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ABSTRACT

The shift to remote and hybrid work models has significantly transformed traditional
workplace dynamics, presenting unique challenges and opportunities for leaders. This
study investigates the leadership strategies essential for managing remote and hybrid
teams in Kenyan organizations, with a focus on innovation and sustainability. The research
addresses a critical problem: the lack of effective leadership strategies to overcome
communication barriers, ensure employee engagement, and foster team cohesion in
dispersed work environments. The study’s key objectives include examining the role of
communication, trust-building, inclusivity, emotional intelligence, and the integration of
Al tools in fostering productivity, adaptability, and long-term sustainability within teams.
The study’s target population includes 200 leaders in Nairobi's telecommunications,
banking, and technology sectors, and a stratified random sampling technique was used to
select a sample size of 50 participants. Data was collected using structured questionnaires
and semi-structured interviews, which were tested for validity and reliability through a
pilot study. The data were analyzed using both descriptive and inferential statistics. Key
findings reveal that 85% of the leaders surveyed indicated that adaptive leadership
strategies, combined with Al-driven tools, significantly enhanced team performance, trust,
and inclusivity in hybrid and remote environments. Furthermore, 70% of respondents
reported that emotional intelligence played a crucial role in overcoming challenges related
to employee engagement and cohesion. The study recommends the development and
implementation of leadership training programs focusing on adaptive leadership styles,
emotional intelligence, and the integration of Al technologies to address the unique
challenges of managing remote and hybrid teams. These findings offer a practical roadmap
for organizations to remain resilient, adaptable, and competitive in an evolving digital
landscape, ensuring long-term success in the face of remote work’s growing prominence.
Keywords: Adaptive leadership, hybrid teams, remote management, innovation, sustainability,
artificial intelligence

INTRODUCTION

The global workplace has experienced a paradigm shift with the advent of remote and
hybrid work models, driven primarily by rapid technological advancements and the far-
reaching impacts of the COVID-19 pandemic. These changes have necessitated significant
adjustments in organizational structures and leadership approaches worldwide. According
to a report by McKinsey & Company (2023), over 70% of organizations in the United States
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and Europe have incorporated remote or hybrid work models as part of their operational
strategies. These models have proven to enhance flexibility, improve access to diverse
talent pools, and reduce overhead costs, reshaping traditional perceptions of the
workplace.

In Asia, remote work adoption is on the rise, particularly in countries such as Japan and
India, where cultural shifts and technological infrastructure have supported flexible work
environments. A study by the Asian Development Bank (2022) revealed that 65% of
organizations in the region report increased employee productivity and satisfaction due to
hybrid work arrangements. However, challenges remain, including ensuring equitable
access to digital tools and addressing cultural barriers to remote collaboration. These
findings underscore the importance of adaptive leadership strategies tailored to regional
contexts.

The African continent is also witnessing a significant transformation in work dynamics,
albeit at a varied pace. Urban centers such as Johannesburg and Lagos have seen a surge in
remote work adoption, particularly in sectors like finance, technology, and education. For
instance, South Africa’s banking and technology sectors report a 60% increase in remote
work adoption post-pandemic (PwC, 2022). Despite these advances, the transition in Africa
is constrained by challenges such as digital infrastructure gaps and limited access to reliable
internet, which exacerbate inequalities among employees in urban and rural areas.

In Kenya, the shift to remote and hybrid work has been notably accelerated by the rapid
expansion of the digital economy and increased adoption of technological innovations.
Nairobi, a burgeoning hub for technology and innovation, has seen organizations in the
telecommunications, banking, and technology sectors embrace these models to enhance
efficiency and maintain competitiveness in the global market. According to a report by the
Kenya ICT Action Network (2023), over 50% of organizations in Nairobi have integrated
remote work arrangements, citing increased productivity and employee satisfaction as key
benefits.

However, the transition to remote and hybrid work environments presents unique
challenges for leaders in Kenya. These include ensuring effective communication across
dispersed teams, fostering team cohesion, and maintaining employee engagement.
Moreover, Kenyan leaders face additional hurdles related to digital inequalities,
particularly in rural areas where access to reliable internet and digital tools remains limited.
Addressing these challenges requires innovative leadership strategies that prioritize
inclusivity, adaptability, and technological integration.

