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Abstract

Environmental disaster and social division are existential threats that demand transformation of
our societies, their economies, and various communities to find alignment with human needs and
nature’s regenerative capacities. Transformation is required to move from the exploitive and
extractive logic of our current structures, to ways that understand humans as part of nature, not
separate from it; that value all people; and that aim for social justice and ecological flourishing.
Support for this transformation in organizing logic is urgently needed by the practice of OD.
This article looks at this challenge through the experience of two people engaged in this
transformation challenge who have been colleagues for nearly 30 years. One is an academic, one
a practitioner, and they both consider themselves “pracademics”. They draw from their
experiences, with a particular focus on the last couple of years with an initiative supporting
economic transformation. They present five propositions from their work, in support of those
working for transformation through an OD lens.

Introduction and Overview

With their particular skills and knowledge base, OD practitioners are perfectly placed to help
bring about the urgent need for transformation. However, this shift requires change in the
practice of OD itself, to focus much more categorically on questions about transitioning to, and
organizing with a new set of values and principles. Transformation needs to happen purposefully
and with the specific ends of equitable social and ecological flourishing in mind (Cooperrider,
2001; Laszlo & Brown, 2014) using what Laszlo (Laszlo et al. 2021a) calls prospection or
creating potential futures based on clearly understanding their values and linkages. No one fully
understands how to accomplish such purposeful system transformation, yet the imperatives of
multiple crises in our world cry out for such change.

We draw from our journey exploring this transformation challenge through an initiative called
Bounce Beyond (BB) that the lead author founded and in which we are both deeply involved.
This article approaches the BB story as an action research one: our team has significant
transformation knowledge and tools, but certainly not sufficient to address its aspirations without
a focus on developing substantially more. The story is also one of just initial experimentation
with application of core concepts of “transformations systems” (T-Systems) and the institutional
innovation of “transformation catalysts” (TCs) for pathways to system transformation. We are at
a very early stage and “success” in conventional terms is still far from certain.

To highlight the multiple levels of change activity involved, we will tell this story through the
lens of five propositions that have surfaced as central to our work with Bounce Beyond. We
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highlight the implications of tackling systemic change challenges towards an equitable and
flourishing world for all in which humans recognize their integral participation in and of
nature—not separate from it and where all beings are seen to have intrinsic value. Each of us
shares thoughts from a ‘pracademic’ perspective—but from different sides of that label.

The Genesis of Bounce Beyond

The story of Bounce Beyond is about a group of people — a core of eight to ten with numerous
others engaged — trying to address the “how” of economic paradigm shift. In an (unsuccessful)
funding proposal in November, 2021, BB was described as:

“...a non-profit organization that is accelerating the emergence of life-centered,
regenerative, equitable economies. We are doing this as an exceptional global
community of three types of actively collaborating stakeholder members: (1) committed
and audacious thought and practice leaders, (2) powerful Strategic Partners and (3) high
performance economic transformation initiatives that enable economies that help nature,
people, and communities flourish. ”

Steve: When it became obvious to me in February 2019 that Covid-19 was going to be a major
trauma event globally and across society, | was almost relieved. For the previous five and more
years | had worked with the conviction that our societal dysfunctions were so great that we were
going over the abyss of collapse environmentally and in terms of our civilization. That
conviction arose with nearly 35 years in what | think of as transformational change work in many
roles, particularly with the identity as community organizer, where ‘community’ ranges from
local levels to a couple of decades of global work. With that conviction, | was working to bring
together a community of highly skillful transformation thought and practice leaders to — in my
mind, in theirs it was of course somewhat different — support development of islands of
successful transformation with five key design features: resilience, global-local connection,
entrepreneurship, networked structure, and high aspirations. These islands could provide the
seeds for broader transformation in a collapsing world.

Covid energized me with the perception that it would weaken the traditional power structures
that were holding the old system in place. It would enhance the enabling environment, and that
would allow advancing my agenda more rapidly and avoid the abyss. Rather than investing in
ways to support continuation of the current paradigm, investment could be shifted to a future
one.

