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BBEJEHUE

YuebHo-MeTouIecKoe ocodue MpeHa3HaYeHO ISl CTYACHTOB CIICIH-
JIBHOCTH 0011ero Beicuiero oopasoanus 6-05-0811-04 Arpodusnec.

Llens naHHOTO TOCOOMS — OOECIEUNTh OBJIAJICHUE CTYJCHTAaMU OCHOB-
HBIMH SKOHOMHYECKHMH TOHATHSIMH, C(QOPMHUPOBATH y CTYAEHTOB YMEHUS
BIYMYHBOTO YTEHHS TEKCTOB IO CHEIHATEHOCTH C TOJTHBIM H3BJICYCHUEM U
HHTepHpeTanreil mHGOpMAINK, a TaKKe Pa3BUTh YMEHHS OBICTPOTO dUTe-
HUS, HATIPABJICHHOTO Ha ITOMCK HY)XHBIX JAaHHBIX W COCTaBIICHHE OOIIEro
MIPECTABICHAS O IPOYUTAHHOM.

IMocobue cocrout w3 mByxX wacreit: Farm Management u Management
Practices Across Countries. B mepBoii yacTu 0XapakTepH30BaHO YIpaBie-
HHE CEIbCKUM XO3SIIICTBOM, BO BTOPOW — OCOOCHHOCTH YIPaBIICHUSI IKOHO-
MHUKOH B Pa3JINYHBIX CTPAHaX.

KaxapIif ypok BKIIIOYaeT CIOBaph, TEKCT A U TeKcT B. UTeHHIO TeKCTOB
NPEALIECTBYIOT YIPaKHEHUS], HAIIPaBJICHHbIE HA YCBOCHHE JIEKCUKH U (op-
MHUpOBaHHE NOTEHIMAIBLHOIO ClIoBapsi o0ydaeMbix. PaboTa ¢ TekcTom A,
MpeJHAa3HAYCHHBIM TSI M3YYaroIlero YTEHUs, IpEAIojiaraeT OTBETHl Ha
BOTIPOCHI, ONpeAeTICHAe NCTHHHOCTH/JIOKHOCTH YTBEPKACHUH, YCTaHOBIIE-
HHUE JIOTHYECKHX CBsI3ei, 0000IeHe HHPOpMAIH, BEIpaKeHHEe COOCTBEH-
HOTO MHEHWUS U ps APYTUX yrnpaxkHeHwud. PaboTa ¢ Tekcrom B mpemxycmar-
pHUBaCT MOUCK PA3IUIHON MH()OPMAINH, OTBETHI Ha BOIIPOCHI, KACAIOIIHECS
OCHOBHOTO COZIEp KaHUs, 3aIIOTHCHHUE Ta0NHUII, OIICHKY IPOYUTAHHOTO.

B xoHme nmocobust nmpuBeaeH oOmuil andaBUTHBIA CIOBaph CHEHAb-
HOU NIeKCcHKH, oOerdaronuii paboTy CTyIEHTOB.

Pa3paboTaHHble 3aaHUsl MOTYT HCIHOJIB30BAThCS CTY/IEHTAMH OYHOW U
3a049HON (hopM TomydeHHs 0Opa3oBaHMsI Kak Ha ayJUTOPHBIX 3aHATHUSIX, TaK
U CaMOCTOSITENILHO, BHE ayIUTOPHUH.



Part I. FARM MANAGEMENT
UNIT 1

Ex. 1.1. Learn the new words.

management ['manid3zmant] — ynpasienue

manager ['menid3zs] — ympaBistoIIHii, 3aBeXYIONIHIA, TUPEKTOP

to manage [ ' meenid3] — pykoBOIHTh, YIIPABIATH

labor ['letba] — Tpyn

to accomplish [o'komplif] — nocTurats, BEIMOTHATS

to make decisions [ ,meik dr's13(a)nz] — npuHNMaTh pemeHns

to increase profits [in kri:s 'profits] — yBenuuuts npubsiib, 10X01
available [o'verlob(a)l] — umerormiicst B pacnopsskeHUM, HATHYHBIH
to meet goals [ mi:t 'govlz] — mocturars uesneit

to allocate [ &lokert] — pasmemars, pacnpenensate

scarce ['skeas] — HemOCTATOUHBIN; HeQUIIUTHBIH

insight (into) [ msait] — npoHUKHOBEHHE B CYTh

to establish goals [1,steblif 'goulz] — ycranaBnusars 1enu

owner ['ouna] — Biragener, COOCTBEHHUK

employee [ emplor'i:] — cnyxamiuii, paboTaromii Mo HaliMy

finite ['famart] — orpaHn4eHHBIH, UIMEIONIUIA TIPEIEI

amount [o'maount] — xom4ecTBO

to imply [1m’plar] — npennonarars, moxpasymeBaTh

to indicate ['indikert] — mokasbiBatTh, yKa3bIBaTh

approach [o'prout[] — moaxon

coordinating [kou'o:dmertin] — koopauHaIWsl, COTIIACOBAHKE JAEHCTBUIA
staffing ['sta:fig] — ykommsiekroBanue mratoB; HabOp KaapoB
directing [dar'rektip] — pykoBoaCTBO, yIipaBiieHHe; YKa3aHUE, PACTIOPSHKEHNE
supervising ['su:pavaiziy] — Han3op, HaOMOACHKE

implementing [, 1mpli' mentiyg] — ocymecTeiaeHue, BBINOIHEHHE
acquisition [ a&kwr' zif(a)n] — npuobpererne

to put into effect [ put intu o' fekt] — ocymecTBsITE, IPOBOAUTD B KHU3Hb
overseeing [,auva'si:iig] — Hag30p, HAOMIOACHKE

to monitor ['monito] — KOHTPOIUPOBATH, TIPOBEPSTH

to record [r1'ko:d] — 3anmceiBaTh, perucTpupoBaTh

corrective [ko'rektrv] — koppekTHUpyIOIIHiA, HCTTPABUTEIBHBIN
source [s$o2:5] — ucrouHuk

adjustment [o'd3as(t)mont] — koppekTHpOBKa, HCIIPABICHHE
outcome ['avtkam] — pesyibraT, nocneacTsue

refinement [ri' fainmoant] — ycoepuieHcTBOBaHME
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Ex. 1.2. Match the words listed below with the dictionary definitions
which follow.

manager approach staff
implementation supervising refinement
employee goal decision

1) a method used in solving a problem;

2) the act or process of improving something;

3) a conclusion or resolution reached;

4) a group of people who work for an organization or business;

5) overseeing the actions or work of a person;

6) the object of a person’s ambition or effort; an aim;

7) a person employed for wages or salary;

8) fulfillment of an undertaking;

9) a person controlling or administering a business or part of a business.

Ex. 1.3. Which of these words can go together? Join them. (Consult
the vocabulary list and Text A in case of difficulties).

to make | resources corrective | amount
to meet | effect finite | resources (2)
to allocate | decisions insight into | action
to establish | profits scarce | refinement
to put into | goals (2) available | management
to increase continual

Ex. 1.4. Match the synonyms from lines I and II.

1) labor, owner, amount, finite, to imply, acquisition, to monitor, source,
outcome, adjustment.

I) correcting, getting, beginning, result, holder, work, to involve, quan-
tity, limited, to check.

Ex. 1.5. Translate the words paying attention to their suffixes and prefixes.

1) to own, owner, ownership; 2) to profit, profit (n), profitable, unprofit-
able; 3) to employ, employer, employee, employment, unemployment; 4) to
acquire, acquired, acquisition; 5) finite, infinite, finitely, finiteness.

Ex. 1.6. Read the text to understand in detail the essence of manage-
ment and its functions.

TEXT A

Management and its Functions

What is management? What do managers do? How do they spend their
time? What are they trying to accomplish? How does management differ
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from labor? Or does it? Management is a widely used term but one that is
subject to' many individual definitions. A general discussion will serve to
provide a broad understanding of management. Some of the more common
definitions of management use phrases such as "making decisions to in-
crease profits", "making the best use of available resources", "is concerned
with? meeting goals”, and "using, managing, or allocating resources".
The references to using resources are similar to a definition of economics,
which is often defined as "the study of the allocation of scarce resources".

This small sampling of phrases used in definitions of management does
provide some insight into management and the things managers do. First,
they imply the existence of a goal or goals. Managers must either establish
these goals or be sure they clearly understand the business owner's goals if
the manager is an employee. Second, there are resources to use or allocate.
This means the manager must identify the finite amount available and then
properly allocate or use this amount to meet the goals. Third, the need to
allocate or use resources implies more than one possible use for them.
The manager must identify all possible alternatives, analyze them, and then
select those representing the best use of the resources. All of these steps
indicate the need for the manager to be making decisions.

Another approach to discussing management is to list the functions of
management. Common functions are planning, organizing, coordinating,
controlling, staffing, directing, supervising, and implementing. These func-
tions do not lead to a definition of management but provide another set of
ideas on "what managers do". They also illustrate the broad scope® of man-
agement and its complexity.

Three functions are often identified as being basic or fundamental to
management. They are planning, implementation, and control.

Planning. Planning may be the most fundamental and important of the
functions. It means deciding on a course of action, policy, or procedure.
Not much will happen without a plan. The organizing function might be con-
sidered part of planning.

Implementing. Once a plan is developed, it must be implemented.
This includes the acquisition of the resources and materials necessary to put
the plan into effect as well as overseeing the entire process. Coordinating,
staffing, directing, and supervising could fit under this function.

Control. The control function can be thought of as monitoring results,
recording information, and taking corrective action. It monitors the results
of the plan to see if it is being followed and producing the desired results.
If not, it should provide an early warning* so adjustments can be made.
Outcomes and other related data should be recorded as this becomes a
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source of new and often improved information to use when making adjust-
ments and for improving future plans.

Figure 1 illustrates the flow of actions from planning through implemen-
tation to control. It also shows that information obtained from the control
function can be used for revising, modifying, and making future plans.
This circular flow implies a continuous process of planning, implementa-
tion, and control followed by improved planning based on new information.
The process of continual improvement and refinement of the decision can
continue through many cycles.

_________ > Planning

\

Implementation

'

Control

information

FIGURE 1. Management flowchart® based on three functions of management

Notes to the text:
1—30ecw: donyckaem

2 — c6A3AHHDbLI C

3 — wmupoxuii macumao
4 — npedynpecoenue

5 — onox-cxema

Ex. 1.7. Find in the text the English equivalents of the following
words and phrases.

1) ynpaenenue; 2) ynpaBisiomui; 3) Tpy; 4) OTIHYaThCS, pa3indaTh-
cs1; 5) mocturath; 6) ompeneNieHUs] yNpaBlIeHHs; 7) YBEIMYHUTh NPUOBLIb;
8) pasmemienre pecypcoB; 9) MoApasyMeBAIOT CYyIIECTBOBAHWE IICNH;
10) npuobpeteHue pecypcos; 11) uenu Biaaensia OusHeca; 12) npuHUMAaTh
peureHus; 13) KoMIUIEKTOBaHHE IITATOB; 14) KOppeKTHpYoLlee NeHCTBHUE;
15) ocymecTBiieHne, BBHITOJNHEHUE; 16) KOHTPOIL pe3yabTaToB; 17) BBINOI-
HATH [U1aH; 18) momutuka; 19) 00pa3 neicTBus.



Ex. 1.8. Are these statements true or false? Begin your answers with
‘Yes, that’s right’ or “I’m afraid, that’s wrong” and correct the false
statements.

1. Management as a discipline of study refers to and emphasizes the im-
portance of the workers with whom managers work.

2. There is a single definition of management.

3. The controlling function focuses on making sure the organization
stays on its planned course of action.

4. The basic functions of management are planning, implementing and control.

5. Managers must establish goals.

6. The need to allocate or use resources implies more than one possible
use for them.

7. Coordinating, staffing, directing, and supervising can fit under the
function of implementing.

8. Management is a continuous cyclic process.

Ex. 1.9. Answer the following questions.

1. Can you name some of the more common definitions of management?

2. Which definition of management do you consider the best one? Why?
Can you give your own definition?

3. Management implies the existence of a goal or goals, doesn’t it?

4. Why must the manager analyze all possible alternatives?

5. What three functions are fundamental to management?

6. What does planning mean?

7. What does implementing include?

8. What does the control function mean?

9. Why should outcomes and other related data be recorded?

10. How does new information influence management?

Ex. 1.10. What is meant by management? Put each of the following
words in its correct place.

managers  goal implies employees accomplish
management resources staffing tasks

Management in businesses and organizations is the function that coordi-
nates the efforts of people to (1) goals and objectives by using
available (2) efficiently and effectively.

Management includes planning, organizing, (3) , leading or
directing, and controlling an organization to accomplish the goal or target.
Management (4) the use and manipulation of human resources,

financial resources, technological resources, and natural resources. Man-


https://en.wikipedia.org/wiki/Businesses
https://en.wikipedia.org/wiki/Organizations
https://en.wikipedia.org/wiki/Goal
https://en.wikipedia.org/wiki/Planning
https://en.wikipedia.org/wiki/Organizing_(management)
https://en.wikipedia.org/wiki/Leadership
https://en.wikipedia.org/wiki/Control_(management)
https://en.wikipedia.org/wiki/Organization
https://en.wikipedia.org/wiki/Human_resources
https://en.wikipedia.org/wiki/Financial
https://en.wikipedia.org/wiki/Technological
https://en.wikipedia.org/wiki/Natural_resources

agement is also an academic discipline, a social science whose
(5) is to study social organization.

In profit-making organizations, management's primary function is in-
creasing profits, creating products at a reasonable cost, and providing great
employment opportunities for (6) .

Most organizations have three (7) levels: first-level, middle-
level, and top-level managers. These managers are classified in a hierarchy of
authority, and perform different (8) . In many organizations, the
number of (9) in every level resembles a pyramid.

Ex. 1.11. Read the text “The information age” and answer the fol-
lowing questions.

1. Why does the volume of information represent a challenge?

2. What implications does it have for the organization?

3. What’s the difference between data and information?

4. What are the main characteristics of useful information?

5. How can the problem of information sharing be solved?

6. What is a computer? How can computers help managers?

7. Do you have a computer? How often do you use it? What for? How
much time per day do you spend at your computer?

8. Can you imagine your life without a computer? Why?

9. Is the computer a blessing® or a curse?, in your opinion?

1 — 6naro; 2 — 6encTBue
TEXTB
The Information Age

The volume of information presents a challenge to managers of today.
The manager cannot use all available information. The need is for managers
to get the information necessary to make effective decisions. A challenge
facing the organization is getting the useful information to the manager in a
timely fashion.

A. Data versus Information

Data are unorganized facts, statistics, and predictions concerning people,
events, and ideas. Information is data that have been organized and pro-
cessed in a way to meet the manager’s needs.

B. Attributes of Useful Information

Usable information is: accessible, timely, relevant, accurate, verifiable,
complete and clear. In determining the value of information these attributes
are of equal importance.


https://en.wikipedia.org/wiki/Academic_discipline
https://en.wikipedia.org/wiki/Social_science

C. Information Sharing

A major problem is the sharing of information. In the organization much
valuable information does not reach the people who can use it. A key to
sharing information is to get it to the people who need it in a form which
can be understood. The best way to do this is to involve the information
users in the design of the information collection and distribution system.
Team approaches encourage the use and distribution of information.

D. Information Processing

Computers help managers to process the information available to them.
Information processing describes the entire sequence of steps involved in
converting data to information. Data processing involves mechanically
transferring raw data into some specific form of information. A computer is
an electronic device used to input, store, process data and output data as
useful information.

Ex. 1.12. You are a company manger. Speak about the problems
that the growing volume of information poses for you.

UNIT 2

Ex. 2.1. Learn the new words.

ranch [ra:ntf] — paruo, kpymHOe hepMepcKoe X03IUCTBO
separate ['sep(a)rot] — oTmenbHBIIH

business [ 'biznas] — npexnpusitue, prupma

technique [tek ni:k] — meton

to affect [o'fekt] — BusTh

obvious [ 'pbvios] — oueBuaHBII

location [la(v) kerf(a)n] — MecTomONOKEHHE, PACTIONOKEHUE
urban ['3:b(s)n] — ropoackoi

in terms of — ¢ Touku 3penust

output [ avtput] — BBITYCK MPOAYKINT

variability [ vearia biliti] — n13MeHYHBOCTD, HEYCTOHYUBOCTD
apparent [o'parant] — oueBHAHbIH

broad [bro:d] — wupokuii

point — MyHKT, MOMEHT

profitability [ profits bilsti] — npubsUIBHOCTS

necessarily [ nesa'sersli] — o6s3aTenpHO

to the exclusion [1k'sklu:3(o)n] of — uckirouast

activities [ak 'tivatiz] — mesTenbHOCTD

operation [ppa're1f(a)n] — mesATENBEHOCTD, paboTa
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objective [ob'd3ektrv] — remp, 3amaga

continual [kon'tijusl] — mocTOsIHHBIH, HETIPEPHIBHBIH

to guide [gaid] — HampaBsITH, PyKOBOIUTH

competing [kom'pi:tim] — KoHKypHpYOLIHii

to force [fo:s] — 3acTaBnATh, BEIHYXKIATH

Ex. 2.2. Match the words listed below with the dictionary definitions
which follow.

technique point business
to affect to guide to force
output ranch urban

1) to direct or control the path or course of something;

2) belonging or relating to a town or city;

3) a particular detail of an idea or argument;

4) a large farm especially in the U.S. where animals (such as cattle,
horses, and sheep) are raised;

5) a particular company that buys and sells goods and services;

6) to make it necessary for someone to do something;

7) a way of doing something by using special knowledge or skill;

8) the amount of something that is produced;

9) to have an influence on someone or something, or to cause a change
in someone or something.

Ex. 2.3. Match the synonyms from lines I and II.

1) objective, variability, activities, obvious, technique, to affect, separate,
location.

I1) to influence, operation, position, goal, changeability, apparent, inde-
pendent, method.

Ex. 2.4. Match the antonyms from lines I and II.

I) To the exclusion of, urban, variability, broad, competing, output, con-
tinual.

I1) Stability, input, stopping, including, cooperating, narrow, rural.

Ex. 2.5. Translate the words paying attention to their suffixes and prefixes.

1) to compete, competing, competition, competitor, competitive, un-
competitive; 2) to locate, located, location; 3) to separate, separated, sepa-
rate (adj), separately, separable, inseparable; 4) variable, invariable, varia-
bility, invariability; 5) to guide, guided, guide (n), guidance; 6) necessary,
necessarily, necessity, necessitate.

