	1.1
	Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure.



Multiple models of organisational structures exist, and terms vary. These can include Bureaucracy, Networks, Virtual, Strategic Alliances as well as Divisionalisation and Matrix (Kew and Stredwick, 2016) whereas other define the structures differently (Taylor and Woodhams, 2016).

A Matrix organisation is a structure where team members report to multiple leaders. This tends to occur where employees report to a project lead as well as their department lead. This structure can be beneficial as it can help with the creation of new products and services without the need for restructure or realignment of teams. 

There can be clear objectives with an efficient use of resources and knowledge sharing whilst also providing for the training, development and retention of staff. However, the disadvantage is a complex reporting process with different managers resulting in delayed response times and conflicting guidance. We may also see potential power struggles from leads and issues juggling priorities from the team.

This structure can be applied to organisations that have multiple lines of work requiring a varied skill set to work together, or different management styles are desirable. It allows strengths and skills to be utilised effectively without causing disruption to the overall organisation.

A Divisional structure divides an organisation into distinct divisions each with its own allocated mission (Gilikin, 2019) such as services or locations, managing their own resources, functions and teams, working independently to focus on its own goals. This structure is often used when an organisation offers a range of products and services or operate in various markets. This allows for a focused approach, providing increased efficiency towards specific products or markets and enhanced specialisation as teams develop their expertise as well as improving company culture.

The Divisional structure may incur increased costs as some departments are duplicated throughout the organisation (finance, HR and marketing) which could lead to redundancies, as well as leading the organisation towards a silo mentality leaving employees to feel isolated.

This structure works for larger companies that benefit from arranging their workforce into independent groups, allowing them to sell a wide range of services or products, advertising or marketing to different demographics or regions, or serving clients who need individualised attention.


	1.2
	Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs.



The Vale of Glamorgan Council reviews their organisational strategy (Valeofglamorgan.gov.uk, 2020) every five years to ensure that they meet the changing needs of the area. This must be reviewed on a regular basis as the needs of residents and service pressures change significantly over time.

The plan centres on four core principles focusing on working with communities, supporting learning, employment and growth, supporting people at home and within the community, and finally, to respect the environment. These four key principles are further developed with multiple objectives laid out for each principle. This allows each directorate within the council the ability to work towards single or multiple objectives within the pillars as not all departments are able to achieve all 4 key principles, or multiple objectives. 

As the demographics of the area change the demand on social care increases. The aging population leads to the extensive use of care homes and home visits which are funded by the council budget. With the added pressure of sponsorship of overseas workers and the potential local workforce diminishes, threats and opportunities must be identified and worked on before problems arise.

As new homes are built within the area, the population increases, and additional school places are required. This has resulted in the building of new schools, which take time to design and build, as well as staff. Demands for teachers with experience of ALN (Additional Learning Needs) has increased which leads to more pressure on the school service. As more homes are built, demands on other sectors increases from road maintenance through to rubbish collection.

The Council is also committed to making changes that promote the environment including working towards net-zero including the use of Biopave, for highway maintenance, to capture carbon within the road surface. 

Regular reviews of the Corporate Plan take the changing needs of the Vale into account and allows both short- and long-term plans to be made for the benefit of the community whilst also considering budget constraints and potential increases in Council Tax. This allows for decisions to be made in advance of potential issues, providing time to develop answers and work towards fixes.


	1.3
	Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis.



Rising interest rates have had a major impact on local governments where finances are already restricted as the demographics and demands on services grow. This has seen several local authorities issue a Section 114 notice where the potential spend exceeds income. Councils that have implemented Section 114’s include Nottingham, Birmingham, Woking and Thurrock. These have been a result of mismanagement of funds, poor investment choices and commercial schemes, but also equal pay claims and failure of systems.

Local authorities continue to face challenges with increased costs, reduced funding, declining value of commercial property investments and debt repayments. Although local authorities can use reserves to manage services as pressures increase, they are not a solution to longer term issues.

