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ABSTRACT

This article explores the challenges and benefits associated with implementing flexitime and dependent care
facilities as work-life balance programs within organizations. Employing a qualitative research design with an
exploratory methodology, data was gathered through a self-organized direct approach with non-probability
purposive sampling, covering 25 organizations in NCR Uttar Pradesh. Findings were categorized into personnel
challenges, employer challenges, shared advantages, and requirements for successful implementation of flexitime
and dependent care as work-life balance practices/initiatives. The study underscores the importance for human
specialists to ensure effective utilization of these facilities, facilitating organizational growth and individual
development. It offers practical insights to help organizations address workforce challenges, ultimately fostering
a more balanced and productive workplace. The originality of the study lies in its pioneering examination of
specific work-life balance initiatives/practices, highlighting the necessity of such research for fostering a forward-
looking approach to workplace enhancement.

Keywords: Opportunities; Challenges; Work-life Balance; Initiatives/Programs; Execution..

Introduction

Work-life balance initiatives are designed to assist teachers and other education professionals in juggling their
professional obligations with their personal and family commitments. Flexible work schedules, time management
strategies, wellness initiatives, and group motivation are a few examples of these programs (Clutterbuck,2003). A
few advantages of training that emphasize striking a balance between light-hearted and serious activities include
increased work fulfilment, decreased stress and burnout, greater individual prosperity, and improved work
execution. However, carrying out these initiatives can be difficult due to the need for constant evaluation and
improvement, protection from change, and financial and administrative needs.

The ability of a program to balance crucial activities has a substantial effect on both people and professional
associations as it has been shown in literature. A flexible work plan program in a school district reportedly raised
levels of consistency and boosted educator prosperity (Luecke et al., 2021). The dedication of instructors to their
careers, job satisfaction, and employment perks including assistance in finding a balance between enjoyable and
vital responsibilities were all found to be strongly correlated (Kalliath et al., 2020). Generally speaking, both
individuals and organizations can benefit greatly from a work-life balance activity that finds a balance between
employee and organizational needs. They need to be meticulously prepared for and constantly assessed to make
sure they are compatible.

Many analyses, assessments, and articles surveyed the work-life harmony strategy from numerous viewpoints. For
example, its advantages, effect, connection with another element, and so on. In any case; the execution of this
WLE strategy or drive is being shown or explored no place in the education area of India. So, in this analysis, the
two significant WLE initiatives have been taken to comprehend the difficulties and advantages related to
"Flexitime and dependent care facility" execution in the education area.

2. Literature Review

Drives aimed at assisting representatives with WLB issues have grown more well-known and common in
associations as a result of the significant negative effects that the lack of WLB has on both workers and associations
(Cooke, Zeytinoglu, and Mann, 2009). According to Felstead, Jewson, Phizacklea, and Walters (2002), WLB
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strategies rely on workers' autonomy in organizing and planning their personal and professional lives. More than

100 different WLB strategy variants have been identified by Mayberry (2006). The options that associations
provide include close-by or financially supported senior or young child care, flexible work schedules, work sharing,

and representative help programs (Dalcos and Daley, 2009; Hobsor et al., 2001). Recent readings conducted
abroad revealed that, compared to other WLB initiatives, workplace flexibility (flexitime) is being introduced and
implemented with a greater focus (Carlson, Grywacz, and Kacmar, 2010). A different or flexible work schedule is
known as flextime. The study of WLB revolves around it. It is also a crucial tactic used by policymakers to help
workers in the current universal budget (Hill et al., 2010). According to Carlson et al.'s analysis of the Countrywide
Survey of Employers, there was a noticeable rise in the proportion of employers offering flextime between 1998

and 2009., 2010). Hill et al. Claim this. Flexitime, according to (2010), supports personnel to be able to do their
work and domestic responsibilities by sinking work-family issues and enhancing operative and enactment at both
work and home. Numerous flexible work schedules are referred to as "flexitime" in the literature. Every single one

of them gives workers options for the beginning and end of their workdays.

