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1. AHHOTAIUSA K TUCHHUILJINHE

Pabouast mporpamMmma AUCIUIUTHHBI «/[eT0OBOM MHOCTPAHHBINA SA3BIK» COCTaBJICHA B COOTBETCTBUU
¢ tpedoBanusmu PI'OC BO mno nampaBnenuto moarotoBku 44.03.02 Ilcuxonoro-memarorndeckoe
oOpa3oBanne (ypoBeHb OakanaBpHuaTa), YTBEP)KICHHOTO MpUKazoM MwuHuCTEpcTBa O0Opa3oOBaHHS M
Hayku P® ot 22.02. 2018 1. N 122 (¢ u3BMEHEHUSMH U JOTIOJTHEHUSIMH ).

PaGouast mporpaMma comepKUT 00s13aTeNbHbIE A U3YYEHUsI TEeMbI 10 TUCHUIUIMHE «JlemoBoi
MHOCTPAHHBINA SI3bIK». J[MCHIUIUIMHA HOCUT KOMMYHHKAaTHBHO HalpaBlIEHHBIH M MpodecCHOoHaIbHO-
OPUEHTHUPOBAHHBIA XapakTep, a ero 3aJayd OMpPENesIOTCS MOTPEOHOCTSIMH CHEUAINCTOB
COOTBETCTBYIOMIETO POMUIIS B MHOS3BIYHOM MPO(HECCUOHATTLHOM JIESTEIIEHOCTH.

MecTo OMCHUILUIMHBI B CTPYKTYype OCHOBHOH NPpo¢ecCHOHAIBHON 00pa3oBaTeJIbHOM
NPOrpamMmMbl

Hacrosmas qucuumnivHa BKIOYEHa B 4acTh, POPMUPYEMYIO YUYACTHHKAMU 00pa30BaTebHbIX
oTHomeHud, broka 1 yueOHBIX MIaHOB MO HampaBieHuto noArotoBku 44.03.02 Ilcuxomoro-
negarorudeckoe oopazoBanue (ypoBeHb OakaliaBpuara).

JucuumnnuHa u3ydaercs Ha 2 Kypce, B 3 cemecTpe, popma KOHTPOJIsE — 3a4erT.
Heab n3yyeHus TMCUUIIUHBI:

pa3BUTHEC KOMMYHHKATHBHBIX HABBHIKOB Ha YpOBHE HEOOXOJUMOM UM OCTATOYHOM JIJISt
peanu3anuu  PO(PEeCCHOHANIBHBIX  O00S3aHHOCTEH, BEICHHs JEIOBBIX BCTpPEY, IEPErOBOPOB,
Mpe3eHTAlMi B MEeXAyHApOAHON AeN0BOM cdepe.

3apaun:

-pa3BUTHE JIMYHOCTU 00y4aeMOro, CIIOCOOHOM M JKelarollel y4acTBOBAaTh B MEXKKYJIbTYpPHOU
KOMMYHHMKAIUH, KOTOpas ABJSETCS BEAYIIUM KOMIIOHEHTOM B cepe MexAyHapOoJHOro OM3Heca,

- 00y4eHHEe CO3HATEILHOMY OTOOPY S3BIKOBBIX CPEACTB JIJISi BBIPAKEHUS CBOMX MBICIEH B
Pa3IMYHBIX CUTYAIUSIX PEYEBOTO OOIIEHUS B paMKaX U3y4E€HHBIX MPO(EeCCHOHATBHBIX TEM;

- dbopmupoBaHUe JIEKCUKO-TPAaMMaTUYECKUX HaBBIKOB nepeBoaa nHpopmauu
MpOoECCHOHAIBHOTO XapaKTepa C AaHIJIMHCKOTO sI3bIKa HAa PYCCKUM M C PYCCKOro s3bIKa Ha
AHTTMACKUH;

—JAJIbHENIIEE  COBEPIICHCTBOBAHWE JIMYHOCTHBIX KAauyeCTB CTYAEHTOB, CBS3AaHHBIX C
(hopMHUpPOBaHHEM HABBIKOB CaMOOOpa30BaHUs, PACIIMPEHUE CTPAHOBEIUYECKOTO M OOIIEKYIbTYPHOTO
Kpyrosopa, pocToMm npodeccuoHaIbHONH KOMIIETEHIIUH.

B pesynprate ocBoenus OIl GakanmaBpmara OOyYarOIIMICS JODKEH OBIAAETh CICAYIOUTUMH
pe3ysbTaTaMu 00y4eHHUs IO TUCITUTUINHE!

YK-4 CnocoGeH ocylecTBISITh AeI0OBYI0 KOMMYHHUKAIUIO B YCTHOM M MUCbMEHHON (opmax Ha

rocyapcTBeHHOM si3bike Poccuiickoit deaepanuu 1 HHOCTPaHHOM(BIX) sI3bIKe(ax).



2. llepevyeHb NJIAHMPYEMBbIX Pe3y/JbTATOB 00y4eHHs 10 JUCHHUILINHE, COOTHECEHHBIX €
IUIAHMPYEeMbIMH Pe3yJIbTATAMM 0CBOCHHUSI OCHOBHOH NMPo(eccHOHAIBLHOMH 00pa3oBaTe/IbHOM
NPOrpamMmbl

[lporiecc  wW3y4deHHs AUCHUIUIMHBI — HampaBleH Ha (opMuUpoOBaHHME  KOMIETEHIUH,
npeaycMoTpeHHbix @I'OC BO mo nampaBiaenuto moarotoBku 37.03.01 Ilcuxomorust (ypoBeHBb
OakayiaBpuaTta)

Kon PesyabTaTsl Ilepeyenb mIaHUpPyeMbIX Popmbl
kommnere | ocBoeHuss OIIOII pe3yJbTaTOB 00y4eHUSs 10 o0pa3oBaTeIbHOM
HIUH Cooeporcanue AUCHUILINHE nesiTeJIbHOCTH,
Komnemenyuil CII0COOCTBYIOIIME
(hopMHpOBaAHUIO U
Pa3BUTHIO
KOMIIETEeHIINH
YK-4 Crniocoben YK-4.1 3uaer TMHIBUCTHYECKUE U KonraktHas pabora:
OCYIIECTBIISATh CTHJINCTUYECKUE OCOOEHHOCTU Jlexuun
JIEJIOBYIO po¢eCCHOHATIBLHOIO U JIEI0OBOT0 [IpakTnueckue
KOMMYHHMKAIUIO B MHOCTPAHHOTO fA3bIKA. 3aHSATUS
ycTHOH M nucbMeHHOH | YK-4.2 Ymeer rpaMOoTHO U SICHO CamocTrosTrenbHas
dopmax Ha CTPOUTH IMAJIOrMYECKYIO PeUb B paMKax | paboTa
roCy1apCTBEHHOM MEXJIMYHOCTHOIO U JIeJI0BOIO OOIIEHUS
a3pIke Pocculickon Ha roCy1apCTBEHHOM s13bike PD n
®denepauyu u WHOCTPaHHOM SI3bIKE.
WHOCTPaHHOM(BIX) YK-4.3 YMeeT BeCTH JICIIOBBIC
A3bIKe(ax) OTHOLICHHSI HA UHOCTPAHHOM $I3bIKE C
Y4€TOM COLMOKYJIBTYPHBIX
0COOCHHOCTEH.
YK-4.4 Biaaeer HaBbIKaMH KYJIbTYpBI
peueBoro U HeBepOaIbHOIO MOBEACHUS
B YCJIOBHSIX JIEJIOBOM MEKKYJIBTYPHOU
KOMMYHHKAaIUH
3. O0beM IUCHMIUIMHBI (MOAYJIs1) B 32a4€THBIX €IMHULAX C YKa3aHHEM KOJHYeCTBa

aKaJieMU4ecKHX YacoB, BbI/IeJICHHbIX HA KOHTAKTHYIO padoTy 00y4Yaloluxcs ¢ npenogaBaresieM
(o BMAaM 3aHATHIT) M HA CAMOCTOATE/ILHYI0O padoTy 00y4aromuxcs

OO01mast TpyA0€MKOCTh JTUCIUTIIMHBI COCTABIISACT 3 3aYSTHBIX CTHHUIIBL.

3.1. O6vém oucyunaunsl no udam yueoHvIX 3anamuil (6 uacax)

Bcero yacos
O0bEM M CHUILTHHBL ouHasi (popma
oOyueHus
OO0111ast TPYA0EMKOCTh AUCHUTIINHBI 108
KonTakTHas pabota oOvyaronuxcs ¢ npernojaaBaTeneM (BCero) o4
AynuTtopHas pabora (Bcero): 52
B TOM YHCIIE:
TEKITAN
CeMHUHApBI, IPAKTHIECKUE 3aHATHUS 52
irabopaTopHbIe pabOTHI




BueaynutopHas pabota (Bcero):
B TOM YHCJIE: KOHCYJIbTAI[H

CamocTosTenspHas pabota obyuaromuxcs (BCero) o4

By npomMexxyTOUHOM aTTecTaluu 00ydarolierocs (3a4er, 7K3aMeH) 2 3auer

4. Conep:kaHue TUCHUILUIUHBI, CTPYKTYPHUPOBAHHOE 1O TeMaM (pa3jejiaM) ¢ YKa3aHHeM
OTBe/ICHHOI0 HA HUX KOJIMYeCTBA aKA/IeMUYeCKUX YACOB U BUA0B YUeOHbIX 3aHATHH

4.1. Pa3znennl IMCHMIUIMHBI H TPYI0EMKOCTh MO BHAAM Y4YeOHBIX 3aHATHH (B
aKaJeMHYecCKHX yacax).

ounan hopma odyuenus
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Business Jlokiazn, cooOIeHme
1 | Communication: Means, | 3 13 6 7
Ways and Styles
Meeting People: Getting | 3 Joxmaz, coobmieHne
2 | Acquainted and Making 13 6 7
Contacts
. 3 Jlexcuueckuii
3 | Telephoning 12 6 6
JTUKTAHT
Business Letters, Emails | 3 Joknan, cooOmieHne
4 | and Network 13 6 6
Communication
Presentations: 3 TpesenTanus
5 ) . 13 7 6
Preparation and Delivery
Business Meetings. 3 Jlokitan, cooOmieHwme
6 | Making an Appointment. 14 7 /
Negotiating




Applying for a Job. CV 3 Joxknan, cooOrieHne
and Cover Letter 14 7 7
Writing

3 I'pynmoBas
Jobs. Requirements to a byt

- IOUCKYCCHUA
Specialist. A Job 14 7 9 Y
Interview Tecr
3ayer 3 2 Bonpocst
Bceero 108 52 54 2 3ayer

4.2. Cooepitcanue Oucuyuniutsl, CMpyKmypupoeanHoe no pazoeinam (memam)

Jlekcuka

BrinosiHeHue 3a1aHUI Ha MTOIMIOJIHEHHUE CJIIOBAPHOTO 3araca.

Pa3paboTka nManoroBbIx CUTyalui, MO3BOJIAIOMIMX UCIOIL30BaTh CIOBAPHBIA COCTaB TOW HIIU
WHOU TEMBI.

Pa3BuTHe HABBIKOB MOHOJIOTUYECKON peyr: mepeaaun KIro4eBol nH(OopMaluy, yMEeHsl OTBeYaTh
Ha ITIOCTaBJICHHBIN BOIIPOC, a TAKXKE 3a7aBaTh BOIIPOCHI.

I'pammaTuka

HopmartuBHBIE CBeIeHUSI O TPAMMATHYECKUX SIBICHHUSIX PACIOJIOKEHBI C HENbI0 00jee MOTHOrO
PACKpBITHS UX CYIIHOCTH C NPEANOYTEHHEM CTPYKTYphl «Hactu peun» u «lIpennoxenue», To €CThb 1o
BO3MOYKHOCTH OTTPAHUYHTD SIBJICHUS, OTHOCSIIMECS K CIIOBOCOYETAHWIO/ KOJUIOKAIMH, OT SIBJICHUH,
CBA3AHHBIX CO CTPYKTYpOM MpEUIOKEHUSI KaK TAaKOBOTO, C CHUCTEMHBIMU CBS3SIMH B COCTaBe
MpeIoKEeHUs (KOJUIUralusi), CO CTAaTUYHOCThIO U JIMHAMUKOM pa3BepThIBaHMS peud, cO croco0aMu
BBIJICJICHHS] JAHHOTO YJIEHA MPEIIOKEHHUS KAK CEMAaHTUYECKU IJ1aBHOTO B MPEIOKEHUHU, YTO SIBIISIETCS
BaYKHBIM JIs [IPAKTUKU NIEPEBOJIAa TEKCTOB NPO(HECCHOHAIBHON OpUEHTALMH.

IlepeBon

Beinonnenue 3aganuii Ha:

a) pa3BUTHE YMEHHS M HaBBIKOB KaK YCTHOIO, TaK M NMHCHbMEHHOIO NEpeBOJia ¢ MAKCHMAJIbHO
TOYHOM Iepeavyen CoAepKaHusl AaHITI0SI3bIYHOIO TEKCTa CPEACTBAMH POJIHOIO A3BIKA.

0) pa3BUTHE HABBIKOB IEPEBOJAA C AHTIIMICKOrO s3bIKa Ha PYCCKUI M C PYCCKOTO Si3bIKa Ha
AHTJIUICKUH A3BIK TEKCTOB MPEAIOoIaraéMoro o0bemMa, COOTHECEHHbBIX C TPaMMATUYECKUMU MOJAEISIMU
CPEIHEH U BBICIIEH CTEIICHU TPYAHOCTH.

BoinonHenue ynpaxkHeHHH ¢ pa300poM JIEKCHKO-TPaMMaTHYECKOro aHaju3a IepPeBOJIUMBIX
MPEJIOKEHUN.

BeinonHenue ynpaxHeHUH Ha:

A) JOCIOBHBIH TEpeBOJ € MAaKCHUMaJIbHO OJM3KUM BOCHPOU3BEICHUEM CHHTAKCHUECKOU
CTPYKTYPBI U JIEKCHYECKOTO COCTaBa;

b) nutepaTypHbIil IepeBoA ¢ nepenavyeld CMbICiia OPUTHHAIBHOTO TEKCTa B (pOpMe MPaBUIBHOM
JIUTEPaTYpPHOU peUu IIPU MEPEBOJE C AHTIUNCKOTO SA3bIKAa HA PYCCKUM SI3BIK.

BeinonHeHne TPEeHUPOBOYHBIX YNPAKHEHUH, a Takke HEOONbIIMX TEKCTOB JJs Pa3BUTHUSA
HAaBbIKOB YCTHOTO U MMUCBMEHHOTO MepeBojia/ peepupoBaHus ¢ pyCCKOT0O Ha aHTJIMHCKUN S3bIK.

Tema 1. Business Communication: Means, Ways and Styles

Temaruka 3anstus: CpencrBa oOmieHHs. YCTHas U NUChbMEHHas (OPMBbI JI€JIOBOIO OOIIEHUS.
OdunmanbHbI 1 HeO(UITHMATBHBIN CTUIIA OOIIECHUS.

Tema 2. Meeting People: Getting Acquainted and Making Contacts.

Temartuka 3aHATHSA: 3HAKOMCTBO B pa3HbIX cUTyaluusx oOuieHust. Oco0eHHOCTH 0UIUAIBHOTO U
Heo(HUIIUAILHOTO CTHIIS. Y CTaHOBJIeHHE KOHTakToB U mousTre Small Talk.

Tema 3. Telephoning .

