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1. Mecto pucyuninHsbl B cTpyktype OITIOII

Mucuynnvya b1.B.[1B.09.02 MexKy/1bTypHble KOMMYHHKAL[MM OTHOCUTCS K YacTH, (hopMUpyeMoit
yuaCTHMKaMH 00pa30BaTeIbHbIX OTHOLLIEHHH 00pa30BaTe/IbHOM MPOrPaMMBI.

2. IInanupyembie pe3y/ibTaThl O0yYeHHsI MO JAUCIUIUIMHE, COOTHECEHHbI€ C TUIAHUPYEMBIMH
pe3y/ibTaTaMi OCBOeHUsI 00pa3oBaTe/bHON MpPorpaMmbl (KOMIETeHHMAMH M HWH/UKATOPaMH
AOCTYDKeHHsI KOMITeTeHI[Ui)
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KOMIIeTeHI{MU 10 JUCLUII/INHE KOHTPOJIA MPOMEe)XyTOUHOMH
(xog, coZiepkaHue ycreBaemMoCTH aTTecTanuu
VHAWKATOpa)
YK-3: CnocobeH YK-3.1: IToHumaem YK-3.1: Ketic-3adanue
ocyujecme/isimb a¢ppexmusHocmb YK-3.1: Konnoksuym 3quém:
coquarbroe UCNONb306AHUS CMpame2uu 3Haem Kpocc-KynbmypHble CobecedosaHue KoHmposbHble
e3aumooeticmeaue u .
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npeseHmayuu pe3ynbmamoe npeseHmayuu pe3ynbmamoe
pabomblt pabombl 8 pamMKax Kpocc-
YK-3.2: Cobaodaem KY/bIMYPHbIX KO/AIEKMUBO8
muyecKue HOpMbl 8
MEHCAUYHOCMHOM VK-3.2-
npogeccuoHanbHOM 0bLeHUU VK-3.2-
3Haem 0CHOBbI 3MUKU
MENHCAUUHOCMHOR0
npogeccuoHanbHo20 obujeHus 8
DAMKAX KpOCC-KYAbMYPHbIX
KO/1eKmugos
Ymeem & pamkax Kpocc-
KY/IbMyPHbIX KO/LIEKMUBO8 C
UCNONb308AHUEM SMUUECKUX
HOpM
Bnadeem Hasbikamu
cob00eHuUs ImuYecKux HopMm 8
DAMKAX KpOCC-KYAbMYPHbIX
KO/N1eKmugos
IIK-7: Cnocoben IIK-7.1: Cobupaem OaHHble IK-7.1: Kelic-3a0aHue
cobpamb 0/151 nposedeHuUs! HaQy4HO20 IIK-7.1: CobecedosaHue 3quém:
Heobxo0uMbie 015 uccnedoganus, npogodum ux  |3Haem ocHOBHbIe cNOCoBbI KoHmposbHble
HayUHO20 aHanus c6opa 0aHHbIX 051 HAYUHO20
uccnedoeaHus €0npocnl
dantbe, IIK-7.2: T'omogum uccnedosaHus
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3. CTpyKTypa U cojepkKaHHe AUCLUILIUHbI

3.1 TpyAoeMKOCTb AMCLUTI/IUHBI

ouyHasA

OO01ast TPYA0eMKOCTb, 3.€. 4

Yacos 1o yue0HOMY IJIaHY 144
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(mpakTuyeckue
3aHsATHsA/Mabopa
TOpHBIE
paboThbI), Uacel
0 0 0 0 0
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0 0 0 0 0
Unit 1. Cross-Cultural Differences. Main Cross-Cultural Management 74 9 2 24 50
Challenges
Unit 2. Business cultures in the main clusters. Culture and styles of 69 9 2 94 45
management
ArTrecrarust 0
KCP 1 1
Urtoro 144 4 44 49 95

Contents of sections and topics of the discipline

Unit 1. Cross-Cultural Differences. Main Cross-Cultural Management Challenges
Unit 2. Business cultures in the main clusters. Culture and styles of management

4. YueGHO-MeTOfUUeCKOe 00ecrieueHre CaMOCTOSITe/IbHON PadoThI 00yUaromuxcs

CamocrosTenbHass paboTa 00yJaroU[uMXCsi BK/IOUaeT B Cebsi MOATOTOBKY K KOHTPOJIbHBIM BOIIPOCAM M
3aIaHUSIM JIIsT TeKYIIero KOHTPOJISI M TIPOME)KYTOUHOM aTTeCTalliy TI0 UTOTaM OCBOEHUsl AUCLUTUIMHBI
MPUBE/J€HHBIM B II. 5.

st obecrieueHnst CaMOCTOSITE/TBHOM PabOTHI 00yUarOLHXCsl MCTIONB3YIOTCS:
- 3n1eKTpOHHbIM Kypc "International Activities" (https://e-learning.unn.ru/course/view.php?id=2678).

