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Iliianupyembie

Kpurepun ouneHuBaHusi pe3yJbTaToB 00y4YeHHsI

Kon n IL1anupyemsle
HAaHMeHOBaHUe pe3yJbTaThl PE3YILTATLI Ouenoumnnie
o0y4eHus 1Jist HEYT0BII. YIOBII. X0pOo1I0 OTJINYHO CpeacTBa
KOMIEeTeHIUH o0yueHus
HH.S3.
OK—4 cnocoOHoCTh K | 31 — 3Hath 6a3oBbie | 3HaTh pedeBble | OTCyTCTBHE Henocratou | 3HaHue Tounoe Huckyccuss 1o
KOMMYHHKAITUU B | peUeBbIE KJMILE JUIs | KJIMIIEe 3HAHUH U | HO TIOJHBI | OCHOBHBIX UCTOJB30BaH | TeMam
YCTHOM U | KOMMYHHKAIIUHA B KOMITETCHIIMK | 00BbeM SI3BIKOBBIX ue peueBbix | "Change”,
IMCbMEHHOW (popmax | ycTHOUI U B pamKax | 3HaHuM, CPEICTB, KJIMIe, "Culture™
Ha pPYyCCKOM U | MUCBMEHHON (opMmax 3aJJaHHOM HEOOXOUMBI | CIIOCOOHOCTh | CTHJIMCTUYECK | YCTHBIN OIpocC
WHOCTPAHHOM SI3BIKaxX | Ha TEMaTHUKH X JUIS IPUMEHSTH " o TeMam
JUISL  pelieHus 3ajay | npodecCuoHaNbHBIC acIiexra OCYIIECTBIIE | UX JUISL | TPaMOTHOE, "Culture",
MEXJIMYHOCTHOTO U | TEMBI TOBOPEHUS. HUSA peuenus nunrBucTHYec | "Competition”
MEXKYJIbTYPHOTO S3bIK mporecca TUTIOBBIX KU u | llenoBast wurpa
B3aUMOJICHCTBHSA UCTIOJB30BaH | OOIIEHUS. peueBBIX JIOTHYECKU o TeMam
Ha ypoBHe | Cnaboe 3a1a4 B | IPaBUJIbHOE "Competition",
OTJIEbHBIX BJIa/ICHHE pamKax U3JI0’KEHUE "Change"
CJIOB. S3BIKOBBIMU | yueOHOM OTBETA.
OTtcyTcTBUE cpeAcTBaMu. | mporpammbl | Branenue
orBeta  wiu | M3noxeHue | 1mo  acmekTy | BceMu
OTKa3 OT HEero. | OTBETa Ha TOBOPEHMSL. HEOOXOIUMBI
BOIIPOCHI C MU
CyIIeCTBEHH SI3BIKOBBIMU
BIMH CpeAcTBaMH.
omunOKamu.
3, - 3natb HauOonee | 3HATH JEeKCHKO- | SI3bIK Yyamuiics I'pammaruuec | Mcnons3oBan | IIpesenranus
YIIOTpeOHUTETbHEIE rpaMMaTHU4YeCKH | HCIOJIb30BaH | JENaeT KHE OINNOKH | Bl pasHbIe | IO TEME
rpaMMaTHYECKHE e sIBJICHUsI Ha ypOBHE | O0JbILIOE He3HauuTenb | rpamMatudec | 'Change”,
KOHCTPYKIIUU OTIEITbHBIX KOJIMYECTBO | HO  BIIMSIOT | KUX [Mucrmennas
CJIOBOCOYETaH | IPyOBbIX Ha KOHCTpYKLUH | paboTta o
1707878 rpamMmariye | BOCIpHATHE | B TeMaM
MPEAJIOKEHUN | CKUX peun cootBercTBUM | "Competition”,
B 3HAKOMOM | OIMIMOOK. y4aIerocs. ¢ 3amaueii u | "Change"”
CUTYaIHH. TpeboBanusiM | KonTponbHas




JAaHHOTO roja | pabora o
oOyueHus TeMam
SI3BIKY. "Competition”,
Penxue "Change",
rpammarudec | “Culture”
KHE OIIMOKH
HE  MeEUIaloT
KOMMYHHKAI]
uu
33 — 3Hartb | 3HaTh @®parmeHTapH | 3HaTh 3HaTh besynpeuno [Ipe3enranus
TEPMUHOJIOTHYECKYIO | IPO(PECCHOHANbH | bleé 3HAHUA B | OCHOBHBIE HEOOXOUMBI | 3HaTh BCE | 110 TeMe
JIEKCUKY o- obnactu A3BIKOBbIE e s3bIKoBbIe | HeoOxoaumbie | "Change”,
aHIVIMHCKOTO SI3bIKa | OPUEHTHPOBAHHY | MpodeccuoHa | cpelcTBa. CpeACTBa, S3bIKOBBIE [Tucemennas
10 JIEKCUKY JIbHOHN Yyanuiics UCIIOJIB30BAT | CpPeICTBA pabora 1o
TEPMUHOJIOTH | AEMOHCTPHUP | b UX JUIA npu TeMaM
. yeT HaJM4ue | pelicHus Herocpenctee | "Competition”,
OCHOBHBIX Hay4yHBIX W | HHOM "Change"
yMEHUI npodeccuona | obmenun Ha | KoHTponbHas
peueBoro JBHBIX 3a/1a4 | MHOCTPaHHOM | paboTa o
oOmIeHus TSt SI3BIKE Ha | TeMam
Ha ocymiectiieH | nmpodeccuona | "Competition”,
WHOCTPAHHO | U nbpHbIe TeMbL. | "Change”,
M A3bIKE. | KOMMYHHUKAI] "Culture"
Peub A Ha Huckyccuss 1o
YIPOILIEHHAsl | HHOCTPAaHHOM TeMaM
SI3BIKE. "Change",
"Culture"
Yi— YmMerb untatb 1 | Ymers untath U | OTCyTCTBHE Henonnsrii Henonnerii ITonnsIii KoHnTponbHas
MEPEBOAUTH CO nepeBoAUTH nepeBo/a, nepeBoa (50- | mepeBoa (70- | mepeBox (90- | pabota o
CIIOBApPEM TEKCTHI, npodeccuoHaab | oTKa3 ot Hero | 60%). 80%). 100%). TeMaM




ITIOCTPOEHHBIE Ha HO- win nepeBol | OrcyrerByto | Cobmogaerc | OtcyrcTBHE "Competition”,
SI3BIKOBOM MaTepuajlie | OpMEHTUPOBAHH | TEKCTA HA T s TOYHOCTH | cMbIcioBbiX U | "Change",
po(hecCHOHABHOTO | ble TEKCThI YpOBHE CMBICJIOBBIE | IIEpeaaun tepmunojoru | "Culture”,
OO0IIEeHUs B paMKax OTJEIIbHBIX UCKQ)KEHUS. | COJEp)KaHMs. | YECKUX [Ipezenrtarnus
y4eOHOM MPorpaMMbl cnoBocoueta | [IpucyrctBy | IlpucyrcTBy | MCKa)keHUH. o TemMe
ui U | 10T 10T Teopueckuit | "Change",
MPEJIOKEHUI | He3HAYUTENb | HE3HAYUTENb | MOAXOM K
npu HBIC HBIC nepenaye
MPOSBIICHUU | TEPMHUHOJIOT | HapyIICHUS XapaKTePHBIX
YCHITUIH U | MU9eCKue TEPMHUHOJIOTH | OCOOCHHOCTE
MOTHBAIIUH. UCKQXKEHUS. | U u|u CTHIIS
Hapymaercst | xapakTepHBIX | TIEPEBOJHUMOT
MPAaBHWJIBHOCT | 0OCOOCHHOCTE | O
b U CTHIIA TEKCTA.
nepenavu EePEeBOIUMOT
CTHIIS 0 TEeKCTa.
NEePEBOIUMO
IO TeKCTa.
Y, — Ymerp Ymersb Heymenue O®parmentap | Jocratounoe | Beicokas HenoBasg wurpa
HaXOJUTh HAXOJAUTH KOPPEKTHOI HOE YyMEHHE | yMEeHUE CTEIEeHb o TeMaM
“H(pOpMAIIHIO O HHpopManM o0 | HHTEpIpeTal] | JEMOHCTPUP | JAEMOHCTPUPO | YMEHUS "Competition”,
CTpaHax U3y4aeMoro | cTpaHax un 0BaTh BaTh HaBbIKK | neMoHcTpupo | "Change”,
SI3bIKa U3 PA3JIMYHBIX | H3y4aeMOro nH(pOpMaIUK | TTpaBUIIA TOJIEPAaHTHOT | BaTh [Ipezenrarus
HMCTOYHUKOB sI3bIKA CTpAaHOBEJYEC | ATHUKETA, 0 CTpaHOBEAUYEC | IO TEMe
KOTo ATHUYECKHE M | B3AUMOJEUCT | KYIO "Change",
Xapakrepa HPABCTBEHH | BUS U | pYIUIHIO.
BIX  HOPMHI | COIIUANBHON | YMeHHe
MOBEJICHUSA, | aanTalii B | MMOJIb30BATHCA
NPUHATBIE B | MEXKKYIBTYp | chopmupoBan
aHTTIOSI3BIYH | HOW cpefie U | HBIMH
BIX B HaBBIKaMHU




KYJIbTYpax. | COOTBETCTBH | BIIQJICHHS
u C | DTHKETOM,
LEHHOCTSMU | MPUHATHIM B
CTpaHbI AHTJIOSI3BIYHBI
U3y4aeMoro | x CTpaHax
SI3BIKA. npu
YCTaHOBJICHU
Y KOHTaKTOB C
3apyOeKHBIM
1 KOJIJICTaMHU.
B1 — HaBblkamu | Biaanernb Crynent He | CtyneHt Crynent Crynent Huckyccus 1o
BOCTIPUSTHS, HABBIKAMH OPUEHTUPYETC | HAXOOUT B | CIIOCOOCH CTIOCO0eH TeMaM
o0paboTku U | BOCIIPUSITHSA, 1 B TEKCTE W | JaHHOM nocratoyno | mpocmotpets | "Change”,
nepeaaun 00padoTKu HEe crocoOeH | TekcTe (wiu | OBICTPO HECJIOKHBIN "Culture"”
uHpopmManuu, nepeaavyu BBITIOTHSATH JTAHHBIX MPOCMOTPETh | OPUTHHAIBHBI | YCTHBIA OIMpOC
ITOJTyYEHHOMN u3 | uHopmanuu MOCTaBJIEHHY | TeKcTax) 1/2 | TekcT WM | i TEKCT WM | IO TeMaM
MPEAJIOKEHHBIX 0] 3aJaHHOU CEpUI0 CEPUIO "Culture",
MeYaTHbIX u KOMMYHMKaTH | HHQopManu | HEOONbIIUX | HEOOJBIINX "Competition"
ANEKTPOHHBIX BHYIO 337la4y. | U U | TEKCTOB TEKCTOB JlenoBass wurpa
HMCTOYHUKOB CIIOCOOCH Pa3IUYHOTO | PA3IMYHOTO o TeMaM
BBIMIOJIHUTL | XKaHpa, THIA, | )aHpa, THma, | "Competition”,
paboty B | CTHIIA c | crums ¢ | "Change"
TakoM K€ | IEeNbI0 LEJIBIO
o0BéMe. MOKCKa MOKCKa
KOHKPETHOW | KOHKPETHOU
nHpopmanuy | HHPOpMaIH,
. OH Bnazeer | OICHUTH
HaBBIKAMH BBIOPAHHYIO
orbopa uHpOpMaIIHIO
3HAYUMOM c TOYKH
nHOpMaLIUY | 3peHHS ee




JUISL pelleHusl | 3HAYMMOCTH
3aj1ad. JUTSL  peIeHUs
Opnnako MIOCTaBJIEHHO
o0beM i
BBIMOJIHEHHO | KOMMYHUKATH
71 paboThI | BHOM 3a7auu.
COCTaBJISIET
mumb 2/3 ot
HY>KHOTO.
B> — Bnaners | Baagerns Conepxxanne | Tema u | BoickaspiBan | Coxaepkanue | JlenmoBas wurpa
OCHOBHBIMH Pa3IMYHBIMU BEITIOJTHEHHOHW | mpoOiemaru | ue BBICKA3bIBaHU | 11O TeMaM
crocobamMu YCTHOU U | cmocodamMu paboThI HE | Ka CBsI3aHHOE W | A mosHOCThIO | "Competition”,
MMUCbMEHHOM YCTHO# pacKkpbIBaeT BBICTYIICHH | mociiegoBate | coorBerctBye | "Change”,
KOMMYHHKAITUU MU CbMEHH oM WIH a HE | JBHOE. T [Ipe3enTanus
KOMMYHUKAIIMH | pacKpbIBaeT packpbIThl B | MICTIONB30BaH | MOCTABJICHHO | TIO TEME
JINIIb IMOJIHOM he OOJBIIOro | i "Change",
YaCTUYHO o0Beme. o0BemMa KoMMyHHKaTH | [IMchbMeHHAs
3aTpoHyTyto | HaGmionmaroT | sSI3bIKOBBIX BHOH 3amaue, | pabota o
TEMY. cs CpPEACTB. MTOJTHOCTHIO TeMaM
Hcnonp3oBan | MHOrouucine | JlomyckaroTc | pacKpbIBaeT "Competition",
ue HHBIE s OT/CJIbHBIC | 3aTPOHYTYIO "Change"
MUHUMAJIBHOT | SI3BIKOBBHIE OLIMOKH, HE | TEMy.
0 KOJHMYECTBA | OIIUOKH, HapymwBIIHe | Beicka3zbiBaHU
W3YYECHHOUI 3HAYUTENFHO | KOMMYHHUKAIl | € BBICTPOCHO
JICKCUKH, HAPYIIAOIN | WO u|B
UCIIONIb30BaHU | € MOHMUMAaHHUE. | ONpPEICTICHHO
e cioB | moHUManue. | Temnm  peum | ¥ JIOTHKE,
POJHOTO Hapymienue | HECKOIBKO CONICPKUT HE
S3pIKa BMECTO | TIOCJIEIOBATE | 3aMEIICH. TOJILKO
HE3HAKOMBIX | JTbHOCTHU Peun GbakTbl, HO H
WHOCTPAHHBIX | BBICKA3bIBAH | HEJIOCTATOYH | KOMMEHTapHH
CJIOB. usl. Peus | 0 1o rnpobieme,




OtcyrcTBUE HMOLIMOHAIb | SMOLMOHAIBH | JTUYHOE
JJIEMEHTOB HO HE | O OKpallleHa. | OTHOLICHHUE K
COOCTBEHHOM | OKpallleHa, U3JIaraeMbIM
OLICHKH, IIPOU3HOLIEH ¢akTam u
BBIPAXKCHUS ue 000CHOBaHUE
CBOETO pycudunmpo 3TOTO
OTHOUICHMs K | BaHO, TEMII OTHOILICHUS.
3aTparuBaeMo | pe4yu Beicka3biBann
i npoOieme. | 3HAUUTEIIBHO € CBS3HOE H
bonwmioe 3aMeIJICHHBI JIOTUYECKH
KOJIMYECTBO 178 IIOCJIEI0BATEN
SI3BIKOBBIX pHOE.  Peup
(JIexcuuecKux SMOLIMOHAJIBH
: 0 OKpauieHa.
rpaMMaTH4iec
KHX,
dboHeTHUECKU
X)
CTHJINCTUYECK
UX) OLINOOK,
HapyIIAOMNX
ITOHUMAaHUE.
IK-7 31- MHCTPYMEHTHI UHCTPYMEHTBI Ul | Y4aluica He | Y4Yaluiics Yyamuincs Yyammiics OK3aMeH
CIIOCOOHOCTBIO, JUIsL aHaln3a aHanausa 3HAeT JIEMOHCTPHUD | 3HAET 3HAeT
UCIIOJIB3YS 3apyOeKHBIX HCTOYHUKOB MHCTPYMEHTBI | YET 3HAHHUE | TEXHOJIOTUIO | MIOAXOABI U
OTEUYECTBEHHbIE U HMCTOYHUKOB uH(popManun aHaam3a OTJAENBHBIX | IPEACTABIECH | HUHCTPYMEHTA
3apyOeKHbIE uHpopMauu 3apyOeKHBIX | HHCTPYMEHT | Us puit IE:
WCTOYHUKHU U HCTOYHUKOB C | OB UTs | “”HpOpMAIMKN | OIICHKH,
uHbopMaIuy, LIENbIO aHaJm3a o aHaym3a "
coOpatb BBISIBIICHUS 3apyOeXHBIX | OTAEIbHBIM MHTEpIIpeTaIl
HE00X0IuMbIe uHpOpPMALlUK | UICTOYHUKOB | HHCTPYMEHTA | WU
IAHHEIE M uHpopmarun
IPOAHAIN3UPOBATh MHTepHpeTal | 3apyO0esKHBIX




UX U MOJITOTOBUTH WU JTaHHBIX HMCTOYHUKOB
uH(MOPMAITMOHHBIN
0030p u/unu
AHAJIMTUYECKUN OTYET
32 - | 3HaTh He ymeer | Ucnone3yer | Ucnonb3yer | Hcnons3yer DK3aMeH
npodeccuoHanbHy0 | MPOGECCHOHANBH | IPUMEHSThH OTpaHHYEHH | JIOCTAaTOYHO | pa3HOOOpa3H
TEPMUHOJIOTHIO  JIS | YIO peueBbIe BIN KpYT | IUPOKUI bIC o
Mpe3eHTAINH TEPMHUHOJIOTHIO KITUIIIE U | peueBbIX KpyT 3HAYEHUIO H
MOJTyYCHHOM JUI TIPE3EHTAlUM | 000POTHI JUIS | KITUILE U | peueBbIX COCTaBYy
uHdopManuu u3 | uHpopmau MpeJICTaBIeHu | 000POTOB KITUIIIE U | peueBbie
3apyOeIKHBIX o TSt 000poTOB KJIMIIIE u
HMCTOYHUKOB uH(pOpMallUK | IpeACTaBIeH | AJs 000pOTHI IS
u3 ust NPEACTaBICH | MPEICTaBICHU
3apyOeKHBIX | MOJIYUEHHOUW | Us S IOJIy4€HHOM
HCTOYHHUKOB u3 MOJTyYeHHOH | W3
3apyOeKHBIX | U3 3apyOeKHBIX
WCTOYHUKOB | 3apyO€XHBIX | MICTOYHHUKOB
uHpOpMalll | UCTOYHUKOB | MHPOpPMALIUU
5! nHpopmanuu
YMeTp  cocTaBiATh | YMETh He ymeeT | YMeer Ymeer O630p OK3aMeH
KpaTkuii 0030p Ha | COCTaBIAThH COCTaBIIATh COCTaBJIATh | COCTaBIIATH COCTaBIICH
MHOCTPAHHOM SI3bIKE | KPaTKUM 0030p Ha | KpaTKUi KpaTKHii KpaTKui MIOJTHO,
o TEMaTHUKE | KHOCTPaHHOM 0030p Ha | 0030p Ha | 0030p Ha | TIoTUYHO, 0€3
npo(eCCUOHATIBHOTO | SI3bIKE [0 | MHOCTPAHHOM | MHOCTPAHHO | MHOCTPAHHOM | KaKUX-JIHOO
o0IIeHUs TEMaTHKe SI3BIKE MO | M SI3BIKE TIO | SI3BIKE 0 | HapyIICHHH
npodeCcCUOHANIbH | TEMAaTUKe TeMaTuKe TEMaTuKe peueBoro
oro ooOueHus JIEIIOBOTO JIEIIOBOTO JITIOBOTO SI3BIKOBOTO
oO0rieHus oOrieHus, o0rieHus, XapakTepa.
UMEIOTCS UMEIOTCS
3HAYUTENbH | HE3HAYUTENb
138 HBIC peYeBEIC
CTHJIUCTHYEC | OIIMOKH,




KHE, JIOTHKa
(haKTUYECKU | M3JIOKCHHUS
e U | HE
JIOTUYECKHE | HapylleHa.
HapYIICHUS
B1 HaBbIkamu | Bl HaBblkamu | He  Bnaneer | AHHOTHpOBa | Yuamuiics AHHOTanMst u | DK3aMeH
AHHOTHUPOBAHUA U | AHHOTHUPOBAHUS W | HaBBIKAMU HUE U | BBIMOJHSET pedepar
pedepupoBanus  Ha | pedepupoBaHUS aHHOTHpPOBaH | pedepupoBa | pedeprpoBaH | BBHIIOTHEHEI
WHOCTPAHHOM SI3bIKE | HA HMHOCTPAHHOM | WS U | HUE ue U | COTJIaCHO
A3BIKE pedepupoBaH | BBIIIOJHEHO | AaHHOTUPOBAH | MPUHATHIM
us Ha | C usl TEKCTa C | MpaBuUjaM U
MHOCTPAaHHOM | HapylLIeHHEM | HE3HA4YUTeNdb | HOpMaMm  0Oe3
A3BIKE OCHOBHBIX HBIMU peueBbIX U
MPUHIIAIIOB | SI3BIKOBBIMHU U | SI3BIKOBBIX
Y TIPaBUI peueBbIMU OILINOOK.
olnOKamMu.
B2 HaBblkamu | Bianers UcneiteiBaer | CocraBisier | O630p 0630p DK3aMeH
MIpeICTaBICHUS HaBbIKaMU 3HAYUTENbHBI | 0030p,  HE | IPEICTaBJIE€H | MpeACTaBlIeH
MH(POPMAIIMOHHOTO IIPEJICTaBICHHUS € CI0XHOCTH | OTIMYAIOIINA | B B
o030pa B YCTHOW | MH(QOPMAIMOHHOT | MIPU HCSl JIOTMKOM | COOTBETCTBHE | COOTBETCTBUE
bopme Ha | O o030pa B | COCTaBJIIEHUM | M3JIO)KEHHUS, | C HOPMamH | C  HOpMaMH
MHOCTPAHHOM SI3bIKE€ | YCTHOW (hopMe Ha | YCTHOTO COJIEPIKUT M3y4aeMOro | U3y4yaemoro
MHOCTPaHHOM o030pa 10 | 3HAYUTEIBHO | A3BIKa, A3BIKa,
SI3BIKE 3aaHHOMI e cooOmienne cooOI1IeHne
TEMaTHKE. KOJIMYECTBO | a/IEKBaTHO a/IEKBaTHO
A3BIKOBBIX U | BOCIPUHATO | BOCIPHHSITO
peueBbIX ayIUTOPUH, ayJIUTOPUEH.
HETOYHOCTEH | UMEIOTCS
HE3HAYUTEIIb

HBIC PCUCBBIC
U A3BIKOBBIC
HETOYHOCTH.




