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Abstract
According to the theory of organizational change, this paper takes Jing Yi
Network Technology Co., Ltd. as an example to analyze the problem of employee pressure and employee resistance caused by organizational change. In
order to more comprehensively discuss the causes of employee pressure and
resistance under organizational change, the impact of employee pressure and
resistance on enterprise development, and the countermeasures to reduce the
pressure and resistance of employees, it is carried out from four aspects: organizational structure change, organizational personnel change, organizational technology change and organizational culture change. Finally, some
suggestions and future prospects are put forward.
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1. Introduction
With the emergence of related concepts such as organization, the related research of organizational reform and change keep emerging. For example, Nigam, et al. (2016) believe that organizational change is a progressive process as
well as a dynamic development process, they also summarize that research with
organizational change mainly focuses on the background, type, main content,
development trend, as well as employee pressure and resistance to change
brought by organizational change [1]. Furthermore, research on the pressure
and resistance of employees brought by organizational change is mainly reflected in the following aspects: 1) Taking the source of the factors hindering the
change as the research objects, Chen et al. (2015) believe that senior managers
DOI: 10.4236/jss.2019.75005
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have the most serious influence on organizational change in enterprises [2],
while Stephen and Mary (2013) believe that the hindering factors mainly include
personal factors and social factors [3]. 2) Studies on different types of resistance.
Stephen P. Robbins has pointed out that the type of resistance to change depends
on the field in which it occurs. 3) Research on methods to reduce resistance to
change. Many scholars proposed six solutions of participation, simplification,
negotiation, communication, control and compulsion (Gersick, 1991; Stephen
and Mary, 2013) [3] [4]. Based on this, Colin (2015) further proposed six solutions of education, communication, participation, promotion, support, negotiation and compulsion [5]. Change is a dynamic process of change. According to
the changes of the external environment, organizations adjust themselves to
adapt to the external environment and internal changes, so as to achieve
long-term development of the organization. Therefore, the research on organizational change is also in constant development and change. Due to the large
scale of Jingyi Network Technology Co., Ltd., the scope of organizational change
has been relatively large in recent years. In addition, through my research, it is
found that the pressure and resistance of Jing Yi employees in organizational
change is a common phenomenon in many enterprises with wide applicability.
Therefore, this paper takes Jing Yi Network Co., Ltd. as an example to analyze
the pressure and resistance of employees under organizational change in a more
specific way.

2. A Review of Studies on Employee Pressure and Resistance
Caused by Organizational Change
With the emergence of related concepts such as organization, the related research of organizational reform and change keep emerging. Through literature
review, it is found that existing studies on organizational change mainly focus on
the connotation, motivation, content and dimension of organizational change, as
well as the process and influencing factors of organizational change.

2.1. Connotation of Organizational Change
For organizational change, different scholars have different understanding and
views, so there is no clear unified definition in the academic world. Lindel (1979)
believes that organizational change is a series of optimization activities and
processes carried out by an organization to coordinate with its internal and external environment [6]. Meng Fanxiang et al. (2008) proposed that organizational change is a dynamic process that develops continuously with the external
environment [7]. Zhang Yongsheng (2008) also believes that organizational
change is a systematic project, which mainly includes the change of organizational members, organizational structure and organizational technology and
tasks [8]. Based on the previous discussion, this paper argues that organizational
change as a dynamic process of organizations adjust themselves to adapt to the
external environment and internal changes, so as to achieve long-term developDOI: 10.4236/jss.2019.75005
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ment of the organization, it mainly includes changes in organizational technology, structure, personnel and culture.

2.2. Related Research Employee Pressure and Resistance
Caused by Organizational Change
With the increasing number of studies on organizational change, the research on
the influencing factors of organizational change has attracted more and more
attention from scholars. For the research on influencing factors, most scholars
focus on the hindrance of employees to organizational change. Di Yang (1998)
found that organizational members resisted the introduction of new technologies, management path dependence resisted changes, employees were afraid of
uncertainty and failure, and individual interests and overall interests were not
coordinated [9]. Based on DiYang (1998) study, Qi Zhenhong (2008) put forward further hinder organizational change are the major factors of employees’
fear and doubt, vested interests do not want to lose interest, uncertainty, group
pressure and refuse to be constraints [10], in addition, there are some scholars
think that organizational culture will also hinder the consistency of the organizational change (Graetz et al., 2010; Chen Geng et al., 2011) [11] [12]. Therefore,
this paper will also analyze the pressure and resistance of employees in Jingyi
Network Technology Co., Ltd. from the above aspects.

