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Hepe‘leﬂb IJIAHUPYEMBIX PE3yJabTaTOB oﬁyqe}mﬂ Mo AMCIUIIJIMHE, COOTHECEHHBIX €
IJIAHUPYEMBIMH peE3yJbTaTaMU O0CBOCHUSA 06pa30BaTe.]'II>HOI7l nmporpaMmmal

Hucrtumumnna b1.6.09 «HOCTpaHHBIH S36IK» (AHTIIMHCKUIT) 00ecrieunBaeT OBajicHIE
CHEAYIONIEN KOMITETEHIIUEH:

YK OC-4 - criocoOHOCTh OCYIIECTBIISTH JETOBYI0 KOMMYHUKAIUIO B YCTHOH 1
MUCbMEHHOI opMax Ha rocyAapcTBEHHOM(BIX) H HHOCTPAaHHOM(BIX) SI3bIKE (aX)

@opMHUpPOBAHNE KOMIIETEHIIMH B paMKax JaHHON JAUCUUILTMHBI OCYLIECTBIAETCS B JIBa 3Tama:

1 atam (kox stama — YK OC-4.1)
CrocoOHOCTh OCYIIECTBIATh YCTHYIO M IHChMEHHYI0O KOMMYHHKAIIMIO Ha WHOCTPaHHOM
SI3bIKE (AHTIIMICKOM) B COLIMATBHO-/ICNOBOM cepe.

2 atam (kox stana — YK OC-4.2)
CrocoOHOCTh OCYIIECTBIATh YCTHYIO M IHCHhMEHHYI0O KOMMYHHKAIIMIO Ha WHOCTPaHHOM
SI3bIKE (AHTIMICKOM) B po(hecCHOHATBHO-IETIOBON cdepe oOmeHusI.

3 ortam (kox stama — YK OC-4.3)
CrocoOHOCTh OCYIIECTBIATh YCTHYIO M IMHChMEHHYIO KOMMYHHKAIIMIO Ha WHOCTPaHHOM
sI3bIKE (QaHTJIMICKOM) B chepe opraHU3aIluy U BEACHUS OM3HEeca.

B pesynbTare 0CBOEHUS TUCHMITIMHBI y CTYAEHTOB JOJKHBI OBITH:
- chopMUpOBaHBI 3HAHMS:

JIEKCUYECKOT0 MHHUMYMa T10 TIPEAIOKEHHOI TeMaTHKe;

rpaMMaTHYECKIX HOPM (POPMHPOBAHUS JIEKCHKO-CHHTAKCHIECKUX CTPYKTYP;
MPaBMJI CTPYKTYPUPOBAHUSI PEUEBOTO BBHICKA3bIBAHMUS;

0COOCHHOCTEH JIETOBOTO CTHIISI OOLIEHUSI.

- cOopMHUPOBaHBI YMEHUSI:

MOJrOTOBHUTH COOOIIEHHE Ha 3aJaHHYIO TEMY C UCIIOI30BaHUEM MPOPECCHOHATBHO
OpUEHTUPOBAHHOM JIEKCUKHU;

BECTU JUCKYCCHUIO B PAMKaX KOHKPETHOM JEIOBOI CUTYyalLlUy;

COCTaBUTh ACIOBYIO TOKYMEHTALMIO HA U3Yy4a€MOM HHOCTPAHHOM S3bIKE;
MepeBOUTh MPO(ECCHOHATFHO OPUEHTHPOBAHHBIE TEKCTHI ¢ HHOCTPAHHOTO S3bIKa Ha
PYCCKUI.

- chopMUpPOBaHBI HABBIKU

HOPMAaTHUBHOIO TPOU3HOIIEHUSI WHOA3BIYHOW pEUH;

MACbMEHHOM pe4r B COOTBETCTBUU C MpaBUiIaMu opdorpaduu U mMyHKTyaluu
COBPEMEHHOI'0 aHTJIMMCKOTO SA3BIKA;

BOCIIPHUATHUS Ha CIIyX ayIHOMAaTepHaioB MpodeccroHaaIbHON HAPaBICHHOCTH B
COJIEpKATENIbHOM aCIEKTE;

M3Y4YaoIEero YTeHHs TeKCTOB MPOo(eCcCHOHATLHON HANPaBJICHHOCTH;
MOHOJIOTHUYECKOT'0 M JUaJIOTMYeCKOro BhICKa3bIBAHUS HA 33IaHHYIO TEMY;
YCTHOI'O U MUCbMEHHOI0 MEPEBO/Ia C aHTJIMMCKOTO A3bIKA HA PYCCKUM U C
PYCCKOrO SI3bIKa Ha aHTJIMICKHIA;

HCIOJb30BaHUSI HHOCTPAHHOIO SI3bIKA KaK CPEICTBA PACIIMPEHUSI CBOMX 3HAHUMN B IPYTHUX
MPEIMETHBIX 00IaCTAX.



2. O0béM U MecTO TMCHUILIMHBI B cTpyKType OIl BO

B cootBercTBUM ¢ yueOHBIM ITaHOM auctuiuiiHa b1.5.09 «HOoCTpaHHbBIH S3b1K» OCBaWBACTCS B
1 — 3 cemectpax. OOmas TPyIOEMKOCTh AMCIMIUIMHBI COCTaBiIsgeT 12 3auéTHhIX emuHuUI] (432

aKaJIeMUIECKUX Jaca).

OcBocHHUE JUCIUIUIAHBI OMMMPACTCS HA MUHUMATIBHBIN 00hEM 3HAHWN, YMEHUH M HABBIKOB B
00JIaCTH MHOCTPAHHOTO SA3bIKA, MOMYYCHHBIX B CPEIIHEH IIKOJIC.

KonmnuecTBo akameMuuecKuX 9acoB, BBIICICHHBIX Ha KOHTAKTHYIO paboOTy ¢ MpernojaBaTeieM
(mo BUIaM YYeOHBIX 3aHITHI) M Ha CAMOCTOSTENBHYIO paboTy oOywarommxcs, a Takke (Gopmbl
MTPOMEXKYTOYHON aTTECTAIlMU B COOTBETCTBUH C YU€OHBIM IUIAHOM, IpeacTaBicHbl B Taomuie 1.

Tabmuma 1.
O0beM JUCHUILIMHDI, Yac.
Bua yueOHbIX 3aHATHH Bcero Cemectp
U caMOoCTOsITeIbHAsA padoTa 1 2 3 456078 9|1 |1 |1
0|1
Ounas popma odyuenusn
KonTakTHas pabdora 216 90 72 54
00yYarommXxcsi ¢
NpenojaaBareieM, B TOM YncJie:
nekionHoro tuna (JI)
J1a00paTOPHBIC PabOTHI
(mpaktukymsl) (JIP)
MPaKTHYECKOro (CEeMUHAPCKOTr0) 216 90 72 54
tuna (I13)
CamocTosTebHad padoTa 144 54 36 54
ooyuarommuxcs (CP)
IIpomeskyTouHan dop | 3auém, | 3auém | Ikzam przame
aTTecTanus Ma | JIKzame en iH
H
yac. | 72 36 36
Oo0mas TpynoeMKocThb (vac. /3.e.) | 432/12 | 144/4 | 144 /4 | 144/4
3. CoaepxaHue U CTPYKTYpa AUCHUILINHBI
Tabnuma 2.
O0beM JUCHUILIMHDI, Yac. ®opma
KonTakTHas padora TeKylero
o0yuarouuxcsi ¢ KOHTPOJIA
N HaumenoBanue Tem npenoaaBareaeM ycreBaeMocT
° n/m .
(pa3nenoB) Bcero | mo Buaam yueoHbIx 3anstuii | CP u,
NMPOMEKYTOY
J JIP n3 | KCp HOii
aTTecTaluu
Ounas popma odyuenusn
ITogroroBka K J1€10BOMY 16 10 6 | yCTHEIH ompoc,
Tema 1 BH3UTY 3a pyOex (oOmrue TECT
CBEJICHUS O CTpaHE)




O0beM JUCHUILIMHDI, Yac. ®opma
KonTakTHas padora TeKylero
o0yuaromuxcs ¢ KOHTPOJIsI
Ne ni/m HanMeHoBaHue TeM npernoaaBarejiemM ycIeBaeMocT
- (pa3nenoB) Bcero | mo Buaam yueoHbIx 3ansatuii | CP u,
MPOMEKYTOY
J JIP n3 | KCp HOH
arrecTanuu
KomangupoBka 3a pyoex. 16 10 6 | ycTHBIH onpoc
Tema 2 Berpewa ¢ menoBbiMu
napTHEpaMu
Pa3melienue B rocTuHUIIE 15 10 5 | ycTHBIN ompoc,
Tema 3 MMHUCHMEHHOE
3a/1aHne
[IpencraBnenue cBoei 15 10 5 | npe3enTarus
Tema 4 | OPTaHM3aLUK  3apYOEKHBIM
napTHépam
KyneTypHas  mporpamma 15 10 5 | ycTHBIN onpoc,
Tema 5 | Bu3uTa MMMCbMEHHOE
3a/1aHne
Opranuzarnus u 15 10 5 | yCTHBIN ompoc
Tema 6 MIPOBEICHUE JIETIOBBIX
TIePEroBOPOB
Opranuszanust  paboyero 16 10 6 | yCTHBIH ommpoc
Tema 7 THS
JlenoBas mepenucka 15 10 5 | mUCbMEHHOE
Tema 8 3a/1aHne
Ortuker  OOWIEHHWS IO 15 10 5 | yCTHBIN ompoc
Tema9 | renedony
ITpomexyTo4YHast aATTECTALINS 3a4eT
Bcero 3a cemectp: 144 90 54
TlN'ocynapcTBenHoe CTHBI OIDOC
Tema 10 | yerpoiicTso 18 12 6 |7 poc,
TIpe3CHTAINS
Benukobpuranuu
DKOHOMHUKA YCTHBIN 0mpoc,
Tema 11 | BenukoOpuranuu 15 10 5 [IHCBMEHHOE
3a/1aHne
Tema 12 PhiHOUHAs SKOHOMHUKA 15 10 5 YCTHBIN OIpoc
TpaTeruy BeICHUS N
Tema 13 Crp a 15 10 5 YCTHBIN OIpoc
OnsHeca
CoBpeMeHHBI MEHEIKMEHT YCTHBIN Ompoc,
Tema 14 15 10 5 MUCHbMEHHOE
3a/1aHne
Tema 15 CoBpeMeHHBIH MapKCTHHT 15 10 5 YCTHBIHA OIIPOC
Tema 16 MeHELKMEHT MpeANpHATHA 15 10 5 YCTHBIHA OIIPOC
[IpomexxyTouHas aTTecTaIus 36 IK3aMeH
Bcero: 144 72 36 36




O0beM JUCHUILIMHDI, Yac. ®opma
KonTakTHas padora TeKylero
00yJaKIIUXCH C KOHTPOJIsI
N HaumenoBanue Tem npernoaaBarejiemM ycrneBaeMocCT
° /m .
(pa3nenoB) Bcero | mo Buaam yueoHbIx 3ansatuii | CP u,
MPOMEKYTOY
J JP I3 | KCP HO#
aTTeCcTAlMHU
Tema 17 HepconabHbilt 20 10 10 | ycTHBIH onpoc
MEHEIKMEHT
Tema 18 | SOA81H H CTHIH 24 12 12 | npesenraunus
yIpaBICHHUS
CoBpeMeHHBIN PHIHOK .
Tema 19 | Tpyzaa (kak ycrenrHo 24 12 g | YeTHRITOHPOC
MPOKTH cobeceloBaHue)
OTt6o0p nepconana MACbMEHHOE
Tema 20 20 10 10 3aJIaHue,
YCTHBIA 0IIPOC
JlunepcTBo Kak YCTHBIN
Tena 21 OpPTaHU3aIMOHHBIH MPOLIECcC 20 10 10 MepeBo,
MMMCHEMEHHOE
3aaH1E
[IpomexxyTouHast aTTeCTaIus 36 IK3aMEH
Bcero: 144 54 54 36
HUTOI'O: 432 216 144 72