Sandra: As Steve indicated, there is nothing like a good crisis to focus the mind — and the
attention of change agents. After working for many years on issues of corporate (social)
responsibility (CSR) and business in society to attempt to get companies to act in the public
interest not just with profits in mind, | had turned my attention to thinking about systemic
change. One of the triggers for that shift was the recognition that CSR was and is not going to
bring about needed changes in companies to deal with the major issues of our day because their
major impacts come from their business models (not their CSR activities). Another spur was a
recognition that came from an invitation to write a reflections piece for a change management
journal. The insight was that that the underlying narrative or story of an entity, supported by the
memes — core units of culture (Blackmore 2000) — of which it is constituted either guides
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transformative change — or, when it does not change — holds the system in place (Waddock 2015,
2018). The combination of the pandemic, climate change, the havoc wrought by political
divisiveness, and other crises made the opportunity presented by Bounce Beyond’s formation
attractive because of its focus on broad systemic change, particularly around emerging what we
call next economies. How we understand economics and economies in my view is central to
many of our systemic issues.

Principles Behind Bounce Beyond’s Approach to System Transformation

In outlining the five principles below, we hope to illustrate how our own journeys and writings
(so please forgive self-citations) might be helpful to OD practitioners as they think about the big
picture challenges of tackling system transformation. In developing these ideas, we also highlight
the very different values and understandings from current thinking on which we believe ‘next
economies’ need to be based.

The Propositions
Proposition 1: The Transformations Challenge is about Values and Intent

System transformation is integrally about shifting how people understand their world, their
organization(s), and their place in it so they can begin to act differently. Old understandings —
stories and narratives that shape values — hold the system in place. Hence these stories and the
underlying memes (core ideas, phrases, understandings, images) (Blackmore, 2000) that support
those narratives need to change, sometimes radically, to bring transformation about (Waddock
2016) if the system is to change in foundational ways. That is, system change is about bringing
forward values that support the aspirations of transformation and inspire people to adopt them —
and associated practices to envision a better world (Laszlo et al. 2021a). Values and the
aspirations they generate create shared narratives and stories that people can buy into and that
can guide their actions, which is what is needed in the complexly wicked context of socio-
ecological systems.

In discussions about the economic paradigm, the question of what we are shifting to and from
was core. We talked about shifting structures, purpose, systems, and mental models, but we kept
on coming back to values underlying these elements. Values that support life are at the core of
the type of system transformation that we and many others are working for (Cooperrider 2001;
Cooperrider and Laszlo 2012). Many of today’s systems are oriented towards a set of economic
values that have led to the many crises we are now facing: money as the sole goal of enterprise,
continual growth, and selfish individualism, along with market primacy. Thus, as Kuhn might
argue (Kuhn 1962), a significant paradigm shift is needed away from monetary/financial values
towards values that affirm life in all its aspects. An ecological perspective provides quite
different understandings of social systems, acknowledging that they can flourish only when the
ecological systems with which they are interdependent and that support life also flourish.

In the economics realm, where Bounce Beyond works, we adopted a set of six aspirational core
values supportive of this life-giving frame. They include stewardship of the whole to support the
common good; co-creating collective value (Donaldson and Walsh 2015); governance through
cosmopolitan localism (Kossoff 2019); regenerativity, reciprocity, and circularity as operating
principles for economic activity; relationality and connectedness; and equitable markets and
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trade framing market activity (Waddock 2020). These values link to ten principles derived from
the growing “heterodox” economics literature. Together, they provide a holistic understanding of
the embeddedness of economies in societies, humans’ reliance on natural systems for all
productive processes and hence the attendant need for regenerativity and circularity, and the
social and political needs for a system that produces greater dignity, equity, inclusiveness, and
voice for all people (Kenter et al. 2021).

The implication of this emphasis on values and principles is that they create the basis for
bringing people together. On the one hand, people may be divided around labels — such as
circular versus regenerative versus doughnut economics — but share a value system and
principles. On the other hand, people may describe “sustainability” as their goal, but when they
try to work together they discover that different values and principles underlay their uses of the
term. When working with the multiplicity of options about how a desired future might actually
manifest, value and principle alignment trumps distinctive labels and simple theoretical outcome
alignment. They also form the basis of further intent.

Proposition 2: Transformation requires a comprehensive approach to change

The word “transformation” is commonly used, but effective action requires understanding it as a
distinctive type of change. It also requires putting arms around change as something happening
in different dimensions simultaneously, with people undertaking very different but
complementary change strategies.

