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1 Introduction

1.1 Foreword

It is often remarked that groups are everywhere, whether in our social lives, our work lives, or even
our families. In each of these situations, sets of individuals decide to work collectively to achieve
particular goals.

However, although groups are everywhere and we participate in them constantly, we do not understand
them very well. Many of us can tell stories of groups that seemed perfect for a given task, but which
failed. And we all have reasons (or excuses) that explain such failures.

But our experiences in groups suffer precisely because we are with them.

The study of groups as a phenomenon that is unique and different from other social phenomena is
very active, reflecting both the importance it has and how much we still don't know about groups. S
M Rizwsan Clinical Psychologist ANF

1.2 About this Book

Figure 1 Hub and Spoke

In this book, we take a challenge-based approach to dealing with groups. Many other books
provide conceptual and descriptive treatments of groups and teams. Here we will take a prescriptive
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perspective, one that focuses on the "how to" of managing a group or a team. This prescriptive
perspective, however, will be rooted in social science.

1.3 About Wikibooks and Wikimedia

• Wikibooks1, a Wikipedia2 article about Wikibooks and its history.
• Wikimedia Foundation3, a Wikipedia article about the non-profit parent organization of Wikibooks.
• Frequently asked questions4 about Wikibooks.

1 http://en.wikipedia.org/wiki/Wikibooks
2 http://en.wikipedia.org/wiki/Wikipedia
3 http://en.wikipedia.org/wiki/Wikimedia
4 http://en.wikibooks.org/wiki/FAQ
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2 Creating and Maintaining Team Cohesion

2.1 Team Cohesion Defined

One definition of cohesion is “a group property with individual manifestations of feelings of be-
longingness or attraction to the group” (Lieberman et al., 1973: 337). It is generally accepted that
group cohesion and performance are associated. “However, the issue of a cause/effect relationship
between group cohesion and performance is not completely resolved. Generally, there tend to be
more studies supporting a positive relationship between group cohesion and performance.” [Chansler,
Swamidass, & Cammann. 2003] With that in mind the following article is an effort to enhance
group/team cohesion and as a result help improve group/team performance.

2.2 The Question

What is team cohesiveness and why does it matter to an organization to have cohesiveness within its
teams?

2.3 Team Composition

2.3.1 How to promote team cohesion when selecting and identifying diversity within
teams

In their journal article Beyond Relational Demography: Time and the Effects of Surface- and Deep-
Level Diversity on Work Group Cohesion, David A. Harrison, Kenneth H. Price, and Myrtle P.
Bell discuss the composition of teams and its effect on cohesiveness. They describe two different
categories of diversity, namely surface level and deeper level.

2.3.2 Surface-Level Diversity:

Surface level attributes are “immutable [and] almost immediately observable.” [Milliken & Martins,
1996] Such attributes include age, sex, and race/ethnicity. In general, the findings have been fairly
inconsistent within and across studies as to how diversity in these areas affect team cohesion.

2.3.3 Deep-Level Diversity:

Deep-level diversity includes differences among members’ attitudes, beliefs, and values. These
attributes are less apparent than surface-level differences and are “learned through extended, individu-
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alized interaction and information gathering.” [Harrison, Price & Bell, 1998] They are communicated
differences which are shared through both verbal and nonverbal behavior. There has been less
research done in this area with regards to teams in workplace settings, though a number of social
psychological studies have been conducted. The findings consistently suggest that “attitudinal
similarity [is] associated with higher group cohesiveness.” [Terborg, Castore, & DeNinno, 1976]
Diversity also improves communication, reduces personal conflict, attracts friendships, and gives
more satisfaction to group members.

2.3.4 Summary

Overall, the school of thought that is most widely accepted, in regards to team cohesion, is that
“surface-level differences are less important and deep-level differences are more important for
groups that had interacted more often” [Harrison, Price & Bell, 1998]. Harrison, Price, and Bell’s
study concluded that while homogeneous groups interacted and performed more effectively than
heterogeneous groups in the beginning, with time and information, the diverse groups’ performance
and processes improved more rapidly and “had grown more effective in identifying problems and
generating solutions” [Harrison, Price & Bell, 1998]. Overall cohesiveness was strengthened in such
cases. Hence, for optimum results, teams ought to include deep-level diversity as part of the process
for achieving cohesiveness.

2.4 Internal Environment Factors Needed in Team Cohesion

Internally there are several factors that must be present for cohesion to exist within a team. First good
and appropriate communication is essential to creating and maintaining cohesion. Communication
leads to the second factor, unity of purpose. For a team to work as a cohesive team they must share a
common goal and to collectively work towards that goal. And finally, the team must have a high
level of commitment understanding that what they do together as a team is better than what they do
on their own.

2.4.1 Communication

In the article “Building Team Cohesion: Becoming “We” Instead of “Me” the authors stress the
importance of not losing the “human moment” which they define as “not to lose the powerful impact
of face-to-face, immediate interaction in real time and space.” Furthermore, the authors add the
following:

“It is communication in the “human moment” that most powerfully creates team synergy – the
energy that truly makes “the whole greater than the sum of its parts.” It is communication in the
“human moment” that also most powerfully creates team cohesion – a strong sense of loyalty and
commitment to the team vision as one’s own.”

“Providing communication opportunities in real time and space for forensics team members is
necessary to build team cohesion. Whether a room or lounge where team members can congregate
between classes and the end of the day, practice space for formal and informal coaching sessions,
travel time in cars and vans, or social time to enjoy pizza and a movie, both quantity and quality of
communication are necessary to build a cohesive team climate of openness and trust. . . According
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to Bormann(1990), highly cohesive groups interact in an open climate where individuals are free
to ask questions and disagree with one another; even the ability to work through inevitable team
conflict in such a constructive climate will only serve to strengthen team cohesion.”

In order to build cohesion within any team whether it be a sports team or work team communication is
an essential ingredient. Providing opportunities for the team members to interact socially is necessary
to help build trust. In addition, a safe environment in which the team can deal with conflict is critical
to team cohesion.

2.4.2 Unity of Purpose or a Common Goal

A critical factor that must be present for groups or teams to experience cohesion is to have a
common goal. In SELF-MANAGING WORK TEAMS:An Empirical Study of Group Cohesiveness
in “Natural Work Groups” at a Harley-Davidson Motor Company Plant, the authors state: “that
highly cohesive groups tend to perform better because they have high commitment to attaining group
goals (e.g., Stogdill, 1972), and because the members are more sensitive to others in the group, they
are more willing to assist each other (e.g., Schachter, Ellertson, McBride,&Gregory, 1951).”

Additional support to the importance of a common goal in building and maintaining a common goal
is found in “Buliding Team Cohesion: Becoming “We” Instead of “Me” where the author relates the
following:

“Since cohesion is believed to be one of the distinguishing characteristics of a high-performance
team, what is this powerful team quality and how is it cre-ated? According to Bollen and Hoyle
(1979), cohesion is the degree of attraction members feel toward one another and the team; "it
is a feeling of deep loyalty, of esprit de corps, the degree to which each individual has made the
team's goal his or her own, a sense of belonging, and a feeling of morale" (as cited in Beebe &
Masterson, 2000, p. 122). Though cohesion is rooted in the feelings team mem-bers have for one
another as well as a common goal, creating, shaping, and strengthening those feelings relies on
the use of effective communication. Communication scholars have long agreed that group or team
cohesion is as much about the relationships created as the task at hand, and success in both fos-ters
the development of team cohesion. (Bormann, 1990).

Without a purpose or a common goal a team will eventually splinter into separate individuals working
towards their own personal agendas and not together toward a team goal. It is important for team
members to see themselves as a part of the group working towards a goal for cohesiveness to exist.

2.4.3 Commitment

Teams that are not committed to each other or a common goal do not experience cohesion and are
much more like to leave the team or even the organization. In the article "Commitment and the
Control of Organizational Behavior and Belief" the author states the following:

"Commitment also derives from the relation of an employee's job to those of other in the organization.
Some jobs are rather isolated and can be done independently of other jobs in the organization. It has
been found that jobs which are not integrated with the work activities of others tend to be associated
with less favorable attitudes. (Sheperd, 1973). Gow, Clarkand dossett (1974), for instance find
that telephone operators who quit tend to be those who are not integrated into the work group.
Work integration can affect commitment by the fact that integrated jobs are likely to be associated
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with salient demands from others in the organization. If a person has a job which affects the work
of others in the organization, it is likely that those other will communicate their expectations for
performance of that job. Such expectations can be committing in that the other people implicitly or
explicitly hold the person accountable for what he does. Earlier we mentioned that when individuals
did not know what was expected of them they tended to be less committed to the organization. One
reason an individual will not know what is expected is because no one is telling him. In general,
we would expect that anything which contributes to creating definite expectations for a person's
behavior would enhance his felt responsibility, and hence commitment."

We learn from the above author that for commitment to exist we employees need to know what
is expected of them and then to know they will be held accountable either by a manager or other
co-workers. Once commitment is present team members are more likely to stay and work towards
the team goal.

2.5 Role of Management in Team Cohesion

The roles that management has in a team that they oversee are extremely important. But it is also
important for the management to understand the boundaries of what their roles and responsibilities
are and what the roles and responsibilities of the team itself are. The manager is often placed in
the management position because of their people and technical skills and experience. A team often
benefits from the manager’s abilities, skills, aptitudes, insights and ideas. But neither the management
nor the team should ever forget that it is the team’s responsibility to perform the actual work. So
what role should management play in a team that they oversee? How best can they serve the team to
ensure they are successful? A critical role that management can and should have is to facilitate and
encourage team cohesion.

2.5.1 Establish the Team Vision/Goal

The first step in creating team cohesion and where management should be involved is in the estab-
lishment of the team vision and/or goal. Management must set a clear vision to which the team can
jointly work towards together. As Tommy Lasorda, former manager of the LA Dodgers, stated, “My
responsibility is to get my 25 guys playing for the name on the front of their shirt and not the one
on the back.”[LaFasto] Management must “establish a common goal for [the] team – an underlying
target that will bind [them] together. . . ”[LaFasto] The goal must be as clear as possible for each
member of the team. “Goal clarity is critical for team members to have confidence in their direction
and to be committed to make it happen.”[LaFasto] A clearly defined goal articulated to the team in
such a way that they all understand will inspire the team and commit them to the cause.

Once the goal has been clearly defined and clearly articulated, management must keep the vision and
goal alive. Obstacles, tension, and crises may arise that can distract or discourage away from the
common goal. The management must “continually reinforce and renew the team goal.”[LaFasto]

Being that managements “primary responsibility is to ensure that the team reaches its goal,”[LaFasto]
management must also facilitate a working environment, set clear expectations and responsibilities,
and lastly, let the team do their job.
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2.5.2 Facilitate a Working Environment

Once the team vision and goal has been established, the most important contribution management
can make “is to ensure a climate that enables team members to speak up and address the real issues
preventing the goal from being achieved.”[LaFasto] Such a climate includes creating an environment
of trust, communication and openness with each other. As Frank Lafasto describes in his book,
openness and supportiveness are “the ability to raise and resolve the real issues standing the way of a
team accomplishing its goal. And to do so in a way that brings out the best thinking and attitude of
everyone involved. It’s too hard for team members to contribute, much less explore the possibilities,
when it is not safe for them to say what’s on their minds. They must be able to speak honestly.
They must be able to deal openly with real obstacles, problems, and opportunities in a way that
promotes listening, understanding of differing perspectives, and constructively working towards a
solution.”[LaFasto] The environment and climate in which the team works and operates must be
facilitated by the management to ensure that trust is established, collective collaboration is demanded,
and openness is welcome.

2.5.3 Set Clear Expectations and Responsibilities

Management responsibility is also to set clear expectations and responsibilities of the team and
individual team members. Patrick Lencioni describes in his book “The Five Dysfunctions of a Team”
that a team where there is ambiguity about the direction and priorities fails to commit. Whereas when
the expectations, direction and priorities are clear the team is more likely to commit to the cause
and each other.[Lencioni] Management must establish clear expectations so there is no ambiguity or
question of what is expected of the team, whether it is the timeline, product, requirements, etc.

Also, management must set clear responsibilities. “There are few behaviors that build confidence
as well as personalized expression of belief in an individual. One of the most direct signals of
such belief is trusting someone with important and meaningful responsibility.”[LaFasto] Clear and
meaningful responsibility that allows the team members to stretch enhances their trust and confidence.
And, as Jack Welch, the CEO of General Electric, put it, “giving people self-confidence is by far the
most important thing I can do. Because then they will act.”[LaFasto]

2.5.4 Training and Staffing

According to Chansler, Swamidass, & Cammann to get a task completed, “a work team must have
the resources to do the job. Specifically, the team needs trained, competent team members. Training
is a planned effort by a firm to help employees learn job-related competencies (Noe, 1999). Training
is used by companies to gain a competitive advantage over rivals in their respective industries. A
company must provide adequate resources to an empowered team to staff and train its members
adequately.” It is the responsibility of Management to provide such training. Chansler, Swamidass,
& Cammann also suggest management should provide its workers with both “hard” and “soft”
skills. “Hard-skills training helps them do their jobs properly so that the plant can produce a quality
product cost-effectively. Soft-skills training, on the other hand, teaches the workers to get along
better as part of a functioning team; this type of skills training improves interpersonal dynamics and
relationships. To effectively and efficiently manufacture quality product, both types of training are
needed.” [Chansler, Swamidass, & Cammann 2003] It is therefore the responsibility of management
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to make sure that group/ team members have the hard and soft skills to perform tasks and maintain
cohesion.

2.5.5 Get Out of Their Way

And lastly, the manager’s role is to get out of the team’s way. Once the team knows what they are
working towards, tasks have been clearly defined and delegated, expectations are clearly set and they
have the means to build relationships of trust and have open communication, the manager needs to
step back and let the team work. The last thing the team needs, not only to reach their goal, but also
to build strong cohesion is, as Dr. Travis Bradberry described, a seagull manager; one that swoops in
when problems arise “squawking and dumpling advice, only to take off and let others clean up the
mess.”[Bradberry] Management needs to let the members in the team be smart and informed about
key issues and facts related to their tasks and goal. Then management must trust team members by
providing sufficient autonomy, which will in turn build confidence.

2.5.6 Summary

Ultimately, the goal and role of management should be to add value to the team’s effort. This can be
done by defining a clear vision and goal, facilitate a working environment, set clear expectations and
responsibilities, and provide the team enough autonomy where they can work and do their jobs with
full commitment and confidence.

2.6 Examples of Team Cohesion: The Good

A good example of team Cohesion is that of the Harley Davidson Motor Company (HDMC) and
its group structure. The well known turnaround of HDMC occurred in the 1980s when it changed
from a “command-and-control” culture to that of self-managing work teams (SMWT). This change
allowed assembly employees to make important decisions in their work teams [Chansler, Swamidass,
& Cammann]. With group work as the foundation of HDMC’s manufacturing cohesion among group
members was essential.

At its Kansas City Plant HDMC natural work groups (NWG) were organized to make decisions (and
build motorcycles). The plant’s employees are made up of local union members. “This partnership
allows the shifting of the decision-making and financial responsibilities for the operation of the plant
to the assembly floor employees” [Chansler, Swamidass, & Cammann].

The structure of the plant divides workers into NWGs. Each NWG is either assigned to one of
four process operations groups (POG) (the Assembly POG, the Fabrication POG, the Paint POG,
or a POG dedicated to future programs) or provides “computer, human resources, materials, and so
forth, support for the operations NWGs (denoted as RG or Resource Groups). Each of the NWGs
is represented by NWG-elected (on a rotating basis) members. The highest level of the circular
organization is the lone plant leadership group (PLG), which is cochaired by the plant manager and
two local union presidents” [Chansler, Swamidass, & Cammann].

Within this group structure HDMC provides for widespread access to information. “All financial
and operations information is available to all team members, which allows them to monitor budgets
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and production quotas” [Chansler, Swamidass, & Cammann]. This access to information facilitates
open communication which in turn leads to greater team cohesion. Cohesion is also furthered by the
autonomy of workers within the group. “Each NWG is empowered to make decisions with regard to
any aspect of the assembly process as long as it does not cross over its boundary and impede another
NWG” [Chansler, Swamidass, & Cammann]. With freedom to make any necessary decisions and
freedom from continuous managerial intervention NWGs are free to bend and move as needed in
response to any given situation.

Interestingly in this structure there are no formal team leaders. “NWGs are collectively led by
the members of the group. Traditional leadership duties such as scheduling, safety monitoring,
budget balancing, and so forth, are rotated among the NWG members on a regular basis (usually
monthly). The NWG controls its own budget, sick pay, overtime, and consumable production
materials. Individual performance measures are not maintained. The NWG performance is measured
on achievement of plant goals and on the goals that they set for themselves” [Chansler, Swamidass,
& Cammann]. This sharing of responsibilities fosters cohesion by aligning the goals of the group,
goals each member is included in creating.

2.7 Examples of Team Cohesion: The Bad

The 2010 film “The Social Network” is based on the events and circumstances that lead to the
creation and founding of the social networking website “Facebook.” Founder Mark Zuckerberg
and his friend, co-founder Eduardo Saverin agree to launch the site and split up ownership of the
new company equitably. In the process of developing the company, other individuals and interests
come into play that are detrimental to the team cohesion developed by Mark and Eduardo eventually
leading to multi-million dollar lawsuits and the end of the original founding team.

Several factors that lead to the failure of team cohesion:

• Team members were unable to work together cooperatively
• Team goals were not shared by everyone on the team
• Team members felt that they were not recognized for individual contributions to accomplish team

goals
• Selfish interests were able to infiltrate the team cohesion

The fact that team members were unable to work cooperatively together is likely the single biggest
factor in the failure of the original “Facebook” leadership team. In the movie, to help advance the
growth of the company, Mark brought in a third partner, Sean Parker, the co-founder of the famous
music sharing sight “Napster.” Mark was instantly drawn to Sean’s charismatic personality and
vision for “Facebook.” At the same time, Eduardo was highly skeptical of Sean and his business
history. Immediately Mark began to lean toward the ideas that Sean had developed for “Facebook”
and eventually gave Sean a small ownership stake in the company as well as a management position.
Upon learning this, Eduardo was very upset that Mark would go ahead and make the decision to
include Sean without consulting him first.

Mark and Eduardo both had visions of keeping this site exclusive for the elite college institutions
around the country and gradually introducing it to other colleges. When Sean was brought into the
company he presented Mark with a business plan to expand “Facebook” beyond the college scene
and introduce it to the general public. At the same time he was trying to convince Mark that he
needed to relocate the business to Palo Alto, CA from Boston, MA. Eduardo was never consulted on
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these propositions that were made to Mark. Eduardo felt like Sean was trying to push him out of the
company and influence many of the decisions made by Mark. As the company grew and others were
able to influence decision making, the team goals had clearly changed and not everyone shared the
same vision.

When “Facebook” was originally started Eduardo was designated as the CFO of the company. In
this responsibility he put up the initial seed money to get it off the ground. He was in charge of all
finances and bank accounts for the company. While Mark was moving the company headquarters
to Palo Alto, Eduardo was spending time in New York working on securing advertising contracts
with prominent advertising firms. When Eduardo goes to visit the team in Palo Alto he begins to
tell Mark all about the progress he has made with the advertisers but instead he is told all about the
work that Sean and Mark had accomplished and is essentially told that his time and work in New
York will not be needed. Eduardo felt like his contributions to the company and goals were not being
recognized. This drives Eduardo further and further from the team.

Throughout the life of the original leadership team there were many occasions where selfish interests
were able to infiltrate team cohesion. Sean was the worst offender of this. Sean was one of the
founders of “Napster.” “Napster” was eventually forced to shut down and was facing many lawsuits
from the record industry. Sean saw an opportunity to work with Mark and Eduardo on “Facebook.”
Sean could see the potential that this venture had and also that he could influence the socially
introverted Mark by filling him with visions of big pay days and a life style full of privilege. At
times he appeared to try and relive his days of “Napster” and treated “Facebook” like it was his
own company and he was trying to accomplish the goals there that weren’t achievable at “Napster.”
After a party to celebrate the 1 millionth member of “Facebook,” Sean was arrested with several
other “Facebook” interns for possession of cocaine and was eventually dismissed from the company.
Through these actions, Sean clearly was acting in his own self interest and did not take into account
what the effects would be on the group or company. In many ways the selfish actions of Sean drove
a wedge between Mark and Eduardo that eventually lead to lawsuits and the end of the original
leadership team. [The Social Network]

2.8 Conclusion

2.8.1 Ways to Increase Team Cohesion

Each group environment is different and will present different challenges. In order to create a
cohesive team unit it is important for team members to be aware of this and work towards it. In
Joseph Powell Stokes’s research, he found that “risk taking that occurs in a group, attraction to
individual members of the group, and the instrumental value of a group are all related to the cohesion
of the group”. He proposes that “increasing risk taking, intermember attraction, and the instrumental
value of a personal change group might lead to increased cohesion, which in turn might lead to
increase benefits for group participants.” [Stokes]

As such, groups should attempt to foster an “atmosphere of tolerance and acceptance” so they can
assure openness and honesty and hence, increase their risk taking and intermember attraction. They
can “[reward] members who make risky self-disclosures or give honest feedback to other group
members”. They should make sure group members know that they are expected to “like each other”
and can help members “differentiate between not liking other members’ behaviors and not liking the
other members themselves”. Group leaders ought to act as examples and make sure that the group
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composition and expectations of the group members are in line with risk-taking and intermember
attraction. “Leaders can maximize the instrumental value of a group for its members by having the
group focus explicitly on its goals and by helping redirect the group when members’ needs are not
being met”. [Stokes]

2.8.2 Potential problems
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Ways to Prevent Groupthink.1
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3 Communication

3.1 Introduction

Communication is something we humans do extraordinarily well, because only our species has
evolved complex language skills. Why this should happen only to us is not entirely clear, but
some cynics say that the primary purpose of language is to allow us to tell lies! Perhaps this is a
misconception - for good communication requires that the 'mental model' that the originator wishes
to transmit and the experience of the person interpreting the received information is sufficiently
similar. A brain surgeon explaining a procedure to a patient would have to use much more simple,
precise, unequivocal 'mental models' than if she was presenting, say draft paper to a seminar of
specialist colleagues who each enjoyed comprehensive and independent checking cross-checking
capabilities. We forget to apply an adequately 'balanced' checking 'protocol' at our peril!

