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ABSTRACT

Relevance: The growing need for highly qualified medical personnel, especially in oncology, makes staff development essential in
improving oncological care. The dynamically developing healthcare system of Kazakhstan requires adapting educational programs
for medical professionals to modern requirements and challenges and ensuring their accessibility, regularity, and practical

orientation.

The study aimed to analyze the effectiveness of professional development programs for medical personnel of the Kazakh Institute of
Oncology and Radiology and their impact on the quality of oncological care.

Methods: The research utilized both quantitative and qualitative data collection methods. It included questioning employees of the
Kazakh Institute of Oncology and Radiology medical institutions and analyzing statistical information.

Results: Key issues related to the accessibility and regularity of educational programs, staff’s insufficient awareness of the
possibilities of continuing education, and programs’ inconsistency with current professional needs and the needs of medical professionals

have been identified.

Conclusion: Increasing the effectiveness of professional development programs for medical personnel requires improving
their accessibility, strengthening their practical orientation, and introducing modern training techniques. Implementing these
recommendations will contribute to the growth of the professional level of medical workers, which, in turn, will improve the quality of

oncological care in Kazakhstan.
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Introduction: With the onset of the Fourth Industri-
al Revolution, accompanied by rapid changes in global-
ization, technological development, production, and so-
cial processes, the role and impact of lifelong learning on
the development of individuals, organizations, and coun-
tries has increased significantly. In a knowledge-based
and service-oriented economy, lifelong learning is critical
to building an organization’s human capital. An individu-
al's knowledge and skills are a set of competencies. When
they become an employee, their competencies turn into
corporate human capital, so the management should
support the lifelong learning of employees to contribute
to the organization’s development [1].

Investing in the development of human potential,
the employer should develop and implement a human
potential management system that will ensure continu-
ous monitoring of key components, such as education
and professional skills. International policy documents
and standards confirm the need for such monitoring.
This emphasizes the importance of skills analysis in the
labor market and the educational sphere [2].

Training and professional development within life-
long learning are important drivers of change in the ed-
ucation system and business. This is the basis for im-

proving the overall competitiveness of both employees
and organizations as a whole. To support human devel-
opment, it is crucial to create effective solutions to en-
courage and support lifelong learning, thus ensuring
that employees are highly qualified at all stages of their
professional lives [3].

In line with the measurements and management ac-
tions taken, outcomes related to workforce develop-
ment, understanding, acceptance, alignment with stra-
tegic objectives, continuous learning, and evaluation
should be expected. As the fifth dimension emphasiz-
es, it is crucial to implement evaluation and control sys-
tems to monitor the contribution of employees’ qualifi-
cations [4].

In critical areas such as health care, workforce man-
agement can be essential not only to ensure productiv-
ity, profitability, and competitiveness. Monitoring the
skills of the health workforce can also improve the qual-
ity of care and patient safety. The healthcare workforce
can be defined as people involved in activities that
aim to promote health. This definition includes clinical,
managerial, and support workers [5].

The Organization for Economic Cooperation and De-
velopment (OECD) Adult Skills Survey indicates a sig-
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nificantly higher level of skills mismatch among health
workers than other professional workers, indicating the
risk of a skills gap. Skills mismatch can be caused by de-
ficiencies in education and training systems, as well as
deficiencies in health systems and workplace organi-
zation, so a systematic approach to skills assessment
is needed. In addition, it is vital for health workers not
only to have the necessary skills but also to use them ef-
fectively [6].

As recommended by the World Health Organization
(WHO), transformative, high-quality education and life-
long learning must be implemented to ensure that all
health workers have skills relevant to the health needs
of the population and can perform to their full poten-
tial; education and training must be practice-oriented
and tailored to the needs of the health system. Thus, ef-
fective and purposeful human capital management can
serve not only personal growth and the strategic goals
of healthcare organizations but also the functioning of
the public health system [7, 8].

The study aimed to analyze the effectiveness of pro-
fessional development programs for medical person-
nel of the Kazakh Institute of Oncology and Radiology
(KazIOR) and their impact on the quality of oncological
care.

Materials and methods: The target group of the
study consisted of 100 employees (including medical
workers and support staff) of KazlOR. The probability
sampling method was used to select respondents. Each
of the study participants voluntarily agreed to partici-
pate in the questionnaire.

