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|ix|Preface
         

         I started the journey of studying occupational stress when I was a graduate student.
            Immersed in theories, hypotheses, data analyses, and publications, I rarely spent
            time worrying about the employees behind each datapoint I collected ... until 1999.
            
         

         Fast forward to 2007, Prof. Irvin Schonfeld asked me, as president of the Society
            for Occupational Health Psychology, to write an article in its inaugural newsletter.
            In the article, I reflected on what I had learned that day in 1999. 
         

         It was a colorful New England fall afternoon. A colleague stopped by my office and
            told me he had lost his job due to company-wide layoffs. He had worked at this company
            for about 20 years, and it had been his first job after he graduated from university.
            I walked with him in the company garden, and listened to him as he expressed frantic
            disbelief, anger, and fear. After approximately 30 minutes had passed, he told me
            his stomach was starting to ache badly. His physical and emotional pain struck me
            hard that day!
         

         This incident and its impact, which I witnessed more than 2 decades ago, is one of
            the main reasons I decided to write this book that provides scientific reviews of
            the evidence regarding occupational stress, and which offers practical as well as
            evidence-based preventive management strategies to combat different job stressors
            (e.g., workplace misstatement, work–family conflict) that employees inevitably face
            daily. 
         

         Peter Y. Chen

         May 2023

         Auburn, Alabama
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Description
         

         
            No one should have to die while trying to make a living.

            Smallwood (2007)
            

         

         Work provides employees with pride and a sense of purpose, and reinforces beliefs
            of being independent and resourceful. Yet, more than 60% of employed adults in 2019
            identified work as a major source of stress in a survey conducted by the American Psychological Association (2019). It is not surprising that occupation stress has long been considered a national
            health problem by the US National Institute for Occupational Safety and Health (Sauter et al., 1990). This view has also been held by the International Labour Organization (ILO) (2016) and the European Agency for Safety and Health at Work (2018). 
         

         Because of the prevalence of stressful incidents encountered by people at work, the
            World Health Organization (WHO) (2019) recently included job stressors and their adverse outcomes in the 11th revision
            of the International Statistical Classification of Diseases. Similarly, a new diagnostic category of trauma and stress-related disorders, such as posttraumatic stress disorders resulting from encountering traumatic events
            at work (e.g., bullying), has been added into the 5th edition of the Diagnostic and Statistical Manual of Mental Disorders (American Psychiatric Association, 2013). Indeed, workplaces are constantly filled with psychosocial health hazards that
            paradoxically attenuate the expected benefits that the jobs could have offered. 
         

         A moral and ethical question is, how can our professionals put joint efforts into
            building a psychologically safe and healthy workplace for hardworking people around
            the world? Imagine an employee in Victoria, Australia, being constantly insulted and
            called ugly and fat by her coworkers. That was what 19-year-old waitress Brodie Panlock
            had experienced before she died by suicide (Brodie’s Law, 2011). Also imagine the sanitation workers in Alabama who wore diapers to work because
            they were denied bathroom breaks outside of their sole 30-minute break per 8-hr shift
            (Southern Poverty Law Center, 2016). Imagine too, a female worker whose supervisor repeatedly made sexually explicit
            comments to her and other female coworkers. The supervisor also made lewd and vulgar
            gestures, and physically harassed his staff, for example, by pressing his private
            parts into one female worker’s back. When she stood up to her supervisor, her hours
            were cut, she lost pay, and within a week she was fired (US EEOC v. New Breed Logistics, 2015). These cases may seem extreme, but similar cases continue to occur. 
         

         |2|For instance, a series of workplace sexual harassment and assault cases have been
            revealed since the 2016 #MeToo movement, involving, for example, Roger Ailes at Fox
            News, Charlie Rose at PBS, Matt Lauer at NBC, the Royal Canadian Mounted Police, and
            the US Army. Recently, an executive at Imperial Pacific International (IPI) instructed
            a female employee to escort a drunk male customer to his villa, where she was forcefully
            kissed and subjected to unwelcome sexual propositions. IPI had a practice of retaliating
            against female employees for complaining about sexual harassment by terminating them
            or forcing them to quit (US Equal Employment Opportunity Commission, 2021).
         

