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1. BHelUHwWe TpeboBaHuSA

Tabnuua 1.1

Komnemenyun @IOC: OK.5 cinocodHocTh K KOMMYHHKAIIH B YCTHOH H IHCHbMeHHOI opMax Ha pycckoM H
WHOCTPAHHOM SI3BIKAX [IJISI peIeHHst 32129 MEeKINTHOCTHOI0 H MEKKYILTYPHOT0 B3AHMOXEHCTBHUSI; ¢ uacmu

CLEOYIONUX PE3YTIbMIANI0e OOy eHUA:

31. 3HaTb I/IHOCTpaHHbIl7I A3bIK A1 MEX/TMYHOCTHOrO OBLLEHUS C WNHOCTPaHHbIMW NapTHEPaMU

y2. yMETb BbICTPanBaTh MEXKY/bTYPHYHO, AEN0BYH0, NPOECCMOHAbHYIO KOMMYHUKALWIO C Y4YETOM
MCUXOMOrMYECKIMX, NOBEEHUECKUX, COLMABHBIX XapaKTePUCTVK NapTHEPOB Ha PYCCKOM W MHOCTPaHHOM

A3blKax

y4. yMeTb OFMYECKN BEPHO, apryMEHTMPOBAHO W ICHO CTPOUTb YCTHYIO U MUCbMEHHYHO pedb B cepe

NPothecCMOHaIbHOM [IeATENbHOCTY Ha PYCCKOM M MHOCTPAHHOM S13blKe

2. TpeboBaHus HI'TY K pe3ynbTaTaM 0CBOEHUS ANCLUUM/INHbI

Tabnuua 2.1

Pe3ynbTaTbl U3yUeHUS AUCLUM/INHBI MO YPOBHSIM 0CBOEHUS (MMETb
npeAcTaBneHWe, 3HaTb, YMeTb, BNafieTh)

PopmMbl OpraHmsaLnu
3aHATWI

VIHOCTpaHHbIii S3bIK

napTHepamu

OK.5.31 3HaTb MHOCTPAHHbIN A3bIK 4151 MEXIMYHOCTHOIO 06LLEHMSA C MHOCTPaHHbLIMU

1.3HaTh OCHOBHYIO IIPO(DECCHOHAIBHYIO TEPMUHOIOTHIO B paMKax U3ydaeMoit
TeMaTHKH.

MpaKTUYecKme 3aHATUS;
CamocToATeNIbHAaA paboTa

2.3HaTh OCHOBHBIC IpaMMaTUIEeCKUE, JIEKCHICCKUE U CTUIIUCTUIECKUE HOPMBI
H3YJaceMOro s3blKa

MpakTnyeckme 3aHATUS;
CamocTosaTe/ibHasa paboTa

NnapTHEPOB Ha PYCCKOM N MHOCTPAaHHOM A3blKaX

OK.5.y2 yMeTb BbICTpaMBaTb MeXKY/bTYPHYIO, [e/10BYH0, MPOECCUOHAIbHYHO
KOMMYHUKaLWIO C YYETOM MCUXONOTNYECKUX, NMOBEAEHUECKUX, COLMaIbHbIX XapaKTEPUCTUK

3.Bna JETH HaBbIKaMM JEIIOBOTO O6]]16HI/I}I B U3y"JacMbIX THUIIOBBIX PCUEBBIX
CUTyallusXx.

MpakTnyeckme 3aHATUS;
CamocToaTesibHasa paboTa

OK.5.y4 yMeTb NTOrMYECKN BEPHO, apryMEHTUPOBAHO U SICHO CTPOUTb YCTHYO U MUCbMEHHYHO
peyb B chepe NpodecCoHaIbHONM AeATeNIbHOCTM Ha PYCCKOM M MHOCTPAHHOM S3bIKe

4.YMeTh IIOHIMAaTh OCHOBHOE COJZIEPKaHNE U U3BJIEKATH H606XOI[I/H\IYIO
HH(I)OpMZlIII/HO U3 YCTHBIX U ITHCBMEHHBLIX IIPparMaTHICCKUX TCKCTOB.

MpakTnyeckme 3aHATUS;
CamocTosaTesibHasa paboTa

S.BIIEI,I[ETI) HaBbIKaM U INIAHUPOBAHWS W ITOATOTOBKH IIPE3CHTAI[UA

CamocTosaTenibHas paboTa

3. CofiepykaHvie U CTPYKTypa y4e6HO AUCUMNANHbI

Tabnuua 3.1
CcCblIKM Ha
<~ | AKTUBHbIe
TeMbl NPaKTUYECKNX 3aHATUN Yachbl pe3ynbTaThbl YyebHasa aesATeNlbHOCTb
(bopmel, Hac. 06y4yeHus

Cemectp: 1

OnpakTndeckas egnuHmua: OCHOBHblE NOHATUA U TepMUHonorus (1)




1. Tvinbl fenoBbIX KynbTyp 0 8 1,2, 4

W3yyeHne maTepunanos o TMnax
[€N10BbIX KYyNbTYP.
MpocnyLmBaHmne parMeHToB
VHTEPBbLIO. AHAIN3 1
06ecyXaeHne maTepuana.
BbinonHeHne ynpaxHeHWin Ha
3aKpensieHne TeMaTU4ecKoi
NEKCUKMN 1 (DYHKLMOHATbHO
HeobX0AMMON rpaMMaTUKK.
Case study: BbipaboTka
pekoMeHAauuiA no
NpeAoTBPALLEHNIO
MEXKYNbTYPHbIX KOHPIUKTOB B
opraHusaumm.

2. TexHonormm n busHec 0 6 1,2,4

M3yyeHne matepunasnos o
TEXHOMIOMMYECKNX MHHOBALMAX.
MpocnywrBaHve hparMeHToB
NHTePBbI0. AHa/IU3 1
06CcyXaeHNe maTepurana.
BbINOMHEHWE yNpaXXHEHWIA Ha
3aKpensieHne TeMaTUYecKoi
NEKCUKN N (DYHKLMOHA/TbHO
HeobX0ANMON rpamMmMaTUKN.
Case study: CosgaHue
WNHHOBALMIOHHOI O NPeANpPUATUS.

AnpakTnyeckas eguHMLA: YCTHOE M MUCbMEHHOe feoBoe obLueHme (

1)

3. 3HaKoOMCTBO, YCTaHOB/EHKE
KOHTaKTa, NogjepyaHune pasrosopa

I TPULITYviBaRvie AVidiTut Uub.
AHanun3 peyeBbIX CTPaTerni u
TaKTUK CO6eceJHVKOB.
3yyeHne ocobeHHOCTel
PeYeBOro aTMKeTa B TUMOBbIX
CMTyauusix [eNoBoro 06LLeHMs.
3akpenieHne peyeBbIX KULLE.
BbinonHeHne ynpaxxHeHWii Ha
3aKpeneHve TeMaTuyecKoii
NEKCUKN 1 (PYHKLMOHaIbHO
Heo6X0AMMOV rpaMMaTUKK.
CocTasieHue 1 npeseHTaLys
ANanoroBs B 3aaHHbIX PeyeBbIX

OLIATVALIAGN,

4. Pa3roBop o TeneoHy 2 8 2,3,4

W3yyeHne ocobeHHOCTeN
TenethOHHbIX NeperoBopoB.
lMpocnywmBaHe ananoros.
AHann3 peyeBbIX CTpaTernii n
TaKTUK CO6eceiHVKOB.
3akpensieHne peyeBbIX KIMLLE.
BbINosHeHNe yNpaXXHeHWA Ha
3aKpensieHne TeMaTU4ecKoi
NEKCUKN N DYyHKLMOHa/TbHO
Heo6X0AMMOI rpamMmMaTUKN.
MNpeacTasneHve gnanoros B
3a/laHHbIX CUTYyaumax 4enoBoro

06LLEHMA M0 TeNneoHy.




5. YcTaHOBMeHWe KOHTaKTOB Mo

M3yyeHmne o6pasLioB e-mail
KoppecnoHAeHUnn. M3yyeHue
0cobeHHOCTe e-mail 3TukeTa B
[eNoBoiA chepe. BbiNonHeHme

0 6 2,3 yNpaXHeHWI Ha 3aKpenieHne
nepermcke o
TEMaTNYeCKOM NEeKCUKM 1
(hyHKUMOHaNbHO HEO6X0ANMOIA
rpaMmmarukm. CocrasnieHne
nuncem no obpasLam.
CemecTp: 2

AvpakTnyeckas eanHuLa: OCHOBHbIe NOHATUS U TepMUHONorus (2)

6. YnpasneHue YefioBeHECKUMM
pecypcamm

10

1,4

W3yueHre maTepnanos 06
yrnpaBneHny YeloBeYECKMN
pecypcaMun 1 MOTMBaLMM Tpyaa.
MpocnywrBaHve parMeHToB
NHTEPBbIO. AHaN3 1
06CyXXaeHne maTtepuana.
BbINoHEHNE yNpaXXHEeHWA Ha
3aKpensieHne TeMaTU4ecKoi
NEKCUKMN U DYHKLMOHATbHO
Heo6X0ANMOI rpamMmMaTUKN.
Case study: NoBblLIeHKe
MOTuMBaLUumM paboTHUKOB B
KomnaHuu. MpeseHTauus:
"peanbHas paboTa”.

7. YnpasfieHne opraHu3aLmen 0

12

1,4

W3yueHre maTepunanos o
CTPYKTYpe OpraHun3aumii.
MpocnywrBaHve hparMeHToB
MHTEPBbIO. AHAIN3 1
06CyXXaeHne maTtepuana.
MogrotoBka npeseHTaLmm
KomnaHuu. BeinonHeHne
YNpaXXHeHWI Ha 3aKpenneHue
TEMaTNYeCKON NEKCUKN 1
(hYHKLMOHaNIbHO HEOOX0ANMOIA
rpammMatuvkm. Case study:
BbipaboTka pekomeHaaLuii no
peopraHn3aLMm KOMnaHuu.

AvpakTnyeckas eqnHMLA: YCTHOE U NNCbMEH

Hoe Aen

0BOe 06LeHue (2

)

8. ATTectaumsa paboTHUKa 2

10

1,2,3,4

MpocnywrBaHve hparMeHToB
6eceibl ¢
OW3HEC-KOHCYIbTAHTOM. AHa/IN3
N 06CY)KAEHNE PeYEeBbIX
cTpareruin cobecejHNKOB.
BbINOMHEHWE yNpaXXHEHWIA Ha
3aKpen/ieHne TeMaTU4ecKoi
NEKCUKN N (DYHKLMOHA/TbHO
Heo6X04UMOIA rpaMMaTUKW,
peyeBbIX Knuwe. Ponesas urpa:
OTueT paboTHUKA.




9. CobecefoBaHue Npu npreme Ha
paboty

10

W3yyeHve pekomeHgauum ons
NPOX0X/AEHNs cobece10BaHNS.
MpocnywrBaHve parMeHToB
cobecefioBaHusA. AHanu3
peyeBbIX CTpATErnii N TaKTUK
cobeceIHNKOB. BbINoHeHWe
ynpaXHeHUI Ha 3aKpeneHue
TEMaTNYeCKOMN NEKCUKMN 1
(hYHKLMOHaNNbHO HEOOX0ANMOiA
rpamMMaTiKu, peyeBbIX KIuLLe.
Ponesas urpa: CobecefjoBaHme
npu NpuemMe Ha paborTy.

10. NIHCTpyKTUpOBaHue
COTPYAHWKOB

10

MpocnywrBaHve hparMeHToB
VHCTPYKTaXa paboTHMKa.
BbInonHeHne ynpaxHeHWin Ha
3aKpensieHne TeMaTU4ecKoi
NEKCUKN 1 (DYHKLMOHA/TbHO
HeobX0oAMMON rpaMMaTUKK,
peyeBbIX KnuLwe. Ponesas urpa:
WHCTpyKTpOBaHne HOBOro
COTPYLHVIKA KOMMaHWUW.

11. ConpoBoauTenibHOe NUCbMO

10

2,3,4

M3yueHre 06bSBNEHNI O
BakaHcusX. V3yyeHne o6pa3LoB
COMNPOBOAMUTESNbHBIX MUCEM.
BbINOMHEHWE yNpaXXHEHWIA Ha
3aKpensieHne TeMaTUYecKoi
NEKCUKN N (DYHKLMOHA/TbHO
HeobX0ANMOI rpamMmMaTUKK,
peyesbix Knuiie. CocTasneHue
COMNPOBOAMTENLHOIO NUCbMA.

12. Mepenwvcka KOMNaHWIA.
dopmMasibHbI U HedhopManbHbIii
CTWUNb AENOBO NepPenncKm

10

W3yyeHne 06pa3sLLoB AeN0BbIX
nvcem. OTANYNUTENbHbIE
0COBEHHOCTM JOPManbHOMO M
HethopMasIbHOrO CTUIA Ha
NEKCUYECKOM W CUHTAKCUYEeCKOM
YPOBHE. BbinosnHeHwe
ynpaXHeHWI Ha 3aKpenieHne
TEMaTUYECKON NEKCUKN 1
(hyHKUMOHaNbHO HEO6X0ANMOIA
rpamMMaTVKu, peyeBbIX KiuLle
nMcbMeHHOM peun. CocTaBneHne
[EeN0BOro nucbma.

CemecTp: 3

AvpakTnyeckas egnuHuLa: OCHOBHbIe NOHATUS U TepMUHonorus (3)

13. ¥YnpaBneHue npoLeccamu

14

1,4

M3yyeHne maTeprnanos 06
yrnpaB/ieHUN Ka4yeCcTBOM
(KaiizeH), ynpasneHuu
nocTaBKamu 1 IOTUCTUKE.
MpocnylwimBaHmne PparMeHTOB
NHTEPBLI0. AHaNN3 1
06CcyxaeHne MaTepuana.
BbinonHeHne ynpaxxHeHwii Ha
3aKpenneHme TemMaTnyecKon
NEKCUKMN 1 (DYHKLMOHATbHO
Heo6X04AMMOV rpaMMaTUKW.
Case study: PeopraHusauus
LIenw nocTaBoK.




14. MapKeTuHr 2 14 1,4

W3yyeHne maTepuanos 06
OCHOBHbIX MOHATUSAX
MapKeTuHra. MpocnywmsaHmne
(hparMeHTOB MHTEPBbLID. AHaNIN3
1 06CyXAeHNe MaTepuana.
BbinonHeHWe ynpaKHeHWIA Ha
3aKpensieHne TeMaTU4ecKoi
NEKCUKMN U DYHKLMOHATbHO
Heo6X0ANMON rpamMmMaTUKN.
Case study: BbipaboTka
MapKeTUHIOBOWA cTpaTernm
opraHusaumm.

AnaakTuyeckas eanHULIA: YCTHOE W MUCbMEHHOE Ae10B0e 06LLeHMe (

3)

15. [lenosas npeseHTauus 2 16 1,234

[MpuMmepbl fenoBbIX
npe3eHTaLuii, aHanmn3 nx
CTPYKTYpbl. AHann3 cTparterni u
TaKTWK opatopa. BbinonHeHwe
ynpaXHeHUI Ha 3aKpeneHue
TEMaTNYeCKON NEeKCUKN 1
(hyHKLMOHaNbHO HEOOX0ANMOIA
rpamMMaTviKu, peyeBbIX KIuLLe.
[MogroToBKa npeseHTauumn.

16. [enosble COBELLaHNA 1

2 14 1,2,3,4
3aceflaHus

M3yueHre pekomeHgaumin no
NPOBEAEHMIO Pa3/INYHbIX BUA0B
CcoBeLLaHwiA. MpocnyLlwmBaHme
(hparMeHTOB [1eN0BbIX
COBELLaHWiA. AHa/IN3 PeYeBOro
NoBefleHNs Y4aCTHUKOB.
BbInonHeHne ynpaxKHeHWA Ha
3aKpensieHne TeMaTU4ecKoin
NEKCUKN N DYHKLMOHA/TbHO
Heo6X04MMOiA rpaMMaTUKN,
peyeBbIX Knuwwe. Ponesas urpa:
CoseLLaHue.

17. MNepenuncka ¢ KnueHTamun. Buppl
[eNoBbIX MMcem

M3yyeHmne 06pasLIoB [1e10BOM
KOPPEeCNOHAEeHLMN.
BbINOMHEHWE yNpaXXHEHWIA Ha
3aKpensieHne TeMaTUYecKoi
NEKCUKN N (DYHKLMOHA/TbHO
HeobX0ANMOI rpamMmMaTUKK,
peyeBbIX KuLLE B pas/INYHbIX
TmMnax nucem. CoctaeneHue

[ENOBbIX MUCEM MO 06pasLam.

CemecTp: 4

AunpakTnyeckasn eanHmua: OCHOBHbIE MOHATUA U TepMUHONorus (4)

18. drHaHCbI 1 ByXranTepcKuii
yuert

VisyHeHVIE WrindALUBU
oT4eTHOCTW. MpocnywmBaHmne
(hparMeHTOB VHTEPBLID. AHA/IN3
1 06CYyXXAeHNe maTepuana.
BbINosiHeHWe ynpaxXHeHWin Ha
3aKpeneHne TemMaTNYecKo
NEKCUKMN 1 (DYHKLMOHATbHO
Heo6X0AMMOV rpaMMaTUKK.
Case study: PelueHue
npo6aeMHo cuTyauun B
KoMnaHuu. PazpaboTka

AuaInc_aaana




V3yueHne maTepranos no
cTpaTermyeckomy
NIaHNPOBAHUIO AeATeNbHOCTM
opraHusauuu. MpocnywmsaHmne
(hparMeHTOB VHTEPBLID. AHA/IN3
2 8 1,4 1 06CyXKAeHNe MaTepuana.
BbINosiHeHNe ynpaxXHeHWin Ha
3aKpensieHne TeMaTU4ecKoi
NEKCUKN 1 (DYyHKLUMOHA/TbHO
Heo6X0AMMOV rpaMMaTUKK.
SWOT-aHanus.

19. Ctparernyeckoe niaHMpoBaHvie
Y NPUHATNE peLLeHnit

AnpaakTuyeckas eayHULA: YCTHOE U NMCbMEHHOE [e/10Boe 06LLeHNe (4)

O6Cy)KeHNe OCHOBHbIX TUMNOB
[leN0BbIX MeperoBopos,
cTpaTeruii n TakTUK y4aCTHUKOB.
MpocnywrBaHve (parMeHToB
MeperoBopoB. BbinonHeHve
20. [lenosble neperosopbl 2 10 1,2,3 yNpaxXHeHW Ha 3aKpernneHune
TEMaTUYECKOMN NTEKCUKN 1
(hyHKUMOHaNbHO HEO6X0ANMOIA
rpammaTtuKm, peyeBbiX KuLLe.
Ponesas urpa: 3akoueHue
CLENKN.

M3yueHre 06pa3LoB 3asBOK U
KOMMEepPUeCKNX Npea/IoxXeHWA.
BbinonHeHne ynpaxxHeHWii Ha
0 8 2,3 3aKpenneHme TemaTnyecKo
NEKCUKMN 1 (DYHKLMOHATbHO
Heo6X0AMMOV rpaMMaTUKK.
CocTaB/ieHNe 3a9BKM.

21. CocTaBneHue 3as9BKN U
KOMMEPYECKOro MnpeanoXeHuns

4. CamocTosiTe/IbHasA paboTa 06yyaroLLerocst

CcbINkuM Ha
o Yacbl Ha Uacbl Ha
Ne Buabl caMocToATeNIbHOM paboThbl pesynbTaTtbl
BbIMO/IHEHWE [KOHCY/IbTaumuu
00yyeHus
Cemectp: 1
1 |KOHTpOsbHble paboThbl |1, 2,4 |5 |O

BbIMO/IHEHWE KOHTPO/IbHON paboThbl B COOTBETCTBUM C METOANYECKUMU YKazaHusMK: PaxmeTtosa E. C.
VIHOCTpaHHbIN 3bIK [SNEKTPOHHBIV pecypc] : 3N1eKTPOHHLIA y4e6HO-MeToAMYeCKMiA Komnneke [1 kypc,
HanpaeneHus noarotosku: 38.03.01 IkoHomuKa, 38.03.02 MeHemkmeHT ]/ E. C. PaxmeTosa, K. .
LLIabyHuHa ; HoBocK6. roc. TexH. yH-T. - HoBocnbupck, [2016]. - Pexxkum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000229390. - 3arn. ¢ aKpaHa.

2 |MoparotoBka COOGLLEHMIA MO U3Y4aEMOI TeMe. |4 |6 |O

MomnCK 1 n3yyeHve AONONHUTENbHOW MH(OPMaLUK Mo TeMe, NOArOTOBKa CO0bLLeHWiA.: KutoBa E. T.
MeTofuyeckme peKoMeHAaL MM No OpraHn3aumMmn camocToATeNlbHOW paboTbl CTYAEHTOB NPU U3yYeHUN
aHrMIACKOro a3bika [OneKTPOHHbIN pecypc] : yuebHO-MeToamYeckoe nocobue / E. T. Kutoea ; Hoocn6.
roc. TexH. yH-T. - HoBocnbupck, [2016]. - Pexxum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3arn. ¢ akpaHa. Kutosa E. T. Cross-cultural
communication [neKTPOHHbIN pecypc] : 3NeKTPOHHbIN y4ebHO-MeToAMNYeCKNn Komnneke / E. T. Kutoea ;
HoBocmb. roc. TexH. yH-T. - HoBocubnpck, [2016]. - Pexxum goctyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000230335. - 3arn. ¢ akpaHa. Polyankina S. Y. PykoBoACTBO Nno
MOLrOTOBKe Npe3eHTaL Ui Ha aHTIMACKOM 5i3blKe [DNeKTPOHHbIN pecypc] : 3NeKTPOHHbII
y4yebHO-MeToANYecKuiA Komnneke / S. Y. Polyankina ; HoBocn6. roc. TexH. yH-T. - HoBocnbupck, [2015]. -
Pexxum goctyna: http://elibrary.nstu.ru/source?bib_id=vtls000214342. - 3arn. ¢ 3KpaHa.

3 |3aKkpennieHune NeKCUKo-rpammaTYecKoro Mmarepuana |1, 2,3 |6 |O




BbINOHEHNE TEKCUYECKMX M TpaMMaTUYeCcKmnX ynpakHeHuii: PaxmeTosa E. C. MIHOCTpaHHbIN A3bIK
[ONeKTPOHHBIA pecypc] : aNeKTPOHHbIN y4ebHO-MeTOAMYECKUIA KOMMNEKC [1 Kypc, HanpaBneHus
nogrotoeku: 38.03.01 3koHomuKa, 38.03.02 MeHempkmeHT ]/ E. C. PaxmeTtoBa, K. [. LLlabyHWHa ;
HoBocub. roc. TexH. yH-T. - HoBocmbumpck, [2016]. - Pexxum goctyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000229390. - 3arn. ¢ akpaHa. AHINIACKWIA A3bIK. KpaTkKoe
PYKOBOZCTBO MO COCTAaB/IEHMIO [€/10BbIX MUCEM W COBEPLUEHCTBOBAHMIO HaBbIKOB MMUCbMA :
y4eb6HO-MeTOAMYECKOe NOCo6Me ANs CTYAEHTOB U MarucTPaHTOB BCEX TEXHUYECKMX U 9KOHOMUYECKNX
cneymnanbHocTeld / HoBocub. roc. TexH. yH-T ; [cocT.: B. H. AcoHacosa, O. A. KanuHkuHa, O. U.
KoHgpaTtbeBa]. - HoBocunbupcek, 2011. - 76, [3] c. : un., Tabn. Kutosa E. T. Cross-cultural communication
[OneKTpOHHBIA pecypc] : aneKTPOHHbIN y4ebHO-MeToAMuYecKuiA komnnekce / E. T. Kutosa ; Hoocwb6. roc.
TeXH. YH-T. - HoBocnbupck, [2016]. - Pexxum goctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230335.
- 3ar/. ¢ a3KpaHa.

4 | CocTaBneHue rnoccapus 1 |6 |O

CocTaBneHue rnoccapus no nsydaemoi teme: Kurtosa E. T. MeTognyeckue peKoMmeHgauum no
opraHm3aLmm camocToATe/IbHOW PaboTbl CTYAEHTOB NPU U3YYeHWUN aHTIMACKOTO A3blKa [SNeKTPOHHbIV
pecypc] : yuebHo-meToAMYecKoe nocobme / E. T. Kutosa ; HoBocu6. roc. TexH. yH-T. - HoBOCMOUPCK,
[2016]. - Pexxum poctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3arn. ¢ aKpaHa.
PaxmeToBa E. C. MIHOCTpaHHbI A3bIK [SNEKTPOHHbIN pecypc] : 3NeKTPOHHbIV y4eOHO-METOANYECKIIA
Komnekc [1 Kypc, HanpaeneHns noarotoeku: 38.03.01 SkoHoMuKa, 38.03.02 MeHemkmeHT ]/ E. C.
PaxmeTtosa, K. [. LLlabyHvHa ; HoBOCK6. roc. TexH. yH-T. - HoBocnbupck, [2016]. - Pexxum focTyna:
http://elibrary.nstu.ru/source?bib_id=vtls000229390. - 3arn. ¢ sKpaHa.

5 |I'Io,qr0TOBKa K aTTecTauumu |1, 2,3,4,5 |7 |4

MoBTOpeHWe 1 cucTeMaTM3aLmMa M3ydeHHOro Matepuana: Cnenosuy B.C. YCTHbIN 3K3aMeH Mo
aHrIMMCKoMy A3blKy [DNeKTPOHHBIR pecypc]: nocobue/ Cnenosuy B.C.— 3NeKTPOH. TEKCTOBbIE
faHHble.— MuHck: TetpaCuctemc, 2012.— 252 ¢c.— Pexxum foctyna:
http://www.iprbookshop.ru/28270.html.— 3B6C «IPRbooks»

CemecTp: 2

1 |K0HTpoanble paboThl |1, 4 |5 |O

BbINOMHEHNE KOHTPO/BbHON paboTbl B COOTBETCTBUM C METOANYECKUMM YKA3aHUAMMN

: PaxmeTtoBa E. C. IHOCTpaHHbIl A3blK [DNEKTPOHHBIA pecypc] : 3NeKTPOHHLIN y4eBbHO-MeTOANUECKNIA
Komnnekce [1 Kypc, HanpaeneHmsi noarotoeku: 38.03.01 SkoHoMKKa, 38.03.02 MeHemkmeHT ]/ E. C.
PaxmeTosa, K. . LLlabyHnHa ; HoBocKG. roc. TexH. yH-T. - HoBocmbupck, [2016]. - Pexxum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000229390. - 3arn. ¢ aKpaHa.

2 | CocrasrnieHue rnoccapus | 1 |6 |O

CocrasneHue rnoccapus no n3yyvaemoii Teme.: Kutosa E. T. MeTogmnyeckrie pekoMeHZaLmMm no
opraHusaLmm caMoCcToATebHOM PaboThl CTYAEHTOB MPU U3YUEHUW aHTIMIACKOT O A3blKa [DNeKTPOHHBbIN
pecypc] : yuebHo-meToaMYecKoe nocobue / E. T. Knutosa ; HOBOCKOG. roc. TexH. yH-T. - HoBoCcMOuMpCK,
[2016]. - Pexxum poctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3ar/. ¢ skpaHa.
PaxmeToBa E. C. VIHOCTpaHHbIN A3biK [SNeKTPOHHBIV pecypc] : 3N1eKTPOHHbIA y4e6HO-MeTOLNYECKNTA
Komnnekc [1 Kypc, HanpasneHns noarotoBku: 38.03.01 SkoHoMuKa, 38.03.02 MeHemxkmeHT ]/ E. C.
Paxmetosa, K. [. LLlabyHvHa ; HoBocK6. roc. TexH. yH-T. - HoBocnbupck, [2016]. - Pexxum focTyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000229390. - 3arn. ¢ sKpaHa.

3 3akpensieHne IEKCUYECKOro Y rpaMmmaTnyecKoro 193 8 0
maTepuasa '

BbINOMHEHWE NEKCUYECKMX M FpaMMaTUYECKNX yripaxkHeHWA.: Kutosa E. T. MeToanyeckue peKoMeHaauum
No OpraHn3auym camoCcToATeNIbHOM PpaboTbl CTYAEHTOB NPU U3yHEeHUN aHTIMIACKOTO A3bIKa [SNeKTPOHHBIIA
pecypc] : yuebHo-meToANYecKoe nocobme / E. T. Kutosa ; HoBOCUG. roc. TexH. yH-T. - HOBOCMOUMPCK,
[2016]. - Pexkum poctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3ar/. ¢ akpaHa.
PaxmeToBa E. C. IHOCTpaHHbIN A3blK [SNEKTPOHHBIV pecypc] : 3N1eKTPOHHbIA y4e6HO-MeTOLNYECKNT
Komnnekce [1 Kypc, HanpaeneHmst noarotoeku: 38.03.01 SkoHoMKKa, 38.03.02 MeHemkmeHT ]/ E. C.
PaxmetoBa, K. A. LLlabyHnHa ; HoBOCKG. roc. TexH. yH-T. - HoBocmbupck, [2016]. - Pexxum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtls000229390. - 3arn. ¢ akpaHa. AHIIMACKNIA A3bIK. KpaTKoe
PYKOBOACTBO MO COCTaB/IEHMNIO [ie/10BbIX NNCEM U COBEPLLEHCTBOBAHMWIO HABbIKOB MUCbMA :
yuebHO-MeTOoAMYECKOe Nocobue A1 CTYLEHTOB 1 MarvcTPaHTOB BCEX TEXHUYECKMNX N 9KOHOMUYECKNX
cneyunansbHocTel / HoBocu6. roc. TexH. yH-T ; [cocT.: B. H. AdoHacosa, O. A. KannHkunHa, O. .
KoHpgpatbesa]. - HoBocunbupck, 2011. - 76, [3] c. : un., Tabn.

4 |I‘Iop,r0TOBKa COOGLLEHNIA NO 13yYaemMoin Teme |4 6 0




MounCK 1 N3yyeHne [ONONHUTENBHON MHGOPMALIMK MO 13yvaemoli TeMe. MoAroToBKa Co06LLEeHWIA.: KnTosa
E. T. MeToanyeckne peKomMeHAaLuMy No opraHn3aLym caMmocToATeNbHOW PaboTbl CTYLEHTOB NPU N3yYeHUN
aHr/IIACKOr o A3blKa [ONeKTPOHHbIN pecypc] : yuebHo-meToamuYeckoe nocobue / E. T. Knutosa ; HoBocuo.
roc. TexXH. yH-T. - HoBocnbupck, [2016]. - Pexxum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000230334. - 3arn. ¢ akpaHa. Polyankina S. Y. PykoBoACTBO No
NOAroTOBKeE NPe3eHTaLNin Ha aHIIMIACKOM 5A3blKe [3NeKTPOHHbIA pecypc] : 3NeKTPOHHBIN
yuebHo-meTOoAMuYeckuii Komnneke / S. Y. Polyankina ; HoBocmo. roc. TexH. yH-T. - HoBocubupck, [2015]. -
Pexxum poctyna: http://elibrary.nstu.ru/source?bib_id=vtls000214342. - 3arn. ¢ 3KpaHa.

5 [lMoaroToBka K atTecTauum |1, 2,3,4,5 |5 |4

MoBTOpPEHMEe N CUCTEMATM3ALMSA N3yUYeHHOro MaTepuana: Cnenosud B.C. YCTHbIV 3K3aMeH No
aHrINIACKOMY 5A3bIKy [DneKTPOHHBIN pecypc]: nocobue/ Cnenosny B.C.— SneKTPOH. TEKCTOBbIE
faHHble.— MuHcK: TeTpaCuctemc, 2012.— 252 ¢c.— Pexxum foctyna:
http://www.iprbookshop.ru/28270.html.— 3BC «IPRbooks»

Cewmectp: 3

1 |KOHTpO/bHbIe paboThbl |1, 4 |5 |O

BbINONHEHNE KOHTPO/bHOM paboTbl B COOTBETCTBMUN C METOANYECKMMM YKa3aHusMK: PaxmeTtosa E. C.
VIHOCTpaHHbIN A3bIK [DNEKTPOHHBIV pecypc] : 3N1eKTPOHHLIN y4e6HO-MeTOANYECKUIA KOMMEKC [2 Kypc,
HanpasfieHns nogrotosku: 38.03.01 SkoHomuka, 38.03.02 MeHepkmeHT] / E. C. PaxmeTosa, K. [.
LLIabyHurHa ; HoBOCKG. roc. TexH. YH-T. - HoBocubmpck, [2016]. - Pexxum goctyna:
http://elibrary.nstu.ru/source?bib_id=vtls000229387. - 3arn. ¢ 3KpaHa.

