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1. HEJIb OCBOEHUSA JUCIIUIIJINHBI

I'naBHasg meJb Kypca - 3aK/IOYaeTCs B COBEPUICHCTBOBAHMU M JalbHEHMIIEM pa3BUTHU
MHOSI3BIYHOM TPO(PECCHOHANBHOM KOMMYHHKATUBHOM KOMIIETCHIIMHU, CKJIAJbIBAIONICHCS U3
HOJyYEHHBIX 3HAHWH, Pa3BUBAIOILMXCA YMEHUH M HAaBBIKOB, HEOOXOAMUMBIX JJIs aJIeKBaTHOI'O U
3P PEKTUBHOTO OOIICHHUS B PA3IMYHBIX 007aCTAX MPO(EecCHOHANBHON U HAyYHOU JeSITeIbHOCTH.
Hapsiny ¢ rnaBHoO# (mpakTuueckoi) menbio aucturuinHa  IIpodeccroHanbHBI HHOCTPAHHBINA
A3BbIK ~ paccuMTaHa Ha IOCTAaHOBKY 0Opa30oBaTElbHONW M BOCIMTATENbHOM Lesu. JloCTHKEHHE
0o0pa30oBaTeNbHBIX I€JIeH OCYILECTBIAETCS B AaCHEeKTe TyMaHU3alUd U TIyMaHUTapU3aluu
TYMaHUTAapHOTO 00pa30BaHUs M CIOCOOCTBYET PACIIMPEHHUIO KPYTro30pa CTYICHTOB, TOBBIIICHUIO

YPOBHS UX 0011IeH KyJIbTypbl U 00pa30BaHus, a TAKXKE KYJIbTYpPbl MBIIUICHUS, OOIIEHUS U PEYH. .

2. TPEBOBAHMUS K PE3YJIBTATAM OCBOEHUSA JUCHUIIJINHBI

OcBoenne aucuuiuinebl «IIpodeccnoHanbHbIi HHOCTPAaHHBIN S3BIK» HAIIPaBJICHO Ha
dbopMupoBaHHe y 00y4arOMIMXCs CIEIYOUUX KOMIIETEHIUN (4acTH KOMITETEHIUH]):

Tabnuya 2.1. Ilepeuenv komnemenyul, popmupyemsvix y 00y4arouuxcs npu 0C80eHuUU

OUCYUNTIUHBL (DE3YIbMAMblL 0C80EHUSL OUCYUNIUHDL)
MHAUKATOPBI TOCTHKEHUS] KOMITETEHIIHH

HIudp Komnerenuus N
(B paMKax JTaHHOW JUCIUTIINHBI)
VK-4.1 3naer nexkcuyeckue, rpaMMaTHIeCKue,
CTUIIMCTUYECKHE, COLUOKYJIbTYpHbIE OCOOEHHOCTH
HAYYHOTO CTHJISI, aKaJeMUYECKOTO TIOACTUIISI HAYYHOTO
CTHJISI €CTECTBEHHOHAYUHBIX TUCLUILIIMH B PYCCKOM U
M3y4aeMOM MHOCTPAHHOM SI3BIKE
CriocobeH npuMeHsTh VK-4.2 Bnaneet npodeccroHaIbHON JTEKCUKOH Ha
COBPEMEHHBIE MHOCTPAHHOM $I3bIKe; opdorpaduueckoi,
KOMMYHUKaTHBHbIE ophO3MUYECKOM, TEKCUYECKOH, IpaMMaTUYeCKOH,
TEXHOJIOTUH, B TOM YHCJIEe HA |CTHIMCTUYECKUMHU HOPMaMH HayqYHOU peuH;

YK-4 MHOCTPaHHOM(BIX) CTpaTEeTUsIMH BOCTIPUSATHSI U TIOPOXKIEHUS YCTHBIX U
s3bIKe(ax), s MTUCHhMEHHBIX HAYYHBIX TEKCTOB IO CHEIHATHHOCTH
aKaJeMUYECKOro 1 VK-4.3 YMmeer u3BnekaTb HOBYIO HHPOPMAIIHIO Ha
npodheccuoHaIbHOTO OCHOBE aHAJIN3a MHOSI3bIYHON HAy4YHOU JIUTEPATYPHI U
B3aUMO/IeHCTBUS JPYTUX UCTOYHUKOB; OTOMpATh U CHCTEMaTU3UPOBATh

MaTepuasbl MO 3a/1aHHOI/BEIOpaHHON TEMAaTUKE U
COCTaBJISATh AHHOTALIUH, pedepaTbl, 0030pbI HA
MHOCTPAHHOM U PYCCKOM SI3bIKaX; MHUCbMEHHO
NIEPEBOJUTH HAYUHYIO JIUTEPATYpPy IO CIIELHUATIBHOCTH C
HMHOCTPAHHOTO sI3bIKa Ha PYCCKUHN

Crnioco6en komOunupoBath U |OIIK-4.1 3HaTh METOABI MOTY4YEHUS HOBBIX 3HAHUH C

aJlanTUPOBaTh nomompio UKT s pemenus 3agaq

OITK-4 CYLIECTBYIOIIIUE npodeccnoHanbHOM 001aCTH; OCHOBHBIE METOTUKU U
nH(pOpMaIMOHHO- TexHoioruu ucnonbzoBanus UKT B
KOMMYHUKaIlMOHHBIE npodeccHoHaNBbHOM IEATENBHOCTH ¢ Y4€TOM OCHOBHBIX

TEXHOJIOTMH JIJISl PEILICHMS TpeOoBaHUIl HHPOPMAIIMOHHOM 6€301aCHOCTH




NHauKATOPBI 10CTHKEHUST KOMIIETEH U

IIPUKIIATHON MaTeMaTHUKU U
MH(OPMaLMOHHBIX
TEXHOJIOTUI

Hudp Komnerenuus N
(B paMKax JTaHHOW JUCIUTIINHBI)
iﬁi;ei COP? (J)I; :;:H oif OIIK-4.2 Ymetb HpI/IMeHHTBUI/IH(l)OpMaI_lI/IOHHLIe
NIESTETBHOCTH C Y4eTOM TEXHOJIOTHH B MMPAKTUYECKOU JEATEIHOCTH U
TpeGoBAHH AHATM3UPOBATH TIOJTYUYCHHBIC PEIICHIS
HH(OPMAITHOHHOI BBIMMCIIMTENbHBIX 387141 PEIIATh THIIOBbLE 387111t
6e30MACHOCTH po(heCcCHOHATTLHOM JIEATEIILHOCTH C UCIIOJIb30BAHUEM
UKT u ¢ ydeToM OCHOBHBIX TpeOOBaHMI
MH(POPMALIMOHHOM 0€30MaCHOCTH
OIIK-4.3 Bnragets nHGOPMAIIMOHHBIMU TEXHOJIOTUSIMH
KaK CpeJICTBOM IOJTyYEHHUsI HOBBIX 3HAHUIA,; HABBIKAMU
ucrnons3zoBanus KT B mpodeccrnonanbHon
JESTEIIbHOCTH C yUY€TOM OCHOBHBIX TpeOOBaHUH
nH(OPMALIMOHHON 0E€30MMacCHOCTH; METOIaMU
nH(POPMAIIMOHHON U KaApOBO# 0€301acHOCTH B
KOMMYHHKAIIMOHHOM J1eATEIbHOCTH
CriocobeH pemiarb
CTAHAPTHBIC 331241 OIIK-5.1 3Hath: ocHOBHBIE HHGOPMAIITMOHHO-
npodeccHOHANbHOT KOMMYHHKAI[MOHHBIE TEXHOJIOTUU U OCHOBHbBIE
JESTENbHOCTH Ha OCHOBE TpeOoBaHUS HHPOPMAITIOHHOM 0€301TaCHOCTH
UH(POPMALIMOHHON U
Gubmorpadpuyeckoit OIIK-5.2 YmeTs: pemarb cTaHJapTHBIC 3a/1a41
KyJbTYpbl C IPUMCHCHUEM  |pohecCHOHANBHOM JesTeIbHOCTH Ha OCHOBE
OIIK-5 MH(pOPMALOHHO- nH()OPMAIMOHHON U OHOIHOTpahUIECKON KYIbTYPHI
KOMMYHHKAITHOHHBIX
TEXHOJIOTHi1, B TOM YHUCIIe
OTEYECTBEHHOT'O OIIK-5.3 BnaneTs: KyJabTypoil IpUMeHEHUs
IPOM3BOJIMTENS, ¥ C yYETOM |MH(GOPMALMOHHO-KOMMYHHKAI[HOHHBIX TEXHOJIOTHUH C
OCHOBHBIX TPeOOBaHMI y4eTOM OCHOBHBIX TpeboBaHUN HHGOPMAIMOHHON
UH(POPMALIMOHHOM 0€30MacHOCTH
0€30MacHOCTH
Crocoben opraumsopsBary  |[I1K-6.1 3HaTh OCHOBBI H3y4acMOM JUCIIHUILINHEL U €€
MPOLIECCHI KOPIIOPATHBHOro | 3HAYCHHE JUIs Pa3BUTHSI MATCPHAIBHOM KYIbTypbI
[TK-6 00y4CHHS Ha OCHOBE o011ecTBa, 0COOEHHOCTH B pa3HbIX CTpaHaX
i UH(OPMAIIMOHHBIX [1K-6.3 BnageTs TepMUHOIOTHEH MaTeMaTHIECKOTO
TEXHOJIOTHI U Pa3BUTHS MOKETTUPOBAHUS B IPUKIIATHBIX 00JIACTSAX, B TOM YHCIIC
KOPIOPATUBHBIX 0a3 3HAHUW |Ha MH.SI3BIKE
Crnocob6eH pa3pabaTbiBaTh
aHAJTUTHYECKHE 0030PbI
MK-11 COCTOSIHUS 001aCTH [1K-11.3 Bnanets:- S36IKOM MPEIMETHON 00JIACTH U €€

