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1. Hepe‘leﬂb IJIAHUPYEMBIX PE3yJabTaTOB oﬁyqe}mﬂ Mo AMCIUIIJIMHE, COOTHECEHHBIX €
IMJIAHUPYEMBIMH peE3yJabTaTaMU O0CBOCHUSA 06pa30BaTeJ’ILHOﬁ nporpaMmmasl

1.1. Hucrurumna b1.B.16 «MHOcTpaHHBIH SI3bIK B MpodeccHoHaNbHON cdepe» (aHTIMHCKMIA)
obecreynBaer OBIaJeHUE CICAYIOIIe KOMIeTeHIINEH

IMK-9 — cnocobHOCTh OCYIIECTBIATh MEKIMYHOCTHBIE, TPYIIIOBBIC U OPTaHU3AIlMOHHBIC
KOMMYHUKAIUH

®opmuposanue [1K-9 HaunHaerca B pamkax U3ydeHHs TUCHUILUTUHBI «IHOCTpaHHBIN SI3BIK B
npoheCcCHOHAIBHOM cepe» U OCYLISCTBIIACTCS B JIBa dTala;

1 atan (kox »tama - [1K-9.1)
CrocoOHOCTh OCYIIECTBIATh YCTHYIO M IMHCHhMEHHYI0O KOMMYHHKAIIMIO Ha WHOCTPaHHOM
SI3bIKE (aHTIIMIICKOM HITM HEMEIKOM) B cdepe TOCyIapCTBEHHOI'0 YCTPOHCTBA M YIIPABJICHHS B
CTpaHaX M3y4yaeMoro s3bIKa.

2 stan (kox stana - [1K-9.2)

CrocoOHOCTh OCYIIECTBIATh YCTHYIO M IMHCHhMEHHYI0O KOMMYHHKAIIMIO Ha WHOCTPaHHOM
S3bIKe (QHTIMHACKOM WM HEMENKOM) B cdepe KaapoBOi W YNpaBICHYECKOW TOIUTHKU B
rOCYAapCTBEHHOH ciyx0e.

OTtankl 0CBAaUBAIOTCS ITOCIEN0BATEIBHO.
1.2. B pe3yibTaTe 0CBOSHHUS AUCIUIUIMHBI Y CTYIEHTOB JOJKHBI OBbITh:
- chopMUpPOBaHBI 3HAHMS:

HWHOCTPAHHOTI'O A3bIKa B MCKIIMYHOCTHOM O6IlIeHI/II/I u HpO(I)eCCI/IOHaHBHOI‘/'I JACATCIIBHOCTH,

OCHOBHBIC 3HA4YC€HHUA M3IYYCHHBIX JICKCUYCCKHUX CIWHHI, O6C.Hy)KI/IBaIOHII/IX CUTyaluunu
WHOSI3BIYHOTO 00IIeHus B ipodeccronanbHoil chepe oOIeHus;

OCHOBHBIC IT'paMMAaTUYCCKUC ABJICHHUA U CTPYKTYPbI, UCIIOJIB3YyEMBIC B YCTHOM U IMMCbMCHHOM
JIEIIOBOM OOIICHHU;

OCHOBHBIC HOPMBI COLMAJIBHOI'O IIOBEACHHUA U pequOﬁ OTHUKET, MNPUHATBIE B CTpaHax
M3y4aeMOro s3bIKa.

- c¢(OpMHPOBAHBI YMECHUSI:

MMOpoOXKIAaTh aJICKBATHBLIC B YCIOBUAX KOHerTHOﬁ CUTyalluu A€JI0OBOI0 06HIeHI/I$[ YCTHEBIC U
MM CBbMCHHBIC TCKCTHI,

pCain30BbIBATh KOMMYHUKATUBHOC HAMCPCHHUE C LCJIBIO BOSﬂeﬁCTBHH Ha HapTHépa; IIOHUMATh
WH(POPMAITUIO TIPH YTEHUH MTPOQPECCHOHATFHO OPHEHTHPOBAHHOM JTUTEPATYPHI;

cooOmaTh WHGOPMAIMI0 Ha OCHOBE IPOYMTAHHOIO TEKCTa B (hOpME MOHOJOTHYECKOI0
BbICKAa3bIBaHU A,

IMOHMMAaTb MOHOJIOTUYCCKNEC BbICKA3bIBAHWA U PA3JIMYHBIC BUABI JUaI0Ta.

- chopMUpPOBaHBI HABBIKHU:

JIETIOBOTO TTPO(ECCHOHATBHOTO OOIICHHSI, U3YUYEHHS W OCMBICIICHHS 3apyOeKHOrO OmbITa B
NpoUIUPYIOIIEH U CMEXHON 00J1acTsIX MPoheCCHOHATBHOMN EITEILHOCTH;

rpaMOTHOTO M 3(PQPEKTUBHOIO HCIONB30BAaHUS HCTOYHUKOB HWH(pOpMaIuK (CrpaBoOYHON
UTepaTyphl, pecypcoB uTepHeTa);

W3BIICYCHUST HEOOXOIMMON MH(OPMAIH U3 OPUTHHAILHOTO TEKCTAa HA MHOCTPAHHOM SI3BIKE
1o mpodieMaM rocyJapCTBEHHOTO M MyHHUIIUTIAJIBHOTO YIIPABIICHHS,

WCTIOJIb30BaHMST UHOCTPAHHOTO SI3bIKAa KaK CPENCTBAa PACIIMPEHHS CBOMX 3HAHHW B JPYTHX
MPEIMETHBIX 00IaCTAX.



2. O0béM U MecTO TMCHUILIMHBI B cTpyKType OII BO

B cootBerctBuM ¢ y4eOHBIM IulaHOM guciuiuiiHa b1.B.16

aKaJIeMUICCKUX YacoB).

«HocTpaHHbI S3BIK B
npodeccuoHanbHOl cdepey» ocBauBaeTcs BO 2 U 3 ceMecTpax Ha o4HOW (opme oOyueHus u Ha 3 Kypce
Ha 3a04HOM (opme 00ydeHus. OO0Imas TPyA0EMKOCTh AUCIMIUIMHBI COCTABIIAET 6 3a4éTHRIX eauHHIT (216

OcBoeHHE IUCIMIUTMHBI OMUpAeTcs Ha 3HAHWS, yMEHHs W HaBBIKH, TONYyYEHHBIE B XOJE
¢dopmupoanus YK OC-4 B pamMkax U3ydeHHs JUCIUTUTHHBI « IHOCTpaHHBIN S3BIKY.

KonmyecTBo akalieMUUecKUX 4acoB, BBIICICHHBIX Ha KOHTaKTHYIO paboTy ¢ MpenojaBarelieM
(mo BUIaM YyYeOHBIX 3aHITHI) M Ha CAMOCTOSTENBHYIO paboTy oOywarommxcs, a Takke (Gopmbl
MPOMEKYTOYHOH aTTecTallid B COOTBETCTBUM C Y4eOHBIM IUIAHOM, TNpenctaBieHbl B Tabmuie 1.1 u

Tao6mune 1.2.

Tabauna 1.1

O0beM JUCHUILIMHDI, Yac.

Bua yyeOHbIX 3aHATHI Bceero CeMecTp (TpHMeCTp), Kype’
U CaMOCTOsITeIbHAsA padoTa 1|2 3 4 1516 |78 (9|11 |1
1 ]2
Ounas popma odyuenusn
KonTakTHas pabora odyuyaromuxcsa | 108 36 |72
C mpenojiaBareyieM, B TOM YHCJI€:
nekionHoro tuna (JI)
J1a00paTOPHBIC PabOTHI
(mpaktukymsl) (JIP)
MPaKTHIECKOTr0 (CEMUHAPCKOTO) 108 36 |72
tuna (I13)
KOHTPOJIMpYyeMasi CAMOCTOSITEIbHAS
pabota obyqarommuxcs (KCP)
CamocTosiTesibHAsE padoTa 72 36 |36
ooyuarommuxcs (CP)
IIpomeskyTouHan dop | 3auém, 3au | IK3a
arrecranus Ma | IKzame ém | meH
H
yac. 36 36
Oo6mas TpynoeMkocTh (dac. /3.e.) | 216/ 6 72 | 144
/2 | /4
Tabnumna 1.2
. O0beM JUCHUILIMHDI, Yac.
Bua yueOHBIX 3aHATHIH
U caMocTosiTeJIbHasi padoTa Beero Kype
12 3 415
3aounasn ¢popma odyuenusn
KonTakTHast padoTa 00y4yaromuxcs ¢ 18 18
NpenojaaBareieM, B TOM YncJie:
nekionHoro tuna (JI)
npakTudeckoro (cemuHapckoro) tuna (I13) 18 18
CamocTosiTesibHas padoTa ooyuaomuxcs (CP) 189 189
IIpomexyTouHas aTTecTanus ¢dopma | sk3ameH IK3aMeH
yac. 9 9
OO0mas TpynoeMKocCTh (dac. / 3.e.) | 216/6 216/6
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3.Conep:kaHue M CTPYKTYpa JUCHUTIUHBI

Tabmauma 2.
O0beM JUCHUILIMHDI, Yac. ®opma
KonTakTHas padora TeKylero
00yJaKIIUXCH C KOHTPOJIsI
HaumenoBanue Tem npernoaaBarejaemM ycrneBaeMoc
Ne n/mm . 4
(pa3nenon) Bcero | mo Buaam yueoHbIx 3anstuii | CP ™,
MPOMEKYTO
J JIP 113 KCP YHOM
aTTeCcTAlMHU
Ounas popma odyuenusn
CucreMa yrpaBicHUS B &
YCTHBI#
Tema 1 | BenukoGpurannu 12 6 6 ompoc
l'ocynapcTBenHoe YCTHBIN
Tema 2 | ycTpoiicTBO 16 8 8 or1poc,
BenukoOpuranuu Mpe3CHTALINS
MectHOEe caMoymnpaBiieHHE YCTHBIN
Tewa 3 B Benukobpuranuu 16 8 8 orpoc
locynapctBenHas ciy:xba B IHCEMEHHO®
Tema 4 16 8 8
Benukobpuranuu sanaHme
Ha6o B CTPYKTYPBbI .
P N PYKTYP YCTHBI#
Tema 5 | rocymapCTBEHHOH CITy:KOBI 12 6 6
epeBoj
Benukobpuranuu
[IpomexxyTouHas arrecTanus 3a4€T
Bcero: 72 36 36
IIpaBa u 00sI3aHHOCTH CTHBIH
Tema 6 | © 12 8 4 y
TOCCITY’)KaIuX oIpoc
Kapnepa B rocciyx6e MUCbMEHHOE
3a7aH1E
Tema 7 12 8 4 JIAHIE,
YCTHBI#
OIpoc
JlunepcTBo Kak YCTHBIN
OpraHM3allMOHHBII TPOIIeCcC epeBo
Tema 8 | °P H pon 12 8 4 PEBOL,
MMMCHEMEHHOE
3a7aH1E
IlepconanpHbBII CTHBIN
Tema 9 P 12 8 4 y
MEHEIKMEHT OIpoc
OTt6o0p nepconana MACbMEHHOE
3aaH1E
Tema 10 12 8 4 JIAHHE,
YCTHBI#
OIpoc
IToaroroBka W IOBBIIIIEHUE CTHBI
Tema 11 | kBanudukanun 12 8 4 yon oc
TOCCITY’)KaIuX p
CoBpeMeHHBIN PHIHOK N
YCTHBI#
Tema 12 | Tpyna (kKak yCIHenrHo 12 8 4 OIDOC
MPOITH cobeceloBaHue) P
3amayu U CTHIIH
Tema 13 A 12 8 4 Hpe3eHTalus
yIpaBICHHUS
DTHKa B yIIpaBICHUU CTHEBIH
Tema 14 | 12 8 4 y
pCOHaHOM OHpoc