Tema 1

Tema 2

Tema 3

Tema 4

Tema 5

Tema 6

Conep:xkanue IUCHUIITIUHBI

ITogroroBka K  JI€10BOMY
BH3UTY 3a pyOex (oOmmue
CBEIICHUS O CTpaHE)

KomanaupoBka 3a  pyOex.
Berpeua c JIEII0BBIMU
napTHEpaMu

PasmelnieHue B rocTUHHIIE

IIpencraBnenue CBOEH
OpTaHHU3alHNU 3apyOeKHBIM
napTHépam

Kynbrypnas porpamma
BHU3HUTa

Opranmzarusi 1 TPOBENCHUE
JICJIOBBIX TIEPErOBOPOB

I'eorpaduyeckoe MookeHUe CTpaHbl, KJIMMAT,
nasAmagThl, HaCEICHUE, BEPOHUCIIOBEIAHHE,
KpaTKasi COIUaIbHO-TIOIMTHYCCKAS
XapaKTEePUCTHUKA CTPAHBI, aIMUHUCTPATUBHOE
nenenue. OcoOEHHOCTH HAIIMOHAIBHOTO
MEHTAJINTETa

OdunmanbHoe MPUBETCTBHE, 3HAKOMCTBO.
O6cyxeHre mporpaMMbl BUBHTA.
Coo0ienue maptaépam o IpUOBITHH, 3aKa3
Ousera Ha caMoInET

BponupoBanne Mecta B rocTunmiie. PasmerieHue
B HOMEpE

Hcropus u cTpykTypa opraHu3anui, 0cOOEHHOCTH
BezieHus OusHeca. [IpencraBnenne cOTpyaHUKOB

OcMOTp TOCTOMPHUMEYATETbHOCTEH.
[Mocemienue My3esi, TeaTpa, pecTopaHna

[MoaroroBka k mneperoBopam. OOCyXaeHHEe U
MOJITHCaHue IoroBopa (IpenMeT J0roBopa, rmpasa
1 00SI3aHHOCTH CTOPOH, CPOKH MCITOTHEHUS )



Tema 7

Tema &

Tema 9

Tema 10

Tema 11

Tema 12

Tema 13

Tema 14

Tema 15

Tema 16

Tema 17

Tema 18

Tema 19

Tema 20

Tema 21

Opranusaius padbouero aHs

[enoBas nepenucka

OTHKET
TeneoHy

I'ocynapcTBeHHOE YCTPOHCTBO

Benukobpuranuu

OxoHomuKa Bennkobpuranuu

PriHouHast SKoHOMHKA

Crparerun BeneHus OuzHeca

CoBpeMEeHHBI MEHEIKMEHT

CoBpeMeHHBIN MapKETUHT

MeHemKMERT NPeAnpUSITHS

ITepcoHanbHbIA MEHEIKMEHT

3aja4yu ¥ CTHIIM YIIPaBIICHUS

CoBpeMeHHBIN PBIHOK TpyJa
(kKaK ycmemnrHo nmponTu
cobeceoBaHme)

OTt6o0p nepconana

JInpeperBo kak
OpraHU3allMOHHBIN IpoLece

0011eHUS o

Hauaio pa®oThl C I€TOBBIMU TTAPTHEPAMH.
Iepepwi Ha O6usHec mand. [ToaBeaeHNE HTOrOB
pabouero qHs

Bunpr nenosoro mucema. CocTaBieHUE JETOBOTO
MHUChMa. TpeboBanus K CTPYKTYpE,
CTUJIMCTUYECKHE  OCOOCHHOCTH  MUCHMEHHOM
JIEJIOBOM peun

OcobeHHOCTH BeNleHHS JICNOBBIX Tene(OHHBIX
pasroBopoB. Ctuib peun. PeueBblie kiuiie

@YHKIIMM U B3aUMOJACHUCTBUE TIOCYIAPCTBEHHBIX
CTPYKTYp:  HanaTsl  IaplIaMeHTa,  IPEMbEP
MHHUCTp, MOHapX. [lonmntrueckue napTuu

Tun 3xoHOMHYECKOH cUcTeMbl BenukoOpuranum,
0COOEHHOCTH 9KOHOMHUYECKOT0 pa3BUTHA,
COTPYIHHYECTBO BennKkoOpUTaHUH C JPYrUMH
CTpaHaMH B 00JIAaCTH SKOHOMHKH

OcnoBHbIe puHIMIIEL. [IpeanpuHUMATENBCTBO U
KOHKYpEHIUS

OTnuuuTeNbHBIE  YEPTHl  Pa3UYHBIX  QOpM
OuzHeca (obmiectBO c OrpaHNYCHHOH
OTBETCTBEHHOCTBIO, ~ AKI[MOHEPHOE  OOIIECTBO,

WHIUBUAYaTIbHOE IPEAIPUHUMATETBCTBO)

Mopnenn MeHemkMeHTa. [IpuHIMOB M QyHKIMH
ynpasinenus. CocTaBHbIE 4YaCTH MEHEIKMEHTa

OcHOBHBIC 3a7a4H, M U QyHkuuu. KoHnenmuu

YOpaBiI€HUST  MapKETMHIOM.  MapKeTUHIOBBIE
HCCIICTIOBAHHUS
@oHbI NPENIIPUATHS, y4€r pacxonos.

Crpaterudeckoe yrpaBieHHe

CaMoopranuzanms U caMoyIpaBicHie paOOTHHKA,
METOABl W  HNpUEMBI  YHOPABICHHUS  JIMYHOU
kapbepoii. OTOop nepconana

OddexTHBHOE  yIpaBIeHUE,
MHOTOMEPHBIE CTHIIH
KoomnepatuBuslit cTUIL

OJHOMEpHBIE U
yYOpaBJICHMUS.

ITomck ™ecra pabotel, mnpuéM Ha pabory,

YBOJIbHEHHE

Meronsl ®  KpuUTepuH OTOOpa  mepcoHana:
JUYHOCTHBIE M TNPOQEeCCHOHATbHBIC KavyecTBa
KaHIUIaTOB. ®daxTophl a¢hekTuBHOCTH
MPOLEAYPhI 0TOOpa

ITonarue nupepctBa. MexaHuU3Mbl BIMSHUSA Ha
JIIOAIE dYepe3 JIMYHOCTHBIE KaudecTBa. Buuwl



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

4.1.1. B xoxe peamu3amuu IUCHUTUIMHBI «/HOCTpaHHBIA SI3BIK» HCIIONB3YIOTCS CIICAYIONTHE
METOJIbI TEKYIEr0 KOHTPOJISI YCIIEBAEMOCTH 00YJalOIUXCS:

IIpY IPOBEJICHUU IPAKTUYECKUX 3aHATUH: YCTHBIN ONpPOC, MHCBMEHHOE 3aJaHue, NPE3CHTalNs,
TECT.

Tema 1. [loaroroBKka K 1e10BOMY BU3UTY 32 py0e:k (001I1e CBeIeHHs 0 CTPaHe)
@opMBI TEKYIIEr0 KOHTPOJIS: YCTHBIN ONPOC, TECT

TeMbl 1151 yCTHOTO orpoca

Geographical position of the country.

Climate and landscapes.

Population and religion.

Socio-political characteristics of the country, administrative division.
National mentality.

P NNk

Hannast (hopMa KOHTPOJIS IPEATIoNiaraeT MOHOJIOTMYECKOEe BBICKA3hIBAHHE 110 3aJaHHON TeMe, OTBETHI
Ha MHTEPECYIOIINE BOIPOCHI.

Tect
GREAT BRITAIN

1. How many parts does the UK consist of?
A2B3C4DS5

2. Who wrote “My heart’s in the Highlands™?
A W. Shakespeare B Walter Scott C R. Burns D B. Shaw

3. What is the biggest industrial city in Scotland?
A Cardiff B London C Glasgow D Edinburgh

4. England is divided into ... regions.
A4B3C6DS5S

5. What region is known as the heart of England?
A the Southwest B the Southeast C East Anglia D the Midlands E the North of England

6. What is the Garden of England?
A Dover B the County of Kent C Brighton D Stonehenge E Cambridge

7. Where is the famous Stonehenge situated?
A England B Scotland C Wales D Northern Ireland

8. What is the capital of Wales?
A Edinburgh B London C Cardiff D Belfast

9. Where is Lake District situated?
A the Southeast B the Midlands C the North of England D the Southwest

10. What is the official residence of Queen Elizabeth 11?



10
A The Houses of Parliament B the Mall C Holyrood Palace D Buckingham Palace

11. What is the famous festival in Edinburgh that is held every August and September?
A carnival B military tattoo C Edinburgh festival D military holiday

12. What monument is situated in Princes Street in Edinburgh?

A W. Scott’s monument B a monument to Bobby C W. Shakespeare’s monument
13. What is the main street in the Old Town of Edinburgh?

A Princes Street B the Mall C the Royal Mile D Holyrood

14. What is the symbol of England?
A thistle B rose C daffodil D shamrock

15. What is the highest mountain in Great Britain?
A Snowdon B Ben Nevis C the Pennines D the Grampians

16. What is the longest river in England?
A the Thames B the Trent C the Clyde D the Severn

17. What is the symbol of Wales?
A thistle B rose C daffodil D shamrock

18. How many children did W. Shakespeare have?
A1B2C3D4

19. What king had 6 wives?
A William the Conqueror B Henry VIII C Prince Albert D Richard I the Lion Heart

20. What river does London stand on?
A the Thames B the Trent C the Clyde D the Severn

Tema 2. KomanaupoBka 3a pyoex. Berpeua ¢ ge1oBsiMu napTHépamu

dopma TeKyIero KOHTPOJIS: YCTHBIA OIPOC

VYcrHBI ompoc mpoBomuTcs B (opme amanora cryneHT-CcTyneHT. JlaHHas ¢opma KOHTpOIs
MPOBOAUTCS B MHKporpymmnax. CTyaeHTHl caMOCTOSTEIbHO COCTABIISIIOT AMAJIOTH MO 3aJaHHOM
pEYEBON CUTyallMu U Pas3bIrPBIBAIOT PEUYEBYIO CUTYaLMIO 3HAKOMCTBA C JIEJI0OBBIM ITAPTHEPOM.

Tema 3. Pazmelnenne B roCTHHHILE

@dopma TeKyIIero KOHTPOJIsL: YCTHBIM OIPOC, TUCBMEHHOE 3a1aHUE

YCTHBIH ompoc MpoBOAMTCS B (QoOpMe AMAJOrMYecKOro BBICKA3BIBAHMS IO 33/JIaHHON TeMe Ha

OCHOBaHHNH HpOfI}Z[eHHOFO marepuala.
Ha cIeayroneM 3Tane CTyACHTEI 3allOJIHAIOT aHKETY JJI4 3aCCJICHUA B TOCTUHHUILY U IIPEACTABIAIOT e€.



11

OBPA3EIl AHKETbBI

HOTEL RESERVATION FORM

fior the INTERN ATION AL CONFERENCE ON SAFETY OF RADIOACTIV EWASTE DISPOSAL (3—7 Oowher
2005) and the WASTE SAFETY STANDARDS COMMITTEE (10— 13 Ociober 2005) Tokyo, Japan

Pleasa fill in and Fax this sheet to JTB Tokyo Shimhashi Office. Fax No. 81-3-8502-3169

| YOUR INFORMATION
First Namel=k Family Namels) [ Inie [ IMs.
Al ddress:
. Your Country! Irstitution!
Plane: Fax! E-mail:
| AcCOMMODATION
1= chaice of your Hotel:! #ad chajes af your Hotel !
Check In {day/manth}l Check Outlday/manthl: Na. of Nightlsk
Roam Type! [ TwindDouble Oocupancy) [ Twin{Single Oocupaney) [ Single
Raam shared with {namek Broakfnst: | CWith Breakfast  C'Without Break fnst

PAYMENT CONDITIONS  (Please choose how to pay {credit cand or by bank wansfer))

."I]aE.-'Cred:It Card (Flease select one of the payment optons)

[0 Please charge the amount of ope night as the deposit for my reservation before 15 September aml charge the
remaining amount on 30 September.

