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Abstract. The relevance of the research is manifested in the fact that organizational
culture is an important and penetrating everywhere concept with regards to influence on
organizational change programmes. Literature analysis shows that there is ambiguity in the
assessment of organizational culture. A certain outcome of a cultural variable may have not
the same effect on all organizational processes associated with management activity.
(O'Donnell and Boyle, 2008). According to Melnick (2008), in order to gain a deeper
understanding of the processes of management and management culture changes hapenning in
the modern world, it is appropriate to evaluate contemporary management practices that
reflect the effects of historically composed life modes and stereotypes that manifest
themselves in management activities. The research aim: to discuss the factors and stages
forming organizational culture development. Analysis of recent research and publications.
Organizational culture is analyzed in various contexts. Organizational culture models and
their components have been defined by Schein (2010; 2000), Ostroff et al., (2003) et al., the
significance of organizational culture is analyzed (Zain et al., 2012; Owoyemi and Ekwoaba
(2014); McLoughlin and Miura (2018); Di Pietro and Di Virgilio (2013) et al. The issues of

Managing organizational culture as a factor in organizational change

169


mailto:regina.andriukaitiene@gmail.com
mailto:olegpetr02@rambler.ru

dinocodis

forming/changing organizational culture remain of topical significance. Researches on this
topic were carried out and the summarized results were submitted in their scientific papers by
Bititci et al (2004); Gibbons and Kaplan (2015), Mungiu-Pupazan (2016); Hogan et al (2014)
et al. In the study Hogan et al(2014) a key result is how layers of organizational culture,
particularly norms, artifacts, and innovative behaviors, partially mediate the effects of values
that support innovation on measures of firm performance. The objectives of the research: to
define the organizational culture components and importance for the results of organizational
performance; to identify the main factors of business culture that influence the results of the
performance; to discuss the stages of implementation of the organizational culture
development management plan. Research methodology. To achieve the goal, scientific
literature analysis and synthesis methods are used

Keywords: organizational culture, factors, organizational culture development stages,

organizational culture development process.

Analysis of recent research and
publications

Organization‘s culture it is a
culture deliberately created by the
management,  which  can be
distinctive, different from the culture
of other similar organizations. As a
linking chain, it combines the efforts
of all employees to achieve common
goals of the organization based on the
spiritual, emotional, and cultural
values of the humans (evaluating the
benefits of deliberately created
culture, organizational culture is an
artificially  created culture for
achieving certain goals).
Organizational culture is shared, is
socially constructed, is transmitted
across organizational generations, and
contains multiple layers [20, 15].
Zakarevicius (2004) suggests the use
of the concept of managerial culture,
because such a culture is in fact the
result of organizational management
efforts. According to O’Donnell and
Boyle (2008) organisational culture,
then, is made up of more ‘superficial’
aspects such as patterns of behaviour
and  observable  symbols and
ceremonies, and deeper seated and
underlying values, assumptions and

beliefs. Some proponents argue that
organisational culture can be changed
by focusing on the more visible
aspects such as rites and rituals, as
these help shape behaviour. However,
others argue that this is a
misunderstanding of culture and that
the ‘deeper’ aspects of culture such as
beliefs and feelings must be taken into
account when considering
organisational culture and potential
changes to culture. Organizational
culture consists of values, beliefs and
norms that influence the behavior of
people. Corporate culture is a system
of socially constructed reality of
various of thought members when
they are in these structures, which can
be awakened naturally and supported
by organizations rules, organization
culture is related to employees
commitment to organization [18].
Implementation and consolidation of
organizational culture changes are
achieved when the desired
organizational culture norms are
introduced into management systems
and become part of the system of
employee selection and evaluation
criteria, a reward system. The
principles of received evaluation and
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encouragement better than any words
indicate what is truly appreciated in
the organization. All organizational
culture enhancement actions must be
reasonably planned and coordinated,
the effectiveness of the measures
taken is evaluated. Owoyemi et al.

