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1. EJIb OCBOEHUSA JUCHUIIJINHBI

I'1aBHas meab Kypea - 3aKIIOYaeTCs B COBEPIICHCTBOBAHWHM M JAIbHEUIIEM pa3BUTHU
WHOSI3BIYHOW TMPOGECCHOHATBPHOW KOMMYHUKATUBHONW KOMIIETEHIIMU, CKJIAIBIBAIOIICHCS U3
MOJTYYEHHBIX 3HAHWUN, PA3BUBAIOIINXCS YMEHUN W HABBIKOB, HEOOXOAUMBIX ISl aJICKBATHOTO U
3¢ pexTUBHOTO OOIIEHUS B PA3IUYHBIX 00JIaCcTAX MPOGECCHOHATHHOW U HAYYHOH JEATETLHOCTH.
Hapsiny ¢ rnaBHoi (mpakTtuyeckoil) menbto aucuurnHa “_[IpodeccroHanbHBIN WHOCTPAHHBIN
SI3BIK  paccyMTaHa Ha MOCTAHOBKY OOpa30BaTEIbHOW W BOCIUTATENBHON Ienu. JlocTmxeHue
00pa3oBaTeNbHBIX IIeNIe OCYIIECTBISCTCS B AacleKTe TyMaHU3allud W TYMaHUTApU3alUU
TYMaHUTapPHOTO 00pa30BaHUS U CIIOCOOCTBYET PACITUPEHHIO KPYyro30opa CTYACHTOB, MOBHITIICHUIO
YPOBHS UX 00IIeH KyIbTyphl U 00pa30BaHUs, a TAK)KE KYJIbTYPhI MBIIIICHUS, OOIICHUS U PEYH..

2. TPEBOBAHUA K PE3YJIBTATAM OCBOEHMUSA JUCHUIIJIMHBI

OcBoenune nuctumiuabl «IIpodeccnonanbHbpli HHOCTPAHHBIN S3bIK» HANPABICHO HA
dbopMupoBaHHe Yy 00y4arOMIMUXCS CIETYOUMX KOMIIETEHIMH (4acTh KOMITETEHIUH):

Tabnuya 2.1. Ilepeuens komnemenyui, popmupyemuix y 00y4arouuxcs npu 0C80eHuUU
OUCYUNTIUHBL (PE3VIbMAMbl 0C80EHUSL OUCYUNIUHDL)
HHIHKATOPBI TOCTHKEHHS] KOMITETEeHIINH

Hudgp Komnerenuus N
(B paMKax JaHHOW JUCHUTIINHBI)
VYK-4.1 3naer nekcuyeckue, rpaMmMaTUdeCcKue,
CTUIIUCTUYECKHE, COIUOKYJIBTYPHBIE OCOOCHHOCTH
HAy4YHOT'O CTUJIS, aKaJIeMHUYECKOT 0 MOACTUIISI HAYYHOTO
CTHWJISL €CTECTBEHHOHAYUYHBIX AUCLMILINH B PyCCKOM U
M3y4aeMOM MHOCTPAHHOM SI3bIKE
CriocobeH npuMeHsTh VYK-4.2 Bnaneet npoeccroHaIbHON JTEKCUKON Ha
COBPEMEHHBIC WHOCTPAHHOM sI3bIKe; opdorpadudeckoi,
KOMMYHUKATUBHBIE opdOIMUYECKOM, TEKCUYECKOM, TpaMMaTHYEeCKOH,
TEXHOJIOTUH, B TOM YHCJIE HA |CTWIMCTUYECKHMHU HOPMaMH Hay4yHOU pedH;

YK-4 MHOCTPaHHOM(BIX ) CTPATETrUsMU BOCIIPUATHS U IIOPOKICHUS YCTHBIX U
A3bIke(ax), s IMCbMEHHBIX HayYHBIX TEKCTOB 110 CHEIMAIbHOCTH
aKaJEMUYECKOTO U YK-4.3 YMeer u3Biekatb HOBYIO HHPOPMAIUIO Ha
poQecCuOHATBHOTO OCHOBE aHaJIM3a WHOS3bIYHOM HAYYHOH JINTEPATyphl U
B3aMMOJEICTBUSA JIPYTUX UCTOYHUKOB; OTOMPATh U CHCTEMAaTU3UPOBATh

MaTtepuabl 10 3aJJaHHO/BEIOPAHHON TEMaTHUKE U
COCTaBIISATh AHHOTALIMH, pedeparsl, 0030pbI HA
MHOCTPAHHOM M PYCCKOM S3bIKaX; TUCbMEHHO
MEPEBOIUTH HAYYHYIO JTUTEPATYPY MO CHEIHATIBLHOCTH C
MHOCTPAHHOTO SI3bIKA Ha PYCCKUH

Crnioco6en komOunupoBath U |OIIK-4.1 3HaTh METOABI MOTYYEHUS HOBBIX 3HAHUH C

aJanTUPOBATh nomounbio UKT s pemenus 3agaq

OITK-4 CYILIECTBYIOIINE npodeccnoHabHOM 00JIaCTH; OCHOBHBIC METOIUKH U
nH(pOpMaIMOHHO- TexHoJioruu ucnois3oBanus UKT B
KOMMYHUKAIITUOHHBIC HpO(bGCCHOHaHBHOﬁ ACATCIIBHOCTH C YUCTOM OCHOBHBIX

TEXHOJIOTHH JIJIsI PEIICHIS TpeboBaHu HHHOPMAITMOHHOW O€301TaCHOCTH




I/IHHHKaTOpr JOCTHIKCHUA KOMIICTCHIUN

MPUKJIAAHON MaTEMATUKHA U
nH(pOpPMaAITMOHHBIX
TEXHOJIOTUN

MIugp Komnerennus .
(B paMKax JaHHOW JUCHUTIINHBI)
3amay B o0JlacTu
HPODECCHOHATBHOI OIIK-4.2 YmeTb HpI/IMeHﬂTBUI/IH(l)OpMaI_[I/IOHHBIe
HEATEMHHOCTH ¢ YIeTOM TEXHOJIOTHH B MPAKTUYECKOU ESTEIHHOCTH U
TpeGoBarmii aQHAJIM3UPOBATH MOJYYCHHBIE PELICHUS
HH(OPMAITHOHHOI BBIMHMCIMTENLHBIX 33/1a1; PEIIATh THIIOBIC 3a/a111
6E30MACHOCTH npodeccuoHaNbHOM EATEIbHOCTH C UCIIOJIb30BAHUEM
UKT u ¢ y4eToM OCHOBHBIX TPEOOBAHHIA
nH(pOpPMallMOHHON 6€30MacHOCTH
OIIK-4.3 Bnagets nH()OpMAIIMOHHBIMU TEXHOJIOTUAMHU
KaK CpeJCTBOM MOJIyuY€HHUsI HOBBIX 3HAHUI; HABBIKAMU
ucnonb3oBanus UKT B mpodeccrnonanbHon
JEeSITeIbHOCTH C Y4€TOM OCHOBHBIX TpeOOBaHMIt
MH(POPMALIMOHHOM 0€30MaCHOCTH; METOJaMH
MH(POPMAITMOHHOM ¥ KaJpOBOH OE30MaCHOCTH B
KOMMYHHKAITMOHHOM NIeATEITHbHOCTU
CrnocobeH pemath
CTaHJaPTHBIE 3a1a4u OIIK-5.1 3Hatb: ocHOBHBIC HHGOPMAITMOHHO-
npodeccHORATBHORH KOMMYHHKAITUOHHBIE TEXHOJIOTUU 1 OCHOBHBIC
ESTENbHOCTH Ha OCHOBE TpeboBaHus HHHOPMAITMOHHOW 0€30MTaCHOCTH
nH(pOPMAITMOHHOMN 1
GuborpaduIeckoi OIIK-5.2 YMers: pemiate cTaHJapTHBIC 3a/1a41
KYJIbTYpPbI C IPUMCHCHUEM  |1pohecCHOHATLHOM NesSTEIbHOCTH Ha OCHOBE
OIIK-5  |ma(popmanuoHHO- vH(OPMAIMOHHON 1 6MOIHOrpaduUecKoil KYIbTypbl
KOMMYHHKAI[UOHHBIX
TEXHOJIOTHUH, B TOM YHCIIE
OTEYECTBEHHOTO OIIK-5.3 Bnanets: KylIbTypoil NpUMEHEHUS
IPOM3BOAUTENS, U C y4eTOM |MH(YOPMAILIMOHHO-KOMMYHUKAIIMOHHBIX TEXHOJIOIUH C
OCHOBHBIX TpeOOBaHUI1 Y4ETOM OCHOBHBIX TpeOOBaHUH MH(OPMAITMOHHON
UH(POPMALIMOHHOM 0e301acHOCTH
06e30MacHOCTH
Criocoben oprarmsoseiBary  |[1K-6.1 3HaTh OCHOBBI H3y4aeMOil JUCLHUILIHHBI H €€
IIPOIIECCH KOPIIOPATHBHOro ~|3HAYCHHE [UISl PA3BUTHS MATCPUATIBHON KyIbTYpPBI
[K-6 00yUCHHS Ha OCHOBE o011ecTBa, 0COOCHHOCTH B Pa3HBIX CTPaHaX
i UH(POPMALIMOHHBIX I1K-6.3 Bnaners TepMUHOIOTMEN MaTEMaTHUYECKOIO
TEXHOJIOTHIl U pa3BUTHUS MO>KEJTMPOBAHUS B IPUKIIAHBIX 001aCTAX, B TOM UUCIIE
KOPIIOPATUBHBIX 0a3 3HAHUW |Ha MH.SI3BIKE
CnocobeH pa3pabaTbiBaTh
aHAJTUTHYECKUE 0030PbI
MK-11 COCTOSIHUS 00JIacTH [TIK-11.3 Brnazmerb:- A3bIKOM MpeIMETHON 00JIaCTH U €€

METOIO0JIOTHUEN

3. MECTO JUCHUIIJIMHBI B CTPYKTYPE OII BO

Juctumuinaa «IIpodeccrnonanbHbli MHOCTPAHHBIA S3BIK» OTHOCHTCS K 0A30801
kommoHente oioka b1 OIT BO.




B pamkax OIl BO oOyuaromuecss Takke OCBAaWBAIOT APYrue AUCIUIUIMHBI W/UIU
NPAKTUKH, CIOCOOCTBYIOUIUE JOCTHIXKEHUIO 3allIaHUPOBAHHBIX pE3YJIbTaTOB OCBOEHUS
mucuurinabl «IIpodeccnonanbHbIl HHOCTPAHHBIN S3BIK.

Tabnuya 3.1. Ilepeuenv xomnonenmos OIl BO, cnocobcmeyrouux 00CmMudiCeHuo
3aNIAHUPOBAHHBIX PE3YIbMAMO8 0C80EHUS OUCYUNTUHBL

IpenmecrByrommue Hocaenyrommue
HIndp | HamMeHoBaHHE KOMIIETEHUUH | TUCHHUILUIMHBI/MOIYJH, | JTUCHUILINHBI/MOXYJIH,
NPAKTHUKHA* NPaAKTUKH*
Cnioco6eH MpUMEHSITh
COBpEMEHHBIC
KOMMYHHKATUBHBIE TEXHOJIOTHH, HayuHo-
B TOM HHUCJIC HA HCCICaA0BaTCIbCKasA
YK-4
WHOCTPaHHOM(BIX ) s3bIKe(ax), pabora.
JJI1 aKagAEMHUYECKOro u [IpeuruioMHast IpaKTHKa
po¢eCCHOHATBHOTO
B3aUMOJICVCTBHUS
CnocobeH KOMOMHUPOBATH U
a/IalITUPOBATh CYIIECTBYIOIIHE
MH(pOPMaIMOHHO-
KOMMYHHUKAIIMOHHBIE Hay4mo-
HCCICA0BATCIbCKasA
OIIK-4 | TexHOJIOTHH IS pEeIICHUs 3a0a4 pabora.
B 001acTH npodecCHoHANbHOM TIpe IHILIOMHAS IPAKTHKA
NEeSITeIbHOCTH C y4ETOM
TpeGoBaHui HH(POPMAITMOHHON
0€30MacHOCTH
CrniocobeH periath CTaHAapPTHBIE
3aauu poecCHOHATbEHON
JesITeIbHOCTH Ha OCHOBE
WH(pOPMaITMOHHON 1
o6ubnuorpaduyeckoit KyabTypbl
C IpUMEHEHUEM Hayuso-
OITK-5 nH()OPMALTMOHHO- HCCIIeIOBATEIIBCKAST
KOMMYHHMKAI[MOHHBIX pabora.
TEXHOJIOTHI, B TOM YHCIIE [IpenaumnoMHas mpakTruka
OTE€YECTBEHHOI'O
MIPOU3BOIUTENIS, U C YIETOM
OCHOBHBIX TPeOOBaHUIA
MH(POPMAIIMOHHOM
0€30MacHOCTH
Crioco0OeH OpraHu30BHIBATh
MIPOLIECCHI KOPIIOPATUBHOTO Hayuso-
K-6 oOydeHHsl Ha OCHOBE HCCIIeI0BATENBCKAS
MH(OPMALIMOHHBIX TEXHOJIOT Ui pabora.
Y pa3BUTHUS KOPIIOPATUBHBIX 0a3 HpennumnomHas npakTuka
3HaHUI
Crniocoben pazpabaTbiBaTh
aHATTMTHYECKHE 0030pbI HayHo-
[MIK-11 | cocrostHUS 00IaCTH MPUKIATHON Eg;gigOBaTeanKaﬂ
MaTEMaTKK 1 Hpe,Z[Z[I/IHJ'IOMHaH IMpaKTHKa
MH()OPMAIIMOHHBIX TEXHOJIOTHI

* - 3aTIOJIHSIETCS B COOTBETCTBHMHU ¢ Marpuuei kommereHuuid u CYIT OIT BO




4. OFBEM JUCIHUAILIAHGLI U BUJbI YYEEHOM PABOTHI

OO0mast TpymnoeMKOCTh AUCHUIUIUHBI «IIpodecCHOHANBHBII MHOCTPAHHBIA  SI3BIK)

COCTaBJIsACT 6 3aUETHHIX CAUHUIIBI.

