
Employees
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“I can promise that 
trust, recognition 
and appreciation 
will always be the 
driving principles 
as long as Axel 
Kühner and I are 
responsible.”

Hannes Moser
Chief Financial Officer Greiner AG
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Our entrepreneurial success is based on
the talent, passion and commitment of our
employees. That is why we are uncompromising
when it comes to the creation of a work
environment that promotes the well-being
and the inspiration of our employees.
Since the day when our company was
established in 1868, we have been an entirely 
family-run company. These roots have always 
defi ned our attitude towards our employees 
and have fundamentally infl uenced our
corporate culture. 

Social and economic trends such as the
demographic change, the change in values
and a growing percentage of working women 
are generating a continuous change in the 
world of work. Sustainability means for us that 
as a company, we constantly adapt to these 
changed circumstances anew and develop 
further together with our employees. 

We build on highly motivated, competent
employees who remain loyal to us over years 
and are enthusiastically active for Greiner. 
“What characterizes a good sustainable 
employer today?” is therefore the higher-level 
question regarding our activities. In this context, 
diversity, possibilities for professional further 
development but also company healthcare and 
occupational safety are central aspects that 
we concentrate on across the Group. Diversity 
is promoted in all areas, and a broad range of 
further education and development possibilities 
creates the basis for individual career planning. 
In addition, preventative measures for preserv-
ing health and the occupational safety of our 
employees play an important role.

We have a great responsibility for our em-
ployees. Our goal is to be a reliable and fair 
employer that off ers its employees maximum 
possibilities for development. In order to under-
score this goal, we have decided to integrate 
sustainability criteria in the target agreements 
of our managers by the end of 2020. 

Greiner bears the 
“karriere.at seal of quality for 
open insights”. The seal of 
quality is an award presented 
by the biggest Austrian job
portal karriere.at. The award 
honors employers with 
above-average commitment 
to facilitating transparent 
employer reporting with
authentic insights for
candidates.

Greiner is Leitbetriebe 
Austria-certifi ed. Leitbetriebe 
Austria is a cross-sector
business network that 
honors exemplary companies
in Austrian business. In the
assessment and subsequent 
certifi cation, long-term
company success, innovation 
and social responsibility
are top priority.

GRI 103-1, GRI 403, GRI 404, GRI 405, GRI 406



S u s t a i n a b i l i t y  R e p o r t  2 0 1 8

44

Hannes Moser
Chief Financial Offi  cer Greiner AG
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The goal:
To be a modern, 
sustainable
employer
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Interview with Hannes Moser 
 
Mr. Moser, flexibility, work-life balance, 
carrying out a gainful activity, and 
appropriate remuneration are important 
to the young generation. How do you 
handle that at Greiner?
The requirements of companies have changed, 
and it is now about finding answers to this. I am 
convinced that it is still also very important to 
express respect to the employees. Our employ-
ees should know that we are grateful for their 
dedication. We have to give them the opportu-
nity to express their opinion, which means that 
we guarantee genuine participation. We thus 
meet the requirements of young people in our 
corporate culture. We must also show a clear 
career path. Forging new paths so that flexibility 
is not just a buzzword must also be our goal. 

Leadership is the buzzword today of the 
management world. How do you want to 
promote good leadership at Greiner?
People are different, and we all have our 
strengths and weaknesses. For me, leadership 
is always about creating an environment in 
which our employees are inspired to contribute 
to solving the problems of our time. That is 
precisely what we want to see at Greiner. 
With our managers, we want to develop a 
common vision that motivates our employees in 
the long term with empathy and responsibility 
that is lived.

The world around us is changing at a 
tremendous pace. How do you ensure 
that the people at Greiner support these 
numerous changes?
The change is huge. A glance at our packaging 
business is the best example: the transition from 
a linear to a circular business model. In order 
to make this change a success, we have to win 
the hearts and minds of everyone. We want to 
understand and manage change and mobilize 
people. We have to constantly explain how we 
want to respond to the changed conditions. 
It is our task to promote a lively exchange on 
the topics that occupy our employees. I also 
consider it to be important to permit a healthy 
and positive attitude towards mistakes. Because 
only if we are not afraid of making mistakes and 
learn from such mistakes, can they be a huge 
asset.

