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[bookmark: _Toc230572690]Executive Summary
The report critically analyzed the most relevant organizational aspects of current business analytics and management practices. Decision-making, organizational culture transformation, teamwork effectiveness and performance control systems were the main analytical areas. Theories of organizational management and analytical discussion were practiced continuously throughout the important theory which will be supported for critical evaluation. Evaluation procedures were facilitated by Simon's Decision-Making Model, Lewin's Change Model, and Tuckman's Team Development Model. Balanced scorecard theory and cybernetic control theory, also, substantially contributed to the discussion on organization performance management. Business analytics was identified as a key enabler for the strategic planning activities of organizations, continuously. Descriptive analytics enhanced the operational visibility by the way of dashboards, reporting systems, and KPI monitoring activities regularly. Organizational risk management and operational planning activities were enhanced by predictive analytics, which improved the accuracy of forecasting. Prescriptive analytics was also used successfully to support organizational decisions using optimization models and Decision Support Systems. The research findings also showed that the level of communication, innovation, teamwork, and employee engagement is influenced by organizational culture. Teamwork had a profound positive impact on collaboration, accountability, operational productivity and organizational strategic performance outcomes. Performance monitoring systems also contributed to organizational sustainability by maintaining ongoing monitoring and control processes. But ethical issues about surveillance, privacy of personal data and algorithmic bias persisted as critical organizational issues. The overall results showed that business analytics adds value to the organization’s effectiveness, but the importance of human judgment cannot be ignored even after this step through the process of managerial decision making.
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[bookmark: _Toc230572691]1. Introduction
Business analytics helps with the planning, management of operations and managerial decision making of the organization. Analytical systems have become an essential part of modern organizations, where they play a crucial role in evaluating business performance accurately. Important organizational functions are enhanced by predictive analytics and artificial intelligence with its predictive accuracy. In addition, business dashboards give managers real-time updates to help their organizations operational control systems. Decision Support Systems are used to analyze business problems with structured information in an organization. Balanced scorecards and KPI systems are also useful in the effective organizational performance measurement process (Liu et al., 2023). Thus, organizations need more analytical skills that contribute to sustainable growth and competitive business positioning. The report critically analyses decision-making, organisational changes, teamwork, and performance monitoring. Business analytics improves organisational efficiency, although excessive dependence may create ethical and operational risks. Organisational culture, teamwork and performance systems also strongly influence successful analytics implementation activities (Raghupathi and Raghupathi, 2021).
[bookmark: _Toc230572692]2. Scenario 1: Advanced Decision-Making Analysis
[bookmark: _Toc230572693]2.1 Introduction to the Organizational Decision
A manufacturing company has recently implemented artificial intelligence to assist with supply chain forecasts and planning. Senior managers authorized investments in digital transformation due to rising delays in operations and inaccurate forecasting. Increasing customer demand also puts extra pressure on the existing organizational operational planning systems. The key stakeholders were the executives, the supply chain, employees, the technology consultants, and the customers. Leaders recognized the need for AI implementation for their organizations' long-term competitive business positioning. The significance of business analytics in strategic management and operational planning within organizations is thus growing (Liu et al., 2023).
[bookmark: _Toc230572694]2.2 Application of Decision-Making Model
The implementation planning and evaluation of AI were done using Simon's Decision-Making Model by the management. First, managers found that forecasting errors were the root of delays in key organizational activities in the supply chain. However, Simon’s model assumes rational decision-making despite incomplete organisational information and operational uncertainty. Alternative decision-making approaches, including intuitive judgement and bounded rationality, may support uncertain operational environments better. They had the choice between cloud systems, predictive analytics software and automated inventory management technologies. Artificial intelligence forecasting software with efficient predictive operational analysis was finally chosen by decision makers. Below is an important series of stages in Simon's organisational decision-making process model shown in Figure 1.
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Figure 1: Simon’s Decision-Making Process
(Simon, 1993)
[bookmark: _Toc230572695]2.3 Critical Evaluation of Decision Effectiveness
The negative cognitive biases impacted managerial judgment in the strategic decision-making processes of the organizational process in many instances before this. Although the competitive markets offered competitive forecasting alternatives, senior managers strongly preferred familiar technologies. In addition, group think limited discussion of issues at meetings dealing with key activities in the organization’s digital transformation. Disagreements were sometimes avoided as executives had a strong bias for implementing AI in the first place. Time pressure also had an effect, as other competitors quickly followed with similar forecasting technologies in recent times. Predictive analytical systems remain limited because inaccurate historical data can perpetuate previous forecasting errors. However, this approach assumes historical operational patterns remain stable despite changing competitive market conditions (Berthet, 2022). This consequently meant that there were missed opportunities by decision makers to improve the level of employee readiness and the effectiveness of operational implementation significantly.
[bookmark: _Toc230572696]2.4 Alternative Approaches
Organizational strategic planning could benefit from better analytical procedures in the process of evidence-based decision making significantly. Managers had the option to review the benchmarking data prior to choosing AI forecasting tools for operational management tasks. Co-decision making could also improve the engagement of employees in the process of implementing digital transformation effectively. Organizational trust, communication and readiness to change operations can be greatly improved when employees participate in the process (Kebede and Wang, 2022). In the event of an uncertain operational market, the implementation of scenario planning could be a useful addition to strengthening organizational preparedness. Data-driven decision systems further enable accurate organizational planning, with a procedure of operational performance monitoring always taking place. Organizations are becoming more analytically ready and making better decisions regarding their operations through business intelligence systems (Hmoud et al., 2023).
[bookmark: _Toc230572697]2.5 Role of Business Analytics
In recent times, business analytics played a vital supporting role in boosting decision quality all through the implementation activities of artificial intelligence forecasting. Descriptive analytics empowered historical operational reporting on dashboards and the processes to assess supply chain performance. Predictive analytics also played a key role in enhancing organisational forecasting using sophisticated operational prediction systems based on artificial intelligence. Prescriptive analytics could additionally improve supplier prioritisation, inventory optimisation and operational resource allocation processes. KONE also used predictive analytics and ongoing equipment monitoring to make more efficient maintenance planning. However, excessive reliance on prescriptive systems may reduce managerial creativity and strategic flexibility significantly. In present organizations, analytical readiness is a critical component as it facilitates data-driven strategic organizational decision-making (Elragal and Elgendy, 2024).

