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nporpaMmbl NOArOTOBKN Hay4YHO-Neaarornyecknx Kagpos B acnmpaHType

Nno BCEM HamnpaBAeHUAM

1. OPTAHN3ALMNOHHO-METOONYHECKUWE YKA3AHWA MO
MPOBEAEHNKO SK3AMEHA

Llenb ak3ameHa- obecneuntb oT6op Hambosiee NOArOTOB/EHHbLIX abUTYPUEHTOB A4
0byyeHns B acnupaHType.

BcTynuTenbHbIn 3K3aMeH NPOBOAMTCA B YCTHON hopMe MO YTBEPXAEHHbLIM BuneTam.

MPOAOMKNUTENBHOCTL NOATOTOBKM abUTYpUeEHTA K OTBETY Ha BCTYNUTE/IbHOM 3K3aMeHe
cocTaB/ifieT He MeHee/6onee 60 MUHYT. ABUTYPUEHTbI OTBEYAKOT B MOPAAKE OYepefHOCTM

nony4deHus 6uneta. Bpems oteeTa Ha BONPOChl 6uneta - He 6onee 15 MUHYT.



Pe3ynbTaThl 3K3aMeHa oueHMBatoTCs no 100-6annbHO LKane U NepeBoAsTCcs B

NATUGANNbHYI0 B COOTBETCTBMM C Npenaraemoli LKanoi.

2. COOEPXAHWE NMPOIMPAMMBDBI
Copep)aHue HacToseli [Mporpammbl  BK/OYaeT TpeboBaHUS, NpeabsBnseMble
abuTypuMeHTaM Ha BCTYMUTENIbHOM 3K3aMeHe OTHOCUTENIbHO BAfEeHUs MWHOSA3bIYHOM
KOMMYHWKaTMBHOA KOMMNETeHUMU, U MaTepuanbl, obGecrneunBatollme KOHTPONb CTENneHu
BNafileHNs 3TON KOMMETEHLNN.

HOM3bIYHAS KOMMYHVKATMBHAs KOMMETEHLMS BK/IHOYAET creaytolime KoMmneteHuun (Mo
BMAaM PEUYEBOi AedTeNbHOCTK):

UTeHue,;

. YMETb BblpasuTe/lbHO U (DOHETUYECKWN MPaBU/IbHO YNTaTb B CIYX OPUTUHAJIbHbIE
TEKCTbl B HOpManbHOM Temne (NpumepHo 120 cnoB B MUHYTY) 6e3 npeaBapuTe/ibHOM
NnoAroTOBKMU,

. yMeTb YNTaTb MPO Ce6s OpUrMHanbHble TEKCTbI MO N3YyYaeMO TeMaTUKe B TEMME

npumepHo 50-60 cnos B MUHYTY, OMpefendTb 3Ha4eHNe He3HaKOMbIX C/10B MO
KOHTEKCTY, N3BNeKatb 1 0606WaTb HEOOXOANMYO UH(OPMaLIUIO.
AyanpoBaHue:

. MOHUMaTb COAEPXKaHNEe OPUTMHANbHBIX TEKCTOB CpeAHei TpyaHocTn ob6bemom 400-
500 neyaTHbIX 3HAKOB MO U3y4YaeMoi TeMaTuke (6bICTPO OPUEHTMPOBATLCS B
CUHTaKCUYeCKOW CTPYKTYpe BblCKa3blBaHWS, ONpeaensTb rNaBHble 1
BTOPOCTENEHHbIE Y/ieHbl NPeN0XEHNSA, TNaBHOE N NPUAATOYHOE NPEAIOKEHUA U
ap-);

. MOHUMAaTb C MePBOro npeabsABAeHUA BbiCKa3biBaHUA cobeceHMKaA C pa3IndyHbIMU
KOMMYHMKaTUBHbIMW HAMEPEHUSMM B PeXXume auanora.

