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1. lleanb ocBOeHNSI AUCUUILIHHBI
HCHB JUCHUIIIIMHBI: OBJIaACHUC HCOGXOI[I/IMLIM U OO0CTAaTOYHBIM YPOBHCM KOMMYHHKaTHBHOﬁ
KOMIETCHIMH JUISi DEIICHHS COIHATbHO-KOMMYHUKATUBHBIX 33/1ad B Pa3lIMYHBIX 00JIACTIX
npodecCuOHATBLHOMN 1eATETbHOCTH.
3ajaud  AMCUMIUIMHBL Pa3BUTHE KOMMYHHMKATHBHBIX yMEHHH B 00JacTH 4YTEHHS,
ayIUpOBaHUs, TOBOPEHUS M THCbMa B pPa3sHOOOPa3HBIX CHTyalUUsAX MPOPECCHOHATHLHOTO
MEXKYJIbTYPHOT'O OOILCHUSI.

2. Mecro mucuumiannbl B crpykrype OIIOITI BO
N3yuenne nucuuniansbl «HOCTpaHHBIN s3bIK B npodeccruoHanbHOl chepe» Oazupyercs Ha
U3YyYEHHH BY30BCKOTO Kypca «MHOCTpaHHBIN s3bIK» Al OakasaBpoB. YTIyOJleHHE U pacIIupeHue
JAHHOTO Kypca OyJIeT OCYHIECTBIATbCS B JalbHEHIIEH akageMHU4ecKod U MpodecCHOHaNbHOM
JESATCIIBHOCTH.

3. IliiannpyeMble pe3y/abTaTbl 00y4eHHs M0 JMCUHUILINHE
[Inanupyemble pe3ynbTaTbl OOy4YeHHs IO IUCLMILIMHE, COOTHECEHHbIE C IJIAHUPYEMBIMU
pe3ynbraramu ocBoeHust OIIOII (koMneTeHIMAMY U HHIUKATOpaMU JOCTHKEHUSI KOMIIETEHIINN )

dopMupyeMbIe [Tnarnpyemsble pe3yapTaThl 00ydEeHUs 110 AUCIUIUINHE, B
KOMIICTCHIIMU (KO[[, COOTBCTCTBUU C MHAUKATOPOM HOCTHIKCHUS KOMIICTCHIINN HaumenoBanue OLICHOYHOI'O
coJiepxKaHue WNHaukaTop JOCTHKEHUS PesynbraTel 00y4ueHus 1Mo CpeacTaa
KOMIIETEHIINH) KOMITCTEHINN JIICIIUIIIIMHE
YK-4 Cniocoben VYK-4.2 Ucnone3yet 3HaTh cpecTBa Tect, ycTHBIH nepeBo 1
OCYIIECTBIISTH WHOCTPAHHBIH S3BIK KaK OCYIIECTBIICHHS YCTHBIHA pedepar
JIETIOBYIO CPEZICTBO JIEIOBOTO podeccroHaNnbHO
KOMMYHUKAIIHIO B o0menns u oOMeHa OpPHEHTHPOBaHHOU
YCTHOU U HHpOpMaIUeH B yCTHOU H KOMMYHUKALMU Ha
MMUCBMEHHOU (hopMax MUCEMEHHOHN (opme uHoctpanHoM si3bike (YK-4.2)
Ha rocy/1apCTBEHHOM YMeTh NOHUMATh U
s3pike Poccuiickoit nepeaaBarh HHHOPMAIIHIO
Ddenepanyu u npo¢heCCUOHATBHO
HMHOCTPaHHOM(BIX) OPUEHTUPOBAHHOTO
sI3bIKe(ax) XapakTepa Ha UHOCTPAaHHOM
s3pike (YK-4.2)




4. CTpyKTYypa H coepkaHne TUCHUILTHHbBI
OO01mmast Tpy10€MKOCTh TUCHIUTUIHHBI COCTABISIET 3 3a4eTHhBIE equHUIBI, 108 yacoB.

4.1. ®opma o0y4eHHsI: OUHAS
YpoBeHb 6a30BOro 00pa3oBaHusi: CpeHee ooIee.

Cpoxk o0yueHust 4r.

4.1.1. CTpyKTypa IMCHUNINHBI
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1 MeHeKMEHT B 5 24 30 | Tectmposanue, ycrnerii
orpoc
COBPEMEHHOM MHPE
2 | Cnenuduka MeHeKMEeHTa | 5 24 29,75 | Tectnposanne, yeTmiii
orpoc
B CTpaHax M3y4yaeMoro
SI3BIKA
Bcero 3a cemectp 108 48 0 [0,25| 59,75 3ay.
Hroro 108 48 0,25 | 59,75

4.1.2. CoaepskaHue TUCUMILIMHBI

4.1.2.1. IlepeyeHnb JieKUMi
He manupyercs.

4.1.2.2. IlepeyeHb NPAKTHYCCKUX 3aHATHH

Cemectp 5
Paszoen 1. Menedoicmenm 6 cogpemeHHOM Mupe
IIpakTnyeckoe 3ausitue 1

I'enniepuble acniekTsl MeHeKMEHTa. JIekcuka (2 gaca).
IIpakTnyeckoe 3ansiTue 2

I'enniepHble acniekTsl MeHeKMEHTA. JIekcuka (2 gaca).
IIpakTuyeckoe 3ansaTHe 3

I'ennepHbie acriekTsl MeHekMeHTa. [lepeBoa (2 vaca).
IIpakTHyeckoe 3ansaTue 4

I'ennepHbie acriekTsl MeHekMeHTa. [lepeBoa (2 vaca).
IIpakTHyeckoe 3ansaTHE 5

I'ennepHble acriekTel MeHekMeHTa. PedepupoBanue (2 yaca).




IIpakTH4eckoe 3aHsATHE 6

I'ennepHbie aciekTh MeHEMKMEeHTa. PedepupoBanue (2 gaca).
IIpakTHyeckoe 3ansiTue 7

MexayHapoaablii MeHeKMEHT. JIekcuka (2 Jaca).
IIpakTnyeckoe 3ansiTue 8

MexayHapoaablii MeHeKMEHT. JIekcuka (2 Jaca).
IIpakTHyeckoe 3ansiTue 9

MexnyHapoaabiii MeHeKMEHT. [lepeBo (2 Jaca).
IIpakTnyeckoe 3ansaTue 10

MexnyHapoaHbiii MeHeKMEHT. [lepeBo (2 daca).
IIpakTnyeckoe 3ansaTue 11

MexnayHapoaablii MeHeKMEHT. PedepupoBanue (2 gyaca).
IIpakTHyeckoe 3ansaTHe 12

MexnayHapoaablii MeHeKMEHT. PedepupoBanue (2 gyaca).
Pasoen 2. Cneyughuxa menedscmenma 6 cCmpanax uzyuaemozo sA3vika
IIpakTnyeckoe 3ausitue 13

Creninuka menemxkmenta B CoenmaennoM KoposeBerBe n Upnanaunu. Jlekcuka (2 gaca).
IIpakTnyeckoe 3ansitue 14

Crennuka menempkmenta B CoemmaennoM Koponeserse u Upnanauu. Jlekcuka (2 gaca).
IIpakTnyeckoe 3ansitue 15

Crennuka menempxkmenta B Coemnaennom Koponeserse u Upnanauu. [lepeBon (2 vaca).
IpakTnyeckoe 3ansiTue 16

Crennuka menempxkmenta B Coemnaennom Koponeserse u Upnanauu. [lepeBon (2 vaca).
IpakTnyeckoe 3ansiTue 17

Crennuka menemxkmenta B CoequaerrnoM KoponeBere n Upnananu. Pedepuposanue (2
Jaca).
IIpakTuyeckoe 3ansaTHe 18

Crneuunduka menemxkmenta B Coenunennom Koponeserse u Upnanauu. Pedepuponanue (2
yaca).
IIpakTnyeckoe 3ansiTue 19

Cnenunduka meremxmenta B CoenuneHnsbix [lltatax Amepuku u Kanane. Jlekcuka (2 gaca).
IIpakT4eckoe 3ansaTue 20

Cnenunduka meHemxkmenta B CoennaeHHbix [Itarax Amepuku u Kanane. Jlekcuka (2 gaca).
IIpakT4eckoe 3ansaTue 21

Cnenunduka meHemxmenta B CoennaeHHbix [lltarax Amepuku u Kanane. [1epeBoa (2 gaca).
IIpakTH4eckoe 3ansaTHE 22

Cnenunduka meHexkmenta B CoeqnaeHHbIx [ltarax Amepuku u Kanaze. [lepeBoa (2 gaca).
IIpakTyeckoe 3ansaTue 23

Crneunguxa menemxmenta B Coennnennbix llltatax Amepuku u Kanane. Pedepuposanue (2
qaca).
IIpakTHyeckoe 3ansaTHE 24

Crnenuduxa menemxmenta B Coequnennbix 1ltatax Amepuku u Kanane. Pedepupoanue (2
yaca).

4.1.2.3. [lepeueHb 1a00paTOPHBIX PadOT
He mianupyercs.

4.1.2.4. IlepeyeHb TeM U y4eOHO-MeTOANUYECKOE O0ecIIedeHHe CAMOCTOATEIbHOM

padoTbI
[TepedyeHn TeM, BRBIHECEHHBIX HA CAMOCTOSATEILHOE U3YUCHHE:
1. Uudopmatuzanus MEHEIKMEHTA.
2. Cnenuduka menemxmenTa B ABctpanuu 1 HoBoit 3enananm.
s caMOCTOSITENbHON PAa0OTHl HCTIOJB3YIOTCS METOAMYECKHE YKa3aHHUS [0 OCBOSHUIO
JTUCIUTITMHBI U U3JaHUS U3 CIIMCKA MPUBEICHHON HUYKE OCHOBHOU U JIOTIOJTHUTEIHLHOM JTUTEPATYPHI.



4.1.2.5. IlepeyeHb TeM KOHTPOJIbHBIX padoT, pedeparos, TP, PI'P, PIIP

He mianupyercs.

4.1.2.6. IlpumepHblii IepedyeHb TeM KYPCOBBIX padoT (IPOEKTOB)
He minanupyercs.



4.2 ®opma 00yuyeHHA: OYHO-3204YHAS
YpoBeHb 6a30BOro 00pa3oBaHus: CpeHee ooIee.

