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[bookmark: _Toc213005421]1.1. Proposed Title
The Flight for Equilibrium: A Qualitative Exploration of Work-Life Balance Experiences among British Airways Employees
[bookmark: _Toc213005422]1.2. Background and Rationale
Work-life balance (WLB) has become a central concern in contemporary management due to its links with employee well-being, retention, service quality, and organisational performance (Guest, 2017). Within aviation, the issue is particularly salient because irregular shift patterns, time-zone transitions, safety-critical roles, customer-facing emotional labour and operational disruptions can intensify pressures on personal life and recovery time (Harrington, 2001; Powell et al., 2007). For a flag carrier operating complex, time-sensitive networks, the organisational capacity to shape conditions that support equilibrium between work and non-work domains has direct implications for service reliability, safety culture and employer reputation.
Theoretically, WLB is not a single objective state but a socially constructed, context-dependent experience emerging at the intersection of multiple roles (Greenhaus and Beutell, 1985; Clark, 2000). Role conflict theory highlights incompatibilities between work and family demands, whereas border and boundary theories conceptualise how individuals manage the permeability and flexibility of boundaries between domains (Greenhaus and Beutell, 1985; Ashforth, Kreiner and Fugate, 2000; Clark, 2000). Complementary perspectives underscore both strain-based conflict and the possibility of enrichment when resources, skills and positive affect transfer across roles (Greenhaus and Powell, 2006). From a resource lens, Conservation of Resources theory proposes that individuals strive to acquire and protect valued resources; when demands deplete these, stress and poorer well-being follow (Hobfoll, 1989). The Job Demands-Resources (JD-R) model similarly posits that high demands exhaust energy while job resources stimulate motivation and buffer strain (Demerouti et al., 2001; Bakker and Demerouti, 2007).
Despite a substantial body of research, three limitations motivate the present study. First, much evidence in aviation and allied service sectors has relied on survey-based metrics or managerial policy reviews, which may not capture employees’ nuanced sense-making about what “balance” means in lived practice under variable rosters and operational contingencies (Deery, 2008; Powell et al., 2007). Secondly, debates increasingly acknowledge that formal flexibility provisions alone are insufficient without perceived fairness, predictability and supportive leadership that enable recovery and control (Kelly et al., 2014; Guest, 2017). Thirdly, naturally occurring, unsolicited employee narratives – such as those in online employer-review platforms – offer rich qualitative material that can illuminate the discursive construction of WLB, including tensions, coping strategies and context-specific meanings (Kozinets, 2020). An interpretivist, inductive design is therefore well positioned to surface the language, metaphors, and categories that employees themselves use to describe balance in a safety-critical, customer-intensive airline environment.
British Airways provides a theoretically and practically meaningful single-organisation case. As a large, multi-occupational airline with diverse operational contexts (flight operations, cabin services, engineering, ground operations, and corporate functions), it offers a fertile setting to explore how WLB is articulated across roles that vary in terms of schedule control, customer contact, and safety responsibilities. Analysing publicly available employee reviews focused on WLB enables an interpretive account of the perceived enablers and constraints of equilibrium, as well as the implications for well-being and performance. The study contributes by theorising WLB as employee-constructed meaning within an aviation context and by generating actionable insights for management practice in scheduling, line management and support systems.
[bookmark: _Toc213005423]1.3. Research Aim
This study aims to interpret how British Airways employees construct and experience work-life balance, and to identify the perceived organisational enablers and constraints that shape these experiences, using an inductive thematic analysis of publicly available employee review narratives.
[bookmark: _Toc213005424]1.4. Research Objectives
This study’s objectives are:
· To surface and interpret the dominant themes through which British Airways employees describe work-life balance in their own words;
· To identify the organisational conditions, practices and relational factors perceived as enabling or constraining work-life balance;
· To synthesise implications for management practice and policy in airline contexts, with attention to scheduling, leadership support and well-being.
[bookmark: _Toc213005425]1.5. Research Questions
This study pivots around the following research questions:
· How do British Airways employees narrate and make sense of work-life balance in publicly available review narratives?
· What organisational practices, conditions and interactions are constructed as enabling or constraining work-life balance?
· What implications follow for airline management seeking to foster sustainable, employee-centred work-life balance?
