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Abstract

This study explores the intersection of work-life balance and diversity management in contemporary workplaces, arguing for
a novel, integrated approach that addresses both issues simultaneously. Work-life balance, long a subject of concern for
employees seeking equilibrium between professional and personal lives, is increasingly intertwined with diversity
management, especially as global workforces become more heterogeneous. This paper examines the challenges and
opportunities of integrating diversity management principles into work-life balance initiatives. Through a qualitative analysis
of 15 case studies across various industries, this study identifies critical factors that influence work-life balance policies,
including gender, age, ethnicity, and family status. The findings suggest that a unified approach to work-life balance and
diversity management can create more inclusive and effective workplace environments that support a diverse workforce. The
paper concludes with recommendations for organizations looking to foster a better work-life balance while effectively
managing diversity.
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INTRODUCTION

At the same time, organizations are increasingly recognizing the importance of diversity management—a
practice aimed at fostering an inclusive workplace environment that respects and values differences such
as gender, ethnicity, age, sexual orientation, and family status. As global workforces become more diverse,
it is crucial for organizations to ensure that policies addressing diversity go hand-in-hand with work-life
balance initiatives. However, research on the intersection of work-life balance and diversity management
is relatively scarce.

In a context where demographic diversity is increasing and the workplace is rapidly changing, both work-
life balance and diversity management represent critical areas for organizations. This paper aims to
examine how these two aspects of organizational policy can be integrated to provide a comprehensive
solution to employees’ needs. We argue that a holistic approach that aligns work-life balance with diversity
management can provide a new solution to the persistent challenges faced by diverse employees in
balancing their professional and personal lives.

In recent decades, the concepts of work-life balance and diversity management have evolved into crucial
areas of focus for organizations worldwide. Both issues have traditionally been handled as separate
concerns, with work-life balance emphasizing the need for employees to manage the demands of their

personal and professional lives, and diversity management focusing on creating inclusive work environments
|
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for a heterogeneous workforce. However, as workplace demographics shift and the nature of work continues
to change, the intersection between these two areas has become more prominent. As a result, organizations
are now beginning to explore how these two critical elements—work-life balance and diversity management—
can be integrated to foster a more holistic and inclusive organizational culture.

Work-life balance refers to the ability of employees to allocate adequate time to both their professional
obligations and their personal lives. The traditional understanding of work-life balance has focused on the
time-based division between work and personal life. However, in the modern workplace, where flexibility,
remote work, and non-traditional hours have become more common, the concept of work-life balance now
encompasses not only time management but also emotional and psychological well-being. Companies are
increasingly aware that maintaining a healthy work-life balance leads to improved employee engagement,
reduced stress, and increased job satisfaction.

On the other hand, diversity management has emerged as a fundamental part of contemporary
organizational strategy, recognizing the need to value and promote diversity in all its forms—gender, age,
ethnicity, disability, sexual orientation, and more. The growing emphasis on diversity is driven by both
social imperatives and business benefits, as diverse teams are shown to drive creativity, innovation, and
better decision-making. However, diversity management goes beyond just recruitment; it is about creating
inclusive environments where people from all backgrounds feel respected, valued, and supported.

While both work-life balance and diversity management are essential for fostering a productive and healthy
workplace, they have often been approached as distinct priorities. Work-life balance policies typically focus
on offering flexible work hours, remote work opportunities, or wellness programs, while diversity
management efforts usually target equity in hiring practices, career advancement, and inclusion programs.
However, the reality is that these two issues are intricately connected. For example, women, parents,
caregivers, and people from minority groups may face unique challenges in achieving work-life balance,
as societal expectations, gender roles, or cultural norms often influence their ability to manage both work
and personal responsibilities effectively.

The growing recognition of the interconnectedness of these two issues—work-life balance and diversity
management—has led to a call for a more integrated approach. In workplaces where diversity is valued,
employees who face specific barriers to work-life balance (such as single parents, caregivers, and
employees with disabilities) can benefit from tailored support mechanisms that accommodate their unique
needs. By combining diversity management with work-life balance initiatives, organizations can create a
more inclusive environment that allows all employees, regardless of their background or life circumstances,
to thrive both personally and professionally.