Table 2: Role of Analytics in Decision Quality Improvement
	Analytics Type
	Organisational Use
	Strategic Benefit

	Descriptive
	Historical reporting
	Better visibility

	Predictive
	Forecasting systems
	Risk reduction

	Prescriptive
	Optimisation models
	Better decisions


[bookmark: _Toc230572698]2.6 Critical Reflection
Following the implementation of AI, there was a significant improvement in the accuracy of organizational forecasts, operational efficiency and the allocation of resources. Before this, however, there was a need for increased employee engagement, communication and organizational strategic planning. Therefore, a balance between analytics systems and management experience is required when making strategic organizational decisions. Data-driven systems are vital to achieving successful competitive advantages, organizational sustainability and operational strategic development (Cruz and Travassos, 2025).
[bookmark: _Toc230572699]3. Scenario 2: Organizational Culture and Change Intervention
[bookmark: _Toc230572700]3.1 Organizational Background
Amazon is a world-leading company in the electronic commerce, logistics, cloud computing and digital technology sectors. The organization has efficient and effective hierarchical structures for international business activities. Amazon’s high-performance culture encourages innovation, although excessive pressure may negatively affect employee wellbeing continuously. Employee behavior and the way operations are managed in their workplaces are greatly influenced by organizational culture (Bogale and Debela, 2024). Leadership expectations also promote continuous improvement which leads to organizational strategic growth and competitiveness. But sometimes, communicating with each other and facing the pressure of employee performance can be a challenge within the organization when it grows too fast. A positive workplace culture has a significant impact on the effectiveness of teamwork and employee operational engagement levels (Paredes-Saavedra et al., 2024). Thus, the role of organizational culture in the context of strategic planning and operational management activities is still very important that will be carried out.
[bookmark: _Toc230572701]3.2 Cultural Analysis
Amazon's organizational culture model was a good descriptive model of salient features of the Amazon business culture previously. Artefacts are analytical dashboards, technology systems, performance targets and operational monitoring procedures, which are done regularly. Customer satisfaction, innovation, operational excellence and organizational growth objectives are constantly put at the heart of the espoused values. The assumptions are that decisions need to be made quickly, competition is constant and operational performance targets are high, regularly. Competitive and performance-driven organizational work culture is also a good fit with the Hofstede cultural dimensions. However, Schein’s framework gives limited attention toward organisational power imbalance and employee resistance issues. Figure 2 below states the important organizational cultural levels in the organization culture framework by Schein.
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Figure 2: Schein’s Organizational Culture Model
(Hattangadi, 2020)