Ex. 2.6. Read the text to understand in detail what farm and ranch
management is.

11
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TEXT A
Farm and Ranch Management

Is farm and ranch management greatly different from the management
of other types of businesses? Should it be a separate, distinct subject or dis-
cipline? Or is management the same for all types of businesses with no dif-
ferences in the methods and principles used? Some argue' that the basic
management functions, principles, and techniques needed are the same but
only applied to different types of businesses. Others say a typical farm or
ranch business has some unique characteristics that affect the management
principles and techniques used.

Some of the more obvious characteristics are differences in size, type of
business or business organization, products produced, and their location
outside urban areas. Farms and ranches are often considered to be subject to
more risk in terms of output and price variability and the effect of weather
on the entire production process. Also, except on some large farms, there is
little opportunity for specialization? in labor and management tasks. How-
ever, these and other differences are not readily apparent when definitions
of business management and farm and ranch management are compared.

There are many different textbook definitions of farm and ranch man-
agement but several common points run through most of them. One of the
more concise® definitions is: "Farm management is concerned with the deci-
sions which affect the profitability of the farm business". This broad defini-
tion contains several important points. First, it identifies profitability as a
major goal of the business but not necessarily to the exclusion of other
goals. Second, this definition specifically identifies decisions and decision
making as part of the management activities.

Other definitions contain many of the same concepts or ideas. There is
usually some reference” to decisions or decision making as being important
in management. Also, some mention is usually made of goals or objectives.
This may be done in general terms or a more specific goal such as profit
maximization may be identified. Finally, some mention of the organization
and operation of the farm or ranch business is included in many definitions.

Farm and ranch management can be thought of, then, as being a deci-
sion-making process. It is a continual process because of the continual
changes taking place in our economy and in the individual business.
The decisions are concerned with allocating the limited resources of land,
labor, and capital among alternative and competing uses. This allocation

12



process forces the manager to identify goals to guide and direct the deci-
sion making.

Notes to the text:

1 - 30ecw: ymeeporcoaiom
2 — pazoenenue

3 — kpamxuii

4 — ynomunanue

Ex. 2.7. Find in the text the English equivalents of the following
words and phrases.

1) oTnenbHBIM, CAMOCTOSTENbHBIN MPEMET; 2) BCE THUIBI KOMMEPUYECKHUX
NpeAnpusTHiA; 3) OCHOBHBIE ()YHKLUH, TPUHLIUIIEI 1 HEOOXOJUMBIE METOIbI
ynpasnenusi; 4) Haubojee OYEeBHIHBIE OCOOECHHOCTH; 5) MpOM3BOAMMAS
MPOIYKIMS; 6) pa3MelieHne 3a TOPOACKON YepToil; 7) N3MEHUYHUBOCTD IICH;
8) pasnmuums He OueBHIHBI; 9) HECKOJIbKO 00X MyHKTOB; 10) ympasieH-
YyecKasl JesITeNIbHOCTh; 11) oMMHAKOBBIC MOHATUS WIH Hlen; 12) TOoCTHKe-
HUE MaKCHUMaJbHOM NpuObLIM; 13) 3a cueT UCKIIOYEHMs APYTHX LeNeH;
14) xoHkypupyloIe 00JacTH NMPUMEHEHUs, 15) PyKOBOIUTH MPOLIECCOM
NIPUHATHS PELLICHU.

Ex. 2.8. Select the best variant for each of the following sentences.

1. Some authors think that a typical farm or ranch business has some ...
characteristics.

a) different

b) basic

C) unique
2. These characteristics are differences in size, type of business or business
organization, products produced, and ...

a) their output

b) their location outside urban areas

c) the effect of weather.

3. There are several ... points in different textbook definitions of farm and
ranch management.

a) common

b) obvious

c) familiar
4. In different definitions of farm management there is ... some reference to
decisions or decision making.

a) usually

b) seldom

c) hardly ever
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5. Farm management is concerned with the decisions ...

a) which are very concise.

b) as part of the management activities.

c) affecting the profitability of the farm business.
6. ... is a continual process.

a) The individual business.

b) Farm and ranch management.

c) Our economy.

Ex. 2.9. Answer the following questions.

1. What are the two opposite views on the nature of farm and ranch
management, according to the text?

2. What unique and obvious characteristics does a typical farm or ranch
business have?

3. Are labor and management tasks specialized on small farms?

4. What is one of the more concise definitions of farm management?

5. What are the most important points in this definition?

6. What concepts do other definitions contain?

7. Why is farm decision-making a continual process?

8. What are the decisions concerned with?

9. Do farm and ranch managers need different management skills than
managers of other businesses? If so, which skills?

10. Would a successful farm manager be successful managing some oth-
er business and vice versa?

Ex. 2.10. Put the facts in the order in which they are mentioned in
the text.

1. Most textbook definitions of farm and ranch management have sever-
al common points.

2. The allocation process forces the manager to identify goals to guide
the decision making.

3. Profitability is a major goal for the business.

4. Typical farm or ranch businesses have some unique characteristics.

5. Farm and ranch management is a decision-making process.

6. Labor specialization is not typical of small farms.

7. Farms and ranches are located outside urban areas.

8. Farm and ranch production process is greatly affected by weather.

Ex. 2.11. Read the text “Scientific Management” and do the follow-
ing tasks:

1. Give some information about F.W. Taylor and his contribution to
management.

2. Speak for and against his principles.
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TEXT B
Scientific Management

No one has had more influence on managers in the 20th century than
Frederick W. Taylor, an American engineer. He set a pattern for industrial
work which many others have followed, and although his approach to man-
agement has been criticized, his ideas are still of practical importance.

Taylor founded the school of Scientific Management just before the
1914-18 war. He argued that work should be studied and analyzed systemat-
ically. The operations required to perform a particular job could be identi-
fied, then arranged in a logical sequence. After this was done, a worker’s
productivity would increase, and so would his/her wages. The new method
was smentlflc The way of doing a job Would no longer be determined by
quesswork® and rule-of-thumb practices®. If the worker followed the pre-
scribed approach, his/her output would increase.

Taylor’s solutions to the problems were based on his own experience.
When he was with Bethlehem Steel®, Taylor criticized management and
workers. He conducted many experlments to find out how to improve their
productivity. He felt that managers used not the right methods and the
workers did not put much effort into their job. They were always “soldier-
ing” — taking it easy. He wanted both groups to adopt a new approach to
their work. The new way was as follows:

1. Each operation of a job was studied and analyzed;

2. Using the information, management worked out the time and method
for each job, and the type of equipment to be used,;

3. Work was organized so that the worker’s only responsibility was to
do the job in the prescribed manner;

4. Men with the right physical skills were selected and trained for the job.

The weakness of his approach was that it focused on the system of work
rather than on the worker. With this system a worker becomes a tool in the
hands of management. Another criticism is that it leads to de- skllllng -
reducing the skills of workers. And with educational standards rising among
factory workers, dissatisfaction® is likely to increase. Finally, some people
think that it is wrong to separate doing from planning. A worker will be
more productive if he/she is engaged in such activities as planning, deci-
sion-making, controlling and organizing.

Notes to the text:

1 - 0ozaoku

2 — npakmuueckue (Henayunvie) Memoowvl

3 — Memannypeuueckasn kopnopavyusn "bemnexem cmun'
4 — dexsanughuxayun mpyoa

5 — neoosonscmeo
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UNIT 3

Ex. 3.1. Learn the new words.

goal [goul] — mens

gauge [gerd3] — mepa; kpuTepHii, CIOCOO OIIEHKH

specific [spa’sifik] — onpeneneHHbIi, TOUHBINA, KOHKPETHBIN

to reach [ri: tf] — mocTuup

measurable ['mezorob(a)l] — usmepumbrii

timetable ['taim teib(a)l] — rpaduk, pacnucanue

deadline ['dedlamn] — kpaiiauit cpok

involvement [in’volvmont] — yuactue (B uem-1u6o)

individual [,indr’ vidjual] — uenosek, oTaenpHOE THIO; GUIHIECKOE U0

farm operator [ fa:m jpporeito] — Bnazgesner pepmbl Wit €€ yIPaBISIOIIHIA

long-run ['logran] — gonrocpounsIit

short-run ['fo:tran] — kxpaTKOCPOUHBIA

survival [so'varv(e)l] — BeDKHBaHUE

to go broke [ gou 'brouk] — pasoputbes

to avoid [o'vord] — usberars

foreclosure [ fo: 'klouze] — nmieHye npasa BbIKyIIa 3aJI0KEHHOTO MIMYILIECTBA

return on investment [rrt3:n on m'vestmont] — 10X0/1 OT KAMKTATIOBIOKEHHS

standard of living [, steendad ov 'hvig] — ypoBeHb ku3Hn

net worth ['net ws3:0] — coGcTBeHHbIM KanuTal MPeIIPUsTHS

steady ['stedi] — ycToliunBbIi, MOCTOSHHBIN

debt [det] — momr

income ['tnkam] — moxox

leisure ['le3o] — mocyr, cBOGOAHOE BpeMmst

to expand [1k 'spaend] — paciuupsts(cs)

to rank first [ repk 'f3:st] — 3anumars nepBoe mMecto

circumstances ['s3:komstansiz] — o6¢crostenbeTBa

living expenses [, liviy 1k 'spansiz] — pacxos Ha coiepKaHue CEMbH

borrowing ['borovin] — onamkuBanue, 3aMMCTBOBAHKE

to conflict (with) ['konflikt wid] — mpoTuBopeunts yemy-mu60

Ex. 3.2. Match the words listed below with the dictionary definitions
which follow.

deadline debt gauge
timetable income individual
survival goal circumstances

1) conditions that accompany or influence some event or activity;
2) the result towards which effort is directed,;
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3) a single person regarded as distinct from others;

4) a standard or criterion for assessing;

5) the latest time for finishing something;

6) money or goods or services owed by one person to another;

7) remaining alive;

8) the monetary payment received for goods or services, or from other
sources, as rents or investments;

9) any plan listing events and the times at which they will take place.

Ex. 3.3. Match the antonyms from lines I and II.

I) variable, leisure, specific, measurable, long-run, involvement, to go
broke, borrowing, to expand, to conflict.

I1) unmeasurable, to agree, lending, to become successful, stable, indefi-
nite, work, short-run, absence, to reduce.

Ex. 3.4. Choose the correct word for each sentence.

1. Many people try to (avoid/reach) goals within a fixed time by setting
deadlines.

2. These farm (operators/operations) specialize in beef cattle farming.

3. If you manage to raise enough cash you can stop the (foreclosure/net
worth) process.

4. His (losses/return) on investment totaled over $ 2,000,000, so he is
rich now.

5. Profit maximization often ranks (last/first) among business goals.

6. Calculating how much is spent on family (living expenses/standard of
living) is never easy.

Ex. 3.5. Translate the words paying attention to their suffixes.

1) to survive, survival, survivor; 2) to avoid, avoidable, unavoidable, un-
avoidability, avoidance; 3) to borrow, borrowed (adj), borrowing (n), bor-
rower; 4) specific, unspecific, to specify, specified, specification; to involve,
involved (adj), involvement; 5) to measure, measure (n), measurable, un-
measurable, measuring (adj), measurer.

Ex. 3.6. Read the text to understand in detail the importance
of goals in management.

TEXT A
Goals and Their Importance

A manager’s first job is to establish goals for the business. In the case of
a hired® manager, the business owner may establish and communicate® them
to the manager. Whether the manager establishes goals or receives them
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from the business owner, it is important that they exist and be fully under-
stood. Without goals there is no way to either make management decisions
or measure their results. Goals are the gauges used to determine if one alter-
native use of resources is better than another.

When establishing goals, it is important to keep the following points in mind:

1. Goals should be written. This allows everyone involved to see and
agree on them and provides a record for review at later dates.

2. Goals should be specific. “To increase profit by $20,000 per year” is
better than “to increase profit”. A manager can determine when a specific
goal has been reached. This provides a sense of accomplishment and a time
to think about defining new goals.

3. Goals should be measurable. The $20,000 per year goal is measura-
ble, and each year the manager can measure progress toward the goal as
well as what remains before reaching it.

4. Goals should have a timetable. “To increase profit by $20,000 per
year in 2 years” is better than a goal with an open-ended or unspecified
completion date. The deadline helps keep the manager focused on the goal.

Because of their close and direct involvement with the farm business, a
farm operated by a family unit can have more than one set of goals. There
can be personal goals as well as business goals, and each individual within
the family unit may have different goals within each set. In these situations,
it is important to use a family conference or similar method to discuss and
hopefully agree on at least the business goals. Without an agreement, eve-
ryone may go in different directions with no business goals being reached.

Since individuals and the businesses they manage are different, many
potential goals exist. Surveys® of farm operators have identified the follow-
ing goals:

Survival, stay in business, do not go broke, avoid foreclosure.

Maximize profit, get the best return on investment.

Increase or maintain standard of living, attain® a desirable standard of
living.

Increase net worth, steady increase in net worth.

Reduce debt, become free of debt.

Attain at least a minimum profit each year, avoid years of low profit,
maintain a stable income.

Pass the entire farm on to the next generation.

Increase leisure, free time.

Increase farm size, expand, add acreage®.

Maintain the quality of soil® and water resources.

18



These surveys have also found that rarely does a single goal exist; farm
operators often have several or multiple goals.

Each of the goals listed may rank first for some individual depending on
time and circumstances. Goals can and do change with changes in age, fi-
nancial condition, family status, and other factors. Also, long-run goals may
be different than short-run goals. Profit maximization is often assumed’ to
be the goal of all business owners, particularly in economics. However,
farm operators often rank survival or staying in business as their number
one goal, and others may be ranked above profit maximization. However, it
is important to note that profit plays a direct or at least an indirect role in
meeting some of the other possible goals.

A business cannot survive for long without making a profit. Profit is
needed to increase family living expenses, increase net worth, decrease bor-
rowing, and to expand. However, several of the possible goals listed imply
some sort of risk minimization or risk avoidance that puts these goals in
conflict with profit maximization. Many of the most profitable production
plans and strategies over time are also the most variable in profit, that is,
have the most risk. A highly variable profit may greatly reduce the chances
for survival and conflicts with the desire for a stable income and avoiding
years of low or negative profit. For these and other reasons, profit maximi-
zation is not always the most important goal for all farm operators.

Notes to the text:

1 - coobougums

2 — Hausmoll

3 —onpocwt

4 — oocmuun

5 — naowaow 3emnu (6 akpax)
6 — nousa

7 — cuumaemcsn

Ex. 3.7. Find in the text the English equivalents of the following
words and phrases.

1) ycranaBnmBath 1enu; 2) KpUTepuu; 3) 3aMuch, OPHUITHATBHBINA TOKY-
MEHT; 4) TO4YHBIH, KOHKPETHBII; 5) 4yBcTBO ycmexa, 6) HaOop wuenei;
7) cemeitHoe coBelanue; 8) BebkHBaHue; 9) N30eKaTh JIUILICHUS MPaBa BbI-
Kyla 3aJ0KeHHOTO0 mMmylnecTBa; 10) MakCHMalbHO YBEIHYUTH MPUOBLID;
11) noBbICUTH YpOBEHb KU3HH; 12) yMeHbLIUTH J0uTH; 13) coXpaHuTh cTa-
OwnpHBIA 0x04; 14) mepeaaTh clieayrolieMy MOKOJICHH0; 15) Bramenbusl
Ousneca; 16) pacxoybl Ha KHU3Hb.
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Ex. 3.8. Fill in the gaps with the words from the box to describe
farm operators’ goals and risks. Consult Text A on p. 17 if necessary.

specific a highly variable profit  business goals an agreement
atimetable profit maximization multiple goals long-run goals

1. There can be personal goals as well as
2. Goals should be
3. Goals should have
4. is often con5|dered to be the goal of all business owners.
5. Farm operators often have
6. Without , No business goals can be reached in a family unit.
7 may be different than short-run goals.
8. may greatly reduce the chances for survival.

Ex. 3.9. Are these statements true or false? Correct the false ones.

1. Without goals it is impossible to make management decisions.

2. Goals should be written.

3. A manager can’t determine when a specific goal has been reached.

4. If the goal is measurable, each year the manager can measure progress
toward the goal.

5. It is necessary that goals have a timetable.

6. A family unit operating a farm can have more than one set of goals.

7. There can be only business goals.

8. There is no method to discuss and agree on the goals in a family unit.

9. Many potential goals exist.

10. The most important goal in farm business is to maximize profit.

Ex. 3.10. Answer the following questions.

1. What is a manager’s primary task?

2. What concern do goals have with the use of resources?

3. What characteristics of goals should be kept in mind when establish-
ing goals?

4. Why should goals have deadlines?

5. Why can a family unit have many goals?

6. How do changes in age, financial condition, family status, etc. affect
goals?

7. What goal may rank first in economics?

8. Why cannot a business survive without making a profit?

9. Can you give any examples of both short-term and long-term goals
for a farm or ranch business?

10. What are your personal goals for the next week? Next year? Next 5
years?
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Ex. 3.11. Scan Text B quickly and answer these questions.

1. What management techniques will farm managers be using in the 21°
century?

2. What type of managerial decisions will they be making? Characterize
them.

3. What will managers analyze?

4. What will change about management decisions in the 21* century?

5. How will electronic innovations influence decision making?

6. How will these changes affect farmers and ranchers?

TEXTB

What will farm managers be doing in the twenty-first century? They will
be doing what they are doing now, making decisions. They will still be us-
ing economic principles, the various budgeting methods, record analysis,
investment analysis, and other management techniques to help make those
decisions. What kind of decisions will managers be making in the twenty-
first century? Most will be the same type they are making now. Managers
will still be making decisions about input* and output levels® and combina-
tions, and when and how to acquire additional resources. They will continue
to analyze the risk and returns from adopting new technology, making new
capital investments, adjusting farm size, and changing crops and animals.

Will anything about management decisions in the twenty-first century be
different? Yes. While the broad types of decisions being made will be the
same, the details and information used will change. Technology will contin-
ue to provide new inputs to consider and new and more specialized products
for possible production and marketing. Electronic innovations will provide
more accurate and timely information for use in management decision mak-
ing. Farmers and ranchers will have to compete more aggressively with
nonagricultural businesses for use of the land, labor, and capital resources
needed. As usual, the better managers will be able to adapt to these changes
and will continue to leverage® their management skills over larger and larger
units of production.