Tematuka 3anarus: Teneponusle mneperoBopbl. OcCOOEHHOCTH OOIIEHUS 10 TenedoHy.
YcroliuuBeie BelpaxkeHus. HazHauenue BcTpeun, 3anpoc U yrounenue nndopmanuu. [loarsepxnenue
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JIOTOBOPEHHOCTH, 3aKa3a U T.JI.

Tema 4. Business Letters, Emails and Network Communication.

Temaruka 3austusi: TpeGoBaHMs K HATUCAHHIO JeT0BOro nmucbMa. CTPyKTypa JIEI0BOTO MUChMA.
JlenoBele mucbMa oOmiero tuna. Ilucemo-3amnpoc, nmucbMo-3aka3, MOJITBEP)KICHUE 3aKa3a, MUCHMO-
pexnamanusi. OcHOBHBIE OcoOeHHOCTH nenoBoro cruisi. [lomesnpie (paspl. OOIIEHHE MO CETH.
Heruker. Hanucanuto snexrporHsix nuceM. Ctpykrypa. Cokpamienus. TeKCT cooOmeHuid.

Tema 5. Presentations: Preparation and Delivery.

Temaruka 3austusi: [loAroroBka mpe3eHTAlMM: OIpeAeieHue Lenei, 3aaad, CTPYKTYpPHI
npeseHTauuu. [loaroroska cnaiinos. IlpeacraBnenue npeseHTauuu ayauTopuu. OCHOBBI IMyOJUYHON
peuu; quaroruyeckas ¥ MOHOJIOTHYECKas peub B chepe JeI0BOM KOMMYHUKALIUU.

Tema 6. Business Meetings. Making an Appointment. Negotiating .

Temaruka 3ansitusi: [lenossie Bcrpeun. OcoOEHHOCTH OpraHU3alluu JENOBbIX BeTped. MecTo u
BpeMs MPOBEACHUA AENOBBIX coOpaHuil. CTWIb peyd JENOBBIX BCTpEU, MpaBUila PEUYEBOIO 3THUKETA.
Haubonee ynorpeOuTenbHBIX KIHMIIE NEI0BOM U MpodecCHOHaIbHOW KOMMYHUKaluu. [leperoBopsil.
TakTuka BEEHUS IEPETOBOPOB.

Tema 7. Applying for a Job. CV and Cover Letter Writing .

Temartuka 3anstus: I[loHsTne o HamwcaHuu pesome, GopMaT pe3loMe, COCTaBJICHHE
coO0ctBeHHOro pe3tome. CompoBoauTenbHOe MHUCbMO. CTPYKTypa M KIHIIE COMPOBOAUTEIHHOIO
IIMcbpMa.

Tema 8. Jobs. Requirements to a Specialist. A Job Interview .

Tematuka 3anstus: [Ipodeccun u nomxnoctu. TpeGoBaHust K 00pa3oBaHUIO, KBATU(DUKAINH,
ombITy paboTy, mpodeccHOHATbHBIM YMEHHUSM W HaBbIKaM, JIMYHBIM KadyecTBaM CIIEHUATHCTA.
CobecenoBanue npu npuemMe Ha padboTy. Borpocs! k kaHauaaTy U paboToaaTeto.

5. IlepeueHb Yy4YeOHO-METOAMYECKOr0 oOOecleYeHHs] CaAMOCTOSITeIbHON pPadoThl 1O
AUCHMILINHE

CamocTrosTenbHass padoTa CTYACHTOB (MHAMBHUAYaJbHAas, TpyNIoBas, KOJIJICKTUBHAs)
SBIIETCS BAXKHOM YacThl0 B paMKax JJaHHOro Kypca. CamocrositensHas paboTa CTYICHTOB
OCYHIECTBJISIETCS TOJX PYKOBOJACTBOM IIperojaBaTess U TpoTekaeT B (opMmMe JIeTOBOTO
B3aMMOJICHCTBUS: CTYACHT MOIy4aeT HEMOCPEACTBEHHbBIE YKa3aH!sl, pEKOMEHIAlUHU MIpernogaBarens o0
OpraHM3allKi CaMOCTOATEIbHOU N1eATENbHOCTH, a MPENo1aBaTelb BHIMOIHIET (PYHKIUIO YIIPaBICHUS
gyepe3 y4eT, KOHTPOJIb U KOPPEKIHI0 OMNO0YHbIX aeicTBUi. ConepkaHue caMOCTOSTENbHONU paboTh
CTYIEHTOB HMeeT JByeAuHbIH xapakrep. C OZHOW CTOPOHBI, 3TO COBOKYIHOCTh YYE€OHBIX U
MPAKTUYECKUX 33aJaHUH, KOTOPbIE JOJDKEH BBINOJHUTH CTYAEHT B Ipoliecce 0Oy4YeHHUsl - OOBEKT ero
nesitenbHocTH. C  JIpyrol CTOPOHBI, 3TO CHNOCOO JEATEIbHOCTU CTYAEHTAa 110 BBIITOJHEHUIO
COOTBETCTBYIOLIET0 Y4eOHOIO TEOPETHYECKOro WM MpakTHU4Yeckoro 3agaHus. CBoe BHeIIHee
BBIPAKEHHUE COJIEP)KaHUE CaMOCTOSITEIbHON pabOThl CTY/I€HTOB HAaXOIUT BO BCEX OpPraHM3aIlMOHHBIX
¢dopmax yueOHOI BHEAyAUTOPHON NESATEIBLHOCTH, B X0/I€ CAMOCTOSITEIbHOTO BBITTOJIHEHHS Pa3IHUHBIX
3ajaHui. QYHKIMOHAIbHOE MpeAHAa3HAUYEHUE CaMOCTOSTENbHONW paboThl CTYIEHTOB B Ipoliecce
MIPAKTUYECKUX 3aHATHH 110 OBJIAJEHUIO CIENUAIBHBIMU 3HAHUSAMH 3aKIIIOUAETCS B CAMOCTOSATEIBHOM
MPOYTEHUH, TPOCMOTPE, MPOCITYIIMBAHWUU, HAOJIOIEHNU, KOHCHEKTHPOBAHUU, OCMBICICHHH,
3allOMMHAaHUM W  BOCIPOM3BEJCHUU ompeneneHHod wuHopmamuu. Llens u  mimaHupoBaHue
CaMOCTOSITENIbHOM pabOThI CTYIEHTY ONpPEIEIAeTCs MPEro1aBaTeIeM.

CoOcTBEeHHO caMocTosTeNbHAs paboTa CTYACHTOB BBINOJIHIETCA B yJIOOHBIE JUIs CTYACHTA
yachl M NPEJCTaBiseTCs IMpernojaBaTento g NpoBepku. JlaHHbI ¢opMmaT mnpeaycMaTpuBaeT
OOJIBIIIYI0 CaMOCTOSITENIBHOCTh  CTY/AEHTOB, OOJBIIYI0 WHAMBHIyAIU3alMI0 33aJaHUN, HaJIUYue
KOHCYJIbTAllMOHHBIX ITYHKTOB U P TICHUXOJIOTO-TIEIaroTHYeCKX HOBallMi, Kacaloluxcs Kak
COJIEpKaTENIbHOM YacTH 3aJjaHMi, TaK U XapaKTepa KOHCYJIbTAalluil U KOHTPOJIS.

CryneHrtaMm npejuaratorcs cieayomune GopMbl CaMOCTOATEIbHON padOTHI:

® CaMOCTOSITEJIbHAS IOMAIIH:SA paboTa;

® BHEAY/IUTOPHOE UTEHHUE;

® caMOCTOsATeNIbHAs paboTa (MHAWBUIYAIbHAs) C UCTIOIb30BaHUEM VIHTepHET-TeXHOIOTHH;

® UHMBUyalbHAasl U IPYINIIOBasi TBOpUecKas padoTa;



® BHIIIOJIHEHUE 33JaHUI IO MPOWJECHHBIM TI'PAaMMAaTHYECKHUM TEMaM C HCIOJIb30BAaHUEM
CIIPABOYHOM JIUTEPATYPHI;

® MICHMEHHBIN TIepeBo]] nHGopManuu MpodecCHOHATFHOTO XapaKTepa ¢ aHTIUICKOTO S3bIKa
Ha PYCCKUH.

IIpumepHble 3agaHus VISl CAMOCTOSITEILHOH PadoThl ¢ TEKCTOM M MATepPHAJAMM IO
KaKI0H U3y4yaeMoi Teme:

1. O3HakoMbTECh C MarTepHajllaMd [0 TeMe (Hampumep, MaTepuajoM Yy4yeOHHMKA WU
JOTIOJTHUTEIBHBIM MaTE€pPUaIOM); BBIUIIUTE JIEKCUKY IO CIEHHAIBHOCTU (HJIA MO TEME); COCTaBbTE
IIJIaH COJIEP KAHMUS.

2. BpmonHuTe 3agaHUs B IPOILIECCE UYTEHHUS PEKOMEHJIYyeMOro MaTepuajia WIH
MPOCIYIIMBAHUS YCTHOTO COOOMICHMS: - OTBETbTE Ha 3apaHee IOCTaBJICHHBIE BOMPOCHI IO
COJIEPKaHUIO; - HAIUTE OTBETHI HAa MPOOJIEMHBIC BOMPOCH]; - BRIOEPUTE MPABMIIBHBIN OTBET U3 psijia
JAHHBIX; - UCIIPABbTE€ HEBEPHOE YTBEPKICHUE.

3. Ilpu pabore Hax TEeMOW BBINOJHHUTE CICAYIOIIME 3aJaHUA: - IPOUTHUTE TEKCT C
KOMMYHHUKATHUBHOM LI€JIbI0 (7151 COOOIEHNs, pacckas3a, IUCKYCCUH); - HalliuTe B TeKcTe HH(OPMALINIO
M0 YKa3aHHBIM BOIIPOCAM.

Tema 1. Business Communication: Means, Ways and Styles

Temaruka 3anstus: CpencrBa oOmICHHs. YCTHAas W MUChMEHHas ()OPMBI JIEIOBOTO OOIICHUS.
Odunuanbapiii 1 HeopUIMATBHBINA CTHIM OO0mIeHus. Pabora ¢ 6a30BbIM y4E€OHHKOM U CIIOBapeM.
BueaynuropHoe ureHue u mnepeBoj. BreinosnHenue 3amaHuil k Tekcry. IloaroroBka cooOmieHust mo
TEME.

Tema 2. Meeting People: Getting Acquainted and Making Contacts.

Temaruka 3aHsATHS: 3HAKOMCTBO B Pa3HBIX cUTyanusx oOnieHusi. OcOOEHHOCTH OUITUATBHOTO U
Heo(UIIHATLHOrO CTHISA. YcraHoBieHrne KoHTakToB u moustre Small Talk. PaGora ¢ 6a30BbIM
Y4eOHUKOM U clioBapeM. BHeayquTOopHOE YTCHHE M TIEepeBOj. BrIMoNHEHWE 3aJaHWid K TEKCTY.
[ToaroroBka cooOIIeHUS IO TEME.

Tema 3. Telephoning .

Temaruka 3ansatus: Tenedonnsie neperoBopbl. OcoOEHHOCTH OOIIEHHA MO TeJedoHy.
YcroliuuBsie BeipakeHus. HazHaueHnue BeTpeuu, 3anpoc u yrounenue nadopmanuu. [loarBepxaeHne
JIOTOBOPEHHOCTH, 3aKa3a u T.11. Pabora ¢ 6a30BbIM yu4eOHUKOM U clioBapeM. BHeaynutopHoe ureHue u
nepeBo. BrinmonHenue 3ananuii kK TekcTy. [1oaroToBKa K I€KCUYECKOMY TUKTAHTY.

Tema 4. Business Letters, Emails and Network Communication.

Temartuka 3austusi: TpeGoBaHMs K HaMCAHUIO AeN0BOro nmuchbma. CTpyKTypa IeJI0BOrO MUChMA.
HenoBele mucbma obmiero tuna. Ilucemo-3anpoc, nmucbMo-3aka3, MOJITBEP)KICHUE 3aKa3a, MUChMO-
peknamanus. OcHOBHBIE OCOOEHHOCTH nenoBoro ctuis. [lomesneie ¢paspl. OOIIEHHE MO CETH.
Heruker. Hanucanuto snexkrponnsix nucem. Ctpykrypa. Cokpamienusi. Texket coobmenuii. Pabota ¢
0a30BbIM Y4eOHHMKOM U CIOBapeM. BHeayquTopHOe uTeHHE M TepeBojA. BrIMonHeHue 3agaHuil K
tekcry. [loaroroBka cooOLIEHUS 1O TEME.

Tema 5. Presentations: Preparation and Delivery.

Tematuka 3anarus: [loAroTroBka mnpe3eHTAUMU: OIpEAENICHUE Ielel, 3adad, CTPYKTYpbl
npeseHTanuu. [loaroroska cnaiigos. [Ipeacrapnenue npeseHtauuu ayautopund. OCHOBBI MyOJIUYHON
peuu; Auanoruyeckass U MOHOJIOTHYECKasi peub B cdepe AenoBoil kommyHuKauu. Pabora ¢ 6a30BbIM
y4eOHMKOM H cjoBapeM. BHeayauTopHoe 4YTeHHME U TepeBOA. BEIMOTHEHHE 3alaHuil K TEKCTY.
[ToaroToBka K nmpe3eHTauu.

Tema 6. Business Meetings. Making an Appointment. Negotiating .

Tematuka 3ansatus: JlenoBeie BcTpeur. OCOOEHHOCTH OpraHU3AIMK ACJIOBBIX BCTped. Mecto u
BpeMs MPOBEACHUS JCNOBBIX coOpaHuil. CTUIIb peuu JEJOBBIX BCTped, MpaBUia PEUYEBOTO ITHKETA.
Haubonee ynorpeOuTenbHBIX KIWIIE NEI0BOM U MpodecCHOHaIbHOW KOMMYHUKaMH. [leperoBopsl.
TakTuka BeneHus neperopopoB. Pabora ¢ 6a30BeIM yUeOHHKOM U clioOBapeM. BHeaynuTopHOE UTeHUE
Y nepeBo/i. BrinosiHeHUE 3a1aHUI K TEKCTY.

Tema 7. Applying for a Job. CV and Cover Letter Writing .

Tematuka 3anstus: IloHsTHe o HamucaHum pe3ome, (opmar pe3roMe, COCTaBICHUE
coOcTBeHHOro pe3toMe. CompoBoauTenbHOE MHUCbMO. CTPYKTypa M KIHIIE COMPOBOAUTEIHHOTO
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nucbMa. PabGora ¢ 0a30BbIM yuyeOHMKOM | ClIOBapeM. BHeaymuTOpHOE YTEHHME | TIEPEBO/I.
Brimonnenue 3ananuii k TekcTy. [loaroroBka cooOIIeHus 1Mo TemMe.

Tema 8. Jobs. Requirements to a Specialist. A Job Interview .

Tematuka 3anstus: [Ipodeccun u pomxnoctu. TpeGoBaHus K 00pa3oBaHUIO, KBATU(DHUKAIHNH,
onbITy paboTy, mpodeccHOHAIbHBIM YMEHHUSM W HaBbIKaM, JIMYHBIM KadyecTBaM CIELUAIHCTA.
CobecenoBanne pu npuemMe Ha padoty. Bonpocs! k kanaunaty u paboronarento. Pabora ¢ 6a30BbIM
y4eOHUKOM M cJoBapeM. BHeaynuTopHOe 4YTeHHME W TepeBOA. BbINogHeHHe 3alaHuil K TEKCTY.
IToaroroBka k rpynnoBoi aquckyccuu. Ilogroroska k tecry.

