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K OCHOBHOU NPOgheccuonanbHoll 00pazoeamenbHoll npocpamme
no nanpasienuro noocomosku 38.03.01 Ixonomuka
HanpasieHHocmb (npoghunsv) « Mupoeas IKOHOMUKAY

Pabouas mporpaMma TUCHMIUIMHBI «/leloBasi KOMMYHHUKAIUS HA aHTJIMICKOM S3BIKE»
BXOAMT B COCTaB OCHOBHOM 0Opa30BaTEeIbHOW MpOrpaMMbl BBICIIETO OOpa30BaHUS IO
HarpaBieHuto moarotoBku 38.03.01. DkoHommuka, HampaBiieHHOCTh (nmpoduib) «MupoBas
SKOHOMHKA» M TIPeIHAa3HAYCHA JJI OOYJarOIIMXCs IO OYHOM, OYHO-3a09HOM M 3a09HOM (hopmMam

00y4eHus.

Ceenenus o0 aktyanuzauuu PT1J]

Ha y4eGnbrit rog

CocTtaB akTyalnn3amnuu

YT1BepxkaeHa
VY4eHBIM COBETOM

2021-2022 - [lepedyeHb OCHOBHOH UM JONOJIHUTEIBLHON IIporokon YuéHoro coBera
y4eOHOM TUTEepaTypHI; ot 08.07.2021 r., No 12
- OIICHOYHBIC MaTePUAITBI.

2022-2023 - [lepeueHb OCHOBHOM M JTOTIOTHUTEIBLHOMN [Tpotokon Yuénoro Coseta
y4eOHOU JTUTEPATYPHI; ot 26.01.2022 1., N0 6
- OIICHOYHBIC MaTEePHAJIBI.

2023-2024 - [lepeueHb OCHOBHOM M JTOTIOTHUTEIBLHOM [Tpotokon Yuénoro Coseta

y4eOHOU JTUTEPATYPHI;
- OIICHOYHBIC MaTEePHAJIBI.

or 27.04.2023 r., Ne 9

© MHCTUTYT MEXTyHAPOIHBIX SKOHOMUYECKUX CBs3eH, 2023.
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1. Heab u 327244 TUCUMIIMHBI (MOTYJIs1)

Heas nucuuniuHbl «/lenoBasgs KOMMYyHUKalWs HAa AHIJIMHCKOM SI3BIKE» - Pa3BUTh Yy
CTYJIEHTOB KOMMYHHMKATHBHYIO KOMIIETEHIIMIO, YPOBEHb KOTOPOW MO3BOJUT HCIOJIb30BaTh
AQHTTUUCKUN  sI3BIK B MPO(ECCHOHANBHON NIeATENhHOCTH, TOBBICHTH YpPOBEHBb BIaJICHUS
AHTJIMHACKUM SI3BIKOM, JIOCTUTHYTBHIM Ha TPEABIAYILIEM 3Tale, a TaKkKe 3aJ0KUTh OCHOBY MJISI
JTATBHEUIIET0 U3ydeHus TPOo(EeCCHOHATBLHOTO aCleKTa S3bIKA.

3agauyu TUCHUILINHBI:
JOCTHIXKCHUC HGOGXOI[I/IMOFO YPOBHA JIMHI'BUCTUYCCKHUX HABBIKOB — U3YyUCHUC U UCITOJIB30BAHUC
JIEKCUYECKUX M TpaMMaTHYECKHX €IUHUI] B 00beMe, KOTOPBIH HEOOXOAUM AJisi TBOPUYECKOU
NeSITeIbHOCTH B TPO(ECCUOHATIBHBIX Cepax U CUTyalHsX;
PasBUTUC JUCKYPCHUBHBIX HABBIKOB - YMCHHUA TMOCTPOCHUA TCIOCTHBIX, JIOTUYHBIX
BBICKA3bIBaHUN (IUCKYPCOB) pa3HBIX (YHKIMOHAIBHBIX CTUJIEH B YCTHOM M THUCHMEHHOMH
KOMMYHHKAIIUA Ha OCHOBC IIOHUMAaHUuA Pa3JINIHBIX BUI0OB HpO(beCCI/IOHa.HBHO-
OPUEHTUPOBAHHBIX TEKCTOB MIPH YTEHUH U ayIUPOBAHUH;
pa3BUTHE MPAKTUKH HCIHOJIb30BAaHUSl AHMJIMACKOTO SI3bIKa JUIS PEUICHUS CIEHUaTbHBIX
npodecCHOHATBHBIX 337a4 (MoA0Op JTUTEepaTypbl, YTEHHE COOTBETCTBYIOIIUX HCTOYHHUKOB,
MIPOCMOTP MPOTPAMM IO HHTEPECYIOMICH CTyIeHTa TPOOIeMaTHKE);
3aKperyIeHHe CTPATEernuecKoro HaBblKa — HaBbIKa MCIOJIb30BaTh BepOalibHbIE U HEBEpOaIbHbIE
CTPATCIUM AJIsI KOMIICHCAlluU HpO6€JIOB, CBA3aHHBIX C HEAOCTATOYHBIM BJIaACHUCM A3BIKOM,
NOBBIIIICHUE YPOBHS Y4eOHOH aBTOHOMUH, CIOCOOHOCTH K CaMOOOPa30BaHMUIO;
pa3BUTHE KOTHUTUBHBIX U UCCIIEOBATENLCKUX YMEHUM;
pacmiMpeHue Kpyrosopa ¢ TOBBIIIEHHE OOLIeH KyJIbTypbl: H3yYeHUE KYyJIbTYPHBIX
0cOOEHHOCTEH, HpaBOB, OOBYACB CTpPaH U3y4aeMOro s3blKa, OJTHUKH, BOCIHUTaHHE
TOJIEPAHTHOCTH U YBAXKEHUSI K TyXOBHBIM LIEHHOCTSM Pa3HbIX CTpaH U HAPOJIOB.

2. IlepeyeHb MJIAHUPYEMBIX Pe3yJbTATOB 00y4YeHHsI 0 U CHUILINHE (MOAYJII0),
COOTHECEHHBIX C IJIAHNPYEMbIMH Pe3yJIbTATAMHU 0CBOEHHS 00pa30BaTEIbHOI MPOrPaMMBbI

Kon
IlnanupyemMblie pe3yabTaTbl 00y4eHUs
koMmmnereH| CopaepkaHue KOMIETCHIIUH
10 JMCHUIIMHE
10100
1
CIOCOOHOCTH K 3Hath (4) — rpaMMaTH4ecKue rpasuia, GopMel 1
KOMMYHHKAIIMU B YCTHOU U KOHCTPYKIIHH, AHTJIOSI3BIYHBIC peueBbie
OK-4 | nuceMeHHO# popmax Ha CTPYKTYpbl M JEIOBYKD  TEPMHHOJOTHUIO,
PYCCKOM U MHOCTPaHHOM HE00X0IMMBbIE TUTSE OCYIIECTBIICHUS
SI3pIKaX JUIsl pEeIeHUs 3a1a4 poheCCHOHATBHOTO OOIIEHUS
MEXIJIMYHOCTHOTO U Ymers (4) — IJIOTMUYHO, apryMEHTHpPOBAaHO H
MEXKYJIbTYPHOTO KOPPEKTHO MOATOTOBUTH YCTHBIE M IUCHbMEHHBIE
B3aMMOJICHCTBUS BBICKa3bIBaHUSI Ha HHOCTPAHHOM SI3BIKE B
MEXJIMYHOCTHOM OOIIEHUH ¥ MEXKYJIbTYPHOM
B3aUMOJICHCTBUH
Brnagerp (4) — HaBbIKAMU HCIOJIb30BAHUS
MOHOJIOTHYECKOM W JUAJOTHYECKOM YCTHOM U
MIMCBMEHHOW PEUYH B CUTYALMSIX MEKINYHOCTHOIO
U MEXKYJIBTYPHOTO B3aHMOJEHCTBHS B Mpenaeax
M3Y4YEHHOTI'O S3bIKOBOTO MaTepHasa

! (4) — B ckobKax ykaszaH >Tan (GOPMUPOBAHHS KOMIETEHIIMH U3 TAGIHIE! B M.7.2. (37€Ch U Janee B TabIMIax)
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Kon

IlnanupyemMblie pe3yabTaTbl 00y4eHUs

IIUOHHBIN 0030p H/UIH
aHAJUTUYECKUH OTYET

kommneteH| CoaepikaHue KOMIETEHIIUH
Mo JUCHUNJIHHE

U
CIOCOOHOCTH, UCTIOJIb3YSI 3HaTh (4) — mpueMBbl cOOpa U aHAIKM3a TAHHBIX W3
OTEUYECTBCHHBIC U AHTJIOSI3BIYHBIX UICTOYHUKOB HH(OPMAIIHH
3apyOeIKHBIC HCTOYHUKHU YMery (4) — aHanM3UpoOBaTh JAHHBIE JUIS
uH(popMaInu, cooparsb MOJIrOTOBKM HMH(GOPMAIIMOHHOTO JIOKJIaja W\WJIH

TIK-7 HEOOXOIMMBIC TaHHBIC AQHAJTUTHYECKOT'O OTYETa HA MHOCTPAHHOM SI3BIKE
MPOaHATU3UPOBATE UX U Brnagetp (4) —  HaBBIKAMM  TOJATOTOBKH
MOATOTOBUTH MH(POPMa- WH(pOPMaIMOHHBIX 0030poB u/unu

AHAJIMTUYECKUX OTUETOB Ha aHTIIMHUCKOM SI3BIKE

3. MecTo nuCHUILIAHBI (MOYJIsI) B CTPYKTYype 00pa30BaTeIbHOM NPOrpaMMbl
BbICIIEr0 00Pa30BaAHUA
VYueOnas nucuuruimHa «JlenmoBas KOMMYHUKAMs Ha AHTJIMICKOM S3bIKE» BXOJUT B
BapUATHUBHYIO YacTh (AMCIHMIUIMHA 1O BHIOOPY CTYACHTOB) y4eOHOTO IjIaHa MO HaIpaBJICHUIO
noarotoBku 38.03.01 DxoHoMuka, npoduis «MHUpOBasi SIKOHOMHKA.
SI3bIKH NpenogaBaHus: PyCCKH, AHTJIMHCKHUM.

4. O0beM TUCHUNJIMHBI (MOAYJIs) B 3aUeTHBIX eIMHUIAX C YKA3aHUEM KOJIHYeCTBA
aKaJeMH4YeCKHX YaCOB, BbI/IeJICHHbIX HA KOHTAKTHYI0 padoTy 00y4arommuxcs ¢
npenojaasaresieM (Mo BUAaAM y4eOHbIX 3aHATHI) M HA CAMOCTOSITEJIbHYIO PadoTy
o0yuarwmuxcst

OO61mmast TpyA0EMKOCTh JUCIUILINHBI COCTaBIsAeT 12 3a4€THRIX eAnHMII, Bcero — 432 gaca.

Bup yue6Hoii padoThi Bcero 4acoB / 3a4€THBIX € IHHUII
ouHasi hopma 3a04Has 3a04Has
o0yJeHus dbopma dbopma
o0yueHHSI o0yueHHSI
KonrakTHasi pabora ¢ mnpenojgaBaTesieM 168 96 24
(Bcero)
B ToMm uncne:
3aHATHS JICKIMOHHOTO THUIIA 12
3aHATHS CEMUHAPCKOTO THTIA 168 96 8
Koncynbranuu 4
CamocrosiTejibHas padoTa 210 282 390
KoHTpoab 54 54 18
dopma KOHTPOIS DK3aMcH, OK3aMcH, OK3aMcH,
DK3aMeH DK3aMeH DK3aMeH
OO0mas Tpy10éMKOCTh 432 /12 432 /12 432 /12




5. Conepxxanue TMCHUIIMHBI (MOAYJIs), CTPYKTYPHMPOBaHHOE 10 TeMaM (pa3aesamM) ¢ yKa3aHHeM OTBeIeHHOr0 HaA HUX KOJIMYeCcTBa

aKaJeMH4YeCKNX YaCOB M BUJ0B y4eOHbIX 3aHATHI
Conep:kaHue TUCHHUILVIMHBI, CTPYKTYPHMPOBAHHOE 10 TeMaM (pa3aejiam)

HaunmeHnoBanue Tem
(pa3nesioB)

Conep:xanue Tem (pa3aesioB)

Business Correspondence
JenoBas nepenucka

Jlexcuka: DTHKET AETIOBOTO MUCHMA, (Ppa3bl-KIIHILIE, CTHIN MHChMa

TunoBsie BIpAKEHUS JE€TOBOM MTEPEIUCKHU.

JletanbHOE MOHUMaHHUE TEKCTa: (POPMyYIIIpBI-00pa3Lbl JETOBBIX TUCEM, KOHTPAKTOB

Odopmiienne mucem (3ampoc, IpeaIoKeHNe, PEKOMEHIaTeIbHOE, TapaHTUHHOE, KOMMEPUECKHE TTUChMA).
JenoBoe nucbmo:

- CocraBiieHue pe3toMe, 3al0THEHNE aHKEThI

- IOATOTOBKA MUCbMA-IPC3CHTALIUN KOMHaHI/II/I\HpOI[yKTa

Describing Graphs
Onucanue rpapukoB

Jlexcuka: TepmuHsbl B cepe onucanus rpaduKoB, IrIaroibl

UYrenue: Describing Graphs, Ups and Downs

I'pammatuka: [Topsgok cinoB B mpenioxeHuu. [Iopsaok ciioB B caMOCTOATEIBHOM IOBECTBOBATEILHOM MPEIIOKEHHUH.
HOpH,Z[OK CJIOB B BOIIPOCUTCIILHOM IMPCATIOKCHUH.

YcrHas pedb (MOTUIOrHIecKas):

-00Cy’XJIeHHE PAa3TUYHbIX BUI0B rpauKoB

YcTHas pedb (MOHOJIOTHYECKAs ):

- COCTaBIICHUE U ONKCaHUE rpaduka

[TuceMenHas peus:

- keiic KFC

Making things
[IpousBoacTBo

Jlexcuka: TepMUHBI B 00JaCTH MPOU3BOACTBEHHBIX (DOPMAIbLHOCTEH, HAJIIOTOB, IOPUINYECKHE CTATYChl KOMITAHUH, BUIbI
IIPOU3BOJICTB

I'pamMMmaTHKa: TUYHBIE, TPUTSKATENbHbBIE, YKAa3aTeIbHbIE MECTOUMEHUS.

Heonpenenennas gopma riaromnos. CioBooOpazoBaHue, 00bEKTHBIN MaIeK.

ITopsanok ciioB B peyioKeHUH. BonpocuTenbHble cioBa. APTHKIH.

KonnyecTBeHHBIE U TOPSAAKOBBIE YHCIUTEIbHBIE.

YcrHas pedb (MOTMIIOTHIecKas):

-IPEUMYILECTBA U HEOCTaTKA MacCOBOIO IPOM3BOJICTBA

YcrHas pedb (MOHOJIOTHYECKAs ):

-pucku UII




[InceMenHas peus:
- ketic Belt Up

Levels and areas of
management
VYpoBHU U chepsl
YyIIpaBJICHUS

Jlexcuka: TepMHHBI B cpepe yIpaBiIeHHs, YPOBHU MEHEKMEHTA, TPYI0BbIE 00s13aHHOCTH, HA3BaHUS M OTBETCTBEHHOCTH
OT/IEJIOB OPTaHU3ALUN

UYrenue: Levels of Management, Organization Chart

I'pammatuka: BpeMeHa akTMBHOTIO 3ajo0ra.

YcrHas pedb (MOTMIIOTHIecKas):

-00CyXJI€HHE TPYIOBBIX 003aHHOCTEN YIIPABIICHIIEB PA3HBIX YPOBHEN

YcrHas pedb (MOHOJIOTHYECKAs ):

- JOKJ1a/1 00 OTBETCTBEHHOCTSX OT/I€J1a KOMITAHUHU

[IuceMenHas peus:

- Kelc Success

Organizational structures
Opranu3anoHHbIE

CTPYKTYpPBI

Jlexcuka: TepMHUHBI B 00JIaCTH OpPraHU3alMOHHBIX 0COOEHHOCTEH OpraHu3alui, BUJbl CTPYKTYP, PECTPYKTYpHU3aLUs
Yrenue:Types of organizational structures, Restructurization

I'pammaruka: Ilopsanok COB B BOIPOCUTEIBLHOM IpeUIOKEHUU. 1IopsAIoK CIIOB B BOCKIMLATEIBHOM IIPEMAJIOKCHUU.
BpeMeHa ITIaCCUBHOTI'O 3aJji0ora.

YcrHas pedb (MOTMIIOTuIecKas):

- IPEUMYIIECTBA U HEAOCTATKU PA3JIMYHBIX OPraHU3ALMOHHBIX CTPYKTYP

YcrHas pedb (MOHOJIOTHYECKAs ):

-OIMCaHNEe CTPYKTYPHI KOMIIaHUU

[InceMenHas peus:

- keiic Wildberries

Management
MeHeKMEHT

Jlexcuka: TepMHUHBI B 00J1aCTH MEHEIKMEHTA, CTUJIM YIIPABICHUS, TUIIHI MEHEKEPOB
Urenne:What is management, The big three management styles

I'pammartnka: UHQUHUTHB 1 €ro KOHCTPYKIIUH.

YcTHas peds (MOTMIIOru4ecKas):

-00Cy»/IeHHE TUIIOB YIIPABIICHIIEB U UX Ka4eCTB

VYcTHas pedb (MOHOJIOTHYECKas ):

-OIMCAHUE CTUIICH YIIPABJICHUS

[TuceMenHas peus:

- keiic Peter Drucker

Leadership

Jlexcuka: TepMHHBI B 00JIaCTH JIMJIEPCTBA, JIHIEPCKUE KaUeCcTBa,
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JlupepcTBo u nunepckue
KauecTBa

UYrenue:Leadership qualities: what does it take, Business leader briefings
I'pammaruka: I'epyHauii, KOHCTPYKIIUU C TEPYHAUEM.

YcrHas pedb (MOTMIIOTHIecKas):

-00Cy»X/IeHHE TUIIOB YIIPABIICHIIEB U UX KaUECTB

YcrHas pedb (MOHOJIOTHYECKAs ):

-OINMCaHUE CTUJIEH yIpaBlieHUs

[IuceMenHas peus:

- keiic The new boss

Recruitment
[Ton6op nepconana,
PEKpYTHHT

Jlekcuka: TepMHUHBI B 00JacTH PEKPYTHUHTA, XEIXAHTUHT, €ro BUABI U METOJbI, peueBble CTPYKTYphl U OOOpOTHI Ha
cobeceI0BaHNH MIPU ITPHEME Ha padoTy

Yrenue:Methods of selection, A job interview, Headhunting

['pammatuka: YcinoBHble npeasioxkenus. CocnaraTeabHOE HAKJIOHEHHUE.

YcrHas pedb (MOTMIIOTHIecKas):

-METO/bl PEeKpyTHHTa, coOeceI0BaHuE

YcTHas pedb (MOHOJIOTHYECKAs ):

- keiic Orbit Records

IIncemenHas peus:

- HallMcaHue COOCTBEHHOTO pe3loMe

Marketing
MapkeTuHr

Jlexcuka: TCPMUHBLI B 06J'IaCTI/I MapKCTHUHTAa, UCCIICAOBAHUA PbIHKA, IICJICBLIC PBIHKH, CCTMCHTALUS PhIHKA
Urenue:

I'pammaTuka: CriocoObl BeIpaKeHUs OYIyIIET0, BpeMeHa aKTUBHOTO M MTACCHBHOTO 3aJI0Ta — TOBTOPEHHE.
YcrHas pedb (MOTUIOrHIecKas):

- o0cyxnenue 4 I1 mapkeTunra

VYcTHas pedb (MOHOJIOTHYECKas ):

- TOKJIaJl O METOJIaX UCCIIEIOBAHUS PhIHKA

[TuceMenHas peus:

- ketic Virgin Mobile




CTpyKTypa AUCHMILINHBI
Ounas ¢gopma 00y4eHus (B Hacax)

KonTakTHas padora
Ne HaumenoBanue TeM (pa3aeioB) 3ansaTus 3anaTus CPC Beero
/1 TUCIHUIIINHBI JIEKITHOHHOTO | CEMHHAPCKOT0
THIIA THIIA
1 | llenoBas nepemnucka - 22 24 46
2 | Onmcanue rpadukoB - 22 23 45
3 | [IpousBoacTBO - 22 23 45
4 | YpoBHH 1 cepbl ynpaBIeHUS - 22 23 45
5 | Opranu3anMoHHbIE CTPYKTYPBI - 22 23 45
6 | MenemKMeEHT - 22 23 45
7 | JlupepcTBO M IMIEPCKUE KAUeCTBa - 20 23 43
8 | [TombGop nmepconHana, peKpyTHHT - 20 23 43
9 | Mapketusr - 20 23 43
KonTpoJib: 4
Hroro: - 168 210 432
OuHo-3204Has popma o0yueHus (B yacax)
KonTakTHas paéora
Ne HaumeHoBaHue TeM (pa3aesioB) 3angaTus 3angaTus CPC | Beero
n/m AUCHUTLTUHBI JIEKIIHOHHOTO | CEMHHAPCKOI0
THIIA THIIA
1 | JenoBas nepenucka - 10 32 42
2 | Onucanue rpaduKoB - 10 32 42
3 | Ilpon3BoacTBO - 10 32 42
4 | YpoBHU u chepsl yripaBiIeHUs - 10 32 42
5 | Opranu3anMoHHbIE CTPYKTYPBI - 10 32 42
6 | MeHemKMEHT - 10 32 42
7 | JIumepcTBO M IMIEPCKHE Ka4ecTBa - 12 30 42
8 | lloxbop mepconana, peKpyTUHT - 12 30 42
9 | MapkeTuHr - 12 30 42
KoHnTpoJib: o4
Hroro: - 96 282 432
3aounas popma o0yueHnus (B yacax)
KonTakTHas padora
Ne HaumenoBanue TeM (pa3aeioB) 3anstust 3ansaTus CPC | Beero
/i AUCHUTLTUHBI JIEKIMOHHOT0 | CEMHHAPCKOI0
THIIA THIA
1 | ®opwmel Ou3HECA 2 2 42 46
2 | YpoBHHU U chephl yripaBieHUs 2 - 42 44
3 | OpraHu3anuoHHbIE CTPYKTYPbI 2 - 42 44
4 | MeHeIKMEHT 2 - 44 46
5 | JIumepcTBO M IMaEPCKUE KaueCcTBa 2 - 44 46




6 | [Toxbop mepcoHasa, peKpyTHHT 2 - 44 46
7 | MapkeTuHr - 2 44 46
8 | [IponBuxkeHune OpeH1a HA PHIHKE - 2 44 46
9 | BHemHsAsS TOProBis - 2 44 46
Koncynbranus - - - 4
KonTpous: 18
Hroro: 12 8 300 | 432

6. [lepevyeHb y4eOHO-METOAMYECKOT0 O0eceYeHust
JJISL CAMOCTOSITEJIbHOM PadoThl 00YYAIOIUXCS MO0 TUCHUILUIHHE (MOYJII0)

CamocrodrenbHas paboTa sIBJISI€TCSI OJHUM M3 OCHOBHBIX BUI0B yU4€OHOH A€ATENbHOCTH,
COCTaBHOM YacThIO y4eOHOI0 Mpoliecca U MMEET CBOEH I1eNbI0: TIy0OOKOe YCBOGHUE MaTepuana
JTUCLUIUIMHBIL, COBEPLICHCTBOBAHME M 3aKPEIUIEHUE HABBIKOB CAMOCTOSTENBHOW paboThl C
JUTEPATypoOi, PEKOMEHIOBAaHHOM IIPENOAABATEIIEM, YMECHME HAWTH HYXHBIM MaTepual |
CaMOCTOSITEJIBHO €r0  HCIOJIB30BAaTh, BOCIHUTAHME BBICOKOM TBOPYECKOM AKTUBHOCTH,
WHULHUATUBBL, IPUBBIYKM K IIOCTOSSHHOMY COBEPIICHCTBOBAHMIO CBOMX 3HAHMM, K
LEJICYCTPEMIICHHOMY Hay4YHOMY ITOUCKY.

Kontpons camocTosiTenbHOW pPabOTHI, SBISIETCS BaKHOM COCTABISIIOIIEH TEKYIIEro
KOHTPOJISI YCIIEBAEMOCTH, OCYHIECTBIIICTCS MPETNOAABaTENIEM BO BPEMs IIPAKTUYECKUX 3aHATHN U
o0ecreynBaeT OLIEHUBAHHUE XOa OCBOCHHSI N3Y4aeMOW AUCUUTUINHBL.

Bo3MoskHBIe TeMBI IPEe3EHTALMI:

1. The greatest success of entering a foreign market

2. The greatest success on a domestic market

3. Keys to successful management (based on an example of a certain company)
4, Ways to win customers

5. Internet advertising and buzz marketing

6. Peculiarities of Public Relations

7. Ethics in Business

8. Entrepreneurial Skills

0. Headhunting: what does it take?

10. Tips to be successful at job interviews

11. What makes a great manager

12. Cultural stereotypes in business: Russia (any country)
13. Efficient ways to motivate staff

14. Effective methods of market research

15. Product life cycle

16.  The marketing strategy of a company (the 4P’s)

17.  The promotional strategy of a company (promotional tools)
18.  The greatest flop on a domestic market

19.  The greatest flop on a foreign market

TpeOoBaHus K Mpe3eHTALIMHA:

9-15 crnaitnos B PowerPoint

[Inan npe3eHTanuu:

Berynenne (mouemy BeIOpaHa IaHHas TeMa Mpe3eHTanumn) (2 cnaiiia)
OcHOBHas 4acTh

3akmoueHue (BbIBObI) (2 ciaiina)

AN NI o
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3. Crnukep TPE3eHTYET CBOIO TeMy (OrpaHMYEHHUE 1O BPEMEHH — 5-7 MHUHYT) U
OTBCYACT HA BOIIPOCHI YYaCTHUKOB Ha AHTJIUICKOM S3BIKE.

PexoMeHnganmnu mo noaAroToBKe K Mpe3eHTanun

v Otanbl paboThl HAJT TPE3CHTALUEH

- IlpenBapurenbHas TOCTAHOBKA MPOOJIEMBI UITU BBIOOP TEMBI.

- BriaBmwkenne u 00CyXACHUE TUIIOTE3 PEIICHUSI OCHOBHOM MTPOOJIEMBI, HCCIICIOBAaHUE
KOTOPBIX MOXKET CIIOCOOCTBOBATH €€ PEIICHUIO B paMKaX HAMEUCHHON TEMATHKH;

- Ilouck u c60op Marepuana Jjisl peIeHUsI MPOOJIEMBbl U PACKPBITUS TEMBI;

- OxoHuaTeNbHas MOCTAHOBKA MPOOJIEMBI HIIA BEIOOD TEMBI;

- [Ilomck pemeHuss WM pacKphITHE TEMbl Ha OCHOBE aHalM3a W Kiaccuukamuu
cOoOpaHHOTO MaTepHaa,

- Ilpe3eHTanms u 3anuTa MPOEKTOB, MPEATIOararoias KOJUIEKTUBHOE 00CYKICHHE.

v [Ipe3enTarus AOMKHA COAEPKATH TAKUE IIEMEHTHI KaK:

- OTJIaBJICHHE;

- 1aTy MOCIIEIHEN PEBU3HH;

- nHpopmanuio 00 aBTOpax;

- CIIUCOK TIOJIE3HBIX KAYECTBEHHBIX CCHUIOK C TIOPOOHBIM UX OMHCAHUEM

Pacnpenesienne caMmocTosiTeIbHOM PadoThI 10 TEMaM M BUIAM

Bunsi, hopmMbl 1 00BEMBI CAMOCTOSATENIBHOM pabOTHI CTYACHTOB HPU M3YUYEHUH JaHHOU
JUCLUIUIMHBI ONIPEEIISIIOTCA €€ COEPKaHUEM U OTPaXXEHbI B Cleayolel Tabuuue:
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HaumenoBanue teMm

Buja camocrosiTe/ILHOM

0O0BbeM caMoCTOATENLHON

n/n (pa3nenoB) padoThbI padoThI
AUACHHILTAHBI OuHasl OYHO- 3a04Has
dbopma | 3ao0uHas dbopma
oOydeH | ¢opma | oOydeHH
us 00yueHu S
s
1 ®dopmbl Ou3HEca IToaroroBka K 24 32 42
AyAUTOPHBIM 3aHATHAM,
MOJIrOTOBKA JOKJIAJIOB,
HanucaHue pedeparon
2 | YpoBHu u chepbl [ToaroroBka k 23 32 42
yIIpaBJICHUSA ayAUTOPHBIM 3aHATHUAM,
MOJIrOTOBKA JOKJIAJIOB,
HanucaHue pedeparon
3 Opranu3anioHHbIC IToaroroBka K 23 32 42
CTPYKTYpPBI ayAUTOPHBIM 3aHATHUSAM,
MOJIrOTOBKA JOKJIAJIOB,
HanucaHue pedeparon
4 | MeHEKMEHT IToaroroBka K 23 32 44
AyJAUTOPHBIM 3aHATHAM,
MOJIrOTOBKA JOKJIAJIOB,
HanucaHue pedeparon
5 | JlumepcTBO M IUIEepCcKUe IToaroroBska K 23 32 44
KadecTBa AyAUTOPHBIM 3aHATHAM,
MOJITOTOBKA JOKJIAJIOB,
HanucaHue pedeparon
6 | [lombop nmepconana, [ToaroroBka K 23 32 44
PEKPYTHHT ayJUTOPHBIM 3aHSATHUSIM,
MOJTOTOBKA JJOKJIAJIOB,
Harnucanue pedepaTton
7 MapkeTusr IToaroroBka K 23 30 44
AyJAUTOPHBIM 3aHATHAM,
MOJIrOTOBKA JOKJIAJIOB,
HanucaHue pedeparon
8 [TponBmxeHue OpeHaa Ha IToaroroBka K 23 30 44

pPBIHKE

AyAUTOPHBIM 3aHATHAM,
HOATOTOBKA JOKJIA/IOB,
HanucaHue pedeparon
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9 | BHemHss TOPro.is ITonroroBka k 23 30 44
ayAUTOPHBIM 3aHATHSM,
MOJTrOTOBKA JOKJIAJI0B,
Harnucanue pedepaTon

HUTOI'O 210 282 390

7. OneHO4YHBIEe MaTePHAJIBI VIS TEKYIEro KOHTPOJIsl YCIIeBAeMOCTH U NPOBeIeHUs
NMPOMEKYTOYHOM aTTeCTANMHU 00y4ar0IMXCS N0 JUCHHUILIMHE (MOIYJII0)

7.1. OneHo4HbIe MaTepHAJIbI ISl TEKYILIEro KOHTPOJIsSI yCIeBaeMOCTH

Tekymnii KOHTPOJb YCIIEBAEMOCTH IO JUCLMUIUIMHE «J/lenoBas KOMMYHHUKalus Ha
AQHTTIMHCKOM SI3bIKE» MPOBOAMTCS B (OopMe KOHTPOJIBHBIX IEPEBOJOB, TECTOB, JHAJIOrOB,
MOArOTOBKHA MPE3EHTALMN, WHAWBUAYAIBHBIX OTBETOB HA BOIPOCHl, YCTHOTO OIpOCa,
MACbMEHHBIX 3aJJaHUN U T.J.

Tema 1: Business Correspondence

1. BarstnnTe Ha 910 mchbMO. HeKOTOpBIE €lI0Ba OTCYTCTBYIOT. 3aIIOJHUTE IPOOEIIBI
HEO0OXOAMMBIMH CJIOBAMHU WU (hpasaMu:

LANCER SALES LIMITED

Telex: 0675 eans Telephone: 143-3448
Fax: (015) 39673

Your Ref:

Our ......: SE/mj

19 Spt. 20...

Mr S.Holmes

Wadley Stationery Company

14 Garden Street

Liverpool

W.C.3 England

...... Mr S.Holmes

Please find ..... three (3) copies of the addresses of our branches.

Any questions should be ...... to this department.

SErwin

Sydney Erwin
Manager
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Export Department

2. MBI AyMacM, BBI COTJIACUTECH, UTO OTO INHMCHbMO HE COOTBCTCTBYCT ACJIOBOMY CTHUJIIO. PGH.II/ITG,
YTO MOXXHO MCIIPABUTH. HGDGHI/IIHI/ITC IITMCEMO CBOUMM CJIOBAMM.
Dear Mr Brown

What an unexpected pleasure to hear from you after all this time! We thought you must have
forgotten us since you placed your previous order with us two years ago.

May | take this opportunity of enclosing for your attention our new catalogue and price lists. One
of the things you’ll probably notice is that all the prices have gone up by 15% since your last order
but still, never mind, everyone else’s have gone up too — even yours | expect! Nevertheless, for
your current order, we shall be delighted to supply you at the old price, so you’re quite lucky.

Oh, and another thing, | nearly forgot: we’ve now got a fax machine, so you can contact us by fax
if you feel like it. The number is 998321, all right?

So, there we are, nice to be writing to you again.

Yours sincerely
A.Burke
Sales Director

3.I1oAroTOBETE MPE3CHTAIINIO BEIOPAHHOW BaMu KOMITAaHWHY, BKIIOYHB CICAYIOIINE ACTICKTHI:
Consider limited liability, its ability to raise capital, control of the company, continuity,
public reports.

4. Hanwuiure COIMPOBOAMTCIIBHOC TIMCHMO OT AHHBI HCHVE{D JJIA 3aKa3a B COOTBCTCTBHH C
HUHCTPYKIMUAMHU B MCEMOPAHAYME HHUXKC.

YACHT INTERNATIONAL

12 BVD SALVADOR F-13006 MARLEILLE

MEMO

To: Anne Lenoir Date: 25 September 20
From: Jacques Delmas

Please write a covering letter to accompany Order R497. Despatch details as follows:

Name of supplier: Mr H. Kjaer (Sales director)
Address: Dansk Industries, Kongens Nytorv 1, DK-1050 Kobenhavn K.
Consignment: navigational instruments

Please remind Dansk to pack the goods individually in 8 crates, numbered, with our logo. Tell
them to send the instruments air freight, c.i.f. Marseille, to reach us no later than 18 May.

Their invoice should show all individual costs and the 12% trade and 3% quantity discounts we
agreed on. Remind them to send this with the insurance certificate, and Air Waybill to The Bank
of Marseille, 153-6 avenue Charles de Gaulle, F-12019, Marseille, where we will hand over our
sight draft.
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Thank you.
Tema 2: Describing Graphs
1. Kakou rpad)m( NITIOCTPUPYET ABMKCHUEC, OITMCAHHOC B 3TUX IMMPCAJIOKCHUAX
The market is showing some signs of growth.
The market is extremely volatile.
The pound slipped back against the dollar.
The Swiss franc is staging a recovery.
The lira lost ground slightly.
There's been a dramatic downturn in the market.
There's been an upsurge of interest in gold.
The share price bottomed out at 115p.
Sugar peaked at $400 a tonne.
10. Profits will level off at around £ 1.1bn.
11. Sales hit an all-time low.
12. There hasn't been much movement in the price of tin.

W
R

2. BcTtaBbTe IIPONYIICHHBIC 3JICMCHTEI B CJICAYVIOIINX 3aJaHUAX
A. Complete the paragraph with these prepositions: of, to, by, at, under, from

©OoNO~WNE

At the end of April sales stood 1......... $150 million, having risen 2................... A previous
low point 3................. J V5] A $100 million. Over the next couple of months they
rose steadily to reach a peak 5............... $190 million. They then fell sharply 6........... $35
million towards the end of July, but crept up again in August 7............... $160 million.

B. Complete the paragraph with these prepositions: at, until, between, at, to, to, of

The machinery exports declined gradually 1 ............... 2006-2008. Betweeen 2008-2009,
however, exports of machinery rose continually. In 2007 they were 2 ....... 4000 million and in
2008 they had risen 3 ......... 550 million. They reached a peak 4 .....700 million in 2009. after
that, figures fell slightly 5 .......around 650 million in 2008 and leveled off 6....... that number 7
....... 2010

C. Fill in the gaps with a preposition where necessary. Choose from: at, between, by, from,
in, of, on, to, with.

1.Last year sales rose .... €7/m ...... €7,5m.

2.Last year there was an increase .... sales ..... 8%.

3.0ur market share now stands .... 28%.

4.0ne .... five (=one out of every five) of our products never makes a profit.

5.Unemployment figures have been relatively stable for some time, fluctuating .... 4.3% and 4.6%.
6.There hasn’t been much movement .... the unemployment figures for some time.
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7.Salesrose .... line ...... predictions.

8.From January 1% to now, sales have gone up ..... €0,5m. So that’s a year-....-date increase .....
8%.

3. HI/ITCD BI/IHFXBM, IIPE3NJACHT KOMIIAHUHU 110 ITPOU3BOACTBY OACKAbI, HAXOAUTCA HAa BCTPEUYC CO
CBOMM JUPCKTOPOM IO IIpoaaKaM H}KOHOM AMI/I)IOHOM " €1ro d)HHaHCOBBIM ANPEKTOPOM Kent
CuMMoHC. 3aBepInTe X pa3roBOp COOTBETCTBYIOIMMMH (hOpMAaMHU IJIAroJIOB B ckoOkax. Muorma
BO3MOXXHO HECKOJIBKO CHDHH(CHHﬁ.

Peter I'm glad you managed to make it today. I'd like to start by taking a look at the year's
sales and profit figures. First of all John, could you summarize the sales figures?

John Well, we had a good January - 5.2 million. January's a difficult month

because Sales alWays.........cccveviiereeie e ' (pesko  ymamm)  after
Christmas. In

February we launched the new children's line and it went very well. Total

SAIES ..ttt s (yBenuuunace) to almost 8 million, which
was nice. Unfortunately they then........................ % (pesko cumsnnmce) after the fire in the

main factory. But by the end of April We.........ccooeiiiii i 4

(Boccranosuthes) -10.2 million was the figure - and since then sales...................

(yBenmmumBathcest) Steadily month by month. The December figures aren't in yet, but it

[OOKS TIKE WE ...ttt e e nns ® (mocturmm) 15

million this month.

Peter Good. I've got a couple of questions, but I'll save them for later. Kate, sales
..(yBemuumucs), but has that meant higher profits?

Kate Yes |t has We re waiting for the final figures, but we already know that

overall, in the first three quarters of the year, profits.........................."(Bo3pociu) by 15%
compared to last year, from 960,000 to 1.1 million. In fact

since APril, Profits ... 8 (yBenmumsarorcs) every single
MONEN AN TNEY ..ot % (still mpomomxkaroT pacTh).

Peter What about next year?

Kate Well, as you know, next year we're going to centralize distribution, so
(0013 10 (ymamyt). Even if  sales.................. 1 (BBIPOBHSIIOTCS),
profits...................... ¥ (yayamarcs).

Tema 3: Making things

1. 3anoaHuTe HDOGGHBI HanOosee noAXOoJAINMMHU TCPMUHAMU U3 CITMCKA.

vital insure retailer prices placement

charge wholesaler price leader take place  channel of distribution

The most common is manufacturer — wholesaler
consumer. Distribution can, however, through slightly modified channels. For
example, products are sometimes sold directly by the or the

manufacturer, rather than by the retailer. Generally, wholesalers
lower than retailers and sell in larger quantities. Together, these channels of
distribution play a role in the element of marketing.

2. CKa)KI/ITe, BEPHEI JIM JJaHHBIC YTBEpKAcHU. McipaBhTe HEKOPPECKTHLIC:

1.Exporting is the most difficult way to enter a foreign market.
2.There are three types of exporting.
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3.In indirect exporting an agent receives a commission for sales made on behalf of the
principal.

4.Indirect exporting involves more risk than direct exporting.

5.The company has less control over the licensee than if it had set up its own production
facilities.

6.Foreign governments always make joint ownership a condition for entry.

7.By direct investment, the company lacks control over investment and marketing policies.

3. IlpounTaiTe TEKCT M HAIMUIIINTE €TI0 KPATKOS M3I0KEHHE:

New products flood the market daily. You can’t help but turn on late-night TV and be
confronted by one infomercial after another as you click through the channels.

America’s entrepreneurs are rolling out new ideas and new items.

Millions of dollars are spent yearly developing and launching new products. But did you
know that only one in 10 will prove successful? And even fewer will enjoy a long shelf life.

That’s the cold reality. But you can greatly enhance your chances for business success if
your “new and improved” product shares a series of 10 important qualities.

I’ve helped launch more than 500 products, but | too have suffered a few clunkers along
the way. Here is the proven checklist that I’ve developed during my 30 years as an entrepreneur
and investor.

Ask yourself these 10 questions before going public with your “revolutionary” or “must
have” product or service.

The 10 Questions

1. Does it have unique features? You can’t roll out the “same-old, same-old.” Your
product has got to have a cool new look that’ll make the consumer sit up and take notice.

2. Does it have mass appeal? In other words, is it something that will sell to the stay-
at-home mother of four as well as the seasoned fisherman?

3. Does it solve a problem? Think of something around the house that’s troublesome
and invent a solution. If your product doesn’t solve a problem, you’ve got a potential problem —
consumers aren’t as likely to buy it.

4, Is there a powerful offer with a supportive cost of goods? The time-tested pitch—
But wait, there’s more! — is a proven winner. The key is great value at the right price. In today’s
world, people immediately check the Internet for the same product at a cheaper price.

5. Can you easily explain how it works? There has to be an easy-to-understand
explanation of how and why your product works. Get your elevator pitch ready. If it takes a college
degree to understand the pitch, it’s too complicated. You only grab people for a couple of seconds
— 50 you have to tease, please and seize the consumer.

