ISSN 2707-5036 Bicuuk YHY im. b. Xmenpauubkoro. Cepist «Exonomiuni Hayku». 2020. Ne 3

PO3BUTOK PEI'IOHIB, TAJIY3EN TA BUJIIB EKOHOMIYHOI
JIAJTBHOCTI

DEVELOPMENT OF REGIONS, INDUSTRIES AND TYPES OF ECONOMIC
ACTIVITY

UDK 378.046.4
DOI: 10.31651/2076-5843-2020-3-82-92

MUZYCHENKO Anatolii

Dr. Sc. (Economics),

Central Ukrainian National Technical University,
Kropivnitskyi, Ukraine

Orcid ID: https://orcid.org/0000-0001-7894-195X
masinter.ua@gmail.com

HLEVATSKA Natalia

PhD (Economics),

Central Ukrainian National Technical University,
Kropivnitskyi, Ukraine

Orcid ID: https://orcid.org/0000-0002-9157-0839
nataglev@ukr.net

YAKUSHEYV Oleksandr

PhD (Economics),

Cherkasy State Technological University,
Cherkasy, Ukraine

Orcid ID: https://orcid.org/0000-0002-0699-1795
aleksandro@i.ua

STUDYING AND BORROWING OF ADVANCED FOREIGN EXPERIENCE IN
PROFESSIONAL TRAINING OF CIVIL SERVANTS FOR UKRAINE

Among the priority issues that need to be addressed is the issue of quality training of civil
servants. Since most developed European countries have significant positive experience in training
specialists in public administration and civil service, it is worth paying attention to the peculiarities of
vocational training in countries where the key role of the state in effective organization of professional
development of government personnel has led to successful socio-economic development. Peculiarities
of the formation and functioning of the civil service in countries of different state systems and practices
of training civil servants are largely determined by the special development of these states. It is
established that the French public service is one of the most stable and organized in the world, and
therefore is a benchmark for the organization and implementation of civil service relations for the
modern state. The system of public administration of the Republic of Poland is formed on the example
of the public service of France, in addition, Poland is one of the closest neighbors of Ukraine, and also
became an example in the decentralization reform for our country. After analyzing the foreign
experience of training qualified civil servants, we came to the conclusion that it can be grouped into
three concepts: 1) the concept of specialized training; 2) the concept of multidisciplinary learning; 3)
a concept that is focused on the individual. Analyzing research and international practices, we agree
with theorists who define three dominant models: English (a combination of business and public
administration), German (based on legal education, which is complemented by training and education
in the system of advanced training for civil servants lower levels) and French (provides for a state-
centralized system of training a small highly qualified elite, provided by the National School of Public
Administration).
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Introduction. With the adoption of the new Law of Ukraine "On Civil Service" in 2015, the
Institute of Civil Service of Ukraine embarked on the path of European integration and development.
Among the priority problems that need to be solved, there is an important issue of the quality training
of civil servants. The strategic goal of the state personnel policy of Ukraine is the formation and
development of educational and professional potential that would ensure the effective functioning and
development of the state. The solution to this problem largely depends on the study and
implementation of European experience. The example of foreign countries in organizing the
educational process of civil servants is valuable for Ukraine. Since most developed European countries
have significant positive experience in training specialists in public administration and civil service, it
is worth paying attention to the peculiarities of vocational training in countries where the key role of
the state in effective organization of professional development of government personnel has led to
successful socio-economic development.

Literature Review. The issues of training civil servants have been the subject of study by many
Ukrainian and foreign theorists and practitioners. In particular, the main aspects of the problem of
professional education and training of civil servants are analyzed in the works of the following
researchers: . Hritsiak [3], E. Litvintseva [5], O. Obolensky [15], A. Slyusarenko [19], S. Seryogin
[20], L. Tytarenko [24] and others.

At the same time, a comprehensive study of the problem of training civil servants, taking into
account legislative changes and foreign experience, was not conducted.

Purpose. The purpose of the article is to analyze and determine the features of the basic
European’s concepts and forms the experience of civil servants' professional development of individual
countries, which is the basis for further improvement and development of the civil service in Ukraine.

Results and discussion. Today, Ukrainian society and the state are in dire need of training a new
generation of heads and specialists of public authorities, local self-government and raising the
qualifications of already working civil servants. The high quality of organization and functioning of
public authorities, local self-government and civil service depends on the level of professionalism and
competence of employees. All this, in turn, is achieved by a quality system of training, retraining and
advanced training of management staff. The result of its action - educational - professional training,
that affects the speed and quality of administrative reform, the formation on a modern basis of the
mechanism of the state and state apparatus and the development of civil service. Therefore, it is
expedient for Ukraine to study the experience of foreign countries in organizing the process of
educational and professional training of civil and public servants.