OLIEHOYHLIE CPEJICTBA 1 MTHBIE MATEPUAJIbI, HEOBXOJUMBIE JIJId [TIPOBEPKY 3HAHU, YMEHUU,
HABBIKOB 1 (WJIN) OIBITA NEATEJIBHOCTU, XAPAKTEPU3VIOUINX STAIIBI ©QOPMHUPOBAHNSI
KOMIIETEHLIN

7 cemecTp:

Temsbi: ""Change', ""Culture", ""Competition™.

Pacnpenenenue 0annoB 3a GopMbl TEKYIIETO KOHTPOJIS:
Kontponbras padota mo Temam "Change", "Culture” "Competition"(Bapuanr 1,2,3) - 5
Huckyccus Ne 1,2 mo remam "Change”, "Culture” (Bapwmanr 1,2,3) - 10

[Mpesenrarust Nelmo teme "Change™ (Bapuanr 1,2,3) - 5

Yt onpoc Nel,2 mo Temam "Competition”, "Culture™ (Bapuanr 1,2,3) - 10
JlenoBas urpa mno temam "Change","Competition” (BapuanT 1,2,3) — 10

[Tucemennas padora Nel, 2 mo temam "Change”, "Competition" (BapwuanT 1,2,3) - 10

HUroro: 5+ 10+ 5+ 10 +10 +10 = 50 6asuioB

KOHTPOJIBHAA PABOTA

Kpurepuu onenuBanus:
KonuuectBo 6aninoB o bPC 3a sty dpopmy kouTposs (u3 50): 5

5 OamnoB (BeimonaHeHo oT 91% no 100%) — IlpaBuiabHO BBIMOJHEHBI Bce 3aaaHus. [IpoaeMOHCTpUpOBaH BBHICOKMN YPOBEHb
BJIa/ICHUs MaTepuaioM. JIeKCHKa COOTBETCTBYET MOCTaBICHHOM 3ajjaue U MpoiieHHOMY MaTepuaiy. [ paMmmaTuueckue OommoOKu
OTCYTCTBYIOT. [TposiBIeHBI TPEBOCXOAHBIE CTIOCOOHOCTH MPUMEHSTh 3HAHUS U YMEHUS K BBINOTHEHUIO KOHKPETHBIX 3a1aHUM.



4 Gamna (BeimosiHeHO oT 70% 1o 90%) - IlpaBuiibHO BbITIOJIHEHA OoJiblliasi 4acTh 3afaHuil. [IpUCyTCTBYIOT HE3HAYUTEIbHBIC
omuOku. [IpogemMoHCTprUpOBaH XOpOIIMM YpOBEHb BiaJieHUS MaTepuanoMm. JIeKcMka COOTBETCTBYET IMOCTABIEHHOM 3ajaye u
NPOWJIEHHOMY MaTrepuaily, HO MMEIOTCS HEe3HAaYuTeNbHbIe OMMOKHU. ['paMMarnueckue OIMOKM HE3HAYyuTeNbHBI. [IposBiieHbI
CpeaHue CIOCOOHOCTH MPUMEHSTh 3HAHUSI U YMEHUS K BBIMIOJIHEHUIO KOHKPETHBIX 3aJJaHUM.

3 6amna (BeimosnHeHo OT 51% 10 69%) — 3amanus BBIMONHEHBI O0Jee YeM HamoJoBHHY. [IpUCYTCTBYIOT cephe3HbIe OIIMOKH.
[IponeMOHCTpHpPOBaH yIOBICTBOPUTEIBHBIN YPOBEHD BIaIeHUs MaTepraioM. JIEKCHKa He BCerJja COOTBETCTBYET MOCTaBICHHOMN
3aJaye W TPOHIACHHOMY MaTepHually, WMEIOTCA 3HauyuTelbHble OmMOKH. JlomymieHsl TpyOble TpaMMaTHUYECKHUE OIIHNOKH.
[IposiBeHBI HU3KUE CIIOCOOHOCTH MTPUMEHSATh 3HAHUS Y YMEHHS K BBITTOJIHEHUIO KOHKPETHBIX 3a/IaHUH.

1-2 6Gamna (BemomHeHo OT 0% g0 50%) - 3amaHus BHITIOJIHEHBI MEHEE YeM HamosioBuHy. [IpoaemMoHcTpupoBaH
HEY/IOBJIETBOPUTENIbHBIA YPOBEHb BIIaJICHUsI MaTepuaioM. BoJbIoe KOJWYECTBO JIGKCMYECKUX OMIMOOK. JlomyieHo OobInoe
KOJIMYECTBO TpaMMaTHYECKUX OMUOO0K. [IposBiIeHBI HEJOCTATOUHBIE CIOCOOHOCTH MPUMEHSTh 3HAHUS U YMEHUS K BBIOJTHEHUIO
KOHKPETHBIX 3aJIaHUM.

MeTozmqecmle YKa3daHus 1Jd npemnoaaBarTteiid
KontponbHast paboTa BBITIONHAETCS Ha 3aHATHM W Ha BBIMOJHeHWE 3amaHuil naerca 90 munyTt. KontponbhHas pabota
IIpeACTaBJICHA B TPEX BapHaHTaXx.
3a KOHTPOJIBHYIO PA0OTY CTYJIEHT MOXKET MOJTYIUTh 5 0aslioB.
MeTozmqecmle YKa3daHnus 1Jid CTYACHTA
Do all the assignment in accordance with your variant.

KonTpoabHnasi padora Ne 1 mo remam " Change™, ""Culture", "Competition™

Bapuanr |

1. Complete each set of sentences with the same verb describing change from
the box in the correct form. There are four verbs you will not need.

deregulate redevelop retrain
downsize relocate update
reassess restructure upgrade




1. The current economic climate is making people . . ... all of the purchases they make.
When will the government of life? . . . the impact of their economic reforms on the quality
Weneedto........... the situation before taking any decisions.

2. If your company . . ... and you are over 50, your working life may be over.

As the car industry . . . ., many are leaving the country in search of work.
Breaking news: TRN United, the global electronics group, . ........ its workforce by 20%.

3. Could you perhaps . . . .. .. us on h'ow the project is progressing?

We continuously . ....... the files with new information.
Weplanto........... our telephone system.

4. The government will soon . ........... all internal flights, so the industry will probably

become more competitive.
Theyplanto............ the capital markets and privatise most state-owned companies.
Taiwan's government pledgedto........... its service sector within four years.
5. We bought new softwareand hadto........... everyone to use the database.
Our agency has seen a huge increase in the number of adults looking to change
careers, either as a result of job loss or adesireto............ in a different field.
People are often reluctantto. ... .... until they are convinced that their present skills
are not sufficient to enable them to find work.
2. Complete the two conversations with the words in brackets. Use the past
simple or present perfect as appropriate.

A:Howlong........... ! (your offices / be) in this area?

B: Since April 2007.

A:Where............ 2 (you / be) before that?

B: In the city centre. But therent . . . . . . . ® (be) outrageously expensive, so we ....°

(decide) to relocate to the suburbs.
A: And . ...° (you/ ever/ regret) your decision?

B: Frankly,we . ....... ® (be) slightly worried about all the changes in the first couple of
months, butwe .. .......... " (soon / realise) that it was the right move. This part of town
is extremely attractive, and in fact, it............ ® (develop) enormously over the last two

or three years.
A:Soitseemsyou........... ® (have) a very good year so far.



B: Absolutely! Sales . . . ... 19 (stand) at €14m at the end of the last quarter, and they

...... Y(already / increase) by 6%.

A: What about your market share?

Bilt........... 12 (remain) stable since 2008, but we are confident it will increase when we
launch our new product.

A: ... "3 (you / have to) make anyone redundant?

B: No. At Lortex, we pride ourselves on the fact that there..... 1 (not be) any.

redundancies for over eight years.

3. Complete the conversation with the words in the box. There are some
words that you will not need

booking  flying how I'm journey like
nice please staying tired tiring where

Laura Hi, I'm Laura Dumont. Nice to meet you.

Stefan ... 'tomeetyou,too........... 2 Stefan Kirchner.

Laura  ....>areyou from, Stefan?

Stefan I'm from Linz. That's in Austria. ...., * about you?

Laura I'm from Ottawa in Canada.

Stefan You've come a very long way! How was your . . . . .. > here?

Laura It was fine, butabit......... ® Nine hours is a long time to be in a plane.

| managed to get a good rest yesterday, though. By the way, are you ... ’

at the Regency, too?
Stefan No, they booked me into a small hotel called The Winston.
Laura  What'sit.......... 89
Stefan ~ Well, it's all right, I suppose. A bit noisy, but the food and service are good.

And it's within walking distance of the conference centre, so | can't complain.

4. Write questions for these answers
1.A....?
B. Not too bad. Sales are up, but we've had some redundancies.
2.A . ?



I'm a systems analyst.

AL ?

No, but I'll try and see some of the sights before | leave.

AL ?

| flew to Berlin, then I took a taxi.

AL ?

No. The map was very helpful, so we got to the conference centre really quickly.
Ao ... ?

>
o

>
N

B.
3.
B.
4,
B.
5.
B.
6.
B.
1.
B.
8.
B. I'm particularly keen to go to Professor Roger's talk.

KonTpoabHasi padora Ne 1 mo remam Change'’, ""Culture™, " Competition"
Bapuanr 11
1. Putthe words in the correct order to make idioms.

1.to/on/al/fire/get/house/ like/on
2.to/in/one's/foot/ it/ put
3.to/ice/ the / break

2. Use the correct form of the idioms from Exercise 1 to complete the
sentences.

L1..... at the party when | asked for a glass of wine. It was soft drinks only!

2. In some countries, talking about the weather for a minute or two isawayto. ...
3. My new manager has a great sense of humour, andwereally . ............

3. Complete the sentences with should(n't), must(n't) or (don't) hove to.

1. If you want my advice,you ........... have a big meal before a meeting. It will make you
feel sleepy.



2.YOU. ... use your mobile phone in the plane. The flight attendants are very strict

3YoU............ respect the speed limit at all times, otherwise your licence will be taken away.
4. We............ work next Monday because it's a public holiday.

5. If you plan to do business in a foreign country, you............ learn some of the

language. That's always greatly appreciated wherever you go.

6. Ifyou........... refuse an invitation to dinner, make sure you have a valid excuse.

4. Complete the e-mail with the words and phrases in the box. You will not need all of them.

are willing best wishes faithfully invited
inviting meet you seeing you sincerely
very much hope wanted would be delighted would like to

To: J. Ferreira,
From: Erman Bayar
Subject: Forthcoming IRTA Sales Conference

Dear Mr Ferreira,

We ..... Y invite you to attend our international sales conference,
which is being held in 1zmir this autumn. Your latest book on cross-cultural
communication, Bridges to Success, has become a best-seller throughout

the region. Therefore, we . . . 2 if you could deliver a 30-minute keynote

address al this event.

The conference will be on Wednesday and Thursday, November 4-5, from

9.00 till 15.00.

Ifyou............ ® to accept this invitation, could you please send us the
abstract of your speech at your earliest convenience and also let us know

what your fee is.

Your are also cordially .. ...... * to the dinner which will be given in honour of
the presenters and of our prominent guests on Thursday evening.

We ...... > that you can accept this invitation and look forward to . . . . .



Erman Bayar

Kontpoabnasi paora Ne 1 mo remam Change'', ""Culture™, ""Competition"
Bapmuanr 111
1. Complete the two conversations with the words in brackets. Use the past
simple or present perfect as appropriate.

A:Howlong........... ! (your offices / be) in this area?

B: Since April 2007.

A:Where............ 2 (you / be) before that?

B: In the city centre. Buttherent....... ® (be) outrageously expensive, so we ....°
(decide) to relocate to the suburbs.

A:And....> (you/ever / regret) your decision?

B: Frankly, we ... .. ... ® (be) slightly worried about all the changes in the first couple of
months, butwe . ........... ” (soon / realise) that it was the right move. This part of town
is extremely attractive, and in fact, it............ ® (develop) enormously over the last two
or three years.

A:Soitseemsyou........... % (have) a very good year so far.

B: Absolutely! Sales . . . ... 10 (stand) at €14m at the end of the last quarter, and they

...... Y(already / increase) by 6%.

A: What about your market share?

Bilt........... 12 (remain) stable since 2008, but we are confident it will increase when we
launch our new product.

A: ... " (you/ have to) make anyone redundant?

B: No. At Lortex, we pride ourselves on the fact that there..... 1 (not be) any.

redundancies for over eight years.

2. Complete the conversation with the words in the box. There are some
words that you will not need



booking  flying how I'm journey like
nice please staying tired tiring where

Laura Hi, I'm Laura Dumont. Nice to meet you.

Stefan  ...'tomeetyou,to0........... 2 Stefan Kirchner.

Laura ... > are you from, Stefan?

Stefan  I'm from Linz. That's in Austria. ...., * about you?

Laura I'm from Ottawa in Canada.

Stefan ~ You've come a very long way! How was your . . . . .. > here?

Laura It was fine, butabit......... ® Nine hours is a long time to be in a plane.

| managed to get a good rest yesterday, though. By the way, are you ... ’
at the Regency, too?
Stefan ~ No, they booked me into a small hotel called The Winston.
Laura  What'sit.......... 89
Stefan ~ Well, it's all right, I suppose. A bit noisy, but the food and service are good.
And it's within walking distance of the conference centre, so | can't complain.

3. Use the correct form of the idioms from box to complete the

sentences.
to get on like a house on fire to put one's foot in it to break the ice
... at the party when | asked for a glass of wine. It was soft drinks only!

2. In some countries, talking about the weather for a minute or two isawayto. ...
3. My new manager has a great sense of humour, andwereally .. ...........

4. Read the e-mail of Erman Bayar and write Mr Ferreira's reply to Erman Bayar.

* Thank Mr Bayar for the invitation.
* Explain briefly what your presentation is about and mention that the abstract
is attached.



 Mention your fee.

* Explain why you cannot be there for the second day of the conference.
To: J. Ferreira,

From: Erman Bayar

Subject: Forthcoming IRTA Sales Conference

Dear Mr Ferreira,

We would like to invite you to attend our international sales conference,

which is being held in 1zmir this autumn. Your latest book on cross-cultural
communication, Bridges to Success, has become a best-seller throughout

the region. Therefore, we would be delighted if you could deliver a 30-minute keynote
address al this event.

The conference will be on Wednesday and Thursday, November 4-5, from

9.00 till 15.00.

If you are willing to accept this invitation, could you please send us the

abstract of your speech at your earliest convenience and also let us know

what your fee is.

Your are also cordially invited to the dinner which will be given in honour of

the presenters and of our prominent guests on Thursday evening.

We very much hope that you can accept this invitation and look forward to seeing you.

Yours sincerely .

Erman Bayar

Ki1r0um K 3a1aHUsAM KOHTPOJIbHOH padorsr Ne 1
Bapuanr |
1.
. reassess (all three)
2. downsizes, downsizes, has downsized
3. update (all three)
4. deregulate (all three)



(621

. retrain (all three)

. have your offices been
. were you

was

. decided

. have you ever regretted
were

. soon realized

. has developed

. have had

10. stood

11. have already increased
12. has remained

13. Have you had to

14. have not been

©CONDODUTRWNREN

Nice
.I’'m
Where
How
journey
. tiring

. Staying
like

PNOU AW P W

. How's business? / How's your business doing?

. What do you do? / What's your job?

. Have you seen / visited any of the city (yet)?

. How did you come / travel / get to the conference?

BWNE M



. Did you have any problems / difficulty finding the (conference) centre?

. Where are you staying /Which hotel are you staying at?

. What's your room like?

. Are there any talks you (particularly) want to go to? / Which speakers are you interested in?

0o N O O1

Bapmuanr |1

. to get on like a house on fire
. to put one's foot in it
. to break the ice

WN P

. put my foot in it
. break the ice
. get on like a house on fire

WRN RN

. shouldn't

. shouldn't

. should

. don't have to

. should

6. must / have to

ORWNEFP W

. would like to

. would be delighted
. are willing

. invited

. very much hope

. seeing you

. sincerely

No ok~ wdNDE



. have your offices been
. Were you

was

. decided

. have you ever regretted
were

. soon realized

. has developed

. have had

10. stood

11. have already increased
12. has remained

13. Have you had to

14. have not been

©CONDUTAWN R

2.

1. Nice

2. I'm

3. Where
4. How

5. journey
6. tiring
7. staying
8. like

3.
1. put my foot in it
2. break the ice

3. get on like a house on fire

4.

Bapuanr 111



To: Erman Bayar From: J. Ferreira

Subject: Forthcoming | RTA Sales Conference

Dear Mr Bayar,

Thank you very much for your kind invitation to speak at your sales conference, which | am delighted to accept. The subject of my presentation will be
‘Barriers to International Trade'. Please find the abstract attached. My fee will be €1,500. I hope this is acceptable to you.

Thanks also for your invitation to the dinner on the second day of the conference. Unfortunately, | won't be able to attend, as | am giving another
presentation elsewhere that evening.

Yours sincerely,

J. Ferreira

JUCKYCCHUA

KpuTtepun onieHMBaHUSA Y4acTHUsl CTYJA€HTA B JUCKYCCUM
Jluckyccus npoeooumcs no 00HOMY U3 8APUAHMOE 3A0AHUSL. 3a IMO 3a0aHUue CIMYOeHm MOdiCem noyYums 00 5 6anos.