3. The Status Quo of Organizational Change in Jing Yi
Jing Yi, founded in 2005, is a large classifieds site, called the Shanghai Jing Yi
Network Technology Co., LTD., its business scope includes: dealer services, real
estate, recruitment and service, According to the official website of Jing Yi Network Technology Co., LTD., now the customer more than one hundred million
people, new information as many as ten million per month, 367 key cities all
over the country, in the current classification information website competitive
circumstances, it is necessary to constantly carry out organizational changes and
improve their competitive advantages. Since organizational change includes
changes in organizational technology, structure, personnel and culture, this paper will carry out research from these four aspects.

3.1. Technological Change
The technical changes in Jing Yi can be divided into three main categories. The
first is the replacement of equipment. When the company was founded in 2005,
due to the shortage of funds, the office equipment was relatively simple at that
time. Dozens of square meters of office space, a couple of 20 employees had several old computers, and all relied on manual work, the workflow is
time-consuming and inefficient, through continuous organizational changes, the
company implemented office computerization and work automation, so that
each employee has a new version of desktop computer. Each computer is
equipped with a landline phone, and each employee has his own desk and office
DOI: 10.4236/jss.2019.75005
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equipment.
The second is the change of working mode and working environment. From
the initial paper-based office, the staff searched for resources on their own,
transformed into computer-based office, and established the customer pool of
the whole company. From the original direct door-to-door visit, the staff transformed into telephone call first to find out the intention of the customers, and
then visited the company through the address provided by the customers on
their own initiative. The working time has changed from the original 10-hour
system to the present one with five days off and two eight-hour working days.
The working environment has also changed from the original dozens of square
meters to hundreds of square meters. The office area of corresponding departments and the independent office environment of corresponding leaders have
been set up, which has improved the external competitiveness and competitive
advantage of the company.
The third is the improvement of employees’ knowledge and skills. Due to the
change of working mode and equipment, employees must have the corresponding working ability. Through the training of the required ability of employees,
employees need to master a variety of skills instead of the basic business ability,
which increases the work efficiency of employees. It also increases the profitability of the enterprise.

3.2. Organizational Structure Change
Functions and Powers
Organizational structure change mainly includes two aspects. First, changes in
functions and powers. When Jing Yi was just established, the boundaries between departments were not clear and the functions of employees overlapped, so
the individual work of employees was not very clear. As a result, the work efficiency of the enterprise is low. The company changes its organizational structure
by setting up a linear functional system, which makes employees have clear
rights and responsibilities and significantly improves their work efficiency. The
change of the management power of the fine network is very obvious. The original system is centralized. The general manager makes decisions independently
without consulting the staff, so the flow of power is unidirectional, from top to
bottom. Now is distributed to the employee’s work gives greater authority, the
reform of the general manager and staff communication company, gives power
to the corresponding staff, through employee feedback regularly, and get to
know work condition, the power to make the development of the company below and dispersion is no longer a person to make a decision, but to make employees to participate in, to provide more decision-making and development,
but also improve the staff's organizational commitment, enhance the enterprise’s
innovation ability and business activity.
Second, changes in departments and levels. The expansion of the company,
will inevitably lead to the changes in the amplitude of the hierarchy and manDOI: 10.4236/jss.2019.75005
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agement, refined from the original single organization structure of the two layers, the development for a more complete more hierarchical chain of command,
from the original business, no department to now according to the company’s
main products are divided into four major departments, is divided into four
large dealer, recruitment, real estate, and the service, each big department is
equipped with the personnel, financial and other functional departments, and
each big department in every year, every month have a specific goal, have corresponding rewards and punishment system, department of subdivided make
business more regularized.