The target group for this study comprises leaders in Nairobi's telecommunications,
banking, and technology sectors, who are at the forefront of navigating the complexities of
remote and hybrid work models. Their experiences provide critical insights into the
strategies needed to overcome these challenges and leverage the opportunities presented
by these evolving work environments. This study seeks to explore the intersection of
leadership strategies, innovation, and sustainability in addressing these challenges,
contributing to a growing body of knowledge on effective leadership in the context of
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remote and hybrid teams.

Statement of the Problem

The global shift to remote and hybrid work models has underscored a critical gap in
effective leadership strategies to address the complex challenges inherent in managing
geographically dispersed teams. This transformation, while offering opportunities for
flexibility and innovation, has brought about significant issues such as communication
breakdowns, reduced employee engagement, and weakened team cohesion. For instance,
a global study by Buffer (2023) found that 45% of remote workers experience feelings of
isolation, which negatively impacts their productivity and overall morale. Similarly,
Gartner (2023) reported that 60% of organizations implementing hybrid work models
struggle to maintain consistent team collaboration, further highlighting the pressing need
for adaptive leadership strategies.

In the African context, these challenges are amplified by infrastructural and digital
disparities. A study by the African Development Bank (2022) noted that 40% of employees
in Sub-Saharan Africa lack access to reliable internet connectivity, thereby hindering
effective communication and collaboration in remote work setups. In Kenya, the situation
mirrors these regional trends. The Kenya ICT Action Network (2023) revealed that 65% of
leaders in Nairobi’s technology sector struggle to maintain productivity and trust among
dispersed teams. These findings emphasize the need for innovative solutions tailored to the
unique challenges faced by leaders in Kenyan organizations.

The problem is further compounded by the rapid adoption of AI tools and digital
platforms. While these technologies hold promise for improving efficiency and decision-
making, their effective integration requires leaders to possess advanced technical skills
alongside emotional intelligence. A report by Deloitte (2023) highlighted that 58% of
leaders worldwide feel unprepared to leverage Al technologies effectively, a challenge
echoed in Kenya’s corporate sector, where digital literacy remains unevenly distributed.
Without targeted leadership development initiatives, organizations risk failing to capitalize
on the potential benefits of these technologies.

Moreover, the absence of robust leadership strategies poses risks beyond operational
inefficiencies. Poorly managed remote and hybrid teams can lead to decreased employee
satisfaction, high turnover rates, and diminished organizational performance. According
to a report by McKinsey & Company (2023), organizations with ineffective leadership
frameworks in hybrid work environments reported a 20% decline in employee retention
rates over two years. These trends underscore the urgent need for Kenyan organizations to
adopt leadership practices that prioritize communication, trust-building, inclusivity, and
adaptability.

This study aims to bridge these gaps by exploring leadership strategies that address the
specific challenges of managing remote and hybrid teams. By focusing on adaptive
leadership styles, emotional intelligence, and the integration of Al tools, the research seeks
to provide a practical framework for enhancing team productivity, fostering trust, and
ensuring sustainable organizational growth in Kenya’s evolving digital landscape.
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Specific Objective of the Study
To investigate the role of adaptive leadership strategies in fostering team cohesion,
productivity, and sustainability in remote and hybrid work environments.

CONCEPTUAL FRAMEWORK

The study is anchored on the Adaptive Leadership Theory, which emphasizes flexibility,
emotional intelligence, and the ability to address complex challenges in dynamic
environments. The integration of Al tools and emotional intelligence are mediating factors
that influence these relationships.

Independent Variable Dependent Variable

Leadership Strategies Team Performance, Trust, and
Sustainability

Figure 1: Conceptual Framework

LITERATURE REVIEW

Theoretical Literature Review

This study is anchored on Adaptive Leadership Theory, developed by Heifetz et al. (1994),
which provides a robust framework for understanding and addressing the challenges of
managing remote and hybrid teams. Adaptive Leadership Theory is particularly relevant
in dynamic and complex environments, such as the evolving workplace dynamics seen in
remote and hybrid work settings. This theory emphasizes the need for leaders to adapt to
changing circumstances, engage collaboratively with their teams, and approach challenges
with innovative solutions.

