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Unit 1

Passage One

Nature doesn’t negotiate. This gi(ioﬁ] is worth remembering as we enter the
second year of the International Deca;ie for Natural Disaster Reduction, declared
by the UN. Among the non-negotiable events to be expected during the decade
are earthquakes. As an engineer in California observed in the aftermath of the
state’s 1989 quake: “Earthquakes don’t kill people. Buildings do.”

Nobody wants to spend extra money preparing for something that may never

happen and earthqu;k/e engineering has long been neglected. Now that attitude is

&iﬁgj?os}mm the West Coast, which has ;nore money than other
earthquake zones to experiment with new designs and materials. The value of
wellbuilt buildings is not lost on Californians. The \ejrt\h/(luake of October 17
1989 in San Francisco reached a magnitude of 7.1 on the Richter scale and killed
62 pmma Eigmtude of 6. 7 klil:;(; ;i)out
25,000.

Earthquake engineers may not have needed to be reminded that building de-

-

sign can make all the difference between life and death, but the Californian quake
has increased publjc ;nterest in earthquake-resistant designs. These range from
the mundane, such as reinforcing masonry walls with steel beams to strengthen
them, to the exotic, such as supporting an “entire bu1ldmg on rubber so that the
structure“floats” 1;1:15;lat10n

To understand how engineers are preparing for earthquakes, one needs to
know a little about how buildings behave when shaken. Place several dishes of
jelly on a table and rhythmically shake the edge. The jellies will shake too, but
some more than others. Each jelly‘ will sway back and forth in a characteristic
time, or period, that depends predominantly on its height and consistency.
Those jellies whose natural frequency matches the frequency of the shakes will os-
cillate with the greatest amplitude——the two frequencies are said to be “in reso-

»
nance .



1.From the comparison between San Francisco and Armenia, what can you get?
A. Nobody wants to spend extra money to prepare for something that may nev-
er happen.
@Earthquake engineering has long been neglected.
C. West Coast spends more money in experimenting with new designs and ma-
terials. .
\‘Q, The value of well-built buildings is not lost on Californians.
2. Why some jellies shake more than others?
A. Engineers place several dishes of jelly on a table and rhythmically shake the
edge.
B. Each jelly will sway back and forth in a characteristic time.
C.Each jelly shakes in a style decided predominantly by its height and consis-
tency.
D. Those jellies whose natural frequency matches the frequency of the shakes
will oscillate with the greatest amplitude.
3. Which of the following statements is the main idea of the passage?
A. Building design can make all the difference between life and death, so people
should pay more attention to it.
B. Nature doesn’t negotiate.
C. Each jelly will sway back and forth in a characteristic time, or period, that
depends predominantly on its height and consistency.
D. The 1988 quake in Armenia, with a magnitude of 6.7, killed about 25000.
4.How do buildings behave when quaked?
A.Each building will sway back and forth in a characteristic time, or period,
and some more than others.
B. Each building will shake rhythmically the same with others.
C. Each building will break down immediately.

D. Buildings will be in resonance with the earthquake.

Attachment: Glossary

negotiate v. WAL YRR A 8 R ) A (B AR B )
axiom n. NEGEN S

to neglect v. B B A A }
magnitude n. KA HEE SR BR

z/’ma(:c,fwftju=¢/f'
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Richrer n. HILER

Armenia W% e
earthquake-resistant a. PLEM
mundane a. . R HENEALM
reinforce v. maE ;R R TS, BACE 1B AN
masonry n. BL(LR), KRR
beam n. 2 Mk
exotic a. SRR 5 R B AF R
rubber n. W & U e
jelly /]2 . BT ) s
rhythmically ad . Aoz A
predominantly ad . dT Lo FE M, S
consistency n. A B
frequency n. W
oscillate v. Z3; E TSRS &
amplitude n. R B ; 0
resonance n. IR, B 20

Passage Two

One could well imagine a dictionary entry that reads, “Honda, n. automo-
bile, cf. affordable, reliable, friendly.” Or in the words of the prospective car
buyers portrayed in its U. S. television commercials, “I’ Il take it.” Buyers all
over the world did, pushing sales of Honda cars and Honda motorc‘ycles into the
millions.

Behind those definitions, though, there was a flesh-and-blood Honda, a
self-made giant of Japanese industry who hated boardrooms and preferred getting
grease on his hands as he tinkered alongside his engineers with the little cars that
would zoom across the Pacific and conquer America. When Soichiro Honda, 84,
died last week of liver failure, the company he founded in 1948 was ranked fourth
in Japan and poised to displace Chrysler as the third largest producer of passenger
cars in the U.S.

Honda was fated to build cars. The son of a village black-smith, he was no
more than six when, breathless and memerized, he ran through the streets of his

native town, near Hamamatsu, chasing a Ford Model T. By 18 he had built his
3



first auto, powered by a discarded American airplane engine. The aftermath of
the war provided him with priceless opportunities, especially after U. S. occupa-
tion forces purged the upper echelons of Japanese industi‘y and government, open-
ing the doors for outsiders, Honda decided to manufacture affordable motorcycles
that would allow the Japanese to move cheaply from farms to cities to buy, sell or
work.

