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BBEJAEHHUE

B nacrosiiee Bpemsi nHpopMaTuzaius oOIIECTBa MPEIbIBISET BBICO-
Kue TpeOOBaHUSA K YPOBHIO MH(DOPMAIIMOHHON KOMIIETEHTHOCTU CIEIUaIu-
CTOB BceX c(ep JeATeNbHOCTH, B TOM YHUCIE€ SKOHOMUYECKOW, U OJHUM M3
OCHOBHBIX YMEHHUM, JeXKallMX B OCHOBE 000 mpodeccuoHalbHOU Jes-
TEJILHOCTH, SIBJIAETCSI YMEHUE pad0TaTh C HAYYHOU M MyOIUIIMCTUYECKOM JTH-
TEepaTypoil Ha MHOCTPAHHOM si3blKe. CIEeMaIuCT CEroJIHs JOKeH oOpalda-
TBIBATh OOJIBIINE 00BEMBI MTPO(HECCUOHATBHON UHOSI3BIYHOU (AHTIOSI3BIYHOMN )
uHpopmaruu.

OO0s3aTeNIbHBIM KOMIIOHEHTOM OOYY€HHUs B BY3€ SBISIETCA H3yUYCHUE
MHOCTPAHHOTO sA3bIKa. OCHOBHAS 11€JIb TOTO U3YUYEHHUSI HAMpaBJICHA HA Jajlb-
Hellllee COBEPIICHCTBOBaHUE MPO(ECCUOHATPHON KOMMYHHKAIIMM HAa WHO-
CTPAaHHOM SI3bIKE, TO €CTh MHOTOCTOPOHHSISI MMOATOTOBKA CTYJIEHTOB K BBICO-
KOIPpO(eCCHOHATBLHOMY YUYaCTHUIO B HAYYHOU JEATEILHOCTH, B TOM YHUCIE U
MexTyHapoaHOo. CTyJIeHT JOJDKEH JIEMOHCTPUPOBATh YMEHHE pedepupoBa-
HUSI UHOSI3BIYHOTO TEKCTa W BeJACHUsA Oecelbl M0 TeMaM, CBS3aHHBIM C €Tr0
npodecCuoHaNIbHOM AESTEILHOCTBIO, TO €CTh MOKa3aTh BIaJeHUE HEOOXO0I1-
MBIM U JOCTATOYHBIM YPOBHEM KOMMYHUKATHUBHON KOMIETEHIIMU JIs pellie-
HUS COIMAJIBHO-KOMMYHUKATUBHBIX 3a/1a4 B 00JIaCTsIX KYyJbTYpPHOH, mpodec-
CHUOHAJILHOW U HAy4YHOU JIeATeNbHOCTU. BiajieHne HHOCTpaHHBIM SI3bIKOM HE
JIOJKHO CBOJIUTHCS K 3aIIOMUHAHUIO SI3bIKOBBIX €IMHUI] U YCBOCHHIO MPABUII
ux coueranusi. CTyJeHTaM HEOOXOJIMMBI HE MPOCTO SI3bIKOBBIE 3HAHUSA, OHU
JIOJKHBI BJIQJIETh OMNPEJCICHHBIMU MPUEMaMU Pa0OThl ¢ MHOSA3BIYHBIM TEK-
CTOM, KOTOpbIE MO3BOJIAIOT Haubosnee A(PEGEKTUBHO H3BIECKATh OCHOBHYIO
uH(dOpMaIKIO U3 3apyOeKHBIX UCTOUHUKOB M UCIIOJIB30BATh €€ B JlalbHEM-
el 1esITeNbHOCTH.

O0BbeM COUMOKYJIBTYPHBIX U (DOHOBBIX 3HAHUM CIEIMATUCTA 3aBUCHUT
OT YpPOBHS €ro MH()OPMAIIMOHHON KYJIbTYphl U MPO(EeCcCCUOHATBHON KOMIIe-
teHuuu. HpopmalmoHHas KyJabTypa ONpeaeseTcsl Kak «KOMIOHEHT 001en
KYJBTYpbI JINYHOCTH, OOIIECTBA WJIM OMPENEICHHON €ro 4acTH, MPOSIBISIO-
IIUICS BO BCEX BO3MOXHBIX BUJIaX pabOThl ¢ HH(popmalnuen (moiaydeHue,
HAKOIUIEHUE, KOJIUPOBAHUE, NepepadOoTKa, CO3/1aHUE HA A3TOM OCHOBE Kauye-



CTBEHHO HOBOW MH(pOpMAIMH, €€ TPAHCIALUA, MPAKTUIECKOE HCIOIb30Ba-
Hue)» [27, 164].

Pabotast ¢ Hay4HOU SKOHOMUYECKOU JINTEPATYPON HA aHTTIUUCKOM SI3bI-
K€, He0OOX0AMMO HE TOJBKO OBICTPO U 0€301IMO0YHO OPUEHTHUPOBATHCA B CO-
Jep>KaHUM, HO U OBJIaJIEThb MCKYCCTBOM HH(OPMAIMOHHOW 0OpaOOTKH TEK-
CTOB PKOHOMHYECKOM U (pHAHCOBOM Chephl.

[lenbro 06paboTKH TeKcTa (pedeprupoBaHus) SABISCTCS U3BICUYCHHUE TI0-
JIE3HOW W IIEHHOW MHQOpPMAIMU 10 KOHKPETHONW SKOHOMHYECKOU Mpobdiema-
THKE, TIepeada CoAepKaHus B MOAPoOHON (opme B 3aBUCUMOCTH OT Tpak-
TUYECKOMN IEHHOCTH HH(OPMAILIMK U HYX]T €€ TaJIbHEHIIIEr0 UCTI0JIb30BAHUSL.

Bce marepuaisl, 3a1€ICTBOBAaHHBIE B CYIIECTBYIOIIEM ITOTOKE HAYYHOU
HPKOHOMUYECKON U (PUHAHCOBOM MH(DOpMAIMU, MOAPA3ACIAIOTCI Ha MEPBUY-
HbIE U BTOpHUYHbIC. [lepBUUHBIE MAaTEpHabl SBJISIOTCS UCTOYHUKOM HCXOM-
HOM MHpOpMALUM, MpeAHA3HAYEHHOUN JUisl €€ mepenadyr Ha JPYroM SI3bIKE:
CTaTbl B HWHOCTPAHHBIX MMEPUOJAUYECKUX M MNPOAOJDKAIOMIMNXCS H3NAHUSIX;
CrielMagbHble MyOauKauu (MHCTPYKIMU U METOJIMYECKUE PYKOBOJCTBA, OT-
pacieBble CIPABOYHUKHU U T. JI.) MaTepualibl HayYHBIX KOHTPECCOB, KOH(e-
PEHIMIA, CUMIIO3UYMOB U T. IL.; TUCCEPTALUU U JIP.

B 3aBUCHMOCTH OT MPAKTUYECKON IIEHHOCTH YIKOHOMHUYECKON U (pUHAH-
COBOM MH(pOpMAIIMKM U 1IeJIed UCIOIb30BaHUSI UCTOYHUKOB OCHOBHBIMU BH-
JaMy MepepadOTKM MHOCTPAHHBIX MEYaTHBIX M3JAHUU SBISIOTCS: COCTaBJe-
Hue OnbnmuorpauuecKkrux ONMMCaHW; aHHOTUPOBaHUE, peepupoBaHue, HayU-
HBII IEPEBO/T; COCTABJICHUE 0030POB MO OMPEICIICHHON TEMATHKE.

B nanHoM nocoOun OyAyT pacCMOTPEHBI CYIIHOCTh U CTPYKTypa Mpo-
necca pedepuposanus (rendering)' 5KOHOMUUYECKUX CTaTell HA AHIIIMECKOM
A3bIKE, KOTOPOE 3aKJIF0YAETCS B MAKCUMAJIBHOM COKpalleHuu 00bemMa UCTOU-
HUKa UHGOPMALIMK TIPU CYILIECTBEHHOM COXPAaHEHUHU €r0 OCHOBHOTO COJIEp-
KAHUS.

Jlnamna3oH ucnosbp30BaHus pedepaToB, OCHOBHBIM Ha3HAYEHHUEM KOTOPBIX
SBJIIETCS ONEPATUBHOE PACTIPOCTPAHEHHUE SKOHOMUYECKON MH(DOpMAIK, Ype3-
BBIYANHO MIUPOK. SABJSIsICH HAMOOJIEE SKOHOMHBIM CPEJCTBOM O3HAKOMJICHUSI
C MaTepualioM NEPBOMCTOYHHKA, JAHHBIE BUIbl BTOPUYHBIX TEKCTOB IPH-
MEHAIOTCS B MHGOPMAIIMOHHOM OOECMEUEHUN Hay4YHO-UCCIIET0BATEIbCKUX

! IlepeBoa 3aech u ganee Mo — 3.C.



pabot, yueOHOTO MpoIecca, BHICTYNAIOT CPEACTBOM 0OMeHa HH(pOopMaIIUell B
MEXIYHAPOAHOM MacITale.

Pa3BuTtue ymeHuii cokpamieHHo! 3anucu HHGOpMaIU OPUTHHATBLHOTO
TEKCTa SBJISIETCS BAXHOM 3a7adeil 00yueHHs WHOCTPAaHHOMY SI3BIKY B BY3e€.
CTyAeHTbI MONBb3YIOTC KOMMYHUKATUBHO-3HAYMMOW MUCHbMEHHOM PEeUbl0 Kak
B Ipolecce oOyyeHus (MOJrOTOBKA JOKIAJ0B U BBICTYIICHUM, HAalTMCAHUE
cTatei, paboTa Haj JuccepTaiueii), Tak U B CBOEH mocienyriei npodec-
CUOHAJIBHOM JeATEIbHOCTH. Bpemsi, BbleNseMoe Ha CaMOCTOSITENbHYIO pa-
00Ty, MO3BOJIAET aclupanTaMm (HOPMUPOBATH HABBIKA YCTHOTO U MUCHMEHHO-
ro peepupoBaHusi, KOTOPbIE CTAHOBSITCS HEOOXOUMBIMH.

JlaHHO€ TmocOoOMe MpeHa3HAYEHO JIJIsl CTYJACHTOB BY30B, MPEMO/iaBa-
TeJed, BEIyNIMX NPAKTUYECKHE 3aHSITHS IO TaKUM JUCUUIUIMHAM, KakK
«MHocTpaHHbIf s13bIK», «HOCTpaHHBIM $3BIK 711 MPO(ECCHOHATBHOIO
oOmenus», «PedepupoBanue 1 aHHOTUPOBAHUEY.

Lenp yueOHOro nocodust — chopMUpOBaATh y CTYJEHTOB HaBBIKH CTPYK-
TypPHO-CEMaHTHUYECKOW KOMIIpecCuu WH(MOpMalMU, U3BJIEKaeMOU U3 IKOHO-
MHUYECKHX TEKCTOB, C YYETOM XapakTepa MpOoIECcCOB, JIEKAIUX B OCHOBE pe-
dbepupoBaHUs, a TaKK€ KOMMYHUKATUBHBIX 3aJ]ay, CTOSIIUX IMEepe] BTOpPUY-
HBIM TEKCTOM.

3aiaun JaHHOTO TOCOOUS:

1) o3HAaKOMHTH CTYACHTOB C cojJiepkKaHUEM MNpodecCHOHANbHON es-
TEJILHOCTH pedepeHTa, ero NOHKHOCTHBIMU OO0S3aHHOCTSIMU U, B COOTBET-
CTBHUHM C 3TUM JIaTh MPEJCTABICHUE O peeprupoBaHUM KaK 0COOOM BHUJE aHa-
JUTUYECKOU JEeSATEIbHOCTH;

2) 03HAKOMUTH CTYJICHTOB C CUCTEMOU MOHITUNA U TEPMUHOB, KOTOPHIC
UCIIONB3YIOTCS B IIpoiiecce peepupoBaHusi;

3) naTh mpencTaBlieHUE O aCIIEKTHOM MeToje pedepupoBaHus U Mpak-
TUYECKHX MpoIleaypax cocTaBlieHus pedepara;

4) chopMHUpoBaTh HABBIKM OCMBICIEHHOTO BOCHPHUATHS, YCTPAHECHHUS
U30BITOYHOCTH U OCYIIECTBIICHUS! CMBICIOBOM KOMIIPECCUU TEKCTA;

5) TeopeTUYEeCKu U3YUUTh U MPAKTUYECKU OBJIAJIETh MHOTOCTYIICHYA-
TOM TEXHUKOUN pedeprupOBaHUS CTATEH.

B mocoOum mpeanaraeTcss Kak TEOPETHUECKUM, TaK U MPAKTUYECKUM
MaTtepual, coepKaiuil o0s3aTenbHble TpeOoBaHUs K pedeprupoBaHUIO MIPO-
YUTAaHHOW OPUTHMHAIBHOM JIUTEpaType MO CHENUaTbHOCTH.
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[IpencraBieHHbIE TEKCTHI CTaTEN CITy>KaT OCHOBOM I (popMHUpOBaHUS
CJIOBAapHOTO 3amaca CHelHaibHON (3KOHOMUYECKOW U (DUHAHCOBOM) JIEKCUKH
Y HaBBIKOB MEPEBO/Ia CIICIMAIBHBIX (IKOHOMUYECKUX U (DMHAHCOBBIX ) TEKCTOB.

JIiist caMOnpOBEPKH OCBOSHHOTO MaTepHalia IpeIararoTcsl JISKCHUECKHe
YIIPaXHEHUS, BOMPOCHI M MpaKkTHUeCcKue 3anaHus. MToroBoit ¢opmoil KOH-
TPOJIs SABJSETCSA pedeprupoBaHre MPEACTABICHHBIX CTaTEH COTJIACHO MOJICIIH.



Paszngea 1
OCHOBHBIE ACIIEKTHI PEOEPUPOBAHUS CTATEN

Baxxnelmmm MCTOYHMKOM HaydyHOM MH(pOpPMAIMHU U CPEJICTBOM Iepe-
Jlayy €€ B MPOCTPAHCTBE U BPEMEHU CITY>KUT HAYYHBIN JOKYMEHT.

[To ¢opme cTaThu U3 HAYYHBIX HIKOHOMHUYECKUX >KYPHAJIOB U Ta3eT, a
TaKX€ U3 MHTEPHET-CAUTOB OTHOCATCA K NMHUCbMEHHBIM HAy4YHBIM JIOKYMEH-
TaM. OHU MOTYT OBbITh IEPBUYHBIMU 1 BTOPUYHBIMHU.

Pedepar oTHOCUTCSI K BTOPUYHBIM JIOKYMEHTAJIbHBIM HUCTOYHUKAM Hay4-
HOUW UHpOpMALIUKU. DTO TOT JOKYMEHT, KOTOPBIA COOOIIAET CBEJCHHUS O Tep-
BUYHBIX JOKYMEHTAX.

Ha ocHOBE MCHONB30BaHUSI BTOPUYHBIX JTOKYMEHTOB KOMIUIEKTYHOTCS
uH(pOpMaTUBHBIEC U3IaHUs, pedepaTUBHBIE KYyPHAJIbI, CIIPABOYHAS TUTEPATY-
pa, Hay4HbIE IEPEBOABI U T. 1. PedepaTsl COCTABISIOT OCHOBHOE COAEPIKaHNE
pedepaTUBHBIX KYpPHAJIOB.

Pedepar — 310 TEKCT, MOCTPOEHHBIM HA OCHOBE CMBICIIOBOM KOMIIpEC-
CUU NEPBOMCTOYHHKA C LEJBIO MEpEeJay €ro INIaBHOrO cojepxaHusa. Mare-
puan B pedepare u3naraercs ¢ MO3UIMI aBTOpa UCXOIHOIO TEKCTa U HE CO-
JNEPHKUT HUKAKUX DJIEMEHTOB UHTEPIPETALIUU WU OLIEHKHU.

JlaHHBIE TUHTBUCTUKHA TE€KCTA, IICUXOJIOTUU U TICUXOJMHIBUCTUKU CBH-
JETENLCTBYIOT O TOM, UTO (hOpMUpOBaHHE U (PUKCAIIMS TIABHOTO COJIEpHKa-
HUSI TIPOYUTAHHOTO COCTAaBIAIOT CyTh pedepupoBanus. CieqoBaTenbHO, pe-
dbepupoBanue o6saiaeT OOIBIIUM O0YYAIOIIUM U KOHTPOJUPYIOUIUM MOTEH-
AAJIOM.

Kpome akTuBH3a1M HABBIKOB Pa3IMYHBIX BUJIOB UYTEHHUS, JEUCTBUS TI0
CMBICJIOBOMY CBEPTHIBAHUIO TEKCTa OCHOBAHBI HA CEMAHTHUECKUX OMEpAIUsX,
KOTOpPbIE€ CIOCOOCTBYIOT MOTUBUPOBAHHOMY YCBOEHHUIO MHOSI3BIYHOTO MaTe-
puana B mpoliecce MPUMEHEHHMs MPaBUII MOCTPOCHUSI HEOOXOIUMBIX S3BIKO-
BBIX CTPYKTYp U MPEOJOJCHUSI BO3HUKAIOIIUX MPU ITOM JIEKCUKO-TpaMMaTH-
YECKUX TPYAHOCTEM.

OOyueHne pedepupoBaHHMIO Kak MeEToaMuYecKas MpodiieMa HE HOBA.
OnHa akTUBHO cTaja pa3padarbiBaThes eiie B 70-80-X rogax MpoOILIOro CTO-
nerus. IIpenogasarensm xopoino usBectHsl uMeHa JI.H. baxtunon, /1./1. Bo-
ponunoi, B.B. JloOpoBonbsckoii, A.H. bapeikunoii, H.M. JlapuoxuHoi,



3.A. ®enorosoii, H.W. KonecHukoBol u ap. AKTyaJIbHOCTb €€ HE CHUMAETCS
U CEroJiHs, HECMOTPSI Ha HaJU4YUE TECOPETHUUYECKUX Pa3pabOTOK M U3JaHHBIX
OCOOUH.