METOIOJIOTHEN

3. MECTO JUCHUIIJIMHBI B CTPYKTYPE OII BO

Hucuummnaa «lIpodeccronanbHbIii MHOCTPAHHBIA SA3BIK» OTHOCHTCA K 0a30801l
komnoHente 6ioka b1 OIT BO.




B pamkax OIl BO oOyuaromuecss Takke OCBAaWBAIOT APYTHUE JAUCIHUIUIMHBI W/WAIU
NPaKTHKH, CIIOCOOCTBYIONINE JOCTHXKCHHIO 3alITAHUPOBAHHBIX PE3yJbTaTOB OCBOCHUS
nucturInHabl «[Ipodeccnona bHBIN HHOCTPAHHBIN S3BIKY.

Tabnuya 3.1. Ilepeuenv xomnonenmos OIl BO, cnocobcmeyrowux 00CmudiceHuo
3aNJIAHUPOBAHHBIX PE3YTbMAMO8 0C8OCHUSL OUCYUNTUHBL

IpenmecrByromue Mocaenyromue
MMudp | HammeHoBaHNe KOMIIETEHIINH | AUCUUILIMHBI/MOAYJIH, | AUCHUILIHHBI/MOTYJIN,
NPaKTHKH™ NPaAKTUKH™
Crnioco0eH npuMeHsTh
COBpEMEHHBIE
KOMMYHHUKATUBHBIC TEXHOJIOTHH, Hayro-
B TOM YHCJIE Ha HCCIIEI0BATENIbCKAS
YK-4
MHOCTpaHHOM(BIX) sI3bIKe(ax), pabora.
JUISL aKaIEMAYECKOro U HpexnuromMHas IpakTHKa
npodeccrnoHaIEHOTO
B3aMMOJICHCTBHS
Crnioco6eH KoMOMHUPOBAThH U
a/1IalTHPOBATh CYIIECTBYIOIIHE
MH(POPMAIIMOHHO-
KOMMYHHKAI[IOHHBIE Hayuno-
OIIK-4 | TexHONOTUU AJI pEUICHUS 3a/1a4 gzggiioswenbcxaa
B 00y1acTH PO eCCHOHATHHOM Tp ezmﬁrm OMHAA IIPAKTHKA
JESITeTBbHOCTH C YYETOM
TpeboBaHU MH(OPMAITMOHHON
0e30macHOCTH
Crnoco0eH pemiath cTaHAapTHBIC
3a1a4u MpoQecCHOHATBHON
NesITeIbHOCTH Ha OCHOBE
MH(OPMaLIMOHHON U
o6ubnuorpaduyeckoit KyabTypbl
C IPUMEHEHUEM Hayumo-
OIIK-5 MH(pOPMAaIMOHHO- HCCIIEI0BATENbCKA
KOMMYHHKAITMOHHBIX pabora.
TEXHOJIOTHI, B TOM YHCIIE [IpeuruioMHast IpaKTHKa
OTEYEeCTBEHHOTO
MIPOU3BOIUTENS, U C YIETOM
OCHOBHBIX TpeOOBaHMM
MH(OPMAaIMOHHOM
0€30MacHOCTH
CrniocobeH opraHu30BBIBAThH
MPOIIECCHl KOPITOPATHBHOTO Hayumo-
HK'G O6yquI/I5{ Ha OCHOBC HcCiaca0oBaTCiIbCKas
WH()OPMAIIMOHHBIX TEXHOJIOTHH pabora.
Y pa3BUTHUS KOPIIOPATUBHBIX 0a3 HpepuiinomHas npakTHKa
3HaHUHI
Crniocoben pa3pabaThiBaTh
aHATUTHYECKHE 0630PbI Hayuno-
o HncCiaca0oBaTCiIbCKas
[IK-11 | cocrostHUS 00IaCTH MPUKIATHON pabora.
MaTeMaTHK1 1 HPEJIJII/IHHOMHaSI IIpaKTHUKa
MH(OPMAIIMOHHBIX TEXHOJOTUH

* - 3aTIOJIHACTCS B COOTBETCTBUU ¢ Marpuieil komrerennuit u CYIT OIT BO




4. OFBEM JUCIHUTIIJIMHBI U BUJbI YYEBHOM PABOTHI

OO6mast TpynoeMKoCTh AUCHUIUINHBI «lIpodeccnoHanbHblii MHOCTPAHHBIA SI3BIK)

COCTaBJIACT 6 3a4ETHBIX CAHUHUIIBI.

Tabnuya 4.1. Buov yuebnoii pabomer no nepuooam océoenus OIl BO ona OQYHOH

gopmbl 06yuenus

N BCEI'O, Cemectp(-b1)
Bup yueoHoii padoTbi AL 1 5 3
Konmaxmmnas paboma, ax.u. 102 34 34 34
Jlexmmn (JIK)
JIabopatopusbie padotsl (JIP)
[paktrueckue/cemunapckue 3ausatus (C3) 102 34 34 34
CamocmosmenvHas paboma 00y4aiowuxcs, ax.u. 52 22 28 2
Koumponw (3x3amen/3auem ¢ oyeHkotl), ax.u. 62 16 10 36
OO0uas Tpy10€eMKOCTb 1M CHUIIIHUHBI aKA. 216 2 2 2
3a4.e/1. 6 2 2 2

Tabauya 4.2. Buowvl yuebnoti pabomul no nepuodam oceoerust OIl BO onsn QHYHO-

34A0YHOH popmvr 06yuenus™

. BCETO, CemecTp(-b1)
Bup yueOHoii padoThl AL 1 5 3
Konmaxmmnas paboma, ax.u. 92 24 24 34
Jlexuuu (JIK)
Jlaboparopusie pabotsl (JIP)
[Mpaktrueckue/cemunapckue 3ausatus (C3) 92 24 34 34
Camocmosmenvuas paboma 06y4aouuxcs, ax.u. 70 21 28 11
Konmponw (3x3amen/3auem c oyenkotl), ax.u. 54 27 10 27
OO0mas TpyA0eMKOCTb JMCIUILTHHBI axd 216 12 12 72
3a4.e.l. 6 2 2 2

* - 3amoJHsAETCS B CIydae pealn3aluy MporpaMMBbl B OUHO-3a09HON opme

5. COAEP) XAHUE JUCIIUITJIMHbI

Tabauya 5.1. Codeporcanue oucyuniunol (M00yis) no eudam yueorou pabonul

HaumeHoBaHune Bun
pasaeaa Conep:xanue pasaena (TemMbl) yueOHo
AUCUHMILIMHBI padoTsr*
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

NP LWNROWNRWONDNEIWNDERIWND PN e

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

C3

* _ sanonusiercst Toabko o QUHOM dopme obyuenus: JIK — nexyuu;, JIP — na6opamopusie pa6omur;, C3 —

CeMUHapcKue 3anAamusl.

6. MATEPUAJIBHO-TEXHUYECKOE OBECHHEYEHHUE JUCHUIIJIMHbI

Tabauya 6.1. MamepuanvHo-mexunuyeckoe obecneyerue OUCYUNIUHDL

Tun aynuropuu

OcHaluenue ayMTOpUHU

Cneuuaau3npoBaHHOe
yueOHOe/1adopaTopHoe
odopynoBanmue, [10O n
MaTepHuaIbl A5
OCBOEHHS THCIHUIIIMHBI
(mpu He0OXOAMMOCTH)

MS Windows 10 64bit
Microsoft Office 2010

¢ goctynom B DMOC.