According to NIESR (Local Authority Finance - NIESR, 2024) “local authorities have seen £80 billion fall in net worth since interest rates started to rise in late 2021”. This has seen debt almost double over the last 14 years and an increase in loans. Rising interest rates have negatively affected finances and debt repayments with authorities losing 60% of their government funding between 2010 and 2020. As reported in the Guardian (Harris, 2024), one in five councils within England could be insolvent within the next year.

Councils are facing a “perfect storm” according to the Local Government Association (www.local.gov.uk, n.d.) where service demands increase while the cost of providing the service escalates. This restricts the ability to ‘level-up’ communities and support residents. Budgets are set in March for the financial year with cost pressures difficult to predict when inflation and interest rates change.

A third factor that is impacting the Council is changing weather conditions. As weather conditions change, the general impact on the local environment, both physical and human, costs the council. With 53km of coastline, the council must identify flood risk areas, develop and maintain a local flood risk management strategy and balance the needs of communities, the economy and the environment. The length and severity of a winter impacts finances spent on staffing, road salt and vehicle maintenance as well as road surface dressings in the spring. Severe winters also increase pressure on heating public buildings, such as libraries and offices, which impacts cost pressures and budgets which must be funded by the residents through council tax. Colder winters also impact on the health and welfare of vulnerable people, both young and old, resulting in increased cost and service pressures.

Higher temperatures in summer can cause further damage to roads as well as public spaces that must be maintained and as part of the council service, with added impact on the health and wellbeing of all residents.

	1.4
	In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work.



The use of AI in local authorities has been used to achieve good governance (Ox.ac.uk, 2024). With increased financial challenges and austerity, alongside changing central government policies, demographics and diverse needs, local authorities continue to explore the use of AI to automate services to become more efficient. Enhancing the delivery of a service by increasing speed and freeing up resources, allowing staff to focus on other tasks not supported by the AI function. 

Possible uses of AI can include the use of chatbots, increasing community engagement and supporting knowledge sharing by providing quick answers to frequently asked questions related to specific services such as tracking of refuse collection vehicles to allow residents to put rubbish out in a timely manner, especially during severe weather conditions. Vehicle tracking would also be useful for winter services and the movement of road clearance vehicles (James, 2021).

Other possible uses of AI include the prediction of vandalism and pothole prediction, detection and prioritisation as well resource allocation and optimisation along with energy usage and financial fraud and crime prevention.

Blackpool council started using AI technology in 2020 through an AI powered satellite that captured road damage and pothole data which was then analysed and provided the council with a more proactive approach to repair. This not only saved the council over £1million but also improved road usage and reduced road closures.

Milton Keynes implemented AI technology through chatbots, answering frequently asked questions, in 2018. Call volumes decreased providing valuable time saving opportunities. They have also set aside funds for an AI based programme to support a COVID-19 Economic recovery plan.

In 2016, all 32 Scottish local authorities established a joint digital transformation policy. This supported collaborative digital projects and initiatives to reduce costs and improve the service allowing all authorities to commit to one way of working with a shared cost.

AI can support with the digital modernisation of strategy, operating models and service designs along with implementation of these services and provide data analytics to design and delivery better services (Quddus, n.d.).

AI within the People Function can be used to conduct interviews and evaluate candidates through to completing background checks including workplace history and references. AI can also be used to internal mobility, matching skills of existing employees to new opportunities and analyse team strengths whilst identifying skills shortages (mitchel@localhost, 2018).

However, the overuse of AI can remove the human element from all services and potentially see AI conversing with AI as candidates use ChatGPT systems more effectively from writing resumes to answering interview questions. AI can both replace people and create new positions, moving tasks around and enable remote working (Mohdzaini, 2021). 

	2.1
	Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory.



Handy’s model of Organisational Culture focuses on the four pillars of Power, Task, Person and Role (HR Courses Online, 2024) and suggests the four cultures that organisations follow. 

Power culture is where the power remains in the hands of the few, leading the employees to be drones as those in power are the decision makers that delegate tasks. This culture forces the employees to follow orders and provides no room for expression or shared ideas.

