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Abstract: In early 2015 Barwon Water received State government funding to rationalise and renovate its 
various Geelong-based administrative offices into one complex. Integral to the renovations is a new 
green-star retrofit of the existing Ryrie Street complex by GHD Woodhead. The project will consolidate 
all of Barwon Water’s offices onto one site, increase floor space, provide a new ‘green’ atrium, and 
adopt an open plan layout. Having set a new strategic direction, Barwon Water is now undergoing a 
wholesale cultural and operational change in order to realise these strategic objectives. Aspirations for 
workplace design have been identified as: environmentally sustainable; foster innovation and creativity; 
establish connections; improve communication and collaboration; provide efficient space for effective 
work; flexibility over time; welcoming and connected to the community; healthy; and, up to date 
technology. This paper investigates Barwon Water staff perceptions and apprehensions of this 
prospective consolidation, particularly the proposed open plan office environment. While most research 
in this topic is informed by an immediate pre-design workshop of staff needs, this research provides a 
longitudinal perspective of human perceptions about work place environment change and a review of 
how changes in office environment synergistically align to architectural responses and changes in 
corporate strategies. 
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1. Introduction 

This paper profiles an enquiry into white-collar worker perception of open plan offices prior to 
occupancy so as to offer an informed perspective as to staff perceptions, expectations and 
apprehensions of this new work place environment.  

This research aims to review the values staff place on different workplace attributes and explores 
their current work patterns relational to their existing work place environments. The case study involves 
a study of Barwon Water staff prior to the refurbishment and consolidation of their new headquarters, 
to be completed in 2018. The research continues and builds upon foundational perception surveys 
completed in 2010, to assess changes in staff perceptions and work patterns over time, especially with 
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the release of new architectural plans for the office transformation, and reviews findings about new 
issues that have arisen with release of plans and images portraying the new complex  

2. Open plan office conversions 

Considerable architectural and interior design-related academic and professional practice literature 
exists on the impact of changes to physical workspace on staff satisfaction, productivity and health at 
work. Most of this literature, however, exists in the post-occupancy evaluation realm rather than in the 
pre-occupancy context.  

Transformations of traditional office configurations and environments into open plan environments 
in particular has been subject to much consumer angst and anxiety. Notwithstanding this anxiety and 
apparent lack of consumer acceptance of new open plan environments created, there is little clear 
quantitative information or measurable data as to before-and-after impacts including staff consumer 
perceptions of draft designs and the potential impacts upon what they are used to experiencing.  

A recent focus on open plan and enclosed workspaces by interior design practitioners, for example, 
has shown different levels of staff consumer satisfaction to the key factors including noise, privacy, and 
the ability to successfully communicate, write/type content coherently and to successfully collaborate. 
This research is largely contained in published result involving post-occupancy evaluations, often 
involving workforces that have been relocated from enclosed offices to open plan offices. Much of this 
research concludes that open plan offices negatively impact staff satisfaction levels and thus their work 
performance and production. Some of this research has indicated that there are mitigating factors and 
assumptions that need to be considered when validly assessing staff satisfaction with open plan 
workspaces; including job status, age, and individual control over one’s workstation. An additional factor 
is the nature and implementation of quality change management itself, including consultation and 
communication. The latter engagement process has been identified by several authors as a key factor in 
enabling a workforce to successfully transition from an enclosed/semi-enclosed office environment to 
an open plan office environment. 

Much of this literature assumes that a causal link exists between a physical work environment and 
the satisfaction and productivity of consumer workers. This conclusion is clearly identified by Veitch et 
al. (2007) that specifically sought to explore this assumption. Research by Veitch et al. (2007) aimed to 
test and validate that a direct link exists between built environment satisfaction and consumer job 
satisfaction concluding that consumers who were more satisfied with their work environment were also 
more satisfied with their jobs. 