5. Assessment tools for ongoing monitoring of learning progress and interim certification in the
discipline (module)

5.1 Model assignments required for assessment of learning outcomes during the ongoing
monitoring of learning progress with the criteria for their assessment:

5.1.1 Model assignments (assessment tool - Case task) to assess the development of the
competency YK-3:

My negotiating dilemma (A ConSultant Interview)

DUTCH and SOUTh Korean Companies

In the case study below, a Dutch business consultant gives his account of a problem that he was called in to
resolve. The problem involved a South Korean company and a Dutch advertising agency.

One of my clients was a South Korean company established in the Netherlands. The sales targets that the
company had been given by the headquarters in Seoul were very high. To help the company reach these targets,
it hired an advertising agency. The agency went to work and came up with a total media campaign which the
South Korean company accepted and allowed to be set in motion. One ingredient of the campaign was a simple
but innovative slogan that quickly caught on.



The advertising agency continued the campaign, which appeared to maintain its success. The initial euphoria
within the company, however, had evaporated. Its managers thought the agency’s bills were too high, not only
because the agency had been working with them for two years, but also because they were suspicious about the
actual hours that the agency was spending on producing the advertising. They knew it was difficult to check on
the time needed to come up with brilliant ideas, but still they felt that the Dutch were taking advantage of the
situation. As I discovered later, a comment which was frequently heard at the top of the company was: “You
have to be careful with those Dutch.’

The Korean company started to withhold payments. The director of the Dutch agency saw this as a typical tactic
of the Koreans to get lower prices. He shared the view held by some businesses that Koreans easily breach
contracts, a perception that usually comes about because people are generally unaware of how Koreans interpret
the word ‘trust’. Having tried to explain this to him, it was not really a surprise to hear from the Koreans that
they intended to break their contract with the agency. I told them it could damage their name in the market if
they did so, and reminded them that all the slogans used to promote their products remained the (intellectual)
property of the advertising agency.

Well, the agency threatened to take the Korean company to court to recover the money it was owed. They did
so, despite being eager to continue with the contract. Losing it would mean disaster for a company that had only
started up a few months before getting the Korean contract.

A meeting took place between the two sides without my presence. During it the Koreans made it clear that they
were not going to pay. The young manager representing the agency told the Koreans that they would not be
allowed to use the slogans any more if the contract was terminated. The Korean management called me in and
asked me to help. I had a dilemma. It was in my clients’ interest to continue the contract. Breaking it would
mean putting an end to the whole advertisement campaign that they needed so much (since they were new in the
market). The Dutch had good arguments for the amounts they had charged and were really afraid of losing the
contract. If the advertising agency started legal proceedings, the Koreans would have no chance of winning the
case. Source: Browaeys & Trompenaars, 2000: case 10, adapted.

Questions and discussion

1. What exactly is the dilemma referred to in the last paragraph?

2. How would you describe the contrast between the South Koreans and the Dutch when they are doing
business?

3. How do you think the dilemma could be resolved?

5.1.2 Model assignments (assessment tool - Case task) to assess the development of the
competency IIK-7:

A MIDDLE EAST MOSAIC

Abstract an American expatriate is assigned to work in a non-profit organization in Jordan that sought to
promote Jordanian exports, especially those produced and sold by female entrepreneurs. She experienced
difficulties as she attempted to promote the economic standing of women in Jordan, and became involved in
organizational politics she did not understand.

Anne burns, a forty-five year old American woman who started a number of businesses in the United States,
was hired by a recently established non-profit organization called ExportJordan. Working with a grant from
USAID, ExportJordan’s mission was to further develop local businesses in Jordan in order to capitalize on the
recently signed free trade agreement with the United States. Having just sold her last business, and having her
two grown children out of the house, Anne and her husband, Don, decided to forgo their empty nest and strike



out on a new adventure in the middle east. Anne and don did not need to work since the businesses they had
created, and sold, provided more than a comfortable living for them. Having many productive years ahead of
them, they sought out a unique challenge. Jordan was to be that new challenge.

Jordan

Jordan is a constitutional monarchy based on heredity. Male descendants of the dynasty of King Abdullah bin al
Hussein inherit the throne and rule the country without opposition. The country now called Jordan was created
at the end of World War I when the League of Nations gave the territory to the United Kingdom to rule. The UK
created a semi-autonomous jurisdiction called the Emirate of Transjordan. In 1946 Transjordan became an
independent country and changed its name in 1950 to the Hashemite Kingdom of Jordan. The country is
presently ruled by King Abdullah II, a western educated and progressive leader who has strong ties to the
United States. King Abdullah has moved for a free press, democratic reform, and women’s rights. King
Abdullah’s father ruled Jordan through much of its independence. As King Abdullah has moved for even more
reforms than his father, both the United States and the European Union have rewarded Jordan with free trade
agreements. Jordan is a member of the World Trade Organization. The close ties between Jordan and western
nations, coupled with the King and his wife’s desire to advance the status of women helped create ExportJordan.
ExportJordan was charged with helping to create an entrepreneurial spirit among Jordan’s female citizens, and
to help them develop and export products. Currently Jordan is successful in exporting clothing, food products,
phosphate, and some pharmaceuticals. With the new free trade agreements it was hoped that additional areas
could be developed for export.