The study assesses employee satisfaction with exist-
ing educational programs, identifies barriers and prob-
lems that prevent effective training, and develops rec-
ommendations to improve the system of continuing
professional education of health workers. The study as-
sessing the effectiveness of continuing professional de-
velopment programs at KazlOR was conducted using
a combined methodology, including quantitative and
qualitative data collection methods. The primary in-
formation collected from the organization’s employ-
ees was quantitative. For this purpose, a questionnaire
including closed-ended questions based on the Likert
scale was developed. The questionnaire was pre-tested
to ensure clarity of questions and to obtain reliable and
accurate data. The questions in the questionnaire cov-
ered various aspects related to professional develop-
ment programs, such as relevance, usefulness, frequen-
cy of participation, and employee satisfaction.

Survey: To improve staff qualification, the Center reg-
ularly organizes various workshops and training, among
which are: “Modern Methods of Diagnosis and Treat-

ment of Malignant Tumors” (120 hours), “General Nurs-
ing Technologies” (120 hours), “Innovative Technologies
in Laboratory Diagnostics” (120 hours), “Management
in Nursing” (120 hours), “Resuscitation and Intensive
Care in Emergency Conditions” (120 hours) and “Nurs-
ing Competencies in Oncology” (120 hours). In addition
to these courses, the Center also conducts other educa-
tional programs to improve health workers’ professional
skills. These activities contribute to improving the com-
petence of specialists, sharing experience among staff,
and introducing modern approaches into clinical prac-
tice.

We offered open-ended questions To better under-
stand employees’ needs and preferences and collect
the participants’ opinions on possible improvements to
the educational programs. The questionnaire was care-
fully designed to gather information from KazlOR em-
ployees on possible key variables that clarify the selec-
tion criteria used to allocate funding to employees and
identify the benefits associated with the fact that fund-
ing improves employee productivity and the organiza-
tion’s sustainability potential. The questions covered
topics such as relevance and usefulness of training, fre-
quency of participation, employee satisfaction, and
evaluation of workshops and courses conducted at Ka-
zIOR. The questionnaire allowed for assessing the rele-
vance and demand for such training among the staff. To
determine and ensure the validity of the questionnaire,
it was pre-tested, considering the sample size to ensure
a thorough comparison of the research questions and
objectives and to create an effective and reliable data
collection tool.

Data Analysis: The primary data collected from the
respondents were coded in the SPSS software (version
23.0). The collected data were cross-checked to ensure
that there were no errors. A chi-square test was conduct-
ed to analyze the relationship of the variables. Cron-
bach’s alpha test with a significance coefficient of 0.75
was used to test the reliability and validity of this study.
The overall reliability scores below were high (0.908) for
the six items tested. This indicates a high degree of ac-
ceptability and consistency of scores across categories
in this study. Data analysis revealed key aspects that in-
fluence the effectiveness of professional development
programs and employee satisfaction.

Results: In the course of the study aimed at assess-
ing the satisfaction of the medical staff of KazlOR with
professional development programs, 100 institution
employees were interviewed. Respondents assessed
professional development programs’ relevance, use-
fulness, and impact on their professional activities. The
study results are statistical data based on a five-point
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Likert scale. For each statement, a Chi-square test was
conducted.

1. Relevance of professional development programs:
When asked how relevant professional development
programs are to providing oncological care, as seen in
Figure 1, 72% of respondents rated them as relevant or
very relevant. Specifically, 42% of respondents rated

them as “5” (very relevant) and 30% rated them as “4”
(mostly relevant). Meanwhile, 18% of respondents ex-
pressed a neutral attitude (rated “3"), and 10% found the
programs to be marginally relevant (rated “2”).

The results of the Chi-square test of goodness of fit
showed that this result was statistically significant (stan-
dard value = 1.5897; mean = 4.12; p=0.000).

Hardly relevant (2)

Neutral (3)

Very relevant (5)

Mostly relevant (4)

Figure 1 — Relevance of professional development
programs conducted at KazIOR

2. Satisfaction with professional development opportu-
nities: On the question of satisfaction with current profes-
sional development opportunities, 60% of respondents
expressed satisfaction by rating “4” (satisfied), and 18%
were fully satisfied (rating “5”). At the same time, 15% of

respondents reported partial dissatisfaction (rated “2")
and 7% were completely dissatisfied (rated “1”) (Figure 2).

