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MPOIrPAMMA BCTYTINMTEJIbBHOTI'O NCTIbITAHNA
MO ANCUUNNNUNHE «MHOCTPAHHbIN A3bIK»
AN nocTynaroLLmnx Ha obpasoBaTe/ibHble NPOrpaMmbl BbiCLLEro 06pa3oBaHNA —
nporpamMmbl NOAroTOBKN Hay4HO-NeAarornyecknux KagpoB B acnnpaHType

no BCEM HanpaBAeEHUAM

1. OPTAHU3ALUMNOHHO-METOANYHECKNE YKASAHWA MO
NMPOBEAEHUNIO SK3AMEHA

Llenb ak3ameHa- obecrneynTb OTOOP Hambonee MOArOTOB/IEHHbIX abUTYPUEHTOB A/1A

6y4eHUs B acnupaHType.

BCTynuUTENbHbIA 3K3aMeH NMPOBOANTCS B YCTHOW hopMe Mo YTBEPXKAEHHbIM GuneTam.

npOAOH)KI/ITel'IbHOCTb noaroToBKu a6|/|Typ|/|eHTa K OTBETY Ha BCTYMUTE/IbHOM 3K3aM€EHE

COCTaBNsieT He MeHee/6onee 60 MUHYT. AGUTYPUEHTbI OTBEYAIOT B MOPSAKE OYepeaHOCTM

nonyyeHus 6uneta. Bpems oTBeTa Ha BONpoChl 6uneta —He 6onee 15 MUHYT.



Pe3ynbTaTbl 3K3aMeHa oueHMBarOTca No 100-6annbHOM LIKane W nepeBoAdTcs B

I'IFITI/I6&]'IJ'IbHyPO B COOTBETCTBUN C npe,qnaraelvlof/’l LLIKa/T0MA.

2. COOAEPXAHWE NMPOIMPAMMBDI
CopaepxaHue HacTosilein [Mporpammbl  BKIHOYaeT TpeboBaHWs, NpeabsBnseMble
abUTypMeHTaM Ha BCTYMUTENbHOM 3K3aMeHe OTHOCUTE/NIbHO BafieHMst WUHOSA3bIYHOM
KOMMYHUKATUBHOW KOMMETEHLIMX, W MaTepuasbl, 06ecneyYnBalolive KOHTPONb CTEMEeHU
BNAfIEHNS 3TO KOMMETEHLNN.

NHOSA3bIYHAS KOMMYHUKaTUBHAs KOMMETEHLMS BK/IKOYAET criefytoLime KoMmneTeHuum (Mo
BMaM PeYeBOi AesTeNbHOCTM):

UTeHwne:

. YMETb BbIpasnTeslbHO MU (DOHETUYECKN MPaBU/IbHO YMTaTb B C/IYX OPUTUHA/IbHbIE
TEKCTbl B HOpMa/sibHOM Temne (npumepHO 120 cnoB B MUHYTY) 6e3 NpeaBapuTe/ibHOM
NnoAroToBKN,

. YMETb UNTaTb NPO Ce6s OPUTrMHa/IbHbIE TEKCTbI M0 U3y4YaeMOoi TemaTUKe B TEMIME

npvmepHo 50-60 CNoB B MUHYTY, ONPeLensATb 3Ha4YeHe HE3HaKOMbIX C/I0B MO
KOHTEKCTY, 13BneKatb 1 0606LaTb HEOOX0AMMYHO MHDOPMAaLNIO.
AyanpoBaHue:

. MOHMMAaTb COAepXKaHUe OpUrnHabHbIX TEKCTOB CpeaHei TpyAHOCTM 06beMoM 400-
500 neyaTHbIX 3HAKOB N0 M3y4aeMoil TemaTuKe (ObICTPO OPMEHTMPOBATLCA B
CUHTAKCUYECKOM CTPYKTYpe BbICKa3blBaHWS, ONPeAensTb rnaBHble U
BTOPOCTEMEHHbIE Y/IeHbl NPeAIOXKEeHUS, TNaBHOE N NPUAATOYHOE NPeasIoXeHNS U
ap-);

. MOHMMaTb C MepPBOro npeabABeHNs BbiCKa3blBaHWA cobeceHMKa C pasIMUYHbIMU
KOMMYHMKATUBHbLIMWU HaMEPEHUAMU B PeXXume avanora.