Notes to the text:

1 - 3ampamui

2 — yposnu

3 — ucnonvzoeams (c 6b1200011)

Ex. 3.12. Choose the best title for Text B (a, b or c).
a. Electronic Innovations and Farm Management.

b. Farm Management in the Twenty-First Century.

c. Evolution of Farm Management.

21



UNIT 4

Ex. 4.1. Learn the new words.

problem-solving [ problom splviy] — pemienue npobiem

to determine [di't3:min] — onpenensts

input [ 'mput] — BBoaUMBII pecypc, BBOXUMBIH (haKTOp MPOU3BOJICTBA

to be faced ['feist] with — crankusatbcs

rate [rert] — Hopma, ypoBEeHB

appropriate [o'prouprist] — moaxosimii, COOTBETCTBYFOLIHIA

crop [krop] — (cenbckox03siCTBEHHAS) KYIbTYpa

livestock ['larvstok] — momamuwuii ckot

to attain [o'ten] — nocTurars

focus ['foukas] — neHTp BHUMaHUS; KiTI0YEBas 1IENTb

entire [in'taro] — monHEBIH, 1B, BECh

to consider [Kon'sida] — paccMatpuBath; YIUTHIBATh, IPUHIMATH BO BHUIMAHHE

to confine [kon'fain] — orpanuunBats

infinite ['infinat] — GeckoHeuHbIH, Ge3rpaHUIHBII

expertise [ ,eksps: 'ti:z] — koMIIeTeHTHOCTb, 3HAHKE [eTa

continuing [kon'tinju:m ] — nocTOsHHBIN, HENPEPHIBHBIH

responsibility [ri sponsa’bilsti] — 06s3aaHOCTS

emphasis ['em fasis] — ocoboe BHUMaHKE

crop production ['krop  pradakf(s)n] — pacrenuneBoacTBO

livestock production [ 'larvstok  pradakf(s)n] — »xuBOoTHOBOICTBO

suitable ['su:tob(a)l] — moaxoasuuii, mpuroaHbIil

to exist [1g'zist] — cyruecTBoBaTh

complexity [kom'pleksati] — cioskHOCTH

Ex. 4.2. Match the words listed below with the dictionary definitions
which follow.

problem-solving focus to determine
input crop production emphasis
expertise livestock production circumstance

1) a certain quantity or amount of one thing considered in relation to a
unit of another thing and used as a standard or measure;

2) the cultivation of plants for food, fiber, biofuel and other products
used to sustain human life;

3) the concentration of attention or energy on something;

4) special skill or knowledge;

5) a resource required for industrial production;
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6) the management and care of farm animals by humans;

7) to affect or control,

8) the process of working through details of a problem to reach a solu-
tion;

9) special importance or significance.

Ex. 4.3. Match the synonyms from lines I and II.

I) expertise, to exist, to consider, to attain, responsibility, crop, livestock,
to confine.

I1) to limit, to reach, duty, a cultivated plant, to be, competence, to take
into account, farm animals.

Ex. 4.4. Match the antonyms from lines I and II.

I) finite, appropriate, suitable, input, complexity, to be faced with, entire,
continuing.

I1) incomplete, output, discontinued, infinite, inappropriate, unsuitable,
simplicity, to avoid.

Ex. 4.5. Translate the words paying attention to their suffixes and
prefixes.

1) to manage, manager, management, managerial; 2) to determine, de-
termining, indeterminate, determination, determinate (adj), determined, de-
terminative; 3) to produce, produce (n), production, product, producer, pro-
ductive, producing, productivity; 4) to select, selection, selecting, selected,
selective; 5) to use, using, used, unused.

Ex. 4.6. Read the text to understand in detail the complexity of the
manager's problems.

TEXTA

Problem Types and Characteristics

Management is a problem-solving and decision-making activity. What
types of economic or management problems are found on farms and ranches?
What are the basic characteristics of these problems? As an example, consider
just the production problems a manager must solve. These problems fall into
one of three types, each of which can be put into the form of a question:

How much to produce? Production is determined primarily by the num-
ber of inputs used and input levels. A manager is faced with the problems of
how much fertilizer and irrigation water to use, seeding® rates, feeding® lev-
els, labor and machinery use, and determining rates and levels for other
inputs. The level of production and profit will be determined by the input
levels selected.
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How to produce? Many agricultural products can be produced in a num-
ber of ways. Beef can be produced with a high-grain® or a high-roughage*
ration. Hogs can be produced with a large capital investment in buildings
and little labor or with less investment and more labor. Crops can be pro-
duced with large machinery and little labor or smaller machinery and more
labor. A manager must select the appropriate combination of inputs that will
minimize the cost of producing a given quantity of some output.

What to produce? This problem involves selecting the combination of
crops and livestock to be produced. Should the business produce only crops,
only livestock, or some combination? Which crops or crop rotation®? Which
livestock? The manager must select from among the many alternatives that
combination that will maximize profit or best meet some other goal.

Every production problem a farm manager faces relates to one or a
combination of these three questions. These production problems are also
economic problems and, as such, have the three basic characteristics of an
economic problem:

1. Goals to be attained.

2. A limited amount of resources available.

3. A number of alternative ways to use the limited resources in attempt-
ing to attain the goals.

Goals

Not only are they a characteristic of an economic problem they also pro-
vide a focus and direction for the entire management process. Goal attain-
ment is the engine that drives management. Without goals, the business has
no direction and goes nowhere.

Limited Resources

A manager must consider the resources available for attaining the goals
that have been set. Limits are placed on goal attainment because most man-
agers have a finite amount of resources available. In a farm or ranch busi-
ness, goal attainment is confined within some limits set by the amount of
land, labor, and capital available. These resources may change over time,
but they are never available in infinite amounts. The level of management
skills available or the expertise of the manager may be another limiting re-
source. ldentifying current resource limits and acquiring additional re-
sources, including management skills, are part of the continuing responsibil-
ities of the farm manager.

Alternative Uses

If the limited resources could only be used one way to produce one agri-
cultural product, the manager's job would be much easier. The usual situa-
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tion allows the limited resources to be used several different ways to pro-
duce each of a number of different products. In other words, the manager is
faced with a number of alternative uses for the limited resources and must
make decisions on how to allocate these resources in order to maximize
profit. The emphasis should be on maximizing profit for the entire business
and not for just one of the alternatives.

In the more arid regions of the western United States, the land resource is
such that the only alternative may be to use it as pasture® for livestock produc-
tion. But even in this situation, the manager must still decide whether to use
the pasture for cow/calf production’, for grazing stocker steers® during the
summer, or in some areas, for sheep and goat production. Other areas of the
country have land suitable for both crop and livestock production, and a larger
number of alternatives exist. As the number of alternative uses for the limited
resources increases, so does the complexity of the manager's problem.

Notes to the text:

1 - noces

2 — Kopmnenue

3 — ¢ 6bIcOKUM coOeprcanuem 3epHa

4 — ¢ gbicoKUM coOepircanuem pyovIX KOpmMog

5 — cesoobopom

6 — nacmouwe

7 — noodcocHoe svipaujueanue menam

8 — dvluKku-Kacmpamol, gpipaujueaemsle Ha 2pyoom Kopme nepeo yooem

Ex. 4.7. Find in the text the English equivalents of the following
words and phrases.

1) nesTenpHOCTD, CBA3aHHAS C PELICHHEM NPOOJIeM U MPUHSATHEM pelie-
HUH, 2) IpOU3BOJICTBEHHBIC MPOOJEMBI; 3) pa3IUYHBIMH  CIIOCOOAMU;
4) KpyIIHOE KaMUTAIOBIOKEHHE; 5) COOTBETCTBYIOIIEE COYETAHHE BBOJIHU-
MBIX PECYPCOB; 6) KyJIbTYphI U )KHUBOTHbBIE, KOTOPbIe OYIyT BBIPAIINBATHCS;
7) MONYyYUT MaKCHMAlbHYIO MPUOBUIB; 8) LEIH, KOTOPbIC NOJDKHBI OBITh
JOCTUTHYTHI; 9) o0ecrieunBaroT KiIto4eByo 1eib; 10) orpaHnueHHOE KOJIH-
YeCTBO JOCTYHHBIX pecypcoB; |1) KOMIETEHTHOCTh YIIPaBISIOIIETO;
12) nocrosiHHble  00s3aHHOCTH;  13) yHpaBIAIOLIMA  CTaNKUBaeTcs  C;
14) 3emutst npUroHa Kak AJIs1 PACTCHUEBOCTBA, TaK H JUIS )KUBOTHOBOJICTBA.

Ex. 4.8. True or false? Correct the false statements.

1. The level of production and profit will be determined by the input
levels selected.

2. Economic or management problems found on farms and ranches fall
into one of three types.

25



3. Beef can be produced only with a high-grain ration.

4. Hogs can be produced with little labor.

5. Crops can be produced only with large machinery.

6. Every production problem has one basic characteristic of an economic
problem: a limited amount of resources available.

7. Goal attainment may be limited by the level of the manager’s expertise.

8. The manager’s job is complex because of a number of alternative uses.

Ex. 4.9. Answer the following questions.

1. What three types of production problems must a farm or ranch man-
ager solve?

2. Can you illustrate the 1% type of problems — how much to produce —
with any examples?

3. Can many agricultural products be produced in a number of ways?
What are these ways?

4. Must the manager select the combination of crops and livestock to be
produced?

5. What basic characteristics of an economic problem do these produc-
tion problems have?

6. What is the importance of goals?

7. Why is goal attainment limited?

8. Can the limited resources be used in only one way?

Ex. 4.10. Put questions to these answers.

1. A manager is faced with the problems of how much fertilizer to use,
labor and machinery use, and others. (What problems...?)

2. A manager must select the appropriate combination of inputs.
(What...?)

3. Yes, these production problems are also economic problems.
(Are...?)

4. Goal attainment is a limited process because most managers have a
finite amount of resources available. (Why...?)

Ex. 4.11. Look through Text B and answer these questions.

1. Who developed the Managerial Grid?

2. What does the grid represent?

3. How many management styles can be identified on the grid? What are
they?

4. Can managers find a compromise between concern for production and
concern for people?
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TEXTB

Managerial grid*

The Managerial Grid, which has been developed by Drs Blake and Mor-
ton, concentrates specifically on managerial behaviour. The grid is based on
the traditional dichotomy of concern? for people and concern for production
or results. The horizontal scale from 1 to 9 shows degrees of concern for
results, while the vertical scale shows degrees of concern for people, also
from1to 9.

Five basic styles of management can now be identified on the grid: 9,1
Management (Scientific Management); 1,9 Management (Country Club
Management); 1,1 Management (Impoverished®): 9,9 Management (Team
Management); 5,5 Management (Middle of the Road®).

=
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9,9
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1234567829

Concern for results

These research findings have led to a change of thinking among many
theorists who have suggested that managers can be both hard and soft, sim-
ultaneously task oriented and people concerned.

On the managerial grid, a 1,1 manager is a nothing — he is abdicative®; a
1,9 is a country club type, concerned only with people and morale®, not with
performance; a 9,1 is a task-dominated slave driver and autocrat. The de-
sired paragon’ is the 9,9 manager who is greatly concerned with both people
and task.

The managerial grid is a promising concept, and training programs have
been instituted to encourage managers to move toward the 7,7; 8,6 and 9,9
positions. Nonetheless, it is by no means established that most effective
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managers are at 9,9 (this is extremely doubtful) or that it would be desirable
for all managers to move in this direction.

Notes to the text:

1 — cemka ynpasnenus, madauya cmuniei pyKosoocmea

2 —3ab0ma

3 — cnabwtii, Heahpexkmuenblil

4 — coanancuposannvlii

5 — 20moeblii co)cumb HOTHOMOYUA, YIUMU C O0TIHCHOCMU
6 — mopanvnoe cocmosnue, Hacmpoenue

7 — obpasey cosepuwencmea, uoean

Ex. 4.12. Match the management styles with the impact they have on
the organization and its employees.

1. The Impoverished (1,1) A. Impact on employees:
e Employees are not really discon-
tent nor are they happy
e Good harmony within the group
Impact on organization:
e Average performance
2. The Scientific (9,1) B. Impact on employees:
e Employees are Happy
e Good team harmony
Impact on organization:
e Low productivity
3. The Middle-of-the-Road (5,5) | C.  Impact on employees:
e Employees are forming a highly
cohesive team
e Employees are satisfied
e Employees are motivated and
work as a team
Impact on organization:
e Low employee turnover
e Attracts highly skilled employees
o Efficient organization
4. The Team (9,9) D. Impact on employees:
e Employees have a high degree of
dissatisfaction
e No harmony within the group
e High turnover
Impact on organization:
o Inefficient operation
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5. The Country Club (1,9) E. Impact on employees:

o Employees experience a high lev-
el of dissatisfaction

o High level of conflict within the

group
Impact on organization:

o High employee turnover
o Peak performance is short lived

UNIT 5

Ex. 5.1. Learn the new words.

environment [in'vai(a)ronmont] — cpena, yciaoBus

limitation [ limi'terf(o)n] — orpanuueHue

to consume [kon'sju:m] — motTpedasTh

be aware [o'weo] of — 3naTh, oTHAaBaTH Cebe OTUET
stockholder ['stok haulds] — akiionep

board of directors [ bo:d ov dai(o) rektoz] — mpapieHue, coBeT AUPEKTOPOB
to hire ['haro] — HaruMaTH

distinct [d1'stigkt] — oTueTnuBbIiT; OTAEIBHBIN, OCOOBII
individual [,indr'vidjusl] — genoBexk, JTHIIO || OTASTBHO B3SITHIIH
to delay [di'le1] — orkiamsiBaTh

competitive [kom'petotiv] — KoHKYpeHTOCTTOCOGHBIH
therefore ['0eafo:] — moatomy, cinegoBarensHO

supply [sa'plar] — mpeanoxenue

demand [di'ma:nd] — cnipoc

commodity [ko'mpdati] — ToBap

beyond [bi'jond] — Bue

frequency ['fri:kwansi] — vactoTa moBTOpeHus

timing ['tarmim] — BeIGOp BpeMeHn

severity [s1'veroti] — ceppe3HOCTBD, TSIKECTH

degree [di'gri:] — crenens

purchase ['p3:tfos] — moxymka

costs [ko:Sts] — 3aTpatsl, pacxopbl, H3ICPKKH

fluctuating [ flaktfuertiy ] — koneGnronimiics, HeyCTONYMBBIH
interest rate ['mtrast rert] — mpouenTHas cTaBka

cash flow [ 'kaef  flou] — noTok neHexHBIX CpeaCTB

loan [loon] — 3aem, ccyna

debt [det] — moxr

asset ['aset] — umymecTBo

value ['valju:] — croumocTs
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insolvent [in’solvant] — HecocTosATENBHBIH, HETUTATEKECTIOCOOHBIIH; OAHKPOT

lag [leeg] — orcraBanwme, 3ama3apiBane

sale [seil] — mpomaxa

Ex. 5.2. Match the words listed below with the dictionary definitions
which follow.

interest rate sale lag
environment board of directors commodity
timing stockholder asset

1) something that can be bought and sold;

2) money or property that a person or company owns;

3) the percentage that a bank charges or pays you when you borrow
money from it or keep money in an account;

4) the place in which people live and work, including all the physical
conditions that affect them;

5) the most important people in a company, who make decisions about
the way that the company is managed;

6) the act or state of slowing down or falling behind;

7) the owner of one or more shares in a company;

8) the exchange of goods, property, or services for an agreed sum of
money;

9) the selecting of the best time or speed for doing something in order to
achieve the desired or maximum result.

Ex. 5.3. Match the synonyms from lines I and II.

1) frequency, severity, loan, costs, beyond, to delay, therefore, to hire.

I1) outside, to employ, so, regularity, credit, expenses, badness, to put off.

Ex. 5.4. Match the antonyms from lines I and II.

1) supply, distinct, to consume, to be aware of, individual, competitive,
fluctuating, insolvent.

I1) stable, person, to be unaware of, demand, indistinct, solvent,
to produce, uncompetitive.

Ex. 5.5. Choose the correct word for each sentence.

1. To what (demand/degree) will he cooperate?

2. At three for a dollar they seemed like a good (purchase/debt).

3. (Commodities/costs) include agricultural products, fuels, and metals.

4. Getting the money in advance will improve our (cash book/cash flow)
significantly.

5. The dollar dropped in (lag/value) on the foreign exchange markets
last week.

6. We plan to impose (environments/limitations) on the use of cars in the
city.
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http://www.businessdictionary.com/definition/agricultural.html
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Ex. 5.6. Read the text to fully understand the problem of making
decisions on a farm or ranch.

TEXTA
The Decision-Making Environment

The manager of any business faces the problem of making decisions, but
the manager of a farm or ranch makes decisions in a somewhat unique envi-
ronment. One factor is the limitation placed on a manager's decisions by the
biological and physical laws of nature. Managers soon find there are some
things that cannot be changed by their decisions. Nothing can be done to
shorten the gestation® period in livestock production, there is a limit on how
much feed a pig can consume in a day, and crops require some minimum
time to reach maturity’. The manager must be aware of the limits placed on
decision making by these biological and physical factors.

In a large corporation the stockholders own it, and the board of directors
sets policies and goals and hires managers to achieve them. It is generally
easy to identify three distinct groups: owners, management, and labor.
These distinct groups do not exist on the typical farm or ranch where one
individual or a small family group owns the business and provides the man-
agement as well as most or all of the labor. This makes it difficult to sepa-
rate the management activity from labor because the same individuals are
involved. It also sets up the possibility that a constant need for labor "to get
a job done" places management in a secondary role with decisions constant-
ly delayed or ignored.

Production agriculture is often used as an example of a perfectly com-
petitive industry. This means that each individual farm or ranch is only one
of many and represents a very small part of the total industry. Therefore, the
individual manager cannot affect either the prices paid for resources or the
prices received for products sold. Prices are determined by national and
international supply and demand factors over which an individual manager
has very little control except possibly through some type of collective action.

The discussion so far illustrates some of the risks involved in producing
agricultural commodities. These and other risks come from a number of
sources and can be classified in a number of ways. A general classification
of the sources of risk might be:

- production risk;

- market risk;

- financial risk.
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Production risk is the variability in crop yields, weaning weights®, rate
of gain®, and so forth due to weather, diseases, insects, and other factors
beyond the direct control of the manager. These factors are often unpredict-
able as to their frequency, timing, and severity.