6. Is there a magical transformation or demo? Before-and-after spots — showing
easily noticeable differences — are powerful marketing tools.
7. Is it multifunctional? Think like your competitor. If you come out with a product

that has just one function, your competitor can steal your thunder — and your sales — with a similar
product that offers more functions.

8. Is it credible; are there testimonials? An “actual customer” promo is ten times
better than any “actor portrayal.” Real people offer real results. But you should also seek out
professional testimonials from industry associations, doctors and other “experts” in your industry
to further build your product’s credibility.

0. Are there proven results? Be prepared to back up your claims with unshakeable
success stories or scientific studies, including third-party clinical studies or reviews from product-
testing labs that support your claims.

10.  Canyou answer the questions the viewer is thinking? You must be prepared for any
and all questions that could arise over your product. Put yourself in the shoes of consumers, and
think of all the questions they could ask.
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If you answered YES to all 10 of these questions, you’ve got yourself a product that’s so
solid you won’t even need a celebrity endorser to make it fly off the shelves.

A final bit of advice on how you can roll out a product that will quickly become a winner:
It starts with a KISS, as in Keep It Simple, Salesman! Always remember the three-pronged
approach of “Tease, Please and Seize.”

Your product should be intuitive to use and extremely simple to understand. Let’s face it,
most of us are just too lazy to pore over the small print in a thick instructions manual.

Now that you’re ready to churn out the next memorable marketing campaign, make it easy
for people to learn more about your product. This can be done via free trials, downloads, product
videos, and demonstrations.

It can’t hurt to listen to this advice from a very smart man: “Strive not to be a success, but
rather to be of value.” If your product is indeed a value, you’ll have a far better chance of being a
success.

Make sure your product scores big on the “10 Qualities Of A Successful Product” checklist
and there’s a good chance it won’t land on the trash heap like the nine in 10 that fail to catch on
with consumers.

Tema 4: Levels and areas of management

1. JlomoaHuTe CASAYIOINUNA TSKCT TJ1arojiaMU IO CMBICITY:

appointed attacked combined defined constituted reviewed supervised
supported

Large British companies generally have a chairman of the board of directors
who oversees operations, and a managing director (MD) who is responsible for the
day-to-day running of the company. In smaller companies, the roles of chairman

and managing director are usually (1) .................... Americans tend to use
the term president rather than chairman, and chief executive officer (CEO)
instead of managing director. The CEO or MD is (2) ............. by various

executive officers or vice-presidents, each with clearly (3) ..................
authority and responsibility (production, marketing, finance, personnel, and so
on).

Top managers are (4) ...oovvvnveenn.... (and sometimes dismissed) by a
company's board of directors. They are (5)..................... and advised and
have their decisions and performance (6) ........ccccoce..e. by the board. The

directors of private companies were traditionally major shareholders, but this does
not apply to large public companies with wide share ownership. Such
companies should have boards (7) ..ccciiiieiiiieiieennenn, of experienced
people of integrity and with a record of performance in a related business and a
willingness to work to make the company successful. In reality, however,
companies often appoint people with connections that will impress the financial
and political milieu. Yet a board that does not demand high performance
and remove inadequate executives will probably eventually find itself (8)
............ and displaced by raiders.
2. OTBCTLTC INHUCHbMCHHO Ha CJICAVIOIINEC BOIIPOCHI:

1.What are the levels of management?

2.What are the common titles associated with top management?
3.What are the responsibilities of a top manager?

4.What are the common titles associated with middle management?
5.What are the middle managers responsible for?

6.What are the common titles associated with first-line management?
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7.Why is the position of a first-line manager an important one especially in a
company involved in manufacturing business?

8.Who is at the bottom (amxuss gacts) of the management levels?

9.Howv is their work rewarded?

10.What are the most common areas of management?

11.What is a financial manager responsible for?

12.What is an operations manager traditionally equated with and what are the
changes in recent years?

13.What is a marketing manager responsible for?

14.What are the main functions of a personnel manager?

15.What does an administrative manager coordinate?

3. HCDCBC,Z[I/ITG CJICAYIOIINEC NPCAJIOKCHN A, UCITOJb3VYS AKTUBHBIN CJIOBAPH 110 TEMC.

1.CymecTByeT TpU OCHOBHBIX YPOBHSI yHpaBlicHHs (MEHEIKMEHTA): BBICIITUH
MCHCIKMCHT, MCHCIKMCHT CcpeaHero 3BCHA 1 MCHCII?)KMCHT IICPBOI'O 3BCHA.

2.Briciine MEHEKephl HAIPaBISIIOT U KOHTPOJHUPYIOT OOIILYIO ASSITEIbHOCTh
OpraHM3allii, OHH OIPEHCISIIOT CTPATETHI0 U OCHOBHYIO ITOJIUTHUKY (PUPMBI.

3.BriciiuMHu MEHEDKEpaMH OpPTaHHW3aAIluU SIBIISTIOTCS (are) mpe3uieHT, BHIIE-
IpC3nACHT, TJIaBHBIM HCIIOJHUTECIBHBIN AUPCKTOP W YJICHBI COBCTa AUPCKTOPOB
(paBnieHUsN).

4. MeHeKep CpeIHETO 3BE€HA pean3yeT (OCYIIECTBIISIET) CTPATEri0 U OCHOBHYIO
IIOJIMTUKY, CIIyCKaeMble C  BEPXHEro YPOBHs OpraHU3alUuU.

5.CpenHuMHu  MEHEDKEpaMHM  OpraHU3alluM  SIBJISAIOTCA  PYKOBOJMUTEND
oapa3saeieHus, HadaJlbHUK OTAea, JUPEKTOP 3aBoJia U JUPEKTOP IIPOU3BOJICTBA.

6.MeHepkep MepBOro 3BEHa CIEAUT 34 JIEATEIIbHOCTBIO HEYIIPaBJIECHUYECKUX
CIIy>KallluX U KOOPIAUHHUPYET €€.

7.Menenmxepamu EPBOrO 3BEHA SIBJIAFOTCS HUHCIIEKTOP, MacTep,
PYKOBOIMTEND OTAEIA, PYKOBOINUTEIL IIPOEKTA.

8.MeHemxepsl ~ NEpBOrO  3BEHAa  pabdOTalOT  C HEyNpPaBJIEHYECKUMU
paboTHHUKaMH U PEIIAaIOT ITOBCETHEBHBIC MTPOOIEMBI.

9.HeynpaBieHueckue paOOTHUKH MPEJACTABISIIOT OCHOBHYIO pabodyio CHILy
OpraHu3anuu.

10.CambiMu  OOBIYHBIMH  cpepaMu  yIpaBJICHUS  SBISIOTCS  (UHAHCHI,
IIPOU3BOJICTBEHHEIE omnepaiuu, MapKETHUHT, JIOICKUE pecypcel u
aJIMHUHHUCTpPHUPOBAHHUE.

11.3aBemyromuii buHaHCamMu (finance manager) MPEKIC BCETO
OoTBeYaeT 3a (UHAHCOBBIEC PECYPChl OPraHU3aIlNH,

12 TpaauIIHOHHO JIUPEKTOP IMPOU3BOJICTBA (operations manager)
accoruupyetcs (is equated) ¢ mpou3BOACTBOM TOBApOB.
13.0OgHaKko0 B IIOCJIETHUE T'ObI yIpaBJI€HUE MPOU3BOJICTBOM

OTHOCUTCSI K TIPOU3BOJACTBY TOBApPOB U yCITYT.

14. Yopaensromuii  mapketuarom  (marketing  manager)  orBeTcTBeHEH
3a o0OMeH TmpoAyKIued MexXIy oOpraHuizanmueiddi ©u €€  MOCTOSHHBIMH
nokymnareasiMu (CUStOMErs) uin KJIIMeHTaMHM.

15.YopaBasrouuii  JIOJACKUMHA  pecypcamu  3aHumaercs  (charges in)
HaiiMOM, OOYYECHHUEM U OIICHKOM JIEITEIbHOCTH PAOOTHHUKOB.

16.A nMyUHHCTpaTUBHBIN PYKOBOIUTEID OCYILIECTBJISIET obree
aIMUHUCTPAaTUBHOE PYKOBOJACTBO W OH HE CBsI3aH C KakKoW-nubo
KOHKPETHOU (PYyHKIIMOHAIBLHOM cepoil.

4. 3anoaHUTE TPOOEITBI MOIXOSIIUM CIIOBOM HIIH CIIOBOCOYETAHUEM.

1.Each organization can be represented as a three-story structure or
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2.There are three general levels of management: top managers, managers and

managers.

3.A top manager .............cooeeieinennen @nd e, the overall
functions of the organization.

4Top managers also ... the firm's strategy and define its
0T o ]

D Amlddle manager the strategy and major polices
handed down from the top level of the organization.

6.Middle managers.................. tactical plans, policies, and standard
operating procedures.

ettt E e R et he e R ettt e nhe e et e e ahe e e te e e e nes They also
coordinate and SUPErvise the.......iieeee e, of first-line
managers.

S OSSPSR A first-line manager
IS @ MANAJET WHO ..ot and supervises the
activities of operating employees.

9. First-line managers spend most of their time working with ..................
answering questions, and . . veieirnee....... day-to-day problems.

1. Operating employees are .......... and non-qualified persons

working for the organization, they represent the work force of the
organization.

Tema 5: Organizational structures

1. JOonoIHUTE MPEAT0KEHNS CIOBAMHU M3 aKTHBHOT'O BOKa6VJISIDaZ

1.According to Theory X, employers have to threaten workers because ...

2.According to Theory Y, employers should give their workers responsibilities because ...
3.Maslow criticized Theory Y because ...

4.Maslow argued that even though they might want to be given responsibilities at work ...
5.Herzberg suggested that good labour relations and working conditions ....

6.According to Herzberg, the kind of things that motivate ....

7.The theory of job enrichment states that ...

8.Management by objectives means ...

2. IluceMeHHO HDOKOMMCHTI/IDVﬁTC CICAYIOIMNEC YTBEPKACHHU A

1.An effective organizational structure is not an easy managerial task.

2.Sometimes a hierarchical structure turns out to be a bureaucratic set-up.

3.Double subordination/reporting to several people in the matrix organizational structure
often leads to confusion.

4.Healthy competition between divisions could improve the overall performance of the
organization.

5.Local managers often conflict with senior management as they see their authority being
undermined.

6.In an organization by function departments pursue their own objectives rather than those
of the whole company.

7.The matrix is essentially a temporary structure established as a means of carrying out a
particular task.

8.Duplication of functions in different departments is not cost effective.

9.Restructuringis one of the most traumatic and difficult things a business can do.

20



10.Some levels of management are not necessary.

3. IlpoynTaiiTe TEKCT U MUCbMEHHO OTBETHTE HA BOIPOCHI:

1. What qualities of high performers are mentioned in the article?
2. What are the problems of losing high performers?

3. Which motivating factors are mentioned in the article?

MOTIVATING HIGH-CALIBRE STAFF
By Michael Douglas

An organization’s capacity to identify, attract and retain high-quality, high-performing
people who can develop winning strategies has become decisive in ensuring competitive
advantages.

High performers are easier to define than to find. They are people with apparently limitless
energy and enthusiasm, qualities that shine through even on their bad days. They are full of ideas
and get thing done quickly and effectively. They inspire others not just by pop talks but also
through the sheer force of their example. Such people can push their organizations to greater and
greater heights.

The problem is that people of this quality are very attractive to rival companies and are
likely to be headhunted. The financial impact of such people leaving is great and includes the costs
of expensive training and lost productivity and inspiration.

However, not all high performers are stolen, some are lost. High performers generally leave
because organizations do not know how to keep them. Too many employers are blind or indifferent
to the agenda of would be high performers especially those who are young.

Organizations should consider how such people are likely to regard important motivating
factors.

Money remains an important motivator but organizations should not imagine that it is the
only one that matters. In practice, high performers tend to take for granted that they will get a good
financial package. They seek motivation from other sources.

Empowerment is a particularly important motivating force for new talent. A high performer
will seek to feel that he or she ‘owns’ a project in a creative sense. Wise employers offer this
opportunity.

The challenge of the job is another essential motivator for high performers. Such people
easily become demotivated if they sense that their organization has little or no real sense of where
it is going.

A platform for self-development should be provided. High performers are very keen to
develop their skills and their curriculum vitae. Offering time for regeneration is another crucial
way for organizations to retain high performers. Work needs to be varied and time should be
available for creative thinking and mastering new skills. The provision of a coach or mentor signals
that the organization has a commitment to fast-tracking an individual’s development.

Individuals do well in an environment where they can depend on good administrative
support. They will not want to feel that the success they are winning for the organization is lost
because of the inefficiency of others or by weaknesses in support areas.

Above all, high performers — especially if they are young — want to feel that the
organization they work for regards them as special. If they find that it is not interested in them as
people but only as high-performing commodities, it will hardly be surprising if their loyalty is
minimal. On the other hand, if an organization does invest in its people, it is much more likely
to win loyalty from them and to create a community of talent and high performance that will worry
competitors.

Tema 6: Management

21



1. OTBETETE NUCEMEHHO HA CIEIYIONNE BOOPOCHL:

1. What is management? Is it an art or a science? An instinct or a set of skills and
techniques that can be taught or is it a mixture of innate qualities and learnable skills?
2. Do you know these business leaders: Jack Welch, Steve Jobs, Carlos Ghosn? What

do you know about them? Which business leaders do you admire for their managerial skills? What
are these skills?
3. What do you think makes a good manager? Which four of the following qualities
do you think are the most important for a manager?
e Being decisive: able to make quick decisions
e Being efficient: doing things quickly, not leaving tasks unfinished, having a tidy desk
and so on
e Being friendly and sociable
e Being able to communicate with people
e Being logical, rational, analytical
e Being able to motivate, inspire and lead people
e Being authoritative: able to give orders
e Being competent: knowing one’s job perfectly, as well as the work of one’s
subordinates
e Being persuasive: able to convince people to do things
e Having innovative ideas
Are there any qualities that you think should be added to this list? (being responsible,
diplomatic...)
4. Which of these qualities can be acquired? Which must you be born with?

2. TlonbGepure K BuIpakeHUsIM 13 nepBoro croyiorka (1 — 10) coOTBETCTBYIOLINE OMPENSIIEHUS

(a—j):

1. account manager a. a manager involved with business activities of a

company, especially dealing with customers,

rather than with other activities

2. assistant manager b. a manager who is directly in charge of producing

goods or providing services, and who works most

closely with ordinary employees

3. branch manager c. someone who helps another manager, does their
work when they are not there, etc

4. brand manager d. a manager who is in charge of a particular
factory

5. commercial manager e. an investment manager with a group of different

types of investments, who tries to balance

the risks and profits of each in relation to the rest

6. floor manager f. someone who deals with a particular client or

group of clients, especially in a bank

7. fund manager g. someone whose job is to manage a department

or floor in a large store
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8. line manager h. someone in charge of a particular branch of

a bank, shop in a chain of shops

9. plant manager i. someone in a company responsible for developing
and selling one particular brand of product
10. portfolio manager J. someone whose job is to manage a particular type

of investment for a financial institution or its clients

Brecute cBOM OTBETHI B TAOIUITY.

[1]2]3]4]5]6]7]8]9]10]

3. IlpounTaiiTe M YCTHO IIEPEBEINTE HA DPYCCKUU SI3BIK BECh TeKCT. Halanrte B TEKCTE
CIIEVIOIIME CJIOBA Y BEIpaKeHUs. BHECUTE CBOM OTBETHI B TA0IHUILY:

IPONU3BOAUTC]IIb
OBITH OTBETCTBEHHBIM 3a

JOJDKHOCTD

BBITYCKHHUK
CTHJIb PYKOBOJICTBA
CaMOCTOSITEJIbHOCTb

OTBECTCTBCHHOCTH
Pegasus Footwear was an international manufacturer, well known throughout the world for its
product design. Products were designed at company headquarters in the United States, and
Pegasus used an extensive system of contract manufacturing to produce a variety of mostly athletic
shoes sold throughout the world.

Charles Clark, or C.C., was the regional manager in charge of Pegasus operations in Southeast
Asia. Clark, a British citizen, was responsible for manufacturing and marketing in the entire
region. C.C. had been with Pegasus for 10 years and was recently promoted to his present position.
The position was seen as a very important one, since most of the contract manufacturing for
Pegasus occurred in this region of the world. C.C. was a graduate of Oxford University and began
work at corporate headquarters in Los Angeles shortly after receiving his M.B.A. from Stanford.
His management style was often described as visionary; however, some of the local managers felt
that C.C. possessed a somewhat condescending attitude toward employees from less-developed
countries.

C.C. and his team in Southeast Asia were considered very successful by top management back at
corporate headquarters. As a result, C.C. earned an unusual degree of autonomy for his group.
C.C. oversaw the manufacturing operations in the region (which employed over 1,000 people) and
was primarily responsible for the marketing of products that were manufactured in the region.
Most of the products, however, were sold in the United States and Europe, and responsibility for
marketing in these regions was held by the respective regional managers. All product design was
created in the Los Angeles office.

4. Ipocaymaiire Teker «A University Degree»

Ccpuika s npociymmBanus: http://www.esl-lab.com/universitydegree/universitydegreerdl.htm

|. BoiOepuTe npaBu/IbHBIN BAPDHAHT 0TBeTa. BHecuTe cBOM O0TBeThI B Ta0/IMIy.
1. What will happen if the woman doesn't pay her tuition by the due date?

© A she'll have to pay a significant late fee.
© B.Shel be required to register again for school.
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> C. She'll need to wait a semester to take classes.

2. What is the woman planning to take with her to school from home?

© A some food
© B.warm clothing
© C.her game system

3. Based on her major, where will she most likely work?
© A atabank

© B. for a school
© C.inanational park

4. The father suggests a specific major based on the possibility of

“ A earning a decent living
© B, traveling to different countries
© c moving up in the company

5. The man is surprised by the fact that his daughter

{

A. already has a part-time job at schoo
© B.hasearned a scholarship for the first year

" C.isinvolved in a serious relationship
[1 [ 2 |3 [ 4 E

Tema 7: Leadership

1. OTBETHETE MUCEMEHHO HA CJIEIYIONIINE BOIPOCHL:

1.How do we choose a job?
2.What factors affect our choice?
3.What functions does our job perform in our lives?
4.What are the main stages in a person’s career?
5.What two questions should a young person ask himself before taking a job?
6.What should a person know before planning a career?
7.When can people explore their abilities?
8.What did you want to be when you were a child?
9.Have you had any part-time jobs?
10.What jobs did you eliminate before making your choice?
11.What are the six categories of people according to their occupational orientation ?
12.Describe each of these categories: personality orientations and the types of jobs.
13.What type of people do you belong to?
14.What are you good at?
15.Did you think about your personality orientations when choosing your profession?
16.What do you want to be?
17.When did you make your choice?
18.Has anybody influenced your choice?
19.Why do you want to become an economist?
20.What qualities must you possess to become an economist?
21.What subjects are you interested in?
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22.What are your special interests including hobbies and leisure activities?

23.Where are you going to work after graduating from the Institute?

24.What professions will have good job opportunities in future?

25.Do you want to become self-employed?

26.Do you regard languages as a bonus?

27.In what careers can languages be a tremendous advantage?

28.How can you use English in your future job?

29.«What you do is more important than who you are». Do you agree with these words?

2.3a10JIHUTE CIEAVIOLINE OPEI0KEHUS CIIOBAMU U3 TAOJIULIBL:

achieved Dboard of directors communicate innovations manageable performance
resources setting supervise

1.Managers have to decide how best to allocate the human, physical and capital .....................
available to them.
2.Managers — logically — have to make sure that the jobs and tasks given to their subordinates are

3.Thereisnopointin....................ceeeevn....... Objectives if you don’t ..o enn s
them to your staff.
4.Managers have to ........coovvve i iiiiiieiene, their subordinates, and to measure, and try to

improve, their ...,

5.Managers have to check whether objectlves and targetsare being ..........ccooiiiiiin e,
6.A top manager whose performance is unsatisfactory can be dismissed by the company S
7.Top managers are responS|bIe forthe ... that will allow a company
to adapt to a changing world.

3. [TepeBeauTe TEKCT, UCIOIB3YS CACAYIOIINE CAOBOCOYCTAHUS U (HPa3bl:

To set objectives, to set short-term goals, some skills are learnable, some abilities are innate, to
have innovative ideas, to have a clear vision of where the company is going to move forward, to
be a good strategist, to formulate clear ambitions, but achievable goals, to communicate objectives
to smb, to attain objectives, to encourage, motivate and inspire, to get the best out of employees,
to measure the performance, to show recognition, to learn from mistakes, to benefit from mistakes,
to acquire new skills

Urto Takoe xopouii MeHemxep? OQHU M0NaraiT, YTO XOPOIIUI MEHEKEP — ITO CTPATET, APYrUe
CUUTAIOT, YTO XOPOILINA MEHEKEp — ITO YEJOBEK, CIOCOOHBIH MBICIUTh KpeaTHBHO (@ creative
thinker with lots of...), umeromuii MHOKeCTBO WHHOBAIMOHHBIX HMJI€H, TPEThU TYyMAIOT, YTO
XOPOILIUM MEHEIKEP — ATO JHUAEP, CNOCOOHBIM BIOXHOBJISITH M BeCcTH 3a codoi. HasepHoe,
XOPOIINI MEHEIKEP ITO U MBICIIMTENb, U JIUJEP, U CTPATEr, U HacTaBHUK (& mentor). HekoTopsie
HABBIKH MO’KHO IIPHOOPECTH, HO €CTh KA4ecTBa, C KOTOPbIMH HYKHO POAUTHCSH, YTOOBI CTATh
XOPOIIMM MEHEKEPOM. XOpOIIHii MeHeKep xapu3MaTtuueH (Charismatic), nuaamuden (driven),
OH B/IOXHOBJISIET, MOTHBHPYET, MOOIIPSIET, OH ONTUMHUCT, OH yBJICUYeH CBoeii paboToii to be
engaged by what he does), on mro6uTt sroiei, Tak Kak paboTa MeHeKepa u coctouT B ToM (being
a manager means...) 9ToObl yIPABJISATH JIFOAbMH.

Menemkep onmpeaessieT CTpPaTerio, CTABUT LeJH W 3aJa4vd. XOpOLIMN MEHEIKEp BCeraa
CTABUT BBINOJHUMBIC LeJH W 3agauyM. MeHeqkep Bcerna BUAUT HACTOSIIEE, HO XOPOIIWMN
MEHE/KEP, CTaBsl KPATKOCPOYHbIE 1eJIM, BCETa OPUSHTHPOBAH Ha OyayIiee, Ha IEPCIIEKTHUBY.
Xopowuii MEHEKEP YeTKO BUAUT, B KAKOM HAINPABJICHHUH JABUKETCH KOMIIAHUS.

MeHnemxep JOBOAUT 1eJH U 3a1a4M 10 CBeJAeHUs MOJYNHEHHBIX, XOPOUIUN MEHEIKEP YeTKO
(opmynupys 3anaum, oObACHSET, IOYEMY OH CTABUT 3TH 3a1a4H.
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Menemxep opraausyeTr pabouuil mporecc, onpeaessas Kakyro padoTy U KTO U3 MOJYMHEHHBIX €€
BBITIOJIHSICT. XOPOIIMH MEHEeKep He TNpocTo pacmpenenser ponu (to assign roles and
responsibilities), o 3maer, kro Ha uro cmocoben (What each employee is capable of). Kro-to
xopomo pabotaer B aBpaibHOM pexkume (1o work under pressure of deadlines), kTo-to xopomio
BeimostHseT ( t0 be good at...) ananutndeckyio padboTy. Xopomiuii MCHeKEP BUANT MOTEHIIHAI
KaXJI0T0 COTPYJHHUKA, U TIOHUMAET, KaKyto paboTy OH BBIIIOJHHT JIy4Ile, TPOTYKTUBHEE.
MeHemKkep CTaBUT 3a/1a494, U CJIEUT 32 MX BbINIOJHEHHEM. XOPOILIUi MEHEIHKEP BAOXHOBJISAET
U MOTHBHMPYeET NOTYMHEHHBIX, [TOOMIPSS BHIMOJHUTH PA0OTy KaK MOXKHO JIydllle, BLITACKHBast
U3 KaKI0r0 COTPYAHUKA MAKCUMYM TOI'0, HO YTO OH CIIOCO0EH.

MeHemKep OlleHuBaeT paboTy MOTYMHEHHBIX, XOPOUIHH MeHeKep... (JO oNn)

4. ITpounTaiiTe TEKCT O JIUJIEPCKUX KAUYE€CTBAX U BHIOJIHUTE 3a1aHUS [TOCIIE TECTa:

Leadership is needed at all levels in an organization. It is likely, however, that the
leadership qualities required by a supervisor or manager are not the same as those required by the
chief executive of a company. It is, therefore, difficult to define leadership satisfactorily.

A typical definition is that the leader “provides direction and influences others to achieve
common goals.” This is true in the case of supervisors and managers, but is it a good definition of
the leader of an organization? A chief executive must indeed give “direction’ but he must do much
more than that. He has to create ‘a sense of excitement’ in the organization, and convince staff that
he knows where the business is going. In addition he must be a focus for their aspirations. As Peter
Drucker, the American writer, says, ‘Leadership is the lifting of a man’s vision to higher sights,
the raising of a man’s performance to a higher standard, the building of a man’s personality
beyond its normal limitations.’

An important analysis of leadership has been made by Fred Fielder, Professor of
Psychology and Management at the University of Washington. For over twenty years, he has
carried out research into effective leadership in a number of organizations — businesses,
government agencies and voluntary associations. Fielder observed how leaders behaved, and he
has identified two basic leadership styles.

Task-motivated leaders ‘“tell people what to do and how to do it.” Such leaders get their
satisfaction from completing the task and knowing they have done it well. They run a ‘tight ship’,
give clear orders and expect clear directives from their superiors. This does not mean that they
show no concern for other people. But their priority is getting the job done.

Relationship-motivated leaders are more people-oriented. They get their satisfaction from
having a good relationship with other workers. They want to be admired and liked by their
subordinates. Such leaders will share responsibility with group members by encouraging
subordinates to participate in decisions and make suggestions.

Throughout his work, Fred Fiedler emphasized that both styles of leadership could be
effective in appropriate situations. There was no best style for all situations. Effective leadership
depended on matching the leader to the task and the situation.

In a book called The Winning Streak, the authors studied leadership in some top British
companies. The managers of those companies believed that effective leadership was a crucial
factor in their organizations’ success.

The authors were able to identify some characteristics of the chairmen and chief executives
of the companies, which made them good leaders: firstly, the leaders were visible’. They did not
hide away in some ivory tower at Head Office. Instead, they made regular visits to plants and sites,
toured round their companies and talked to employees. Leaders made their presence felt. There are
some fascinating examples of this practice. Sir Hector Laing, Chairman of United Biscuits, travels
around his company with a jug of orange juice. He uses this to show employees how the company
profits are divided up between employees, reinvestment, dividends, tax etc. Lord Sieff, Chairman
of Marks and Spencer until 1984, kept close contact with his staff. Once, when there had been
heavy snowfalls, he drove from London to Chatham — a long way — from just to thank sales
assistants for turning up in spite of the weather. Lord Sieff had the habit of making telephone calls
every Saturday, at about 5 p.m. to a few stores, chosen at random. He wanted to know how the
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day’s trading had gone. No doubt, by doing this, he kept the staff on their toes. And he showed
them that the Chairman had not forgotten them!

Another example of being “visible’ is provided by Brian Nelson, group Managing Director
of Bulmer, the cider-making firm. Every six months, he goes out in a lorry which delivers cider,
and works as the lorry driver’s mate. This gives him the opportunity to learn about the delivery
service, and to talk frankly to employees about problems.

Besides being visible, the leaders of these top companies provided a “clear mission’. In
other words, they knew where the organization was going and persuaded staff to follow them.
Sometimes, they spelled out the mission in a written statement. For example, Saatchi and Saatchi,
the advertising group, include a statement of their principles in all annual reports. The statement
says that Saatchi and Saatchi must be “sharp in the definition of their long-term objectives.” And
the documents also cover matters like employees, clients, creativity, market position and
profitability.

Finally, successful organizations have clear values. And it is the job of the leader to show
what they are. As Douglas Strachan, Managing Director of Allied Lyons Beer Divisions, says,
“You have to keep telling people your values. If you repeat it often enough, it does go down the
line.” Thus, the leader is not only someone who ‘lifts a man’. He/She must also protect and promote
the organization’s values.

Understanding the main points:

1. Complete the following sentences:

1. According to Fiedler the most important aim of a task-motivated leader is ...........

2. On the other hand, a relationship-motivated leader’s main concern is ...

3. Fiedler does not think that one style of leadership is necessarily better than the other because
2. The authors of The Winning Streak have identified the main characteristics of the leadership
styles of effective company chairmen and chief executives.

According to the article what are the three qualities characterizing a good leader:

3. Add three others you find essential:

1.

2.

Over to you: Do you think there is a difference between a manager and a leader
Tema 8: Recruitment

1. BcraBpTe ci10Ba U3 TaOIUIIBI B IPEI0KEHIMS HIKE:

Applicants, candidate, career, employment agencies, headhunt, headhunters, headhunting, hire
(n), hire(v), hiring, qualities, recruit, recruiters, recruitment, recruitment agencies

The process of finding people for particular jobs is 1 or, especially in
American English, 2 . Someone who has been recruited is a
3 or, in American English, a 4 . A company may
recruit employees directly or use outside 5 , 6

or 7 . Outside specialists called 8

may be called on to 9 people for very important jobs, persuading them

to leave the organizations they already work for. This process is called
10

Headhunters, or executive search firms, specialize in finding the right person for the right job.
When a company wishes to 11 a person for an important position, it may use
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the services of such a firm, specifying the skills and 12 which it requires
of the future employee. The headhunter contacts executives with the right 13
profile, and provides the company with a shortlist of suitable 14 . In this
way, the employer does not have to go through the preliminary stages of interviewing and selecting
15 itself,

2. OTBETHTE YCTHO HAa THIHYHEIC BOIIPOCKI CO6CCCI[OB3HI/I$I IIpH IIPpUEMC Ha Da6OTVI

Career knowledge/ motivation

What are your long-range goals?

Where do you see yourself in five years’ time?

What would you like to be doing ten years from now?

Why do you think you would make a good ...?

What qualities/skills do you have which you consider make you suitable for ...?
You don’t have much experience, do you?

Tell me about any relevant work experience you have had.

What work experience do you have of that kind of business?

What excites you about the job you are doing now?

How would you rate your present boss?

How well do you get on with your boss?

Why do you want to leave your present job?

Which other jobs/companies have you applied for?

We have a lot of applicants for this job, why should we give the job to you?
What do you expect to get from our company?

What salary do you expect?

What would make you happy with this job?

What things about this job do you think would be difficult for you?

Self Knowledge

Tell about yourself.

What are your strengths?

What are your weaknesses?

What do you consider to be your greatest achievement?

What are you most proud of having done recently?

How would you describe yourself?

Are you a team player? (Do you prefer to work with others or by yourself?)
Do you consider yourself to be a leader or a follower?

Do you have trouble delegating?

Personality
How tough are you? If the going gets rough will you stick it out?

Are you a self-starter? Do you motivate yourself, or do you need others to give you the ideas or
example?

Are you prepared to take decisions, especially hard ones? And not blame others if you get it
wrong?

Did you take responsibility, last time you made a mistake, or is it always someone else’s fault?
Are you good at organizing yourself or other people?

Do you believe in yourself, and have confidence in your own abilities and decisions?

Are you experienced in managing your own time and money, or that of other people?

Health

How good are you at coping with stress and strain?

Can you work long hours without collapsing in a heap?
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What hours are you available for work?

Would you do overtime work if necessary?

Can you survive without holidays, and losing your weekends, if the business needs your time?
How many times have you been ill in the last few years? Are those problems going to recur/
What would your doctor say about you taking on your own business?

Dealing with other people

How well do you get on with other people socially? Do you have many friends and contacts?
How well do you get on with others at work? Are you a good leader at work, on the sports field,
at the local youth club, anywhere?

Are you good at taking advice from others?

Are you the sort of person people rely on, or do you tend to rely on others?

Knowledge of Company

What do you know about our business?
Why have you decided to apply to us?
Who do you see as our major competitors?

Educational History

Why did you choose your degree course? What aspects of the course did you find most
challenging (and why)?

What options were available and how did you choose?

What made you study foreign languages?

What did you gain personally from your stays abroad?

What training and qualifications do you have for the business you want to run?

Interests/Activities

How do you spend your vacation?
What do you do to relax?

What are your hobbies?

3. PacckakuTe 0 KaHJIMJIATEe Ha JOKHOCTD, OIMPAsCh Ha €ro pe3roMe:

Ivan Sidorov
mobile: +7 (926) 555-55-55; email: i.sidorov@gmail.com

Objective: summer analyst internship at the Securities department
Education:
June 2014 Financial University under the Government of the Russian Federaion

BSc Economics, Faculty — Finance & Credit
Relations — Bachelors of Economic — GPA 97 % out of 100 %

Distinctions & Awards:
July-August London School of Economics Summer School Program
2013 Course: AF225 Fixed Income Securities, Debt Markets and the Macro Economy
(Grade B+), certificate

March 2013 IELTS certificate (Overall score 7.0)
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July-August London School of Economics Summer School Program
2012 Course: EC101 Introductory Microeconomics (Grade B+), certificate

April 2011 German Language Diploma of the Education Ministers Conference
Level C1, Diploma

Work experience:

June-September Ernst & Young

2014 Intern to Advisory (Performance Improvement Group — Strategy and Operations — Lean):
— worked on project for large Russian retailer;
— worked directly with the client to understand the needs of his/her business area;
— managed field data: collection and analysis;
— developed policies and procedures to sustain results;
— developed algorithm for optimization model;
— calculated cost efficiency of certain business process improvements;
— worked on optimizing certain business processes.

Additional skills:
Language skills:
— English — fluent/native;
—  French - Basic;
— German - Basic.
Software skills:
— Microsoft Office (Word, Excel, Power Point, Access, Visio, Project);
— Minitab;
— Nielsen Answers;
— interested in IT and innovative technologies (would like to develop analytical skills further
within different IT frameworks).
Analytical skills:
— analytical mindset;
— strong analytical skills (willing to develop them further);
— open to innovation in analysis.
Leadership and management:
— possess great time-management skill;
— high level of self motivation and ability to motivate others;
— willing to develop leadership and management skills further.
Communication skills:
— excellent interpersonal skills (multicultural openness);
— great team player (can work in a team/group);
— great communication skills (oral and written);
— great listening skills;
— easy-going person;
— presentation skills.

References are available upon request

Tema 9: Marketing

1. IlepeBeauTe CaeayIOMNE OPSAJIOKEHHS, MCIIOJIb3YS aKTUBHEINM CI0Baph IO TEME:

1. Kommanust ABC pemmia BbITH Ha BBICIINN YPOBEHb PHIHKA U BBIITYCTUTH HOBBIE
TONOBBIE AyXU. UTOOBI yIOBIETBOPUTH HYK/Ibl U JKEJIAHUS IOTpeOUTeNel U NpUBJIEYb
LIEJIEBYIO ay/IUTOPUIO, MAPKETOJIOTH MCCIIE0BAIN PHIHOK U FOTOBBI CO3J1aTh KOHLEIIUIO
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HOBOTO IpojykTa. KoMIanust mpeacTaBuT NPOAYKT Ha PRIHOK B ABIyCTE U COOMpaeTCs
HpOI[BI/II‘aTB HpO[[yKT Ha pBIHKe, HCITIO0JBb3YS «3BE3/1» B PCKJIAMCE.

2. Ham Heo0XoouMO HCIIOIL30BaTh CBOE KOHKYPEHTHOE MPEUMYIIIECTBO M UCKATh HOBEIE
BO3MOXXHOCTH PBIHKA, €CJIN Mbl XOTUM LITO6I:.I Hallna KoOMIIaHUs OCTaBaJIaCh KOMHaHHeﬁ
No2 Ha phIHKE.

3. ECJII/I KOMITIaHNA BBIITYCKACT HOBBII>'I IIPOAYKT HA PBIHOK, TO Halll€ BCCI0O KOMIIaHUS
Ha3HAYaeT PhIHOYHYIO I1eHy. Eciu KoMITaHust BBIITyCKAaeT TOMOBBIN IPOIYKT, TO OHA
HAa3HA4YaCT IICHY BHIIIC DBIHO‘IHOI‘/JI.

4. YtoObl 1OCTUYH CBOMX IIEJEH M IPHUBJICYD LEJIEBYIO ayAUTOPUIO, KOMIIAHUS COOUpaETCs
N3MCHUTH KaHAJIbI C6BITa IIPOAYKIIHNH.

2. BriOepuTe NpaBUIbHEINA BAPHAHT OTBETA.

1.
What does a business adjust to create a brand image for a product?
C

i
i

2.
What is the most important element of the marketing mix?
C

r

The marketing mix
Price
Product

Price
Product

No single element is the most important
3.
What does the overall marketing mix of a firm determine?
C

i
i

4,
Who is protected by consumer protection laws?
-

i
i

5.
Which of the following is NOT an element in the marketing mix?
C

i
i

6.
Where are premium products most likely to be sold?
-

Marketing strategy
Marketing objective

Profit from marketing

Businesses and customers
Just customers

Just businesses

Price
Profit

Promotion

In supermarkets

In designer stores

"y

On market stalls

=~
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When is a business most likely to adjust the marketing mix of a product?

If costs change
-

r

8.
A supermarket's own brand range of products:
C

r

If customer needs change

If management changes

Has its own marketing mix

Has no marketing mix

Has no promotional mix

9.

How is a business most likely to increase sales of a premium branded product?
By cutting price

By increasing promotion
C

10.
What does the overall marketing mix create?
-

By using supermarkets for distribution

Customer needs

Business objectives

O A unique selling point for a product

3. OTBeThTE MUCHMEHHO Ha CASAYIOUINE BOMPOCHI:

. What is marketing?

. What is marketing mix?

. What should the co do if it wants to introduce a new product to the market?

. What is the importance of the product design?

. What does the product design depend on?

. What is the role of product branding in marketing?

. What must a price reflect?

. What pricing factors should a co taking into account before setting a price?

. What pricing strategies can a co use? (penetration pricing, skimming pricing, competition
pricing). Define each strategy and give an example.

