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ABSTRACT

The objective of this study is to identify the different factors impacting the turnover
intentions of employees working in banking sector of KPK, Pakistan after Covid -19
Pandemic with Inflation being focus variable. Inflation increased turnover ratio and
it becomes difficult for the banking sector to retain the employees on same package
as were before pandemic. In this study banks in district Peshawar of Khyber
Pakhtunkhwa and its employees were considered as population of the study.
According to business reports Pakistan there are 25 private banks in District
Peshawar. For research purpose 7 banks were included with an average of 20 staff
members. Among already tested variables of job satisfaction, an economic factor of
inflation was included as independent variable However, research was conducted
on 100 respondents through adapted questionnaires. This research uses a
quantitative methodology and sought to examine and identify the different factors
impacting the turnover intentions of employees working in banking sector of
Khyber Pakhtunkhwa.
Reliable performance indicators such as conducting correlation and regression
analyses to assess the impact of inflation on employee retention in banking sector,
KPK, Pakistan. The analysis table presents a comparison between the real and
expected service quality as reported by employees of private banks. The mean
ratings of consumers in the groups did not show any notable variations in terms of
real Inflation Rate, dependability, Organizational Commitment, Work-Life Balance,
and Employee happiness. There was a significant disparity in the average scores of
genuine Job Satisfaction seen across the groups, suggesting that only the
significance of actual Job Satisfaction towards participants was established.
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INTRODUCTION
Background of the study

High turnover has lately been an issue of prime concern for various
organizations at global scale. This issue is intensified by the pandemic as the inflation
hit very hard almost employees from every sector. According to available research,
the employees in USA are currently facing the highest inflationary pressure since
1982 (Hiroyuki,,2021). Consumer price index which is basically a measure of prices
paid by the consumers for market based goods and services. The CPI has increased
by 6.8 percent after the pandemic. Food prices soared, energy prices even touched
highest rise to the tune of 33.3 percent and the prices of trucks and cars etc.
increased even further in USA (Yin et al., 2023).This impact and inflationary
pressure has been all the more concerning and has impact on the developing
countries like Pakistan. (WeiBo et al., 2010).

Inflation is recorded at 11.0 percent in 2022; however, it rose to 28.2 percent
in 2023 which is considered highest inflation since 1962(Rai & Thapa, 2015).
Currency exchange rate and political turmoil has been the major factors affecting the
rate of inflation and economic stability. This inflationary pressure significantly
impacted the rate of employee retention in various sectors in Pakistan as the
employees have been looking for more appropriate opportunities (Hakro et al., 2022).
According to the research statistics, employee turnover rate in Pakistan remained at
21.3% in IT sector. Study conducted by the State Bank of Pakistan has provided that
employee turnover in banking sector in Pakistan crossed 35% in last two years
which is higher than almost every other sector (Saleh et al., 2022). One of the most
important reasons for this high turnover has been inflation that took the economy of
Pakistan by storm.

It is an interesting fact that with rise in inflation, the cost of living for the
different employee increases. This makes it very difficult for the employees to
remain employed at the same place with same salary. Since inflation further reduces
the purchasing power of the employees, hence, the motivation of employees to
remain posted at the same place is also greatly damaged (Shukla & Sinha, 2013).
Banking sector is significantly vulnerable to these issues as it might become very
difficult for the banks to find the skilled and relevant people.

This research study will primarily investigate effect of ongoing inflationary
pressure on the employee retention in Banking Sector. Pakistan’s banking sector is
largely dominated by the private sector and there is only one public sector bank
namely National Bank of Pakistan (NBP) which does not explain the employee
retention or turnover behavior since the employee turnover rate in public bank is
almost negligible. As per the available database, 21 banks are registered with the
Securities and Exchange Commission of Pakistan.(Akmal, 2008) Some of the most
prominent private banks operating in KPK are HBL, Allied Bank, Muslim
Commercial Bank, Meezan Bank, Bank of Khyber, Bank of Punjab, Askari Bank and
Faisal Bank etc. Research data showcase that salaries in private banks all over the
country are miserably low given the rise in living cost in past two years owing to the
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post-pandemic impacts and the political turmoil. (WeiBo et al., 2010).
Due to the rising number and size of the private banks in Pakistan,

performance of employees is deemed a key factor in the development of this service
industry. However, the major issue almost all the banks face now days is the lack of
loyal employees. As explained, the employee turnover in the Banking Sector is very
high as the banks face 35% turnover these days. (Chewe, .2023).. A brief insight to
the employee retention rate of other banking sector provides that employees
turnover in FMCG companies like Engro Foods, Nestle and Unilever is less than 20%
which is far less as compared to the banks (Iqbal et al., 2022). Since the issue of
employee turnover has become very critical for the productivity and performance of
employees, hence, this research will focus on understanding the factors impacting
the employee retention, mostly, the rising inflation.
Problem Statement