Market risk comes from the unpredictable and variable nature of prices.
This is primarily the prices farmers receive for their commodities but, to a
somewhat lesser degree, includes prices paid for production inputs. The
latter tend to be less variable and generally known at the time the purchase
decision is made, but changes over time affect costs and therefore profit.

Financial risk includes fluctuating interest rates, availability of new
loans, and variable cash flows caused by production and market risk.
The result is uncertainty about the ability to obtain new loans and to repay
debt on time. It would also include changes in asset values due to changes
in the price of land and other asset prices. This affects borrowing ability,
and large decreases in asset values can make a business insolvent.

Decision making is not impossible in the presence of risk, only more dif-
ficult. Risk management becomes another task for the farm manager.
The variability of the factors discussed makes it difficult to determine what
price and yield values should be used when analyzing alternatives. Given®
the time lag between making a decision and having the commodity ready
for sale, there may have been a large change in prices and other factors.
This is only one of the reasons why a manager should not expect every de-
cision to be perfect. However, it also illustrates why risk is a factor to con-
sider in nearly every decision a manager makes.

Notes to the text:

1 - 6epemennocmo

2 — 3penocmo

3 — macca npu omveme

4 — unmencueHoCmMb NPUPOCMA MACCH
5 — yuumeuiean

Ex. 5.7. Answer the following questions.

1. Are the decisions which the manager of a farm makes limited by the
biological and physical laws of nature? How can you prove it?

2. What is the difference between a farm and a large corporation as con-
cerns management?

3. Why are managerial decisions constantly delayed or even ignored on
a farm?

4. Why cannot the individual manager affect the prices?

5. What is a general classification of the sources of risk?

6. Is decision making possible in the presence of risk?
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Ex. 5.8. Translate the Russian words into English to characterize the
decision-making environment. Consult Text A on p. 30 if necessary.

1. A manager’s decisions are limited by the biological and (pusmuecku-
MU 3aKOHAMH TIPHPOJIBI).

2. The board of directors (nanumaet) managers to achieve goals.

3. This (menaet tpyausim) to separate the management activity from labor.

4. There are many risks involved in producing (ceabckoXo03siCTBEHHbBIE
TOBapHI).

5. The individual manager can not affect (-m6o) the prices paid for re-
sources, (i60) the prices received for products sold.

6. Prices are determined by national and international (¢axropamu
MPEATIOKEHHS U CIPOCa).

7. (Iloroma, Gone3nn, Hacekomeie) and other factors beyond the direct
control of the manager are often (senpenckazyemsr).

8. Market risk is connected with the unpredictable and (remocTostHHBIM
XapaKTEpOM IIEH).

9. The prices paid for production inputs are generally known at the time
the (pemenue o mokymke) is made.

10. (Tlpunsitue penrenuii) iS not impossible in the presence of risk,
(Tospko GOJIEE TPYAHO).

Ex. 5.9. Put in prepositions where necessary.

1. The manager ... a farm makes decisions ... a somewhat unique envi-
ronment.

2. The manager must be aware ... the limits placed ... decision making
... the laws ... nature.

3. It is easy to identify three distinct groups: owners, management, and
labor ... a large corporation.

4. Prices are determined ... national and international supply and de-
mand factors.

5. Financial risk includes ... fluctuating interest rates.

6. Risk management becomes another task ... the farm manager.

Ex. 5.10. Fill in the chart below. Refer to Text A if needed.

Production Market Financial
risk risk risk
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Ex. 5.11. Scan Text B quickly and answer these questions.

1. How many classifications of managerial decisions are mentioned in
this text?

2. What criteria is each classification based on?

3. What type does the decision to diversify the firm's business operation
belong to?

4. Do you think dealing with a habitual late comer will be programmed
or not? Why?

5. What is the difference between proactive and reactive decisions?

6. How do you categorize the decision to improve the quality of prod-
ucts on the basis of a customer survey?

7. What are the disadvantages of intuitive decisions?

8. What is the systematic decision-making based on?

9. What type of decisions within each classification do you think a farm
manager is most often faced with?

10. What approach, in your opinion, should a manager adopt to be suc-
cessful?

TEXTB

A. Programmed versus nonprogrammed Decisions.

Represents two categories of decisions common Wlthln any organiza-
tion. Programmed decisions are associated with recurring®, structured or
well defined problems. Examples of such decisions are rules and proce-
dures. Nonprogrammed decisions are associated with an ill-structure or non-
recurring problems requiring special focus to the situation. An example is
the decision to diversify the firm's business operation.

B. Proactive versus Reactive Decisions

Decisions can be classified as to the response approach of the decision
maker. A proactive decision is made in anticipation? of change or other
conditions. A reactive decision is made in response to changes that have
occurred.

C. Intuitive versus Systematic Decisions

Intuitive decisions involve the use of guesses or estimates or hunches in
selecting among the alternatives. These decisions can be influenced by per-
sonal beliefs and feeling while ignoring facts. This may lead to premature or
unnecessary decisions. Systematic decision making reflects the use of an
organized, data driven approach. This approach focuses on the identification
of objectives, gathering and analyzing the facts gathered by all those in-
volved in the decision process.

Notes to the text:

1 — uacmuuit, nosmopstowuiica
2 — npedsuodenue; orcuoanue
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Part Il. MANAGEMENT PRACTICES ACROSS COUNTRIES
UNIT 6

Ex. 6.1. Learn the new words.

lifetime ['larftarm] — mpoOMKHUTEIBHOCTD KU3HH

consensus [Kan'sensas] — KoHCEHCYC, BBIpAOOTAHHOE OOIIUMHU YCHIIHSA-
MU MHCHHE

lifelong ['larfloy] — moxxu3HEHHBIH, MPOJOIKAIONMIMIACS BCIO KH3HB

seniority [,si:ni'oroti] — crapmmHCTBO

enterprise [ 'entopraiz] — npeanpusTHe

payroll ['perrovl] — mnarexxHas Be1oMocTh

to supersede [ su:pa'si:d] — 3aMeHsTh, BEITECHATD

executive [1g'zekjutiv] — nomKHOCTHOE JIMIO, PYKOBOAUTENb, aIMUHH-
cTparop

supervisor ['su:pavaizo] — HauanbHKUK; KOHTPOJIEP

proposal [pra'pavz(9)l] — npemnoxkenue

personnel [ p3:so'nel] — mepconar, kaapbt

to accept [ok'sept] — mpuHEMATS

to reject [ri'dzekt] — orBeprars

suggestion [so'd3estfon] — npemoxeHne

to encourage [in'karidz] — noompsTe

subordinate (n) [so'bo:dmat] — moqUUHEHHBIIH

to retain [ri'tein] — coxpausTh, yAEpPKUBATH

to submit [sob'mit] — mpeacTaBUTL HA pacCMOTPEHHE

to approve [ pru:v] — 0100psTH

implementation [, implimen'te1f(o)n] — BeinoIHEHHE, peanu3aus

time-consuming ['tarmkon sju:mm] — OTHUMArOIIKI MHOTO BPEMEHH

swift ['swift] — ckopsiit, ObICTpHIit

effort ['efot] — ycunue

communication [ke, mju:nr 'ketf(a)n] — obmmenune

loyalty ['lorolti]— BepHOCTB, TPEAAHHOCTD; JIOSITBHOCTD

hierarchy [ harora:ki] — nepapxus

collaboration [ko leeba 'rerf(a)n] — coTpyAHNUECTBO

recognition [ rekog nif(o)n] — npusHaume

mutual [ 'mju:tfusl] — B3auMHBIit

dependence [di pendans] — 3aBuCcHMOCTB
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Ex. 6.2. Match the words listed below with the dictionary definitions
which follow.

mutual personnel loyalty
communication effort payroll
hierarchy recognition to submit

1) the people who work for a company or organization;

2) a list of all the people that a company employs and the money that
each of them earns;

3) to formally give something to someone so that they can make a deci-
sion about it;

4) concerning each of two or more persons or things;

5) coming to understand something clearly and distinctly;

6) the organization of people at different ranks in an administrative
body;

7) the use of physical or mental energy; hard work;

8) the activity of conveying information;

9) faithful attachment to a sovereign, government, organization, leader,
etc.

Ex. 6.3. Match the synonyms from lines I and II.

I) consensus, suggestion, collaboration, to supersede, life-long, to retain,
supervisor, implementation, enterprise.

I1) boss, realization, to replace, permanent, company, proposal, to keep,
agreement, cooperation.

Ex. 6.4. Match the antonyms from lines I and II.

I) executive, to accept, to encourage, to approve, time-consuming, de-
pendence, superiority, loyalty.

I1) indifference, swift, inferiority, independence, to discourage, subordi-
nate, to reject, to disapprove.

Ex. 6.5. Which of these words cannot go with the one at the end of
the line? (Consult Text A or use a dictionary in case of difficulties).

1) lifetime, fluctuating, permanent, lifelong, insolvent | employment;

2) decision-making, time-consuming, soft, planning, scarce | process;

3) to accept, to reject, to hire, to submit, to consume | a proposal;

4) senior, climatic, qualified, skilled, trained, technical | personnel;

5) available, managerial, corporate, administrative, organizational | hierarchy;

6) successful, effective, international, electronic, active | collaboration.

Ex. 6.6. Read the text attentively to understand the features of
Japanese management.
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TEXT A
Japanese Management

Japan, one of the leading industrial nations in the world, has adopted
managerial practices that are quite different from those of economically
advanced countries in the Western world. The discussion below deals with
two common Japanese practices: lifetime employment and consensus deci-
sion making.

Lifetime Employment

Important features of Japanese management practice are lifelong em-
ployment for permanent employees, great concern for the individual em-
ployee, and emphasis on seniority. Typically, employees spend their work-
ing life with a single enterprise, which in turn provides employees with se-
curity and a feeling of belonging. This practice brings the culturally induced
concept of wa (harmony) to the enterprise, resulting in employee loyalty
and close identification with the aims of the company.

However, it also adds to business costs, because employees are kept on
the payroll even though there may be insufficient work. Consequently, firms
are beginning to question® the practice of lifelong employment. Indeed,
changes appear to be in the making?, but they are slow — very slow. What is
often overlooked, however, is that this permanent employment practice is
used primarily by large firms. In fact, it is estimated that the job security
system applies to only about one-third of the labor force.

Closely related to lifelong employment is the seniority system, which
has provided privileges for older employees who have been with the enter-
prise a long time. But there are indications that the seniority system may be
superseded by a more open approach that provides opportunities for ad-
vancement for young people. For example, the relatively new Sony Corpo-
ration has team leaders (a point is made of® not calling them supervisors)
who are often young women of 18 or 19. There is little age difference be-
tween them and the operators they lead.

Decision Making in Japan

The managerial practice of decision making in Japan is also considera-
bly different from that in the United States. It is built on the concept that
change and new ideas come primarily from below. Thus, lower-level em-
ployees prepare proposals for higher-level personnel. Supervisors, rather
than simply accepting or rejecting the proposals, tactfully question them,
make suggestions, and encourage subordinates. If necessary, proposals are
sent back to the initiator for more information. Still, in major decisions top
management retains its power.
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Japanese management, then, uses decision making by consensus to deal
with everyday problems; lower-level employees initiate an idea and submit
it to the next higher level, until it reaches the desk of the top executive.
If the proposal is approved, it is returned to the initiator for implementation.
Although the decision-making process is time-consuming, the implementa-
tion of the decision — because of the general consensus at various levels of
management — is swift and does not require additional "selling".

An important characteristic of Japanese decision making is the large
amount of effort that goes into defining the question or problem; there is a
great deal of communication before a decision is actually made. American
managers are often accused of* making decisions before defining the prob-
lem. In contrast, Japanese management makes a decision only after long
discussions of the issue.

In summary, Japanese managerial practice still emphasizes (although
changes are occurring) lifetime employment, concern for the individual,
seniority, and a sense of loyalty to the firm. Furthermore, in decision mak-
ing there is open communication among people at different levels of the
organizational hierarchy, a great deal of collaboration, and a recognition of
mutual dependence.

Notes to the text:

1 — cmaeums noo comnenue

2 — ¢ npouecce cmanogenUs, pazeumus
3 — Hacmaueaiom na mom, 4umoool

4 — o6sunsrom

Ex. 6.7. Match the beginning of each sentence with its logical ending.

1. Japan is one of the leading ... a) for higher-level personnel.

2. Important features of Japanese  b) the implementation of the decision is
management practice are ... swift.

3. Firms are beginning to ques- c) are often young women of 18 or 19.
tion the practice of ... d) have been with the enterprise a long
4. The seniority system has pro- time.

vided privileges for older em- e) lifelong employment.

ployees who ... f) lifelong employment for permanent
5. The Sony Corporation has employees, great concern for the individual
team leaders who .. employee, and emphasis on seniority.

6. In Japan, lower-level employ- ) industrial nations in the world.
ees prepare proposals ...

7. Although the decision-making
process is time-consuming, ...
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Ex. 6.8. Answer the following questions.

1. Are Japanese managerial practices different from those of economi-
cally advanced countries in the Western world?

2. What are important features of Japanese management practice?

3. What are the advantages and disadvantages of the practice of lifelong
employment?

4. What can you say about the seniority system? What do you think
about it?

5. What concept is the managerial practice of decision making built on
in Japan?

6. What do supervisors do?

7. Is the decision-making process time-consuming? What about the im-
plementation of the decision?

8. What is the difference between American and Japanese decision-
making?

Ex. 6.9. Correct the following statements.

1. The practice of lifetime employment doesn’t bring anything to the en-
terprise.

2. The permanent employment practice is used by all enterprises.

3. The seniority system hasn’t provided privileges for older employees.

4. There are no opportunities for advancement for young people in Japan.

5. Higher-level personnel prepare proposals for lower-level employees.

6. Proposals are never sent back to the initiator.

7. In decision making in Japan, there is little communication among
people at different levels of the organizational hierarchy.

8. The style of Japanese management is changing swiftly.

Ex. 6.10 Make questions to which the following sentences are an-
Swers.

1. Typically, employees spend their working life with a single enter-
prise. (Where ...?)

2. The job security system applies to only about one-third of the labor
force. (How much ...?)

3. The relatively new Sony Corporation has team leaders who are often
young women of 18 or 19. (How old ...?)

4. Decision making in Japan is built on the concept that change and new
ideas come primarily from below. (What ...?)

5. If the proposal is approved, it is returned to the initiator for implemen-
tation. (When ...?)

6. Yes, American managers are often accused of making decisions be-
fore defining the problem. (Disjunctive question).
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Ex. 6.11. As you can guess from the title of Text B, managing in dif-
ferent countries is influenced by different factors. Look through the
text and distribute these jumbled characteristics between the countries
in which they are emphasized.

Country Factors individualism achievement
1. Australia independence competitiveness
low tolerance for risks
2. Italy

political values logic security
3. Austria risk taking resourcefulness
group decision making
adaptability social values
risk taking

4. Britain

TEXTB
Selected Factors Influencing Managing in Other Countries

Managing in Australia is influenced by that country's moralistic stance®
and its emphasis on political and social values, achievement, and risk tak-
ing.

Italian managers are operating in an environment of low tolerance for
risks. Italians are very competitive, but at the same time they like group
decision making.

Management in Austria (and Germany) is characterized by self-
realization and leadership. Independence and competitiveness are valued.
The tolerance for risk taking is rather low.

In Britain, security is important, and so are resourcefulness, adaptability,
and logic. Similarly, individualism is also highly valued.

Notes to the text:
1- MOpanu3amopcKas RO3uUUA

Ex. 6.12. Which model of management (Australian, Italian,
Austrian/German or British) do you like best? Why?

40




UNIT 7

Ex. 7.1. Learn the new words.

to highlight [ 'harlart] — momguepkuBaTh; nprIaBaTh OOJIBIIOE 3HAYCHHIE

intercompany transferee [, mto'kamponi treensfs:r'i:;] — corpyanuuxk, me-
PEBE/ICHHBII U3 OTHOW KOMIAHUH B IPYTYIO

to triple ['tripl] — yrpauBats(cs)

outspoken [ aut'spouk(a)n] — uckpennuit, OTKPOBEHHBIH, PAMOI

interaction [,intar'&k[(9)n] — B3aumoeiicTue, obIICHHE

especially [1'spef(a)li] — ocobenHO

superior [su'prorio] — HaYaIBHUK

impersonal [im'p3:s(o)nal] — Ge3nukuit

instruction [mn'strakfan] — o6yueHue

buddy system ['badi siStom] — paGoTa HOBHYKA B Tape C OIBITHBIM
CTIEIHATHCTOM

newcomer ['nju: kama] — HOBONPUOBIBIIKI, HOBUYIOK

background ['bakgravnd] — ucToku, mporcxokKACHHE

tax advice [ 'teeks od, vais] — KOHCYIbTaIlHS 10 HAJIOTaM

assignment [o'sammont] — Ha3HaueHHe

CEO [ si: i: "au] — coxp. om Chief Executive Officer — rmaBHbIit ncmod-
HUTEJBHBII TUPEKTOP

majority [mo'd3prati] — GONBIIHHCTBO

at the expense [1k 'spens] of — 1ieHo#i yero-nmmoo

job rotation ['d3pb rou terf(e)n] — poTanus pabounx Mect, IOOUYEPEIHOE
npeOBIBAHNE B JOJKHOCTH

in-company training [in'kamponi tremm] — oOydeHue, MOBBIICHHE
KBaJTU(PUKAINA TI0 MECTY PaOOTHI

delegation of authority [ deli’gerf(a)n ov o:'0prati] — mepenaya monHO-
MOYMIH

latent ['lert(o)nt] — CKpBITHIHA, OTEHIMATBHBINA

trust [trast] — Bepa, moBepue

vision ['vi3(e)n] — KOHIEITHS, IPEACTABICHUE

to inspire [m'spaio] — moGykaath; BIOXHOBIATH

to commit [ko'mit] oneself to — GBITH IIpeTAHHBIM

to take command [ka'ma:nd] — npuHsITE yupasieHue

to fail [ferl] — motepreTs Heynauy; He UMETh ycrexa

to command respect [ri'spekt] — BHymIaTh yBaxkeHue

to invite [in'vart] — npuBeTcTBOBATH

view [vju:] — Touka 3peHus, MHEHHE

dissenting [dr sentm] — Hecxoxuii; HecoOrIacHbIit
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Ex. 7.2. Match the words listed below with the dictionary definitions
which follow.

buddy system delegation of authority CEO
job rotation intercompany transferee assignment
in-company training to take command background

1) giving powers to the subordinates to achieve effective results;

2) to assume control or responsibility;

3) the top executive responsible for a firm's overall operations and per-
formance;

4) a person who is removed from one company to another;

5) a position of responsibility, post of duty to which one is appointed;

6) a method in which an experienced person instructs and guides a trainee;

7) a person's social class, education, training, or experience;

8) a management approach where employees are moved between two or
more jobs at regular intervals of time in order to expose them to all verticals
of an organization;

9) training provided by an external organisation which specialises in
running training courses for the employees of a particular company only,
and which is usually specially adapted to the company’s needs.