Tabauya 4.1. Buow yuebnoii pabomsr no nepuooam oceoerus OI BO o1 OTHOH

¢opmbl 06yuenus

. BCEI'O, Cemectp(-b1)
Bup yuyeOHoii padoTbl A 1 2 3 4

Koumaxmmnas paboma, ax.u. 102 34 34 34
Jlexmu (JIK)

Jlaboparopusie pabotsl (JIP)

ITpakTuyeckue/cemunapckue 3ausatus (C3) 102 34 34 34
Camocmosmenvhas paboma 00y4aowuxcs, ax.u. 52 22 28 2
Konmponw (sx3amen/3auem c oyenkotl), ax.u. 62 16 10 36
O01asi TPY10€MKOCTh THCIMIIJIHHBI ar.4. 216 72 72 72

3a4.e]l. 6 2 2 2

Tabauya 4.2. Buowtr yuebnoti pabomul no nepuooam oceoenus OIl BO ora OYHO-

3A0YHOH dopmvi 06yuenus*

N BCETI'O, CemecTp(-b1)
Bup yue6Hoii padoTbi AL 1 ) 3 4

Koumaxmmnas paboma, ax.u. 92 24 24 34
Jlexmm (JIK)

JlaGopatopusie pabotsl (JIP)

[Tpaktrueckue/cemunapckue 3ausatus (C3) 92 24 34 34
CamocmosmenvHnas paboma 00yuawuxcs, ax.u. 70 21 28 11
Konmponw (sx3amen/3auem c oyeukotr), ax.u. 54 27 10 27
OO0mas Tpy10eMKOCTh THCIUIIIUHBI ar. 1. 216 72 72 72

3a4.e. 6 2 2 2

* - 3aTIOJIHSIETCS B Cllydae peayM3aliy NporpaMMbl B OYHO-3a04HOH (opme

5. COJEP)KAHUE TUCHUIINHBI

Tabnuya 5.1. Codepoicanue oucyuniutvl (Mo0yisa) no eudam yueoroi pabomol

HaunmenoBanmue Bun
pa3nena Conep:xkanue pasaena (TemMbl) yueOHoii
AUCUMILIMHBI padoTnr*
Alliances 1. Reading. Spring in their steps. C3

2. Gr. Review of tenses

3. Skills. Building relationships. Working relationships.
Projects 1. Reading. Up, up and away C3

2. Gr. Articles

3. Skills. Setting goals
Teamworking 1. Reading. Think before you meet C3

2. Gr. Modal forms

3. Skills. Team building




Information

Reading. How about now?
Gr. Question forms
Skills. Questioning techniques

C3

Technology

Reading. The march of the mobiles
Gr. Relative clauses
Skills. Briefing

C3

Advertising

Reading. The harder hard sell
Gr. Gerunds and infinitives
Skills. Storytelling

C3

Brands

Reading. Gucci
Gr. The passive
Skills. Dealing witch people at work

C3

Investment

Reading. Freund, folly and finance
Gr. Emphasis
Skills. Prioritising

C3

Competition

Reading. Crunch time for Apple
Gr. Time clauses
Skills. Handing conflict

C3

Consulting

el Sl S el Radi S ol Rl S ol Padi S dienl ol S Rl e

Reading. Global professional-service firms
Gr. Reference words
Skills. Reporting

C3

* _ 3anonHsercs Toibko no QOUHOM popme obyuenns: JIK — nexyuu, JIP — nabopamopusie pabomui; C3 —

CeMuHapcKue 3ausamus.

6. MATEPUAJIBHO-TEXHUYECKOE OBECIIEYEHUE JUCHUIIJINHBI

Tabnuya 6.1. MamepuanbHo-mexHuueckoe obecneyerue OUCYUNIUHbL

Tun aynuropun

OcHaleHue ayIuTOpPUM

CrnenuajJu3supoBaHHOe
yueOHOe/1adopaTopHoOe
odopynosanue, [10 u
MaTepuaibl 1Jsl
OCBOEHHS THCIUNIHHBI
(mpu HEOOXOMMOCTH)

KomnbrorepHbiit
KJ1acc

KomnbroTepHsbIil Kiace AJisi IPOBEICHUS 3aHATUH,
IPYIIIOBBIX ¥ WHIMBUAYAIbHBIX KOHCYJIbTALUH,
TEKYIIEro  KOHTPOJS HW  IPOMEKYTOUHOH
aTTecTallid, OCHAIICHHAas  MEePCOHATbHBIMH
KOMITbIOTEpaMH (B KoJmuecTBe 15 mIT.), JOCKOM
(9KpaHOM) ¥  TEXHHYECKUMH  CPEICTBAMHU
MYJIbTEMEIHNA TPe3CHTAIHH.

MS Windows 10 64bit
Microsoft Office 2010
Expert Systems

SAP

Mentor

7-Zip

FastStone Image Viewer
FreeCommander

K-Lite Codec Pack
Eviews 10

Hns
CaMOCTOSITCILHOU
paboThI
o0yJaromuxcs

AymuTtopust s CaMOCTOSITENIBHOW — paboThI
oOyJaronuxcsi (MOXKET MCIOJIB30BAThCA IS
HpOBe,Z[GHI/I}I CGMI/IHapCKI/IX 3aHHTHﬁ nu
KOHCYJIbTAIIMi),  OCHAIICHHAs  KOMIUICKTOM
CHEIMAIM3UPOBAHHON MeOETH U KOMIIBIOTEpAMHU
¢ noctynom B DNOC.

MS Windows 10 64bit
Microsoft Office 2010
Expert Systems

SAP

Mentor

7-Zip




CrnenuaJu3supoBaHHOe
yueOHOe/1adopaTopHoOe
odopynoBanue, [10 u
MaTepuaibl 1Js
OCBOEHHS TUCHUIITUHBI
(mpu HEOOXOMMOCTH)
FastStone Image Viewer

FreeCommander
K-Lite Codec Pack
Eviews 10

Tun aynuropun OcHanleHue ayIuTOPUH

* - ayauToOpHs ISl CAMOCTOATEIhHON paboThl oOydatontuxcs ykaspiBaeTcsi OBSA3ATEJBHO!

7. YYEBHO-METOAUYECKOE n NHOOPMAIIMOHHOE
OBECIIEYEHUE JUCHUIIJINHBI

OcHosHnas tumepamypa:
AH2IUUCKUT A3bIK

Allison John. The Business 2.0 [Tekcr] : B2+Upper Intermediate Student's Book / J. Allison, J.
Townend, P. Emmerson. - Kuura na anrauiickom s3eike ; CD-rom. - Oxford : Macmillan, 2013. -
160 p. - ISBN 978-0-230-43796-8 : 3494.00. (20)

Allison John. The Business 2.0 [Tekct] : Bl+Intermediate Student's Book / J. Allison, P.
Emmerson. - Knura sHa aarnuiickoM si3bike ; CD-rom. - Oxford : Macmillan, 2013. - 158 p. - ISBN
978-0-230-43788-3 : 3494.00. (80)

MacKenzie Jan. English for Business Studies: A course for Business Studies and Economics
students [Texct] : Student's Book / J. MacKenzie. - 3rd edition ; KHura Ha aHTTTHHCKOM SI3BIKE. -
New York : Cambridge University Press, 2013. - 191 p. : il. - (Cambridge. Professional. English). -
ISBN 978-0-521-74341-9 : 849.00. (118)

Hemeuxuii A361K
Shritte 1. International [Tekct] : Kursbuch+arbeitsbuch / D. Niebisch [u np.]. - Kuura nHa Hemernikom
s3pike. - Munchen : Hueber Verlag, 2006. - 168 p. - (Deutsch als fremdsprache). - ISBN 978-3-19-
001851-2 : 1020.00. (56)
Shritte 2. International [Tekct] : Kursbuch-+arbeitsbuch / D. Niebisch [u ap.]. - Kuura va Hemerikom
s3pike. - Munchen : Hueber Verlag, 2006. - 184 p. - (Deutsch als fremdsprache). - ISBN 978-3-19-
001852-9 : 426.00. (67)

Hcenanckuii azvik

JpinuieBas puna AHaronbeBHa.
Kypc ncnanckoro si3pika aiis HaunHaomux [Teker] / M. A. Jlpimesas. - 2-e U31., HCIIpP. U JIOIL. -
CIIb. : FOnukc, 2014, 2015, 2017. - 390 c. : un. - (M3y4aem uHOCTpaHHbIe 53bIKH). - ISBN 978-5-
91413-010-4 : 350.00. (216)

DpanyyK3Kuil A3blK

JlykoBuesa B.H. ®paniy3ckuid S3bIK 411 SKOHOMUCTOB. DKOHOMHUKA NPEINPUATUN [ DNEKTPOHHBIH
pecypc] = Le francais economique. Economie d’entreprise : Yue6Hoe mocooue / B.H. JIykoBiega,
H.B. IlonsikoBa. - DieKTpoHHbIE TEKCTOBBIE NaHHbIE. - M. : M31-Bo PYJIH, 2016. - 66 c. - ISBN
978-5-209-07272-0

URL:http://lib.rudn.ru/MegaPro/UserEntry? Action=Rudn_FindDoc&id=452371&idb=0



http://lib.rudn.ru/MegaPro/UserEntry?Action=Rudn_FindDoc&id=452371&idb=0

Jlononnumenvhas aumepamypa:
AH2UUCKUT A3bIK

Evans Virginia. New Round Up 5: I'pammaTuka anrnuiickoro s3bika [ Texer] : Student’s Book with
CD-Rom / V. Evans, J. Dooley. - Kuura Ha anrnuiickom s3sike. - Edinburgh : Pearson Education
Limited, 2012. - 208 p. - ISBN 978-1-4082-7286-2 : 530.00 (15)

Keat Paul G.

Managerial Economics: Economics Tools for Today's Decisions Makers / P.G. Keat, Young Philip
K.Y. - 6-th ed. ; Knura na anrnuiickom s3sike. - New Jersey : Pearson, 2009. - 598 p. : il. - ISBN
780135070659 : 3108.00. (2)

Kerzner Harold, Ph. D.

Project Management: A Systems Approach to Planning, Scheduling, and Contolling / Kerzner
Harold, Ph. D. - 10n ed. ; Knura na aarnmiickom si3bike. - New York : Wiley, 2009. - 1094 p. : ill. -
ISBN 9780470278703 : 7141.00. (3)

Hemeuxkui azvix

Kynukosa T. B. Manager und sein Unternehmen: Intensivkurs Deutsch fiir russische Manager.

Teil 2 / Menemxkep u ero npennpusatue. Kypc HeMenkoro si3plka AJis1 yCKOPEHHOTO O0YyYeHHS
poccuiickux MeHemxkepoB. Yacts 2. — 'UC, 2015.