Trouble from the Start

It was a spirit of adventure and a genuine desire to help others that lead Anne and her husband to Jordan. They
were both impressed with the young King and his views for leading his country into the 21st Century. They had
hoped to find a cooperative environment, but that hope was somewhat challenged from the start.

When Anne arrived at the offices of ExportJordan for the first time, she met Hayat Maani. Hayat was a western
educated

young woman with passion. She was deeply concerned with the plight of women in her country and was
involved in a number of social causes throughout Jordan. She welcomed Anne and gave her a tour of the offices,
explaining what the organization did and what Anne’s role would be in the new venture. Anne would work
closely with Hayat in helping small businesses owned by Jordanian women to find international buyers for their
products. The mission of ExportJordan was to promote all Jordanian products, but Anne would mainly be
involved in helping female entrepreneurs. On the initial office tour and series of introduction, Anne met Jafar
Faqir, a middle-aged man who worked in the export finance division of the organization. Hayat introduced Jafar
to Anne. Jafar did not extend his hand when Anne initiated a handshake and she thought this a bit odd, but
quickly forgot about it when Jafar asked her “how do you find Jordan.” Anne explained that she had only been
in the country a short time but that she was very impressed with the King and his approach to the advancement
of women. The look on Jafar’s face told Anne that he did not like her response. Hayat told Jafar that Anne
would be responsible for promoting women entrepreneurs and Jafar told her to remember these words, “The eye
cannot rise above the eyebrow.” Hayat shouted to Jafar something in Arabic and Jafar left without saying
another word. When Anne asked what had just happened,

Hayat simply said that unfortunately not all Jordanian men were supportive of equality for women. Anne would
find that this would not be her only negative encounter with Jafar.



The rest of the day went smoothly for Anne as she continued to meet more people associated with the
organization. She noticed that all of the women in the offices wore a hijab or headscarf, except for Hayat. Anne
noticed other interesting cultural dimensions, such as the common response “Inshallah” or God willing.” Many
of the people she met seemed very interested in her and asked many questions, such as how many children she
and her husband had, especially boys. Anne and her husband had two girls and when she told this to one of her
male colleagues, he responded with “Oh, I’m so sorry.” Anne knew that it was going to be a very different and
interesting experience living in the Middle East.

Progress Begins

Anne and Don settled into their life in Jordan and apart from the normal difficulties of living abroad, the couple
didn’t feel as if they experienced too much difficulty adjusting. Although there were no other Westerners at
ExportJordan, Anne and Don met other American and British expatriates and enjoyed their company and they
all enjoyed sharing their experiences living in Jordan. Don kept busy looking for business opportunities for
himself and helping Anne with her assignment.

After two months it became clear to Anne that she was in need of an assistant to help her with the preliminary
analytical work she was doing. Anne suggested to Hayat that Don be hired to help her. Hayat told her that she
didn’t think that would be possible, however, she would find someone else to help her.

After a few days, Hayat introduced Anne to Karim Dabbas, a young Jordanian man who was hired as her
assistant. Karim spoke English well, yet his youth and inexperience gave Anne some concern. With the help of
Karim, Anne completed her initial analysis and was ready to begin to do her fieldwork. Anne had planned on
hosting seminars for women around Jordan explaining the possibilities of the export market and finding women
with whom she could personally consult about their businesses. Karim would be helpful in the fieldwork, acting
as both a driver and interpreter.

The first seminar was planned for Amman and was heavily promoted. Although Anne and Hayat had hoped for
a very large audience, they were not unhappy with the few women who attended, because among the attendees
were some good prospects for the export market. With Anne’s expertise in creating business plans and her
knowledge of the U.S. market, Anne and Hayat began helping three women who produced crafts which were
felt had international appeal. Additional seminars were planned for other cities in Jordan in the future, and Anne
was convinced that she would be able to make a contribution to ExportJordan.

Warnings from Jafar

During the next two weeks Anne and Karim worked with the three women from the seminar on their business
plans and creating ways of making their products more appealing to the global marketplace. Anne had not seen
Hayat for a few days but she and Karim were busy, and she really didn’t need any help from Hayat at that time.
One of the female entrepreneurs introduced Anne to two other women who were seeking help with their
businesses and so Anne now had five clients to assist. With the increasing workload, Anne began to turn more
responsibility over to Karim.