Ex. 7.3. Match the synonyms from lines I and II.

1) view, dissenting, to invite, latent, to highlight, interaction, vision, in-
spire.

I) to emphasise, to motivate, opinion, to welcome, potential, concept,
communication, disagreeing.

Ex. 7.4. Match the antonyms from lines | and 11.

1) trust, superior, to fail, to commit oneself to, newcomer, to command
respect, impersonal, outspoken.

I1) to provoke disrespect, reserved, personal, distrust, to be disloyal, in-
ferior, professional, to succeed.

Ex. 7.5. Choose the correct word for each sentence.

1. The personnel of the Committee for Regional Property Management
more than (doubled/tripled), from 9 to 27.5 persons.

2. There is nothing (especially/specially) radical about that idea.

3. The after-school program offers reading (instruction/direction) to stu-
dents who need it.

4. If you are on a low income, you may be able to get free (tax ad-
vice/tax audit).

5. The (major/majority) of workers find it quite hard to live on the
amount of money they earn.

6. Military strength is often achieved (at the expense of/the expenses for)
a country’s economic health.
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Ex. 7.6. Read the text attentively to understand the difficulties that
foreign managers working in the USA face.

TEXT A
Preparing Foreign Managers for Work in the United States

With the increasing investment of foreign firms in the United States,
more attention must be given to the integration of managers and workers
from other countries into American society. This need is highlighted by the
fact that the number of intercompany transferees more than tripled from the
late 1970s to the mid-1980s. The Japanese, for example, often find it diffi-
cult to be outspoken and direct in their interactions with their colleagues and
especially with their superiors. People from Arabian countries usually find
American teaching methods too impersonal.

Various approaches have been used to reduce culture shock. These include
special programs about corporate life in the United States, as well as instruc-
tion in English, books, and movies; even tax advice is given to the newcom-
ers. Some companies have found the buddy system useful for making the
foreigner feel comfortable in the new environment. In this approach an Amer-
ican looks after the needs of the newcomer. Other firms use role playing to
demonstrate alternative types of managerial behavior. Because of their cultur-
al background, Japanese managers usually find it rather difficult to conduct an
American-style performance review that focuses on results.

In the past, training and development focused on preparing U.S. managers
and workers for overseas assignments. Increasingly, firms are realizing that
they need to help foreigners reduce the culture shock they may experience'
upon coming to America.

Notes to the text:

1- ucnolmaosleamaos, 4Hyecmeoeams

Ex. 7.7. Find in the text the English equivalents of the following
words and phrases.

1) yBenmuueHne MHBECTHITHH; 2) HHTETPAIHs B aMEPUKAHCKOE 00IIECTRO;
3) HeOOXOUMOCTh MOAYEPKHUBACTCS; 4) COTPYIHUKH, MEPEBEICHHBIC W3
OJIHOI KOMIIAHUH B JIPYTYI0; 5) 00IIeHHe ¢ KoJuleramu; 6) pa3indHble TOM-
XO/IbI; 7) CHU3UTH KYyJIbTYpHBIH MIOK; §) paboTa HOBUYKA B TIape C OIBITHBIM
cnenmanuctoM; 9) B HoBOM cpexne; 10) ympaBieHYECKOE NOBEICHUE,
11) oueHka pe3ynbTaToB ASSITENBHOCTH; 12) HA3HAUCHHUE 32 TPAHULLY.
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Ex. 7.8. Do you think the following statements are true or false?

1. More attention must be given nowadays to the integration of manag-
ers from other countries into American society.

2. The Japanese don’t find it difficult to be outspoken with their col-
leagues.

3. Various approaches have been used to reduce culture shock.

4. Nobody uses role playing to demonstrate alternative types of manage-
rial behavior.

5. In the past, training and development focused on preparing U.S. man-
agers and workers for overseas assignments.

6. The American people have a high standard of living.

Ex. 7.9. Answer the following questions.

1. Why must more attention be given to the integration of managers and
workers from other countries into American society?

2. How do people from Arabian countries feel in the USA?

3. What approaches have been used to reduce culture shock?

4. Why do Japanese managers find it difficult to conduct an American-
style performance review?

5. What are American firms realizing now?

6. Do you think measures aimed at helping foreigners reduce the culture
shock in the USA are adequate? Could you offer any other ideas?

Ex. 7.10. Many transferees and their families say employers in the
United States provide little assistance to help them integrate into the
American community and business environment. If left on their own,
foreign professionals frequently go through three stages of adaptation.
Read the description of these stages given below and put them in a logi-
cal order (1-2-3).

____ They make the necessary adjustments to their communication style,
work style, and business practices to build relationships with their American
colleagues.

____They encounter the barriers and differences that create discomfort and
frustration for them and their families.

____ They begin to look for the people and resources that can help them
overcome the cultural barriers.

Ex. 7.11. The USA is the third largest country in the world in popu-
lation, and it is the fourth largest country in area. How well do you
know the USA?

Quiz on the USA

1. Whose name was given to America?
2. How many states are there in the USA?
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3. What is the capital of the USA?

4. What is the largest city in the USA?

5. What oceans is the USA washed by?

6. What is the largest river in the USA?

7. Who was the first president of the USA?

8. Who is the President of the USA now?

9. What are the major political parties in the USA?

10. What country presented the US with the Statue of liberty? On what
occasion?

11. What city is Hollywood located in?

12. What American astronaut first stepped on the surface of the Moon?

Ex. 7.12. Scan Text B quickly and answer these questions.

1. What is the respondents’ opinion about the quality of leadership in the
USA?

2. What leadership characteristics were identified by Fortune? Do you
agree with the seven statements about the characteristics? Should other fac-
tors be taken into account?

3. Do you think that leadership can be taught?

4. How do the leadership characteristics relate to the managerial func-
tions?

TEXTB
Who are the effective leaders?

The majority of CEO respondents from Fortune felt that there is no
leadership crisis in the United States. On the other hand, those holding an-
other view pointed to the ineffectiveness of managers in competing in the
global market; the excessive' focus on short-term results, often at the ex-
pense of long-term company health; and the lack of investment in plants.

About two-thirds of the respondents thought that leadership can be
taught, especially through job rotation, in-company training, and delegation
of authority. But there was also the realization that latent leadership quali-
ties have to be the foundation for leadership.

Although not on the basis of the survey, Fortune identified the following
factors for successful business leadership:

Trust in subordinates is the foundation for delegating authority. A man-
ager gets things done through people.

Leaders must provide a vision for the enterprise and inspire others to
commit themselves to this vision.
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Leaders must take command in times of crisis. Even those who sub-
scribe to participative management realize that at critical times they have to
take charge.

Taking risk is a part of business — not careless risks, but calculated ones.
Probably those who have never failed (who played it safe) may not have
managed well.

Leaders need to be very competent in their fields and command the re-
spect of employees.

A top executive surrounded by "yes-sayers™ will get an incorrect view of
what is really going on within and outside the organization. Thus, execu-
tives should invite dissenting views.

Effective leaders see and understand the big picture. They simplify
complex situations and problems so that they can be understood.

Notes to the text:
1 — usnuwinuii, upezmepHulit

UNIT 8

Ex. 8.1. Learn the new words.

cadre ['ka:ds] — xampsr

aim [erm] — nenb

to revise [ri'vaiz] — npoBepsiTh, mepecMaTpUBaTh

to attempt [o'tempt] — meITaThCS, cTapaThes

to obtain [ob'tein] — mony4ars; no6uBaTHCS

foreign payments ['foran 'peimonts] — MexyHapoaHbIE TLIATEKH

to constrain [kan'strein] — caepxuBaTh, OrpaHUYNBATH

to aid [eid] — momorars

weakness ['wi:knas] — ctabocTb, HEIOCTATOK

information processing [, info’mexf(a)n  prousesm] — o6padotka uHOP-
Maruu

consumer electronics [kon sju:ma elek'troniks] — 6siToBas 1eKTpOHKMKA

impact ['impakt] — Bausuue

elite [i'li:t] — snura

essential [1'senf(a)l] — cyriecTBeHHbI, OYE€Hb BaXKHBII

vital ['vait(a)l] — oueHp BaxkHbIi

to value ['veelju:] — uenurs

independence [,indi’pendans] — caMOCTOSATETBHOCTD, HE3aBUCHMOCTb

proficiency [pro’fif(e)nsi] — mpodeccuonanbHbIil ypoOBeHb, KBATHDUKALHSL

to exibit [1g zibit] — nposiBnsiTE
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post [paust] — momKHOCTD

alternately [o:1't3:natli] — momepemerto

drawback ['dra:bzk] — HemocTaTok, OTpHLATEIBHAS CTOPOHA

European Union [ juars pi:an ‘ju:nion] — EBpomneiickuii coro3

to restructure [ ri:'straktfs] — peoprann3oBsIBaTh, peCTPYKTypHPOBATH

outlook ["autluk] — mepcriexkrusa

headquarters [ ,hed’kwo:toz] — mta6-kBapTHpa

generalist ['dzen(o)ralist] — cienmanucT mupokoro mpoduis

Ex. 8.2. Match the words listed below with the dictionary definitions
which follow.

consumer electronics elite to restructure
European Union headquarters to value
information processing foreign payments generalist

1) to organize (a system, business, society, etc.) in a different way;

2) interpreting incoming data to make a response suitable within the
context of an objective, problem, or situation;

3) a person whose knowledge and skills are applied to a variety of dif-
ferent fields;

4) to consider someone or something to be important;

5) a politico-economic union of 28 member states that are located pri-
marily in Europe;

6) devices designed to be purchased and used by consumers for daily
purposes, such as televisions, digital cameras, calculators, clocks, audio
devices, smartphones and other home products;

7) a payment received from /sent to a foreign bank in a foreign currency;

8) the place where a company or organization has its main offices;

9) the most powerful, rich, gifted, or educated members of a group,
community, etc.

Ex. 8.3. Match the synonyms from lines I and II.

I) essential, outlook, post, aim, to attempt, to obtain, weakness, cadre.

I1) personnel, defect, to get, vital, perspective, goal, position, to try.

Ex. 8.4. Match the antonyms from lines I and II.

I) generalist, independence, to value, drawback, to aid, proficiency,
to exhibit, alternately.

I1) to ignore, constantly, to mask, specialist, to constrain, advantage, de-
pendence, incompetence.
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Ex. 8.5. Translate the words paying attention to their suffixes and prefixes.

1) to expand, expanded, expanding, expansion; 2) general (adj), general-
ly, to generalize, generalization, generalist; 3) proficient, proficiently, profi-
ciency; 4) process (n), to process, processing (n), processed; 5) to constrain,
constrained, constraining, constraint; 6) value (n), to value, valuable, valua-
tion.

Ex. 8.6. Read the text attentively to understand the features of the
French managerial model.

TEXT A
France: “Le Plan” and the “Cadre”

In France, government planning on a national scale helps coordinate the
plans of individual industries and companies (managerial function of plan-
ning). The government's aim is to utilize most effectively the country's re-
sources and to avoid expansion in uneconomic areas. Although government
planning — which is also extended to regional areas — is carried out by rela-
tively few, but competent, people, cooperation and assistance are provided
by other government departments, employers' organizations, unions, and
consumers.

The plan, which is generally revised every 5 years, attempts to obtain
economic growth, price stability, a balance in foreign payments, and a fa-
vorable employment situation. Managers, then, are not only constrained by
"Le Plan" but also aided by it, since it produces a great deal of information
upon which they can draw for" their own enterprises.

At times, the plan becomes a global strategy helping specific industries.
For example, the French government attempts to integrate the electronics
industry into a whole so that it can overcome its weaknesses in information
processing, consumer electronics, microelectronics, and automation.
To implement the strategy, the government plans to support several national
projects, such as speech synthesis, mini- and microcomputers, and large
mainframe computers®. Clearly, there is a close relationship between gov-
ernment planning and firms, especially those that are owned and directly
aided by the government.

It has been noted that the impact of elite universities on forming the
French managerial mind is great. These schools supply the "cadre", the
managerial elite. Moreover, the schools' connections are vital for manageri-
al success. What is valued in these managers is analytical ability, independ-
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ence, and proficiency in synthesizing facts. While written communication is
considered very important, oral communication is de-emphasized.
These managers exhibit intellectual ability rather than action. Rationality,
problem solving, and numerical analysis are important for obtaining high
managerial posts in government as well as business. Indeed, it is not unusu-
al for managers to work for both alternately.

The French managerial model also has drawbacks. It may limit manag-
ers to dealing with nonquantifiable® and "nonrational” data and to respond-
ing quickly to changes in the environment, and it may not result in the se-
lection of the best managers because school ties are more important than
performance. Although the managerial characteristics may also be limiting
in terms of obtaining a global outlook, French managers, in general, are
quite supportive of the European Union programs. They see them as an op-
portunity to restructure the economy.

Notes to the text:

1 - 6ocnonvzoeamucs 6 unmepecax

2 — ynusepcanvnas IBM

3 — He nodoarowuiics KoUuYecmeeHHOMY OnpedeieHuUIo

Ex. 8.7. Find in the text the English equivalents of the following
words and phrases.

1) U3bexarh paciIUpeHHsi HEpeHTAOCNbHBIX OTpaciei; 2) JoOuThCs
SKOHOMHYECKOTO POCTa; 3) OOBEOMHUTH B OJHO Ieioe; 4) MpeoaoneTs He-
JOCTAaTKH, 5) OCYLIECTBUTDH CTPATCTUIO, 6) BJIMSTHUC DJIMTHBIX YHUBEPCHUTC-
TOB; 7) TOCTaBISIOT YIPaBICHUYECKYIO AIUTY; 8) yCTHOE OOIICHHE HEIo-
OLICHUBACTCA, 9) YHUBCPCUTCTCKUEC CBA3W BAXKHCEC KAa4YC€CTBA BBIINOJHCHUSA
pabotsl; 10) BoNHE MOJMOXKHUTENBHO OTHOCATCS K mporpammam EC;
11) BO3MOXHOCTb PECTPYKTYPH3AIUH IKOHOMHKH.

Ex. 8.8. Answer the following questions.

1. What is the French government’s aim in planning?

2. How is government planning carried out?

3. What does the plan attempt to obtain?

4. How does the plan aid mangers?

5. Does the plan help specific industries? Give an example from the text.

6. What establishments supply the "cadre", the managerial elite?

7. What characteristics are important for obtaining high managerial
posts in government as well as business?

8. What drawbacks does the French managerial model have?

9. Why are French managers supportive of the European Union pro-
grams?
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Ex. 8.9. Are these statements true or false? Begin your answers with
‘Yes, that’s right’ or “I’m afraid, that’s wrong” and correct the false
statements.

1. There is no planning on a national scale in France.

2. Government planning is also extended to regional areas.

3. The plan is revised every 3 years.

4. Sometimes, the plan becomes a global strategy helping specific indus-
tries.

5. There is no direct relationship between government planning and
firms.

6. The elite universities’ connections are vital for managerial success

7. Written communication is considered inessential in management.

8. Managers rarely work for both government and business.

9. The French managerial model always results in the selection of the
best managers.

10. The French managerial characteristics may be limiting in terms of
obtaining a global outlook.

Ex. 8.10. Put these points in the order in which they are mentioned
in the text.

1. New opportunities for the French economy.

2. The role of elite universities in the French economy.

3. The relationship between government planning and firms.

4. The drawbacks of the French managerial model.

5. The scale of government planning in France.

6. The objectives of the plan.

7. The aim of the French government.

Ex. 8.11. Look through text B quickly and say which on the follow-
ing things are mentioned in it:

a) the Eurodemands; d) the European headquarters of multinationals;

b) the Eurozone; e) the European Council;

c) the Euromanagers;  f) the European Single Market.

Ex. 8.12. Read the text and answer the questions.

1. What did a research study of eleven European firms find?

2. Where should the European managers gain their experience?

3. Where will non-Europeans have to be recruited and trained?

4. What companies follow these recommendations?
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TEXTB
The new European Manager

A research study of eleven European firms by an international consult-
ing group found that many managers do not meet the Eurodemands of the
future, although respondents in the study recognized the need for interna-
tional managerial experience. Not only do the Euromanagers need to gain
experience abroad, but firms also need to realize that non-Europeans will
have to be recruited and trained in the European headquarters of multina-
tional corporations. The following examples illustrate the exception rather
than the rule? under which companies operate. The Deutsche Bank (German
Bank) has a development program for foreigners who spend at least 1 year
at the Frankfurt headquarters. Bosch, a manufacturer of a variety of prod-
ucts ranging from refrigerators to auto accessories, invites foreigners, Span-
iards in particular, to Germany for training. Bosch also requires its German
trainees to spend at least 6 months abroad. While these international oppor-
tunities are attractive for young managers, there is concern, especially
among older managers, that being away from headquarters may inhibit ca-
reer advancement.

According to the Korn/Ferry consulting group, the following characteris-
tics are very important for ideal Euromanagers:

— having a university or college education;

— having work experience abroad;

— understanding economics;

— being a generalist;

— being proficient in English and French as foreign languages.

The research study found that German, French, and Italian managers had
little work experience abroad. German and Italian managers lacked general
manager experience, while German and British managers had insufficient
skill in communicating in the French language. In team-orientation and
global thinking, the Germans and Italians ranked low. In respect to the ques-
tion pertaining to "willingness to contribute above average”, English and
French managers ranked low, while in decision making, Italian managers
got a low rating. Although these are generalizations, they indicate that many
European managers are not sufficiently prepared for the competitive envi-
ronment of the European Single Market.

Notes to the text:
1 — uckniouenue
2 — npasuno
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Ex. 8.13. Tick (v') the characteristics typical of managers from dif-
ferent countries revealed by the research study.