Transformational change in BB is defined as one of three types of change. Understanding
transformation as a distinct type of change arises with organizational development work
associated with single-, double- and triple-loop learning (Argyris 1976; Flood and Romm 1996;
Tosey, Visser, and Saunders 2012); and first-, second- and third-order learning and change
(Bartunek and Moch 1987). This thinking has evolved into Table 1, which looks at the types of
change from several dimensions. In an interesting form of validation, a very similar typology
arose in the biological sciences among people working on resilience, with the types being
adaptation-resilience-transformation (Pelling 2010).

Table 1: Three Types of Change
(Adapted from (Waddell 2007)
Incremental Reform Transformation
Core How can we do more of the | What rules shall we How do | make sense of
Question same? create? this?
Are we doing things right? What structures and What is the purpose?
processes do we need? | How do we know what is
best?
Purpose To improve performance To understand and To innovate and create
change the system and previously unimagined
its parts possibilities
Power and Confirms existing rules. Opens rules to revision. | Opens issue to creation of
lati hi new ways of thinking about
relationships
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power.
Action Logic Project implementation Piloting Experimenting
Sense-Categorize-Respond | Sense-Analyze-Respond | Probe-Sense-Respond
Archetypical Cppyin_g, duplicating, Ch_anging policy_, _\/ision_ing, experimenting,
. mimicking adjusting, adapting inventing
Actions
Tools Logic Negotiation logic Mediation logic Envisioning logic

Table 1 helps change agents assess whether transformational action is necessary. Incremental
change is achieved by doing more of the same — a classic business strategy such as with
Starbuck’s opening a new store, or increasing carbon fuel efficiency. Reform is an appropriate
response when new ways are identified for reaching goals, such as with welfare reform or
improved profitability through processes like management by objectives a half century ago.

Transformation is categorically about Kuhn’s (Kuhn 1962) and Wieck’s (Weick, Sutcliffe, and
Obstfeld 2005) domains of sensemaking, i.e., shifting purposes and goals, values, power
structures, and metrics (Waddock and Waddell 2021a). Shifting goals may seem modest, such as
with the shift from the goal of energy production to sustainable energy; however, such shifts
mean generating a different relationship with nature (values) and displacement of powerful
incumbents.

Table 1 also helps people align tools and interventions with the actual type of change they
believe is necessary. It distinguishes the action logics defined by the cynefin framework
(Snowden 2005) and emphasizes the experimental nature of transformational action. That
framework describes action logics as being of four types: simple, complicated, complex, and
chaotic. Transformation is a complex process with poorly defined outcomes dependent on
evolving human potential, rather than predictable but complicated physical science interactions.
Transformation is not a negotiation or mediation process; it requires a whole suite of futures
tools and processes where people can imagine possible futures and how to get there. BB has
found particularly useful the Three Horizons process (Sharpe et al., 2016), which describes the
(problematic) present with respect to an issue or region (H1: Horizon 1), a desired future (H3:
Horizon 3), and emerging pathways to it (H2: Horizon 2).

Transformation, as a whole systems process, crosses what we describe as the “spheres of
change” shown in Figure 1. Many transformation agents focus on one or two spheres. Otto
Scharmer, for example, emphasizes individual change from an “ego” to “eco-system” focus of
awareness (Scharmer and Kaufer 2013). Scharmer’s approach describes a specific theory of
change, arguing that the desired change requires individual awareness development first. There
are many examples of transformational outcomes, however, that have been driven by other
spheres, such as information technologies that have transformed relationships and sense of
distance. Particularly important is the interplay among the spheres. For example, the marriage
equality transformation case demonstrates movement from an individual assertion of the right to
marry, to broader cultural support, to change in institutions (corporate policies/government
rules/religious organizations stance) (Waddock, Waddell, and Gray 2020). Developing strategies
with this type of framing is useful.
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Figure 1: The Spheres of Transformational Change (Adapted from: (Waddell et al. 2015)

Coping with the complexity of system change requires understanding the important aspects of
systems that need to change — the what of system change. Five core dimensions help define that
what (Waddock and Waddell 2021a), with three aspects overarching the others. Predominant is
purposes (goals, visions, aspirations, strategies, and the like), which influence peoples’
understanding of the what and why of the system. Redefining purpose in turn shifts the
paradigms or mindsets of people in and about the system, which Meadows claimed were the
most powerful leverage points for change (Meadows 2008). The third overarching dimension is
that of performance metrics, because of the importance of the principle that “you get what you
measure”. The behavior that is assessed and rewarded is what will get done, so paying attention
to metrics is vital to transformation. These three overarching dimensions influence two other
aspects of the system, the flow of power and attendant structural relations and, ultimately and
importantly, the operating practices by which its work gets done.

