SOCIAL AND PSYCHOLOGICAL AND SOCIAL AND CULTURAL FACTORS OF FUTURE
SPECIALISTS’ OF HUMANITARIAN SPHERE SOCIAL AND PSYCHOLOGICAL COMPETENCE
FORMATION

Social and psychological factors of future specialists of humanitarian sphere from social and psychological point
of view are cleared out in the article. It is viewed the way the factors influence future specialists’ of humanitarian sphere
social and psychological competence formation. Sources — 10.
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SPECIFICITY OF ORGANIZATIONAL CULTURE OF UNIVERSITY STUDENTS AND
ANALYSIS OF APPROACHES TO ITS FORMING

The article analyzes the specificity of organizational culture of university students. It has
been presented a detailed analysis of research on the subject, and a comprehensive comparison of
approaches to forming an organizational culture of the students has been made, the basic socio-
psychological characteristics of the process have been determined. Sources — 8.

Key words: organizational culture, organizational structure of culture, socio-psychological
approaches to organizational culture, university students .

Problem defintion. The most relevant requirements of the system approach in the formation of
future professionals is to study this phenomenon as an integrated organizational culture of higher
educational institution and above all - the organizational culture of the students as its important component.

Analysis of research and publications. Specificity of organizational culture in Ukraine has been
defined in the studies of S.V. Baranova, 1.0. Blokhina, I.I. Sniadanko. Features of the management of
organizational culture of enterprises have been revealed in the works of L.E. Orban-Lembryk, Y.G. Semenov,
V.V. Tretyachenko, and the importance of organizational culture for the professional development of its
members and their professional adaptation have been demonstrated in the studies of N.E. Zavats’ka, L.V.
Spitsyn et al. More recently, researchers have started to investigate the features of organizational culture in
educational institutions (L.M. Karamushka, Z.V. Serkis , T. Weaver , O.A. Fil ), including characteristics of the
organizational culture of higher educational institution as an important component of the image of the modern
university (L.M. Zakharova , T.V. Kirilova ), as a management tool in the organization (Y.S. Tyunnikov , A.S.
Franz ), as a factor which influences the professional development of the student ( VV.J. Bochelyuk , A. A.
Kaybiyaynen , G.I. Maltseva, P.P. Sklyar ). Scientists have identified features of the organizational culture of
higher educational institution and defined the organizational culture of the students as its important component.
However, the study of social and psychological factors of organizational culture of university students has left
unattended by researchers.

Purpose of the article is to determine the specificity of the organizational culture of university
students and analyze the main approaches to its forming.

Results. Students are considered as generator of new outlook and programs, as active, mobile,
free from stereotypes, they are a kind of social and cultural resource which is able to give a new, strong
business momentum, particularly in the area of organizational culture.

Organizational culture of students is an integral and essential part of the organizational culture of
an educational institution. Analysis of scientific material allows to characterize the organizational culture
of university students as a system of reference personal relationships, the collective activity of students in
the educational environment [2].

Basic social and psychological characteristics of the student community tolerate issues of
organizational culture of students at the forefront in higher educational institution. As student community
being constantly updated, it is actively and directly affects the organizational processes, it dictates the
conditions of building an organizational culture of univeristy. Dynamics of socio-psychological processes
in student groups can cause uncontrollable chaotic forming of the organizational culture of students in the
way of subcultures that sometimes interfere the functioniong of the whole educational institution. This
requires targeted intervention in the process of organizational culture among students.
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The most difficult and controversial aspect of the study of the phenomenon of organizational
culture, of course, is the process of its forming and the factors by which it occurs.

The forming of organizational culture has its source. Currently, it has been decided to follow the
theory of the three approaches to the type of organizational culture. The first defines it as the product of
"natural development” of organization, i.e. organizational culture, in this sense, is in the process of
spontaneous communication and interaction between people.

The second states that organizational culture is an "artificial” element created by people, and its
manifestation is the result of rational choice.

Proponents of a third approach believe that organizational culture is a "mixed" nature artificial
system that combines formal rational and spontaneous life processes in an organization [5].

Modern scholars also insist on the existence two primary types of organizational culture forming
in modern organizations:

1. At the core of organizational culture is an initiative of the founders and other members of
senior management of the organization.

2. Organizational culture arises spontaneously as a result of joint activities of individuals to
address two problems: problems of internal integration and the problem of adaptation to the environment.