According to the data in Table 1, from 20 to 26 percent of the employment of the population is
the population that is employed in public administration and defense, education, health care and social
services per capita.

Table 1
The share of the employed population in public administration and defense, education, health
care and social services in % of total employment

Ne Countries Countries

2015 | 2016 | 2017 | 2018
1. | Belarus 21,1 | 21,8 | 220 |221
2. | Federal Republic of Germany 254 | 256 |258 |259
3. | Poland 20,5 |20,3 |20,4 |206
4. | Slovakia 20,7 | 20,4 |20,3 |20,0
5.

258 | 255 |253 |253
The United Kingdom of Great Britain and Northern Ireland

6. | The Unites States of America 28,3 282 |281 |-

7. | Ukraine 21,4 |21,2 | 21,1 |205

8. | French Republic 31,0 | 31,0 |30,7 |304
Source [1]
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The number of the specified population per capita according to table 2 in certain countries ranges
from 80 to 102 people and tends to grow.
Table 2
Employment in public administration and defense, education, health care and social services per
capita (persons)

. Countries
Countries

Ne 2016 2017 2018
1. | Belarus 101,40 | 101,40 | 101,50
2. | Federal Republic of Germany 130,13 | 132,10 | 134,03
3. | Poland 84,71 86,02 87,31
4. | Slovakia 86,36 87,35 87,95
5. | The United Kingdom of Great Britain and Northern Ireland 120,55 | 120,06 | 120,70
6. | The Unites States of America 134,31 | 134,74 | -

7. | Ukraine 80,73 80,43 79,27
8. | French Republic 124,52 | 124,20 | 123,65

Source [2]

In our opinion, the specifics of the formation and functioning of the civil service in different
countries and practice of training public servants are largely determined by the specifics of the
development of these states. The model of civil service in each country is formed under the influence
of a number of factors, among which it is appropriate to highlight the following: the specifics of
historical development; the specifics of the legal system and the specifics of the state system.

As shows the analysis of primary sources in the field of educational and professional training of
managerial personnel in the context of global approaches, it is possible to clearly distinguish two
models of civil service — "Closed™ and "Open" [3; 4; 5].

"Closed™ and "Open™ models of civil service are divided into two models, depending on the form
of government: the model of civil service in the federal and unitary states. Thus, we can distinguish
four models of civil service: a centralized closed model, which is implemented in a unitary state;
relatively decentralized closed model - a federal state; relatively decentralized open model, which is
implemented in a unitary state; decentralized open model - a federal state. The main characteristics of
these models (table 3).

Elite and open systems are not mutually exclusive in relation to each other. Elite systems are
used when there is a shortage of highly qualified personnel. Open systems rely on a more flexible,
decentralized approach to staffing.

Proponents of another approach, analyzing the organizational and legal structure of the civil
service and its administrative and legal regulations, suggest the following typology (Table 4).

The training system for the public service of the United Kingdom of Great Britain and Northern
Ireland (hereinafter - the United Kingdom) is focused on:

- improving the quality of services provided by employees;

- development of managerial skills in employees and the formation of their leadership potential.

Most middle- and senior-level employees study at a specialized educational institution - the Civil
Services College. All training programs are designed to train future leaders. After graduation, civil
servants receive a qualification that allows them to achieve 3rd grade. It should be noted, that in the
United Kingdom the level of qualification has seven grades. The highest is the 1st grade. In addition to
training, the state system emphasizes the training of public servants and all public sector employees.
Therefore, each ministry has a corresponding department and special managers who prepare programs,
as well as courses that are specially prepared for this department.
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Table 3
Models of civil service and their main features

Closed model of civil service (most European countries). The main features.

1. Hierarchical "pyramidal” organization of the civil service system with a clear, normatively
established competence of each level of civil service and clearly established principles of state
subordination. Internal organizational activities are carried out based on regulatory procedures.

2. Personnel in the civil service are selected through a “closed™ system.

3. A civil servant has a high legal and social status, which is supported by career growth, salary and
benefits, which depend on the length of service and the position held by the employee. Complicated
procedure for dismissal of a civil servant.