“Projekte zum Erfolg Fuhren. Projektmanagement systematisch und kompakt”, Munchen,
Deutcher Taschenbuch Verlag, 2014

Muxaiinos JI. M., Bebep I'., Bebep @. JlenoBoit HeMenkuii s36IK. busznec. MapkeTuHnr. MeHeKMEHT.
— Actpenb, ACT, 2011.

Hcnanckuii a3vik

«McnaHnckuii A3bIK JJI1 COBPEMEHHOM MPEANPUHUMATEIIBCKON JIeATeIbHOCTH. [IpoiBUHYTHIN
sTan», Murens Apcyara-I'eppa, ®unomaruc, 2012

1Al dia curso superior de espanol para negocios” Cisele Prost, A. Noriego Fernandez, Ele,
2006

Pecypcol ungpopmayuonno-menekommynuxayuonuou cemu « Mnmepremy:

N0 AH2IUUCKOMY A3IKY
real-english.ru

englspace.com
denistutor.narod.ru
homeenglish.ru

english4.ru
boostyourenglish.net.ru
http://news.bbc.co.uk
http://www.usingenglish.com
www.englishclub.com
www.latimes.com
http://www.guardian.co.uk
http://www.timesonline.co.uk
http://eslus.com/eslcenter.htm
www.englishpage.com



http://www.englspace.com/online/signft.shtml
http://denistutor.narod.ru/razdel8.htm
http://www.homeenglish.ru/Grammarfonetika.htm
http://www.english4.ru/abc.htm
http://boostyourenglish.net.ru/Helpself/Trascr.htm
http://news.bbc.co.uk/
http://www.usingenglish.com/
http://www.englishclub.com/
http://www.latimes.com/
http://www.guardian.co.uk/
http://www.timesonline.co.uk/
http://eslus.com/eslcenter.htm
http://www.englishpage.com/

http://www.tolearnenglish.com
http://www.1-language.com
www.eslwizard.com
http://www.internet4classrooms.com/esl.htm

8. OHEHOYHBIE MATEPHUAJIBI H"
CUCTEMA OHEHUBAHUS YPOBHA
KOMIIETEHIMH 11O JUCHUIIJIMHE

BAJLJIbHO-PEUTHHI' OBASI
COPOPMUPOBAHHOCTH

OneHouHble MaTepualibl U OaJTIbHO-pPEHTHHIOBas CUCTEMa™ OLIEHWBAaHUS YPOBHS
c(OopMUPOBAHHOCTH KOMIETSHIUH (4aCTH KOMIETEHIINI) IO HTOTaM OCBOCHHUS TUCITUTIINHBI
«IIpoeccnonanbHblii MHOCTPAHHBIA S3BIK» MPEACTaBICHbI B [IpuiokeHnn K HacTosIIen

PaGoueit mporpamme AUCIUTIITUHEI.

* - OM u BPC dhopmupyroTcs Ha OCHOBaHHH TPEOOBAHHI COOTBETCTBYIOIIECTO JOKAIBHOTO HOPMATHBHOTO

axta PYJIH (nonoxeHus/mopsinka).

PA3BPABOTYHUKMU:
3aB. Kaeapoil ”HOCTPAHHBIX Baseesa H.I'.
SI3BIKOB
Homxnocts, BYII IToanuce Oammms U.0.
PYKOBOJIUTEJIb OII BO: /)q] P
Houent nenapramenta DbuMKII Jlenamena T.H.

JlomxkHocth, BYII Iloanuce

damumua 1.0.


http://www.tolearnenglish.com/
http://www.1-language.com/
http://www.eslwizard.com/
http://www.internet4classrooms.com/esl.htm

[Tpunoxenue
K paGoueii nporpamme nucuuruinabl «IIpodeccuonanbHbI HHOCTPAHHBIN S3BIK»
OIl BO «MozaenupoBaHue ¥ IPOTHO3UPOBAHUE IIPOLIECCOB B IKOJIOTUU U DKOHOMUKEY

IlacnmopT hoHIa OIEHOYHBIX cpeacTB no aucuumanae «IIpodeccuoHalaLHBIN

HHOCTPAHHLIN A3BIK»

Onucanne 0a/171bHO - PEHTHHIOBOM CHCTEMBI.

3HaHMS CTYIEHTOB OLIEHMBAIOTCA IO PEUTHHIOBOM cucreMe. OLEeHKa 3HaHUN 10 peHTHHIOBOM
CHUCTEME OCHOBaHa Ha HJee IMOOILIPEHMs] CUCTEMATHYeCKON paboThl CTyJeHTa B TEYEHHE BCEro
nepuoaa 00y4eHusl.
[Ipu BBICTABJIEHUU OIIEHOK HCIMOJIb3yeTCS OalbHO-pEUTHHIOBas CHUCTEMa, B COOTBETCTBUU C
[Monoxenuem o BPC oueHkn kadecTBa OCBOEHUS OCHOBHBIX OOpa30BaTENbHBIX IMPOTPAMM,
npunsToro Pemenuem Yuenoro cosera yHuBepcutera (mportokoi Ne6 ot 17.06.2013 1) u
yTBep)kaeHHoro IIpukazom Pekropa YHusepcurera ot 20.06.2013 rona.

Cucrema OLeHOK

Bbanasl BPC Tpaguuuonusie oueHku PO ESTC
95-100 5 A
86-94 B
69-85 4 C
61-68 3 D
51-60 E
31-50 ) FX

0-30 F
51-100 3auer Passed

Bce Buabl yueOHBIX pabOT BBINOJHAIOTCS TOYHO B CPOKH, NPEIyCMOTPEHHBIE
nporpaMmoit o0yueHus. Ecinu cTyneHT 6e3 ysaswcumenvHbix npuyuH HE BBINOIHWI Kakoe-Tu0o u3
y4eOHBIX 3aJaHHi (TPOMYCTUII KOHTPOJIBHYIO paboTy, MO3Ke MOJI0KEHHOTO CpoKa crai pedepar u
T.IL.), TO 3a JaHHBIA BHUJ y4eOHOM paboThl OaIbl €My HE HA4YUCISIIOTCS, a TOJATOTOBJICHHBIC
MI037K€E TOJIOXKEHHOTO CPOKa pabOTHI HE OILICHUBAIOTCHS.

O1eHKH YCIIEBaEMOCTH BBICTABIISIFOTCS CEIYIOIIUM 00pa3oM:

“Otanuno” (A, B)

Ayouposanue - NOHUMAaET BbICKa3bIBaHHE COOECETHNKA B PACTIPOCTPAHEHHBIX CTaHIAPTHBIX
CUTYyallUsX Ha pa3Hble TeMbl (yueba, 1ocyr, paboTa), u3BlieKaeT HeOOXOJUMYIO
MH(OPMALIMIO U3 Pa3IMYHbIX ayU0 U BUJCOTEKCTOB CIEIYIOMINX CTHIICH:

ParMaTu4eckoro (0ObsABICHUS, IPOTHO3 MOTO/bI), MyOIUIUCTHYECKOTO (HHTEPBbIO,
pernopTax).

Ymenue - TOHUMACT AyTEHTUYHBIE TEKCTHI PA3IMYHBIX CTHIIEH (ITyOIULIUCTHYECKUH,
XyJI0KECTBEHHBIN, HAYYHO-TIOMYJISIPHBIN, TparMaTHIeCcKuii). XOpoIo BiIaieeT OCHOBHBIMHU
BUJaMH YTEHUS (03HAKOMUTENIbHBIM, U3yYalOUIUM, IOMCKOBBIM). [loHnMaeT onucanue
COOBITHIA, YyBCTB, HAMEPEHU B MUChMaX JMYHOTO XapaKTepa.

Ilucemo - ymeer nucath POCTHIE CBSI3HBIE TEKCTHI. Y MEET HANUCATh NUCHMO JIUYHOTO
XapakTepa, cooOI1ast 0 CBOMX BIIEYATICHUSIX U JIUYHBIX IEPEKUBAHUAK. Y MEET 3aMOTHATh
aHKeTy, MMCbMEHHO M3J1araTh CBeIeHUs 0 ceOe B (popme, MPUHATOM B CTpaHEe H3ydaeMOoro
A3bIKa, JIeJIaTh 1EJIEBbIC BHIMUCKH U3 TEKCTA.

Tosopenue:



Huanoz - ymeer 6€3 nnpeiBapuTeIbHOMN MOATOTOBKY BECTH JUAJIOT, UCIIOJIb3YS OLICHOYHBIE
CYXJIEHUS B CUTyalUsX OQHUIMATBHOTO U HEO(UIIHATEHOTO OOIIICHNS, Y9aCTBOBATh B
00CyX/1IeHUH NMPOOJIEM B CBSI3H C IPOUNTAHHBIM/IIPOCTYIIAHHBIM HHOSA3BIYHBIM TEKCTOM,
co0uTro1as MpaBMJIa pEYeBOT0 STUKETA.

MoHoJ10T - yMEET CTPOUTH CBSI3HBIE BHICKA3bIBAHUS O CBOMX JINYHBIX BIEYATICHUSX, COOBITHSIX,
0 CBOEM OKPYKEHHMH. MOXKET IPEeACTaBUTh COLUOKYJIBTYPHBIM IOPTPET CBOCH CTPAaHBI U
CTpaH H3Yy4aeMoro s3blka. YMeEeT KpaTHO OOOCHOBaTb M OOBSCHUTH CBOU B3IVIAABI U
HaMepeHHs. Y MeeT MOAPOOHO U3I0KHUTH COJACPKAHNUE IPOUUTAHHOTO TEKCTA.

ITepeBoa — ymeeT OCyIIECTBIATh NEPEBOJUYECKUM aHAIN3 TEKCTa, ONPEACIATh LEIb NEPEBOJa,
XapakTep €ro perenTopoB M THIl MEPEBOAMMOIO TEKCTa; BBHIOMpATh OOILIYI0 CTPATErHio
IepeBoJla ¢ y4eTOM €ro LEeJIM M THUIlA OPUTHMHANA, YMETh OCYILECTBIATH NMHUCHbMEHHBIN (B
OTPaHUYEHHOM OOBEME YCTHBIM) MEepeBOJ TEKCTOB, OTHOCAUIMXCS K c¢epe OCHOBHOM
npogeccuOHATBLHON JESTEIIBHOCTH; II0JIB30BaThCS pu IIEPEBOAC HOBBIMU
UH(POPMALIMOHHBIMA ~ TEXHOJOTHSIMUA. HCIIOJIb30BaTh OCHOBHBIE CIOCOOBI W NPUEMBI
JOCTH)KEHUSI CMBICIIOBOM M CTHIIMCTHYECKOW aJeKBaTHOCTH; MPABUIBHO O(GOPMIISTH TEKCT
[IEPEBO/A B COOTBETCTBUU C HOPMAMM M y3yCOM, THUIIOJIOTHUEH TEKCTOB Ha SI3BIKE IIEPEBOJA;
npo¢eCCHOHATIBHO MOJB30BAThCS CIOBApSMH, CIPAaBOYHHKAMHM, 0a3aMH JTAaHHBIX U JPYTUMH
UCTOYHUKAMU JIOTIOJIHUTEIbHON UH(DOPMAIUH.

«Xopomo» (C)

AyaupoBaHHWe - MIOHUMAET OCHOBHBIE IMOJOKEHUSI YETKO MPOM3HECEHHBIX BBICKA3bIBAHUN IO
U3y4YEHHbIM paHee TeMaM. IIoHMMaeT OCHOBHYIO MBICAb ayAUO U BHUACOTEKCTOB
MParMaTUIeCcKOro U MyOIMIIMCTUYECKOTO CTUTICH.

YrteHue - TOHUMAET MOJTyayTeHTUYHbBIE (aJaNTUPOBAHHBIE UM HECTIOKHBIE) TEKCTHI PA3IIUYHBIX
cTuieil (MyOMMUIUCTHYECKUH, XyJOXKECTBEHHBINH, HAYYHO-TIOMYISAPHBIN, MparMaTHUECKUil).
MoseT mMoab30BaThCsl OCHOBHBIMU BHUIAMH YTEHHSI (O3HAKOMHUTEIBHBIM, H3Y4YalOIIUM,
NOUCKOBBIM). [loHMMaeT HecoXKHbIE MHChbMa JIMYHOTO XapaKTepa.

IIucemo - ymeeT nucarb NpoCThIe TEKCTHI [0 U3YYEHHBIM paHee TeMaM. Y MEEeT UCaTh MUCbMO
JUYHOTO XapakTepa. YMEET 3amlojHATh AaHKETy, JelaThb HECIOXHbIE BBIMUCKA U3
WHOSI3BIYHOT'O TEKCTA.