Nationality
c
Characteristics = - - -
S e ] ]
= [} = =
<4 - © ju
O LL = oM

lack of work experience abroad

lack of general manager experience
imperfect mastery of the French language
low team-orientation

lack of global thinking

low willingness to contribute above average
inefficiency in decision making

UNIT 9

Ex. 9.1. Learn the new words.

state-run company — rocyaapcTBeHHass KOMIIAHUS

to acquire [o'kwaro] — nproOpeTarth, MOKyNaTh

giant ['dzaront] — rurant

relocation — nepemeliiieHue; nepecTaHOBKa

threaten ['Oret(o)n] — yrpoxats

to achieve [2'fi:v] — mocturars, 100UBaTHCS

commitment [ko'mitmant] — oTBeTCTBEHHOE OTHOIIEHHE

rural ['ruarsl] — cenbckmi

defensive position — o6oponuTebHAS TO3UIIHSL

homogeneous [ homa'dzi:nias] — oqHOTHITHEIH

to introduce [ intra'dju:s] — BHEAPATH

business environment [in'varsronmant] — 6usHec-cpena; yciaoBus Bene-
HUsI OM3Heca

complicated — cioxHbIi

in terms of — ¢ Touku 3peHus; B IIaHe

to get in touch with — BcTynuTh B KOHTaKT ¢ (KEM-IL.); CBSI3aThCsI C (KeM-J1.)

casually ['keezvali] — HedopmanbHO

to waste [weist] — TepsATh 1apoM, TPATUTH BIYCTYIO

to schedule ['fedju:l] — na3snauaTs, mIaHUPOBATH

personality [,pa:s(a)'naeliti] — nuuanHOCTH
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personal dignity — 1M4HOE JOCTOMHCTBO

rigorous ['rigoras] — skecTKuil, CTPOTHi

demanding — TpyIHBI, OTBETCTBEHHBII

volatile ['volotarl] — HemocTosIHHBIIH, H3MEHUUBBIH

to equate [r'kwert] — npupaBHHBATH

Ex. 9.2. Match the words listed below with the dictionary definitions
which follow.

to acquire to schedule to waste
to threaten personality to achieve
dignity relocation to introduce

1) to arrange or plan an event to take place at a particular time;

2) to reach a desired objective or result;

3) the action of moving to a new place and establishing one’s home or
business there;

4) to consume, spend, or employ uselessly or without adequate return;

5) to bring (something, especially a product, measure, or concept) into
use or operation for the first time;

6) calm, serious, and controlled behaviour that makes people respect
you;

7) to get or buy something;

8) the combination of qualities that form an individual’s distinctive
character;

9) to say that you will cause trouble, hurt somebody.

Ex. 9.3. Match the synonyms from lines I and II.

I) commitment, to get in touch with, rigorous, to equate, complicated,
business environment, defensive, in terms of.

I1) with regard to, protective, responsibility, to contact, to parallel, mac-
roeconomic situation, difficult, strict.

Ex. 9.4. Match the antonyms from lines | and I1.

I) state-run, casually, giant, homogeneous, subordinate, volatile, de-
manding, rural.

I1) private, formally, pygmy, heterogeneous, boss, stable, easy, metro-
politan.

Ex. 9.5. Translate the words paying attention to their suffixes and
prefixes.

1) corporate, corporation, corporative, corporatism, corporatist,
to corporatize; 2) threat, to threaten, threatened, threatening; 3) to achieve,
achievement, achievable, achiever; 4) to acquire, acquired, acquiring, ac-
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quiree, acquirer, acquirement; 5) to defend, defender, defence, defensible,
defensive, defensiveness; 6) person, personal, personally, personality.

Ex. 9.6. Read the text attentively to understand the features of Bra-
zilian management.

TEXT A
Brazilian Management

Since the fall of the military regime in 1985, Brazil has gone through
great changes in the corporate sector. Many of the state-run companies were
acquired by multinational giants and many of these companies brought their
own presidents, directors and managers with them.

This process of relocation can be stressful for both parts: to Europeans,
that now have to deal with a lack of planning and a strong influence of per-
sonal relations on the business environment; and to Brazilians, that feel
threatened by the new set of rules and by the high level of commitment they
are now expected to achieve.

The socioeconomic situation of Brazil can hardly be described in a sin-
gle definition, we can talk about at least two “Brazils”: the first one is mod-
ern, urban, upper-class and strongly influenced by western culture; the other
one is rural, traditional, lower-class and non-westernised”.

Traditionally, when a Brazilian company was acquired by a foreign
group, there was this feeling of distrust and concern among Brazilian em-
ployees. Workers were afraid of the new rules and changes to be applied by
the new company, while the employees who were working directly with
management adopted a defensive position, thinking that Europeans were
coming to show the Brazilians how to do business.

This scenario has changed a little as administrative models tend to glob-
alization. Companies are becoming more homogeneous and the same prin-
ciples are being introduced all over the world

Even so, there is the side of the Brazilian culture and history that causes
a great impact on business models. This side is the expansion of social prac-
tices and values to a business environment and it is where things get really
complicated between Brazilians and foreigners.

The first major difference in terms of management policies is the rela-
tionship between boss and employee. When a typical Brazilian president
walks around the factory of a typical Brazilian company, it is almost as if
the employees had to face down? and adopt a servile position®. The presi-
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dent is always very well dressed and it is very hard for a worker to get in
touch with them, as there is a lot of bureaucracy to go through.

On the other hand, a European president would dress more casually and
would probably gather around workers more often. Also, many presidents
of foreign companies in Brazil invest in a closer relationship with workers,
trying to be available to a direct contact with the employees.

Relationships come first, second and third in Brazil. Time spent working
on the development of long-term friendly relations is never wasted.

Although first meetings can be more formal, they are generally quite in-
formal and relaxed. Punctuality is a rare commodity in Brazil. Meetings
often start and finish late. It can be difficult to schedule more than one or
two meetings per day.

A manager’s personal style is considered to be of great significance.
The respect, which is afforded the manager by subordinates, is directly pro-
portionate to the personality of the boss. Relationships are of key im-
portance in this Latin culture and the boss and subordinates work hard to
foster a relationship based on trust and respect for personal dignity.

First and foremost, managers are expected to manage. The boss is ex-
pected to give direct instructions and it is expected that these instructions
will be carried out without too much discussion or debate (if there is debate it
should be done in private to avoid showing public disrespect to the hierarchy).

Somewhat surprisingly, the fun-loving Brazilians work long hours. Rig-
orous project management, attention to detail, focus on objectives, and hard
work are important elements in the success of outstanding companies like
EMBRAER, the world leader in regional aircraft, VALE, possibly the most
efficient mining company in the world, and AMBEV, global leader in the
beer industry. All this achieved in a volatile economic environment, with
poor transport infrastructure and an inefficient and slow moving govern-
ment bureaucracy.

This difficult context makes Brazil into a demanding testing ground* for
managers and for management techniques. A couple of years in the country
equates into five years of management experience in a stable economy, as
new challenges, changes in economy, opportunities and legal frameworks

evolve at breakneck sgeedS.

Notes to the text:

1 — ne nodeepircennan enuAnUI 3anada
2 — nacmo Huy

3 — pabonennoe nonoxcenue

4 — ucnvimamensHnan naowaOKa

5 — zonosoxpyscumenvnan ckopocmo
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Ex. 9.7. Find in the text the English equivalents of the following
words and phrases.

1) mageHHe BOSHHOTO PEXHMa; 2) rOCYIApCTBEHHBIC KOMIIAHHH OBLIH
HpI/I06peTeHI>I TpaHCHAalMOHAJIbHBIMU TUTaHTaMU, 3) mponecc nepemeuie-
HUSI MOKET OBITh CTPECCOBBIM JIJIsl 00EUX CTOPOH; 4) UyBCTBYIOT YIPO3y H3-
3a HOBOI'O Ha6opa IpaBUl U BBICOKOTO YPOBHSA OTBETCTBCHHOCTU, 5) 3aHU-
MaJIkd 060p0HHTeJ‘ILHyIO IO3UIHIO, 6) KOMITaHUHU CTAaHOBATCA Oolee OOHO-
THIHBIMH,  7) OKa3bIBaeT OONBIIOC BIMSHHEC Ha  OW3HEC-MOJEIH;
8) pacmpocTpaHeHHE COIMANBHBIX TPAKTUK U IIEHHOCTEH Ha OU3HEC-Cpeay;
9) HepBoe CYHIECCTBECHHOC OTJIMYHEC € TOUYKHU 3pCHUSA TOJIUTHKA ynpaBneHI/m;
10) mocTymHBINA JUIS TPSIMOTO KOHTAaKTa ¢ COTpyAaHuKamu; 11) yBaxkeHue,
KOTOPOC OKa3bIBAOT PYKOBOJAUTCIIIO MOAYUHCHHBIC, 12) BCC OTO AOCTHUIaCT-
CiaB HCCTa6I/IJ'lI>HI)IX OKOHOMHWYECCKUX YCIIOBUAX.

Ex. 9.8. Answer the following questions.

1. What happened to many Brazilian companies after the fall of the mili-
tary regime in this country?

2. Why can the process of relocation be stressful for both Europeans and
Brazilians?

3. How has globalization changed the traditional scenario?

4. What side of the Brazilian culture and history causes a great impact
on business models?

5. What comes first, second and third in Brazil?

6. Why can it be difficult to schedule more than one or two meetings per
day?

7. Why is a manager’s personal style considered to be of great signifi-
cance?

8. What is the boss expected to give?

9. Why is it surprising that Brazilians work long hours?

10. What makes Brazil into a demanding testing ground for managers?

Ex. 9.9. Do you think the following statements are true or false?

1. The military regime in Brazil fell in 1995.

2. There are at least three “Brazils”.

3. The Brazilians thought that the Europeans were going to show them
how to do business.

4. It is very hard for a Brazilian worker to get in touch with the president
of the company.

5. A European president wouldn’t gather around workers more often
than a Brazilian one would.

6. Most meetings are informal and relaxed.
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7. The boss and subordinates do their best to build a relationship based
on trust and respect for personal dignity.
8. It is expected that the manager’s instructions will be carried out with-
out too much discussion.
9. Flexible project management is an important element in the success of
outstanding Brazilian companies.
10. It is impossible to achieve success in a volatile economic environ-

ment.

Ex. 9.10. Match the characteristics of the Brazilian business
culture with their short descriptions.

Characteristics

Short Description

1) Inequality of
power and hierar-
chy

A) - Acceptance of racial and social mixtures.
- Easy assimilation of foreign practices and cus-
toms, admiration and imitation of what is foreign.

2) Personalism

B) - Capacity for people to be adaptive and crea-
tive in adjusting to adverse situations and innova-
tive under challenging circumstances.

- Stimulated by economic and market history.

3) Formalism

C) - Historical desire for avoiding social and in-
terpersonal conflicts.

- Brazilians constantly seek peace and order in
order to avoid conflict in their relationships.

4) Uncertainty

D) - Hierarchical relationships of colonial Brazil

avoidance - People in superior positions believe that they
possess special rights that exempt them from
common laws.

5) Flexibility E) Emphasizes relationships and acquaintances.

- High degree of trust placed on family and friend
networks when solving problems or obtaining
privileges.

6) Receptiveness to
what is foreign

F) - Large number of rules, norms and procedures
created.

- A high degree of discrepancy between formal
rules and norms and what really happens.
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Ex. 9.11. Scan Text B quickly and answer these questions.

1. What way to describe culture is mentioned in the text?

2. Is there any difference between the culture of a nation and that of an
organization?

3. What is the impact of the external environment on the people within
an organization?

4. May the culture differ widely within a country?

5. What kind of perspective do today’s managers need to develop?

6. What company aspects do cultural differences affect?

TEXTB
Culture and Managerial Behaviour

Culture is not easy to define. One way to describe culture is as a pattern
of behaviour related to values and beliefs that were developed over a period
of time. Symbols, for example, may indicate what members of a society or
an organization value. Indeed, one may distinguish between the culture of a
nation and that of an organization. The external environment influences the
way people interact within an organization. It must also be recognized that
within a country the culture may differ widely, not only in countries as large
and diverse as the United States but also in geographically small and rela-
tively homogeneous countries such as Germany. Northern Germans behave
differently than the people in southern Germany. It is with this precaution
that culture and its impact on organizations must be viewed.

Today’s managers need to develop a global perspective; a narrow-
minded view is inappropriate. In the past, many U.S. corporations (except
the multinational ones) saw little reason to develop a global view. But now
hardly any company can ignore the global environment, even if the firm has
no plans to operate abroad. Increasingly, foreign firms are entering the U.S.
market. Moreover, many U.S. firms employ people from different nations
with different cultures.

Cultural differences affect managerial behaviour and practices such as
planning (for example, short- versus long-term orientation), organizing (for
example, the kind of organizational structure or the attitude toward delega-
tion), staffing (for example, selection based on family relationships rather
than professional qualifications), leading (for example, the use of the partic-
ipative, rather than directive, leadership style), and controlling (for example,
the use of tight and close control versus broad control).
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UNIT 10

Ex. 10.1. Learn the new words.

respectful [rr'spektf(o)l] — mouTHTEBHBIH; BEKITHBBII

efficient [1'fif(o)nt] — adpdexTrBHbIH

to blend — cmenmBars, couerats

consensus-driven — Ha 0OCHOBe KOHCEHCYcCa

deference ['defarans] — yBaxenwue, mourenwe

hub [hab] — tieatp

to appreciate [o'pri.fiert] — noHMMAaTh, MPUHUMATH BO BHUMAaHHE

chain of command — ops 10k COMOJYHHEHHOCTH B OPraHU3aIlHH

expectation [ ekspek'terf(o)n] — oxxunanue

facial expression ['ferf(o)l ik'spref(o)n] — BeipaxeHue uia

patient ['peif(a)nt] — TepresnuBsrit

to bear in mind — umeTs B BUIY

paternalistic attitude — narepHanrcTCKOE OTHOLICHHE

life issue ['1sju:] — »u3HEHHBIH BOIPOC

fear of exposure [1k'spauzs] — cTpax pazobiadeHust

embarrassment [im'bserasmont] — cmyiieHue, 3aTpyaHeHHE

failure ['ferljo] — Heymaua, nposan

aversion [o'v3.f(s)n] — oTBparenne

track record — mocy xHOI crIECOK

to canvass ['kenvas] — mogpo6HO 00Cy)IaTh

negotiations [n1, goufi'e1f(9)nz] — neperoBopsl

title ['tartl] — masBanme momKHOCTH

crucial ['kru:[(9)l] — pemaronmii

pace [peis] — ckopocTh, Temi

non-confrontational — xe cxiioHHbIH kK KOHDPOHTAIMH

overtly [s(u)'vs:tli] — oTkpBITO, OTKPOBEHHO

to signify ['signifar] — o3Hauats

Ex. 10.2. Match the words listed below with the dictionary defini-
tions which follow.

respectful embarrassment hub
efficient aversion deference
patient negotiations pace

1) a feeling of self-consciousness, shame, or awkwardness;

2) discussion aimed at reaching an agreement;

3) a polite and submissive attitude towards someone, especially because
they have an important position;
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4) showing consideration, politeness, and regard for the feelings, rights,
or traditions of others;

5) a very important centre for an activity

6) able to accept or tolerate delays, problems, or suffering without be-
coming annoyed or anxious;

7) the speed at which something happens or is done;

8) achieving maximum productivity with minimum wasted effort or ex-
pense;

9) a strong dislike or disinclination.

Ex. 10.3. Match the synonyms from lines I and II.

1) overtly, to signify, to blend, to appreciate, track record, to canvass,
title, crucial.

I) to combine, decisive, openly, history, position, to mean, to bear in
mind, to discuss.

Ex. 10.4. Match the antonyms from lines | and I1.

I) consensus-driven, paternalistic attitude, failure, group, verbal,
concern, exposure, collaboration.

I) competition, individual, indifference, secrecy, success, laissez-faire
attitude, non-verbal, conflict-driven.

Ex. 10.5. Translate the words paying attention to their suffixes and
prefixes.

1) efficient, efficiently, efficiency; 2) to observe, observable, ob-
servance, observant, observation; 3) appreciable, to appreciate, appreciated,
appreciation; 4) to expect, expected, expectable, expectancy, expectant,
expectantly, expectation; 5) distinct, distinctive, distinctively, distinctive-
ness, distinctly, distinctness; 6) to negotiate, negotiated, negotiating, nego-
tiable, negotiations, negotiator.

Ex. 10.6. Read the text attentively to understand the features of Sin-
gaporean management.

TEXTA

Management Style in Singapore

Management in Singapore is characterized by a hierarchical, respectful,
and highly efficient culture that blends traditional Asian values with West-
ern business practices. Key aspects include a focus on consensus-driven
decision-making, deference to authority, and high standards of productivity.
The city-state is a global hub for business education and management train-

ing.
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Management in Singapore

Managers new to the country need to appreciate that Singaporean busi-
ness culture is formal and rules govern much of what can and cannot be
done.

e The group (company or department) is viewed as more important than
the individual.

e People observe a strict chain of command, which comes with expecta-
tions on both sides.

o In order to keep others from losing face, communication tends to be
non-verbal.

o It would be best if you closely watched the facial expressions and
body language of the people you work with.

o Relationships take time to develop; you must be patient, as this indi-
cates that you are working towards the long-term.

The Role of a Manager in Singaporean Business Culture

Managers needs to bear in mind that each person has a very distinct role
within the organization, and maintaining that role helps to keep order.

¢ In Singapore, as in other hierarchical societies, managers may take a
somewhat paternalistic attitude toward their employees.

e They may demonstrate a concern for employees that goes beyond the
workplace and strictly professional concerns.

e This may include involvement in their family, housing, health, and
other practical life issues.

Approach to Change in Singaporean Organizations

Singapore is seen to have a medium tolerance for change and risk.

e The fear of exposure and the potential embarrassment that may ac-
company failure bring about an aversion to risk.

o Because of this attitude, cultural sensitivity is going to be required, es-
pecially when conducting group meetings and discussing contributions
made by participating individuals.

e It is important for innovations to have a track record or history, noting
the benefits if they are to be accepted and implemented.