Cpoxk o0yueHus 5.
Bcero ®opma
Tpynoew- Jlek- Hpakru- | JTa6opa- KoncyJib- (KoHTaK- MPOMEKYTOYHOT0
KOCTb, qyeckue TOPHBIE KonT- CPC,
Cemectp MM, Tanus, THas KOHTPOJIsS (3K3.,
gac./ 3a4. 3aHATHS, padoTsI, poJib,4ac.
qac. qac. pa6ota), 3ad4., 3a4. C OIl.)
ea. qac. qac.
qac.
4 108/3 10 0,5 10,5 93,75 3au4.(3,75)
Hroro 108/3 10 0,5 10,5 93,75 3,75
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1 MeHemKMEHT B 4 6 47 TectupoBanue,
COBPEMEHHOM MHPE YCTHBIN OITPOC
2 Crnenuguka 4 4 46,75 TectupoBanue,
MEHE[PKMEHTa B CTpaHax YCTHBIN OIIPOC
M3y4aeMoro si3bIKa
Bcero 3a cemectp 108 10 + 0 10,5(93,75 3au.(3,75)
Hroro 108 10 0,593,75 3,75

4.2.2. CoaepkaHue TUCHMILIMHBI
4.2.2.1. IlepeyeHnb JeKUMi

He mianupyercs.

4.2.2.2. IlepeyeHb NPAKTHYCCKUX 3aHATUH
Cemectp 4
Paszoen 1. Meneooicmenm 6 cogpemeHHOM Mupe
IIpakTHyeckoe 3ansitue 1.
I'ennepHble acriekTsl MeHekMeHTa. Jlekcuka. [lepeBon. Pedepuponanue (2 yaca).
IIpakTHyeckoe 3ansitue 2.
MesxayHaponuslii MeHekMeHT. Jlekcuka. IlepeBoa. PegepupoBanue (2 daca).



IIpakTH4eckoe 3ansaTHE 3.

Mexnynapoanbsiii MeHeKMeHT. JIekcuka. [lepeBon. PedepupoBanue (2 qaca).
Paszoen 2. Cneyuguxa meneoddxncmenma 6 Cmpanax u3yiaemozo A3bikd
IIpakTnyeckoe 3ansiTue 4.

Crenuduka MEHEDKMEHTA B CTpaHax u3ydaeMoro s3bika. Jlexcuka. [lepeBox (2 vaca).
IIpakTnyeckoe 3ansiTue 5.

Crenuduka MEHEKMEHTA B CTpaHax n3ydaemoro sizbika. Jlekcuka. IlepeBon (2 gaca).

4.2.2.3. IlepevyeHnn 1a00paTOPHBIX padoT
He nmnanupyerces.

4.2.2.4. [lepeyeHb TeM U y4eOHO-METOAUYECKOE 00eceueHre CAMOCTOSATEIbHOI

padoThI
Hepequb TEM, BBIHCCECHHBIX Ha CAMOCTOATEIIBHOC U3YUYCHUC!
1. Uadopmaruzanus MEHEIKMEHTA.
2. Cnenuduika MEHEKMEHTA B CTPaHaX U3y4yaeMoro si3bika. PedepupoBanue.
I[JI)I CaMOCTOSTCILHOMI pa6OTI)I HCIIOJIB3YIOTCA MCTOAWYCCKUC YKa3aHUA 110 OCBOCHHUIO
JUCHHUIIIIMHBI U U31aHUA U3 CIIMCKa HpHBGZI@HHOfI HIKE OCHOBHOM U I[OHOHHHTCHLHOﬁ JIUTCPATYPHI.

4.2.2.5. IlepeyeHb TeM KOHTPOJbHBIX padoT, pedeparos, TP, PI'P, PIIP
1. 'eniepHbIe aCIEKTH MEHEPKMEHTA: TEPMUHBI, TIEPEBOJT U peepUpOBaHHE.
2. MexxayHapoIHbI MEHEHKMEHT: TEPMHUHBI, IEPEBOJT M peepupoBaHHE.
3. Mudopmartuzaus MEHEHKMEHTA: TEPMHUHBI, IEPEBOI U pedepupoBaHHE.
4. Crierudrika MEHEPKMEHTA B CTPAHAX M3y4aeMOro sI3bIKa: TEPMHHBI, IEPEBOT U
pedepupoBaHue.

4.2.2.6. [IpuMepHbIii IepeYeHb TeM KyPCOBbIX padoT (IIPOEKTOB)
He manupyercs.

5. O0pa3oBaTe/ibHbIE TEXHOJOTHH
B mponecce mzyuenus nucuumianHbl "MHOCTpaHHBIH s3bIK B mpodeccuoHanbHOi chepe”
MPUMCHAIOTCSA UHTCPAKTUBHBIC TCXHOJIOTHH.

6. OneHoYHbBIE CPeACTBA AJIA TEKYLIEro KOHTPOJIA YCIIeBAeMOCTH,

HpOMe)KyTO‘-IHOﬁ arTreCcTalmm 110 uToraMm OCBOCHMUA JUCHUILINHBI.
@DOH/IbI OIIECHOYHBIX MATEPHATIOB (CPEICTB) MPUBEIEHBI B IPHIIOKEHUU.

7. YueOHO-MeTOAMYeCKOe U HH(POPpMAITMOHHOE o0ecnieuyeHne JUCHUIIMHBI.

7.1. OcHOBHAasl y4eOHO-MeTOAMYECKAS JIUTEPATypa MO AMCHUILIINHE

1. 3aiineBa C.E. AHMmiickuii s3bIK: SKOHOMHKAa [DIEKTPOHHBIM pecypc]: y4ueOHO-
METOJMYECKOE TIOCOOME M0 HAYYHO-TEXHUYECKOMY MEPEBOYy, aHHOTUPOBAHUIO U pedhepupoBaHUIO/
3aitieBa C.E.— DnekTpoH. TekctoBble JaHHble.— MockBa: U3narensckuit JJom MUCuC, 2010.—
85 c. - http://lwww.iprbookshop.ru/97831.html

2. YueOHOe mocoOue Mo MepeBoy HAyYHO-TEXHUYECKON JIUTEepPaTyphl C aHTJIIHICKOTO SI3bIKA
Ha pycckuii / H. K. flmmna ; Bmagum. roc. yH-T um. A. I'. u H. I'. CToneToBsIX. — 2-¢ u31., UCIIp. |
JIOII. — Brnagumup: WN3n-8o Bal'Y, 2015. — 112 C. -
http://dspace.www1.vlsu.ru/bitstream/123456789/4247/1/01421.pdf

7.2. lonoJIHUTEJIbHAS Y4eOHO-MeTOAUYeCKAasi JJUTEPATypPa Mo AUCHUILINHE
1. Mapkymesckas JLII., [lanaeBa KO.A. AnHOTHpOBaHUE U pedepupoBanue: MeTonuueckue

PEKOMEHIAlMU Ul CaMOCTOSITeNIbHON paboThl ctyaeHtoB. - CIIGI'Y UTMO, 2008. - 51 c¢. -
https://books.ifmo.ru/file/pdf/334.pdf



2. International journal of production economics (SeKTpOHHBIM HAyYHBIA JKypHAI). -
http://elibrary.ru/title_about.asp?id=513

7.3. Ilepeyenb HHGPOPMAIMOHHBIX TEXHOJIOT Ui, HCIOJIb3yeMbIX NPH
OCYLIECTBJICHUH 00pa30BaTEeILHOIO0 MPOLEecca M0 JUCHUILUIUHE, BKIKYAS
nepevyeHb MPOrpaMMHOI0 odecredeHnsi 1 HHPOPMALMOHHBIX CIIPABOYHBIX

CUCTEM

B  oOpazoBarenbHOM  TIpOIleCCe  HUCHONB3YIOTCS  MH()OPMAIMOHHBIE  TEXHOJIOTHU,
peaiu30BaHHbIE  Ha  OCHOBE  HMH(POPMAIMOHHO-O0PA30BAaTEIBLHOIO  MOpTaja  HUHCTUTYTA
(www.mivlgu.ru/iop), 1 ”HPOKOMMYHUKAITMOHHON CETH MHCTUTYTA:

- IPEIOCTaBJICHUE YUeOHO-METOIMYECKUX MAaTEPUAIOB B 3JIEKTPOHHOM BH/JIE;

- B3aMMOJICHCTBHE YYAaCTHMKOB 0Opa30BaTENLHOTO IMpoIecca depe3 JIOKAIbHYIO CeTh
uHCTUTYTa U HTEpHET;

- IPEJOCTaBIICHUE CBEICHUI O pe3yibTaTax y4eOHOH NEeSTETbHOCTH B 3JEKTPOHHOM JIMYHOM
kaOMHETE 00yJaromerocs.

NudopmannoHHbIe CIIPABOYHBIE CHCTEMBI:

1. Omnnaiin CJIOBapb MynbTUTpaH, peXUM JocTyna:
http://www.multitran.ru/c/m.exe?a=1&SHL=2

2. OwuhyailH cloBapu W DJHIUKIONEAMM Ha  «AKaJeMUKe», PEKHM  JIOCTyIa:
http://translate.academic.ru/

3. Onmnaiin cioBaps 266u JIuHreo, pexkum pocryna: https:// www.lingvolive.com/ru-ru

4. OunyaiiH cjoBapu aHMIMHCKOTO si3blka OKC(HOPACKOTO YHHUBEPCUTETA, PEKUM JIOCTYIIA:
https://en.oxforddictionaries.com/

5. OnnaiiH cioBapb aHIIMICKOro si3pika KeMOpumIKCKOro yHHBEPCUTETA, PEKUM JOCTYIIA:
http://dictionary.cambridge.org/ru/

[Tporpammuoe obecrieueHme:

7-Zip (GNU LGPL)

Microsoft Office Standard 2010 Open License Pack No Level Academic Edition
(CocymapctBennbiii konTpakT Nel ot 10.01.2012 roza)

Zoom (CBoboano pacnpoctpansiemoe [10 Freemium)

Free Commander XE (Jlutiensuonnoe cornamenne FreeCommander)

Adobe Reader XI (OOmue ycnoBus ucnonb3oBanus mpoaykToB Adobe)

Kaspersky Endpoint Security s 6usneca - Cranaaptasiii Russian Edition. 500-999 Node 2
year Educational Renewal (npoienue) (I'pakgaHcko-TIpaBOBOM 1OrOBOP OFOHKETHOTO YUPEKICHUS
Ne2020.526633 ot 23.11.2020 rona)

Microsoft Windows 7 Professional (ITporpamma Microsoft Azure Dev Tools for Teaching
(Order Number: IM126433))

Open Office (Apache License 2.0)

7.4. Ilepedyennb pecypcoB HH(POPMALMOHHO-TEJIEKOMMYHUKAIIMOHHOM CETH

«AHTEpHET», HEOOXOAUMBIX /I OCBOCHUS TUCHMILIMHBI
iprbookshop.ru
dspace.wwwl.vlsu.ru
books.ifmo.ru
elibrary.ru
multitran.ru
translate.academic.ru
lingvolive.com
dictionary.cambridge.org
mivlgu.ru/iop



8. MaTepuajbHO-TeXHHYECKOE o0ecnevyeHne TUCIUTINHBI
KomMmnbroTepHslii K1acce
11 KOMIIJIEKTOB ayJUOTapHUTYPbI; KOMIUIEKT y4€OHO-METOIUYECKHX MOCOOMH; KOMIIJIEKT
npoeknuonHoro obopynoBanus (mpoektop NEC V302XG + mpoeKnHOHHBIA 3KpaH); MIa3MEHHBIH
teneBuzop Panasonic 42VS80; DVD mieep V315S; 11 komnbrorepoB: monutop LCD 19” Samsung;
cuct. 610k Intel E2160/1.8/2048Mb/DVD-RW; knaBuatypa, mbiib. JlocTyn k cetu MIHTEpHET.