The first type involves the active participation of the official leadership of the organization,
whose task is the development of new cultural patterns and their subsequent implementation in the
behavior of the staff, the second - limits such opportunities [7].

Senior managers implement their stated ideological patterns in politics (missions), the basic
purpose of the organization, as well as the code of conduct of its employees.

Special contribution to the formation and further development of the organizational culture is
made by the founders of the organization. However, like other members of senior management, the founder
of the organization is not able to create a "strong" organizational culture without active support from like-
minded professionals. In the event that the founder of the organization can unite a group of individuals who
share his views and ideas in their face he gets reliable allies in forming the organizational culture.
Otherwise, if individuals with inconsistent or even contradictory positions (especially in management
positions) come to the organization, the possibility of a unified organizational culture is put under a big
question. Experts have been developed many psychological tests to determine the susceptibility of an
individual to take culture, desired to senior management of the organization.

The second type is a case where the formation of organizational culture is not under the direct
control of the official leadership of the organization and is of spontaneous and unplanned nature.
Organizational culture is seen as a product of social experience of individuals in order to achieve common
goals and overcome various problem situations. It is the result of processes of adaptation of personnel to
conditions and requirements of management [2, 3, 5].

This type of creating an organizational culture is most often associated with the emergence of
different organizational subcultures. However, some elements of subcultures are distributed to all members
of the organization, becoming an integral part of a unified organizational culture. For further spread of
cultural pattern, it is required that it is of value and significance within the organization.

Both types of creating an organizational culture may be present in modern organizations,
continually adding or confronting each other. Due to the high coordination management, senior managers
are able to make some adjustments to the process of creating the organizational culture of first type, with
the stated guidance of cultural patterns, passing through the prism of social interaction of individuals may
also experience varying degrees of change [4, 5].

Integrating the results of solving external and internal problems in the organizational culture, it is
necessary to rely on the basic principles of its formation.

1. The complexity of views on the purpose of the organization. Culture should express not only
the relationships between members of the organization, but a comprehensive understanding of the purpose
of the system, including its objectives, the nature of products and markets that determine its effectiveness.

2. The primacy of the definition of values and philosophy of the organization. The process of
forming a culture in any organization must precede the definition of values and philosophy that will be
acceptable and desirable for it.

3. Historicity. Culture of organization does not fall under simple manipulation, and it is created
over the years, it itself largely determines the nature of the economic system, its management style.

4. Denial of forced influence. You can not artificially impose in any economic system with weak
culture a strong one and vice versa, or adjust it. Strong culture, the same as weak one may be effective in
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one case and ineffective in another - it all depends on the specific circumstances.

5. The complexity of the evaluation. Estimation of the impact of culture on economic
performance of the organization should be based on an integrated approach that takes into consideration not
only the methods of direct influence of culture on the effectiveness of the organization, but many invisible
indirect ways of influence on it [4].

Organizational culture is focused on the internal environment and is mainly in the organizational
behavior of employees. These include: stability , efficiency and reliability of intra- organizational
relationships , discipline and culture of their performance, dynamism and adaptability to innovations in the
organization, generally (at all levels) management style based on cooperation, positive self- running
processes and more manifested in the organizational behavior of employees in accordance with the
recognized standards and values that unite the interests of individuals, groups and organizations as a whole.
Equally important is the history of the formation of the organization, the formation of the team and
established traditions. In some enterprises the basis of forming special culture of organizational behavior
and education of the staff in this spirit, the so-called Creed of the Firm is declared [3, 4, 5, 6, 7].

Creed declares the core values of the company and reflects the interests of all parties involved in
the organization. Thus, a base for the development of corporate culture is created.

Declared creed is essentially an ideology of a firm. Organizational culture itself is not
implemented but instilled and formed by organizational and management measures and techniques, which
are mamly composed of the following areas:

continuous improvement of the organization while maintaining a stable structure of relations;

—  managing interests of staff or, managing organizational behavior through their interests;

— use at all levels of a single leadership style that promotes positive self-organization processes;

—  forming of the ideology of thinking that promotes more quickly and easily adaptation to
innovations;

—  purposeful work with the staff.