The results of the Chi-square test of goodness of fit
showed that this result was statistically significant (stan-
dard value = 1.3456; mean = 3.84; p=0.000).

Completely satisfied (5)

Completely dissatisfied (1)

Partly dissatisfied (2)

Satisfied (4)

Figure 2 — Employee satisfaction with professional development
opportunities provided at KazlOR

3. Usefulness of professional development courses: An
assessment of the courses’ usefulness in improving the
quality of cancer care for patients showed that 70% of
respondents found them useful or very useful. 40% of

participants rated them at “5” and 30% at “4". 16% of re-
spondents gave a neutral rating (“3”), and 14% found the
courses to be not useful or not very useful (scores “1” and
“2") (Figure 3).
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The results of the Chi-square test of good-
ness of fit showed that this result was statistical-

ly significant (standard value = 1.4502; mean = 4.01;
p=0.000).
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Figure 3 — Usefulness of professional development courses
by the assessment of KazIOR employees

4. Frequency of participation in training and workshops:
The illustration in Figure 4 shows that the frequency of
opportunities to participate in training, workshops and
professional development courses was quite high: 58%
of respondents stated that such events are held regular-
ly (rated “5”), and 25% stated that they are held frequent-

ly (rated “4"). Only 13% of respondents indicated that they
rarely participate in such events (rated “2”), and 4% do not
participate in them at all (rated “1”).

The results of the Chi-square test showed that this re-
sult was statistically significant (standard value = 1.6821;
mean = 4.10; p=0.000).
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Frequency of participation

Figure 4 — Frequency of participation in training and workshops
of KazIOR employees

5. Quality of professional development courses: As
shown in Figure 5, according to most respondents,
the qualifications and skills of trainers of profession-
al development courses are satisfactory overall. 47%
of the respondents rated it as “4” (high level), and
30% rated it as “5” (very high level). However, 18%

of the employees shared doubts about the quality
of teaching, rating it as “2”, and 5% gave the lowest
rating of “1”.

The results of the Chi-square test showed that this re-
sult was statistically significant (standard value = 1.3025;
mean = 3.85; p=0.000).
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Figure 5 — Quality of professional development courses provided
at KazlOR

6. Impact of professional development on excel-
ling qualification: Regarding the impact of profes-
sional development courses on professional growth
and efficiency in working with patients, as can be
seen in Figure 6, 60% of respondents indicated that
the training significantly improved their profession-
al skills and increased their efficiency (rating “5”).

25% believe that the training has brought some im-
provements (rating “4”), and 10% did not notice
any changes in their work after taking the courses
(rating “3”).

The results of the Chi-square test showed that this re-
sult was statistically significant (standard value = 1.5783;
mean = 4.12; p=0.000).

No changes (3)

Some improvements (4)

Significant improvement (5)

Figure 6 — Impact of professional development on excelling qualification
of the employees of KazIOR

7. Needs for improvement of the professional develop-
ment system: According to the open-ended questions of
the questionnaire, the majority of respondents expressed
a desire to improve the professional development sys-
tem, suggesting an increase in the frequency of courses
in specific areas of oncology, as well as an increase in the
practical component of training. Some respondents also
indicated the need to improve the quality of education-
al materials and the training format, for example, by using
modern technologies.

Recommendations: Based on the study results, we
can identify several key recommendations aimed at im-
proving the system of professional development of Ka-
zIOR employees.

First, it is important to periodically update the
content of continuing education programs to re-
flect the latest advances in oncology. This will help
ensure that the courses are up-to-date and aligned
with modern medical standards. Regular updates
will keep staff up-to-date with new diagnostic and

22

Oncology and Radiology of Kazakhstan, Nel (75) 2025



=2 kamnmsmmum or ancotocr amprastotor

ORIGINAL INVESTIGATIONS

treatment methods, directly impacting patient care
quality.

In addition, to make educational programs available
to more staff, additional courses and training should
be organized regularly. This will ensure that all profes-
sionals, regardless of their work schedule, have the op-
portunity to receive training and professional develop-
ment. Such changes will ensure that all employees are
reached, ensuring that they have the opportunity to
grow professionally and improve their skills.

It is also worth paying attention to improving the
practical component of the courses. Training programs
must include more practical exercises, training, and
case studies. This will help staff apply their knowledge
in practice and improve their work with patients, im-
proving the quality of cancer care.

