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Abstract — In late decades, there has been a gigantic move in the structure and activity of organization.
Progressions in innovation and ability assorted variety have encouraged an advanced work environment
of expertise and work process interdependencies. Thus, for accomplishment in the present business
world, it is basic for organization to comprehend the powers that effect team results. This investigation
on 100 administrators from a similar organization demonstrates that female chiefs have higher relational
abilities when contrasted with male directors, but at the same time are more impacted by gather think. An
aggregate of 200 representatives from this association were likewise examined and the outcomes
demonstrate that female workers add to team results more than male representatives. Suggestions for
specialists, directors, and human asset experts are considered.
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INTRODUCTION

In our modem world, teams are fundamental to
everything people do in day by day life. For some, their
first introduction to the idea of teams started at an
opportune time amid interest in different youth sports.
While playing a situation on a team, regardless of
whether on the soccer pitch or baseball field, youthful
competitors are presented to the ageless proverb:
"There is no 'lI' in team." Investigating the four letters
that involve this word and one can infer that, for sure
the letter 'I' doesn't show up. Approach this expression
from an allegorical point of view, and a whole universe
of translation is made conceivable. For example,
mentors will regularly educate their players that
everybody on the team has a particular occupation to
perform, and that each activity is equivalent in its
significance to general team achievement. Through
this viewpoint, collaboration is viewed as a story of
individuals with various aptitudes meeting up with a
typical reason. Stretching out this idea to the setting of
the advanced business world, we can take note of that
there has been fast authoritative development from a
gathering of individual occupations to work gatherings
and teams because of new multilevel frameworks.

The most recent two decades have encountered fast
progressions in innovation and an "unfurling of
worldwide powers that have pushed organization
worldwide to rebuild work around teams to empower
more quick, adaptable, and versatile reactions to the
unforeseen" (Kozlowski and llgen, 2006, p. 77).
Various powers are quickening the move in work
structure. An inexorably unpleasant and candidly

saddling condition portrayed by high rivalry, steady
change, advancements in innovation and best
practices, and approaching vulnerability Develops
numerous weights for ability assorted variety, fast
reaction, and effective adjustment (Kaifi and Noori,
2010; Kozlowski and ligen, 2006). Teams offer the
best way to deal with settling the organizational
difficulties of the 21st century.

REVIEW OF LITERATURE

Organizational behavior (OB) is a field of concentrate
gave to perceiving, Explaining, and in the end
building up the states of mind and practices of
individuals  (individual and gathering) inside
organization. Organizational behavior depends on
logical information and connected practice. As
indicated by Kaifi (2010), the "RED Investigation" can
be connected by professionals and specialists for
understanding authoritative behavior issues:

R-Recognize E- Explain D-Develop

Diagnosing authoritative behavior is a progressing
cycle of perceiving territories of concerns, Explaining
the here and now and long haul ramifications of every
behavior, and constantly growing prescribed
procedures and methodologies that can enable an
association to change into a vigorous, high-
performing, and dynamic substance. It must be said
that organization require solid administrators who are
fit for controling the association's behavior.
Administrators who comprehend human asset
administration and vital management can impact
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particular practices that assistance shape the way of
life of an association. Affecting particular practices in
an association can be a troublesome errand to
embrace for various reasons. The most evident reason
is that people are erratic and have special states of
mind and points of view. When they enter the
workforce, they additionally convey their desires and
encounters to the workforce which numerous not
relate with the association's main goal. This makes a
moment quandary that can be infectious to others.
Controlling such organizational ills is a fight with no
end, which precisely clarifies why the investigation of
authoritative behavior is so essential. Having the
capacity to determine those issues and reacting to
have very much detailed arrangements is the thing
that numerous organizational behavior specialists and
directors make progress toward. The three essential
results of authoritative behavior are work execution,
organizational responsibility, and nature of work life

(QWL).