KommbroTepHslit Kitace 11t mpoBeaeHus 3ausatui, | Expert Systems
IPYNIOBBIX U UHIWBUAYAJIbHBIX KOHCYJbTauuH, | SAP

KoMIbIoTepHBL TEKyIIETO0  KOHTPOJII M MPOMEXKYTOYHOM I\/Ier.ltor

CACe aTTeCTalliM,  OCHAIlEHHas  IEPCOHANbHBIMU | 7-Zip _
KoMmIbroTepamu (B KommdectBe 15 mT.), mockoii | FastStone Image Viewer
(PkpaHOM) W  TexHHWYecKMMH  cpeactBamu | FreeCommander
MYyJIbTUME/IHA TIPE3SHTAINH. K-Lite Codec Pack

Eviews 10

Aynuropus uis  camocrositenbHoi  padotsl | MS Windows 10 64bit

Jst oOyuvaronuxcst  (MoxeT wucnosb3oBateest st | Microsoft Office 2010

CaMOCTOSITENTbHON | IPOBEICHUS ceMuHapckux  3aHatuii  u | Expert Systems

paboThl KOHCYJIbTAIlMi),  OCHAmleHHas  KoMmIutekToMm | SAP

o0yyaromuxcs CHelMaIu3upOBaHHON Mebenu u komnbloTepamu | Mentor

7-Zip




CrnenuaJn3upoBaHHOe
yueOHoe/s1adopaTopHoe
odopynoBanmue, I10 n
MaTepHuabl A5
OCBOEHHS THCIUITHHBI
(pu HEOOXOTUMOCTH )
FastStone Image Viewer

FreeCommander
K-Lite Codec Pack
Eviews 10

Tun aynuropun OcHaleHue ayJuTOpuu

* - ayIUTOpHS AJIsl CAMOCTOSITENIbHOI padoThl 00yyaronuxcs ykasbiBaercs OBA3ATEJIbHO!

7. YYEBHO-METOANYECKOE n NHPOPMAIIMOHHOE
OBECIIEYEHME JUCIUIIVINHBI

OcHnogHas rumepamypa:
AHeauucKuil 361K

Allison John. The Business 2.0 [Tekcrt] : B2+Upper Intermediate Student's Book / J. Allison, J.
Townend, P. Emmerson. - Kuura na anrnuiickom si3bike ; CD-rom. - Oxford : Macmillan, 2013. -
160 p. - ISBN 978-0-230-43796-8 : 3494.00. (20)

Allison John. The Business 2.0 [Tekct] : B1+Intermediate Student's Book / J. Allison, P.
Emmerson. - Kuura Ha anrauiickom si3sike ; 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 [Tekcr] : Student's Book / J. MacKenzie. - 3rd edition ; Kuura Ha aHTTIHICKOM SI3BIKE. -
New York : Cambridge University Press, 2013. - 191 p. : il. - (Cambridge. Professional. English). -
ISBN 978-0-521-74341-9 : 849.00. (118)

Hemeuxuii a3v1K
Shritte 1. International [Tekct] : Kursbuch+arbeitsbuch / D. Niebisch [u gp.]. - Knura Ha Hemenkom
s3bike. - 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 Ha Hemenkom
s3bike. - Munchen : Hueber Verlag, 2006. - 184 p. - (Deutsch als fremdsprache). - ISBN 978-3-19-
001852-9 : 426.00. (67)

Hcenanckuii azvik

JpineBas Mpruaa AHaTonbeBHa.
Kypc ucnanckoro s3bika ais HaunHatouux [ Texer] / M. A. JlpinuieBas. - 2-e u34., UCTIp. U JIOTI. -
CIIG. : FOnuke, 2014, 2015, 2017. - 390 c. : un. - (M3yyaem wHOCTpaHHBIE sI3bIKH). - ISBN 978-5-
91413-010-4 : 350.00. (216)

DpanyyK3Kuil 31K

JlyxoBueBa B.H. ®paHniy3ckuii S3bIK 1711 5KOHOMUCTOB. DKOHOMUKA MPEATPUATHHN [ DIEKTPOHHBIN
pecypc] = Le francais economique. Economie d’entreprise : Yuebnoe mocobue / B.H. JIykoBuesa,
H.B. ITonsikoBa. - DneKTpoHHBIE TEKCTOBHIE NaHHbIe. - M. : M3n-Bo PYIH, 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

Jlononnumenvras iumepamypa:
AnenunucKkuil A3k

Evans Virginia. New Round Up 5: T'pammaruka auriumiickoro sizsika [Tekcr] @ Student’s Book with
CD-Rom / V. Evans, J. Dooley. - Kuura Ha anriumiickom si3eike. - 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. ; Kuura Ha anrnumiickom s3eike. - 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. ; Kuura na anriumiickom s3eike. - New York : Wiley, 2009. - 1094 p. : ill. -
ISBN 9780470278703 : 7141.00. (3)

Hemeuxkuii azvik

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

Teil 2 / Menemxep u ero npeanpustue. Kypc HEMEIKOro si3bika sl yCKOPEHHOTO 00yYeHHUs
poccuiickux meHempkepoB. Yactes 2. — [TUC, 2015.

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

Muxaiinos JI. M., BeGep I'., Be6ep @. JlenoBoii Hemenkuii s361k. busnec. MapkeTnHr. MeHeKMEHT.
— Actpens, ACT, 2011.

Hcenanckuii azvik

.«VcrmaHCKuM SA3BIK U1l COBPEMEHHOW MPEANPUHUMATENIBCKON eATeNbHOCTH. [IpoaBuHYTHIN
stam», Murens Apcyara-I'eppa, @unomatuc, 2012

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

Pecypcwi ungopmayuonno-menexommynuxayuonnot cemu « Mumepremy:

no ananuﬁcxomv A3bIKY
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
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8. OLEHOYHBIE MATEPHAJIbBI H
CUCTEMA OHEHUBAHUWS YPOBHA
KOMIIETEHIMH 110 JUCHUIIJIMHE

BAJLJIbHO-PEUTUHI OBASI
COPOPMHUPOBAHHOCTH

OrneHouHble MaTepuasibl U OaJJIbHO-PEUTHHIOBAasl CUCTEMa™ OIIEHMBAHUS YPOBHS
c(hOpMUPOBAHHOCTH KOMIETEHIMH (4aCTH KOMIETEHIIUI ) 10 UTOraM OCBOEHUS TUCLIUITIINHBI
«IIpodeccroHanbHbIil MHOCTPAHHBIN SA3bIK» IpencTaBieHbl B [IpunoxeHun k HacTosmen

PaGoueil mporpamMme AUCITUTIIITUHBL.

* - OM u BPC ¢opmupyroTcst Ha OCHOBaHUH TPeOOBAHUI COOTBETCTBYIOIIETO JIOKAJIFHOTO HOPMAaTHBHOTO

axta PYJIH (monokeHus/mopsinka).

PABPABOTYHUKMN:
3aB. kadeapoit HHOCTPAHHBIX Baneesa H.I'.
SI3BIKOB
JlomxnocTs, BYTI oamucs ®amumus U.0.
PYKOBOJIUTEJIb OII BO: /}{f] P
Houent nemnapramenta DbuMKII Jlenamena T.H.

JomxaocTts, BYII IMoxamnuce

dammmusa 1.0.


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

IIpunoxenue
K paboueii mporpamme auciuiuinabl «IIpodeccnoHabHBI HHOCTPAHHBIN S3BIK)
OIT BO «MopaenupoBaHie U MPOTHO3UPOBAHUE MTPOLECCOB B IKOJIOTUU U SKOHOMUKE»

IHacnopT hoHIAa OLIEHOYHBIX cpeacTB no Tucuumanae «IlpodeccnoHaabLHBIN

HHOCTPAHHBIN A3BIK»

Onucanue 0a/UIbHO - PEITUHIOBOM CUCTEMBI.

3HaHUS CTYJEHTOB OIEHUBAIOTCS MO PEUTHUHTOBOM cucTemMe. OlleHKa 3HaHUM 10 PEUTHUHTOBOM
CHUCTEME OCHOBaHa Ha HJEC IMOOMIPCHHUS CUCTEMATHUYECKOW pabOThl CTYJCHTa B TEYCHHUE BCETO
nepuoia 00ydeHusI.
[Ipu BBICTABJICHUHM OILICHOK MCIIOJB3yeTCs OalbHO-PEUTHHIOBAas CHUCTEMAa, B COOTBETCTBUU C
[Tonoxennem o BPC omeHku KadecTBa OCBOCHUS OCHOBHBIX 00pa30BaTEIbHBIX IPOTPAMM,
npunsToro Pemennem VYueHnoro coera yHuBepcurerta (mpotokon Ne6 or 17.06.2013 r) u
yTBepxkaeHHoro Ilpukazom Pextopa Yuausepcurera ot 20.06.2013 rona.

