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This study aimed to find out partially and simultaneously the influences of job
satisfaction and organizational commitment on turnover intention of nursing
staff at Bunda General Hospital Palembang. This study used qualitative data
through questionnaire statements quantified using a Likert scale of 1-5 points
to measure the attitudes, opinions, and perceptions. The total population was
144 people of which 20 of them were used in the survey before starting this
study. Therefore, the number of samples was 124 people using the population
sampling technique. The data were collected by using a questionnaire that had
been tested for its validity and reliability with the result that it was reliable and
usable. Multiple Regression Analysis Technique was used to analyze the
collected data. The results of the study showed that partially the job satisfaction
and organizational commitment had a significant influence on turnover
intention; and simultaneously, had a negative and significant effect on turnover
intention. The findings are expected to be used to improve the performance of
nursing staff by providing authority according to task performance, recognition
as appreciation for success in completing work well, and increasing
organizational commitment to reduce the intention to quit or leave the
company.
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1 Introduction

Hospitals generally function to provide optimal health services for the community. In addition, the hospitals must also
have quality resources to support these services. With quality resources, they can produce maximum output in the form
of products or services to improve health services.

The tight competition in the development of services in hospitals encourages hospital management to develop their
resources so that the desired health services can be achieved properly. Rasche et al. (2017), stated: “Hospitals evolve
into economic entities facing severe competition alongside multiple dimensions". In other words, the hospitals are
increasingly developing into economic entities that face stiff competition with various dimensions.

According to Mobley et al. (1978), a turnover intention is a form of employee behavior based on the employee's
own decision to leave his/her job. According to Robbin (1996), there are two categories of why employees leave their
jobs as follows, (1) Voluntary Turnover occurs when the employee's decision to leave the organization voluntarily is
due to other professional reasons to terminate the employment relationship with the company, and (2) Involuntary
Turnover occurs if the employer's decision to terminate the employee's employment relationship is uncontrollable for
the employee undergoing it.

In hospital service companies, nursing staff (nurses and midwives) are one of the determining factors in creating
satisfaction for patients because they usually relate to patients from the time of examination to the time they will be
hospitalized. According to Rogers et al. (2004), there is a tendency that hospital nursing staff to work longer hours
with less rest time and often less time to recover between shifts. Scheduled shifts may be eight, twelve, or even sixteen
hours and may not follow the traditional pattern of night and night shifts. While twelve-hour shifts usually start at 7
p.m. and end at 7 a.m., some shifts start at 3 a.m. and end at 3 p.m.

Employee turnover issues which are increasingly high in some working areas may directly affect the human
resource procedure of recruiting, selecting, training, and maintaining the workforce. In addition, in case a lot of the
number of nursing staff quit the organization, workload, and overtime for existing nursing staff get highly increased,
and consequently may reduce their productivity level resulting from low confidence, enthusiasm, and discipline of the
employees. For that reason, high productivity and performance can be obtained by considering that it is very essential
for a hospital to get support and contribution from their nursing staff (Lapane & Hughes, 2007). There has been a
variety of research and study conducted on turnover issues. For example, job satisfaction can assist to raise employee
commitment and motivation. Kristanto et al. (2014), and Saeed et al. (2014), carried out a study on the turnover
intention that showed that job satisfaction had a negative and significant effect on turnover intention. Dissatisfied
nursing staff would eventually leave the hospitals they work in and at the same time, the hospitals lose the knowledge
that they have contributed. In other words, if the hospitals decide to hire new nursing staff to fill those who quit but
their dissatisfaction does not comply with them either, this matter might influence the hospital's daily operation. To
this end, the turnover will recur again.

Keeping employees in the company is one of the important roles of human resource management in a company.
Employees who feel that the company can no longer guarantee their welfare will intend to resign from the company
and choose to move to a company that is considered more attractive to them. When they already have the desire to
leave, they will feel indifferent to the company, do not care about the activities of the organization, and tend to be
closed to the organization. This phenomenon is rife not only in the country but also occurs in several countries,
especially in the Asia Pacific region. This employee turnover is caused by the attitude and intention of employees to
move or quit their workplace which is called turnover intention (Jacobs & Roodt, 2007).