4. The civil service is dominated by highly specialized specialists (with legal, economic or technical
education).

Centralized closed model in the French A relatively decentralized closed model - the Federal
Republic. Features. Republic of Germany. Features.
1. High level of centralization with strict 1. The high role of political appointments in the civil
control from the center over the activities of service.
civil servants in the provinces. 2. Delimitation of competence in the civil service
2. Competitive selection system for the civil system by levels of government.
service. 3. Multi-stage system of personnel selection for the
3. The elitism of the civil service. Which in the | civil service from graduates of higher educational
competitive system is supported by the institutions with the best performance.
"educational monopoly" of several educational | 4. High social status of a civil servant. Institute of
institutions for the training of civil servants. Honorary Employee.
5. A full-fledged system of guarantees of legal and
social protection of the employee, the principle of
"lifetime appointment”.

"Open" model of civil service. Characteristic of the Anglo-Saxon countries. The main features of this
model.

1. There is no clearly organized system of legal regulation of official relations.

2. Open competitive system of recruitment of candidates for civil service.

3. Dependence of remuneration and promotion on the results of work of a civil servant.
4. Simplified dismissal procedure.

5. Specialists of the general humanitarian profile of education prevail.

A relatively decentralized open model is the Decentralized open model in the federal country -
United Kingdom of Great Britain. Features. USA. The main features.

1. Civil service issues are not regulated by 1. The high role of political appointments in the civil
laws, but by normative legal acts adopted on service.

the initiative of the government. 2. The presence of a system of "merit".

2. Division of all government structures into 3. Simplified procedure for dismissal of civil

two categories. servants.

3. Transformation of decision-making services | 4. High decentralization of the civil service system.
into semi-independent agencies. 5. Differentiation in the civil service: civil servants
4. Remuneration depends on the tariff grid and | are all those who are employed in US institutions,
evaluation of work results. government officials - senior politicians, public

5. System of assessment of competence of civil | servants - professional employees, who make up 60%
servants. of civil servants.

6. Clear criteria for assessing the competence of

civil servants.

7. The presence of training centers and

programs that allow the civil service to respond

quickly to the goals and objectives of the

political and socio-economic situation in the

country.

Source: compiled by the author according to [3;4; 5;6;7;8;9;10; 11; 12; 13;14]
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In addition, we note that for heads of 4 - 7 grades are made special programs, and heads of
higher grades attend special individually elaborated "master classes".

Table 4
Typology of organizational and legal structures of public services
Ne | Model Administrative and legal regulation of the model
1. | Romano- Codification of norms, simplicity and accuracy. Detailed elaboration of

Germanic model | normative legal acts, detailed regulation of daily activity of officials,
(career). France, | functioning of civil service on the principle of hierarchy, caste and loyalty to

Germany and the state. Admission to the civil service is based on a competitive exam on the
Japan. principle of equality of all candidates. Prerequisites for admission are the
availability of basic education and special prior education.

2. | Anglo-Saxon An important characteristic of the model is the emphasis on the concept of
model New public management and the system of evaluation of quality and
(positional). efficiency. Entry into the civil service is carried out on the basis of a written
Great Britain, examination in the general order. At the same time, the Anglo-Saxon system of
USA. promotion is rigid at all levels. The whole system of admission, training and

promotion is organized to create a type of professional manager, general
administrator (generalist).

3. | Civil service of | Civil service and Islamic law are an integral part of the Islamic religion.
Islamic Islamic civil service is part of the system of denominational public services.
countries. The main legislative source of the "Islamic model" is the Sharia, which is
considered not only as a collection of divine establishments, but also as one of
the regulators of official behavior. The main characteristic of the regulation of
the definition of responsibilities of Muslim employees.

4. | Labor model. The labor model of the civil service occupies a special place among other
PRC, Cuba. administrative and legal systems. The civil service of these countries is based
on the principles of party affiliation, nomenclature, administrative hierarchy
and centralism. The activity of officials is regulated by party decisions, and
administrative activity is subordinate, in comparison with party activity, in
nature. Civil service in many cases is equated with general employment. Thus,
there is an identification of the legal status of civil servants and employees.

Source: compiled by the author according to [15; 16]

In our opinion, the system of training for the civil service in the United Kingdom has the
following characteristics:

- there is no centralized training program for civil servants;

- existence of clear criteria for assessing the competence of civil servants, which creates a
positive incentive to improve their level of education and professional skills;

- wide system of seminars, conferences and educational courses organized by ministries and
departments responsible for staff training;

- presence of training centers and programs that allow the civil service to respond quickly to the
goals and objectives of the political and socio-economic situation in the country.