In a Role culture, work is delegated based on an individual’s skills and experience. This allows individuals to decide what is best for the organisation and is accountable for the work they do.

Teams are formed within a Task Culture where individuals come together to work towards a central goal. This culture sees a workload divided and every team member must contribute to the task at hand.

Finally, the Person Culture allows for instances where individuals feel more important than the organisation. They are more concerned about themselves and work purely for personal gain rather than the organisation.

David Rock’s SCARF theory (Scarf, 2011) uses neuroscience research and is closely linked to the Broaden and Build Theory (Frederickson, 2001). Rock’s theory focuses on threat and reward responses that our brain relies on for survival.

The 5 steps of SCARF (Status, Certainty, Autonomy, Relatedness and Fairness) are split into two aspects of eliminating threat and maximising reward. Through the first stage we eliminate the threat to a status by asking an individual to evaluate their own performance, reducing the risk of an individual becoming defensive. We maximise reward by providing them with opportunities to develop skills.

With Certainty, we break down complex processes into bite size chunks and therefore allow predictability and safety by being clear on the expectations. Autonomy reduces the threat of micromanagement and allows people to take on more responsibility, to use initiative and give freedom.

Relatedness removes the threat of isolation by introducing buddy systems or mentoring arrangements with a focus on vulnerable team members and maximises reward by connecting people to build a stronger team. Finally, we have Fairness which reduces threat by encouraging mutual acceptance, openness and honesty. By setting up a team charter, clarifying individual goals and roles through to team hierarchy and daily operations, we maximise the reward of relatedness.

	2.2
	Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar).



According to the CIPD there are two stages to employee selection, shortlisting and assessment (CIPD, 2023). The employee selection process follows a series of steps followed by the hiring team to make an informed decision on who to hire.

The process of employee selection focuses on screening calls, in-person interviews, background checks, and job offers (Workable, 2019). A successful hire starts with the building of a hiring plan and looking at the number of people an organisation is looking to hire and managing the budget and timeframe. The key is finding the right person for the job, customising the process to each position and team and reviewing both the persons skills and personality for culture fit.

The selection process directly impacts an organisations culture and behaviour significantly as culture is defined by the people who work there (Marie, 2023). An individual’s willingness to collaborate and cooperate creates a sense of teamwork and inclusivity, helping create a culture of trust resulting in greater productivity and performance. Alternatively, a selection process that results in the hiring of an individual focused on individual goals and achievements, using competition as a method of leadership, a very different culture is created.

A selection process should aim to attract individuals beneficial to the organisation with their skills and personal behaviours (CIPD, 2021). Being proactive through inclusive job descriptions, blind resumes and shortlisting, unconscious bias training, reasonable adjustments, reviewing diversity statistics and enhancing advertising channels, the HR function can impact culture by providing a range of applicants with diverse backgrounds as well as relevant skills.
 
In reverse, culture can be adapted to attract talent through compensation and rewards ensuring employees feel valued. Creating benefits such as cycle to work schemes, flexible working and holiday purchase schemes can attract those looking for sustainable businesses with a strong work/life balance.

The council has moved to CV only recruitment and introduced qualifying questions based on the job description to improve sifting. These provide automatic disqualification questions for absolute must-have skills. Applications are now quicker to complete to avoid candidate dropout rates. Studies have shown that average dropout rates can be as high as 22% (Sapia.ai, 2023).

Projects are underway to review interview questions and create a bank of questions, which are now provided to the candidate before interviews to enhance diversity. Formal emails are also being reviewed as well as advertising channels including text numbers for low skilled positions to initiate conversations.

By utilising a range of processes, it is now possible to increase applications and offer a range of skills and backgrounds for the hiring manager with the aim to providing a diverse range of candidates to enhance the culture of the authority.

	2.3
	An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change.



Kotter’s 8-step model (Kotter, 1996) creates a framework for change based on how leaders and organisations attempt to transform or execute changes.