KonTposns Haj BHeAyOMTOPHOH CaMOCTOATENBHONM paOOTOH CTYAEHTOB OCYIIECTBIIAETCS
peryisipHo (He pexe 2-X pa3 B Mecdll) B (opMe OOLIMX TPYMIOBBIX 00CYKICHUN U MHIUBUAYATEHON
OeceIpl C MPernojaBaTeieM.

Pe3ynbTaThl CaMOCTOSATENBHOM TBOPYECKOW pabOTBI MOTYT OBITh MpEACTaBICHbI B (hopme
COOOLIEHUs WIN JT0KJIaJa 110 TeME UIIM UHOTO IIPOEKTa.

6.@0oH1 OLIEHOYHBIX CPEICTB /IJIsl IPOBeeHHsI IPOMEKYTOUHOM aTTecTalui 00yYA0IMXCS
10 JUCIUILINHE
6.1. Onucanne nmokaszarejed M KPpUTEpPHEB OLEHUBAHUS KOMIIETEHUHH, ONMCAHUE IIKAJ

OlICHUBaAHUA
Ounenouno | Kparkas IMoka3arenu HIkana u KpuTEpUU OLEHUBAHUS
€ CPe/ICTBO | XapaKTepPHCTHKA OlLlEHUBAHMSI
(mokaszare | mpoueaypsl KOMIIeTeHIUil
Jb OLlCHUBAHUA
OILICHUBAH KOMHeTeHHI/Iﬁ
us)
T €CT — DJTO CHCTeMa OJIHOTA 3HAHWHA | «OTJIWYHO» - MPOIICHT MPaBUIBHBIX OTBETOB 80-
ec T IT 5 p p 80
CTaHJapTU3UPOBAHHBIX TEOPETUIECKOTO 100%;
BOIIPOCOB (3aganuii) | KOHTPOJIHPYEMOTO
TI03BOJISAIOIIMX MaTrepuaia. «XOpOo1Io» - MPOUCHT NPaBUJIIbHBIX OTBETOB 65-
aBTOMATH3HPOBATh 79,9%;
NpoLEenypy U3MEPEHUs KomndgectBo MMpaBUJIbHBIX
YPOBHS 3HAHMH U yMeHuil | OTBETOB «yIIOBJICTBOPHUTEIHHOY - MPOIICHT MPABHIBHBIX
00yJarOIIHXCSL. TecThl orseToB 50-64,9%;

MOTYT OBITh ayTUTOPHBIMH
u BHeayautopHbIMH. O
MPOBEICHUN TECTa, €ro
dopMBI, a TakKe pasien
(Temsr) JMCIUILINHEL,
BBIHOCHUMBIC Ha
TECTUPOBAHUE, JTOBOJUT 0
CBeACHUS  OOyJarommuxcs
IIpenojaBaTellb, BeLyIUN
CEMHUHAPCKUE 3aHATHI

«HEY/IOBJICTBOPUTEIEHO» - TPOIIEHT
MIPABUIIBHBIX OTBETOB MeHee 50%.




Jloxnan Ioxnan - npoaykt | IloaHora 3HAHUH | «OTJMYHO» - JIOKNAH COJAEPKUT IOJHYIO
CaMOCTOSITEILHOW  PabOThl | TEOPETHYECKOTO HHOOPMAIMIO 1O  MPEACTABIAEMON  TEME,
00y4aroIerocs, KOHTPOJIHPYEMOTO OCHOBAHHYIO Ha 00S3aTEelbHBIX JINTEPATYPHBIX
TpencTaBsIommil  co0oit | MaTepuana. HCTOYHHMKAX M COBPEMEHHBIX ITyOJIMKAIUSIX;
MyOJIMYHOE  BBICTYIUICHUE BBICTYIUICHHE COTIPOBOKIACTCS KaYEeCTBEHHBIM
o MPEICTaBICHUIO Ymenne co0m01aTh JIEMOHCTpPAIlHOHHBIM MaTepuaaoM (cnaiin-
IIOJIY4YEHHBIX PE3yNbTaTOB | 3aAaHHYIO dopmy | mpesenTarms, pa3gaToYHBIN MaTepuan);
pelieHus  ONpeAciieHHOW | M3JI0KCHHMS. BBICTYTAIOLIUI CBOOOIHO BJIAJEET
y4eOHO- COZlEpKAHUEM, SICHO ¥ TPAaMOTHO M3JIaraer
HCCIIeI0BaTeNbeKoil i | Y MEHHE CO3MaBaTb | patepuan; cBOOOIHO U KOPPEKTHO OTBEYAET HA
HayuHoW Tembl. Temaruka | COACPHKATEILHYIO BONPOCHI W 3aMEYaHHs ayJUTOPUH; TOYHO
JOKIAZ0B  BbLIaeTcss Ha | MPC3CHTALMIO YKIIaJBIBACTCS B paMKH periiamMenTa (7 MUHYT).
TepBOM  3aHATHH, BbIGOp | BBIIONHCHHOI paboTsr;

TEMBI OCYILIECTBIISETCS «XOopomo» - OpEACTaBJICHHAsI TEMa PaCKpbITa,
06yJarOIIMCS CrocoGHOCTE  HAXOMHTh, | ormako  MOKIAM CONEPKHUT  HEMOJIHYIO
CAMOCTOSITENBHO. aHAIN3HPOBATD 1| yadopMmalyio 1O  NPEACTaBIIEMON  TeMe;
IMoaroroska o0OpabartsiBaTh BBICTYIUICHUE COTPOBOKIAECTCS
OCYIIECTBISETCS BO HH(OpMALHIO B O?HaCTH JIEMOHCTPAIMOHHBIM ~ MarepuaioM  (craia-
BHeayuTopHOe Bpemsi. Ha npodeccHOHaNbHOI Npe3eHTaIH, pa3aaTovHbIi Marepuan);
OATOTOBKY paercs ojma | ACATCIBPHOCTH C | BBICTYHmarOmuii SCHO M TIPAMOTHO M3JIAraeT
HeeIs. Pesynprarpr | ACTOR30BAHACM MaTepuan; apryMEHTHPOBAHHO OTBEYAeT Ha
03BYUMBAIOTCA HA BTOPOM MH(pOPMALIHOHHO- BOMPOCHI M 3aMEYaHus ayIWTOPHH, OIHAKO
NPAKTUYECKOM  3aHATHH, KOMMYHHKaLMOHHBIX BBICTYMAIONIMM  TONYINEHBl HE3HAYMTEIbHBIE
permameHnt — 7 MuH. Ha | O HOTNOTHH. ONIMOKH B M3JIO)KEHUH MaTepuaia U OTBETax Ha
BBICTYIUJICHUE. B BOIIPOCHI.
OLICHUBAHNH PE3yJIbTaTOB .
HapaBHe c «yIOBIETBOPUTENLHO» -  BBICTYNAONIIMN
NpenonaBaTenem JEMOHCTPHPYET TIOBEPXHOCTHBIE 3HAHMA II0
NPHHMMAIOT yacTue BLIODaHHOW TeMe, HMEET 3ATPY/HEHUS ¢
0ByHaroNIHeCs TPYIITIBL. UCIIONIB30BAHUEM HAyYHO-TTOHATUHHOTO
anmapara ¥ TEPMUHOJIOTHH Kypca; OTCYTCTBYET
COTIPOBOUTEHHBIH JIEMOHCTPAIMOHHBIN
Marepual.
«HEYIOBJIIETBOPUTEIHHOY - JOKIA] HE
HOArOTOBJIEH JTUOO UMEET CYLIECTBEHHBIE
npoOEIIBI 1O TPEICTABIEHHOM TEMATHKE,
OCHOBAH Ha HEJOCTOBEPHOM MH(POPMALIUH,
BBLICTYTAIOIIUM JOMYIIEHBI IPUHIMITHAILHEIE
OLINOKH TPU U3JI0KEHUH MaTepHaa.
prHHOBaSI OcymecTBisiercs mo | IlomHora 3HAHHMH | «3aYTECHOY - ecln oOyJaromuics

JCKyCCHsl | MTOTaM KaiIOro MOKIaja. | TE0pETHUECKOro MIEMOHCTPHPYET 3HAHHE MaTepHaTa 1o paseny,
JIMcKyccust -  OIIEHOYHOE | KOHTPOJIMPYEMOTO OCHOBaHHBIE HAa 3HAKOMCTBE C 0O0S3aTENLHOMN
CPENCTBO,  MO3BOJIAIONIEE | MaTepuaa. JIATEPATYPOI u COBPEMEHHBIMH
BKJIIOYUTH 00YYarOIUXCs B NyONUKALMSIMHA;,  aKTMBHO  y4acTByeT B
nporecc obcyxnenns | CnocoGHOCTH K | guckyccun; JaeT JIOTHYHEIE,
IIPEACTaBICHHON Templ, | MyOnMYHOM apryMEeHTHpPOBAHHbLIE OTBETHI HA MOCTABJICHHBIE
mpobJeMbl W OLEHHTh HX | KOMMYHHKaluu BOTIPOCHI.

YMEHHME apryMEeHTHPOBATh (meMOHCTpanys HaBBIKOB
CO6CTBeHHy}O Tquy Hy6J’II/I‘IHOF0 «HEC 3a4TCHO)) - OTCyTCTBI/Ie 3HaHHﬁ 110
3pEHMUSL. BBICTYIUICHUS U BEICHUA | py3yyaeMOMy pas3zeily; HU3Kas aKTUBHOCTD B
JIMCKYCCHH Ha | jpckyccn.
npodeccnoHambHbIC
TEMBI, BIaJI€HHE HOPMAMHK
JIMTEPATYPHOTO  SI3BIKA,
npodeccnoHamTbHOMI
TEPMUHOJIOTHEH,

9THKETHOH JIEKCUKOH)




ITpesenrar; | 1o nponykr |IlonHora 3HAHUH | KOTIMYHO» - JOKJIAJ  COACPKUT  TIONHYIO
us CaMOCTOSITENILHON  pabOTh TEOPETUIECKOTO “HGOPMALIMIO 10  TPEICTABISIEMOH  Teme,
obyuaromerocs, . _ | korTpommpyemoro OCHOBAHHYI0 Ha OOf3aTENbHBIX JTHTEPATYyPHBIX
MIPEACTABIAIONINN  cOO0H .
MaTepHaa. ACTOYHHKAX ¥ COBPEMEHHBIX ITyOJHKAIHAX;
myONUYHOE BBICTYIUICHHE,
COTPOBOKTAMOMIEECS — cobmonars BBICTYIUICHHE COMPOBOXKAACTCSI Ka4eCTBEHHBIM
JIeMOHCTPALHOHHBIM JCMOHCTPAIIMOHHBIM ~ MaTepuamoMm  (crnaiia-
Matepuanom  (crmaiimamu, |AAGHHYIO dopmy npe3eHTalys, Pa3IaTOYHBIN Marepuai);
pa3aaTouYHBIM U3JI0KCHHA. BBICTYMAKOLIMA CBOOOIHO BIAIEET COAEPKAHUEM,
MaTepHaioM). SICHO ¥ TPAaMOTHO H3JIaraeT MaTepHai; CBOOOIHO
HOHFOTOBKa YMmenue C0O31aBaThb
7 KOPPEKTHO OTBEYACT Ha BOIIPOCH M 3aMEUaHUS
OCYIIECTBIISCTCS BO |comepKaTenbHYIO
ayoUTOpWH; TOYHO YKIAABIBACTCS B PAMKH
BHeayquTOpHOE Bpems. Ha |npesenTanuro 7 )
. ernaMeHTa (7 MUHYT).
BBICTYIJICHHE OTBOAUTCH 7 | ppimonHeHHOMN paGoTH; p y
MUHYT. B  oueHuBanum
«XOpOIIO» - MpPEJCTABICHHAS TEMa pPacKphITa
BBICTYIUICHISL  HAPABHE C | CriocoGHOCTS  HAXOJHTH, >
mpenonaBaTeiIcM OHAKO JOKJIag COACPXKUT HEMOJIHYIO
petion aHATN3UPOBATh " P N Y
MIPUHUMAIOT y4yacTtue WHPOPMALIMIO TI0  TIPEICTAaBIAEMONH  TeMe;
6 o0OpabatrIBaTh
OOYHaroIKeCs rpyTIIbL. BBICTYIUUIEHUE COIIPOBOJKIAETCS
nHpOpMaNUI0 B 00JacTH .
. JEeMOHCTPAlHOHHBIM  MaTepuaimoM  (crnaiin-
npodheCCUOHATBHOM .
TIpe3CHTAIHA, pa3maTouHBIN MaTepuan);
JIESITeTbHOCTH c .
BBICTYMAIOIIMIA SICHO W TPAMOTHO H3JIaracT
HCTIOJIb30BaHUEM
MaTepHaia; apryMEHTHPOBAHHO OTBEYacT Ha
nHpopMannoHHO-
BOMPOCHI M 3aMCYaHUS AayJAUTOPHH, OJHAKO
KOMMYHHUKAIIHOHHBIX
. BBICTYMAIOIIMM  JIOMYIICHBl  HE3HAYHTEIHHBIC
TEXHOJIOTHIA
OMMOKKM B M3JI0KCHUU MaTephalia U OTBETax Ha
BOTIPOCHI.
«yIIOBJICTBOPHUTEIBHOY - BBICTYMAOIIHIA
JEMOHCTPHPYET TMOBCPXHOCTHBIC 3HAHUSA IO
BEIOpaHHOW TeMe, WMeEeT 3aTpydHEHUsS C
HCTIOJIb30BaHUEM HAYYHO-TIOHATHHHOTO
amnmapata ¥ TEPMUHOJIOTHH Kypca; OTCYTCTBYET
COIIPOBOIUTEIHHBIH JEMOHCTPAIIHOHHBIH
MaTepuai.
«HEYIIOBIICTBOPHUTEIEHOY - JIOKITaJT HE
MONTOTOBJICH JIMOO HMEET  CYIICCTBEHHBIC
mpoOensl 1O TPEACTABICHHOW — TeMaTHKe,
OCHOBaH Ha HEIOCTOBEPHOW HWH(OPMAIINH,
BBICTYMAIOIIMM  JIOMYIICHBI  [TPUHIUHATIBHBIC
OLINOKY IPU M3JI0KEHUH MaTepuaa.
Jlekcuueck | OTO CpeacTBO NPOBEPKH | - 3HAYCHHUS HOBBIX | «OTJIMYHOY - IIPOLIEHT MPABIJIBHBIX OTBETOB 80-
uit SHaHMA JICKCHUKO- | regcuaecKkux equnnn, | 100%;
rpaMMaTHYECKOTrO .
JIUKTAHT 5 CBSA3aHHBIX C TEMAaTHUKOM
MHHHMyMa B  o0yacTu - -
y JaHHOro  srama  u  c| (XOPOIIO» - NIPOLEHT NPABHIBHEIX OTBETOB 65
roCyIapCTBEHHOTO u 79 9%:
MYHHIHIIATEHOTO COOTBETCTBYIOIUMH =
yIpaBleHHs B  006BeMe, |CUTYalusMu OOIIEHHS,

HEOOX0ANMOM ISt paboThI
C MHOSI3BIYHBIMU TEKCTaMH

B nporecce
poheCCHOHATBHOM
JIeSITEIbHOCTH.

- SI3BIKOBOM
HIHOMATHYECKHE

MaTepual:
BBIPOKEHUS,  OICHOYHYIO
JIEKCHKY, SIAMHUIIBI
pedeBoro JTUKETA "
obcmyKuBarome

cUTyanud  OOIIeHHWS B

paMKax U3y4yacMbIX TCM.

