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1. AHHOTAIUA K JUCHUILIMHE

Paboyas nporpamma gucuMnvHbl  «/IHOCTpaHHbLIN  A3blK» COCTaB/fieHa B
cooTBeTCTBUM C TpeboBaHnamn SroC BO no HanpasneHuto nogrotoskn 40.03.01
HOpucnpygeHuusa (ypoBeHb Oakanaspuarta), YTBEPXAEHHOro mnpukasom MuHuCTepcTBa
Hayku 1 BbicLuero obpasoBaHus Poccuiickoii degepaunm ot 13.08.2020 r. Ne 1011.

Paboyas nporpamma CcoAepXuT obs3aTesibHble ANA  U3YYeHUss TeMbl MO0
AvcumnimHe «HOCTpaHHbI A3blk». AucumnavHa HOCUT KOMMYHUKATUBHO-HaNpaBeHHbIN
N NpodPecCUOHa/IbHO-OPUEHTMPOBAHHBIM  XapakTep, a ero 3ajaym ornpeaensoTcs
noTpebHOCTAMMU  CheuuMasICTOB  COOTBETCTBYHLEro  npoduna B MHOSA3bIYHOM
npodyeccnoHasibHOW AeATe/IbHOCTH.

MecTO TMCUMIIMHBI B CTPYKTYP€e OCHOBHOI1 NpodeccHoHAILHOH 00pa30BaTeIbHOM MPOrpaMMbl

HacTtoswaa gucumnivHa BkoveHa B obs3artesibHy0 YacTb bnokal AucumninHbl
(mopynu) ydyebHbIx niaHoB HanpasneHusa noarotosku 40.03.01 KOpucnpyaeHuus, ypoBeHb
6akanaspuarta.

OucumnnuHa msydaetca Ha 1 kypce B 1 cemecTpe Ana Bcex popM 006y4eHus.
®OopMbI KOHTPOSIA: 3a4eT C OLLEHKOM.

Heab ocBoeHHMs MCHMILVIMHBI <<|/|HOCTpaHHbII7I A3bIK» - dJOpMVIpOBaHVIe A3bIKOBOWA
KoMneTeHumMn y oby4varomxca asisi o6ecneyeHmns ypoBHsi 3HaHWUI 1 YMEHNIA, NO3BONAOLLMX
MO/sIb30BaTbCs WMHOCTPAHHbIM A3LIKOM B pas/IMyHbIX 06/1acTax NpogdecCMOHasIbHON
[EeATeNIbHOCTW, Hay4yHOM W npakTuyeckon paboTe, B OOWEHWM C 3apyOexHbIMU
napTHepamu, 4715 caMoo6pa3oBaTesibHbIX Y APYTUX Lenen.

OcHoOBHBIE 3aJa9uYi JUCIHUIIJIMHbI:

1. AxTyanmuzaius TeOpeTHIECKHX OCHOB YI€OHON AUCIUTUIAHBL.

2. ®OpPMUPOBAHNE YCTOUMBBLIX YMEHWIA MPOAYKTMBHOrO nnaHa (roBopeHue, MMCbMO) U
PeuenTMBHOrO niaHa (YTeHre, ayanpoBaHne) Ans OCYLLECTBIEHNUsSI NPOGECCUOHANBHOW
KOMMYHMKaLUN.

3. OB6yuyeHMe co3HaTes/IbHOMY 0T60PY SI3bIKOBbLIX CPEeACTB /151 BbIPaXKEHUSI CBOUX MbIC/ei
B pas/IMyHbIX CUTyaUMsIX PEYEBOro 0OLLEHNSI B paMKaX M3YUYEeHHbIX MPOECCUOHATbHBIX
TEM.

4. dopMMpoBaHME  NIEKCUKO-TpaMMaTMYecKMXx  YMeHWid  nepesoga  MHdopmauun
npocheccrmoHanibHOro xapakrepa ¢ MHOCTPAHHOIO S3blKa Ha PYCCKUIA U C PyCCKOro si3blka
Ha MHOCTPaHHbINA.

5. COBepLIJEHCTBOBaHI/Ie JINYHOCTHbIX KayeCTB o6yqarou.|,1/|x0ﬂ, CBA3aHHbIX C
thopMupoBaHMEM HaBbIKOB CamM0o06pPa30BaHUsS, pPacCLUMPEHNE CTPAHOBEAUYECKOro MU
06LLEKYIbTYPHOIO KPYro3opa, POCTOM NPOgIECCUOHANIBHON KOMMNETEHLMMN.

KOMHeTeHIII/II/I oﬁyqammerom, (l)OpMpreMI)Ie B pe€3yJibTaTe 0OCBOCHUA NTUCIHUIIJIMHBI:

YK-3- crtocobHOCTH OCYHICCTBJIATh COONUAIBHOC BSaHMOHeﬁCTBHQ " pCajin30BbIBATH CBOIO POJIb B KOMAaH/C.
YK-5- CNOCOGHOCTb BOCMPUHUMATL MEeXKY/IbTypHOe pa3Hoobpa3ve obuiectBa B
COLMaIbHO-NCTOPMNYECKOM, 3TUYECKOM U (DUNOCOICKOM KOHTEKCTaX.

2. IlepevyeHb NJIAHUPYEMBIX Pe3yJbTATOB 00y4eHHs, COOTHECEHHBIX € MJIAHUPYEMbIMH pe3yJIbTaTaMH
OCBOEHHUSI OCHOBHOM NMpogdeccnoHaTbHOI 00pa3oBaTebLHON NPOrpaMMbl

Mpouecc n3yyeHns ANCUUNINHBI HanpaB/ieH Ha hopMnpoBaHme KoMNeTeHUNA,
npegycmoTpeHHbiXx ®rOC BO no
HanpasneHuto noarotoskn 40.03.01 KOpucnpyaeHums (ypoBeHb 6akanaspunaTa) Ha OCHOBe
defepasibHOro rocyAapcTBeHHOro 0bpasoBaresibHOro CTaHAapTa BbiCLLEro 06pa3oBaHns no
HanpasneHuto noarotoskn 40.03.01 KOpucnpyaeHuns, yTBEPXXAEHHOIO Npukasom
MuHUCTepcTBa Hayku 1 BbicLLero oépasoBaHus Poccuiickoin ®enepauumm ot 13 aBrycta 2020 No
1011.



Kon Pesynbratel ocBoenusi OOII Koa n HauMeHOBaHMe HHAMKATOPA ®opMbI
Kkommerennuu |(COAEPKaHUE KOMNETEHIHii) aocrikenus YK o6pasoBaTebHOM
JesiITeILHOCTH,
crnocoocTByOIINe
¢opmupoBanmio n
Pa3BUTHIO KOMIETEHIHH
YK-5 Crioco6rocTh BoctipuanMaTh [YK-5.1. 3naeT ocHOBHBIE KonTakTHas padora:
MEXKYIbTYPHOE MPOOJIEMBI U KICTOPUYECKHE TUTIBI  |JIeKknum.
pazHooOpasue odIIecTsa B ¢unocodckoro mupoBo33penus;  [[IpakTHdeckue 3aHATHA.
COLMATBHO-HCTOPUIECKOM, CamocrosiTenpHas
ATHYECKOM U QHIOCOPCKOM  [yK-5.2. 3Haet o6bekT u npegmeT dunocoduy, [PA00OTa
KOHTCKCTax. OCHOBHblE (n1I0codCKIE NMPUHLMTBI, 3aKOHbI,
KaTeropumun.
YK-5.3. YmMeeT npumeHuTs B
I'IpOCbeCCVIOHaﬂbHOIZ AeATeNbHOCTU 3HaHUA O
3aKOHax, hopmMax 1 MeToAax No3HaHuA
nelicTBUTENbHOCTU.
YK-5.4. Biageet ciocoOHOCTBIO
pedIIeKCUBHOTO MBITIIICHUS,
JTOTUYECKHA TPAMOTHOTO aHAJIH3a
MHOTO0OPa3HbIX SBJICHUM
0OIIIECTBEHHOH KU3HHU.
YK-5.5. Biageer HaBbIKaMU
KOHCTPYKTHBHOW aJlanTaIiuy K
COBPEMEHHON COLIMOKYJIbTYPHOMI
cpene.
YK-3 CriocobHocTh ocymectiath |[YK-3.1. 3Haer TeopeTndeckue KonrakTtHas pabora:

COLIMAJIbHOE B3aUMOJICHCTBUE
1 peaJr30BhIBATH CBOIO POJIb B
KOMaH/IC.

OCHOBBI JICJIOBBIX KOMMYHHKAITHI:
MMOHATHAMH "00mIeHne" U "aeroBoe
oO11IeHHE", CTPYKTYPOH,
(GYHKUMSAMH, BUIAMH U POpMaMH
IeTOBOI KOMMYHUKAIIUU

YK- 3.2 PeanmuzyeT TeXHOJIOTHH
JIEJIOBOTO B3aMMOJICHCTBUSI,
TUYECKHUE HOPMBI U TPHHIHIIBI
NIeTOBOI KOMMYHUKAIIUU

YK-3.3. Brageer HaBeIKaMu
1eTOBOI KOMMYHHKAIIUH B
Pa3INYHBIX €€ BUIAX U C
PasIMIHBIMA THITAMH
cOOECeTHUKOB

Jlexuu.

[IpakTHuecKue 3aHATUS.
CamocrosTenbHast
paboTa

3. O0beM AUCHMIUIMHBI B 3a4YeTHBIX €IHMHULAX € yKa3aHHMeM KOJH4YecTBa aKaJeMHYeCKHX YacoB,
BbIIEJCHHBIX Ha KOHTAKTHYIO padoTy o0y4yalommxcsi ¢ mpemojgaBartejieM (M0 BHJAM 3aHATHH) M Ha
CAMOCTOSITEJIBHYIO Pa0oTy 00y4aroImmxcst

061as TPyA0EMKOCTb AUCLMMN/IUHBI COCTAB/SIET 2 3a4ETHBIE eAUHMLbI.

3.1 O0bém AUCHUILIMHBI 10 BUAAM Y4eOHBbIX 3aHATHH (B yacax)

O0BEM TUCHUIIMHBI

Bcero uacos

o4Has popma

OYHO-3a04YHast

3ao4yHasi popma

(Bcero)

o0y4eHust ¢opma o0y4eHust
ofvuenus
OO01m1as TPyI0eMKOCTh THCIUILIHHEI 72
16
KoHTakTHast paboTa 00ydaromuxcs ¢ Mperno/iaBareieM 32 18

AvynautopHast padora (Bcero):

B TOM YHCJIC:




Jleknun

CEMMHApBL, MPAKTUYECKHE 3aHATHS 32 18 16

mabopaTopHbIe pabOThI

KOHTPOJIb 4
BreaymutopHas pabota (Bcero):

B TOM YHUCJIC:

CamocrosiTensHas paboTa 00yJaromuxcst (BCEro) 40 54 52

KonTposnb

Bua npoMexxyToO4HOM aTTecTaluu
OO0yyaroIerocs: 3a4eT ¢ OIEHKOM

4. Copepxanue JTMCHUIUINHBI, CTPYKTYPHPOBaHHOE N0 TeMaM (pa3fiesiaM) ¢ yKa3aHHeM OTBeeHHOr0 Ha
HHUX KOJIHYeCTBA aKaJleMUYeCKHX YacOB U BUAOB y4eOHbIX 3aHATHH

4.1 Pa3nennbl IMCUMILVIMHBI U TPYJ0€MKOCTh 10 BUAAM Y4eOHbIX 3aHATHI
(B akaieMHU4eCcKHX Yacax)
JIsl 04HOI hopMBbI 00YUeHUs

Nen/nn Buabl yueGHOI paboThbl, BK/1lOHAsA CAMOCTOATE/IbHYIO
pa6oTy u TPyAO0EMKOCTb (B Yacax) =
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4.2 Coaep:xkanue TMCUUILVINHBI, CTPYKTYPHPOBAHHOE 1O pa3aeiaM

Pa3nea 1. Education policy in Russia and abroad.
Tema 1. Higher education in Russia

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

MepeBog CNOB U CNOBOCOYETaHWMn (MHOro3HauHble C/10Ba U OMOHUMbI; CUHOHUMbI U
aHTOHMMbI; (Ppaseo10rM3mbl; 3aMMCTBOBaHMSA U HEO/T0TM3MbI; TI0XKHbIE APY3bs NEePeBOAYMKA,;
YCTONYMBbIE CIOBOCOYETAHNS) C YHETOM KY/IbTYPHbIX U S3bIKOBbIX peasinii.

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

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

MepeBog NPOCTOr0 MpeasioXeHnss C TBEepAbIM MNOPSAKOM C/oB; (DOPMasibHOro
noanexawero «it» 1 HeonpeaesieHHO-/IMYHOT0O MECTOMMEHUSA N C/I0Ba-3aMecTUTens «onex»
Ha pyCCKuIA A3bIK.

MepeBog rnarona. OcobeHHOCTN nepeBofa PYCCKUX FNaro/ioB B U3bABUTESIbHOM
HaK/TOHEHWMW.

Tema 3. System of education in Great Britain and the USA
The simple tense forms. Simple Present. Simple Past. Simple Future.
Pa3nen 2. How management developed.

Tema 4. What is management? The history of management.

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

MepeBog yacTel peuw.

MepeBo VMeEHM CyLWeCTBMTENbLHOrO: 6e3 ydyeTa cepbl NPUMEHEHUS; C YY4eTOM
coepbl MPUMEHEHMS TrpaMMaTUYeckux kaTeropuii  (nagex, pod, 4uCcno), CpeAacTsa,
KOMMEeHCcUpyLwme oTcyTcTBme (MM OrpaHMYEeHHOEe Hanune npy nepesoge) TOM UAN NHOW
rpaMmaTtmyecKoli KaTeropum.

MepeBo UMEHWN YNC/IUTENBHOIO 1 NEPEBO MECTOMMEHWIA.

Tema 5. Modern management theories.

The Article (the indefinite/definite), The use of articles with Common Nouns. The
Zero- article. lNMepeBopg apTUKNSA Kak oOnNpegenvtens CyuweCcTBUTEIbHOMo; YCTOW4YMBbIE
coyeTaHWss C HeonpeaeneHHbIM apTUKIEM; YCTOWYMBblE cOYeTaHuMs C onpegeneHHbIM
apTUK/IEM; YCTONYMBbIE COYETAHMA C HYNEBLIM apTUKIEM; COXHbIE Cnyyan ynoTpebneHus
apTUKNA.

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

Adjectives and adverbs. Degrees of comparison. Prepositions. Phrasal verbs and
patterns with prepositions. [MepeBos WMeHM npunaratesibHOro: CTEeneHn CcpaBHEHUS
npunaraTesibHbIX; 0CO6EHHOCTU NepeBoa CNOXHbIX NpunaraTesnbHbIX.

MepeBog Hapeuns. TPpyAHOCTM NepeBofa PYCCKUX Hapeynili Ha aHr/IMACKUIA A3bIK,
06pasyoLMx CTeNeHN CpaBHEHMS MYTEM 3aMeHbl KOPHS C/10Ba.

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

Pasnen 3. Business correspondence.
Tema 8. Business letters: types of letters. Peculiarities of business correspondence.
Reported speech. Reported statements, questions, commands.
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MepeBog, NpeasioXeHnin Co CTPYKTYpoit «Sequence of Tenses» Ha PyCCKuii A3blIK.

MepeBog nNpsiMO/ UM KOCBEHHOM peun (NOBECTBOBATE/IbHbIE MPEOJ/IOKEHMS,
BOMpPOCUTESIbHbIE MNPEA/IOKEHNS, ChNeunasibHble BOMPOCHl, pasfesiMTesibHble  BOMPOChI,
NOBENUTEbHbIE NPELJ/IOKEHNS).

Tema 9. Telephoning. CVs and interviews.
The Perfect Tense forms: Present Perfect, Past Perfect, Future Perfect.
Pa3znen 4. Management styles.

Tema 10. Business letters: types of letters. Peculiarities of business correspondence.
Four main roles of a manager. The functions of managers at different levels of
management.
The Perfect Continuous Tense forms: Present Perfect Continuous, Past Perfect
Continuous, Future Perfect Continuous.

Tema 11. The types of business communications inside the organization.
Tense forms in the Passive Voice. NepeBof NaccuBHbIX KOHCTPYKLUMIA Ha PYCCKUIA A3bIK.

Tema 12. Time management: time management skills, tips for effective use of time.
Modals. May and can for permission in the present or future. May, might, can/could
for possibility. Could or was/were allowed to - for permission in the past. Requests. Can and
be able to for ability. Ought, should, must, have to, need for obligation.

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

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

Mepepaya MOAASTLHOCTW NO-AHTINIACKM B YCTHOW Y NMUCbMEHHON peyun.

BbipaxeHne MO[anbHOCTM MHTOHAUMOHHBLIMW, JIEKCUYECKUMU, TFpaMMaTU4eCcKUMm
cpeacTBamm si3blka.

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

The wuse of Subjunctive Mood. T[lepeBof cocnaratesibHOrO Hak/JIOHEHUA B
C/ZTIOXKHONOAYMHEHHDbIX nNpea/siokKeHnax C npunagatoyHbiMn YC/TIOBHbIMU Ha pyCCKI/II7I A3bIK.
Conditionals (Types 0, 1, 2, 3). Making a wish.

Pasnen 5. The Effectiveness of Recruiting
Tema 15. Personnel management: Employee Selection. Job description.

The Verbals: Forms, Tense/Voice distinctions. The use of the Gerund. lMNMepeBop
repyHanasbHbIX KOHCTPYKUWIA B Ka4ecTBe nognexawero, [OMNOMHEHNs, onpeaeneHus,
06CTOSATENIbCTBA Ha PYCCKUIA SA3bIK.

