIO B COOTBETCTBUHU C CYIIECTBYIOIIMMU HOPMaMH,
yIeOHO-METOTUIECKYI0 0a3y y4eOHBIX KaOWHETOB, JlabopaTopwii M 3aia
KO):[I/I(I)I/IKaHI/II/I; KOMITBIOTEPHBIC KJIACChl C BO3MOKHOCTLIO pa6OTBI B cC€Tn
Wntepner; ayautopuu (Kiaacchl) Ui KOHCYJIbTALIMOHHOM J€ATENbHOCTH;
Y4eOHYI0 B YIeOHO-METOIUICCKYIO JTUTEPATypy, pa3pabOTaHHYIO ¢ YUETOM
YBEIMYCHHUS JOJM CaMOCTOSTENIbHOW pPabOThl  CTYJCHTOB, W HHBIC
METOANYCCKUEC MaTcpualbl. Hepez[ BbIIIOJTHEHUEM O6y‘laIOHH/IMI/ICH
BHEAYJIUTOPHOH CaMOCTOSATENBHON pa0OThl MpPENoAaBaTelb IPOBOAUT
KOHCYJIbTHPOBAHHE TIO BBHITIOJHEHUIO 3aJaHus, KOTOPOE BKIIIOYAET IENb
3aJjaHusl, €r0 COJCPIKAHUS, CPOKH BBIMIOJHECHUS, OPUCHTUPOBOYHBIA 00BbEM
paboThl, OCHOBHBIE TpeOOBaHUSA K pe3ylbTaTaM pPalOThl, KPUTEPUH
omeHrnBaHWs. Bo BpeMms BBINOMHEHHS OOYYAIOMIMMHUCSA BHEAYAUTOPHOM
CaMOCTOATENFHON PaboThl W IpH HEOOXOIWMOCTH TPENOAaBaTeb MOXKET
IIPOBOJUTH WHAWBUAYAJIbHBIC u TpyHnIoBLIC KOHCYJIbTAallhH.
CaMmocrosiTennbHasT padoTa MOXKET OCYIIECTBIATHCS WHAWBHUIYATbHO WIIH
rpynnamMu oOydaroniuxcsi B 3aBUCHMOCTH OT LEiH, 00beMa, KOHKPETHOH
TEMaTUKH CaMOCTOSITENIbHOM pa0oOThl, YPOBHS CIOKHOCTH, YPOBHSI YMEHUH
00yJaronmxcs.

KoHTpoas caMocToATe N HOM paboThI IPEAyCMaTPUBALT:

— COOTHECEHHE COJIEPKaHMsI KOHTPOJIS C IeNIIMU 00yUYeHHS;

— OOBEKTHBHOCTH KOHTPOJIS;

— BQJIUAHOCTh KOHTPOJIA (COOTBETCTBUE NMPEABSABISAEMBIX 33aJaHUH TOMY,

YTO IPEI0JaracTcs MPOBEPHUTH);

— 1uddepeHIHannIo0 KOHTPOIEHO-U3MEPUTEIBHBIX MaTEPHAIIOB.

®DopMBI KOHTPOJISI CAMOCTOSITEIBHOM PabOTHI:

— MPOCMOTP U TMPOBEPKA BBIMIOJHEHHUS CAMOCTOSATENBHON pPabOThHI

MIPEeTIo/IaBaTeseM;

— OpraHu3alys caMOIPOBEPKH,

— B3aUMOITPOBEPKA BBIMTOIHEHHOTO 3aJ[aHHA B TPYTIIIE;

— 00cyXJIeHUe pe3yJIbTaTOB BHITIOJTHEHHOW PaOOTHI Ha 3aHSATHY;

— TpoBeJleHHe MMCEMEHHOTO OIPOCa;

— TpOBeJNleHHEe YCTHOTO OIpOca;

— OpraHu3alys U MpoBeJCHNEe HHANBUYaIHHOTO COOeCEeIOBaHHNS;

— OpraHu3alys 1 MpoBeAeHNEe COOECEeIOBaHUS C TPYIIIIO;

— 3aIIMTa OTYETOB O MPOJIeTaHHOH paboTe.