PedepupoBanue mnpencraBisieT coOOW pelenTUBHO-PENPOAYKTUBHYIO
nesTenbHOCTh. Ha mepBom 3Tame mpuema MHGPOpPMALIMKM peyeBble ACHCTBUSA
aCMHUPAHTOB JIOJDKHBI OBITh HANPaBJICHbl HAa JIEKOJAUPOBAHUE WHOS3BIYHOTO
TEKCTA.

BTtopoii aTam cocTouT B CMBICTIOBOM TiepepadboTke nHpopmaiuu. Kak
NPOJyKTUBHAS ACSATENBHOCTh pedeprupoBaHue CIIOCOOCTBYET Pa3BUTHIO JIO-
TUYHOCTU M3JIOKEHUSI MaTepuaia U (OpMUPYET BECh HEOOXOJIUMBIM KOM-
TJIEKC PEYEBBIX HABBIKOB U YMEHHI.

N3Bneuenne nHpopManuu U3 1EI0ro TeKCcTa npu ooyuenun pedepupo-
BaHUIO CBSI3aHO C TAKUM IOJIXOJIOM B SI3bIKO3HAHUHU, KaK 00pabOTKa TeKCTa, a
MMEHHO rpaMMaTHKa TeKCTa (Ha3blBaeMmasi TAaK)KE€ CUMHTAKCUCOM TEKCTa WJIU
JUHTBUCTUKOM TEKCTa), 00BEKTOM HM3y4YEHUS KOTOPOM SIBJISIIOTCS HE CTPYK-
TYPHBIE CXEMBI CIIOBOCOYETAHUS, IPOCTOTO U CIIOAKHOTO MPEII0KEHHUS, CIOK-
HOT'O CHHTAKCHYECKOTO ILIEJIOr0, a pa3juyHOTO poJa BBICKA3bIBAHUS, CBSI3aH-
HBIC C CUTYyaIllUEH PEUU, a TAKKE CTPOCHUE TEKCTA, BHIXOIAIIETO 3a MPEACIIbI
CJIOKHOTO CHHTaKCHUYECKOr0 1eJIoro. MeTOAMYECKH TPaMOTHOE OOYyuYeHHE
YTEHUIO B HACTOSAIIEE BPEMS MPEANOJIAraeT 3HAKOMCTBO CO CTPYKTYpOM Iie-
JIOTO TE€KCTA U COCTABIISIFOLINUX €0 €ANHULL.

Utenue — 310 cnenuduueckas hopma sI3bIKOBOTO OOIIEHUS JIOJIEH T10-
CPEACTBOM IEUYATHBIX WJIM PYKOIMHUCHBIX TEKCTOB, OJHA U3 OCHOBHBIX (opMm
OTIOCPEIOBAHHON KOMMYHHKAIINH, TIEPBUYHAS 00pabOTKa MUCHbMEHHON HHMOP-
maiu. B 3aBUCHUMOCTH OT 11€J1d YTeHHUEe ObIBAET: MPOCMOTPOBBIM, O3HAKOMH-
TEJIbHBIM, U3yYaOIIUM 1 TOUCKOBBIM.

[Ipu npocmomposom dTeHUU MPEXKIE BCETO ONpEENsaeTcsl K Kakoil 00-
JIACTH TIO3HAHUW OTHOCHUTCS JlaHHas MH(opMalus U OTOMpaeTcs WHTEpecy-
roiuid Matepuai. [IoTom 1o 3arjaaBuio, BEIXOJHBIM JaHHBIM, CXeMaM, Ta0JIn-
11aM, pUCYHKaM, M0/13ar0JIOBKaM, 1o EPBOMY M MOCIIeIHEMY al3aliaM orpe-
JESIeTCSl OCHOBHASI TEMA TEKCTa. DTOT BUJ YTEHUS MPEANoJiaraet ObICTPhIi
IPOCMOTP TEKCTa MPO ceOsl.

[Ipu o3naxomumenvrom 4TeHUM (YTEHUU C OOILIMM OXBATOM COJIEpKa-
HUSI) TPOUCXOJUT 3HAKOMCTBO C HMH(pOpMAaIMel, 3aKIIOYEHHONW B TEKCTE, C



IIEJIbI0 TIOHUMaHMs 00IIero cMpiciia yutaeMoro. [Ipu 3TomM Bujie 4TeHUs BbI-
NeJIsIeTCs TJIaBHOE, a BTOPOCTENEHHOE HCKIIIYaeTcs, 0000IarTCs (PaKThl,
COITOCTABJISIFOTCS OTACIbHBIC YAaCTH TEKCTA, a TAKXKE BBIACIAIOTCS KIIOYEBBIE
CJIOBAa U TMPEIJIOKEHHUS, KaK U MPU MPOCMOTPOBOM UTEHHH. DTO UTECHHE JJIS
ceOs1.

H3zyuarowee umenue uMeeT MENbIO MOJHOE IOHMMAHUE CMBIC/IA TEKCTa.
DTO BAYMYMBOE TIIATEIIFHOE YTCHHE. | paMMaTHYECKUN aHAIN3 OTIACITHHBIX
MPEUIOKEHUH MOXKET TTOMOYb TPH 3aTPyJAHEHUU B NMOHMMAHWU CMBICJIA YH-
TaeMOoro. 371eCh TaKXe MPEeIoIaraeTcs HaXxoKIeHUEe KIF0UEBBIX CJIOB U MPe/I-
JIOKEHUHN. ITOT BUJ YTCHHS MOXKET MPOUCXOIUTH BCIYX U MPO CceOs.

C nenplo HaXO0XKISCHUS KaKOro-nuOo ¢akrta, 1uUTaThl, (haMUIud U T.II.
MPOBOAUTCS OETJIBIN MPOCMOTP TEKCTA C MIOMOIIBIO OUCKOBO2O YMEHUSL.

[Ipy mepBUYHOM O3HAKOMJICHHH C COJACp)KaHUEM HOBOW IyOJIMKAIIWH,
pu OAOOPE MUCHMEHHBIX MATEPHAIOB IO OMPENEIEHHOMY BOIPOCY C IIe-
JBI0 JajbHENIero pedeprupoBaHus UCIIOIB3YETCS TPOCMOTPOBOE YTCHHE.

3HaHHE DJIEMEHTOB JIMHTBUCTHKHU TEKCTA JIaeT BO3MOKHOCTH MOJOUTH K
0Oy4YeHUIO JCHUCTBUAM IO COKPAIIIEHUIO TEKCTAa U BBIJICIEHUS] OCHOBHOTO CO-
Jep>KaHus, 9TO COCTABIISIET OJTHO M3 BAXKHEUIINX YMEHUN pedepupoBaHHUs.

[maBHBIMH CTPYKTYpHBIMHA €AWHHUIIAMH TEKCTa, MPEBOCXOSIIUMHU
MIPEUIOKEHUS, SIBJISIOTCS: a03all, TpyIina ad3areB, Ha3bIBAEMbBIX CYOTEKCTOM.
CyOTeKCT — KOMIIOHEHT CBSI3HOTO TEKCTa, Pa3BUBAIOIINNA OJIHY U3 €ro TJiaB-
HbIX TeM. CyOTeKkCT BKJIOUYaeT ab3ail-3auuH, ad3al-onucanue u abd3all, BBO-
TSIIAA 9UTaTeNII B COBPEMEHHOE COCTOSSHHE pacCMaTpruBaeMOi IpoOIeMbl 1
BBIJIBUTAIOITHNN HOBYIO ITPO0OJIEMY, PEIICHUIO KOTOPOM MOCBSIIEH BECh MTOCTIe-
TYIOIMUN TeKCT cTaThu. CyIIeCTBYIOT a03allbl-pacCyKaeHusl, a03albI-TUIoTe-
3bI, KOTOPBIC IS PA3BUTHS TEMbI HUUEr0 HOBOro He AaroT. OCHOBOM, CBSI3bI-
BaIOIIEH BOCIUHO JIFOOOW M3 CMBICIIOBBIX OTPE3KOB, CIYKUT TeMa. TeMa, 00b-
€KT OMMCAHUSI WK MPEJAMET COJICPKAHUSI TEKCTa, BBISBIIAIOTCS ITyTEM TOJIKO-
BaHUS 3aIJIaBUs, TEPMUHOB KJIIOUEBBIX CJIOB M KIIFOYEBBIX ()parMEeHTOB, HECY-
MUX HanOoJiee CyIIeCTBEHHYI0 HHPOPMAITUIO O TeKCTe. bosbinoe 3HaueHne
I METOJIUKH PaOOTHI C IEIBIM TEKCTOM HMEET MOHHMAHHE CMBICIOBOM
CTPYKTYphI a03ama. [Ipeanoxkenus, cocTapistomme ad3all, HepaBHOIIEHHBI C
TOYKH 3PEHHS UX CMBICJIOBOTO Beca. Kak mpaBuiio, mepBoe mpejioKeHue sB-
asieTcss 0ojiee BAXKHBIM IO CMBICITY, YeM OcCTajdbHbie. OHO B KOHIICHTPHUPO-
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BaHHOM BHJI€ COJEPKUT MHGPOPMAIMIO BCEro ab3aila, MOXHO CKa3aTh, YTO
OHO MpeJCTaBIsieT 0000IIeHne CMbIcTa 1ieoro ad3ana. Bee mocnenyroine
MPEMIOKEHUS JETATM3UPYIOT, pa3BUBaroT ero. O0o0maromue mpeaioKeHus
B a03ane Ha3zpiBatoTcs KitoueBbiMH (key sentences) miam TeMaTUueCKUMU
npeioxkeHusMu (topic sentences). To ecth ab3aly npeacTaBisieT co0oi Jo-
THYECKYIO0 CTPYKTYpPy OT OOIIero K 4aCTHOMY, TaKOB JEIYKTHBHBIN CITOCOO
U3JI0KEeHUsT MbIcIU. MHoT1a 0000111eHuEe B (hopMe KIIFOUEBOTO MPEIJIOKEHHUS
HaXOJIUTCA B KOHIle a03ama. BceTpedarorcs ab3aiibl, B KOTOPBIX UMEIOTCA U
3a4dH ¢ 0000IIEHWEM M KOHIIOBKa-0000meHne. Ho He Bcerma B KaXaom
ab3arie MOKHO HalWTHU 000OIIICHHE.

Wtak, yMeHHE HAXOIUTh KIFOUEBBIC MPEJIOKEHHS B ab3arie MOMOXKET
OPUEHTHPOBATHCS B TEKCTE, BEHIWICHUTH TaK Ha3bIBAEMBIE «CMBICTIOBBIC BEXID)
U, CJIeIOBAaTENbHO, MOHITh CMBICIIOBOE cojepxaHue Tekcta. Kpome Ttoro,
OCBEJOMJICHHOCTb O CIOCO0ax OpraHu3alluM TEKCTa, MJIaHE HaMHCaHUs CTa-
ThU (MCTOpPHS BOTIPOCA BO BBEIICHUM, OCHOBAHUS ISl SKCIIEPUMEHTA, OIHCa-
HUE TPAHUIl WIH PAMOK SKCIIEPUMEHTA, PE3yJbTaThl, 3aKII0YCHNE), YMEHUE
NpeABUACTh COJIEp)KaHUE TEKCTa, JOraJblBaThCsi 00ECIEeUMBAIOTCA 3a CUET
oO1ero (robanbHOr0) MOAX0/1a K U3yYEHHUIO TeKCTa B IIEJIOM. TaKou Mmoaxo/1
MOXHO CyMMHUPOBATh I10 TalaM: U3yYeHUe 3arjiaBus, MIaHa, WILTIOCTPAIIAM,
MOAPUCYHOUYHBIX HAAMHCEH, mpudTa TEKCTa, MPEIJI0KCHUSI OTHOCUTEIHHO
COJIEpKaHUs TEKCTa, yTaJibIBaHMsl, 1€ UCKATh MOATBEPKICHUE ITUM TIPE]-
MOJIOKEHUSIM, MPOCMOTPOBOE UTEHHE, AalIbHEHIlIee MPOrHO3UPOBAHUE CO-
Jep)KaHUs, BTOPUYHOE YTESHHE ISl 00jIee MOoApOOHOT0 O3HAKOMIICHHS.

Jlns Hanucanus pedepara CTyA€HTY HEOOXOIUMBI CJICAYIOIINE HABBIKU
U YMEHUSL:

1) BBIsIBIIEHHE OCHOBHOM (haKTOJIOTHYECKON MH(MOPMAIIMN B TEKCTE TEp-
BUYHOTO JIOKYMEHTA;

2) pa3zienieHue TEKCTa Ha CMBICIOBBIE (D)parMeHThI, BHIUJICHEHUE OCHOB-
HOM U CyIIECTBEHHOU MH(OpMaLUK B 3TUX (PparMeHTax;

3) kommpeccust sI3bIKOBOro oopmiieHUs: HH(OpMaIUK;

4) TMHTBUCTUYECKOE OPOPMIICHUE TEKCTa caMoro pedepara B COOTBET-
CTBUHU C TPEOOBAHUSMHU JAHHOTO KaHPa.

Bnanenue texuukon pedeprupoBaHus TOBOPUT O OBICTPOI niepepadoTke
uH(pOpMaIlMKM OpUTHHAJA U CBHUAETEIILCTBYET 00 ypOBHE BIIaJICHUS HU3yyae-
MBIM SI3BIKOM.
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CamocrosTenbHy0 paboTy MO COCTaBleHHIO pedepaTa cleayeT pac-
CMaTpUBaTh Kak OOpaTHYIO CBsI3b, OCO3HAHWE KOTOPOH aCIUPaAHTOM H CO-
CTaBJISIET CyTh CAMOKOHTPOJIS.

OCHOBHOMH KaHPOBOI OCOOEHHOCTBIO SIBISIETCS UHDOPMAMUBHOCHb PE-
depara, KOTOPYI0O MOKHO paccMaTpUBaTh Kak Ha YPOBHE JIEKCUYECKOM, TaK U
CHUHTaKcHuecKoM. Ha nexcuyeckoM ypoBHE OTIMYUTEIBHON dYepTol pedepara
SIBIISIETCS] HAJIMYKE B HEM OOJIBIIIOTO KOJMYECTBA CJIOB ¢ HAUOOJBIIICH CEMaHTH-
YeCKOM Harpy3koH, creru@uueckoil 0COOEHHOCThIO KOTOPBIX SIBJISETCS 0000-
IICHHUE CO/ICP KAHUS 1IeNBIX CTPAHUIl TEKCTA OpUrHHAJA. B poiu Takux «EMKHUX
CJIOBY» YacCTO BBICTYIAIOT TEPMHHBI I TEPMHUHOJIOTHUECKAE YCTOWIHMBBIE CO-
YeTaHus, HECYIHe TOYHYI HH(popMario. MHOTHe aOCTpakTHBIC CYIIECTBU-
TEJIbHBIE B KAUECTBE OMOPHBIX CJIOB CTAHOBSITCSI HACTOJIBKO EMKUMH IO CMBbIC-
JIy, 9TO Kak Obl BOUparoT B ce0s1 THPOPMAIIUIO HEJBIX TIPEITI0KEHU.

B s3p1ke pedepara MakCHMaIBHO BBIpaKEHA TEHIEHIUS K CyOCTaHTH-
Bu3arui. OHa COCTOWT B TPeOOIaJaHUM CYIIECTBUTEIBHBIX HAJ IPYTUMU
YacTsIMU PEYM U OCJIa0JICHUU POJIM TJIAroJIOB C OCIA0JIEeHHOW CEMaHTUKOU C
oOmuM 3HaueHHEM Tuma «cuutathy (to think, to consider, to believe), «pac-
cMatpuBaTh» (to examine), «onuchiBaTh» (to describe), «uzoOpaxarb» (to
show, to express, to represent, to describe) u T. 1. Cunrakcuc pedepara xa-
pakTepusyeTcs 3HAYUTEIbHBIM pa3sHooOpaszueM. Martepuan Mmojaercs He B
pa3BuTuH, a B cratuke. [loaTomy B Tekcre pedepara npeobiagaroT KOHCTa-
TUPYIOITUE COOOIICHHS U TIePEIUCIICHUS, 0(DOPMIICHHBIE B COCTaBE MPOCTHIX
paCIpPOCTPAHEHHBIX ITPEIIOKECHUM.

B pedepare, kak npaBuiio, HeT 000CHOBAHUS WM 00CYXICHUS BBIJIBU-
raeMbIX TMOJIOKEHUN, TPUMEPOB, CPABHEHUH, CHOCOK WJIM CCBUIOK Ha MEepPBO-
UCTOYHHUKHU. TOUYHBIE aThl 0000MAIOTCS B YKa3aHHUE MEPHUOI0B, KOHKPETHBIC
MMEHA — B HANMEHOBAHMS HAYYHBIX IIIKOJI, HAITPaBJIECHUH U T. II.

NudopmaruBHOCTh pedepara ropaszio BhIIIE, YEM B MEPBUYHOM JOKY-
MeHTe. YIUIOTHEHUE UHPOpPMAILIMK JOCTUTAETCA MyTeM 0ojiee EMKUX B CMbIC-
JIOBOM OTHOIIEHUHN SI3BIKOBBIX CPEJCTB U HMCKIIOYECHUEM H30BITOYHBIX dJIe-
MeHTOB. [Ipu pedepupoBannm JOMKHA KaK MOXXHO IIMHPE HMCTOJIb30BATHCS
CIIOCOOHOCTH CJIOB a0CTparupoBaTh U 0000IIATH CMBICH, YTO HAXOJUT BbIpa-
KEHUE B paboTe C TaKk Ha3bIBAEMBIMU «KIHOUEBbIMU CIOBAMU U CIOB0COYEMA-
Husmuy (key words and word combinations).
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TepMuHBI SBISAIOTCS KIIIOUEBBIMH CI0BaMu pedepaTa, OCKOIbKY TEKCT
pedeparTa HACBIINEH TEPMUHAMH, KOTOpbIE 00J1alat0T OOJIBIION CeMaHTHYe-
CKOM €MKOCTBIO M JIOTUYECKH MPUTATUBAIOT K cebe apyrue cioBa. Kiroue-
BBIMHU CJIOBaMH MOTYT OBITh OJHOCJIIOBHBIE TE€PMHHBI, HO Yallleé BCEr0 — 3TO
YCTOMYMBBIE TEPMUHOJIOTUYECKHUE CIIOBOCOUETAHMUS.

