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COJEPKAHUE

1. IlepeyeHb MJIAaHUPYEMBIX pPE3yJbTATOB OOyUYEHUS MO JUCHUIUIMHE,
COOTHECEHHBIX C TUTAHUPYEMBIMH PE3YJIbTaTaMU OCBOSHUSI 00Pa30BaTEIBLHOM MPOTPAMMEI

2. OGT:GM JAUCHUIINIMHBL B 3a4YCTHBIX CAWMHUIAX C YKa3aHHuCM KOJIHMYCCTBA
aKaJIeMUYCCKHX WJIM aCTPOHOMHYECKHUX YacOB, BBIJICJICHHBIX Ha KOHTAKTHYIO DPaboOTy
o0OyJaromuxcs ¢ mpenojaBaresieM (1Mo BuIaM yY4eOHBIX 3aHATHI) U Ha CAMOCTOSITEIILHYIO
paboTy 00y4aroMXCcsi 1 MECTO IUCIUILIMHBI B CTPYKTYpE 00pa3oBaTeIbHON TPOTrPaMMBI

3. CopepxaHue IUCHUILUIMHBL, CTPYKTYpPUPOBAHHOE IO TeMaM (paszenam) ¢
yKa3aHUEM OTBEJICHHOIO Ha HUX KOJIMYECTBA aKaJEMUUYECKUX WM aCTPOHOMHYECKUX
4acoB U BUJIOB YU€OHBIX 3aHATUN U CTPYKTYpa JUCHUILIUHBI

4, MaTCpI/IaJ'IBI TCKYHICTO KOHTPOJISI YCIICBACMOCTHU o6yt1a10u1nxc;1 u (1)OHI[
OLCHOYHLBIX CPEACTB HpOMC)KyTO‘IHOfI arTeCTaluuy 1o JUCHUIIJIINHE

5. MeTtoauieckue yKa3aHus JUIisi 00YJIarOIIUXCS TI0 OCBOCHHUIO JUCITUILTAHBI

6. OcHOBHas W [ONOJHWUTENbHAs YydeOHas JmTeparypa, HeoOXoammas mis
OCBOCHMS JMCLUIUIMHBL, pPecypchl HH()OPMAIMOHHO-TEIEKOMMYHUKAIIMOHHONW —CETH
"UuTepHer", BKIIOYasg MEpeYeHb  y4eOHO-METOAMYECKOro  oOecrmedueHus  Uis
CaMOCTOSITENIbHON PaboThl 00yUarOIIUXCsl 10 JUCIUIUIMHE

7. MaTepI/IaHBHO'TeXHI/I‘IeCKaH 6333, I/IH(I)OpMaI_[I/IOHHLIC TCXHOJIOI'UH,
HCIOJIB3YEMBIC TIPpU OCYHICCTBICHUU 06p330BaTeJ'II>HOFO nmponoecca Mmoo AWCHHUILINHE,
BKJIFO4Yas TIEPpCUCHb IPOTpaMMHOTO obecnieueHusT | I/IH(I)OpMaI_[I/IOHHBIX CIIpaBOYHBIX
CHCTEM



1. Ilepeyenb MiIaHMpPyeMbIX pPe3yJIbTATOB 00yUeHHs M0 JUCHUILINHE, COOTHECEHHBIX €
IUVIAHUPYEMbIMU pe3yJIbTATAMH OCBOEHHMS 00Pa30BaTeILHOI MPOrpaMMbl

1.1. [Jucturmumua b1.B.06 «JlenoBoii WHOCTpaHHBIA S3BIK» 00ECHEYMBACT OBJIAJICHHE
CIEAYIOUICH KOMIIETCHIUEH

Kona HaumeHnoBanue Koa sarana HaumeHnoBaHue 3Tana
KOMIIeTEeHIIUH KOMIIeTeHIIUH OCBOEHUS OCBOEHHSI KOMIIEeTeHINHU
KOMIIEeTEeHIIHHI

JIIK-2 Cnocobnocte 0006mare u | JAITK-2.1 CnocoOHOcTh 0000maTh U
KPUTHYECKH OIICHUBATH KPUTHYCCKH OIICHUBATh
pe3ynbTaThl  HUCCIEAOBAHUMN HCCJICI0BAHMS, HCIIOJIb30BaTh
AKTyaJIbHBIX npooyieM WX pe3yapTaThl B  CBOEH
pEeANPUHUMATEIIbCKOM po¢eCCHOHAIBHON
JESTCIIbHOCTH, TOJIy4CHHBIC JIeATCILHOCTH
OTCYCCTBCHHBIMH,
3apyOeKHBIMU
HCCIICI0BATEIISIMA u
CaMOCTOSITCIIBHO, u
UCIIONIb30BaTh PE3YNIbTaThl B
CBOCH  TpOo(heCCHOHATBLHOM
JIEATETLHOCTH

1.2. B pesynbrare ocBoeHus nucuuruinabl b1.B.06 «JlemoBoli WHOCTpaHHBIA S3BIK» Y
CTYJCHTOB JIOJKHBI OBITH COPMUPOBAHBI:

Koa srana Pe3yabTaThl 00yyeHus
OCBOCHHA

KOMIIETeHIHH

AIIK-2.1 HA YPOBHE 3HAHUIT/TIOHUMAHHUSA .

3HAUEHUS HOBBIX JICKCHYECKHX CJIMHUII, CBSI3aHHBIX C JICJIOBBIM OOIICHHEM W
chepoit Ou3HEca, OTpaX]ArOIMIMX OCOOCHHOCTH OW3HEC-KYJIbTYPbl CTpaH
HU3y9aeMOTO SI3BIKA; SI3BIKOBOTO MaTepuania: OW3HEC-TEPMUHOB,
UIMOMATUYECKUX BBIPAXKCHHM, OIICHOYHOW IJIEKCUKH, EIUHHII PEueBOTO
ITHKETa, OOCITY)KUBAIOIIUX CHTYaIlMH JIEJIOBOTO OOIICHHWS B paMKax
MPOUJICHHBIX TE€M; CPEACTB U CIIOCOOOB BBIPAKEHHSI MOJAIBHOCTH, YCIOBUS,
MPEIIOJIOKCHNS, TPUYHHBI, CICIACTBUS, TMOOYXKIEHUS K  JCHCTBHIO,
XapaKTepHBIX JI CUTYyalluid JEeIOBOTO OOIICHMS, JIMHIBOCTPAHOBEIYECKOM
uH(pOpMallMY, PaCIIUPEHHON 3a cYeT HOBOM TEMaTHKU U CBEJCHUMN O Ou3Hec-
MpaKTHUKaX M peausx B CTPaHAX H3y4aeMOro sI3bIKa; OCHOBHBIX TPaBUI
COCTaBJICHUS OCHOBHBIX BUJIOB JICIIOBOM KOPPECITOHICHITUN

Ha YPOBHE YMEHHIi:

rOBOpeHHe

BECTH Jnuajnor (wim Oeceny) OPUIMAIBHOTO M HEOPUIMAILHOTO XapakTepa B
cdepe JeToBOro OOIICHHS, WCIIONIB3ysS apryMEHTAIII0, OIEHOYHBIC CPEJICTBA,
paccka3blBaTh, BBICKA3bIBATh CYXKIEHUS [0 TeMaM H3yYE€HHOW TEeMaTUKH,
MPOYUTAHHBIX/TIPOCITYIIAHHBIX YUICOHBIX U ayTCHTHYHBIX TEKCTOB, OIHCHIBATH
coObITHsI, u3narath (akThl, aenaTh COOOIICHHS, CBS3aHHBIE C OU3HEC-
TEMAaTHUKOW; OOBSCHATH 3HAYCHHS OM3HEC-TEPMHUHOB

ayMpoBaHHe

OTHOCHUTENIbHO TMOJIHO M TOYHO MOHMMATh BbICKa3blBaHUE coOeceqHNKa B
pacpOCTpaHEHHBIX CUTYallUAX JIEIOBOTO OOIIEHUS; TOHUMAaTh OCHOBHOE




CoJepKaHWE M H3BJIEKaTh HEOOXOAUMYI0 HMH(POpPMALUI0 U3 Y4YEOHBIX U
AyTeHTUYHBIX ayJHO-U BHJCOTEKCTOB IO NPOHJIEHHOH Ou3HEC-TeMaTHKe;
OLIEHUBATh BAXHOCTH/HOBU3HY HH(POpMALIUN

YTeHHne

YUTaTh Y4eOHBIE M AyTEHTUYHBIC TEKCThl M JICJIOBYIO KOPPECIIOHIEHIIHIO,
CBsI3aHHBIE cO cdepoil Om3Heca, B COOTBETCTBHHM C MPONACHHOW TEMaTHKOM,
UCTIONB3Ysl OCHOBHBIC BHJBl YTEHUS (O3HAKOMHTEIbHOE, H3ydYarollee,
IIOUCKOBOE/IIPOCMOTPOBOE) B 3aBUCUMOCTH OT KOMMYHHKAaTUBHOH 3a/1a4un
NUCbMEeHHas peyb

OIKCBIBATH SIBJICHUS, COOBITHS, U3J1araTh (JakThl B MUCbME JI€JIOBOr0 XapakTepa
U CIHyXeOHOW 3amucKe, 3aloJHATh pa3JIMYHbIE BHUIBl AHKET, COOOIIAThH
cBeleHus o cede

HA YPOBHE HABBIKOB:

OBJI/ICHUSI HaBBbIKAMH YCIELIHONM MMCbMEHHOM M YCTHOM KOMMYHHKAIlMM B
JenoBOi cepe; B3aUMOJCHCTBUS C JIPYTMMH 4WiIeHAMH OHM3HEC-COoOOIIecTBa,
YJeHaMHU  KOMaHJbl, KOJJIEraMHd, IOJYMHEHHBIMH, PYKOBOJUTEISIMH,
KJIMEHTAaMH; BOCIPHUSATHS U y4eTa MHCHHNA APYTHX

2. O0beM JUCHUIJIMHBI B 32a4€THBIX eIMHUIAX € YKA3aHUEM KOJIUYeCTBA aKaJeMHYeCKUX
WIH ACTPOHOMHUYECKHUX YACOB, BbI/IEJIEHHBIX HA KOHTAKTHYIO pa0oTy 00y4yalommuxcsi ¢
npenoaasarejeM (Mo BUAaM y4eOHbIX 3aHATHII) 1 HA CAMOCTOAITEJIbLHYIO PadoTy
00y4YAIIHUXCH M MeCTO IMCUMILVINHBI B CTPYKTYpe 00pa3oBaTe/ibHOM NPOrpaMMbl

O0BeM TUCHUILTAHBI

O0beM JUCHUILINHBI, Yac.
Bcero Cemectp
3 | 4 | 5

Bun yueOHBIX 3aHATHH
H CaMOCToOsITeIbHAs padoTa

Ounasa ¢popma obyuenusn

KonTakTHas pa6oTa 00y4aromuxcs 320 128 128 64
C mpenojaBaTeseM, B TOM YHcJie:
nekruonHoro tumna (JI)
nabopaTopHbIe pabOThI (MPAKTUKYMBI)
(JIP)
MPAKTHYECKOTO (CEMHUHAPCKOT0) THIIA 320 128 128 64
(113)
CamocrosTe/bHas padora 148 52 52 44
ooyuaomuxcs (CP)
IIpome:xyTounas ¢popma 2 3auema, 3auem 3auem IK3aMmen
aTTecranust IK3ameH
yac. 36 36
O61mas TPy10eMKOCTh (4ac. / 3.e.) 504/14 180/5 180/5 144/4

Mecto qucuuninnsl B ctpykrype OII BO

Huctummmaa B1.B.06 «JlenoBoii mHOCTpaHHBIN SA3bIK» OcBamBaeTcs B 3, 4, 5 cemectpax
1o ouHo (opme 0OyueHus, oomIast TpyAoeMKocTh — 14 3aueTHbIX equnul, 504 yaca.

OcBoeHWe IUCHUIUIMHBI ~ OMHpAETCs HAa MHUHHMAJIbHO HEOOXOOUMBIH  00BeM
TEOPETUYECKUX 3HAHUM B OOJIACTM 3HAYCHMH HOBBIX JIEKCHUECKUX €IUHMII, CBS3aHHBIX C
TEMaTUKOH JTAHHOTO 3Tara O0y4eHHUsS] M COOTBETCTBYIOIIUMHE CUTYAIMSIMHA OOIIEHUS, B TOM YHCIIE
OLICHOYHOH JIEKCUKH, PEIUIMK-KIIUILE PEYEBOTO STHUKETA, OTPAKAIOIIMX OCOOEHHOCTU KYNIBTYpPHI
CTpaH M3y4aeMOTO $3bIKa; 3HAYECHUH HM3YYCHHBIX I'PAMMaTHYECKUX SBJICHUI B PaCIIMPEHHOM
00béMe (BHII0-BpPEMEHHBIC, HEIMYHbIE U HEONpeAeNEHHO-TUYHbIE (OPMbI Iaroia, (Gpopmsl
YCJIOBHOTO HAKJIOHEHHs, KOCBEHHas pEeub/KOCBCHHBIH BOMPOC, MOOYKICHHE, COINIaCOBAHUE




BpeMEH); CTpaHOBemMUeCKOW WHGOPMAMK W3 AayTeHTHYHBIX HMCTOYHHUKOB, OOOTAIIArOIINX
COLIMAJIBHBIA OIBIT CTYACHTOB: CBEIEHUS O CTPAHAX M3y4yaeMOIO s3bIKa, UX HAyKe U KYIbTYpeE,
UCTOPUYECKMX M COBPEMCHHBIX pealusiX, OOIIECTBEHHBIX JCATENISIX, MECTEe B MHPOBOM
COOOIIECTBE M MHUPOBOM KYJBTYpE, SI3BIKOBBIE CPEJICTBA M IpaBWjIa PEUEBOrO IOBEJCHUS B
COOTBETCTBUHM €O c(hepoil OOmEeHHs W COIHAIBHBIM CTAaTycOM MapTHEpA, a TakkKe Ha
HpI/IO6peTCHHBIe paHee YMCHHUA M HABBIKH BJIAACHUA YCTHBIMU W NHCbMCHHBIMU CHOCOGaMI/I
OOIICHUsI C MPEACTaBUTEISIMU JIPYTUX CTPaH, OpPUEHTAIMEed B COBPEMEHHOM MHOTOSI3BIYHOM
MHUpE; HCIIOJIb30BaHUA HHOS3BIYHBIX HMCTOYHMKOB HMHGpopmanuu (B ToM uucie MHTepHera),
HEOOXOIMMBIX B O0pa30BATEIIbHBIX M CaMOOOpPa30BATENBHBIX IENAX; BIAIACHUS IIHPOKHM
3arracomM HeO6XOﬂHMOﬁ JICKCUKH, B TOM YUCIIC UIUOMATUYCCKHUMU BBIPAKCHUAMHA U SA3BIKOBBIMU
KJTHIIIE.

3. Conep:kanue IMCHUILVIMHBI, CTPYKTYPHMPOBAHHOE 10 TeMaM (pa3jieiaM) ¢ yKa3aHueM
OTBEJEeHHOI0 HA HUX KOJMYECTBA aKaJeMUYeCKUX UJIH ACTPOHOMHYECKHUX YACOB ¥ BHI0B

Y4eOHBIX 3aHATHI U CTPYKTYPA AMCHMILINHBI

CTpyKTypa AU CHUILIMHBI

O0beM THCHHUILIMHBI, Yac.
KonTtakTHas padora ®opMa TeKyliero
No o0yyaromuxcs ¢ KouTponst
i HaumenoBanue Tem (pa3uesioB) Beero | TPeNoOlaBaTenemMmo | ycneBaeMocTH ,
BHAAM Y4eOHBIX NPOMEKYTOUHOI
3aHATHI arrecranmuu™*
Ja |Jap | 13
Ounasa popma odyuenus
1 | OcHoBrI OHM3HECA 58 40 18 O, 13, CHo, I
2 | IlocTpoenwne Kapbepsl 60 40 20 0O, 13, CH
3 | MadopmanroHHble TEXHOJIOTHH 58 40 18 0O, 13, 1, C/1
4 | KauectBO 58 40 18 | O, 13, 1, CA, JI3
5 VYmpaBieHue MEPCOHAIOM U CO3JaHHE 60 40 20 O, I3, 1, CI
KOMAaH/IbI
6 | CoumanpHbBIN MeTMaMapKETHHT 58 40 18 O, 13, 4, CII
7 | Co3pnaHue u pa3BUTHE HOBOTO OM3HECA 58 40 18 O, 13, 1, CI
8 | ®uHaHCOBBIN KOHTPOJIb 58 40 18 | O, 13, A, CA, JI3
[TpomexyTOYHAsl aTTECTaLUs 36 3a, 3a, Ok3
Bcero: 504 320 | 148 36
Ipumeuanue:

* — gopmul mexyweeo xonmpoasn ycnesaemocmu: onpoc (0O), domawnee 3aoanue ([3), oucnym (1),
cnosapuwiii ouxmanm (C1]), nexcuuecxuii 3auem (J13);
** - popmur npomedicymounoti ammecmayuu: 3auem (3a), sxzamen (Ik3).

Conepxanue IMCUMILTHHBI

Tema 1. OcHoBBI OM3HECa

[Ipompbinennsie rpynnsl. Tunel OuzHeca. busHec-mozenu. YmpaBiieHYecKHE MOJIEIH.
busnec-nuki. IHBeCTUIIMOHHBIN LK. AHAIN3 6e3yObITOYHOCTH. Hanrcanue pestome.
Tema 2. IlocTpoenune kapbepsl

OOpazoBanue u Kapbepa. @DuHaHCHpoBaHUE BhIcHIero oOpa3zoBaHusd. busnec-
oOpa3oBanue. Beibop OusHec-mikosbl. Pa3BuTre HaBBIKOB apryMeHTAlUU HPU MPOXOXKACHUU
cobecenoBanusi. Hamucanue conpoBOIUTENHHOTO MHCHMA.
Tema 3. Un¢dopManiuoHHBbIE TEXHOJIOTHH




[IpyunHbI U cleICTBUE HIMPOKOTO HCIOJB30BaHUS MH(POPMAIMOHHBIX TEXHOJOTHH MpH
BepeHnn OusHeca. OOS3aHHOCTH MEHe/Kepa Mo MH(POPMALMOHHBIM TEXHOJIOTHUAM. Pa3Burne
HABBIKOB BeieHUs Oecenbl 1o Tenedony. [IpuynHbl U mocneAcTBUS TEKyUKH KaapoB. Hanncanue
CIIy’)keOHOH 3amucku B (opMare MEXITYHApOJHOTO OSK3aMeHa AHIIMHWCKUN s Ou3Heca/
YpoBens 2.

Tema 4. KauecTBoO

PaznuuHble KOHUENUMU IPU ONPENEICHUN KauecTBa. SMOHCKUI MOAX0 K Ka4yecTBY. D
JleMMHTr W €ro BKJIaJ B TEOpUIO KadecTBa. TexHUWKa NpOBEICHUsS Mpe3eHTauuu. Hanucanue
oryeta B ¢opMare MEKIYHAPOJHOTO HK3aMeHa AHIIMiickuil [uisi Ou3Heca Juisi Ou3Heca/
VYposens 2.

Tema 5. YnpasiieHue IepCOHAJIOM U CO31aHHE KOMAH/IbI

VYnopasinenue npoekroMm. PacnpeneneHue posiell B KOJUIEKTHBE, UX XapaKTEpPHUCTHKA.
VYipaBiaeHue NEpPCOHAIOM: KOHCTPYKTHBHAs KpPHUTHKA, NPU3HAHUE 3aCIyr. IPOBEJICHUE
OIICHOYHBIX UHTEPBBIO.

Tema 6. CounajJbHbIii MeTUAMAPKETUHT

CouunanbHbIil MEAMaMapKETUHT U €r0 OCHOBHBIC MPUHIUIIBL. J[pyrue BUAbl MAPKETUHTA U
MapKETHHTOBbIE TEXHOJOTUU. Pa3BuTHE HABBIKOB YOEKACHUS B Ipoliecce MPOoJaxk U paboThI C
NpEeTeH3UsIMU KJIUEHTOB. Hamumcanue pa3BepHYTBHIX CTPYKTYPHPOBAHHBIX TE3HCOB (OCHOBHBIX
MIOJIOYKEHHIA) CTAaThU IO JEJIOBOU TeMaTHKe B (hopMaTe MEXIyHAPOIHOrO dK3aMeHa AHTIHHCKUi
Ut Onu3Heca/YpoBeHb 2.

Tema 7. Co3nanue u pa3BuTHe HOBOro OM3Heca

[TpuuuHbl co3manusit HOBoro Ou3Heca. Vcrounukum (uHaHCUpoBaHUs. bu3Hec-TUIaH:
CTpYKTypa U cojaepxaHue. COBEThl O IPOBEACHUIO YCHEIIHOW Mpe3eHTanuu. Hanucanue
JIJIIOBOTO MHUCHhMa B (popmare MexTyHApOIHOTO YK3aMeHa AHTIIMACKHN Tt Ou3Heca/Y poBeHb 2.
Tema 8. ®UHAHCOBBIN KOHTPOJIb

byxranrepus. M3MeHeHus B BOCHpPUSATUM U OTHOUIEHMH K mpodeccuu. Tumsl
(UHAHCOBBIX JOKYMEHTOB M OTYETHOCTH. KOMMyHUKanus TpU TPOBEACHHH COOpaHUM.
Hammcanne oObsiBnieHus B QopMare MeXIyHApOAHOTO »dk3aMeHa JlenoBoil aHriIuicKuii/
Yposens 2. Benenue npoTtokona.

4. MaTtepuaJjbl TeKyLero KOHTPOJIsl ycneBaeMocTH 00yuyaomuxcsi 1 GoH/I OLeHOYHBIX
CpeACTB MPOMEKYTOYHOM aTTeCTALMU MO JUCIHUNINHE

4.1. @®opMbl M MeTOAbI TeKYyLIero KOHTPOJSI YCIEeBAeMOCTH oOO0ydaloluxcsd u
NPOMEKYTOYHOM aTTeCTAlNHU

4.1.1. B xoxe peaJm3anuu AMCOMIVIMHBI MCIOJb3YIOTCH CJCAYIOIIME METOAbI TEKYIIero
KOHTPOJIS1 YCIIEBAEMOCTH 00y4aIOIMXCs

— IIpH OTPOBCACHUN 3aHATHH CEMUHApPCKOI'0 TUIIA:
OIpocC, JOMAaIIHEC 3aIaHUC, CJ'IOB&pHBIfI JHUKTAHT, JIEKCUUECKUIH 3a4€T, IMCIIYT,

- [IPU KOHTPOJIC pC3YJIbTATOB CaMOCTOSTEIbHOM pa6OTLI CTYACHTOB!

OompocC 10 HpOfIJIeHHBIM TEMaM U TEMaM IJid CaMOCTOSATCIBHOI'O M3YUYCHHUSA IMMYTEM IMOJIYYCHUSA
I[OHOHHHTGHBHOﬁ I/IH(I)OpMaL[I/II/I 1o H3y‘laeM0171 TEMC (C HCIIOJIb30BAHUEM HHTCPHCET-PECYPCOB U
NEPUOANYCCKUX AHIIIOA3BIYHBIX HSHaHHﬁ, U BHJACOMATCPHAIOB IIO BI)I60py CTyACHTAa WU
npeajaracMnIC HpCHOI(aBaTCJ'ICM); IMPOBECPKa JOMAIITHETO 3aJaHUS.

4.1.2. 3auyeTsl, IK3aMeH NMPOBOAATCS B MUCbMEHHOH M YCTHOI (popMe B BHIe OTBETOB Ha
BOIPOCHI OMJIeTa.

4.2. MaTtepuaJjibl TeKyIIero KOHTPOJIsl YCIIeBAeMOCTH 00y4AIOIINXCH.



TunoBbIe OLIEHOYHbIE MaTepHualJbl 10 TEME 1

Ol'[pOC U JOMAalllHee 3aJaHue

1. What industry types do you know?

2. List 5 large companies in Russia and identify their group and sector.
3. Name the main industry groups and sectors.

CJioBapHblii JUKTAHT

1. ocHoBbl Ou3HECA

2. Ou3HEC-MOJENHU U CTPYKTYpa yIpaBJI€HUS

3. OCHOBHBIE Marepuanbl (XMMHUYECKOH IPOMBIIUICHHOCTH, JIECHOW H  OyMaKHOU
IPOMBIIIJICHHOCTH, METAJTYPrU4eCKON ¥ TOPHOA00bIBAIOIEH TPOMBIIIIEHHOCTH)

YCIIYTH TIO MOJACPKKE Onu3Heca

cTalmoHapHas 1 MOOUJIbHAsS (COTOBAsI) CBS3b)

IPO/IaBaTh aKIMH (HU3UIECKUM JIHLIAM

HOJIy4aTh AUBUCH/IbI

3apabaTbIBaTh WIN TEPSTh, €CIIM LIEHA HAa aKIIMK pacTeT WX MajaeT

[Ipencenarens IlpaBnenus/IIpencenarens Coseta [dupektopoB, I'eHepalbHBII TUPEKTOD,
DHUHAHCOBBII TUPEKTOP, HEUCTIOIHUTENBHBIN AupekTop/wieH Cosera J{upekTopoB

10. Beicuiee HCIONHUTENBHOE  PYKOBOJCTBO/BbICIIAs — aAMuUHUCTpauus, Jlupekrop 1o
MapkeTuHry, [lupekrop otmena mo pabore ¢ mepcoHanoM, JupekTop HH(POPMAIMOHHO-
TEXHUYECKOT'0 OT/IeNa

11. MuauBuayalbHBIA TPEANPUHIMATENb/CIMHOINIHOE BIIaICHIE

12. TosapuiecTBo

13. ToBapwmIecTBO, OOIIECTBO. KOMIAHHS C OTPAHHYEHHON OTBETCTBEHHOCTHIO

14. otkpeiTas (akIMOHEpHasi) KOMIIAHUS C OTPAaHMYEHHOH OTBETCTBEHHOCTBHIO/KOPIIOpALUS,
aKIIMOHEPHOE OOIIECTBO

15. mpoayKTHl MUTAHUS ¥ HATUTKH

16. TOBaphI IMYHOTO CIIPOCA U OBITOBBIE TOBAPHI

17. menunuHCcKoe 000pYyOBaHUE U YCIYTH

18. dapmaneBTHYECKasI MPOMBIIIUIEHHOCTh U OMOTEXHOIOTHH

19. ¢unaHCOBBIN CEeKTOP/PUHAHCHI, AKIIUH, KOMMYHAJIbHbBIE YCITYTH

20. a’poxocMuveckasi 1 000pOHHAs TPOMBIIIICHHOCTh; MAIIMHOCTPOSHHE

©CoNo O~

Bomnpocekl/Tembl 10151 AUCIyTa

1. Choose a company in a certain industry group and sector and prove that it’s the best place to
work.

2. Advantages of working in one of the industry sectors.

3. What is he present stage of the business cycle in Russia?

TunoBble OLIEHOYHbIE MATEPHUAJIbI 110 TEMe 2

Omnpoc u fomanHee 3aaHue

1. What are the sources of funding of British and American universities?
2. Name the main sources of funding of higher education in Russia.

3. Speak about a business school in Russia: its trengths and weaknesses.

Bonpocel/TeMbl 1015 AUCIYTA
1. Education should be free for all? What is your point of view?
2. Higher rducation is not relevant any more. Prove or disprove.



CJioBapHblii JUKTAHT

. BIUATh HAa Kapbepy U NOTEHLUAJIbHbIE 10XObI

. IPEJIOCTABIIATh Kypc 00y4eHus (B By3e) Ul NOJYYEHUs CTETIEHU

. IOJIUTHKA B 00J1aCTH 00pa30BaHusl, BHI3bIBAIOIIAS OECIIOKOHCTBO BO BCEM MHUPE

. OIJIATUTh YaCTh CTOUMOCTU O0yUYEHHUS

. OTJaBaTh IPEAIOYTEHUE CTYIEHTaM U3 OOraTbiX cemei

. CBHJIETEJILCTBO TOT'0, YTO COLMAIbHbBIE IPEUMYIIECTBA, [IPEJOCTaBIsieMble 00pa30BaHUEM, HE
OIPaB/bIBAIOT 3aTPaT Ha HETO

7. MCKIIIOYMTH/HE JOMYCTUTh K IOJIYYEHUIO O00pa30BaHMs 3aCIyKMBAIOIIMX TOIO MECTHBIX
JKUTEIIEN

8. yBeJIMYMBATh YHUCJIO CTYIEHTOB B IpyIIax U YMEHbIIUTh 3apIuiaTy NpenojaBareiei

9. mpoBecTH MPOU3BOJIBHBIA ONPOC MHEHUH MO KaKOMy-IHOO BONPOCY, H3YyYUTh MHEHUS
CJly4aiiHO BBIOpPAHHBIX PECIIOH/IEHTOB

10. C ueM TpyAHO COIIACUTHCSA, TaK 3TO...

11. caenatb yHUBEpCUTETCKOE 00pa3oBaHue Oojiee JOCTYITHBIM

12. umeThb kenaHue He OCTAHABJIMBATHCS HU IEPE] YEM C LIE€TIbI0 IPOTUBOCTOSTH COKPALICHUIO
(rHaHCUPOBaHMS BBICILIETO 00pa30BaHUs

13. npuoOpecTu, KynuTh 4TO-IM00 IO BHITOAHOM, YAAUHOI 1IeHe

14. oTknaznpiBaTh yTO-1MOO (BBINJIATY, BO3BpPAT JCHEr) HAa HEONpPENEICHHOE BpeMs («B OIrUH
SITIHAKY)

15. «3ase3aTh» B AOJITH, UMETh OTPOMHBIE JI0JITH

16. monp30BaThCs MPEMMYIIECTBAMU CIIELUATIBHON IMOATOTOBKM, MPEAOCTABIAEMON JOPOTrUMU
YaCTHBIMU ILIKOJIAMHU

17. OTBETCTBEHHOCTb JIOXKHUTCSI Ha OOJBIIMHCTBO HAJOrOIJIATENIBLIIMKOB, KOTOphIE, B KOHIIE
KOHIIOB, IJIATAT 32 MEHBIIMHCTBO (HEOOJIBLIOE YUCIIO) CTYACHTOB

18. ycyryOmasiTh CUTYyaIMIO PE3KUM POCTOM CTOMMOCTH BBICIIETO 00Opa3oBaHMs/

19. pa3BuBatomuiics, pactTymuii 3apy0eXHbI PIHOK 00pa30BaTENbHBIX YCIYT

20. orpaHUYMUTH YBEIMUMBAIOLIUECS 3aTPAThl HA YHUBEPCUTETCKOE 00pa3oBaHue

AN Ol B W —

TunoBbie OLIEHOYHbIE MaTepHualJbl 10 TEME 3

OHpOC U JO0MallIHeEe 3aJaHue

1. How has office work changed in the past 50 years?
2. Does the use of IT increase productivity?

3. Different views on the use of IT in the workplace.

BOl‘lpOCLI/TeMbI AJIA JUCIyTa
1. The use of IT has made office work much harder.
2. IT doesn't really save time.