Tema 16. Staff training. Employee motivation.

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

MepeBos WMHUHUTMBHBIX KOHCTPYKUMIA B (OYHKUMAX MoAnexalero, ckasyemoro,
[OMOJIHEHWSA, OnpefesieHns, LUenu; WHUHUTUBHBIX KoMmMnekcoB: «Complex Subject»,
«Complex
Object», «For-Phrase» Ha pycckuii a3blK. [epeBog NpryacTHbIX 060POTOB Ha PYCCKUI A3bIK.
Cnocobbl nepeBoga NpuyacTus n geenpuyactus Ha aHINMACKNIA A3bIK.

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

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

nevertheless, yet, still, therefore.
1



Pa3nen 6. Discriminatory Employment Practices
Tema 18. Employee Safety and Health. Insurance Benefits.

Employee Safety and Health. Insurance Benefits. NepeBog NpocTbIX NpeasIoXeHUN.
OcobeHHOCTN nepeBoAa Ha aHrMACKUIA A3blK MPOCTbIX NPEeAIOKEHUA C NPAMbIM U
06paTHbIM NOPALKOM C/10B; C MPUYACTHLIMU 1 AeenpuyacTHbIMU 0b6opoTamu.

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

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

Paznen 7. The company’s competitiveness

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

International management: managing large English Russian and international
companies. lNepeBof C/NOXHOMOAUYMHEHHbIX npeanoxeHuii: Subject Clause, Predicative
Clause, Object Clause, Attribute Clause, Adverbial Clauses of Time, Condition, Cause Ha
pycckuii s3bik. MepeBog nNpensioros, COK30B, YaCTUL, Ha aHrMACKUA SA3blK. OCOBEHHOCTU
nepeBofa COUYMHUTENIbHLIX W MNOAYMHUTENIbHBLIX COH30B Ha aHrUACKUIA A3blk. MepeBof
C/IOXHbIX MpeasiIoKeHNA (CNOXHOCOUYMHEHHBIX U CIOXHONOAYMHEHHBIX, CMELUaHHbIX TUMNOB)
Ha aHrNNNCKNIA A3bIK.

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

Approaches to managing the company in a changing external environment. The ways
of improving the company's competitiveness. The emphatic Do, Cleft sentences. Double
negation: the participle Not before a negative adjective/adverb. MepeBog npeanoxeHui ¢
pacuneHeHHol cTpykTypoi (Cleft Sentences) Ha pycckuii A3bIK. Pasinunsa B nyHKTyauuu B
aHIMIMNCKOM N PYCCKOM f3blKax AN NUCbMEHHOro nepesBoga: 3ansatas (comma); Touka C
3ansaTon (semi-colon); asoetoune (colon); Tupe (dash); pedwuc (hyphen). Ellipsis.

5. IlepedeHb y4eOHO-MeTOANYECKOT0 00ecnieYeHU AJIsl CAMOCTOSATEIbHOIH PadoThl 00y4YalomuXxcs Mo
AUCHHIIIMHE

CamocTosATenbHas pabdoTta obydyarowmxcsa npy n3yyeHnn Kkypca «/IHOCTpaHHbIN A3bIK»
npegnonaraeT, B NEPBYO oyepedb, paboTy C OCHOBHOW M AONONHUTENbHOW NuTepaTypoil.
Pe3ynbTatammn 3Toi paboTbl CTAHOBATCS BbICTYM/IEHUS HA NPAKTUYECKUX 3aHATUSAX, ydacTme
B 06CYXXAEHUN.

MeToanka CaMOCTOSATENIbHOW paboThl npeaBapuTesibHO pasbscHsAeTcA
npenogaBsaTtesieM M B MNOCMEAYLWEM MOXET YTOYHATbCA C Y4eTOM WHAMBUAYaASbHbIX
0CObGEHHOCTEN ObyvarLmxcs. BpemMsa 1 MecTto camMOCTOATENIbHON paboTbl BblGUparTCH
06yyvarLMMMCS N0 CBOEMY YCMOTPEHMIO C YYETOM peEKOMeHAALNA npenogaBaTens.

CamocToaTeNnbHy0 paboTy Hag AMCUUNANHOW cnefyeT HauMHaTb C  U3YyYeHUs
paboueli nporpammMbl AMCUUNANHBI «<HOCTPaHHbIA S3blK», KOTOpas COAEPXUT OCHOBHbIE
TpeboBaHNS K 3HaHWAM, YMEHUsSIM U HaBblkaM o06yyaembix. O6s3aTensHo creayet
BCMOMHUTbL pekoMeHZaunn npenogasartensi, aHHble B X04e YCTaHOBOYHbIX 3aHATUI. 3aTem
- NpPUCTynaTb K M3YYEHWUIO OTAEeSIbHbIX pasfenoB U Tem B Mopsgke, npegycMOTPEHHOM
nporpammoi.

MonyunB npegctaBneHne 06 OCHOBHOM CoAepXaHun pasgena, TeMbl, HE06X0AMMO
N3yunTb MaTepmas ¢ NOMOLLbI0 YY4EOHMKOB, yKasaHHbIX B pa3gene 7 pabouyei nporpammbl
ANcumMnnHbl. LienecoobpasHo cOCTaBUTb KPaTKWiA KOHCMEKT WM CXEMY, OTOGpakKatoLLyHo
CMbIC/ 1 CBSA3U OCHOBHbIX NOHATUIA AAHHOr0 pasaena n BK/IYEHHbIX B HEFO TeM. 3aTeM, Kak
rnokasblBaeT OMbIT, MOMIE3HO M3YunTb BbILEPXKM M3 MEepPBOMCTOYHUKOB. PekomeHayeTcs
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COCTaBUTb UX KpaTkuii KOHcNekT. O6a3aTenbHO cnefyeT 3anucbiBaTb BO3HMKLLME BOMPOCHI,
Ha KOTOpble He yAa/i0Cb OTBETUTbL CAMOCTOATESIbHO.
CtygeHTam npegnaratoTtcs crefyolme popMbl CaMOCTOATEIbHOW PaboThl:
« camocTosTes/ibHas foMallHANA paboTa;
s BHeayAMTOpPHOE YTEHME;
« camocTofiTe/ibHaa paboTta (MHAMBMAyaslbHas) C  UCMNOMb30BaHWeM  VIHTepHeT-
TEXHO/OMUI;
«  WHAMBMUAOYasIbHaA 1 rpynnosas TBOpyeckasa pabora;
* BbINOSIHEHME 3a4aHnii N0 NPONAEHHBIM rpaMMaTUYECKUM TeMam C UCNOIb30BaHNEM
CnpaBOYHOI ITepaTtypbl;
* MMCbMEHHbIN NepeBos MHdopMaLmm NPpodeccnoHasIbHOro Xapakrepa ¢ aHrIMnCcKoro
A3blKa Ha PyCCKNin
Cob6CcTBEHHO camocTosATesnlbHas paboTa CTyAEHTOB BbINOMIHAETCA B YA0OHble /15
CTyAeHTa 4acbl W MnpeAcTaBnseTcs npenogasartesnto AnA MpoBepku. [aHHblin hopmar
npegycmaTpvsaeT 60/bLUYIO CaMOCTOATE/IbHOCTb CTY[EHTOB, 60NbLUYI0
NHOnBMAYyaM3aumio 3a4aHui.
[na camocToATeNlbHOM paboTbl C TEKCTOM M MaTepuanamu no Kaxgon mnsyvaemoim
Teme npegnosiararnTcs cnegyowme npUMepHble BUAbl 3afaHWii:
1.0O3HakoMbTeCh C MaTepuasiamu Nno Teme (Hanpumep, MatepuasioMm yyebHuka wau
[OMOSTHUTE IbHBIM MaTepuasioM); BbINULUNTE JIEKCUKY MO CreuvasibHOCTU (U1 Mo Teme);
COCTaBbTe M/1aH CoaepXaHus.
2.BbinoNHUTE 3agaHua B Mpouecce UYTEeHUs pPekoMeHAyemoro marepuana  wau
NPOCNyLUNBAHNSA YCTHOTO COOBLLEHUS:
- OTBeTbTe Ha 3apaHee NocTaB/IEHHblE BONPOCHI MO COAEPXaHWIO;
- HalguTe oTBETbl HA NPO61EMHbIE BOMPOCHI;
- BblbepuTe nNpaBubHbIA OTBET U3 psfa AaHHbIX;
- MCMpaBbTe HEBEPHOE YTBEPXAEHME
3. Npu paboTe Hag TEMOI BbINOSTHUTE CreayloLmne 3aaHns:
- NPOYTMTE TEKCT C KOMMYHMKATUMBHOW LUenbl (418 Coo6LeHns, pacckasa,

anckyccun);
- HaiauTe B TEKCTE MHDOPMALMIO N0 YKa3aHHbIM BOMPOCaM.
HaumenoBanue Bonpocsl, BbIHECEHHBIE Dopmbl YueoHo @opma KOHTPOJIsSt
TeMbI HA CAMOCTOSATEJIbHOE |[CAMOCTOSAITEJIbHOI  |[MeToqu4ecKoe
u3ydyeHue pa6oThI obecreyeHue
Higher education in[loBropenne rpaMMaTuKU:[PagoTa B Jlutepatypa k Omnpoc, noknaz ¢
Russia Wordbuilding (prefixes, |guGnuorexe, Teme, paboTta c  [mpe3eHTanUeiH
suffixes, conversion). The gxmrouas DBC ¢ MHTCPHET-
simple sentence. 6a30BEIM MCTOYHUKAMU
Statements, questions, VIeOHHKOM 1
imperatives, CIIOBAPEM.
exclamations. BreayauropHoe
YTEHUE U TIEPEBO/I.
[lonroroBka
ToKIIaza ¢
Mpe3eHTanyen




[lonroroBka k
rpyIIIOBOI
IMICKYCCHU.
[lonroroBka K TecTy.
[lonroroBka K 3a4ery.

My university: [loBTOpEeHNE TPAMMATHKI:(PaGoTa B Jlutepatypak  |Ompoc, JoKnan ¢

entrance Verb tenses and aspects.  |gugnmorexke, TeMe, paboTa c  [Ipe3eHTAIUCH.

requirements, [ToaroToBKa COOOIEHUS  |gmouas DBC ¢ WHTEPHET-

faculty members, |10 Teme. Receiving 6a30BbIM HCTOUHHKAMI

leicure fime foreign visitors. \UEOHHKOM H

Management [loBTopenue rpammaTuku:(PaboTa B Jluteparypa k  |BHeayauropHoe

features in different {The Continuous TenseloubaroTeke, Teme, paboTa ¢ [UTCHHE U IEPEBO/I.

countries forms: PresentjBxirouas ObC. MHTEpHET- Yyactue B
Continuous, PastlToaroroska 1oknana [MCTOYHUKaAMHU TPYIIIOBOM
Continuous, and Futurelc mpe3enrarmei. TICKYCCHH.
Continuous. Ways  ofiBaeayautoproe TecTrpoBanue.
expressing a future action [dTeHHe U IEPEBO/I. 3ader.

Business letters:
types of letters.

[ToBTOpEHUE rPAMMATHKH:
Reported speech.

PabGora B
OuOIMoTEKE,

JTuteparypa k
Teme, paboTa ¢

Ornpoc, AoKJIaaa C
Mpe3eHTaIlUCH.

organization

14

Peculiarities of Reported statements, Brito4as ObC ¢ UHTCPHET-
business questions, commands.  |0a30BbIM Y4EOHHKOM |[HCTOYHHKAMH
correspondence 1 CIIOBapeM.
[loaroroBka gokiana
C IIpE3CHTALMECH.
Telephoning. CVs  [[loBTopenue rpammaruku:|Pabora B Jlutreparypa k Onpoc, noknaaa ¢
and interviews The Perfect Tense forms: |0uOInoTEKE, TeMe, paboTa ¢ [[Ipe3eHTaluei.
Present Perfect, Past BiuTrouas DbC ¢ MHTEPHET- BreaynutopHoe
Perfect, Future Perfect.  |0a30BbIM MCTOYHHUKAMU YTEHUE U MEPEBO/I.
VIeOHUKOM U Jlekcuueckuii
CJIOBApEM. JIAKTaHT.
BueayautopHoe
YTEHUE U IEPEBO/I.
[loaroroska
nokrana ¢
[Ipe3CHTALNEH.
IloaroroBka k
TIeKCUYECKOMY
JIUKTAHTY.
Four main roles of a [[ToBropenne rpammaTuxu:PaboTa B Jlutrepatypa k Omnpoc. Omnpoc,
manager. The The Perfect Continuous/0uOINOTEKE, Teme, paboTa ¢ |[TOKJIA] ¢
functions of Tense forms: PresentBkimtouas ObC c HTEpHET- Mpe3eHTanne.
managers at Perfect Continuous, PastjoazoBbiM UCTOYHHKAMU BreayauropHoe
different levels of  |Perfect Continuous,|y4e0HUKOM U YTCHUE U TIEPEBO/I.
management Future PerfecticmoBapem. 'Yyactue B rpynmnoBoit
Continuous. BreaymutopHoe TTUCKYCCHH.
YTEHUE U TIEPECBO/I.
[loaroroBka
nokiana ¢
Mpe3eHTalueH.
[ToaroroBka k
rpyIIoBOi
TVICKYCCHU.
The types of [loBTOpEHHE TPaMMaTHKH:[PaGoTa B Jlutepatypa k  |Ompoc, Joknazn ¢
business Tense forms in the OouodIoTeKE, TeMme, paboTa ¢ [mpe3cHTanueH.
communications Passive Voice. Britodast ObC ¢ HTEpHET- BueaynutopHoe
inside the 0a30BbIM y4eOHUKOM [HCTOYHUKAMU YTCHHUE U NIEPCBOLL.

TlepeBon




CIIOBapeM.
BueayautopHoe
YTEHHE U TIEPEBO/I.
[lepeBos macCUBHBIX
KOHCTPYKIMI Ha
[PYCCKUH SI3BIK.
[lonroroBka nokmnanga
C IIPE3ECHTAIUEN.

[TACCUBHBIX
KOHCTPYKLIMI Ha
[PYCCKUH SI3BIK.

Time Pa6oTa B Jluteparypa Kk Ormpoc, JoKIaj ¢
management: time OoubIuoTEKE, Teme, paboTa ¢ [mpe3cHTaLueH.
management skills, [[Topropenue rpammaruxu:pkmtodas IBC ¢ MHTCPHET- Bureaynuropaoe
tips for effective use Modals. May and can for |6a30BbIM MCTOYHUKAMM  [4TEHHE U NICPEBO.
of time permission in the present |yueGHUKOM 1 YuacTue B
or future. May, might, CJIOBapeM. JICKCUIECKOM
can/could for possibility. |BreaymutopHoe JUKTAHTEC.
Could or was/were YTEHUE U IEPEBOI.
allowed to - for [loaroroBka
permission in the past. TIEKCUIEeCKOMY
Requests. Can and be able |guxTanTy.
to for ability. Ought, [lonroroska
should, must, have to, TOKJIaa ¢
need for obligation. [pe3eHTauuei.
A modern manager: Pabora B Jluteparypa Kk Ormpoc, JoKIaj ¢
personal OoubIMoTEKE, Teme, paboTa ¢ [mpe3cHTaLueH.
characteristics, skills|[Tosropenne rpammarnku:BriIouas 9bC ¢ MHTEPHET- BreayautopHoe
and abilities Must, have to, cannot, 0a30BBIM YIEOHUKOM [HCTOUYHUKAMHU YTEHHE U TIEPEBO/I.
required for will, should for deduction |1 clOBapem. YuacTue B
effective and assumption. BreaynutopHOe TpYIIOBOi
management. The  |[Tepenaua mogansHOoCTH —[TEHHE U IIEPEBO. TCKYCCHHU.
portrait of a Russian |o-aurmmiickn B yerroii u [[10AroToBKa
manager ITHCHMCHHOMN PEUH. COOOIICHUS 110 TEME.
BripakeHre MOAATBHOCTH [lonroroBka k
MHTOHALIMOHHBIMH, PYIIOBOH
JIEKCUYECKUMH, JUCKYCCHU.
rpaMMaTHYeCKUMHE
CpEACTBAMH SI3bIKA.
Team building: the |[loBTOpeHue rpaMMaTHKu: Jluteparypa Kk Ompoc.
different roles of ~ [The use of Subjunctive Teme, pabotac  |BHeaymuTopHOE
team members, team Mood. IlepeBon PaGoTa B MHTEPHET- YTEHHE U TIEPEBO/I.
performance coctaraTteIbHOrO GubIHOTEKE, MCTOYHUKAMU YdacTue B
HAKJIOHCHUS B sxmouas DEC ¢ TIEKCUYIECKOM
CJIO’KHOTIOTYNHEHHBIX 6a30BbIM YUEOHIKOM TMKTAHTE.
MPEATIOKCHUSX C |1 CIOBapeM. TectupoBanue.
MPUIATOYHBIMU BHeayIUTOPHOE 3auer.
YCIIOBHBIMHU Ha PYCCKHH  |ytenne u mepeBo.
ASBIK. [loaroroBka
Conditionals (Types 0, I, |jexcuueckomy
2, 3). Making a wish. JIMKTAHTY.
[loaroroBka K TecTy.
IloaroroBka K 3a4ery.
PaGoTa B Jluteparypa Kk Ormpoc, JoKIaz ¢
Personnel TToBTOpEHME IPAMMATHKU:|OUOINOTEKE, Teme, paboTa ¢ |[Ipe3eHTaInEH.
management: The Verbals: Forms, Britouast ObC ¢ MHTCPHET- BHeayuTopHOE
Tense/Voice distinctions. MCTOYHUKAMU TCHUC U TICPCBOI.