The last area is particularly important. It is constant and purposeful work with the staff

determines the success of corporate culture. Work with the staff of the organization includes:
—  selection and placement of the staff to meet the requirements of the organizational culture;
—  professional and psychological adaptation of young and newly hired employees to the existing
structure of relations and traditional organizational culture;
—  continuous training and staff development in relation to objectives and requirements of the
organizational culture;
—  training of the staff in the spirit of certain traditions and active attitude towards its development
[7].
Some researchers believe that organizational culture can be formed by four ways:

- long-term practice;

- the activity of a manager or an owner;

- artificial formation of organizational culture specialist consulting firms;

- natural selection of the best rules, regulations and standards introduced by the director and staff

[3].

Spontaneous forming of organizational culture creates a weak organizational culture that can
adversely affect the efficiency of the organization, or disturb it, becoming a counterculture. Orderly
development of organizational culture requires consideration of influential factors of this process (A.M.
Zankovskiy, V.M. Snyetkov, I.1. Sniadanko).

No matter what level of development is the organization, its leaders can form organizational
culture by implementing two different approaches.

The first approach ("top -oriented") provides that the proposition that creates the basis of
organizational culture, is formed by senior management in accordance with the strategy developed and
reaches the subordinates at all levels of the hierarchy. To implement this approach, the organization needs a
charismatic leader - a leader who can summon the enthusiasm and inspiration of the majority of members
to transfer the necessary system of beliefs and realize the fundamental values and norms of behavior.

The first approach can be implemented through public statements, speeches, demonstration of
personal example of the manager, distribution of printed and other informational products that reflect the
transmitted values and indicate their recognition by management.

Mandatory condition for the effectiveness of this approach is the ability of a manager to convince
subordinates in his sincere commitment to the components of organizational culture which is transmitted to
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the staff.

The second approach (“bottom-oriented") specifies a complex, laborious work of manager - to
integrate and analyze the details of real life, starting from its very low levels. At the head of this approach ,
a manager gradually, step by step, tracks everything that happens in organization, even insignificant, at first
glance, details, trying to correct and undo those ones which do not match his vision of the organizational
culture, and fix those that respond it.

While implementing “bottom-oriented” approach manager can use manipulation by symbols and
elements of the material world to create and adjust behavior patterns, introduce new conditions for formal
and informal interaction.

Both approaches to organizational culture have advantages and disadvantages, but the maximum
effect can be reached by their combination [238].

When forming the organizational culture, external environment has a significant impact on the
organization. However, as practice shows, two organizations that function in the same environment can
have very different cultures. This is because members of the organization, through the common experience,
have different solutions to two very important issues: adaptation and integration.

First is an external adaptation: what should be done by the organization and how it should be
done. Second is the internal integration: the employees of the organization solve their daily issues
associated with their work-life balance in the organization.

The process of external adaptation and survival of the organization is associated with searching
and finding its market niche and its adaptation to constantly changing external environment. This is a
process of achieving organization goals and organization interaction with representatives of the
environment. Issues, relevant to the tasks, methods of solution, the reaction to the successes and failures
etc., are solved in this process. Using the combined experience, members of the organization develop
common campaigns that help them in their activities. People need to know the real mission of the
organization, not what is beautifully declared from the the rostrum to the shareholders. This will help them
to form an understanding of their contribution to the performance of their organization's mission.

The next set of questions relates to setting goals and choosing the means of achieving them. In
some organizations, employees participate in setting goals and thus take responsibility for their
achievement. In others - employees are involved only in the choice of methods and means of achieving the
goals, and the in the third - either one or the other may not exist, or both exist [6].

In any organization, its employees tend to engage in the following processes:

— to choose from the external environment what is important and not important to the organization;
—  to develop ways and means of measuring progress;
—  to find explanations of success and failure in achieving goals.

It is noted that employees need affordable ways of transmitting information about their real
possibilities, advantages and successes to representatives of their environment. For this purpose, some
companies organize trips of their employees to customers and suppliers.

It is also important for the organization to know about when to commit a failure. For this, some
companies while developing new projects, set boundaries for collapsing projects due to their failure. It's
officially envisaged in project document, so that everyone knows about it.

Successful companies use a set of mechanisms that allow them to maintain a high level of
organizational culture.

1. Selection and socialization. Selection of personnel must adhere to the principle of
compatibility of new employees with organizational culture and traditions of the company. For this
purpose, various methods are used: testing, interview.