CJioBapHbIil IUKTAHT

1. mpeoOpa3oBbIBaTh, XpaHUTh, 3allMINaTh, oO0pabaTeiBaTh, TEpenaBaTh W M3BIIEKATh
UHOPMALIMIO U TaHHBIE

2. BBINOJHATH Pa3IMyHble 00S3aHHOCTH OT YCTAHOBKU MPUIIOKEHHUH 70 pa3paOOTKU CIOKHBIX
KOMIIBIOTEPHBIX CEeTeN

3. uHbOPMaIIMOHHO-KOMMYHHUKAIIMOHHBIE TEXHOJIOTUN

4. ynpaBieHU€E TaHHBIMH

5. III0X0/HeyIaYHO CIUIAaHWPOBAHHbBIE HH(POPMAIIMOHHBIE CUCTEMBI

6. cnenath paboTy Oosiee HaNPsHKEHHOU

7. paccMaTpuBaTh MHBECTHUIMM B HMH(OPMALMOHHBIE TEXHOJOTHUU KaK CPEJCTBO IMOBBIIICHUS
IIPOU3BOJUTENBHOCTH TpyAa



8. He roBops yxe 0 HE MOAJAIOMIEMCSl OLIEHKE Bpeae JJIsl TJIa3 U MO3ra, KOTOPBI MPUUYUHSIOT
paauanys 1 MUKPOBOJIHBI, BBIJEIISIEMBIE 3JICKTPOHHBIME MPUOOpaMH

9. yCTpaHATh KOMIBIOTEPHBIE TTPOOTIEMBI

10. mpeBBICUTH OKOJKET W BBINOJHUTH WIIM TEPEBBINOIHUTH IUIAH/33/1a4M 10 IMOBBIIICHUIO
MIPOU3BOAUTEIBLHOCTH TPy

11. nepenoxHyTh, OTJOXHYTh

12. Pe3ynbTaTOM COKpAIIeHHs] KOJWYECTBA PA0OYMX MECT CTaJ0 CTPEMJICHUE BBIOIHUTH
OombImii 00beM pabOTHl YCHIIMSIMHA MEHBIIETO YMCIa COTPYIHUKOB

13. HanpspkeHHass OOCTaHOBKa, KOTOpasl JOJDKHA/TIO3BOJIAECT CHEJaTh OOJbIIE MEHBITUMU
YCUIIHSIMU

14. onTUMU3UPOBATH CXEMY/CTPYKTYpY 3aTpaT

15. B Takoli cTENEHH, YTO/BILIOTh JI0 TOTO, UTO..

16. pacxoapl Ha 3apIuiaTy, 3aTpaThl HA OIUIATY TPyAa

17. cokpamare OFOPKET ¥ YUCICHHOCTh TIEPCOHANIA

18. pe3ynbTaToM 0KECTOYCHHONH KOHKYPEHIIUU CTalla HEOOXOAMMOCTh JIeNiaTh Bce ObIcTpee

19. onpaBabIBaTh cTpeMiIeHHE K 3(pPEKTUBHOCTH B CKOPOCTH

20. BKJIaApIBATh MILTHAP/IBI B HH(DOPMALIMOHHOE 000pYA0BaHUE U YCIYTH

TunoBble OlleHOYHbIE MaTepHuaJibl 10 TEME 4

Omnpoc u 1oMaiIHee 3ajaHue

1. What is TQM?

2. What is the Japanese approach to quality?

3. Speak abou Ed Deming and his views on quality.

BOl'lpOCbI/TEMI)I AJIA Jucnyra

1. Do products need to have enchanting quality if they already have taken for granted quality?
2. Quality means the same for everyone

3. Built-in/planned obsolescence has more advantages for the consumer.

CJioBapHbIil IUKTAHT

l. cnmemarb 3HaHWE METOJOB OOEClEUEHHUs KauecTBa IMPOAYKIUMU OCHOBOM  BCEX
OpraHM3al[MOHHBIX IIPOLIECCOB

2. IMETh CBOEH 1I€JIbI0 HETIPEPHIBHBIN (ITOCTOSHHBIN) POCT YAOBIETBOPEHHOCTH MTOTpeOUTENEH

3. BBIICTUTH U UCTIPABUTh IPUUYMHBI JIFOOBIX HEHCIIPABHOCTEN

4. TUKBUIMPOBATH OE3BO3BpaTHBIE IIOTEPH BO BeeX chepax MpoU3BOJICTBA

5. ycTaHaBIMBaTh JOJTOCPOYHBIE OTHOIIECHHUS C MOCTaBUIMKAMU IOCPEICTBOM COTPYAHHUYECTBA,
pasziesieHus: PUCKOB U 3aTpaT, U COBMECTHOTO MCIOIb30BaHUS HHPOPMALIH

CoKpaTuTh BEpOATHOCTh OOHAPYKEHUS HEUCIIPABHOCTH B JIETAJSAX A0 3.4 HAa MUJUTMOH

7. norHath Koro-iu0o 1mo Ka4ecTBy/0TcTaBaTh OT KOT0O-ITM00 MO KauecTBY

8. HIOHMMaTh OCHOBHBIE IPUHIIUIIBI

9. ocTaBaThCs TPYAHOAOCTUKUMOM, YCKOJIB3AIOMIEH LETbI0

10. MaHMaKaIbHOE, CTPACTHOE KEJTaHUE JOOUTHCS KauecTBa

11. wmerr B JBa paza OOJNbIIE HEIOCTATKOB (CPEAHECTATUCTHYECKHUNA aBTOMOOWIID,
NpOM3BEACHHBI KommaHue @opx, uMeeT B JBa pasa OoJbllle HEJOCTAaTKOB, YeM
CPETHECTATUCTHYECKUH STTOHCKUA aBTOMOOHITh

12. nupepcTBO MO OTHOIIEHUIO K KOMY-THOO (JIMAEPCTBO SAMOHCKOH aBTOMOOMIIBHON
IIPOMBIIIIEHHOCTH HaJl KoMnaHnue dopy)

13. cokpatutscs co 100% no 20%

14. cnenaTh Ka4yecTBO 3a7a4eil IEPBOCTENIEHHON Ba)KHOCTH

15. BneyaTysirolmii CKauoK B pa3BUTHU

16. 3anIaHUPOBAHHOE YCTAPEBAHUE



17. IeHnTh Ka4ecTBO 10 CYLIECTBY U NMPHJIaBaTh 3HAYCHNE HEOOIBIINM JICTAISIM
18. cuurtaTh UTO-TMO0 camMO cO0O0M pazyMEIIMMCS

19. xoraa meno kacaercsi, KOraa pedb UaeT o...

20. cTaTh 01€P>KUMBIM YEM-TH00

Jlekcnueckuii 3aueT (B KOHIIE ceMeCTpa)
Card 1
1. mpeoOpa3oBbIBaTh, XpaHUTh, 3allUIIATh, o0OpabaThIBaTh, IepenaBaTh M H3BJIEKATH
uH(pOpPMAILIMIO U JaHHbBIE
. OM3HEC-MOJIENTU B CTPYKTYpa YIpaBJICHUS
. IOJINTUKA B 00J1aCTH 00pa30BaHus, BBI3IBAIOIIAsl OECIIOKONCTBO BO BCEM MHpE
. caenath paboty OoJiee HANPSKEHHOM
. 3apabaTbhIBaTh WU TEPATH, €CIIU IIeHa HA aKIIUU PAcTeT WIX MaJaeT
. IMETh KeJlaHHE HE OCTAHABJIMBATHCS HU IEPE] YeM C LEJbI0 MPOTHBOCTOSATH COKPAIICHUIO
(buHaHCHUPOBAHUS BBICHIETO OOPa30BaHUS
7. BKJIapIBaTh MHJUIAAP.IBI B UHPOPMALIMOHHOE 000PYIOBAHUE U YCIYTH
8. ¢uHAHCOBBIN CeKTOP/(DMHAHCHI, aKIIUU, KOMMYHAJIbHbBIE YCIYTH
9. OKa3aTbCs HE3AIUIIEHHBIM OT PE3KHX CKAYKOB B CTOMMOCTH O0yUYECHHS
10. BeposiTHO, B pe3yibTare, y Bac Oyner MeHbllle BpeMeHH Ha JApyrue acleKThl paboThl
11. ynanuts/yHUYITOXXUTH BOKHBIA JOKYMEHT/(Dailiibl ¢ JOKYMEHTaMHU
12. ckonupoBath 4yTO-1100 B MporpamMmy 6a3bl JaHHBIX
13. aHamu3 0e3yOBITOYHOCTH, aHAIW3 OIpPEICICHUs NPUOBUTBHOCTH  OW3HEeca/aHain3
JESITEIIbHOCTH MPEANPUATHUS &
14. npuHsATHE MOJENN HIKOJBI OM3HECA MOXKET OKa3aThCsl €IMHCTBEHHOW aJbTEPHATUBOU TOMY
MyTH, IO KOTOPOMY UAYT yCTapeBIINE YHUBEPCUTETHI
15. mpemocTaBIATh PEryJsIpHbIE OTYETHI O BHITIOJTHEHUH paboT
16. 0OyuaThCsl y ONBITHBIX MIPENoiaBaTeNeil U yay4IlIuTh CBOE pe3oMe
17. Oxxupaate mepuoA Criaja ¥ UMETh TeHICHINIO K CHIDKEHHIO 1IeH/ MMETh TEHACHIIUIO K POCTY
1IeH (0 pBIHKE [IEHHBIX OyMmar))
18. uMeeT cMBICH cAeNaTh YTO-IN00
19. npuOBLIL/YOBITKM OT OCHOBHOM J€SIT€IbHOCTH NPEATNPUATHS
20. 0cBOOOIUTE KOr0-IM00 OT 00sI3aHHOCTEH
21. pabotaTh Ha MpPoaBIlia KOMIBIOTEPHOTO 000PYAOBAHHUS/aMIapaTypPhl
22. paccMaTpuUBaTh Kanoobl
23. OBITH MECTOM MPOBEACHUS MEKAYHAPOIHBIX KOH(EpEeHIUI ceMUHApOB
24. mpeICTaBUTh CBOU UJCH JIETAJIbHO, MTOIPOOHO
25. UMeTh aKIMK1 KOMITAHUU

AN AW

Card 2

1. ocHOBBI OM3HECA

2. OBITH MECTOM MIPOBEJCHUS MEKTYHAPOTHBIX KOH(PEPEHIIUN CEMIHAPOB

3. paccMaTpuBaTb MHBCCTHLHUH B I/IH(i)OpMaHI/IOHHI)Ie TEXHOJIOTHUN KaK CpCACTBO ITOBBIIICHUA
MPOU3BOUTENLHOCTH TPYAQ

. IOACPKUBATDH CBSI3B/ KOHTAKTUPOBATh C KOJJICTaMH

. Ha3Ha4YaTh BCTPEYH Ha CaiiTe KOMITAHUU

. cHm3uThes/ynacth Ha 50% (1ieHsl Ha peiHKe ynanu Ha 50 u 6osiee mpoIeHTOR)

. 3aHSTH IEHBTH Y IpYy3ei U obecrieunBaTh cedsi, paboTas HEMOMHBIN pabounii JeHb

. HOMep cueTa KIMCHTa/3aKPBITh CYET KIIMEHTA

. IOHWXXATb NPOUCHTHBIC CTABKU B HCIIAX CTUMYJIUPOBAHUA paCXO,Z[OB/ MOBBIIIATL MPOLCHTHBIC
CTaBKHU B LEJSIX CHIKEHUS WHOISAUN

10. ynmycTUTh BO3MOKHOCTh HOJYYHMTh 3HAHUS M HABBIKH/OIBIT, KOTOPbIH OyIeT CIyXHUTh Ha
MPOTSYKEHUH BCEU KU3HU
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11. BKkiaapIBaTh MIJIIHAP/BI B MH(GOPMALIMOHHOE 000pYyI0BaHUE U YCIYTH

12. ToBapHUILECTBO, OOIIECTBO. KOMITAHUS C OTPAHUYEHHON OTBETCTBEHHOCTHIO

13. Kakas Henenas uaest — NpoJoKaTh BKJIAbIBaTh OOIIECTBEHHBIE JEHBIM B 00pa30BaHHUE.

14. ycTaHOBUTH HOBBIE CUCTEMBI O€30MaCHOCTU Ha BCE CAUTHI KOMITAHUU

15. pbIHOK, XapaKTepU3YIOIMUICS TEeHISHIIMeH NaJAcHUs IeH (Ha aKIuu), “‘MEIBEKHH PHIHOK;
PBIHOK, XapaKTEpU3YIOLIUICS TEHIEHIMEN pOCTa LIeH (Ha akLMK), “ObIuuil pbIHOK™

16. MMPOKO UCIIONIB30BATHCS B paboTe

17. co031aTh/MOATOTOBUTH BIIOJIHE TNPO(PECCHOHANBHYIO SKpPAaHHYIO IPE3EHTAlMI0 WIU
BIIEYATIISIONIYIO MOAOOPKY CIIaii/I0B, peKJIaMHBIX MaTepHAIOB, IHANlO3UTHBOB,

18. ocHOBaTh COOCTBEHHYIO HE3aBHCHMYIO 3BYKO3aITUCHIBAIOIIYIO KOMITAHUIO/OU3HEC

19. «3ane3aTh» B IOJITH, UMETh OTPOMHBIE JJOJTH

20. MoJB30BATHCS MPEUMYIECTBAMH CHEIUAIbHON MOATOTOBKH, MPEAOCTABIAEMON JTOPOTUMU
YaCTHBIMH IIKOJIaMH

21. bhapmanieBTHUECKAS! TPOMBIIIUICHHOCTh U OMOTEXHOJIOTUHU

22. nonauTHKa B 00J1acTH 00pa30BaHMsl, BEI3bIBAIONIAs O€CIIOKOMCTBO BO BCEM MUPE

23. mpoOsema SBISETCS PE3YIbTaTOM UCKITIOYUTEIHHO BRICOKOW TEKYYECTH KaIpOB

24. nony4aTh AUBUICHIBI

25. Oxupmaercs, 4To...

Card 3

1. ycunuBath 00pb0Y C HCHOIB30BAaHUEM MUPATCKOIO MPOrPaMMHOI0 00ecreyeHus

2. 0U/IaTh PETYISIPHBIX IPOBEPOK B cpepe cpenHero OuzHeca

3. KyIbTypHOE Hacleaue

4. OCHOBHBIE MaTepuanbl (XUMHYECKOW TPOMBIIUIEHHOCTH, JIECHOH U  OyMa)KHOMU
IPOMBIIIJICHHOCTH, METAJITYPTUYECKON U FOPHOA00bIBAIOIIEH TPOMBIIIIIEHHOCTH

5. ToBapuiecTBO

6. cioco6 ooMeHa nHpopMaIei i1 BHyTPEHHETO M0JIb30BaHUs

7. 6bITH O0SI3aHHBIM 3aKOHOJATENIbHO BHOCUTH BKJIAJ B JallbHEHIIEe 00pa3oBaHue

8. mpojiaBaTh akMU PU3MUECKUM JTULAM

9. Oxunate Nepuoj Craja U UMEeTh TEHJIEHIUIO K CHU)KEHUIO 11I€H/ UMEeTh TEHJIEHIUIO K POCTY
11eH (O pbIHKE IIEHHBIX OyMmar))

10. umeeT cMBbICH clieaaTh YTo-I100

11. ynenuth HECKOJIBKO MUHYT CBETCKOMY Pa3roBOpY IHepesa TeM, KakK MeperTu K 00CYXIESHUIO
JIEJIOBBIX BOIIPOCOB

12. 0cBOGOIUTH KOr0o-1u00 OT 00s13aHHOCTEN

13. uHBeCTUPOBATh JIEHBI'M OT AKIMI U OCECTh TaM, IJ€ JEIIEBO U TEIIO

14. Otuer 0 npuOBUISIX U YOBITKAX; OTYET O pe3yJibTaTaxX XO3sSHUCTBEHHON JAeATeIbHOCTH

15. pa3zapaxarb KOro-i1mbo, 10CcTaBisATh HEMPUATHOCTU (MeHs MOCTOSSHHO OeCrOKOST U3 OTAeNa
MapkeTuHra, Tak Kak OHM He MOT'YT M0JIb30BaThcs IHTEpHETOM)

16. obecnieunTs KOro-nudo gocrynom B MHTEpHET

17. ocraBaThCsi HEKOMMEPUECKOI OpraHu3alueil/cTaTh, IPeBpaTUThCs B IPUOBUIbHBINA OM3HEC
18. mproOpecTH IEHHBIN MPAKTHYECKUHN OTIBIT

19. OBITH OTBETCTBEHHBIM 32 TEXHUUYECKYIO MOIEPIKKY MOJIb30BaTENIeH

20. He roBops yxe 0 HE MOAAAIOLIEMCS OLICHKE Bpe/e IS TJIa3 U MO3ra, KOTOPBIM MPUYUHSIOT
panuanus 1 MUKpOBOJIHBI, BBIIEISIEMbIE 2JIEKTPOHHBIMU MPUOOpaMuU

21. KOHTPOJIMPOBATH/YIPABIATH ACSITEILHOCTHIO U YIYUILIATh €€

22. OTBETCTBEHHOCTh JIOKHUTCS Ha OOJBIIMHCTBO HAJIOTOIIATEIBIINKOB, KOTOpPbIE, B KOHIIE
KOHIIOB, TUIATSAT 32 MEHBITUHCTBO (HEOOJBIIIOE YUCIIO) CTY/IEHTOB

23. aBTOpPCKUI TOHOpap (OTUUCIIEHUS C TUPaXKa, UCIIOJIHEHNU )

24. IpOaYKTHI MUTAHUS U HAITUTKH

25. nepenoxHyTh, OTJOXHYTh



Card 4

1. ycyru o moaiepkke Ou3Heca

2. TNPOBECTH NPOU3BOJbHBIA OMPOC MHEHUH MO KaKOMY-THOO BOIPOCY, H3YyYUTh MHEHUS
CIIy4aifHO BBIOPAHHBIX PECTIOHICHTOB

3. C 4eM TpyIHO COIIacCUThCS, TaK 3TO...

4. crarimoHapHasi 1 MOOHMIIbHAS (COTOBAsI) CBSI3b)

5. pearupoBaTh Ha OOBUHEHHS B IPEAYMBIIIICHHOM IPUYUHEHUH Bpea

6. COKpaTUTh BpEeMs IIPOCTOSI CHCTEMBbI U3-32 HEHCIIPABHOCTH/HETIOII0K/ YMEHBIIUTh TEKY4eCTh
KaJIpoB

7. mOJy4aTh AUBHUJICHBI

8. 3apabaThIBaTh WM TEPSATH, €CIIH 1I€HA HA aKI[UU PACTET WJIH MMaJlaeT

9. pa3BUBAIOIIUICS, PACTYIIHI 3apYOCKHBIN PRIHOK 00pa30BATEIBHBIX YCIyT

10. orpaHUYHTh YBEIMYUBAIOLIUECS 3aTPAThl HA YHUBEPCUTETCKOE 00pa3oBaHue

11.¢uHaHCOBBIH ceKTOp/(PUHAHCHI, aKIINH, KOMMYHAJIBHBIC YCIIYTH

12. ©3y4uTh MIIAH C LETbI0 00JETYUTh PEHICHUE TPOOIIEMBI

13. [Ipenmerom Hamield 00€CTIOKOSHHOCTH B HACTOSIIIIEE BPEMSI SIBIISICTCS. . .

14. noHMXkaTh MPOIICHTHBIE CTABKHU B LEJSIX CTUMYJIHPOBAHUS PACXOI0B/TIOBBIIIATH MPOIICHTHHIE
CTaBKH B IEJSIX CHIKCHUS WHOIISAITUN

15. uMeTh o4eHb 00ECIIEYeHHBIX POIUTENEH

16. obopmuTh GECIPOIICHTHBIN U HEOOJIaraeMbIi HAJIOTOM KPEIHUT, KOTOPBIN MOJIJICKHUT BHITUIATE
TOJIKO TOT/a, KOT/1a KTO-TM00 (3aEMIIKK) MMOJIYYHUT MTOCTOSHHYIO paboTy

17. pa3a Hakorutenus/ ¢aza pacnpeneneHus/ ¢aza najacHUs eH HUHBECTUIIMOHHOTO ITHKJIA

18. ycoBepIIeHCTBOBATH OMEPAMOHHYIO CUCTEMY

19. IlporpamMMHbBI€ TIPHIIOKEHUST BBIXOIST U3 CTPOS BCe OOJIee YacTo, a CEpBEP BBIMIET U3 CTPOS
Ha MPOILION Heferne

20. moxy4aTth OT ONTOBHUKOB/ONTOBBIX TOPTOBIIEB TOJIOBHHY PEKOMEHIOBAHHON PO3HUYHOMN
LICHbI

21. ObITh EpEBEACHHBIM B IpYroi (pumman KoMIaHUuu

22. ycTaTh OT MOCTOSIHHBIX MEPEE3/I0B U MOJIaTh B OTCTABKY

23. yCTaHOBHUTb OPUEHTHUPBI

24. BKIaApIBATh MILTHAP/IBI B HH(DOPMAIIMOHHOE 000pYA0BaHUE U YCIYTH

25. yBeTUYHTH MTPOU3BOIUTEIILHOCTD TPY/Ia M MPUOBLTH

Card 5

1. ObITh Ha3HAYEHHBIM PYKOBOAMTENIEM OT/eNa UH(POPMAITMOHHBIX TEXHOJIOTUH

2. BO3pACTAIONINI CIIPOC HA AJIEKTPOHHBIE OAHKOBCKHUE YCIYTH

3. mpejaraTh HOJYYMBIIME MEXIyHapOAHOE MpPU3HAHUE 0Opa3oBaTENbHbIE MPOTPAMMBI IS
MOJyYCHUsT CTENeHW OakalaBpa W MAarmcTpa, COCTAaBIEHHBIE C Y4eTOM MOTpeOHOCTelH
OTIpe/IeTIeHHBIX KOMITAaHUH

4. Briciiee UCTIOTHUTENIFHOE PYKOBOJCTBO/BBICIIAS aIMUHUCTpanus, JIUPEKTOp M0 MapKeTHHTY,
JupekTop oTaena no padore ¢ nepcoHaaoM, Jupekrop HHPOPMALMOHHO-TEXHUYECKOTO OT/AeTa
5. HaxomuTthcst B COCTOSIHUM perieccuu (Craaa), eperTH B COCTOSIHUE pereccui (00 SKOHOMUKE)
6. OBITH NIEPErpy>KEHHBIM paboTOM

7. ycTaHOBUTH OecripoBOAHOM A0CcTyN K HTEpHETY Ha HOYTOYK

8. onpenenuTh TOUKY CaMOOKYIIaéMOCTH/TOUKY KPUTHUECKOTO 00beMa POU3BOJICTBA

9. mperepnerb OOJbIIME U3MEHEHHUS B CBSI3M C YBEIMYEHHEM YHCIA 3arpy30K ¢ HU(POBBIX
HOcUTeNnei/1M(ppoBHIX 3arpy30K

10. OpocuTh (IIKOTY, YHUBEPCUTET), BBIOBITH MTOCIIE€ IEPBOTO Tojja 00yUeHUs

11. (He) UMeTh CTUMYJI CTaTh O0JIee KOHKYPEHTHOCIIOCOOHBIM

12. ckonmupoBaTh YTO-TMO0 B IporpaMmMy 0a3bl TaHHBIX

13. nmepxatb Koro-nubo B Kypce Aena (10 MOBOXY pelleHHsl MpoOiIeMbl, CBA3aHHOW ¢ Oa3oi
JTAHHBIX )



14. rapaHTUPOBATH yIOBIECTBOPEHUE TOTPEOHOCTEH MOTPEOUTEIIS

15. momyyats npuOBLIL

16. mproOpecTH, KymUTh YTO-JIMOO0 IO BHITOTHOM, YIAYHOM IICHE

17. oTknanpiBaTh 4TO-MMOO (BBIIJIATY, BO3BpPAT JCHET) HAa HEONPEAEICHHOE BpeMs («B TONTUN
SIIITHAK)

18. TpeboBatk ot mojeil paboTate JoIbLIe

19. mMpoKo KUCIONIB30BaTHCS B paboTe

20. MeaUIMHCKOE 000pYIOBaHHUE U YCIYTH

21. orIaTUTh YacTh CTOMMOCTH OOyUYCHHUS

22. oTnaBaTh NPEANOYTEHUE CTYICEHTaM U3 OOTraThIX ceMen

23. BBIIOJHATH Pa3In4yHble 00A3aHHOCTU OT YCTAHOBKU IPUIIOKEHUH 10 pa3pabOTKU CIOKHBIX
KOMITBIOTEPHBIX CETEN

24. nH(popMaIOHHO-KOMMYHHUKAIIMOHHbBIE TEXHOJIOTUU

25. momyunTth ooOpenue OrKeTa

Card 6

1. Ilpenacenarens IlpaBnenus/IIpencenarens Coseta [upekropoB, I'eHepalbHBIH JAHPEKTOP,
@DHUHAHCOBBII TUPEKTOP, HEUCTIOIHUTENBHBINA AupekTop/wieH Cosera J(upekTopoB

. AIMETb aKLIMU KOMIIAHUU

. 3apabaTeIBaTh ceOe Ha KU3HD YeM-ITH00

. IOCTHYb JIHA PhIHKA/IOCTUYb BBICLIETO YPOBHS POCTa PhIHKA

. yIIpaBJeHUE JaHHBIMU

. IUIOXO/Hey1a4HO CIIJIAHUPOBAaHHbIE MH(POPMAILIMOHHBIE CUCTEMBI

. IPEeNOYNUTaTh HEOONIbIINE YOBITKH

0e3yOBITOYHOCTH ~ MPOM3BOJCTBA/COrNIAIIaTbCd Ha  0€3yOBITOUHOCTh  MPOM3BOACTBA WU
HeOOoJIbIINE YOBITKI

8. CBA3BIBATBHCS C KOPIOPATHUBHBIMU KIMEHTAMH M IMPEJCTABIATh MPOrpaMMy MOOIMIPUTETHHON
MOE3/1K1

9. HabupaTh 1 00yyaTh HOBBIX TOPTOBBIX MpeEICTABUTEIECH

10. mpon3BOACTBEHHBIE 3aTPAThl/PUKCUPOBAHHBIE PACXO/1bl/IEPEMEHHBIE U3/IEPKKU

11. cokparare 610/KET U YUCIEHHOCTh NepcoHaa

12. pe3ynbTaToOM 0KECTOUEHHON KOHKYPEHIIMH CTaia He0OXOIUMOCTh JIeaTh BCe OBICTpee

13. npuOBLIL/YOBITKM OT OCHOBHOM J€SIT€IbHOCTH NPEANPUATHS

14. ucnonb30BaTh TroCyAapCTBEHHOE (PUHAHCHPOBAHUE/CYOCUIIMU JIJIST TIPEIOCTABJICHUS 3aiima,
CCYJIBI CTyJIEHTaM

15. uzyueHue ycrapeBIIuX TEOpUd OOJIbIIIE HE SBISETCS BaKHBIM, 3HAUUMBIM

16. aspokocMuueckas 1 000pOHHAas! TPOMBILIUIEHHOCTh; MAILIMHOCTPOEHUE

17. ynanuTe/yHUUTOXKUTH BaXXHBIA JOKYMEHT/(aiiibl ¢ TOKyMEHTaMu

18.ycranaBiauBaTh “‘3aIu1aTKU’ U 3arpy’KaTh HOBBIE ApaiiBephl (YCTAHOBOUYHBIE IPOIPAMMBI)

19. HabnrogaTenbHOE PYKOBOACTBO/ YIIPaBIEHUECKOE 3BE€HO HU3IIETO YPOBHS

20.0Ka3aThCsl HE3AIUIIEHHBIM OT PEe3KHX CKauYKOB B CTOMMOCTH O0y4YEeHUS

21. nHBECTHPOBATH JICHBI'U B YJIyYIIEHHE KaueCTBa

22. nIaHUpPOBaTh BBIPYUKY OT MpoJaxH ... (10 000 anp60MOB)

23. CBUAETEILCTBO TOTO, YTO COIMAIbHBIE PEUMYIIECTBA, IPEAOCTaBIsIeMble 00pa30BaHUEM, HE
OIPaB/JBIBAIOT 3aTPaT HA HETO

24. UCKIIOYUTH/HE JOMYCTUTh K MOJY4YEHHIO OOpa3oBaHUs 3aCiIyUBAIOLIUX TOrO MECTHBIX
JKUTEIEN

25. onpenenuTh KeIaeMblil PE3yJIbTAT U CPOKU €r0 JOCTHKECHUS

N N DN BN

Card 7

1. HOTpe6OBaTB MNPUHATH PCUHICHUC, ONIPCACITIUTD MMOJIUTUKY W U3MCHUTDL IOBCICHUC



2. TOCNEACTBUS TPEHAA/TEHAECHUMH K POCTY LMU(QPOBBIX 3arpy30K A 3BYKO3aIHCBIBAIOIIMX
KOMIIAaHUH 1 TOTpeOuTeneit

3. yBeIMUYMBATh YKMCIIO CTY/AECHTOB B I'PYIIAX U YMEHBIINTh 3apIUIaTy IpernoiaBaTesci

4. mpoAYMaHHOCTb, YETKUH TJIaH U KOHTPOJIb

5. ycyryOuaTh CUTYalUIO PE3KUM POCTOM CTOMMOCTH BBICILIET0 00pa30BaHUs

6. M3Bunute 3a OECIIOKOMCTBO, HO...

7. IMETh PE3epBHYIO (3aaCHYI0) WIN IEYaTHYIO KOIIHIO

8. OTKpbITas (AKIMOHEPHAs) KOMIIAHUS C OrPAaHMYEHHON OTBETCTBEHHOCTBHIO/KOPIIOpAIHS,
aKIMOHEPHOE OOIIECTBO

9. mpennaraTb TONHBIA Kypc oOOyuyeHHs, (aKyabTaTUBHBIC 3aHATHS, KOHCYJbTAIUH,
YCTAQHOBJICHHE (JI€JIOBBIX) KOHTAKTOB, TPYIOYCTPOMCTBO (IIPpO(ECCHOHATIBHYIO NPAKTUKY) U
HETPEPHIBHYIO TOMOIIH (YCIYTH) B IPOPECCHOHATBHOM pOCTE

10. npenocTaBUTh KOMY-IMOO MOAPOOHYH0 HMH(MOpMALMIO O TOM, 4YTO HMeeTcd B
pactopsHKCHHH/BBECTH KOTO-THO0 B KypcC Jema

11. pacripeniesiaTh 3a1a4u B CIIUCKE JIEJ IO CTETIEHU Ba)KHOCTHU

12. naBectupoBars B npeanpustus JKKX u obnuranmun/nonarossie 00s13aTeabCTBA

13. mony4ars npuoObLIb

14. 6patb (TBOpUECKHUI) OTITYCK (CPOKOM JI0 TOJA)

15.51 BXOXXY B CUCTEMY, 3aTEM BCE «3aBHCAET», [I0ATOMY S MBITAIOCh BHIMTH U3 CHCTEMBI

16. 3amMeHUTHh HEOOJNBIINE OPTATUBHBIE KOMITBIOTEPHI, UCTIOIb3yeMble o(duce, Ha YTO-TO Ooiee
COBPEMEHHOE

17. aHamu3 0e3yOBITOYHOCTH, aHAIM3 OIpPEICICHHUs NPUOBUIBHOCTH  OW3HEeca/aHam3
JEeSTeIbHOCTH MPEIIPUATHS

18. KOHKypUpOBaTh HAa MUPOBOM PBIHKE

19. pa3BuBaTh HAOOP COTPYAHUKOB Ha MEXYHAPOJHOM YPOBHE

20. co3/1aTh/TIOATOTOBUTH BIIOJIHE MPO(ECCHOHANBHYIO JKPAHHYIO IPE3EHTAlMI0 MU
BIIEUATJIAIOLIYIO MOJIOOPKY CIIAiiI0B, pEKIaMHBIX MaTE€pUAIOB, TUAIO3UTUBOB,

21. MOHMXaTh MPOLIEHTHBIE CTABKU B LENSAX CTUMYJIHPOBAHUS PACXO/I0B/TIOBBIIIATH IPOIICHTHBIC
CTaBKH B LIEJISIX CHWKEHUS UHIIALUT

22. B TaKOH CTENEHH, YTO/BIUIOTH A0 TOTO, YTO..

23. pacxo/ipl Ha 3apIuIaTy, 3aTpaThl HA OIJIaTy TpyAa

24. NOay4YUTh MPOJIBUKEHUE T10 CITy:KOe

25. ocTaBUTH pabOTy/HaMKCATh 3asBIEHUE 00 yX0/1e

Card 8

. CllenaTh YHUBEPCUTETCKOE 00pa3zoBaHue 0oJiee JOCTYITHBIM

. paccMaTpuBaTh JKaJ00BI

. TOBBILIATH MPOU3BOJAUTEIBHOCT TPY/AA U BBOAUTH U3MEHEHHUS

. OKa3bIBaTh BCE OOJIbIlee TaBIeHUE HA YTO-ITH00/KOT0-TH00

. Ipo0JieMa SIBJISIeTCs pe3yIbTaTOM MCKIIIOUUTEIHHO BHICOKON TEKYYECTH KaJpoB

. TIOBBICUTB/yBEIMYUTh BOCIIPUHUMAEMYIO LIEHHOCTh 4ero-aubo, mpeasarasi BHICOKOKIACCHBIE
ycIIoBUsl 00yU€HUs U TOJICPKKY BBHIITYCKHUKOB IOCTIE 3aBEpILIEHUs Kypca o0yueHus

7. Ipo/1aBaTh, KOTJa IIEHbI HA PhIHKE PACTYT U MOKYNaTh, KOT/1a IEHbI NaJat0T

8. YCTaHOBHUTH HOBBIE CUCTEMBI OE30MMACHOCTH Ha BCE CAMTHl KOMIIAaHUH

9. coCpeaOTOYNThCS Ha BBITO/1E/TIOJB3€ ISl KOTO-TH00, a HE Ha KECTKUX MpaBUiaxX U MOpsIKe
10. MOBBICUTH CBOM IIAHCHI YCTPOUTHCS HA pabOTy M YBETUYUTDH CBOM 3apabOTOK

11. oOyuaThCsl y ONBITHBIX MIPENoiaBaTeNeii U yaydIIuTh CBOE pe3oMe

12. ToBapbl IMYHOTO CIIPOCca U OBITOBBIE TOBAPHI

13. BBOAUTH AaHHBIE/BBECTH MAPOJIb B CUCTEMY

14. moCTaBIATBCA B KOMIUIEKTE C TAaKeTOM OQUCHBIX NPWIOKEHHH (0 MepCOHATBHBIX
KOMIIBIOTEpAXx)

15. nmpenocTaBisTh peryssipHble OTUYETHI O BBIMOJIHEHUN padoT

AN DN B W —



16. BBIMOJIHUTS TUTAH MO MPOJIaXKaM U MEPEBBITOIHUTE TOAO0BbIE TOKA3aTEeNU

17. pa3pabaTpiBaTh MPE3CHTAMOHHBIE MAaTEPUANIbl U OCYIIECTBIATH COBPEMEHHBIE PEKIAMHBIC
KaMITaHUU

18. mOHMXKaTh MPOIICHTHBIC CTABKHU B IEJISIX CTUMYJIHMPOBAHUS PACXOIOB/TIOBBIIIATH MPOIICHTHBIE
CTaBKHU B LEJSIX CHUKCHUS UHOISAUN

19. nocTrub AHA PHIHKA/IOCTHYB BHICIIETO YPOBHS POCTA PHIHKA

20. pa3paboTaTh SKpaHHYIO MPE3EHTALIUIO

21. BeposiTHO, B pe3ynbTare, y Bac OyneT MeHbllle BpeMeHHU Ha APyrue acleKThl padoTh

22. yCOBEpIIECHCTBOBATh OPraHU3ALUI0 CTAXKUPOBKHU (IIPAKTHUKH) M CHUCTEMY PYKOBOJICTBA
KapbepHBIM POCTOM

23. mponaBaThb pO3HUYHBIM TOProBLIAM MO LEHE, cocTaBistomedn npumepHo 60% ot
PEKOMEHIOBAHHON PO3HUYHOM LIEHBI

24. ciocoObI/METO bl TPOJBUKEHHS BBICOKOTEXHOJIOTUYHBIX TOBAPOB

25. 060py10BaTh KOMITAHHUIO THICSIYaMHU KOMIIBIOTEPOB U MPOTAHYTH KMJIOMETPHI TPOBOJIOB

Card 9

1. ObITH HUAEATBHBIM MECTOM KaK JUIsl pa3MEIIEeHUs JEeTHEeH MIKOIbI, TaK U JJIs KPYIJIOTOIUYHOTO
oOydeHuss B XOpouio OOOpyIOBaHHOM Kammyce (TeppUTOpUsl YHMBEPCUTETA, UIKOJIbI) C
KOM(OPTHBIM pa3MeLICHUEM