5 GamnoB - OOyuaromuiicss CyMell pelIuTh PEUYeByI0 3a/1auy, MPaBWIBHO YIOTPEOUB MPU ITOM SI3BIKOBBIE CPEICTBa, CBOOOHO
BBIp@XKaJl KOMMYHHKAaTHBHOE HaMepeHHe, aJeKBaTHO WCIOJb30BAI KOMIICHCATOPHBIC S3BIKOBBIE BO3MOXKHOCTH. B xome
JTUCKYCCUHW YMEJIO UCTIOJIb30BaT PETUIMKH, B PEUX OTCYTCTBOBAIIM OIIMOKY, HAPYIIIAFOIINE KOMMYHHKAITHIO.

Bricoknii ypoBeHBb BIIaJICHUS MaTepHAIOM IO TeMe AUCKyccuH. [IpeBocxomHoe yMmMeHHue (GOpMyIHpOBAaTH CBOIO ITO3HIIHIO,
oTCTamBaTh €€ B CIIOpPE, 3aJlaBaTh BOIPOCHI, OOCYXKIaTh JIUCKYCCHOHHBIC IOJIOKCHHUSA. BBICOKHMI ypOBEHb ITHKU BEIACHUS
JTUCKYCCHH.

4 Oamna - OOyyaromMiics peldsl peueByl 3ajady, HO IPOM3HOCHMBIC B XOJAE€ JUCKYCCHUU PEIUIMKU OBbUIM HECKOJIBKO
cOMBUMBHIMU. B peunm ObTM may3pl, CBSI3aHHBIE C TMOMCKOM CPEICTB BBIPAKEHUS HYKHOTO 3HaueHus. l[Ipaktudecku
OTCYTCTBOBAJIM OIMIMOKH, HAPYIIAIOIINE KOMMYHHUKAITHIO.

Cpennuit ypoBeHb BJIAJICHUS MAaTEPUATIOM IO TeM€ JUCKyccuu. Xopoiiee yMeHue GopMyIupoBaTh CBOIO MO3UIUIO, OTCTaUBATh
e€ B criope, 3aJ1aBaTh BOMPOCHI, 00CYKAaTh TUCKYCCUOHHBIE MOJ0KeHus. CpeTHUN ypOBEHb STUKH BEJACHUS TUCKYCCHH.



3 Gamra - OOydJaromMiics pemmnia pedYeByI0 3aJady HE MOJHOCThI0. HekoTophle perumKu TapTHEpa BBI3BIBATH Y HETO
3arpyaHenus. HaOmonanucey nayssl, MEIIAKOMIIAE PEYEBOMY OOILLEHUIO.

Huzkuil ypoBeHb BiaeHUsI MaTepuajIoM 1o Teme auckyccuu. Cinaboe ymeHnue GopMynupoBaTh CBOIO MO3UIINIO, OTCTAUBAaTh €€ B
CIIOp€, 3a/1aBaTh BOIPOCHI, 00CYKaTh IUCKYCCUOHHBIE MON0KEeHUsI. HU3Ku ypOBEHb STUKU BEIECHUS TUCKYCCHH.

1-2 Ganna - OOy4aronIuiicss He CIPaBUIICS C PEIICHUEM PEUYeBOM 3aaun. 3aTPYIHSJICS OTBETUTH Ha MOOYX AAIONME K TOBOPEHUIO
PEIUIMKY NapTHEPA, €ro y4acTue B TUCKYCCUU ObLTO MUHUMAIBHBIM WU MOJTYAI

Henocrtarounslii ypoBeHb BIIaJICHUsS MaTepUaIoM IO TeMe auckyccuu. Heymenune GpopMynnpoBaTh CBOIO MO3UIINIO, OTCTAUBAThH
e€ B crope, 3aJ1aBaTh BOIIPOCHI, 00CYKIaTh TUCKYCCUOHHBIE MTOJI0OKEeHUs. OTCYTCTBUE STUKHU BEJICHUS TUCKYCCUU.

Huckyccus Ne 1 mo reme Cultures
Bapuanr 1

1. What is culture? Choose the four factors that you think are the most important in creating culture. Give your reasons.
2. In your culture is it polite to be straightforward and direct when you talk to someone?
3. What has surprised you when you've met people from other countries?

Juckyccust Ne 1 mo teme Cultures
Bapuanr 11
1. What tips do you have for breaking the ice at meetings with new clients/people from other cultures?
2. Talk about a place you have visited which was a real eye-opener.
3. Describe a situation when you
a) put your foot in it
b) felt like a {ish out afwater
C) got into hot water
d) were thrown in at the deep end.



Juckyccust Ne 1 mo treme Cultures

Bapuanr 111

1. Have you ever felt confused by the actions of someone from another culture?
2. Why do you think culture is important?

3. If you could change one thing about your culture, what would it be.

HMuckyccust Ne 2 mo reme Change
Bapuanr 1
1. If you could change anything in your life, what would it be?
2. What is the most difficult change you have ever had to make?
3. What is one thing that you think you will never be changed in business world?

Huckyccus Ne 2 mo teme Change
Bapuanr 11

1. Which of these situations would you find the most difficult to deal with?
- Moving house

- Driving abroad

- Losing a pet

- A new boss

- Moving to another country

- Changing your job

- Getting married (again!)

- New neighbour

2. What has been the most significant change in your life so far?

3. Would you worry if you find out that your company will be merging with another company.

Huckyccus Ne 2 mo teme Change
Bapuant 111



Which of these business situations would worry you most? Why?

1. You keep your job after a merger, but you are in a less powerful position.
2. Your company has to relocate to the other side of the city.

3. You are asked to relocate to a foreign country.

HPESEHTAIIUA

1. Ilpe3eHTauus mpoBOAUTCA MO TpeMm BapuaHTaM. CTylneHTaM JaeTcsi CUTyaluus W TpPU BapHaHTa BXOJHBIX JaHHBIX. 3a
BBINIOJTHEHHWE OJIHOTO BapuaHTa CTYJIEHT Mojiydyaer Ao 5 O6amioB. B paMkax cemecTpa MpeaycMOTpEeHO 2 Mpe3eHTaluu. Takum
o0pa3oM, 3a JaHHYI0 (OpMYy TEKYIIEro KOHTPOJIs (IIpe3eHTalus) [0 JUCHUIUIMHE CTYyIeHT noiyvaeT a0 10 6amnos.

2. Kpurepuu onieHUBaHUsI.

Kpurepuu oLleHKN BBICTYIIJIEHUS U IPE3ECHTALINN:

— COOTBETCTBHUE COJIEPKAHUS TEME;

— MpaBWIbHAs CTPYKTYPUPOBAHHOCTH HH(POPMALIHH;

— 3CTETUYHOCTHh O(POPMIICHHS, €TO COOTBETCTBHE TPEOOBAHUSIM;

— Ha0Op JIEKCUYECKUX U IPaMMAaTHYECKUX EIMHMIL, UX NPaBUIbHOE UCIOIb30BaHUE;

— B3aMMO/ICICTBHE C ayIMTOpUEH, yMEHUE OTBEYaTh Ha BOIPOCHI, COOIIOICHUE PETIaMEHTA.

Kpurepuit Ne 1: 1 Gann — coaepaHue BBICTYIUIEHUSI COOTBETCTBYET Teme, 0,5 Oamna — coiep:kaHue BBICTYIUICHUS YaCTUYHO
COOTBETCTBYET 3asiBICHHOU TeMe; 0 OaJIJIOB — COIepKaHUE HE COOTBETCTBYET TEME.

Kpurepuit Ne2: 1 Ganmn — BBICTYIUIGHHE W MPE3CHTALUsS CTPYKTYpUPOBAHBI MPABHIIBLHO, cOrlacHO TpeboBanusiM; 0,5 Oamma —
CTPYKTypa YaCTUYHO BbIJIepKaHa B paMkax npasuit; 0 0amioB — uHdopmalus He CTpyKTypHpOBaHa.

Kputepnit No3: 1 6amn — npesentanust opopmiieHa corjiacHo TpedoBanusiM; 0,5 6amia — npe3eHTanus opopmiieHa YaCTUYHO MO
TpedoBanusiM; ) 6aJISI0B — 0pOpMIIEHHE HE COOTBETCTBYET TPEOOBAHUSIM.

Kpurepuit Ned: 1 Gann — nekcuka U rpaMMaTuKa MCIOJIb30BaHbl MPAaBUIIBHO, BBICTYNAIOLIMNA BIAJIE€T AHTIUHUCKUM SI3BIKOM
yBepeHHo; 0,5 Oaria — IeKCuYecKre U TpaMMaTHYeCKUE SBJICHUS UCTIOJB30BaHbl ¢ OIMOKaMH, HE BIUAIOIIMMU HAa TOHUMaHue,
0aJI0B — JIEKCHKA U TPaMMaTHKa UCIOJIB3YIOTCS HE MPAaBUIbHO, MHOTO OIIMOOK.

Kputepuii No5: 1 6amn — BeICTynaromuii B3aMMOJIEUCTBYET C ayJIMTOPUEH, YBEPEHHO U JAKOHMYHO OTBEYAeT Ha BOMPOCHI, HE
BBIIIIET 32 paMKu pernamenta; 0,5 6amioB — BeICTynaromuii ciabo B3aMMOACHCTBYET C ayIUTOPHEH, IMJIOXO OTBEYaeT Ha



BOIIPOCHI, HCMHOI'O BBIIICII 3a paMKH PCTIAMCHTA, 0 GaiuioB — BBICTyrIaIOHII/Iﬁ HE BSaHMO,HGfICTByeT C ay,ZlI/ITOpI/Ieﬁ, HE MOXKET
OTBCTHUTH HA BOIIPOCKHI, HC CO6JI}OI[8,€T PCTIaMCHT.
3. MCTOI[I/IIIGCKI/IG YKa3aHuA IJi1 Y4UTCIIA. CTyIIGHTaM 3aYUTBIBACTCA TCMaA IIPC3CHTAIUMHN W BOIIPOCHI, KOTOPLIC HOJI’KHBI OBITH
PaCcCMOTPCHBI B paMKax HaHHOﬁ IMPC3CHTAINN. IIocne storo CTYACHTHI ITOJIYHAIOTCA OOWH U3 TPECX BAPHAHTOB BXOIHLIX HAHHBIX.
I[EUIGC CTYACHTBI HCIIOJB3YIOT HAHHBIC M3 CCTU HHTCPHCT 1500581071 MaTCpHuaJibl, IMPCAJIOKCHHBIC IIPCIIOIAaBATCIICM. IIo uroram
coOpaHHOW HH(POPMAIIUK CTYACHTHI TOTOBST MTPE3CHTAIIUIO.
4. Meronnueckue ykazanus Juis ctyaeHTa. Study the topic of the presentation and the list of questions to be observed. Chose the
variant of the task. Use the Internet and/or the teacher’s resources, make a presentation.

Ipe3enTanus Ne 1 mo teme: "Change" Bapmuanr |
. Changes in great American corporations
. Changes in Microsoft
. Changes in Apple corporation

wWwnN -

Ipe3enTanus Ne 1 mo teme: "Change" Bapwuant |

|

. Stressful aspects of change
. Adaption after great changes. Foreign example
. Survivals in severe recession time.

w N

Ipe3enTanus Ne 1 mo teme: "Change" Bapuant 111
1. Changes in small business
2. Change in business and investment activity
3. Change management tools for business growth
YCTHbBI ONTPOC
1. Vcrabiii onpoc mpoBoAMTCs MO TpeM BapuaHTaM. CTyAeHT MoJiy4aeT OAHY U3 TPeX KapTOueK, Ha KOTOPBIX YKa3aHbl 5
BOITPOCOB JIJIsT YCTHOTO ONpoca. 3a MpaBUILHBIN OTBET Ha 1 BOIpOC, CTYACHT NojydaeT 1 0ami, COOTBETCTBEHHO 3a BBITOJTHCHHE
OJIHOTO BapHWaHTa CTYJEHT MoJiydaeT 10 5 6ayoB. Takum 00pa3om, 3a TaHHYIO (popMy TEKyIIero KOHTposis (YCTHBIM OMpOC) 10
JTUCITUTUIMHE CTYACHT MOJydaeT 10 5 6aioB.
2. Kputepuu orieHUBaHUS
5 6aJ'IJIOB - 33I[3HI/IC ITIOJJHOCTBIKO BBIIMIOJIHEHO: ILICJIb O6H.[€HI/I$I YCIICHIHO JOCTHUI'HYyTA, TCMa pPACKpbITa B 3aJlaHHOM O6’I)€Me.
JleMoHCTpUpYeT CIMOCOOHOCTh JIOTMYHO M CBSI3HO BECTH Oecemy: aKTUBHO BKIIIOYAETCS B Oeceqy W TOMICPKHBAET €€ C




COOJIIOJICHEM OYEpEeHOCTH MpH OOMEHE peIUIMKaMH, MpPU HEOOXOJUMOCTH TPOSIBISET WHUIMATUBY TPU CMEHE TEMBI,
BOCCTaHaBJIMBaeT Oeceny B ciaydae cOos. JleMOHCTpupyeT cloBapHBIN 3amac, aJleKBaTHBIA MMOCTABICHHOW 3aaaye. Mcmonbs3yer
pa3zHooOpa3Hble rpaMMaTHYECKHE CTPYKTYPhI B COOTBETCTBUH C MOCTABJICHHOW 3a/1a4eil; MpakTUYeCKHU He JiejaeT omuOoK. Peun
MOHSATHA: B IIEJIOM COOJIO/aeT MPaBUIIbHBIN MHTOHALMOHHBINM PUCYHOK; HE JOMycKaeT (JOHEeMaTHYeCKUX OMIMOOK; BCE 3BYKH B
MOTOKE PeUr MPOU3HOCHUT MPABUIIHHO.

4 Gamna - 3anaHue BBINOJHEHO: IIE€Nb OOIICHHUS JOCTUTHYTa, OJHAKO TEMa pacKpheiTa HE B IMOJHOM oObeme. B 1enom
JE€MOHCTPHUPYET CIOCOOHOCTH JIOTUYHO U CBA3HO BECTH Oecelly: BKIIoyaeTcs B 6ecely, U B OOJIBIINHCTBE CIy4aeB MOIEPKUBAET
ee C COOIII0IEHUEM OYEPETHOCTH MTPH OOMEHE PEIUIMKaMHU, He BCET/1a MPOSBIISIET HHUIIMATUBY TPU HEOOXOIUMOCTH CMEHBI TEMBI,
JEMOHCTPHUPYET HATM4Ke MpoOIeMbl B TOHUMAaHUU coOeceqHuKa. JIeMOHCTpHPYET NOCTATOYHBINA CIIOBAPHBIN 3amac, B OCHOBHOM
COOTBETCTBYIOIIMI IMOCTAaBICHHOM 3ajaye, OJHAKO HaOIIONaeTcsi HEKOTOpOE 3aTpyIHEHHE MpHU I0J00pe CIIOB U OTHAEIbHbIC
HETOYHOCTH B WX ymoTpeOsneHnu. Mcmonwp3yeT CTPyKTYphl, B IIE€JIOM COOTBETCTBYIOIIHME IOCTABJICHHOHN 3adade; IOMyCKaeT
OIMOKY, HE 3aTPYTHSIONINE TOHUMaHUsA. B OCHOBHOM peub MOHATHA: HE AOMyCcKaeT (POHEMATHYECKUX OIMOOK; 3BYKH B MTOTOKE
peudu B OOJIBIIMHCTBE CIIY4aeB MPOU3HOCUT IPABUIIbHO, NHTOHALIMOHHBIA PUCYHOK B OCHOBHOM ITPABWJIBHBIM.

3 Gauta - 3agaHre BBITIOJIHEHO YaCTUYHO: I1€JIb OOIIEHHS TOCTUTHYTA HE MOJHOCTBIO, TEMa PACKpPhITa B OTPAHUUYCHHOM 00BEME.
JleMOoHCTpUpYEeT HECHOCOOHOCTh JIOTHYHO W CBSI3HO BECTH Oecemy: HE cpaly BKJIOYaeTcss B Oeceqy W HE CTPEMHUTCS
MOAJACP)KUBATh €€, HE IPOSBISICT HHHUIMATHBBI TPH HEOOXOIUMOCTH CMEHBI TEMBI, IepefaeT Haubojee OoOIMe HAcH B
OTPAaHUYCHHOM KOHTEKCTE, B 3HAUMUTEIIbHOM CTENEHU 3aBUCHUT OT TIOMOINM CO CTOPOHBI cobecemaHuka. JleMoHcTpupyeT
OTpaHWYCHHBIA CIIOBAPHBIM 3amac, B HEKOTOPBIX CIIydasX HEJOCTATOYHBIA /IS BBHITIOJHEHWS TOCTABJICHHOW 3amaud. Jlemaer
MHOTOYHUCJICHHBIC OIMMWOKHM WJIM JOIyCKaeT OIMMOKH, 3aTPYAHSIONE TMOHWMMaHWE. B OTOenpHBIX CiiydasX MMOHUMAaHUE PEeUd
3aTPYyAHEHO W3-3a HaMW4usg (POHEMATHUYECKHX OIIMOOK; HEMPaBWJIBHOTO IMPOW3HECEHUS OTACIBHBIX 3BYKOB; HETPABHIBHOTO
WHTOHAITMOHHOTO PUCYHKA; TPEOYETCS HANPSKEHHOE BHUMAHUE CO CTOPOHBI CITYIIAFOIIIETO.

1 - 2 6anna - 3agaHue HE BBHITIOJHEHO: II€JIb OOIEHUs He AocTUTrHyTa. He moxkeT momnepxkuBatrh Oecemy. CraoBapHBI 3amac
HEJI0OCTaTOYCH IS BBITTOJIHCHHS TIOCTABJICHHOW 3amadd. HempaBWiIbHOE HCIOJIB30BAHHE TPaMMATHYCCKHUX CTPYKTYpP JejiaeT
HEBO3MOJKHBIM BBITIOJITHCHHE TIOCTABJICHHOW 3adadd. Pedbh modTH HE BOCHPHHMMACTCS Ha CIIyX HM3-3a OOJIBIIIOrO0 KOJUYECTBA
(hoHEMATHYECKUX OIMMOOK M HETPABMIIBHOTO MPOU3HECEHUS MHOTHX 3BYKOB

3. Meroauyeckue ykasaHus JJIsl yUUTENs. Y CTHBIM OMPOC MPOBOJIUTCS MO TpeM BapuaHTaM. CTYJIEHT MOJy4daeT OJHY U3 Tpex
KapTOYeK, Ha KOTOPBIX YKa3aHbl 5 BOIPOCOB JJIsi YCTHOTO oOmpoca. B ciayuae HEOOXOIMMOCTH TMPEIOCTABISIETCS BpEeMsl Ha
MOATOTOBKY.



4. Metoauueckue ykasanus mjas cryaenra. Answer all the questions on your card. You have 5 minutes for preparation.

YcrHblii ompoc Ne 1 o teme «Competitiony
Bapuant 1:
1.What images spring to mind when you hear the word ‘competition’?
2. Which country is in "competition" with your country in business sphere?
3. Are men more competitive than women?
4. Should there be competition at workplace?
5. Why do people compete?
Ycrubii onpoc Nel o reme «Competition»
Bapuanr 2:
1.Are you a competitive person? Why/why not?
2. Which country is in "competition™ with your country in economy?
3. Are young people more competitive than adults?
4. Who is more successful: a person born with competitive skills or, the one who has learnt these skills?
5. What are the factors responsible for preventing a person from being competitive?

YerHblii onpoc Ne 1 o teme «Competitiony
Bapuanr 3:
1.Do you like competitive people?
2.Why are some people very competitive?
3. Which country is in "competition" with your country in education?
4. Are people with higher education more competitive than people without any higher education?
5. What type of jobs have a high level of competition?

YcrHblii onpoc o teme «Culture» Ne 2 Bapuanr 1:
1.What are some things that define a culture? For example, music, language...
2. When people from other countries think about your culture, what do they usually think of?