Noise and privacy have been identified by several researchers as the primary negative issues of open 
plan office environments. Literature examining staff satisfaction with their work environment 
(Daniellson & Bodin, 2009; Kim & de Dear, 2013; Sandstrom et al., 1982; Maher & von Hippel, 2005) 
concludes that employees are negatively impacted by large amounts of noise and the lack of privacy in 
open plan office environments. Excessive noise has been documented as affecting staff motivation that 
it contributes to communication and work production distractions, and therefore affects their ability of 
workers to directly concentrate and perform their job at a level comparable to that in an enclosed/semi-
enclosed office environment. A lack of privacy is documented as enabling uncontrollable and unwanted 
social contact and interruptions, unproductive computer-based communication, nurturing too much 
stimulation or over-stimulation, and an inability to conduct confidential tasks and discussions without 
ejecting one’s self from that open plan space into an alternate more semi-private space or a corridor 
space.  
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Kim and de Dear’s (2013) research, for example, concluded that the negative impact of noise and 
lack of privacy outweighed the perceived benefits of open-plan offices, such as easier collaboration. 
Additionally, Maher and von Hippel (2005) observed that workers with larger amounts of privacy and 
less exposure to distractions and stimulations were more satisfied than those with lesser amounts, and 
similarly that the more the privacy the greater the volume and quality of production and activities, thus 
highlighting a conclusion of the importance of privacy to staff happiness. 

Several work management-biased authors identified that increased collaboration and 
communication was a policy aim, and thus articulated as one of the key reasons why organisations 
choose to adopt policies to implement open-plan floor space designs (Hua et al., 2010). In contrast, 
most academic generally concludes that in reality, collaboration in open plan offices is no better, and in 
some cases worse, than in traditional enclosed/semi-enclosed office environments. Kim and de Dear 
(2013) concluded that communication was perceived as being better in enclosed/semi-enclosed offices 
linking this to established human relationships between communication and privacy and the increased 
privacy afforded by enclosed/semi-enclosed offices. Rashid et al (2009) observed that office 
environments with greater accessibility and visibility resulted in staff having lower personal satisfaction 
levels due to increased face-to-face interactions. Thus, contrary to the management-informed industry-
held belief that open plan offices enable easier and better worker communication and collaboration, 
architectural and interior design academic research indicates otherwise. 

Research on open plan offices has largely focused on the effects of workstation scale and layout 
scale variables as elements of the physical environment that affect worker satisfaction. Spreckelmeyer 
(1993) lists the workstation variables as including factors of lighting, size of individual workspaces and 
privacy as the key determinants of worker happiness. Lee and Brand (2005) also identified workstation 
factors as the main contributors to worker satisfaction, especially the worker’s ability to personalise 
their workstation space. Danielsson and Bodin (2009) list the ambient factors of thermal comfort and air 
quality as key factors on staff contentedness, and these variables had a stronger influence that the 
preceding variables. Hua et al. (2010) points to the fact that office layout variables (such as distances 
from individual workstation to nearest meeting place and distances from individual workstations to the 
nearest copy/print area) determined staff perceptions about how supportive their work place 
environment is of nurturing and enabling collaboration. This literature therefore demonstrates that 
there are different variables that must be considered when examining the physical environment’s 
effects upon staff fulfilment, communication, collaboration and production. 

While much of the above literature has identified negative and performance issues associated with 
open plan office environments, few authors have explored remedies to address these negative issues. 
One remedy that appears evident, and is subtly mentioned by several authors, is that to increase worker 
satisfaction is linked to good change management. If managers of an organisation can empower, engage 
and communicate successfully to employees about why and how the change to open plan offices is 
occurring, to enable the workers to participate in the design process towards their new work place 
environment, then staff may transition better and find themselves more satisfied with their new 
environment (O’Neill, 2010). To navigate this process and to survive in these new open plan office 
environments, Hedge (1982) has stated that it is essential for staff to learn new behaviours to assimilate 
with their new open plan work environment. Change management has been pointed to by management 
advocates as a key factor in achieving the successfulness of a move from enclosed/semi-enclosed 
environment to an open plan environment. Office interior design practitioners have produced many 
advice and guideline documents on how to best manage office change (O’Neill, 2008; O’Neill, 2010; 
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Johnson, 2009), but the impact of good change management has not been examined by this literature. 
Accordingly, there is a dearth of research and literature about change management strategies in 
relocating staff to open plan office environments, and little information exists to validate that change 
management strategies does in fact result in greater staff consumer satisfaction with their new work 
place environment. 