         Similarly, incidents of workplace aggression continue to occur. One afternoon in March
            2021, an Uber driver in San Francisco, Subhakar Khadka, was cursed, attacked, coughed
            on, and pepper-sprayed by two female passengers. And just for a moment, pretend you’re
            Amazon warehouse worker, Jenny. She leaves her post for a 30-minute lunch break, and
            the clock starts counting down immediately. Jenny needs to walk across a warehouse
            the size of 14 football fields to access the cafeteria for a $4 cold sandwich. If
            she makes it within 30 minutes, she is lucky. If she does not, she may suffer adverse
            consequences, including a pay cut or even job loss (Associated Press, 2021). 
         

         A recent report revealed that Japan’s extreme overwork culture (working long hours,
            working more days, and not taking holiday leave) persists, even after the first case
            of karoshi (overwork death) was reported in 1969, and the Work Style Reform Bill was passed
            to address overwork issues in 2018. A Japanese engineer, Hideyuki, with two children
            aged 4 and 6 years, took only 2 days off from work in 2019, which was more than in
            previous years, even though he is entitled to 20 days annual leave. He was too afraid
            of his manager saying something for taking days off (BBC, 2020). 
         

         Occupational stress research over the past century has provided convincing evidence
            that stressful working conditions likely adversely affect workers’ immune systems,
            physical and mental health, and the well-being of their families. In addition, stressful
            work conditions are associated with disruption to organizational growth and societal
            progress (Chen et al., 2023). Hassard et al. (2018a) estimated the economic cost resulting from stressful job experience in eight developed
            countries: It ranged from US $221.13 million to US $187 billion per year, of which
            productivity loss accounted for 70% to 90% and health care costs accounted for 10%
            to 30%. Furthermore, the WHO and the ILO have jointly estimated that 488 million people,
            or 8.9% of the global population, worked more than 55 hrs per week in 2016 (Descatha et al., 2021). In addition, Descatha et al. (2021) have estimated that 745,194 deaths and 23.3 million disability-adjusted life years
            from ischemic heart disease and stroke combined were attributable to overwork. 
         

         Is making a living worth the risk of a worker’s well-being? It is the central question
            we shall contemplate throughout this book. I will first provide a description of key
            concepts, including occupations, occupational stress, job stressors, and consequences
            of job stressors in Chapter 1. In Chapter 2, I will discuss how work conditions and organizational characteristics pose threats
            or harms to people’s well-being and how organizational improvements can |3|be made, via the lens of prominent occupation stress theories or models, including
            role stress theory, transactional theory, person–environment fit theory, and the job
            demands–resources theory (including the effort–reward imbalance model, the demands–control
            model, and the demands–control–support model). These theoretical frameworks shed light
            on how exposure to job stressors adversely affect people’s well-being and the growth
            of an organization. Furthermore, these frameworks provide directions for how to proactively
            combat and manage job stressors and job strains. 
         

         In Chapter 3, I introduce the major job stressors identified by Burke (2019), Goh et al. (2015), the ILO (2016), McGrath (1976), and Sonnentag and Frese (2003). These frequently encountered job stressors include role stressors (role conflict,
            role ambiguity, role overload, and illegitimate tasks), work versus family and nonwork
            conflict, workload and workplace telepressure, lack of control or autonomy, organizational
            constraints, organizational justice, organizational politics, and workplace mistreatment.
            Adverse impacts of these job stressors are also presented primarily based on meta-analytic
            results when available. 
         

         Finally, in Chapter 4, I will describe organizational stress management intervention programs which are
            preventive in nature. These intervention programs are designed to help employees recover
            from work (Hahn et al., 2011); to craft employees’ job demands and resources via seeking resources, seeking challenges,
            and optimizing job demands (Demerouti et al., 2020); to promote supervisory support to reduce work–family conflict (Odle-Dusseau et al., 2016); to promote supervisory support to prevent abusive and uncivil behaviors (Gonzalez-Morales et al., 2018), and to redesign work to promote job control (Bond & Bunce, 2001; Holman & Axtell, 2016; Logan & Ganster, 2005). 
         