CucremMa OllEHOK

Baaasl BPC Tpaguuuonnbie oneHkn PO ESTC
95-100 5 A
86-94 B
69-85 4 C
61-68 3 D
51-60 E
31-50 5 FX

0-30 F
51-100 3auer Passed

Bce Buabl yueOHBIX pabOT BBINOJIHSAIOTCS TOYHO B CPOKH, NPEAyCMOTPEHHBIE
nporpaMMmoit o0yuenus. Ecinu cTyeHT 6e3 ysaowcumenbHulX npuyuH HE BBINOIHUI Kakoe-Tu0o u3
yueOHBIX 3aJaHUH (ITPOMYCTHII KOHTPOJIbHYIO paboTy, MO3Ke MOJ0KEHHOI0 CPOKa caall pedepar u
T.IL.), TO 3a JaHHBIM BHJ y4eOHOW paboThl Oayuibl €My HE HAYHCIAIOTCS, a IMOATOTOBIICHHBIE
M037Ke MOJIOXKEHHOTO CPOKa pabOThI HE OLIEHUBAIOTCA.

O1neHKH yCcreBaeMOCTH BBICTaBIISIFOTCS CIEAYIOIIMM 00pa3oMm:

“Otauuno” (A, B)

Ayouposanue - NOHUMAET BbICKa3bIBaHUE COOECETHUKA B PACTIPOCTPAHEHHBIX CTaHAAPTHBIX
CUTYyalMsIX Ha pa3Hble TeMbl (yueda, 1ocyT, paboTa), U3BlIeKaeT HeOOXOAUMYIO
WH(OPMAIHIO U3 PA3TUYHBIX aAYIU0 U BUIACOTEKCTOB CIICTYIONTUX CTHIICH:
ParMaTu4eckoro (00bsABIEHUS, IPOrHO3 TOTO/IbI), MyOIUIUCTUYECKOTO (MHTEPBbIO,
penopTax).

Ymenue - TOHUMAET ayTEHTUYHBIE TEKCTHI PA3IMUHBIX CTHIIEH (ITyOIHIIUCTHYECKUH,
XYJ10’K€CTBEHHBII, HAyYHO-TTOMYJISIPHBIH, MparMaTudeckuii). XopoIo BiiaieeT OCHOBHBIMU
BUJAMU YTEHUs (03HAKOMUTENIbHBIM, H3Y4aroIluM, MOUCKOBBIM). [IoHMMaeT onrcanue
COOBITHI, YyBCTB, HAMEPEHUI B MIUChbMaX JIMYHOTO XapaKTepa.

Ilucemo - ymeer nucaTh IPOCTHIE CBSI3HBIE TEKCTHI. Y MEET HANIUCATh NTUCHMO JTMYHOTO
Xapakrtepa, coo0I1ast 0 CBOMX BIIEUYATICHUSAX U JIUYHBIX EPEKUBAHUAK. Y MEET 3aM0IHATh
aHKeTy, MMCbMEHHO M3JIaraTh CBeJleHus o cebe B (hopMme, MPUHATOM B CTpaHEe U3ydaeMOro
A3bIKa, JIeNIaTh 1EJIEBbIE BBIMUCKH U3 TEKCTA.

T'ogopenue:



Juanoez - ymeer 6e3 npeiBapuTEIbHOM MOATOTOBKH BECTH TUAJIOT, UCIIOJIB3YS OLEHOYHbIE
CYXKJICHHS B CUTYyallUAX OPUIINAIBHOTO U HeO(PUIIATBHOTO OOIIEHHMS, Y9aCTBOBATh B
00CYX/IeHUH MPOOJIEM B CBSI3H C IPOUYNTAHHBIM/TIPOCITYIIIAHHBIM HHOS3BIYHBIM TEKCTOM,
co0ITI0/1as1 TIpaBHiIa PEYEBOTO ITHKETA.

MoHo0JI0T - yMEET CTPOUTH CBSI3HBIE BHICKA3bIBAHUS O CBOMX JINYHBIX BICYATICHUSIX, COOBITHSIX,
O CBOEM OKpY)XEHHH. MOXKET MpPEeACTaBUTh COLHOKYJIbTYPHBIN IOPTPET CBOEH CTpaHBI U
CTpaH H3Yy4aeMOro s3blKa. YMeEeT KpaTHO OOOCHOBAaTh M OOBSCHUTH CBOM B3IJISABI U
HaMepeHHsl. YMeeT NOAPOOHO H3II0KHUTh CO/IEPKAHNE TPOYNTAHHOTO TEKCTA.

IlepeBox — yMeeT OCYIIECTBISTH NEPEBOJUECKUM aHAIN3 TEKCTa, ONPEICIATh LeJb MepeBoa,
XapaKkTep €ro peHenTopoB W THIl NEPEBOJMMOIO TEKCTa; BHIOMpPATh OOILIYIO0 CTPATErHio
IepeBoJia C y4eTOM €ro LeNH M TUIlA OPUTHUHANIA, YMETh OCYILECTBIISATh MUCHMEHHBINH (B
OTpaHMYCHHOM O0O0BEME YCTHBIH) MEpeBOA TEKCTOB, OTHOCAMIMXCA K cdepe OCHOBHOU
npodecCUOHANbHON  JAEATEIbHOCTH; NOJB30BATBCS ~ HPU  TEPEeBOJE  HOBBIMH
UH(QOPMAIIMOHHBIMU ~ TEXHOJIOTHSIMU. HCIIOJIB30BATh OCHOBHBIE CIIOCOOBI M NIPHEMBI
JOCTMDKEHUSI CMBICTIOBOM M CTHIJIMCTHYECKOW aJ€KBAaTHOCTH; MPABUIBHO O(QOPMIISATH TEKCT
IepeBoJia B COOTBETCTBHH C HOPMAaMU M Y3YCOM, THUIIOJIOTHEH TEKCTOB Ha SI3bIKE MEPEBOAA;
npodecCHOHANIBHO MOJIB30BATHCS CIOBAPSIMH, CIIPABOYHUKAMHU, 0a3aMH JaHHBIX U JIPYTHMHU
MCTOYHHUKAMU JIOTIOJIHUTETLHON HH(POPMAITUH.

«Xopomo» (C)

AyaupoBaHMe - ITOHMMAaeT OCHOBHBIE MOJIOXKEHUS YETKO MPOU3HECEHHBIX BBICKA3bIBAHUHN 110
U3Y4YEHHBIM paHee TeMaM. [loHMMaeT OCHOBHYIO MbICIb ayJuO U BHJAECOTEKCTOB
IParMaTu4eckoro U myOIUIUCTUYECKOTO CTUIIEH.

YreHue - TOHUMAET MOIyayTEHTUYHbIE (aJalTUPOBAHHBIE WM HECIOMKHBIE) TEKCTHI Pa3IMYHBIX
cTuieil (ImyOMMUUCTHYECKUH, Xy10’KECTBEHHBIH, HayYHO-TOMYJISIPHBIN, MparMaTHYECKuil).
MoskeT NOoJab30BaThCS OCHOBHBIMHU BHUJAMHM YTEHMsI (O3HAKOMMTEJBHBIM, H3y4alolluM,
OUCKOBBIM). [ToHMMaeT Hecll0KHbIe TMCbMa JINYHOT'O XapaKTepa.

IIncbMo - ymeeT nucath NPOCThIE TEKCTHI 110 U3YYEHHBIM paHee TeMaM. Y MeeT MUcaTh MUChMO
JUYHOTO XapakTepa. YMEeT 3aloJHITh AaHKETy, JelaTb HECIO0XKHBIE BBIMCKU W3
MHOSI3bIYHOTO TEKCTA.

I'oBopenmue:

Juajor - MOXeT y4acTBOBaTh B Auajiore 0e3 MpeaBapuUTEeIbHON MOJATOTOBKH Ha 3HAKOMYIO U
XOPOIIO U3YYEHHYIO paHee TeMy (ceMbsi, X000u, paboTa, MyTelecTBUS, APY3bsi) B CPEIHEM
peuyeBom Temnie. MoskeTr GeceoBaTh 0 cede, CBOMX IJIaHax.

