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Annomayus. UccnenoBarenbckas CTaThs MOCBALICHA U3YYEHUIO OPTraHU3a{UOHHON KYJIbTY bl YHUBEpCUTETA. J{J1s TOro
4TOOBI BBDKUTB U OBITh KOHKYPEHTOCIIOCOOHBIM B YCIIOBHSIX INT00OATbHON KOHKYPEHIIUU HAa MEXYHAPOIHOM U BCEPOC-
CHICKOM YPOBHSX, By3 JIOJDKEH 0071a/1aTh yHUKAJIbHOW IIEHHOCTBIO 10 CPaBHEHHIO ¢ Apyrumu. OqQHUM W3 CTpaTeru-
YECKHUX MCTOYHUKOB ()OPMHPOBAHUSI KOHKYPEHTHBIX IPEUMYIIECTB By3a SIBJISIETCSI M3MEHEHNE €ro OpraHn3aluOHHON

KynbTypbl. IMEHHO ee pa3BUTHE TO3BOISAET C(HOPMUPOBATH HOBBIE [IEHHOCTHBIE YyCTAHOBKH, KaK y IperogaBaTeiei, Tak
1y CTYACHTOB. B cTarhe npoBeieHO ucclieoBaHUE OPraHU3allMOHHOM Ky Ty pbl HalimoHaapHOT o HCClie10BaTeIbCKOTO

Mopnosckoro rocynapcTBeHHOro yHuBepcuteta uM. H. I1. Orapesa. 1 ucciaeoBaHus TOBEPXHOCTHOTO YPOBHS Opra-
HHSaHHOHHOﬂ KYJbTYPHbI By3a HAMHA 61>IJ'IO N3Y4YCHO OTHOILICHUE npenoaaBaTeneﬁ U CTYACHTOB K KJIFOUCBBLIM 3JICMCHTaAM

OpTaHM3aIMOHHON Cpesbl By3a (Tpaauluy, KOPIOPATUBHBIN CTHIIb, IOOMIPEHNS U HAKAa3aHUS U T.1.). AHAIU3 MOATIO-
BEPXHOCTHOI'O YPOBH: OpFaHHSaHHOHHOﬁ KYJbTYPBI OCYHIECTBJIAJICA C UCIIOJIb30BAHUEM aJIalITUPOBAHHBIX BApUAHTOB
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u3 KoTopbeix 100 4emoBek —3TO HayYHO-TIeJarorMIecKue pabOTHUKY, 747 — CTyACHTHI. Pe3yabpTaThl HCCIIeIOBaHUS IPE-
CTaBJICHUH ITPO(ECCOPCKO-TIPENOAaBaTEIbCKOr0 COCTaBa M CTyIeHUeCTBa 00 OpraHU3allMOHHOM KYJIBTYpe O3BOJIHIN

MOJTY4YUTH 00IIee BUACHUE O KITIOUEBBIX IIEHHOCTHO-KYJIBTYPHBIX OPUCHTHPAX W MICHTH(OUIIUPOBATH CIOKHBIIYIOCS

OpraHu3alMOHHYI0 KylbTypy. MccienoBanue nokasano Hainyue (pparMeHTapHOr0 BOCHPUSTHS JIEMEHTOB KYJIBTYPbI
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Abstract. The research article is devoted to studying the university’s organizational culture. To survive and be competitive
in the face of strong national and international competition, the university has to be unique as compared to other universi-
ties. One of the strategic sources for forming a university’s competitive advantages is to change its organizational culture.
It is the university’s development that makes it possible to form new value attitudes, both among teachers and students. The
article observes a study of the organizational culture in National Research Mordovia State University. To analyse the surface
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level of the organizational culture of the university, we have investigated the attitude of teachers and students to the key
elements of the organizational environment of the university (tradition, corporate style, encouragement and punishment etc.).
The analysis of the subsurface level of the organizational culture has been carried out with the help of adapted versions of
K. Cameron and R. Quinn’s questionnaires. Basic value judgments are identified by means of G. Hofstede’s method. The
respondents of the questionnaires have numbered 847, including 100 research and teaching staff and 747 students. The re-
sults of studying the teachers’ and students’ views on organizational culture provide the general idea of key values, culture
orientations, which identify the whole of this culture. The study shows the fragmentary perception of culture elements by the
representatives of different departments, which sometimes leads to a diametrically opposite assessment of the parameters
of this culture. In this regard, it is necessary to implement a number of training programs aimed at developing the commu-
nication system, organizational values, psychological comfort, and corporate image. At the same time, it seems reasonable
to consider the development process of the selected components through achieving certain goals, which must ensure the
quality of all organizational processes within the university, and, consequently, increase its competitive advantages.
Keywords: organizational culture, university, competitive advantages, value system, research methods
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CB YCIIOBUSIX BBICOKOH HEOIPEENICHHOCTH (haKTOPOB
BHEIITHEH Cpe/bl BBICIINX y4YeOHBIX 3aBEIECHUM,
00yCIIOBIIEHHOW Pa3BUTHEM PHIHOYHBIX OTHOIIECHUHN
B chepe 0Opa3oBaHUs, YCHICHUEM ITPOIIECCOB MEXK-
JTyHAPOIHOW KOHKYPEHTHON OOPHOBI OTEUECTBEHHBIX
BY30B, MOBBIIICHHE X KOHKYPEHTHBIX IPEHMYIIIECTB
CTAHOBUTCS BaXKHEHILIEW NPEAIIOChUIKONH pocTa UX
KOHKYPEHTOCTIOCOOHOCTH. KOHKypeHTOoCcnocoOHOCTh
OpraHu3aly MpeACTaBIsieT cOO0H pe3ynbrar, OT-
paXkaroluii UMerolrecs y Hee KOHKYpEHTHBIE Tpe-
MMYILECTBA, KOTOPbIE, B CBOIO OYEPE/lb, SBISIOTCS
YHUKAJIbHBIMH [IEHHOCTSIMH M 00€CIICYMBAIOT By3aM
UX MPEBOCXOJCTBO Haa KOHKypeHTamu. M. Iloptep
CUHTAET, YTO ATO, MIPEK/IE BCET0, KOHKYPEHTHBIE IIpe-
MMYIIECTBa, OCHOBaHHBIC Ha Ka4yeCTBe, IICHaX U W3-
nepkkax [1]. K. Ipaxanan u B. PamacBamu matot 6ornee
00001IeHHOE TIPEJICTABIICHUE O KOHKYPEHTHOM IIpe-
MMYTIECTBE, UCTIONB3YS JIJIS €r0 XapaKTEPUCTUKH KITFO-
YeBYI0 KOMITETEHIIUIO, TIOT KOTOPOH TIOHUMAETCS 0CO-
ObIil HABBIK, TEXHOJIOTHsI, YHUKAJIbHAS IIEHHOCTH IS
notpebuTens [2]. CrieruanbHble HABBIKYA OpTaHH3aIH
B 3HAUUTEJIBHOMN CTEIICHH BBIPaKEHBI B KOJUIEKTHBHOM
3HaHWUH €€ COTPYAHHUKOB U MTPOIIETYPaxX, OTPaKAIOLIIX
XapaxkTep ux B3aumozecTBud. KitoueBble KOMIIETEH-
IIUU MOYKHO PacCMaTpHUBaTh KaKk OCHOBY YCTOWYUBOIO
KOHKYPEHTHOr0 IPEenMYIIecTBa Opranu3anuu [3].
CoBpeMEeHHBIM By3 MOXKET MPEB30HTH KOHKY-
PEHTOB, eciu OH OyneT 00JaaaTh YHUKAIbHOH LEeH-
HOCTBIO (OTJIMYMEM) MO CPaBHEHHUIO C KOHKYpPEH-
TaMu. JOCTHKEHHE KOHKYPEHTHBIX MPEUMYIIECTB
By3a BO3MOXKHO C MOMOIIBI0 PA3JIUYHBIX UCTOYHH-
koB. M. [lopTep BwIENSIET ABAa OCHOBHBIX HCTOY-
HHUKa KOHKYPEHTHBIX MPEHMYIIECTB: ONEPaINOH-
Hoe u cTparerndeckoe [1]. O0nagaTes yHUKAIBHOU
IIEHHOCTBIO (OTIMYHEM) 32 CUET OINMEepPAMOHHBIX
MCTOYHUKOB OpPTaHU3alHNHu (By3a) B COBPEMEHHBIX
YCIIOBUSIX — IOBOJIBHO CIIOKHAA 3aj7ada, TOCKOJIbKY
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3TU UCTOYHUKH JOCTYIHBI ISl BCEX KOHKYPEHTOB
Ha peiHKe. CTpaTerndyeckue NHCTOYHUKN KOHKYPEHT-
HBIX IPEUMYIIECTB By3a CBS3aHbI C BBIOOPOM MHBIX
BUJIOB JICATEIBHOCTH, YeM Y KOHKYPEHTOB (pa3pabot-
Ka HOBBIX 00pa30BaTeNbHBIX MPOTrPaMM, BHEAPECHUE
HOBBIX THOKUX 00pa30BaTelIbHbIX TEXHOJOT U U JIP.),
YTO MO3BOJISIET BBIACIUTH By3 BO BHEIIHEH cpene
WJIH K€ C BHIMIOJTHEHHEM TEX K€ BUJOB JIEITEIbHO-
CTH, HO IDYTUMHU CIIOCO0aMH, YTO TAKKE TO3BOJISIET
CO03/1aTh HOBBII YHUKaJIbHBIA HA0OP LIEHHOCTEH.

