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Organizational culture of physicians
on the island of Crete

OBJECTIVE To identify the organizational culture profile, as experienced by
physicians, overall and in the various levels of health care facilities in Crete.
METHOD A cross-sectional study was conducted with a sample of 75 doctors
at 7 of the 14 public primary health centers (HCs), four general hospitals (GHs)
and one tertiary university hospital (UH) on the island of Crete, Greece. A
multistage random sampling method was applied. The Greek edition of the
questionnaire Organizational Culture Inventory® (OCI®) was used to measure
organizational culture. This questionnaire is based on the theoretical frame-
work of Cooke, Rousseau and Lafferty concerning the shared behavioral
expectations and normative beliefs that operate within an organization and
represent its culture. Analysis of the physicians’ responses results in percentage
scores of primary culture styles grouped in clusters. RESULTS The operating
organizational culture that best characterizes the physicians working in the
health care facilities in Crete, overall and at the various levels of health care is
the Aggressive/Defensive cluster (overall: 92nd centile; physicians in primary,
secondary and tertiary health care level facilities, respectively: centiles 91.75,
84.75 and 90.75). In the primary health care HCs, of the 12 culture styles the
most frequently occurring behaviors (primary styles) reported by the physi-
cians were the Oppositional, Power and Avoidance styles (98 centile). The
Power culture style (95 centile) was revealed as the primary style also in the
secondary health care GHs. Physicians in the tertiary UH reported that the
most frequently occurring behavior (primary style) was Avoidance (98 cen-
tile). The Constructive cluster of culture styles featured low in the responses
of the physicians both overall and at the level of health care facility, with the
lowest scores among those employed in the primary health care HCs, and
specifically for the Humanistic (5 centile) and Affiliative (10 centile) culture
styles. CONCLUSIONS Physicians face challenges both at organizational level
and with regard to their professional status. A shift to more constructive or-
ganizational behaviors will lead physicians, together with the other health
care professionals, towards greater adaptability, enabling them to achieve
more effective, qualitative performance in a rapidly changing and demanding
health care environment.
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Organizational culture is a multidimensional concept
that has emerged independently in several disciplines rang-
ing from social anthropology to organizational psychology.
It can be defined as the set of beliefs, values, behavioral
patterns and assumptions shared by the members of an
organization.”™

Organizational culture has captured the attention of
academics and professionals in varying disciplines, in-
cluding health care services because of its potentially
profound influence on organizational performance,*® and
its association with leadership and employee effectiveness,
productivity and work satisfaction.””?

In the health care environment, organizational culture
has been associated with specific elements of organizational
performance that contribute to quality, such as nursing care,
job satisfaction, patient and personnel safety, personnel
turnover rate and the change management process.’o-’3

Studies have mainly been focused on the measurement
of organizational culture in relation to various parameters,
the types of culture that facilitate or hinder the functional-
ity, and the performance and quality of services that an
organization provides.’*"”

The exact nature of the relationship between perfor-
mance, the type of culture that governs an organization,
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and success or failure in achieving its objectives is not a
simple research process.? In addition, many researchers
suggest that in complex organizations many values and
beliefs that are widespread, deeply ingrained and shared
across an organization give rise to subcultures.>’47®

Subgroups within organizations develop their own
culture types with positive or negative impact on the
performance of an organization.? Such subgroups are par-
ticularly noticeable in health care organizations, in which
many different categories of professional group are working,
especially in the hospital setting, where the subdivision into
different wards or clinics provides a perfect background for
the emergence and development of subcultures.’®

Organizational culture can be studied by either ap-
proaching an organization as a whole or approaching
the culture by hierarchical level or by occupational group
within the organization.?8

The multidimensional nature of organizational culture
provides a choice, in both the theoretical framework to be
adopted by each researcher and the method of assessment
to be followed.

The present study examined an organizational culture
as a set of specific behaviors, rules or norms (i.e. behavioral
norms), which members believe they should adopt in order
to survive and work within the organization.?

These behavioral patterns can be productive or non-
productive, and they may lead to behaviors and attitudes
which determine how the members approach their work
and interact with each other.

The aim of the study was to identify the organizational
operating culture overall and in the various different levels
of health care facilities (organizations) in Crete as experi-
enced by physicians.