I'oBopenne:

Juajor - MOXeT y4yacTBOBaTh B Juayiore 0e3 mpeaBapUTeIbHON MOATOTOBKH Ha 3HAKOMYIO U
XOpOIIIO U3YYCHHYIO paHee TeMy (ceMbsi, Xo00u, paboTa, myTeIecTBUs, APY3bs) B CPEIHEM
pedyeBoM Temne. Mosker 6ecenoBaTh 0 cede, CBOMX IIaHax.

MoH0J10T - MOXET CTPOUTD MPOCTHIEC CBSI3HBIE BBICKA3bIBAaHUS B paMKaX M3y4YE€HHON TEMaTUKU U
npobiieMaTuku. MoKeT KpaTKO U3JI0KHUTh COAepKaHNe MPOUYNTAHHOTO TEKCTA U BBIPA3UTh K
HEMY CBOE OTHOILICHUE.

IlepeBox — ymeeT OCylIECTBIIATH MEPEBOAUYECKUI AHAIN3 TEKCTA, ONPEIENATh LIeJb MNEPEeBO/a,
XapakTep €ro pelenTopoB W THUIl MEPEBOJUMOTO TEKCTa; BBIOMPATH OOIIYIO CTPATETHIO
MIEPEBO/IA C YUETOM €r0 LEIU U TUIIA OPUTHHAJIA, YMETh OCYILECTBIIATh IMCbMEHHBIN MEPEBOT
TEKCTOB, OTHOCSIIMXCS K cepe OCHOBHOM MPO(eCcCHOHANTBHOM e TeNbHOCTH; TOIb30BaTHCS
IpU MIEpEBO/I€ HOBBIMHU MH(POPMAIIMOHHBIMH TEXHOJIOTUAMU. TPO(ecCHOHATBHO MOIB30BaTHCS
CJIOBapsIMH, CIPAaBOYHHKAMH, 0a3aMH JAHHBIX U JPYTUMU MCTOYHHUKAMH JOTIOJTHUTEIHHON
nHpopmanuu;

«Ynosiaersopureabuo» (D)

AyaupoBaHHe - IOHUMAET OCHOBHBIE IOJOKEHHSI YETKO IMPOM3HECEHHBIX BBICKA3bIBAHUU IO
W3yYEHHbIM paHee TeMaM. [loHMMaeT OCHOBHYIO MBbICIb ayAUO U BHUJACOTEKCTOB
IparMaTH4eCcKoOro U MyOIMIIMCTUYECKOTO CTUIICH.

YrteHue - TOHUMAET MOTyayTeHTUYHBIC (aJaNTUPOBAHHBIC UM HECTIOKHBIC) TEKCTHI PA3IIMYHBIX
cTuieil (myOauIMCTUYECKUM, XYI0KECTBEHHBIA, HAYYHO-TIOMYJISAPHBIN, TparMaTuuecKuil).
MoseT TOIb30BaThCS OCHOBHBIMU BUJAMH YTCHHS (03HAKOMHUTEIBHBIM, HW3YYaIOIIUM,
nouckoBbIM). [IoHUMAaET HeCcI0KHBIE MUChMA JINYHOTO XapaKTepa.



IMucbMo - ymeeT mucath MPOCTHIE TEKCTHI MO0 M3YYCHHBIM paHee TeMaM. Y MeeT MHCcaTh MUChMO
JUYHOTO XapakTepa. YMEeT 3amojHATh aHKeTy, [elaTh HECJIOXKHBIC BBIUCKUA U3
WHOSI3BIYHOTO TEKCTA.

I'oBopenne:

1. Jlmajor - MOXXET ydYacTBOBAaTh B JIuaiore 0Oe3 MpeIBapUTEIILHOW TMOJArOTOBKHA Ha
3HAKOMYIO U XOPOIIO M3YYCHHYIO paHee TeMmy (cembsi, X000u, paboTa, MyTeIeCcTBUs,
JIpy3bs) B CPEIHEM pedeBoM TemIie. MoskeT 6ecesioBaTh 0 cede, CBOMX IIaHaX.

MoOHOJI0T - MOKET CTPOUTH IPOCTHIC CBS3HBIC BHICKA3bIBAHUS B PAMKaX M3YYCHHON TEMATHKH H
npobaemMaTuku. MoKeT KpaTKo U3JI0KHUTh COJEPKaHNE IPOUYNTAHHOTO TEKCTa M BBIPA3HUTh K
HEMY CBOE OTHOUICHHUE.

IlepeBoa — yMeeT OCYIIECTBIIATH MEPEBOAYECKUI aHATN3 TEKCTa, ONMPEACIATh IeNb MePeBo/a,
XapakTep €ro PelenTopoB W THUIl MEPEBOJUMOTO TEKCTa; BBIOMPATH OOIIYIO CTPATETHIO
NepeBO/Ia, YMETh OCYIIECTBISATh MMChbMEHHBIN NIEPEBO]T TEKCTOB; MOJIb30BATHCS IIPU TIEPEBO/IC
HOBBIMU HH(DOPMAIIMOHHBIMH TEXHOJOTUSMU. [10JIb30BaThCs CIOBapSIMH, CIPABOYHUKAMH,
0a3aMu JaHHBIX ¥ JPYTUMH HCTOYHUKAMH JIOTIOJHHUTEIBHON HH(OpMAIIHNH;

«HeynosiaerBopurteabHo» (F+)

AyaupoBaHMe - OTHOCHTEIBHO TOYHO NMOHMMAET KOMMYHHMKATHBHBIM NMOCBUI cOOECeTHUKA B
pPacIpOCTpaHEHHBIX CTAHJAPTHBIX CUTYalUsSX IOBCEAHEBHOIO OOUICHMS, MPH STOM peyb
TOBOPSAIIMX JOJDKHA OBITh 4YeTKOM u  MemneHHOM. [loHmMaeT oTaenbHBIE (pasbl,
ynoTpeOuTeNbHbIE BBIPAXKEHHUSI B ayAuO M BHUACOTEKCTaX MparMaTU4eckoro u
nyOJIMIIUCTUYECKOTO CTUJICH.

YreHHne - MOHMMAaET MOJIyayTEHTHYHbIE TEKCThI, MOCTPOCHHBbIE HAa YacCTOTHOM SI3BIKOBOM
MaTepHuaje TIOBCEIHEBHOTO W TNPOQPEecCHOHATBHOTO oOmeHuss. MOXeT HCIoab30BaTh
OCHOBHbIE BHUJbl YTCHHs (O3HAKOMUTEIbHOE, H3y4Yarolllee, MOMCKOBoe). MokeT HalTh
KOHKPETHYIO HH(POPMALIKIO B peKJIaMax, MEHIO, paCIIMCaHUSX.

I[IncbMO - MOXKET 3alOJHUTH HECIOXKHYIO aHKETYy, MCIOJIb3ysS OCHOBHBIE CBEICHHS MPO ceds
(uMs1, BO3pacT, MECTO MPOKUBAHUSA M T.A.). MOXKET HamucaTb KOPOTKOE JIMYHOE MHUCHMO,
UCIIOJIB3YS MPOCTHI BBIPAXKEHUS U U3yUCHHbIE paHee (pasbl.

I'oBopennue:

Juajor - MOXeT 00IIaThCs B MPOCTHIX TUIMTUYHBIX CUTYAlUSIX B PaMKaxX XOPOILIO 3HAKOMBIX TEM
UCIIOJIb3YS KPAaTKUE BBICKA3bIBAHMSI U PEUEBbIE KiIMILIE. TeMIl peun MeIJICHHBIN.

MoHoJ10T - MOKET KpaTKO pacckas3aTh 0 ce0e, CBoel ceMbe, yuele, UCIIONb3Ys MPOCThIe Ppa3bl
U IIpeuI0KeHHs. MOXKeT niepejaTb OCHOBHYIO UJIEI0 IPOYUTAHHOTO TEKCTA.

IlepeBoa — ymeeT OCYyLIECTBIATh MEPEBOJUECKHUI aHAIU3 TEKCTa, ONpEAENsATh Lieib MepeBoja,
XapakTep €ro perenTopoB M THII MEPEBOAMMOIO TEKCTa; BBHIOMpATh OOILIYI0 CTPATErHio
NepeBojia, YMETh OCYIIECTBIATh MUChMEHHBIN NIEPEBO TEKCTOB; MOJIH30BATHCS MPU IEPEBOJIE
HOBBIMH WH(OPMAIIMOHHBIMH TEXHOJIOTUSAMH. [107p30BaThCS CIOBAPSMH.

(F)
Kypc He ycBoeH. CTyieHT IeMOHCTPUPYET JHILIb OTPHIBOYHBIC 3HAHUS, HE C(HOPMHUPOBAHBI
OCHOBHbIE YMEHHS U HaBbIKU. Tpebyercst MOBTOP Kypca.

Mucuunauna: « THOCTPAHHBIN SI3BIK JEJIOBOI'O OBIIEHU ST»

3K3AMEHAIIMOHHBINA BUJIET
Iucvmennasn paboma:
1. BrimmosHeHHe TecTa Ha MPOBEPKY BOCHPUATHSA HA CIyX 3BYYaILEro TEKCTA U3
npodeccHoHaNbHOMN cepbl OOLIECHHUS.
2. IlepeBoj TekcTa npodeccnoHalbHON TEMAaTUKH.




Yemnasa wacmy:
1. UYrenwue, nepeBoa, NEPECKA3 TEKCTA MO CIEUAIBHOCTH.
2. PedepupoBanue razeTHOM CTaTbU HA UHOCTPAHHOM SI3BIKE.
3. Pemenue npo6ieMsbl, CBI3aHHOU ¢ OyAyIIeH CriennanbHOCTHIO CTYICHTA.

3aBenyrommii kadheapon Mamora E.H.

IIncbMeHHAasi YacTh HTOTOBOI0 MCIIbITAHUS

1. Listening

Task 1. Listen to an interview with a famous economist. Use the information from the interview to
complete the gaps in the sentences below. Use NOT MORE THAN THREE words.

Tape script.

Interviewer: What advice would you give to a chief strategy officer today?

Economist: [ would start with, “What were you doing in strategic planning before the financial crisis
hit?”” and “How well do you think it worked?” As I said, what’s changed is largely our perception of
uncertainty. Most CSOs would reply, “Well, we had a pretty standard strategic-planning process. We
did some industry analysis and market research and tried to do some long-term discounted cash flow
on our opportunities. It was very financially driven and we felt it worked pretty well.” In the end,
though, you would probably find that they were treating a lot of level three and four issues like level
one and two issues and relying on the wrong tool kit.

Interviewer: Are you going to teach them scenario planning?

Yes, I would start with scenario-planning techniques—even though scenario planning has been
around for decades, it’s still a niche tool in strategic-development and -planning efforts. The CSO
and I would also talk about using analogies better. The basis of the analogy doesn’t have to be the
exact thing you’ve done in the past, but it should be a similar space, geography, or basic business
model that you can learn from. Many people today are asking what might be analogous situations,
such as the Great Depression or the 1997 Asian financial crisis, and I really understand why they are
focused on them: it’s a classic example of using level four reasoning when it’s hard to use any other.
Finally, this is a good time to rethink your planning process. Have you been doing strategic planning
on an annual basis as a paper-pushing exercise? That will have to change. In the months to come,
you’re going to have to make decisions very quickly on fundamental opportunities that may drive
your earnings performance for the next decade or more, and you’ve got to be prepared to make these
decisions in real time. That requires a continuous focus on market and competitive intelligence and
far more frequent conversations—daily, if necessary—among the top team about the current situation.
Senior executives already may be in closer contact because of the emergency they face, but that
doesn’t necessarily imply that they have the raw material and the structure to work through strategic
decisions systematically. These daily conversations have to move beyond getting through that day’s
crisis to more fundamental strategic issues as well, because the decisions made today may open up or
close off opportunities for months and years to come.

1. A standard strategic-planning process includes ... analysis and ... research.

2. The speaker emphasizes the importance of ... planning in the process of strategy development.

3. The situations often used for comparison in the process of scenario planning are the Great
Depression of 1929 -1932 and the ... of 1997.

4. The speaker suggests that senior executives should have frequent ... about the current situation and
company strategy.