Despite increasing attention to both areas, the integration of work-life balance and diversity management
is still relatively underexplored in research and practice. The purpose of this paper is to address this gap
by investigating the ways in which diversity management can be aligned with work-life balance policies to
create a more supportive and inclusive workplace. Through an examination of case studies from diverse
sectors, this study aims to identify how companies can successfully manage both dimensions
simultaneously, leading to enhanced employee well-being, higher engagement, and better organizational
performance.

By exploring this intersection, the paper seeks to provide practical insights into how organizations can
|
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effectively integrate work-life balance and diversity management strategies to create a more inclusive,
flexible, and productive work environment. In doing so, it will argue that a unified approach to these issues
offers a more sustainable and effective solution to the challenges that modern organizations face in
supporting a diverse and dynamic workforce.

METHODS

Research Design

To explore the relationship between work-life balance and diversity management, this study employs a
qualitative research design. The research uses case studies from a diverse range of organizations across
multiple sectors, including technology, healthcare, education, and finance. The case studies were selected
based on their implementation of work-life balance initiatives alongside diversity management programs.
The purpose was to gather in-depth insights into how these policies interact and influence each other in
practice.

Data Collection

The primary data collection method was semi-structured interviews, conducted with 15 HR managers,
diversity officers, and employees from the selected organizations. Interviews were designed to explore the
nature of work-life balance initiatives and diversity management practices, including their integration and
any challenges faced. Each interview lasted between 45 minutes to an hour and was recorded with the
consent of the participants. Participants were selected based on their involvement in the development and
implementation of work-life balance and diversity policies within their respective organizations.
Additionally, company reports and policy documents related to work-life balance and diversity management
were reviewed to gain a comprehensive understanding of the practices in place. The data were analyzed
using a thematic analysis approach to identify recurring themes and patterns across the case studies.
Sample

The study involved organizations ranging from small enterprises to multinational corporations, with a variety
of diversity profiles. The sample consisted of 40% private sector organizations and 60% public sector
organizations, reflecting the different organizational environments where work-life balance and diversity
policies are implemented. The selected organizations varied in size, with employee counts ranging from
50 to over 10,000.

RESULTS

1. Integration of Work-Life Balance and Diversity Management

One of the most striking findings of the study is the lack of integration between work-life balance initiatives
and diversity management policies in many organizations. While some companies had robust programs in
either work-life balance or diversity management, very few had a comprehensive approach that unified
these two dimensions. For instance, a large technology firm with a significant female workforce emphasized
flexible working hours and remote work options as part of its work-life balance strategy. However, the
diversity management program focused mainly on gender and racial representation in leadership positions,
without considering the intersectionality of family responsibilities and workplace flexibility.
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On the other hand, companies with integrated approaches, such as a multinational healthcare organization,
had specific policies that recognized the diverse needs of their employees (e.g., single parents, older
workers, employees with disabilities) and linked these to the organization’s work-life balance programs.
Employees in these organizations felt that their personal and family needs were respected, and they had
access to tailored support programs that accommodated their unique circumstances.

2. Impact of Gender and Family Status on Work-Life Balance

A significant theme that emerged was the impact of gender and family status on work-life balance. Women,
particularly those with children, were more likely to report that they had difficulties achieving work-life
balance, despite the presence of flexible work arrangements. While organizations often promoted gender-
neutral work-life balance policies, the reality was that women still disproportionately bore the burden of
caregiving and family responsibilities. Some organizations, however, had implemented targeted support,
such as on-site childcare and parental leave policies, which were seen as crucial for helping women
achieve a better work-life balance.

One participant noted, “Having flexible hours helps, but it's still hard to juggle meetings with picking up
the kids from school. | feel like the burden is still on me even when I'm working remotely.”

3. Age and Cultural Diversity in Work-Life Balance Policies

Another key finding was the role of age and cultural diversity in shaping work-life balance needs. Younger
employees, especially those from multicultural backgrounds, often sought greater flexibility and autonomy
in managing their work schedules. They valued organizations that allowed them to blend work and life in
more fluid ways, whether by offering remote work or compressed workweeks. Older employees, on the
other hand, often prioritized stability and structured hours, especially those who had caregiving
responsibilities for aging parents.

Moreover, cultural factors influenced how employees perceived work-life balance. In some cases, cultural
expectations around family roles and obligations conflicted with work-life balance policies. For instance,
employees from collectivist cultures often found it challenging to embrace the individualistic nature of
remote work and flexible hours, preferring more traditional workplace structures where face-to-face
interaction was seen as essential for relationship building.