[0 Please charge the total amount af nights as the deposit for my reservation before 15 Septe mber.

TOTALAMOUNT OF PAYMENT {Please see Hatel List with Prices)

Room Rate per Might{¥ 1 Mo, of Rooms: Mo, of Mights: Mo, of Brealdasts:
Oine Might Amountd¥ Total Amount!¥l:

CREDIT CARD INFORMATION

Credit Cards! COIVISA CIMaster rCard OAMEX

Card Halder! Card Number!

Expiry Datelmanthhrear): s Bignaturs!

.‘lhﬁl!alﬂc Tramsfer (Flease pay the bank transfer fee with your payment} (Please choose one of the payment options)
[ The ameount af ane might will ke paid va bank teansfer by 15 September. The remainder shall be paid via bank
transler by 30 September.,

[0 The total amount of nights is paid via bank transfer by 15 Se ptember.

| TOTAL AMOUNT OF PAYMENT (Please see Hotel Ligt with Prices)

Rcom Rate per Might{¥ 1 Mo of Roomes: Mo, of Mights: Mo of Brealdasts:

Ome Might Amountd{¥ -

Total Amount{W:
[ BANKACCOOUNT INFORMATION:

Bank : SUMITOMO MITSUL BANKING CORP. Branch Name : HIBIY & BREANCH

Swift Code : SMBCIPIT Bank Address : 1-15-1, Nishishinhashi, Minato-ku, Tokyo, Japan

Account Number @ 632-217 70491 Account's Holder: ITE Corp.

Tema 4. [IpeacrasiieHne cBoel Opranu3amnuu 3apyoe;KHbIM NapTHEPaM
dopma Tekymero KOHTPOIIS: pe3eHTAINs

CTyneHTBhl ACISTCS Ha TPYIIbI, KaXIas W3 KOTOPhIX TOTOBHUT IMPE3EHTAIMIO O MPEACTABICHHUIO
BBIOpAHHON MMM OpPraHU3allii M B MPE3CHTATUBHON (hOpMe MPEACTaBISAIOT ¢¢ (KpaTko OOMCTOPUH H
CTPYKType OpraHH3alud, OCOOEHHOCTSX BeleHMs OW3Heca, COTPYJHHKAx). 3aTeM IPOUCXOTUT
KOJUIGKTUBHOE O0CYXKICHUE KAXKIOH MPE3CHTAMU (COAEPKaTENbHOrO KOMIIOHEHTA, JIOTUKU MOJaqu
nHdopMaIuu, opopMIICHHUS, YMEHUS MTyOIMYHOTO BBICTYTLICHUS).

O0béM npe3eHTaluu cocrapisier 7-10 crnaiinos.
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Tema 5. KyasTypHasi nporpaMmMa BU3UTA
@opMBI TEKYLIEr0 KOHTPOJISL: YCTHBIN ONPOC, MMCbMEHHOE 3aJIJaHuE
VYCTHBIH Onpoc MPOBOAWUTCS B (OPME MOHOJIOTHYECKOTO BBHICKA3bIBAHWS IO 3aJaHHOW TeMe Ha
OCHOBaHHWH MPOMJICHHOTO MaTepHara.
Ha cnenmyromem »sTame CTYAEHTBI COCTABISIOT CaMOCTOSTENFHO KYIBTYPHYIO TpOTpamMMy Jist
3apyOeXKHBIX T'OCTeH B NMUCHbMEHHOH (opme W mpenctaBisior e€. [amee mpoucxomut obcykacHue
3asBJICHHBIX MPOrPaMM U BBIOOD JIyUIIIEH POrpamMMel.
Tema 6. Opranuzanus u NpoBeieHNe 1eJI0BBIX 1ePErOBOPOB
dopmMa TEKYyUIEro KOHTPOJIS: YCTHBIN ompoc
VYCTHBIH ONpoc MPOBOAUTCS B BUJAE ITUAIOTHYECKOTO BBICKA3bIBAHUS «CTYIECHT-CTYIIEHT» Ha 0Oa3ze
MpoiIeHHOr0 o0y4aromero Marepuana. VMuUTHpyercs cuTyanuss OOCYKICHHUS YCIOBHH JIOroBOpa
JIeTIOBBIMU TIAPTHEPAMH, PE3YJITATOM KOTOPOTO JIOJKHO CTATh MOAMUCAHUE JIOTOBOPA.
Tema 7. Opranuzanus paéodero aHs
dopmMa TEKYyUIEro KOHTPOJIS: YCTHBIN onpoc
YCTHBIN OIPOC MPEACTaBiIeH B (JOPME MOHOJIOTMYECKOr0 BhICKa3biBaHUs 10 TeMe. CTYIEHTHI B POJIH
OpraHU3aTOpPOB BCTPEUH JOIDKHBI PaccKa3aTh 00 OCHOBHBIX MPHHIUIIAX OpraHU3aluK pabodyero qHS U
BBICKa3aTh CBOE MHEHHE 00 d((HEKTHBHOM HCIONBb30BaHUH PadOvero BpeMeHH .
Tema 8. JlenoBasi nepenucka
dopma TeKymero KOHTPOIIS: MTUCBMEHHOE 3aJJaHHe
CTyIeHTBl TOJDKHBI BHIOpATh BUJ M TEMY JIEIOBOTO IMHChMa W CaMOCTOSTEIBHO COCTaBUTH €r0 JUIS
JIeTIOBOTO MapTHEPA, OMUPAsCh Ha 00pa3IIbL.

MUCBMO-3AITPOC
John Stewart
1304 Sherman Ave
Madison, Wisconsin
Lemann & Sons
3597 43rd Street
New York, NY 12008
May 24, 2015
Dear Sir/ Madam,
With reference to your advertisement in Business Weekly Journal could you please send me more
detailed description of your monitors. I would also like to know about discounts that you provide.
Yours faithfully,

(Signature) John Stewart

Sales Manager
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INNUCBMO-0OTKA3
Mr Robert Brown
General Manager
KILM Co Ltd
32 Wood Lane
London
Great Britain WC37TP

John Stewart
1304 Sherman Ave.
Madison, Wisconsin

24 September, 2015
Dear Mr Stewart,

Thank you for sending us your resume. We are sorry to inform you that your candidature does not suit
us.

Kind regards,

Robert Brown

GeneralManager

Tema 9. dTUKeT 001IeHHS MO TejedOoHY
dopmMa TEKYyUIEro KOHTPOJIS: YCTHBIN ompoc

YCTHBIH ompoc MPOXOJUT B (OpME JHATOTHYECKOTO BBICKA3BIBAHUS «CTYICHT-CTyAeHT». CTyAEeHTHI
COCTaBIISIIOT TPENIoiaraeMblii JIeNOBOM TeneOHHBINH pa3roBop ¢ y4€roM (OHOCTHIIMCTHYECKUAX H
JIEKCHKO-CHHTaKCHYECKUX 0COOEHHOCTEH Tene)OHHOT0 pa3roBopa Ha 0a3e M3yUEeHHOTo MaTepHala.

Tema 10. I'ocynapcTBeHHO€ ycTpoiicTBO Besimkoopuranuu
@opMBI TEKYIEr0 KOHTPOJIS: YCTHBIN ONPOC, MPE3EHTALIN

VYCTHBIH ompoc TpoBOAWTCS B QopMme Oecelbl MPENoOAaBaTelisi CO CTYJASHTAMH MO CIENYIOIIUM
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
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Elections in Great Britain

The Queen of Britain

The Prime Minister of Great Britain
Constitution in Great Britain

Nownk

CTyaeHTBl TOTOBAT TIPE3CHTAIIMIO TI0 OJHOW M3 MPEIOKEHHBIX TeM. llocime mpencraBieHUs
MPE3CHTALMM  MPOUCXOMUT OOCYKICHHE COAEPKATCIBHOIO KOMIIOHEHTA, JIOTUKHA  IOJAYM
nHpopmaiun, ohopMIICHHS MTPE3EHTAINN U YMEHHS MyOIMYHOTO BBICTYILUICHHS.

O0BéM npesenTaluu cocrapisier 7-10 cnaifIoB.

Tema 11. DxoHomMuka Beamkooputanuu

@opMBI TEKYLIEr0 KOHTPOJISL: YCTHBIM ONPOC, MIMCbMEHHOE 3aJI1aHuE
VYerblit ompoc mpoBoxuTcs B GopMe Oecembl NMpenofaBaTelst CO CTYAEGHTAaMH II0 CIIENYIOLINM
BOIIPOCAM:

The type of economic system of Great Britain.

The features of economic development.

Cooperation of Great Britain with other countries in the field of economy.
The main sectors of economy

Service industries

kW=

[uceMeHHOE 3aqaHKMe MPEACTABISCT COOOH NMUChMEHHBIA IMEPEeBOJA TeKcTa. B Xome BBINOIHEHHS
3aJlaHusl CTYACHT JOJDKEH YYMTHIBATh TPEOOBAHMSI K MIEPEBOAY C MHOCTPAHHOI'O S3bIKa (aHTJIMICKOTO)
Ha PYCCKUH, a MMEHHO: IMOJIHOTa ¥ TOYHOCTh NEPEAaun COACPIKaHUs, COONIOICHUE CTHIIS M3JI0KEHUS,
COOJIIO/ICHUE HOPM sI3bIKa MTEPEBO/IA.

TekcT a4 nepesonia
THE ECONOMY OF GREAT BRITAIN

The United Kingdom has a developed mixed private- and public enterprise economy and ranks
among the top industrial countries in growth rates, productivity, and competitiveness. The gross
national product (GNP) is growing faster than the population. The GNP (per capita) is among the other
European countries.

The state sector was reduced during the 1980s and 1990s owing to the policies of
privatization, or denationalization, of publicly owned corporations. There was also an improvement in
the standard of living. Unemployment and inflation rates were gradually reduced but remain high.

Nowadays, government policies include the close monitoring and frequent adjustment of
interest rates; a gradual reduction in the level of direct personal taxation; a reduction in the levels of
power and influence of national trade unions in national labour negotiations; the encouragement of
wider home ownership and of individuals’ share holdings in companies. Considerable emphasis is
placed on increased exposure of the economy to market forces. The government controls the
production of coal, steel, and ships; it also runs certain utilities, the railways, and most civil aviation.

Manufacturing industries account for one-fifth of the GNP. Small companies predominate,
though companies with 500 or more employees employ a larger percentage of the work force. Major
manufactures produce motor vehicles, aerospace equipment, electronics data-processing and
telecommunication equipment, metal goods, precision instruments, petrochemicals, and other
chemicals. High-technology industries are being developed.

Agriculture accounts for less than 2 percent of the GNP and employs some 2 percent of the
work force. Farming is highly mechanized though farms are not extremely large, and is dominated by
the raising of sheep and cattle. The United Kingdom is not agriculturally self-sufficient. Chief crops
include barley, wheat, sugar beets, and potatoes.

The mineral industry accounts for approximately 6 percent of the GNP, but employs less than
1 percent of the work force. Production from oil fields in the North Sea has allowed the United
Kingdom to become virtually self-sufficient in petroleum. The United Kingdom’s coal industry,
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despite its steady decline since the early 1950s, remains one of the largest and most technologically
advanced in Europe.

Public revenues ordinarily fall short of expenditures and are chiefly derived from income
taxes, which are highly progressive, and excises. A single graduated income tax was introduced
in1973. Deficits are offset by public borrowing. The country (as well as its capital) is a major world
financial and banking centre.

Chief imports of Great Britain are metallic ores, except iron ore, food. Chief exports are china,
automobiles and other vehicles, wooden goods, steel, electrical and mechanical machinery, tractors,
scientific instruments, chemicals, petroleum.

Just under half of the total population is in the labour force. The highest proportion of
employees (more than two-thirds) is in the service sectors, financial services and distribution.
Manufacturing, although it has declined, employs more than one-fifth of all workers. Smaller numbers
are in construction, energy, agriculture, forestry and fishing.

