[bookmark: _Toc152455373]Learning Area Two: Evaluate and critically analyse a range of leadership styles and skills to lead a shift team in heavy industry

Level: 5

Credits: 60

Learning Outcomes:
I am claiming credit for the experiential learning gained as a result of undertaking several years working in manufacturing as a senior operator and leading a team for 12 months. During this time I was in charge of several members of the team who were in different roles.

1. Identify and evaluate the relationship between leadership and management systems and practices
2. Evaluate a range of leadership skills to impact and influence the shift team
3. Identify and adopt appropriate situational leadership styles when negotiating issues with team members 
4. Discuss the leadership approaches to be taken in creating a positive team environment when conflict has arisen



Evidence Required:
1,27,28,31.32.33.34.35



[bookmark: _Toc152455374]Introduction

Throughout my career at TATA Steel, I have had the pleasure of working with some extraordinary leaders and each one has helped shape me into the leader that I am today. They all had different styles of leadership when it came to leading different individuals and I found that each one had a different impact on the team.
I have chosen to claim credit for this learning area as it is one of the major skills that I have utilised in different periods of my leadership journey within my department and its effective influence on my colleagues, myself personally, my department, and other leaders within my organisation.
Five years ago, I would never have imagined myself in a leadership role leading a team within the Blast Furnace but here I am reflecting on the journey that led me to just that. By challenging myself and finding strength that I didn’t know I had I can confidently say that I can lead a team of different personalities to achieve the organisation's goals by utilising the skills that I have learned over the years and utilising them in so many different ways.
My role over the years has changed but the learning has stayed with me and my role as a Senior Operator (evidence 1) in the Blast Furnace control room has played a large part in my learning. My role played a vital part in the day-to-day running of the plant, problem-solving, communicating with the team, stakeholder meetings, and process changes. 
My journey started the moment I met my first team leader. A man who I can say changed my life and my career and made me believe in myself. He did this by treating me as an equal, as one of the team, and no different than anyone else. This was amazing for me as I was the only female in the heavy end and on shift. He was my team leader (TL) in the granulated coal injection (GCI) plant and he was my inspiration. 
During my first 1-2-1 (evidence 27) I discussed with my TL my future aspirations within TATA and he stated in my future expectations that “one day Rebecca will become a section leader in the blast furnace”, I laughed at my TL. “Me a section leader, not experienced, a female, quiet, and in no way a leader of anyone”. How did he know that one day I would be seconded and cover the role of process team leader? I wish I could ask him but unfortunately, this is something I regret as he is no longer with us as he passed away before I was able to show him that his vision was indeed right.

Reflecting on my TL`s style of leadership I have found that he had a really big influence on me and how I led a team. His style of leadership was extraordinary, and, he was always there when needed, led from the front, never afraid to get his hands dirty, and inspired me to be everything I could be because he truly believed in me. By being the only female, and very young in a very heavy male-dominated environment I struggled at the start of my career to fit in. An older gentleman who had worked for the company for several years found it hard to give me work and did all the work instead of giving me easy jobs. It was nothing personal quite the opposite, they were a true gentleman, and not in their nature to make a female do the work. This frustrated me and made me reconsider my career and future at TATA.

After a 1-2-1 (evidence 28)  I think my TL realised how unhappy and frustrating this was making me and how he dealt with this is the foundation of the way that I lead. My TL from that moment on made sure that for every job that came up on the plant and we went out together, he kept telling me to get stuck in, prove to everyone that I was capable of doing the role, and show the ones that said women belong at home that they were wrong. He took the time to explain the jobs to me, even as far as going through the tools and how to use them. He took the time and effort to teach me, and for that, I am eternally grateful. He saw my determination, and how I would get stuck in, and would make sure to let everyone on the team exactly what I had done. The team saw this and realised that I could handle the jobs and the dirt, and they became more accepting of me. We became a team.

I will always remember a job that truly cemented me becoming accepted into the team. It was the middle of January and it was snowing. The time was around 7 am, we had just started our shift and hadn’t even had a cup of tea yet when the call came that our main conveyor that fed the whole coal injection plant had stopped. The belt is the most integral part of the system, without it the plant goes down and the cost can run into the thousands if it's down for a long time. My TL and I immediately got our boots on and grabbed some shovels. It was below freezing and the ground was frozen solid but myself and my TL dug that belt off with our hands and with the shovels, until we cleared the blockage and the belt was able to start back up. The feeling as we stood there, was amazing and I cannot believe that we did it. When we came back to the control room the team was there to greet us with a warm cuppa and I got a few pats on the back from them as well. 