As a family-run company, Greiner has a 
special culture of trust, recognition and 
respect. Will this culture remain when 
Greiner becomes even more international? 
This company will never be like any other. 
The people and our history make it unique. I can 
promise that trust, recognition and appreciation 
will always be the driving principles as long as 
Axel Kühner and I are responsible. However, our 
strategy of globalization and diversification 
brings new cultures and people with different 
identities and backgrounds into the company. 
I hope very much that we as a company accept 
the new ideas that this brings and make the 
best out of the diversity that the world offers. 

A good corporate climate, 
flexible working hours, 
fair remuneration: 
These topics are on the 
wish list of the young 
generation. In order to 
gain talented employees, 
the aim as a company 
is to find an answer to 
these requirements.  



46

S u s t a i n a b i l i t y  R e p o r t  2 0 1 8

We love 
diversity 

More than 10,7851 people work at Greiner world-
wide. Every employee is diff erent and contribu-
tes ideas and inspiration to our company. We 
perceive this diversity as a great asset because 
innovation and sustainable success are based 
on diff erent skills, experiences and perspectives. 

We are convinced that the diversity of diff erent 
people is the basis for our entrepreneurial
success. Particularly as an internationally
active company, we benefi t from intercultural 
competences, the diversity of the languages, 

Every person is unique, and we
respect the individuality of our
employees. Diff erent approaches
in thinking and actions are the
basis for our entrepreneurial
success. That is why we see
diversity as an enrichment and
engine for growth.

diff erent life concepts and diff erent approaches 
of our employees. We know that heterogeneous 
teams succeed better in understanding the 
requirements of our international customers
and successfully developing the right solutions.
That is why we proactively advocate diversity, 
multiple perspectives and equal opportunities. 
We create an organizational culture in which
individual, social and cultural diversity are
appreciated, and people are not rated
according to stereotypical prejudices. We see 
the competent handling of diversity as an
enrichment and as a quality feature in
management competence. We welcome 
diff erent perspectives and are strengthened 
by a diversity of culture and ethnic origin, age, 
gender, skin color, sexual orientation, gender 
identity/expression, mental and physical skills as 
well as diff erent life and work circumstances.

1  The number of employees indicated is consolidated data from the 
2018 Greiner Annual Report. It incorporates all joint ventures on a 
proportionate basis as well as the sales sites in addition to the global 
production sites. Further information on the system boundaries of this 
report can be found on page 38. 

GRI 103-1, GRI 103-2, GRI 405
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We respect the individuality of our 
employees and want to promote diverse 
teams. To strengthen our organizational 
culture, we have therefore developed a 
diversity guiding principle that constitutes 
a formulation of values and attitudes and 
is intended to help us create a common 
and uniform understanding of diversity.

Our guiding 
principles for 
greater diversity 

//     Promoting diversity 
We respect and appreciate the diversity of 
our employees. We do this independently 
of gender, sexual orientation, age, skin color, 
culture, origin, religion, ideology, physical 
impairment or other characteristics.

//     Creating links 
We encourage our employees to contribute 
their individual diversity. We want to actively 
use their diverse experiences, perspectives 
and competencies. They reflect the diversity 
of our customers, suppliers and other stake-
holders.

//     Perceiving diversity as an enrichment 
We consider the opinion of others to be 
equal. This means that we do not tolerate 
discriminatory opinions under any circum-
stances. We understand cultural differences 
as an opportunity to learn and try to 
combine the best from different cultures.

//     Mixed teams work 
We live from commonalities and differences. 
We want the cautious and the adventurous, 
the younger and the older ones, the expe-
rienced and the inexperienced ones, women 
and men. What is the saying? It’s the mix that 
matters.

//     Facilitating individual life plans 
We want to make both possible: an exciting 
professional career and time for one’s private 
life. We want to support the reconcilability of 
family, studies and job in all ways of life and 
life situations in the best possible way – from 
becoming a parent to caring for relatives. 

//     Promoting gender equality 
The different perspectives of the genders 
enlarge our potential for innovation. 
We therefore promote the efficient 
collaboration between women and men 
and contribute to gender equality.

 
//     Preserving transparency and 

equal opportunities 
We create equal opportunities and trans-
parent procedures in the filling of vacancies, 
elections for bodies and incentive measures. 
Selection focuses on the talent, ability and 
hard work of the employee.