O0beM JUCHUILIMHDI, Yac. ®opma
KonTakTHas padora TeKyuero
o0yuarouuxcsi ¢ KOHTPOJIsI
Ne i/ HaumeHoBaHue TeM npernoaaBarejiemM ycreBaeMoc
= o 4
(pa3nenon) Bcero | mo Buaam yueoHbIx 3ansatuii | CP ™,
MPOMEKYTO
J JIP 3 | KCp YHOM
aTTecTAllul
9K3aMeH
[IpomexxyTounas arrecranus 36
Bcero: 144 72 36 36
Hroro: | 216 108 72 36
3aounasn ¢hopma ooyuenusn
TlNocynapcTBenHoe YCTHBIN
Tema 1 | ycTpoiicTBO 56 6 50 or1poc,
Benukobpuranuu NIpE3CHTaLUs
locynapcrBenHas ciyx0a B MUCbMEHHOE
Tema 2 yAap 4 44 4 40
BenukoOputanuu 3a/1aHNe
[IpaBa 1 00s3aHHOCTH CTHBIN
Tema3 | P 54 4 50 Y
TOCCIYKaIiX orpoc
3aga4u U CTHIIN
Tema 4 53 4 49 | mpeseHTanug
YIIPaBJICHUS
[IpomexxyTouHas arrecTanus 9 3K3aMEH
Hroro: | 216 22 189 9
HaumeHoBaHue TeM
Ne n/m Copep:xanne TeM (pa3/iesioB)
(pa3nenoB)
Ounas popma odyuenusn
Cucrema YIIpaBJICHUA B BerBu BJIaCTH: 3aKOHOJAaTCIIbHAsA, HUCIIOJIHUTCIIbHA,
Tema 1 Benukobpuranuu cyaeOHas.
I'paxxnanckas ciyx0a, perioHaIbHOE CaMOYIIPaBIICHHE
I'ocynapcrBeHHOE Momnapxus, IpaBUTENBCTBO, apJaMEHT, TApTUU
Tema 2 | YCTPOHCTBO
Benukobpuranuu
MecTHOE caMmoyrpaBieHue B | MyHUIIMNIATbHBIE Tpa)CKUe OKpyra, HEeMYHHIIMIAIbHBIE
Tema 3 | BenukoOpurtanuu rpadcrsa
locynapcrBennas ciyx6a B | ['ocymapcTBeHHBIC JlenapTaMeHTBhl, Kabuner u
Tema 4 | BenukoOputanuu rOCYJIapCTBEHHBIC CEKPETAPH
Habop B cTpyKTyphI KonkypcHast 1 KOHTpaKkTHas CUCTEMbI Habopa, NCTOUHUKHU
TOCYAapCTBEHHOH CITYKOBI HaliMa, METOJbI U NPOLIETYPhI
Tema 5

Benukobpuranuu




HaunmeHnoBanue TeM

Ne n/m Copep:xanne TeM (pa3iesioB
(pa3nenoB) aep (pasa )
[IpaBa u obsi3aHHOCTH [puntun  cmyxeOHOM  CyOOpJMHAILINKN, HOPMAaTHBHBIC
Tema 6 | TOCCITyXaIIUX MIPaBOBbIE AKThI
Kapnepa B roccmyx6e OTKpbITas U 3aKpbITast CUCTEMBI Kapbephl, pOTallKs KaJpoB
Tema 7
JlunepcTBo Kak Ilonarue nuaepcrBa. MexaHu3Mbl BIMSIHUS Ha JItOJed
Tema 8§ | OPTaHU3ALMOHHBIA NIPOIECC | Yepe3  JIMYHOCTHbIC — KauyecTBa. Buusl  nuaepos B
OpTaHMU3aLHN
IIepconanbHbII Camoopranuzanys U caMOyIpaBlieHue pPaOOTHHKA, METOJIbI
Tema 9 | meHemKMEHT Y IpUEMBI YIIPABIICHUS JIMYHON Kapbepoil
T Ot6op nepconana Meronsl u KpUTEpUH OTOOpa TEpCOHANA: JTHYHOCTHBIE W
eMa
10 npodeccuoHaNbHbIe KauecTBa KaHAWAATOB. DaKTopbI
3¢ GEKTUBHOCTH MPOLETYPhI 0TOOpa
[Tonroroska u noBeimienne | [IpuHImns! MOJITOTOBKH: oOlruIerpaxxjaHckue,
Tema | KBaTH(pUKAINH npodeccuoHaNbHbIC, BHYTPHKOPIIOPATHBHEIE.
11 TrOCCITy KaIux ITepenoaroroBka, CTa;KxUpOBKU
CoBpeMenHbIN peIHOK Tpyda | [loaroroBka, s3K3aMeHbl, TECTUPOBAHUE
Tema | (Kak yCIICUTHO MPOUTH
12 cobeceoBaHme)
3amauu v cTry yrpasiieHus | G GeKTHBHOE yIpaBlieHHE, OJHOMEPHBIE H MHOTOMEpPHBIE
Tema CTHJIN yTIpaBJIEHUS
13
OTuKa B yIIpaBIeHUU Lennoctw, rpaBa u 00513aHHOCTH, MpaBHIa,
Tema | mepcoHanom B3aMMOOTHOILIEHUSI ~ BHYTPH  OpraHM3allid,  ypPOBHHU
14 TPYOBOM 3THKHU
3aounasn ¢hopma ooyuenusn
lNocynapcrBennoe Monapxus, IpaBUTEIbCTBO, MAPIAMEHT, TAPTHH
CTpOMCTBO
Tema 1 | Y™P
Benukobpuranuu
locynapcrBennas cinyx6a B | ['ocymapcTBeHHBIC JlenapTaMeHTBhl, Kabuner u
BenukoOputanuu rOCyIapCTBCHHBIC ceKkpeTapH. CrpykTypa
Tema 2 rOCYAapCTBEHHON CITyObl. BHIBI TpaBUTEIBCTBEHHBIX
JIeapTaMeHTOB
[IpaBa u obsi3aHHOCTH [puntun  cmyxeOHOM  CyOOpJMHAIINK, HOPMATHBHBIC
Tema 3 | TOCCIyKamux MpaBoBble aKThl. [lapTHcHNaTHBHOE yIpaBlieHHE, CTEIeHb

y4acTHusi paOOTHHUKOB

Tema 4

3aja4uu U CTHIIM YIIPaBIICHUS

OddekTrBHOE yIpaBIeHUE, OMHOMEPHBIC I MHOTOMEPHBIC
CTHJIN YIIPAaBJICHUS




4. ®oH/1 OLIEHOYHBIX CPEACTB MPOMEKYTOYHON aTTeCTAMYU MO TUCHHUILIMHE
4.1. ®opMBI 1 METOABI TEKYIIIETO KOHTPOJIS yCIIEBAEMOCTH U TIPOMEXYTOUHOM aTTeCTalllu.

4.1.1. B xome peanu3aiii IUCHMIUIUHBI «MHOCTpaHHBIA S3bIK B HPOQPECCHOHAIBHOU cheper
WCTIOJIB3YIOTCS CIICAYIOIINE METOBI TEKYIIIEro KOHTPOJIS YCIIEBAEMOCTH 00YYarOIIHXCSl:

IIpY NPOBEACHUM NPAKTUYECKUX 3aHATHI: YCTHBIM ONPOC, MPE3EHTALMs, MMCbMEHHOE 3aJaHuE,
YCTHBIH MIEPEBOA.

Ounasn ¢opma 00yueHus

Tema 1. Cuctrema ynpasJienusi B BequkoOputanuu

dopmMa TEKyUIEro KOHTPOJIS: YCTHBIN onpoc

Y CTHBIH ompoc MpoxoIuT B (hopMe Oeceibl ¢ pernoaBaTeieM Mo CIEAYIOIIAM BOIPOCaM:

1. What sources do the rights and the duties of civil servants derive from?

2. What does the State demand from the civil servant?

3. What must the civil servant do in Great Britain if he stands for Parliament?

4. What cannot some officials do without authorization?

5. How does the position of the civil servant differ from that of a private employee?
6. What are the conditions of civil servants affected by?

7. What is the major obligation of the civil servant?

8. Do officials work overtime? Why (not)?

9. How can the state change the holidays and leave of its employees?

10. What does the duty to be always at the disposition of the service mean?

Tema 2. I'ocyaapcTBeHHOe ycTpoiicTBO Beqnkooputanuu
@opMBI TEKYILEr0 KOHTPOJIS: YCTHBIN ONPOC, MPE3EHTALIN

YcrHBIA ompoc mpoBoauTcs B (opMme Oecembl MpenojaBareNis €O CTyJASHTAMH 10 CIEAYIOIIUM
BOMpPOCaM:

1. What is the most important authority in Great Britain?
2. Is the Monarch expected to be politically active?

3. How are the Members of Parliament elected?

4. What are the main political parties in Great Britain?

5. What are the functions of the House of Commons?

6. Which political party is in power?

7. What are the functions of the House of Commons?

8. What are the functions of the Prime Minister?

9. What is the Procedure of Opening the Parliament like?
10. How often do British people vote for MPs?

TemaTuka npe3eHTanui:
1. Monarchy in Great Britain
Political parties
The structure of the Parliament
Elections in Great Britain
The Queen of Britain
The Prime Minister of Great Britain
Constitution in Great Britain

Nounbkwbd
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CTy#eHTBl TOTOBAT TIPE3CHTAIIMIO TI0 OJHOW W3 TpemIoKeHHbIX TeMm. Ilocime mpencraBieHus
MPE3CHTALMM  MPOUCXOIUT OOCYKICHHE COAEPKATCIBHOIO KOMIIOHEHTA, JIOTUKHA  IOJAYM
nHpopmaiun, ohopMIICHHS MTPE3EHTANNN U YMEHHS MyOIMYHOTO BBICTYIUICHHS.