OmHUM U3 CTpaTEeruyecKuX MCTOYHHUKOB (op-
MHUPOBAHUS KOHKYPEHTHBIX IPEUMYUIECTB SIBJISICT-
Cs U3MEHEHUE OPraHU3aLUOHHON KyJIbTYypbl By3a.
HNmenHO ee pa3BuTHE TO3BOIAET chOopMHUpPOBATH HO-
BbI€ IECHHOCTHBIE YCTAHOBKH KaK y IpernoaaBaTesici,
TAaK Uy CTYJEHTOB.

M3MeHeHus opranu3aliuoOHHON KYJIBTYPhI TPOKUC-
XOZST TIOJT BO3/ICHCTBHEM (haKTOPOB BHEITHEH U BHY-
TpenHel cpenpl. K BHEITHUM (hakTopaM OTHOCHTCS:
rnobanuzanus, npucoequHenue Poccun k BTO, uud-
poBH3aIMsA IKOHOMUKH, YCHIJIEHNE KOHKYPEHIINH, 13-
MEHEHHE MacIITabOB IESITETLHOCTH By3a, H3MECHEHU ST
Ha pelHKe Tpyna u np. K ¢pakTopam BHyTpeHHel cpe-
JIbI, BO3ACHCTBYIOIINM Ha OPraHU3AIMOHHYIO KYJb-
TYpY, OTHOCSATCS U3MECHEHHUE KOJIMUECTBA U KaUeCTBa
MPEAOCTABISEMbIX By30M 00pa30BaTEIbHBIX YCIVT,
JIMYHOCTh PYKOBOJUTEN S, YPOBEHb 00pa3OBaHMs
Y KBaTMQUKAIHHA TPO(ECcCCOPCKOro-TpernoaBaTeb-
CKOT'0 COCTaBa, YPOBEHb HHPPACTPYKTYPHI U TIP.

M. Xammep u J[x. YaMnu paccMaTpuBarOT TPU
YPOBHSI U3MEHEHUSI OPTaHU3ALUOHHON KYJIBTYPHI:
TTOBEPXHOCTHBIN, TIOATIOBEPXHOCTHBIN U TITyOMHHBIH.
Hx xapakTepucTrKa pencrasicHa B Ta0m. 1 [4].