A holistic strategic perspective on transformation also informs the development of powerful
transformation systems (T-systems). This framing first arose in research looking at efforts to
shift the global operating environment to support sustainable electricity generation. This research
identified nearly 300 initiatives, of which 65 were assessed in detail, and 19 in greater detail.
(Waddell 2016) Figure 2 presents a “webcrawl” mapping of 300 hyperlinks among major
initiatives in this system (i.e., the links on one initiative’s website that points to another’s), and
represents the first “map” of a T-system (originally called “societal change systems”). With the
map, the T-system becomes much more tangible, enabling participants to see themselves in a
bigger system of transformative action. Each node is a website; larger nodes have more
connections. The software places nodes in close connection together to give insight about core
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themes: enviros are driven by environmental concerns, marketers are focused on market
solutions, efficients on energy efficiency, renewables on renewable energy; governors are
governmental organizations; advocates are pressure groups and Qs are research institutions.
Being able to “see” the map had a profound impact that produced on-going work on
“transformation systems”, around the question of how powerful transformation systems can be
developed to greatly accelerate transformation efforts (Waddock et al. 2020).
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Figure 2: Webcrawl of Renewable Electricity T-System (Source: Waddell 2016)

Another useful whole-system framing is around the change strategies different actors use (see
Figure 2) (Steve Waddell, 2018). Some emphasize collaboration, some confrontation; some

destruction of the old, others creation of the new. This matrix produces four strategies, illustrated
with marriage equality:
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e The lover strategy: collaboration among stakeholders (e.g., gay rights - religious leader
collaborations);

e The entrepreneur strategy: simply demonstrating an example of the transformation (e.g.,
community commitment marriage ceremonies before religious or legal options existed);

e The warrior strategy: pressuring for change (e.g., demonstrations and lobbying for
marriage equality);

e The pathfinder strategy: changing traditional organizations internally (e.g., employees
pressuring employers to adopt same-sex spousal benefit policies).

We understand all of these strategies to be important. That suggests a meta-level strategy or
organizing approach is needed to support synergistic interactions among them to create a
dynamic whole change system approach, which leads to the emergence of new entities we call
transformation catalysts, explained below. Just as business-government-civil society
collaborations were an OD research focus arising in the 1980s - ‘90s, today how to develop
multi-strategy transformation approaches deserves a similar research focus.

CREATION

Entrepreneur Lover

CO-CREATIN
CHANGE

DOING CHANGE
E.g Social
Entrepreneurs,
Catalyst 2030

E.g Multi-
stakeholder
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DIRECTING
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Rebellion Imperative 21

Warrior Pathfinder

DESTRUCTION

Figure 3: Change Strategies for System Transformation (Adapted from: (Waddell 2018))

Looking into responses to the question about how to organize powerful T-systems has led to the
concept of “transformation catalyst” (TCs). TCs represent a relatively new way of organizing
explicitly focused on transformational change (Lee and Waddock 2021; Waddock and Waddell
2021b). TCs organize T-systems or the set of change initiatives working towards similar goals by
aggregating or connecting, cohering, and amplifying their work. The goal is to bring different
change actors into coherence and alignment (the catalytic actions) in new ways that enable them
to be more impactful and effective because they understand themselves collectively as a T-
system and begin to act in new ways oriented towards effective change. A TC may take the form
of an identifiable entity organized around a particular issue like transformation of land use
practices (e.g., 1000 Landscapes for One Billion People), the role of a particular stakeholder
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group in transformation like social entrepreneurs (e.g., Catalyst2030), or efforts around
transforming a particular geography (e.g., Costa Rica Regenerativa).

Proposition 3: Transformation system development requires committed entrepreneurial
community development

Bounce Beyond’s fundamental work is to support development of powerful TCs and T-systems.
It is fundamentally a community development activity to develop deep collaboration among a T-
system’s people and initiatives. It also serves as a kind of meta-TC, connecting such T-systems
working on economic transformation. BB has put a stake in the ground that the initiatives it
works with must have that transformational intent. But it must do so without a traditional expert
approach — rather, the expertise is one of co-creating, co-exploring without “knowing” the
“solution” and yet being willing to take on the scale, complexity and time-horizons associated
with transformation.