MATERIAL AND METHOD

The cross-sectional study was conducted on the island of Crete
(Greece), which has 14 primary care health centers (HC), 4 general
hospitals (GH) and one tertiary university hospital (UH), all operat-
ing within the Greek National Health System (NHS). The study was
conducted with physicians working at 5 of the HCs, which were
randomly selected (Agia Varvara, Viannos, Spili, Anogia, Charakas),
and at the 4 GHs (Chania, Rethymno, Agios Nikolaos, Venizelio)
and the UH (University Hospital of Heraklion).

All participants provided oral informed consent after being
given a complete description of the study. The Greek edition of
the Organizational Culture Inventory® (OCI®) was administered in
the workplace for anonymous completion. Of the 120 question-
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naires which were distributed to the physicians, 75 were returned
completed, resulting in a satisfactory response rate (63%).

The instrument

The OCI®is an integral component of the Human Synergistics
multi-level diagnostic system for individual, group, and organi-
zational development.?-? The OCI® measures “what is expected”
of members of an organization — or, more technically, behavioral
norms and expectations which may reflect to the more abstract
aspects of culture, such as shared values and beliefs. The OCI®
instrument has been shown to have satisfactory levels of internal
consistency and convergent and discriminant validity.? In the cur-
rent study, a Greek modified version of the organizational culture
inventory adapted with the permission of Human Synergistics
International was administered. The Greek modified version has
also been found to have satisfactory internal consistency, with
Cronbach’s a of the 12 culture styles of OCI® ranging from 0.665
to 0.914, while the overall OCl rated a=0.900.%*

The OCI® measures 12 types of culture style (behavioral norms)
which are organized into three general clusters (Constructive,
Passive/Defensive and Aggressive/Defensive).?’

The Constructive cluster includes the Achievement culture
style, in which members of organizations are expected to set
challenging but realistic goals, the Self Actualizing, in which
members are expected to enjoy their work, develop themselves
and undertake new and interesting activities, the Humanistic, in
which members are expected to be supportive and constructive,
and the Affiliative culture style, in which members are expected
to be friendly, cooperative and sensitive to the satisfaction of their
work group.2202

The Passive/Defensive cluster includes the Approval culture
style, in which members are expected to agree with and be liked
by others, the Conventional, where members are expected to
follow the rules and make a good impression, the Dependent in
which members are expected to do what they are told and clear
all decisions with superiors, and the Avoidance culture style, in
which members are expected to shift responsibilities to others
and avoid being blamed for a mistake.??%?

The Aggressive/Defensive cluster includes the Oppositional
culture style, in which members are expected to be critical, oppose
the ideas of others and undertake low risk decisions, the Power,
in which members are expected to take charge and to control
subordinates, the Competitive, where members are expected to
compete and to work against their colleagues, and the Perfectionist
culture style, in which members are expected to avoid mistakes,
but also work long hours engaged in narrowly defined objectives.

The Constructive styles are highly effective and promote in-
dividual, group, and organizational performance. In contrast, the
Aggressive/Defensive styles have an inconsistent and potentially
negative impact on performance, and the Passive/Defensive styles
consistently detract from overall effectiveness.??%25

The OCI® contains 120 items instructing respondents to rate:
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“To what extent are people expected or implicitly required to...
(for example “think ahead” or “plan”), with the response options
on a Likert 5-scale rating (1=not at all; 2=to a slight extent; 3=to
a moderate extent; 4=to a great extent; 5=to a very great extent).

In the current study, the OCI® was used to assess the physi-
cians’ current operating culture based on the mean responses of
all members who completed the OCI®. Unadjusted (or“raw”) mean
scores for each of the 12 OCl culture styles were converted to per-
centile scores and analyzed by Human Synergistics International,
the copyright holder of the survey instrument.

The cluster that best describes the operating culture of physi-
ciansis the one that has the highest average percentile score (i.e.,
the highest score when the percentile scores of the four styles
within the cluster are averaged). The results for the total group
and for each level of health care at which the physicians worked
were plotted on a circular diagram or circumplex, which is used
to describe operating cultures.

The style that extends furthest from the center of the circum-
plex is the primary style encouraged by the current operating
culture of the Crete health care organizations. The style that is
the second most extended from the center of the circumplex is
the secondary style. The secondary style typically works with the
primary style or is expected when the behaviors associated with
the primary style cannot be achieved.