O0BéM npesenTaluu cocrapisier 7-10 cnai1oB.

Tema 3. MecTHOe caMoynipaBJieHue B Bejimkoopuranuu

@opma TeKyIero KOHTPOJIS: YCTHBIA OIPOC

VY CTHBII oITpoc POXOIUT B hopMe Oece/Ibl ¢ MpernojaBaTesieM 1Mo CICAYIONMM BOIPOCaM:
What is local government?

What do local authorities derive their power from?

When was a new structure of local government brought into effect?

How are metropolitan counties divided?
Where are all-purpose authorities?

M

Tema 4. I'ocynapcTBeHHas ciay:k0a B BeimkoOputanuu
dopma TeKyIero KOHTPOJIs: MICbMEHHOE 3aJaHue

[MucebmeHHOe  3ajaHWe  TpeACTaBIseT CcOOOM  TMHCBMEHHBIM  TepeBoyi  Mpo)eCCHOHATBHO
OPUCHTHUPOBAHHOI'O TCKCTA. B XOA€ BBINIOJIHCHUA 3aJlaHNUA CTYACHT IOJKCH YYUTBIBATDH TpGGOBaHI/HI K
MePEeBOIy C MHOCTPAHHOTO S3bIKa (QHTIHUHCKOTO) HAa PYCCKUH, a MMEHHO: MOJTHOTa M TOYHOCTH
nepeiavun coiep KaHusl, COONTIOJICHUE CTHIISI M3JIOKEHHSI, COOJIOIEHIE HOPM S3bIKa TIEPEeBOJIA.

TekcT A/ NMCbMEHHOT0 MePEBOAA

THE CIVIL SERVICE TODAY

There are about 570,000 civil servants in Britain employed in the various departments, as shown
in the table. About 70,000 of these are classified as industrial and work in state-owned establish-
ments. The numbers of industrial civil servants have been reduced as a result of the privatization of
the Royal Ordnance Factories and part of the Royal Dockyards. Of the remainder about 230,000
form the Administration Group of which 1,800 are classified as senior civil servants with a rank of
principal or above. Of the total about 60 per cent are women but in the senior positions this falls to
under 10 per cent. The departments employing most civil servants are the Ministry of Defence, the
Department of Social Services, the Department of Employment and the Prison Service.

Civil servants are defined as «servants of the Crown, other than holders of political and judicial
offices, who are employed in a civil capacity, and whose remuneration is paid wholly and directly out
of monies voted by Parliamenty.

The theory is that governments make policy and the administrators carry it out. This view has been
challenged by many observers who argue that Governments and Ministers come and go whilst the
Civil Service goes on for ever. It is this continuity plus the detailed knowledge that they possess
which give civil servants an important role in policy making. How crucial that role is may depend on
the strengths and weaknesses of individual governments and Ministers.

The British Civil Service has a very high reputation. It contains some of the best brains in the
country, is incorruptible and is politically neutral. However, this neutrality and the desire to protect
their Minister from criticism in Parliament or elsewhere often leads to excessive caution and
resistance to change. The Civil Service was once described as «a beautifully designed and effective
braking mechanism. It produces a hundred well-argued answers against initiative and change» and
from the opposite end of the political spectrum Sir John Nott said «Whitehall is the ultimate monster
to stop governments changing things».

Despite these criticisms most Ministers agree that once they have made a decision their civil
servants will loyally carry it out. Most civil servants concede that they prefer strong Ministers willing
to make decisions and to fight for their policies in Cabinet and elsewhere.
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We live in a highly competitive world. Britain's economic record over the last 25 years has not
been good. Britain has fallen behind many of its major competitors. It would be wrong to make the
Civil Service the scapegoat for this but if the decline is to be halted we need to re-think our political
and administrative structures. Insufficient attention has been paid to managerial accountability.
Government departments deal with an equivalent amount of money to many of the largest companies
in this country. For example, the Scottish Office spends as much (£8 billion) as Shell UK earns. It is,
therefore, important to have people with proven managerial ability running these departments.

Peter Hennessey in his excellent book Whitehall posed the fundamental political question for the
1990s and into the twenty- first century «Are the executive functions of central government to be
treated as big business and staffed accordingly?» If so, the public administrator will become the
public manager. This has already happened in the National Health Service and to some extent in local
government.

Tema 5. HaGop B CTPYKTYpbI FOCyAapCTBEHHOM CiIy:k0bl B BeimkoOopuTanuu
dopmMa TEKYIIEro KOHTPOJIS: YCTHBIN NEepEBO
TekcT AJig yCTHOTO MepeBoa:

Sources of Recruitment
In Great Britain recruitment is based on the principle of selection on merit by fair and open
competition. Independent Civil Service Commissioners are responsible for approving the selection
of people for appointment to the higher levels and fast-streams the Home Civil Service and the
Diplomatic Service. Recruitment of middle ranking and junior staff is the responsibility of
departments and executive agencies; it is monitored by the Commissioners. Departments and
agencies can choose whether to undertake this recruitment work themselves, to employ a private
sector recruitment agency or to use the Recruitment and Assessment Services Agency to recruit on
their behalf.
People from outside the Civil Service may be recruited directly to all levels, including the higher
levels of the service-particularly to post requiring skills and experience more readily found in the
private sector. The exchange of staff between the Civil Service and industry is also encouraged.
The importance given to educational qualifications in the recruiting of officials means that
recruitment becomes preponderantly «externaly, in that candidates are selected at the end of their
formal education. This has some disadvantages. First, it makes it impossible to deal with recruiting
crises when the newly qualified students prefer to enter more remunerative careers in the private
sector. Further, it gives an advantage to those social classes in which the children have been able
to undertake a lengthy period of education. For these reasons, an increasing emphasis is today
being given to «internaly» sources of recruitment.
Recruitment from within the service consists in filling posts from among existing members of
staff who, as a result of success in a competition or professional examination, or after their
qualifications have been examined, may be admitted to a grade higherthan that to which their
education standard entitled them. This procedure is obviously democratic but it does not
completely solve the problems of recruitment when all levels of public administration are
suffering a crisis; indeed, the vacancies in the subordinate or middle levels produced by internal
promotion have to be filled from outside. However, the prospects offered by internal promotion do
attract a greater number of candidates for junior post where they can make a start.

Tema 6. IIpaBa u 0013aHHOCTH rOCYIaPCTBEHHBIX CJOYKAINIAX
dopma TeKyIIero KOHTPOJIS: YCTHBIA OIPOC

Bonpocsr:
1. What sources do the rights and duties of civil servants derive from?
2. What does the State demand from the civil servant?
3. What cannot some officials do without authorization?
4. What are the conditions of civil servants affected by?
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5. What rights and duties does a civil servant have?
Tema 7. Kapbepa B rocciay:xoe
dopMa TeKyIIero KOHTPOJIsL: MMCbMEHHOE 3aJJaHNE, YCTHBIN OIpOC

[MucbmeHHOe  3ajaHWe  TpeACTaBIseT CcOOOM  TMHCBMEHHBIM  TepeBoy  Mpo)eCCHOHAIBHO
OPUCHTHUPOBAHHOI'O TCKCTA. B XOA€ BBINIOJIHCHUA 3a/laHNd CTYACHT JOJDKCH YYUTBIBATDH TpGGOBaHI/HI K
MePEeBOIYy C MHOCTPAHHOTO S3bIKAa (QHTIHUHCKOTO) HAa PYCCKUH, a MMEHHO: MOJIHOTa M TOYHOCTH
nepeiavun copep KaHusl, COONIOJICHUE CTHIIS M3JIOKEHHSI, COOIIOIEHIE HOPM S3bIKa TIEPEBOJIA.

TekcT A/ NMCbMEHHOT0 MEPEBOAA

Career
The Civil Service is a life's career. Most of those who advise ministers have joined the service after
taking bachelors' degrees at universities, at the age of about twenty-two, though some have joined at
an earlier age without going to university, and made their way up by promotion. Entry to the Service
is controlled by the Civil Service Commission. People who hope to become civil servants must pass
through a long selection process, with a series of tests designed to measure their competence and
suitability, and many of those who are chosen have been among the most successful students in their
university examinations. They are trained at the Civil Service College which provides courses both for
newly-appointed officials and for those at later stages of their careers.
A civil servant in an established post has almost complete security of tenure, and can in practice only
be removed for improper conduct. Promotion is not automatic according to seniority, but selective,
and based on the recommendation of superior officers. A civil servant does not necessarily remain in
the same department all through a long career; in fact when a department has a vacancy in one of its
top posts it is very likely that it will be filled by someone brought in from another department. The
chief official of a department is the permanent secretary, and below him are undersecretaries, assistant
secretaries and others in a hierarchy. The permanent secretary is in close touch with the minister, and
has the task of issuing directives which will put the minister's policies into force. Each civil servant
must know exactly how far his personal responsibility extends, and what questions he ought to refer to
someone higher up.
Many people say that Britain is really managed by the Civil Service, and that the ministers, being
mere amateurs, just do what the civil servants tell them to do - or find themselves frustrated whenever
they try to implement any new ideas. One of the main professional duties of civil servants is to shield
their ministers from criticism in the House of Commons. Any innovation is likely to upset some
established interest, which can be relied upon to feed some MP with material to attack it.

Genuine loyalty to the minister in office is the first element in the professionalism of any civil
servant, skill in defending departmental positions is the second; and an ability to seem to reconcile the
two, even when they conflict, demands intelligence, hard work and flexibility. A successful civil
servant is rewarded by high pay, state honours and a right to an inflation-proof pension at sixty.

YCTHBIN ompoc MPOXoauT B (hOPME AUATOTa «CTYACHT-CTYJSHT TI0 CIIEAYIOIIUM BOIPOCaM:

What are the advantages or disadvantages of hierarchy?

What role does a hierarchy play in successful work?

Have you been promoted?

What was your promotion based on?

What changes have taken place as a result of your promotion?
What is necessary for you to be promoted?

Have you got any problems connected with promotion?