Bompocam, cBsi3aHHBIM C H3MEHEHHS-
MU OpPTaHU3AIMOHHOW KYJIBTYpPBHI, HOCBSIIIE-
Hbl pabotel B. A. CnuBaka [5], E. Ixakyca [6],
T. O. Conomanmaunoit [7], H. 0. Jlebenepoii
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I

Tabauya 1

H3MeHeHus1 OPraHn3alMoOHHOMN KYJBTYPbI 10 YPOBHAM

Table 1

Changes in organizational culture by level

M3MeHeHns «ITOBEPXHOCTHOT0» YPOBHS
OpraHU3allMOHHOHN KYJIBTYPbI

W3MeHeHUsT «ITOIMOBEPXHOCTHOT0» YPOBHS
OpraHU3allMOHHON KYJIBTYPbI

W3menenust «riryOMHHOT0» yPOBHS
OpraHU3allMOHHON KYJIBTYPbI

W3MeHeHue T0JI>KHOCTHBIX MO3UIINMH,
MIOSIBJICHUE HOBBIX OM3HEC-IIPOILIECCOB;
HM3MEHEeHHE BHYTPEHHET0 HHTephepa
U apXUTEKTYPBI

M3meHeHne 00pa3oB MOBEIEHUS paboT-
HUKOB, (hOpMUpOBaHUE aTMOC(EpHI IIepe-
MEH U O)KHJIAHUH K JTy4IIeMy B )KH3HU
OpraHM3aIiK

JlommycTHMO yBOJIBHEHHE WIIH TIepeolyue-
HUE COTPYAHUKOB B CBA3H C UX HECOOT-
BETCTBHEM HOBBIM OPraHU3allHOHHBIM
LCHHOCTSIM

V3MeHeHNe «OpraHU3allHOHHOTO SI3bIKAY,
HOBBIE BUJIbI KOMMYHUKAIIUH

Bo3MoxHO N3MEHEHHE MUCCHHT OpraHu-
3allMH, a TaKXE€ CTPATETUYCCKUX, TAKTHU-
YECKUX U ONCPATUBHBIX nesiei

B03MOXXHO H3MEHEHHE KOPITOPATHBHOTO
KOJIeKCa, IEBU30B, METOJI0B OOIICHHS
PYKOBOJCTBA C COTPYAHUKAMH

Ocy1ecTBIeHNE U3MEHEHHI KalpoBOii,
(MHAHCOBOH, TEXHOJIOTNYECKON, NHHOBA-
LIMOHHOM, MAPKECTUHT OBOM OJTUTUKU

BospacTaet 3HaueHue KapoBOi pabOThI

Crenuduueckue XxapaKTepUCTHKH, TPHU-
Cyllue JaHHOM OpraHu3anuuu

Co3znanne KOMaHIHBIX ()OPM BBITIOJTHE-
HUS 3aaHUS

OpFaHI/I3aL[I/IOHHa$[ KYJIbTypa ABJIACTCA
COCTaBJ’IFHOH.[eﬁ CTpaTeruu opranusanuu
" €€ MUCCHUH

OpraHu3alMOHHbBIC IEHHOCTHU €IUHBI AJIs
BCEX COTPYIHUKOB

u E. M. llluponunotii [8], H. JI. fI61ouckene [9] u np.

OHHU paccMaTpUBAIOT pa3IUIHBIC

JICHUS U3MEHEHUSIMHM OPTraHU3allUOHHON KYJbTY-
pbl, OpeularatoT MEPONPUSATHS 110 YCTPAHEHHUIO

MOJIETIH YIIPaB-

(axTOpOB, HETATUBHO BO3JEHCTBYIONIMX Ha HEeE.
Cucremarnzanusi JaHHBIX MOAXOA0B K M3MEHEHHIO
OpPraHM3alMOHHON KYJBTYPHI MO3BOJISET pa3paboTaTh
aJroOpuTM ee u3MeHeHus u passutus (puc. 1) [10].

Pazpabotka u cocraBiieHIe Huarsoctrka CoCTOSHHUS
OIIPOCHUKOB 00 3JIEMEHTaX R OpraHM3alOHHON
OpraHU3alMOHHON KYJIbTYpPbI - KYyJIbTYpbI
[InanupoBanue IMpodunakruka
HEOOXOAMMBIX H3MEHEHHUIT BO3MOJKHBIX
OpTaHM3AI[MOHHOHN KYIbTypHI > COIIPOTHUBIICHUI —
HU3MEHEHUSIM
OneHka pe3ylbTaToB
I Mepomnpusarus no 1 pesy
poseicHue IIPOBEICHHBIX
o NIPEOI0JICHUIO o
H3MCHEHHU U3MEHEHUH B
CONPOTHUBIICHUS N
OpraHU3allMOHHON
HU3MEHCHUAM
KyJIbTYpPbI
ITonoxurensHbIH OTpHuaTenbHbIi
v l
3akperieHne KoppextupoBka Ha
MOJTY4eHHBIX OCHOBE —
pe3yNbTaToB IJTAaHUPOBAHUS

Puc. 1. Anroputm nameHeHns 1 pasBuTus OpraHn3aLMOHHON KynbTypbl
Fig. 1. Algorithm of change and development of organizational culture
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AJTOPUTM COCTOUT U3 HECKOJBKUX DTAIOB.
[lepBblii TOATOTOBUTENBHBIN 3TAIl BKIIOYAET B ceOs
BBIOOP METOJIOB MCCIICIOBAHUS U OIEHKY COCTOSI-
HUS OPraHU3AIMOHHON KyJIbTypbl. Ha BTOpoM 3Tamne
OCYIIECTBIISACTCS INIAHUPOBAHUE HEOOXOIUMBIX H3-
MEHEHU HA OCHOBE MOJIYUYEHHOM OILICHKH COCTOSIHUS
OpPraHMU3AIMOHHON KYJIBTYPBI U pa3paboTKa MEepOIIpH-
SITU TI0 IPEOJOJICHUIO BOBMOKHBIX COPOTUBICHUI
CO CTOPOHBI IEPCOHAJIa U3MEHEHUSIM OpPraHU3aloH-
HOM KyJBbTYpbl. TpeTuil aTam—3To caMm Mpolecc u3-
MEHEHHUU U OIleHKa MOJYy4YEeHHBIX pe3ynbraToB. Ilpu
MPOBEICHUN U3MEHEHUN OpraHu3allMOHHOU KYJIbTY-
pBI MEHEIKepaM PEKOMEHIYETCS TIPUIEPKUBATHCS
CICAYIONMIUX MPUHIIUIIOB, PEaIN3aIus KOTOPBIX I0-
3BOJIUT MPEOJ0JIETh COMPOTUBICHUE U3MECHEHUSIM
CO CTOPOHBI COTPYIHHKOB M 00yUaroIuxcs By3a (fep-
coHaJa).

1. Akuent Ha KojuieKTUB. CloCOOHOCTH KOJLJIEK-
THBA By3a CTUMYJIUPOBATH U3MEHEHUS MOBEICHYC-
CKHX CTEPEOTHIIOB HA OCHOBE (POPMUPOBAHHUS OOIIIe-
CPYMIIIOBBIX HOPM MOBEICHUS U CAHKIIMIA.