A Sense of Urgency with employees would focus on why the change is required, identifying risks or opportunities. Opportunities could include enhanced collaboration through face-to-face meetings and improved communication or training as teams work together on projects discussing issues and solutions that they have individual knowledge of (Lopez, 2023).

A Coalition of Support from leaders, influencing change and led from the top down can drive the process forward by returning to the office first, initiating the transition to hybrid working and ensuring the move was supported personally, emotionally and technologically.

They then develop a clear vision with strong communication regarding the change and outlining the initiatives. This can be seen as creating a roadmap that explains the reasons as to why the change is happening and can help support employees to understand the vision. Challenges would be addresses and vision would show how the change is realistic and attainable. 

Once created, the vision must be communicated clearly, positively and with excitement through all channels. Creativity is required when implementing changes to ensure the buy-in of employees. Depending on the size and structure of the organisation, communication paths can and will vary, with their own benefits and risks. Kotter’s advice was to keep communication simple and discuss often but resistance is to be expected (Agocs, Burr and Somerset, 1992).

Next we move to ‘Enlisting a Volunteer Army’ where the organisation attempts to increase engagement with hybrid working. This requires individual contribution, to be a collective in pursuit of achieving the desired change. The organisation requires the employee to be proactive, engaged and actively returning to the office on a small scale that grows with time. 

A return to the office would be accomplished with the Removal of Barriers, the 5th step, eliminating obstacles or roadblocks to change. The organisation must consider all factors involved such as infrastructure, and personal needs and whether these have altered since remote working began.

Movement towards a return may begin slowly but increase over time. The Generation of short-term wins must is recognised and communicated. For example, using face to face meetings and their accomplishments as evidence as to what is achievable by working in the office. As numbers increase, progress and accomplishments are tracked to energise those unwilling to return.

Once the short-term gains have been achieved, momentum increases, and the organisation must Sustain Acceleration through improving structures and policies that align to the new way of working which could include a flexible working policy, condensed hours, or additional benefits.

The final stage is to Institute Change by highlighting the connections between the change and success and ensuring that these successes continue. Hopefully, collaboration increases, productivity and communication improve, as do results, all reinforcing the new behaviours and ways of working.



	2.4
	Using the Kubler-Ross change curve, discuss how change is experienced.



The Kubler-Ross Change Curve covers the steps of grief or change (Kubler-Ross, 1969). Similar models exist including Lewin’s Change Management Model (Lewin, 1947), McKinsey’s 7-S (Waterman, Peters and Phillips, 1980), Kotter’s 8 Steps for Leading Change (Kotter, 1995). These models provide various change management systems supporting a structured process of planning, implementation, and guidance for organisations to achieve outcomes whilst reducing resistance.

Kubler-Ross theory describes the process of change through several steps, sometimes referred to as a 5-stage model (Corr, 2018) with exact terms varying (Connelly, 2024). Originally designed to cover the main stages of emotional grief, it has been adapted to understand how people react to change in a wider context.

The model helps anticipate emotional responses and implement strategies to support transition, identify barriers and help understand employees better. Change can disrupt and trigger emotional responses, resulting in internal resistance and limiting success rates (Malik, 2022).

The model uses Shock and Denial as the first two steps. The individual develops defence mechanisms to deflect change, leading to a decline in productivity as employees attempt to hold onto the past. Progress can be hindered by a lack of understanding or information, a feeling of being threatened, failure, or doing something wrong. These steps can be short lived with consistent and clear communication.

Anger or Frustration follows when reality takes hold. Failure to control change can result in issues as employees are exposed to risks linked to change, including new or unexpected workloads. This step can be supported through continued strong communication regarding the process and support.

The next step is Bargaining, where attempts are made to salvage, through exploration, the path of least objection. Productivity increases as a negotiations or compromises takes place. Employees focus on small tasks but do not look at the bigger picture and the change itself.

Depression sees employees lose hope with signs of sadness or apathy and productivity decreases. Additional support is required with reassurance and shared experiences as well as through individual plans and enhanced navigation of the change.