2. Training of a staff. From the point of business, organizational culture focuses on politics and
ideology of a firm, a system of its priorities, a protection of values, motivation, provides a set of techniques
and rules for solving problems of external adaptation and internal integration of employees. All these rules
may be adopted by training as a vital mean for every employee. Education is a key factor in the
development of organizational culture.

3. Organizational structures. This is an important factor in supporting organizational culture.
With their help, relationships within the organization and the relationships between the organization and its
environment are supported . The structure must be adaptive to changes, flexible and agile.

4. Making the physical environment. Buildings, furnishings, workplace equipment and recreation
space symbolize wealth of organization. They should be in harmony with the organizational culture and
conform to it.
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5. Individual / collective relationships. Individualism assumes that people act according to their
own interests. Collectivism comes from the fact that every person by birth (family) or work (working
group) may not be free of the collective. The staff cares about the satisfaction of the individual, demanding
a submission.

6. Attitude to power. Inequality is presented in all cultures, it is caused by the very hierarchy of
the organization. But attitude towards inequality and willingness to loyalty to the government is different in
different cultures. In organizations with high organizational culture, inequality in the attitude of the
authorities is considered as the normal state of affairs.

7. Attitudes toward uncertainty. This characteristic is inherent to highly organized and cultural
organization that wants, firstly, to avoid uncertain situations in which it feels itself insecure, and, secondly,
accepts uncertainty with understanding.

8. Comparison of male and female principles in the organization. "Male" culture involves
predominantly male characteristics: male wants to fight, he is strong, focused on achieving financial
success. Unfortunately, in the whole world, masculinity is dominant in organizational culture and in
forming a philosophy of the enterprise.

All of the foregoing in the definition of organizational culture distinguishes as a prior a system of
formal and informal rules and standards of activity, customs and traditions of individual and group
interests, the behavior of the staff of a certain organizational structure, leadership style, performance
satisfaction of employees by working conditions, level of mutual cooperation and compatibility of
employees with each other and with the organization, development prospects. Human habits and
inclinations, needs and interests, political views, professional interests, moral values, temperament affect
the organizational culture.

The elements of organizational culture components include the following personality traits:
positive reaction to people who are in power, the desire to compete, the ability to persuade, urge to play the
role of informal leader, tolerance for routine administrative work [5].

Some scientists, including M. Meskon and F. Hedouri distinguish factors of direct and indirect
external influence on the organizational culture. The area of direct influence includes factors that directly
affect the performance of the organization and have the direct impact of the organization. These factors
include: suppliers, labor, consumers, competitors, laws and government agencies, trade unions and others.

In the area of indirect influence are the factors that can not make a direct immediate impact on
performance, but make the indirect one on it. These are factors such as the economy in general, the
development of science and technology, socio-cultural and political changes, the impact of group interests
and events in other countries, essential for the organization.

The more complex and more mobile is the external environment, i.e. the greater is the number of
factors to which the organization must respond to and the higher the amount of change, the harder its
organizational structure, the greater is situational approach to solving problems and significantly higher are
demands on the flexibility and adaptability of organizational culture.

Factors of direct influence are primarily highlited in the organizational culture. These factors are
most identified, have stronger impact and can not be predicted or sidestepped.

The result of keeping a generalized effect of these factors is the development of the organization's
mission, its vision as its purpose in society, and forming the philosophy of the organization and its values.
This has a significant impact on organizational culture.

Forming of organizational culture is rather long process that has its own stages. In this article we
consider some of the theories more detailed.

Zh.V. Serkis in her work singled out two main ways of creating an organizational culture:
purposeful and unconscious. Active purposeful forming of a new organizational culture has a series of
stages: 1) the stage of creativity and producing ideas; 2) support stage and the gradual introduction of the
idea of change; 3) stage of transformation of the organizational culture; 4) the stage of establishment and
development of new organizational culture, 5) the stage of the new organizational culture [6].

O.l. Boikova believes that the system of collective assimilation of organizational culture has a
sequence that prevents influence on this process at any of these stages. At the stage of evaluation the staff
eyes the obvious rules and requirements of management and other employees. The staff tries these basic
conditions, comes to an agreement about their first or external impression and opinion from "inside" [8].

Key reactions are in the area of feelings and system of values. All elements of organizational
culture that "lie on the surface" are subject to a certain individual evaluation.