Bunda General Hospital (RSUB) Palembang is one of the private hospitals that can be classified as a service
provider organization that also relies on the quality of services provided to the community. Speed of service,
friendliness, the effectiveness of action, and comfort for patients and visitors will be the key to success in managing a
hospital. However, often the performance of hospital management that is already so good will be disrupted by various
behaviors of nursing staff that are difficult to prevent. One of these behaviors is the decision of nursing staff to leave
the company (turnover). Based on the data from 2016 to 2020, the average percentage of employee turnover at RSU
Bunda Palembang was 11.13% (HRD RSU Bunda Palembang, 2020). According to Gillies (1994), the normal
turnover percentage ranges from 5 - 10% per year, above 10% the turnover belongs to a high category.

The presurvey on job satisfaction and organizational commitment was carried out at Bunda General Hospital
Palembang to find out the nursing staff's (20 nurses and midwives) perceptions on the two variables (Burhanudin &
Tambun, 2021). The pre-survey focused on the dimensions of the job itself, responsibility, and promotion. The result
showed that each employee had a lack of job satisfaction, particularly on the dimension of responsibility in which 75%
of respondents chose Disagree. Presumably, there occurred a feeling of dissatisfaction among the nursing staff.
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Meanwhile, the result of the pre-survey of organizational commitment conducted on 20 respondents of nurses and
midwives at RSU Bunda Palembang showed that the three indicators related to organizational commitment, namely
Affective, Normative, and Sustainable Commitments, on average agreed by the respondents by 38.33% which
belonged to the medium criteria. In other words, the nursing staff at Bunda Palembang General Hospital might lack a
sense of organizational commitment and this phenomenon is an interesting problem to be investigated further.

Robbins et al. (2017), states that "the Organizational Commitment is a state in which an employee takes side to a
certain organization and has the goal and intention to hold out his membership at the organization”. Organizational
commitment is a condition in which an employee sided with a particular organization and has the goals and intentions
to maintain membership in the organization (Astiti & Surya, 2020). In other words, commitment is a form of dedication
or obligation that binds to other people, certain things, or certain actions. Commitment itself can be done voluntarily
or without coercion. Organizational commitment can be distinguished from job satisfaction (Raziq & Maulabakhsh,
2015; Sy et al.,, 2006; Lu et al., 2002). Commitment refers to an individual's emotional response to the whole
organization, while satisfaction refers to an emotional response to a specific aspect of the job. The relationship between
job satisfaction and intention to leave the workplace only explains a small part of the variance, so it is clear that the
employee turnover intention process model must use other variables outside of job satisfaction as the only explanatory
variable (Arshadi & Damiri, 2013; Schwepker Jr, 2001). Turnover intention includes the construct of organizational
commitment as a concept that also explains the process as a form of behavior. Organizational commitment can be
distinguished from job satisfaction (Chen, 2006; Tnay et al., 2013; Devece et al., 2016). Commitment refers to an
individual's emotional (affective) response to the whole organization, while satisfaction refers to an emotional response
to a specific aspect of the worker.

2 Materials and Methods

In this study, there are approximately three (3) research objectives and hypotheses used as a guideline for the researcher
to work on. Below are the specific objectives used as a reference in this study. The specific objectives aimed to find
out: 1) partially, the effect of job satisfaction on turnover intention; 2) partially, the effect of organizational
commitment on Turnover Intention; and 3) simultaneously the effect of job satisfaction and organizational commitment
on Turnover Intention. The conceptual framework was developed based on the effects of independent variables of Job
Satisfaction (X1) and Organizational Commitment (X2) on the dependent variable (YY) Turnover Intention:

Job Satisfaction (X1)

1. Achievement
2. Recognition
3. The work itself
4. Responsibility i Hi
5. Opportunity for advancement Turnover Intention
or promotion o .
1. Thinking about quitting
— : A >~ 2. Intention to find
Organizational Commitment 3 alternative
(X2) 3. Intention to quit
- H2

1. Affective Commitment
2. Normative Commitment
3. Sustainable Commitment

Figure 1. Conceptual framework of the study

Research hypotheses

The research hypotheses in this study were specific statements of prediction that the researchers expected. Therefore,
the researchers used alternate hypotheses to identify if there is a significant effect between the independent variables
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with the dependent variable mentioned earlier. The hypothetical model in this study is based on the theoretical studies
made for each problem formulation. The following hypotheses are formulated:

1. H: = Job Satisfaction has a positive and significant effect on Turnover Intention.

2. Ho; = Job Satisfaction does not have a positive and significant effect on Turnover Intention.

3. Hy = Organizational Commitment has a positive and significant effect on Turnover Intention.

4. Ho, = Organizational Commitment has no positive and significant effect on Turnover Intention.

5. Hs = Job Satisfaction and Organizational Commitment have a positive and significant effect on Turnover

Intention.
6. Hosz = Job Satisfaction and Organizational Commitment simultaneously do not effect on Turnover Intention.