[bookmark: _Toc213005426]2. Literature Review
[bookmark: _Toc213005427]2.1. Key Themes / Theories
Early work conceptualised WLB as the absence of conflict between work and family roles, with strain-, time- and behaviour-based incompatibilities driving adverse outcomes (Greenhaus and Beutell, 1985). Later developments recognised positive cross-domain spillovers; work-family enrichment theory posits that skills, affect, and resources may transfer, improving performance and well-being in both domains (Greenhaus and Powell, 2006). The coexistence of conflict and enrichment underscores that balance is not reducible to hours or entitlements; it involves qualitative experiences and subjective judgements.
Boundary and border theories describe how individuals manage the interface between domains along a segmentation-integration continuum (Clark, 2000; Ashforth, Kreiner and Fugate, 2000). In contexts with unpredictable rosters or mobile workplaces – such as aviation – the permeability of boundaries is often high, increasing the cognitive and emotional work required to transition between roles. Micro role transitions (brief, frequent shifts between role identities) can accumulate strain if not supported by temporal control, recovery opportunities and social support (Ashforth, Kreiner and Fugate, 2000).
Conservation of Resources theory emphasises that job demands draw on finite resource pools, while resources (autonomy, support, recovery time) protect against loss spirals and enable gain spirals (Hobfoll, 1989). The JD-R framework extends this by specifying that high demands predict exhaustion, while resources foster engagement and buffer the effects of demands (Demerouti et al., 2001; Bakker and Demerouti, 2007). In aviation, demands include shift work, circadian disruption, emotional labour with passengers, and the safety-critical salience of errors; resources include schedule control, predictable rostering, supervisor support, team climate, and access to rest facilities and wellness initiatives.
Frontline roles require the regulation of emotional display to meet service expectations (Hochschild, 2012). Meta-analytic evidence indicates that surface acting is associated with burnout and reduced well-being, whereas deep acting shows more mixed associations (Hülsheger and Schewe, 2011). When emotional labour is combined with limited recovery or irregular rosters, strain increases, underscoring the importance of WLB as a strategic tool for service quality and safety.
Empirical studies link night shifts and irregular hours to sleep disturbance and poor health (Harrington, 2001; Costa, 2010). Pilot fatigue is linked to duty length, time of day, and sector count, affecting performance (Powell et al., 2007; Goode, 2003). While regulatory frameworks limit flight and duty hours, perceived schedule consistency and control are crucial for employees’ sense of balance and recovery, strengthening WLB’s managerial importance beyond compliance.
Kelly et al. (2014) and Guest (2017) found that schedule control and supportive supervision minimise work-family conflict and promote well-being. Procedural justice in rostering, candid communication about disruptions, and empathetic local leadership can make high-demand circumstances manageable challenges rather than chronic stressors. WLB and retention can be significantly affected by recovery opportunities, such as minimum rest windows, predictable patterns, and preference mechanisms, in service-intensive sectors (Deery, 2008).
Capturing authentic employee voice demands understanding how people interpret naturally occurring texts. Interpretivist designs that evaluate narratives rather than imposing metrics can explain context-specific sense-making (Saunders, Lewis and Thornhill, 2019). Reflexive approaches improve transparency and credibility, while thematic analysis is flexible but rigorous enough to identify patterned meanings throughout a corpus (Braun and Clarke, 2006; Nowell et al., 2017). Netnographic methodologies validate online review text analysis as cultural artefacts shaped by community norms and platform affordances (Kozinets, 2020).
[bookmark: _Toc213005428]2.2. Key Studies and Debates
WLB is complicated in hospitality and tourism due to frequent client contact, fluctuating demand cycles, and unsociable hours. Anticipating later resource-based models, Deery (2008) stated that retention efforts must address rostering fairness, supervisor support, and career trajectories beyond benefits. When operational volatility limits predictability, psychological feelings of control and fairness may matter more than formal flexibility entitlements (Deery, 2008; Guest, 2017).
Meta-analyses have linked work-family conflict to strain outcomes such as reduced job satisfaction and burnout (Amstad et al., 2011). These trends support JD-R claims that high demands without protective resources diminish energy and well-being (Demerouti et al., 2001). Schedule design and supervisory atmosphere can protect airline workers from persistent conflict, especially in low-autonomy positions.
Hülsheger and Schewe’s (2011) synthesis of three decades of research indicates that surface acting leads to emotional exhaustion, whereas deep acting can be less detrimental or even beneficial. Cabin crew and other customer-facing staff face emotional labour demands, sleep and recovery issues, and cumulative strain if not offset by resources, making leadership support and recovery-oriented scheduling crucial.