Tema 8. JIuepcTBo KaKk OpraHu3alMOHHbII Mpo1ecc
@dopma TEKyIIero KOHTPOJISL: YCTHBIM IEPEBOI, IMCbMEHHOE 3aJaHue

Teker U1 yCTHOr O epeBoAa:
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THE ESSENCE OF LEADERSHIP

Good leaders are made not born. If you have the desire and willpower, you can become an
effective leader. Good leaders develop through a never ending process of self-study, education,
training, and experience. This information will help you to come through that process.

To inspire your workers into higher levels of teamwork, there are certain things you must be,
know, and, do. These do not come naturally, but are acquired through continual work and study. Good
leaders are continually working and studying to improve their leadership skills; they are NOT resting
on their laurels.

Before we get started, lets define leadership. Leadership is a process by which a person
influences others to accomplish an objective and directs the organization in a way that makes it more
cohesive and coherent. Leaders carry out this process by applying their leadership attributes, such as
beliefs, values, ethics, character, knowledge, and skills. Although your position as a manager,
supervisor etc. gives you the authority to accomplish certain tasks and objectives in the organization,
this pow er does not make you a leader, it simply makes you the boss. Leadership differs in that it
makes the followers want to achieve high goals, rather than simply bossing people
around.

Bass' theory of leadership states that there are three basic ways to explain how people become
leaders. The first two explain the leadership development for a small number of people. These
theories are:

e Some personality traits may lead people naturally into leadership roles. This is the Trait

Theory.

e A crisis or important event may cause a person to rise to the occasion, which brings out
extraordinary leadership qualities in an ordinary person. This is the Great Events Theory.
e People can choose to become leaders. People can learn leadership skills. This is the

Transformational Leadership Theory. It is the most widely accepted theory today.

When a person is deciding if she respects you as a leader, she does not think about your
attributes, rather, she observes what you do so that she can know who you really are. She uses this
observation to tell if you are an honorable and trusted leader or a self-serving person who misuses
authority to look good and get promoted. Self-serving leaders are not effective because their
employees only obey them, not follow them. They succeed in many areas because they present a good
image to their seniors at the expense of their workers.

The basis of good leadership is honorable character and selfless service to your organization.
In your employees' eyes, your leadership is everything you do that effects the organization's
objectives and their well-being. Respected leaders concentrate on what they are [be] (such as
beliefs and character), what they know (such as job, tasks, and human nature), and what they do
(such as implementing, motivating, and providing direction).

What makes a person want to follow a leader? People want to be guided by those they respect
and who have a clear sense of direction. To gain respect, they must be ethical. A sense of direction is
achieved by conveying a strong vision of the future.

[TiuchMeHHOe 3a1aHue TPECTABIIAET COO0M MMChbMEHHbBIC OTBETHI Ha BOIIPOCHI:

1) Are people born to be leaders?

2) How do good leaders develop?

3) Are good leaders continually working and studying to improve their leadership skills, or they
rest on their laurels?

4) What is leadership?

5) Does the authority to accomplish certain tasks and objectives make you a leader? Why?

6) What is the difference between leadership andbossing people around?

7) How do people become leaders according to Bass' theory of leadership?

8) What are the theories of leadership?

9) Are self-serving leaders effective? Why?

10) What is the basis of good leadership?
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Tema 9. IlepcoHanbHbIii MEHETKMEHT
@opma TeKyIIero KOHTPOJIS: YCTHBIA OIPOC

VYcrHBIA ompoc mpoBomuTcs B (opme nmanora cryneHT-cTyneHT. JlaHHas ¢opma KOHTpOIs
MPOBOAUTCS B MUKporpynmax. CTy/IeHTbl CaMOCTOATENHHO COCTABISIOT AUAIOTH 10 33JJaHHBIM TeMaM
U pa3bIrPhIBAIOT UX IPYT C IPYIOM.

CIHIHCOK TEM K IHaIoraM:

Employee's self-organization and self-management.
Methods and techniques of managing a personal career.
Staff selection.

Time management.

Techniques of personal work.

nh W=

Tema 10. OT60p nepconanaa
@dopma TeKyIIero KOHTPOJIS: MUCbMEHHOE 3aJaHUE, YCTHBIN OIIpoc

[MucbmeHHOe  3ajaHWe  TpeAcTaBiIsSeT CcOOOM  NMHCBMEHHBIM  TepeBoyi  Mpo)eCCHOHATBHO
OPUEHTHPOBAHHOTO TEKCTa. B X0/1¢ BHIMOIHEHUS 3aJaHUsl CTYACHT JOJKEH YUMTHIBATh TPEOOBAHUS K
MePEeBOYy C MHOCTPAHHOTO S3bIKa (QHTIHUHCKOTO) HAa PYCCKUH, a MMEHHO: MOJIHOTa M TOYHOCTH
nepeiavn copiep KaHusl, COONIOCHUE CTHIISI M3JIOKEHHSI, COOIIOIEHIE HOPM S3bIKa TIEPEBOJIA.

TekcT AJis TMCbMEHHOTO TepeBoa:
MERIT SYSTEM

Modern civil service personnel are usually chosen by examination and promoted on the basis
of merit ratings.

Merit system is the system of employing and promoting civil servants on the basis of ability.

The merit principle

The merit principle in the civil service entails the appointment of the best person for any
given job, made through recruitment or promotion based on explicit merit rules that are publicly
understood and can be challenged if a breach is suspected.

Merit systems can be broadly divided into "career systems" and "position- based systems."

In career systems, the objective is to ensure that initial entry to the civil service is based on
the knowledge of the candidates, generally as indicated by a relevant university degree or academic
credentials. Subsequent mobility and promotion allow movement within the civil service. In position-
based systems the emphasis is placed on selecting the best-suited candidate for each position to be
filled, whether by external recruitment or via internal promotion or mobility.

Merit criteria

The essence of merit criteria is that they are specified and contestable - failure to appoint a
candidate can be appealed and reviewed against explicit specifications for the position. Closed career
systems make appointments through promotion from within the civil service. Position-based systems
allow more open access, with lateral entry relatively common. Merit criteria in both systems can
include academic qualifications. Limitations to merit

In a pure merit system all public appointments, from top to bottom, would be made following
a competition based on merit rules. However, no administration operates a pure merit system. Typical
exceptions are:

* Elected officials. Firstly and obviously, some officials are elected, not appointed.
* Political appointments. Those elected officials may hand-pick some political advisers.

* Affirmative action. Several administrations have used recruitment / hiring practices to speed up
the advance of members of a disadvantaged group, such as women or certain ethnic minorities.
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* Internal appointments and transfers. Most administrations have restricted certain promotion posts
to existing staff in order to minimize transaction costs and to provide career development
opportunities.

Appointment methods

Merit-based recruitment arrangements draw from eight key elements:
1. A job analysis leading to a written statement of duties (the job description) and the knowledge
and skills which the jobholder will need (the person specification).
2. An advertisement disseminated to eligible groups, including a summary of the job analysis, a
standard application form.
3. A scoring scheme based on the person specification.
4. A short-listing procedure to reduce applications, if necessary, to a manageable number.
5. A final selection procedure based, again, on the person specification, and including a panel
interview.
6. An appointment procedure based on the scoring scheme.
7. Notification of results to both successful and unsuccessful candidates.

Y CTHBIN OIpocC MmpencTaBisier co0oii Oeceny ¢ mpenoaBaTeneM Mo CICIYOIUM BOIPocaM:
1) When can explicit merit rules be challenged?
2) What systems is Merit System divided into?
3) What is the objective of the career systems?
4) What is the objective of the position-based systems?
5) What is the essence of Merit criteria?
6) Why have most administrations restricted certain promotion posts to existing staff?
7) Where do merit-based recruitment arrangements draw from?

Tema 11. IToaroToBka U NOBbIIEHHE KBATU(PUKAIUN FOCCTYKAMMX
dopmMa TEKyUIEro KOHTPOJIS: YCTHBIN onpoc

Y CTHBIN OIPOC MPOXOIUT B POPME MOHOJIOTUYECKOT'O BHICKA3BIBAHUS 110 MPEAI0KECHHBIM TEMaM:
e Therole of the Civil Service in Great Britain.

The Civil Service and importance of training and development in Great Britain.

The role of the Civil Service in Russia.

The ways the problems of training and development are solved in Russia.

Temal2. CoBpeMeHHBIIl PHIHOK TPY/Ja (KaK yCIIeIIHO MPOoiiTH codece0BaHMe)
dopma TeKyIero KOHTPOJIS: YCTHBIA OIPOC

VYCTHBIA ompoc MPOBOAMTCS B (oOpMe IHMalnora «CTyAeHT-CTyaeHT». [aHHas ¢dopma KOHTpOIS
MPOBOAUTCS B MUKporpynmnax. CTy/IeHTbl CaMOCTOATENHHO COCTABISIOT AUATOTH 10 33JJaHHBIM TeMaM
Y Pas3bITPHIBAIOT UX JIPYT C APYTOM.

Crmcok TeM K TruajoraM:
1. Looking for a job
2. Applying for a job
3. Job interview.
4. How to behave yourself at the interview.

Tema 13. 3agaum U cTUJIN yIpPaBJIEHUS.
dopma Tekymero KOHTPOIS: pe3eHTaINs
TemaTuka npe3eHTanui:

1. Effective management.
2. One-dimensional control style.
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Multidimensional control style.

Cooperative style.

Selecting a management style.

Democratic and authoritarian management styles.

N kW

CTymeHTBl TOTOBST TMPE3CHTAIMI0O TI0 OMHOM W3 TmpemIoKeHHbIX TeM.llocme mpencrasieHus
MPE3CHTALMM  MPOUCXOMUT OOCYKICHHE COAEPKATCIBHOIO KOMIIOHEHTA, JIOTUKHA  IOJAYM
nHpopmaiun, ohopMIICHHS MTPE3EHTAINN U YMEHHS MyOIMYHOTO BBICTYIUICHUS.

O0BéM npesenTaluu cocrapisier 7-10 cnaifIoB.

Tema 14. dTHKa B ynpaBJIeHUH NEPCOHAIOM
@opMBbI TEKYLIETO KOHTPOJISL: YCTHBIN OIPOC
VYcrHblit orrpoc TpoxouT B popme Gece sl ¢ IpernogaBaTesieM 110 CIEAYIONMM BOIPOCaM:

What is personnel management? Cite its functions and features.

How do you understand the role of ethics in personnel management?

What are the four main facets of understanding of ethics in personnel management?

What calls for an ethical commitment?