Retention of employees in the banking sector remained a significant
challenge owing to salary issues, work culture and unimpressive career growth. The
rising inflation in past two years has worsened the living standards of employees and
their struggle to look for new avenues of opportunities leading to higher
turnover.Baker( Hoar, P., 2023). Studying the factors that influence employees’
turnover intentions is essential for developing effective retention strategies. These
factors may include job satisfaction, organizational commitment, and personal or
individual circumstances. However, there is a lack of empirical research that
connects these variables with the broader economic factor of inflation within the
regional context of KPK. In view of this, the research will focus on identification of
the inflation as a prime issue causing higher turnover. This will help the banks to
focus on these issues and offer viable solutions which can be helpful in reducing the
turnover of employees (Li et al., 2022). Losing trained employees and experienced
staff is a costly process and no bank tends to lose its skilled workforce, therefore, this
research will be of huge help for all the banks.
Research Questions
I. What are the major factors that impact the turnover intentions and ratio of

employees in the Banking Sector of Pakistan?
II. What is the relationship between employees’ turnover and inflation in Banking

Sector in KPK?
III. Does inflation tend to be the most prominent factors affecting the employee’s

turnover? What could be the measures adopted by the banks to curtail the
higher turnover ratio?

Research Objectives
1. To identify the different factors impacting the turnover intentions of employees

working in Banking Sector of KPK, Pakistan.
2. To assess the relationship between employees’ turnover and inflation in Banking

Sector in KPK.
3. To comprehend the effect of inflation on purchasing power of salaries of

employees in the banking sector in KPK.
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LITERATURE REVIEW
This chapter covers the literature review on the research topic “Impact of

Inflation on Employee Retention in Banking Sector, KPK, Pakistan”. For this
research, material has been sourced from reliable journals like Google Scholar,
magazines and journals. For the subject research, the material will be extracted only
from reliable journal sources like Google Scholar, Science Direct, YouTube podcasts
and Elsevier etc This chapter also provides a brief overview of the theoretical
foundations related to inflation and effect of inflation during Covid on the
employee’s retention in the banking sector of KPK that would subsequently help in
understanding the key concepts of the research.
Inflation

Iinflation refers to the general increase in the prices of goods and services in
an economy over time, leading to a decrease in the purchasing power of money
(Pereira et al., 2016). High inflation results in an increased cost of living, requiring
people to spend more to maintain their standard of living (Jacobs, 2014). High
inflation negatively impacts the economy by reducing investment and economic
growth, decreasing purchasing power, and increasing interest rates (Olusola, 2022).
It means that the purchasing power of the money decreases as prices increases
(Abdubannob ,2024).
Inflation Regimes

An inflation regime can be defined as “ at a given time as the shift from the
rate of inflation during the past three years to the most recent one-year rate of
inflation” (Cecchetti,2007). the focus, therefore, is not on the rate of inflation, but
rather on the change in the rate of inflation, positive value indicates that inflation
accelerated, whereas a negative value means that inflation decelerated (Evans,1993).
Inflation during Covid

There are indeed reasons to be worried about inflationary overheating. In fact,
even those of us who think it will be fine, expect to see above-normal inflation this
year. We just think it will be a blip (Paul Krugman ,2021). the COVID-19 pandemic
plunged the global economy into its deepest recession since the Second World War
(Kose and Sugawara 2021; World Bank 2020). Amid a collapse in demand and
plunging oil prices, global consumer price inflation declined by 0.9 percentage point
between January and May 2020. This decline was about one-third more pronounced
in advanced economies than in emerging market and developing economies
(EMDEs). Since May 2020, however, inflation has picked up. By April 2021, inflation
had risen above per-pandemic levels, in both advanced economies and EMDEs. The
inflation pickup was broad-based and present in about four-fifths of countries. As a
result, the 2020 global recession featured the most muted inflation decline and
fastest subsequent inflation upturn of the five global recession episodes of the past 50
years. Ayhan Kose, and Franziska Ohnsorge in their article “inflation During the
Pandemic: What Happened? What is Next? “are of the opinion that While this
behaviour partly reflects lower levels of inflation at the beginning of 2020 (Iqbal et
al., 2020).
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Employee retention
Employee retention refers to an organization’s ability to keep its employees