Albeit organizational behavior is a connected teach,
understudies are not ‘"prepared in authoritative
behavior. Or maybe, they are taught in organizational
behavior and are a co-maker in learning" (Nelson and
Snappy, 2011, p. 25). The investigation of authoritative
behavior requires a simple comprehension of brain
science, human studies, social science, reasoning,
and axiology. From a mental viewpoint, human
practices and mental procedures manage how
organization perform; from an anthropological point of
view, the way of life, dialect, and convictions of every
individual direct how organization perform; from a
sociological point of view, the advancement of human
and social behavior direct how organization work; from
a philosophical viewpoint, the ethics and morals of an
individual direct how organization work; and from an
axiological point of view, a person's qualities direct
how organization work. Different controls (e.g.,
financial matters, building, or social brain science)
might be connected to authoritative behavior, also. For
instance, in 1776, Adam Smith distributed The
Abundance of Countries where he clarified the
monetary favorable circumstances of "division of work"
(breakdown of employments into tight and dull
undertakings) in organization. This assorted variety in
authoritative behavior enables analysts to examine
new roads for managing organizational issues from
alternate points of view and edges.

Numerous authoritative behavior analysts trust that
organization are frameworks. The two fundamental
kinds of association frameworks are shut and open.
Numerous contemporary organization are open
frameworks that interface with their condition. A shut
framework does not rely upon its condition and can
work without the utilization of outer assets. An open
framework must cooperate with the earth to get by
expending and sending out assets to nature. In an
open and shut association framework, the general
population are the HR of the association who have
particular abilities, the motivation behind the
association is the mission, vision, and objective for
existing, the arrangement of the association is the

procedure, wupper hands, and targets of the
association, and the needs of the association are what
drive the association to flourish or exceed
expectations, which much of the time is income.
Schwartz, Jones, and McCarty (2010) Explain,
"Regardless of how much esteem we Develop today—
whether it's deliberate in dollars or deals or
merchandise or gadgets—it's never enough" (p. 3).
The four P's to understanding organization as
frameworks (Kaifi, 2010) is portrayed in Figure 1:

Priorities People

Plan Purpose

Figure 1 Organizations are Systems

An open association framework capacities both
inside and remotely. The outside framework affects
the inward framework and the other way around. For
instance, the activities of clients (remotely) influence

the association and the behavior of individuals
(inside) at work. "Today, when we depict
organization as frameworks, we mean open

frameworks. An association takes inputs (assets)
from nature and changes or procedures these assets
into vyields that are appropriated in the earth”
(Robbins and Coulter, 2005, p. 35). A case of an
open framework association is a school or college
that changes understudies into exceedingly gifted
specialists that turn into a piece of their condition. A
shut association framework (which is ending up less
normal) does not collaborate with its condition and
therefore is detached to this present reality. A few
cases of shut framework organization are the
territorial multitudes of the General population's
Republic of China (Shambaugh, 1991), otherworldly
factions (e.g., Waco), Camp X-Beam at Guantanamo
Inlet, and jail frameworks (Fong, Vogel, and
Buentello, 1995). With globalization, innovative
progressions, and boundless rivalry, organization will
probably end up open frameworks and depend more
on their surroundings. Therefore, organization are
putting resources into teams.

TEAMS

Basically characterized, a team is made out of at
least two people who have any number of shared
objectives. Showing ability and work process
interdependencies, individuals join their contrasting
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parts in the finishing of a given undertaking. It must be
noted, in any case, that a striking part to team
structure is a stage for social communication, which
keeps on winding up more virtual. For the motivations
behind this article the writer's will offer a more careful
treatment of teams.

Research concentrating on teams started over fifty
years back in the zone of social brain research. The
later move in the association of work, notwithstanding,
additionally realized a move to the investigation of
teams as an authoritative develop (Moreland, Hogg,
and Hains, 1994). A cutting edge work framework that
is dynamic and complex makes similar requests on
teams to arrange and consolidate ranges of abilities
and assets to determine undertakings proficiently and
adequately (Kozlowski and llgen, 2006). From an
authoritative perspec-tive, a work framework made out
of teams makes a pool of aggregate information,
aptitudes, and assets that help individuals in settling
an undertaking. In this way, team errand turns into the
point of convergence around which work structure and
team coordination are resolved.

In the present multilevel association frameworks, the
limit with respect to a team to determine team errands
is affected by numerous powers and is checked by
team results. The creators characterize team results
as a dichotomous measure comprising of team
execution and team adequacy. As per Forrester and
Tashchian (2006), execution is an effectiveness
competency that alludes to the measure of work the
team conveys and its adherence to worldly objectives.
Viability, then again, portrays the nature of yield
Developd by the team and whether the team has met
its objectives and goals. Kozlowski and llgen (2006)
state, "If individuals on the whole need important
information, aptitudes, capacities, or assets to
determine the team errand, the team can't be
compelling” (p. 80). In that sense, team results are
controlled by part decent variety; a scope of aptitudes,
capacities, and encounters are essential for positive
team generation. The gathering of wide scope
foundations makes one wonder: What huge indicators
impact team results? The response to this inquiry, and
numerous like it, is integral to the progressing
examination of numerous agents looking for
understanding into team procedures and viability.