(2014) claims that Strong
organisational  culture is  quite
ambiguous, although it  seems

positive, it can also lead to closure of
mind and restriction an d reduction of
autonomy. Strong culture is a two
edged sword, that can cut both the
management and the employees. In
other words, the issue of strong
culture being encouraged should be
based on it either been an asset or
liability. If it would lead to
productivity and  increase  in
performance, it should be encouraged,
but if other wise, other means of
achieving performance should be
employed. If not there will be
undesirable  outcomes of job
dissatisfaction, lack of commitment,
absenteeism, low productivity and
labour turnover, all of which will
affect the success of the organisation.
Organisational culture is a significant
predictor of organizational
performance as a and satisfied
employee will return to work and the
methods and techniques used in
human resource
management.individuals who work in
an  organization influence and
contribute to shaping and changing
organizational culture by values,
beliefs and habits learned in the
family, educational and social, all
these environments are influenced by
the national dimension of the space in

which a person lives and operates
[12].

The factors and stages forming
organizational culture development

Empirical research has shown that
corporate culture can have a statically
significant impact on the “bottom
line” of financial results and that it
can have a profound impact on
corporate success. Some organizations
which correctly recognize the culture
Is important tend to create their own
culture value statement based upon
their view of what is important.
Although this seems reasonable on the
surface, empirical research has
identified five key factors or
dimensions of corporate culture which
are statistically linked to financial
results and therefore must be included
in formal culture statements and
explicitly managed [4,7,8 ]
Organizational culture has a decisive
influence on employee behavior and
achievement of results. It is found that
organizations with strong
organizational culture achieve 20-30%
better business results [16]. These five
dimensions are in Table 1.

It is well recognized that one of
the  critical problems  facing
organizations is to be able to assess
overall organizational performance in
“real time” so that decisions can be
made and actions taken to correct
emerging problems. This issue is
critical both to management and
boards of directors of publicly traded
companies as well as to management
and owners of privately held
companies. Flamholtz (2009) created
an organizational effectiveness model
that identifies the six key drivers of
organizational success and financial
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performance; a series of empirical
research studies that support the
validity of this model; and a set of
measurement tools which can be used
by management and boards of
directors as virtual “real time” tools to
assess the direction of future
performance. In  addition, this
framework and tool set has also been
applied in a significant number of
companies of varying sizes, and in

different industries. Accoding to
Flamholtz (2015), the research has
shown that Corporate Culture is one
of the six key factors in the Pyramid
of  Organizational  Development,
which, over the long term, contribute
to organizational success, and besides,
corporate culture can also have a
statistically significant effect on
financial results.

Table 1. Factor or dimensions of corporate culture [ 16]

Factor Content
1 | Customer-Client the way the organization thinks about and
Orientation treats its customers.
2 | People Orientation” or the way the organization thinks about and

Orientation Toward
Employees

treats its people.

and Accountability

Standards of Performance

the organization’s standards for performance
and what people are held accountable for

Innovation and
Commitment to Change

how the company views, reacts to, and
manages innovation and change

Company Process
Orientation

the view that people in the company have of
such processes as planning, decision making,
communication, and what we term “corporate
citizenship” or “social responsibility.”

Cor
por
ate

ounlt
Manage
ment

el e =

Resources
management

Operational systems
Developing

Products/services
Markets
BUSINESS FOUNDATION:

Business concept. Strategic mission. Core strategy

Figure 1. Components of Pyramid of Organizational Development [ 5]
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Acoording to Flamholtz (2009),
there  are  distinguished  these
components of Pyramid of
Organizational Development (Figure
1)

Markets. Clearly identifying the
customer that the company wants to
serve and developing systems that
allow the company to track customer
needs, developing a market niche: a
place in the marketplace where the

company has a  sustainable
competitive advantage.
Products/services. Developing

products and/or services to meet the
needs of the customers that the
company wishes to serve, Resources
Acquiring and effectively managing
the resources — human, technological,
physical, and financial — needed to
support the long-and short-term
development of the company
Operational systems
Developing.  Implementing,  and
successfully managing the systems
needed to support the company’s day-
to-day operations (e.g., information
systems, accounting, human resources

management, communication,
production, sales, marketing, etc.)
Resources management.  This

component includes human, financial,
material and mental resources. It is
relevant to evaluate and use human,
financial, material and mental
resources in a targeted and rational
manner.

Management systems. Developing,
implementing, and  successfully
managing the systems needed to
support the company’s long-term
development (planning, performance

management, organizational structure,
and management development)

Corporate culture. Having a
well-defined and  communicated
corporate culture and having systems
in place to promote behavior
consistent with the values, beliefs, and
norms of the company (which support
the achievement of the company’s
long-term goals).