Ormpoc

Omnpoc — cpelcTBO KOHTPOJIs, OPraHM30BaHHOE KaK CIelalibHas Oecena
nperojaBareyiss ¢ OOydYarolIMMHCS HA TEMbI, CBS3aHHBIE C HM3y4aeMOU
JMUCIMIUIMHONH, M pPacCYMTaHHOE Ha BBHISBICHHWE OObeMa 3HAHWMA 110
OTpEICICHHOMY pa3zielly, TeMe, pobyieMe U T.11.

[MpobGnemaTrka, BBHIHOCHMAasi Ha ONpOC, OINpelelicHa B 3aJaHHsiX s
CaMOCTOSITEILHOH PabOThl OOYYAIOMIMXCS, a TAKKE MOXKET ONPEICNAThCS
NpenojiaBaresieM, BeAyIIMM CEMUHAPCKUE 3aHATHs. Bo Bpems mpoBeneHuUs
ompoca OOyJaromuiicss JOKEH YyMeTh OOCYAWTh C TIperojaBaTeieM
COOTBETCTBYIOIIYIO MPOOJIEeMaTHKY Ha YPOBHE IMAJIOTA.

TectupoBanue

KOHTpOJ'IB B BUAC TCCTOB MOKCT HMCIIOJIb30BATHCA IIOCJIC M3YUYCHUS KaXxa0i
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TeMBI Kypca. FIToroBoe TecTupoBaHWEe MO>KHO IPOBOAMTE B hopme:

— KOMIIBIOTEPHOTO  TECTHPOBaHHS, T.€. KOMIBIOTED IPOU3BOJIBHO
BBIOMpAET BOMPOCH! U3 0a3bl JAHHBIX MO CTEIICHH CJIOKHOCTH;

— MHUCBMEHHBIX OTBETOB, T.€. NPENOAaBaTeNb 3aJaeT BONPOC M JaeT
HECKOJIBKO BapUaHTOB OTBETA, a OOydYalOIIMICS HA OTAEIBHOM JIHUCTE
3aMUChIBAET HOMEpa BOIPOCOB U HOMEPa COOTBETCTBYIOIINX OTBETOB.

Hns poctwkeHus OOJbIIEH JOCTOBEPHOCTH PE3YyJbTaTOB TECTHPOBAHUS
CIIEMyeT CTPOUTH TEKCT TaK, YTOOBI Y oOy4aromuxcs 0610 He 60mee 40 — 50
CCKYHO MJIA OTBE€TAa Ha OAWH BOIIPOC. HUtorosenii Tect JOJIZKE€H BKJIFOYAaTh HE
MeHee 60 BONPOCOB MO BCEMY KypCY, PACCUMTAHHBIX 110 BPEMEHH Ha IIeNloe
3anaTHe. OLEHKa pe3yJbTaTOB TECTUPOBAHUS MOXKET MPOBOJUTHCS ABYMS
crocobamu:

1) mo 5-6amnpHON cucTeMe, KOT/a OTBETHI CTYACHTOB OIICHUBAIOTCA
CIIEAYIOIINM 00pa3oM:

- «oTIgHOY» — 60see 80% OTBETOB MpaBUIIBHEIE,

- «xopor1o» — 6onee 65% OTBETOB NPaBUIIbHBIE;

- «yJOBIETBOPUTENbHO» — 60see 50% OTBETOB NMpaBUIIbHBIE.

OOyuyaromuecsi, KOTOpblE TPaBUIHHO OTBeTHNIM MeHee ueM Ha 70%
BOMPOCOB, JIOJDKHBI B MOCIENYyIOIeM Tmepecnarb TecT. [lpu 3ToM
HEOOXO0JMMO MPOKOHTPOINPOBATh, YTOOBI BAPHAHT TeCTa ObUT APYTOH;

2) mo cucreMe 3aveT-He3adyeT, Korjaa Ul 3adeTa 10 AaHHOH TUCLUIUIMHE
JOCTaTOYHO NPaBUILHO OTBETUTH Oosiee yeM Ha 70% Bompocos.