Tema 12. PeIHOYHASI DKOHOMHKA
dopmMa TEKyUIEro KOHTPOJIS: YCTHBIN onpoc

VYcrHBIA ompoc mpoBomuTcs B (opme nmanora cryneHT-cTyneHT. JlaHHas ¢opma KOHTpOs
MPOBOAUTCS B MUKporpynmax. CTy/IeHTbl CaMOCTOATENHHO COCTABISIOT AUAIOTH 10 33JJaHHBIM TeMaM
U pa3bIIPhIBAIOT UX IPYT C IPYIOM.

CIHCOK TEM K IHaIoraM:

The market structure and its types.
Segmentation of markets.

Functions of the market

Pros and cons of the market economy.
Russia and the world market

M

Tema 13.Ctparerum BeeHusi OM3Heca
@dopmMa TEKyUIEro KOHTPOJIS: YCTHBIN onpoc

YCTHBIH Onpoc MPOBOAWUTCS B (OPME MOHOIOTHYECKOTO BBICKA3bIBAHWS IO 3aJaHHOW TeMe Ha
OCHOBAaHUM IIPOMICHHOr0 MaTepHaia.

Tema 14.CoBpeMeHHbIH MeHETKMEHT
@OopMBI TEKYLIEr0 KOHTPOJISL: YCTHBIN ONPOC, MMCBMEHHOE 3a/IaHuE

VYcrHBIA ompoc mpoBomuTcs B (opme nmanora cryneHT-CcTyneHT. JlaHHast ¢opma KOHTpOIsS
MPOBOAUTCS B MUKporpynmax. CTy/IeHTbl CaMOCTOATENHHO COCTABISIOT AUAJIOTH 110 33JJaHHBIM TeMaM
U Ppa3bIrPhIBAIOT UX IPYT C IPYIOM.

Crnucok TeM K Juaioram:
1. Management models.
Principles and functions of management.
Components of management.
Strategic management.
Adaptation of control systems.

nbk W

[TuceMeHHOE 3amaHKMe MPEACTABISCT COOOH NMHUChMEHHBIA IMEPEeBOA TeKcTa. B Xome BBIOIHEHHS
3aJlaHusl CTYACHT JOJDKEH YYMTHIBATh TPEOOBAHMSI K MIEPEBOAY C MHOCTPAHHOI'O SI3bIKa (aHTJIMKACKOTO)
Ha PYCCKUH, a IMEHHO: IMOJIHOTa ¥ TOYHOCTh MEPEAaun COACPIKaHUs, COONIOICHUE CTHIIS M3JIOKEHUS,
COOJIIO/ICHUE HOPM sI3bIKa MTEPEBO/IA.
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TekcT ana nepesoia

WHAT IS “MANAGEMENT”?
Traditional interpretation

There are a variety of views about this term. Traditionally, the term “management” refers to the set of
activities, and often to the group of people, involved in four general functions, including planning,
organizing, leading and coordinating activities. All these four functions are highly integrated and
interrelated.

Another Interpretation

Some writers, teachers and practitioners say that the above view is rather out-of-date and that
management needs to focus more on leadership skills, e.g., establishing vision and goals,
communicating the vision and goals, and guiding others to accomplish them. They also say that
leadership must be more facilitating, participative and empowering in how visions and goals are
established and carried out. Some people say that this really isn't a change in the management
functions but a new look at certain aspects of management.

Another common view is that “management” is getting things done through others. Yet another view,
quite apart from the traditional view, asserts that the job of management is to support employee's ef-
forts to be fully productive members of the organizations.

To most employees, the term “management” probably means the group of people (executives and
other managers) who are primarily responsible for making decisions in the organization. In nonprofit
organizations, the term “management” might refer to all or any of the activities of the board, executive
director and/or program directors.

A number of different terms are often used instead of the term “manager”, including “director”,
“administrator” and “president”. The term “manager” is used more frequently in profit-making orga-
nizations, while the others are used more widely in government and non-profit organizations such as
universities, hospitals and social work agencies.

So, whom do we call a “manager”?

In its broad meaning the term “managers” applies to the people who are responsible for making and
carrying out decisions within a certain system. A personnel manager directly supervises people in an
organization. Financial manager is a person who is responsible for finance. Sales manager is
responsible for selling of goods. A marketing manager is responsible for promotion of products on the
market.

Almost everything a manager does involves decision-making. When a problem exists a manager has to
make a decision to solve it. In decision-making there is always some uncertainty and risk.

Management is a variety of specific activities. Management is a function of planning, organizing,
coordinating, directing and controlling. Any managerial system, at any managerial level, is
characterized in terms of these general functions.

Managing is a responsible and hard job. There is a lot to be done and relatively little time to do it. In
all types of organizations managerial efficiency depends on manager's direct personal relationships,
hard work on a variety of activities and preference for active tasks.

The characteristics of management often vary according to national culture, which can determine how
managers are trained, how they lead people and how they approach their jobs.

The amount of responsibility of any individual in a company depends on the position that he or she
occupies in its hierarchy. Managers, for example, are responsible for leading the people directly under
them, who are called subordinates. To do this successfully, they must use their authority, which is the
right to take decisions and give orders. Managers often delegate authority. This means that employees
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at lower levels in the company hierarchy can use their initiative that is make decisions without asking
their manager.

Tema 15. CoBpeMeHHBIIl MapKeTUHT

@opma TEKyUIEro KOHTPOJIS: YCTHBIN ompoc
Y CTHBIH opoc mpeacTaBisieT co00i MOHOIOTHYECKOE BHICKA3bIBAHHUE IO CIICAYIOIUM TEMaM:
1) The concept of marketing
2) The product in the marketing system
3) Price and pricing in marketing
4) Marketing communications system
5) Methods of distribution of goods

Tema 16.MeHea:KMEHT NpeANPUATHS
dopmMa TEKYyUIEro KOHTPOJIS: YCTHBIN ompoc

VYCTHBIH Onpoc MPOBOAWUTCS B (OPME MOHOJIOTHYECKOTO BBICKA3bIBAHWS IO 3aJ]aHHOW TeMe Ha
OCHOBAaHUM IIPOMICHHOr0 MaTepHaia.

Tema 17. IlepcoHaNbHBIH MeHETKMEHT
dopma TeKyIero KOHTPOJIS: YCTHBIA OIPOC

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

CIHCOK 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 18.3anauu u cTi/IM ynpaBjiaeHus
dopma Tekymero KOHTPOIS: pe3eHTAINs

TemaTuka npe3eHTalui:
1. Effective management.
One-dimensional control style.
Multidimensional control style.
Cooperative style.
Selecting a management style.
Democratic and authoritarian management styles.

ATl i N

CTymeHTBl TOTOBAT TIPE3CHTAIIMIO TI0 OJHOW M3 TMPEMIOKEHHBIX TeM. llocime mpencraBieHUs
MPE3CHTALMM  MPOUCXOMUT OOCYKICHHE COAEPKATCIBHOrO KOMIIOHEHTA, JIOTUKHA  IOJAYM
nHpopmaiun, ohopMIICHHS MTPE3EHTAINN U YMEHHS MyOIMYHOTO BBICTYIUICHHS.

O0BéM npesenTalu cocrapisier 7-10 cnaimoB.

Tema 19. CoBpeMeHHBII PHIHOK TPYAA (KaK yCHELIHO NPOiTH codeceioBaHue)

@dopmMa TEKyUIEro KOHTPOJIS: YCTHBIN onpoc
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VYcrHBI ompoc mpoBomuTcs B (opme nmanora cryneHT-cTyneHT. JlaHHas ¢opma KOHTpOs
MPOBOAUTCS B MUKporpynmnax. CTy/IeHTbl CaMOCTOATENHHO COCTABISIOT AUAJIOTH 10 33JJaHHBIM TeMaM
U pa3bIrPhIBAIOT UX IPYT C IPYIOM.

Crmcok TeM K TrajoraM:
1. Looking for a job
Applying for a job
Job interview.
How to behave yourself at the interview.
Speech etiquette at the interview.

nhk W

Tema 20. OT60p nepconanaa
@dopma TEKyIIero KOHTPOJIS: MUCbMEHHOE 3aJJaHUE, YCTHBIN OIIpoc

[MucbMeHnHOoe  3ajaHWe  TpeAcTaBiIseT CcOOOH  NHCBMEHHBIM  TepeBoy  Mpo)eCCHOHATBHO
OPUEHTHPOBAHHOTO TEKCTa. B X0/1¢ BHIMONHEHUS 3aJaHusl CTYACHT JOJKEH YUMTHIBATh TPEOOBAHUS K
TePEeBOY C MHOCTPAHHOTO S3bIKAa (QHTIHUHCKOTO) HAa PYCCKUH, a MMEHHO: MOJIHOTa M TOYHOCTH
nepeiavn copiep kaHusl, COONIOCHUE CTHIIS M3JIOKEHHSI, COOIIOIEHIE HOPM S3bIKa TIEPEBOJIA.

TekcT AJis TMCbMEHHOTO MepeBoa:
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:

1. Elected officials. Firstly and obviously, some officials are elected, not appointed.

2. Political appointments. Those elected officials may hand-pick some political advisers.

3. 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.

4. 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).
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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 OIpoc mpencTaBisieT co0oit 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 21. JIuaepcTBO KaK OpPraHM3alMOHHBII Mpouecce
@dopma TeKyIIero KOHTPOJISL: YCTHBIM IEPEBOI, IMCbMEHHOE 3aJaHue

Teker 1 yCTHOr O EpeBoAa:
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 power 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
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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 MMChMEHHbIC OTBETHI Ha BOIPOCHI:

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 and bossing 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?

4.1.2. [IpoMexXyTOUHast aTTeCTAIUs IPOBOAUTCS B (hopMme:

1 cemectp — 3auér
3au€r cOCTOUT M3 IByX KOMIIOHEHTOB — KOHTPOJIbHAS paboTa u yCTHas Oecesia ¢ MpernojaBaTeieM 1mo
HN3YUYCHHBIM TCMaM.

2 ceMecTp — dK3aMeH

OK3aMeH COCTOMT M3 JABYX YacTell — MUChMEHHON W ycTHOW. IluchmMeHHas yacTh TpencTaBieHa
KOHTPOJIBbHON paboTOi. YCcTHas yacTh BKIIOYAET TPH BOIPOCA: YTEHUE U MEPEBOJ MPO(ECCHOHATBHO
HATPaBJICHHOTO TEKCTa, 00CYXKJIEHHE MPOOJIIEMATHKH TEKCTa, BHICKA3bIBAHUE MO OJTHON M3 M3yYEHHBIX
TEM.

3 ceMecTp — dK3aMEH

DK3aMeH MPOXOIUT B YCTHOM (popMe M BKJIIOYAET TPH BOIIPOCA: YTEHUE U NIEPEBO MPO(eCcCHOHATBHO
HaIPaBJICHHOI'0 TEKCTa, 00CYKICHHE MPOOJEMATHKU TEKCTa, BLICKA3bIBAHUE T10 OJTHOW U3 M3YUCHHBIX
TEM.

4. 2. MaTepuaibsl TEKYIIEro KOHTPOJIS yCIIeBaEMOCTH
cM. myHKT 4.1.1.

4.3. OrieHOYHBIE CPEACTBA I MPOMEKYTOTHON aTTeCTalluN
[TepBsriif cemectp (3a4€T)
OO0pas3er KOHTPOJIBHON pabOThI
L Read the text and decide if statements 1-10 are true (T) or false (F) according to the text

. The survey contains no real surprises.

. People spend more time at work than they used to.

. There appears to be a connection between short working hours and poor family relationships.
. Earlier generations used to be under more pressure at work.

. People would like to see more of their grown up children.

. Some women do not continue their careers after they have children.

. Fewer men than women would be prepared to accept a reduction in salary.

~N N RN —
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8. Work forces people to miss important family events.
9. Women still have to work harder than men to achieve equivalent goals.
10. Men seem to be sharing more of the responsibilities in the home.

A new survey out today seems to confirm some of our worst fears about what work is doing to
our lives. The survey shows that people throughout the country are being made to put work
before everything else.