over time. It can be defined as to retain skilled and talented employees in the
organizational labor. (Hoar et al., 2023). Moreover, it is ability of the organization to
prevent employee turnover is called employee retention ( Neicl, 2023).
Employee turnover

Employee turnover is the tendency of employees to leave an organization is
called employee turnover (Malokani et al., 2023). Reasons of employee turnover are
poor work life balance. Poor employer-employee relationship ,individual personality
(Almaamari, 2023). Colliding employer‐employee perspectives of employee turnover:
Evidence from a born‐global industry. High turnover of employees is costly as it
requires funds to fill different positions and to meet productivity costs. Experience,
knowledge and investment made on the employees are lost. Excessive turnover takes
a toll on the employee morale and workplace culture as well. Firms invest on the
career plan and privileges of the employees to keep them loyal and committed
towards the organizational goals. There are several factors that lead to high turnover
(Malik et al., 2022). The factors that lead to employees’ high turnover are like
stressful working environment, less perks, poor career growth opportunities and
inflation etc. Literature suggests that inflation stands out to be the most important
factor in employees’ high turnover almost in every sector as the employees are
unable to meet their needs from the prevailing monetary compensation, hence, they
look for alternate or new opportunities. Data showcase that inflation in USA reached
to the exorbitant level of 8.6% by the end of 2022 which has been highest since 1981
(Sanm & Nazir, 2022). Oil prices, supply chain issues and the Ukraine war has been
some of the prominent factors leading to inflation. Almost all the businesses reported
a negative impact of inflation on the growth of their businesses like banks and other
areas of services sector.

According to latest studies, Job stress, low salary, lack of career growth and
job satisfaction have a significant negative influence on employee turnover. Inflation
has been one of the most debated topics in Pakistan from last four years as it
remained almost double digit for successive years. Brief analyses provide that
inflation was at 10.58% in 2019 which declined to 9.74% in 2020. However, it
jumped to 19.87% in 2022 and even crossed 30% in first half of 2023. This
inflationary pressure disturbed the living style of the middle and lower middle class
in Pakistan. Salaries class remained most affected owing to this. Employees of the
banking sector which are relatively paid less were the most affected in this regard
(Saleh et al., 2022). Multiple researches have been conducted to assess the employee
turnover ratio in Pakistan for the different sectors including fast food, telecom,
beverage and banking etc. Most of the research data has revealed that banking has
been impacted for the worst owing to the cultural dynamics and other such metrics.
Reasons of Turnover in banking systems

Researchers have located range of reasons for employee higher turnover.
Some of these reasons for employee turnover are as under;
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According to the three-component model, ease of movement, organizational
commitment and job satisfaction are the major reasons for employee turnover
whereas organization fit, links and sacrifice are the primary reasons for the job
embeddedness model. As long as the employees are satisfied and being provided
with suitable privilege, the overall turnover would remain less (Hakro et al., 2022).
However, for the banking sector, the job satisfaction, ease of movement and other
such factors are less likely to improve. This study is mainly concerned about the
inflation and its impact on employee turnover but strong organizational
commitment and sacrifice can significantly reduce the overall turnover in Pakistani
Banks.
Turnover in Pakistani Banks