3.2 Miscommunication

On January 3 2006 at approximately 11:50 pm, CNN and other news outlets reported that 12 of
13 miners trapped in the Sago Mine were alive. Families of the victims celebrated for three hours
before mine company officials informed them that the report was wrong and 12 of the 13 miners
were dead. The families would later report that a mine foreman, who had overheard the rescue team,
had contacted the families with some initial but unverified information and the media picked the story
up from the families. Reporters then 'verified' that information with other families and other news
sources without realizing those 'cross-check' sources originated from the very same, single unverified
source. They failed to 'dig down to the roots' of their story and relied instead on visible superficiality.

Beyond compounding the mental anguish of the families, many professional news media outlets
appeared unprofessional and the mine company experienced a far worse public relations problem
than if they had communicated clearly and quickly using more formal protocols. Unfortunately
formal protocols involve verification, and this slower process can seem rather like censorship or
deliberate information management to news gatherers. While most business communication issues
don’t result in such dramatic public displays, 'quick and dirty' communications often prevent teams
from functioning properly and cost companies uncountable billions of dollars. But so too does the
over-cautious, 'need to know' secrecy beloved of military style organizations, who thereby miss
many opportunities. The trick is to strike a balance, and that balance will change, depending on the
sensitivity, importance and urgency of the message.

Unbalanced messages are likely to cause “communication breakdown” which can engender conflict.
Over cautious protocol can prevent important information from reaching decision makers accurately
and in time, while listening to messages with no verification protocol - rumors - can easily reduce
the morale of team members. By understanding the causes of communication breakdown and
effective techniques for group communication, team members can create a more productive working

15



Communication

environment for themselves, and increase their effectiveness when dealing with outsiders such as
customers or the wider public (or vice versa - as occurred at the Sago Mine 'information leak').
Effective communication techniques maximize team productivity and creativity while minimizing the
chance of miscommunication. Just to make things even more complicated, deliberately 'unbalancing'
messages to provoke miscommunication can be quite creative! Unbalanced - unverified messages
are the essence of formal 'brain-storming' events, and also occurs routinely in gentle banter and
ironic satire among colleagues. However, it can not be over-emphasized that these 'wrong protocol'
techniques should only be used exceptionally as they require very careful management in a business
environment!

3.3 Communication Breakdown

Communication breakdown can be the source or the result of conflict, but it is also important to
recognize that a lack of conflict can also be a sign of communication breakdown. Inadequate training,
apathy, misunderstandings, channel noise, differing backgrounds, or lack of respect can all be causes
of communication breakdown. The results of communication issues include withholding information,
loss of trust, reduced cooperation, reduced productivity, reduced creativity, reduced risk taking,
personal attacks, sabotage, complaints, clique formation and team breakup or individual resignation.
The North American Blackout of 2003 is an interesting example. One power plant failed to accurately
communicate the status of their section of the power grid, causing more than one hundred power
plants to go off line, forty million people to lose power, and an estimated six billion dollars in
losses to businesses.It is caused by problems which occur daily which allows people to stop their
communication.

A survey of 560 MBA students with work experience from across the USA helps to illustrate some
of the problems that communication breakdown can cause. The table labeled "Hard Costs" shows the
number of respondents that can recollect certain hard costs that were incurred due to communication
breakdown. The table labeled "Soft Costs" shows the soft costs incurred (Gilsdorf 191-192). The
soft costs may result in losses as high as or higher than hard costs, but they are difficult to quantify.
As you can see, the effects of communication breakdown are far from trivial. The Society for
Advancement of Consulting (SAC) has recently released an article stating that poor communication
is more of a threat to the failure of a business than competition or the economy ("Communication
Errors Undermining Business.").

Hard costs
# of respondents Hard cost
11 < $100
34 $100 - $499
24 $500 - $999
82 $1,000 - $9,999
25 $10,000 - $19,999
35 $20,000 - $49,999
11 $50,000 - $99,999
21 $100,000 - $499,999
3 $500,000 - $999,99
11 $1,000,000 - $10,000,000
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Soft costs
# of respondents Soft cost
124 Lost time
111 Lost employee(s)
101 Lowered productivity, efficiency, or quality
82 Bad image, word of mouth, publicity
80 Ill will
79 Grave erosion of individuals' effectiveness
72 Damaged working environment of relationship
57 Lowered morale
56 Stupid risk or liability
51 Lowered team spirit
46 Lowered trust
46 Lost revenue
34 Waste of money
25 Lost customer(s)
18 Lost opportunity

There are many books written with psychological and linguistic perspectives on communication
breakdown. “That’s Not What I Meant!” by Deborah Tannen explains how ambiguities in our
speech can cause people to misinterpret what we intend to say. She also talks about how the
majority of what we say isn’t in the actual words, but in the way they are said. This involves pacing,
volume, expression of emotion (pitch, tone). There is a higher incidence of misinterpretation when
communicating between cultures, due to differences in the norms of “meta messages” between
cultures. Communication breakdown can also be manifested as politeness taken too far. Tannen
talks about the “Two-edged Sword of Politeness” where, in the interest of maintaining relations with
others, important things are not said. The motive here is to get along, but people often end up getting
along worse when this is done. When communicating, we don’t always say what we mean due to
what we think others might think of us. This is known as indirectness and is a type of self-defense
mechanism. Communicating with others is far more complicated than simply turning an idea into
words, saying it, and having it turned back into the same idea. All these complications are places
where communication breakdown can occur, frustrating those involved.

Richard J. Mayer has a slightly different perspective on breakdown. He came up with the hypothesis
that “Virtually all communication problems and conflicts between people, no matter how serious
they appear, are due to an accumulation of un-confronted and unresolved minor issues, each of little
or no apparent importance.” (Mayer 3). He studied hundreds of instances where communication
breakdown had occurred to come up with this idea. Many of these minor issues are caused by the
communication concepts mentioned earlier by Tannen. The new part of this perspective is that
major problems are caused by an accumulation of minor issues. He suggests confronting these little
issues every time they are encountered. He also proposes the idea that we are more skilled at being
competitive than we are at being collaborative, which makes it difficult to work in effective teams.

A certain amount of communication conflict within a team is good. Both too little, as well as too
much conflict is a type of communication breakdown. Too little communication conflict most likely
means either that nobody cares very much or they are all brainwashed to think alike ('group-think').
Both of these factors mean the team is not being effective (Lemmex 2004). In an article about
communication breakdown, Larry Lauer says that communication breakdown is inevitable due
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to the complex nature of human experience and thus interpretation, so the communications need
to be reiterated back and forth until both the transmitter and all those receiving messages have a
common and verifiable understanding. He suggests some ways to spot communication breakdown,
and suggests we should look for 'activity plateaus' after a goal is met.

These plateaus often cause members to be more focused on their personal matters, and communication
begins to slow down. Another sign is productivity falling off. A plateau might be due simply to
members of a group who feel that their input isn’t much valued, and start to withdraw from the group
activity. Executive isolation is another sign of communication breakdown. This is the process of a
manager suffering from 'head in the office syndrome'. Effective communication is difficult. During
times of stress, it is tempting to avoid conflict by spending less and less time with others, and not
engaging in verifiable communication with them about the critical issues. Finally, either too few or
too many comments, queries or complaints is likely be a sign of communication breakdown (Lauer
1994). It is all a matter of balance between 'foot in mouth' and 'paralysis by analysis'!

Communication breakdown is all around us, and is responsible for more problems than anyone
takes the time to realize. Through the use of examples, survey results, and various perspectives
on the inner workings and diagnosis of communication breakdown, we try to develop a better idea
as to why we should want to avoid communication breakdown. The following sections will help
you communicate effectively with others so that, together, you can plan and implement effective
communication techniques and checking protocols within your group or team.

Effective communication within a team doesn’t happen by accident; instead, it requires planning
and organization, and an effective team leader or facilitator. Planning for good communication in a
meeting setting takes even more preparation. This section will discuss how leaders and facilitators
can plan ahead for good communication.

3.4 Planning for Communication

In modern organizations, teams may be entirely virtual and never interact in person. This presents a
unique set of communication challenges which are outside the scope of this paper, although certain
techniques presented will work well for virtual teams.

Larson and LaFasto (1989, 55-57) consider an effective communication system to be one of the four
necessary features of team structure. The communication system must focus on accessible informa-
tion, utilize information from credible sources, provide opportunities for informal communication
and have a way to document decisions in planning for communication. Leaders must take care to
structure the team and interactions in such a way that these four elements are a part of the system. For
existing teams, the team will probably already have procedures in place, whether or not conscious
effort went into developing them. As groups work together, certain norms of behavior develop. Team
leaders should be aware of this process and work to develop an effective set of norms from the
beginning. Opportunity for informal communication needs to be deliberately coordinated, not left to
chance. To enhance the likelihood of informal communication, a team leader will want to allow time
at the beginning of the process for group members to get to know one another and interact informally.
An offsite retreat or team activity will build personal relationships among members and facilitate
communication down the road. The facilitator should continue to build in regular opportunities for
informal discussion in ways that work with the team culture.
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Another important technique in preparing for communication is to train group members in advance on
communication techniques. A leader should train team members about group techniques for meeting
facilitation and conflict resolution as well as individual skills such as listening, communicating
criticism and mediation. This process facilitation can have positive effects on team accomplishment.
(Wheelan 2005) Finally, good communication requires feedback among group members. The
facilitator must build in ways for team members to provide one another evaluative information about
their behavior. (Wheelan 2005)

Once general systems are in place for good communication, the team leader can focus on specific
situations such as a team meeting. For teams working face to face, meetings are one of the most
common ways groups communicate, so planning for effective communication at meetings is critical.
Part of planning a meeting means having the logistics in place for success. The timing and location
must be right and the technologies must be in place for effective communication. Logistics such
as the time of day members are likely to be available to meet and at their best, a location that will
minimize interruptions and technologies such as PowerPoint that provide visual aids are all important
foundations for a successful meeting. (Whetton and Cameron, 1995) Even more importantly, the
leader must be clear on the purpose of the meeting and make sure the right participants are involved.
Then, he or she must plan the structure. (Whetton and Cameron, 1995)

To be most effective, a facilitator must explicitly determine the most appropriate meeting structure
and procedures. Some of the basic procedural options include: “1) an agenda-guided discussion, 2) a
problem- or item-list procedure, and 3) simplified parliamentary procedure.” (Stech/Ratliffe, 243)
Extensive detail on each of these options can be found in the book, “Effective Group Communication”
referenced at the end of the paper. For most meetings, a detailed agenda, distributed in advance,
is an effective way to help participants prepare for the meeting. The agenda gives group members
time to consider issues to be discussed so the group does not, “waste time discussing ill-conceived
suggestions.” (Whetton and Cameron, 460) The group also needs to have a clear decision making
format in place. Communication structure options include: ordinary group discussion (the most
common default), brainstorming and nominal group technique. The appropriate choice depends on the
group task. (Whetton and Cameron, 1995) Effective implementation of these various communication
strategies will be discussed in the next section. Beyond determining the structural format, a leader
also needs to prepare by making sure the participants fully understand the purpose of the meeting and
their role in the process. In many cases, particularly when there is a controversial item on the agenda,
pre-meetings with specific participants are important. “. . . it is advisable to discuss the matter before
the meeting with key opinion leaders. This polling of sentiment is useful for gauging how much time
should be set aside for discussing an issue and how it should be presented to the group. In addition,
if the chairperson can obtain the support of key group members before the meeting, it is less likely
that a controversial issue will dominate the group discussion. . . ” (Whetton and Cameron, 461)

Facilitators and leaders must plan for good communication. In general, investment in structure
(including informal communication) and member training can set the stage to allow team members
to communicate well. For a team meeting, more planning should be done including deciding on
the meeting purpose, participants, structure, logistics and decision making process. Agendas and
pre-meetings with individuals can help members prepare and ensure the group meeting moves
smoothly.
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3.5 Communication Tools

While planning for effective communication is key in order to achieve specific objectives, it is equally
important to utilize tried and tested 'tools' that can facilitate 'live' real time communication between a
transmitter and an audience.

First, some communication is what Eric Birne called 'parent to child'- the issuing of clear and
unequivocal orders to make sure that tasks are completed quickly in what the authority figure thinks
is the best way possible. Other times, we act more like adults, and hold discussions that require
awareness, active listening, using names, making “I” statements, the

Nominal Group Technique, developed by Delbecq and VandeVen,is a method of ranking various
contributions. Appropriate body language, mirroring and eye contact can all help individuals to
understand each other better. The first step in facilitating clear team communication is to be aware of
who is in the group. Bringing the group together in a social setting allows team members to learn
each other’s personalities, work situation, and personal background. This understanding prevents
issues and differences from arising that could inhibit communication between team members. The
next technique that can improve communication is the use of active listening skills. Active listening
occurs when people really hear what the other person is saying and both paraphrase what was said
and identify any nonverbal cues that a person may also be trying to express through body language.

Sometimes this means more than just identifying the concrete comments or suggestions that a person
is making, but also addressing any underlying emotional issues that are also affecting what a person
is trying to say (Thompson and Gooler, 1996). A simple way to help a person understand that you
are actively listening is to use their name a few times during the course of a conversation. This helps
a person to realize that you are focusing your attention on what they are saying, and really hearing
their full meaning (Connolly and Syer, 1996). When you are the person who feels misunderstood or
not heard, make sure to express your feelings through the use of “I” statements. Using “I” statements
allows people to express themselves without putting others on the defensive. For example, instead of
saying, “You are completely ignoring me,” phrasing that feeling as “I feel like I am not being heard
by the group” allows others to realize how you are feeling without starting a conflict (Connolly and
Syer, 1996). If a group is having trouble creating and communicating divergent ideas, one way to
facilitate this process is through the Nominal Group Technique. This technique preempts conflict by
allowing individuals to generate ideas individually and have everyone share their thoughts with the
group. “The advantage of the nominal group technique is that it maximizes information gain, ensures
a democratic representation of all members’ ideas. . . and avoids production blocking” (Thompson,
162). Ultimately, some conflict will arise. But through the use of the nominal group technique and
the use of “I” statements, conflict may be productive in the generation of new ideas and not lead to
permanent rifts between team members.

Though these tools for facilitating verbal communication are essential, the importance of under-
standing nonverbal cues cannot be underestimated. “The use of space, eye contact, body orientation,
head movements and other behaviors are often used to transmit messages without the use of words”
(Thompson and Gooler, 407). Regardless of what team members actually say, it is important to
be aware of the nonverbal messages communicated through body language. Though a person may
verbally agree, it may be clear that they are uncomfortable or dissatisfied with an idea or solution,
and that needs to be addressed for good communication to be permanently achieved. In addition
to being cognizant of others’ nonverbal cues, it is also important for team members to be aware
of how their own nonverbal behavior is perceived. Team members should be very aware of eye
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contact. Maintaining eye contact with individuals who are communicating their ideas indicates
interest (Connolly and Syer, 1996). Staring out the window or around the room is often perceived as
boredom or disrespect. Another simple nonverbal technique to facilitate good communication is the
act of mirroring. Mirroring involves mimicking others gestures and ideas. This is especially helpful
for making outsiders feel comfortable sharing ideas. While mirroring may seem over the top, in fact,
it “is a highly effective way of stating the obvious and raising awareness to allow change.” (Connolly
and Syer, 210). While these tools can help to address the nonverbal aspects of communication, in the
end team members must be aware of how they are expressing themselves both through what they say
and what they don’t say.

While these general techniques are effective for most teams, individual team differences often arise
with special needs. Though there are too many to enumerate in this paper, we would like to address
two of the most common and difficult groupings that people encounter – diverse groups and groups
with personality clashes. “There is a delicate balance in teams between appreciating individual
differences and requiring unity” (Larson and LaFasto, 79). Finding the balance between creating
cohesiveness and respecting differences is difficult, but can ultimately strengthen teams if it is
leveraged properly through good communication. In today’s diverse, international work environment,
people of differing work and cultural backgrounds are often working together on teams. Finding a
way to communicate despite differences is not only necessary, but also needed in order to find the
best solutions. “The belief is that diverse teams have a broader range of knowledge, skills, abilities,
and experiences that can enhance the group’s ability to critically analyze problems and generate more
creative solutions and ideas” (Thompson and Gooler, 397).

Common problems that occur in diverse groups include stereotyping, language barriers, and misun-
derstandings. For example, in the United States a thumbs up means okay, in Japan the same gesture
means money, and in Iran it is an obscene gesture. (Henderson, 1994). Also, people from different
cultures do not have the same shared history and stories that they can relate to when explaining issues.
“When group members do not share common social signals, the development of group cohesiveness
may be hindered and the team may have greater difficulty establishing a positive social climate”
(Thompson and Gooler, 409). For this reason, it is particularly important that diverse teams have
shared social team activities outside of the workplace so that they can not only get to know each
other, but also have these shared stories to refer to when trying to communicate particular points.
During team meetings, team members must take the time to pause and make sure that everyone
is grasping the issues and solutions being discussed (Henderson, 1994). If the team rushes ahead
without everyone on board, conflict will probably ensue at a later time. A degree of formality is also
helpful in diverse team meetings. Using proper titles (and always pronouncing names correctly, of
course) and avoiding slang may help people understand each other and not be inadvertently offended.
In diverse teams, keeping an open mind and really hearing what other team members are trying to
say must be made a priority in every meeting (Henderson, 1994). In general, in diverse groups it
is better to use the Nominal Group Technique than devil’s advocate, which can cause the group to
turn on one member, or simply create unproductive conflict that does not lead to the best solution.
However, despite the extra effort that must be put into communication in diverse groups, the benefits
often make the work worth it when highly effective, innovative solutions to problems are generated.

Another factor that plays a role in team communication is the differing personalities between team
members. In fact, Weblin goes so far as to say that “personality may be described as the sum pattern
of a person’s way of communicating – the total impression he makes on others” (quoted in Huseman,
1977: p. 417). Because of their varying personalities, members of teams receive, process, and act on
information and situations differently. Differences can be helpful by bringing fresh perspectives and
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skill sets to the team, but can also create conflict if communication styles differ or are misunderstood.
If team members understand their own personality tendencies as well as those of their teammates, the
communication between members and therefore effectiveness of the team will improve drastically.
It will also allow the team to emphasize and appreciate each member’s strengths. As Ruderman
hypothesizes, “the level of team personality diversity will be positively and significantly related to
team productivity, especially on problem solving teams” (1996, p. 79). communication tools can be
prevented in many ways which should be done by the people themselves.it's their fault for the low
factors which separates them.

3.6 Personality Types

One of the most prevalently used personality assessment tools is the Myers Briggs Type Indicator
(MBTI). This technique can prove to be a powerful tool in learning about your own personality as
well as those of your teammates. Unfortunately, it is not especially 'scientific' and some less secure
personalities may place too much faith in their 'type' so that it becomes a self-fulfilling prophecy.
The assessment relies on a long and recursive series of questions, none of which have an 'obviously
correct' answer, but all are rather ambiguous in nature.