MoOHO0JI0T - MOKET CTPOUTH IIPOCTBIE CBSA3HBIE BBICKA3bIBAHMS B PAMKAX U3Y4YE€HHOM TEMAaTUKU U
npobsieMaTuku. MokeT KpaTKo U3JI0KHUTh CO/IepKaHUE TPOYNTAHHOTO TEKCTa M BBIPA3UTh K
HEMY CBOE OTHOILIECHUE.

ITepeBoa — ymeeT oCyIlIeCTBISATh NEPEBOJUECKHUI aHAIU3 TEKCTa, ONpPEAEsATh LEeib NepeBoa,
XapakTep €ro pelenTopoB M THUIl MEPEBOAMMOrO TEKCTa; BHIOMPATh OOLIYI0 CTPATErHio
NepeBojia ¢ yUeTOM €ro LeNH U TUIIa OpUTHHAaJIa, YMETh OCYILECTBIISTh MUCbMEHHBIHN NepeBo T
TEKCTOB, OTHOCSIIUXCS K chepe OCHOBHOM MPO(eCcCHOHANBHOM 1eITeNbHOCTH; MOJIb30BaThCs
IIpU MIEPEBO/I€ HOBBIMU MH(POPMAIIMOHHBIMH TEXHOJIOTUAMHU. TPO(PECCHOHATBHO MOJIB30BaTHCS
CJIOBapsIMH, CIIPaBOYHHKAMHM, 0a3aMH JaHHBIX M JAPYTMMH MCTOYHHKAMH JIOTIOJTHUTEIBHON
uH(pOopMaLnu;

«YnoBiaerBopureabHo» (D)

AyaupoBaHMe - TTOHUMAaeT OCHOBHBIE TOJIOKEHHUSI YETKO MPOU3HECEHHBIX BBICKA3BIBAHUN IO
W3Y4YEHHBIM paHee TeMaM. [IoHMMaeT OCHOBHYIO MBbICIb ayquO M BHAECOTEKCTOB
IparMaTH4eCcKoOro u MyOIUIUCTUYECKOTO CTUIIEH.

YreHue - TOHUMAET NOJTyayTEHTUYHBIE (3AaITUPOBAHHbBIE UM HECJIOKHBIE) TEKCThI PA3ITUUYHBIX
cTiiied (myOauIMCTUYECKUH, XYO0KECTBEHHBIH, HAyYHO-TIONYJISIPHBIN, MparMaTHYeCcKui).
MoseT mnoJab30BaTbCs OCHOBHBIMHM BHUAAMH YTEHHS (O3HAKOMUTENBHBIM, H3YYaloOLIUM,
nouckoBbIM). [IoHMMAaeT HecnoXKHbIe MUChMA JIMYHOTO XapaKTepa.



IIncbMo - ymeeT mucarth MPOCThIE TEKCTHI O U3YYEHHBIM paHee TeMaM. Y MeeT MUcaTh MHChbMO
JUYHOTO XapakTepa. YMEeT 3alloJIHATh AaHKeTy, JejaTh HECJIOXHbBIE BBINHCKH U3
MHOSI3BIYHOTO TEKCTA.

I'oBopenne:

1. JImajor - MOXeT y4yacTBOBaThb B JHajore 0Oe3 MpeIBapUTEIbHON IOATOTOBKH Ha
3HAKOMYIO M XOpPOIIO M3YYCHHYIO paHee TeMy (ceMbs, Xo000u, paboTa, MyTemIECTBUS,
Jpy3bsi) B CpeIHEM peueBoM Temrie. MokeT Oece1oBaTh 0 cede, CBOUX IJIaHaX.

MOHO0JIOT - MOKET CTPOUTH MPOCTHIC CBSI3HBIC BHICKA3bIBAHUS B paMKaX U3YYEHHOW TEMAaTHKHU U
npobaemMaTuku. MoKeT KpaTKo U3JI0KUTh COEePKAHNUE POUYUTAHHOTO TEKCTa U BBIPA3UTh K
HEMY CBOE OTHOIICHHUE.

IlepeBoa — yMeeT OCYIIECTBIISATH MEPEBOAYECKUI aHAIM3 TEKCTa, ONPEACIATh 1IeNb NepeBo/a,
XapaKkTep €ro pelenTopoB M THII MEPEBOJAMMOrO TEKCTa; BBHIOMpATh OOLIYI0 CTPATErHIo
NepeBo0/ia, yMETh OCYIIECTBISATH MMCbMEHHBIN EPEBO]I TEKCTOB; MOJIB30BATHCS P IIEPEBO/IC
HOBBIMH HH()OPMAIMOHHBIMU TeXHOJOTHsIMH. [lob30BaThCs CIOBapsiIMH, CIIPABOYHUKAMM,
0a3aMu JaHHBIX U JPYTUMH UCTOYHUKAMHU JIOTIOJIHUTEIBHOW HHPOPMALINY;

«Heynosaersopurensno» (F+)

AyaupoBaHMe - OTHOCUTEJIBHO TOYHO IOHMMAaeT KOMMYHMKATHBHBIM MOCHUI coOeceqHHMKa B
pPacIpOCTPaHEHHBIX CTAHJAPTHBIX CUTYalUsX IMOBCEAHEBHOIO OOLIEHMS, IPU 3TOM pEyb
rOBOpALIMX JOJDKHA ObITh 4YeTkoll M  MeaneHHoOM. I[loHumaeT otaenbHbIE (passbl,
yHOOTpEOUTEIbHBIE BBIPAXKEHHUS B ayAMO M  BHJAEOTEKCTaX IparMaTU4eckoro u
nyOJIMIUCTUYECKOTO CTUJICH.

YreHue - MOHMMAET MOJyayTEHTHUYHbBIE TEKCThl, IOCTPOCHHBbIE HA YAaCTOTHOM S3bIKOBOM
MaTepHuajge IOBCEJIHEBHOIO U NPOQPecCHOHAIbHOrO oOmeHuss. MoXeT HCIoab30BaTh
OCHOBHbIE BUJbl YTEHMs (O3HAKOMUTEIBHOE, H3y4Yarolllee, MOMCKOBOE). MokeT HalTu
KOHKPETHYI0 HH(POPMALIHIO B peKJIaMax, MEHIO, PaCIIMCaHUSX.

IIncbMO - MOXKET 3alOJHUTH HECIOXKHYIO aHKETYy, UCIOJIb3Yysl OCHOBHBIE CBEAECHUS PO cels
(uMs1, BO3pacT, MECTO MPOXKUBAHUSA M T.J.). MOXET HamucaTb KOPOTKOE JIMYHOE MUCHMO,
UCIIOJIB3YS IPOCTHI BBIPAXKEHUS U U3YUCHHbIE paHee Ppasbl.

I'oBopenmue:

Juajor - MoXeT 001IaThCs B IPOCTHIX TUIMMYHBIX CUTYalUAX B PaMKaX XOpOILIO 3HAKOMBIX TEM
UCIIOJIB3YS KPAaTKUE BBICKA3bIBAHMSI M PEUEBBIE KIIMIIE. TeMIT peun MeIJICHHBIN.

MoHoJ10r - MOXKET KpaTKO pacckas3aTb O cede, CBOEH ceMbe, yueOe, UCIOIIb3ys MPOCThIE (pa3bl
U IIpeu10KeHNs. MOKeT niepejaTb OCHOBHYIO HJIEK0 IPOYUTAHHOTO TEKCTA.

ITepeBoa — ymeeT oCyIlIeCTBIATh NEPEBOJUECKHUI aHAIU3 TEKCTa, ONpPEAEsaTh Leib NepeBoa,
XapakTep €ro peuenTopoB M THUIl MEPEBOAMMOrO TEKCTa; BHIOMPATh OOLIYI0 CTPATErHio
NepeBojia, yMETh OCYUIECTBIISATH MUCbMEHHBIN IIEPEBO/ TEKCTOB; MOJIb30BATHCS MIPU NEPEBOJIE
HOBBIMH HH(OPMAIIMOHHBIMU TeXHOJIOTUAMHU. [Toabp30BaThCs ClIOBapsMH.

(F)
Kypc He ycBoeH. CTyieHT 1€MOHCTPUPYET JHIIb OTPHIBOYHbBIE 3HAHUS, HE CPOPMHUPOBAHBI
OCHOBHbIE YMEHHS U HaBbIKU. Tpedyercs moBTOp Kypca.

Jucuuniuna: «<AHOCTPAHHBINA SI3BIK JIEJTOBOT'O OBIIIEHUS»

3K3AMEHAIIMOHHBINA BUJIET
IHucvmennasn paboma:
1. BeImosHEHUE TECTa HA TPOBEPKY BOCIPHSATHS Ha CIIyX 3BYYaIEr0 TEKCTa U3
npodeccruonanbHON chephl 0OIIECHNS.
2. TlepeBox Tekcta mpoheCCHOHATBLHOM TEMATHKH.