Statistical analysis

Descriptive statistics were used to analyze the data. The results
are presented in tables and circumplexes. All statistical analyses
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were carried out using the Statistical Package for Social Sciences
(SPSS) software (IBM SPSS Statistics for Windows, version 21.0.
Armonk, IBM Corp, New York).

RESULTS
Socio-demographic characteristics of the study sample

The sample consisted of 75 physicians, 62.7% male and
37.3% female. As regards their level of education, in addition
to their medical degrees, 12% were holders of an MSc or PhD.
The respondents were almost equally distributed between
HCs, GHs and the UH (tab. 1) and the majority (30.7%) had
been working in the organization for more than 10 years.

Measurement of the organizational culture of physicians

The cluster that was found to best describe the physi-
cians’ operating culture in total was the Aggressive/De-
fensive cluster, being that with highest average percentile
score (92 centile). Correspondingly, with respect to the
specific culture styles, the primary styles were Power (97
centile) and Avoidance (97 centile) and the secondary style
Oppositional (94 centile) (fig. 1, total culture).

Analysis of the physicians’operating culture by level of
health care organization revealed that each health care level
primary (i.e., HC), secondary (i.e., GH) and tertiary (i.e., UH)
sustained an Aggressive/Defensive culture (91.75 centile,
84.75 centile and 90.75 centile, respectively).

Table 1. Demographic characteristics of physicians operating in the Crete health care system.

Male Female Total
n (%) n (%) n (%)
No 47 (62.7) 28 (37.3) 75
Age (years) 20-29 5 (10.6) 5 (17.9) 10 (13.3)
30-39 22 (46.8) 15 (53.6) 37 (49.3)
40-49 16 (34.0) 5 (17.9) 21 (28.0)
50+ 4 (85) 3 (10.7) 7 (93)
Educational level n (%) Higher (university) 39 (82.9) 27 (96.4) 66 (88.0)
Higher with specialization MSc or PhD 8 (17.0) 1 (3.6 9 (12.0)
Experience (years) Less than one year 2 (43) 6 (21.4) 8 (10.7)
1to4 12 (25.5) 7 (25.0) 19 (25.3)
5to6 8 (17.0) 5 (17.9) 13 (17.3)
7to 10 10 (21.3) 2 (7.0) 12 (16.0)
10+ 15 (31.9) 8 (28.6) 23 (30.7)
Health care levels n (%) Primary 17 (36.2) 8 (28.6) 25 (33.3)
Secondary 16 (34.0) 9 (32.1) 25 (33.3)
Tertiary 14 (29.8) 11 (39.3) 25 (33.3)

Chi-square test. No significant differences were found between genders
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Analysis of the 12 culture styles of physicians according
to health care level revealed that, in the primary health care
organizations (HC), Oppositional, Power and Avoidance
were the primary styles (98 centile) and Competitive the
secondary culture style (95 centile) (fig. 2). In the secondary
health care organizations (GHs), Power was the primary
culture style (95 centile), followed by Competitive (91
centile) as the secondary culture style (fig. 3). In the tertiary
health care level organization (UH), Avoidance (98 centile)
was the primary culture style, with the Power culture style
(95 centile) as the secondary style (fig. 4).

DISCUSSION

Subgroups within organizations develop their own cul-
ture types that exert an impact, positive or negative, on the
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performance of the organization.? Organizational culture
in the Greek public hospitals is not very strong; however,
perhaps because the managers fail to infuse a common
pattern of values among employees, and are effectively
unable to shape human resource policies and practices.??”

The results of the current study revealed that the physi-
cians in the health care facilities of Crete, independently
of the level of health care, report preponderance of the
Aggressive/Defensive culture, while the Constructive styles
were the least noted. The Aggressive/Defensive culture
encourages members to behave competitively and adopt
a controlled and superior attitude, even if they lack the
necessary knowledge, skills, abilities and experience, in
order to protect their status and sense of security.? In this
type of culture, the constant pressure results in the display
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Figure 1. Organizational culture of physicians in the health care system in Crete: Overall (n=75).
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Figure 2. Organizational culture of physicians in the health care system in Crete: Primary health care (n=25).

by individual members of examples of their excellence and
expertise, at the expense of teamwork and motivation.
Motivational policy in Greek public hospitals is largely
limited by the strict legislative framework, which regulates
importantissues such as salaries and professional develop-
ment prospects. Doctors’ wages are determined by state
law; rigid criteria are also in place for issues related to career
advancement.?*° This lack of motivation and teamwork may
explain the results of a study concerning the prevalence of
burnout in Greek medical residents, in which 49.5% met
burnout criteria and 31.8% indicated burnout on all three
subscale scores of the Maslach Burnout Inventory (MBI):
High emotional exhaustion, high depersonalization and
low personal accomplishment.’’