10. What is placement?

11. What is the most common channel of distribution?

12. What is direct distribution? Speak about its advantages and disadvantages.

13. What is indirect distribution? Speak about its advantages and disadvantages.

14. Define the following terms: manufacturer, wholesaler, and retailer.

15. What is promotion?

16. What are the main promotional tools?

17. What are the stages of the product life cycle?

18. Define each stage of the product life cycle.

OO ~NOoO ol WN -

4. O6B€)II/ITC 6VKBBI OTBCTOB, KOTOPBIC JYUYIIC BCCX AJOIIOJHAIOT MPCAJIOKCHUA HUKEC:

1. The four main elements of marketing are popularly known as:
a. the movement of goods and services
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b. the four P's ¢ the four M's

d. buying, selling, market research, and storage

2. The product element refers to:

a. the four P's

b. testing of a product to insure quality

c the good or service that a company wants to sell
d. getting the product to the customer

3. Most companies price:

a. with the market

b. below the market

¢ beyond the market

d. above the market

4. A common channel of distribution is:

a. wholesaler - retailer - manufacturer - customer
b. manufacturer - retailer - wholesaler - customer
c retailer - manufacturer -wholesaler — customer
d. manufacturer — wholesaler - retailer - customer
5. The two major forms of promotion are:

a. radio and television

b. personal selling and advertising

¢ personal selling and newspapers

d. selling advertisements
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7.2 OneHOYHBbIE MATEPHAJIbI JIS IPOBEAECHNUS IPOMEKYTOUYHON aTTeCTAlUN
7.2.1. IlepevyeHb KOMIETEHIMI ¢ YyKa3aHUEM TanoB uX (JOPpMUPOBAHUS B MpoLecce
0CBOeHUsI 00pa30BaTeIbHOI MPOrpaMMbl

Otansl OpMHUPOBAHUS KOMIIETCHIIUN B IPOLIECCe OCBOSHUS 00pa30oBaTeIbHOM
HPOTPaMMBI OTIPEIENAIOTCS MOPSIKOM U3yUYEeHHUS TUCIUIUIMH B COOTBETCTBUH € pabounm
y4eOHBIM IIJIAHOM U IIPEJCTABJICHbI B TAOIUIIE:

8. Kon
KOM
o Conepanne popmapossuna | dopwupyion
KOMIIeTeHI[U T
(koM N KOMIIETeHIIHM U KOMIIETEHI[HI0
(koMmeTeHI i) N
nere (koMmeTeHI M) (KOMIeTEeHIIUHN)
HITUIH
)
1 HNHOCTpaHHBIN SA3BbIK
5 Pycckuit 361k 1
KyJbTypa peun
AHTTUNCKHM SI3bIK KaK
3 SI3BIK MEXTYHApPOHOTO
o0mIeHNS
AHTIIMUCKUA I3BIK 1A
4 npogecCuoHaIbLHOTO

obmenus / JlexoBast
KOMMYHHKAIUS HA
AHTJIMIICKOM fI3BIKE

CITOCOOHOCTD K KOMMYHHKAIIUA B (DaKYJ'IBTaTI/IB AT

YCTHO# U MUCbMEHHO# (hopmax Ha | AOTOTHUTCIEHBIM M3yHdarotx
OK-4 | pycckoM M MHOCTPAHHOM SI3bIKaxX (dpakynpraTuB) MHOCTPaHHBIN
JUIS PELLIEHUs 3a]1a4 MEXIMUHOCT- (aHrITMHCKHUH) A3BIK ©
HYJIs

HOTO U MEXKYJIbTYPHOTO

B3AMMOICHCTBHS JlenoBas KOMMyHHKALUS

Ha aHIJIMHACKOM SI3BIKE
(MpoBUHYTHIN YPOBEHB
)]

JIOIOJTHUTENbHBIN
(paxynbraTuB)

JlenoBasg KOMMyHHKALIUS
Ha aHIJIMHACKOM SI3BIKE
(IpOABUHYTHIN YPOBEHB

1)

JIOIOJTHUTENbHBIN
(paxynbraTus)

I'ocynapcrBenHas
UTOTOBas aTTeCTalus
(3ammTa BBITYCKHON
KBATH(UKAITMOHHON

paboThI)

3aBepIaronuit

CHOCOOHOCTD, HCIIOMB3YS 1 MapkeTuHr

OTEUYECTBCHHBIE U 3apyOCIKHBIC 2 AHTIIMACKUHA A3BIK KaK

HMCTOYHUKHU HH(pOopManuu, coopaTth SI3BIK MEKTyHAPOHOTO
HEOOXOINMEBIE TaHHEIE 00OIICHUS

IK-7
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MMpOaHaJIU3UPOBATh UX U

MOATOTOBUTH HH(DOPMAITMOHHBIHA

0030p W/UTK aHATTUTUIECKHUI OTYET

MupoBasi 5KOHOMUKA U
MEXyHapOJHbIE
HYKOHOMUYECKHUE

OTHOIICHHUS

AHTIIMUCKUA I3BIK U1
npodecCuoHaIbLHOTO
obmienus / JlesoBast
KOMMYHHKAI[US HA
AHTJIHHCKOM SI3bIKE

[IpousBoacTBeHHas

npaktuka. Hayuno-

uccie0BaTeNbeKas
pabota

JIOIIOJTHUTEILHBII
(pakymnbTaTHB)

@DaKyJIbTaTUB IS
M3YyYarolINAX
WHOCTPAHHBIN
(aHTTTUHCKMIT) S3BIK C
HYJIS

JIOIOJTHUTENbHBIN
(pakymnbTaTHB)

JenoBass KOMMyHHKALIUS
Ha aHTJINHACKOM S3BIKE
(IpOIBUHYTHIN YPOBEHB

1)

JIOIOJTHUTENbHBIN
(pakymnbTaTHB)

JenoBas KOMMyHHKALIUS
Ha aHTJINHUCKOM S3BIKE
(IpOIBUHYTHIN YPOBEHB

D)

3aBEpIIAIOIIHIA

I'ocynapcTBeHHas
UTOTOBAsI ATTECTAIIHS
(3amuTa BBIMTYCKHOM
KB (PUKAITMOHHON

paboThI)
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Kon

KOMIIETE Conepranne JTansl JMCHUNIHHBI,
HIMH KOMITETEHIHH (popmupoBanus (popmupyromue
(kommer (koMmeTemmuii) KOMneTeHum:l KOMIETEeHI[HI0
eHIHi) (koMmeTeHI M) (KOMIeTEeHIIUHN)
1 NHOCTpaHHBIN S3BIK
2 Pycckuii s13bIK 1
KyJbTYypa peun
AHTIIMICKHH S3BIK KaK
3 SI3BIK MEXTYHApPOHOTO
00IIeHUS
AHIIMACKHHA A3BIK I
npo¢ecCHOHATLHOI0
4 odmenus / Jlenopas
KOMMYHHKAIIIS HA
AHIIMMCKOM SI3bIKE
CIIOCOOHOCTH K KOMMYHHKAIUH B DaxybTaThB 1A
YCTHOM ¥ MUCbMEHHOMU opmax Ha JIOTIOJTHUTEIbHBINH H3ydaromux
OK-4 | pycckOM M MHOCTPAaHHOM SI3bIKax (dbaxysbTaTHB) MHOCTpaHHbIN
JUIS pellieHus 3a/1a4 MEeXIMYHOCT- (aHIMMHACKNH) A3BIK ©
HOTO M MEXKYJIBTYPHOTO LA AL
B3aNMOJIEHCTBHUSI e y—_—— Henoast KgMMyHHKaHHH
HA aHTJIMICKOM SI3BIKE
(baxymbTaTB) | (11p0nEHHYTEIT ypoBEHD
)]
. | HenoBas koMMyHUKaus
AOTIOTHUTEIBHBIN Ha aHTJTUHACKOM SI3BIKE
(baxymnbTaTB) | (11ponEHHYTEIT ypoBEHD
1))
I'ocynapcTBeHHas
. UTOTOBAsI ATTECTAIIHS
3apepiiatoLuii (3aIIUTa BBITYCKHOI
KBaTU(DUKAITMOHHOM
paboThI)

36




7.2.2. Iloka3aTe/id OLleHUBAHUSA MJAHUPYEMBbIX Pe3yJIbTATOB 00y4YeHUsS HA

Pa3IHYHBIX 3Tanax ()OPMHUPOBAHUS KOMIIETEHIHH

JIAHUPYyeMble YPpoBHM ¥ KPUTEPHUH JOCTHKEHUS Pe3yJIbTATOB 00yUeHUsI
pe3yJbTaThl
o0y4eHus 1O He nocTurnyr Ba3zoBslii IToBbINIEHHEBI Bricoxkmnii
AMCHHUIINHE HA 0a30BbIN H
onpeaeJieHHOM JTarne YpOBEHb
¢dopmupoBanus
KOMIIeTEeHIIUH
OK-4 (yeTBepTHIii ITAN)
3HaTh 4) — | He 3Haer 3HaeT Ha 3HaeT Ha JleMoHCcTpUpYyET
rpaMMaTHYECKHE 0a30BOM MOBBIIIICHHOM | TITyOOKHE,
npaBmwia, (GopMbl  H YpOBHE, NpHU YpOBHE, NpHU MIOJIHBIC 3HAHUS
KOHCTPYKIIHH, YCTHBIX U YCTHBIX U
AHTJIOS3bIYHBIC MUCbMEHHBIX MUCbMEHHBIX
pedeBbie CTPYKTYpbl U OTBETax WU OTBETax WU
JIEJIOBYIO BBITIOJIHEHU U BBITIOJTHEHUH
TEPMHUHOJIOTHIO, TECTOB, TECTOB,
HE00XO/IUMBIE JUIS nomnyckaeT oT 30 | 1omyckaer ot
OCYIIECTBIICHUS 1o 50% 10 1030%
npodeccnoHaIbHOTO OIIMOOK. OIIMOOK.
oO01IeHNS
Ymers (4) — noruuHo, | He ymeer ITonumaer Ywmeer B Ywmeer B
apryMEHTHPOBAHO U OCHOBHOE COOTBETCTBUHM | COOTBETCTBUU
KOPPEKTHO coJiepKaHue C OCHOBHBIMU | CO BCEMU
MOATOTOBUTH YCTHBIE U TEKCTOB, HO TpeOoBaHUSMU | TPeOOBaHUSIMU
MUCbMEHHBIE BO3HUKAIOT
BBICKa3bIBaHUS Ha 3aTpyIHEHUs
WHOCTPAHHOM SI3bIKE B npu
MEXIJINYHOCTHOM dbopMynupoBke
00IIeHUN " BOIIPOCOB JIJIst
MEXKYJIbTYPHOM Hayaja Juasora,
B3aUMOJICVICTBUH €CThb
(dhoHeTnyecKue,
rpaMMaTH4EeCKU
e u/unu
JIEKCUYECKHUE
OLIMOKHU
Bunaners 4) — | He Bmageer Hemoncrpupyet | lemoncrtpupye | JeMoncTpupyer
HaBbIKaMU YaCTUYHOE T BJIaJICHUE C YBEpPEHHOE
WCII0Ib30BAHUS BJIQJICHUE HEOOJBIIMMH | BIIAJICHUE
MOHOJIOTHYECKON u MOTPEIIHOCTSIM
JUAJIOTUYECKON YCTHOMN u

U TIMCbMEHHOW pEeYu B

CI/ITyaI_[I/IHX
MEKITNYHOCTHOI'O u
MEXKYJIBTYPHOI'O
B3aUMOJICUCTBU B

npeacitax M3yUYCHHOT'O
SA3BIKOBOT'O MaTCpHUajia
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JIAHHpYyeMble YpoBHH U KPUTEPHH AOCTHKEHUS Pe3yTbTATOB 00y4eHUsI
pe3yJbTaThl
o0y4eHus1 1O He nocTurnyr Bba3zoBslii IToBbINIEHHBI Bricoxknii
AUCIHUTIJINHE HA 0a30Bblii i
ONMPEACTCHHOM JTale YPOBEHL
¢dopmupoBanus
KOMINETEeHI[HN
IK-7 (4eTBepTHIii ITAN)
3uate (4) — mnpuemsl | He 3Haer 3HaeT Ha 3HaeT Ha JleMoHCcTpUpYyET
coopa W  aHamm3a 0a30BOM TIOBBIIIICHHOM | TITyOOKHE,
TAHHBIX u3 YpOBHE, TIpU YpOBHE, TIpU TMIOJIHBIC 3HAHHUS
AHTJIOSI3BIYHBIX YCTHBIX U YCTHBIX U
HMCTOYHUKOB MUCEMEHHBIX MUCEMEHHBIX
uHpopManuu OTBETax WU OTBETax WU
BBITIOJTHEHUH BBITIOJTHEHUH
TECTOB, TECTOB,
nomnyckaeT oT 30 | 1omyckaer ot
1o 50% 10 1030%
OIINOOK. OIINOOK.
Ymethb 4) — | He ymeer Ywmeer, HO Ywmeer B Ywmeer B
aHaAJIM3UPOBATh JIaHHBIE BO3HUKAIOT COOTBETCTBUHM | COOTBETCTBUU
TUTST MOJITOTOBKH 3aTpyIHEHUU C OCHOBHBIMH | CO BCEMH
MH(POPMAITMOHHOTO NP C aHATU30M | TPeOOBAHHUAMHU | TPEOOBAHUSIMU
JOKJIaaa u\um JTAHHBIX
aQHAJIUTUYECKOTO
oTyeTa Ha
MHOCTPAHHOM SI3bIKE
Bunaners 4) — | He Bmageer Hemoncrpupyet | lemoncrtpupye | JeMoncTpupyer
HaBbIKaMHU TOATOTOBKH YaCTUYHOE T BJIaJICHUE C YBEpPEHHOE
MH()OPMAITMOHHBIX BIIQJICHUE HEOOJBIIMMH | BIIAJICHUE
0030poB u/unu MOTPEUTHOCTSIM
aHATUTUIECKUX u
OTYETOB Ha

AHTJIUNCKOM S3bIKE

7.3. TunoBble 3aJaHUA U (UJIH) MATEPUAJIBI 1JIs1 OLIEHKH 3HAHWI, yMEHUI U HABBIKOB U
(WJIn) oNbITA IEATEIbHOCTH, XaPAKTEPHU3YIOIIHUX 3TaNbl (POPMHPOBAHUS KOMIIETEH N

7.3.1. Tunosble 3a1aHus U (MJIM) MATEPHAJIBI VIS OLEHKH 3HAHUI

TUIIOBBIE 3AAAHMA IS IIPOBEPKU YPOBHS COOPMUPOBAHHOCTH
3HAHUUA I KOMIIETEHIIMA OK-4

3aganue 1.

B nenoBom nuceMe HUXE Bce 4acTH nepenyTtanbl. [lepenuiinre jaHHOE MUCHbMO, TOCTABUB
KaX/yI0 4aCTh Ha CBOE MECTO, MCIIOJIb3Ys JISKCHKY 1o Teme Business Correspondence.
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If you agree to the changes, please sign the agreement and send it by return mail.

Yours sincerely

Brent Forwarding

Company
10 Bond Street
Sydney
Australia
Dear Ms T.Trilling
Your Ref:
Our Ref: SP/ ...

MALTA SHIPPING COMPANY MALTA

Telex: 39676 malsh
Telephone: 393-654

Fax: (036) 7916

Re: Agreement 056/3559

SPapesku

Mr Starros Papesku
President

Encl.

19 July 20 ...

Enclosed is the Modification Agreement that we discussed during your stay in Malta in June.

3ananmue 2.
CormocTaBbTe MPUBCACHHBIC HUXKC BBIPAXKCHUA CO CIIMCKOM (I)YHKHI/II\/’I JACJIOBOT'O ITMChMa,
UCTIONB3Ys TepMUHOIOTHIO TT0 Teme Business Correspondence.

. HeKOTOpIﬂe (bYHKHI/II/I MOT'YT OBLITH COIOCTABJIEHBI C HECKOJILKUMH BbIPAXXCHUAMU.

e.g. 5.Close the letter — f. We look forward to receiving your reply.

1. Say where you saw the advertisement. a. Please send us your latest catalogue
2. Give some general information about and price list.
your business. b. We are one of the largest importers
3. State you general reason for writing. of...
4. Request action. c. We have seen your advertisement in
5. Close the letter. today’s “Guardian”.
6. Add a formal ending. d. We are interested in importing your
(Yours faithfully — if the salutation is range of...
Dear Sirs) e. Could you please send us some
(Yours sincerely — if the salutation is samples of...
Dear Mr/Mrs/Miss/Ms) f.  We look forward to receiving your
reply...
g. We have read your advertisement in
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this month’s edition of...

h. We are a company which specializes
in/imports...

i. We would appreciate it if you would
send us more information about...

J. We have seen your advertisement in
“The Times” of 22" January.

k. We are interested in purchasing...

3aganue 3.
PackpoiiTe ckoOKH, UCTIONB3Ys MPAaBUIbHYIO (JOPMY aHTIIMHCKOTO IJ1aronia (BpeMeHa,
MH(UHUTHUB, TEPYHIUH, IPUYACTHE)

1. Asl (walk) home the other night, |
(notice) someone (try) (break) into a car,
(park) next to mine.
2. Andy saw two identical tourists (talk) to a man in a white van. They
pointed here and there and seemed (argue).
3. "What's your wife's name?" the secretary asked Mitch. - "Why is that important?" - "Because
when she (call) I would like to know her name so that
(1/be) really polite to her on the phone™.
4. I’'d rather (you/not/tell) my parents that |
(apply) for a job in the USA. | don’t think they
(approve) ... (I/work) abroad.
5. When the company (call) me for an interview, |
(not/know) what (do). I even considered
(not/turn up) for it. However, | felt I’d better (go) as the American company

(already / arrange) for the interview

(hold) in London.

6. Why didn’t you get them (sign) the receipt before you (let)
them (9o)?

7. (know) that John (not/come) to the party,
she decided to stay in.

8. The weather seems (get) worse and worse. Why

(not / put off) the trip?

9. Why (not/youltry) (call) her instead
of (send) an e-mail? That will be quicker.

10. There’s nothing quite like “Chocks away”. (Design) for two to six
players, it will keep you (amuse) for hours.

11. (spend) a week in the cottage, he decided that he didn’t
really enjoy (live) in the country and began (think)
of an excuse for (sell) it and (return) to London.

12. 1 didn’t mean (eat) anything but the cupcakes looked so delicious
that | couldn’t resist (try) one.

13. | pretended (enjoy) the conversation, but in fact |

(bore) out of my mind.

14. Remember (phone) Tom tomorrow. — Why (you/
keep) (tell) me (not/forget) things?

15. A new jumbo jet (design) at the moment. This
plane (expect) (be able/ transport) 800
passengers at a time, if it ever (manage/ get) off the
ground.
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16. Now that you (finish/pack), isn’t it time we
(leave)? The meter is ticking!

17. 1 really don’t feel like (go) out tonight. I’d sooner

(stay) in and (watch) a DVD.

3aganue 4.
I'-u Kunr u3 Across Africa Safaris Ltd ysumen sty pexinamy B sxypHaie "Adventure™ u muimer
JUTSL KaTaJiora v Mpanc-IMcTa. 3aoJHUTE MUChbMO, HCTIOJIB3Ys JICKCHKY TI0 TeMe Business

Correspondence.
SHIPTONS OFFER THE LARGEST SELECTION OF RANGER VEHICLES IN THE COUNTRY.
FULLY GUARANTEED UK AND EXPORT DEALERS
NEW AND USED MODELS VEHICLES CAN BE MODIFIED TO CUSTOMERS’ REQUIREMENTS.
RUGGED AND RELIABLE — RANGERS GO ANYWHERE IN THE ROUGHEST CONDITIONS
SHIPTONS
SHIPTONS CROSS COUNTRY VEHICLES LTD
359 MOTTINGHAM ROAD GREENWICH
LONDON SE 10 2AF UNITED KINGDOM
TEL: 01 30578 78 TELEX: 342235

Across Africa Safaris Ltd
Independence Way, Nairobi, Kenya
Tel: Nairobi 422305 Cables: TRANSAFRICAN Telex: 896542

2 April 20-

Shiptons Cross Country Vehicles Ltd
359 Mottingham Road

Greenwich

London Sel0 2 AF

United Kingdom

Dear Sirs

We have (1) your advertisement (2) Ranger Vehicles (3) the March 4)
of “Adventure” magazine.

We are a company (5) specializes (6) overland safaris for tourists and (7) our
business is expanding rapidly, we are (8) in (9) some new vehicles.

We would therefore (10) it if you (11) send us your (12) catalogues and
price lists.

We look forward to (13) from you.
Yours (14)
John King

John King
Managing Director

3aganue 5.
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3amnogHuTe MPCIJIOKCHHUA HpaBHHBHOﬁ (l)OpMOfI MMpUJIaraTCJIibHOTO UM HapCUusd, UCITOJIb3Y
nekcuky o Teme Describing Graphs:

Sales felt (*slight) slightly  in the second quarter, from 179,000 units to 177,00
Seasonal sales from July-September meant a ( 2 dramatic) rise in the third quarter,
with sales peaking at 192,000 units. An (extreme) disappointing fourth quarter saw
sales fall to 172,000, which was a (*slight) fall compared to the start of the year
However, compared to last yean annual sales rose (°steady) to finish 8 per cent up.

In this year's Annual Report, we announced a strategy to cut our unit production costs
below $5 by the end of the year. To begin with, costs rose (°steady) from
$5.5 to $6.3 by the end of May. Cutbacks reduced this figure (" quick) down
to $5.6. But the need for extra seasonal workers led to a (sharp) rise, which peaked
at $8.1 in September before falling (°steady) back down to $6.1 p unit by the end of
October. Unfortunately, this figure remained (*° steady) until the end of the year and
we missed our target.

3ananmue 6.
Comocrasbte rpaduku (1-3) C onucanusmu (a-C).
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a After peaking early in 2001, Deutsche Bank shares declined for nearly two years, apart from a
slight rise in the autumn of 2001. They bottomed out in early 2003, and climbed steadily for most
of the year. They fell again in the summer of 2004, but the end of the year saw an improvement.
b Following a sharp fall early in 2001, UBS shares were up and down for a couple of years,
reaching a low of CHF40 in September 2002. They improved steadily in 2003 and after a moderate
drop in the middle of 2004 they began to increase again.

c Barclays shares reached a peak in spring 2002, and then fell steadily for six months, before rising
slightly and then dropping again until the end of the year. However, 2003, saw an almost
uninterrupted growth, which despite a couple of moderate falls continued in 2004

3ananme /.
Hanmmmure anrnmiickue Ha3BaHUS OTACJIOB KOMIIAHHUH, B KOTOPBIX JAHHBIC COTPYAHHUKH MOTYT
paboTath, HCIIOJIL3Ys TepMUHOIIOTHIO TTI0 Teme Making things:
a) assembly-line worker..............
b) graduate trainee.........c.cccooevernenenn,
c) accounts clerk.........cccooveveiiviinenns
d) sales executive ........cc.cceevevvrininnnnnne
e) office SUPErviSOr........cccccocveveiiieiverinnnn,
1) SCIENTISt.....oiviiiiieiee e
g) personnel officer..........cccccvvvevveinnnn,
h) foreman
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3aganmue 8.
PackpoiiTe ckoOKH, UCTIONB3Ys MPAaBUIbHYIO (OPMY aHTIIMHCKOTO IJ1aronia (BpeMeHa,
MH(UHUTUB, TEPYHIUN, IPUYACTUE, YCIOBHbIE BBIPAXKEHHUS, cOocararelbHOe HaKJIOHEHHE,
MOJAJIbHBIE TJIar0JIbl)

1. It’s essential that the matter (settle) as soon as possible.
2. | saw a crystal-glass vase (slip) from her hand and
(break) to pieces.
3. Unless the restaurant (get) another cook, |
(never / come) here again.
4. The young man pretended (read) a newspaper when | came in.
5. 1 was dumbstruck when I saw him dancing in the middle of the street. He

(m.v. / be) drunk. (momxHO OBITE)

6. I'd rather you (not / go) on long distances in the new car until
you (get) used to (drive) it properly.

7. The horse won’t be well enough (run) in tomorrow’s race. He
doesn’t seem (recover) from the long (tired / tiring?) journey.

8. Now I remember (you / ask) me

(buy) a few bottles of still water on the way home. I wish |
(remember) it earlier.

9. You (m.v./tell) me it was a formal party. | looked a real
idiot in my pullover and jeans. (criticism)

10. But for the miserable weather we (climb) the Mont
Ventoux long ago.

11. You (m.v. /do) the dishes instead of leaving it all
to me! (ympek, Moria Obl ¥ C/IeNIaTh)

12. What a waste of time! | (m.v./ not /revise)16™ century European
history: none of it came up in the exam.

13. Jim (m.v./go) out with Sue! She has got engaged
to Doug! (1e MoxkeT OBITH).

14. He tore the envelope open and took out the (enclose) letter. He turned it
several times in his hand and put it back (unread).

15. Finally I sat up in bed and smoked another cigarette. |
(m.v./ smoke, nomkno 6siTh) around two packs since |
(leave) Pencey.

16. lT'wish (take) him up on the offer when I had the chance,
but I didn't and there is no point (regret) about it now.

17. If Brian (not/help) us yesterday we
(still/puzzle) over the problem now.

18. You (already/eat) enough for three people! You

(m.v./ not/ still be) hungry!(ae MosxeT ObITB)
19. - Andrea never wears that blouse we bought her.
- Well, she (m.v/not /like) the colour, it
(m.v./ not /go) with her skirts or it
(m.v./ not /be)the right size. Who knows?
20. If only my teachers (see/l/run) this company, they
(be) totally amazed.
3ananue 9.

HpO‘ITI/ITe BBICKA3bIBAHUA COTPYAHUKOB KOMITAHWUHW U HAITUIIINUTEC aHTJINICKUE Ha3BaHUS
OTJIETIOB, B KOTOPBIX JIAaHHBIE COTPYAHUKHA MOTYT pab0TaTh, UCIIOJIb3Yys] TEPMHUHOJIOTHIO 10 TEME
Organizational Structures
a) Well, we deal with the workforce needs of the firm: selection and recruitment of staff, pay,

training, and so on.'
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b) We listen to customers and identify their needs. We're responsible for establishing sales plans
and targets for the different sales forces. We also deal with advertising.'
¢) We work on new products and improve old ones. We have to keep up to date with what is going
on in the outside world and have close contact with Marketing and Production.'
d) We're responsible for the manufacturing of our products and for trying to find ways of
improving quality. We deal with suppliers and make sure that we have enough components in
stock.'
e) Our department is concerned with the day-to-day running of the money side of the company.
We have to estimate costs and prices, deal with the accounts, and produce budgets and cash flow
forecasts.

3amanue 10.

JlommomHUTE CleayroInil TeKCcT TepMuHaMu o teme Levels and Areas of
Management:

appointed attacked combined defined constituted reviewed supervised
supported

Large British companies generally have a chairman of the board of directors who
oversees operations, and a managing director (MD) who is responsible for the day-
to-day running of the company. In smaller companies, the roles of chairman and
managing director are usually 1) .................... Americans tend to use the
term president rather than chairman, and chief executive officer (CEO) instead
of managing director. The CEO or MD is (2) ............. by various executive
officersor vice-presidents, each with clearly (3) .................. authority and
responsibility (production, marketing, finance, personnel, and so on).

Top managers are (4) .cooevvvvninnnn... (and sometimes dismissed) by a
company's board of directors. They are (5)..................... and advised and
have their decisions and performance (6) .........ccecevvviervenenne. by the board. The
directors of private companies were traditionally major shareholders, but this does
not apply to large public companies with wide share ownership. Such
companies should have boards (7) ., of experienced
people of integrity and with a record of performance in a related business and a
willingness to work to make the company successful. In reality, however,
companies often appoint people with connections that will impress the financial
and political milieu. Yet a board that does not demand high performance
and remove inadequate executives will probably eventually find itself (8)
............ and displaced by raiders.

3aganue 9.
O6BCI[I/IT€ TepMI/IH, KOTOpBIﬁ HC BXOAUT B Kam):[y}o FOpI/ISOHTaHBHy}O rpyrmy:

1 firm companv societv  subsidiar
2salary  manager engineer employee

3finance product planning marketin
4 ship assemble customer purchase
5plant  facility patent factory

3amanue 11.
HazoBure OpraHu3allMOHHBIC CTPYKTYPhI, OIIMCAHHBIC B JAHHBIX NPCIJIOKCHUAX !
1 A cross-functional structure where people are organized into project teams.
2 Astructure rather like the army, where each person has their place in a fixed hierarchy.
3 Astructure that enables a company to operate internationally, country by country.
4 Astructure organized around different products.
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3aganne 12.
IlepeBenuTe Ha aHTJIMHUCKUHN SI3BIK JaHHBIEC TPEIIJIOKEHUSI, UCTTOJIb3Y I
TepmuHOJOTHIO T1I0 TeMe Levels and Areas of Management:

1. Moii oTer ympaBiseT Hamleil koMmnanuen BoT yxxe 20 yet. B ynpaBienun 6u3HecoM oH
MPHUACP)KUBACTCS KOHCEPBATUBHBIX B3TJIAI0B, HO KOMITAHUS BCET/Ia_yAeseT O60biioe
BHUMaHUE HY>KJaM _II0TpeOuTesielt 1 ObICTpO pearupyer Ha 3MeHeHHs Ha pbiHke. OTel|
pemmn coKycHpoBaThes Ha NEepe0OYICHUH COTPYIHUKOB U MPUHSII HAa PaboTy
HECKOJIbKUX MPO(eCCHOHAIOB, KOTOPBIE OYIyT MPOBOAUTH OOyUCHHE.

2. 1lITa6 xBaprupa xomnaunu ABC naxonurces B Horo-Mopke, a eé dummans! pacionoxeHsl B
15 crpanax.

3. Uz-3a ciusgnusg ¢ komnanueit X Haia KoMraHus Oblia peopranusosana. 30% nepconana
COoKpaTwid. Sl ’ke MOAy4Yni NOBBINIEHUE 0 KapbepHOU JecTHULe. Celyac s OTBEYaro 3a
paboTy CepBUCHOTO IIEHTPA.

4. TlocrosiHHAs MOTEPsI 1OJIU PhIHKA, BO3pAcTalonas KOHKYPEHIUs — IPOOJIeMbl, ¢ KOTOPBIMU
B [IOCJIEIHEE BpeMsl CTOJIKHYJIAch Hama komnanus. Ceifuac Haiia 3ajja4a — CpOYHO
oTpearupoBarb Ha HUX. [Ipexie Bcero Mbl CMEHMM KypC KOMIIaHUU, PECTPYKTYPU3UPYEM
e€. PykoBo/ICTBO KOMIaHHUH PENIMIIO HE COKPAIIaTh, & IEPEOOYUHTh MepCOHaN. Y MEHUE
a/1IalITHPOBATHCA K MOCTOSHHO MEHSIIOIIEMYCS! PbIHKY — BOT 3aJI0T ycrexa Jito0oro OusHeca.

3amanue 13.
PackpoiiTe ckoOKH, UCTIONB3Ys MPABUIIBHYIO (POPMY aHTIIMKHCKOTO I1aronia (BpeMeHa, yCIOBHBIE
BBIpAXXEHMUSI, cOClIaraTelIbHOe HAKJIOHEHHE)

1. If the car (be) out of order again, you (have to) call the
service station, but I doubt if you (have / it / service) quickly.

2. Nobody (know) what (happen) in ten years’ time as life

(get) tougher and tougher.

3. 1 wonder if they (turn) to us for help if the need (arise).

4. My little son (want) to know if there (be) some cartoons on
TV tonight. If there (be) some, he certainly (watch) them.

5. 1 wonder if the weather (change) for the better next week. I
(plan) to go to the countryside for a month.

6. | (leave) a message at the office in case the customer (phone). But
I’m afraid he’s unlikely (call) today.

7. Nobody can definitely tell us when he (come) back from London. But as soon
as he (return), we (get in touch) with him.

8. We (have) another meeting this week, provided no one (object).

9. 1 (always / be) by your side as long as you
(promise) to lend an ear to what | say.

10. He (wonder) if Caroline (change) her mind about going
to the party.

11. If you are going to buy a car, make sure you (take out) no-fault insurance as well.

12. We (not/ miss) the train providing we (leave) at once.

13. Whatever he (say), they (not / believe) him.

14.1 (tell) you later on whether | (play) Scrabble with you on
Saturday evening.

15.1 (accompany) you with great pleasure as soon as |

(finish) my report.

16. If the time (be) convenient for you, we (meet) tomorrow.

17. We (not / start) till he (arrive).

18.Provided he (leave) now, he (miss) the rush hour.

45



3aganue 14.
BcraBbTe mpaBuiabHYyI0 (hopmy riaroia to be, oOpainas BHUMaHKe Ha YKCI0 UMCH

CYHICCTBUTCIIbHBIX
1. Where your trousers?
2. 3 pounds enough to eat out?
3. Tonight, there athletics on TV.
4. Money easy to spend and difficult to save.
5. The formulae difficult to remember.
6. My luggage too heavy to carry.
7. Physics my favourite subject.
8. Measles a common illness.
9. Darts a popular game in England.
10. My phonetics getting better.
11. The bacteria dangerous.
12. The oasis green and shady.
13. Three days too long. You must do it by Monday.
3amanue 15.

IlepeBenure Ha aHTIIMUCKUH SI3BIK JAHHBIC MIPEIJIOKEHUSI, UCIIOJIb3Ys
TepMHUHOJIOTHIO IO Teme Management:

1. Yto kacaercst BeieHus: OM3Heca, HOBBIN MEHEKEp OT/ela MPOJIaK U MAPKETHHTa HE
pUEeMJIET KOHCEPBATUBHBIX B3MIs10B. OH cr1OCOOEH CTaBUTh YETKUE 1IENIH, OBICTPO pearupoBarh
Ha U3MEHEHUS PHIHKA, MTOOLIPITh KOMAHIHBIA JyX COTPYAHHUKOB.
2. XYZ — nuHamMu4Has1, ObICTPO pacTymias KOMITaHHs 0 POU3BOICTBY KaHIIEISIPCKUX TOBAPOB.
B ycnoBusx x€cTKol KOHKYPEHIIMM HaM HEOOXOIUMO TIOCTOSIHHO MTPOBOJIUTH UCCIIEOBAHUS
pBIHKA U OBICTPO pearupoBaTh Ha €r0 U3MEHEHHS.
3. Hama kommnanust 6bpu1a ocHOBaHa B cepeauHe 1990-x ro10B, M MBI OBICTPO pa3BUBAEMCS C TE€X
nop. KoMmmanust cocTouT U3 5 0T/IEI0B: aIMUHUCTPATUBHBIN, (PHHAHCOBBINA, TPOU3BOICTBEHHBIH,
OTJIeJI MapKETUHIa U NPOAaX U KaapoBeli oTaen. Ham nepconan HacuuteiBaet cBbiie 5000
cotpyaHukoB. ['omoBHOI oduc pacronoxen B Jlonnone. Hamm noyepHue npeanpustus
Haxoxarcs B Mwitane u bepinune. B cinenyromem rogy KOMIIaHUS IUIAHUPYET OTKPBITH CBOU

¢dbunuan B Mockse.

3ananue 16.
IlepeBenuTe HAa AaHTJIMHUCKUHN SI3BIK JaHHBIC NPEAJIOKEHUSI, UCTIOJIb3Y S
TepMHuHOJIOTHIO To Teme Management:
1. HegaBHoO coBet nupekTopoB koMmnanuu Cornerstone Group ycnenrHo npoBes NeEPEroBOPkI €
Metrot Co. o ciusiHuM 3THX ABYX Komnanuid. Komnanust Metrot — npekpacHoe mpruoopeTenne
st Cornerstone Group.
2. Metrot Co. cnenuanu3upyercsi B IpOU3BOACTBE TOBAPOB 7S IOMA, U B CBOUX PO3ZHUYHBIX
MarasuHax ImpeJICTaBiIsieT IUPOKUI BEIOOP TOBApOB, @ TOBAPOOOOPOT KOMIIAHUH COCTABIISET
4MIH. €BpoO.
3. Komnanust Metrot umeeT MHOTO IOYEPHUX NPEANPUATHIA 110 Bcell EBpore, a ux rojloBHOM
oduc Haxonutcs B [lapmxke. brarogapst ceoeMy THHAMUYHOMY CTHIIIO 3Ta KOMITAHUS OBICTPO
pearupyer Ha pIHOYHBIE U3MEHEHHS.

3amanue 17.
3amonHUTE MPOOETBl Hanboee MOIXOASIIMMHA TEPMUHAMH U3 CIIUCKa 1o TeMe Management:
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To be in charge of, to be promoted to smth, to make smb redundant, demand for, to seduce
customer, to introduce some changes, turnover, staff turnover, a wide range of smth, to

relocate

1. Why does the company have such a rapid ?

2. The company plans 30 employees because of the
reorganization.

3. The company has to its headquarters and most of its staff to
Europe.

4. It was difficult to explain a dramatic increase in the chocolate
biscuit bars in London.

5. He has been working for the company for 3 years and a senior
sales manager.

6. To win the competition it is necessary to in the marketing
strategy of the company.

7. The firm has an annual of $75 million.

8. To increases sales the management of the company has decided to launch a new
promotion campaign, they are sure it will help them to to buy
a new product.

9. In this retail shop you can always find diary products.

10. He was left the store while the manager was away.

3apanmue 18.

Packpoiite ckoOKu, HCTIONB3Ys MPAaBUIBHYIO (OPMY aHTTIUHCKOTO Tarosia (BpeMeHa,
MHOUHUTUB, TePYHANH, IPHYACTHE, YCIOBHBIC BBIPAKEHHSI, COCIaraTeJIbHOE HAKIIOHEHHE,
MO/1aJIbHbIE TJIaroJIbl)

1. Look! Leslie seems (enjoy) herself. It is the first time |
(see) her so happy.
2. There  appeared (be) no one in the house. John
(consider/climb) through one of the open windows but
decided against it (not
risk/notice). He (decide/wait) until it
(get) dark.
3.1 (mean/paint) the door for ages, but | Kkeep
(forget) (buy) the paint.
4. If you can’t find him at home, try (call) him at the office.
5. Your computer needs (fix). Why
(you / not / have) Nick (fix) it for you?
- I’d rather (see) to it myself than have it (fix).
6. We’d really like (live) in the city center but it’s virtually impossible
(find) a three-bedroomed flat at a price we can afford
(pay).
7. Stop (tease) him, he doesn’t enjoy
(laugh) at.
8. The dog appears (be) hungry — you’d better (feed) it.
9. Her parents regret (allow) Tina (stay) out late.
10. Look! The wallpaper (come) off the wall! It’s high time
(we / do up) the flat.
11. Always late? Try (set) your watch five minutes fast.
12. She certainly mentioned (see) Mark, but I don’t remember

(she/talk) about Vickie.
47




13. Martha (practice/play) the piano daily for months, but

she seems (make) little progress.
14. Listen! The review (say): “Tastefully (decorate),
conveniently (locate), and with a wide range of courses to suit all

occasions, this is the perfect meeting place after a hard day’s work”. Why
(not/go) there for dinner?

15. The witness said he (hear) two shots (fire) before
(see) two men (run) down the street.
16. There is something wrong with her bicycle. It’s time
(she/get/it/mend).
17. It makes (I/feel) really happy (see) old people
(hold) hands.

18. JK Rowling is reported (receive) an award in
recognition of her achievements.

19. A Roman necklace, which (think/be) worth over two million
pounds, (find) last week by Audrey Perham who

(happen/walk) her dog in the park.
20. Now that we (lose) all the money, it's no use
(say) that it's only my fault.
21. | really hate (go) to the dentist but I don’t think | can avoid

(visit) him this time.

3amanue 19.
HanummTe pycckue aHanoru TaHHBIX aHTIHACKUX TepMUHOB 10 TeMe Leadership:
1. to set objectives
2. to communicate objectives to smb
3. to set short-term goals
4. to set achievable goals
5. to formulate clear goals (
5. to attain objectives
6. to encourage, motivate and inspire
7. to monitor and measure the performance of employees
8. to develop a strategy
9. to manage with empathy, to have empathy with the staff
10. to take ownership of decisions
11. to be entitled to try out new ideas
12. to empower employees
13. to enhance (an enhanced sense of responsibility, an enhanced sense of involvement)
14. to praise and show recognition, to give praise
15. to concentrate on strengths, not weaknesses
3amanue 20.
3anosHUTe MPOMYCKU MPaBUIIbHOM (pOpMOI ritarosna B mOAXOISIIEM BpeMEHH (aKTUBHOW MIIH
MacCUBHOU (POPMBI):

1. Joseph Ford, the politician who (kidnap) last week
as he was driving to his office, (release)
unharmed. He (examine) by a doctor last night, and
is said to be in good health. Mr. Ford (find)
walking along a small country lane early yesterday evening. A farmer

(see) him, recognized who (it/be),
and (contact) the police. When his wife
(tell) the news, she said: “I’m delighted and relieved that
my husband (find).” Acting on information
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received, the police (make) several arrests, and a man
(question/now) in connection with the kidnapping.

2. John expected to get a decent pay rise because he (work)
for the company for many years. He understood that more cars

(sell) by him then by any of his colleagues every year. He

(sell) cars all his life and

(know) exactly what approach to adopt with every customer who

(come) in.

3. An Oxford amateur pilot has been proclaimed a hero. “ My son Max
(pester) me for ages to take him up. It was a nice day
so we decided to go sightseeing over Oxfordshire,” said Mr. Smallwood. “Everything

(look) rosy as we
(turn) for home, but then | (notice) that the propeller

(disappear).

4, (the clock/hardly/strike) 5 when Peter
(stick) his head around the door and
(say), “Tea, anyone?”

5. My car (repair) and 1 don’t know when it
(be) ready. | doubt if | (be able) to
collect it before the weekend. | wonder if John (give) me a lift
to the party on Saturday. — Well, ask him once he (get) here.
6. More and more similar cases (argue) in the
courts.
3amanue 21.

Hanummre pycckue aHanoru TaHHBIX aHTJIMHCKUX TEPMHUHOB 1o TeMe Recruitment:
1. Candidates for this appointment is graduate, qualified accountant
2. a fully qualified experienced accountant
3. with an impressive record of success in senior finance appointments in commerce and industry
4. with a good examination track record
5. with a proven track record in the financial management of an operating company
6. have a high level of professionalism
7. have a detailed knowledge of accounting systems
8. have in-depth experience in managing ...
9. with broad financial management experience
10. proven planning and analytical abilities gained at an operational level
11. an ability to set up and effectively manage whole accounting functions
12. strong technical orientation developed initially within a practice environment
13. a pro-active and innovative approach to financial management
14. a hands on approach

3aganue 22.
3amonHuTe TabIKMIly TEPMUHAMH M3 BOKaOyJIsipa Ha Temy Recruitment:
astute, bright, ealm; clever, easy-going, hard-working, moody, neurotic, punctual, quick-
tempered, reliable, responsible, sharp, slow
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intelligence and ability emotional stability conscientiousness

bright calm reliable

3amanme 23.
IlepeBenuTe HAa AaHTJIMHUCKUHN SI3BIK JaHHBIEC NPEIIJIOKEHUSI, UCTTOJIb3Y I
TepMmuHOJOTHIO 110 Teme Marketing:

1. Jlro06oii mpOayKT, JaKe TOMOBLIN, MPOXOIUT 4 CTaJIMK KU3HEHHOTO IHUKJIA:
MIPE/ICTABIICHUE HA PBIHOK, POCT, 3PEJIOCTh MPOIYKTA U CHaJ.

2. Tlepen TeM mpencTaBUTh MPOAYKT HA PHIHOK, JTF00Ast KOMITAHUS UCCIIETYET
[NOTEHUHATbHBIA PHIHOK, CTAPAETCS ONPEACIUTh HYK/bl HOTpeOUTENeH U Ha3HaYaeT
TaKyIO I[eHY, YTOOBI JOCTUYh OOJIBIINX 00BEMOB MPOJIAK.

3. PykoBoactBo xommannu ABC pemmio pacimmpuTs IMHEHKY TPOIyKTa. YTOOBI
IPOCTUMYIUPOBATH CIPOC, KOMITAHUS COOUpAETCs UCIOJIb30BATh «3BE3/1» B PEKIAMHOM
KOMIIaHUM HOBOTO OpeHaa. Heo0XoammMocTh paciinpenust yke JaBHO BO3HHMKIIA, TaK KaK
CYLIECTBYIOIIUN aCCOPTUMEHT YK€ HE IPUBJIEKAET 1IEJIEBOW PBIHOK. BeposTHo,
KOMITAHUH MPUJIETCS UCKATh HOBBIE KaHAJIBI PACTIPECTICHUS.

3amanue 24.
OOBeuTe MPaBUJIbHBIN TepMUH(BI), OTBETUB Ha CIIEYIOIIME BOMpockl o Teme Marketing:
1
What does a business adjust to create a brand image for a product?
i

i
i

2.
What is the most important element of the marketing mix?
C

r

The marketing mix
Price
Product

Price
Product

No single element is the most important
3.
What does the overall marketing mix of a firm determine?
C

i
i

4,
Who is protected by consumer protection laws?