Accoding to Pulakos (2004),
many factors will impact the
effectiveness of an organization’s
performance management system, but
three are most important. First, the
system needs to be aligned with and
support the organization’s direction
and critical success factors. Second,
well-developed, efficiently
administered tools and processes are
needed to make the system
userfriendly and well received by
organizational members. Third, and
most important, is that both managers
and employees must use the system in
a manner that brings visible, value-
added benefits in the areas of
performance planning, performance
development, feedback and achieving
results. According to O’Donnell and
Boyle (2008) the organization's
cultural change programme must
include these key factors: creating a
receptive climate for change; top
leadership drive - coherent and
cohesive requiring an articulate; new
avenues for articulating problems;
reinforcing structural change and
rewards; use of role models; deep
socialisation, training and
development; new communication
mechanisms to transmit new values
and beliefs; integrated selection
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criteria and removal of deviants; luck,
persistence and patience. Flamholtz
(2015) has developed a Model for the
Excellence of Culture Management
which includes six steps necessary for
the processes of business enterprise

cultural management. Management
Systems’ Six Step Culture
Management development Process is
shown and briefly explained below
(see Figure 2)

Define the Culture Needed to Support Long-term Success (Desired Culture)

O

Identify current Culture

O

Identify and Analyze Significant Gaps Between Desired and Curerent Culture

O

Develop Culture Management Plan

O

Communicate the .. New* Culture and the Steps beingTaken to Manage it

O

> %  »

Monitor Implementation of Desired Culture and Update/Refine the Culture Management

plan

Figure 2. Develop culture mangement process [5]

The first stage defines the desired
management culture. Define the
“desired culture,” that is, the culture
that will most effectively support the
achievement of long-term goals. This
statement of desired culture is
typically created by the senior
leadership team. In the second stage
identify the Current Culture, that is,
the culture that is actually influencing
employee behavior (which may or
may not be totally consistent with the
organization’s desired culture). This
step involves collecting input from
employees throughout the company
about their perceptions of the current
culture. In the third stage identify and
analyze “gaps” between desired and
current cultures. In the fourth stage it
Is important to foresee the directions
of management culture development

and develop a Develop culture
mangement Plan that identifies
objectives and goals for 1) closing the
gaps identified in stage 3; and 2
building upon culture “strengths®. The
fifth stage intends to communicate the
Develop Culture Mangement Plan
throughout the company. This can
include setting and holding managers
and, perhaps, all employees
accountable for culture management
goals. In the sixth stage it is important
to regularly review the performance
against the plan and update, as
needed. In brief, progress against this
plan — like the company’s Strategic
Plan — should be reviewed and the
plan should be formally updated once
a quarter. The management system
culture studies are used to perform the
first, second and third stages, and the
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data obtained from these surveys can
be used for the implementation of the
fourth stage activities - the Develop
Culture Mangement Plan is created.
The model provides feedback to
ensure the implementation of the plan
which is supported by regular
monitoring of the actions, and if
deficiencies or impediments are
identified, the improvement measures
are included in the strategic action
plan. In order to change the culture of
the organization, it is necessary to pay
attention to the fact that each
organizational culture is unique and
characterized solely by its intrinsic
features and in spite of the fact which
model is chosen, the strengthening of
organizational culture is a long-term
process. Strengthening of
organizational culture obeys the
general laws of change management
when the current situation is assessed,
teams of change are developed, goals
and action plan are set and progress
evaluated.
Conclusion:

1. Organizational culture is a
system of socially constructe reality of
various of thought members when
they are in these structures, which can
be awakened naturally and supported
by organizations rules. Managerial
practice shows that organizations

resist change by force rules, habits
and rigidity structures, leading to a
strong retardation to new market
conditions. Managerial values with a
remarkable impact on the evolution of
the company, are favored company
mission  formalized in  various
statements that are communicated and
displayed throughout the organization,
to give new impetus, a new effort
targeting all employees.

2. The following main factors
related to financial and non-financial
indicators are distinguished: customer
orientation, employee orientation,
application of activity and
accountability standards, innovation
and commitment to  change,
orientation of the process of the
company. The development of
organizational culture involves the
stages of organizational culture self-
evaluation and the preparation and
implementation of a new plan for of
organizational culture management.