MoHonornyeckas peyb:

. 3HaTb Hanboee XapakKTepHble NOrNYECKNe NMOCTPOEHMUS YCTHBIX COOOLLEHWIA
(noKnagoB), cnocobbl AOCTUXEHUS UX LieNTbHOCTU U CBA3HOCTMN U S13bIKOBbIE
CpeAcTBa, UCMONb3yeMble /151 BbIPAXKEHUS Pa3NUHbIX KOMMYHUKATUBHbIX

HaMepeHwiA;

. YMeTb fieflaTb CO00LWeHNs (A0KNaabl) Ha MaTepuane N3yyYeHHbIX NHOA3bIYHbIX
TEKCTOB (PenpofyKTMUBHas peyb);

. YMeTb cfieflaTb COo06LLeHNe (AoKNaa) No CBOEMY MJiaHy B paMKax U3YYeHHbIX TEM:

COCTaBWTb MaH, YeTKO CPOPMY/IMPOBaTh OCHOBHbIE MOMOXKEHUS (TE€3UChI), MPUBECTM
apryMeHTbl, cflenatb BbIBOAbI 1 Ap. (NMPOAYKTUBHAS peyb)

Onanornyeckas peub:



3HaTb Hanbosee YaCTOTHbIE peyeBble POPMY/ibl, UCNONb3YEMble B CTAHAAPTHbIX U
HecTaHAapPTHbIX CUTYaUMAaX 0OLLEHNS;

YMETb YeTKO (hOpPMYNMpoBaTh PasNYHbIE TWMbl BONPOCOB;

YMEeTb BblpaXaTb Pa3NIyHble KOMMYHUKATUBHbIE HAMEPEHUS;

MOHMMAaTb BbICKa3blBaHUS CO6ecelHMKA W afleKBAaTHO pearnpoBaTb Ha HUX;

YMeTb Nnofaepxxats becedy;

cobnoatb npasusia pevyeBoro aTukera.

MNncobmo;

YMETb HanucaTb IMYHOE NUCbMO 3apy6eXXHOMY ApYrYy WUAn KONNere;

YMETb MOAroTOBUTb T€3UCHI CO0OLEHMA ([A0KNaAa) B MMCbMEHHO OPME;

YMeTb HanucaTb U 0)OPMUTL AE0BOE NMUCbMO, CNYXXEOHYHO 3annCKy, 3/IEKTPOHHOE
(bakcMMMIbHOE) COO06LLEHME, OTHET, BU3HEC-MNIaH, KOHTPAKT W T.N.

Kpome  3TOro, WHOA3bIYHAA  KOMMYHUKATUBHAA  KOMIMETEHUMA  BK/IKOYaeT
NPoecCnoHasIbHO OPMEHTMPOBAHHYHO KOMMNETEHLNIO—pPedepnpoBaHne N aHHOTUPOBaHNE
MHOA3LIYHbIX TEKCTOB, KOTOpas npejnonaraet BlafjeHue Cnefyrwumn yMeHUsSMn u
HaBbIKaMMW:

UTeHwne:

YMeHMe pacrno3HaBaTh JIEKCUYEeCKoe, rpaMmmMaTMyecKoe U CTUIMCTUYECKME 3HAUYEHNS

A3bIKOBbIX 3HaKOB, OnpefenaTb 3HayeHMe He3HAKOMbIX C/I0B M0 KOHTEKCTY,

OTHOLLEHMA N CBA3N MEXAY NPeAnoxXeHnAMN ab3aua u pasfnyHbIMU YacTaMK

TEKCTa,;

YMEHVe aHanM3npoBaTb NH(OPMaLMIO, N3BMeKaTb U3 TEKCTA COAepXKaTelbHO-

(hakTya/ibHY0 1 COAep)KaTe/lbHO- CMbIC/I0BYHO MH(OpMaLIo;

yMeHue angdepeHunpoBaTb OCHOBHYIO Y BTOPOCTEMEHHY MH(OPMaLMIO;