2. ¢aza Hakorutenust/ pasza pacnpenenenus/ (asza majaeHUs ICH UHBECTUIMOHHOTO ITHKIIA

3. cau3uThes/ymacth Ha 50% (1eHbl Ha peIHKe ynanu Ha 50 u GoJiee MpOIEHTOB)

4. ObITh BPEMEHHO OTCTPAaHEHHBIM OT pabOTHI/OBITH HECTPABEIIMBO YBOJEHHBIM  3a
HEYBa)XXMTEIbHOE OTHOIIEHUE K pab0oTOAATEINIO

5. paboTarb HajJ CO3/aHUEM IIJJaHA C MEJIBbI0 TMPEOJOJETh HANPSIKEHHOCTh, CIPABHTHCS C
KECTKMMHU CPOKaMM U HEIIPEepbIBHOM paboToit

6. yCOBEpILIEHCTBOBATh CBOE PE3IOME

7. papmarieBTHYECKas IPOMBIIUIEHHOCTh U OMOTEXHOJIOTHU

8. MOJIYYUTh TPAHT OT MECTHOT'O MPABUTENHCTBA WM BBIUTPATh YHUBEPCUTETCKYIO CTUIIEHANIO

9. ybenuth pabotoaarens cyoCcHUIMpoOBaTh CBOE 00yueHHUE

10. onpaBabIBaTh cTpeMiieHHE K 3()()EKTUBHOCTU U CKOPOCTHU

11. mpuymMaTh OTTOBOPKY, BBIIYMaTh IPUUUHY

12. HOMep cyeTa KJIMEHTa/3aKpbITh CYET KIMEHTa

13. OTtuer 0 NpuOBUISIX U YOBITKAX; OTYET O pe3yJibTaTaxX X03sSHUCTBEHHON JeATeIbHOCTH

14. ycyryOmsTh CUTYAIMIO PE3KUM POCTOM CTOMMOCTH BBICIIIETO 00pa30BaHUs

15. pa3BuBatomuiics, pacTymuil 3apyOeXHbIM pIHOK 00pa30BaTENbHbBIX YCIYT

16. BKaapIBaTh MUJIIHAP/I B MH(OPMALIMOHHOE 000pYI0BaHUE U YCIIYTH

17. yBenU4UTh NPOU3BOJUTEIBHOCTD TPY/AA U MPUOBLTH

18. manupoBaTh BBIPYUKY OT IpoJaxH ... (10 000 ans60mMoB)

19. aBTOpCKUil rOHOpap (OTYUCICHUS C THPaXKa, UCTIOTHEHU)

20. BIUATH HA Kapbepy U MOTEHIUAIBHBIE JJOXO/IbI

21. mpenocTaBiATh Kypc 00y4deHus (B By3€) I OJIyYeHHs! CTEIIeHU

22. KOHTPOJIMPOBATH/YIPABIIATh ACSITEILHOCTHIO U YIIydlIaTh €€

23. moaJepKUBATh CBS3b/KOHTAKTUPOBATH C KOJJIETaMH

24. cnenath paboTy O6oJee HaPsHKEHHOM

25. paccMaTpuBaTh MHBECTHIIMM B MH(MOPMAIMOHHbIE TEXHOJOTHH KaK CPEIICTBO IMOBBIIICHUS
MIPOU3BOIUTENILHOCTH TpyAa

Card 10

1. 3apabaTbIBaTh WU TEPATH, €CIU IICHA HA aKIIUW PACTET WU MaJaeT

2. Ilpencenarens IlpaBnenus/IIpencenarens Coserta dupextopoB, ['eHepanbHBINH JHPEKTOP,
@DHUHAHCOBBII TUPEKTOP, HEUCTIOTHUTENbHBIN AupekTop/uieH CoBeta AUpeKTOpPOB

3. IpeaoCcTaBUTh OOHOBJICHHYIO (TMTOCIEAHIOI, HOBYIO) HH(OPMAITHIO O YeM-JIH00



4. BBIITYCTUTh HOBBII TOBAp HA PHIHOK

5. Ha3Ha4aTh BCTPEUU HA caiiTe KOMIIAHUU

6. IOTyYUTh MPOABMKEHHUE IO CITyk0e

7. OTKphITas (aKIMOHEpHasl) KOMIIAHWSA C OTPAHWYCHHOM OTBETCTBEHHOCTHIO/KOPIOpAIIHS,
aKIMOHEPHOE 00IIECTBO

8. IPOAYKTHI IUTAHUS U HAIIUTKU

9. ycTpaHITh KOMIIBIOTEPHBIE TPOOIIEMBI

10. ycraHOBUTH MOOMIIEHBIN MIHTEpHET/3IIEKTPOHHBIH aapec

11. ocraBuTh paboTy/HamucaTh 3asiBICHUE 00 yX0/1e

12. ObITh IEpEeBEIEHHBIM B IpYTOil (pumran KOMIaHUH

13. Oxuaate Nepuos crajga U UMETh TCHJICHIUIO K CHUKEHHIO 1IeH/ UMETh TeHJICHIIUIO K POCTY
11eH (0 phIHKE IICHHBIX OyMmar))

14. uaBectupoBats B npeanpusaTs XXKX u obnuranun/noiaroseie 00s3aTelIbCTBA

15. OBITH MOAECPHU3UPOBAHHBIM C IIEIIHIO TOBBIICHUS (P (HEKTUBHOCTH

16. cTaTh HEYMECTHBIM, HEMOIXO/ISIINM, HE OTHOCSIIIUMCS K eIy

17. ObITH MECTOM MPOBENECHUS MEXTYHAPOAHBIX KOH(DEPEHIINI CEMUHAPOB

18. xynbTypHOE Hacieaue

19. onpeenyuTh TOYKY CAMOOKYIAEMOCTH/TOUKY KPHTUYECKOTO 00beMa MPOU3BO/ICTBA

20. mperepneTh OOJbIIME W3MEHEHHS B CBS3U C YBEIMYCHHEM YHCIIAa 3arpy30K C HH(PPOBBIX
HOCHTEJICH/TIU(PPOBBIX 3arPy30K

21. mpeBbICUTH OIOKET U BBINOJIHUTH MM TEPEBBINOIHUTH IUIAH/33Ja4d IO TOBBIIICHUIO
IIPOU3BOJUTENILHOCTH TpyAa

22. HampspKeHHass OOCTaHOBKA, KOTOpas [OJKHA/TIO3BOJSIET CAeNaTh OoJjbllle MEHbIIUMU
YCUJIUSAMU

23. UMeTh KeJIaHHE HE OCTAHABJIMBATHCS HH IMEPE] YeM C LIETbI0 MPOTUBOCTOSTH COKPALICHHUIO
(uHaHCUPOBaHUS BBICLIETO OOPAa30BAHUS

24. npuHATHE MOJENH LIKOJBl OM3HECAa MOXKET OKa3aThCsl €IMHCTBEHHOW aJbTEPHATUBOM TOMY
MyTH, IO KOTOPOMY UAYT YCTapeBILNE YHUBEPCUTETHI

25. yBaxaTh 3aKOHOJATENbCTBO O IpaBaX HAEMHBIX PaOOTHUKOB M KOH(UIEHLIUAIBHOCTH
JUYHON UHPOpMAIUH

Card 11

1. oTAaBaTh NpeANnoYTEeHHE CTYACHTaM U3 OOraThIX ceMen

2. CBUJETEIBCTBO TOTO, YTO COLMANIbHBIE IPEUMYIIECTBA, [IPEIOCTABIIEMbIE 00pa30BaHUEM, HE
OTIpaB/IbIBAIOT 3aTpaT Ha HEro

3. yctaHOBUTH OecripoBOAHOM A0CTyl K HTEpHETY Ha HOYTOYK

4. 51 Bac Gounblie He 3a/1€pKy

5. yCIIyTH 1O TIOAIepKKe Ou3Heca

6. cTanioHapHast © MOOUIIbHAS (COTOBAs) CBSI3b)

7. «3ane3aTby B I0JITH, UMETh OTPOMHBIE JIOJITH

8. IOJIB30BaThCS IMPEMMYILIECTBAMU CIIELUAIBHON IMOATOTOBKH, IPENOCTABISAEMON JOPOIMMHU
YaCTHBIMH IIKOJaMH

9. 060pyAOBaTh KOMIAHHIO ThICAYaMU KOMIIBIOTEPOB U MPOTAHYTH KUIOMETPHI IPOBOJIOB

10. OBITh MOAEPHU3UPOBAHHBIM C LIE€JIbIO MOBBILIEHUS (P PEKTUBHOCTH

11.Ha6mo1aTeTbHOE PYKOBOACTBO/ YIPABICHYECKOE 3BEHO HU3IIETO YPOBHS

12. HaxoauThCsi B COCTOSSHUM peleccuu (crana), MeperTH B cocTosiHue perneccun (00
HYKOHOMUKE)

13. mpuHsTHE MOJETN LIKOJIbI OM3HECa MOXKET OKa3aThCs €IMHCTBEHHOW allbTEPHATUBON TOMY
IyTH, IO KOTOPOMY UAYT yCTapeBIINE YHUBEPCUTETHI

14. Kakas Henenas uaest — NpoJoKaTh BKJIAbIBaTh OOIIECTBEHHBIE JEHBIU B 00pa30BaHHUE.

15. 06opynoBaTh KOMIIAHUIO THICSTYaAMU KOMITBIOTEPOB H MPOTSHYTh KWJIOMETPHI IIPOBOIOB

16. OBITH MOJICPHU3UPOBAHHBIM C LIEITBIO MOBBIIEHUS () (PEKTUBHOCTH



17. mperepners OonbpIIne M3MEHEHHS B CBSI3M C YBEIMUCHHMEM YHMCIIA 3arpy30K C HU(POBBIX
HOCHUTEJICH/IIMPPOBBIX 3arPy30K

18. mpou3BoOACTBEHHBIE 3aTPaThl/PUKCUPOBAHHBIC PACXO/IBI/TIEPEMEHHBIE H3JICPKKH

19. ocBOGOIUTH KOTO-THOO0 OT 00sI3aHHOCTEN

20. MHBECTHPOBATH JCHBI'H OT aKIMI M OCECTh TaM, I/I€ ICIIEBO U TEIIO

21. mnpeoOpa3oBbIBaTh, XpaHUTh, 3allUINaTh, 0OpadaTeIBaTh, NEpedaBaTh U H3BJICKATH
UH(OpPMAIHIO U JaHHBIE

22. BBINOJHATH Pa3IM4YHbIe 00S3aHHOCTU OT YCTAHOBKU MPUIIOKEHUH 10 pa3pabOTKU CIOKHBIX
KOMITBIOTEPHBIX CEeTei

23. paccMaTpUBaTh KAIOOBI

24. noBHIIATH IPOU3BOIUTEIBHOCTD TPY/IAa ¥ BBOJUTH H3MEHEHHUS

25. MpOBOAUTH MCCIIEOBAHNUS PhIHKA U OOHOBIIATH TAaOIUIIBI/MH(POPMAITUIO

Card 12

1. mocnencTBUs TPeHAA/TEHAEHUMH K POCTY LU(POBBIX 3arpy30K JAjs 3BYKO3aIUCBIBAIOIIMX
KOMITAaHUH U MOTpeduTenen

2. KOHTPOJIMPOBATH/YIIPABIATh ACATEIBHOCTHIO U YIy4llIaTh €€

3. BKJIapIBaTh MHJUIAAP.IBI B UHPOPMALIMOHHOE 000PYIOBAHUE U YCIYTH

4. yBenUYUTh MPOU3BOJUTEIBHOCTD TPYA U MIPUOBLIH

5. ycTaTh OT OCTOSIHHBIX TIEPEE3I0B U OJATh B OTCTaBKY

6. OBITh BpPEMEHHO OTCTPAHEHHBIM OT pPA0OTHI/OBITh HECHPABEUVIMBO YBOJEHHBIM 32
HEYBaXHUTEIHHOE OTHOIIEHUE K pab0oTOAATEIIO

7. anamu3 0e3yOBITOYHOCTH, aHalIW3 OMNpeldeNeHus MNpUObUIbHOCTH  OW3Heca/aHanu3
NEeSITeTLHOCTH MIPEIIPUATHS

8. OCHOBaTh COOCTBEHHYIO HE3aBUCHMYIO 3BYKO3aIIMCHIBAIOLIYIO0 KOMIIAHUIO/O13HEC

9. TpeBBICUTH OIOJHKET W BBHIMOJHUTH WIHM TEPEBBINIOIHUTH IUIAH/337a4d TI0 TOBBIIICHUIO
IPOM3BOIUTENLHOCTH TPYAA

10. nepeOoXHyTh, OTJOXHYTh

11. xyneTypHOE Hacienue

12. OBITH HICATHHBIM MECTOM KaK JUIsl pa3MeIeHus JIETHEW IIKOJIBI, TaK U TSl KPYTJIOTOAUIHOTO
o0y4yeHHsT B XOpOLIO OOOPYJIOBAaHHOM Kamiyce (TeppUTOpUS YHHBEPCUTETa, UIKOJbI) C
KOM(OPTHBIM pa3MeIieHueEM

13. aspokocMuueckas 1 000pOHHas! TPOMBILUIEHHOCTh; MAILIMHOCTPOEHUE

14. ToBapHuIIECTBO, OOIIECTBO. KOMITAHUS C OTPAaHUYEHHON OTBETCTBEHHOCTHIO

15. mpeocTaBiATh PEryssipHbIe OTYETHI O BBHIIOJIHEHUHU paboT

16.mpenocTaBuTh  KOMY-JIMOO MOAPOOHYHO HMHPOPMAIMIO O TOM, YTO HMMEETCs B
pacropsKeHUU/BBECTH KOro-Inbo B Kypc Jena

17. Ha Bamem mecte, s He kKosie6ancs Obl HU MUHYTBI

18. nMeTh 0UeHb 00eCIIeYeHHBIX POIUTENCH

19. noxy4ars npuoObLIH

20. a3a nakomnenus/ aza pacupeneneHust/ paza nageHus 11eH HHBECTUIIMOHHOTO ITUKIIA

21. ua(OpMaIIIOHHO-KOMMYHHKAIIMOHHBIE TEXHOJIOTUH

22. ynpaBiieHUE€ JaHHBIMU

23. oCHOBaTh COOCTBEHHYIO HE3aBHCHMYIO 3BYKO3AMUCHIBAIOIIYI0 KOMITAaHUIO/OU3HEC

24. Otuet 0 NpUOBUISIX M YOBITKAX; OTYET O Pe3yJIbTaTaxX XO3sHUCTBEHHON JeATEIbHOCTH

25. ynenuTh HECKOJIBKO MUHYT CBETCKOMY Pa3TrOBOPY Nepea TeM, KaK MEeperTH K 00CYKIESHUIO
JIEJIOBBIX BOIIPOCOB

Card 13

1. opopMuTh OECTTPOLIEHTHBIN M HEOOIaraeMblii HAJIOTOM KPEIUT, KOTOPBIA MOJICKUT BBITIIATE
TOJIBKO TOT/a, KOT/1a KTO-TM00 (3a€MIIHK) MOJIYYIHUT MTOCTOSHHYIO paboTy

2. yoenuth paboToaTens CyoCuaupoBaTh CBOE OOyUCHHE



3. MIMPOKO UCIIOJIb30BATHCA B paboTe

4. co31aTH/TOATOTOBUTH BIIOJHE MPO(ECCHOHANBHYIO JKPAHHYIO MPE3CHTAIUIO  WJIH
BIICYATIISIOLIYIO MOAOOPKY CIai/I0B, peKJIaMHBIX MaTepUaNOB, JUAO3UTHBOB

5. PBIHOK, XapaKTEpU3YIOUIUICS TEHJCHIMEW NaJeHMs LEeH (Ha aK[uH), “MeIBEKUNPBIHOK
PBIHOK, XapaKTEePU3YIOIIUNUCS TCHICHIIMEH pOCTa IIeH (Ha aKI¥K ), “ObIYUi PHIHOK

6. Oxxuaate MEepUo/] CIaJa ¥ UMETh TEHACHUIMUIO K CHIKEHHIO 1IeH/ UMETh TEHACHIUIO K POCTY
11eH (0 PBIHKE IIEHHBIX OyMmar))

7. ocTaBUTh paboTy/HANUCATh 3asBICHUE 00 yXO7e

8. OBITh MEepEeBEACHHBIM B IPYroil (puiman KOMIaHUuU

9. uMmeeT cMbICII cAenaTh YTO-JIM00

10. ucronp3oBaTh OONBIIMA OOBEM IMAMSITH, YTOOBI OOECHEUHMTHh OOJiee OBICTPBHIM JOCTYH K
XKECTKOMY JAUCKY (ObICTpee 3aIyCTHTD)

11. otkpbITas (akuuoOHEpHas) KOMIIAHHUS C OTPAHUYEHHOW OTBETCTBEHHOCTHIO/KOPIIOpALUs,
aKIIMOHEPHOE OOIIECTBO

12. mpoyKThl NUTaHUS U HALTUTKU

13. uMeTh aKkIuu KOMIIaHUU

14. 3apabaThiBaTh ceO€ HA KU3HBb YeM-JIH0O

15. paboraThs Ha PoOAaBIIAa KOMITBIOTEPHOTO 000PYIOBaHHS/AMIIAPATyPHI

16. ycTaHOBUTH HOBBIE CUCTEMBI OE30MMACHOCTH Ha BCE CANTHI KOMIAHUHU

17. OuzHec-MoienH U CTPYKTYpa yIpaBICHUS

18. ocHOBHbIE MaTepuasibl (XMMHUYECKONH MPOMBIIUIEHHOCTH, JIECHOM U  OyMakHOH
POMBIIIICHHOCTH, METAJUTYPTUYECKON M TOPHOA0OBIBAIOIIEH POMBIIIEHHOCTH )

19. KOHKYpUPOBaTh HA MHPOBOM PBIHKE

20. OBITH MECTOM MPOBEACHUS MEKAYHAPOIHBIX KOH(EPEHIINI cCeMUHAPOB

21. pacnpenensTh 3a/1a4u B CIHCKE JIeJ 10 CTETIEHU BaXKHOCTHU

22. Ipe0CTaBUTh OOHOBJICHHYIO (ITOCIEAHIOI, HOBYIO) HH(MOPMAIUIO O YeM-JIH00

23. BBIIYCTUTH HOBBIM TOBap HA PHIHOK

24. cuusuthes/ynacts Ha 50% (11eHbl Ha pblHKE ynanu Ha 50 u 6oJiee mpoIeHTOB)

25. npoaaBath, KOTia IIEHbl Ha PhIHKE PACTYyT U MOKYMAaTh, KOTJA 1IEHbI MaJaloT

Card 14

l. mpeqiaraTh MOJNY4MBIINE MEXKIYHAPOJIHOE IMPHU3HAHUE 00pazoBaTENbHBIE MPOTPaMMBbl IS
NOJy4YeHUs1 CTeNeHH OakalaBpa W MarucTpa, COCTaBJIEHHBIE C Y4YeTOM MOoTpeOHocTel
ONpEeAETICHHBIX KOMITAaHUI

2. YCOBEpILIEHCTBOBAaTh OPraHMU3ALMI0 CTAXHPOBKU (IPAKTUKH) MU CHUCTEMY pPYKOBOJCTBA
KapbePHBIM POCTOM

3. mI0X0/HeyJauHO CIUTAHUPOBAHHbBIE HH(OPMAIIMOHHBIE CHCTEMbI

4. cnenath paboTy Oosiee HAMPSHKEHHON

5. mIaHUpOBaTh BRIPYUKY OT npoaaxH ... (10 000 anp00MoB)

6. aBTOPCKUIA TOHOpap (OTYUCICHHS C TUPAXKA, UCTIOTHEHHUS )

7. OBITh BpPEMEHHO OTCTPAHEHHBIM OT pPa0OTHI/OBITH HECHPABEVIMBO YBOJEHHBIM 32
HEYBaKUTEJIbHOE OTHOIIIEHUE K pPabOTOAATENIO

8. 0CBOOOIUTH KOr0o-Tub0 OT 00s3aHHOCTEN

9. onTUMU3UPOBATH CXEMY/CTPYKTYpPY 3aTpaT

10. B TaKkoii cTeneHu, YTo/BILIOTH 10 TOTO, YTO..

11. 3apabaThIBaTh WK TEPSTH, €CIIH 1I€HA HA aKI[UHM PACTET WJIH MaJlaeT

12. Ilpencenatens IlpaBnenus/Ilpeacenarens Coera upekTopoB, I'eHepalbHBIA IUPEKTOD,
OUHAHCOBBIN TUPEKTOP, HEUCIIOIHUTENBHBIN nupekTop/€ieH Coeta JJupexTopos

13. BBINMOIHUTH IJIaH N0 MPOIaXKaM U IMEPEBBIIOIHUTH TO0BBIC TIOKA3aTEIN

14. pa3pabaTbiBaTh MPE3CHTALMOHHBIE MAaTEPUANIbl U OCYILECTBIIATH COBPEMEHHBIC PEKJIAMHbIE
KaMITaHUU

15. craTe HEYyMECTHBIM, HEOAXOJAIINM, HE OTHOCSIIUMCS K JCITy



16. Oxxumaercs, 9To. ..

17. moHmWXKaTh MPOLEHTHBIE CTAaBKU B LEJAX CTUMYJIMPOBAHUS PACXOIOB/TIOBBIIIATH MIPOIICHTHBIC
CTAaBKH B LIEJISIX CHUKEHUS MHQIIALUU

18. mocTHub AHA PHIHKA/IOCTUYH BBICIIETO YPOBHS pOCTa PhIHKA

19. ynycTUTh BO3MOKHOCTb HOJYYMTh 3HAHUS M HABBIKU/OIBIT, KOTOPHIM OyIeT CIyXHUThb Ha
IIPOTSKEHUM BCEH KU3HU

20. MOBBICUTH CBOM LIAHCHI YCTPOUTHCS HA paObOTy U YBEJIIMYUTH CBOH 3apaboTOK

21. ycTpaHITh KOMIBIOTEPHBIE TPOOIEMBI

22. yCOBEpIIECHCTBOBATH ONEPALMOHHYIO CUCTEMY

23. rapaHTHPOBATH YAOBIETBOPEHUE MOTPEOHOCTEH MOTPEOUTENS

24. yCTaHOBUTH OPUEHTUPBI

25. pe3yabTaToOM 0’KECTOYCHHOM KOHKYPEHIIMHU CTajla He0OOXOAMMOCTD JeJaTh Bce ObIcTpee

Card 15

1. caenaTth paboty OoJiee HANPSKEHHOM

2. paccMarpuBaTh MHBECTHIIMHA B WH(OPMAIIMOHHBIE TEXHOJOTHH KaK CpPEJCTBO MOBBIIMICHUS
MPOU3BOIUTENILHOCTH TPYAa

3. O6pazoBaHue ajs Bcex — IycTasi TpaTa CpeAcTB (PeECypcoB)

4. 6pocuTh (LIKOITY, YHUBEPCHUTET), BHIOBITH MIOCTIE TIEPBOTO T0/1a 00yUeHUS

5. KOHTPOJMPOBATH/YIPABIATH NEATEIHHOCTHIO M YIyUIIaTh €¢

6. IOJIIEPKUBATH CBSI3b/KOHTAKTUPOBATH C KOJUIETaMH

7. pacxoJibl Ha 3apIuIaTy, 3aTpaThl Ha OILJIaTy Tpya

8. cokpamiarh 0I0/KET U YUCICHHOCTh NepCoHalIa

9.0Ka3aTbCs HE3ALUIIEHHBIM OT PE3KUX CKAaYKOB B CTOUMOCTH 00Y4EHHUS

10. uHBECTUPOBATH ICHBI'H B YIIy4IlICHHE KaueCTBa

11. nponaBathk akuuu GU3NUECKUM JIHILIAM

12. mony4arb TUBUAECH/IbI

13. cnocoObl/MeToABI POABUKEHUS BHICOKOTEXHOJIOTMYHBIX TOBApOB

14. oGopynoBaTh KOMIIAHUIO THICSIYAMH KOMIIBIOTEPOB U MPOTSIHYTh KMIIOMETPHI ITPOBOIOB

15. u3ydeHue ycrapeBIInx TeOpuid OOJIbIE HE SBSETCS BaKHBIM, 3HAYUMBIM

16. ocTaBaThCsl HEKOMMEPUECKOI OpraHu3anueil/cTaTh, NpeBpaTUThCs B NPUOBUIbHBIN OM3HEC
17. mOBBIIIATE TIPOU3BOUTEIHHOCTD TPY/Ia M BBOJUTH W3MEHEHHS

18. mpoBOANTH MCCIIEOBAHUS PhIHKA U OOHOBJIATH TaOIUIIBI/MH(POPMAIIUIO

19. 6BITH OTBETCTBEHHBIM 32 TEXHUUYECKYIO MOACPIKKY MOJIb30BaTENCH

20. He roBopst yxe 0 He MOJIaroIeMcsl OLIeHKe BpeZie AJIS IJ1a3 U MO3ra, KOTOPBIA MPUYHUHSIOT
pazuanys ¥ MUKPOBOJIHBI, BBIICIISIEMbIE SJIEKTPOHHBIMH TPUOOpaMu

21. 3aHATh A€HBIM y Apy3eil U obecieunBarth ceds, paboTast HENOIHbIN pabouunii 1eHb

22. MOyYUTh TPAHT OT MECTHOTO TPABUTEIHCTBA WIIH BEIUTPATh YHUBEPCUTETCKYIO CTUTICHTUIO
23. Bpiciiee HUCHOJIHUTENBHOE PYKOBOJCTBO/BBICIIAS — aJAMUHHUCTpaunms, Jlupekrop 1o
MapkeTuHry, Jlupektop oTaema mo pabore ¢ mepcoHanmoMm, Jupektop WHGOPMAIMOHHO-
TEXHUYECKOT'O OTJENa

24. ObITh Ieperpy>KeHHBIM paboTON

25. ycTaHOBHTB OecIpoBOIHON AOCTYH K MIHTEepHETY Ha HOYTOYK

TunoBble OLICHOYHBbIC MATEPHAJIBI 110 TEME S

Omnpoc u fomamHee 3aaHue.

1. What are the rules of building a team?

2. What roles exist in a team?

3. What are the strategies of personnel management?
4. What are the advantages of performance appraisals?



Bonpochi/TeMbl 1JIs1 AUCTYTA

1. How many people should there be in a team?

2. A team’s productivity is higher than the productivity of individuals.
3. Main qualities for a project manager.

CioBapHbIil JUKTAHT

. OIIPEeNIeNIUTh KypC (HampaBieHue, B KOTOPOM JI0JIKHA BECTHCH paboTa)

. OTIPENICIUTH METO/1 PAOOTHI

. COTpYAHHUYATh U OOMEHUBATHCS UJIESIMU

. MHCTPYKTUPOBATh (IaBaTh HHCTPYKLIUHU) U KOHTPOIUPOBATH (00JIee) BHUMATEIBHO

. Pa3bACHUTH 3aJ1a4y U 3aTeM HE IPUHUMATh y4acTUs B €€ BbINOJIHEHUH

. BBIIIOJIHUTH (PEILINTH) 33/1a4y [10-CBOEMY

7. pacupenenaTh OOS3aHHOCTHM M IpeanojaraTb, YTO WIEHbl KOMAaH/Abl OTYMTAIOTCS O
JOCTUTHYTBIX pe3yJbTaTax

8. BHUMATEJIbHO CIIEUTh (KOHTPOJIMPOBATH) 3a XOJI0M paboT U JJaBaTh COBETHI/OT3hIB

9. ycraHaBIMBaTh HOPMAaTHUBBI

10. nobuBatbcst pe3ynbTaToOB

11. npenyiaratb HOBbIE W€ U MTOJAHUMATH (CTaBUThH) HOBBIE BOIIPOCHI

12. ctaTh NPUYMHOM 3a1€P’KKU, OTCPOUKH, IPOMEICHUS

13. nprCOETMHNUTHCS K KOMY-TTHOO 110 BHICOCBS3H

14. HananuTe padoTy (MOCIE Kpu3nca)

15. noctuub pybexa B 4eM-1100, MPeoa0IeTh Kako-mnbo pyOex, ObITh BEXOH B 4eM-JI00
16. yBsA3HYTH, 3acTpsTh, BCTPETUTHCS C TPYIHOCTAMHM (YBSI3HYTH B OIOPOKPATUYECKHUX
IIPOBOJIOYKAX) B BOIPOCE O 4EM-JIHO0

17. 3agepxath KOro-nmi0o, 3aTOPMO3UTh YTO-JTM00 (HA YETHIPE MECsIIa)

19. BOT Kak 0OCTOSAT Aea CEroIHs.

20. mepeHoc CpOKOB (OTCTaBaHHE) BBIMOJHEHUs rpaduka paboT

AN DN B~ WN—

TunoBbIe OLIEHOYHBbIE MaTepuaJjJbl o TEME 6

Omnpoc u fomaniHee 3a1aHue

1. What is marketing?

2. What is social media marketing?
3. What is marketing mix?

BOl'lpOCbI/TeMI)I AJIA Jucnyra

1. Social media marketing is unethical. Prove or disprove this statement.

2. Nowadays without the use of digital marketing a product cannot become popular. What is
your opinion?

CJioBapHbIil IUKTAHT

1. mepeMecTHTh NMOTEHLUUATBHOIO MOTpeOuTeNs (MOKynaTesns, KJIMEHTa) OJIMKE K TOProBOi
TOUKE

2. IPUHOCUTH PE3YyIbTaThl (B BUE BBIFOJHBIX KOMMEPUYECKUX CJETOK), 00E€CIEeYUTh BBITOJHYIO
TOPTOBIIIO

3. BHOCHUTD BKJIAJ] B (CIIOCOOCTBOBATH) YCIIEIIHBIE TPOJAXKH

4. umeTh 3HaUeHHE JJ1s cep OU3HEeca, OPUEHTHPOBAHHBIX B OOJIBIIEH CTENIEHH Ha IPOU3BOJICTBO
TOBapOB IIMPOKOTO CIIpOca

5. OBITb OCBEJOMJICHHBIM (3HATh) O MOTPEOUTENIE U €r0 MOTPEOHOCTAX

6. pearupoBaTh Ha MEHAIOUIMECS NOTPEOHOCTH TMOKyNaTels W IpeajaraTb pelieHus,
YUUTBIBAIOIIME TOTPEOHOCTH 3aKa3ynKa

7. NOATAJIKUBATh KOr0-JIMOO K MPUHATHIO PELLICHUS



8. OBITh ITIaBHBIM (OCHOBHBIM, BaXKHBIM) KOHKYPEHTHBIM NIPEUMYILLECTBOM

9. BBIIENATHCS Cpear KOHKYPEHTOB

10. o6ocHOBaTh HEOOXOAUMOCTB (3/1€Ch: OKYIKH), CChUIAsICh Ha KaKUe-IH00 J0Ka3aTelbCTBa
11. npuBoaUTH (CCBLIATHCS HA) PE3Yy/bTAThl TECTOB U UCCIIEA0BaHUMN

12. paccmaTpuBaTh BO3paKe€HHsI (CO CTOPOHBI IOKymaresned) Kak BO3MOXKHOCTh (YTO-JIHOO
C/eJaTh)

13. ncnonp3oBaTh 0OOMaH U MOIIEHHUYECTBO

14. npuMeHATh pa3IUyHbIE MOJIXO/bl K HMCIIOJIB30BAHUIO COLMAIBHBIX MEIUA — OT HE COBCEM
YECTHBIX JI0 OTKPOBEHHO IPOTUBO3aKOHHBIX

15. u3BeCTHBI aBTOpP CETEBOrO0 JHEBHUKA, CIEIUAIM3UPYIOIIMNCA HAa BBICOKOTEXHOJIOTMYHBIX
TOBapax

16. 51 ckil0HEH BEpUTH TOMY, yTO BBl roBopuTe

17. npunymanHble nMeHa ¢ (aJIbIIMBBIMU YYETHBIMU 3aIMCSIMU

18. mpomecc mnpuBieYEHUS BHUMaHHS K TOProBOW MapkKe WM TOBapy 4Yepe3 COLUaJIbHbIE
w1aT(OpMbl, COLIMATIBHBINA Mea MapKETUHT

19. counanbHbIe CeTH/CaUTHI

20. noOyx1aTh MOJIb30BATENIEH COLMAIBHBIX CETel B3aUMOJIEHICTBOBATh C MMPOIYKTOM (TOBapOM)
Y KOMITAaHHEH

TunoBbie OIIEHOYHbIE MaTepHualJbl 10 TEME 7

OleOC U JOMAallIHEe 3aJaHue

1. What are the rules of building a successful brand?
2. What are the main sources of funding for a start-up?
3. What information does a business plan include?

BOl‘lpOCLI/TeMbI IS AMCIIYyTA

1. It's impossible to start a business without a substantial capital.

2. it doesn't make sense to use financing from venture capital firms.