Marketing strategy
Marketing objective

Profit from marketing

Businesses and customers
'

i

5.
Which of the following is NOT an element in the marketing mix?
-

i

Just customers

Just businesses

Price

Profit
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6.
Where are premium products most likely to be sold?
e

Promotion

In supermarkets

In designer stores
-~
1.
When is a business most likely to adjust the marketing mix of a product?

e

On market stalls

If costs change

If customer needs change

If management changes

3amanue 25.
ComnocraBbTe TepMuHBbI 10 TeMe Marketing ciieBa ¢ ero onpeeneHueM crpasa:

1 | Market a | The company, product, or service with more sales than any other
opportunities company, product etc in its market

2 | Market b | The process of dividing a market into distinct groups of customers
research who have different requirements or buying habits

3 | Market ¢ | A group of customers that share similar characteristics, such as age,
segment income, and social class

4 | Market d | The percentage of sales in a market that a company or product has

segmentation
5 | Market share | e | The activities involved in obtaining information about a particular
market

6 | Market leader | f | Possibilities of filling unsatisfied needs in sectors in which a company
can profitably produce goods or services

3amanue 26.
[Ipouwnraiite crathbio o Teme Marketing crarbto u BeIOEpUTE IPABUIILHBII TEPMHUH, YTOOBI
3aMoMHUTH Kaxkablid poben (1-11) uz A, B, C unu D.

Promotional Discounts are a form of discounts used primarily to 1 a new
product, to try to increase sales of existing products, or to reduce the inventory 2 of
a particular product or products. They can also be employed to 3 customers to place
an extra order, or increase the size of a regular order, so that the order will 4 for a
price reduction. Many companies use this 5 if their products have seasonal
6 and troughs. A promotional incentive is a calculated risk that must generate
a higher level of orders from customers who don’t usually buy in those quantities. If the only result
is to encourage buyers to put a large 7 of discounted products in their
warehouse, and reduce the size of the next few orders until they have sold the discounted product,
then the promotion has failed to 8 the desired results.

When problems — particularly problems of communication regarding the 9 of
the discount — occur during the 10 of a promotion, the person who is managing the
credit (whether the owner or a designated employee) will be spending too much extra time
responding to the oral and written questions of customers. At this point, the credit manager must
put on his or her customer relations hat and move into damage 11 before it becomes
a more serious problem.
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d. can

a. have to

b. will be able to
This company is awful to work for. We

b. mustn’t
When she was riding in the woods last week, Helen fell off her horse but luckily she

get back on and ride home.

a. could
6. The newspaper

a. shouldn’t have printed
b. needn’t have printed

a. haven’t you
a. needn’t to
a. could

10.
a. mustn’t

1. They were glad

b. would
the rumour without concrete evidence.

c. oughtn’t have printed
d. didn’t have to print

You often have to wait for a decision long,
b. don’t you
— Should we hurry? — No, you

b. haven’t to

They spoke in very low voices but |
b. might
With our new shampoo, you

b. needn’t

c. could

C. are not to

c. was able to

I)
c. aren’t you

, We have plenty of time.
C. mustn’t

1 A) launch B) declare C) install D) proclaim
2 A) point B) rank C) stage D) level
3 A) instigate B) motivate C) provoke D) initiate
4 A) quality B) merit C) attain D) rate
5 A) implement B) application C) movement D) tactic
6 A) peaks B) heights C) tips D) caps
7 A) capacity B) size C) volume D) scope
8 A) convey B) fulfil C) meet D) produce
9 A) characteristic B) nature C) disposition D) spirit
10 | A)course B) path C) route D) track
11 | A) direction B) manipulation C) limitation D) handling
3ananmue 27.
OO6BeauTEe MPABUIIHLHBIN MOJATBHBINA TI1aro:
1. When Mr. Lee was younger, he work in the garden for hours.
a. was able to b. could c. might d. needn’t
2. The landlord take his responsibilities more seriously.
a. need b. should to c. ought to d. ought
3. When I finish the course next year | speak perfect French.

d. would be able to

account for every minute of the day.

d. don’t have to

d. had to

d. won’t you

d. needn’t

understand what they were talking about.

c. was able to

spend hours caring for your hair.

c. haven’t to

3aganue 28.
Packpoiite ckoOKH, yTOTpEOHB MPAaBUIBHYIO IPAMMATHYCCKYIO KOHCTPYKITUIO C HHPUHUTHBOM:

2. 1’d rather
3. I’d prefer
cards.

4. You‘d better

(stay) at home tonight than

(watch) TV rather than

d. was to

d. shouldn’t

(introduce).

(go) out.

(play)

you? Or else you could catch a cold.
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5. I’d rather you (not go) to the concert tonight.

6. 1’d sooner (not go) to the country today.

7. | prefer (go) by plane to (go) by train.
8. | prefer (go) alone rather than (come) with him.
9. I’d sooner you (do) it for me.

10. She’d sooner (share) a house with other students than

(live) with her parents.

11. You’d better (not go) there alone.

12. Would you rather | (see) him off? Or would you sooner
(do) it yourself?

13. I’d prefer them (come) with us.

14. 1I’d rather they (come) with us.

15. Would you sooner | (know) nothing?

16. It’s high time they (come) back, isn’t it?

17. It’s time for him (settle) down.

18. It’s about time they (stop) nagging me about having a holiday.
19. I can’t help being nervous. I’m the next (sack).

20. He sent his son to Paris
(he/study/French/there).

21. I gave her my address (she/can/contact/me).- Please,
give her mine (she/contact/me) too.
3anaunmue 29.
PackpoiiTe ckoOkH, ynmoTpeOuB MpaBUIbHYIO (POPMY YCIOBHOTO HAKIOHEHHS TJIaroa:
1. When you (be) in London again, you must come and see us.
2. We (go) out as soon as it (stop) raining.
3. We (not /miss) the train providing we (hurry).
4. If you want (buy) a car, | (lend) you some money.
5. If she (leave) at 5 o’clock, she (be) there by half past seven.
6. If you happen (go) into town, get a video for tonight while you (be) there.
7. The situation (only/ grow) worse unless we (take) urgent
measures.
8. You (get) the reply in a week provided all the data (be) checked
and verified quickly.
9. David (phone) you the moment he (hear) any news.
10. 1 (be) back by the time the film (begin).
11. He (join) the game on condition we (play) honestly.
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12.
13.
14.
15.
16.
17.

18.
19.

20.

Call me the moment you (get) any further information.
If you (not / be) home by 6, | (eat) without you.
You (get) fresh fish provided you (go) to the market early.
The information (study) carefully as soon as it
(deliver).
If (happen) to see anything she might like for her birthday, |
(buy) it.
I (take) an umbrella in case it (rain). I hate
(catch) in the rain.
I (be) over the moon if my dream (come) true.
He (not / recover) soon unless he (take) the prescribed
medicine.
He wants to know if you (finish) tonight. — Providing all

(go) well, I shall finish in a fortnight.

3aganue 30.

Packpoiite ckoOku, ymoTpeOUB MpaBUIbHYIO IPAMMATUYECKYI0 KOHCTPYKIUIO C HHPUHUTUBOM:

1.1 (go out) in a minute. - So (I/be). So
you’d (better or rather?) (take) your key
with you.

2. Do you watch much television? — No. | prefer (read) books to

(watch) TV.

3. (we/go) to that new restaurant this evening? — Good idea.
We’d (better or rather?) (book) a
table.

4. (1/tidy) your bedroom for you? - I’d rather you

(not tidy) it. I’ll do it later.

5. My brother prefers (play) computer games to
(watch) television.

6. 1’d rather you (not/make) so much noise. — Sorry. |
(try) to be quiet.

7. Youd (rather or better?) (work) hard this
time. You (never/have) a steady job; and if you
(do not), you never will. — 1 will. I want

(make) a good impression.

8. Paul (buy) Tina a present. - Yes, but we’d
(rather or better/ not mention) it. It might be a surprise.
Q. (we/spend) the evening together? — Well, actually, 1’d
prefer (spend) some time alone.

10. It’s the company’s office party tomorrow. — Yes. To be honest, I’d

(better or rather) (not go).
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11. Would you (rather or better?) (come)
shopping with me or (stay) home?

12. I’d rather you (do) something with your time instead of sitting
around all day.

13. It’s about time you (stop) pretending to be terribly busy!
14. I’d rather you (not drive) so fast, Paul.
15. John had (rather or better?) (not speak)

to me like that again.

16. He says he’d rather (cook) his own meals than
(eat) in restaurants.

17. I’d rather you (not mention) it to anyone until next week.

18. Tim’s mother (would rather or had better?) he (work) closer to
home than he does.

19. She would prefer (meet) you personally rather than
(talk) to you over the phone.

20. Sean prefers (play) football to
(watch) it.

21. They would sooner (go) bankrupt than

(seek) professional advice.

TUIIOBBIE 3AJAHMA IS IIPOBEPKU YPOBHS COOPMUPOBAHHOCTH
3HAHWUA IS KOMIIETEHIIMU T1K-7

3ananue 1.
IIpouuraiite TekcT HA Temy lesioBasi mepenucka, codepuTe U NPOAHAIUIUPYHTE
HHGOPMaLHIO 0 CJIeAYIOIIeM:
1. Ckaxute, Kakue BOMPOCHl PACCMATPUBAIOTCSI B TEKCTE.
2. Ckaxute, Kakas mpobseMa BBITEKaeT U3 COICPIKaHUSL.
3. IlocTaBbTe K TEKCTY HECKOJIBKO BOIIPOCOB U 3aJ[aiiTe WX BallleMy TOBapHIILy, 3aTEM OTBETHTE
Ha €ro BOIIPOCHI.
4. IloaTBepauTe TOUKY 3pEHUS, U3I0KEHHYIO B TEKCTE, UCIIOIb3YsI COOCTBEHHBIN MpPUMED.
5. Beickaxxute MHeHHE O TpounTaHHOM. COOOIINTE U3BECTHBIE BaM JIOTIOJIHUTEIILHBIEC CBEICHUSL.
[TpuBenute npumepsl, GakThl, MOJOOHBIE ONKUCHIBAEMBIM B TEKCTE.

Catherine Ng established an electronic watch company with 6 employees in 1979. The company
now has over 500 employees. Read the interview with the businesswoman.

What factors have made your business successful?

First of all, the advent of LCD watch technology in the 1970-s created a vast opportunity for us.
Although the Swiss were the first to develop a quartz watch, the support of the Swiss
manufactures was not strong as they overlooked the phenomenal growth potential of the market.
They believed their mechanical excellence would keep them leaders of the industry and that the
quartz watch was only a gimmick and it would soon fade out. In fact this poor judgment led to
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the downfall of some companies. As demand was greater than supply, therefore it wasn't
difficult for me to get entry to the market when 1 first set up my company. At the end of the first
year the number of employees increased to 20 and we moved from office premises to a factory.
Our floor space increased from the original 600 sg. ft. to 2000 by the end of the first year and the
company grew more than tenfold in the next five years.
And then a few years later, prices started to become very competitive as the retail market became
saturated .So | had to think about certain strategies to tackle this problem. I had to think up a
short-term strategy and develop some long-term planning. Like all our competitors, we
developed new products such as giftware and luxury items. For example, we designed products
with a time device in them and customers could print their logo on the product for promotional
purposes. However competition became severe. It reached a point that any product which had a
time module in it became less valuable.
In the short term we had to cut our costs. However for certain customers who are less price
conscious, | was able to upgrade the quality of our products, for example by offering better
batteries, a longer warranty. We did not want our customers to think we were ripping them off of
course if we charged a higher price. For customers who were less focused on quality we had to
reduce our prices. In the end our customers thought that our company offered quality products,
which were value for money while most of our competitors struggled for survival and cut prices
in a very competitive market. Some were even forced out of the market.
On the other hand, we also switched our capacity to producing clocks, cutting our watch
production and training our workers to assemble clock product. Watch production was based on
an assembly line. Well we bought components from suppliers and assembled the watches. Clock
products involved more components and we had to make them in house and the company started
to install machinery, hire designers and the work flow became more sophisticated and today we
have become one of the best known manufacturers in the world, with 1SO 9001 certification.
What are the crucial factors behind your success?
The critical factors of our success, | would say, were our vision and our strategic planning. From
time to time we utilize management tools such as SWOT analysis to review our situation and
make necessary adjustments. Furthermore, we have made use of the Internet to promote our
products, for example we used an e-catalogue to start with, and lately we have developed a
customer relationship management system.
If I was asked what advice | would give to people looking for success in business, well, | would
say: be well prepared. Seize an opportunity ones it emerges and finally stay open-minded as
business can be developed by individuals, alliances, partnerships and joint ventures.
3aganue 2.
IIpouuTaiite ciaeayoumy HHpopManuio, NpoBeAUTe aHAIU3 HHGOPMALUM M HApHCYHTe
rpagux.

Today I'm going to briefly outline the trends in world music sales from the late sixties to the present
day as shown on this graph. From 1969 to 1978, there was a steady rise in sales from about $2
billion to $10 billion. This increase was caused by new developments such as the introduction of
stereo LPs and later audio cassettes. From 1978 to 1980 sales remained steady, but in 1981 there
was a slight drop in sales to about $8 billion. This probably resulted from the global economic
downturn. By 1984, figures were around the $10 billion mark again. After this date there was a
sharp increase in world music sales which reached a peak of $40 billion in 1993. This was largely
due to the introduction of the CD. America, in particular, experienced a tremendous growth in
sales, but other European countries, for example, Britain and Germany also sold millions of CDs.
Surprisingly, sales dropped slightly in the nineties. By 1996, world music sales were about $37
billion. The following year there was a slight rise, but after this sales decreased and in 2001 they
dropped to $34 billion. These fluctuations are probably a result of free or cheap music being
downloadable from the Internet. It may also be connected to the increased availability of hardware
to copy music, for instance, CD burners.
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3aganue 3.

HpoanaﬁTe 0 THIIaX MPOU3BOACTBEHHOI'O Ipo1ecca U B3AaUMOCBSI3HU MEKTY
H3II(ne3aBepieHHOE MPOU3BOACTBO) M PA3JIMYHBIMU TUIIAMHU MPOU3BOICTBEHHOT0
nmpouecca. 3amoJIHUTE Ka)l(ﬂblﬁ 363311 HanoboJ1ee MOAXOAAIIUM IIPUMEPOM:
construction of a building, an automobile plant, aircraft manufacture, clothing manufacture,

steel making

1. Inacontinuous process (work in progress without stopping) there is a network of complex,
capital-intensive machinery through which WIP flows without interruption. One example
would be ....

2. In amass process (high volume, low variety) there is an assembly line where WIP moves
along the line past workstations carrying out fixed operations. One example would be ...

3. In a batch process (groups of products of the same type move through the process),
machinery and equipment are located in “cells” around the plant, and WIP moves in groups
to different cells; in each cell a variety of specialized operations can be carried out. One
example would be ...

4. In job production( low volume, opportunities for customization) there is a fixed position
layout where the WIP does not move; instead operations are scheduled in sequence on it.
One example would be ...

5. In alarge-scale project(highly customized products, long timescale), the WIP is often off-
site, or at the customer’s own premises. One example would be ...

3ananmue 4.
IIpouuraiiTe TeKCT HA TeMy YPOBHH U c(hepbl ypaBJjeHus, codepurTe 1
NMPOoaHAJIU3UPYHiTe HHPOPMALIUIO O CJIeYIOLIEeM:
1. Ckaxute, Kakue BOMPOCHl PACCMATPUBAIOTCSI B TEKCTE.
2. Ckaxute, Kakas mpobiaeMa BBITEKaeT U3 COIECPIKaHUSL.
3. IlocTaBbTe K TEKCTY HECKOJIBKO BOIPOCOB U 3aJlaiiTe WX BallleMy TOBapHIILy, 3aTEM OTBETHTE
Ha €ro BOIIPOCHI.
4. IloaTBepauTe TOUKY 3pEHUS, U3I0KEHHYIO B TEKCTE, UCIIOIb3YsI COOCTBEHHBIN MpUMED.
5. Beickaxxute MHeHHE O TpounTaHHOM. COOOIINTE U3BECTHBIE BaM JIOTIOJIHUTENILHBIEC CBE/ICHUSL.
[TpuBenute mpumepsl, GakThl, MOJOOHBIEC ONUCHIBAEMBIM B TEKCTE.

Peter Drucker, the well-known American business professor and consultant, suggests that the work
of a manager can be divided into planning (setting objectives), organizing, integrating (motivating
and communicating), measuring performance, and developing people.

First of all, managers (especially senior managers such as company chairmen and directors) set
objectives, and decide how their organization can achieve them. This involves developing
strategies, plans and precise tactics, and allocating resources of people and money. Secondly,
managers organize. They analyze and classify the activities of the organization and the relations
among them. They divide the work into manageable activities and then into individual tasks. They
select people to perform these tasks. Thirdly, managers practice the social skills of motivation and
communication. They also have to communicate objectives to the people responsible for attaining
them. They have to make the people who are responsible for performing individual tasks form
teams. They make decisions about pay and promotion. As well as organizing and supervising the
work of their subordinates, they have to work with people in other areas and functions. Fourthly,
managers have to measure the performance of their staff, to see whether the objectives set for the
organization as a whole and for each individual member of it are being achieved. Lastly, managers
develop people — both their subordinates and themselves.

Obviously, objectives occasionally have to be modified or changed. It is generally the job of a
company’s top managers to consider the needs of the future, and to take responsibility for
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innovation, without which any organization can only expect a limited life. Top managers also have
to manage a business’s relations with customers, suppliers, distributors, bankers, investors,
neighbouring communities, public authorities, and so on, as well as deal with any major crises
which arise. Top managers are appointed and supervised (and dismissed) by a company’s board
of directors.

Although the tasks of a manager can be analyzed and classified in this fashion, management is not
entirely scientific. It is a human skill. Business professors obviously believe that intuition and
‘instinct’ are not enough; there are management skills that have to be learnt. Drucker, for example,
wrote in his book “An Introductory View of Management” that ‘Altogether this entire book is
based on the proposition that the days of the “intuitive” manager are numbered,” meaning that they
were coming to an end. But some people are clearly good at management, and others are not. Some
people will be unable to put management techniques into practice. Others will have lots of
technique, but few good ideas. Outstanding managers are rather rare.

3ananue 5.
IIpounTaiite TekcT Ha Temy OpraHu3alnMOHHbIE CTPYKTYPHI, co0epuTe U
NMPOoAHAJIU3UPYHTE HHPOPMAIUIO O CJIeYIOLIeM:
1. Ckaxxure, Kakue BOIIPOCHI PACCMAaTPUBAIOTCS B TEKCTE.
2. Cxaxure, Kakas mpobjemMa BbITEKAeT U3 COJCPIKaHMUS.
3. IlocTaBbTE K TEKCTY HECKOJIBKO BOIIPOCOB U 3aJjaiiTe UX BallleMy TOBApHILly, 3aTEM OTBETHTE
Ha ero BOIPOCHI.
4. IMonTBepauTe TOUYKY 3pEHHS, U3T0KEHHYIO B TEKCTE, UCTIONb3Yys COOCTBEHHBIN IPUMED.
5. Beickaxute MHeHUE 0 MpoynTaHHOM. CoO0IINTE U3BECTHBIE BaM JIOTIOIHUTEIbHBIE CBEICHHUS.
[Ipusenute mpumepsl, HakThl, MOJOOHBIE OMUCHIBAEMBIM B TEKCTE.

No business can continue to function in the same way forever. Companies that refuse to
change with time risk losing their competitive edge, their market share and consequently their
profitability. To survive and remain competitive in the fast evolving business environment
companies need to be responsive, flexible, capable of anticipating and managing change. This
continuous adjustment to change is commonly referred to as “restructuring”. Restructuring
occurs — or should occur — when the organization can no longer meet the needs of the business.
There is a doctrine in business planning that structure follows strategy; the organization's
structure should be aligned to fit its strategic needs. When strategies change, then the structure
must adapt.

Restructuring leads to changes in the organizational setup, it can take many forms and involve
a change in a company's structure, strategy, policies, procedures, or culture. It can be massive,
affect an entire enterprise and might take years, e. g. it took Toyota company 15 years to change
its organizational structure, or may affect a few employees within one department. In any case,
regardless of the type and scope, organizational change means letting go of the old ways in
which work is done, and adjusting to the new ways.

One of the most powerful drivers of change involving enterprise restructuring is globalization.
As the 21% century unfolds, the significance of national economies is declining. Globalized
markets aren't only expanding business opportunities, they are also intensifying competitive
pressures. To succeed in the current economic climate, companies need to think and act globally.
It means exploring new markets, diversifying into new areas, reaching out to new groups of
consumers, which in its turn means competing with bigger players on the world trade arena. This
current trend towards the liberalization of markets is the main reason behind restructuring. To
remain competitive companies shift from old recruitment and personnel management practices.
Traditional management structures were bureaucratic and hierarchical. Now management experts
see wisdom in flatter organizations with wider roles and responsibilities for each member of the
team. Job flexibility and empowerment are key features of new structures, but successful
implementation requires changes in the communication and reporting policies of the
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organization. While new enterprises can start with these paradigms, old companies have to
restructure themselves. New methods of work, for example outsourcing of certain tasks by
subcontracting self-employed people, telecommuting or adjusting work hours by employing
some people only for the days when there are work peaks require new methods and practices and
it can also trigger restructuring and organizational changes.

Rapid technological change, new communication and information technologies, innovations
in materials and work processes may require restructuring to keep up with the times. Companies,
whose technological base and expertise are obsolete, are driven out of the market.

Organizational change is often a response to changing demographics. The increasing presence
of women and minority groups, ageing of the population, especially noteworthy in industrialized
economies, have led to the development of new work practices, e.g. work arrangements such as
flexible hours and job sharing are becoming more popular. Companies need to reconsider
benefits and compensations which are more suitable for women and elderly people, to offer
different pension plans and devise new strategies to retain employees.

In many cases the need to restructure originates from poor management practices, such as a
short-term focus or failure to anticipate future needs, poor marketing strategy, profit losses,
financial constraints, inability to adapt and find new markets, high employee or production costs.

3ananmue 6.
IIpouuraiite TekcT HA TeMy MeHeI:KMEHT, co0epuTe U MPOAHAJIN3UPYITE
HHGOPMaLHIO 0 CJIeAYIOIIeM:
1. Ckaxute, Kakue BOMPOCHl PACCMATPUBAIOTCSI B TEKCTE.
2. CkaxuTe, Kakas mpobsaeMa BBITEKaeT U3 COIECPIKaHUSL.
3. IlocTtaBbTe K TEKCTY HECKOJBKO BOIIPOCOB U 3a/IalTE UX BallleMy TOBAPHIILY, 3aTEM OTBETHTE
Ha €ro BOIPOCHI.
4. TlonTBepauTe TOUKY 3pEHUS, U3IOKEHHYIO B TEKCTE, UCTIOIB3YsI COOCTBEHHBIN MPUMeED.
5. Brickaxxure MHEHHE O MMPOYHUTAHHOM. COOGLLII/ITG HU3BECTHBIC BaM AOITOJIHUTCIIbHBIC CBCIACHU .
[TpuBenuTe mpumepsl, GaKkThl, TOJOOHBIC OMTUCHIBAEMBIM B TEKCTE.

The legendary chairman of GE, management theorist, strategic thinker, and corporate icon who
made it to the top despite his working-class background. If leadership is an art, then surely Welch
has proved himself a master painter.

“The two greatest leaders of this century are Alfred Sloan of General Motors (GM) and Jack Welch
of General Electric (GE)”, - says Noel Tichy, a longtime GE observer and University of Michigan
management professor. “And Welch would be the greater of the two because he set a new,
contemporary paradigm for the corporation that is the model of the 21 century.”

Jack Welch was 45 when he took control of the company that documented sales of just under $ 28
billion, and an estimated market value of around $ 14 billion. When Welch retired in 2001, the
company's estimated market value was $ 410 billion. When the legendary manager took over as
CEO in 1981 it was a slow-moving old-line American industrial giant with 9 layers of management
which he transformed into a keenly competitive global corporation. Welch reshaped the company
through more than 600 acquisitions and a forceful push abroad into newly emerging markets.

How was he able to wield so much influence and power over one of the most complex
organizations in all of American business? Many managers struggle daily to lead and motivate
mere handfuls of people. Many CEOs wrestle to squeeze just average performance from
companies a fraction of GE's size. How did Welch, who sat atop a business empire with $ 304
billion in assets and 276 000 employees in more than 100 countries, do it?
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He did it because he believed that any component of the company had to be profitable.
Productivity, efficiency and profitability were the optimum words of the day. If employees failed
to be productive, they were relieved of their duties. If a division was of no value, it was discarded.

He did it because he was and he is and has always been a fierce believer that people are company's
most valuable asset. “You build the best team, you win. Hire the right people, hire the best. Human
capital determines the long-term success of any company”.

He did it because he created something unique at a big company: informality. Making the
company informal means violating the chain of command, communicating across levels, paying
employees as if they worked not for a big company but for a demanding entrepreneur where
everyone knows the boss. Everyone, from secretaries to factory workers called him Jack. Every
week there were unexpected visits to plants and offices, hurriedly scheduled lunches with
managers several layers below him. “We are pebbles in the ocean, but he knows about us,” — said
Brian Nailor, fortysomething marketing manager of industrial products.

He did it through sheer force of personality, coupled with passion for winning the game of
business. “The world will belong to passionate, driven leaders...”

Jack Welch may have come from very humble beginnings, but he faced the challenge and rose to
become one of the most influential CEOs of all time. He has written several bestselling books on
management and recently founded the Jack Welch Management Institute. His trademark *“the
Welch Way” has become an online MBA program and he is frequently called upon as a
commentator for various business programs on television. Welch is an example for many, and he
has the exact traits needed to be close to perfection as a manager.
3ananme 7.

IIpouuraiite TekcT HA TemMy JIMJaepCcTBO U JIHIEPCKUE KAaYeCcTBA, cO0epuTe U

NPOoaHAJIU3UPYHiTe HHPOPMALUIO O CJIeYIOLIEeM:
1. Ckaxute, Kakue BOMPOCHl PACCMATPUBAIOTCS B TEKCTE.
2. CkaxuTe, Kakas mpobiaeMa BBITEKaeT U3 COICPIKaHUsL.
3. IlocTtaBbTe K TEKCTY HECKOJBKO BOIIPOCOB U 3a/IalTE UX BallleMy TOBAPHIILY, 3aTEM OTBETHTE
Ha €ro BOIPOCHI.
4. TlonTBepauTe TOUKY 3pEHUSI, U3IOKEHHYIO B TEKCTE, UCTIOIB3YsI COOCTBEHHBIN MPUMeED.
5. Brickaxxure MHEHHE O MMPOYHUTAHHOM. COOGLLII/ITG HU3BECTHBIC BaM AOITOJIHUTCIIbHBIC CBCIACHU .
[TpuBenuTe mpumepsl, GakThl, TOJOOHBIC OMMUCHIBAEMBIM B TEKCTE.

Leadership is needed at all levels in an organization. It is likely, however, that the
leadership qualities required by a supervisor or manager are not the same as those required by the
chief executive of a company. It is, therefore, difficult to define leadership satisfactorily.

A typical definition is that the leader “provides direction and influences others to achieve
common goals.” This is true in the case of supervisors and managers, but is it a good definition of
the leader of an organization? A chief executive must indeed give “direction’ but he must do much
more than that. He has to create ‘a sense of excitement’ in the organization, and convince staff that
he knows where the business is going. In addition he must be a focus for their aspirations. As Peter
Drucker, the American writer, says, ‘Leadership is the lifting of a man’s vision to higher sights,
the raising of a man’s performance to a higher standard, the building of a man’s personality
beyond its normal limitations.”

An important analysis of leadership has been made by Fred Fielder, Professor of
Psychology and Management at the University of Washington. For over twenty years, he has
carried out research into effective leadership in a number of organizations — businesses,
government agencies and voluntary associations. Fielder observed how leaders behaved, and he
has identified two basic leadership styles.
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Task-motivated leaders ‘“tell people what to do and how to do it.” Such leaders get their
satisfaction from completing the task and knowing they have done it well. They run a ‘tight ship’,
give clear orders and expect clear directives from their superiors. This does not mean that they
show no concern for other people. But their priority is getting the job done.

Relationship-motivated leaders are more people-oriented. They get their satisfaction from
having a good relationship with other workers. They want to be admired and liked by their
subordinates. Such leaders will share responsibility with group members by encouraging
subordinates to participate in decisions and make suggestions.

Throughout his work, Fred Fiedler emphasized that both styles of leadership could be
effective in appropriate situations. There was no best style for all situations. Effective leadership
depended on matching the leader to the task and the situation.

In a book called The Winning Streak, the authors studied leadership in some top British
companies. The managers of those companies believed that effective leadership was a crucial
factor in their organizations’ success.

The authors were able to identify some characteristics of the chairmen and chief executives
of the companies, which made them good leaders: firstly, the leaders were visible’. They did not
hide away in some ivory tower at Head Office. Instead, they made regular visits to plants and sites,
toured round their companies and talked to employees. Leaders made their presence felt. There are
some fascinating examples of this practice. Sir Hector Laing, Chairman of United Biscuits, travels
around his company with a jug of orange juice. He uses this to show employees how the company
profits are divided up between employees, reinvestment, dividends, tax etc. Lord Sieff, Chairman
of Marks and Spencer until 1984, kept close contact with his staff. Once, when there had been
heavy snowfalls, he drove from London to Chatham — a long way — from just to thank sales
assistants for turning up in spite of the weather. Lord Sieff had the habit of making telephone calls
every Saturday, at about 5 p.m. to a few stores, chosen at random. He wanted to know how the
day’s trading had gone. No doubt, by doing this, he kept the staff on their toes. And he showed
them that the Chairman had not forgotten them!

Another example of being “visible’ is provided by Brian Nelson, group Managing Director
of Bulmer, the cider-making firm. Every six months, he goes out in a lorry which delivers cider,
and works as the lorry driver’s mate. This gives him the opportunity to learn about the delivery
service, and to talk frankly to employees about problems.

Besides being visible, the leaders of these top companies provided a ‘clear mission’. In
other words, they knew where the organization was going and persuaded staff to follow them.
Sometimes, they spelled out the mission in a written statement. For example, Saatchi and Saatchi,
the advertising group, include a statement of their principles in all annual reports. The statement
says that Saatchi and Saatchi must be “sharp in the definition of their long-term objectives.” And
the documents also cover matters like employees, clients, creativity, market position and
profitability.

Finally, successful organizations have clear values. And it is the job of the leader to show
what they are. As Douglas Strachan, Managing Director of Allied Lyons Beer Divisions, says,
“You have to keep telling people your values. If you repeat it often enough, it does go down the
line.” Thus, the leader is not only someone who ‘lifts aman’. He/She must also protect and promote
the organization’s values.

3aganmue 8.
IIpounTaiite Texkct Ha Temy Ilondop nepconana, codepute U NpoaHAIM3HPYITE
HH(OPMALUIO O CJIeYIOIIeM:
1. Ckaxxure, Kakue BOIIPOCHI PACCMATPUBAIOTCS B TEKCTE.
2. Cxaxure, Kakas rmpobjemMa BbITEKAeT U3 COJCPIKaHMUS.
3. IlocTaBbTE K TEKCTY HECKOJBKO BOIIPOCOB U 3aJjaiiTe UX BallleMy TOBApHILly, 3aTEM OTBETHTE
Ha €T0 BOIIPOCHI.
4. IMonTBepauTe TOUYKY 3pEHHS, U3T0KEHHYIO B TEKCTE, UCTIONb3Yys COOCTBEHHBIN IPUMED.
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5. Beickaxute MHEHHE O TpounTaHHOM. COOOIINTE U3BECTHBIE BaM JIOTIOJIHUTENIbHBIE CBEICHHUSL.
[Ipusenute mpumepsl, HakThl, MOJOOHBIE OMUCHIBAEMBIM B TEKCTE.

HOW TO SELECT THE BEST CANDIDATES — AND AVOID THE WORST

(by Adrian Furnham)
Investing thousands of pounds in the recruitment and training of each new graduate recruit may
be just the beginning. Choosing the wrong candidate may leave an organization paying for years
to come.
Few companies will have escaped all of the following failures: people who panic at the first sign
of stress; those with long, impressive qualifications who seem incapable of learning;
hypochondriacs whose absentee record becomes astonishing; and the unstable person later
discovered to be a thief or worse.
Less dramatic, but just as much a problem, is the person who simply does not come up to
expectations, who does not quite deliver; who never becomes a high-flyer or even a steady
performer; the employee with a fine future behind them.
The first point to bear in mind at the recruitment stage is that people don’t change. Intelligence
levels decline modestly, but change little over their working life. The same is true of abilities,
such as learning languages and handling numbers.
Most people like to think that personality can change, particularly the more negative features
such as anxiety, low esteem, impulsiveness or a lack of emotional warmth. But data collected
over 50 years gives a clear message: still stable after all these years. Extroverts become slightly
less extroverted: the acutely shy appear a little less so, but the fundamentals remain much the
same. Personal crises can affect the way we cope with things: we might take up or drop drink,
drugs, religion or relaxation techniques, which can have pretty dramatic effects. Skills can be
improved, and new ones introduced, but at rather different rates. People can be groomed for a
job. Just as politicians are carefully repackaged through dress, hairstyle and speech specialists, so
people can be sent on training courses, diplomas or experimental weekends. But there is a cost to
all this which may be more than the price of the course. Better to select for what you actually
see rather than attempt to change it.

3ananme 9.
IIpouuraiite TekcT HAa TeMy MapKkeTHHT, co0epuUTe U MPOAHAJIM3UPYIiTE
UHGOPMALHIO 0 CJIeaYIOLIeM:

1. Ckaxute, Kakue BOMPOCHl PACCMATPUBAIOTCSI B TEKCTE.
2. CkaxuTe, Kakas mpobiaeMa BBITEKaeT U3 COICPIKaHUSL.
3. IlocTtaBbTe K TEKCTY HECKOJBKO BOIIPOCOB U 3a/IalTE UX BallleMy TOBAPHIILY, 3aTEM OTBETHTE
Ha €ro BOIPOCHI.
4. TlonTBepauTe TOUKY 3pEHUS, U3IOKEHHYIO B TEKCTE, UCTIOIB3YsI COOCTBEHHBIN MPUMeED.
5. Brickaxxure MHEHHE O MMPOYHUTAHHOM. COOGH.II/ITG HU3BECTHBIC BaM AOITOJIHUTCIIBHBIC CBCIACHN .
[TpuBenuTe mpumepsl, GaKkThl, TOJOOHBIC OMTUCHIBAEMBIM B TEKCTE.

GOING VIRAL
Six years ago, ad executive Ed Robinson carried out an experiment. He spent $10,000 to produce
a humorous video about a man who meets an explosive end while inflating a child’s raft. He
attached his firm’s Web address to the clip and emailed it to five friends. Then he waited.
By the end of the week, more than 60,000 people had seen the twelve-second video, Robinson
says. The video had “gone viral’, passing from Robinson’s friends to their own friends and from
there to blogs and sites across the Web. Within three months, Robinson’s Web site received 500,
000 hits.
For Robinson, the traffic was confirmation that the video and others like it could create a buzz and,
in turn, make big bucks. ‘I was trying to prove a point: if you entertain your audience, they will
get it and the viral mechanism will make the audience come to watch you.’
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Cashing in. Companies have gotten the message. Lured by the prospect of reaching
millions of consumers without also spending millions of dollars for television air time or space in
print media, companies have shifted more ad dollars to the Net. Video viral marketing — so named
because it relies on computer users to spread commercials from person to person — has expanded
from a negligible piece of the advertising pie to a $150 million industry researchers estimate.

Victim of its own success. However, viral marketing has become a victim of its own
success. As more ads and user-created videos go online, getting ads to go viral has become
increasingly difficult. Whereas these ads were once relatively rare, they now have to compete with
millions of other video clips. Companies need to spend more to give their message an edge. Today,
Robinson’s London company, the Viral Factory, charges $250,000 to $500,000 to create ads he
guarantees will reach a wide audience.

Video sites. Not only do advertisers need to spend more to make the ads, but increasingly,
they’re having to pay to get them seen in the first place. Rather than waiting for new videos to
drop into their mail boxes, users are now going to sites like YouTube for entertainment. Many of
the hundred or so video sharing sites still don’t charge for posting videos: they fear that too many
ads will drive away audiences and stifle user-created content. After all, users go to these sites to
see the videos most people find interesting, not ones some company paid to place. However, the
largest and most popular sites, like YouTube, which shows about 100 million videos daily, already
sell some spots, though they won’t disclose advertising fees.

Going mainstream. It makes sense that video-sharing sites are wary of turning off users
with too many ads. Neither the sites nor advertising companies want virals to become the new
online spam. Still, with people spending more time on the Net, and many using video-friendly
high-speed connections, it seems highly unlikely that viral video advertisements will become
mainstream before long. And, as competition for online user attention increases, companies will
be forced to do more to ensure their ads are watched. That in turn could encourage Web sites to
charge more for spots. The bar has been raised.

3ananmue 10.
IIpouunraiite TekcT HAa TeMy MapKeTHHI HA PbIHKe, COOepUTe U NMPOAHAJIM3UPYIiTe
HHGOPMaLHIO 0 CJIeaYIOLIeM:
1. Ckaxute, Kakue BOMPOCHl PACCMATPUBAIOTCS B TEKCTE.
2. CkaxuTe, Kakas mpobseMa BBITEKaeT U3 COICPIKaHUSL.
3. IlocTaBbTe K TEKCTY HECKOJIBKO BOIPOCOB U 3aJ[aiiTe WX BallleMy TOBapHIILy, 3aTEM OTBETHTE
Ha €ro BOIIPOCHI.
4. IloaTBepauTe TOUKY 3pEHUS, U3I0KEHHYIO B TEKCTE, UCIIOIb3YsI COOCTBEHHBIN MPUMED.
5. Beickaxxute MHeHHE 0 TpounTaHHOM. COOOIINTE U3BECTHBIE BaM JIOTIOJIHUTEIILHBIEC CBEICHUSL.
[TpuBenute mpumepsl, HakThl, IOAOOHBIE ONUCHIBAEMBIM B TEKCTE.

WHEN A FOUNDER STEPS DOWN

Handing over the family business often sets off a bitter feud. Tony Bogod, a family-firms
consultant, regularly asks psychologists for help. *Although I trained as an accountant, I now find
myself working more with feelings than with figures,” he says. ‘I really need a leather couch in
my office.” One owner-manager had handed over the running of his printing business to two sons.
But the brothers fought furiously. Bogod says: ‘One day the father phoned me in tears, saying, “all
I want is for them to be happy.” This case follows a general trend for fathers who pass their
businesses to sons. ‘Father-son succession is much harder than father-daughter,” says Bogod.
‘When a son goes into the business, it is about proving himself, being competitive, and wanting to
make his father proud. But with a daughter, it is about support and wanting to be there for him.’
Bogod believes that starting an early discussion about passing on the business is the key to a
successful handover. Even though talking to parents about retirement is hard, you should start
doing it ten years before they retire.
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Barbara Murray, a family-business expert, believes that failing to talk is not the only pitfall. ‘A
common mistake that people make’ says Murray ‘is that when they are nervous about who is going
to be the next leader they try to solve the problem very quickly without exploring it properly. So
it’s automatically the oldest son or the daughter with the business degree who gets the company.
What they should really do is have an honest look at what the business needs, then find someone
who is not directly involved in the firm. The outsider can say if the skills the business needs are in
the offspring.’

Before making a final choice, owner-managers should consider another factor, says Andrew
Godfrey of Grant Thornton, the accountant. “You need to know what you want to do with your
business before you select a successor. Until you know where the business is going, you don’t
know what kind of leader you need-is it a cost-cutting man or a marketing man?’

Leaving the decision on succession to the board spells trouble says Godfrey. ‘If you don’t choose,
you’ll end up with a committee. Rule by committee is disastrous. Nothing happens, you get a
business vacuum and the firm drifts.” Many families fall out when the company founder stays on
past retirement, says Godfrey. ‘There has to be a plan about how the older generation is going to
exit the business. To do this they need to have enough money outside the company to make
themselves financially independent.’

But choosing a successor is just too hard for a lot of owner-managers. ‘The classic mistake is the
father who retires and just cannot tell his children who is going to be managing director. He says,
‘you can sort it out when | am dead.” This will keep a lid on it while he is alive. But as soon as he
dies, you can be sure that the family will have its own version of world war three.’

3amanmue 11.

IIpounTaiiTe 3KOHOMHYECKYIO CTATHIO H OTBETHTE HA CJeAyIOLINe BONPOCHI:
1. Ckaxute, Kakue BOIMPOCHl pACCMATPUBAIOTCS B CTaThE.
2. Ckaxute, Kakas mpobseMa BBITEKaeT U3 COICPIKaHUSL.
3. 3agaiiTe K CTaTbe HECKOJIBKO BOIIPOCOB M 3a/IalTe MX BallleMy TOBApHIIy, 3aTEM OTBETHTE Ha
€r0 BOIPOCHI.
4. [loaTBepauTe TOUKY 3pEHUS, U3JI0KEHHYIO B CTaThe, UCIOJIb3Ys COOCTBEHHBIH MTpUMep.
5. BeickaxxuTe MHEHHE O TPoUYnTaHHOM,. COOOIIUTE N3BECTHBIC BaM JOMIOJIHUTEIbHBIC
ceegenus. [IpuBeaure npumepsl, HhakThl, MOJOOHBIE OMMUCHIBAEMBIM B CTaThe.
6. Ilogymaiite, KaKk ¥ rie BbI MOKETE UCIOIb30BATh U3BJICUCHHYIO U3 CTaThU HH(OPMAITHIO.
7. Onpenenute, HY>KHO JIM BaM OoJiee 1eTalbHO 03HAKOMUTBCS C TEKCTOM JIJISl UCTIOIb30BaHUS
NOJy4YeHHOH nH(popMmalmu B Baei Oynymieil mpodeccuoHaaIbHON AeATEIbHOCTH.