3. Barwon Water 

Barwon Water is a large regional water corporation that provides high quality and sustainable water, 
sewerage and recycling services to an area of over 8100 ²km in Victoria. The service catchment of 
Barwon Water includes parts of Victoria stretching from Little River and the Bellarine Peninsula in the 
east and from Meredith in the north to Apollo Bay on the southwest coast. The history of Barwon Water 
can be traced back to the establishment of the Geelong Municipal Waterworks Trust in 1908, and 
Barwon Water  re-constituted as a statutory authority under the Victorian state Water Act 1989 and 
continues under this legislation today. Barwon Water has an asset base of approximately $2.3 billion, 
including several reservoirs, treatment plants, pumping stations and an extensive pipe network. The 
organisation employs approximately 310 staff who perform roles in operational, strategic, engineering, 
planning, financial and administrative sectors.  

Before a recent disruption to worker locations, due to the current commencement of the Ryrie 
Street refurbishment works, the Barwon Water workers in the Geelong region were split between three 
work sites; Ryrie Street, Mercer Street and Lonsdale Street (Figure 1).  

 

 

Figure 1: Locational map of Barwon Water offices. 

Barwon Water has been investigating office accommodation and office consolidation options since 
2007 with the Ryrie and Lonsdale Street offices becoming increasingly aged, out-of-date and inefficient 
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for the workings of a modern corporation and a changing work environment dominated by computers 
(Begg 2015). Prior to the consideration of refurbishing the Ryrie Street Office, Barwon Water explored 
the feasibility of constructing a new building near the Geelong Railway Station in 2010 to replace the 
Ryrie Street and Lonsdale Street offices, but this project failed to gather funding support from internal 
and state government sources. 

The need for the refurbishment and consolidation of Barwon Water’s premises is expressed in their 
current Corporate Plan (2014a). Barwon Water’s Strategic Intent (2014b, p. 1) to ‘provide water and 
sewerage services through efficiency, innovation and leadership’ as it’s mission for the period covered 
by the Plan. The lack of efficiency in the current Barwon Water workspaces was therefore a key driver 
for new accommodation.  

Having identified that Barwon Water’s current office accommodation is not fit for purpose 
and does not support the organisation’s strategic direction, the decision was made to 
procure a new workplace … (Meinhardt & DEGW 2011, p. 11) 

The stated objectives for the new Barwon Water accommodation are to:  

 accommodate existing and future staff in accordance with contemporary accommodation 
principles; 

 improve productivity, training and education; improve environmental performance; and to 
 provide the means for Barwon Water to be a leader in sustainability (Meinhardt & DEGW 2011, 

p. 11).  

GHD Woodhead, as project architects, have stated that consolidating Barwon Water’s operations 
under one roof in renewed accommodation would boost efficiency and productivity, and would save 
45% on operational, maintenance and energy costs. Included in their design is; use of low VOC 
materials; 60% of floor area to have access to natural light and views in particular northern views to 
Corio Bay; bike storage for 40 bikes, showers and lockers provided; rainwater used for toilet flushing and 
irrigation; and, 90% of existing structure to be reused. 

Images prepared by GHD Woodhead (Figures 2-4) depict the major external changes to the existing 
complex, including the provision of a new internal new atrium and an extensive open plan office 
environment. 
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Figures 2-4: Proposed exterior façade changes to the existing Barwon Water complex in Ryrie Street, 
and the new internal atrium and open plan office environment with northern outlook. (Source: Barwon 

Water, 2015)  

Investigations into alternate and more cohesive office accommodations for Barwon Water’s 
employees commenced internally by Barwon Water in conjunction with consultants DEGW in 2007. In 
2010, Barwon Water commissioned a detailed study by DEGW to investigate existing staff work patterns 
and staff perceptions about work environments generally and their existing environments (DEGW 2010). 
The aim of the DEGW (2010) study was to provide an information base to inform a brief for the 2010 
new building project.  

The study was conducted in three parts; manager interviews, staff workshops and an online 
workplace performance survey. The manager interviews focused upon understanding detailed 
requirements for specific functions. The staff workshops were conducted with representatives from all 
levels and departments to explore cultural variables and inter-relationships, current work styles and 
how these affect Barwon Water’s existing workplace. The online workplace performance survey was 
conducted to understand staff workplace priorities and was anonymously completed by 190 staff. A 
second staff workshop was also conducted to review and reflect upon the findings arising from the 
online survey and to explore ideal work environment scenarios. 