«yIIOBJICTBOPHUTEIBHOY - MPOIICHT MPABHIBHBIX
otBeToB 50-64,9%);

«HEY/IOBJICTBOPUTEIIEHO» - TPOLIEHT
MIPAaBUIIBHBIX OTBETOB MeHee 50%.
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6.2. MeToauyeckue MaTepuajbl, onpeaessilOliie NPoUeAyPbl OLEHUBAHUS 3HAHMIA,
YMeHHi, HABBIKOB U (WJIM) ONbITA [eATEJbHOCTH, XapaKTePU3yWIIUX dTanbl (OPMHUPOBAHUA
KOMIIETEHIIMIi B TMpoLecce OCBOeHHMST OCHOBHOH mpogdeccHoHaLHOII 00pa3oBaTeIbHOM
NMPOrpaMMbI

[Iponenypa orieHHBaHUs KOMIIETEHIIMI 00Y4arOIUXCcs OCHOBAHA Ha CIIEAYIOIUX CTaHIapTax:

1. IlepnoanyHOCTH IPOBEAEHUS OLIEHKHU.

2. MHOrocTyneH4yaTocTh: OLIEHKa (Kak IpenojaBaTeieM, TaKk U OOydaroUMMHUCS TPYIIbI) U
caMooOlleHKa oOyuJaromerocsi, OOCYXJEHHE pe3yJbTaToB U KOMIUIEKC Mep [0 YCTPAaHEHMIO
HEJ0CTaTKOB.

3. EnuMHCTBO HCHONB3yeMOW TEXHOJIOTMH Ui BCEX OOY4YarOUIMXCs, BBIIOJIHEHUE YCIOBUH
COIIOCTABUMOCTH PE3YJIbTATOB OLICHUBAHMSI.

4. CobmroieHue 1ocie10BaTeIbHOCTH IPOBEACHUS OLIEHKU.

Texymasi arrectanusi ody4yaromuxcs. Texkymass aTrTectanust 00yJaromMUXcsl MO JUCHUIUINHE
«/1e10BOI1 MHOCTPAHHBIN SA3bIK» NIPOBOJUTCS B COOTBETCTBUU C JIOKAJIBHBIMM HOPMAaTUBHBIMHM aKTaMU
OAHO BO MIICY u sBnsercst 00s13aTeIbHOM.

Texymas arrecranus no AMCUUIUIMHE «JleTOBOM MHOCTpaHHBIM SI3BIK» HPOBOIUTCS B (opme
OIpoca U KOHTPOJBHBIX MEPONPUATUN [0 OLEHUBAHUIO (PAKTUYECKUX PE3YJIbTATOB OO0YUYEHUS
00yJaroIuxcs OCYIIECTBIIAETCS BEIyLLUM IIPETO1aBaTeNIeM.

OObeKTaMu OIEHUBAHMS BBICTYIIAIOT:

— y4eOHas TUCHMILIMHA (AKTUBHOCTb HA 3aHATHUSAX, CBOEBPEMEHHOCTb BBINOJIHEHHS PA3IUUHBIX
BUJIOB 33/1aHUM, TIOCELIAEMOCTh BCEX BUJIOB 3aHATHUI 110 aTTECTyEMOM AUCLUILIMHE);

— CTENEHb YCBOEHUS TEOPETUUYECKUX 3HAHMUU (aHAJIM3 U OLIEHKA aKTUBHOCTU U 3(PPEeKTUBHOCTU
y4yacTHs B IPAKTUYECKUX 3aHATUAX, JUCKYCCUSAX, TECTUPOBAHUE U T.1.);

— YpOBEHb OBJIAQJCHMSI MPAKTUYECKMMM YMEHHUSIMM M HaBbIKAMU II0O BCEM BHJaM Y4eOHOH
paboThI (paboTa Ha MPAKTUYECKHUX 3aHITUSAX, BHIMIOJIHEHHE TPAKTUYCCKHUX 3aaHU);

— pe3y/ibTaThl CAMOCTOSATENILHOM paboThl (paboTa Ha CEMUHAPCKUX 3aHATUSAX, U3yUYEHHE KHUT
U3 CIMCKAa OCHOBHOM M JIOTIOJIHUTEIBHOM JINTEPaTyphl).

AKTUBHOCTh OOy4aromerocsi Ha 3aHATUSAX OLCHUBAETCSI Ha OCHOBE  BBIOJIHEHHBIX
oOyyaromumcst paboT U 3aaHuH, IPelyCMOTPEHHBIX JaHHOM paboueil mporpaMMoi TUCIUIINHBL.

Kpome Toro, oneHuBanue o0ydaromnierocsi IpoBOJUTCS HAa TEKYIIEM KOHTpPOJIE MO JUCHUILUIMHE.
OneHnBaHue 00Yy4arolIerocsi Ha KOHTPOJIBLHOW Heslesne MPOBOAUTCS MpenojaBaTeeM HEe3aBUCUMO OT
HaJIM4Yusl WK OTCYTCTBUSA oOydaromierocss (1o yBa)KMTEIbHOM WM HEYBa)KUTEIbHOW NPUYMHE) Ha
3aHATUM. OlleHKa HOCHT KOMIUJIEKCHBIM XapakTep M YYHUTBHIBA€T JOCTMDXKEHHUS OOydarolerocs Io
OCHOBHBIM KOMIIOHEHTaM Y4eOHOT0 MpoIiecca 3a TEKYIIUH EPHO/I.

OneHuBaHue 0OyyaroIerocss HOCHUT KOMIUICKCHBIH XapakTep M YUUTBIBAeT JOCTH)KEHUS
oOyyarolerocss IO OCHOBHBIM KOMIIOHEHTaM Y4eOHOro Ipolecca 3a TEeKyIUd Mepuoj ¢
BBICTABJIEHUEM OLIEHOK B BEZJOMOCTH.

IIpomexyTounas arrecrauus od0yqyarommxcs. [Ipomexxyrounas arrectanusi 00yJarouuxcs o
OUCIMIUIMHE «/lenoBOil MHOCTpPAaHHBIN S3BIK» TPOBOJUTCA B COOTBETCTBUU C JIOKAJIbHBIMU
HopMaTuBHbIMH akTamMu OAHO BO MIICY u sBisieTcst 00s13aTebHOM.

IIpoMexyTouHas arrecTanus IO AUCLUUIUIMHE «JleTOBOW MHOCTPAaHHBIM SI3bIK» IPOBOJIUTCS B
COOTBETCTBMHM C YYEOHBIM IUTAaHOM B 3-M CEMeCcTpe B BHJIE 3adera B TMEPUOJ 3a4eTHO-
HK3aMEHAIIMOHHOMN CeCCHH B COOTBETCTBUU C IpaMKOM MTPOBEACHUS 3a4€TOB, IK3aMEHOB.

OOyyaronuecs JOMYCKalOTCS K 3a4eTy, [0 IUCHUIUIMHE B CIy4ae BBIOJIHEHUS UMHU y4eOHOTO
IJIaHA 10 IUCLUIUIMHE: BBIIOJIHEHUS BCEX 3aJJaHUM U MEPOIPHUATHIH, IPEIyCMOTPEHHBIX IPOrpaMMON
JUCHUIUIMHBL, B TOM YHCJIE ¥ 3a4E€THOTO 3aaHMUS.

OneHka 3HaHWM OOyyaromierocss Ha 3adere, ONpEAeNsieTCs ero y4yeOHbIMU JOCTHKEHHSIMHU B
CEMECTPOBBIN MEPUO U Pe3yJbTaTaMH TEKYIIIETO KOHTPOJIS 3HaHUN M OTBETOM Ha 3a4yeTe, IK3aMeHe.

3HaHI/I5I, YMCHHA, HABBIKW CTYACHTA Ha 3a4Y€TC OLCHUBAIOTCA OLCHKaAMU: <«3a4YTCHO», «HEC
3a4TCHO».
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CTPYKTYPA 3AUETA

3a4er COCTOUT U3:

1) muceMEHHOro TMepeBoJa Ha PYCCKUH S3BIK CO CJIOBapeM OPUTHHAIBHOTO TEKCTa Ha
AHTTIICKOM SA3BIKE 110 clienuaibHocTH 00beMoM 1200 mmeuaTHBIX 3HAKOB — 3a 1 Jac;

2) uTeHHus TEKCTa IO CIelHaTbHOCTU 0e3 cloBaps U Mepefadynd ero OCHOBHOTO COAEp:KaHMs Ha
aHTTIUICKOM si3bIKe (TTpocMoTpoBoe ureHue). O6wvem Tekcra — 800-900 neuaTHbix 3HaKOB; Bpems — 10
MUH.;

3) Oecena Mo CIEUUATBHOCTH IO OJJHOW U3 MPOWUJICHHBIX TEM.

12



OIIeHHBaHI/Ie oﬁyqalomerom Ha 3a49€Te ((I[eJIOBOﬁ I/IHOCTpaHHBIﬁ A3BIK)

®opma Kpartkas xapakTepucTuka npoueaypbl IToxa3aTesn oneHNBAHUS KOMITETEHITHIA HIkajsa 1 KPpUTEPUHU OLEHNBAHUSA
NMPOMEKYT | OLleHUBAHMS KOMIETeHUui

OYHOM

aTTecTamu

"

3aueT TIpu IOJATrOTOBKE K 3a4eTy HEOOXOIMMO | * TPaBUIBHOCTh HCIIOJNB30BAHUS  S3BIKOBOTO | "3a4dTeHO" BBICTABISACTCS, KaK MHUHHMYM, @pHU

OpPHEHTUPOBATHCS HAa KOHCHEKTHI JICKIHMH, pabodyro
NporpaMMy IWCIMIUIMHBL, HOPMAaTUBHYIO, YUEOHYIO U
PEKOMEHIYEMYIO JTUTEpaTypy. OcHoBHOE B
MOATOTOBKE K CHaye 3a4eTa - 3TO MOBTOPEHHUE BCETO
MaTepuana AucuuIuiMHel. [Ipy moAarotroBke K crade
3agera oOyuaromuiics Becb 00beM pPabOTHI JTOJDKEH
pacrnpenensaTh PAaBHOMEPHO 110 JHSIM, OTBEACHHBIM JUIS
MOJTOTOBKHU K 3a4€Ty, KOHTPOJIUPOBATh KaKIbIH JCHb
BBHINIOJTHEHHE HaMeueHHOH pabotel. [lo 3aBeprieHuro
W3yYEHUs NUCLUUIUIMHBL cAaercs 3adeT. B mepuon
NOArOTOBKM K  3a4eTy  OOydYaloUIWiics  BHOBb
oOpamiaercsi K YXe HU3ydeHHOMY (IIpOiIeHHOMY)
yueObHOMYy Matepuany. [loaroroBka oOydvaromerocs K
3a4yeTy BKIIIOYAeT B ce0sl TPU 3Tamla: CaMOCTOSTENbHAS
paboTa B TEYCHHWE CEMECTpa; HEMOCPEICTBEHHAS
MOJATOTOBKA B JHM, TPEAUIECTBYIOUINE 3a4eTy II0
TeMaM Kypca; MOJAroTOBKa K OTBETY Ha 3a/laHuf,
coJepkamMecs B BOIpOcax. 3ayeT MPOBOAMUTCA IO
BOIIpOCaM,  OXBAaTbIBAIOIIMM  BEChb  IPOUJIEHHBIN
MaTepuan  JUCUUIUIMHBL,  BKJIIOYas  BOIPOCHI,
OTBEJICHHBIE JIs1 CAMOCTOSATENBHOTO U3YUECHMSL.

Marepuaia (T.C. COOTBETCTBHUE I'PAMMAaTHICCKUM,

JEKCHYeCKUM ¥ (OHETHYECKHMM  HOpMam
WHOCTPAHHOTO SI3BIKA);
* TONHOTa W  AJeKBaTHOCTh  IOHUMAaHHs

COJIEPIKAaHUA YCIIBIIIAHHOTO U IIPOYMTAHHOIO;
* KOPPEKTHOCTb U CJIO)KHOCTb ITMCBMEHHOI'O
BBICKA3bIBAHUS C TOYKU 3pPEHUS COJEPIKAHUSA HU
YPOBHSL SI3BIKOBOM TPYIAHOCTH, COOTBETCTBUE
CTUJIIO U KaHPY NMCbMEHHOIO BbICKa3bIBaHUS

yCBOEHHH 00yJaroIuMcsi OCHOBHOTO MaTepHaia, B
W3J0KEHUH KOTOPOTO JIOIMYCKAIOTCS OTICIbHBIC
HETOYHOCTH, HapyIIeHHEe IIOCIICAOBATEIHLHOCTH,
OTCYTCTBHE HEKOTOPHIX CYIICCTBEHHBIX [CTaJCH,
HUMEIOTCS 3aTPYAHCHUS B BEITIOTHCHIH
IIPAKTUYECKUX 3aJaHUH.

"He 3auTeHO" BBICTABJISACTCS, €CIM OOYUYAIOIIUIACS
HEe BJaJeeT 3HAYUTENLHONW 4YacThIO Marepuana,
JOITYyCKaeT MPUHIUIINAIIBHBIC OIHI/I6KI/I, C
OOJILIIUMHU 3aTPpYAHCHUAMU BBIIIOJIHACT
MIPaKTHICCKHE paboTsl, ecim OTBET
CBUJICTEIILCTBYET 00 OTCYTCTBHM 3HaHUH 1O
TIPEIMETY.




6.3 TunoBble KOHTPOJbHbIEC 33aJaHUSA W/WJIM HHbIE MAaTepPUAJbl, HEOOXOAMMBbIE JISl OLEHKH
3HAHM, YMEHHUIi, HABBIKOB U (MJIM) ONBITA JAeATEJIbHOCTH, XaPAKTEPU3YIOIIMX 3TaNbI
(opMupoOBaHUA KOMIIETEHIN B MpoLiecce 0CBOEHHUs 00pa30BaTeIbHOM MPOrpaMMbl

6.3.1 TunoBble 3aJaHUs JJIS1 IPOBEACHUSA TEKYILIEro KOHTPOJIS 00y4aroIuXCcs
IIpuMepHbBIe TeCTOBbIE 3a1aHUA

1. IlpouuTaiiTe U MepeBeAUTE TUATOT

(Muctep Knumenko Haxoautcs B opuce kommanuu Continental Equipment. ¥ Hero Ha3HaueHa
BCTpEUa C MEHEKEPOM KoMITaHuU Muctepom Kaprpaiitom)

- Good morning, gentlemen! How are you?

- Fine, thanks. And how are you getting on?

- Very well, thank you.

- Let me tell you about our company. As you know, Mr. Klimenko, we produce processing
equipment. Our firm consists of six departments: Production, Sales, Export, Financial, Personnel and
Research & Development. The last one is the newest in the company. It was created five years ago ...
We are managed by the Meeting of Shareholders and the Board of Directors. Earlier the Chairman of
the Company was one of the senior partners, but now it is Mr. Rogers, as you know. Currently we
employ about 1,600 people. Our turnover is more than £300 million.

- You will work with our Export Department. We export our equipment to 5 countries. We also
have two subsidiary companies in Holland and Germany with headquarters in those countries.

- Are they your subsidiaries or branches?

- They are our subsidiaries. Each company trades under its own name. We are looking for new
partners in Eastern Europe as well, as we would like to expand our activities. That’s why Mr.
Cartwright went St. Petersburg to establish personal contacts with your company. Have you read all
our correspondence with your Director?

- Yes, | think so. We investigated your business proposal thoroughly.

- Have you got our price-lists and catalogues with you now or shall I ask Miss Elliot to bring a
copy?

- Thank you, but | have them with me as well as copies of your letters. | expect to make the
Draft Contract here, may be by the end of this week, and to conclude the Contract with you after
discussing it with my Director by phone.