Due to its implications for employee well-being and organizational performance, work-life balance is a crucial issue
that has attracted a lot of attention in recent years. Dependent care obligations, which can be difficult for workers who
need to balance work and family responsibilities, are one of the factors that can affect work-life balance. One strategy
used by businesses to assist staff in handling these responsibilities is the establishment of dependent care facilities.
The effect of dependent care facilities on work-life balance has been the subject of numerous studies. For instance,
flexible work arrangements, including facilities for dependent care, can reduce work-family conflict, according to
research by Allen and Kiburz (2012). Employees who had access to facilities for dependent care reported higher levels
of job satisfaction and lower levels of stress, according to research by Bond and Galinsky (2006). Additionally,
dependent care facilities have been found to help workers manage their work-family obligations and lessen work-family
conflict by Bailyn, Rayman, Bengtson, and LaRossa (2003).

Overall, the research points to dependent care facilities as a potential strategy for helping staff members balance their
obligations to their families and their jobs, which may have a positive effect on staff morale and organizational
outcomes.

3. Research Methodology

During the conduct of meetings, it is essential to examine the dynamics of collaboration among members and educated
authorities within a specific context(Terre Brighten, Durrheim, and Painter, 2006). In view of the meaning of the
situation, the researcher exploited a private, secret affiliation meeting.

The association the expert utilized for this examination was the Private Universities and institutions. There were
different levels where its delegates were utilized. The researcher was mindful so as to put the gathering room far enough
away from different personnel to guarantee security and to make it comfortable, delicate, and quiet.

Prior to get-together data, it is essentially significant, as per De Vos, Strydom, Fouche, and Delport (2005), to spread
out a way into the assessment field. This was finished to examine the reason for the examination and to get composed
assent for it. The research was free and it wasn't associated with any of the respondents in any way. To get consent to
hold the test there, the scholar walked over to the affiliation.

3.1Research design/approach

Employers' perceptions along with employees on the use of flextime and dependent care facilities were investigated
and described by the scholar through the subjective exploration design and an investigative approach. Researchers can
gather data in more natural settings by using the post-positivism paradigm's methodology, gathering more situational
data, and figuring out the connotations as well as drives for the people’s reactions (Guba E. G. & Lincoln, 1994).

The use of a qualitative method in this study was particularly advantageous because it allowed employers to express in
their own words what was significant or important to them regarding flextime and dependent care facilities rather than
forcing them to fit into predetermined categories. Researchers can comprehend current individual opinions that
accomplices regularly don’t share in a qualitative investigation by using a fact-finding method (Hammersley, 1998).
Flexitime and dependent care facilities are the phenomena being studied in this study, and an informational
methodology intends to better understand their nature and quality as they occur (Willig, 2008).

3.2 Sampling

The researcher selected a voluntary, nonprobability sample of 25 staff members from each Private
University/institute. The participants were included in the sample on two bases; 1 who was using both the initiatives
and the upper management only included individuals like the director, senior human resource manager, registrar, and
administrative head to provide accurate information on the execution of these programs/initiatives. The number of
accessible and willing employers was taken into consideration when the researcher calculated the sample size. In this
sample, men made up the majority of participants (60%), who spoke English (53.30%), and who were between the ages
of 35 and 50 (66.70%). In terms of job title, the sample had more people at high-ranking levels, such as management
(41.3%) and older managing levels (26.7%). Another sample was taken from the same place that include employees
who were utilizing those work-life balance initiatives in the organization. The total employee data was 100, four from
each organization studied.
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3.3 Data collection methods

The analyst gathered the information utilizing semi-organized individual meetings. A 'semi-organized interview' is a
technique for gathering information where an adaptable meeting plan directs a solitary questioner who utilizes
undivided attention and testing to consider inside and out detail and grasping (Forrester, 2010). Utilizing an explanatory
methodology, a quite organized consultation permits the specialist to accumulate information and study the peculiarity
according to the points of view of the members, testing further when startling issues arise (Neuman, 2003). The
specialist created and assessed the meeting plan before the meetings.

The first six questions for each, which were on the "flexitime and dependent acre facility," were given to the participants
as checkboxes to be checked, while the following three questions, which were open-ended, dealt with the difficulties
and advantages of work-life balance. The preamble of the typical question Have you used the flexible scheduling
options your employer provides? 1. Could you please state whether you use flextime or dependent care? 2. Describe
the difficulties you have using the flexible scheduling and dependent care services your company provides. 3. What
are the advantages of employing the flexible scheduling options your company provides in your opinion?