3. The development of
organizational culture is an endless
process, the success of which depends
on the feedback quality and made
decisions based on rationality and
application of measures. Actions for
enhancing organizational culture must
be reasonably planned and
coordinated, and the effectiveness of
the measures taken must be evaluated.
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YIPABJIIHHA PO3BUTKOM OPTAHIBAIIMHOI KYJIbTYPHU AIK YNHHUK
BILIMBY HA 3MIHU B OPT'AHI3AILIIT

AKTYyalnbHICTh JOCHIJKEHHS. AKTYaJlbHICTh IPOSBISETHCS B TOMY, 110 OpraHizaiiiHa
KyJIbTypa - Il€ Ba)JIMBa KOHLEIMIS, sKa BIUIMBAa€ Ha MPOrpaMH OpraHi3allifHUX 3MiH.
JlitepaTtypHuil aHamni3 CBIIYMTH, IO HE ICHYE €JUHOTO MIAXOAY A0 OLIHKH OpraHizamiiHoi
KynbTypH. [IeBHUI pe3ynbTaT 3MiHM KyJIbTYpH MOXKE HE 3/1MCHIOBATH TaKOro K BIUIUBY Ha
BCl OprasizaliiiHi TpOLECH, IOB’Si3aHI 3 YHPABIIHCHKOIO MISJBHICTIO. 3a CIIOBaMHU
b.Menpaukac (2008), mis Ounbll rIMOOKOTO PO3YMIHHS YIPaBIiHHSA MPOILECIB 3MIHU
KyJIbTYpU B YIPaBIiHHI B CY4acCHOMY CBITI JOLIUJIbHO OLIHIOBaTH CYYacHI METOAU
yIpaBliHHA, SKi BiIOOpakalOTh 1CTOPUYHUN PO3BUTOK JKUTTS 1 CTEPEOTHNH, SKI
MPOSIBIISIIOTHCS Y MEHEKEPChKIH JISIbHOCTI.

Merta pociaigseHHsi - OOrOBOPUTH YMHHUKM Ta €Talld PO3BUTKY OpraHizauiiHoi
KyJIbTypU. 3aBIaHHSA JOCTIDKCHHS: BH3HAYUTH CKJIAJOBl OpraHi3alliiHOl KYyJIbTypu Ta
YUHHUKW OpraHi3aliifHoi KyIbTypH; 11eHTH(]IKYBaTH OCHOBHI UYMHHHUKM OpTraHi3zaliitHoi
KyJIbTypH, IO BIUIMBAIOTh Ha PE3YJIBTATHBHICTH iSTILHOCTI; OOTOBOPUTH €Talu peami3allii
IUIaHy YIPABIIHHA PO3BUTKOM OpTraHizaliifiHOi KylnbTypu. Metoau nociimkeHHs. s
JOCSATHEHHS 1[1J11 BUKOPUCTOBYIOTHCSI METOM aHAJI3Y 1 CHHTE3Y HayKOBOI1 JIITEpaTypH.

BucHoBkH. BUainstoTbcs HACTYIHI KIIFOUOBI YHHHUKH, [0 BIUTUBAIOTh HA OpraHizaliiHy
KyJIbTypy 1 MOB’si3aHlI 3 (IHAHCOBMMM 1 HE(pIHAHCOBUMHU IIOKa3HMKaMH: OpI€EHTAlisl Ha
KJIIEHTA, OpIEHTAIlisl Ha CIIBPOOITHUKIB, 3aCTOCYBAaHHS CTaHAAPTIB AISIBHOCTI 1 3BITHOCTI,
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1HHOBAIIIT 1 CXWJIBHICTH JI0 3MiH, OpPIEHTAIisI TPOIIeCY BUPOOHHUITBA. PO3BUTOK OpraHizamiiHO1
KyJIbTYpH BKJIIOYA€ B ceO€ eTanmy OpraHi3allii mporecy CaMOOIIHKYA OPTaHi3aliifHOl KyJIbTypH
1 MArOTOBKM 1 pearizallii HOBOro IUIaHy YIPAaBJIiHHS OpraHi3aliiHOI0 KyJIbTyporo. Po3BuTOK
OpraHizaliiHOi KyJbTypH - 1€ TPUBAIMK TPOIEC, YCIIX SKOI 3aJeKHUTh BiJl 3aCTOCYBaHHS
pilIeHs i 3aX0/iB, M0 0a3yIOTHCS Ha SKOCTI 1 palioHATLHOCTI 3BOPOTHOTO 3B’ s3Ky. [lii moao
YKPITJICHHST OpraHi3amiitHoi KyJbTypy MOBHHHI OyTH PO3YMHO CIUIAaHOBaHI 1 CKOOPAMHOBAHI,
MOCTIHO OLIHIOIOYH €(DEeKTUBHICTH 3aX0/1iB, 1110 3aCTOCOBYIOTHCS.