2. Translation.

Translate the text into Russian.
Training your team
As a customer care trainer who works with companies of all shapes and sizes, I'm well aware of
the ‘extreme cautiousness’ with which most organizations are approaching any purchases —
especially when it comes to training their employees to be and do their best. As I see it, there
are three main challenges:
1) They have a small training budget — or perhaps no budget for training at all.
2) They’ve downsized, making it difficult for anyone to be away from their desks to attend
training sessions for any length of time.
3) Even if they’ve bounced back from tough times, they don’t completely trust that the market
will bounce back. As one of my prospective clients put it, “I have to check with my boss when
I want to purchase a pencil.”
Meanwhile, employees suffer from the stress of the worry and of the extra workloads they carry. That
stress affects their relationships with each other and, of course, the experience they provide to their
customers. And we all know how negative experiences can erode the bottom line.

YcTHAasi 4aCTh HTOTOBOI0 UCIILITAHUSA

‘ITeHne, nepeBoa, mepeCKa3 TeKCTa 1o CueinmajaIbHOCTH.

Read the text.

Autocratic Leadership/Management

Some of the most bizarre things I have seen in organizations occur when autocratic managers or
executives decide to force people to work in participatory teams. As often as not this occurs when
the executive latches on to an idea or fad without a full understanding of its implications at all levels
of the organization. In this situation, teamwork becomes something that is done TO people BY a
manager or executive. While it is possible to legislate the structures of teams, and command their
existence, it is not possible to order a team to work efficiently or harmoniously. In fact the use of
power to create teams sows the seeds of destruction of those very teams. Not only does this not work
but it can have disastrous consequences.

What happens when an autocratic approach is used with respect to teamwork?

Team members sense the contradiction between participatory teams and autocratic management.
They don't believe the rhetoric of the leader regarding his or her commitment to teamwork.

There is a tendency for autocratic leaders to lack the skills needed to lead a team, so that teams end
up directionless and confused. Some autocratic managers try so hard to "not be autocratic", that they
refuse to give any hints as to what the team is expected to accomplish. Other autocratic managers
supply such rigid constraints for teams, that there is no point having a team at all.

Autocratic leaders tend to use elastic authority. While they make a game attempt to "let go" of at
least some power, they will quickly pull the elastic band to remove any autonomy that a team has.
This elastic banding confuses teams since they can never tell what the bounds of their authority are,
or, they realize it's all a sham, and they have no autonomy or power anyway, just the appearance of
1t.

When we have an autocratic executive in an organization, this makes effective teamwork at lower
levels difficult, even though that work unit may have a more participatory leader. The work unit team
may work as a team until they notice that someone "upstairs" is ignoring them, or rendering their
ideas and work irrelevant or useless.

What results would be the loss of credibility for management, increased frustration on the part of
team members and difficulty in sustaining any team efforts difficulty in achieving even simple team



goals. So, it might be better to forgo team development efforts where an autocratic manager is
involved.

PedepupoBanue razeTHoi cTaTb HA HHOCTPAHHOM fI3BIKE.
Why big tech should fear Europe

“The birthday of a new world is at hand.” Ever since Thomas Paine penned those words in 1776,
America has seen itself as the land of the new—and Europe as a continent stuck in the past. Nowhere
is that truer than in the tech industry. America is home to 15 of the world’s 20 most valuable tech
firms; Europe has one. Silicon Valley is where the brainiest ideas meet the smartest money. America
is also where the debate rages loudly over how to tame the tech giants, so that they act in the public
interest. Tech tycoons face roastings by Congress for their firms’ privacy lapses. Elizabeth Warren,
a senator who is running for president in 2020, wants Facebook to be broken up.

Yet if you want to understand where the world’s most powerful industry is heading, look not to
Washington and California, but to Brussels and Berlin. In an inversion of the rule of thumb, while
America dithers the European Union is acting. This week Google was fined $1.7bn for strangling
competition in the advertising market. Europe could soon pass new digital copyright laws. Spotify
has complained to the eu about Apple’s alleged antitrust abuses. And, as our briefing explains, the eu
is pioneering a distinct tech doctrine that aims to give individuals control over their own information
and the profits from it, and to prise open tech firms to competition. If the doctrine works, it could
benefit millions of users, boost the economy and constrain tech giants that have gathered immense
power without a commensurate sense of responsibility.

Western regulators have had showdowns over antitrust with tech firms before, including ibm in the
1960s and Microsoft in the 1990s. But today’s giants are accused not just of capturing huge rents and
stifling competition, but also of worse sins, such as destabilising democracy (through misinformation)
and abusing individual rights (by invading privacy). As ai takes off, demand for information is
exploding, making data a new and valuable resource. Yet vital questions remain: who controls the
data? How should the profits be distributed? The only thing almost everyone can agree on is that the
person deciding cannot be Mark Zuckerberg, Facebook’s scandal-swamped boss.

The idea of the eu taking the lead on these questions will seem bizarre to many executives who view
it as an entrepreneurial wasteland and the spiritual home of bureaucracy. In fact, Europe has clout
and new ideas. The big five tech giants, Alphabet, Amazon, Apple, Facebook and Microsoft, make
on average a quarter of their sales there. And as the world’s biggest economic bloc, the eu’s standards
are often copied in the emerging world. Europe’s experience of dictatorship makes it vigilant about
privacy. Its regulators are less captured by lobbying than America’s and its courts have a more up-to-
date view of the economy. Europe’s lack of tech firms helps it take a more objective stance.

A key part of Europe’s approach is deciding what not to do. For now it has dismissed the option of
capping tech firms’ profits and regulating them like utilities, which would make them stodgy,
permanent monopolies. It has also rejected break-ups: thanks to network effects, one of the
Facebabies or Googlettes might simply become dominant again. Instead the eu’s doctrine marries two
approaches. One draws on its members’ cultures, which, for all their differences, tend to protect
individual privacy. The other uses the eu’s legal powers to boost competition.

The first leads to the assertion that you have sovereignty over data about you: you should have the
right to access them, amend them and determine who can use them. This is the essence of the General
Data Protection Regulation (gdpr), whose principles are already being copied by many countries
across the world. The next step is to allow interoperability between services, so that users can easily
switch between providers, shifting to firms that offer better financial terms or treat customers more
ethically. (Imagine if you could move all your friends and posts to Acebook, a firm with higher
privacy standards than Facebook and which gave you a cut of its advertising revenues.) One model
is a scheme in Britain called Open Banking, which lets bank customers share their data on their



spending habits, regular payments and so on with other providers. A new report for Britain’s
government says that tech firms must open up in the same way.

Europe’s second principle is that firms cannot lock out competition. That means equal treatment for
rivals who use their platforms. The eu has blocked Google from competing unfairly with shopping
sites that appear in its search results or with rival browsers that use its Android operating system. A
German proposal says that a dominant firm must share bulk, anonymised data with competitors, so
that the economy can function properly instead of being ruled by a few data-hoarding giants. (For
example, all transport firms should have access to Uber’s information about traffic patterns.)
Germany has changed its laws to stop tech giants buying up scores of startups that might one day
pose a threat.

Europe’s approach offers a new vision, in which consumers control their privacy and how their data
are monetised. Their ability to switch creates competition that should boost choice and raise
standards. The result should be an economy in which consumers are king and information and power
are dispersed. It would be less cosy for the tech giants. They might have to offer a slice of their profits
(the big five made $150bn last year) to their users, invest more or lose market share.

The European approach has risks. It may prove hard to achieve true interoperability between firms.
So far, gdpr has proved clunky. The open flow of data should not cut across the concern for privacy.
Here Europe’s bureaucrats will have to rely on entrepreneurs, many of them American, to come up
with answers. The other big risk is that Europe’s approach is not adopted elsewhere, and the continent
becomes a tech Galapagos, cut off from the mainstream. But the big firms will be loth to split their
businesses into two continental silos. And there are signs that America is turning more European on
tech: California has adopted a law that is similar to gdpr. Europe is edging towards cracking the big-
tech puzzle in a way that empowers consumers, not the state or secretive monopolies. If it finds the
answer, Americans should not hesitate to copy it—even if that means looking to the lands their
ancestors left behind.

Pemenue nmpooJiemMmbl

Speaking.

Discuss the importance of change management with your partner.
Discuss the importance of scenario planning with your partner.
Discuss the importance of time management with your partner.

Tabauua pacnpedenenus 0a1106

Bomnpoc banas 30
AynupoBaHue 4
ITrcbMeHHBIN EepeBO 6
UreHue, nepeBol, NEPECKa3 TEKCTa MO0 CIEUAIBHOCTH 7
PedepupoBanue razeTHoOl CTaTh HA MHOCTPAHHOM SI3BIKE. 7
Pemenue nmpobiemMbl 6

KpuTtepuu oueHuBaHus
AynupoBanue — 4 0ajia

BaJuibl
OtBer OtBer OtBer
Kpurtepun ouenku orpera HE YACTHYIHO MOJHOCTBIO
COOTBETCTBYET COOTBETCTBYET COOTBETCTBYET
KpHUTEpUI0 KpHUTEpUI0 KpHUTEpUI0
Bompoc 1. OTBer siBnsieTCS BEpHBIM 0 0,5 1
Bompoc 2. OTBeT sSBIsSETCS BEPHBIM 0 0,5 1




Bompoc 3. OTBeT sSBIsSETCS BEPHBIM 0 0,5 1
Bompoc 4. OTBet sBnsETCS BEpHBIM 0 0,5 1
IIucsMeHHbIN epeBoa — 6 6aJ10B
Banasl
OtBer
OTBeT He OTBeT YaCTHYHO
Kputepun ouenku oTera TMOJTHOCTHIO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpUTEPHUI0 KPHUTEPHIO
KPUTEPHIO
ConeprkaHre BBICKA3bIBaHUS TEPEAAHO
MOJIHOCTBIO, UCTIOIh3yEeMBI CITOBApHBIN 0 1 )
3amac COOTBETCTBYET ITOCTaBICHHOM
3aJa4e
OOy4JarImuiicss MCIONB3yeT OCHOBHBIC
CIIOCOOBI W TIPHEMBI  JTOCTHIKCHHSI 0 1 )
CMBICIIOBOH " CTHIIMCTUYECKON
aJlcKBaTHOCTH
OOy4JarIUiCs UCTIONB3YET
rpaMMaTHIECKUE CTPYKTYPHI B 0 1 )
COOTBETCTBHH C ITIOCTABJIEHHOM 3aa4eH.
[TpakTHYeCcKHn OTCYTCTBYIOT OIITHOKH.

YUreHue, mepeBoji, Nepeckas TEKCTA MO CNEeNUATBLHOCTH — 7 0aJ1J10B

PedepupoBanue razeTHOM CTAaTbM HA HHOCTPAHHOM si3bIKe — 7 0aJITI0B

banabl
OTtBer
OTtBeT He OTBeT YaCTUYHO
Kputepun ouenku oTera MOJIHOCTHI0
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpHUTEpUIo KPHUTEpUIo
KPUTEPHI0
ConeprkaHre BBICKA3bIBaHUS TIEPEAAHO
MOJHOCTHI0, UCTIOJIb3YEMBbIN CIIOBapHBIN 0 > 3
3armac COOTBETCTBYET ITOCTABICHHON
3as1aue
OO0yuaromuiics HCIIONB3YeT
rpaMMaTHIeCKHe CTPYKTYPBI B 0 | )
COOTBETCTBHH C IOCTABJICHHOW 3a/ladyeid.
[TpakTHYeCcKH OTCYTCTBYIOT OIIHOKH.
OO0yuaromuiicst COOTI0IAET CTPYKTYPY
BBICKA3bIBaHUS, UCTIOIL3YET CPEICTBA 0 1 2
JIOTUYECKOU CBSI3U
Pemenue npodsemsbl — 6 6a/1J10B
banabl
OTtBer
OTtBeT He OTBeT YaCTHUYHO
Kputepun ouenku oTera MOJIHOCTHI0
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpHUTEpPUIo KPHUTEpUI0

KPUTEPHIO




Conepma}me BBICKa3bIBaHUS
COOTBCTCTBYCT IIOCTaBIICHHOM 3aga4ec

Obyuarommuiics HCIIONb3YET
rpaMMaTHYCCKHC CTPYKTYPBI B
COOTBETCTBUH C IOCTaBJICHHOM 3a7aucii.
[TpakTHYeCcKHn OTCYTCTBYIOT OIITHOKH.
OOy4JarIuics UCIONB3YeT JIEKCUKY
(mpodeccroHaNbHYIO JIEKCHKY,
TEPMUHBI) CTPYKTYPHI B COOTBETCTBUH C
IIOCTaBIICHHON 3aauci.

Ilpumep 3a0anuit no AY/[HPOBAHHIO

Task 1. Listen to an interview with a famous economist. Use the information from the interview to
complete the gaps in the sentences below. Use NOT MORE THAN THREE words.