//     Replacing age as a criterion 
We want to bring together different age 
groups with different claims, qualifications 
and work as well as life experiences. 
Young talents with new, unconventional 
ideas and older employees with experience 
and expertise pull together.

//     Eliminating prejudices 
We want to try to combat unconscious 
prejudices and nullify them because all our 
behavior is influenced by subconscious pre-
judices. Recognizing and reflecting on them is 
something that we want to achieve together.
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What we do in order to 
meet our requirements 
as a sustainable employer

Achieving goals together
with young and old
The contribution of diff erent experiences and 
perspectives of people from diff erent age 
groups and career levels is decisive for our
corporate success. Within our 150-year
corporate history, the workforce has become 
substantially more heterogeneous with regard 
to age. Among others, older people are
remaining increasingly longer in employment. 
Diff erent age groups with diff erent requirements, 
qualifi cations, and work and life experiences
are thus working together. 

Developing management
competence 
For an internationally active and growing cor-
porate group, management is a central topic, 
and intercultural management competence 
is a decisive success factor. We support and 
encourage our managers in their experiences, 
accompany them and want to show develop-
ment paths. Training programs (on the topic 
of leadership) for managers as well as young 
managers are therefore a fi xed component. 

A glance at the age structure
of the employees in 2018
shows that most of our
employees are in the age
group of between 30 and 50.1

23%
Employees
under the age of 30

57%
Employees between
the ages of 30 and 50

20%
Employees
over the age of 50

GRI 103-1, GRI 103-2, GRI 405

1  Employees of joint ventures and the global sales sites are not part 
of this analysis. Further information on the system boundaries of this 
report can be found on page 38.

A glance at the age structure
of the employees in 2018
shows that most of our
employees are in the age
group of between 30 and 50.

the ages of 30 and 50

20%
Employees
over the age of 50
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Reconciling job and
family
The reconcilability of family and job is a special 
concern of ours as a family-run company.
We want to support parents who have a duty 
of care and in particular women to rejoin the 
workforce. At the site in Kremsmünster (Austria),
for instance, the company has had its own
crèche since 2003. A total of 24 places are
available for children between the ages of one 
and three. Both employees as well as parents 
who do not work for the company can use 
the facility. In 2018, there was not one but two 
groups for an average of 20 young children.
Our Greiner crèche is open all year round and 
strives to off er optimum opening hours for our 
working parents.

Leaving no room
for discrimination 
In order to guarantee equal opportunities in the
best possible way and not leave any room for
discrimination, a whistle-blowing platform has 
been established at Greiner. The Greiner whistle-
blowing system not only off ers the opportunity 
to report compliance-relevant incidents but 
also any cases of discrimination. Information 
can be reported in an anonymous form via our 
whistle-blowing system tell-greiner.com by all 
employees but also by customers and business 
partners of Greiner. 

In the Greiner crèche, there are
up to 24 places available for
children of working parents.

In the Greiner crèche, there are
up to 24 places available for
children of working parents.
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6,106
Men
2017: 6,051

9,159
Employees 
(direct
contractual 
relationship)
2017: 8,765

36%
Women in
production
2017: 34%

43%
Women in
administration
2017: 43%

657
Employees

(indirect 
contractual 

relationship1)
2017: 759

9,816
Employees
(total2)
2017: 9,524

3,711
Women
2017: 3,472

25%
Women with

leadership
and/or

management
responsibility

2017: 29%

3

In 2018, an average of 10,785 people were
employed at Greiner in a direct or indirect
contractual relationship. The overriding number 
of employees has a direct employment contract 
and a full-time employment relationship.

Our employees 
(2018)

1  Employees with an indirect contractual relationship include people
who do not have a direct contractual relationship with Greiner.
In other words, these people work for Greiner but have a contractual 
relationship with an external company.

2  Employees of joint ventures and the global sales sites are not part 
of this analysis. Further information on the system boundaries of this 
report can be found on page 38.

3  Leadership and/or management responsibility includes the people 
who have personnel or budgetary responsibility. These include the 
following positions: CEO, General Manager, Executive or Managing 
Director and the level below the company management.