YMeHWe onpeaensaTb NOrMKO-CMbIC/IOBYHO CTPYKTYpPY TeKcTa 1 ab3aua;

YMeHuVe onpenensatb OTHOLLEHWE aBTOpa K NPeAMETY peun;

YMEHMe COCTaBUTb COOBCTBEHHOE OTHOLLEHWE K COAEPXKaHWNI0 TEKCTE;

YMeHMe OCYLLEeCTBATbL MONCKOBOE M 03HAKOMUTE/IbHOE YTeHue

CocTaBrneHue peepaTa:

yMeHue chopmynmpoBaTb 6UBNNO - rpadnyeckme AaHHble CTaTby;

YMEHMe YeTKO CPOPMYNMpPoBaTb OCHOBHYIO TeMy/nNpobnemy cTaTby;

yMeHVe 0606LaTh MHPOPMALMIO U OCYLLLECTBNSATb CMbIC/IOBYHO KOMIMPECCUIO CTaTbW;
YMEHMe n3naratb MHHOPMaLMIO CTaTbl B CTPOroM NI0rMYeCKo nocnefoBaTelbHOCTH
C Y4YeTOM ee cogepXaHus, PYHKLUNOHa/IbHO-CTUIUCTUYECKON XapaKTepUCTUKN 1
YKaHPOBOW NPUHAANEXHOCTH;

YMeHWe fieflaTb CCbI/IKA Ha CTaTbi/ aBTOpa CTaTby;

yMeHWe cpopMynnpoBaTb OTHOLLEHME aBTOPa K TEME;



yMeHue copmynmpoBatb BbIBOA(bI);

YMeHVe KPUTUYECKN OLEHNBATb Pe3y/ibTaTbl, NONYUYEeHHble 3apy6eXxxHbIMU
uccnefosaTeniaMum, cHopMynmpoBaTh U 060CHOBATL CBOE OTHOLLEHME K Teme/
npobneme;

yMeHue co6/1t04aTb HOPMbl MMCbMEHHOR 1 YCTHOW peyn.

MaTepuanbl, 00GecneumBatoLiMe KOHTPONAb  CTEMeHW  BRafieHUs  MHOS3bIYHOM
KOMMYHMWKATUBHOV KOMMNETEHUMW, BKAOYatoT 15 TeKCToB Ans pedeprpoBaHms U 15 TecToB
ANs KOMMEHTPOBAHMSI OCHOBHOTO CO/IEPYXKaHMS MHOSI3bIUHbIX TEKCTOB.

TeKCTbl ANnsi pehepupoBaHus

1. Creating leaders 8. Global careers

2. Perks that work 9. The power and the glory

3. None ofus is as smart as all of us 10. Styles of execution

4. Management today 11. Everybody’s doing it

5. Britain moves higher in bribery 12. Standard Bank overcomes culture shock
league 13. Lowest cost isn’t always the answer

6. Business across the language gap 14. Fossil fuel dependency

7. How about now? 15. Oil in troubled waters

TeKcTbl and KOMMEHTNPOBaHUA

1. The international manager 9. The business of survival

2. The silver tsunami 10. A matter of choice

3. Asia’s green-tech rivals 11. Manager and time

4. Going global 12. Freud, folly and finance

5. True and fair 13. New-style quality

6. Sympathy for the boss 14. The harder hard sell

7. An idea whose time has come 15. Globalisation generates risks for business

8. Think before toy need

3. PEKOMEHAYEMbBIE NCTOYHUKW N TUTEPATYPA
OcHoBHasi nMTepaTypa

1. Market Leader. Business English. Human Resources.

Sara Helm and Rebecca Utteridge, Pearson-Longman Education Limited, 2010, 96pp.
2. Market Leader. Business English.Accounting and Finance.

Sara Helm, Pearson-Longman Education Limited, 2010, 96pp.

3. Market Leader. Business English.Working Across Cultures.

Adrian Pilbeam, Pearson-Longman Education Limited, 2010, 96pp.