In this research, a survey questionnaire was designed according to the objective of the study, and it was used to gather
accurate and fewer biased data. The questionnaire consisted of the demographic characteristics of the respondents in
the first section followed by 16 statements of job satisfaction, 6 statements of organizational commitment, and 10
statements of turnover intention. These statements were measured using a 5 level Likert scale developed by Likert
(Likert, 1932).

The population was 144 respondents of the nursing staff of the RSU Bunda Palembang. The sampling technique
used population sampling: all population was taken samples. Twenty of whom were taken samples used in the
preliminary survey. Thus, 124 questionnaires were distributed among the nursing staff and the results were analyzed
using descriptive and inferential statistics by utilizing the Statistical Package for Social Science (SPSS) version 16.0.

As mentioned earlier, descriptive statistics were used to analyze the respondents’ demographic data such as gender,
age, educational level, and years of service working in the organization. The data was presented via frequency and
percentage. On the other hand, inferential statistics were used to find out the effects of independent variables on the
dependent variable. The hypotheses were analyzed using Pearson’s Correlation Coefficient, and the signs of the
correlation coefficient indicate the strength of the relationship or the degree of association between the two variables.
The independent variables for this study include job satisfaction and organizational commitment. On the contrary, the
dependent variable was the nursing staff’s turnover intention (Revilla-Camacho et al., 2015).

The validity test was carried out by comparing the Pearson Product Moment correlation value found in the data
processing results with the help of the SPSS program with the value of r is the Pearson Product Moment table. The
critical value of correlation (r-table) with as many as 30 respondents at a significance of 5% is 3.61 in the PPM rapje.
If the reount is greater than repie (0.361), the item is valid; If reount is less than reape (0.361), the item is invalid.

The results of the validity test of the instrument variables, respectively for the variables Job Satisfaction (X1),
Organizational Commitment (Xz), and Turnover Intention (Y) had reoune greater than repe. Therefore, all items of the
statements in the variables of (X1), (X2), and (Y) were valid and could be used as research instruments in this study.

The results of the instrument reliability test of the research variable showed that the Cronbach Alpha values of the
three s of Job Satisfaction (X1), Organizational Commitment (X3), and Turnover Intention (Y) were 0.970, 0.971, and
972 respectively which were greater than 0.60. Consequently, all variables in this study could be relied on and used.

Table 1
Results of reliability test
. Cronbach’s Cutt N of N of I
Variable Alpha Off Case Item Description
Job satisfaction (X1) 0,970 > 0,60 30 16 Reliable
Organizational Commitment (X2) 0,971 > 0,60 30 6 Reliable
Turnover Intention (Y) 0,972 > 0,60 30 10 Reliable

Source: Processed Questionnaire Data, 2021
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3 Results and Discussions

Demographic characteristics

Table 1 shows the range of age and gender of the respondents. There were 16 males (about 13%) fewer than females
(87%). Meanwhile, the majority of the age of the nursing staff ranged between 25 — 34 years old (92 respondents).
Table 2
The range of age and gender

Number of Male Number of Female

e, LR A Respondents Respondents i
1 20 — 24 years old 2 4 6
2 25 — 29 years old 11 40 51
3 30 — 34 years old 2 39 41
4 35— 39 years old 1 11 12
5 40 — 44 years old - 5 5
6 45 — 49 years old - 5 5
7 50 — 54 years old - 2 2
8 55 — 59 years old - - -
9 60 — 64 years old - 2 2

Total 16 108 124

Source: Processed Questionnaire Data, 2021

As for the education qualifications and tenure of service, Table 2 indicates that there were 83 respondents (67%) who
graduated from Diploma 3 Nursing and Midwifery Education Program, and 41 respondents (33%) graduated from the
Nursing Profession study program. The tenure of them was categorized into three groups of years of service, namely
less than 2 years of service, 2 to 5 years of service, and more than 5 years of service.