In the Federal Republic of Germany (hereinafter - Germany), a person applying for the position
of a civil servant must provide guarantees of his political reliability and have the necessary level of
professional training, which is determined in accordance with the level of the service hierarchy [17,
p.38]. German law provides 4 categories of official positions (lower, middle, advanced and higher) and
16 ranks, that replaced by competitive selection after a probationary period. The appointment of lower-
level officials requires: successful completion of a basic secondary school or a recognized as
equivalent level of education; middle level - graduation from a specialized school, preparatory practice
for one year and passing the exam; advanced level - higher education at the bachelor's level;
preparatory practice for three years and passing the exam for the right to serve [18].
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Components that are required for higher-level service: availability of higher education at the
master's level (preferably in public administration); preparatory practice for at least two years and
passing an exam. The system of training specialists for the civil service in Germany is divided into two
stages: initial (basic) training, corresponds to a bachelor's degree, which is intended for the widest
possible coverage of basic academic disciplines and specialized training (two, three years), which ends
with a master's degree. This is specialized training for work at the federal or state levels of
government, which is the training of management personnel for all levels of government. Civil
servants usually have a basic economic and legal education. In Germany several educational
institutions, in which much attention is paid to the practical part, provide public administration
education (MPA - Master of Public Administration) and all programs provide internships in public
authorities. Germany does not have specialized training institutes in public administration. However,
its education system focuses on the continuity of government training, and all stages of training (basic
training, specialized education, retraining and advanced training) are linked into a single system of
career and professional growth. Researchers note that the training of civil servants in the French
Republic (hereinafter - France) - from entry to graduation - is continuous [19]. It is not only a means of
social growth, but also a tool for modernizing the civil service in the interests of both employees of the
administration and their users.

There are public administration training centers at some institutes of political research, which
within a year after receiving a diploma prepare specialist for an entrance competition to one or another
public service body. Various ministries organize direct recruitment competitions for civil servants.
Characteristic features of the French model are the practice of preparation for the entrance competition
to the corps of public servants.

The training system for French civil servants includes a number of special institutions, including
the National School of Administration (ENA), which trains senior civil servants. At the regional level,
France has a number of regional institutes for the training of local civil servants.

There is a belief among domestic scholars that the French public service is one of the most stable
and organized in the world, and therefore is a certain standard for the organization and implementation
of public service relations for the modern state. The system of public administration of the Republic of
Poland is formed on the example of the public service of France, in addition, Poland is one of
Ukraine's closest neighbors, and also became an example in the reform of decentralization for our
country [20].

This system uses a multifunctional approach when selecting candidates for public service [21].
Preparing candidates for employment in a closed system is a necessary component of the selection
procedure. It is widely used in Greece, Slovakia, Poland and France. An example is the Lech
Kaczynski National School of Public Administration (Krajowa Szkota Administracji Publicznej im.
Prezydenta Rzeczypospolitej Polskiej Lecha Kaczynskiego - KSAP) [22] in Poland, which provides a
two-year training program for candidates for public service. It was modeled on the French Ecole
nationale d’administration (ENA) [23].

After analyzing the foreign experience of training qualified civil servants, we concluded that it
could be grouped into three concepts:

1) concept of specialized training. This approach is focused on the present/the-near future
training in accordance with the workplace. The disadvantage of this conceptual approach is the
efficiency in a short time. However, from the standpoint of an individual employee, this internship
helps to preserve his job and increases self-esteem;

2) concept of multidisciplinary learning. The effectiveness of this conceptual approach is to
increase the internal organizational and non-organizational mobility of the employee. However, for the
organization where the employee works, there is a risk because he has a choice, so less tied to the job;

3) concept that is focused on the individual. Its purpose is the development of human qualities
that are inherent in nature or acquired in the practical activities of man. This conceptual approach
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applies to employees who have a scientific talent, researchers, talented leaders, that have leadership
and pedagogical qualities [24].

The above concepts imply close connection and coordination in the purposeful training of
qualified public administration personnel.

Analyzing researches and international practices, we agree with theorists who define three
dominant models: English (a combination of business and public administration), German (based on
legal education, which is complemented by training and education in the system of advanced training
for civil servants of middle and lower levels) and French (provides a state-centralized system of
training a small highly qualified elite, provided by the National School of Public Administration) [21].
However, it should be noted that none of these categories is used in its pure form in any country.