[Tonarue kmoueBOro (parMeHTa MPEkJIe BCEro CBSI3aHO ¢ TEPMUHOM
«KJTIOYEBOE CIIOBO». B pOJM KJIIOYEBHIX CIIOB BBICTYIIAIOT OCHOBHEBIE, WJIU
CTEP>KHEBBIE CJIOBA M CJIOBOCOYETAHUS, HECYIIHME OCOOYI0 CMBICIOBYIO Ha-
IPY3Ky, COCTaBIAIONIME OCHOBY JII0OOW HMHQOpMAlMK U MPEACTaBISAIOIINE
0CcOOYI0 3HAYMMOCTh JJIsl TOHUMAHUSI TEKCTa. BHIOOP KITFOUEBBIX CIIOB — ATO
MEePBBIN ATAll CMBICJIOBOTO CBEPTHIBAHUS, CMBICIOBOTO CXKAaTHs MaTepHuaa.
Boinenenue rmaBHOW MBICIH — OJIHA W3 OCHOB YMCTBEHHOM KYJIBTYpBI HpU
pabote ¢ TekctoMm. lllupokoe pacmpocTpaHeHne Moayyusia IpakTUKa COmpo-
BOXCHUS pedepaTa WM CTaTbU MEPEIYHEM KITIOUEBBIX CJIOB, KOTOPHIC JAIOT
npejcTaBieHue 00 OCHOBHOM COJIEpXaHUM JIOKyMmeHTa. lIpenBapurenbHoe
O3HAKOMJICHHE C KIIFOUEBBIMH CIIOBAMU OMPEIENIEHHBIM 00pa3oM HacTpauBa-
€T Ha BOCIPHUATHE U MOCIEaylollee MOHUMaHUE TEKCTa, J1aeT ollee mpe-
cTaBjieHHe O TekcTe B 1ienoM. [Ipu pabore Haa pedepaTroM lienecooOpazHO
BBIJICIISITH WM IO TYEPKHUBATH, 3aTEM BBITTUCHIBATH U3 TEKCTA OPUTHUHAJIA KITIO-
yeBble (parMeHThl. B paboTe ¢ kitoueBbIMH (parMeHTamMu CieayeT PYyKo-
BOJICTBOBATHCS CIEAYIONIUMU MTpaBUIIaMU:

1) pparmeHThI HE CBSI3aHBI IPYT € IPYTOM U HE SIBIAIOTCA Ppazamu;

2) ¢opma, B KOTOpOUl pukcupyeTcsi (pparMeHT, MOKET HE COBNAJATH C
OpUTHHAJIOM;

3) mopsiA0K clieIoBaHus PparMeHTOB MPOU3BOJICH;

4) xiro4yeBble ()parMEHTHl MOTYT OBITh MOJYYEHBI B Pe3yjbTare nepe-
dbpazupoBaHus OTPE3KOB OPUTHHAIA;

5) xioueBble (PparMeHTHl MOTYT MPEJICTABIATH COOOI CMBICIOBBIE U3-
BJICUEHUS U3 COOTBETCTBYIOIIMX a03alleB.

TakuMm oOpaszom, B MpoIEcce YTEHUS U MOCIEAYIONIed padoThl ¢ TEK-
CTOM TIPOUCXOAUT MHTYHUTHUBHOE HCIIOIH30BaHME HEKOTOPHIX CJIOB U (hpa3 B
KauecTBe ONMOpHBIX. Takue OMmopHbIE ClI0OBa U (Ppa3bl U HA3BIBAIOTCS KIIIOUE-
BbIMU. KittoueBbie cioBa U (hpas3bl HECYT OCHOBHYIO CMBICIIOBYIO M 3MOIIMO-
HaJIbHYIO Harpy3Ky COJepKaHus TEKCTa.
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KitroueBbie cioBa MO3BOJISIIOT € MPESIbHON KPaTKOCThIO U HEOOXOIH-
MO TIOJTHOTOM BBIPAa3UTh OCHOBHOE COJIEpP’KaHHE MMEPBOMCTOYHUKA. XapaKTep-
HBIMH Y€PTaMH KJITIOYEBBIX CJIOB SIBIISICTCS HOMUHAMUBHOCHb (ITO CYIIECTBU-
TeJIbHBIC WJIM CJIOBOCOYETAHUS C CYIIECTBUTEIBHBIMHU), 80CHPOU3BOOUMOCTD
(3T ciIOBa HE SIBJISIFOTCSI pe3yJIbTaTOM TBOPYECKOT'O aKTa CO CTOPOHBI pede-
peHTa, a UCIOJIB3YIOTCS KaK TOTOBBIE KOMIIOHEHTBHI TEKCTA), HOCHOSHCMBO
3HAYeHUss U HenpoHuyaemocms (KIIOYEBBIE COYETAHHUS HE JOIMMYCKAaIOT pac-
IIIUPEHUS 3a CUET BBEJICHUSI B HUX HOBBIX DJIEMEHTOB).

Pedepathl, kak MmpaBuiIo, COCTABISAIOTCS Ha HanOoJiee WHTEPECHBIC U
IIEHHBIE Pa0OTHI, B KOTOPBIX COAEPIKUTCSI HOBBIA MaTeprall, TaHO HOBOE OCBE-
nieHue Borpoca u T.1. CyliecTBYIOT pa3HOOOpa3Hble KIacCU(PUKAIUA TUIIOB
pedepaton. Ilo xapakTepy UCXOHOTO MaTepraja OHU MOTYT HOAPA3EATh-
Csl Ha MoHoecpaghuueckue U 00630pHble; TI0 TUINAM OPTaHU3aIMU KIIFOYEBOTO
Matepuana: pegepam-koncnekm (MHPOpMaTUBHBIA pedepar) u peghepam-
pesztome (MHIUKATUBHBIN pedepar).

Pedepar-koHCciekT U pedepar-pe3toMe MOTYT HMCIOJIB30BAThCA TMPH
KOHTPOJIE TTIOHUMAaHUS YUTAEMOTO.

Pedepar-koHCcTIekT mpu3BaH gaTh 0oJiee MOTHOE MPEACTaBIEHNUE O CO-
Jep KaHUM OpPUTHUHAJIA, TOT/Ia Kak pedepar-pe3romMe COIEPIKHUT JIUIIh KPAaTKOe
pe3oMe ¥ TPAaHUYUT C aHHOTAIIUEH.

[Ipu onpeneneHuu mapameTpoB pedepara HEOOXOAUMO HCXOIUTH W3
TOTO TIOJIOKEHUS, YTO MBITAThCS MCKYCCTBEHHO OTPAHWYMBATH WX pPa3MeEphI
HerenaecooopaszHo. TekcT pedepara MOKET UMETh JIF000H 00BeM. MOKHO co-
riacuthes ¢ A. Beiize, KOTOpBIA CUMTAET, YTO JJII TEKCTOB B 2-3 THICSYH
CJIOB U 0o0Jiee KOJUYECTBO MPEIJIOKEHUN B pedepare JOIKHO COOTBETCTBO-
BaTh YUCITY CYOTEKCTOB (IOATEM WIIM CyOTEeKCTOB 2-r0 panra). [loa cyOrek-
CTOM TIOHUMAIOT CBSI3KYy a03alleB, pa3BUBAIOIIMX OAHY W3 TOJATEM TEKCTA.
CyXeHne, CyMMUPYIOIEe CMBICI BCETO TEKCTa, SIBIIETCS CyOTEKCTOM 1-TO
panra. CyxJeHue, o00OIIaromee OJHY W3 TEKCTOBBIX IOJTEM, CUHUTAETCS
cyoTtexcToM 2-ro panra. Takum oOpa3om, cpeHuil o0beM yueOHoro pedepa-
Tta — ot 50 1o 100 cnoB (10-15 npennoxenuii). [IpuHiun cooTBeTCTBUS 00B-
eMa pedeparta (110 KOJTUYECTBY MPEITIOKEHUN) YUCITy CYOTEKCTOB 1-TO U 2-TO
PaHroB, 110 MHEHUIO MHOTHX aBTOPOB, MOKHO CUUTATh YHUBEPCAIbHBIM.
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K pedeparam mpeabsBisitoTcsl onpeieiieHHbIe TpeOOBaHMs, OCHOBHBI-
MU U3 KOTOPBIX SBISIFOTCS:

1. Tpebosanue obvekmugHOCMU 3aKIIOYACTCS, TPEKIE BCETO, B TOM,
YTO, KaK OTOOp MaTepuala, MojJjiexamniero pedepupoBaHuio, TaK U U3JI0XKe-
HUE CYITHOCTH paboThl, 00beM pedepara, CTENEHb JAeTaau3auu T.1., T0K-
HBI OMPEEIATHCA TEOPETUISCKUM M MPAKTUICCKUM 3HAaYeHUEM pedepupye-
MOTO TE€KCTa, HAIMYHUEM B HEM HOBOTO, a HE TUYHBIMH B3TJISaMU, HAYIHBIMU
MHTEepeCcaMu M TMO3HAHUSIMU pedepeHTa WU MPUHAJICKHOCTHIO aBTOpa pe-
dbepupyemMoit pabOThI K TOM WIJIM MHON HAYYHOU IIKOJIE.

3agaueil pedepeHTa SBISIETCA HE KPUTUYECKOE PELIEH3UPOBAHUE HAYyY-
HOM paboThI, a YeTKasl, JaKOHWYHAss U OOBEKTUBHAS MH(OpMaILHI O €€ CO-
JepKaHuU

2. Tpebosanue nonnomol pegpepama, T.€. IPABWIBHOE OTPaKEHUE CY-
IIECTBA U coJiepxaHus peepupyeMoid myOuKaIllui, COOTBETCTBYIOIIEE 00b-
€My, Ha3HAUCHHUIO U XapaKTepy padOThl, TOUHOCTh B IEpe/laue ee coaepka-
Hug. Ecnu B opurmHanme riiaBHask MbICIbh CHOPMYJIMpOBaHA HEIOCTATOYHO
YEeTKO, B pedepaTe oHa JOJKHA ObITh KOHKPETU3WPOBAaHA U BhIJICJICHA.

3. Tpebosanue eouncmea popmol, TOA KOTOPHIM ITIOHUMAIOT CTUIIb pPe-
depaTta U ero TEPMHUHOJIOTHIO. 3/1€Ch O0COOYI0 BaXKHOCTh MPUOOPETAET CO-
OJIF0/IeHNE €IMHCTBA TEPMUHOB U 0003HAUYCHUH.

[Ipu 06yuenun pedepupoBaHuio HEOOXOAUMO 00pAaTUTh BHUMAHHE CTY-
JIEHTOB Ha CIIEYIoIIee:

1. B pedepare cienyer KpaTko, 4YETKO, 0€3 MCKAXKEHUN U CyOBbEKTUB-
HOM OLICHKM HW3JIaraTh cojiepkaHue pedepupyeMoro tekcra. Kpatkocts Jo-
CTUTAETCS 3a CUET HUCIIOJb30BaHUS TEPMUHOJIOTHUECKON JIEKCUKH.

2. B pedepare He UCTIONB3YIOTCS 10KA3ATENbCTBA, PACCYKICHUS U HUC-
TOPUYECKHE IKCKYypChl. MaTtepuai momaercst B popMe KOHCTaTaIluU UITH OTIH-
caHust (haKToB.

3. UnmoctpaTuBHbId MaTepuan (TaOauIlbl, cXemsbl, rpaduku, GoTorpa-
(buu 1 pUCYHKHU) MOXKET ObITh BKJIFOYEH B pedepar B TOM Cilyuyae, €CJiv OH He
TOJIPKO Ba)KEH IJIs MIOHUMAHUS pedepupyeMoro maTepraia, HO U OTpakaeT
OCHOBHOE cojiepkaHue paboTel. Bce HeoOxoaumble MOANMUCH Ha rpadukax u
pHCYHKaX, BKJIFOUYEHHBIX B TEKCT pedepara, NOHKHBI OBITh TiepeBeaeHbl. Ha
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PUCYHKE ClielyeT MPOHYMEPOBAaTh TOIBKO T€ MO3UILIUU, KOTOPHIE YIIOMSHYTHI
B pedepare.

4. Ecu B pedpepupyemoit myOIuKaIu CONEPKUTCS MPEACTABISIOMIAS
uHTepec OmoOnmmorpadusi, HEoOXOAUMO yKaszaTh Ha ATO B KOHIE pedepara,
HarpuMmep: «OoubOy. 6 HazBaHUN». AHAJOTHUYHO OTMEYAETCS HMEIOIIUKCS B
MyOJIMKAIIMU WUTIOCTPATUBHBINA MaTepua, HanpuMep: «5 ¢oto, 2 ueprexa, 6
pHC.».

5. Pedepar gomxeH ObITh HANMCaH JJAKOHUYHBIM JTUTEPATYPHBIM SI3bI-
koM. Haumnate pedepar HE0OXOAUMO C M3JOKEHHS CyllecTBa jena, 0e3
BBOAHBIX (pa3, Bpoae: «llenbio HacTosier paboThl (CTaThbU) SBISETCS ...»
(The aim of the research (article), «ABTOp B JaHHOI cTaThe paccMaTpUBAET
...» (The author describes/investigates ... in this article).

B Tekcte pedepara He HOMKHO OBITH (Ppa3, TUIMIEHHBIX KOHKPETHOTO
coJiep)aHus, HarpuMep, «B KOHCTPYKITMU TPUMEHSETCS MHOTO HOBHHOK...)
(In constructions a lot of innovations are applied), «KoHcTpykiusi Xopo1io
npucnoco6iena ...» (The construction is well-equipped).

B pedepare He 101KHO OBITH JUIITHUX CJIOB, 0€3 KOTOPHIX MOKHO 000i#i-
TUCh, HATTPUMEP, BMECTO IIPOU3BOJUTCS PEMOHTY, CIIeAyeT CKa3aTh «PEMOH-
Tupyercs» u T.1. Heooxoammo n30erath JIMHHBIX W CJIOKHBIX MTPEITOKCHHN.

6. 3arnaBue pedepara MOKeT ObITh MPEACTABICHO B JIBYX BapHUaHTaX:

a) 3arJiaBUeM CIY>KUT TOYHBIM MEpeBOJI Ha PYCCKUM SI3bIK 3arojoBKa
MEePBUYHOTO JOKyMeHTa, HampuMmep: Anekcanap Jlex «KpymHbie kommaHuu
NPOU3BOAAT ciUIIKOM MHoro mpoaykiuu?» Aleksandr Lezh "Do the large
companies produce too many goods?"

0) 3arnaBueM pedeparta SBISIETCS CMBICTIOBOM MEPEBOJ] 3arojoBKa Mep-
BUYHOTO JIOKYMEHTA, €CJIM ATOT 3ar0JIOBOK HETOYHO WJIM HEJOCTATOYHO TTOJI-
HO OTPa)KaeT OCHOBHOE COJEpKaHUE JOKyMeHTa. B 3ToM ciydae 3ariaBue
pedepara BHIHOCUTCA B KBaJpaTHbIe CKOOKH, HanpuMmep: [O Mecte nHpopma-
MU Cpeu COIMAJIbHBIX HAyK M O NMPUYMHAX TMPENATCTBYIOIIMX €€ Pa3BU-
turo]. Butten W.E. We know the enemy — do we know our friends? Taxoe
3aryiaBue pedepara peKOMEHAYETCSI COCTABISATh MOCIE TOr0, KaK MOJHOCTHIO
ySICHEHA CYITHOCTh OPUTMHAIBHOTO TEKCTa U COCTaBJIEH pedepar.

7. Tepmunsl. B Tekcte pedepara gomKkHa OBITH UCIIOJIB30BAHA HAYYHAS
TEPMUHOJIOTHUS, TIPUHSATAS B PYCCKOS3BIYHOW W aHTIIOS3BIYHOM JHTEpaTypax
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M0 JJaHHOM OTpaciu HayKd W TeXHUKU. He ciemyer ynorpeOisTh MHOCTpaH-
HbIE TEPMUHBI, €CJIM UMEIOTCSI pABHO3HAUHbIE pycCKUE. TepMUHBI — 3TO CIIO-
Ba CIECIMAIbHbIE, OTPAaHUYEHHBIE CBOUM OCOOBIM HAa3HAYEHUEM; CIIOBA, CTpe-
Msiluecs ObITh OJJHO3HAYHBIMU KaK TOYHOE BBIpAXKEHHE MOHSATUN U Ha3bIBa-
HUE Bellel. ITo HeoOXOAMMO B HayKe, TEXHUKE, TTOJIUTUKE U TUIIOMATHH.

TepMUHBI CYIIIECTBYIOT HE MPOCTO B SI3BIKE, a B COCTABE OINPE/ICICHHON
TepmuHosioruu. Eciam B o0miem si3bike (BHE JTaHHOW TEPMUHOJIOTHUH) CIIOBO
MOKET OBITh MHOTO3HAYHBIM, TO, MOMaJ1asi B ONMPEACICHHYIO TEPMUHOJIOTHIO,
OHO MPUOOpeTaeT OAHO3HAYHOCTh. TepMHUH HE HYXKJIAETCA B KOHTEKCTE, KaK
OOBIYHOE CJIOBO, TaK KaK OH

1) unen onpeneneHHON TEPMUHOJIOTUHU, YTO U BBICTYIIAET BMECTO KOH-
TEKCTa;

2) MOXET YNOTpeOJAThCS H30JUPOBAHHO, HAPUMEP B TEKCTax pe-
€CTPOB WJIM 3aKa30B B TEXHUKE;

3) nd 4ero u AO0JDKEH OBITh OJHO3HAYHBIM HE BOOOINE B S3BIKE, a B
npejaenax JaHHOW TEPMUHOJIOTHHU.