The findings from the manager interviews and staff workshops largely informed the brief 
formulation for the new building in terms of functional requirements. In contrast, it is the findings from 
the online workplace performance survey that offered extensive information about work patterns, work 
culture and staff perceptions of existing workplaces, and these findings are summarised as follows.  

The most important workplace variables, identified in the online survey, were those relating to being 
able to concentrate and perform tasks. The highest performing workplace variables were those relating 
to technological support systems and access to colleagues. The lowest performing variables were car 
parking, support facilities such as gyms, tearooms and social hubs, and building temperature(s). The 
largest gaps between performance and perceived importance were the availability of car parking and 
the ability to concentrate. In terms of the types of existing workstation scenarios that respondents 
worked at, the majority of respondents identified ‘their work area’ as comprising ‘their own desk’ in an 
open plan area. Only 5% of respondents had their own enclosed office. In terms of interactions with 
Barwon Water customers, the majority of staff had face-to-face interaction with customers as part of 
their daily roles and activities.  
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In regards to meetings, the respondents indicated the majority of their meetings remained planned 
as opposed to unplanned. Additionally, when asked about time spent in areas inside the existing 
office(s), respondents indicated that they spent the majority of their time in their individual workplace, 
as opposed to meeting spaces and other spaces in the building. These last two variables indicate that 
the majority of Barwon Water’s workforce was static in their movements in their workplace, and that 
such existing environments were not flexible and adjustable.  

The recommendations of the DEGW study were parallel to those raised in the above literature 
review relating to the required functions and the feeling of new workplace environments. These 
recommendations include a variety of spaces for different functions (ie. quiet and private spaces for 
telephone calls, breakout areas for informal meetings, places for serendipitous encounters), flexibility of 
spaces to enable adaptability, visual transparency in the building to enhance connectedness, and 
adequate natural lighting, ventilation capabilities and views. The DEGW study did not avail the 
opportunity of open-ended responses thereby limiting the volume and quality of feedback provided on 
personal topics and perceptions. Additionally, the DEGW study did not directly ask Barwon Water staff 
about their perceptions of different types of workspaces, i.e. open plan office environments. This 
deficiency has resulted in a lack of comprehensive understanding as to how Barwon Water staff perceive 
the potential work environment to be constructed in the new open plan office environment embodied 
in the GHD Woodhead design. Additionally, there was also a lack of understanding of staff perceptions 
of open place offices as to whether this would limit management’s ability to plan and manage the 
change management process from the current to the new work environment. 

4. Methodology 

In 2015 a more inclusive and qualitative focused staff survey was conducted by the authors. 24 Barwon 
Water staff members from different levels, roles and locations at Barwon Water participated in the 
survey. Additionally, staff were also selected to represent a range of employment tenures at Barwon 
Water. This enabled a variety of responses to be collected from different staff members with vastly 
different experiences extant in the present Barwon Water work environment. . The surveys were 
executed in February and March 2015, with the majority of employees who would normally be based at 
the Ryrie Street office having already been relocated or decanted to other offices while the Ryrie Street 
office was being prepared for construction and renovation. The result of this research was that some 
staff members had recently experienced changed work environments. In this instance, the employees 
were asked, where relevant, to provide responses based on both work environments at Barwon Water. 

The surveys were administered face-to-face. The respondents completed the survey with 
clarifications and further detail with clarification from the researcher where necessary. The survey 
consisted of 17 structured and open-ended questions, with a variety of response types employed. These 
consisted of ranking options, selecting the most appropriate option, and written responses to open 
questions. The questions examined workspace type and time spent in different locations, meeting types, 
customer interactions, the importance and performance of different workplace aspects and perceptions 
towards open-plan offices. 43 staff were invited to participate. Of these, 29 responded in the positive, 
and of these 29, 24 were available at the time the study was conducted. 

This study involved a much smaller sample group than the previous DEGW study, but with a 
confirmed and more comprehensive spread across locations, roles, levels, and lengths of employment at 
Barwon Water. In comparison to the previous DEGW study, it was conducted in person, rather than 
online. This executive strategy enabled the opportunity for the researcher to engage with a respondent 
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individually to enable them to complete every question comprehensively. While a cross-comparison of 
questions was included in the new study, additional open response questions were provided in the new 
survey that were not included in the DEGW survey to permit the respondents to provide more detailed 
feedback as to their perceptions about open plan offices. The aim of this second survey is to re-test the 
respondents on the same questions as the DEGW survey to directly compare the responses to 
determine if responses had largely remained the same, or if there had been noticeable differences since 
2010. 