MoHonornyeckas peuyb;

. 3HaTb Hambonee xapakTepHble OrMYecKmne NOCTPOEHNS YCTHbLIX COOOLLEeHWN
(noknapgoB), cnNoco6bl AOCTUXEHUA UX LLeNIbHOCTU U CBA3HOCTU U A3bIKOBbIE
CpeACcTBa, UCMOJb3yeMble 415 BblpaXXeHWA pas3/IniHbIX KOMMYHUKaTUBHbIX

HaMepPEHNA;

. yMeTb flenaTb Co06LeHNs (A0KNaAbl) Ha MaTepuane N3yYeHHbIX MHOA3bIYHbIX
TEKCTOB (penpoayKTUBHas peub);

. yMeTb cAlenatb coobuieHne (AoKNaa) no CBOeMy naaHy B pamKax U3yUYeHHbIX TEM:

COCTaBWUTb M/1aH, YeTKO CHOPMYNMPOBATbL OCHOBHbIE MONMOXEHWUS (Te3UChI), NPUBECTY
apryMeHTbl, cienaTb BbIBOAbI U Ap. (MPOAYKTUBHAs peub)

Ananorvyeckasn peysb;



3HaTb Hanbonee 4aCcTOTHbIE peyeBble POPMY/ibl, UCNONb3YyeMble B CTaHAAPTHbIX U
HecTaHAAPTHbLIX CUTyaunaxX 06LLeHNS;

YMETb YeTKO (hOpMYyNMpOBaThb pasiMyHbIe TUMbl BONPOCOB;

YMeTb BblpaXaTb pa3/IniyHble KOMMYHUKATUBHbIE HAMEPEHWS;

MOHUMaTh BbICKa3blBaHWUA cobeceHMKa U afleKBaTHO pearmpoBaTtb Ha HUX;

yMeTb noAgepxartb beceqy;

cobnojatb NpaBuaa pevyeBoro aTUKETa.

Nucbmo:
YMeTb Hanucatb IMYHOE NMUCbMO 3apyOeXXHOMY APYTY UMK KONMEre;
yMeTb NOAroTOBUTbL T€3UChI CO06LLEHUA (A0KNaAa) B MUCbMEHHOW (hOpME;

YMETb HanucaTb M 0OPMUTL 1€/10BOE MUCbMO, CYXXeBHYHO 3aNUCKY, 3IEKTPOHHOE
(hakcMMUNbHOE) COO06LLEHNE, OTUET, 6U3HEC-NNaH, KOHTPaKT 1 T.1.

Kpome 3TOro, WHOA3bIYHAA  KOMMYHWKATMBHasa  KOMMeTEeHUMA  BK/IOYaeT
NPOMecCcUoHanbHO OPUEHTUPOBAHHYIO KOMMETEeHLNIO—pedepnpoBaHne n aHHOTUPOBaHKe
MHOA3bIYHLIX TEKCTOB, KOTOpasa npegnonaraet BMajeHWe CNeayrowmMmm yMeHUSMU U
HaBblIKaMMW:

UTeHne:

YMeHMe pacno3HaBaTth /ieKCMYeCcKoe, rpaMmMaTmuyeckoe U CTUINCTUYECKME 3HAUYEHUS

A3bIKOBbIX 3HAKOB, ONpeAenaTb 3HaYeHMe He3HAKOMbIX C/I0B MO KOHTEKCTY,

OTHOLUEHUSA M CBA3M MeXAY NpeanoxXeHnsMmun absaua v pa3nMyHbIMU YacTAMU

TEKCTa;

YyMeHWe aHanuM3npoBatb NHPOpPMaLMIO, N3BMIEKATb U3 TEKCTa COAepXKaTe/IbHO-

(haKTya/ibHY N cofepxKaTenbHO- CMbICNOBYH MH(OPMaLUIO;

yMeHne anddepeHUnpoBaTb OCHOBHYHO M BTOPOCTENEHHYO MH(OpMaLUIo;

yMeHue onpefensaTb IOFMKO-CMbICIOBYHO CTPYKTYpPY TekcTa 1 ab3aua;

YMeHMe onpeaenaTb OTHOLLIEHNE aBTopa K NpegMeTy peyu;

YMEHWNEe COCTaBUTb COOCTBEHHOE OTHOLLEHWNE K COAEPXKAHUIO TEKCTa;