IToxroroBka k
HWTOTOBOM aTTeCTaIluu
o yueOHOMH
JTUCIUITINHE (3K3aMeHY
/ 3a4eTy / 3a4eTy C
OIICHKOI)

Ilpu mOATOTOBKE K WTOTOBOM AaTTECTAllMH TI0 Y4YeOHOW TUCITUIUIMHE
(3x3ameHy / 3a4eTy / 3a4eTy C OILEHKOW) HEOOXOAMMO OPHUEHTUPOBATHCS Ha
KOHCHEKTHI, PEKOMEHIYEMYIO JIUTepatypy U Ap. OCHOBHOE B MOJTOTOBKE K
UTOTOBOHM aTTecTallMy MO Y4eOHOH MWCIHMIUINHE — DTO TIOBTOPEHHE BCETO
MaTtepuaia JUCHUIUIMHBL. [lpu MOATOTOBKE K MTOTOBOM aTTECTAIMH IO
y4eOHOW JUCHUILTMHE OoOydJaromuiics Bech 00beM paboThl JTOJKEH
pacmpenensaTh PaBHOMEPHO MO JHSM, OTBEJAEHHBIM IS IOATOTOBKH,
KOHTPOJIMPOBaTh KX/l JICHb BBIOJHECHHE HAMEUEHHOW pPa0OThlI.
[ToaroroBka kK UTOTOBO# aTTecTallMu MO YYEOHOUW MUCIMILIMHE BKIIIOYACT B
ce0s TpH dTamna:

— ayIWUTOpHAS U CaMOCTOSATEIbHAsA padoTa B TCUSHUE CEMECTPA;

— HEIMOCPEJCTBEHHasi MOATOTOBKA B JHH, IMPEANIECTBYIOLINE aTTeCTalluu

0 TeMaM YIeOHOH JTUCIIMILIAHEI,

— TIONTOTOBKA TIO BOIPOCAM K WTOTOBOM aTTeCTallMd 10 yIeOHOM

JUCLHUILINHE,

Jns  ycnemHOW TOATOTOBKM K HWTOTOBOM aTTecTalluil 10  y4eOHOM
TUCITUTIINHE 00yJaromuecs J0/HKHBI IPHHUMATh BO BHUMAHHE, UTO:

e BCC OCHOBHBIC BOIMPOCHL, YyKa3aHHBIE B pabodell mporpamme
JMUCIUTUINHBI, HYXKHO 3HATh, TOHMMATh HUX CMBICI U YMETh €ro
Pa3bACHUTD;

e yKa3zaHHBIE B paboyeil mporpamme (QOpMHPYEMbIE KOMIIETCHIIUU B
pe3ynbTaTe OCBOSHHUS y4eOHOW JUCHHIUIMHBI JIOJDKHBI  OBITH
MPOJIEMOHCTPUPOBAHBI CTYICHTOM;

® CCMHUHAPCKUE 3aHATUS CIOCOOCTBYIOT MOJYYCHHIO 00JIee BBICOKOTO
YpOBHSI 3HAaHUU M, KaK CJEJACTBUE, OoJiee BHICOKOMY Oaiy MpHu
WUTOTOBOH aTTECTAINX N0 yIeOHOHN TUCITUTLINHE;

® HAYMHATH T[OATOTOBKY K WTOTOBOW aTTeCTalu M0 y4eOHOH
JUCITUTUIITHE HEOOXOMMO ¢ TIEPBOTO ayTUTOPHOTO 3aHSATHS.

9. OnucaHue MaTepHAJLHO-TEXHHMYECKOH 0a3bl, HeOOXOAUMOH ISl OCYyIIeCTBJIEHUS
o0pa30BaTeIbHOIO NMpouecca no JUCHUIINHE

I[J'I}I OCYHICCTBJICHUA 06p3.30BaTCJ'ILHOFO mnmpomnecca 1mo y‘{e6H0f/'I JAUCIHUIIIINHC HeO6XOI[I/IMO
HCIIOJIB30BAHHUE CIICAYIOIIUX HOMeHIeHI/II\/’I 1 MaTCpUAJIbHO-TEXHHUYCCKOT'O o0ecIeyeHus:
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- ayIuTOpUs NJsl MPOBEACHUS YUeOHBIX 3aHATUN, OCHAIICHHas yuyeOHOW MeOemnblo: MmapThl, U
CTYJIbsl 15l o0ydaromuxcs, yueOHas 10CKa; CTOJ U CTYJI IPernoaaBaTes,