2. O0ocHOBaHUE HEOOXOAUMOCTH U3MEHEHUN
U JOBEICHUE UX N0 KoiiekTuBa. [loHuManue co-
TPYAHUKAMHU LEJeld U3MEHEHUH OpraHu3aluOHHON
KYJIBTYPbl BO MHOTOM CHU3HUT COIIPOTUBJICHUE UM.

3. BoBneueHHOCTh nepconana. [103BoJIUT MOBbI-
CUTh MOTHUBAILIMIO U OTBETCTBEHHOCTH 3a IPOBOAU-
MBbI€ U3MEHEHUSL.

4. Pa3BuTHE yBEepEHHOCTH IIEpCOHAIa B HEOOXO-
JUMOCTH M3MEHEHHUI OpraHM3allMOHHON KYJIBTYPBI
1 TOTOBHOCTH K HUM.

[Ipexnae uem ocylecTBIATh pa3padOTKy U BHe-
JIpeHre MepONpHUATHH, HANIPAaBICHHBIX HA W3MEHE-
HHUE OPraHM3aLlMOHHON KynbpTyphl HanuoHanibHOro
HCCJIEI0BATENIHCKOTO MOPAOBCKOTO TOCYapPCTBEH-
Horo ynuBepcutetra um. H.II. Orapesa (MI'Y
uM. H.II. Orapesa), olHOro U3 KpymHEHIINN 1eH-
TPOB BBICHIETO 00pa30BaHMs, HAYKU U KYJIBTYPHI
Pecnnybnuxu MopaoBusi, He0OOX0JUMO MPOBECTH
aHaJM3 U AaTh OLEHKY COBPEMEHHOI'O COCTOSHHUS €r0
OpPraHU3aLMOHHON KYJIBTYpBI.

Jl1s aHanu3a ¥ OLEHKH OpraHU3allMOHHOMN KYJIb-
TYPbI TPOPECCOPCKO-TIPENOIaBATEIBCKOTO U CTYACH-
yeckoro coctaa MI'Y um. H.II. OrapeBa Ob11 mc-
nosib3oBaH noaxon Y. Xosia [11].

Jlist uccnenoBaHus MOBEPXHOCTHOTO YPOBHSI Op-
TaHU3aIMOHHON KYJIETYPHI By3a (A-TTapaMeTp) HaMH
OBIJIO U3yUECHO OTHOLICHHE IpernoaaBaresiell U cTy-
JIEHTOB K KJIIOYEBBIM JJIEMEHTAM KOPIOPaTUBHOU
cpeasl By3a. AHallN3 MOANMOBEPXHOCTHOTO yPOBHS
OpTaHM3alMOHHON KyNbTyphl (B-mmapamerp) ocymiect-
BIISLJICA C MCTIOJIb30BAHUEM aJlallTUPOBAHHBIX BapH-
anToB BonpocHukoB K. Kamepona u P. Kyuna [12].
bazoBble ienHOCTHBIE Cy)aeHus (C-apamerp) ObLITN
UACHTU(QHUIMPOBAHBI C TOMOILBIO TPUMEHEHHS METO-
nuxu I. Xoserene [13] (puc. 2).
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OO0beKkTHBHBIC Cy0beKTHBHBIE 3JIEMEHTbI
3J1eMEeHThI
| | |
A B C
| | |
e Jlororun e [loBenenueckue e [IpoBo3rnamaemelie
e CuMBOJIBI, CTEPEOTHUIIBI LIEHHOCTH
JIO3YHTH [IpaBuna urpst [lonco3narenbHbie
e Tpamuunu, CymecTByromui yOexnenus
pUTYaIIbI MIPAKTUYECKUN OcoOeHHOCTH
e SI3bIK OOmIEHNS OIIBIT BOCHIPUATHUSA
e Kanposas Texanueckue I'pymnmoBsie HOpMBI
MOJINTHUKA MPUEMBbI U METOJIbI dunocodust
e Muccus Opranu3anOHHBIN OpraHu3aluu
e llenu KJIUMaT
e Cucrema
ITOOLIPEHMS
e ApxurekTypa

Puc. 2. Bo3aMoXHble napameTpbl OLEeHKN OpraHn3auMOHHOM KynbTypbl Mo Y. Xonny

Fig. 2. Possible parameters for assessing organizational culture by W. Hall
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Yucno pecroH1eHTOB, MPUHSABIINX YYaCTHE B HC-
CJIeIOBaHUHU cocTaBuiIo 847 yenoBek, u3 kotopbix 100
YeJIOBEeK —3TO HAyYHO-IIeJarornieckue paboTHHKH,
747 — CTYIEHTBHI.

Wzyuenne npeacraBieHuid mpodeccopeKo-mpe-
M0/1aBaTEJIbCKOTO COCTaBa OTHOCUTEIBHO JIEMEHTOB
MOBEPXHOCTHOT'O YPOBHSI OpraHMU3allMOHHON KYJb-
TYpBI TIOKa3aJlo, 4TO HanOombInee pazsutue B MI'Y
uM. H.II. OrapeBa nonyuuia Muccusi U OpraHusa-
LIMOHHAs CTPyKTypa. B uccnenyemoit cpenie pecros-
JIEHTOB OTMEUYECHO UX BBICOKOE 3HAHUE U IIOHHMMAHHUE.
B xauecTBe 3J1€MEHTOB, IIOJTYUHBIIUX HaMMEHbIIIEE
OpraHu3alMOHHOE Pa3BUTHE, UICHTU(HUIIHPOBAHEI
KOpPIIOPATUBHBIN CTUJIb, YCIOBUS TPY/Ja, a TAK)Ke CH-
cTeMa BHeayIUTOPHOTO Pa3BUTHS JTUYHOCTH (puc. 3).

[Toompeni i
HARA3AHTLA
P

\ Ymalarm

hlepomy

T paymrorm PaznmTie

KopnoparimHedi

TPYETY]a
CTIME PYELYP

Puc. 3. PenpeseHTaunsa nccnegoBaHus
NOBEPXHOCTHOIO YPOBHS OPraHM3aLMOHHON KymnbTypbl
MIY nm. H.T1. Orapeea rnasamm npogeccopckKo-
npenogaBaTenbCKOro coctaBsa

Fig. 3. Representation of the study of the surface
level of organizational culture of National Research
Mordovia State University through the eyes of the
faculty

B 10 xe Bpems uccienoBaHue NOBEPXHOCTHOIO
YPOBHSI OPraHU3allMOHHON KYJIBTYpPbI, 10 MHEHHIO

I

CTYJICHYECTBA, [10KA3aJ10 JOMUHUPOBAHUE CUCTEMBI
KOMMYHUKAIM{, HanMEeHbIIIee Oauibl Moy4ynsa Cu-
cTema Mmooupenns u Hakazanus (puc. 4) [14].