[bookmark: _Toc230572702]3.3 Identification of Cultural Problems
One of the biggest culture issues that negatively impacted Amazon's organizational operational performance was employee burnout. Workload and expectations can sometimes make employee motivation and satisfaction very low. Ellis et al. (2023) stated that teamwork culture has a profound impact on the communication and preparation of an organization for action. Lack of integration also makes it difficult to communicate among departments that are responsible for internal activities related to operational management. As a result, there is significant loss in the effectiveness of teamwork and organizational decision making due to poor communication. When employees are uncertain about their working environment and there is an increased pressure on their working environment, resistance to innovation also occurs. The opinions of employees are greatly influenced by the organizational support during workplace transformation activities, (Rehman et al., 2021).
[bookmark: _Toc230572703]3.4 Strategic Change Interventions
Post implementation activities of Lewin's Change Model, in an organized form, are an effective way to achieve an organizational cultural change. The initial communication should be regarding organizational cultural issues that impact employee wellbeing and activities in the workplace. Managers should also foster employee engagement in promoting better communication and engagement in the workplace on an ongoing basis. The implementation of change in the workplace has a significant impact on employee engagement, which contributes to an organization’s readiness (Albrecht et al., 2022). Although Lewin’s model supports structured changes, modern organisations often experience continuous transformation processes regularly. Post-hose, the data-driven management systems should keep an eye on employee engagement and operational performance continuously.
Table 3: Cultural Change Intervention Plan
	Cultural Problem
	Change Theory
	Intervention
	Expected Outcome