         
1.1  Terminology and Definitions
         

         
1.1.1  Occupations
         

         To better understand occupational stress, it is helpful to know first what an occupation
            entails, as well as the relationship between an occupation and people who work in
            that occupation. As an example, I will use information provided by the Occupational Information Network (O*NET) (2021) to explain what the occupation of, for example, “a mental health counselor” entails.
            That refers to a collection of similar job titles such as mental health specialist, mental health therapist, behavior analyst, or correctional
            counselor. In general, a group of people with similar job titles engages in certain
            prescribed tasks or work activities to achieve organizational goals. Work activities
            for mental health counselors may include counseling clients regarding their personal
            needs, or teaching clients life skills or coping strategies. These activities are
            often performed in face-to-face discussions with others, often working indoors and
            using email, and mental health counselors have quite |4|a lot of freedom to make decisions without supervision. To perform these work activities,
            mental health counselors are required to be knowledgeable (e.g., knowledge of principles,
            methods, and procedures for diagnosis, treatment, and rehabilitation of physical and
            mental dysfunctions, and for career counseling and guidance), have certain skills
            (e.g., be aware of others’ reactions and understand why they react as they do), abilities
            (e.g., to listen to and understand information and ideas presented through spoken
            words and sentences), job experience (e.g., the job requires extensive experience),
            and education (e.g., most counselors have an advanced degree).
         

         Work activities in any occupation, as well as required knowledge, skills, abilities,
            and other characteristics to perform work activities, play an import role in any understanding
            of occupational stress, and that includes the contexts in which the work activities
            are performed. There are various social and physical factors associated with those
            work contexts, which influence how people do their work. People in some occupations
            may be inherently exposed to higher risks of occupation-related physical and mental
            health than people in other occupations. For instance, drywall installers use their
            hands and arms to install big, heavy drywalls onto vertical or horizontal surfaces
            repetitively each day. Because their work contexts consist of physical demands, drywall
            installers in this occupation are at a higher risk of suffering musculoskeletal injuries
            or disorders in their back and shoulder areas, such as rotator cuff tendonitis or
            tendon strain (Chiou et al., 2000). Similarly, police patrol officers maintain order and protect life while they are
            exposed to life-threatening or emotionally draining events during their shift. For
            example, they regularly have to handle abused children or domestic violence, encounter
            people who have been killed or injured, or assist people in distress. The physical
            and social demands inherent in these work contexts put first responders at a higher
            risk of physical and mental illness, such as cardiovascular disease (CVD) morbidity
            or burnout (Zimmerman, 2012).
         

         In addition to the physical and social factors associated with work contexts, which
            influence how people do things, organizational characteristics affect people’s behaviors
            and attitudes. Imagine people in the same occupation but working in two different
            organizations: organization A and B. In organization A, uncivil and abusive behaviors
            are not disciplined or penalized, interpersonal conflict occurs frequently, and productivity
            and profits are valued more than employees’ health and safety. Organization B is the
            opposite of organization A. It does not take a rocket scientist to predict that people
            from the two organizations would have very different work experiences, emotions, attitudes,
            and interaction relationships, as well as ways of doing their work, even for people
            who hold the same or similar job titles.
         

         
1.1.2  Occupational Stress
         

         Over the past century, we have witnessed an increase in occupational stress research.
            In a centennial special issue of the Journal of Applied Psychology, Bliese et al. (2017) tallied up an increase of occupational stress research |5|from 173 articles (1917–1966), to 213 articles (1967–1996), to 220 articles (1997–2017).
            Since Work & Stress, a journal specifically devoted to occupational stress research, was first published
            in 1987, other journals with similar scopes have emerged, including Journal of Occupational Health Psychology (first published in 1997), International Journal of Stress Management (in 2003), and Occupational Health Science (in 2017). 
         

         While there are many journals devoted to occupational stress research, the term “occupational
            stress,” has been interpreted differently by different people, including researchers.
            First, occupational stress has been referred to as work-related stimuli or job stressors
            posing a threat to workers’ well-being or behaviors. Job stressors can be any work-related stressful event, such as being yelled at by a boss or receiving
            conflicting or incorrect instructions from supervisors while performing a task. Job
            stressors can also be characteristics of a job, such as the fast pace of cutting in
            a meat-packing facility, little freedom to make decisions, or a 12-hr shift in a remote
            area each day for a few continuous weeks followed by several days off at home. 
         