Karim was not confident that he could do the work requested by Anne, but she tried to reassure him that he was
capable and there would not be any problems. Karim made slow progress and frequently asked Anne for help
with his work. Anne became increasingly frustrated by the slow pace of Karim’s work and his constant need for
assurances. She developed a nickname for him, “worn sole,” meaning that he was wearing out the bottom of his
shoes running back and forth from his office to hers asking questions. His nickname appeared appropriate as
well to her in that Karim was constantly worried and thus was developing a “worn soul.” Karim took the puns in
stride but, nevertheless, didn’t seem to change his behavior.



One particular incident involving Karim produced difficulties for Anne. She was standing in the hallway talking
to another ExportJordan employee when Karim came running down the hall, again looking for her. She
mentioned to her coworker “here comes old worn sole again.” She continued to tell the coworker about Karim’s
weaknesses and as she discussed these weaknesses she noticed that Jafar was near and listening. Anne and Jafar
did not have much contact with each other, yet the relationship between the two was strained. When they passed
in the hall Jafar would not even look at Anne. After once again giving Karim clarification on his task, Anne
turned to Jafar and asked him if he needed anything from her. He stared at her for what seemed like a very long
time and then muttered, “Just remember this — the family knife does not cut.” At this point Anne had had
enough with Jafar and his sayings and so she decided to confront him. Jafar turned and went back to his office
and Anne followed him. Anne asked Jafar, in a loud voice, “What is it with you and all of these bullshit
sayings.” Jafar’s eyes got big as he pointed his finger towards her and told her that she should be very careful in
her “American ways.” With no intention of letting this go, Anne sat down in the chair in front of Jafar’s desk
and propped her feet up on his desk. She told Jafar to sit down, as they needed to talk. Jafar refused to sit down
and asked her leave. Anne began to explain to Jafar that she was in Jordan to help the Jordanian people and that
by helping women to develop their businesses she was helping all people in Jordan. It appeared to Anne that
Jafar was not listening to a word she was saying. After a long silence Anne stood up and walked out of the
office. As she was leaving Jafar said to her “Don’t you want to know what happened to your friend, Hayat?”
When she turned in surprise, Jafar closed and locked the door.

Anne hadn’t seen Hayat for a number of days and was curious where she was but now she was concerned. Anne
immediately found Karim and asked him if he knew where Hayat was, and he responded that he didn’t. He also
didn’t know if she still worked at ExportJordan. Anne began to ask others in the offices if they knew what
happened to Hayat, and it seemed that no one did. One of her colleagues, Mania told her that she thought that
Hayat had been fired and that Jafar had something to do with it. Already upset with Jafar, Anne decided that it
was time to confront him again. She went to his office and found the door unlocked this time. She barged in and
demanded to know what he meant by his statement about Hayat and what happened to her. At first Jafar denied
knowing much about the situation and told her that he was only in charge of financing arrangements and that he
had no authority over Hayat. Anne losing her temper shouted to Jafar, “Goddamn it Jafar, tell me the truth about
Hayat.” At that moment it appeared that a calm had come over Jafar. He put his head down and stared at the
floor. He then raised his head and told Anne that he wanted her to tell him about “the truth of America’s plan to
eliminate Palestine.” Anne could see that this conversation was not going well and decided just to leave Jafar’s
office. Before she could go, Jafar approached her, stood very close, and looking into her eyes announced,
“Muslim Brotherhood will prevail.” Anne felt frightened and threatened as she left the office.

Meeting with the Director

Anne made it straight to her office and felt comfort there. She composed herself and began thinking about what
she should do. The organizational structure of ExportJordan was very unstructured and Anne really did not have
a supervisor. Hayat acted in some ways as her manager, however, Hayat really did not have formal authority
over Anne, and Anne also was not sure whom Jafar reported to as well. Anne decided that perhaps she should
schedule an appointment with Dr. Massimi, director of ExportJordan. She felt a bit uncomfortable approaching
him directly, but since there really wasn’t any formal organizational structure (at least that she knew), she
reasoned that it would not be improper. She had met Dr. Massimi on a number of occasions and he appeared to
be a very kind and understanding man. She hoped that a meeting with him would clear up what happened to
Hayat and resolve the tensions with Jafar. Anne asked Karim to call and schedule an appointment for her with
Dr. Massimi. Karim appeared very nervous and didn’t appear to want to talk. He said he would do it as soon as
he returned from a meeting. Anne wasn’t aware of any meeting involving Karim and he wasn’t forthcoming
about the details. Anne decided to do some work to get her mind off the Jafar incident. Later in the afternoon
Anne came out of her office to check on Karim. He was nowhere to be found. Anne asked if anyone knew
where Karim was and was told by one of her colleagues that he was with Jafar. Surprised by this information,