Decision Making in Singaporean Teams

Singapore is a hierarchical culture, so the boss is considered to be supe-
rior to their subordinates. Subordinates do not ask their boss questions, as it
would indicate that the boss had not done a good job of explaining what was
necessary. Subordinates will canvass other workers and come to a group
consensus on what should be done and how it should be accomplished.
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e The respect a Singaporean shows their boss might seem strange to
many foreign cultures.

o Bosses are treated with nearly the same respect as one shows their par-
ents.

e Since asking questions is not part of the culture, managers spend a
great deal of time writing instructions that guarantee everyone will under-
stand what’s required of them.

Communication and Negotiation Styles in Singapore Business Cul-
ture

The communication style in Singapore is typically polite, measured, and
respectful of hierarchy, with professionals often balancing clear business
communication with a preference for maintaining harmony and avoiding
unnecessary confrontation.

¢ Always send a list of people who will be attending the negotiations
and their titles well in advance.

o Personal relationships are crucial to conducting business and, as such,
Singaporeans need to like you to do business with you.

¢ Always wait to be told where to sit as there is a strict hierarchy that
must be followed.

e Business negotiations happen at a slow pace, and patience may be a
necessary attribute.

e Singaporeans are non-confrontational.

e They tend to lean towards an indirect communication style. As part of
this, they will not overtly say “no”; likewise, their “yes” does not always
signify agreement.

For international managers, understanding how authority, relationships,
and communication operate within Singaporean organizations can support
stronger leadership and smoother collaboration.

Ex. 10.7. Find in the text the English equivalents of the following
words and phrases.

1) mepapxuyeckas, yBaXUTENbHas W BBICOKOI((EKTHBHAs KyJbTYpa;
2) IpUHATHE PENIEHHI Ha OCHOBE KOHCEHCYCa; 3) YBaXEHHE K aBTOPUTE-
Tam; 4) rnobaneHBI LEHTp Ou3Hec-oOpasoBanus; 5) crporas cybopanHa-
ust; 6) okumaHus ¢ 00eux CTOPOH; 7) BBIpaXEHHUE JIHIA; 8) MeHemKepam
HEOOXOJMMO WMETh B BHAY; 9) MNpaKkTHYECKHE >KM3HCHHBIC MPOOIEMBI;
10) 6osi3Hb pasobiauenus; 11) BeposTHOE cmyleHue; 12) ydeT KyabTyp-
HBIX ocoOeHHocTeil; 13) mpennouTeHune MoaaepKaHus rapMoHuu; 14) onu
HE CKaXyT OTKPBITO “HET”.
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Ex. 10.8. Answer the following questions.

1. What is management in Singapore characterized by?

2. What kind of hub is the city-state?

3. What do rules govern in Singaporean business culture?

4. Why does communication tend to be non-verbal?

5. Why do you need to be patient?

6. What kind of attitude may managers take toward their employees?
Why?

7. Why are Singaporeans not willing to risk?

8. Why do subordinates not ask their boss questions?

9. What communication style predominates in Singapore?

10. What is crucial to conducting business?

Ex. 10.9. Do you think the following statements are true or false?
Correct the false ones.

1. The individual is viewed as more important than the group (company
or department).

2. People don’t observe a strict chain of command.

3. Each person has a very distinct role within the organization.

4. Singaporean managers may demonstrate a concern for employees that
goes beyond the workplace.

5. It is unnecessary for innovations to have a track record.

6. The boss is considered to be superior to their subordinates.

7. Bosses are treated with nearly the same respect as one shows their
children.

8. Never wait to be told where to sit.

9. Singaporeans are non-confrontational.

10. They prefer a direct communication style.

Ex. 10.10. Join the halves of the sentences.

1. Key aspects include a focus on A) to appreciate that Singaporean
business culture is formal.
2. Subordinates will canvass other B) you closely watched the facial

workers expressions and body language.

3. Managers new to the country C) a respectful pause of up to 15

need seconds before answering a ques-
tion.

4. Managers spend a great deal of D) and come to a group consensus.

time

5. Singaporeans give E) consensus-driven decision-
making.
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6. Always send a list of people who
will be attending the negotiations
7. This may include involvement

8. It would be best if

9. Business negotiations happen at a
slow pace,

10. For international managers, un-

F) can support stronger leadership.

G) and patience may be a necessary
attribute.

H) well in advance.

1) in their family, housing, health,
and other practical life issues.

J) writing instructions.

derstanding how authority, relation-
ships, and communication operate
within Singaporean organizations

Ex. 10.11. What can you recommend international managers going
to Singapore?

Ex. 10.12. Read the text quickly and answer the question “What
does going global mean?”

TEXTB
Amoco Corporation

“We are playing on a larger stage now, a global stage, and | have no
doubt that we will become a preeminent global player through our own ef-
forts”, writes H. Laurence Fuller, chairman and CEO of Amoco Corpora-
tion, in a special report published by the company. The title of the report
(and one of the major goals of Amoco Corporation) is “Globalization and
Diversity in the Work Force”.

Going global means managing diversity in the work force. Amoco has
operations worldwide, including new offices in China, Russia, Argentina,
Myanmar (Burma), and Mexico. (One of every six Amoco employees is not
U.S. citizen.) Its Mexico location is mostly staffed by host-country nation-
als, including Ricardo Chaparro, manager of business planning for Amoco
Oil Company in Mexico City; Linda Lafuente, administrative assistant; and
Jesus Perez, driver and courier.

Knowledge of the host-country’s culture is imperative. Jing Hsu, a na-
tive of Taiwan, is Amoco Chemical Company’s chief representative in Bei-
jing. Amoco depends on his understanding of Chinese culture to foster
business there. One important value is personal relationships. “A very im-
portant part of business in China is establishing personal relationships. In a
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very real sense, a lot of business here happens at a personal level. The Chi-
nese want to know you before getting into a long-term deal”, explains Jing
Hsu.

Amoco has found a similar focus on other Asian and Eurasian countries.
“Russia is very different from anything I have experienced before”, says
Anders Morland, an Amoco executive in Moscow. “You need to be sensi-
tive to their concerns while firmly putting forth your position on issues.
That is respected here and it’s essential to building good relationships... .
This summer we’ve taken a group of Russians to visit our Egyptian opera-
tions so they can experience firsthand how Amoco works with a partner
outside the United States. We also brought Inuit representatives from
northern Canada to visit with the indigenous populations in Khanty
Mansiysk and on the Yamal Peninsula”.

Though Amoco strives to build good relationships with the host coun-
tries in which it operates, the organization maintains a neutral stance when
it comes to politics, a necessary policy in volatile countries such as Argen-
tina and Myanmar. But the company recognizes special needs of its work-
ers that may result from political or economic instability. In Myanmar, the
organization provides some of its workers with housing, food, clothing, and
medical care.

It is clear that as organizations increase their level of global participa-
tion, their key to success is establishing and maintaining good relationships
with people, both in the workplace and in the marketplace. In addition to its
efforts in specific locations, Amoco has established an overall Diversity
Advisory Council, whose mission is to create an environment in which all
Amoco employees can reach their full potential. And if employees reach
their full potential, so should the Amoco organization as a whole.

Ex. 10.13. Answer the questions.

1. What extra steps might parent-country nationals have to take to be as
successful at building business as the host-country nationals that Amoco
hires?

2. How might the Diversity Advisory Council help in this regard?

3. Do you think a multinational or global organization should remain
politically neutral in its host countries? Why or why not?

4. Do you think this stance helps or hinders an organization’s competi-
tive edge?
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SUPPLEMENTARY TEXTS
History Of Management

To say that all competent managers plan, organize, lead, and control (or
coach others in doing so) does not explain why some organizations perform
better than others. It seems logical to say that some organizations are better
managed than others, but what constitutes good management? Throughout
the past century, students of management have sought to answer this and
similar questions. At various times, different schools of thought have domi-
nated: scientific management, administrative management, human relations,
management science, open systems, and competitive advantage.

As a practical matter, these schools of thought have influenced how
managers work. Thus, beginning in the early years of the Industrial Revolu-
tion, it seemed reasonable to think of the ideal organization as a well-oiled
machine to be “scientifically” manipulated until it performed at peak ca-
pacity. Later views have encouraged managers to place more emphasis on
the human needs of employees and, eventually, to see them as key re-
sources. Although we speak of these schools of thought in historical terms,
bear in mind that all continue to exert influence today. At one organization
or another, managers are behaving in ways consistent with each of these
theories.

Furthermore, as new ways of thinking about management become popu-
lar, their influence on day-to-day practices is typically gradual. Changing
over to a new management approach requires experimentation, setbacks,
and creativity as managers seek to put theory into action. At a recent
roundtable meeting of 100 representatives of the Inc. 500 (fastest-growing
U.S. businesses), about half reported that they shared data concerning their
financial performance with employees, a practice designed to empower em-
ployees to contribute to building a competitive advantage. Of those people,
however, only one said she believed the employees actually understood the
information. In essence, many of the companies were trying this new ap-
proach to management, but not many had figured out how to do it effectively.

The Scientific Management School

The Industrial Revolution changed the nature of work in many ways.
Businesses typically had been small and family-owned, so managers and
employees knew one another, and the owner could take a personal interest
in the employees. The factory system meant that companies began operating
big plants that required complicated decisions such as how to tool the plants
and organize the work. At the same time managers were addressing these
challenges, they also found that workers in these impersonal organizations
were dissatisfied and prone to strike. Furthermore, workers did not neces-
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sarily have a clear sense of the best way to do their jobs. As a result, com-
panies were not benefiting from increased efficiency as they had expected.

An engineer, Frederick Winslow Taylor, theorized that the disappointing
performance had as much to do with management practices as it did with
workers. According to Taylor, the way to improve performance was for
managers to systematically study the way work was being done and identify
a more efficient approach.

Taylor’s approach, called the scientific management school, involved
developing a standard method for doing each job, training workers in that
method, eliminating interruptions, and offering wage incentives for in-
creased output. Taylor also advocated assigning workers to jobs based on
their abilities and recognized the necessity for work breaks.

Oraanizations that applied scientific management succeeded in improv-
ing productivity — the ratio of outputs (goods and services produced) to
inputs (the resources used to produce the outputs). The idea that work pro-
cedures can be evaluated objectively is one that endures today. However,
this approach, with its repetitive jobs, tight controls, and strict hierarchy, did
little to alleviate the conflict between management and workers. In fact,
many employees felt dehumanized by the efforts to improve their efficien-
cy, believing that they were treated as machines to be reconfigured and
speeded up.

The Administrative Management School

While the engineers who played a leading role in the scientific manage-
ment school focused on improving the productivity of individual workers,
other people were looking at the organization as a whole. They discussed
such principles as creating an efficient structure for the organization and
standardizing policies and procedures by putting them in writing. In effect,
they were spelling out a general role for the manager that involves making
an organization a place where each person knows what is expected and can
apply his or her specialized skills and knowledge.

Henri Fayol, a French mining engineer and manager, relied on his expe-
rience to devise a number of broad principles of management. Fayol con-
cluded that management involves the functions of planning, organizing,
commanding, coordinating, and controlling.

Popular among many businesspeople of the time was the work of Mary
Parker Follett, which applied social psychology to management. Follett ad-
vocated reducing conflict in organizations by focusing employees and man-
agers on shared goals.

Chester . Barnard also identified enduring principles of managing or-
ganizations. He developed the concept of the “informal organization”, the
cliques and social groups that form within an organization. He observed that
these relationships are important to the organizations functioning and that
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they can be managed in ways that ultimately help the organization. Barnard
also observed that employees have free will; they can choose whether to
follow orders. Managers therefore must make sure employees see a benefit
in following orders.

The Human Relations School

In spite of these insights from social psychology, the scientific manage-
ment school remained prominent until a series of studies, designed to show
the benefits of electric lighting, generated some surprising results. Seeking a
link between light levels and productivity, a committee set up by the electric
companies conducted tests in which they adjusted light levels and other job
characteristics and measured performance. The studies are commonly called
the “Hawthorne studies”, named after a test location, the Hawthorne Works
of the Western Electric Company. Those who saw the results of the Haw-
thorne studies were surprised and puzzled to find that productivity was
higher in the experimental group under virtually all conditions.

The Hawthorne studies involved changing so many factors and failed to
control so many others that scholars cannot conclusively prove which ones
were significantly linked to performance. However, the major outcome of
the Hawthorne studies was that researchers concluded the employees were
most influenced by human factors. The researchers had discussed the exper-
iments with the employees, abandoning changes the employees objected to.
It seemed that employees were working harder in response to the attention
and positive treatment they received.

For decades since, managers have been impressed with the idea that they
can influence productivity through good human relations. The view that
satisfied employees will work harder is the basis of the human relations
school. Leaders in the human relations school, such as Abraham Maslow,
sought to identify just what conditions would have the greatest impact.

Douglas McGregor concluded that early thinking in the human rela-
tions school did not go far enough in its understanding of employees. Based
on his experience as a manager, consultant, and psychologist, McGregor
identified two broad ways managers can think about employees; he named
those views Theory X and Theory Y. McGregor associated Theory X with
scientific management and recommended Theory Y as a mode of thinking
that takes full advantage of human relations ideas. According to Theory Y,
employees will contribute more to the organization when they have a
chance to apply their energy and creativity to achieving goals they are
committed to. Although Theory Y has never been scientifically tested, it
continues to inspire such management practices as making jobs more inter-
esting and involving workers in decision making.
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McGregor's Theory X and Theory Y Assumptions
about Employees

Theory X Theory Y

Employees dislike work and will Employees do not inherently dislike

avoid it if they can. work; working is as natural as rest-
ing and playing.

Because employees dislike work, Coercion is not the only way to

they must be coerced to make an achieve organizational objectives;

effort to achieve organizational employees will exercise self-control

objectives. to achieve objectives they are com-
mitted to.

Employees have relatively little Many employees are able to use cre-

ambition; they prefer to be di- ativity to solve problems.

rected and to avoid responsibility.

Employees primarily want security. Most employees have the opportuni-
ty to use only part of their intellectu-
al abilities on the job but desire to
use more.

Today, when managers consider the work environment as well as money
in motivating employees, they are influenced by the human relations school.
Is this a valid approach? Most studies of employee satisfaction and perfor-
mance have found only a weak link between the two. However, noting that
most of these studies looked primarily at individual performance, researcher
Cheri Ostroff studied 298 schools and found a significant relationship be-
tween employee satisfaction and performance at the organizational level.
Although evidence of the link between satisfaction and performance is in-
conclusive, efforts to apply the human relations approach are driven by a
belief that satisfied employees are an important indicator of organizational
effectiveness and that satisfaction will help reduce labor and health care
costs related to stress, absenteeism, and turnover.

The Quantitative Management Science School

For the U.S. military, entering World War Il brought the management
challenge of moving massive amounts of personnel, supplies, and equip-
ment around the world. Groups of mathematicians, physicists, and other
scientists applied statistics and other quantitative techniques to solve these
logistical problems creatively and effectively. Big businesses were eager to
apply those successes to their own operations. The result was the manage-
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ment science school — the school of management that involved applying the
scientific method, using statistics and other quantitative techniques to solve
management problems.

The techniques of management science include operations research and
operations management. Operations research consists of building mathe-
matical models that can be used to solve management problems. If man-
agement scientists can devise a model that shows how various factors con-
tribute to the cost of producing a product, they should be able to show how
varying the quantity of one factor (say, the amount of one ingredient) will
affect the cost and thus determine the lowest-cost method for producing the
product. Operations management is the management of the physical pro-
duction of goods or services, and applies quantitative techniques such as
forecasting and inventory modeling to solve manufacturing problems.

The development of computer technology has been an important force
behind the use of management science. Most management science problems
are practical to solve only with a computer. Logically, an outgrowth of
management science is the development of management information sys-
tems, or computer systems designed to provide managers with timely and
useful information for decision making.

By the mid-1960s, many companies were successfully applying manage-
ment science to make a variety of decisions, such as scheduling production,
selecting plant locations, and developing packaging for their products. Com-
puters and information systems are increasingly being used for training,
communication between employees, and as a substitute for human experts.

The Open Systems School

In the schools of thought described so far, the focus has been on the or-
ganization itself, as if it functions independently from the rest of the world.
Of course, that is not the case. A step toward helping managers take a
broader view is the open systems school, which describes organizations as
systems that interact with their outside environment. Saying that an organi-
zation is a “system” means that it takes inputs from the environment and
transforms them into outputs, which it offers to the environment. Feedback
from the environment influences the future selection of inputs. The envi-
ronment includes the outside social, political, and economic forces that af-
fect the organization.

The open systems school is based on two assumptions. First, organiza-
tions are social systems. This means that changes in one part of the organi-
zation are reflected in other parts. If one part of the system fails (say, a top
salesperson quits, a product is recalled, or workers go on strike), that failure
will have immediate repercussions for other parts of the organization or
system. The other parts adjust to accommaodate the failure so that the system
can continue functioning. The second assumption is that organizations are
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influenced by the environment. They are formed to meet needs in the envi-
ronment, and they can succeed if they actually meet those needs.

The Competitive Advantage School

From the preceding schools of thought, managers have learned that they
can improve the organization’s performance by looking objectively at ways
to improve efficiency, by taking employees’ needs into account, by using
quantitative planning tools, and by considering the impact of the organiza-
tion’s environment. But while all these schools of thought address how to
do better, none specifically looks at how to do better than competitors.

For today’s manager, this is a serious shortcoming. Stiff competition
from around the world means that only the organizations that excel can sur-
vive. Thus, modern management theory focuses on the search for sustained
competitive advantage, or a strategy for value creation that competitors
cannot match. In other words, when an organization has a sustained competi-
tive advantage, other organizations cannot erase that advantage by copying it.

The competitive advantage school has been especially concerned with
identifying sources of sustainable competitive advantage. Managers often
assume that they can achieve such an advantage by bringing new products
to market quickly and by using advanced technology. However, the ad-
vantages of such tactics are not sustainable; competitors can eventually
copy the products or adopt the same technology and thereby gain equal
footing.

The implications are quite practical. They show up in the way the mar-
ket values companies — by their stock price. Business professor Jeffrey Pfef-
fer looked at stock prices between 1972 and 1992 and identified the top five
performers. These companies (Plenum Publishing, Circuit City, Tyson
Foods, Wal-Mart, and Southwest Airlines) were not the most technological-
ly advanced, in the fastest-growing industries, or holders of impressive
market share. Rather, their competitive advantage lies in the way they man-
age their work force. For example, Wal-Mart is noted for inspiring high
levels of motivation in its employees, and Southwest Airlines for creating
an enthusiastic culture where employees pitch in as needed, not just doing
what their job descriptions call for.