In addition, to improve the effectiveness of educa-
tional programs, it is necessary to invest in the profes-
sional training of teachers. Improving pedagogical skills
and continually updating faculty members’ knowledge
of oncology will allow for the creation of better and
more relevant courses. It is also important to establish
a system of regular feedback from course participants,
which will allow timely identification of shortcomings in
the educational process and adjustment of teaching ap-
proaches.

An equally important aspect is the integration of
modern technologies into the training process. Using
online courses, virtual simulators, and tools will make
education more accessible, especially for those em-
ployees who cannot attend training due to busy work
schedules or locations. This will provide flexibility and
convenience in the professional development process.

In addition, there is a need to develop a system that
will track the impact of courses on employees’ profes-
sional skills. With such a system, it will be possible to
identify which courses have the greatest impact on im-
proving the quality of work and which courses need to
be refined. This will allow efforts to be directed towards
further improvement of educational programs, making
them as effective as possible.

Another important aspect is to ensure that training
is individualized. Different levels of employees’ knowl-
edge and needs should be considered when organizing
courses. Providing a choice of courses depending on
professional specialization and skill level will allow each
employee to develop the skills needed for their job, ulti-
mately improving the team’s overall performance.

Finally, attention should be paid to expanding the
range of specialized courses. Including new programs
related to specific areas of oncology, such as innovative
diagnostics, treatment and palliative care methods, will

help staff deepen their knowledge and improve their
skills in specific areas. This will also positively impact
the quality of cancer care and the development of the
specialists.

Discussion: The study’s results confirm that pro-
fessional development programs conducted in KazIOR
play a key role in improving oncological care. The high
level of employee satisfaction indicates the demand for
educational activities. However, barriers related to the
lack of staff awareness of training opportunities and in-
consistent program content with current profession-
al demands were identified. This indicates the need to
modernize the continuing medical education system,
introduce more flexible and practice-oriented training
methods, and strengthen information support. Improv-
ing the availability and quality of educational initiatives
in KazIOR can contribute to the growth of the profes-
sional competence of medical workers and, as a conse-
qguence, increase the efficiency of oncologic care.

Conclusion: The KazIOR staff development program
aims to develop employees’ professional skills by creat-
ing opportunities for their training and improvement.
This allows for maintaining a high level of employee
qualification and contributes to improving medical ser-
vices in oncology, which is important for the organiza-
tion’s sustainability and growth. The program aims to
develop each employee’s potential, ultimately improv-
ing the team’s overall performance.

The findings of our study show that, despite the
availability of the professional development program, it
does not fully fulfill its task and has no proper impact
on improving employees’ professional skills. The main
obstacles are the limited availability of educational pro-
grams and a lack of information about this program’s
opportunities. This has resulted in most employees not
seeing significant improvement in their professional
performance and believing there is no tangible benefit
from participating in the program. Thus, a lack of aware-
ness and unclear communication about the program’s
purpose and benefits made it less effective.

In addition, the study found that a lack of regular
and systematic professional development programs re-
duces an organization’s flexibility and ability to adapt
quickly to new demands in the field of oncology. Con-
tinuing education programs must be regularly reviewed
to keep pace with changes in medical standards and
new technological advancements, ensuring that em-
ployees are always one step ahead in their profession-
al activities. Thus, regularly updating educational pro-
grams is key to the organization’s success.

Also, the study’s results emphasize that insufficient
evaluation of the effectiveness of educational courses
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leads to insufficient adaptation of programs to the real
needs of employees and the organization. The introduc-
tion of mechanisms for monitoring and regular evalu-
ation of the effectiveness of programs will allow for a
more accurate assessment of their relevance and fea-
sibility, as well as timely adjustments. This will ensure
higher efficiency and allow the organization’s resources
to be used effectively.