The final stages of the Change Curve are Acceptance/Decision and Integration. Employees begin to learn how to operate within the new change and start to feel more positive before full integration. Inhibitions are lowered and exploration begins. Once the change has been accepted it must be cemented into the organisational structure and culture to avoid stepping back into previous processes.

Employees start to show interest and excitement for new opportunities because of the change along with relief that they are now on the other side of the change. Ideally, they feel progress and enhanced trust with peers or management.

It must be noted that not all employees will move through each stage, or will they be on the same stage at the same time.


	2.5
	The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy.  Assess the importance of wellbeing at work and assess how good work could impact wellbeing.



The concept of wellbeing at work can help prevent stress and support an organisation to create a positive working environment. A thriving workplace culture can also drive both performance and employee engagement (CIPD, 2023).

Wellbeing at work focuses on physical, mental, and social wellbeing of employees and looks at how they feel during work as this affects both employees and the organisation. The productivity of an employee is impacted as they become distracted easily when wellbeing is low, whereas engagement increases when standards are high.

As organisations move towards Wellbeing Strategies, they should see employees develop and work towards managing their duties more effectively (CIPD, 2022). Positive wellbeing promotes good health which in turn drives create energy, reduces absenteeism due to medical reasons which sees positive action flow through to productivity and results. 

Organisations that have not adopted a Wellbeing Strategy, or do not prioritise one, can witness poor working cycles and employees that troubled with the workplace environment. Stress levels are rising, and increased working hours are prevalent with absenteeism and staff turnover increasing (Hesketh and Cooper, 2019).

Wellbeing goes beyond personal behaviours and can include others behaviour in providing a positive workplace environment which enhances wellbeing. By providing employees with a sense of autonomy and removing micro-management, productivity can also increase with added focus on the task at hand.

Promoting an inclusive workplace can also enhance wellbeing by showing a support structure with networks that engage and work towards improving the organisational culture. With inclusivity comes compassion and a sense of comfort within a safe environment. Working towards standards such as Disability Confidence also drives the organisation to providing support with more physical needs and adjustments including height adjustable desks.

The CIPD define good work as being rewarded fairly, provides opportunities, a supportive environment, work-life balance, physically and mentally healthy, provides employees with a voice and is accessible for all. All these attributes contribute towards a positive and healthy workplace. The People function supports wellbeing of employees through communication and training so support leaders and individuals to recognise signs of a poor workplace. Overall, a good work or wellbeing strategy helps an organisation thrive by meeting the needs of its employees.

	3.1
	Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle.



The Employee Lifecycle consists of six steps and outlines the framework for employee engagement and HR Management (Gupta, 2019). The cycle includes attraction, aiming at creating an appealing brand, recruitment which tailors the selection process and focuses on finding candidates with the best fit for the role and company culture. Onboarding ensures that new hires feel valued and integrated into the organisation with Development looking at continuous training and development of the employee. Through a pleasant experience of the earlier steps, Retention is the next focus where continuous efforts made to maintain a positive and motivating work environment keeping employees motivated and engaged. The last step is Separation and the successful managing of the offboarding process when employees do leave the organisation and ensuring that this is still a positive experience and potential re-engagement (Cattermole, 2019)

HR People Practices are heavily involved with recruitment step of the cycle where interviewing and assessments take place. Recruitment begins with the creation of an engaging advert to attract top talent, ensuring that core aspects of the role are covered, through to sifting, short-listing, arranging interviews and providing feedback, all within an acceptable timescale. Continuous engagement with candidates and hiring managers is key to making this step a success and to avoid candidates dropping out of the process due to time delays or poor communication.

Development looks at the employee’s professional development with an emphasis on nurturing skills and development. This can either be supportive of the employees’ current position or developing their skills in readiness for the next step in their career. This is seen as succession planning, where companies provide employees with the correct set of skills to fill the level above them.