2 |MopgrotoBka cOO6LLEHWIA |4 |6 |O

MownCK 1 n3yyeHve AONONHUTENbHOW MH(OPMaLMK NO TeMe; NOArOTOBKa coobuleHuin.: Kutosa E. T.
MeToan4yeckme peKoMeHAaLum No opraHn3aLym caMmoCcToATeNbHOM paboTbl CTYAEHTOB NPU U3yYeHNN
aHrIMINCKOro a3blka [OneKTPOHHbIN pecypc] : yuebHo-MeToamyeckoe nocobue / E. T. Kutoea ; HoBocwnb6.
roc. TexH. yH-T. - HoBocnbupck, [2016]. - Pexxum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000230334. - 3arn. ¢ akpaHa. Polyankina S. Y. PykoBoACTBO No
NOLrOTOBKe Npe3eHTaL Ui Ha aHTIMIACKOM 5i3blke [DNeKTPOHHbIN pecypc] : 3NeKTPOHHbII
y4yebHO-MeToANYecKuiA komnneke / S. Y. Polyankina ; HoBocn6. roc. TexH. yH-T. - HoBocunbupck, [2015]. -
Pexxum poctyna: http://elibrary.nstu.ru/source?bib_id=vtls000214342. - 3arn. ¢ 3KkpaHa.

3 |3aernneHV|e NEeKCUKO-rpaMmMaTUYecKoro Marepuana |1, 2,3 |6 |O

BbINOHEHNE IEKCUYECKMX M TpaMMaTUYeCKNX ynpakHeHWA.: PaxmeToBa E. C. IHOCTpaHHbI A3bIK
[ONeKTPOHHBIA pecypc] : 3NeKTPOHHbIN y4eBHO-METOANYECKUIA KOMMEKC [2 Kypc, HanpaBneHns
nogrotoeku: 38.03.01 3koHomuKa, 38.03.02 MeHempkmeHT] / E. C. PaxmeTtoBa, K. [. LLIabyHuHa ;
HoBocub6. roc. TexH. yH-T. - HoBocmbumpck, [2016]. - Pexxum goctyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000229387. - 3arn. ¢ akpaHa. AHINIACKWIA A3bIK. KpaTkoe
PYKOBOZCTBO MO COCTAaB/IEHMIO [e/I0BbIX MUCEM W COBEPLUEHCTBOBAHMIO HaBbIKOB MUCHMA :
y4e6HO-MeTOAMYEeCKOe Nocobme Ans CTYAEHTOB U MarucTPaHTOB BCEX TEXHUYECKMX U 9KOHOMUYECKNX
cneymnanbHocTeld / HoBocub. roc. TexH. yH-T ; [cocT.: B. H. AcoHacosa, O. A. KannHkuHa, O. W.
KoHngpaTtbeBa]. - HoBocunbupck, 2011. - 76, [3] c. : un., Tabn.

4 | CocrasfieHue rnoccapus | 1 |6 |O

CocTaBneHue rnoccapus no nsyvaemoi teme: Kutosa E. T. MeTognyeckune peKoMeHgauum no
opraHu3aLum caMoCcToATeNbHON PaboTbl CTYAEHTOB NPY U3YYEHUI aHTTIMIACKOTO A3blKa [DNEKTPOHHbI
pecypc] : yuebHo-meToANYecKoe nocobme / E. T. KutoBa ; HoBOCKG. roc. TexH. yH-T. - HOBOCMOUMPCK,
[2016]. - Pexkum goctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3arn. ¢ sKpaHa.
PaxmeToBa E. C. IHOCTpaHHbIN A3blK [SNEKTPOHHBIV pecypc] : 3N1eKTPOHHbIA y4e6HO-MeTOLNYeCKUT
KoMMekce [2 Kypc, HanpaeneHust noarotoeku: 38.03.01 SkoHomuKa, 38.03.02 MeHemkmeHT] / E. C.
Paxmetosa, K. . LLlabyHnHa ; HoBOCKG. roc. TexH. yH-T. - HoBocmbupck, [2016]. - Pexxum gocTyna:
http://elibrary.nstu.ru/source?bib_id=vtls000229387. - 3arn. ¢ 3KpaHa.

5 |I‘Io,u,r0TOBKa K aTTecTauuu |1, 2,3,4,5 |7 |4

IMoBTOpeHMe 1 cucTeMaTm3aL s U3yYeHHOro matepmana: Cnenosuy B.C. YCTHbI 3K3aMeH No
aHrINACKOMY fA3bIKy [DNeKTPOHHBIN pecypc]: nocobue/ Cnenosny B.C.— 3neKTPOH. TEKCTOBbIE
faHHble.— MuHck: TetpaCuctemc, 2012.— 252 c.— Pexxum goctyna:
http://www.iprbookshop.ru/28270.html.— 36C «IPRbooks»

CemecTp: 4

1 |KOHTposbHbIe paboThbl 1,4 5 0




BbINo/HEHNE KOHTPO/bHOW paboTbl B COOTBETCTBUM C METOAMYECKUMM YKazaHUAMK: PaxmeTtosa E. C.
VHOCTpaHHBbIN A3bIK [SNEKTPOHHDIV pecypc] : 3NeKTPOHHBI y4e6HO-MEeTOANYECKMIA KOMMEKCE [2 Kypc,
HanpaeneHus nogrotoeku: 38.03.01 IkoHomumKa, 38.03.02 MeHempkmeHT] / E. C. PaxmeToBa, K. .
LLIabyHurHa ; HoBOCKG. roc. TexH. YH-T. - HoBocubmpck, [2016]. - Pexxum goctyna:
http://elibrary.nstu.ru/source?bib_id=vtls000229387. - 3arn. ¢ sKpaHa.

2 |I‘Io,u,r0TOBKa co06LIeHUA |4, 5 |10 |O

MowucK 1 n3yyeHne JOMONHUTENBHOMO MaTepuana no ulyvaemoii Teme: Kutosa E. T. MeToanyeckue
peKoMeHAaLuUy No OpraHn3aL M caMoCTOATe IbHOM paboTbl CTYAEHTOB NPU N3YYEHUI aHTIMACKOTO A3blKa
[@neKTpoHHBI pecypc] : y4ebHo-MeToAMYecKoe nocobue / E. T. Knutosa ; HoBocKG. roc. TexH. yH-T. -
Hosocunbupck, [2016]. - Pexxum goctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3arn. ¢
akpaHa. Polyankina S. Y. PyKOBOACTBO MO NOArOTOBKE MPe3eHTaLMin Ha aHTNIMACKOM 5i3blKe [3N1eKTPOHHbIA
pecypc] : 3NeKTPOHHbIA y4ebHO-MeToaMYecKnin Komnneke / S. Y. Polyankina ; HoBocu6. roc. TexH. yH-T. -
Hosocunbupck, [2015]. - Pexxum goctyna: http://elibrary.nstu.ru/source?bib_id=vtls000214342. - 3arn. ¢
JKpaHa.

3 3aKpenJsieHne NeKCYecKoro 1 rpaMmMaTyeckoro

1,2,3 5 0
MaTepuana

BbINOMHEHWE NEKCUYECKMX M FpaMMaTUYeCKmNX YNpaKHeHWIA.: PaxmeToBa E. C. IHOCTpaHHbI 53bIK
[3nekTpoHHBIV pecypc] : 3NMeKTPOHHbIN y4e6HO-MeTOANYEeCKUIA KOMMIEKC [2 Kypc, Hanpas/eHus
noarotoeku: 38.03.01 IkoHomuKa, 38.03.02 MeHemkmeHT] / E. C. PaxmeToBa, K. . LLIabyHWHa ;
HoBocmb. roc. TexH. yH-T. - HoBocubnpck, [2016]. - Pexxum goctyna:
http://elibrary.nstu.ru/source?bib_id=vtls000229387. - 3ar/. ¢ akpaHa. AHIMIACKUIA A3bIK. KpaTkoe
PYKOBOZCTBO MO COCTaB/IEHMIO [e/I0BbIX MUCEM W COBEPLUEHCTBOBAHMIO HABbLIKOB MUCLHMA :
yuebHO-MeTOoAMYECKOe Nocobue A1 CTYLEHTOB 1 MarncTPaHTOB BCEX TEXHUYECKMNX N 9KOHOMUYECKNX
cneyunanbHocTel / HoBocu6. roc. TexH. yH-T ; [cocT.: B. H. AdoHacosa, O. A. KannHkuHa, O. .
Konpgpatbesa]. - HoBocubupck, 2011. - 76, [3] c. : un., Tabn.

4 | CocrasrnieHue rnoccapus | 1 |5 |O

CocrasnieHue rnoccapus no n3yyvaemoii Teme: Kutosa E. T. MeToanueckune pekomMeHaaumm rno
opraHusaLmm caMoCcToATeIbHOM PaboThl CTYAEHTOB MPU U3YUEHUW aHTIMIACKOT O A3blKa [DNeKTPOHHbIN
pecypc] : y4ebHo-meTOAMYecKoe nocobue / E. T. Kutosa ; HoBOCKOG. roc. TexH. yH-T. - HoBocMoupck,
[2016]. - Pexxum poctyna: http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3ar/. ¢ skpaHa.
PaxmeToBa E. C. VIHOCTpaHHbIN A3biK [SNeKTPOHHBIV pecypc] : 3N1eKTPOHHbIA y4e6HO-MeTOLNYECKNT
Komnnekc [2 Kypc, HanpaeneHns noarotosku: 38.03.01 SkoHoMMKa, 38.03.02 MeHempxkmeHT] / E. C.
Paxmetosa, K. [. LLlabyHvHa ; HoBoCcK6. roc. TexH. yH-T. - HoBocnbupck, [2016]. - Pexxum focTyna:
http://elibrary.nstu.ru/source?bib_id=vtIs000229387. - 3arn. ¢ sKpaHa.

5 |I‘Io,qr0TOBKa K aTTecTauumu |1, 2,3,4,5 |6 |3

MoBTOpeHWe 1 cucTeMaTM3aLmMa M3ydeHHOro Matepuana: Cnenosuy B.C. YCTHbIN 3K3aMeH Mo
aHrINMCKOMY 5i3blKy [ONeKTPOHHbIN pecypc]: nocobue/ Cnenosuy B.C.— SNeKTPOH. TEKCTOBbIE
faHHble.— MuHcK: TetpaCuctemc, 2012.— 252 ¢c.— Pexxum foctyna:
http://www.iprbookshop.ru/28270.html.— 3B5C «IPRbooks»

5. TexHonornsa obyyeHus

[ns opraHnsaumm 1 KOHTPOA CaMOCTOATE/IbHOM paboThbl 00y4YatoWmMxcs, a TakxKe NPoBeAeHNs
KOHCYNbTaUuii NPUMEHSIOTCA MHPOPMALMOHHO-KOMMYHMKALMOHHBIE TeXHoornu (Tabn. 5.1).

Tabnuua 5.1
[JesTenbHOCTb VHhopmaLMoHHO-KOMMYHUKaALMOHHbIE TEXHOMOM U
HthopmmpoBaHue e-mail
KoHcynbT1poBaHve e-mail
KoHTponb Cpefia aneKTpoOHHOro 06yyeHmss HI'TY

PasmeLleHne yyebHbIX
maTeprasnos

Cpepa aneKTpoHHOro 06yyeHns HI'TY; 9b6C




Tabnmuya 5.2

AKTVBHbIE 1 MHTEPAKTVBHbIE (DOPMbI MPOBEAEHNS 3aHATUI

Kofb! hopMupyembIx

Ne HavnmMeHoBaHMe akTUBHbIX (DOPM .
KOMMETEeHL N

1 |[enosasa urpa OK.5;

®opmHpyemble yMeHHs: 3]. 3HATh MHOCTPAHHBIN SI3bIK JJ1sI MEKJIMYHOCTHOTO OOIIEHUS C
MHOCTPAHHBIMU MAPTHEPAMU; Y2. YMETh BBICTPAUBATE MEKKYJIbTYPHYIO, NEJIOBYIO,
npodecCHOHANTBHYI0 KOMMYHHKALIHIO C YIETOM MCHXOJOTHYEeCKUX, TOBEASHUYECKHX, COLUAIbHBIX
XapaKTePUCTUK MapTHEPOB HA PYCCKOM U MHOCTPAHHOM SI3bIKaX; y4. yMEThb JIOTHYECKH BEPHO,
apTYMEHTHPOBAHO U SICHO CTPOUTh YCTHYIO U MHUCBbMEHHYIO peub B cdepe mpodecCHOHATbHOM
JESITEIbHOCTH HA PYCCKOM Y HHOCTPAHHOM SI3bIKE

Kparkoe onucanue npumenenun: PaboTta npoBonutcs B mapax, MajbIX IPyINax UIH B €AUHON
rpymre. [Ipemnaraemas yaeOHas cHUTyalusi JOJKHA MaKCUMaIbHO HMHUTHPOBATE €CTECTBEHHYIO
peueByro cutyaunio. [lpu 3ToM ucnons30BaHNe poONIeBbIX "MAaCOK" SBIISETCS IPUEMOM CHSTHSI
TICUXOJIOTUUECKOro Gapbepa rpu obmerun. O0s3aTeNIbHBIM YCIOBUEM MPOBEASHUSI UTP SIBJISIETCS
peaBapuTenbHas MOATOTOBKA - H3yUeHHe HEOOXOMUMBIX PEUeBBIX KIIHIIE, TPOopaboTKa BO3MOKHBIX
KOMMYHHKATHUBHBIX CTPATETUM U TAKTHK. 3aKJIIOUNTEIbHBIM 3TArioM PaboTHI SIBISETCSL 0OCYKASHHE
XOZa UTPbI, CAMOAHAIN3 YUaCTHUKOB.

2 | Anckyceus |OK.5;

@®opMHpYyeMble YMEHHS: Y2. YMETh BRICTPAUBATh MEXKKYJIbTYPHYIO, IEIOBYIO,
npo(heCCHOHATBHYIO KOMMYHHUKALIHIO C YI€TOM ITCUXOJIOTHYECKHX, TTOBEIEHYSCKUX, COLMATIbHBIX
XapaKTEPUCTUK MAPTHEPOB HA PYCCKOM M MHOCTPAHHOM SI3BIKAX;, y4. yMETh JIOTHYECKU BEPHO,
apTyMEHTHPOBAHO U SICHO CTPOUTh YCTHYIO U MUCBMEHHYIO peub B cdepe mpodecCHOHATTBEHOM
NEeSTeIbHOCTH Ha PyCCKOM M MHOCTPAHHOM SI3BIKE

Kparkoe onucanue npumenenus: {uckyccust mpoBoguTcs B cBoOOAHOM popme nmH B popme
"CTPYKTYpUPOBAHHOMN" TUCKYCCHH - HA YCMOTPEHUE mpernoaasateisi. Bo3aMoXKHO Takke
OpraHu3aIus AUCKYCCUH B MaTbIX ('3akphIThiX") rpynmax. B aTom ciydae pabora cOrnmpoBOKIASTCS
00s13aTeIbHBIM TIPENCTABICHHEM PE3YIbTATOB B (JOpMe KOPOTKOM MPe3eHTAlUH Meper ayAUTOpreH
Wi B popme mucbMeHHOro oTuera. Jlanee nemecooOpasHo oduiee rpymnmoBoe 00Cy KIEHHE |

0OMEH MHEHHSIMU,

3 |Kelic-cTaam |OK.5;

®opmupyembie ymenus: 31. 3HATh MHOCTPAHHBIN SI3bIK JJISI MEXJIMYHOCTHOTO OOIIEHHS C
MHOCTPAHHBIMU MAPTHEPAMU; Y2. YMETh BBICTPAUBATh MEXKKYJIbTYPHYIO, IEJIOBYIO,
npodecCHOHANBHYI0 KOMMYHHKALHIO ¢ YI€TOM TICHXOJOT HUYECKUX, TTOBENEHUECKUX, COLUATBHBIX
XapaKTepUCTUK MApTHEPOB HA PYCCKOM U MHOCTPAHHOM SI3bIKaX; y4. yMeTb JIOTHYECKU BEPHO,
apryMEHTHPOBAHO U SICHO CTPOUTB YCTHYIO U MMHCbMEHHYIO peub B chepe npodecCHOHATbHOM
NesITeIbHOCTH Ha PYCCKOM M MHOCTPAHHOM SI3BIKE

Kparkoe onucanue npumMeHenus: AHaIN3 KeHCoB (mpobiaemMHbIX cutyaruii). Kelicsl BKIO9a0T
60JB1I0H 110 00BEMY U THIATEIBHO Pa3pabOTaHHBIN MaTepHall, U3y4eHHEe KOTOPOro HEOOXOIUMO
MPOBECTH MOA KOHTposieM mpenoaasaresisi. OOcykaeHrne BeIeTCsl B MAIBIX TPYIIIIAX M 3aBEPIIASTCS
MIPUHSITHEM OOIIErO pelieHus:, Kotopoe odopmiisiercs: B mucbMeHHOM popme. Ha 3aBepinarorem
yTarne uenecoodpasHo odmee 06CyKISHHe MPUHSITHIX PeIIeHUH.

6. MpaBnna aTTecTauum 06y4aroLMXCa No y4ebHOM ANCUUNINHE

[ns atTecTaymm obyvaroLwmxca no AUCUMNINHE UCnosb3yeTcs 6abHO-PenTUHIOBas cUcTeMa
(BPC), no3sonstoLLas BbICTaBNATbL OLEHKM MO TPaAULMOHHON LWKane 1 15-yposHesoi ECTS.
KpaTkas nHhopmaums o BPC npuseseHa B Tabn. 6.1.




Tabnuua 6.1

OueHnBaeMble BUAbI AEATENTbHOCTY 00yYaroLLMXCS '%Aaﬁ: MaKcMasbHbIN 6asn

Cemectp: 1

Ipaxmuyeckue 3anamusn: CUTYyaTUBHBIN AUAIOT 10 20
IIpaxmuyecxue 3anamus; CooOlIeHUe 1O TEME 10 20
Ipaxmuyeckue 3ansamus: CocTaBlieHHEe TUCbMAa 7 15
IIpaxmuyecrue 3auamusa; AynupoBaHue 8 15
Koumponwvneie pabome: 5 10
3ayem Ne3: TluceMeHHBIN TIEPEeBO TEKCTA 3 5
3auem Ne3: Tlepenaua comep:kaHusi TEKCTA 2 5
3ayem Ne3: JIlekCUKO-rpaMMaTHYECKUMN TECT 3 5
3auem No3: Becena o U3y4eHHON TEMATHUKE 2 5
CemecTp: 2

Ipaxmuyeckue 3anamus: CUTYaTUBHBIN AUATIOT 10 20
Ipaxmuuecxue 3ansamus: CooOllieHNe MO TEME 10 20
Ipaxmuyecxue 3anamus: CocTaBlieHHe MUCbMa 7 15
lIpaxmuuyecrue 3auamusa; AyaupoBaHue 8 15
Koumponwvnsie pabomevi: 5 10
3ayem Ne3: IluceMeHHBIN MTEpeBO TEKCTA 3 5
3avem No3: Tlepenaua comeprkaHus TEKCTa 2 5
3auem Ne3: JIekCUKO-TrpaMMaTHYECKUN TECT 3 5
3auem No3: Becena mo U3y4eHHOW TEMATHKE 2 5
Cemectp: 3

Ipaxmuyeckue 3anamus: CUTYaTUBHBIN AUAIOT 10 20
Ipaxmuuecxue 3ansamus: CoobileHHe Mo TeEMe 10 20
Ipaxmuyecxue 3anamus; CocTaBlieHHEe MTUCbMa 7 15
Ipaxmuyeckue 3ausamus; AyoupoBaHue 8 15
Konmponvuvie pabomot. 5 10
3auem Ne3: TlucbMeHHBIN TTeEpeBO TEKCTA 3 5
3auem Ne3: Tlepenaua comep:kaHus TEKCTA 2 5
3auem Ne3: JlekCUKO-rpaMMaTHIECKUN TECT 3 5
3auem Ne3: Becena mo U3y4eHHOW TEMATHUKE 2 5
CemecTp: 4

Ipaxmuuecxue 3anamus: CoobieHue mo Teme 10 20
Ipaxmuyeckue 3auamus; AyaupoBaHue 5 10
Ipaxmuyecxue 3ansmus; CocTaBlieHNEe TUCbMAa 5 10
Ipaxmuyecxue 3auamus: CATYaTUBHBIN qUAJIOT 5 10
Konmponwvuwvie pabomui. 5 10
Oxzamen No3: IlucbsMeHHBIN MTEpeBO 5 10
Oxzamen Ne3: CocTaBiieHHE OSIOBOrO MHCHMa 5 10
Oxzamen Ne3: UreHne 1 KOMMEHTHPOBAHHOE HU3JIOKEHNE 5 10
Oxzamen Ne3: Y cTHOE BBICTYIUIEHHE (TIpE3eHTALIHS) 5 10




B Tabnuue 6.2 npecTaBieHO COOTBETCTBIE POPM KOHTPO/IS 3asiB/IsieMbIM TPEGOBaHUAM K
pe3ynbTaTaM OCBOEHMS AUCLUNVHBI.

Tabnunua 6.2
Ko};%%t:eH DOopMbI KOHTPOSIA
i PesynbTaTbl 06y4yeHUs
droc K;:; P-| 3auer |oKsamen
OK.5 | 3L 3HaTb MHOCTPaHHIi A3bIK A5 MEXMYHOCTHOrO OGLLIEHNA C MHOCTPAHHbIMM N N N
"~ |mapTHepamu

y2. yMeTb BbICTPanBaTb MEXKY/bTYPHYHO, A€/0BYI0, NPOECCUOHAIbHYHO
KOMMYHMKALIMIO C YUETOM MCUXONOTMUECKUX, NOBEAEHUECKUX, COLUANBbHBIX + +
XapaKTePUCTUK MapTHEPOB Ha PYCCKOM M MHOCTPAHHOM si3blKax

y4. yMeTb NTOrMYECKU BEPHO, apryMEHTUPOBAHO M ICHO CTPOUTB YCTHYHO 1
MUCbMEHHYIO peyb B Cthepe NPotheccoHaIbHON AESTENILHOCTY Ha PYCCKOM 1 + + +
MHOCTPaHHOM fI3blKe

®OH[ OLEHOYHBIX CPEeACTB MO AVUCLMN/IMHE NPeACTaBNeH B NMPUIoXeHWn Ne 1 K paboueit
nporpamMmme.

7. lutepatypa

OcHoBHas nMTepaTypa
1. I'nymenkosa E. B. AHrnuiickuii si3bIK 7151 CTYA€HTOB 9KOHOMHUYECKHUX CITeHUAIbHOCTEH !
yueOHuk / E. B. I'mymenkosa, E. H. Komapoga. - M., 2010. - 415 c.. - 3arn. Ha 001.; AHMJTANCKHT
SI3BIK JIJIs1 CTYyZIEHTOB YKOHOMHUYECKUX crietnanbHocTel. HoBoe nzganue ¢ Tectamu.
2. benpuukas JI.B. [enosoii anrnuiickuii si3bik = English for Business Studies [DnexTponnbiii
pecypc]: yuebnoe nocodue/ benpuukast JI.B., Bacunesckast JLU., Bopucenko [I.J.— DiekTpoH.
tekcToBble nanHble.— MuHck: TerpaCucremc, Terpamut, 2014.— 320 ¢.— Pexum noctyna:
http://www.iprbookshop.ru/28071 html.— 3BC «IPRbooks»
3. Copokuna I H. Anrnmiickuii sa3sIk [DIeKTPOHHBIN pecypc]: yuebHoe nocodue. MeHemKkMeHT U
mapketurr/ Copoxuna I'. H— DnektpoH. TekcroBbie naHHbie.— M. MOCKOBCKast

rocyIapCTBEHHAs akanemMus BoaHoro Tpancnoprta, 2009.— 41 ¢.— Pexum gocrymna:
http://www.iprbookshop.ru/46692 html.— 3BC «IPRbooks»

[lononHUTeNbHas nnTepaTypa
1. Cnenosuu B.C. Jlenoroii anruiickuii si3eik = Business English [DnexTponnsiii pecypcl]:
yueOHoe nocobue/ CnenoBuu B.C.— DnexTpoH. TekcToBbie nanHbie.— Munck: TerpaCucremc,
2012.— 270 ¢.— Pexum noctyna: http://www.iprbookshop.ru/28070. html. — 3BC «IPRbooks»
2. Iposmnoea T. FO. English Grammar. Reference & Practice. With a separate key volume. Version
2.0 : yuebHOE mocoOue IJisl yJanuxcsi 00meo0pa3oBaTeIbHBIX YIPEKISHUN ¢ YITyOIeHHBIM
M3yYEeHUEM aHTJIMHUCKOro si3bIKa U cTyaeHToB By3oB / T. FO. [Iposnosa, A. U. bepectosa, B. I'.
Mawunosa. - Cauxr-IlerepOypr, 2015. - 423 c.
3. Illesenésa C.A. Anrmmiickuii njs skoHomucToB. English on Economics [DnextponHnsiii pecypc]:
yuebnoe nmocooue/ [llepenésa C.A.— DnexTpoH. TekcToBbie nanusie.— M.: KOHUTU-JAHA,
2012.— 439 ¢.— Pexxum pnoctyna: http:// www.iprbookshop.ru/7033 . html.— DB5C «IPRbooksy
4, Illnsxosa B.A. AHrymiicKknii sI3bIK IIsl SKOHOMUCTOB [ DNeKTPOHHBIN pecypc|: yueOHuK s
6axanaspos/ [llnaxosa B.A., I'epacuna O.H., 'epacuna FO. A — DeKTPOH. TEKCTOBBIE TaAHHbBIE, —
M.: Hamkos u K, 2014.— 296 ¢.— Pesxum noctyna: http://www.iprbookshop.ru/24770 html.—
3BC «IPRbooks»
5. Cotton D. Market Leader : Course Book : pre-intermediate business English / David Cotton,
David Falvey, Simon Kent. - Edinburgh, 2006. - 160 p. : ill.. - ITep. 3arn.: JTugep peiHka : yueOHHUK
JeJIOBOTO aHTJIMMCKOTO S13bIKA | HU3IIHUW CPeIHUN YPOBEHB.



6. Cotton D. Market Leader : Business Engltsh Course Book : Intermediate / David Cotton, David
Falvey, Simon Kent. - Edinburgh, 2010. - 175, [1] p. : 1ll. + 1 DVD-ROM.. - Ilep. 3ara.: Jlugep
PBIHKA : y4eOHUK JeJI0BOTO aHTJIHICKOrO SI3bIKA | CPEOHUN YPOBEHb.

7. Hashemi L. English Grammar in Use Supplementary Exercises with Answers / Louise Hashemi,
Raymond Murphy. - Cambridge, 2006. - 136 p. : ill.. - ITep. 3ar.: AHrauiickas rpaMMaTHKA:
TOTIOJTHUTENBHBIE YIIPAKHEHHS C OTBETAMH.

8. Pilbeam A. Market Leader. Working Across Cultures : Business English : [B1/C1] / Adrian
Pilbeam. - Edinburgh, 2010. - 96 p. : ill.. - ITep. 3arun.: Jlugep peiaka. [IpakTka Ha OCHOBE Pa3HBIX
KyJIbTYD . AEIOBON aHTTUUCKHAH S3BIK.

9. Pile L. Market Leader : test File : intermediate Business English / Louise Pile. - [Harlow], 2006. -
42 p. :1ll.. - lep. 3arm. : JIugep ppiHka: COOPHUK TECTOB IO IEJIOBOMY aHTJIMMCKOMY U1l CPETHETO
YPOBHSL.

10. Raitskaya L. Macmillan guide to economics : student's book / Lilia Raitskaya, Stuart Cochrane.
_ Oxford, 2007. - 133, [2] p. - ill. + 1 Audio-CD.

11. Strutt P. Market Leader. Essential Business Grammar and Usage : Business English : [A1/B1] /
Peter Strutt. - Edinburgh, 2010. - 221 p. : ill.. - ITep. 3arn.: Jlunep peinka. ['pamaTrika,
HeoOXoauMast IeJIOBOMY YeJIOBEKY : MEJIOBON aHTJIMACKHAH S3BIK.

NHTepHeT-pecypehl
1. OBC HI'TY : http://elibrary.nstu.ru/

2. OBC «Hznmarenscteo Jlaney : https://e.lanbook.com/
3. OBC IPRbooks : http://www.iprbookshop.ru/
4. OBC "Znanium.com" : http://znanium.com/

5.

8. MeTonuyecKoe 1 NPorpaMMHoe obecrneyeHume

8.1 MeToauyeckoe obecreyeHvie

1. KuroBa E. T. Cross-cultural communication [ DieKTpoOHHBII pecypc] : dIeKTPOHHBIHI
yueOHo-MeTonuueckuii komruieke / E. T. Kurora ; Horocu®. roc. TexH. yH-T. - HOBOCHOHPCK,
[2016]. - Pesxum nocryma: http://elibrary nstu.ru/source?bib_1d=vtls000230335. - 3arn. ¢ skpaHa.

2. KutoBa E. T. MeTomuueckue peKOMEeHAAITUN 10 OPTraHU3aIui CaMOCTOATEIbHOM paboTh
CTYIEHTOB MPU U3YUSHUU aHTJIUICKOTO s3bIKa [ DJIEKTPOHHBIN pecypc] : yueOHO-MeTOoANYECKOoe
nocobue / E. T. Kurosa ; HoBocub6. roc. texH. yH-T. - HoBocubupck, [2016]. - Pexxum noctymna:
http://elibrary.nstu.ru/source?bib_id=vtls000230334. - 3ars. ¢ sxpana.

3. Polyankina S. Y. PyKkoBoICTBO 10 MOATOTOBKE MMPE3EHTALINI HA aHTJTUHCKOM S3bIKE
[DnexTpoHHBIH pecypc] : 2MeKTpOoHHBIH yueOHO-MeTomuueckuii komruieke / S. Y. Polyankina ;
Hosocub6. roc. rexu. yH-T. - HoBocubupck, [2015]. - Pexum nocrymna:
http://elibrary.nstu.ru/source?bib_id=vtls000214342. - 3ars. ¢ sxpana.

4, Paxmerosa E. C. MHOCTpaHHBIH sI3bIK [ DJIEKTPOHHEIH pecypc| : JIeKTPOHHBIN
yueOHO-MeTOANYeCKril KOMIUIEKC [2 Kypc, HampasieHust noarotoBku: 38.03.01 DxoHomuka,
38.03.02 Menemxmenrt] / E. C. Paxmetosa, K. J]. [ITabynuna ; HoBocu6. roc. TexH. yH-T. -
Hosocubupck, [2016]. - Pexum noctyna: http://elibrary nstu.ru/source?bib_id=vtls000229387. -
3arum. ¢ sKpaHa.

5. Paxmerosa E. C. MHOCTpaHHBIN SI3bIK [DIEKTPOHHBIN PECypc] : 7K TPOHHBIH
yuebHO-MeTonnueckuii koMrutiekc [ 1 xypc, Hampasienus noarorosku: 38.03.01 DxoHomuka,
38.03.02 Menemxmenrt | / E. C. PaxmeroBa, K. JI. Illabynuna ; HoBocu®6. roc. TexH. yH-T. -
Hogrocubupck, [2016]. - Pexum noctyma: http://elibrary.nstu.ru/source?bib_1d=vtls000229390. -
3ars. ¢ 3KpaHa.