YMeHWe OCYLLeCcTBNATb MOMCKOBOE U 03HAKOMUTENIbHOE YTeHue

CocTaBneHue pegepara:

yMeHue chopMynmpoBaTb 61M6IMO - rpaduueckme AaHHble CTaTby;

YMEHME YeTKO ChopMyIMpoBaTb OCHOBHYIO TeMy/npobieMy cTaTbM;

yMeHne 0606WaTb MHpOPMAL MO 1N OCYLLLECTBAATbL CMbIC/IOBYHO KOMMPECCUIO CTaTbW;
YMeHUe nsnaratb MHGOPMaLUO CTaTbl B CTPOrOM IOrMYeCKOM NocnefoBaTe/lbHOCTH
C Y4eTOM ee cofepxkaHus, PYHKLNOHaNbHO-CTUINCTUYECKOM XapaKTEPUCTUKN U
YKaHPOBOW NPUHAANEXHOCTHU;

YMeHMe [leNaTb CCbI/IKM Ha CTaTbio/ aBTOpa CTaThM;

yMeHue chopMynmMpoBaTb OTHOLLEHME aBTOpPa K TEME;



yMeHue cpopmynmposaTb BbIBOA(bI);

YMEHNEe KPUTUYECKMN OLLeHUBaTb pe3y/bTaTbl, MONYYeHHbIe 3apyBOeXXHbIMK
nccnefosatenaMu, chOpMynnpoBaTb U 060CHOBaTL CBOE OTHOLIEHUE K Teme/
npobneme;

yMeHne cob6/14aTb HOPMbl MUCbMEHHOM M YCTHOM peyn.

Matepuanbl, obecneyvBatoLie KOHTPO/Sb  CTENEHW BNAAEHWUA  WMHOA3bIYHOW
KOMMYHMWKaTMBHON KOMMETeHUMW, BKIOYatoT 15 TeKCToB Ans pedepupoBaHus n 15 Tectos
AN KOMMEHTMPOBAHUS OCHOBHOIO COAepPXXaHUs MHOA3bIYHBIX TEKCTOB.

TeKCTbl 1A pedepupoBaHuns

1. Creating leaders 8. Global careers

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

3. None of us is as smart as all ofus 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

TeKcThbl Anad KOMMEHTMPOBaHUA

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. PEKOMEHAYEMBbBbIE NCTOUHUNKW N TNTEPATYPA
OCHOBHasa nuTepaTypa

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.

[lononHuTeNnbHas nuTepaTypa

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 nuTepaTypa

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. bonbwoi hnuHaHCOBO-3KOHOMMUYecKKin cnoBapb (Great Financial and Economic
Dictionary). A.l'. MuneoBap, M34.: «3k3ameH», M., 2000, 1062 pp.

5. ONeKTpOHHbIe 6MBNMOTEUHbIE pecypcChbl

IBC (aneKTpoHHas 6ubnnoTeyHas cmcTema)- Koniekymusa nonHOTEKCTOBbLIX HayUYHbIX
XXYPHanoB Ha NHOCTpaHHbIX A3blKaxX «<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. KPUTEPUWN OLUEHKW OTBETOB

Ha BCTYNUTENIbHOM 3K3aMeHe B acnupaHTypy no gucuunamHe
«MHOCTPaHHbIN A3bIK»

Kputepnn oueHKn KonunyecTtBo 6annos
1. YCcTHOe pefhepupoBaHne NHOA3bIYHOIO TeKCTa (CTaTbi)
1) YMeHue 4eTKO chopMynmpoBaTb OCHOBHYHO Temy/ 5
npo6nemy cratbu.
2) YMEeHUe BblAeNNTb B pePepmpyemMon ctaTbe OCHOBHYHO 15
MHopMaLMIO U NMepelaTb ee B pedepate B CTPOUHOW

NOrNYecKom nocneaoBaTesIbHOCTU

3) YMeHue genatb CCbIIKM Ha pedepupyemMblil TEKCT UK ero 5
aBTopa
4) YMeHue caenatb OCHOBHbIE BbIBOAbI, YETKO 10

chOpMyNMpPoOBaTh OCHOBHYIO M/EH CTaTbW U OTHOLLEHWE

aBTopa K NpeiMeTy peun.