Separation is the final stage of the Employee Lifecycle where employees conclude their journey within the organisation. This could be due to personal reasons, retirement, or redundancy. This is the final opportunity to provide a positive experience for the employee through a high quality off-boarding process including a timely exit interview, clear handovers of duties to either other team members or new recruits. This also provides the People Practices team the opportunity to see what may have caused the employee to leave the organisation and review the previous steps of the Employee Lifecycle and adjust accordingly.


	3.2
	Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration.



The People Function is best placed to support the vertical integration of organisational strategy is through the alignment of policies and procedures which fit with the primary goals of the organisation (Martinson and De Leon, 2018) and it must also ensure that Human Resource functional area goals and objectives align with each other, providing horizonal integration. 

The function can influence and interact with all areas of an organisation and can ensure that the HR system of policies and procedures aligns with other aspects of the organisation. HR Systems can align with a range of characteristics including industry dynamism (Chadwick, Way, Kerr and Thacker, 2013), capital, growth, and labour market conditions.

The vertical integration of HR Strategies support and contribute to an organisation’s goals and objects. The goal is to help the organisation achieve a ‘fit’ with its environment whilst staying flexible enough to adapt to changes. A focus on hard practices creates a vertical fit that aligns human resource management with the goals of the organisation. 

Organisational goals are focused on efficiency leading HR Management “best practice” models to work towards skills development and motivation as these work across all of the organisation. However, stakeholders, policy groups, consumers and employees are often overlooked, limiting effectiveness (Christina et al., 2017).

Aligning HRM practices such as benefits and rewards, training and work systems is essential for employee commitment and affects organisational goals we must also review how these are implemented horizontally throughout the organisation. Energy is focused on aligning employment practices including performance management, training and recruitment along with aligning work practices and how these can be integrated, such as aligning job design with performance management and training with employee motivation and skills.

An example of supporting horizontal integration would be through a detailed recruitment process that aligned with the organisational strategy. By investing a more thorough selection process, including testing for example, the possibility of attracting higher-quality candidates is possible, thus enabling the hiring of a stronger workforce that aligns with the company’s organisational strategy (Kehoe, 2019).

According to research, the aligning of HR Management Practices with organisational strategic goals increases the chances of attaining them (Human resource management International digest, 2019). 

	3.3
	An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week.



The introduction of a four-day working week has been publicised in the UK following trials in 2022 which involved seventy companies that experimented with reduced working hours without any reduction in pay or benefits. Spearheaded by the think tank Autonomy, it looked towards the challenges and opportunities that the change would bring (CIPD, 2022).

The use of Kotter’s 8-step model (Kotter, 1996) could be used as a model for the People Function. The function would be heavily involved in the process through two core routes, administrative data from the organisation and survey data from the employees. This would split further into current information, and post-change. Data would include revenue, absenteeism, resignations, and new hires along with any other metrics that deemed of value to the organisation such as performance or productivity (Autonomy, 2023).

Interview or consultation data would aim to cover all, or most, employees and would include all teams within the organisation. Results would be used to monitor impact through the change and beyond. Response rates must also be monitored and reported on. These results could also review set demographics including gender, ethnicity, and age.

Consultations must also consider what is meant by a four-day working week. Five options were provided as part of the 2022 with; Fifth day stoppage, Staggered, Decentralised, Annualised and Conditional (Autonomy 2023). Furter consideration must also be taken for part-time staff and how this would impact their position as well as bank holidays.

Testing could also take place with individuals or small teams trialling the shortened week with feedback shared with the full organisation through open communication and forums. This must be fully transparent and available for all as this would drive interest in increasing the trial.

The People Function would also support with the implantation and training of technology to reduce the risk of compliance failure or productivity issues (Moran, 2024). This could include increased digitisation, automation, the use of AI, analytics, and communication tools. The cost of introducing a four-day week must also be investigated prior to launch with tools in place to support success. Advance analytics can be used from schedules, staffing levels and workload distribution. This would increase engagement with managers and staff as a roadmap to success. As part of the preparation work, legal advice must also be taken regarding terms and conditions.

Further consideration must also be taken around workplace emergencies on days off and how this would impact the working week and benefits structure and how an organisation would track the success or failure of the four-day working week.
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