6. Aarmuiickuii s3eik. KpaTkoe pyKOBOACTBO MO COCTABJICHHUIO AEJIOBBIX MTUCEM U
COBEpIISHCTBOBAHHUIO HABBIKOB MHChbMA | y4eOHO-METOANYECKOe ITOcOOHe ISl CTYAECHTOB U
MarucTPaHTOB BCEX TEXHUYECKHX U SKOHOMUYECKHX criennanbHocteli / HoBocHO. roc. TexH. yH-T |
[coct.: B. H. Adonacosa, O. A. Kanunkuna, O. M. Kougparsera]. - HoBocubupck, 2011. - 76, [3]
C. : mi., Tabm.

7. CnenoBuu B.C. Y cTHBINM 9K3aMeH MO aHTJIMHCKOMY SI3bIKY [DIeKTPOHHBIN pecypc]: mocobue/
Crnenosuu B.C.— DnextpoH. TexcToBble nanueie.— MuHck: TerpaCucremc, 2012 — 252 c.—
Pesxxum noctyma: http://www.iprbookshop.ru/28270.html.— DBC «IPRbooks»

8.2 CneupnannanpoBaHHoe NporpammHoe obecneyeHme
1 Windows
2 Office

9. MaTepuasibHO-TEXHUYECKOe 06ecneyeHme

KomnnekT 060pyaoBaHus

Ne HanmeHoBaHWe HasHa4deHune

1 |Ayano-BMAeo Knacc A5 A3bIKOBOro LeHTpa | NS npoBefeHns NPaKTUYeCKNX 3aHATUI
2 |KomnbtoTepHbIi Knacc Nel7 [ns npoBefeHNs NPaKTUYECKUX 3aHATUN
3 |[ocka MarHMTHO-MapKepHbIe [lns npoBefieHNst NPaKTUYECKUX 3aHATUI
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1. O0o0meHHasi cTPYKTypa GOHIA OLEHOYHBIX CPEICTB Y4eOHOM TN CIUTIINHbBI

OO6obuieHHast cTpyKkTypa (OHAA OICHOYHBIX CPEICTB IO AUCHUIIMHE VIHOCTpaHHBIH SI3BIK
npusezena B Tabnure.

Tabnuna
JTanbl OHEHKH KOMIeTeHIMii
IHoxa3zarenn
copMHpPOBaHHOCTH Meponpusitus
Popmupyembre KOMIIeTeH UM Tembl TEKylero IIpome:xyTounas
KOMIIETeHIIUH
(3HaHMs, yMeHHs, KOHTPOJISA arrectanus (3K3amMeH,
HABBIKH) (kypcoBoii mpoekT, 3a4er)
PI'3(P) u np.)
OK.5 cnoco6nocTs K |31. 3HATH ATrecranys pabOTHUKA Kontponbnas 3auer, | cemectp,
KOMMYHHKAIIH B MHOCTpaHHBIN s3bIK | [lenoBas mpe3eHTanus pabota, cemectp 1; [Bompoc 1, 3, 4.
YCTHOI 1 JUTSL MEXITMIHOCTHOTO [ 3HAKOMCTBO, YCTaHOBJICHHUE KonTponbHas 3ayer, 2 cemecTp,
MICEMEHHOHN opMax |oOmIeHNs C KOHTaKTa, NOAAEep KaHNuE pabora, cemectp 2; [Bompoc 1, 3, 4.
Ha PyCCKOM U MHOCTPAaHHBIMHA pasroBopa MapkeTHHT KonTponbHas 3ayer, 3 cemecTp,
MHOCTPaHHOM napTHEpamMu [lepenuicka KOMIaHUH. pabora, cemectp 3; [Bompoc 1, 3, 4.
SI3BIKAX JJIS1 PELLICHUS ®opmanbHbIi 1 HehopManbHbd | KoHTpomsHas
3am1a4 CTHJIb ICIOBOI MEPETTHCKU pabora, cemectp 4. |OKk3ameH,
MEXJINYHOCTHOT'O U Ilepenucka ¢ xkineHTamu. Bunbl BOTIPOCHI 1, 2.
MEXKYJIbTYpHOTO JICTIOBBIX ITHCEM
B3anMOJIeHCTBUA ConpoBoaNUTEIEHOE TUCHMO
CocraBieHue 3asBKU U
KOMMEPYECKOT0 NpeIIoKeHUs
Crparerndeckoe NiIaHAPOBaHHE
U TIPUHATHE PEIICHUI.
Texnonornu u 6uzHec TUmbI
JIETIOBBIX KyJIbTYp YTIpaBJIeHHUE
opranusanuei ¥YmpasieHue
nponeccaMu YTpasJieHHe
YeJI0BEYECKHUMHU PeCcypcaMu
YcTaHOBIIEHUE KOHTAKTOB 110
nepenucke OUHAHCH U
OyxrajTepckuil yuer
OK.5 y2. yMeTh JlenoBbie coBelaHus U 3auer, 1 cemecTp,
BBICTPanBaTh 3acemaHus 3HaKOMCTBO, Bompoc 3, 4.
MEXKYJIbTYPHYIO, YCTaHOBJICHHE KOHTAKTa, 3auer, 2 cemecTp,
JIEJIOBYIO, MOAJIEP)KAHUE PAa3roOBOpa Bormpoc 3, 4.
npodeccronansHyto | MHCTpyKTHpOBaHUE 3ayer, 3 cemecTp,
KOMMYHHUKALUIO C cotpynHukoB Ilepenucka ¢ Bormpoc 3, 4.
y4eTOM KIIMEHTaMH. Bubl nenoBbIx
TICUXOJIOTHYECKHX,  [mmceM PasroBop mo renedony DK3aMeH,
IIOBEACHYECKUX, CobecenoBaHue Ipu npueMe Ha Bomnpoc 2
COIMATBHBIX paboty CompoBoauTensHOe
XapaKTepUCTHK muceMo CocTaBieHHE 3aIBKU U
MapTHEPOB Ha KOMMEPYECKOTO MPEII0KEHUS
PYCCKOM U YcTaHOBIIEHHE KOHTAKTOB 110
HMHOCTPAaHHOM SI3BIKAX |[IEpEnrcKe
OK.5 y4. ymeTh Jorudecku |Atrectanus paboTHHKA KoHTponbHas 3auer, | cemectp,
BEPHO, Jenoas npe3eHTanus pabora, cemectp 1; |Bompoc 2, 3, 4.
aprymenTupoBaHo 1 |MapkeTtusr ConpoBogutensHoe |KoHTponbHas 3auer, 2 cemectp,
SICHO CTPOUTH nuceMo CTpaTernyeckoe pabora, cemectp 2; [Bompoc 2, 3, 4.
YCTHYIO 1 IUTaHUPOBAHUE U IIPUHATHE Kontponbnas 3auer, 3 cemectp,
MIICBMEHHYIO pedb B |perneHuid. TexHonoruu u 6usnec |pabora, cemectp 3; |Bompoc 2, 3, 4.
cepe Tumnsl 1eN10BBIX KYIbTYp KonrponbHas
npodeccrnoHabHON | YTIpaBiieHHe opraHu3arueit pabora, cemectp 4. |Dx3ameH,
JESITEIIbHOCTH Ha YmpasiieHue poreccaMmu BompocHI 1, 3, 4.
PYCCKOM U VYnpasneHue 4eI0BEUCCKUMHI
MHOCTPAaHHOM f3bIKe |pecypcamu DUHAHCH 1
OyXTanTepCKHuid yueT




2. MeTtoauka oneHKH 3TanoB (popMUPOBaAHMS KOMIIETEHIMA B PAMKAX JUCIHHUILIHHBI.

[IpomerxyTouHas aTTecTanus Mo JUCHUIUIMHE MpoBoAUTCs B 1 cemecTpe - B popme 3adera, B 2 ceMecTpe -
B (hopMe 3auera, B 3 cemecTpe - B (popme 3auera, B 4 cemecTpe - B popMe IK3aMeHa, KOTOPBIHA HalpaBiieH
Ha OIeHKY cpopmupoBanHocTH KomrereHuuid OK.4.

3aueT mpOBOAUTCA B MUCHbMEHHOW U YCTHOU (opme, mo OmieraM. buneTsl cocTaBisiOTCsl U3 BOIPOCOB,
NPHUBEICHHBIX B TMACHOPTE 3a4era, IO3BOJIONIMX OIEHUTh TOKa3aTelu CHOPMUPOBAHHOCTH
COOTBETCTBYIOIIUX KOMIETECHIIUH.

DK3aMeH MPOBOJIUTCS B MUCbMEHHOM M YCTHOM (opme, 1o OmiieTaM. BuieTsl coCTaBIsIFOTCS U3 BOIPOCOB,
IPUBEJCHHBIX B IAclOpTe 5K3aMEHA, MO3BOJIOIIMX OLEHUTh II0Ka3arenu C(HOPMUPOBAHHOCTU
COOTBETCTBYIOLIMX KOMIETEHLIHM.

Kpome Toro, chopmMrpoBaHHOCTH KOMIETEHIIMH MTPOBEPSETCS MPU MPOBEIACHUH MEPONPHUATHI TEKYIIETo
KOHTPOJISI, YKa3aHHBIX B TaOnuie pasaena 1.

B 1 cemectpe 00s13aTeNbHBIM ATAIOM TEKYILEH aTTeCTalluu SBJIsETCsl KOHTpoJbHas pabota. TpeboBanus k
BBITIOJTHCHUIO KOHTPOJILHOW pPabOThl, COCTaB W TpaBWIa OIEHKH C(HOPMYIMPOBAHBI B ITACHIOPTE
KOHTPOJIbHOHM paboTHI.

B 2 cemectpe 00s13aTeIBHBIM 3TAlIOM TEKYIIEH aTTECTAIUHU SBJSIETCS KOHTPOJIbHAs paboTta. TpeboBaHus K
BBINIOJITHEHUIO KOHTPOJILHOH pa0OTBl, COCTaB W IpaBWiIa OIECHKA C(HOPMYIMPOBAHBI B IACIIOPTE
KOHTPOJIbHOHN paboThI.

B 4 cemectpe 00s3aTeIbHBIM ATAIOM TEKYIIEH aTTeCTallUU SBISETCS KOHTpobHas paboTa. TpeGoBanus K
BBITIOJTHCHUIO KOHTPOJILHOM pPabOThI, COCTaB W TpaBWIa OIEHKH C(HOPMYIMPOBAHBI B IACIIOPTE
KOHTPOJIbHOHM paboTHI.

B 3 cemecTpe 00s13aTeIBbHBIM 3TAlIOM TEKYIIEH aTTECTAIMU SBISETCS KOHTPOJIbHAsA padora. TpeboBanus k
BBINIOJTHEHUIO KOHTPOJILHOH pa0OTBl, COCTaB W IpaBWiIa OIECHKA C(HOPMYIMPOBAHBI B MACIIOPTE
KOHTPOJIbHOHN paboTHI.

OOu1re npaBuiia BEICTABJICHUS OLIEHKU 10 AUCLUIUIMHE ONPEAEIAIOTCs O0alIbHO-PEUTHHTOBOM CUCTEMOM,
IPUBEIEHHON B paboyeil mporpamMMe yueOHOM TUCIUIITUHBI.

Ha ocHOBaHuM NpHUBENEHHBIX Jajiee KPUTEPUEB MOXKHO CJlieNaTh OOIIMH BBIBOA O C(HOPMUPOBAHHOCTU
xomnereHuu OK.5, 3a koTopble OTBEUAEeT JUCIUILIMHA, HA PA3HBIX YPOBHSIX.

1. Oﬁlllaﬂ XapaKTEepUuCTUKA yponﬂeﬁ OCBOEHHSI KOMIIETEHIIUIA.

Hu:xe mnoporoBoro. YpoBeHb BBINIOJHEHUS Pa3IWYHBIX BHIOB pabOT HE OTBeYaeT OOJBIIUHCTBY
OCHOBHBIX TPeOOBaHUH, TEOPETHUECKOE U TIPAKTUYECKOE COEPKaHNE Kypca OCBOCHO YaCTHYHO, MPOOETbI
HOCSAT CYILECTBEHHBIM XapakTep, SA3BIKOBHIE M KOMMYHHUKATHBHBIE HAaBBIKM WU yMEHHUs pPaOOTHI C
OCBOGHHBIM  MaTepuaioM CGHOPMHUPOBAHBI  HEJOCTATOYHO, OOJBIIMHCTBO  MPEIYCMOTPEHHBIX
nporpaMMoil 0Oy4deHHsT y4eOHBIX 3aJaHUN HE BBITIOJHEHBl WM BBHITIOJHEHBI C CYIIECTBEHHBIMH
OIITNOKaMHU.

IloporoBblii ypoBeHb. YpPOBEHb BBHINOJIHEHHS Pa3IWYHBIX BUJOB pabOT OTBeYaeT OOJBIINHCTBY
OCHOBHBIX TPeOOBaHUI, TEOPETUYECKOE U MTPAKTUYECKOE COAEPIKaHNE Kypca OCBOEHO YaCTUYHO, TPOOEITBI
HE HOCAT CYIIECTBEHHOI'O XapakTepa, He0OXOUMbIe S3bIKOBbIE U KOMMYHHKATUBHBIE HABBIKU U YMEHHS
paboThl ¢ MaTepHaioM B OCHOBHOM C(OPMHUPOBAHBI, OOJBIIMHCTBO MPEAYCMOTPEHHBIX MPOrpaMMOn
o0yudeHusl yueOHbIX 3a/1aHUN BBIMOJIHEHO, HEKOTOPbIE 3a/1aHUS BBIITOJHEHBI C OIIUOKaAMHU.

ba3oBblii ypoBeHb. YPOBEHb BBINOIHEHHS Pa3IMYHbIX BUJOB pabOT OTBEYaeT OOJBIIMHCTBY OCHOBHBIX
TpeOOBaHUH, TEOPETHUYECKOE M TPAKTHUECKOE COJIEpKaHHE Kypca OCBOEHO, HEKOTOPHIC S3BIKOBBIE U
KOMMYHHKATHBHbIE HaBBIKK U YMEHHs pabOThI C OCBOCHHBIM MaTEpUaIoM C(POPMHUPOBAHBI HEAOCTATOUHO,
OOJIBIIMHCTBO MPENYCMOTPEHHBIX MPOrpaMMoil 00ydeHus y4eOHBIX 3a/JaHHi BBITIOJIHEHO, KadeCTBO
BBIIIOJIHEHUSI HU OJHOIO U3 HHUX HE OLEHEHO MHHUMAJIbHBIM KOJIMYECTBOM OajIoB, HEKOTOpBIE
BBIIIOJIHCHHBIE 33/IaHUSI COACPKAT HE3HAYUTEIIbHBIE HETOYHOCTH.



IIpoaBMHYTHI YypOBeHb. YPOBEHb BHITIOIHEHUS PA3JIMYHBIX BUJOB pabOT OTBEYAET BCEM TPEOOBAHHUSM,
TEOPETUYECKOE M NMPAKTHUECKOE COJEpKaHHE Kypca OCBOCHO IOJIHOCTbIO, HEOOXOIUMBIE S3BIKOBBIE U
KOMMYHHKATHBHbIE HaBBIKM M YMEHHUS pabOThl C OCBOCHHBIM MaTepuasioM c(HOpMUPOBaHBI Ha
JOCTaTOYHOM YpOBHE, Bce mpenycMoTpeHHbIe IporpaMMoil 00y4eHus: yueOHble 3a/laHus BBIIIOJHEHB! B
MIOJTHOM 00beMe, KaueCTBO BBIIOJHEHHS OLIEHEHO KOJMYECTBOM 0aJIOB, OJIM3KHM K MAaKCUMAIIbHOMY.



DenepanbHOE TOCYAaPCTBEHHOE OI0KETHOE 00pa30BaTEIbHOE YUPEKICHHE
BBICITIETO OOpa30BaHUs
«HoBocuOupckmii rocy1apcTBEHHBIN TEXHHYECKUI YHUBEPCUTET)»

Kadenpa nnocTpaHHBIX S3bIKOB

IHacnopr 3a4era

1o aucuuiuinie «THOCTpaHHbBIN A3BIKY», 1 cemecTp

1. Meroauka oneHKH

3auer MPOBOAMTCS B MHCbMEHHOW M YCTHOH (hopme 1o Omnieram. buner crpykrypupyercs 1o
CJIEAYIOLIEMY IIPABUILY:

Tucvmennas wacmo: sonpoc 1 u eonpoc 2.

e [lepBeIii BOMPOC — JIEKCUKO-TPaMMAaTUYECKUNA TeCT, C(HOPMUPOBAHHBIM HA OCHOBE HM3YYEHHOIO
Matepuaa.

e Bropoii Bornpoc (MMChbMEHHBIH 1epeBo) popMupyeTcs U3 Iuarna3oHa TEKCTOB, MPEICTABICHHbBIX B
CIMCKE JJISl YTEHUs, [IEPEBO/Ia U NIepeiaun COACP KAHUS Ha 3aUeTe.

Yemnas ywacme: 6onpoc 3 u eonpoc 4.

e Tpernii Bonpoc (YTCHUE | Mepeaava Ha aHTIIUICKOM SI3bIKE COZIepKaHus TeKcTa) hopmupyercs u3
JIMAra30Ha TEKCTOB, IPEJICTABICHHBIX B CHMCKE JUId 4YTEHUs, IIEpPEeBOJa M Iepenadu
COJICpP>KAaHUS HA 3a4eTe.

e UersepThlii Bompoc (yCTHas Mpe3eHTalus U Oecena Mo M3y4eHHOH TeMmaTHhKe) GopMupyercs u3
CIMCKA TEM, U3YYE€HHBIX B CEMECTpE.

Ilepeviii  6onpoc BKIIOYACT INHCbBMEHHOE BBINOJHEHUE TECTOBBIX 3agaHui. Bpewms
BBINOJIHEHUS 3a/1aHust 45 MUHYT. POpMa MPOBEPKH — TECT CAETCS MPENoAaBaTeo.

Bmopoii 6onpoc BKIIIOYAET MOJIHBIN MUCBMEHHBIN MIEPEBOJ CO CIIOBAPEM C aHTIIMKHCKOrO Ha
PYCCKUH SI3BIK OPUTMHAIBHOTO TeKcTa obuienpodeccuonanbHoil temarukun odsemom 1,0-1,5
TBICSIY IIEYATHBIX 3HaKOB. Bpems Ha BbinosiHeHUnEe 30 MHUHYT.

Tpemuii 6onpoc BKIIIOYAET YCTHYIO Ilepefady COACPKaHUsA TEKCTa Ha aHIVIMMCKOM S3BIKE
o0beMoM 1,5 — 2 ThIc. mevyaTHbIX 3HaKoB. Bpems nmoarotoku — 30 MunyT. @OopMa NpoOBEpKU —
YTEHUE TEKCTa Ha MHOCTPAHHOM S3bIKe BCIyX (BBIOOPOYHO) M yCTHas Iepejada CoJepkKaHUs
TEKCTa Ha aHIJIMMCKOM SI3BIKE.

Yemeepmulii gonpoc — yCTHas Npe3eHTalus1, oecea no u3yuyeHHoi rematuke. CIMCOK TeM
naetcs 3apaHee. Bpems npeszentauuu: 2 — 3 munythl. [locne npezenTannu npoBoautcs Gecena mo
BCcel M3yuyeHHOW TemaTnke dopma MPOBEPKH — BOIPOC MPENOAABATENS, apryMEHTHPOBAHHBIN
OTBET CTY/JECHTA.

B xoxe 3adera npenopasarenb BIPaBE 3a1aBaTb CTYIEHTY JOINOJIHUTEIIBHBIE BOIIPOCHI W3
oOrero nepeyns (1. 4).



2. ®opma dmiieTa 1J1s 3a4eTa

HOBOCHBHMPCKHI I'OCYJAPCTBEHHBII TEXHUYECKWI YHUBEPCUTET
dakynpTeT OU3HECA

Buaer Ne
K 3a4€Ty 0 JucHUIUIMHE «IHOCTpaHHBIN S3BIK)

1. JIekcuko-rpaMMaTHYECKHI TeCT (TECT MPHUIIaraeTcs).

2.BpIMoTHATE TOJMHBI THCHMEHHBIN TIEPEBOJ JaHHOTO OTPBIBKA. TEKCT Mpuiiaraercs.
Bpewmst Ha BbimonHenue — 30 MuHyT. [Ipu BBIMONHEHNH 3aJIaHKSI MOKHO TIOJIB30BaThCS
ClIOBapeM.

3.[IpounTaiiTe TEKCT W MeEpelaiiTe ero OCHOBHOE COJIEPYKAHHME Ha AHTJIHMICKOM SI3bIKE.
Bpemst Ha noaroroBky — 30 munyt. [Ipu BBIOTHEHHH 3a/laHUSI MOKHO ITOJIb30BaThCSI

CIIOBapeM.
4.Packpoiite Temy (BpeMms BbICTyIUICHUS: | — 2 MUHYTHI).
YTBepxkaato: 3aB. kadenpou N E.1O. Kampiea

OTBETCTBEHHBIN 32 TUCLMILIUHY

Hara



3. Ilpumep 3ananuii Ha 3a4eTe

Bonpoc 1

JIEKCUKO-TPAMMATHYECKHWN TECT

Grammar 1: Questions with present simple and continuous
(5 marks)

Rearrange the words and add an auxiliary verb to make questions in the correct tense.

1 you/ leave / when / usually / work

2 the /work / which / at / project / moment / you / on

3 is/why/ visit/she / new / the / today / site

4  the/event/the/for/code/what/ networking / dress 5 coffee / how / drink / every / much
/ you / day

Grammar 2: Articles

(10 marks)
Complete the text with a, an or the.

Small talk is often seen as polite conversation on neutral subjects that people suffer because it is
1 correct thing to do. However, it is not 2 meaningless conversation. How
to make small talk is 3 important people skill and is extremely useful especially with
people you have just met. Even when talking about 4 weather, make 5
conversation meaningful. For example, if you are in 6 middle of winter, talk about why
you do not like or like cold weather. You should be friendly, have 7 positive attitude
and have 8 lot of things to talk about. However, it is advisable to be culturally aware
of taboo topics.

Overall, small talk is easy if you take 9 little time to get to know what people do in
their free time in 10 organizations and country you are working in. If you do, both
your business and social life will be successful.

Vocabulary 1: Verbs and nouns

(5 marks)

Write the missing verb, noun or person noun.

Verb Noun Person Noun
design designer
discover discovery
develop developer
invent invention
innovate innovator

Vocabulary 2: Vocabulary for talking about organisations and their employees
(10 marks)
Choose the correct word.




1 The more experienced worker groomed/brushed the apprentice for the job.

2 She had the right tips/competencies to do the job effectively.

3 His future prospects/efforts at work were good because of his performance.

4 Cheryl took the job because it offered orientation/career opportunities.

5 Sam has good acumen/sympathy. She makes decisions correctly and quickly.

6 Gerry has a supervision/passion for restoring classic British sports cars. 7 The contractors
were highly inadequate/proficient, so we sacked them.

8  Our motivating appraisal system encourages bureaucracy/360feedback.

9 There are many stakeholders/shareholders in our non-profit organization. 10 | get a 10%
bonus/commission on every unit I sell online.

Vocabulary 3: Common collocations

(10 marks)

Match a verb to a noun to make common collocations.

1. attend a) atime for a meeting

2. workin b) yourself

3. work for c) our team's effectiveness over time
4. book d) data on a spreadsheet

5. enter e) your time effectively

6. report f) an open-plan office

7. arrange g) with a service provider

8. maximize h) to a line manager

9. liaise i) aflight to Brussels

10. manage J) anevening course about marketing

Writing: Covering letter

(10 marks)
Write a covering letter for the job advertised. Write about 120 words.

Volunteer Programs Coordinator
Children's Placement Foundation (CPF)
Our NFP (not for profit), organization is dedicated to finding summer and winter holiday
placements for victims of environmental disasters around the European Union. We are looking for
a dynamic and experienced person to coordinate our successful volunteer program. Our volunteers
are important, and the growth and management of this department is vital to the functioning of
CPF.
Working full time at our London office, this rewarding role will see you:

coordinating local fundraising and high profile events

creating new volunteer projects and attracting enthusiastic members

reprezenting CPF in promotional activity and liaising with local media.
We are looking for a proactive, responsible individual who has experience of:

coordinating community fundraising events

media liaison and publicity generation

managing and expanding supporter and volunteer networks.
Salary is negotiable
If you fit this profile, apply now by emailing your job application to: jamimah.morris@cpf.com.eu




Bonpoc 2. INCEMEHHBII NEPEBOJ]

Translate the following text into Russian:

THE EFFECT OF CULTURE ON BUSINESS RELATIONSHIPS

With the tremendous increase in global trade, learning more about doing international business
has become especially significant. It is vital to learn about the different cultures around the world
before doing business in other countries, in order to reduce the risk of failure. Becoming
knowledgeable about different countries’ communication styles, body language, meeting and
negotiation tactics, dress, greetings, and social events are all keys to having good business
relationships with individuals in other countries. China, Mexico, France and the United States are
nations that do business with each other regularly. While they do share similarities, there are many
differences between these cultures.

It is John’s first trip overseas to meet a potential client in China for his company, Toys Inc. Upon
arrival he greets the first man he sees with a loud, boisterous hello and a firm hug. After being
formally introduced, he calls his potential client by his first name, and shoves the business card
he was given carelessly into his pocket. Later in the day he joins his new team for a business lunch
where he arrives five minutes late. There John takes the initiative to begin eating, using a fork,
and takes the last of the food on the table. During the meal he is loud, and makes an attempt to tell
a joke when there is silence at the table.

John’s outgoing, friendly personality makes him a great employee of Toys Inc. in the United
States; however, his behavior with the Chinese clients could cost Toys Inc. their business.
Communication and business practices vary greatly from country to country. It is important for
American business men and women to study the way business is conducted in other countries as
there are very different norms for behavior across borders. This not only includes the way meetings
and negotiations are run, but how greetings are done, whether gifts are appropriate, what types of
verbal and non-verbal communication are used, as well as cultural attitudes. It is also imperative
to learn how to behave in a social setting, because in many countries a personal relationship
precedes that of a business relationship.

Thomas Jaffee once said that first impressions - looking good and having a friendly greeting for
someone - will go a long way. In business, this is much harder than it sounds because looking
good and being friendly must be catered specifically to each culture. On a first encounter, eye
contact, distance, introduction styles, dress, gifts, and language are all things that should be studied
before a meeting takes place. In this research, four countries will be explored in detail including
China, Mexico, France and the United States of America.



Bonpoc 3. YTEHUE U IEPEJIAYA COJAEPKAHUSA TEKCTA

Read the following text. Tell how culture can affect international negotiations
TEAM ORGANIZATION: ONE LEADER OR GROUP CONSENSUS?

In any negotiation, it is important to know how the other side is organized, who has the authority
to make commitments, and how decisions are made. Culture is one important factor that affects
how executives organize themselves to negotiate a deal. Some cultures emphasize the individual
while others stress the group. These values may influence the organization of each side in a
negotiation. One extreme is the negotiating team with a supreme leader who has complete
authority to decide all matters. Many American teams tend to follow this approach. Other cultures,
notably the Japanese and the Chinese, stress team negotiation and consensus decision making.
When you negotiate with such a team, it may not be apparent who the leader is and who has the
authority to commit the side. In the first type, the negotiating team is usually small; in the second,
it is often large. For example, in negotiations in China on a major deal, it would not be uncommon
for the Americans to arrive at the table with three people and for the Chinese to show up with ten.
Similarly, the one-leader team is usually prepared to make commitments more quickly than a
negotiating team organized on the basis of consensus. As a result, the consensus type of
organization usually takes more time to negotiate a deal.

Among all respondents in my survey, 59 percent tended to prefer one leader while 41 percent
preferred a more consensual form of organization. On the other hand, the various cultural groups
showed a wide variety of preferences on the question of team organization. The group with the
strongest preference for consensus organization was the French. Many studies have noted French
individualism. (Edward T. Hall and M. Reed Hall, Understanding Cultural Difference, Yarmouth,
Maine: Intercultural Press, 1990.)

Perhaps a consensual arrangement in the individual French person’s eyes is the best way to protect
that individualism. Despite the Japanese reputation for consensus arrangements, only 45 percent
of the Japanese respondents claimed to prefer a negotiating team based on consensus. The
Brazilians, the Chinese, and the Mexicans to a far greater degree than any other groups preferred
one-person leadership, a reflection perhaps of the political traditions of those countries.

Bonpoc 4. YCTHASI IPE3EHTAILYSI M BECEJIA 11O U3YUYEHHOI TEMATHKE

List and briefly discuss the four dimensions of culture. Describe typical behavior of managers
in different cultures.



4. Kpurtepuu OLEHKH 10 BHIAM JIeSITEJIbHOCTH UISI KA2KI0T0 YPOBHSA

OTBeT Ha OWJIET CYMTACTCS HEY/I0BJIETBOPUTEIBHBIM, CCITH:

— B Tecre nano menee 50 % npaBUIbHBIX OTBETOB.

— YcTHbIH nepeBoj BoinoiHeH Ayt MeHee 50% TekcTa, B IepeBojie JOMYIIECHbI OIIHOKH,

BIIUSIONINE Ha UCKa)KEHHE OCHOBHOI'O COJIEPKaHuUs TEKCTA.

— IIpu nepenaye cogep:kaHus TEKCTA HA AHTJIMICKOM SI3bIKE CTYJEHT HE IEMOHCTPUPYET
MOHMMAaHUS OOIIEel Hjen TeKcTa, 0oJjiee MOJOBHHBI COAEPKATEIbHBIX MOMEHTOB MPOMYIICHBI,
au00 OCBENIICHBI HEJAOCTATOYHO, HE TIOKa3blBAET YMEHHUS YCTAHABJIMBATh IMPUUYHUHHO-
CJIEICTBEHHBIE CBSI3M B TEKCTE, HE JENaeT BbIBOJA IO IMPOYUTAHHOMY, OOBEM BBICKA3bIBAHUS
orpannyeH (menee 10 mpemsiokeHUi), Mpu Iepefadye CoACp>KaHUsT HCIHOJIb3YeT 3PUTEIbHYIO
onopy (Marepuabl TEKCTa), JOMYCKAeT 3HAUUTEIbHOE KOJMYECTBO (POHETUUECKUX, TEKCHIECKIX
U TPAaMMATUYECKUX OIIMOOK, MPENSATCTBYIOMUX MOHUMAHUIO pedr. KOHTAaKT co ciymaTensMu
OTCYTCTBYET.

— B Oecene ¢ ’x3amMeHaTOPOM CTYACHT JEMOHCTPHPYET HEIMIOHUMAHHE CYTH BOIIpOCa, HE
pacKpbIBaeT COAEPKATENbHON YacTH BONpPOCAa WM PACKPBIBAET MOBEPXHOCTHO, HUCIOJIB3YET
OTPAaHWYEHHBIM BBIOOP JIEKCMYECKUX M TIpaMMaTHYECKUX cpenctB. [pybo Hapymiaer
dboHeTHyeCKUE, JTEKCUYECKHE M TpaMMaTHYECKHE HOPMBI, 4YTO 3aTPYAHSIET BOCHpPUATHE
BBICKAa3bIBAaHUSI Ha CIOyX. TeMI pedyd 3aMeJICHHBIM, BBICKA3bIBAHUE COIPOBOXKIACTCS
JUIMTETIbHBIMU TIay3aMH, KOHTAaKT ¢ cOOeCeIHHUKOM OTCYTCTByeT. Ha HaBopsmiue BONpPOCHl HE
OTBEYAeT.

OreHka Ha HEY10BJIEeTBOPUTEIbHOM ypoBHE cocTaBiseT 0 — 9 Ganos.

OtBet Ha OWJIET 3aCUUTHIBACTCS HA IOPOTOBOM YPOBHE, €CITH:

B Tecre nano 6osiee 50%, HO MeHee 75% NpaBUIIbHBIX OTBETOB.