— TEXHUYECKUE CpEICTBa OOydYEHHUs: TMEPCOHANBHBIA  KOMIBIOTEP; MYJIBTHUMEIUIHOE
o0opyoBanue (IIPOCKTOP, IKPaH WIM MHTEPAKTHBHAS IOCKA WU IUTa3MEHHAs TIAHEIb);

- MOMEILEHUE JJI1 CAaMOCTOATEIbHONW pabOThl 00yUarOUIMXCs: ClEeNHaTIn3upOBaHHas Me0enb U
KOMITBIOTEpHAs. TEXHUKA C BO3MOXKHOCTHIO TMOJKIIOUeHUs kK cetn «VHTepHEeT» U obecriedeHneM
JIOCTyTa B 3JIEKTPOHHYIO HH(POPMAIIMOHHO-00pa30BaTEIbHYIO Cpely Y HUBEPCHUTETA.

10. IlepeyeHb HH(POPMAIUOHHBIX TEXHOJOIMi, WCHOJb3yeMbIX IMPH OCYIIeCTBJIEHUH
0o0pa3oBaTe/ILHOIO Mpolecca MO IMCUMILVINHE, B TOM 4YHCJIEe KOMIUIEKT JIUIEH3UOHHOIO
NMPOrpaMMHOI0  olecrne4yeHHsl, IJIEKTPOHHO-OMOJIHOTEYHbIE CHUCTEMbl, COBPEeMEHHbIE
npogeccuoHa bHbIe 0a3bl JAHHBIX U HH(POPMALIMOHHBIE CIPABOYHbIE CHCTEMBI

OOyuaronuecss 00eCriedeHbl JOCTYIOM K AJIEKTPOHHON HH(OPMAIMOHHO-00pa30BaTEIBHON cpejie
VYHuBepcutera W3 JIOOOW TOYKH, B KOTOPOH HMeeTcss IocTym K ceth «MHTepHeT», Kak Ha
TEPPUTOPUH OPTaHU3AINHU, TAK U BHE €.

10.1 JIneH3MO0HHOE MPOrPAMMHOe OOecrevyeHue:

1.  Omepamyonnas cucrema Microsoft Windows 7 Professional — OEM-nmunensun
(TTOCTaBISAIOTCSA B COCTaBE TOTOBOTO KOMITBIOTEPA);
2.  Omepaumonnas cuctema Microsoft Windows 10 — OEM-nuniens3un (octaBisioTcsi B COCTaBe

TFOTOBOI'0 KOMITbIOTEPA) | 110 A0roBopy Ne 2/11/2016-1546 ot 02.11.2016r.

3. Iporpammusrii maker Microsoft Office 2016 Professional Plus — mo norosopy Ne 2/11/2016-
1546 ot 02.11.2016r.

4.  KommuekcHas cuctema anTuBupycHoi 3aumtsel ESET NOD32 Antivirus Business Edition —
manensust Ne 3AU-69X-ABK, neiictByet mo 13.10.2023r.

10.2. D1eKTPOHHO-0MOIUOTEYHbIE CHCTEMbI:

1.  DnektponHo-Oubmuoreunas cucrema IPR  BOOKS (www.iprbookshop.ru). Jlorosop
Ne 9599/22 11 na mpenocTaBi€HHE JOCTyNa K 3JIEKTPOHHO-OmOmmorednoit cucreme IPR
BOOKS ot 10.10.2022r.

2. Hayunas onektponnas OubOmuoreka eLIBRARY.RU (www: http//elibrary.ru). Pecypc
JOCTYIIEH BCEM IOJIb30BaTEIeM TOCie perucrpanuu. Junensnonnsiii joropop Ne 350-12/21
or 16.12.21 1.

3. ABromarm3mpoBaHHas WHQOpManuoHHas OubmmoreuHass cucrtema «Merallpo» Jlorosop
Ne9/10-2012r.

2.  Komneknus «Jlerenmapusie kaurm» IbC FOpaiit (https://biblioonline.ru/catalog/legendary u
https://urait.ru/catalog/legendary) Pecypc moctynen Bcem 0e3 perucrpanun. JJorosop ¢ OO0
«OnexTpoHHOE H3MaTeNbCTBO HOpaiiT» Ha 0€3BO3ME3THOE HCIOJIB30BAHUE MPOU3BEACHUI
pazznen «Jlerennapasie Knurm» ot 31.01.2020r.