This MBTI tool is just one of many which seeks to analyze and measure a person’s predisposed
preferences about the world and other people. MBTI identifies people as points along four axes.
These four dimensions thus produce 16 broad possible personality types and a range of 'shades'
within each category. The first dimension refers to how a person prefers to be energized. An extrovert
(E) mainly gains energy from interaction with others while an introvert generally (I) prefers being
alone. The second dimension deals with how a person prefers to take in information from the external
world. A sensing (S) person likes distinct facts and details while an intuitive (N) person prefers to
see the big picture. The third dimension relates to how people usually make decisions. A thinking
(T) person generally utilizes 'cold' logical thinking for their decisions while a feeling (F) person
tends to make judgments based on personal and subjective values. The final dimension deals with
an individual’s preference for their relationship with the external world. A perceptive (P) person
with the perceives situations in an emotional, flexible and spontaneous way. A more judgmental (J)
person prefers to live in planned and organized situations that is susceptible to analysis and synthesis
(Bradley 1997: p. 341; Dent 2004: p. 67)

Understanding differing personality types in general can help the group communication and functional
process. “The ideal team should be highly diversified in the talents and knowledge each member
contributes, while maintaining open, non-threatening communication” (Bradley 1997: p. 338).
Extroverts tend to open the lines of between group members, while introverts provide internal
reflection of group discussions. Both are important functions of group communication. The sensing-
intuition dimension can produce the greatest divisions in teams but both are absolutely necessary”
(Lyman 1995: p. 58). Sensing types take in and bring up pertinent, concrete, and precise facts, and
recognize the practical realities of the situation. On the other hand, intuitive types take in data as a
whole, focusing on associations and relationships and seeing new possibilities and ideas. Thinking
types present a logical analysis of the decision-making situation and therefore communicate in this
way, while feeling individuals offer insights into how feelings of other group members might affect
the situation.
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Feelers may view thinkers as insensitive while thinkers might view feelers as touchy feely if each
does not appreciate the others perspective. The planned and orderly approach of the judging type
will typically help keep the team on schedule, while perceivers help

3.7 Conclusion

Utilizing a variety of these tools and techniques to facilitate effective communication is crucial in
order to maximize team effectiveness. When communication structures and protocols ares not in
place, the communication breakdown is more probable than not. Fairly simple misunderstandings, if
not detected, can impair, sometimes even devastate the productivity of a team. On the other hand,
some misunderstandings can actually lead to creative leaps of the imagination, especially if the checks
and balances we call 'protocol' are working properly. Careful planning for meetings with simple
tools like the minutes of previous transactions and and not too flexible agendas can help in advance.
During the encounter, attention to verbal and non-verbal communication, and understanding different
participants’ backgrounds and communication styles can all help teams capture the productivity
improvements associated with effective team operation. Ultimately, the increased productivity that
results from developing a range of 'communications protocols' for different situations, circumstances
and audiences is likely to be well worth the effort. The essence is in finding the right balance between
spontaneity and carefully edited messages likely to be appropriate in each foreseeable situation.
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4 Conflict

4.1 Conflict Defined

Conflict can exist between factions or groups within a team, with a leader or manager, and with other
teams or departments within the company. It has been defined in numerously different ways and
has come to hold several connotations. The following is an example of a relatively broad dictionary
entry, where conflict is defined in the following way(s):

con·flict 1. to come into collision or disagreement; be contradictory, at variance, or in opposition;
clash: The account of one eyewitness conflicted with that of the other. My class conflicts with my
going to the concert. 2. to fight or contend; do battle. 3. a fight, battle, or struggle, esp. a prolonged
struggle; strife. 4. controversy; quarrel: conflicts between parties. 5. discord of action, feeling,
or effect; antagonism or opposition, as of interests or principles: a conflict of ideas. 6. a striking
together; collision. 7. incompatibility or interference, as of one idea, desire, event, or activity with
another: a conflict in the schedule. 8. Psychiatry. a mental struggle arising from opposing demands
or impulses.

4.1.1 Conflict in Groups and Teams

Conflict inevitably arises in one form or another in varying degrees due to the mere group and/or
team dynamics of having people with differing backgrounds, ideas, and potential agendas coming
together in an effort to accomplish a common goal. Conflict is generally considered to be negative
and something to be avoided. Numerous frameworks such as LaFasto and Larson's CONNECT
model have been developed to help rid groups of negative conflict. However, conflict isn’t always
negative and there are circumstances in which positive conflict is necessary in order to prevent
compliance tendencies and the potentially disastrous effects of groupthink1.

In the following sections, the positive and negative realms of conflict will be outlined and further
detailed in an effort to narrow the scope of conflict while helping to navigate some of the more
negative connotations that easily come to mind when thinking about conflict. Use all positive words
and actions and you will get the same back, respect others and they will respect you.

4.2 Types of Conflict that a Team Can Face

Positive conflictvs Negative conflict

1 http://en.wikipedia.org/wiki/Groupthink
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4.2.1 Positive conflict

Positive conflict is the notion that a healthy discourse may exist in the disagreement among group
members regarding personality traits, styles, or characteristics or the content of their ideas, decisions
or task processes which involves a pathway towards resolution. Any tolerable amount of conflict
is vital to group success in order to avoid groupthink and to generate more innovative ideas among
potentially and vastly differing members of the group. In addition, positive conflict generates buy-in
and offers elements of ownership and a sense of cooperation and enhanced membership to all of
the group members. Positive conflict reduces the effects of conformity pressures and groupthink.
Groupthink occurs when conformity and compliance pressures are exaggerated, and it generally
occurs in the absence of task conflict. One of the most devastating examples of groupthink occurred
on the morning of January 28th, 1986 in which the Challenger space shuttle2 exploded over the
Atlantic Ocean after the failure of an O-ring. This failure resulted from the O-ring being unable to
withstand extreme temperatures in which the O-ring had never been truly tested. Numerous NASA
staff members were aware of the possible failure of the O-ring in extreme temperatures, and they
were also aware of the ramifications should the O-ring break. However, the decision making process
regarding whether or not the shuttle was safe to launch was riddled with flaws that ultimately created
a breeding ground for groupthink. To illustrate, the Challenger launch had been postponed several
times before this scheduled date, and there was direct pressure from NASA to approve the launch.
There was also media pressure as they were scheduled to film the launch, since it would be the first
time a teacher was sent into space. NASA officials feared public ridicule if the launch was delayed
again, and as early as six days prior to the launch, NASA put the pressure on. They told the inspectors
to stop thinking like inspectors and start thinking like managers, and they rationalized that there was
no conclusive evidence to suggest that the O-ring would not work. As a result, the inspectors bowed
to conformity pressures and gave the approval to launch. The resulting launch and subsequent death
of all 7 crew members aboard the Challenger shook the nation and was not the front page news that
NASA had hoped for.

2 http://en.wikipedia.org/wiki/Challenger_space_shuttle
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Figure 2

Other disasters that occurred due to conformity pressures include the Bay of Pigs, the Tenerife plane
crash disaster, the holocaust, and many others. To test how strong the effects of conformity pressures
are on less cohesive groups and among individuals that were only recently introduced, Solomon
Asch3 conducted his famous conformity experiment in which a group of random participants were
shown a picture of the following lines, and they were asked which line in the second group of lines is
approximately the same height as the first line shown.

3 http://en.wikipedia.org/wiki/Asch_conformity_experiments
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Figure 3 Example of the cards shown to the participants of the study

Individuals that were a part of the experiment (confederates to the experiment) selected an obviously
inappropriate line such as line “B” as their answer. The results were astounding in which the
remaining individual in the group (not a confederate to the experiment) also selected line “B” as their
answer due to perceived pressures to conform. Conformity occurs as a result of individuals’ desire to
be liked and their need to be right. Therefore, they tend to fall victim to false consensus bias4es and
generally bring their behavior in line with the group’s expectations and beliefs. So how are you to
know if your group is falling prey to conformity pressures and groupthink? Here are some common
symptoms:

• Illusions of invulnerability
• Rationalization & justification
• Illusion of group morality
• Stereotyping the out-group as weaker, evil, or stupid
• Direct or indirect peer or supervisory pressures
• Self-censorship by team members
• Illusions of unanimity

First, realizing that you and your group are affected by or susceptible to conformity pressures
and groupthink is very important. Next, in order to create a norm of conflict, it is essential that a
feeling of psychology safety is present. This can be instated by encouraging objections, criticisms,
and altering perspectives. Also, as a leader, one should avoid making clear statements about your
preferences, create subgroups, have outside experts come in to observe the decision making process,
and re-examine the next best alternatives once a decision has been reached. Finally, limiting the size

4 http://en.wikipedia.org/wiki/false_consensus_effect
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of the group and assigning roles that make conflict commonplace (such as a “Devil’s Advocate5”)
will help to discourage and minimize compliance pressures. After the Challenger explosion, NASA
took similar steps to avoid future disasters in which they instituted a verbal and video recorded
affirmation from several NASA officials that certify flight readiness. Furthermore, NASA's managers
instituted a veto policy in which anyone at any level is given the authority to stop the flight process.

In addition to avoiding groupthink and conformity pressures, positive conflict is more likely to
generate a sense of membership, involvement, and enthusiasm from all group members and is also
more likely to lead to the infusion of more creative and innovative ideas. This results from each team
member having the opportunity to voice his or her own perspective on the issues being decided by
the group. When individuals feel more involved in the decision making process, they are more likely
to state a high satisfaction level with their team and are additionally more likely to want to continue
working as a member of that team.

Creating a heterogeneous6 team is another way to encourage diverse perspectives, opinions, and ideas.
Heterogeneous groups also have a broader knowledge base resulting from a variety of experiences,
backgrounds, skills, and achievements. Comparable to other investment strategies that are somewhat
more risky (in terms of the increased likelihood for ensuing conflict levels), diverse teams stand a
greater chance for potential return and favorable results as well.

4.2.2 Negative conflict

Figure 4 Interactions

In diverse and heterogeneous teams, negative conflict has a tendency to emerge in varying degrees
due to the mere dynamics of having diverse individuals with differing backgrounds, ideas, and
potential agendas coming together. Negative conflict can arise in several different arenas including
the following:

• Conflict can arise between factions or groups within a team.

5 http://en.wikipedia.org/wiki/Devil%2527s_advocate
6 http://en.wikipedia.org/wiki/Heterogeneous
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• Subgroups, or factions, can develop within a team. Each group has their own opinions and will
stick together and oppose other factions within the team. Organizations can be greatly divided
by such factions

• Conflict can develop between team members and the leader of the team.

• Team members can disagree with the team leader. This can lead to refusal to follow the direction
of the team leader. There may be conflict with management because management has not given
clear goals to the team or may not be supporting the team. The organization could have a culture
that does not allow teams to work effectively.

• Conflict can form between the different teams or departments in the organization.

Unlike positive conflict, negative conflict is better if avoided and must be swiftly addressed and
resolved when it does present itself. Due to the dangerous nature and destructive effects negative
conflict has on productivity and moral, it may potentially lead to Human Resource Management
issues or even a lawsuit. In order to set the stage so that interpersonal conflict is avoided or at
least minimized, firms can prevent the establishment of in-groups and out-groups, foster open
communication and trust, understand the various personality styles that comprise a group, and coach
effective communication skills and perspective taking skills to team members.

An example of a firm, where the formation of in-groups and out-groups fostered so much negative
conflict, was the Lehman Brothers firm, this in-group and out-group culture lead to the selling of
the firm. Within this firm, a strong separation between Traders and Bankers literally divided the
corporation and led to its ultimate demise. Differences between the functions were exaggerated
and there was a perception that each of the divisions was pursuing its own unique and more
valuable objectives. There was not a unified vision within the company and personality conflict was
commonplace. The Traders believed that the Bankers were lazy "Ivy League" graduates who were
awarded greater benefits simply to uphold the status-quo. The Bankers perceived the Brokers as less
intelligent, blue collar workers who deserved less compensation and rewards. Creating in-groups and
out-groups in a company leads to an unhealthy competition between the groups. Each faction ends
up battling for a greater share of the company’s limited resources and an “us” vs. “them” rational
emerges, while energy is wasted on trying to prove which group is better rather than to maintain
common goals. As demonstrated by the infamous Robbers Cave Experiment conducted by Muzafer
Sherif, working toward a common goal and maintaining common purpose is essential for group
unity and contributes to the reduction of personal conflict. In this experiment, 22 boy scouts were
assigned to two separate camps and neither group was aware of the other's existence. Each boy
formed a strong identification with his own group, and the scouts were even allowed to select a group
name. The first contact between the two groups was to play a competitive sport and friction emerged
between the groups almost immediately. During the resolution phase of the experiment, a task was
developed in which the two groups were forced to cooperate and work together toward achieving a
common purpose that neither group could achieve alone. A broken-down truck that needed to be
towed back to the camp was staged, and the two groups had to combine their man-power to tow the
truck. By the end of the experiment, the in-groups and out-groups had merged, and the entire group
even insisted upon riding back home on the same bus together. In addition to forming a super-ornate
goal for group members to achieve, pointing out what group members have in common and defusing
stereotypes is a way to prevent the formation of an out-group.

Fostering support, trust, and open communication is also essential if relationship conflicts are to be
reduced and quickly resolved. Open communication can be established by the following:
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Types of Conflict that a Team Can Face

• Establish ground rules.

• Take turns when talking and do not interrupt. Ensure that each team member has equal time
when stating their perspective. Listen for something new and say bring something new to the
discussion. Avoid restating the facts and “talking in circles.” Avoid power plays and eliminate
status or titles from the discussion

• Listen compassionately

• Avoid thinking of a counterargument while the other person is speaking. Listen to the other
person’s perspective rather than listening to your own thoughts. Don’t make an effort to
remember points.

• Point out the advantages of resolving the conflict.
• Maintain a neutral vantage point and be willing to be persuaded.
• Avoid all-or-none statements such as “always” and “never” and point out exceptions when

these statements are used.

• (IE: What does it look like when Marketing does consult sales before acting?)

• Create a goal of discovery rather than of winning or persuading.
• Be alert to common goals and where goals overlap as each party is communicating their

perspective.
• Use clarifying statements to ensure the other party feels understood and listened to such

as, “What I heard you say is that you feel unappreciated and that you lack vital feedback
to help you perform, is this correct?”

• Help team members to separate the problem from the person.
• Use techniques such as role-playing, putting oneself in the competitor’s shoes, or conduct-

ing war games. Such techniques create fresh perspectives and engage team members.
• Team members should recognize each other for having expressed his view and feelings.

• Thanking one another recognizes the personal risk the individual took in breaking from group
think and should be viewed as an expression of trust and commitment toward the team.

• Help each team member to understand one anothers' perspective, and help them to re-
frame the situation.

• The exact same situation can often be viewed differently by several individuals. To illustrate,
what did you see first in the picture below, the young woman or the old woman?
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Figure 5 Which do you see?

Once a team has received coaching on how to communicate effectively, address conflict situations
immediately as they arise. Letting tense situations fester will only allow time for animosity to polarize
and grow. Helping team members to reframe the problem and see it from the other individual’s
perspective can also be accomplished directly, via cross-training and job shadowing which allows
each team member to draw from a frame of reference by walking in the other team member's shoes.
Utilizing the Big 5 personality test7 descriptions will also add an element of understanding to the
group dynamic. To illustrate, if Jimmy is highly extroverted, neurotic, and conscientious, it may help
Tim, who is not quite as extroverted as than Jim and who is more agreeable, to understand where
Jimmy’s seemingly endless ability to voice his irritation with others is stemming from, and he may
not take it as personally. In addition, Jimmy may better understand and get less irritated with Tim’s
perceived inability to take initiative and make decisions efficiently.

Finally, understanding common stereotypes and mental shortcuts that are used when passing judgment
on others will make team members more aware of how these shortcuts are leading to bias conclusions.
The common cognitive biases and a brief description are as follows:

• Self Fulfilling Prophecy8: the tendency to engage in behaviors that elicit results which will
(consciously or subconsciously) confirm our beliefs.

• Halo Effect9: the tendency for a person's positive or negative traits to "spill over" from one area
of their personality to another in others' perceptions of them

7 http://www.outofservice.com/bigfive/
8 http://en.wikipedia.org/wiki/Self_fulfilling_prophecy
9 http://en.wikipedia.org/wiki/Halo_effect
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Types of Conflict that a Team Can Face

• Primacy Effect10: the tendency to weigh initial events more than subsequent events.

• Recency Effect11: the tendency to weigh recent events more than earlier events

• Availability Heuristic12: a biased prediction, due to the tendency to focus on the most salient and
emotionally-charged outcome.

• Selective Perception13: selectively attend to data that supports your conclusion while omitting
valid evidence that does not.

• Actor-Observer Bias14: the tendency for explanations for other individual's behaviors to overem-
phasize the influence of their personality and underemphasize the influence of their situation.
This is coupled with the opposite tendency for the self in that one's explanations for their own
behaviors overemphasize their situation and underemphasize the influence of their personality.

• Hindsight Bias15: sometimes called the "I-knew-it-all-along" effect, the inclination to see past
events as being predictable.

• Illusory Correlation16: beliefs that inaccurately suppose a relationship between a certain type of
action and an effect

• Egocentric Bias17: occurs when people claim more responsibility for themselves for the results
of a joint action than an outside observer would.

• False Consensus Bias18: the tendency for people to overestimate the degree to which others agree
with them.

• Fundamental Attribution Bias19: the tendency for people to over-emphasize personality-based
explanations for behaviors observed in others while under-emphasizing the role and power of
situational influences on the same behavior

• Just World Phenomenon20: the tendency for people to believe that the world is "just" and therefore
people "get what they deserve."

• Self Serving Bias21: the tendency to claim more responsibility for successes than failures. It
may also manifest itself as a tendency for people to evaluate ambiguous information in a way
beneficial to their interests

• Illusion of Transparency22: people overestimate others' ability to know them, and they also
overestimate their ability to know others.

10 http://en.wikipedia.org/wiki/Primacy_effect
11 http://en.wikipedia.org/wiki/Primacy_effect
12 http://en.wikipedia.org/wiki/Availability_heuristic
13 http://en.wikipedia.org/wiki/Selective_perception
14 http://en.wikipedia.org/wiki/Actor-observer_bias
15 http://en.wikipedia.org/wiki/Hindsight_Bias
16 http://en.wikipedia.org/wiki/Illusory_correlation
17 http://en.wikipedia.org/wiki/Egocentric_bias
18 http://en.wikipedia.org/wiki/False_consensus_effect
19 http://en.wikipedia.org/wiki/Fundamental_attribution_bias
20 http://en.wikipedia.org/wiki/Just-world_phenomenon
21 http://en.wikipedia.org/wiki/Self_serving_bias
22 http://en.wikipedia.org/wiki/Illusion_of_transparency
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Conflict

• Ingroup Bias23: the tendency for people to give preferential treatment to others they perceive to
be members of their own groups.

“. . . If you form a picture in your mind of what you would like to be and hold it there long
enough, you will soon become exactly as you have been thinking.” –William James24, Professor
of Psychology25, Harvard University26.

4.3 Why is Conflict Resolution Important in a Team Setting?

Whether we embrace it or avoid it, conflict is an inherent part of the human condition. Unlike
certain tasks or responsibilities, conflict is not isolated to one or another aspect of life. With conflict
looming all about us, why should we even bother trying to resolve it? Or, if conflict is inherent
to being human, is it then presumptuous to even attempt its resolution? We propose that, in the
vast majority of instances of team conflict, avoidance is a worse solution than engagement with the
conflicting situation. Moreover, avoided conflict will lead to less optimal solutions and may even
prevent the team from finishing a project. Thus, from a manager’s perspective, it is a simple equation
of a cost/benefits analysis in that the cost to the organization is greater when teams avoid conflict
than when they engage it. In this chapter we will discuss the symptoms of conflict and recommend
solutions for their resolution.

Conflict absorbs team resources that could be better utilized working towards the team’s goals. As
discussed, managers should manage conflict in a way that leads the team towards completion of team
goals.

4.4 What are the Symptoms of Team Conflict?

Almost everyone has endured the experience of being part of a team that was plagued with conflict.
Whether in a large group that erupts in anger and can’t finish a meeting, or a small group of two or
three individuals that resort to backbiting and gossiping to vent frustration over a conflict, everyone
has been a part of a team where conflict has gotten out of control. With this in mind, there are
several symptoms of conflict that can be identified in groups which can help groups to recognize
and manage conflict before it tears them apart. By identifying the following symptoms related to
communication, trust, and opposing agendas, the team leader can identify conflict before it erupts.
As you read through these symptoms, think of the teams that you are a part of and look for symptoms
that exist in your team.

One common symptom of conflict is a lack of communication27 or a lack of respectful communication.
This is most often seen when teams fail to have meaningful meetings. Most often, non-communicating
meetings are characterized by team members sitting and listening to what the boss has to say. Often
chatter or silence prevails in teams. A lack of communication can also be noted when team members
don’t get along, and so refuse to talk to each other. These feuds create barriers within teams and

23 http://en.wikipedia.org/wiki/Ingroup_bias
24 http://en.wikipedia.org/wiki/William_James
25 http://en.wikipedia.org/wiki/Psychology
26 http://en.wikipedia.org/wiki/Harvard
27 http://en.wikibooks.org/wiki/communication
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What are Appropriate Solutions to Conflict?

prevent communication in the team. A lack of communication or disrespectful communication leads
to a lack of trust, which is another symptom of team conflict. Teams that fail to produce desired
results often lack the trust in one another as team members necessary to succeed. Without trust in
a team, verbal or non-verbal conflict becomes the norm of the team. Team members spend more
energy protecting their own positions and jobs then they do producing what is required for the team’s
success. When trust erodes in a team, the habit of blaming others becomes the norm as individuals
try to protect themselves. Team members become enemies that compete against each other rather
than allies that build and help one another to achieve a common goal. Teams that lack trust often
gossip about other members or have frequent side conversations after meetings to discuss opposing
opinions. Such activity sucks strength out of the team and its purpose.

Another symptom of team conflict can be seen when team members have opposing agendas. This is
not to be confused with members who have different opinions. Having different opinions in a group
can be very healthy if managed correctly because it can create better ideas and ways of getting the
job done. However, when team members have opposing agendas, more is at stake than differing
opinions; it is two individuals fiercely committed to the exact opposite approach. Opposing agendas
can create confusion in team members and can cause them to lose sight of their role in the team and
the team’s final goal. Teams must work toward a common goal in order to be successful. Extreme
effort must be made to reconcile differences, or such a team can look forward to failure.

4.5 What are Appropriate Solutions to Conflict?

As mentioned above, conflict is a natural and necessary element of a healthy team experience. If a
team never experiences conflict, it is less likely to be as productive as a team that does experience
conflict. This is especially true if the task that a team is attempting to complete is complex in nature
or highly detailed. Without having members question specific actions, decisions, or the specifics of
the proposed solution, it may appear to the team that there is only one way in which to solve the
problem or complete the task.