Harrington (2001) and Costa (2010) provide foundational reviews of shift work, sleep, and health. Duty length and time of day are indicators of pilot fatigue, which affects safety (Goode, 2003; Powell et al., 2007). Flight-time limits reduce danger, but empirical evidence shows that regulatory minima do not ensure a balanced experience. Predictability, rota stability, and personal life planning ability are essential for sustainable involvement.
Kelly et al. (2014) found that schedule control and supervisor support reduced work-family conflict, showing that managerial practices can change perceived balance even in demanding situations. Guest (2017) offered an analytic paradigm tying HRM to well-being, highlighting voice, justice, and supportive leadership. The debate centres on how to operationalise these principles, where operational imperatives constrain flexibility, as in airlines; qualitative inquiry is needed to surface practicable levers as experienced by employees on the ground.
A growing methodological literature supports the use of naturally occurring online texts to study organisational phenomena, with guidance on ethical use, contextual interpretation and reflexivity (Kozinets, 2020; Saunders, Lewis and Thornhill, 2019). While such texts may exhibit selection bias, they offer unprompted, candid narratives that can reveal how employees construct meaning around WLB, including tensions between formal policies and everyday practices. Thematic analysis offers a transparent, auditable route from data to interpretation (Braun and Clarke, 2006; Nowell et al., 2017).
[bookmark: _Toc213005429]2.3. Research Gap
Three interrelated gaps justify the study. First, airline WLB research has often prioritised regulatory compliance, fatigue metrics and survey indicators, with less attention to how employees themselves articulate balance as a lived, negotiated experience in day-to-day operations (Goode, 2003; Powell et al., 2007). Secondly, service-sector studies implicate roster design, emotional labour and supervisor support in WLB outcomes, yet there is limited integration of these strands in a single case that explores the discursive construction of balance in an airline context (Deery, 2008; Hülsheger and Schewe, 2011; Guest, 2017). Thirdly, there is a paucity of interpretivist, inductive analyses using naturally occurring employee narratives to examine WLB within a UK flag carrier. Online employer-review texts provide a rich but underutilised corpus for theorising how employees define, evaluate, and pursue equilibrium, and for identifying the perceived organisational levers that enable or hinder it (Kozinets, 2020; Braun and Clarke, 2006). By addressing these gaps, the study will provide an employee-voiced, contextually grounded account of WLB in aviation, advancing theory through an integration of boundary, resource, and emotional labour perspectives, and informing practice by illuminating where scheduling, line management, and support systems most affect the experienced possibility of balance.
[bookmark: _Toc213005430]3. Methodology
[bookmark: _Toc213005431]3.1. Research Approach
This study adopts an interpretivist, inductive qualitative approach. Interpretivism is appropriate because the construct of work-life balance (WLB) is socially produced and contextually negotiated rather than directly observable; meaning is embedded in language, practice and institutional arrangements (Saunders, Lewis and Thornhill, 2019). An inductive strategy permits analytic categories and theoretical insight to emerge from the employee-authored texts, rather than imposing a priori variables. The research is designed as a single-organisation qualitative case focused on British Airways, using naturally occurring secondary data in the form of employee reviews that address the WLB dimension. This design aligns with naturalistic inquiry principles, emphasising the credibility, transferability, and confirmability of interpretations grounded in participants’ accounts (Lincoln and Guba, 1985).
The analysis follows reflexive thematic analysis (TA), which is well-suited to identifying patterned meanings across a corpus while explicitly recognising the researcher’s interpretive role (Braun and Clarke, 2006; Braun and Clarke, 2022). Reflexive TA allows sensitivity to context and discourse, avoids mechanistic reliability metrics ill-suited to interpretive work, and supports transparent, auditable analytic decision-making (Nowell et al., 2017; Braun and Clarke, 2022). Quality will be pursued through thick description, an audit trail of coding decisions, and reflexive memoing (Saldaña, 2021).
[bookmark: _Toc213005432]3.2. Data Collection Methods
Data will comprise publicly available employee reviews from Glassdoor, filtered by the platform’s “Work/Life Balance” dimension for British Airways. A structured data capture protocol will be used to export the review text and limited contextual metadata (posting date, self-reported role category or location if present), consistent with the platform’s terms of use. Only English-language reviews will be included to maintain analytic coherence. The collection steps are as follows:
· Applying the WLB filter to the British Airways employer-review section;
· Capturing review texts that discuss any aspect of WLB;
· Storing the texts and minimal metadata in a repository;
· Removing exact duplicates and near-duplicates (e.g., cross-posts);
· Screening for inclusion/exclusion.
Given the interpretive aim, the objective is depth of textual meaning rather than breadth of numerical coverage. Reviews provide unsolicited, ecologically valid accounts of perceived enablers and constraints of WLB in everyday work contexts; these are well-suited to inductive analysis and rich conceptual development (Kozinets, 2020; Saunders, Lewis and Thornhill, 2019).
[bookmark: _Toc213005433]3.3. Sampling Strategy
A purposive sampling strategy will be applied to assemble a corpus of approximately 50-70 reviews that contain substantive reflections on WLB. Inclusion criteria: (a) the review explicitly references work-life balance or closely related constructs (e.g., scheduling, rota predictability, flexibility, rest/recovery, family time, commuting burden); (b) the text length is sufficient for analysis (e.g., beyond a single phrase or rating without commentary); (c) English language. Exclusion criteria: (a) purely numerical ratings without elaboration; (b) texts that are off-topic; (c) unintelligible or automated content.
Maximum-variation purposive sampling will be used where review metadata permits, to reflect the diversity of functional roles (e.g., flight/cabin operations, ground operations, engineering, and corporate functions). Sample sufficiency will be guided by information power: because the study is narrowly focused (single employer, single dimension), a moderate corpus with strong information power is adequate (Malterud, Siersma and Guassora, 2016). The notion of thematic sufficiency will be used rather than mechanical notions of saturation, attending to the stability and richness of themes (Braun and Clarke, 2022).
[bookmark: _Toc213005434]3.4. Data Analysis
Analysis will follow reflexive thematic analysis (Braun and Clarke, 2006; 2022):
· Familiarisation: repeated reading of the corpus; reflective memoing on initial impressions, language and metaphors.
· Generating initial codes: line-by-line inductive coding of semantic and latent meaning units (e.g., “rota predictability”, “managerial empathy”, “recovery windows”, “commuting to hub”, “seasonality peaks”). Coding will be open and expansive to avoid premature closure.
· Constructing candidate themes: clustering codes to identify patterned meaning (e.g., “temporal control and predictability”, “emotional labour and recovery”, “managerial support vs. indifference”, “justice/fairness in scheduling”).
· Reviewing themes: evaluating internal coherence and external distinctiveness; checking themes against the entire corpus; refining boundaries and relationships.
· Defining and naming themes: elaborating theme narratives, exemplars, and scope conditions; relating themes to boundary theory and the JD-R framework.
· Producing the analysis: assembling an analytic account that integrates data extracts with interpretive commentary and theoretical implications.
Credibility will be supported by a documented audit trail (coding decisions, theme maps, memos), peer debriefing with an academic supervisor, and thick description to enable readers’ assessment of transferability (Lincoln and Guba, 1985; Nowell et al., 2017). NVivo (or functionally equivalent software) may be used to manage coding; however, analytic judgement remains central and software will be treated as an organising aid rather than an analytic engine (Braun and Clarke, 2022).
[bookmark: _Toc213005435]3.5. Ethical Considerations
The research uses publicly accessible online texts. Ethical conduct will follow recognised guidance for internet-mediated research: the British Psychological Society and the Association of Internet Researchers (BPS, 2021; Franzke et al., 2020). Key principles include:
· Contextual integrity: respect for the expectations of the online context; public availability does not nullify ethical sensitivity.
· Anonymisation: removal or paraphrasing of potentially identifying details (e.g., specific flight numbers, names, micro-locations) in quoted extracts.
· Minimal data: capture only what is necessary for analysis; no attempt to identify reviewers.
· Attribution and fair use: respect platform terms of use; use short quotations as necessary for scholarly analysis.
· Secure storage: encrypted, access-controlled repository; retention and deletion consistent with institutional policy.
· Institutional ethics: submission to the university’s ethics process for confirmation of compliance, even where risk is low for secondary data.
The analytic stance will be reflexive, with a positionality note recorded in the audit trail to surface assumptions and interpretive lenses (Nowell et al., 2017; Braun and Clarke, 2022).
[bookmark: _Toc213005436]3.6. Feasibility
The data source is accessible, the target corpus (50-70 reviews) is analytically manageable within the project window, and the required tools (reference manager, qualitative analysis software, secure storage) are readily available. The sequential plan – proposal submission, followed by structured extraction, coding, thematic development and write-up – ensures feasibility. The researcher’s expertise in qualitative analysis and the contained scope (single employer; single dimension) further support completion within the allotted timeframe (Saunders, Lewis and Thornhill, 2019).