Employee Selection.
Job description

0a30BBIM Y4EOHHKOM

The use of
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the Gerund.

CJIOBAapeM.
BreaynutopHoe
YTEHHUE U IEPEBOI.
[lonroroBka noknanga
C IIpe3eHTALUECH.

Staff training. Pa6oTa B Jlutrepatypa k Omnpoc.

Employee oubamnoTexe, Teme, pabota ¢ |BHeayauropHoe

motivation Bxirouas ObC ¢ WHTCPHET- YTEHUE U IEPEBOI.
IloBTOpEHME TPAMMATHKH:|0a30BEIM MCTOTHUKaAMM Ydacrue B
The Infinitive: Forms,ydeOHukoM u JICKCHYECKOM
Tense/Voice distinctions.|ciioBapeM. IUKTaHTE.

The functions of theBHeayauropHoe
Infinitive in the sentence.[dTeHHe U IEPEBOI.
Participle. Forms andlloaroroska k
functions of the participlefnexcuueckomy

in the sentence. TUKTaHTY.
Planning as one of |[loBTOpeHue rpaMMaTHKK:[PaGoTa B Jluteparypa K Ormpoc, JoKIaz ¢
the major The Compound Sentence,Gunuorexe, Teme, paboTa ¢ [mpe3cHTaIueH.
responsibilities of |clauses connected  bylgxmouas DEC ¢ MHTEPHET- BreayautopHoe
management. The |means of coordinatinggazoppmm MCTOYHUKAMH YTCHUE U IEPEBOI.
types of plans. conjunctions:  and,  Or,yyeGHUKOM I Yyactue B
Recommendations |else, but and connectiveciopapem. TpYIIIOBO
for effective adverbs: otherwise, Breay auropHoe ITUCKYCCHH.
planning. nevertheless, yet, stilljyrenue u IIepeBOI.
therefore. HOILFOTOBKa
nokiana ¢
Mpe3eHTalueH.
[ToaroroBka k
rpyIIoBOi
TUCKYCCHUH.
Employee Safety  |[[loBropenue rpaMMaTuku:[PaGora B Jluteparypa K Ornpoc, AoKIIaaa c
and Health. [IEPEBOJl HAa aHINIMKHCKMH|GHOIOTEKE, TeMe, paboTa c  [pe3eHTallUeH.
Insurance Benefits [s13bIK npocThiXprmrodas DBC ¢ MHTEPHET-
MPEIIOKCHUN € TPSIMBIM|Ga30BLIM MCTOYHUKAMU

1 OOpaTHBIM MOPSIAKOMy4eOHUKOM K
CJIOB; C TIPUYACTHBIMH HCIIOBApEM.

ACCIIPUIaCTHBIMU BHeayI[HTOpHOG
obopoTamu. YTEHHE U TIEPEBOI.
[loaroroBka
TOKJIaa ¢
[pE3CHTALUEH.
Problem solving: TloBTOpEHNE TPAaMMAaTHKU:[PaboTa B Jluteparypa kK Ompoc.
individual and group[The Complex sentence:GuGmmorexe, Teme, pabota ¢ |BHeayauropHoe
problem solving Subject Clauses,[gxmouas OBC ¢ MHTEPHET- YTEHUE U IEPEBOI.
techniques, stages of|Predicative Clauses,|6a30BBIM MCTOYHUKAMM 'YyacTue B TpyIIIIoOBOi
consideration and  |Attributive Clauses,yqe6HHK0M " TICKYCCHH.
resolution of the Object Clauses, Adverbial CIIOBapeM.
problem Clauses, Relative Clauses BreaynutopHoe

YTCHHUE U EPEBOI.
[loaroroBka k

rPYIIIOBOM

IMICKYCCHHU.
International TToBTOpEeHme rpaMMaTrku:[Pabora B Jlutepatypa kK Ompoc, noknana ¢
management: IIepeBon OHOIHOTEKE, TeMe, paboTa ¢ [IPE3EHTalUEH.
managing large CIIO)KHOIOJYMHEHHBIX  [BKitouas DbC ¢ MHTEPHET-
English Russian npeanoxeHuil: Subject  |0a30BbIM MCTOYHUKAMHU




and international Clause, Predicativelyue6uukom u
companies Clause, Object Clause,cioBapem.
Attribute Clause,| BreaynutopHoe
Adverbial Clauses Of'{TeHI/Ie H IIEPEBO/I.
Time, Condition, CauseHonTOBKa
Ha pyCCKI/Iﬁ SA3BIK OKJIaga ¢
[pE3CHTALUEH.
Approaches to [loBTOpEeHME rPpaMMAaTHKH. Jlutepatypa k Omnpoc.
managing the Emphasis. The emphatic[Pagora B Teme, pabota c  |[BHeaynuTtopHOE
company in a Do,  Cleft  sentences.Gugnnorexe, MHTEPHET- YTEHUE U IEPEBOI.
changing external |Double negation:  thejgkmouas DEC ¢ CTOYHUKAMU TecTupoBaHue.
environment. The  |participle Not before agazosbv yueGHIKOM DK3aMEH.
ways of improving negative adjective/adverb. i cioBapem.
the company's BueayquropHoe
competitiveness YTEHHE U TIEPEBOL.
[loaroroBka K TecTy.
IloaroroBka k
DK3aMEHY.

6. OneHounble MaTepHaJbl
AUCHUIIIMHE

ISl TPOBEIEHUS] TPOMEKYTOYHOH aTTecTallMd O0YyYalOIIHXCH IO

6.1. Onucanue Mokaszateseil 1 KpUTEPHEB OLCHUBAHUS KOMIIETCHIN I, O CAaHNe HIKAJ

OLCHHBAHUA
IITxana u KPUTEPUH OLECHKH,
oann

/T Kpurepuu
OLIEHUBAHUS
KOMITETeH [T
YK-3.1;
VK-3.2;
VK-3.3

HaunmeHoBanme
ounenounoro cpeacreal Kparkas xapakrepuctuka
OLIEHOYHOT'0 CPeICTBA

COop nepBUIHOI
nH(OpPMAITUH 110
BBISICHEHHIO YPOBHS
YCBOCHHS IPOHICHHOTO

Marepuana

Ormpoc
«3a4TeHOY, €CIIN CTYIEHT
IEMOHCTPUPYET 3HAHHE
MaTepHaia 1o pazaeny,
OCHOBaHHBIE HA 3HAKOMCTBE C
00s13aTETIbHOM TUTEPaTypoi 1
COBPEMCHHBIMU

My OITUKAUAMI; TAeT
JIOTUYHBIE,
APTYMCHTHPOBAHHBLIC OTBETEI Ha
[TOCTaBJICHHBIE BOIIPOCHL.
Jlonmyckarorcs
HE3HAYNTEIbHBIE HETOYHOCTH B
0TBETaX, KOTOPHIE CTYACHT
WICIIPABISIET IMyTEM HABOISIIIX
BOIIPOCOB CO CTOPOHBI
MpernoJaBaTes.

«He 3auteno», ecinu UMeIOTCs
CYLIECTBEHHBIE TIPOOEIIHI B
3HaHNMH OCHOBHOTO MaTepHaia
0 pasjenam yueOHOoU
JHUCITUIIIIMHBI, a TaKXKEC
TOTTYIIEHBI TPUHIIUITHATEHBIC
OIIMOKH TP M3T0KECHUN
MaTepuaia.

Jloxnay / coobmieHue

[Ty6nmanoe, pa3BEpHyTOE,
coo0IIcHNE (MIH TOKYMEHT)
10 ONPENECIEHHOMY
BOTIPOCY,

«5» - Jlokinaa cOOTBETCTBYET
3asIBIIGHHOW TeMe, BBITIOIHEH C
[IPUBIICICHUEM JTOCTATOYHOTO

KOJTHYCCTBA

YK-3.1;
YK-3.2;
YK-3.3
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OCHOBaHHOE Ha
MPUBJICUCHUN
TOKYMCHTAJIbHBIX JIAHHBIX,
coJiep>kaHle KOTOPOTO
OTpa)kaeT CyTh BOIIPOCa.

HayYHBIX W TPAKTHIECKUX
MCTOYHHUKOB I10 TEME, CTY/ICHT B
MOJIHOM 00beMe OTBeYaeT Ha
BOIIPOCKHI TEME JTOKJIA/Ia;

«4» - Jloknaz B LIEJIOM
COOTBETCTBYET 3asIBICHHOM
TEeME, BBLIIIOJIHEH C
[TPUBJICYCHUEM HECKOJIBKUX
HayYHBIX W MPAKTHYSCKUX
MCTOYHUKOB I10 TEME, CTYJICHT B
COCTOSIHUM OTBETHTH HA YaCTh
BOIIPOCOB TI0 TEME JIOKJIAIa;
«3» - Jloknaa He COBCEM
COOTBETCTBYET 3asIBICHHOM
TeME, BBIIOJIHEH C
MCII0JIb30BAHHEM TOJILKO 1 MM
2 UCTOYHUKOB, CTYJIEHT
TOITyCKAeT OIMNOKHU TpH
M3JI0KCHUH MaTeprania, He B
COCTOSIHUM OTBETHUTH Ha
BOITPOCHI TI0 TEME JAOKIIana; «2»
- TOKJIQAYMK HE PaCKPBUI TEMY.

IIpeszenranus

[TyOnudHO€E BBICTYIUICHHUE C
[IpeICTaBICHUEM
[TOJTy9YE€HHBIX PE3yIIbTAaTOB B
nporpamme Microsoft
PowerPoint

«5» - IIpencrasigemas
MHQOpMAIHST
CHCTEMaTU3UPOBAHA,
[oCJieI0BaTEeNbHA U JIOTHYECKU
cBs3aHa. [Ipobiema packpeiTa
noaHocThio. [Iupoxo
HCIIOJIb30BaHbl BO3MOXKHOCTH
tTexHoyiorun Power Point;

«4» - [IpeacraBngaemast
MHGOPMAIHS B LIEIOM
CHCTEMaTU3UPOBAHA,
MocjaeaoBaTeNbHa U JIOTHYECKH
CBsi3aHa (BO3MOKHBI
HEeOOJbIINE OTKIIOHEHHS).
[IpoGiieMa packphita.
B03MOXHBI HE3HAYUTEIIHHBIC
OIMOKH PH 0(OPMIICHHUH B
Power Point (He 60mee nByX);
«3» - IIpeacraBnsemas
nH(bOpMAaIHs He
CHCTEMAaTU3UPOBaHA U/UIH HE
COBCEM I10CJIeJ0BaTENbHA.
[Ipobnema packpbiTa He
MOJTHOCTHI0. BRIBOZIBI HE
C/IeTaHbl WM HE 0OOCHOBAHBEI.
B03MOXHOCTH TEXHOJIOTHH
Power Point ucrons3oBaHbl
U

YK-5.1;
YK-5.2;
YK-5.3
YK-5.4
YK-5.5
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TaCTUYHO;

«2» - IlpencraBnsiemast
uHpOpMAaIHS He
CHCTEMaTHU3MPOBaHa.
B03MO0>KHOCTH TEXHOJIOTUH
Power Point ucrions3zoBansl
T YaCTUYHO.
MHOro4NCIIEHHBI OIIUOKH IpU
o opMIICHHH.

Tectuposanue 'TecTUpOBaHUE MOKHO COTJINYHO» - 10JIs MpaBUIbHBIX |YK-3.1;
MPOBOIUTH B (hopme: oTtBeTOB 80100 %0; YK-3.2;
*  KOMIBIOTEPHOIO «XOPOIIIOY» - MOJIs MpaBwIbHBIX [YK-3.3
TECTUPOBAHMUS, T.€. otrBeToB 6079 %;
KOMIILIOTED POM3BOJIBHO  [(YOBJIETBOPUTENLHO) - JIOJIS
BBLIOUPAET BONPOCHI U3 0asbl [IPABUIBLHBIX OTBETOB 40-59%;
TAHHBIX 110 CTETIEHU «HEYOBJIETBOPUTEIBHO - 10JIS
CJIOJKHOCTH; MPpaBUJIBHBIX OTBETOB MCHCC
s nUCcbMeHHBIX 0TBeTOB, (40%.
T.€. IPETOAABATEND 3a]1aET
BOIIPOC U AAET HECKOJIBKO
BapHaHTOB OTBETA, a
CTYAEHT Ha OTIEJIEHOM
THCTE 3aIUChIBAET HOMEpa
BOIIPOCOB U HOMEPA
COOTBETCTBYIOLINX
OTBETOB
[lemoHCTpanus OCBOCHHBIH CyOBEKTOM «5» CTyAeHT IIOKa3bIBaeT YK-1.1;
[IPaKTUUECKUX CTII0CO0 BBITTOJIHEHHS XOpOILKe 3HaHUsI y4eOHOTO YK-3.2;
YMEHUI neicTBus, MaTepuaia Mo TeMe, 3HaeT YK-3.3
o0ecrieunBaeMbIi QITOPUTM MPAKTHYECKOTO
COBOKYITHOCTBIO yMeHHs (MaHUITYJIALNN),

MproOPETEHHBIX 3HAHUH 1
HaBBIKOB

MOCJIEIOBATEIBHO
TIEMOHCTPUPYET MPAKTUICCKUE
yMmenus. Jlaet
VIOBJIETBOPUTENBHBIE OTBETHI
Ha JIOTIOJTHUTEIBHBIE BOITPOCHL.
«4» - CTyIeHT BiaJeeT
YIOBIETBOPUTEIbHBIMU
BHAHUSMU 110 IPAKTHYCCKUM
YMEHUSIM, JEMOHCTPUPYET
MPaKTUYECKUE YMEHHUS C
omOKaMK, HYKIAeTCs B
MoJICKa3Kax IMperoiaBaTes,
TaeT HEIOJIHbIE OTBETHI Ha
ITOCTAaBJICHHBIC BOTIPOCHI.

«3» - CTyIeHT Biameer
OTPBIBOYHBIMH 3HAHUSMH T10
[MPaKTHYECKUM YMEHUSIM,
3aTpyHSAETCS B YMEHUU MX
OCYLLIECTBUTD, 1a€T HEIMOJIHbIE
OTBETHI HA ITIOCTABJICHHBIC
BOIIPOCHI.




«2» - CTyIeHT He 3HaeT
QJITOPUTM MTPAKTHIECKOTO
yMeHUs (MaHUTTYJISIINN ) WA
HE MOXXET
[IPOAEMOHCTPUPOBATH
[IPaKTUIECKOE YMEHHE
(MaHHITYJIALNIO). 3aTPy IHSAETCS
C OTBETAMH Ha ITOCTaBJICHHbIC
BOTIPOCHL.

Keilic-3amaun

OOyyaroimuii MaTepual,
HCIIONB3YIOLIUI ONUCaHuE
[PCAIIBHBIX S9KOHOMUYCCKUX,
COLIMAJIbHBIX U OU3HEC-
CPITyaHI/Iﬁ, OCHOBAHHBIX Ha
[peaTbHOM (PaKTHICCKOM
MaTepHae Wi ke
MPUOJIMKEHBI K peaThbHOM
cutyanuu. O0yJaromuecs
TOJDKHBI HCCIEZI0BATh
CUTYyaIuo, pa3o0parbcs B
CyTH TIPOOJIEM, MTPEIIOKHUTh
BO3MOKHBIC PEIICHHUS U
BLIOPATDH JTy4YIlee U3 HUX.

«3aYTeHOY, €CIIH OTBET HA
BOTIPOC 33JIa4H JaH
mpaBwIbHBINA. OOBSICHEHHE X0/1a
ee pelIeHus opooHoe,
[OCJICA0BATEIILHOE, TPAMOTHOE,
C TCOPETUICCKUMHU
000CHOBaHUAMMU (B T.4. U3
MEeKIIMOHHOTO Kypca), ¢
HEOOXOIMMBIMH MOSICHEHUSIMHU
Y IeMOHCTpAIVSIMH;, OTBETHI Ha
ITOTIOJTHUTENLHBIC BOIIPOCHI
BepHbIE, ueTKue. [lomyckaroTcs
He3HAYHUTEIbHbIE HETOUHOCTH M
3aTpyTHCHMS.

«He 3autenoy», OTBeT Ha
BOTIPOC 3aJIa4M HE JIaH WIIW JaH
HE BIIOJIHE MTPABHIIbHBIM.
OOBICHEHHNE X0/1a €€ PEIICHUS
HEJIOCTATOYHO IOJTHOE,
HEMOCIIeJ0BAaTEILHOE, C
OIIMOKAaMH, CJIa0BIM
TEOPETHUECKUM 000CHOBaHHEM
(B T.4. JICKITMOHHBIM
MaTepUaioM), JOMOIHUTEILHBIC
BOIPOCHI HEJIOCTATOYHO YE€TKHE,
C OIIMOKAMH B JE€TAIIAX WIH
BBI3BIBAIOT 3aTPY/THCHHMS.