3. Can you say that Russian culture is rich?
4. What do you like or dislike about Russian corporate culture?
5. How important is punctuality doing a business in your country?

Yerublii onpoc mo teme «Culture» Ne 2 Bapuanr 2:
1.Would you ever consider living permanently in a country other than your home country? Why or why not?
2. What do people usually think of American culture?
3. How does American corporate culture differ from Russian corporate culture?
4. What do you like or dislike about American corporate culture?
5.Are there some important thing that Russian corporate culture has adopted from American corporate culture?

Ycrublii onpoc no teme «Culture» Ne 2 Bapuanr 3:
1. If you could choose three aspects of your corporate culture to put in a "time box" for the future, what would you put in it?
2. What is culture shock?
3. Have you ever experienced culture shock?
4.Why is cultural awareness is important for business people?
5. How important is being formal or informal doing a business in your country?

AEJIOBAS UT'PA

1. JlenoBas urpa npoBOaUTCS MO TpeM Bapuantam. CTyAEHTHI ICJIATCSA Ha TPU TPYMIIbI, KaXas TpyIia MoJIydaeT CBOEH BapuaHT
CUTYaIUHU.

3a paboTy B rpyIIe CTyICHT IojydaeT A0 5 6amwioB. B paMkax ceMmecTpa mpeaycMOTpeHo 2 aenoBoi urpsl. Takum obpas3om, 3a
JTaHHYIO0 (OpMY TEKYIIEro KOHTPOJIS (JIeJI0oBasi UTpa) 1Mo JUCHUILUIMHE CTYICHT nojydaeT a0 10 Ganios.

2. Kputepuu onieHUBaHUA:

— JIEKCUYECKOe pa3HooOpasue;

— KOPPEKTHOE UCIOJIb30BAHUE TPAMMATUYECKUX KOHCTPYKIIUH;
— apryMEHTUPOBAHHOCTh MPUHSATHIX PEUICHUI;



— peleHue mpoOIEMBI;
— O€TrJI0CTh PEUH.

5 bamnos:

3aaHne MOJTHOCTHIO BHITIONHEHO: TICJIb OOIICHHMSI YCIICIITHO IOCTUTHYTA, TeMa PacKphITa B 3aIaHHOM 00BeMe.

JleMOHCTpUpYyeT CIOCOOHOCTh JIOTHYHO M CBSI3HO BECTH Oecemy: aKTHBHO BKIIIOYAETCS B Oeceqy W TOMISPKHBACT €€ C
COOJIFOZICHUEM OYEpPEIHOCTH IpPH OOMEHE pEeIUIMKaMH, IMPH HEOOXOIUMOCTHU IMPOSBISCT HWHHUIMATUBY IPHU CMEHE TEMBI,
BOCCTaHABJIUBAeET Oeceny B cirydae cOosl.

JIeMOHCTpHUPYET CIIOBapHBIN 3amac, aJeKBaTHBIN ITOCTaBJICHHON 3a/1a4e.

Hcnonb3yer pazHOOOpa3HbIe TpaMMaTHYCCKUE CTPYKTYPhl B COOTBETCTBUM C MOCTABJICHHOMN 3ajadeii; MPaKTUYECKH HE JeiacT
OIIINOOK.

Peub moHsATHA: B 11€7I0M COOJTFOAET MPABUILHBIN HHTOHAIIMOHHBIN PUCYHOK; HE JI0MMycKaeT (POHEMAaTHYECKUX OIMHUOO0K; BCE 3BYKH
B IIOTOKE PEUYH MTPOU3ZHOCUT MPABHIIHHO.

4 banna:

3ajaHuE BBIMIOJIHEHO: 11€71b OOIIEHUS JOCTUTHYTA, OJJTHAKO TEMa PACKpPbITA HE B ITOJIHOM 00bEME.

B nenom nemMoHCTpUpyeT COCOOHOCTh JIOTUYHO M CBSI3HO BECTH Oecemy: BKIIOYAeTcs B Oecely, U B OOJIBIIMHCTBE CIy4yacB
MOJJIEP)KUBAET €€ C COOJIOAECHUEM OYEpEAHOCTH IMpU OOMEHE peruIMKaMu, HE BCEerjaa IMpOSBISIET HWHUIMATUBY MpU
HEO0OXOAMMOCTU CMEHBI TEMbI, IEMOHCTPUPYET HATMYKE MPOOJIEMbl B IOHUMAHUU cOOECETHUKA.

JleMOHCTpUpPYET JOCTATOYHBINM CIOBApPHBIN 3aMac, B OCHOBHOM COOTBETCTBYIOIIMN MOCTABICHHON 3a/iayue, OJHAKO HabJto1aeTcs
HEKOTOPOE 3aTpyJHEHHE NP MOAO0PE CIOB U OTJEIbHBIE HETOYHOCTH B X YIIOTPEOJICHUN.

Hcnonb3yeT CTPYKTYypbl, B I1I€JIOM COOTBETCTBYIOIME TIIOCTaBICHHON 3a/iaye; JOMyCKaeT OMIMOKH, HE 3aTpyIHSIONINe
MOHUMAaHUSI.

B ocHOBHOM peub MOHSTHA: HE JOMyCKaeT (POHEeMATHYECKMX OIIMOOK; 3BYKM B IOTOKE peud B OOJBIIMHCTBE CIIy4aeB
IIPOU3HOCHUT NPABUIIBHO, MHTOHALMOHHBIM PUCYHOK B OCHOBHOM ITPABUJIbHBII.



3 banna:

3a/iaHue BBIIIOJIHEHO YaCTUYHO: 1[eb OOIICHUS JOCTUTHYTA HE MOJIHOCTHIO, TEMa PAaCKPhITa B OTPAHUYEHHOM 00BEME.
JleMOHCTpHUpYeT HECmOCOOHOCTh JIOTHYHO U CBSI3HO BECTH Oeceqy: HE cpasy BKJIO4aeTca B Oecey M HE CTPEMHUTCS
MOJICP)KUBATh €€, HE MPOSIBISET WHUIMATUBBI TPH HEOOXOJMMOCTH CMEHBI TEMBI, MepeaaeT HaumOoJsiee oOmue HIeu B
OTPAaHUYECHHOM KOHTEKCTE; B 3HAUMTEIBHON CTEIEHH 3aBUCUT OT IMMOMOIIU CO CTOPOHBI COOECETHUKA.

JIeMOHCTpUPYET OTpaHMYECHHBIA CIOBAPHBIA 3amac, B HEKOTOPBIX CIy4dasiX HEJAOCTATOYHBIN IS BBIMOJHEHUS MMOCTABICHHOMN
3a71a4U.

JlenaeT MHOTOUYUCIICHHBIC OIIMOKH WM JIOMYCKAET OITMOKH, 3aTPYIHSIOIINE IOHUMaHUE.

B oTnenpHBIX ciydasx MOHUMaHUE PEeUd 3aTPYJHEHO M3-3a HAIU4Ms (POHEMATUUYECKUX OIIMOOK; HETPABWILHOTO IPOU3HECEHUS
OT/ICJIbHBIX 3BYKOB; HEMPABUILHOIO MHTOHAITMOHHOTO PUCYHKA; TPeOYEeTCs HAPsKEHHOE BHUMAHUE CO CTOPOHBI CITYIIAOIIETO.

2 Oanna:

3ajaHue He BBITIOJIHEHO: 11e1b OOIIECHHS HE JOCTUTHYTA.

He moxer nogaepxuBath Oeceny.

CiioBapHbIl 3an1ac HEAOCTATOYEH JJISl BBIMOJIHEHUS OCTABICHHOM 3a1a4M.

HenpaBuibHoe UCMOIB30BAHUE TPAMMATUYECKUX CTPYKTYP JI€JIa€T HEBO3MOKHBIM BBITIOJIHEHUE MOCTABJICHHOM 3a/1auHu.

Peur mourm HE BOCHPUHHUMACTCA HA CIIyX H3-3a OOJBIIOr0 KojJu4yecTBa (OHEMATHYECKUX OIMMOOK W HEMPaBUILHOTO
MPOM3HECEHUSI MHOTHX 3BYKOB.

0 Ga1oB:
OTKa3 OT BBIMIOJHEHUS 3aJaHUS

3. Meroauueckue ykazaHus I YUUTENd. YUYWUTEIb 3apaHee NOTOBUT MaTepuaibl ISl IPOBEICHHUS JI€OBOM UIPhI, KOTOPHIE
MOTYT COJEpXaTh ONUCAHUE POJEH, CrpaBoYHYI0 HHpopMmaiuio. Ha 3aHATHM yuuTenb 3HAKOMHUT CTYACHTOB C CUTyalued u



pa3aacT HOI[FOTOBJICHHLIﬁ MaTcpuall, 3agada CTYACHTOB — HCIIOJIB3Yy: HpG,HHO)KCHHBIﬁ Marcpuaia, pCUINTb Ty HIIKX HHYIO
KOMMYHHKAIIMOHHYIO 3a1a49y, KOTOpasA COACPKUTCA B OIIMCAHUU I[GJIOBOﬁ HI'PBI.

4. Metoauueckue ykasanus Juis ctyaeHTa. Listen to the description of the situation. Pick the card and use the information from
the card in order to solve the task.

JesoBasi urpa Ne 1 ""Change"
Bapuanr 1: «A sudden merger».
CryneHTsl aenstces mo rpynmnaM. Kaxmaomy cTyaeHTy moctaercst poiib: «Student Ay, «Student B» umu «Student Cy. Bamma mens —
pa3bIrpaTh KOMMYHUKATUBHYIO CUTYAITUIO, ISl STOTO BaM HY)KHO H3YYHUTh CBOU POJIM M COCTABUTH HABOISIIINE BOIIPOCHI.

You have been working in Starbucks for more than 10 years. One day your Chief Executive informed you that Starbucks would
probably be merging with Pepsico. Your task is to prepare a report on changes according to your role.

Student A | You are the Top Manager of Starbucks. You should make a report on
positive sides of Starbucks and Pepsico merging.

Student B | You are the Financial Director of Starbucks. You should make a
report on negative sides of Starbucks and Pepsico merging.

Student C | You are the Chief Executive of Starbucks. You have listened to two
reports on positive and negative sides of Starbucks and Pepsico
merging. You should make a decision and answer the questions: To
merger or not to merger. Why?

Henosas urpa Ne 1o reme "Change™
BapuanT 2: «Changes in timetabley.



['pynna genutcs mo mapam. Kaxkaomy cryneHTy goctaercs poib: «Student A» wmm «Student By. Bama 1enb — pasbirpathb
KOMMYHUKATUBHYIO CUTYaIIHIO, JIJIs1 ’TOTO BaM HY>KHO U3Y4YHUTh CBOM POJIK U COCTABUThH HABOJSIIME BOIPOCHI.

Read the information about BTS (Business Travel Services).

Business Travel Services is based in Philadelphia, USA. One of its most important clients is the large multinational
corporation NeoTech, whose head office is also in Philadelphia. Recently, NeoTech's senior executives have had problems when
they have been on business trips organised by BTS.

Who we are

BTS provides a full range of corporate travel services. We are highly experienced in handling the requirements of today's
business traveller. Among our many clients are multinational companies which are household names.

What we do

Our travel consultants work to produce top-value fares and the best itineraries to suit the needs of your staff. We will
minimise your expenses by arranging your staffs travel at the right price, getting additional discounts for you and establishing
direct contact with the best service providers. All our overseas partners are selected because of their high standard of service,
attention to detail and quality of product.

We offer: Flights, Hotel bookings, Car rental, Conference bookings, Insurance.

1. The Head of Travel at NeoTech phones the Account Manager of BTS to set up a meeting, so that they can discuss the
problems that executives have had while on business trips. In pairs, role-play the telephone conversation to set up the meeting.
Choose your role: Student A or Student B.

Student A You are Head of Travel at NeoTech.Read the information in your
diary and check when you are available for a meeting.

You want to arrange a suitable time for a meeting with the
Account Manger of BTS. Here is your diary for the week:.

| | Morning | Afternoon |




Monday All day at exhibition

Tuesday Free Appointment at dentist 2 p.m.
Wednesday | Meeting Free after 1 p.m.

Thursday | Training session all day and early evening
Friday Correspondence | Free after 2 p.m.

+ interviews

Student B

You are the Account Manager for BTS. Read the information in
your diary and check when you are available for a meeting.

You agree to a meeting with NeoTech's Head of Travel. Suggest
that you meet at NeoTech's head office. Here is your diary for

next week.

Morning | Afternoon

Monday All-day meeting to discuss new business
developments

Tuesday Presentation to the Board of Directors. You
may be available late in the afternoon, after 5
p.m.

Wednesday | All-day meetings with clients

Thursday | Medical Free
check-up

Friday Writing a Flight to New York 6 p.m.
report

HesoBas urpa Ne 1 ""Change"
Bapuanr 3: «Unexpected situation».



['pynmna genutcs mo mapam. Kaxkmaomy cryneHTy goctaercs ponb: «Student A» wmm «Student By. Bama 1enb — paseirpathb
KOMMYHUKATUBHYIO CUTYaIIHIO, /ISl ’TOTO BaM HY>KHO HM3yYUTb CBOU POJIU U COCTABUTH HABOJSIIIKE BOIIPOCHI.

Student A You are a customer service representative at Heathrow Airport in
London. You answer the phone and help customers purchase /
return plane tickets and book / rent a hotel.

You should know the following information:

- name and telephone number;

- day and time to travel;

- travel by first/ business/ economy class;

- type of hotel: BB (bed & breakfast)/ all-inclusive.

Student B You are on a business trip to London for two weeks. You still have
unfinished business and you need to stay in London for another 1
day. Your hotel is full for the next 10 days. Call Customer Support
Office in Heathrow Airport, Student A, and arrange for a new flight
ticket and hotel reservation.

You should know the following information:

-opportunity to change the flying ticket?

-day and time to fly from London, according to your timetable;
-booking a hotel for 1 night;

- the price.




JlenoBasi urpa mo teme “Competition”
Bapwuanr 1: “Resume competition”
CtyneHnTsl gensites no rpymnmnam u3 3-4 gyenoBek. CTyAE€HThl U3y4aloT JaHHYIO CUTYallMIO U PEIIaloT €€.
Situation: A chain of health clubs needs to find a new manager in Brazil. Appointing the right person is essential for the success
of the business. Study the file cards on the four shortlisted candidates on the opposite page. Hold a meeting to discuss the
strengths and weaknesses of each person. Try to rank the two candidates in terms of their suitability for the job. Come to a final
decision on who should get the job.

Background

Fast Fitness owns and operates a chain of health and leisure clubs in the United States. Two years ago, the company decided to
enter the South American market. It began by opening six clubs in Sao Paulo, Brazil. The clubs appeal mainly to people aged 20-
40. All the clubs have a gymnasium, with the latest equipment, an aerobics studio, a swimming pool, sun decks, a cafe, bar and
clubroom. Four of the clubs are located in areas where large numbers of Japanese, Spanish, Chinese and Italian immigrants live.
The performance of the clubs has been disappointing, and none of them has reached their turnover and profit targets. Many
members have not renewed their membership, and the clubs have not attracted enough new members. Fast Fitness recently
advertised for a General Manager. His/Her main task will be to boost sales at the clubs and increase profits.

FastFitness

General Manager
Required for our chain of Health and
Leisure Clubs

» Salary negotiable
* Excellent benefits package

The job:
Leading, co-ordinating and




motivating staff
Increasing the revenue and profits

Exploring new business opportunities
motivating our team of managers and

their staff
Contributing to marketing plans and
strategies
The person:
Dynamic, enthusiastic, flexible

A strong Interest in health and fitness

A good rack record in previous jobs

The ability to work with people from

different cultural backgrounds
Outstanding communication and
Interpersonal skills

Candidate 1.
Name: Martha Gomez
Education: Finished secondary school;
two years' training at a School of Dance
and Theater.
Experience: Several years as
professional dancer in theaters and on
television. Joined a small fitness center
as instructor.
Outstanding achievement: Introduced
fitness programs in the center for people
suffering from Parkinson's Disease and

Candidate 2.
Name: Paulo Gonzalves
Education: Left school at 16. Three
years' training at RADA (Royal
Academy of Dramatic Arts), London.
Experience: Did two trips around the
world in his early twenties. Taught
English in Japan for two years. Played a
variety of roles in Brazilian movies,
then specialized in action movies. Has
spent the last two years in Florida, U.S.,
working as a gym instructor.




multiple sclerosis. Received an award Outstanding achievement: Playing a role
for this work. in a successful Hong Kong movie with
Skills: Qualified in first aid. Fluent Jackie Chan."
Spanish and Portuguese. Skills: Has a black belt in karate;
Personality/appearance: Warm, friendly, | extensive knowledge of martial arts;
dynamic. fluent Portuguese, Spanish, and
Appearance: rather a "hippy" look. Japanese.
Comments: | hope to build new schemes | Personality/appearance: Looked very fit
and initiatives to help people in the and muscular. Dressed formally in an
community to achieve a healthier Armani suit. Strong personality,
lifestyle. If we promote that idea, people | confident, articulate.
will flock to Fast Fitness clubs.™ Comments: Some interesting ideas for
Believes her main asset is her creativity. | improving First Fitness profits. Thinks
Interests: pop music, running a weekly | many people will join the clubs when
aerobics class. they know he is the manager. Wants to
use his name and photograph in all
publicity for the clubs.
Interests: Politics, cooking, socializing.

JlenoBasi urpa mo teme “Competition”
Bapuant 2: “Fashion House”

CTyneHThI JensaTcs 1o rpymnmnam u3 6 yenoBek. Kaxaplil cTyaeHT Beioupaet poss “Buyer 1, 2, 37, “Supplier 1, 2, 3”. CtynenTsl
HU3y4aroT JaHHYIO CUTyalluIO U pCIIaroT €€.

Situation: A jewellery retailer wants to expand its range of suppliers. It is keen to negotiate new contracts with exciting
producers who will give it excellent value and reliable service.

Background: Fashion House Inc., based in Miami, Florida, owns a chain of stores selling high-class jewellery products. Its best-
selling lines are topof- the-range necklaces, bracelets and earrings, made by overseas manufacturers who have outstanding design
capability. Its profit margin on most of these products is at least 80 per cent. Today is 1 October. The buying department of



Fashion House wishes to purchase 5,000 necklaces and bracelets and 3,000 earrings. Delivery of the items, if possible, should be
by 15 November, in time for the Christmas buying season. The company is confident of selling 3,000 necklaces and bracelets and
2,000 earrings and the remaining items should sell if prices are competitive and the demand is high. Fashion House has a
temporary cashflow problem, so it wishes to pay for the goods as late as possible. Members of the buying department are now
visiting companies in India, Peru and Chile. They are looking for a reliable supplier with whom they can build a long-term
relationship. They have contacted three companies who have shown interest in doing business with them.
Task:
1. Read the information about each supplier. Some information is missing. Which supplier looks the most attractive at this
stage? What problems, if any, could there be with each supplier?
2. Work in groups of three buyers and three suppliers. Choose the role.
3. Each buyer meets one of the suppliers. find out the missing information concerning delivery, discount, returned goods and
guarantees. Negotiate to get the best terms for your company.
4. Buyers: meet and discuss how the negotiation went. Decide which supplier to use. Suppliers: meet and discuss how the
negotiation went. What are you happy and unhappy about? What would you do d ifferently next time?
5. Buyers: announce your decision and, diplomatically, explain why you rejected the suppliers who were not chosen .
Suppliers: say how you would negotiate differently next time.

Buyer 1, 2,3 | You each meet one of the suppliers.

- Buyer 1 meets Rashid Singh Enterprises.

- Buyer 2 meets Pacific Traders.

- Buyer 3 meets The Artisans (co-operative)

* Get details of the missing information and negotiate to get a
good offer to bring back to your company. You would like the
following:

- delivery by 1 5 November

- a discount of at least 5% on all goods ordered

- to be able to return all unsold goods, with the amount credited




to your account
- a two-year guarantee, if possible.