Tape script.

Interviewer: How do you evaluate the level of business uncertainty today?

Economist: The financial crisis has actually brought greater clarity because it has forced us to
recognize that we have a lot more level three and level four situations than we would have admitted
a few months ago. They probably were there all along, yet the bias was toward thinking that issues
were more at level one and level two. Specifically, we have learned how interdependent our financial
markets are and how systemic failure in any important node of the network can work very rapidly
through the system and bring liquidity to a halt. So our scenarios about the availability of capital
around the world have changed significantly.

Maybe the world and the uncertainties we face haven’t changed all that much as a result of the
financial crisis, but our perception of risks has. That means there is a real opportunity to rethink the
way we make strategic decisions, the way we plan under uncertainty. We should realize that, across
sectors, for most important decisions we’re actually pretty far to the right—levels three and four—in
the uncertainty spectrum.

Interviewer: What does that mean in practice for managers?

Economist: Level four situations are, by definition, ones for which you can’t really bound the range
of outcomes, because it’s anybody’s guess. I’'m sure we’ve all felt a little bit of that in the last few
months. So the question is, do you just have to wing it? Is that what strategic decision making comes
down to? I don’t think that’s true at all, but level four does require a different mind-set.

From level one to level three, the presumption is that you can do some bottom-up analysis. You can
figure out what the value drivers are and do some market research and some competitive intelligence.
All this may not give you a precise forecast, but you’ll be able to bound the outcomes somehow.
That’s impossible in level four situations, by definition. There’s just stuff that’s fundamentally
unknowable—truly an ambiguous world.

On the other hand, that doesn’t mean you can’t be rigorous in thinking through strategic decisions in
level four. It just requires you to work backward from potential strategies to what you would have to
believe about the future for those strategies to succeed. The classic example would be biotech—early-
stage biotech investments have always faced level four uncertainty, because you’re playing with
therapies with an ultimate commercial viability that is unknown.

1. The latest crisis has shown that financial markets are ... and liquidity problems in one part of the
world are very quickly transferred to the other.

2. The speaker insist that managers should change their perception of risk and the way they ... .

3. The speaker recommends to do a ... analysis to make predictions about the possible outcomes of
their financial decisions.



KpuTtepuu oueHuBaHus

AynupoBanue — 3 0ajia

baJjibl
OtBer OtBer
OTBeT He
Kpurtepun ouenku orpera YaCTUYHO NOJTHOCTBIO
COOTBETCTBYET
COOTBETCTBYET COOTBETCTBYET
KPUTEpHI0
KPUTEpPHI0 KPUTEpPHI0
Bompoc 1. OTBer siBnsi€TCS BEpHBIM 0 0,5 1
Bompoc 2. OTBeT sSBIsSETCS BEPHBIM 0 0,5 1
Bompoc 3. OtBer siBnsi€TCS BEpHBIM 0 0,5 1

Ilpumepwt 3a0anuit no YTEHHIO

Task 1. Read the text. Mark the statements below the text as TRUE or FALSE.

The Manager's Role

It is unfortunate that many managers want to stimulate the development of high-performance teams,
but do not see themselves as active players in the process. Sometimes, this comes from a mistaken
idea that a team should be self-contained and owned by the team members. In fact, teams should be
owned by its members, but the manager or supervisor plays THE KEY ROLE in setting the climate
for the development of teams.

We can't overstate this point. If you want to encourage team functioning, it is very likely that you,
yourself will have to change. If you don't, any team approach is doomed to failure. If you look at
teams in other contexts, you will quickly realize that leadership determines success. A sports team
has a coach, a symphony orchestra has a conductor. These teams don't spontaneously develop without
effective leadership, but develop and grow with the help and guidance of a leader whose job is not to
control, but to teach, encourage, and organize when necessary. A good way to describe the role of
the manager is a catalyst, a force that causes things to happen for other people, and the team.

Not only is the manager's role critical, but it changes over the lifespan of the team-building process.
In the beginning of the process of team-building, the team members may need a good deal of help
developing their mission and purpose, identifying what they want to accomplish, and, more
importantly, with the development of interpersonal and group skills such as conflict resolution,
meeting management, etc. They may also need constant reminder that the manager is serious about
the team, meaning that its activities and decisions or recommendations will be implemented wherever
humanly possible. The manager may even be called upon to act as a mediator, when conflict cannot
be resolved by the team members.

As a team grows and matures, the manager might become an equal team member, or may find that
the team doesn't require ongoing involvement. Or not.

1. Managers may not be effective team members.
2. Effectively working teams do not need a leader.
3. The role of manager in a team may change with time.

Task 2. Read the text. Find the information in the text which is necessary to answer the questions
below.
Some Critical Leadership Factors



We can describe some important leadership factors that will affect the team building process, and its
success. While these are particularly applicable to the formal work unit leader (i.e. the manager),
they apply also to team members who are performing in a leadership capacity.

Highly developed inter-personal skills and understanding of some basic psychology regarding
what makes people commit to, and perform.

Must recognize the importance of balancing between tasks (getting the job done) and people
(ensuring that team members are satisfied with the process of getting the work done).
Willingness to listen and ability to communicate. Leaders must have a preference to listening
and understanding rather than controlling and talking.

Show Constancy of Purpose. Leaders must commit themselves to the team, and not give up
when the going gets rough, or success is slow to come.

Show Consistency in Behaviour. Leaders must behave in a consistent manner regarding team
work. Leaders who sometimes encourage team process and sometimes bypass the team
confuse the hell out of everyone. When this happens, nobody takes teams seriously.

Model Desireable Team Behaviour. The team will take its cues from its leader, or the
manager. You cannot break inter-personal rules, not listen, and use autocratic prerogatives,
and expect members of your team to believe that you REALLY value working together.

Be Able To Deal With Problem Team Members. Sometimes a team does not have the internal
resources to deal with a member that is uncooperative or so unskilled in group behaviour that
he or she becomes a barrier. A manager must be able to coach when necessary, problem-
solve, establish consensus and mediate.

1. What for should managers study psychology?
2. What are the most important communication skills for a leader?
3. How should leaders behave if the team faces some problems on the way to success?

Kpurepuu oueHnBanus

Yrenue — 3 021712

BaJjibl
OTtBer OTtBer
OtBer He
Kputepun ouenku oTera YaCTUYHO MOJIHOCTHI0
COOTBETCTBYET
COOTBETCTBYET COOTBETCTBYET
KpHUTEpUIo
KPUTEPHIO KPUTEPHIO
Bompoc 1. OTBeT sBIsSETCS BEPHBIM 0 0,5 1
Bompoc 2. OTBert sBnsETCS BEpHBIM 0 0,5 1
Bompoc 3. OTBeT sSBIsSETCS BEPHBIM 0 0,5 1

Ilpumepwt 3a0anuit no IHCHbMY

“If you fail to plan, you are planning to fail”
Do you agree with this opinion? Why?/ Why not?
Write an essay of not more than 200 words.

KpuTtepuu oueHuBaHus

Baniasl
OTBeT
OTBeT He OTBeT YaCTHYHO
Kputepun oeHKH 0TBeTA MOJIHOCTBIO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KPUTEPHUIO KpHUTEPUIo
KPUTEPHUIO




Coz[epxca}me BBICKa3bIBaHUS 0 0.5 1
COOTBCTCTBYCT IIOCTaBIICHHOM 3aga4ec >

Obyuarommuiics HCIIONb3YET
rpaMMaTHYeCKue CTPYKTYpbI B 0 0.5 1
COOTBETCTBHH C TOCTABIIEHHON 3a/1adeil.
[TpakTHYeCcKHn OTCYTCTBYIOT OIITHOKH.
OOy4JarIuics UCIONB3YeT JIEKCUKY
(mpodeccroHaNbHYIO JIEKCHKY,
TEPMHHBI) CTPYKTYPBI B COOTBETCTBHUH C
MOCTaBJICHHOU 3a/1a4eil.

0 0,5 1

Ilpumeput 3a0anuit no FTOBOPEHHIO
Discuss the importance of time management with your partner.

Kpurtepuu oueHnBanus

Baniasl
OtBerT
OTBeT He OTBeT YaCTHYHO
Kputepun oeHKH 0TBeTA MOJIHOCTBIO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KPUTEPHUIO KPHUTEPUIO
KPUTEPHI0
ConeprkaHre BhICKa3bIBaHUS 0 0.5 |
COOTBETCTBYET IMOCTABICHHON 3aj1aue ’
Oobyuarommuiics HCIIONb3YET
rpaMMaTHIEeCKUE CTPYKTYPBI B 0 0.5 1
COOTBETCTBHH C ITIOCTABIIEHHOM 3ajadeci. ’
[TpakTHYeCcKHn OTCYTCTBYIOT OIITHOKH.
OOy4JarIuics UCIONB3YeT JIEKCUKY
(mpodeccroHaNbHYIO JIEKCHKY, 0 0.5 1
TEPMUHBI) CTPYKTYPHI B COOTBETCTBUH C ’
MOCTaBJIECHHOM 3agauel.

Ilpumepul 3a0anuit no IEPEBO/JY
Translate the text into Russian.
Rigidly Structured Hierarchical Organization
Almost every organization is structured in some hierarchical way. However, organizations differ in
terms of the rigidity of that structure. The more flexible organization is characterized by increased
delegation of authority to lower levels of the organization, flexible communication paths, and
decentralized decision-making. The more rigid organization demands that its staff work through
channels, refer most decisions to higher levels in the hierarchy, restrict autonomy and restrict
communication. As a result of this rigidness, decision-making (and action) take a great deal of time.
A rigid hierarchical structure restricts individuals, but also teams. Teams below the "decision-making
level" may work very effectively internally, but when they are faced with obtaining approvals through
"channels", their usefulness is curtailed. First, the process is too slow to sustain team commitment.
Second, when teams realize that they have no authority to complete their tasks, they back-off,
knowing that their work is not very meaningful. Thirdly, rigid organizations, by restricting
communication, can limit a team's effectiveness by reducing access to information that the team needs
to succeed.
We won't go so far as to say that teams cannot succeed in rigidly structured organizations, but we
need to remember that teams are affected by the larger context in which they must operate. If you



are considering a more team-based approach, and team-building activities, you need to consider
whether the larger management system will render your team-building investment useless.

KpuTtepuu oueHuBaHus

IlucbmeHHbIi nepeBoa — 3 6asia

banabl
OtBer OtBer OtBer
Kpurepun ouenku orsera He YacCTHYHO MOJIHOCTBHIO
COOTBETCTBYET | COOTBETCTBYET | COOTBETCTBYET
KPUTEPUIO KPHUTEPHUIO KPUTEPUIO

ConepxaHue BRICKa3bIBAHUS
NEPe/Iato MOMHOCTBIO, 0 0.5 |
MCIIOJIb3YEMBIN CIIOBAPHBIN 3armac
COOTBETCTBYET MOCTABJICHHOM 3a/1a4e

OOyuaromuiics
MCIIOJIH3yEeT OCHOBHBIC CITOCOOBI
" [IPUEMBI JOCTHXKCHHUS 0 0,5 1
CMBICJIOBOM M CTHJIMCTHYECKOM
aJICKBATHOCTHU
OOyuaromuiicst KCTIOIB3YET
rpaMMaTHYE€CKUE CTPYKTYPHI B
COOTBETCTBHUH C TIOCTaBJICHHOM 0 0,5 1
3amauel. [IpakTuuecku OTCyTCTBYIOT
OIIIMOKMU.

KommuiekT 3aianuii it CaMOCTOSATEJIbHOM PadoThI
Task 1.

Translate from English into Russian.

If you could do any job at all for one day, what would it be? An easy question to answer, you may
think. But when Campaign for Learning, an education charity, said they would arrange for me to take
on any job I wanted for a day, I was flummoxed.

Going through some newspapers, | found references to two studies: one suggesting that workers in
Wales have the highest job satisfaction in Britain, another suggesting that company directors are the
happiest among all professionals.

Which is why I drove to an engine plant in Wales last week to be a company director for a day. I
arrived to meet Bob Murphy, the 42-year-old plant manager, at 9.30am. On the wall of his office,
there was a picture of an eagle and the slogan: ‘Focus: If you chase two rabbits, both will escape.’ I
explained how

I had chosen to spend the day at his plant.

Our first task was to attend a meeting of the senior team members who run the plant, which itself runs
24 hours a day, five days a week, producing 622,000 engines a year. A manager got the meeting
rolling by saying: ‘The block and head CMMS went down late yesterday evening, which delayed the
change of the VCT.’ I couldn’t understand a word of what they were talking about. After the meeting,
Bob Murphy told me: ‘We are going to go for a walk around the plant now. I do three walks a day. |
don’t think you can manage from a desk — the factory floor is where the action is.’