General practice and primary and preventive health care

are severely underdeveloped in Greece.’? Although general
practice has been recognized as a distinct medical specialty
in Greece for over 20 years, many general practitioners (GPs)
report limited public awareness of their role, coupled with
a lack of recognition by peers in other specialties.** The lack
of motivation experienced by physicians in Greek hospitals
and HCs is another key element in the Aggressive/Defensive
organizational culture.’?3*

The overall primary culture styles of physicians working
in the health care organizations in Crete are the Power and
Avoidance culture styles. These behaviors, along with the
Oppositional culture style, were reported to be the most
prevalent among physicians working in HCs, while the preva-
lent behaviors for physicians working in the GHs and the UH
were the Power and Avoidance culture styles, respectively.
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Figure 3. Organizational culture of physicians in the health care system in Crete: Secondary health care (general hospitals) (n=25).

A Power culture is descriptive of non-participative orga-
nizations structured on the basis of the authority inherent
in the members’ positions. The organizational model of
Greek hospitals is characterized by very little horizontal
coordination, and lack of standardization of procedures. The
members of the hospital staff become addicted; therefore,
to a non-accountability culture of not servicing internal or
external clients, which eventually leads to an overall decline
in the entire institution.® In addition, the lack of internal
operation procedures leads to ineffective communication
and confusion in task allocation.*

Avoidance culture characterizes organizations that fail
to reward success but nevertheless punish mistakes. This
negative reward system leads members to shift responsi-

bilities to others and to avoid possibility of being blamed
for problems or errors. The survival of this type of organi-
zation is doubtful, since members are generally unwilling
to make decisions, take action or accept risks in such an
environment. The study findings are not surprising, as the
Greek NHS remains conventional, highly centralized and
pyramid-based.*

The Avoidance culture leads people to do nothing, to
resist change, to avoid conflict and to be non-commit-
tal. People are penalized for showing initiative or taking
chances. This is probably the worst possible culture for
organizational effectiveness and safety practices. Greek
public hospitals face major organizational problems such
as permanent employment, political party power over
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Figure 4. Organizational culture of physicians in the health care system in Crete: General hospitals: Tertiary health care (university hospital) (n=25).

employee relations, absence of employee evaluation and
lack of motivation and reward systems. The system thus
relies heavily on employee willingness to contribute to
the effective and quality performance of the hospital.?®

The bureaucracy governing the Greek health system,
the dearth of effective management and the lack of ac-
countability, together with the absence of meritocracy and
motivation, may be decisive factors in the development
of such organizational behaviors among physicians.3#3637

In a study on the need for the introduction of quality
management into Greek health care, the researchers argued
that the health managers are effectively unable to ensure
employee motivation, reward or punishment.* Greek phy-
sicians, meanwhile, value “achievements”as an important

motivating factor, referring to intrinsic motivators such as
pride, appreciation, respect and social acceptance.®®

The findings concerning the Aggressive/Defensive and
Passive/Defensive culture styles regarding the physicians
operating in the HCs of Crete do not differ significantly
from those for the total physicians participating in the
study. A possible explanation may be that the culture
during undergraduate medical training is clearly oriented
towards specialization and is the same for all medical stu-
dents. The Faculty of Medicine of the University of Crete is
the only medical school in Greece to include primary care
in its undergraduate curriculum.* Lionis and his research
partners point out that the establishment of integrated
primary care HCs in Greece is still in its infancy, and that
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major restructuring of the current NHS and organizational
culture changes are needed.*

Consideration should also be given to the second most
prevalent behavior (secondary culture style) of physicians
in the analysis by health care level. Competitive behavior
is expressed by employees who work against (rather than
with) their colleagues in order to be noticed, setting unreal-
istic standards of performance (either too high or too low).

An additional important finding of the study is that the
physicians overall, but mainly those in the primary health
care organizations, the HCs of Crete, present the lowest
scores in the Humanistic and Affiliative culture styles. The
absence of a Humanistic culture shows that members do not
treat each other with dignity and respect, and colleagues
do not value or support the ideas of others or resolve
conflict in a constructive manner, but discourage others
from growing and developing. Furthermore, the absence
of Affiliative culture reveals the lack of team building and
participative management.?