Karwu4oBi cioBa: opranizamiiiHa KyJdbTypa, YAHHUKH, €Talll PO3BUTKY OpraHi3ailiiHoi
KYJIbTYpH, YIIPaBJIiHHS PO3BUTKOM OpPTraHi3alifHOI KYJIbTYpH.

AHJPIOKAUTEHE, PETUHA — nokrtop PhD comuanbHbIX Hayk (MEHEIKMEHT),
JIOLEHT, 3aB. Kadenpoil Ou3Heca W SKOHOMHUKH, Mapusmmonbekas kouerus (MapusMmnosb,
JIutBa), nextop JIutoBckoro ynuBepcurera criopta (Kaynac, Jlutsa)

E-mail: regina.andriukaitiene@gmail.com, ORCID: 0000-0002-0691-7333

YEPEII, AJIVIA BACHUJIBEBHA - 10oKTOp O»KOHOMHYECKHMX HayK, Tmpodecop,
3aciayKCHHBIH AeATeNb HAYKH UM TEXHUKH YKpawHbl, AKaAeMUK AKaJeMHUd HAayK BBICIIETO
oOpa3oBaHusi YKpauHi, JAekaH (QaKyabTeTa SKOHOMUKHU, 3alOpOKCKUN HAIMOHAIbHBII
yHHUBEpCUTET (3amopoxkbe, YKpanHa)

E-mail: cherep.av.znu@gmail.com, ORCID: 0000-0001-5253-7481

BOPOHKOBA, B. I'. — noktop ¢unocodckux Hayk, mpodeccop, 3aBeayromias
Kadenpoil MEHEI)KMEHTa OpraHu3aluil U ynpaBiIeHUs NMpoekTamu, VHKeHEpHbI MHCTUTYT
3anopoKCKOro HallMOHAILHOTO YHUBEPCHUTETA (3aropoxbe, YKpanHa)

E-mail: valentinavoronkova236@gmail.com, ORCID: 0000-0002-0719-1546

ITYHYEHKO, O. II. - noktop dpunocodckux Hayk, npodeccop kadenpst punocopuu u
uctopun Ykpaunbl, Oznecckas HanuoHanpHas akazneMus cBsizu uMm. O.C.Ilomosa (Opecca,
VYkpauHa)

E-mail: olegpetrO2@rambler.ru, ORCID: 0000-0003-2694-6841

KHUBJIIOK, O. II. — noktop ¢unocodckux Hayk, mpodeccop, 3aBeayromias kadeapoit
METOJOJIOTUM HAyKH U MEXKIYHApPOJIHOTro oOpa3oBaHus, HarmoHanbHBIA MEeIaroruuecKuil

yauBepcuteT uMenu M. I1. J[Iparomanosa (KueB, Ykpanna)
E-mail: panyolga@ukr.net, ORCID: 0000-0002-7900-9299