4. The Role of Leadership and Organizational Culture

Effective leadership was another critical factor in the success of both work-life balance and diversity
management initiatives. Companies with leadership that actively supported diversity and inclusion efforts,
particularly at the executive level, were more successful in implementing integrated work-life balance
strategies. Employees felt more confident in discussing their needs with leaders who demonstrated genuine
commitment to diverse and inclusive workplace practices.

DISCUSSION

The integration of work-life balance and diversity management has emerged as a critical challenge for
modern organizations, as the traditional silos between these two areas often undermine the effectiveness
of policies designed to support employees. The findings from this study underscore the importance of an
integrated approach to these two areas, revealing both the challenges and opportunities that arise when
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work-life balance initiatives are aligned with diversity management strategies.

1. Need for an Integrated Approach

One of the central findings of this research is that work-life balance and diversity management should not
be viewed as separate or mutually exclusive endeavors. Organizations that manage these areas separately
risk creating fragmented policies that fail to address the diverse needs of their employees. For example,
a flexible working hours policy may benefit some employees, such as those with young children or
caregiving responsibilities. However, without considering the diverse needs of a multicultural workforce,
these policies may not be as effective. Employees from different cultural backgrounds or with varying life
stages (e.g., older workers vs. younger workers) may have distinct needs when it comes to work-life
integration.

This study emphasizes that a more holistic approach to work-life balance that incorporates diversity
management principles is essential for creating a truly inclusive workplace. A key to this integration is
understanding that work-life balance policies must be customized to reflect not only the individual
preferences of employees but also the structural inequalities that exist within a workforce. These inequalities
can be related to gender, caregiving responsibilities, race, age, disability, and other demographic factors.
For instance, organizations that embrace an integrated approach to work-life balance and diversity
management acknowledge that workplace flexibility—in the form of telecommuting, flexible hours, or job-
sharing—benefits employees with caregiving responsibilities. However, such policies should also be
accompanied by diversity-sensitive practices to ensure that minority groups (e.g., women, people of color,
and caregivers) are not disproportionately tasked with the responsibility of balancing work and personal
life. This integrated approach can break down barriers to participation and help foster a more equitable
and productive workforce.

2. The Impact of Gender on Work-Life Balance and Diversity Policies

A significant theme throughout the study is the gendered nature of both work-life balance and diversity
management policies. Despite significant strides made in advocating for gender equality in the workplace,
women—particularly those with children—continue to experience greater challenges in managing work and
family life. Work-life balance policies are often assumed to be neutral, but the reality is that these policies
frequently serve the needs of those with more flexible, traditional life structures—typically male employees
or those without caregiving responsibilities.

The gendered division of labor, both at home and in the workplace, still persists. Women are more likely
to take on caregiving responsibilities, which significantly impacts their ability to fully engage with flexible
work options. This study found that women in the workforce were more likely to report the challenge of
balancing work and family responsibilities, despite organizations offering flexible work hours and remote
work options. While these measures were helpful, they were not sufficient to overcome the social and
cultural expectations placed on women to fulfill both professional and familial roles.

Organizations that recognize these gendered dynamics and introduce targeted, gender-sensitive strategies—
such as shared parental leave, on-site childcare, and parental support networks—are more likely to succeed
in creating a balance that benefits both genders. For example, a leading multinational corporation studied
in this research recognized that offering men the same flexibility options and paid parental leave as women
would contribute to shared caregiving responsibilities. This, in turn, helped women feel less burdened by
|
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the expectation of “doing it all,” and led to improved job satisfaction and employee retention rates.
Moreover, the presence of gender-inclusive policies, which take into account both the unique needs of
women and men in achieving work-life balance, enables companies to create more equitable environments
that do not reinforce traditional gender roles. This is important, as the integration of gender equality into
diversity management ensures that employees are not only supported in their work-life integration but also
empowered to contribute equally to the workplace.

3. The Role of Organizational Culture in Shaping Work-Life Balance

The role of organizational culture in shaping work-life balance and diversity management policies cannot
be overstated. The study found that companies with strong supportive cultures, characterized by open
communication, employee well-being as a priority, and commitment to diversity, were more successful in
integrating both areas effectively. Employees in these organizations were more likely to report high levels
of satisfaction with the work-life balance initiatives in place, as they felt that these policies were designed
with their holistic well-being in mind.