It wasn’t until years later when my TL had taken medical leave that I was truly able to see what he had done for me. He had simply believed in me and because he believed in me unconditionally it was what made our relationship and friendship so amazing. He helped me to achieve more than I ever thought I could have imagined.

My TL knew just what to do with each individual in the team. He was able to switch between being supportive to being direct. He knew exactly how to get the best out of each of the team members to make sure that the job got completed safely.

Several skills that I have learned I will demonstrate to the reader through my experience of covering the process section leader role. I will show how I was able to use different leadership skills that I learned through a leadership course (evidence 1) and how I was able to utilise these to make the team stronger.
I will start my assignment by analysing the difference between leadership and management the reason for this is that before I started my journey I never knew there was a difference. I believed that they had been in the same role, but through my research and experiences, I found that this was not the case. The main part will be showing the reader how I a female became an acting process section leader of the blast furnace at Port Talbot, the only female to cover this role in Port Talbot history. It wasn’t easy and came with some challenges which I will hopefully show you because I overcame them.
[bookmark: _Toc152455375]Learning Area One: Identify and evaluate the relationship between leadership and management systems and practices

It is frequently suggested that assertions on the differences between leaders and managers began with Zalenzik (1977), who wrote and argued the point in a Harvard business article. It was suggested that managers seek order and embrace process, leaders tolerate chaos and ambiguity and are open to information in their search for creativity. Many years followed this article and many other statements were made to further seek the differences between management and leadership. I found that Bolden's statement summarised it to a better level when he suggested that “ management is about coping with complexity, whilst leadership is about coping with change” (Kotter, 1990 in Bolden, 2004).
Before I started my training, I didn’t believe I had the qualities to become a leader, but it was surprising once I started to lead a team that it became natural as I wanted to do my best for the team and the department.
It was a realisation to myself early on that there were a lot of differences between a leader and a manager as I had always believed that the two were the same, but to my surprise through my journey and research, I found that there are big differences between the two.
My knowledge is mainly based on the course which I attended in 2016. It was the Transition to Team Leadership (Evidence 1). The course was for me a total change of mindset, where it made me see that yes there was a difference between the two and what they were. The skills that were needed to do either are similar but the roles in general are very specific to different topics. The course showed me the differences that were simple and the obvious differences but still, I wasn’t aware of these.
Throughout the course, my knowledge was tested and I found that I was severely lacking in the department. I found that leadership and management overlap but they are a bit the same (Kotterman, 2006). Both leadership and management involve influence, working with people, and working to achieve common goals. However, the fields of leadership and management are considered very different (Kotterman, 2006). 
When leadership and management share similar roles I found that through the leadership course, there is a distinction between the two roles. The primary mission of both leaders and managers is to control and influence other people. The most important difference between managers and leaders is their approach to achieving the goals set. Managers exercise their control through formal power whereas leaders use their vision which inspires motivation and aligns their employees. Balancing the role of both managers and leaders is critical to any organisation's success.
[image: Pulling together: The difference between a manager and a leader PIC:TORUN.RSD7.ORG]
Mmegi online. (2020) Available at URL Manager vs. leader: Five differences that set them apart: Mmegi Online  (Accessed 17/07/2023) 
I love this graphic from Mmegi Inline (2020) as it shows me that leaders will lead and get stuck, whilst managers are the ones who are telling others what to do and standing back. It's sometimes more powerful to show a picture rather than explain in words. A photo/graphic paints a thousand words.
The team leader program that I attended in 2016 was to give every team leader the competence and confidence to manage themselves, people, performance and change more effectively. I believe this was a big changing point in my ambition to be a leader one day. To be able to have the tools necessary to confidently lead a group of people was appealing and I felt that I could achieve this if I worked hard enough. The program's first day was delivered by an external representative who talked to us about understanding the team leader role and what was expected of us versus the reality of team leading. For me, this was a really good topic as I wasn’t covering the role at the time, and listening to the feedback from others was very insightful. I never understood the challenges they faced when trying to lead a team versus time in general. 
I saw most team leaders at work long after their twelve-hour shift was finished but assumed they weren’t very good at organising, but I realised by talking to several individuals on the course that this wasn’t always the case.