	Employee burnout
	Lewin Model
	Employee wellbeing programmes
	Higher motivation

	Weak collaboration
	Lewin Model
	Team communication training
	Better teamwork


[bookmark: _Toc230572704]3.5 Role of Business Analytics in Change
The organization’s performance monitoring activities are regularly carried out with business analytics, which supports the organization’s cultural transformation. Employee sentiment analytics enables management to grasp employee sentiment about workplace culture changes effectively post that event. Also, performance analytics track productivity, communication quality and employee engagement levels continuously post-work. Horani et al. (2023) explain that business analytics can greatly enhance the effectiveness of organizational strategic decisions. Predictive workforce analytics also uncover operational risks to employee retention and organizational productivity levels. Organizational control and operational management systems are increasingly supported by tracking and analytical dashboards of KPIs.
[bookmark: _Toc230572705]3.6 Barriers and Ethical Issues
One significant barrier that affected organizational cultural transformation implementation activities in the past was resistance to change. Afterwards, employees sometimes worry that workplace monitoring systems have taken away their personal privacy and professional operational independence. The impact of enhancing employee readiness to support workplace transformation activities through organizational justice is significant (Kebede and Wang, 2022). Workforce analytics may unintentionally create surveillance cultures that reduce organisational trust and psychological safety levels. Ethical leadership is therefore still crucial in promoting trust, fairness and clear communication within the organization continually.
[bookmark: _Toc230572706]3.7 Critical Reflection
Organizational cultural transformation is not possible unless there is ongoing commitment from leadership in the organization and operational engagement activities for the employees. The leadership challenges are thus relevant in all phases of organizational communication and strategic implementation and are of continuing relevance. Organizational learning is effective in supporting innovation, sustainability, and long-term workplace cultural development (Rouissi, 2025).
[bookmark: _Toc230572707]4. Scenario 3: Team Effectiveness and Development
[bookmark: _Toc230572708]4.1 Introduction to Team Effectiveness
Teamwork plays a positive role in organizational productivity, innovation and good management of operations activities are carried out continuously. Cross-functional collaboration also facilitates effective communication between collaborating departments in strategic organizational planning processes. Effective teams have a tremendous impact on the adaptability and operational efficiency of organizations (Shuffler et al., 2020). Organizations are increasingly relying on collaborative spaces to support their activities for innovation or long-term operation. Cooperation is then very useful to support organizational competitive processes and constant strategic development processes.
[bookmark: _Toc230572709]4.2 Characteristics of High-Performing Teams
Trust and communication are important attributes that are a constant part of the successful team working and effective working of the organization. Trust improves cooperation, accountability, and employee confidence during collaborative organizational operational management activities regularly. Communication also fosters information sharing and leads to quicker organizational problem-solving and strategic planning processes. Mogård et al. (2022) explained psychological safety strongly improves management team effectiveness and behavioral integration processes. Balanced working and the Belbin Team Roles theory also go hand in hand as concept areas with different employee responsibilities and behavioral strengths. The team development model (TDM) by Tuckman can explain the stages of teamwork that are fundamental in supporting the activities of teamwork in an organization. Below are the key stages of teamwork development from Tuckman's organizational teamwork model in Figure 3.
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Figure 3: Tuckman Team Development Stages
(Tuckman and Jensen, 1977)
Hackman's model of team effectiveness also highlights communication, trust and operational behavior within the team after the work is done.
[bookmark: _Toc230572710]4.3 Team-Building Interventions
AI-driven collaboration analytics and behavioural nudging systems could strengthen communication and employee engagement activities. Cross-functional workshops could also reinforce the ability to work together across departments, for activities that are involved in operational management. Agile project systems can also continuously enhance flexibility, communication speed, and coordination of operational tasks after the project. Team analytics dashboards also deliver performance updates to managers to enable collaborative activities in the organization on an ongoing basis. Virtual leadership behaviors have a strong impact on teamwork communication and operational performance outcomes (Sanchez et al., 2023).
[bookmark: _Toc230572711]4.4 Critical Rationale
Analytics-enabled collaboration tools enhance collaboration with better communication and ongoing sharing of operational information. Cross-functional workshops also help to build trust to enable effective collaborative organizational problem-solving and operational planning processes. Following these activities in organizational operation, agile systems enhance flexibility and responsiveness of employees throughout the process. Within a project-based organizational setting, trust is a strong supporter of shared leadership as stated by Abson et al. (2024). Ongoing operational monitoring and communication management activities in team dashboards also enhance accountability. However, excessive analytical monitoring may reduce employee autonomy, creativity and workplace motivation significantly.
Table 4: Team Intervention Evaluation
	Intervention
	Theory Applied
	Expected Benefit
	Potential Limitation