VK-1.1;
VK-3.2;
VK-3.3

KonTponbHas
pabora

COop uadoOpManuu 1o
BBISICHEHUIO YPOBHS
YCBOEHUS IIPOIAECHHOIO
MaTepuaa

«5» - cofepxKaHue
COOTBETCTBYIOT IIOCTaBJIEHHBIM
Le/IU U 3a7a4aM, U3JI0KEHUE
MaTepuana OTINYaeTCs
TIOTUYHOCTBIO U CMBICIIOBOM
3aBEpIIIEHHOCTBHIO, CTYJCHT
[I0Ka3ajl BJIaICHUE MaTepHajoM,
YMEHHUE YETKO,
ApIryMEHTUPOBAHO U KOPPEKTHO
0TBEYATh HA IIOCTABJICHHBIE
BOIIPOCHI, OTCTANBATh
COOCTBEHHYIO TOUKY 3pEHHS;
«4» - cofepxraHne

VK-1.1;
VK-3.2;
VK-3.3
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HE0CTATOYHO MOJTHO
COOTBCTCTBYCT TOCTABJICHHBIM
[[eJTU U 33/1a49aM MCCIIeJOBAHMS,
[paboTa BRITIONHEHA Ha
HEIOCTATOYHO IMIMPOKOI
MCTOYHUKOBOHW 0aze 1 He
YUUTBHIBAET HOBEUIINE
MOCTH)KEHUS HAYKH, U3JI0KECHHE
MaTeprana HOCUT
[MPEUMYIIIECTBEHHO
OIMHUCATENLHBIN XapaKTep,
CTYJICHT MTOKa3aJI JJOCTAaTOYHO
YBEPEHHOE BJIaJICHNE
MaTepHaIoM, OTHAKO
HEI0OCTATOYHOE YMEHHE YETKO,
ApryMEHTUPOBAHO U KOPPEKTHO
OTBCYATh HA ITIOCTAaBJICHHBIC
BOIIPOCHI M OTCTaNBATh
COOCTBEHHYIO TOUKY 3PCHHS;
«3» - coiep)KaHUE HE OTpakaeT
0COOCHHOCTHU TIPOOIEMATHKH
TEMBI; coJiepKaHue paboThI He
MOJTHOCTBIO COOTBETCTBYET
[TOCTABJICHHBIM 3a/1a4aM,
MCTOYHUKOBAs 0a3a
(hparMeHTapHa U HE MO3BOJISICT
KauyeCTBCHHO PEILUTh BCE
MMOCTABJICHHEIC B paboTe
3a1auu, padoTa HE YUUTHIBACT
HOBEUIINE TOCTHKCHUS
rcTOprOrpadv TEMBI, CTYIEHT
[MOKa3al HeyBepEeHHOE BIIaJIcHIE
MaTepruaioM, HEyMEHHE
OTCTauBaTh COOCTBEHHYIO
[TO3UIINIO M OTBEYATh Ha
BOIPOCHI;

«2» - paboTa HE UMeeT
JIOTUYHOU CTPYKTYPBI,
coJicp>kaHre PaOdoThHI B
OCHOBHOM HE COOTBETCTBYET
TeMe, HCTOYHUKOBas Oa3a
HEZOCTAaTOYHA JJISl PEIICHUS
[TOCTABIICHHBIX 33]1a4, CTYICHT
[MOKa3al HeyBepEeHHOE BIIaIeHIE
MaTepruaioM, HEyMEHHE
(hopMyITpOBaTH COOCTBEHHYIO
MO3ULIUIO.

['pynnosas

JUCKYyCCUA

O1eHOYHOE CPEICTBO,
[TO3BOJISIONIEE BKIFOUYUTH
00yJaIoONINXCs B IPOIIECC

00CYyKICHHS

«B3aYTCHO» - 06yqa10m1/1171c5{
JACMOHCTPUPYCT 3HAHUC
MaTepualia mo TeMe paszaciia,
OCHOBAHHBIC HA 3HAKOMCTBC C

VK-1.1;
VK-3.2;
VK-3.3

VK-5.1;




[PE/ICTaBICHHON TEMBI,
MPOOJIEMBI U OLIEHHUTH UX
YMEHHE apTyMEHTHPOBATh
COOCTBEHHYIO TOUKY
3pEHUSL.

00s13aTeNIbHOM TUTEPaTypoi 1
COBPEMEHHBIMHU

My ONMMKAUsIMA; aKTHBHO
Y4acTBYeT B AUCKYCCHUH; JaeT
TOTHYHBIE,
ApryMEHTHPOBAaHHBIE OTBETHI Ha
[TOCTaBIICHHBIE BOIIPOCHL. «HE
3a4TEHO» - OTCYTCTBUE 3HAHUI
10 U3y4aeMOMy pa3zeiy;
HU3Kasl aKTHBHOCTD B
TICKYCCHUH.

opdorpaduuecKkux mpapui,
COOJTIO/IEHUS SA3BIKOBOM
HOPMBI U CTHJISL TIPH
repeBojie ¢ MHOCTPAHHOTO
sI3bIKA HAa POJHOM,
a7IeKBaTHOCTb IIEPEBOIA
TEeKCTa- OpUTHHAJIA Ha
[POTHOM SI3BIK.

IlepeBon onennBaercs B 100
OayoB. [Ipu aToM 3a
MpaBWIbHBIN NIEPEBO:

1) nexcuYecKkrnx eTUHHIL JaeTCs
o1 0 10 40 GaymoB (BepHBII
BEIOOp IKBUBAJICHTOB CJIOB;
TepeBeIeHbl BCE CIIOBA, Kak
HEHTpanbHOM, TaK U
TEPMHUHOJIOTHIECKON JICKCUKHY;
Mepeaansl BCe pealny 1 HMeHa
COOCTBEHHBIE; TPABUIBHO
[epeBe/ICHbI BCE CBOOOIHBIC U
YCIIOBHBIE CIIOBOCOYCTAHN);
2) rpaMMaTHYECKHUX €IUHUI 1
KoHCTpyKITHH oT 0 mo 40
0aJITTOB (BEpHBII TEpeBO
BHIOBpEMEHHBIX (DOPM TIarosna,
3aJi0ra ¥ HaKJIOHEHUS TJ1arona,
MO/IaJIbHBIX TJIar0JIOB,
HEJIMYHBIX (GopM riarona u
KOHCTPYKLHH C HUMH;
[PaBUIBHO MEPEAAHO YHCIIO U
MaJex CyleCTBUTEIIbHBIX;
YUTEHBI IIPU IIEPEBOJIE CTENIEHU
CpaBHEHHU

9. Jlekcuueckuit CpeacTBO MPOBEPKH 3HAHUSA [OTIMYHO» - 10JIs MpaBUIIBbHBIX |YK-5.1;
TMKTAHT NMEKCUKO-TpaMMaTuyeckoro (otetoB 80100%:; VK-5.2;
MUHUMYMa TI0 U3y4aeMOt  |«XOpOIIO» -A0Js mpaBmibHeIX |[YK-5.3
TEME B 00bEME, oTBETOB 6579,9%); VK-5.4
HEOOXOJIMOM JIJIsl paOOTHI C[«YIOBIECTBOPUTENBHOY - Tonst  |YK-5.5
MHOA3BIYHBIMU TEKCTAMU B  [[IPABUJIBHBIX OTBETOB 50-
rporecce 64,9%;
npodeccuoHaNbHON «(HEYJJOBJIETBOPUTEIBHOY - AOJIS
eSITeNbHOCTH. [IPaBUIBHBIX OTBETOB MEHEE
50%.

10.  [lepeBox Tekcra CpencTBO IPOBEPKH OLueHHBACTCS TOYHOCTD U VK-3.1;
COOJTFOIeHUS MOJHOTA NEPEAUN KaK YK-3.2;
rpaMMaTHYECKUX, OCHOBHOM, TaK YK-3.3
CHUHTAaKCUYECKHUX, BTOPOCTEIICHHON MH(pOpMaLuu.




[pIJIaraTeNIbHBIX U Hapeunh);
3) CHHTaKCHYECKUX
KoHCTpyKImii ot 0 10 10
0as10B (BEpHO BBIOPAHO
3HAYEHUE CIIOB- 3aMECTUTEIEH;
repeaanbl IMpaTHICCKUE
KOHCTPYKITHH);

4) CTHITHCTUYECKU TTPaBUITBHBIN
(amexBatHBI) IepeBo oT 0 10
10 6ammos. IIkana
COOTBETCTBHS KOJIHYECTBA
HaOpaHHBIX 0aJUIOB OLICHKE 110
nucbMEeHHOMY TepeBofy: 100-
86 0aAIIOB - «OTIUYHOY», 85-76
0aJIIOB - «XOpOIIo», 75-55
0asIoB -
«YZOBJICTBOPUTEIHHOY,

54 Oana u MeHee -
«(HEYIOBJIETBOPUTEIHHOM.
TTokazarenu nepenayu
OCHOBHOTO COJIEPKaHUS
OLICHUBAIOTC T10 4-0aJUILHOM
[IKae:

S 6aoB (OTJIMYHO),

4 Gaya (XOporo),

3 Oauta
(YZ1OBJIETBOPUTENHHO),

2 Oamna
(HEYZOBJIETBOPHUTEIHHO).
bamibl cyMMupyloTCSl, U
BBIBOIUTCS CpEIHUI Oal.

6.2. MeTtoanueckue MaTepHaJbl, oNpeae/siioNue NPoneAypPbl OLeHNBAHNS 3HAHMI, YMEeHN,
HABBIKOB U (JIH) ONBITA IeSITeIbHOCTH, XapaKTePU3YIOIIUX 3Tanbl (POPMHUPOBAHUS KOMIIeTeHINH B
npoilecce 0CBOEHHUsI OCHOBHOI npodeccuoHanbLHONH 00pa3oBaTeIbHOM

NMPOrpaMMsbl
No ®opma koutpoas/| IIpouenypa oueHMBaHUs IIIxana U KPUTEPUH OLEHKH, 0aJLJI
KOJIBI
OLIEHMBAEMBbIX
KOMIIeTeHIHI
3auyer/ [IpaBUIEHOCTH OTBETOB Ha OreHKa «3a4TEHO)» BBICTABIISIETCA B TPEX
L. YK-3.1; BCE BOIIPOCHI (BEPHOE, CITyJasix:
YK-3.2; 4eTKOe M JOCTaTOYHO 1. [mpaBUIBHOCTH MCTIOJIB30BAHUS SI3bIKOBOTO
YK-3.3 ryOOKoe H3JIOKEHUe nael, [Marepuaia (T.e. COOTBETCTBHE TPaMMaTHYECKHM,

[MOHATUH, (PAKTOB U T.11.);
CoueTaHue MOTHOTHI U
JTAKOHMYHOCTH OTBETA;
Hanuune npakTuyeckux
YMEHHIA 10 TUCIUTLIMHE
(BBITTIOTHEHNE

NIEKCHYECKUM 1 (DOHETHUECKHUM HOpMaM
MHOCTPAHHOTO SI3BbIKA).

2. [moJaHOTA U aZICKBATHOCTh NOHUMAaHUA COACPKaHUA

YCIBIIIAHHOT'O U IIPOYUTAHHOI'O.

3. [KOPPEKTHOCTD U CIIOKHOCTH MUCEMEHHOTO

BbICKa3bIBaHHA C TOYKU 3PpCHUA COACPIKAHUA U

IIPAKTHYECKOI'O 3a/laHuA, YPOBHS SI3BIKOBOU

COOTBETCTBYIOIIETO  JIFOOOA

TeMe U3y4aeMoi




TUCITUTUTHHB );
OpueHTUpOBaHHUE B yUeOHOM,
HAay4YHOH U CIIELUAJIbHON
nureparype; Jloruka u
ApryMEHTHPOBAHHOCTH
3JI0KEHUS;

["pamoTHOE
KOMMEHTHPOBAHHUE,
[IPUBEICHUE IPUMEPOB,
AHAJIOTHH;

KyneTypa oTBeTa.

TPYJIHOCTH, COOTBETCTBUE CTUIIIO U KAHPY
MHCHMEHHOTO BEICKA3LIBAHMS.

«3a4TeHO» BBICTABIIACTCA, KAK MUHUMYM, TIPH
YCBOCHUHU 00YYarOIIUMCSI OCHOBHOT'O
MaTepHaia, B U3JI0)KEHUH KOTOPOTO
TOITYCKAIOTCS OT/ICTbHBIC HETOUHOCTH,
HapyIIeHHe TTOCIIEA0BATEIEHOCTH, OTCYTCTBHE
HEKOTOPBIX CYIIECTBEHHBIX JeTaeil, UMEIOTCS
3aTpYJHEHHS B BHITIOJTHEHUH MPAKTUIECKUX
3aaHuN.

Ol1eHKa «HE 3a4TEHO» BBICTABIISIETCS B TOM
cllydae, KOorja oOyJaroluiicsl He BiIajieeT
3HAYHUTENLHON YacThI0 MaTepHaa, IomycKaeT
[IPUHIATHAIBHBIE OIINOKH, C OOIBITUMHU
3aTpyIHCHHUSMU BBITIONHACT MPAKTUUCCKUEC
pabOThI, €CITH OTBET CBHU/ICTEIBCTBYET 00
OTCYTCTBUM 3HAHUH IO MIPEIMETY,
TEOPETUUECKOE COAEPKaHue yUeOHOH
TUCIMITIMHBI HE OCBOSHO, HEOOXOIUMBbIC
[MPaKTHYECKUE YMEHUS paObOThI HE
chopmupoBansl, 50 u 60s1€€ IPOIICHTOB
y4IeOHBIX 3aJIaHUH, MTPEyCMOTPEHHBIX
[IpOrpaMMoii 00yUEHUs, HE BHITTOJIHEHBI,
cozepkat rpyOblie OMIMOKH, JOTIOTHUTEIIbHAS
caMoCTOsITeNbHAs paboTa HaJl MaTepUATIOM
MVCITUTLTUHBI HE MPOBEJICHA, THO0 Ka4eCTBO
BBIMOJIHCHUST HU3KOE, OOJIBIIOE YUCIIO 3aHATHH
(50 % u Gonee) mpomyIieHo 6€3 yBaKUTEIbHOU
[MPUYUHBI U 0e3 Toceayronel oTpaboTKH.

Ox3amen / YK-5.1;
YK-5.2;

YK-5.3

YK-5.4

VK-5.5

JK3aMeH COCTOMT U3 JBYX
JacTeil: IepBast 4acThb
[IPEIO0JIaracT UTOrOBYO
[MMCbMEHHYIO KOHTPOJIBbHYIO
paboTy 1O JEKCHUKO-
TPaMMaTHICCKOMY MaTepHay|
Kypca WHOCTPAHHOTO SI3bIKA U
[IpeBapseT yCTHYIO 9acTh.

1. Yrenne, MUCEMEHHBIN
[IEPEBOJ CO CIOBAPEM
podecCHOHANBHO -
OpPUCHTUPOBAHHOTO TEKCTA
oobemoM 1500-2000
[I€YATHBIX 3HAKOB,
00CYKIIEHHE €TO COJIePIKAHUSI
Ha aHTJIMHACKOM SI3BIKE.

2. O3HaKOMHTEIIBHOE
YTECHHE 1 KOMMCHTHPOBAHHUE
IeJI0BOTO MHChMa Ha
AHTJIMHACKOM SI3BIKE.

3. VcTHOE M310KEHHE
OJTHOW W3 N3YYCHHBIX B

OreHKa «OTIMYHOY - 03HAKOMUTEIBHOE UTEHHUE
co ckopocThio 150 ciioB B MUHYTY (QHTJIUHCKUI
s13b1K). KoTMaecTBO HE3HAKOMBIX JUTS
00yJaromIerocs CIioB He mpeBbImaet 2-3 % mo
OTHOIIIEHUIO K O0IIEeMy KOJHYECTBY CIIOB.
[IpaBUILHBIN THCEMEHHBIH TIepeBO] parMeHTa
Tekcta 00peMoM 400-500 1med. 3H. co ciroBapeM
[pu movicke (pparmMeHTa ux oo0Iero ooremMa
tekctoB 8000-9000 neu. 3H. (Bpemst 45 MUHYT).
becena c mpenonasaTeseM Mo TeMe
CIEeLUATFHOCTH 0€3 rpaMMAaTHYECKUX OMINOOK.
O1eHKa «XOPOILO» - 03HAKOMHTEIILHOE YTEHHE
co ckopocThio 130 ciioB B MUHYTY (aHTTIUHCKUI
s13b1K), 100 citoB B MUHYTY ((paHIly3cKuii 1
HEMETIKHH sI36IKK ). KOTM4IecTBO HE3HAKOMBIX
st 00yJaromerocs CJI0B He MpeBhImaeT 5 % 1o
OTHOIIIEHUIO K O0IIEeMy KOJHYECTBY CIIOB.
I[ricbMEHHBIN MePEeBO/JT C HEKOTOPHIMU
HETOYHOCTSIMU TekcTa o0bemoM 400 med. 3H. co
CJIOBapeM IpU TIOUCKe (hparMeHTa ux 00Iero
o0bema TekctoB 8000 med. 3H. (Bpems 45
MuHYT). becena ¢ mpenonaBaTeneM o Teme
CHELUATEHOCTH C HEKOTOPBIMU
rpaMMaTHYECKUMH OLTHOKAMH.




TEUCHHUE Kypca TEM.
OueHuBarTCS:

- CTENEHb PaCKPBITHS
CoJIep)KaHMsI MaTeprana;

- HM3JI0KEHHE MaTepHaja
(TpaMOTHOCTB pe4H, TOUHOCTh
MCTIOJIb30BaHMS
TEPMUHOJIOTUU U CUMBOJIUKH,
noruueckas
[10CJIEI0BATENBHOCTD
M3JI0KCHUS MaTepraa;

- 3HaHWE TEOpUU
3y4YEHHBIX BOIIPOCOB,
c(hOpMHPOBAHHOCTH H
YCTOWYMBOCTh UCHOJIb3YEMBIX
[IpU OTBETE YMEHUHI U
HaBBIKOB,

- aJeKBaTHOCTH IIepeBo/a.