I[IncbMeHHBIN MepeBOA BBHIOIHEH AJs 0ojee /5% TekcTa, 1100 B MepeBOAe JOIMYIIECHbI
OLIMOKH, BIMSIOIINE HA UCKA)KEHHE OCHOBHOT'O COJIEPKAaHUS TEKCTa.

[Ipn mepemave cogep:KaHUsl TEKCTA CTYACHT JIEMOHCTPUPYET YAaCTUYHOE MOHHUMAHHE
oOuieil uuen Tekcra, 3aTpyJHSAETCS B YCTAHOBICHUHM NPUYMHHO-CIIEJCTBEHHBIX CBSI3€H B TEKCTE,
CpeAcTBa JIOTUYECKOW CBSI3M MCIOJIb3YyeT B HEAOCTATOYHOM KOJIMYECTBE, HE JIEJAET BBIBOJ IO
POYUTAHHOMY, IIPH NIepeIaue CoAepKaHHUs UCIOIb3YET 3pUTENIbHYIO ONOPY (MaTepHasbl TEKCTA),
o0veM BbicKkasbiBaHus orpaHudeH (10-12 mpennoskeHuit), UCMONB3YeT OTpaHUYECHHBIH HAOOp
JIEKCUYECKUX M TPaMMaTHYECKUX CPE/ICTB, UMEETCSl ONPEIeTICHHbIE 3aTPYAHEHUS B UX TIo00pe,
NOMYCKaeT JIeKCMYeCKWe U TpaMMaTHUecKue OINMOKU, 3aTPYAHSIONINE T[OHUMAaHHe
BBICKa3bIBaHUs. TeMIn peun 3aMeJICHHBIN, BRICKA3bIBAHUE COMTPOBOXKIACTCS May3aMu, HAPYIICHBI
HOPMBI TPOU3HOIIECHHUS, YTO 3aTPYJHSAET BOCIIPUSATUE PEUH.

B Oecene c sx3aMeHaTOpPOM CTYIEHT B OCHOBHOM pPAacKpBIBAET COJIEPIKATEIbHYIO YacCTh
BOIPOCA, HCIOJb3YeT OrPaHUYEHHBIH BBIOOP JIEKCMUECKUX M TPaMMaTHYECKUX CpPEJICTB,
BO3MO>KHO HapyIIEHUE JIEKCUYECKUX HOPM, BBICKA3bIBAHUE COAEPKUT 3HAUUTEIbHOE KOJIMUECTBO
rpaMMaTHYECKUX OIMMUOOK, YTO MPUBOAUT K HAPYIICHUIO CMBICIIA OT/ACIBbHBIX BHICKA3HIBAHHI.
KoHTakT ¢ cobeceTHUKOM 3aTpyAHEH, Ha HABOISIIIHE BOMPOCHI OTBEYAET C TPYIOM.

OreHka Ha MOPOroBoM ypoBHe coctapiisier 10 — 13 Gaiios.

OTtBeT Ha OWJIET 3aCUUTHIBACTCSI HA 02a30BOM YPOBHE, €CIIU:

B Tecre nano 6onee 75%, Ho meHee 91% NpaBUIBHBIX OTBETOB.

Breimonmaen nucbMeHHbIi epeBoa 100% TekcTta; B mepeBone €cTh 2-3 OMIMOKHA B
rpaMMaTHYECKUX KOHCTPYKIUSAX, JIEKCHUECKUX eAWHMIAX, (pa3ax WIH BBIPAKECHUAX, HE
BITUSIONINX Ha aJICKBATHOCTH MepeAadd OCHOBHOTO COJIEPKaHUS TEKCTA.

[Ipu nepeoaue cooeprcanua mexkcma CTyJ€HT PaCKPBIBAECT BCE TJIABHBIE CO/ICPKATEIbHBIC
MOMEHTHI BOIIPOCA, TPAMOTHO MCTOJIB3YET JEKCHUECKUE U TPAMMATHIECKUE CPEJICTBA, TOMYyCKas
HEKOTOPO€ KOJUYECTBO HETOYHOCTEM M OTCTYIUIEHUW B IOCJIEA0BATEIBHOCTU W3JI0KEHUS
MBICJICH, MCHBITHIBACT 3aTPYJAHCHHUS B BBIOOPE JIEKCUYECKHX CPEICTB JUISI BBIPAKCHUS



COOCTBEHHOTO MHEHHUs. Haimuue OT/leIbHBIX IPAMMATHUECKUX OIIMOOK HE BEIET K MCKAXKCHUIO
CMbICJIa BBICKa3bIBaHMsI. KOHTAKT C IMperoaaBaTesieM XOPOUIHiA, IEMOHCTPUPYET COCOOHOCTh
CBSI3HO BECTH Oecelly, MOICPKUBACT €€ ¢ COOIIOICHUEM OUEPETHOCTH P OOMEHE PETUTUKAMH,
TEMIT pEYd HOPMAJbHBIN, HapyIIEHWE HOPM NPOW3HOIICHUS HE 3aTpPYAHSET BOCIPHSITHS
BBICKa3bIBAHHUS.

B Gecese ¢ 5k3aMEHATOPOM CTYACHT PAcKpPhIBACT BCE TIIABHBIC COACPIKATEITBHBIC MOMEHTBI
BOIPOCA, IPAMOTHO MCIIOJIb3YET JICKCUYCCKHE ¥ TPaMMaTHIECKHUE CPEICTBA, OMyCcKast HEKOTOPOE
KOJINYECTBO HETOYHOCTEH M OTCTYIUICHHH B TIOCJICIOBATEIBHOCTH W3JIOKCHUS MBICIICH,
UCTIBITHIBACT 3aTPYJHCHHUS B BBIOOPE JIEKCHYECKUX CPEJACTB Ui BBIPAXKCHUS COOCTBEHHOI'O
MHEHHS, HaJMYUE OT/ACIbHBIX T'PAMMATHYECKHX OINMOOK HE BEIET K HCKAKECHUIO CMBICIIA
BbICKa3bIBaHUS. KOHTaKT ¢ mpenojaBaTejeM XOPOIIHH, JTEMOHCTPUPYET CIIOCOOHOCTH CBSI3HO
BeCTH Oecelly, TOJICPIKUBACT ¢ C COOJIOJICHUEM OYEPETHOCTH MPH OOMEHE PEIUIMKaMH, TeMIT
peuYu HOPMaJIbHBIN, HAPYIIICHUE HOPM MPOU3HOIICHUS HE 3aTPY/IHICT BOCIPUATHS BHICKa3bIBAHHSL.

Onenka Ha 6a30BOM ypoBHe cocTaBiseT 14 — 16 6amnos.

OtBet Ha OUJIET 3aCYUTHIBACTCS HA MPOJABUHYTOM YPOBHE, €CITH:

B Tecte nano 6omnee 91% npaBUIbHBIX OTBETOB.

Beimonnaen nmucbMeHHbIl mepeBoa 100% Tekcra 0e3 MCKa)XXeHUs OOIIETO COICPIKaHMS
TeCTa W €ro OTAENbHBIX 4acTedl. OTCTYIJIEeHHs OT OpUTHHAJIa OOYCJIOBJICHBI JICKCUYECKUMH,
rpaMMaTHYECKUMU U CTUINCTUYECKUMU HOPMaMH PYCCKOTO S3bIKA.

[Ipu nepeoaue cooeprcanua mexcma OOYHAIOUTUNCA PACKPHIBAET TOJHOCTHIO
CoOJIepKaTeNIbHbIE ACMEKThl, TPAMOTHO HCIOJB3YEeT JIEKCUYECKUE M TpaMMaTHYECKHE CPEJICTBa,
JIOTUYHO Y MOCIIE0BATEIILHO U3JIaraeT MBICIb, IPUBOJIUT ApTyMEHTHI, BBICKA3bIBA€T COOCTBEHHOE
MHEHHE U JaeT COJep>KaTelibHble KOMMeHTapuu. Hanuuue s3BIKOBBIX OIIMOOK HE BEAET K
HCKaXEHHUIO €r0 CMBICIIA, KOJMYECTBO OLIMOOK HE MpeBbIaeT 1 —2, npu HaBOJAIIMX BONPOCAX
oOyJaromuiicss CcaMOCTOSITeNTbHO UX wuchpapiseT. KoHTakT ¢ mpemojaBaTteneM XOPOIIHH,
YYaCTHUK JEMOHCTPUPYET CIIOCOOHOCTHh JIOTUYHO M CBSI3HO BECTH Oecelly, HauyWHaAEeT, MNpH
HEOOXOJUMOCTH, U TOJACPKUBACT €€ C COONIIOICHUEM OYEePEeTHOCTH MPU OOMEHE PETLTUKAMU;
BOCCTaHABIIMBAET Oeceay B ciydyae cOosl, peub pUTMUYHA, PABHJIBHO MHTOHUPOBAHA, TEMIT PeUr
JIOCTATOYHO OErJIbIi, MPOU3HOIIEHHUE CIIOB 33 PEIKUM HCKIIOUEHHUEM KOPPEKTHO.

B 0ecene c sk3ameHaTOpoM OOYYAIONMIMICS PACKpPBIBAET IMOJTHOCTBIO COJEpKaTeIbHbIE
aCleKThl BOMNPOCA, TPAaMOTHO HCIOJIB3YEeT JIEKCMUYECKME U TIpaMMaTH4YEeCKHUE CpEeJCTBA,
MPaKTUYECKH HE JIOMYCKas HETOYHOCTEH B MOCIIEIOBATEIHHOCTH H3JI0KEHUS MBICIEH, MBICIU
apryMEeHTHUPOBAHbI, BEICKA3bIBAHUE JIOTUYHO, HATMYHUE SI3BIKOBBIX OLTHOOK HE BEAET K UCKAKEHUIO
CMBICJIa BBICKA3bIBaHUS, KOJWYECTBO OMIMOOK HE TMpEBbIMIaeT 1 —2, Mpu HABOMASIIUX BOIMPOCAX
oOyJaromuiicss caMOCTOATEeNTbHO UX ucHpaBiseT. KoHTakT ¢ mpemojaBaTelieM XOPOIIHiA,
YYaCTHUK JEMOHCTPUPYET CIIOCOOHOCTHh JIOTUYHO M CBSI3HO BECTH Oecelly, HauyWHAET, MpH
HEOOXOJUMOCTH, U TOJACPKUBACT €€ C COONIOJICHUEM OYEePETHOCTH MPU OOMEHE PETLTUKAMU;
BOCCTaHABIIMBAET Oeceqy B cirydae cOosi, peub PUTMUYHA, MPABIIIBHO HHTOHUPOBAHA, TEMI PeUr
JIOCTATOYHO OErJIbIi, MPOU3HOIICHHE CIIOB 33 PEIKUM HCKIIIOUEHUEM KOPPEKTHO.

OreHka Ha MPOABHHYTOM ypoBHE coctaniseT 17 — 20 6amos.



5. HIkaJjia oleHKH HA 3a4eTe

Buj nesiteibHOCTH YpoBeHb B Oasiax
HIKE TIOPOTOBOTO MTOPOTOBBIN 0a30BbIil MIPOJIBUHYTHIH
OHCHKa Hey,Z[OBJICTBopI/lTeJIbHO yIlOBJIGTBOpHTeJIBHO Xopoumo OTJINYHO
FX F E D D+ C- C B- B B+ A- A A+
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1. KonTponbHas padora.
VYcrHas yacTe:

2. IlonHbI MUCHMCHHBIN
MEPEBOJ] C AHTJIMNCKOTO
Ha pYCCKHM S3BIK CO
CJIOBapeM OTpbIBKA
OpUTHMHAJIBHOTO  TEKCTa
obmenpodeccuoHaIbHON
tematuku 1,0-1,5 TeICSY
MEeYaTHBIX 3HAKOB.

3. VYcrHas nepenaua
colepKaHUsl TEKCTa Ha
AHTJIMHACKOM SI3BIKE.

3. becena mo u3y4yeHHOH
TEMAaTHKE.

0-9 10 13 14 -16 17-20

B oO0mieil oneHke Mo AMCHUIUIMHE 3K3aMEHAIMOHHbIE Oalllbl YYMTBHIBAIOTCS B COOTBETCTBMM C IpaBHJIaMH OaJUIbHO-PEHTUHTOBOW CHCTEMBI,
MIPUBEJICHHBIMH B paboyeil mporpaMme JUCIUIUIMHEI.



6. Bompocsl k 3a4eTy 1o AucHUNIMHE «MTHOCTPAHHBIN A3BIK»

Bonpoc 2. [INCbMEHHBIN MEPEBOJ]
Bonpoc 3. YUTEHUE U IEPEJIAYA COJEPKAHUSA TEKCTA

CHHCOK TEeKCTOB
JJIsl YTE€HHS M MePEeBO/Ia C AHTJIMHACKOT0 HA PYCCKHIi OPUTHHAJIBLHOI0 TEKCTA
odmenpodgeccuoOHATLHON TEeMATHKHU HA 3a4eTe Mo AucuuiinHe « AHOCTPAHHBIN A3BIK)

Why crowdfunding open source projects isn't as easy as you think
http://www.itworld.com/article/2863440/why-crowdfunding-open-source-projects-isnt-as-easy-
as-you-think.html#

Open source gets its own crowd-funding site, with bounties included
http://www.networkworld.com/article/2225131/opensource-subnet/open-source-gets-its-own-
crowd-funding-site--with-bounties-included.html

Ten Steps to Successful Open Source Crowdfunding
https://medium.com/open-collective/ten-steps-to-successful-open-source-crowdfunding-
fa2b43e82687

4 things you didn't know about civic crowdfunding
https://opensource.com/government/14/8/four-things-learned-civic-crowdfunding

The Effect of Culture on Business Relationships
https://www.neumann.edu/academics/divisions/business/journal/review 08/bowie.pdf
Negotiating: The Top Ten Ways that Culture Can Affect Your Negotiation
http://iveybusinessjournal.com/publication/the-top-ten-ways-that-culture-can-affect-
internationalnegotiations/

The Four Intrinsic Rewards that Drive Employee Engagement
http://iveybusinessjournal.com/publication/the-four-intrinsic-rewards-that-drive-
employeeengagement/

Profiting from the Rise of the Machines
http://iveybusinessjournal.com/profiting-from-the-rise-of-the-machines/

Disruptive Technology

http://www.investopedia.com/terms/d/disruptive-technology.asp

Disruptive technologies: Advances that will transform life, business, and the global economy
http://www.mckinsey.com/business-functions/digital-mckinsey/our-insights/disruptive-
technologies

The impact of disruptive technology: A conversation with Eric Schmidt
http://www.mckinsey.com/industries/high-tech/our-insights/the-impact-of-disruptive-
technology-a-conversation-with-eric-schmidt

Using Technology to Maximize Efficiency
http://www.businessdictionary.com/article/493/using-technology-to-maximize-efficiency/
What about Russia?

https://geert-hofstede.com/russia.html

The Seven Dimensions of Culture: Understanding and Managing Cultural Differences
https://www.mindtools.com/pages/article/seven-dimensions.htm
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Bompoc 4. YCTHAS IPE3EHTAIASA Y BECEJIA IO U3YUYEHHOM TEMATHKE

Cnucoxk Bonpocos

List and briefly discuss the four dimensions of culture. Describe typical behavior of
managers in different cultures.

What do you think is special about business culture in your country? Discuss where you
think your country most likely scores in each of the five dimensions.

Why do you think culture is important in business?

Offer the ways to improve your communication with people from different cultures and
explain how you might practice them

Have you ever experienced any cultural misunderstanding? What are your best examples?
Analyze your examples in terms of cultural dimensions theory.

What would be good topics of conversation for small talk in your culture? What would
you consider a taboo topic of conversation for small talk in your culture? In other
cultures?

Do you find it more challenging making small talk or discussing business at conferences?
Why do you think that is?

Do you think English is the global business language? If so, what does that mean in your
country?

Do you think English will get you promoted?

Do you believe that company culture is important? If yes, how do companies avoid
negative company culture aspects? How can a company create a more positive, well-
rounded company culture?

What has surprised you when you have met people from other countries? Have you ever
felt confused by the actions of someone from another culture? Explain your examples in
terms of cultural dimensions theory.

Would you ever consider living permanently in a country other than your home country?
Why or why not?

If a group of people just came to your country from overseas, what advice would you give
them?

What do you think is important when going to work in another culture?

Do you think, "When in Rome, do as the Romans do" is always good advice? Why or
why not?

How you think culture has been changed by technology in the past ten years. How do you
think it will change in the next ten years?

Explain the concept of disruptive technology. Give examples.

Why market leaders fail to recognize disruptive technologies? Give examples.

Tell about the effect of technological development on business. Consider both benefits
and threats. Exemplify.

Tell about open source crowdfunding projects. What are their advantages and
disadvantages?



denepanpHOE TOCYIAPCTBEHHOE OI0/KETHOE 00pa30BaTEIbHOE YIPEKICHNE
BBICITIIETO 00pa30BaHUs
«HoBocubupckuii rocy1apcTBEHHBI TEXHUYECKHI YHUBEPCUTET
Kadenpa nnocTpaHHbIX S3bIKOB

IMacnopT KOHTPOJILHOM PAdOTHI

no auctuiuimie « MHocTpaHHbIN SA3bIK», 1 cemecTp

1. MeToauka OEeHKH

KonrponpHas pabota mpoBomurcs mo temam «Culture and Business», «Technology and
business», KontpompHasi paboTa BKiouaeT jaBa Omoka 3amanuii: «YUreHue», «JIekcuko-
rpaMMaTHYCCKUI TeCT». 3aaHusl BBIIOIHSIIOTCS TUCHMEHHO.

3ajaHusi BceX OJIOKOB HAIpaBICHBl Ha MPOBEPKY 3HAHHWS HWHOCTPAHHOIO SI3bIKA IS
MEXIIMYHOCTHOTO OOIICHUS C HMHOCTPAHHBIMH IaPTHEPAMH, YMCHHIl JIOTHYECKA BEPHO,
apryMEHTHUPOBAHO U SICHO CTPOUTh YCTHYIO M MHUCBMEHHYIO peub B cepe OOIIeKyIbTypHOU H
IpO(ECCHOHATBHOMN NESATSIBHOCTH Ha HHOCTPAHHOM SI3BIKE.

3a/1aHKs1 KOHTPOJIbHO PabOThI COCTABIICHBI B TECTOBO# (hOpPME U MPENOIaratoT OIUNHOYHbII
BBIOOP, HAXOXKJICHUE COOTBETCTBHIA.

2. Kputepum oneHKH

Kaxxnoe 3a1anrie KOHTPOJILHON paOOThI OIICHUBAETCS B COOTBETCTBUHU C MPHUBEICHHBIMU HIDKE
KPUTCPUSIMHU.

KoHTposibHast paboTa cYMTaeTCs HEBBIMOJIHEHHOM, €CITU KOJIMYECTBO MPaBUIBLHBIX OTBETOB
coctaBisteT MeHee 50 %. Onenka cocrasisteT 0 — 4 Oamna.

PabGora BbIMOTHEHa HAa MNOPOrOBOM YPOBHE, €CIU KOJIMYECTBO MPABUIBHBIX OTBETOB
coctaBisteT 50 %, Ho menee 73 %. Ouenka cocrasisieT 5 — 6 6amIoB.

Pabora BeITIONTHEHA HA 6A30BOM YPOBHE, €CITH KOJIMYESCTBO MPABMIIBHBIX OTBETOB COCTABIISICT
ot 73 % no 86 %. Ouenka cocraBisieT 7 — 8 OalIoB.

Pabota cunTaeTcs BBHITIOJHEHHOW HA MPOABHHYTOM YPOBHE, €CITH KOJHMYECTBO MPABMIBHBIX
oTBeToB cocrasisier 87 % u 6onee. Onenka coctapisgeT 9 — 10 Oaos.

3. IlIkaja oueHkH

B o01ieit onieHke o quCHUIIMHE 0asuibl 32 KOHTPOJIbHYIO pab0Ty yUYUTHIBAIOTCS B COOTBETCTBUU
C mpaBujgaMH OaJIbHO-PEUTHMHIOBOM CHUCTEMbI, NPUBEACHHBIMU B paboyeil mporpamme
JTUCIUIUIAHBI.
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1. IIpumep KOHTPOJIBHOI PadOTHI

KonTpoabHasi padora
1o qucuuiuiHe «MHOCTpaHHBIN S3BIK»
(nanpasnenue 38.03.05 busnec-ungpopmamuxa)
1 cemectp

READING

1. Read the article about finding and keeping talent and decide which section the following
headings refer to.
A Talent spotting
B Recruiting and finding talent
C Keeping talent
D The ‘nursery’ approach
E Why talent is important

FINDING AND KEEPING TOP TALENT
1

Things have changed since enterprises were labor-intensive (mining or textile manufacturing) or
capital-intensive (chemical and steel production). Today, many of the world’s major corporations
in fields like software, pharmaceuticals, music, publishing, entertainment, and sports are
knowledge-or talent-intensive. In these organizations, the principal assets consist of the knowledge
and special skills of talented people rather than their tangible assets. As knowledge quickly
becomes obsolete, the companies with a competitive edge are those focused on creating new
knowledge by finding, recruiting and managing talent.

2

One recruitment process is to attract people whose exceptional talent has already been recognized
elsewhere. This can be called the ‘transplanting’ type of recruitment — like putting mature plants
in the ground to create an instant garden. While payment may play a role in convincing a talented
employee to change jobs, the reputation of the recruiting organization in its field is vital; is it at
the leading edge, does it set the pace for the industry, does the individual feel honored to have been
approached? Reputation building is therefore a key element in recruitment strategy. Top firms like
Starbucks, Intel, Cisco, Marriott, Dell and Microsoft have been focusing on employer branding for
years as research shows that the best source of quality applications come from an organization’s
existing employees.

3

A second recruitment process involves recruiting young people straight from school or university
and helping them to develop their talents in the company. This is similar to buying plants at a
‘nursery’ and nurturing them so that they can grow. Problems with this method can include
different rates of maturity, weakness of psychometric tests in predicting creativity and
entrepreneurial ability, giving too much weight to academic qualifications, lack of diversity, or
overlooking the fact that motivation may be more powerful than just ability.

4



Somewhat less risky is the process of finding talent among existing employees. If they have been
employed for some time, a well-designed appraisal procedure can be effective in selecting
promising candidates for accelerated development.

Michael Howe (1940-2002), was Professor of Cognitive Psychology at the University of Exeter in
England and one of the world’s leading experts on the subject of talent. He pointed out the danger
of seeing talent in any field as a gift that you either have or not. ‘Some of the most widespread
beliefs about exceptional people revolve around the view that certain individuals are inherently
remarkable while the remainder of us are doomed to ordinariness’ (Howe, 1990). Howe’s views
were supported by the UK TV series Faking IT in which, for example, a dancer with no previous
experience of horse riding became a successful show jumper within a few weeks.

5

When it comes to retaining talent, an adequate rewards package is a first step. More important,
however, is whether the company can provide a working environment favorable to creativity, self-
expression and the exercise of initiate. Organizations tend to be hierarchical, bureaucratic and
conformist, yet it is just these characteristics that turn off highly creative people.

One possibility in organizations is to form small, informal teams called ‘skunk works’ and allow
them to work independently so that they can remain as creative as possible. The first one was set
up in an aircraft manufacturing company to allow a small group of engineers and support staff to
work undisturbed. They built their working space from discarded engine boxes with a circus tent
as aroof. Johnson, the lead engineer, was described as ‘a visionary on at least two fronts: designing
aeroplanes and organizing genius. He seemed to know intuitively what talented people needed to
do their best work, how to motivate them and how to make sure the product was created as quickly
and cheaply as possible.” His unit was characterized by the equal treatment of people, an absence
of paperwork, informality of dress and open debate.

This has led observers to notice that the main characteristics of a culture that nurtures talent are
highly cohesive teams, authority based on competence, recognition of all contributions, respected
leadership, freedom, autonomy, flexibility, openness, trust, and encouragement in risk-taking. In
other words, the right approach for organizations who want to retain their most talented people
may not be to create a ‘skunk works’ within the company but to make the company as much like
a skunk works as possible.

2. Read the statements about the article. Are the statements True or False?

1. Insection 1, the author says that companies rely very heavily on their tangible assets today.

2. In section 2, the author feels that employer branding is very important if an organization
wants to find highly skilled people.

3. Insection 3, the author says that it is always a good idea to hire people directly from school
and help them develop in the company.

4. In section 4, he warns against looking for talent among the existing employees.

5. In section 5, he suggests that making companies less formal, hierarchical and bureaucratic
could encourage creativity.



6. Find words or phrases in the article which mean the opposite of the words and phrases

below.

1. Up-to-date (Section 1)
2.Young (Section 2)
3. Unimportant (Section 2)
4. Past (Section 2)
5. Different from (Section 3)
6. Vocational (Section 3)
7. Uniformity (Section 3)
8. Weaker (Section 3)
9. Ordinary (Section 4)
10. Expensively (Section 5)
11. Lose (Section 5)

7. Make these words from the text into opposite by adding the prefixes IN-, UN-, and IM-.
1. tangible 6. effective
2. competitive 7. successful
3. mature 8. favorable
4. talented 9. equal
5. employed
PROGRESS TEST

8. Read the extract from the brochure of a relocation company. Complete the text with the
present simple or continuous form of the verbs in the box.

| Bring, look, have, live, speak, prefer, know, wait, support, be |

1 you for a company to meet all your relocation needs? Relocation
Experts are the people to come to when it 2 necessary to move employees and their
families to new countries. We offer a full range of services and 3 that families need
more than just someone to bring their belongings from one place to another. They also need a
company which can help them with all the other little details and 4 them from the
beginning to the end of the process. Before you leave home, we will ask are listed below.

5 you children in school? If so, how old are they?

6 anyone in your family any foreign languages? If so, which ones?

7 you and your family in a house or a flat at the moment?

8 Which you ?

9 you any pets like dogs or cats with you?

This is only a small sample of what we can offer you. What 10 you for?

Call us right away on 8796-4589.

9. Write the correct culture term from the Hofstede model next to the key words that best
describes it.

High power distance, high masculinity dimension, long-term orientation, collectivist, high
uncertainty avoidance, low power distance, low masculinity dimension, short-term orientation,
individualistic, low uncertainty avoidance




1. Gender equality, caring atmosphere

2. Well-informed, structured, formal, facts and rules are important
3. Cohesive, cooperative, sharing atmosphere, intrinsic motivation
4. Spontaneous, decisive, creative, innovative

5. Hierarchical, clear chain of command, centralized

6. Planning, staying power, importance of education

7. Independence, working alone, respect privacy

8. Assertive, competitive atmosphere

9. Equality among all, informal, flat organizational structure

10. Non-traditional, few rules and regulations

10. Match the collocations about pay and benefits with their definitions.

Severance package, career opportunities, appraisal system, effort-reward balance, glass-
ceiling, pay rise, fringe benefits, annual leave

1. things that you get because of your job which are not in the form of money.
2. the way in which the job performance of an employee is evaluated in terms of
efficiency and productivity by his or her manager.

3. an increase in the fixed amount of money you earn for doing your job.

4. money paid to an employee whose job the employer has had to bring to an end.

5. the situation in which the work which is put into something is equaled by what the
employee gets out of it.

6. a point you cannot go beyond, usually refers to improving your position at work, it
is an invisible barrier which can keep someone from achieving a higher position that he or
she may be qualified to do.

7. the amount of paid days off that an employee is allowed to have each year.

8. chances or situations which make it possible for you to do something you want to
do, usually means getting a better job or a promotion at work.



DenepanbHOE TOCYAaPCTBEHHOE OI0KETHOE 00pa30BaTEIbHOE YUPEKICHHE
BBICITIETO OOpa30BaHUs
«HoBocuOupckmii rocy1apcTBEHHBIN TEXHHYECKUI YHUBEPCUTET)»

Kadenpa nnocTpaHHBIX S3bIKOB

IHacnopr 3a4era

1o quciuIuiae «MHOCTpaHHBIN S3BIK», 2 CEMECTP

1. Meroauka oneHKH

3auer MPOBOAMTCS B MHCbMEHHOW M YCTHOH (hopme 1o Omnieram. buner crpykrypupyercs 1o
CJIEAYIOLIEMY IIPABUILY:

Tucvmennas wacmo: sonpoc 1 u eonpoc 2.

e [lepBeIii BOMPOC — JIEKCUKO-TPaMMaTUYECKUA TeCT, C(HOPMUPOBAHHBIM HA OCHOBE HM3YYEHHOIO
Matepuala.

e Bropoii Bonpoc (MMChbMEHHBIH 1epeBo) popMupyeTcs U3 quarna3zoHa TEeKCTOB, MPECTABICHHBIX B
CIMCKE JJISl YTEHUs, [IEPEBO/Ia U NIepeiaun COACPKAHUS Ha 3aUeTe.

Yemnas ywacme: 6onpoc 3 u eonpoc 4.

e Tperuii Bonpoc (Y4TeHUE | 1epeada Ha aHTJIMICKOM SI3bIKE COICpKaHUs TeKcTa) hopmupyercs u3
Jara3oHa TEKCTOB, MPEJCTABJICHHBIX B CHHCKE Ui YTEHHUS, IEpeBOja M Iepenadd
COZIEpKaHUs Ha 3a4eTe.

e UersepThlii Bompoc (yCTHAs Mpe3eHTanus U Oeceqa Mo M3ydeHHOM TeMaTuke) popMUpyeTcs U3
CIMCKA TEM, U3yYE€HHBIX B CEMECTpE.

Bonpoc 1 BxitodaeT MHCbMEHHOE BBITIOJIHEHHE TECTOBBIX 3aJaHUN. Bpems BBIOTHEHUS
3aaanus 45 Mmunyt. @opma NpoOBEPKH — TECT CAAECTCS MPETOJABATENIO.

Bonpoc 2 Bxiro4aeT MONHBIN MUCHbMEHHBIA TMEPEBOJ CO CIOBApeM C aHTJIMHCKOrO Ha
PYCCKHIi SI3BIK OPHTMHAIBHOTO TeKCTa obmienpodeccuoHalbHONW TemMatuku odbemoMm 1,0-1,5
TBHICSIY MEYaTHBIX 3HAKOB. BpeMs Ha BbinmonHeHue 30 MUHYT.

Bonpoc 3 BkII0UaeT yCTHYIO Mepeavy CoJiep>KaHus TEKCTa Ha aHTTTUHCKOM SI3bIKE 00hEMOM
1,5 — 2 ThIc. mevaTHbIX 3HaKOB. Bpems noaroroBku — 30 munyT. @opma npoBepKH — UTEHUE TEKCTA
HAa WHOCTPAaHHOM s3bIKE€ BCIyX (BBIOOPOUHO) M YCTHasl TMepedada CoOJep)KaHus TEKCTa Ha
AHTJIMICKOM SI3BIKE.

Bonpoc 4 — yctHast pe3eHTanus, Oecena mo uydeHHoW Temaruke. CIHUCOK TeM Jaercs
3apanee. Bpems mpesentarnuu: 2 — 3 muHyThL. [locie npe3eHTanuu mpoBoaUTCs Oecena mo Bcen
M3y4eHHO TeMaTuke PopMa MPOBEPKU — BOMPOC MPENoiaBaTesis, apryMeHTUPOBAHHBIA OTBET
CTYJEHTA.

B xozxe 3adera mpenopaBarenb BIOpPaBE 3a/1aBaTh CTYJAEHTY JOIMOJIHUTENbHBIE BOIPOCHI M3
oOrero nepeyns (1. 4).



2. ®opma dmiieTa 1J1s 3a4eTa

HOBOCHBHMPCKHI I'OCYJAPCTBEHHBII TEXHUYECKWM YHUBEPCUTET
dakynpTeT OU3HECA

Buaer Ne
K 3a4€Ty 0 JucHUIUIMHE «IHOCTpaHHBIN S3BIK)

1. JIekcuko-rpaMMaTHYECKHI TeCT (TECT MPHUIIaraeTcs).

2.BpINOHATE TOJMHBI THCHMEHHBIN TIEPEBOJ JaHHOTO OTPBIBKA. TEKCT Mpuiaraercs.
Bpewmst Ha BbimonHenue — 30 MuHyT. [Ipu BBIMOJIHEHNH 3aJIaHKSI MOXKHO TIOJIB30BaThHCS
CclIOBapeM.