9. MeTOIll/I‘leCKl/Ie YKa3aHnusd 110 OCBOCHUIO TUCHMUIIJIMHBI

Ha npaktuyeckux 3aHATHAX NPONACHHBIM MaTepual 3aKpEIUIETCS  BBIIOJHEHHEM
YIPaXHEHUH IO OCHOBHBIM Te€MaM IUCLMIUIMHBL 3aJaHWs BBIIOJHSIOTCS WHAMBUIYAJIBHO WIH B
rpymmax ¢ NOCIeayoUIei MPOBEPKOH, BHISIBICHUEM OIIMOOK U pabOTOW HaJl HUMHU.

CamocrodrenbHas paboTa OKa3blBA€T Ba)KHOE BIMAHHE Ha (POPMHUPOBAHUE JIMYHOCTHU
OyIyIIEero CIenuanucTa, OHa MIaHUPYeTCsS 00YIarOIIMMCS CaMOCTOSTENbHO. Kaxk bl o Oyuaronuiics
CaMOCTOSITEJILHO ONPEAEIAeT PeKUM CBOEH pabOThl M Mepy TpyAa, 3aTpayMBaeMOro Ha OBJIAJICHHUE
y4eOHBIM CO/Iep)KaHUEM JUCHUIUIMHBL. OH BBINOJHSET BHEAYAMTOPHYIO pabOTy W HU3yueHHE
pa3zenoB, BHIHOCUMBIX Ha CaMOCTOSATENIbHYIO PalboTy, MO JUYHOMY HHAMBHIyalbHOMY IUIaHY, B
3aBUCHMOCTH OT €r0 MOJArOTOBKH, BPEMEHH U IPYTUX YCIOBUM.

dopma 3aKIIOUUTENIBHOTO KOHTPOJS IIPU INPOMEKYTOYHOW arrecTauuu — 3ader. Jlus
IIPOBEJCHUS POMEKYTOUHON aTTECTAlMU 110 AUCHUIUIMHE pa3paboTaHbl (POH] OLEHOYHBIX CPEACTB
U OaJuIbHO-pEMTHUHIOBas CHUCTEMa OLIEHKU Y4eOHOW JesTeIbHOCTH CTyAeHToB. OleHKa 110
JTUCHUTUTMHE BBICTABISIETCS B MH()OPMAIIMOHHOW CHCTEME M HOCHT HMHTETPHPOBAHHBIA XapakTep,
YUUTBIBAIOIIMKA PE3y/bTaThl OLICHUBAHUS YYaCTHs CTYACHTOB B ayIAMTOPHBIX 3aHATHUAX, KA4eCTBA U
CBOEBPEMEHHOCTH BBINIOJIHEHUSA 3aJaHUM B XOJA€ M3Y4ECHUS IUCLUIUIMHBI W IPOMEXYTOYHOU
aTTECTALUU.



[Iporpamma cocraBieHa B cooTBeTcTBUH ¢ TpeOoaHusMu OI'OC BO mo HampaBieHUIO
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Pabouyto nmporpamMmy coctaBui cm. npenodasameins Jlebeoes A.P.
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KOMHCCUU (paKyIbTeTa

npotokoi Ne 8 ot 24.05.2021 rona.
[Ipencenarens komuccuun OGOM Tepenmvesa U.B.
(ITogmuce) (®.1.0.)




Ilpunoscenue
DoH/I OLIEHOYHBIX MAaTEPHAJIOB (CPeICTB) MO AUCHHUIINHE
WHocTpanHbIi S3bIK B IPO(hecCHOHABHOMN cdepe

1. OHeHO‘IHbIe MaTepuaJbl AJ NPOBCACHUS TEKYIIEI0 KOHTPOJIA YCIIEBACMOCTH

o JMCIUIIJIMHE
OneHouHbIe CPECTBA A1 TEKYILEr0 KOHTPOJISL BKIIFOYAIOT CIIEAYIOLIEE.

TECTUPOBAHUE

Tema. ['eniepHble acIEKTHl MEHEAKMEHTA.
[lepeBeaute coueranue “mommy-tracks”
a) 0coOble yCIOBUS TPya AJIs )KEHILUH

b) MecTo OT/bIXa OEPEMEHHBIX COTPYIHHII

Tema. MexxnyHapOIHBI MEHEI)KMEHT.
[TepeBenute coueranue “freely voice”
a) CBOOOJTHO BBIPAXKATh

b) romoc cBo60 161

Tema. Undopmaruzanus menemxmenta. (CPC)
[lepeBeaute coyeranue “customer service system”
a) cucteMa 00CITy)KUBaHUSI KIIMEHTOB

b) ycnyra KiIMeHTy cucTeMoit

Tema. Cneunduka menemxmenta B CoeqnaneHnHoM Koponesctse u Mpmanaum.
[lepeBenute coueranue “‘eye contact”

a) 3pUTEIIbHBIA KOHTAKT

b) e B3aMMOOTHOIIICHUHA

Tema. Cneunduxa menemxmenta B Coequnennbix llItarax Amepuku u Kanane.
[lepeBenute couetanue “to get used to”

a) MPUBBIKHYTh

b) ucnonb3oBaThCs

Tema. Cnenuduka menepkmenta B Asctpanuu 1 Hosoit Senanguu. (CPC)
IlepeBeaure coueranue “to make big decisions”

a) IPUHUMATh BaXKHBIE PEIICHHS

b) nenatb GosbIINeE peIIeHUs

YCTHBIUN OITPOC

1. IlepeBenure TEKCT.

Tema. ['eniepHbIE aCTIEKTHI MEHEIKMEHTA.

Women in Management

Though women make up over 40% of the western workforce, the firms they work for promote
very few of them far. In America and Britain alike, women hold about 2% of big-company board
seats. Where women do get to run big companies, it is not by climbing the ordinary corporate ladder.
The lone female chief executive of a Fortune 500 company, Marion Sandler, of Golden West
Financial, a Californian savings bank, shares the post with her husband. They bought the bank
together. Katharine Graham, chief executive of The Washington Post Company until taking the
chairmanship last year, inherited the firm from her father

Talented women are not the only losers when companies fail to hire them or later refuse them
promotion. Assuming that most women are potentially as good at filling executive jobs as most men
(quite a big if; we come to it later), 1 those companies are limiting their pool of available



management talent by around half. Of recent graduates, 52% in America and 44% in Europe are
women. The company that fails to recruit them now will find its pool of middle managers inferior to
that of a wiser employer in a few years' time; likewise, which matters more, its upper management
ten years later, if (as is likely) it goes on displaying the same bias further up the ladder.

A 1990 survey of women quitting large companies, carried out by Wick, a Delaware
consultancy, found that only 7% wanted to stop working altogether. The rest planned to join other
firms, to work as freelance consultants, or to start their own businesses. When BP carried out a
similar exercise among graduate trainees recently, the leading reason women gave for going was not
marriage or motherhood, but dissatisfaction with their career prospects. At one Johnson & Johnson
unit, departing female managers complained that they had felt isolated from their male colleagues.

The real change in the way companies think about women managers will come when they
change the way they think about jobs.

Most women want to have children. Raising a family requires time off and shorter working
hours, for somebody, either husband or wife. To keep good women, firms need to find ways of giving
them those things, yet using them efficiently. That normally involves letting women with small
children work flexible hours, not requiring them to relocate or travel at a moment's notice, or even
letting them share their jobs with someone else.

In exchange, women may have to accept lower pay, or slower promotion, until they return to
full-time work. Such programmes have been dubbed 'mommy-tracks'.

Companies exist to make their shareholders money, not to engineer social change. Though
mommy-tracks are to firms' ultimate advantage, since they help keep good staff, in the short term
they will sometimes prove to be inconvenient and expensive. In the irritation of having to change
their ways, employers should not forget to take into account the costs of turnover among employees.
Part of the money spent training those who leave has gone down the drain. And back-of-the-envelope
calculation of the costs of replacing a manager of ten years' standing, earning $70,000, suggests that
the time it takes the new manager to get fully on top of the job is worth $25,000. If a replacement has
been sought from outside, headhunted fees, advertising and interviewing could double that.

Sisters, chief executives, your interests coincide. One day your identities might too.

Tema. MexnyHapOoIHbII MEHEHKMEHT.

Japanese Managers: Are They Really Better?

Japanese industrial success is based on a system for managing change that differs greatly from
the American way. That system is deeply rooted in a Japanese culture that fosters group cooperation
and regimentation instead of personal recognition and individualism. Such a disparity in culture
should make American manag—ers wary of trying to import the Japanese system as a total package.

The Japanese way of managing change, called Ringi, is a general process that is applied to
any change within an organization, whether it is in the technological, financial, or human resources
area. When an unfilled need, problem, new idea, or proposal surfaces from anywhere within the
organization, the originator presents it to his work team. Group members marshal and discuss all
relevant information pertaining to the idea, weigh its pros and cons, and arrive at a consensus.
Discussion is thorough, ensuring the consideration of all important dimensions and relevant
variables. Group members are encouraged to freely voice their opinions, evaluations, what-if
implications, and any technical, political, financial, or personal considerations. After a consensus is
reached, the decision is referred to the next group of involved individuals. Usually this means, that it
is referred upward in the hierarchy but, if the situation so demands, it may be referred laterally or
even down the organization. This ensures that all who will be affected or could make a further
contribution will have a chance to affect the final decision. Eventually, the original suggestion in its
revised condition reaches the top of the organization. At that point, the accountable executive usually
only endorses it and arranges for its implementation. By the time a final decision is made, everyone
affected is familiar with what transpired. Even if some doubts remain, the judgment of the larger
group prevails.

In contrast, when an executive in the typical American company makes a decision, it is
expected to cascade down the hierarchy to the troops. The decision originates with only one person



or, at most, a few individuals. Then it must be imposed on most of those who will be affected by it,
which is a source of discontent and inefficiency.

The basic shortcoming of the Ringi consultation approach is the amount of time it takes. Its
strength, however, is that commitment to decisions is strengthened, allowing for rapid and
cooperative implementation.

One consequence of the Ringi method is that direction changes are more likely to be right
than those made by the American system. While American changes are frequent and follow a zigzag
course, Japanese changes are slow and methodical and, thus, less likely to be in the wrong direction.
This is true in part because Ringi copes with a phenomenon known as Ashby's Law of Requisite
Variety. This law states that, to gain control over a system, a manager must be able to take as many
distinct actions or countermeasures as the system has variables.