	Collaboration tools
	Hackman Model
	Better communication
	Monitoring pressure

	Cross-functional workshops
	Tuckman Model
	Stronger teamwork
	Time requirements


[bookmark: _Toc230572712]4.5 Team Working Agreements
Through ongoing communication standards, accountability rules, and conflict management activities in the organization, effective team agreements are maintained. Communication rules should be precisely defined and should clearly outline the expectations at the meetings and what will be reported after every meeting. Accountability requirements also reinforce the accountability responsibilities of employees to cooperate in the activities of operational management effectively. Conflict resolution processes also enhance relationships in the workplace, which leads to a continuous increase in organizational teamwork effectiveness. Performance expectations further enhance productivity, trust and employee motivation in collaborative working within organizations. The effect of organizational culture on teamwork effectiveness and the levels of employee engagement in the workplace are significant (Paredes-Saavedra et al., 2024).
[bookmark: _Toc230572713]4.6 Contribution to Team Performance
A strong team agreement has a significant impact on subsequent organizational cohesion, accountability, communication effectiveness and business productivity. Motivation of employees can be enhanced when the organizations communicate transparently and provide a fair operational expectation of the workplace consistently. Communication monitoring and organization teamwork performance evaluation activities follow immediately thereafter and are greatly supported by collaboration analytics. Workforce analytics also reveal employee engagement trends that impact operations and organization performance. Horani et al. (2023) state that business analytics plays an integral role in enhancing organizational decision-making and preparedness. Concurrent control and feedback systems additionally support continuous organizational teamwork performance improvement activities successfully.
[bookmark: _Toc230572714]4.7 Critical Reflection
High-performing teams need to be sustained with ongoing activities of communication, trust and organizational employee engagement. Despite the increased reliance on analytical systems of running the workplace, human-centered leadership remained important thereafter. Continuous activities for organizational learning and behavioral development are needed for effective teamwork (Shuffler et al., 2020).
[bookmark: _Toc230572715]5. Scenario 4: Performance Measurement and Control Systems
[bookmark: _Toc230572716]5.1 Introduction to Performance Control
An operations manager requires effective monitoring systems supporting organizational accountability and strategic operational alignment continuously. Performance control systems assist organizations to assess the operational performance level of their employees as well as productivity and efficiency on a regular basis. Performance systems have a significant impact on organizational governance and accountability activities (Manes-Rossi et al., 2022). Organizations increasingly depend upon analytical monitoring systems supporting operational management and strategic decision-making procedures effectively. The issue of performance control continues to be crucial to the sustainability and ongoing improvement of the organization.
[bookmark: _Toc230572717]5.2 Evaluation of Control Mechanisms
KPIs play a key role in enabling the ongoing measurement of operational performance and systems of accountability at work. KPI systems also enhance organizational visibility throughout, aiding in effective operational performance evaluation processes. Employees may manipulate KPI targets without improving genuine organisational performance or long-term innovation outcomes. Following this, balanced scorecards offer a more comprehensive view of the organization’s performance in financial, customer, operational and learning perspectives. Balanced scorecard systems then facilitate increased strategic alignment and long-term planning activities within the organization. Quesado et al. (2022) states that balanced scorecards have significant impact when measuring the effectiveness of the performance of an organization. Analytics dashboards also continuously give managers an update on the ongoing operations for their organization so that they can run activities of organization control. Feedforward control systems detect operational risks in advance of workplace issues impacting negatively on organizational performance. Concurrent control also facilitates real time monitoring within the organization’s operational management activities that typically occur thereafter. Feedback control systems therefore improve future planning through previous operational performance evaluation procedures continuously. The following are essential stages of an organization’s control supporting performance management activities effectively (figure 4).
[image: ]
Figure 4: Organizational Control Process
[bookmark: _Toc230572718]5.3 Team and Organizational Effectiveness
Productivity, efficiency, customer satisfaction and employee operational engagement activities are well supported by performance measurement systems. Cameron's effectiveness framework also helps with simple organizational review not limited to financial performance measurement systems following. Balanced scorecard theory also enables good alignment in the organization for long-term activities relating to operational sustainability. Balanced scorecard is used to reinforce the performance evaluation and strategic management systems in the organization continuously, according to Madsen (2025).
Table 5: Performance Measurement Systems Comparison
	System
	Strength
	Weakness
	Strategic Value

	KPIs
	Clear targets
	Pressure risks
	Accountability

	Balanced Scorecard
	Broad evaluation
	Complex implementation
	Strategic alignment