It isn't a surprise to learn that people are working longer and longer hours, or that this is leading
to greater stress and pressure on relationships and family life. Ambitious young professionals are
having to make greater personal sacrifices than their parents or even their older brothers and
sisters. A third of all the people who responded reported that they had lost an important
relationship or that overwork had caused the breakdown of a marriage.

One of the greatest regrets was that people missed seeing their children grow up; it is quite
common for male managers with young families to leave home before their children are awake,
and to return after they have gone to bed. Many men admitted to being away on business trips
when their children were born.

For women the situation is worse, as many se/ they have to wait for the right time and situation
before having children. Even today, it is commonly accepted that many women's careers
effectively end once they have family commitments. One in four men and 40% of women say
they would happily accept a lower salary if this meant they had greater personal time and
freedom. The survey results also show that as n any of us have already suspected, women are
affected far more than men and that they have to make far greater personal sacrifices to achieve
any career goals. Married women still complain that their husbands don't do enough at home.
They feel that they are the ones who carry the main responsibility for housework, cooking, and
bringing up the children.

1I. Vocabulary
Complete the gaps in 1-14 with one of the words from this box.

overtime unemployed fill in
qualifications challenging vacancies
applications employment salary
experience freelance set up
references creative lay off

1. They received fifty .................... for the secretarial post that they advertised.

2. Her new employer wrote to her old employers to ask for written.......................... .

3. Only include certificates of your............... if employers ask for them.

4. You've got the right qualifications, but we are looking for someone with more...... of this
type of job.

5. Could you help me to..................... this form? I don't know what to write.

6.A job is difficult but satisfying at the same time.

7. Theyneeda .................... person for this job; someone with lots of fresh ideas,

8. We’'llhaveto ................... more staff if we don’t get some more orders.

9. I don’t want to work for someone else; I'd like to work ....................... .

10. He..ooovnvveeenen. his own Internet company

11. The company pays your.................... into your bank account at the end of each month.
12. If you work extra hours, the company will pay you for .......................... .

13. She doesn't have a job; she'sbeen ................... for nearly two years.

14. She went to the.................... agency to find out if there were any.................. for a sales
executive.
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IIT Grammar
Underline the correct form of the verbs in rackets.

Dear Sir / Madam

I (am writing/write) (to apply /applying) for the post of export marketing assistant which (has
advertised / was advertised) in the last edition of Enterprise magazine. I (believe/am believing) that I
(am having/ have) the right combination of academic and personal qualities (doing / to do) the job.

I am in my final year of an international marketing course in Nantes and I (look/am looking) for a
permanent position. Last summer I have worked/ worked) in an export company in Athens where I
(have found out/found out) a lot about different aspects of the business, in that job, I (have learnt/
learnt) to deal with orders by fax, letter, and e-mail and to complete the forms and documentary
procedures for export to different markets. The same company (already offers /has already offered)
me a job but I (am feeling/feel) I would learn more about the import-export trade in a larger business
such as yours. I am bilingual in French and Greek and I (have been studying / study) English for ten
years. | (am coming/ will come) to London next month for an intensive language course so I
(am/will be) available for an interview then. I look forward to hearing from you.

Yours faithfully

Marie-Pierre Velios

OO0pas3er TeKCTa I MHCBMEHHOT'O IEPEeBoIa
EUROPEAN INTEGRATION - AN EVER CLOSER UNION?

European Integration describes the process of cultural as well as economic, political and legal
fusion of all European States. When talking about integration within the EU, bodies encompassing
also non-EU States, like the Council of Europe, do not play a crucial role.

From the initial six members the EU has now grown through the years into its current total of
28 members. Although the EU’s official choice is to accept any European state that wishes to join in
actuality this isn’t the case because procedures for membership are often extremely difficult.
Integrationists believe that the larger the EU become the more superficial its aims will be as it will
hence be described as a region where progress is difficult because of disagreements. This enlargement
has brought about integration problem in the different institutions especially in the balance of power
and the question of majority voting rights. Larger countries dislike the major voting rights given to
smaller states and they in turn fear suppression by the goliaths. Even if all the problems of
enlargement are solved there will still remain the problem of devising a system of governance where
the democracy is the foundation.

The biggest hit to the EU enlargement happened in May 2004 when ten more countries
received their ascension to member states. Of the ten countries seven were independent countries or
states of the previous eastern bloc of the USSR. These seven cause huge problems as they varied
widely in mass, wealth, population and culture. The only explanation to this expansion of the EU was
that it was the end of all divisions between all parts of Europe. Left to their own devices these
countries which had recently achieved independence would have become very unstable and might
even start wars. With the success of Spain and Portugal it was evident that the best method to help
these countries and to prevent instability was to include them in the Union. The decision to help these
countries out was not followed by an economic growth but by decline. The average amount invested in
these countries was less than 6 percent of the total EU Budget which is very low considering the fact
that the addition of these countries meant a 20 percent increase in population and that this 20 percent
was much poorer than the rest.

One of the biggest problems to expansion came through agriculture. Agriculture was one of
the biggest exports of Central Europe. The EU therefore feared that the new states would provide a
more efficient production of agriculture and compete with the others. Farmers in these countries had
access to cheap labor and were able to out-produce the ones in the larger EU states. In the long run
consumers would have been better off because of the cheaper produce but as an immediate
consequence of this farmers in the high cost countries would face serious economic hardship



23

Another big problem that arose because of this expansion was labour. Labour had proven to be
a major political force in the EU and the conditions of labour in the dilapidated areas of Europe prove
especially significant. Since the EU requires the free movement of labour, the overall wage rate could
drop throughout Europe and overall unemployment rate would rise

As new members enter the EU it becomes more and more difficult to manage. There is also a
huge strain on the EU’s budget because of all the subsidies that have been given to the new Eastern
States. Funding to keep the EU in power is depleting and it is therefore facing a huge problem.

TeMbl [UTst yCTHOTO 00CYKICHUS:
1. Geographical position of the country.
2. Climate and landscapes.
3. Population and religion.
4. Business trip abroad.
5. Business correspondence.
6. Hotel accommodation.
7. Going sightseeing.
8. Speech etiquette on the phone.
9. Organization of business meetings.
10. Presenting your organization to business partners.

Bropoii cemecTp (3x3ameH)
OO0pas3er KOHTPOJIBHOMN pabOThI

3a0anue 1. 3anoanume nponycku 6 mexcme NPUGEOSHHbIMU HUJCE (pasMeHmamu U nepeseoume
NOJYYEHHbIU MEeKC:

The global information network, 1 , mobility of working people and capital offer entirely
2 for comfort living and the ease of doing business, international investment and competition.
3 became unprecedented challenges for 4 . Authorities operate in interconnected global
economy environment to compete for investment resources and talents. In order to maintain
competitive advantage and economic growth, develop common approaches to the delivery of
electronic public services and decision making it is necessary 5

A. Public Administration and management

B. Internet speed

C. to reduce the gap between bodies in technologies management
D. new conditions and requirements

E. These factors

3aoanue 2. Ilepeseoume ompuleok u evlbepume Hauboaee noOXOOSWULL 3A20]I060K:

1. Meeting personnel needs

2. Emergence of a dual educational system
3. Government policy

4. Serious problem

The national educational system is the main source of recruitment for the civil service. Thus,
the quantity, quality and specialties of graduates become important for civil service and personnel
administration.

A serious problem which has become an issue nowadays especially in developing countries is
the emergence of a dual educational system. Some institutions catering to general education lack the
proper facilities and competent teaching staffs in adequate numbers. The other stream comprises local
elite institutions or education abroad. Many fields of study continue to be dominated by foreign
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textbooks and methodologies. The result of the dual system is that graduates of local elite institutions
or educational facilities abroad have an edge in competitive examinations over the graduates from
indigenous institutions. Thus, the civil service comes to be dominated by graduates of certain
institutions, regions and social groups. This runs counter to the declared government policies to make
the civil service a representative institution.

3aoanue 3. 3axonuume npeonoscenus (1-4) ppaemenmamu (A-D) u nepesedume nonyuenHvlll mekcm.

The characteristic feature of contemporary learning the peculiarities of building the
1 | period of reforms is an administrative reform | A | partnership between public sector,
in the course of which it's necessary government and business.

For accomplishing the arranged tasks it
2 | seems to be reasonable to educate and train B
well qualified personnel, capable of

as well as working out the principles for
adaptation to new conditions.

to relieve state and municipal management

Realization of the reforms in housing - organs of extra functions at the expense of
3 | communal economy requires recruiting C | transmission of these functions to self-
personnel specialized not only regulating organizations, civil society

institutions and associations of entrepreneurs.

Contemporary changes in this field require in public property management, but the
studying of the developed countries, specialists who know and practice the

4 | experience in the organization of municipal D | principles of state management and
economy; doing common combined economic policy, principles of local self -
scientific research in this field government.

OO0pa3ibl SK3aMEHAIIMOHHBIX TEKCTOB

MANAGEMENT

The job of a manager is both hard and exciting. This job implies coordinating and supervising
both personnel and business problems.

The personnel manager deals with interviewing, selecting, recruiting and dismissing (firing)
employees (staff) as well as with career development and various other problems. The most important
thing in personnel management is staff motivation.

A manager should be efficient, clever, understanding, sympathetic, intelligent, and well educated.
He should be a good psychologist and be good in planning and organizing both team and individual
activities. He should be good at decision making and have some idea about administrative law to
settle different problems.

There are many other types of managers in a large firm. Sales manager deals in selling different
products and services. Purchase manager deals in buying goods.

Shipping manager deals in shipping products, their delivery and packing.

Works (production) manager deals with industrial enterprises, manufacturing process, testing
various machines and equipment, after sales service and some ecological problems.

There are also some accountants, planning managers, typists, secretaries and receptionists. Public
relations manager deals with customers and their problems.

Different firms and companies do business with other firms. Companies belong to different areas
of business: wholesale or retail trade, insurance, banking, catering, vehicle manufacturing,
engineering, transport, shipping, real estate, manufacturing various goods, etc.

In wholesale trade the parties of a transaction are called Buyers and Sellers. Those who produce
goods are called Producers or- Manufacturers. Those who supply and distribute goods arc called
Suppliers and Distributors.

There are experts in advertising and promoting goods and services.
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There are lawyers, barristers, attorneys who deal with legal problems, start legal action against
unreliable businessmen.

People doing business together, cooperating in some spheres of business are called partners.
Those who compete in business are called competitors. The competition on the world market is very
high nowadays. All manufacturers feel it and try to update their products, to raise their quality. They
try to diversify the range of their products and, if possible, to decrease their production cost and
selling price, because' cheap goods of high quality meet the demands of the customers. And naturally
the clients are not interested in expensive low quality goods.

To find out about the range of goods offered by the firm the customers study leaflets and
catalogues. To know the prices for products they look through price-lists and quotations. To clarify
some details concerning the design and technical features of some machines they ask for
specifications.

They go on business trips and see round manufacturing plants where they can test the equipment
and see the type of packing

Businessmen hold business talks (negotiations) where they discuss various business matters: the
terms of payment, shipment and delivery. There could be different terms (manners) of payment: by a
Letter of Credit against shipping documents, payment for collection, FOB (free- on board), CEF
(Cargo, Insurance, Freight) terms and some other.

The sides discuss the time and manner of shipment and delivery .There might be some delays
in delivery because of technical problems or some unforseen circumstances.

They negotiate prices for goods. A price can be high, low, reasonable, attractive,
suitable,competitive, acceptable.

If they agree to the terms and selling price, they place an order with the firm. Before placing
an order they makeoffers enquiries for goods, If the customer does not accept the price he asks for
a discount on the price. Prices and terms are often revised because the market situation is
changing every day. The market is not stable.

The sides sign contracts which provide a legal guarantee for all obligations. A contract
includes know-how, prices, cost, licence, terms, after sales service and guarantee period.

If the equipment bought from a certain firm is damaged or if some defect is found, it should
be repaired and faulty parts should be replaced at the Seller's expense.