For example, if a situation has 20 variables (whether they are 20 divisions, personalities,
problems, ideas, or programs), a manager must be able to control those 20 items plus any
subvariables or interactions that may emerge. With an American programmatic approach to handling
change, many variables will be overlooked in making decisions because the manager reaches the
limits of his ability to process new information. The Ringi process, on the other hand, uses more time
and people to process all of the relevant variables.

Tema. Uudopmaruzanus menemxmenta. (CPC)

From a macroscopic point of view, informatization consists of government informatization,
trade informatization and enterprise informatization. Enterprise informatization runs through and
covers all aspects of the informatization of national economy and plays a basic and important role in
the informatization of national economy.

Modern enterprise is the main body of the market economy in China. The change of many of
the traditional enterprises to modern ones cannot indiscriminately copy a series of modern enterprise
principles or to practice corporative reform. The construction of informatization plays a very
important role when the Legend is developed into such a modern enterprise with the internationally
advanced management concepts and commercial mode.

First, with the application of large-scale application system such as ERP, CRM and SCM a
large-scale information platform to support business was not only established but also learn and find
out the management ideas and modes of the most advanced modern enterprise system through
cooperation with internationally advanced consulting companies and international manufactures.

Second, the construction of the Legend informatization system has forcefully raised the level
of norm and ability of enterprise management.

Third, informatization facilitates the continuous exploration in business area and the creation
of business mode.

According to the experience of our Legend enterprise informatization, the enterprise
informatization should include the following aspects:

a) the development of the enterprise network infrastructure, including the network
hardware platform construction and integration;

b) office work automation and staff self-service system;

C) enterprise commerce coordination system;

d) supply and logistic coordination system;

e) manufacturing coordination system;

f) technology development coordination system;
) management and decision supporting system;

h) customer service system.

The platforms that support these informatization systems include ERP, CRM, SCM, PLM,
CALL-CENTER, WEB, NOTES etc.

The construction of informatization brought us fruitful results in aspects like reducing cost,
improving efficiency and satisfaction of customers etc: average delivery time of Legend in 2000 is
reduced to 5.7 days from 12 days in 1996; turnover time of stocked merchandise is reduced to 19.2
days in 2000 from the 35 days in 1996; turnover time of the account receivable is reduced to 15 days
in 2000 from 23 days in 1996; average handling days of the order per person is advanced to 314 in



2000 from 13 in 1996; customer satisfaction index also gets an 30 % increase compared with that of
in 1996.

Tema. Crienuduka menemxmenta B CoennanennoM KoposneBctse u Mpnanauu.

If you plan to use an agenda, be sure to forward it to your British colleagues in sufficient time
for them to review it and recommend any changes.

Punctuality is important in business situations. In most cases, the people you are meeting will
be on time. Scots are extremely punctual. Call if you will be even 5 minutes later than agreed. Having
said that, punctuality is often a matter of personal style and emergencies do arise. If you are kept
waiting a few minutes, do not make an issue of it. Likewise, if you know that you will be late it is a
good idea to telephone and offer your apologies.

How meetings are conducted is often determined by the composition of people attending:

If everyone is at the same level, there is generally a free flow of ideas and opinions.

If there is a senior ranking person in the room, that person will do most of the speaking.

In general, meetings will be rather formal:

Meetings always have a clearly defined purpose, which may include an agenda.

There will be a brief amount of small talk before getting down to the business at hand.

If you make a presentation, avoid making exaggerated claims.

Make certain your presentation and any materials provided appear professional and well
thought out.

Be prepared to back up your claims with facts and figures. The British rely on facts, rather
than emotions, to make decisions.

Maintain eye contact and a few feet of personal space.

After a meeting, send a letter summarizing what was decided and the next steps to be taken.

Tema. Criennduka menemxkmenTa B Coennaennbix [lItatax Amepuku u Kanane.

Differences in management culture can have a big impact on employee and company
performance and a good understanding of cultural differences is imperative.

In the US, employees are delegated tasks which come with clear responsibilities and
instructions from their manager. Employees are held accountable for their performance in relation to
the tasks assigned to them.

Americans are direct and will always say what they mean, so as a manager you will also need
to get used to this style. They do not mean to insult with their directness; they just like to get to the
point and do not like to waste time. The business environment is generally fast-paced with the
emphasis on “getting the job done” and moving onto the next task. As mentioned previously,
business is not about getting to know the individual, it’s about the overall company and getting the
best deal.

Achievements and success within the job role are more important than seniority. Going the
extra mile above and beyond your everyday role, or using creativity to tackle an issue is something
which is very important in American business culture.

In a country that prides itself on its individualism, companies are organised and structured
with many different styles depending on the industry, the company's history and its current leaders.
In the United States, business relationships are formed between companies rather than between
people. Americans do business where they get the best deal and the best service. It is not important to
develop a personal relationship in order to establish a long and successful business relationship.

Americans prefer directness in communication. When Americans say "yes" or "no," they
mean exactly that.

When you are doing business in the United States, it’s important to be on time for meetings.
Arriving late is considered rude and disrespectful. Interaction and participation is important during
business meetings. If you are quiet and have nothing to say, this can be looked upon as you being
unprepared and not having anything to contribute.

Meeting deadlines is taken very seriously and missing agreed deadlines is seen as
irresponsible.



In Canada, the normal work day is 9am to 5pm, Monday to Friday. However, many people
prefer meetings in the morning to in the afternoon. The dress code for business is usually formal,
with suits and ties commonly expected.

Business communication in Canada is much as you would expect based on their national
values. Great store is set by allowing everyone to be free to express their own opinion, and decisions
will generally only be made once all facts and opinions have been taken into consideration. Both
positive and negative comments will be presented in a straight-forward way, and when
communicating through email or over the phone, keep communication brief and factual.

Punctuality is important in Canada. Being slightly late in a social context may be considered
acceptable, but in business being on time should be a priority.

When talking with Canadians, avoid referencing the USA or comparing your experience of
Canada to any experience you may have of the States. Canadians often feel that they are overlooked
by foreigners in favour of their more populous and more globally culturally dominant neighbours,
and by talking about the USA you risk irritating them.

Tema. Cnennduka merekmenta B ABctpanuu U Hosoii 3enanguu. (CPC)

There are a number of factors to have in mind when you start managing Australian
employees.

As a manager, you should treat all of your employees with equal respect and consult them
when making any company decisions. The way companies work generally in Australia is that
everyone within the organisation has an important role to play and everyone is equally valued,
regardless of their position, job role or seniority. By the same token, employees would also expect to
be consulted regarding issues that concern them directly. There is no “micro-management” culture in
Australia and the emphasis is placed upon positivity, i.e. working together to achieve the common
goal by focusing on productivity and profits and the onus is on the individual to carry out their job in
a professional manner.

Business hours are 9am — 5pm, Monday to Friday. Australians are very straightforward and
direct when it comes to business and they don’t need to have a long standing relationship with you
before doing business. They don’t appreciate the “hard sell”. They appreciate modesty and factual
information, which is to the point and delivered by an approachable and friendly individual who
avoids self-importance. They have a tendency to underplay their own success so ensure that you
don’t jump to conclusions or make any initial judgements about them. Decision making can be a
slower process than what you are used to, as the business culture in Australia is collaborative and top
management like to consult with subordinates prior to making big decisions, so this takes time.
Patience in awaiting a decision is appreciated. They are very direct and not afraid of saying no, so
you will be sure to know where you stand!

There are a number of factors to have in mind when you start managing Australian
employees.

2. OcymiecTBuTe pehepupoBaHUE TEKCTA.

Tewma. I'eHiepHBIE aCIIEKThI MEHEIKMEHTA.

Women in Management

Though women make up over 40% of the western workforce, the firms they work for promote
very few of them far. In America and Britain alike, women hold about 2% of big-company board
seats. Where women do get to run big companies, it is not by climbing the ordinary corporate ladder.
The lone female chief executive of a Fortune 500 company, Marion Sandler, of Golden West
Financial, a Californian savings bank, shares the post with her husband. They bought the bank
together. Katharine Graham, chief executive of The Washington Post Company until taking the
chairmanship last year, inherited the firm from her father

Talented women are not the only losers when companies fail to hire them or later refuse them
promotion. Assuming that most women are potentially as good at filling executive jobs as most men
(quite a big if; we come to it later), 1 those companies are limiting their pool of available
management talent by around half. Of recent graduates, 52% in America and 44% in Europe are
women. The company that fails to recruit them now will find its pool of middle managers inferior to



that of a wiser employer in a few years' time; likewise, which matters more, its upper management
ten years later, if (as is likely) it goes on displaying the same bias further up the ladder.

A 1990 survey of women quitting large companies, carried out by Wick, a Delaware
consultancy, found that only 7% wanted to stop working altogether. The rest planned to join other
firms, to work as freelance consultants, or to start their own businesses. When BP carried out a
similar exercise among graduate trainees recently, the leading reason women gave for going was not
marriage or motherhood, but dissatisfaction with their career prospects. At one Johnson & Johnson
unit, departing female managers complained that they had felt isolated from their male colleagues.

The real change in the way companies think about women managers will come when they
change the way they think about jobs.

Most women want to have children. Raising a family requires time off and shorter working
hours, for somebody, either husband or wife. To keep good women, firms need to find ways of giving
them those things, yet using them efficiently. That normally involves letting women with small
children work flexible hours, not requiring them to relocate or travel at a moment's notice, or even
letting them share their jobs with someone else.

In exchange, women may have to accept lower pay, or slower promotion, until they return to
full-time work. Such programmes have been dubbed 'mommy-tracks'.

Companies exist to make their shareholders money, not to engineer social change. Though
mommy-tracks are to firms' ultimate advantage, since they help keep good staff, in the short term
they will sometimes prove to be inconvenient and expensive. In the irritation of having to change
their ways, employers should not forget to take into account the costs of turnover among employees.
Part of the money spent training those who leave has gone down the drain. And back-of-the-envelope
calculation of the costs of replacing a manager of ten years' standing, earning $70,000, suggests that
the time it takes the new manager to get fully on top of the job is worth $25,000. If a replacement has
been sought from outside, headhunted fees, advertising and interviewing could double that.

Sisters, chief executives, your interests coincide. One day your identities might too.

Tema. MexnyHapOoIHbII MEHEHKMEHT.

Japanese Managers: Are They Really Better?

Japanese industrial success is based on a system for managing change that differs greatly from
the American way. That system is deeply rooted in a Japanese culture that fosters group cooperation
and regimentation instead of personal recognition and individualism. Such a disparity in culture
should make American manag—ers wary of trying to import the Japanese system as a total package.