Forrester and Tashchian (2006) revealed that social
attachment and assignment union were both decidedly
connected with team results. Through these powers of
relational fascination and undertaking duty. individuals
build up a feeling of team solidarity and a mutual
promise to team objectives. Notwithstanding craving
diagnostic and critical thinking abilities in potential
representatives, Hernandez (2002) expressed that
"businesses additionally require representatives who
know how to function adequately with others" (p. 74).
The capacity to work in a team and contribute
decidedly toward undertaking fruition is an imperative

expertise to ace and one that businesses look for
(Hansen, 2006).

"Decent variety in a team takes into consideration
access to a different cluster of outside systems that
contribute specifically to the team's social and
information based capital, and team execution" (Joshi,
2006, p. 583). A decent variety of abilities and
capacities is essential to organizational achievement,
yet teams must have a comprehension of how "to work
successfully with this assorted variety and to use the
gualities of each other" (Nath, 2008, p. 29). Open
correspondence, joined with thankfulness and regard
for the abilities and encounters of partners, are critical
systems through which team attachment is upgraded.

A level of trust in each other's capacities and a

promise to team achievement will make a phase for

coordinated effort and inventiveness. Team

achievements, for example, the protected return of

Apollo 13 space travelers and the accomplishment of

the Manhattan Undertaking, are the consequence of

team attachment and aggregate innovativeness

(Sarmiento and Stahl, 2008). High cohesiveness in

teams, nonetheless, can make congruity among

individuals and prompt the negative ramifications of

gathering think. The Challenger space carry disaster

and the Narrows of Pigs intrusion of Cuba are

renowned cases of when making progress toward

accord dominates educated basic leadership

(Colquitt, Lepine, and Wesson, 2011).

As managers react to the developing requests put on
organization to contend on a worldwide level, an
execution of compelling team forms is imperative to
fruitful business results. Actually, numerous analysts
have revealed that undergrads have a poor
comprehension of collaboration abilities and
underscore the significance in execution of such
preparing over the educational modules (Williams
and Anderson, 2008). To wind up more than the
whole of its parts, a team must "work in a situation of
regard and thankfulness for the assorted variety of
style, aptitudes, encounters and commitments” (Nath,
2008, p. 29). To make this culture of sharing and joint
effort, organization ought to take part in exercises
that upgrade and use the advantages of both union
and correspondence among individuals.

METHODOLOGY

An aggregate of 100 supervisors working for a similar
association situated in the San Francisco, Straight
Region rounded out a short overview identifying with
teams. Likewise, an aggregate of 200 representatives
working for a similar association rounded out a study
identifying with teams. This technique takes into
consideration a more extensive investigation that
lights up the points of view of the two administrators
and representatives. As a piece of the review, each
participant likewise addressed inquiries identifying
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with statistic. Table 1 (Chiefs) and Table 2 (Workers)
speak to the statistic idea of the populace.

Table 1 manager’s demographic

Gender | Management | Age | >five years | Bachelor’s
Male Respondents | Team of team Degree
_ 30 | management
50 and | experience 43
above 48
46
Female [ 50 50 42 39
Total 100 96 90 82

Table 2 employees’ demographic

Gender | Employee Age > five Bachelor’s
Respondents | Team | years of Degree
Male 100 30 team 67
and work
above | experience
75 63
Female | 100 62 54 59
Total 200 137 117 126

The data above delineates a few key focuses. Of the
250 overviews sent by email to directors, a sum of 59
guys and 53 females reacted, giving a 45% reaction
rate. Reviews from 9 male and 3 female administrators
were rejected for deficiency. Taking all things together,
the reactions of 50 male and 50 female administrators
were acknowledged for this investigation. Concerning
age gathering, 46 (speaking to 92%) of male and 50
(speaking to 100%) of female directors were 30 years
or more seasoned. Additionally, 48 (speaking to 96%)
male and 42 (speaking to 84%) female directors
recognized as having at least five long stretches of
team administration encounter. An aggregate of 43
(speaking to 86%) male and 39 (speaking to 78%)
female directors that took an interest in this
investigation have earned a four year college
education.