3. OopazoBatenbHas miarhopma «DIEeKTpOHHOE wu3naTeabcTBo HOpaiT» https://urait.ru
HoroBop Ne 4996 nHa okazaHue yciIyr HO HpPEOCTaBIECHHIO JIOCTyNa K 00pa3oBaTelbHOM
miaTdopme « DnekTpoHHOoe m3aaTenbcTBo FOpaiit» ot 11.01.2022r.

4.  Ilnarpopma BKP-BVY3-pasmemnienue, XpaHeHHE MaTepHajIoB W TOUCK 3aMMCTBOBAHUS
(http://vkr-vuz.ru ). Jlunen3uonusiii JloroBop Ne 8966/22 Ha mpemocTaBieHHs JOCTyNa K
wiatpopme BKP-BY3 ot 01.02.2022r.

10.3. CoBpemenHbIe podeccuoHANIbHBbIE 023 TAHHBIX:

1. HopTan «I/IH(I)OpMaI_II/IOHHO-KOMMYHI/IKaLII/IOHHBIe TCXHOJIOI'MH B 06pa3OBaHI/II/I»2
http://www.ict.edu.ru
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Hayunas snexkrponnas oubdanoreka: http://www.elibrary.ru/

HauwmonanbsHas anekrponnas oubiuoreka http://www.nns.ru/

4.  DJeKTpOHHBIE pecypcehl Poccuiickoi roCcy1apCTBEHHOMN OMOIMOTEKHU:
http://www.rsl.ru/ru/root3489/all

5. Web of Science Core Collection — momuremarndeckas pedeparuBHO-OnbIHOrpaduvecKas u
HayKoMTpuieckas (Oubmmomerpuueckas) 6a3a nanusix: http://webofscience.com

6.  IIoMHOTEKCTOBBIH apXUB BEAYIIUX 3alaHBIX HAYYHBIX )KYPHAJIOB HA POCCUIICKOM TIaThopme
HarponansHoro aekTpoHHo-uH(popMannonnoro koncopunyma (HOMKOH): http://neicon.ru