3.3. Personnel Change
Personnel change can be mainly divided into three aspects. The first is a change
in staff attitudes. With the change of salary performance and incentive policy,
the working attitude of employees in Jing Yi is constantly changing, because the
original no matter what job to do, is to receive a fixed salary every month, lead to
employees working hours just want to complete the company’s rules, and most
of the employees working, the overall working efficiency is lower, the atmosphere is depressed, the relationship between employees and managers is like cat
and mouse, work or not work completely on the supervision of the manager, so
invisible increased the workload of administrators, also encourages the employees slacking psychology, with the continuous development of organizational
change, the company formulated the corresponding incentive mechanism. The
policy of increasing basic salary and commission has changed the working attitude of employees. Employees are not only willing to work overtime, but even
ask to work overtime, which has increased the operating efficiency and efficiency
of the company.
The second is the change of employee expectation, cognition and behavior.
Employees’ expectations and cognition of the enterprise determine their attitude
towards work and indirectly determine the degree of achievement of enterprise
goals, so Jing Yi have recognized this problem at a very early age, and fundamentally educate and train employees so that they have the right attitude, so as
to achieve the long-term development of the enterprise. In addition, Jing Yi
enables employees to have positive behaviors through educational communication and mutual supervision and help among employees.
The second is the change of personnel promotion system and salary performance appraisal system. The promotion system of precision is changed from the
original position vacancy of the company to the promotion based on the seniority of employees, and then to the promotion based on performance that is evaluated every two months. If you meet your goals in two months, you can move
up a level in the third month. For the promotion space from S1 to S10, if the
employee is promoted to S10, he can apply to be a manager and lead the team by
himself. This kind of change has virtually accelerated the development of the
company, but at the same time, it has changed a lot of aspects of the company.
DOI: 10.4236/jss.2019.75005
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3.4. Cultural Change
The change of corporate culture is mainly reflected in the company’s beliefs and
values. Every Monday, the company holds an early morning meeting for all the
employees. In each meeting, the company’s belief is read out, so as to establish
the value system of the company. Jing Yi has been advocating employees to learn
“yangming mind learning”. It is Wang Yangming’s work and a state of mind
when facing difficulties. Jing Yi uses it to motivate employees for changing the
mentality of employees to work, so that employees can face the trough of the
work with an optimistic attitude, thus employees better work for the company.
In addition, it also includes some changes in cultural characteristics. The company’s culture includes material culture and spiritual culture. In the company’s
material culture, in the form of weekly banner changes, there are visible signs in
conference rooms, lobbies, and even on employees’ workstations, with monthly
and quarterly targets, as well as the development of competitors. In the company’s spiritual culture, The company plays motivational music every morning to
keep employees energized, before going to work in the afternoon, the part of
playing games was added to make employees have a positive mental state to enter the work and improve the work efficiency of employees. Through the dual
changes of spiritual culture and material culture, employees’ satisfaction with the
company has been significantly improved.

4. Employee Pressure and Resistance Analysis
4.1. Sources of Stress
4.1.1. Employee Pressure under Personnel Change
First, the company promotion space increases, causes the company interior
competition to become more intense. Employees are eager to have their efforts
rewarded, but after all, the company’s promotion is limited, which increases the
psychological pressure of employees. Schwarz and Stensaker (2016) put forward
that with the development of the times and economy, employees have greater
psychological expectations for their salary and power, which strengthens the
psychological comparison among employees, making the pressure of employees
more unbearable [13].
Second, because of the special promotion system, the subordinate can immediately become his or her own level or superior, so the relationship between the
leader and the led will change. Liu jia (2017) believes the way people get along
with each other has changed, which inevitably brings about changes in the interpersonal relationship and pressure on employees [14].
Finally, Personnel change leads to continuous changes in the leadership team
of the company. Rolf and Valeria et al. (2018) put forward each leader's strategic
approach, leadership style, and requirements for employees are different, employees need to adjust their state to face the changing leadership style at any
time, and the pressure brought by this cannot be ignored [15].
DOI: 10.4236/jss.2019.75005
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4.1.2. Employee Pressure under Organizational Structure Change
The change of business direction may change the development process of the
enterprise. The strategy of an enterprise is the guide for the development of the
enterprise. Richardson et al. (2017) believes that the change of strategy will lead
to the change of the middle-level and grass-roots operations of the enterprise,
which requires the cooperation and coordination of all the employees of the enterprise, thus bringing certain pressure to the employees [16].
The change of enterprise management level and range is a great challenge for
both enterprise managers and ordinary employees. There is a close relationship
between management level and range. Management range refers to the number
of employees directly managed by a manager, while management level refers to
the number of managers in an enterprise. The larger the range is, the smaller the
management level will be. Castillo and Fernandez et al. think a mature management model is that the organization tends to be flat [17]. For managers, no matter how big the range of management, they need to effectively manage employees, for employees, they need to cooperate with managers and coordinate all
aspects. So, there is a certain pressure on both managers and ordinary employees.
4.1.3. Employee Pressure under Technological Change
Colin puts forward that enterprise technological change requires certain knowledge and skills of employees [5]. For Jing Yi, with the implementation of office
automation and computerization, employees are required to skillfully master the
corresponding skills, knowledge and corresponding business ability of computers, but this is very difficult for employees who seldom contact with computers,
In addition, the company has added a new landline phone connected to the
computer, so a series of operations for the staff to learn again, will inevitably
bring some pressure to the staff.
Jing Yi has transformed the office space, and the current workplace is relatively open without the original independent office, and some new office equipment has been added to change the corresponding working methods. American
Project Management Association put forwards that employees need to adapt to
the new environment and methods, and change the work mode they are used to,
which increases pressure [18].
4.1.4. Pressure of Employees under the Change of Corporate Culture
The enterprise propagates Yangmming mind-learning, which will change the
staff's view to some originally familiar things. It is a long process to accept new
culture and values, which requires the joint efforts of all employees in the enterprise and will bring pressure to employees.