5) YMeHue 06ecrneynTb Le/IOCTHOCTb U CBA3HOCTL pedepara. 5
6) YMeHue cobnoatb HOPMbl YCTHOWN peyun. 10
Bcero 50

2. KoMMeHTUpoBaHMe OCHOBHOM UAEN OPUTMHAIbHOIO

TeKcTa (cTaTtbn)

1) YMeHne 4eTKO chopMynmpoBaTb OCHOBHYHO TeMy/npobiemy 10

cTaTbW, NEPeUYnCINTbL paccMmaTpmBaemMble BOMPOCHI U cAenaTb

BbIBO/bl.

2) YMeHune chopMynnpoBaTtb U 060CHOBaTb CBOE OTHOLUEHME K 10

npegMeTy peuun.

3) YMeHune cobnogatb HOPMbl YCTHOMW peyn 5
Bcero 25

3. becefa No cneunanbHOCTU N HaYyUYHbIX MHTepecax

KaHanaaTa
10



1) YMeHue NMoHMMaTb NOoCTaBNeHHbIE BONPOCHI U faBaTb Ha

HUX cogepXKaTeNibHble OTBEThI 10
2) ¥YMeHue cobntofate HOPMbl YCTHO peyun 1 UCnonb30BaTthb
afeKBaTHble peyeBble (POPMY/bl 4151 BbIPAXKEHUA PasnnyHbIX
KOMMYHUWKATUBHbIX HAMepPEHWI. 5
3) YMeHue noaaepxxueatb 6eceny 25
Bcero
NToro 100

LLIkana cooTBeTCTBUA 6an/10B, MnoNyd4yeHHbIX B X04e BCTYMNMUTENIbHOIO 3K3aMeHa

- 6anbHON CUCTEME OLEHKN

KonnuecTso 6anioB no cTo6anbHOI WKane OueHKa Nno NATUGanLHOI cucTeme

85-100 OT/INYHO
55-84 X0poLlo
35-54 YAOBNEeTBOPUTENLHO

0-34 Hey/OB/IeTBOPUTENLHO



MWHUCTEPCTBO HAaYKN U BbICLLEro o6pas3oBaHuns Poccuinickon degepaunm
degepanbHoe rocylapcTBEHHOE GHOAXKETHOE 06pa3oBaTe/IbHOE YUpexaeHune

BbICLLUEro obpasoBaHus
«TOCYOAPCTBEHHbI YHUBEPCUTET YMPABJ/IEHUNSA»

9K3AMEHALIMIOHHbIN BUMET Ne 1

YTBepXaeHo
HavyanbHuk YAMNuPOT

KpacHoB E.B.

(nMuHasa noanuce)

OuncynnnmHa MIHOCTpaHHbI A3blK
HanpasneHune: Bce HanpaBeHNA NOAr0TOBKN

1. YCTHoe DECbepI/IpOBaHI/Ie Ha NHOCTPaHHOM A3blKE OPUTUHA/ILHOIO TEKCTaA MO

crneymanbHocTn (06bem 2500-3000 3HaKOB), Bpems Ha NOAroToBky 35-40 MUHYT.

2. KoMMeHTMpoBaHMe OCHOBHOM Mfen TekcTa no crneyunanbHocth (06bvem 1500

3HAKOB), Bpems Ha nogrotosky 10-15 MUHYT.

3. becefa 0 Hay4HbIX NHTepecax M NaaHax KaHauMpara.



KA®EOQPA AHITMACKOI O A3bIKA

BCcTynuTeNbHbIN 3K3aMeH B acnupaHTypy

M0 NHOCTPAHHOMY S3bIKY
TEKCT Ne 1

ONS1 YCTHOTO peteprupoBaHms

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 of the 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.



KA®EOPA AHITMACKOI O A3bIKA

BCTynuTeNbHbIN 3K3aMeH B acnupaHTypy

Mo MHOCTPAHHOMY A3bIKY
TEKCT Ne 1
AN KOMMEHTUPOBAHUA
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 staff to
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 off the 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.
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