Anne went back in her office and decided to call Dr. Massimi herself. Dr. Massimi answered the telephone
directly and Anne told him that she needed to see him as soon as possible. He told her that she could come to his
office immediately. Anne entered the office and immediately asked Dr. Massimi what happened to Hayat. Dr.
Massimi sat in his chair and without answering, asked her how she was enjoying Jordan. Anne told him that she
liked most of the people but that she was having a problem with Jafar. At that moment an assistant brought a
tray of tea into the office and offered a cup to Anne. She was too upset to drink tea, she told the assistant. Dr.
Massimi took a cup and told Anne to take a cup and that it would calm her. Anne still refused the tea. As Dr.
Massimi enjoyed his tea, Anne began to tell him about Jafar. He listened a bit and then asked Anne about her
family. Anne told him that they were fine and then proceeded to again explain her situation with Jafar. Dr.
Massimi listened a bit more and then interrupted Anne again by telling her about his family and told her that his
son was studying in the United States. He explained that his son had some difficulties adjusting to American
culture. Anne told Dr. Massimi that she and her husband were adjusting well but that she was having problems
with her job. Dr. Massimi then began telling a story about his first international job in Iran. He went into great
detail about the problems he experienced. Anne listened but wondered if Dr. Massimi was just avoiding her
questions. Anne decided to take another approach. When Dr. Massimi finished his story, Anne told him how
happy she was to be able to help Jordanian women and that she was hoping that she could be more successful in
her job. Dr. Massimi told her that she was providing a very important service to Jordan and that her work was
appreciated. When Anne started to mention Jafar again Dr. Massimi interrupted her to ask if she had visited
Petra. When she said that she had planned a visit but had not yet had time, Dr. Massimi began to tell her the
history of this ancient city and its importance. Visitors to the office interrupted the history lesson. Three men
from the Jordanian Ministry of Tourism stopped by to see Dr. Massimi. He invited them in and introduced them
to Anne. Dr. Massimi told the men that he was just talking about Petra and the four men began a discussion
about tourist sites in Jordan, and more tea was brought in the office. The four men discussed many things,
sometimes in Arabic and sometimes in English, as Anne sat looking at her watch. Getting impatient Anne got
up and told Dr. Massimi that she would come back and talk to him “when he could give her his full attention.”
Returning to her office, Anne decided that she should compose an email message to Dr. Massimi explaining
what she was not able to explain in his office. She explained the situation with Jafar, asked for clarification on
Hayat, and told him that she was confused by the structure of the organization. As Anne was ready to leave for
home she checked her email one last time. There was a response from Dr. Massimi. As she anxiously opened
the message expecting to get clarification on all the issues, she was shocked to see the response was “Yes, Mrs.
Burn, Jordan is a complex country.” He did invite her to come to see him again so that they could discuss her
situation.

Rarick, Charles. Cases in Cross-Cultural Management (Kindle Locations 856-868). . Kindle Edition.

1. Which facts from the article were for you
well-known

completely new
unbelievable or
surprising?

1. Indicate all the cultural-based conflicts and tensions indicated in the paper. Is there chance to avoid or
mitigate them better?



2. Consider one-two cultural-based conflicts and tensions described in the case. Which is from four
Hofstede basic cultural parameters (Individualism-Collectivism; Power distance; Uncertainty
Avoidance; Masculinity-Femininity) involved in them

3. Have you known (seen) the similar conflicts and situations solved better, in a more constructive win-
win way? Or were they only failures?

Assessment criteria (assessment tool — Case task)

Grade Assessment criteria

YpoBeHb 3HaHui B 06BeMe, TTPeBLIILAIOIIEM ITPOrpaMMy MOTOTOBKK Y POBeHb 3HaHUM B 00beMe,
COOTBETCTBYHOLI[EM ITPOTrpaMMe TOAroToBKH. OO0k HeT. YpoBeHb 3HaHUM B 00beMe,
COOTBETCTBYHOL[EM TPOrPaMMe TIOATOTOBKH. J]OMyIIieHO HeCKOJIbKO HeCyIeCTBeHHBIX OLIMO0K
pass YpoBeHb 3HaHU B 00beMe, COOTBETCTBYIOIL{EM IIPOrpaMMe MOAT0TOBKH. JoMyliiieHo HeCKOIbKO
HerpyObIX omrMO0K MUHUMAIBLHO IOy CTHMBIN YPOBEHb 3HaHWH. J]OITyIIleHO MHOTO HeTpyObIX