[Moompen n
_HAKIAHILA

Mepomp B

Tpazmmrm Pasprrmme

Fopmoparieien

TPYETV]a
CTITTE FE

""" CIILEITT

Puc. 4. PenpeseHTauma nccnegoBaHuns
NOBEPXHOCTHOrO YPOBHSA OpPraHn3aumoHHOMN KymbTypbl
MI'Y um. H.T1. OrapeBa rmasamu CTy4eHTOB
Fig. 4. Representation of the study of the surface level
of the organizational culture of National Research
Mordovia State University through the eyes of students

Hccnenosanue, 6azupytolieecss Ha UCHOIb30Ba-
uuu meroauku K. Kamepona u P. Kyuna, nokasaiio,
YTO, TT0 MHEHHIO OOJIBITUHCTBA OMPOIIEHHBIX MPEIo-
nmaBateneit u ctyneHTos, niust MI'Y um. H. I1. Orapesa
CBOMCTBEHEH KJIAHOBBII THII OPraHU3allMOHHOM KYJIb-
TypslI (Tab:. 2) [15]. CnenoBarenbHO, aKIIEHT JeaeTcs
Ha COBEPIIEHCTBOBAHUH JINYHOCTH, CIIJIOYEHHOCTH
KOJJIEKTHBA, MOPAJIbHOM KJIMMAaTe U TPAJIULIHIX.

OpHako cineayeT OTMETUTh, YTO JAHHBIM THUII
KYJBTYPBI SIBISIETCSI HEAOCTATOYHO CUJIBHBIM, IO-
CKOJIBKY HapsJly ¢ HUM IIHPOKOE pacinpoCTpaHEHHUE
MOy YHMJIM LIEHHOCTH OIOPOKPATUYECKOH KYJIBTYPHI.
Tak, 0 MHEHHIO ITpeCTaBUTENCH reorpadmuecKoro
U IOPUANYECKOro (paKyIbTeTOB, HHCTUTYTOB 3JICK-
TPOHMKH U CBETOTEXHUKH, MEXaHUKH U DHEPTETHKH,
HCTOPHUKO-COLMOIOTUNYECKOT0 U MEAUIINHCKOTO MH-

Tabnuya 2

CpenHue 3HaYeHHS Pe3yJIbTATOB AHKETHPOBAHUS OTHOCUTEJIBLHO CYIIeCTBYIONIEr0
npoguis oprannzanmoHHoi KyJasTypsl MI'Y um. H. II. Orapesa

Table 2
The average values of the results of the survey on the existing profile
of organizational culture of National Research Mordovia State University
Tun opranu3aliuOHHON KYJIBTYPBI
Obpexr Knanosast A xokpaTuyeckas Prinounas bropokparuueckas
KyJIbTypa KyJIbTypa KyJIbTypa KyJIBTypa

IIpodeccopcko-npenonaBaTebckuii cocTa 30 19 24 27
CryaeHThl 35 20 21 24
B nesnom no By3y 32,5 19,5 22,5 25,5
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CTUTYTOB, OpraHU3al[MOHHAs KyJIBTypa By3a XapaKTe-
pusyercs GOpMaIn30BaHHOCTBIO, CTPYKTYPUPOBaH-
HOCTBIO H JIOJITOCPOYHOU 3a00TOH 00 oOecredeHrn
cTaOMIIBHOCTH TIOKA3aTeseH.

Pecrionnentsl axkynbrera MaTeMaTUKH U HH-
(hOpMAaITMOHHBIX TEXHOJOTUN, IKOHOMUUYECKOTO (a-
KyJIbT€Ta U WHCTUTYTa HAIHOHAIBHOW KYJIBTYPHI
nonaratT, 4To MI'Y um. H. II. Orapesa 6onpmie
MPUCYI] PEIHOYHBIN TUTT KyIbTYphl. ClenoBaTensHo,
1esaecoo0pa3Ho TOBOPUTH O HAJUYUH LEJIEYCTPEM-
JIEHHOCTH, CONIEPHUYECTBA M OPUEHTAIINU Ha PE3yIIb-
tat. POKyC MEePCHeKTHBHI HACTPOEH HAa KOHKYPEHT-
HbIC JICUCTBUS, pEllIeHHE TOCTABIICHHBIX 3a/1a4 U JI0-
CTH)KEHUE U3MEPUMBIX TIeTICH.

AnXokpaTuyeckas KyJnbTypa (¢ ee mpelaHHO-
CTBIO HOBATOPCTBY, TBOPUECTBY, JINYHOW MHUIIUATH-
BOI1 1 CBOOO/I0M) ollpejiesieHa B KauecTBe peobiiaia-
IOlICH B By3€ NMPU U3YUYCHUN MHEHUH Ha (aKyJbTeTe
OMOTEXHOJIOTMH U OWOJIOTHH, a TaKXKE B arpapHOM
WHCTHUTYTE.

ConocTaBUTENbHBIH aHAN3 CYIIECTBYIOIIETO
1 JKeJIaeMoro PO OpraHU3aIMOHHON KYIIBTYPhI
HanmonanbHOTro HccienoBaTeabckoro MopIoBCKOTro
rOCyJapCTBEHHOTO YHUBEPCHTETa IMMOKa3aj, 4To
Ha MHOTHUX (paKkynpTeTax M B MHCTUTYTax, 3a HC-
KJIIOYeHneM (aKylbTeTa JOBY30BCKON IMOATOTOBKH
U cpemHero mpodeccroHalbHOT0 00pa3oBaHus, (a-
KyJbTETa HHOCTPAHHBIX SI3bIKOB, arPapHOTO HHCTH-
TyTa ¥ UHCTUTYTa (PU3UKH U XUMHUU, CYHIECTBYIOT
KYJBTYpHBIE Pa3pbIBHI (TA0M. 3).