I thought these walks would last a few minutes each, but since the 25-year-old plant covers 6 hectares,
they lasted some time longer — most of the day, in fact. They were interspersed with
various meetings about many things I did not understand.

Bythe end of the day at 4:30pm (or rather at the end of my day — Bob works from 5am to 6:30pm,
and comes in at the weekends too), we must have walked five or six miles1. But in spite of the pain
in my feet, I was glad I went for the Welsh factory option. It was nice to discover that there are some
management jobs that do not simply involve chairing meetings and sitting at a computer screen. And
it was interesting to meet so many people who seem to be content with the jobs they have.

Task 2.
[TepeBoqueckoe pedepupoBaHue.
XK-daxtop: JIEHCTBUTEIILHO R0 paBHOIIpaBue II0JIOB BBITOJTHO I OusHeca

Bbopr0a 3a paBeHCTBO TOJIOB cTasia (hEeTHIIEM JIJIsl MHOTHX HHTEPHAIIMOHAIBHBIX Kopriopamuii. [lemo
HC TOJIBKO B MCKOPCHCHUU OUCKpPUMHHALINH. Kak moka3bIBaroT MHOTOYMCIICHHBIE HUCCICOOBaHUA,
JKEHIITUHBI-00CCHI JIeNaroT Ou3HeC Ooree 3¢ PEeKTUBHBIM.

25 MapTa UTATBSIHCKUH MapiaMeHT IPUCTYITIII K 00CYXICHUIO 3aKOHOIIPOEKTA, 00S3BIBAIOIIETO
pa60T0;[aTeJ1;1 Ka)K,Z[BIﬁ MCCALl OIUIaYUBATh TpU JHA OTIIYCKa COTPpyAHHUIIAM, KOTOPBIC UCIIBITBIBAIOT
6o BO BpeMst MeHcTpyanuH, cooomaer Thelndependent. [TogoOHbBIE 3aKOHBI YK€ NEHCTBYIOT B
psie BOCTOUHBIX CTpaH, Ha ouepeau EC.

C npyroii croponsl okeana, B CIIIA, cynse Huny ['opcauy, kotoporo npesuaeHt Jonansa Tpamn
BBIZIBUHYJI B BepXOBHBIH CyJl, HAa TPOLLIION HEJEsIe MPUIILIIOCh OTOMBATHCSI OT OOBUHEHUH B
cekcusme. B mpodunbHBI KOMUTET CEHATa MOXKaIoBaIach ero ObIBIIAS CTYeHTKAa — OyATO ObI Ha
OJIHOM M3 CEMHHApOB OH MposiBUJI ce0s cekcuctoM. 1o ee cioBam, Temoit cemuHapa Obl1a
JTUCKpPUMHUHALIKA B I0pUIHUECKOM On3Hece U ['opcay HaCTOWYMBO KOHIIEHTPUPOBAJI BHUMAaHHE
ayJIUTOPUU Ha CIy4asX, KOr/ia )KEeHIUHBI, IUTAaHUPYIOIIKE 3aBeCTU peOeHKa, yCTpauBarOTCs Ha
paboTy TOJBKO 3aTeM, 4TOOBI FapaHTUPOBATEH CE0E XOPOIIUE «IEKPETHBIEY.

Ha cnymanusax ['opcau 00bscHMIL, 4TO Bce pOBHO HA0OOPOT, OH 00CYXAaJ CO CTyIeHTaMU
THITOTETHYECKYIO CUTYAINIO, KOT/Ia KeHIIMHY TPH MOCTYIUICHHH Ha padOTy CIIPalINBAIOT, HE
cobupaeTcs 1M OHa BCKOPOCTHU 3a0epeMeHeTh. «HacTo 1 BaM 3ajjaBaii MOA00HbBIE BOIPOCHI B
CBSI3H C TPYAOYCTPOWCTBOM, HEMPAaBOMEPHBIE BOTIPOCHI O BallleM TUIAHUPOBAHUH CEMBHU?» —
nepecKasai OH CBOM quaior co cryneHTamu. M moGaBuil, 4To caMm B HIOKE OT TOTO, CKOJIBKUM
KEHIIIMHAM IPUXOIUTCS BBICIYIINBATH TAKOTO POJIAa BOIPOCH OT MOTCHIIMAIBHBIX paboTomaTenei.

PaBHOMmpaBue mojioB — akTyalibHas ceiyac TemMa B pa3BUTHIX cTpaHax. [Ipuyem peus uaer He
TOJILKO O IMCKPUMHUHAIIMU, HO ¥ 00 YIyIIEHHBIX BO3MOKHOCTSX pa3BUTHs OM3HEca. DKOHOMUCTHI
YTBEPKAAIOT, YTO HEPABEHCTBO MEXK/1y MYXKUMHAMHU U KCHIIUHAMH HA PHIHKE TPYJa BPEIUT
paboTomarensM: OHM JIMIIAIOT ceOs PECypCcoB, a 3HAUUT U (PUHAHCOBOU BBITOJIBI.

BBIFOI[a U CIIpaBCJINBOCTDb

Ot ny0nukanuii Ha TeMy TeHJEpHOTO PABEHCTBA, U )KYPHAIUCTCKUX U HAYYHBIX, YACTO BEET
060pb0OOIi 3a TpaBa yrHETEHHBIX. PaBEHCTBO U AMCKPUMUHAIUS, CIIPABEUIUBOCTh U MPEAB3ATOCTh —
pacxo’kue TEpMUHBI B TaKUX TeKcTax. Ho ecTh 1 MHON pe30H B TOM, 4TOOBI HE TOJIBKO /1aBaTh
JKEHIIMHAM PaBHBIE C MYKUYMHAMU KapbEPHbIE BO3MOKHOCTH, HO M PEaJIbHO YUUTHIBATh UX



3anpocel. Kak rmokasan psii MCCle10BaHMI, YEM MEHBIIIE PA3HULIA B YUCIEHHOCTH MYKYUH U
KEHIIMH B KOPIIOPAIMH, TeM 00Jiee TBOPUECKHU M YCIICITHO OHA JICHCTBYET. A 4eM BBIIIEC YPOBEHb
YIPABJICHUS], HA KOTOPOM IOJIbI PECTABIEHbI B pABHOW Mepe, TEM IIHUPE Y KOPIOpauuu
ACCOPTUMEHT BO3MOXKHBIX PELICHUH.

CornacHo ucClIe0BaHUIO KOHCAITUHTOBON Kommanuu McKinsey HepaBeHCTBO yrpoxkaer
HEMOCPEACTBEHHO (PMHAHCOBBIM PE3YJIbTaTaM: BEPOATHOCTh, YTO KOMITAHUS NIPEBBICUT CPETHHE
IIOKAa3aTeNIH CBOET0O CEKTOpa, Ha 15% BblIllIe, €CIIN KEHIIWH U MYXXYHMH B HEH IPUMEPHO MTOPOBHY,
4yeM B J1I000M HHOM citydae. [1oToMy 4To My>XKUMHBI TOKE OBIBAIOT B POJIM UTHOPUPYEMBIX.
Hanpumep, MocuxoCHHOXapa, nepBast AIIOHKa, CAMOCTOSTEIBHO 3apa00TaBIIas MIJLTHAPIHOE
COCTOsIHUE, ITEepBbIE 15 j1eT BOOOIIE HE HAHUMAIa MYXYHH B CBO€ PEKPYTHHIOBOE ar€HTCTBO
Tempstaff. A ormeHa 3TOr0 NMpaBmIa odecreyrnsia KOMIIaHUM OypHBII pOCT.

Task 3.

Translate from Russian into English

1) Ecimu xommaHusM HY)XHO OoJibiie JieHer, 4ToObl (PMHAHCHUPOBATh CBOIO JIEATEIHLHOCTH, OHH
MOTYT MPOJATh aKI[UU WM 3aHATh JCHBTU, OOBIYHO, TyTEM BBITYCKa OOIUTAIIHIA.

2) Bce 6ombIe u 00Jbllle KOMIAHUN BBITYCKAIOT CBOM COOCTBEHHBIE OOJIUTAIIMN, BMECTO TOTO
4TOOBI 3aHUMATh Y 0aHKOB, MOTOMY YTO 3TO, Yallleé BCETO, JCIIEBJIE: PHIHOK MOXET OBITh
JYYIIAM CyJIbel KPeAUTOCTIOCOOHOCTH (PUPMBI, YeM OaHK, T.€. OH MOXKET CCYyIUTh ACHBIU 10
0oJiee HU3KOM MPOIIEHTHOM CTaBKe.

3) Kommanuu, BbIlycKarolue OOJMranud, OLEHUBAIOTCS YaCTHBIMH  PEHUTHHTOBBIMU
KOMIIAaHUSIMU, U UM TPUCBAUBACTCS OMPECICHHBI PEUTHUHT JOXOJHOCTH B COOTBETCTBHUH C
1X (PMHAHCOBBIM TIOJIOKECHUEM U paOOTOM.

4) BoJNBIIMHCTBO OONHUTAIIUi — 3TO IICHHBIE OyMaru Ha MPEAbSIBUTEIS, IO3TOMY TIOCTIE TOTO, KaK
OHM ObUTH BBINYILEHBI ( HA IEPBUYHOM PBIHKE), MU MOHO TOProBaTh Ha BTOPUYHOM PHIHKE
oOnuranuii 10 HaCTYIUICHHSI CPOKa MOTaIlIeHUsI.

5) OOnuranuu — TUKBUIHBI, XOTS UX 1[€HA Ha BTOPUYHOM PBIHKE MEHSETCS] B 3aBUCUMOCTH OT
W3MEHEHUS MPOILEHTHBIX cTaBOK. Clie1oBaTeIbHO, OONBITUHCTBO OOJIUTAIMA HA BTOPUIHOM
PBIHKE MPOJIAIOTCA U MOKYMaTCs 100 BhIIIE, THO0 HUKE HOMHUHAIA.

6) Jlnst koMIaHui MpeuMyIecTBO (PMHAHCUPOBAHUS C MPUMEHEHHEM 3a€MHOTO KamuTalla Hajl
(buHAHCUPOBAHUEM MYTEM BBIITYCKA HOBBIX aKIUH COCTOUT B TOM, YTO KOMIIAHHS BHIUUTAET
BBITIJIATHI IO TIPOIIEHTaM M3 CBOEH MPUOBUIH 0 YIUTATHI HAJIOTOB, B TO BPEeMsI KaK TUBUJICH/IBI
BBITJIAYMBAIOTCS U3 TPUOBLIN, OCTABIICHCS MOCIIE YIJIaThl HAJIOTOB.

7) VYBenW4YMBAIOMIMICS AONT yBETUYMBAET ()MHAHCOBBIA PHUCK: MPOLEHTHI MO OOJUTAIUSAM
JOJKHBI OBITh BBIMIAYEHBI, JaX€ B TO0J, KOTJa OTCYTCTBYET MNpUOBLIb, W3 KOTOPOH
HEO0OXOMMO HMX BBIYECTh, 1 OCHOBHAS CyMMa JOJDKHA OBITh BBHIIUIAYEHA, KOT/Ia HACTYIAeT
CPOK TMOTalleHusl JOoJra, TOrjJa Kak KOMIIAHMU He OO0s3aHbl IUIATUTh TUBUICHABI WU
BBITJIAYMBAThH AKITMOHEPHBIN KAIUTA.

8) IlpaBuTenbcTBa B OTIMYHE OT KOMIAHWA HE HMEIOT BO3MOXHOCTH BBIIYCKAaTh aKIIWU,
MO3TOMY OHHU BBIITYCKAIOT OOJIUTAIMH, KOTJa OOMIECTBEHHO-TOCYIAPCTBEHHBIE PACXOJbI
MPEBBIIIAIOT MOCTYIUIEHUS OT TIOJJOXO/IHOTO Hajora, Hajiora Ha JoOaBJIeHHYI0 CTOUMOCTb U
T.JI.

9) ns TOoro droObl yMEHBIIUTH OOBEM JICHE)KHOW MAacChl, MPaBUTEILCTBA IMPOJAIOT
KpPaTKOCPOYHbIE Ka3HAYCHCKUE BEKCENS M HM3BIMAIOT HATUYHBIE W3 OOpalieHus; Ui TOTO
yTOOBI YBETUYUTh OOBEM JIEHEIKHON MacChl, OHM WX (BEKCENs) BBIKYNAIOT, BHITLIAYUBAs
JOTIOTHUTETFHO 3MUTHPOBAHHBIMH JCHBraMH, KOTOpPBIE TaKMM OOpa3oM IYCKAaIOTCS B
oOparieHue.