4.2. Sources of Resistance
Employee resistance mainly comes from three aspects. The first is employees’
uncertainty about personal gains and losses. Organizational change is an uncerDOI: 10.4236/jss.2019.75005
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tain process, and employees are not sure what kind of results will be brought to
them after organizational change. Therefore, I will doubt the decision made by
the company and think that the original stable state is familiar to me. I don’t
want to start all over again after the change. Uncertain things always make
people worry and afraid, so employees would rather maintain the stability of the
status quo, rather than carry out a change with uncertain results. Demotion and
lay-offs are also among the most common concerns of employees, in order to
avoid similar situations, employees will try their best to prevent organizational
changes.
Second, employees are reluctant to change their habits. Zhang Jing and Duan
Yanling (2013) believe one reason to resist change is that we all do things by habit. Life is complicated, and we don’t want to make hundreds of decisions every
day to consider all the alternatives [19]. Just as employees of Jingyi have been
used to the current working mode, they are used to the original working mode
and the habit of working together, as well as the company’s performance appraisal system and reward and punishment system, so the daily work planning
has become a habit. In addition, the relationship between colleagues is also established and has reached the corresponding balance in all aspects and the
working state of employees’ habits. Of course, they do not want to change. So,
the instinctive tendency to react can be a source of resistance to change.
The last reason for resistance to change is the belief that change is incompatible with organizational goals and interests (Zhang Jie and Fan Yun, et al., 2013)
[20]. At present, the enterprise has reached a stable state, and its profitability and
competitiveness have both reached a stable state. Once it is broken, it may have a
bad impact, resulting in the decline of the profitability of the organization, the
disappearance of the competitive advantage in operation, and the corresponding
reduction of what employees can get from the organization. Employees worry
about personal gain and loss, so they block change.

4.3. The Disadvantages of Employee Pressure and Resistance on
Organizational Change
The disadvantages are mainly reflected in four aspects. First, employees are inactive. Appropriate pressure will have a positive effect, but excessive pressure will
have a negative effect, and employees will be anxious and upset, so that employees will be inactive (Lin Zhong, Zheng Shilin, Xia Fubin, Meng Defang,
2016) [21]. For example, many employees will use the company’s software to
chat and call their friends. Some employees will sit there and spend hours on
their work. Their work efficiency is generally low. The investigation found that
inappropriate organizational changes caused excessive pressure on employees.
Second, the difficulty of business management increases. Employees hinder
organizational change, which will bring some troubles to managers. Each employee has his own ideas, and there are many ways to block the change, which is
a big challenge for management. Maggie Farrell (2018) puts forward that how to
DOI: 10.4236/jss.2019.75005
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deal with the relationship between employees and the enterprise, how to adjust
employees' emotions and guide their behaviors are all issues that managers need
to consider, which greatly increases the difficulty of enterprise management [22].
Third, it hinders the formulation of corporate policies. The ways in which
employees are impeding change, most importantly, are impeding the formulation of company policies. Zhang Jie, Fan Yun and Zhang Xu (2016) believe that
organizational change mainly promotes the continuous development of the organization through the formulation of new policies, and the negative impact of
employee pressure and resistance on the company’s policy making is fatal [23].
Company policies cannot be formulated and implemented effectively, which will
greatly reduce the operating efficiency of the company, not only reducing the
short-term benefits of the company, but also hindering the long-term development of the organization.
Finally, it is not conducive to the organization to integrate technologies and
resources. The external environment of the enterprise has changed and the strategic adjustment of the organization makes the organization need to carry out
organizational change. Enterprises need to integrate existing technologies and
resources to adapt to the change of internal and external environment of enterprises and the adjustment of strategies. Shi Guangwen (2019) also believes that
Employees’ hindrance to organizational reform is actually equivalent to hindering the integration of corporate resources and technologies to some extent [24].