With that, it should be noted that the evaluation serves as a separate stage, the same as constant
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emotional background that accompanies all subsequent stages in the form of emotional experiences.
In any organization, according to the opinion of F.V. Zinoviev, employees tend to engage in the
following processes:
— single out important and not important for the organization from the the external environment;
—  todevelop ways and means of measuring progress results;
—  find explanations of success and failure in achieving goals [3].

In the works of M.V. lontseva it has been stated that employees need a development of
affordable ways of bringing representatives of environmental information about their real possibilities,
advantages and successes. [5]

The stage of adaptation is expressed in the form of employee’s adaptation to the norms and rules
of behavior, learning requirements for behavior, appearance, etc. Time of first impressions is far behind
and now the difficult process of substantial revision of the personality traits that are in discord with the
main slogans, goals, requirements of the organization, begins.

At this stage, the main reactions are in line with cognitive perception and understanding of
information. Sometimes the initial emotional response in the form of attraction can affect the severity of a
rule of conduct, facilitating its compliance and correction of personal views on the issue.

"Incorporation” of individual structural elements of organizational culture in the structure of
individual employee happens at the stage of integration. Internal integration process is associated with
establishing and maintaining effective relationships between members. It is the process of finding ways to
work together and co-exist in the organization.

According to V.V. Kozlov, internal integration process often begins with setting specificity in
self-identifying an individual as belonging to a particular group (subculture) and to the whole staff. [8]

Current research of practicing psychologists such as O.V. lvanova, A.A. Kaybyyaynen, V.G.
Romek determine that the most effective mean of forming the ability for a compromise between the two
extremes, extreme strategies (adaptation - on the one hand, self-assertion, "resistance" - on the other) is the
training of social competence. This ability to compromise allows to achieve organizational goals in
interpersonal interactions without violence and any compulsion. [5]

Identification, as the final stage, allows to determine that the process of learning organizational
culture is almost completed. This stage is characterized by high level of activity against certain
manifestations of behavior and activity, self-organization, collective unity, dedication and enthusiasm in
achieving organizational goals. [3]

Thus, the objectives of the organization are perceived as personal, not only at the level of sense,
but also in the sphere of feelings. That is, if the employee departs from the goals of the organization to
meet the personal needs different from organizational ones, he can feel emotional deprivation.

The quality of the organizational culture forming can be defined as a sense of being an individual
in the organization, and satisfaction from his activity in the organization.

Thus, based on the analysis of scientific literature, it can be divided the following stages of the
organizational culture of the students: evaluation, adaptation, integration and identification [5].

Separately, it should be noted the importance of mechanisms for managing the development of
organizational culture. It can be directed to "top" in the form of orders, regulations and rules of conduct, or
"bottom" - as the analysis of personal preferences of the staff and support those forms of organizational
behavior that meet the objectives of the organization. Such model can be represented in the form of system
of elements (see Appendix B).

Thus, we can determine that forming organizational culture of higher educational institution is
conducted in two ways - with a team of professionals and with student groups. Dynamics of socio-
psychological processes in student groups can cause uncontrollable chaotic forming of the organizational
culture of students in the form of subcultures that sometimes interfere a function of the whole educational
institution . This requires targeted intervention in the process of organizational culture of students. The
effectiveness of this process will be determined by how accurately its basic social and psychological factors
are identified and considered. However, the problem of determining the socio-psychological factors of
students’ organizational culture in higher educational establishments remains unresolved.
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MiTiukina O.0.

Creungika opranizauiifHol KyJIbTYpH CTyIeHTIB Ta aHaJi3 miAXoiB 10 ii popmyBaHHs

Cmammsa npuceavena awanizy cneyugiku opeauizayitinoi Kyibmypu y CMyOeHmie 6Uuux HAGYATbHUX
3aknadie. Ilpeocmasneno Oemanvhuil AHANI3 HAYKOBUX OOCTIOdNCEHb 3 OaHOI memu, 3p0ONeHO 6cebiuHe NOPIGHSHHS
nioxo0ie 00 HoOPMYSAHHI OPSKYIbMYPU Y CHYOCHMIE, BUSHAYEHO OCHOBHI COYIAILHO - NCUXOLO02IYHI 0COOIUBOCMI YbO2O
npoyecy . Hocepen - 8.

Knwuosi cnoea: opzanizayiiina Kynemypa, CmpyKmypa opeanisayitiHoi Kyibmypu, coyianbHo - NCUXON02iuHi
nioxoou, opmyeanHs opeanHizayiiHol KyIibmypu, CyoOenmu UIUX HA8UAIbHUX 3AKLA0L8.