	Analytics Dashboards
	Real-time monitoring
	Data overload
	Faster decisions


[bookmark: _Toc230572719]5.4 Justification Using Theory
The agency theory can help to understand the continuous activities of performance monitoring can be linked to organizational accountability and workplace operational responsibility. The goal-setting theory also reinforces employee motivation through clear operational objectives and expectations on the job on a regular basis. In the continuous monitoring the Cybernetic Control theory provides feedback system and operational corrective activities on an ongoing basis. Organizational risk management and strategic operational evaluation procedures are given a strong support by KPI systems (Ionescu et al., 2024).
[bookmark: _Toc230572720]5.5 Data-Driven Decision-Making
Predictive analytics plays a strong role in organizational planning, particularly when it comes to activities such as operational forecasting and evaluating workplace performance, all the time. Intelligent systems for monitoring also enhance the efficiency of operations, thereby aiding in the proper allocation of resources in organizational resource planning processes. However, excessive operational data may create information overload and reduce managerial decision-making effectiveness significantly. Elragal and Elgendy (2024) found that data-driven systems are a significant factor of enhancing the analytical readiness of the organization. Siemens successfully used predictive analytics for operational maintenance and organizational performance improvement. Previously, Verizon enhanced customer management with predictive analytical systems and operational forecasting technologies.
[bookmark: _Toc230572721]5.6 Limitations and Ethical Issues
Sometimes, employee surveillance contributes to employee stress and a great deal of employee mistrust in the organization, between management and employees. Data privacy issues also cause employee reluctance to use analytical operational monitoring systems to go forward. Algorithmic bias thus sometimes negatively impacts on the evaluation procedure of an organization’s employees. Balanced data systems boost the efficiency and productivity of organizations and eliminate most analytical restrictions (Pierce, 2022). Thus, it is still important to understand that ethical leadership is always a critical tool that facilitates clear communication in the organization and effective management of the operational activities of the workplace.
[bookmark: _Toc230572722]5.7 Critical Reflection
Balanced control systems need proper integration of analytics technologies and managerial professional judgement going forward. Even with the growing focus on the organization’s dependence on analytical monitoring systems in the growing frequency, human-centered leadership is still important.
[bookmark: _Toc230572723]6. Conclusion
Afterwards, business analytics significantly enhances organizational planning, operational management and strategic decision-making activities continually. The report critically assessed the decision-making processes within the organization’s, cultural change, team effectiveness and performance control systems. Predictive analytics, dashboards, and business intelligence systems are becoming essential to strategic decision-making on the organization on a regular basis. Liu et al. (2023) investigated the business analytics' role in enhancing the efficiency of organizations and their long-term competitive positioning to a great level. Organisational culture strongly influences analytics adoption, communication effectiveness and employee operational engagement activities. Effective teamwork also has a significant effect on the collaboration, productivity, accountability and strategic performance outcomes of organizations. Performance control systems, hence, contribute to the sustainability of organization by monitoring, measuring and improving the operation. Often, however, it leads to ethical issues and employee workplace stress due to over-reliance on analytical systems. Although analytics improves organisational efficiency, human judgement remains essential for ethical and strategic leadership decisions. Ethical governance also is a key enabler of fairness, transparency, accountability and sustainable organizational performance on an ongoing basis.
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philosophies 2. Espoused Values « Organisational values and ethics
+ Goals, strategies and stated priorities
Least Visible Deeply held, taken-for-granted beliefs that
Taken-for-granted influence behaviour unconsciously.
beliefs and Examples:
unconscious + Beliefs about people, time, relationships.
assumptions 3. Underlying Assumptions « Assumptions about what is real and true
+ Unconscious norms and basic values

Key Point: Organisational culture is like an iceberg, Artefacts are visible on the surface,
espoused values lie beneath, and underlying assumptions form the deep foundation.
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Figure 4: Tuckman Team Development Stages

‘A model of team development over time
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Team members get to Conficts arse as Team begins to resolve The team works The team completes
know each other and individuals express ideas differences and establish | | effectively toward common the task and prepares
understand the task. and compete for roles. norms and patterns. ‘goals and high performance. to disband.
Key Characteri Key Characteristics Key Characteristics Key Characteristics Key Charact

+ Uncertainty + Conflict + Cooperation * High productivty + Task completion
 Differences in opinion « Building trust « strong relationships « Reflection
+ Seeking guidance « Power struggles « Clearer roles « Effective communication |+ Recognition
« Roles unclear « Frustration + Developing norms + Problem soling + Letting go
+ Dependence on leader + Low cohesion « Growing cohesion « Foaus on goals « Transition
Time
* Key Takeaway: Teams evolve through five stages. Understanding these stages helps leaders

8 ° a provide the right support and guidance at the right time for team success.
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1. FEEDFORWARD CONTROL 2. CONCURRENT CONTROL 3. FEEDBACK CONTROL
(Before Action) (During Action) (After Action)

& Zel

« Evaluate final results

Activities
+ Set objectives and standards
« Plan activities and resources

Activities Activities

+ Monitor performance in real time

+ Compare actual results with standards + Compare results with objectives

+ Identify potential risks

+ Develop strategies and procedures

+ Detect deviations early « Analyse causes of deviations

+ Take immediate corrective action + Document lessons learned

Purpose: Prevent problems and
ensure the right direction.

Purpose: Keep activities on track
and ensure ongoing performance.

¥

Purpose: Learn from outcomes
and improve future performance.

Feedback Loop
(Continuous Improvement)

Overall Outcome: Effective control ensures efficiency, accountability,
1 Q quality, and achievement of organisational goals.
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1. Intelligence 2. Design

¥
Identify and define Develop possible
the problem. solutions or
Gather relevant alternatives.
information and Consider constraints

data. and limitations.

R

Evaluate alternatives
and select the
‘most satisfactory
(option, not
necessarily optimal).

.
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4.Implementation

Put the chosen
solution into action.

Monitor results and
compare with
expected outcomes.

Allocate resources
and responsibilities.

Learn and make
improvements.

Feedback Loop
(Learning and Adaptation)