3.4 Data analysis

The investigator employed an interpretative phenomenological technique when analyzing the data. According to Hesse-
Biber and Leavy (2004), content exploration is a methodical technique for gathering and condensing enormous amounts
of writing into distinct and recognizable content types. Both the content and context were focused on by a subjective
approach in this study. It helped the scholar draw conclusions that were reliable and accurate (Hsieh & Shannon, 2005).
Making sense of qualitative data requires an interpretive method analysis. It necessitates that researchers become
completely engrossed in the data, interpret the facts, and establish categories. These classifications provide an
understandable and practical explanation of the data (Lyons, 2007).

4. Findings of the Study

Four areas of the study were separated. Concerning flextime and facilities for dependent care, the first two themes are
difficulties for both employers and employees. The third dealt with the shared advantages of this work-life balance
initiative, i.e. Facilities for dependent care and flextime. The fourth and final one dealt with understanding the
requirements for successfully implementing this work-life balance initiative. Individual and organizational challenges
are the categories for the first two areas. Participants' responses were related to work-life balance, i.e. "flexibility and
dependency care facilities." strongly indicating the perception difference between the individual and organizational
challenges.

4.1 Details of Areas findings

Here, the data were collected in four different areas in order to find out the challenges from the employer and employee
points of view. The data were summarized into four tables, which are shown below as Table 1 and so on. The 1% table
shows the employee perspective towards the challenges associated with flexitime and dependent care facilities; whereas
Table-2 shows the employer’s perspective towards the challenges associated with flexitime and dependent care
facilities; Table- 3 contained the detail about the benefits of this work-life balance initiative to both employee-
employer; last, Table-4 highlights the basic requirements for implementation of these two work-life balance initiatives.

4.1.1 Area 1: Personnel Challenges Linked with Flexitime and dependent care

Personnel challenges linked with the implementation of flexitime and dependent care facilities, as outlined in Table-1,
encompass a range of concerns for employees, including difficulties in managing responsibilities effectively amidst
flexible work hours, feelings of social isolation, struggles to maintain boundaries between work and personal life,
heightened risk of burnout, and challenges in scheduling professional commitments. Similarly, issues surrounding
dependent care facilities, as indicated in Table-1, include limited accessibility, high costs, resulting guilt and stress
among employees, potential distance from workplace or home, and restricted availability during holidays and
weekends. These concerns underscore the complexity and importance of addressing employee needs and ensuring the
viability and effectiveness of these work-life balance initiatives within organizations.

Table-1
Flexitime Employee Concerns Dependent care Employee Concern
Challenges facility
challenges
Work- They might battle to Restricted There might be restricted
assignment: deal with their accessibility: accessibility or may have
responsibility actually long shortlists in terms of
while working facility.
adaptable hours.
Social They might feel Cost: It might be costly, and the
segregation separated or detached expense of care might be
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from their partners restrictive for certain
while working workers.
adaptable hours.
Obscured They might battle to Culpability and Workers might encounter
limits keep up with limits stress: sensations of responsibility
between their work or stress while leaving their
and individual lives wards under the watchful eye
while working of others.
adaptable hours.
Burnout: They might be at a Distance:
more serious gamble It might be situated a long
of burnout while way from a  worker's
working adaptable working environment or
hours, especially home.
assuming they work
long or unpredictable
hours.
Trouble in They might find it Restricted It might have restricted
arranging challenging to design accessibility accessibility during
their own proficient during occasions occasions and ends of the
lives while working and ends of the week.
adaptable hours. week

(Prepared by 1% Author)

4.1.2 Area 2: Employer Challenges Linked with Flexitime and dependent care
Employers encounter multifaceted concerns regarding the implementation of flexitime and dependent care facilities,
as delineated in Table-2. Challenges include difficulties in scheduling work effectively without disruption, ensuring
adequate staffing levels to meet academic needs, and navigating communication barriers with employees on varied
schedules. Moreover, cost considerations arise due to the expense of physical arrangements for dependent care
facilities, while ensuring accessibility for all employees poses a logistical challenge. Compliance with regulations
governing both flexible work arrangements and dependent care facilities adds another layer of complexity, necessitating
coordination with employee schedules and regular maintenance. Additionally, liability concerns and the need for
performance monitoring further underscore the intricate nature of executing these initiatives within organizations,
highlighting the importance of addressing these concerns comprehensively to facilitate successful implementation.