Honda refused to obey the Ministry of International Trade and Industry
when it ordered >him to stick to motorcycles. Japan, it said, did not need more
than a few car manufacturers. Honda ignored them. He also helped establish the

' company policy of setting up factories in the U.S. then Japanese competitors such
as Toyota saw no wisdom in building abroad.
5. According to the second paragraph, which one of the following best describes
Mr. Honda?
A.Mr. Honda was an imaginary hero in Japanese Mythology.
B.Mr. Honda was a diligent person who always seated himself in his office
reading a great number of reports.
C.Mr. Honda was a severe person who always wear clean suit and white
gloves.
D.Mr. Honda loved to fiddle with the little cars in the workshop accompanied
by engineers.
6. The company Honda founded was all set to
A . become the third largest car producer in U. S.
B. remove Chrysler from its present position
C. put Chrysler out of business
D. push sales in the United States
7.Honda was fated to build cars, because
A. he was the son of a village black-smith
B. Honda decided to manufacture affordable motorcycles that would allow the
Japanese to move cheaply from farms to cities to buy, sell or work
C.Ministry of International Trade and Industry of Japan said that Japan did
not need more than a few car manufacturers
D. he ran chasing a Ford Model T when he was 6, and by 18 he had built his
first auto. By grasping opportunities he began to manufacture motorcycles

8. Which of the following factors contributes to make Honda a giant automaker?

4



A.Education, noble origin and inheritage.
B. Tenacity, determination and timing.
C. Luc};_, 4cun(nings and cruelty.

D. Poverty, inferiority and pitiablity.

Attachment: Glossary

of. [$I]( = confer) B &, K HLE
_ prospective a. BIAR ;R EH
portray v. m%‘:, HH, ﬁf)zﬁ
motorcycle n. EE
. flesh-and-blood a. LRRAFEERT s B
self-made a. REHCHIHIM, HFEXH
boardroom n. SWE
grease n. T Ag ; R B ; 18 3 T
tinker s A E ; R ARG &4
tinker with BARBGEHE 4 5 T 5 £l B9 EL 12
#*
alongside prep Eeee G- Ry 1| R R
_ zoom . n R (ERERE ) AR AT
_ poise v. {# - 4 ; F AF HEAR; fHEAR AR )
displace v. #®ah- MALE R (ENWALE &
R
be poised to BT S
passenger car /J\gi-
blacksmith n. iR
breathless a. SRFER R SRS
to mesmerize v. R A
aftermath n. JE R &R (H %) S REH—
priceless a. T, Tk
purge v. i el s T O 5 T BR
echelon n. (BB SFRETHEFR, B ZE

Passage Three

The number of women directors appointed to corporate boards in the United

5



States has increased dramatically, but the ratio of female to male directors re-
mains low. Although pressure to recruit women directors, unlike that to employ
women in the general work force, does not derive from legislation, it is neverthe-
less real.

Although small companies were the first to have women directors, large cor-
porations currently have a higher percentage of women on their boards. When the
chairs of these large corporations began recruiting women to serve on boards, they
initially sought women who were chief executive officers (CEQ’s) of large corpo-
rations. However, such women CEQ’s are still rare. In addition, the ideal of six
CEQ’s (female or male) serving on the board of each of the largest corporations
is realizable only if every CEO serves on six boards. This raises the specter of di-
rector over-commitment and the resultant dilution of contribution. Consequently,
the chairs sought women in business who had the equivalent of CEO experience.
However, since it is only recently that large numbers of women have begun to
rise in management, the chairs began to recruit women of high achievement out-
side the business world. Many such women are well known for their contributions
in government, education, and the nonprofit sector. The fact that the women
from these sectors who were appointed were often acquaintances of the boards’
chairs seems quite reasonable: chairs have always considered it important for di-
rectors to interact comfortably in the boardroom.

Although many successful women from outside the business world are un-
known to corporate leaders, these women are particularly qualified to serve on
boards because of the changing nature of corporations. Today a company’s ability
to be responsive to the concerns of the community and the environment can influ-
ence that company’s growth and survival. Women are uniquely positioned to be
responsive to some of these concerns. Although conditions have changed, it
should be remembered that most directors of both sexes are over fifty years old.
Women of that generation were often encouraged to direct their attention toward
efforts to improve the community. This fact is reflected in the career development
of most of the out standingly successful women of the generation now in their
fifties, who currently serve on corporate boards: 25 percent are in education and
22 percent are in government, law, and the nonprofit sector.

One organization of women directors is helping business become more re-

sponsive to the changing needs of society by raising the level of corporate aware-

6
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ness about social issues, such as problems with the economy, government regula-

tion, the aging population, and the environment. This organization also serves as

a resource center of information on accomplished women who are potential candi-
/

dates for corporate boards.

9.

Which one of the following statements is wrong according to the first para-

graph? /v

A. The number of women direc¢tors appointed to corporate boards in the United
States has increased.

B.It is compulsory for companies to recruit women directors in by the law of
the United states.