The first step to organizing T-systems is to explore who is in the system, who is connected to
whom, and the dynamics of the system. Mapping tools are good ways to both identify people
and initiatives; BB has identified 14 use mapping methods to date. In addition to web crawl
mapping, particularly useful are social network analysis describing links between people and
organizations, and value network analysis (Allee 2015) describing systems in terms of roles and
exchanges.

Mapping helps identify key people and a range of stakeholders, for conversational interviews and
to develop relationships in what is known as network weaving (Holley, 2018; Monitor Institute
and the David and Lucile Packard Foundation, 2008). As in traditional OD processes, a good
next step is convening key actors to bring them into interaction. The maps provide a good basis
to help actors develop a system orientation, which supports discussions about the benefits of
developing a powerful transformation system and identifying as actors in that system. Then they
can see the T-systems as comprising different skills, orientations, relationships, strategies, and
expertise that can be tapped for the greater effectiveness of the whole system. At convenings
people can identify ways for important transformative actions, including:

1. Creating synergies (e.g., working across initiative boundaries to create actions where
1+1>2)

2. Addressing redundancies (e.g., reducing duplications of effort)

3. Reducing conflicts (e.g., working collaboratively rather than counter-productively or
independently; agreeing upon a common set of measures rather than competing ones)

4. Taking collaborative actions vis-a-vis common challenges that require effort beyond the
capacity of one initiative (e.g., co-creating a collective information system and an
evaluation system for the transformation system or co-developing needed innovations)

5. Identifying and addressing gaps in current efforts (e.g., identifying the need to address the
financing the transformation efforts)

6. Acting on shifting transformation system priorities (e.g., reallocating funding for a
particular priority that continues through inertia, often even after the original issue has
been addressed).
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These convenings might be organized by a potential or current TC, or a collection of
organizations fulfilling TC functions. Or, a convening might spur the development of such
entities.

On this transformational path, assessing people’s commitment to, and knowledge of,
transformation is important. Without clear commitment, transformational intent can be easily co-
opted, particularly when there are financial pressures or a quick growth strategy results in
compromises. Financiers may not support the need for inner as well as outer work (Proposition
5), and act to reinforce the hugely disproportionate power and reward for those with money.
This insight was something that led us to distinguish between “progressive finance” versus
“transformational finance” (Waddell, 2021). Co-optation can also occur by growth paths that
result in partnering with traditional organizations and without sufficient vigilance to ensure that
mechanisms like MOUs are structured with clear transformational intent.

Proposition 4: Acknowledge complexity in system change and hence the need for multiple
ways of knowing, acting, and learning

Systemic change is an emergent process that evolves from the interactions of people, institutions,
natural forces, and other beings in complex adaptive systems. It requires being open to multiple
ways of learning and knowing that go well beyond Western-dominated positivist and empirically
based knowledge systems, which tend to atomize or fragment knowledge into its parts. That
understanding affects both our scholarship and our practice in the context of Bounce Beyond.
Indigenous, feminist, humanistic, qualitative, complexity, systems theoretic, and quantum
understandings, among others, inform systemic change, and helped us frame the values that
underlie what we call flourishing next economies. Learning involves various forms of action
learning and experimentation, since outcomes cannot be predicted and system elements are
interrelated. That can mean that approaches including narrative development, storytelling, and a
more relational approach to the world and other beings, common in Indigenous perspectives
(Arrows 2016; Harris and Wasilewski 2004; Kimmerer 2013), can be useful add-ons to
traditional Western approaches to learning and understanding. Science-based ways of knowing
that incorporate a quantum and consciousness-driven understanding of the world may be needed,
too (Boje 2012; Laszlo et al. 2021b; Wendt 2015).