One way in which a team can avoid being unproductive is by selecting members with different
backgrounds. This can be difficult because people often assume that individuals who think similarly
and get along with one another will be more productive when working together. But this is not
necessarily true. In many cases having groups of people who think alike and are not willing to voice
their disagreement can be detrimental, or even dangerous. Popular examples of this group think
phenomenon are noted in the Kennedy Administration’s disaster with regards to the Bay of Pigs,
or those involved with the Challenger shuttle launch. Differences among team members should
however, be task orientated and not personal or relationship oriented. Relationship conflicts are
rarely productive. If potential members of a team have a history of conflict due to relationships and
not in relation to tasks, one or both should probably not be chosen as a team member. Additionally,
peacekeepers should also be avoided, unless the team environment fosters a very safe atmosphere
where the peacekeeper will feel comfortable enough to speak out in the team setting. In this case,
a difference in opinion could be beneficial, but it might not be presented due to the member’s
disproportionate desire to avoid conflict.

Avoiding the potential for group think, relationship conflicts, and peacekeepers in choosing team
members will help to promote healthy conflict. But commitment is equally important. If team
members are individually or collectively indifferent toward the overall goal, they probably will not
perform well. A lack of commitment can also lead to a lack of conflict. If the team is committed to
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the overall goal and members are well chosen, there can be a healthy dose of conflict in the process
to complete the task.

When conflict does occur, it is important to address it immediately. Although developing a solution
to the conflict may take time, acknowledging it will help to ensure that it can become productive
to the team. “Whatever the problem, effective teams identify, raise, and resolve it. If it’s keeping
them from reaching their goal, effective teams try to do something about it. They don’t ignore it and
hope it goes away.” By not addressing conflict, the leader risks sending the message that conflict is
unmanageable and cause vested members to become complacent or feel their input is not valued. In
the worst scenario, a conflict that is not resolved could go from being task orientated to personal.

4.6 How Can a Team Prevent Negative Conflict?

Conflict may be inevitable on a team and may even have a positive effect, “the absence of conflict
is not harmony, it’s apathy.” However, most of us have had experience with the crippling side of
conflict. In this section we offer insight into how other teams have successfully managed conflict and
make recommendations for mechanisms to put into place in order to prevent harmful conflict. How
do successful teams manage conflict?

Three business professors, who studied teams which had learned how to successfully “fight” in a
team without allowing the conflict to become destructive, found some common themes as to how
such teams function. First, successful teams worked with more, rather than less information and
debated on the basis of facts. Second, teams developed multiple alternatives to enrich the level of
debate. Third, productive teams shared commonly agreed upon goals and objectives. Fourth, teams
injected humor into the decision-making process. Fifth, teams maintained a balanced power structure.
And sixth, teams resolved issues without forcing consensus.

In another study, which surveyed 15,000 team members and their assessments of their team mates,
two professors found that the most important behaviors in team relationships are openness and
supportiveness, “Regardless of whether it was a working relationship with a peer, a superior, or a
direct report, the result was the same. The two factors identified as most important were openness and
supportiveness.” Moreover, the authors identify specifically what is meant by these two adjectives
within a team context: openness “refers to the ability to surface and deal with issues objectively,”
while supportiveness “refers to bringing out the best thinking and attitude in the other person.”

From the above insights into successful teams, we start to see that such teams put a high value on
fact-based decisions and are able to set up mechanisms that bring out the best in each team member
and facilitate information sharing. Drawing from these insights, then, what specific measures, should
a new leader or newly formed team put into place to ensure the team can withstand conflict and even
gain the benefits of creativity that comes out of conflict?

4.7 How Do Teams Prevent Damaging Conflict?

In order to prevent damaging conflict, the team leader must lay a conflict-friendly foundation for the
team. The following approach will help the team leader to set the stage for conflict that is creative
and productive:
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1. Set a clear goal for the team.
2. Make expectations for team members explicit.
3. Assemble a heterogeneous team, including diverse ages, genders, functional backgrounds, and

industry experience.
4. Meet together as a team regularly and often. Team members that don’t know one another well

doesn’t know positions on the issues, impairing their ability to argue effectively. Frequent
interaction builds the mutual confidence and familiarity team members require expressing
dissent.

5. Assign roles such as devil’s advocate and sky-gazing visionary and change these roles up from
meeting to meeting. This is important to ensure all sides of an issue have been considered.

6. Use techniques such as role-playing, putting oneself in the competitor’s shoes, or conducting
war games. Such techniques create fresh perspectives and engage team members.

7. Actively manage conflict. Don’t let the team acquiesce too soon or too easily. Identify and
treat apathy early, and don’t confuse a lack of conflict with agreement.

4.8 Resolving Conflict

Interpersonal conflict should be managed and resolved before it degenerates into verbal assault and
irreparable damage to a team. Dealing with interpersonal conflict can be a difficult and uncomfortable
process. Usually, as team members, we use carefully worded statements to avoid frictions when
confronting conflict.

The first step to resolving interpersonal conflict is in acknowledging the existence of the interpersonal
conflict. Recognizing the conflict allows team members to build common ground by putting the
conflict within the context of the larger goal of the team and the organization. Moreover, the larger
goal can help by giving team members a motive for resolving the conflict.

The Rosetta Stone for dealing with conflict is communication. As team members we all understand the
inevitability of interpersonal conflicts. Moreover, as we have established above, open and supportive
communication is vital to a high performing team. One way to achieve this is by separating the
problem from the person. Problems can be debated without damaging working relationships. When
interpersonal conflict occurs, all sides of the issue should be recognized without finger-pointing or
blaming. Above all, when team member gets yelled at or blamed for something, it has the effect of
silencing the whole team. It gives the signal to everyone that dissent is not allowed, and, as we know,
dissent is one of the most fertile resources for new ideas.

When faced with conflict, it is natural for team members to become defensive. However defensiveness
usually makes it more difficult to resolve a conflict. A conflict-friendly team environment must
encourage effective listening. Effective listening includes listening to one another attentively,
without interruption (this includes not having side conversations, doodling, or vacant stares). The
fundamentals to resolving team conflict include the following elements:

1. Prior to stating one’s view, a speaker should seek to understand what others have said. This
can be done in a few clarifying sentences,

2. Seek to make explicit what the opposing sides have in common. This helps to reinforce what
is shared between the disputants,

3. Whether or not an agreement is reached, team members should thank the other for having
expressed his view and feelings. Thanking the other recognizes the personal risk the individ-
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ual took in breaking from group think and should be viewed as an expression of trust and
commitment toward the team.

4.8.1 How Can Teams Resolve Conflict Between Factions?

In resolving conflict between factions, the team leader should start by bringing the groups together
and acknowledging there is a conflict. The team leader should make sure all group members are clear
about the group goal. Not only should each group member understand what the goal is, they each
need to be willing to work toward achieving it.

Set ground rules for the group if this has not been done. An important rule to include is to eliminate
outside politicking. When disagreements or issues arise, they should be discussed within the group.
Factions should not have separate discussions about the problem. If ground rules have already been
established, discuss whether all agree with them and are willing to follow them. Discuss the methods
and processes that will be used to reach the team goal. Again, it is important to get all team members
working together towards the common goal.

The team leader should stay alert to one faction forcing a particular solution. If such an instance
arises, those forcing a solution should be asked to articulate the reason behind their thinking. Once
the thinking has been articulated, there can be open discussion as to the merits and drawbacks to the
proposed solution.

4.8.2 What Should a Team Leader Do To Resolve Conflict and Promote Team
Performance?

Team leaders have the responsibility of resolving conflict within their teams. There are things that
team leaders can do to make a team where conflict resolution occurs naturally. One thing that team
leaders can do in their groups to resolve conflict is to set up team rules from the outset. As discussed
earlier, such team rules can guide team members to resolve conflict between themselves, rather than
going to the leader to resolve all conflict. Team leaders should foster an environment in their teams
that is safe and positive. Such an environment will help foster communication and will help team
members to resolve conflicts. Team leaders can also provide retreats and other activities away from
the office that will help to build team unity and trust. These factors will also strengthen a team and
help to avoid negative conflict before it begins.

Team leaders can also strictly monitor performance issues in their group. Performance issues that go
unresolved create relationship conflict and a lack of motivation and morale. Performance issues in
individual team members must be addressed immediately in order to avoid issues in the group. This
doesn’t mean that team leaders always need to eliminate poor performing team members immediately.
Sometimes it is the responsibility of the team leader to provide extra training to team members when
they’re struggling, to help them meet expectations. When attitudes need to be changed, awareness
can be brought to how a team member’s attitude negatively affects the team and invitations can be
given for attitudes to improve.

In this process it is vital for the team leader to remember that accountability must be held with
team members. Without accountability in a team, focus on the goal will not occur and teams won’t
produce desired outcomes. Accountability promotes achievement and helps team members to reach
their potential. A lack of accountability can produce great task conflict and relationship conflict. Full
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accountability can help produce a feeling of fulfillment and achievement and teams will achieve their
optimal performance.

4.8.3 How Can a Team Member Resolve a Conflict with the Team Leader?

If a team member has a conflict with the team leader, the first step is to identify the type of conflict.
If the conflict relates to the goal of the team, then it would appear that the goal is not clear. The
conflict can also relate to the processes being used by the team. In either situation, the team member
can bring up the issue in a group meeting. Ask that the goal be clarified so that all team members
understand what it is. If processes were never discussed and decided on by the team, now would
be an appropriate time to do so. If the team leader does not want to discuss these issues in a team
meeting, the team member should approach the leader separately to discuss. The team member
should explain the issue and why the current situation is not working. Again, ask that the team be
allowed to discuss these issues.

If the conflict is interpersonal between the team leader and a team member, the issue should be
discussed privately between the two. The team member should go to the leader and explain that
there appears to be conflict and that he or she would like to resolve it. LaFasto and Larson outline an
approach that can be used to resolve conflict called the Connect Model. The steps involved in the
model are as follows:

1. Commit to the relationship.
2. Optimize safety.
3. Narrow to one issue.
4. Neutralize defensiveness.
5. Explain and echo.
6. Change one behavior each.
7. Track it!

These steps provide a great review of what has been discussed throughout this chapter and will help
to resolve the issue between a team leader and team member.

In summary, team conflict is an important and integral part of any team that exists. As we have
outlined it in this chapter, conflict, if approached effectively and managed appropriately, can expo-
nentially work in the favor of any team. Appropriate management of the relative type of team conflict
at hand is critical for teams to be successful. This chapter has discussed several of the aspects of
team conflict and how they can be best managed and potentially resolved. These concepts will help
teams improve their functionality and dynamic effectiveness in an effort to reach their ultimate goals
in reaching to be a high performing team.
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5 Motivation

5.1 What Is Motivation?

In the most general of terms, motivation is the psychological feature that arouses an individual to
action toward a desired goal. Motivation can also be the reason for an individual's action or that which
gives purpose and direction to behavior. In other words, motivation is an incentive that generates
goal-directed behaviors.

5.1.1 Motivational Theory

Motivation comes in many forms and what motivates one individual is not necessarily the same
for their team members. Therefore, it is important to understand how motivation differs among
individuals and how these differences affect the overall drive and determination of a team toward a
goal. To better understand the complexities of motivation researchers over the years have developed
a number of theories to try to explain why people behave in the ways that they do and to try to predict
what people actually will do, based on these theories. These theories, called motivational theories are
often split into two categories –content theories and process theories.

Content theories are centered on finding what makes people tick or appeals to them. These theories
suggest that people have certain needs and/or desires which have been internalized as they mature to
adulthood. These theories look at what it is about certain people that make them want the things that
they do and what things in their environment will make them do or not do certain things. Two popular
content theories are Maslow's Hierarchy of Needs Theory and Hertzberg's Two Factor Theory.

Process theories focus on how and by what goals people are motivated. Process theories of
motivation look at what people are thinking about when they decide whether or not to put effort
into a particular activity. There are of a number of this type of approach to motivation theory one of
which is Adam’s Equity Theory.

Industrial psychologists have used these ideas on motivational theory to develop management theories
based on what we have learned motivates individuals. Nearly all motivational theory, regardless of
the approach outlines significant differences in how individuals are motivated on their own and how
they are motivated when being part of a team. Team motivation tends to be much more difficult.
There are more possibilities to motivate a team, yet at the same time there are more motivational
factors to fulfill for a team in order to gain motivation.

5.1.2 Team Motivation

Motivational factors differ since the goals of the individual and the team are often not on the same
level. The individual will always fight to fulfill their higher level needs. These needs are often not
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consistent with the needs of the team and of the individual. The motivation of the individual is
essential for successful motivation of the team. Team members must be able to fulfill their higher
level needs to be motivated and team members must be committed to the team. Along with good
leadership that enables team members to fulfill their goals all of these qualities will motivate a team.
These motivation factors that drive a team can be divided into four categories– task, structure, goals,
and members. By realizing other factors besides intrinsic rewards that will motivate individuals,
the team will also be motivated. The sharing of knowledge, support, solidarity and communication
are all highly effective in motivating a team. All in all, a team that exists within a collaborative,
structured and communicative environment will be highly motivated.

Overall, there are consequences when teams lack motivation. By examining the consequences in the
areas of task, structure, goals, and members, we are able to recognize how motivation is lost and
proactively address any issues in the future.

5.2 Lack of Motivation in Teams

Teams that lack motivation will rarely reach their full potential or perform to the best of their ability.
In most cases, it is not the entire team that lacks motivation, but individuals on the team that lack
motivation.

5.3 Motivation and Team Dynamics

Almost all teams have members who are changing or transitioning in and out of the team; and
requirements and tasks within the team are constantly modified and becoming more focused on the
goal. In fact, teams that never change can become stagnant; this leads to decreased motivation within
the team. Therefore, monitoring the motivating factors within the team is vital to team success and
increased motivation for the future. The keys to successfully managing these motivating factors in an
environment of constant team dynamics require understanding the team members, understanding the
team goals, and providing consistent leadership throughout the project or life of the team.

5.3.1 Understand Team Members

When the team is first formed, the team leader needs to pay careful attention to the type of person
that is selected in the team. Selecting two individuals, who may be similar in many aspects yet
are motivated by two contradictory methods, may make it impossible to motivate one while not
offending the other. Then trying to determine the individual that is less likely to be either unmotivated
or un-offended by the motivation techniques employed may cause additional problems, such as
perceived favoritism or dislike towards certain team members.

Even if the initial team members are perfectly chosen, taking all motivation requirements into account,
new members will probably be added later to either provide additional support or to take the place of
a departing team member. Understanding the current team members' motivation requirements and
those of potential team members may be even more important at this time because the current team
is already progressing and the motivation techniques required to motivate new team members may
be detrimental to the current team members’ efforts and goals.
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Understanding the team members' motivation needs both at inception of the team and also throughout
the ever-changing environment of the team will result in proper motivation techniques and greater
success for the team.

5.3.2 Understand Team Goals

Team goals can be short-term task-specific goals, long-term organizational goals or any combination
thereof. In addition, these goals may be constantly updated or changed, especially short-term
task-specific goals, as the business environment changes or as tasks and goals are accomplished.

Different types of goals may require different types of motivation. For example, a team might be
motivated to work hard on a project for an extra couple of weeks if they are rewarded with a three or
four-day weekend once it is completed; or maybe if the company has no work-related accidents for
the year everyone receives an extra percentage bonus during the holiday season.

An understanding of the team goals, in all varieties, is neither more nor less important as understand-
ing the team members who are trying to accomplish these goals. These two factors are interdependent
in determining the motivation tactics that should be employed to maximize success within the team.

5.3.3 Provide Consistent Leadership

Because there is so much change with team members and associated team goals, providing consistent
leadership is essential to motivating team members. If possible, keeping the same individual in
charge will keep the team members focused on their goal rather than on determining what a new
leader expects of them. Team members may be motivated to make their new boss happy rather than
being motivated to achieve the team goals.

Additionally, with constantly changing leadership, many team members may assume the team they
belong to is undesirable to leaders. Team members may think leaders are "jumping ship" because
they know they will not succeed; and in turn, managing a poorly achieving team puts a black mark
on own leadership abilities.

No matter how hard individual team leaders try to stay with a team, change is inevitable for team
leaders as well. To mitigate the problems mentioned above, two strategies can be employed:

1. Maintain consistent expectations from the former to the new team leader
2. Utilize the current motivational techniques that work.

Both of these strategies require as much communication as possible between the former and the new
leader. In addition, communication to the team members throughout the transition process provides
motivation to the team because they will understand what is expected of them, and they will feel like
they are part of the process. This communication between the leaders and to the team members is the
responsibility of the team leaders, but team members should try to make sure they are available and
receptive to this communication.

An appreciation for the subtleties that exist in human behavior and team dynamics will better enable
the understanding of team motivation. Understanding team members, understanding team goals, and
providing consistent leadership should help provide the motivation required to achieve success.
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5.4 Motivating Team Members

Many top managers assume that the key to motivation is the proper use of the available motivational
"tools." This is making an enormous assumption that some magical tool actually exists that will
motivate an individual. This is one of the common myths regarding motivation. According to
Authenticity Consulting LLC advisor Carter McNamara, tools are not what motivate individuals.
Motivation is a process, not the end result of a task. Specifically regarding the question posed to our
team, motivation is not catered to an individual because of their experience or position. It is catered
to an individual because they ARE an individual. This goes for the long-tenured employee as well as
the newest member of the team.

5.4.1 Motivational Myths

McNamara discusses three motivational myths that can help us better understand the process of
motivation. The first myth is that one person can motivate another. This is simply not true. An
employee has to motivate themselves. As a manager you have to establish an environment that
will cultivate and bring forth the personal motivational factors of each individual. This can be
accomplished through establishing team goals based on the goals of the individuals. If an individual
is motivated towards a goal and the goal has no relation to the team goal, they will not continue to
motivate themselves because their results will have no real team value. This is why it is important
that managers fully and frequently discuss the organizational goals with their employees.

The second myth is that money and fear are good motivators. According to McNamara, money can
only help people from being less motivated. It does not typically increase motivation in an individual.
Fear, like money, is only useful in the short term. The same repeated criticism or threat from a
manager can negatively impact the motivation of the employee.

"I know what motivates me, so I know what motivates my employees," is the third myth. Everyone
is different. Motivational factors can vary to every extreme. However, what can be uniform for
everyone is the goal they are trying to reach. Managers need to identify and understand what
motivates each employee to reach the common organizational goal. This can be done by asking,
observing and listening to your employees. They will give tremendous insight into their motivational
factors through their daily, menial conversations. Often what motivates an individual is what they
show the most enthusiasm for. This needs to be followed up with sincere one-on-one meetings to
discuss accomplishments and to modify goals based on evolving motivational factors.

5.4.2 Steps to Employee Motivation

Finally, McNamara recommends some steps that managers can take to better support their employees
in motivating themselves. First, managers need to write down what they think motivates each of their
employees and ask the employee to do the same. They then compare results with the employee and
discuss the differences and misconceptions. Next, the results are used to establish a reward system
based on self-stated motivational factors. Finally, managers need to reward and acknowledge positive
behaviors. Employees need to know when an organizational goal has been met as a result of their
actions. They need to clearly understand their specific action or actions that led to the goal being met.
Once this is done it is a time to celebrate. Celebration among the team of a job well done is the first
step in accomplishing the next organizational goal.
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5.5 Sources

• Managementhelp.org1

1 http://www.managementhelp.org/guiding/motivate/basics.htm

45

http://www.managementhelp.org/guiding/motivate/basics.htm




6 Team Inclusion

6.1 Introduction of Best Members for Team Inclusion

How can teams include the "best" members and what does "best" mean in selecting members? What
key attributes, skills, competencies, etc, should be looked for in selecting team members, which ones
can be sacrificed?

When selecting team members, it is importatnt to select the “best” team members. “Best” in this
circumstance could be defined as the right team members with the necessary skills and abilities to
function together as a team. However selecting the best team members can be very difficult. Thus it
is important to have a process in place to assist in team selection. The proper selection will lead to
better inclusion.

If you are not included in a team that you consider will get a benefit with your inclusion, here is
presented some steps that can help you to approach the situation.

6.2 What Is the Process?

What process should be followed in order to select team members, or should a formal process exist?

The Process should exist, but be somewhat flexible. Flexibility is important to allow for small change
within each organization. The three step process as defined below can be used as a foundation for a
process.

6.2.1 Identify goal or team purpose

Goal

Defining a clear goal is important so the group understands what it is trying to achieve. Without a
clear goal or purpose, the team may not be able to identify when the task has been completed or
finished. With a clear goal, the team can unify and focus on the objectives rather than determine
what the objectives should be.

Timeline

It is important to establish a timeline for group selection as well as project finish date (the project
finish date may be defined as ongoing or indefinite). While selecting the "best" members of a group,
one must not loose track of the date by which the group must be formed.
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6.2.2 Identify Group Needs

Experience

Identifying experience is important for group confidence. Experience in particular areas can help
the group identify with individuals and allow individuals to shine in their appropriate areas.

Attributes

Identify attributes are important as this can either help or hurt the group cohesion. Identifying
whether potential members are aggressive, passive, compassionate, dedicated , or motivated can
directly influence the speed and accuracy of the completion of team objectives. It is important to
have a well rounded team so they can effectively challenge and complement one another.

Specialty interest

Indentify passions or non-passions. Identifying indivial passions or non-passions can help identify
and individuals motivation. If a team member does not care about the outcome of the projcet, their
motivation and contribution may be limited. On the other hand, someone with extreme passion may
be overbearing and inhibit team success. Finding individuals with the appropriate interest levels
must be balanced.

Skills

The necessary skill level is important so highly skilled individuals aren’t bored with the project at
hand. However it is important to have appropriately skilled individuals to be able to accomplish the
task at hand.