3.[IpounTaiiTe TEKCT W TepefaiiTe ero OCHOBHOE COJIEPKAHHWE HA AHIJIMHCKOM S3bBIKE.
Bpemst Ha noaroroBky — 30 mMunyt. [Ipu BBIOTHEHHH 3a/laHUSI MOKHO IIOJIb30BaThCSI

CIIOBapeM.
4.Packpoiite Temy (BpeMs BbICTYIUICHUS: | — 2 MUHYTHI).
YTBepxkaato: 3aB. kadenpoi M E.1O. KambieBa

OTBETCTBEHHBIN 3a TUCLMUILUIUHY

MHara:



3. Ilpumep 3ananumii Ha 3aueTe

Bomnpoc 1

JIEKCUKO-TPAMMATHYECKHI TECT

Grammar 1: Linking words
(5 marks)
Complete the gaps with one of the words.

in case unless provided that
1 Jane might resign from her position she is given a promotion.
2 Production will implement the changes the parts are available.
3 We should order some more fuel for the trucks ____ the price rises again.
4 Sales should continue to increase there is a recession in the next quarter.
5  Our online customer base can expand we improve our website.

Grammar 2: Second and third conditional

(10 marks)
Make second or third conditional sentences with the verbs in brackets.
1 Ifl (know), I would have helped you more.
2 1 would go to work by train, if it (be) cheaper.
3 If we'd bought those valueless shares, we (lose) a lot of money.
4 If he wasn't so successful, he (have) the money for a holiday home.
5 We would be crazy, if we (invest) in that company at the moment.
6 If 1 wanted to study for an MBA, | (buy) the latest books.
7 If Rachael hadn't studied hard, she (pass) the examination.
8 If both of us (relocate), we wouldn't have got a pay rise.
9 If I were made redundant, | (look) for an investment opportunity.
10 Ifl (have) the knowledge, I would have repaired the photocopier.
Vocabulary 1: Email phrases
(10 marks)

Mark the following email phrases formal (F) or informal (I).

Dear Sir/Madam [ ]

Could you just send me ... [ ]

| am writing with regards to ... [ ]

| would very much appreciate it if... [ ]

Don't hesitate to contact me with any questions you have [ ]
Pis email us with your ideas a.s.a.p. [ ]

| would be very grateful if you ... [ ]

Get in touch at the earliest opportunity [ ]

| was wondering if you could ... []

Cheers []
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Vocabulary 2: Describing the supply chain
(5 marks)

Choose the correct definition of the supply chain words.

1 Manufacturer: a) the producer of the finished product
b) the producer of raw materials
2 End user: C) the recyclers of a product
d) the consumers of a product
3 Retailer: e) somebody who sells the product to wholesalers
f) somebody who sells the finished product in an outlet
4 Distributor: 9) somebody who buys products in bulk from manufacturers

then sells them to different shops
h) somebody who buys products directly from the producers
and then sells to individual end users

5 E-tailer: ) somebody who sells the finished product on the Internet
]) somebody who sells the finished product on the telephone

Vocabulary 3: Talking about CRM
(10 marks)

Choose the correct alternative.

Profit-sharing/-pricing schemes are often a bonus for senior management.

Customer management/service gives customers after-sales support.

Free refreshments are a value-losing/-adding service our clients really like.

You should invest in supermarkets; they are always profit-making/-adding.

Expand your contact base by spending time relationship-solving/-building.

A loss-making/-pricing organization is unprofitable and could close.

Problem-breaking/-solving involves us working together as a team.

Product-pricing/-making is the cost of something to the consumer.

A record-making/-breaking profit is the most money a company has made. 10 Using
aizen techniques would be the most cost-solving/-effective.

* (10 marks)
Write a response to the following letter of complaint, apologizing for what happened and
explaining what you are going to do about the problem. Write about 120 words.

Dear Sir/Madam,

| recently flew on a business trip to Dubai on Royal Castle Air on flight RCAQ774.
Unfortunately, you lost my hold luggage (bag number 07691054), which has an estimated
value of €250. This meant I had to buy some new clothes appropriate for business and
replace all of my toiletries.

The baggage service personnel were rude, kept me waiting for over an hour at 3 am and did not
provide me with a complementary toiletry bag.

| hope that you will offer some compensation equivalent to the lost items, as this experience
completely ruined my very important trip to Dubai.

X © © N o oA W N e

Yours faithfully,
Jim Wayne (Mr)




Bonpoc 2. [IMCbMEHHBII MEPEBO/]

Translate the following text into Russian:

THREE SKILLS CEOS NEED MosT

As part of the exploratory dialogue for one of my recent executive coaching assignments, a Clevel
executive of a decades-old business frankly admitted, “I don’t think I have the skills to lead the
business to the next level.”

In his late thirties, the CEO in question had successfully led his organization to profitability from
the brink of disaster in less than five years (after an experiment with professional management did
not yield the desired result). By all accounts, he was a dynamic, motivated and purposedriven
leader with aspirations to build a great institution. He was skilled at empowering people and willing
to give them space to operate. And yet, he was mired by self-limiting beliefs.

| probed him with the following two questions:

What do you think are the skills needed to lead effectively at this level?
Why do you think you don’t have these skills?

Personal insecurities were not something that this CEO typically wanted to share. But these
questions breached a dam. A lot of self-doubt related to the limits of his knowledge and skill set
was bottled up in his mind and heart. This is not an unusual scenario.

CEOs are human. And that’s OK. Nevertheless, to be effective at managing the paradoxes of
leading, leaders need a sense of comfort with vulnerability. The key to developing this is
understanding the role. To set the corporate destination and provide direction getting there, too
many CEOs believe they need to have all the answers, all the time. But like Google’s Eric Schmidt
says, companies are run well by asking questions, not having all the answers.

Not understanding this sets leaders on the path to failure. When CEOs believe they are responsible
for finding all the answers, they often feel the need to have the most skills and expertise on the
team — which is a destructive belief system, and not just because it is counterproductive in
harnessing the collective acumen of the organization. Indeed, a feeling of inadequacy at the top
leads to management aloofness, not to mention a lack of assertiveness, which creates
organizational confusion and loss of direction, even anarchy.

When a self-defeating mindset exists at the top, CEOs need to open their eyes to other ways of
dealing with dilemmas. Working with a leader coach, they can learn to focus on hiring employees
with the functional skills needed to move a business forward rather than wasting time worrying
about not having them.

What is the best way to harness the skills of others? | am asked about this a lot. My answer is
always the same: Learn to deploy the three skills CEOs need the most — or what | call the
listening—sensing—observing troika, which collectively offers compelling powers.

In the coaching case cited above, the CEO was miffed by this answer, noting “these are pretty
common skills.” To him, my listening—sensing—observing answer initially appeared to be very
much a “much ado about nothing” statement, which is why it took a fair amount of convincing for
him to understand that this troika of seemingly ordinary skills represents the abilities that CEOs
actually need the most.



When harnessed well by CEOs, the troika offers extraordinary power. Collectively, these three
skills go a long way toward galvanizing an organization for future success. Unfortunately, the need
to master them does not consciously figure on most CEOs’ radars. And that’s a problem because
these skills are not typically formally taught, so they must be consciously developed.



Bonpoc 3. YTEHUE U TEPEJAYA COJAEPKAHUS TEKCTA

Read a part of an interview with Hap Klopp. What is his key message?

After graduation with a Stanford MBA, Hap Klopp founded The North Face, where he served as
President and CEO for 20 years and built the largest and most successful retailer in its industry,
not to mention one of the largest privately held companies in the San Francisco East Bay. After
selling his company, Klopp launched an international management consulting firm, HK
Consulting, with offices in Berkeley, California, and Tokyo, Japan. As an investor, advisor and
director, he serves numerous entrepreneurial companies that utilize disruptive technologies to
revolutionize established industries. In this lvey Interview, he discusses lessons learned and
insights gained over his impressive career, not to mention his latest book, Almost, which is all
about learning from failure.

IBJ: Hap, you are often described as a businessman, adventurer and executive. In other words,
you are a busy guy. And when you started working on your new book, Almost, with co-author
Brian Tracy, you had already been there and done that with Conquering the North Face and The
Adventure of Leadership: An Unorthodox Business Guide. So what moved you to write the latest
book?

HK: Well, Almost is different. Part of what | was trying to do with this book is give people a real
view on what happens in Silicon Valley in real time.

IBJ: Why is that important?

HK: There are so many stories about people coming out to Silicon Valley to start a business and
ending up a billionaire pretty much overnight. That’s wonderful when it happens, but it seldom
does. For every Instagram story out there, there are hundreds of other ventures that did not instantly
create wealth and hundreds that didn’t create any wealth at all. So anyone coming out here looking
to start a business in order to get rich quick really needs to understand the desire for instant wealth
is not easy to satisfy and certainly not a good reason to start a business. Success typically takes
time and hard work and passion. And that is especially true in Silicon Valley, where failure
happens all the time. My previous books are about success and leadership. This one is an epic tale
of failure.

IBJ: So what is the story?

HK: It is about a San Francisco start-up called Ardica, which emerged from the mechanical
engineering department at Stanford University. It was formed to provide heat and power to apparel
via miniaturization and energy-density technologies and it almost became the next big Silicon
Valley success story known for offering the Holy Grail of artificial heat. But it was mismanaged
by people, including me, who were brought in to arrange financing, manage product development,
build the brand and do what it takes to take a company to market. | spent 12 electric months
working with brilliant marketing people and brilliant engineers, while the company was operating
on the verge of becoming a household name. But everyone was not operating on the same page,
so we failed. Learning from failure is just as important as learning from success, maybe even more
important. | think people should wear failure as a badge of honour. So that explains the book.

Bonpoc 4. YCTHAS IPE3EHTALYSI U BECEJIA 11O U3YUYEHHOI TEMATHUKE

Define motivation and explain its importance to the organization, teams and individuals.



4. Kpurtepuu OLEHKH 10 BHIAM JIeSITEJIbHOCTH UISI KA2KI0T0 YPOBHSA

OTBet Ha OWJIET CUUTAETCS HEeYAOBJIETBOPUTEIbHBIM, ECITHU:

— B Tecre nano menee 50 % nmpaBUIbHBIX OTBETOB.

— YcrHblii nepeBo BoinonHeH st MeHee 50% TekcTa, B IEpeBOJE JOMYIIEHBI OMIMOKH,

BJIMSIIOIME HAa UICKQ)KEHUE OCHOBHOIO COJIEPKAHUS TEKCTA.

— IIpu nepenave cogepkaHusi TEKCTA HA aHIVINKHCKOM S3bIKE CTYJIEHT HE IEMOHCTPUPYET
IOHMMaHMs oOlIel Haeu TeKcTa, 0ojiee MOJOBHUHBI COACPKATEIbHBIX MOMEHTOB IPOIYIIEHBI,
aM00 OCBEIIEHbl HENOCTAaTOYHO, HE I[I0Ka3bIBA€T YMEHMsI YCTaHABIMBaTb IPUYMHHO-
CJIEZICTBEHHBIE CBS3M B TEKCTE, HE JeJaeT BBIBOJA 10 MPOYUTAHHOMY, OOBEM BbICKa3bIBaHUS
orpanuueH (MmeHee 10 mpeqioxeHWi), IpU Nepenadye COAEPIKAHUS HCIOJIb3YET 3PUTEIbHYIO
ornopy (MaTepHalbl TEKCTa), IOIYCKaeT 3HAYMTEIbHOE KOJMUECTBO (POHETHUECKUX, JIEKCHYECKUX
U IpaMMaTUYECKHX OIMIMOOK, MPENsATCTBYIOIIMX NOHMMaHHMIO peud. KOHTakT co ciymartensiMu
OTCYTCTBYET.

— B 0Gecexe ¢ 3x3aMeHaTOpPOM CTYAEHT JAEMOHCTPUPYET HEIIOHMMaHHE CYTH BOIIpOCa, HE
PAaCKpBIBAET COJEPKATENIbHOM YacTH BONPOCA WM PACKPBIBAET IMOBEPXHOCTHO, HCIIOJIB3YET
OTpaHUYEHHBIM BBIOOp JIEKCMYECKUX U TIpaMMaTUYECKHUX CcpeactB. [pybo Hapymaer
(doHeTHUeCKUE, JIEKCHYECKMEe M TpaMMaTH4YeCKUE HOPMBI, YTO 3aTPyIHSET BOCHpPUATHE
BBICKa3bIBaHUSI Ha CIOyX. TeMI peyd 3aMEeIJIEHHBIM, BbBICKAa3bIBAHUE COIPOBOXKIAETCS
JUINTEJIbHBIMU TIay3aMH, KOHTAKT ¢ COOECeTHHUKOM OTCyTCTByeT. Ha HaBojsIiue BONpPOCHl He
OTBEYaerT.

OreHka Ha HeY/10BJIeTBOPUTEJIbLHOM ypoBHe cocTasisieT 0 — 9 6amios.

OtBet Ha OUJIET 3aCUUTHIBACTCS HA IOPOTOBOM YPOBHE, €CITH:

B tecte nano 6omnee 50%, Ho meHee 75% npaBUIIbHBIX OTBETOB.

YecrHbli nepeBo BBIONHEH 1t 6osee 75% Tekcra, 1100 B IepeBo/ie JOMYIICHbI OIUOKH,
BITUSIONINE HA UCKKEHUE OCHOBHOTO COJICPIKAHUS TEKCTA.

[Ipy nepemaue coaep:KaHUsl TEKCTA CTYACHT JIEMOHCTPHPYET YACTHYHOE TMOHUMaHUE
o011el uen TeKCTa, 3aTPyIHIAETCS B YCTAHOBJICHUH MPUYMHHO-CIICJCTBEHHBIX CBSI3€H B TEKCTE,
CpEICTBA JIOTUYECKOM CBS3HM HCIONB3YET B HEAOCTATOYHOM KOJMYECTBE, HE JIeJaeT BBIBOJ IO
MIPOYNTAHHOMY, TIPH TIEPEIaye COACPIKAHUS UCTIONB3YET 3PUTEIIBHYIO OTOPY (MaTepualibl TEKCTA),
o0veM BbIcKa3biBaHus orpaHudeH (10-12 mpennoskeHuit), UCMONB3YET OTPAaHUYECHHBINH HAOOp
JICKCUYCCKUX U I'paMMAaTUYCCKUX CPEACTB, HMECTCA OIMPECACIICHHBIC 3aTPYAHCHHA B UX H0n6ope,
JOMYCKaeT JIeKCMYeCKWe U TpaMMaTHuecKue OIIMOKH, 3aTPYAHSIONINE TOHHUMaHUE
BBICKa3bIBaHUA. TeMn peun SaMeI[J'IeHHblf/'I, BBICKA3bIBAHUEC COIIPOBOKAACTCA ITay3aMU, HAPYIICHBI
HOPMBI IPOU3HOIIEHUS, YTO 3aTPYTHSAET BOCIIPUSTUE PEUH.

B 0ecexe c sKx3aMeHATOPOM CTYIEHT B OCHOBHOM PAacCKPBIBACT COJEPIKATEILHYIO YacTh
BOIIpOCa, HCIIOJB3YCT OFpaHI/I‘ICHHBIﬁ BI)I60p JCKCUYCCKUX H TIpaMMaTHYCCKUX CpCACTB,
BO3MOXKHO HApyIIEHUE IEKCUYECKUX HOPM, BBICKa3bIBaHUE COACPIKUT 3HAYUTEIILHOE KOTUIECTBO
TpaMMaTHYCCKUX OHH/I6OK, YTO MPUBOJUT K HAPYHMICHHUIO CMBICIIA OTACIBbHBIX BEICKA3bIBaHUH.
KoHTakT ¢ cobeceTHUKOM 3aTpyAHEH, Ha HABOISIIIHE BOMPOCHI OTBEYAET C TPYIOM.

OreHka Ha MOPOroBoM ypoBHe coctapiisier 10 — 13 Gaiios.

OtBer Ha OwJieT 3acYUTHIBaETCS Ha 6230BOM YPOBHE, €CIIU:

B Tecre nano 6onee 75%, Ho meHee 91% NpaBUIBHBIX OTBETOB.

Bemonnen ycrublii nepeoa 100% Tekcra; B mepeBoje ecTb 2-3 OWMOKKH B
IrpaMMaTUYeCKUX KOHCTPYKLHMSAX, JIEKCHUYECKUX eIWHHUIAaX, (pa3ax WIM BbIPAKEHUSAX, HE
BIIMSIOLINX HA a/IeKBaTHOCTh Mepeaud OCHOBHOTO COAEPKaHUs TEKCTa.

B 0ecene c 3x3aMeHAaTOPOM CTYAEHT PacKpbIBA€T BCE IVIABHBIE COJEP/KATEIbHBIE MOMEHTBI
BOIPOCA, TPaMOTHO UCIIOJIb3YeT JIEKCUYECKUE U TPaMMaTHUECKHE CPEICTBA, JOMYCKask HEKOTOpOe
KOJINYECTBO HETOYHOCTEH M OTCTYIUIEHUW B TIOCIEAOBATEIbHOCTH W3JIOKEHHUS MBICIIEH,
UCTIBITHIBACT 3aTPYJHEHHUS B BBIOOpE JIEKCUYECKHUX CPEACTB Ui BBIPAXKEHHUS COOCTBEHHOIO



MHCHUS, HAJIUYUC OTACIBHBIX TI'PAMMAaTUYCCKHUX OH_II/I60K HE€ BCEACT K HCKAXCHHUIK CMBbICIIa

BbICKa3bIBaHUS. KOHTaKT ¢ mpemnojaBareieM XOPOIIHMH, JTEMOHCTPUPYET CIOCOOHOCTH CBSI3HO

BeCcTH Oecelly, MOIIEPIKUBACT €€ ¢ COOIOJICHUEM OYePEIHOCTH TIPH OOMEHE PEIUTUKAMM, TEMIT

peuYu HOPMaJIbHBIHN, HAPYIIICHUE HOPM IPOU3HOIICHUS HE 3aTPY/IHICT BOCIPUSATHS BBICKa3bIBAHHSL.
Orenka Ha 6a30BOM ypoBHE cocTaBisieT 14 — 16 6aios.

OtBer Ha OWJICT 3aCYUTHIBACTCS HA MPOJABUHYTOM YPOBHE, €CITH:

B Tecte nano 6onee 91% npaBUIBLHBIX OTBETOB.

Brimonnen yerusblii mepesoa 100% Ttexcta 63 MCKaKeHHs OOIIETO COACpKAHUS TecTa U
ero orAenbHbIX uyacTted. OTCTymieHuss OT OpuruHaiza OOYCIIOBJICHBI JIGKCHYECKHMH,
rpaMMaTHYECKUMU ¥ CTHINCTHYECKUMU HOPMAMH PYCCKOTO SI3BIKA.

B 0Oecene c sk3aMeHaTOpOM OOYyYarOUIMIICS pacKpbhIBAaeT MOJIHOCTHIO COZAEpkKaTelbHbIC
ACTMEeKThl BOMPOCA, TPAMOTHO UCIOIB3YeT JICKCMYECKHE M TpaMMaTHYCCKUE CpPEJCTBa,
MPAKTUYECKH HE JOIMYyCcKash HETOYHOCTEH B IMOCIEI0BATEIBHOCTH H3JIOXKEHHS MBICIEH, MBICIU
apryMEHTHPOBAHBI, BEICKA3bIBAaHUE JIOTHYHO, HATMYKE 1-2 TpaMMaTHYECKUX OIMMUOOK HE BEACT K
UCKQXCHUIO CMBbICJIa BbICKa3biBaHMs. KOHTaKkT ¢ mpemnojaBaTeleM XOPOUIMH, YYaCTHHK
JEMOHCTPHUPYET CIIOCOOHOCTD JIOTUYHO M CBSI3HO BECTH Oeceqy, HAauMHAeT, IPU HeOOXOIUMOCTH,
U TIOJJICP’KUBAET €€ C COOMIOICHUEM OUePEeHOCTH MPU OOMEHE peIUIMKaMH;, BOCCTaHABIUBACT
Occemy B ciydae c0osl, pedyb PUTMHYHA, NMPABUIHBHO HWHTOHUPOBAHA, TEMII PEUH JTOCTATOYHO
OerJblii, MPOM3HOIIEHUE CIIOB 32 PEIKUM UCKIIOYEHHEM KOPPEKTHO.

OrneHka Ha MPOJABMHYTOM ypoBHE cocTaBiisieT 17 — 20 6aios.



5. HIkaJjia oleHKH HA 3a4eTe

Bun nesiteibHOCTH YpoBeHb B Oasiax
HUXKE IOPOrOBOTO MTOPOTOBBIN 0a30BbIil MIPOJIBUHYTHII
OueHka HEeY/I0BJIETBOPUTEIbHO YAOBJIETBOPHUTEILHO Xopoiuo OTJIUYHO
FX F E D D+ C- C B- B B+ A- A A+
[TucepmeHHas 4acThb: 0-4 5-9 10 (11 |12 |13 14 |15 |16 |17 18 19 20

1. KonTponbHas padora.
YcTHas 4acThb:

2. TlonHBIA TUCHMEHHBIN
MEePEeBOJ] C AHTJIHICKOTO
Ha PpYCCKHM S3BIK CO
CIIOBapeM OTpBIBKA
OpUTHMHAJIBHOTO  TEKCTa
obmenpodeccuoHaIbHON
tematuku 1,0-1,5 TeICIY
MEYaTHBIX 3HAKOB.

3. VYcrHas nepenava
colepKaHUsl TEKCTa Ha
AHTJIMHACKOM SI3BIKE.

3. becena no u3yuyeHHOU
TEMAaTHKE.

0-9 10-13 14 -16 17-20

B oO0mieil oneHke Mo AMCHUIUIMHE 3K3aMEHAIMOHHbIE Oalllbl YYMTBHIBAIOTCS B COOTBETCTBMM C IpaBHJIaMH OaJUIbHO-PEHTUHTOBOW CHCTEMBI,
MIPUBEICHHBIMH B paboyeil mporpaMme JUCIUTUINHBL.



6. Bompocsl k 3a4eTy no AucHUNIMHE «THOCTPAHHBIN A3BIKY

Bonpoc 2. [INCbMEHHBII MEPEBOJ]
Bonpoc 3. YUTEHUE U IEPEJIAYA COJEPKAHUSA TEKCTA

Cnmcok TeKcToB
JJIS1 YTEHUs M NIepeBO/Ia C AHIVIMIICKOI0 HA PYCCKMIA Ha 3a4eTe MO JUCHHUIJINHE
«HOCTpaHHBIN SA3BIK», CEMECTP 2

Organizational Structure

http://www.investopedia.com/terms/o/organizational-structure.asp

Different Types of Organizational Structure
http://smallbusiness.chron.com/different-types-organizational-structure-723.html

What Is the Meaning of Organizational Structure?
http://smallbusiness.chron.com/meaning-organizational-structure-3803.html

Why Is Organizational Structure Important?
http://smallbusiness.chron.com/organizational-structure-important-3793.html

Flat Vs. Hierarchical Organizational Structure
http://smallbusiness.chron.com/flat-vs-hierarchical-organizational-structure-724.html

What Are the Advantages & Disadvantages of Hierarchical Structure?
http://smallbusiness.chron.com/advantages-disadvantages-hierarchical-structure-66002.html
Advantages & Disadvantages of Matrix Organizational Structures in Business Organizations
http://smallbusiness.chron.com/advantages-disadvantages-matrix-organizational-structures-
business-organizations-26350.html

Advantages & Disadvantages of Divisional Organizational Structure
http://smallbusiness.chron.com/advantages-disadvantages-divisional-organizational-structure-
611.html

The Role of Human Resource Management in Organizations
http://smallbusiness.chron.com/role-human-resource-management-organizations-21077.html
What Are the Functions of Human Resource Managers?
http://smallbusiness.chron.com/functions-human-resource-managers-1326.html

What Are the Five Main Functions of Global Human Resource Management?
http://smallbusiness.chron.com/five-main-functions-global-human-resource-management-
61538.html

The New Roles of the Human Resources Professional
https://www.thebalance.com/the-new-roles-of-the-human-resources-professional-1918352
20 Ways to Increase Employee Motivation Using Rewards
https://www.talkdesk.com/blog/20-ways-to-increase-employee-motivation-using-rewards

15 Effective Ways to Motivate Your Team
http://www.huffingtonpost.com/anush-kostanyan/15-effective-ways-to-moti_b_5854242.html



http://www.investopedia.com/terms/o/organizational-structure.asp
http://smallbusiness.chron.com/different-types-organizational-structure-723.html
http://smallbusiness.chron.com/meaning-organizational-structure-3803.html
http://smallbusiness.chron.com/flat-vs-hierarchical-organizational-structure-724.html
http://smallbusiness.chron.com/advantages-disadvantages-hierarchical-structure-66002.html
http://smallbusiness.chron.com/advantages-disadvantages-matrix-organizational-structures-business-organizations-26350.html
http://smallbusiness.chron.com/advantages-disadvantages-matrix-organizational-structures-business-organizations-26350.html
http://smallbusiness.chron.com/advantages-disadvantages-divisional-organizational-structure-611.html
http://smallbusiness.chron.com/advantages-disadvantages-divisional-organizational-structure-611.html
http://smallbusiness.chron.com/role-human-resource-management-organizations-21077.html
http://smallbusiness.chron.com/functions-human-resource-managers-1326.html
http://smallbusiness.chron.com/five-main-functions-global-human-resource-management-61538.html
http://smallbusiness.chron.com/five-main-functions-global-human-resource-management-61538.html
https://www.thebalance.com/the-new-roles-of-the-human-resources-professional-1918352
https://www.talkdesk.com/blog/20-ways-to-increase-employee-motivation-using-rewards
http://www.huffingtonpost.com/anush-kostanyan/15-effective-ways-to-moti_b_5854242.html

Bonpoc 4. YCTHAS NPE3EHTAIIMS M BECEJIA 11O H3YYEHHOM TEMATHUKE

1.
2.
3.
[
4.
S.
6
8

7.

10.

Cnmcok BONpocos

Define motivation and explain its importance to the organization, teams and individuals.
Explain content and process theories of motivation: Maslow, Herzberg, McGregor.
Explain how reward systems can be designed and implemented to motivate teams and

ndividuals.

Describe the role of the human resources department.

Outline the contributions of individuals and teams to organizational success.
Describe the recruitment and selection process and explain the stages in this process
Define ‘business organizations’ and explain why they are formed.

Explain the different ways in which formal organizations may be structured:
Functional;

Matrix;

Divisional: (geographical, by product, or by customer type)

Explain basic organizational structure concepts:

Separation of ownership and management

Separation of direction and management

Span of control and scalar chain

Tall and flat organizations

Explain the characteristics of the strategic, tactical and operational levels in the

organization.

11.
12.

13.
14.
15.

Explain centralization and decentralization and list their advantages and disadvantages.
Describe the roles and functions of the main departments in a business organization:
Research and development

Purchasing

Production

Direct service provision

Marketing

Administration

Explain the life cycle of an organization;

Describe Larry Greiner’s growth model

Internal and external reasons for change



denepabHOE TOCYIaPCTBEHHOE OIOIKETHOE 00pa30BaTENIbHOE YUPEKICHHE
BBICITIIETO 00pa30BaHUs
«HoBocubupckuii rocy1apcTBEHHBINH TEXHUYECKHI YHUBEPCUTET
Kadenpa nHocTpaHHBIX S3bIKOB

IMacnopT KOHTPOJILHOM PAdOTHI

1o uciuIunHe «HOCTPaHHBIH SI3BIKY, 2 CEMECTP

1. MeToauKka OLEHKH

KonrpoabHas paboTa npoBoautcs o temam «Motivationy, «Human Resourcesy, «Organizations
and their structuresy, «Managing organizations». KourponbHas paboTa BKIIOYaeT JBa 0JI0Ka 3aaHus
Ha MOHUMAaHHUE TEKCTa M JIEKCHKO-TPaMMATHUYECKHE 3aIaHus. 3a1aHusI BBITOIHIIOTCS MMCHMEHHO.

3aganus Bcex OJOKOB HAMpaBiCHbI Ha IPOBEPKY 3HAHUS HWHOCTPAHHOIO S3bIKA IS
MEKJIMYHOCTHOTO OOIMIEHHS ¢ HWHOCTPAHHBIMHM [IApPTHEPAMH, YMEHWI JIOTHYECKH BEPHO,
apryMEHTHPOBAHO U SICHO CTPOUTHh YCTHYIO M IHCBMEHHYIO peub B cdepe OOIIEKYIbTYpHOU U
podeCCHOHAIBHOM JAESATEILHOCTH Ha HHOCTPAHHOM SI3BIKE.

3agaHusi KOHTPOJIBHON pabOThl COCTABJICHBI B TECTOBOM (hOpMe M MPEANOJararoT OJAWHOYHBINA
BBIOOD, HAXOXK/ICHHE COOTBETCTBHIA.

2. Kputepum oneHku

Kaxxnoe 3amanne KOHTPOJIBHONW pabOTHI OLICHHUBAETCS B COOTBETCTBUU C MPUBEICHHBIMU HIKE
KPUTEPHUSMH.

KonTtposibHast paboTa cUMTaeTCs HEBBINOJHEHHOM, €CIM KOJMYECTBO MPABWIBHBIX OTBETOB
cocrtasisieT MeHee 50 %. Orenka cocrasisier 0 — 4 Gama.

PaGota BbITIOJIHEHA HA MOPOTOBOM YPOBHE, €CITU KOJUYECTBO MPABWIHHBIX OTBETOB COCTABIISIET
50 %, Ho menee 73 %. Ouenka cocraBiseT 5 — 6 6amios.

PaGota BrITIONIHEHA HA 6a30BOM YPOBHE, €CJIM KOJIMUECTBO MPABUIILHBIX OTBETOB COCTABJISET OT
73 % no 86 %. Ouenka cocraBiser /7 — 8 0aioB.

PabGoTta cumTaeTcsi BBIMOTHEHHOW HA MPOJABUHYTOM YPOBHE, €CIM KOJUYECTBO MPABHIHHBIX
oTBeTOB coctaBiseT 87 % u 6onee. Onenka cocraBisger 9 — 10 Oamos.

3. IIkajaa oueHku
B 00111eii onieHKe 1Mo AUCIUILTHHE 0aJUThl 32 KOHTPOJIBHYIO Pa0OTY YYUTHIBAIOTCS B COOTBETCTBUU
C TIpaBUJIaMH OAJTBHO-PEHTHHTOBOM CHCTEMBI, IPUBEACHHBIMU B paboUeii mporpaMme JTUCIUILTHHBL.

98- | 93- | 90- |87- |83 |80- |77- | 73- |70- |67- |63 |60- |50- |25 |O-
100 |97 |92 |89 |86 |82 29 76 |72 |69 66 62 |59 |49 |24

A+ | A A- |B+ |B B- |[C+ |C C- |[D+ |D D- | E FX | F

OTJIMYHO XOopouio YAOBJICTBOPUTCIIBHO HCYIOBIIL.