During the course, I became friendly with a colleague who was in a similar position to me. Whereas, I was looking to start covering the role they had already just started to train in the role. (Evidence 31) is a testimonial that I asked them to write for me after the course, around the course, their management style in their area, and their department in general. It was an interesting read as It gave me an insight into different leadership relationships in a different areas. One of the most interesting statements they make is that their management team is forceful and constantly puts their noses into the team's business and gives their opinion even when it's not needed and not asked for. This sounded like it caused friction within the hierarchy of their department and I hoped that this is something that we were able to avoid with myself and the managers around me.
I found after reflecting on the course that there is a distinctive gap between a leader and a manager and there is a distinction between both. There are many positives and negatives between a leader as well as a manager but within any organisation, you need the right balance to be an effective and efficient organisation otherwise there would be no structure and productivity would be affected. 
Once I was back on shift after the course, I realised that as a department we were severely lacking in strong leaders and we had several over-enthusiastic managers. Also, I found that many overlapped in the role of managers/leaders without even realising it. I believe that they did what came naturally. Some managers would actively engage in work when needed, whereas, some leaders would sit back and just delegate jobs to the team below them. It worked to some strengths, but I could see that some individuals took offense when a manager came to tell them what to do and also when a leader just sat back and gave the dirty, hard jobs to team members.
When reflecting it was obvious to see that there was a lack of training and possibly people in the incorrect roles which is a flaw within my organisation. Taking this on board I knew for my training I needed to take a step back for a period and take in what other leaders were doing around me and learn more about myself and how good of a leader I could potentially be.
Relationship between managers and leaders
This was important to me as I knew now there was a difference I wanted to be a leader and not get drawn into being a manager subconsciously. Management and leadership, these two terms are often used interchangeably within the organisation. Management is usually viewed as getting things done through other people to achieve the organisational goals and targets that have been set. The managers may react to specific situations and be more concerned with short-term problem-solving rather than long-term tasks due to their time management. Management is regarded as related to people working in a structured organisation and with prescribed roles. The emphasis of leadership is on interpersonal behavior in a broader sense.
Belbin (1997) suggests “there is a clear implication that leadership is not part of the job but quality that can be brought to a job. The work that leadership encompasses in the context is not assigned but comes about spontaneously”.
Leadership is one of many assets of a successful manager that they have. A leader can be a manager when needed but it is not necessary that a manager must be a leader. The most important aim of a manager is to maximize the organisational output through managerial performance. A leader always seeks new possibilities and new ways of doing things, They are aware of new and better ways of achieving the desired results.
According to John.P.Kotter (1999), “All the managers must know how to lead as well as manager. Because, in this era, an organisation may face the threat of loss if their managers do not know how to lead as well as manage”.
Organisations hire managers and give formal authority to manage people and other activities to fulfill organisational goals that have been set. Employees gladly follow the leaders because they want to, not because they must. Leaders may not have the power to give rewards to people. However, employees give power to their leaders by fulfilling what they want. On the other hand, managers may rely on formal authority to get employees to complete goals which can sometimes lead to conflict between managers and workers, this is where a good, experienced leader can come into play and liaise between both parties to get the work completed.
Despite a continuing debate among theorists around the difference between management and leadership, there is a close relationship between the both of them and it is not always easy to separate them or distinguish who is a leader and who is a manager.
Manager Or Leader?
I found whilst doing my research into the two roles that the two overlap but not in the same way. Ketterman (2006) suggests that “management and leadership are important for the delivery of good service. Although the two are similar in some respects, they may involve different types of outlooks, skills, and behaviour. Good managers should strive to be good leaders and good leaders need good management skills to be effective”. Both leaders and managers involve a certain amount of influence, working directly with people and working to achieve certain goals. However, leadership and management are considered very different as stated by Katz (1995) “Leadership is a multi-directional influence relation while management is a unidirectional authority relationship”.
Leaders are asked to promote change, and new approaches and work to understand people's commitment and motivation, managers promote stability exercise authority, and work to get things accomplished. It is therefore a fair conclusion to come that these roles are for different people with different sets of skills. I can summarise this conclusion after coming face to face with many different personalities within these roles over the years within my role.
My belief has always been that to get a team on board to follow the organisation's vision and goals then you must be a strong leader. This has always been my belief even before I knew that there were so many differences between the two, I always considered that they were the same but just with different roles. To have my eyes opened in the team leaders course was career-changing as it gave me a better understanding. I was able to look at the different roles and see that they used different strategies and practices within the role.