- All right. Let us get down to business. Today and tomorrow, we were going to talk about
terms of payment and delivery.

- Right. And the day after tomorrow we’ll be talking about packing and transportation.

- Then I plan to go to London for three days. As you know, there will be an exhibition. Will you
join me?

- Yes, with pleasure. It would be very helpful for the purpose of my visit.

- I hope so. And after that you’ll have enough time for a visit to our factory and go sightseeing.

- That suits me fine. | expect to submit the Draft Contract to my Director by fax not later than
next Wednesday.

2. Ucnoab3ys TEKCT, epeBeanTe NpelIoKeHus.

1) [To3BoNIbTE MHE pacckaszath 0 pupMme.

2) Hama ¢upma coCTOUT U3 LIECTH OT/AETIOB.

3) Hamre pykoBoCTBO — 3TO coOpaHUe aKIIMOHEPOB U COBET JTUPEKTOPOB.

4) Ha ¢upwme 3ansto okoso 1600 yenosek.

5) Ham o6opot cocrasisier 60oee 300 MitH. pyHTOB.

6) MbI 3KciopTUpyeM 000pyI0BaHUE B MSITh CTPaH MHUpa.

7) VY Hac ecThb ABC NTOYCPHUC KOMIIAHHUHU B FOJ’IJ’I&HIII/II/I u FCpMaHI/II/I CO IJ_ITa6I(BapTI/IpaMI/I B OTHUX
CTpaHax.



8) Kaxxnas u3 HUX uMeeT cBo€ COOCTBEHHOE Ha3BaHUE.

9) M&I HiieM HOBBIX MApTHEPOB, TTOCKOJIBKY MBI XOTEIH OBl pacupuTh chepy
HallIEH IESITENbHOCTH.

10) MsI ibITaeMcsl YCTAaHOBUTD JIMYHBIE KOHTAKTHI C BaIleH (PUPMOIA.

11) lymaro, 4TO Mbl COCTaBUM MPOEKT KOHTPAKTA, a OKOHYATEIBHO 3aKJIIOUUM
KOHTpPAaKT ¢ Bamu nocie ero o6cyxaenus mno renedoHy ¢ MOUM JUPEKTOPOM.

3. BbI — pykoBoauTe/b (pupMbl, cXeMa KOTOPO# NpeacTaB/ieHa Ha pucyHke 1.
Pacckaxute o cBoeil pupme, OTBETHB Ha BOIIPOCHL:
Pucynox 1.

— How many departments are there in the company?

— How many managers work in the company?

— What is in your opinion the most important department?

— Are there any overseas branches?

4. BbluepKHHUTE CJI0BO, KOTOPOE He MPUHAIJIEKUT JaHHOM rpynie.
1) firm, company, society, subsidiary;

2) salary, manager, engineer, employee;

3) finance, product, planning, marketing;

4) ship, assemble, customer, purchase;

5) plant, faculty, patent, factory.

5. C noMoubI0 ci1oBaps nepeBenTe BhleJeHHbIE CJI0BA M TPOYUTAliTe TEKCT.

Text 1 Getting a job

Getting a job is a very hard period in the life of most people. Companies choose an employee
from hundreds of candidates according to special rules, that’s why there’re special ‘typical’ factors,
influencing employer’s choice. Among such factors are: age, sex, experience, family background and
marital status, personality and references. If you’re to go to an interview tomorrow, sleep well before
it and don’t forget your CV at home — is the basic rule. Moreover, there’re some recommendations,
which can help you, for example, to read annual report, or company newspaper to show your
understanding of the corporate strategy on the interview. What’s more, you should choose
corresponding dress code for the interview. Even such advices are to help you make a good
impression; some companies don’t want to hire a man, who follows every advice. To illustrate this, |
can quote Artemiy Lebedev, the most famous Russian web-designer: «If you enclose a standard
stupid resume, written by the rules of American bureaucracy, we would delete it immediately after
receiving. If your CV is composed according to all rules, we wouldn’t choose you, as we might think,
that your profession is to acquire a job». After getting a job, you may have some unexpected troubles
with boss, too: e.g. if you dye your hair or wear something not appropriate. The best solution of such
situation is to ask a trade union for advice, which can always help you in your fight with an employer.
Of course, if you affect company discipline not coming in time or working badly, your dismissal
wouldn’t be unfair. To conclude, I can say that it is sometimes hard not only to get a job, but also to
work in the staff, and if you don’t want to be laid off, you should follow company rules, it is a must.

6. I_[OHO.]'IHI/ITC NMPEeAJ0KCHUA BBIICJICHHBIMHU CJIOBAMU U3 TEKCTA.

1) The process of finding people for particular ... is recruitment or, especially in American
English, hiring.

2) A company may recruit ... directly or use recruitment agencies.
3) An applicant is to go through an ... and to complete a standard application form.

4) A candidate apply for the job sending in a letter of application or covering letter and a ... .



5) CV should contain the information about candidate’s education, professional qualification
and skills, personal details, leisure activities and ....

6) A person who is interested in the advertised position should be aware of the ... of the
company.

7) In order not to have ... you should follow ..., it is a must.

8) If a person has some troubles with his/her ..., he/she can ask a ... for advice.
7. Ucnoub3ysl TEKCT, IONOJTHUTE MPeIJI0KEeHHs.

1) Getting a job is a very hard ... .

2) If you’re to go to an interview tomorrow, ... .

3) You should choose corresponding ... .

4) A trade union can always help you in your ... .

5) After getting a job you should follow ... .

6) If you affect company discipline not coming in time or ... .

8. Haiigute B TeKcTe AHIVIMIICKHE IKBUBAJICHTHI CJICAYIOIMUX (ppa3:

M3 COTEH KaHIWJAaTOB; B COOTBETCTBHUU C; MO3TOMY; (DAKTOPHI, BIUSIONINE HA BBIOOP
paboTonaTens; CEeMEMHBIM CTaTyC; JIMYHOCTHBIE KauecTBa; 3TO OCHOBHOE IMpaBujo; Ooliee TOro;
€XKETOTHBIN OTYET; COOTBETCTBYIOLIUK APECC-KOJ; MPOM3BECTH XOPOIIee BIICUATICHHUE; TOJYYHTh
paboTy; HEOXHJaHHbIE MNPOOJIEMBI, TMOKPACUTh BOJIOCHI, YBOJIbHEHHE; HECIPABEIJIUBBIN; YTOOBI
MIOJIBECTH UTOT; TIOMACTH 10| COKPAIICHHE; ITO HEOOXOIUMOCTb.

9. Oopa3syiiTe cylecTBUTEIbHbIE OT CJEIYIOIIMX IJIar0JI0OB.

To recruit; to apply; to persuade; to complete; to build; to select; to qualify; to
employ; to hire; to appoint.

10. CooTHecure cijeayonye cJI0Ba U BIPAKEHUS C 3ar0JIOBKAMH, YKA3aHHBIMH HHKeE:
a) job seekers; k) initiative;

b) bonus; I) company car;

c) applicants; m) diploma;

d) confidence; n) interview;

e) shortlist; 0) degree;

f) doctorate; p) interviewees;

g) candidates; q) job offer;

h) advertisement; r) independence;

i) qualifications; s) pension plan;

J) enthusiasm; t) health insurance.



1) fringe benefits

2) education

3) stages in recruiting

4) personal qualities

5) people looking for work

IIpuMepHbIe TEMBbI I0KII0B H COOOIIEHH i
1) Business Communication: Means, Ways and Styles
2) Rules of Communication in Different Cultures
3) Meeting People: Getting Acquainted and Making Contacts
4) Telephoning Rules and Clichés
5) Types of Business Letters
6) Emails and Network Communication
7) Presentations: Preparation and Delivery
8) Business Meetings
9) Making an Appointment
10) Negotiating
11) Applying for a Job
12) CV and Cover Letter Writing
13) Requirements to a Specialist

IIpumepHbIe TEMbI IPYNNIOBOM JUCKYCCHH

1. A Job Interview: Questions and Answers
2. Dos and Don’ts for Job Seekers

IIpumepHBbIii NepevYeHb JeKCUYeCKUX eJUHHIL ISl JIEKCHYeCKOr0 IMKTAHTA.

Tema: Telephoning

[ToBecuts TpyOKy
3aKOHYUTH (Pa3roBop)
CoennHUTHCS ¢ KeEM-JIH00
CoenuHUTE KOro-In00 ¢ KEM-ITH00
Haittu

Knate

ITepe3BoHUTH

PazpenuuuTh
[TonuATe(TPYOKY)

10. IlpexpaTuTh NONBITKU

11. Jlo3BOHUTHCS

12. M3BuHuUTE 32 6€CMOKOWCTBO
13. HaOpatp ommO0ouHBINH HOMED
14. TInoxas cBs3b

15. Mory 51 S TOrOBOPUTH C ...7
16. 4 Bac coennusio.

17. Tlogoxaute OIHY MUHYTY.
18. Howmep 3aHsT.

19. Ero ceituac Het

©CoNo~wWNE



20. Emy nepenath uTo-HUOYAB?
21. Jla, MEHsI 3TO yCTpauBaeT.

22. JXnate BCTpeuw C...

23. Ilepenaiite OOJIBIIION TIPHUBET. ..
24. TlonTBepauTh BCTpEUy

25. IlepenecTu BcTpedy Ha...

3.1.5 IlpumepHbIe TeMbI NPe3eHTANM I
1. Business Communication: Means, Ways and Styles
2. Rules of Communication in Different Cultures

3. Meeting People: Getting Acquainted and Making Contacts
4. Telephoning Rules and Clichés

6.3.2. Tunosble 3aJaHNS I IPOBEICHUS] IPOMEKYTOYHOM ATTeCTAIUN 00YyUAKOIIUXCS
Tunosnle BOIIPOCHI K 3aquy:
1) Business Communication: Means, Ways and Styles
2) Rules of Communication in Different Cultures
3) Meeting People: Getting Acquainted and Making Contacts
4) Telephoning Rules and Clichés
5) Types of Business Letters
6) Emails and Network Communication
7) Presentations: Preparation and Delivery
8) Business Meetings
9) Making an Appointment
10) Negotiating
11) Applying for a Job
12) CV and Cover Letter Writing
13) Requirements to a Specialist
HpHMepHLIe TEKCThBI JIA NIepeaavdu OCHOBHOI'O COAECPKaHUA

6 Most Common Types of Business Meetings

JUN 6, 20196 MINS READ

As companies become more focused on efficiency, productivity and profitability, it has become
essential that businesses look at their numbers to ensure that their time, money, and manpower are
being put to good use — one of the biggest opportunities lies in assessing how business meetings are
run.

We’ve all been in meetings that were run poorly, included the wrong people and didn’t lead to
concrete objectives. By improving how meetings are run, businesses have a major way to
immediately improve the way time is managed and how team members collaborate. Following best
practices, using the right collaboration tools and holding everyone accountable can significantly
improve your meeting experience.



https://toggl.com/plan/team-collaboration-tool

What is a business meeting?

A business meeting is a gathering of two or more people for the purpose of making decisions or
discussing company objectives and operations. Business meetings are generally conducted in person
in an office, however with the rise of video conferencing technologies, participants can join a
business meeting from anywhere.

Let’s take a look at the six most common types of business meetings, including:

Status Update Meetings
Decision-Making Meetings
Problem-Solving Meetings
Team-Building Meetings
Idea-Sharing Meetings
Innovation Meetings

6 Types of Business Meetings for Better Efficiency & Communication

Before planning meetings, it is necessary to identify what type of meeting it is. There is actually
a huge difference between a weekly status meeting and an emergency meeting that might require
urgent action.

1. Status Update Meetings

Almost every company is familiar with those recurring team meetings that were initially
intended to share updates on the latest projects and make sure everyone on the team is on the same
page about the process of the project. These meetings are meant to remedy any communication
hiccups that may end up wasting significant amounts of time doing the same thing or facing the same
challenges over and over.

While these types of meetings might not be the most fun or engaging, businesses use them to
address any problems that have come up, assign tasks and make any decisions necessary to move
forward effectively. Such meetings can turn into quick sync-ups and are less susceptible to dragging
on past the given time frame.

2. Decision-Making Meetings

Although managers generally have the final say, the discussions around important business
decisions often occur in larger groups. Smaller decisions may be made in status update meetings, but
important ones will command their own dedicated meeting times.



The process of making a decision could be spread out over several different meetings so that all
parties have a chance to gather information, come up with solutions and vote on how best to move
forward. This can result in a lot of time tied up in meetings and communicating back and forth.

3. Problem-Solving Meetings

Similar to decision-making meetings, problem-solving meetings have a specific goal in mind.
There’s no standard problem-solving meeting since issues vary depending on your team and your
organization, but these types of meetings are crucial nonetheless.

These meetings may be based on emergencies that need to be resolved quickly. For example,
the source of the problem may not be identified yet or there could be several different priorities to
manage in finding a solution to an identified problem. Either way, these meetings give colleagues the
chance to brainstorm, evaluate solutions and solve the problem at hand.

4. Team-Building Meetings

Although every meeting is a chance for a team to become a little closer by engaging in banter at
the beginning and gaining a stronger understanding of their counterparts, sometimes it is necessary to
have a planned team-building meeting.

These meetings can be corporate events or outings for the team, department or entire company
and can serve to generate some employee loyalty and engagement. They are the perfect opportunity to
encourage employees to mingle and create more personal relationships that can aid the progress and
growth of the organization.

5. Idea-Sharing Meetings

Sometimes it’s better to have the whole group get together and share new ideas rather than
distributing them in a meaty email or chaotic chat thread.

Not only do these meetings allow the speaker or presenter to go more in-depth on a topic,
conversations can happen in real time and team members can ask questions. These meetings also
make idea sharing interactive, giving colleagues the chance to bounce ideas off of one another,
ultimately resulting in more teamwork, stronger relationship building and an engaging meeting
experience. While this type of meeting can take up a great deal of time, it often results in new product
ideas, expansion to new markets and ways to get ahead of the competition.

6. Innovation Meetings

Every organization needs new ideas from time to time, and innovation meetings are the standard
answer to that need. It is difficult to force creativity, but you can solicit as many ideas as possible and
then filter through them to find the most suitable ones.



Innovation meetings can sound obscure to attendees, but they are essential to making sure your
company continues to move forward rather than retaining the same operating protocols year after year
because they provide the organization a chance to try something new.

While it might feel unnecessary or obvious, defining the type of meeting you are having can
guide the way your colleagues prepare for your meeting, help you establish a clear agenda and save
everyone time. Here are a few tips on how to illuminate exactly what to do to turn your meetings into
solid time investments.

3 Tips for Making the Best Use of your Meeting Time

With most managers agreeing that meetings tend to be an unproductive use of time and 65% of
them saying that meetings prevent them from completing their own work, there needs to be a better
way to meet more effectively. Here are three easy ways to get the most out of every meeting.

1. Set Clear Goals

Having a clear meeting agenda will help you minimize the amount of time the meeting takes. If
you have tasks that attendees need to do beforehand, send out a checklist in your meeting invite to
make sure everyone attending is aware and prepared. The basic goal here is to do everything in your
power ahead of time to prevent an entire team’s time from being wasted.

The ideal meeting has no surprises and follows the agenda to a T. This could be a challenge
since side conversations and tangents are pretty common in the conference room, so it’s important to
keep those off-topic conversations short — you can always book another time to discuss further.

2. Run Through a Post-Meeting Recap

If you have a clear desired outcome, it is instantly clear when a meeting is a success. Afterward,
managers can assess whether it achieved the desired outcome and figure out what would have made it
more successful.