Answer the following questions:
1. Is the job of a manager hard and exciting? Why?
What problems does a personnel manager deal with?
What is the most important thing in personnel management?
What kind of person should a manager be?
What types of managers work in a large firm?
What other specialists besides managers work there?
What areas of business do companies belong to?
What can you say about the competition on the world market nowadays?
What measures do manufacturers take to compete successfully?
0. Where can a customer find out about the range of goods offered by the firm, their quality and
applications, prices, industrial cost?

e S I

A NEW JOB

In different countries, different conventions apply to the processof job application and
interviews. In most parts of the world, it's common to submit a typed CV (curriculum vitae - British
English) or resume (American English). This contains all the unchanging information about you,
your education, background and work experience. This usually accompanies a letter of application,
which in some countries has to be handwritten, not typed. A supplementary information sheet
containing information relevant to this particular job may also be required, though this is not used in
some countries.

Many companies expect all your personal information to be entered on a standard application
form. Unfortunately, no two application forms are alike, and filling in each one may present
unexpected difficulties. Some personnel departments believe that the CV and application letter give a
better impression of a candidate.
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Interviews may take many forms in business today: from the traditional one-to-one interview, to
panel interview where several candidates are interviewed by a panel of interviewers, to 'deep-
interviews where applicants have to demonstrate how they can cope in actual business situations.
Moreover, the atmosphere of an interview may vary from the informal to the formal and from the
kindly to sadistic. Fashions seem to change quite rapidly in interview techniques and the only rules
that applicants should be aware of may be 'Expect the unexpected' and 'Be yourself!".

In different countries, different trades and different grades, the salary that goes with a job may be
only part of the package: perks like a company car or cheap housing loans, bonuses paid in a
'thirteenth month', company pension schemes, generous holidays or flexible working hours may all
contribute to the attractiveness of a job.

Answer these questions:

1. What papers do you need to apply for a job and to give a good impression?

2. What do you mention in your CV / in the letter of application?

3. Why are letters of reference very important for the applicant?

4. What are the main aims of interviews?

5. What types of interviews can you mention?

6.Which type do you find the most efficient?

7.Which interview would you prefer to have?

8.Why does interviewing require special skills?

9. What sort of person should an interviewer be?

10.What recommendations does the author give to the applicant for his interviewto be a
success?Do'you agree to these recommendations?

11.Whatkind of perks do people receive at their jobs? Which of them would you like to have?

Temsbl U1 yCTHOM Oecelpl Ha dK3aMeHe:
1. State structure of Great Britain

Economy of Great Britain

Business strategies

Market economy

Modern management

Enterprise management

TR ol i N

Tperwmii cemecTp (9K3aMeH)
OO0pa3ibl SK3aMEHAIIMOHHBIX TEKCTOB

What is Personnel Management?
Personnel management is concerned with the effective use of the skills of people. They may be
salespeople in a store, clerks in an office, operators in a factory, or technicians in a research
laboratory. In business, personnel management starts with the recruiting and hiring of qualified people
and continues with directing and encouraging their growth as they encounter problems that arise in
working toward established goals.
In addition to recruiting and hiring, some of the responsibilities of a personnel manager are:
1. To classify jobs and prepare wage and salary scales.
2. To counsel employees.
3. To deal with disciplinary problems.
4. To develop safety standards and to put them into practice.
5. To manage fringe benefit programs, such as group insurance, health, and retirement plans.
6. To provide for periodic reviews of the performance of each individual employee, and for
recognition of his or her strengths and needs for further development.
7. To assist individuals in their efforts to develop and qualify for more advanced jobs.
8. To plan and supervise training programs.
9. To be informed of developments in personnel management.
Personnel managers often deal with the following difficult situations concerning the employees:
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* The firm’s employees — especially the most qualified ones — can get better jobs with other
employers.

* When a firm has not enough supervisory and specialized personnel with adequate experience and job
capabilities, it has to train and develop its own people. This can be time consuming and expensive.

* The cost of hiring and training employees at all levels is increasing, for instance, several thousand
dollars for a person. A mistake in hiring or in slow and inefficient methods of training can be costly.

* Most employees want better direct compensation, employee benefits, and working conditions that the
firm cannot afford, but other employers can. So, all employee policies and operating procedures
should be developed with great care.

The personnel department has the responsibility to define and implement policies, procedures and
programs for recruitment, selection, training, placement, safety, employee benefits, compensation,
labor relations, organization planning, and employee development.

Effective human resource management develops the abilities of job candidates and employees to meet
the needs of the firm. Human resource (HR) management is a balancing act. At one extreme, you hire
only qualified people who are well suited to the firm’s needs. At the other extreme, you train and
develop employees to meet the firm’s needs. Most expanding businesses fall between the two
extremes i.e., they hire the best people they can find and afford, and they also recognize the need to
train and develop both current and new employees as the firm grows.

There are two functions of personnel management. The first function is to hire and train the right
people. The effective personnel system is:

* Assessing personnel needs.

* Recruiting personnel.

* Screening personnel.

* Selecting and hiring personnel.

* Orienting new employees to the business.

* Deciding compensation issues.

The second function is raising employee trust and productivity. These two functions stress the
importance of a good human resource management climate and provide specific guidelines for
creating such a climate.

Bompocs! o npobiiemaTrke Tekera:
1) What is personnel management?
2) What are the responsibilities of a personnel manager?
3) Describe the responsibilities of the personnel department.
4) What are the functions of personnel management?

Management Style - Meaning and Different Types of Styles

The art of getting employees together on a common platform and extracting the best out of them refers
to effective organization management.
Management plays an important role in strengthening the bond amongst the employees and making
them work together as a single unit. It is the management’s responsibility to ensure that employees are
satisfied with their job responsibilities and eventually deliver their level best.
The management must understand its employees well and strive hard to fulfill their expectations for a
stress free ambience at the workplace.
What is Management Style ?
Every leader has a unique style of handling the employees (Juniors/Team). The various ways of
dealing with the subordinates at the workplace is called as management style.
The superiors must decide on the future course of action as per the existing culture and conditions at
the workplace. The nature of employees and their mindsets also affect the management style of
working.
Different Management Styles
1. Autocratic Style of Working
= In such a style of working, the superiors do not take into consideration the ideas and
suggestions of the subordinates.
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The managers, leaders and superiors have the sole responsibility of taking decisions
without bothering much about the subordinates.

The employees are totally dependent on their bosses and do not have the liberty to take
decisions on their own.

The subordinates in such a style of working simply adhere to the guidelines and policies
formulated by their bosses. They do not have a say in management’s decisions.

Whatever the superiors feel is right for the organization eventually becomes the company’s
policies.

Employees lack motivation in autocratic style of working.

Paternalistic Style of Working

In paternalistic style of working, the leaders decide what is best for the employees as well
as the organization.

Policies are devised to benefit the employees and the organization.

The suggestions and feedback of the subordinates are taken into consideration before
deciding something.

In such a style of working, employees feel attached and loyal towards their organization.
Employees stay motivated and enjoy their work rather than treating it as a burden.

Democratic Style of Working

In such a style of working, superiors welcome the feedback of the subordinates.
Employees are invited on an open forum to discuss the pros and cons of plans and ideas.
Democratic style of working ensures effective and healthy communication between the
management and the employees.

The superiors listen to what the employees have to say before finalizing on something,.

Laissez-Faire Style of Working

In such a style of working, managers are employed just for the sake of it and do not
contribute much to the organization.

The employees take decisions and manage work on their own.

Individuals who have the dream of making it big in the organization and desire to do
something innovative every time outshine others who attend office for fun.

Employees are not dependent on the managers and know what is right or wrong for them.

Management by Walking Around Style of Working

In the above style of working, managers treat themselves as an essential part of the team
and are efficient listeners.

The superiors interact with the employees more often to find out their concerns and
suggestions.

In such a style of working, the leader is more of a mentor to its employees and guides them
whenever needed.

The managers don’t lock themselves in cabins; instead walk around to find out what is
happening around them.

Bompocs! o npobiiematrke Tekcra:

1)
2)
3)

What is management style?

How many management styles do you know?

Describe the autocratic / paternalistic / democratic / laissez-faire / management by walking
around style of working.

Temsbl U1 yCTHOM Oecelbl Ha dK3aMeHe:

kW=

Personal management

The aims and styles of management
The modern labor market

Staff selection

Leadership as an organizational process
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Ixana oneHUBaHUA

VYcnorus Jonycka OOYyYaroIierocss K NMPOMEXKYTOYHOH aTTeCTallMM, IIKalbl W MPOLEAYPHI
olLleHUBaHus orpeneneHsl «[lopsiakoM npuMeHeHus 0aIbHO-PEHTHHIOBOM CUCTEMbI OI[CHKU 3HAHUIA
oOyuaromuxcst B Boponexckom ¢unmane PAHXul'Cy», yTBepKIEHHBIM TPUKa30M OT 9 ceHTAOps
2016 roma Ne 114-228/1.

[Ikana olleHMBaHMUS JIGKCHKO-TPAMMATHUECKOTO TECTa M KOHTPOJIBHOW PabOThI

Or11eHKa «OTITUIHOY» [IpaBunsHoe BeImonHEHHE 85-100% TECTOBBIX
3aJJaHuN

OreHKa «XOpOIIo» [IpaBunbHOe BBITONHEHHE MHHUMYM 70-84%
TECTOBBIX 3aJaHUMN

Or11eHKa «yIOBICTBOPUTEIHHOY [IpaBunsHOe BBIMOTHEHHE MHHHUMYM 50-69%
TECTOBBIX 3aJaHUMN

Or11eHKa «HEYTOBIETBOPUTEIHHOY [IpaBunsHOE BBITIONHEHNE MeHee S0% 3axanmii

4.4. Meroaudeckue MaTepUuabl

Meroanveckie MaTepHasbl, ONPENCISIONME MPOIEAYPhl OICHUBAHWS 3HAHWUN, YMEHHIA,
HABBIKOB, XapaKTepH3YIOMIUX dTambl (HOpMHpOBaHUS KoMIleTeHInH onpeneneHsl  «llopsakom
MPOBCACHUA TCEKYIICTO KOHTPOJIA YCIIEBAEMOCTH U HpOMe)KyTO‘IHOfI aTreCtauunu CTYJACHTOB B
Boponexckom ¢unmane (¢enepaabHOro TOCYIapcTBEHHOrO  OIOJDKETHOrO  00pa3oBaTEIbHOIO
yupexaeHus «Poccuiickas akaaemuss HapOJHOIO XO3SIMCTBA M TOCYIapCTBEHHOM CIIyXObl TMpH
[Ipesunente Poccuiickoit denepammm» ot 01.09.2016 Ne 114-2171.

5. MeTtoanuyeckue ykazaHus JJisl 00y4ar0MXCs MO0 OCBOEHUIO
JUCIHIITMHBI

Cogetnl IO MJIAHUPOBAHUI0 U OPraHM3allMi BPpEMEHU,
HeOﬁXOIlI/IMOFO AJIS1 UBYYECHUSA TUCHUIIIIHHBI

[lpr M3y4YeHWUM MHOCTPAHHOTO S3BIKA CAMOCTOSTENbHAs padoTa CTYAECHTOB 3aHUMaeT 0coboe
MecTo. B oTnmume OT apyrux mpeaMeToB, MPU HW3YYEHHH KOTOPBIX TJIABHBIM SIBIISIETCA YCBOCHHE
OIpe/IeTICHHOW CyMMBI 3HAaHUWH, BllaJICHHE MHOCTPAHHBIM SI3BIKOM TpeOyeT He TOJIBKO MPHOOPETEHHUS
3HaHW, HO TaKXKe Pa3BUTHA YMEHHHA U (DOPMHPOBAHUS PEUEBHIX HABBIKOB. DTO JIOCTUTAETCS MyTEM
CHCTEMAaTHYECKOT'0 BBIMOTHEHUSI OOJBIIOT0 KOJMYECTBA TPEHHPOBOUYHBIX YIMPAKHEHWUH pa3inuIHON
HaIpaBIEHHOCTH, PETryIApHBIX 3aHATHHAYIUPOBAaHHMEM M TPAKTUKOH peud, MEepPUOAUIECKOrO
IIOBTOPEHUS U3YYEHHOTO A3BIKOBOI0 MaTepuaa, IOCTOSIHHOIO ITOIOJIHEHUS JJEKCUYECKOTr0 3ar1aca.