The Case for Chain Mud Pump Drives
There are literally thousands of oil field mud pumps running today by chains and sprockets, and
many by V-belts. In most cases it is no accident that a particular pump is driven the way in is.

Different types of installations require different means of powering in order to get the most
economical operation. Our purpose in getting into this subject is to outline the areas of use where
chain drives are particularly advantageous. The primary consideration is total cost per horse-
power-hour. Initial cost is part of this, but also included are moving costs and maintenance costs,
including down time.

If we were to drive a pump mounted on a steel frame upon which the prime mover was also
carefully mounted, alignment would be no particular problem, and advantage could then be taken
of a chain drive with its smaller space requirement, lighter weight, and lower cost per
horsepower-hour. Because offshore equipment, inland barges, and also many land rigs are
arranged with unitized construction, chain drives are used predominantly in this type of
application.

However, a pump skidded by itself on the ground is subject to drive misalignment. Even though
there is more cost in providing a motor takeup mounting and more massive components for the
V-belt drive, ins ability to accept greater misalignment than a chain drive results in service life
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which makes in more economical in this particular instance. Finally, when a prospect has been
identified and evaluated and passes the oil company's selection criteria, an exploration well is
drilled in an attempt to conclusively determine the presence or absence of oil or gas. Oil
exploration is an expensive, high-risk operation. Offshore and remote area exploration is
generally only undertaken by very large corporations or national governments. Typical shallow
shelf oil wells (e.g. North sea) cost USD$10 - 30 million, while deep water wells can cost up to
USD$100 million plus. Hundreds of smaller companies search for onshore hydrocarbon deposits
worldwide, with some wells costing as little as USD$100,000.

3aganne 12.

[IpounTaiiTe 3KOHOMHYECKYIO CTATHIO U OTBETHTE HA CJeyIolIHe BOMPOCHI:
1. Ckaxxure, Kakue BOIIPOCHI PaCCMATPUBAIOTCS B CTAThE.
2. Cxaxure, Kakas rmpobjemMa BbITEKAeT U3 COJCPIKaHMUS.
3. 3amaiiTe K cTaThe HECKOJILKO BOIIPOCOB U 33/1aliTe WX BallleMy TOBapUILy, 3aT€M OTBEThTE Ha
€ro BOIMPOCHI.
4. IlonTBepauTe TOUYKY 3pCHUS, U3I0KEHHYIO B CTaThe, UCIIOJIB3Ysl COOCTBEHHBIN IpUMeEp.
5. BeIckaxuTe MHEHUE O MPOYUTAaHHOM,. COOOIIUTE U3BECTHBIE BaM JIOMOJIHUTEIbHbBIE
ceenenus. [IpuBenute nmpumepsl, (pakThl, MOTOOHBIEC ONMTUCHIBAEMBIM B CTATheE.
6. [Tomymaiite, Kak U I/ie BBl MOXKETE UCIIOJIb30BATh U3BICYEHHYIO U3 CTaThu HH(GOPMAIHIO.
7. Onpenenure, HY>KHO JI BaM OoJiee 1eTalbHO 03HAKOMUTHCS C TEKCTOM JUISl HCIIOJIB30BAHUS
MOJTyYeHHOM HHpOpMAIMK B Bamiei Oyaymeld mpodecCHoHaTbHON AesTETbHOCTH.

Proper tool is a good investment

Pump-part manufacturers provide other tools to allow users to extract maximum cost from mud-
pomp parts. A hydraulic valve-seat puller, for example, is almost a necessity for high-pressure
pumps. The cost of damage that can be done by truing to «torch out» a seat will typically pay for
a good hydraulic tool. And the tool can serve for many years. A knocker should be used to
remove pistons from roads; a single hammer «ding» on a rod can mean premature failure with
related lost time and expense. Install rod packing according to instructions. Different kinds of
packing require different tightening procedures for proper operation. And all parts manufactures
agree that matching springs, seats, and valves should be used.

Valves and seats do not all weigh the same and hence demand different springs to match opening
pressures. When to replace? Ideally, of course, parts should be replaced just before failure. When
pump pressure falls, it’s too late! This means the best way to insure optimum part and pump life-
achieve minimum operating costs coupled with maximum pump efficiency-and make sure there
is always at least one mud pump working is to: (a) keep accurate records of operating hours, and
(b) inspect often those parts readily accessible. Various types of elapsed time recording devices
are available; when drilling is critical, the cost of even the most expensive us virtually
inconsequential compared to having to stop drilling.

A final note. Pump-part technology is very advanced and proven. Manufacturers have had
experience in almost all environments and working conditions, and their help can be significant.
But the only group who ultimately can design and implement effective mud-pump-part programs
are those on the rig. The accompanying check-list may help.

3apanmue 13.
l'[pormTaﬁTe TEKCT, OTBETHTEC HA BOIIPOCHI ITO €r0 COACPKAHUIO U BBITNIOJHUTE 3a/IlaHUE
mocJjie TeKCra.
Market and Command Economies
Economics is a science that analyses what, how, and for whom society produces. The central
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economic problem is to reconcile the conflict between people's unlimited demands with society's
ability to produce goods and services.

In industrial Western countries markets are to allocate resources. The market is the process by
which production and consumption are coordinated through prices.

In a command economy, a central planning office makes decisions on what, how, and for
whom to produce. Economy cannot rely entirely on command, but there was extensive planning
in many Soviet bloc countries.

A free market economy has no government intervention. Resources are allocated entirely
through markets.

Modern economies in the West are mixed and rely mainly on the market but with a large dose
of government intervention. The optimal level of government intervention remains a problem
which is of interest to economists.

The degree of government restrictions differs greatly between countries that have command
economies and countries that have free market economies. In the former, resources are allocated
by central government planning. In the latter, there is not any government regulation of the
consumption, production, and exchange of goods. Between the two main types lies the mixed
economy where market and government are both of importance.

1. What is the central economic problem of a society?

2. What is the market?

3. What is the function of the market in an industrial country?

4. How are decisions made in a command economy?

5. In what way does a free market economy differ from a command economy?

6. To which type do most economies in the West belong?

0) [Toaymaiite U cKaxuTe:

1. To which type does the economy of present-day Russia belong?

2. Is the level of government regulation growing or falling in Russia's economy now?

Bribepure noaxozsiiee o CMBICITY CIOBO U3 MpeIaraéMbIX B CKOOKaX BapHAHTOB.

1. (A command economy /a free market economy) is a society where the government makes all
decisions about production and consumption.

2. (Economics/Economy) studies how markets and prices allow society to solve the problems
of what, how, and for whom to produce.

3. Every economist sees (the restriction/the importance) of the question of what, how, and for
whom to produce.

4. Nations have different (consumption / levels) of farm production.

5. When (the price /the importance) of some goods grows, people will try to use less of them
but producers will want to produce more of them.

6. In (mixed/both) countries, Canada and the USA structural changes in the agricultural sector
of economy have become of interest to economists and general public in the 80s and 90s of the
20th century.

7. After years of competition between command and market economies, (the former / the
latter) gave way in many countries of the world to (the former/ the latter).

3ananue 14.
HpoanaﬁTe TEKCT, OTBETHTEC HA BONIPOCHI 110 €ro COACPKAHNIO U BBITIOJIHUTE 3aJaHUC
mocJjie TeKcra.
Measuring economic activity.

There are a large number of statistics produced regularly on the operation of the world’s major
economics. The UK's national economy is no exception in this respect. Often the headlines in
newspapers or important items on television news programs relate to economic data and the
implications for individuals and business. A prime example of this occur when interest rates era
increased: the media responds by highlighting the adverse effects on business with debts and
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householders with mortgages. Data is provided on a wide range of aspects of the economy's
operations. Statistics are available to show:

-the level of unemployment;

-the level of inflation;

-a country's trade balance with the rest of the world;

-production volumes in key industries and the economy;

-raw material prices...

The main statistics illustrating the economy's behavior to the level of activity in the economy.
That is they tell us whether the economy is working at full capacity using all available resources
of labor, machinery and other factors of production. The unemployment figures for the economy
give an indicator of the level of activity. As the economy moves towards a recession and a lower
level of prosperity it is likely that unemployment figures will rise. An alternative measure of the
level of activity is national income statistics, which show the value of a nation's output during a
year. Economists use the term Gross National Product to describe this data. There are numerous
sources of data on the economy of which we can make use. Economic statistics are presented in
many forms, the most common being graphs and tables. Although these statistics can be valuable
in assisting managers, they should be treated with some caution when predicting the future trend
of the economy and thus helping the business to take effective decisions.

1. Find in the text English equivalents for the following:

B sTom OTHOIICHHNH, OCHOBHBIC OTPACIIM MMPOMBINIJICHHOCTH, HAa ITOJIHYTO
MOIIHOCTB, MMEIOIINECS B HAIMYMH PECypChl, 000pYI0BaHUE, 3aKIIaaHast, TpaduKku U
TaOIHITBI, OTIIeHKa 00BEMA MPOM3BOJICTRA.

2. There is a set of words related to the word economics: economy, economics, economic,
economist, economical, economy. Each word has a different use. Try to put the right
word in the blanks in these sentences.

Marx and Keynes are two famous...

These people are studying the science of...

We sometimes call a person’s work his... activity.

People should be very... with the money they earn.

The... system of a country is usually called the national.

3. Answer the questions.
What do statistics show?
What is Gross National Product?

4. Translate the sentences. Find and stress the Gerund.

We believe the firm will find a way of revising their price.

Instead of sending a cable we decided to phone the firm.

After considering the offer we decided to accept it.

I cannot give you a final reply without discussing the matter with our president.

We believe they could improve their offer by reducing the price or changing their terms of
payment.

7.3.2. Tunosble 3a1aHus U (MJIN) MATEPHAJIBI VIS OLEHKH YMeHUil

TUIIOBBIE 3AJIAHMS U151 IIPOBEPKU COOPMHUPOBAHHOCTH YMEHUM 17151 OK-4

3ananue 1
CocTaBbTe MUCHMO-3aNPOC, HCMOJB3YH cileaywmme ¢gpa3bl BokadyJsipa mo Teme Business
Correspondence:
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Beginning of the letter: give your reasons for making an enquiry:

1.We are importers in the computer trade, and would like to get in touch with manufacturers of
mini-computers.

2.We have heard of your products.

3.We have read your advertisement in the “Economist”.

4.We are interested in importing computers.

5.There is a promising market for good quality computers here, and we wish to know what models
you are at present producing/can offer us.

Middle part of the letter:say what you enquire about:

1.Would you please send us your current catalogue showing your latest models.

2.Please send us precise information on the quality of mini-computers.

3.Would you kindly quote your best prices and terms of payment for computers Model DT — 12,
4.0ur customers attach much importance to first-class quality.

5.we require computers for immediate delivery and would like to have further details of your offer.
6.Would you please let us have a firm offer/your offer for mini-computers model NW 375.

End of the letter: express appreciation:

1.An early reply would be appreciated.

2.We look forward to receiving your quotation/reply by return.
3.Thank you in advance for any information you can give us.

4.We await your reply with great interest.

5.We look forward to receiving your detailed offer as soon as possible.

3ananme 2
Onumure rpapuk, 1eMOHCTPUPYIOIIMHA HeHbI Ha 30J10TO ¢ 1914 mo 2010 roxa, ucnoJb3yst
Jgekcuky no teme Describing Graphs:
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3aganue 3

Onummnre rpaduk, HCNoJab3Yy Jekcnky o Teme Describing Graphs:
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Inflation Adjusted
Monthly CRUDE OIL PRICES
(1946-Present)In April 2008 Dollars
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3aganue 4

IIpoxomMeHnTHPYiiTE (YCTHO) CiIeAyIOIIHE YTBEPKACHHUS C yIOTpeOIeHneM
aKTHBHO# Jekcuku mo Teme Making things:

1.1f the company is willing to lower production costs, they should move their facilities to the place
with highly skilled workforce.

2.1f the manager wants to get things done he should do it himself.

3. The best organizational structure is a structure by product.

4. A desire to realize one’s own potential is the strongest motivator in one’s job.

5.1f a person didn’t reveal his leadership skills when at school he will never make a top leader in
the future.

6. Warehouses are a thing of the past. All manufacturing companies should use just-in-time
production.

7.In multinational companies great managers are no worse than leaders.

8.If you want to start a partnership you should join with a relative of yours.

9. In a crisis period people who have been made redundant will agree to any job offered to them.

3amanme 5
Onumurte ypoBHH H cepbl ypasjeHUus1 BbIOpaHHO BamMu koMnaHuu, NCNOJb3YSsI
JekcHky o Teme Levels and areas of management.

Company structure or organization structure refers to the way that a company arranges people
and jobs so that its work can be performed and its goals can be met. The structure of every
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organization is unique and the structure of an organization evolves as the organization grows and
changes over time.

1.

7

Top managers and executives:

Board of Directors, Chairman (Chairwoman) or President (Am.), Managing Director
(Executive Director) or Chief Executive Officer (CEO — Am.)

E.g. At the top of company hierarchy is the Board of Directors, headed by the Chairman.
E.g. A managing director is responsible for the day-to-day running of the company (or
oversees all aspects of business activity, or has overall responsibility for the running of
the business).

Middle (Senior) management (company officers):

Finance director (Chief financial officer — Am.), Marketing Director, HR Director
(Personnel), IT Director, R&D Director, Production Director, Sales Manager or Sales
Director (or Vice Presidents — Am.)

Departments: Finance, Sales and Marketing, Personnel (HR), Research and Development
(R&D), Production

to consist of, be made up of, be divided into

e.g. The company consists of five main departments. The marketing department is made
up of three units. The sales department is divided into two sections.

to be responsible for smth, to be in charge of

e.g. The marketing department is responsible for advertising, sales promotion and market
research. The Human Resources department is composed of two sections. One is
responsible for recruitment and personnel matters, the other is in charge of training.
Philip is in charge of our marketing department.

Finance director controls all aspects of finance and is responsible for allocating the
company's resources.

to be accountable to smb, to be responsible to smb, to report to smb

e.g. At the top of the company hierarchy is Mister Niegel who has overall responsibility
for the running of the business. Sales Director, Marketing Director, Finance Director and
HR Director report to him (HaxoasaTcs y HEro B HEMOCPEACTBEHHOM ITOYHHCHHN).
Export Sales Director is responsible to Sales Director.

a strategy, to determine a strategy (or a policy), implement a strategy (or a policy)

E.g. Top managers determine the company's strategy and middle managers implement the

strategy and major policies handed down from the top level of the organization.

3amanmue 6

IMoaroroBbTE pa3BepHyThie MMCHMEHHBIE OTBETHI Ha Bompockl o Teme Levels and areas of

N S

oo

7.
8.

management:

What are the levels of management?
What are the responsibilities of a top manager?
What are middle managers responsible for?
Why is the position of a first-line manager important, especially in a company involved in
manufacturing business?
What are the most common areas of management (e.g. finance, sales, etc.)?
What is finance director (personnel manager, marketing director, R&D director)
responsible for?
Over to you: what kind of companies require R& D department?
Do you think any company can afford to have its own PR department?

3aganue 7

IMoaroroBsTe MMCHLMEHHOE cOOOIIeHUe HA Temy “ Types of restructuring ”, ncnoan3ysi

aKTHBHYIO JIEKCHKY U3 Bokaoyasipa Organizational Structures:

1. competitive, to remain competitive, to maintain a competitive edge — KOHKYpEeHTOCTIOCOOHBIH,
OCTaBaThCs KOHKYPEHTOCITOCOOHBIM, COXPaHATh KOHKYPEHTHBIE MPEUMYIIECTBA
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E.g. To remain competitive (to maintain a competitive edge) on a fast-evolving market a
company needs to be flexible, highly-effective and fast-moving.

2. to consume, a consumer, consumption — moTpe6IIATE, MOTPEOUTEID, ITOTPEOICHHE
E.g. Many factors such as personal, psychological or social can bring about changes in
consumer behavior. E.g. The recent financial report has reflected a sharp decline in the
consumption of soft drinks in North America. E.g. Possibly the most challenging concept in
marketing is to deal with understanding consumer behavior.

3. to adjust/adjustment/to adapt to / to respond to /to remain responsive — npucrnocoOuThCs,
yMEHHUE TTPUCTIOCabINBAThCs, alallTUPOBATHCS, PearupoBaTh, COXpaHATh THOKOCTh
(coxpaHsATh YMEHHE MEHSTBCS U MPUCTIOCA0TMBATHCS)

E.g. The ability to adapt and find new markets has made Coca-Cola an icon of American
culture.

E.g. To remain responsive and adjust to a fast-changing market environment, many
companies have pushed towards decentralization (oTouuiu oT HIEHTPaTU30BAHHOW CUCTEMBI
yIpaBJICHUA).

E.g. To maintain a competitive edge a company needs to remain responsive to change.

4. efficient, productive, cost-effective — a¢dexTuBHBIN, TPOIYKTHBHBIH, peHTaOETbHBIH
E.g. Businesses organized by function can be cost-effective as each employee specializes in
certain aspects of business.

5. Restructuring (delayering, downsizing) — pectpykTypu3aius (COKpalieHue ypoBHeH
YHpaBJICHUA; YMCHBIICHUEC Pa3MEPOB NPCANIPUATHA B LEIAX DKOHOMUHU, OIITUMH3allvs [ITaTa
IIyTEM COKpAILEHUS)

E.g. The restructuring and delayering helped the company to save 200 million euro a year in
salaries and increase efficiency.

E.g. Cases of restructuring and downsizing are generally met with dismay about job losses,
except by those whose interest is in efficiency and profit. (An increased efficiency generally
leads to job losses.)

6. to cut costs down/to drive costs down/to keep costs down/to optimize costs/to reduce costs
(maximize profits) — CHU3UTH U3AEPKKU (MAKCUMATLHO YBETHYUTH MPUOBLIH)

E.g. The prime target of any business is to drive costs down and maximize profits.

7. profit, losses (to suffer losses, to incur losses, to sustain losses), a decrease in profit, a decline
in profit — yobITKH (HecTH yOBITKH), COKpAallleHHEe MPUOBLIH, CHUKEHUE TIPUOBLIH
E.g. The recent financial report has shown a 7% decline in profit in the second quarter of
2013.

8. to enhance (communication, coordination, a company's reputation) — ymyu4riars,
YBEJIHYMBATh, YCUIUBAThH (OOBIYHO MOJIOXKUTEIBHOE CBOWCTBO)

E.g. Empowerment gives employees an enhanced sense of involvement (maer cotpyauukam
OLIYILIEHUE TOTO, YTO OHHU SIBISIOTCA HEOTHEMIIEMOM YaCThIO KOMHaHHH) in company‘s
business.

9. Empowerment, empowered employees — HajeneHie COTPYIHUKOB OOJIBITUMHE
IIOJIHOMOYHSIMHU

E.g. In companies with a rigid centralized organizational structure managers
3amanue 8
OO0cyaunTe ¢ KoJUIeramMu cjieaywinue yreep:xaenus mo reme Organizational
Structures:

1. One of the most important tasks for the management of any organization is to determine its
organizational structure.

2. Efficient management structures are vitally important for the success of any company.

3. There is a doctrine in business planning “the structure follows strategy”.

4. Once an organizational structure is determined, there is no need to change it with time.

5. A business organized by function is one of the most centralized, bureaucratic and hierarchical.
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6. Decision making is slow in businesses organized by function, which can result in losing a
competitive edge.
7. Employees at lower levels are unable to make important decisions, and have to pass on
responsibility to their boss.
8. A clear chain of command is one of the advantages of organization by function.
9. Companies organized by function are flexible and thus respond quickly to a fast moving
market environment.
10. Accountability is pretty much complicated in companies organized by function.
3amanue 9
ITncpbMeHHO corjacuTech UJIH HE COrJIacuTech CO caeayrueM yIBepxKIeHueM,
NMpoaHAJU3UPOBAB 3HaHUs Mo TeMe Management:

Effective management is putting first things first. While leadership decides what "first

things" are, it is management that puts them first, day-by-day, moment-by-moment.

Management is discipline, carrying it out.

3ananmue 10
IloaroToBHTE YCTHYIO MpE3eHTALIMIO MO CJeayolei cutyanuu Ha Temy Management:

IIpencraBbTe, 4TO BBI SIBISAETECH YIPABIISIOMUM JUPEKTOPOM KOMIIAHUY CPEIHETO pa3Mepa.
KOF)Ia BbI 3aHAJIM ITOCT YIIPABJIAOOICTO JUPCKTOPA, BbI 06Hapy>1<mm, YTO KOMIIaHUA HAXOAUTCA
B TUI0XOM cocTostHud. Komana paborana Hea(h(heKTUBHO, MOPAIIBHBIN AyX OBbUT HU3KUM, a
MMpoJgaXu CHMKAJIIMCh B TCUCHUC I'O/1d. 3a TpH roaa BaM yaaJIoCb UBMCHUTDb CUTYAllUIO K
aydmemy. Bam ynanocek cozaath BEICOKO3(DPEKTHBHYIO0 KOMaHIY O IMPOiaXkaM, IIepCoHall
O4YE€Hb MOTUBUPOBAH, MPOAAXKH pacTyT. CKaXUTE, KaK BaM 3TO yJaiock. OXBaTUTE CleAYyIONIUE
MOMCECHTHBI: IIOCTAaHOBKA I.[C.IICfI, O6H_ICHI/IC, MOTHUBAIMA, BBI'OBOP, IMOXBAJIA.

3ananme 11.
IIpoxkoMmeHTHPYIiTE (YCTHO) CileAYyIOlee YTBEepPKIAeHUE C YIIOTpedJeHueM
aKTHBHOI Jekcuku mo reme Management:

Job security and salary should be based on employee performance, not on years of service.
Rewarding employees primarily for years of service discourages people from maintaining
consistently high levels of productivity.” Discuss the extent to which you agree or disagree with
the opinion stated above.

3amanmue 12.

HCHO.]'ILC&yfITQ CJICAYHINYH0 CTAThI0 B KAa9€CTBEC MO/JI€JIN N HAITUIIIUTE O onsHec Juaepe,
KOTOpBbIM Bel Bocxumaerecs (Hanpumep, Ctus Ixo06¢, buii I'eiite, JIu SAkokka, Maiikia
Baym6epr, Kapaoc I'on). Ucnoab3yiiTe Bokadyasip nmo Teme Leadership.

The legendary chairman of GE, management theorist, strategic thinker, and corporate icon who
made it to the top despite his working-class background. If leadership is an art, then surely Welch

has proved himself a master painter.

“The two greatest leaders of this century are Alfred Sloan of General Motors (GM) and Jack Welch
of General Electric (GE)”, - says Noel Tichy, a longtime GE observer and University of Michigan
management professor. “And Welch would be the greater of the two because he set a new,
contemporary paradigm for the corporation that is the model of the 21% century.”

Jack Welch was 45 when he took control of the company that documented sales of just under $ 28
billion, and an estimated market value of around $ 14 billion. When Welch retired in 2001, the
company's estimated market value was $ 410 billion. When the legendary manager took over as
CEO in 1981 it was a slow-moving old-line American industrial giant with 9 layers of management
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which he transformed into a keenly competitive global corporation. Welch reshaped the company
through more than 600 acquisitions and a forceful push abroad into newly emerging markets.

How was he able to wield so much influence and power over one of the most complex
organizations in all of American business? Many managers struggle daily to lead and motivate
mere handfuls of people. Many CEOs wrestle to squeeze just average performance from
companies a fraction of GE's size. How did Welch, who sat atop a business empire with $ 304
billion in assets and 276 000 employees in more than 100 countries, do it?

He did it because he believed that any component of the company had to be profitable.
Productivity, efficiency and profitability were the optimum words of the day. If employees failed
to be productive, they were relieved of their duties. If a division was of no value, it was discarded.

He did it because he was and he is and has always been a fierce believer that people are company's
most valuable asset. “You build the best team, you win. Hire the right people, hire the best. Human
capital determines the long-term success of any company”.

He did it because he created something unique at a big company: informality. Making the
company informal means violating the chain of command, communicating across levels, paying
employees as if they worked not for a big company but for a demanding entrepreneur where
everyone knows the boss. Everyone, from secretaries to factory workers called him Jack. Every
week there were unexpected visits to plants and offices, hurriedly scheduled lunches with
managers several layers below him. “We are pebbles in the ocean, but he knows about us,” — said
Brian Nailor, fortysomething marketing manager of industrial products.

He did it through sheer force of personality, coupled with passion for winning the game of
business. “The world will belong to passionate, driven leaders...”

Jack Welch may have come from very humble beginnings, but he faced the challenge and rose to
become one of the most influential CEOs of all time. He has written several bestselling books on
management and recently founded the Jack Welch Management Institute. His trademark “the
Welch Way” has become an online MBA program and he is frequently called upon as a
commentator for various business programs on television. Welch is an example for many, and he
has the exact traits needed to be close to perfection as a manager.
3amanue 13.
I/I3quTe npujarateJibHbI€ B PaMKE€ U CKAKUTE, KAKHE U3 HUX XaPAKTCPU3YIOT Xopouiero 1
nJjoxoro Juaepa. Mcnonn3yiite BokaoyJsip nmo teme Leadership.

decisive open passionate energetic balanced

charismatic  ruthless impulsive straight careful

motivating informal flexible accessible thoughtful

adventurous uncaring lunatic moderate aggressive
3ananue 14.

I/ICHOJIBSyﬁTe C.J'IellleHII/Iﬁ AUAJIOT B KAa9€CTBE MOJAC/IN H YCTHO COCTABbTE C HAIMIAPDHUKOM
cBOe co0eceoBaHMe PH NpuemMe Ha padoty. Mcnoub3yiiTe BOKadyJasip o Teme
Recruitment.
-Thank you for coming. So you are interested in our job as personal assistant. What are your
reasons for wanting to change jobs?
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-1 have now been with Williams & Co. for over three years and feel that | have learned
everything there is to learn. | would like to use this knowledge in a different field of activity.
-Why did our advertisement particularly interest you?

-1 would enjoy the challenge of working independently and would very much like to use my
languages even more at the present moment.

-Would you be prepared to travel?

-Oh, yes, gladly.

-What do you see as your main strength?

-1 would say it’s my ability to be independent and rely on myself.

-And your weakness?

-Sometimes lack of patience!

-Let me tell you something about the job. Your boss would be Mr. Matthews, our head of sales
for the European markets. You would assist him in all his duties and with time be in charge in
his absence. You would have direct contact with customers and visit them from time to time as
the need arises.

-Sounds like hard work, but that’s the sort of job | am looking for.

-Would you do overtime if necessary?

-Yes, of course.

-Would you need any help with relocation?

-Yes, | would.

-We would be prepared to share the removal costs (US: moving expenses) and help you in finding
a flat.

-That would be of great help.

-What are your hobbies?

-1 like traveling, playing tennis and reading.

-Thank you again for coming, we will be in touch soon.

3ananue 15.
IMoaroroBbTE pa3BepHyThie MUCHMEHHbIE OTBETHI HA BONMPOCHI 1o TeMe Recruitment:
1. Why do you think it is important to find out as much information as possible about the
company you are applying to? What information do you think it is important to know?
Do you think it is important to find out how to get to the office and how long it takes?
How do you think you should dress?
What questions you are likely to be asked in a job interview?
How do you think you should behave in a job interview?
Do you think you should be totally honest?
What things you shouldn’t do in a job interview?

No ook owN

3aganue 16.
IIpoxomMeHnTHPYiiTE (YCTHO) CIeAyIOlIee YTBePKAeHUE ¢ YIOTpedJIeHueM
AKTHBHO JIEKCHKH, MPOAHAJIM3UPOBAB 3HAHU 1o TeMe Recruitment:

In matching job candidates with job openings, managers must consider not only such
variables as previous work experience and educational background but also personality traits
and work habits, which are more difficult to judge. Discuss the extent to which you agree or
disagree with the opinion stated above.

3aganue 17.

KoMmnanuu HCIOJB3YIOT Pa3HbI€ METOAbI HCCJICTO0BAHUSA PbIHKA, KOTOPbLIC MOI'YT TOYHO
BbBISIBUTD, YTO HA YME Y HOTpeﬁlflTe.ﬂﬂ. B mapax CoCTaBbT€ CIIMCOK 3TUX PaA3/IMNIHBIX
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MPUEMOB M 00CyIMTe UX IPeuMylIecTBAa U HexocTaTKu. Mcnosib3yiiTe JIEKCHKY 110 TeMe
Marketing.

To identify attractive markets — onpedenums 6vicoonwie pvinku
To enter/ to penetrate the market/ to gain a market foothold — ewiiimu na peinox
To abandon, to get out of, to leave the market — yiumu ¢ pvinka
To drive smb out of the market — suimecrhums ¢ pvinka
To corner, to monopolize the market — morononusuposams peinox
To expand markets, to gain entry to new markets — pacuupums pvinku, 3a60esamo 6b1x00 Ha
HOBbLE PLIHKU
Market segment — ceemenm pwvinka; market segmentation—ceamenmayus peinka; to spot market
opportunities through market segmentation—o6rapyasrcums 603moxcHoCmU PLIHKA ¢ ROMOWBIO €20
ceemenmayuu; t0 refine market segmentation — cosepuencmsosams cecmenmayuio pvlnka
Market niche, to search for a market niche, to satisfy a market niche — psinounas nuwa, uckamo
PYIHOUHYIO HUULY, YOOBIEMBOPSIMb NOMPEOHOCIU PLIHOYHOU HUULU
To establish one’s own niche — natimu ceoro nuwy (a well-established company— xomnanus ¢
MEEPOLIMU NOZUYUSMU HA PHIHKE)
Key players / Market leader/ Market challenger/ Market follower / a definite market leader/
a weak/complacent market leader; a distinct market challenger — ocnogmwie uepoxu, 1uoep puoinka,
KOMNAHUS/NPOOYKM, 3AHUMAIOUWUL 2 MeCo 3a TUOEPOM, OCMATIbHbLE USPOKU, ONPEOelEéHHO TUJep
PYIHKA/Ca0bll, He3HAYUMETbHBLU TUOeD PIHKA, 04eBUOHbIL KOHKYDEHM
To adapt to a changing business environment — adoanmuposamucsi k usmenenuro 0enosotl cpeovl
To respond to market conditions, an immediate response — ompeazuposamsv Ha ycios6us pvlHKA,
MCHOBEHHAS PEaKYUs]
To move downmarket/upmarket —nepetimu 6 opyeoti, 6onee deuiésnviii /00po2oti ceemenm pvlHKA

Market share — 0o pvinka

To build market share — cozoams domo na poinke

To increase/ to expand one’s market share — yseauuumo/pacuupums 0onro peinka

To win a large market share — zasoesams 6onvuLyio dono poinka

To protect market share (against competitors) — sawuwams donio pviHka om KOHKYpeHmo8
The second largest market share — emopas no seruuune donsn pvinka

The marketing concept — konyenyus mapkemunea

Marketing-oriented /marketing-led company — komnarnus, opuenmuposannas Ha pelHOK

Market research — uccredosanue, usyuenue poinka

Extensive market research / Cutting edge market research — mwamensnoe uccredosanue pvinka
To carry out / to do market research — nposecmu uccredosamnue poirka

To employ market research techniques — ucnonvzosames mexnuku MapkemurH206020 UCC1e0068aHUs
To collect data (primary data, secondary data) — coopams ceedenus (nepsuunvle, smopuunvie)
To spot/identify market opportunities — sviss6ums 603moxchocmu pvinka

To score exceptionally well in market research — ouens xopowo nposisume cebs 6 xooe
MAaPKEeMuUH208020 UCCLE008AHUS

To conduct surveys — nposecmu onpoc

To set up a focus group — cozoams gokycuyro epynny

To anticipate a consumer need — npedsocxumums Hys*CObL NOKYnameneu

To find out the needs of customers, to identify a consumer need, to find out, to reveal what is on
the consumer’s mind,— sovisicnumo, umo nokynamenio Hy’cHo

To test buying habits/ to study consumer behavior — nposepums noxynamenvckue npugviuxu,
u3yuumsv nogeoenue nompeoumenetl

To find good sales prospects, prospecting — ratimu xopowux nomenyuaibHbLLX NOKynamenet

To develop a marketing plan/ to set up the marketing strategy — paspabomamo mapxemunzoswiii
NIaH; paspabomams MapKemuH208yl0 CIMpPYKmypy
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To choose target customers, a target audience — soopams yenesvix noxynamernet

To evaluate the target market —oyenumeo yenesot pvinok

To create a psychological profile of each segment — cozoamw ncuxonozuueckuii npogune kaxcoozo
cezmenma

To design a persuasive marketing mix —paspabomams yb6edumenvHwlii KOMNIEKC MAPKemMuHaa
To develop a marketing mix that is suited to the market — paspa6omamo xomniexc mapxkemunea
COOMBEMCmMEYIOWULl OAHHOMY PIHKY

To be targeted at specific market segments / products specifically adapted to particular segments
— Obimb HAYeNeHHbIM HA onpeoelénnvie cecmeHmvl puiHkal npooykmoel adanmuposanHvle K
ONpeoenénHbiM Ce2MeHMAaM

To tailor products to customer needs —cozdame npodykmel, omseuarowue HyHcOam ROKynamenetl
To serve the needs of customers (about a product) — coomeemcmesosamo nysxcoam nokynamenet
To satisfy changes in consumer needs —yoosremeopumo usmenenus wyxco nompebumerneil

A consumer product — npodykm maccosozo nompebnenus

To compete, competitor, competition (intense, fierce, stiff, tough # low key) — xouxypuposamo,
KOHKYypenm, koukypenyus (scécmrast, cradas)

To operate in highly competitive market; extremely competitive areas — pabomamo na puvinke c
CUTIbHOTU KOHKYPeHyuell; 001acmu ¢ 4pe38blualiHo 8blCOKOU KOHKYpeHyuel

Competing products — korxypupyrowue npooykmul

To give a product a competitive advantage — oams npodykmy KonKypeHmuoe npeumyuecmeo

To put smb clearly ahead of one’s competition (e.g. about a strategy, a USP — a unique selling
point/ proposition) — nossoaums Komy-1ubo evipsamecs 8 audepwvl (0 cmpameuu, YHUKATbHOM
ceolicmee npooyKma)

To perform a SWOT analysis — nposecmu ananus cunvhvix, c1abvlx CmopoH, 803MONCHOCHEU U
yepo3

To maintain a steady demand for — noodeporcusams nocmosnnwlii cnpoc na

To stretch a brand into other areas = to diversify — ousepcupuyuposams npooyxm

To seta price (that will cover the costs and return a profit) — ycmanosumo yeny, komopas noxpoem
pacxoovl u npuHecém npuodvLIb

Pricing option — yenoswle onyuu

To be priced above/ with/ below the market — umems yeny svrue\napasne c\ nuoice pvinounoi

To be priced in a range near competing products —uvems yeny napasne ¢ KOHKYPEHMHbIMU
npoOyKmamu

To price attractively, an attractively priced product — swicmasumo npuerexamenvuyro yemy,
NPUBTIEKAMENbHbLL NO YeHe NPOOYKM

Price-conscious / price-sensitive buyers— mokynarenu, obpawaiowue 6SHuMaHUe HA YeHY,
yyecmeumeinbHole K yene noKynamenu

To drive the customer away — omnyenyms nokynamers

To draw in competitors — npueneus Konkypenmos

To distribute via outlets (points of sale) — pacnpedensimo uepes mopeosvie mouku

Distribution / distribution channel = a channel of distribution— coeim, kanan coima

3apanmue 18.

IMoaroroBbTe pa3BepHyThie MMCHMEHHbIE OTBETHI HA Bonpockl o Teme Marketing:
1.What is market? Give the definitions of market leaders, market challengers and market followers.
2.What is marketing? What are non-profit organizations involved in?
3.What are the major marketing functions?
4.What is market research? Why is market research necessary? What data may be collected in the
process of market research? What market research techniques can be employed?
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5.What does a marketing strategy include? What is implied by a PEST ANALYSIS?

6.What is the target market? What are the four basic methods for segmenting a market?

7.Why are firms becoming more customer-oriented and less product-oriented? What are the three
approaches that a firm can opt for in order to serve a particular segment?

8.What is the total marketing concept or the marketing mix? What are other Ps of marketing?
9.How do companies decide on a product price? Speak about three pricing options.

10.What does placement involve? What is a common channel of distribution?

3aganue 19.
ITocMoTpHUTE HA CIMCOK PEKJIAMHBIX HHCTPYMEHTOB HUKe H IIPOAHAIM3UPYTe
BbIOpaHHBII BaMu OpeH/ ¢ TOYKH 3peHusi crpaTeruu npoaak. [loaroroBsre ycTHYI0
Npe3eHTAINI0, HCIOJIb3Ysl JeKcuKy mo Teme Marketing.

PROMOTIONAL MIX

Advertising

Public Relations

Sales Promotions (PR)

Personal Selling

Events (memorable occasions in-store, on the street, in any unusual location)

Sponsorship of sports teams, music groups... (sponsoring events)

Endorsements (signing a celebrity and using their status to endorse a brand)

Trade Promotions to retailers (financial incentives to stock a new product or give more space,
visibility to existing products (e.g. shelf height and aisle position)

Product placement in films (featuring a product in a film or TV programme)

Telemarketing( selling to customers over the phone)

Viral marketing (online through social networking websites and friend emailing video clips)
The term “guerrilla marketing’ covers all unconventional techniques — from viral marketing to
the distribution of the products on the beach.

3aganue 20.
IMoaroroBbTe pa3BepHyThie MMCHMEHHbIE OTBETHI HA Bonpockl o Teme Marketing:

. What is promotion? What are the main functions of promotion?

. What are the four promotional tools?

. What is the aim of sales promotion?

. What are the functions of personal selling? Why is it used sparingly?

. What do public relations deal with? What is the most important element of PR?

. What is the difference between publicity and advertising?

. What are the different media for advertising?

. What is the difference between product and corporate advertising?

. Why do most companies use advertising agencies? What are the roles of both parties?
10. What is a media plan?

11. What is the “threshold effect”? Why does advertising become ineffective after a certain point?
12. What are the main functions of advertising?

OCoOoO~NOoO UL WN -

TUTIOBBIE 3AJIAHUS JUUTS TIPOBEPKU YPOBHS COOPMUPOBAHHOCTH YMEHUIA
JUTS TIK-7
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3ananme 1
Hp0anTe MUCBbMO HHUKE U IMIPOBEAUTE €0 aHAJIHU3. I[aHH()e MUCBMO HE COOTBETCTBYET
A€J10BOMY CTHJI0, ITO3TOMY PEIIUTE, UTO UCIIPABUTD. HepennmnTe NMUCBbMO, HCITOJb3YyH
Bokaoyasp mo reme Business Correspondence.
Dear Mr Brown

What an unexpected pleasure to hear from you after all this time! We thought you must have
forgotten us since you placed your previous order with us two years ago.

May | take this opportunity of enclosing for your attention our new catalogue and price lists. One
of the things you’ll probably notice is that all the prices have gone up by 15% since your last
order but still, never mind, everyone else’s have gone up too — even yours | expect!

Nevertheless, for your current order, we shall be delighted to supply you at the old price, so
you’re quite lucky.

Oh, and another thing, I nearly forgot: we’ve now got a fax machine, so you can contact us by
fax if you feel like it. The number is 998321, all right?

So, there we are, nice to be writing to you again.

3aganue 2
IIpoananu3upyiiTe rpapMK HUKe M JOMOJHHUTE €r0 ONUCAHNE BLIPAKCHUSIMH B PaMKe:

Growth of hedge funds

Number {ling) Shn assers (bars)
9,000 9()()
8,000 800
7,000+ 700
6,000 6010
5,000+ 300
4,000 400
3,000~ 1 300
2,000 111 200
1,000 111t 100
Q- AEEESERNEE o
- -
o= ZEE s &
Grew slowly remained stable sharp increases increased rapidly risen
regularly
The number of hedge funds (1) in 1991-92 but has (2) ever since.
Although the number of funds (3) _ between 1992 and 1997 the assets of the funds
only (4) . There were (5) in hedge funds’ total assets in 1999 and 2003.
3ananue 3.

IIpoananusupyiite 1aHHbIe GAKTOPHI, KOTOPHIE CJIeAyeT YYUTHIBATH NPU BHIOOPE HOBOT'O
MecTa s oKoaagHoi ¢padpuku. PacctaBbTe HX B MOPS/IKE BaKHOCTH U
MPOKOMMEHTHPYIiTe CBOi BHIOOP, HCIOJIB3Y JIeKCHKY 1o Teme Making things.

Availability of cheap skilled workers
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Availability of qualified personnel

Availability of subsidies

Awareness of location (have people heard of this place?)
Beauty of the site

Climate

Cost of housing (for re-located personnel)

Cost of land

Development area or large city

Good, cheap housing

Good road communications

Image of town and its effect on product image

Labour costs

Language

Levels of pollution

Location of competitors

Location of principal markets and communications with them (nearby airport, port)
Proximity to a beach

Proximity to suppliers

Quality of life: convenience, facilities (schools, créches, sports, etc)
Quality of public transport

Rate of business taxes

Social problems in the area (drugs, crime, homelessness ,etc.)
Unemployment in the area

3aganmue 4.
IIpoananusupyiite nHpopManHIo 00 YPOBHAX U cepax ynpasjeHUs] H COIIACHTECH WJIN
He COIVIACHTECh CO CJICAYIOIIUMH YTBEP/KICHUAMM:

1.1t is up to employees to keep the manager up to date on progress.
2.Managers set strict time limits.
3.Managers encourage staff to put forward their ideas.
4.Managers and employees decide together what needs to be achieved.
5.Decisions are made by managers and their staff.
6.Employees get precise instructions.
7.Managers do not want employees to avoid making decisions which employees should make.
8.Managers have tight control of employees’ movements and work schedules.
9.When employees are given tasks, they decide how to complete them.
3ananme 5.
IIpoananu3upyiite MHPOPMANHMIO 0 CTPYKTYPAX KOMIAHUA ¥ MPOKOMMEHTHPYIITE
clleAyoLue YTBepKIeHU:
1. Restructuring is one of the most traumatic things a business can do.
2. Delayering has an adverse effect on employee morale: workers are afraid of job losses
and become poorly motivated.
Use the following word combinations: to become flatter, more flexible, responsive, efficient,
competitive, the ability to adapt faster to constantly evolving market environment, to reduce
costs saving millions of dollars in salaries, to enhance coordination and communication, to lead
to job losses, difficult to implement new procedures because of employees resistance prompted
by fear of change...
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3ananue 6.
IIpoananu3upyiiTe JaHHbIE Ka4yecTBa MeHeKepa U BblOepuTe U3 HUX HauboJ1ee BaXKHbIE,
00BSICHUTE MOYeEMY:
e Being decisive: able to make quick decisions
e Being efficient: doing things quickly, not leaving tasks unfinished, having a tidy desk and
S0 on

e Being friendly and sociable

e Being able to communicate with people

e Being logical, rational, analytical

e Being able to motivate, inspire and lead people
Being authoritative: able to give orders
Being competent: knowing one’s job perfectly, as well as the work of one’s subordinates
Being persuasive: able to convince people to do things
Having innovative ideas

3ananme 7.
IIpoananu3upyiiTe TEKCT HUKE U HA30BHUTE IJIaBHbIE KA4eCTBA, XapaKTepu3ylouue
XOpoLIero Juaepa.