Ycemuas wacme:
1. Yrenwue, nepeBo, MepecKkas TEKCTa Mo CIeIHaTbHOCTH.
2. PedepupoBanue razeTHOM cTaTh HA HHOCTPAHHOM SI3BIKE.
3. Pemenue mpobieMpl, CBSI3aHHOU ¢ OyAyIleH CeuaIbHOCTRIO CTY/ICHTA.

3aBenyromuii kadenpoit Masmora E.H.

IIncbMeHHAasi YacTh HTOIOBOI0 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: I 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, | 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 [ 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 | 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 | 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
| 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.

YcTHAsi YaCTh MTOTOBOI'0 MCIILITAHUSA

‘ITeHne, mepeBoa, mepecka3 TeKCTa 1nmo CrueuuaJabHOCTH.

Read the text.

Autocratic Leadership/Management

Some of the most bizarre things | 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.

PedepupoBanue razeTHOM CTATbM HA HHOCTPAHHOM SI3bIKe.
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.

Pemenne nmpooaeMbl

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.

Taoauua pacnpeoenenus 641106

Bonpoc Bajabl 30
AynupoBaHue 4
[TuchbMeHHBIN IepeBOT 6
YreHue, nepeBo, Nepeckas TEKCTA N0 CIENHATbHOCTH 7
PedepupoBanne razeTHoON CTaTh HA HHOCTPAHHOM SI3BIKE. 7
Pemenne npoOiaembl 6

KpuTtepuu oueHuBaHus
AyaupoBanue — 4 dajia

Banasl
OtBer OtBer OtBer
Kpurtepun ouenku orBera He YaCTHYHO MOJTHOCTHIO
COOTBETCTBYET | COOTBETCTBYET | COOTBETCTBYET
KPUTEPHIO KPUTEPHIO KPUTEPHIO
Bompoc 1. OTBer sBnsI€TCS BEpHBIM 0 0,5 1
Bompoc 2. OTBer sBns€TCS BEpHBIM 0 0,5 1




Bormpoc 3. OTBeT sBIsETCS BEPHBIM 0 0,5 1
Bompoc 4. OTBert sBnsAETCS BEPHBIM 0 0,5 1
IIncbMeHHbIN nepeBoa — 6 6a/I0B
banabl
OT1Ber
OTBeT He OTBeT YaCTHYHO
KpuTepun oueHku oTBeTa MOJIHOCTHIO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpUTEpPHIO KPUTEpPHUI0
KPHUTEPHIO
ConeprkaHue BbICKa3bIBaHUS TEPEAAHO
MOJIHOCTBIO, UCTIOIb3yEMBIH CIIOBAPHBIN 0 1 2
3arac COOTBETCTBYET IMOCTABICHHON
3a7a4e
OOy4JaroIuicss MCMONb3yeT OCHOBHBIC
CHOCOOBI M TPUEMBI  JTOCTIKCHHUS 0 1 5
CMBICIIOBOH Hu CTHJINCTHYECKOM
aJleKBaTHOCTH
OO6yuaromuicst NCONb3yeT
rpaMMaTHYECKUE CTPYKTYPHI B 0 1 5
COOTBETCTBHHU C ITIOCTABJIEHHON 3aJavueH.
[TpakTHYECKH OTCYTCTBYIOT ONIMOKH.
‘ITeHne, nepeBoa, mepecka3 TCKCra 1o CrncuuaJdbHOCTH — 7 0aJ1J10B
PedepupoBanue razeTHoi cTaThbi HA MHOCTPAHHOM si3bIKe — / 0AJUI0B
banabl
OTtBer
OTBeT He OTBeT YaCTHYHO
Kpurtepun oneHku oTBeTa MOJTHOCTH IO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpUTEPUIO KpHUTEPHIO
KPUTEPHIO
ConeprkaHue BbICKa3bIBAHUS TEPEAAHO
MOJTHOCTBIO, UCTIONIB3yEeMbIH CIIOBAPHBIIH 0 2 3
3arac COOTBETCTBYET IMOCTABJICHHON
3a7a4e
OOyuatomuiics HCIIONb3YET
rpaMMaTHYCCKUE CTPYKTYPBI B 0 1 5
COOTBETCTBHMH C IIOCTABJIEHHOM 3ajaueii.
[TpakTHYECKH OTCYTCTBYIOT OIIMOKH.
OOy4JaroImuics: COOMOAET CTPYKTYPY
BBICKa3bIBAHUS, HCIIONB3YET CPENICTBA 0 1 2
JIOTUYECKOH CBA3U
Pemenue npodJiemsl — 6 6aJ1710B
banabl
OTtBer
OTBeT He OTBeT YaCTHYHO
Kputepun ouenku oTBera MOJHOCTHIO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpUTEpPHIO KPUTEpPHI0

KPHUTEpPHI0




COI[ep}KaHI/IC BBICKa3bIBaAHUA
COOTBCTCTBYCT IMOCTaBJICHHOM 3a1a4e

Ob6yuatomuics HCTONB3YyeT
rpaMMaTHYECKUC CTPYKTYPBI B
COOTBETCTBUH C ITOCTABJICHHOMN 3a7aucii.
[TpakTHYeCKH OTCYTCTBYIOT ONIMOKH.
OOyyJaroImuicss HUCIONB3YET JIEKCUKY
(mpodeccroHamBHYIO JIEKCHUKY,
TEPMHHBI) CTPYKTYPHI B COOTBETCTBHUH C
MOCTaBJICHHOM 3aJaucil.

Ilpumep 3a0anuii no AY/ITUPOBAHHUIO

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—Ilevels 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.



Kpurepuu oueHuBanus
AynupoBanue — 3 6aJjiia

banbl
OtBer OtBer
OTBer He
Kputepun onenku orpera YACTHYHO M0JIHOCTH IO
COOTBETCTBYET
COOTBETCTBYET | COOTBETCTBYET
KPHUTEPHIO
KPHUTEPHIO KPUTEPHIO
Bompoc 1. OTBer sBns€TCS BEPHBIM 0 0,5 1
Bormpoc 2. OTBeT sBIsSETCS BEPHBIM 0 0,5 1
Bomnpoc 3. OtBer siBisIeTCA BEPHBIM 0 0,5 1

Ipumepwt 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.

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

e 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).

e Willingness to listen and ability to communicate. Leaders must have a preference to listening
and understanding rather than controlling and talking.

e 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.

e 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.

e 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.

e 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?

KpuTtepuu oueHuBaHus
Yrenue — 3 0aj1a

Bajiabl
OtBeTt OtBeTt
OTsert He
Kpurtepuu ouenku orpera YaCTHYHO MOJIHOCTHIO
COOTBETCTBYET
COOTBETCTBYET | COOTBETCTBYET
KpUTepPHI0
KPUTEpPHIO KPHUTEPHIO
Bompoc 1. OTBer sBnsI€TCS BEpHBIM 0 0,5 1
Bomnpoc 2. OtBert siBisIeTCA BEPHBIM 0 0,5 1
Bompoc 3. OTBer sBns€TCS BEpHBIM 0 0,5 1

Ilpumepwt 3a0anuii no IHCbMY

“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.

KpuTtepuun oueHuBaHus

banabl
OTBeT
OTBeT He OTBeT YaCTHYHO
Kpurtepumn ouenkn orpera MOJIHOCTHIO
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KPUTEPUIO KPUTEPHIO
KPUTEPHUIO




COI[Cp}KaHI/IC BBICKa3bIBaAHUA 0

. 0,5 1
COOTBCTCTBYCT MOCTABJICHHOU 3a/1a4c '

Ob6yuatomuics HCTONB3YyeT
rpaMMaTHYECKUC CTPYKTYPBI B
COOTBETCTBUH C ITOCTABJICHHOMN 3a7aucii.
[TpakTHYeCKH OTCYTCTBYIOT ONIMOKH.
OOyyJaroImuicss HUCIONB3YET JIEKCUKY
(mpodeccroHamBHYIO JIEKCHUKY,
TEPMHHBI) CTPYKTYPHI B COOTBETCTBHUH C
MOCTaBJICHHOM 3aJaucil.

Ilpumepot 3a0anuit no FOBOPEHHIO
Discuss the importance of time management with your partner.