I reflected on my research and concluded that I swayed heavily toward becoming a leader rather than a manager. I felt this as I was more of a person who likes to lead from the front rather than sit back and tell people what to do. I know that this is important for a leader as well but being able to help in the task for me was important. After completing the TATA steel skills assessment (evidence 32) I was able to set myself the foundation of what I needed to gain the skills that I was missing and to work on the ones that I already identified within myself. I sat with my TL at the time and set about a Personal Development Plan (PDP) (evidence 33) for my training in the role.
[bookmark: _Toc152455376]Learning Area Two: Evaluate a range of leadership skills to impact and influence the shift team

Through my development, I have researched many different leadership styles and I felt that the one that I related to was that of situational leadership. It came about after a work-based plant failure and I was discussing it with my lifestyle coach (LC). I was reflecting on the process that we used and how effective the outcome was. We discussed my leadership of the task and the team. 
I reflected on how I had made a change to my leadership style without even realising it due to the presence of a senior manager who hindered the situation. My style of leadership at the time of the plant failure was where I was more directed the situation to more of an autocratic style due to the requirement of the situation and the presence of a senior manager who was exerting influence of power and exerting an autocratic approach. 
I was well aware of the plant failure and believed that my team was well prepared and trained to deal with the situation. The senior manager though could not be influenced by my leadership approach and overruled the decisions that I had made believing that I did not have the experience to deal with the situation.
I analysed the situation and decided to take another approach and the skills that I had learned from the TATA team leaders course (evidence 1). During this course, I learned effective communication skills and role-playing, questioning, influencing, and feedback techniques. I applied these to the senior manager to provide a coaching and supportive style and informed him of the detailed facts about the plant failure, the senior manager was accepting of the challenge and was very open in talking about his decision-making regarding the situation. I found that I was subconsciously becoming more supportive rather than directive thus increasing the development of the senior manager regarding the facts around the situation. I found I was influencing his decision by applying a different leadership style.
I found this change in my leadership style, resulted in an agreed decision-making process based on the facts and I influenced the senior manager's decision by applying effective communication and leadership techniques.
On discussing the incident with my LC she observed that over several sessions there had been similar examples and I was forming the opinion I was exhibiting a situational leadership approach in the workplace from the new skills I had learned in the situational leadership model by Dr Paul Hersey (1984) and his publication to further self develop int the situational approach entitled the situational leader.
My development into becoming a leader was not an easy one as it took me out of my comfort zone and thrust me into a very unfamiliar role but one that I was eager to take on and challenge myself. I was very lucky to also have the backing of my TL and Shift Manager (SM) (evidence 29 & evidence 30). 
Throughout my development, I came across many different types of leaders and each one had different styles and different ways of leading. I found that I had to find my way of leading and do it my way. I started to have regular meetings with my life coach (LC) after a 1-2-1 discussion with my manager (evidence 34). I spent time with my LC (evidence 35) who helped me to start research into leadership.
I have learned from reading Hersey’s (1984) publication the fundamental basics of the situational leadership approach and recognising the leadership behaviours identified within the model. I wanted to learn more and researched further Hersey and Blanchard's (1969a) work in developing the situational leadership model and learned that it had been developed from Reddin`s (1967) 3 D management style theory and defined the model as a prescriptive approach to leadership, which suggests how leaders can increase the effectiveness in varying roles and situations by adapting their behaviour’s based on the demands of the environment.
I have learned that the situational leadership model emphasises that there is no unique leadership style that is effective for all situations and this is something that I agree with. I have come to this conclusion from experience within my career where I have had the privilege to work with some extraordinary leaders. 
The situational model classifies four main leadership styles identified as S1, S2, S3, and S4. There are also four development levels of employees identified as D1, D2, D3, and D4. 
Leadership Styles:
· S1 is a high directive-low supportive style, known as a directing style.
· S2 is a high directive-high supportive style, known as a coaching style.
· S3 is a high supportive-low directive style, known as a supporting style.
· S4 is a low supportive.-low supportive style, known as a delegating style.