9-10 7-8 5-6 0-4




1. IIpumep KOHTPOJIBHOI PadOTHI

KounTtpoabsHas pa6ora
1o qucuuruiHe «MHOCTpaHHBIN S3BIK»
(nanpaBnenue noarotosku: 38.03.05 Busnec-ungopmamuka)
2 ceMecTp

FINDING AND KEEPING TOP TALENT
1
Things have changed since enterprises were labor-intensive (mining or textile manufacturing) or
capital-intensive (chemical and steel production). Today, many of the world’s major corporations in
fields like software, pharmaceuticals, music, publishing entertainment, and sports are knowledge- or
talent-intensive. In these organizations, the principal assets consist of the knowledge and special skills
of talented people rather than their tangible assets. As knowledge quickly becomes obsolete, the
companies with a competitive edge are those focused on creating new knowledge by finding,
recruiting and managing talent.
2
One recruitment process is to attract people whose exceptional talent has already been recognized
elsewhere. This can be called the ‘transplanting’ type of recruitment — like putting mature plants in
the ground to create an instant garden. While payment may play a role in convincing a talented
employee to change jobs, the reputation of the recruiting organization in its field is vital; is it at the
leading edge, does it set the pace for the industry, does the individual feel honored to have been
approached? Reputation building is therefore a key element in recruitment strategy. Top firms like
Starbucks, Intel, Cisco, Marriott, Dell and Microsoft have been focusing on employer branding for
years as research shows that the best source of quality applicants come from an organization’s existing
employees.
3
A second recruitment process involves recruiting young people straight from school or university and
helping them to develop their talents in the company. This is similar to buying plants at a ‘nursery’
and nurturing them so that they can grow. Problems with this method can include different rates of
maturity, weakness of psychometric tests in predicting creativity and entrepreneurial ability, giving
too much weight to academic qualifications, lack of diversity, or overlooking the fact that motivation
may be more powerful than just ability.
4
Somewhat less risky is the process of finding talent among existing employees. If they have been
employed for some time, a well-designed appraisal procedure can be effective in selecting promising
candidates for accelerated development.
Michael Howe (1940-2002), was Professor of Cognitive Psychology at the University of Exeter in
England and one of the world’s leading experts on the subject of talent. He pointed out the danger of
seeing talent in any field as a gift which you either have or not. ‘Some of the most widespread beliefs
about exceptional people revolve around the view that certain individuals are inherently remarkable
while the remainder of us are doomed to ordinaries’ (Howe, 1990). Howe’s views were supported by
the UK TV series Faking It in which, for example, a dancer with no previous experience of horse
riding became a successful show jumper within a few weeks.
5
When it comes to recruiting talent, an adequate rewards package is a first step. More important,
however, is whether the company can provide a working environment favorable to creativity, self-
expression and the exercise of initiative. Organizations tend to be hierarchical, bureaucratic and
conformist, yet it is just these characteristics that turn off highly creative people.
One possibility in organizations is to form small, informal teams called ‘skunk works” and allow them
to work independently so that they can remain as creative as possible. The first one was set up in an
aircraft manufacturing company to allow a small group of engineers and support staff to work



undistributed. They built their working space from discarded engine boxes with a circus tent as a roof.
Johnson, the lead engineer, was described as ‘a visionary on at least two fronts: designing aero planes
and organizing genius. He seemed to know intuitively what talented people needed to do their best
work, how to motivate them and how to make sure the product was created as quickly and cheaply as
possible.” His unit was characterized by the equal treatment of people, an absence of paperwork,
informality of dress and open debate.

This has led observers to notice that the main characteristics of a culture that nurtures talent are highly
cohesive teams, authority based on competence, recognition of all contributions, respected leadership,
freedom, autonomy, flexibility, openness, trust, and encouragement in risk-taking. In other words,
the right approach for organizations who want to retain their most talented people may not be to create
a ‘skunk works’ within the company but to make the company as much like a skunk works as possible.

1.Read the article about finding and keeping talent and decide which section the following
heading refer to.

A Talent spotting

B Recruiting and finding talent

C Keeping talent

D The ‘nursery’ approach

E Why talent is important

2.Read the statements about the article. Are the statements true (T) or False (F)?

1. In section 1 the author says that companies rely very heavily on their tangible assets today.

2. In section 2 the author feels that employer branding is very important if an organization wants to
find highly skilled people.

3. In section 3 the author says that it is always a good idea to hire people directly from school and
help them develop in the company.

4. In section 4 he warns against looking for talent among the existing employees.

5. In section 5 he suggests that making companies less formal, hierarchical and bureaucratic could
encourage creativity.

3.Find words or phrases in the article which mean the opposite of the words and phrases below.
Section 1

1 up-to-date

Section 2

2young  3unimportant 4 past

Section 3

5 different from 6 vocational 7 uniformity 8 weaker
Section 4

9 ordinary

Section 5

10 expensively 11 lose

4. Match the situations (A-F) to these sentences containing modal verbs.
1. We could discuss these problems at the staff meeting on Friday.

2. We may have to change our billing process.

3. She might not want to move to another department.

4. Could you finish the report by this evening?

5. We will probably move to Asia in the spring.

6. The new business could mean that we will need more staff members.

A Customers sometimes complain about our invoices so there is a possibility that we will need to do
something about it.



B It is very probable that your office will relocate.

C There is a possibility to deal with difficulties when everyone gets together.

D There is a possibility that we will have to recruit people in the future.

E You want to know if there is a possibility that a staff member can complete a job by a certain time.
F An employee has said that she is very happy with her job and you think she will want to stay where
she is.

5. Match the collocations about pay and benefits with their definitions.
Severance package, career opportunities, appraisal system, effort-reward balance, glass ceiling,
pay rise, fringe benefits, annual leave

1. things that you get because of your job which are not in the form of money.
2. the way in which the job performance of an employee is evaluated in terms of efficiency
and productivity by his or her manager.

an increase in the fixed amount of money you earn for doing your job.

money paid to an employee whose job the employer has had to bring to an end.

the situation in which the work which is put into something is equaled by what the employee
gets out of it.
6. a point you cannot go beyond, usually refers to improving your position at work, it is an
invisible barrier which can keep someone from achieving a higher position that he or she may be
qualified to do.
7. the amount of paid days off that an employee is allowed to have each year.
8. chances or situations which make it possible for you to do something you want to do, usually
means getting a better job or a promotion at work.

o s w



DenepanbHOE TOCYAaPCTBEHHOE OI0KETHOE 00pa30BaTEIbHOE YUPEKICHHE
BBICITIETO OOpa30BaHUs
«HoBocuOupckmii rocy1apcTBEHHBIN TEXHHYECKUI YHUBEPCUTET)»

Kadenpa nnocTpaHHBIX S3bIKOB

IHacnopr 3a4era

1o quciuIuiae «MTHOCTpaHHBIN S3BIK», 3 CEMECTP

1. Meroauka oneHKH

3auer MPOBOAMTCS B MHCbMEHHOW M YCTHOH (hopme 1o Omnieram. buner crpykrypupyercs 1o
CJIEAYIOLIEMY IIPABUILY:

Tucvmennas wacmo: sonpoc 1 u eonpoc 2.

e [lepBeIii BOMPOC — JIEKCUKO-TPaMMaTUYECKUA TeCT, C(HOPMUPOBAHHBIM HA OCHOBE HM3YYEHHOIO
Matepuala.

e Bropoii Bonpoc (MMCbMEHHBIH 1epeBo) popMupyeTcs U3 1uarna3zoHa TEKCTOB, MPEICTABICHHBIX B
CIMCKE JJISl YTEHUs, [IEPEBO/Ia U NIepeiaun COACPKAHUS Ha 3aUeTe.

Yemnas ywacme: 6onpoc 3 u eonpoc 4.

e Tperuii Bonpoc (Y4TeHUE | 1epeada Ha aHTJIMICKOM SI3bIKE COICpKaHUs TeKcTa) hopmupyercs u3
JMana3oHa TEKCTOB, IPEICTaBICHHbIX B CIMCKE ISl YTEHMs, IEepeBoja U Meperayu
COJICpP>KAaHUS HA 3a4eTe.

e UersepThlii Bompoc (yCTHAs Mpe3eHTanus U Oeceqa Mo M3ydeHHOM TeMaTuke) popMUpyeTcs U3
CIMCKA TEM, U3yYE€HHBIX B CEMECTpE.

Ilepewiit 6onpoc BKIIOYAET TNHCbMEHHOE BBIIIOJIHEHHWE TECTOBBIX 3alaHui. Bpems
BBITNIOJIHEHU 3a1aHus 45 MuHyT. @opma NPOBEPKH — TECT CAACTCS MPEMOJABATEIIO.

Bmopoii 6onpoc Bxro4aeT MOJIHBIN NMCbMEHHBIN NIEPEBOJ CO CIOBAPEM C AHIIIMNCKOIO Ha
PYCCKUH SI3BIK OPUTHMHAJIBHOIO TEKCTa obuienpodeccruoHanbHoil Tematuku odvemom 1,0-1,5
TBHICSIY MEYaTHBIX 3HAKOB. BpeMs Ha BbinmonHeHue 30 MUHYT.

Tpemuit 6onpoc BKIIOYAET yCTHYIO IIEpeady COJIEp)KaHUs TEKCTAa HA aHTJIUHCKOM SI3bIKE
o0beMoM 1,5 — 2 ThIC. mevyaTHbIX 3HaKoB. Bpems nmoaroroBku — 30 mMunyT. @opMa NpoBEpKU —
YTeHUE TEKCTa Ha MHOCTPAHHOM s3bIKE BCIYX (BBIOOPOYHO) M YCTHas Iepefada COAep KaHUs
TEKCTa Ha aHTJIMHCKOM SI3BIKE.

Yemeepmulii 6onpoc — yCTHas pe3eHTalus, oecena mo u3ydyeHHon tremaTuke. CIUCcoK TeM
naetcs 3apaHee. Bpems npeszentauuu: 2 — 3 munythl. [locne npezenTannu npoBoautcs Gecena mno
BCcel M3yuyeHHOW TemaTnke dopma ImpoBEpKH — BOIPOC MPENOAABATENS, apryMEHTHPOBAHHBIN
OTBET CTYJICHTA.

B xone 3adera npenopasaTenb BIpaBe 3a7aBaTh CTYAEHTY JONOJIHUTEIBHBIE BOIIPOCHI U3
oOrero nepeyns (1. 4).



2. ®opma dmiieTa 1J1s 3a4eTa

HOBOCHUBHMPCKHI I'OCYJAPCTBEHHBII TEXHUYECKWM YHUBEPCUTET
dakynpTeT OU3HECA

Buaer Ne
K 3a4€Ty 0 JucHUIUIMHE «IHOCTpaHHBIN S3BIK)

1. JIekcuko-rpaMMaTHYECKHI TeCT (TECT MPHUIIaraeTcs).

2.BpIMoTHATE TOJMHBI THCHMEHHBIN TIEPEBOJ JaHHOTO OTPBIBKA. TEKCT Mpuiiaraercs.
Bpewmst Ha BbimonHenue — 30 MuHyT. [Ipu BBIMOMHEHUH 3aJlaHKsI MOYKHO TIOJIB30BaThCS
ClIOBapeM.

3.[IpounTaiiTe TEKCT W TepefaiiTe ero OCHOBHOE COJIEPKAHHWE HA AHIJIMHCKOM S3bIKE.
Bpemst Ha noaroroBky — 30 munyt. [Ipu BBIOTHEHHH 3a/laHUSI MOKHO ITOJIb30BaThCSI

CIIOBapeM.
4.Packpoiite Temy (BpeMms BbICTyIUICHUS: | — 2 MUHYTHI).
YTBepxknaato: 3aB. kadenpou M E.1O. Kampiea

OTBETCTBEHHBIN 32 TUCLMILIUHY

MHara:



3. Ilpumep 3ananumii Ha 3aueTe

Bormroc 1

JIEKCUKO-TPAMMATHYECKHWN TECT

Grammar 1: Comparatives

(10

marks)

Choose the correct alternative in the following.

© 00 N O O B W N B

(10

Apple's smart mobile phones are much /much more popular than Nokia's.
Windows Vista is a lot less user-friendly / user-friendlier than Windows 7.

It is a great deal more / much more interesting to watch a film in the cinema.
These pricey tissues are slightly more effective / effectiver than the cheap ones.
The company's profit forecast is more / much better this year than last year.
This type of battery is much longer / more /cwger-lasting than that one.

The Premier league is a little hit more / bit successful than the Bundesliga.
Gold has risen in price again and is a far less / more profitable investment now.
Using diesel is a bit more efficient / efficienter than using petrol.

10 Jack was a lot more forceful / much forceful than Jeremy in the meeting.

Grammar 2: Delexical verbs

marks)

Replace the underlined words with do, have or get in the correct form and the correct

preposition if needed.

~N oo o B~ W N -

8

We're eating our evening meal at Aurelie's tonight, would you like to join us?

Faith wants to study a master's course after she's finished her job placement.

| always take a long refreshing shower after working out in the gym.

Patricia usually becomes upset and takes it personally if you criticise her.

We have to complete the documentation before the end of the financial year.

It will be better if | catch the bus, as | will have to change twice on the train.

They dislike many fast-food restaurants, because they don't provide herbal tea.

My share portfolio is performing badly because of the economic downturn. 9 He received
a written warning today, because he never arrives at work on time. 10 Stella usually arrives at
the office at 8.30, you'll be able to catch her then.

Vocabulary 1: Investment words

(5 marks)
Match the words to their definitions.

1) creditors

a) people who owe you money and classed as an asset

2) reserves

b) capital held for future use and classed as an asset

3) overdraft

¢) an itemized list of goods and property, classed as an asset

4) debtors

d) a short-term loan to cover overheads and classed as a liability

5) inventory

e) people who you owe money to and classed as a liability




Vocabulary 2: Talking about finance
(5 marks)

Match the types of payment in the box to their definitions.

direct debit cash debit card credit card bank transfer

payment for a product bought at a shop at the end of a month or over time
payment by ordering your bank to pay into another bank account
payment is taken automatically from your account at a time specified
payment using the banknotes and coins that are legal tender in a country
payment using a machine where the value is debited very soon afterwards

|
(10 marks)

Complete the sentences with the phrasal verbs in the box, using the correct tense.

a A W N B

messup tryout  figureout gowrong  come up with sitdown  switch off
giveout setup carryout

1 The production line's just stopped! Well, obviously something’s
2 | think we should the system you suggested at the last meeting.
3 Thesales team so badly last year, we lost quite a lot of money. 4 The IT

technician took some timeto  what was wrong with the server 5 At the beginning of the
presentation, Jill some hand-outs.

6 Inthe meeting we put on our blue hats and some new ideas.

7 At the end of the financial year the company will a SWOT analysis.

8  The presentation was unprepared and too long, so a lot of people

9 | and looking at this computer screen for over five hours.

10 The government is going to __ a new committee to monitor the banks

|
(10 marks)

Describe the bar chart below outlining the major trends. Write about 120 words. Snack
choices per 500 visitors to Star Leisure
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Bonpoc 2. INCEMEHHBII NEPEBOJ]

Translate the following text into Russian:
A STRATEGIC WAY TO ENTER NEW ERA OF STRATEGY

Google the term “strategy” and you get hundreds of millions of hits on the topic, not to mention
plenty of pithy quotes about how essential it is to business success.

In the words of Michael Porter, the essence of strategy is “choosing what not to do.” Porter, of
course, also argues that a sound strategy “starts with having the right goal.” These are not just nice
quotes. After all, without the right goal, an organization’s strategy is not actually strategic. And as
Peter Drucker nicely stated: “There is nothing so useless as doing efficiently that which should not
be done at all.”

Why am | going on about strategy when it is one of the most-taught aspects of business? Simple.
Most organizations have extensive management discussions on the topic. But that’s not enough
anymore.

The business world has changed and we are entering a new era for strategy. Indeed, we went from
strategic planning to strategic management and now we are transitioning from strategic
management to strategic prototyping.

And in the new era, strategy isn’t something to think about only when someone calls a gathering
of senior executives to discuss it. It needs to be on the minds of all concerned all the time. And
even that’s only a good thing if everyone across all levels of the organization shares the same view
about what strategy actually means. Unfortunately, that is not always the case.

If truth be told, too many things are being labelled strategic today. As a result, the meaning of the
term is often blurred in people’s minds, not to mention during planning meetings, escalating the
amount of time and energy wasted by organizations. As Sun Tzu noted, “strategy without tactics
is the slowest route to victory.” But confusing the two is just as bad.

The good news is, to avoid developing a non-strategic strategy, all you have to do is develop a
shared understanding.

Simply put, strategy is not about how to achieve operational excellence or enhancing the marketing
plan. It is what dictates how everything within an organization is put in motion by defining what
you want to achieve as a business, while tactics are tools deployed to achieve the objectives
identified by your strategy. In other words, strategy is about making choices and setting limits on
both the demand side and supply side of the business so your limited resources can be focused on
offering valued products or services in a clearly-targeted market.

To get the ball rolling in the right direction, think about addressing the following questions:

. What does success look like for us and how does that translate into objectives?
. What business or businesses are we in and what ones are we not in?

. What value proposition sets us apart from our competitors?

. What activities do we perform internally and what activities do we outsource

to beat our competitors, and how do we conduct these activities differently?



After these questions are answered, of course, the job is not done.

Indeed, given that the nature of strategy is becoming more and more transient every day, strategy
development is a never-ending process—one that needs to be managed and adjusted as market
conditions shift and the competition landscape changes (due to technological innovations, new
entrants, alternative products, etc.).

And keep in mind that one can’t manage a flexible, rapidly evolving strategy with traditional tools
and linear thinking. So when the solutions needed to ensure future survival can’t be sufficiently
scoped out quickly enough, managers must adopt an act-learn-adapt approach. Strategy change
also often requires finding a more appropriate alternative to the existing organization structure.

Furthermore, when it comes to strategic renewal, senior management must avoid being blindsided
by the confidence and complacency that often stems from strong performance. Indeed, as
environments become more turbulent (more terrorism, more natural disasters, more competition
from emerging market firms, etc.), competitive advantage relies more than ever before on the
ability to be faster with developing/testing/validating new ideas and bringing them to market. So
strategic renewal is directly tied to an organization’s ability to successfully integrate project
activities into its operational activities, while keeping a watch on how full or empty the project
activity pipeline is.

Finally, while management is responsible for strategy development, it is important to understand
that an organization’s managers— at least not managers alone, do not own strategy. For a strategy
to work, it must be “owned” and supported by the daily decisions and actions of all employees at
all levels across an organization.

As a result, managers and supervisors need to understand how every single one of their actions and
decisions will impact the organization’s ability to execute its strategy and they must make sure
that every member on their team understands this as well. This is also a never-ending job. After
all, when your strategy changes, understanding of it across the organization must all change or
your chances of achieving the new goals will be greatly diminished.

Following the above is not a strategy, but it is a good tactic to help you enter the new era of strategy.



Bonpoc 3. YTEHUE U IEPEJIAYA COJAEPKAHUSA TEKCTA

Read the text and explain retail price difference between Canadian and U.S. distribution
channels.

DISTRIBUTION CHANNEL COMPETITIVENESS

In the early 1990s, examinations were conducted of the major factors that explained retail price
differences between Canadian and U.S. distribution channels. The studies considered the same
products in Canada and the U.S., the underlying reasons for the differences, and provided
options for stakeholders to consider.?

The main conclusions included the following:

1. Retailers were not primarily responsible for retail shelf price differences.
Manufacturers, their Canadian subsidiaries and their distribution channel intermediaries,
excluding retailers, were more important than the retailers for improving the price competitiveness
of Canadian distribution channels. As noted below, there were a number of other causes for retail
shelf price differences that were unrelated to retailers, such as freight and tariffs.
2. The country of origin affected retail shelf prices. Distribution channels with the lowest
relative mark-up distributed products made in Canada, while those with the most mark-up
distributed products made in Asia or the United States. This was principally because of the very
existence of Canadian subsidiaries or importers, which represented a cost that the consumer
ultimately would need to pay for, a situation naturally absent for Canadian-manufactured products.
3. Manufacturers had higher margin expectations for sales in Canada.
Where manufacturing occurred offshore, in consumer electronics, for example, Canadian prices
were higher, in part because of the relatively lower strategic value manufacturers placed on the
Canadian market than on the U.S. market. Pacific Rim manufacturers of consumer electronics
typically had a strategic requirement that they succeed first in the U.S. in order to succeed globally.
Thus, they priced their products in the U.S. to reflect this strategic imperative and the competitive
intensity of that market. As a result, their U.S. prices were typically lower than those in Canada.
4. Smaller Canadian channel intermediaries impacted prices.
The average sales of Canadian wholesalers, importers and distribution channel intermediaries were
approximately half that of their U.S. counterparts. Canadian intermediaries contributed to retail
shelf price differences through their comparatively smaller scale, less efficient operations and less
bargaining power.
5. Other costs, such as tariffs and transportation, added materially to retail shelf price
differences.
While the Free Trade Agreement provided for reduced tariffs for products made in the U.S.,
discrepancies remained for products made in emerging markets, such as footwear. Transportation
costs were also lower in the U.S. than in Canada. Packaging, labelling and other compliance costs
added to product costs.
6. Opportunities remained for retailers to improve pricing.
Although not central to price differences, retailers were considered to have some potential to
improve overall distribution channel competitiveness and hence consumer pricing. The following
were among the main considerations here:

. A higher degree of concentration of retailing in Canada than in the US;

. Less intense competition between retail formats;

The rapid emergence of non-store distribution channels such as direct-to-
consumer, network marketing/multilevel marketing and catalogue shopping, where
pioneers were generally to be found in the U.S.;



. Smaller scale economies of independents and smaller Canadian chains;

. Less attention to inventory turns in their retail business models; and

. Relatively greater development of value retailing in the U.S., such as outlet

centers where the majority of tenants are manufacturers operating their own stores,

which sell firsts as well as seconds, end-of-lines, unsold or seasonal merchandise.
7. Price competitiveness differed among channels and retailers within specific sectors. The
range of mark-ups varied significantly between sectors. For example, bedding and linens had a
higher aggregate channel mark-up in Canada, as did apparel.
8. The underlying costs of doing business in Canada were higher.
9. Occupancy costs comprising property taxes, operating costs and net rent were higher in
Canada than in the U.S., in some cases up to 10 percent higher. Although Canadian retailers paid
a higher proportion of their sales for rent, their typically smaller size resulted in higher sales per
square foot than U.S. stores. Tax treatment of larger Canadian firms was generally negative
compared to their U.S, counterparts, while smaller Canadian firms had lower relative taxation
rates. Labor costs were not central to retail price competitiveness. Canadian labor costs were
generally comparable to U.S. rates for the retailing sector and typically lower than the U.S. rates
for wholesalers. Other, second-order factors impacted retail occupancy costs, such as municipal
zoning regulations for new shopping centers in Canada.
Other differences between Canada and the U.S. — such as supply management systems in Canada
— may also have had an impact on some retail shelf prices.

Considering issues such as those mentioned above, Canadian distribution channels were generally
not competitive with those of the U.S. for four main, inter-related reasons:

. Smaller scale of Canadian wholesalers and retailers compared to their U.S.
counterparts;
. Distribution channel structure, including an additional participant in Canadian

distribution channels — the subsidiary or importer — which represented an extra level
in Canada for goods made in the U.S;

. Higher prices charged by manufacturers for goods destined to be sold in
Canada;
. Factors such as occupancy costs — principally rents, and corporate taxes —

which affect the costs of doing business for retailers and other participants in the
distribution channel in Canada.

Bonpoc 4. YCTHASI IPE3EHTAILYSI U BECEJIA 11O U3YUYEHHOI TEMATHKE

What are key SCM system characteristics?



4. Kpurtepuu OLEHKH 10 BHIAM JIeSITEJIbHOCTH UISI KA2KI0T0 YPOBHSA

OTBet Ha OWJIET CUUTAETCS HEeYAOBJIETBOPUTEIbHBIM, ECITHU:

— B Tecre nano menee 50 % nmpaBUIbHBIX OTBETOB.

— YcrHblii nepeBo BoinonHeH st MeHee 50% TekcTa, B IEpeBOJE JOMYIIEHBI OMIMOKH,

BJIMSIIOIME HAa UICKQ)KEHUE OCHOBHOIO COJIEPKAHUS TEKCTA.

— IIpu nepenave cogepkaHusi TEKCTA HA aHIVINKHCKOM S3bIKE CTYIEHT HE JEMOHCTPUPYET
IOHUMaHMs oOuIel uaeu Tekcra, 0ojiee MOJOBHUHBI COMAEPKATEIbHBIX MOMEHTOB MPOITYILEHHI,
aM00 OCBEIIEHbl HENOCTAaTOYHO, HE I[I0Ka3bIBA€T YMEHMsI YCTaHABIMBaTb IPUYMHHO-
CJIEZICTBEHHBIE CBS3M B TEKCTE, HE JeJaeT BBIBOJA 10 MPOYUTAHHOMY, OOBEM BbICKa3bIBaHUS
orpanuueH (MmeHee 10 mpeqioxeHWi), IpU Nepenadye COAEPIKAHUS HCIOJIb3YET 3PUTEIbHYIO
ornopy (MaTepHajbl TEKCTA), OIYCKaeT 3HAYMTEIbHOE KOJMUECTBO (POHETHUECKUX, JIEKCHYECKUX
U IpaMMaTUYECKHX OIMIMOOK, MPENsATCTBYIOIIMX NOHMMaHHMIO peud. KOHTakT co ciymartensiMu
OTCYTCTBYET.

— B 0Gecexe ¢ 3x3aMeHaTOpPOM CTYAEHT JAEMOHCTPUPYET HEIIOHMMaHHE CYTH BOIIpOCa, HE
PAacKpBIBAET COJEPKATENIbHOW YacTH BONPOCA WM PACKPBIBAET MOBEPXHOCTHO, HCIIOJIB3YET
OTpaHUYEHHBIM BBIOOp JIEKCMYECKUX U TIpaMMaTUYECKHUX CcpeactB. [pybo Hapymaer
(doHeTHUeCKUE, JIEKCHYECKHMEe M TIpaMMaTH4YeCKUEe HOPMBI, YTO 3aTpyJHSET BOCHpPUATHE
BbICKA3bIBaHUS Ha CIOyX. TeMI peyd 3aMeIJICHHBIH, BbICKa3bIBAHUE COIPOBOXKJIAETCS
JUINTEJIbHBIMU TIay3aMH, KOHTAKT ¢ COOECeTHHUKOM OTCyTCTByeT. Ha HaBojsIiue BONpPOCHl He
OTBEYaerT.

OreHka Ha HeY/10BJIeTBOPUTEJIbLHOM ypoBHe cocTasisieT 0 — 9 6amios.

OtBet Ha OUJIET 3aCUUTHIBACTCS HA IOPOTOBOM YPOBHE, €CITH:

B tecte nano 6omnee 50%, Ho meHee 75% npaBUIIbHBIX OTBETOB.

YecrHbli nepeBo BBIONHEH 1t 6osee 75% Tekcra, 1100 B IepeBo/ie JOMYIICHbI OIUOKH,
BIIUSIONINE HA UCKAKEHUE OCHOBHOTO COJIEPKaHUS TEKCTa.

[Ipn mepemave cogep:KaHUsl TEKCTA CTYACHT JIEMOHCTPUPYET YAaCTUYHOE MOHHUMAHHE
o011el uen TeKCTa, 3aTpyIHAETCS B YCTAHOBJICHUH TPUYHMHHO-CIICJICTBEHHBIX CBSI3€H B TEKCTE,
Cpe/ACTBa JIOTUYECKOW CBSI3U MCIOJIb3YET B HEJOCTATOYHOM KOJIMYECTBE, HE JIEJAeT BBIBOJ IO
MIPOYNTAHHOMY, TIPH TIEPEIaye COACPIKAHUS UCTIONB3YET 3PUTEIIBHYIO OTOPY (MaTepualibl TEKCTA),
o0veM BbickasbiBaHus orpaHudeH (10-12 mpeanoskeHuit), UCMONB3YET OrpaHUYCHHBIH HAOOp
JIEKCUYECKUX U IPaMMaTHYECKUX CPEACTB, UMEETCS OMpeIeJICHHBIC 3aTPYAHCHUS B UX T0A00peE,
JOMYCKaeT JIeKCMYeCKWe U TpaMMaTHuecKue OIIMOKH, 3aTPYAHSIONINE TOHHUMaHUE
BBICKa3bIBaHUs. TeMIn peun 3aMeJICHHBIN, BRICKA3bIBAHUE COMTPOBOXKIACTCS May3aMu, HAPYIICHBI
HOPMBI ITPOU3HOIICHHUS, YTO 3aTPYAHSET BOCIIPUATUE PEUH.

B Oecene c sx3aMeHaTOpPOM CTYJEHT B OCHOBHOM DPACKPBIBAET COJEP)KATENbHYIO 4YacTh
BOIIPOCA, HCIIOJIB3YET OTPAHUYCHHBIM BBHIOOP JEKCUYECKMX W TPaMMAaTHYECKUX CPEJICTB,
BO3MO>KHO HapyIIEHUE JIEKCUYECKUX HOPM, BBICKA3bIBAHUE COAEPKUT 3HAUUTEIbHOE KOJIMUECTBO
rpaMMaTHYECKUX OMMUOOK, YTO MPUBOIAUT K HAPYIIEHHUIO CMBICIA OTAEITBHBIX BBICKA3BIBAHUM.
KoHTakT ¢ cobeceTHUKOM 3aTpyAHEH, Ha HABOISIIIHE BOMPOCHI OTBEYAET C TPYIOM.

OreHka Ha MOPOroBoM ypoBHe coctapiisier 10 — 13 Gaiios.

OtBer Ha OwJieT 3acYUTHIBaETCS Ha 6230BOM YPOBHE, €CIIU:

B Tecre nano 6onee 75%, Ho MeHee 91% NpaBUIBHBIX OTBETOB.

Bemonnen ycrublii nepeoa 100% Tekcra; B mepeBoje ecTb 2-3 OWMOKKH B
IrpaMMaTUYeCKUX KOHCTPYKLHMSAX, JIEKCHUYECKUX eIWHHUIAaX, (pa3ax WIM BbIPAKEHUSAX, HE
BIIMSIOLINX HA a/IeKBaTHOCTh Mepeaud OCHOBHOTO COAEPKaHUs TEKCTa.

B 0ecene c 3x3aMeHAaTOPOM CTYAEHT PaCKpbIBAET BCE INIABHBIE COJIEPIKATEIBHBIE MOMEHTHI
BOIPOCA, TPaMOTHO UCIIOJIb3YeT JIEKCUYECKUE U TPaMMaTHUECKHE CPEICTBA, JOMYCKask HEKOTOpOe
KOJINYECTBO HETOYHOCTEH M OTCTYIUIEHUW B TIOCIEAOBATEIbHOCTH W3JIOKEHHUS MBICIIEH,
UCTIBITHIBACT 3aTPYJHEHHUS B BBIOOpE JIEKCHYECKHUX CPEACTB Ul BBIPAXKEHHUS COOCTBEHHOI'O



MHCHUS, HAJIUYUC OTACIIbHBIX TI'PAMMATUUYCCKHX OIJ_II/I60K HE€ BCEACT K HCKAXCHHUIK CMbICIIa

BbICKa3bIBaHUS. KOHTaKT ¢ mpemnojaBareieM XOPOIIHMH, JTEMOHCTPUPYET CIOCOOHOCTH CBSI3HO

BeCcTH Oecely, MOIEPIKUBACT €€ ¢ COOIIOICHUEM OUYEPETHOCTH MPU OOMEHE PEIUIMKaMH, TEMIT

peuYu HOPMaJIbHBIN, HAPYIIICHUE HOPM MIPOM3HOIICHUS HE 3aTPYTHICT BOCIIPUSTHS BHICKA3bIBAHHSI.
Orenka Ha 6a30BOM ypoBHE cocTaBisieT 14 — 16 6aios.

OtBer Ha OWJICT 3aCYUTHIBACTCS HA MPOJABUHYTOM YPOBHE, €CITH:

B Tecte nano 6osnee 91% mpaBUIBHBIX OTBETOB.

Brimonnen yerusblii mepesoa 100% Ttexcta 63 MCKaKeHHs OOIIETO COACpKAHUS TecTa U
ero orAenbHbIX uyacTted. OTCTymieHuss OT OpuruHaiza OOYCIIOBJICHBI JIGKCHYECKHMH,
rpaMMaTHYECKUMU ¥ CTHINCTHYECKUMU HOPMAMH PYCCKOTO SI3BIKA.