         Yet occupational stress has also been referred to as job strain or the individual response to job stressors. This view is rooted in an early view
            of stress as a fight or flight reaction. In sum, occupational stress is often interpreted as (1) job stressors (i.e.,
            work-related stressful events or the characteristics of a job), (2) job strains (i.e.,
            employees’ responses to job stressors), or (3) both job strains and job stressors
            (Jex et al., 1992). 
         

         To avoid confusion when using the word “stress,” I specifically refer to job stressors
            as stressful events at work or job characteristics, and job strains as employees’
            reactions to perceived stressful events. Furthermore, I refer to occupational stress
            as a body of research (McGrath, 1976) or as a process: “A situation wherein job-related factors interact with a worker
            to change (i.e., disrupt or enhance) his or her psychological and/or physiological
            condition such that the person (i.e., mind-body) is forced to deviate from normal
            functioning” (Beehr & Newman, 1978, p. 669–670).
         

         The effects of job stressors on workers have generally been studied in field settings.
            Without an adequate research design, such as manipulating job stressors in a controlled
            setting, it is challenging for occupational stress researchers to provide definitive
            evidence for causal effects in field research. Two classic stress studies, however,
            have provided convincing evidence regarding the negative impacts of stressful events.
            The first study showed that stressful life events increased the rate of infection
            among healthy people who reported major stressful life events (Cohen et al., 1991). Healthy subjects in this study received one of five respiratory viruses or saline
            (placebo) via nasal drops. They also reported the number of major life events that
            had had negative impacts on them in the past year, their ability to cope with current
            demands, and negative emotions. These measures subsequently formed a psychological
            stress index via a principal component analysis. The research team found that an increase
            in psychological stress index was associated with an increase in infection rate after
            controlling for more than 15 potential confounding variables (e.g., personality variables,
            health practices, white cell counts prior to being exposed). 
         

         |6|The second study showed that an increase of daily stressful events was related to
            a smaller number of antibodies found in saliva (Stone et al., 1994). Middle-aged men in the study reviewed 80 events that had occurred in the past 24
            hrs for up to 12 weeks. Each event was rated daily on a scale from extremely desirable
            to extremely undesirable. Results showed that an increase in desirable events was
            positively associated with an increase in antibodies. In contrast, there is a negative
            relationship between the number of undesirable events and antibodies. Interestingly,
            while the research team investigated events classified by content (e.g., work, leisure,
            household), they found a negative relationship between undesirable events at work
            and antibodies, but there was no relationship between desirable events at work and
            antibodies. Overall, both studies provide convincing causal evidence that stressful
            events likely adversely affect our well-being. 
         

         
1.1.3  Job Stressors
         

         Work conditions play a vital role in shaping people’s perceptions. Yet, the same work
            condition (e.g., being given a lot of responsibilities to organize workflows) may
            be perceived as stressful by one individual but not by another. Therefore, it is important
            to recognize the important role of personal appraisal, perception, and/or interpretation
            of work conditions, and distinguish between work conditions and perceived work conditions,
            while studying job stressors, defined as work conditions appraised to be stressful, threatening, or harmful. It is perceived stressful work conditions (being appraised as such) that I will focus on in this book.
         

         
Chronic and Acute Job Stressors
         

         Job stressors can be classified into two categories based on the duration and frequency
            of stressful events: chronic job stressors and acute job stressors. Chronic job stressors can further be classified as chronic intermittent job stressors and chronic prolonged job stressors (Chen, 1991). Chronic intermittent job stressors occur periodically – for example, having a weekly
            meeting with a rude colleague. In contrast, chronic prolonged job stressors persist
            continuously for a long period of time, such as having an abusive supervisor who often
            yells at their subordinates. 
         