OLINOOK

fail ~ OrcyTcTBHe TeopeTHUYeCKHX 3HAHUN. 3HAHWSI MUHUMaJIbHbIe, He[J0CTaTOUHbIe

5.1.3 Model assignments (assessment tool - Interview) to assess the development of the
competency YK-3:

Determinants of culture

Levels of culture

Dimensions of culture: Hofstede and GLOBE projects
Western business cultures

Asian business cultures

5.1.4 Model assignments (assessment tool - Interview) to assess the development of the
competency IIK-7:

Dimensions of culture and their effects on management: Power Distance

Dimensions of culture and their effects on management: Individualism/Collectivism
Dimensions of culture and their effects on management: Masculinity/Femininity
Dimensions of culture and their effects on management: Uncertainty Avoidance
Dimensions of culture and their effects on management: Long vs Short Term Orientation
Dimensions of culture and their effects on management: Indulgence vs Restraint

Assessment criteria (assessment tool — Interview)



Grade Assessment criteria

YpoBeHb 3HaHMI B 00BeMe, MPeBBILAIEM TIPOrPAMMY TTOTOTOBKHM Y POBEHb 3HAHUM B 00beMe,
COOTBETCTBYIOILIEM TTPOrpaMMe MoAroToBKU. Ommbok HeT. YpoBeHb 3HaHWH B 00beMe,
COOTBETCTBYHOLI[EM TPOrpaMMe TIOArOTOBKH. J]0MyIrieHo HeCKOIbKO HeCyI|eCTBEHHBIX OMINO0K

ass N

P YpoBeHb 3HaHUH B 06beMe, COOTBETCTBYIOIEM TIPOrpaMMe MOJTOTOBKH. [TOMyIIieHO HEeCKOIbKO
Herpy6bIx om0k MUHUMA/ILHO /10Ty CTHMbIN YPOBEHb 3HAHUH. []OTTyIIIeHO MHOT'O HETPYyObIX
OLIMOOK

fail OTCyTCTBHE TEOPETUUECKMX 3HAHMI. 3HAHHS MUHUMAa/bHbIe, HeZI0CTaTOUHbIe

5.2. Description of scales for assessing learning outcomes in the discipline during interim

certification
IITkana oneHUBaHUs C()OPMHUPOBAHHOCTH KOMIIeTeHLINH
YpoBen
b
copmu Hey/0B/IETBOP YAOBJIETBO 04YeHb
IJI0X0 XOpOIII0 OT/INYHO MPeBOCX0/{HO
pOBaHH HUTEe/ILHO PHTe/IBHO XO0pOoIIo
ocTH
KOMITIET
eHIUH
(uHUK
aropa
ROCTHK He 3aUTeHO0 3a4YTEeHO
eHus
KOMIIeT
eHIHiN)
YpoBeHb
OtcyTcTBUE YpoBseHb poset
o . 3HaHWH B
3HaHUU MuHuManeH | 3HaHUM B o6eme YpoBeHb
TeopeTHUUecKoro o obneme, ’ 3HaHUM B
YpoBeHb COOTBETCTBY YpoBeHb
MaTepHasa. N JIOTyCTUMBI | COOTBETCTBY obbeme, N
3HaHUN HIDKe o Io1eM 3HaHWUM B
HeBo3Mo>XHOCTD 11 ypOBeHb 01L[eM COOTBETCTB
MUHUMaJIbHBIX 9 rporpaMme obbeme,
3HaHUSl | OLIEHUThH MOJIHOTY N 3HaHUM. rporpamme yIOIIeM
o TpeboBaHU. MOJTOTOBKH TIpeBhILIAOLIe
3HaHUM [JonyieHo MO/ATOTOBKU rporpamme
Nwmenu mecto . JonymeHo M IIPOrpamMmmy
BC/Ie[iCTBHE MHOT'0 . Jony1eHo TO/ITOTOBK
rpyObie omubKu HeCKOJIbKO TO/ITOTOBKH.
OTKa3za HerpyObIx HEeCKOJIbKO u. Ommbok
Hecyl1llecTBe
obyuaroiierocst ot omb0ok HerpyObIx HHLIX HeT.
OTBeTa omb0ok
omnboK
[IpogemoHc
TPUPOBaHbI
IIpomemonc PHp
IIpogemoHc | Bce
IIposeMOHC | TpUpOBaHEI
TPUPOBaHbl | OCHOBHbIE
TpPUpOBaHbl | Bce
BCe yMeHHUS. IIpogemoHcTp
OCHOBHbIE OCHOBHbIE
OTcytcTBHE OCHOBHbIE Periennt HPOBaHbI BCe
[Ipu pereHun yMeHwUsl. YMeHUSL.
MUHHMMaJIbHbIX YMEeHUSL. BCE OCHOBHBbIe
o CTaH/lapTHBIX Peruens! Peruens! Bce
YMeHHUI. PellieHbl Bce | OCHOBHbIE YMEeHUSL.
3a/1a4 He TUIOBbIE OCHOBHbIE
HeB03MO>KHOCTb OCHOBHbIe 3a7iauu ¢ Peruiensl Bce
TPOJIEMOHCTPUP | 3afauM C 3a/,auu C
OLIEHUTh Ha/Iu4Ke 3aJaui. OTJeJIbHBIM | OCHOBHbBIE
Ymenust N OBaHBI HerpyObIMH | HerpyObIMU
YMeHU BrimosiHeHsl | U 3aJau.
OCHOBHBIe ommMOKamMy. | OHIMOKamu.
BC/Ie[iCTBUE BCe 3a/laHUs | HecylllecTB | BbInosHeHbl
ymenus1. imenu | BeinosiHeHsl | BbinonHeHsl
OTKa3sa B [10JIHOM eHHBbIMU BCe 3a/laHus, B
MecTo rpy6bie BCe BCe 3a/jaHus
obyuaroierocs ot obbeMe, HO | HefoueTaM | TOJTHOM
OLIMOKH 33J]aHus], HO | B IIOJIHOM
OTBeTa HEeKOTOpble u, ob6beme Ge3
He B obneme, HO
c BBINOJIHEH He/l0ueToB
TOJIHOM HEKOTOpble
HejloueTaMH | bl Bce
obbeme d
3aJaHus B
HeZloueTaMu
TIOJTHOM
obbeme
HaBbiku | OTcyTCcTBUE [Ipu pemennn Nmeetca IIpomemonc | IIpomemonc | IIpoxemonc | IIpogeMoHCTp
6a30BbIX CTaHJAPTHBIX MUHMMa/IbH | TPUPOBaHbl | TPUPOBaHbl | TPUPOBaHbl | MPOBaH