OrneHka «yIOBIETBOPUTEIHLHOY -
03HAKOMUTEIHHOE YTEHHE CO CKOpocThio 100
CJIOB B MUHYTY (aHTTMUCKHH 53bIK), 80 CIIOB B
MUHYTY ((ppaHIly3CcKHii 1 HEMEIIKHI SI3bIKH).
KosmiecTBO HE3HAKOMBIX JIJISI 00yYaIOIIerocst
ciioB He mpeBsimaeT 10 % 1Mo OTHOLIEHHIO K
0011eMy KOJTHIECTBY cJI0B. [IMCHbMEHHBIN
[I€pEeBO/]] C HAIMYUEM HETOYHOCTEH 1 OMMO0K
TekcTa 00beMoM 400 1med. 3H. CO CIOBapeM IpH
rmoricke (pparmMeHTa ux o0Iero oobeMa TeKCTOB
8000 meu. 31. (Bpems 60 munyT). becena ¢
[IPETOAABATEIEM IO TEME CIIELUAIIEHOCTU CO
MHOTHMHU TPaMMaTHIECKUMH OIINOKaMU.
OreHKa «HEYJOBJIETBOPUTEIBHOY -
03HAKOMUTEIHHOE YTECHUE CO CKOPOCTHIO 80
CJIOB B MUHYTY (aHTIMHCKHH 53bIK), MeHee 50
CJIOB B MUHYTY ((paHIly3CKUIl 1 HEMETKHIi
s13bIKH). KonuecTBO HE3HAKOMBIX [UIs
oOyuatorerocs cioB mpebimaet 20 % mo
OTHOLICHUIO K 00IIeMy KOJIMYECTBY CJIOB.
[lcbMeHHBII TepeBOl ¢ MHOTOYHCICHHBIMH
omuOKaMu U He 3aBepiieH 3a 60 muHyT. becena
C TMpernojaBaTeseM 10 TEME CIENHaIbHOCTH He
COCTOMTCH.

6.3. Tumnosble KOHTPOJBbHBIC 3aJaHUA W/ HHbBIEC MaTepUaibl, HeOﬁXO)II/IMBIe AJIsT TIpoueaypbl
OLlcHUBAHUS 3HAHMII, yMeHMIi, HABBIKOB W (MJIM) ONBITA eSITeIbHOCTH, XapaKTePU3yIOIIMX 3TANbI
(opMupoOBaHUsI KOMIIETEHIHI B IIpo1ecce OCBOEHUsI OCHOBHOI mMpodeccuoHaIbLHOI
o0pa3oBaTeJIbHOW MPOrpaMMBbI

a) Annaandlam
b) Annaand | are
¢) Annaand |

d) Annaand | be

Those people

a)
b)
c)
d)

«

good friends.

American.

?» «No, she's out. »

a)
b)
c)
d)

«What colour

a) your caris
b) your car

Is at home your mother
Does your mother at home
Is your mother at home
Are your mother at home

?» «Red.”

TunoBble 3a0aHus IS MPOBeAEHUS TEKYIIEro KOHTPOJISI 00y4alomuXCs

6.3.1.1. TunoBble BAPUAHTHI TECTOBBIX 3aJaHUI
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¢) Isyour car
d) has your car
Look, there is Sarah. a brown coat.

a) She wearing

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

You can turn off the television. it.

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

« today?» «No, he's at home.»

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

8. We away at weekends.

10.

11.

12.

13.

a) Qo often

b) often go

c) often going

d) are often go

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

b) Areyou

¢) Does you

d) You

| don't understand this sentence. What ?

a) mean this word

b) means this word

¢) does mean this word
d) does this word mean

Please, be quiet.

a) | working.

b) | work.

¢) I'mworking.

d) I'm work.

Tom a shower every morning.
a) has

b) having

¢) is having

d) have

What at weekends?

a) are you usually doing




14.

15.

16.

17.

18.

19.

20.

21.

22.

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

The weather last week.

a) Iis good

b) was good
¢) were good
d) had good

Caroline to the cinema three times last week.
a) go

b) went

c) goes

d) was

I TV yesterday.

a) didn't watch

b) didn't watched

¢) wasn't watch

d) didn't watching

What at 11.30 yeasterday?

a) was you doing
b) were you doing
¢) Yyou were doing
d) were you do

Jack was reading a book when his phone

a) ringing

b) ring

c) rang

d) was ringing

«Where is Rebecca?» « to bed.»
a) She is gone

b) She has gone

¢) She goes

d) She have gone

«Are Laura and Paul here?» « No, they >

a) don't arrive yet

b) have already arrived

¢) haven't already arrived
d) haven't arrived yet

«How long married?» «Since 2007.»

a) Yyou are

b) you have been
¢) hasyou been
d) have you been

Andrew tennis tomorrow.

\S)



a) Is playing
b) play
c) plays
d) is play
23. «What time is the concert tonight?» «It at 7.30.»

a) Is start
b) is starting
¢) is going to start
d) starts
24. | think Kelly the exam.

a) passes
b) will pass
c) will be pass
d) is going to pass
25. It's a nice day. for a walk?

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

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

a) can't come

b) can'tto come

¢) can't coming

d) couldn't come
27. It's a good film. go and see it.
You

a) should to

b) heed

c) oughtto

d) should

28. Excuse me,

a) has there
b) is there
c) thereis
d) isit
29. a lot of accidents on this road. It's very dangerous.
a) It has
b) There have
c) Thereis
d) There are

30. | don't want this book. You can have
a) it
b) them
¢) her
d) him

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

a hotel near here?

w



32.

33.

34.

35.

a) her
b) they
c) them
d) him
Have you seen ?

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

I'm going to buy
a) hat and umbrella
b) ahat and a umbrella

¢) a hatand an umbrella
d) an hat and an umbrella

Where can | get about hotels here?

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

We enjoyed our holiday. hotel was nice.
a) Hotel
b) A hotel

¢) An hotel
d) The hotel

6.3.1.2. IIpumepHblie TeMbl J0KJIAJ0B U COOOLIEHU I

N —

N —
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Pazpnea 1. Education policy in Russia and abroad

The Education System in the USA.
The System of Education in Great Britain and Russia: comparative analysis.

My university: entrance requirements, faculty members, leisure time activities.
Pa3nen 2. How management developed

What is management? The history of management.
Modern management theories.

Globalization and Competition Trends in Human Resource Management.
Pa3pnen 3. Business correspondence

Business letters: types of letters.

Peculiarities of business correspondence.
Pasznen 4. Management styles

Four main roles of a manager.

The functions of managers at different levels of management.
Time management: time management skills

Tips for effective use of time.

Pa3nea 5. The Effectiveness of Recruiting

Personnel management: Employee Selection.
Personnel management: Job description.
Planning as one of the major responsibilities of management. The types of plans.



4.  Recommendations for effective planning.
Pa3nea 6. Discriminatory Employment Practices
1. Employee Safety and Health.
2. Insurance Benefits.
Paznen 7. The company’s competitiveness
1. International management: managing large English, Russian and international

companies.
2. Managing the company in a changing external environment.

3. The ways to improve the company's competitiveness.
6.3.1.3. IIpumepHble TEKCTHI AJs NepeBoaa
Tema 2.3 Globalization and Competition Trends in Human Resource Managemen

Current Trends in Human Resource Management

MNABTE | ’ ENSR. The world of work is rapidly changing. As a part of organization,
‘“‘ N : Human Resource Management (HRM) must be prepared to deal

with effects of changing world of work. For the HR people it
means understanding the implications of globalization, work-
force diversity, changing skill requirements, corporate
.\ downsizing, continuous improvement initiatives, re-engineering,
the contingent work force, decentralized work sites and
employee involvement. Let us consider each of them one by

1. Globalization and its implications

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

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

2. Work-force Diversity

In the past HRM was considerably simpler because our work force was strikingly
homogeneous. Today’s work force comprises of people of different gender, age, social class
sexual orientation, values, personality characteristics, ethnicity, religion, education,
language, physical appearance, martial status, lifestyle, beliefs, ideologies and background
characteristics such as geographic origin, tenure with the organization, and economic status
and the list could go on. Diversity is critically linked to the organization’s strategic direction.
Where diversity flourishes, the potential benefits from better creativity and decision making
and greater innovation can be accrued to help increase organization’s competitiveness. One

means of achieving that is through the organization’s benefits package. This includes HRM
3
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offerings that fall under the heading of the family friendly organization. A family friendly
organization is one that has flexible work schedules and provides such employee benefits
such as child care. In addition to the diversity brought by



gender and nationality, HRM must be aware of the age differences that exist in today’s work
force. HRM must train people of different age groups to effectively mange and to deal with
each other and to respect the diversity of views that each offers. In situations like these a
participative approach seems to work better.

3. Changing skill requirements

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

4. Corporate downsizing

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

5. Continuous improvement programs

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

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

6. Re-engineering work processes for improved productivity

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

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

7. Contingent workforce

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

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

8. Decentralized work sites

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

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

9. Employee involvement

For today’s organization’s to be successful there are a number of employee
involvement concepts that appear to be accepted. These are delegation, participative
management, work teams, goal setting, employee training and empowering of employees.
HRM has a significant role to play in employee involvement. What is needed is demonstrated
leadership as well as supportive management. Employees need to be trained and that’s
where human resource management has a significant role to play. Employees expected to
delegate, to have decisions participatively handled, to work in teams, or to set goals cannot
do so unless they know and understand what it is that they are to do. Empowering

employees requires extensive training in all aspects of the job. Workers may need sto
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understand how new job design processes. They may need training in interpersonal skills to
make participative and work teams function properly.

Tema 3.2. Telephoning. CVs and interviews

Demonstrate you meet the criteria

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

Identify the criteria

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

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

Select your examples

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

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

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

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

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

Presenting your examples

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

« Adapted

« Communicated
- Established

+ Managed

« Negotiated

In cover letters, application forms and interviews, using the STAR approach (Situation,

Task, Action, Result) can help give a clear structure for your examples:
«  Situation you were in
« Task you had to do
«  Actions you took, explained clearly and specifically
«  Result - positive outcome and/or what you learned

The actions should be the bulk of your answer (say, 70%) and the rest 10% each, but
it will depend a little on your own example. The amount you write will vary according to any
word limit and the format of the application (e.g. a paragraph in a covering letter versus a
concise bullet point in your CV), but it's a good idea to build up a range of examples of your
achievements which you can then modify for different applications. This process saves you
time in the long run, and helps develop your confidence too! 3
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Have a go

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

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

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

External Communication

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

Advantages of External Communication

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

Internal Communication

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

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

Directions of Communication

In olden days communication was unidirectional. The boss gave the order and the
employees executed it. In fact, uni-directional communication has its origin in the feudal
system. The lord directed the vassal (a slave or bondman) to carry out a job. Business and
industry continued the age old tradition of the feudal system even after the industrial
revolution. But soon areas of conflict got promoted by sectarian interests (of homogenous
groups) within an organization. The barrier between the management and employe3es
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became an iron curtain. It has been discovered that a multidirectional communication system
demolishes the barriers and removes friction. Business depends on such anew
communication paradigm (pattern or model) to ensure the success of business and the
realization of even difficult objectives.

Downward Communication

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

Upward Communication

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

Horizontal / Lateral Communication

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

Diagonal or multi-directional Communication

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

Formal and Informal Channels of Communication

Every business organization adopts some formal channels of communication which
may be upward, downward, or horizontal or all the three. They are usually in the form of
notices, announcements, reports, official or demi-official letters, advertisements, etc. Formal

channels are officially recognised and organised. They make the working of the organisation
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transparent. They motivate the employees. They provide the necessary feedback. But formal
channels operate with some limitations. A continuous maintenance of a formal channel is
time and resource consuming. At ordinary times, they exist for their own sake without any
objective, as a formality and routine. Sometimes, free flow of information gets affected by
personal factors.

Grapevine

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

Types of Grapevine Communication
Types of Grapevine communication

1AL

Single Strand Chain Gossip Chain Probability Chain
Cluster Chain

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

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

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

Advantages of Grapevine Communication

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

Disadvantages of Grapevine Communication

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

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

by Neil Kokemuller

oy

integral to that role.

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

Basics

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

Selection Criteria

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

Costs

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

Legal Concerns

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

Evaluation Steps for Recruitment & Selection
by KJ Henderson

Recruitment and selection is the human resources

function of identifying, attracting, screening and hiring the

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

Job Description

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

Recruitment

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

Screening And Selection

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

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

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

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

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

Motivational Games for Workplaces
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Presentation Skills Presentation

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

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

Conclusion:

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

The Bigger the Brains, the Better
Scrabble

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

Conclusion:

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

Employee of the Month Employee
certificate

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

Conclusion:

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

How Long Can You Go On?
Office game

This may sound silly, but trust me, it is an exciting motivational game to try with
employees. Make two employees come forward to compete with one another, on who can
hold a pencil the longest without dropping it, as it balances between their nostrils and upper
lip. Have them wedge the pencil between this space in a 'smooch' position, while tilting their
heads back.

Others can throw taunts, jokes, sarcasm, and the like, to see who breaks focus first.
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You could ask the two participating employees to walk through a series of barricades and
such, to see who can still manage to keep the pencil in its place. The one who drops the
pencil first, indicates a lack of focus in a stressful situation.
Conclusion:

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

Good Old-Fashioned Scrabble scrabble

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

Conclusion:

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

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

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

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

How To Solve Problems - Techniques of Problem Solving

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

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

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

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

Introduction to Problem Solving Techniques

What is a problem? A problem is a situation that presents difficulty or perplexity.
Problems come in many shapes and sizes. For example, it can be:
Something did not work as it should and you don't know how or why. Something
you need is unavailable, and something must be found to take its place.
Employees are undermining a new program. The market is not buying. What do
you do to survive? Customers are complaining. How do you handle their
complaints?
Where do problems come from? Problems arise from every facet of human and
mechanical functions as well as from nature. Some problems we cause ourselves (e.g.11 a
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hasty choice was made and the wrong person was selected for the job); other problems are
caused by forces beyond our control (e.g., a warehouse is struck by lightning and burns
down).

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

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

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

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

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

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

1. Identifying the Problem

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

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

1. Follow a workable procedure for finding solutions;

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

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

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

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

1. Did something go wrong?

2. Did something breakdown?

3. Were there unexpected results or outcome?

4. Is something that once worked no longer working?

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

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

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

3. Is it something tangible or intangible?

4. lIs it an external or internal problem?

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

1. Is it disrupting operations?

2. Is it hampering sales?

3. Is it causing conflict among people?



Is it an everyday occurrence or is it infrequent?

Is it affecting personnel and their productivity?

Is it common or unusual?

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

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

Fourth, you should narrow down the type of problem:
. Is it basically a problem which occurred in the past and the main concern is to
make certain that it doesn't occur again?

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

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

and taking action before the problem arises?

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

In order to appropriately identify the problem and
its causes, you must do some research. To do this,
simply list all the previous questions in checklist form,
and keeping the checklist handy, go about gathering as
much information as you possibly can. Keep in mind the
relative importance and urgency of the problem, as well
as your own time limitations. Then interview the people
involved with the problem, asking them the questions on
your checklist After you've gathered the information and reviewed it, you will have a pretty
clear understanding of the problem and what the major causes of the problem are. At this
point, you can research the causes further through observation and additional interviewing.
Now, you should summarize the problem as briefly as possible, list all the causes you have
identified, and list all the areas the problem seems to be affecting.

Before proceeding to finding solutions, there is some additional research that could be
done. If possible and if warranted, you might wish to find out:

What has previously been done in regards to this problem?
What have other companies done?

What formal knowledge might you need to acquire.

What has been learned from past experience.

What do experts say about the problem?

Roadblocks to Problem Solving

Many of us serve as our own roadblocks in solving problems. There are a variety of
roadblocks to watch for in order to effectively use the technique of problem solving:
1. Watch out for old habits.

Check your perceptions.

Overcome your fears.

Be careful of assumptions.

Don't be tied to a problem; try to look at it with detachment.
Don't let yourself procrastinate.

Control your inclination for reactive solutions.

Control your inclination for rash solutions.

9. Avoid emotional responses and always attempt to be rational.
10. Be aware that the nature of a problem can change.

11. Do not skip steps in the problem solving process.

At this point, you are ready to check your understanding of the problem. Youye
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identified the problem, broken it all down into all its facets, narrowed it down, done research
on it, and you are avoiding typical roadblocks. On a large pad, write down the problem,
including all of the factors, the areas it affects, and what the effects are. For a better visual
understanding, you may also wish to diagram the problem showing cause and effect.

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

3. How to Find Solutions

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

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

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

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

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

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

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

a. Examine each cause of the problem. Then for each cause, based on your direct
knowledge and experience, list the solutions that logically would seem to solve the 4



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

4. Sorting Out the Best Solution

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

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

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

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

Cost effectiveness;

Time constraints;

Avalilability of manpower, material, etc.;

Your own intuition.

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

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

2. Will the solution achieve the objectives?

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

5. The Plan of Action

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

Who will be involved in the solution;

Who will be affected by the solution;

What course of action will be taken;

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

vendors, etc.;

When will it happen - the time frame;

Where will it happen; How will it happen;

What is needed to make it happen.

Design a plan of action chart including all the details you need to consider to carry it
out and when each phase should happen. Keep in mind, though, that the best plans have
setbacks for any number of reasons - from a key person being out for illness to a suppljler

9



shipping material late. So remember that your dates are only target dates. Solutions and
plans of action must be flexible. Expect some things to be revised.

6. Evaluating the Plan of Action

Before you implement the plan of action, you should analyze it to see if you've
considered as many of the variables as possible. Some questions you might ask yourself
are:

1. Is there adequate staff to carry it out?

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

Will it embarrass anyone - manager, employee, customer, vendor, etc.?
Is the time frame realistic and feasible?

Are there special conditions which may have been overlooked?

Who should be informed?

Who should be involved?

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

9. Is the plan of action cost effective?

10. Does the plan have a public relations component?

7. Obstacles You May Encounter

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

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

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

3. Procrastination;

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

5. Resistance to change - a natural human condition.

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

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

as possible.