Kpurepuu oueHuBanus

banabl
OTtBer
OtBeT He OTBeT YaCTUYHO
Kputepun ouenku oTera MOJTHOCTHI0
COOTBETCTBYET COOTBETCTBYET
COOTBETCTBYET
KpUTEpUIo KPHUTEpPHIo
KPUTEPHUIO
ConeprkaHre BHICKa3bIBAHUS 0 05 1
COOTBETCTBYET IOCTABJIEHHOW 3a/1aue '
O6yuatomuiics HCTIONB3YyeT
rpaMMaTHIeCKHe CTPYKTYPHI B 0 05 1
COOTBETCTBHM C MOCTABJICHHOM 3a1ayeil. '
[IpakTHYeCKH OTCYTCTBYIOT OIIMOKH.
OOyyJaroIuicss  UCIONB3YET JIEKCUKY
(mpodeccroHaTBEHYIO JIEKCHUKY, 0 05 1
TEPMHHBI) CTPYKTYpPbl B COOTBETCTBHHU C '
MOCTaBJICHHOM 3aJ]ayel.

Ilpumepwt 3a0anuii no IEPEBOJY
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.
Arigid 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.

Kpurepuu oueHuBanus

IlucbMeHHbIN MepeBoa — 3 fasIa

Bbanxasl
OtBer OT1Ber Ot1Ber
Kpurepun ouenku orBera He YACTHYHO MOJIHOCTHIO
COOTBETCTBYET | COOTBETCTBYET | COOTBETCTBYET
KPUTEPHIO KPUTEPHUIO KPHUTEPHIO

Coneprxanue BbICKa3bIBaHUS
MEPEIAHO MONHOCTBIO, 0 05 1
HCIIOJIB3YEMBIM CIIOBAPHBIN 3a11ac '
COOTBETCTBYET IOCTABICHHOM 3a/1a4e

OOGy4arontuics
UCIIOJIb3YET OCHOBHBIE CTIOCOOBI
u [IPpUEMbI JTOCTHKCHUS 0 0,5 1
CMBICJIOBOM M CTHJIMCTHUYECKOM
aJICKBAaTHOCTH
OOyyaromuiics UCIOJIb3YyET
rpaMMaTHYECKHUE CTPYKTYPhI B
COOTBETCTBHUHU C IIOCTABJICHHON 0 0,5 1
3agadeil. [IpakTHYECKU OTCYTCTBYIOT
OIIINOKH.

KomiuiekT 3aianuii 1Jist CaMOCTOSAITE/IbHOM 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, | 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 | drove to an engine plant in Wales last week to be a company director for a day. |
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.

Ouir 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. | 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, | was glad | 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.
[TepeBoaueckoe pedeprupoBaHue.
K-daxrop: JIEHCTBUTEIILHO I paBHOIIpaBUE I10JIOB BBIT'OJTHO Ibie: OusHeca

Bopr06a 3a paBeHCTBO MOJIOB cTasa (ETHILIEM JIJIsl MHOTHX HHTEPHAIIMOHAIBHBIX Koprioparmid. Jleno
HE TOJIBKO B MCKOPEHEHUH AMCKPUMHUHAIMH. Kak MOKa3bIBalOT MHOTOYHCIICHHBIC MCCIICIOBAHMS,
YKEHIIHUHBI-00CChI JIeJIatoT Ou3Hec Oozee 3 PEKTHBHBIM.

25 MapTa UTATBIHCKUI MapiJaMeHT NPUCTYIHI K 00CYKICHUIO 3aKOHONIPOCKTA, 00SI3bIBAIOILETO
paboTonaresst Ka)Iblii MecsI| OIIaYMBaTh TPH JHS OTIYCKA COTPYAHHUIIAM, KOTOPBIC HCIIBITHIBAIOT
6011 Bo Bpemsi MeHCTpyanuu, coobmaet Thelndependent. [TogoOHbIe 3aKOHBI yKe TEHCTBYIOT B
psizie BOCTOYHBIX cTpaH, Ha ouepenu EC.

C npyroii ctoponsl okeana, B CIIA, cynbe Huity I'opcauy, kotoporo npe3uaeHt Jonanea Tpamn
BbIIBUHYJ B BepXoBHBIN Cy/1, Ha IPOLUION Helese MPHUILIIOCh OTOMBATHCA OT OOBUHEHUH B
cekcusMe. B mpouibHbI KOMUTET ceHaTa MoKaJloBajlach €ro ObIBIIAs CTyAEHTKa — OyATO Obl Ha
OJIHOM M3 CEMHHApOB OH MposiBUI cebs cexcuctoM. 1o ee cioBam, Temoii cemuHapa Obl1a
JUCKpUMHUHALINS B IOpUIHMUECKOM Ou3Hece U ['opcay HacTOWYMBO KOHIIEHTPUPOBAJI BHUMaHKE
ayJIMTOPUU Ha CIy4asiX, KOr/a *KEeHIUHBI, [UTAaHUPYIOIIKE 3aBECTU peOeHKa, yCTpauBaroTCs Ha
paboTy TOJIBKO 3aTe€M, UTOOBI TAPAHTUPOBATH CE0E XOPOIINE «IEKPETHBIEY.

Ha caymanusx ['opcad 00bsiCHII, 4TO BCE pOBHO HA000OPOT, OH 00CYXk/1al CO CTYJEeHTaMHU
TUIOTETUYECKYIO CUTYAIINIO, KOT/IAa KEHILMHY MPH MOCTYIJIEHUH Ha pa0oTy CHpalIBaloT, HE
cobupaeTcs 1M OHa BCKOPOCTHU 3abepeMeHeTh. «HacTo a1 BaM 3ajaBaiii oA00HbIE BOIPOCHI B
CBSI3M C TPYAOYCTPOICTBOM, HEMPABOMEPHBIE BOIIPOCHI O BallleM IJIAHUPOBAHUU CEMbU 7)) —
nepecKkasai OH CBOM Jualior co ctyieHTaMu. M 1o6aBui, 4To caM B IIOKE OT TOT0, CKOJIBKUM
YKEHIIMHAM PUXOJIUTCS BBICIYIIMBATh TAKOTO POJia BOIPOCH! OT MOTEHIIMAIBHBIX padoToaaTesei.

PaBHONpaBue Moja0B — akTyalbHas cefdyac TeMa B pa3BUTHIX cTpaHax. [Ipuyem peub naer He
TOJILKO O TMCKPUMHUHAIIMU, HO M 00 YIyIIEHHBIX BO3MOXKHOCTSIX Pa3BUTHS OU3HECA. DKOHOMHUCTHI
YTBEPKIAKOT, YTO HEPABEHCTBO MEX/y MY)KUMHAMH M KEHIIMHAMHU Ha PBIHKE TPyAa BPEINT
paboTosaTensiM: OHU JIMIIAIOT ce0sl PeCypcoB, a 3HAYUT U (PMHAHCOBON BBITOBI.

Brirona u CIIpaBCAJIMBOCTb

Ot nyOnukanuii Ha TeMy T€HIEpHOI0 PaBEHCTBA, U )KYPHAIUCTCKUX M HayYHBIX, YaCTO BEET
060pb0OOIi 3a TpaBa yrHETEHHBIX. PaBEHCTBO U AUCKpUMUHAIMS, CIIPABEAJINBOCTD U MPEAB3ATOCTD —
pacxoxue TEpPMUHBI B TAKMX TekcTax. Ho ecTh 1 MHOM pe30H B TOM, UTOOBI HE TOJBKO J1aBaTh
JKEHIIUHAM PaBHbIE C My>KYMHAMU KapbEPHbIE BO3MOKHOCTH, HO M PEAJIbHO YUUTHIBATH MX



3anpocsl. Kak mokasan psij McciaenoBaHui, 4eM MEHBIIIE Pa3HULA B UUCIEHHOCTH MYXKYMH U
JKEHIIUH B KOPIOpaluu, TeM 0oJiee TBOPUECKHU U YCIEIIHO OHA JACHCTBYET. A 4eM BbIIIE YPOBEHb
YIPpaBJIEHUS, HA KOTOPOM I10JIbl IIPEJCTABIIEHBI B pABHOM Mepe, TeM IIHUPE Y KOPIOpalyu
ACCOPTHUMEHT BO3MOKHBIX PELICHUN.

CoriacHo HUCCIIeIOBaHUIO KOHCAITUHTOBOW KommaHuu McKinsey HepaBeHCTBO yrpoxkaeT
HETNOCPEJICTBEHHO (PMHAHCOBBIM PE3yJIbTaTaM: BEPOSTHOCTh, YTO KOMITAHUS MIPEBBICUT CPEIHUE
MOKAa3aTeIN CBOET0 CeKTopa, Ha 15% BblIllIe, eCliy KEHIIWH U MY>KYHH B HEH PUMEPHO OPOBHY,
4yeM B JTI000M WHOM ciydae. [[oToMy 9TOo My»KYHUHBI TOXKE OBIBAIOT B POJIA UTHOPHPYEMBIX.
Hanpumep, MocnkoCrHoxapa, iepBast SII0HKa, CaMOCTOSTENBHO 3apaboTaBIas MHIUTHAPIHOE
COCTOSTHUE, ITepBhIC 15 j1eT BooOIIe He HAaHUMAaJIa MY>KYMH B CBO€ PEKPYTHHTOBOE ar€HTCTBO
Tempstaff. A oTMeHa 3Toro npaBuiia obecreunsia KOMIIaHUA OypHBIN POCT.