Sending out a quick recap of the meeting will boost the retention of information as well as clear
up any miscommunications that might have occurred. You can also include any further action that
your colleagues might need to take to reiterate the outcome of your meeting. Learn how to take
effective meeting minutes to ensure you don’t miss any important details or takeaways from your
meetings.

3. Use Dependable Video Conferencing Software

Productive business meetings don’t always have to be held in person — with the right video
conferencing solution, you can still meet face to face and have a quality meeting experience without
leaving your office space. If your video conferencing tool is intuitive enough, you’ll be able to share
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your screen, record your call and scale your meeting to guest callers across different devices
seamlessly.

Completely dedicated to delivering the best video conferencing experience possible, Lifesize is
the 4K quality and easy-to-use video conferencing solution you and your IT admin have been looking
for. After more than fifteen years of developing conference room systems, wireless meeting room
presentation devices, mobile apps and a global cloud network that ties it all together, Lifesize delivers
an unmatched unified meeting experience that you can trust.

Keep All Meeting Types Efficient and Profitable

Meetings aren’t going away any time soon, but they don’t have to be so terrible! Just by
defining what type of meeting you’d like to have and implementing these tips, you can keep your
meetings productive and upbeat. Make the most of your meetings with Lifesize and experience what a
great business meeting should be like.

What Do We Understand by Organizational Learning?

Foerster and Porksen (1998) perceives organizations as nontrivial machines: Social systems do
not work according to a linear stimulus-response pattern. Managers, researchers and counselors as
well as organizations cannot see what they do not see (Luhmann, 2004; Wimmer, 2004) and therefore
cannot claim true perceptions. Every system operates on the precondition of operative closeness
(Maturana & Varela, 1984) carrying out intrinsically driven—for example, value and experience-
based dynamics. Additionally, individuals and organizations have to select perceptions and
competencies related to their specific type of business and cannot include the complexity of
knowledge and processes within their own organizational structure. This automatically leads to the
necessary structural phenomenon of the "blind spot” of all participants involved. Because social
systems are complex and because all concerned participants have "blind spots” there is a fundamental
assumption that the success of an intervention in a social system is rather unlikely (Simon, 2004,
2007; Willke, 2004). Instead of fighting against defensive routines managers are invited to learn by
surveying their own "blind spots.” This allows them to gain insights into benefits of so called
"resistance phenomena."

We agree with the above-mentioned authors that "resistance™ cannot be seen as an attribute of
the client, but it refers to the observers' (counselors’, managers') inability to perceive specific
resources and understand the underlying background of clients' behavior (Schmidt, 2004).
Overcoming this lack of perception and information resulting from the observer's blind spot allows
managers and counselors to intervene in a new way, which addresses an energetic transformation
process by supporting multilevel learning instead of fighting "defensive routines."

Thus, we want to confirm the outline of Willke (2004) that—related to this phenomenon of
"blind spots"—organizations learn more efficiently and effectively compared to their competitors if
(1) they learn how to reduce their blind spots and, therefore, (2) make clear and transparent decisions
about goals of the learning process.



What Do We Understand by Management Learning?

Observing organizations as social systems we can distinguish between several subsystems, for
example, "management,” "experts,” "functional units," and so forth. The term "management system"
focuses on "management” as a specific social system characterized by its elements (first, second, third
level, professional groups within management, etc.) as well as by the specific relations among these
elements.

These relations are influenced by certain norms of behavior and communication: acceptable
behavior and communication is promoted, while unacceptable behavior and communication is
discouraged. In most cases, the main task of corporate management is to view trends within markets
and to require quick changes within organizations in response to external pressures (e.g., customer
demands, government regulations, etc.). The Swarovski case illustrates the tasks of corporate
management related to the escalated competition between its single business units. For example,
middle management has to set up the business structures and procedures, while determining what
resources (budget, personnel, etc.) it will use to reach the overall strategic objectives of the business
units (and the entire organization). In order to be able to reach strategic targets and to earn the
"management by objectives" variable salary, they often fight against requirements of the first
management level. Additionally, middle management is responsible for determining which resources
and staff (and their skillsets) will be utilized for certain projects. Middle management is often stuck in
the precarious position of making sure the lowest level of employees are satisfied with their work,
while also productive enough in their work to satisfy the demands of higher levels of management.
The Swarovski case shows that the first level of management could only win by operating with
intense, internal competition, whereas middle management and specialists could only succeed through
information and cooperation beyond just competition. Most of the communication patterns noted
above are not meta-reflected and thereby lead to (1) charges between managers on a personal level,
and (2) prejudices between managerial levels hindering mutual appreciation.

By "management learning” we understand the reflection on and transformation of
communication patterns between the first, second, and third levels of management. This allows for
the success of all managerial levels concerned as well as the implementation of a general strategic
framework. Changes between management levels initiate transformation between different
professional groups within the management system or managers representing different subsidiaries
within an enterprise: strategic management and marketing or marketing and finance can step behind
their functional targets in search for solutions supporting the successful work of the company.
Communication patterns between levels and professional groups within a management system can
implement bridges or tight borders between organizational sub systems, thus, enhancing or hindering
innovation processes.

What Do We Understand by Network System Learning?

Observing network organizations as complex social systems we commonly identify different
subsystems (e.g., coordinator, steering group, internal INNOnetwork, customer-network,
external/internal R&D-net-work) within context-tailored network structures. System-learning focuses
on the change of subsystems and the transformation of single network subsystems and the
communication patterns between subsystems. This alters the rules of the game according to changed
network environments (Footnote (1); Clyde Mitchell, 1969).

Many enterprises claim to "live" a culture open to innovation. Observing participants and their
actions within their innovation system, most of them organize an innovation process along a top-
down project management path (Stage Gate Model, Cooper, 2007) inviting different people to view



different steps (e.g. to different workshops). Similar to hierarchy, external participants often remain
excluded and only selected key persons are allowed to get in touch with external key persons to
survey changes in mind and the activities of suppliers or competitors. Top-down (project)
management often hinders the bottom-up emergence of novel inventions.

Furthermore, the boundaries between organizations actually promote the avoidance of mutual
learning on an inter-organizational basis.

System learning is based on a conscious conceptualization and continuous review and adaption
of (1) the mix of participants involved, (b) the network roles and rules of cooperation, and the (3)
identification of key values related to operating network systems. This allows for the definition of
decision criteria aimed at the selection of partners, issues and working methodologies.

Thus, the implementation of a specific combination of external and internal subsystems—
following cooperative rules of network structures— allows for an increase or a reduction of diversity.
And this can hinder or foster the innovation process.

What Do We Understand by Individual Leadership Learning?

By observing managers within organizations we perceive that managers have the power to
stabilize or change any predominant communication pattern. Changing one's leadership effectiveness
can result from both individual learning processes and searching for new answers to older problems
within organizations. However, new modes of thinking and individual behaviors are often rejected
because they do not fit into the existing roles and routines of enterprises. An individual never can
change roles alone but needs the cooperation of a critical number of like-minded people in order to be
able to implement new behavior (transformed leadership roles) on individual and organizational
levels. If organizations do not demand that roles and routines change, all individual attempts to
change will likely fail.

Innovation management is in need of: (1) more managers who are able to have enough freedom
to be self-reflective in their managerial roles so as to help them identify hierarchical failures, (2)
while at the same time creating more innovative structures that address these failures. On the other
hand, a lack of a critical number of like-minded people hinders innovation initiatives in gaining
momentum within an organization.

DIRECT AND INDIRECT COMMUNICATION STYLES
Cross-Cultural AwarenessChinaCommunicationConflictCultureDirect And Indirect
CommunicationFace SavingGermanyHigh And Low ContextUseful Tips
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In many Eastern European countries, if you come to somebody’s house and they offer you a cup
of tea, it is considered impolite to accept immediately. You have to decline a couple of times, saying
you don’t want to bother the host, then eventually continue declining but with less emphasis, which
means that you actually want a cup of tea. For a German who asks one time and expects to receive an
honest answer, this might sound strange. An Eastern European who moves to Germany will have to
eventually adjust to a more straightforward communication.

One of the most important insights for successful cross-cultural communication is being aware
of the level of directness (or indirectness) people use in their messages.

Direct communication

Direct communication is when the speaker communicates true intentions directly in the verbal
message. Direct communicators’ messages usually don’t have an underlying meaning. They value
direct answers, honesty and frankness.

This communication style is considered more “task-oriented” because criticism is expressed
more freely and it is taken less personally.

Direct people are not afraid of conflict and are used to disagree with others openly. For
them, honesty is the best policy.

Indirect communication

Indirect communication is when true intentions are not verbally expressed but come from
context or non-verbal communication. Indirect speakers usually don’t make a direct statement if
it may cause tension or conflict. They will find more convoluted ways to reply to avoid saying
“no”.

For them being polite and “saving face” — avoid hurting another person’s self-esteem is more
important than giving an honest answer.

Since direct conflict must be avoided at any cost, indirect speakers will express disapproval or
unease by non-verbal communication, vague questions or even complaining to a third party.
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Cultural origins of direct vs indirect communication

Direct communication is usually considered to be characteristic of Western cultures, which
tend to be individualistic, egalitarian, and analytical. Indirect communication is typical for Eastern
cultures which tend to be collective, and hierarchical.

Direct communication is consistent with the individualistic self-interest. In these cultures,
individuals care about performing actions and finding solutions. They tend to propose solutions and
value their validity. Proposing and debating alternatives is characteristic of low-context and analytical
cultures. People from these cultures analyze multiple alternative solutions by debating their pros and
cons from a self-interested, possibly a win-win perspective.

Freely proposing and debating solutions requires an egalitarian society where disagreeing with
someone who has more power, won’t affect your position.

Direct communication is also referred to as low-context. This term was first introduced by
Edward T. Hall in 1976. It consists of making a direct claim, then justifying it. Both claim and
justification are formulated in terms of Aristotelian logic, which is characteristic of Western
culture’s analytic mindset.

Indirect communication dislikes direct confrontation or critique. It often involves third parties
with the authority to make decisions so that lower-level people do not lose face. Indeed, taking
responsibility for resolving problems is the social obligation of a higher-status party in hierarchical
cultures.

The indirect confrontation may also rely upon stories, metaphors, or images to cue associative
logic intended to provide enough insight such that the other party can craft an appropriate response.

In an academic paper, we find the following example: “A Chinese student told her Western-
cultured classmates who were struggling to understand indirect confrontation:

“I would never tell a friend that I didn’t like her dress. Instead, I would tell her I liked her
shoes, omitting reference to her dress. She would understand that I didn’t like her dress because 1
didn’t mention it.”

This dance might be difficult to understand to people used to direct communication, but those
who are used to indirect one usually capture these signals very well.

Indirect communication promotes harmony and facesaving, it is characteristic of collective
and hierarchical cultures. It is also referred to as high-context communication. High—
context cultures are those that communicate in ways that are implicit and rely heavily on context.

The indirect communication is consistent with Confucian reasoning that is dialectical and
associative.
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Direct and indirect conflict management

As you have probably understood at this point, these differences can create conflicts if people
are not aware of their communication style or if they take it for granted.

How can we avoid these kinds of conflicts or solve them?

First of all, by understanding that each communication style has its pros and cons. Some of
them are associated with the degree to which the disputants control the outcome of the conflict.

In direct confrontation, such outcomes will probably reflect the parties’ interests rather
than the interests of a larger social entity such as the organization, group, family, they are part of.

A successful end to indirect confrontation should be the re-establishment of harmony and
social equilibrium.

Understanding these pros and cons makes it clear that each approach has much to learn from the
other.

People who prefer a direct communication style:

« If they are offending people by being too blunt, you can help them see how they are being
perceived by the other side and suggest a more subtle communication style.

* Encourage them to pick up on the subtleties, like eye-contact or non-verbal communication.

People who prefer an indirect communication style:

* Mirror back their communication style as much as possible. If you feel like you can’t
understand what’s going on, be more direct

* Try to have them give more context or background to their communication.

+ Allow time to build rapport before getting right to the main topic.

An example of successful communication

In her 2007 book “Negotiating Globally” Jeanne Brett reports the following example:

Worried that the bicycles being manufactured in China to ship to a German buyer might have
rattles, the story’s protagonist went to the Chinese factory, asked the plant manager to take two bikes
off the line to ride together in the countryside, and commented at the end of the ride that he might
have heard a rattle or two (when in his opinion the bikes were definitely rattling), and went back to
Hong Kong without saying anything further. A month later the bikes were shipped, the German buyer
was pleased with the bikes, and ordered more.

As you can see from this example, being able to efficiently communicate with somebody who
prefers indirect communication means saving their face. Had the German businessman directly
confronted the plant manager, he would probably obtain the same result — but the relationship would
have been compromised.

Indirect conflict resolution may mean that the offense or claim is never acknowledged
outright, but it does not mean that the conflict is not perceived.

What is hardest for people from Western cultures to comprehend is that indirect
confrontation is typically understood.
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If indirect confrontation is not understood and acted upon, escalation is a distinct possibility,
just as it is when direct confrontation is ignored. Conflict confronted indirectly may not be explicitly
acknowledged, but simply addressed in a manner that is acceptable to the claiming party and that
preserves face for both parties, for example asking for a third party interaction.

In the indirect communication style, there may be no discussion of the causes of the conflict,
since causal attribution is more of an analytical than a holistic mindset perspective.

Using indirect confrontation to resolve conflict successfully has the aim to preserve
harmony and the relationship, more than the individual outcome.

Yet, this approach to conflict resolution may cause a failure to innovate or impossibility to
change the status quo. At a more personal level, an indirect resolution of a conflict that does not
satisfy the claiming party may result in that party withdrawing from future interaction or
avoiding it.

Businesses understood the importance of communication years ago, but everybody should
be aware of this powerful instrument to communicate better across cultures.
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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.

What to do after the meeting?
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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
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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.

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
URLs, 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.

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!

e 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

o 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

o Communicated
« 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

« 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!

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
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oubmmoreunas cucrema IPR BOOKS : [caiit]. — URL: http://www.iprbookshop.ru/65654.html

8. Meroanyeckue yKazaHus 1l 00y4al0IIUXCHA M0 OCBOEHUIO TUCHMILIHHBI

BI/II[ JCATCIIBHOCTH MCTO,I[I/ILICCKI/IG YKa3aHuA 110 OpraHru3aliuun ACATCIIbHOCTH 06yqafomer0051

[Ipaktuyeckue 3ansatus | [Ipu moaroroBke k paboTe ¢ TEKCTOM MPOYUTATH TEKCT BCIYX U MIEPEBECTH,

(pabota ¢ TekcToM, MOJIB3YSICh  CJIOBapeM; OBITh TOTOBBIM IOHUMATh OOJIBIIME CIIOKHBIC B
BBIIIOJIHEHUE SI3BIKOBOM OTHOILIEHUU XYJ0’)KECTBEHHBIE, poheccuoHaIBHO
IrpaMMaTUYECKUX/IIEKCH | ODUEHTUPOBAHHBIC TEKCTbI, CTaThbU M COOOLIEHHS 10 COBPEMEHHOM
YECKUX npobieMaTuke Ipyu HEOOXOIUMOCTH TOJIB3YSCh CJIOBAPEM. BBITH TOTOBBIM
3aJJaHUi, ydacTHe B IIOHMMaTh pa3BEPHYTble COOOILIEHUS MpernojAaBaTelis, CBS3aHHBIE C
00CyX/IeHUH, OBITOBOM, y4eOHOW, a TaKxke npodeccuoHaNIbHO-OPUEHTHPOBAHHON
coCTaBlieHHe Juanora, | TeMaTtukoi. Ecnum 3agaHmem Obula HOArOTOBKA JOKJIAJAa, JAMajora,
COOOIIIEHHE TI0 TEME) TIMCKYCCHH, HEOOXOAMMO 3allOMHUTH TEKCT CBOETO BBICTYIUICHHUS, C TEM

YTOOBI HE YUTATh €0, a paCCKa3bIBAThb.