Adaptive Leadership Theory is based on the premise that leaders must move beyond
technical solutions to address adaptive challenges — problems that lack clear solutions and
require learning, innovation, and changes in values and behaviors (Heifetz et al., 1994). The
theory identifies several tenets that are vital for effective leadership in evolving contexts.
Diagnosing the system requires leaders to understand the broader organizational
environment and identify challenges requiring adaptation. Regulating distress emphasizes
managing the stress associated with change, ensuring that it remains within tolerable limits
for team members. Maintaining disciplined attention focuses the team’s energy on critical
priorities, avoiding distractions that can derail progress. Empowering the team encourages
the distribution of responsibility, fostering collaboration and enabling members to develop
solutions collectively.

Adaptive Leadership Theory is particularly suited to the context of remote and hybrid
teams, where leaders face unique challenges such as communication barriers, employee
disengagement, and the integration of new technologies. By diagnosing systemic
challenges, leaders can address issues such as digital inequality and team fragmentation.
Regulating distress is crucial in mitigating the stress and isolation often experienced by
remote workers. Furthermore, disciplined attention ensures that team members remain
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aligned with organizational goals, while empowerment fosters trust and collaboration
within dispersed teams.

The integration of emotional intelligence into Adaptive Leadership Theory enhances its
applicability to managing remote and hybrid teams. Goleman (1995) identifies five
components of emotional intelligence: self-awareness, self-regulation, motivation,
empathy, and social skills. These attributes are critical for leaders who need to navigate the
complexities of remote work environments. For example, empathy enables leaders to
understand and address the emotional needs of their teams, while self-regulation ensures
that leaders can manage their own stress effectively. The combination of adaptive
leadership and emotional intelligence offers a holistic approach to addressing the
multifaceted challenges of leading remote and hybrid teams.

This theoretical foundation directly informs the research questions of the study, which
focus on identifying leadership strategies that enhance communication, trust, and team
cohesion in remote and hybrid environments. Adaptive Leadership Theory provides a lens
through which these issues can be examined, offering practical guidance for addressing the
challenges outlined in the problem statement. By integrating emotional intelligence into
this framework, the study aims to develop actionable insights that are both innovative and
sustainable.

EMPIRICAL LITERATURE REVIEW

Communication

Effective communication is a cornerstone of successful team management, particularly in
remote and hybrid work environments. Smith and Brown (2021) conducted a cross-
sectional study analyzing the impact of clear communication strategies on team
productivity and trust. Their findings revealed that organizations implementing structured
communication frameworks, such as regular virtual check-ins and feedback sessions,
experienced a 35% improvement in employee satisfaction. Similarly, a longitudinal study
by Chen et al. (2022) highlighted the importance of asynchronous communication tools in
reducing information bottlenecks within globally distributed teams. These studies
demonstrate that communication plays a pivotal role in ensuring team cohesion and
effectiveness.

Despite these advancements, gaps remain in addressing the unique challenges posed by
virtual communication in culturally diverse teams. For example, while technology enables
instant connectivity, it often fails to account for cultural nuances that influence
communication styles and preferences (Singh & Zhao, 2022). This gap is particularly
pronounced in Kenya, where multilingual and multicultural dynamics require leaders to
adopt inclusive communication strategies tailored to their teams' unique needs. Further
research is needed to explore how culturally sensitive communication frameworks can
enhance trust and collaboration in hybrid work settings.

Emotional Intelligence

Emotional intelligence has emerged as a critical factor in overcoming employee
disengagement and fostering team cohesion. Doe et al. (2020) conducted a meta-analysis of
25 studies examining the role of emotional intelligence in leadership. They found that
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leaders with high emotional intelligence were 40% more effective at managing team
conflicts and improving overall morale. Similarly, a study by Alavi and Rahim (2021)
employed mixed-methods research to investigate the relationship between emotional
intelligence and team performance in remote settings, concluding that empathy and self-
regulation were particularly crucial in maintaining team engagement.

In the Kenyan context, studies on emotional intelligence remain limited. Research by
Otieno and Wanjiku (2022) revealed that only 30% of leadership training programs in
Kenya incorporate emotional intelligence as a core component. This gap underscores the
need for localized studies to examine how emotional intelligence can be effectively
integrated into leadership development programs tailored to remote and hybrid teams.
Addressing this gap will provide actionable insights for Kenyan leaders navigating the
complexities of digital workplaces.