4. Market Leader. Business English. Logistics. Management.



Adrian Pilbeam and Nina O’Driscoll, Pearson-Longman Education Limited, 2010,
96pp.

5. Market Leader. Business English. Marketing.

Nina O’Driscoll, Pearson-Longman Education Limited, 2010, 96pp.

JononHuTenbHasa nuteparypa

1. Intelligent Business. Advanced Business English. Course book, Tonya Trappe,
Graham Tullis, Pearson-Longman Education Limited, 2011, 176pp.

2. Intelligent Business. Advanced Business English. Skills Book, Irene Barrall,
Nicolas Barrall, Pearson-Longman Education Limited, 2011, 112pp.

3. Intelligent Business. Advanced Business English. Work Book, Irene Barrall,
Nicolas Barrall, Pearson-Longman Education Limited, 2011, 96pp.

Electronic addition:

Interactive CD-ROM+ audio-CD

Internet resource:

www.intelligent-business.org

Www.economist.com

www.ft.com

www.market-leader.net

CnpaBoyHasa nuTepaTtypa

1. Longman Dictionary of Contemporary English. New Edition, for Advanced
Learners with DVD-ROM.

4-th Printing, Pearson-Longman Education Limited, 2011, 2082 pp.

Internet resource:

www.personlongman.com/dictionaries

2. Longman Exams Dictionary, New Edition with Exam Coach with interactive exam
practice. +CD-ROM, 4-th Printing, Pearson-Longman Education Limited, 2011,
1833 pp.

Internet resource:

www.pearsonlongman.com/dictionaries

3. Longman Business English Dictionary, New Edition, Pearson-Longman Education
Limited, 2011, 533 pp.

Internet resource:

www.pearsonlongman.com/dictionaries

4. bonbLIOWN (hHaHCOBO-3KOHOMMYecKuiA cnoBapb (Great Financial and Economic
Dictionary). A.I'. MunBoBap, M3a.: «3k3ameH», M., 2000, 1062 pp.

5. ONeKTPOHHbIE 6MGMOTEeYHbIE pecypcehbl

9BC (371eKTPOHHaA 6U61MoTeYHAA CUCTEMA)- KOMMEKLMA MOMHOTEKCTOBbLIX HayUYHbIX
XXYpHanoB Ha MHOCTPaHHbIX A3blKax «kEMERLAND»


http://www.intelligent-business.org
http://www.economist.com
http://www.ft.com
http://www.market-leader.net
http://www.personlongman.com/dictionaries
http://www.pearsonlongman.com/dictionaries
http://www.pearsonlongman.com/dictionaries

4. KPUTEPUN OLIEHKW OTBETOB
Ha BCTYNUTE/IbHOM 3K3aMeHE B acnUpPaHTypy Mo AnUCLMMINHE

«/IHOCTpaHHbIN A3bIK»
Kputepuun oueHKun KonnyecTtso 6asnnos
1. YcTHOe pethepupoBaHme MHOA3LIYHOIO TeKCTa (CTaTby)
1) YMeHVe 4eTKO CpopMyMpoBaTb OCHOBHYHO Temy/ 5
npob6nemy cratbu.
2) YMeHUe BblAeNNTb B petiepupyemMoii CTaTbe OCHOBHYHO 15
MH(opMaL Mo 1 nepedath ee B pedepate B CTPOUHOM

NOrNYEeCKOW nocnenoBaTesibHOCTHU

3) YMeHune aenatb CCbI/IKM Ha peeprpyemblii TEKCT UK ero 5
aBTopa
4) YMeHue cenatb OCHOBHbIE BbIBOAbI, YETKO 10

chopMynMpPoBaTh OCHOBHYH U/t CTaTbM U OTHOLLIEHNE

aBTOpa K NpefMeTy peuun.

5) ¥YMeHune obecneumnTb LLeIOCTHOCTb N CBA3HOCTbL pedepara. 5
6) YMeHue cobnaatb HOPMbl YCTHOR peyn. 10
Bcero 50

2. KoMMeHTMpoBaHMe OCHOBHOM Maen OpUrmHa bHOro

TekcTa (cTarby)

1) YMeHMe 4eTKOo CPopMynnpoBaTb OCHOBHYO TeMy/npobnemy 10

CTaTbW, NepevncnTbL paccMaTprBaeMble BOMPOChI U caenartb

BbIBOAPI.