HabmnronaeTcst HecoBaieHe BOCIPUSTHH CyIile-
CTBYIOILIETO U JKEJIAEMOT'0 TUIIOB OPTaHU3aIlHOHHOM
KYJIBTYpBI By3a. B OONBIIMHCTBE CBOEM PECTIOHICHTHI
BBICKA3bIBAIOT MHEHHE 00 YCHIICHUN KYJIBTYPHBIX I1a-
paaurM KJIaHOBOT'O U aAXOKPAaTHUECKOr0 TUIIOB MPH
OJTHOBPEMEHHOM CHM)XCHUHU BIHMSHHUS PHIHOYHOM
U nepapxuueckon KyneTyp. ComocTaBieHue xenae-
MOTO U CYIIECTBYFOILETO THIIOB KYJIBTYPBI IPEACTaB-
JIEHO Ha puc. 5.

BropowpaTie | ATXoEpaTIE

Prmog

CWIHECTRVIOLIAA VBTV — = Femacniad KVIBTY

Puc. 5. MNpodunb opraHnsaumoHHom Kynbtypbl MY
um. H.T1. OrapeBa

Fig. 5. Profile of organizational culture of National
Research Mordovia State University

OrieHKa MEHHOCTHBIX CYXIACHUH PECIIOH/ICHTOB
00 OpraHu3alMOHHON KYJIBTYpE C HCIIOIb30BAaHUEM
meTonuku I. XoBcTeae mokasana, YTO IO MHCHUIO
BCeil ncciieyeMoi rpynmnbl CTPYKTYPHBIX HOJpa3-
nenenudt, s MI'Y um. H. II. OrapeBa xapaxre-
PEH HU3KUN YPOBEHb MHJEKCa «JlucTtaHuus Bia-
ctm» (MIBcp=32,65) (Tabm. 4).

JlanHble 3HaYeHUS 10 MapameTpy «Jlucranmus
BIIACTW» CBUACTEIBCTBYET O HAIMUUHU B By3€ KOJLJIC-
THAJIBHOTO THUIIA KYJIBTYPBbI, XapaKTEPU3YOIIEr0oCs
JIEMOKPATHYECKUM CTHIIEM yIipaBieHus. [lokazarens
«CrtpemiieHne K u30eraHWio HEOINpEeIeNIEeHHO-
ctm» (MCUHcp=67,95) nmeet 3HaueHne OiMkKe K BbI-
cokomy. B 3To#t cBsI31 11e1eco00pa3Ho TOBOPHUTH O CY-
IIIECTBOBAHMH OOJIBIIION TPEBOTH 3a OyayIee, O0sS3HH
HeycIexa, CJ1aboif TOTOBHOCTH K prcKy. Hammenbiee
3Ha4ueHune nHaekca «CTpemiieHne K n30eranuio Heo-
MIPEICICHHOCTD JIJISl BOCIPUATHS OPraHU3aI[MOHHON
KYJBTYpBI By3a 3aMKCHPOBAHO Ha SKOHOMHUYECKOM
¢dakyisrere (MCUH = 52,5), Haubosbliiee — Ha FOpH-
nuaeckoM Qakynerete (MCHUH = 87,5). Ananus un-

Tabauya 3
CpenHue 3HaYeHUS Pe3yJIbTATOB AHKETHPOBAHUS OTHOCUTEJILHO KeJIaeMoro
npodus oprannzanmonHoi KyJasTypsl MI'Y um. H. II. Orapesa
Table 3
The average values of the results of the survey regarding the desired profile
of organizational culture of National Research Mordovia State University
Tun opraHu3allMOHHON KYJIBTYPBI
Obzext Kianosast A 1XoKpaTuyeckas Prinounas bropokpatnueckas
KyJIbTypa KyJIbTypa KyJIbTYypa KyJabTypa
TIpodeccopcko-npenonaBaTeIbCKIil cOCTaB 46 26 15 13
CTyneHThI 42 26 17 15
B nenom no By3y 44 26 16 14

136

2019; 23(1-2): 131-140 YHuBepcuTeTCKOE ynpaBneHve: npakTuka n aHanus / University Management: Practice and Analysis



= ['ycbkoBa H.[l., EpacTtoBa A.B., YanniokoBa O. b. PazButne opraHnsaLmoHHOW KynbTypbl By3a

I

Tabauya 4

PesyabTaTsl anaanza C-napamerpa opranusanuonnoii kyastypsl MI'Y um. H. I1. Orapesa

Table 4

Results of the analysis of the C-parameter of the organizational
culture of National Research Mordovia State University

Wnnexe «CtpemieHne Nnnexc « AuauBu- HNnnekc «Kencren-
Wunexe «Jluctanius
O06BeKT —n K H30CTaHuUIO HEOIpe- |  JyaTH3M/KOJIIEKTH- HOCTb-MY>KECTBEH-
1ac nenenHoctuy (MCHUH) Bu3m» (MUK) HocThY (MXKM)
Hpov(beccopcxo-npenouaBaTenL- 31,0 (H) 69.0 (B) 613 (B) 418 (C)
CKuil cocTaB
CryneHTs 34,3 (H) 66,9 (B) 61,8 (B) 44,6 (C)
B nemnom mo By3y 32,65 (H) 67,95 (B) 61,55 (B) 43,2 (C)

H—nuskuii nokasarens napamerpa, C—cpeaHuii nokasaresib napameTpa, B—Bbicokuii mokasaTelb napamerpa.

nexca « MHnuBUIyanu3M / KOJUIGKTUBU3MY TIOKa3all,
yto 1is MI'Y um. H. I1. OrapeBa cBolicTBEHHA CILJIO-
YEHHOCTDb U CHJILHOE BIIMSHHE Ha YMOLIMOHAIBHOE CO-
CTOSIHHE COTPYJHUKOB, TIOCKOJIbKY TIPe00Ia1aronum
SIBIISIETCSI KOJIJICKTHBUCTCKUH (IIEXOBOW) THIT OpraHu-
3anuoHHOW KyabTyphl (MMK=61,55). Ilo pe3ynbra-
TaM UCCIICIOBAHMS He OBLITIO BEISBIICHO IMpeobIa anme
B Ka4ECTBE XapaKTePUCTUKH OPTraHU3AIHOHHOTO TIPO-
CTPaHCTBA By3a «MYKCKOM» HITH «OKEHCKOM» KYJIBTY-
per (MXKM=43,2). HaumenspIiee 3Ha4€HNE TaHHOTO
napaMeTpa ObLIO OTMEYEHO MPOPECCOPCKO-TIPEIo-
JIaBaTCJIbCKUM COCTABOM 3KOHOMHUYECKOTO (haKyJib-
teta (MXKM=15,0).