Supplier 1 Rashid Singh Enterprise (India)
Quantity: Necklaces/bracelets: 2,000 of each item in stock.
Additional 3,000 necklaces and bracelets should be available by
15 November. Earrings 3 000 available by 30 November.
Product features: Original designs by a young Indian selected as
'Designer of the Year” by well known fashion magazine. Stones
available: amber, crystal and marcasi. All chains are Silver.
Unit cost (USS): Necklaces $1 00-$ 120; bracelets $80-$ 100;
earnings $40-60.
Delivery: No information
Payment: 50% deposit when order placed; remainder payable
when goods are shipped
Discount: No information
Returned goods: No information
Guarantee: No information

Supplier 2 Pacific Traders (Peru)

Quantity: All quantities of the products are in stock, but several
large orders of important customers must take priority.

Product feature: Handmade jewellery with semi- precious stones
in a variety of colours and designs, reflecting local culture.

Unit cost (USS): Necklaces $20-$40; bracelets $20-$30;
earrings $25-$50 .

Delivery: No information

Payment: Pay the full amount as the goods are shipped; no
initial payment required.




Discount: No information
Returned goods: No information
Guarantee: No information

Supplier 3 The Artisans Co-operative (Chile)

Quantity: Necklaces and earrings: all quantities are in stock and
will be available by 15 November. Bracelets: only 1,000
available by 15 November as orders frOI11 important customers
must be serviced first.

Product Features: Beautiful, elegant jewellery made from
precious stones Vibrant colours, high standard of craftsmanship.
Unit cost (USS): Necklaces S60-$70; bracelets $40- $60;
earrings $60-$90

Delivery: No information

Payment: 40% deposit when order placed; remainder to be paid
after 30 days On receipt of the company's invoice

Discount: No information

Returned goods: No information

Guarantee: No information

JNenosas urpa mo teme “Competition”
Bapuant 3: “Employer vs Employee”
I'pynna gemutcst o mapam. Kaxkmomy cTyaeHTy goctaercs poiib: «Employery wimn «Employee». Baimra mens — paseirparhb
KOMMYHHKATUBHYIO CUTYAlUIO, JJIA 3TOT'O BAM HYXHO H3YYUTb CBOU POJIM U COCTABUTH HABOASAIIMC BOIIPOCHI. CO6€CCI[OB3HI/I3
uaeT 3 MUHYTHI, 4epe3 3 MHUHYTHI CTYICHTHI ¢ KapTtoukoil «Employee» mepecaxxuBaroTcs K clieayroieMy paboTOmaTeo ¢
kapToukoii «Employery.
| Employer | You are the Employer. You should think up the place of work/ |




organization. You are looking for candidate in a free position
In your organization according to criteria:

- the position

- salary

- working hours

- location of the organization

- duties

- benefits.

Then you should invite the best candidate to your organization.
Employee You are the Employee. Choose any profession that you like
and create a short CV according to criteria:

-name

-profession

-education

-work experience

- preferable salary

IHUCBbMEHHASA PABOTA

1. [lucbmenHas paboTa MPOBOAUTCS MO TPEM BapuUaHTaM 3aJlaHuid. 3a BBIMIOJIHEHHWE | BapuaHTa CTYIACHT MOXET MOJyYUTh 5
O6aioB. B pamkax cemecTpa mpeayCMOTPEeHO 2 MUChbMEHHOUW paboThl. Takum oOpazoM, 3a maHHYIO (OPMY TEKYIIETOo KOHTPOJIS
(mucpMeHHas paboTa) Mo AMCIUILUIMHE CTYAEHT mosrydaeT 10 10 0asios.

2. Kputepuu orieHUBaHUs

5 6amnoB (BeimosHEHO OT 91% 1m0 100%)

[IpaBunbHO BBIMOTHEHBI Bce 3amaHus. [IpogeMOHCTPUPOBAH BBICOKMIA YPOBEHb BJIQJCHHS MaTepuanoMm. [IposiBieHsI
MIPEBOCXOHBIE CIIOCOOHOCTH MPUMEHSTh 3HAHUSI U YMEHUS K BBITIOTHEHUIO KOHKPETHBIX 3aIaHHM.



ConeprxaHne: KOMMYHHUKaTUBHAS 3a/1a4a PEIICHA MTOJHOCTHIO.

Opranu3zanust pabOThl: BbICKa3bIBaHUE JIOTUYHO, MCIIOJIB30BaHbl CPEICTBA JIOTUYECKOM CBS3H, COOJIIO/IEH (POpMAT BBICKA3bIBAHUS
U TEKCT I0/IeJIEH Ha a03allbl.

JIexcuKa: JIEKCMKa COOTBETCTBYET IIOCTABICHHOM 3a7ja4€ U IIPOMICHHOMY MaTepHally.

['paMMmaTHKa: HCIIOJIB30BAHBI Pa3HOOOpa3HbIE I'PaMMAaTHYECKHE KOHCTPYKLIMU B COOTBETCTBMM C IIOCTABICHHOW 3ajayeil u
TpeOOBaHUSM JAaHHOTO Toa 00y4YeHHUS S3bIKY, TPaMMATHYECKHE OMMOKU MO0 OTCYTCTBYIOT, JJMOO HE MPEMATCTBYIOT PEIICHUIO
KOMMYHUKATUBHOM 3a/1a4H.

Opdorpadus u myHkryarus: opdorpaduyeckue ommOKu OTCYTCTBYIOT, COOJIIOJICHBI PaBUiIa MyHKTYaIlUH.

4 6amna (BemonHeHO 0T 70% 10 90%)

[IpaBunpHO BBINOJHEHA OOJIbIIAs YacTh 3aJaHui. [IpuCyTCTBYIOT He3HauuTelnbHbIE OMMOKHU. [IpoaeMoHCTpUpoBaH XOpOoIIUM
YpOBEHb BlIaJieHUs1 MaTepuanoM. [IposiBiaeHbl cpelHre CIOCOOHOCTH MPUMEHSTh 3HAHUSA U YMEHHUS K BBIIIOJHEHUIO KOHKPETHBIX
3a1aHUM.

ConepxaHne: KOMMYHHKaTUBHAS 3a/1a4a PELICHA MTOJHOCTHIO.

Opranu3zanusi padOThl: BbICKa3bIBaHUE JIOTMYHO, HCIIOJIB30BAHbl CPEICTBA JIOTHYECKOM CBSA3H, COOJIIO/IEH (pOopMaT BhICKa3bIBaHUS
Y TEKCT MOJeJIeH Ha a03allbl.

Jlexcuka: JeKCHUKa COOTBETCTBYET OCTABICHHON 3a/1aue U MPONACHHOMY MaTepHally, HO UMEIOTCSI HE3HAUUTENIbHbIE OUTHOKH.
['pamMMmaTHKa: MCMONB30BaHbl Pa3HOOOpa3HbIE I'PaMMAaTUYECKHE KOHCTPYKLIMU B COOTBETCTBHM C IOCTaBJICHHOW 3ajauedl u
TpeOOBaHUSIM JAHHOTO Troja OOydeHHus $3bIKy, TIpaMMaTHUecCKHe OIIMOKM HE3HAYUTENIbHO NPEMATCTBYIOT PELICHUIO
KOMMYHUKATUBHOM 3a/1a4H.

Opdorpadusa u nyHKTyaus: He3HaAUUTENbHbIE opdorpaduueckre ommOKU, COOTIOIEHBI MPaBUIia MyHKTyaI[1H.

3 6amna (BemosiHEHO oT 51% 10 69%)

3ajaHus BBINIOJIHEHBI Oosiee YeM HarosioBUHY. [IpucyTCTBYIOT cepbé3Hbie ommOKku. [IpogeMoHCTprupoBaH yAOBIETBOPUTENbHBIN
YpOBEHb BiaJieHUsI MatepuanoM. [IposiBieHbl HU3KKHE CIIOCOOHOCTH MPUMEHATHh 3HAHUS U YMEHUS K BBINOJTHEHUIO KOHKPETHBIX
3aJIaHUMN.

ConeprxaHue: OCHOBHAasi KOMMYHUKATHBHAS 3a]ia4ya pelieHa.

Opranu3zanusi pabOThl: BBICKA3bIBAHHE HEJIOTUYHO, CPEJCTBA JOTMYECKOW CBSI3UM HCIOJB30BaHbl HEAIEKBAaTHO COJAEPIKAHUIO
TEKCTa, TeKCT HeTPABUIILHO TIO/IeJIeH Ha ab3allbl, HO (hopMaT BBICKA3bIBAHUS COOJTIO/ICH.

Jlexcuka: JeKCUKa He BCEerJja COOTBETCTBYET MOCTaBICHHOM 3ajaue U MPOMIEHHOMY MaTepuaity, UMEIOTCS OIIHOKH.

['pammaTHKa: UMEIOTCS TPYOble TPaMMAaTUYECKUE OLITHOKH.



Opdorpadus u myHKTyalus: He3HaUUTENbHbIE opdorpaduueckre OoMOKU, HE BCEr/1a COOJII0ICHBI TpaBuiia MMyHKTYaIUH.

1-2 6amna (BemosHeHo ot 0% a0 50%)

3aaHus BBINOJIHEHBI MEHEE YeM HaroJIoBUHY. [IpojieMOHCTpUpOBaH HEYIOBIECTBOPUTEIBHBIN YPOBEHD BIAJACHUS MaTEPHAIIOM.
[IposiBieHBI HEOCTATOYHBIE CITIOCOOHOCTH MPUMEHSTh 3HAHUS U YMEHUS K BBIMOTHEHU IO KOHKPETHBIX 3aJJaHUM.

ConeprxaHue: KOMMYHUKAaTUBHAA 3a/1a4a HE PelleHa.

Opranmsarusi paObOTHI: BBICKA3bIBAHWE HEJIOTUYHO, HE WCIIOJIb30BAaHBI CPEJICTBA JIOTHUECKOW CBs3M, HE coOmtomeH Qopmar
BBICKA3bIBaHUs, TEKCT HE MOJICJICH Ha a03allbl.

Jlexcuka: 00JbII0€ KOJTUYECTBO JIEKCHUECKUX OUIMOOK.

I'pammatuka: 60JIbIIOE KOJIUYECTBO IPAMMATHUYECKUX OIIHOOK.

Opdorpadus u myHKTyarus: 3Ha4uTeIbHbIE Opdorpaduueckre oMok, HE COOTIOICHBI ITPaBUJIa MyHKTYaINH.

3. Meroauueckue ykazanusi mjisi yuuteias. CTyAeHTHI MOJy4aroT OJAWH M3 TPEX BAPUAHTOB 3aJaHUU W BBHIMOJHSIOT paboTy
MUCHbMEHHO.

4. Metomnyeckue ykazanus aas cryienra. Read the task, write what is required.

Tucvmennas paboma no meme “Change” Bapuanm 1.

You should spend about 40 minutes on this task. Give reasons for your answer and include any relevant examples from your own
knowledge or experience. You should write at least 250 words. Discuss both these views and give your opinion.

Some people resist changes in their lives while others think that change is an integral part of life.

TTucomennas paboma no meme “Change” Bapuanm 2:
You should spend about 40 minutes on this task. Give reasons for your answer and include any relevant examples from your own
knowledge or experience. You should write at least 250 words. Discuss both these views and give your opinion.

Some people enjoy change, and they look forward to new experiences. Others like their lives to stay the same, and they do not
change their usual habits.



Iucbmennas padora mo treme “Change” Bapuanr 3:

You should spend about 40 minutes on this task. Give reasons for your answer and include any relevant examples from your own
knowledge or experience. You should write at least 250 words. Discuss both these views and give your opinion.

Some people prefer to spend lives doing the same things and avoiding change. Others, however, think that change is always a
good thing.
Iucomennas paboma Ne 1 no meme “Competition”

Bapuanm 1:

Write an email based on the situation below:

As the CEO of Hudson Corporation, write an e-mail to the head of European Marketing Associates, David Wright, summarising
the actions you agreed to take at your meeting, with your reasons. Suggest a time for a meeting with David Wright and his
associates.

Background

Hudson Corporation, based in New Jersey, USA, makes top-of-the-range luggage and Iravel accessories. It is a well-known brand
name in the USA. Its suitcases and bags are associated with high quality, traditional design and craftsmanship. Hudson
emphasises in its advertising that its products are ‘'made in America'. Recently, the

company's market share in the USA has decreased. One reason for this has been the increased competition from Asian companies
selling similar products at much lower prices. A year ago, the management decided to boost sales by entering the European
market, focusing initially on Switzerland, Germany, France and Italy. They set up a branch office and warehouse facility in
Zurich, which would be the base for their European expansion.

Actions to change the situations:
Reposition the brand.



Sell Hudson suitcases and bags at medium price ranges. Manufacture the products in a country where labour costs are low, e.g.
India or China. Do not promote the products as 'Made in America'. Use a high-volume, low-cost strategy for Hudson's core
products.

Develop the Hudson brand. Promote the Hudson products as an exclusive brand and keep the ‘Made in America' tag. Sell the
products in the higher price ranges. Use product placement in films and television to support the brand. Hire a famous,
sophisticated, influential man and woman to endorse the products. Two well-known French film stars have shown interest in
endorsing a new range.

Hire a top designer. Employ a top designer to produce a new range of smaller suitcases and shoulder bags aimed at
businesspeople travelling in Europe and at rich, younger, fashion-conscious buyers. Sell the products under a new label.

Iucomennas paboma Nel no meme “Competition”
Bapuanm 2:
Write an email based on the situation below:

As the Account Manager for BTS, write an e-mail to NeoTech's Head of Travel, apologising for the inconvenience. Offer some
compensation and explain what steps BTS has taken to make sure a similar problem does not happen again.

Situation: NeoTech's Head ofTravel phones BTS's Account Manager to change the time of the meeting. Some equipment has
been stolen from their office, and the police are investigating. The Head ofTravel suggests meeting in two weeks' time on a
Wednesday. BTS's Account Manager cannot meet on the Wednesday - he/she is giving a speech at an international travel
conference. He/She suggests an alternative day and time.

llucomennas paboma Ne I no meme “Competition”

Bapuanm 3:

Write an email based on the situation below:



As the Vise-President, write an e-mail to InStep’s CEQO, informing him on your decision concerning the relocation, with your
reasons.

Situation: A US- based shoe m a n ufacturer m ust decide whet h e r to relocate the head office of its European subsidiary, |
nStep, from Paris to as m a Il i n dustrial town 1 20 kilometres away.

Background: Three years ago, InStep moved its factory to Beauchamp, a small, industrial town in northern France. The plant is
modern with new equipment. A large warehouse and distribution centre were built near the factory. InStep is now considering
moving staff from the Paris office to a purpose-built, six-storey building in the same town. Beauchamp has a population of
25,000, with a high proportion of young people. The relocation, if it goes ahead, will create employment opportunities for local
inhabitants.

HPOMEXYTOYHAA ATTECTALUA

[To qucturMHEe MPeIyCMOTPEH 3K3aMeH. DK3aMEeH MPOXOIHMT 1Mo OmneTam. B kaxxaom Ouitere nBa 3aaHus: YCTHBIH OTBET 110 TEME U
MPOOJIEMHBIN aHATIN3 TIPEITI0KEHHOTO TEKCTA.

3a YCTHBIﬁ OTBCT I10 TCMC MOKHO Ha6paTb MaKCUMyYM 25 Gannos. CTYIICHTy Ha 3K3aMCHC TAKXKC MOT'YT 3a1aBaTbCs AOINOJITHHUTCIIbHBIC
BOIIPOCHI ITO CMCKHBIM TCMAaM.

KpI/ITepI/II/I OLOCHKH YCTHOT'O OTBCTA:

18-25 GamnoB - 3ajgaHuWe MOJHOCTHIO BBITIONHEHO: IEJb OOIIEHHs YCHEIIHO OCTUTHYTa, TeMa pPACKphITa B 3aJaHHOM OOBEMe.
JIeMOHCTpUpPYET CIIOCOOHOCTh JJOTMYHO U CBSA3HO BECTU Oecey: aKTHBHO BKIIIOYAETCs B Oecey M MOJACPKHUBAET ee C COOII0ACHUEM
OUEpEAHOCTU MPU OOMEHE peIUIMKaMH, MPU HEOOXOAUMOCTH MPOSBISIET UHUIIMATUBY NMPU CMEHE TEMbl, BOCCTAHABIMBAET Oeceny B
ciyyae cOosi. JleMOHCTpUpyeT clIoBapHbIN 3amac, aJleKBaTHbIA MOCTABICHHOM 3a1aue. Mcnonb3yeTr pa3HooOpa3Hble TpaMMaTHYECKUe
CTPYKTYpBhl B COOTBETCTBMHU C TOCTaBJICHHOW 3ajaueii; MpaKTUYECKH HE JaeNiaeT omuOoK. Peub moHATHA: B 1eJIOM COOMIOAAcT
MpaBWIbHBIM WHTOHAIIMOHHBIA PUCYHOK; HE JIONMYyCKaeT (POHEMATHMYECKHX OIIMOOK; BCE 3BYKHM B IOTOKE pPEYU MNPOUZHOCUT
MIPABUJIBHO.

14-17 GamnoB - 3ajaHue BBINOJHEHO: LENb OOIIEHHUS IOCTUTHYTa, OJHAKO TEMa pacKpbiTa HE B MOJHOM oObeme. B menom
JE€MOHCTPUPYET CIOCOOHOCTH JIOTUYHO U CBSI3HO BECTH Oecey: BKIIOYaeTcs B Oecey, U B OOJBIIMHCTBE CIy4yaeB MOJACPKUBACT €€ C



COOJIIOJIECHUEM OYEPEIHOCTH TMPU OOMEHE peIUIMKaMH, HE BCErJa MPOSIBISET WHUIMATHBY TPU HEOOXOIUMOCTH CMEHBI TEMBI,
JIEMOHCTPUPYET HaJW4HMe MpoOJieMbl B MOHUMAaHUU coOecenHuKa. J[eMOHCTpUpYeT JOCTaTOYHBIN CIIOBApHBIN 3amac, B OCHOBHOM
COOTBETCTBYIOIIUN TIOCTABJIICHHON 3ajade, OJHAKO HAOIIOJAeTCs HEKOTOPOE 3aTpPyJHEHHE NpPH MOA0O0pE CIOB W OTICIbHBIC
HETOYHOCTH B MX yHoTpeOsieHnu. Mcrosib3yeT CTpYKTYpPHI, B 1IEJIOM COOTBETCTBYIOIIUE TIOCTABICHHOM 3a1a4e; TOMYCKaeT ONTUOKH, HE
3aTPYyIHSIONIME TIOHMMaHWsA. B OCHOBHOM pedb MOHSTHA: HE MOIMyCKaeT (POHEMATWYECKHX OIMMOOK; 3BYKHM B TIOTOKE pPEUYH B
OOJIBIIMHCTBE CITy4aeB MPOU3HOCUT MPABUIHLHO, HHTOHAITMOHHBIN PUCYHOK B OCHOBHOM TPaBUJILHBIN.

10-13 6annoB - 3agaHue BHIMOTHEHO YaCTUYHO: 1I€JIb OOIIEHUS TOCTUTHYTA HE TIOJHOCTHIO, TEMa PACKPBITa B OTPAHUUYEHHOM 00BbeMe.
JleMoHCTpUpyeT HECTIOCOOHOCThH JIOTUYHO U CBSI3HO BECTHU Oecely: He cpa3y BKIIIOYAETCs B Oeceqy U He CTPEMUTCS MOIIePKUBATH €€,
HE TPOSBIISIET MHUIIMATUBBI NMPU HEOOXOAMMOCTH CMEHBI TEMbI, TIeperaeT HauOoJiee oOlue UACH B OTPAaHUYCHHOM KOHTEKCTE; B
3HAUUTEJILHOM CTENEHH 3aBUCUT OT TMOMOIIM CO CTOPOHBI coOeceaHuKa. [[eMOHCTpUpyeT OTrpaHWYEHHBIA CIOBAapHBIA 3amac, B
HEKOTOPBIX CIy4yasx HEIOCTATOUYHBIM ISl BBINOJIHEHHUS MOCTaBJIEHHOH 3aaaud. JlemaeT MHOTrOYMCIEHHBIE OMIMOKU WUJIU JI0OIyCKaeT
OIIMUOKH, 3aTPYAHSIONIME TMOHUMaHWE. B OTIENbHBIX CIydasx MOHMMAaHHWE PEYM 3aTPYJHEHO H3-3a HaIMuusg (POHEMATHUECKHX
OIINOOK; HEMPABUIBHOTO MPOU3HECEHUS OTNIEIbHBIX 3BYKOB; HEMPABUJIHLHOTO WHTOHAIIMOHHOTO PUCYHKA; TPEeOyeTCs HaMpsSKEHHOE
BHUMaHHE CO CTOPOHBI CIYIIAOIIETO.