2) YMeHue copMynumposaTb M 060CHOBaTb CBOE OTHOLUEHME K 10

npeaMeTy peyw.

3) ¥YMeHwue cobnofaTe HOPMbI YCTHOM peyn 5
Bcero 25

3. becega no cneunanbHOCTU U HaYYHbIX NHTEpecax

KaHaupaTa
10



l) YMeHMe NOoHUMaTb NOCTaB/IeHHbIe BOMPOCHI N faBaTb Ha

HUX cofepXkaTefibHble OTBETHI 10
2) YMeHune cobnogatb HOpMbl YCTHO pevn 1 NCnonb30BaTb
afileKBaTHble peyeBble (DOPMY/Ibl AN BblPaXKeHUS Pa3/inyHbIX
KOMMYHWUKATUBHbIX HAMEPEHWA. 5
3) YMeHue nogaepxmsatb beceqy 25
Bcero
NToro 100

LLIkana cooTBeTCTBMA 6a/1N0B, MONYYEHHbIX B X04€ BCTYNMNTE/IbHOIO 3K3aMeHa

- 6a/1IbHON CUCTEME OLEHKM

KonnyecTtBo 6an/10B No cTo6a/1bHONM LKane OueHKa no nATn6annbLHON cucTeme
85-100 OT/INYHO
55-84 X0poLuo
31-54 Y/[0B/IeTBOPUTENILHO

0-30 HeyA0B/IeTBOPUTE/TbHO



MUHUCTEPCTBO HAYKN 1 BbICLLIEF0 06pa3oBaHus Poccuiickon defepaumm
defepanbHoe rocyaapcTBeHHOe 6H0AXKETHOE 06pa3oBaTe/lbHOe yUpexeHne

BbICLLIEF0 06pa3oBaHmA
«rOCYOAPCTBEHHbBIVN YHUBEPCUTET YTIPABJIEHNA»

9K3AMEHALVOHHbIA BUET Ne 1

YTBepXaeHo
HavanbHUK YATnPOI1

KpacHos E.B.

(nMyHas nognuck)

AvcumnnnHa NHoCTpaHHbI A3bIK
HanpasneHue: Bce HanpaB/eHUA MOATOTOBKU

1 YcTHoe pecbepvlposaHme Ha MHOCTPaHHOM A3blKE OPUTMHa/IbHOIO0 TEKCTA Mo

cneyuansHocty (06bem 2500-3000 3HAKOB), BpeMs Ha MOAroToBKY 35-40 MUHYT.

2. KOMMeHTMpoBaHMe OCHOBHOM Maen TekcTa no crneymansHocth (06bem 1500

3HaKOB), BpeMs Ha noArotosky 10-15 MUHYT.

3. becepa 0 Hay4yHbIX MHTepecax M NnaHax KaHauaara.



KA®EOPA AH FNNCKOIO A3bIKA
BcTynuTenbHbIN 3K3aMeH B acnnpaHTypy

Mo MHOCTPaHHOMY A3bIKY
TEKCT Ne 1
A1 YCTHOro pedoepupoBaHms

Creating Leaders

1 In America, business schools have long aimed to
provide general business education for a career as a
leader or manager in the form ofthe Masters in
Business Administration (MBA). By the late 1990s,
such school were turning out 100,000 MBA
graduates a year, compared with 13, 000 in Britain
and only 1,400 in Germany. Mr Khurana, who is
currently writing a book on the evolution of
management as a profession, points out that a
growing proportion of business people now have an
MBA.

2 However, the MBA has few of the characteristics
of traditional professional training. For example, it
involves no promise to follow professional
standards, as seen with qualifications in law,
medicine auditing and accountancy. There is also
no commitment to taking shorter follow-up courses
as part of the professional’s continuing education.
Worse, argues Mr. Khurana, some of the theories
taught in business schools conflict with a sense of
professionalism. For example, if managers are
‘agents’, shareholders are’ principals’ and
organizations simply process contracts, the
implication is that a manager has an obligation to
fulfill a contract, as does a consultant or an
investment banker, but owes no loyalty to a larger
body, which is one of the characteristics of a
professional.