Task 4.



Translate from English into Russian.

Trading bonds happens many thousands times a day and is an important part of global economic
markets. The bond market is far bigger than the stock market and central banks conduct monetary
policy in the bond markets. When buyers and sellers are trading their bonds, they dictate the yields
of the various types of bonds they are trading. This in turn sets the price of credit in the economy.
Joe and Suzy Q Public might not understand bond trading but the yields in the bond market yield set
the interest rates on their mortgages, GICs, car loans and other types of consumer loans.
Bonds trade anywhere that a buyer and seller can strike a deal. Unlike publicly-traded stocks, there’s
no central place or exchange for bond trading. The bond market is an “over-the-counter” market or
OTC market, rather than on a formal exchange. Convertible bonds, some bond futures and bond
options are traded.

PE®EPUPOBAHUNE CTATEN (3 6anua)
IMF weighing exit from Greek bailout
From The FT, 3 Apr 2016
The International Monetary Fund is considering forcing Germany’s leadership to quickly grant wide-
ranging debt relief for Greece or allow the Fund to exit Athens’ bailout programme after six years,
according to a transcript of an internal IMF teleconference published by WikiLeaks.
The teleconference, between the head of the IMF’s European operations and its top Greek bailout monitor,
is the clearest sign to date that the Fund wants to leave Greece’s €86 billion ($97 billion) rescue to the
European Union alone and wash its hands of a programme that has led to a torrent of criticism.
During the call, which occurred just two weeks ago, Poul Thomsen, head of the IMF’s European bureau,
notes that Berlin is under intense political pressure because of the refugee crisis and suggests confronting
Angela Merkel, the German chancellor, to either agree to debt relief or allow the IMF to exit.
German officials have repeatedly said they could not participate in Greece's bailout without the IMF on
board, and senior members of the Bundestag have warned Ms Merkel they would reject new eurozone loans
to Greece if only EU authorities were monitoring the programme. "Look, you Ms Merkel, you face a
question, you have to think about what is more costly: to go ahead without the IMF? Would the Bundestag
say, 'The IMF is not on board'?" the transcript quotes Mr Thomsen as saying to his staff. "Or [does Ms
Merkel] pick the debt relief that we think that Greece needs in order to keep us on board? Right? That is
really the issue."
The IMF said it would not comment on "supposed reports of internal discussions." But it noted that it has
long pushed for "a credible set of reforms matched by debt relief from [Greece's] European partners."One
official involved in the talks said it accurately reflected Mr Thomsen's private and publicly-stated views,
albeit in "more direct and colourful language." Many of the points raised by Mr Thomsen in the call have
been made publicly on his IMF blog.
Greek officials, however, reacted angrily to the revelation, arguing it was evidence the IMF was
"blackmailing" Germany on the debt relief issue."We will not allow anyone to play with fire and blackmail
Greece or Germany or Europe," said a senior Greek official. Alexis Tsipras, the Greek prime minister, was
meeting with his cabinet on Saturday to decide how to respond and was expected to talk to Christine
Lagarde, the IMF managing director, later in the day.
The IMF teleconference came just days after Wolfgang Schéuble, the powerful German finance minister,
publicly said he was opposed to Greek debt relief — despite the fact eurozone leaders agreed to
restructuring last July at a high-drama EU summit that agreed to a third bailout programme.
The transcript shows IMF officials fretting that despite public claims eurozoneleaders wanted to move
quickly to agree debt relief — which has long been an IMF demand, since Mr Thomsen believes Greece
cannot survive economically with a large-scale restructuring — a decision will probably be delayed until
July, when Greece is faced with its next big debt payment. "What is going to bring it all to a decision point?


http://www.finpipe.com/over-the-counter-derivatives-2/
https://www.finpipe.com/convertible-bonds/

In the past there has been only one time when the decision has been made and then that was when they
were about to run out of money seriously and to default," Mr Thomsen is quoted as saying. "And possibly
this is what is going to happen again. In that case, it drags on until July."

But Mr Thomsen notes that in addition to causing instability in Greece, a drawn-out deliberation on debt
relief is politically dangerous for the EU because it will coincide with strife prompted by the refugee crisis
and play out at the same time as Britain's June 23 referendum on EU membership.

Despite Greek anger over the disclosure, the transcript also shows the IMF arguing on Greece's behalf,
saying it wants to ease off tough budget surplus targets and grant Athens significant debt relief — both
policies Mr Tsipras has long asked for.

"I hope for the sake of the Greeks we are going to find a solution soon," MrThomsen says.

Fourth-quarter GDP revised up; corporate profits fall

Reuters, 28 March 2016

U.S. economic growth slowed in the fourth quarter, but not as sharply as previously estimated, with fairly
strong consumer spending offsetting the drag from efforts by businesses to reduce an inventory overhang.
Gross domestic product increased at a 1.4 percent annual rate instead of the previously reported 1.0 percent
pace, the Commerce Department said on Friday in its third GDP estimate. GDP growth was initially
estimated to have risen at only a 0.7 percent rate. The economy grew at a rate of 2.0 percent in the third
quarter and expanded 2.4 percent for all of 2015.

Economists polled by Reuters had expected that fourth-quarter GDP growth would be unrevised at a 1.0
percent rate. The upward revisions reflected a stronger pace of consumer spending than previously
estimated. Consumer spending, which accounts for more than two thirds of U.S. economic activity, rose at
a 2.4 percent pace rather than the 2.0 percent rate reported last month. That reflected more consumption of
services than previously estimated.

The fairly solid pace of consumer spending underscores the economy's underlying strength and should
further allay fears of a recession, which triggered a massive stock market sell-off early this year. Spending
is being supported by a tightening labor market, which is steadily lifting wages, and rising house prices.
Gasoline prices around $2 per gallon are also helping to underpin household discretionary spending.
Inventory investment was revised lower. Still, inventories remain high relative to domestic demand.
Businesses accumulated $78.3 billion worth of inventory rather than the $81.7 billion reported last month.
As a result, inventories subtracted 0.22 percentage point from GDP growth instead of the previously
reported 0.14 percentage point. First-quarter GDP growth estimates are around a 1.5 percent rate. But with
the inventory pile still large and shipments of capital goods ordered by businesses weak in January and
February, the risks to growth are tilted to the downside.

There was some bad news in the GDP report, with corporate profits falling for a second straight quarter as
a strong dollar and cheap oil undercut the earnings of multi-national companies. Profits after tax with
inventory valuation and capital consumption adjustments declined at an annual rate of 8.4 percent, the
biggest drop since the first quarter of 2014, after dropping at a 1.7 percent pace in the third quarter. Profits
from current production fell $159.6 billion after decreasing $33.0 billion in the third quarter.

For all of 2015 profits dropped 5.1 percent, the largest drop since 2008, after slipping 0.6 percent in 2014.
Part of the drop in profits in the fourth quarter was due to a $20.8 billion transfer payment related to the BP
oil spill in the Gulf of Mexico in 2010, which was the largest U.S. offshore oil spill.

Profits from the rest of the world decreased $6.5 billion in the final three months of 2015 after sliding $23.1
billion in the third quarter.

Manufacturing profits declined $139.2 billion during the last quarter after decreasing by $4.1 billion in the
July-September period. Profits in the petroleum and coal products sector tumbled $124.3 billion after rising
$7.0 billion in the third quarter.

The dollar gained 10.5 percent last year versus the currencies of the United States' main trading partners,
putting a squeeze on the profits of multinationals such as Procter & Gamble and Colgate-Palmolive.

A more than 60 percent plunge in crude oil prices from highs above $100 a barrel in June 2014 has also
hurt the profits of oilfield service firms like Schlumberger and Halliburton.



But with the dollar's appreciation slowing since the start of the year and the oil price slide ebbing, corporate
profits are poised to rise, helping to underpin job growth.
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IIpumep KOHTPOIBbHOM padoTh (8 6a/1110B)

Task 1. Listen to an interview with a famous economist. Use the information from the interview to
complete the gaps in the sentences below. Use NOT MORE THAN THREE words.

Tape script.

Interviewer: What advice would you give to a chief strategy officer today?

Economist: [ would start with, “What were you doing in strategic planning before the financial crisis
hit?” and “How well do you think it worked?” As I said, what’s changed is largely our perception of
uncertainty. Most CSOs would reply, “Well, we had a pretty standard strategic-planning process. We
did some industry analysis and market research and tried to do some long-term discounted cash flow
on our opportunities. It was very financially driven and we felt it worked pretty well.” In the end,
though, you would probably find that they were treating a lot of level three and four issues like level
one and two issues and relying on the wrong tool kit.

Interviewer: Are you going to teach them scenario planning?

Yes, I would start with scenario-planning techniques—even though scenario planning has been
around for decades, it’s still a niche tool in strategic-development and -planning efforts. The CSO
and I would also talk about using analogies better. The basis of the analogy doesn’t have to be the
exact thing you’ve done in the past, but it should be a similar space, geography, or basic business
model that you can learn from. Many people today are asking what might be analogous situations,
such as the Great Depression or the 1997 Asian financial crisis, and I really understand why they are
focused on them: it’s a classic example of using level four reasoning when it’s hard to use any other.
Finally, this is a good time to rethink your planning process. Have you been doing strategic planning
on an annual basis as a paper-pushing exercise? That will have to change. In the months to come,
you’re going to have to make decisions very quickly on fundamental opportunities that may drive
your earnings performance for the next decade or more, and you’ve got to be prepared to make these
decisions in real time. That requires a continuous focus on market and competitive intelligence and
far more frequent conversations—daily, if necessary—among the top team about the current situation.
Senior executives already may be in closer contact because of the emergency they face, but that



doesn’t necessarily imply that they have the raw material and the structure to work through strategic
decisions systematically. These daily conversations have to move beyond getting through that day’s
crisis to more fundamental strategic issues as well, because the decisions made today may open up or
close off opportunities for months and years to come.

1. A standard strategic-planning process includes ... analysis and ... research.

2. The speaker emphasizes the importance of ... planning in the process of strategy development.

3. The situations often used for comparison in the process of scenario planning are the Great
Depression of 1929 -1932 and the ... of 1997.

4. The speaker suggests that senior executives should have frequent ... about the current situation and
company strategy.
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Section 2. Reading

Task 1. Read the text. Find the information in the text which is necessary to answer the questions
below.

Autocratic Leadership/Management

Some of the most bizarre things I have seen in organizations occur when autocratic managers or
executives decide to force people to work in participatory teams. As often as not this occurs when
the executive latches on to an idea or fad without a full understanding of its implications at all levels
of the organization. In this situation, teamwork becomes something that is done TO people BY a
manager or executive. While it is possible to legislate the structures of teams, and command their
existence, it is not possible to order a team to work efficiently or harmoniously. In fact the use of
power to create teams sows the seeds of destruction of those very teams. Not only does this not work
but it can have disastrous consequences.

What happens when an autocratic approach is used with respect to teamwork?

Team members sense the contradiction between participatory teams and autocratic management.
They don't believe the rhetoric of the leader regarding his or her commitment to teamwork.

There is a tendency for autocratic leaders to lack the skills needed to lead a team, so that teams end
up directionless and confused. Some autocratic managers try so hard to "not be autocratic", that they
refuse to give any hints as to what the team is expected to accomplish. Other autocratic managers
supply such rigid constraints for teams, that there is no point having a team at all.

Autocratic leaders tend to use elastic authority. While they make a game attempt to "let go" of at
least some power, they will quickly pull the elastic band to remove any autonomy that a team has.
This elastic banding confuses teams since they can never tell what the bounds of their authority are,
or, they realize it's all a sham, and they have no autonomy or power anyway, just the appearance of
it.



When we have an autocratic executive in an organization, this makes effective teamwork at lower
levels difficult, even though that work unit may have a more participatory leader. The work unit team
may work as a team until they notice that someone "upstairs" is ignoring them, or rendering their
ideas and work irrelevant or useless.

What results would be the loss of credibility for management, increased frustration on the part of
team members and difficulty in sustaining any team efforts difficulty in achieving even simple team
goals. So, it might be better to forgo team development efforts where an autocratic manager is
involved.

1. Why do team members do not believe that autocratic managers are committed to teamwork?
2. What mistakes do autocratic mangers make if they do not have leadership skills?

3. Why is elastic authority dangerous for a team?

4. How do work unit teams react to autocratic leadership?
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