This measurement of organizational culture of physi-
cians in the Crete health care system identifies targets
for cultural changes. Only when an effective diagnosis or
cultural audit has revealed how the current order is sus-
tained can effective change management strategies be
deployed. Leadership plays a central role in any cultural
transformation. In order to produce effective and efficient
quality services, physicians must be encouraged to reduce
the behaviors expressed by the Avoidance, Power, Oppo-
sitional and Competitive culture styles and increase the
specific behaviors of the Humanistic-Encouraging, Affilia-
tive and Self Actualizing culture styles (components of the
Constructive culture). The Constructive culture promotes
the fulfillment of higher-order needs and is associated
with performance, growth, and quality work.?* Creating
a constructive organizational culture is not an easy task,
especially in the health care setting. It requires a strong
mission statement and a defined sense of purpose to guide
behaviors. This mission should generate a sense of collectiv-
ity and emotional attachment that develops a community
focused on organizational goals.*#'
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In the Constructive culture, human resource manage-
ment plays a decisive part, with reliance on teamwork
and collaboration to reinforce cultural values through
the recruitment, training and socialization of organiza-
tional members. The formulation of a structured person-
nel management strategy could have a positive impact
on the quality of the services provided. A change in the
organizational culture of the physicians may be achieved
by the establishment of a successful motivation policy
based on effective diagnosis of employee needs and the
choice of an appropriate leadership style arising from the
various extant theories. Two main styles of leadership are
widely recognized. “Transactional” leadership is based on
securing organizational compliance and control by using
motivational factors such as reward systems. The workforce
in the health sector has specific features that cannot be
ignored, and motivation can play an integral role in many
of the compelling challenges facing health care today.*
The other style is the “transformational” leadership process,
which inspires cognitive change by redefining the mean-
ing of information to which organizational members are
exposed. Integrating these two styles will be a necessary
and challenging project. Organizational transformation in
health care organizations should involve all employees, and
therefore a team-oriented approach should be adopted.

In conclusion, health care everywhere is undergoing a
massive transformation due to a changing workforce, high
costs and increased complexity of technology, increased
needs from the aging population, increased regulations,
regulatory compliance and demand for continuous quality
improvement. The Greek health care system in particular
is also in crisis due to the Greek national debt. The recog-
nition and assessment of organizational culture could be
particularly valuable in the health care system, with the
potential for maximizing service, quality and outcomes for
both the health care providers and the recipients of care.
Physicians must shift to Constructive culture styles and play
an important role, working together with other health care
professionals, in order to create a shared vision through ac-
tive engagement and achieve sustainable desired change
in care delivery, resulting in improved outcomes*.