Murtnukuna O.A.

Cnenu¢uka opranu3anuOHHON KYJIbTYPHI CTYI€eHTOB H aHAJIN3 MOIXO0A0B K ee (JOPMHPOBAHUIO

Cmambps noceswena anaiusy CReyu@uru Op2aHU3AYUOHHOU KYIbmypbl Y CHYOeHNO8 GblCUUX Y4eOHbIX
3aeedenuil. Ilpedcmasnenvt NOOPOOHbII AHANU3 HAVYHLIX UCCIEO08AHULL NO OAHHOU MeMe, COelaHO B8CecmopOHHee
cpasHenue nooxo006 K (DOPMUPOBAHUIO OPZKYIbMYPbl Y  CHYOEHMO8, OnpeoeneHbl OCHOBHblE  COYUATbHO-
ncuxono2uyeckue ocobenHocmu 3moz2o npoyecca. Memounuxos — 8.

Knrwouesvie cnoea: opeanusayuoHHas Kyiemypa, CMpyKmMypa OpeaHu3ayuOHHOU KyIbmypbl, COYUATbHO-
ncuxono2uyeckue nooxXoobl, PoOpMUpoOSanUe OPeaHU3AYUOHHOU KYIbMypbl, CNYOEHMbL 8bICUUUX VIEOHBIX 3a6e0eHUl.

Miriukina Ogabra OuekcaHapiBHAa — KaHAWZAT MCHXOJOTIYHHX HAyK, IOLEHT Kadeapu
COLIaNBHOI Ta MPAaKTHYHOI Mcuxoorii CXiTHOYKpaiHCHKOTO HAIIOHAJIBHOTO yHiBepcuTeTy iM. B. lams, m.
JIyrancek

YK 159.9.016.132
Hasapesuu B.B.

AHAJIN3 MICUXOJOIrMYECKNX XAPAKTEPUCTUK T'AHJIUKATTHON JINUHOCTHA

B cmamve aemop  nposooum — meopemuyeckuli — aHAIU3  AGIEHUS  2AHOUKANHOCMU — J00el ¢
neuxoguzuonocuueckumu ocobeHHocmamu. Packpeieaem cymv meopemuyeckux nooxo008 6 0CHO8e COYUeMmAapHOCmu
06uecmea Kax 0CHOBbL 2AHOUKANHO20 CO3HANUA TI00ell ¢ ncuxopusuonocuteckumu ocobennocmamu. Ilpedcmagnennviii
ananu3 NCUXoON0SUYeCKUX Xapakmepucmux obecneyugaem yYemKoe npedCmagienue 0 2aHOUKanHoM peasuposanuu. B
cmamee aemop packpuléaenm NCUXONOSUHECKULl NOpmpem 2aHOUKANHOU TUYHOCIU U OYepyUSAen NCUXOI02UdecKue
OCHOBbL NCUXONIO2UHECKOU KOppeKyuu 0anno2o agrenus. Mcmounurog — 12.

Kniouesvie cnoea: 2anouxannocmo, 2anOUKanHuwvie peasuposanusl, NCUXOQuU3UOIocUUecKUue 0cobeHHOCHI,
CUMNMOMOKOMNIEKC 2AHOUKANHOCIL.

INocTtanoBka mpodaembl. Pa3zeneHus oOlIecTBa HA MOACUCTEMBI YCIOBHO 3/10POBBIX M JIIOJICH C
HNCUXO(H3HOIOTHYECKUMH ~ OCOOCHHOCTSIMH ~ (OPMHpPYET  JIOXKHBIE IPEICTABICHHS O  Xapakrepe
B3aMMOCBSI3€ll M TpeACTaBIeHUs JIOAEH € OCOOEHHBIMH MOTPEOHOCTAMH O cebe. CBs3HM MexIy
COLMETATLHBIMH MOJCHCTEMaMH, KOTOPBIE COOTHOCST OOIIECTBO C €r0 CPEAaMH M C CAMHM COLIETAIbHBIM
€o001IeCTBOM, 00JIaJal0T OPE/ICICHHBIMI ()OPMHUPOBAHUSIMH, aHATIN3 KOTOPHIX U MOMPOOYeM MPOU3BECTH
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