3. Best ways of financing a start-up.

4. The key to the success of a start-up is to be in the right place at the right time.

CJioBapHBIil IUKTAHT

1. OCHOBBIBaTh CBOE pEIlIEHUE, IITaBHBIM 00pa3oM, Ha OU3HEC-TIJIaHe

2. pe3tome/0030p Ou3HEC-TUIaHa (TIPH MPEI0CTaBIEHUH UHBECTOPY)

3. YIOBIETBOPSITh KOHKPETHBIE TPEOOBAHHSI PHIHKA

4. BBIMTH Ha PBIHOK U 00ECTIEYUTh pa3BUTHE (pocT) OM3HECa

5. yka3aTh (YTOUHUTH) pa3Mep pUHAHCUPOBAHUS

6. MoA/Iep>KUBaTh HEOONbIINE KOMIIAHUU, KOTOPbIE MMEIOT BO3MOXKHOCTH Il TTOTEHIIMATBHOTO
pocTa

7. ¢uHaHCHMpOBaHME 3a CYeT BBIIyCKa akiuii/3aeMHoe (uHaHCHpOBaHHE (0Opa3oBaHue
JEeHEeKHOTo (OH/Ia TPeAnpUsITUs (KOMIAHUH) ITPU TOMOIIM 3aiiMa

8. Hy)KJaTbCs/TIPeIOCTaBISATh CBOETO POJia TapaHTHUIO B popMe 3ajiora (WK MOPYUUTEIbCTBA)

9. HauaTh NEPBUYHOE IMYOJINYHOE pa3MeIlleHUe aKIui

10. coOpath AeHBI'H JUIA Pa3BUTHS OU3HECA

11. ynpaBnath 6M3HECOM CaMOCTOSITEILHO WIIH MTPUBJIEYD CIIEIUATINCTOB

12. coXpaHUTh/BIAJETh KOHTPOJIBHBIM TAKETOM /MUHOPUTAPHBIM ITAKETOM aKLIUH KOMITAaHHUH

13. cpenHecpOYHBIE WM TOITOCPOYHBIC EPCIIEKTHUBEI OU3HECa

14. ucrionb3oBaTh TBOPUECKUN MTOAXO]

15. 00beAMHUTBCS C KEM-TTH00, 0OBETUHUTD YCUITHUS

16. HaXOAUTHCS B IOCTOSTHHOM JIBUKEHUU; OCTaBaThCS ACATEIBHBIM U PEIIUTEIbHBIM



17. Ou3Hec, HAYMHAIONIMKA Pa3BUBATHCS NMPH MHHUMAJIHLHOM (PMHAHCHPOBAHUHU WA OTCYTCTBUHU
€ro; «CaMOPACKPYUHBAIOIIUNCS» OU3HEC

18. obmarecs ¢ xeM-1100

19. po3HHYHas TOUKa MPOJIAXKHU

20. mpeBpaTUTHCS, PA3BUTHCS BO BCEMHPHO M3BECTHYIO MApKy

TunoBble OLIEHOYHbIE MATEPHAJIBI 110 TeMe 8

Omnpoc u 1oMaiIHee 3a1aHue

1. What image does a person in accountancy have? Why?
2. What does the work of forensic accountant involve?

3. What are some modern trends in accountancy?

BOl'lpOCbI/TeMbI AJIA JUcnyrTa
1. Accountants nowadays are the main decision-makers in their companies.
2. To be an accountant you need to have very specific character features.

CJioBapHbIii TUKTAHT

1. u3MeHuTh BocHpuUsATHE OYXTaJlITEpPCKOro Jiena

2. OBITH Ha TEepeTHEM IUJIaHe, B aBaHTap/Ie Yero-Inbo

3. ucnonb30BaTh MCCIEIOBAaHWE HEKOTOPBIX (DMHAHCOBBIX JAHHBIX B XO/A€ CyneOHOro
pasbuparenbCcTBa/mpoLecca

4. paboTaTh Ha IPABOOXPAHUTEIbHBIC OPraHbl

5. moaziep>KuBaTh OOBUHEHHS B MOILICHHUYECTBE, B3I TOUHHUECTBE

6. OBITH CBHJIETEIEM-IKCIIEPTOM, KOTOPBIN /JaeT MOKa3aHUs CO CTOPOHBI OAHOTO U3 yYaCTHUKOB
(buHAaHCOBOTO CIIOpa/pa3dupaTenbCcTBa/KOHMINKTA

7. TPOMKO€ YTOJIOBHOE JIEJ10

8. CKaTh CXOJICTBA U COBIAJICHUS, KOTOPHIE MOTYT yKa3aTh Ha YKPbIBATEIbCTBO

9. u3y4arh (PMHAHCOBBIE OTUYETHI/TOKYMEHTHI THIATEIbHBIM 00pa3oM

10. cyneGHO-OyxranTepckas dKcrepTusa

11. mperocTaBUTH INIaBHBIE JOKA3aTEIbCTBA

12. BBIHECTH MPUTOBOP KOMY-JINOO, OCYAUTh 110 OOBUHEHUIO B YKIIOHEHUH OT HAJIOTOB

13. paker, KpbllIEBaHNE

14. 1obuTbhcs BEIHECEHMS IPUTOBOPA HA OCHOBaHUM perieHus Bepxosnoro Cyna

15. opranu3oBaHHast MPECTYIHAs 1eATENbHOCTh, OPraHU30BaHHAas! IPECTYITHOCTh

16. OBITH 00BEKTOM HAJIOTO00I0KEHHS, 001araThCsl HAJIOTOM

17. coOpath JOKyMEHTaJIbHbIE JOKAa3aTeIbCTBA, HEOOXOUMBIE JUIsl BHIHECEHUS IPUTOBOPa KOMY-
1100

18. paGoTaTh MO MPUKPHITHEM B KAUECTBE WICHOB MPECTYTHON TPYIITUPOBKU

19. ceppe3HO OTHOCUTHCS K JOJKHOCTHBIM IPECTYIUICHUSIM, COBEpIIAEMbIM O(HCHBIMU
pabOTHHUKaMHU

20. yrauBaTh UICTOYHUKHU (PUHAHCUPOBAHUS, YTOOBI HE OBITH TOWMaHHBIM

Jlekcuyeckuii 3a4eT (B KOHIIE cCeMeCcTpa)
Card 1
1. ompenenuTh Kypc (HampaBlieHHEe, B KOTOPOM JIOJDKHA BECTUCH padoTa)
2. yIOBIETBOPSITH KOHKPETHBIE TPEOOBAHUS PhIHKA
3. umeTh 3HaueHue Juid chep Ou3Heca, OpUEHTUPOBAHHBIX B OOJIbIIEH CTENIEHH HA TPOU3BOJICTBO
TOBApOB HIMPOKOT'O CIIPOCca
4. COKpaTUTh €XKETOAHbIE TEKYIIUE pacXobl (ONepaloOHHbIe U3IEPKKH) Ha 25%
5. COXpaHUTB/BIAJIETh KOHTPOJIBHBIM MTAKETOM /MUHOPUTAPHBIM ITAKETOM aKI[UH KOMITAHHA
6. TeKyIMe/KpaTKOCPOYHBIC 00s13aTEILCTBA; TOJITOCPOYHBIC 00513aTETLCTBA



7. BHUMATEJBHO CIAEAUTH (KOHTPOJIMPOBATH) 32 XOJ0M pabOT U JaBaTh COBETHI/OT3hIB

8. Hcronbp30BaTh 0OMaH ¥ MOLIEHHUYECTBO

9. BBIIYCTUTH COOCTBEHHYIO JINHUIO MPOJIyKTa

10. onaTuTh NPOCPOUYEHHBIE CUETA

11. BBECTH €Xero/iHble OLIEHOYHbIE HHTEPBbIO

12. 3aXBaTUTh JOJIO PHIHKA B IIEPBBIE IHU TOCIIE BBIX0Aa ((uIbMa Ha SKPaHbI)

13. obecnieunTh rapaHTHH, BHECTH 3aJ10I/TIOTPEOOBATh NIPEIOCTABICHUS TapaHTUH, 3aJI0Ta, TAKUX
KaK KOPIIOPAaTHUBHBIC AKTHUBBI UJIH MTOPYUUTEIS

14. coOCTBeHHBIN KanmuTall

15. yBS3HYTH, 3acTpsiTh, BCTPETUTHCS C TPYIHOCTAMH (YBA3HYTb B OIOPOKPATHUYECKHUX
MIPOBOJIOYKAX) B BOMPOCE O YeM-JTHO0

16. nckate nHGOPMAIHIO O TOBApax ¢ IOMOIIBI0 CMAPT(POHOB

17. HebopIIne HATMYHBIE CYyMMBI

18. npu3HATh NOJIOKUTEIbHBIE KAUECTBA COTPYIHUKA U YCTPAHUTh HEJOCTATKU

19. puHaHCOBBIE UTOTH ONepauuii, PUHAHCOBbIE MOCTYIIIICHUS

20. pakerT, KpbllIeBaHHUE

21. ¢uHaHCOBBIE MPOTHO3bI, OCHOBAHHBIE HA MPEIIOI0KEHUAX

22. pa3zensaTh HACTOMYMBOE, CTPACTHOE JKEJIaHUE 3aBEPLIUTh YTO-JIN00

23. uMeTh OOJIBLIYI0 BO3MOKHOCTH JJIsl POLIBETAHUS B YCIOBUSX, KOTJJa OOIIECTBEHHOE MHEHHE
CTaHOBUTHCA Bce OoJiee BIUATENFHBIM U HE TPOIIAET OMIHO0K

24. ObITh HACTPOCHHBIM ONTUMUCTHYHO OTHOCUTEJIBHO Yero-a10o

25. WCHoNBb30BaTh WCCIENOBAaHME HEKOTOPBIX (MHAHCOBBIX MJAaHHBIX B XOJ€ CyHeOHOTO
paszOupaTenbCcTBa/porecca

Card 2

. I3MEHUTD BOCTIPUATHE OYyXTaJITEPCKOTro Jiena

. IOIHATH O0EBOH JyX, HACTPOCHHE

. cooO1eHure (B COIMAIIbHON CETH ), TOTyUUBIIIEE OOJIBIIIOE KOTUIECTBO OTKIUKOB

. HEYeCTHas, U3BOPOTIMBAsT KOMITAHUS

. PO3HUYHBIN Mara3uH JIFOKCOBBIX TOBAPOB

. A3yYUTh OTHOILIEHUE, TO3ULIUIO COTPYIHUKA

. BBIHECTHU MIPUTOBOP KOMY-TTHO0, OCY/IUTH 110 OOBHHEHUIO B YKJIIOHEHUH OT HAJIOTOB

. OTCEUBATh HETIEPCIEKTUBHbBIE KOMIIAHUU, IIPEATI0KEHHS

. HA3HAYUTHh OKOHYATETIbHYIO JaTy

10. paboTaTh O MPUKPHITUEM B KAYECTBE YWICHOB MPECTYMHON IPYINIUPOBKU

11. ycnemiHo peann3oBaTh IPOEKT

12. BBITYCTUTH COOCTBEHHYIO JIMHUIO TOBapa

13. mpocneauTs JEHEKHBIN ClIe]l OT TOA03PEBAEMBIX B TEPPOPU3ME K UX CIIOHCOpPaAM

14. o6paTuThCs K TEPCOHUPHUIIMPOBAHHOMY METOAY MPOAAK TOBAPOB UePE3 MICKTPOHHYIO MOUTY
1 CMC coo0b1enus

15. to give everything in service of the goal

16. pa3pabaTbIBaTh METObI OYXTaITEPCKOTO yUeTa U BECTU OyXTalTepCKui yyeT

17. areHTCTBO, CHEUHUATU3ZUPYIOLIEECSs Ha BPEMEHHOM TPYAOYCTPOMCTBE KAHIIEIAPCKUX
PaOOTHHUKOB, BPEMEHHBIN COTPYIHUK, CEKPETaph, BpEMEHHO padoTaTh, 3aMEHATH

18. Habop OCHOBHBIX KOMIOHEHTOB MapKETHHTOBOTO BO3ACHCTBHSI JJIsi MPOJBUKEHHUS TOBApOB
Ha PBIHKE

19. 3anmepxkath KOro-1mbo, 3aTOPMO3UTh YTO-TMOO (Ha YETHIPE MECAIIa)

20. HaTMYHBIC JCHEKHBIE PACUYETHI; JCHEKHBIC TOCTYIUICHHS

21. mepeMecTUTh MOTEHUUAIBHOTO MOTpeOuTens (MoKymaTens, KIUeHTa) OJinke K TOProBOi
TOUKE

22. to establish a method of working

23. eAMHCTBEHHBIM IIPENATCTBUEM SBIISIETCS YICHCKHUI B3HOC.
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24. to delegate responsibilities and expect team members to report back on progress
25. moATaNKUBaTh KOTO-1100 K MPUHATHIO PELICHUS

Card 3

. KHCTPYKTHUPOBATh (J1aBaTh MHCTPYKIIMH ) U KOHTPOJIUPOBATH (00JIee) BHUMATEIBHO

. OCHOBBIBaTh CBOE pEIlIEHUE, TTIaBHBIM 00pa3oM, Ha OU3Hec-TIIaHe

. OCHOBBIBaTh CBOE pellIeHHUE, IITaBHBIM 00pa3oM, Ha OU3HeC-TIJIaHe

. CyIle0HO-0yXraiaTepcKas dKCIepTh3a

. Ipe/iyaraTh HOBBIC UJIEU U TIOJHUMATh (CTaBUTh) HOBbIE BOIIPOCHI

. HAaIlOJTHUTh, «3aIOJIOHUTHY PHIHOK YeM-JIH00

. TOBap, NPOAAIOIIUICS O Pa3yMHOMU IIeHE

. coOpaTh IEHbI'H JJIsl pa3BUTHS OU3HEcCa

. TIEPEHOC CPOKOB (OTCTaBaHMUE) BBHIMOJIHEHUS Ipaduka padoT

10. mepenaBarh nHpOpPMAIIHIO, ISHCTBYIONIYIO HA ITOJACO3HAHUE

11. mepemenHble, HauOOJIee YACTO HCIOJIb3yeMble ISl OMPECICHNUS OCHOBHBIX KOMIIOHEHTOB
MapKETHHTOBOTO BO3JICHCTBUS

12. yrauBath UCTOUHUKH (PUHAHCUPOBAHUS, YTOOBI HE OBITH MOHMaHHBIM

13. mpeonosets (pu3NIECKUE) HETOCTATKH

14. Ha 3Ty ycnyry noAmnucanuch/ycayroi Bocronb3oBanuck 400 oreneit

15. pasmemars BuACOMH(OPMAIIMIO HAa CBOMX CTPaHHUIAX IOOPOBOJBHO, C MOMOIIBIO YCIYTH
«TIOAEIUTHCS C IPYTOM»

16. pyKOBOJUTH TBOPUYECKUM TIPOIIECCOM M CTpATETUEH pa3padOTKH MPOTyKTa

17. npeycniets B Oomnblieil creneHu (B (PMHAHCOBOM OTHOILIEGHUU), €CJIM Bbl MEHBIIIE BPEMEHH
TpaTUTE Ha YTO-IUOO

18. u3BeCTHBIN aBTOpP CETEBOrO0 THEBHUKA, CHEIHAIM3UPYIOMIUNACA HAa BBICOKOTEXHOJIOTHYHBIX
TOBapax

19. oOHapyXuThb HEYAOBICTBOPEHHBIH CHOPOC HA pBHIHKE M pa3paboTaTh IUIAH MO0 €ro
YJIOBJIETBOPEHUIO (3aTIOJTHUTH HULILY)

20. ObITH Ha TIEpEeIHEM TIIIaHE, B aBaHTap/le Yero-ITudo

21. OBITh OTBETCTBEHHBIM 3a PYKOBOJICTBO IMPOCKTOM M €r0 CBOCBPEMEHHOE 3aBEpICHUE B
pamkax OroJKeTa

22. IPUHOCUTH PE3yJbTATHI (B BUJE BBITOJIHBIX KOMMEPUYECKUX CIIETIOK), 00ECTIEUUTh BBITOIHYIO
TOPTOBITIO

23. COCTaBUThH COIJIANIEHHE 00 OCHOBHBIX YCIOBUAX (MpeIBapUTEIHHOE COTJAIICHUE s
MEPBOHAYAIILHOTO OIpeIeJIeH s 0053aTENbCTB CTOPOH B IOTOBOPE 00 MHBECTHUPOBAHUH )

24. amopTH3a1us, U3HOC U CBEPXIPUOBLIL

25. KxpenuTopcKast 3a/10JDKEHHOCTh
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Card 4

. CTaTh MPUINHOMN 3aJICPIKKH, OTCPOUKH, TTPOMEIICHUS

. BBIJIETISITHCS CPEI KOHKYPEHTOB

. pe3toMe/0630p Ou3HEc-TIIaHa (MIPH MPEA0CTaBICHUH HHBECTOPY)

. OBITH 00BEKTOM HAJIOTO00IOKEHHUS, 00TIaraThCsi HAIOTOM

. HY’K/IaThCsI/TIPEIOCTABIIATh CBOETO POJIa TapaHTHIo B (popMe 3amora (MiIu MOpyunTEIHCTBA)
. I3BMEHEeHHe, Co3/JaHie HOBOro oOpasza

. CTOJIKHYTBCS CO 3HAYMTEIHLHBIM ITEPEPACXOIOM CPEJICTB, IPEBHIIICHUEM 3aTpaT

. OTOMpAaTh MOAXOAIIETO MOTEHIIUAIBHOTO TTOKYTIATEsI

. IPUTyMaHHbIC HIMEHA C (PaTBITUBBIMH YICTHBIMH 3aITUCIMU

10. po3HNYHBIN Mara3uH JOKCOBBIX TOBAPOB

11. mpucBOUTH IEHBI'M KOMIIAHUU; PAacTpaTa, IPUCBOECHUE UYKUX CPEICTB WM UMYIIECTBA
12. mpoaBHKEHUE TOBAPOB U YCIYT B COMMATBHBIX CETSIX C YIETOM PEAKIINH IMOTpeOuTeNen
13. BepuTh BO 4TO-TMOO0 (XOPOIITYIO CTPATETHUIO), TOBECTUCH HA YTO-THO0
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14. mpojomkarh pa3BUBaThb TOPIOBYI0 MapKy OTEUECTBEHHOTO MPOM3BOACTBA C TMPEKHUM
JKeJIaHUuEeM, CTPaCTbIO

15. neknapauus o 10X0Aax; OTYET O MPUOBLIAX U yOBITKAX

16. 1oOUTHCS BBHITIOTHEHMSI, HE CYMETh PEaTu30BaTh BAXKHBIN MPOCKT

17. cooTBeTcTBOBaTh KOHKypeHTaM (ObITh CpPaBHUMBIM C KOHKYpPEHTaMH) U pearupoBaTh Ha
OT/IeJIbHBIE WJIH MOBTOPSIOLIUECS KaT00bI U MOXBATy

18. oprann3zoBaHHasi IPECTYyMHAs JeSTEIbHOCTh, OpraHU30BaHHAs MPECTYMHOCTD

19. noyoKUTENHHBIM MOMEHTOM SIBJIIETCS TO, UTO. ..

20. BHOCUTD BKJIJ] B (CIIOCOOCTBOBATH) YCIICIIHBIE MTPOJAXKH

21. akcnepTu3a, 3aBEpIIUTD IIPOLIECC MPOBEACHUS SKCIIEPTHU3

22. paboTaTh Ha MPABOOXPAHUTEIHHBIE OPTaHbI

23. OBITH BOBJICYEHHBIM B CIIOP

24. noOy:xaTh NMOJIL30BATENIEH COIUANBHBIX CeTel B3aMMOJICIICTBOBATh C IPOAYKTOM (TOBApOM)
Y KOMIIaHHUEHN

25. IpUMEHSTh, UCTIOIb30BaTh OM3HEC-METOIbI U AITUUECKHE HOPMBI

Card 5

l.muceMo ¢ TpeOoOBaHUEM OILIAThI 10JIra

2. moaaep>KUBaTh HEOOIbIINE KOMIAHUH, KOTOPhIE UMEIOT BO3MOKHOCTH ISl IOTEHIIHAEHOTO
pocta

3. pacrpocTpassTh YTo-1100 (Urpy, UHPOPMALIHIO) Cpear KOro-mbo

4. IPUCOCTMHUTHCS K KOMY-THOO 10 BHICOCBS3H

5. OBITH pemtaromuM (GaKTOpoM B 4eM-TMOO (B MPUBICUYECHUU MOKyMareneil) ObITh peliaonum
(dakTopoM /ISl JOCTHXKEHHUS ycIexa

6. TpeboBaTh MOAPOOHOI OTYETHOCTH O CBOUX (PHMHAHCAX

7. 00BeAUHUTBHCA € KEM-TH00, 00bEIUHUTD YCUIINS

8. CKPBITBI MapKETUHT, BUPYCHBI MapKETHHT

9. cnenuTh (KOHTPOJIMPOBATH) 3a PEMyTAIMEe TOPrOBOM MapKH, OTCIIEKUBasI KIIOUEBHIE CIIOBA B
6sorax (ceTeBbIX THEBHUKAX) M Ha TUCKYCCHOHHBIX opymax

10. coOpath JOKyMEHTaJIbHbIE 10Ka3aTeIbCTBA, HEOOXOAUMBIE /IJIsl BBIHECEHUS IPUTOBOpA KOMY-
1100

11. 3anaTeHTOBaTh HOBYIO TEXHOJIOTHIO

12. coXpaHATh KOHTPOJIb Ha/l OU3HECOM

13. yecToM00MBBIN PYKOBOJIUTEH OM3HECA

14. ObITH I1aBHBIM (OCHOBHBIM, BaYKHBIM) KOHKYPEHTHBIM IIPEUMYILIECTBOM

15. cocpenorounTh KOMaHy (KOJIJIEKTUB) Ha BBIIIOJHEHUH 3a7aun

16. nckaTh CXOJCTBA U COBIAIEHUS, KOTOPBIE MOT'YT YKa3aTh Ha YKPbIBATEIbCTBO

17. ananmu3 BO3MOXHOCTH OCYILECTBICHHUS (ITPOEKTa), BHITIOJIHEHUS (padboT)

18. pa3pabarbIBaTh HUILIEBOM PHIHOK, BEBICOKOKAUECTBEHHBIH, STUTHBII TOBap

19. noctrus pyOexa B 4eM-In00, MPeoI0IeTh Kakoi-Tin00 pyoesk, ObITh BEXOH B 4eM-TH00

20. Ou3Hec, HAYMHAIOLINKM pa3BUBATHCS MPU MHUHUMAIBHOM (PMHAHCHUPOBAHUU WIIM OTCYTCTBUHU
€ro; «caMOpacKpy4HBaIOIIUNcs» Ou3Hec

21. OTYET O IBUIKEHUU JIEHEKHBIX CPEACTB; UNCTBIN JEHEKHBIN TOTOK

22. cpeHeCpOUHbIE UM JI0JITOCPOYHBIE EPCTIEKTUBBI OM3HECA

23. coTpyIHHYATh U OOMEHHMBATHCS UIEIMHU

24. mpuUMeHSTh pa3iuyble MOAXOJbl K HCIIOJIB30BAHUIO COLIMATIBHBIX MEIUa — OT HE COBCEM
YECTHBIX JJO OTKPOBEHHO ITPOTUBO3aKOHHBIX

25. cnenaTh KOMMaHUIO Oojiee OT3BIBYMBOI/ OBITH 0OJIee OT3BIBUMBBIM K OT3BIBAM KIIUEHTOB O
Hel (KOMITaHUHN )

Card 6
1. BBIATH Ha PHIHOK U 00ECTICUNTDh pa3BUTHE (POCT) OM3HECA



2. mIaTuTh O0JIee BHICOKYIO MPOIEHTHYIO CTaBKY MO KPEAUTY

3. pa3bACHUTH 3324y U 3aT€M HE IPUHUMATD YUaCTHUSI B €€ BHINOJTHEHUU

4. u3y4yatb (PUHAHCOBBIC OTYETHI/TOKYMEHTHI TIATEIbHBIM 00pa3oM

5. moxapeiBaTh Ou3Hec (HAHOCHTH Bpel OHW3HECY) U3-3a TNPOTUBOPEYMBON CHUTYallHH,
CKJIa/IBIBAIOLIEIICS B TYpUCTUYECKOM Ou3Hece, paboTatoiieM uepe3 HTepuer

6. HaXOIUTHCS B IOCTOSIHHOM JIBUXKEHUU; OCTaBATHCA JICATEIbHBIM U PEIIUTEIbHBIM

7. IPUCOEIMHUTHCSA K KOMY-TTMOO IO BUJICOCBSI3U

8. OBbITh I1aBHBIM (OCHOBHBIM, BaXKHBIM) KOHKYPEHTHBIM IIPEUMYILIECTBOM

9. MPOWTH TIIATEIBHBIN OTOOP

10. ynpaBiaTe OU3HECOM CaMOCTOSTEIILHO WM MTPUBJICYB CIIELUAINCTOB

11. 6anaHCOBBIH OTYET, OaTaHCOBAs BEAOMOCTD

12. komana, paboTaromiasi HaJ MPOEKTOM, aBTOPCKHI KOJJICKTHB; YIPABICHHUE IPOCKTOM

13. npuBOAUTH (CCHLIATHCS HA) PE3YyNIbTAThl TECTOB M MCCIIEI0BAaHUMN

14. KOHTPOJIMPOBATH BCE Pa3/Iebl OYXTaaTepCKOH OTYCTHOCTH

15. mpuberath K CKPBITHIM CIIOCO0aM, TAKMM KaK JEMOHCTpalKs TOBApOB B (PUIbMAX

16. npeBpaTUThCS, pa3BUTHCS BO BCEMUPHO U3BECTHYIO MapKy

17. BeIAEpKATH HAMPSKEHHBIN Tpaduk

18. mpolecc mnpuBiIeYEHUST BHUMAaHHUS K TOProBOM MapkKe WJIM TOBAapy uepe3 COLUaIbHBIE
w1aTGopMbl, COLMATBHBIA MeIa MAPKETHHT

19. npenocTaBUTh KpaTKOE OMMCAHUE CTOMMOCTH OM3HECA Ha ONPEIEICHHBI MOMEHT
20.1m1071630BaTHCS MOACPHKKON TOPrOBIEB IPEeIMETAMH POCKOIIN

21. IOMYy4YUTHh BO3MOXKHOCTh UCIIOJIE30BATh YbFO-JIN0O KOMITETEHITHIO/OTIBIT

22.0bITh TOTOBBIM B35Th Ha ce0s YbH-TUOO OOS3aHHOCTH, MOMOYb KOMY-JIHOO, BPEMEHHO
3aMEHUTDH KOro-1100

23. OBITh OCBEJIOMJICHHBIM (3HATh) O IOTPEOUTENIC U €0 MOTPEOHOCTIX

24. bynyiiee OyxraiaTepuu BhITJISIAUT Paly’KHBIM

25. npuobpecTH, MONYyYUTh JACHEKHBIE CPEACTBA, YIPABICHYECKUNW TaJaHT U KaHAJbI
pacripeiefieHusi MPOAYKIIUU, HEOOXOIMMBIE /I paclIMpeHusi Ou3Heca, HE MPUHOCS B KEPTBY
COOCTBEHHYIO HE3aBUCUMOCTh

Card 7

1. rapanTupoBaTh, 00ECIIEUYUTHh MPEIOCTABIEHUE TOYHBIX U HAJEKHBIX JAHHBIX JJISI BEJICHUS
OusHeca

2. BHUMATeJIbHO, OCTOPO’KHO OTHOCUTHCA K YEMY-IH00, KOMY-JIN0O

3. mpenoCTaBIATh OECIPOLIEHTHYIO CCYY, 3aiM

4. BHEJIpUTb, BBECTH, HAUYaTh UCIIOJIb30BAaTh CUCTEMY

5. IOKa3bIBaTh MPUTOK M OTTOK JIEHEKHBIX CPE/ICTB 32 OIPEe/ICHHBIN epHOa

6. He oOpamaTh BHUMaHMS, HE OTHOCUTHCS K YEMY-TTMOO0 CIIMIIKOM CEPhE3HO

7. pearupoBaTh Ha MEHSIOUIMECSs NOTPEOHOCTH TOKYyNaTels MW TNpeajaraTh perieHus,
YUUTBIBAIOIINE MOTPEOHOCTH 3aKa3uHKa

8. mpeu1araTh CTPOMTEIBHOM OTpaciy PELIECHUs, HAPaBICHHbIE HA COXPAHEHUE OKpYXKarollen
cpensl

9. ABNATHCS MPEAMETOM Pa3rOBOPOB (CTYAEHUECKOTO FOPOIKA)

10. nmpenoTBpaTUTh IEHEXKHBIN AHucOanaHc

11. paGotaTh X0po1110, JOOPOCOBECTHO BBIMOJIHATH CBOM 00513aHHOCTH, HE OTJIBIHUBAThH

12. po3HUYHAs TOYKA MPOJAKHA

13. ynpaBiATh NOBCETHEBHOM AEATEIBHOCTBIO

14. BBISIBUTH OCHOBHBIE MpOOJIEeMHBIE 00jacTU (TPOOJIEMBbI) C IMOMOIIBIO TEPCOHATBHBIX
WUHTEPBbIO

15. BanoBas mpuObLIb; MPOU3BOACTBEHHAS IPUOBLIb, IPUOBUIb OT AEATEIBHOCTU IPEANPUATHS
16. BocXUIIaTh KIMEHTOB UCKIIOUYUTEIIEHBIM Ka4eCTBOM OOCITYKHBaHUS

17. o6ocHOBaTH HEOOXOAMMOCTH (3/1€Ch: TIOKYIIKH ), CChUTAsICh HA KaKue-I100 J0oKa3aTelIbCTBa



18. mpeBpaTUTh KOMMEPUECKYIO HICI0 B TPUOBLILHYIO PEATbHOCTh

19. pykoBOIUTH NEHCTBUSMHU CHELUAINCTOB 10 MAPKETUHTY

20. rpymnmna 1o 3aiuTe OKPYKAOIIEH Cpe/Ibl

21. ynoXUTHCS, BBIIOJIHUTH YTO-THOO B CPOK (HE BBITOJHUTH YTO-TMOO B CPOK)

22. ObITh CBUETENEM-3KCIIEPTOM, KOTOPBIN JaeT MOKa3aHUs CO CTOPOHBI OJTHOTO M3 YYaCTHUKOB
¢buHAHCOBOTO criopa/pa3dupaTenbcTBa/KOHMINKTA

23. ycOBEpIIEHCTBOBATh, OOHOBIATH 00pa3 U MPOHUKATH HA HOBBIE PHIHKH (3aBOEBHIBATH)

24. BBINOJHUTD (PELINTD) 33]1a4y I10-CBOEMY

25. yka3arh (YTOUHUTH) pazMep GUHAHCUPOBAHUS

Card 8

. HaBSI3bIBaTh 4TO-THO0 (aTMOCchepy (anbIIMBON, HEUCKPEHHEH BEKIMBOCTH)

. IpUIEP)KUBAThCS OI0/KETa

. 10OWUTHCSl BRIHECEHUS IPUTOBOPA HA OCHOBaHMU penieHus: Bepxosuoro Cyna

. 00ecreynTh COMyTCTRYIOIIEE/ TapaieibHOe (PUHAHCUPOBAHUE

. yCTaHABJIMBAaTh HOPMATHBBI

. TEKYIIIHe aKTUBbI, 00OPOTHBIE CPECTBA; OCHOBHBIE aKTUBbI/(DOH/IBI; COBOKYITHBIE/CYMMapHbIE
AKTUBBI; YACTHIC AKTHBBI

7. UMETh TOJIHYI0 HE3aBHUCHUMOCTh C TOYKH 3PEHHSI TBOPYECKOTO KOHTPOJIS U HEMPEPHIBHOTO
pa3BUTHUSA TOPrOBOM MapKu

8. OTIpocUThCS y paboTonarens ¢ paboThl, IPUTBOPUBIIKCH OOJILHBIM

9. mpeocTaBIATh, 00ECTIeYNBaTh HOBBIE HHCTPYMEHTHI JUIsl IPOIBHKEHHS TOBAPOB

10. SBASTHCS IPEAMETOM PA3TOBOPOB (CTYIEHYECKOTO rOpO/IKa)

11. ¢unancupoBaHwe 3a CcYeT BBHINYCKAa akIWii/3aeMHOE (QUHAHCHpOBaHHE (0Opa3oBaHUE
JIeHexXHOTo (oHa TpeaAnpusITUs (KOMIAHUH) ITPH MOMOIIH 3aiiMa

12. ycTaHOBHUTH CPOKH, BPEMEHHBIE PAMKH

13. BOT Kak 00CTOST Jiea Cero/Hsl.

14. BerHECTH KOMY-THOO MTOCIIETHEE TIPEYIPEKICHHIE, TIPOIBUHYTH 110 CITYKOe

15. mpeacTaBnsATh, MOKa3bIBaTh TOBAPHI B IHTepHETE, BBIMTyCKask UTPBI U BUACOKIIUIIBI

16. HayaTh MEPBUYHOE MyOJUYHOE PAa3MEIICHUE aKITUi

17. cepbe3HO OTHOCUTBbCA K JOJDKHOCTHBIM TPECTYIUIEHHUSIM, COBEpIIAEMbIM O(UCHBIMU
paboTHHKaMU

18. npunsate yuactue B (He)3(p(PEeKTHBHON, NMPUBBIYHON NAEATENBHOCTH MO (HOPMUPOBAHHIO
KOMAaH/IbI

19. caenath OmMOKY, HCTIOPTUTb, OTIPOCTOBOJIOCUTHCS

20. mpeaoCTaBUTh OM3HEC-TUIAH Ha PACCMOTPEHHUE KOMY-TTHOO0

21. s He yBepeH, YTO ATO IEHCTBUTEIBHO UMEET OTHOIIEHUE K CETOAHSIIHEH JUCKYCCHH

22. 00bEeTMHUTHCS

23. paccMaTpuBaTh BO3paK€HHUS (CO CTOPOHBI MOKyMarenei) Kak BO3MOXHOCTH (4TO-1H00
c/enaTh)

24. noctmxeHus (B Kakoi-nmnbo 061macTu), cTax (padoThl), TOCTYKHOM CITUCOK

25. MOCTaBUTH KOTO-THO0 B HEJIOBKOE/3aTPYAHUTEILHOE TIOJIOKECHHE
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Card 9