The objective of conducting a second survey was to gain insights into the perceptions of Barwon 
Water staff to determine whether the time lapse since the first survey in 2010 had brought about 
changes in their perceptions. Additionally, the second survey, conducted immediately before the 
commencement of construction on the refurbishment, sought to provide a point of comparison for any 
future survey conducted following the completion and inhabitation of the new work environment. This 
collection of surveys, spread across a number of years, also enables a longitudinal study into workplace 
environment perceptions exploring if work patterns and employee values change due to changes in 
office environments. 

5. Discussion 

5.1. General findings 

The discussion of general findings has been broken into four parts: work patterns, worker values, worker 
perceptions of open plan offices, and comparison to the 2010 survey. 

5.1.1. Work patterns 

In terms of allocated workspace, the vast majority of respondents had their own desk in an open plan 
area or their own desk in a multi-person enclosed area. Only 8% of respondents classified their work 
environment as an enclosed office. The majority of respondents spent all of their time working at their 
primary Barwon Water site, with few employees working across sites or in the field. Very little working 
time was from home. Within their primary Barwon Water site, respondents spent the vast majority of 
their time at their individual workstation, with a minority of time being spent in meeting spaces. 
Respondents indicated that most of their meetings were planned as opposed to unplanned. In regards 
to customer interaction, of those surveyed, approximately two thirds of respondents confirmed that 
they had direct interaction with customers at their Barwon Water office and/or the customer site. This 
indicates that most workers currently work in an enclosed form of open plan office, and that the 
workforce is static in its movements, without much flexibility in terms of spaces used. 

5.2. Worker values 

The respondents were asked to rate workplace variables firstly on how important they perceived they 
were, and secondly by how well they perceived the workplace variable performed. The most important 
variables were identified as being able to work comfortably at a desk, building temperature, access to 
natural light and good artificial light, and the ability to concentrate when necessary. The workplace 
variables with the biggest gap between how important they were and how they performed were 
building temperature and support spaces such as social hubs for eating and access to a gymnasium. The 
highest performing variables rated by the respondents were secure entry to the Barwon Water building 
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and the ability to work side-by-side with colleagues. The lowest performing factors were access to 
support facilities such as a gymnasium and a hub for socialising and eating. Building temperature was 
also rated as performing poorly by respondents. 

In terms of productivity, respondents were split as to what impact the work environment had on 
both their individual productivity and on team productivity. Both were only slightly more than half of 
the respondents in both cases indicating that the work environment positively affected productivity. 

5.3. Worker perceptions of open plan offices 

The oral responses provided respondents with an opportunity to directly express their thoughts of open 
plan offices. The general consensus by respondents identified that open plan offices were acceptable, 
conditional that they were well designed. Respondents stated the need for a variety of spaces to cater 
for different personalities and job roles. Respondents were concerned about the potential noise levels 
and distractions in open plan offices, as well as a loss of privacy and confidentiality. Such respondents 
noted a main advantage as being access to other colleagues and work teams in Barwon Water. 

5.4. Comparison to 2010 survey 

In comparison to the 2010 DEGW survey, there were some significant differences in responses, but 
largely, the two surveys provided similar results. In terms of the workplace variables rated the most 
important, building temperature, working comfortably at a desk, being able to concentrate, and access 
to natural light were rated as being very important in both surveys. Building temperature was a 
workplace variable in both surveys that had a large gap between importance and performance, whereas 
car parking had a large gap in the 2010 DEGW survey, but not in the 2015 survey. The variables rated as 
the highest performing were quite different in the two surveys, whereas the lowest performing 
variables were very similar (Table 1). 