Ot 9 6anIoB U MEHeE - 3a,ZIaHI/Ie HC BBIINIOJTHCHO. LICJIb 06II_IGHI/I}I HC JOCTHUT'HYTA. He moxer MOAACPIKNBATD 66061{}’. CJ'IOBapHBIf/i 3ariac
HCAOCTATOUYCH JJId BBIITOJIHCHUA MOCTaBJICHHOM 3aJa4du. HeraBI/IJIBHOG HUCIIOJIb30BAHHUC TPaMMATHYCCKHUX CTPYKTYP ACIACT
HEBO3MOXKHBIM BBIIIOJIHCHUE ITOCTABJIICHHOM 3aja4yd. Peub 1ouTu He BOCIIPMHUMACTCA Ha CIIyX H3-34d OOJIBLIIIOr0 KOJIWYECTBA
(I)OHGM&TI/I‘-IGCKI/IX OIIMOOK U HCTIPABUIIBHOT'O ITPOU3HCCCHUS MHOTHUX 3BYKOB.

Jlng sx3ameHa:

86 6anoB u 6osee - "OTIAMIHO".

71-85 GanyoB - "xoporio"

56-70 6ansoB - "yJq0BIECTBOPUTEILHO".

55 6amioB 1 MeHee - "HEeYI0BJIETBOPUTEIILHO" .

Bomnpocs! k 3k3ameny



1.What should an organisation do if it wants to succeed and develop?
. What is change management?
. What do companies usually do when they are in the situation of change?
. How do ordinary staff members feel in the period of change?
. How are change and culture connected?
. What are the main problems that businesses face when going through change?
. Talk about recent changes that have happened in Vietnam.
. What is culture?
. What is important from culture point of view when doing business with foreigners?
10. What qualities should companies look for when sending staff abroad?
11. Which problems may occur when cultures have clash?
12. What is a culture shock?
13. What do you think should be covered in a cultural training courses?
14.What tips do you have for breaking the ice at meetings with new clients/people from other cultures?
15.Compare Chinese and Russian Business protocols.
16. What is competition in business?
17. What does the Competition Commission do?
18. How to survive in head-to-head competition?
19. Could you compare McDonald's and Starbucks's strategies?
20. What is diplomatic and non-diplomatic way to negotiate?
3a npoOnemMHBIM aHalmM3 CTaTbd MOXXHO HaOpaTh MakcumyMm 25 OamioB. CTyneHTYy Ha 3adeTe TakkKe MOTYT 3aJaBaThCs
AOMOJIHUTCIIbHBIC BOIIPOCHI ITO COACPIKAHNIO CTATBHHU.

©Coo~No ok, wWN

Kpurepuu onieHku npoOIeMHOT0 aHaIN3a TEKCTa:

18-25 OamnoB - 3ajaHue MOJHOCTHIO BBIMOJHEHO: aHAIM3 MPOOJEeMaTHUKU CTaThU NPOBEAEH B MOJHOM oObeme. JleMOHCTpupyet
CIIOCOOHOCTH JIOTUYHO M CBSI3HO BBICTPOMTH YCTHOE€ BBICKa3bIBaHME, 0000IATh pa3pOo3HEHHbIE (DAKTHI M JA€IaTh BBIBOJBI, JEJIATh
MIPEANIOJIOKEHHNS, BBICKA3bIBaTh CBOE MHEHHE. J[eMOHCTpHUpYET CIIOBapHBIA 3amac, aJCKBATHBIM IIOCTABICHHOW 3aJaye, 3HAHHE
TEPMHUHOJIOTMM M YMEHHE €€ WCI0JIb30BaTh. Mcmonb3yeT pa3HoOOpazHble TIpaMMaTHYeCKUe CTPYKTYpbl B COOTBETCTBHU C



IOCTaBJIICHHOM 3azlaqel71; IMPAKTUYCCKHN HE OCJIacT omunOok. Peubr moHsiTHa: B OeJIOM CO6J'IIOI[3€T HpaBI/IJIBHHﬁ I/IHTOHa]_[I/IOHHHﬁ
PUCYHOK; HC JOITYCKAcCT CI)OHCMaTI/I‘{eCKI/IX OH_II/I6OK; BCC 3BYKH B IIOTOKC PCYH ITPOU3HOCUT IIPABHUIILHO.

14-17 GannoB - 3agaHue BBIOJIHEHO: 1I€Jb JTOCTUTHYTA, OJHAKO aHAJINU3 MPOOJEMATHKHA CTaThU MPOBEJICH HE B MOJHOM 00Beme. B
1IEJIOM JIEMOHCTPHPYET CIOCOOHOCTHh JIOTMYHO M CBS3HO BBICTPOWUTH YCTHOE BBICKa3bIBaHHE, 0000IATh pa3pO3HECHHBIC (DAKTHI H
JIeNaTh BBIBOJIBI, JIelaTh TPEIINOJIOKEHHUSI, BBICKA3bIBAaTh CBOE€ MHEHHE, JIEMOHCTPHUPYET HaJIWYue MpoOJeMbl B TMOHHMAaHUU
cobecenauka. JleMOHCTpUPYET MOCTATOYHBIA CIOBApHBIN 3amac, B OCHOBHOM COOTBETCTBYIOIIMK ITOCTaBJICHHOW 3aaade, OJHAKO
HaOJII0IaeTCSI HEKOTOPOE 3aTPyAHEHHE MPH BHIOOPE TEPMHUHOJIOTMHM U OTACNIbHBIE HETOYHOCTH B ee ymnoTpeOnenun. Mcmonbsyer
CTPYKTYpBbI, B IIEJIOM COOTBETCTBYIOIIME MOCTABICHHOM 3ajade; JOMyCKaeT OIMMOKH, HE 3aTPYJHAIONME MOHUMaHui. B oCHOBHOM
peub TMOHATHA: HE JOIMyCKaeT (POHEMATHYSCKUX OIMMOOK; 3BYKH B IOTOKE PEYH B OOJBIIMHCTBE CIy4YacB MPOM3HOCHT IPABHIBHO,
WHTOHAIIMOHHBIA PUCYHOK B OCHOBHOM ITPABHIIHHBIM.

10-13 GannoB - 3agaHue BBIMOJHEHO YACTUYHO: II€JIb JOCTUTHYTa HE MOJHOCTHIO, aHAIM3 MPOOJIEMATHKU CTaThu TMPOBEICH B
OrpaHUYeHHOM oObeMe. [leMOHCTpHUPYET HECTIOCOOHOCTh JIOTUYHO U CBSI3HO BBICTPOUTH YCTHOE BHICKA3bIBAaHUE, HIMEET MPOTOJIEMBI C
BBIJIBUKCHUEM TIPEATNONIOKEHUN U BBICKAa3bIBACHPEM JTUYHOITO MHEHHUS, JEMOHCTPUPYET HalW4he MpoOJieM B OTBETE Ha BIPOCHI.
JIeMOHCTpUpPYET OTrpaHUYEHHBIM CIIOBAPHBIM 3amac TEPMHUHOJOTHMH, B HEKOTOPBIX CIIydasX HEAOCTATOYHBIN JUIsl BBITIOJHEHUS
MOCTaBIEHHOW 3amauu. Jlemaer MHOTOYHMCIEHHBbIE OMIMOKM WM JIOMyCKaeT OINMOKW, 3aTpyIHSIONINEe TOHMMaHue. B
OTJENbHBIX CIIy4asX TMOHMMAaHWE PEYM 3aTPyJHEHO H3-3a Hajduuusi (PoHEMATHUECKHUX OIIMOOK; HEMpPaBHJIBHOTO MPOU3HECEHUS
OTJICTIbHBIX 3BYKOB; HEMPABWJILHOTO WHTOHAIIMOHHOTO PUCYHKA; TpeOyeTCs HANPSKEHHOE BHUMAHUE CO CTOPOHBI CIYIIAOIIETO.

Ot 9 GamioB u MeHee - 3aJaHie HE BBITIONHEHO: 1IeJb HE JOCTUTHYTa. He MOXeT mpoBecTH nMpoOIeMHBIN aHaIN3 TEKCTa, BHICKA3aTh
MHEHHUE, clAenaTh npeamnosioxkeHue. CIOBapHBIM 3amac HEJOCTATOYEH JUIS BBIMOJIHEHHS MOCTaBIE€HHOHN 3amaun. HenpasuiibHOe
WCIIOJIb30BAaHUE TpPaMMATUYECKUX CTPYKTYp J€JaeT HEBO3MOXXHBIM BBINIOJHEHHWE TIOCTABJICHHOM 3ajaud. Peub mouyTH He
BOCIIPUHUMAETCS Ha CIIyX U3-3a OOJIBIIOT0 KOJUYECTBA (POHEMATHUECKHUX OMMOOK U HEMPABMIBHOTO MMPOU3HECEHUSI MHOTHX 3BYKOB.

[IpumepHBbIe cTaThu U1 MPOOIEMHOT0 aHaIM3a!

How to Start a Business in a Competitive Industry
By Bennett Conlin, Writer / July 17, 2019 07:45 am EST

e To break into a competitive industry, entrepreneurs should start at the local level.



e Partnering with local organizations can help your small business build a better brand.

e Succeeding in a competitive industry requires industry knowledge.
Breaking into the food industry isn't an easy task for a small business. While specialty restaurants and food trucks may find ways to captivate a local
audience, creating a packaged dish and trying to put that on shelves at local stores can be an even tougher challenge. Pozole to the People successfully
broke into a competitive industry by committing to its mission and focusing on local efforts.
By starting local, building connections and knowing the food industry, the company has put its pozole in local stores and built a loyal following.
Breaking into a competitive industry isn't easy, but Pozole to the People found the recipe for success.
1. Find a market need.
Born and raised in Hawaii, Pozole to the People founder Chris Bailey grew up with pozole in his diet. Pozole means "hominy" and is made from
hominy to create a soup or stew, traditionally with a variety of vegetables. Many people also add meat to the dish.
As Bailey saw some of his vegan and vegetarian friends avoid pozole at Mexican restaurants because of the regularity of meat in the dish, he saw a
need in the market. A business idea was born. He decided to make a pozole base that didn't require consumers to eat the dish with meat. He created a
meal starter base that is gluten-free and doesn't include meat. Customers can certainly add meat, but anyone can use this pozole, regardless of dietary
restrictions.
If you want to break into a competitive industry, you must find a need in that market. Bailey saw that certain customers were being excluded from
eating pozole due to dietary preferences and regulations. He was also knowledgeable about the product. It's incredibly difficult, if not impossible, to
create a successful product or service in a competitive industry if you lack knowledge of that industry. Bailey grew up eating pozole and understood
what it took to create a delicious product that would serve the needs of his client base.
Some entrepreneurs fall into the trap of jumping into an industry without knowing much about it. This can work in some cases, but trying to join a
competitive industry without experience in that field is often a failure waiting to happen. If you lack knowledge of an industry but still want to enter
that field, take the time to research the industry and build your knowledge base before launching your business.
2. Start local.
Pozole to the People, which is based in Oregon, chose its location based on the many people on the West Coast who are familiar with pozole. Bailey
wanted to choose a health-conscious region where his product could build a name for itself in the market. For consumers who aren't familiar with
pozole, the company offers live demos and several recipes on its website to educate local consumers.
Bailey also focuses his efforts on local stores. He wants to build his brand before making a national push. If you enter a competitive industry, focus on
the niche areas first. Whether that's a region or customer base, you will have a better chance of success if you narrow down your target market and
focus locally.
"We're a very community-minded company,” Bailey said. "We want this to be a product that serves the community. | believe there will be a day where
it expands throughout the country and beyond, but I think, for now, I'm definitely enjoying the ride that we're on."
Building a community-focused company is a tremendous way to start out a competitive industry. Bailey holds live demos and uses local ingredients to
help engage the local community on multiple levels. Small businesses need to get community support to succeed and eventually grow. Starting a
business in a competitive industry and expecting to immediately compete with major brands is unrealistic. Start small to eventually become big.


http://www.pozoletothepeople.com/

3. Partner with other local organizations.

An area where Pozole to the People excels is connecting with other local businesses in the Northwest. Instead of viewing other businesses in the area as
potential competitors, Bailey's company embraces other local businesses and tries to connect with them whenever possible.

He also mentioned the importance of connecting with businesses that hold similar values. In Bailey's case, he wants his company to work with
businesses that value the community and are committed to using the healthiest ingredients on the market. This helps him play to his company's
competitive advantage, which is offering a healthy pozole base for all consumers. His fresh, locally sourced ingredients are a key competitive
advantage.

"It's incredibly important, especially in Portland and in the Northwest," Bailey said. "I think people are really conscious of what's being made locally. 1
think it just adds to the credibility."”

Bailey's strategy of using local businesses to help his business, rather than viewing them as competition, improves his company. Don't shy away from
connecting with other small business owners in your local area just because others might view them as your competition. As Pozole to the People
shows, some businesses thrive when utilizing the help of other small business owners.

4. Live in your industry.

Bailey works at Portland Mercado, helping with microenterprise development of small food businesses in Portland, as his day job. This means Bailey
is living and breathing the food industry. He's constantly immersed in local food businesses, which helps him find some of the best companies to
partner with in the market.

"From that, | just happen to find myself in conversation with the greater food scene locally,” Bailey said. "It just leads to being able to meet and
network."

While you don't need to work a different job in your field, you should find ways to remain immersed in your industry. If you're creating a sports
gambling startup, you should be aware of the state-by-state legislation changes regarding sports betting. If you work in the cannabis industry,
regulations and consumer guidelines are critical to follow. Regardless of what industry you're in, it's vital to know the trends of the field. Your
awareness of what's happening in your industry will set your business up for success.

It's also important to monitor local trends and changes. The food industry in Portland differs from the food industry in Oklahoma. A product that finds
tremendous success in rural towns in the Midwest might struggle in New York City. Be aware of the differences in local markets.

5. Cover business basics.

When starting a business in a competitive industry, you need to focus on the business basics as well. That means writing a business plan, creating
financial projections, performing a competitor analysis and understanding your target market. Craft a marketing strategy, consider which social media
channels you'll use and how you'll engage potential customers in your area.

While connecting with local businesses and other small business owners is an important part of succeeding in a competitive industry, it's also crucial to
cover the basics of starting a business. The best entrepreneurs create solid plans of attack and then adjust to the many challenges they face.

Starting a business in a competitive industry requires solid strategy before, during and after the business's launch. If you cover the basics like a
business plan, your small business will be better equipped to follow the road map Pozole to the People has shown to work.


https://www.portlandmercado.org/
https://www.businessnewsdaily.com/5680-simple-business-plan-templates.html

Going Global: How to Expand Your Business Internationally

By Chad Brooks, Writer / May 8, 2019 10:31 am EST

e Evaluate if you have the funds and customer base you'll need.
Find the right partners and team members.
Structure your infrastructure properly.
Consider new ideas and rely on the experts.
Do your due diligence.

e Be willing to change direction and adjust your customer support.
Taking your brand overseas can be appealing, and many entrepreneurs would jump at the chance. However, the international expansion journey can be
treacherous. Between establishing a fresh customer base, learning new laws and regulations, finding trustworthy partners, and becoming familiar with
the local customs, the road to becoming a global company is difficult to navigate. While not every business is fit for such a challenge, some are. Before
you decide to make the leap overseas, you need to consider these factors.
Are you ready for international expansion?
One of the first questions you must answer is whether your business is actually suited to succeed in international markets. Just because you think your
product or service will thrive in a new country doesn't mean it actually will.
Diego Caicedo, co-founder and CEO of OmniBnk, which operates in multiple Latin American countries, said scaling across borders is complicated and
expensive regardless of a company's size, and the process can take time and resources away from other opportunities.
"Companies should evaluate whether or not expansion is indeed beneficial, or if it will only take away from their core business,” Caicedo said. "It may
be better to serve one country well than several countries poorly."
Zoe Morris, president of the Frank Recruitment Group, would encourage entrepreneurs to evaluate whether their business is truly ready to grow before
developing an international strategy. She said to plan ahead, monitor your market share, and try to figure out if it will support a move into new foreign
markets and create more long-term business opportunities.


https://omnibnk.com/
https://www.frankgroup.com/

"Take a look at finances and honestly ask yourself if you have the funds to support the initial investment and sustain the growth you're forecasting,"
Morris said. "If the answer to both is yes, then it may be the right time to grow. Remember, success won't be immediate, so you'll need to factor that
into your plans.”

One of the biggest considerations has to be whether your business can actually build a strong customer base internationally. A product that sells well in
your home country may not have the same appeal in international target markets.

"First, make sure your customers exist," said Joseph Paris Jr., chairman of business consulting firm Xonitek and founder of the Operational Excellence
Society. "Is there a need for your offering? Are they inclined to purchase? Don't think that they might — know that they will."

Jethro Lloyd, CEO of iLAB — a software quality assurance company with offices in Indianapolis, London, Johannesburg, Cape Town, Rio de Janeiro
and Sydney — says another initial step is to conduct some significant research into the country you want to expand to.

"Don't discount the importance of education on both sides, in both your new market and your homeland,” Lloyd said. "You must understand the
direction your new city is going in and leverage that momentum to support your expansion, whether it's logistics, banking or a talent base."

What are the challenges of international business?

No major business decision is without its hurdles, but global expansion comes with its own unique set of obstacles. Here are some challenges you
should prepare for before expanding internationally.

Language and cultural differences

Taki Skouras, co-founder and CEO of international wireless accessories retailer Cellairis, suggests hiring bilingual staff members who can translate for
your company.

"If you don't have the budget for full-time translators, outsource tasks like overseas customer service," he said.

Josh Robinson, vice president of franchising and development for Pearle Vision — an optical franchise that has 500 locations throughout North
America, including about 60 in Canada — said it is important to understand that there may be cultural and language differences within a country.

"Just as you expect differences in residents of California, the Midwest and New York, you need to understand the nuances between Vancouver and
Calgary [for example],” Robinson said. "You probably expect differences in laws and languages, so you would hire a lawyer and translator from the
country you are moving into. But you also might need a local person's perspective to understand how the culture and even taste could affect the market
for some consumer goods and services outside the U.S."

International compliance and regulatory issues

Learning the different tax codes, business regulations and packaging standards in different countries can be challenging. Trevor Cox, chief financial
officer for DataCloud International Inc. — which has offices in the U.S., Canada and Australia — said compliance was the biggest challenge DataCloud
faced when expanding overseas.

"In Australia, compliance was a major headache,” he said. "It took months to complete the necessary paperwork for compliance and setting up a
corporation."

Foreign banks may also be hesitant to deal with the administrative burden of a U.S.-based account, so you may have to set up a separate foreign
business entity and bank account to make handling transactions worthwhile for the banks.


http://www.xonitek.com/
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"It took just as long to set up a local bank account, with many banks declining to work with us because we were too small,” Cox said. "We had to
switch to an international bank, which had offices in Australia.”

Packaging

Stanley Chao, president of All In Consulting and author of Selling to China: A Guide for Small and Medium-Sized Businesses, said products have to be
localized. This means different packaging, foreign language instructions, different voltages, etc.

"The issue here is that you need a local person familiar with your product to suggest these changes,” Chao said. "Don't think you can just resell your
U.S.-targeted product in a foreign country."