Personalities

Are ideas going to be challenged? This question is important. If you have a group of individuals
that behave in the same manner, will the ideas presented in the group environment be challenged
sufficiently to be identified as the best possible solution or end product? Allowing individuals to
be challenged, or defend particular point of views can allow healthy collaboration. However with
personalities that are overbearing and dominearing it can lead to a very “unsafe” group environment.
This can lead to other problems like group polarization.

6.2.3 Identify Possible Team Members

The third step in the process is to identify individuals who may fit within the team. Identify the
“best” team members according to the group needs and the defined goal, so the group has appropriate
motivation and does not stagnate.

These three steps are staring points to form the “best” team. Following these three processes can allow
a group to be interdependent on each other to complete group tasks. Not only can interdependence
help the group work together, it fosters a sense of inclusion, because every group member feels that
she is needed. As well, a simple process identifying the “best” individuals can help a group overcome
stereotyping, social loafing, group process loss.
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6.3 Team Relationships

To what extent should interpersonal relationships dictate who is included?

It is very important to understand interpersonal relationships to create the best team. The different
relationships in a team can destine it for failure or great success, so it is very important to consider
each person who is put in a team. Also depending upon the task or goal of a team, there may be
better types of relationships for that team. A team's inclusion and relationships can be improved with
training and experience.

In order to answer the posed question, it is important to understand what is involved in interpersonal
relationships. These relationships are as diverse as there are different types of personalities. Every
person has a personality that has been shaped by years of experiences. Some are very aggressive
and others very relaxed. There are outspoken people and quiet people, analytical and qualitative,
and many others. All of these things are important in understanding how team members will handle
different situations and problems that they will face in a team. A good team facilitator will quickly
pick up on the different team member’s skills and personalities and then use this information to make
the team effective.

The qualities of relationships that are the best for teams to be effective include being productive,
having mutual understanding and are self corrective. These things need to be evaluated in who is
picked for a team.

Productivity

A team needs to be productive, and therefore the relationships within a team need to be productive
as well. When all team members are included and involved in the team process, the team becomes
very productive. We have all probably been assigned to teams that were too large and it did not feel
like your individual effort mattered. When teams get too large, there is no longer a mutual need for
the input of every member. Despite having information or skills that the team needs, individuals
may no longer put as much effort into a project when there are too many members. Also in large
groups, members tend to have a perception of “someone else will go it”, so there is no need to be
assertive. There usually are a number of members that will no longer participate and feel like their
time is being wasted. Having too large of a team is a common way to loose the inclusion of all
members.

Mutual understanding

Maybe you have been part of a team where certain members took over and made it harder for
others to be involved. Some members are reluctant to express conflicting ideas depending upon
who is involved or in charge of the meeting. Overly aggressive members can really stifle a team’s
creativeness and productivity. The mutual understanding and focus on a group task gets demoted
by the over aggressiveness or ego of someone who dominates a team. When everone in a team
feels free to contribute, the mutual strength of the team increases. So it is important to pick team
members with relationships that will create a collaborative environment.

Self corrective

When selecting members of a team it is good too look at each individual’s skills in communicating
with others and their ability to work with others. Depending upon the type of problem to be solved
by a group or team, there may be a need for homogeneity, or a need for great diversity. In teams
where everyone has very similar backgrounds, values, and personalities, there is very low risk of
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conflicts. These teams also tend to be more likely to make mistakes and to not explore all of the
possibilities in solving problems. They can have a hard time finding their mistakes and correcting
them. Teams that have a large difference in personality and background tend to have much more
conflict and less cooperation. Despite these challenges, these teams can be very effective in solving
challenging issues, even relationship issues. One key to making diverse teams be productive is
to create a collaborate environment and keep the team focused on the goal or task of the group.
Diverse teams that understand the value of conflict resolution and the value of their diversity, can be
self correcting and ease the burden of a team leader or facilitator. Good team skill training and time
together with a team can really help diverse teams.

The interpersonal relationships in a team are keys to being successful. So to what extent should they
dictate who is included? To a large extent. A good manager will understand the different personalities
in his organization and be able to include those in teams that can be the most productive in resolving
an issue or reaching the team goal.

6.4 Being Part of a Team

If you are not included in a team that you think could benefit from you being included, how do you
approach the team leader and/or existing team members to be included, or should you at all?

If we are not included in a team that you consider you should, the best thing to do is to present
your concerns to your team leader, your supervisor or manager. From my own experience, you can
proceed according with the following steps that have helped me through my last 10 years of work
experience:

1. Request a space in his/her agenda
2. Present your concern
3. Present your point of view
4. Discuss possible reasons if you get a no
5. Conclude the meeting
6. Follow up

As part of a team, we need to have an open and honest communication not only with our managers
and supervisors, but also with our team leader and co-workers. Communication is the key to succeed.
Communication is more than talking to others or writing e-mails or letters, it also includes the art of
“listening”. Also I will explain in detail each of what I call “my golden key to success” in this type of
situation:

1. Request a meeting: Is a good idea to request a meeting, especially with superiors, because
usually they are busy and you will want to capture all of his/her attention. When you request a
meeting, you can be sure that the other person will pay attention to your concern. Usually this
type of meetings doesn’t last very long. Remember that our bosses are busy. A half hour to an
hour will be enough.

2. Present your concern: Don’t be afraid, present your concern. Be open and honest. Ask why
you were not considered. The majority of the times you will be surprised that a) there was not
a reason behind, they just didn’t think about you or b) you can realize the reason behind the
decision. At this point, you will have the opportunity to clarify the perception or you can ask
how you can perform better or in a different way in order to be considered in future projects.
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3. Present your point of view and the reason(s) why you consider you will be a great asset to the
team: If the reason is they didn’t think about you, sell yourself and present your ideas. Showing
them that you have the experience and knowledge, as well as the skills and background that
can benefit the team selected. If you are still not considered, at least they will have an idea of
who you are and it will be a possibility in the future that they will select you. Remembe: be
clear, concise and simple.

4. Discussion and answer of questions: Be prepare to defend your ideas, also to answer questions.
Usually the other person just wants to better understand your point of view. Other times they
just want to know if you really have the knowledge and the experience that you said you
have. Don't be afraid to sell yourself and tell them about your experience and knowledge. An
excellent way to do this is telling stories.

5. Conclude the meeting: Always conclude the meeting in good and positive terms. Most of the
times a diplomatic conversation is more valuable and can open other opportunities.

6. If necessary, always follow up the conversation: If after the meeting you get a possibility to be
included in the team, always follow up the conversation to show that you are interested.

As a lesson: Always confront the conflict, never avoid it. Be a peacemaker and not a peacekeeper.
An article called “ Avoiding Conflict at any cost” recommends that we should confront the situations
and don’t be afraid to express our feelings. If you truly believe that you should be included in a team,
express your concerns.

6.5 Managing Inclusion

How do teams effectively deal with changes in team member inclusion?

Changes to the makeup of an existing team can be very disruptive especially if that team is an
effectively functioning group. By changing the group membership of an effective team you can cause
them to redirect their focus from the tasks and processes at hand, to having to focus on relationships,
which can quickly turn that team into an ineffective unit. When changing the membership of a team,
there are certain measures which both the existing team and the new members should consider in
order to make for a smooth and successful transition.

6.5.1 Suggestions for Existing Team Members

Socialize

Anytime someone joins a new group they are coming in as an outsider. Entering into an existing
team situation may stifle that person's ability to be effective and to focus on the task at hand. It is
the responsibility of the existing team members to socialize with the new member, help them feel
that they belong, let them know that they have a valid voice and that they can and should contribute
just as much as any other member of the team.

Educate

It will also be necessary for the existing team members to educate the new member on the history
of the team. This includes helping them to learn about and understand the goals of the team, and to
learn about the progress which has been made. This will include learning about the obstacles that
have been overcome and the obstacles which now lay before them.
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6.5.2 Suggestions for New Team Members

Integrate

Whenever a team is created there will be several key roles which must be filled. These roles can
include; Controller, Adviser, Creator, Organizer, Producer and several others. When someone joins
an existing team they should determine which roles are already filled, which are vacant, and how
their skills can best fit into one of these vacancies.

Self-Education

A new member must be proactive in their education. They will need to be proactive in learning what
has been addressed and what has yet to be addressed. They can’t be shy about asking questions. In
addition, the new member must realize that they are an asset and important part of the team. They
possess a different perspective which is unique from the rest of the team because of their skills and
experience which may benefit the entire team. If they don’t speak up, they may be holding up the
progress of the team.

6.6 How To Lead for Team Inclusion

From leader’s perspective, what are the ways to insure full participation/inclusion/contribution of
team members? How does the leader or other team members insure the involvment of a passive and
uninterested team member?

Every team consists of different individuals with different personalities, background and values.
Some team members are more active than others, some contribute more than others, some are more
motivated than others. To ensure a viable and effective team, a team leader must make sure that every
team member participates, contributes and feels as part of the team.

Put yourself in his/her shoes

In order to influence the behavior of a team member, a team leader must first understand that team
member. In order to do so, one should understand the background and values of each team member.
Acknowledging the fact that each team member is different will show respect and consideration. In
addition, understanding the values will help to identify what kind of things a certain person would
cherish or neglect. Values come handy when a leader needs to use motivation. Overall, the objective
of the leader in this step is to get to know his/her team members, in other words, a leader needs to
to think as a team member does.

Motivation

Motivation is perhaps the most important factor to ensure effective inclusion of team member. The
foundation of recognition and motivation is that people need and want acceptance, approval and
appreciation. Almost all positive motivation is based on these needs. People want to know that
what they do makes a difference. Just recognizing the staff is the most important step one can take.
In addition to financial rewards, there are number of other ways that can be effectively utilized. One
of them is to reward the team members for their contributions to the team. A gift certificate or a
free dinner might go a long way. The recognition given for work that is well done and public praise
will also strengthen the sense of importance and belonging to the team.

Build Confidence
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Part of the reason that a team member will not fully contribute could be the lack of confidence in
self and his/her abilities to perform the job. A leader's duty is to notice and take steps to improve
the behavior of the team member. Even though building self-confidence is a personal matter and a
leader may have little influence over it, a leader should be able to identify the strengths of team
players and build on those. One way to do it is to delegate responsibilities with freedom to think and
act. It is also important to remain fair and impartial as slight advantage given to one member over
the other may hinder the progress and undermine the efforts of some team members. Accentiating
the positives is another tool a leader should continually keep in his arsenal.

Ensure collaborative climate

Lastly, the team's ability to effectively collaborate, share data and insight in open and positive
climate will affect the degree of participation of its members. Nonjudgemental attitude void of
team politics is an essential ingredient to building such climate in teams. In addition, a team leader
should should be able to establish open and direct relationship with a passive or uninterested team
member and encourage other team members to do the same.
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7 Diversity

7.1 What Is Diversity?

Team Diversity is the significant uniqueness of each individual on a team. This should not only
include the usual diverse selections such as religion, sex, age, and race, but also additional unique
personality characteristics such as introverts and extroverts, liberals and conservatives, etc. All of
these differences can affect team interactions and performance. However, not all differences affect
team performance. For the purposes of this chapter, differences are considered to affect diversity
when they significantly affect team performance. these can also be good for you and your team

7.2 How Are Diverse Teams Different From Homogenous Ones?

Aside from the actual differences that create diversity, diverse teams have different challenges,
benefits, and pitfalls than homogenous ones. The main benefit is that a diverse background fosters
a creative environment. The main pitfall is that differences between team members can lead to
destructive conflict.

The differences that are most commonly thought of as separating diverse teams from homogenous
ones are easily observed stereotypes. The following list categorizes the physical and social differences
(excluding actual workplace experience) that most frequently create a diverse environment:

Gender

Gender communication issues can strongly affect team interactions. Gender communication issues
can range from communication styles and perceptions, opportunities and even sexual harassment.

Race

Race is defined as a group of people, often of a common geographic origin, that share genetically
transmitted physical characteristics. Racism is the belief that these inherited characteristics affect
an individual’s behavior or abilities.

Cultural

Culture refers to the standards of social interaction, value and beliefs from a given group of people.
Cultural issues can affect team interactions through different understandings of communication or
family and can appear to be an excuse for preferential treatment.

Age

Age can be a concern along the entire spectrum; is someone too young or too old to do a job? It
also creates the potential for communication problems based on different levels of experience, and
for prejudicial treatment based on age.
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Sexual orientation

With the increasing visibility of gender minorities such as lesbian, gay, bisexual, transgender, there
are increasing workplace issues. From simply not understanding gender differences, to being
morally opposed to them, sexual orientation can create blocks to productive team interactions.

Disabilities

Differences in ability often create difficulties in communication and emotional interactions. Whether
it is a deaf individual not being able to communicate with hearing individuals, or a hearing individual
being unsure of how to approach a deaf individual, disabilities present a variety of issues in team
organizations.

By definition, diversity means that there will be an increased likelihood for a wider range of views to
be present. This includes views that are likely to challenge widely accepted views of the team and its
culture. The existence of these diverse views is essential to the process of organizational change. In
addition, as teams are becoming increasingly global, diversity can help an organization or team to
understand its place in its surroundings.

The differences inherent in a diverse team environment also cause challenges. The benefits of having
diverse backgrounds do not occur without having team members that are dedicated to success and a
common goal. The preconceived notions about differences in other people, such as racism, sexism,
ageism, homophobia, etc, disrupt work processes and can prevent teams from achieving their goals.
Simple misunderstandings can arise from basic cultural differences, communication styles or work
attitudes, and create challenge.

Diversity in teams has benefits and creates challenges. However, by being aware of these challenges
and how to address them, teams and team managers can overcome them and reach success.

7.3 Team Relationships

In today’s job market, leaders must be especially aware of diversity, and how to manage it to the
best effect. How can leaders do this? First they need to focus on treating every individual fairly and
respectfully. In the article "Handling Conflict in a Diverse Work Environment"1, published in Black
Enterprise Magazine, Marcia Pledger suggests the following.

First, leaders need to establish relationships of trust with their employees. If an employee does not
trust his leader, they will not be able to discuss issues of real significance. There will always be a
wall between the leader and the employee that will result in strained relationships over the long run.

The United States Marine Corps faced this problem in the early 1990’s. In answer to this problem,
the Marine Corps instituted a new training program titled “Team Marine” that helped the Marine lead-
ership focus on what their subordinates brought to their teams. They developed a set of expectations
as to what belonging to Corps meant:

• We expect to actively contribute to the team and to be recognized for our contributions.
• We expect to be judged fairly and to be recognized and rewarded for our performance.
• We expect the opportunity to develop our abilities.

1 Pledger, Marcia, "Handling Conflict in a Diverse Work Environment", Black Enterprise Magazine, April 2006
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• We expect to be treated professionally and respectfully by other members of our team.
• We expect to be valued as unique individuals.

By following this set of principles the Marine Corps has managed to take what is one of the most
diverse workforces in the world and unified them as contributing individuals with a common goal.

Leaders need to seek input from their employees on how they prefer to be managed. In the article
"Dealing with the New Diversity"2, author Michael Maccoby relates the story of an engineering com-
pany that was the result of a merger between a German, Swiss and Swedish firm. The management
styles differed between each of the original companies based upon their nation of origin. This lead to
many problems as engineers from one country were asked to serve under leaders from another. The
company was not able to perform at its best until they discussed their differences and were able to
determine a common management style for the entire company.

Leaders need to develop a common focus. Most people realize that everyone is different; however,
by focusing on the job at hand, leaders can take the focus off the differences that are present. As
teams achieve successful results they develop a bond which helps to solidify the team, and overcome
differences.

7.4 Team Structure

In a diverse team, as with any team, communication needs to be open and safe. It is the team leader's
responsibility to set up this safe environment. The team leader should instill confidence in the other
members that what they are thinking can be discussed “as long as it is done respectfully.”3

Behaviors should be agreed upon before an "open and safe" discussion begins so all members are
aware of what is expected of them, and how to remain respectful. This can be done through the use
of a Team Contract, an agreed upon document that outlines the rules for communication and the
consequences of not living up to the agreement.

Included in this contract there needs to be an agreed upon a way for members to respectfully stop
someone who is not living up to their part of the agreement, and redirect the conversation towards
the tasks needing to be accomplished. Anyone in the group should feel comfortable in enforcing the
rules of the contract, and ensuring the discussion remains respectful.

While working in a diverse team there may be issues that are difficult to discuss, yet relevant to the
task at hand. If the group avoids the important questions it is important that the team leader address
the issues. He/she may preface their statements by acknowledging that this subject makes you feel a
little uncomfortable, but that it needs to be addressed.4 In doing so the topic will get the coverage
needed, while bringing the issue to light in a respectful manner.

Culture and life experiences have a great influence on how individuals react to feedback. If an open
environment is maintained these issues can be brought up and examined in order to best address the

2 Maccoby, Michael, "Dealing with the New Diversity", Research Technology Management, June 2006
3 LaFasto, When Teams Work Best Pg. 109
4 LaFasto, When Teams Work Best Pg. 110
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individual in a respectful manner.5 The potential consequences of not respecting the cultural norms
can lead to a less effective team atmosphere.6

In order to best address the issues of diversity it is important that a team sets up a process to allow
safe and open communication that can be done in a respectful manner. A team contract is an excellent
way to set up the rules for such discussions, especially when dealing with sensitive issues related to
diversity. Every individual is responsible for their own adherence to the terms of the contract, as well
as all group members present.

7.5 Managing Diversity

A team leader must think about diversity as diversity of ideas and experience, not just race and gender.
A leader needs to recognize the diversity of each team member and achieve unity of common goals
without destroying the uniqueness of any person. The team leader must do this within the scope of
the organization’s resources relative to the growth of the team member.

Most problems in the work place are not that people cannot do their jobs. Rather it is that people
cannot get along with others. The team leader should make efforts in effectively training soft skills.
This includes such subjects as diversity, communication and people skills that allow people to
understand each other and develop good team skills. Every team member must not only be able
to understand and work with all the other team members, but they must also want to. Embracing
diversity is the first step to managing a truly diverse team. In order to facilitate this, team leaders
should consider the following:

• Develop an atmosphere in which it is safe for all employees to ask for help. People should not be
viewed as weak if they ask for help. Joining weakness with strengths to get a goal or objective
accomplished is one aspect of building great teams. One person’s weakness should be another
person’s strength.

• Actively seek information from people from a variety of backgrounds and cultures in order to
develop a broad picture.

• Include everyone on the problem solving and decision making process.
• Include people who are different than you in informal gatherings such as lunch, coffee breaks and

spur of the moment meetings.
• Create a team spirit in of which every member feels a part.

A team leader enables the other members to be innovative as well as self-directed within the capacity
of individual assignments and allows them to learn from their own, as well as others’ successes,
mistakes and failures. It is important to assure that each individual on the team has the opportunity to
make the maximum contribution to the success of the team by doing the type of work for which s/he
has the greatest opportunity for productivity and achievement.

Leaders have the task of using the other team members’ diverse gifts, abilities, and skills to achieve
the common goal without the unintended consequence of conforming to the characteristics the others
on the team. This requires active management by the leader to insure that diverse followers show
respect and acceptance of the followers that are different in one way or another.

5 http://www.socap.org/other/articles/C204.pdf#search=’communication%20in%20a%
20diverse%20environment’

6 http://www.doctorholmes.net/Communication.html
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If team members do not accept others for what they are, they will be unable to use the abilities of
each team member to fill in their own weak areas. Hence, the team effort develops knowledge and
skill gaps that often lead to failure. Their only goal becomes the ones on their personal agendas
while ignoring the needs of the team and the organization. Creating an environment that encourages
diversity enables team members to accept every individual on the team and helps them realize that it
takes a variety of people to become the best. This kind of environment also enforces the need to rely
on everyone within the team, no matter how different another person may be. These characteristics
and experiences make a worker unique. Diversity occurs when the whole team sees all these unique
characteristics, and realizes that workers are more valuable because of their differences.

7.6 Stererotyping

Stereotypes are beliefs that all members of specific groups share similar traits and are likely to behave
in the same way. Stereotypes create categories and then fit individuals into them. In some respects,
this is a useful adaptation to the current environment, but in other cases, conclusions can be made
that are detrimental to the understanding of people and to the dynamics of a team. Individuals never
conform to an exact stereotype, given that individual differences outweigh similarities with others
in a group, and subsequently, people on a team may use limited personal experience or perceptions
of others to guide their interactions. Stereotypes are based on a variety of qualifications including
gender, race, language, finances, religion and sexual preference.

Oftentimes people believe that males in business are good leaders, computer-savvy, unorganized,
problem-solvers, etc. Females are often perceived as organized, record-keepers and relationship-
oriented. In addition, there are some professions that are more stereotypically male and some that
are more stereotypically female. Secretaries are typically thought to be female, as are nurses, flight
attendants and often other supportive roles. Managers, doctors and pilots are typically thought to be
male jobs. If a female is in a position of authority, her actions are often more heavily critiqued as
unreasonable or unkind than her male counterpart behaving in the same way. Managers can avoid
this stereotype by providing leadership opportunities to employees of both genders.

Race is another area where stereotyping can easily influence a group dynamic. Some races are
considered high achievers, while other races are labeled as unmotivated. People of Asian or Indian
decent are often seen as hardworking, intelligent, and technical, while people of Polynesian, American
Indian and Hispanic decent are often viewed as lazy, unmotivated, and sometimes below average
intelligence. African American workers are sometimes considered confrontational and aggressive in
contrast to their Asian peers. Language barriers can also be a catalyst to stereotyping. In America,
a person who does not yet have a full grasp on the English language is often seen as unintelligent
or inferior, when in fact they can be highly trained or skilled workers. Managers should monitor
progress of all team players and concentrate on individual strengths and weaknesses rather than those
perceived of the race they belong to.