A typical definition is that the leader “provides direction and influences others to achieve
common goals.” This is true in the case of supervisors and managers, but is it a good definition of
the leader of an organization? A chief executive must indeed give “direction’ but he must do much
more than that. He has to create ‘a sense of excitement’ in the organization, and convince staff that
he knows where the business is going. In addition he must be a focus for their aspirations. As Peter
Drucker, the American writer, says, ‘Leadership is the lifting of a man’s vision to higher sights,
the raising of a man’s performance to a higher standard, the building of a man’s personality
beyond its normal limitations.’

An important analysis of leadership has been made by Fred Fielder, Professor of
Psychology and Management at the University of Washington. For over twenty years, he has
carried out research into effective leadership in a number of organizations — businesses,
government agencies and voluntary associations. Fielder observed how leaders behaved, and he
has identified two basic leadership styles.

Task-motivated leaders ‘“tell people what to do and how to do it.” Such leaders get their
satisfaction from completing the task and knowing they have done it well. They run a ‘tight ship’,
give clear orders and expect clear directives from their superiors. This does not mean that they
show no concern for other people. But their priority is getting the job done.

Relationship-motivated leaders are more people-oriented. They get their satisfaction from
having a good relationship with other workers. They want to be admired and liked by their
subordinates. Such leaders will share responsibility with group members by encouraging
subordinates to participate in decisions and make suggestions.

Throughout his work, Fred Fiedler emphasized that both styles of leadership could be
effective in appropriate situations. There was no best style for all situations. Effective leadership
depended on matching the leader to the task and the situation.

In a book called The Winning Streak, the authors studied leadership in some top British
companies. The managers of those companies believed that effective leadership was a crucial
factor in their organizations’ success.

The authors were able to identify some characteristics of the chairmen and chief executives
of the companies, which made them good leaders: firstly, the leaders were visible’. They did not
hide away in some ivory tower at Head Office. Instead, they made regular visits to plants and sites,
toured round their companies and talked to employees. Leaders made their presence felt. There are
some fascinating examples of this practice. Sir Hector Laing, Chairman of United Biscuits, travels
around his company with a jug of orange juice. He uses this to show employees how the company
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profits are divided up between employees, reinvestment, dividends, tax etc. Lord Sieff, Chairman
of Marks and Spencer until 1984, kept close contact with his staff. Once, when there had been
heavy snowfalls, he drove from London to Chatham — a long way — from just to thank sales
assistants for turning up in spite of the weather. Lord Sieff had the habit of making telephone calls
every Saturday, at about 5 p.m. to a few stores, chosen at random. He wanted to know how the
day’s trading had gone. No doubt, by doing this, he kept the staff on their toes. And he showed
them that the Chairman had not forgotten them!

Another example of being “visible’ is provided by Brian Nelson, group Managing Director
of Bulmer, the cider-making firm. Every six months, he goes out in a lorry which delivers cider,
and works as the lorry driver’s mate. This gives him the opportunity to learn about the delivery
service, and to talk frankly to employees about problems.

Besides being visible, the leaders of these top companies provided a ‘clear mission’. In
other words, they knew where the organization was going and persuaded staff to follow them.
Sometimes, they spelled out the mission in a written statement. For example, Saatchi and Saatchi,
the advertising group, include a statement of their principles in all annual reports. The statement
says that Saatchi and Saatchi must be “sharp in the definition of their long-term objectives.” And
the documents also cover matters like employees, clients, creativity, market position and
profitability.

Finally, successful organizations have clear values. And it is the job of the leader to show
what they are. As Douglas Strachan, Managing Director of Allied Lyons Beer Divisions, says,
“You have to keep telling people your values. If you repeat it often enough, it does go down the
line.” Thus, the leader is not only someone who ‘lifts aman’. He/She must also protect and promote
the organization’s values.

3aganmue 8.
IIpoananu3upyiiTe 1aHHOE co0ecel0BaHUe NPHU NIpHeMe Ha pa0oTy M CKa:KuTe, ObLIO JIU
OHO yCHEIIHbIM 1JIf KaHAuAaTA.
-Miss Beachem, can you tell us a little bit about where you have worked before?
-Well, my last job was with Format.
-When did you start with them?
-Two years ago.
-1 see. So why did you decide to leave?
-The company went into liquidation earlier this year.
-So what did you like about that job?
-Well, my job was PA to the Marketing Manager. What | enjoyed most was coming into contact
with customers and suppliers both face-to-face and on the phone.
-And where did you work before Format?
-ldeal Systems.
-How long did you work for Ideal Systems?
-For ten years, as a secretary.
-And why did you leave that job?
-Well, | felt I needed a change. | think I had learnt all I could there.
-So how much experience do you have of working in computer companies?
-Well, two years at Format and ten at Ideal Systems. Oh, and | also had some work experience
with a software company while I was at college.
-What secretarial qualifications did you get while you were at college?
-Well, I’ve got two secretarial qualifications. I’ve got RSA Stage 111 Typing.
-So your typing should be pretty good?
-Well, in fact I didn’t do much typing at Format. I’ve got an RSA in shorthand.
-And which qualification exactly?
-The RSA 100 ... so 100 words per minute.
-Fine. And one final question. If we decided to offer you the job, when could you start?

81



-Oh, I could start immediately or as soon as you wanted me to.

3aganue 9.
IIpounTaiiTe TeKCT, B KOTOPOM ONHUChIBaeTcs, kak komnanus Shell Oil paspa6orasia HOBbIN
UMUK OpeHIa ¥ NMpPOBEAUTE AHAJIU3 METOA0B, KOTOPble KOMIIAHHMSA MCI0JIb30BaJIa IS
sTroro. Ilponymepyiite pasjiuyHble 3Talbl HCCIAEI0BATENbLCKOr0 MPOEKTa B NPAaBUJIBLHOM
MopsiAKe.

a | They analyzed the results, which showed that there were 10 different consumer
segments

b | Focus groups studied the 10 segments

Shell Oil’s marketing team decided to differentiate the Shell brand from the other brands | 1
on the market

Shell launched a new advertising campaign

They interviewed 55,000 people about their attitudes to driving and cars in general
Work started on improving products and services

They carried out a detailed study of the market over 18 months

Three groups were chosen as the target markets

(@]

SIKQ|(=h(D (O

HELLO TO THE GOOD BUYS

A new marketing campaign promising hassle-free and faster fuel buying for customers is under
way in America. Suzanne Peck reports on the 18-month research project which involved Shell Qil
researchers ‘moving in” with their customers to test their buying habits.

Three years ago when Sam Morasca asked his wife what could be done to exceed her
expectations when buying gasoline, her answer ‘that | would never have to think about it any more’
made him pause and think. The marketing people from Shell Qil Products, of which Sam is vice-
president were desperately seeking ways to increase the business, and to come up with a strategy
which put them clearly ahead of their competition by differentiating the Shell Oil brands in the
eyes of consumers. “We are big business for Shell Qil, contributing US $7 bn of revenue, and the
leading retailer of gasoline, but it is a fragmented market and the mission was to profitably expand
the business,” said Sam.

Today, after 18 months of cutting edge research, Shell Qil is on track to make buying fuel
at their 8,9000 service stations clearly different with a new brand initiative. Its aim is to deliver
through facilities, systems upgrades, and new operating practices, a hassle-free fueling experience
targeted at specific customer segments.

Over the past few years, the company has been developing detailed knowledge of consumer
needs and attitudes, which formed the basis for the new brand initiative. Team leader Dave Yard,
manager of Strategy and Planning — Marketing, picks up the story. ‘we began with a customer
segment study of 55,000 people, who we stopped in shopping malls in six cities for a 45-minute
interview into their attitudes, especially regarding driving and cars. The result was that everyone
wanted three things from a service station: competitive price, a nearby location and good quality
fuel — something they all believed was already being delivered by the industry.

This meant their buying decisions were influenced by other factors — some wanted full-
serve outlets like the old days, some chose a service station depending on whether it looked safe
or not. ‘There were ten different segments with different needs, and we wanted a better
understanding of each of these audiences.’

A focus group was set up for each segment: an anthropological study was carried out, which
involved team members spending waking hours with people from each segment, watching them
at home and accompanying them on shopping trips to see their buying habits; and a clinical
psychologist was hired to create a psychological profile of each segment.
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The study indicated that three groups, which comprised 30% of the driving public, should
be targeted:

e Premium Speeders — outgoing, ambitious, competitive and detail oriented. They drive
upmarket cars which make a statement about them. Efficiency rules, plus fast pumps, quick
access and payment.

e Simplicity Seekers — loyal, caring and sensitive, frustrated with complexities of everyday
life. Want simple easy transactions.

e Safety Firsters — control orientated, confident people, like order and comfort of the familiar.
Higher value on relationships and go out of their way to stations that make them feel
comfortable. Prefer to stay close to cars.

“The common thread was that they all wanted a faster and easier service than anything already

available,” said Dave, ‘so the study ended and the launch began.’

The field organization and Shell Qil retailers combined forces to determine how to eliminate
the little hassles that customers sometimes face, such as improved equipment and clearer
instructions at the pump. New innovations are currently being test marketed. A new advertising
campaign was launched and a sophisticated measurement system introduced to monitor
satisfaction, behavior and perception of the brand. ‘Fueling’ a car is a necessity of life and | believe
we are ahead of the game — but we won’t allow ourselves to stop and be caught up.’

3aganue 10.
IIpouuTaiiTe TEKCT NPO CTUWIN YNIPABJIeHUs, IPOAHATU3UPYITE UX ITIOCHI © MUHYCBI,
pe3IOMUPYHTE TEKCT HA AHTJIMICKOM SI3bIKeE.

CymiecTByeT MHOXKECTBO CTHJIEH YIIpaBIE€HUS, HO, TEM HE MeEHEe, OCHOBHBIMU CUHUTAIOT
JTUPEKTUBHBIN (ABTOPUTAPHBIN), IUCKYCCUOHHBIN (KOHCYJIBTaTUBHBIN) U CTUJIb AEJIETUPOBAHMSL.
Jlo cux mop cambIM paclpOCTPaHEHHBIM SIBIISETCS AMPEKTHBHbIA CTHJIb YNPaBJEHUS.
Menemxepsl, puaepKUBaronuecs (IoIb3YIOLIUECs ) 3TOTO CTUJIS, pa3padaTbIBAKT CTPATETHIO,
CTABAT LeJIM U 32/1a4M, JOBOAAT LeJIM M 321a4H /10 CBe/IeHUs NOTYMHEHHBIX, pacnpenesiioT
poau, pemas KTO U Kakylo paboTy OyIeT BBINONHATh, KOHTPOJHPYIOT paboumii mporiecc,
OTCJICKMBAIOT U OLIEHMBAKT PadoTy NMOAYMHEHHBIX. MeHekep MOJHOCThIO OepeT Ha ceds
OTBETCTBEHHOCTD 32 NpUHATHE perieHuii. [1o100HBIN CTUIB yIPaBIEHUS 1aeT PYKOBOIUTEIIO
BO3MOXKHOCTH (0 €nable) moaHOCThI0 KOHTPOIMPOBATH paboUHii IpoIIecc.

Tak Ha3pIBacMbI JMCKYCCHOHHBIH CTHJIb Oojnee nmOepanbHBIA. MCMOmB3ys STOT CTHIIb
YHOpaBJICHUA, PYKOBOAUTECIIb XOUCT IMMOKa3aTh, YTO OH JOBCPSACT CBOUM IMOJYNHCHHBIM. Bo BpeMA
TUCKYCCHUM DPYKOBOJAWUTENb U COTPYAHMKHM BblABHraroT (present) wuaeu, oOMeHHBaIOTCA
uH(popmarueii. MeHekep, 3a/1aBas BOIPOCH, MbITAETCS BBITAHYTH W3 COTPYJIHUKOB HIEH.
[TonoOHbBIN CTUIb yHOpaBieHHUS YJay4llaeT KOMMYHHMKALMIO, CO31aeT y COTPYJIHUKOB
OlLIyILleHHE YBJIEYEHHOCTH mpouneccoM padotrbl. (OKoHYaATe/bHOE pelIeHHe MOKeT
NPUHUMATBCS COBMECTHO, HO 3a4acTYIO pellIeHrne TPUHUMAET PYKOBOJUTENb.

CTuiIb TeJ1ernpoBaHus MMOJXOIUT He JuIs Bcex kommanuii(not all companies opt for..), u cpenu
PYKOBOAMTEIICH HE TAK MHOTO TIpHBEP>KeHIIeB 3Toro cTuiist (the majority of managers are reluctant
to use this style of...). DTOT cTHIb ynpaBiIeHHS MOXHO HCIIOJb30BaTh TOJIBKO B CIIydae, €CIIH
COTPYIHHKH MOTHBHPOBAHBI, KOMIIETCHTHBI, TOTOBbI OpaTh Ha ce0sl OTBETCTBEHHOCTH 32
NMPUHSTHE PelIeHN i, KOr/Ia COTPYAHNUKH Y€TKO MPEeACTABISIOT, YTO, KAK M KOIJIa J1eJaTh.
Hcrionb3yst TOT CTHIIb YIIPABICHHUS, PYKOBOIUTENb CTABUT LEJIH, HO pellleHHe 110 TOBOJIY TOTO,
KaK JA0CTHYb TMOCTABJEHHBIX 3a]1a4, NMPUHUMAET COTPYAHUK. DTO JAaeT COTPYIAHHKAM
BO3MOKHOCTH JKCIEPUMEHTHPOBATH, CO3/1aCT YyBCTBO OTBETCTBEHHOCTH, HO TIOMOOHBIN
noaxoa tpedyet (t0 require) mmurensHOU moaroroBku (Staff training) corpynuukos, u, Tem He
MeHee, OINOKY HEN30EKHEI.
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3amanmue 11.
IIpounTaiiTe U NPpOAHATU3UPYIITE CIEAYIOIIHNA TEKCT, 0OTBETHB Ha BONPOCHI HUKE:

There can be a few types of restructuring:

1.

Relocation — when the activity remains within the same company, but is transferred to another
location in the same country. Businesses may relocate for quite a few reasons: proximity to
needed transportations, more advantageous financial terms, or, in some cases, a friendly
community environment.

Offshoring/outsourcing — when the activity is relocated or outsourced to another country. For
example, Levi's and many other manufactures outsource their production to less developed
countries with lower wages, which helps companies to drive costs down and maximize profits.
Outsourcing — when the activity is subcontracted to another company within the same country.
It can be cost-effective because it helps the enterprise to reduce costs, and second, it allows the
company to concentrate on its core business and leave the remaining tasks to outsourcing firms.
Merger/Acquisition — when you acquire a business or some other company acquires your
business, or when two businesses decide to merge together, a massive restructuring is a must.
When Glaxo Wellcome and SmithKline merged together to form Glaxo SmithKline in 1999,
both companies had to undergo massive restructuring, and there was some major downsizing
before as well as after the new company was formed.

Downsizing — one common reason for restructuring a company is to downsize its workforce.
This type of restructuring is tough and is mostly adopted to overcome adverse situations. When
the management of a company has to cut costs down and increase organizational efficiency,
they can make a painful decision to lay off staff. Take the case of auto- giant General Motors,
which in 1991 had to shut down 21 plants and lay off 74 000 employees, or IBM which had to
lay off 85 000 employees to stay in business. Still downsizing is not always a result of business
losses; it may be needed in cases of merges and acquisitions to avoid duplication of functions.
Delayering — it involves breaking down the classical pyramid setup into a flat organization.
Basically, delayering is the process of reducing the number of levels and the main objective of
this type of restructuring is to get rid of unproductive and highly paid white collar staff. In the
80s General Electric reduced the number of management levels from ten to four in order to
improve overall productivity. With fewer organizational levels, top managers can
communicate more directly with front-line employees, the people who actually produce the
goods or services, and deal with customers. Thus, the decision making process becomes more
effective. Another advantage of delayering is that with less direct supervision, employees
have often been encouraged to make more decisions for themselves in a process of
empowerment. The benefits of empowerment are many: higher motivation and job satisfaction,
an enhanced sense of responsibility, greater collaboration. Empowerment is a total
commitment to doing business in a productive and positive manner. Managers and workers
feel they are contributing and making a difference. Employees who consistently feel
enthusiastic about what they are doing, do a good job. Empowered employees take pride in
their work.

Restructuring a company can improve efficiency, optimize costs, maximize profits, and

enhance communication and coordination. Reorganization and restructuring can make a
company more flexible and responsive. Failure to change may influence the ability of a company
to survive. Yet, employees do not always welcome changes and resistance to change is one of
the reasons why reorganization can fail. People often resist change because it inevitably brings
feelings of uncertainty. The feeling that the future is unclear is enough to cause people stress.
Restructuring often means that some positions will be eliminated, and cases of reorganization
and downsizing are often met with dismay about job losses. People also resist change when they
feel that their performance may be affected under the new system. Studies show that people who
have lower confidence in the ability to perform well after reorganization are unlikely to be
committed to the proposed change. One other reason why people resist change is that change
may affect their power and influence in the organization.
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There are many reasons why employees may resist change. Still, change is inevitable and
however painful it can be, with changing times and changing market conditions, restructuring is
one of the options for a business to stay on track.

1. Why do you think it is so important for a company and its management to stay open-minded,
be prepared to face change, and make necessary adjustments?

2. What internal and external factors can cause changes? (E.g. internal factors: poor marketing
strategy, high cost rigid structure, poor management. External: competition and penetration of
bigger players onto the market, changes in consumer behavior, globalization) What else?

3. How do you understand a doctrine in business planning that structure follows strategy?

4. What changes can occur as a result of influence of different internal and external factors?

5. What is restructuring? Can you give an example of a successful restructuring? (mocmotperts
Yandex: naobpatp General Electric Restructuring and Jack Welch: cmotpers Two-decade
transformation under the leadership of Jack Welch —seimucats 5-6 npeanoxenuii st OTBETa Ha
BOIIPOC )

6. What are the positive consequences of restructuring and delayering?

7. What are the possible negative side-effects? Why do you think many employees resist
changes?

8. What is empowerment? Why do you think some organization have pushed towards
decentralization and empowerment? Can General Electric Company be an example? Did the
company benefit from it?

9. What are the benefits and drawbacks of empowerment?

3aganue 12
Pasbirpaiite o poJsim cieayoumyo curyanuro. Ilocie 3toro npoananusupyiire 1uajior u
CKA)KUTe, ObLJI JIN TeJIe(POHHBIH Pa3roBop yclemeH.
STUDENT A. You are Mr /Ms Tanaka, a supplier. You met Mr /Ms Senora at a trade fair last
year. He/she may be interested in placing an order for some of your products. Call him/her and
invite him/her to be your guest for lunch next Thursday when you'll be in town. Ask him/her to
suggest a nice restaurant near his/her office. Find out what sort of restaurant it is and how you
can get there on foot from the central railway station. Ask what rime you should book a table.
STUDENT B. You are Mr/Ms Senora, in charge of buying i applies for your firm. You met Mr
/Ms Tanaka at a trade fair in his/her country last year. He/she supplies a product you may be
interested in. You haven't heard from him/her since then. Next Thursday you are free for lunch
but you have to be back in the office at 2.30 for a meeting. If you are asked to recommend a
restaurant, suggest a place you really do like in your own town.

7.3.3. TunoBble 3aJaHNS U (MJIH) MATEPHUAJIBI /Il OLIEHKU HABBIKOB

TUITOBBIE 3ATAHUA UIA ITPOBEPKM YPOBHA COOPMHUPOBAHHOCTHU
HABBIKOB JIUIA1 KOMIIETEHIIMU OK-4

3aganue 1.
H3yunTte keiic Hu:Ke. Pemure, Kakoil BApHAHT, 10 BallleMy MHEHHI0, Oy1eT HauboJiee
3(l)q)eKTl/IBHblM B BBISABJICHUHU TAJAHTJ/JIUBBIX CTyHeHTOB MapKeTOJIOFOB. HO}]FOTOBLTC
YCTHYIO NPe3eHTANMIO Kelica HAa AHIVIHIICKOM fI3bIKe, 00bSICHUB CBOM BHIOOP.

MARKETING TO STUDENTS
Virgin Mobile is a phone operator that provides a wide range of mobile communication services
to its customers in the UK. Competition between mobile phone operators is strong and winning a
large market share in the student market is vital. Students use their mobile phones a lot — to call
friends and family, and also to get information and play games. There are 2.5 million students in
the UK, and 96 per cent of them own a mobile phone. But it is difficult to market to students
because they are hard to reach and cynical about sales pitch.* Virgin Mobile has decided that the
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best way to promote the brand to students is to find insiders: student marketers who will work on
promotional campaigns in their own universities.
The problem for Virgin Mobile is how to identify student marketers with brilliant ideas and good
selling skills. There are three options:
1)Use standard job recruitment methods. Post a job advertisement, select from written applications
and hold interviews in each university.
2)Recruit people at student fairs. Universities hold fairs for students at the start of each year.
Different companies have stands at these fairs to sell their products or services to students. Students
can find out about things that may be helpful during their student life. Virgin Mobile could set up
a stand at student fairs, tell those who come to the stand about marketing opportunities and recruit
interested students “on the spot”.
3)Hold a competition in which students suggest ways to promote the brand to other students. The
students with the best suggestions get the chance to put their ideas into practice and win an
attractive prize.
3aganue 2.

Hanummure NMCbMO0-0TBET HA PeKJIaMy JaHHOM BaKaHCHH, CONIPOBOXkAaoLee pesrome JoHna

deiibpaszepa.

SALES MANAGER TRAINEE (ENTRY LEVEL)
Regal Marketing, one of the top promotional marketing and sales firms is seeking motivated
and hard-working Sales Manager Trainees to join our growing team. The goal of the position
is to prepare you for a sales management role. If you are a fresh college graduate who is
seeking a company to grow with and you are looking to begin an exciting and
rewarding career in sales, this is the ideal opportunity for you!
Job Requirements

o Education in relevant field (Bachelor or Master degree in Economics)

e Must be a self-starter with good time management skills

« Enjoys being around people and displays a positive attitude

o Excellent oral and written communication skills

o Ability to work very hard

If you’re interested, and you think you are tough enough to cope with the workload, send your
CV and covering letter to Celine Greenwood at the address below.

Regal Markwting, 3309 Hooper Ave, Los Angeles, CA 90011
E-mail: cgreenwood@regalm.com

Don Fairbrother

8943 W. Pico Blvd

Los Angeles, CA 90035
Contact: (310) 402-3974
Email: don@anymail.com

Career objective
To gain the position of a sales associate trainee with a view to develop my sales and marketing
skills in a fast-growing organization.

Education
2013 — present  University of California, Master’s degree
2009-2013  University of California, a first-class Bachelor of Business Administration degree
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Professional Experience

January 2014 till date

Orchid Products, California - Sales Manager Assistant (internship)

Help the Sales Manager with gathering and recording customer information and sales activity
data

Interact with customers via phone to sell products of the organization

Participate in professional development trainings, training sessions and meetings

Perform other job responsibilities as required by the management

Personal Skills
Eagerness to acquire new skills and knowledge, excellent negotiation and communication skills,
strong analytical skills, ability to work under stress, good time management skills.

Activities and interests
Travel, discussion clubs

3aganue 3.
Pa3zpaGoTaiiTe M 3anuIINTe HA AHTJIMICKOM SI3bIKe MAPDKETHHIOBbIN IVIAH /ISl
BbIOpaHHOro Bamu npoaykra, paccMoTpeB ocHOBHBIE YeThbipe I MapkeTHHra:

Product: What identity does your product have? What does it do? Why will people
want to buy it? Does it have a good brand name?
Place: What geographical markets will you target and why? Will they be local,

national, international? What social groups/types of customer is the
product aimed at? How will the product be sold (Internet, high street,
direct mail, etc)?

Price: How much will the product cost? What type of profit margin do you
expect? Will the product be priced differently for different markets? Will
there be any special offers or discounts available?

Promotion: How much will you advertise the product(word of mouth campaign,
magazines, broadcast media, posters)? What type of launch will the
product have? What will the initial promotional budget be?

3ananmne 4.
CocTaBbTe cBOE COOCTBEHHOE Pe3loMe HA AHTJIMICKOM fI3bIKe, HCIIO0JIb3YSl CJIeXy oIl
IUIAH:

Prepare your own resume (CV). Start with personal information, state the position you
would like to apply for (career objective), employment experience (if you have any), write about
your education, additional skills, activities and interests. Be ready to explain when asked, why
you would like to apply for this position and how you think your skills, achievements and
abilities relate to the position you are applying for. Be ready to answer the following questions:
Why are you applying for the position?

What are the requirements?

Why do you want to work for this company?

What makes you a good candidate for the position?

. Do you think your education, achievements and personal qualities are in line with the
osition you are applying for?

How can you contribute to the prosperity of our company if we hire you?

What are your strong points?

What is your biggest weakness?

How do you handle mistakes?

0. What is your biggest achievement?

ROO~NOT O WNE
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Personal detail: Date of birth:
Address:
Marital status:
Contact details:

Education:

Specialty:
Supplementary
education:

Work experience:

Professional Skills: -Keen to develop a career in
-Get on well with others and work
as part of a team;

-Take interestin ................
-Knowledge of ....................
-Experienced in manufacture,
installation and testing

Personal qualities: Good communicator;
Analytical mind,;
responsible;
hard-working;
non-smoker;

Foreign Languages: English — advanced

Additional information: | Hobbies: Radio engineering; tourism; sport;
driving license B.

3aganme 5.
YCTHO 0TBeThTE Ha BONPOCHI JJIf1 co0ecel0BAaHUSA 10 pe3loMe:

Career knowledge/ motivation

oSN~ N E

What are your career goals?

Where do you see yourself in five years’ time?

What qualities/skills do you have which you consider make you suitable for this position ?
What work experience do you have of that kind of business?

What excites you about the job you are doing now?

How well do you get on with your boss?

Why do you want to leave your present job?

Which other jobs/companies have you applied for?

We have a lot of applicants for this job, why should we give the job to you?

10. What do you expect to get from our company?
11. What salary do you expect?
12. What things about this job do you think would be difficult for you?

Self Knowledge

ok wdE

Tell about yourself.

What are your strengths?

What are your weaknesses?

What do you consider to be your greatest achievement?
What are you most proud of having done recently?
How would you describe yourself?
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7. Are you a team player? (Do you prefer to work with others or by yourself?)
8. Do you consider yourself to be a leader or a follower?
9. Do you have trouble delegating?

Personality
1. How tough are you? If the going gets rough will you stick it out?

2. Are you prepared to take decisions, especially hard ones? And not blame others if you get it
wrong?

Are you good at organizing yourself or other people?

Do you believe in yourself, and have confidence in your own abilities and decisions?

Are you experienced in managing your own time and money, or that of other people?

What hours are you available for work?

Would you do overtime work if necessary?

Can you survive without holidays, and losing your weekends, if the business needs your time?
How do you handle mistakes?

©ooND O~ W

Dealing with other people

1. How well do you get on with other people socially? Do you have many friends and contacts?
2. How well do you get on with others at work? Are you a good leader at work, on the sports
field, at the local youth club, anywhere?

3. Are you good at taking advice from others?

4. Are you the sort of person people rely on, or do you tend to rely on others?

Knowledge of Company

1. What do you know about our business?

2. Why did you decide to apply to us?

3. Who do you see as our major competitors?

Educational History

1. Why did you choose your degree course? What aspects of the course did you find most
challenging (and why)?

2. What made you study foreign languages?

Interests/Activities

1. How do you spend your vacation?
2. What do you do to relax?

3. What are your hobbies?

3aganue 6.
YBuaen pexiaamy B Daily Mirror, Monuka Ba3 pemmniia nogath 3asiBKy Ha J0/KHOCTh

MEHEIKEpPa 0 MAPKETUHTY. BHuMmaTteabHO npoanaﬁTe 00bsIBJICHHE U €€ pe3roMe n
IMOJArOTOBHTE €€ IMUCHbMO-3asIBKY Ha AHTJIMHCKOM SI3BIKE.
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Marketing Manager
The successful candidate will develop and execute overall marketing strategy, work with key
accounts and take hands on responsibility for a new profit centre in the north of France.
Candidates must be educated to degree and have 5+ years’ sales/marketing experience.
Fluency in English and French is essential.
We offer a competitive salary, a comprehensive benefits package and relocation assistance.

If you’re interested , and you think you’re capable of the kind of ideas that stand out in an
increasingly media literate society, send your CV and covering letter to Michelle Hocking at
the address below.

Clarke Hooper, St.Laurence Way, Slough, Berkshire, SL1 2BW. E-mail: michelle@chc.co.uk

MONIKA VAZ Hermanstrasse 16
Koln, 50858 Germany
Tel: 0049 221 5036887
E-mail: mvaz@cybermail.com

Objective: Seeking a position of responsibility in the field of Direct /Internet Marketing

Employment History

2003 to date: assistant marketing manager

Phoenix Media, Hamburg, Germany

Planned and developed direct mail campaigns for major clients in the retail sector. Advised on
internet marketing strategies. Conducted in-depth market surveys. Organized company
participation at various media and direct mail events and made presentations of Phoenix products
and services.

2002-2003: Assistant Sales Manager.

MSV — Business Services.

Amsterdam, Netherlands

Responsibility for finding new clients, managing key accounts and order processing.

Qualifications

1999-2002: Graduated from the University of Vienna with an Honours Degree in Sales
Management.

Main course components: sales and marketing, accounting, European business law, media studies,
economics, and information technology. Options: sociology and politics.

Awarded high school leaving certificate from the Vienna Schule, majoring in economics.

Other skills
Computers: Experience in programming in HTL, Flash and Dreamweaver, MS Office, SAP.
Languages: Mother tongue German, fluent French and English, proficient in Italian.

Personal interests
Sports: horse riding and snowboarding. Hobbies: music(jazz, piano) and theatre (member of an
amateur theatre group).

References
Professor Jurgen Drexler, University of Vienna.
Norman Achilles, President of the European Marketing Foundation.
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TUITOBBIE 3ATAHUA UIA ITPOBEPKM YPOBHA COOPMHUPOBAHHOCTHU
HABBIKOB JIUI1 KOMIIETEHIIUU T1K-7

3aganue 1.

H3yunTe 1aHHBIN Kelic U NPOAHATU3MPYIiTE BCe TPH OM3HEC CTPAaTeruu AJsi ClIOPTUBHOM
oxgexnanl Una. [IpencraBbpTe cBOM MaeH 1JIs Oyayuieil cTpaTernd KOMIAHUM B THCbMEHHOM
oryere.

Una Sportswear

Una Sportwears is an Italian sportswear manufacturer. It was founded by Franco Rossi in 1978
and has since become a world-famous company. Originally, it specialised in tennis shoes, but later
it diversified into football, athletics, tennis and volleyball clothing. The directors of the company
are of different nationalities, and the working language of Una Sportswear is English.

During the last three years, Una Sportswear's annual results have been disappointing. Profits have
fallen steadily while costs have risen, and competition in its main markets has been fierce. At
present, it is reviewing its strategy in order to improve its performance. It also faces the possibility
of being taken over. A giant French retailing group has announced that it would like to acquire the
company, but only in the event of a 'friendly takeover', with full agreement from the present
management.

Franco Rossi is now 58 years old. He would like to become Chairman of the company in the near
future and to appoint one of the present directors as CEO to run Una Sportswear. There are three
possible candidates for this position. Each candidate will present his/her ideas for the company's
future strategy to the board of directors. The director who makes the most persuasive presentation
will replace Franco Rossi as CEO of the company.

Problems faced by Una Sportswear

A report by JPS Consultants identified four reasons for Una Sportswear's poor results in recent
years. The company had:

« launched too many product lines in a wide range of sports

* invested in too many expensive endorsements with top sports people

« suffered from fierce competition from stronger rivals

* lost its reputation for being innovative.

Strategies for turning round the company
The leadership candidates will present three alternative strategies for the Board to consider.

Strategy 1
Una Sportswear must give up its independence and merge with, or be taken over by, a larger,
financially stronger company.

Strategy 2
Una Sportswear should acquire a number of smaller companies and focus more on making sports
accessories.

Strategy 3
Una Sportswear should grow organically by revising its organisation, product ranges and
marketing strategy.
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3aganue 2.

HN3yunTe nannbli Keiic, npoeaute SWOT-ananus, ucnoab3yss ”HGOpMAaIUIO U3
MPOYMTAHHOIO Keica U COCTABbTE PEKOMEH/IAallUHM, KOTOPbIe MOIJIH ObI IOMOYb CIIACTH
komnanumw. [logymaiiTe, B 4aCTHOCTH, O TOM, YTO MOKHO ObLI0 ObI CAEJATh, YTOOBI:

- U3MeHUTHh KOPIIOPATUBHOM KYJbTYPBbI
- YIy4lIUTh Ka4eCTBO
- COKpaTuTh U31EPKKH
- HaiiTu 1 ucciie10BaTh HOBbIE PHIHKH
- BoccTaHOBHMTB penyTanni0 KOMIAHUU
IIpeacraBbTe peKOMEHAAUMH B IUCbLMEHHOM OTYeTe.

MACBETH Glassware

Macbeth Glassware, founded in 1837, has a long history of producing beautiful glass
objects and ornaments. They have always been popular wedding presents. Glass-blowing and
glass-cutting, which is performed by hand, are highly-skilled jobs and Macbeth employs some of
the best craftspeople in the world (average age 53). The factory produces over 8,000 glass objects
per year, of which 1,000 are responsible for 80% of overall sales. There is a lot of waste and
breakage. Each item is inspected by a supervisor who checks it for flaws and then issues a
certificate of authenticity. Up to 20% of finished items are rejected; 15% are sold as *seconds, and
the remaining 5% are melted down and recycled.

The company employs 600 people, 200 produce the goods, and the rest are clerical staff,
work in the stock room, or are managers. Most craftspeople are paid on a *piece-work basis, and
feel that they have low status in the company. There is a big division between blue-collar staff and
white-collar clerical workers, with separate restaurants and facilities for factory workers and
management. There are five levels of management in the company, and a poor relationship exists
between management and the workforce.

Sales have fallen dramatically in the past three years. There is strong competition from the
Czech republic and Poland, which produce good quality goods which are less expensive.
Department stores have complained about late deliveries and slow ordering facilities (mail order
only). A few years ago the company launched a cheaper range of glass ornaments called the
MacAnimals range. This has damaged the company’s upmarket image. An important chain of
department stores has stopped stocking Macbeth products. The consultants believe there could be
a big market for these goods in North America (including Canada), Australia, and New Zealand,
where many people are of Scottish origin.

*Glossary:seconds with only small defects; piece-work they are paid for how much they produce

3aganue 3.

HN3yuure naHHbIN Kelic. Bbl sB/IseTech YWieHAMH PeKJIAMHONH KOMaHAbl B KOMIIAHUU
Dokyc. [1oaroToBbTE pEKJIAMHYI0 KAMIIAHUIO JJIS1 OJJHOTO U3 NMPOAYKTOB HJIHN YCJIYT.
I/ICHOHBSyﬁTe KJIHY€BbIC BOIIPOCHI HUYKE, YTOOBI NMPOAHAJIU3UPOBATH MMPOAYKT U BblﬁpaTb
NMPpaBUJIbHBIC METOAbI MMPOABUKCHU. HpeZICTaB])Te CBOI0 PEKJIAMHYIO CTPATEruio B
YCTHOM OTUYETE HA AHIJINIICKOM fI3BIKE.

Focus, a large advertising agency based in Paris, has a reputation for creative imaginative and
effective campaigns. Recently however, Focus’s reputation was damaged when two major clients
changed to rival agencies. Focus now needs to convince potential clients that it still has plenty of

creative ideas to offer.
At present, Focus is competing against some well-known agencies for several contracts. It has
been asked to present ideas for advertising campaigns to the managements of the companies
concerned. Concepts are required for the following advertising campaigns:
e A sports car. A high-priced, hand-finished model with a classic design. The car was
popular in the 1950s and 60s. An American firm now wants to re-launch it. (Target
consumers will be high-income executives with a sense of fun and style.)
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Aim: An international campaign, with advertising adapted to local markets.

e A perfume. A unisex perfume with bio-degradable packaging. Produced by a well-known
up-market manufacturer. The company now wishes to enter the lower end of the market.
Aim: Launch the perfume in an English-speaking country.

e A chain of eight London restaurants. The restaurants (specializing in your national
cuisine) are in prime positions and offer extensive menus. They are reasonably priced, but
are not attracting enough customers.

Aim: A creative campaign to improve sales.

e A major bank. The bank (in an English-speaking country) wants to advertise the following
new services:
1.Competitive low-interest mortgages
2.Direct telephone banking
3.A foreign travel service
Aim: Develop loyalty among existing customers and attract new ones.

11 It has also asked your agency to suggest other campaigns.
KEY QUESTIONS:
1.What is the campaign’s key message?
2.What are the USPs of the product or service?
4.Who is your target audience?
5.What special promotions will you use at the start of the campaign?
6.What media will you use? Several, or just one or two? Use this checklist as a guide, brainstorm
some ideas and produce a draft of a poster or a thirty-second radio/TV commercial. Remember
AIDA (attention, interest, decision, action).

— What kind of image do you want to project?

— What approach/technique will you use?

— How will you attract the reader/listener’s attention?

—  What will your slogan be? (maximum 10 words)

— What pictures or photographs will you use?

—  Will you use someone famous to endorse the product?

— Will you invent a jingle or use a cartoon character?

— Who will you use to do the voiceover?

3aganue 4.
W3yuure naunsrii keiic. [Ipencrasbre, uro Bl mupexTop Business Equipment and
Systems. BoinojiHuTe cieaylollee 3aJaHue:
1. Ilpoananu3upyiite Bce npod/emMbl, BIAUSIONIHE HA Ppa00Ty 0TAeJa MPOJAXK.
2. [Ipensio:xkure cnoco0bl moBbilieHUs 3P PekTUBHOCTH padOTHI O0T/AE/IA POJAAK.
3. PazpatoTaiiTe miaH JeiicTBUil HA OJIMKaliIIMe MOJIT0/AA.
N3noxute Bamu npenioxkennsi B NMCbMEHHOM oT4YeTe-TUcbMe aknuonepam BES.

CASE STUDY: THE NEW BOSS

Background

Business Equipment and Systems (BES), based in Birmingham, England, sells fax machines, data
projectors and slim plasma screens. Eighteen months ago its national Sales Manager< Vanessa
Bryant, moved to a senior management position. Her replacement, Nigel Fraser, has been told to
increase turnover by at least 10% and to create a high-performing sales team.

However, since Nigel’s appointment the team has not been working effectively and morale is low.
Last year’s sales were over 20% below target. The sales team has a mix of nationalities because
BES intends to enter other European markets in the near future.

Nigel Fraser is well aware that his sales team is not working well together. Before considering
what action to take to improve its performance, he made some notes on the team.

Read about Nigel and then read the notes on the sales team.
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NIGEL FRASER. A *whiz kid’. Previously worked for a business equipment chain. Ambitious
and creative with a direct, ‘no-nonsense’ approach. Task-oriented, he sees his main objective as
meeting sales targets. Very disappointed with current sales performance. Believes the team needs
to be controlled more tightly and is underperforming because of bad habits acquired under VVanessa
Bryant.

JOHN. Fax machines. Aged 42

Personality: Calm, relaxed, reliable. A good influence on the team.

Performance: Missed his sales targets five times last year. Ranked sixth in department (value of
sales). Competition very strong in the fax machine market. Steady worker.

Good/bad points: Supports Nigel, good team player.

Other: Very popular with everyone.

MARTIN. Plasma screens. Aged 35

Personality: Extrovert, dominating, charismatic

Performance: Top sales person last three years (value of sales).

Good/bad points: Popular with customers. Unpopular with some colleagues. Typical comments:
‘arrogant’, ‘boastful’, ‘doesn’t listen’. Often late for meetings or makes excuses and doesn’t come.

DENISE. Fax machines. Aged 35

Personality: Dynamic, moody, outspoken.

Performance: Excellent. Ranked fourth. Usually meets her sales targets.

Good/bad points: Gets on well with John and Robert. Argues a lot with Markus in meetings.
Becomes very aggressive.

Other: Used to have a personal relationship with Markus.

MARKUS. Plasma screens. Aged 30

Personality: friendly, charming, volatile

Performance: Needs to improve. Ranked fifth (value of sales).

Good/bad points: Talented salesman, but inconsistent. Works hard when he is in the mood. Popular
with most colleagues. Always makes his final call close to home (not good for the company).
Other: Dislikes Denise and shows it!