The study’s findings confirm that an employee de-
velopment program is important for developing indi-
vidual professionals and the organization. However, for
the program to impact skills development and produc-
tivity, significant improvements are needed in its acces-
sibility, employee awareness, and the regularity of the
courses. Having all stakeholders understand the pro-
gram'’s benefits and clearly define its objectives will en-
sure educational initiatives’ success and long-term ef-
fectiveness.
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AHJIATIIA

KA3AKCTAHJA OHKOJIOTUAJIBIK KOMEKTI ) KETIJIAIPY ®AKTOPBI PETIHAE
MEJINIHAJIBIK HEPCOHAJIABIH BIJIIKTIJIITTH APTTBIPY

M.K. Baiimonoaesa', A.M. Ceimkazueea*

1«Ka3aK OHKONOrA XaHe pajuonoris FblnbiMin-3epTTey MHCTUTYTbI» AK, Anmatbl, KazakcTan Pecny6nnkacol;
2«Ka3akTaH-bpuTaH TexHukanblk yHuBepcuteti» AK, Anmarsl, Kasakctad Pecny6nukach!

Ozexminizi: JKozapvl Oinikmi MeOQUYUHATBIK Kaopiapaa, ocipece OHKONO2US CANACBIHOA OCIn Kele JHCAMKAH KANCemmINiK
nepcoHanobiy OLNIKmMinieiH apmmulpyObl OHKOIOSUAIBIK KOMEKMI JcemindipyOil MaHbI30bl PaKmopulHa atiHanobipadsl. KazaxcmanHuly
KapKbIHObl OAMbIN Kele HCAMKAH OCHCAYIbIK CAKMAY HCaA20alblHOa MeOUYUHA Kbl3MemKepaepine apHanzat Oinim bepy 6az0apiamaiapvli
01apObIY  KONHCeMIMOINI2iH, JHCyleniniein dHcone NPAKMUKATLIK Oa2blMMblIblebl KAMMAMAcsl3 eme OmbuIpbin, Kazipeli 3amanebl
mananmap MeH cvlH-mezeypinoepee betlimoey Kajicen.

3epmmeyoin maxcamol — "Kazax onkonozus scone paouonoeus eviavimu-3epmmey uncmumymeot” AK meouyunanvik nepconanvinbiy
binikminiein apmmolpy 6a20apaamailapblHbly MUIMOLLIZIH JCOHE 0apPObll OHKOJO2USIBIK KOMEKMIY CANdcblHa dCepiH maioay.

Aoicmepi: 3epmmey OepexmepOi HCUHAYObIY CAHOBIK JHCOHE CANANBIK d0icmepin Koa0anyosvl Kammuovl. JKymvic bapuiceinoa
"Kasax onxonoaus scone paouono2us aulisimu-sepmmey uncmumymst” AK Kvizsmemxepiepine cayannama jcypeisy, cmamucmukaibly
aknapammaol manoday, COHOau-ax KoCinmix 0aapivblk maianmapvind coukecmiein mecminey Ko10aHuliObl.

Homuacenepi: binim 6epy 6azoapramanapuinely Koadicemimoiniel men ycyiieninicine, Koizsmemxepnepoiy oinim 6epyoi scanzacmeipy
MYMKIHOIKmepi mypanvl xabapoap 60amayviHa, coHOau-ax Oazdapramanapovly MeOuyuHa Kvl3MemKepiepiniy o63ekmi Kociou
Ccypanvicmapbl MeH Kaxcemminikmepine colikec Keameyine Kamvlcmol He2isei npooiemanap anblKmanob.
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Kopvimuinowvi: Meouyunanvlx nepcoHanoviy OLIiKminiein apmmulpy 6a20apiamaiapulibly MuiMOLliein apmmulpy Yulin o1apobiy
KONHCEMIMOINICIH HCaAKCcapmy, NpaKmuKaivlk Oazblmmuliblebll Kyuwleumy dHCoHe OKblmyOblH 3AMAHAYU MEXHONOSUANAPLIH eH2i3Yy
Kascem. Ocbl YCbIHLIMOAPObL ICKE ACLIPY MeOUYUHA Kbl3MemKePAePiHiy KociOu Oeneeliniy ocyine vblknan emeodi, Oy1 63 Keseeinoe
Kazaxcmanoa OHKOI02UATBIK KOMEKMIH CANACHIH JCaKcapmyad oKeneoi.

Tyuinoi ce3zoep: Oinikminikmi apmmuoipy, MEOUYUHATBLIK NEPCOHAT, OHKOIOSUANLIK KOMeK, 0inim bepy, Kaszaxcman, unnosayus,
Kociou oamy.