bl Habop
HAaBBIKOB. 6azoBble HaBBIKK

HaBBIKOB 6a3oBble
HeB03MOXXHOCTb 3ajiau He HAaBBIKH TIpU U .

ISt HaBBIKU TIPU TBOPYECKHIH
OLIeHUTb Ha/IMUMe | MPOZEMOHCTPHD peLIeHnH peliIeHnn

pelLeHust peleHnn MOZIXO/, K
HaBBIKOB oBaHbI 6a30BbIe CTaHJAPTHBI HeCTaHJapT

CTaHZApPTHBI CTaHJapTHBI PeILLEeHHI0
BCJIEZICTBUE HaBbIKU. VImMenn X 3aau ¢ HBIX 334

X 33au ¢ X 3a7au 6e3 HeCTaH/apTHBI
OTKa3za MecTo rpy6Obie HEKOTOPbIM 6e3

HEKOTOPBIM OIIMOOK U X 3afiau
obyuaroierocst OT | OmUOKU u ommboK 1

U HeZI0ueToB
oTBeTa HeJloueTaMu HeJJoueToB

Hel0UeTaMu

Scale of assessment for interim certification

Grade Assessment criteria
All the competencies (parts of competencies) to be developed within the discipline have
outstanding been developed at a level no lower than "outstanding", the knowledge and skills for the
relevant competencies have been demonstrated at a level higher than the one set out in the
programme.
excellent All the competencies (parts of competencies) to be developed within the discipline have
been developed at a level no lower than "excellent",
pass very good All the competencies (parts of competencies) to be developed within the discipline have
been developed at a level no lower than "very good",
good All the competencies (parts of competencies) to be developed within the discipline have
been developed at a level no lower than "good",
satisfactory All the competencies (parts of competencies) to be developed within the discipline have
been developed at a level no lower than "satisfactory", with at least one competency
developed at the "satisfactory" level.
unsatisfactory At least one competency has been developed at the "unsatisfactory" level.
fail —
poor At least one competency has been developed at the "poor" level.

5.3 Model control assignments or other materials required to assess learning outcomes during

the interim certification with the criteria for their assessment:

5.3.1 Model assignments (assessment tool - Control questions) to assess the development of the

competency YK-3

Determinants of culture

Levels of culture

Dimensions of culture: Hofstede and GLOBE projects

Western business cultures

Asian business cultures




5.3.2 Model assignments (assessment tool - Control questions) to assess the development of the
competency [1K-7

Dimensions of culture and their effects on management: Power Distance

Dimensions of culture and their effects on management: Individualism/Collectivism
Dimensions of culture and their effects on management: Masculinity/Femininity
Dimensions of culture and their effects on management: Uncertainty Avoidance
Dimensions of culture and their effects on management: Long vs Short Term Orientation
Dimensions of culture and their effects on management: Indulgence vs Restraint

Assessment criteria (assessment tool — Control questions)