* Al OCI® terminology, style names and descriptions: From
Organizational Culture Inventory TN by R.A. Cooke and J.C. Lafferty,
Human Synergistics. Adapted by coryright 2015 by Human Synergistics.
Adapted by permission.
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TKOMOX Kataypa®n Kat avaAuon TnG OpYAVWOIOKAG KOUATOUPAG CUVOAIKA Kal avd eminedo @povTidag vyeiag, Twv
uTTNPECIWV LYeiag TNG Kpritng, omwg tn Brwvouyv ot latpoi mou epydlovtal o€ autéc. YAIKO-MEO®OAOX Epapuootn-
KE OLUYXPOVIKN MEAETN YIA TNV KATAYPAPH TNG OPYAVWOLAKNG KOUATOUpAG. H épguva Si1e€rxOn o Seiypa 75 1atpwv
ol omoiol epydlovTtav o€ 7 KEVTPA LYEIAG, O 4 SNUOCIA YEVIKA VOOOKOUEIO KAl OE €va TIAVETTIOTN UIOKO VOOOKOUEIO
NG vriioou Kpntng, mou emA€xOnKav pe tn péBodo tTnG moAvoTadlaknig tuxaiag SetypatoAnyiag. MNa tn pétpnon tng
OPYAVWOIOKNG KOUATOUPAG XPNOLUOTIOINONKE N EAANVIKE €KS00N TOU EPWTNHUATOAOYIOU OPYAVWOIOKI G KOUATOUPAG
(OCI°®), 1o omoio Baciletal otn Bewpia Twv Cooke, Rousseau Kkat Lafferty oxeTikd pe TIG KOvEG TTPOOGSOKIEG CUUTIEPL-
@OPAG TTOU AEITOUPYOUV OTO TTAAICIO TOU OPYAVICHOU KAl AVTIITPOCWTIEVOULV TNV KOUAToUpa Tou. AMMOTEAEZMATA
Ta amoteAéopata TNG €Peuvag £6€1€AV OTL TO HOVTEANO OPYAVWOIAKNG KOUATOUPAG TO OTTOI0 XAPAKTNPEI(EL TO 1ATPIKO
TIPOCWTTIKO TTOU £pYAleTal 0 opyaviopoUg vyeiag TnG KpAtng, ocuvoAikd kal avad emimedo @povTtidag vyeiag, ival n
EMOETIKI/AUUVTIKI] KOUATOUPA (0TO 0UVOAO 92n ekatooTiaia O€on, oto mpwTtodabuto emnimedo @povtidag vygiag otnv
91,75n ekatooTiaia B€on, o SeutepodaBuio emimedo opyaviopwy otnyv 84,75n ekatooTiaia O£on kat otnv 90,75n yia
To TpItoBdABuIo emimedo ppovTidag vyeiag). H avaAuon Twv opyaviopwy amd Toug 12 TpOmoug KOUATOUPAG OTO TIPW-
ToPBdABuLo emimedo vyeiag £€5el&e OTL Ol LATPOI OEWPOVCAV TTWG TA CUXVOTEPA CUUTTEPLPOPIKA TIPOTUTIA (TTPWTEVOVTEG
TPOTTOL) ATAV TO AVTISPACTIKO, N EMPBOAR €§0VUCIAG KAl TO CUUTTIEPLPOPIKO TIPOTUTIO ATTOPULYIG (98%). TO CUUTTEPLPO-
PIKS TTPOTUTTO TNG EMIBOANG E€0UTIAC KATAYPAPNKE WG TIPWTEVOV 0 SeUTEPORABLIIOVG OpyavIopoUG Lyeiag (95%).
TéNog, oto MNavemoTtnuiakoé Noookopgio Kpritng ot latpoi Bewpovoav 0Tt To TTAEOV CUXVO CUUTTEPLPOPIKO TIPOTUTIO
ATav autd TNG amo@UYNG (98%). A&ilel, TENOG, va emonpavOei 6TL SOoV apopd O€ CUUTTIEPLPOPEG TTOU CUVOETOULV ETTOL-
KOSOoUNTIKA KOUATOUpA O€ évav opyaviouod, N avAAuon TwWV ATTOTEAECUATWY OTO GCUVOAO TOU LATPIKOU TIPOCWTTIKOU
aAAd kal o€ cUYyKpLlon avAloya He To emimedo @pPovTidag LYEiag Tou opyavIcHoU OTov oTmoio epydlovTtay, KaTéypape
XOMNAEG EKATOOTIAIEG BETELG, PE TIGC XAMNAOTEPEG VA KATAYPAPOVTAL OTOUG LATPOUG TTOU £pyAlovTav OE TTPWTOPAOULEG
Sopég vyeiag, oTNV avOPWMIOTIKA CUMTTEPIPOPA (5N ekaTtooTiaia O€0n) KAl 0TN CUMTTEPIPOPA SIATIPOCWTTIKWY OXECE-
wV (10N ekatooTiaia B€on). ZYMMEPAXMATA Ot 1atpoi avTipeTwTTiouV TIPOKANCELG TOOO OE OPYAVWOLAKO emimedo
(kOUATOUPAG) GO0 KAl OTNV EMAYYEAUATIKI TOUG KATAOTAGCH. MLla OTPO®I OE TIEPICOOTEPO EMOIKOSOUNTIKEG OPYAVW-
OLlOKEG CUMTTEPLPOPEG O 08NYNOEL ATTO KOIVOU UE TOUG AANOUG ETTAYYEAUATIEG LYEIAG OE HEYOAUTEPN TIPOCAPUOOTI-
KOTNTA, KAl OTNV EMTEVEN ATTOTEAECUATIKOTEPNG KAL TIEPICOOTEPO TTOLOTIKIG ATTOS00NG OE £Va TAXEWG UETABAANOUE-
VO Kal armaitnTiko mepiBAiAov vyeiag.
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