AHHOTAIIUA

IOBbLIINEHUE KBAJINOUKAINU MEINITNUHCKOI'O ITEPCOHAJIA KAK ®AKTOP
COBEPHIEHCTBOBAHU A OHKOJIOTMYECKOU ITOMOIIIN B KASAXCTAHE

M.K. Baiimonoaesa', A.M. Ceiimka3uesa*

'A0 «Ka3axckuit HayuHo-MCCNeAOBATENLCKUIA MHCTUTYT OHKONOTUN U paauonoriny, Anmarsl, Pecny6auka Kazaxcras;
2A0 «Ka3axcraHcko-bpuTaHcKiil TexHUYeCKIit yHuBepcuTeT», AnMartsl, Pecny6niuka Kasaxcran

Axkmyansnocms: Pacmywas nompebHoCmy 6 8blCOKOK8ANUPUYUPOBAHHBIX MEOUYUHCKUX KAOPAX, 0CODEHHO & chepe OHKONIO2UU,
Oenaem nogvlutenue KeAIUGUKAYUU NePCOHANA BANCHEUUUM PAKMOPOM COBEPUEHCNBOBANUS OHKONO2UYECKOT noMowu. B ycrosusx
OUHAMUYHO pa38ueawe2ocs 30pasooxparenus Kazaxcmauma Heobxo0umo adanmuposams 00pazosamenvHvie NPOSPAMMbL 05
MEOUYUHCKUX PADOMHUKOS K COBDEMEHHBIM MPebOBAHUAM U 8bI306AM, 00ECNEUUBAS UX OOCHYNHOCMb, PE2VIAPHOCH U NPAKMUYECKYIO
HAanpaeieHHocnb.

Llenv uccnedosanusn — ananus sPHeKmMusHOCHU NPOSPAMM NOBbIULEHUS Kéarupurayuu meouyurckoeo nepconana AO «Kasaxckuil
HAYYHO-UCCIe008aMeNbCKUL UHCIMUmMYm onkoaoeuu u paouonoeuuy (KasHUHOuP, Anmamel, Kazaxcman) u ux 61usanus Ha Kauecmeo
OHKONIO2UYECKOU NOMOUYU.

Memoowi: Hccnedosanue Gkruaem UCHOIb308aHUE KAK KOIUYECMBEHHbIX, MAK U KAYeCMBEHHbIX Memooos coopa OaHHbIX. B
Xo0e pabomvl npumeHANUCL anKemuposanue compyoHukos AO «Kazaxckuil Hay4yHO-UCCIe008AMENLCKULL UHCTNUMYT OHKONO2UU U
Paouono2UUY, AHAIU3 CMAMUCMUYECKOU UHPOPMayUlL.

Pesynbmamul: Bolsignienvl Kirouegvie npooiemvl, KACAowuecs 00CnynHOCIU U Pe2YIAPHOCIU NPOSPAMM NOBbIUEHUS K8ATUDUKAYUU,
He0OCMamoyHoOUl 0C8e0OMACHHOCIU COMPYOHUKOE O BO3MOMCHOCHAX NPOOONNCEHUA 00pPA306AHUA, ( MAKHCE HECOOMBEMCMBUs
nPoOSPAMM aKmMyanibHblM NPOPECCUOHATILHBIM 3anPOCAM U NOMPEOHOCMAM MEOUYUHCKUX PAOOMHUKOS.

3akntouenue: /[ns nogviwenus dQ@PexmueHocmu npoepamm noeluleHUs Keaiupurayuu MeOuyuHcKoeo nepcoHaia Heooxooumo
Vayduenue ux 00CMynHOCmu, ycuieHue npakmuieckoll HanpagieHHOCMU U BHeOPeHUe COBPEMEHHbIX MexHoI02ull 00yyenus. Peanuszayus
O0anHbIX pekomenoayuil Oyoen cnocoocmeosams pocny npophecCcUoHaIbHO20 YPOSHI MEOUYUHCKUX PAOOMHUKOS, YMO, 8 CE0I0 04epelb,
npusedem K yIyuueHur Kauecmed oHKono2u1eckot nomowu 6 Kazaxcmane.

Kniouesvle cnosa: nogviuienue Kaiupurkayu, MeOUYUHCKUL NEPCOHAT, OHKOIO2UYeCKds nomows, obpasosanue, Kaszaxcman,
UHHOBAYUU, NPOPECCUOHATILHOE PA3EUMUE.
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