Of the 350 reviews that were sent by email to workers,
an aggregate of 108 male and 102 female reactions
were returned, giving a reaction rate of 31%. Studies
from 8 male and 2 female were dismissed based on
inadequacy. On the whole, the reactions of 100 male
and 100 female workers were acknowledged for this
investigation. Among the worker reactions, 75 or 75%
of male members and 62 or 62% of female members
were 30 years or more established. Besides, 63 or
63% of male representatives and 54 or 54% female
workers detailed five years or a greater amount of
collaboration encounter. Concerning representative
training, 67 or 67% of male members and 54 or 54% of
female members have earned a four year college
education.

The members were asked for to take the study as a
piece of a organizational behavior preparing exercise.
The members were informed that the outcomes would
be partaken in authoritative behavior preparing. Every

announcement on the study was estimated utilizing a
5-point Likert scale going from "Never" to "Constantly"
(Table 3). For instance, one request expressed: "l
endeavor toward agreement to keep up team
concordance.”

The aggregates of the appropriate responses were
utilized to decide the diverse scores identifying with
the hypothesis for the investigation which are:

Table 3 5-Point Likert Scale Key

1 Never

2 | Rarely

3 Sometimes

4 | Often

5 | Always
Hypothesis 1: Female administrators will have higher
scores in  esteeming  correspondence  with
representatives.

Hypothesis 2: Female directors will have higher
scores on getting to be affected by bunch think.
Hypothesis 3: Female workers will add to team
results more than male representatives.

RESULTS

The primary hypothesis anticipated that "Female
chiefs will have higher scores on speaking with
workers" and, as displayed in Table 4, this
examination upheld this supposition since female
supervisors scores were essentially higher than the
guys with a p-estimation of 0.001.

Table 4. Female managers will have higher
scores on communicating with employees.

Gender | Mean | Standard | Sample
Deviation | Size

Male 32.80 5.22 50

Female | 41.04 6.30 50

t=7.115; p=0.001

The second hypothesis anticipated that "Female
directors will have higher scores on getting to be
impacted by oblivious conformity" and, as exhibited
in Table 5, this investigation upheld this supposition
since female supervisor scores were fundamentally
higher than the guys with a p-estimation of 0.001.
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Table 5. Female managers will have higher scores
on becoming influenced by group think.
Descriptive Statistics and T-test of two means.

Gender | Mean | Standard | Sample
Deviation | Size
Male 25.10 4.13 50
Female | 36.98 7.72 50
t=9.595; p=0.001
The third hypothesis anticipated that "Female

representatives will add to team results more than
male workers" and, as displayed in Table 6, this
investigation bolstered this supposition since female
managers scores were essentially higher than the
guys with a p-estimation of 0.001.

Table 6. Female employees will contribute to team
outcomes more than male employees. Descriptive
Statistics and T-test of two means.

Gender | Mean | Standard | Sample
Deviation | Size

Male 25.10 4.13 50

Female | 36.98 7.72 50

t=9.595; p=0.001
Down to business Suggestions AND Proposals

This exploration demonstrated that female chiefs
esteemed correspondence with their teams more than
their male partners. Organization that esteem
correspondence, responsibility, and
straightforwardness are the ones those are more
effective amid times of authoritative change. In the
event that female chiefs comprehend the significance
of correspondence superior to anything their male
partners as this investigation has illustrated, at that
point organization should feel great employing and
elevating females to administration positions. Kaifi and
Noori (2010) Explain, "Albeit, the two people can build
their passionate knowledge levels, this examination
has demonstrated that ladies have more elevated
amounts of enthusiastic insight which may improve
them the administrator of the 21st century" (p. 19).
Numerous trust that ladies have natural administration
abilities that can make them more receptive,
understanding, and compelling. For instance, some
trust that ladies are more sorted out, sympathetic,
innovative, and responsible. Because of having natural
authority  aptitudes, females comprehend the
significance of associating when conveying. Maxwell
(2010) clarifies, "Associating is the capacity to relate to
individuals and identify with them in a way that builds
your impact on them" (p. 3). There are likewise unique
levels of associating with others relying upon various
variables (e.g., formal versus casual settings). Maxwell