Do you and your colleagues always follow the principals of ethical behavior in the working
situations?

kW=

3aounas popMa 00yueHUs
Tema 1. I'ocynapcTBeHHOe ycTpoiicTBO Beinkooputanuu
@opMBI TEKYIIEr0 KOHTPOJIS: YCTHBIN ONPOC, MPE3EHTALIN

YcrHBIA ompoc mpoBoAMTcS B (opMme Oecenbl MpenojaBareNis €O CTyJASHTAMH 10 CIEAYIOIIUM
BOMpPOCaM:

1) What is the most important authority in Great Britain?
2) Is the Monarch expected to be politically active?

3) How are the Members of Parliament elected?

4) What are the main political parties in Great Britain?

5) What are the functions of the House of Commons?

6) Which political party is in power?

7) What are the functions of the House of Commons?

8) What are the functions of the Prime Minister?

9) What is the Procedure of Opening the Parliament like?
10) How often do British people vote for MPs?

TemaTuka npe3eHTanui:
1) Monarchy in Great Britain
2) Political parties
3) The structure of the Parliament
4) Elections in Great Britain
5) The Queen of Britain
6) The Prime Minister of Great Britain
7) Constitution in Great Britain

CTyneHTBl TOTOBST WIPE3CHTAIMIO [0 OJHOM M3 MpemTokeHHbIX TeM. Ilocie mnpexacraBieHus
Mpe3eHTAllMd  TPOUCXOTUT  OOCYXKJEHHE CONEPKATENbHONO KOMIIOHEHTa, JIOTHMKH IOJadu
nHpopmaiun, ohopMIICHHS MTPE3EHTAINN H YMEHHS MyOIMYHOTO BBICTYIUICHHS.



17
O0BéM npesenTalu cocrapisier 7-10 cnai1oB.
Tema 2. I'ocyaapcTBeHHas1 ciay:k0a B BeimkoOopuranuu
®dopma TEKyIIero KOHTPOJIS: MUCbMEHHOE 3aJaHue

[MucbmeHHOe  3ajaHWe  TpeACTaBIseT CcOOOM  TMHCBMEHHBIM  TepeBoy  Mpo)eCCHOHAIBHO
OPUCHTHUPOBAHHOI'O TCKCTA. B XOA€ BBINIOJIHCHUA 3aJlaHNA CTYACHT IOJKCH YYUTBIBATDH TpGGOBaHI/HI K
MePEeBOYy C MHOCTPAHHOTO S3bIKAa (QHTIHUHCKOT0) HAa PYCCKUH, a MMEHHO: MOJIHOTa M TOYHOCTH
nepeiavun copep KaHusl, COONIOJICHUE CTHIIS M3JIOKEHHSI, COOIIOIEHIE HOPM S3bIKa TIEPEBOJIA.

TekcT A/ NMCbMEHHOT0 MePEBOAA

THE CIVIL SERVICE TODAY

There are about 570,000 civil servants in Britain employed in the various departments, as shown
in the table. About 70,000 of these are classified as industrial and work in state-owned establish-
ments. The numbers of industrial civil servants have been reduced as a result of the privatization of
the Royal Ordnance Factories and part of the Royal Dockyards. Of the remainder about 230,000
form the Administration Group of which 1,800 are classified as senior civil servants with a rank of
principal or above. Of the total about 60 per cent are women but in the senior positions this falls to
under 10 per cent. The departments employing most civil servants are the Ministry of Defence, the
Department of Social Services, the Department of Employment and the Prison Service.

Civil servants are defined as «servants of the Crown, other than holders of political and judicial
offices, who are employed in a civil capacity, and whose remuneration is paid wholly and directly out
of monies voted by Parliamenty.

The theory is that governments make policy and the administrators carry it out. This view has been
challenged by many observers who argue that Governments and Ministers come and go whilst the
Civil Service goes on for ever. It is this continuity plus the detailed knowledge that they possess
which give civil servants an important role in policy making. How crucial that role is may depend on
the strengths and weaknesses of individual governments and Ministers.

The British Civil Service has a very high reputation. It contains some of the best brains in the
country, is incorruptible and is politically neutral. However, this neutrality and the desire to protect
their Minister from criticism in Parliament or elsewhere often leads to excessive caution and
resistance to change. The Civil Service was once described as «a beautifully designed and effective
braking mechanism. It produces a hundred well-argued answers against initiative and change» and
from the opposite end of the political spectrum Sir John Nott said «Whitehall is the ultimate monster
to stop governments changing things».

Despite these criticisms most Ministers agree that once they have made a decision their civil
servants will loyally carry it out. Most civil servants concede that they prefer strong Ministers willing
to make decisions and to fight for their policies in Cabinet and elsewhere.

We live in a highly competitive world. Britain's economic record over the last 25 years has not
been good. Britain has fallen behind many of its major competitors. It would be wrong to make the
Civil Service the scapegoat for this but if the decline is to be halted we need to re-think our political
and administrative structures. Insufficient attention has been paid to managerial accountability.
Government departments deal with an equivalent amount of money to many of the largest companies
in this country. For example, the Scottish Office spends as much (£8 billion) as Shell UK earns. It is,
therefore, important to have people with proven managerial ability running these departments.

Peter Hennessey in his excellent book Whitehall posed the fundamental political question for the
1990s and into the twenty- first century «Are the executive functions of central government to be
treated as big business and staffed accordingly?» If so, the public administrator will become the
public manager. This has already happened in the National Health Service and to some extent in local
government.
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Tema 3. IIpaBa u 0013aHHOCTH rOCYIaPCTBEHHBIX CJOYKAINIAX

@opma TeKyIIero KOHTPOJIS: YCTHBIA OIPOC
Bonpocsr:
1. What sources do the rights and duties of civil servants derive from?
What does the State demand from the civil servant?
What cannot some officials do without authorization?
What are the conditions of civil servants affected by?
What rights and duties does a civil servant have?

nh v

Tema 4. 3agaum U cTUIM ynpaBJIeHUs

dopma TEKyIIEro KOHTPOIS: TIPE3€HTAIINS
TemaTuka npe3eHTalui:
1. Effective management.
One-dimensional control style.
Multidimensional control style.
Cooperative style.
Selecting a management style.
Democratic and authoritarian management styles.

SANRAN ol i N

CTy#eHTBl TOTOBAT TIPE3CHTAIIMIO TI0 OJHOW W3 TMpeMIoKeHHBIX TeM. Ilocrme mpencraBieHus
MPE3CHTAlMM  MPOUCXOIUT OOCYKICHHE COJACPKATEIBHOTO KOMIIOHEHTA, JIOTUKH  IOJa4M
nHpopmaiun, ohopMIICHHS MTPE3EHTAINN H YMEHHS MyOIMYHOTO BBICTYIUICHHS.

O0BéM npesenTaluu cocrapisier 7-10 cnaifIoB.

4.1.2. [IpoMexXyTOuHast aTTeCTaIUs POBOAUTCS B (hopme:

Ounasi popma o0yuyeHust

2 cemecTp — 3a4ET

3auéT npencrapiser co00i YCTHYIO Oeceay C MpernoaaBaTeieM 10 H3yYSeHHBIM TeMaM.

3 ceMecTp — dK3aMEH

OK3aMeH NPOXOJUT B YCTHOH (opMe M BKIOYaeT B ceOs TPU BOIpOCA: YTCHHE W IEPEBOJ
poh)eCCHOHAIbHO HAIMPABJIEHHOTO TEKCTa, OOCY)KIEHUE TMPOOIEMAaTHKKU TEKCTa, BBICKAa3bIBAHUE IO
OJIHOW U3 M3YyUYEHHBIX TEM.

3aouyHas (popMa 00yUeHHUs : dDK3aMEH

OK3aMeH NPOXOJUT B YCTHOH (opMe M BKIOYaeT B ceOs TPU BOIpOCA: YTEHHE W IEPEBOJ
poh)eCCHOHAIbHO HAIMPABJIEHHOTO TEKCTa, O0CY)KIEHUE TMPOOIEeMaTHKKU TEKCTa, BBICKAa3bIBAHUE 110
OJIHOW U3 M3YyUYEHHBIX TEM.

4.2. MarepuaJisl TEKyIIero KOHTPOJIS yCIIeBaeMOCTH
cM. myHKT 4.1.1.
4.3. OreHOYHBIE CPEACTBA I MPOMEKYTOTHON aTTeCTalluN

TeMbl U yCTHOTO 00CYXKIEHUS Ha 3a4ETe:
1. What sources do the rights and the duties of civil servants derive from?
What does the State demand from the civil servant?
What must the civil servant do in Great Britain if he stands for Parliament?
What are the main political parties in Great Britain?
What are the functions of the House of Commons?
Which political party is in power?
What is local government?
What do local authorities derive their power from?

PN R WD
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9. When was a new structure of local government brought into effect?
10. Who are civil servants responsible to?
11. Who does the top rank of the civil service include?

OO0pa31ibl 5K3aMEHAIIMOHHBIX TEKCTOB

The Structure of Local Government in Great Britain
Britain's local government is a system of providing, operating and maintaining the majority of public
services that people use in everyday life. It is not to be confused with the government or Civil Service
but it is politically influenced; locally elected councillors develop the policy that is implemented by
the staff. Local government in the UK is huge. It includes some 467 major councils and 9,000
town/parish councils. Local government has a multi-million- pound budget and employs one of the
largest workforce in the UK either directly or through contracts.
There are few activities in any locality in which the local authority (or council) does not have an
interest, be it sport, industry, commerce, leisure or crime prevention. Local government provides vital
local services, all of which affect everyone's lives and benefit the local community.
All local authorities derive their existence and their powers and functions from Parliament and the
central government. Parliament can take powers away or add to them, and it can even abolish any
particular authority. The Local Government Act of 1972 reorganized the whole system, bringing a
new structure into effect in 1974. This was partly revised in 1986.
Traditionally, the most important local area is the county. It is the largest local unit of government.
England has been divided into counties for more than 1,000 years.
Within the counties the oldest (and the smallest) units are the parishes. These are the local
communities or villages which were originally centred on the churches. Although they still survive
and have elected parish councils they now have almost no powers of their own. As they have very
small budgets parish councils are only involved in small scale local activities. However all parish
councils do have a significant role in representing the interests of their residents to the larger councils
operating in their area.
The districts are more recent creations. Some are the direct descendants of the self governing towns
(called boroughs or cities) that grew up in medieval times. Most districts today, however, are modern
amalgamations of parishes or groups of parishes.
England (with the exception of Greater London) and Wales are divided into fifty-three counties,
within which there are 369 districts. Forty-seven of these counties, which are "mon-metropolitan’, and
all districts, have independent and locally elected councils. In Greater London itself the local
government authorities are the councils of thirty-two London boroughs and the Corporation of the
City of London while the six metropolitan counties (Greater Manchester, Merseyside, Tyne and
Wear, West Midlands, West Yorkshire and South Yorkshire) are divided into thirty-six district
councils. In mainland Scotland there are nine regions, divided into fifty-three districts, and there are
three all-purpose authorities for the island groups, Orkney, Shetland and the Western Isles. In
Northern Ireland much is administered by twenty-six district councils.