8. B Tekcte pedepara cielyeT COKpaliaTh CjIoBa U BbIpAXKEHUS, 4aCTO
MOBTOpsAIOIMECS B JaHHOM pedepare. [locne ynoMuHaHusT 4acToO MOBTOPSI-
IOIIETOoCs CJoBa (MM BBIPAXKEHMS) B CKOOKaxX YKa3bIBAa€TCA €ro 3aryiaBHasl
OykBa (uiu OyKBBI), HampuMep: BajioBOM BHYTpeHHui mnpoaykrt (BBII) —
gross domestic product (GDP), kotopoe 3atem moBTOpsieTcss 0€3 CKOOOK.
B pedepare MoxHO cokpaiiaTh OJHO WM, caMoe OoJiblliee, ABa cioBa (UIH
BbIpaXkeHus1). B 3aronoBkax cokpanieHust He A0y CKarTCs.

10. ®amunuu B TeKcTe pedepara, Kak MpaBUio, peKOMEHAYyeTCsS MpH-
BOAUTH Ha si3blke opuruHaia. Gamunuu xopoiro u3BecTHbIX B Poccun nHO-
CTpPaHHBIX YYEHBIX U CHEHHUAIUCTOB CJIEAYET MUCATh B PYCCKON TpPaHCKpUII-
nuu. ['eorpaduueckre Ha3BaHUs JAIOTCS B PYCCKOM TPaHCKPHUIIMUA B COOT-
BETCTBHUM C IMOCJEIHUM U3JIaHHEeM «ATiaca mMupa». B ciydae oTcyTcTBUS B
yKazaTesie K «ATiacy MHUpPa» PYCCKOM TPaHCKPHUIILIMK Ha3BaHUM, YIOMSHY-
TBIX B pedepare, OHU MPUBOAATCA Ha si3bIKe opuruHaia. Ha3BaHue cTpaHbl
CIEeIyeT JNaBaTh C YYETOM YCTAaHOBJIEHHBIX COKpaumieHui, Hanpumep: CIIA
(USA). HazBanue ¢upm™m, yupexaeHHil, opranu3aluuii JaeTcs B OpUTUHAIIb-
HOM HamnucaHuu. [lociie Ha3BaHUs B KPYIJIBIX CKOOKaxX YKa3bIBae€TCs CTpaHa,
Hanpumep: Lakheed (USA), Alpha Limited (Ireland) — «Anbda Jlumuten»
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(KkOMIIaHUS C OrpaHUYEHHOM OTBETCTBEHHOCThIO, Wpnannus), Microsoft
Corporation (USA), L'Oréal (France).

11. Ccpuiku B TekcTe pedepara Ha apyrue paboThl JAIOTCS B CIETYIO-
HIMX CIIy4asiX: a) KOrjJa B MIEPBOUCTOYHUKE 00CYXIAeTCsl CoJlepKaHue APyro-
ro JIOKYMEHTa; 0) KOT/la MEPBUYHBINA IOKYMEHT SIBJISIETCS MPOJOJIKEHUEM pa-
Hee OIMyOJMKOBAHHOTO JAoKkyMmeHTa. CChUIKM B TEKCTe pedepara CTaBATCA B
KpYTJIbIE CKOOKH.

Pegepam, kax npasuno, ekntouaem credyrowue yacmu:

a) oubnmorpaduyueckoe ONMMcaHue MEPBUYHOTO TOKYMEHTA;

0) coOcTBeHHO pedepaTrBHAs YACTh (TEKCT pedepaTa);

B) CIPABOYHBIN armapar, T.€. JOTIOJTHUTEIbHBIE CBEICHUS 1 IPUMEUaHUSI.

bubnuorpaduyueckoe onucaHnue — 3TO COBOKYIMHOCTh CBEJACHUI O Mpo-
U3BEACHUU TE€YaTH, AAIOUIUX BO3MOXHOCTh MOJYYUTH MPEACTABICHUE O €0
COJIepKaHUH, YUTATEIIHCKOM Ha3HAYeHUHU, 00bEeMe, CIIPAaBOYHOM allapaTre u
T.1. OCHOBHBIMHU 3JIEMEHTaMHU OMOIHOrpa)UuecKoro OnMUCcaHus SIBJISIOTCS: 3a-
rJIaBue; CBEJICHUsI 00 aBTOPCTBE; BBIXOJAHBIC IaHHBIC: MECTO U3aHUs, HAUMeE-
HOBaHUE M3JaTEIbCTBA WIIM U3/AI0IIECH opraHu3aiuu, roj udganus. daxyib-
TaTUBHBIMH 3JIEMEHTAMH SIBJISIOTCS: KOJIMYECTBO CTPAHUII, HATUIUE WILTIO-
CTpaluu.

K cnpaBouHoMy ammapaTy OTHOCATCS CBEIEHUS, JOTMOJHUTEIBHO Xa-
paKTepU3yIOIMe MEPBOUCTOYHUK: YUCIO WUIIOCTpALMA W TabJIMIl, KOJuye-
CTBO MCTOYHHKOB B CIHCKE MCTOJIb30BAaHHOM JIMTEPATYPHI; MPUMEUAHUS Pe-
dbepeHTa, ero COOCTBEHHOE MHEHUE OTHOCUTEIILHO 0003PEBAEMBIX BOIPOCOB
(3Ta yacTh pedepara HE ABISETCS CTPOro 00s13aTeNbHOM, HO €CIM COOCTBEH-
HO€ MHEHHE pedepeHTa YETKO OMpeaereHO, OHO MOXKET OBbITh BKIIIOUEHO B
pedepar.

Texcr pedepara ciemxyer CTPOUTH MO CASAYIOMIEMY IUIAHY:

a) 11eJIb U METOJIMKA UCCIIeIOBaHUs (U3yUeHHUsI) UK Pa3padbOTKu;

0) KOHKpETHbIEC JaHHBbIE O MPEAMETE HCCIeNOBaHUS (M3YUYEHUs) WU
pa3pabOTKH, €ro U3y4aeMbIX CBONCTBAX;

B) BPEMEHHBIC U TPOCTPAHCTBEHHBIC XaPAKTEPUCTUKHU UCCIICTOBAHMUS;

T') pe3yJbTaThl U BHIBOJIBI.

Crpykrypa pedepara 1 MEXaHU3M €0 COCTABJICHUS 3aBUCUT OT JIOTH-
YECKHUX CTPYKTYp pedepupyeMoro TeKCTa.
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Croco0 cBepThIBaHUS TEKCTa-OMUCAHUS M TEKCTa-paccykacHus Oyaer
Pa3TUIHBIM.

TekcT-onucanue npeacTaBiIsgeT co00 TOMOTeHHYI0 cucTeMy. B Tekcrax
ATOTO THUIA MEPEUHUCIIETCS PsiF OTHOPOIHBIX MTPEAMETOB U UX CBOWCTB, UICT
BBIJICJICHUE KAaKUX-TO OCHOBHBIX SIBIGHWM WJIM MPOIIECCOB M MX COCTABHBIX
JacTel, a TaK)Ke OMUCHIBAIOTCS WX CBOWMCTBA. B Takmx TEKCTax MOXHO BBIfIC-
JUTH TJIABHBIE M BTOPOCTEIEHHBIC IIEHTPHI omucaHus. Ilo 3TuM mpusHakam
YCTaHABJIUBAKOTCS KPUTEPUU 3HAYMMOCTH MH(OpPMAITUU OMHCATEIHHOTO TEK-
cta. B manHom ciydae moryckaercs cokparieHue UHGOpMalluu MyTeM pe-
TYKITMA HEKOTOPBIX JIIEMEHTOB TEKCTa-OMHUCAHUS.

B Tekcre-paccykaeHun Bce AIEMEHTH (YYHKITMOHUPYIOT Pa3HOTHUITHO,
T.. 3TO TeTeporeHHas cuctema. J[aHHBIM THUIT TEKCTa COKpAIIAeTCs MyTeM
0000IIIeHHs OT/IECNIBHBIX €T0 JIEMEHTOB.

Jlanee noapoOHO paccMOTPUM MPOLIECC COCTABIEHUSI TaKUX pedepaTos,
Kak peghepam-koncnekm (MHGOPMATUBHBIN pedepar) u pepepam-pesrome
(MHAUKATUBHBINA pedepar).

B nanHOM cityuae pasnenum mnpoiiecc peepupoBaHus TEKCTa MEPBUY-
HOT'O JIOKYMEHTa (’KOHOMHYECKOW CTaThW) HA TPU Tana:

1-i 3Tanm moapasyMeBaeT YTEHHWE HCXOIHOTO TeKcTa (oawmH U Oosee
pa3) ¥ €ro aHajiu3 ¢ IEIbI0 JIETAIbHOTO MOHUMAaHHSI OCHOBHOTO COJICP>KaHUS
TEKCTa, OCMBICTICHUS €T0 (pakThuueckoi nHpopmaruu (M3ydaroriee YTeHue).

2-if 3TAN BKIIOYAET OTEpPAINH ¢ TEKCTOM TMEPBOUCTOYHUKA: TEKCT pas-
OmBaeTcs Ha OTJEIbHBIC CMBICIOBBIE (DparMEHTHI C IETBI0 W3BJICUYCHUS OC-
HOBHOW U HEOOXOAMMOM MH(POpMAITUN KaKI0TO U3 HUX.

3-ii 3Tanm ecTh CBEPTHIBAHHUE, COKpAIlleHHE, 0000IIeHHEe, KOMIIPECCHUSI
BBIJICJICHHOM OCHOBHOM (pakTo0orHYecKor nHdopMaiuu u ohopMIIeHUE TEK-
cTa pedepara B COOTBETCTBUU C MPUHATON MOJEIBIO pedepara.

B pedepare ncnonb3yrorcs peueBbie KIHIIE, XapaKTepHBIC IS TaHHO-
ro JKaHpa HAy4YHOT'O CTHUJIS PEUH:

1. Asmop ocmanaenueaemcs Ha onpoce... (The author stresses the

question...)

2. Ou ananuzupyem... (He analyses)

3. Oyenusas, on ommeuaem... (He underlines...)
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4. llanee aemop paccmampusaem... (Then the author describes/ inves-

tigates...)

5. Ilpu smom on ommeuaem... (He focuses/points out)

6. Cambim cepvesubim nocieocmeuem dmoeo Aensiemcs... (The most

serious consequence of it is...)

7. Omcrooa aemop oOenaem 6v1800, umo... (The author comes to the

conclusion...)

8. 3adaua, no MmHeHulo asmopa, 3aKIOUAEMCs 8 MOM, UMOObL...

(The author considers the main task is...)

9. Asmop paccmampueaem... (The author investigates...)’

Bompocsr yuebHoro pedepupoBaHus B TPYIIax CTYASHTOB JOJIKHBI
pelarbcs mpernojaBaTesieM B OCHOBHOM Ha MaTepHuaje TEKCTOB IO CIEIH-
aJbHOCTH C MCIIOJIb30BaHUEM CEpPUHU pa3pabOTaHHBIX 3aJlaHHUM, HaAIpaBJICH-
HBIX Ha pa3BUTHE TPEOYEeMBIX YMEHHH, TaK KaK 3/IeCh Ba)XKHOE 3HAUYCHUE
UMEIOT (DaKTOPBI, OMPEACIISIIONINE CIeIU(UKY JAHHOTO KOHTHHTEHTa 00yyYa-
€MbIX, @ IMEHHO UX TCHUXOJOTHYECKUE U CYObEKTUBHO-JIMYHOCTHBIE OCOOCH-
HOCTH: CO3HATEJIbHOCTh U IIEJCYyCTPEMIICHHOCTh, TOHUMAHUE 3HAYUMOCTU U
IIEHHOCTH 3HAHWS WHOCTPAHHOTO SI3bIKA ISl COBEPIICHCTBOBAHUS B M30paH-
HOM MMU 00JIACTH HAYKH U B CBSI3M C ’TUM BO3HUKHOBEHHE SIBHO OCO3HAHHOU
MOTHBHUPOBAHHOW MOTPEOHOCTH B MHOCTPAHHOM $I3BIKE; 3aMHTEPECOBAHHOCTD
B OIEPATHUBHOM IOJYYEHUN aKTyaJdbHOW MHOS3BIYHON MH(OpMaIuu u3 mnep-
BOMCTOYHUKOB. OTBIT YTEHUS aCUpPAaHTAMH HAyIHOW JTUTEPATyphl HA POJI-
HOM SI3BIKE€ IIO3BOJIIET MM TPU YTCHUH HHOSI3BIYHOTO TEKCTa TPHUBJICKATH
cBOU MpodecCuoHaIbHbIE 3HAHUA. DTO O3HA4YaeT, YTO Kypc OoOyudeHwHs, 1o-
CTPOCHHBIN Ha TEMAaTHYECKOM M SI3BIKOBOM MaTepHaje 1Mo CHEIHaIbHOCTH,
CTUMYJIHPYET PECypChl JUYHOCTH, BBI3bIBACT y 00y4aeMOTO CTOWKHE U TIO-
JIOKUATEIIbHBIE AMOIMHN M aKTUBHU3UPYET MOTEHIUAIBHBIE MEXIPEIMETHBIC
BO3MO>KHOCTH OBJIJICHUSI HHOCTPAHHBIM SI3bIKOM B C)KaThI€ CPOKH.

Ncxons u3 omnbiTa pabOThI ¢ acIUpaHTaMU M COMCKATEISIMUA B HESI3BIKO-
BOM BY3€, MOXXHO YTBEpPXKJaTh, YTO A pedepupoBaHus liesecooOpa3Hee
NPUMEHSATh AHTJIMACKUE ayTEHTUYHBIE TEKCTHl M TaKW€ BUIbI YTCHHS, KaK
u3yJarolee, MpoCMOTPOBOE M 03HAKOMUTENIbHOE (TI0 KJIacCU(DUKAILIMH, TIPH-

! TTonHeli crmcoK pedyeBbIX KiMIIE OYAET NMPEACTaBIeH Jajiee B MOJEIH pedepara
HPKOHOMHUYECKON CTaThH.
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HATOU OO0Iel METOIMKON 00y4YeHUsI HHOCTPAHHBIM sI3bIKaM). Bce TekcThl He-
00XOMMO COTIPOBOXAATh MPEATEKCTOBBIMUA M MOCIETEKCTOBBIMU YTIPasKHE-
HusMH. [IpenTexkcToBbie yIpakHeHHsI, B TOM YHCJI€ U JICKCUKO-TpaMMaTHde-
CKOTO XapakTepa, HallpaBJICHbl Ha IOJTOTOBKY aclHpaHTa K BOCIPHUITHIO
TekcTa. [loceTeKkcToBbIe YIIPa)KHEHUS Pa3BUBAIOT Y HETO HABBIKU IIEJIOCTHO-
r0 BOCHPHATHS TEKCTA, U3BJICUCHHS] OCHOBHON MH(OpMaUK M yMEHUS TIepe-
JaTh €€ B cokaToi popwme.

Hcnonb30BaHre ayTeHTUYHBIX MaTEpUaIOB COJICHCTBYET TakKKe U IPO-
OY>XJIEHHIO MMO3HAaBaTEIbHON MOTHBAIIMU Yy ACIMPAHTOB, TaK KaK OHU 3HAKO-
MSTCSI ¢ HEKOTOPBIMH HEU3BECTHBIMM (haKTaMH M3 COBPEMEHHOM KU3HU CTpa-
HBbI U3y9aeMOTO 53bIKa, a 3TO BBI3BIBACT MX MHTEPEC U CTUMYJIUPYET MO3HA-
BaTeJIbHYIO aKTUBHOCTh. KpoMme Toro, paboTa ¢ TaKUMU TEKCTaMU TO3BOJISET
MOJIOJIBIM CTICITMAIUCTaM OCO3HATh, YTO OHU OOPAIAOTCS K UCTOYHUKY HH-
dbopmanuu, KOTOPHIM MOJB3YIOTCA CAMU HOCUTENH SI3bIKa. JTO, B CBOIO OUe-
pelb, MOBBIIACT TPAKTUYECKYIO IIEHHOCTh BJIAJICHHS] MHOCTPAHHBIM SI3BIKOM.
Urtenue, a 3aTeM U pedeprpoBaHre ayTEHTUYHBIX CTaTeH HE TOJBKO TpeOyeT
3HaHUW peaniuii, 00pa3a KU3HU, KYJbTYPhl CTPaHbl U3y4aeMOro S3bIKa, HO U
CTAHOBUTCS MCTOYHHUKOM IICHHBIX 3HaHUW. Hampumep, cTaThu U3 KypHAIOB
"Business Economics", "Economics Letters", "Journal of International
Economics", KoTopble UCMONB3YIOTCS IPU 00YUYSHUH HHOCTPAHHOMY SI3BIKY B
HES3BIKOBOM BY3€, SIBJISIIOTCS HEMCTOIIMMBIM UCTOYHUKOM COBPEMEHHOM JICK-
CUKH, (pa3zeosoruueckux o0opoToB, kiuile. Takum o0pa3zoM, oOpalieHue K
HAyYHBIM CTAaThsIM I pedepupoBaHUsl U3 EPBOMCTOUYHHUKOB TMO3BOJISIET HE
TOJBKO MO3HAKOMHTH aCHUPAHTOB C MpOleccaMu, MPOUCXOAIIUMHU B CTpa-
Hax M3y4aeMoro s3bIKa, HO U PACIIMPUTH UX OOIIHMI Kpyro3op H, KaK Cle-
CTBUE, TOBBICUTh KOMMYHHKATUBHYI) KOMIICTCHIIMIO MOJIOJBIX CIICIHAIH-
cToB. Tak kak B mpoiiecce pedepupoBaHusl TEKCTa TpeOyeTcsi IPOHUKHYThH B
OTIMCAaHKWE PE3YJbTATOB HCCIEIOBAaHMS, TaOIUIl U TpadUKOB TEKCTA-TIEPBO-
HUCTOYHUKA, TO BO3HHMKAET MOTPEOHOCTh B aJICKBAaTHOM TEPEBOE; MPH 00Y-
yeHUH pedepupoBaHUI0 HEOOXOIUMO COUYETaTh METOJAUKY OOYUEHUS YTEHUIO
¥ TIEpEBOY KaK BHJIaM PEUYEBOM ACATEIHHOCTH.