(2010) obviously characterizes connecting with others
at every one of the three levels. While interfacing one
on one, it is essential to "Speak more about the other
individual and less about yourself* (p. 20). While
interfacing in a gathering, "Search for approaches to
compliment individuals in the gathering for their
thoughts and activities (2010, p. 21). At long last, while
associating with a team of people, "let your audience
members realize that you are eager to be with them"
(Maxwell, 2010, p. 21). Each level of interfacing
requires distinctive levels of vitality. Maxwell states,
"Associating dependably requires vitality. The bigger
the gathering, the more vitality that is required to
associate" (2010, p. 93).

Likewise, it is imperative for an awesome
communicator to have the capacity to utilize outward
appearances to pass on particular messages.
Maxwell (2010) legitimizes this essential strategy by
Explaining how "Awesome performing artists can
recount a whole story without articulating a word,
basically by utilizing outward appearances (p. 56).
Compelling communicators can share encounters
that others can identify with. For instance, a pioneer
attempting to associate with his or her adherents can
Explain how he or she has been in their shoes and all
the more significantly can identify with their
encounters. This basic associating component of
identifying with the encounters of others can enable a
pioneer to advance higher benchmarks, improve
assurance, and propel execution levels inside an
association. Maxwell (2010) states, "There's not a
viable replacement for individual experience when we
need to associate with individuals' souls" (p. 63).
Associating with individuals' souls is the most ground-
breaking medium for interfacing. Pioneers who have
a moral picture and who are trusted can impact more
individuals. Maxwell (2010) clarifies, "Trust assumes
a similar part in all connections, and it generally
impacts correspondence. To be a successful
connector as time goes on, you need to build up
validity by living what you convey" and additionally
states, "In the event that you don't, you undermine
trust, individuals disengage from you, and they quit
tuning in  (p. 231). In actuality, "Successful
communicators are agreeable in their own particular
skin. They're certain on the grounds that they realize
what they may or may not be able to, and they incline
toward their correspondence sweet spot when they
address individuals" (Maxwell, 2010, p. 63).
Interfacing when discussing assists with team
cohesiveness; particularly when chipping away at
ventures that require large amounts of profitability,
productivity, and inventiveness. Likewise,
organization have been known to utilize cross
functional teams (individuals from various divisions of
an association filling in as one team) as a more far
reaching medium for building spirit, joining together
and enabling workers, and advancing the idea of
cooperative energy. All things considered, ladies in
the workforce ought to wind up team pioneers due to
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their capacity to recognize the significance of
correspondence, cohesiveness, and inventiveness.

The capacity to connect with individual feelings and
the feelings of others are essential aptitudes for
administrators to have in the 21st century work
environment. As organizational pioneers, supervisors
can set the execution pace and aggregate state of
mind inside their teams through union. Having
preferable abilities of enthusiastic knowledge over their
male partners, female administrators “"can Develop
forceful passionate bonds to different colleagues to the
team itself' (Colquitt, Lepine, and Wesson, 2011, p.
425). Thusly, ladies administrators can Develop larger
amounts of cohesiveness inside their teams, which
thusly, has a tendency to make a climate of high
inspiration and execution. Albeit female directors were
observed to be at preference in making team union,
the outcomes likewise demonstrate that they are more
inclined to oblivious compliance than male
administrators. Gathering think wonders frequently
advance in exceptionally firm teams when "individuals
may endeavor to keep up agreement by endeavoring
toward accord on issues while never offering, looking
for, or genuinely thinking about elective perspectives
and points of view" (Colquitt, Lepine, and Wesson,
2011, p. 425). Being more understanding and
sympathetic than guys, female supervisors may head
toward similarity all the more frequently keeping in
mind the end goal to stay away from showdown and
misconceptions, and to give their colleagues
innovative opportunity. Galbraith's (2010) clarification
of ladies’ common human abilities includes assist
knowledge into why female chiefs may incline toward
assemble think more than male supervisors: "Ladies
have a tendency to want to fabricate organization with
other individuals and consider themselves to be
relative equivalents” and further states, "In this
manner, a relationship characterized by control over
others isn't as normal a state for ladies as it is for men.
Ladies pioneers regularly observe themselves in the
focal point of a web of connections, instead of on a
pyramid" (p. 46). The capacity to Develop attachment
inside their team enables female supervisors to
advance more elevated amounts of execution. This
finding, in any case, likewise shows that the initiative
capacities of female directors have a higher propensity
of being frustrated by bunch think. To use the
advantages of attachment without the negative
ramifications of gathering figure, female directors
ought to embrace preparing in recognizing and
keeping the inconvenient results of union.