. BBIXOJUTD U3 ce0st

. 3apaboTaTh Ha MPOJAKaxX WM MOTEePATh 14 MITH

. 00IIaThCs ¢ KEM-TH00

. COLIMAJIbHBIE CETH/CalThI

. IPEJ0CTaBUTh TJIABHBIE J10KA3aTEIbCTBA

. TOOMBATKCS PE3YJITATOB

. YUCTHIN 00BEM MPOJIAXK, YUCTHIN TOXO]]

. OTBETUTH Ha BOIIPOC UCUEPIIHIBAIOIIE; PACKPHITh TEMY
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9. onpeenuTh CETMEHTUPOBAHUE PHIHKA

10. pacxBasiuBaTh, BOCXBAJIATH KOTO-JIHO0

11. npuBneYb, UCIIOIB30BATh JINYHBIE COEPEIKEHUS

12. BHECTH HANIPSHKEHHOCTH B OTHOLIEHUS

13. Hanaauth paboTy (mocie Kpu3uca)

14. NOBBICUTH MOTHBAIUIO U CIIOCOOCTBOBATh YKPEIUIEHUIO KOMAHIHOTO yXa

15. nogHaTH BOIIpOC

16. 5 cknoneH Beputh ToMy, uT0o BBl rOBOpHTE

17. IOroBOPUTH IO JyIIaM, YTOOBI BBIIBUTH IPUYUHBI

18. monnepxuBaTh OOBUHEHUS B MOLICHHUYECTBE, B3ITOYHUYECTBE

19. npunsate ydactue B (HE)>((PEKTUBHOW, MPHUBBIYHON JEATEIBHOCTH TO (HOPMUPOBAHUIO
KOMAaH/IbI

20. u3BNEKaTh MOJIb3Y U3 KOHEUHBIX PE3Yy/IbTATOB Ha €KEAHEBHOW OCHOBE

21. uMeTh HIOX/4yThe Ha YTO-THUOO (apoMaThl) M OBITH JIOBKHUM, YMEIBIM B 4eM-IMOO/UMEThH
CHOPOBKY B 4eM-JIN00 (CO3AaHUU YITAKOBKH )

22. pexiaMHasi nH(opMaIus, peKiiaMHoe COOOIeHre

23. HayaTh C HyJA

24. Bo3naraTh Ha KOro-1100 OTBETCTBEHHOCTb, JICJIaTh KOTO-IH00 OTBETCTBEHHBLIM

25. UCcToIb30BaTh TBOPUECKUIA MTOAXO]T

Card 10

1. rpOMKO€ YroJIOBHOE JIE10

2. UMeTh HIOX/4yTb€ Ha 4YTO-TMOO (apomarbl) U OBITH JIOBKHM, YMEIbIM B 4YeM-IHOO/MMEThH
CHOPOBKY B 4eM-JIN0O (CO3TaHUH YITAKOBKH )

3. oTcTaBatk OT rpaduka

4. cripaBUTHCS C CUTYyaLUen

5. OCHOBBIBaTh CBOE pEIICHHE, TJIaBHBIM 00pa3oM, Ha OM3HeC-TIIaHe

6. IOBBICUTH MOTHBALIMIO U CIOCOOCTBOBATH YKPEIJIEHUIO KOMaHAHOIO AyXa

7. MepeMecTUTh IMOTEHUHUAIBHOTO MOTpeduTens (MOKymaTens, KIUeHTa) ONKe K TOProBoi
TOUKE

8. YUCTHIM 00BEM MPOJAXK, YUCTBIN JOXO]

9. pa3bupaThCs C BOIIPOCOM; OTBEYATh Ha BOIPOC 3KCIPOMTOM, HE 3a1yMbIBasICh

10. Hy>KAaThCA/MPEOCTABIATH CBOETO POJia FapaHTHUIO B popMe 3aj10ra (U MOpydUTENbCTBA)
11. 3axBaTUTH JOJIIO PHIHKA B NIEPBBIE JAHU ITOCIIE BbIX0/1a ((puiIbMa Ha IKpaHbl)

12. mpeocTaBUTh KpPAaTKOE ONKCAaHUE CTOMMOCTH OM3HECa Ha ONpeeICHHbII MOMEHT

13. nucuepnbIBaTh, NOAPHIBATH, UCTOIIATH (340POBbE, CIOCOOHOCTH, TAJIAHT

14. moxTanKkuBaTh KOro-1M00 K MPUHATHIO pEIIeHUS

15. mepexnaapiBaTh OTBETCTBEHHOCTh

16. mpocneauTs NEHEXKHBIN e OT MOJ03PEBAEMBIX B TEPPOPU3ME K UX CIIOHCOpaM

17. areHTCTBO, CHEUUAIU3UPYIOLIEeCs] Ha BPEMEHHOM TPYAOYCTPOMCTBE KaHUEISIPCKUX
pabOTHUKOB, BPEMEHHBIM COTPYAHUK, CEKpeTapb, BpEMEHHO paboTaTh, 3aMEHSITh

18. mposIBUTE MHULINATHBY

19. npoBecTH UHTEPBBIO

20. UcKaTh CXOJ/ICTBA U COBIIAJIEHUS, KOTOPbIE MOT'YT yKa3aTh Ha YKPBHIBATEIbCTBO

21. mpoiTH TIIATENbHBIH 0TOOP

22. mpouecc MNPUBICYEHUsS BHUMAaHUS K TOPrOBOM MapKe WM TOBapy 4Yepe3 COLMAIbHbBIE
1aT(OpMBbI, COLMATIBHBIN Mea MapKETHHT

23. U3MEHUTH BOCIIPHUITHE OYXTaJITepCKOTO Jielia

24. npeBpaTUTh KOMMEPYECKYIO HJICI0 B IPUOBUIEHYIO PEaTbHOCTD

25. cOOTBETCTBOBAaTh KOHKYpEHTaM (ObITb CPaBHUMBIM C KOHKYpEHTaMH) U pearupoBaTh Ha
OTJIeNIbHBIC MM TIOBTOPSIIOIINECS JKAI0ObI X IOXBAITY



Card 11

. OBITH OCBEIOMJICHHBIM (3HATh) O MOTPEOUTEIIE U €r0 MOTPEOHOCTSIX

. aHaJIU3 BO3MOXKHOCTH OCYIIECTBJICHUS (IIPOEKTa), BHITOTHEHUS (paboT)

. ACKJIapanus 0 J0X0/1axX; OTYET O MPUOBUIAX U yOBITKAX

. OTBETHUTb Ha BOMPOC HCUYEPIIBIBAIOIIE; PACKPHITH TEMY

. OTIIPOCUTBCA y paboToaatels ¢ paboThl, IPUTBOPUBIIUCH OOJIBLHBIM

. BEpUTDH BO YTO-TUOO (XOPOIIIYIO CTPATETHIO), IOBECTUCH HA YTO-JTN00

7. paccMmaTpuBaTh BO3paXKEHUS (CO CTOPOHBI MOKyHaTeled) Kak BO3MOXHOCTH (4YTO-THOO
C/IeIIaTh)

8. COCTaBUTH COIJIAIEHHME OO0 OCHOBHBIX YCIIOBUSX (NIpPEABApUTEIbHOE COTJAIICHUE JUIs
MEPBOHAYAIILHOTO OIpeieIeH s 00513aTeNbCTB CTOPOH B IOTOBOPE 00 MHBECTHUPOBAHMH )

9. BBITH Ha PBIHOK M 00ECIIEYUTh pa3BUTHE (POCT) OM3HECa

10. BeITyCTUTH COOCTBEHHYIO JIMHUIO MTPOTYyKTa

11. npenyiaratb HOBbIE W€ U MTOJAHUMATH (CTaBUThH) HOBBIE BOIIPOCHI

12. BBIABUTH OCHOBHBIC IpoOJeMHBIE 00JacTH (MPOOJEMBbI) C TOMOIIBI TMEPCOHATBHBIX
UHTEPBBIO

13. HAXOAUTHCS B TOCTOSTHHOM JIBUKEHHUH; OCTaBaThCS IEATEIbHBIM U PEIIUTEIbHBIM

14. mpu3HAThH TOJOKHUTEIbHBIE KAYeCTBA COTPYAHUKA U YCTPAHUTH HEJTOCTATKA

15. 1oOUTHCS BBIMOIHEHUS, HE CYMETh peain30BaTh BaKHBIN MPOEKT

16. HaBs3BIBaTh YTO-TMO0 (aTMOChepy (PanbIINBOM, HEMCKPEHHEH BEKIUBOCTH)

17. moOy>xaaTh MOJIB30BATENEH COIIMANIBHBIX CeTEl B3aMMOICIICTBOBATH C MPOIYKTOM (TOBapOM)
Y KOMIIaHHUEHN

18. amopTu3aIus, U3HOC U CBEPXIPUOBLITH

19. ToBap, nmpoarouIuiics o pa3yMHOM 1ieHe

20. 1oObuThCs BIHECEHHSI PUTOBOPA HA OCHOBaHUM perieHus Bepxosnoro Cyna

21. u3BIIEKAaTH MOJIb3Y U3 KOHEYHBIX PE3yJbTaTOB Ha €KETHEBHONH OCHOBE

22. OBITH HACTPOEHHBIM ONTUMUCTHYHO OTHOCUTENIBHO Yero-a10o

23. pa3pabaTbIBaTh HUILIEBOM PHIHOK, BHICOKOKAUY€CTBEHHBIH, JIUTHBII TOBap

24. noanep>KuBaTh HEOOIbIINE KOMITAHUH, KOTOPbIE UMEIOT BO3MOKHOCTH JJIsl OTEHIMAIBHOTO
pocta

25. BHOCHUTB BKJIaJ1 B (CIIOCOOCTBOBATH) YCHENIHbIE MPOJIAXKH
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Card 12

l. UMeTh MONHYI0 HE3aBUCHUMOCTh C TOYKH 3pEHHUS] TBOPYECKOTO KOHTPOJIS M HENPEPHIBHOTO
pa3BUTHUS TOPrOBOM MapKH

2. 3az1epKaTh KOTro-JInbo, 3aTOPMO3UTh YTO-JIN0O0 (Ha YeThIpe MecAla)

3. BHOCHUTb BKJIaJ] B (CIIOCOOCTBOBATh) YCIIEIIHbIE TPOAAKHI

4. nnatuTh OoJiee BBICOKYIO MPOLEHTHYIO CTaBKY MO KPEAUTY

5. HcToNIb30BaTh 0OMaH U MOIIIEHHUYECTBO

6. DKCIIepTH3a, 3aBEPIIUTD MPOLIECC IPOBEACHUS SKCIIEPTU3

7. onpenenuTh Kype (HarpaBiieHHe, B KOTOPOM JIOJDKHA BECTUCH paboTa)

8. OJIYYHTh BO3MOKHOCTH MCTIOB30BaTh YbIO-IMO0 KOMITETEHIIUIO/OTIBHIT

9. pearupoBaTh Ha MEHSIOUIMECS NOTPEOHOCTH TOKYyNaTels MW TNpeajaraTh perieHus,
YUUTBIBAIONINE MOTPEOHOCTH 3aKa3uHKa

10. st HE yBEpEH, UTO 3TO AEHCTBUTENBHO UMEET OTHOLIEHHE K CETOJHAIIHEN JUCKYCCUU

11. po3HMYHBIN Mara3uH JOKCOBBIX TOBAPOB

12. craTe NpUUNHON 3a1€PKKH, OTCPOUKH, TPOMEICHUS

13. mpomomkaTh pa3BUBaThb TOPIOBYID MapKy OTEUECTBEHHOTO MPOM3BOACTBA C MPEKHUM
JKEJIaHUEM, CTPACTbIO

14. BeiHECTH KOMY-THOO0 MOCIEIHEe IPENYNPEXKICHHUE, IPOJIBUHYTH 110 CIIyk0e

15. Oynymiee OyxraiTepuu BBITJISIUT PaLyKHBIM

16. ynpaBiATh OU3HECOM CaMOCTOSATENIBHO WM MIPUBJIEYb CIIELUAINCTOB



17. Bo3naraTh Ha KOT0-THOO0 OTBETCTBEHHOCTD, JI€IaTh KOTO-THO0 OTBETCTBEHHBIM

18. mpenoTBpaTUTh IEHEKHBIN AHUcOananc

19. coobmieHue (B COMATBLHON CETH), MMOTYYUBIIEE OOJIBIIOE KOJIMUYESCTBO OTKIMKOB

20. coOCTBEeHHBIM KanmuTal

21. OBITh OTBETCTBEHHBIM 3a PYKOBOJCTBO IPOCKTOM M €ro CBOECBPEMEHHOE 3aBEpIICHHE B
pamkax OroKeTa

22. OBITH 00BEKTOM HAJIOT000JI0KEHHS, 00J1araTbCs HaJaI0roM

23. yOBIETBOPATH KOHKPETHBIE TPEOOBAHUS PhIHKA

24. 00paTuThCs K IEPCOHUPUIIMPOBAHHOMY METOTY TIPOIaXK TOBAPOB YePe3 AIEKTPOHHYIO MOUTY
u CMC coobeHus

25. OBITH CBUETEIEM-3KCIIEPTOM, KOTOPBIH AT IMOKA3aHKsI CO CTOPOHBI OJTHOTO U3 YUACTHHKOB
¢buHAHCOBOTO criopa/pa3dupaTenbcTBa/KOH(INKTA

Card 13

1. MHCTPYKTUPOBATH (1aBaTh MHCTPYKILMHU) U KOHTPOIUPOBATH (00Jiee) BHUMATEIHHO

2. (¢uHAHCHMpOBAaHUE 3a CYET BBITYCKa aKIuii/3aeMHoe (¢uHaHCUpOBaHUE (0Opa3oBaHUE
JEHEeXKHOTO (oHJIa TpeAnpUiTUs (KOMIAHUH) TIPU TOMOIIH 3aiiMa

3. HCIONB30BaTh MCCICNOBAHWE HEKOTOPHIX (DMHAHCOBBIX MJAHHBIX B XO/A€ CyHeOHOTO
paszOupaTenbpCcTBa/porecca

4. mpenocTaBUTh OM3HEC-TUTaH Ha PACCMOTPEHHUE KOMY-JTHO0

. IPEeJICTaBIIATh, IOKa3bIBaTh TOBAPHI B IHTEpHETE, BBITYCKAask TPl U BUICOKITHITBI

. JOCTHYb pyOexa B ueM-JIn0o, IpeoaoIeTh Kakoi-mubo pyoex, ObITh BEXOH B UueM-I1100

. POKET, KphIIlIeBaHUE

. COKpPaTUTb €XKETO/IHbIE TEKYIINE pacXobl (OnepalMoOHHbIE U3IEPKKH) Ha 25%

9. yrauBarh UCTOYHUKU (PMHAHCUPOBAHUS, YTOOBI HE OBITH TOMMAHHBIM

10. caenaTh KOMIaHUIO OoJjiee OT3bIBUMBOM/ OBITH 00Jiee OT3BIBUMBBIM K OT3BIBAM KJIMEHTOB O
Hell (KOMITaHuM)

11. npunsate ywyactue B (He)d(pPEKTUBHOM, NMPUBBIYHOW MAESITENBHOCTH MO (HOPMHPOBAHUIO
KOMaH/Ibl

12. moka3pIBaTh MPUTOK U OTTOK JCHEXKHBIX CPEJCTB 3a ONPEEICHHbBIN epuol

13. mpeBpaTUThCS, pa3BUTHCSI BO BCEMUPHO U3BECTHYIO MAPKY

14. nucpMo ¢ TpebOBaHUEM OILIATHI 10JIra

15. HedecTHast, U3BOPOTINBAsT KOMIAHUS

16. BeIAEpKATH HANPSKEHHBIN Tpaduk

17. ¢uHaHCOBBIE MPOTHO3bI, OCHOBAHHBIE HA MPEOI0KEHUAX

18. pacxBayiBaTh, BOCXBAJIATH KOTO-IN0O

19. mpeocTaBiATh OECIIPOLIEHTHYIO CCYLy, 3aiiM

20. U3BECTHBIN aBTOpP CETEBOI0 JHEBHMKA, CHEHUAIU3UPYIOUIUICA HAa BBICOKOTEXHOJOTHYHBIX
TOBapax

21. ucuepnblBaTh, NOAPHIBAThH, HCTOIMIATH (30POBBE, CIIOCOOHOCTH, TAJIaHT)

22. pyKOBOJIUTH TBOPYECKUM IIPOLIECCOM U CTpaTEeTUeH pa3pabOTKU MPOIyKTa

23. pacxBaJIUBaTh, BOCXBAJIATH KOTO-JIN0O

24. umetrh 3HaueHue g cdep OH3HEca, OPHUEHTUPOBAHHBIX B OoJjblell cTenmeHu Ha
IIPOM3BOJICTBO TOBApOB IMIMPOKOTO CIIpOca

25. 1oOUTHCS BBHIMOJIHEHHS, HE CYMETh PEan30BaTh BaKHBINA MPOEKT
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Card 14

1. cocpenoTounTh KOMaHIy (KOJUIEKTHB) Ha BRIMOJTHEHUH 3a/1a4

2. OBITh TOTOBBIM B3STh Ha ceOS YbU-INOO OOSI3aHHOCTH, TMOMOYb KOMY-TTHOO, BPEMEHHO
3aMEHUTH KOT0-JIN00



3. mnpuoOpecTH, NOIYyYUTh [JIEHEKHBIE CPEACTBA, YIPABICHYECKUH TajJaHT U KaHAJIbI
pacripeniesieHusl MPOayKIUY, HeOOXOAUMBbIE Uil pacIIMpeHus OuzHeca, HE MPHHOCS B JKEPTBY
COOCTBEHHYIO HE3aBUCUMOCTh

. U3BJICKATh MOJIb3Y U3 KOHEUHBIX PE3yJIbTATOB HA €KEAHEBHON OCHOBE

. IPUBOJIUTH (CCHUIATHCS HA) PE3YJIbTAThl TECTOB U UCCIIEIOBAHUM

. BBECTH €XKETOTHbIC OLEHOYHBIE HHTEPBbIO

. IPEIOCTABIIATH OECIPOLICHTHYIO CCYAY, 3aliM

. IPUHOCHUTH PE3YNbTaThl (B BHUJIE BBITOJHBIX KOMMEPUYECKHX CHIEIOK), 00ECIEUNTh BBITOIHYIO
TOPTOBITIO

9. conmanbpHbIe CETH/CANThI

10. yka3arp (yTOUHUTD) pazMep GHUHAHCUPOBAHUS

11. BHUMATEIBEHO, OCTOPOKHO OTHOCUTHCS K YeMY-TTH00, KOMY-THOO

12. mpennaraTe CTpOUTEIHHON OTPACTH PELICHUs, HAllPaBJICHHbIE HA COXPAHEHUE OKpY Karolei
Cpelibl

13. yka3zatb (yTOUHHTD) pa3mep (GMHAHCUPOBAHUS

14. ObITH r1aBHBIM (OCHOBHBIM, Ba)KHBIM) KOHKYPEHTHBIM IIPEUMYILIECTBOM

15. npoaBHKEeHUE TOBAPOB U YCIYT B COLIMATBHBIX CETSIX C YYETOM PEaKIMH MOTpeOuTenei

16. npuaymanHable UMeHa ¢ (GaIbIIMBBIMU YI€THBIMHU 3AITHCSIMU

17. nogusaTh 00EBOI TyX, HACTPOECHUE

18. ITo0XUTENLHBEIM MOMEHTOM SIBJISIETCS TO, UTO. ..

19. oTOMpaTh NOAXOAIIETO MOTEHIIUMATHLHOTO MOKYATENs

20. O6bITh pemaronmM (HaKTOpoOM B 4eM-TH00 (B MPUBJICYCHUHN TTOKYIMATENEH) OBITh PEIaloNIiM
bakTopoM AJIsl JOCTHXKEHUS ycIexa

21. BHECTU HANPSHKEHHOCTh B OTHOILLICHUS

22. po3HUYHAs TOYKA MPOAAKH

23. IpOBECTH UHTEPBBIO

24. pacripoCTpaHATh YTO-IUO0 (Urpy, HHPOPMALIHIO) CpeIn KOTo-IT100

25. yCTaHOBHTDH CPOKH, BPEMEHHBIE PAMKH

03N D K

Card 15

. PO3HMYHAs TOYKA MPOAAKU

. 000CHOBATh HEOOXOIUMOCTH (371€Ch: TTOKYITKH), CChIIAsACHh HA KaKUE-TN0O T0OKa3aTeIbCTBA
. U3Yy4UTh OTHOLIEHHE, O3ULUIO COTPYJHUKA

. (hvHaHCOBBIE UTOTH OlEpali, (PMHAHCOBBIE TOCTYIICHUS

. HauaTh MEePBUYHOE MyOJIMYHOE pa3MelleHNe aKInit

. OTCTaBaTh OT rpaduka

. YCTaHOBUTb CPOKHU, BPEMEHHBIE paMKU

. TPOMKO€ YTOJIOBHOE JIEJI0

. IOTOBOPHUTH T10 JyIlIaM, YTOOBI BHIIBUTH IPUUMHBI

10. monpsiBaTh Ou3HEC (HAHOCUTH Bpelx OW3HeCy) u3-3a MPOTHUBOPEUYMBON CHUTYalUH,
CKJIaJIpIBAIOLICHCS B TYpUCTHUECKOM Ou3Hece, paboTatomieM uepe3 MuTepHeT

11. cpeanecpoyHble WK JTOJITOCPOYHBIE IEPCTIEKTUBBI OM3HECA

12. mpUMeHsTh, UCIIOIB30BATH OU3HEC-METO/Ibl U 3TUYECKHE HOPMBI

13. EAVHCTBEHHBIM IPENSATCTBUEM SIBJIIETCS YWIECHCKHM B3HOC.

14. monnepxuBaTh OOBUHEHUS B MOLIICHHUYECTBE, B3ITOYHUYECTBE

15. ynoXuThCs, BBITOJHUTB YTO-JINOO B CPOK (HE BBIMOJIHUTD YTO-IUOO B CPOK)

16. nonp30BaThCS MOANEPIKKOM TOPrOBLEB MPeAMETaMH POCKOIIN

17. cnenuth (KOHTPOJIUPOBATH) 3a PEMyTaIlel TOPTOBOM MapKH, OTCIICKUBAS KITFOYEBBIE CIIOBA
B OJorax (ceTeBbIX THEBHHKAX) M Ha TUCKYCCHOHHBIX (opymax

18. noctwkenus (B kKakoi-1u60 00acT), cTax (padoThl), TOCTYKHOU CITUCOK

19. caenath OMIMOKY, HCTIOPTUTD, OTIPOCTOBOJIIOCUTHCS

20 BBIHECTH IPUTOBOP KOMY-JTM00, OCYAUTH IO OOBUHEHMIO B YKIIOHEHUH OT HAJIOI'OB
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21.
22.
23.
24.
25

npeaoCTaBIATh, obecreynBaTh HOBEIC HUHCTPYMCHTBI JJIA MPOABHUIKCHUA TOBAPOB
N3MCHCHHEC, CO3JaHHUC HOBOI'O 06p3321

MHOTI'O pa6OTaTB, MMPUIOXKUTD OoJbIIINE yCuiinsAa
IMMPUBJICYDb, UCITIOJIB30BATh JIMYHBIC C6epe)K€HI/I$I

. OBITH Ha IEPCIHEM IIJIAHE, B aBaHIrapaec yero-anodo

4.3. OnleHOYHbIE CPeACTBA ISl IPOMEKYTOYHOM aTTeCTAlMHU

4.3.1. IlepeyeHb KOMIETEHIHII € yKa3aHMeM 3TAaNoOB HX

O0CBOCHHSA 00pa30BaTEJIbHOI NPOrPaMMBbI

¢popMupoBanuss B mnpouecce

Kon HaumenoBanue Konx prana HauMmenoBanue sTana
KOMIIETeHIIH U KOMIIeTeHIIHHI OCBOEHHS OCBOEHHUSI KOMIETEHINH
KOMIIeTEeHIIHHI

JIIK-2 Cnocoonocte 0000mars u | JAITK-2.1 CnocoOHOCTh  0000maTh |
KPUTHYECKH OIICHUBATh KPUTHYECKH OIICHUBATH
pe3yJIbTAaThl UCCIICIOBAHHIA HCCJICIOBAHMS, HCIIOJIb30BaTh
aKTyaJlbHBIX npo0iem UX pe3yiabTaThl B  CBOEH
peIIPUHUMATEIbCKOMN npodeccuoHanbHOM
JEeSTEIbHOCTH, TIOy4YeHHbIS JIeATETLHOCTH

OTEYECTBEHHBIMH,
3apyO0eKHBIMU

HCCIIe0BaTEISIMU u
CaMOCTOSATEIBHO, u

UCIIOJIb30BaTh PE3YJIbTATHI B
CBOCH mpodeccruoHanbHON
JICSITEJIbHOCTH

4.3.2 Tloka3zaTean u KPpUTECPUH OLUCHUBAHUA KOMIIeTEeHIIMii Ha PA3JIUYHBIX 3Talax HX

(¢opmupoBanus
Jran IHoka3zaTe/jib OLEHUBAHMSA Kpurepuii ouenuBanus
OCBOCHHUSA
KOMIIETCHIIMHU
JTIK-2.1 BeJeT Auanor (uiaum  Oeceny) | Ha ypoOBHe 3HAHWH/MOHUMAHUS
ounnanbHOro U | 3HaUEHUS HOBBIX JIEKCHUYECKUX EIUHMUII,
HEO(QUIMAILHOTO XapakTepa B | CBSA3aHHBIX C JIEJOBBIM OOLICHHEM U
chepe  memoBoro  oOmieHwHs, | cepoit OusHeca, OTpaXKaAIOIINX
UCIIOJIB3YS apryMeHTalnio, | 0cOOEHHOCTH OW3HEC-KYNbTYpbl CTpaH
OLICHOYHBIE CPE/CTBA; N3y4aeMOro A3BIKA; A3BIKOBOTO
ONKCHIBAET SABJIEHUS, COOBITHS, | MaTepUaa: OU3HEC-TEPMHUHOB,
u3jaraet (haKThl NMOMAaTUYECKUX BBIPAXKECHMUI,
OLICHOYHOM JIEKCUKHU, €AMHUI] pPEdyeBOro
ITHKETa, OOCIYXHMBAIOIIUX  CHUTyallUuU
JIEJIOBOTO oO01eHns B pamMKax
MPOHIEHHBIX TEM; CPEACTB U CIOCOOOB
BBIPOKEHUS ~ MOJAJIBHOCTH,  YCJIOBHIA,
MPEANOJIOKEHUH, TPUYMH, CIEICTBUH,
MoOyXJIeHU! K AEeMCTBUIO, XapaKTEePHbBIX
JUIE  CUTyallMd  JIeJIOBOrO  OOIIEHUS;
JMHIBOCTPAHOBEIYECKOH  HMH(OpMAIHH,

pacIIMPEHHON 3a CYET HOBOM TEMATUKU U




CBEIICHMIA O OM3HEC-TIPAKTHKAX U PeaTHsIX
B CTpaHax HM3y4yaeMOTO S3bIKa; OCHOBHBIX
MpaBUJl COCTABJICHUS OCHOBHBIX BHJIOB
JIEIIOBOM KOPPECTIOHICHIIUH

HA YPOBHE YMEHHUIi:

ropopeHme

BECTH Jianor (nnu Oeceny)
opUIIMATLHOTO W HEO(PHUIUATHLHOTO
xapaktepa B cepe mernoBoro oOIICHUS,
UCIIOJIB3Ysl apTyYMEHTAIlUI0, OIICHOYHBIC
CpPElCTBa; pPacCKa3blBaTh, BBICKA3bIBATH
CY)XJIEHHUS TI0 TeMaM  HW3y4eHHOH
TEMATHKH, MPOYUTAHHBIX/TIPOCITYIIIAHHBIX
yu4eOHBIX U  ayTeHTUYHBIX TEKCTOB,
OMHCHIBAaTh COOBITHSA, H3JIaratb (hakThl,
JieJaTh COOOIIEeHUs, CBSI3aHHbIE ¢ OM3HEC-
TEMATHKOH; OOBSICHATh 3HAYCHUS OM3HEC-

TEPMUHOB
ayIMpoBaHHe

OTHOCHUTEJIHO TOJIHO ¥ TOYHO ITOHHUMATh
BBICKA3bIBAaHUE cobeceTHIKA B
PacIpOCTPAaHEHHBIX CUTYyalUsX JEeI0BOIrO
o0IIeHus; MTOHUMATh OCHOBHOE
coJiepKaHue U HU3BJEKaTb HEOOXOAMMYIO
UH(POPMAIIHIO u3 y4eOHBIX U
ayTeHTUYHBIX ayJu0- U BUIEOTEKCTOB I10
PO ICHHON OU3HEC-TEMaTHUKE;
OLIEHUBATh Ba)XHOCTH/HOBHU3HY
nHpopmanuu

YTeHne

YUTaTh Y4COHBIE W AYTCHTUYHBIE TEKCTHI
U JIeTIOBYIO KOPPECTIOH ICHIIHIO,

CBA3aHHbIE cO cdepoit OusHeca, B
COOTBETCTBUU C NPONACHHONW TEMATHUKOM,
WCIIOJIb3YSl OCHOBHBIC BHUJIBI  UTCHHS
(03HAKOMHTETBHOE, U3y4arollee,
TTOMCKOBOE/TIPOCMOTPOBOE) B
3aBUCHMOCTH  OT  KOMMYHHKATHUBHOM
3a/1auu

nuchbMEHHAasl peyb

OIMCHIBAThL SIBJIICHUS, COOBITHS, W3JIararhb
(dakThl B MHCBMEHHBIX paboTax IO
Ou3HeC-TeEMAaTHKE; COCTaBJIATh
00BsIBIICHHE, PEKIIAMHYIO JTUCTOBKY;
COCTaBJISITh MUCHbMEHHBIC  MaTEPHAIIBI,
HE0O0X0IMMBbIE TUIS Mpe3eHTaluu
pPEe3yJIbTAaTOB TPOCKTHON JEeATCIbHOCTH,
COCTaBIATh W MPaBUIBHO O(OPMIIATH
pa3Iu4HbIe BU/IBI JIeTIOBOM
KOPPECHOHJICHIIUM:  OTYeT,  JEJIOBOE
MMHUCHMO, CITYKEOHYIO 3aITUCKY

HA YPOBHE HABBIKOB:




OBJIaJICHUE HaBLIKAMHU yCTIeUTHOU
IMUCbMEHHOW M YCTHOM KOMMYHHKAITUH B
JEIOBOM  cdepe; B3aUMOJACUCTBUS  C
IPYTUMU WICHaMH OW3HEec-COOO0IIeCTRa,
YJICHAMH KOMAaH/IbI, KOJIJICTaMU,
IO Y HEHHBIMH, PYKOBOIUTEIISAMH,
KJIMEHTaMH; BOCIIPUATHS U y4eTa MHCHHUS

JIPyTUX

4.3.3 TunoBble KOHTPOJIbHbIE 33aJJaHUS WJIH HMHbIe MaTepuaJbl (TUIOBbIE OLEHOYHbIE
MaTepuasibl), He00OX0AUMBbIe /sl OLEHKU 3HAHMHA, YMeHHIi, HABHIKOB U (MJIH) ONbBITA
AeATEeJbHOCTH, XapaKTepu3ylIMX 3Tanbl (GopMHPOBaHHMS KOMIeTEeHUMH B IMpouecce
0CBOeHHs1 00pa30BaTeJIbHOI MPOrpaMMbl

3auer:

- MUCHMCHHBIA TECT MO JIEJIOBOMY AHTJIMMCKOMY SI3BIKY B (popMaTe MEXKIYHAPOIHOTO
9K3aMeHa AHTIMHCKUI 11 Ou3Heca/ YpoBeHb 2 JIOHAOHCKOM TOPTOBO-TIPOMBIIIUICHHON MaslaThl
(LCCI English for Business Level 2).

- YCTHBIﬁ 3a4CT, TAC CTYACHTY HCO6XOI[I/IMOI

1. mpounTaTh U NEpesaTh Ha AHTJIMHCKOM OCHOBHOE COJIEP)KaHUE TEKCTa

2. paccka3aTb YKa3aHHYHO B ouiere TEMY, HpOﬁI[CHHYIO B CCMCCTPC.

DK3aMeH:

- TMUCHMCHHBIA TECT MO JIEJIOBOMY AHTJIMMCKOMY SI3BIKY B (popMaTe MEXKIYHAPOIHOTO
9K3aMeHa AHTIIMHCKUI 11 Ou3Heca/ YpoBeHb 2 JIOHIOHCKON TOPTrOBO-TIPOMBIIIUICHHON MaslaThl
(LCCI English for Business Level 2).

- YCTHBIN 2K3aMeH, TJI€ CTYACHTY HEOOXOAUMO:

1. pacckasath ykazaHHYIO B OWJIeTe HK3aMEHAIMOHHYIO TEMY, TIPOMICHHYIO B CEMECTPE

2. IPOaHATU3UPOBATh U MPEUIOKHUTH PELICHHE MPOOIEMHOM CUTYyalny (MUHH-Keiica).

IIucbMEHHBIN TECT O AeJI0BOMY AHIVIMMCKOMY A3BIKY B (pOpMaTe MEKAYHAPOIHOIO
IK3aMeHa AHrMiickuii 11 Ou3Heca/ YpoBeHb 2 JIOHAO0HCKOI TOProBoO-NPOMBINLIEHHOM
naiaartel (LCCI English for Business Level 2).
Pearson LCCI English for Business Level 2 Monday 8 June 2015
Time: 2 hours 30 minutes Paper Reference ASE2041

Answer ALL questions.
In Question 1, answer only ONE of options (a), (b) or (c).

Option (a)

Situation

You are the Reservations Manager at Two Rivers Restaurant, Vicarage Place, Waterton WN1
3NA. The email address is reservations@tworivers.com and the telephone number is 01932
764539. Your restaurant is extremely popular and so busy that you have to release pre-booked
tables when customers who have booked are late. You decide to write a memo about the
situation to include as an attachment to emails to customers when confirming their bookings.
Here are the notes you make.