Table 3
Education qualifications and tenure of service

No  Education Qualification <2 Years 2-5 Years >5Years  Total
1 D3 Nursing 10 35 4 49
2 D3 Midwifery 5 14 15 34
3 Undergraduate Professional Nurse 25 10 6 41

Total 40 59 25 124

Source: Processed Questionnaire Data, 2021

Classical assumption test results
Normality test results

The normality test is the normality of the data distribution. in parametric statistical analysis, it is used for the
assumption that the data is normally distributed (Suharyadi & Purwanto, 2004). Meanwhile, according to Sulhan
(2009), the normality test is intended to determine whether the residuals of the regression model studied are normally
distributed or not. The test normality used the Kolmogorov-Smirnov test > 0.05.

According to Latan & Temalagi (2013), the normality can be detected by looking at the spread of point data on the
diagonal axis of the graph. If the data spread around the diagonal line and follows the direction of the diagonal line,
then the regression model fulfills the assumption of normality. On the other hand, if the data spreads far from the
diagonal line and or does not follow the direction of the diagonal line, then the regression model does not meet the
assumption of normality. Figure 1 shows that the data were normally distributed since they spread around the diagonal
line and followed the direction of the diagonal line, the regression model fulfilled the assumption of normality.

Primasheila, D., Perizade, B., Hanafi, A., & Widiyanti, M. (2022). The influences of job satisfaction and
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Turnover_Intention

Expected Cum Prob

00 T T T T
00 02 04 08 03 10

Observed Cum Prob

Figure 1. Normality test results with Scatter Plot
Multicollinearity test results
A multicollinearity test was conducted to test whether the regression model found a correlation between the
independent variables. Table 4 shows that there was no multicollinearity between the independent variables because it

shows a VIF value of less than 10. Thus, in this model, there was no multicollinearity problem.

Table 4
Multicollinearity test results

Variables VIF Cutt Off Remarks
Job Satisfaction (X1) 1,001 > 10 No Multicollinearity
Organizational Commitment (X2) 1,001 > 10 No Multicollinearity

Source: Processed Questionnaire Data, 2021
Heteroscedasticity test results

Heteroscedasticity was tested using the Spearman rank correlation coefficient test, which correlated the absolute
residuals of the regression results with all independent variables. Figure 3 shows that the residual data spread well
above and below point 0 in the regression model and did not form a certain pattern. Since a good model is obtained if
there is no certain pattern on the graph, such as gathering in the middle, narrowing then widening, and vice versa.
Consequently, there was no symptom of heteroscedasticity in the regression model.

Scatterplot

Dependent Variable: Turnover_Intention

Regression Standardized Predicted Value

T T
-3 -2 o 2 4

Regression Studentized Residual

Figure 2. Normality Test Results with Scatter Plot
Source: Processed Questionnaire Data, 2021
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Multiple linear regression analysis results

Multiple linear regression analysis was used to find out the direct relationship that occurred between the independent
variables, namely Job Satisfaction (X1) and Organizational Commitment (X2), to the dependent variable, namely
Turnover Intention (Y). Table 5 shows the results of multiple linear regression calculations.

Table 5
Results of multiple linear regression analysis test

Coefficients®

Model Unstandardized Coefficients  Standardized Coefficients
B SD Beta
1 (Constant) 43,538 4,317
Job Satisfaction -,146 ,057 -,223
Organizational Commitment -,340 ,151 -,95

Source: Processed Questionnaire Data, 2021
KK =43,538 + (-,146) b1.X; - 0,100 h,. X5
From Table 5, three conclusions are drawn as follows:

(1) The constant value of 43,538 indicates that if there are no Job Satisfaction and Organizational Commitment
variables then Turnover Intention is 43,538.

(2) The regression coefficient value of the Job Satisfaction variable is -0.146, indicating that if the Job Satisfaction
variable is added by 1 unit, Turnover Intention will decrease by -0.146.

(3) The regression coefficient value for the Organizational Commitment variable is -0.340 indicating that if the
Organizational Commitment variable is added by 1 unit, the Turnover Intention will decrease by -0.340.