The examination discoveries likewise affirmed the
hypothesis that female workers will add to team results
more than male representatives. The creators of this
examination characterize team results as an appraisal
involved two measures: team execution and team
adequacy. Receiving the definitions offered by
Forrester and Tashchian (2006), the creators portray
team execution as a productivity competency that
alludes to the measure of work the team conveys and
its adherence to worldly objectives. Adequacy, then
again, depicts the nature of yield delivered by the team

and whether the team has met its objectives and
goals. Ladies may contribute more to team
undertaking culmination than men since they have the
benefit of being better communicators. Relational
abilities are basic for accomplishment in the present
business world where assignment consummation is
accomplished in authoritative frameworks of numerous
reliant flat and vertical levels. As Colquitt, Lepine, and
Wesson (2011) Explain, "A lot of the present work is
refined reliantly and includes correspondence among
individuals, and in this manner, the adequacy of
correspondence assumes an imperative part in
deciding if there is process pick up or process
misfortune" (p. 422). Besides, correspondence may
profit female representatives by enabling them to
better impart thoughts to individuals, make proposals,
and look for help while experiencing an issue they
can't actually resolve.

Having a higher score in team result commitment
likewise recommends that female representatives
are more adept to following undertaking due dates
and creating higher quality work. This discovering
suggests the conviction that ladies are intrinsically
more composed, imaginative, and sympathetic than
men. Moreover, these characteristics may likewise
add to more elevated amounts of attachment, which
thus, deliver larger amounts of team and undertaking
duty. The consequences of this examination bolster
the likelihood that female representatives have more
noteworthy potential for authority positions inside
organization. It is outstanding, in any case, that
ladies are in truth underrepresented in places of
expert and regularly winless pay than men for doing
likewise work (Colquitt, Lepine, and Wesson, 2011).
The awful the truth is that sex separation is ordinary
in organization. For example, if an agent is required
to pick between a man and a lady having a similar
capability levels, he would select the man, because
of a few confusions across the board among
representatives, for example, the possibility that
ladies include a cost when they take a maternity
leave, that they make questionable organization with
their partners or they don't meet the vital abilities to
be great officials (Lopez-Fernandez et al, 2009).
Discoveries announced by Heckman et al. (2010)
show that men will probably get positive consumer
loyalty  judgments than ladies partners,
recommending that sex segregation is unavoidable
in the overall population, too. Maybe facing sexual
orientation imbalance in the work environment, and
society  everywhere, will empower female
representatives to be Recognize d for their
characteristics and commitments to team results. By
cultivating procedural equity in organization, experts
will enable ladies to quicken their trips up the
organizational step and to get justify raises in view of
occupation execution (Colquitt, Lepine, and Wesson,
2011; Heckman et al., 2010).
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Limitations

There are a few confinements to this investigation and
one is the constrained measure of reactions from each
gathering. This study can be joined with other more far
reaching instruments to improve and affirm the
outcomes. Additionally, future investigations can copy
the examination with a more prominent number of
members that are contrasted with different
organization. Maybe unigque populace gatherings
(higher and bring down administration levels) and
individuals working in different ventures can be
examined independently to take in more about
collaboration. It might likewise be helpful to ponder the
commitment to team results made by male and female
administrators. Besides, investigating the event of
gathering think among male and female
representatives can offer further knowledge into sex
contrasts in organization. At long last, future analysts
ought to consider making an interpretation of the
overview instrument into different dialects to check
whether similar outcomes are valid in organization all
through the world.

CONCLUSION

Hypothetically, it is critical to see how and why
cooperation influences individuals' achievement in the
work environment. Essentially, it is imperative for
directors to know whether collaboration influences
execution since it intermediary’s cohesiveness and
cooperative energy. The examination introduced in this
article obviously recommends that cooperation
influences individuals' professions and  work
environment connections and in this way is deserving
of proceeded with academic examination.
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