4.4. Solutions to Employee Stress and Resistance Reduction
4.4.1. Ways to Reduce Employee Stress
Through analysis, this paper proposes four methods to reduce the pressure on
employees. First, the employee consults and sets reasonable and clear objectives.
Employee consultation is to let employees have a certain understanding of organizational change, so as to realize the importance of organizational change.
Through talking with employees, employees can dispel their concerns about organizational change. James H. (2017) Points out that by understanding employees’ inadaptability to organizational change, we can help employees solve
the problems they are facing and reduce their pressure on organizational change
[25]. Setting reasonable and clear objectives and contents of tasks can better reduce the uncertainty in employees’ minds. When employees know exactly what
to do, how to do it and what the company expects of them, they will be motivated to work, and thus the pressure will be reduced naturally.
Second, treating employees fairly makes them feel good about themselves.
Many scholars firmly believe that much of the pressure on employees stems
from unfair treatment. For example, Wang Yufeng and Yang Duo (2014) point
out that as the manager of the company, it is necessary to realize this, clarify the
company’s salary and performance appraisal system and promotion system, treat
each employee fairly, provide the same development opportunity and space, and
make employees feel the real fairness in their hearts, thus reducing the pressure
DOI: 10.4236/jss.2019.75005
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on employees [26]. In addition, Muhammad, et al. (2018) also believe that managers should learn to motivate employees, praise their work results, and make
employees self-affirmation, so that employees will be full of interest in the work
they are engaged in, and the pressure will be transformed into motivation,
therefore, they can take the initiative to complete the work with quality and
quantity [27].
Third, the balance between family and work. Family and work as two relatively independent Spaces, A good balance between the two can promote each other,
and vice versa. Therefore, in order to make employees work hard, managers
should know about their families, care about their difficulties in life and solve
their worries. Help employees solve problems in their families with their permission. For example, Dong Fei (2016) puts forward corresponding education
should be carried out for employees to learn to balance the relationship between
family and work independently, so as to avoid unnecessary losses of enterprises
and employees [28].
Finally, cultivate good working habits of employees. Good work habits can get
twice the result with half the effort. For example, if employees plan their work
effectively, they can ensure that everything is under control as much as possible,
so that the work can be completed efficiently without accumulation, thus reducing employees’ irritability and anxiety. Employees have a clear idea of what they
need to accomplish, and the pressure will be reduced.
4.4.2. Countermeasure to Reduce Resistance
Similarly, based on the analysis of the problem of employee resistance, this paper
proposes four methods to reduce employee resistance. First of all, the company
should implement educational communication negotiation for employees. On
the one hand, through explanation to employees, they can understand the
process of organizational change and the benefits brought by organizational
change to the company. In addition, understand the reasons and concerns of
employees against change, and explain the role of organizational change and its
impact on enterprises and individuals. Let employees from the concept of the
importance of organizational change, change can be carried out smoothly. On
the other hand, employees’ resistance to change can be reduced through negotiation, Negotiate with employees with things that employees are concerned
about, such as the company’s relevant welfare policies, bonuses, promotion opportunities, holidays, etc., so as to obtain employees’ support for organizational
change.
Second, companies should encourage employees to actively participate in organizational change. Encourage employees to participate in change, and be a
change agent rather than a hindrance. Participation can strengthen employees’
feelings. When employees oppose the change, it is because they do not know it,
and they are not sure about the result of the change. If they experience it personally, they will have a deep understanding. When employees realize the importance of change, they can accept organizational change from the bottom of their
DOI: 10.4236/jss.2019.75005
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heart and will not take actions that hinder change.
Third, manipulation should be used appropriately. Companies can reduce resistance to change by manipulating it in subtle ways or means. For example, by
concealing or distorting facts, it is easy for employees to see the benefits of
change, either in the most obvious places or by exaggerating the benefits. It can
also reverse explain the harm brought to employees by hindering changes, so
that employees can consciously support organizational changes.
Finally, companies can take enforcement measures if they have to. Use direct
threats and force to threaten employees. For example, if you continue to block
change by taking a pay cut or demotion, or by transferring jobs, the method is
not to solicit the opinions of employees, but to force them to implement it. Organizations should use this approach sparingly because it can discourage employees from doing their jobs.