Table-2
Flexitime Employer Concerns Dependent care| Employer Concerns
Challenges facility
challenges
Scheduling Employers might find it hard to Cost: Physical
plan work successfully without arrangements for this
any hindrance. facility can be
costly.
Staffing Employers might battle to Restricted It might be difficult
guarantee sufficient staffing accessibility: to give access to
levels to address the issues of these facilities to all
studies and other academic workers.
activities.
Correspondence Employers might find it difficult Consistency Employers should
to discuss actually with with guidelines: conform to different
employees who work adaptable guidelines and
hours, especially in the event principles while
that they work various giving ward care
timetables. facilities.

Cost Employers might have to put Coordination Employers should
resources into innovation or with worker arrange the
different assets to work with plans: timetables of ward

adaptable work plans. care facilities with
the timetables of
their employees.

Library Progress International | Vol.44 No.3| Jul-Dec 2024

2675




Jyoti Saxenal, Dr. Ritu Dixit2

Base for Employers might struggle to Support and Dependent care
performance screen and assess the upgradation: facilities require
performance of employees who normal support and
work adaptable hours. upgradation.
Consistency Employers need to ensure that Responsibility Employers might be
they consent to important concerns expected to take
regulations and guidelines responsibility for
connected with adaptable work any mishaps that can
plans, for example, regulations happen with
administering additional time dependent care
pay and rest periods. facilities.

(Prepared by 1% Author)

4.1.3 Area 3: Shared Advantage Linked with Flexitime and dependent care

Table-3 outlines the shared benefits of implementing flexitime and dependent care facilities for both employers and
employees. Employers benefit from improved work-life balance for employees, leading to greater job satisfaction and
retention, reduced absenteeism, increased productivity, enhanced morale, and cost savings through decreased turnover
and absenteeism expenses. Simultaneously, employees gain support in managing caregiving responsibilities, resulting
in reduced stress, improved quality of life, increased flexibility in work schedules, and reduced need for time off work.
These shared benefits underscore the importance of implementing work-life balance initiatives, as they contribute to a
positive and productive workplace environment while supporting employees in balancing their professional and
personal responsibilities.

Table-3
Shared Employers Employees
Benefits
Work-life Enables employees to adjust their work and Helps employees to deal with their
balance individual obligations, prompting more providing care liabilities, decreasing
worthy, work fulfillment and worker pressure and working on their
retention. personal satisfaction.
Diminished Reduces non-attendance and lateness Provides workers with the adaptability
absenteeism among personnel who have to provide care and backing they need to deal with
liabilities, prompting a more predictable their providing care liabilities,
and useful workforce. lessening the need to get some much-
needed rest work.
Expanded Increases efficiency by permitting Enables workers to work now and
productivity personnel to work when they are generally again when they are generally useful,
useful, diminishing interruptions and lessening interruptions and
interferences, and limiting drive time. interferences, and limiting drive time.
Further Improves confidence and establishes a Reduces stress and further develops
developed positive workplace by furnishing personnel spirit by furnishing representatives
morale with the adaptability and backing they need with the adaptability and backing they
to deal with their work and provide care need to deal with their providing care
responsibilities. liabilities.
Cost Reduces the expense of non-appearance Reduces the need to get some much-
savings and turnover by giving personnel the help needed rest work to really focus on
they need to deal with their providing care wards, diminishing the gamble of lost
responsibilities. compensation and other monetary
expenses related to providing care.

(Prepared by 1% Author)

4.1.4 Area 4: Requirements for successful implementation of Flexitime and dependent care-

Successful implementation of flexitime and dependent care facilities hinges upon several key requirements outlined in
Table-4. Firstly, clear policies and guidelines must be established, delineating eligibility criteria and expectations for
employee performance. Adequate resources, including infrastructure and staffing, are essential to support these
initiatives effectively. Moreover, fostering a supportive culture that values work-life balance, coupled with regular
assessment and feedback mechanisms, promotes employee well-being and engagement. Legal compliance with
relevant regulations ensures adherence to employment laws and health and safety standards. Additionally, ongoing
management of work-life balance initiatives is crucial for addressing emerging issues and making necessary
adjustments to meet evolving employee needs. These requirements collectively underscore the importance of proactive

Library Progress International | Vol.44 No.3| Jul-Dec 2024 2676



Jyoti Saxenal, Dr. Ritu Dixit2

measures in facilitating the successful implementation and sustainability of work-life balance initiatives within

organizational contexts.