The Japanese way of managing change, called Ringi, is a general process that is applied to
any change within an organization, whether it is in the technological, financial, or human resources
area. When an unfilled need, problem, new idea, or proposal surfaces from anywhere within the
organization, the originator presents it to his work team. Group members marshal and discuss all
relevant information pertaining to the idea, weigh its pros and cons, and arrive at a consensus.
Discussion is thorough, ensuring the consideration of all important dimensions and relevant
variables. Group members are encouraged to freely voice their opinions, evaluations, what-if
implications, and any technical, political, financial, or personal considerations. After a consensus is
reached, the decision is referred to the next group of involved individuals. Usually this means, that it
is referred upward in the hierarchy but, if the situation so demands, it may be referred laterally or
even down the organization. This ensures that all who will be affected or could make a further
contribution will have a chance to affect the final decision. Eventually, the original suggestion in its
revised condition reaches the top of the organization. At that point, the accountable executive usually
only endorses it and arranges for its implementation. By the time a final decision is made, everyone
affected is familiar with what transpired. Even if some doubts remain, the judgment of the larger
group prevails.

In contrast, when an executive in the typical American company makes a decision, it is
expected to cascade down the hierarchy to the troops. The decision originates with only one person
or, at most, a few individuals. Then it must be imposed on most of those who will be affected by it,
which is a source of discontent and inefficiency.



The basic shortcoming of the Ringi consultation approach is the amount of time it takes. Its
strength, however, is that commitment to decisions is strengthened, allowing for rapid and
cooperative implementation.

One consequence of the Ringi method is that direction changes are more likely to be right
than those made by the American system. While American changes are frequent and follow a zigzag
course, Japanese changes are slow and methodical and, thus, less likely to be in the wrong direction.
This is true in part because Ringi copes with a phenomenon known as Ashby's Law of Requisite
Variety. This law states that, to gain control over a system, a manager must be able to take as many
distinct actions or countermeasures as the system has variables.

For example, if a situation has 20 variables (whether they are 20 divisions, personalities,
problems, ideas, or programs), a manager must be able to control those 20 items plus any
subvariables or interactions that may emerge. With an American programmatic approach to handling
change, many variables will be overlooked in making decisions because the manager reaches the
limits of his ability to process new information. The Ringi process, on the other hand, uses more time
and people to process all of the relevant variables.

Tema. Uudopmaruzanus menemxmenta. (CPC)

From a macroscopic point of view, informatization consists of government informatization,
trade informatization and enterprise informatization. Enterprise informatization runs through and
covers all aspects of the informatization of national economy and plays a basic and important role in
the informatization of national economy.

Modern enterprise is the main body of the market economy in China. The change of many of
the traditional enterprises to modern ones cannot indiscriminately copy a series of modern enterprise
principles or to practice corporative reform. The construction of informatization plays a very
important role when the Legend is developed into such a modern enterprise with the internationally
advanced management concepts and commercial mode.

First, with the application of large-scale application system such as ERP, CRM and SCM a
large-scale information platform to support business was not only established but also learn and find
out the management ideas and modes of the most advanced modern enterprise system through
cooperation with internationally advanced consulting companies and international manufactures.

Second, the construction of the Legend informatization system has forcefully raised the level
of norm and ability of enterprise management.

Third, informatization facilitates the continuous exploration in business area and the creation
of business mode.

According to the experience of our Legend enterprise informatization, the enterprise
informatization should include the following aspects:

a) the development of the enterprise network infrastructure, including the network
hardware platform construction and integration;

b) office work automation and staff self-service system;

C) enterprise commerce coordination system;

d) supply and logistic coordination system;

e) manufacturing coordination system;

f) technology development coordination system;
) management and decision supporting system;

h) customer service system.

The platforms that support these informatization systems include ERP, CRM, SCM, PLM,
CALL-CENTER, WEB, NOTES etc.

The construction of informatization brought us fruitful results in aspects like reducing cost,
improving efficiency and satisfaction of customers etc: average delivery time of Legend in 2000 is
reduced to 5.7 days from 12 days in 1996; turnover time of stocked merchandise is reduced to 19.2
days in 2000 from the 35 days in 1996; turnover time of the account receivable is reduced to 15 days
in 2000 from 23 days in 1996; average handling days of the order per person is advanced to 314 in
2000 from 13 in 1996; customer satisfaction index also gets an 30 % increase compared with that of
in 1996.



Tewma. Criennduka menemxmenta B CoennanennoM KoponeBctse u Mpnanaun.

If you plan to use an agenda, be sure to forward it to your British colleagues in sufficient time
for them to review it and recommend any changes.

Punctuality is important in business situations. In most cases, the people you are meeting will
be on time. Scots are extremely punctual. Call if you will be even 5 minutes later than agreed. Having
said that, punctuality is often a matter of personal style and emergencies do arise. If you are kept
waiting a few minutes, do not make an issue of it. Likewise, if you know that you will be late it is a
good idea to telephone and offer your apologies.

How meetings are conducted is often determined by the composition of people attending:

If everyone is at the same level, there is generally a free flow of ideas and opinions.

If there is a senior ranking person in the room, that person will do most of the speaking.

In general, meetings will be rather formal:

Meetings always have a clearly defined purpose, which may include an agenda.

There will be a brief amount of small talk before getting down to the business at hand.

If you make a presentation, avoid making exaggerated claims.

Make certain your presentation and any materials provided appear professional and well
thought out.

Be prepared to back up your claims with facts and figures. The British rely on facts, rather
than emotions, to make decisions.

Maintain eye contact and a few feet of personal space.

After a meeting, send a letter summarizing what was decided and the next steps to be taken.

Tema. Criennduka menemxkmenTa B Coennaennbix [lItatax Amepuku u Kanane.

Differences in management culture can have a big impact on employee and company
performance and a good understanding of cultural differences is imperative.

In the US, employees are delegated tasks which come with clear responsibilities and
instructions from their manager. Employees are held accountable for their performance in relation to
the tasks assigned to them.

Americans are direct and will always say what they mean, so as a manager you will also need
to get used to this style. They do not mean to insult with their directness; they just like to get to the
point and do not like to waste time. The business environment is generally fast-paced with the
emphasis on “getting the job done” and moving onto the next task. As mentioned previously,
business is not about getting to know the individual, it’s about the overall company and getting the
best deal.

Achievements and success within the job role are more important than seniority. Going the
extra mile above and beyond your everyday role, or using creativity to tackle an issue is something
which is very important in American business culture.

In a country that prides itself on its individualism, companies are organised and structured
with many different styles depending on the industry, the company's history and its current leaders.
In the United States, business relationships are formed between companies rather than between
people. Americans do business where they get the best deal and the best service. It is not important to
develop a personal relationship in order to establish a long and successful business relationship.

Americans prefer directness in communication. When Americans say "yes" or "no," they
mean exactly that.

When you are doing business in the United States, it’s important to be on time for meetings.
Arriving late is considered rude and disrespectful. Interaction and participation is important during
business meetings. If you are quiet and have nothing to say, this can be looked upon as you being
unprepared and not having anything to contribute.

Meeting deadlines is taken very seriously and missing agreed deadlines is seen as
irresponsible.

In Canada, the normal work day is 9am to 5pm, Monday to Friday. However, many people
prefer meetings in the morning to in the afternoon. The dress code for business is usually formal,
with suits and ties commonly expected.



Business communication in Canada is much as you would expect based on their national
values. Great store is set by allowing everyone to be free to express their own opinion, and decisions
will generally only be made once all facts and opinions have been taken into consideration. Both
positive and negative comments will be presented in a straight-forward way, and when
communicating through email or over the phone, keep communication brief and factual.

Punctuality is important in Canada. Being slightly late in a social context may be considered
acceptable, but in business being on time should be a priority.

When talking with Canadians, avoid referencing the USA or comparing your experience of
Canada to any experience you may have of the States. Canadians often feel that they are overlooked
by foreigners in favour of their more populous and more globally culturally dominant neighbours,
and by talking about the USA you risk irritating them.

Tema. Cniennduka meHepxkmenta B Asctpanuu U Hosoii 3enanauu. (CPC)

There are a number of factors to have in mind when you start managing Australian
employees.

As a manager, you should treat all of your employees with equal respect and consult them
when making any company decisions. The way companies work generally in Australia is that
everyone within the organisation has an important role to play and everyone is equally valued,
regardless of their position, job role or seniority. By the same token, employees would also expect to
be consulted regarding issues that concern them directly. There is no “micro-management” culture in
Australia and the emphasis is placed upon positivity, i.e. working together to achieve the common
goal by focusing on productivity and profits and the onus is on the individual to carry out their job in
a professional manner.

Business hours are 9am — 5pm, Monday to Friday. Australians are very straightforward and
direct when it comes to business and they don’t need to have a long standing relationship with you
before doing business. They don’t appreciate the “hard sell”. They appreciate modesty and factual
information, which is to the point and delivered by an approachable and friendly individual who
avoids self-importance. They have a tendency to underplay their own success so ensure that you
don’t jump to conclusions or make any initial judgements about them. Decision making can be a
slower process than what you are used to, as the business culture in Australia is collaborative and top
management like to consult with subordinates prior to making big decisions, so this takes time.
Patience in awaiting a decision is appreciated. They are very direct and not afraid of saying no, so
you will be sure to know where you stand!

There are a number of factors to have in mind when you start managing Australian
employees.

Oo6uiee pacnpeneseHne 6ajJI0B TEKYIIEr0 KOHTPOJISI N0 BUAAM y4eOHBIX PadoT Jisi CTY/IeHTOB

Pelitunr-konrpons 1 TectupoBanue, ycTHbIN onpoc | A0 15
PelTuHr-KOHTpOIH 2 TectupoBanue, ycTHbI onpoc | 10 15
Peittunr-kontposs 3 TectupoBanue, ycTHbIi orpoc | 10 50
Ilocemenue 3aHATHN CTYACHTOM 105
JlormomHUTEIEHBIC OaJUTBI

1o 5
(6oHyCHBI)
BrinosHeHne ceMecTpoBoro
IJIaHA CAaMOCTOSITENIBHOMN 1o 10

paboTHI




2. IIpome:kyTOUYHAS aTTECTANUA MO AUCIHUIINHE
ITepeyeHb BOPOCOB K 3K3aMeHY / 3a4eTy / 3a4eTy ¢ OLleHKOH.
IlepeyeHb MpaKTHYECKHUX 32/1a4 / 3aJJaHUI K IK3aMeHYy / 3a4eTy / 3a4eTy ¢ OlleHKOH (pu

HAJINYMH)
VK-4
BJIOK 1 —3HATH
TECTUPOBAHUE

Tema. I'eniepHble aCIEKTHl MEHEAKMEHTA.
[lepeBeaute coueranue “mommy-tracks”
a) 0coOble yCIOBUS TPyAa AJIs KEHILUH

b) MecTo OT/bIXa OEPEMEHHBIX COTPY/THHII

Tema. MexxnyHapOIHBI MEHEI)KMEHT.
[TepeBenute coueranue “freely voice”
a) CBOOOJTHO BBIPAXKATh

b) romnoc cBo60 161

Tema. Uudopmaruzamysi MCHEPKMEHTA.
[lepeBeaute coyeranue “customer service system”
a) cucTeMa 00CITy)KMBaHHSI KIIMEHTOB

b) ycnyra KIMeHTy CUCTEMOi

Tema. Cneunduka menemxmenta B CoeqnanenHoM Koponesctse u Mpmanaum.
[lepeBenute coueranue “‘eye contact”

a) 3pUTEIIbHBIA KOHTAKT

b) e B3aMMOOTHOIIICHUHA

Tema. Criennduka menemxkmenTa B Coennaennbix [lItatax Amepuku u Kanane.
[lepeBenute couetanue “to get used to”

a) MPUBBIKHYTh

b) ucnonb3oBaThCs

Tema. Cnieunduxa menexmenTa B Apctpanuu 1 Hosoit 3enanauu.
IlepeBeaure coueranue “to make big decisions”

a) IPUHUMATh BaXKHBIE PEIICHHS

b) nenatb GosbIINE peIIEHUS

BJIOK 2 — YMETb

YCTHBII OITPOC

IIepeBennre TEKCT.