Bompocs! o npobiiematrke Tekera:
1. What is local government?

2. What do local authorities administer?

3. What do local authorities derive their power from?

4. When was a new structure of local government brought into effect?
5. What is a county?

6. What makes a parish special? Does it have any powers?

7. What is a district? When did districts grow up?

8. How many counties are there in England and Wales?

9. How many counties are «non-metropolitany»?

10. What is the structure of local government in Greater London?

11. How are metropolitan counties divided?

12. How many regions does mainland Scotland consist of?

13. Where are all-purpose authorities?

14. What is Northern Ireland administered by?
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The Management of the Civil Service

The value of an administration depends to a great extent on
the way its staff is deployed, badly or well according to the greater
or lesser wisdom of the regulations and processes of allocation,
promotion, secondment and so on. The use which is made of public
servants can contribute also to their training and development.
Lastly morale, and consequently efficiency, are always influenced
favourably or unfavourably by the quality of the management to
which the official is subject.

Personnel management is relatively simple when it concerns
officials recruited to fill a specific post, who do not belong to any
particular corps and are not in the career service. Where they are
concerned there is normally no question of promotion, transfer or
secondment; since they are bound to the State by bonds identical
or analogous to those of private law, their dismissal does not raise
any special difficulities.

Personnel management is very complex on the other hand when
it concerns career officials. The many problems which then arise
can be grouped round the following questions, some of which
concern non-career staff too:

— to what extent should personnel management be subject

to general and compulsory reglementation?

— to whom should it be entrusted?

— what considerations should guide the principal manage-

ment measures?

— how can good human relations be established within the

civil service?

Personnel management is that part of management concerned
with the management of people at work.

Most organizations have a specialist personnel department
which gives support to managers and supervisors, who have direct
responsibility for the management of people.

A wide range of people — personnel specialists, line managers
and supervisors — practise personnel management.

There are a number of specialist management techniques which
together comprise personnel management.

The practice of personnel management varies greatly from one
organization to another.

Management Codes

Personnel management may be left to the discretionary power
of the administration with each minister and even each depart-
mental head undertaking as he sees fit to post, promote and dis-
miss the civil servants working under him. This system does not
necessarily lead to anarchy: the responsible authority may lay
down for itself certain lines of conduct, but it is not obliged to do
so and is always free to modify adopted practice. This freedom
has certain advantages: it allows for a very flexible type of ma-
nagement, adapted to the circumstances and needs of the moment,
But there are also grave disadvantages in this system, such as the
risk of arbitrary procedures and of disparity of treatment between
officials in different agencies. For this reason most States have
codified the management of their personnel. This has been done
with varying degrees of strictness. In some cases they have been
content simply to give each corps particular regulations fixing the
conditions of promotion, secondment and dismissal. In others they
have adopted general regulations, usually in statute form, which
are implemented within this general framework by particular re-
gulations.
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The adoption of regulations — whether general or particular —
does not in any case mean that the managing authority is deprived
of all his freedom, since they may leave him a certain latitude in
his decisions. The latitude varies according to the type of decision
involved: thus for example posting of staff may be left free, while
the conditions of promotion or dismissal will be laid down in great
detail. '

Some countries however, like Great Britain, have preferred
not to tie the hands of the administration by too rigid a legal frame-
work. Though management rules certainly exist in Britain, they are
essentially based on accepted practice, a fact that makes it easier
to adapt them to changing needs.

Bompocs! o npobiiemaTrke Tekcra:

1) What does the value of an administration depend on?

2) When is personnel management complex and why?

3) What is personnel management part of?

4) Does the adoption of regulations mean that the managing authority is deprived of all his freedom?
Why? Why not?

5) What are management rules based on in Britain?

TeMmbl 11 yCTHOT'O 00CYXICHUS HA dK3aMEHE:
e Personnel management
Career in Civil Service
Interview
Personnel recruitment
Styles of Management
Personnel participation in management
Development and training for civil servants
Understanding of ethics in government

Ixana oneHUBaHUA

YcnoBus onycka o0yJaromerocs K mpoMeKyTOUHOW aTTeCTalliH, Kbl U MPOIEAYPhI OIlCHUBaHUS
ornpeneneHbl  «[lopsakoM NpUMEHEHHS  OaJIBHO-PEHTHMHIOBOM  CHCTEMBl  OICGHKH  3HAHMI
oOyuaroruxcst B Boponexckom ¢unmane PAHXul'Cy», yTBepKIEHHBIM TPUKA30M OT 9 ceHTAOps
2016 roma Ne 114-228/1.

4.4, Metoaudeckue MaTepUuabl

Meronnueckue Matepuanbl, ONPEACIAIOIINE MPOLEAypbl OLCHUBAHUS 3HAHWW, YMEHUW, HABBIKOB,
XapaKTepU3YIOIMX dTambl (OPMHUPOBAHMS KOMIICTCHIIMK ompeneneHbl «llopsakoM MpoBeAcHUS
TEKYIIEro KOHTPOJISI YCIEBAEMOCTH M IIPOMEXKYTOUHOW aTTeCTallMM CTYAEHTOB B BopoHexckoMm
¢unmane  QeaepadbHOro0  roOCYIapCTBEHHOrO  OMOJKETHOTO  O0Opa30BaTEILHOIO  YUPSIKICHHUS
«Poccuiickass akaneMusi HapOJHOTO XO3SHCTBA W TrocylnapcTBeHHOW ciyxObl mpu [Ipesumente
Poccwuiickoit @eneparum» ot 01.09.2016 Ne 114-2171.
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5.MeToanyeckue yKkazaHus AJs 00y4aroMXcsl 0 OCBOEHUIO
JUCIHIITMHBI

Cosernl IO MJIAHAPOBAHUIO U OPraHM3allMi BPEMEHU,
HeOﬁXOIlI/IMOFO AJIS UBYYECHUSA TUCHUITITIHHBI

[Tpn u3ydeHMH MHOCTPAHHOIO S3bIKa CaMOCTOSTENbHAs pabdoTa CTYAEHTOB 3aHUMAET 0coboe
MecTo. B ornmume OT apyrux mpeaMeToB, MPU HW3YYEHHH KOTOPBIX TJIABHBIM SIBIISETCA YCBOCHHE
OIpE/IeTICHHOW CyMMBI 3HAaHUH, BllaJICHHE NHOCTPAHHBIM SI3BIKOM TpeOyeT He TOJIBKO MPHOOPETEHHUS
3HaHW, HO TaKXKe Pa3BUTHA YMEHHH ¥ (OpPMHPOBAaHHUSI PEUCBBIX HABBIKOB. DTO JOCTHUTACTCS MYyTEM
CHCTEMAaTHYECKOT'0 BBITIOIHEHUSI OOJBIIOr0 KOJMYECTBA TPEHHPOBOUYHBIX YIPAKHEHWUH pa3inuIHON
HaIpaBIEHHOCTH, PETYSAPHBIX 3aHATUH ayJUpOBaHMEM U TIPAKTHKONW pPEYH, MEePUOANIECKOrO
[IOBTOPEHUS U3yYEHHOI'O SI3bIKOBOI0 MaTeprasa, IIOCTOSIHHOIO MOMOJIHEHU JIEBKCUUECKOro 3aaca.

C yuérom crenudukn TUCHUIUTUHB «HOCTpaHHBIH s3BIK B TpodeccHOoHaIbHON cheper
PEKOMEHTyeTCsl YACSITh ©KETHEBHO CaMOCTOATeNbHON pabore 1,5 yaca, u3 Hux: ayaupoBaHuo (10
MUHYT), uTennio (30 MuHyT), iepeoay (20 MunyT), rpamMatuke (15 MuHyT), 1ekcuke (15 MUHYT).

Onucanue nocje10BaTeIbHOCTH e CTBUH CTY/IeHTa
WM CHCHAPHH U3yYeHUs TUCHUILIUHBI

CryneHTy ciemyer oOpaTHTh 0co00€ BHHUMaHHE Ha IOCIEJ0BATENLHOCTh PabOThl CO CIIEMYIOIMMHU
ACIIEKTaMH:
1) rpammaruka