Table-4
Requirements Explanation
Effective The effective execution of flexitime and dependent care facilities in the work
execution area requires a scope of changes to be set up for fruitful execution:

Clear strategies

Employers need to lay out clear approaches and rules in regard to the utilization

and rules: of flexitime and dependent care facilities. This incorporates illustrating
qualification necessities, planning strategies, and assumptions for employees'
execution.
Satisfactory Organizations need to have sufficient assets for the execution of flexitime and
assets: dependent care facilities. This incorporates giving the vital foundation, gear,

and staff to help adaptable work plans and ward care facilities.

Steady culture

Employers need to make a strong culture that values the work-life balance of
employees. This incorporates giving adaptable work plans, offering dependent
care facilities, and advancing a positive workplace.

Assessment and

Employers need to assess the viability of WLBI consistently and give input to

criticism workers to assist them with working on their presentations.
Legitimate Employers need to consent to every single applicable regulation and guideline
consistency connected with WLB. This incorporates agreeing with work regulations, well-

being and security guidelines, and other lawful necessities.

Progressing the
board

Employers need to deal with the execution of WLBIs on a continuous basis to
resolve any issues that may emerge and accordingly make changes as important

to guarantee that these WLBIs keep on addressing the requirements of the
wellbeing of employees.

(Prepared by 1% Author)

5. Discussion over Findings

Area-1

These revelations give critical information about how delegates experience flexitime, since the harmony among fun
and serious exercises and its connected legitimate methodologies, as flexitime, has actually transformed into a huge
area of assessment for human resource-trained professionals (Dancaster, 2006; Glynn, Steinberg, and McCartney,
2002; Kossek and Ozeki, 1998; Reynolds, 1999; Sanichar, 2004). By virtue of the different legitimate and agent benefits
connected with WLB, the popularity, and use of these methodologies (like flexitime) in affiliations both
comprehensively and all around - have extended (Appiah Mfodwa et al., 2000; Mageni and Slabbert, 2005). Regardless,
doing these methodologies in affiliations presents troubles for human resource specialists and laborers (Clutterbuck,
2003; Mayberry, 2006; Powers, 2004). The researcher found that the individuals found flexitime testing to be useful if
planned and implement well.

Area-2

Organizations experienced various difficulties while planning for WLB initiatives. In any event, when it has to do with
"flexitime and dependent care facilities," it turns out to be really difficult. The issues start with their correspondence,
arranging, and workstream as well as how they use time, space, and virtual areas to keep up with the best technique for
execution when they are away from home or utilizing the initiatives. Cooperation for normal increases is the entry to
these initiatives, and its improvement is extremely challenging. The genuine difficulties in keeping a bustling balance
between these initiatives incorporate being totally ready and making significant level plans, having open discussions,
and having an obligation to the work.

Area-3

The assessment of the normal benefits of flexitime and dependent care facilities reveals a couple of advantages for the
two employers and employees. Employees enjoy the benefit from these WLB initiatives; minimize the pressure, and
extended work satisfaction. They also experience diminished non-participation, overhauled productivity, and further
created souls. Employers, on the other hand, participate in a more dependable and valuable workforce, lessened
turnover, and cost save reserves. These WLB initiatives help in laying out a positive working environment and the
consent of employees in the form of dedication The revelations show that executing of WLB initiatives can yield
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immense benefits for the two employers and employees, developing a normally helpful and solid work environment.
Area-4

The discoveries feature the essential variables for the effective execution of flexitime and dependent care facilities in
the workplace area. Viable correspondence and preparation arose as basic parts to guarantee workers comprehend and
use these initiatives. A steady culture that values work-life balance was distinguished as fundamental for advancing
employees’ spirit and upkeep. Besides, clear approaches, sufficient asset allotment, consistence with lawful necessities,
and the progress of the executives were perceived as key prerequisites. Organizations should embrace a thorough
methodology, taking into account the requirements of representatives and the association, to lay out a fruitful structure
for WLB initiatives.