Tema. FCHI[epHBIe ACIICKThI MCHCIKMCHTA.

Women in Management

Though women make up over 40% of the western workforce, the firms they work for promote
very few of them far. In America and Britain alike, women hold about 2% of big-company board
seats. Where women do get to run big companies, it is not by climbing the ordinary corporate ladder.
The lone female chief executive of a Fortune 500 company, Marion Sandler, of Golden West
Financial, a Californian savings bank, shares the post with her husband. They bought the bank
together. Katharine Graham, chief executive of The Washington Post Company until taking the
chairmanship last year, inherited the firm from her father

Talented women are not the only losers when companies fail to hire them or later refuse them
promotion. Assuming that most women are potentially as good at filling executive jobs as most men
(quite a big if; we come to it later), 1 those companies are limiting their pool of available



management talent by around half. Of recent graduates, 52% in America and 44% in Europe are
women. The company that fails to recruit them now will find its pool of middle managers inferior to
that of a wiser employer in a few years' time; likewise, which matters more, its upper management
ten years later, if (as is likely) it goes on displaying the same bias further up the ladder.

A 1990 survey of women quitting large companies, carried out by Wick, a Delaware
consultancy, found that only 7% wanted to stop working altogether. The rest planned to join other
firms, to work as freelance consultants, or to start their own businesses. When BP carried out a
similar exercise among graduate trainees recently, the leading reason women gave for going was not
marriage or motherhood, but dissatisfaction with their career prospects. At one Johnson & Johnson
unit, departing female managers complained that they had felt isolated from their male colleagues.

The real change in the way companies think about women managers will come when they
change the way they think about jobs.

Most women want to have children. Raising a family requires time off and shorter working
hours, for somebody, either husband or wife. To keep good women, firms need to find ways of giving
them those things, yet using them efficiently. That normally involves letting women with small
children work flexible hours, not requiring them to relocate or travel at a moment's notice, or even
letting them share their jobs with someone else.

In exchange, women may have to accept lower pay, or slower promotion, until they return to
full-time work. Such programmes have been dubbed 'mommy-tracks'.

Companies exist to make their shareholders money, not to engineer social change. Though
mommy-tracks are to firms' ultimate advantage, since they help keep good staff, in the short term
they will sometimes prove to be inconvenient and expensive. In the irritation of having to change
their ways, employers should not forget to take into account the costs of turnover among employees.
Part of the money spent training those who leave has gone down the drain. And back-of-the-envelope
calculation of the costs of replacing a manager of ten years' standing, earning $70,000, suggests that
the time it takes the new manager to get fully on top of the job is worth $25,000. If a replacement has
been sought from outside, headhunted fees, advertising and interviewing could double that.

Sisters, chief executives, your interests coincide. One day your identities might too.

Tema. MexnyHapOoIHbII MEHEHKMEHT.

Japanese Managers: Are They Really Better?

Japanese industrial success is based on a system for managing change that differs greatly from
the American way. That system is deeply rooted in a Japanese culture that fosters group cooperation
and regimentation instead of personal recognition and individualism. Such a disparity in culture
should make American manag—ers wary of trying to import the Japanese system as a total package.

The Japanese way of managing change, called Ringi, is a general process that is applied to
any change within an organization, whether it is in the technological, financial, or human resources
area. When an unfilled need, problem, new idea, or proposal surfaces from anywhere within the
organization, the originator presents it to his work team. Group members marshal and discuss all
relevant information pertaining to the idea, weigh its pros and cons, and arrive at a consensus.
Discussion is thorough, ensuring the consideration of all important dimensions and relevant
variables. Group members are encouraged to freely voice their opinions, evaluations, what-if
implications, and any technical, political, financial, or personal considerations. After a consensus is
reached, the decision is referred to the next group of involved individuals. Usually this means, that it
is referred upward in the hierarchy but, if the situation so demands, it may be referred laterally or
even down the organization. This ensures that all who will be affected or could make a further
contribution will have a chance to affect the final decision. Eventually, the original suggestion in its
revised condition reaches the top of the organization. At that point, the accountable executive usually
only endorses it and arranges for its implementation. By the time a final decision is made, everyone
affected is familiar with what transpired. Even if some doubts remain, the judgment of the larger
group prevails.

In contrast, when an executive in the typical American company makes a decision, it is
expected to cascade down the hierarchy to the troops. The decision originates with only one person



or, at most, a few individuals. Then it must be imposed on most of those who will be affected by it,
which is a source of discontent and inefficiency.

The basic shortcoming of the Ringi consultation approach is the amount of time it takes. Its
strength, however, is that commitment to decisions is strengthened, allowing for rapid and
cooperative implementation.

One consequence of the Ringi method is that direction changes are more likely to be right
than those made by the American system. While American changes are frequent and follow a zigzag
course, Japanese changes are slow and methodical and, thus, less likely to be in the wrong direction.
This is true in part because Ringi copes with a phenomenon known as Ashby's Law of Requisite
Variety. This law states that, to gain control over a system, a manager must be able to take as many
distinct actions or countermeasures as the system has variables.

For example, if a situation has 20 variables (whether they are 20 divisions, personalities,
problems, ideas, or programs), a manager must be able to control those 20 items plus any
subvariables or interactions that may emerge. With an American programmatic approach to handling
change, many variables will be overlooked in making decisions because the manager reaches the
limits of his ability to process new information. The Ringi process, on the other hand, uses more time
and people to process all of the relevant variables.

Tema. MuadopmaTuzanms MEHEPKMEHTA.

From a macroscopic point of view, informatization consists of government informatization,
trade informatization and enterprise informatization. Enterprise informatization runs through and
covers all aspects of the informatization of national economy and plays a basic and important role in
the informatization of national economy.

Modern enterprise is the main body of the market economy in China. The change of many of
the traditional enterprises to modern ones cannot indiscriminately copy a series of modern enterprise
principles or to practice corporative reform. The construction of informatization plays a very
important role when the Legend is developed into such a modern enterprise with the internationally
advanced management concepts and commercial mode.

First, with the application of large-scale application system such as ERP, CRM and SCM a
large-scale information platform to support business was not only established but also learn and find
out the management ideas and modes of the most advanced modern enterprise system through
cooperation with internationally advanced consulting companies and international manufactures.

Second, the construction of the Legend informatization system has forcefully raised the level
of norm and ability of enterprise management.

Third, informatization facilitates the continuous exploration in business area and the creation
of business mode.

According to the experience of our Legend enterprise informatization, the enterprise
informatization should include the following aspects:

a) the development of the enterprise network infrastructure, including the network
hardware platform construction and integration;

b) office work automation and staff self-service system;

C) enterprise commerce coordination system;

d) supply and logistic coordination system;

e) manufacturing coordination system;

f) technology development coordination system;
) management and decision supporting system;

h) customer service system.

The platforms that support these informatization systems include ERP, CRM, SCM, PLM,
CALL-CENTER, WEB, NOTES etc.

The construction of informatization brought us fruitful results in aspects like reducing cost,
improving efficiency and satisfaction of customers etc: average delivery time of Legend in 2000 is
reduced to 5.7 days from 12 days in 1996; turnover time of stocked merchandise is reduced to 19.2
days in 2000 from the 35 days in 1996; turnover time of the account receivable is reduced to 15 days
in 2000 from 23 days in 1996; average handling days of the order per person is advanced to 314 in



2000 from 13 in 1996; customer satisfaction index also gets an 30 % increase compared with that of
in 1996.

Tema. Crienuduka menemxmenta B CoennanennoM KoposneBctse u Mpnanauu.

If you plan to use an agenda, be sure to forward it to your British colleagues in sufficient time
for them to review it and recommend any changes.

Punctuality is important in business situations. In most cases, the people you are meeting will
be on time. Scots are extremely punctual. Call if you will be even 5 minutes later than agreed. Having
said that, punctuality is often a matter of personal style and emergencies do arise. If you are kept
waiting a few minutes, do not make an issue of it. Likewise, if you know that you will be late it is a
good idea to telephone and offer your apologies.

How meetings are conducted is often determined by the composition of people attending:

If everyone is at the same level, there is generally a free flow of ideas and opinions.

If there is a senior ranking person in the room, that person will do most of the speaking.

In general, meetings will be rather formal:

Meetings always have a clearly defined purpose, which may include an agenda.

There will be a brief amount of small talk before getting down to the business at hand.

If you make a presentation, avoid making exaggerated claims.

Make certain your presentation and any materials provided appear professional and well
thought out.

Be prepared to back up your claims with facts and figures. The British rely on facts, rather
than emotions, to make decisions.

Maintain eye contact and a few feet of personal space.

After a meeting, send a letter summarizing what was decided and the next steps to be taken.

Tema. Criennduka menemxkmenTa B Coennaennbix [lItatax Amepuku u Kanane.

Differences in management culture can have a big impact on employee and company
performance and a good understanding of cultural differences is imperative.

In the US, employees are delegated tasks which come with clear responsibilities and
instructions from their manager. Employees are held accountable for their performance in relation to
the tasks assigned to them.

Americans are direct and will always say what they mean, so as a manager you will also need
to get used to this style. They do not mean to insult with their directness; they just like to get to the
point and do not like to waste time. The business environment is generally fast-paced with the
emphasis on “getting the job done” and moving onto the next task. As mentioned previously,
business is not about getting to know the individual, it’s about the overall company and getting the
best deal.

Achievements and success within the job role are more important than seniority. Going the
extra mile above and beyond your everyday role, or using creativity to tackle an issue is something
which is very important in American business culture.

In a country that prides itself on its individualism, companies are organised and structured
with many different styles depending on the industry, the company's history and its current leaders.
In the United States, business relationships are formed between companies rather than between
people. Americans do business where they get the best deal and the best service. It is not important to
develop a personal relationship in order to establish a long and successful business relationship.