C. The ratio of female to male directors remains low in the United States.

D. Companies are under social pressure to recruit women directors.

10. Which of the following is NOT the reason that the chairs began seeking wom-

11.

en who had the equivalent of CEO experience?

A. Large corporations preferred women who were chief executive officers
(CEQO’s) of other large corporations.

B. Small companies were the first to have women directors.

C.Women CEQ’s are still rare.

D. Recruiting women CEQ’ s raises the specter of director over-commitment
and the resultant dilution of contribution.

The chairs began to recruit women of high achievement outside the business

world because

A. women are good at dealing with anything unrelated to business

B. nc;body is suitable to the job in business world

C.it is only recently that large numbers of women have begun to rise in man-
agement

D. many women are well known for their contributions in other fields

12. Why are some successful women particularly qualified to serve on boards?

A. Because women are uniquely positioned to be responsive to the concerns of
the community and the environment.

B. Because most directors of both sexes are over fifty years old.

C. Because the recruitment of them raises the ratio of female to male direc-
tors.

D. A company’s ability to be responsive to the concerns of the community and

7



the environment can not influence that company’s growth and survival.

Attachment: Glossary

HHH ), Sk, 2R 8

corporate a.
dramatically ad . KB HL 5] AN E H AR
ratio n. H Z=
recruit n. FE FF HESR A
legislation n. S, B
nevertheless a. SR, BRIt
percentage n. Ba W, WE A, TTREE
recruit v. A, ¥ 7 B H
executive n. WATH

a. WETH, ETHTH
specter n. B R, 1k
commitment n. 16, R X5
dilution n. MR, R
contribution n. BB, Tk
conseduently ad . FriA
equivalent a. %R, MM, AEXH
nonprofit a. ERFI Ry, JTCF T A
acquaintance n. IR, HRE
interact n. HEEW, ZEEH
responsive a. @gﬂq,ﬁi“ﬁ:%, 5 &R 1
community n. X, A, LR
environment n. 78123
survival n. i ERE
accomplished a. SERLHY, SEELRY s A IR I, AL W
candidate n. Bk A

Passage Four

If sustainable competitive advantage depends on work — force skills, Ameri-

can firms have a problem. Human — resource management is not traditionally seen

as central to the competitive survival of the firm in the United States. Skill acqui-

sition is considered an individual responsibility. Labour is simply another factor of

8




production to be hired — rented at the lowest possible cost — much as one buys raw

materials or equipment.

The lack of importance attached to human — resource management can be
seen in the corporate hierarchy. In an American firm the chief financial officer is
almost always second in command. The post of head of human — resource man-
agement is usually a specialized job, off at the edge of the corporate hierarchy.
The executive who holds it is never consulted on major strategic decisions and has
no chance to move up to Chief Executive Officer (CEO). By way of contrast, in
Japan the head of human — resource management is central — usually the second
most important executive, after the CEQ, in the firm’s hierarchy.

While American firms often talk about the vast amounts spent on training
their work forces, in fact they invest less in the skills of their employees than do
either Japanese or German firms. The money they do invest is also more highly
concentrated on professional and managerial employees. and the limited invest-
ments that are made in training workers are also much more narrowly focused on
the specific skills necessary to do the next job rather than on the basic background
skills that make it possible to absorb new technologies.

As a result, problems emerge when new breakthrough technologies arrive.
If American workers, for example, take much longer to learn how to operate new
flexible manufacturing stations than workers in Germany (as they do), the effec-
tive cost of those stations is lower in Germany than it is in the United States.
More time is required before equipment is up and running at capacity, and the
need for extensive retraining generates costs and creates bottlenecks that limit the
speed with which new equipment can be employed. The result is a slower pace of
technological change. And in the end the skills of the bottom half of the popula-
tion affect the wages of the top half. If the bottom half can’t effectively staff the
processes that have to be operated, the management and professional jobs that go
with these processes will disappear.

13. What is the position of the head of human — resource management in an

American firm?

. He is one of the most important executives in the firm.
His post is likely to disappear when new technologies are introduced.

He is directly under the chief financial executive.

U0 w »

. He has no say in making important decisions in the firm.



14. The money most American firins put in training mainly goss o _
A. workers who can operzte new equipment
B. technological and managerial staff
C. workers who lack basic background skills
D. top executives
15. According to the passage, the decisive factor in maintaining a firm’s compet-
itive advantage is
A. the introduction of new technologies
B. the improvement of workers’ basic skills
C. the rational composition of professional and managerial employees
D. the attachment of importance to the bottom half of the employees
16. What is the main idea of the passage?
A. American firms are different from Japanese and German firms in human
— resource management.
B. Extensive retraining is indispensable to effective human — reource man-
agement.
C. The head of human — resource management must be in the central posi-
tion in a firm’s hierarchy.
D. The human — resource management strategies of American firms affect

their competitive capacity.

Attachment: Glossary

sustainable a. RREEM
competitive a. TN
firm . - I
human resource ke
acquisition n. K&
corporate a. gl
hierarchy - n. B2, 4%
strategic = - a. R T
CEO n. HRITE
work force FHHOKE
emerge n. hiig:/|
bottleneck n. b
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