Al Integration

The integration of artificial intelligence (Al) tools has revolutionized team management by
streamlining workflows and enhancing decision-making processes. A study by
TechnoServe (2022) analyzed the impact of Al-driven platforms, such as project
management software and chatbots, on workflow efficiency. The findings indicated that
organizations leveraging Al tools experienced a 50% reduction in administrative workload
and a 25% increase in team productivity. Similarly, a qualitative study by Miiller et al.
(2023) explored the role of machine learning algorithms in optimizing task allocation within
hybrid teams, concluding that Al tools significantly improved team performance metrics.

However, limited research exists on the implications of Al adoption in Kenya’s work
environments. A report by KICTANet (2023) highlighted that while 70% of Kenyan
organizations have adopted some form of Al, only 20% have fully integrated these tools
into their workflows. This partial adoption is attributed to challenges such as digital literacy
gaps and high implementation costs. Further empirical research is needed to explore the
socio-cultural and economic factors influencing Al integration in Kenyan organizations,
with a focus on identifying best practices for seamless adoption.

RESEARCH DESIGN AND METHODOLOGY

Research Design

This study adopts a descriptive research design to investigate leadership strategies for
managing remote and hybrid teams. A descriptive research design is appropriate for this
study as it allows for the systematic collection and analysis of data to describe phenomena
as they exist in their natural settings (Creswell, 2014). This design enables the researcher to
explore relationships among variables, such as communication, emotional intelligence, and
Al integration, while providing insights into the current challenges and practices of leaders
managing dispersed teams. By utilizing this approach, the study aims to generate
actionable findings that can inform leadership practices in Kenya’s evolving workplace
landscape.

Target Population
The target population for this study consists of 200 leaders from Nairobi’s
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telecommunications, banking, and technology sectors. These sectors were selected due to
their high adoption of remote and hybrid work models, which makes them ideal for
examining leadership strategies in such contexts. The choice of Nairobi as the study
location is justified by its status as Kenya’s economic and technological hub, housing a
diverse range of organizations that have embraced digital transformation (Kenya ICT
Action Network, 2023). The target population includes leaders at various managerial levels,
ensuring a comprehensive understanding of leadership strategies across different
organizational hierarchies.

Table 1: Target Population Table

Sector Senior Middle Team Total
Managers Managers Leaders
Telecommunications | 30 20 10 60
Banking 40 30 20 90
Technology 25 15 10 50
Total 95 65 40 200

Sample and Sampling Technique

A stratified random sampling technique was employed to select a sample size of 50
participants from the target population. Stratified sampling was chosen to ensure that the
sample is representative of the different sectors and managerial levels included in the
study. According to Taherdoost (2016), stratified sampling enhances the precision of
research findings by minimizing sampling bias and ensuring that subgroups within the
population are adequately represented. The sample was divided into three strata based on
the sectors: telecommunications, banking, and technology. Participants were then
randomly selected from each stratum, with proportional representation to reflect the
distribution of leaders across these sectors.

Table 2: Sample Distribution Table

Sector Senior Managers | Middle Team Leaders | Total
Managers
Telecommunications | 8 5 2 15
Banking 10 8 5 23
Technology 5 4 3 12
Total 23 17 10 50
Instruments

Data for this study were collected using structured questionnaires and semi-structured
interviews. Structured questionnaires were designed to capture quantitative data on
variables such as communication effectiveness, emotional intelligence, and Al integration.
The questionnaires included closed-ended questions with Likert scale responses to
facilitate statistical analysis. Semi-structured interviews were conducted to gather
qualitative insights into participants” experiences and perspectives on managing remote
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and hybrid teams. This dual approach allows for triangulation, enhancing the validity and
reliability of the findings (Bryman, 2016). The instruments were tested for validity and
reliability through a pilot study involving 10 participants from the target population.
Feedback from the pilot study was used to refine the instruments, ensuring that they
effectively captured the study’s objectives.

RESEARCH FINDINGS AND DISCUSSION

Presentation of Research Findings

This section presents the findings of the study related to the key variables identified:
communication, emotional intelligence, and Al integration. The data were analyzed using
both descriptive and inferential statistics to gain insights into the leadership strategies
essential for managing remote and hybrid teams. The results of the study provide a
comprehensive understanding of how these strategies influence team dynamics,
productivity, and cohesion. All tables and figures in this section are formatted in APA style,
with titles provided at the top and sources cited at the bottom.