When analyzing the state of legislative support for increasing the level of professional
competence of public servants, it should be emphasized that the Law of Ukraine "On Civil Service" on
this issue is devoted to Art. 48 [25].

In particular, it states that civil servants are provided with conditions to increase the level of
professional competence through professional training, which is conducted on an ongoing basis.
Professional training of civil servants is carried out at the expense of the state budget and other sources
not prohibited by law, through a system of training, retraining, specialization and advanced training, in
particular in the field of knowledge "Public Administration”. The National Academy for Public
Administration under the President of Ukraine occupies a central place in the structure of educational
institutions for civil servants. Training and retraining of civil servants in Ukraine is also carried out in
regional centers for training and retraining of civil servants [26].

Increasing the level of professional competence of public servants is carried out during the
service, and advanced training - at least once every three years. The need for professional training of a
public servant is determined by his / her immediate supervisor and the personnel management service
of the public body based on the results of performance appraisal.

Conclusions. Thus, the analysis of the systems of educational and professional training of civil
servants of European countries has shown that the most promising countries for studying and
borrowing best practices for Ukraine may be such countries as France and Poland. According to
international experience, the success of positive socio-economic transformations directly depends on
the effectiveness of public policy on professional development of public administration and civil
servants and the government's political responsibility to modernize the system of vocational training
and retraining of civil servants.
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MY3HUYEHKO AnaroJiii CtenanoBu4

JOKTOp €KOHOMIYHUX HAYK,
entpanbHOyKpaiHCHKU HAIlIOHATLHUN TEXHIUHUM
YHIBEPCHUTET,

M. KponuBHunbkuii, Ykpaina

I'JIEBAIIBKA Harauis MukoJsaiBHa

KaHIUJAT EKOHOMIYHUX HAYK,
[lenTpanpbHOYKpaiHCHKUI HAIlIOHATLHUN TEXHIYHUNA
YHIBEPCHUTET,

M. KponuBHuiipkuii, Ykpaina

SIKYHIEB Oaexcanap BosogumupoBuy

KaHJ1/1aT EKOHOMIYHUX HayK,

Yepkacbkuii 1ep>KaBHUNM TEXHOJOTTYHUHN YHIBEPCHUTET,
M. Yepkacu, Ykpaina

BUBYEHHS i1 3AITIO3MYEHHS NEPEJOBOT'O 3APYBIKHOT'O JIOCBITY
MIABUILLEHHSA KBAJTI®IKALII IEPJKABHAX CJYKBOBIIB JUIS YKPATHI

Ilpoonema. Cepeo nepuiouepeosux npooiem, sKki nROMpeOyIOmMv GUPIULEHHS, BANCIUBUM €
NUMAaHHA  SAKICHOI  nid2omosKku  OepocasHux — cuyocoosyie. OcKinbku  Oitbulicms  PO36UHEHUX
€BPONEUCHKUX KPAIH MAOMb 3HAYHUL NO3UMUSHUL 00C8i0 y nideomosyi ghaxieyis y eany3i nyoaiuHo2o
VAPAGNIHHA Ma  0EepAHCABHOT CYICOU, 6apmo 36epHYMU  Y8aA2y HA 0COOIUBOCMI Opeanizayii
npoghecilinoco HABYAHHS 8 MUX KpPaiHax, Oe KIY08d polb 0epicasu 6 e@eKmusHill opeanizayii
npoghecitinoco po36UMKY NEPCOHANY OpPeaHie 61adu 3YMOBUNA VCRIWHUUL COYIANbHO-EKOHOMIYHULL
PO36UMOK.

Memoto cmammi € auaniz i 6uU3HAUeHHA O0COOIUBOCMEU OCHOBHUX KOHYenyiu i gopm
€8PONENCHKO20 00C8I0y NiOsUWeHHsA Keanighikayii nyoniuHux cayxcboeyie oKpemux KpaiH, wo €
OCHOB010 NOOANILULO20 800CKOHANEHHS U PO3GUMKY THCIMUMYMY 0epHCABHOT CLyxHcOU 8 VKpaini.

Pesynomamu. Ocobrusocmi ¢popmysanns ma @QYHKYIOHYBAHHS O0epHCABHOI CIyHcOU Y KpaiHax
PI3HUX Oepacas cucmemu ma NpaKmMuKu Ni020MOGKU KAOpPi8 NyONiuHUX CryxcO08yie 6 Oinbulii Mipi
BUZHAYAEMbCIL CREYUGPDIKOTIO POZBUMKY YUX 0EPAHCAS.