7.  baswl nannbIx m3natenbeTBa Springer: https:/link.springer.com

8.  Caiit Oputanckoro Tenekanana: http://www.bbc.co.uk/

9.  Dnekrponnas sHmkonenus: http://en.wikipedia.org/wiki/

10. CaiiT aMmepHKaHCKOW TICHXOJI0THYECKOM accormanuu: https://www.apa.org/

11. Omumaiin pecypcsl o nicuxosoruu: https://www.psychology.org

12.  OO6pa3oBatenbHbIN callT o ncuxonoruu: https://simplypsychology.org/

13. DnekTpoHHBII HayuHbIH )xypHaI: https://www.psychologytoday.com

14.  https://www.verywellmind.com/

15. DmnekrtpoHHBIN cnoBapb MyneTHTpan: WWw.multitran.ru

w

10.4. Un¢gopmManiuoHHBbIE CIPABOYHbIE CHCTEMBI:

1.  Hudopmarmonno-npaBosas cucreMa «KoncynpranT+y»: https://cons-plus.ru

2. Tlopran ®eaepalbHBIX TOCYIapCTBEHHBIX 00Pa30BATEIBHBIX CTAHAAPTOB BBICIIETO
obpasosanus: http://fgosvo.ru

3.  HudopmanmnonHo-mpaBoBas cucrema ['apant: www.garant.ru

11. OcobGenHocTn peaimzanuu JUCHUIUVIMHBI JJd HMHBAJUI0B U JIHUI € OrpaHHY€HHBIMH
BO3MOKHOCTAAIMH 310POBbA

s obecnieueHusi oOpa3oBaHUs JIMI[ C OrPAaHUYCHHBIMU BO3MOXHOCTSMHU 370POBbs IO
JUYHOMY 3asBIICHHIO oOydaromerocs pa3pabaTeiBaeTcs aalTHPOBaHHAS 0Opa3oBaTebHAS
MporpaMMa, MHAWBHUIYaJbHBIM y4eOHBIA IUIaH C Y4eTOM OCOOEHHOCTEeH HX MCUXO()HU3UUECKOro
pa3BUTHS W COCTOSIHMS 3A0pOBBS. [IpuMeHsieTcs WHIUBUAYalbHBIA IOAXOJ K OCBOCHHUIO
JTUCHUIUIMHBI, UHIMBUIyallbHbIE 3aqaHus: pedeparbl, TUCbMEHHbIE padOThl JHUOO0 TOJBKO YCTHBIE
OTBETHl U JUAJIOTH, WHIWBUAYAIbHBIE KOHCYJIbTallMU. BO3MOXHO HCHOJIB30BaHUE IUKTO(OHA U
JIPYTUX 3alMCHIBAIONIUX YCTPOWCTB [UIsi BOCTIPOM3BEICHHS JIEKIIMOHHOTO W CEMHUHAPCKOTO
MaTepuaa.

B nensx obecrieueHusi o0ydaromuxcs JUI] C OrPAaHUYEHHBIMU BO3MOXKHOCTSIMH 310POBbS
OuOnMoTeKa KOMIUIEKTYeT (OHJ OCHOBHOW y4eOHOH JHMTEpaTypod, aJanTHPOBAHHOM K
OTPAaHUYEHUIO WX 370pPOBbs, MPEJOCTABISET BO3MOKHOCTh YJAJICHHOTO HCMOJIb30BAaHUS
ANEKTPOHHBIX 00pa30BaTEIbHBIX PECYPCOB, TOCTYI K KOTOpbIM opranu3oBad B OAHO BO MIICY.
B Oubnmoreke mpPOBOAATCS HWHAMBUAyAIbHbIE KOHCYNbTAllMU JUISl JAHHOW  KaTeropuu
MOJIb30BATENICH, OKAa3bIBACTCS MOMOIIb B PErHCTPALMU M WCIOJIH30BAHUU CETEBBIX M JIOKAIBHBIX
ANEKTPOHHBIX 00pa30BaTEeNbHBIX PECYpCOB, TNPEIOCTABISIOTCA MecTa B YHTAIBHOM 3ajie,
00OpYyJIOBaHHBIE MPOTpaMMaMH  HEBHM3YaJIBHOTO JOCTyna K HWHGOpMAIMH, HSKPAHHBIMU
YBEIMYUTENAMH M TEXHUYECKHUMHU  CpPEACTBAMH  YCHUJIEHHS  OCTaTOYHOTO  3PEHUS:
Microsoft Windows 7, enTp CTEIATbHBIX BO3MOYXHOCTEH, DkpaHHast TyTIa;
Microsoft Windows 7,  IleaTp  chmemuaabHBIX  BO3MOXKHOCTEH,  DKpPaHHBIH  JHKTOD;
Microsoft Windows 7, IlenTp crnenuaibHBIX BO3MOXKHOCTEH, DKpaHHas KiIaBHATypa; SKpaHHas
ayna One Loupe; pedeBoii cuntezaTop «I omocy.
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12.JIucT perucTpanuu u3MeHeHHUi

Pabouass mporpamma y4yeOHOM HNMCUMIUIMHBI OOCYXKIE€HA W YTBEpPXKJAEHAa Ha 3acelaHuu
VYyenoro cosera oT «30» auBaps 2023 r. mpoTokoa Ne 5

Ne ConepxaHue U3MEHEHHUS PexBu3uThl TOKyMEeHTa 00 Hara
n/m YTBEPXKICHUU H3MECHEHUS BBEJICHUS
W3MEHEHUs
YTBepkIeHa  pelieHHeM ~ YYeHOro  coBeTa Ha
OCHOBaHUH denepanbHOTO rOCyJapCTBEHHOT'O
IIpoTokon 3acenanus
00pazoBaTeILHOTO CTaHAApTa BBICIIETO OOpa30BaHUS
1. YueHoro cosera
1o HaIpPaBJICHHUIO MOJITOTOBKHU 40.03.01 01.09.2023
ot «30» staBaps 2023 .
IOpucnpynennus, YTBEPXKIAEHHOTO MIPUKa30M
npoTokos Ne 5
MuHHuCcTepCcTBa HayKd U BBICHIETO OOpa3OBaHUS
Poccuiickoit @enepanuu ot 13 aBrycra 2020 Ne 1011
2.
3.
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