1. IIpopaGoraiiTe TeOpETHUECKUI MaTepHal M0 YKa3aHHOU TEMe.

2. Beigenurte riiaBHbIC MPHU3HAKKA W3y4aeMOro rpaMMaTHYCCKOTO SIBJICHHS. 3alHIINTE UX B
TeTpab.

3. BbInonHUTE TPEHUPOBOYHBIC YIPAXKHEHHS HA 3aKpelyieHHe WM3yYeHHOW TEeMBI,
MPHIEPKUBASICH ITOCIIEI0BATEIILHOCTH:
- mpaBmsia 00pa30BaHMs IPAMMAaTHYECKON CTPYKTYPBHI;
- ynorpebieHHe TpaMMaTHUECKOH CTPYKTYPHI;
- IIEPEBOJ C aHIVIMMCKOro Ha PyCCKUH U C PyCCKOr0 Ha aHIVIMUCKUI;
- pacmo3HaBaHWE JAHHOTO IPaMMAaTHYECKOTO SIBIICHUS B TEKCTE;
- MpOBEpKa yCBOCHUS TPAMMATHUYECKOTO MaTepHala 1o TeCTy.
2) JeKkcuKa
1. OnpenenuTe 3HAYEHHS CIOBA U3 KOHTEKCTA;
2. O0patuTe BHUMaHWE Ha HHTEPHAIIMOHATIBHYIO JIEKCUKY;
3. 3anoMuHalTe HE OT/IENBHBIC CTIOBA, & CIIOBOCOYCTAHMS, BRIPAYKCHUS HITH LIENIbIe (hpasbl;
4. CocTaBbTe TEMaTHUECKUH CIIOBaph U3y4aeMON JIEKCHUKH.
3) ureHue
UroObl HAyYUTHCS TIOHMMATh U MEPEBOJUTH MHOS3BIYHBIN TEKCT, HEOOXOAWMO, B MEPBYIO O4Yepeb,
HAYYHUTHCS BBIICNSATh U MOHUMATh COJIEp)KAHUE HA YPOBHE: meKkcmda, absaya U NpeoiodceHus, a
takxe auddepeHpoBaTh OCHOBHYIO 1 BTOPOCTEIICHHYIO HH(OpMAIHIO.
Ocnosnvie npusnaku mexkcema: 1) cesasnocms, 2) memamuynocms (BCe TMPEIUIOKEHUS 00bESIUHCHBI
KaKoi-1100 0JJHOH TeMo); 3) yerbHocmy (MCTIONBb30BaHUE CPEJICTB CBSA3H MEKIY MPEIIOKECHUSIMH).
Tema mexcma. TekcT nmpeACTaBiIseT COOOH CIOKHOE CYXKIEHHE, B KOTOPOM €CTh TEKCTOBBIN CYOBhEKT
(0 ueM roBOpHUTCS B TeKCTe?) U TEKCTOBBIM NMpenuKat (UTo TOBOPUTCS B TeKcTe?).
TeKCTOBBIM CyObekmoMm SIBISETCS TeMa TEKCTa, KOTOpasi HAXOIUT CIIOBECHOE BhIpaKEHHE Yallle BCEro
B 3ar0JIOBKE MJIM B CAMOM HayaJie TeKCTa.
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TekcToBbIl npeduxam MPEACTABISAET COOOH TPYIITY CYXKICHUN, pACKPHIBAIOIINX TEMY TEKCTa, T.€. CaM
TEKCT.
Inasnoe codepoicanue mexcma. TIOHATH colepikaHUe TEKCTa — 3HAYHT YSICHUTB €r0 TEMY U HJICHO.
Tema mexcma — 3TO MPEAMET JAHHOTO OMHUCAHUS, T.€. IPEAMET, IBJICHUE, COOBITHE, O KOTOPBIX HUET
pedb B TEKCTE.
Hoess mexcma — 9TO TNaBHAsi MBICTh O JIAHHOM TIPEMETE, aBTOPCKOE OTHOIICHHE K OMUCHIBAEMOMY
npenMery. Maes Tekcta — 3T0 BBIBOA, K KOTOPOMY AOJKEH MPUWTH YUTAKOLIUM ITOCIIE 03HAKOMIIEHUS C
COZICpI)KaHUEM TEKCTa.
Tema "wacTto coo0Imaercsi B 3aroJIOBKE WJIM B MEPBOM MPEUIOKEHUN TeKCTa. [[OHATh HICI0 MOXKHO
JUIIG TOCe MPOYTEHHsT BCEro TeKcra. MHorna oHa HE HMMeEET CIIOBECHOTO BBIPAXKEHWs, TOT/IA
YUTAIONINHN JIOJDKEH caM CIeNaTh ONpe/eNICHHbBIC BHIBOJIBI.
Ocnosnoe codepocanue mexkcma. J[ns 5TOW 1enu BBIAENAIOTCS 3JIEMEHTHI, B KOTOPBIX 3aKJII0YEHa
OCHOBHasi CMbICiI0Bas MH(opManus Tekcta. OHU HaA3bIBAIOTCH “KIOYEBBIMH (hparMeHTamu” (CIOBO,
CIIOBOCOYCTAHME, NPEMIOKEHUE, Tpymna mnpemanoxenuii). Kaxapidi a03am wMeeT  KIIOYEBOE
npeAnoxeHne — “ab3ainHyr0 ¢pasy”’, ecii uX OO0BEAWHUTb, TO MOXHO TONYYHTh OCHOBHOE
coJiepaHue TeKCTa.
KitoueBoe npemioxeHne MOXKET HaXOUThCS: a) B BEpXHEH yacTH ad3ana (0edykmuenas CTPyKTypa —
M3JI0KEHHE MBICIIH OT OOIIEro K 4acTHOMY); 0) B HWOKHEH yacTu ab3ania (uHOyKmueHas CTPYKTypa —
M3TIOKEHHNE MBICTH OT YaCTHOTO K 00IIeMY); B) B BEpXHEH M B HWKHEH YacTH (pamounas JoTndecKas
cTpykTypa). [pyrue mnpemiokeHus TeKcTa MPEACTaBISIOT cO0OH Crnoco0 JIOTMYEeCKOr0 pPa3BUTHUS
MBICITH B ab3arie.
YmeHnue ¢ nOIHbLIM NOHUMAHUEM HPOYUMAHHOZ0
Lens — MOTHOCTBIO MOHATH COJACPKAHHE TEKCTa, BBIACIWTH TIABHYI0 WH(QOpMAIHIO, MepenaTh
CoZIep’KaHue, OICHUTh €r0, CPABHUTH C yXKE U3BECTHBIM paHee.
Aneopumm
1. Ilepen uTeHneM CIPOTHO3UPYHUTE MO 3ar0JIOBKY COJIEPKAHUE TEKCTA.

2. UuTalTe TEKCT C MOJHBIM MTOHMMAHHEM, T.€. CTapalTech, KAaK MOXXHO TOYHEE IMOHATH COECPKAHUE U
CMBICIT unTaeMoro. [Ipu 5ToM JtoraiaTbcst 0 3HAYEHUH CIIOB BaM TIOMOT'YT:

- TOHSTOE COACPKaHUE MOXKET TOJICKa3aTh 3HAYCHHE HE3HAKOMOT'O CJIOBa;

- CXOJCTBO CJIOB CO CJIOBAMH POIHOTIO SI3BIKA;

- 3HauYCHHE OJIHOKOPCHHBIX CJIOB;

- pasJoKEHHE CIIOKHBIX CYIICCTBUTEIBHBIX Ha COCTABHBIC KOMITOHEHTHI;

- HCIOJB30BaHUE CIOBAPSI.
3. [IpoBepbTe, HACKOIBKO BBI XOpOIIO TIOHSUIN COIEpKAHUE M CMBICH TeKcTa. [ 3Toro HeoOXoauMo:
- OTBETHUTH HA BOMPOCHI K TEKCTY, O3BOJISIONINE BBIJEITUTD JICTANIH;
- CAMOCTOSITEIIBHO ITOCTAaBUTH BOIPOCHI K TEKCTY;
- COCTaBUTb Pa3BEPHYTHIN TUIAH MPOYUTAHHOTO.
4. J171st MOATrOTOBKH nepeckasa TeKCTa HeoOX0JMO:
- HATH B TEKCTE U BBIIKCATh OCHOBHBIC KIIFOUEBBIC CIIOBA U BHIPAKCHUS;
- COCTaBHTD MOCIICAOBATEIBHOCTh (PAKTOB M COOBITHIA;
- U3NIOXKHTH COJIEPKAHME TEKCTA C ONOPOI Ha KITFOUEBBIE CII0BA M BBIPAKECHHUSI.
5. Ans xapaxmepucmuxu Kakoro-muoo o0beKTa TeKcTa He00X 0JMMO:
- OIPEACIUTh 00BEKT XapaKTEPUCTHKH;
- BBITIHCATDH CJIOBA U BBIPAXKEHUSI, OTHOCSIIHECS K OTPEALIIeMOMY 00bEKTY;
- OIIUCATh OOBEKT;
- BBICKa3aTh CBOE MHEHHE O HEM.
6. JI7st MOTOTOBKH 8b1CKA3bI8AHUS TIO TIPOOIIEME TEKCTa CIIEIYET:
- OIPEIEIUTh UCXOJHBIH TE3NC;
- OIpEIEIUTh OCHOBHOW MaTepHal JUis apryMEHTHPOBaHUS;
- BBINKCAThH KITFOUEBBIC CIIOBA M CIIOBOCOYETAHMS,
- apryMEHTHPOBATh TE3UC;
- MPHBECTH IPUMEPHI.
7. ns obcyscoenus npobaemvl TEKCTA CIEIYET:
BBIICIMTD MTPEAMET 00CYKICHHUS,
BBIJICTUTH HHPOPMAITUIO O TIPEIMETE;
BBINKCATD KITFOUEBBIE CIIOBA M CIIOBOCOYECTAHUS;
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BBIPAa3UTh CBOC OTHOIICHUEC K IPCAMCETY,

- apryMEHTHUPOBATh CBOIO TOUKY 3pPCHUS.

8. lnsa pegpepuposanus TekcTa HEOOXOUMO:
3a(hUKCUPOBATH OCHOBHBIE OTIOPHBIE MYHKTHL;
pacrpeaeanTh HHPOPMAIIHIO IO CTEMEHH Ba)KHOCTH.
9. Inst aHHomuposanusi TEKCTa CICIYeT:
33(1)I/IKCI/IpOBaTB TEMY U TJIaBHYIO MBICJIb,

BBIPA3UTh CBOE OTHOIIICHHE.