Contribution to the Study

Curiously, the current examination uncovered an extra viewpoint to the current writing on flexitime and dependent care
facilities. The members showed their particular necessities for utilizing flexitime and dependent care facilities really.
As indicated by them, these viewpoints are basic for associations that offer flexitime and dependent care facilities.
Some of them incorporate basic assets; individual preparation and the board; work execution; proficient discipline;
compelling correspondence; steady connections; and representative accessibility. According to the participant’s
standpoint, associations are essential to deliberate and focus on these angles when they present flexitime and dependent
care facilities in light of the fact that these viewpoints could assist representatives and managers with managing the
difficulties they face. Despite the fact that flexitime and dependent care facilities have different difficulties, members
additionally distinguished the advantages of both. Not with-standing the above advantages, the workers and bosses
additionally referenced individual advantages and difficulties. They remember having the option to oversee
responsibilities regarding their own lives, having the option to control their work, mental advantages (like decreased
uneasiness and stress), as well as hierarchical advantages like representative execution, focus, dependability,
inspiration, and responsibility. The members showed that their efficiency and overseeing liabilities in their own lives
had gotten to the next level. Nonetheless, the new writing is problematic. Be that as it may, Carlson et al. (2010) found
a full intervening connection between family execution, work fulfillment, and adaptability.

Limitations of the study

There are some obstacles in the way of the current investigation into flextime and subordinate consideration office
execution. The research may not be transferable to other associations because it was conducted in a small number of
private colleges and universities in Uttar Pradesh. Furthermore, the test was non-irregular, which could have skewed
the results. Finally, the analyst's own biases and perceptions limit the subjective investigation, so the findings must be
carefully considered.

Despite these obstacles, the current investigation provides crucial insights into the challenges and potential of operating
flexitime and subordinate consideration offices. Associations may use the findings to promote locally more practical
strategies and procedures.

Validations

Regardless of the constraints, the current exploration provides the assistance of human asset specialists to create and
oversee flexitime and dependent care facilities in their associations. For instance, the specialist suggests that regardless
of the association and its particular flexitime strategy, the workers' mindfulness and information on, and data about, its
arrangement is critical. In like manner, human resource specialists should enlighten their agents about the game plan.
They could do such during heading programs for new specialists. The expert moreover endorses that affiliations draw
in their laborers to use these plans by giving them essential fundamental resources and helping them. Moreover, workers
and businesses ought to choose mutually an approach to overseeing and controlling the abuse of flexitime and
dependent care facilities. Furthermore, future exploration could recognize and assess other WLB strategies that
instructive associations should attempt to configure, create and carry out to assess their effect on authoritative
development.

6. Conclusion

In conclusion, this study has provided valuable insights into the complexities surrounding the implementation of
flexitime and dependent care facilities within organizations. The findings reveal significant challenges faced by both
employers and employees, ranging from difficulties in scheduling and communication to resource constraints and legal
compliance. Despite these challenges, the study underscores the importance of work-life balance (WLB) initiatives in
promoting employee well-being, satisfaction, and organizational effectiveness.

It is evident from the research that successful implementation of flexitime and dependent care facilities requires a
multifaceted approach. Clear policies and guidelines are essential to outline eligibility criteria, scheduling procedures,
and performance expectations. Adequate resources, including infrastructure, equipment, and staffing, are crucial to
support the implementation and maintenance of these initiatives effectively. Moreover, fostering a supportive
organizational culture that values work-life balance is imperative in promoting employee morale, engagement, and
retention.

Furthermore, ongoing management and communication are vital components of successful implementation. Regular
assessment and feedback mechanisms enable organizations to evaluate the effectiveness of WLB initiatives and make
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necessary adjustments to meet evolving employee needs. Compliance with legal regulations ensures the protection of
employee rights and organizational integrity.

While the study has provided valuable insights, it is not without limitations. The sample size and non-random sampling
method may limit the generalizability of the findings to other organizations. Additionally, the researcher's biases and
perceptions may have influenced the interpretation of the data. Despite these limitations, the study offers practical
implications for human resource specialists and organizational leaders seeking to enhance work-life balance within
their organizations.

In conclusion, the successful implementation of flexitime and dependent care facilities requires a concerted effort from
both employers and employees. By addressing the challenges identified in this study and prioritizing the needs of their
workforce, organizations can create a more supportive and productive work environment. Ultimately, fostering a
culture of work-life balance not only benefits individual employees but also contributes to organizational success and
sustainability in the long term.
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