B 0Oecene c skx3aMeHaTOpOM OOYYalOUIMIICS PAaCKpPBIBACT MOJHOCTHIO COJEpKATelbHbIE
ACTMEeKThl BOMPOCA, TPAMOTHO UCIOIB3YeT JICKCMYECKHE M TpaMMaTHYCCKUE CpPEJCTBa,
MPAKTUYECKH HE JOIMYyCcKash HETOYHOCTEH B IMOCIEI0BATEIBHOCTH H3JIOXKEHHS MBICIEH, MBICIU
apryMEHTHPOBAHBI, BEICKA3bIBAaHUE JIOTHYHO, HATMYKE -2 TpaMMaTHYECKUX OIMHUOOK HE BEACT K
UCKQXEHUIO CMBbIC/Ia BbICKa3biBaHMs. KOHTaKkT ¢ mpemnojaBareieM XOpPOIIWi, YYaCTHHK
JEMOHCTPHUPYET CIIOCOOHOCTD JIOTUYHO M CBSI3HO BECTH Oeceqy, HAauMHAeT, IPU HeOOXOIUMOCTH,
U TIOJJICPKUBACT €€ C COOMI0JICHUEM OUYePEeTHOCTU MPU OOMEHE PEeIUIMKaMH; BOCCTAHABIMBAET
Occemy B ciydae c0osl, pedb PUTMHYHA, MPABMJIBHO MHTOHHPOBAHA, TEMIT PEYU JOCTATOYHO
OerJblii, MPOM3HOIIEHUE CIIOB 32 PEIKUM UCKIIOYEHHEM KOPPEKTHO.

OrneHka Ha MPOJABMHYTOM ypoBHE cocTaBiisieT 17 — 20 6aios.



5. HIkaJjia oleHKH HA 3a4eTe

Buj nesiteibHOCTH YpoBeHb B Oasiax
HIKE TIOPOTOBOTO MTOPOTOBBIN 0a30BbIi MIPOJIBUHYTHIH
OHCHKa Hey,Z[OB.HeTBopI/lTeJIbHO yIlOBJIGTBOpHTeJIBHO Xopoumo OTJINYHO
FX F E D D+ C- C B- B B+ A- A A+
[TucepmeHHas 4acThb: 0-4 5-9 10 11 (12 |13 14 |15 |16 17 18 (19 |20

1. KonTponbHas padora.
YcTHas 4acThb:

2. TlonHBIA MUCEMEHHBIN
MEepeBO]] C AHIJIMICKOTO
Ha pYCCKHM S3BIK CO
CIIOBapeM OTpBIBKA
OpUTHMHAJIBHOTO  TEKCTa
obmenpodeccuoHaIbHON
tematuku 1,0-1,5 TeICSY
MEYaTHBIX 3HAKOB.

3. VYcrHas mnepenaua
colepKaHUsl TEKCTa Ha
AHTJIMHACKOM SI3BIKE.

3. becena nmo nu3y4eHHOU
TEMAaTHKE.

0-9 10-13 14 -16 17-20

B oO0mieil oneHke Mo AMCHUIUIMHE 3K3aMEHAIMOHHbIE Oalllbl YYMTBHIBAIOTCS B COOTBETCTBMM C IpaBHJIaMH OaJUIbHO-PEHTUHTOBOW CHCTEMBI,
MIPUBEJICHHBIMH B paboyeil mporpaMme JUCIUIUINHEI.



6. Bompocsl k 3a4eTy no AucHUNIMHE «THOCTPAHHBIN A3BIKY

Bonpoc 2. [INCbMEHHBIN MEPEBOJ]

Bomnpoc 3. UTEHUE M MEPEJAYA COJAEPKAHUS TEKCTA

Cnmcok TeKCToB
JJISl YTEHUS M NePeBo/a C AHTJIMICKOro Ha PYCCKUI SI3bIK

OPUTHHAJ/IILHOTI'0 TEKCTA oﬁmenpocbeccnonaﬂbnoﬁ TEMATHKHU HA 3a49€TC 0 JUCHUIIJINHE

«HOCTpaHHBIN A3BIK»

Bompoc 4. YCTHAS TIPE3EHTAIASA Y BECEJIA IO U3YUYEHHOM TEMATHUKE

Cnucoxk Bonpocos

What are key SCM system characteristics?

Speak about SCM best practices.

Explain TWO benefits and TWO problems for a company of adopting “lean production
and supply” as an approach to managing its supply chains.

Discuss the potential benefits and problems with the use of outsourcing as a part of a supply
chain strategy.

How can a company make more sustainable products?

Give an example of SCM and the people involved in it.

What are the functions of a supply chain?

Explain the importance of information flows in a supply chain.

What is the main purpose of the supply chain?

. What is primary, secondary and tertiary sector?

. What are the main ideas of Kaizen?

. Speak about Kaizen best practices.

. Why some of the Kaizen ideas are found difficult to follow?
. What is TQM?



DenepanbHOE TOCY1apCTBEHHOE OI0IKETHOE 00pa30BaTEIbHOE YUPEXKICHUE
BBICITIIETO 00pa30BaHUs
«HoBocubupckuii rocy1apcTBEHHBI TEXHUYECKHI YHUBEPCUTET
Kadenpa nnocTpaHHbIX S3bIKOB

IMacnopT KOHTPOJILHOM PAdOTHI

1o uciuIUTMHE «HOCTPAHHBIH SI3BIK», 3 CEMECTP

1. MeToauka OEeHKH

KonrponsHass pabora mpoBoautcst mo Ttemam «Supply Chain Managementy, «Quality
management», «Marketing strategy», «Customer Relationship Managementy. KontponbHas
pa60Ta BKJIIOYACT [ABa O70Ka: 3alaHuA Ha IMOHMMAaHHUE TCKCTAa U JICKCHKO-IPAaMMATUYCCKHC
3aJaHHus. 3a,Z[aHI/I$I BBITIOJIHAOTCA IIMCBMCHHO.

3amaHusi Bcex OJIOKOB HampaBieHbl Ha IPOBEPKY 3HAHUS HHOCTPAHHOTO SI3bIKa JJIs
MECKIIMYHOCTHOI'O 06H16HI/I${ C HHOCTPAHHBIMH IIapTHCpPAMU, YMeHI/Iﬁ JIOTUYCCKHU BCPHO,
apryMEHTHPOBAHO M SICHO CTPOUTH YCTHYIO M NMHCHMEHHYIO peub B chepe OOmEeKyIbTypHOH U
HpO(l)eCCHOHaHbHOfI ACATCIIbHOCTH Ha MHOCTPAHHOM A3BIKC.

3anaHus KOHTPOJIBHON paObOTHI COCTABIICHBI B TECTOBOM ()OPME U MPEATIONATAI0T OJMHOYHBIN
BLI60p, HaXO0XICHUC COOTBETCTBUI.

2. Kpurtepum oneHku

Kaxnoe 3aganre KOHTPOJIILHOW paOOThI OLICHUBAETCSI B COOTBETCTBUM C MPUBEICHHBIMU HUXKE
KPUTCPUSIMH.

KonTponbHast paboTa cuuTacTCs HEBBIMOJHEHHOM, €CIIM KOJMYECTBO MPABMIIBHBIX OTBETOB
cocrasisgeT meHee 50 %. Onenka cocrapnser 0 — 4 6ana.

PabGora BeITONHEHA Ha MOPOTOBOM YPOBHE, €CIIM KOJHYECTBO TIPABHIBHBIX OTBETOB
cocrasigeT 50 %, Ho menee 73 %. OneHka cocTaBisgeT 5 — 6 6amIoB.

Pabora BeImonHeHa Ha 6230BOM YPOBHE, €CJIM KOJTUYECTBO MPABUIBHBIX OTBETOB COCTABIISET
oT 73 % 1o 86 %. Ouenka coctaBisieT / — 8 O0aIoB.

Pabota cuuTaercs BHIOJHEHHONH HA MPOABUHYTOM YPOBHE, €CJIHM KOJIMUYECTBO MPABHIBHBIX
oTBeTOB cocTaBiigeT 87 % u 6onee. Onenka cocrasiger 9 — 10 6amios.

3. kajaa oueHKH

B o61eit orieHke 1o JUCHUIUIMHE Oaliibl 32 KOHTPOJIBHYIO Pa0OTy YUUTBIBAIOTCS B COOTBETCTBUU
C TMpaBWwilaMHM OaJlJIbHO-PEUTHHIOBOM CHCTEMbI, MPHUBEACHHBIMU B pabodeil mporpamme
JUCLUTIIIUHBI.

98- |93- |90- |87- |83 |80- |77- |73- |70- |67- |63 |60- |50- |25 |O-
100 |97 |92 |89 |86 |82 79 7% |72 |69 66 62 |59 (49 |24

A+ | A A- |B+ |B B- |C+ |C C- |D+ |D D- |E FX | F

OTJIMYHO XOopomio YAOBJICTBOPUTCIIHEHO HCYIOBIJI.

9-10 7-8 5-6 0-4




4. Ilpumep KOHTPOJIbHON PadoThI

KounTtpoabsHas padora
1o qucuuiuiHe «MHOCTpaHHBIN S3BIK»
(nanpaBnenue noarotosku: 38.03.05 Busnec-ungopmamuka)
3 cemecTp

READING

THE SuPPLY CHAIN

Supplies have always been a major concern of manufacturers. Under the traditional warehouse
mentality, security of supply was the priority. The supply chain as a business idea needing
specialist management developed in the 1990s at about the same time that the word ‘transport’
was replaced by ‘logistics’. Robotized warehouses enabled suppliers to connect their information
systems into those of their customers, creating a truly integrated supply chain for the first time.

If warehousing was being reorganized, so were the supplies and suppliers. The speed of
technological change meant that there was no longer security in having supplies in house. As
computers began to halve in price and double in power every two years, components on the shelves
were no longer a safety net but a liability.

A jolt from Japan also impacted on the supply chain. Western business people visiting Japan
discovered not only Total Quality and Continuous Improvement, but also the interlocking
relationships between Japanese companies and suppliers. These partnerships were quite natural,
and as car manufacturers began to see supplies being kept for eventual use as a waste of resources,
the idea of just-in-time was born.

In the 1980s, cost pressures forced manufacturers to re-examine their supply-chain. They
eliminated hundreds of suppliers, promising those remaining a more secure relationship. They
devised a theoretically attractive new relationship — long-term contracts, close supervision of the
supplier’s production line, system integration, and cooperation to improve the product and process.
In theory this was an advance in industrial cooperation: many managers say they gained enormous
advantage by learning intimately what their key customers wanted.

The relationships became close, perhaps dangerously so. Key clients would often know the
profitability of what they were buying. When the large companies hit trouble, they made
mandatory price cuts on a year’s worth of components already supplied.

In the early 2000s the supply chain began to reverse. Every year Dell buys millions of dollars
worth of components, which are the heart of its machines, from Intel. Dell has become a supplier
of customers to Intel. With ‘Intel Inside’ advertising, Intel became a global brand as the ‘supplier’
became the guarantor for lesser-known assemblers and retailers.

At one point in the late 1990s much of Business to Business buying was done over the Internet.
But after the dot.com bubble burst this became too expensive and companies began to use trusted
suppliers again. Since then, the supply chain has been emerging as a point of differentiation for
companies which had been relying on their own brands. Consumers will require increasingly more
information about the products and where they come from. In other words, the supply chain is
moving from hidden producer to guarantor of good practice, a radical break with tradition.
Advertisers’ claims will be challenged by the consumer activists. A transparent and publicized
supply chain will be expected.

The supply chain is changing. It is emerging from anonymity to becoming a significant part of
what is perceived to lie behind the branded good and service. Educated users will require
transparency, information and integrity from the goods and services they buy. And when
customers get even pickier, the supply chain will have to evolve again.



1. Which of these summaries best describes the information in the text?

A It can be dangerous for suppliers when they form very close relationships with their customers
as they will also suffer when their customers’ businesses have problems.

B Today, suppliers have to be very flexible and make sure their logistical capabilities can match
those of the businesses they supply with goods and components.

C Supply chain management has gone through major changes over the last 30 years or so and will
most likely continue to adapt to new business environments.

2. Choose the correct word in the sentence to express the opinion of the writer.

1. Warehouses using robots let suppliers coordinate their systems with / separate themselves from
their customers.

2. As computers became more powerful and less expensive it became an advantage / a
disadvantage to keep a lot of goods in the warehouse.

3. The idea of just-in-time supplies came from manufacturers working together with companies
they bought goods from / sold to.

4. In the 1980s manufacturers had to look at the supply chain again because of rising / falling
prices.

5. When companies got into trouble they paid less for goods they had not yet / already received.
6. Because Dell advertised that the components in their computers were made by Intel, Intel
became known as the supplier who ensured / supplier who advertised good quality for lesser-
known computers.

7. Customers today want more information about products and where they are produced / when
they are produced.

8. Suppliers are becoming less open / more open about the supply chain.

9. When customers become more selective / less selective when looking for goods to buy, the
supply chain will have to change again.

3. Match some of the words and phrases in italics in exercise 2 to these words from the text.

1 guarantor 4 pickier
2 cost pressures 5 transparent
3 origins 6 suppliers

4. Find words or phrases in the text which match these definitions.

. The most important factor (paragraph 1)

. Parts used for manufacturing (paragraph 2)

. Had an effect or influence on (paragraph 3)

. Got rid of / stopped using (paragraph 4 )

. had problems (paragraph 5)

. Main or essential part (paragraph 6)

. Total change from (paragraph 7)

. Being unknown (paragraph 8)

. Change. Grow or develop gradually (paragraph 8)
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PROGRESS TEST

5. Complete the definitions with the words in the box.

| Create, direct, delegate, coordinate, collaborate, innovate

: to give a job to somebody else so that they do it for you.
: to introduce changes and new ideas to something that already exists.
: to work with somebody else on a special project.
: to make different groups or departments work together as a whole.
: to be in charge or control.
: to make something new.

oouhkwdE

6. Complete the text with the past simple or present perfect form of the verbs in the box.

| know, focus on, grow, become, be, evolve |

When 1 first joined the company we 1 very small. The engineers concentrated mostly on

developing products and the managers 2 finding markets for them. Now we are a large

multinational company with offices all over the world. In the past five years we 3

enormously and many of the people | 4 at the beginning are no longer working for us. My

job is challenging as | 5 one of the leaders of the company. I miss working on the

development of products, but it is exciting to lead an innovative company and to see how we 6
into the organisation we are today.

7. Match these sentence halves together.

1. An e-tailer sells

2. The wholesaler buys large numbers of our

3. There are different areas along the supply chain which incur
4. \We have one department which is responsible for
5. Supply chains are connected through a two-way
6. End users both buy

A products and sells them to shops.

B handling and processing orders.

C and use the product.

D flow of materials.

E products over the Internet.

F costs.

8. Complete the sentences using the words and phrases in the box. You may have to change
the form of the verb.

| Involve, come up with, implement, result in, provide |

We will you with all the necessary documents when we deliver the order.

The new system of booking orders will be next year, so just use the old system now.
We need to a solution to the problem of the machines overheating.

We think that it is very important to the workers in the decision-making process so
that everybody has a chance to give their opinion.

5. The new system has the company being able to make savings of five prcent.

AN



9. Match the marketing terminology below to the correct definitions.

| Controllable variables, USP, premium pricing strategy, target market, the end user
1. : An exclusive feature of the product that no competitor product has.

: The consumer who uses the product.

: The group of consumers the company wants to sell its products to.

: A strategy where the company sells its product at a high price.

: Factors which are under the control of the company.

2
3.
4.
5

10. Complete the dialogue with the present perfect simple or progressive form of the verb in

the box.
| Sit, have, tell, finish, prepare, work, take |
Al (Brian) the report yet?
B: No, but | know that he 2 on it since this morning.
A: OK. It’s true that he 3 (not) much time to do it because he only took it last week.
B: Right. And in addition to the report, we 4 (all) the new marketing campaign and you
know how much work goes into that.
A: Yes, | know. I 5 (also) in meetings about the campaign since early this morning. This is
the first time 1 6 a break for some coffee. But | need it by tomorrow at the latest.
B: 17 (already) Brian that he does not need to help us out with the rest of the work until the

report is finished because | know how important it is.



DenepanbHOE TOCYIapCTBEHHOE OI0PKETHOE 00pa3oBaTeIbHOE
YUpeKJIeHHE
BhICIIIET0 00pa3oBaHus
«HoBocuOUpCKHii rOCy1apCTBEHHBIN TEXHUYECKUH YHUBEPCUTETY

Kadenpa nHOCTpaHHBIX S3BIKOB

ITacnopr 3x3aMeHa
1o aucuuiinie « M HocTpaHHBbIN S3bIK», 4 cemMecTp

1. Meroauka OLEHKHA
DK3aMeH MPOBOAUTCS B MMCBMEHHOM U yCTHOU (hopMme 1o Ouieram. buser ctpykrypupyercs
I10 CJICAYIOIIEMY IIPABUILY:
THucvmennas wacmo: 6onpoc 1 u eonpoc 2.

e [lepBblii  Bompoc  (NMUCBMEHHBIA  TepeBon)  (opMmupyercs W3 — JAWana3oHa  TEKCTOB
o01renpodeccuoHaIbHON TeMaTHKH, MPEICTAaBICHHBIX B CIUCKE JJIsI YTEHHUs, NepeBoja U
IIepesiauy CoJep KaHusl Ha 3a4eTe.

¢ Bropoii Bonpoc (cocTtaBieHue AENOBOro mucbMa) (OpMHUPYETCSl Ha OCHOBE IEPEYHs] TUIIOBBIX
KOMMYHUKATHBHBIX CUTYallUi, U3yUYEHHBIX B paMKax Kypca.

Yemuas ywacme: 6onpoc 3 u sonpoc 4.

e Tpetuii Bonpoc (UTEHUE TEKCTa, U3JI0KEHNE 1 KOMMEHTUPOBAHKE €0 COIEPKaHNE HA UHOCTPAaHHOM
s3bIke) (opmupyeTcs U3 Mana3oHa TEKCTOB  OOIIENPO(EeCCHOHATBHOW —TEMaTHKH,
HPE/ICTABJICHHBIX B CIIHCKE [UTsl YTCHUS, TIEPEBOIA U TIepe/iaur COJICPIKaHHsI Ha 3a4eTe. )

e UeTBepThlil BOIPOC (IOArOTOBIEHHOE BBICTYIJIEHHE 110 OIHOM M3 N3Yy4YEHHBIX B paMKax Kypca TeM ¢
ucnoss3oBaHueM cpeactB Power Point) ¢popmupyercst u3 crvicka TeM, U3y4EHHBIX B paMKax
Kypca. [IpumepHbIi CIUCOK TeM Aaercs 3apaHee. KOHKpeTHyr0 TeMy Mpe3eHTaluu CTYACHT
BBIOMpAET 110 KEJaHUIO U COIJIacOBBIBAeT C IpernojasateneM. [locie BhICTyIIEHNS BEAETCs
Oecema 1o Bcei M3ydyeHHOW Temaruke @Dopma MPOBEPKHM — BOIMPOC MPENoaBaTes,
apryMEHTUPOBAHHBIN OTBET CTY/IEHTA.

Conep:xanue 3K3aMeHa

Ilepebiit 6onpoc BKIIOYAET NOJHBIA MMCHMEHHBIN MEPEBOJ] CO CIIOBAPEM C AHIJIMHCKOIO Ha
PYCCKHIA SI3BIK OPUTHHAIBLHOTO TEKCTa OOMIETIPOPECCHOHATBHOW TeMAaTHKH 00heMOM 2,0 TBICSYU
NIeYaTHBIX 3HaKOB. Bpems Ha BeinosHeHne 60 MUHYT.

Bmopoit eonpoc: obyuaromuiics moiydaeT KapTOUKy C OIMHMCAaHUEM KOMMYHHUKAaTHBHOMN
CUTyallUl, B COOTBETCTBUM C KOTOPOM OH COCTaBIISI€T JI€JIOBOE IHChMO YCIIOBHOMY aJipecary.
[lepeueHp THUIIOBBIX CHUTyallMi J1aeTCsl 3apaHee; KOHKpEeTHas CUTYyalusi — Ha 3k3aMeHe. Bpems Ha
MOJITOTOBKY — 15 MuHYT; dhopma MpoOBEpKH — paboTa claeTcs mpenoaaBatesnto. B xome BeIMOIHEHUS
3a7aHusl  OOyYaloLIMICS MOMKET TI0JIb30BaThCA CHPABOYHUKAMU IO COCTaBICHHMIO JIEJIOBOM
KOPPECIIOHICHILIMH U CIIOBAPSIMHU.

Tpemuit éonpoc BKITIOUAET YCTHYIO MEpefady COJIEpXaHUS TEKCTa Ha aHTJIMHCKOM SI3bIKE
o0beMoM 1,5 — 2 Teic. meyaTHbIX 3HaKOB. Bpemsi Ha moarorosky — 30 muHyT. PopMa MpoBEpKU —
yCTHas Tiepejiaya CoiepykaHus TeKCTa Ha MHOCTPAHHOM SI3bIKE, KOMMEHTHPOBAHUE TEKCTa, OTBETHI HA
JIONIOJTHUTENBHBIE BOIIPOCHI 110 COAECPIKAHUIO TEKCTa



Yemeepmulii 6onpoc — yCTHas Mpe3eHTalsl, Oecena no u3ydeHHou remaruke. CIMCOK TeM
naercs 3apanee. Bpemst npesenrarmu: 7 — 10 munyt. [Tocne npe3enTarmy mpoBoauTcst Oeceria mo Beei
u3ydyeHHOU TemaTtuke dopMa IMPOBEPKH: 3aCIyIIMBAHUE BBICTYIUICHUS! O0YYarOILIErocs, OTBETHl Ha
BoIpockl. [1py olieHKe BBICTYIIEHHSs 00YYarOIIErocs: UCIOb3YeTCs OLIEHOUHbIH uCT (11.4).

2. dopMa 3K3aMeHAlMOHHOT0 O1JIeTa

HOBOCHBHMPCKHI I'OCYJAPCTBEHHBII TEXHUYECKWII YHUBEPCUTET
dakynbTeT OU3HECA

Bbuaer Ne
K 3K3aMEHY 110 AUCIUIUTHHE «VIHOCTpaHHBIN S3BIK

BeinonHuTe MoNHBIA MMCEMEHHBINA NIEPEBO] HA PYCCKUI S3bIK JAHHOTO TEKCTA (TEKCT
npuiaraercs). Bpems Ha BbinosiHeHue — 60 MUHYT.

O3HaKOMbTECh C JAHHOM KOMMYHMKaTHMBHOW CUTyallM€dl M COCTaBbTE JEIIOBOE
IIMCbMO B COOTBETCTBUH C 3aAaHueM. OnucaHue cuTyaluuu npuiaraercsa. Bpems Ha
MOJTOTOBKY — 15 MUHYT.

[IpounTaiiTe TEKCT U W3JI0KUTE €ro COAEPKAHME HAa HHOCTPAHHOM SI3BIKE.
Cdhopmynupyiite Bamm kKOMMEHTapuu W MHEHME O MpOYUTaHHOM. Bpems Ha
MOAroTOBKY — 30 MUHYT.

4.Power Point nmpe3enTanus Ha BIOpaHHY0 Bamu Temy.

VYr1Bepxkaato: 3aB. kadenpoit U E.1O. KamsimeBa
OTBeTCTBEHHBIN 32 JUCIUILTUHY

Jara:




3. IIpumep NMCbMEHHOI0 M YCTHOIO 33/IaHUS HA JK3aMeHe

Bonpoc 1. TTpumep TexcToB 001IenpodeccHoHaATLHON TEMaTHKH

JUIS BBIIOJIHEHUS] TIOJIHOT'O IIUCBbMEHHOT'0 IIEPEBOJA
THE SUPPLY CHAIN

Supplies have always been a major concern of manufacturers. Under the traditional warehouse
mentality, security of supply was the priority. The supply chain as a business idea needing
specialist management, developed in the 1990s at about the same time that the word 'transport’
was replaced by 'logistics’. Robotized warehouses enabled suppliers to connect their information
systems into those of their customers, creating a truly integrated supply chain for the first time.

If warehousing was being reorganized, so were the supplies and suppliers. The speed of
technological change meant that there was no longer security in having supplies in house. As
computers began to halve in price and double in power every two years, components on the shelves
were no longer a safety net but a liability.

A jolt from Japan also impacted on the supply chain. Western business people visiting Japan
discovered not only Total Quality and Continuous Improvement, but also the interlocking
relationships between Japanese companies and suppliers. These partnerships were quite natural,
and as car manufacturers began to see supplies being kept for eventual use as a waste of resources,
the idea of just-in-time was born.

In the 1980s, cost pressures forced manufacturers to re-examine their supply chain. They
eliminated hundreds of suppliers, promising those remaining a more secure relationship. They
devised a theoretically attractive new relationship - long-term contracts, close supervision of the
supplier's production line, systems integration, and cooperation to improve the product and
process. In theory this was an advance in industrial cooperation: many managers say they gained
enormous advantage by learning intimately what their key customers wanted.

The relationships became close, perhaps dangerously so. Key clients would often know the
profitability of what they were buying. When the large companies hit trouble, they made
mandatory price cuts on a years' worth of components already supplied.

In the early 2000s the supply chain began to reverse. Every year Dell buys millions of dollars
worth of components, which are the heart of its machines, from Intel. Dell has become a supplier
of customers to Intel. With ‘Intel Inside8' advertising,

Intel became a global brand as the 'supplier' became the guarantor for lesser-known computer
assemblers and retailers.

At one point in the late 1990s much of Business to Business buying was done over the Internet.
But after the dot.com bubble burst this became too expensive and companies began to use trusted
suppliers again. Since then, the supply chain has been emerging as a point of differentiation for
companies which had been relying on their own brands. Consumers will require increasingly more
information about the products and where they come from. In other words, the supply chain is
moving from hidden producer to guarantor of good practice, a radical break with tradition.
Advertisers' claims will be challenged by the consumer activists. A transparent and publicised
supply chain will be expected.

The supply chain is changing. It is emerging from anonymity to becoming a significant part of
what is perceived to lie behind the branded good or service. Educated users will require
transparency, information and integrity from the goods and services they buy. And when
customers get even pickier, the supply chain will have to evolve again



Bonpoc 2. [lpumep 3ananus 7151 COCTABICHUS IEJIOBOTO MUChMa

WRITING

1You are planning to go on a business trip. Write the details below. The situation can be imaginary,
or you can make it similar to your real-life job. Where are you going?

How long are you going to stay?
Why are you going?

What is your itinerary (the places you will visit)?

Who will you meet?

How well do you know them? Have you written / spoken to / met them before?

2 Write two e-mails, on separate sheets of paper, using the situation you created in 1. If possible,
use real people’s names and a realistic content. The maximum length for each e-mail is 100 words.

e-mail 1: Write to the person you are going to meet. What do you need to tell them? Perhaps you
need to let them know what you want to discuss. Do you want them to arrange anything for you?

e-mail 2: Write an e-mail to all your colleagues. Tell them about your plans and ask them if they
want you to take / do / find out / bring back anything.

Bonpoc 3. ITpumep Tekcta obuienpodecCHOoHaTbHON TEMaTHKU

JJIA YTCHUSA 1 KOMMCHTUPOBAHHOI'O U3JIOKCHUA

THE URBAN ALLIANCE

Mission statement

Urban Alliance empowers under-resourced youth to aspire, work and succeed through paid
internships, formal training, and mentorship.

History of the Urban Alliance

The US capital city, Washington, D.C. has long had problems with employment of young people.
In 2010 only 33 percent of Washington's youth were able to find ho viable employment according
to the US Bureau for Labor Statistics. The Kids Count Data Book, published by The Annie E.
Casey Foundation, a charity for disadvantaged children in the USA, places the number even lower,
at 17 percent. In general, youth employment is at a 50-year 15 low throughout the USA and the
situation is especially difficult for minorities. Adding to the problem is the fact that only 43 percent
of Washington's young people graduate from high school and the city's public schools™ have the



fourth highest dropout rate in the nation. Poverty rates 20 are extremely high and more than half
the young people in Washington live in households earning below the living standard.

For these reasons, the Urban Alliance Foundation, a nonprofit organization, was founded in 1996
by Andrew Plepler, an attorney for the US Department of Justice, after visiting a local high school.
Andrew asked the students what they needed to succeed, and one honest young man replied, 'l
need a real job." Andrew found an internship for that student and five of his friends - and created
the Urban Alliance. Since then, the Urban Alliance has employed more than 1,100 youth and
partnered with more than 100 local businesses. With a unique blend of real-life experience and
formal instruction, they continue to help students across Washington work, aspire, and succeed. 3

How the Urban Alliance works

Urban Alliance is the only year-long employment program for under-resourced high school
students aged 17 to 18 in Washington, D.C. and Baltimore, Maryland. Their goal is to give youth
access to professional growth and experiences.

The program prepares students for a life of work and self- sufficiency through paid internships,
formal training, and mentorship. Urban Alliance interns are selected after a rigorous application
process. During the school year, each Urban Alliance intern works part time with a job partner
45 in the public or private sector. On Fridays, they attend life skills and job readiness workshops
on topics such as conflict resolution, interview skills, professional writing, and work etiquette.
During the summer vacation following their senior year, Urban Alliance interns work full time
Monday 50 through Thursday and attend financial literacy workshops on Fridays. Urban Alliance
interns are paid for their work and can earn over $6,000 during their senior year.

By the time students have finished the program, they will have increased their proficiency in
professional work skills and gained long-term professional work experience. They will also have
graduated from high school and solidified a post-secondary plan to either attend college or a job
training program. The Alumni Services provide support for Urban Alliance interns beyond their
internship experience. Some of the possibilities for them include paid summer internships their
first year out of high school, resume and cover letter review, financial aid and collage transfer
assistance, job search and placement help and networking with other Urban Alliance alumni.

What the alumni say about the program:

“I believe in Urban Alliance because it builds character, personality, and a sense of self that is
paramount in order to succeed in today’s world”.

Nicole Hawkins, Intern at the Federal National Mortgage Association - and still employed there
today.

“I believe in Urban Alliance because it has helped me become successful in the real world. Being
part of Urban Alliance has changed my life and made me who | am today: an honest, respectful,
responsible professional. And | believe in networking and gaining experience, which Urban
Alliance has done for my peers and me”.

SamuelEboweme, Intern at Morgan Stanley, currently attends Virginia State University



Bonpoc 4. Kputepun olleHKH YCTHOTO BBICTYIIICHUS (TIPE3CHTAITHH)

Feedback form

Presenter
Title of the presentation
Date

Criteria Rating Comments
Overall impression, purpose achievement 54321
Attention-getting opener 54321
Outline 54321
Structure, organization, transitions 54321
Examples, explanations 54321
Visual aids 54321
Summary 54321
Concluding remarks 54321
Eye contact 54321
Gestures 54321
Volume of voice 54321
Pace 54321
Enthusiasm 54321
Interaction with the audience 54321
Q&A 54321
Time 54321
Other aspects (specify) 54321
Rating key

I= poor 2=fair 3=acceptable 4= good 5= excellent




4. Kpurtepuu OLEHKH 10 BHIAM JIeSITEJIbHOCTH UISI KA2KI0T0 YPOBHSA

OTBeT Ha SK3aMEHAIIOHHBIN OUJIET CYMTAETCS HEY10BJIEeTBOPHUTEIbHBIM, €CIIH:

Ilucomennwlit nepegod BuiNoNHEH A1 MeHee 50% TekcTa, B IepeBo/Ie JOMYLIEHbI OLTNOKH,
HCKa)Kalolle OCHOBHOE COJIEP>KaHUE TEKCTa.

/Jlenoeoe nucemo He COOTBETCTBYET KOMMYHHKATHBHOW 3aqade, TEKCT JIOTHYECKH HE
CTPYKTYpPUPOBAaH, HE COOIOACHBI )KAHPOBBIE U CTUIIMCTUYECKHE HOPMBI; JIOMYIICHBI IEKCUYECKUE
U TPaMMaTHYECKHE OIHUOKHU, CYIIECTBEHHO MCKAKAFOIINE CMBICT TEKCTA.