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

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

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

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

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

8. Simulating the Solution / Plan of Action

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

1. How they carry out the solution;
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Their reactions to the solution;

Their understanding of the solution;

The effectiveness of the tools they are using in carrying out the solution;
5. Their resistance to change and reverting back to the previous behaviors.
Based on what you observe, you may need to revise some of your plans.

9. Successful Implementation

To assure the successful implementation successful implementation of your solution
and plan of action, remember the following:
Prepare your staff well in advance;
Train your staff well in advance;
Order equipment, material, etc., well in advance;
If necessary, hire new staff and do so well in advance;
Use PR at every meeting and in memos as much as possible;
Evaluate the effects of each phase as it is implemented and make the necessary
adjustments;
7. Attempt to remain flexible and open-minded.

Evaluating the Success of Your Solution

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

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

Bl

IR

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

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

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

Reduce Costs:

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

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

Innovate:

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

Become Environmentally Sustainable:

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

Empower Your Company and Yourself:

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

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

Network:

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

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

6.3.1.3. IIpumepHbIe TeMbI FPYNNOBBIX TUCKYCCHH
Tema 2.4 Management features in different countrie

Cultural Influences on Management Style

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

1. Levels of management. _

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

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

1. Modern management concepts and skills

2. Skills and personal characteristics needed by manager.

3. The portrait of a Russian manager.

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

1. The basic steps in the management planning.

2. Strategic planning process

3. Recommendations for effective planning

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

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

6.3.1.4. IIpumMepHbIii NepevyeHb JEKCHYECKUX eTMHMIL s JeKCHYeCKoro Aukranta Tema

2.3 Globalization and Competition Trends in Human Resource Management.
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. KOHKYPEHLHS
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. 3aTpaThl

. BJIHMSIHUE

. OecnionuHHas Toprosisi Tema

3.2. Telephoning. CVs and interviews
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. KpaTtb BCTpeun C.
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. MoaTBepauTh BCTPeuy

. [MepeHecTu BCTpeuy Ha.

Tema 4.5 Team building: the different roles of team members, team performance
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doopmunpoBaTb 1 COXPaHATb 3IPAEKTUBHYHO KOMaHAY

He nmeTb ycnexa

obecneunBatb (rapaHTMpPOBaTb)

[eNnTb OTBETCTBEHHOCTb

OMbITHbIN

cnaboe 3BeHO

NpeBbIWaTb YCTAHOB/EHHbIA IMMUT BPEMEHN

BHOCUTb Ae3opraHusaunio (nogpbiBartb AUCLUMINHY)
6paTbCA 3a yperynmposaHvue 4nTeNbHbIX pasHoriacuii
nooLwpATL ANCKyCCUn (Cropbl)

Tema 5.2 Staff training. Employee motivation.

6.3.2.
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dopme 3ayeTta B 1 1 2 cemecTpax 1 3k3aMmeHa B 3 ceMecTpe.
6.3.2.1. TunoBbIe TeCTOBLIE 3aJaHUS

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

a) don't arrive yet

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

d) haven't already arrived

2. We a holiday last year. (21)

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

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

a) you were
b) were you
c) Yyou have been
d) have you been

4. «Where born?» «In Cairo.» (22)

a) were you

b) you are

c) areyou

d) was you

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

b) Is repairing

c) have been repaired
d) repairs

6. I can't find my keys. | think . (23)

a) they are stolen
b) they've been stolen
¢) they've stolen
d) they're being stolen

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

a) Mmust

b) mustn't

c) don'tneed

d) don'tneed to

8. What time go to the dentist tomorrow? (34)
a) you must
b) you have to

¢) do you have to
d) have you to

9. Tracey and Jack . (78, 79)

a) have no children

b) don't have no children

c) doesn't have any children
d) have any children

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




No-one
Any
None

children like playing. (82)

Most

The most
Most of
The most of

| like those pictures. (83)

both
both of
either
either of

| haven't read these books. (83)

neither
neither of
either
either of

Have you got friends? (84)
lot of
much
many
a lot
We like films so we go to the cinema . (84)
a lot of
much
many
alot
There were people in the theatre. It was nearly empty. (85)

a little
few
little
a few of
«Where is Emma?» «She » (96)

isn't here yet
isn't here already
isn't here still

| locked the door and | gave . (97)

Sarah the keys
to Sarah the keys

the keys Sarah

| can't talk to you. I'll talk to you later when more time. (99)

I'll have

| had

| have

I'm going to have

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

If I'm
If I'll be
When | am



d)

21.

a)
b)
c)
d)

22.

a)
b)
c)
d)

23.

a)
b)
c)
d)

24.

a)
b)
c)
d)

25.

a)
b)
c)
d)

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

know
would know
have known
knew

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

| buy

I'd buy

I'll buy

I'd bought

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

who
which
it
what
Did you find the book ? (102)

who you wanted
that you wanted
what you wanted
you wanted it

| met can speak six languages. (102)
a woman who
a woman which

a woman
a woman she

6.3.2.2. TumnoBble BONPOCHI K 3a4YeTy
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10.
11.
12.
13.
14.

6.
1
2
3
4.
5.
6
7
8
9

Higher education in Russia
My university: entrance requirements, faculty members, leisure time activities.
System of education in Great Britain and the USA
What is management?
The history of management.
Modern management theories.
Globalization and Competition Trends in Human
Resource Management
Business letters: types of letters. Peculiarities of business correspondence.
Telephoning.
CVs and interviews
Four main roles of a manager.
The functions of managers at different levels of management.
A modern manager: personal characteristics, skills and abilities required for effective
management.

3.2.3. Tumnosble BONPOCHI K IK3AMEHY

Management styles.

Management features in different countries.

The portrait of a Russian manager.

Team building: the different roles of team members, team performance.
Time management: time management skills, tips for effective use of time.
The Effectiveness of Recruiting

Personnel management: Employee Selection.

Job description.

The types of business communications inside the organization
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10.  Staff training

11. Employee motivation.

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

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

14.  Discriminatory Employment Practices.

15. Employee Safety and Health.

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

17. Insurance Benefis.

18. International management: managing large English Russian and international

companies.

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

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

6.3.2.4. IIpumepHbIe TEKCTHI AJsI EpPeBOIAa U NepecKasa
Benefits of Workplace Mediation for Your Business

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

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

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

What is Commercial Mediation?

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

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

The Benefits

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

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

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

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

The third and most appealing benefit for many people is the speed with which a
mediation process may be completed. Legal matters tend to drag on, as neither party?is
willing to submit or compromise but within mediation, a fast and beneficial solution may be



made quickly allowing both parties to move on quickly with their business with nobody left
feeling victimised.

Before During and After Meetings
by Sunanda K. Chavan

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

main objective for conducting a meeting.
What things have to be done before the meetings?

First of all fix a purpose of the meeting

Fix an agenda for the meeting.

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

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

The arrangement should be such that members in the meeting are able to see each

other face hence it can be semi circle or circular arrangement.
What at the time of meeting?

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

Start on time. End on time.

Stick to the agenda.

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

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

Write up and distribute minutes within 3
or
4 days.

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

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

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

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

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

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

1. What Is Your Experience Developing Ecommerce Websites?

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

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

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

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

services. ;
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3. Do You Provide Custom Development Services?

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

4. Do You Implement SEO Capabilities?

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

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

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

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

Factors Considered in Assessing Credit Default Risk

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

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

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

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



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

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

Securitization

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

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

Credit Derivatives

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

Credit derivatives include credit default swaps, asset swaps, total return swaps, credit
linked notes, credit spread options, and credit spread forwards. In addition, there are index-
type or basket credit products that are sponsored by banks that link the payoff to the investor
to a portfolio of credits. Credit derivatives are over-the-counter instruments and are therefore
not traded on an organized exchange. Hence, credit derivatives expose an investor 6to
counterparty risk, and this has been the major concern in recent years in view of the credit
problems of large banks and dealer firms who are the counterparties.



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

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

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

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

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

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

1. A stock market bubble

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

2. Banking in China

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

3. Energy crisis

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

4. Another real estate bubble

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

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

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

6. War & conflict

Almost everywhere, except in parts of Europe and the US, there is increasing
geopolitical tension, said Bris. Events like the current crisis in Crimea, could trigger a market



crash, even if there is no war.
7. Increasing poverty

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

8. Cash and hyperinflation

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

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

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

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

By Richard Goold, Executive Director at Moorhouse

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

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

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

Traditional banks must compete with supermarkets and challenger banks to offer a
more flexible service that will appeal to customers. This is typified by the seven day service
now offered by banks that allows customers to switch their current accounts from ohe



provider to another more quickly and easily. The government is even considering mandating
that banks must allow their customers to be able to switch their current accounts
immediately. As the emphasis on choice has risen, the power in the relationship has shifted
from banks to their customers.

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

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

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

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

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

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

Challenger banks are currently the furthest ahead in the sector as they embrace
innovation and build a strategy around their customers’ needs. Challenger banks have an
advantage as they build their companies from new without being constrained by legacy or
technology infrastructure. Unless traditional FS organisations seek to make the necessary



changes to their strategy, they may find themselves lagging even further behind. Innovation
and transformation in their businesses is going to be crucial to remaining competitive and to
ensure that they take advantage of growth.

6.4. MeToauyeckue MaTepuaJibl, ONpee/siloLIKe Npoue1ypbl OLeHUBAHUS 3HAHUI, yMeHMI,
HABBIKOB U (MJ1H) ONBITA IeSATEJIbHOCTH, XaPAKTEPU3YIOIINX 3TANIbI (POPMHPOBAHUS
KOMIIeTeHIU

C uenbto onpeaeneHns ypoBHS OBMAAEHUS KOMMETEHUMAMMW, 3aKpensieHHbIMU 3a
ONCUMNMIMHOW, B  3adaHHble npenogaBaTenieM CPOKM  NPOBOAUTCA  TEKYLWUA 1
NMPOMEXYTOUHbI KOHTPO/Ib 3HAHWUA, YMEHWI N HaBbIKOB KakA4oro oby4yatoulerocs. Bce Buabl
TEeKYLLero KOHTPO/S OCYLWECTB/SAKTCS Ha MpakTU4ecknx 3aHaTuax. [MMpu  oueHMBaHUn
KOMMNeTeHUMI A  MpUHMMaeTCcsl BO  BHMMaHWe opmmpoBaHue  npodheccrmoHasibHOro
MWPOBO33PEHNS, OMNPEAENEeHHOr0 YPOBHSA BK/IOYEHHOCTM B 3aHATUA, pedi/IeKCUBHblE
HaBbIKW1, BNaAeHne n3yvyaemMbiM maTepuasiom.

Mpoueaypa OLEHMBAHUSA KOMMETEHUMA O0Oy4alLIMXCS OCHOBAHA Ha cneayloumx
cTaHgapTax:

1. MepnognyHOCTb NPOBEAEHNSA OLLEHKMN.

2. MHOroctyneH4yaToCTb: OLEeHKa (Kak npenogasartesiem, Tak 1 oby4varowmmMmmncs rpynnbl)
N caMooLieHKa 0byyvaroLLerocs, ooCcyxaeHne pesynbTatoB U KOMNIEKC Mep No YCTPaHEHUIO
Hea0CTaTKOB.

3. EAMHCTBO MCMNONb3yeMOW TEXHOMOMMU AN BCEX 00y4yalwmxcs, BbINOSHEHNE
YC/OBWUIA CONOCTAaBUMOCTY Pe3ybTaToB OLEHNBaHMS.

4. CobnogeHne nocneaoBaTeibHOCTU NMPOBEAEHUS OLEHKMN.

Tekymas arrecTanus odyuaomuxcs. 1ekyllas aTTecTayns o6yyaroLmnxcs no gucumnimHe
«/IHOCTpaHHbIi A3bIK» NPOBOANTCA B COOTBETCTBMM C JIOKA/IbHbIMW HOPMATUBHbLIMI aKTaMu
BNYB n siBnsieTcs o06s3aTeNbHON.

Tekyllass atrectaumsi no y4dyebHOl aAucuunavHe npoBoaMTCcs B hopme onpoca U
KOHTPOJIbHbIX MEPONPUATUIA MO  OLEHUBAHUID (PaKTUUYECKMX pe3yNbTatoB 00y4YeHus
06yyaroLNXCH U OCYLLECTBNSAETCA npenogasaTesnieM AUCUMUNIINHDI.

O6bekTamun oueHNBaHWS BbICTyNatoT:

1. yyebHas aucumniivHa  (aKTMBHOCTb  Ha  3aHATUSAX, CBOEBPEMEHHOCTb
BbINO/IHEHUSA pPa3/IMyHbIX BMAOB 3adaHuii, NOCeWaemMoCcTb BCEX BWAOB 3aHATUN MO
aTTecTyemMon ANUCUMNInHe);

2. CTeneHb YCBOEHMUS TEOPETUYECKNX 3HAHUI B KAYeCTBE «K/oYel aHanm3a;

3. YPOBEHb OB/lafEHNS NPaKTUYECKUMN YMEHMAMU U HaBblkaMn MO BCEM BMAaM
y4yebHOIN paboThl;

4. pes3ynbTaTbl CAMOCTOATENbHON paboThl.

AKTUBHOCTb 00y4aloLEerocs Ha 3aHATUSAX OLEeHMBAETCA Ha OCHOBE BbIMOMIHEHHbLIX UM
paboT 1 3a4aHnii, NpeayCMOTPEHHbIX AAaHHON paboyeii nporpamMmmMon AUCUUNANHLI.

Kpome TOro, oueHmBaHve oby4arouwerocs nNPOBOAUTCA Ha TeKylleM KOHTpose Mo
ancumnnvHe.  OueHMBaHMe  O0Oy4vatolerocd Ha KOHTPOSIbHOW  Hepgene  MNpoBOAMTCS
npenogaBsaTesieM He3aBUCMMO OT Haauums WM - OoTCyTCcTBMS  obydatowerocsa  (No
YBXKUTENBbHOM WX HEYBaXUTE/TbHON NPUYMHE) Ha 3aHATUN.

OueHrBaHne 06y4aroLerocs HOCUT KOMMIEKCHbIV XapakTep U yYnMTbiBaeT AOCTMKEHUS
obyyaroweroc rno OCHOBHbIM KOMMOHEHTaM y4yebHOro npouecca 3a Tekywui nepuopg c
BbICTaB/IEHMEM OLEHOK B BE4OMOCTH.

Ipome:xxyTounas arrecTanus odyqarouuxcs. [I[pomMexyrodnas arrectanus 00ydaronIuxcs
no y4yebHOW AuCUMNAMHE NPOBOAUTCA B COOTBETCTBUM C NOK&/IbHbIMA HOPMATUBHbLIMA
akTamn BUYB n aBnsaeTcsa ob6s13aTtenibHOMN.

MpomexyToyHasa atTectauns No y4ebHon AncumnanHe NpoBOAUTCSA B COOTBETCTBMM C
y4ebHbIM NaHoM Ha 1 Kypce B 1 1 2 cemecTpax B hopme 3a4yeta n B 3 cemectpe B hopme
9K3aMeHa [A/11 OYHOW, OYHO-3a04YHON K 3a04yHOK (hopm O6yYeHus B nepuon 3ayeTHOo-
9K3aMeHaLMOHHOI ceccum B COOTBETCTBMM C rpactomkomM NPoBeAEHNS.

O6yuvatoLmecs [0MycKalTca K 3a4yeTy M 3K3aMeHy No AUCUUM/IMHE MpU YC/IoByU
BbINO/IHEHMA MM Yy4yebHOro nnaHa Mo AUCUMNAWHE: BbINOHEHUS BCEX 3afaHWui 6 U



MeponpuATUIA, NPeAyCMOTPEHHbLIX NPOrpaMMOoN ANCLUUM/IHBI.

OueHka 3HaHWin 0byyvatoLLLerocs Ha 3ayeTe N 3K3ameHe onpegenseTcs ero ydyeoHbIMn
OOCTWKEHUAMN B CEMECTPOBbLIA Nepuod U pesynbTataMy TeKywero KOHTPOAS 3HaHUn n
BbINOSIHEHNEM MM 3a4aHuM.

3HaHNSA yMeHWs1, HaBblK/ 0Oy4aloLLerocs Ha 3a4yeTe OLEHMBAKOTCH Kak: «3a4TeHO», «He
3a4TeHO».

3HaHMA YMEHWS, HaBblkM 00yYaloLErocs Ha ak3aMeHe OLEeHUBAKTCA Mo NATUOa/IbHOWN
LIKase: «OT/IMYHO» - 5; «XOPOLLO» - 4; «yA0BNETBOPUTENBbHO» - 3; «HEYA0B/IETBOPUTENbHO»
- 2.

OcHOBOV A1 onpefeneHnss OUEHKU CNYXUT YPOBEHb YCBOEHMS OOy4aroymMmncs
Marepuana, npelycMoTPEHHOro AaHHON paboyei nporpamMmmon.

CTyaeHTy, MNONyuYMBLUEMY OLEHKY «HEy/[0B/EeTBOPUTENbHO» MNpeaocTaBnsieTcs
BO3MOXHOCTb JIMKBUAMPOBATbL 3a40/DKEHHOCTb MO U3y4YaeMOoMy Kypcy B AHWU nepecgayvn nam
no MHAVBMAYaNIbHOMY rpadrky, YTBEPXAEHHOMY AekaHOM hakynbTeTa.