YIPABJIEHUE PA3BUTUEM OPTAHU3AIIMOHHOM KYJIBTYPBI KAK
OAKTOP BJIUAHUA HA UIBSMEHEHUA B OPI'AHU3AIIUHN

AKTYaJIbHOCTh  HMCCJIeI0BAHUS. AKTYyaJbHOCTb MpPOABISAETCS B TOM, 4TO
OpraHM3allOHHasl KyJIbTypa - 3TO BaXKHas KOHUEMNIMsS, KOTopas BIUSET Ha IMPOrpaMMbI
OpPraHM3allMOHHBIX W3MEHEHUU. JIuTepaTypHbIi aHalIM3 IOKAa3bIBAE€T, YTO CYIIECTBYET
JIBYCMBICIICHHOCTh B OIIGHKE OpraHU3allMOHHOM KyJabTyphl. OTpeneseHHbIl pe3yabTaT
U3MEHEHHUs KYJbTYypbl MOKET HE OKa3blBaTb TAaKOT'O K€ BIIMSHUS HA BCE OpPraHU3allMOHHBIE
MIPOLIECCHI, CBA3aHHBIE C yIpaBlieHUecKoil nesTenbHocThIo. [1o cnoBam b. Menbaukac (2008),
s Oosiee TIIyOOKOrO NOHMMAHMS YIPABJIEHHUS MPOLECCOB M3MEHEHHUS KyJIbTypbl U
yIpaBJIeHUs] B COBPEMEHHOM MHpE I[eJIeCO00pa3HO OIICHHBAaTh COBPEMEHHBIE METO/IbI
yIpaBiIeHUs,, KOTOPbIE OTPAXKAIOT UCTOPHUYECKOE Pa3BUTHE XU3HU M CTEPEOTHUIIBI, KOTOPHIE
IIPOSABIIIIOTCS B MEHEPKEPCKOM 1E€ATENBHOCTH.

Heap ucciaenoBanuss — oOCyAuTh (aKTOpbl U STalbl Pa3BUTHS OPraHU3AIMOHHON
KyJIbTYpbl. 3aa4i MCCJIeJOBAHUsI: ONPEAEIUTh COCTAaBHBIE OPraHNU3allMOHHON KYJIBTYpPbI U
BJIUSIHUE Ha Pe3y/lbTaThl OpPraHW3allMOHHON NEATENbHOCTH; UIECHTHU(PHUIMPOBATH OCHOBHbBIE
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(akTOpBl OPraHU3alMOHHON KYIBTYpHI, BIMSIOIIME HA PE3YIbTaTUBHOCTH JIESTEIbHOCTH,
0o0CyIUTh ATambl peaiu3alyy IJIaHa YIPaBIICHUS PAa3BUTHUEM OPraHU3alMOHHOW KYJIbTYPHI.
Metoasl uccaenoBaHus. [l TOCTUKEHUS LEIH UCIIOJIB3YIOTCS METO/Ibl aHAIN3a U CUHTE3a
Hay4YHOU JIUTEPATYPBHI.

BoiBoabl. Beimensrorcs  crneayromue  KIIOYEBbIe  (AKTOPBI, JCHCTBYIOIIME HA
OpraHM3aI[MOHHYIO KYJIbTYpy M CBSi3aHHble C (UHAHCOBBIMU U HE(PUHAHCOBBIMU
[IOKA3aTeJISIMU: OpPUEHTAllMsd Ha KIHMEHTA, OPUEHTALMs Ha COTPYIHMKOB, IIPUMECHEHHUE
CTaHJApTOB JEATEIbHOCTH M OTYETHOCTH, WHHOBALIMM WU IPUBEPKEHHOCTh H3MEHEHHSIM,
OpHEHTalMs Ipouecca npeanpusatusd. Pa3sButue OpraHM3allMOHHOM KyJBTYPbI BKIIKOYAET B
ce0st ATarbl OpraHu3aliy MpoIecca CaMOOLIEHKH OPraHU3allMOHHON KYJIbTYPBI U MOATOTOBKHU
Y pealln3alyy HOBOT'O IUIAHA YIIPABJICHUS OPraHU3allMOHHOMN KYJIBTYPOM.

Pa3Butre opraHu3allMOHHON KYJIBTYpPbl — 3TO JUIMTEIBHBIM IPOLIECC, yCHEX KOTOPOIo
3aBUCUT OT INPUMEHEHHs pPEUICHUHM M Mep, OCHOBAHHBIX HA KAa4eCTBE M PALMOHAIBLHOCTH
oOpaTtHOi cBsi3U. J[eHCTBUS MO YKPEIUICHUIO OPTraHU3allMOHHOW KYJIBTYpPbI TOJIKHBI OBITh
pasyMHO CIUIAHUPOBAHBI M CKOOPAMHUPOBAHBI, IOCTOSHHO oueHuBas 3((eKTUBHOCTD
IIPUHUMAEMBIX MeEp.

KioueBble cioBa: oOpraHu3anyioHHas KylIbTypa, (akTOpbl, JTambl Pa3BUTHA
OpraHU3allMOHHON KYJIbTYpPhbI, YIIPaBICHUE PA3BUTUEM OPraHU3aMOHHOMN KYJIbTYPBHI.
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