Usually two main categories of turnover exist; voluntary and involuntary.
Banks had to pay heavy price for both types of turnover. Though the Pakistani banks
make up to 70-80% of the documented economy and had huge workforce, however,
still they are unable to compensate their employees at par with their material needs.
An average employee in Pakistani banks receives Rs. 35,000 per month which is
insignificant given the cost of living in any part of Pakistan. KPK is a culturally
diverse province of Pakistan. Per capital income in KPK is 1,070 USD which is less as
compared to other provinces. For instance, per capita income for Punjab, Sindh and
Balochistan is 2003, 1997 and 1621 respectively (Zayed et al., 2022). The average per
capita income in Pakistan is 1658 whereas it is 1070 in KPK. This shows that the
inflation has hit even harder in KPK, therefore, the trend to switch the job amongst
the employees of banking sector is even higher (Awwad & Heyari, 2022).
According to latest research, the estimated average inflation rate in Pakistan

amounted to about 3.93 percent compared to the previous year, a slight drop from
2017, but an ever sharper one compared to four years earlier. Over the next few
years, forecasts estimate it to level off at around 6.5 percent.Gohar, A. (2023). While
understanding the conceptual framework of employees’ turnover in the banking
sector, it is worthwhile to mention that turnover remains usually high when the
employees are able to find certain opportunities. Employee turnover in banking
sector in Pakistan is usually owing to two reasons; first is the urge to find another
opportunity in the banks whereas the other is switching the industry or sector for
lucrative salary or better work-life balance (Addai et al., 2022).

As latest research also suggests that it is vital part of any organization to keep
its employees in the same organization.when the workers don't feel tied to the work
or are not motivated , such workers are likelier to look for work elsewhere in
another organization.(Malokani, D.
Conceptual framework

A Conceptual framework illustrates the expected relationship between
variables. It defines the relevant objectives for your research process and maps out
how they come together to draw coherent conclusions.( Zheng & Zwicker, 2019) as
this research focus on the relationship between inflation and retention, from the
already available statistical material on this topic ,inverse relation has been

https://www.statista.com/statistics/383760/inflation-rate-in-pakistan/
https://www.scribbr.com/research-process/research-objectives/
https://www.scribbr.com/category/research-process/
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observed between dependent and independent variable. Dependent variable in this
research is employee retention and independent variable is inflation.

Figure 2.1 Conceptual framework
The conceptual framework of this study is designed to explore the

relationship between inflation and employee turnover intentions in the banking
sector of Khyber Pakhtunkhwa (KPK), Pakistan. At the core of the framework is the
dependent variable, employee turnover intention, which refers to the likelihood of
employees leaving their organization. The study examines five key independent
variables that are believed to influence this outcome: inflation rate, purchasing
power of salary, job satisfaction, organizational commitment, and work-life balance.
Rising inflation reduces the real value of salaries, thereby diminishing employees’
purchasing power, which can lead to financial stress and dissatisfaction. Job
satisfaction and organizational commitment are internal factors that influence
whether employees choose to stay or leave; both may be negatively affected when
financial concerns outweigh workplace satisfaction. Additionally, work-life balance
is considered, as inflation-related pressures may lead to longer working hours or side
jobs, disrupting personal life and increasing burnout. Together, these variables
provide a comprehensive view of how both economic and organizational factors
interact to impact employee retention. This framework guides the study in assessing
not only the direct effects of inflation but also the mediating roles of satisfaction,
commitment, and balance on turnover behaviour.
Hypothesis of the study

H₁: There is a significant impact of job satisfaction, organizational
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commitment, and work-life balance on the turnover intentions of employees in the
banking sector of KPK.

H₂: There is a significant relationship between inflation and employees’
turnover intentions in the banking sector of KPK.

H₃: Inflation has a significant negative effect on the purchasing power of
employees’ salaries in the banking sector of KPK.

RESEARCH METHODOLOGY
Research approach

Research approach used in this research deductive approach. In this research
questionnaires are distributed to the bankers in KPK, district Peshawar and then
from their response a general conclusion is drawn that inflation which has increased
during Covid has affected the banking sector and particularly enhanced employees’
turnover.
Population of the study.

Population refers to the entire group that we want to draw conclusions about.
Which in this research is the employees in the banking sector. Target population is
defined as the entire group of people the researcher is interested in (Easton and
McColl,1997).

A population is often described as a group of individuals who live within a
certain geographical region or territory. The data collected from this varies greatly
depending on the size of the specified demography, ranging from substantial too
little. In general, there is no population for practically any objects that has available
data. The population of a certain entity serves as a clear example. The sample from
the object has easily accessible data that follows a consistent pattern. An example of
this concept is the random selection of subsets in a haphazard fashion, where each
subset is of the same size and has an equal chance of being chosen for a single
probable trial (Sethi & Iqbal, 2013).