Jist 00001IeH s MOy YSHHBIX TaHHBIX HAMHU Obl-
Jla COCTaBJICHA KapTa OPraHU3aIllMOHHO-KYJIBTYPHBIX
HeHHocTel HanuoHambHOrO MCCIen0BaTelIbCKOro
MopIOBCKOT0 TOCYIapCTBEHHOT'O YHHBEPCUTETA TJ1a-
3aMH MPodeccopCKO-IPeroaaBaTeIbLCKOro CocTaBa
Y TJIa3aMH¥ CTYACHTOB (Ta0. 5).

Pe3ynbpTaThl HCCIEAOBAaHHS MPEACTaBICHUN
npodeccopcko-nmpenogaBaTeabCckoro cocraba
U CTyJIeHYecTBa 00 OpraHM3alMOHHOW KYJIBTYpe
MO3BOJIMIIN TTOJYYUTH 00IIee BUACHHE O KITFOYEBBIX
LIEHHOCTHO-KYJIBTYPHBIX OPUEHTUPAX U UACHTHDH-
[UPOBATh CIIOKHUBIIYIOCS OPTaHU3AIMOHHYIO KYJITh-
Typy. OHAKO HCCeI0BaHKE MOKA3al0 HalluuKe

Tabnuya 5
Oprann3anMoHHO-KYJbTYPHOe BocnipusiTHe coTpyaHukoB MI'Y um. H. I1. Orapesa
Table 5
Organizational and cultural perception of the employees
of National Research Mordovia State University
TITIC CryzneHThl
[MapameTp opraHU3allMOHHON KYyJIBTYPbI VYpoBeHb pa3BUTHS YpoBeHb pa3BUTHS
Huskuit Cpennnit Bricokuit Huskuit Cpennnii Bricokuit
OOBEKTHBHBIC 2JIEMEHTHI
Muccus
Tpagunuu
BneayautopHoe pa3BuTHE TMUYHOCTH
KopnoparuHslii cTuinb
VYcnoBus Tpyaa
Cucrema MoOIIPEHNS U HAKA3aHUS
Event-cucrema
Cucrema KOMMYHUKaIUI
OpraHuzannoHHAs CTPYKTypa
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IIpooonscenue maon. 5
22?2 tabl. 5

MIIC

CTyneHThl

[MapameTp opraHU3aLMOHHON KYJIBTYPbl

VYpoBeHb pa3BUTHS

YpoBeHb pa3BUTHS

Hwusknit

Cpennnit

Bricokuit Husknit Cpennnii Bricokuit

CyObeKTHBHBIC 37TIEMEHTHI

['0TOBHOCTB K PHUCKY

Bosi3ub Heycnexa

CIJIOYEHHOCTh

OpI/IeHTaL[PIH Ha paBE€HCTBO

Pa3BuTHE YEI0BEUCCKUX PECYPCOB

Bzaumnas nogacpiKka

HpeﬂHpI/IHI/IMaTeHBCTBO U TBOPYECTBO

Konkypenuus

(parMeHTapHOr0 BOCIIPUATHUS 3JIEMEHTOB KYJIBTYPBI
MPEICTABUTEISAMU Pa3HbIX MOAPA3ACICHUN, NMEIO-
OIUX MHOIZA AUAMETPAJbHO IPOTUBOIIOJIOXKHY IO
OIICHKY €€ mapaMeTpoB. B cBsi3u ¢ »TUM HEOOXOU-
MO IIPOBEJICHUE Psijla TPEHUHIOB IIpenojaBaTeliei
U CTYJEHTOB, HAIIPABJICHHBIX HA Pa3BUTHUE CUCTE-
MbI KOMMYHHUKaUH{, OPraHU3allMOHHBIX LIECHHOCTEH,
MICUXOJIOTHYECKOT0 KOM(OpTa U KOPIIOPATUBHOTO
uMuKa. [Ipu sToM nporiecc pa3BUTHSI BBIAECIECHHBIX
KOMIIOHEHTOB CUMTAaeM LieJeco00pa3HbIM paccMma-
TPUBATh Yepe3 NPU3MY pPealnu3aliy ONpeaeIeHHbBIX
1eJei, KOTOpble B CBOIO o4yepelb OyIayT SIBIATHCS

KPUTEPHUSAMH OIeHKH d(PPEKTUBHOCTH pa3paboTaH-
HBIX peKOMeHIarui (Tadi. 6).

O06001IeHHOE BUICHNE BO3MOKHOTO HHCTPYMCH-
Tapus MPOrPaMMBI, CIIOCOOCTBYIOIIETO Pa3BUTHIO
KYJIBTYPbI By3a IIpe/ICTaBJICHO B Ta0II. 7.

BHenpenue B cucTeMy BHYTPEHHEr0 O0yUYCHHUS
MpOrpaMMBbl, CBSI3aHHOW C Pa3BUTHEM OpraHU3aIlH-
OHHOW KYJIBTYPBI, TO3BOJHUT 3aMyCTUTD IPOIECC CO-
BEPIICHCTBOBAHUS COLMATBHO-IYXOBHOTO TTOJIS BY3a.

Taxum oOpa3om, B mpolecce HCClIeIOBaHUS
ObUTa 000CHOBaHA HEOOXOAMMOCTE OCYIIECTBIICHUS
KOMIIJICKCHOM OLIGHKH OpPraHU3allMOHHOW KYJIBTY-

Tabnuya 6

KommnonenTs!I pasButus oprannzannonHoi KyasTypsl MI'Y um. H. II. Orapesa

Table 6

Components of the development of organizational culture of
National Research Mordovia State University

KommoneHT opraHu3annoHHON
KYJIBTYPBI

Lenn

MupoBo33penue

CDOpMI/IpOBaHI/IC TIO3UTUBHOTI'O MUPOBOCIIPUATUS, OIPEACIICHUEC MECTA YCJIIOBCKA B KOJIJICKTUBE
n yHHBepCHTeTCKOﬁ Cpelc B LICJIOM.

OpFaHI/IBaL[I/IOHHLIe HEHHOCTH

ITcuxomoruyecKkuii KJimMar

Cruinp ynpaBiaeHHs

Cucrema KOMMYHHUKaIUK

SI3BIK OOIIEHMS

KopriopaTuBHBIH HMHTK

Co3aHue yciIoBHi, TPH KOTOPBIX JINYHBIE LIEJIH COTPYJHHKOB OyyT CIIOCOOCTBOBAThH peajn3a-
L[UU Lieel yHUBepcUTeTa. Bocnutanue 4yBcTBa FOpJOCTH 3a IPUHAJICKHOCTD K YHUBEPCUTETY.