PedepupoBanue sSBIIETCS pallMOHAIBHBIM ITPHEMOM 00pabOTKHU COEp-
KaHUsI TEKCTa, IMOATOMY IMpU 00ydeHUU pedeprupOBaHUI0 MOXKHO TTOCOBETO-
BaTh MCIIOJIH30BAHME CIICAYIONINX YIPAXHEHUN: BBIJCICHUE KIIFOYEBBIX CJIOB
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U TIPEJIJIOKCHHM; OTBETHl Ha BOIPOCHI, CIIOCOOCTBYIOIINE OOOOIICHUIO TEK-
CTa; YMPOIICHUE CTPYKTYPHI CIOXKHBIX PACTIPOCTPAHCHHBIX MPEIIOKCHUM;
0000111eHrEe COACPKaHUS U BbIJIeJICHUE TJIaBHOM MBICIH KaXKJ10ro ad3alia; co-
CTaBJICHUE JIOTHYECKOTO TUTaHA TEKCTa; IMOJIpa3/iejIiCHue TEKCTa Ha BBEICHNE,
TJIaBHYIO 9acTh M 3aKJIOYCHHE. B KadecTBe MOATrOTOBUTEIBHOM pabOTHI pe-
KOMEHJIYIOTCSI TaKHE MPUEMBI, KaK JCJICHNE TeKCTa Ha CMBICIIOBBIC OTPBIBKH,
03arJiaBJIMBaHUE 3TUX OTPHIBKOB M COCTABIICHUE TUTAHA; COKPAIIEHNE TEKCTa;
JCKCHYECKUH, TpaMMaTHYEeCKUH W CMBICIIOBOW Tiepudpas. PedepupoBanne
SKOHOMHUYECKON CTaThH JOJDKHO OCYIIECTBIISITHCS Ha OCHOBE pa3paOOTaHHOU
MIPETo1aBaTeIeM MOJICTIH.
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Paznen 2
MOJIEJIb PE®EPATA YKOHOMUYECKOM CTATHHU

DKOHOMHUYECKAs CTaThsl — 3TO 3aKOHUYEHHOE M JIOTUYECKH 1IeJIbHOE TTPO-
W3BEJICHUE, OCBEMIAIONIEe KAKYI0-TM00 IKOHOMUYECKYIO TEMY, BXOJAIIYIO B
Kpyr mipo0JieM, CBSI3aHHBIX C TEMOM MCCIIeIOBAHUS aBTOPA.

PasnuyaroT yetbipe BUa COBPEMEHHON SKOHOMHYECKON HayIHOM CTaThH:

1) craThs HH(GOPMATUBHOTO XapaKTepa M0 YaCTHOMY BOIIPOCY;

2) o030pHas cTaThs 0ojee 00IIEeTro XapakTepa;

3) cTaThs 0OIIETEOPETUUECKOTO TIJIaHa;

4) cTaThs, ONUCHIBAIOIIAS] HAYYHBIN YKCIIEPUMEHT.

B nHacrosiiiee BpeMsi OCHOBHBIMU TMPEICTABICHUAMU ISl CTaThH SIBJISI-
I0TCsI IeyaTHas opMa ¥ HHTEPHET-BEPCHSI.

CymiecTByIOT pa3IudHbIe CTPYKTYPBI pedheprupoBaHUs SIKOHOMUYECKHIX
CTaTe Ha MHOCTPAHHOM SI3bIKE, MBI JK€ MPEICTABIISIEM KOMIUICKCHYIO MOJICIb
(ruta") pedepupoBaHus IKOHOMHYECKON CTaThU, KOTOpas COCTOUT U3 7 4a-
cTeu (pa3zernon).

1. HazBanue sxoHomuueckor cratbu/The title of the economic article
(acmupaHT/coOUCKaTeNb MPEJCTABIIACT MOJTHOE Ha3BaHUE CTaThbU HA MHOCTPAH-
HOM $I3BIKE, UCITIOJIB3YSl MIPEJICTABIICHHBIC PEUEBhIE KIIUIIIC):

— The title is headlined ... (Ha3Banue crateu — ...)

— The headline of the article is ... (HazBanue ctatbu — ...)

— The headline of the article I have read is ... (3aroyioBok craTbu, KOTO-
PYIO S IPOYUTAI, — ...)

2. ABTOp cTaThy, rJie U Korjaa owuia onmyoaukoBaHa ctaths / The author
of the article, where and when the article was published (aciupanTt/conckarens
IpeACTaBIsIeT BBOJIHBIC JAHHBIC O CTaThe):

— The author of the article is ... (ABTOp cTaTthu — ...)

— The article is written by ... (CtaTbst HanicaHa ...)

— Itis (was) published in ... (Ona my6nukyetcst (ObL1a OIMy0JIMKOBaHA) ...)

— It is (was) printed in ... (Ona nevyaTtaercs (OblIa Hareyarasa) ...)

3. OcHoBHag tema u ey cratbr/ The main theme and aims of the article
(acnupaHT/COUCKATENlb PACKPHIBAET OCHOBHYIO TEMY CTAaThbU, U KAaKUE aBTOP
CTaBUT IIEJIH, T.€. OOIIYI0 XapaKTePUCTUKY CTAThH):
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— The article 1s about... (Ctatbs 0 ...)

— The article 1s devoted to ... (Ctathbs nmocpsiieHa ...)

— The article deals with ... (Ctatbs cBs3aHa C ...)

— The article touches upon ... (Ctatbs kacaercs ...)

— The purpose/aim of the article is ... (Llens ctatbu — ...)

— The purpose of the article is to give the reader some information on ...
(Ilenmb cTaTh — MPEIOCTAaBUTh YUTATEIIO HH(OPMAIIHIO O ...)

— The aim of the article is to provide the reader with some material on ...
(Ilenws cTaThbut — CHAOIUTH YUTATENS MAaTEPHUAIIOM O ...)

4. IIpoonemsl ctatbu/The problems of the article (acnupant/counckarens
MIEPEUnCIIIeT IPOOIIEMBI, 3aTPOHYTHIE aBTOPOM, M PACKPBIBAET UX CYIITHOCTH):

— The author describes the following problems: ... (ABTOp omnuchIBacT
CJIeTyIOLIUE TIPOOJIEMBL: ...)

— The author investigates such kind of problem as ... (ABTOp uccienyer
TaKyr mpooJieMy, Kax ...)

— The main problems of the article are ... (OcHOBHBIE TPOOIEMBI B CTa-
THE ...)

5. The structure of the article/Komno3unus crateu (aciupaHT/coOUCKaTETh
BBIJICJIIET OCHOBHBIC YaCTH (pa3fieiibl) CTaThH):

— The article consists of ... parts (CTaTbsi COCTOUT M3 ... 4acTeH)

— The article includes ... parts (Ctathst BKJIIOUYAET ... YaCTEH)

6. Conepxanue ctatbu. Hexkotopeie gakThl, Ha3BaHusl, yuciaa/ The con-
tents of the article. Some facts, names, figures (acniupant/couckarens npes-
CTaBJISIET OCHOBHOE COJIEp KaHUE CTAThbU U OCHOBHBIE (PAKTHI):

a) — The author starts by telling the reader that... (ABTOp HaunHaeT ¢

TOTO, YTO PACCKa3bIBAET YMTATEIIO O ...)
b) — The author writes (starts, stresses, thinks, points out) that... (ABTop
nUIIeT (HaUMHAET, aKIIEHTUPYET, TyMaeT/moaraeT, BbIIeISIET), uTo ...)
— The article describes ... (CtaThsi ONIUCHIBAET ...)

¢) — According to the text... (CornacHo TEKCTYy ...)

— The article goes on to say that...(B craTse npomomKaeTcst pa3roBop o ...)

d) — In conclusion ... (B 3akmtouenun ...)

— The author comes to the conclusion that... (ABTOp IpuXoaUT K 3a-

KJIFOYEHHIO, YTO ....)
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7. Your opinion of the article / Bame muenue o cratbe (acmupaHT/
COWICKATENIh BBICKA3bIBACT CBOE JIMYHOE MHEHHUE O MMPOUYUTAHHOMN CTAThE)

— I found the article ... (5l Haxoxy cTaThIO ...)

interesting (MHTEpECHOM)

unimportant (BaxHO)

dull (ckyuHoit)

of no value (He umerolel IEHHOCTH)

too hard to understand (o4eHb CIIOKHOM 1JISI TOHUMaHHS ).

Mopenb pedepara SKOHOMUUECKOM CTaThbU HA AHTJIMMCKOM SI3BIKE MO-
KET OBITh JOTIOJHEHA UCIIOIh30BAHUEM CIICTYIONINX PEUEBBIX KITUIIIEC:

1. The "Economist" dated the 10-th of October carries an article
headlined... (B xxypnane «39xkoHoMucT» OT 10 OKTSIOps MpeicTaBiIeHA CTAThS
10J] Ha3BaHUEM...)

2. The article published in newspaper deals with ... (Cratbs, ony6nu-
KOBaHHas B ra3eTe, CBs3aHa C ...)

3. The article is devoted to the analysis of the situation in ... (to the
question of..., to the description of...) (CtaTbst mocBsIIieHa aHAIN3Y CUTYaIHH
B ... (BOIIpOCY..., OMUCAHHUIO ...)

4. The article:

— discusses (expresses) the view that... (B crtatbe oOcyxkmaercs
(aKIEHTUPYETCs) TOUKA 3PEHUS ...)

— concentrates on ... (CtaThst KOHIIECHTPUPYETCS HA ...)

— focuses the readers' attention on ... (CTaThs KOHIIEHTPUPYET BHU-
MaHU€ yuTaTesei Ha ...)

— highlights ... (B cratbe moguepkuBaeTcs ...)

— points out... (B cTaTbe BbIEIACTCS ...)

— stresses that ... (CTaThs akeHTUPYET ...)

— suggests that... (B cratbe npenaraercs ...)

— sums up ... (CraTbs pe3roMHUpYeT ...)

— characterizes (Ctatbst XapakTepusyer ...)

— introduces (CTaTbs 3HAKOMMUT ...)

— emphasizes (CTaTbs akKIICHTUPYET/BBIJICTISET ...)

— explains (Ctatbst 00BSICHACT/Pa3bACHSET)

— rises ... (CtaThs pacKpbIBaerT ...)
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— strongly criticizes ... (B craTbe CUJIBHO KPUTUKYETCH ...)

— strongly denounces ... (B cratbe cunbHO ocyxnaercs ...)

— strongly condemns... (B cTaThe cuibHO ocyxnaercs ...)

— make a few critical remarks on (B cTaTes nemaercss HECKOIBKO
KPUTUYECKHUX 3aMEYaHUH ...)

— reveals ... (B crarbe pazobiavaercs ...)

— reviews... (B craTbe nemaercs 0030p ...)

— considers... (CTaTbsi paccMaTpuBaer ...)

— comes out against... (CTaTbsi BEICTyIIa€T MIPOTHB ...)

— 1s opposed to... (Ctarbst IPOTUBOCTOMUT ...)

— comes out in support of... (CtaThst BBICTYNAET B MOACPKKY ...)

— goes on to say... (B crarbe npogomxaeT roBOPUTHCA ...)

— touches upon ... (Ctaths kacaercs ...)

— deals with... (CtaTbs cBsizaHa ¢ ...)

— 1is devoted to ... (CtaThs MOCBsIICHA ...)

5. It should be mentioned that... (CnegyeT ynmomsiHyTh, 4ToO ...)

6. The article under review is the main front page story about... (Pede-
pupyemasi CTaThs O ... HAXOIUTCS Ha TIEPBOM MMOJI0CE)

7. In conclusion the article says ... (B 3akimtoueHnn ctaTbil TOBOPUTCS O ...)

8. — The purpose of the article published in ... is to give the reader

some idea of... (Llenb crathu, OMyOIMKOBAaHHOM B ... — JIaTh YHTa-
TEJ0 MPEICTaBICHHUE O ...)

— The aim of the article published in ... is to provide the reader
with some information on ...(ILleas cratbu, OMyOIMKOBAaHHOM B ... —
obecrnieuuTh ynTaTess nHhopMaluei o ...).

IIpencraBienHass MOAEIb MOXKET OBITh JIOMOJIHEHA Pa3IMYHBIMU (Ppa-
3aMHU-CHHOHUMAaMHU M PEUYCBBIMH KIIUIIE B 3aBUCUMOCTH OT CIIOKHOCTH pede-
pUPYEMOIi CTaTbl U MHEHUS pedepeHTa.

B cnenyromem pazaene OyayT mpeacTaBieHbl CTaTbU U OJIOK 3aaHUM,
crocoOCTByoIIKe 0osee TouHOMY pedepupoBaHuio crareil. B mannbiil 010K
3a1aHuil OyyT BXOAUTH CICAYIOMINE YIIPAKHEHUS:

1. Read the article and try to explain the underlined words and phrases
(ITpoumnTaiiTe cTaThi0O W TOMBITAUTECH OOBSICHUTH MOAYEPKHYTBHIE CIIOBA U

dbpa3sb).
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2. Read the article and try to translate the underlined words and phrases
(ITpountaiiTe CTaThl0 W MOMBITAUTECH MEPEBECTU MOJYEPKHYTHIE CIIOBA U
dbpa3zs).

3. Answer the following questions (OTBeThTE Ha CIEIYIOMIUE BOITPOCHI)

4. Make up questions to the contents of the article (CoctaBbTe BOIpOCHI
K COJIEpP>KaHUIO CTAThH).

5. Give Russian equivalents of the following words and phrases and make
up a situation with them (Haiinure pycckue SKBUBaJICHTHI CJIEIYIONIUM CIIOBaM
1 pazaM U COCTaBbTE CUTYAIIUIO C HUMH).

6. Give English equivalents of the following words and phrases. Reproduce
the sentences from the article with them (Halimute anrnuiickue 3KBUBaJICHTHI
CJICIYIOIIMM CJIoBaM | (ppazam. BocripousBeaure npeuioxkeHus ¢ HUIMH).

7. Try to make up a situation with underlined words and word
combinations (ITombITaliTeCh COCTaBUTHh CUTYAIUIO C MOJYEPKHYTHIMH CIIO-
BAMU U CJIOBOCOYETAHUSIMU)

8. Try to make up a dialogue with the underlined words and phrases
(ITombITaiiTech COCTAaBUThH AUAIIOT C MOJYEPKHYTHIMU CIIOBaMU U (ppazamu).

9. Try to translate the underlined words and word combinations (ITombi-
TalTeCh IEPEBECTH MOAUYESPKHYTHIC CII0BA U CIIOBOCOYCTAHNSA).

10. Render the article in English using the underlined words and phrases
(ITpopedepupyiite cTaTbio Ha AHTJIMHCKOM SI3BIKE, UCIIOJIb3YS MOAYEPKHYTHIC
cioBa 1 ppasbl)’.

! Crarbu pedepupyrorcs coracHo peacTaBIeHHON MOJIEIH.
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Pa3nen 3
CTATBU 1JIsA PEOEPUPOBAHMSI.
ARTICLES FOR RENDERING

B nanHoM paszene mpeAcTaBiIeHbl TEKCThI CTaTel HA YKOHOMHUYECKYIO
TEMaTUKY U PsiJi JEKCUYECKUX YIPAXKHEHUM, TO3BOJISIOMINX 00JiIee TPaMOTHO
U3YUYUTh CTaThbU U COCTaBUTH pedepaT. Jannsiil paznen conepxkurt 10 crareit
Ha aHTJIMHCKOM SI3bIKE, KaXJas CTaThs BKIIOYAET 4 JIEKCUUYECKUX YIpPaKHE-
Hus. Ilepen cocraBnennem pedepata HEOOXOIUMO BBIMOIHUTH MPEJI0KEH-
HBIE 33/IaHUSI.

Article Ne 1

1. Read the article and try to explain the underlined words and phrases
Keep or Cut Workers? How Companies Reacted to the COVID-19
Crisis

28 JUN 2021\by Lane Lambert

Analysis by Ethan Rouen and colleagues reveals the true factors behind

leaders' choices during the pandemic's painful early months, when survival
was at stake for many businesses.

Soon after the COVID-19 pandemic was declared in March 2020,
Harvard Business School professor Ethan Rouen walked through Harvard
Square in Cambridge, Massachusetts, and was unsettled by the silence and
emptiness in a spot that is typically bustling with people shopping and eating

at restaurants.
“There was not a single person or car,” he recalls.
The eerily quiet scene was a jarring reminder that the pandemic was

taking a huge toll on many businesses that saw sales and revenue figures

abruptly plummet.
Rouen and two fellow researchers were inspired to put a pre-COVID
study on hold and conduct an analysis to determine how companies were

responding to the crisis. Were they retaining their staff and providing essential

workers with extra pay, or were they cutting expenses through layoffs and
furloughs?
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"IT GAVE US A RARE OPPORTUNITY. EVERY DECISION WOULD
BE AFFECTED BY THE PANDEMIC, AND WE WERE COLLECTING
DATA AS EVENTS WERE HAPPENING."

As it turns out, the actions companies took during those first 90 days of
the pandemic depended not only on their cash on hand, but how committed
they were to their workers, according to the new working paper, “Financial
Flexibility and Corporate Employment,” which Rouen co-authored with
Stanford professor Rebecca Lester and University of Texas professor Braden
Williams.