Table 1: Comparison of workplace factors in 2010 and 2015 surveys. 
 2010 Survey 2015 Survey 

Most Important 
1 Ability to concentrate Ability to work comfortably at a desk 
2 Ability to conduct phone conversations Building temperature during working hours 
3 Ability to work comfortably at a desk Access to natural light 
Highest Performing 
1 Shared Utility Space Secure entry to business 
2 Ability to have scheduled face-to-face meeting with 

colleagues 
Ability to work side-by-side with colleagues  

3 An efficient and effective central booking system Availability of car parking nearby 
Lowest Performing 
1 Access to a gymnasium Access to a gymnasium 
2 Availability of car parking onsite Ability to work virtually using video-conferencing 

equipment 
3 Availability of car parking nearby Building temperature during working hours 
Biggest Gap 
1 Availability of car parking nearby Building temperature during working hours 
2 Availability of car parking onsite A hub for socialising/eating/meeting 
3 Building temperature during working hours Access to a gymnasium 



212 J. Chapman, D. Jones and F. Gray 

5.2. Key findings 

The most significant findings from the surveys were those related to the performance and importance of 
workplace variables (Table 2). For these questions, respondents were requested to rate both the 
performance and the importance of the variables out of 5, with 5 being that it is very important, and 
that it performs very well.  

Table 2: Workplace factor scores 
Most important 
workplace factors 

Average 
score 

Workplace factors with 
biggest gap 

Gap Highest performing 
workplace factors 

Average 
Score 

Ability to work 
comfortably at desk 

4.75 Building temperature 
during work hours 

2.38 Secure entry to business 3.83 

Building temperature 
during working hours 

4.71 A hub for socialising / 
meeting / eating 

1.67 Ability to work side-by-
side with colleagues 

3.79 

Access to natural light 4.67 Access to a gymnasium 1.38 Availability of car 
parking nearby 

3.78 

Ability to concentrate 4.63 Ability to have 
confidential conversations 
with colleagues 

1.38 Ability to access emails 
when off site 

3.74 

Quality of artificial light 4.58 Ability to concentrate 1.29 Quality of artificial light 3.63 

The two most important workplace variables identified were being able to work comfortably at a 
desk, with an average rating of 4.75, and building temperature, with an average rating of 4.71. This 
implies that the arrangement of individual workspaces is the key variable to staff contentedness and 
productivity, with building temperature having a significant influence on the comfort of staff. The 
importance of the individual workspace to staff would suggest that staff are more concerned with 
variables on the scale of workstation design, than they were with overall office layout. The worded 
responses emphasised that this is because access to resources and immediate protection from noise 
and distraction are key variables to staff productivity. 

The importance placed on air conditioning by staff is in contrast to its performance, with building 
temperature being the workplace variables with the greatest difference between perceived importance 
and performance. The difference between its importance rating (4.71) and performance rating (2.33) is 
2.38 points. In the worded responses, some staff noted the inconsistency of the air conditioning, which 
is clearly a concern shared by many of the staff as reflected in its average rating. Thus, consistent air 
conditioning at a comfortable temperature variable is of key concern to many staff, and is currently 
having a significantly negative impact on their ability to work comfortably. 

The worded responses demonstrated that many staff were concerned about noise and privacy. 45% 
of staff mentioned high noise levels as a key variable to how they perceived open plan offices. A third of 
respondents mentioned privacy concerns as a major variable in their perceptions of open plan layouts. 
On the positive side, 20% of staff perceived open plan offices as easily and quickly facilitating access to 
colleagues and other work teams. 

6. Conclusion 

The findings demonstrate that Barwon Water staff place high importance on both workstation scale 
variables and workplace scale variables. Being able to work comfortably at a desk with good lighting and 
building temperature are the most important variables to staff productivity and happiness. In terms of 
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staff perception of open plan offices, noise and privacy are key concerns, and the provision of a variety 
of different spaces is a key requirement. Easier collaboration and access to colleagues is the main 
perceived advantage of the open plan office layout. The surveys illustrated that staff are wary of open 
plan offices for these reasons, but are not opposed to them. 

The differences between the 2010 DEGW and 2015 surveys demonstrate that the Barwon Water 
staff still place importance on similar variables over this time period, being the ability to work 
comfortably at a desk and the provision of well-being support facilities. The perceived performance of 
workplace variables differed between the two surveys, but this can likely be attributed to location 
change and technological development.  

The recommendations for a work environment to suit the 2015 workforce are similar to those to suit 
the 2010 workforce, being a variety of spaces for different functions, comfortable temperature, well-
designed individual workstations, and good natural lighting. This concludes that work environment 
matches Barwon Water’s objectives for the new office design. A final survey of staff upon the 
inhabitation of the new work environment will allow for analysis of how open plan offices have changed 
staff perceptions, values, and work patterns. 
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