Results of Correlation Coefficient (r) and Coefficient of Determination (R2)

The value of the correlation coefficient (r) between the independent variable and the dependent variable was 0.817 or
81.7% shown in Table 6 as follows:

Table 6
Test Results of Correlation Coefficient (r) and Coefficient of Determination (R2)

Model Summary®
Model R R Square Adjusted R Square Std. Error of the Estimate
1 0.817° 0.668 0.659 3,53556
Source: Processed Questionnaire Data, 2021

This showed that the correlation or relationship between the independent variable and the dependent variable was
very strong (in the range of 0.80 — 1.00) which can be seen in Table 7. The close relationship and the magnitude of
the influence between the independent variable and the dependent variable are given in Table 7 as follows:

Table 7
Guidelines of correlation coefficient interpretation
Interval Coefficient Relationship Level

0.00-0.199 Very Low
0.20-0.399 Low
0.40-0.599 Medium
0.60-0.799 Strong
0.80-1.000 Very Strong

Source: Sugiyono, 2008
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The coefficient of determination (R?) of 0.668 indicated that the independent variables, namely Job Satisfaction (X1)
and Organizational Commitment (X2) explained the dependent variable, namely Turnover Intention (Y) of 66.8%,
while the remaining 33.2% was explained by other factors excluded in this study such as motivation, compensation,
skills, training, facilities and infrastructure, career development and work environment (Armstrong & Baron, 1998).

Hypothesis test results
Partial test results (t-Test)

The t-test was used to test the significance of the relationship between the independent and dependent variables,
whether the independent variables affected the dependent variable partially. For this test, the obtained coefficient
values were real or not between teount at the 5% confidence level or = 0.05. The results of the t-test can be seen in Table
8 as follows:

Tabel 8
Partial test results (t-Test)

Coefficients?
Standardized

e Coefficients Beta t Sig.

1 (Constant) 10,086 ,000
Job Satisfaction -,223 -2,565 ,012
Organizational Commitment -,195 -2,253 ,026

Source: Processed Questionnaire Data, 2021

Table 8 reveals that (1) the Job Satisfaction Variable (X1) has a significant value of 0.012 which is smaller than 0.05.
This means that the Job Satisfaction variable (X1) has a significant influence on Turnover Intention (Y). These results
indicate that the first hypothesis on the Job Satisfaction variable has a negative and significant effect on the Turnover
Intention of Nursing Staff at Bunda Hospital Palembang, and (2) the Organizational Commitment Variable (X2) has a
significant value of 0.026 which is smaller than 0.05. This means that the variable Organizational Commitment (X>)
has a significant effect on Turnover Intention (). These results indicate that the second hypothesis on the variable
organizational commitment has a negative and significant effect on the Turnover Intention of Nursing Staff at Bunda
Hospital Palembang.

Feasibility test results (Test F)

The results of the F test were used to show whether all the independent variables included in the model together
influenced the dependent variable. Funie Was obtained from the significant level (0.05) with df 1 = k-1 (number of
variables = 3-1 = 2) and df2 = (n-k-1) (124-2-1 = 121) then the value obtained from the Fipe was 3.08. From the
calculation, the Feount Value was 6.007. Due to the value of Feount > Franle (4.089 > 3.08), while the significance level was
0.003 < 0.05, then Ho was rejected and H was accepted, meaning that job satisfaction (X1) and organizational
commitment (X2) variables significantly affected turnover intention (Y). Thus, these results answer the research
objective that job satisfaction affects turnover intention.

Table 9
F-test results
Model Sum of Squares df Mean Square F Sig.
1 Regression 1401.460 2 700.730 6.007 .003°
Residual 14114.411 121 116.648
Total 15515.871 123

a. Dependent Variable: Turnover Intention
b.  Predictors: (Constant), Job Satisfaction, Organizational Commitment
Source: Processed Questionnaire Data, 2021
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Guidelines of frequency measurement category

Following the measurement guidelines according to Azwar (2012), the frequency of the items chosen by the
respondents was categorized into three, Low, Medium, and High of each variable as follows:

Table 10
Guidelines of frequency measurement category
Variables Low Medium High
Job Satisfaction X <40 40<X<56 56<X
Organizational Commitment X<14 14<X<22 22<X
Turnover Intention X <23,33 23,33 < X<36,67 36,67<X