5. Conclusion
First of all, through literature review, it discusses the connotation of organizational change and organizational change, employees pressure and resistance
against the background of research, and based on the research of predecessors,
taking the Jing Yi network technology Co., Ltd. as an example to specifically
analyze blocking problems appeared in the process of organizational change of
Jing Yi. This paper discusses the source of employee pressure and resistance, and
negative impact of employee stress and resistance on the organization, and
through the analysis of the problem, put forward the solution of employee pressure and resistance solution.

6. Research Findings and Future Research Direction
If an enterprise can make good use of the pressure of employees and the employee resistance, pressure and an employee’s resistance will not necessarily
produce negative influence. Moreover, if done properly, the pressure and resistance of employees can be turned into motivation for organizational development. In addition, through the analysis of employee resistance and pressure, the
defects and deficiencies in the process of organizational change can be seen. The
improvement of the implementation process of organizational change by managers is not only beneficial to the development of enterprises, but also beneficial
to the long-term development of employees. This paper takes Jing Yi Network
Technology Co., Ltd. as an example to analyze the problem of employee pressure
and employee resistance under the organizational change. It is carried out from
the four aspects of organizational structure change, organizational personnel
change, organizational technology change and organizational culture change. It
is found that the pressure of employees under organizational change comes from
four aspects: First, the pressure of staff under personnel reform, including the
increase of company promotion space, a special promotion system, the pressure
of organizational leadership style change, the change of tasks and work content
caused by organizational change, and the change of organizational stability
DOI: 10.4236/jss.2019.75005
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breaking the original organization; the second is the staff pressure under the enterprise organizational structure reform, including the staff pressure brought by
the organizational strategy change, the staff pressure of the organizational management level and the staff pressure of the scope change; third, the pressure of
employees under the technological change of the enterprise, including the improvement of employees’ knowledge and skills and business ability, and the new
familiarity of the working environment, working methods and office equipment;
Fourth, the pressure of employees under the change of corporate culture. The
causes of resistance mainly include uncertainty, habit change and the fact that
organizational change is not in the best interests of the organization. The study
also found that the impact of employee pressure and resistance on the development of the enterprise is mainly in four aspects: employees’ negative work, increasing the difficulty of enterprise management, hindering the formulation of
company policies and systems, and hindering the organization’s integration of
technology and resources. In addition, by analyzing employee pressure and resistance problems, this paper put forward the countermeasures and reduce the
staff pressure and resistance respectively, including the staff consultation and
formulate reasonable clear objectives, fair treatment of employees, let employees’
self-esteem, and the balance of family and work to reduce employee stress method, and cultivate employees good work habits, company should implement
education for staff communication negotiations, encourage employees to actively participate in, the company should use appropriate manipulation, companies
should adopt compulsory measures to reduce employee resistance. Although this
paper takes Jing Yi Network Technology Co., Ltd. as a case study to put forward
effective opinions and methods for the organizational change of Jingyi network,
this paper can also provide a reference frame for other enterprises with similar
problems, so as to promote the effective solution of the pressure and resistance
of employees in the organizational change. With the rapid development of
economy, the enterprise in order to adapt to the change of economic environment at home and abroad, will need to be constantly on organizational change,
organizational change inevitably involves the enterprise resources integration,
and enterprise’s human resources is the most important resource of enterprise,
thus employees of enterprises in the process of organizational change in pressure
and resistance analysis is particularly important. However, at present, there are
many theoretical literatures in this field, while empirical studies are relatively
scarce. In the future, some empirical studies in this field can be appropriately
combined with cases.
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