ELIANA. Data projectors, new products. Aged 25

Personality: Very ambitious, hard-working, creative

Performance: Excellent. Ranked second in department (value of sales).
Good/bad points: Feels demotivated. Wants to move to plasma screens.
Other: Some people are envious of her success. They don’t accept her ideas.

ANNA. Fax machines. Aged 26

Personality: Reliable, quiet, hard-working

Performance: Missed her sales targets three times last year. Ranked seventh in department (value
of sales).

Good/bad points: Some good ideas but colleagues don’t listen to her. Very helpful to her
colleagues.

Other: Martin and Markus often ‘put her down’ in meetings.

ROBERT. Data projectors, new products. Aged 46

Personality: Strong, sociable, team player

Performance: Very good. Ranked third in department (value of sales).
Good/bad points: Highly experienced salesman. Enjoys meetings, a lot of ideas.
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Other: Hates Martin. They often insult each other at meetings. Very unhappy with the atmosphere
in the department. Is considering leaving the company.

Additional problems in the sales team

1. When the sales staff miss their targets or when customers complain, the staff blame each other
or other departments. No one takes responsibility for mistakes.

2. Members of the team do not help each other enough, for example by passing on information
about customers. Some members dislike each other.

3. Staff become aggressive when Nigel criticizes them for poor performance.

4. Morale in the department is poor. Nigel felt happier in his previous job, and he has heard people
talking about the ‘good old days’ when Vanessa Bryant was running the department.

3aganue 5.

N3yunte nannbiii keiic. [IpeacraBbre, uto Bol nupexktop SLIM GYMS. Usyunte
KapTOTeKY YeThIpeX KAaHAUAATOB U NMPOAHAJM3UPYITE UX CHJIbHbIE U cJ1a0ble CTOPOHBI.
Bbi0epure syuniero kKaHauaaTa Ha JOJKHOCTh I'eHepanbHOro Aupexkropa. Usioxure
Bamm npeasioxkeHusi B NMCbMEHHOM oTYeTe-ucbMe akuuoHepam SLIM GYMS.

Case Study SLIM GYMS

Background

SLIM GYMS owns and operates six health and fitness clubs in Manhattan, New York. The clubs
aim to appeal to people of all ages and income groups.

All the clubs have a large gymnasium, with the latest equipment, an aerobics studio, a solarium, a
swimming pool, sun decks, a café, bar and clubroom. There are always several fitness instructors
on hand to advise people and provide them with personalized fitness programmes. A wide range
of aerobic and relaxation classes run throughout the day and during the evening. The clubs try to
create a friendly atmosphere, organizing numerous social activities to bring members together.
Three of the clubs are located in areas where large numbers of Spanish, Chinese and Italians live.
Slim Gyms recently advertised for a General Manager.

SLYM GYMS THE JOB
e Developing a customer-oriented
General Manager culture in the organization in the clubs
Required for our chain of Health and Leisure e Increasing the revenue and profits of
Clubs the six clubs in Manhattan
e Salary negotiable e Exploiting new business
e Excellent benefits package opportunities
e Liaising with and motivating our team
Apply to: of managers and their staff
88 Harvey Place 11-G e Contributing to marketing plans and
New York strategies
NY 10003-1324 THE PERSON

e Dynamic, enthusiastic, flexible

e A strong interest in health and fitness

e A good track record in previous jobs

e The ability to work with people from

different cultural backgrounds

Outstanding communication skills

e A flair for new ideas and sound
organizational skills

Name: Isabella Rosetti
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Age: 35

Marital Status: Single

Education: Princeton University — Master’s Degree in Business Administration (MBA)
Experience: Advertising agency for the last years. Important position liaising with clients and
managing a team of 10 people. Previously worked as Sales Manager in a department store.
Previously worked as Sales Manager in a department store (Chinatown area).

Outstanding achievement: Got a contract with a major advertiser.

Skills: Fluent Italian, judo expert, paints.

Personality/appearance: Well dressed and self-confident. Says she is usually successful when she
wants to be. Thinks women are better managers than men: “They listen more and use their intuition
to solve problems.’

Comments: Positive reference, but employer suggested she sometimes took days off work with no
good reason. Several good ideas for increasing revenue, e.g. by setting up beauty centres in our
clubs. Didn’t mention the cost of doing this! Above average score on our aptitude test.

Name: Michael Bolen

Age: 36

Marital Status: Married, with three children

Education: Columbia University — Master’s Degree in Business Administration (MBA)
Experience: Four years with international sports good manufacturer — Marketing Director.
Previous experience with a variety of firms (sales, administration). Wants to work for a smaller
organization.

Outstanding achievement: Successful product launch in previous job.

Skills: Numerate and good with computers. Only a few words of Spanish.
Personality/appearance: Forceful, determined, with strong news. Likes to ‘keep his distance’ from
people until he knows them well. According to the letter of reference, ‘Some women find him too
assertive and cold.’

Comments: Unhappy in present position. He has often changed jobs. Aptitude test — average score.
Name: Bob Wills

Age: 40

Marital Status: Single

Education: Park High School

Experience: Twenty years in US army — Physical Fitness Instructor. Travelled all over the world.
Left army three years ago. Has taken courses in marketing, management and computing. Over the
last two years has run a fitness centre in Lower Manhattan very successfully.

Outstanding achievement: Two decorations for bravery.

Skills: Speaks Spanish fluently (his girlfriend is Puerto Rican). Is a successful disc jockey in a
downtown club.

Personality/appearance: Correctly dressed in a dark suit, but has tattoos. Sociable, with a lot of
friends. Enjoys parties and dancing.

Comments: Believes you should always stick to the rules. Values honesty and reliability. Can be
quick-tempered if people are not doing their best. Very enthusiastic with many good ideas. High
score on aptitude test.

Name: Stephanie Grant

Age: 30

Marital Status: Married, no children

Education: New York University — BSc in Business Administration

Experience: Former swimming champion. Competed at Olympic Games. For last six years, highly
successful presenter (children and sports programmes).

Outstanding achievement: VVoted Top Sports Personality on a cable TV channel four years ago.
Skills: Exceptional sportswoman.

Personality/appearance: Beautiful, clever and successful. Good sense of humour. On television,
handles people well. Presents an image of a caring, sympathetic person.
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Comments: ‘She’ll do anything to get what she wants,” wrote one journalist. At 24, she gave up
competitive swimming, following rumours of drug-taking. Aptitude test — above average.

7.4. IlepeyeHb BONPOCOB /IJIs1 MOATOTOBKH K 3a4eTy ¢ OLEHKOH M IK3aMeHy
1.What are the main forms of capital? How is each form of capital raised? What is
leverage? What company is called a highly leveraged one?
1.What parts is after-tax profit divided into? How is a dividend cover calculated? What does a
low dividend cover (below 1.0) mean?

2.What is accounting? What is the difference between accounting and bookkeeping?
3.What is creative accounting? How can companies make the figures in financial documents
more attractive than they really are?

4.What does auditing mean? Who is audit carried out by?

5.What organizations set rules for the companies in the USA and Britain?

2. What are the objectives of a production department? What type of production can
minimize the cost of holding inventories?

1.What may tell on the price of the finished goods? What makes the process of production cost-
effective?

2.Why do some people still prefer to buy hand-made goods rather than mass products?

3.What is capacity? How do we call the situation when a plant is producing more (less) than it is
needed?

4.What are the key stages in manufacturing process?

5.What modern approaches to to manufacturing do you know?

6.What are the advantages and disadvantages of storing materials?

7.What is the most important idea of lean operations? Who does the need to carry inventory shift
to?

8.What do JIT techniques include?

3.What kinds of organizational structure can a modern company choose as its basis?
Speak about the pros and cons of the functional and geographic structure.
1.What is the role of the structure? In what way is the structure connected with the strategy?
2.What organizational structures do you know?
3.What area was the functional structure borrowed from? Why does it still top the list of all
organizational structures?
4.What is the main drawback of the functional system and what was done in the 1980s to do away
with it?
5.When does restructuring occur? What three conditions does successful restructuring depend on?
6.Why is the functional structure unsuitable for multinational companies?
7.How can local manages capitalize on the geographic structure?
8.How are area managers encouraged to work better?
9.What are the main disadvantages of the geographic structure?

4. Outline the pros and cons of the matrix structure and organization along product
lines.
1.Do all multinational companies organize themselves geographically? How is Microsoft
organized? Why?
2.What is the structure along product lines characterized by?
3.What are the most notable advantages of matrix structure? What companies can benefit most
from them?
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4.With a matrix structure people have to report to two people — their boss in the functional structure
and their project manager/team leader in the matrix one. What problems can you imagine in this
connection?

5.Can matrix structure be described as a simple one? How can difficulties be avoided?

6.What companies usually organize their business by product?

7.What advantage of the structure along product lines may improve the overall performance of the
organization and why?

8.There is a method which is similar to organizing a business by product. It involves grouping
together employees who deal with a specific customer or group. How is it called? When is this
method particularly useful?

9.There are two main approaches to business: centralization and decentralization. What is implied
by these approaches? What are their main advantages?

10.Do you think people from certain cultures would favour one kind of structure over another?
Can you give any examples and reasons for that?

11.Why do companies opt for a hybrid of organizational structures?

12.What kind of organizational structure would you prefer to work in and why?

5. What are the recruitment forms a company can use to find new employees? What
selection methods are the most effective?
1.What are the main methods of recruitment? What forms of internal recruitment can you think
of?
2.What are the main advantages of internal recruitment?
3.Why is it necessary to recruit from outside the organization? What is the commonly used
technique for recruiting people from outside?
4.What is the difference between a recruitment agency and a firm of headhunters?
5.Why is it difficult for a graduate to find a job? What methods of looking for a job can you advise
him to choose? What specific methods are used by recruiters to attract graduates to fill in the
vacancies?
6.What techniques are traditionally used in recruitment? How long is usually a typical interview?
How fast do decision-makers make their choice?
7.Why have some companies shifted from interviewing to testing? What is the purpose of
psychometric tests?
8.In what way do approaches to selection differ across cultures?
9.What management skills and qualities are emphasized in different cultures?
10.Decipher the SWAN criteria. Do they have international validity?
11.What two qualities have international validity and why?

6. What is the difference between a manager and a leader? Which leadership qualities
can be acquired and which must you be born with? What are the three modern management
styles?
1.Why is leadership needed at all levels of organization?
2.What qualities of a leader were needed in the past? What qualities of a leader are needed now?
What factors have influenced change of priorities?

3. What leaders do modern businesses require? What should be done to instill these qualities?
4.Leadership is traditionally considered to be an inborn quality. Is it possible to teach those skills?
Are you a leader or a follower by nature?

5.What types of leaders do you know? What management style is typical of a task-motivated
leader/ a relationship-motivated leader?

6.What does it mean “to delegate authority”? Does it have any benefits for the boss/ the
employees? What management style is empowerment typical of?
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7.Should a leader be good at team-building? What kind of people should be included in a team and
why? What role would you prefer and why?

8.Which of the three management styles would you prefer to use as a manager/ experience as an
employee? Why?

7.5. Meroanuyeckue MaTepHuaJbl, ONpeae/Isomue Npoueaypsl OleHUBaHUsA 3HAHUH,
YMeHUi1, HABBIKOB U (MJIM) ONbITA JeATEJIbHOCTH, XapPaKTEePU3YIOIIUX dTAN bl
¢opmupoBaHus KOMIIETEH U

Jst  oOywaromuxcss 1o O4HOM (opme oOydeHHus: ypoBeHb CGHOPMHUPOBAHHOCTH
KOMITCTCHIIMH  (KOMIICTCHIIMI), peanu3yeMbIX JaHHOW JUCHUIUIMHOM, OLEHHBAeTCS C
MIpUMEHEHUEM OAJUTBHO - PEUTHHTOBOM CHCTEMBI B X0JI€ TEKYIIEH M IPOMEXYTOYHOM aTTeCTalluN
CTyAeHTOB coryacHo [lonokeHHo 0  OaUIbHO-PEUTHMHTOBOW  cUCTeME ABTOHOMHOMU
HEKOMMEpPUYECKO  OopraHu3aluy BbIclIero oOpa3oBaHus «MHCTUTYT  MEXIyHApOIHBIX
SKOHOMHUYECKHUX CBS3EN».

Jlnst  oOydarommxcss IO OYHO-3a0YHOM M 3a04HOM (¢opMaM O0OydeHUS YPOBEHB
C(OPMHUPOBAHHOCTH KOMITCTCHIIUU (KOMIICTCHIIHMI), pEaTU3yeMbIX TaHHOW JUCIUIUTHHOM
OLICHUBAETCA C  WCHOJb30BAaHUEM  TPAAUIMOHHOW  IIKAJIBL:  «HEYJIOBJIETBOPUTEIBLHO»,
«YIOBJIETBOPUTEIILHOY», «XOPOLIO», «OTIUYHO» (IIPH MPOBEIECHUH HK3aMEHA) MU «3a4TE€HO» /
«He3auTeHo» (MpH MpOBeNeHUH 3aueTa), coryiacHo [lomokeHHIo O TekylieM KOHTpOJe u
npoMexxyTouHoi arrectauuu oOydatonmmxcsi B AHO BO «MHCTUTYT MeXIyHApOJIHBIX
SKOHOMHYECKHX CBSI3EN».

IIpoueaypa u KpuTepUHU OLEHKH € PUMEHEHUEM 0a/VIbHO-PEHTHHIOBOI CHCTEMbI

MaxkcumanbHast OlleHKa TeKyIei paboTsl cTyieHToB — 50 Oanos, B T.4:

- MOCEIICHWE ayJUTOPHBIX 3aHATHI (KOHTakTHas paboTa — JIEKUUHU, MPaKTHUECKUE
pabotbl/cemuHapbl) — MakcumyMm 20 0aios;

- paboTa Ha ceMHHapaX M MPAKTUYECKUX 3aHATUSAX (BBICTYIUIEHHME C JOKJIAIOM,
MOJTrOTOBKA MPE3CHTAINH, YCTHBIE OTBETHI, pEIIeHUH 3a/1a4, paboTa CTyICHTOB MJIbIX IpyMIax,
BBITIOJIHEHHE 3aJ]aHUH | T.I1.) — MakcuMyM 20 6aJlIoB,;

- IMCbMEHHas KOHTpoOJIbHas pabora, pedepar M apyrue BHUIBI MHCbMEHHBIX paboOT —
MakcumyM 10 6aIoB (€cau mpeycMOTPEHO BBITIOJIHEHHE JBYX PA0OTHI — MAKCHMYM T10 5 0ajioB
3a KaXAy1o0).

IIpomexyTouHasi aTTecTaUMs B COOTBETCTBUU C YYEOHBIM IJIJAHOM IO HAIPaBJICHUIO
38.03.01 DOxonommka (mpoduabr «MupoBas 5SKOHOMHUKA») MO AUCHUIUIMHE «JlemoBas
KOMMYHHMKAIUS Ha aHTJIMICKOM SI3BIKE» MPOBOAUTCS B hopMe 3a4eTa ¢ OLEHKOM U 3K3aMeHa st
CTYZCHTOB OYHOM, OYHO-320YHOH M 3a04HOM (popM 00yUeHHUS.

MaxkcrMaibHasi OlleHKa 3HaHUM, YMEHU U HaBBIKOB CTYJIEHTA, BBISIBIICHHBIX B X0/I€ 3a4€Ta
¢ oreHKo#/ sk3amena — 50 6amnoB. Cymma 6aliyioB Ha 3a4eTe C OIICHKOM/9K3aMeHEe CKIIaJbIBAaCT U3
OLICHKH TMPAaBUJILHOCTH BBINIOJHEHUS! TECTOBBIX 3a/JaHUN WM YCTHOTO OTBETAa U pELICHUs
CUTYaIlMOHHBIX 33J1au.

MaxkcruManbHOE KOJIMYECTBO OalljIOB 3a BBINOJIHEHUS 3aJaHUMl 71 MPOBEPKH YPOBHS
chopMHpOBaHHOCTU 3HAHUH — 20 6aa10B. DTO MOTYT OBITH TECThl WJIM IIPU YCTHOM 3a4eTe C
OIICHKOM/9K3aMeHe OTBEThI Ha BOMIPOCHI OMjIeTa (3a Kax bl Borpoc He Oosee 10 6amios).

[IxaJia oeHKH TEeCTOBBLIX 3aJaHUl

e TecThl 3aKpHITOrO TUIA (MHOXKECTBEHHOT'O BHIOOPA, AIbTEPHATUBHOIO BHIOOPA, UCKITIOUCHHS

JIMITHET O, BOCCTAHOBJICHU A HOCHCHOB&TCHBHOCTI/I)

[IpaBunsHO BEIOpaH BapuaHT OTBeTa — | Oasn
e TecThl NOIIOIHEHUA

Brnucan BepHbIit oTBET — 2 Oaia

IIkana oueHMBaHUs YCTHOIO OTBeTa (B 0ajjiax) Ha BONPOC HA 3ayeTe ¢
OLICHKOM/IK3aMeHe
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PackpeiTue Temsl,
HCII0Ib30BaHUE
OCHOBHBIX TOHATHI
(Makcumym 3 Gasta)

Tema packpbiTa ¢ OIOPON HA COOTBETCTBYIOIIUE MOHSATHUS
U TEOPETHYECKUE MTOJIOKEHUS

ApryMmeHTanus Ha TEOPETUUYECKOM YPOBHE HEIOJIHAS, HO C
OIIOPOH Ha COOTBETCTBYIOLINE OHATHUS

AprymeHTanuss Ha TEOPETUYECKOM YPOBHE HEIOIHAs,
CMBICJI psifia KITFOUEBBIX MOHSATUI HE 00BSICHEH

TepMHUHOJIOTHYECKUI  anmapaT HENOCPEACTBEHHO HE
CBSI3aH C paCKpPbhIBAEMOU TEMOM

Nznoxenune hakToB u
MIPUMEPOB TI0 TEME
(MakcumywM 3 Gasa)

[TpuBoasTCcs paKThl M IPUMEPHI B IIOJIHOM 00BEME

[TpuBoOASTCS IPUMEPHI B TIOJTHOM 00bEME, HO MOXKET OBIThH
nomymieHa ¢akThdeckass omubOka, HE TMNpuUBEAmas K
CYIIIECTBEHHOMY MCKa)KCHHUIO CMBICIIA

[TpuBonsATCS MpUMEPHl B YCEUEHHOM 00BeMe, OMYIIEHO
HECKOJIbKO (paKkTHYeCKHX OImMUOOK, HE MPHUBEAININX K
CYIIIECTBEHHOMY MCKQ)KCHHIO CMBICIIA

Jomymienbl  (akTHUECKWE ¢ JIOTHYECKHE  OIIHNOKH,

CBUACTCIILCTBYIOIINUC O HCITOHMMAHWHU TCMbI

Kommosumnmonnas
[[EJIOCTHOCTD,
JIOrUYecKast
IMOCJIE0BATEIBHOCTD
(Makcumym 3 Gasta)

OTBeT xapakTepu3yeTcsi KOMIIO3ULMOHHON LIEIbHOCTHIO,
co0OuroIeHa JIOTUYeCKast MOCJIEIOBATEIBHOCTD,
MIOAICPKUBACTCA PABHOMEPHBI TEMII HA IIPOTKEHUU
BCEr0 OTBETA

OTBeT xapakTepu3yeTcsi KOMIIO3ULMOHHON LIEIbHOCTHIO,
€CThb HApyLICHUA IOCIEN0BATEIBHOCTH, MOAAEPKUBAETCS
PABHOMEPHBIN TEMII Ha POTSKEHUU BCEIO OTBETA

Ectp HapyllleHHST KOMIIO3MIIMOHHOW IIEJIOCTHOCTU U
IIOCJIICAOBATCIBbHOCTH, 6OJII>H_IO€ KOJIMYCCTBO
HEONpaBJAaHHBIX Tay3

He IMMPOCJICIKUBACTCA JIOTUKA, MBICJIb HC PA3BUBACTCA

PedueBbIXx M JEKCHKO-
FpaMMaTI/I‘-IGCKI/IX
OIINOOK HET

(1 6amn)

MaxkcuManbHOE KOJIMYECTBO OalljIOB 3a BBIMOJIHEHUS 3aJaHUMl 7S MPOBEPKH YPOBHS
c(hOpMHUPOBAHHOCTH YMEHUH 1 HaBBHIKOB — 30 6aJLIOB.
MaxkcruManbHOE KOJIMYECTBO OalljIOB 3a BBINOJIHEHUS 3aJaHUl 7S MPOBEPKH YPOBHS
chopmupoBaHHOCTH yMeHUH — 10 6as10B.
[IIkasa OLIeHWBAHUS CTAaHAAPTHBIX 33434

[ToHuMaHue peacTaBICHHON HH(OpMAIHH 0 1 2 3
N3noxenue GhakToB 0 1 2 3
[Ipemnoxxkenue crocobda petieHus npoodIeMbl 0 1 2 3
AKKypaTHOCTh O(hOpMIICHHS 1
HUTOrO: 10

MaxkcumanbHOE KOJMYECTBO OasIOB 3a BBIMOJHEHUS 3aJaHUM Ui MPOBEPKU YPOBHS
chopMuUpOBaHHOCTH BiIajieHU — 20 6aJ110B.
[Ixana onleHUBaHUS HECTAHAAPTHBIX CUTYAIIMOHHBIX 337a4, TPEOYIOIINX apryMEHTAI[U!
cOOCTBEHHOM TOYKHU 3PCHUS

[TonnMaHme npeacTaBICHHON HH(OpMAIHH 0 1 2 3
N3noxenue GhakToB 0 1 2 3
[Ipemnoxxkenue crocobda petieHus npoodIeMbl 0 1 2 3
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O6ocHoBaHMe crioco0a penieHws mpoOIeMbl 0 1 2 3
[IpenyioxkeHne aTbTePHATUBHOTO BapHaHTa 0 1 2 3
IlonHoTA, ITOCIIENOBATEIIFHOCTD, JIOTHKA M3JI0KCHUS 0 1 2 3
AKKYpaTHOCTh M PABHWILHOCTh 0(OPMJIICHHUS 2
NUTOI'O: 20

[Ipu BbICTaBIEHUHU 3a4eTa/7K3aMEHAIIMOHHON OLIEHKH CYMMUPYIOTCS 0aslibl, OJTy4YeHHbIE
B XOJ€ TeKymel paboTel M Oayuibl, TOJYYCHHBIE HEMOCPEACTBEHHO B XOJA€ 3adera C

OLICHKOI/?K3aMeHa.

[TepeBoa wToroBoit cymMmbl OammoB mo aucuuiimHe u3 100-0amipbHONH B SKBUBAJICHT
TPaAUITMOHHON MATHOAITLHON CUCTEME OCYIIECTBIISIETCSI B COOTBETCTBUH CO CIIEAYIOIICH IITKAIOM
(1. 3.3 Ionoxenus o GaILHO-PEHTUHIOBOH crucTeMe):
3ader (C OIEHKOM)

Baiel mo 100-0a1pHOR-IIKaIE

[TsTubamibHast cucreMa OLEHKH

85-100 6amioB

3aureno (OTIMYHO)

70-84 6astoB

3aureno (Xoporio)

50-69 G6aiutoB

3auteHo (Y 10BIETBOPUTEIBHO)

49 0ayIOB U HUXKE

He 3aureno (HeymoBiaeTBOpHUTEIBHO)

OK3amMeH
Bayet mo 100-6amisHOR-1IIKaIE [TarnbaiuibHas cucTeEMa OLEHKHU
85-100 GaynoB OTnuuHO
70-84 Gamios Xopo1io
50-69 6amnoB Y 10BIETBOPUTENIEHO
49 GaIoB U HIKE HeynoBneTBopUTEIbHO

Onucanne MKaJbI OICHUBAHUA

Onenka Onenka OneHka «xopouo» Onenka
«HEYAOBIETBOPUTENIBHO» | «YyIOBICTBOPUTEIHHO) (3auTeHo) «OTJIIMYHO»
(He 3auTeHO) (3a4TeHO) 70-84 GannoB (3a4TeHO)
49 6annoB U HUXKE 50-69 6amnos [ToBbIIEHHBIN 85-100 6annoB
KOMIIETEHLIUS ba30BbIi1 ypoBEeHb YPOBEHb OCBOCHHUs | BBICOKUI ypOBEHb
(KOMITETeHIINN ) HE OCBOEHHUSA KOMIIETEHIIU OCBOEHHUSA
chopMupoBaHa KOMIIETECHIINU (KOMIeTeHLIN) KOMIIETECHIINU
(KOMTIETEHIIHIA) (KOMTIETEHIIHIA)
Kowmmerenius (ee 4actp) Kommerenrus (ee OObyyarormmiics OObyyarormmiics
HE pa3BUTAa. 4YacTh) HEAOCTATOYHO | BIAJICET 3HAHUSAMHU U obnanaer
OOyuaromuiicst He pa3BuTa. YMEHUSIMH, BCECTOPOHHHUMH U
obOnamaeT OO6yuarommmiics MIPOSIBIISIET rTyOOKUMH
HEOO0XOIUMBIMU JaCTUYHO 3HAET COOTBETCTBYIOIIINE 3HAHUSMU,
3HAHUSAMHU, HE CMOT OCHOBHBIE HaBBIKU TpU YBEPEHHO
MIPOAEMOHCTPHPOBATH TEOpPETUYECKHE peleHnH JEMOHCTPHUPYET
YMEHUS ¥ HaBBIKU MOJIOXKEHUS, JOMYCKAEeT CTaHJIapPTHBIX U YMEHHUS], CTIOKHBIE
OILIMOKY TIpU HECTaHIapTHBIX HABBIKH, YBEPCHHO
oTpesieNIeHUH MOHSATHUH, 3aJ1a4, HO UMEIOT OpUEHTHUPYETCS B
CIIOCOOEH pelaTh MECTO HEKOTOpbIE MPAKTUYIECKUX
CTaHJIapTHBIE 33/a4H, HETOYHOCTH B CUTYaLUsX.
JoITycKast HeOOoIbIIHe JEMOHCTpALUH
MOTPEIIHOCTH OCBOEHUS MaTepuaia
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IIpouenypa uM KpuTepHuH OLEHKH C TPUMEHEHHEM TPAIAMIHOHHOH IIKAJIbI
OLlCHUBAHMS

JIJst CTYZICHTOB OYHO-3a0YHOM M 3a04HOM (popM 0O0ydeHHsI ypOBEHb CHOPMUPOBAHHOCTH
KOMITIETEHIIMI OIIEHUBAETCA C UCTIOIB30BAHUEM TECTUPOBAHUS — CUCTEMBI CTaHIAPTU3UPOBAHHBIX
MPOCTHIX W KOMIUIEKCHBIX 3aJlaHHil, MO3BOJSIONICH ONpPENeNuTh YPOBEHb 3HAHWUM, YMEHHH W
BJIQJICHUN 00Y4YarOIIerocs.

Kputepuu onenvuBanust 3aaHuil:

OIICHKAa «YIOBIIETBOPUTENHHO» / «3auTeHO»- 3a 51-69% TmpaBUIBLHO BBHIMOTHEHHBIX
3aJIaHHM,

OILICHKA «XOPOIIOy» / «3auTeHO» - 3a 70-85% MpaBUIILHO BBITOJHEHHBIX 33JaHHH,

OIICHKA «OTIUYHOY / «3a4TEHOY - 3a IPaBUJILHOE BBINTOJTHEHUE OoJiee 85% 3amanuii.

B cinydae mnpoBeneHHs NPOMEXYTOYHOH aTTECTallMd B YCTHO-NIMCBMEHHOH Qopme
UCIIOJIb3YETCs CIeAYIONIas IIKajla OLleHUBAHUS:

Onenka «omauunoy / «3aumenoy. OTBETHl Ha IOCTABJICHHBIE BOMPOCHI U3AraroTCs
JIOTUYHO, TIOCTIEI0BATENIbHO U HE TPEOYIOT JONMOJHUTENbHBIX MosicHeHui. [TonHo packpbiBatoTcs
MPUYMHHO-CJICICTBEHHBIC CBSI3U MEXAY SBICHUSMHU U COObITHSMH. [lenaroTcss 000CHOBaHHBIC
BbIBOJIbI. [IpakTueckas 3a1a4a penieHa BepHo. CTyIeHT yBEPEHHO OTBEYAET Ha JJOTIOTHUTEIbHBIE
BOMPOCHL. [Ipy mpoBeIeHNH TeCTUPOBAHUS KOJIMYECTBO MIPABIIILHBIX OTBETOB OOJIBINE WIH PABHO
85 %.

Onenka «xopowoy / «3aumenoy. OTBETbl Ha MOCTABICHHBIC BOIPOCHI H3JIAralOTCs
CHUCTEMAaTU3MPOBAHO U TMOCIeAOoBaTeNbHO. Marepuan wu3araercs JJOCTaTOYHO YBEPEHHO.
PackpbIThl IPUYMHHO-CIICICTBEHHBIC CBS3H MEXIY SBJICHUSIMH U COOBITHSIMU. JleMOHCTpUpYETCs
yMEHHE aHaIM3UPOBaTh MaTepHall, OJHAKO HE BCE BBIBOABI HOCAT apryMEHTHPOBAHHBIN U
JoKa3aTeNnbHBIA  xapakTtep. [IpakTudeckas 3amaya pelieHa BEpHO, JHOO  JIOMyIIeHa
HecylecTBeHHast omuoka. CTyIeHT MOXeT JONYyCTUTh HETOYHOCTh TMpH OTBETE€ Ha
JIOTIOJIHUTEIbHBIE BONPOCHL. [Ipy nmpoBeeHNN TECTUPOBAHUS KOJIMYECTBO MPABUIBHBIX OTBETOB
6omb1ie uian pasao 70 %.

Ouenka «ydosremeopumenvroy /  «3aumenoy. JIONMyCKalOTCS  HAapyUIeHUS B
MOCIIE0BATENbHOCTH H3/I0XKEeHHUs. HemoysHo packpbIBalOTCS MPUYMHHO-CIEACTBEHHBIE CBSI3U
MEXIy SIBICHUSMHU M COOBITUAMHU. J[eMOHCTPUPYIOTCS TMOBEPXHOCTHBIE 3HAHMS BOmpoca. B
pElIeHUH MPaKTUYECKUX 3a]ayd JOMyIleHa OMKOKa, UCTIpaBisiemMas ¢ OMOIIBIO IPErnoaaBaTess.
Nmerotcs 3aTpyaHenus ¢ BeiBogamMu. CTyJIEHT YaCTUYHO OTBEYAET Ha JJOTIOJHUTEIbHBIE BOITPOCHI.
[Tpu npoBeneHnU TECTUPOBAHUS KOJTMYECTBO MPaBUIBHBIX 0TBETOB Oosee 51 %.

Ouenka «HeyoosnemeopumenvHo» / «He 3aumeHoy». Marepuan  H3Jaraercs
HEIOCJIEI0BaTeIbHO, COMBYMBO, HE TPEJCTABIAET OINPEACICHHOW CHUCTEeMbl 3HAaHUU IO
nucuuruHe. He packpbiBaroTCs NPUYUHHO-CIIEICTBEHHBIE CBS3M MEXKIY SBICHHUSIMU U
coObITusiMH. He mpoieMOHCTpHUpOBaHO YMeHHE aHamu3upoBaTh MaTepuali. [Ipaktudeckas 3agaya
HE pelleHa WJIM pelieHa He BepHO. BhIBoAbI HE NpaBWUiIbHBI WM HE clenaHbl. OTBEThl HA
JOTIOTHUTEIbHBIE BOMPOCHl OTCYTCTBYIOT. [Ipm mpoBeAeHMH TECTUPOBAaHUS KOJIUYECTBO
IIPaBWIBHBIX OTBETOB MeHee 50 %.

[Tpu GpopmMupoBaHUU OKOHYATENILHOTO Pe3yJIbTaTa MPOMEKYTOYHON aTTeCTallul ¢ TPUMEHEHUEM
TPAIUIIMOHHON IIKAIIbI OICHUBAHUS YYUTHIBAIOTCS PE3yJbTaThl TEKYIIEro KOHTPOJST PabOThI
CTYJI€HTa, U OLICHKA MOXET OBITh MOBBIILIEHA HA OJUH OaJl.

9. IlepeyeHb OCHOBHOW M JONOJHUTEILHOI Y4eOHOM JUTEPATYPbl, HEOOXOAMMOI 115l
OCBOEHUS TUCHMILUINHBI (MOYJIs1)

8.1. OcHoBHas quTEpaTypa
1. AHrMiACKui S3BIK JIsI M3yYarOIUX MexayHapoaHble oTHomeHus (B2-C1) : yueGHuK
s By3oB / H. B. Apxannesa, JI. E. bymkanen, A. K. I'apaesa, /I. B. Ts6una. — Mocksa :
N3narensctBo FOpaiit, 2023. — 255 ¢. — (Bricmiee o6pazoanue). — ISBN 978-5-534-10866-8.
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— Tekcr : onexkrponHbld // OOpazoBatenbHas matdopma HOpaiit [caitit]. — URL:
https://urait.ru/bcode/494694

2. Memnsiino, B. B. Axanemuueckoe nuceMo. Jlekcuka. Developing Academic Literacy :
yuebHoe mocobue s By3oB/ B. B. Mensiino, H. A. Tynsakosa, C. B. Uymwikun. — 2-e u3n.,
ucrp. u gorn. — Mocksa : M3natenscTBo FOpaiit, 2023. — 240 ¢. — (Briciiee oOpa3zoBanue). —
ISBN 978-5-534-01656-7. — Tekct : snekrponnslii // O6pazoBatenbHas miaardopma HOpaiit
[caitT]. — URL.: https://urait.ru/bcode/491693

3. CrynnukoBa, JI. B. AHrnuiickuii s3plk B MexayHapoaHoMm OwusHece. English in
international business activities : yue6Hoe moco6ue s By3oB / JI. B. CrynHukoBa. — 2-¢ H31I.,
nepepab. u gon. — MockBa: WzmarensctBo HOpaiit, 2023. — 216c.— (Bricmee
obpazoBanue). — ISBN 978-5-534-11015-9. — Tekct : snextponHbiid // OOpa3zoBarenbHas
iatdopma IOpaiit [caiit]. — URL: https://urait.ru/bcode/495160

4, CrynaukoBa, JI. B. Anrmmiickuii s3bIk B MexayHapogHoMm OusHece. English in
international business activities : yue6Hoe moco6ue ans By3oB / JI. B. CtynHukoBa. — 2-¢ u31.,
nepepad. um gom. — MockBa: MWsmarensctBo IOpaiit, 2023. — 216c.— (Bwicuiee
obpaszoBanue). — ISBN 978-5-534-11015-9. — Tekcr : snekrponHblid // OOpazoBaTenbHas
wiatdopma FOpaiir [caiit]. — URL: https://urait.ru/bcode/495160

8.2. lonoiHMTE/IbHAS JIMTEPATYPa

1. Mouceesa, T. B. AHIIIHMHCKUIT SI3BIK TSI 5KOHOMHCTOB : y4eOHOE mocoOue Jiist By30B /
T. B. MouceeBa, H. H. [lariuna, A. O. lllupokux. — 2-e¢ uza., nepepad. u mon. — Mockaa :
NznarensctBo FOpaiit, 2023. — 157 ¢. — (Bricmiee oopazoBanne). — ISBN 978-5-534-08911-0.
— Tekcr : oanektponHsld // O6pazoBarensHas miarpopma IOpaiit [caiit]. —
URL.: https://urait.ru/bcode/493923

2. AmypbekoBa, T.W. AHrmmiickuii s3Ik a1 5KoHOMHUCTOB (B1-B2): yueOHuk u
npaktukyMm s By3oB/ T. WM. Amypbekosa, 3. 1. MupsoeBa. — 2-¢ u3a., UCIp. W JOH. —
Mocksa : M3natensctBo FOpaiit, 2023. — 195 c¢. — (Bricmiee o6pazoanue). — ISBN 978-5-
534-07039-2. — Tekct : snexTpoHHbIH // OOpasoBarenbHas minatgopma FOpalT [caiit]. —
URL: https://urait.ru/bcode/470402

3. IlecroBa, M. C. AHIIMICKUH s3BIK: TIEPEBOJ KOMMEpPUYECKOH AokymeHTaruu (B2):
yueOnoe mocobue mius By3oB/ M. C.IlecroBa. — 2-¢ wum3nm., mepepad. m nmom. — Mocksa:
Wznarenscto FOpaiit, 2020. — 191 ¢. — (Bricmiee oopazoBanme). — ISBN 978-5-534-11543-7.
— C. 1 — Texkcr : anextponnsiii / DBC KOpaiir [caiit]. — URL.: https://urait.ru/book/angliyskiy-
yazyk-perevod-kommercheskoy-dokumentacii-b2-456168

4. Slkymesa, U. B. Amnrmumiickuii s3eik (B1). Introduction Into Professional English:
y4eOHUK U mpakTukyMm mns By3oB/ W. B. flkymesa, O. A. JlemyenkoBa. — 3-¢ H31., UCIP. U
norn. — Mocksa : WznarensctBo [Opaiit, 2020. — 148 c. — (Bricmee oOpaszoBanme). —
ISBN 978-5-534-07026-2. — C. 1 — Texkcrt: anextponusiii / 9bC HOpaiit [caiit]. — URL:
https://urait.ru/book/angliyskiy-yazyk-b1-introduction-into-professional-english-451233

5. Hes3oposa, I'. JI. Anramiickuii s3bik. ['pammaruka: yueOHOe mocoOue s By30B /
I'. . Hezopora, I'. . Hukurymkuna. — 2-e¢ u3m., ucnp. u gomn. — MockBa: M3marenbcTBo
Opaiit, 2020. — 213 c. — (Bricmiee o6pazosanne). — ISBN 978-5-534-09359-9. — C. 1 —
Texkcr: anextponnsiii / DBC IOpaiit [caiit]. — URL: https://urait.ru/book/angliyskiy-yazyk-
grammatika-451966
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9. [lepeyeHn pecypcoB HHGOPMAIHOHHO-TEJIEKOMMYHUKANMOHHOI ceTn ""UHTepHeT",
He00XO0IMMBIX /ISl 0CBOEHUS TUCHUIIMHBI (MO1Y.J151) H HH(POPMALMOHHBIX TEXHOJIOT Ui,
HCNOJIb3yeMBIX MPHU 0CYIIECTBIEHUH 00pa30BaTEJIbLHOI0 NMpoIecca Mo TUCHHIITIHHE
(MoayJ110), BKJIIOYAS NIepeYeHb NPOrPaMMHOI0 odecnievyeHnsl 1 HH(POPMaIMOHHBIX
CNMIPABOYHBIX CUCTEM (MIPH HEOOXOAMMOCTH)

1. http://biblioclub.ru - 9bC «YHuBepcureTckast OUOIHMOTEKA OHITANHY

2. https://elibrary.ru/org_titles.asp?orgsid=14364 - may4Has 3JCKTpOHHas OHOIHOTEKA
(H9b) «eLIBRARY.RU»

3. https://learnenglish.britishcouncil.org- caiit  Bpurtanckoro CoBera ¢ 0OaHKOM
MaTepHajioB Ui YPOKOB M CAMOCTOATEIBHOTO M3YUYCHHS AHTIHMICKOTO S3bIKa 10 Pa3IUYHBIM
TeMaM Kak OOIIero, Tak M JAeJI0BOTO xapakTepa. OXBaueHbI BCE YPOBHHU JIGKCHYECKON CIIOKHOCTH:
OT HAYaJIBHOTO JI0 CAaMOT'0 MPOJIBUHYTOTO.

4. https://ru.duolingo.com/- GecriaTHBIi CEPBHC I U3YYEHUS HMHOCTPAHHBIX S3BIKOB C
Hyns. [Iporpamma moctpoeHa B ¢opMe «aepeBa JOCTHIKEHUI»: YTOOBI MEPEeHTH Ha HOBBIH
YPOBEHb, HY)XHO CHadaja HaOpaTh ONpEACTICHHOE KOJIUYECTBO OYKOB, KOTOPBIC HAIOTCS 3a
npaBuiIbHbIE 0TBETHl. EcTh mpumnoxenus ans i0S n Android.

5. https://www.real-english.com/new-lessons.htm - caiiT ¢ ypokamu, CTaTbIMH U BHICO
3apUCOBKAMHU Ul M3YYaIOIIUX AHTJIMHCKUI $3bIK, BCE MaTepuajbl YCIOBHO Da3/eiCHbl Ha
JIEKCHYECKUE U TPAMMAaTHYECKHE, IOCTYITHBI BCE YPOBHHU CIIOKHOCTH.

6. https://www.economist.com/ - S5kKoHOMHYECKHI CAlT 1 (POPYM Ha aHTIUICKOM S3BIKE,
COJICp KAIIMI JeTTOBbIE HOBOCTH, SKOHOMHUYECKHE CTaThU Ha JIEIOBYIO TEMAaTHKY, OOCYXKICHHE
po0JIeM JIeT0BOTr0 XapakTepa.

7. https://www.ft.com/- caiiT 5KOHOMHYECKOMN Tra3eThl Ha AaHTITMUCKOM si3bike. COMEepIKUT
JIeNIOBBIE HOBOCTH, SKOHOMHYECKHME CTaThU Ha JENIOBYI0 TEMaTUKy, 0OCykIeHue mpoliem
JIEJIOBOTO XapaKTepa.

8. https://urait.ru - 3BC «Obpa3zoBarenbHas miatdopma «tOpaitty.

JIM1eH3MOHHOE IPOrPaMMHOe o0ecreYeHue:

- Windows (3apy0exHoe, BO3ME3IHOE);

- MS Office (3apyOexxHOE, BO3ME3THOE);

- Adobe Acrobat Reader (3apy0exHoe, CBOOOIHO pacpoCTpaHIeMoe);

- Koncynprantllmoc: «Koncynerantllmoc: CrymeHt» (poccuiickoe, CBOOOIHO
pacipoCTpaHsIeMOE);

- 7-Zip — apxuBatop (3apy0eKHOE, CBOOOHO PaCIIPOCTPAHIEMOE);

- Comodo Internet Security (3apy0exHoe, CBOOOTHO pacpoCTpaHIEMOE).