As the American economy slowly recovers from the pandemic, corporate
leaders, policymakers, and researchers are trying to make sense of business
reaction during the worst months of the crisis. Rouen’s study sheds light on
the true factors behind the choices leaders make when survival is at stake.

Sales take a dive

The research team used data collected between March and May 2020
by the nonprofit JUST Capital to examine the actions of 354 large companies
that collectively employ 27 million workers, representing 38 percent of the
total workforce of publicly traded American companies. The team studied
a wide range of industries, from manufacturing, wholesale, and retail to
finance, insurance, and transportation, comparing 2020 data with the same
period in 2019.

“It gave us a rare opportunity,” Rouen says. “Every decision would
be affected by the pandemic, and we were collecting data as events were
happening.”

Almost 70 percent of the companies in the study saw sales drop in the
first three months of 2020. Even so, 25 percent raised their pay for essential
workers. On the flip side, 28 percent laid off or furloughed workers.

By the end of April 2020, 15.9 million Americans were out of work,
and the unemployment rate was 14.7 percent — a huge swing from the 50-year
low of 3.6 percent just months earlier.

Which companies avoided layoffs?

Companies with more financial flexibility — that is, plenty of cash in the
bank — were able to continue operating without making deep cuts, compared
to companies with smaller cash reserves, the findings showed.

29



While some companies with high cash reserves expressed “a commitment
to their workers and had good corporate governance,” Rouen says, others
with similar levels of cash did not share these characteristics. Firms with
strong financial positions that weren’t committed to their workforces were
just as likely to lay off staff as companies with limited cash reserves.

"IT WAS HEARTBREAKING TO SEE COMPANIES THAT HAD
THESE COMMITMENTS TO THEIR EMPLOYEES, AS THEY TRIED
TO KEEP THEM."

The study also showed that layoffs and furloughs were less frequent for
firms with “sticky costs” — those that are unable to reduce their expenses
quickly when revenues decline, often because of sunk investments, such as
worker training to create human capital. For these companies, the cost of
rehiring and restoring operations after a layoff would be greater than the cost
of maintaining the status quo during an economic downturn.

Amazon, for instance, fared well by having more net cash to begin
with, plus the company saw sales increase during the pandemic. During the
pandemic, Amazon hired as many new workers as all other Standard and

Poor’s 500 companies combined. Online retailer Wayfair also prospered.

Where the axe fell

On the other hand, shopping malls and other brick-and-mortar stores
continued to lose in-person business, accelerating a trend that began before
the pandemic. For instance, the consumer electronics chain Best Buy struggled
to attract sales, and the company ended up cutting costs through layoffs and
furloughs.

Layoffs were more typical among companies that invest less in their
workers, such as restaurants and fast-food chains. Companies with fewer

sticky costs laid off workers at the same rate regardless of how much cash
they had in reserve.

“There were clear winners and losers early on,” Rouen says. “It was
heartbreaking to see companies that had these commitments to their employees,
as they tried to keep them.”

Retaining employees, even in hard times

In May 2021, the US unemployment rate dropped to 5.8 percent, with
9.3 million women and men out of work.
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The lasting effects for companies hurt most by the pandemic, including
restaurants and bars, isn’t clear. As the economy recovers, companies that
endured layoffs will need more time to rebuild their workforces — a problem
many retailers and restaurants now face as they struggle to meet increased
consumer demand with fewer employees.

"EMPLOYEES WHO HAVE NEGOTIATING POWER WILL USE
THAT."

While a healthy cash reserve will always be an advantage in “Black
Swan” events like the pandemic, Rouen says companies should also see
the value in retaining good employees during hard times. That’s especially

important given that an increasingly knowledge-based economy will make
talent tougher to replace.

Meanwhile, increased access to data about companies’ finances and
worker treatment gives job seekers a new card to play.

“That’s going to inform employee decisions when the labor market is
tight,” he says. “The data is becoming more and more available. It’s easy to
find, and 1t will matter. Employees who have negotiating power will use that.”

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(What steps did your organization take to weather the pandemic?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

workforce, unemployment rate, abruptly plummet, deep cut, to endure
layoffs, commitment, to drop, to raise the pay.

4. Render the article in English using the underlined words and phrases.

Article Ne 2

1. Read the article and try to translate the underlined words and phrases

For Entrepreneurs, the Benefits of Slowing Down

16 JUL 2021|by Jeffrey Bussgang

After several heady months for startups, Jeffrey Bussgang offers radical
advice for founders this summer: just chill.
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= Jeff Bussgang
E

. @bussgang
A gan

I'm really looking forward to creating more space and
being profoundly inefficient when we go back to in
person meetings.

9:36 AM - Feb 20, 2021 - Twitter for iPhone

A few months ago, [ wrote about the ridiculous increase in velocity that

we are seeing in the venture capital market in my post, Velocity and Venture
Capital: 11. Now that summer 1s upon us, I want to reflect on the subtle value
of slowing down, particularly from the standpoint of an entrepreneur.

Summer has always been a time to take a breath and slow down. Now
that the United States is entering a post-pandemic phase, we have yet another
reason to take things a bit slower and stop obsessing about efficiency and

speed. One of my more popular tweets during the last year was:

I was reminded of the value of slowing down during the last few days
by one of my founders who is in the midst of closing a massive financing at
a "unicorn" valuation. The company is on a tear, having grown revenue by

30 times, year over year.

In a moment of candor, he confided to me, "I hope the new investors
will let me slow down. We need to make sure we are building for scale and to
do that, I need to be more deliberate in our growth." Like the tortoise in the

famous Aesop's fable, sometimes we need to proceed slowly and steadily to
win the race.

"MAKE THE EFFORT TO MEET UP FACE TO FACE, SPEND
UNSCHEDULED LONG STRETCHES OF TIME, AND (GASP) JUST
HANG OUT."

Here are a few of the benefits of slowing down, and where entrepre-
neurs may want to focus their energies this summer:

1. Solidify your scalable team

CEO coach Marshall Goldsmith has a brilliant book, What Got You Here
Won't Get You There, about successful executives hitting points of friction
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as they grow, requiring changes in their behavior in order to continue to
succeed. I often coach my entrepreneurs to assess their teams with a similar
lens. The team that got you here may not be the team that will get you there.

Take the time to consider team additions, upgrades, and perhaps coaching
or facilitation to ensure you have the right aligned senior team that is ready,
willing, and able to scale to the next level.

2. Think different

When you're running a fast-growing company, with all the execution

demands and details involved, it is hard to take the time to be creative. Take
the time this summer to do some offsites (yes, in person!) and brainstorm
with your teams regarding the nonlinear growth opportunities that might be
available to you. Consider transformative acquisitions, partnerships, new
product launches, or international expansion in ways you might not have had

the time and space to think through.
3. Pay down your organizational debt
Every fast-growing startup incurs debt along the way. Those forms

of debt include technical debt (paying the price for historically putting off
building a robust platform in order to meet short-term customer needs),
process debt (taking shortcuts for the sake of expediency to get things done
without stopping to make core business process robust and repeatable), and

cultural debt (not investing in the culture and values because you're so busy
trying to avoid drowning in work and the demands of the market).

Take the time this summer to pay down all forms of organizational
debt. Don't let the excuse, "we haven't had the time" stop you from cleaning
up some of the messes that were left in the wake of past sprints.

4. Build enduring relationships

The COVID-19 pandemic has made it hard to build authentic, deep re-
lationships. Zoom makes everything more efficient, but more transactional.
This summer, take the time to hone in on a few important relationships and
make the effort to meet up face to face, spend unscheduled long stretches of
time, and (gasp) just hang out. Personally, I'm terrible at slowing down.
Zoom has brought out the worst of my tendencies in this regard and so am
keen to heed my own advice here!
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In Jim Collins' book, Built to Last, he writes about the playbook for
building an enduring company. Spoiler alert: slowing down to focus on team,
culture, organizational design, business model and continuous improvement

are all a part of the formula. So take a breath this summer and redouble your
commitment to building a company and business that will endure.
This article originally appeared on LinkedIn. Follow Jeffrey Bussgang
on LinkedIn to read more of his posts.
From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(How do you plan to use your time this summer?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

investor, to win the race, to scale to the next level, transformative ac-
quisitions, the demands of the market, past sprints.

4. Render the article in English using the underlined words and phrases.

Article Ne 3

1. Read the article and try to explain the underlined words and phrases
What If Closing the Wage Gap Means Everyone Earns Less?
02 AUG 2021|by Avery Forman

Companies are under pressure to share more data about employee salaries,

but research by Zoe Cullen reveals how pay transparency doesn't always help
workers.

It’s a sticky but common dilemma for managers: A valued employee
finds out that a coworker earns more, gets upset, and demands a raise. If
gender or race figure into the wage gap, tensions can escalate fast.

Companies, including Whole Foods, Starbucks, and the social media
tool Buffer, have been touting their pay transparency policies as a means of
ensuring fairness. But, as it turns out, pay transparency doesn’t necessarily
increase workers’ wages, writes Harvard Business School professor Zoe
Cullen in a new working paper.

More than 20 US states and 10 European Union countries have enacted
laws that seek to give workers more bargaining power by requiring companies
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to disclose employee salaries. However, opening up the books for all to see
has put 2 to 3 percent less cash in workers’ pockets, at least in the US private
sector, Cullen found. Rather than empower workers, these laws encourage
companies to set lower salaries, hold firm on initial offers, and prevent
expensive renegotiations.

By publicly setting pay parameters at the outset, employees “know when
you get a job offer, it’s not a negotiable topic,” says Cullen.

Cullen and co-author Bobak Pakzad-Hurson, a professor at Brown
University, detail their findings in the working paper Equilibrium Effects of
Pay Transparency.

When employees talk about their pay

A labor economist, Cullen noticed while conducting research in 2014
that workers with comparable jobs in the same locations earned similar
amounts. In contrast, the pay for the same roles in different locations tended
to vary. Cullen theorized that proximity helped workers talk to one another
about their wages, creating opportunities to re-negotiate based on what they
learned.

“It’s been a seven-year journey to understand the full ramifications of
pay transparency,” says Cullen, an assistant professor in the Entrepreneurial
Management Unit at HBS.

Meanwhile, the legal landscape has shifted in recent years toward
transparency. Laws and policies that protect workers’ ability to discuss their
compensation with colleagues without fear of repercussions have gained
popularity since 2004. In 2016, the US passed two federal initiatives, bringing
the country on par with many European nations that protect such rights.

In states that enacted such regulations between 2010 and 2017, the
number of companies with salary non-disclosure policies fell by nearly half.
Anecdotally, employees also started sharing salaries through Google spread-
sheets, according to Cullen’s research.

How transparency leads to lower pay

Cullen and Pakzad-Hurson studied how the labor market adjusts
depending on pay transparency by analyzing shifts in wages during the years
after these transparency laws took effect.
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The researchers gathered data from the American Community Survey,
which collected information on wages and employment among more than
4 million people living in states with new transparency laws between 2000
and 2016. They found that a year after these laws were passed, wages
dropped by 2.2 percent, and, three years following the change, they declined
by 2.6 percent.

"IF ALL ELSE IS EQUAL, YOU ARE BETTER OFF FINDING OUT
AS MUCH INFORMATION AS POSSIBLE AND ASKING FOR A RAISE."

The reason the laws pushed wages lower? The researchers note that
managers who disclose salaries can credibly say to employees seeking a raise:
“If I give you a higher salary, I will have to give everyone else a raise, too,
and I just can’t afford that.” This allows employers to set overall salaries
lower and hold firm on initial offers when employees are hired — which tends
to give companies an advantage in salary negotiations.

Interestingly, union workers’ wages remained higher. When Cullen
broke out firms whose employees aren’t typically union members, she found

their salaries dropped by 3.2 percent three years after the transparency laws
went into effect, while companies with more union workers experienced a
1.5 percent drop in wages over the same period — even though in both cases
employment numbers remained unchanged. At firms with unions, the company
negotiates with union representatives first to create a fixed wage scale, which
leaves workers with less individual bargaining power, the paper finds.

Takeaways for executives and employees

The Wall Street Journal reported in June that Johnson & Johnson,
McKesson, and CBRE stated in job postings for remote workers that they
wouldn’t consider for employment residents of Colorado, where a new law
requires companies to disclose salary ranges. But Cullen’s research suggests
these companies don’t need to fear transparency. Real, mandated disclo-
sure—coming from laws that protect workers and bind companies to the
rules—benefits corporations that hold up their end of the bargain.

Employees should be wary of managers who take an informal approach
to salary disclosure and promise to let employees know when others get
raises, Cullen says. “If there’s no mandatory disclosure, and the firm says,

‘I promise to keep you informed,” employees are unlikely to buy that,” she says.
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Instead, it’s critical for individual employees to do their due diligence

and advocate for higher pay. “If all else 1s equal, you are better off finding
out as much information as possible and asking for a raise,” she says.

"EQUITY IS SOMETHING THAT HAPPENS WHEN EVERYTHING
IS OUT IN THE OPEN."

Employees should keep in mind that salaries are not handled in the
same way at all companies or for all workers. For instance, the rules of trans-
parency don’t necessarily hold true for “large superstar firms that are willing
to pay higher wages than anyone else,” says Cullen. They also don’t apply to
employees who bring exceptional talent to the table. “The superstar worker,
without an equivalent or comparison group, is not going to have their bar-
gaining position reduced,” she says.

But, what about the original intent of pay transparency, making work-
places fairer and increasing workers’ bargaining power? Cullen notes that
through transparency, pay equity is being achieved at the cost of high salaries
for some — but perhaps it’s worth that tradeoft.

“Equity is something that happens when everything is out in the open,”
Cullen says. “The firm is more equal, but the overall wage bill is lower.”

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(Do you think that companies should disclose workers' salaries?).

3. Give Russian equivalents of the following words and phrases and make
up a dialogue with them:

to increase workers’ wages, expensive renegotiations, to give compa-
nies an advantage, to give an advantage, the bargain, to keep in mind.

4. Render the article in English using the underlined words and phrases.

Article Ne 4

1. Read the article and try to translate the underlined words and phrases

Are Employers Ready for a Flood of 'New' Talent Seeking Work?

01 JUN 2021|by James Heskett

Many people, particularly women, will be returning to the workforce as
the COVID-19 pandemic wanes. What will companies need to do to harness
the talent wave? asks James Heskett.
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Uncertainty about the future is always on the minds of leaders. Concern
about change defines their primary role. It’s up to others to manage, set and
meet goals, etc. Recent polls have shown that many leaders are most uncertain
about inflation and the possible return of a pandemic. But what about potential
opportunities associated with the recession of the coronavirus, opportunities
associated with a “reshuffling of the deck” in the workforce caused by

COVID-19 that could create opportunities for business?
Did the pandemic have a positive effect of unfreezing a labor market

that saw jobs going unfilled even as people were looking for work? Has it
created a pool of “new” talent — that is, prospective employees with work
experience seeking new career opportunities?

The female labor force had to deal with the brunt of changes resulting
from the pandemic. In the United States, for example, millions of women left
the labor force during the first two months of the pandemic. According to a
study by McKinsey and Leanin.org, female workforce participation dropped
to its lowest level in 32 years. Most left involuntarily to care for children at
home from school or relatives who had contracted the virus. Others were laid

off, many for reasons we’ll probably never know. Others took advantage of
the pandemic to retire early from the paid workforce. These phenomena were
even more marked for women in emerging economies of the world.

"THOSE ORGANIZATIONS WILLING AND ABLE TO TRAIN NEW
EMPLOYEES IN LARGE NUMBERS WILL HAVE AN ADVANTAGE IN
THIS KIND OF WAR FOR TALENT."

That means that we can expect a flood of capable people, mostly wom-
en, seeking work during the coming months as the pandemic recedes and
their children return to school. Many are ready to learn new jobs and new
skills in an economy that needs such a transition. Those organizations willing
and able to train new employees in large numbers will have an advantage in
this kind of war for talent.

Leaders now must now consider whether their organizations are ready
to accommodate the wave of talent that we know 1s on the way. A personal
experience, however anecdotal it is, may provide food for thought. Last
month, a female acquaintance with a long work record, a positive attitude, a
high level of motivation, and familiarity with managing computer-aided work
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decided to re-enter the work force. She was confronted with a job requiring

more complex computer knowledge than she possessed. There was little or
no training or coaching. After three days, she was fired for the first time in
her life. It was a blow to both her pocketbook and her self-esteem.

Is there an opportunity here for organizations ready to take advantage
of the talent surge? Just how prepared are employers? Are incentives and
support systems for returnees to the workforce in place? Have we provided
for the need for inclusion for those returning to a new organization?

"IT’S LIKE THE SURFER WHO SEES THE BIG ONE COMING."

We may be uncertain about inflation and a resurgent pandemic, but we

shouldn’t be uncertain about the wave of female talent that will be seeking
work during the coming months. It’s like the surfer who sees the big one
coming.

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(Are employers ready for a flood of “new” talent seeking work? What
do you think?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

the talent wave, potential opportunities, to accommodate the wave of
talent, self-esteem, the workforce.

4. Render the article in English using the underlined words and phrases.

Article Ne 5

1. Read the article and try to explain the underlined words and phrases

Has COVID-19 Broken the Global Value Chain?

16 APR 2020|by Sean Silverthorne

4Questions Companies and consumers depend on the global value chain
to create and distribute products around the world. What happens when the
chain breaks? Insights from Laura Alfaro and Ester Faia.

The coronavirus pandemic has not only disrupted lives and businesses,
it has illuminated underlying fragilities in the global value chain (GVC) that

drives economies around the world.
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The smartphone you use many times daily is a product of a global value
chain, designed by a company in one country, manufactured by another firm
elsewhere, and distributed by dealers everywhere — all underwritten by global
cash flows. Often these networks are established without much redundancy
planning or other risk-mitigation factors to counter extraordinary shocks, like
this one.

In a new paper, Laura Alfaro and Ester Faia explore the unraveling
of GVCs and related disruptions to money flows caused by the coronavirus.
Their paper is titled Pandemics Fragilities: The Double-Coincidence of a Halt
in Hyper-specialized GVC and the Big-Dollar-Hunger (pdf).