Descriptive Statistics

Descriptive statistics were used to analyze the data collected from the structured
questionnaires administered to leaders in the telecommunications, banking, and
technology sectors in Nairobi. The results revealed that 85% of the leaders surveyed
reported improved team performance and trust as a result of using adaptive leadership
strategies. Adaptive leadership, which is characterized by flexibility and responsiveness to
the needs of the team, was found to be a key factor in enhancing both trust and performance
in hybrid and remote environments.

Furthermore, 70% of the respondents emphasized the critical role of emotional intelligence
in addressing challenges related to employee engagement and cohesion. Emotional
intelligence, which encompasses the ability to understand and manage one's emotions as
well as the emotions of others, was identified as a fundamental quality for leaders seeking
to maintain high levels of engagement and build strong, cohesive teams. Additionally, 75%
of leaders highlighted the positive impact of Al integration on team productivity,
underscoring the role of technology in facilitating efficient communication and
collaboration.

Table 3: Descriptive Statistics

Key Variable Percentage (%)
Improved Team Performance with 85

Adaptive Leadership

Importance of Emotional Intelligence 70

Positive Impact of Al Integration 75

Inferential Statistics
The inferential statistics, specifically regression analysis, were conducted to explore the
relationships between the key variables and team performance. The results indicated a
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strong positive correlation between Al integration and team productivity. The correlation
coefficient (r = 0.78, p < 0.05) suggests that the use of Al tools is significantly associated
with improved team productivity. This finding aligns with prior research by TechnoServe
(2022), which highlighted the transformative potential of Al platforms in enhancing
workflow efficiency. Additionally, emotional intelligence was found to have a significant
impact on team cohesion, with a correlation coefficient of (r = 0.65, p < 0.05). This result
supports Goleman’s (1995) assertion that emotionally intelligent leaders foster stronger
interpersonal relationships within teams, leading to enhanced collaboration and cohesion.

Table 4: Regression analysis results

Variable Correlation (r) Significance (p)

Al Integration 0.78 <0.05

Emotional Intelligence 0.65 <0.05
DISCUSSION

The findings of this study provide valuable insights into the leadership strategies that are
effective in managing remote and hybrid teams. The significant positive correlation
between Al integration and team productivity underscores the importance of leveraging
technological tools in contemporary work environments. Al-driven platforms, such as
those mentioned by TechnoServe (2022), have the potential to streamline workflows,
enhance communication, and support decision-making processes, thereby contributing to
improved team performance and productivity.

Moreover, the role of emotional intelligence, which demonstrated a significant impact on
team cohesion, reinforces Goleman’s (1995) theory on the importance of empathy and
emotional awareness in leadership. Leaders who possess high emotional intelligence are
better equipped to navigate the complexities of remote and hybrid work environments,
where communication barriers and emotional disconnects can hinder team dynamics. The
ability to understand and manage emotions allows leaders to foster trust, resolve conflicts,
and create a supportive atmosphere for team members.

However, while the results from this study align with the existing literature on adaptive
leadership and emotional intelligence, there are some notable gaps that need to be
addressed. For instance, Singh and Zhao (2022) identified cultural diversity challenges in
virtual teams that were not fully explored in this study. The lack of face-to-face interaction
in remote and hybrid settings can lead to misunderstandings and communication
breakdowns, especially in culturally diverse teams. This finding suggests that future
research should focus on how cultural diversity impacts communication and collaboration
in remote teams.

Additionally, the study revealed that while Al integration has a positive impact on
productivity, infrastructural challenges and the lack of localized leadership training
programs may limit its effectiveness in the Kenyan context. There is a need for tailored
interventions that address these barriers and equip Kenyan leaders with the necessary skills
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to navigate the challenges of managing remote and hybrid teams effectively.

SUMMARY, RECOMMENDATIONS, AND CONCLUSIONS

Summary of Findings

This study sought to explore the leadership strategies necessary for effectively managing
remote and hybrid teams, particularly focusing on the key variables of communication,
emotional intelligence, and Al integration within Kenyan organizations. The research
revealed critical insights into how adaptive leadership strategies and the incorporation of
emotional intelligence and Al tools have significantly influenced team performance, trust,
and cohesion in remote and hybrid work settings.