GRI 102-8, GRI 103-2, GRI 103-3, GRI 405, GRI 405-1
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The diff erent perspectives of the genders
enlarge our potential for innovation and make 
it possible for us to develop better solutions 
for our customers. We would therefore like to 
sensitize employees to the benefi ts of gender 
diversity and promote effi  cient collaboration.
In order to support equality, and in particular
the promotion of women, we have therefore set 
ourselves the following goals:

Promoting
diversity

35% 
of managers
are to be women
by 2025 
We champion gender equality and 
are striving to increase the percen-
tage of women in all management 
positions from 25 percent in 2018 to 
35 percent by 2025.

50%
of our employees outside 
of production are to be 
women by 2025
A high percentage of activities in the 
area associated with production are 
staff ed with men. We would therefore 
initially like to increase the percentage 
of women outside of production to
50 percent by 2025.

Employees
according to 
continents (2018)

85%
Europe
2017: 84%

4%
Asia
2017: 5%

8%
North 
America
2017: 7%

2%
South 
America
2017: 2%

1%
Africa
2017: 2%
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Training &
further
education
as a success
factor

Our corporate strategy, focusing on diversifi -
cation, innovation and globalization, requires 
the most ambitious and clever employees.
We want responsible and motivated employees, 
who actively participate in the company‘s de-
velopment. We therefore have to create a work 
environment for our employees that off ers space 
for the development of talents and potential.   

That is why we are investing in the training and 
continuing education of our employees on all 
levels. As a corporate group with four diff erent 
divisions, we can off er our employees develop-
ment opportunities in very diff erent areas. 

Today and in the future, we want to be an 
outstanding employer where all Greiner employ-
ees can develop in the long term. In order to 
achieve this, we promote the abilities and skills 
of our employees and support them in making 
full use of their potential. That is why we have 
developed a large number of training formats 
and opportunities as well as cooperation pro-
grams with universities, tertiary institutions and 
external, high-quality training centers.

Our committed and qualifi ed 
employees contribute to the 
success story of Greiner to a 
very high degree. We therefore 
invest intensively in the training 
and continuing education of 
our employees and support 
them in exploiting their full
potential.

GRI 103-1, GRI 103-2, GRI 103-3, GRI 404, GRI 404-1, GRI 404-2
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Highly qualified managers and specialists are 
the foundation for the existence and the suc-
cessful development of Greiner. Our employees 
are thus supported by specific measures and 
diverse training courses that extend their career 
development opportunities further accordingly.

In 2018, 2,198 training and further education 
courses were held at Greiner.1 This corresponds 
to an increase of 19 percent compared to the 
year 2017. The training opportunities offered 
were used by a total of 12,873 training parti-
cipants. The total volume of the training and 
further education courses in 2018 totals 77,218 
hours – this corresponds to just under 8 hours of 
further education per employee and year.

The areas of training and further education 
are divided as follows: languages, quality, en-
vironment and safety, production and logistics, 
management and leadership, business admi-
nistration and law, products and technologies, 
personality and communication, information 
technology and health.
 
Creativity and innovation are clear success 
factors for us. In the process, the latter requires 
continuous learning and competence develop-
ment. Our goal is that our employees can fully 
develop their creative potential both for new 
ideas as well as for the development and 
optimization of our products and processes.

The average number of hours of further educa-
tion per employee in 2018 is around one working 
day (8 hours). We want to double the hours of 
further education per employee and increase 
them to 16 hours per year by the end of 2025.

1  Workplace-related, compulsory training measures are not counted as 
training or further education. Data from joint ventures and the global 
sales sites are not part of this analysis. Further information on the 
system boundaries of this report can be found on page 38.

Split according to 
thematic areas 
(2018) 

10% | 2017: 9%
Management 
& leadership

11% | 2017: 11%
Production & logistics

9% | 2017: 11%
Business  
administration & law

19% | 2017: 20%
Languages

7% | 2017: 6%
Products & technologies

18% | 2017: 19%
Quality,  
environment & safety

2% | 2017: 2%
Health

7% | 2017: 8%
Personality & communication

6% | 2017: 7%
Information technology

11% | 2017: 7%
Other areas
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Greiner Academy

As a family-run company, we have been invest-
ing in comprehensive training and continuing 
education for many years. As early as in 2000, 
we created our own Group-internal continuing 
education facility with the Greiner Academy.
The goal of the Academy is to give employees 
the opportunity to develop further within
the corporate group in accordance with their 
qualifi cations and skills. In the process, the
promotion of creativity and innovative thinking 
is an important element alongside business-
related focus areas. Various courses of training 
convey the know-how and the tools in order
to make something specifi c out of an idea:
an innovative product, a new business model
or improvements in processes and in the
organization. In addition, training courses that 
cross divisional and country boundaries convey 
not only the corresponding know-how and 
methodology knowledge but also a culturally 
broader view.