Furthermore, the integration of work-life balance and diversity management is not merely about offering
flexible hours or diversity training but about embedding values of inclusivity into the organizational fabric.
For example, an inclusive organizational culture is one that fosters mutual respect, values differences, and
promotes an open dialogue around issues like caregiving responsibilities, the needs of employees with
disabilities, and the challenges of balancing work with personal life.

Companies with cultures that embrace these principles create environments where all employees feel
comfortable discussing their needs and feel empowered to take advantage of work-life balance policies.
In contrast, organizations with more hierarchical, rigid cultures often struggle to balance diversity and work-
life initiatives, as employees may not feel that they can openly voice concerns or advocate for themselves.
The study also revealed that organizations that actively promote employee engagement in shaping diversity
and work-life policies tend to see greater success. In these workplaces, employees are invited to contribute
ideas for improving work-life integration and are encouraged to provide feedback on the effectiveness of
diversity programs. This fosters a sense of ownership among the workforce, making it more likely that
policies will be well-received and effectively implemented.

4. The Importance of Tailoring Work-Life Balance Policies to Specific Employee Needs

Another critical finding from the research is that one-size-fits-all policies often fail to address the unique
needs of different employee groups. The study found that younger employees, particularly those from
multicultural backgrounds, often sought greater flexibility in how they managed their professional and
personal commitments. For instance, millennials and Gen Z employees typically value the ability to work
remotely or work non-standard hours, which allows them to better juggle work with personal interests,
social activities, and family commitments.

Older employees, by contrast, may prioritize stability and consistency, valuing structured hours and
predictable schedules, particularly if they are responsible for caring for aging parents or other family
members. Employees with disabilities or chronic health conditions may have distinct needs for flexibility in
their work arrangements, including more frequent breaks, specialized equipment, or modifications to their
physical workspaces.

Organizations that acknowledge and adapt to these diverse needs—by tailoring policies that take into
|
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account various age groups, cultural backgrounds, family statuses, and personal situations—are more likely
to experience higher employee retention, increased engagement, and improved organizational performance.
In conclusion, the integration of work-life balance and diversity management is not just a strategic necessity
for modern organizations; it is a moral imperative to create inclusive, supportive workplaces where
employees feel valued, heard, and empowered. As organizations continue to navigate the complexities of
a global workforce, the ability to combine both areas into cohesive policies will be a key differentiator in
attracting and retaining top talent.

The study suggests that organizations should move beyond viewing work-life balance and diversity as
separate issues and instead develop integrated strategies that account for the intersectionality of employee
needs. By doing so, they can create workplaces that are not only more inclusive but also more innovative,
productive, and resilient in the face of the challenges posed by a rapidly changing world.

Future research should continue to explore the ways in which diversity and work-life balance intersect,
with an emphasis on measuring the outcomes of integrated policies and understanding how they affect
employee well-being and organizational success in diverse contexts.

CONCLUSION

In conclusion, the integration of work-life balance and diversity management presents a promising new
approach to addressing longstanding challenges in the workplace. By recognizing the diverse needs of
employees and integrating inclusive policies, organizations can create environments where employees feel
supported and valued. A holistic approach to work-life balance, one that accounts for gender, age, cultural
background, and family responsibilities, will help organizations thrive in a global, multicultural workforce.

REFERENCES

1. Alessandrini, Giuditta, and Marcella Mallen. 2020. Diversity Management: Genere e Generazioni per
una Sostenibilita Resiliente. Roma: Armando Editore. [Google Scholar]

2. Amorevole, Rosa Maria. 1999. | denominatori comuni di una banca del tempo. Animazione Sociale,
72-86. [Google Scholar]

3. Asif, Mohammad, Parvez Alam Khan, Fatima Irfan, Mohd Salim, Amin Jan, and Mantasha Khan.
2023. Is gender diversity is diversity washing or good governance for firm sustainable development
goal performance: A scoping review. Environmental Science and Pollution Research 30: 114690-705.
[Google Scholar] [CrossRef] [PubMed]

4. Bacchi, Carol Lee. 1996. The Politics of Affirmative Action: ‘Women’, Equality and Category Politics.
London: Sage Publications. [Google Scholar]