Task 3.

Translate from Russian into English

1) Eciu kOMOaHUSAM HY)KHO OOJIbIIE JCHET, YTOObl (PMHAHCUPOBATH CBOKO JICATEILHOCTD, OHH
MOTYT MPOJIaTh aKIMU WU 3aHATh AEHbI'H, OOBIYHO, IyTEM BBIITyCKa OOJUTaIuii.

2) Bce Gombliie 1 00JIbIIE KOMITAHUI BBITYCKAIOT CBOM COOCTBEHHBIC OOJIHMTaIlii, BMECTO TOTO
4yTOOBI 3aHUMAaTh Yy OAaHKOB, IIOTOMY 4YTO 3TO, Yalle BCEro, JEIIEBJE: PHIHOK MOXET ObITh
JYYIIUM CyJIbeH KPEAUTOCTIOCOOHOCTH (PUPMBIL, 4YeM OAHK, T.€. OH MOXKET CCYJIUTh JA€HbIU 110
0oJiee HU3KOM MPOLIEHTHON CTaBKe.

3) Kommanuu, BbIycKaromue OOJMTallUM, OIICHUBAIOTCS YAaCTHBIMUA  PEUTHHTOBBIMHU
KOMITaHUSIMH, U UM IPUCBAMBAETCS ONPEIEICHHBIH PEUTUHT T0XOIHOCTH B COOTBETCTBUU C
uX (PMHAHCOBBIM TIOJIOKEHHUEM B PabOTOiA.

4) BoNpIIMHCTBO OOIUraIMil — 3TO [IEHHbIE OyMark Ha MPeIbsIBUTEIS, TOITOMY I10CJIE TOr0, KaK
OHM ObUIH BBINYIIECHHI ( HA IEPBUYHOM PBIHKE), MU MOXHO TOProBaTh Ha BTOPUYHOM PhIHKE
o0nuranuii 10 HaCTYIJIEHUS CPOKa MOTaIIeHusl.

5) OO6nuranuu — JUKBUIHBI, XOTS UX IICHA HA BTOPUYHOM PBHIHKE MEHSETCS B 3aBUCUMOCTH OT
U3MEHEHUs MPOLEHTHBIX cTaBoK. Clie10BaTeNbHO, OONBIIMHCTBO OONIUTallii HA BTOPUYHOM
PBIHKE MPOJAIOTCS U MOKYIAI0TCs MO0 BBILIE, TUOO HUKE HOMUHAJIA.

6) [l kommaHuil mperMyIecTBO (GUHAHCHPOBAHUS C IPHMEHEHHEM 3aeMHOT0O KaluTana Haj
(uMHAHCUPOBAHUEM ITyTEM BBINTYCKA HOBBIX aKIMil COCTOUT B TOM, YTO KOMITaHUS BBIYUTAET
BBINJIATHI 10 MPOLIEHTaM U3 CBOEH MPHOBLIH 70 YIUIAThl HAJIOTOB, B TO BPEMs KaK JIMBUACHIbI
BBIIJIAYMBAIOTCS U3 TPUOBLIN, OCTaBIIEHCS MTOCIIE YIIaThl HAJOTOB.

7) YBENMUYHMBAIOIIUICSA JONT yBEIWYMBACT (DMHAHCOBBIA PHUCK: TMPOIEHTHI MO OOJIUTAIUsIM
JOJKHBI OBITh BBIMJIAYEHBI, JaXXe B TOJl, KOIJa OTCYTCTBYET MNpHUObUIb, U3 KOTOPOH
HEOO0XO/IMMO HX BBIYECTh, U OCHOBHAsI CyMMa JIOJDKHA OBITh BBIIUIAYEHA, KOTJAa HACTyIaeT
CPOK TMOTamieHus A0jra, TOrja Kak KOMIAHUM He O0S3aHbl IJIAaTUTh AUBUACHIBI WIH
BBIIVIAYMBATh AKIMOHEPHBIN KaIllUTal.

8) IlpaBuTenbCcTBa B OTJIWYME OT KOMIIAHWH HE HMMEIOT BO3MOXKHOCTH BBINYCKaTh AaKIIWH,
MIO9TOMY OHHU BBIITYCKAlOT OOJMramuu, KOrja OOIIEeCTBEHHO-TOCYIAapCTBEHHBIE PacXOJIbl
MPEBBIIIAIOT MOCTYIUIEHHUS OT MOJOXO/IHOTO Hajora, Hajiora Ha J00aBJI€HHYIO0 CTOMMOCTb U
T.JI.

9) Jlns TOoro 4YTOOBI YMEHBIIUTH OOBEM JECHEKHOH MAacChl, MPABUTEILCTBA IMPOAAIOT
KpPaTKOCPOYHbIE Ka3HAa4YelCKHe BEKCeNsd W M3bIMAIOT HaJUYHbIe U3 OOpalleHHus; IS TOro
YTOOBl YBEUYUTHh OOBEM JEHEKHOM MacChl, OHUM HUX (BEKCeJs) BBIKYMHAlOT, BbIMIAYMBAast
JIOTIOJTHUTEIbHO AMHUTUPOBAHHBIMH JIEHBI'AMH, KOTOpPBIE TakUM OOpa3oM IyCKaloTCs 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®EPUPOBAHUE CTATEMN (3 6am1a)
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.

Bbanxasl
OtBer OT1Ber Ot1Ber
Kputepuu oueHku oTBera He YACTHYHO MOJTHOCTBIO
COOTBETCTBYET | COOTBETCTBYET | COOTBETCTBYET
KPHUTEPHUIO KPHUTEPHUIO KPHUTEPHUIO

Coz[epmaHI/Ie BBbICKA3bIBAHU A
nepcaaHo HOJIuHOCTBIO, y 0 0’5 1
HCIIOJIB3YEMBIN CJIIOBAPHBIM 3al1iac
COOTBCTCTBYCT IOCTaBJIEHHOH 3a1a4c

OOGyuaronuiics
UCIIOJIb3YET OCHOBHBIE CTIOCOOBI
u [IPUEMBI JOCTHXKECHUS 0 0,5 1
CMBICJIOBOM M CTHJIMCTHYECKOU
aJIcKBaTHOCTH
OO0yyaromuiics UCIOJIb3YyET
rpaMMaTHYCCKUC CTPYKTYPhI B
COOTBETCTBHUHU C IIOCTABJICHHOM 0 0,5 1
sanaqeﬁ. HpaKTI/I‘ICCKI/I OTCYTCTBYIOT
OILIINOKH.

IIpuMep KOHTPOJILHOI padoThI (8 0a/L10B)

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: I 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, | 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 | 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.

AynupoBanue — 4 6ajiia

BaJjuibl
OtBer OTtBer
OTtBeT He
Kpurepun ounenku orera YaCTUYHO MOJIHOCTBIO
COOTBETCTBYET
COOTBETCTBYET | COOTBETCTBYET
KpUTEpHIo
KpHUTEpPHI0 KPHUTEPHIO
Bormpoc 1. OTBeT siBisIeTCSI BEpHBIM 0 0,5 1
Bormpoc 2. OTBer siBisieTcs BEpHbIM 0 0,5 1
Bormpoc 3. OTBer siBnsieTCsS BEPHBIM 0 0,5 1
Bormpoc 4. OTBeT siBisIeTCSI BEpHBIM 0 0,5 1

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 | 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?

YTEHMUE — 4 6a11a

baJuibl
OtBer OtBer
Otser He
Kpurtepuu oneHKku oTBeTa YacTUYHO MOJTHOCTBIO
COOTBETCTBYET
COOTBETCTBYET | COOTBETCTBYET
KPUTEPHIO
KPHUTEPHIO KPHUTEPHUIO
Bompoc 1. OTBer siBnisieTcs BEpHbIM 0 0,5 1
Bormpoc 2. OTBeT siBisIeTCsI BEpHBIM 0 0,5 1
Bormpoc 3. OTBeT siBisieTCsl BEpHBIM 0 0,5 1
Bonpoc 4. OTBeT siBisieTCs BEpHBIM 0 0,5 1