10. MeToguueckue yKazaHus JJisl 00y4AOIIMXCS 110 OCBOCHUIO TUCHUIIMHBI (MOIYJIs1)
CoBeTbl 110 BeJIEHUIO IJ10ccapusi MPogecCHOHATBHBIX TEPMHHOB

— OTOOpaHHBIC TEPMHUHBI U JIEKCUYECKHUE SAMHUIIBI JOJKHBI OTHOCUTHCS K IIUPOKOMY H
y3KOMY MPOGUITIO CIIEIUATBHOCTH;

— OTOOpaHHBIE TEPMHHBI W JICKCUYECKUE EIWHUIIBI JOJDKHBI OBITh HOBBIMH W HE
IyOIMpoBaTh paHee N3y4YeHHBIC,

— OTOOpaHHBIE TEPMHUHBI M JIEKCUYECKUE CIUHUIBI JODKHBI OBITh CHAOXKEHBI
TPAHCKPHUITIIUEH U TIEPEBOJOM Ha PYCCKUU S3BIK (BO M30E€KaHWE HETOYHOCTEH PEKOMEHIYeTCs
MOJIB30BATHCSA CIICIIMAIM3UPOBAHHBIM CJIOBAPEM);

— o011ee KoJIM4eCcTBO OTOOPaHHBIX TEPMUHOB HE JIOJDKHO OBITH MeHbIe S00 equHUIT;

— OTOOpaHHBIE TEPMHHBI W JICKCHYECKHUE CIWHUIIBI TMPETHA3HAYCHBI I aKTHBHOTO
YCBOCHHUS U JOJKHBI HCIIOIH30BATHCS MPU YTEHUH, BOCIIPUSTHH Ha CIIyX, TOBOPEHUU U TTUCHME.

MeToaunuyecKkue PEKOMEHIAIIUU IO HAMHCAHUIO A€J0BOI0 MUCbMAa
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[TucbMO 1OJIKHBI OBITH SICHBIM, KPATKUM U BEXKIIUBBIM.

YnorpebusiiTe MpocThie CIO0BA/BHIPAXKEHNUS BMECTO BBICOKOIIAPHBIX M CTEPEOTUITHBIX, €CIIN
OHU MMEIOT OJTHO 3Ha4Y€HUE, KOHKPETHbIE BMECTO aOCTPaKTHBIX. UeM mpolie Bbl TOBOPHUTE, TEM
obicTpee Bac moiimyT. OpHako He 3a0bIBaiiTe, 4yTO B OQUIMAILHON JENOBOM INEpenucKe He
UCTIONB3YIOTCS HUKakKe cokpamieHus tuma "['m" u cienr. Hanpumep, BMecto dpassr "We are the
recipients of", myume ckazare "We received”. Brl 100beTech KpaTKOCTH U SICHOCTH B CBOUX
NUCbMax, eciiu OyJleTe HUCMOJIb30BaTh KOPOTKUE WM CPEIHEW IIMHBI MPEUIOKEHUS BMECTO
JUIMHHBIX M CJOXHBIX 000pOTOB. I'paMoTHOE JerneHHe Ha ab3albl O0JIEerdaeT 3pUTENBHOE
BOCIIPHSITHE TEKCTA U 3a/1a€T BCEMY IIPOLIECCY PUTM.

OnHUM U3 TOKa3aTreneil BeXIIMBOCTH B JIEJIOBOM MEepemnucKe sBISAETCS JIMYHOE 00paleHne K
yenoBeky. He Hasio 3a0b1BaTh PO BEXKIIUBOCTH J1aXKe TOI'/1a, KOI'/la Bbl OYEHb HEJ0BOJIbHBI KEM-TO
WX YEeM-TO.

IMonwITOXKUM:

1. BriGupaiite KOpOTKHE U CpeiHell ATUHBI PEUIOKEHH, YIOTPEOIIiTe IPOCThIe CJI0Ba U
BBIPa)KEHUS

2. He ynotpebnsiiTe pa3sroBOpHbIE COKPAIICHUS U CJICHT

3. Jlenmute HanmMCcaHHOE Ha a03aIlbI

4. BynpTe BeXXJIMBBI U JUITIOMATHYHBI

«IIanka» nucbMa.
Kaxnmoe nemoBoe muchbMo revataercs (MUIIETCs ) Ha yKe 3ar0TOBJICHHOM, (pupMeHHOM OsaHke. B
BepxHeii yacTu O1aHKa pa3MelaeTcs Tak Ha3piBaeMas "'manka' - 3arojgoBoK. OObIUHO B 3ar0JIOBKE
JIaHbI CJIeAYIoIIe CBeACHUS:
e  3apErMCTPUPOBAHHOE HA3BAHWE KOMITAHUHU
e  KpaTKHE CBEJCHHUS O XapaKTepe ee AeATelIbHOCTH,
e  KOHTaKTHas MHPOpPMALHUS.

Tesio nucema. 3akiaouutenbHas popma BexaIuBOcTH. [loanuce.

[lepBbIii a03all OCHOBHOTO TEKCTa HAYMHACTCS C NPEATIOKEHUs, B KOTOPOM BBI
NOATBEPXKAACTe TONyYEeHHE MHCbMa OT Ballero KOPPECHOHACHTa, WM CO CCBUIKH Ha
HOCTYIHBIIIEE TTHCHMO.

OO0b19HO 00BEM JIEIIOBOTO MHUChMa HE MPEBBIIIACT OHY cTpanuiy. Ho, ecnm o0beM nucbMa
OoutbIlIe OJJHOI CTpaHUIBI U €ro MPOAOJDKEHHE HaleyaTaHO Ha oOpaTHOM CTOPOHE JINCTA, TO B
KOHIIE MIEPBOM CTPAaHUIIBI UIIETCS P.t.0., uTo o3HayaeT Please Turn Over (CmoTtpure Ha o6opoTte).

Ecnm BBI OTCBITaeTE KONMMM MUCHMA U JPYTHM agpecaTaM, TOTJa B KOHIIE MMChbMa CAeTanTe
COOTBETCTBYIOIIYIO OTMETKY B BHJIE Cleayromieii abopeBuarypsl: "c.c." - carbon copies (Tounbie
korun) uiau Copy to...

WHornma BBl HE XOTHTE, YTOOBI MOJydYaTelb BAlIEro MHChMa 3HAJ, YTO BBI €IIE KOMY-TO
oTocianyd Komuu. B aToMm ciydae BHM3Y muceM-Komuii Bbl ykaseiBaeTe "b.c.c." - blind carbon
copies. (CKpBIThIC KOITUH).

Ecnan x muceMy mMmeeTcsl IPHIIOKEHUE (KaTajlor, KOHTPAKT, CYeT U T.1.), TO BHHU3Y, IOCIE
noanucu Jaenaerca ykazanue o0 srtom: "Enc:", "Encl:" - sto cokpamenue ot Enclosure
(MpUIIOKEHUE, BIIOKEHUE).

HpnMepHme AISBIKOBbIC KJIHIIIE IJId A€JI0BOI'0 NIMCbMA 110 YaCTAM:

1. O0pamenue
\Dear Sirs, Dear Sir or Madam H(GCJII/I BaM HE M3BECTHO UMs ajipecaTa) |
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Dear Mr, Mrs, Miss or Ms

(ecnu BaM M3BECTHO UM aJpecaTa; B TOM
cllydae KorJa Bbl HE 3HAeTe ceMeifHoe
MOJIOKEHUE KEHIIUHBI CIIEAyeT nucaTh Ms,
rpy0o0ii OIMOKOM SIBISIETCS NCIIOTH30BAHNE
¢pazbl “Mrs or Miss”)

\Dear Frank,

H(B oOpanieHuu K 3HAKOMOMY YEJIOBEKY ) |

2. Berymiienne, mpeabiayiiee o0meHue.

\Thank you for your e-mail of (date)...

HCHaCHGO 3a Ballle MUCHMO OT (Yucia) |

\Further to your last e-mail...

HOTBeqaﬂ Ha BallE MMUChMO. .. |

before now...

I apologise for not getting in contact with you

4 nmpoury mpoieHus, YTo A0 CHUX MOp He
HaIucasn BaM. ..

\Thank you for your letter of the 5th of March.

HCHaCI/IGO 3a Bale NucbMo ot 5 Mapra |

With reference to your letter of 23rd March

OTHOCHUTENBHO Ballero ImcbMa oT 23
Mapra

Times»

With reference to your advertisement in «The

OTHOCHUTENBHO Balllel pekiambl B TalmMc

3. Yka3aHue NPpUYMH HANTMCAHUS MUCbMA

\I am writing to enquire about

HH IUIIY BaM, YTOOBI y3HATb. ..

\I am writing to apologise for

H}I MOy BaM, YTOOBI M3BMHUTHCH 3. ..

\I am writing to confirm

H}I MUY BaM, 9TO OBl TOATBEPIUTE. ..

\I am writing in connection with

H}I MY BaM B CBS3H C ...

We would like to point out that...

Mpl xoTenu Obl 0OpaTUTh Ballle BHUMaHUE
Ha ...

4. IIpocn0da

ICould you possibly...

HHe MOTJIA OBl BHL. ..

\I would be grateful if you could ...

H}I ObLI OBl IPU3HATEJIEH BaM, €CJIH OBl BHI ...

\I would like to receive

\Please could you send me...

H}I OBI XOTEJ OJIYYHTh...... |

HHG MOTJIH OBI BBI BEICJIATH MHE. ..

5. Corsniamenue ¢ ycJOBUSIMH.

\I would be delighted to ...

H}I ObLT OBI pan ... |

\I would be happy to

H}I OBLI OBI CYACTIINB. .. |

[l would be glad to

HH ObU1 OBI paj... |

6. Coo011eHue NJIOXMX HOBOCTEH

\Unfortunately

HK COXKAJIEHUIO. .. |

\I am afraid that ...

HBOIOCB, 4T0... |

\I am sorry to inform you that

HMHe TSKEJI0 COOOMIATh BaM, HO ... |

We regret to inform you that...

K coxalieHunto, Mbl BBIHYKIEHBI COOOIIUTH
BaM O...
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7. IIpuiioskeHne K NUCbMY JOMOJHUTEIbHBIX MAaTEPHUAJIOB

\We are pleased to enclose ... HMH C YIOBOJILCTBHEM BKJIA/ILIBACM. . . |
‘Attached you will find ... HB NPUKPEINICHHOM (aiiie BbI HalleTe. .. |
\We enclose ... HMH MIPUJIAracM. .. |
‘Please find attached (for e-mails) HBH Hai1eTe MPUKPEIUICHHBIN (aii. .. |

8. Boicka3piBaHue 0,1ar01apHOCTH 32 NMPOSIBJICHHBII HHTEpec.

\Thank you for your letter of HCnaano 3a Ballle IUCbMO |
\Thank you for enquiring HCnacn6o 3a IPOSIBJIICHHBIN HHTEPEC. .. |
\We would like to thank you for your letter of ... HMH XO0Tenu Obl MOOJIAarogapyTh BAC 3. .. |

9. [lepexoa k apyroi teme.

‘We would also like to inform you ... HMH TaK 5K€ XOTEJIN ObI COOOIIUTH BaM O... |
\Regarding your question about ... HOTHOCI/ITGJ‘IBHO BAIIIEro BOIMPOCa O... |
\In answer to your question (enquiry) about ... HB OTBET Ha Balll BOIPOC O... |
‘I also wonder if... HMGHH TaK)Ke HHTEPECYeT. .. |

10. lono/iHMTEILHBIE BONPOCHI.

\I am a little unsure about... H}I HEMHOTO HE YBEPEH B ... |
\I do not fully understand what... H}I He JI0 KOHIIA MOHSIL. .. |
\Could you possibly explain... HHe MOTJIH ObI BBl OOBSICHUT. .. |

11. Ilepenaya nndpopmanuu

I’m writing to let you know that... H}I MUY, 9TOO0BI COOOIIHT O ... |
\We are able to confirm to you... HMH MO>KE€M HOATBEPAUTS ... |
‘I am delighted to tell you that... HMH C yJIOBOJIbCTBHE COOOIIAEM O ... |
We regret to inform you that. .. K coxxanenuto, Mbl BBIHYKICHBI COOOILIUTE
BaM O...

12. IIpensioxxenue cBoeii MOMOIIH

‘Would you like me to...? HMory nm 5 (caenats)...? |
\If you wish, 1 would be happy to... HECJm XOTHTE, 51 C PaOCTHIO. .. |

Coo01rure, eciy BaM IIOHAZOOUTCI MOS

Let me know whether you would like me to...
IIOMOIIb.

13. HamoMuHaHue 0 HAMeYeHHOH BCTpeye /M 0:KUIaHHue 0TBeTa

‘I look forward to ... HH C HETEpIICHUEM XK1y, |
‘hearing from you soon HKor/:[a CMOT'Y CHOBA YCIIBIIIIATh Bac |
‘meeting you next Tuesday HBCTpe‘II/I C BaMH B clieAyromnuii Bropauk |
\seeing you next Thursday HBCTpeqn ¢ Bamu B YeTBepr |
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14. Iloanuco

Uckpenne Bam (ecnu ums yenoBeka Bam
HE U3BECTHO)

Yours faithfully,

\Yours sincerely, H(ecnn nMst Bam n3BectHO) |

KpuTepun omeHKHM NHCeM. JOTHYHOCTh COJACPIKAHMS, HaJIWYMe S3BIKOBBIX  KIIHUIIIE,
yOeIUTEIbHOCTh apTyMEHTAIIMH, TPAMOTHOCTh, OopMIIeHHE PAaOOTHI.

MeTtoauyeckue peKOMEHAALUH 110 MOATOTOBKE H 3alUTe NPe3eHTAIUH
Omnpenenure TeMy, LENb U IUIaH BBICTYIIJICHUSL.
YcTaHOBHTE IPOJOJKUTEIBLHOCTD ITPE3CHTALINH;
OOparuTe BHUMaHUE Ha OCOOCHHOCTH CITyIlIaTelNeH;
ITpenycmoTrpute BKItOUYEHUE ClylaTenaed B 00CykAeHUE TEMbI-IIPOOIEMBI;
Crnenute 3a MaHEpOU MPECTABICHUS NMPE3ECHTALMHU: COOIOICHIE 3PUTEIILHOTO KOHTAKTA C
ayIUTOpUEH, BBIPA3UTEIBHOCTD, JKECTUKYJIALNA, TEIOABUKEHUS;
v' TlpemycMOTpUTE WILTIOCTPAIMH (HO HE TIeperpyxaiiTe HMHU CIaii/ipl), KJII0YEBbIe CI0BA,
v\ OO0s3aTenbHO  MPEAYCMOTPUTE PEMETHIMIO BBICTYIUICHHST B  CONPOBOXICHHU  C
IIPE3CHTALUCH.
TpeOoBaHMsl K NPe3eHTALMH:

NANENENIN

1 7-12 cnaitnos B PowerPoint
2 [Tnan npe3eHTanuu:

v Berymienue (mouemy BeIOpaHa aHHas Tema Mpe3eHTanun) (2 ciaiina)

4 OcHOBHAs 4acThb

v 3akmroueHue (BbIBOABI) (2 crnaitna)
3 Crnukep Npe3eHTyeT CBOIO TEMY M OTBEYAET Ha BOMPOCHI YHACTHUKOB.

HpnMepHme KJInmie 1Jid 3allUThI IIPE3CHTAlluN
HauaJjo
Starting
Formal Meeting Informal Meeting
Okay everybody. Please take a seat.

Good morning/afternoon/evening ladies and Let’s get started. If you have any
gentlemen..... My name is ... and I'm head of the questions, please feel free to ask me
marketing department. Ourpurpose this morning isto  at the end of the presentation. We’ll
hear a presentation, and to discuss it with all of you. hear a presentation and discuss it to

see if there are any fresh ideas.

take a seat— mnpucaxuBaiTech, pUrposSe — menb, get  started —  Hauatsk, discuss —
obcyxaath, feel free to ask — ceob6oaHo ciparmBaiite, fresh ideas — ceexue umen.

I'naBHast yacrtnb
Introduction

Formal Meeting Informal Meeting

As you already know, today’s presentation is  All right, let me start by saying thanks to all
designed to present some important points of  of you for the interest in this presentation.

108



I would like to talk to you today about ....
This first slide shows our agenda for the day. for... minutes.

First, I will begin with an overview of ...
Then, Ms. Smooth will present the data that
she gathered and her ideas for ... She will be
followed by Mr. Hanson, who will discuss
adapting our product to meet market needs,
and at last we'll make a conclusion with the
main recommendations.

First I would like to talk about....

Then I would like you to take a look at...
Following that we're going to talk about...
Then I'm going to wrap things up with our
team’s recommendations.

Lastly we are going to discuss...

Since we have very limited time today,
please hold your questions until the end of the
presentation.

Any questions so far? Please feel free
to interrupt me at any time.

be designed — 6bITh 3aqymannbiM, Slide — ciaiin, agenda — mosectka aus, let me start —
M03BOJIbTE HauaTh, Say thanks — 6iaromaputs, Overview — o63op, present the data —
npeCTaBIsATh JaHHbIC, at last — nakonerr, conclusion — 3akrouenue, wrap things up —
3aBepinuM, hold the questions — nepxath (He 3a0bIBaTh) Bompocsl, SO far — moka, interrupt -
HpepPLIBAaTh

Hexotopsie (pasbl, 1aHHBIE HUXKE, TOMOTYT HE pacTepsAThCS U CPOKYCHPOBATh BHUMAHUE
ayAUTOPHH B HanOoJiee B)KHBIX TOYKaX Mpe3eHTauy. @pasbl 0TMHAKOBBI UIs JTF000T0 THITA
Ipe3eHTalMU — HOPMaNBbHOTO U HEPOPMATIBLHOTO.

English Russian

Tenepp B3rJIsHEM HA ...

Teneps MHE XOTEI0CH ObI 0OCYIUTH. ..
JlaBaiiTe Tenepb MOrOBOPUM O ...

Teneps naBanTe NepenieM K ...

[Tpogomxum c ...

OTO OTCBIIAET HAC K CIEAYIOIIEMY IIYHKTY ...
JlBuraemcs K HameMy CiaeaylomeMy cliaiay

Now we will look at...

I’d like now to discuss...

Let’s now talk about...

Let’s now turn to...

Let’s move on to...

That will bring us to our next point...
Moving on to our next slide ...

3akiloueHue
English Russian
Let's sum it up. JagaiitTe cymmmupyem.
Let's wrap it up. 3aBepInum.
I would like to sum up the main points again... Erie pa3 xoTen ObI CyMMHPOBATh TJIaBHOE. ..
So, in conclusion... Hrak, B 3aKJIFOUYEHHE. ..
Finally let me just sum up today’s main Haxkonern, moaseneM UTOT CETOTHIIIHIM
topics... [JIABHBIM MOMEHTAM. . .

OTBeThI HA BONPOCHI

English Russian

I think I answered your question earlier. S mymaro, s1 OTBETHI yKke Ha Barr Bormpoc
I'm glad you asked that. paHee.

Well, as | already said... Pax, uro Bl cipocuim 06 3TOM.

That's a very good question (of you to ask). Wrak, KaK s y)ke ¥ TOBOPHII. ..

So you are asking about... Ouenp xopomuii BOpoc (KOTopblit Bel

If I’ve understood you correctly you are asking 3anmamnmu).

about... Wrak, Bel cripammuBacre o ...
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Ecnu s npaBuisHO nioHsn Bac, Bel
CIPALIMBAETE O ...

OueHka npe3eHTANNI:
1. Ecnu npe3eHTanuys oleHeHa Ha «OTIMYHO» CTYICHT UMEET IIPaBO Ha OTBET W3 JABYX aCIEKTOB
Ha DK3aMcHE
2. OrueHka Tpe3eHTaIui CKJIAIbIBACTCS M3 TOJOCOBAHMS YYaCTHHUKOB W TPO(ECCHOHATBLHOTO
MHEHHS NpenogaBarTesinci

MeToanueckue peKOMeHIAUM o padoTe ¢ KeilcaMu
«Keiic-cragm» (0T aHr. «case study» — u3ydeHre KOHKPETHOTO ciy4asi / MPoOIeMbl / CUTYAIIHH ).
CyTb KeHC-TEXHOJOTHUH 3aKII0YaeTCs B TOM, YTO CTYACHTaM IMPEAJIaraeTcsi OCMBICIUTD JCIIOBYIO
CUTYAIINIO, B3ATYIO U3 PEAIbHON YKOHOMUYECKOU MPAKTUKH, KOTOPAs HE TOIHKO OTPaKaeT KaKyro-
00 TPAKTUYECKYIO MPpoOJieMy, KaK MPaBWIO, HE WMEIOIIYIO OJHO3HAYHOTO PEIICHUs, HO H
KOTOpasi aKTyaJu3upyeT OINpeNeTICHHBIH KOMIUIEKC MPO(ecCHOHANBHBIX W KOMMYHHKATHBHBIX
3HAHUU U YMEHUH.
Y4acTHHKaM mpeiaraeTcs CTaTh MPEJCTaBUTEIIMUA KOMIAHUH, TPOOIEMBI KOTOPOW OHH TOJIEKO
YTO JIE€TaJbHO W3YYWJIHM, W BBICKA3aTh CBOIO TOYKY 3pPEHHUs CHaudaia B (opMme Ipe3eHTaluH
(MOHOJIOTHYECKAs peUb), a 3aTEM MPUHSATH YUaCTHE B AUCKYCCHH/TIEPETOBOPAX (IUATIOTUYECKAs U
noyisiornueckas GopMmbl OOIIEHMsI), B XOJ€ KOTOPOW MOJDKHO OBITh HAWICHO ONMTHMAIBHOE
pelieHue.

Cxema paboThI ¢ «case study»
Jrtan 1. Opranu3anuoHHasA CTAAUA PA00THI HAJI KeCOM

| 3HAKOMCTBO C COJEPIKAHMEM JICTOBOI CHTYALHH |
v

| [TpenBapuTenbHOE 00CYXICHUE JICIIOBON CUTYaIlUU ‘
o

| BoIcTynieHus] yYaCTHUKOB CUTYallUH | \ [TonBeneHNE UTOTOB MpenoaBaTesieM
v
| DopMUPOBAHHUE MAJIBIX OATPYII U3 3-5 4EJTOBEK \
v
| Bo16op nuaepa B noarpynmnax \
v

| Br100op TMHUY OBeIeHUs KOKI0N MOATPYIIION ‘
v
| KoMMeHTapHH iperoiaBatessi o6 00beMe IpecTosmei paboTsl |
Jtan 2. Paboyas cragus padoThbl HAX KeilcoM

\ JleTanpHOE M3y4YeHUE IETOBOM CUTYAIIMU YYaCTHUKAMU JIEJIOBOM CUTYaIIMH |
v

AHaU3 eT0BOM CUTYAIMH B KaXKJA0W MOATpyNIe
Pa3paboTka niaHa nmpe3eHTaIluy aHaInu3a

4« T~
| Jluckyccus B MaJIbIX Irpynmnax \ \ [IpuHsTHE pelIeHU
v
CpaBHenue pesynbratoB pabotel ¢ | Koopaunamus NesITeIbHOCTH
JPYTUMU IOATPYHIIaAMU [penogaBaTeIeM
v

| BeIcTynuieHus 1uaepoB NOArPyIII ‘
Jran 3. 3apepmiawnias crajausi padoTbl HAJL KeilcoM
\ [IpuHsTHE OKOHYATEIBHOTO, Hanboee 3HPEKTUBHOTO perIeHUs \
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v

| [TogseneHne NTOroB paboThI Ha/T IETOBON CUTYaIueH \

| KoMMeHTApHH YYaCTHHKOB CUTYAIlHH | | KoMMeHTapHH IIperoiapaTels
v

| OreHka npernojaBaresaeM padoThl KaXI0H MOATPYIIITHI \
IIpuMepHBbIe A3BIKOBBIEC KJIMILE 1JIA IPe3eHTAlMU Keiica
1. Introduction. Background information.
Let me present (to you) a case which is devoted to the problem/question of... (which deals
with/concentrates on). To start with, I’ll give you some background information.
The company .... operates in the ... industry, it produces/offers/provides..... on/in the .... market.
The company is based in...., it was founded in... by....
The company has a competitive edge over the rest of the industry/ its competitive
advantages/unique selling propositions are...
2. Problem.
The problem the company faces is the following/as follows:...
The possible reasons for such a failure might be...
So the purpose of my presentation is to find ways ... (to overcome these obstacles/to eliminate this
risk/to increase the company’s sales) or
My task is to analyze the current situation and suggest a solution to the problem/possible ways
out/measures to improve the situation.
3. Solution.
The case offers /mentions a few options/there are a number of options in the case...
Let me enlist/name the options mentioned in the case...
Let’s dwell on their advantages and disadvantages/benefits and drawbacks/pros and cons/strengths
and weaknesses
In my opinion/to my mind/from my point of view/ as far as | am concerned
If the company implements the first idea, it will only benefit from employing this strategy
because...
It’s worth doing... for a number of reasons. On the one hand... on the other hand...
The most sensible/ profitable/shrewdest thing to do is...
It makes no sense to ..../ it doesn’t make much sense to...
The risks of this strategy are quite obvious. It might lead to/result in... or the company might end
up doing...
4. Conclusion.
As you see the advantages of this option outweigh its disadvantages. If the company follows the
above-mentioned plan it will hopefully regain its position on the market.
That seems to be all | wanted to say, now I’m ready to answer your questions.
MeTozmqecmle PEKOMEHIAIIUU IO COCTABJICHUIO PE3IOME

Your resume is one of the most important tools you have when you are looking for a job. If
you are planning to spread your wings and soar higher in your career, you need to make your
resume as attractive as possible, because with a solid resume you stand a better chance of landing
a good job. In your resume you need to enumerate your personal details clearly and in the correct
order.

1. Start with personal information. State your full name, your address, your contact phone
numbers and your e-mail address.

2. Define your career objective.

3. Education. State your education qualifications starting with the most recent. Be sure to list
all certificates and diplomas you have received. State all your academic achievements. (e.g.
graduated with honors, or excelled in Maths and English, or made straight As in Maths and
Languages).
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4. State your actual work experience. Highlight abilities, skills and experience you have
acquired. They should be related to the job you are applying for. If you have little or no work
experience, concentrate on your skills and abilities.

5. You may also include information about some additional skills, languages you know (e.g.
good working knowledge of Microsoft Word and Excel, Russian — native, fluent in English ,
knowledgeable in French and German, full current driving licence).

6. You can also include interests and activities that say something positive about you.

7. 1f you have no work experience, it will be a good idea to highlight your personal skills and
qualities that are relevant to the position you are applying for (creative, sociable, resourceful, able
to work under pressure of deadlines, reliable, a good team player, a quick learner, results oriented,
excellent communication, organizational and time management skills).

Remember that long resumes are no longer in favour, and the single-page format gets the best
result with the employer.

Your resume should not be a repeat of your cover letter.

If you have recommendation letters, include those too as separate attachments.

Bear in mind that the image you will create with your resume, must match the salary and
responsibility level of the position you are applying for.

Ili1an npakTHYeCKHUX 3aHATHH
1. Ilucomennasn peus.
OCHOBBI [JIETIOBOM TEPENMCKH: KJIWIIE, IIanka MHChbMa, OCHOBHBIE COKpaimleHus. Ilucemo-
comnpoBokaenue. [Iucemo-noareepxaenue. [Tucemo-3anpoc. IlnceMo-mpocsda. Pestome.
2. Ayouposanue.

Bocnpustue peun (pasnudyeHHe 3BYKOB, HWHTOHALIMOHHBIX M PUTMHMUYECKHUX MOJEIEH,
naysaiim); paclo3HaBaHUE CIIOB (BOCHIpHUSATHE 3BYKOBOro o0Opa3a clioBa, COOTHECEHHE ITOrO
oOpa3za ¢ BOKaOyJsIpOM, BOCCTAaHOBIIEHHE JIEKCUKO-TPAMMATHYECKOH ¥ CEMaHTHYECKOH
nH(OpMaIK O CII0BE Ha OCHOBE BOCIIPHUSATHS €0 3ByKOBOM 000JIOUKH ); 00pab0TKa Mpe/II0KeHUMA
(mapuennsauus, ONpPENENIEHUE CTPYKTYphbl IPEUIOKEHMSI, BBISIBJICHHE €r0 KOMIIOHEHTOB);
OCTpOoeHHE OyKBaJbHOTO CMBICTIA TPEAJIOKEHUs (BBIOOp pEIEBAHTHOIO 3HAYEHHUS s
MHOTO3HAYHBIX CJIOB); COXpaHEHHE WH(GOpMAIMM B KPATKOCPOUHOW MaMSATH; PaclO3HABAHUE
KOT'€3UBHBIX CPEJCTB B PeUU; HHTEPIPETALMS UMILUIULIUTHOTO COIEPKaHUS U UHTEHIIUU PEYEBOTO
aKTa; MPOTrHO3UPOBAHUE;0PUEHTAIIMS B CUTYaIMH, (OPMYIHPOBKA OTBETA.

3. JIexcuka.

Jlexcuueckuii 3amac aHrIIMUCKUX (HPa3eoTOrnYecKUX U UIUOMATHUECKUX 000POTOB, YCBOCHHE
Hanbonee yHOTPeOMTENbHBIX CHHOHMMOB, AaHTOHMMOB ¥ OMOHHMMOB AaHIJIMHCKOIO $3bIKAa TIO
CJEIYIOIIUM TEMAM:

Making things

Company structures
Management
Recruitment and selection
Cultural awareness in business
Financial statements
International trade
Marketing

Advertising

Ethics in business
Managing change

e Branding

4. I'pammamuka
Mopdgoiorus
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I'naroa. JleiictButenbHblii W cTpagarenbHbiii 3amorm  (Active and Passive Voices).
OcobeHHOCTH TepeBo/ia CTPaAaTeIbHbIX KOHCTPYKIUI Ha pyCCKUH sI3bIK. MOabHBIE TI1aroibl U
UX SKBHBaJCHTHI. [ arossl to be u to have, ynorpebmstonecs B caMoCTOATEILHOM, MOTATEHOM
(OKBUBAJICHTHO  MOJAIBHBIM  TJIArojaM,  BBIPAKAIOIIUM  BO3MOXKHOCTh,  BEPOSTHOCTH,
JOJ’KEHCTBOBAaHKE) M BCIIOMOTaTelIbHOM 3HayeHHsX. OCHOBHBIE CBEJIEHUS O COCarareiabHOM
HAKJIOHCHUU.

Henwunsie ¢hopmsl rinarona: naGuantuB (Infinitive) u ero dyukiuu; repyaanii (Gerund) u
ero ¢ynkuun; mnpuuactus (Participle I wu Participle II) B ¢Qynkuusx omnpenenenuss u
obcrositenscTBa. CiioxHbIe POPMBI HHOUHUTHBA U IPUYACTHS.

CuHTakcuc

IIpocToe pacnpocTpaHeHHoe npeaJio:kenue. [IpsaMoi mopsgoK CIOB MOBECTBOBATEIIHLHOTO
U NOOYIUTENHHOTO MPEUIOKEHUH B YTBEPIAUTEIBHONM M OTpHIATENbHOM (opmax. OOpaTHBbIiA
MOPSIOK CJIOB BOIIPOCUTEIHHOTO MPEATIOKEHUS.

Cn0KHOCOYMHEHHOe W CJOKHONMOJAYMHEHHOe  Mpeato:keHus.  HezaBucumblit
(camMoCTOSATENBHBIN) TPUYACTHBINH 000p0T. UHOUHUTHB B QYHKIMH ONIpENeICHUS U TIEPEBOJI €T0
HA PYCCKHH S3BIK OINPEACTUTENBHBIM  MPHAATOYHBIM  TpemioxkeHueM. OObEeKTHBHBIN
unpuauTHBHBINA 000poT (the Objective Infinitive Construction/Complex Object); cyobekTHBHBII
uHpuHUTHBHBINA 000poT (the Subjective Infinitive Construction/Complex Subject).

5. Kommynukamuenasa npakmuka.

PedeBble akThl M CUTYAI[MOHHO OIPaBJaHHOE peueBoe MoBeAcHHe: KoMMyHHMKAaTHBHBIC
NEeICTBUS, HalpaBJICHHbIE Ha y4eT MO3UIMHM cobeceqHHKa MO0 mapTHEpa MO AESITeNbHOCTH
(MHTEJUIEKTYalbHBI AacleKT KOMMYHHKAIUHM). PedeBble NEHCTBUS, CIyXKallhe CpeICcTBOM
KOMMYHUKAIMK (mepenayr WHQPOpMaUA APYTUM  JIIOISIM), CIHOCOOCTBYIOT OCO3HAaHUIO U
YCBOEHHIO OTOOpaXkaeMoro cozepkanusi. KoMMyHHMKaTHBHBIE JEHCTBUS, HalpaBlICHHbIE Ha
KOOIEepaIio, T.. COTJacOBaHWE YCWIMM MO JOCTHKEHHMIO OOIIed Leiau, OpraHu3alud u
OCYIIECTBIJIEHUIO COBMECTHOM AEATEIbHOCTU

Pexomennanuu no o0y4enuo nuBaauaoB u aun ¢ OB3

OcBoeHre TUCIUTIIMHBI HHBaTHAAMH U JuiiaMmu ¢ OB3 MoxeT ObITh OpraHu30BaHO Kak
COBMECTHO C JPYTUMHU OOyYalOIIMMHCSA, TaK W B OTHENBHBIX Tpynmax. [Ipenmomaratorcs
CIelMaIbHbIE YCIIOBUS IS TIOJyYeHUs 00pa3oBaHus WHBaMAaMu 1 jauramu ¢ OB3.

[Ipodeccopcko-nieqarornyeckuii CoOCcTaB 3HAKOMHUTCSI C TICHXOJIOTO-(PU3NOIOTUUECKUMU
OCOOEHHOCTSIMUA OOy4YaroImuxcsi WHBAMUA0B U Juil ¢ OB3, nHAUBUAYyadbHBIMH MPOTPAMMaMHU
peabunuranuy  WHBAMUAOB (mpu  Hamuuuu). llpu  HEOOXOIMMOCTH  OCYIIECTBISETCS
JOTIOJTHUTEIbHAS  TIOJJIEP)KKA TPENoAaBaHUs ThIOTOPAMH, IICUXOJIOTaMH, COITHATBHBIMHU
paboOTHUKAMU, TIPOIICIIMMH IMOATOTOBKY aCCHCTEHTaAMHU.

B cooTBeTcTBUU ¢ MeTOMMUYECKMMHU peKoMeHnanusasMu Munoopraayku P® (yTB. 8 anpens
2014 1. Ne AK-44/05BH) B Kypce MpeArnoiaraetcs HCIOJIb30BaTh COIUAIbHO-aKTHBHBIC W
pediekcuBHbIE METOABI OOYYCHHS, TEXHOJIOTHH COIMOKYJIBTYPHOH peadMIMTAMN C IICJIBIO
OKa3aHUsl MOMOIIM B YCTAHOBJICHUM TOJHOLEHHBIX MEXJIWYHOCTHBIX OTHOIICHHH C IPYyruMU
CTYJIEHTaMH, CO3JIaHHH KOM(OPTHOTO TCHUXOJIOTHYECKOTO KJIWMaTa B CTYJACHUYECKOW TpYIIIeE.
[Monbop u paszpaboTka y4yeOHBIX MaTEpPHAJIOB MPOMU3BOIATCS C YYETOM IPEAOCTABICHHS
MaTepuaia B pa3IMUHbIX (opMax: ayIuabHON, BU3YaJIbHOM, C MCIOJb30BaHUEM CIEIIHATbHBIX
TEXHUYECKUX CPEACTB U NH(POPMAIIMOHHBIX CHCTEM.

Menunamatepranbl TakKe CIEAYeT HCIOJAb30BaTh M QJalTHPOBATh C  YYETOM
WHIAUBUAYATBHBIX OCOOEHHOCTEH 00yueHuss nHBau 0B 1 uI] ¢ OB3.

OcBoeHuEe OUCHMIUIMHBI HMHBamuaamMu © Junamu ¢ OB3  ocymectBisercs ¢
HCIIOJIb30BAaHUEM CPEACTB OOy4YeHHs OOIIEro W CHEIUAIBHOTO Ha3HA4YeHUs (IMIEPCOHAIBLHOTO U
KOJUICKTHBHOT'O HMCIIOJIb30BaHUs). MaTepuanbHO-TEXHUYECKOE OOCCTICUCHHE TMPEeayCMaTPUBACT
npucnocoOIeHrne ayAuTOpHil K Hy>kKJaM HHBanu0B U ui ¢ OB3.

dopma MNpOBENCHUS AaTTECTAllUM JUIsl CTYJAEHTOB-UHBanuaoB u Jjun ¢ OB3
YCTaHABIMBAETCS C YUYETOM MHIUBHIyAIbHBIX TICUXO0(PU3NIECKIX 0COOCHHOCTEH. J{7151 MHBaTUI0B
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n i ¢ OB3 mpenycmaTtpuBaeTcsi nocTymHas ¢GopMa MPeIoCTaBICHUS 3aJlaHUM OIICHOYHBIX
CPENCTB, @ UMEHHO:

— B TEUATHOW WJIM DIEKTPOHHOW ¢dopMe (TSI JNHIl C HAPYUICHUSMH OIOPHO-
JIBUTATEIBHOTO amnmnapara);

— B TMe4yaTHOW (opMe WM DJICKTPOHHOH (opMe C yBEIWYEHHBIM HIPUPTOM U
KOHTPACTHOCTBIO (IUIsI JIUI] C HAPYLICHUSIMU CITyXa, peUH, 3pEeHus);

— METOJIOM YTEHHMsSI aCCUCTEHTOM 3aJlaHus BCIYX (U1 JIHI] C HAPYLICHUSIMH 3pEHUs).

CrynentaM ¢ MHBaIuAHOCTHIO M JinnaMm ¢ OB3 yBenunuuBaercs BpeMsi Ha MOATOTOBKY
OTBETOB Ha KOHTPOJIbHBIE BOMIPOCHIL. [[71sl TaKUX CTYZEHTOB MpeaycMaTpruBaeTcs JocTynHas popma
MPE0CTABIICHUS OTBETOB Ha 3a/1aHUs], 4 UMEHHO:

— TUChMEHHO Ha Oymare wixm Ha0OpOM OTBETOB Ha KOMIbIOTEpe (ANs JIHIl C
HapyLICHUSIMHU CIyXa, peun);

— BbIOOPOM OTBETA U3 BO3MOXKHBIX BAPHAHTOB C UCIOJIb30BAHUEM YCITIYT aCCUCTEHTA (1S
JUI C HApYUIEHUSIMUA OMTOPHO-/IBUTATENILHOIO aIlapaTa);

— YCTHO (I1s1 JIUII C HApYIICHUSIMHU 3PEHUS, OTIOPHO-/IBUTATEIBHOTO anmnapara).
[Tpu HEOOXOAMMOCTH ISl O0YYarOIIMXCS ¢ MHBAIMIHOCTRIO 1 Jull ¢ OB3 mponemypa
OIICHUBAHMSI PE3YJIbTATOB O0YUEHUS MOXKET MPOBOJUTHCS B HECKOJIBKO ITAIOB.

11. Onucanue MmaTepuaibLHO-TEXHUYECKOI 0a3bl, HE00XOAUMOM ISl OCYLIECTBJICHUS
00pa3oBaTeIbLHOIO NMpoIecca Mo JMCUUILIHHE (MOTYJII0)

YueOHas ayauTopusi, TpeAHA3HAYCHHAs JUIsl TPOBEICHUS YYCOHBIX 3aHSATHH,
IOPEIYyCMOTPEHHBIX  HacTosiied  paboueil  mporpaMMoil  JUCHMIUIMHBI,  OCHAIlleHHAs
000pyI0BaHNEM M TEXHUUYECKUMU CPEACTBAMH 00YUYEHHUSI, B COCTaB KOTOPBIX BXOJAT: KOMIUIEKTHI
CHeLHMaTU3UPOBAHHON yueOHOI Mebenu, JoCKa KacCHasi, MyJIbTUMEAUHHBIA MTPOEKTOP, SKpaH,
KOMIIBIOTEP C YCTAHOBJIEHHBIM JIMIICH3MOHHBIM IPOTPAMMHBIM 00€CTIeUeHUEM, C BBIXO/IOM B CETh
«HTEepHET» U JOCTYIIOM B 3JIEKTPOHHYIO HHPOPMAITMOHHO-00Pa30BaTEIbHYIO CPENY.

IHomeleHune I CAMOCTOSATEILHOI PadoThl 00YYAIOIIMXCSl — AyAMTOPHSl, OCHALLIEHHAS] CJeIyI0ImUM
OﬁopyHOBaﬂﬂeM H TeXHUYECCKHUMHU CpeICTBaAMU: CHCHI/IaHI/ISI/IpOBaHHaH Me6eﬂb JJIA HpeHOHaBaTeJ‘IH n
oOyJaromuxcs, Jocka ydeOHas, MyJIbTHUMEIUNHBIA TPOEKTOpP, 3KpPaH, 3BYKOBBIC KOJOHKH,
KOMITbIOTEpP (HOYTOYK), TIEpCOHAJIbHBIE KOMITBIOTEPHI JJIi pabOThl  OOydYarommuxcs ¢
YCTaHOBJICHHBIM JIMIICH3MOHHBIM IPOTPAMMHBIM 00ECIIEYeHUEM, C BBIXOJIOM B CeTh «IHTepHET»
U IOCTYTIOM B 3JIEKTPOHHYI0 HH(POPMAITMOHHO-00pa30BaTEIbHYIO CPEay.
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