5. Balbo, Laura. 1978. La doppia presenza. Inchiesta 32: 3-6. [Google Scholar]
6. Ballestrero, Maria Vittoria. 1979. Dalla tutela alla parita. La legislazione italiana sul lavoro delle

donne. Bologna: Il Mulino. [Google Scholar]

http://www.academicpublishers.org 7


https://scholar.google.com/scholar_lookup?title=Diversity+Management:+Genere+e+Generazioni+per+una+Sostenibilit%C3%A0+Resiliente&author=Alessandrini,+Giuditta&author=and+Marcella+Mallen&publication_year=2020
https://scholar.google.com/scholar_lookup?title=I+denominatori+comuni+di+una+banca+del+tempo&author=Amorevole,+Rosa+Maria&publication_year=1999&journal=Animazione+Sociale&pages=72%E2%80%9386
https://scholar.google.com/scholar_lookup?title=Is+gender+diversity+is+diversity+washing+or+good+governance+for+firm+sustainable+development+goal+performance:+A+scoping+review&author=Asif,+Mohammad&author=Parvez+Alam+Khan&author=Fatima+Irfan&author=Mohd+Salim&author=Amin+Jan&author=and+Mantasha+Khan&publication_year=2023&journal=Environmental+Science+and+Pollution+Research&volume=30&pages=114690%E2%80%93705&doi=10.1007/s11356-023-30211-6&pmid=37848790
https://doi.org/10.1007/s11356-023-30211-6
https://www.ncbi.nlm.nih.gov/pubmed/37848790
https://scholar.google.com/scholar_lookup?title=The+Politics+of+Affirmative+Action:+%E2%80%98Women%E2%80%99,+Equality+and+Category+Politics&author=Bacchi,+Carol+Lee&publication_year=1996
https://scholar.google.com/scholar_lookup?title=La+doppia+presenza&author=Balbo,+Laura&publication_year=1978&journal=Inchiesta&volume=32&pages=3%E2%80%936
https://scholar.google.com/scholar_lookup?title=Dalla+tutela+alla+parit%C3%A0.+La+legislazione+italiana+sul+lavoro+delle+donne&author=Ballestrero,+Maria+Vittoria&publication_year=1979

AMERICAN ACADEMIC PUBLISHERS

7. Ballestrero, Maria Vittoria. 2009. La conciliazione tra lavoro e famiglia. Brevi considerazioni
introduttive. Lavoro e Diritto 2: 161-72. [Google Scholar] [CrossRef]

8. Basaglia, Stefano, Simona Cuomo, and Zenia Simonella. 2022. L’organizzazione inclusiva. Pari
opportunita e diversity management. Milano: SDA Bocconi e Egea. [Google Scholar]

9. Beauregard, T. Alexandra, Maria Adamson, Aylin Kunter, Lilian Miles, and lan Roper. 2020. Diversity
in the work-life interface: Introduction to the special issue. Equality, Diversity and Inclusion: An
International Journal 39: 465-78. [Google Scholar]

10. Bieber, Florian, and Roland Bieber. 2021. Negotiating Unity and Diversity in the European Union.
London: Palgrave MacMillan. [Google Scholar]

11. Bimbi, Franca, and Angela Maria Toffanin. 2017. La conciliazione tra lavori e care nella crisi
europea. Prospettive in viaggio tra passato e presente. Autonomie e Servizi Locali 3: 549-80.

[Google Scholar] [CrossRef]

12. Bombelli, Cristina. 2009. Reinterpretare il Diversity Management: Dalla diversita alla
pluralita. Sviluppo & Organizzazione 231: 45-48. [Google Scholar]

13. Bombelli, Maria Cristina. 2010. Management plurali: Diversita individuali e strategie organizzative.
Milano: Etas. [Google Scholar]

14. Buemi, Marco, Massimo Conte, and Gabriele Guazzo. 2015. Il Diversity Management per una
crescita inclusiva. Strategie e strumenti. Milano: Franco Angeli. [Google Scholar]

15. Calafa, Laura. 2004. Congedi e rapporti di lavoro. Padova: Cedam. [Google Scholar]

16. Calafa, Laura. 2005. Azioni positive possibili tra lotta alla discriminazione e promozione
dell’eguaglianza. Lavoro e Diritto 2: 273-93. [Google Scholar] [CrossRef]