Custom appreciated - thanks for booking. Be on time - (10 minutes early preferred).
7 to 12 at night - 2 hours maximum at table. (Lounge area available.)
If not arrived 10 minutes after booked time - table may be released to another customer.


mailto:reservations@tworivers.com

Deposit is not refundable.

Restaurant - very busy - marvellous food and atmosphere - if not booked or are late - table may
not be available.

George James' Department Store car park is private - please do not use.

Public car park (rear of Two Rivers) available - free after 6.30 pm.

Any questions contact me.

NOTES to myself - | need to reorganise these notes and to use better vocabulary and grammar
for the memo. Also make certain to include contact details.

Task

Write the memo.

(40)

Option (b)
Situation
Each month you buy the magazine 'Human Resources'. This month's issue advertises a
competition that interests you.
We have had many letters over the past year about
staff appraisals at work. Some thought that the
benefits were great: suitable training being suggested,
staff finding out what the bosses thought of how well
(or badly) they were doing, etc.
Some were lucky enough to get a pay improvement
following a good appraisal.
Others saw mainly the bad side of appraisals: staff
feeling harassed and insecure, appraisals causing
discouragement rather than encouragement.
WHAT IS YOUR OPINION?
Write an article
(4 or 5 paragraphs long)
stating what you think are the benefits and/or
disadvantages of staff appraisals.
Send it to us by the beginning of August. The most
interesting and well-written ones will be published in
our September edition of 'Human Resources'
You decide to enter the competition.
Task
Write the article.
(40)

Option (c)

Situation

You are Senior Security Officer at a local university campus. Recently, thefts have increased
greatly, so you and the Campus Manager, Eva, meet to discuss what to do.

Here is part of the discussion.

You: These thefts are becoming far too common. Staff and students are having their belongings
taken regularly.

Eva: What have you done so far?

You: Well. I have been in close contact with the police, but there is a limit to what they can do.
They promise that if a thief is caught, they will deal with him or her as severely as the law
allows.

Eva: Are they offering anything more practical?

You: Yes. They are patrolling more frequently on the campus, and they have



provided us with security cameras, which are being put up this afternoon.

Eva: Good. | think you should write a notice, which we can place around the

campus, telling staff and students what is going on, and perhaps advising them what they can
do to prevent the thefts.

You: | agree. Presumably, you would suggest a formal notice, written in good, connected
English.

Eva: Certainly, any other type would be inappropriate. You can use bullet points and
numbers, if you wish.

You make the following notes on which to base the notice.

ADVICE TO STAFF AND STUDENTS

Halls of Residence Make a list of all valuables. Photos very useful. Lock your door.

Close exterior door.

Classrooms Don't leave belongings on view. Keep purses and wallets with you.
Only carry the money you need. Similarly credit/debit cards.

Library Preferably no valuables. Belongings kept in view.

Never leave belongings on table, etc.

EVERYWHERE If you see anything you think is not usual, or acceptable - TELL
SECURITY.

Task

Write the notice.

(40)

(Total for Question 1 = 40 marks)

Question 2

Situation

As Head of Human Resources at Montego Metals you receive the following letter.

17 Caymanas Road

Moneague

Jamaica

5 June 2015

Human Resources Montego Metals Main Square Ewerton Jamaica

Dear Sir or Madam

Recent suggested change to contract

Five years ago | was appointed to Montego Metals as a Customer Liaison Assistant.

Since | am disabled and a wheelchair user, the terms of the contract suited me completely. |
work a five-day week, four days at home and one day, Wednesday, at Montego Metals.

I have had no complaint about the standard of my work or about its promptness. In fact, | have
frequently been congratulated by customers and staff.

Since | do not drive and the public transport to and from my area is infrequent and not
wheelchair-friendly, 1 always book a taxi to take me to and from Montego Metals on
Wednesdays. This is rather expensive, but affordable, if I use the service only once each week.
Two weeks ago, Mrs Alexander, Head of Customer Liaison, phoned me and said that,
technically, every member of staff would be made redundant, since Montego Metals would be
merging with Bay Metals to form a new firm, Montego Bay Metals. She also said that all
existing staff would be guaranteed a job similar to the one they currently hold, but that there
would not be any jobs that allowed working from home. Is that true?

Having to travel to and from Montego Metals (Montego Bay Metals) five days each week
would be impossible for me. I simply could not afford the taxi fares.

Please advise me if there is anything that can be done so that | may continue to work in a job
that I enjoy and that allows me to work from home.

Yours faithfully

Carlotta Campbell



Carlotta Campbell (Miss)

You decide to send a letter to Miss Campbell. Here are the notes you make to remind you of
what to include in the letter.

Yes - firms Montego Metals and Bay Metals are merging - October 2015.

Some work from home possible but limited - no more than 2 days each week. Some have been
abusing system.

Miss Campbell - not one who has abused the system. Her work is excellent - customers write
and phone complimenting her.

New firm will have two minibuses to pick up staff - one fitted to take wheelchairs. Possibility
for Miss Campbell?

Montego Bay Metals will have two sites (old Montego Metals' site in Ewerton, plus old Bay
Metals' site in Moneague - 100 metres from Miss Campbell's home!) Both sites will have
Customer Liaison teams.

Suggest | visit Miss Campbell to discuss.

Task

Write the letter.

(Total for Question 2 = 30 marks)

Question 3

(In answering Question 3, remember that it is very important to use your own words whenever
possible, and to organise the list of main points in a logical way.)

Situation

You have a thriving business, and a local college has asked you to talk to final year students
about succeeding in business. You read an article that contains several good points you may
want to include in your talk. Write a list of the main points from the article that you can refer
to when you prepare your talk.

Here is the article.

BEING SUCCESSFUL IN BUSINESS

People who are successful in business may have many different skills and characteristics.
However, there are some qualities that they often share.

Firstly, they will have original ideas on how to achieve success. But having the ideas is not
enough on its own. Having an idea is only the first step of many, and few people move beyond
this step. The idea needs analysing; is it genuinely a 'good' idea or does it simply look like one?
Miss out this second step and you may become one of those people who spend time, money and
energy chasing a dream that will remain a dream. Too many people rush to follow an idea that
seems good, and face financial ruin because they have failed to THINK about it.

Successful business people do move quickly, but not before they have studied the bad points of
their idea, as well as the good points. They usually have the ability to see the important
considerations, which means they are able to make reasoned judgements more quickly than
most. They also tend to be able to see things from a customer's point of view, which is
important when assessing whether products will sell and how they should be marketed.

Then it is decision time! If you can't make decisions, you will fail. Businesses often struggle
because their 'leaders' can't decide what to do, and so they do nothing. The world is constantly
changing; businesses need to develop too. Doing nothing is the worst business decision you can
ever make.

If you want to be successful in business, you have to have self-belief and confidence in your
decisions. This doesn't mean that you cannot change your plans. You need to be able to listen to
other people's opinions, ideas and points of view. Sometimes you'll need to adapt your plans in



light of this. If you employ staff and they come up with proposals that are better than yours,
thank them. Forget personal pride; you're trying to create a successful business.
Task
Write a list of the main points from the article.
(Total for Question 3 = 30 marks)
TOTAL FOR PAPER =100 MARKS

Bomnpocel k ycTHOMY 3a4eTy
1 Industry types, groups and sectors. Business types, and models.
. Organisational structure of the company.
. Breakeven analysis. Breakeven point.
. The business cycle. The investment cycle.
. Ways of modernising higher education and cutting universities' spiralling costs.
. Reasons for studying business. Ways of financing business education.
. How to write a CV and a cover letter.
. Tips for having a successful job interview.
. The use of IT in the workplace. IT as a productivity solution.
10. Phone-answering tips.
11. Staff turnover.
12. The concept of quality.
13. Ed Deming and different ideas of quality.
14. Duties of IT support managers.
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TekeThl I YCTHOIO 3a4eTa

Text 1
DO YOU LIKE THE WAY YOU ARE MANAGED?

Research among 3,000 employees by the Chartered Institute of Personnel and Development
(CIPD) found the proportion of people happy with their job had increased to +46 percent
(percentage satisfied minus percentage dissatisfied), compared with +26 percent in a similar
survey last year.

However, the CIPD’s new quarterly Employee Outlook survey suggested problems were
developing that would damage employee wellbeing, morale and commitment if not dealt with.
Three-quarters of employees said their organization had been affected by recession, with 52
percent saying that there had been increases in work-related stress as a consequence, and 38
percent saying there had been an upsurge in office politics. The proportion of people who said
their job made them worried or tense had also increased and nearly six in ten said they were
worried by the future.

The survey also highlighted problems with how people are managed. Although most felt treated
fairly by their line manager, they were less happy with how far their manager discussed their
training and development, gave feedback or coached them. Employees were particularly critical
of senior managers, with less than a fifth agreeing that they trusted them and only a quarter
agreeing that they consulted employees about important decisions.

Ben Willmott, senior public policy advisor at the CIPD, said: “Employers must ensure
arrangements for informing and consulting employees over major changes, such as redundancy,
are effective, if they want to improve trust in senior management. They also need to invest in
developing line managers’ people management skills, particularly in coaching and performance
management, if they want to boost employee commitment and productivity. They must ensure



managers can spot the early warning signs of stress and provide support to help people struggling
to cope.”

Text 2

A MATTER OF CHOICE
In 1967, John Kenneth Galbraith’s The New Industrial State argued that the USA was run by a
handful of big companies who planned the economy in the name of stability.
These were hierarchical and bureaucratic organizations making long runs of standardized
products. They introduced ‘new and improved’ varieties with predictable regularity; they
provided their workers with lifetime employment and they enjoyed fairly good industrial
relations with giant trade unions.
That world is now dead. The US’s giant corporations have either disappeared or been
transformed by global competition. Most have shifted their production systems from high-
volume to high-value, from standardized to customized. And they have flattened their
management hierarchies. Few people these days expect to spend their lives moving up the ladder
of a single organization. Dramatic changes are taking place. But where exactly are they taking
us? Where is the modern company heading?

There are three standard answers to this question. The first is that a handful of giant companies
are engaged in a ‘silent takeover’ of the world. The past couple of decades have seen a record
number of mergers. The survivors, it is maintained, are far more powerful than nation states.
The second school of thought argues almost the opposite: it says that big companies are a thing
of the past. For a glimpse of the future, look at the Monorail Corporation, which sells computers.
Monorail owns no factories, warehouses or any other tangible assets. It operates from a single
floor that it leases in an office building in Atlanta.

The third school of thought says that companies are being replaced by ‘networks.” Groups of
entrepreneurs form such a network to market an idea. They then sell it to the highest bidder and
move on to produce another idea and to create another firm, with the money being supplied all
the time by venture capitalists.

Another way to look at the future of the company is to focus on the environment that will
determine it. That environment is dominated by one thing: choice. Technology and
globalization open up ever more opportunities for individuals and firms to collect information
and conduct economic activity outside traditional structure. Consumers now have more choice
over where they spend their money. Producers have more choice over which suppliers to use.
Shareholders have more choice over where to put their money. With all that choice around,
future companies will have to be very flexible in order to quickly adapt to changing
environments if they want to survive.

Text 3
THE KIDS ARE ALL RIGHT

Youth is a time of fun. In one American playground in Florida, there are basketball courts and
volleyball nets. Inside, there are bright colors, nerf guns, and a games room with ping-pong.
This is not a school but the offices of CapitalOne, one of America’s largest credit card firms.
The firm gives each department a monthly ‘fun budget.” The same sort of thing can be found
across corporate America these days. The kids have taken over. It is technology that drives
business today, and dot.com culture is everywhere. The young are now the rising power in the
workplace.

Take Microsoft, a business with 40,000 young employees: the dress code is ‘anything goes as
long as you’re clean.” People wear shorts and have blue hair — sometimes even in management.



The typical workplace scene features mid-afternoon hockey, video games, and techno music on
headphones.

Companies want to attract and keep a younger workforce because of its technical skills and
enthusiasm for change. So youth culture is becoming part of office culture. This may be no bad
thing. Along with the company fun budget come things that matter more deeply to young
people: opportunity, responsibility, respect.

In the past, it was the middle-aged who ruled. At work, grey hair, years of loyal service and
seniority counted most. Now things are changing. Older workers will not disappear, but they
will have to share power with the young. In the old days, companies grew slowly; with success
came conservative corporate values. Now the world’s largest firms can crash at any moment.
The pace of change is increasing. And change favors the young: they learn and relearn faster and
will risk more to try new things.

Many companies no longer have seniority-based hierarchies. People can get to the top faster.
They don’t have to spend years showing respect for their superiors. It is more important that they
are able to understand e-business and have the courage to ask ‘why’? Loyalty to the company is
less important than talent. Employees stay only when there are challenges and rewards.
Changing jobs frequently is now a sign of ambition and initiative.

All this is a good thing. Young people are now at their most creative stage in life. Now they
have more opportunity to put their ideas and energy into practice.

Text4

PICKING THE RIGHT PERSON FOR THE JOB
When there are lots of good candidates for a post, it is not easy to choose between them. Faced
with this problem, interviewers sometimes use strange methods in their attempt to pick out the
right candidate for the job.

Sometimes this may the form of a task, like finding the answer to a logical problem. More often
it involves asking the candidates questions which are intended to give an idea of their skills or
personality. ‘How many houses do you think there are in your town?’, for example, is intended
to test the candidate’s ability to estimate numbers. Other questions require candidates to imagine
themselves in a particular situation. ‘If you had only six months to live, how would you spend
them?’ is a common one. This apparently shows whether candidates can set goals and priorities.
Perhaps the most difficult questions are those which are intended to show something about your
personality, like ‘If you were an animal, what animal would you be?” The answer, ‘a horse’, for
example, might indicate that you are hard-working.

But do questions like these really help the interviewer to choose the best person? Surely you can
find out more about a candidate by looking at their track record in previous jobs. In an interview,
you want to find out if a candidate is a good communicator. You can only do this by having a
normal conversation with them, not by asking questions like these.

Worst of all, odd questions like these may give the impression that the interviewer is not serious.
I recently asked a friend, a successful business person who has often hired co-workers, if he ever
used questions like these. Certainly not. Did he think they could be useful? No. In fact, they
were probably harmful because they could alienate good candidates. “If someone asked me
questions like that, I’d leave the interview,” he said.

Text 5
THE CHANGING WORLD OF HUMAN RESOURCES



Human resources is not traditionally an area to work in if you want an international career.
There are not many HR managers who have extensive experience of working overseas and only
a few of them are truly globally mobile. But that could be changing.

This change is happening because in a great many companies, offshore operations are starting to
play a different role to that of ten or twenty years ago. When they were set up, they were usually
just a low-cost base for manufacturing. Now, however, a large number of them are involved in
the innovation and creation of new products. For these companies, the biggest opportunities are
in emerging markets abroad, not in their home country. This means HR managers have to know
how to attract the best local talent for their overseas locations, and also how to develop their own
staff for important posts there.

Of course, members of an HR team can build up their cultural awareness without going long-
term in another country. Even short visits abroad can help them gain a little more knowledge of
overseas offices. But most companies do not have much money to spend on international travel
for staff, and in any case, according to most international HR managers, it is not the same as
gaining real experience of working there. For example, Tim Prendy, a HR manager who spent
two years in India, came to realize that words like ‘star performer’ or ‘high flyer’ do not always
mean the same thing in another culture.

There can be other cultural differences, too. For Martin Poulsen, a Danish HR manager who
worked for a number of years in Shanghai, one of the biggest eye openers was to see how much
of their personal time Chinese managers may spend with work colleagues. “A lot of time and
effort in China goes to building up relationships with your team outside the workplace,” he
reflects.

Of course, the movement is not just one way. Jasmine Diwedi, head of human resources of a
software company in Jaipur, India, is planning to relocate to the U.S. along with several
members of her team. “We have an international customer base so there are lots of advantages
to having the HR department located outside India,” she says. It seems that if they are working
with a global pool of talent, then today’s HR managers need to be globally mobile.

Text 6

HOW SHOULD | APPROACH RECRUITMENT DURING RECESSION?
Resist a hiring freeze —~While this is often the first reaction of any business that sees difficult
times ahead, why should all department be affected? If your business could be saved by
investing in technology, then it doesn’t make sense not to allow that department to continue
recruiting, especially if there is a lot of good talent in the market due to other companies making
redundancies. If there is a surplus of top talent, it may actually make sense to over-hire.
Revise recruiting targets — A different situation means a different focus for those involved in
recruiting and it’s important for those signing off budgets and checking progress are aware of
this. Look at your cost per hire and time to hire to determine how you can display that you are
having positive results despite the general downturn in business.
Focus priorities — Ensuring you put all your efforts into recruiting high-impact positions will
allow you to squeeze the most out of your budget. Look at the various methods you use and
work out which have returned the best results. Recessions aren’t the time for experiments,
unless they come at a relatively low cost.
Prepare for more applications — A recession means more people are out of work, which means
you will generally see a higher number of applications per vacancy. While this sounds as if you
will have a nice pool of candidates to choose from, that’s only the case if you can physically
manage to review all the applications that come in. Plan your job adverts in a way that will allow
you to manage the response levels.



Combine resources — If you work for a large business that generally manages hiring needs on a
local level, it’s wise to look at ways you can share both knowledge and resources. It may be the
case that one location is struggling while another is thriving and in need of help with their
recruitment campaigns.

Show you’re a secure option — If you’re trying to attract new employees during a recession it’s
important that you show in your job ads that if someone joins your business, they won’t be made
redundant before they finish their probation period. Mention your recent growth and future plans
to show that you are a safe bet. If your business is unable or unwilling to continue even a limited
recruitment program during a recession, there is still a lot you can do to ensure you’re prepared
for when things do get better. Whatever you do, make sure you don’t just give up!

Text7

ENCOURIGING EMPLOYEES
In each of the main offices in Shangahai, Bejing, and Hong Kong, Deloitte China has special
facilities known as the Deloitte Institute Training Centers. Employees who develop their careers
within Deloitte believe that the benefits are multiple. “In Deloitte, some managers are only in
their early thirties, and this encourages young people like me,” says Shawn Su from the Tax
Department. “I think Deloitte offers employees a clear upward path for development.”

Charlotte Chen says, “I knew Deloitte was different when I first came here for an interview.”
During the interview, Charlotte was impressed by the professionalism of Deloitte’s interviewers.
“They didn’t act in a superior manner; they were friendly and patient.” When Charlotte was
about to take her professional exams, her manager said, “With the test coming in June, you
should take some days off. You will have a better chance of passing if you have time to study.”

Attention from managers often works better than material incentives. Jessica Li from the Audit
Department recalls, “The third year with Deloitte was crucial, and passing my exams was
essential for my career. At the time, my managers helped me apply for training courses, and
they let me take time to attend training and to study. What touched me most was that they came
to wish me good luck the day before | took my study leave. | was very emotional to see their
concern.” Jessica says, “Deloitte cares about my personal development, and that suits me. Now,
when I get calls from headhunters, I tell them, “I really like working here and can develop my
career within Deloitte. I don’t need to change environment.”

Attention and recognition by management are elements of Deloitte’s corporate culture. Shawn
Su, who is about to be promoted to manager, says he always gets an immediate reply from his
supervisors, no matter how late. Shawn says, “I’ll follow in the footsteps of my bosses,
encouraging and paying attention to my staff.”

This is how Deloitte’s corporate culture is passed down through the company. Every new recruit
has a ‘counselor’ who guides them, helps them at work, and cares about them. Jessica Li believes
it was a recommendation from her counselor that gave her a chance to work abroad. Counsellors
are like second bosses. Although they do not necessarily lead you directly when it comes to
work, they guide every Deloitte employee with their own professional experience.

Text 8
INTERCULTURALLY COMPETENT AND CONSIDERING
A GLOBAL BUSINESS CAREER
One of the biggest trends in the 21% century business landscape is the need for more global
business executives. Although many international MBA programs prepare students for business,
they should also emphasize the cultural components for a successful global executive and



successful expat assignments. The failure rate for global assignments is exponentially higher
than for national ones.

Many business professionals dream of working in glamorous international destinations but are
not sure how to even begin to qualify for global jobs. A licensed career counselor who
specializes in global careers can help you create a ‘global career action plan.” You may in
addition need industry-specific psychometric testing, aptitude testing, and assessment of your
preferred cultural style of conducting business. Choosing a country as your career destination
should be a well-researched and well-reasoned choice because not every country will be a match
for you.

Remember that a global employer will typically have to pay three times as much to import a
worker as to hire a local one. In many countries, the employer will need to formally post the
position through local channels and gather evidence that there aren’t any locals to fill the
position. Only then they will be allowed to recruit an international employee. You will need to
have some unique skills or some fabulous business contacts to even pass this first hurdle.

Employers generally are very concerned that an expat will not be able to withstand the rigors of a
foreign assignment and foreign culture. In these risk-averse times, they will look at your
previous international track record before offering you a position. Successful previous
experience is the best indicator of quick adjustment to new assignments.

Once you’re on the job, learn how to navigate your new country, culture, and business
environment in an interculturally sensitive way. This is an essential global career skill. Working
abroad contains an exciting, often bewildering and steep learning curve. Added to the complexity
1s any given individual’s degree of adaptation to a new culture. Some global professionals may
in fact be bi-cultural, speak several languages, and have more fluid business styles. However, for
everyone, the initial adjustment to a new global location can be very challenging, but for most it
is ultimately extremely rewarding.

Text9

THE MONEY MOVE
You want a raise. You deserve a raise. But how do you ask for a it? Experts say there are several
ways to make the interchange less stressful and more successful.
The first sign her co-workers noticed was the empty candy bowl. Lisa, an accountant at a
construction company, was a cheerful woman who had always kept a dish of goodies on her
desk. When she started removing the pictures and the plants from her office, rumours began to
circulate. She did not explain her behaviour to anyone. Then the candy dish disappeared. 'She
had been promised a raise* for a long while," recounts Linda Talley, an executive coach based in
Houston. Removing things from her office was a subtle way of letting her employers know she
wouldn't wait any longer, but it worked. A few months later her salary was boosted by $5000.
There are many ways to ;isk for a raise, and Lisa's method is not for everyone. But experts say
there are some basic ways to enhance your prospects for success.
Adding value
The golden rule is to oiler value, based on qualifications and achievements. Forget about your
years of hard work, your experience, your personal needs and expenses, your mortgage, your
ailing grandmother and your Great Dane's dog food bills. The 'dumbest case you can possibly
present is one based on pity," warns Howard Figler, a career counselor and author of The
Complete Job-search Handbook.
In the private sector, your contribution probably falls within certain categories. You may be a
key person who attracts new customers or one who is skilled at retaining the present
relationships. You may be a cost-cutter, who improves the company's bottom line. Less



quantifiable, but no less important, your reputation might enhance that of your employer or you
could be one of those sunny personalities who boosts the morale of all around them, enhancing
productivity. K&D

It stands for 'research and documentation’, which is your responsibility. You must pinpoint your
worth in the marketplace before entering into any salary negotiation. Although specific salaries
are a taboo topic and . rarely discussed among co-

workers, you can find comparative information on career-related websites and through
professional organisations.

Brad Marks, CEO of an executive search firm specialising in the entertainment industry, recalls a
cable TV company division head who wanted a 30 percent raise as a good example. When Mr
Marks asked him to make a case for the huge jump, the executive returned armed with details of
his contributions over the years and the statistics to show he was underpaid compared to peers in
the company and the industry. 'However, some people just give a number at random," according
to Mr Marks. Taking the plunge

Now that you have done your homework, it is time to prepare yourself mentally for the big day.
Few people enjoy the idea of confronting their boss and risking refusal (which is one reason so
many companies have built in a structured system of regular reviews and promotions), but it is
important to remain calm. Lastly, even if your palms are sweating, don't forget to smile.

Text 10

SHAKE-UPS THAT LEAVE US SHAKEN BUT NOT STIRRED
John recently resigned from his job with a European airline because of the way it handled heavy
redundancies in the wake of September 11. "'The whole experience was a disaster, he says. 'l was
one of the last to leave and now all the original group that | started with are gone.' John, who
worked in the finance department, says the redundancies were announced in an unplanned way
and the workload was redistributed without any consultation, let alone assistance or incentives.
'People were already overworked, but when they were also given duties above and beyond their
job specification, they began to leave in droves,' he says. 'On top of this, the change was not
communicated well. We should have been consulted.’
Workplace change has become a constant for most employees. Yet it often fails to achieve its
stated objectives and has unforeseen consequences of the kind experienced in John's case. A new
study by OPP, which specialises in applied business psychology, seeks to explain why. Poor
communication is often to blame, as are change imposed from above and an absence of obvious
benefits. The study, based on a survey of 1,001 people at all levels in large UK organisations,
finds that workplace change has left 58 percent feeling demotivated and less committed.
Fourteen percent have left their jobs as a result and 49 percent have considered doing so.
‘There are signs that organisations may have misconceptions about their employees' motives for
working and the nature of their psychological contracts' says Bernard Cooke, leader of OPP's
change consultancy team. 'Employees are not asking for less change. However, they are
demanding more involvement and clearer explanations of the reasons for the change and the
expected benefits." Employees are largely impervious to changes in the mission statement or the
brand or logo that so excite those at the top. What they care about most is the effect on their pay,
benefits, working conditions and job role.
The survey, carried out by MyVoice Research, finds that senior managers acknowledge the need
to communicate clearly the objectives and potential benefits of workplace reorganisation. Yet, in
employees' eyes, they often fail to do so. Seventy-six percent of staff say that change tends to be
imposed rather than discussed, 64 percent that senior managers are the only ones consulted, and
40 percent that change is communicated either not at all or only when it has been completed.

Text 11
TOUGH LESSONS ON LEADERSHIP



It has become generally accepted that our organizations need better leadership if they are to
survive and prosper in these difficult times. Well-led companies know that leaders are made, not
born, and invest in the development of their future managers. But, in spite of the energy devoted
to leadership development, the return on investment rarely comes up to the hopes and
expectations of participating executives of company sponsors. As ever, the question is “Can
leadership be learned?”

Most of us can agree on basic definitions. Simply stated, leaders are people who:

- Establish a new direction or goal for a group;

- Gain the support, cooperation and commitment of those they need to move in that new
direction;

- Motivate them to overcome obstacles in the way of the company's goals.

Consider the experience of a manager called Anne. After a steady rise through the functional
ranks in logistics and distribution, Anne found herself unable to handle a proposal foe a radical
reorganization that came from outside her division. Accustomed to planning for annual
improvements in her basic business strategy, she failed to notice changing priorities in the wider
market.

Although she had built a loyal, high-performing team, she had few networks outside her group to
help her anticipate the new demands. Worse, she was assessed by her boss as lacking the broader
business picture. Frustrated, Anne thought about leaving.

Let us examine Anne’s situation more closely. No longer able simply to rely on her technical
skills, Anne needed to acquire the ability to think creatively and consider a broader range of
forces in finding a new strategy for the group. As a leader, she is expected to identify new trends
and spot new opportunities in the business environment.

She is also expected to recognize new partners and find new ways of bringing them on board.
But, for Anne, working through networks was political activity — in her view, relying on who
you know rather than what you know — and she had always rejected “time-washing on politics”.
She failed to recognize the importance of building and using networks that cut across managerial
levels and divisions.

To be successful at the next level Anne had to change her perspective on what was important and
accordingly what she would spend her time doing. Letting go of old ways of thinking can be a
terrifying proposition. The leadership transition, therefore, can provoke deep self-questioning:
Who am 1? Who do | want to become? What do | like t do? Do | have what it takes to learn a
different way of operating? Is it me? Is it worth it?

Text 12

WHAT DO EMPLOYERS SAY?
Getting an MBA is one thing. Getting employers to take it seriously is another. MBAs have not
traditionally commanded the same respect in the UK as in the US, but an increasing number of
UK employers are now taking them very seriously indeed.
None more so than top management consulting firm McKinsey. Of its 260 London consultants,
around half have MBAs. The company actively recruits 30 to 40 people a year from major
business schools such as Insead in France, Harvard and Stanford in the US, and London Business
School and Manchester in the UK, and spends around pounds 1 million a year sponsoring its 25
to 30 graduate recruits to complete full-time MBAs at the same institutions.
"Essentially we see an MBA as short cut to business experience," says Julian Seaward, principal
partner and head of recruitment for McKinsey's London office. "It enriches people with a lot of
management theory, and perhaps a bit of jargon thrown in."
However, the company still prefers MBASs gained abroad. With a longer established reputation in
the US, business schools there still have the edge in attracting candidates and faculty, believes
Seaward, while Insead has positioned itself as an international school with a more cosmopolitan
group and exposure to lots of different nationalities.



"The networking and experience of other cultures is very useful as a lot of our clients are global,”
says Seaward. "It also takes more drive for someone to get off their butt and go to Insead or the
US for a year or two, than somewhere just down the road."”

Nevertheless, McKinsey is actively raising its profile over here with a recently-launched scheme
offering external candidates sponsorship through a United Kingdom MBA with a guaranteed job
afterwards. "It could be someone from a technical or non-business background such as the
military, who hasn't had years of business experience so they can walk straight through the
door," says Seaward.

With a pounds 50,000 Harvard MBA, McKinsey knows how attractive its staff are to other
employers. Those who leave within two years have to repay their sponsorship, but Seaward
believes the staff development strategy has a good return rate. "We look for people to develop a
long-term career with us, not just an analyst job for a couple of years, and reward high achievers
with good salaries and opportunities.”

Equally convinced of the value of MBAs is direct marketing company OgilvyOne Worldwide,
which recently established an MBA bursary for staff members. Despite hundreds of interviews,
the company still has 15 unfilled vacancies, and is increasingly committed to developing its own
skills.

Chairman Nigel Howlett believes the MBA's formal education in analytical skills and
constructing solutions is a very useful skill set, producing people who see business issues in a
holistic rather than piecemeal way.

The company is currently undertaking an evaluation of the best UK schools in which to invest
their bursary. With the recent proliferation of institutions offering MBAs, Howlett is concerned
that like degrees, not all MBAs are created equal. "There are clear differences in terms of quality,
but we're not being snobbish or pompous about it - some of the new universities have established
very good reputations for their courses."

But not every company embraces MBASs. In the early 1990s, Shell actually abandoned its own
MBA course at Henley when it realised it was not producing graduates who fitted the jobs for
which they were destined.

"We're slightly ambiguous towards MBAs," says Andy Gibb, Shell's head of global recruitment.
"A lot of Shell's work is technical, while MBAs from leading schools are pitched at a more
strategic level. It can be frustrating and unnecessary to be groomed for strategic thinking, when
the job you're moving into is not really amenable to that. An MBA is held out in a number of
cases as giving people a key to a better job, but we're not convinced - we would rather focus
them on technical leadership.”

Companies like chartered accountants Price Waterhouse take a more middle- of-the-road
approach. While not actively targeting MBAs or recruiting them directly from business schools,
a growing proportion of its senior consultants have got them, and it is increasingly on the look -
out for MBA graduates.

"Our business is changing from audit and tax management more into consultancy roles," says
UK recruitment partner Keith Bell, "MBAs do bring a breadth of vision to the business problem
rather than a narrow viewpoint, and that can be an advantage. But the issue is the longer term. If
you sponsor someone to do an MBA, will you get them back again?"

Text 13
WHIRELESS INTERNET: DEMANDS OF A MORE MOBILE WORKFORCE

As the revolution in wireless technology gains momentum, hotels are the biggest growth are for
wi-fi (wireless networking) hotspots. These days, the business traveler can get online anywhere
from meeting and conference spaces to restaurants and bars. A resent report from Visiongain, the
UK-based media company, predicted that wi-fi development in hotels was set to grow by more
then ten times over the coming years. The company believes that in three years , about 90
percent of all corporate users’ laptops will include wi-fi capability. It reckons that the hotel



industry will experience the most widespread adoption of the commercial wi-fi hotspots used by
laptops and PDA owners.

With such a fast take up of the new technology it is hardly surprising that hotels are keen to cash
in. Opportunities to do so can be derived both from revenue-sharing agreements with telecoms
suppliers, as well as from driving more traffic into, say and introductive coffee area, by the
introduction of wi-fi hotspots. However, perhaps as important a motivation for hotel chains is the
need to remain competitive, as their corporate customers — ever more accustomed to working
while on the move — are demanding constant and easy access to high-speed Internet connections.
Chains have been quick to respond.

Marriott has installed wireless connection in more than 900 of its properties — primarily in
meeting and public spaces — at leading business travel destinations such as New
York, Washington, San  Francisco, Chicago, London, Frankfurt, Tokyo, Singapore and Hong
Kong. ‘We see the priority for wireless lying in places where mobility is a premium for travelers
— in the lobby or in a meeting environment — where they want to move to a break out room and
don’t want to have to reconnect,” says Lou Paladeau , Marriott’s vice-president of technology
business development.

And high-speed connections certainly can boost a property’s business. Since installing Cisco’s
high-speed Internet access for its guests, for example, the 500-room Palace Hotel in Japan has
increased its revenue by $27,000 per month. ‘If a guest tries our Internet service for a day, he or
she never stops using it until the departure day,” says Kyohei Hirose, director of rooms at the
Palace Hotel. ‘Once our foreign guests experience this service, it becomes the reason for them to
come back to the Palace Hotel again.