C yuérom crnenuduku UCIUIUITHHBI «HOCTpaHHBIH S3BIK» PEKOMEHAYETCS YICNsITh
©KEIHEBHO CaMOCTOATENbHOW pabore 1,5 waca, m3 Hux:ayaupoBanuio (10 Munyt), urenuio (30
MUHYT), iepeBoAy (20 munyt), rpammatuke (15 munyT),1ekcuke (15 MUHYT).

Onucanue nocJe10BaTeJIbHOCTH e CTBUH CTY/IeHTa
WM CHCHAPHH U3y4YeHUs TUCLUILIUHBI

CryneHTy clienyer oOpaTHTh 0c000€ BHHMaHHE Ha IOCIEN0BATENLHOCTh PabOTHl CO CIEMYIOIMMU
aCreKTaMH:

1) rpammaTuka

1. IIpopaboraiiTe TeOpETHUESCKUI MaTepHal M0 YKa3aHHOU TEME.

2. BI)IIICJII/ITC TJIaBHBIC ITPU3HAKKU U3Yy4a€MOI'0 rpaMMaTHYCCKOIro SABJICHUA. 3anumumTe ux B
TeTpap.

3. BbimonHHTE TPEHUPOBOUYHBIE YIPAKHEHHWS Ha 3aKpelUIeHHE W3YYEHHOW TEMBI,
TIPUICPKUBASICH TTOCIICIOBATEIEHOCTH:
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- TpaBwWia 00pa30BaHUsS rPaMMATHYCCKONCTPYKTYPHI;

- ymorpebiieHHe rPaMMaTHYeCKONCTPYKTYPHI;

- TIEPEBOJ C aHTJIMMCKOTO Ha PYCCKUM M C pyCCKOI0 Ha aHTJIMMCKHUI;
- pacno3HaBaHUE€ JAHHOI'O IPAMMAaTHYECKOTO SIBJICHUS B TEKCTE;

- TIpPOBEpPKa YCBOEHUS rPaMMAaTHYECKOI0 MaTepuaa mno TecTy.

2) JeKkcuKa

1. OnpenenuTe 3HAYEHHS CIOBA U3 KOHTEKCTA;

2. O0paTnTe BHUMaHHE Ha HHTEPHAIIMOHATIBHYIO JICKCHKY;

3. 3anoMuHalTe HE OT/IENBHBIC CTIOBA, & CIIOBOCOYCTAHMS, BRIPAYKCHUSI HITH LIENbIe (pasbl;

4. CocTaBbTe TEMaTHUECKUH CIIOBAph U3y4aeMON JIEKCHUKH.

3) ureHue

UroOBl HAYYUTHCS MIOHMUMATh U MEPEBOJUTh MHOS3BIYHBIN TEKCT, HEOOXOAWMO, B MEPBYIO O4Yepelb,
HAYYHUTHCS BBIJCTATH M IOHUMATh COJICPIKAHUE HA YPOBHE: MeKCma,ad3aya U NpeoiodceHus, a TakKe
Qg depeHUpoBaTh OCHOBHYIO M BTOPOCTENIEHHYIO HH(POPMAITHIO.

Ocnosnvie npusnaku mexcema: 1) ceésasnocmo, 2) memamuynocms (BCE TPEUIOKEHUS 00bEIUHCHBI
KaKoi-1100 0JJHOH TeMo); 3) yerbHocmy (MCTIONb30BaHUE CPEJICTB CBSA3H MEKIY MPEIIOKECHUSIMH).

Tema mexcma. TekcT IpenCTaBIIeT COO0H CIOKHOE CYXKICHUE, B KOTOPOM €CTh TEKCTOBBIN CYyOBEKT
(0 ueM roBOpHUTCS B TeKCTe?) U TEKCTOBBIM NMpenuKaT (UTo TOBOPUTCS B TeKCTe?).

TeKCTOBBIM cyObexmoMm SIBISIETCS TeMa TEKCTa, KOTOpasi HAXOJUT CJIIOBECHOE BBIPa)KEHHE Yallle BCEro
B 3ar0JIOBKE WJIM B CAMOM HayaJie TEKCTa.

TekcToBbIl npeduxam MPEACTABISAET COOOH TPYIITY CYXKICHHH, pACKPHIBAIOIINX TEMY TEKCTa, T.€. CaM
TEKCT.

Tnasnoe codepofcauue mexcma. I1oHATH COACPKAHUC TCKCTA — 3HAYUT YACHHUTH €ro TEMY U UACIO.

Tema mexcma — 3TO MPEAMET JAHHOTO ONHCAHUS, T.€. TPEIMET, SIBICHUE, COOBITHE, O KOTOPBIX UAET
pedb B TEKCTE.

Hoes mexcma — 3TO TiIaBHAsI MBICIb O JaHHOM IIpeIMETe, aBTOPCKOE OTHOLIEHHE K ONUCBIBAEMOMY
npenMery. Mnes Tekcta — 3T0 BBIBOA, K KOTOPOMY AOJIKEH MPUWTH YUTAKOLIUM ITOCIIE 03HAKOMIIEHUS C
COJepKaHUEM TEKCTA.

Tema yacTo cooOmraercs B 3arojioBKe WJIM B IEPBOM NPEATIOKEHUM TeKcTa. IIOHATh MICI0 MOXKHO
JUIIb TOCIE MPOYTEHHsI BCEro Tekcra. MHorna OoHa HE HMMEET CIIOBECHOI'O BBIPAXKEHMs, TOrJa
YUTAIOIUHI JOIDKEH CaM CIENaTh ONPEECICHHBIE BBIBOIBI.

Ocnosnoe codepoicanue mekcma. JJise 3TOW e BBIIENSIOTCS DJIEMEHTHI, B KOTOPBIX 3aKIIOYeHa
OCHOBHasi CMbICIOBas MH(oOpManus Tekcta. OHU Ha3bIBAIOTCH “KIOYEBBIMH (hparMeHTamu’ (CIOBO,
CIIOBOCOYCTAHME, NPEMIOKEHUE, Tpymna mnpemanoxenuii). Kaxapii a03am wMeeT  KIIOYEBOE
npeanoxeHne — “a03amHyr0 ¢pasy”, ecam HX OOBEAWHUTb, TO MOXKHO MOJIYYHThH OCHOBHOE
COZIep’KaHUE TEKCTa.

KitoueBoe mpemioxkeHne MOXKET HaXOAUThCA: a) B BepXHEH yacTu a03ana (0edykmueras CTPyKTypa —
M3JI0KEHHE MBICTHM OT OOIIEro K 4acTHOMY); 0) B HMKHEH yacTu a03ana (uHOyKmueHas CTPYKTypa —
M3TIOKEHHME MBICTH OT YaCTHOTO K 00IIeMY); B) B BEpXHEH M B HWXKHEH YacTH (pamounas JorndecKas
cTpykTypa). Jpyrue mpemiokeHusl TeKcTa MPEACTaBISAIOT COOOH CIoco0 JIOTMYECKOTrO0 pa3BUTHS
MBICITH B ab3arie.

Ymenue ¢ nOIHbIM ROHUMAHUEM HPOYUTNAHHO20
Lens — MOJHOCTBIO TOHATH COJACPKAHHE TEKCTa, BBIACIUTH TIABHYIO HHQPOPMAIUIO, IepenaTh
coJiepaHue, OLIEHUTh ero, CPAaBHUTH C YK€ U3BECTHBIM paHee.

Aneopumm

1. [lepen uTeHreM CpPOrHO3UPYIITE M0 3aTOJIOBKY CO/IEpP)KaHKE TEKCTa.
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2. YuTaiiTe TEKCT C IOJIHBIM IIOHUMMAaHHUEM, T.C. CTapaﬁTeCB, KaK MOXHO TOYHEC IMOHATHh COACPKAHUC U
CMBICII YUTAaCMOTI'0. HpI/I 9TOM JoraaaTtbCsa O 3HA4YCHHHU CJIOB BaM IIOMOTI'YT:

- IIOHATOC COACPKAHNEC MOXKET IMOJICKa3aTh 3HAYCHNEC HE3HAKOMOI'O CJI0BA,

- CXO0ACTBO CJIOB CO CJIOBAMU POAHOIO A3bIKA,

- 3HaA4YCHUEC OJHOKOPCHHBIX CJIOB;

- Pa3I0KCHUE CIIOKHBIX CYIICCTBUTCIIBHBIX Ha COCTaBHBIC KOMITIOHCHTEI,

- HCII0JIb30BaHKE CII0BAp.

3. IlpoBepbTe, HACKOIBKO BBl XOPOIIO IOHSUIN COAEpAKAHUE M CMBICH TeKcTa. [y 3Toro HeoOXoaUMO:
- OTBETUTH Ha BOIMPOCHI K TEKCTY, TIO3BOJISIOIINE BBIIEIUTD JETalH;

- CaMOCTOSTEIHHO TOCTABUThH BOMIPOCHI K TEKCTY;

- COCTaBHUTb Pa3BEPHYTHIH IJIaH MPOYUTAHHOTO.

4. Jlns MOATOTOBKYU nepecka3a TeKCTa He0OXOJUMO:

- HAUTH B TEKCTE M BBHITHMCATh OCHOBHBIE KIIIOUEBBIE CIIOBA U BBIPAXXCHUA,

- COCTaBHTb MOCIIEAOBATEIBHOCTh (PAKTOB M COOBITHIA;

- U3NIOKHTH COJIEPKAHHME TEKCTA C ONOPOI Ha KITFOUEBBIE CII0BA M BBIPAKECHMSI.

5. Ans xapaxmepucmuxu Kakoro-muoo o0beKTa TeKCcTa He00X 0JMMO:

- OIpEeAeTUTh 00BEKT XapaKTEPUCTHKH;

- BBITIMCATH CJIOBA M BRIPAYKEHMS, OTHOCSIIIMECS K ONPEAEIIEMOMY 00BEKTY;
- OIIUCATh OOBEKT;

- BBICKA3aTh CBOE MHEHHE O HEM.

6. J1J11 IOATOTOBKH 6bICKA3bIEAHUS TI0 TIPOOJIEME TEKCTa CIICAyeT:
- OIpPEIEIUTh UCXOMHBIN TE3HUC;

- ONIpEIeTUTh OCHOBHOM MaTepual s apTyMEHTHPOBAHNUS,

- BBIIMCATh KIIOYEBHIC CJIOBA U CIOBOCOYCTAHUS;

- apryMEHTHPOBATh TE3HUC;

- TIPUBECTHU MIPUMEPHI.

7. Jns obcyscoenus npobaemvl TEKCTaA CIEIYET:
- BBIJCIMTD MPEAMET 00CYKICHHUS,;

- BBIICITUTH HH(GOPMAIIHIO O IPEAMETE;

- BBINTKCATh KIFOUEBBIC CIIOBA M CIIOBOCOUETAHYS,
- BBIPa3sWTh CBOE OTHOIICHUE K TIPEIMETY;

- apryMEHTHPOBATh CBOIO TOUKY 3PEHHI.

8. lnsa pegpepuposanus TekcTa HEOOXOTUMO:
- 3a()MKCHUPOBATH OCHOBHBIC OTTOPHBIE ITYHKTHI;
pacrpeaeanTh HHPOPMAIIHIO IO CTEIEHH Ba)KHOCTH.

9. JIns annomuposanus TEKCTa CIEYET:
3a(pMKCHPOBATh TEMY U IJIABHYIO MBICIb;
BBIPA3UTh CBOC OTHOIICHUE.

Pexomenaanuu no padore ¢ JuTeparypoii

Hpouecc HU3YyUYCHUA OUCHUIIIMHBI BKIOYACT B cebs aKTUBHOE HCIIOJIB30BAHHUE Ppa3iIMYHbIX THIIOB
clIoBapell U 3JIEKTPOHHBIX PECYPCOB.