A major finding of the study was that 85% of leaders indicated that adaptive leadership
strategies had positively impacted team performance and trust. These results suggest that
adaptive leadership plays a crucial role in fostering a flexible, responsive work
environment where leaders can effectively manage diverse teams in remote and hybrid
contexts. Additionally, emotional intelligence emerged as a vital factor, with 70% of
respondents highlighting its importance in addressing challenges related to employee
engagement and team cohesion. This aligns with the theory that emotional intelligence,
particularly empathy and social skills, are central to successful leadership, especially when
managing teams distanced by geographical constraints. Furthermore, Al tools were
reported to have a positive effect on productivity, with 75% of participants acknowledging
their ability to enhance team performance. The integration of Al into team management
processes, particularly in streamlining workflows and improving decision-making,
appears to have a substantial impact on team efficiency and productivity.

Regression analysis further revealed a strong positive correlation between Al integration
and team productivity (r = 0.78, p < 0.05), as well as emotional intelligence's significant
influence on team cohesion (r = 0.65, p < 0.05). These findings reinforce the critical role that
both Al and emotional intelligence play in improving leadership outcomes in remote work
environments. While the study found substantial support for these leadership strategies, it
also highlighted challenges such as digital inequality and cultural diversity, which may
hinder the full potential of these strategies if not properly addressed. The need for proper
infrastructure and localized leadership training programs tailored to the Kenyan context
emerged as a key takeaway from the study.

RECOMMENDATIONS

Based on the study’s findings, several key recommendations have been proposed to
improve leadership strategies for managing remote and hybrid teams in Kenyan
organizations. First, there is a pressing need to develop and implement comprehensive
leadership training programs that focus on enhancing emotional intelligence and
integrating Al tools into leadership practices. These programs should aim to equip leaders
with the skills necessary to effectively manage the unique challenges posed by remote and
hybrid work models. Leaders must be trained not only in adaptive leadership styles but
also in the use of Al tools that can improve workflow efficiency and decision-making
processes. Given the rapidly changing technological landscape, such training programs
should be ongoing and updated regularly to keep pace with new developments in Al and
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leadership theory.

Additionally, it is essential for organizations to foster inclusive communication strategies
that promote team cohesion. In a remote or hybrid environment, communication can often
become fragmented, leading to misunderstandings and a sense of isolation among team
members. Therefore, leaders should be trained to use communication tools effectively and
to promote inclusivity within their teams. Clear, transparent communication is necessary
to maintain engagement and ensure that all team members feel connected and valued,
regardless of their physical location.

Another significant recommendation is the establishment of periodic leadership
evaluations to assess the effectiveness of leadership strategies. These evaluations would
allow organizations to monitor the success of their leadership interventions and make
adjustments as needed. Evaluating leadership practices is vital for ensuring that strategies
are not only being implemented but are also producing the desired outcomes in terms of
team engagement, productivity, and cohesion.

Lastly, the study highlights the importance of addressing infrastructural challenges and
digital inequality in Kenya. To ensure that remote and hybrid work models are accessible
to all employees, organizations must invest in the necessary technological infrastructure
and provide training to employees on how to use digital tools effectively. This will help to
eliminate barriers to remote work, particularly for those who may not have access to
reliable internet or digital devices.

CONCLUSION

In conclusion, the findings of this study underscore the critical role of adaptive leadership,
emotional intelligence, and Al tools in managing remote and hybrid teams effectively. The
data suggest that these leadership strategies can significantly enhance team performance,
trust, and cohesion in Kenyan organizations, particularly within the telecommunications,
banking, and technology sectors. However, while the integration of Al and emotional
intelligence has proven beneficial, challenges such as digital inequality and cultural
diversity remain prominent, necessitating tailored interventions that consider the unique
circumstances of Kenyan organizations.

This research offers a practical roadmap for Kenyan organizations seeking to adapt to the
growing trend of remote and hybrid work. By focusing on developing leadership training
programs, improving communication strategies, and addressing infrastructural challenges,
organizations can position themselves to be more resilient, adaptable, and competitive in
an increasingly digital workplace. The study contributes valuable insights into the
changing dynamics of leadership in the digital age, providing a foundation for further
research in this area. The implementation of the recommendations outlined in this study
can help Kenyan organizations build more sustainable and effective leadership practices,
ensuring long-term success in the evolving world of remote work.
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