Alfaro is the Warren Alpert Professor of Business Administration at
Harvard Business School and a Faculty Research Associate at the National
Bureau of Economic Research. Faia is a professor at Goethe University
Frankfurt and a Research Fellow at the Center for Economic and Policy
Research.

Sean Silverthorne: What has been the impact of the pandemic so far on

the global value chain, and what more might we expect?

Laura Alfaro and Ester Faia: In 2012, a survey by the World Economic
Forum and [the consulting firm] Accenture, devoted to assess the risk of a
disruption in the global supply chain, had included a “pandemic" among the
18 categories of risk considered plausible. It assigned a probability of 11 per-
cent to such a pandemic (against, for instance, a 19 percent assigned to global
energy shortage or a 17 percent assigned to shortage of labor), making it not
really that rare an event.

And here we are with a pandemic. The prevailing economic paradigm
behind global value chains, generally a production network, suggests that
firms should outsource to the countries with the lowest overall costs. (Firms
could potentially source particular intermediate inputs from only one country.)
Outsourcing, the fragmentation of production and lengthening of value chains,
has allowed for a finer division of labor and greater gains from specialization —

hyper-specialization — across countries. Just-in-time management practices
also dictate holding minimal inventories to improve profits.

These outcomes are efficient assuming sourcing from a particular
country involves zero risk. There 1s, however, a growing list of events that are
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overlooked by risk managers, ranging from natural disasters, to geopolitical,

technological, contractual, or demand factors.

A first warning emerging from the unprecedented economic shock caused
by the pandemic is that a specialized global value chain GVC represents a "trade
fragility" and that the paradigm behind the GVC needs to be re-assessed.
Production networks shall become more diversified, rather than clustered.
Also, the network should rely on trusted nodes. Third, there should be higher

transparency through data sharing in order to better track the chain of
subcontractors.

Question: How has the coronavirus affected financial flows?

Answer: The halt of the GVC resulted in unintended consequences and
fragilities on the monetary side. The appetite for dollar, which is already high

after crises, is growing these days at unprecedented levels. During sustained
interruptions of the GVC, like after the outbreak of the COVID-19 in China,
many firms servicing the network stopped receiving payments in dollars (or
perceived that payments would be interrupted).

Firms operating in the commodity markets also saw their revenues
shrinking, and struggled to meet obligations in (dollar) debt. As a result, most
of them turn to banks to obtain loans. The banks then turn to their central
banks to obtain dollar funding. To satisfy this big demand the Federal Reserve
on March 19 announced establishment of temporary US dollar swap lines
with an expanded list of central banks, including a handful of economies
(EMEs), Australia, Brazil, Denmark, Korea, México, Norway, New Zealand,
Singapore, and Sweden. Many of the countries newly admitted in the swap line

are pivotal in the global supply chain, either for Advanced Manufacturing
and Services (South Korea, Brazil, Mexico) or for Innovative Manufacturing
Activities, according to data from WEF in 2012. Other countries contribute
commodities.

Question: For the general business practitioner, what are the major
takeaways from your observations? How will their businesses be affected,
and are there things they should be doing now to prepare or react?

Answer: The pandemic has made more evident trade fragilities and the
potential exacerbation of monetary fragilities. The occurrence of a number of
events that were considered rare 1s growing.
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This implies that business managers, particularly those of companies
operating in the GVC, shall now devote more efforts and resources to
risk management practices and inventory management. The full focus on the

efficiency and cost minimization shall be accompanied by more attention
toward a diversification and also of the currencies used for transactions.
Question: What are some implications for policymakers?

Answer: Here there is role for local policies. Attention to risk does not
mean walking away from globalization and global value chains. But it does
entail paying attention to potential bottlenecks, risk, and diversification of
trade partners. Economic policy should also further try to foster local curren-
cy debt markets, although this will have to wait for the recovery.

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(What happens when the global value chain breaks?).

3. Give Russian equivalents of the following words and phrases and make
up a dialogue with them:

to distribute product, redundancy, to counter extraordinary shocks, to
assess the risk, to shortage of labor, overall costs, commodity markets, to
foster local currency.

4. Render the article in English using the underlined words and phrases.

Article Ne 6
1. Read the article and try to translate the underlined words and phrases.
Can Our Parenting Struggles Make Us Better Leaders?
12 NOV 2021|by Ranjay Gulati
Like parents, leaders must know when to impose control and when to
step back. Ranjay Gulati reflects on the benefits of authoritative leadership,

and what it takes to achieve it.

I’m not just a professor and business consultant; I’'m also a parent to
two kids. As I’ve often mused, the challenges leaders face at home and at
work aren’t necessarily all that different. In particular, both contexts leave
leaders struggling between their desire to control others and their need to let
go. Finding a happy medium is far from easy.
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Diana Baumrind, a pioneering research psychologist, observed that

parents often behave in ways that are either authoritarian, permissive, or
negligent, with a tendency to bounce among the three approaches. Authoritarian

parents exercise too much control. Permissive parents allow for too much
autonomy on the part of children. Negligent parents don’t allow for either
control or autonomy — they’re simply absent or uninvolved.

A fourth option is better suited for human growth than these three —
what Baumrind calls the authoritative approach. Parents can adopt a middle
ground, promoting a sense of autonomy while also allowing for at least some
structure. As I’ve found, the best leaders also adopt this middle ground inside
organizations, albeit a somewhat specific way. They choose to put just a few
critical guardrails in place — a basic framework — to guide employees in their
exercise of autonomy. I call this approach freedom within a framework.

Two steps to authoritative leadership

To become a more authoritative leader, I suggest taking two basic steps:

Communicate a clear framework. You’ll want it to contain both positive
(“thou shalt”) and negative (“thou shalt not™) statements in order to remain
durable. My own father articulated such a framework for me before sending
me off to boarding school, clearly listing the types of behaviors that were and

were not acceptable.

Reinforce the framework and hold people accountable. My father did
this as well, and eventually his list of do’s and don’ts came to comprise part
of my inner compass, guiding my behavior to this day.

As my research with innovative organizations has shown, allowing
employees to exercise autonomy within clear guardrails can yield favorable
results. Netflix has described its culture as an amalgam of “freedom and

responsibility.” By freedom, the company doesn’t mean a free-for-all. Yes,

workers have the freedom to express opposing viewpoints, and they also have
wide leeway with their vacation and travel options. But with freedom comes
responsibility, which means they have an obligation to work proactively to
further the company’s mission.

Alaska Airlines, likewise, has become one of the most successful and
well-regarded airlines by giving its frontline workers much more control over
customer service issues than most of its competitors — but within boundaries

43



that meet the company’s standards on safety, caring, delivery and presentation.

So if a customer service employee decides on the spot to waive a ticket holder’s

fee because of an injury, she is confident that the company will approve.
Maintaining the tension between control and autonomy isn’t easy, and

you might find yourself veering too far at times in one direction or the other.
But with a solid, well-articulated framework in place, you’ll be able to correct
for excesses and stay more or less in the middle zone over time. At home and
at work, a blend of control and autonomy is usually the winning formula.
This article originally appeared on LinkedIn. Follow Ranjay Gulati to
read more of his posts.
From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(How do you strike the right balance between control and autonomy?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

desire to control others, human growth, authoritative leadership, to
exercise autonomy, wide leeway, competitor.

4. Render the article in English using the underlined words and phrases.

Article Ne 7

1. Read the article and try to explain the underlined words and phrases

What Companies Want Most in a CEO: A Good Listener

26 OCT 2021\by Jay Fitzgerald

Financial expertise and operational experience will only take executives
so far. More than ever, companies want senior leaders with strong social
skills and emotional intelligence, says research by Raffaella Sadun and
Joseph Fuller.

For a better shot at landing the top job at today’s companies, aspiring
CEOs should set aside their slide presentations and work on their listening
skills instead, new research suggests.

Companies are increasingly seeking socially adept leaders — not
charismatic smooth-talkers, but executives who listen empathetically, welcome
input, and rally the workforce around a common goal, according to a recent
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study by a team of researchers including Harvard Business School Professors
Raffaella Sadun and Joseph Fuller, who analyzed thousands of executive job
search descriptions created over a 17-year period.

“The demand for social skills is increasing in every category of the
economy,” says Sadun, the Charles Edward Wilson Professor of Business
Administration in the Strategy Unit at HBS. “[But] it’s not about schmoozing.”

Instead, headhunters and corporate recruiters want candidates with soft
skills who can:

— actively listen to others;

— empathize genuinely with others’ experiences;

— persuade people to work toward a common goal;

— and communicate clearly — or, as Sadun puts it, “touch the chords of
listeners.”

Top executives who demonstrate this kind of interpersonal prowess are

more likely to be in high demand, particularly at large, multinational, and in-

formation-intensive organizations, the research suggests. Those companies

see social skills in the C-suite as more important than more traditional
operational and administrative abilities, such as monitoring the allocation of
financial resources.

That’s because today’s senior executives face a more complex, technology-
driven work world in which they must coordinate diverse teams across the
globe to achieve goals and solve problems, the researchers note in their
recent working paper, The Demand for Executive Skills.

“The demand for social skills in executive searches reflects specific
firm needs, in particular the need to coordinate more — and more complex —
activities within firms,” the paper says.

Managers at all levels need social skills

Sadun and Fuller, along with co-authors Stephen Hansen of the Imperial
College Business School in London, and Tejas Ramdas of Cornell University,
analyzed 4,622 searches for top executives conducted by 3,794 executive-
search firms between 2000 and 2017. About 43 percent of the searches were
for CEOs, 36 percent were for CFOs, and the rest were for other top
management positions.
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The researchers studied searches primarily conducted on behalf of
companies with 1,500 to 55,000 employees in a variety of industries, including
manufacturing, finance, insurance, real estate, retail, and information technology.
United States companies represented 57 percent of the searches and European
firms accounted for 29 percent.

The researchers used machine learning algorithms to map the text of the
job descriptions into six distinct clusters of skills: administrative, management
of financial and material resources, management of human resources, infor-
mation skills, monitoring of performance, and social skills. The team defined
“social skills” as “interacting with, listening to, persuading, and empathizing

with others” and “being aware of others’ reactions and understanding why
they react as they do.” Demand for these skills has been on the rise for
decades across all spectrums of management, but they are most highly valued
in CEO candidates, the authors found.

While corporations still require top executive candidates to possess
“concrete” skills, such as financial expertise, administrative and operational
experience, and technical knowledge, the demand for these skills has remained
static or has declined in recent years. In contrast, demand for social skills has
jumped significantly, the study results show.

Complex work requires new skills

The authors found that demand for social skills depended on the size of
firms, the geographic diversification of workforces, and a firm’s involvement
in mergers and acquisitions.

Larger firms were more likely to include social skills in their job-search
requirements.

Being a multinational corporation was associated with a 4.7 percentage
point increase in the probability of including references to social skills in the
job description.

Firms involved in mergers and acquisitions were 3 percentage points
more likely to seek social skills.

Study models also found that firms requiring large numbers of employees
with IT skills were associated with a 5.2 to 6.3 percent increase in demand
within the social-skills cluster.

“It’s related to the increasing complexity associated with managing
larger and more knowledge-intensive organizations,” says Sadun.
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Past generations of CEOs might have tapped a smaller cadre of advisers
or made decisions unilaterally, but today’s leaders must gather more input and
buy-in from a larger and more diverse range of experts to achieve corporate
goals and solve increasingly difficult problems, the researchers say. Broad
changes in the nature of work conducted globally require different managerial
capabilities, especially at the top of organizations.

Can social skills be taught?

Previous studies have explored the importance of interpersonal skills in

the broader job market. But the authors say their study is one of the first to
highlight the importance of these capabilities for top managerial occupations.
The growing emphasis on social skills emerging from the job descriptions
suggests that seemingly basic social capabilities are perceived to play a key
role for the success of complex and information intensive organizations.

It is unclear, however, whether the supply of social skills in the mana-
gerial labor market has been able to meet this increasing demand. Do enough
C-suite executives currently possess these skills to meet the corporate demand?

And if not, can aspiring CEOs receive training to improve on their social
skills?

Some early work in this area, including an experiment conducted by
other HBS faculty on entrepreneurs, suggests that this may well be the case,

but the evidence on top managers and in high income countries is still scant.
More research is needed on whether key social skills can be learned, whether
they’re inherently unique to some individuals, or whether it’s a combination
of the two, Sadun says.

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(What skills do CEOs need today, in your opinion?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

social skills, emotional intelligence, to listen empathetically, soft skills,
coordinate diverse teams, real estate, information technology.

4. Render the article in English using the underlined words and phrases.

47



Article Ne 8

1. Read the article and try to translate the underlined words and phrases

Salary Negotiations: A Catch-22 for Women

02 APR 2021 |by Kristen Senz

Too assertive or too nice? New research from Julian Zlatev probes
the lose-lose dynamics that penalize women in negotiations and perpetuate

gender inequity.

The higher a woman rises through a company’s ranks, the more backlash
she faces if she negotiates her salary assertively — a phenomenon that
contributes to the wide gender gap in the C-suite, new research suggests.

By analyzing data from more than 2,500 negotiators, Harvard Business
School Assistant Professor Julian Zlatev and colleagues found evidence that
women who felt empowered at the negotiation table were more likely to reach
worse deals or no deal at all. The results held regardless of their negotiation
partners’ gender.

Eight years after Sheryl Sandberg encouraged women to persevere on
the corporate ladder in her book Lean In, critical obstacles still stand in the
way of gender equity, particularly when it comes to pay and promotions.
Based on the results of their study, Zlatev and his colleagues surmise that
negotiation dynamics not only contribute to the dearth of women in leadership
roles, but also create a lose-lose situation for all women in the workplace,
as neither assertiveness nor conforming to stereotypes leads to success. To

address these issues, companies will need to reimagine the negotiation
process, says Zlatev.

"SOMETHING NEEDS TO BE DONE AT THE ORGANIZATIONAL
LEVEL TO KEEP ASSERTIVENESS FROM LEADING TO THIS
BACKLASH."

“Something needs to be done at the organizational level to keep asser-

tiveness from leading to this backlash in the first place,” he says. “I don't
think the idea should be to tell women, for example, not to lean in.”

Zlatev and his co-researchers, Jennifer Dannals of Dartmouth College’s
Tuck School of Business, and Nir Halevy and Margaret Neale, both of Stanford
University’s Graduate School of Business, analyzed data from 2,552 MBA
students and executives from five continents who took part in virtual and
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in-person classroom exercises in negotiation. The researchers wanted to
understand why women consistently underperform men in similar negotiation
settings, as has been repeatedly shown by past research.

Having a strong alternative shapes behavior

Among the participants, 35 percent were women and 19 percent were
senior executives. Members of the group negotiated in groups of two:
43 percent of the pairs included a woman and a man, 43 percent were only
men, and 14 percent were only women. The research team randomly assigned
some participants — both women and men — to have a strong alternative offer
before the negotiation began so they could study how the backup option
affected the outcome, Zlatev explains.

When a woman with a strong outside option, such as a job offer from
another company, is negotiating, the likelithood that the discussion will end in
an impasse nearly triples, regardless of whether she’s negotiating with a
man or a woman, the study shows. A strong backup offer presumably frees a
person up to negotiate more assertively, says Zlatev, giving them more power
in the exchange. But the study shows that a more powerful woman triggers a
more powerful “backlash” response in her negotiation partner, likely based

on ingrained stereotypes and subconscious notions about how women
“should” act.

“If you’re not assertive enough, you don’t get your desired outcome,
and if you are assertive, you risk getting this backlash,” Zlatev says.

In the corporate setting, the backlash a woman faces will likely intensify
as she gains power, the researchers say.

“This research lends further credence to the notion that it may be
difficult for women to reach higher rank positions in organizations even

though women may actually often practice advantageous leadership styles
once they achieve these positions of higher rank,” the researchers write in the
article, The Dynamics of Gender and Alternatives in Negotiation, which was
published in the Journal of Applied Psychology.

Asked whether the classroom setting of the negotiations included in
the study might have affected participants’ behavior, Zlatev says he and his
co-researchers believe that it may have lessened the effects that their research
revealed, as people tend to be more assertive or unyielding when real money
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is on the line. While gender was a key dimension in the study sample, Zlatev
stresses that gender is just one of many factors at play that affect negotiation
outcomes.

Putting guardrails on negotiations

Some companies, such as Reddit, have eliminated salary negotiations

from the hiring process in an effort to quash gender bias and pay gaps, but

doing so also eliminates opportunities to maximize value for both parties.

"NEGOTIATION IS NOT A ZERO-SUM GAME."

“Negotiation is not a zero-sum game,” says Zlatev. “It's about trying to
figure out what you value in the negotiation and what your counterpart values
and how can you trade off on those different issues to try to grow the size
of the pie and really get as much out of the negotiation for both parties as
possible.”

To retain those trade-offs, Zlatev suggests that companies consider
making certain elements of a compensation package non-negotiable, especially
as research reveals the most gap-widening aspects, such as salary. Seemingly

lending support to this approach, past studies have found that situational
ambiguity in a negotiation exacerbates the gender gap, and that decreasing
that ambiguity helps to close it.

“By allowing for negotiation, but putting some guardrails on that
negotiation,” Zlatev says, “I think that would be one way to try to close the
gender gap as much as possible while still allowing many of the benefits of
negotiation to come through.”

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(How do you prepare for potentially sensitive negotiations?).

3. Give Russian equivalents of the following words and phrases and make
up a dialogue with them:

critical obstacles, to affect the outcome, negotiation partner, to eliminate
opportunities, to put some guardrails.

4. Render the article in English using the underlined words and phrases.
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Article Ne 9

1. Read the article and try to explain the underlined words and phrases

9 Tips from an Expert Fundraiser: Help Donors 'Invest in Their

Passion'

07 JUN 2021|by Danielle Kost

Seeking donations can feel like begging. In this excerpt from Effective
Fundraising, F. Warren McFarlan offers advice to help trustees approach
prospective donors with confidence.