W3 Bcex TUMIOB ciioBapel HanOonee HEOOXOAMMBIM IS M3YYarOIIUX MHOCTPAHHBIM SI3BIK SBIISCTCS
NI BYS3Bbl9HEB I NEPEBOJHON CIOBaph — aHTIIO-PYCCKUIl M pyccko-aHrmiickuil. HamGonee
MOJTHBIE, TOUHBIE: AHTIIO-pycckuil ciaoBaps noa pea. B. K. Miomnepa u Pyccko-anrnuiickuii cioBapb
non pen. A. W. Cmupaunkoro. MmeHHo Ha wx 0a3ze co3maH 3nekTpoHHBIH cinoBaps LINGVO
(ocHoBHoOI1). bonpIioit cnoBapps nomkeH BKIo4aTh He MeHee 80 000 cros.

Bropoii Tun ciaoBapeil — 3T0 OTpacieBble CI0Bapy, HAPUMEP SKOHOMUYECKUH, FOPUINYECKUH U T. II.
Wx snexkTpoHHBIe aHajmoru umerorca B nakere nporpaMM LINGVO u B 31eKTpOHHOM IepeBOIUHKE
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PROMT. CyriecTByIOT CreUaIN3UpPOBaHHBIC W3/IaHWS, HAPUMEpP, CIOBApPH COKpAICHUMU, CIIDHTA,
HOBBIX CJIOB U T. II.

Tperuid TUN — TOJKOBBIE «AHTJIO-AHTJIMICKUE» ClIoBapyu. MOXHO BBIACIUTH JIBA OCHOBHBIX MOJTHUIIA!
yueOHble ® SHUuKIonequueckue. KmepoiMoTHOcHTesi, Hampumep: Oxford Advanced Learner’s
Dictionary, koBropomytuiy - Collins English Dictionary.

Bce coBpeMeHHBIE clloBapy MMEIOT 3JIEKTPOHHbBIE BapraHThl. OHU CYIIECTBYIOT Kak B off-line Bepcusx
Ha KOMITAKT-JIUCKAX, TaK ¥ B pexxuMme online. Clieayer y4uThIBaTh, YTO JIEKTPOHHBIN MEpPEBOJT BCeraa
TpeOyeT 3HAYUTEIBHOIO PEIaKTHPOBAHHUSL.

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, comepkalMii MHOTO TIOJE3HBIX CChUIOK, B ToM umncie Ha cioBapu Oxford, Cambridge,
Webster’s, Macmillan, Encarta, Collins, Longman, camblii U3BeCTHBII aHTIHMKCKUI Te3aypyc Poxe
(Roget’s), ccbuIkM CTYIEHTOB, TeCThI on-line u T. 1.: http://www.polyglosso.com/links.htm

CaﬁT, B KOTOPOM OJHUM HAXaTHUEM KHOIIKHM MOYXHO IOJTYYUTH CTAaTbH Cpa3y U3 HECKOJIBKHUX ACCATKOB
clIoBapel U cpaBHUTH UX: http://www.onelook.com/

MHOrosI3pI4HbIE CIIOBAPH:

http://www.ets.ru/udict-r.htm

http://www.ets.ru/abbrdict-r.htm

http://www.yourdictionary.com/

http://wordreference.com/

DJIeKTPOHHBIC OUOINOTEKH ;

Camas kpymnHas B lHTepHeTe OecIuiaTHass MHOTOSI3bIUHAs OMOIMOTEKa Xy 10KEeCTBEHHOM JINTEPaTypPhl.
Colep KHUT TEKCTHI Ha aHTIMICKOM, HEMEIKOM, (PpaHIy3CKOM M MHOTHX JIPYTHX SI3bIKaX.
[Mononusiercs exxenneBHo: http://www.gutenberg.org/

Bubnmuoreka Makcuma MolikoBa — KpyIHEHIas pyccKos3bIuHas 3JeKTpoHHas oubnmoreka. Ecth
paszen «y4uM aHTJIMACKUI sS3b61Kk»: http://lib.ru

Pexomenaanuu no noAroToBKe K 3a4€Ty M IK3aMeHy

[Ipu momroroBke K chaade 3a4yéra M SK3aMeHa MO AMCHHILIMHE «VHOCTpaHHBIN S3BIK» HEOOXOIUMO
MTOBTOPUThH BECh MaTepHall yueOHOH AMCUHUILIMHBI, H3yYSHHBIN KaK B MPOIECCE ayAUTOPHBIX 3aHSATHUH,
TaK W CaMOCTOSTEIbHOW paboThl. [Ipu 3TOM clieayer omupaThCs Ha CIHUCOK TEM, BBIHECEHHBIX
npenojaBareneM K 3k3aMmeny. OueHb Ba)XKHO MOBTOPUTH TE3aypyc AUCHMIUIMHEL. [lepen sk3ameHoM
PEKOMEHYETCS MOCENIEHNE KOHCYJIbTAllUM MpenojaBarens sl NoJy4YeHUd METOJNYECKUX YKa3aHU
Y TIOMOIIIH C IEJIbI0 KAYeCTBEHHOI'0 YCBOCHUS MaTepHalia 1o HauboJee CI0XKHBIM TeMaM U BOIIpocam
y4eOHOM AMCIIUTIIMHBI.

Pa3bscHenns mo moBoay padoThsl € TECTOBOM CHCTEMOI Kypca
U 110 BBHINOJIHEHUIO JOMAIIHUX 3aaHUH

Tect npencrasisier coboii 3aady, coeprKallylo BOIPOC U YeThIpe BapuaHTa OTBETA, U3 KOTOPBIX
MpaBUJICH TOJIBKO OAWH. VIMEHHO ero CTyJeHT W JOJDKEH BhIOpaTh. Bpems, HeoOxommmoe mist
npoBefieHns TectupoBanusa — 0,5-2 MUHYTH Ha pelleHrne ofHoi 3amaun. Ilpu oTBere Ha Bompoc
CTY/IGHT yKa3bIBae€T HOMEp BOIpoca U OYKBY MPaBUIIBHOTO, IO €ro MHEHHIO, oTBeTa. Hampumep: «1.
A». Homepa BOIMpOCOB M OTBETH Ha HHUX YKa3bIBAIOTCS CBEPXY BHM3, NPH HEOOXOAMMOCTH B
HECKOJIBKO CTOJIOIIOB.

BHumatenbHO mpodnTaiTe Bee 3a1aHUs U ONpoOylTe HadaTh € caMbIX JierkuX. OJJHaKO uMenTe
B BHJy, YTO YaCTO B TECTOBBIX paboTax MO aHMIMHCKOMY SI3bIKY KaXKIO€ IMOCIEAyIolee 3aJaHue
SIBJIAETCS] TIPOJIOJKEHHEM TPEBbIAYIIEro U MO3TOMY HE CTOMT HAuMHATh C OTBETOB Ha BOIPOCHI K
TEKCTY, €CJIM CaM TEKCT BbI HE YUTAJIH.

Ecnu BhIomHEHHME TecTa MojApa3yMeBaeT HE TOJIBKO HAXOXKIEHHE MPAaBHIBHBIX OTBETOB, HO U
CaMOCTOATENbHOE HalHMCaHUe AaHTJIUICKUX CIOB M MPEIIOKEHUH, HEOOXOAMMO TIONb30BAaThCA
crmoBapéM. OTBeuasi Ha BOIPOCHI WJIM COYMHSISI COOCTBEHHBIN TEKCT HA aHTJIMHCKOM SI3bIKE, MUIIUTE
KOPOTKUMU MpeaoxeHussMu. Jlydine pa3ouTh OHO JIMHHOE MPEUIOKEHHE Ha 2 Wid 3 He OOJbIINX,
HO IPaMMaTHYECKH BEPHBIX, YEM 3aIyTaThCs B COTVIACOBAHUU BPEMEH B CIIOKHOM KOHCTPYKIUH.
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Pa3bsicHeHMsI 110 BbINOJHEHU IO JAOMAIIHUX SaI[aHl/lﬁ

Paznenute nomainiHee 3aJaHME Ha HECKOIBKO «IIOPLHUI» W paclpefenuTe HX IO JHSM;
€IMHOPA30BOE BBHIMIOJIHEHUE JJOMAIITHETO 3aJaHus Hed(PEKTHBHO.

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

3aTeM,

MPOaHAIM3UPOBAB BCE MPEIJIOKCHHBIE PEUEBhIC 00Pa3Ilbl U JIEKCHYCCKUE SAMHUIIBI, IPUCTYIIANTE
K BBITIOJIHEHHUIO TECTOBBIX SaI[aHHﬁ.
Hcnonp3yiiTe B mpoliecc€ NOATOTOBKM JIOMAIlHETO 3aJlaHusl CJOBapH,
CIIPaBOYHUKH U VIHTEpHET-peCypChl, YKa3aHHBIC B POTPaMME.

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

TpaMMaTUYCCKHEC

6.YueOHas quTepaTypa u pecypchl HHGPOPMALMOHHO-TEJIEKOMMYHUKAIMOHHOM 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,
2013
6.2. JlonomHUTENbHAS JIUTEPATypa
Ne ABTOpBHI, Haspanue N3narenscTBo, Komn. 3x3. B
COCTaBHTEIN roj oudnmorexe
1 | Arabeksu W.I1. AHTTTUACKUN S3bIK TS Pocros u//1: 15
TOCYJapCTBEHHBIX CITYKaIIUX ®ennkc, 2009. —
2 | Kymmoy K. Headwork Stories CII6: 20
N3parenscTBo
«ITutepy», 1999
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. Y4eOHo-MeToIu4ecKoe odecriedeHre CaMOCTOsTEIbHOM paboTh
Ne ABTOpBHI, Haspanue N3narenscTBo, Kom. 3x3. B
COCTaBHTEIIN 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.

CTYJICHTOB TI0 JUCITUTIIINHE
«THOCTpaHHBIN A3BIKY
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6.4. HopMaTuBHBIE IPaBOBBIE JOKYMEHTHI

1. TIlomoxxeHne 00 OpraHM3aldd  CaMOCTOSTEIBHOW  padOThl  CTYACHTOB  (pelepalibHOro
TOCYAapCTBEHHOTO OIOJKETHOrO 00pa30BaTENBHOrO YUYPEKICHHUS BBICIIETO O0Opa30BaHUs
«Poccuiickas akajeMuss HapOJHOI'O XO3SHCTBA M TOCYIapcTBeHHOW ciykObl npu [Ipesugente
Poccuiickoit ®eaepanun» (B pex. [Ipukaza PAHXul'C ot 11.05.2016 r. Ne 01-2211).

2. «llopsmok mpuMeHeHUsT OaJTbHO-PEHTHHIOBOW CHUCTEMbI OIEGHKH 3HAHWHA OOydYaromuxcs B
Boponexckom ¢unmane PAHXul'Cy», yrBepxkaeHHbIi npukazom oT 9 ceHtsaops 2016 roma Ne
114-228/1.

3. «llopsmox mpoBeAeHHA TEKYIIEro KOHTPOJS YCIEBAEMOCTH W MPOMEKYTOYHOM aTTecTaluu
CTyIeHTOB B BopoHexckoM ¢uinane ¢enepaibHOr0 T'OCYyIapCTBEHHOrO OHOJKETHOIO
oOpa3oBaTenbHOr0  yupexaeHus  «Poccuiickas  akageMuss HApOTHOI'O  XO3siCTBa U
rocyaapcTBeHHom ciyx0bl nipu [Ipesunente Poccuiickoit @eaeparuu» ot 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
ol0ecnieyenne U MHGpOPMAMOHHbIE CIPABOYHbIE CHCTEMbI

MarepuaibHO-TeXHUYECcKast 0a3a:

e aymutopun, ocHaménHbIe [IK ¢ moctymom B UHTEepHET
e CD-, DVD-npourpsiBatenb, TEIEBU30P
®  HaIJIAHBIC TOCOOMS, KApThI

[IporpamMmmuoeobecieueHme:

Microsoft Office 2007,2013
AdobeReader 10

Mozilla Firefox 3.5.5

Opera 12

Google Chrome

Microsoft Windows XP, 7, 8.1