Jlexcuueckuii mukTanT | [Ipy MOATOTOBKE K HANMCAHUIO JUKTAHTA WM COYMHEHUS/ICCE TOBTOPUTH
JIEKCUYECKUN W rpaMMaTUYECKUN MaTepHall, MpaBuiia cIOBOOOpa3OBaHUs,
CTPYKTYPY NPEIITOKEHUS

I'pynnoBas auckyccus I'pynmoBast aMcKyccus - 3TO CPEICTBO, KOTOPOE MO3BOJISET ONPENEIUTD
ypoBeHb  C(OPMHUPOBAHHOCTH MPOPECCHOHAIBHBIX KOMIETEHIMI B
YCIOBHUSX MaKCHMAJIbHO NPUOJIMKEHHBIX K MPO(eCCHOHALHON Cpeie.
Jns mpoBeneHMs] TPyNIOBOM AMCKYCCHM JIEKTOP HWIIM MPENOJaBaTelb,
BeAyIIUH CEeMMHApCKHe 3aHATUs, NpeAsaraloT Haubojiee aKTyalbHYIO
TeMy M3 pealbHOW OOIIECTBEHHO-TIOJIUTUYECKOM OOCTAHOBKH, M CTaBST
nepea ayauTopuel NpoOsieMHbIE aCHEeKThl, Ha KOTOpbIE 00ydarouuics
JOJKEH 00paTuTh 0coboe BHUMaHHUE, c(HOPMHpPOBATH CBOIO IPABOBYIO
MO3MIIHI0, 00OCHOBaTh €€ M TMOATOTOBUTCS K YYacTHIO B JHCKYCCHH.
[IpoBenenne  rpynmoBoW — AMCKYCCHM — NpEANoOJaraeT  yBUJETh
c(OpPMHUPOBAHHOCTb Y 00YyYaroIIErocsi COOTBETCTBYIOIIMX KOMIETEHIUH,
B TOM 4YHCJIE YyMEHHE CTaBUTh Mpo0sieMy, OOOCHOBBIBATH IYTH €€
BO3MO)XHOTO pa3pellieHusl, YMEHHE BECTU LHMBHIM30BAaHHBIA JHAJIOT,
OTCTaWBaTh CBOIO TOYKY 3pEHHUS, apryMEHTHPOBAaHO OTBeYaTh Ha
IIPABOBBIE MO3UIIMH NHBIX YYACTHUKOB IPYNIIOBON AMCKYCCHUU.

[Tpe3eHTamus B  coBpeMEHHBIX  YCIIOBUSX HEOOXOAMMO HMETh HABBIKH  TIO
MPEJCTAaBICHUIO CBOUX  HCCIEAOBaHUW B  ¢GopMe DIEKTPOHHBIX
npeseHTauuii. J{ns 3TOro Ha OCHOBAaHMM paHee MOATOTOBIECHHBIX
MaTepuaioB BaM He0OXOAMMO MOATOTOBUTH MPE3EHTAIMHA B MPOrpaMMe
«Power Pointy.
Tpeoosanusn K cooepicanuto u opopmnenuro:
1. Tpebosanus K COOEPAHCAHUIO npe3eHmayuu.



http://www.iprbookshop.ru/65654.html

[ Ecau 3T0 Hay4yHBIN JOKJIAJ WM MPE3EHTALUS CIOAKHOIO MCCIIEN0BAaHUS
(mumioMm, KypcoBas paboTa, MPOEKT) Ha OTACNBHBIX Claiaax ciaemayer
0003HAaYUTh 1LE€Jb W 3aJa4d CBOEr0 HCCIIEJOBaHMs. 3aBEPIIUTHCS
MIPE3CHTALNS JOJIKHA BBIBOJIOM.
(1 Ilpesenmayus  O0MdHCHA ~ NOAHO  OMPANCAMb  COOEPHCAHUE
noo2omosieHHo2o gvlcmynienus. [lns toro utoOsl Bam neruye 6bu10 3TO
c/IeNaTh COCTaBbTE MOAPOOHBIN MJIAaH CBOETO BBICTYIUICHHUS. DTOT IUIaH H
OyZer 3arojloBKaMd BallMX OCHOBHBIX CIIAalJIOB B Mpe3CHTAIUH.
[] Ilpe3eHTanmuss — 3TO COKpAILlCHHOE HU3JIOKEHHE Bammx Marepuanos,
MIO3TOMY HE HAJ0 NEepenuchiBaTh TEKCT M3 Aokinana. Ilocrapaiitech
U3JIOKUTh MaTepuajbl B BHUJE TE3UCOB, COCTOSIIUX U3 KOPOTKUX
HEpacnpoCTPaHEHHBIX MIPEANOI0KEHHM.
[] Eciin B JOKJIaze OCHOBHOM Marepuain — 3TO TEKCT, TO B IIPE3CHTALUU
00JIbIII0E MECTO JOJKHBI 3aHSTh WLTIOCTPATUBHBIE MaTepUalbl: rpaduKH,
cxemsl, 1 pel. KoMMeHTapuu K HUIM HE CTOUT IMHUCATh B CIIAWIbI, B X
caenaete yctHO. Te mudpsl uiu qaHHbIe, Ha KOTOpble Bbl X0THTE, YTOOBI
Bamm ciymarenu oOpaTuiyu BHUMaHKE, CIIEAYeT BBICITUTh KOHTPACTHBIM
LIBETOM.

2. Tpebosanus K ogopmnenuio Canoos.
[] JIro6as mpe3eHTanus 00s3aTebHO JOJKHA BKIFOYATh TUTYIbHBIN JIHCT,
Ha KOTOPOM HYXXHO OOO3HA4YHTh TeMY JIOKJIaJa W MOCTaBUTH (haMuimio
aBTopa. Ecnu noknaa IIMHHBIN CTOUT caenaTh €11e OAUH BCTYIUTENbHBIM
ClalJ, Ha KOTOPOM ClyllaTeded O3HAKOMUTh C IUIaHOM Barmero
BBICTYIICHUS.

(] Ecnu Bbl xopowio ymeere mosib30BaThesl porpamMmmoil «Power Pointy»
Bbl MoxxeTre caMOCTOATENbHO BBIOpPaTh cmoco0 o(OpMIIEHUS CBOUX
cnaiinoB. Ecim HeT, Boconb3yiTech madioHaMu 0(OopMIICHUS, KOTOpPbIE
ectb B mporpamme. [Ipu BbiOope mabiioHa, MOMHUTE, YTO €€ JU3aiiH He
JIOJKEH KOHTpPAacTUpoBaTh ¢ cojepxaHueMm. Eciaum y Bac cepbe3Hblii
JOKJIaJl, CTOUT BBIOUPATh OOJiee CTPOrue mabIoHbI.

- He nenaiite cnunikom MHOrO ciiaiiioB. Bel Oyzaere He IpoCTO YMTATh, HO
¥ KOMMEHTUpOBaTh cnaiael. Ha aTo yxoaut npuMepHo 1,5 — 2 MUHYTEHI
Ha KaXIbIl criaiil, mo3ToMy ISl MSTH MHUHYTHOTO BBICTYIJIEHUS HE
cienyer nenatb Oojee 5 conepxkareibHbIX cnaiinoB. IlpakTuueckue
PEKOMEHIallMU 10 UCIOJb30BaHuI0 nporpammsel MS PowerPoint MoxHO
MIOJIyYUTh Ha caiitax
http://www.it-n.ru/materials.aspx?cat_no=242
http://www.spsl.nsc.ru/win/obsemin/obswin/o_nov.html

Hoxman

[Touck nuTepaTypsl U cocTaBieHre OuOIMorpaduu, UCIoNb30BaHUE OT 3
710 5 Hay4HBIX pabOT, U3JI0)KEHUE MHEHHUS aBTOPOB U CBOETO CYKICHUS
110 BBIOPAaHHOMY BOIIPOCY; M3JI0KEHHE OCHOBHBIX aCHEKTOB MPOOJIEMBI.
O3HaKOMHTBCS CO CTPYKTYpOii U ohopMiieHHEM pedepara.
obOywaromuiics BrpaBe n30path i pedepara (Hokiana) 10Oy TeMy B
mpenenax MporpaMMbl y4eOHON AMCHMIUIMHBL BaxHO mpu 3TOM
YYUTHIBATh €€ aKTyaJbHOCTh, HAYYHYIO pa3pab0TaHHOCTh, BO3MOKHOCTD
HAXO0XJICHUS HEOOXOAMMBIX MCTOYHHUKOB /ISl M3YYCHHs TeMbl pedepara
(mokmama), wMeromMecs y OOydaroIIerocss HadvajdbHBIC 3HAHUS U
JUYHBIN UHTEpEC K BBIOOPY JTaHHOW TEMBI.

[Tocne BeIOOpa Tembl pedepara (JIOKIATA) COCTABISETCS TEPEUYCHb
HUCTOYHUKOB (MOHOTpaduii, HAYyUYHBIX CTATEW, 3aKOHOAATEIHHBIX U WHBIX
HOPMAaTHUBHBIX MPABOBBIX aKTOB, CIPABOYHOM JIMTEPATYPhI, COAECPKAIICH




KOMMEHTApPUHU, CTATUCTHYECKHUE JaHHBIC, Pe3YyIbTaThl COIMOIOTUIECKIX
WCCJICIOBAHUH | T.I1.).

Pedepar (nokmam) - 3T0 caMocTosiTeNbHasE y4eOHO-HCCIIeI0BATEIbCKAS
paborta oOyuarolerocsi, rie aBTOp pPAacKpbIBaeT CYTh HCCIENyeMOn
pOOJIEMBI, PUBOANT PA3TUYHBIC TOYKU 3PEHUs, a TaKKEe COOCTBECHHBIC
B3rsiAbl Ha Hee. CopepkaHue MmaTepuana JODKHO OBITh JIOTHYHBIM,
U3JIOKEHUE MaTepHhalia HOCUT MPOOIEMHO-TIOMCKOBBIN XapaKTep.
[IpumepHsie  3Tambl  paboThl  Haj  pedepaTtoM  (IOKIAIOM):
dbopMyIupoBaHUE TEMBI (T€Ma J0JDKHA OBITh aKTYaIbHON, OPUTUHATBHON
U HHTEPECHONM IO COJEp)KaHHuI0); MoAOOp M H3y4yeHHUE OCHOBHBIX
HUCTOYHHKOB 10 TeMe (KaKk mpaBuiIo, HE MeEHee 7); COCTaBJCHUE
oubnuorpadum; o6paboTka u cucTremMaTu3anus HHPopMalum; pa3padoTKa
IlaHa; Hamucanue pedepara (Iokiana); MyOJMYHOE BBICTYIUIEHHE C
pe3yibTaTaMy HCclieIoBaHus (Ha CeMU Hape, Ha 3aceJaHUuU MPEIMETHOTO
KpY)KKa, Ha CTYJICHYCCKOW HAyYHO-NPAKTUYCCKOW KOH(EpPEeHIIMH, Ha
KOHCYJIbTAIIHH).

Pedepar (moxman) moipkeH oTpaxkaTh: 3HAHUE COBPEMEHHOT'O COCTOSHUS
po0sieMbl; 000CHOBaHUE BBIOPAHHOW TEMBI; UCIOJIb30BAHUE W3BECTHBIX
pe3yNIbTaTOB U (PAKTOB; MOJHOTY IUTHPYEMOH JTUTEPATYPHI, CCHUIKUA HA
paboThl  y4YEHBIX, 3aHMMAIOIIMXCS JaHHOW MPOOJIEMON; aKTyaabHOCTb
MOCTABJICHHOMW TTPOOJIEMBI; MaTepHall, MOATBEPKAAOIINNA HAyIHOE, JTHOO
MPAKTUYECKOE 3HAUYCHUE B HACTOSIIEE BpeMsl.

3amuTa pedepara WM BBICTYIUICHHE C JOKIAIOM IPOJOJDKACTCS B
Te4eHue 5-7 MHUHYT MO I[U1aHy. BeicTymamomemMy, M0 OKOHYaHHUH
npencTaBicHus pedepara (I0KIana), MOTYT OBITh 3aJaHbl BOIPOCHI 110
TeMe pedepata (IoKIaaa).

Pekomennyemsbiii o0veM pedepara 10-15 crpaHull KOMIBIOTEPHOIO
(MaIIMHOIIMCHOT0) TEKCTA, JOKIaaa — 2-3 CTPaHHUIIBIL.

Tect

[Ipy mOATOTOBKE K BBHIMOJHEHHIO TecTa (IMPOMEKYTOUYHOTO/UTOTOBOTO)
HEOO0XOAMMO TOBTOPUTH H3YUEHHBIH I'paMMaTUYeCKHMH M JIEKCHYECKHM
MaTepuaj, CTPAaHOBEIUECKHUE TEMBbl, YKa3aHHUS MO OQOPMIIEHMIO AEIOBBIX
JIOKYMEHTOB.

CamocTosTenpHast
pabota

CamocrositenbHass paboTa TPOBOJIUTCA C IIENIBbIO: CHUCTEMaTH3alluu |
3aKpEIUICHUS] TOJYYEHHBIX TEOPETUYECKUX 3HAHUM M MPAKTHUYECKUX
yMEHUN OOy4YaroIMIMXCs; YIAyOJEHUS W PACHIUPEHHUS TEOPETHUECKUX
3HaHUW  oOywarommxcs;  (HOpMHpOBaHHS  YMEHHH  HCIIOJIb30BaTh
CIIPAaBOYHYIO JIOKYMEHTAIUI0, YUYEOHYI0O U CHEHUATBHYIO JUTEPATypy;
pa3BUTHSA MMO3HABATEIBHBIX CIIOCOOHOCTEH M aKTUBHOCTH OOYYAIOUTUXCS:
TBOPYECKON  MHUIIMATUBBI, CaMOCTOSITEILHOCTH, OTBETCTBEHHOCTH,
OpPraHU30BaHHOCTH; (OPMHUPOBAHUE  CAMOCTOSITENILHOCTH MBIIIICHHUS,
crocobHocTel K caMOpa3BUTHIO, COBEPIIICHCTBOBAHUIO "
camoopranuzanuu; (popmupoBaHus TPOGECCHOHATHHBIX KOMIETECHIINMN;
Pa3BUTHIO UCCIIEAOBATEIILCKUX YMEHHUM 00y4JatomnXCs.