Grade Assessment criteria

YpoBeHb 3HaHU B 00beMe, NPeBbIILIAIOLIEM TIPOrPaMMY MOJTOTOBKHM Y pOBEHb 3HaHUM B 00beMe,
COOTBETCTBYHOLI[EM TPOTpaMMe TIOArOTOBKH. O1MO0OK HeT. YpOBeHb 3HaHUM B 00beMe,
COOTBETCTBYIOL|EM IPOrpaMme MOArOTOBKH. J]0IyIieHO HeCKO/IbKO HeCyll|eCTBEeHHbIX OLINO0K
YpoBeHb 3HaHWI B 00bEMe, COOTBETCTBYIOIL[EM TIPOrpaMMe MOATOTOBKH. JlomyiieHo HeCKOIbKO
HerpyObIX OO0k MUHUMALHO 10Ty CTHMBIN YPOBEHb 3HAHUH. J]OTTyIIIeHO MHOT'O HETPyObIX

pass

OLINOO0K

fail OTCYTCTBI/IQ TeOpeTUYeCKuX 3HAHMM. 3HAHUS MHWHHMaJ/IbHbIE, HEJOCTATOYHbIE

6. YueGHO-MeTOfMUECKOE M HH(OPMaLMOHHOE 00ecrieyeHre JUCIUILTHHBI (MO/1y/151)

OcHoBHas /uTeparypa:

1. l'anbuyk Jlaprca MuxaiiioBHa. OCHOBBI KPOCC-KY/IbTYPHOM KOMMYHHUKALIMA U MeHe/)KMeHTa:
npaktryeckuid Kypc=Essentials of Cross-culturalCommunication and Managmeny: A Practical Course :
YuebHoe nmocobre / HoBocnOMpPCKuUii roCyjapCTBeHHbBIN YHUBEPCUTET SKOHOMUKHU H yTIPaBJIeHHSI. -
Mockga : By3oBckuii yuebnuk, 2019. - 240 c. - BO - BakanaBpuart. - ISBN 978-5-9558-0387-6. - ISBN
978-5-16-101895-8. - ISBN 978-5-16-010137-8., https://e-lib.unn.ru/MegaPro/UserEntry?
Action=FindDocs&ids=631729&idb=0.

[JomnonHuTtenbHas 1uTeparypa:

1. XKykoBa Eprenusi EBrenbeBHa. [IesioBoe o01jeHre U KPOCC-KY/IbTypHbIe KOMMYHHUKALIUY : Y ueOHUK;
YuebHUK / MOCKOBCKUM (priHaHCOBO-TIPOMBIIIIEHHBIN yHUBepcuTeT "Cuneprus'. - 1. - Mockea : OO0
"Hayuno-usparensckuii nenrp MHOPA-M", 2022. - 323 c. - BO - bakanaspuar. - ISBN 978-5-16-
017174-6. - ISBN 978-5-16-109565-2., https://e-lib.unn.ru/MegaPro/UserEntry?
Action=FindDocs&ids=834963&idb=0.



[TporpammHoOe obecrieueHue v IHTepHeT-pecypchl (B COOTBETCTBUH C CO/IEPYKAHUEM IHCIUITUHBI):
Hofstede insights https://www.hofstede-insights.com/

7. MaTepHa/IbHO-TeXHHYeCKoe ofecreyeHUe JUCLUIIMHBI (MO/Y /1)

YueOHble ayUTOPUM [i/isI TIPOBeJIeHHs yueOHBbIX 3aHSITHM, TpeJyCMOTPeHHBbIX 00pa3oBaTe/bHOM
MIPOTPaMMOM, OCHaIeHbl MYJbTUMEAUMHBIM 000pyZoBaHUEeM (TIPOEKTOP, 3KpaH), TeXHUUYeCKUMH
cpeAcTBaMu 00yYeHHs, KOMITbIOTepaMH.

[MTomeljeHust 151 CaMOCTOSITeNbHOM paboThl 00YYarOLMXCsl OCHALL|eHbl KOMITbIOTEPHON TeXHUKOW C
BO3MO)KHOCTBIO TIOJK/IIOUeHUs1 K ceTd "VHTepHer" u obecrieyeHbl [JOCTYTIOM B 3JIEKTPOHHYIO
nH(pOpMalMOHHO-00pa3oBaTe/bHYI0 Cpefy.

IMporpamma coctaBsieHa B cooTBeTcTBUM ¢ TpeboBanusimu OC HHIY 1o HampaBieHUro
noArorosku/crieranbHOCTU 38.03.01 - Economics.

Author(s): 'opbyHoBa Mapus JIaBpoBHa, JOKTOP SKOHOMUUECKUX HayK, JAOLEHT.
3aBepaytoiuii Kadeapoii: 'opbyHoBa Mapust JIaBpoBHa, JOKTOP SKOHOMUUECKUX HayK.

ITporpamma o/j00peHa Ha 3ace/laHUH MEeTOIUUeCKOM Komuccuu ot 12.12.23, npotokon Ne 6.
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