7. IlepeyeHb OCHOBHOH W JOMOJHHUTEJIbHOW Y4eOHOUH JUTEpPATypbl, HEOOXOAMMOH [JIsi OCBOEHUS
AUCHHUTIIMHBI

a) OCHOBHAs yueOHas JUTEpaTypa:

1.  Ky3sbmeHkoBa, HO. B. AHrMncknin a3bik (A2—B2) : y4eOHUK 1 NpakTUKym Ans By3oB /
HO. B. Ky3bmeHkoBa. — MockBa : M3gatensctso HOpaiT, 2025. — 412 c. — (Bbicliee
obpasoBaHue). —  ISBN 978-5-534-15064-3. —  TeKkCT : 3MEeKTPOHHbIA [/
O6pa3soBaTte/ibHas nnatgopma KOpant [canT]. —
URL: https://urait.ru/bcode/559851 (nata obpatleHus: 12.05.2025).

2. KoctepuHa HO.E. lenoBoi aHrnninckmii aA3bik = Business English : yue6Hoe nocobue /
KoctepuHa O.E., Tacnua M.B., BasurnHa C.HO.. — Omck : OMCKMI1 rocyfapCTBEHHbIN
TexHuyeckuin yHusepcuteT, 2020. — 96 c¢. — ISBN 978-5-8149-2981-5. — TekcT :
3NeKTPOoHHbIN // IPR SMART : [caiT]. — URL:_https://www.iprbookshop.ru/115417.html
. — Pexwvm pgoctyna: ans aBTopusnp. nosib3oBartesnen.

3. KapakuueBa B.J1. lar k ycnexy B 6usHece. KopnopaTuBHas Ky/nbTypa. Stepping-stone
to Success in Business. Corporate Culture : yye6Hoe nocobue / Kapakumesa B.J1.. —
HoBocunbumpck : HoBOCMOBUPCKMIA ToCyfapCTBEHHbIA TEXHMYECKMIA YHuBepcuTeT, 2019.
— 74 c. — ISBN 978-5-7782-3751-3. — TeKCT : aNeKTPOHHbIN // IPR SMART : [canT].
— URL: https://www.iprbookshop.ru/99244.html . — Pexum goctyna: ans astopusunp.
nosib3oBaTene.

4.  AnakmHa H.B. AHIMMUACKUIA A3bIK - ON1S MEXKY/NbTYPHOTO 00LEeHUA: OCOOGEHHOCTU
A3bIKOBOMN Ky/1bTYpbl M HALUMOH&/IbHOrO CBOE0OPa3nsa aHr10roBopaLmx ctpad = English
- for intercultural communication: features of language culture and national identity of
English-speaking countries : yuebHoe nocobue (A1-A2) / AnakmHa H.B., MapyksaH XX.A.,
ComoBa W.FO.. — MockBa : YHMBEPCUTET MUPOBbLIX UMBUAU3AUUA  UMEHU
B.B.KupuHosckoro, 2022. — 146 c. — ISBN 978-5-907445-94-9. — TekcT :
3NEKTPOHHbINA // IPR SMART : [caitT]. — URL:_https://www.iprbookshop.ru/126931 .html
. — Pexvm pgoctyna: ans aBTopusnp. nosib3oBartesnei.

0) HAomoJIHHMTe/bHasl ydeOHasl INTepaTypa:

1. AndepoBa T.A. CamocTosiTe/IbHO FOTOBMMCSI K TECTY MO rpaMMaTuKe aHr/Minckoro

A3blka : ydyebHoe nocobue / AndepoBa T.A.. — HoBocubupck : Cubupckmin
rocyapCTBEHHbI YHUBEPCUTET TENEKOMMYHMKaUMA 1N nHpopmatmkm, 2018. — 181 c.
— TekcT : 9nekTtpoHHbt //  IPR  SMART : [canT]. —  URL:
https://www.iprbookshop.ru/84085.ntml . — Pexum pgoctyna: Ana aBToOpuU3Mp.
nosb3oBaTenei.

2. Wsmannosa M.A. [lenoBoe o6uweHue : ydyebHoe nocobue / WM3mainnosa M.A.. —
Mocksa :
Hawkos n K, 2021. — 252 ¢. — ISBN 978-5-394-04151-8. — TeKCT : 3/1EKTPOHHbIN //
IPR SMART : [canT]. — URL:_https://www.iprbookshop.ru/107778.html . — Pexum

o 6
AOocCTyna: Aanda aBTopu3np. Nosib3oBaTesient.
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3. MVHOCTpaHHbIn A3blK NPOdIECCUOHA/IbHOTO 00WEeHUs (aHrNACKNIA A3bIK) : y4yebHoe
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noco6ue / N.b6. Kowesaposa [ Ap.].. — BOpPOHEX : BOPOHEXCKMIA rOCYAapPCTBEHHbIN
YHUBEPCUTET UHXEHEePHbIX TexHonoruni, 2018. — 140 c. — ISBN 978-5-00032-323-6.

— TekcT : 9nekTpoHHbii /[ IPR  SMART : [cant]. —  URL:
https://www.iprbookshop.ru/76428.ntml . — Pexum pgocTtyna: [Ans asTopusup.
nosib3oBaTeneil.

4. Kupunnosa W.K. Mpammatvka aHrnimiickoro ssbika. COOPHUK YyNpadKHEeHUR : yyebHO-
npaktnyeckoe nocobue / Knpunnosa W.K., beccoHosa E.B., MNMpocaHoBckad O.A.. —
MockBa : MOCKOBCKWIA rocyapCTBEHHbIN CTPOUTEsbHbIA yHMBepcuTeT, A Mu 3p
Megna, 9BC ACB, 2016. — 147 c. — ISBN 978-5-7264-1295-5. — TekcT :
3NEeKTPOHHbIN // IPR SMART : [caitT]. — URL:_https://www.iprbookshop.ru/48039.html
. — Pexum goctyna: ansa asTopusnp. nosib3oBartesnei.

5. JloktiowwmHa E.A. Introduction into Business / JlokTiowmnHa E.A.. — CapaTtos : By3osckoe
obpasoBaHue, 2016. — 166 c. — TeKCT : 9NeKTPOoHHbIN // IPR SMART : [caiiT]. —
URL: https://www.iprbookshop.ru/38927.html (paTa o6paweHusa: 18.07.2023). —
Pexum goctyna: Ans aBTopusnp. nonb3oBartesiei.

6. Mepkynosa H.B. AHrnuiickuin a3bik B cpepe ynpassieHns / English for Management :

yuyebHoe nocobue / Mepkynosa H.B.. — BopoHex : BOpOHEXCKWIA rocyfapCTBEHHbIN
apXUTEKTYpHO-CTpouTesnbHbl yHUBepcuteT, 96C ACB, 2016. — 124 c. — ISBN 978-
589040-582-1. — TekcT : 3nekTpoHHbIi // IPR SMART : [caiT]. — URL:
https://www.iprbookshop.ru/59141.html . — Pexum pgoctyna: Ana asBTOpPU3MP.
nosb3oBaTenei.

7.  MycaeB P.A. [enoBOW aHrUACKWIA A3blK FOCYJAPCTBEHHOTO U MYHULMNANIbHOIO
cnyxatiero :
yuyebHoe nocobue / MycaeB P.A., MyptasmHa 3.M.. — KazaHb : KasaHcKui
HaUMOHasIbHbIA UccneaoBaTesibCKMUii TEXHOMOrMYecknii yHnsepeutet, 2016. — 207 c.
— ISBN 978-5-78821921-9. — TekcT : anekTpoHHbI // IPR SMART : [cailT]. —
URL:
https://www.iprbookshop.ru/61841.html . — Pexum pgocTtyna: [Ans asTopuUsup.
nosb3oBaTeneil.

8. MeToanyeckne YKa3aHUs AJI5 00y4AIONIUXCS 0 OCBOCHHIO TUCIHUILINHDI

Buj nesiTe IbHOCTH Metoauyeckne YKa3aHUs 10 OPraHU3alMU JeATeJbHOCTH CTYAeHTAa
[pakTnyeckme MpopaboTka paboyeii nporpammsl, yaenss ocoboe BHMMaHME Lensm
3aHATUA N 3agadvam, CTPYKType U CoAepXXaHuio ANCUMnnHel. MNMpu nogrotoske

K paboTe ¢ TEKCTOM NpoumnTaTb TEKCT BC/IYX U NEPEBECTU, NOJIb3YSACH
cnosapeM; 6bITb rOTOBbIM NOHMMAaTb 60/1bLUME C/OXHbIE B A3bIKOBOM
OTHOLUEHUMW XY[0XECTBEHHbIE, NPOJIECCMOHA/IBHO OPUEHTUPOBAHHbIE
TEKCTbl, CTaTbM U COOOLLEHNSA MO COBPEMEHHON NpobieMaTuke npu
Heo6X0AMMOCTHM NOJMb3YSACh C/I0BAPeEM. BbITb FOTOBbIM MOHUMATb
pasBepHyTble CO0bLLEHNSA NpenoaaBaTens, CBA3aHHble ¢ ObITOBOA,
y4yebHOoi, a Takke NpodeccmoHasIbHO-OPUEHTUPOBAHHOWN TEMATUKOMN.
Ecnv 3agaHvem 6blna noArotoBka Aoknaja, guanora, gUCKyccuu,
Heo6xo4MMO 3aNOMHUTb TEKCT CBOEr0 BbICTYMN/IEHUSA, C TeM YTOObI He

IHaBKnAyanbHbIE [3HAKOMCTBO C OCHOBHOW W [OMNO/HUTELHOW NUTEPaTYPOI, BK/IHOYas
3afaHus cnpaBoYHble N3daHus, 3apybexHble NCTOUYHMKN, KOHCNEKT OCHOBHbIX
NMOIOXKEHWIA, TEPMUHOB, CBEAEHWNIA, TPEBYIOLWMXCA 418 3anOMUHAHNS
N ABMAIOLWMNXCHA OCHOBONOararowmnmm B atoii Teme. CoctaBneHune
aHHOTaUMIA K MPOYUTaHHbIM INTEPATYPHbLIM UCTOYHMKAM U Ap.
NepeBoA TekCcTa  [Mpu NnepeBOAE PEKOMEHAYETCA cneaytolias nocne0BaTe/lbHOCTb
paboTbl HaZ TEKCTOM:

1. O6patnTe ocoboe BHUMaHWe Ha 3aro/I0BOK TekcTa. [NpounTtalite
BECb TEKCT A0 KOHLa U nocTapanTech NOHATL ero obliee
cofepxaHue.

2. MpuctynuTe K nepeBoAy npeaoxeHuid. Mpountaiite npeanoxeHume
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pa3bepute ero Ha oTAesbHble NPeasIoKeHUs (C/TIOXKHONOAYNHEHHOE -
Ha rn1iaBHOe 1 NpUAaTo4yHOe, C/IOKHOCOUYMHEHHOE - Ha NPOCThIe).
Haigute 060poThl C HENMUYHBIMU (hopMamMu rnarona.

3. B npocTtom npepsioxeHnn HainguTe cHavana ckasyemoe (rpynny
CKa3yemoro) no IM4Hoi oopme rnarosna, No ckazyeMomy
onpefenuTe noanexatyee (rpynny noAsexallero) 1 AonosiHeHne
(rpynny AONONHEHUS).

4. Onnpasicb Ha 3HaKOMble CnoBa, NMPUCTYNUTE K NepeBoy B TakOM
nopsAke: rpynna noj- fexatiero, rpynna ckasyemoro, rpynna
[10M0/IHEHWSA, 06CTOATE NIbCTBA.

5. BblgenuTe He3HaKoMble C/10Ba M OnNpefesnivTe, Kakon YacTbio peyn
OHM ABNA0TCA. Obpallarite BHUMaHue Ha cydpdmKebl u npedurkesbl
3TUX CNOB. /1A onpefesieHns UX 3Ha4YeHUs NpUMeHsIiTe A3bIKOBYHO
foragky, Ho npoBepsriTe cebs ¢ NOMOLLbIO cnoBaps. MNpounTaiiTe
BCe 3Ha4YeHUs CnoBa, NprBeLeHHbIEe B C/I0OBAPHON cTaTbe, U1
BblbepuTe Hanbonee nogxogawee. lNpu pabote co cnosapem
NCNOMb3yNTe NMEIOLLMECH B HEM NPUIOXEHUSA. 6. Bbinuwnte
He3HakoMble C/10Ba, NepeBeanTe Nx Ha4epHo (40C/I0BHO).

7. TlpucTynuTe K NnepeBony TekcTa.

8.MpoBepbTE COOTBETCTBUE KaXXAO0M hpasbl nepeBosa opurnHasny.
9. OTpepakTupyiite nepesog. OcBoboanTe TEKCT nepeBoga oT

JTekcn4yecknun AUKTaHT

Mpun NOArOTOBKE K HANMCaHWIO AUKTaHTa NOBTOPUTb JIEKCUYECKNIA 1
rpammaTunyeckmnini maTepuan, npasuaa cnoBoobpasoBaHus,
CTPYKTYPY NpeaIOXeHUsI.

['pynnoBas gnckyccus

pynnoBas AMCKyccus NO3BOSIET ONpeAesinTb YPOBEHb
CchOpPMUPOBAHHOCTN NPOECCUOHASTbHBIX KOMMETEHLNIN B YCNOBUAX
MaKCUMaslbHO NPUBNMKEHHbIX K NPOddecCnoHasibHOM cpee.

[lna npoBefeHns rpynnoBoi ANCKyccun npenogasarterb,
npepnaraet Hanbonee akTyasibHyt0 TEMY U3 peasibHOM
06LLLEeCTBEHHO-NOIUTUYECKO 06CTAHOBKN, U CTaBAT Nepes
ayamTopuel npobaieMHble acnekTbl, Ha KOTopble 06yyatoLmnincs
0/HKeH 06paTnTb 0coboe BHUMaHue, chopMmnpoBaTh CBOKO
MIMYHOCTHYIO MO3ULMI0, 060CHOBATbL €€ 1 NOArO0TOBUTCS K y4acTuio B
anckyccun. NMpoBeaeHne rpynnoBoi gUckyccun npegnonaraet
yBMAETb CCDOPMUPOBAHHOCTL Y 06YyYatoLLEerocs COOTBETCTBYHOLLMX
KOMNeTeHUuMii, B TOM Y1C/ie YMEHUE CTaBUTb Npobnemy,
060CHOBbIBaTbL MYTN €€ BO3MOXHOr0 paspeLleHuns, yMeHne BecTu
LUMBUIN30BaHHbI auasnor, oTcTamBaTb CBOK TOUKY 3pEHMS,
apryMeHTMpoBaHO OTBeYaTb Ha NpaBoBble MO3MLUN UHbIX

NUACTHIAKNR TNV/OONRNIA_OIACIKNCCIAIA

CamocTtoarensHas
paboTa

CamocTtosTenbHaa paboTta NPOBOANTCA C Lie/bio: cuctemaTmnsanmm n
3aKpensieHnst NOSTyYEHHbIX TEOPETUYECKMX 3HAHWI N NPaKTUYECKUX
YMEHUN 06yyatoLLMXCS; YIAy61eHmsa n pacLuMpeHnsi TeopeTUYECKMX
3HaHWI CTYAEHTOB; (DOPMUPOBAHNS YMEHWI UCNONb30BaTb Y4eOHYH0
N cneumasibHy0 NuTepaTypy; pa3BuTUSA No3HaBaTe bHbIX
CNOCOBHOCTEN M aKTUBHOCTY 00YYatoLLMXCA: TBOPUYECKOM
NHULMATUBbI, CAMOCTOSATE/TIbHOCTU, OTBETCTBEHHOCTH,
OpraH1M30BaHHOCTU; DOPMUPOBAHNE CAMOCTOSATENIbHOCTM
MbILL/IEHNS, CMOCOBGHOCTEN K CaMOpPa3BUTUI0, COBEPLLEHCTBOBAHNIO U
camoopraHm3aunn; oopMnpoBaHns NPoeccnoHasbHbIX
KOMMNeTEeHUMIA; pa3BUTUO NccnenoBaTesibCKUX YMEeHU
oby4aroLLnxcA.