Text 14

THE ENGINEER OF THE HUMANE CORPORATION
Peter Senge has influence. The Fifth Discipline, which encapsulated Prof Senge's ideas about
organisational change, personal development and more besides, has sold close to a million
copies. The Society for Organizational Learning (SoL), these days the main focus of his
energies, counts BP, Shell, Hewlett-Packard and Intel among its supporters. So, how did a
business school academic - he remains a senior lecturer at the Massachusetts Institute of
Technology's Sloan School of Management - end up pursuing an agenda that centres on 'the
interdependent development of people and their organisations as responsible and effective global
citizens'?
'Remember that my training is in engineering, not management,’ he says. 'U trained as an
engineer because iit was the best way of learning about systems. This field systems - seemed to
me to address the problem: the world was becoming more and more interdependent, we were
creating these patterns of interdependence, and yet we didn't know how to understand that. We
were simply blind.'
Prof Senge's ambition remains to apply systems thinking to human systems: societies,
organisations and companies. It was an urge that led him in the 1980s to seek out Chris Argyris,
of Harvard Business School, and Edgar Schein of MIT Sloan leaders of the 'organisational
development’ movement. For Prof Argyris, this means persuading managers to question the
politics, back-biting and 'defensive routines' that so negatively affect corporate life. For Prof
Schein, it means recognising the importance of ‘culture’, the unspoken assumptions and
established processes that dictate individual behaviour in organisations.
It was from this mix of ingredients that Prof Senge produced The Fifth Discipline. The first four
disciplines are:
* 'personal mastery' (broadly, a commitment to your own and other people's full development)
* 'mental models' (reflecting upon and questioning assumptions)
* 'shared vision' ("a force in people's hearts')
* 'team learning' (or teamwork).



Systems thinking is the fifth discipline u way of thinking about problems that brings together the
other ingredients and allows for real organisational development.

The influence of The Fifth Discipline is undeniable. As well as launching the 'organisational
learning' movement, it gave new force to the argument that the most effective organisations are
also the most humane. You do not need to be a true believer to acknowledge that the ideas are
intriguing. They challenge managers to think deeply not only about their own role but also about
corporate goals and purpose. The question is whether the techniques laid out in The Fifth
Discipline have really helped organisations become more effective.

Prof Senge points to SoL's 'sustainability consortium’, a group of companies working to take
environmentally unfriendly materials out of their supply chains, as systems thinking and shared
vision' in action. Others are less convinced. Says Prof Schein: 'It is by no means clear that
making organisations more humane, making them worth being part of, will work in the larger
Darwinian scheme of things.'

Bomnpockl K YCTHOMY K3aMeHY
. Speak about the phenomenon of social media marketing.
. Marketing mix.
. How to deal with customer objections.
. What are the key principles behind building a successful team?
. Speak about personnel management strategies.
. Speak about delivering a presentation.
. Speak about accountancy as a career choice.
. IT in the workplace.
. Company structure and its main types.
10. Setting up your own business.
11. Sources of funding for a start-up.
12. The concept of quality.

OO ~NOoO Ul WN -

IIpoGsemHuble cuTyanun (MUHH-KEHCBI) JIs1 AHAINW3a H PelICHUs] Ha DK3aMeHe
3aganue: O3HAKOMBTECH C IIPOOJIEMHOM CUTYaIMEN U OTBETHTE HAa BOIPOCHI IIOCIE TEKCTA
(aHAJIN3 U pelIeHuE).

Problem — solving situation 1

PROJECT MANAGEMENT
Peter Tucker was appointed head of a project team at Lasco, a packaging design company in
Great Britain, which develops innovative packaging for food industry. At the moment his
project team is working on a large-scale project for one of the leading companies producing baby
food. The atmosphere in the team is relaxed and the team members socialize during their free
time. Politeness and good manners are considered the basis of corporate ethics in Lasco. Peter is
seen as very easy-going, democratic, encouraging individual creative effort. The client is keen to
launch the new product as soon as possible. At times to avoid conflict with the client he agrees
to review the original project schedule without reconsidering individual team members’ tasks
and their workload. As a result, the workload is sometimes unevenly distributed among the team
members and some of them miss deadlines and let everyone down. Increased costs due to
schedule slippage make it impossible to stick to the budget. Recently, there was a delay in
signing some documents giving the permission to use certain type of packaging for baby food,
due to the fact that there were no lawyers on the team (the company had moved the originally
assigned lawyer to another project).
Lasco senior management is concerned about the poor performance of the team and the future of
this project.
Questions:



1) Analyse the mistakes in the project management made by the team leader and the
company.
2) What measures could improve the situation and ensure the project completion on time?

Problem — solving situation 2

Al-Munir Hotel Group which has a number of hotels in Oman and the United Arab Emirates
has been facing serious challenges in the last five years: group turnover and room occupancy rate
have fallen considerably; retention rate of guests has dropped from 25% to 8%. The management
of the hotel chain realizes the need to come up with a plan for building long-term relationships
with guests and make them return.

Here are some opinions of the hotel guests from a customer survey aimed at finding out why
many guests do not return on a regular basis.

1. | often work in my room before attending meetings and | like to drink a lot of coffee. But
there was no facility in his room for this. Room service is quite slow, and coffee arrives not hot
enough though their brochure promises a 5-minute delivery. | would rate service there as 2 out of
5. What also annoyed me was that | was unable to find enough information about interesting
sites in the area or recommended local restaurants.

2. | am a vegetarian, but this hotel doesn’t have a vegetarian menu, like in most hotels of this
level. Besides, | am allergic to some spices. The menu is not informative enough and waiters
cannot answer questions about the ingredients of the dishes. You have to wait for them to go and
ask their chef. All this certainly spoils your experience at Al-Munir, though the rooms are
comfortable and the location is great.

3. We always travel with our children and would be happy to find a hotel to come every year
with such good value for money. We were unpleasantly surprised not to find a play area among
the hotel amenities, which are not impressive. The playground was a disaster — too small and

crowded. They should have more facilities for children, if they don’t want to lose customers
with Kids.

Questions:
1. What are the reasons for high level of customer dissatisfaction?
2. Suggest a plan for building long-term relationships with guests.

Problem — solving situation 3

Al-Munir Hotel Group which has a number of hotels in Oman and the United Arab Emirates
has been facing serious challenges in the last five years: group turnover and room occupancy rate
have fallen considerably; retention rate of guests has dropped from 25% to 8%. The management
of the hotel chain realizes the need to come up with a plan for building long-term relationships
with guests and make them return.

Here are some opinions of the hotel guests from a customer survey aimed at finding out why
many guests do not return on a regular basis.

1. As my company does business with Japan and the USA, | need to use the business centre at
all hours of the day and night. But very often when | went there, it was closed with no
information about the working hours. | mentioned this to the staff, but nothing was done about
it, though all they had to do was to send someone to unlock the door.



2. I’ve been coming to stay at this hotel for a number of years. And still, the receptionists make
me fill in all registration forms and seem displeased when | ask them to check their files for my
personal information. This would make check-in much faster! And | personally would feel
special and valued, if they said: “Oh, Mr. Ali, how nice to see you again!”That’s why, when I
was asked to grade staff in terms of helpfulness, enthusiasm and knowledge, | gave them 1 out 5.

3. It’s my first visit to Al-Munir, but probably the last one, though the rooms are comfortable,
the location is great and it’s good value for money. You see, | have to travel a lot, and it makes
sense for me to choose the hotel chains which run loyalty programmes where | can earn points
for each stay. They have them at the Hilton, for example. So after a few visits | could take my
family on a free vacation!

Questions:
1. What are the reasons for high level of customer dissatisfaction?
2. Suggest a plan for building long-term relationships with guests.

Problem — solving situation 4

Hellas is the Greek subsidiary (270 employees) of an international company specializing in
household products. The company has quite a loose structure* with no established lines of
communication or clearly defined roles, which worked well when the company started operating
5 years ago and was much smaller, but is no longer efficient. Each department is responsible for
its own personnel and has a budget allocated to it each year for new hires, staff training, salary
rise, bonus scheme, perks, etc. There is quite a difference between departments’ priorities for
spending their budget. Heads of departments report to HR managers on an annual basis and they
only intervene** in personnel issues when necessary.

Over the last three years, Hellas has had to deal with high staff turnover in particular
departments. HR carried out an employee satisfaction survey to find out the reasons for
dissatisfaction of staff and high staff turnover.

Here are some comments of staff:

“sometimes I don’t know what’s going on. Decisions have been made and I haven’t been
consulted — and I'm in a more senior position and need to know those things” (a_middle
manager)

“dead-end job”, “not going anywhere” \ “the company is quite big — so I sometimes feel I'm
Jjust a number” \ “not fair if you’re in one department where no importance is given to staff
well- being” \ “our subsidiaries in other countries provide private health insurance. How can it
be possible for them and not for us?” (members of staff)

*a loose structure — HeynopsiioYeHHast CTPYKTypa
**intervene — BMeIMBaThCsA

Questions:
1. What are the possible reasons for high staff turnover in the company?
2. How can staff retention be increased?

Problem — solving situation 5

Santa Fe is a Turkish company specializing in household products. The company has quite a
loose structure* with no established lines of communication or clearly defined roles, which
worked well when the company started operating 5 years ago and was much smaller, but is no
longer efficient. Each department is responsible for its own personnel and has a budget allocated
to it each year for new hires, staff training, salary rise, bonus scheme, perks, etc. There is quite a
difference between departments’ priorities for spending their budget. Heads of departments



report to HR managers on an annual basis and they only intervene** in personnel issues when
necessary.

Over the last three years, Santa Fe has had to deal with high staff turnover in particular
departments. HR carried out an employee satisfaction survey to find out the reasons for
dissatisfaction of staff and high staff turnover.

Here are some comments of staff:

“My department works very hard for me and we’re lucky to have such loyal workers in this
department; staff retention has been good — especially compared to other departments — but |
don’t get any praise or thanks for that!” (a middle manager)

“it’s difficult for ideas to filter through” \” each department seems to go their own way on many
matters. We employees just do what we’re told and don’t bother to question it any more” \
“When I was asked for a training course, I was told I'd have to take holiday to do it” \ “one
major reason my colleague left her job recently was because she needed somewhere with
[lexitime, to fit in with her family commitments” (members of staff)

*a loose structure — HeymopsiioYeHHast CTPYKTypa
**intervene — BMeIIMBATHCS

Questions:
1. What are the possible reasons for high staff turnover in the company?
2. What are the ways of dealing with the present situation and increasing staff retention?

Problem — solving situation 6

Jorgan and Claus Becker are fresh out of college with a Degree in Engineering. During the final
year of studying they developed an innovative product — an inflatable concrete shelter*. They
believe their cheap and easy-to-use shelters could help people in disaster situations such as
earthquakes, tsunamis.

Features of shelters:

o weight and size similar to military tents

useful life - 10 years

time to put up - 40 minutes

ready to use - in 12 hours (when the concrete hardens)

The brothers have built a prototype and tested it successfully in their backyard. They also
connected online with some aid organizations describing their product and got positive oral
feedback from doctors and rescue team members. They did all rough calculations themselves and
realized they needed an initial investment of $300,000 to produce the sufficient number of
shelters to cover the costs.

They sent their application to the ‘Creative World’ Investment Group and a week later were
invited to a meeting. The brothers prepared for a ten-minute pitch thoroughly. In their pitch they
were very enthusiastic and were forecasting between 10-20% return on investment per year.
Unfortunately, a week later they were informed that their application was turned down.

* concrete shelter - HagyBHas manarka \ yKpbITHE, TOKPBITOE CIOEM [IEMEHTA
Questions:
1. Identify the mistakes of brothers which led to their business plan being turned down?

2. What advice would you give to the brothers about obtaining the investment for their project?

Problem — solving situation 7



Delaney is a 24-hour Dublin-based call centre working for a major car-hire company and dealing
with routine and urgent issues. It employs 240 full-time and part-time call centre operators
(mostly women, aged 25-30). In common with many call centres in the industry, Delaney has
high levels of absenteeism and staff turnover. The average length of service* is only three years,
and the company is constantly recruiting and training new hires. The level of absence (mainly
due to headaches, back problems) places extra work and stress on colleagues.

The Irish call-centre industry is highly competitive, and the need for speed has resulted in
considerable investment in IT for purchasing PCs, software, installing and configuring new
operation systems. Delaney is going through the period of new computer system integration.
Recently, there have been numerous complaints from the clients of the car-hire company, who
are dissatisfied with the quality of customer service provided by the call centre.

*length of service — 3aech — cpentuii Cpok pabOTHI COTPYIHUKOB B KOMITAHUH

Questions:

1. What are the factors that influence the quality of customer service provided by the call
center?

2. What are the ways of improving their performance?

Problem — solving situation 8

Medstin is a French company producing hi-tech diagnostic machines for hospitals which was
established 10 years ago. Over the last two years the sales have gone down considerably because
the company has lost orders to its biggest competitors in China who can produce similar
machines for a considerably lower price. Recently there have been problems with retaining shop
floor* supervisors who report directly to line managers. A group of experts has been visiting
manufacturing plants and sales offices of the company in order to look for ways to change the
present situation.

Here is the information they have collected about the production process and working conditions
at Medstin. It takes Medstin 10 hours to assemble and test each machine, compared to 7 hours at
its competitors’ plants due to innovative technologies and the latest production and office
software. The shifts in manufacturing plants are 12-hour with fixed working hours. The
company has highly hierarchical structure management. Managers of all levels have 80-minute
lunch breaks and are unavailable during this time. People in offices work in open—plan offices
next to shop floors with high noise levels. Computer system downtime is on average 2 hours
every week. Each department is responsible for its own personnel and has a budget allocated to it
each year for new hires, staff training, salary rise, bonus scheme, perks, etc.

*shop floor — 1ex, mexoBoii

Questions:
1. What negative factors have contributed to the loss of sales?
2. How can the situation be improved?

Problem — solving situation 9

Trinity Speed is an Edinburgh-based call centre working for a major car-hire company.
It employs 180 full-time and part-time operators (mostly women, aged 25-30). In common with
many call centres in the industry, Trinity Speed has high levels of absenteeism and staff
turnover. The average length of service* is only three years, and the company is constantly
recruiting and training new hires and replacement staff, which is quite costly. The high level of
absenteeism (due to headaches, stress, back problems, looking after sick children) places extra
work and stress on colleagues.



Here is a summary of the points made by all members of staff from a job satisfaction
survey and some feedback:
«There are strict performance targets, and we lose the bonus if we don't meet them every
month, plus we get a rude e-mail from the team leader».
«I'm under pressure from my team manager to make sure my staff are meeting the targets.
There's absolutely no flexibility, no room for manoeuvre or individual decision-making»
«I have to watch every word I say, especially if a caller is rude because I don't feel supported by
managementy.
«I'm desperate for a break sometimes after dealing with a difficult customer, but there is
nowhere to go to chill out, and you'd be in trouble any way for leaving your workstation

*length of service — 3nech: cpeaHUit CPOK PabOTHI COTPYAHUKA B KOMITAHHH

Questions:
1. What are the reasons for high levels of absenteeism and staff turnover?
2. Suggest some steps/measures to manage and reduce absenteeism and staff turnover rate.

Problem — solving situation 10
EasyWay Unlimited is a London-based call centre working for a major car-hire company. It
employs 200 full-time and part-time operators (mostly women, aged 25-30). In common with
many call centres in the industry, EasyWay Unlimited has high levels of absenteeism and staff
turnover. The average length of service is only three years, and the company is constantly
recruiting and training new hires and replacement staff, which is quite costly. The high level of
absenteeism (due to headaches, stress, back problems, looking after sick children) places extra
work and stress on colleagues.

Here is a summary of the points made by all members of staff from a job satisfaction
survey and some feedback:
«lIt's sometimes impossible to meet the targets. We only have five minutes to handle each call, but
if there is a complicated booking, then you are stuck. The team leader just doesn't appreciate
thisy.
«lt makes me feel bad that I'm being unhelpful to callers, rushing them through the bookings,
and I think they get angry and resentful sometimes for that reasony.
«I'm under pressure from my team manager to make sure my staff are meeting the targets.
There's absolutely no flexibility, no room for manoeuvre or individual decision-making»
«I have to watch every word I say, especially if a caller is rude because I don't feel supported by
managementy.

*length of service — 3nech: cpeaHuit CPOK pabOTHI COTPYIHUKA B KOMITAHUU

Questions:
1. What are the reasons for high levels of absenteeism and staff turnover?
2. Suggest some steps/measures to manage and reduce absenteeism and staff turnover rate.

Problem — solving situation 11

You work in the Human Resources department of a medium-sized engineering company. There
is a recession and orders have decreased. You have been instructed to cut costs in the
Administration Department by making one secretary redundant. You have been looking at two
possible candidates and have made notes about each of them.

Mary Henderson
- been with the company for ten years
- high salary due to length of service and a lot of experience




- generally efficient and competent but doesn’t seem interested in learning new skills
- attitude problem? Has made negative comments about company and management

- respected by colleagues but not particularly liked

- poor absence record. Four weeks sick leave last year

- high redundancy compensation costs due to length of service

Nora Jameson

- been with the company for two years

- still on basic starting salary

- IS the niece of one of the company’s directors. Problems with uncle if she goes

- has only basic qualifications

- does job adequately but unlikely to be promoted

- very willing but takes longer than average to complete tasks. Stays after hours to finish
jobs where necessary

- very shy. Doesn’t mix much with other workers

- minimal redundancy compensation costs

Questions:
1. What is the most important reason for each candidate to stay?
2. Decide which secretary should go and why?

Problem — solving situation 12

You work in the Human Resources department of a medium-sized engineering company. There
IS a recession and orders have decreased. You have been instructed to cut costs in the
Administration Department by making one secretary redundant. You have been looking at two
possible candidates and have made notes about each of them.

Mary Henderson

- been with the company for ten years

- high salary due to length of service and a lot of experience

- generally efficient and competent but doesn’t seem interested in learning new skills
- attitude problem? Has made negative comments about company and management

- respected by colleagues but not particularly liked

- poor absence record. Four weeks sick leave last year

- high redundancy compensation costs due to length of service

Anita Smith

- been with the company for six months. Still on trial period — no redundancy costs
- very competent and reliable. Great with modern office technology

- bright and attractive with lots of personal charm. Popular with colleagues.

- doesn’t always respect office dress code. Has piercing in tongue!

- great potential for future development and would be an asset for the company

- will easily find another job — perhaps with the competition!

- low salary but has asked for pay rise — ambitious

Questions:
1. What is the most important reason for each candidate to stay?
2. Decide which secretary should go and why?

IxaJa oneHUBAHUA

Ounenka TpeOoBanusi K 3HAHUAM




5, «OTIUYHO» [
«3a4TEHO»

OrneHka «OTIUYHO»/ «3a4T€HO» BBICTABISETCS CTYIEHTY, €CIHU OH
J€MOHCTPHUPYET:

3HAHMe/TIOHMMAaHUe:

3HAYEHUs HOBBIX JIEKCMYECKMX €JMHHUL, CBSA3aHHBIX C JEJIOBBIM
obmienrem u cdepoit OuzHeca, OTpakaroIMX O0COOSHHOCTH OM3HEC-
KYJIBTYpBI CTPaH U3y4aeMOro s3blKa; sI3bIKOBOTO MaTepuaia: Ou3Hec-
TEPMUHOB, HJMOMATUYECKUX BBIPAKECHUH, OIICHOYHOM JIEKCHUKH,
€IMHUI] PEUeBOro ATHUKETa, OOCIYKMBAIOLIUX CUTYyallUH JAEJIOBOTO
oOmieHusT B paMKax MPONHACHHBIX TeM; CpPEACTB U CIOCOOOB
BBIPQ)KEHUSI MOJAAJIBHOCTH, YCIOBUM, INPEANOJIOKEHUH, HpPUYMH,
CJIEICTBUM, NOOYKIEHUI K JIEHCTBUIO, XapaKTEPHBIX Il CUTyallUi
JIeIOBOrO  OOLIEHMs;  JIMHTBOCTPAHOBEAUYECKOW  MH(OpMaIuy,
pacuIMpeHHON 3a CYEeT HOBOW TEMaTUKM M CBEACHUH O Ou3HEc-
IOPAaKTUKAaX U peajHsX B CTPaHax H3y4yaeMoro s3bIKa; OCHOBHBIX
NPaBUJI COCTABJICHUSI OCHOBHBIX BUJIOB JETIOBOI KOPPECTIOHICHITUH
yMeHHe:

BeCTH muanor (wiu Oeceny) OQHUIMATIBHOTO M HEOPHUIMATHHOTO
xapakrtepa B cdepe AeT0BOTO OOIIEHHS, UCTIONB3Ysl apryMEHTAIHUIO,
OLICHOYHBIE CPEJCTBA; PACcCKa3blBaTh, BBICKA3BIBATh CYXKICHMS I10
TeMaM  HM3yYCHHOM  TEMaTHKH, IPOYUTAHHBIX/IPOCITYIIaHHBIX
y4eOHBIX U ayTEHTUYHBIX TEKCTOB, ONKCBHIBATH COOBITHS, MU3J1araTh
dakThl, nenath COOOIICHHUS, CBS3aHHBIE C OW3HEC-TEMATHKOWM;
OOBSICHATH 3HAaUE€HUS] OM3HEC-TEPMUHOB;

OTHOCHUTEJIIBHO TOJIHO W TOYHO TIOHUMAaTh BBICKa3bIBaHUE
cobeceJHMKAa B PACHPOCTPAHEHHBIX CUTYallUsAX JEJIOBOr0 OOILEHMUS;
MOHMMAaTh OCHOBHOE COJAEp)KaHHWE M U3BJIEKATb HEOOXOIMMYIO
UHPOPMALIMIO U3 YUEOHBIX U ayTEHTUYHBIX ayJuO0- U BUACOTEKCTOB
10 TIPOWJIICHHOW OW3HEcC-TeMaTHKe;, OLEHHBATh BaKHOCTH/HOBH3HY
uH(popMaIuy,

yuTaTh  y4yeOHbIE W ayTEHTHYHBIE TEKCTHI W JIEJIOBYIO
KOPPECIIOH/ICHIINIO, CBS3aHHbIE CO cepoil Ou3Heca, B COOTBETCTBUH
C TpPONJEHHOW TEMaTHKOW, HWCIOJb3ys OCHOBHBIC BBl YTCHUS
(03HAKOMMTENbHOE, U3yYarollee, MOUCKOBOE/TIPOCMOTPOBOE) B
3aBUCUMOCTH OT KOMMYHUKAaTHBHOH 3a/1a4H;

ONUCHIBATH SIBJICHUS, COOBITHS, M3Jarath (akThl B MUCHbMEHHBIX
paboTax 1o OM3HEC-TEMATUKE; COCTABIATh OOBSIBICHHUE, PEKIIAMHYIO
JHMCTOBKY;

COCTaBIIATh ~ NMUCHMEHHBIE  MaTepUaNbl, HEOOXOMUMBIE IS
NPE3CHTAlMU Pe3yIbTaTOB MPOEKTHOM J1EATENbHOCTH; COCTABIATh U
NPaBUIHHO oopmiaTh pa3u4yHbIe BUJIBI hi (S (0):10)7
KOPPECTIOHICHIIU: OTYET, JIeJI0BOE MUCHMO, CIYKEOHYIO 3alUCKy
HABBIKH:

OBJIQJICHUE HABBIKAMHM  YCIIEIIHOH TNHCbMEHHOM M  YCTHOM
KOMMYHHKAIIMH B JIEJIOBOHW cdepe; B3aWMOIEHCTBHS C IPYTUMH
yjeHaMHl Ou3Hec-cooOIIecTBa, WIEHAMH KOMAaH[bl, KOJUIEraMH,
MO TYMHEHHBIMH, PYKOBOIUTEISIMH, KITUCHTaMH; BOCIIPUSITUS U y4eTa
MHEHHUS APYTHX

4, «xoporioy /
«3a4TEHO»

OreHKa «XOpOIIO» / «3a4TEHO» BBICTABISICTCS CTYACHTY, €CIIH OH
JEMOHCTPHUPYET:

3HAHHME/TIOHUMAHHE:

3HA4YCHHUSA HOBBIX JICKCHYCCKHUX CAHWHUI], CBA3aHHBIX C OCJIIOBBIM
obmeHnueM u chepoil Ou3Heca, OTPaKAIMUX 0COOCHHOCTH OW3HEC-




KYJIBTYpPBI CTPaH U3Y4aeMOTO sI3bIKa; SI3IKOBOTO MaTepuaa: On3Hec-
TEPMHHOB, HUJAMOMATHYECKUX BBIPAXKCHHUM, OIICHOYHOW JIEKCHKH,
eIMHUI] PEUEBOTO ATHUKETA, OOCITY)KMBAIOLIMX CHUTYaIlMHd JEJIOBOTO
oOlmieHUsT B paMKax MPOWJIEHHBIX TEM; CpPEACTB U CIOCOOOB
BBIPQXCHHUS MOJAIBHOCTH, YCJIOBUW, MPEIINOJIIOKECHUN, TPHUIUH,
CJIEICTBUH, TOOYXACHUN K JCHCTBUIO, XapaKTEPHBIX JJIA CUTYallUi
JIeIOBOTO  OOWICHMs;  JIMHTBOCTPAHOBEAYECKOW  MH(OpMAaIHH,
pacIlIMpeHHONW 3a CcueT HOBOM TEeMaTUKU U CBEACHHM O OusHec-
MPAKTUKAX W pEansX B CTpaHaX H3Yy4aeMOTO SI3bIKa; OCHOBHBIX
MIPaBUJI COCTABIICHUS! OCHOBHBIX BUIIOB JIEJIOBOI KOPPECIIOHACHIIUN
yMeHue:

BecTH auanior (wim Oeceny) oduIuanbHOTO W HEODHIIMAIBHOTO
XapakTepa B cdepe eI0BOro oOLIeHHs, UCIIONb3Ys apryMEHTaIuIo,
OLICHOYHBIE CPEJICTBA; PACCKa3bIBaTh, BBICKA3bIBATh CYXKICHHS IO
TeMaM  HM3y4eHHOW TEMAaTHKH, MNPOYUTAHHBIX/TIPOCITYIIAHHBIX
y4eOHBIX U ayTEHTUYHBIX TEKCTOB, OMHCHIBATH COOBITHS, M3JIaraTh
(dakThl, 1enath COOOIICHHWS, CBS3aHHBIE C OW3HEC-TEMATHKOWM;
0O0BSACHATH 3HaYEHUsI OU3HEC-TEPMUHOB,

OTHOCUTEIIbHO TIOJJHO M TOYHO [IOHMMAaTh  BBICKAa3bIBAHUE
co0ecelHMKa B PacHpOCTPAHEHHBIX CUTYalUsX JEJIOBOrO OOILEHUS;
MOHUMATh OCHOBHOE COJEp)KaHUE U HU3BJIEKATb HEOOXOIUMYIO
uH(pOpMaIIMIO U3 YICOHBIX M AYTCHTHYHBIX ayJHO- H BUICOTCKCTOB
M0 TPONACHHON OW3HEC-TeMaTUKE; OLIEHWBATh Ba)KHOCTH/HOBHU3HY
uH(popMaluy,

yuTaTh  y4eOHble W  ayTeHTUYHbIE TEKCTHI U  JIEJIOBYIO
KOPPECTIOHICHIINIO, CBA3aHHBIE CO cepoil OM3Heca, B COOTBETCTBUU
C TMPOWIEHHOW TEMATHKOW, HCIOJIb3ys] OCHOBHBIE BHJIBI YTCHUS
(O3HaKOMHUTEIBHOE, H3yYarollee, MOHCKOBOE/TIPOCMOTPOBOE) B
3aBHCHUMOCTH OT KOMMYHUKATUBHOH 33724,

OTHCHIBATL SIBJICHUS, COOBITHS, W3JIarath (akThl B MUCHBMEHHBIX
paboTax mo OM3HEC-TEeMAaTHKE; COCTABIATh OOBSIBICHHE, PEKIAMHYIO
JTUCTOBKY;

COCTaBNSITh  MHCHMEHHBIE  MaTepuaibl, HEOOXOAMMBIE  JUIS
NPE3CHTAIMH Pe3yIbTaTOB MPOCKTHOMN NEATEIFHOCTH; COCTABISATh M
MIPaBUIIBHO oopmIIATH pa3nyYHbIe BU/IBI JIeIIOBOM
KOPPECHOHJICHIIMH: OTYET, AEJI0OBOE MUCHhMO, CIYKEOHYIO 3alUCKY

3,
«yIIOBJICTBOPUTEIHHOY /
«3a4TEHOY

OneHka  «yJIOBJIETBOPUTENBHO» /  «3aUTE€HO»  BBICTABIIAETCS
CTYJEHTY, €CJIi OH JIEMOHCTPHUPYET:

3HAHUE/TIOHNMAaHHe:

3HAYEHUS HOBBIX JIEKCUYECKUX €IUHMII, CBSI3aHHBIX C JEJIOBBIM
obmienneM u cdepoit OuzHeca, OTpaxkarolIX 0COOEHHOCTH OM3HEC-
KYJIBTYpPbI CTPaH U3Y4aeMOro S3bIKa; SI3bIKOBOTO MaTepHaa: Onu3Hec-
TEPMHHOB, UAMOMAaTHYECKHX BBIPAXKECHUM, OLICHOYHON JIEKCHKH,
€IMHHULl PEYeBOT0 3THUKETa, OOCIY)XMBAIOIIMX CUTYallUu JEJI0BOrO
oOIIeHusT B paMKax TMPOHICHHBIX TeM; CpPEACTB U CIOCOOOB
BBIPQXEHUSI MOJAIbHOCTH, YCJIOBUW, MPENINOJNIOKEHUH, HPUYUH,
CJIEZICTBUHN, IOOYX/IEHUH K JeMCTBUIO, XapaKTepHBIX JJIsl CUTyalui
JIEIIOBOTO  OOIeHUs;  JIMHIBOCTpaHOBETYECKOW  mH(popMaluy,
pacuIMpeHHON 3a CYeT HOBOW TEMaTUKUM M CBEACHUH O Ou3Hec-
IIPAKTUKAaX W peanaX B CTPAaHAaX H3y4aeMOIO S3bIKa; OCHOBHBIX
IIPaBWJI COCTABJIEHUS! OCHOBHBIX BUJIOB JIEJIOBOI KOPPECIIOHACHIIUN
HABBIKH !




OBJIAJICHUE HABBIKAMM  YCIEIIHOM MUCBMEHHOM M  YCTHOU
KOMMYHHUKAIIUU B J€JI0BOM cdepe; B3aUMOJCHCTBUS C JPYyTrUMHU
yjeHaMHl OM3HEC-COOOIIECTBa, WIEHAMU KOMAaHJBI, KOJIJIEraMH,
MOTYMHEHHBIMU, PYKOBOJAUTEISIMH, KJIMEHTAMH; BOCIIPUATHS U ydeTa
MHEHHUSI IPYTUX

2, OueHka «HEYJTOBIETBOPUTEIBHO»/«HE 3aUTE€HO»  BBICTABIISIETCS
«HCYTTOBJICTBOPUTEIIBHO» | CTYIEHTY, KOTOPbIA HE 3HAET 3HAYUTEIBHOM 4YacTU MPOTrPaMMHOIO
/ «He 3a4TEHO» MaTepuaina, JOIMYCKaeT CYIIECTBEHHBIC OIIMOKH, HEYBEPEHHO, C

OOJIBLIMMM 3aTPYIHEHHUSIMU BBINOJIHAET MpakTHueckue pabotel. Kak
IPaBUJIO, OLCHKA «HEYAOBJIETBOPUTEIIBHO»/«HE 3a4TE€HO» CTABUTCS
CTYACHTaM, KOTOpble HE MOTYT MpPOJODKUTH oOyueHue 6e3
JIOTIOJIHUTEIIBHBIX 3aHATHH 110 COOTBETCTBYIOIIEH ITUCIUITIIMHE.

4.4, MeTtoauuecKkue MAaTepUaJibl, ONpeAessiiOlMe NPoUeAyPbl OLEHUBAHUNA 3HAHMIM,
YMeHHI, HaBBIKOB M (MJIH) ONBITA [AeATEJbHOCTH, XAPAKTEPU3YOIIMX JTAIbI
(hopMupoOBaHUA KOMNETEHUM

CryaeHT J0mycKaeTcss K 3a4eTy / 9K3aMCHY 0 JUCIHMILIMHE B Clydac BBINOIHCHUS MM
y4eOHOro IJJaHAa [0 JAWCIHMIUIMHE: BBIMOJHEHHS BCEX 3aJaHMd M MEPOINPUATHH,
IPEIYCMOTPEHHBIX MPOrPaMMON TUCIHMILIMHBI (10 (opMaM TEKyIIero KOHTpoJsi). B ciaydae
HAJIMYUS  y4eOHOM 3aJ0JKEHHOCTH CTYJICHT OTpabaThiBaeT MPOMYIICHHbIE 3aHATHS B
COOTBETCTBUHU ¢ TpeOoBaHusAMHU. OleHKa 3HaHMM CTYyAEHTa HOCUT KOMIUIEKCHBIH Xapakrep,
SABIISICTCS OA/UIBHOM U OIPECIACTCS:

- OTBETOM Ha 3a4eTe / DK3aMeHe;

- y4eOHBIMH JOCTHKEHUSIMHA B CEMECTPOBBIN TIEPUO/T.

3aueT / 9K3aMeH MPOBOAATCS B YCTHOHM (popMe: YCTHBIE OTBETHI Ha BOMIPOCHI OUIeTa.

OOyuvaromuiics ans coadyd 3adera / HK3aMeHa NPEIbSIBISET JK3aMEHAaTOpy CBOIO
3aUETHYI0 KHIDKKY, TOJIy4YaeT YHUCThle MapKHUpPOBAaHHBIC JHUCTHI Oymard Aisi TOJATOTOBKH K
oTBeTy. BpeMs moAroToBku K oTBeTy - 30 MHUHYT.

[Io ucTeueHuu OTBEACHHOTO BPEMEHH OOYYAIOIIUICS IOKJIAIbIBACT JK3aMEHATOPYy O
TOTOBHOCTHU U C €T0 pa3pellieHus WIH MO BHI30BY U OTBEYAET YCTHO HA BOMPOCHI OMIIETA.

[To oxkoHYaHMHM OTBETa Ha BOMPOCHI IK3aAMEHATOP MOXKET 3aJaBaTh OOYyUYAOMIEMYCS
JIOTIOJTHUTEIIbHBIE M YTOUHSIOLINE BOIPOCH! B Ipeenax y4eOHOro Marepualia, BBIHECEHHOTO Ha
3a4eT / DK3aMeH.