         There are two types of acute job stressors: acute time-limited job stressors and acute sequential job stressors (Chen, 1991). Acute time-limited job stressors appear during a very short period, such as during
            an explosion in a factory, or the temporary closure of a restaurant due to a natural
            disaster. Acute sequential job stressors emerge over an extended period as the result
            of initial events. For example, using the example of an explosion in a factory, employees
            may need to work at unusually high speeds to make up for production losses, or with
            regard to a restaurant closure, the business may face unexpected financial challenges.
         

         
|7|Challenge and Hindrance Stressors
         

         Some conventionally studied stressful events (e.g., working under tight deadlines)
            have been found to be either positively correlated or uncorrelated with job satisfaction and performance (e.g., Payne et al., 1988). These patterns have led researchers to classify job stressors a priori into either
            challenge or hindrance stressors. Challenge stressors may lead to strain yet energize people to accomplish tasks at the same time. In contrast,
            hindrance stressors lead to strain without energizing people (Horan et al., 2020). However, as Horan et al. pointed out, both types of job stressor are not mutually
            exclusive, solely appraised by people, and not static across different time, circumstances,
            and occupations. Simply put, the same work conditions (e.g., challenging projects)
            or job characteristics (e.g., responsibilities to make consequential decisions) may
            or may not be appraised as stressful by different people at different times, under
            different circumstances, or holding different occupations. As shown by Webster et al. (2011), people appraise the same job stressors as both challenges and hindrances to varying
            degrees. 
         

         
Regulation Uncertainty, Regulation Obstacles, and Overtaxing Regulations
         

         Another way to categorize job stressors is based on types of disruption or disturbance
            in the process of regulating people’s actions to perform work activities or achieve
            expected goals (Frese & Zapf, 1994). People are generally motivated to pursue goals to meet their needs. These goals
            can be to become rich, to obtain a medical degree, to read a book, to learn a foreign
            language, to find a spouse, etc. While pursuing goals at work, we constantly regulate
            our actions (e.g., using tools or technologies, planning a sequence of work activities,
            modifying plans, coordinating activities or other plans, involving other team members,
            developing new tasks or new plans). Emphasis on how action regulations are disturbed
            or disrupted offers insightful understanding about job stressors because the same
            work conditions or job characteristics may or may not be perceived as stressful within-person
            and/or between-persons across time. This classification also explains why a work condition,
            or a job characteristic may affect our regulations via more than one type of disruption.
            In other words, a job stressor can be categorized by more than one type of disruption.
            Because of its flexibility and explanatory utility, in this book, this classification
            is chosen to explain how key job stressors affect people at work.
         

         According to Frese and Zapf (1994), there are three types of regulation disruption: regulation uncertainty, regulation obstacles, and overtaxing regulations. Regulation uncertainty occurs when people are unsure how to accomplish assignments
            or work activities, because of too much work or a lack of needed knowledge, skills
            and abilities, or other experience. It could also happen when individuals are uncertain
            or unable to assess which courses of action should be taken to achieve goals. Furthermore,
            individuals may experience uncertainty about their actions when they receive insufficient
            or delayed feedback from others (Jackson & Schuler, 1985). Other examples include situations in which individuals are unclear about their
            duties, roles, |8|or the expectations on them, or when individuals receive two or more conflicting instructions
            or expectations. Overall, these uncertain conditions are stressful because employees’
            regulation of actions are disrupted, which interferes with their ability to achieve
            their goals. 
         

         The second type of disruption is regulation obstacles, which refers to objects or
            conditions that interfere with people’s ability to perform work activities and disrupt
            actions that help them achieve their goals. It can be extremely frustrating when people
            do not have the needed tools, equipment, materials, supplies, budgetary support, job-related
            authority, or other resources to perform their work activities (Peters et al., 1980). This can also happen when people’s actions are disrupted by other people or external
            conditions. Imagine the anxiety and fear that poultry workers experienced when they
            did not have adequate personal protection equipment and could not maintain social
            distances at work during the COVID-19 pandemic! Similarly, working parents, particularly
            women, experience tremendous conflicting pressures while juggling work and family
            (either work interferes with family, or family interferes with work; Carlson et al., 2000). Often, regulation obstacles can be colleagues or supervisors with whom people work.
            For instance, people may feel threatened and hurt at work if their coworkers often
            shut them out of the conversation or ridicule their opinions or appearance, or supervisors
            keep important work-related information from them (Howard et al., 2020). 
         

         Overtaxing regulation, the third type of disruption, refers to the speed and intensity
            of regulating people’s action to accomplish goals. People often experience pressures
            and exert high energy at the same time to get tasks done under time constraints, even
            if they have the needed knowledge, skills, abilities, etc. Yet, work conditions or
            certain job characteristics with a persistent requirement to be fast paced and use
            intensive energy can disrupt how people regulate their actions to achieve competing
            goals, because their mental and physical capabilities may gradually become worn out.
            Imagine working parents constantly juggling their time among taking care of their
            children, maintaining their marital relationship, pursuing individual interests and
            hobbies, completing dynamic and challenging tasks, and working with people with different
            interests or ideas. Their actions to achieve multiple goals are inevitably disrupted
            by demands from different sources.
         