In other words, the sources of competitive advantage that make a differ-
ence in the long run are the organization’s people and, to a lesser extent, its
systems. Managers who understand how organizations work and how to
manage the people possess a rare blend of business acumen and emotional
intelligence. They act as architects of organizational design and facilitators
of human potential, rather than mere taskmasters.
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VOCABULARY
A
accept [ok'sept] — mpuHMMAaTE
accomplish [o'komplif] — nocturath, BEIMOIHAT
achieve [2'i:v] — nocturars, 100UBaTHCS
acquire [o'kwara] — mproOpeTaTh, MOKyNaTh
acquisition [, eekwr zif(e)n] — mprobpeTeHHe
activities [ak'tivatiz] — nestenpHOCTH
adjustment [o'd3as(t)mont] — koppekTHpPOBKa, HCIIPaBICHUE
affect [o'fekt] — BausTs
aid [exd] — momorars
aim [exrm] — uens
allocate [ alokert] — pasmemars, pacnpeaensath
alternately [o:1't3:notli] — monepemenno
amount [o'maount] — konuuecTBO
apparent [o'paeront] — oueBHAHBII
appreciate [o'pri:fiert] — noHuMarh, MPUHUMATH BO BHUMAHKE
approach [o'proutf] — noxxon
appropriate [o'prouprist] — nomxoasmuii, COOTBETCTBYOIIHIT
approve [a'pru:v] — ogo6psaTh
assignment [o'sainmont] — Ha3HayeHue
at the expense [1k 'spens] of — meHo# dero-mmo6o
attain [o'temn] — qocturarth
attempt [o'tempt] — meITaTHCH, CTapaTHCA
available [o'veilob(a)l] — nmeromuiics B pacnopsbKeHUN, HATUYHBIH
aversion [2'v3:f(o)n] — oTBpaieHne
avoid [o'vord] — uzberatsb
B
background ['baekgravnd] — ucroku, nporcxoxaeHue
be faced [ 'ferst] with — crankusarscs
bear in mind — numets B BUIY
borrowing [ borauin] — onamkuBanue, 3aMMCTBOBaHHUE
broad [bro:d] — mmpokwuii
buddy system [ 'badi sistom] — paboTa HOBUYKA B Mape C OMBITHBIM CIICIIH-
AITHCTOM
business [ 'biznas] — npeanpusTue, pupma
business environment [in'vararanmant] — Gu3Hec-cpena; yciaoBHs BeIeHHUs
OusHeca
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C
cadre [ 'ka:ds] — kampsr
canvass ['kenvos] — mompoOHO 00Cy)KaaTh
casually ['kezvsli] — HedopmanbHO
CEOQ [ si: i: 'au] — cokp. om Chief Executive Officer — rmaBubIii ucnonHu-
TENbHBIN JUPEKTOP
chain of command — mops 0k COOJUNHEHHOCTH B OpPraHU3aIHN
circumstances ['s3:komstansiz] — o6cTosTENbLCTBA
collaboration [ka laeba'rerf(a)n] — corpyanuuectso
command respect [ri'spekt] — BHymaTs yBaxxeHue
commit [ko'mrt] oneself to — OBITH TpeaHHBIM
commitment [Ka'mitmant] — oTBeTCTBEHHOE OTHOILICHHE
communication ko, mju:nr 'ketf(a)n] — obierue
competing [kam'pi:tiy] — KOHKypHUpYIOIIHii
complexity [kom'pleksati] — coskHOCTH
complicated — croxHbIi
confine [kon'fain] — orpaHnuuBaTH
conflict (with) [ konflikt wid] — npotuBopeunTs Yemy-nu6o
consensus [kan'sensas] — koHCeHCyc, BRIpaOOTAHHOE OOIIMMHE YCHITUSIMUA MHEHHE
consensus-driven — Ha OCHOBE KOHCEHCYca
consider [kan'sida] — paccmaTpuBaTh; yYUTHIBATh, IPUHUMATH BO BHUMAaHHE
constrain [kan'strein] — cnepxuBaTh, OrpaHUYUBATH
consumer electronics [kon sju:mo elek'troniks] — GbIToBast 3EKTPOHKKA
continual [kon'tinjusl] — mocTostHHBIH, HETIPEPHIBHBIIH
continuing [Ken'tinju:i ] — mocTOsSHHBIH, HEMPEPHIBHBII
coordinating [kou'o:dinert] — koopauHaIus, corjaacoBaHue AeHCTBUI
corrective [ko'rektrv] — koppekTUpyIOMIHii, HCIIPABUTETbHBII
crop [krop] — (cenbckoxo3siCTBEHHAS) KYJIBTYpa
crop production ['krop  pradakf(s)n] — pacTeHreBoaCcTBO
crucial ['kru:f(s)l] — pewarommii
D
blend — cmemmuBars, coueratsb
deadline ['dedlamn] — kpaiiauit cpok
debt [det] — monr
defensive position — o6oponuTebHAS TO3UIIHSL
deference ['deforons] — ysaxxenue, noureHue
delegation of authority [ deli'gerf(o)n oV o:'0proti] — mepemaua nmomHOMOUMI
demanding — TpyIHBIN, OTBETCTBEHHBII
dependence [di’pendans] — 3aBucuMocTh
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determine [di't3:min] — onpenensTs
directing [dar rektm] — pykoBOACTBO, yIpaBieHHE; YKa3aHHUE, PACIOPsDKEHIE
dissenting [d1'sentin] — HecX0Kuil; HECOTJIACHBII
drawback ['dro:bak] — HemocraTok, oTpuIlaTenbHast CTOPOHA
E
efficient [1'fif(o)nt] — adpdexTrBHbIH
effort ['efot] — ycnmue
elite [i'li:t] — snura
embarrassment [im'baerosmont] — cmyrenwue, 3arpynHenue
emphasis ['em fosis] — ocoboe BHUMaHME
employee [ emplor'i:] — cyxamiumii, paboTarommii Mo HaimMy
encourage [1n'karid3] — moopsts
entire [1n'taro] — MONHEBIHA, LB, BECh
equate [r'kwert] — npupaBHUBaTH
especially [1'spef(a)li] — ocobenHo
essential [1'senf(9)l] — cyrecTBeHHbIH, OY€Hb BaXKHBII
establish goals [1,steblif 'goulz] — ycranasnusats uenu
European Union [ juors, pi:on ‘jurnion] — EBponeiickuii coro3
executive [1g'zekjotiv] — mommkHOCTHOE JTHIIO, PYKOBOUTEIb, 8 IMUHUCTPATOP
exibit [1g'zibit] — nposiBisATH
exist [1g'zist] — cymiecTBoBaTh
expand [1k'spznd] — pacimpsTs(cs)
expectation [ ekspek'terf(o)n] — oxunanue
expertise [ ,eksps: 'ti:z] — koMIIeTeHTHOCTb, 3HAHKE JeTTa
F
facial expression ['ferf(o)l ik'spref(a)n] — BeIpaxenue muia
fail [ferl] — motepniets Heymauy; He UMETH ycrexa
failure ['feiljo] — Heynaua, npoBan
farm operator [ fa:m  oparerts] — Bnagener GepMbl WK €€ YIPABISIOLIUNA
fear of exposure [1k'spauzs] — cTpax pazobnadeHus
finite [ 'fainart] — orpannueHHbIH, UMEIOINI TIpeeT
focus [ ‘foukes] — ueHTp BHUMaHHS; KITFOUEeBas Leb
force [fo:S] — 3acraBnsaTh, BRIHYKIATH
foreclosure [(,yfo: 'klou3s] — mimenre npasa BEIKyIa 3a105KEHHOIO UMYIIIECTBA
foreign payments [ ‘foran 'permants] — mexmyHapoIHbIE TTATERH

G
gauge [gerd3] — mepa; kpuTepHii, CIOCOO OIEHKH
generalist ['dzen(o)ralist] — crenmanucT mHPoOKOro mpoh IS
get in touch with — Betynuts B KOHTaKT ¢ (KEM-II.); CBA3aThCs € (KEM-IL.)
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giant ['dzarent] — ruranT

go broke [ gou 'brouk] — pazoputscs
goal [goul] — mens

guide [gaid] — HampaBsITh, PYKOBOAUTH

headquarters [ hed'kwo:to] — mtab-kBapTrpa
hierarchy ['harora:ki] — nepapxust
highlight ['harlart] — momuepxuBaTh; puaaBaTh GONBIIOE 3HAUCHUE
homogeneous [ homa'dzi:nias] — ogHoTHIHBIN
hub [hab] — uentp

|
impact [ 'impaekt] — BaustHIE
impersonal [1m’p3:s(o)nal] — 6e3nukwmii
implementation [ implimenterf(o)n] — BbImOHEHHE, peanu3alus
implementing [, 1mpli' mentiyg] — ocymiecTeeH e, BBIMONTHEHHE
imply [1m’plar] — npeamoxarate, moapasymeBath
in terms of — ¢ Touku 3peHus, B IWIaHE
income ['tnkam] — moxox
in-company training [in'kampani treini] — oOy4eHue, MOBLIICHUE KBATHU-
¢ukamm o Mecty padboThl
increase profits [in kri:s 'profits] — yBeauuuts npudbLIb, 10X0
independence [ indi’pendans] — caMOCTOATENBLHOCTD, HE3ABUCHMOCTD
indicate [ 'indikert] — moka3bIBaTh, yKa3biBaTh
individual [, indr'vidjusl] — uenoBek, oTaensHOE NUII0; HU3UIECKOE JTUIIO
infinite ['infinat] — GeckoxeuHbIi, Ge3rpaHUIHBII
information processing [, infa'merf{(o)n  prousesin] — o6paboTka HHPOPMAIAH
input [ 'mput] — BBoAMMBII pecypc, BBOIUMBI (hakTOp MPOU3BOACTBA
insight (into) ['msart] — npoHNKHOBEHHME B CYTh
inspire [1n'sparo] — moGyX1aTh; BIOXHOBIISATH
instruction [in'strakfon] — o6yuenue
interaction [, intar’&kf(9)n] — B3auMoneiicTue, oOIICHHE
intercompany transferee [ inta’kampani  traensfs:r'i:] — corpyauuk, nepese-
JICHHBIN U3 OJHOI KOMIIAHHH B APYTYIO
introduce [ mntra'dju:s] — BHenpsTH
invite [mn'vart] — mpuBeTcTBOBATH
involvement [in'volvmont] — yuacrtue (B yem-mu60)

J
job rotation ['d3zob rou terf(e)n] — porammst paboumx MecT, MOOUEPERHOE
npeGbIBaHUE B JOTDKHOCTH

75



L
labor ['letha] — Tpyn
latent ['lert(o)nt] — ckpHITHIi, MOTEHIHATBHBIIH
leisure ['lezo] — mocyr, cBOGOHOE BpeMs
life issue ['1Sju:] — sKM3HEHHBIH BOTIPOC
lifelong [ 'larfloy] — moku3HEHHBIH, TPOJOIKAIOITMIACS BCIO JKH3HE
lifetime [ 'larftaim] — mpomomkHUTETBHOCTE KU3HH
livestock ['larvstok] — nomamniauii ckot
livestock production ['larvstok  prodakf(s)n] — »xuBoTHOBOACTBO
living expenses [, liviy 1k 'spansiz] — pacxo/sl Ha coiepKaHUEe CEMbH
location [lo(v) ketf(a)n] — MecTomonoKeHHE, PACTIOIOKEHUE
long-run ['lonran] — monrocpoussrit
loyalty ['lorolti]- BepHOCTE, IPEAAHHOCTH; JIOAITBHOCTD

majority [mo'd3prati] — 6oabmMHCTBO

make decisions [, meik di'si3(o)Nz] — mpuHUMaTh perieHus
manage [ 'manid3] — pykoBOAUTb, YIIPABIATH

management ['menidzmant] — ynpasnexue

manager ['menid3a] — yrpaBIisioIuii, 3aBeAyOIIK N, AUPEKTOP
measurable ['mezorab(a)l] — usmepumsiii

meet goals [ mi:t 'govlz] — mocturats neneit

monitor [ ' mponits] — KOHTPOIUPOBATH, MPOBEPSTH

mutual ['mju:tfusl] — B3aumHbrit

necessarily [ nesa'sersli] — o6s3aTenpHO
negotiations [n1, goufi'e1f(o)nz] — neperoBopsl
net worth ['net ws3:0] — coOCTBeHHBII KanuTal MPeIpHUsTHS
newcomer ['nju: KAma] — HOBOIPHOBIBIIKIA, HOBUYOK
non-confrontational — e ckIoHHBII K KOHQPOHTALUH
o]
objective [ob'dzektiv] — nens, 3agaua
obtain [ob'tein] — momyuaTs; qOOGHBATHCS
obvious [ 'pbvioes] — oueBmaHBII
operation [ppa'rerf(9)n] — nesTenbHOCTH, paboTta
outcome ['avtkam] — pesyabraT, nocneacTeue
outlook [ ‘autluk] — mepcrexktuBa
output [ "avtput] — BEITYCK MPOAYKINT
outspoken [ aut'spauk(s)n] — uckpeHHHH, OTKPOBEHHbIH, MPSIMON
overseeing [,auva'si:iy] — Haa30p, HAbOMIOACHUE
overtly [a(u)'v3:tli] — oTKpBITO, OTKPOBEHHO
owner [ 'auna] — Biajenen, COOCTBEHHUK

76



p

pace [peis] — ckopocTh, TeMIT

paternalistic attitude — naTepHamiCcTCKOE OTHOIICHUE

patient ['peif(a)nt] — TepnenuBsIit

payroll ['perrovl] — marexHas Be1oMOCTh

personal dignity — mudyHO€E TOCTOMHCTBO

personality [ pa:s(a)'neeliti] — muanoCTH

personnel [ p3:sa'nel] — mepconan, xampst

point — MyHKT, MOMEHT

post [pavst] — nomKHOCTH

problem-solving [ 'problom solviy] — pemenue npodiem

proficiency [pro'fif(a)nsi] — npodeccronanbHbIi ypoBeHD, KBATHU()UKALHS

profitability [ profito’bilsti] — mpuGsuTEHOCTE

proposal [pra'povz(s)l] — mpeanoxeHue

put into effect [ put mtu o' fekt] — ocyimecTBIATH, MPOBOAUTH B )KU3Hb
R

ranch [ra:ntf] — pand4o, kpynHoe hepmepcKoe X03HUCTBO

rank first [ reegk 'f3:st] — 3anumars nepBoe mecto

rate [reit] — Hopma, ypoBeHb

reach [ri: tf] — moctuun

recognition [ rekag ' nif(a)n] — mpusnanue

record [r1'ko:d] — 3amuceiBaTh, perucTprUpoOBaTh

refinement [rr' fainmont] — ycosepuiencTBoBanume

reject [ri'dzekt] — orBepraTs

relocation — nepemerenue; nepecTaHoOBKa

respectful [rr'spektf(a)l] — mouTHTE BHBIN; BEXKITUBBIH

responsibility [ri sppnsa’bilati] — o6s3anHOCTE

restructure [ ri:'strakt[s] — peopraHu3oBBIBaTh, PECTPYKTYPHPOBATH

retain [ri‘tein] — coxpausTe, ynepKUBaTh

return on investment [r1,t3:n pn ' vestmoant] — 10xo/1 OT KaUTATOBIOKEHHS

revise [ri’'vaiz] — npoBepsTh, epecMaTpUBaTh

rigorous ['rigoras] — sxecTKui, CTPOTUiA

rural ['ruaral] — cenbckmi
S

scarce ['skeas] — HemocTaTOUHBIN; AeQUIUTHBIHA

schedule ['fedju:l] — nasHnauare, mIaHUPOBATH

seniority [, si:ni'proti] — crapmmucTBO

separate ['sep(a)rot] — oTaenbHbIH

short-run ['fa:tran] — xpaTkocpoYHBIi

signify ['signifar] — o3nauats
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source [$2:5] — ucrouHuk
specific [spa’sifik] — onpeneneHHbIi, TOUHBINA, KOHKPETHBIN
staffing ['sta:fiy] — ykomIuiekToBaHue ITAaTOB; HAOOP KAAPOB
standard of living [ steendad ov 'livig] — ypoBeHs KH3HH
state-run company — rocyiapcTBeHHas: KOMIIaHUS
steady ['stedi] — ycTol4nBBIi, MOCTOSHHBIN
submit [sob'mit] — npeACTaBUTH HAa PACCMOTPEHHUE
subordinate (n) [so'bo:dinot] — noguMHEHHBIH
suggestion [so'dzestfon] — mpemokenue
suitable ['su:tab(o)l] — moaxopsiuii, mpuroaHsIi
superior [su’piaria] — HaYAIEHUK
supersede [, Su:pa’'si:d] — 3aMeHATH, BRITECHATh
supervising ['su:pavaiziy] — Hag30p, HAOIOACHHE
Supervisor [ 'su:pavaizo] — HauaNnbHKK; KOHTPOJIEP
survival [so'vaiv(s)l] — BenkuBanue
swift ['swift] — ckopstii, ObICTpHIit

T
take command [ka'ma:nd] — npunsATh yrpaBneHue
tax advice [ 'teeks od vais] — KOHCYyJIbTAIMS IO HAJIOTAM
technique [tek'ni:k] — meTox
threaten ['Oret(a)n] — yrposxkars
time-consuming ['taimkon sju:mig] — OTHUMAFOLIHI MHOTO BPEMEHHU
timetable ['taim teib(a)l] — rpaduk, pacrucanue
title ['tartl] — masBanme momKHOCTH
to the exclusion [1k'sklu:3(a)n] of — uckrouast
track record — mocy»HO# crECOK
triple ['tripl] — yrpausars(cs)
trust [trast] — Bepa, 1oBepue

U
urban ['a:b(a)n] — ropoxckoit

\

value ['velju:] — meHUTH
variability [ veorio'biliti] — H3MEHYHUBOCTD, HEYCTOHYUBOCTD
view [vju:] — Touka 3peHHs, MHEHHE
vision [ 'vi3(a)n] — koHLENIHS, TPEACTABICHUE
vital ['vart(o)l] — oueHs BaxxHbIi
volatile ['volotail] — HenmocTostHHBIN, H3MEHYMBBIIA
W
waste [weist] — TepsTh JapoM, TpaTHTh BITCTYIO
weakness ['wi:knas] — cmabocTh, HETOCTATOK
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