[bookmark: _Toc213005437]4. Expected Findings
[bookmark: _Toc213005438]4.1. Anticipated Results
Boundary theory and the JD-R model predict various plausible thematic constellations. First, “temporal control and predictability” may indicate how rota stability, notice periods, and shift sequencing affect employees’ non-work life planning. Brief transitions and irregular sequences may cause strain, but predictability may promote a sense of balance and justice (Clark, 2000; Demerouti et al., 2001; Bakker and Demerouti, 2007).
Second, the anticipated theme “recovery and fatigue management” may include rest windows, hub commuting, circadian disruption, and peak-season effects. WLB may be portrayed as achievable if employees perceive adequate recovery opportunities; if recovery is hindered, narratives may focus on depletion and stress, reflecting resource-loss dynamics.
Thirdly, a theme of “managerial empathy and local support” may distinguish positive from negative experiences of similar rosters. Literature indicates that supervisor support and schedule control interventions materially reduce work-family conflict (Kelly et al., 2014; Guest, 2017). Reviews may highlight the buffering role of empathetic line managers and team climate versus the erosion of balance under indifferent or transactional supervision.
Fourth, “emotional labour and boundary permeability” is expected, especially among customer-facing roles. Employees may narrate how the emotional intensity of service interactions spills over into non-work time, and how deep acting versus surface acting relates to energy depletion or fulfilment, aligning with emotional labour research (Hochschild, 2012; Hülsheger and Schewe, 2011).
Finally, “identity, pride and trade-offs” may surface, where affiliation with a national brand, travel benefits and team camaraderie offset some burdens, albeit with acknowledged compromises. Such ambivalence is consistent with the coexistence of enrichment and conflict in WLB (Greenhaus and Powell, 2006).
[bookmark: _Toc213005439]4.2. Expected Contribution
Theoretically, the study is expected to enrich WLB scholarship by integrating boundary management and JD-R perspectives in an aviation case, articulating how employees construct balance as a dynamic negotiation between temporal control, emotional demands and supportive resources. The analysis will also contribute to methodological debates by demonstrating the value of naturally occurring online employee texts for interpretive organisational research, with clear procedures for ethical, reflexive use (Kozinets, 2020; BPS, 2021; Franzke et al., 2020).
Managerially, the study should yield actionable implications for:
· Rostering practices: emphasising predictability windows, transparent rules for swaps, and equitable distribution of unsocial shifts;
· Supervisor capability: training in empathetic scheduling conversations, proactive communication around disruptions, and support for recovery;
· Well-being supports: accessible fatigue-management resources, rest facilities and mechanisms for employees to voice WLB concerns without stigma.
These insights align with evidence that schedule control and supervisor support reduce work-family conflict, underpinning more sustainable engagement in demanding service contexts (Kelly et al., 2014; Guest, 2017).
[bookmark: _Toc213005440]5. Limitations
The research is subject to four principal limitations. First, self-selection and platform biases may shape who posts reviews and how experiences are narrated, potentially leading to over-representation of extremes of satisfaction or dissatisfaction. The analysis, therefore, refrains from prevalence claims and focuses on interpretive depth, reporting countervailing narratives when present (Kozinets, 2020).
Secondly, metadata constraints restrict the ability to stratify by role, tenure or demographic characteristics. Where reviewers indicate functional areas, maximum-variation sampling will be pursued; however, representativeness cannot be assured. Transferability will be supported by a thick description of context and themes (Lincoln and Guba, 1985).
Thirdly, authenticity and verification are limited in public reviews. The analysis does not attempt identity verification but treats the corpus as texts of employee voice in a public organisational field. Interpretations will be bound to what is evident in the texts and presented transparently, with careful use of short, anonymised quotations (BPS, 2021; Franzke et al., 2020).
Fourth, the cross-sectional nature of the corpus (spanning multiple time points) precludes causal inference about specific policy changes or events. Where time markers are evident, the analysis may contextualise themes, but it will avoid attributing change to particular interventions without corroborating textual evidence (Saldaña, 2021).
Collectively, these constraints are managed by a rigorous, reflexive TA process, explicit scope delimitation, and clear boundaries on claims (Braun and Clarke, 2022; Nowell et al., 2017).
[bookmark: _Toc213005441]6. Timeframe
The following table presents an expected schedule or timeline for the research project:
	Phase/Task
	Start Date
	End Date
	Duration (Weeks)
	Notes