         
1.1.4  Causal Relations: Job Stressors and Strains
         

         Most occupational stress research has been conducted via cross-sectional designs,
            which limit any causal conclusions that can be made about adverse effects of job stressors
            on job strains. Evidence documenting the adverse effects of stressors on strains has
            been demonstrated with rigorous research design (e.g., Cohen et al., 1991; Stone et al., 1994). Contrary to the conventional wisdom, however, strains (e.g., burnout) or individual
            characteristics (e.g., anxiety) may also create stressors in some circumstances. 
         

         |9|Spector et al. (2000) proposed the stressor creation hypothesis in which people with certain dispositions,
            such as high levels of neuroticism or depression, may get into conflicts with others
            more often and manage work activities less efficiently. In addition, their neurotic
            or depressed behaviors likely instigate negative reactions from others at work, which
            in turn make them feel more anxious or depressed. Furthermore, jobs with certain characteristics
            attract employees with certain characteristics. Spector et al. (1995) have documented that people with high levels of anxiety tend to be found in jobs
            with low job autonomy (a job stressor to be discussed in Chapter 3), and people with high levels of optimism tend to be found in jobs with high job
            autonomy.
         

         Bakker and Demerouti (2017) have also provided evidence to support the proposition that job strains likely create
            job stressors. People with high levels of job strain tend to create obstacles by themselves
            and self-undermine regulation of their actions. As a result of job strains, these
            self-undermining behaviors (e.g., poor skills in communication and emotional control,
            low job performance, and poor interpersonal relationships) subsequently create more
            job stressors as well as cyclical job strains over time. 
         

         Furthermore, reciprocal effects between job stressors and job strains have been demonstrated
            in a recent meta-analysis. Based on 48 longitudinal studies, Guthier et al. (2020) found evidence that job stressors and burnout were reciprocally associated. Foremost,
            the size of the effect of job stressors on burnout (i.e., stressor effect) over time
            tended to be smaller than that of burnout on job stressors (i.e., strain effect) over
            time. In sum, the above review suggests that job stressors and job strains could be
            reciprocally related if examined over time. Under either stressor-effect or strain-effect
            circumstances over time, employees’ regulations of work activities are nonetheless
            disrupted. In the next section, we will survey what consequences of job stressors
            have been studied in occupational stress research.
         

         
1.1.5  Consequences of Job Stressors
         

         Variables used to study the consequences of job stressors are typically classified
            into four levels: process, individual and family, organizational, and societal/national (Beehr & Newman, 1978; Hassard et al., 2018a). I will present the consequences of each level in the following sections. References
            regarding self-reports of widely studied individual and family level outcome variables
            are listed in Appendix 1. 
         

         
Process Level Variables 
         

         This group consists of variables that are considered to be intermediate or mediating
            variables that link between actual job stressors and individual outcomes. Neurological
            reactions, physiological arousals, emotions, perception of the environment, appraisal
            or interpretation of the environment, and decisions to respond or not, as well as
            other cognitive processes such as working memory, executive function, and self-regulation
            (Beehr & Newman, 1978; |10|Rafaeli et al., 2012) are examples of process variables within individuals. Because process variables
            occur within individuals, these variables are inevitably influenced by individual
            characteristics and dispositions such as self-efficacy, self-esteem, optimism, the
            Big Five personality traits (i.e., Openness, Conscientiousness, Extraversion, Neuroticism,
            and Agreeableness), locus of control, workaholism, Type A behavior patterns, and hardiness.
            Discussion of individual characteristics and dispositions, however, is beyond the
            scope of this book. 
         

         
Individual and Family Level Variables 
         

         Consequences of job stressors at this level include four main categories of outcomes:
            physical, psychological, behavioral, and family. Although these outcomes are described
            separately in each of the sections that follow, interrelationships among these categories
            should be underscored. For instance, obesity (a physical outcome) is often related
            to overeating or alcohol use (behavioral outcomes).
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