Few people enjoy asking for money. Whether you’re selling cookies or
seeking a gift to fund medical research, it's rarely easy.

“Many people see it as akin to begging,” writes Harvard Business
School Professor F. Warren McFarlan in his new book Effective Fundraising:
The Trustee’s Role and Beyond. Others don’t do it very well.”

The cruel reality, however, for many social enterprises, up to 50 percent
of the CEQ’s time can be devoted to securing financial resources. Without the
resources, even the most exciting mission will fall short. The board of trustees

is an invaluable ally in this regard, helping to open and secure support.

"IT IS HARD WORK AND ABSOLUTELY VITAL IF THE
ORGANIZATION IS TO SUCCEED."

McFarlan has spent the past 40 years serving on social enterprise boards,
helping organizations find the right leaders, advance their missions, and raise
the necessary supporting funds. His 2011 book Joining a Nonprofit Board
explored high-level governance strategy issues. His new book offers

pragmatic advice about the critical endeavor of fundraising.

This book “is devoted to helping improve raising of financial resources
for powerful missions,” writes McFarlan, the Albert H. Gordon Professor of
Business Administration Emeritus. “It is hard work and absolutely vital if the
organization is to succeed.”

In this excerpt from Effective Fundraising, McFarlan offers nine practical

tips for trustees preparing to seek donations.

One of the hardest questions to address is do you ask a prospective
donor for a specific dollar number and if so, how high should that number
be? (For the record, professional fundraisers say you should always do so.)
Several things I have learned that may be helpful:
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1. It 1s almost impossible to insult someone by asking too much. At the
worst, they will be flattered to be thought of as being much wealthier than
they are.

2. If you ask too low, you may leave a lot of money on the table. The
donor may be delighted to get out with such a small commitment given their
prior expectations.

3. Inexperienced solicitors tend to blink at the last moment and ask for
dramatically less than they were instructed. Sending a team of two (expensive
in terms of time) is one way to deal with this, since it is very unlikely the two
will collude to lower the ask.

4. Even worse, people will say they asked for more than they did.
(Surprise! They sometimes lie.)

"YOU ARE GIVING A UNIQUE OPPORTUNITY FOR INDIVIDUALS
TO CONTRIBUTE TO SOMETHING OF IMPORTANCE TO THEM, AN
OPPORTUNITY THEY WOULD NOT OTHERWISE HAVE."

5. Approaching someone with the right mindset is key. You are not
begging but, rather, offering an unusual and attractive opportunity to the
prospective donors to invest in their passion and to have their names
associated with it long term. You are not asking for money per se. You are
giving a unique opportunity for individuals to contribute to something of
importance to them, an opportunity they would not otherwise have. They can
make a difference.

6. Start your work as an asker with a known easy prospect on a
straightforward project. It will be a confidence builder for you. Building on
this success, you can then evolve to more complex donors and projects as you
refine your pitch and develop more confidence.

7. For major solicitations, you should prepare a detailed call report
shortly after the visit. Prospective donors have quirks and preferences that
are really important for askers to understand for effective solicitations in the
future. These preferences can in some cases last over decades. The report
jogs your memory for your next visit or helps someone else pick up the
solicitation thread. Two relationships for an educational institution that
evolved over a 40-year period illustrate this point. In each case, what the
donor had requested at the time of the initial gift in terms of the types of
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solicitation processes that the donor would be receptive to was adhered to
for many years. However, time and circumstances ultimately changed the
preferences of both the donors dramatically. Previously unthinkable projects
became desirable alternatives in the fullness of time. “No” sometimes means
just “no for now.” Careful listening and sensitive longitudinal stewardship
are key for successful long-term philanthropy.

8. Don’t wait too long to start your visits. Psychological hurdles can
build up in your mind, and they get ever larger the longer you worry about
them. Get started and let your technique improve through practice. The longer
you wait, the bigger the hurdles will seem in your mind until they become
insurmountable and you never get started.

9. Develop a short customized pitch in advance of your first meeting
with a donor. Donor attention span, particularly at the beginning of a meeting,
can be limited. You need to build interest and get the hook in quickly. When
you have their attention and rapport has been established, you can then get
into the meat and the details.

For the most part, the primary readers of this book are what I call
prospective community-level philanthropists. This covers everything from the
neighborhood music school to the local community hospital. The recommen-
dations become more complex with a trustee being more of a connector as one
deals with mega institutions and mega donors. Harvard’s and the Metropolitan
Museum’s seven-digit-or-more gifts tend to be handled by the CEO and
professional development staff. These organizations have large staffs of major
gifts officers, sophisticated databases, and computer software. The role of a

donor trustee is more complicated and nuanced in these situations, because
the donor calls are often done by a combined trustee/donor and a professional
working as a team.

"YOUR JOB IS NOT THAT OF A BEGGAR, BUT RATHER THAT
OF AN EDUCATOR OF DONORS AND AN EXPANDER OF HORIZONS."

The fundamentals of fundraising, however, are remarkably similar re-
gardless of the size of the organization and the asks. The author recalls inter-
viewing the CEO of an organization that had just completed a successful
$1.4 billion capital campaign. The CEO confessed he had gotten his fundraising

skills 25 years earlier as a trustee of a local day school where his children went.
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He found the $25,000 ask for that organization was identical in terms of
planning and approach to what he was doing 25 years later as he approached
$25 million gift asks.

Your Role as a Solicitor

In summary, the most important thing to understand is that as a fundraiser,
your job is not that of a beggar, but rather that of an educator of donors and
an expander of horizons about how they can personally impact organizations
they care about through their philanthropy. You are providing a service to
them — a very valuable one. You are opening up new doors and possibilities
both for the donors and for the organization. For the donor, you are introducing
them to new ways to contribute to society and enabling them to feel better

about themselves. You are bringing enrichment and context into their lives.
For the organization, you are providing access to new resources that will
enable it to enhance its overall impact.

Through all of this, you, as a fundraiser, are transforming the donor
organizational relationship from a transactional one to a relational one, which
hopefully will endure, reshaping itself appropriately over time. When that
happens, scope grows, and hitherto unimaginable philanthropic possibilities
become possible.

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article
(Have you ever helped an organization raise money?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

prospective donors, to secure support, vital, powerful missions, prior
expectations, effective solicitation, fundraiser.

4. Render the article in English using the underlined words and phrases.

Article Ne 10

1. Read the article and try to translate the underlined words and phrases
A Simple Question That Can Guide Companies to Epic Success
20 APR 2021\by Danielle Kost
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Some companies gain advantage by commanding premium prices. Others
lean on their world-class talent. But, a small slice of companies manages to
do both — and dramatically outperform peers.

What sets these top businesses apart? It’s simple: They create the most
value, says Harvard Business School Professor Felix Oberholzer-Gee.

In almost every segment of the economy, the very best companies lead
their peers by wide margins. They take share by building on proven ideas and

expanding in markets they know. Equally important, they eschew efforts —
even bold, cutting-edge proposals — that are unlikely to generate value for
customers, employees, or suppliers.

“Companies that raise customer willingness to pay in a distinctive
manner attract the very customers that find the firm’s products and services
extra appealing,” says Oberholzer-Gee, the Andreas Andresen Professor of
Business Administration. “No wonder these businesses end up receiving rave

reviews and loyal customers.”

"IF A US COMPANY THAT RANKED 50TH TODAY JUMPED TO
40TH NEXT YEAR, ITS RETURN ON INVESTED CAPITAL WOULD
INCREASE BY 21 PERCENT."

Fortunately, most companies have the potential to create more value and

increase their profits. Even modest advances can have dramatic implications.

“If a US company that ranked 50th today jumped to 40th next year, its
return on invested capital (ROIC) would increase by 21 percent,” he says. “If
a Chinese firm improved in this way, its ROIC would grow by 16 percent.”

Oberholzer-Gee elaborates on his approach to strategic decision-making

in his new book Better, Simpler Strategy: A Value-Based Guide to Exceptional
Performance, which comes out April 20. We recently sat down with him to
discuss the importance of creating value.

Danielle Kost: What is different about the companies that put value at
the center of their strategy?

Felix Oberholzer-Gee: I admire how disciplined they are. Every company
that I studied for the book has many talented individuals with interesting-
sounding ideas. There are dozens and dozens of proposals for projects.
Value-based strategy teaches how to select among these ideas and projects.
The most successful firms are very strict: Unless an idea creates value for
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customers, employees, or suppliers, they do not touch it. It might be fun to

do. It might be interesting to explore, but it's not going to create the kind of
value that ultimately gets translated into financial success.

Kost: In the first line of your book, you say that strategy is simple. Why
1s that such a provocative statement?

Oberholzer-Gee: Because no one experiences strategic decision-making
as simple. The frameworks are complicated. The processes that companies
install to develop their strategy are highly complex, hundreds of slides, dozens
of analyses, many competing frameworks and considerations. I meet many
managers who see strategic thinking as reserved for the most senior, most
experienced executives.

"ONE OF THE KEY MESSAGES IN THE BOOK IS THAT
STRATEGY IS NOT COMPLICATED. THERE ARE ONLY THREE
LEVERS: VALUE FOR CUSTOMERS, VALUE FOR EMPLOYEES,
AND VALUE FOR SUPPLIERS."

It is even true in our own executive education courses. There's often

this sense among younger participants that you need significant experience —
gray hair and wrinkles — to think strategically. So one of the key messages in
the book is that strategy 1s not complicated. There are only three levers: value
for customers, value for employees, and value for suppliers. And the book

shows how to operate these three levers. Conceptually, strategy could not be
simpler. Once you start thinking about how to create value — that’s when it
gets interesting. We get to be endlessly imaginative. Strategy poses little
challenge for our conceptual thinking. But it presents the most exciting of
challenges for our creative abilities.

Kost: How do you think value-based strategy differs from conventional
approaches?

Oberholzer-Gee: I would emphasize three differences. First, we often
think of strategy as answering two questions: Where do we play? How do we
win? Many strategists consider the first question pre-eminent. I show in
the book that for most companies, the best opportunities sit right in their
industry, close to home.

Second, conventional strategic thinking teaches that companies can
easily get “stuck in the middle,” with no discernible competitive advantage,

56



unless they choose one of a limited number of strategic options such as cost
leadership, differentiation, or focus. But the book is full of examples of
companies that have dual and even triple advantages. The have an advantage
in attracting talent and they charge customers a premium price. In fact, it 1s
precisely because they create value for employees that they are then able to
better serve their customers. This is particularly true in service industries.

A third difference is that I emphasize the strategic value of operational
effectiveness. Traditionally, we did not make much of running your company
effectively because, well, isn’t this what everybody does? My colleague
Professor Raffaella Sadun has wonderful research that shows just how slowly
even key managerial practices diffuse. All of a sudden, being a good manager
confers a lasting competitive advantage.

Kost: You end the book by talking about the value that companies can
create for society. Why should executives consider these issues as part of
their strategy discussions?

Oberholzer-Gee: Unless you've been hiding in a faraway castle, you
know that business doesn't have the best reputation today. About half the
people believe that capitalism, as it exists today, does more harm than good.
One reason is that many companies are preoccupied and enamored by value

capture — how to make money. They think about how to capture value before
they think about how to create value.

"IF WE WANT TO RESTORE FAITH IN THE BUSINESS
COMMUNITY, VALUE CREATION NEEDS TO BE OUR FIRST
CONSIDERATION."

Imagine a full airplane, most passengers will have paid a different price
(and fees!). That’s great for the airline, but it is all just value capture, there
is zero value created through the price discrimination. McKinsey’s work in
the opioid crisis is an example of this value-capture mindset, a view that pays

little attention to the well-being of society overall. The vitamin cartel
provides another.

Compare this type of thinking to initiatives that are designed to create
value. You might remember when Nike built a training center in Sri Lanka to
get its suppliers to adopt Toyota-type production methods. That is true value
creation. Both the margins of Nike and the margins of the suppliers expanded.

57



If we want to restore faith in the business community, value creation
needs to be our first consideration. And it is more profitable, too. Value cap-
ture 1s zero sum, and the losing party will push back, limiting the financial
upside. If you create value, no one pushes back.

From Harvard Business School Working Knowledge

2. Make up questions to the contents of the article

(What separates a good idea from a truly great one?).

3. Give Russian equivalents of the following words and phrases and make
up a situation with them:

segment of the economy, cutting-edge proposals, to increase profit, to
strategic decision-making, financial success, value for customers, creative
abilities, business community.

4. Render the article in English using the underlined words and phrases.
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Paznea 4
3AJJAHUA 110 ITIOUCKY U PEOEPUPOBAHUIO CTATEHN

JlaHHBIA pa3zzen BKIKOYAET JIeKCHueckui matepuan (vocabulary) mo
skoHOMH4YecKkoi TeMatuke (10 TeM) u psan 3amanuit (tasks), KOTOpbie BBIMOJ-
HSIFOTCSI C UCTIOJIb30BAaHUEM 3TOTO MaTepHaa.

1. Keep or Cut Workers? How Companies Reacted to the COVID-19
Crisis (COVID-19)

Vocabulary: revenue figures, to plummet, to respond to the crisis, to retain
the staff, to cut expenses, to recover from the pandemic, at stake, wholesale,
insurance, unemployment rate, limited cash reserves, economic downturn,
consumer demand.

Tasks:

a) make up sentences with the above mentioned vocabulary;,

b) find the article (in Russian) in the Internet connected with COVID-19;

c) render this article using vocabulary.

2. For Entrepreneurs, the Benefits of Slowing Down (Entrepreneurship)

Vocabulary: to offer radical advice, venture capital, entrepreneur, ben-
efit of slowing down, facilitation, fast-growing company, to brainstorm with
team, transformative acquisitions, to launch new product, core business.

Tasks:

a) make up a dialogue with the above mentioned vocabulary;

b) find the article (in English) in the Internet connected with Entrepre-

neurship;
c) render this article using vocabulary.

3. What If Closing the Wage Gap Means Everyone Earns Less? (Finance)

Vocabulary: the wage gap, to set lower salaries, compensation, to
create a fixed wage scale, bargaining power, tradeoff, overall wage bill, new
transparency laws.

Tasks:

a) make up a situation with the above mentioned vocabulary;

b) find the article in Russian newspapers or journals connected with

Finance;
c) render this article using vocabulary.
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4. Are Employers Ready for a Flood of 'New' Talent Seeking Work?
(Gender)

Vocabulary: the minds of leaders, primary role, potential opportunities,
labor market, female labor, to take advantage of the pandemic, new skills,
to train new employees, personal experience, a high level of motivation,
self-esteem.

Tasks:

a) give your own full explanation for the above mentioned vocabulary;

b) find the article in English newspapers or journals connected with

Gender,
c) render this article using vocabulary.

5. Has COVID-19 Broken the Global Value Chain? (Globalization)

Vocabulary: global value chain, to distribute by dealers, global cash
flows, redundancy, risk-mitigation factors, Policy Research, the impact of
the pandemic, to assess the risk, to global energy shortage, overall costs,
financial flows, to receive payments in dollars, big demand, to contribute
commodities, to foster local currency.

Tasks:

a) make up a presentation using the above mentioned vocabulary,

b) find the article (in Russian) on the website "Business online"

(http.//'www.business-gazeta.ru/) connected with Globalization;

c) render this article using vocabulary.

6. Can Our Parenting Struggles Make Us Better Leaders? (Leadership)

Vocabulary: authoritative leadership, authoritarian, permissive, negligent,
autonomy, to comprise inner compass, to express opposing viewpoints, to meet
the company’s standards, to have an obligation.

Tasks:

a) translate using the above mentioned vocabulary from English into
Russian;

b) find the article (in English) on the website of the newspaper
"The Guardian" (http://www.theguardian.com/) connected with
Leadership,

c) render this article using vocabulary.
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http://study-english.info/10_origins_of_money.php

7. What Companies Want Most in a CEO: A Good Listener (Management)

Vocabulary: operational experience, social skills, emotional intelligence,
charismatic smooth-talkers, common goal, soft skills, operational and
administrative abilities, senior executives, coordinate diverse teams, material
resources, persuading, job-search requirements, knowledge-intensive
organizations, interpersonal skills, the corporate demand.

Tasks:

a) find synonyms to the above mentioned vocabulary;,

b) find the article (in Russian) in the journal "Russian Economic Journal"

(Poccutickuti akonomuueckuil scyprar) connected with Management;
c) render this article using vocabulary.

8. Salary Negotiations: A Catch-22 for Women (Negotiation)

Vocabulary: gender gap, leadership roles, promotion, to keep assertiveness,
to affect the outcome, negotiation partner, to reach higher rank positions, to
quash gender bias, gap-widening aspects.

Tasks:

a) find antonyms to the above mentioned vocabulary;,

b) find the article (in English) in the journal "Cambridge Journal of

Economics" connected with Negotiation,

c) render this article using vocabulary.

9. 9 Tips from an Expert Fundraiser: Help Donors 'Invest in Their Pas-
sion' (Social Enterprise)

Vocabulary: trustees, prospective donors, to fund medical research, to
secure support, high-level governance strategy issues, to seek donations, to
develop more confidence, effective solicitation, long-term philanthropy, the
local community hospital, fundraiser, unimaginable philanthropic.

Tasks:

a) paraphrase the above mentioned vocabulary;

b) find the article (in Russian and in English) connected with Social

Enterprise, compare them and give your opinion;

c) render one of the articles using vocabulary.

10. A Simple Question That Can Guide Companies to Epic Succes
(Strategy)
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Vocabulary: to command premium prices, to outperform peers, segment
of the economy, wide margins, cutting-edge proposals, to loyal customers, to
increase profit, to strategic decision-making, the importance of creating value,
financial success, experienced executives, creative abilities, competitive
advantage, value-capture mindset.

Tasks:

a) find the definitions of the above mentioned vocabulary in the dictionary;,

b) find the article (in Russian) connected with Strategy;

c) render this article using vocabulary.
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