The KP banking sector website (https://www.sbp.org.pk/f_links/f-links.asp)
indicates that there are a total of 14 private sector banks located in Peshawar. The
total number of workers across these institutions is 1581.

.Bank Name No. of
Employees

Bank Name No. of
Employees

Habib Bank Limited 175 United Bank Limited 170
MCB Bank Limited 168 Allied Bank limited 155
Bank Al-Falah
Limited

160 Bank Al-Habib Limited 105

Habib Metropolitan
Bank Limited

92 JS Bank Limited 48

Samba Bank Limited 55 Askari Bank Limited 120
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Standard Chartered
Bank (Pakistan)
Limited

105 Soneri Bank Limited 68

Silk Bank Limited 60 Summit Bank Limited 75

Sample size and sampling technique
The sample of the study was comprised on 100 respondents working in the

banking sector. Sampling element is the unit of analysis or case in population such as
a person, a group, an organization. sampling element in this research is the persons
belong to banking sector in KPK. The sampling technique of the study was
convenience sampling.
Data collection Tools/methods

The research was based on primary data in the form of questionnaires. Survey
in the form of questionnaire is a list of questions aimed for extracting specific data
from particular group people. Purpose of this questionnaire is to collect data from
the bankers to know if the inflation has hit them during Covid or not and what
affects are there on the employee’s turnover in the banking sector of KPK.
Questionnaire.

Questionnaire is the research instrument that consist of a set of questions or
items that aims to collect information from a respondent. it is used as primary source
for data collection. it has two sections. Regarding questions it is mandatory to
explain nature data collection tools (questionnaire)

Section 1. contains demographic questions of respondents who were selected
from various banks.

Section 2. contains items of the research thesis variables while the second
phase comprised of questions about study variables.
Measuring Scales:

Data was collected via a 5-point Likert scale questionnaire. In this regard
“inflation” and “Employee Turnover Intention” were adopted form Fayaz et al (2020).
Data Collection procedure.

Step 1. Developing questionnaire related to the research topic.
Step 2. Distributing the questionnaire to the concerned focused group.
Step 3 Data analysis of the collected data.
Step 4 Conclusions would be drawn from the collected data.

Data analysis technique
The systematic process of investigating, through varied techniques, facts and

figures to make conclusions about a specific question or topic. this research is
quantitative in nature. descriptive analysis technique has been used in this research.
and is made in the form of distribution of the questionnaire and then collecting data
from them. In first part extensive study is made on the topic. Initially, the
questionnaire was produced, and then, six individuals who were not part of the
research were enlisted to assess it once the required revisions were made. This
approach was used to assess the efficacy and resilience of the questionnaire.
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Afterwards, the second part quantitative research questionnaire was properly
distributed among the 100 participants who were selected for the research from
various private sector banks in Peshawar. The data were collectively evaluated to
get a result. That data has been analyzed through SPSS system and Cronbach Alpha,
in which reliability is checked which has come out to be 0.61. furthermore,
correlation among the variables is also checked and then conclusions and
recommendations are given in chapter 5.

RESULTS AND DISCUSSIONS
This chapter contains all the statistics obtained by distributing questionnaire

to the 100 employees of the banking sector of KPK. the results are given as below.
Distribution on the Basis of Gender
Table 4.1: Gender Analysis

above table 4.1 shows the genders frequency of the respondents. The table
describes that the total number of gender respondent is 100. While in out of the 100
the highest number is female which is 52 and the percentage of female is 52%, and
the remaining 48 are male respondents and percentage of male is 47%.
Distribution on the basis of BankTable 4.2 : Bank frequency

Valid Percent Frequency Percent Valid percent
Alfalah 32 31.7 32.0
HBL 10 9.9 10.0
AL Habib 15 14.9 15.0
Askari 12 11.9 12.0
ABL 12 11.9 12.0
MCB 7 7.9 8.0
HABIB BANK 11 11 11

The second table 4.2 describe the frequencies of the demographic factor in
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bank. The table divided the banks in seven classes. the first class is for Bank Alfalah,
and it shows the higher rnumber of respondents are present in this group in the 32
respondents out of 100 belong to this group. The percentage of this group is 32%.
While the second group is for HBL with 10 percent, third for bank Al Habib with
15%, fourth is Askari bank with 12%, fifth is ABL with 12% ,sixth is MCB with 8%
which is the lowest percentage, ,last group belongs to Habib Bank with 11%.
Reliability and Validity
Table : 4.3.1 Reliability
Reliability Statistics of retention intention