	Project initiation, scoping & protocol design; initial literature mapping
	03 Nov 2025
	05 Nov 2025
	0.4
	Confirm case focus, WLB dimension, inclusion/exclusion criteria; map key sources

	Methodology design & ethics self-assessment
	05 Nov 2025
	05 Nov 2025
	0.1
	Draft methods; complete institutional ethics self-assessment for secondary data

	Proposal drafting & final checks
	06 Nov 2025
	06 Nov 2025
	0.1
	Align with template; proofread; verify word limits and references

	Proposal submission
	07 Nov 2025
	07 Nov 2025
	0.1
	Submit to programme office

	Ethics confirmation (secondary data)
	08 Nov 2025
	10 Nov 2025
	0.4
	Record institutional confirmation and any conditions (if applicable)

	Data extraction (Glassdoor WLB corpus)
	11 Nov 2025
	15 Nov 2025
	0.7
	Capture review texts; store securely with minimal metadata

	Data cleaning & organisation
	16 Nov 2025
	18 Nov 2025
	0.4
	Remove duplicates; organise by available role/location tags

	Familiarisation & reflexive memoing
	19 Nov 2025
	24 Nov 2025
	0.9
	Repeated reading; initial impressions and analytic memos

	Codebook development (provisional)
	25 Nov 2025
	29 Nov 2025
	0.7
	Inductive codes; define coding guidelines

	Coding cycles (initial & focused)
	30 Nov 2025
	18 Dec 2025
	2.7
	Line-by-line coding; focused clustering across corpus

	Theme review, definition & mapping
	19 Dec 2025
	02 Jan 2026
	2.1
	Refine themes; create theme map; select exemplar extracts

	Write-up: Findings & Methodology
	03 Jan 2026
	12 Jan 2026
	1.4
	Draft thematic narratives; methods and quality criteria

	Write-up: Literature integration, Discussion & Implications
	13 Jan 2026
	22 Jan 2026
	1.4
	Situate findings; managerial and theoretical contributions

	Full draft compilation, revisions & editing
	23 Jan 2026
	01 Feb 2026
	1.4
	Integrate chapters; consistency checks; formatting

	Final dissertation submission
	03 Feb 2026
	03 Feb 2026
	0.1
	Submit final dissertation


[bookmark: _Toc213005442]7. Conclusion
The interpretivist, inductive qualitative study in this proposal analyses how airline employees construct and experience work-life balance. The study uses naturally occurring organisational texts to identify temporal control, recovery, management empathy, and emotional labour meanings in a purposively sampled corpus of publicly available WLB-focused employee reviews. From text to theme to theoretical contribution, reflexive thematic analysis provides a rigorous yet flexible framework with transparent quality strategies – thick description, audit trail, and reflexive memoing – that support credibility and transferability.
Expected contributions include theory, method, and practice. The study integrates boundary viewpoints with the JD-R model to explain how safety-critical service work balances demands and resources. It provides a clear, ethical strategy for using online employee reviews in organisational research that respects contextual integrity and platform norms. As evidence suggests, roster stability, timetable management, supervisor competency, and recovery-oriented interventions reduce work-family conflict and maintain participation. Data access, a modest analysis sample (50-70 reviews), proven analytical procedures, and a disciplined schedule through the final submission make the strategy feasible. Overall, the study is well positioned to generate actionable, employee-voiced insights that meaningfully inform British Airways’ managerial practice while advancing scholarly understanding of WLB in airline settings.
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