Americans prefer directness in communication. When Americans say "yes" or "no," they
mean exactly that.

When you are doing business in the United States, it’s important to be on time for meetings.
Arriving late is considered rude and disrespectful. Interaction and participation is important during
business meetings. If you are quiet and have nothing to say, this can be looked upon as you being
unprepared and not having anything to contribute.

Meeting deadlines is taken very seriously and missing agreed deadlines is seen as
irresponsible.



In Canada, the normal work day is 9am to 5pm, Monday to Friday. However, many people
prefer meetings in the morning to in the afternoon. The dress code for business is usually formal,
with suits and ties commonly expected.

Business communication in Canada is much as you would expect based on their national
values. Great store is set by allowing everyone to be free to express their own opinion, and decisions
will generally only be made once all facts and opinions have been taken into consideration. Both
positive and negative comments will be presented in a straight-forward way, and when
communicating through email or over the phone, keep communication brief and factual.

Punctuality is important in Canada. Being slightly late in a social context may be considered
acceptable, but in business being on time should be a priority.

When talking with Canadians, avoid referencing the USA or comparing your experience of
Canada to any experience you may have of the States. Canadians often feel that they are overlooked
by foreigners in favour of their more populous and more globally culturally dominant neighbours,
and by talking about the USA you risk irritating them.

Tema. Criennduka MmeHeKMEeHTa B ABCTpaniuu 1 HoBoit 3enanauu.

There are a number of factors to have in mind when you start managing Australian
employees.

As a manager, you should treat all of your employees with equal respect and consult them
when making any company decisions. The way companies work generally in Australia is that
everyone within the organisation has an important role to play and everyone is equally valued,
regardless of their position, job role or seniority. By the same token, employees would also expect to
be consulted regarding issues that concern them directly. There is no “micro-management” culture in
Australia and the emphasis is placed upon positivity, i.e. working together to achieve the common
goal by focusing on productivity and profits and the onus is on the individual to carry out their job in
a professional manner.

Business hours are 9am — 5pm, Monday to Friday. Australians are very straightforward and
direct when it comes to business and they don’t need to have a long standing relationship with you
before doing business. They don’t appreciate the “hard sell”. They appreciate modesty and factual
information, which is to the point and delivered by an approachable and friendly individual who
avoids self-importance. They have a tendency to underplay their own success so ensure that you
don’t jump to conclusions or make any initial judgements about them. Decision making can be a
slower process than what you are used to, as the business culture in Australia is collaborative and top
management like to consult with subordinates prior to making big decisions, so this takes time.
Patience in awaiting a decision is appreciated. They are very direct and not afraid of saying no, so
you will be sure to know where you stand!

There are a number of factors to have in mind when you start managing Australian
employees.

YCTHBII OITPOC

OcymectBute pepepupoBaHre TEKCTA.

Tema. FCHI[epHBIe ACIICKThI MCHCIKXMCHTA.

Women in Management

Though women make up over 40% of the western workforce, the firms they work for promote
very few of them far. In America and Britain alike, women hold about 2% of big-company board
seats. Where women do get to run big companies, it is not by climbing the ordinary corporate ladder.
The lone female chief executive of a Fortune 500 company, Marion Sandler, of Golden West
Financial, a Californian savings bank, shares the post with her husband. They bought the bank
together. Katharine Graham, chief executive of The Washington Post Company until taking the
chairmanship last year, inherited the firm from her father

Talented women are not the only losers when companies fail to hire them or later refuse them
promotion. Assuming that most women are potentially as good at filling executive jobs as most men
(quite a big if; we come to it later), 1 those companies are limiting their pool of available
management talent by around half. Of recent graduates, 52% in America and 44% in Europe are



women. The company that fails to recruit them now will find its pool of middle managers inferior to
that of a wiser employer in a few years' time; likewise, which matters more, its upper management
ten years later, if (as is likely) it goes on displaying the same bias further up the ladder.

A 1990 survey of women quitting large companies, carried out by Wick, a Delaware
consultancy, found that only 7% wanted to stop working altogether. The rest planned to join other
firms, to work as freelance consultants, or to start their own businesses. When BP carried out a
similar exercise among graduate trainees recently, the leading reason women gave for going was not
marriage or motherhood, but dissatisfaction with their career prospects. At one Johnson & Johnson
unit, departing female managers complained that they had felt isolated from their male colleagues.

The real change in the way companies think about women managers will come when they
change the way they think about jobs.

Most women want to have children. Raising a family requires time off and shorter working
hours, for somebody, either husband or wife. To keep good women, firms need to find ways of giving
them those things, yet using them efficiently. That normally involves letting women with small
children work flexible hours, not requiring them to relocate or travel at a moment's notice, or even
letting them share their jobs with someone else.

In exchange, women may have to accept lower pay, or slower promotion, until they return to
full-time work. Such programmes have been dubbed 'mommy-tracks'.

Companies exist to make their shareholders money, not to engineer social change. Though
mommy-tracks are to firms' ultimate advantage, since they help keep good staff, in the short term
they will sometimes prove to be inconvenient and expensive. In the irritation of having to change
their ways, employers should not forget to take into account the costs of turnover among employees.
Part of the money spent training those who leave has gone down the drain. And back-of-the-envelope
calculation of the costs of replacing a manager of ten years' standing, earning $70,000, suggests that
the time it takes the new manager to get fully on top of the job is worth $25,000. If a replacement has
been sought from outside, headhunted fees, advertising and interviewing could double that.

Sisters, chief executives, your interests coincide. One day your identities might too.

Tema. MexxnyHapOIHBI MEHEKMEHT.

Japanese Managers: Are They Really Better?

Japanese industrial success is based on a system for managing change that differs greatly from
the American way. That system is deeply rooted in a Japanese culture that fosters group cooperation
and regimentation instead of personal recognition and individualism. Such a disparity in culture
should make American manag—ers wary of trying to import the Japanese system as a total package.

The Japanese way of managing change, called Ringi, is a general process that is applied to
any change within an organization, whether it is in the technological, financial, or human resources
area. When an unfilled need, problem, new idea, or proposal surfaces from anywhere within the
organization, the originator presents it to his work team. Group members marshal and discuss all
relevant information pertaining to the idea, weigh its pros and cons, and arrive at a consensus.
Discussion is thorough, ensuring the consideration of all important dimensions and relevant
variables. Group members are encouraged to freely voice their opinions, evaluations, what-if
implications, and any technical, political, financial, or personal considerations. After a consensus is
reached, the decision is referred to the next group of involved individuals. Usually this means, that it
is referred upward in the hierarchy but, if the situation so demands, it may be referred laterally or
even down the organization. This ensures that all who will be affected or could make a further
contribution will have a chance to affect the final decision. Eventually, the original suggestion in its
revised condition reaches the top of the organization. At that point, the accountable executive usually
only endorses it and arranges for its implementation. By the time a final decision is made, everyone
affected is familiar with what transpired. Even if some doubts remain, the judgment of the larger
group prevails.

In contrast, when an executive in the typical American company makes a decision, it is
expected to cascade down the hierarchy to the troops. The decision originates with only one person
or, at most, a few individuals. Then it must be imposed on most of those who will be affected by it,
which is a source of discontent and inefficiency.



The basic shortcoming of the Ringi consultation approach is the amount of time it takes. Its
strength, however, is that commitment to decisions is strengthened, allowing for rapid and
cooperative implementation.

One consequence of the Ringi method is that direction changes are more likely to be right
than those made by the American system. While American changes are frequent and follow a zigzag
course, Japanese changes are slow and methodical and, thus, less likely to be in the wrong direction.
This is true in part because Ringi copes with a phenomenon known as Ashby's Law of Requisite
Variety. This law states that, to gain control over a system, a manager must be able to take as many
distinct actions or countermeasures as the system has variables.

For example, if a situation has 20 variables (whether they are 20 divisions, personalities,
problems, ideas, or programs), a manager must be able to control those 20 items plus any
subvariables or interactions that may emerge. With an American programmatic approach to handling
change, many variables will be overlooked in making decisions because the manager reaches the
limits of his ability to process new information. The Ringi process, on the other hand, uses more time
and people to process all of the relevant variables.

Tema. MuadopmaTnzanms MEHEPKMEHTA.

From a macroscopic point of view, informatization consists of government informatization,
trade informatization and enterprise informatization. Enterprise informatization runs through and
covers all aspects of the informatization of national economy and plays a basic and important role in
the informatization of national economy.

Modern enterprise is the main body of the market economy in China. The change of many of
the traditional enterprises to modern ones cannot indiscriminately copy a series of modern enterprise
principles or to practice corporative reform. The construction of informatization plays a very
important role when the Legend is developed into such a modern enterprise with the internationally
advanced management concepts and commercial mode.

First, with the application of large-scale application system such as ERP, CRM and SCM a
large-scale information platform to support business was not only established but also learn and find
out the management ideas and modes of the most advanced modern enterprise system through
cooperation with internationally advanced consulting companies and international manufactures.

Second, the construction of the Legend informatization system has forcefully raised the level
of norm and ability of enterprise management.

Third, informatization facilitates the continuous exploration in business area and the creation
of business mode.

According to the experience of our Legend enterprise informatization, the enterprise
informatization should include the following aspects:

a) the development of the enterprise network infrastructure, including the network
hardware platform construction and integration;

b) office work automation and staff self-service system;

C) enterprise commerce coordination system;

d) supply and logistic coordination system;

e) manufacturing coordination system;

f) technology development coordination system;
) management and decision supporting system;

h) customer service system.

The platforms that support these informatization systems include ERP, CRM, SCM, PLM,
CALL-CENTER, WEB, NOTES etc.

The construction of informatization brought us fruitful results in aspects like reducing cost,
improving efficiency and satisfaction of customers etc: average delivery time of Legend in 2000 is
reduced to 5.7 days from 12 days in 1996; turnover time of stocked merchandise is reduced to 19.2
days in 2000 from the 35 days in 1996; turnover time of the account receivable is reduced to 15 days
in 2000 from 23 days in 1996; average handling days of the order per person is advanced to 314 in
2000 from 13 in 1996; customer satisfaction index also gets an 30 % increase compared with that of
in 1996.



Tewma. Criennduka menemxmenta B CoennaennoM Koponesctse u Upnanauu.

If you plan to use an agenda, be sure to forward it to your British colleagues in sufficient time
for them to review it and recommend any changes.

Punctuality is important in business situations. In most cases, the people you are meeting will
be on time. Scots are extremely punctual. Call if you will be even 5 minutes later than agreed. Having
said that, punctuality is often a matter of personal style and emergencies do arise. If you are kept
waiting a few minutes, do not make an issue of it. Likewise, if you know that you will be late it is a
good idea to telephone and offer your apologies.