Paris said packaging standards are different from country to country. In the U.S., companies only need to include directions in English and maybe
Spanish. "But in Europe, your instructions, even for the simplest product, will be in multiple languages, sometimes up to 24 languages. If your product
is sold more regionally, you will have to consider the increase in packaging cost associated with labeling."”

Local competition

It's not easy to persuade a foreign customer to trust your brand when a similar product is made in their home country. While some big-name U.S.
chains have clout overseas, small and midsize companies need to work harder to convince the international market that their brands are trustworthy and
better than the competition.

"Why would [customers] buy from you over the local champion?" Paris said. "Can you penetrate the market? If you do, can you be profitable under the
circumstances?”’

International expansion advice and best practices
By Chad Brooks, Writer / May 8, 2019 10:31 am EST

If you feel you're ready to tackle the challenges of international business, follow this advice from business leaders who have been in your shoes.

1. Find the right partners and team.

If you plan on expanding globally, you'll want a great team or partner. Even if your "partner™ takes the form of a mentor, you'll want someone you trust
and who can vouch for you.

Caicedo said it's crucial to establish a local office and team that understand the market and language to comply with local regulations.

"Having a local country manager can go a long way in not only ensuring that the company is compliant in each new market, but that it is handling its
expenses efficiently as well,” he said. "Working with a local partner can also help communicate your company's unique selling point in a way that is
meaningful to the local market."

The people you hire to deal with your overseas business partners and customers must be immersed in the local environment, but they should also be
looking out for your interests.

"The foreign companies that you may deal with probably have more experience doing business in the U.S. than you have in their country," Bardosh
said. "Without a core team on your side with the necessary cultural, language and local business contacts, you'll be competitively disadvantaged.”


https://www.allinconsult.com/

Biolife LLC, developer of bio urn and planting system The Living Urn, launched in the U.S. in 2014 and has since expanded to 17 countries
worldwide. Biolife President Mark Brewer said those expanding internationally shouldn't rush the process of finding trusted and reliable strategic
alliances.

"While the potential partner may seem like a great choice today, a better option may be available tomorrow," he said.

When you're looking specifically for a distributor, Brewer said, don't assume the largest one is automatically the best.

"Some of our best and most successful distributors are entrepreneurs like us who are focused on the product and driven to make it successful in their
market," he said. "Larger distributors, having many products, may not devote the same amount of time and attention to our product in the market."”

2. Have the right infrastructure.

Morris said it is vital to make sure that when you do expand, you have the right infrastructure in place to ensure a smooth launch.

These are some questions she said you should have answered beforehand:

Do you have a management team that can deliver your strategy from a satellite office?

Have you decided which business decisions can be made on a local level and which need to be made centrally?

Do you have the capabilities to set up IT and telephone systems?

How will employees share data securely, and does the data you're capturing follow the law and best practices?

3. Consider the impact of any new ideas.

Instead of only thinking about how your own country's customers might receive your new ideas, you'll need to think about how foreign customers will
receive your ideas.

"As you spitball new ideas, someone definitely needs to think about scalability to your international territories — usually you," said Mike Zani, CEO of
business consulting firm The Predictive Index. "Time zones, language and cultural appropriateness all need to be considered when you branch out
internationally. If you don't do this ahead of time, you run the risk of offending your international partners by appearing to be more concerned about
yourself [than] them."

4. Always do your due diligence.

Before making major business decisions, you should think through all possible scenarios — especially during global expansion. Chao advises those
expanding their business internationally to spend time in the country they want to break into. An information-gathering trip can be a focal point to
develop a plan for moving forward.

"Visit potential customers, distributors, OEM partners, and even competitors who are making either complementary or competing products,” Chao
said. "After a visit, you'll find out all the hard facts on whether your product can sell, who the competitors are, what price to sell at, and how to sell
(directly, distributor, etc.)."

5. Rely on experts.

It is important for businesses looking for international growth to understand that they will need help. Chao said this can be particularly tough for
smaller businesses, because they have likely been doing everything on their own up to this point.

"Realize you can't do everything, and rely on some experts to at least guide you through the beginning phases," he said. "You don't have to reinvent the
wheel. Rely on experts."


https://www.thelivingurn.com/
https://www.predictiveindex.com/

6. Be willing to change direction.

Once you do expand, be prepared for some bumps in the road. That may mean changing how you operate in some ways. Adrian Fisher, founder and
CEO of PropertySimple — a real estate technology company with locations in the U.S., Argentina and Chile — said you can't be afraid to pivot.

"With each new country comes new challenges, and businesses must adapt their product,” Fisher said. "It's OK if the product shifts; it's more important
to meet consumer demand.”

7. Alter your customer support.

Once you launch overseas, you will have a whole new customer base to support. Roger Sholanki, CEO and founder of Book4Time, a provider of next-
generation wellness management software that operates in 70 countries, said your current system of customer support will need significant changes
when you expand internationally.

"The immediate challenge is servicing customers in different time zones, which could mean a 12-hour time difference,” he said. "Your customers will
want immediate support and access."


https://pro.propertysimple.com/
https://book4time.com/

3 Brothers Work Together to Create and Sell *Super Coffee'
By Saige Driver, Staff / October 14, 2018 08:15 pm EST

Jordan DeCicco, then a basketball freshman at Philadelphia University, couldn't stay awake in his 8 a.m. accounting class after early morning practice.
He went looking for bottled coffee to bring to practice, but he couldn't find any that wasn't packed with sugar and artificial ingredients.

"It was loaded with sugar and cream and milk,” said Jordan. "It was a big issue.” On Sundays, Jordan brewed his own "super coffee" that traded in
sugar with healthy fats, such as coconut oil.

He'd bring his coffee to practice and class. Soon his friends, teammates and classmates were asking for some of his "Super Coffee." Once Jordan
realized he had a potential business on his hands, he called the two people he knew shared the same values as him and could take the business to the
next level — his two older brothers, Jake and Jimmy.

Now Super Coffee is sold in most college cafeterias and stores such as Wawa, Wegmens and Whole Foods. Business News Daily chatted with Jordan,
Jake, and Jimmy about starting a business in a dorm room, and how they make working with family a benefit.

Advantages of working with family

Working with family comes with a unique set of advantages and disadvantages. One major advantage is trusting and really knowing your business
partners. Instead of asking his friends or teammates, Jordan, the youngest brother and founder of Kitu Life, decided to ask his brothers for help.

"We are really close in age and have a really good relationship,” Jordan told Business News Daily. He knew they all shared the same values and would
never risk compromising their values to get ahead.

The brothers came together and started to work toward a common goal — to create better coffee.

"We are about positive energy for a positive life,” said Jordan. "We wanted to make something that would make everyone's day a little better while
making them a little better.”

"The best part [of working together] is that it's a value-based system, and we are committed to the bigger picture,” said Jake, the middle brother and
COO. "We are able to stay pretty even-keeled and keep our eye on the prize."

Another major plus for the three is that they all live in the same apartment and are continually bouncing ideas off each other and improving their
products.

"We live together, and it allows us to work seven days a week," said Jake. "There is no unplugging, and we keep the positive energy flowing."”
Disadvantages of working with family and finding work-life balance

One of the biggest challenges for family businesses is managing a working and personal relationship. Individuals who work with family may have
problems setting boundaries so the business doesn't take away from family time. The three DeCiccos sometimes struggle with this.

"l think the biggest con for us is never being able to unplug, which is good but definitely a con," Jake told Business News Daily. The brothers recently
took their first vacation since starting their company in 2015. While they were in Italy celebrating their dad's 50th birthday, they found themselves
talking about coffee and forced themselves to stop.


https://www.kitulife.com/

Jim, the oldest brother and CEO, says he thinks one disadvantage is their lack of business experience. "When it comes to things like organization,
communication, we are learning on the go. It's complicated.”

Make the most out of every experience

It's important to make the most of every experience. When you're just starting your business, there are likely going to be a lot of bumps in the road. But
how you react to the bumps is what dictates your success.

In June 2017, the three brothers went on "Shark Tank" to pitch Kitu Life. While they walked away without a deal, they made the most of the
experience.

"We truly believe in creating your own luck,"” said Jim. "™Shark Tank' is what you make it. We made the most of it, and it worked to tell our story."”
When they filmed the episode, some of the sharks didn't like the aftertaste of the coffee. Instead of being frustrated with the lack of a deal, they altered
their coffee recipe. "We are always changing it to make it as good as it can be," said Jim.

Now when they introduce their products to new stores, they promote it with "Seen on 'Shark Tank.™ This way, consumers know there is a story behind
their product.

Be competitive and take risks

Some of the best business owners are competitive and risk-takers. All three brothers were college athletes, so they're not strangers to competition.
While they'd get into arguments on the field growing up, they're on the same team now, and it's less internal competition and more external
competition.

They still have some arguments like most business partners and brothers do, but they're productive and are about improving the business. "The most
heated conversations we have are subjective, like what should the bottle look like or what should the new products be called,"” said Jim.

When they decided to focus on the business, they went all in. Jordan quit college, and Jim left his job on Wall Street. When they told their parents
about their plan, they weren't happy.

"l had to convince them with my passion and vision," said Jordan.


https://abc.go.com/shows/shark-tank

How to Stay Competitive in Tech Recruiting
By Derek Walter, Contributing Writer / September 5, 2019 10:00 am EST

Digital transformation and continually changing skill sets require organizations to be savvy and forward-thinking in who they hire.
Finding tech talent requires a strong, focused recruitment strategy.
Develop an interview process that reflects your company vision and brings out interviewees' true skill sets.
Look outside the traditional recruiting bubble and reach out to individuals who can add a diverse skill set and background to your company.
e Don't ignore soft skills when determining the ideal candidate.
Today's companies must fight for tech talent. In a strong economy, they must continue to find a way to fill roles with a landscape where many potential
employees have several choices for where to work and are picky about what those assignments should look like.



Companies use a wide range of options for tackling this dilemma, with increased focus on hiring managers who focus on attracting talent with the right
skills. For other organizations, the answer is turning to tech recruiters who claim to know the magic that will lure the right candidates their way. Others
develop elaborate in-house strategies and dedicated recruiting teams to fill the roles they need.

Recruiting tech talent is a concern that goes all the way to the top of companies. A PricewaterhouseCoopers survey identified finding talent as a top
concern among CEOs. From recruiting to interviewing and finding the right skill sets, there is an ongoing challenge to find the right fit. As companies
compete in tight markets, ensuring you have the best employee roster should be a priority.

Many look at the issue as a lack of available talent, given the strong competition among tech companies and the changing nature of the hiring process.
Tony Martin, executive vice president of recruitment process outsourcing and talent management at Hudson RPO, said that no matter the specifics
behind any perceived shortage, it's up to companies to get the ones they want in the door.

"Many companies are not doing the best job at attracting the talent that's out there,” he said. "Finding the best person for a position goes beyond
matching a skill set to a list of job requirements. In fact, smart companies are taking a look at what skills are available in the market and figuring how
those skills can be applied to their particular needs."

How to successfully recruit tech talent

The key is being transparent about the role itself. If you peruse enough job descriptions, you'll find lots of specifications that the candidate will need to
be "hardworking" and "impactful.” However, a strong sense of purpose and work-life balance can be equally or even more important.

"Candidates today want to understand the totality of a role — what their experience will be at an organization and what it has to offer them,” Martin
said. "That's why it's so important for organizations to convey what they can offer these candidates beyond a simple job description. It also goes back
to companies understanding what their target market is looking for and what's important to them. For example, younger generations — and, in
particular, women with a STEM education — are looking for more meaning and flexibility from their work life."

A Harvard Business Review report indicates that companies might not be taking the right approach. For example, it recommends that companies refine
the interview process.

The time spent on interviews has nearly doubled since 2009, according to the report. Companies would get better results with fewer, more consistent
interviews as part of a carefully refined process. When managers ask questions on the fly that they think will be a good gauge of fitness for the role,
they often tend to seek information out of their own bias.

"Tech companies should also consider training people with transferable skills, who can, for instance, learn a new computer language to meet the job
requirement,” said Darlene Gillard, partnership director of community and events at social enterprise DigitalUndivided. "The talent is out there, but
they need to be given access to jobs and opportunities. The folks in HR at these newer tech companies must do their due diligence in recruiting talent.”
They should also be wary of their outsourcing, as outsourced recruiting may be further subcontracted to other agencies that may not give the matter the
attention it needs.

The success of the recruiting process may come down to the way an employer brands itself.

"Tech has a marketing problem,"” said Gillard, whose company develops programs to increase active participation of urban communities in the digital
space. "When people think of tech, they think of a 25-year-old Mark Zuckerberg-type guy. That's a very narrow point of view and could be a deterrent
for anyone looking to work for a tech company. In order to stand out, companies need to change the face of their brand.”
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How to compete for the tech talent you need

There are many good strategies for recruiting the best talent. Companies can shout about the advantages they offer — the total compensation package,
additional benefits, flexible working capabilities, and other perks before they even talk about salary. Many workers are also moved by philanthropic
ideas and the opportunity to contribute to an organization that has a higher purpose.

Even with a good strategy, it can be challenging to find good tech talent. A digital skills gap, according to the Capgemini Digital Transformation
Institute, is still something to tackle. However, it's not just in the technical skills — 59% of employers in the survey said their organizations don't have
employees with the right soft skills, while 51% said the same about the traditional hard skills.

The report indicates that customer centricity, passion for learning, and cybersecurity and cloud computing are the most in-demand skills from both
sides of the spectrum. It's important to keep both sides of an individual's skill set in mind while evaluating a candidate pool.

Much attention is paid to coding skills and other specifics that are necessary to do the job well and fit in with the team's goals. However, there is also
much attention being paid to the other aspects that make an individual employee effective.

According to the LinkedIn Learning 2019 Workplace Learning Report, creativity is the most in-demand soft skill in 2019, with persuasion,
collaboration, adaptability and time management also considered critical. When it comes to those sought-after hard skills, cloud computing, artificial
intelligence, analytical reasoning, people management and UX design round out the list of top needs.

It's popular for companies to use technical recruiters for finding the next talented hires. As with many aspects of a company, outsourcing work to the
perceived specialists seems like a timesaver.

How recruiters get paid varies by organization and several other factors. Internal recruiters are part of an organization, where finding new talent is their
focused job. With an agency, recruiters can be compensated based on the number of leads or successful conversions. In some cases, the compensation
is a percentage of the recruit's salary, or a hybrid of an upfront fee and money paid out for a successful placement.

The key is to understand how a particular agency operates, and if its methods are the right mix with how your company wants to fill roles. This ethos
also applies to building up your in-house team of recruiters. Many recruiters also offer a CRM system to track the recruiting and hiring process
internally.

How to be a good tech recruiter

"The demand for tech professionals continues to increase as companies continue to invest in tech, but [the number of] people choosing that field is not
increasing,"” said John Reed, senior executive director of IT staffing firm Robert Half Technology. "There's a supply-demand imbalance."

One of the best ways to recruit is to look internally and develop systems so current employees look for those new opportunities. That's why Reed
recommends considering current employees when tech positions open up.

"Always start with re-recruiting your existing staff," he said. "They're probably getting calls [from other recruiters] and the problem gets compounded
— you need more talent, but your current staff is getting recruited away."

Being open to promoting from within, or switching someone's role based on their strengths, is beneficial for everyone involved: The company doesn't
have to "sell” itself to an employee who already works there, and the promoted employee will be satisfied, which could prove to be useful when you do
need an outside hire.

"Your employees are your best brand ambassadors in the marketplace,” Reed said.
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The process of finding and keeping tech talent is going to be a challenge for companies no matter the state of the economy. There are some solid steps
for recruiting the best talent, such as helping your company better market itself and helping your employees feel good about where they work. Teams
that are happy with their job and feel positive about their shared sense of purpose are likely to be enthusiastic spokespersons for your organization.
These are some of the strategies that can make the tech recruiting process more manageable. In a quickly evolving tech landscape, what works may
change over time. However, sticking to key, forward-thinking principles can set your company on the foundation for recruiting success.



How to Create a Successful Internship Program
By Matt D'Angelo, Staff / April 10, 2019 08:00 am EST

Internships aren't just about grunt work anymore. With the right program, you can develop young talent and lay a foundation for recruiting brilliant
young minds to work for your company. Smaller companies especially have an opportunity to edge out larger competitors by providing interns with
opportunities to develop and staying in touch after graduation.

"We've hired former interns to become full-time employees multiple times,"” said Liz Wessel, co-founder and CEO of WayUp. "I like to think of it as a
two- to three-month interview."

WayUp matches employers and job candidates seeking full-time roles and internships, which has allowed Wessel to get a glimpse into the internship
programs of several companies. WayUp hired (and will be paying) interns for this coming summer as part of a development program that includes
guest speakers and lunch with Wessel.

Small businesses have a big opportunity when it comes to interns. By developing and working with interns, you can foster growth in an inexperienced
individual who could one day become a major player for your company.

The first step is establishing the right kind of program and paying your interns to ensure you're attracting talent that can contribute to your organization.
Here's how to do it.

1. Establish an intern program coordinator.

Having a person in charge of your interns is crucial to building a program that pushes candidates and ensures they're getting the most out of their
experience. The best part is, for small businesses, this position doesn't need to be a separate full-time position. Wessel said that WayUp's internship
program is run by two coordinators who work in full-time roles for the company. She said these individuals contribute about five hours a week to the
program, and the responsibilities don't impede their full-time obligations.

Internship coordinators can build a program that ensures your interns are having a collective learning experience. Steven Benson, founder and CEO
of Badger Maps, is an example of someone who puts in extra effort to develop interns.

"During the internship, | teach classes on various business topics, give career advice, do trainings to make them successful at their job role and help
them develop valuable skills,” Benson wrote in an email. "Interns at Badger are executing on major projects from beginning to end, and thereby get
meaningful work experience."

2. Give each intern a mentor or ""buddy."


https://www.wayup.com/
https://www.badgermapping.com/

Providing a mentor means giving interns an avenue for personalized feedback on matters that extend beyond their work. You want to provide a
dynamic feedback experience for the intern, so assigning them mentors from upper-level management may not be the best idea, since they'll likely
already be receiving feedback from their direct supervisor.

Instead, provide your interns with junior-level employees to create a relaxed relationship that promotes professional growth and development. After all,
if this is an intern’s first corporate experience, they may have questions that they don't feel comfortable asking their manager.

3. Set goals and workloads.

Setting goals for your interns and revisiting their progress throughout their tenure is another important step in development. Wessel said that often,
interns will work on two or three major projects, depending on the length of their internship. The key is tracking their progress and making sure there's
a defined beginning, middle, and end to their work.

"It's really nice for an intern to feel like they've come in, they've started something, and they've completed that, as opposed to them feeling like they've
... been working on something and they never get to see it through to the end," Wessel said.

4. Make intern development a daily commitment.

As your interns get into the swing of things, make sure you have some structure set up so they are constantly receiving feedback and are on track with
your goals. This is an important step in providing a personalized experience, but it's also crucial for you as a business owner — with the right feedback,
you'll get the right kind of work from your intern.

Josh Skalniak, a public relations manager with Fingerpaint Marketing, said that each week, managers meet to review what each intern is working on
and develop detailed to-do lists for the coming week. These meetings are for the managers only and provide a basic framework so that interns don't get
lost in an abstract corporate environment.

"We all get to learn who is assigning [interns] work and how much," said Skalniak. "While we could simply ask the intern how their workload is going,
we often find that interns are eager to please and don't speak up when they are overworked. The meeting gives us a broad picture of their workload and
keeps us from overloading them."

Wessel said that managers should also have weekly one-on-one meetings with interns to make sure that everyone is on the same page.

How you structure your internship program depends on your business's needs. However, one key insight is to ensure you're constantly communicating
with the interns. Otherwise, they may drift from their responsibilities and lose sight of their role within the company.

"[If they] have never worked in a corporate environment before ... they might not realize they should speak up about the fact that they are lost,"
Wessel said. "They might not even realize that they're lost — it's part of being so junior.”