PexomMenpanuu no padore ¢ JJuTepaTypoi
Hpouecc HU3YUYCHUSA OUCHUIIIMHBI BKIOYACT B 0665[ AKTUBHOC HCIIOJIb30BAHUC PA3JIMUYHBIX THUIIOB
clloBapei M 3JICKTPOHHBIX PECYPCOB.
W3 Bcex TUIOB cjioBapel HanOonee HEOOXOAWMBIM IS M3YYarOIIUX MHOCTPAHHBIM SI3BIK SBIISCTCS
NI BYS3BblYHEB I NEPEBOJHON CIOBaph — aHTIO-PYCCKUl M pyccko-aHrmiickuil. HambGonee
TIOJIHBIE, TOUHBIC: AHTIIO-pycckuii cmoBaps moj pen. B. K. Miomiepa u Pyccko-anrnuiickuii ciioBapb
non pen. A. W. Cmupaunkoro. MmeHHo Ha wx 0a3ze co3maH 3nekTpoHHBIH cinoBaps LINGVO
(ocHoBHOI1). Bonbioi coBaps nomkeH BriIodaTh He MeHee 80 000 ciioB.
Bropoii Tun cioBapeil — 3TO OTpaciieBbIE CI0BapH, HAPUMEP 3KOHOMUYECKUH, FOPUINYECKUH U T. II.
Wx snexktponHble aHajmoru umerorca B makere nporpaMM LINGVO u B 351eKTpOHHOM IMEpeBOJUHKE
PROMT. CyriecTByIOT CHeUaIn3upOBaHHBIC W3JaHUS, HAPUMEpP, CIOBApPH COKpAICHWUU, CIIDHTA,
HOBBIX CJIOB U T. II.
Tperuid TUN — TOJKOBBIE «AHTJIO-AHTJIMICKUE» ClaoBapyu. MOXKHO BBIACIUTH JIBA OCHOBHBIX MOJITHUIIA:
yueOHble W SHIuKIoneandeckue. K mepsoiM otHOcuTest, Hanpumep: Oxford Advanced Learner’s
Dictionary, ko Bropomy Ty - Collins English Dictionary.
Bce coBpeMeHHBIE clloBapy MMEIOT 3JIEKTPOHHbBIE BapraHThl. OHU CYIIECTBYIOT Kak B off-line Bepcusx
HAa KOMIaKT-JMCKax, Tak U B pexxuMme on line. ClenyeT y4uThIBaTh, 4TO DIIEKTPOHHBIN MEpeBOJT Beeraa
TpeOyeT 3HAYNTEILHOTO PEIaKTUPOBAHHS.
Caiit anektponHoro ciioBaps LINGVO: http://www.lingvo.ru/lingvo/index.asp
Caiit anekTpoHHOro nepepoaurka PROMT: http://www.translate.ru/rus/
Caiit bputanckoit sHIMKIIONEANN: http://britannica.com/
CaiiT, comep)kallMii MHOTO IOJE3HBIX CChUIOK, B ToM uucie Ha cinoBapu Oxford, Cambridge,
Webster’s, Macmillan, Encarta, Collins, Longman, camblii U3BeCTHBI aHTIMHCKUI Te3aypyc Poxe
(Roget’s), ccbuIKH CTYIEHTOB, TeCThI on-line u T. 1.: http://www.polyglosso.com/links.htm
CaﬁT, B KOTOPOM OJHUM HaXaTHEM KHOIIKHM MOKHO ITOJTYYUTH CTAaTbU Cpa3y U3 HECKOJILKUX JCCATKOB
clIoBapel U cpaBHUTH Ux: http://www.onelook.com/
MHOrosI3pI4HbIE CII0OBAPH:
http://www.ets.ru/udict-r.htm
http://www.ets.ru/abbrdict-r.htm
http://www.yourdictionary.com/
http://wordreference.com/
DJIeKTPOHHBIC OUOINOTEKH ;
Camas kpymHas B UHTepHeTE OecruiaTHasi MHOTOsI3bIYHAST OMOJIMOTEKA XYI0KECTBEHHON JIUTEPATYPHI.
Coliep KT TEKCThI Ha aHTIMICKOM, HEMEIKOM, (PpaHIy3CKOM M MHOTHX JIPYTHX SI3bIKaX.
[Mononusiercs exxenneBHo: http://www.gutenberg.org/
Bubnuorexka Makcuma MolikoBa — KpyIHEHIas pyccKos3bIuHas 3JeKTpoHHas oubimoreka. Ecth
paszen «y4uM aHTJIMHACKU S3b1Kk»: http://lib.ru

PexoMeHnaanum 1o noaAroToBKe K 3a4€Ty U IK3aMEHY

Ilpy mnoaroroBke Kk caade 3au€ra MW OHK3aMEeHa N0 JucuuiiiHe «MHOCTpaHHBIM S3BIK B
npodecCHOHaIbHON cdepe» HEoOXOIUMO IOBTOPHUTh BECh MaTephal Y4eOHOH JAMCLUILIHHEI,
W3YUYCHHBI KaK B MpoOIecce ayJUTOPHBIX 3aHATHH, TaK M CaMoCTOATeNbHOW paboThl. [Ipm sTOM
ClIeflyeT OMMPaThCS Ha CIUCOK TeM, BBIHECEHHBIX INpernojaBaTeneM K 3a4éry wid sk3aMeny. OdeHb
BAXHO IIOBTOPUTH TE€3aypyC MAMCHMIUIMHBL Ilepex 5K3aMEHOM pPEKOMEHIYETCsl IOCEUIEHUE
KOHCYJIbTallMi IpernojaBartenst s IOJyYEHUs METOIMYECKHX YKA3aHUKW M TOMOIIM C LEIBI0
KayeCTBEHHOTO YCBOCHUs Marepuaia 10 HauOolliee CIIOKHBIM TeMaM W BOIpocaM Y4eOHOI
JCITUTIIIHBL.
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Pa3bsicHeHMsI 110 BbINOJHEHU IO JAOMAIIHUX SaI[aHl/lﬁ

Pazgenute nomMamiHee 3aJaHME HA HECKOJIBKO «IOPLUI» M paclpeienuTe HX M0 IHAM;
€IMHOPA30BOE BBHIMIOJIHEHUE JJOMAIITHETO 3aJaHus Hed(PEKTHBHO.

M3yunte cHagama ycTHBI MaTepuan (MPOYUTaliTe © TIEPEBEAUTE TEKCT), a

3aTeM,

MPOaHAIM3UPOBAB BCE MPEIJIOKEHHBIC PEUeBhIC 00pa3Ilbl U JICKCHUCCKUE CAUMHUIIBI, IPUCTYIIANTE
K BBITIOJIHEHHUIO TECTOBBIX 3aI[aHI/II7L
Hcnonp3yiiTe B Tmpoliecc€ NOANOTOBKM JOMAIlIHETO 3aJaHusl CJIOBapH,
CIIPaBOYHUKH U VIHTEpHET-peCypChl, YKa3aHHBIC B POTPaMME.

CrapaiiTech He 3ay4rBaTh YU€OHBIH MaTepral MexaHudecku. ClienyeT MONBITAThCS OCMBICIIUTh
€ro 1 NMpoaHaIu3upOBaTh.

rpaMMaTU4€CKUE

6. YueOHasi iuTepaTtypa u pecypchbl HHPOPMAIHMOHHO-TEJIEKOMMYHUKAIIMOHHOI ceTH
«HTEepHET», YUeOHO-METOAUYECKOE 00eclieueHue CAMOCTOSITEIbHOM padoThI
o0yyaroumuxcsi Mo JMCUMIINHE

6.1. OcHoBHas UTEpaTypa

Ne ABTOpBHI, Hasanue N3narenscTBo, Komn. 3x3. B
COCTaBHTEIN roj oudnmorexe
1 | Ibbotson M., Business Start-Up 1. Student’s Cambridge 20
Stephens B. Book University Press,
2013
2 | Raymond Murphy Essential Grammar in Use with Cambridge 15
Answers: Third Edition University Press,
2011
6.2. JlonomHUTENbHAS TUTEPATypa
Ne ABTOpBHI, Haspanue N3narenscTBo, Kom. 3x3. B
COCTaBHTEIN roj oudnmorexe
1 | Arabexsu W.I1. AHTTTUHCKUN S3bIK IS Pocros u//1: 15
TOCYJapCTBEHHBIX CITYKaIIHX ®ennkc, 2009. —
2 | XKnanona 1.O. Pyccko-anrnuiickuii M.: Pyc. a3. — 5
9KOHOMHYECKHIA ciioBaph (0oiee | Menua; [Apoda
80 000 TepMuHOB U
TEPMUHOJIOTMICCKUX
CJIOBOCOUYETaHMil)
3 | Ibbotson M., Business Start-Up 1. Workbook Cambridge 2
Stephens B. University Press,
2013
4 Pyccko-anrnuiickuii cioBapb MH.: XapgecT; 5
M.: 000
«M3paTenbeTBO
ACT», 2002
6.3. YaeOHo-MeToIu4ecKoe odecriedeHre CaMOCTOsITEIbHON paboTh
Ne ABTOpBHI, Haspanue N3narenscTBo, Kom. 3x3. B
COCTaBHTEIN roj oudnmorexe
1 | lyposa M.E., VYuebHo-Meronnueckoe nmocobue | Boponex: BO 25
3onoryxuna T.B., 10 OpTaHU3aIIU PAHXwuI'C, 2013
Tapcora C.B., CaMOCTOSATEIbHOH PabOoThI

Ocunosa O.U. u ap.

CTYIICHTOB TI0 JUCITUTIIINHE
«THOCTpaHHBIN A3BIKY




26
6.4. HopMaTuBHBIE IPaBOBBIE JOKYMEHTHI

1. TIlomoxxeHne 00 OpraHM3aldd  CaMOCTOSTEIBHOW  padOThl  CTYACHTOB  (pelepalibHOro
TOCYAapCTBEHHOTO OIOJKETHOrO 00pa30BaTENBHOrO YUYPEKICHHUS BBICIIETO O0Opa30BaHUs
«Poccuiickas akajeMuss HapOJHOT'O XO3SHCTBA W TOCyIapcTBeHHOW ciyxObl mpu [Ipesnjente
Poccuiickoit ®eaepanun» (B pex. [Ipukaza PAHXul'C ot 11.05.2016 r. Ne 01-2211).

2. «llopsmox mnpuMeHeHHsT OaTbHO-PEHTHHTOBOW CHCTEMbI OIGHKH 3HaHWHA OOydJaloluxcs B
Boponexckom ¢unmane PAHXul'Cy», yrBepxkaeHHbIH mpuka3zom oT 9 ceHtsOps 2016 roma No
114-228/1.

3. «llopsmox mpoBeAeHHA TEKYIIEro KOHTPOJS YCIEBAEMOCTH W MPOMEKYTOYHOM aTTecTaluu
CTYICHTOB B BopoHexckoM ¢uimmane (¢eaepaJbHOr0 TOCYIapCTBEHHOr0  OFOKETHOIO
oOpazoBarenbHOro  yupexnenuss «Poccuiickas — akageMusi  HapoOAHOTO — XO3siicTBa U
rocygapctBeHHon ciyxO0bl nipu [Ipesunente Poccuiickoit deneparuu» or 01.09.2016 Ne 114-
2171.

6.5. uTepuer-pecypcbl

http://www.lingvo.ru
http://www.learning-english.com/learnonline/grammar.htm
http://www.flo-joe.co.uk/fce/students/tests/
http://www.englishstudydirect.com/OS AC/medianews.htm
http://www.vocabulary.com

http://www.esl-lab.com
http://www.better-english.com/exerciselist.html
http://www.englishlearner.com
http://www.merriam-webster.com

7.MartepuajbHO-TeXHHYecKasa 0a3a, HH(POPMALMOHHbIE TEXHOJIOTHHU, IPOrPaMMHOe
ol0ecnieyeHne U MHGpOPMAIMOHHbIE CMIPABOYHbIE CHCTEMbI

MarepuaibHO-TeXHUYECcKast 0a3a:

e aymutopun, ocHaméHHbIe [IK ¢ moctymom B UnTEepHET
CD-, DVD-npourpsiBatenb, TEIEBU30P
®  HaIJIAHBIC TOCOOMS, KAPThI

[IporpamMmuoe obecnieueHue:

Microsoft Office 2007,2013
AdobeReader 10

Mozilla Firefox 3.5.5

Opera 12

Google Chrome

Microsoft Windows XP, 7, 8.1