Stereotyping associated with class differences can create an unsuccessful team dynamic as well.
People in a lower socioeconomic class are often seen as lazy, unintelligent, and unrefined, wheras
folks in a higher socioeconomic class are seen as educated, bright, motivated and polite. People
may also be grouped and stereotyped by religion. Jews are often seen as frugal and business-
minded; Muslims are sometimes labeled as extreme. Catholics may be labeled as traditional, while
Evangelicals are seen as progressive. On a team, these differences can lead to dividing lines. This
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may be avoided by assigning tasks to subgroups that cross barriers, allowing people to form working
relationships.

Sexual preference can also lead to harmful group stereotyping. Depending on the industry, gay
men or women have more credibility. Gay men are seen as artistic, fashion-conscious and tasteful,
while gay women are taken more seriously than straight women in the mechanical or construction
industries. This is probably a result of more traditionally feminine/masculine traits being exhibited.

These stereotypes are harmful in groups for several reasons. A person may be misunderstood early
in an interaction. Contributions may be limited and specific strengths or talents may be overlooked
because they do not seem prominent in the given stereotypical category. On the other hand, poor
performance can be overlooked in an individual because they belong to a stereotypically desirable
group. Finally, by allowing stereotypes to govern groups we create natural divisions within the group,
where ultimately a common goal should be established. Managers can combat this by mixing teams,
creating smaller mixed teams for subtasks, monitoring all team members’ progress and allowing
individuals to volunteer for roles rather than being cast into their default role as defined by their
stereotypical category.

7.7 Footnotes
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8 Team Personalities

8.1 Achieving High Performance Through Diverse Personalities

8.1.1 Introduction and Scope

Diversity in personality is like adding color to an otherwise black-and-white television screen. High-
definition, surround-sound, plasma TV is much more enjoyable than grandpa’s fuzzy, black-and-white
mono speaker TV. The scope of this chapter is to address the question of diversity in personality and
demonstrate that it is not only possible but also recommended to achieve high performance through
diversity in personality. We discuss the ways to identify personality, contributor personalities, and
inhibitor personalities. We offer considerations and limitations to personality profiling. We also
provide links to professional resources and consultant firms specializing in personality diversity.
Finally in this chapter we provide references and credible sources for this material. Welcome to our
wiki book chapter, enjoy.
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Figure 6
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Achieving High Performance Through Diverse Personalities

Figure 7

8.1.2 Why Personality Diversity Is Important

There can be great energy harnessed from team members’ different personality traits if managed
properly. Leaders must possess the skills to build their teams around the right personalities and
to manage those personalities. We all see the world from our own unique perspective, our own
paradigm. When we’re part of a team, we bring that paradigm to the team environment. Good
and bad personality traits within a team can offset one another and build on each other and lead to
synergies. Rather than ask each team member to conform to a group norm, leaders must recognize
and utilize personality differences to ensure high performance.

Although some argue that personality classification is simply an attempt to "quantify the unquantifi-
able," studying and recognizing different personality types can help you work more effectively with
your peers. Temet Nosce1 Learning more about your own personality traits can help you understand

1 http://en.wikipedia.org/wiki/Know_thyself
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your own strengths and weaknesses, which can help in selecting team members that will complement
you. Learning about others' personalities can help you develop the ability to view situations from
their perspectives and improve your own psychological peripheral vision (Butler, 2000), which can
be a crucial management skill to help make the team successful.

There are several characteristics of successful teams. One such characteristic is diversity in team
members. Diversity in culture, background, age, and ethnicity are important for high performing
teams, but so too is personality diversity. All teams are made up of a diverse range of personalities,
but it is the high performing teams that leverage their personality differences and mitigate and manage
inhibitor personalities, to achieve their common goal. Think about high performing sports teams and
there is likely to be a cast of characters with unique personalities. Members of the Chicago Bulls in
the 1990s were full of eccentric personalities. Dennis Rodman was the outspoken flamboyant player,
Scottie Pippen was the often aloof team member and Michael Jordan was the fierce competitor. Each
player was a critical piece to the Bulls' championship team puzzle. Each had his personality strengths
and weaknesses. Their coach and leader, Phil Jackson, harnessed their strengths and managed their
weaknesses toward a common goal. The Bulls won six championships and Phil Jackson became
known more as a Zen master than an NBA coach. He later went on to win three more championships
with the Lakers, successfully managing two diverse superstars in Shaquille O’Neal and Kobe Bryant.
Jackson is widely recognized for his leadership ability and, specifically, his ability to motivate athletes
with strong personalities to work as a team.

8.1.3 Achieving High Performance: The Real Reason

Anyone can become angry – that is easy. But to be angry with the right person, to the right degree,
at the right time, for the right purpose, and in the right way – that is not easy.

Emotional intelligence is the ability to use emotions effectively and many believe EI is the primary
that determines high performance. The first academic definition of emotional intelligence was
published in 1990 by Peter Salovey and Jack Mayer, of Yale University and University of New
Hampshire, respectively (Freedman and Everett).

Emotional intelligence is the ability to perceive emotions, to access and generate emotions so as
to assist thought, to understand emotions and emotional knowledge, and to reflectively regulate
emotions so as to promote emotional and intellectual growth.

Meanwhile and since the publication - researchers and academics, practitioners and consultants,
and companies are investigating new ways to use their understanding of emotional intelligence to
elevate professional and personal success. Why? Daniel Goleman, author of the best-selling book
Working with Emotional Intelligence, estimates that IQ accounts for only 4% to 25% on how well
people perform at work and that the other 75% to 96% left unexplained can be, largely, attributed to
emotional intelligence.

Goleman states that emotional competence is the more accurate predictor of the most successful
people – not IQ. For example, PepsiCo, conducted a pilot project where executives selected for high
emotional intelligence competencies outperformed their colleagues, delivering a 10% in productivity,
87% decrease in executive turnover ($4m), $3.75 million added economic value, and over 1000%
return on investment (Freedman & Everett). Not surprisingly, Johnson and Johnson came to the same
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striking conclusion: “Emotional competence differentiates successful leaders.” So what competencies
or factors go into the making of the successful leader or individual? Goleman, created the following
framework to define emotional competence:

The Emotional Competence Framework
Personal Competence Social Competence
Self-Awareness Empathy
Self-Regulation Social Skills
Motivation

People with high performance have a strong combination of personal and social competences –
in essence, high emotional intelligence. So, teams that are high performing will have leaders and
members who are a blend of Goleman’s emotional competencies.

8.2 How to Identify Different Personalities

There are all kinds of ways to identify different personalities: look, listen, smell, touch, taste, and
perceive. Obviously, some of these methods might not be the most appropriate or useful, especially
in the workplace.

Many different personalities tests are available to test and identify different personalities. Among
these personality tests are the Big 5, Myers-Briggs, and the Color Code system. We choose to
focus on the Big 5 since it is highly regarded in business and academic communities. http:
//www.centacs.com/quickstart.htm#Background
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Figure 8

The Big 5 focuses on five personality factors which help individuals understand themselves and their
teammates. The following is a very brief summary:

Need for Stability Factor

Refers to the degree to which a person responds to stress.

Extraversion Factor

Refers to the the degree to which a person can tolerate sensory stimulation from people and
situations.

Originality Factor

Refers to the degree to which we are open to new experiences/new ways of doing things.

Accommodation Factor

Refers to the degree to which we defer to others.
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Consolidation Factor

Refers to the degree to which we push toward goals at work.

8.2.1 Take the Big Five Test

Here are a couple websites that offer the Big 5 personality test free of charge.

http://www.outofservice.com/bigfive/

http://www.od-online.com/app/profiler-intro.asp

8.3 Contributor Personalities

While there are many personalities that inhibit a team's performance, there are others that help the
team accomplish goals, tasks, and objectives. Some personalities contribute to a team culture that
facilitates high performance and accomplishment. Other personalities simply keep things in check
and under control. Having this type of diversity in a team's makeup of personalities can play a vital
role in the team's success.

8.3.1 Types of Constructive Personalities

There are many personality types that are very constructive and which help in becoming a high-
performing team. A few of them are listed here:

Silent Contributor

A person with this personality type is someone who gets the job done without saying much. They
silently complete the tasks that are assigned to them, and very rarely create conflict. One must take
care to balance this type of team member with someone who is not afraid to speak up, however, so
that necessary communications happen for the team to progress.

Devil's Advocate

This type of person is someone who likes to challenge ideas and processes. They act as an internal
"check" on what you are doing and the processes you use. Although this person can generate
conflict, oftentimes it is healthy conflict that brings ideas to light or helps to challenge biases.

Facilitator

People who like to keep structure to meetings, organize documentation, and make sure things run
smoothly are often referred to as "facilitators." These people facilitate the operation of a team by
making sure everything goes according to plan, on schedule, and in order. People with this type of
personality help to reduce the probability that chaos will ensue from random team members trying
to accomplish their distinct agendas simultaneously. This is a "control" member of the team.

Leader
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Some people are really good a leading a team to success. This type of person is not afraid to take
charge, delegate assignments, enforce accountability, encourage others, and facilitate success. Some
are natural born leaders, others simply learn by doing.

Follower

A dutiful worker. Some people are really good at following directions and assignments, and they
work very hard to get their work done on time. This type of person more suited to this type of role
because they know how to work hard and are okay with following instructions. Having the bulk of
the work taken care of by the "followers" allows the other roles within the team to take care of their
functions.

8.3.2 Some Can, Some Can't, Some Won't

The truth is that some people are good at team collaboration, some aren't, and others are unwilling.

Some people just seem to have the "gift" of working with and leading a team and ensuring its success.
These are hard-working people with a mind for collaboration and putting the success of the team
above their own ego. This type of person will help others acheive their goals by working with them
to resolve frustrations, remove impediments, and create an atmosphere of mutual satisfaction. This
type of team player encourages the rest of the team to work collaboratively towards the team goals.

Others may not have collaborative personality traits within them. Although their intentions might be
good, they may not see eye-to-eye with team members on processes, methods or goals. Oftentimes
this type of person will be confrontational and impatient. Even though they would like the team to
succeed, sometimes their own work ethic or personality gets in the way. This type of person can
learn to work better within a team if they recognize their impact on others and are willing to make
changes to their style.

Some people simply won't work with a team. This type of person thinks they can get the job done
faster, easier or better than the team could, and therefore simply will not cooperate. This type of
person must get past their own ego if they are to work successfully in a team, and this type of change
must start from within.

8.4 Inhibitor Personalities

No matter where a person works, difficult personalities present problems and challenges in the
workplace. These inhibitor personalities cause a great deal of stress and are sometimes complex to
address. The temptation is to avoid people with personalities that inhibit logical workflow as it takes
time, skill and effort to deal with them. Personality conflicts are felt by all managers at all levels, but
most avoid dealing directly with them. A study of 250 senior professionals conducted in the United
Kingdom in 2005 noted that half of those surveyed encountered difficult people on a daily basis
(Berry 2005). Despite this finding, the study noted that only 15% of managers actually confronted
the inhibiting behavior. 55% tried to help by discussing the problems and 30% just ignored or put up
with the difficult personality. These findings are largely due to the lack of knowledge about how to
deal with inhibitor personalities and the inability to confront the stresses involved.
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8.4.1 Types of Difficult Personalities

To better understand the types of personalities that can be disruptive in the work environment, it is
necessary to explain the types of personalities that inhibit teams in the workplace so that an approach
can be applied to deal with each type. There are four basic categories of personalities that can be
found in the workplace: aggressive, deceptive, passive and destructive.

Aggressive

People showing these personalities demonstrate hostile and forceful behavior toward others. People
exhibiting aggressive behavior charge forward in an attacking and forceful way to display the
frustration or anger they feel but cannot resolve. These people need to be heard and have a need
to vent while at the same time needing people to listen to them. Aggressive personalities include
perfectionists, dictators, hostile-aggressives, attackers, egotists, bullies and criticizers who always
say no to any request.

Deceptive

People who engage in deceptive behavior aren’t comfortable with direct confrontation and prefer to
attack from a distance from behind some kind of protection. People with this type of personality
are still vocal and tend to either complain quite a bit without direct attacks or compensate for their
frustration and dissatisfaction by being everything from sneaky to over-agreeable. These types of
personalities include snipers who attack from a distance and always seem to have hidden agendas;
overtly nice people who agree with everything until they are overwhelmed; “brownnosers” who
have an unnatural attachment to those in charge as a way to get ahead; those who seem unresponsive
to anything; and those who spread rumors to increase their own self esteem.

Passive

People who are meek in the workplace present problems as well. Passive personalities are negative,
but portray themselves as victims, always ready to dismiss any solution presented to them. Passive
personality types include martyrs, passive-aggressives, moody people, crybabies, self-castigators,
worriers, resisters, silent types and those who say “it’s not my job”.

Destructive

People who exhibit destructive behaviors can be explosive and unpredictable. Failure to understand
this personality type can lead to extreme problems in the workplace that can create an unsafe work
environment. This type of inhibitor personality includes people who are sociopathic and those who
are substance abusers.

Aggressive Personalities

The aggressive personality type is forceful in what they want and demand that their issues be dealt
with right away. These aggressive inhibitors include:

Perfectionists

Every detail must be perfect or the perfectionist becomes negative. They are never satisfied with
their own work and are own worst critic. They have unrealistic standards and even work that is
praised by other workers as the highest quality work is not acceptable to the perfectionist. They
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cannot accept any kind of criticism and will focus on anything not perfect, even if that part is a tiny
part of the overall work done. A perfectionist manager tends to be a micromanager.

Dictators

A person with this personality will make a great deal of demands on everyone and will try to tell
them how to do their jobs. They will walk all over the more passive personality types because they
will let the dictator roll over them. Dictators are often angry and hostile and have a strong need to
control. For the dictator, it is “my way or the highway”.

Hostile-aggressives

People exhibiting this personality are pushy and demanding, constantly argumentative and can be
hostile and abusive. They have a need to stir things up and thrive on the chaos they cause. (Aldrich
2002). These employees don’t care whether the reaction they get is positive or negative as they gain
positive self-recognition regardless of the outcome.

Attackers

These people demonstrate emotion-based hostility and aggressive that they are unable to control.
These attacks are not personal to the person being attacked, the attacker is just looking for someone
to vent the frustration and anger for which he or she can’t find an outlet. Attackers are genuinely
upset and need someone to listen to their pain.

Egotists

These are attackers who have a superior attitude and think they know it all. They charge forward
with their disapproval of anything that they as experts feel is not going the way it should. Egotists
are arrogant and will disagree with most everything that is said because they like to be right. They
always find problems, not opportunities. They often criticize others to make themselves feel better.

Bullies

The bully uses threats and intimidation to undermine others. Bullies attempt to undo another person
as part of their plan to retain popularity and power. Bullies have an inflated view of themselves
and is threatened by someone who is likeable, well qualified or attractive. (Guy 2001). They will
humiliate, destroy, discredit or intimidate another person to make themselves look better.

Criticizers

A criticizer will strike down anything this is new, creative or different. His or her mission is to
disagree with anything that is said (Topchik 2006). She will jump on any mistake and disagree
with it with negative feedback. A manager who is a criticizer exhibits it by always saying no to all
requests.

Deceptive Personalities

The person with a deceptive personality type will not directly confront as in the case of the aggressive
type. This personality will instead work behind the scenes or from a distance to disrupt the workplace
or gain favor. These deceptive inhibitors include:

Snipers
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They use pointed jabs, humor and verbal sparing to put others down, usually from a distance
and behind the scenes. These people take potshots at others, use sarcasm as a weapon, lurk on
conference calls to silently gather information, talk behind other people’s backs and go to great
lengths to make their behind the scenes efforts untraceable back to them. These people will not
discuss their opinions in a public forum.

Over-agreeables

These are “yes” people who have a powerful desire to be liked and appreciated. They never say no to
anything and are far too uncomfortable to voice an opposing opinion. They are often overwhelmed
with too many projects since they never say no to anything and are always positive in approach.
These people can be problematic in the workplace when they agree with one person’s approach and
then also agree with an opposing position from someone else.

Brownnosers

Also known as bootlickers, people with this personality type believe that the shortest way to the
top is on the coattails of the boss. They will exhibit a complete devotion and dedication to those in
charge and will not ever tell the truth about their tactics or any of the boss’ activities. They live in a
constant self-reinforcing denial state that is perpetuated by the sense of importance bosses get from
them.

Unresponsives

These people are very hard to understand and to draw out because they don’t provide enough to
work with. They tend to be uncommitted to anything with work as the lowest priority in their lives.
They waste time, spent a lot of time on personal matters and try to get by doing as little as possible.

Rumormongers

This is one of the more difficult deceptive personalities in that much of their negativity is spread
through ideas and statements that are not true, but are hard to trace back to the source. This person
feels a great sense of importance when the rumors this person circulates force strong reactions
from others. Rumormongers tend to be very specific about what rumors they spread (examples
include spreading rumors around senior managers, job cuts, salaries, competition and dating in the
workplace), which maximizes the impact and increases their sense of self worth.

Passive Personalities

These are people with meek personalities and are often self-deprecating to a fault. They tend
to be moody and sensitive people who worry greatly, resist change, complain and need constant
encouragement. This personality type includes the following:

Martyrs

This person is the one who comes in early, stays late, seems to not have a life outside of work
and will do anything asked of them. While doing this, they will also complain about workload,
other employees, clients, managers and everything else in between. The martyr always feels like
her efforts go unappreciated. They usually act defeated and powerless. The martyr’s trademark
statement is “I have given up everything for this company and nobody cares” (Topchik 2006).

Passive-aggressives
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People with this personality style lack assertiveness and feel out of control. To remedy this, they
find satisfaction in controlling another person’s life (Guy 2001). They are very jealous and resentful
and have so little belief in themselves that they can’t compete with another person without bringing
them down. Anyone that this person feels threatened by is subject to their anger, sabotage, deliberate
procrastination and other tricks. They often have good excuses for this type of behavior that clouds
manager attempts to correct the issue.

Crybabies

People who behave like children when they don’t get their way. They withdraw, cry or go on a
tirade. They then act as if they are powerless in the same way martyrs do and usually believe
everything that happens to them is bad (Manning 2004).

Self-castigators

This personality shows itself in the form of constant self putdowns. This person finds fault with
everything he does, from work performance to salary to appearance to economic status to everything
that defines a person’s self concept. Even if the person is performing well on the job, he will not
see it that way himself. This person always takes the blame when something goes wrong, further
enhancing negative feelings about personal self worth.

Worriers

These people walk on eggshells and are very sensitive to any negative comment. They usually
complain about being too stressed and are expecting the ceiling to fall down on them at any moment.
She is unhappy with the way things are and is constantly pessimistic both at work and outside of it.

Resisters

Any kind of change upsets the resistor no matter how small. This person is only comfortable with
the status quo and will resist any attempts to introduce new ideas and reorganizations. If the change
is threatening enough, the resisters will try to sabotage it or spread negative rumors about the
change.

Silent types

These people keep to themselves and don’t express any feelings or thoughts on any subject. They
work completely alone and even when placed on a team, will contribute nothing to the team in the
form of active participation.

“It’s not my job”-ers

These are very negative people who will reject any task that is outside of their perceived job
responsibilities no matter how small the task may be. They usually do this as retribution for a slight
that someone in the organization has put upon them.

Destructive Personalities

These include people who have significant problems outside of work that impact themselves and
others at work. They include:

Sociopaths
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These are people who lead double lives. Their work lives and personal lives couldn’t be more differ-
ent. These are the people who portray themselves as supportive and charming, but in reality are cold
and ruthless. They act on their impulses without regard for the consequences on others. Managers
who do not detect that words do not match actions invite severely destructive consequences (Guy
2001)

Substance Abusers

People with alcohol or drug abuse problems who try to mask their abuse at work. They will
sometimes work at a very high level and then drop off dramatically. Absenteeism followed by
plausible excuses are part of a repeating pattern that is destructive to the person and to co-workers.

8.4.2 Addressing Inhibitor Personalities

In dealing with all inhibitor personalities, the core emotional competency to be developed, first, is
self-awareness: recognizing one’s emotions and their effects. This should be common sense; after all,
you must be self-aware of the problem before the problem can be addressed. For instance, if people
are lacking – social competence - in listening openly and sending convincing messages then they
would be inept at leading and facilitating others towards a common goal. If they lack self-confidence
- personal competence - then it would be difficult to establish respect with others. When dealing with
the various personality inhibitors, the first step in addressing the issue it to identify the root cause of
the problem itself.

Adapted from Goleman’s framework, we created the “Emotional Competency Framework” table for
leaders on how to address personalities that prohibit teams from reaching their full potential – the
inhibitor personalities.

In our table below, we made recommendations on how to address the four inhibitor personality
types: aggressive, deceptive, passive, and destructive. For example, to address the aggressive
personality type we would encourage the aggressor to develop empathy and social skills; developing
an understanding of others and sensing other’s feelings and perspectives would help them empathize
and become less aggressive; developing collaboration and cooperation skills would help them work
amiably with others towards a shared, clear and elevating without using aggressive, emotionally
charged, tactics.