5. Stay in touch.

Once your internship comes to a close, try to maintain at least a tenuous connection with your former interns. There's no telling what opportunities they
could move on to and what doors they could open for you in the future. Staying in touch with interns acts as proactive networking — by keeping in
contact, you provide the opportunity to reconnect in the future.

Of course, another great reason to keep in contact with good interns is if you want to offer them a full-time role once they graduate. A good internship
program acts as a training ground for young talent. You can filter out interns who aren't a good fit for your company and discover new talent that could
one day serve your company on a full-time basis.


https://www.businessnewsdaily.com/6248-how-to-find-mentor.html
https://fingerpaintmarketing.com/

What not to do
Running a great internship program is as much about avoiding bad practices as it is about implementing great ones. Besides obvious bad practices, like
giving your interns menial tasks that don't offer any chance for development, there are some other practices that Wessel and Skalniak outlined.
Avoid alcohol: Your intern may be under 21. Don't put them in a position where they could feel pressured to drink. It could also be an uncomfortable
situation for an intern who may think they could get fired for drinking with co-workers.
Don't overlook an intern: Interns need guidance. You can't expect them to speak up like a full-time employee would when there's a problem or
they're confused about what they need to do. Providing too much flexibility can result in interns who aren't working toward the goals you've set for
them.
Structuring your internship program
These tips and best practices are a starting point. How you set up your internship program will be specific to your business and reflective of your
organization's values. It's important to foster strong communication between your intern and multiple sources, like mentors, managers, and other
interns, and create a collective experience where an intern can feel like their work contributed to your overall organization. By developing bright young
minds and fostering talent in your interns, your company can retain great people and be the starting point of illustrious, successful careers.
"We've created a program and environment that enables [interns] to be successful and thrive at Badger as well as in their future jobs," Benson said.
"This is obviously a big investment on our part, but that is how many of our former interns got jobs at Google, Apple, LinkedIn, Square, Salesforce and
a bunch of other cool companies.”
The other aspect that should never be overlooked is that you should pay your interns. Paying your interns will allow you to access talented candidates
who may otherwise have never applied. Plus, it may be illegal not to pay them minimum wage. Federal labor laws, as well as some state's laws, may
require it.
The Fair Labor Standards Act (FLSA) offers a six-part test to see if your intern can go unpaid:
The internship is similar to training that would be given in an educational environment.
The full experience is purely for the benefit of the intern.
The intern doesn't replace regular employees but still works closely with existing staff.
The employer receives no immediate advantage from the work the intern does; in fact, operations may be impeded.
There is no job guaranteed at the end of the internship.

e Both the intern and employer know there are no expectations for wages
Paying interns "makes them feel appreciated; it makes them work harder,” Wessel said. "It will allow for greater diversity when it comes to you hiring,
because if you're not paying your interns, it probably means you're only going to attract people whose parents ... can [financially] support their kids. If
they're doing real work for you, you should pay them."


https://www.dol.gov/whd/regs/compliance/whdfs71.htm




Build a Culture That Increases Employee Retention
By Matt D'Angelo, Staff / May 9, 2018 04:03 pm EST

Three million Americans quit their job each month, and more than 50 percent of all organizations globally struggle to retain their most valuable
employees. Jumping from company to company has become the norm for U.S. employees, so how can small businesses combat employee turnover?
"Many leaders look first to throwing money at the problem and either try to compete on pay or by offering cool perks they think will improve the
culture, like foosball and beer," said Heidi Mausbach, CEO of Omaha-based digital marketing agency Ervin & Smith. "Neither really get at the root of
the problem, which is making sure you have a strong employer brand and employment value proposition.”

An employment value proposition is the intangible benefits and experiences your workers gain from the skills and services they offer your business. It
moves beyond monetary compensation and into experience and knowledge that will follow them throughout their career. Mausbach argues that
engaging employees starts with recruiting the right workers and providing an EVP that's in line with your brand's overall identity.

Regardless, if you have a worker retention problem, providing more compelling compensation packages and financial benefits isn't the most effective
way to fix the problem. It's an important aspect of worker retention, but it's only one dimension. Worker retention is as much a problem of culture as it
is of compensation. If your business is experiencing high turnover, analyze your business culture and consider the opportunities you can provide
employees for career growth and development.

Building better culture

Ervin & Smith was named one of the best places to work in 2017 by AdAge. Mausbach said that building a better business culture is key to keeping
employees engaged. By increasing engagement, you can drive worker retention. A Gallup study found that employees who are engaged at work are 59
percent less likely to look for a different job in the next 12 months.

"Evaluate your employee experience,” Mausbach said. "Intentionally build every aspect of the employee experience — leadership, environment,
operations, technology and tools, and culture — to tie back your employer brand and EVP."

Building a better business culture doesn't mean providing employee perks, like ping pong tables. It means recruiting workers who fit your
organization's vision and providing employees with autonomy. Large companies like Netflix provide employees with unlimited PTO and other
benefits. This stems from an inherent trust in their workers, which is a lesson that can apply in small business situations as well.

By trusting your workers and treating them like adults, you promote engagement and push them into situations where they can go the extra mile and
reap the benefits. Providing responsibility, and aligning business practices with core values, can push your business toward a better culture.

Providing clear paths for advancement and other leadership benefits can also help with worker retention. Nick Crouch is a Tropical Smoothie
Cafe franchise owner, alongside partner Glen Johnson, in Florida, Georgia, Texas and Arkansas. Crouch's employees at his smoothie shops are
younger and paid hourly, but he has implemented several incentives and practices to drive retention. He likes to prioritize advancement so workers feel
they are working toward a promotion.
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"We always look to promote from within whenever we can,” he said. "I think a constant communication around that and [keeping] our culture top of
mind at all times has been successful for us. We retain great employees by providing advancement opportunities with continued growth and
development, and communicate that with our team members on a regular basis.”

Other tips for increasing engagement

Besides analyzing and revamping your business culture, there are several other ways you can keep employees engaged and decrease turnover.

Anne Brackett, chief engagement officer with Strengths University, is a certified Gallup Engagement Champion who has worked with hundreds of
employees on engagement throughout her career. She said it's important for small business owners to remember that managing employees is part of the
job.

"It seems easier to put supervision on the back burner, but in the long run it's not,” she said. "Early in my career, if | thought there was a staff issue
brewing, I'd do my best to ignore it ... This rarely worked and caused me way more problems than being on top of the issue. Delegate all the tasks you
can, and spend a good portion on managing what is most likely one of the biggest expenses in your business — your staff."”

It may seem like an obvious concept, but it can be easy to get caught up in day-to-day tasks, making employee problems just another headache to
tackle. Brackett said it can be helpful for small business owners to discuss employee progress regularly.

"Even if an employee is doing well, the annual review is frequently the only time that person is told so," she said. "Meet with your employees regularly
to discuss their successes, what they need to improve on, ideas they may have to improve the company, and even ideas they have for building their
skills."

Providing the right incentives

While building a solid business culture and promoting employee engagement is important, other incentives can help keep employees at your company.
Keep in mind that this is an important aspect, but not the magic solution to a systemic employee retention problem. Employee salaries should be
competitive, and introducing supplemental awards and contests can help with retention.

Crouch said that he provides various incentive programs, like a Standout Team Member of the Month award. This award includes a cash prize as well
as Tropical Smoothie branded items, like bags or coolers. He also gives away concert and sporting event tickets to top performers. Small perks like
these can help remind employees that they work for a company that cares about them.


https://www.strengthsuniversity.org/
http://courses.gallup.com/creating-an-engaging-workplace-course-for-engagement-champions.html

How to Best Lead a Multicultural or International Team
By Adam C. Uzialko, Writer / May 9, 2017 06:25 pm EST

There are many benefits to having a diverse team. Different perspectives boost creativity and wisdom, enabling your team to attack problems from
multiple angles and come up with unique solutions.

However, when it comes to a multicultural team spread across the globe, managing such a diverse squad can sometimes be difficult. Kristin Behfar, a
professor at the University of Virginia Darden School Foundation, determined that in addition to the usual problems teams face — such as how to
expend resources, how to solve problems, and confrontation — multicultural teams face a unique set of challenges. Among them are varying
expectations toward respecting hierarchy and status; prejudice and stigma spilling into the workplace; cultural and language barriers; and varying
interpretations of commitment or agreement to a decision.

Behfar and her co-authors, Mary Kern of the Zicklin School of Business at Baruch College and Jeanne Brett of the Kellogg School of Management at
Northwestern University, interviewed people worldwide who had experience leading multicultural teams. Using their responses, the researchers
developed a few tips for getting the most out of a diverse team.

1. Break down cultural differences.

Think about how your team members might view you. Ask if your behaviors uphold cultural stereotypes and acknowledge it with good humor — but
avoid self-deprecation. It can be disarming but will often backfire, said the researchers.

It's also important to recognize that communication styles are not indicative of intelligence. For example, some cultures are more inclined toward open-
ended questions than others.


http://ideas.darden.virginia.edu/2017/04/in-defense-of-indirect-confrontation-managing-cross-culture-conflict/#_edn1

2. Minimize the language barrier.

Native speakers should be the mediator to ensure a mutual understanding. Create the norm that asking someone to repeat themselves is not offensive,
especially when it comes to a heavy accent. Use pictures, stories and data to help illuminate the conversation. Avoid colloquialisms and slang, or words
with two meanings or confusing context.

When it comes to business decisions, the researchers advised asking for agreement in multiple ways. For example, offer extra time to proofread
material and to revisit a "final" decision multiple times.

3. Work around cultural customs.

Companies with multicultural teams should proactively accommodate different work schedules (e.g., time off for siestas) and vacation norms (five to
six weeks in Europe). Be sensitive to dietary and religious restrictions in planning days off, choosing restaurants, and selecting food in the break room.
You should also work to understand values and motivations. Is a deal in time for quarterly postings a key objective, or do they find it most important to
not look bad in front of superiors?

4. Avoid creating artificial divisions.

The researchers cautioned against speaking a certain language in the office unless everyone is fluent in it. It's also wise to remain current on political
issues in co-workers' countries of origin, especially in regards to war, ethnic conflict, foreign intervention and regime change. Use caution when
discussing world politics.

Finally, be sensitive to the perceived "status™ of a country — the U.S. has a dominant pop culture, for example, but it likely offends others.

For more advice on leading a multicultural or international team, visit the full report on the University of Virginia Darden School Foundation's website.

How to Manage a Multigenerational Workforce
By Rebecka Green, Contributing Writer / July 5, 2019 12:00 pm EST

As Generation Z (those born in 1995 and onward) enter the workforce, businesses may soon have employees from four to five different generations
working for them. Members of each generation have their own work styles, values and communication preferences. Resulting conflict from these
differences stresses the need for intergenerational harmony in promoting an efficient work environment.

Austyn Rask is a millennial and the director of content and research at BridgeWorks, a consulting company and speakers bureau that educates
businesses on the dynamics of a multigenerational workforce. For her, educating workers about the different generations is critical. BridgeWorks
recognizes that each company will have a different approach to bridging the generational divides. A hip startup, for example, will have different
problems than a centuries old, family-owned corporation. Rask emphasizes the importance of understanding how — and why — each generation
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communicates in the distinct ways that they do. By understanding the cultural, political and social dynamics that shape each generation, employers are
able to have a diverse workforce that works together cohesively while carrying out the mission of the company.

Generations in the workforce

Today, you will find the following generations in the workforce, according to BridgeWorks:

Silent Generation/Traditionalists

Born 1900-1945

Traits: fiscally conservative, respects authority, self-sacrificing, loyal

Values: family, sacrifice, waste not/want not, respect for authority

Baby Boomers/Generation Y

Born 1946-1964

Traits: competitive, idealistic, polished, disciplined

Values: work ethic, professionalism, youthfulness, individualism, luxury

Generation X

Born 1965-1976

Traits: Resourceful, independent, skeptical, efficient

Values: transparency, independence, work-life balance, growth

Millennials

Born 1977-1995

Traits: collaborative, innovative, adaptable, experience-driven

Values: integrity, innovation, efficiency, speed

Generation Z

Born 1996-TBD

Traits: inquisitive, risk-averse, industrious, pragmatic

Values: stability, personalization, equality, resourceful

Cuspers

"Cuspers™ are an additional category worthy of note. These are individuals born on the "cusp” of two generations, and they are known for being good at
coordinating, translating, and resolving conflicts. All generations, not just cuspers, are shaped by the cultural, economic, political and global forces that
surrounded them in their formative years. For example, a generation raised in one global region is characteristically different than members of the same
generation located in a different part of the world. In a similar vein, an individual's generational characteristics might differ depending on the
generations they were influenced by. For example, it was assumed Generation Z and millennials would be similar because both generations came of
age in a time of intense digital revolution and upgrade. However, research shows these two generations are different, as Generation Z has a strong
influence on Generation X parents who value growth and independence, while millennials focus on innovation and collaboration.

How multigenerational traits dictate thinking
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Rask tells the story of two Generation Z interns at BridgeWorks. Both were given money and complete freedom to plan a dinner for the organization,
and there was an emphasis on including dessert with the dinner. Their millennial supervisors felt both employees were providing a welcome, fun
opportunity for the interns. The interns, however, were overwhelmed by the freedom and lack of direction. They floundered and skipped over the
dessert portion of the meal altogether because they were nervous about choosing the "wrong" item. The moral of the story is that where one generation
might welcome an experience, another might feel fear at the same opportunity. Those in managerial positions should be mindful that just because you
like to be managed a certain way does not mean your employees will appreciate the same style.

At times, even small interactions can contribute to multigenerational workplace conflict. Workers might ask "Why is this millennial/Gen Z'er texting
me?" "Why is my baby boomer boss so snappy and rude in emails?" Of course, millennials and Generation Z are used to communicating digitally and
have honed their communication skills through these mediums. Baby boomers, on the other hand, did not grow up with email or text message and opt
to communicate in a style that feels efficient, taking on a "short and snappy" style.

Why age diversity matters

Age diversity is crucial in running a successful business, and managing expectations is a priority. As a business owner or manager, look at the strengths
and values each generation brings to your workplace. Baby boomers helped set up systems and processes so businesses could be more orderly and
prioritize documentation. Generation X employees value independence. Millennials want to highlight diverse voices in collaborative settings.
Generation Z, though they are on the cusp of entering the workforce, are likely to strive to find a balance between creativity, order, collaboration and
individualization. Put all of these generations together, and you have a well-rounded employee base that can understand and resolve the issues and
challenges your business is facing. Achieving harmony, however, among your multigenerational workforce can be tricky. Rask stresses the need to
understand the generations. BridgeWork consultants usually start with senior management but also work with human resources teams, talent
acquisition, diversity and inclusion departments, and other relevant workforce management teams.

How to build your team

When it comes to team-building activities, Rask recommends inducing nostalgia. Her company created decks of cards that featured Western-based
cultural references spanning several years. The cards depicted movies, music, politics and war. In the game, individuals select cards that remind them
of their childhood, then sit with co-workers and share memories and thoughts before diving into the difficult conversation of generational differences.
This is an activity that can be incorporated into your company's social and development events throughout the year.

Once the initial conversation is started, businesses can move into strategies like mentorship and reverse-mentorship programs. Reverse mentoring is
when older workers work with younger worker mentors for the purpose of stimulating digital knowledge and challenging hierarchical norms, all the
while nurturing a professional relationship. The more "traditional” mentorship style, an older worker mentoring a younger one, is still an ever-growing,
effective practice across professional fields.

This relationship building breeds understanding and empathy between the different generations. An "on-paper" knowledge of generational differences
can only take a business so far if they do not implement educational and professional growth initiatives into their workforce management. This will
prevent disdain and ageism between colleagues.

Bottom line



As Generation Z enters the workforce, remember that all new generations face backlash. Millennials, in particular, have faced criticism in the media in
recent years. Why? On the surface, it's easy to dismiss the complaints as jealously over digital fluency, or a lack of understanding about their "overly"
inclusive worldview.

These attacks seem intensified by the rapid-fire nature of today's news cycle, but Rask recalls stumbling upon a New York Times article from 1951
bemoaning the silent generation (those born between 1925 and 1945) for being too apathetic. At that time, the greater public had yet to recognize the
extent to which World War |1 affected this new generation.

Whether it is age (or another identifier), an atmosphere of acceptance in the workforce is necessary for a harmonious and productive working
environment.



What is Your Body Language Telling Colleagues About You?
By Shannon Gausepohl, Expert / October 7, 2016 04:32 pm EST

Have you ever thought about what you're saying to your colleagues when you're not speaking or typing an email to them? Your body language can
nonverbally communicate your feelings, whether that is positive or negative, and can affect how your co-workers perceive you.

Psychology Today reports that people's needs, feelings, thoughts and intentions are processed by the limbic brain and expressed in our body language.
For example, whether a baby lives in Boston or Borneo, she'll purse or pucker her lips if she doesn't like a certain food, and her eyes will dilate when
she sees her mother. These expressions are very simple and binary, displaying either comfort or discomfort. From the time we are born, we show
through our facial and body gestures whether we are warm or cold, contented or displeased, happy or sad — even if we don't say it in words.

"Through our body language, we alter the perception of a word,” said body language expert and author Greg Williams. "For instance, we can say the
same thing multiple ways and project a different meaning with each of those pronouncements based on the body language gestures that accompany our
sentiments."
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Examples of body language in action

Most people are oblivious to the subtle signals they send and receive via nonverbal cues, Williams said.

"It's unfortunate because if they were more aware of such signals, they'd uncover undisclosed meanings that they might use to benefit their plight in
life," he added.

Williams gave examples of simple everyday signals that affect how people perceive what we say:

Forehead. When someone wrinkles their forehead, it's a sign of stress. Thus, the absence of wrinkles is a sign of calm and easygoingness.
Eyes (wide open versus closed and narrow). Wide-eyes indicate someone’s attentiveness, interest and open-mindedness. A narrowing of the eyes
signals a higher degree of focus on the subject, which is usually accompanied with a furled brow/forehead.

Smile. A genuine smile is denoted by turned up corners of the lips.
Hand placement. When hands are held close to the body, they tend to convey a need to protect the body. When hands are held away from the body,
they convey more of a sense of openness, trust and approachability.

Foot placement. When the feet of two people engaged in a conversation are facing one another, the individuals are mentally engaged in their
conversation. When one person turns a foot away, that usually means that individual has mentally begun to disengage in the conversation and soon he
or she will exit in that direction.

Body language in the workplace
The above examples can also be found in an office setting, though there are certain cues to keep in mind when in the workplace.

"When you're in a business environment ... there tends to be a more serious mindset that one has about him or herself, along with a heightened sense of
body language gestures,” Williams said.

He added that co-workers are often "looking for certain things" to denote what hidden meaning might be associated with the way something is stated.
A person's inflection might disclose a different meaning than the word conveyed, or there may be a sense of trepidation that is perceived based on a
body language gesture.

According to Psych Central, these body language gestures can be detrimental at work:

Seeming uninterested. When we're feeling friendly and comfortable with the people we're interacting with, we tend to angle our bodies toward them
and subtly match their movements. Be cognizant of where your body is positioned and that you're not angled toward the door when engaged in
conversation with people. This shows a lack of interest and distraction. Instead, subtly mirror or mimic their gestures. For example, without being too
obvious, place your hands on the table if theirs are, or lean slightly back in your chair if they are doing the same. This expresses harmoniousness and
alignment.

Nervous gestures. Leg jiggling, hair twirling, face touching — any motion you do when nervous or bored — indicates insecurity. These gestures can
cost you the trust you've built with your supervisors. If you're prone to hand movements, find a place for them to rest instead.
Eye contact. Your boss can tell a lot about your emotional intelligence just by the way you look at people, including how much you respect, appreciate
and are interested in them and your work. A good formula for maintaining eye contact that's confident and certain (read: not creepy) is to hold a
person's gaze for approximately 50 to 60 percent of the time you're interacting with him or her.


http://psychcentral.com/blog/archives/2015/10/28/7-body-language-mistakes-to-avoid-at-work/

Williams reminded workers to take the time to recognize what your body is doing in day-to-day interactions in the office. It may change the way you
perceive what others are saying to you and vice versa.
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