The effect of job satisfaction on turnover intention

The results of the partial test (t-test) showed that the Job Satisfaction variable (X1) da a significant value of 0.012 which
was smaller than 0.05. This means that the job satisfaction variable had a significant influence on the turnover intention
variable () of health workers at Bunda Hospital Palembang. In other words, the higher the job satisfaction of health
workers at Bunda Hospital in Palembang, their turnover intention will decrease. This is in line with the theory of job
satisfaction factors (Syptak et al., 1999; Weir, 1976) that strong determinants of job satisfaction are achievement,
recognition, work itself, responsibility, and opportunities for advancement or promotion. This result is supported by
the frequency of respondents’ answers related to the job satisfaction variable; the average total value is 57, meaning
that based on the category criteria for calculating the frequency of the Job Satisfaction variable, it is in the high
category. More interestingly, the total average of all respondents' answers to each statement (16 statement items) on
the job satisfaction variable was 3.405 interpreted as a "neutral” category. In other words, there was the potential for
health workers at Bunda Hospital to be satisfied and dissatisfied at the same time.

The results of previous relevant studies were among others conducted by Anggraeni & Perdhana (2016), Ibrar
(2015), Sakul (2018), De Simone et al. (2018), Reukauf (2018), Susilo & Satrya (2019), and Setiyanto & Hidayati
(2017) regarding job satisfaction on turnover intention also showed a strong influence of job satisfaction on turnover
intention.

The effect of organizational commitment on turnover intention

Partially, based on the results of the t-test, the variable Organizational Commitment (Xz) has a significant value of
0.026 which is smaller than 0.05 indicating that this variable had a significant effect on turnover intention. Thus, the
result proves that the second hypothesis has a negative and significant effect on the turnover intention variable for
health workers at Bunda Hospital Palembang. That is, the higher the level of organizational commitment of health
workers, the lower their turnover intention.

The results of this study are supported by the results of previous relevant research conducted by Pelamonia (2019),
that leadership, among others, affects employee performance. The same thing is also shown from the results of
Kuntardina's research (Kuntardina, 2017), which states that organizational justice and supervisor-employee
relationships affect nurses' intentions to change their jobs.

Based on the theory according to Robbins et al. (2017), that organizational commitment shows the state of an
employee in favor of a particular organization and its goals and desires to maintain membership in the organization. It
can be said that high involvement means taking sides with an employee's particular job. Meanwhile, high
organizational commitment means siding with the organization that recruited the employee. The organizational
commitment variable asked for 6 (six) statement items. The result was also supported by the category criteria for
calculating the average frequency of the Organizational Commitment variable with a value of 23, 467 or in the high
category.

The results of the partial test (T-test) indicate that the variable Organizational Commitment had a positive and
significant effect on the Turnover Intention of Nursing Personnel at Bunda Hospital Palembang. The organizational
commitment identified as how far health workers identify themselves with the organization and their involvement in
certain organizations is very important in reducing the turnover intention of health workers at Bunda Palembang
Hospital. The positive commitment of health workers will reduce their intention to leave the company. According to
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Robbins and Judge (Robbins et al., 2017), organizational commitment is a condition in which an employee sided with
a particular organization and its goals and desires to maintain membership in the organization. For that reason, job
involvement means taking sides with an individual's particular job, while organizational commitment means taking
sides with the organization that recruited the individual.

The simultaneous effect of job satisfaction and organizational commitment on turnover intention

This study showed that there was a significant effect between job satisfaction and organizational commitment on the
turnover intention of nursing staff at Bunda Hospital Palembang. The results of linear regression indicated that the
correlation between the independent and dependent variables is very strong. These results are supported by some of
the relevant previous studies conducted by Ibrar (2015), Sakul (2018), Putra et al. (2017), and Susilo & Satrya (2019),
that job satisfaction and organizational commitment partially and simultaneously affect turnover intention.

4 Conclusion

Based on the research objectives and hypotheses that have been determined in the previous chapter, the results of the
data analyses showed that job satisfaction had a positive significant effect on the turnover intention of health workers
at Bunda Hospital Palembang, the organizational commitment had a significant negative effect on the turnover
intention of health workers at Bunda Hospital Palembang, and there was a significant effect between job satisfaction
and organizational commitment on the turnover intention of nursing staff at Bunda Hospital Palembang.
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