Bcmanosneno, wo nybniuna cuyscoa @Ppanyii nanexcumv 00 Haudinbwi cmadilbHux ma
Op2aHi308AHUX ) C8IMI, A MOMY € NeGHUM eMAIOHOM OpP2aHi3ayii ma peanizayii 0epiHcagHO-CLyHCOOBUX
8IOHOCUH 0711 cyyacHoi Oepocasu. Cucmema e nyoniynoeo aominicmpyeanus Pecnyonixu I[lonvwyi
cghopmosana na npuxnadi nyoaiunoi cuysrcou Opanyii, okpim yvoco Ionvwa € 00HUM i3 HAUOIUNICUUX
cycioie Ykpainu, a makodic cmana npukiaoom y pepopmi oeyenmpanizayii 01 Hauloi 0epiucasu.
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V yiti cucmemi suxopucmogyemocsi bacamohyHkyionanrbHull nioxio nio yac 8i06opy KaHouoamis
Ha nyoniuny cayxcoy. Ilpuknadom mooce crnyeyeamu Hayionanvna wikona 0epicasnozo ynpaeiinms
imeni Jlexa Kauuncvroco (Krajowa Szkota Administracji Publicznej im. Prezydenta Rzeczypospolitej
Polskiej Lecha Kaczynskiego — KSAP) y Ilonvwi, sika Haoae 080piuHy nid2omosuy npozpamy Ois
Kanouoamis Ha ny6ﬂllmy cnyocoy. Bona Oyna ymeopena 3a modennio ¢ppanyysvkoi Hayionanvhoi
wikonu ynpasninns (Ecole nationale d’administration — ENA).

Haykosa noeusna. Ilpoananizysasuiu 3aKkOpOOHHUL 00C8I0 NI020MOBKU KEANIDIKOBAHUX
Kaopie 0epiHcagHoi CyHcou, Mu NPUtiIU 00 BUCHOBKY, WO 1020 8 YLIOMY MOXNCHA 32PYNysamu y mpu
KOHyenyii: 1) konyenyis cneyianizoeano2o naguanns, 2) Konyenyis 6azamonpo@dintbho2o Haguans, 3)
KOHYenyis, SKka OpieHmMOo8ana Ha 0CoOUCmicme.

Ilpoananizysasuwu Hayko8i OOCHIONCEHHS MA MIHCHAPOOHI NPAKMUKU MU NO200HCYEMOCH 3
meopemuxkamu, SKI GU3HAYAIOMb MPU OOMIHYIOYI MOOeNi: aHIlilcbKy (NOEOHaHHs Oi3Hecy ma
nyoniyHo20 YNpasninHsi), HIMeybKy (8 OCHOBI il Ni02omosKku WPUOUYHA OCBIMa, KA OONOBHEHd
CAYHCO0B010 NIO2OMOBKOI U HABUAHHAM Yy CUCmeMi RNIO8UWeHHS K8aiixayii Onsi 0epiHcagHUx
CAYHCO0BYIB CePeOHb020 Ul HUNCU020 DIBHIB) | (hpanyy3vKa (nepeddbauac 0epiHcasHO-YeHmpanizo8amy
cucmemy ni020moeKu HeyucieHHol 8UCOKOK8ANI(IKosanoi enimu, aKy 3abesneuye Hayionanvna wxona
oeporcasnozo ynpaeninus).llpome cnio 3azmauumu, wo HCOOHA I3 3A3HAYEHUX KaAme2opiti He
BUKOPUCMOBYEMBCS Y YUCMOMY BUTIAOL 8 HCOOHIU KPAIHI.

Bucnoeku. Omoice, ananiz cucmem 0C8imHb0 - axo8oi ni0comoexku NyOnuHUX CAyHcOo8yie
€BPONEUCLKUX 0epicas NoKasas, wo HaAudbilb NePCneKmusHUMU Ol GUBYEHHs U 3ANO3UYEHHS
nepeoos8oco 00csidy onsa Ykpainu moacymo 6ymu maki oepacasu, sik Opanyis ma Iorvwa.

Knrwowuoei cnoea:. nyoniuni cuyscoosyi, niocomoska Keanigikogaumux Kaopie, iHCMuUmym
0eparcasroi cryxcou.

Ooeporcano pedaxyiero: 25.05.2020
Iputinamo oo nyonixayii: 04.09.2020
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