Such perspectives offer different views of reality than the typical positivist/empiricist approaches
do. They are more holistic, recognize the importance of interrelationships, connectedness, and
systemic approaches, as well as acknowledging the role that consciousness and awareness play in
bringing about transformation (O’Brien 2021; Scharmer and Kaufer 2013; Wendt 2015).
Transformational change also requires a grounding in systems thinking and dynamics (Ackoff
1974; Capra and Luisi 2014; Senge 2006), as well as a need to understand the nature of complex
adaptive systems (Anderson 1999; Conklin 2006; Grobman 2005; Loorbach 2010; Van Tulder
and Keen 2018), which all socio-ecological systems are. Further, different understandings of the
nature of economic and social systems are needed--understandings that incorporate care for both
other human beings and the planet, and sometime what might be viewed as spiritual practices
(Eisler 2008; Francis 2015; Laszlo et al. 2021b) inform the values and goals of transformation as
we envision it.

In the context of Bounce Beyond, we have struggled with differing definitions of and ways to
bring in the feminine perspective into our work as a team and into the initiatives that we are
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working with. As well, we recognize our core team is clearly dominated by a Western approach,
and that expansion of perspectives and ways of knowing is a critical evolutionary task.
Acknowledging and working with these different ways of knowing and learning is part of our--
and any--transformation journey.

Proposition 5 Transformation is Personal

The scale, complexity and time horizons of transformation work, in the face of great urgency,
mean that becoming discouraged and feeling helpless is almost inevitable. Returning to the T-
system perspective is a valuable way to regain a productive orientation.

However, transformation agents have to deal with the fact that transformation involves not only
birthing the new, but categorically destroying the old. It is hard work and creates deep conflict.
Each of us are objects and subjects, participants and observers of the transformation. We are
changing the way that we see the world and make sense of it, including our long-held paradigms
and mindsets. Of course this change includes the field of organization development, as this
special issue attests.

Along with the energy that comes with creating the future, we are experiencing loss of parts of
the present that we cherish. An incredible sense of grief and sadness accompanies the experience
of diminishing numbers of birds, the decline of honeybees and insects, and the extinction of
whole species. And incredible anguish accompanies the rise of strong men in opposition to
power distribution, the continual attempts to prop up the old world consumerism and GNP
growth, and the rising violence as peoples rise to throw off historic oppressions.

What Kubler-Ross described for individuals on a personal level as the five stages of death and
dying (Kubler-Ross 2009), is what we are experiencing on a civilization level. Different people,
organizations, communities and even industries can be seen in various stages of denial, anger,
bargaining, depression and acceptance of our great transformation. The 26 COPs of climate
change negotiations can be seen as stages of this process. However, the acceptance of death
raises the ultimate question about rebirth. Can our transformation be seen as a process of joyous
recreation?

We might hold the Hindu deity of Shiva as the quintessential transformation agent. Known as
“The Destroyer”, Shiva extinguishes ignorance, desires, evil, negative natures and relationships,
attachments and impurities. Shiva is also known as “The Creator”, opening the world to rebirth,
since the destruction creates the possibility of evolution into a new cycle of existence. Fire is
closely associated with Shiva, symbolizing disintegration, light and purification as part of the
cycle. Also known as “Lord of the Dance”, Shiva is typically portrayed with one foot on the head
of a demon of ignorance and the other foot raised in calm balance. The face is tranquil and faces
directly ahead with a third eye of knowledge and wisdom. How can we develop this stance to
guide our actions?

Continual affirmation of our highest aspirations and greatest potential — individually, collectively
— is core to our work as purposeful transformation agents. A holistic approach that fully involves
self and internal evolution, as well as the other and external, is a necessary part of transformation
agents’ lives. We must continually connect with the many aspects of nature and search deeply for
interpersonal emotional, physical, spiritual and intellectual resonance in order to live into our
highest potential.
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Conclusion

The processes of transformation that we are speaking about here and in Bounce Beyond take
place on multiple levels and in many ways. We certainly are oriented to bringing about systemic
changes at the community and global levels, particularly around how economics is understood
and practiced. What is less obvious are the personal changes that are needed. System change and
quantum theory involve recognizing that you are, and | am, part of the system to be transformed,
and that the transformation is as much personal as organizational or institutional and that, as
O’Brien says “we matter more than we think” (O’Brien 2020). Learning to work collaboratively
in teams with others around complex and sometimes conflictual issues is critical. The world
humans have constructed, particularly in the so-called developed nations, has clearly exposed
perversities and the Covid-19 pandemic only highlighted the urgency of change. We must
audaciously, yet humbly, strive for our much higher potential through both personal and system
transformation.
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