3 A further criticism of MBA courses is that they
may be more useful at training people to advise
large complex corporations than to run them.
Certainly, many companies seem critical ofthe
courses that business school teach. When INSEAD,
a top-ranking business school near Paris, asked the
companies whose managers it educates what they
wanted, it found the answer was

increased hands-on experience, less analysis and
fewer case studies.

4 So schools are designing their courses. The
Sloan School at MIT is offering MBA students a
three-day workshop on ‘visioning’ and role-
playing, and a selection of compulsory leadership
courses, including one on leading in an
entrepreneurial firm. There is a course on self-
assessment, and the potion to work for an
organization, create change, and be coached on
how they are doing.

5 Such changes may help business schools to
retain clients, especially for executive education,
which has been one of their most profitable
sidelines. But companies often want to teach their
up-and-coming leaders themselves. Many now
have programmes loosely modelled on GE’s in-
house academy, Crotonville, founded by Ralph
Cordiner, who ran the company in the 1950s.
Chief executive such as Jorma Ollila at Nokia and
J T Battenberg of Delhi, a large car parts
company, personally teach on such courses.

6 Noel Tichy, a guru at the University of
Michigan, cleverly runs a course to teach business
leaders to run their own courses. He points out
that most business school staff are researches with
little real- world experience. “Leadership is a
clinical art, and people need experience,” he
argues. “You don’t train a physician by getting a
researcher to perform open-heart surgery”.

7 Whether people can learn to be leaders from
traditional business school courses is questionable.
Most people probably learn largely on the job, by
watching and by making mistakes, as they have
always done.



KADELPA AHITMNCKOIO A3bIKA
BCTynuTeNnbHbIN 3K3aMeH B aclUPaHTypy

Mo NHOCTPAHHOMY fA3bIKY
TEKCT Ne 1
AN KOMMEHTMPOBaHUSA
THE INTERNATIONAL MANAGER

1 Inrecent years, many companies have
expanded globally. They have done this through
merges, joint ventures and co-operation with
foreign companies. Because of this globalization
trend, many more employees are working abroad
in managerial positions or as part ofa
multinational team.

2 Although it is common nowadays for staffto
work abroad to gain experience, many people
have difficulty adapting to the new culture. The
failure rate in US multinationals is estimated to be
as high as 30% and it costs US business $3 billion
a year.

3 Two typical failures have been described in the
journal Management Today. The first example
concerns a German manager with IBM who took
up a position as product manager in England. He
found that at most lunchtimes and especially on
Fridays, many members of staff went to the pub.
“| stopped that right away”, he says. “Now they
are not allowed offthe premises. It didn’t make
me very popular at the time but it is not good for
efficiency. There is no way we would do that in
Germany. No way.”

4 The second example is about an American
manager who came to France on a management
assignment. He was unable to win the trust of his
staff although he tried all kinds of ways to do so.
He set clear goals, worked longer hours than
everybody, participated in

all the projects, visited people’s offices and even
took employees out to lunch one by one. But
nothing seemed to work. This was because the
staff believed strongly that the management
were trying to exploit them.

5 The German manager’s mistake was that he
hadn’t foreseen the cultural differences. IBM
had a firm rule about drinking during working
hours. It was not allowed. He didn’t understand
that staff in other countries might be more
flexible in applying the rule.

6 The American manager used the ways he was
familiar with to gain the staffs trust. To them,
he seemed more interested in getting the job
done than in developing personal relationships.
By walking around and visiting everyone in their
offices, perhaps he gave the impression that he
was ‘checking up’ on staff. His managerial
approach strengthened their feeling of
exploitation.

7 When managers work in foreign countries,
they may find it difficult to understand the
behaviour of their employees. Moreover, they
may find that the techniques which worked at
home are not effective in their new workplace.

From Managing Across Culture
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