Emotional Competency Framework

Inhibitor Emotional competencies to be developed
Aggressive

Self-Awareness
Perfectionists Develop emotional awareness, recognize that their emotions and

their negative effects of being too aggressive
Dictators Self-Regulation
Hostile-aggressives Develop self-control by keeping disruptive emotions and impulses

in check
Attackers Develop innovation and encourage the individual to being com-

fortable with novel ideas, approaches and new information
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Inhibitor Emotional competencies to be developed
Aggressive

Self-Awareness
Egotists Empathy
Bullies Develop understanding others, sensing other’s feelings and per-

spectives, and taking an active interest in their concerns
Criticizers Social Skills

Develop collaboration and cooperation, working with others to-
ward shared, clear and elevating goals
Develop influence, wielding effective tactics for persuasion
Develop conflict management, negotiating and resolving disagree-
ments

Deceptive
Self-Awareness

Snipers Develop emotional awareness, recognize that their emotions and
their negative effects of being deceptive

Over-Agreeables Self-Regulation
Brownnosers Develop trustworthiness, maintaining standards of honesty and

integrity
Unresponsives Social Skills
Rumormongers Develop building bonds, nurturing instrumental relationships

Develop collaboration and cooperation, working with others to-
ward shared, clear and elevating goals

Passive
Self-Awareness

Martyrs Develop emotional awareness, recognize that their emotions and
their negative effects of being passive

Passive-aggressives Develop self-confidence, a strong sense of one’s self-worth and
capabilities

Crybabies Self Regulation
Self-castigators Develop conscientiousness, taking responsibility for personal

performance
Worriers Motivation
Resisters Develop achievement drive, striving to improve or meet a stan-

dard of excellence
Silent Types Develop optimism, persistence in pursuing goals despite obstacles

and setbacks
“It’s Not My Job”-ers Social Skills

Develop influence, wielding effective tactics for persuasion
Develop team capabilities, creating group synergy in pursuing
collective goals

Destructive
Self-Awareness

Sociopaths Develop emotional awareness, recognize that their emotions and
their negative effects of being destructive
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Inhibitor Emotional competencies to be developed
Aggressive

Self-Awareness
Substance abusers Develop self-confidence, a strong sense of one’s self-worth and

capabilities
Self Regulation
Develop self-control, keeping disruptive impulses in check
Develop conscientiousness, taking responsibility for personal
actions
Motivation
Develop optimism, persistence in pursuing goals despite obstacles
and setbacks

Goleman’s “The Emotional Competence Framework” was adapted to this framework

8.5 Personality Profiling Considerations

Personality profiling can be a very useful tool in understanding your teammate’s communica-
tion styles, motivations and reward preferences. It can help you understand better how to
relate to people and work with them. However, psychologists stress that personality type
doesn't explain everything about us and that people with the same personality type often be-
have differently. http://www.bbc.co.uk/science/humanbody/mind/articles/
personalityandindividuality/personalitytype.shtml

Experts also agree that people cannot simply trade one personality type for another — that personality
types are like left- or right-handedness — most people are born preferring one hand. Similarly, every
person is born with a personality type, which means that people react differently to different stimuli.
For example, an introverted person may find relaxation through focusing on memories, thoughts or
feelings, while an extroverted personality concentrates on the outer world. No personality type is
inherently better than another, although certain personality types work better together and some are
more suited to certain roles on the team.

Profiling and Stereotyping

Although personality profiling is popular, it can prove to be a stumbling block if not used carefully
because personality profiling makes use of stereotypes, which is often used improperly and limits
one’s ability to see things clearly.

Walter Lippmannhttp://en.wikipedia.org/wiki/Walter_Lippmann2http://, an
influential American writer, journalist and political commentator, once said “For the most part we do
not first see, and then define; we define first, and then we see.”

Lippman’s candid statement reminds us about how easy it is to assign someone to a certain personality
type (defining them) without having all the facts. Stereotypes and personality profiling can make
us mentally lazy. As Samuel Ichiye Hayakawahttp://en.wikipedia.org/wiki/S._I.
_Hayakawa3http://, an academic and former United States Senator from California, explained

2 http://en.wikibooks.org/wiki/
3 http://en.wikibooks.org/wiki/
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that the danger of stereotypes “lies not in their existence, but in the fact that they become for all
people some of the time, and for some people all the time, substitutes for observation.”

Drawbacks and Cautions

Personality profiling can be a very useful tool in helping people better understand themselves and the
members of their teams. However, it can be detrimental if not used with caution. Following are three
areas that could sustain damage: 1.) Oneself; 2.) Other team members; 3.) The organization as a
whole.

Oneself

When people determine that they are a certain personality type (i.e. “I’m a Blue”) it gives them a
useful set of tools to better understand themselves. However, it may be limiting as well. They might
begin to think that they are not capable or suited to certain tasks because their personality profile
says they are not. They may use the personality profile as a crutch which keeps them from growing
in new areas or interacting in meaningful ways with others.

Others

In addition, when people immediately use personality profiling to judge the members of their team,
they often make false assumptions that they understand their team members, when if fact they do not.
While it is true that profiling helps individuals make quick judgments that can be useful in certain
circumstances (i.e. the short-lived team with a short-term goal), people often do not go beyond those
initial judgments to understand the motivations, work styles and personality temperaments of the
co-workers.

Organization

Personality profiling is often used in the workplace as a method for screening and making decisions
on whom to hire. Some HR professionals embrace the technique, while others do not. Although
personality testing may be useful, companies need to be aware of the risks involved in using them to
predict future employee behavior on the job. They may be exposing themselves to lawsuits or other
legal problems if used improperly.

8.6 Deep- and surface-level diversity

By focusing on personality diversity, as opposed to demographic diversity, businesses may begin to
study what David A. Harrison terms "deep-level diversity" (Harrison et al, 1998). Deep-level diversity
consists of the attitudes, beliefs, values and commitment to the organization that different individuals
in a group might have. This is in contrast to the traditional method of expressing diversity through
heterogeneity in categories such as race, gender, or age, or what can called "surface-level diversity."
For example, the current thinking in deep-level diversity would account for the phenomenon that a
male, Indian, engineer from the Punjab might be arguing alongside a younger female marketer from
the midwest US to support a similar project approach. While the two are certainly demographically
different, they may hold very similar values about work, economy, and share similar commitments
to the organization. By exploring current information on deep-level diversity, not just surface-level
diversity, organizations may leverage important performance benefits and avoid costly pitfalls.

It remains unclear if deep-level diversity characteristics can be discerned from personality profiling
assessments. It is unlikely to match up exactly with the current discussion of personality types.
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What studies do show, however, is that the effects of surface-level differences diminish over time as
the group works together and the importance of the effects from deep-level diversity in the group
increases markedly. According to the study, "Beyond Relational Demography: Time and the Effects
of Surface- and Deep-level Diversity on Work Group Cohesion," the more work group members
"continue to interact with one another, dissimilarity in the typically studied surface level dimensions
such as sex and age become less important than deep level attitudinal dissimilarity in, for instance,
job satisfaction" (Harrison et al, 1998) The authors state that the reason for this is that time is required
for high-quality informational interactions among group members, in which they learn about each
other's deep-level characteristics, and subsequently develop more meaningful, richly-functional,
relationships. Further, Harrison also conducted a study that found "increasing levels of collaboration
. . . can reduce the impact race, gender, or age differences on team performance" and that "as
team members continue to work together over time, personality and value differences surface more
clearly" (2002).

8.6.1 Recommendations

Harrison's research suggests that groups seek deep-level diversity in knowledge, skills, and abilities
but minimize diversity in job-related beliefs, attitudes, and values. This can lead to what he calls
"especially effective teams" (2002). However, he cautions that in order to be successful, it is important
that such groups are rewarded for collaboration and "that member's individual outcomes depend
more on team performance than their own" (2002).

According to FastCompany, this type of deep-level diversity also corresponds to a higher ROI, service
diversification, and sales growth, as well as more internal communication and an increase in assets
(Davies 2004).

However, two elements of previous surface-level diversity problems seem to carry over even into
contexts of deep-level diversity: first, increased diversity on both levels is still associated with an
increase in turnover and integration and coordination problems; second, it still appears that in the
supervisor/subordinate relationship, subordinates with the same gender as their superiors receive
higher performance evaluations (Davies 2004).

8.7 Conclusion

Insights into how personality diversity affects the work group have increased as the study of personal-
ity types, profiles, emotional IQ, and deep-level attitudes has grown. Instead of thinking of diversity
as simply demographic differences, group managers will need to research, experiment, and analyze
the ways in which all of these aspects not only affect the group, but how they can be integrated into a
cohesive approach that corresponds to group cohesiveness and successful performance.

8.8 Professional Resources

The following list includes links to a few consulting firms specializing in personalities:

http://www.piworldwide.com
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http://www.personality-insights.com/

http://www.personalitypathways.com/tpn.html

http://www.hrobjective.com/

http://www.lrandc.com/

http://www.caliperonline.com/solutions/hiring.shtml
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10 Definition of Social Loafing

Figure 9

Social loafing describes the phenomenon that occurs when individuals exert less effort when working
as a group than when working independently. Research indicates that there is some degree of social
loafing within every group, whether high-functioning or dysfunctional.

In 1913, a French agricultural engineer, Max Ringlemann, identified this social phenomenon. He
recognized a collective group performance required less effort by individuals compared to the sum of
their individual efforts (Kravitz & Martin, 1986). The effect he noted has been termed the Ringlemann
Effect. In this experiment, participants pulled on a rope attached to a strain gauge. Ringlemann
noted that two individuals pulling the rope only exerted 93% of their individual efforts. A group
of three individuals exerted 85% and groups of eight exerted 49% of their combined individual
effort. As more individuals pulled on the rope, each individual exerted themselves less. From these
observations, Ringlemann determined that individuals perform below their potential when working
in a group (LaFasto & Larson, 2001, p. 77).

Since Ringlemann’s observation, social loafing has been identified in numerous studies. Social
loafing has several causes and effects that will be discussed in this document, as well as methods for
dealing with social loafing to promote more effective group work.

'Ringleman's brainchild of social loafing has now been used within a diverse variety of studies,
ranging from its impact on sports teams to the affects on groups within huge conglomerates.’ (Dr
Karen Virendra Patel, 2002; pg 124)
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10.1 Causes of Social Loafing

Many theories explain why social loafing occurs., below are several explanations of social loafing
causes:

Equitable contribution: Team members believe that others are not putting forth as much effort as
themselves. Since they feel that the others in the group are slacking, they lessen their efforts too.
This causes a downward cycle that ends at the point where only the minimum amount of work is
performed.

Submaximal goal setting: Team members may perceive that with a well-defined goal and with
several people working towards it, they can work less for it. The task then becomes optimizing rather
than maximizing.

Lessened contingency between input and outcome: Team members may feel they can hide in the
crowd and avoid the consequences of not contributing. Or, a team member may feel lost in the crowd
and unable to gain recognition for their contributions (Latane, 1998). This description is characteristic
of people driven by their uniqueness and individuality. In a group, they lose this individuality and the
recognition that comes with their contributions. Therefore, these group members lose motivation to
offer their full ability since it will not be acknowledged (Charbonnier et al., 1998). Additionally, large
group sizes can cause individuals to feel lost in the crowd. With so many individuals contributing,
some may feel that their efforts are not needed or will not be recognized (Kerr, 1989).

Lack of evaluation: Loafing begins or is strengthened in the absence of an individual evaluation
structure imposed by the environment (Price & Harrison, 2006). This occurs because working in the
group environment results in less self-awareness (Mullen, 1983). For example, a member of a sales
team will loaf when sales of the group are measured rather than individual sales efforts.

Unequal distribution of compensation: In the workplace, compensation comes in monetary forms
and promotions and in academics it is in the form of grades or positive feedback. If an individual
believes compensation has not been allotted equally amongst group members, he will withdraw his
individual efforts (Piezon & Donaldson, 2005).

Non-cohesive group: A group functions effectively when members have bonded and created high-
quality relationships. If the group is not cohesive, members are more prone to social loafing since
they are not concerned about letting down their teammates (Piezon & Donaldson, 2005).

10.2 Effects of Social Loafing

Social loafing engenders negative consequences that affect both the group as a whole as well as the
individual.
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10.2.1 Effects on Groups

Figure 10

As explained in the Ringlemann Effect, output decreases with increased group membership, due
to social loafing. This effect is demonstrated in another study by Latane, et al. In this experiment
subjects were asked to yell or clap as loudly as possible. As in Ringlemann’s study, the overall
loudness increased while individual output decreased. People averaged 3.7 dynes/sq cm individually,
2.6 in pairs, 1.8 in a group of four, and 1.5 in a group of six. In this study there was no block effect
(indicating tiredness or lack of practice). Due to social loafing, average output for each individual
decreases due to the perception that others in the group are not putting forth as much effort as the
individual.

In considering this first experiment, some individuals suggested that results might be invalid due to
acoustics (i.e. voices canceling each other out or voices not synchronized). To disprove this theory,
another experiment was performed. For this study, participants were placed in individual rooms and
wore headphones. In repeated trials, these participants were told they were either shouting alone or
as part of a group. The results demonstrated the same trend as in the first experiment--individual
performance decreased as a group size increased (Latane, 1979).

In reality, there are not many groups with the objective of yelling loud, however the example above
illustrates a principle that is common in business, family, education, and in social gatherings that
harms the overall integrity and performance of a team by reducing the level of output, one individual
at a time. The negative social cues involved with social loafing produce decreased group performance
(Schnake, 1991, p. 51). Reasonable consequences of social loafing also include dissatisfaction
with group members who fail to contribute equally and the creation of in groups and out groups.
Additionally, groups will lack the talents that could be offered by those who choose to not contribute.
All of these factors result in less productivity.
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10.2.2 Effects on Individuals

The preceding section identifies the effect of social loafing on a group which is arguably the most
prominent consequence of the group behavior. However, social loafing also has an impact on the
individuals that comprise the group. There are various side effects that individuals may experience.

One potential side effect is the lack of satisfaction that a member of the group might experience,
thereby becoming disappointed or depressed at the end of project. When a member of a group
becomes a social loafer, the member reduces any opportunity he might have had to grow in his
ability and knowledge. Today, many college level classes focus on group projects. The ability for
an individual to participate in social loafing increases at the group increases in number. However,
if these groups remain small the individual will not have the opportunity to become invisible to
the group and their lack of input will be readily evident. The lack of identifiably in a group is a
psychological production that has been documented in several studies. (Carron, Burke & Prapavessis,
2004)

Social loafing can also negatively impact individuals in the group who perform the bulk of the work.
For example, in schoolwork teams are often comprised of children of varying capacities. Without
individual accountability, often only one or a few group members will do most of the work to make
up for what the other students lack. Cheri Yecke, Minnesota’s commissioner of education, explains
that in these instances group work can be detrimental to the student(s) who feel resentment and
frustration from carrying the weight of the work. Yecke recounted an experience of one child who
felt she had to “slow down the pace of her learning and that she could not challenge the group, or she
would be punished” with a lower grade than desired. Especially in situations where members of the
group of differing abilities, social loafing negatively affects group members who carry the weight of
the group.

10.3 Variation in Social Loafing

10.3.1 Culture

Social loafing is more likely to occur in societies where the focus is on the individual rather than the
group. This phenomenon was observed in a study comparing American managers (individualistic
values) to Chinese managers (collectivistic values). Researchers found that social loafing occurred
with the American managers while there was no such occurrence with the Chinese managers.
The researchers explained this through a comparison between collectivistic and individualistic
orientations.

A collectivistic orientation places group goals and collective action ahead of self-interests. This
reinforces the participants' desires to pursue group goals in order to benefit the group. People
from this orientation view their individual actions as an important contribution to the group's well-
being. They also gain satisfaction and feelings of accomplishment from group outcomes. Further,
collectivists anticipate that other group members will contribute to the groups' performance and so
they choose to do the same in return. They view their contributions to group accomplishments as
important and role-defined (Earley, 1989).

In contrast, an individualist's motive is focused on self-interest. Actions by these individuals
emphasize personal gain and rewards based on their particular accomplishments. An individualist
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anticipates rewards contingent on individual performance. Contribution toward achieving collective
goals is inconsistent with the self-interest motive unless differential awards are made by the group.
Individuals whose contributions to group output go unnoticed have little incentive to contribute, since
they can "loaf" without fear of consequences. As a result, an individualist can maximize personal
gain without putting forth as much effort as had he/she done the work individually. The self-interest
motive stresses individual outcomes and gain over the collective good (Earley, 1989).

10.3.2 Gender

Figure 11

Research indicates that women are more inclined to sustain group cohesion where men are more
interested in task achievement. As a result, women, who deem collective tasks more significant
than individual tasks, are less likely to engage in social loafing than men. This phenomenon is
demonstrated in a study conducted by Naoki Kugihara. To determine the social loafing effect on
men versus women, he had 18 Japanese men and 18 Japanese women pull on a rope, similar to the
Ringlemann experiment. On the questionnaire, several participants indicated their perception that
they pulled with their full strength. However, Kugihara observed the men did decrease their effort
once involved in collective rope pulling. Conversely, the women did not show a change in effort once
involved collectively.

In the paper reporting the results of this study, Kugihara explains some reasoning behind this different
reaction between men and women. In observing Japanese junior high students, Tachibana and Koyasu
found that boys engaged more earnestly in the task when they were told that achievement was being
measured. When they were told they could relax and enjoy the task, the boys did not put forth as
much effort. However, with the girls they did not notice any change in effort between the achievement
and relaxation tasks. These results indicate that men are more likely to engage in social loafing in a
group setting because they will not be driven by achievement motivation since their efforts will not
be as visible. However, women tend to not be affected by achievement motivation and therefore are
less likely to engage in social loafing (1999).
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10.4 Confronting the Social Loafer

Figure 12

No one ever likes to be confronted or told what to do. So in a group setting, what is the best way
to make the most out of each individual’s contributions? Especially in groups where there is no
designated leader, it is difficult for one group member to confront another. However, Dan Rothwell
offers advice for handling these situations.

Private confrontation: The team leader or a selected team member should confront the social loafer
individually. This individual should solicit the reasons for the lackluster effort. Additionally, the
loafer should be encouraged to participate and understand the importance of his contributions.

Group confrontation: The entire group can address the problem to the dissenting team member and
specifically address the problem(s) they have observed. They should attempt to resolve the problem
and refrain from deleterious attacks on the slacking individual.

Superior assistance: After trying to address the problem with the individual both privately and as a
group, group members should seek the advice of a superior, whether it be a teacher, boss or other
authority figure. Where possible, group members should provide documented evidence of the loafing
engaged by the individual (De Vita, 2001). The person in authority can directly address the problem
with the lackluster team member.

Exclusion: The loafer should only be booted out of the group as a last resort. However, this option
may not be feasible in some instances.

Circumvention: If all the above steps have been attempted without result, then the group can
reorganize tasks and responsibilities. This should be done in a manner that will result in a desirable
outcome whether or not the loafer contributes.

(Rothwell, 2004)
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10.5 Preventing Social Loafing

Figure 13

In order to prevent or limit the effects of social loafing, there are a number of guidelines a team
leader might initiate to manage team members’ efforts toward team goals. Though some do depend
upon the nature of the team and the type of team, most of these guidelines can be adapted to provide
a positive benefit to all teams.

Develop rules of conduct: Setting rules at the beginning will help all team members achieve the
team objectives and performance goals. Establishing ground rules can help to prevent social loafing
and free-riding behaviors by providing assurances that free-riding attempts will be dealt with (Cox,
2007).

Create appropriate group sizes: Do not create or allow a team to undertake a two-man job. For
example, municipal maintenance crews often have crew members standing around watching one or
two individuals work. Does that job really require that many crew members?

Establish individual accountability: This is critical for initial assignments that set the stage for
the rest of the task (Team Based). Tasks that require pre-work and input from all group members
produce a set of dynamics that largely prevent social loafing from happening in the first place. If this
expectation is set early, individuals will avoid the consequences of being held accountable for poor
work.

Encourage group loyalty: Not all cultures experience social loafing. In China, social striving, the
opposite of social loafing, occurs. In these cases, individual performance is enhanced by being in
a group (Davies, 2006). The individuals care more about the success of the group than their own
success. They have a clear view of the group’s objective and what leads to its fulfillment. This sense
of group loyalty is created by individual awareness of the team’s position in reaching the goal. If
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production plant employees know the goal, know how far they need to go, and where the competition
is, they are more inclined to work towards the goal than if they did not have that knowledge.

Implement peer evaluation: In academic cultures, college instructors use peer evaluations to instill
accountability for individual contributions in group products. These evaluations are given early in
the term and are more effective in deterring social loafing than peer evaluations given later in the
term (Brooks & Ammons, 2003).

Write a team contract: Confusion and miscommunication can cause social loafing. Although it
may seem formal, writing a team contract is a good first step in setting group rules and preventing
social loafing. This contract should include several important pieces of information such as group
expectations, individual responsibilities, forms of group communication, and methods of discipline.
If each group member has a measurable responsibility that they alone are accountable for, he is not
able to rely on the group for his portion of responsibility.

Choose complementary team members: When possible, carefully choose individuals to join a
team. Make sure they have strengths and personalities that will complement other group members
rather than deter from reaching the group goal.

Minimize group size: Whenever possible, minimize the amount of people within a group. The less
people available to diffuse responsibility to, the less likely social loafing will occur.

Establish ground rules: Discuss what the team’s goals and objectives are and then develop a process
to meet them. Agree to perform by team roles discussed in the initial meeting of a project. Also
discuss consequences of not following rules and the process to call an individual on their negative
behavior.