Development levels of followers:
· D1 is a low competence-high commitment.
· D2 is low to some competence-low commitment.
· D3 is moderate to high competence-variable commitment.
· D4 high competence-high commitment.
[image: Hersey and Blanchard Situational Leadership Model EXPLAINED | B2U]
Fig: Situational model by Hershey and Blanchard (1984)
Hersey (1984) suggests an effective leadership experience occurs when the leader can accurately identify the development of the follower in a situation and can then apply the leadership style identified in the model above to match the situation. 
Reflecting in a session with my LC around my research into situational leadership she commented that I was already showing signs that this style of leadership was one which I was leaning towards using without even realising it. I knew I needed further development and time in the role to recognise the development levels of the team as this is a fundamental trait of applying the model effectively. 

[bookmark: _Toc152455377]Learning Area Three: Identify and adopt appropriate situational leadership styles when negotiating issues with team members

From the learning skills that I have learned and utilised through leadership styles, situational leadership, communication, and influencing skills, I began to put all these skills into practice. By doing this I started to identify with my leadership style and that of a situational approach. When reflecting I realised I had subconsciously developed into this style of leadership and on identifying this I continued to develop further with continuing sessions with my LC as well as being allowed to cover the role of process section leader independently and being fully in charge of my team.
Having recognised and gained the learning as well as experience in leadership styles I was able to practice the model daily in the workplace. I subconsciously applied and adapted my leadership style to situations that were in front of me. I was then able to reflect and learn from the situations. This style of leadership has influenced me massively and those around me. I found my team members questioning the change in my approach to certain situations and ways. I found myself then becoming more of a coach style and mentoring the members of my team around situational leadership. I find I am now able to analyse a situation around an employee and identify the appropriate leadership style that is needed to influence an effective outcome.
Whilst covering the role I was a very inexperienced manager but with a highly motivated team below me. I had senior managers above me who ranged in experience and leadership styles and this presented challenges daily as well as challenges to practice my leadership style.
Part of my role was to use my strengths and situational leader learning to develop team members.  I had found operators working for me and one was very inexperienced and new. I found that his development best suited the D1 low competence, and high commitment, so I used an S2 coaching style I was a highly supportive leader and this was effective as he had a high commitment to learn. When he was doing an operator task he became more motivated for the role then I reverted to an S3 style of leadership of low supporting directive and high supportive leadership style. 
I became more aware of what motivated him and I was able to maintain the most effective leadership style to effectively facilitate and influence his decisions without being direct. A coaching and supporting style is effective in influencing his input based on the facts and benefit from my experience. Thus allowing me to influence his thought processes through the application of coaching and supporting skills.  By utilising this coaching style and approach meant that I achieved the most effective outcomes from the individual. 
Adopting any other leadership style with this operator such as an S1 style of high directive, and low supportive would not suit this particular operator and would result in less effective outcomes due to the leader being autocratic and under the D1 low competence of the situational model. This would not support the operator's ambition to develop and learn, their career aspirations, and this management style could create a potentially toxic, hostile environment to work within. Through this model, I recognised his ability to learn and under the model using its application need, I continuously monitored his development. I did utilise the S2 leadership when I was negotiating serious issues with the operator to maintain an effective relationship and his development level improved. It got to the point that I did adopt the S3 supporting style when I was maintaining his development.
Having learned new skills to identify preferred learning styles, skills, and leadership styles that support effective workplace relationships, I am also now confident that I can apply these skills learned to identify the learning styles of my team. I have more confidence in adapting my leadership style to not only the individual but also the situation, by utilising these new skills and by gaining experiences daily. 




[bookmark: _Toc152455378]Learning Area Four: Discuss the leadership approaches to be taken in creating a positive team environment when conflict has arisen

In every workplace are many employees and conflict can arise due to many different reasons. The importance of conflict resolution in my workplace is something that is taken very seriously.  I believe that every manager should have an open-door policy where everything is kept confidential. If it wasn’t I do believe there would be less openness within my team. 

Every employee plays a vital role within the team to allow for the process to run as smoothly as possible and to make the desired goals that are set every shift/day. So for one of the team to become distant, argumentative, and hard to work with it can affect the team dynamic. The result can be a change that leads to a hostile environment. This in turn can cause delays, process problems, etc which leads to money losses within the company.