Reliability Statistics of inflation
Table 4.3.5
Cronbach's
Alpha N of Items

.69 2

According to the above table 4.7 is the table of reliability statistics which is
used to check the validity of the variables for the data collection. The standard value
in this regard is .60 means 60% reliability. The values of the alpha in the above table
is .61 for retention. it shows that all the variables are valid and reliable and met the
minimum requirement.
Component Correlation Matrix

1n order to examine correlations between variables Pearson Correlation is
used. The correlation results indicate that there is no multicollinearity in the data as
correlations between variables is not greater than 0.70.
Table 4.4

Cronbach's
Alpha No of Items

.61 11
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Table 4.4.1
KMO and Bartlett's Test

The above table 4.4.1 exhibit the results of Kaiser Meyer Olkin .690 that is
greater than the value of 0.5 which is acceptable values. Bartlett’s test shows highly
significant results. This means that the factors analysis is applicable for the above
data and fulfill the consequences of exploratory factor analysis

CONCLUSION AND RECOMMENDATIONS
From the all the data and statistics calculated in chapter 4, it can be

concluded that inflation has affected employee’s retention in all sectors with special

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .543
Bartlett's Test of Sphericity Approx. Chi-Square 302.528

df 78
Sig. .000
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reference to banks employees. This research has investigated the influence of the
inflation rate on the retention ratio of employees in the banking sector in KPK. By
collecting data from 100 employees from seven different banks in KPK, it could be
assumed that high percentage of employees intended to leave their jobs amid of
inflation due to covid-19. seven banks that have been consulted are bank Alfalah,
Habib bank, askari bank, HBL, ABL ,MCB etc.

CONCLUSIONS
This data has helped to answer questions i,e what are the major factors that

impact the turnover intentions and ratio of employees in the banking sector of
Pakistan. Majority of the respondent considered inflation as the main cause that
impact turnover intention of the employees in the banking sector of KPK.
Recommendations

After the above conclusions drawn from the data analysis, following
recommendation are proposed in order to fill the gap between inflation and
employee’s retention.

i. Build employee engagement. One of the most important strategies
for employee retention is to build up your workers' engagement with your
organization.

ii. Caregiver benefits given to the employees. Allocating funds to
employee benefits can provide a huge boost to your employees, without being tied to
future cost-of-living raises. High-impact benefits that ..

iii. With employees facing higher costs of living due to inflation, they can't
live their lives as they used to, even with the same salary or benefits as before.so
they should be provided with the accommodation facilities, living cost and other
rewards in order to retain them.
employee’s turnover is due to non-availability of the funds and inflation. That has
made them difficult to manage expanses with their income which in-turn creates
disturbance in their lives.
Managerial implication

Managerial implications refers to the possible steps that can be taken by the
management in order to ensure financial stability. The financial manager must dig
out the reasons for erosion of purchasing power brought on by inflation and make
wise judgments.they should take into consideration the purchasing power,
investment decisions, debt management, pricing strategies, cost of living and finally
the risk management linked to the inflation.
Limitations

This study offers a wealth of information about inflation and how it affects
bank employees' retention, although it focuses especially on the post-COVID
scenario. Prior to COVID, it was unconcerned about the impact of inflation. This
study primarily examined a small number of characteristics that affect bank
employees' intentions to leave their jobs; however, because of time and resource
constraints, not all banks were included; just seven institutions—Bank Alfalah
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Limited and Bank Al-Habib—included. Another drawback is that inflation has
affected practically every area of the economy since COVID-19. Nevertheless, there
are 14 private banks in Pakistan, and banks are further divided into public,
commercial, Islamic, and private banks. My research is also restricted to private
banks, although it can be expanded to include private banks in the nation, the area,
and outside. However, this thesis has addressed the majority of topics that can be
used by bank employees nationwide.
Future Directions

There is a wealth of information in this study about how employees react to
changes in the economic climate. The broad conclusion that inflation in KPK has
affected every sector of the province more severely may be inferred from the way
bankers have responded to the rise in inflation. Thus, workers in other sectors might
likewise be the subject of inquiry.
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