@opMBl ¥ BHUIBI CAMOCTOSITENILHON pabOThl O0y4aroUIMXcs: YTEHHE
OCHOBHOMW U JIONOJHUTEIBHON JTUTEPATYPhl — CAMOCTOATEIBLHOE U3YYCHUE
MaTepuana Mo peKOMEHAYEMBbIM JIMTEPATYpPHBIM HMCTOYHUKAM; paboTa ¢
OMOIMOTEYHBIM KaTaJIOTOM, CaMOCTOSITENIbHBIA TMOA00p HE0OXOAMMOM
JTUTEepaTypsl; paboTa cO cIOoBapeM, CIPABOYHUKOM; MOUCK HEOOXOIUMOM
uH(popManun B ceru VHTepHeT; pedepupoBaHHEe HMCTOUYHUKOB;
COCTaBIIEHHE aHHOTAIMKA K MPOYUTAHHBIM JIUTEPATYPHBIM HCTOYHUKAM;
COCTaBJIEeHHE U pa3pab0oTKa TEPMHHOJIOTHYECKOI0 CJIOBAps; COCTaBJICHUE




XPOHOJIOTHYECKON TaOIUIIBL; COCTaBJIEHUE o6ubnuorpadun
(bubnumorpaduueckold KapTOTEKH); MOATOTOBKA K Pa3IMYHBIM (opmMam
TEKYIIEeH U MPOMEKYTOYHON aTTecTaluu (K TECTUPOBAHHIO, KOHTPOJIbHOM
paborte, 3aueTy, 7K3aMeHy, 3a4eTy C OLEHKOW); BBIIOJIHEHUE JOMAIIHUX
KOHTPOJIBHBIX pabOT; CaMOCTOSTENIbHOE BBIIOJHEHUE TPAKTHUYECKUX
3aJJaHUi PenponyKTUBHOIO TuIa (OTBETHl Ha BONPOCHI, 3aJa4M, TECTHI;
BBIIIOJTHEHUE TBOPUECKUX 3aJaHU).

TexHonorust oOpraHu3aliid CaMOCTOATENIBHOW padoThl O0ydaromuxcs
BKJIIOYAE€T  MCIONBb30BaHME  HMH(DOPMAIMOHHBIX W MaTepUAIBHO-
TEXHUYECKUX PECYpPCOB 00pa30BaTEIbHOIO YUpEXkKACHUs: OMOIMOTEKY ¢
YUTAJIBHBIM  3QJI0M,  YKOMIUIEKTOBAHHYIO B  COOTBETCTBUHM  C
CYLIECTBYIOIIMMH HOpPMaMH; Yy4eOHO-METOAMUYECKYl0 0a3y ydeOHbIX
KaOMHETOB, JabopaTopuil U 3a1a KOAU(PHUKALNN; KOMIIBIOTEPHBIE KJIACChI
C BO3MOXKHOCTBIO paboThl B ceTn HMHTepHeT; ayauropuu (Kiaccel) s
KOHCYJIbTAIIHOHHOW AEATENbHOCTH; YU4eOHYI0 M Y4eOHO-METOAMUYECKYIO
JUTEpaTypy,  pa3pabOTaHHYHO C  y4eTOM  yBEJIMYEHHUS  JOJHU
CaMOCTOSITCIILHOM pa0OThl OOYYarOIIMXCs, W HHBIE  MCTOAMYCCKHE
MaTepHabl.

Ilepen BbINOIHEHHMEM 00YYAIOIIMMUCS BHEAYJUTOPHOU CAMOCTOSTEIbHON
paboThl mpenojaBareib MPOBOAUT KOHCYJIBTUPOBAHHE 10 BBINOJIHEHHIO
3aJaHus, KOTOPBIM BKIIIOYACT LIEJIb 3aJaHus, €ro COJAEp>KaHus, CPOKH
BBINOJIHEHUS, OPUEHTUPOBOYHBIH o0beM paboThl, OCHOBHBIC
TpeOOBaHUS K pe3yibTaTaM pabOThl, KPUTEPUM OLEHKH. Bo Bpems
BBINOJIHEHUS] 00YyUYaIOIIMMUCS BHEAYAUTOPHON CAMOCTOSITEILHON paboTh
U Tpud HEOOXOAMMOCTH HpENoAaBaTeib MOJKET IIPOBOJUTD
WH/IMBU/yaJIbHbIE U TPYNIIOBbIE KOHCYIbTalMu. CaMocTosTenbHast paboTa
MOYKET OCYHIECTBIATHCS MHIUBUAYAIBHO WM TPyNIamMu O0y4JaromuXxcs
B 3aBUCUMOCTM  OT  Lead, 00beMa, KOHKPETHOM TeMaTuKu
CaMOCTOSITENIbHOW ~ Pa0OThI, YPOBHS CIIO)KHOCTH, YPOBHS YMEHHU
oOyJaronuxcs.

KonTponb camocTosiTennbHON paboThl 00y4aromIMUXCs MPEeayCcMaTpUBAeT:
COOTHECEHHME  COJIEP)KaHUsA  KOHTpPOJIA C HeslssMu  00yueHws;
OOBEKTUBHOCTh  KOHTpPOJIS;  BaJIMJHOCTb KOHTPOJSI  (COOTBETCTBHE
NOpEeIbSBISEMBIX 3aJaHUN TOMY, YTO IpEINojaraeTcs MpPOBEPUTH);

T depeHIMalNi0 KOHTPOIbHO-U3MEPUTENIbHBIX MaTEPUAIOB.

@®opMbl KOHTpPOJII CaMOCTOSATENBHOM paboThI: MPOCMOTP M IMPOBEpKA
BBITIOJTHEHUSI CaMOCTOSITEIbHOM paboThl IMpenojaBaTesieM; OpraHu3alus
CaMOIIPOBEPKH, B3aUMOIIPOBEPKH BBIIIOJIHEHHOIO 33JaHMsl B TPYIIIE;
o0Cy)XJIeHHE  pEe3yJIbTaTOB  BBIIOJHEHHOW pabOTBl Ha  3aHATHUH;
IIPOBEJEHUE TMHMCBMEHHOIO OIpPOCa; IPOBEIEHUE YCTHOIO  OIpPOCa;
OpraHu3ansi W TMPOBEJECHHWE WHJIUBUIYaJIbHOTO  COOECeI0BaHUs;
OpraHu3alys U IpoBeieHue coOeceloBaHUs C TPYMION; 3alluTa OTUYETOB
0 MpoJIeJTaHHOMN paboTe.

[ToaroroBka k 3auety/
9K3aMEHY

HpI/I IOATOTOBKEC K OJOK3aMCHY HCO6XOIII/IMO IOBTOPUTb BCC pPaAHEC
HU3YUYCHHBIC TEMBI, CaMOCTOATCIIBHO COCTAaBUTH COO6HI€HI/I$I Ha 3aJaHHBbIC
TCMBI, OBITh T'OTOBBIM OTB€YATh Ha BOIIPOCHI 10
3K3aMeHaHI/IOHHI)IM/ 3a4YCTHBIM TEMAaM.

9. Onucanue MaTepUAIbHO-TEXHHYECKOIi 0a3bl, HEOOXOAMMO¥ /ISl OCYIIeCTBJICHHS

00pa30BaTeJILHOIO NMPOoIecca Mo AUCIUILINHE




YyeOHas ayquTopus Ul IPOBENCHUs YIeOHbBIX 3aHITUH CEMUHAPCKOIO THUIIA (AJIs IPAKTUYIECKOM
HOATOTOBKH, B T.4. IPAKTUYECKUX 3aHSITHI), TEKYILET0 KOHTPOJIS M MPOMEXKYTOUHOM artectanuu. (ayn 403)
OcHalneHue: cTobl — 22 MIT., CTYJbS — 36 MmT., yueOHas Jocka — 1 mT., KOMIBIOTEPHI — 15 mT.,

npoexTop — 1 mIT., 3kpan — 1 mT.

YyeOHast ayIUTOPHS JUII CAMOCTOSITETFHON pabOTHI 00yUYaONIUXCs, OCHAIIEHHAs KOMITBIOTEPHOM
TEXHHUKOW C BO3MOXHOCTBIO TIOJKITFOUCHUS K ceTH VIHTepHET U 00eCIieueHUEeM JIOCTYIA B AJIICKTPOHHYIO
nH(pOpPMaIMOHHO-00pa30BaTeIbHYI0 cpexy opranm3anmu (ayn 404)

OcHammenue: cTonbl — 25 mT., cTynbs — 40 mT., yae6Has 1ocka — | mT., KOMOBIOTEPHI — 15 MmIT., IpUHTEP
— 1 mrt., ckanep — 1 .

VYaeOHast ayAUTOPHUS [UI CaMOCTOSITEIIEHOM pabOThl 00YJaIOIIMXCsl, OCHAIIEHHAs KOMIBIOTEPHOM
TEXHUKOW C BOBMOYKHOCTBIO MOJKITIOUEHHS K ceTH MIHTepHeT U obecrieueHneM JIOCTyMa B SIEKTPOHHYIO
nH(POPMAITMOHHO-00pa30BaTEIHHYIO CPE

y opranuzamun (ayn 406)

OcHarienue: cTonbl — 23 mT., cTyibs — 30 WT., KOMIOBIOTEPH! — 16 mWT., mpoekTop — 1 wrt., npuHTep- 1
mT., ckaHep — 1 mT., 3xpan — 1 mrT.

10. Ilepeyenb HHMPOPMANMOHHBIX TEXHOJOTHH, HCIOJb3yeMbIX IPH OCYLIECTBJEHUH
o0pa3oBaTe/IbHOI0 Ipouecca IO JMCHUILIMHE, B TOM 4YHCJIe KOMILUIEKT JIMIEH3HOHHOIO
NMPOrpaMMHOI0 o0ecneyeHusi, JJIEKTPOHHO-0U0/IMoTeYHbIe PodecCHOHATbHBIE 0a3bl TaHHBIX U
HH(OPMANOHHBbIE CTIPABOYHbIE CHCTEMbI

10.1. JInueH3noHHOEe MPOrpaMMHOe ohecrnedeHue

He npenycmorpeno

10.2. D1eKTPOHHO-0MO/IHOTEYHAS] CHCTEMA:

DnekTponHas oubnmoreunas cucrema (IbC): http://www.iprbookshop.ru/

10.3. CoBpemenHbIe npodeccoHAIbLHBIE 0a3bl JAHHBIX:

1. Caiit Opurtanckoro Tenekanana. http://www.bbc.co.uk/

2. DnekrpoHHas sHmKIoneaus. http://en.wikipedia.org/wiki/

3. AMepuKaHCKHI Hay4YHBIH xypHai. hitp://www.sciam.com/

4. Caiit 1y M3y4eHus JeJI0BOTO aHIIIMHCKOro si3bika https://www.businessenglishsite.com/
5. CailT niis u3y4eHusi TpaMMaTHKU U JIEJIOBOTO OOIICHUS
https://www.ego4u.com/en/business-english/communication

6. CailT 1i1s U3y4eHus JEI0BOT0 aHTJIMICKOTO A3bIKa
https://www.rong-hang.com/resources/business.htm

7. DneKTpoHHBIH c1oBaps MyneTuTpan Www.multitran.ru

11. OcobeHHOCTH peanu3anuu AUCHUIIMHBI /IS HHBAJIHIOB H JIUI C OTPAaHUYEHHbIMH
BO3MOKHOCTIAMU 3[[0p0Bbﬂ

Jns  obGecriedeHust 00pa3oBaHMS HHBANUIAOB W OOydYaIOMIUXCS C  OTPAaHUYCHHBIMHU
BO3MOXKHOCTSIMH  3JIOPOBbsI  pa3pa0aThIBacTCsl aJalTHPOBAaHHAs OOpa3oBaTelibHAs MpOTpaMMa,
WHAWBUAYAIbHBI Y4eOHBIM IJIaH C Yy4eTOM OCOOCHHOCTEW WX TMCUXO(HU3UYECKOrO pPa3BUTHS H
COCTOAHUA SJIOpOBBH, B YaCTHOCTHU HpI/IMeHSIeTCSI HH)IHBH}IyaHBHLIﬁ moaxoa K OCBOCHHRO
JTUCIUIIMHBI, WHAMBUAYAIbHBIE 3a/aHus: pedepaTsl, MUChbMEHHBIE Pa0dOTHI U, HA0OOPOT, TOIBHKO
yCTHBIe OTBEThI U AHUAJIOTH, I/IH]II/IBI/IJIyaJ'H)HBIe KOHCy.]'H)TaHI/II/I, HNCIIOJIB30BAHUC JII/IKTO(l)OHa 158 JIpyrI/IX
3aMUCHIBAIOIIUX CPEJCTB ISl BOCIPOU3BEACHUS JIEKIIMOHHOTO M CEMUHAPCKOT0 MaTepHuaa.


http://www.iprbookshop.ru/
http://www.bbc.co.uk/
http://en.wikipedia.org/wiki/
http://www.sciam.com/
https://www.businessenglishsite.com/
https://www.ego4u.com/en/business-english/communication
https://www.rong-hang.com/resources/business.htm
http://www.multitran.ru/

B memsix obecrnieuenus 00y4aronmuxcs WHBAUIUIOB U JIUI[ ¢ OTPAHUYCHHBIMUA BO3MOXKHOCTSIMHU
3I0pOBBsl OMOIMOTEKAa KOMIUIEKTYET (DOHJ OCHOBHOW y4eOHOH JMTEepaTypoH, alalTUPOBAHHOW K
OTPaHUYEHUIO UX 3/10POBbs, IPEIOCTABIISAET BO3MOKHOCTD YIaJIEHHOTO UCII0JIb30BAHUS 3IEKTPOHHBIX
00pa3oBaTeNbHBIX PECYpCoB, JOCTym K KoTopeiM opranuzoBan B OAHO BO «MIICY». B
OnOIMOTEeKEe MPOBOAATCS WHIAMBUAYAIbHBIE KOHCYJIBTALMU JJIs JAaHHON KAaTerOpUU TMOJbh30BaTEIICH,
OKa3bIBAETCSl MOMOIb B PETUCTPAlMM W HUCIHOJIb30BAHUU CETEBBIX M JIOKAJIBHBIX AJIEKTPOHHBIX
00pa30BaTeNbHbIX PECYPCOB, IPENOCTABIAIOTCS MECTa B YHUTAJIBHBIX 3ajaX, OO0OpYHOBaHHBIE
nporpaMMaMu  HEBU3YaJIbHOIO JIOCTyHa K HH(OpManMM, SKPAaHHBIMU YBEIUYUTEISAMU H
TEXHUYECKUMHU CpPEICTBaMHU YCWJIEHUS ocTaTo4yHoro 3penusi:MicrosoftWindows 7, Llentp
CIIEIIMATILHBIX BO3MOXKHOCTEH, OkpaHHas iymna; MicrosoftWindows 7, lleHTp -cHenuambHBIX
BO3MOXKHOCTEH, DKkpaHHBIA qukTOp; MicrosoftWindows 7, LleHTp crenualbHBIX BO3MOXHOCTEH,
DKpaHHas KJIaBUuaTypa; 3KpanHas jgyna OnelLoupe; peueBoid cuHTe3aTop «l oaoc».



12. JIucT perncrpanum u3MeHeHH i

PaGouas nporpamma y4eOHOM AUCHUIUIMHBI OOCYKCHA U yTBEP:K/IeHA Ha 3aCelaHu

VYueHnoro coBeta oT «25» anpens 2022 r. npotokoa Ne 9

ConeprkaHue U3MEHEHUS PexBusuThl Hara
JIOKyMEHTa BBEJICHUS
Ne 00 YTBEPKIACHUY U3MEHEHUS
/11
U3MEHEHUs
VYTBepKIeHa pelieHnueM YYeHOro coBeTa Ha
ocHoBaHuu @DeneparbHOrO TrOCYAAPCTBEHHOTO
00pa3oBaTeIbHOTO CTaHJapTa BBICILIETO
o0pa3oBaHMS TIO HAIMPABJICHUIO TOJATOTOBKHU TTPOTOKON 3acEaHHS
44.03.02 IIcuxonoro-nearornieckoe | vyenoro cosera oT
1.| o6pazoBanue (ypoBeHb Oakanaspuara), | 95, anpens 2022 rona
YTBEPKACHHOTO PUKA30M MuHucTepcTBa npotokon Ne 9
oOpazoBanus u Hayku PO ot 22.02. 2018 r. N 122
(C UI3MEHEHHUSIMH U JIOTIOJIHCHHSIMHU ).
2.