This problem has occurred in my department and happened to my shift. Whilst I was covering the role of process section leader and utilising the situational leadership model I came across a situation within my team that I did not expect. After several months it became evident that one member of the team had started to become withdrawn and not interacting with the team like they normally did.

To some, it would seem small but I noticed that the individual has started to:
· Stopped asking if anyone wanted a cup of tea and was just making their own
· Stopped asking about the furnace process.
· Stopped asking if we wanted to order food instead of going off on his own to collect his food.
The team just thought it was silly, but, I sensed something had changed in the team and I had to figure it out. The actions were out of character as this individual was very team orientated but had become more of a lone worker within a control room, very cagey, and would not ask for help. The atmosphere within the control room became very cagey and the four operators dynamics changed. The one operator just seemed to withdraw and rarely spoke unless spoken to.
I knew I had to adjust my leadership style with the individual as I had to find out what was wrong. It was obvious that it was something within the team so I took the individual out from the team and we went onto the plant for a walk.
The individual was quiet and I started to ask open questions. At first, the answers were sharp and short but finally, I asked the right question. Are you ok?. It was as simple as that, and the floodgates opened. The operator felt that the team had excluded him in what they were doing. Immediately I tried to reassure him as I didn’t know where this was coming from but I made sure not to dismiss his fears. I let him get his frustrations off his chest and made sure to reassure him that I would help him.
On reflection, after chatting to the operator I felt deflated as I realised what had happened. A new operator had joined our team two months prior and I asked him to sit with one of the other operators and learn from them as they were his mentor, but I did this in the office not in front of the team. Immediately, the operator saw a new starter sitting with the other operator and not interacting. The operator took this personally and started to withdraw from the team.
 Graeff (1983) and Yukl (1989) state that “situational leadership stresses that leaders need to find out about their subordinate's needs and then adapt their leadership style accordingly”. I had done that with the new starter but had forgotten about the needs of my other operator.
Situational leadership reminds us to treat each individual differently based on the task at hand and to seek opportunities to help individuals seek new skills. This was a blow and felt like a setback. I sat again with the department LC and reflected on the decision I had made and the consequences I did not see. My LC made me realise that it was a learning curve and I had to take into account the individuals within my team. I realised that my actions had unintentionally caused hostility within the team. 
On the next shift, I sat down with the whole team in the control room and apologised for not explaining the plan that I had for the new employee. I explained that the other operator was mentoring the new starter as part of their ongoing training to be a mentor. I then took the individual who had the issues into the office and explained that I had not asked them to mentor as I was hoping that he would want to start training as a process section leader, as he had the ability, knowledge, and skills to be a leader if he wanted. He was surprised and eager to train as a leader as he felt that he had been overlooked over the years. I was adapting my leadership style to be more of an S3 style and supportive as I knew he could do it. 
We sat down and completed a personal development plan and he left the office much more happier. The team seemed to change overnight with the individual inserting himself back into the team as I explained to him that he would have to lead this team whilst training. 
It was a shock not realising that simple action could shift the dynamics of the team and it was a learning curve with hands-on experience. I was confident that by changing my leadership style with the individual I was able to adjust the team dynamics and become a more positive, productive team.
[bookmark: _Toc152455379]Conclusion

Throughout my career leadership has been the most important skill that I have been able to learn. No matter what role I am in I find that I can look back at my training and experience and utilise these in my role. Leadership and the skills that come from learning about this are valuable in so many ways.
Early on I was able to identify what best suited me personally and I was able to research this in-depth as well as utilise my personality within the style. Being able to lean on my LC in the beginning proved to be instrumental in identifying what best suited me and I put this into practice as soon as I could.
Having studied Northouse's (2009) work on leadership it supported me in developing into the role. It gave me more of an understanding of what was expected of me, how I could adapt my learning style to the individual, and what I could adapt it to. 
I was also able to call on my learnings from Hersey (1984). Research from Hersey`s situational leadership model was a turning point and I was keen to put this into practice and gain the real-life experience that I felt I needed. 
During my learning and research, I effectively applied the correct leadership approach to the process and was able to identify employee development levels. I learned through research, employee behaviours, and analysing the situation that I was able to identify the appropriate leadership style for the situation. 
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