17. Chieregato, Elisa. 2020. Conciliazione vita-lavoro: La nuova Direttiva UE sull’equilibrio tra attivita
professionale e vita familiare. |l Lavoro nella Giurisprudenza 2: 125-33. [Google Scholar]

18. Chinchilla, Nuria, and Maruja Moragas. 2010. Artefici del nostro destino. Realizzare sé stessi tra
lavoro e famiglia. Bologna: Fausto Lupetti Editore. [Google Scholar]

http://www.academicpublishers.org 8


https://scholar.google.com/scholar_lookup?title=La+conciliazione+tra+lavoro+e+famiglia.+Brevi+considerazioni+introduttive&author=Ballestrero,+Maria+Vittoria&publication_year=2009&journal=Lavoro+e+Diritto&volume=2&pages=161%E2%80%9372&doi=10.1441/29427
https://doi.org/10.1441/29427
https://scholar.google.com/scholar_lookup?title=L%E2%80%99organizzazione+inclusiva.+Pari+opportunit%C3%A0+e+diversity+management&author=Basaglia,+Stefano&author=Simona+Cuomo&author=and+Zenia+Simonella&publication_year=2022
https://scholar.google.com/scholar_lookup?title=Diversity+in+the+work-life+interface:+Introduction+to+the+special+issue&author=Beauregard,+T.+Alexandra&author=Maria+Adamson&author=Aylin+Kunter&author=Lilian+Miles&author=and+Ian+Roper&publication_year=2020&journal=Equality,+Diversity+and+Inclusion:+An+International+Journal&volume=39&pages=465%E2%80%9378
https://scholar.google.com/scholar_lookup?title=Negotiating+Unity+and+Diversity+in+the+European+Union&author=Bieber,+Florian&author=and+Roland+Bieber&publication_year=2021
https://scholar.google.com/scholar_lookup?title=La+conciliazione+tra+lavori+e+care+nella+crisi+europea.+Prospettive+in+viaggio+tra+passato+e+presente&author=Bimbi,+Franca&author=and+Angela+Maria+Toffanin&publication_year=2017&journal=Autonomie+e+Servizi+Locali&volume=3&pages=549%E2%80%9380&doi=10.1447/89542
https://doi.org/10.1447/89542
https://scholar.google.com/scholar_lookup?title=Reinterpretare+il+Diversity+Management:+Dalla+diversit%C3%A0+alla+pluralit%C3%A0&author=Bombelli,+Cristina&publication_year=2009&journal=Sviluppo+&+Organizzazione&volume=231&pages=45%E2%80%9348
https://scholar.google.com/scholar_lookup?title=Management+plurali:+Diversit%C3%A0+individuali+e+strategie+organizzative&author=Bombelli,+Maria+Cristina&publication_year=2010
https://scholar.google.com/scholar_lookup?title=II+Diversity+Management+per+una+crescita+inclusiva.+Strategie+e+strumenti&author=Buemi,+Marco&author=Massimo+Conte&author=and+Gabriele+Guazzo&publication_year=2015
https://scholar.google.com/scholar_lookup?title=Congedi+e+rapporti+di+lavoro&author=Calaf%C3%A0,+Laura&publication_year=2004
https://scholar.google.com/scholar_lookup?title=Azioni+positive+possibili+tra+lotta+alla+discriminazione+e+promozione+dell%E2%80%99eguaglianza&author=Calaf%C3%A0,+Laura&publication_year=2005&journal=Lavoro+e+Diritto&volume=2&pages=273%E2%80%9393&doi=10.1441/19216
https://doi.org/10.1441/19216
https://scholar.google.com/scholar_lookup?title=Conciliazione+vita-lavoro:+La+nuova+Direttiva+UE+sull%E2%80%99equilibrio+tra+attivit%C3%A0+professionale+e+vita+familiare&author=Chieregato,+Elisa&publication_year=2020&journal=Il+Lavoro+nella+Giurisprudenza&volume=2&pages=125%E2%80%9333
https://scholar.google.com/scholar_lookup?title=Artefici+del+nostro+destino.+Realizzare+s%C3%A9+stessi+tra+lavoro+e+famiglia&author=Chinchilla,+Nuria&author=and+Maruja+Moragas&publication_year=2010