Pesynbrar mo cnade 3adera / 9k3aMeHa OOBSIBISICTCS CTYACHTAM ITOCIIC OTBETA, BHOCHTCS
B AaTTECTAlMOHHYIO BEJAOMOCTh M B 3a4eTHYIO KHIKKY. OIlleHka «He 3adTeHo» /
«HEYIOBJICTBOPUTEIIHHO» MPOCTABIISAETCS TOJIBKO B BEIOMOCTH.

Omnpoc u fomaniHee 3a1aHue

JlomarHee 3aJaHue JTaeTcsl Mocie KaXI0TO 3aHSATHS U TPEICTABISICT CO00M yIpaKHEHHSI WIIH
JIpyTHe 3a/laHus, COCTaBIIEHHBIE MpenojaBaTeleM K TeKcTaM [0 TeMaM Kypca WU Apyrue
3agaHusa 1 MMACBMECHHOI'O HWJIM YCTHOI'O BBIIMOJIHEHUSA HCXOJA W3 BI)I60pa npenoaaBaTeCiiA.
JlomamntHee 3aaHue TPOBEPSETCS HAa 3aHATHH, JTHOO CHAeTCsl MPENoJaBaTeNll0 Ha TPOBEPKY.
Taxxe ¢ LEJIBIO IMMPOBEPKU JOMAITHETO 3aJaHHA MOXKET ITPOBOAUTECA OIIPOC.

JlucnmyT pOBOAUTCS. BO BpEMS 3aHATHS IOCIIE MPOXOXKIEHUS TeMbl (acriekTa TeMbl). OH MOXKeT
IIPOXOJUTh B Iapax, MUHU-TPYNIAx, KOMaHAAaX WIM C Y4YaCTHEM BCEX CTYAECHTOB IPYIIIbI.
CTyneHTBI BBICKA3bIBAIOT CBOIO TOUKY 3PEHMS, APTYMEHTUPYIOT €€.

CJioBapHbIii JUKTAHT TPOBOAUTCSA IO BCEM MNPOUICHHON TEME WM TOCIE MPOXOKIACHUS
OTJICBHBIX €€ pa3AeyioB (Ha ycMoTpeHue npenogaBatens). CTyaeHTaM HEOOXOAMMO HAIUCATh




Ha AQHTJIUICKOM S3bIKE AMKTYEMbl€ YCTHO WJIM HaleyaTaHHbIE CHHCKOM Ha PYCCKOM S3BIKE
JEKCUYECKHE €IUHMIIBI M0 MPOMIECHHOM Teme WM ee pa3jeny (Bce WIM IO BbIOOPY
npenogasaresns). JJuKTaHThl CIat0TCs MPenoiaBaTeso Ha MPOBEPKY.

Jlekcuuecknii 3a4eT MPOBOAUTCS B KOHIIE KaXJOr0 CEMECTpa Ha OJHOM M3 IOCIEIHHUX
3aasTril. CTYICHTY MpeaiaraeTcsi BHIOpaTh KApTOUKY € 25 BRIPAKCHHUSIMHU Ha PYCCKOM SI3BIKE 3
CIUCKa AaKTUBHOM JIEKCUKM 10 BCEM TMpOIICHHBIM TeMaM. Bpems Ha MOATOTOBKY HeE
npeaycMoTpeHo. CTyJeHT H0KEH OTBETUTh HE MeHee 22 BhIPaKEHUN Ha aHTJIMMCKOM SI3BIKE.

O1eHMBaHUE YCTHOTO OIpoca

Pa3BepHyTBIi OTBET CTyIEHTa JOJDKEH MPEACTaBIATh COOOM CBSI3HOE, JIOIMYECKH
MIOCJIEIOBATEIbHOE COOOIICHNE Ha 33aJJaHHYIO TEMY, OTpakaTh 3HAHHE MPOUIEHHOIO MaTepuaa
U YMEHHE NPUMEHATh KIH0UeBble OM3HEC — TEPMUHBI U UX ONPEIEICHUs B KOHKPETHBIX CIIydasX.
OmmbKy, JOTMYECKHE MOTPEHIHOCTH HE JOJDKHBI MPEMSATCTBOBATH NMOHMMAHHUIO H3JI0KEHHON
uHpopmanuu. [Ipy BEINOTHEHUH TaHHBIX TPEOOBAaHUI OTBET CUUTACTCS 3aCUUTAHHBIM.

Ecnu cTyneHT oOHapyKMBaeT HE3HAHWE 3HAYMTENbHOM YacTH MPOMIEHHOr0 MaTepuaa;
JIONYCKAeT OIIMOKM M JIOTMYECKHE MOTPEHIHOCTH, KOTOPbIE MCKAaKalT CMBICI U 3aTPYAHSIOT
IIOHUMAaHUE U3JIaraeMoro MaTepuala, OTBET HE CUMTAETCS 3aCYUTAaHHBIM.

OlieHUBaHME IOMAITHETO 3a/IaHUsI

Jlis toro, 4toObl JOMaIlIHEe 3aJlaHue ObUIO 3aCYMTAHO, HEOOXOIAMMO MPEIbSBUTH €ro
CZIeJITaHHBIM B CPOK, C y4E€TOM BCEX TPEOOBAHUH.

[Ipn mnpoBepke 3afaHusi CTYACHT JOJKEH MPOJEMOHCTPUPOBATH IMOHHMMAaHHUE €ro
COJIEpKaHU.

O1neHMBaHUE CJIOBAPHOTO JAUKTAHTA

Jns Toro, 4yToOBl TMOJNYYUTh «3auyeT», CTYIAEHT JIOJDKEH IPaBHIBHO IEPEeBECTH Ha
AQHTTIMHCKUN A3bIK M Hamucath He MeHee 70% BBIpaXEHMH M3 CHUCKA AKTUBHOM JIEKCUKU.
IIpenonaBarenb MOXKET IUKTOBATh BBIPAKEHUS HA PYCCKOM SI3BIKE MIIU MPEJOCTABUTH CIIUCOK B
[I€4YaTHOM BUJIE.

O1eHMBaHUE CIOBAPHOIO 3a4eTa

st Toro, 4yTOOBI MOMYYUTh «3a4YET», CTYACHTY HEOOXOJIUMO NMPaBHIBHO MEPEBECTH Ha
aHTTIUHCKUHN A3bIK 13 U3 15 BhIpaskeHUN U3 aKTUBHOW JIEKCHUKH 1O MPOWJECHHBIM TeMaM. JlomkeH
UCIOJIb30BaThCSl TOT BapuaHT / Te€ BapuUaHTBl MEPEBOAA, KOTOpble ObUIM JaHbl B CIHCKaX
aKTUBHON JiekcukH. [IponsHomeHne JOKHO ObITh NpaBWIbHBIM. [l0 OKOHYaHMM OTBeETa
CTYAEHTY JaeTcsi BO3MOXKHOCTb HCIPaBUTh HENPAaBUWIBHO IEPEBEJCHHbIE / MPOU3HECEHHbIE
BBIPAKEHMS. ECIM CTyIeHTY yAaeTcs 3TO clenaTh, 3TH BBIPAKEHU 3aCUUThIBatoTCA. Ecinu nmocie
ATOr0 KOJIMYECTBO NMPABUIIbHBIX OTBETOB COCTABIIAET MEHEE 13, CTaBUTCS «HE3aueT.

O1leHMBaHUE NUCbMEHHOIO TecTa B (hopMaTe MEXIYHAPOJHOrO 3K3aMeHa AHIIHUNACKUN
1uisi OuzHeca YpoBeHb 2 JIOHIOHCKOW TOProBo-npoMbiiiuieHHow nanarel (LCCI)

Kpurepun onennBanus pazpadoransl LCCI u BkiIroyaroT B ce0st:

1) ypoBeHb MOHUMAHUS 3aJAHUS

2) UCTOJIBb30BaHKE MPABWIBHOTO (hopMaTa B 3aBUCHMOCTH OT BUJIA 3aJIaHUS

3) coneprkaHue: BbIOOp, OpraHu3aliys v MOpsI0K pacioyiokeHus nHhopmauuu

4) nocTrxeHrne KOMMYHUKAaTUBHOMN 337a4Ml C MTOMOIIBIO JIEKCHUYECKUX U TPaMMaTUYECKHX
CpeAcTB

5) ypoBeHb IrpaMOTHOCTH (TpaMMaTHKa, opdorpadus, MyHKTyarus).

Ouenka Otamyno / Distinction craBurtcsi, ecnu CTyIeHT OOHapy>KUBaeT MOHUMAaHUE
Mareprana, MOXXET NPUMEHHTh 3HAaHHsS Ha IMPAaKTHKE, OCOOCHHO IMpU HAIMCAHHWU JIEJIOBOTO



NUCbMa WM CIIY)KEOHOM 3aluCKd, MPaBUIBHO OQOpPMIIIET CBOM OTBETHl C YYETOM BCEX
npeabaBisieMbIX TpeOoBaHuil. ObIIee KOINYeCTBO OAIOB 32 TECT JOJKHO COCTAaBIATH OT 75 U
BbIlIe U3 100 BO3MOXKHBIX.

Ouenka Xopomo / Merit ctaBuTCsl, €ClTM CTYJCHT JaeT OTBET, YIOBICTBOPSIONIMN TEM
*Ke TpeOOBaHMSAM, UYTO M Ui OLEHKH «OTJIMYHO», HO jAomyckaerT 1-2 omumbku u 1-2
HE3HAUUTENIFHBIX HEJ0YeTa B IOCIEAOBATEIBHOCTH M S3BIKOBOM O(OPMIIGHHH H3JIaraeMoro.
O011ee KOIMuecTBO 0aJUIOB 3a TECT JOJHKHO COCTABIATE OT 60 mo 75 0amros u3 100.

Onenka YA0BJIeTBOPUTEIbLHO / Pass cTaBUTCs, €Clid CTYAEHT OOHAPYKHUBAET 3HAHHE U
IIOHMMaHHE OCHOBHBIX TPeOOBaHUI 3a7jaHKs U CaMOro MaTepuaia, HO JOIyCKAaeT 3HAYMTEIbHOE
KOJINYECTBO OIIMOOK M HETOYHOCTEH MU BBHIOIHEHUH 3a1aHus. OO1iee KOJMuecTBO 0ajIoB 3a
TECT JOJDKHO cocTaBisITh oT 50 no 60 0asuioB.

Ouenka HeynosierBoputenabHo / Failure craButcs, eciu CTYICHT OOHapyKHBaeT
HEMOHMMaHue OoJjblleil 4YacTH COOTBETCTBYIOLIETO BONPOCA, AOINYCKAET OIIMOKH, TIpydo
HCKQ)KAIOLINE CMBICI, OECHOpSAOYHO M HEYBEPEHHO H3JIaraeT MaTepual, He IMPeIOCTaBIISIeT
OTBET Ha 4YacTh BOINpPOCOB 3ajaHus. B 3ToM ciyuyae oOumiee KonuyecTBO OalioB 3a TecCT
cocraisieT meHee 50 6aios u3 100.

O1lennBaHue pelneHus IpoOJIeMHON CUTYaIM (MUHH-KENca)

Onenka paboOThl CTyIAeHTa NpH pELIEHUH MpOoOJIeMHON cuTyauuud (MUHHU-Keica)
OCYIIECTBIISICTCSA 10 CICAYIOIIUM KPUTEPHUSIM:

OTAMYHO — CTYIEHT YeTKO H3JIaraeT BapUaHT pELICHUS NPOOJIEMHONW CUTYyallUH,
apryMEHTHUPYET CBOE pellieHHEe, aKTUBHO HCIOJb3yeT B CBOEM OTBETE M3YUCHHBIC JIEGKCHUYECKUE
eMHMIIBI, HE JIOMyCKas MpHU 3TOM OMIMOOK, yMeeT JaBaTh YETKHE, Pa3BEPHYTbIe OTBETHI Ha
JIOTIOJTHUTEIILHBIE BOIIPOCHI, 3a/1aBa€MbI€ MPEIogaBaTeIeM

Xopomo — CTYIEHT JIOTUYHO H3JIaraeT BapUaHT peUIeHHs] MPOOIEMHONW CUTYyallUH,
apTyYMEHTHPYET CBOE pEIICHHE, HCIOJb3yeT B JOCTATOYHOM KOJUYECTBE B CBOEM OTBETE
M3YYEHHbIE JICKCUYECKHE EIMHHIIBI, HE JOMYyCKass MPU STOM CYIIECTBEHHBIX OIIHOOK, yMEeT
JlaBaTh YETKHE OTBETHI Ha JIOTIOJIHUTEIIbHBIE BOMTPOCHI, 3aJjaBa€MbIe TIPETojaBaTeieM

Y10BJ1€TBOPUTEIBHO - CTYICHT U3JIaraeT BapuaHT PEIICHUs MPOOIEMHON CUTYaIlUH, HO
HEJI0OCTATOYHO YE€TKO apTyMEHTUPYET CBOE PEIICHUE, UCTIOIb3yET B HEIOCTATOUHOM KOJIMYECTBE
W3YYEHHbIE JIEKCUYECKHE EeIUHHIIBI, JOMyCKas MNpH ITOM HE3HAuWUTEeNbHBbIE OMIMOKH, JaeT
HEJI0OCTATOYHO TMOJHBIE OTBETHI HA IOMOJIHUTEILHBIE BOTIPOCHI, 33/1aBaeMbIe MPEToaBaTeIeM

HeynoB/jieTBOPpUTEJILHO - CTYJEHT HE MpEeIIaraeT aJeKBAaTHbI BapUAaHT PEIICHUS
MpoOJEMHON CUTyallud, HE YMEET apryMEHTHPOBATh CBOE peEIIeHUE, HE UCIOJIB3YEeT B CBOEM
OTBETE WU3yUYEHHBIE JIEKCUUECKHE €AUHUIbI WIM UCIOJIb3YEeT UX B HEIOCTATOUHOM KOJINYECTBE,
JIOTTyCKAaeT MHOTOYMCIICHHbIE OIIMOKH, WCKaXKalollMe T[OHMMaHUEe, HE MOXKET JaTh
apryMEHTHPOBAHHBIE OTBETHI Ha JOMOJIHUTEIbHBIE BOIIPOCHI, 33]JaBA€MbI€ ITPETOIaBATEIIEM.

O1leHMBaHUE YCTHOTO OTBETA O TeMe IK3aMeHaIlMOHHOr o Ouiiera
Kputepuu onieHnBaHusI BKIIIOYAIOT B ceOsl:

1) NOAHOTY M MPaBUIBLHOCTH OTBETA;

2) CTCIICHb OCO3HAHHOCTHU, TIOHUMAHUS U3YYCHHOI'O;

3) s13pIKOBOE OOPMIICHHE OTBETA.

5. Meroanueckue yKka3aHus J1Jisl 00y4alOUIMXCS M0 OCBOEHUI) TUCIHUTLINHBI

3aHATHS 10 TUCLUIUIMHE «J[e0BOM MHOCTPaHHBIM SA3bIK» MPEACTABIECHBI CIEIYIOIUMU
BUJaMH pabOThI: MPAKTUYECKUE 3aHATHS, a TAKXKE CAMOCTOSTEIbHOM paboTol 00ydaromuxcsl.

3amayaMu caMOCTOSITEIbHOM PA0OTHI SIBJISIIOTCS:
- CHUCTEMaru3alus M 3aKpeIvieHUE IIOJYUYEHHBIX TEOPETHUYECKUX 3HAHUN M MPaKTUYECKHUX
YMEHHI



- 03HaKOMJICHHE 00YYarOIIUXCS C JOTOJHUTEIbHBIMI MaTepHaIaMH 110 N3y4aeMbIM TeMaM

- pa3BUTHE yMEHUS MMOMCKAa HEOOXOAMMOT0 MaTepralia B pa3IMuHbIX HCTOYHHKAX

- (opMHpOBaHHE CAMOCTOSATENBHOCTH  MBIIUICHHUS, CIIOCOOHOCTH  00pabaTbiBaTh |
aHATM3UPOBATh UH(OPMAIIHIO.

Buabl camocTosiTeIbHOM padoThI
Beigensiercss 71Ba BHJAa CaMOCTOSITEIBHOM paOOThI — ayAWTOpHAs, II0J] PYKOBOJCTBOM
MIPENOJABATEIIS], U BHEAYIUTOPHAS.

AyIUTOpHAs CaMOCTOATENIbHAS paboTa M0 JUCIUIUTMHE BBIMOIHACTCS HA YI€OHBIX 3aHATHSIX MO
HENOCPEICTBEHHBIM PYKOBOJICTBOM IIPEINOJIaBaTesl U [0 €ro 3a/laHuio. B kauecTBe 3aganuii 1uist
JTAHHOTO BHJIBI PA0OTHI MOTYT CIIYKUTh:

- TECTBI

- HaIllMCaHUE JIeJI0BOM KOPPECTIOHACHIINU

- oOCyXJeHHEe U pelleHHe NPOOJEMHBIX CUTyaluid (MHMHHU-KEMCOB) B TpyINNax WU
CaMOCTOSITENIbHO B YCTHOM WJIM IMCbMEHHOM BHJIE

- caMOCTOsITeNNbHAs paboTa ¢ TEKCTaMHU.

BHeaynutopHas camocTosiTenbHas pa0oTa BBIIOJHSETCS OOYyYalOUIMMHCA IO  33/1aHUI0
IpernoaaBaTess, HO 0e3 ero HemocpPeACTBEHHOTO y4acTHsl.

OCHOBHBIMU BH/IaMHU BHEAYIUTOPHON CAMOCTOSITEILHON paOOThl MOT'YT OBITh:

- [IOATOTOBKA K MPAKTUYECKUM 3aHATUSAM

- BBIITOJIHEHUE NTMCbMEHHBIX paboT (COCTaBIE€HUE MUCbMEHHBIX OTBETOB I10 SK3aMEHAIIMOHHBIM
TEMaMm)

- BBIIOJIHEHUE YIIPaKHEHUH (IpaMMaTHYECKUX, TEKCUYECKHX )

- IPOCMOTP BUJIEO CIOKETOB 110 U3y4aeMbIM TeMaM

- IOATOTOBKA BBICTYIIJICHUS 110 U3y4a€MbIM TEMaM

- MOJArOTOBKAa K KOHTPOJIbHBIM paboTaM, JIEKCMYECKOMY 3aueTy, HalMCAHWIO MHUCHbMEHHOTO

sx3amena (LCCI).

IToaroToBKa K CECMHHAPCKUM 3aHATHAM

[Tpu moAroToBKe K MPAKTUYECKUM (CEMHUHAPCKUM 3aHATUSAM) O0yUarOIIMMCS pEKOMEHAYETCS:

- 03HAKOMUTBCSI ¢ MaTepHaJIOM 3aJJaHHOTO pa3ziesa yueOHUKa

- BBIyYUTb HEOOXOJMMBIE JIEKCUUECKHE EIUHMIBI M OIpeneieHus Ou3HeC-TEpMUHOB,
IIPEIOCTABIIEHHBIE MTPETIOJaBaTEIEM

- BBIIIOJIHUTH YIIPAKHEHUS, pEKOMEHAYEMbI€ MTpernojaBaTesieM, 10 MaTepuany

- IOJITOTOBUT Pa3BEPHYTOE U3JI0KEHUE MPOPabOTaHHOIO MaTepHaa.

IHoaroroBka K 3K3aMeHy

IIpy mOAroTOBKE K 3K3aMEHY ClelyeT MOBTOPUTh BECh NIPOWIECHHBIN MaTepHuall. [ ycrnemHon
C/1a4yM SK3aMeHa HEOOXOJMMO:

- OCYUIECTBIIATH PETYJSPHYIO MOATOTOBKY B TE€YEHHE BCETO MEpHUOa 00yUeHHs

- BBIMOJIHATH BCE HEOOXOAUMBIE 3aJJaHNs K TPAKTUYECKUM 3aHATHIM

- JIeJaTh KOHCIIEKTHI M3y4aeMbIX TEM

- CBOECBPEMEHHO YYMTh JIEKCHMUYECKHE EIMHMIBI U OIpe/eeHuss OM3HEeC-TepMHHOB, a TaKkKe
rpaMMaTH4YEeCKNE KOHCTPYKIMU B PaMKax U3y4aeMbIX TEM

- CJIEZIOBATh OOIMM PEKOMEHAIMAM PEnoaBaTess M0 U3y4eHUIO JUCIUIUINHBL.

Bonpocs! 1J1s1 CaMOCTOATEIbHOT0 H3YYeHUsI TeM AU CHHIIUHBI
1. Onucanue ¢a3pl 5KOHOMHUYECKOTO NHKJIA, B KOTOPOH HaXOIUTCS 3KOHOMHKA B HACTOSAIIEE
BpeMsa. AHanu3 0e3yObITOYHOCTH 3BYKO3AIMCHIBAIOUICH KOMIIAHWHM, COCTaBlIeHHE Tpaduka.
Hanucanue pestome.



2. COoop w mpe3eHTaIMsi MaTepuasia 00 OJHOM W3 Beaymmx OuszHec mkon. Hamwmcanuwe
COIMPOBOUTENBHOTO MuchMa. [ToAroTOBKa K y4acTHIO coOeceq0BaHuM, TTOJ00p Haubojee 9acTo
3aJJaBa€MbIX BOIPOCOB.

3. Pabora c nekcuyeckum Mmarepuanom (-ware). MHTepHET-uCClen0BaHHE: MHHOBALMOHHBIC
TEXHOJIOTUH, KOMIIbIOTepHbIe 3akoHbl Mepdu. CoBeTbl 1O HUCHOJIB30BAHUIO HOBBIX
KOMMYHHKATHBHBIX ~TEXHOJIOTMH. METOOUKM TPUBJICUCHHS M COXPAHEHUS KIACCHBIX
CIEIHAIUCTOB.

4. «3arulaHupoBaHHOE ycTapeBaHue» D] JleMUuHr u ero posib B pa3BUTUU KOHLIENLIUU KauyeCTBa.
Hcnonp3oBaHue CHeNUalbHON JIGKCHKHU Ui BbIAENIeHUsl yactel mpeseHTanuu. [loaroroBka u
Hanucanue e-mail.

5. Tabnunsl 'antTa. CoBETHI MO YHIPABIEHUIO MPOEKTOM U nepcoHanoM. OCHOBHBIE KauecTBa
YCIIEIIHOTO pyKoBoauTes mpoekTa. Downshifting xak Tpena. Hanucanue noknana.

6. [lIkana Knayr. MapketunroBsiii punbTp MaciioBa. IHTepHeT-UCce[0BaHUE: KaK 3aBEPIIUTh
caenky? AHanu3 0e3yOBITOYHOCTH 3BYKO3AIUCHIBAIOIICH KOMITAHWH, COCTaBJICHHWE rpaduka.
CniocoObI MOBBINIEHUS CTETICHHU JOSIbHOCTH KIMEHTOB.

7. VIHTEepHET-HCCIIeIOBAHNE: YaCTHBIE HHBECTOPHI M UX POJb B (DMHAHCHPOBAHUH CO3AaBAEMBIX
komrnanuil. [Ipumepsl nesTenbHOCTH KOMIIAHUM, HANPaBJIEHHON Ha COXpaHEHUE OKpYKarouiei
cpenbl. [IpuHIUMTIBI 1H3aiiHa BEO-CTpaHUII.

8. HutepHer-uccnenoBanue: Kpyr oOs3aHHOCTel Oyxranrepa. [IpuumHbl Heyagau B OusHece.
CoBeThlI 10 MpaBUIILHOMY 3aBepIIeHUI0 coOpaHus. Hanmrcanue nmpoTokona coOpaHus.

6. OcHOBHAl M 1ONOJTHUTEJIbHASI y4eOHAasl IUTepaTypa, He00X0AUMas JIsl OCBOCHHS
AUCUHMILINHBI, pecypchbl HHGOPMALMOHHO-TEJIEKOMMYHHUKANMOHHOI ceTH ""UHTepHeT",
BKJIIOYAS NlepeYyeHb Y4eOHO-MeTOAMYecKOro odecrneyeHus1 /sl CAMOCTOSITeIbHOIH padoThI
o0y4arommxcsi Mo JMCHUIINHE

6.1. OcHOBHas UTEpATYpa
1. AHrIMiACKUA Uil TyMaHMTapueB: YYEOHMK U NPAKTHUKYM [UIsl aKaJAeMHYeCKOIo

OakamaBpuata / M.0. Kocruna, B.b. Kpakosmu. - M.: IOpaiit. - 2016.
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%
B8%D0%B9%D1%81%D0%BA&searchin=title&year in=2015&year out=2020&order=year _d
esc

2. T'apycosa E.B. AHI'JIMUCKUI S3bIK B IMPO®PECCHUOHAJIBHOM C®EPE / E.B.
apycosa // .- Teepp: OOO  "UspmarenbctBo  "Tpmama".-  2018.-C.  1-41.
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%
B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year in=2015&year_out=
2020&order=year_desc

3. 3arymenkuna B.C. AHTJIMMCKUIA S3bIK B IPO®ECCUOHAJILHOM COEPE / B.C.
3aryMeHKHHa /.- TBeps: 000 "N3narenbcTBO "Tpuana".- 2018.
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%
B8%D0%B9%D1%81%D0%BA&searchin=title&year in=2015&year out=2020&order=year d
esc

4. benskoa U.I'. Yuedbnoe mocodue English for Public Administration / .I".bensikosa //
Uz narennsckuii IOM KOV.- 2015.
https://www.ranepa.ru/repository/?search _text=english&searchin=title&year in=2015&year out
=2020&order=year desc

5. Koporkuna W.B. English for Public Policy, Administration and Management.
AHTIUICKHN A3bIK U TocyaapcTBeHHOro ynpasinenus. / U.b. Koporkuna // Mocksa, IOpaiit.-
2015.



https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out=2020&order=year_desc

https://www.ranepa.ru/repository/?search text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%
B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year in=2015&year out=
2020&order=year desc

6.2. JlonoyiHUTENbHAS IUTEpaTypa
1. Cwmupnona O.B. JlenoBbie neperoBopsl Ha anriauiickoM si3eike / O.B. CmupHoBa // MockBa,
Poccutickuit YHUBEPCUTET TPYKOBI HapoJIOB. - 2016.-C. 104-109.
https://www.ranepa.ru/repository/?search_text=%D0%B4%D0%B5%D0%BB%D0%BE%D0%
B2&searchin=title&year in=2015&year out=2020&order=year_desc
2. KosmoBa M.A. How to improve skills of speaking in English / M.A. Kosmnosa //
Academia.edu,.- 2016.
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out
=2020&order=year_desc
3. Practice Oral Exam Guide to Business Higher (C1) Benchmark Advanced / M.A. Ko3sioga,
H.B. Mouanosa, T.B. VYgoBuka [u nap.] // .- M.. J[eno.- 2018.-C. 1-108.
https://www.ranepa.ru/repository/?search_text=business&searchin=title&year in=2015&year 0
ut=2020&order=year desc
4. Pa3BUTHE KPUTHYECKOTO W TBOPUECKOTO MBIIUICHHS W OpraHU3anus padOThl HAJll aHATH30M
nenoBoil cutyanuu (anrmuiickuit s3eik) / HULL JI-)KypHan cOOpHUK Hay4dHBIX TPYAOB IO
marepuaiam X VII mexxayHapoHON HaydHO-TIpaKTH4YecKoi KoH(pepeHunu TenaeHunn pa3BuTus
HAyKH u o0Opa3oBaHus, 4acThb 1 31aBrycra 2016.- 2016.-C. 18-22.
https://www.ranepa.ru/repository/?search_text=%D0%B4%D0%B5%D0%BB%D0%BE%D0%
B2%D0%BE%D0%B9&searchin=title&year_in=2015&year out=2020&order=year_desc

6.3. YueOHo-MeToAnuEeCcKOe 00ecTieueHrne CaMOCTOSITETLHON paOboThI
1. 3arymenkuna B.C. [IPAKTUKYM 10 AHTJIMMCKOMY S3bIKY / B.C. 3arymenkuHa
Il .- TBepnr: OO0 "UznarennctBo "Tpuana".- 2018.
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%
B8%D0%B9%D1%81%D0%BA&searchin=title&year in=2015&year out=2020&order=year _d
esc
2. [Ienkuext T.B. English for correspondence students / T.B. Illenkuext // .- Mocksa-
bepnun: Hupekr-Menaua.- 2018.-C. 1-1.
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year in=2015&year out
=2020&order=year desc

6.4. HopmaTtuBHBIEC TIPaBOBBIE JTOKYMEHTHI
He ucnons3yrorcs.

6.5. utepHeT-pecypcesl
1. https://www.ft.com/ - MexxyHapoHas aeja0Bas ras3era, M3AaETCs Ha aHTIMICKOM s3bIKE B 24
ropojax MHpa OOIIUM THPAKOM OKOJIO 356 ThIC. 3K3eMIUIipoB. Crenuanu3upyercs Ha
myOJIUKAIMU ¥ aHAJIM3€ HOBOCTEH M3 Mupa (PMHAHCOB U OM3HEeca
2. https://www.nytimes.com/ - monyssipHasi aMepUKaHCKash eXeIHEBHAsI Ta3eTa, U3JaroIascs Ha
aHTIIMicKoOM si3bike. BeG-caiiT «Hplo-MopK TaiiMC» CUMTaeTCs OMHMM M3 CAMBIX IONMYJISPHBIX
HOBOCTHBIX CAlTOB C MOCEIIAeMOCThIO 30 MUJUTMOHOB YEJIOBEK B MECSIT
3. https://dictionary.cambridge.org/ - oiiH U3 OCHOBHBIX CIIOBApei /I M3yJIaIONINX aHTJTHHCKHUIT
SI3BIK
4. www.macmillanenglish.com/ - caiit yueOHO-MeToMuIecKOro KoMmiuiekca The Business 2.0
5. www.lcci.org.uk - caiit ax3amena LCCI
6. www.nnir.ru / - Poccuiickasi HalfioHa IbHasi OUOIHOTEKA
7. www.Nnns.ru / - HanmonanbsHast 3IeKTpoHHast OMOIHOTEKa
8. www.rsi.ru / - Poccuiickast rocyapcTBeHHast OHOIHOTEKA



https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA%D0%B8%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B4%D0%B5%D0%BB%D0%BE%D0%B2&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B4%D0%B5%D0%BB%D0%BE%D0%B2&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=business&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=business&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B4%D0%B5%D0%BB%D0%BE%D0%B2%D0%BE%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B4%D0%B5%D0%BB%D0%BE%D0%B2%D0%BE%D0%B9&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=%D0%B0%D0%BD%D0%B3%D0%BB%D0%B8%D0%B9%D1%81%D0%BA&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ranepa.ru/repository/?search_text=english&searchin=title&year_in=2015&year_out=2020&order=year_desc
https://www.ft.com/
https://www.nytimes.com/
https://dictionary.cambridge.org/
http://www.macmillanenglish.com/
http://www.lcci.org.uk/
http://www.nnir.ru/
http://www.nns.ru/
http://www.rsi.ru/

9. www.google.com / - TTouckoBas cucrema
10. www.yandex.ru / - ITouckoBas cucrema
11. www.busineslearning.ru / - Ciucrema JUCTaHIIMOHHOTO OM3HEC 00pa30BaHuUs
12. http://www.garant.ru/ - TTouckoBas cucrema npaBoBoit uHopmaruu ['apant

6.6. lHbIC HCTOYHUKH
1. Kumuyk Kpuctuaa. AHII0-pyCCKMHA W PYCCKO-aHTJIMHCKHUNA ClIOBaph 1o OusHecy. JKuBoit
sa3bIK. 2012.

2. Haymenko H.K. Business Idioms Dictionary: cioBaps 6usnec-uauom. [Ipocnekr. 2019.

7. MaTepuajibHO-TeXHUYeCKasA 0a3a, MHPOPMALMOHHbIE TEXHOJOTHMH, HCII0JIb3yeMble NP
OCylIeCTBJIECHHH 00pa30BaTeJIbHOI0 MPoLecca Mo AUCHUIIMHE, BKJIYas NepevyeHb
NPOrpaMMHOr0 odecrieyeHus1 1 MHGOPMALHOHHBIX CIPABOYHBIX CHCTEM

[Tomemienust mpencTaBisioT co0o0il ydeOHblE ayAWTOPUHM IJs TPOBEACHHS Y4eOHBIX
3aHITHHA, OCHAIICHHBIE O00OpYyJOBaHWEM H  TEXHHYCCKUMH  CPEJIACTBAMH  OOydYCHUS:
Crenuaiu3upoBaHHas Mebenb, KOMIBIOTED WM HOYTOYK, MyJIbTUMEAUMHBIN MIPOEKTOP, IKpaH,
JIOCKa.

[TomemieHust AJis CaMOCTOSITENIBHON pa0OThl OOYYArOMIMXCS OCHAIEHBI KOMITBIOTEPHOU
TEXHUKOW C BO3MOXHOCTHIO TOJKIIIOUEHUS K ceTh «VHTepHeT» M 00eCHedeHbl JOCTYIIOM B
AIEKTPOHHYIO HH(DOPMAIIMOHHO-00pa30BaTENbHYIO Cpely AKaJIeMUU.

Axkanmemusi oOecriedeHa HEOOXOJAMMBIM KOMIUIGKTOM JIUIICH3MOHHOTO W CBOOOJHO
pacrpocTpansiemMoro nporpammuoro obecrieuenus: MS Windows, MS Office.

OOyuaromumcs oOecriedeH JocTyn (yOal€HHbIM JOCTYyH), B TOM 4MCIE B Cly4yae
MPUMEHEHUS JJIEKTPOHHOTO OOyuYeHHUs, AUCTAHIMOHHBIX 00pa30oBaTENbHBIX TEXHOJOTHH, K
COBPEMEHHBIM TpPO(eCcCHOHANLHEIM 0a3aM JIaHHBIX W WH()OPMAINMOHHBIM CIPABOYHBIM
CUCTEMaM.


http://www.google.com/
http://www.yandex.ru/
http://www.busineslearning.ru/
http://www.garant.ru/
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