General Management Program

The General Management Program is an inter-
nationally oriented training and further educa-
tion program for existing and future managers 
of Greiner in collaboration with the renowned 
LIMAK Business School in Austria. It is aimed at 
experienced specialists and managers who are 
preparing for a generalist management task 
or have recently taken over such a position. In 
addition to the development of in-depth spe-
cialist and management know-how, the focus of 
the holistically oriented program is also on the 
individual development and support of the par-
ticipants. Sustainable know-how and learning 
transfer through joint project work, development 
discussions and coaching round off  the man-
agement training courses that cross divisional 
and country boundaries.

Greiner Expert & 
Management Succession

Greiner Expert and Management Succession 
(GEMs) is a program for sustainable and quali-
ty-oriented staffi  ng of specialists and manag-
ers. Within GEMs, we identify key positions in the 
company that have a fundamental infl uence 
on development and long-term success. In the 
process, we check whether there is a succession 
regulation for the respective functions in order 
to avoid loss of know-how. At the same time, 
GEMs is a program for structured development 
of the employees’ potential. In the GEMs inter-
view, employees and managers speak about 
achievements to date, their satisfaction at the 
workplace and their need for development. 

Our training and
further education formats

GRI 103-2, GRI 404, GRI 404-2

Three fundamental tasks of 
HR management are
covered via GEMs:

 Potential
analyses of 
the
employees

Defi nition of the
individual career
and succession 
planning

 Identifi cation
of key
positions
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Greiner Next Generation –
Apprentice training

As early as 1991, we decided to set up our 
own apprenticeship workshop and to give 
all apprentices at Greiner the opportunity to 
acquire basic technical knowledge  – and to 
do so under the same conditions, with uniform 
standards and in collaboration with qualifi ed 
trainers. Up to now, we have thus been able to 
meet a large part of our need for specialists. 
With a new apprentice center in Kremsmünster 
(Austria), we have also created a suitable 
space that meets all requirements of a modern 
working environment. In 2018, we trained 124 
apprentices in Austria in diverse apprenticeship 
professions (electrical engineering, mechatron-
ics, plastic molders, plastic technology, process 
engineering, metal technology, tool construction 
technology, offi  ce clerks, industrial clerks,
IT technicians and logistics specialists). 

Greiner Professional Program

Our international trainee program has 
already been running since 2011. The target 
group is university graduates with technical or 
business degrees such as industrial engineering, 
plastics technology or technical chemistry as 
well as university graduates majoring in plastic 
technology, production, logistics or supply chain 
management. The focus of this one-and-a-
half-year training program is cross-divisional 
and international job rotation. That way,
our trainees get to know diverse specialist
departments at various sites. Starting in 2019, 
the trainee program will be conducted with 
three specializations – International Business, 
Digitalization Management and Information 
Technology – and is thus to be aligned
even more closely to the current training
requirements. 

55
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Focus on
occupational 
health
& safety
The health of our employees has
the utmost priority. As a company,
we pursue ambitious goals
and know that these require
healthy and motivated employees. 
That is why we are active for
our employees in the area of
occupational health & safety
protection on a global scale.

We are responsible for our employees and of 
course ensure that the valid statutory provisions 
as well as occupational safety provisions are 
complied with. We want to guarantee a safe 
working environment in which people remain 
physically and mentally healthy. We therefore 
have to ensure that all operating facilities and 
operational premises, work processes, work
machines and equipment correspond to the 
highest safety standards. In future, manage-

ment systems will help us to minimize accidents 
and constantly increase workplace safety.
In addition, each site has a person responsible 
for employee protection on site. The key per-
formance indicators regarding occupational 
safety are collected and analyzed accordingly 
by the responsible persons on a regular basis. 
Potential risks (work risks and health risks) can 
thus be recognized and solutions actively 
developed and measures taken to prevent 
accidents and evaluate workplaces. 

In the medium term, we intend to introduce
a management system for occupational
safety and health protection at all production 
sites and also to have it certifi ed according
to ISO 45001 .