How meetings are conducted is often determined by the composition of people attending:

If everyone is at the same level, there is generally a free flow of ideas and opinions.

If there is a senior ranking person in the room, that person will do most of the speaking.

In general, meetings will be rather formal:

Meetings always have a clearly defined purpose, which may include an agenda.

There will be a brief amount of small talk before getting down to the business at hand.

If you make a presentation, avoid making exaggerated claims.

Make certain your presentation and any materials provided appear professional and well
thought out.

Be prepared to back up your claims with facts and figures. The British rely on facts, rather
than emotions, to make decisions.

Maintain eye contact and a few feet of personal space.

After a meeting, send a letter summarizing what was decided and the next steps to be taken.

Tema. Criennduka menemxkmenTa B Coennaennbix [lItatax Amepuku u Kanane.

Differences in management culture can have a big impact on employee and company
performance and a good understanding of cultural differences is imperative.

In the US, employees are delegated tasks which come with clear responsibilities and
instructions from their manager. Employees are held accountable for their performance in relation to
the tasks assigned to them.

Americans are direct and will always say what they mean, so as a manager you will also need
to get used to this style. They do not mean to insult with their directness; they just like to get to the
point and do not like to waste time. The business environment is generally fast-paced with the
emphasis on “getting the job done” and moving onto the next task. As mentioned previously,
business is not about getting to know the individual, it’s about the overall company and getting the
best deal.

Achievements and success within the job role are more important than seniority. Going the
extra mile above and beyond your everyday role, or using creativity to tackle an issue is something
which is very important in American business culture.

In a country that prides itself on its individualism, companies are organised and structured
with many different styles depending on the industry, the company's history and its current leaders.
In the United States, business relationships are formed between companies rather than between
people. Americans do business where they get the best deal and the best service. It is not important to
develop a personal relationship in order to establish a long and successful business relationship.

Americans prefer directness in communication. When Americans say "yes" or "no," they
mean exactly that.

When you are doing business in the United States, it’s important to be on time for meetings.
Arriving late is considered rude and disrespectful. Interaction and participation is important during
business meetings. If you are quiet and have nothing to say, this can be looked upon as you being
unprepared and not having anything to contribute.

Meeting deadlines is taken very seriously and missing agreed deadlines is seen as
irresponsible.

In Canada, the normal work day is 9am to 5pm, Monday to Friday. However, many people
prefer meetings in the morning to in the afternoon. The dress code for business is usually formal,
with suits and ties commonly expected.



Business communication in Canada is much as you would expect based on their national
values. Great store is set by allowing everyone to be free to express their own opinion, and decisions
will generally only be made once all facts and opinions have been taken into consideration. Both
positive and negative comments will be presented in a straight-forward way, and when
communicating through email or over the phone, keep communication brief and factual.

Punctuality is important in Canada. Being slightly late in a social context may be considered
acceptable, but in business being on time should be a priority.

When talking with Canadians, avoid referencing the USA or comparing your experience of
Canada to any experience you may have of the States. Canadians often feel that they are overlooked
by foreigners in favour of their more populous and more globally culturally dominant neighbours,
and by talking about the USA you risk irritating them.

Tema. Cneunduka meHexmenTa B ABctpanuu U Hooii 3enannuu.

There are a number of factors to have in mind when you start managing Australian
employees.

As a manager, you should treat all of your employees with equal respect and consult them
when making any company decisions. The way companies work generally in Australia is that
everyone within the organisation has an important role to play and everyone is equally valued,
regardless of their position, job role or seniority. By the same token, employees would also expect to
be consulted regarding issues that concern them directly. There is no “micro-management” culture in
Australia and the emphasis is placed upon positivity, i.e. working together to achieve the common
goal by focusing on productivity and profits and the onus is on the individual to carry out their job in
a professional manner.

Business hours are 9am — 5pm, Monday to Friday. Australians are very straightforward and
direct when it comes to business and they don’t need to have a long standing relationship with you
before doing business. They don’t appreciate the “hard sell”. They appreciate modesty and factual
information, which is to the point and delivered by an approachable and friendly individual who
avoids self-importance. They have a tendency to underplay their own success so ensure that you
don’t jump to conclusions or make any initial judgements about them. Decision making can be a
slower process than what you are used to, as the business culture in Australia is collaborative and top
management like to consult with subordinates prior to making big decisions, so this takes time.
Patience in awaiting a decision is appreciated. They are very direct and not afraid of saying no, so
you will be sure to know where you stand!

There are a number of factors to have in mind when you start managing Australian
employees.

MeToauuecKkue MaTepHuaJibl, XapaKTCPU3YIOIIUE NNPOLUHCAYPbI OLICHUBAHUA

5 CEMECTP

[IpomexyTouHas arrecraius (3a4er)

3adeTr MpoOBOAMUTCS B JABYX (hOopMax B COOTBETCTBHH C KOHTPOJIHPYEMBIMH pe3yJbTaTaMu
o0Opa3oBaHHUs:

1) anextponnas ¢popma — tectupoanue B MOIT MOODLE (YK-4. brok 1 — 3HaTh);

NuauBuayanbHelii TecT GOpMUPYETCS B aBTOMAaTHYECKOM pEKHUME Ha OCHOBE THUIIOBBIX
3aJaHuH.

2) yctHas (hopma — YCTHBIN niepeBoJ1, ycTHoe pedepupoBanue (YK-4. biaok 2 — ymeTs).

TeMbl, BRIHOCHMEIC Ha 3a4€T

1. 'eniepHbBIE aCTIEKThl MEHEIKMEHTA.

2. MexnyHapoIHbII MEHEKMEHT.

3. Uudopmartuzaius MEHEKMEHTA.

4. Crneruduka menemxmenta B Coenunennom Koponescrse u Upnanauu.
5. Cnenuduka meHemxkmenTa B CoenuHeHHbIX [lITarax Amepuku u Kanaze.
6. Cnienuduxa meHemxMenTa B ABctpanuu U HoBoit 3enanauu.



OLIEHMBAHMUE PE3VYJIbTATOB

biok 1 — 3nanusg — 10 0amwioB
Biiok 2 — YMmenus — 30 0amuoB

MaxkcumanbsHasi cymMmMa 06ayuioB, Habupaemasi CTYACHTOM Io JucuuiuiiHe pasHa 100.

Ornenka | OueHka 1o 1Kajie
B

Oaiuax

Oo0ocHOBaHue

Yposenw
chopmuposannocmu
KomnemeHnuuil

bonee «OTnnyHO»

80

CopepxaHue Kypca OCBOCHO
MOJTHOCTHI0, 0€3 MpoOeIIioB,
HEOOXOIMMBIC TIPAKTUUCCKUE HABBIKU
pabOThI C OCBOCHHBIM MaTEPHAJIOM
chopMHpOBaHEI, BCE
IPEYCMOTPEHHBIC IPOTPAMMOi
o0y4ueHHst yueOHbIE 3aJaHHs
BBIIIOJIHEHBI, KAYECTBO UX BBIMOJIHCHUS
OI[EHEHO YHCJIOM 0ajIoB, OJIM3KUM K
MaKCHUMaJIbHOMY

Buvicoxuii yposens

66-80 | «Xopormo»

Copneprxanue Kypca OCBOCHO
MIOJIHOCTHIO, 0€3 MPOOEsIoB, HEKOTOPHIE
NPaKTHYECKHE HABBIKH PabOTHI C
OCBOCHHBIM MaTepUaAJIOM
c(OpMHUPOBaHBI HEIOCTATOYHO, BCE
IPEIyCMOTPEHHBIE TPOTPAMMOi
o0OydeHus yueOHbIe 3aaHus
BBINOJIHEHBI, KAYECTBO BBIMOJIHEHUS HU
OJIHOTO U3 HUX HE OLICHEHO
MUHHMAaJIHHBIM YUCIIOM 0aJlIOoB,
HEKOTOPbIE BUbI 33/1aHU BBITIOJTHEHBI
C oIMOKaMu

IIpoosunymutii
ypoeeHb

50-65 | «Y10BIETBOPHUTEIBHOY

Coneprxanue Kypca OCBOCHO
JaCTHU4YHO, HO HpO6€J’II>I HE HOCAT
CYILLIECTBEHHOI'O XapaKTepa,
H€06XOI[I/IMBI€ IMPAKTUYICCKNUEC HABBIKN
paboThI ¢ OCBOCHHBIM MaTEPUAJIOM B
OCHOBHOM C()OPMHUPOBAHBI,
OOJIBLIIMHCTBO MPEyCMOTPEHHBIX
porpaMMoil 00yueHus y4eOHbIX
3aJJaHUH BBIIIOJIHEHO, HEKOTOPBIE U3
BBIITOJIHEHHEIX 3aJJaHUM, BO3MOKHO,
coJiepxat OIMOKH

Ilopozoeviit yposens

Memnee
50

((Hey,Z[OBHCTBOpI/ITCJIBHO»

ConepxxaHue Kypca HE OCBOEHO,
HCO6X0}II/IMBIC IMPAKTUYICCKHUE HABBIKU
paboThl HEe CPOPMUPOBAHBI,
BBIIIOJIHEHHBIC y‘-Ie6HBIe 3aJaHus
cojJiepxar rpyobie OIOKH

Komnemenyuu ne
cghopmuposanui

3. 3aganus B TecTOBOI (popMe MO TUCHUIINHE

[Ipumeps! 3ananuit:

[IpounTaiiTe TEKCT 1 BBIOEPUTE MOIXOIAIICE HA3BaHUE.




The leadership style a manager adopts depends as much on personal goals and needs as on
those of the subordinates involved. The general work environment also influences that style. While
three basic styles can be isolated (i.e. autocratic, democratic and laissez faire), effective managerial
performance generally reflects a mix-choosing the right approach for each situation.

Work environment

Personal goals

Effective management

Leadership style

[Ipumep 3a1aHKsT OTKPHITOTO THIIA.
Broumure OOHO NOAXOAAIICC IO CMBICITY CJIOBO IJI JaHHBIX Hp@,[[JIO)KCHHfI.
is the control and organizing of a business or other organization.
Line Is those managers in an organization who are responsible for the
main activity or product of the organization.
style is the way in which and the methods someone uses in managing a

company, business, etc.

ITomubmin MEPEUCHb TCCTOBLIX SaHaHI/Iﬁ C YKa3aHUCM IIPABUJIbHBIX OTBETOB, PA3MCIICH B Oanke
BONPOCOB  Ha  HMH(OPMAIIMOHHO-00pa30BaTeIbHOM  TOpTaje€  HMHCTUTYTa IO  CCBUIKE
https://www.mivlgu.ru/iop/question/edit.php?courseid=876

OHGHKa PACCUUTBIBACTCA KaK IMPOLCHT IMPABUJIBHO BBIITOJIHCHHBIX TCCTOBBIX 3aI[aHHfI N3 ux
o01ero umucnia.