[Ipu nepeoaue cooeprcanua mexkcma Ha aHTIMICKOM SI3bIKE CTYJEHT HE IEMOHCTPUPYET
MOHWMAaHUS OOIIEH HIIen TeKCTa, 0oJiee TMOJOBHHBI COACPKATEIbHBIX MOMEHTOB MPOMYIICHBI,
anb0 OCBEIIEHbl HEJOCTATOYHO, HE I[IOKa3bIBaeT YMEHHs yCTaHABIMBaTh MPUYHUHHO-
CJICJICTBEHHBIC CBSI3M B TEKCTE, HE JCNAeT BBIBOJA IO MPOYHTAHHOMY, OOBEM BBICKA3BIBAHUS
orpannueH (meHee 10 mpenIoxeHHi), mpHU Iepenade COACPKAHHS HCIONb3YeT 3PUTEIbHYIO
oropy (MaTepuaibl TEKCTa), JOMYCKAET 3HAYUTEILHOE KOJMYECTBO JOHETUICCKUX, TCKCUICCKIX
U TpaMMaTHYeCKUX OMIMOOK, MPENSATCTBYIOIIUX TOHMMaHuio pedyd. KoMMyHHUKaTHBHOE
B3aMMOJICHCTBHE C DK3aMEHATOPOM OTCYTCTBYET. Ha HaBoasIIIIE BOPOCH HE OTBEYACT.

CogepxaHne mnpezenmayuu HE COOTBETCTBYEeT 3asBICHHON Teme. Tema packpbiTa
noBepxHOCTHO. CTYNEHT HE BIAQJCET MATEPUAIIOM, TOBOPUT HCKIFOUUTEIBHO CO 3PUTEIHHOU
omnopoii. HeanexBaTHoe WHTOHHMPOBAaHME, OMIMOKH B MPOM3HOLIECHUH, OTPAaHUYEHHBIH HaOOp
JICKCUYECKUX CPEJCTB. BBICKa3bIBaHUE COACPKHUT 3HAYUTEILHOEC KOJIHMYECTBO I'PAaMMATHYCCKHX
OIIMOOK, 3aTPYAHSIONINX MOHUMAaHUE cojaepkaHus B 1enoM. OO0beM Mpe3eHTalluu OrpaHUYEeH,
JIOTUYECKasl OpraHu3allds pPeYd HE NPOCICKUBACTCS. TEKCT BBICTYIUICHHS MEXaHHYSCKU
3alMCTBOBaH M3 MHCbMEHHBIX MCTOYHHUKOB M HE aIallTUPOBAH ISl BOCIIPUSATHUS CIIyIIATEISIMHU.
KoHTakT co ciymiarensiMu, B TOM YUCIIEe BU3YAIbHBIN, OTCYTCTBYET. Claiiibl He COOTBETCTBYIOT
COJIEP’KaHUIO BBICTYIUICHUS JINOO0 MEXaHMYECKH TyOIUPYIOT TEKCT BBICTYIICHUS; TOBOPSIIHIA HE
KOMMEHTHpPYET ciiaiiipl. Ha Bompocsl He oTBeYaer.

Orenka Ha HEYJOBIETBOPUTEIHHOM ypoBHE cocTaBisietr 0-19 Gamnos.

OTBeT Ha 3K3aMEHAllMOHHBIN OMJIET 3aCUUTHIBAETCS HA HOPOr0OBOM YPOBHE, €CIIH:

ITucomennslii nepeeod BHITIONHEH B TOJIHOM 00BeMe, HO jomymieHa | — 2 omuOkw,
BIIMSIOLINE HA UCKAKEHUE OCHOBHOI'O COJIEPIKaHUs TEKCTA.

/lenoéoe nucemo B OCHOBHOM COOTBETCTBYET 3ajadye, HO B OTHEIbHBIX JAETaJAX
oOHapy>KuBaroTcst HecooTBeTCTBUA. Jlomymiensl 1 — 2 cymiecTBeHHbIE OIIMOKH, €CTh HApYIICHUs
CTWJINCTUYECKUX HOPM U >KaHPOBBIE HECOOTBETCTBUA. JlomyleHbl OMIMOKHM B OQOpPMIICHUU
IMChMa.

[Ipu nepeoaue codepicanua mexkcma CTyIEHT JAEMOHCTPUPYET YAaCTUUHOE IOHMMAaHUE
oOuieil uaeun TekcTa, 3aTpyJHSIETCS B YCTAaHOBJIEHUN MPUYMHHO-CIIECTBEHHBIX CBA3EH B TEKCTE,
CPEJCTBA JJOTUYECKON CBA3HOCTH UCIOJIB3YET B HEAOCTATOYHOM KOJIMYECTBE, HE AEIIAET BHIBOJ I10
POYUTAHHOMY, [IPH NIEpeIaue CoAepkKaHMs UCIOIb3YET 3pUTENbHYIO ONOPY (MaTepuasbl TEKCTA),
o0beM BbICKa3biBaHUs orpanuyeH (10-12 mpeanoxeHuii), UCHOIB3yeT OTPaHUYCHHBIM HabOp
JIEKCUYECKUX M TPaMMaTHYECKHUX CPE/ICTB, UMEETCSl ONpPEIeICHHbIE 3aTPyIHEHUS B X moAdope,
JIONyCKAaeT JIEKCMYeCKHe M TpaMMaTHYeCKue OMIMOKM, 3aTpy[HsIOIIME IOHMMaHUe
BbICKa3bIBaHUS. TeMI peur 3aMeJIEHHBIH, BEICKa3bIBAaHUE COMPOBOXKIAETCS MTay3aMU, HapyIICHbI
HOpPMBI Tpou3HoIIeHusl. KoMMeHTapuyn MUHMMaJIbHBI M HOCAT B OCHOBHOM OOIIHMII XapakTep.
KonTakT ¢ cobeceHuKOM 3aTpyAHEH, HAa HABOSIINE BOIIPOCHI OTBEYAET C TPYAOM.

Conepxanue npesenmayuu B 11€JI0OM COOTBETCTBYET 3asBJIEHHON TeMe. TeMa B OCHOBHOM
packpbiTa. HeaniekBaTHO€ MHTOHMPOBAHHE M TEMIT peUH 3aTPYAHSIOT ee Bocnpusatue. CTyaeHT
UCTIOJIb3YeT OrpaHMYCHHBII Ha0Op JIEKCUYECKUX CPEICTB, JOMYCKAeT HapylIeHHe JEeKCHUECKUX
HOpM. BbICKa3bIBaHUE COJEPKUT 3HAYUTENIBHOE KOJMYECTBO I'PaMMaTHYECKHX OIMIMOOK, 4TO
IPUBOIUT K HApPYLIEHUIO CMBICIA OTAEIBHBIX mpeanokeHuil. CopepikaHue IpE3eHTAlUuU
HEI0CTaTOYHO MoJsiHOe. Jlornueckas opraHu3anus MPEe3eHTALUN B LIE€JIOM IIPOCIEKHUBAETCS, HO
OTJENIbHBIC JIETAJI HE COOTBETCTBYIOT OOIIEH JIOTMYECKON CTPYKType BBICKa3biBaHMsA. KOHTaKT



CcO CIymaTeiaMu CHaGLIﬁ. Ha BOIIPOCBI  OTBCHACT, HO OTBCTBI MOBCPXHOCTHBI U
MaJi0COIePIKATEIbHBI.
Orenka Ha mOporoBoM yposHe cocrasisier 20-29 6aioB.

OTBeT Ha 9K3aMEHAIIMOHHBIN OUJIET 3aCUUTHIBACTCS HA 6A30BOM YPOBHE, €CIIH:

Iucomennwlii nepesod BHIOIHEH MOJHOCTHIO, OOIINIA CMBICT TEKCTa HE UCKAXKEH; OJTHAKO
€CThb OLHI/I6KI/I B OTACJIBHBIX I'PaMMATHYCCKUX KOHCTPYKIUAX, JICKCUYCCKUX CIAWHHUIIAX, (ppa:sax
WM BBIPAKEHUSX, HE BIMSIONIMX Ha aIeKBATHOCTH IEPEAavu OCHOBHOTO CO/IEPIKAHUSI TEKCTA.

/lenoeoe nucemo COOTBETCTBYET IIOCTABICHHOW 3ajaude, TEKCT JIOTMYECKU CBSI3HBIM,
COOTBETCTBYET JKAHPOBBIM W CTHJIMCTUYECKHMM HOpMaM. JlOmylleHbl JEKCHYEeCKHe WU
rpaMMaTHYeCKUE OIIMOKM, 3aTpydHSIONME TOHMMaHue Tekcta. OdopmieHne mnHChbMa
COOTBETCTBYET TPEOOBAHUSIM.

IIpu nepeoaue cooeprcanus mexkcma CTyJAEHT PACKPBIBAET BCE IJIABHBIE COJIEPKATEIbHBIC
MOMEHTHI BOPOCA, TPAMOTHO UCMOJIb3YeT JIEKCUYECKUE U TPaMMaTUYECKUE CPECTBA, AOMyCKas
HEKOTOPO€ KOJUYECTBO HETOYHOCTEM M OTCTYIUIGHHM B TIOCIEAOBATEIBHOCTU H3JIOKEHUS
MBICTICH, WCHBITHIBACT 3aTPYAHEHHS B BBIOOpE JEKCUYECKUX CPEICTB [UIsl BBIPAXKCHUS
cOoOCTBEeHHOro MHeHMA. Hamnuaue OTACJ/IbHBIX I'PaMMATHYCCKUX OIHI/I6OK HEC B€ACT K HCKAKCHUIO
CMbICTIa BBICKa3bIBaHUA. KOHTAKT C MpemnojaBaTelieM XOpPOIIH, JeMOHCTPUPYET CIOCOOHOCTH
CBSI3HO BECTHU Oeceny, MOJEPKUBACT €€ ¢ COOII0ACHUEM OUYE€PETHOCTH IIPU OOMEHE PeIIMKaMH,
TEMII PEeYd HOPMabHBIM, HApyIIEHWEe HOPM MPOU3HOIICHUS HE 3aTPyIHSET BOCIPHUATHUS
BBICKA3bIBAHUAA.

CopepxaHue npe3enmayuu COOTBETCTBYET 3asBJICHHON TeMe. Tema B OCHOBHOM PacKphITa.
Bce riaBubie COACPIKATCIIbHBIC MOMCHTLIL HpO6J’[€MI:I B OCHOBHOM OCBCIIICHBI. CTYIICHT BJIag€CT
MaTepuajoM B paMKax MOATOTOBICHHOIO BBICTYILUICHHUS, HO 3aTPYAHSIETCS 1aBaTh MOSCHEHUS U
OTBEUaTh Ha BOIPOCHI, HE MOXKET HMMIIPOBU3UPOBATH. Vcmonp3yemblii BOKaOyIssp mepemaer
OCHOBHOE CoJiep>KaHue mpe3eHTaruu. [Ipe3enranus 4eTko CTpyKTypUpPOBaHa, MBICIH H3I0KEHBI
nocienoBareabHo. CTYIEHT MOJIIEPKUBAET KOHTAKT CO CIYHIATEISIMU B paMKaxX CTaHIApPTHOU
CUTYalliH, HO TepsieT MHUIIMATUBY MPU BOZHUKHOBEHWH KOMMYHHUKATHBHBIX 3aTpyAHeHUN. Temr
peun HopMaibHbIA. Hapymenue HOpPM NIPOMU3HOIIEHHMS HE 3aTpPyIHSAET BOCIPHITHE
BBICKa3bIBaHUS. TEKCT B OCHOBHOM aJIaliTUPOBaH K 3a/JadyaM yCTHOTO BbICTyIUleHUs. Craiiabl
COOTBETCTBYIOT  COJEPXKAHUIO, HE JIyOJUPYIOT TEKCT BBICTYIUICHHS;  OOyYaroIIUiics
KOMMEHTHPYET ciaii/ibl. CTyIeHT UCTIBITHIBAET 3aTPYAHEHHSI B BEIOOPE JIGKCHUECKUX CPEACTB AJIs
BBIPpAXKCHUA COOCTBEHHOTO MHCHUS, JOMYCKACT HE3HAYHUTCIbHBIC I'PAMMATUYCCKHNE OHII/I6KI/I, HC
BIIUSIONINE HA UCKAKEHUE CMBICIIA BHICKA3bIBAHUS.

Orenka Ha 6a30BoM ypoBHE coctaBisieT 30-34 Oara.

OTBeT Ha ’K3aMEHAIMOHHBIN OWJIET 3aCYMTHIBACTCS HA MPOABHHYTOM YPOBHE, €CIIH:

Ilucomennwiit nepeeoo BuinonHeH a1 100% tekcra 6e3 nCKakeHUs 00ILEro coaepKaHus
TECTa W COJAEpXaHUA €ro OTIENbHBIX uacTed. OTCTyIJIeHHs OT OpHrHHaja OOYCIIOBJIEHBI
JIEKCHYECKUMH, TPAMMATHIECKUMHU M CTHIIMCTHYECKIMH HOPMaMH PYCCKOTO SI3bIKA.

/lenosoe nucemo COCTaBIECHO B TOJHOM COOTBETCTBUM C KOMMYHHKAaTHBHOHM 3aJauei;
JIOTHYECKU CTPYKTYPHUPOBAHO, COOIIOICHBI KAHPOBBIE M CTHIIMCTHYECKHE HOPMBI, OOpPMIICHHE
MUCbMa COOTBETCTBYET 3TUKETY JEJIOBOH MEPENUCKH.

[Ipu nepeoaue cooeprycanusa mexcma OOYJAIOUTUNCS PACKPHIBAET TOJHOCTHIO
coJiepKaTelbHble aCIeKThl, TPAMOTHO HCIOJb3YeT JIEKCHUECKHUEe W IpaMMaTHUECKUE CPEeJCTBa,
JIOTHYHO | TIOCJIEJIOBATEIILHO M3JIaraeT MBICITh, IPUBOIUT apTyMEHTHI, BEICKa3bIBa€T COOCTBEHHOE
MHEHHE U JlaeT coJepKaTelbHble KOMMEHTapuu. Hanndue s3BIKOBBIX OLIMOOK HE BEAET K
HCK)XEHUIO €0 CMBICNIA, KOJMYECTBO OMIMOOK He MpeBBIIaeT 1 —2, mpu HaBOASIINX BOIPOCAX
o0yyaromuicss CcaMOCTOATENbHO HUX HcIpaBiseT. KOHTakT ¢ mpemnojaBaresieM XOpOIIHi,
JEMOHCTPHUPYET CIIOCOOHOCTh JIOTUYHO U CBSI3HO BeCTH Oecely, HaUMHAET, IPU HEOOXOAUMOCTH,
U TIOJIEP)KUBACT €€ C COOJIOACHHUEM OYEPEAHOCTH NMPH OOMEHE PeITMKaMH; BOCCTaHABIMBAET



Oeceny B cimyyae cOosl, pedb PUTMHYHA, MPABHIBHO WHTOHUPOBAHA, TEMII PEYM JTOCTATOYHO
OerJIblif, IPOM3HOLIEHNE CIIOB 33 PEIKUM HCKIIIOUEHHEM KOPPEKTHO.

Copnepxanue npe3zenmayuu COOTBETCTBYET 3asiBICHHON TeMe. Tema packpbiTa IiTyOOKO H
IIOJIHO; OOYyYaroIUICs MPOsSBUI CaMOCTOATEIBHOCTh B ITOMCKE M aHalU3e Marepuana ajs
BeIcTyIJIeHHs. CBOOOJHO BIaIeeT MaTepuajoM, AAeT MOSCHEHHs M OTBEYAaeT Ha BOIPOCHI,
UMIpoBU3UpYeT. Vcnonb3yeMblii BOKaOYIsp COOTBETCTBYET COJIEPYKAHHUIO BhICTYIUICHUs. Tekct
aJlanTUPOBAaH K 3aJa4aM yCTHOI'O BBICTYIUIEHUS. lIpe3eHTanus 4eTKO CTpyKTypUpOBaHa, MBICIU
U3JI0KEHbI IocienoBareabHo. OOyJaromuiicss XOpOoLIO BIAJEEeT CTPATeTUsIMM U TAaKTHKAMU
yOJIMYHOTO BBICTYIUIEHUS, OJIEPKUBAET KOHTAKT CO CIIYIIATEISIMU, IPOSIBIISIET MHULIUATUBY U
CaMOCTOSITEJIbHO ~ pa3pellaeT KOMMYHHMKATUBHbBIE 3aTpynHeHus. Peub  oOyuaromerocs
SMOLIMOHAJIbHA M BbI3BIBAET MHTEpec y caymateneid. Temn peun HopMmaibHbIA. Claiisl
COOTBETCTBYIOT COAEP)KAHUI0 M KOMMYHUKATUBHOW 3ajadye BBICTYIUIEHHUS, OOydarouuiics
KOMMEHTHUPYET CJIAlIbI.

OrneHKa Ha MPOJABHUHYTOM ypOBHE cocTaBisieT 35-40 6asios.



5. HIkaJja oLEeHKH HA YK3aMeHe

Buj nesitesibHOCTH YpoBeHb B 6aj1ax
HIKE IIOPOrOBOI0 IIOPOTrOBBIN 6a30BbIi MIPOJIBUHYTHII
Ornenka HEY/I0BJIETBOPUTEILHO Y/0BJIETBOPHTEIBHO XO0poI1o OTJIMYHO
FX F E D- D D+ C- C C+ B- B B+ A- A A+
IInceMeHHas JacTh: 0-10 11-19 |20 (22 |25 |27 |29 |30 |31 32 |34 |35 |37 |38 |40

1. [TucbMeHHBII TepeBO]
2. JlemoBoe MUCbMO
YcTHas 4acThb:

3. Urenue
obmenpodeccHoHaATBHOT
0 TeKcTa, yCTHast

nepefada  COJEpKAHHS
TEeKCTa Ha AaHIJIMHCKOM
SI3BIKE.

3. Power Point
npeseHTanus, Oecena 1o
M3y4EHHON TeMaTHKe.

0-19 20-29 30-34 35-40

B 061116171 OICHKE II0 AUCHUIIIIMHE 5SK3aMCHAIIMOHHBIC OaIBI YUYUTBIBAIOTCA B COOTBCTCTBHU C IIpaBHUJIaMH 63J'IJ'II;HO-p€I>iTHHFOBOI>i CHUCTCMBI,
IMPUBCACHHBIMU B pa60qel71 nporpaMme TUCHUIIIINHBI.




6. Bompochl k 3k3aMeHy 10 JucHUILINHEe < THOCTPAHHBIH A3BIK»

Cnucok
OPUTHHAJIBbHBIX TEKCTOB 001eNnpPodecCHOHANIBHON TeMATUKH
JJIS1 YTEHUS M NIepPeBo/Ia C AHIVIHIICKOI0 SI3bIKA HA PyCCKH
Ha dK3aMeHe
1o qucuunnHe « MHOCTPAHHBIN A3BIK»

1. Financial Management - Meaning, Objectives and Functions
http://www.managementstudyguide.com/financial-management.htm

2. Finance Functions
http://www.managementstudyguide.com/finance-functions.htm

3. Role of a Financial Manager
http://www.managementstudyguide.com/role-of-financial-manager.htm

4. Capital Structure - Meaning and Factors Determining Capital Structure
http://www.managementstudyguide.com/capital-structure.htm

5. Capitalization in Finance
http://www.managementstudyguide.com/capitalization.htm

6. Leadership vs. Management
http://www.businessdictionary.com/article/1024/leadership-vs-management-d1412/

7. How Can Young Women Develop a Leadership Style?
http://www.businessdictionary.com/article/1284/how-can-young-women-develop-a-leadership-
style-wsj1605/

8. Basics of the Situational Leadership Model
http://www.businessdictionary.com/article/724/basics-of-the-situational-leadership-model/

9. Importance of Developing Leadership Skills
http://www.businessdictionary.com/article/730/importance-of-developing-leadership-skills/

10. Sun Tzu and Niccolo Machiavelli's Lessons on Leadership
http://www.businessdictionary.com/article/442/common-traits-in-a-leader/

11. Four Key Components of Weighing Employee Value
http://www.businessdictionary.com/article/443/four-key-components-of-weighing-employee-
value/

12. Tips for Maximizing Employee Potential
http://www.businessdictionary.com/article/517/tips-for-maximizing-employee-potential/

13. Six Effective Ways to Foster Innovation
http://www.businessdictionary.com/article/510/ways-to-foster-innovation/

14. How to Change Your Organization's Culture
http://www.businessdictionary.com/article/1309/how-to-change-your-organizations-culture-
wsj1605/

15. Total Quality Management's Impact on Different Business Processes
http://www.businessdictionary.com/article/631/total-quality-managements-impact-on-different-
business-processes/

16. Six Sigma Guide to Training and Certification
http://www.businessdictionary.com/article/620/six-sigma-guide-to-training-and-certification/

17. Marketing vs. Sales
http://www.businessdictionary.com/article/1087/marketing-vs-sales-d1412/

18. Advertising vs. Marketing
http://www.businessdictionary.com/article/1094/advertising-vs-marketing-d1412/

19. How to Gain Valuable Information by Conducting Market Research
http://www.businessdictionary.com/article/339/conducting-market-research/

20. How to Make Money in Globalization
http://www.businessdictionary.com/article/798/how-to-make-money-in-globalization/
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21. Projected Growth Industries for the 21st Century
http://www.businessdictionary.com/article/449/projected-growth-industries-for-the-21st-century/

22. Macroeconomic Factors and the Management Environment
http://www.businessdictionary.com/article/598/macroeconomic-factors-and-the-management-
environment/

23. What to Consider When Forming a Strategic Alliance
http://www.businessdictionary.com/article/472/what-to-consider-when-forming-a-strategic-
alliance/

24. What Business Structure Should You Choose?
http://www.businessdictionary.com/article/498/what-business-structure-should-you-choose/

25. What is a C Corporation?
http://www.businessdictionary.com/article/37/what-is-a-c-corporation/

TemaTnka T0KJIA10B JJIsl YCTHOI YaCTH IK3aMeHa
no aucuunInHe « MHOCTpaHHBIH S3BIK»

Culture and business
Technology and business
Motivation

Human resources
Organizational structures
Managing organizations
Supply chain management
Quality management

9. Marketing

10. Customer relations management
11. Accounting

12. Finance

13. Decision-making

14. The learning organization

LNk~ E

Cnucox THNMOBBIX chyaunﬁ AJIA MHCbMCHHOI'O 3a1aHUA HA 3K3aMCHC
no JTMCUHMIIJINHE «I/IHOCTpaHHbIﬁ A3BIK»

Making first contact

Covering letter for a job application
Everyday business e-mail

Responding to written complaints
Describing charts, graphs and statistics
Business proposals
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denepanpHOE TOCYIAPCTBEHHOE OI0/KETHOE 00pa30BaTEIbHOE YIPEKICHNE
BBICITIIETO 00pa30BaHUs
«HoBocubupckuii rocy1apcTBEHHBI TEXHUYECKHI YHUBEPCUTET
Kadenpa nnocTpaHHbIX S3bIKOB

IMacnopT KOHTPOJILHOM PAdOTHI

1o auctuIuimie « MHOCTpaHHBIN SI3bIK», 4 ceMecTp

1. MeToauka OEeHKH

KonrtponbHas pabota mpoBoauTcs 1o TeMam «Accountingy», «Finance», «Decision makingy,
«The learning organization». KoutponbHas paboTa BKIIOYAET 3aJaHUsA HAa IIOHUMAaHHUE TEKCTa U
JIEKCHKO-TpaMMaTHYECKUE 3a[aHusl. 3aIaHusl BBITOJIHSIOTCS TUCBMEHHO.

3ajaHus HAMpaBICHBI HA MPOBEPKY 3HAHHS WHOCTPAHHOTO SI3BIKA JUIS MEKJIMYHOCTHOTO
O0IIEHHsT C MHOCTPAHHBIMHU ITaPTHEPAMH, YMEHUI JIOTHYECKH BEPHO, apryMEHTHPOBAHO M SICHO
CTPOUTHh YCTHYIO M IHCbMEHHYIO pe4b B cdepe OOMIEeKYyIbTypHOH M NPOohecCHOHATLHON
JeATEIbHOCTH Ha HHOCTPAHHOM SI3BIKE.

3aaHusi KOHTPOJIBHOM PabOTHI COCTABIICHBI B TECTOBOM (pOpME U MPEAIOoIaratoT OMHOYHBII
BBIOOD, HAXO0XKICHUE COOTBETCTBHI.

2. Kpurepum oueHku

Kaxxnoe 3a1anrie KOHTPOJILHON paOOThI OIICHUBAETCS B COOTBETCTBUHU C MPHUBEICHHBIMU HIDKE
KPUTCPUSIMHU.

KoHTposibHast paboTa cYyuTaeTCs HEBBIMOJIHEHHOM, €CJTU KOJMYECTBO ITPABUIIBHBIX OTBETOB
coctaBisteT MeHee 50 %. Onenka cocrasisteT 0 — 4 Oamna.

PabGora BbIMOTHEHa HAa MNOPOrOBOM YPOBHE, €CIU KOJIMYECTBO MPABUIBHBIX OTBETOB
coctaBisteT 50 %, Ho menee 73 %. Ouenka cocrasisieT 5 — 6 6amIoB.

Pabora BeITIONTHEHA HA 6A30BOM YPOBHE, €CITM KOJMYESCTBO MPABMWIIBHBIX OTBETOB COCTABJISICT
ot 73 % no 86 %. Ouenka cocraBisieT 7 — 8 OalIoB.

Pabota cunTaeTcs BBHITIOJHEHHOW HA MPOABHHYTOM YPOBHE, €CITH KOJHMYECTBO MPABMIBHBIX
oTBeToB cocrasisier 87 % u 6onee. Onenka coctapiseT 9 — 10 Oanos.

3. IlIkaja oueHkH

B o01ieit onieHke no quCHUIIMHE 0auibl 32 KOHTPOJIbHYIO pabOTy yUYUTHIBAIOTCSI B COOTBETCTBUU
C mpaBujgaMH OaJIbHO-PEUTHMHIOBOM CHUCTEMbI, NPUBEACHHBIMU B paboyeil mporpamme
JTUCIUIUIAHBI.
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OTJIMYHO XOopouio YAOBJICTBOPUTCIILHO HCYIOBIJI.
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4. Ilpumep KOHTPOJIbHOH padoThI

Konrtpoabnas padora

1o qucuuiuinHe «MHOCTpaHHBIN S3BIK»
(nanpaBnenue noarotosku 38.03.05 Busnec-unpopmamuka)
4 cemecTp

THE URBAN ALLIANCE
1
History of the Urban Alliance
The US capital city, Washington, D.C., has long had problems with employment of young people.
In 2010 only 33 percent of Washington’s youth were able to find viable employment according to
the US Bureau for Labor Statistics. The Kids Count Data Book, published by The Annie E. Casey
Foundation, a charity for disadvantaged children in the USA, places the number even lower, at 17
percent. In general, youth employment is at a 50-year low throughout the USA and the situation is
especially difficult for minorities. Adding to the problem is the fact that only 43 percent of
Washington’s young people graduate from high school and the city’s public schools have the
fourth highest dropout rate in the nation. Poverty rates are extremely high and more than half the
young people in Washington live in households earning below the living standard.
2
For these reasons, the Urban Alliance Foundation, a non-profit organization, was founded in1996
by Andrew Plepler, an attorney for the US Department of Justice, after visiting a local high school.
Andrew asked the students what they needed to succeed, and one honest young man replied, ‘I
need a real job.” Andrew found an internship for that student and five of his friends — and created
the Urban Alliance. Since then, the Urban Alliance has employed more than 1,100 youth and
partnered with more than 100 local businesses. With a unique blend of real-life experience and
formal instruction, they continue to help students across Washington work, aspire, and succeed.
3
How the Urban Alliance works
Urban Alliance is the only year-long employment program for under-resourced high school
students aged 17 to 18 in Washington, D.C. and Baltimore, Maryland. Their goal is to give youth
access to professional growth and experience. The program prepares students for a life of work
and self-sufficiency through paid internships, formal training, and mentorship. Urban Alliance
interns are selected after a rigorous application process. During the school year, each Urban
Alliance intern works part time with a job partner in the public or private sector. On Fridays, they
attend life skills and job readiness workshops on topics such as conflict resolution, interview skills,
professional writing, and work etiquette. During the summer vacation following their senior year,
Urban Alliance interns work full time Monday through Thursday and attend financial literacy
workshops on Fridays. Urban Alliance interns are paid for their work and can earn over $6,000
during their senior year.
4
By the time students have finished the program, they will have increased their proficiency in
professional work skills and gained long-term professional work experience. They will also have
graduated from high school and solidified a post-secondary plan to either attend college or a job
training program. The Alumni Services provide support for Urban Alliance interns beyond their
internship experience. Some of the possibilities for them include paid summer internships their
first year out of high school, resume and cover letter review, financial aid and college transfer
assistance, job search and placement help and networking with other Urban Alliance alumni.
What the alumni say about the program
‘I believe in Urban Alliance because it builds character, personality, and a sense of self that is
paramount in order to succeed in today ’s world. Nicole Hawkings, Intern at the Federal National
Mortgage Association — and still employed there today.



‘I believe in Urban Alliance because it has helped me become successful in the real world. Being
part of Urban Alliance has changed my life and made me who | am today: an honest, respectful,
responsible professional. And | believe in networking and gaining experience, which Urban
Alliance has done for my peers and me.” Samuel Eboweme, Intern at Morgan Stanley, currently
attends Virginia State University.

1. Read the text. Are the sentences true or false?

1. The Urban Alliance aims to help young people with resource to find places in companies, and
provide them with training and mentors.

2. In Washington, D.C., about half of the young people found good jobs in 2010.

3. The Urban Alliance works together with companies all over the USA.

4. Young people are selected very carefully for internships.

5. When participants finish the program, they all go on to university.

6. Urban Alliance interns are encouraged to stay in touch with others in the program when they
have finished.

2. Match these sentence halves together to make full sentences about the article.

1 The Urban Alliance was founded because A work part time and attend extra workshops
2 A major problem in Washington D.C. is B and formal training is the key to the
program’s Success

3 Urban Alliance is the only program to help | C a school student told a government
young people which employee that he needed a job

4 While the interns are still at high school they | D they have gained valuable skills which will
help them in the future

5 By the time the interns have completed the | E that fewer than half the young people

program complete school and pass their exams

6 They continue to get F works as interns in their first summer after
finishing school

7 The combination of real job experience G support when they are alumni

8 Some of the alumni continue to H lasts for a full year

3. Match these words and phrases from the text with their definitions.
1 minority 2 dropout rate 3 mentorship 4 proficiency 5 peer

A any group of people in a society who are different from the rest, maybe because of their race or
religion

B the number or percentage of students who do not finish school or university

C a person who is the same age or position as others in a group

D having a high level of skill

E a system in which another person gives someone advice and help

4. Complete the sentences using the words and phrases in the box. You may have to change
the form of the verb.

\ Involve, come up with, implement, result in, provide \

1. We will you with all the necessary documents when we deliver the order.

2. The new system of booking orders will be next year, so just use the old system now.

3. We need to a solution to the problem of the machines overheating.

4. We think that it is very important to the workers in the decision-making process so that
everybody has a chance to give their opinion.



5. The new system has the company being able to make savings of five percent.

5. Complete the sentences with the compound nouns in the box.

| Profit-sharing, record-breaking, loss-making, product-pricing \

1. It really has been a year, we have made more profits this year than any other since the
company was founded.

2. Although the whole industry is a one at the moment, I am sure that we will survive the
recession.

3. Our strategy for the new products means that it will be lower than that of our competitors.
4. The scheme that the company has introduced means that all employees get a bonus if we
perform well.

6. Complete the text with the past simple or present perfect form of the verb in the box.

| Know, focus on, grow, become, be, evolve |

When | first joined the company we 1 very small. The engineers concentrated mostly on
developing products and the managers 2 finding markets for them. Now we are a large
multinational company with offices all over the world. In the past five years we 3
enormously and many of the people | 4 at the beginning are no longer working for us. My
job is challenging as | 5 one of the leaders of the company. I miss working on the
development of products, but it is exciting to lead an innovative company and see how we 6

into the organization we are today.