®opmMbl 1 BUAbI CAMOCTOATENbHOW paboTbl: UTEHWE OCHOBHOWN U
[OMNOMHUTENIbHON NTepaTypbl - CAMOCTOATENbHOE U3yYeHne
MaTepuana no pekoMeHayeMbIM NNTEPATYPHbLIM NCTOYHMKAM;

paboTa c 6U6/IMOTEYHbIM KaTasioroM, CaMoCTOATE bHbIV NoA60p
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dhopmam TekyLen n NPoOMeXyTOUYHOW aTTecTaunm (K TeECTUPOBaHMIO,
3a4eTy, 3K3aMeHy); BbINOSIHEHNE AOMALLHUX KOHTPOSIbHbLIX PaboT;
CaMOCTOATE/IbHOE BbIMNO/IHEHME NPAaKTUYECKUX 3afaHuii
pPenpPoAyKTUBHOIO TNa (BHeayAMTOPHOE YTEHUE, NMMCbMEHHbIN
nepesoj MHgopmMaLlmm NnpodieccroHa/IbHOIo Xapakrepa ¢
NHOCTPaHHOr 0 si3blKa Ha PYCCKUI, OTBETbI HA BOMPOChI, BbINO/THEHME
3aaHuii N0 NPONAEHHLIM rpaMMaTUYEeCKUM Temam C
MCNOb30BaHNEM CNPABOYHON NUTEpPaTypbl, TECTbI; BbINOHEHNE
NHAMBUAYAUTbHBIX U FPYMNMNOBbLIX TBOPYECKNX 3a4aHuii).
TexHoMorna opraHmsanmm camocToAaTelbHOM paboTbl 06yYaroLMXCA
BK/IHOYAET NUCNOMb30BaHNe NH(POPMALNOHHBIX 1 MaTepuasibHO-
TeXHUYeCKNX pecypcoB 06pa3oBaTes/IbHOro yupexaeHus:
O6UGIMOTEKY C YNTASIbHBIM 3a/10M, YKOMIN/IEKTOBAHHYIO B
COOTBETCTBUM C CYLLLECTBYIOLLMMN HOPMaMU; y4eOHO-MeTOAMNYECKYHO
6a3y y4yebHbIX KabUHETOB, labopatopuii 1 3ana Kogudukaumm;
KOMMbIOTEPHbIE K1aCCbl C BO3MOXHOCTbIO PaboTbl B CETU NIHTEPHET;
ayauTopum (Knaccbl) An1s KOHCY/IbTaUMOHHOW AeATENbHOCTY;
y4ebHY0 N yYUeBHO-MEeTOANYECKYO NnTepaTypy, paspadboTaHHyo C
y4eTOM yBe/IMYeHNs 40/ CaMOCTOATEIbHOW paboThl CTYAEHTOB, U
WHble MeToanyeckme matepuasisl. lNepes BbiNONHEHNEM
obyyaroLwmnmMmnca BHeayAMTOPHONM CaMOCTOATENIbHON paboThbl
npenogasaTesib NPOBOAMUT KOHCY/IbTUPOBAHWE MO BbIMNOJIHEHUIO
3a/laHns, KOTOpOoe BK/OYaEeT Leslb 3afaHUs, ero cogep)xaHuns, Cpoku
BbINO/IHEHUA, OPUEHTUPOBOYHbIN 06BEM PaboTbl, OCHOBHbIE
TpeboBaHNA K pesysibTaTamM paboTbl, KpUTEPUM oueHUBaHns. Bo
BPEMS BbINOJ/IHEHNS 06y4YaloWMMNCa BHeayANTOPHOM
CaMOCTOATE/IbHOM paboTbl 1 NPU HEO6XOAMMOCTM Npenogasartesib
MOXET NPOBOANTb UHAMBUAYASIbHbIE N TPYNMNOBbIE KOHCY/IbTaLNUN.
CamocToaTenbHasi paboTa MOXET OCYLLECTBNATLCSA MHAMBUAYAIbHO
NN rpynnamn obyyaroLmnxcs B 3aBUCUMOCTM OT Lenn, 06bema,
KOHKPETHOW TEMaTUK/ CaMOCTOATENIbHON paboThl, yPOBHSA
C/TIOXXHOCTW, YPOBHSA YMEHUIA 00YyUatoLLMXCS.
KOHTpoNb camocTosTeNbHO paboThl NpegycMmaTprBaerT:
- COOTHEeceHue coepXXaHns KOHTPONSA C LensiMm 0bydeHus;
- 0O6BEKTMBHOCTb KOHTPO/IS;

- Ba&/IMOHOCTb KOHTPOA (COOTBETCTBUE NPEeAbABSAEMbIX

3aZlaHuii Tomy, 4YTO nNpegnonaraeTcs NPOBEPUTD);

- gudpdpepeHumaumio KOHTPOTIbHO-U3MEPUTE/TbHBIX MaTepuasios.
®OopMbl KOHTPO/IA CAMOCTOATENbHOM PaboThl:

- MPOCMOTP 1 NpoBepKa BbINOSIHEHNSA CAMOCTOATE/IbHOW paboThl

npenogasaTenem;

- opraHusaumsi camonpoBepKu,
- B3aMMonpoBepKa BbINOSIHEHHOTO 3a4aHns B rpynne;
- 06cyXaeHue pesynibTaToB BbIMNO/IHEHHON PaboThbl HAa 3aHATUN;
- npoBefeHne NMMCbMEHHOIo Onpoca,;
- NpoBefeHVe YCTHOro onpoca;

NANradif2ailiig A ANARANAHIMA MHAMRIAAOVAOLHUAIN cNABACANNRAHING®

Onpoc

Onpoc - cpefCcTBO KOHTPO/IA, OpPraHM3oBaHHOE Kak creLuanbHas
b6ecepa npenogasaresns ¢ 00yyaroLWMMUCA Ha TeMbI, CBA3aHHbIE C
N3y4yaemon gUCUMNANHON, N paccyMTaHHOe Ha BbisiBNIeHNe obbema
3HaHWI NO onpegeneHHOMy pasgesny, Teme, npodsieme un T.0.
Mpob6nemaTtnka, BBIHOCMMasA Ha ONpoc, onpeaesnieHa B 3alaHusax ons
CaMOCTOATE/IbHOW paboTbl 00YHatOLLMXCH, a TakKe MOXEeT
onpefenaTbCa npenogasartesieM, BeAyLWnM CEMUHAPCKME 3aHATUS.
Bo Bpems npoBeAeHus onpoca oby4vatoLnincs Ao/mHKEH YMETb
06CcyanTb C npenogasaTenieM COOTBETCTBYIOLLYIO Mpo6ieMaTuky Ha

TecTnpoBaHue

KOHTpgﬂb B BMAe TECTOB MOXET MCMNOJ/Ib30BaTbCA MOCne n3yvyeHus
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TeMbl Kypca. IToroBoe TecTpoBaHue MOXHO NPOBOANTL B hopme:
KOMMbIOTEPHOTO TECTUPOBAHUSA, T.€. KOMMbIOTEP NMPOU3BOJILHO
BblOMpaeT BOMPOChI U3 6a3bl fAaHHbIX MO CTEMNEHW CMIOXHOCTH;
NnMCbMEHHbIX OTBETOB, T.e. NpenogasaTesib 3a4aeT BONpocC 1 gaet
HEeCKOJ1IbKO BapnaHTOB OTBETA, a 06y4aroLUnCca Ha oTAeIbHOM
NMCTe 3anvcbiBaeT HOMepa BOMpoCoB 1 HOMepa
COOTBETCTBYHLLNX OTBETOB.

NS LOCTMXKEHNS 60/bLUE [OCTOBEPHOCTN pe3y/ibTaToB
TECTUPOBaHUA crielyeT CTPOUTb TEKCT Tak, YTOObI y 06yyaroLLnXCH
661710 He 6onee 40 - 50 cekyHA, ANA oTBETa Ha OA4MH BOMpPOC.
TOroBbIi TECT [O/MKEH BKIOYATb HEe MeHee 60 BOMpocoB Mo
BCEMY KYypCY, pacCyMTaHHbIX M0 BPEMEHN Ha Lienoe 3aHATue.
OueHka pe3y/ibTaToB TEeCTUPOBAHNA MOXET NPOBOANTLCA ABYMSA
cnocobamu:

1) no 5-6annbHoi cucteme, Korga oTBEThbl CTYEHTOB
OLEeHMBalTCA criefyoLWwmm obpasom:

- «OT/INYHO» - 60nee 80% OTBETOB MpaBU/IbHbIE;

- «XOPOLLO» - 6osiee 65% OTBETOB NpPaBU/IbHbIE;

- «y[10B/IETBOPUTESNILHO» - 6on1ee 50% OTBETOB NpasBusibHbIE.
Ob6yyvatoLmecs, KoTopble NpaBuU/IbHO OTBETUIN MeHee YyeM Ha 70%
BOMPOCOB, A0/XHbI B NMOC/ieAyoLLemM nepecaats TecT. [pu 3Tom
Heob6Xx04MMO MPOKOHTPOIMPOBATL, YTOOLI BapraHT TecTta Obi

MoaroToBka K Mpn NOAroTOBKE K UTOrOBOI aTTecTauumm no y4ebHon gucumnamHe
NTOroBOl aTTecTaumm |(3k3ameHy / 3a4eTy / 3a4eTy C OLLEeHKOW) HeobxoAnMo

no y4ebHol OPVMEHTUPOBATLCS HA KOHCNEKTbI, PEKOMEHAYEMYHO IUTEPATYPY U
ANCUMNINHE ap. OCHOBHOE B MOArOTOBKE K MTOTOBOI aTTecTauun no y4ebHol
(3k3ameHy / 3aueTy /  |QUCLUMIIVHE - 3TO NOBTOPEHME BCEro MaTepuasia AUCLMUMINHBI.
3a4eTy C OLEeHKON) Mpwn NOAroTOBKE K MTOTOBOW aTtTecTauun No y4ebHol AMCUMNIMHE

obyyarominca Becb 06beM paboThbl LO/MKEH pacnpesenaTb
paBHOMEPHO MO AHAM, OTBELEHHbIM AJ/15 NOATOTOBKM,
KOHTPOIMPOBaTh KaXblil AeHb BbINO/IHEHWE HAMEYEHHON paboThbl.
MoAroToBKa K MTOTOBOW aTTectauumy rno y4ebHon gucumnanHe
BK/IOYaeT B cebA Tpu aTana:

ayuUTOpHaa U caMocTosATesIbHasA paboTa B TeUeHne ceMecTpa,;
HenocpeAcTBEHHasi NOArOTOBKA B AHW, NPeALecTByoLLne
aTTecTayuun no Temam y4e6Hon AMCUNNANHBI;

noAroToBKa No BONPocaM K MTOroBOM aTTectauumm rno y4ebHoi
aANCUMNINHE.

1N ycnewHon noAroToBKN K UTOFOBOW aTTecTauun no y4e6Hom
AVCUMNIMHE 06yYaloLWmecs SO/MKHbI NPUHUMATL BO BHUMaHMe,
yTo:

« BCe OCHOBHblE BOMPOCHI, yKa3aHHble B paboyeil nporpaMmme
AVCUMUMNINHDI, HY)KHO 3HAaTb, MOHUMAaTb UX CMbIC/T 1 YMETb ero
Pa3bACHUTD;

 ykasaHHble B paboyei nporpamme hopMrpyemMbie KOMNeTeHLUn
B

pe3yibTate 0CBOEHMS YY4EOHON ANCUMNANHBI AO/DKHbI ObITb

ONANOARMNDIIOCTNIANADALILL AT\/ONIITAN"

9. Onucanne MaTepHAIbHO-TeXHMYeCKOil 6a3bl, HEOOXOANMMOM AJIA OCYLIeCTBJIEHNS 00pa30BaTeILHOIO0
npouecca no JMCHUIINHE

[Nnsa ocywecTsnieHnsa obpasoBaTesibHOro npolecca no yd4ebHon agnucumnimHe
Heo6X0A4MMO NCMNONb30BaHNE CrieAyoLWNX NOMELLEHNA N MaTepuaibHO-TEXHNYECKOTO
obecrneyeHus:

- ayguTopus s NpoBeAeHus y4vyebHbIX 3aHATUIA, OCHalleHHasd y4dyeOHOW Mebesibio:
napTbl, U CTYNbs ANA oby4yarowmxcs, ydebHas gocka; CTon u cTyn npenogasaTens;

- TEXHUYECKME CcpeAcTBa 00yYeHMs: MepCOHasIbHbIA  KOMMNbITEP; MyNbTUMeauiiHoe
060pyoBaHne (MPOEKTOP, 3KPaH UM UHTEPaKTUBHASA A0CKA UMW NNa3MeHHas naHens);

- noMeLleHne A1 CaMOCTOATe/IbHOW paboTbl Obydyalomxcs: cneymaim3npoBaHHas



mMe6enb U KOMMbIOTEPHAS TEXHMKA C BO3MOXHOCTbIO MOAK/TIOUEHUS K CETU «VIHTEPHET» U
obecrneyeHneM [ocTyna B 3/MEKTPOHHYI MHOPMALMOHHO-06pa3oBaTesibHyl0  cpeay
WHCTUTYTA.

10. Ilepeuensn HHG(pOPMALMOHHBIX TeXHOJIOT Wi, HCIO0JIb3YyeMBbIX npu oCylIecTBJICHUM
o0pa3oBaTejbHOIO Ipolecca Mo JUCHUILVIMHE, B TOM YHCJIe KOMILIEKT JHIEH3MOHHOI0 NMPOrpaMMHOI0
o0ecneyeHus1, JJIEKTPOHHO-0N0IHOTEYHBIE CHCTEMBI, COBPeMeHHBbIe NpodeccuoHAIbHbIE 0a3bI JAHHBIX U
HHPOPMALMOHHBIE CIPABOYHBIE CHCTEMBbI

O6yvatowmecs obecneyeHbl AOCTYNOM K 3/1eKTPOHHOV MHJIOPMaLMOHHO-06pa3oBaTe/bHON
cpeae MHCTUTYyTa U3 NGOl TOUKM, B KOTOPOW MMeeTCs A0CTYn K CeTU «/HTepHeT», Kak Ha
TEpPPUTOPUM OpraHM3aLum, Tak U BHE ee.

10.1 JInuen3uoHHOe MPOrpaMMHOe o0ecreyeHue:

. Onepanunonnas cucrema Microsoft Windows Professional XP

2. Onepannonnas cucrema Microsoft Windows Professional 7

3. [Iporpammusie cpeacta Microsoft Office 2007, 2010, 2013 Russian

4. [Iporpammusle cpeactsa Microsoft Office Professional Plus 2007, 2013 Russian
5. [Iporpammusie cpeacta Microsoft Windows Server Standard 2008 Russian

6. [Iporpammusie cpeactsa «1C Ilpeanpustus 8»

7. Ilporpammusie cpeactBa Total Commander 7.x User license

8. [Iporpammusie cpeactBa WinRAR 3.x Standard license

9. JIunensuu Ha nporpammuble cpenctBa Business Plan M

10. IIporpammusie cpencta AIIK AHanuTHK — aBTO

10.2. D1eKTPOHHO-0MOTUOTEIHbIE CUCTEMBI:

10.3. Dnekrponnas 6ubnuoreuynas cucrema (3bC) "I[PRbooks": http:// www.iprbookshop.ru
10.4. DnexrponHas 6mbnuoteunas cuctema (ObC) "IOpaitt": https://urait.ru

10.5. CoBpemenHble IpodeccHoOHATBHBIE 023 TaHHBIX:

OnexkrponHas 6ubmmorednas cucrema «[PRbooksy [DnexTponHBIH pecypc]. — DIeKTpoH. aH.
— Pexxum noctyna: http://www.iprbookshop.ru
Hayunast anexrponnast Oubnauoreka http://www.elibrary.ru

10.6. UndopManuoHHbIE CIPABOYHbIE CHCTEMBbI:

1.  WHdopmaumnoHHo-NpaBoBas cuctema «KoHcynbTaHT+»:_https://cons-plus.ru

2. TNopTtan ®epepanbHbIX rOCyAapCTBEHHbLIX 06pa3oBaTe/ibHbIX CTaHAaPTOB BbICLLETO
o6pasoBaHus:_http://fgosvo.ru

3.  WHdopmaumoHHo-npaBoBas cuctema MapaHTt: www.garant.ru
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11. OcoGeHHOCTH peajqu3alui TUCHMIIMHBI AJIs HHBAJIUAOB M JIUI] C OTPAHNYEHHBIMH
BO3MOKHOCTSIMU 310POBbS

Hns obecnieueHust 0Opa3oBaHUs HWHBAIWAOB U OOYYAIOUIMXCS C OTPAaHUYCHHBIMU
BO3MOXKHOCTSIMH ~ 3/I0pOBbS 110 JIMYHOMY  3asBJCHHIO  oOywaromierocsi — pa3padaTbIBacTCs
alanTUpOBaHHas 0OO0pa3oBaTeNibHAs MPOrpaMMa, WHAMBUAYAIbHBIH YYEOHBI IUIAH C y4eTOM
0COOCHHOCTEH MX NCUXO(PHU3UYECKOTO Pa3BUTHS U COCTOSHHS 3/10POBbS, B YACTHOCTU NMPUMEHSETCS
WHIIUBHIyaIbHBIA TOJXOJ K OCBOCHHIO JUCIMIUIMHBI, WHIMBHIYyaJIbHBIC 3aJaHus: pedeparsl,
NUCEMEHHBIE pPAa0OTHI M, HAO00OPOT, TOJBKO YCTHBIC OTBETHI M JUAJOTH, WHIUBHIYyalbHbIC
KOHCYJIbTAIMH, UCIIOJIb30BaHHE AUKTO(POHA U IPYTUX 3aMUCHIBAIOLINX CPEICTB ISl BOCIIPOU3BEICHUS
JIEKIIMOHHOTO M CEMUHAPCKOT0 MaTepHaJa.

B nensix obecrieueHust 00y4aronMXcsi MHBAIUIOB U JIMI C OTPaHUYCHHBIMU BO3MOKHOCTSIMHU
370pOBBsl OMONMMOTEKAa KOMIUIEKTYeT (DOHJ OCHOBHOH Y4eOHOW JMTepaTypo, aJanTHPOBAHHON K
OIPaHMYCHUIO MX 37I0POBbsI, IPEAOCTABISICT BO3MOKHOCTD YIJICHHOTO HCIIOJIb30BAHHS AIEKTPOHHBIX
00pa3oBaTeNbHBIX PECYPCOB, TOCTYN K KOTOpHIM oprann3zoBaH B BUYDB. B Gubnnorexe nmpoBoasTcs
WHIIUBHUyalbHbIC KOHCYJbTAI[MM JJIsi JaHHON KATEropuy I0JIb30BATElICH, OKa3bIBACTCS MOMOIIb B
PETHCTPAlliM M HCIIOJIb30BAHUH CETEBBIX M JIOKAJIBHBIX 3JIEKTPOHHBIX 0Opa30BaTEIbHBIX PECYPCOB,
NPEJIOCTABIISIOTCS MECTa B YUTAJILHOM 3alie, 000pyI0BaHHbBIC IIPOrpaMMaMK HEBU3YaJIbHOTO JIOCTYIA
K MH(POPMAIMH, SKPAaHHBIMH YBEIUYUTEISIMA U TEXHHYECKHMH CPEACTBAMU YCHICHHUS] OCTATOYHOTO
3perus: Microsoft Windows 7, Dxpannas mnyma; MicrosoftWindows 7, KnaBumarypa bpaiins;
MicrosoftWindows 7, DkpaHHas KJIaBHaTypa.