GRI 103-1, GRI 103-2, GRI 403, GRI 403-3, GRI 403-6, GRI 403-9
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We see a safe workplace as being a basic right 
of our employees. Regarding work accidents, 
we at Greiner diff erentiate accidents according 
to the duration of the downtimes. As a general 
principle, we at Greiner diff erentiate between 
near-accidents, minor accidents (accidents with
downtime of less than 8 hours), serious accidents
and accidents on the way to work. Our defi nition
of a serious accident is an incident that results 
in a loss of work of more than 8 hours due to an 
accident. 

On average across the Group, the accident 
frequency is 13.2 (based on a million hours of 
work performed). We cannot be satisfi ed with 
this rate. For this reason, we have set ourselves 
a binding target: a reduction of accidents (with 
a downtime of more than 8 hours) by 50 percent 
by 2025. Through a continuous improvement 
process and measures in occupational safety, 
the accident frequency (measured based on 
one million hours of work) is to be reduced by 
half. In the reporting period, there were no 
work-related fatal accidents.

Occupational safety

We attach great importance to safety and
active healthcare. That is why we promote
and support the measures in order to preserve 
the health of our employees. The focus is on 
active measures for prevention and raising of 
awareness with regard to health-conscious 
behavior, disease prevention as well as training 
and further education on the topic of health 
protection. 

In 2018, more than 49 percent of all our sites 
conducted voluntary health measures. The
thematic focus areas were the improvement
of medical care and the areas of activity and 
sport, and nutrition.

Health
protection

1   The total number of accidents in 2018 includes accidents
with downtimes of more than and less than 8 hours
as well as accidents on the way to work. 

2  The total hours of work performed in 2018 amounted
to 16,056,342 overall.

3  Data from joint ventures and the global sales sites are
not part of this analysis. Further information on the system
boundaries of this report can be found on page 38.

Total number
of accidents1

490
Accidents

with a
downtime

 >8 h

212

Accident frequency
per one million
hours of work2

(downtime >8 h)

13.2

49%
of our sites 

have reported back
health measures

for 2018.3
Thematic areas
of the measures
implemented:

23%
Activity & 
sport

13%
Nutrition

36%
Medical
care

7%
Information

6%
Stress
& psyche

15%
Other
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Just under half of our sites offer comprehensive 
health activities that can be used by our 
employees. For instance, Greiner Extrusion 
has introduced a FIT.CARD with the slogan 
“Gesund leben, länger leben“ (“Healthy life, 
longer life”). The goal is to offer a broad 
spectrum of ideas and services so that 
employees can enjoy a long life in a healthy 
body. In the process, various activities such 
as check-ups, vaccinations, fitness training 

Healthy life,  
longer life –  
with the FIT.CARD

Our goal is for 100% of all sites to 
introduce measures for healthcare.

In a first step, all sites will implement at least 
one measure in the area of health protection 
in 2020. All Greiner sites will develop and 
implement at least two health measures by the 
end of 2021. The focus is on active measures 
for prevention and raising awareness at the 
respective site. Depending on the size of 
the location, there is a number of quantitative 
minimum requirements on the timeline 
(cf. information chart on the right).

courses, hikes, canoe tours, yoga, back fitness 
and also avalanche drills are offered all year 
round. The organization is done centrally 
by a team of eight ambitious employees. 
For participating in events, the employees 
receive a points stamp in their personal 
FIT.CARD. The points collected are added up 
at the end of the year. These points can 
then be used for health-related purchases. 
The amount paid will be reimbursed in cash.

Focus on 
health 
prevention
Site size 
(employees) 2021 2022 2023

1 to 50 2 3 5

51 to 100 3 4 7

101 to 299 4 5 9

≥ 300 5 8 11

Number of 
health measures

GRI 103-1, GRI 103-2, GRI 103-3, GRI 403, GRI 403-3,  
GRI 403-5, GRI 403-6
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In order to promote the development and
thus the satisfaction of our employees,
we regularly conduct feedback discussions.
An open discussion on performance, analysis
of potential and individual development
requests are part of the dialog.  

Feedback &
employee
satisfaction

A high level of employee satisfaction is of
particular interest for us. As Greiner has very 
diverse positioning, our four divisions conduct 
employee surveys independently and at
diff erent intervals. 
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