PasBuTHe MHCTpyMEHTapHs Il CO3AaHMsI 6JIaronprUsTHOIO IICUXOJIOTHYECKOro KIMMaTa B KakK-
JIOM CTPYKTYPHOM IOJIpa3/IeJ€HUN YHUBEPCUTETA

PacnpocTpanenne KonaernaabHOroO CTHIIS PyKOBOACTBA.

BrictpanBanue 3pekTHBHOI CHCTEMBI KOMMYHHUKAIMH MEX 1y IPETOAaBaTeIIIMU U CTYACHTa-
MH Pa3HbIX CTPYKTYPHBIX HOPa3AeIeHUI By3a.

DopMHUpOBaHUE YCTONUNBO BHICOKOTO YPOBHS PEYEBOM KYIBTYPBI.

OmnpeneneHne KITFOYEBBIX 2JIEMEHTOB MMH/XKa, KaK MPENoAaBaTeliei, CTy/IeHTOB, TaK U YHUBEP-
CUTETCKOU CpeZbl B LIEJIOM.
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Tabauya 7

HNHceTpyMeHTHI pa3BUTHA OPraHU3ANMOHHOM KYJIBTYPbI

Table 7

Tools for the development of organizational culture

KommoneHT opranu3annoHHON
KYJIBTYPBI

MucTpyMeHTHI pa3BUTUS

MupoBo33penue

Oprasu3allMOHHbIC LIEHHOCTH
Jenosas urpa «Kapbepay.

IIcuxonorndyecknii KJIMMaT

CTHIb yrpaBIeHHS N
paszeneHuit

SI3bIK OOIIIEHUS

KopnopatuBHblii cCTHIB

Tpenunru «['apmonnuHoe pa3Butuey, «[lo3utnBHOE MbllIIEHUEY. becenbl ¢ cuxonoramu.

Cepus ceMuHapoB «CTpaTerus.

TpeHI/IHrI/I «ITcuxomorust HpO(l)eCCI/IOHaJ'ILHOFO MECKIMIYHOCTHOT'O 06H_ICHI/I${>>, <<Hp0(1)CCCI/IOHa.HL-
HBIN ABTOPUTET U CAMOYTBEPIKJCHUEC CIICIUATIUCTAY, «[IcnxoJIoTust MEKJIMIHOCTHBIX KOH-
(1)J'II/IKTHI)IX OTHOIIICHUY B KOJIJICKTUBEC», «CTPECC 1 JIUYHOCTD CIICHUAJIUCTa».

KOy‘I-CeCCI/II/I C PYKOBOAUTECIIAMU aAMUHUCTPALIUU BY3a U PYKOBOAUTEIAMU CTPYKTYPHBIX IMOA-

[TpakTuyeckue 3aHATHUS IO PUTOPHKE.

Jlexknuu «KynbTypa 1e710BOro 0OMIEHU .
Tpenunr « UMumx npenogaBaTess U CTYIEHTay.
OpraHn3anus MPOEKTHOH JEeATeIbHOCTH.

pbl. Ha ocHOBe pe3ysibTaToOB MCIOJIB30BaHUS JHa-
rHoctuyeckux monenei Y. Xonna, K. Kamepona
u P. Kyunna, I XoBcTene noctpoeHa kapTa OLEH-
KU COCTOSIHMS OpraHu3allMOHHON KynbTypbl MI'Y
um. H.II. OrapeBa, 9T0 TO3BOJIMIO HACHTUDUITHPO-
BaTh KJIIOUEBBIC HAIIPABJICHUS I COBEPIIEHCTBO-
BaHMS M Pa3BUTHUA OPTAaHU3AIMOHHOW KYJIBTYPHI
JTaHHOTO yHHBepcuTeTa. Kpome Toro, ycraHoBiieHa
B3aMMOCBSI3b MEXK/1Yy OPraHM3allMOHHON KYJIBTYpPOU
BYy3a, €r0 KOHKYPEHTOCIIOCOOHOCTBIO M YCTOWUYNBO-
cTbi0. Pa3paboTaHbl peKOMEHJALMH 110 Pa3BUTHIO
OpraHU3allMOHHON KYJIBTYpPBI, IpeIycMaTpHUBalOIIe
(dhopMupoBaHue O0IIETO BUACHHS M KYJIBTYPHO-LICH-
HOCTHBIX OPUEHTHPOB By3a. ApoOMpOBaHa METOIHU-
Ka IMarHOCTHUKY OpPraHU3allMOHHON KYJIbTYpHI By3a,
BKJIIOYAIOIIAsl HE TOJIBKO MACHTH(OUKALIUIO TEKYIIETO
COCTOSIHMS KYJIBTYPHO-IIEHHOCTHOI'O MPOCTPAHCTBA,
HO U BO3MOXXHBIE HAIlpaBJIEHUS €r0 COBEPLIEHCTBO-
BAHMS U Pa3BUTHUSL.

Hcnonp30BaHNE MOTYYEHHBIX PE3YJIBTATOB KAaK
OCHOBBI JJIsl BHEJPEHUS] MEPOIIPUATHIH IO COBEPIIECH-
CTBOBAHUIO H JaJbHEUIIEMY Pa3BUTHIO OpPraHU3AIIN-
OHHOHM KyJBTYpPHI B By3€, Ha HAIll B3MJISI, TIPEJICTAB-
JIIETCS CTPATErHIECKOI MPeporaTuBOi, 00ecTieynBa-
IOIIEeH KaueCTBO BCEX NMPOTEKAIONIUX B YHUBEPCUTETE
OpraHU3alMOHHBIX MPOIECCOB, CIEI0BATEIBHO, 110~
BBIIIEHNE €r0 KOHKYPEHTHBIX PEUMYIIECTB.

Cnucok numepamypul
1. llopmep M. KOHKypEeHTHOE NPEUMYILIECTBO: KaK
JIOCTHYb BBICOKOI'O pe3yJsibTaTa U 00eCIeuyuTh ero ycToii-

quBOCTh. Ilep. ¢ anrm. 2-e u3n. M.: Ans6una busnec bykc,
2005. 654 c.
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