Specifically define the task: Clarify the importance of the task to the team and assign members
to do particular assignments. Establish expectations through specific measurable and observable
outcomes, such as due dates. At the end of each meeting, refresh everyone’s memories as to who is
required to do what by when and offer clarification on required duties.

Create personal relationships: Provide opportunities for members to socialize and establish trusting
relationships. Dedicated relationships cause people to fulfill their duties more efficiently.

Highlight achievement: Invite members of management to attend team sessions. Allow team
accomplishments to shine through to superiors. Close meetings by summarizing their group’s
successes. Pat them on the back and remind them of their upcoming duties.

Establish task importance: Allow team members the opportunity to demonstrate their willingness
to do their work in a timely fashion.

Evaluate progress: Meet individually with team members to assess their successes and areas of
improvement. Discuss ways in which the team leader may provide additional support so the task
may be completed. When possible, develop an evaluation based on an individual contribution. This
can be accomplished through individual group members’ evaluations of others on team.

Manage discussions: Ensure that all team members have the opportunity to speak. Make every
individual feel they have a valuable role on the team and their input is important to group success.

Engage individuals: When intrinsic involvement in the task is high, workers may feel that their
efforts are very important for the success of the group and thus may be unlikely to engage in social
loafing even if the task visibility is low.
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11 Leader Credibility

11.1 Questions Posed

Once a team is formed, how should the team leader handle questions about his/her ability? For
example, in the case where the team has had its first significant meeting and the leader did something
to cause others to questions his/her ability to lead the project. Along the same line, are there particular
steps a team leader can take to mitigate a blow to the team either from external forces or internal
forces (say in the form of personal conflict or someone essential to the project leaving the company)?

11.2 Introduction

The question above is presented as to ask how you can mitigate questions to your credibility as
a team leader. This lack of credibility could be from something you did wrong in a meeting or a
mistake you made on a project. The question also asks how you, as a team leader, can soften the
blow to the team from an internal or external force affecting the team. This last question is very
broad and because of this, the chapter will focus that question and the others with respect only to
establishing, maintaining and restoring credibility as a team leader.

You can read all the books and follow all the rules about managing and leading, but inevitably,
you will find your credibility in question from one, or a number of team members at some point
during your career. It may almost seem easier to deal with if you know you did something wrong or
inappropriate. The hard part is when you have somehow lost credibility when you’ve done, pretty
much, everything right. During this chapter, we will look into a number of reasons for finding
yourself lacking credibility with your team members. We will also offer general advice on how to
keep or restore your credibility.

While there are many reasons your team may find your credibility lacking, we will focus on a few
very common ones. First, we will look at how your credibility may be threatened simply by a
stereotype attached to you. Second, we will look at how your personality traits can affect credibility.
Then we will look into how leading your former peers can cause credibility problems and how to
alleviate them. Following these sections we will offer advice on how to establish credibility in a
newly formed team, and finally, how to establish your credibility in general as well as avoid pitfalls.

11.3 Overcoming Stereotypes

Establishing leadership credibility in a group or team setting can be difficult enough without having
to battle stereotypes along the way. This section will focus briefly on the different stereotypes that
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exist within the work organization, specifically, the groups and teams within these organizations.
This section will also attempt to advise on how to avoid the pitfalls of stereotypes.

First, we will define exactly what a stereotype is and what it is capable of. Stereotypes occur when
we assign and generalize certain attributes, characteristics, qualities or shortcomings to a specific
group of people. For example: "The elderly drive poorly," "Women are too emotional," "Teenagers
are lazy," or "Men are cold and distant." You may think these examples are harmless, but these are
only starting points from which stereotypes can become extreme and irrational. Some categories
which can be a target of stereotypes are: race, religion, gender, class, age, etc.

Stereotyping is a way our brain tries to processes the endless amount of information it is presented
with daily. With so much stimulation to account for, stereotyping is a way the brain cuts through it
all in order to make it presentable. This is often done subconsciously and is not always linked to
negative outcomes. The danger presents itself when we are unaware of this process going on in our
brain and we begin to accept stereotypes as fact or reality. Stereotypes are far reaching and virtually
everyone is a potential victim.

Stereotypes are damaging when we assume something about someone, or judge them prematurely,
simply because we assign them to a larger group with a predetermined set of characteristics. Stereo-
typing is often linked closely with prejudice, which occurs when one makes a conscious decision to
dislike, distrust, or work against a specific group because of the negative stereotypes associated with
that group.

History is laced with stereotyping and prejudices. Modern time takes no exception. A common place
stereotyping takes place is within organizations and teams within these organizations. This behavior
can destroy any attempts to create a collaborative environment within work teams and can effectively
prevent production or progression. So the question presents itself, how do we keep this behavior out
of our teams in order to be more successful?

As a leader of a group/team who may be battling a stereotype while trying to obtain credibility, you
must first make it your priority to rid yourself of any thought or behavior that endorses or exhibits
stereotyping. You must be careful not to get defensive expecting that you are being stereotyped. Give
your team the benefit of the doubt initially. Team attitude often reflects leadership. If they see you are
relaxed and open they may adopt your attitude. This is one way to battle stereotypes within groups.

Another way to battle stereotypes is to create an atmosphere conducive to open communication. It
is through talking to people and forging relationships with others that stereotypes can be shattered
and put to rest. This is easier said than done, but achievable if a team leader is determined to have a
successful group.

Also, when creating a group, create groups with diversity. This builds off the previous point
of communication. We are often afraid of what we don't know. A diverse group can create an
environment where learning and understanding can be achieved and stereotypes dispelled.

It may sound simple, but one final way to counter a stereotype when leading a team is to simply work
hard and prove you are a good leader first and foremost. If you leave no doubt in your groups’ mind
you are there to facilitate their success, you will begin to create an atmosphere where attitudes can
change and minds can be enlightened.
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11.4 Personality Types

When dealing with team environments, the personality of the group and those of individuals are
determinants in whether the group will succeed or fail at its goals and endeavors. Within each group,
there is the potential for each of the members to have significantly different strengths and weaknesses
which are essential for an effective team. Examples of these characteristics are being introverted
and extroverted. Introverts are people whose thoughts and interests are directed inward rather than
outward toward others. On the other hand extroverts are interested in others or in the environment.
Speaking in broad terms, they are a gregarious and unreserved person. With this in mind, to be an
effective leader, you need to not only identify these traits in others, but also identify them in yourself
in order to establish leadership credibility. Otherwise, ineffective management of your team of
different personalities, working motifs, and styles may lead to unnecessary challenges and conflicts
that could possibly lead to the demise and failure of the overall project.

In understanding introversion and extroversion, Carl Jung (one of the earliest leaders into the
understanding and exploration of this type of personality trait), was able to understand and develop
the core principles of extroversion and introversion. He was able to view the behavior of humans
as either habits or as personality patterns. He then explained the differences accordingly to those
unique, distinguishable, and variable social patterns. He directed and focused his research on the
intuition, thinking, sensing, and feeling components which were later published as major players in
his psychological traits theory.

During different events in our daily lives, we tend to utilize both aspects of introversion and
extroversion. But, generally speaking, most people rely upon one dominant expression, whether it
is introversion or extroversion, during the daily events and dramas that induce stressful situations.
The preferences that are expressed by these different types of personalities also affect and impact
social understanding and learning of perceptions, judgments, different learning styles, as well as
sociological preferences each individual resorts to.

When comparing introverts and extroverts, with our perception of what the team and its organization
represents, there are still different view points we hold. First, introverts might view and feel the team
meeting and discussions as draining, stressful, and (more or less) a waste of time. While extroverts
view the team meetings as productive and energizing toward the end goal of the team.

It is essential for you, as the team leader, to not only understand the different aspects of each team
member, but also of yourself and what impact you have in leading the group. Being able to assess
your ability and draw upon the abilities and strengths of others will provide an easy path to a
successful team. By understanding and acknowledging different personality types, strengths and
weaknesses, learning styles, perceptions, and judgments of each group member, you have already
taken steps in the right direction to becoming an effective leader. Doing this should dismiss most, if
not all, skepticism of your leadership ability. When you have been able to identify these aspects of
your group, you can effectively direct and coordinate the team towards your goal or directive in the
most efficient manner possible.

As the team leader, understanding group meetings is an integral component of the development,
planning of the assigned project, and development of team unity. As previously indicated, extroverts
view these meetings as a venue for essential thought provoking discussions and a place to surcease
any problems that may arise. So to be an effective leader, you must acknowledge and mitigate
these circumstances to the contrary of the introverts. These introverts would rather use the time
(that most meetings would use up) to research, prepare, and plan for these meetings on a lesser
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scale. By understanding this, you can handle any skepticism and quandaries about your leadership
ability by providing advanced written information about the team members, agenda(s), reports, or
possible discussion questions. This forethought and preplanning allows introverts the necessary
time to organize and preplan their feelings and thoughts so their involvement within the group will
be more substantial and appreciated by the extroverts who, by their very nature, will applaud and
welcome their contributions.

In addressing the possible scenario of conflict from within the team itself or from external forces,
you need to address and understand the different areas of conflict that may arise. As previously
mentioned, the different personalities may be cause for conflict within the team environment. To
quell such proprieties and demurrals from the different team members, using the knowledge and
understanding of each team member and their strengths and weaknesses is essential as an effective
team leader. When such internal conflicts arise, being able to negotiate and mitigate conflicts is
essential. In addition, knowledge of the team members' personality and learning styles is important
in order to show foresight and understanding of the conflict that has occurred.

So in conclusion, as an effective and forthright leader will need to have perception and knowledge
based upon the different personality types of each group member so any possible conflict and
prejudice arising can be eliminated.

11.5 Effectively Leading Your Former Peers

You have spent the last few years working hard with your team, you’ve seen great success together
and you’ve been able to establish some very positive professional relationships. You are comfortable
with your team and are satisfied with the work you have done together. Now things are about to
change, you have been rewarded for your hard work and have been selected to lead the team you
were once a part of.

After the initial euphoria and excitement of your recent promotion wears off, you may realize the
relationships with your team members is not the same. Suddenly they look to you for motivation and
guidance. Will they buy into your ideas? Will they respect you? Will they still be your friends? Do
you want them to be your friends? How will performance evaluations go? As managers continue to
climb the corporate ladder many of them have had to (or will) deal with these types of situations
at one time or another. This section is dedicated to helping managers effectively manage their
relationships with former peers, while at the same time adapting to their new leadership role.

Generally speaking, two behaviors can emerge as managers begin to lead their former peers. One end
of the spectrum is trying to remain “one of the guys” (or gals). This type of manager has difficulty
making unpopular decisions, performing disciplinary action, performance evaluations, assigning
responsibility, and holding people accountable. At the other end of the spectrum, one morphs into
an unrecognizable individual that feels he or she must change everything the team has been doing
and make it their own. After all, the leader is ultimately responsible for the success and failure of
the team. This behavior oftentimes results in rifts between the leaders and the rest of the team. The
following are some effective methods in making the transition from team member to leader.

First, don’t try and change everything at once. You will have plenty of time to implement your ideas
and plans for success. Now the important part is getting your team on board with you as their leader.
Second, get the message out that you will be even handed in dealing with subordinates. There will
certainly be some subordinates you were closer with then others. The ones you were close with may
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expect some preferential treatment while others may expect to see you come down harder on them.
Ensuring your team members you will be even handed will help them develop trust and respect for
you as their leader. Next, steer clear of situations where favoritism might be perceived. In addition,
repair rifts with former colleagues. There will certainly be some hurt feelings and disappointment
among your peers. After all, you beat them out for the job. Some peers may also harbor ill feelings
from previous conflicts that you may have been engaged in. Take action to repair these rifts and
work towards establishing positive relationships. Finally, clearly define your role and what your
expectations are. You are the leader act like it. Let your peers know what you expect of them and
hold them accountable for their performance.

Stepping into a leadership role involving peers can be a very challenging situation. Difficult situations
will certainly arise and tough decisions will have to be made but that’s why you’re the leader. By
clearly establishing goals and expectations of every team member and ensuring the entire team that
you will not play favorites and everyone will be treated equally you will be able to establish your
credibility as an effective leader an ultimately lead a more successful team.

11.6 Leading a New Team

You’ve spent the money, done your homework, and earned your degree now you have the job. You are
now leading your own team. Now, how do you do it? How do you establish your credibility to team
members you have never met? What are their expectations of you? How do you instill confidence in
your team about your leadership abilities? How do you handle questions and concerns about your
leadership abilities? The following section is dedicated to assisting new leaders in managing their
teams and promoting success within their new role.

As the new leader you need to take charge. You may be replacing a great leader who had great success
and admiration from his or her team and the shoes you are expected to fill may be great. Or you may
be replacing a leader who was despised by his or her team and the team was a disappointment. Either
way, there are several challenges leaders face as they step into new environments as team leaders.
They may be dealing with high expectations and questions from their team such as, “That’s not how
so and so would do it” or “How will this new leader be different from the last”. Despite how the
team may have performed in the past it’s your ship now, the success or failure of the team is your
responsibility. Your team needs to know that you are committed to being their leader and leading
them to success. Communicate your goals and expectations clearly to every team member. Let them
know the importance of their role in the team. Be sure to give your team the time and resources to
achieve their goals and give them the training to achieve their goals.

Your team needs to trust you and one of the best ways to gain their confidence in your abilities is
through your example. You were hired for a reason, obviously your boss has confidence in your
abilities. Now is the time to showcase them for the rest of your team. Your attitude and the manner
in which you perform your tasks will be infectious. The way you act and interact with your team will
ultimately reflect the way you and your team will perform together.

Next, be accountable. Problems will arise and mistakes will be made and at times human nature
prompts us to deflect blame or try and spin things in a better way, after all no one wants to be blamed
for a major screw up. Effective leaders know how to stand up and be held accountable.

Finally, never underestimate the power of effective listening Take the time to get to know your people.
Effective leaders must be willing to see the team from the team’s perspective. As a leader you may
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have your own vision of what success is, if your team has a different vision than you, the team will
never arrive at the same point of success. Talk to each individual team member, find out what is
important to them. It is the only way you will know how to effectively motivate them.

Individual interviews with each team member can be very effective in helping to establish positive
relationships within your team. Furthermore, you can gain valuable insight into the nature of the
team and how you can effectively use the team’s resources to achieve the team’s goals. Be sure to act
upon the information you gain from your team through your individual interviews. Involving your
team’s insights will help create a culture of trust and unity within your team and their insights may
oftentimes be more profound than your own. Build up your people, give them responsibility and
hold them accountable. Praise and recognize them when they deserve it. When they perform poorly
let them know you expect more from them. They will respect you more as a leader and most often
will be inclined to perform at a higher level for the success of the team.

Certainly leading a new team is a challenging role filled with many obstacles. Creating a positive
environment is essential in achieving success as a team. After all, the team's performance is indicative
of the leadership abilities of its leader. By taking charge, leading by example, listening, and taking
action you will be able to instill confidence within your team. You will also establish your credibility
and, ultimately, have more success as a team.

11.7 Establishing Credibility and Avoiding Pitfalls

Having or establishing credibility from the outset can make leading a team easier and give more
leeway in decision making while leading a team (when it is done right). This section is easy when
things go right. What about when they don't?

The first thing you should never do, is try and save face by pushing the blame onto someone else.
This rarely works in the long run. You would hope the people in your team are smart and, as a
consequence, see through this. Members of the team may play dumb at the moment to avoid conflict,
but they will not appreciate you for it. This will always be in their mind when dealing with you.
"Will they try and pin the next thing that goes bad on me?"

Think about those you respect most in your organization. Not who has the most influence or power,
but who you respect. This is the type of person who is honest with themselves and their coworkers
(this includes subordinates and higher-ups). When was the last time you were upset with someone
for fessing up to an issue they caused before someone else mentioned it? Or graciously accepted
criticism for a perceived or a real issue they may have caused? You may have been upset with what
happened or the consequences, but think about your respect level for the person. This is most likely a
person you would go to bat for in a tight situation, because you know they would have done their best
and improved where they could. Taking this type of stance yourself, can go a long way in negating
any issues that may happen early on in a group that question your ability to lead a project.

Most problems boil down to communication. Members of the group may have different interactive
styles based on backgrounds or individual disciplines. Failure to accommodate different commu-
nication styles can lead to misunderstandings and possibly questioning abilities. One way to help
members understand you is to give them an instruction manual. Even a cheap $25 tape recorder has
instructions, why not you? Let your manual say, amongst other things: "Here's what gets me going,"
"Here's what annoys me," "Warning! Here's what will get you in trouble." These types of suggestions
are probably better suited for a manager, but they could also work for subordinates or peers. Other
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sections of the manual could include: "Ask me to 'get to the point,' “If a description is not clear,
please ask to be more concrete," "Warn me if I am heading down the wrong path," and "I tend to
refer to statistics when I am uncomfortable with a topic." This type of instruction manual of yourself
can be useful as a daily reminder to yourself on what you need to work on. Others, even timid ones,
can call you on one of your issues without fear of offending or overstepping bounds. It will show
you are truly looking to do your best and eliminate perceived inabilities caused by communication
breakdown. As result, they will know where you are coming from.

11.8 Conclusion

During this chapter we have touched on a few items which can affect your credibility as a team
leader. The issues we have discussed are common, but there are many more reasons why you may
have lost credibility with members of your team. Knowing how to deal with common reasons for
losing credibility will help you when other issues arise.

Hopefully the latter part of this chapter has given you some insight into how to, in general, establish,
maintain, and restore your credibility as a team leader. You will never be able to please everyone, but
you can certainly do your best to be an effective leader and use the information in this chapter to help
you credibility as a leader and an example to the rest of you team.
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12 Managing Leadership Transitions

12.1 Introduction

The transition period of replacing a leader within a company is often a very costly time for not only
the company, but all personnel involved. In the 1992 study "Turnover and Return-on-Investment
Models for Family Leave," researchers J. Douglas Phillips and Barbara Reisman estimate that the
cost of replacing a top-level manager is about 150 percent of the manager's base salary. These
costs can include: accrued annual leave, substantial severance pay, executive recruitment activities,
interim management costs and numerous intangible and indirect costs. This chapter examines how
to successfully manage the transition from team member to team leader. It is important to have
an effective strategy for this transition because it has a direct impact on the future performance of
the team and its leader. This transitional phase sets behavioral norms for team members, estab-
lishes performance standards, affects members’ motivation, and creates the leader’s and members’
perceptions about their ability to excel as a cohesive unit. Data from Development Dimensions
International http://www.DDIWORLD.com concerning leadership transitions states that nearly
one out of every five "people managers" rank transitioning leadership as the most challenging life
event one could experience and at the strategic level, these numbers are even higher, often times
placing transitions above divorce, managing teenagers, moving and even becoming a parent.

The managing leadership transitions chapter is divided into multiple sections and is designed to be
either read completely or referred to simply as reference. The first section examines the functional
and psychological impacts that this phase can have on team members and transitioning leaders. The
second section explores the challenges that a newly promoted team leader faces when establishing
influence over the team members who were once teammates. The best methods for establishing
influence over a team are also assessed. Section three provides practical advice for newly promoted
leaders to accelerate the transition process from team member to full fledged team leader, while
setting both the leader and the team up for future performance success.

12.2 Functional and Psychological Impacts of Transitioning from
Team Member to Team Leader

Being promoted to a team leadership role brings many challenges. One of the more difficult obstacles
encountered is when promotion occurs from within the team. The new leader finds him in a position
of authority over a group of team members he previously worked alongside. This can result in
struggle for both the team and the leader as roles are reassigned and individuals adjust to the new
relationship. As companies and schools place more emphasis on teamwork, people find themselves
facing this conflict of moving from peer to supervisor more often. What may have once been an
easy relationship based on shared experiences is now one of shifted dynamics and unease among the
team. Despite the increasing occurrence of this event, the transition rarely goes smoothly and often is
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unsuccessful. In an attempt to better understand why some individuals succeed in making the change
to team leader, many studies have been done to help identify root causes and potential solutions.
Among those concepts identified are social biases and role conflict. In this section we hope to further
explore these concepts and the role they play in the team member to team leader transition.

The newly promoted team leader may find them struggling with role conflict. He/she must learn how
to balance the relationships built as a peer and the new responsibility of acting as the boss. Maurice B.
Mittelmark’s editorial "Social ties and health promotion: suggestions for population-based research",
comments on studies which examine role conflict and its adverse psychological and functional
impacts. As applied to transitions from team member to leader, the article supports the proposition
that new leaders will be less successful at managing the team and more psychologically stressed if
the leader tries to maintain multiple roles, as teammate and team leader. “The Role Conflict situation
is that in which multiple roles. . . are perceived to demand too much time and attention...” The article
places “emphasis on multiple roles as the stress factor, not on too low capacity to perform as expected
(although P [the team leader] may nevertheless take blame for not being able to manage somehow).”
A real world example of the significant impact of leadership transitions occurs at a US Freightways
hub in Holland, where they have been able to study the effect of transitioning terminal managers.
The US Freightways hub in Holland has 59 terminals and regularly sees a 20% annual turnover
in terminal managers, thus nearly 12 transitions per year. Taking the 12 transitions per year and
multiplying that by the average effective time of 4 months per transition, US Freightways calculated
that at any time, 4 terminals or nearly 7% of their hub were consistently operating ineffectively. The
calculations performed by US Freightways follow:

(59−Terminals∗20%−AnnualTransitions = 11.8−TransitionsperYear)

(11.8−TransitionsperYear ∗4−MonthsperTransition/12−MonthsperYear
= 4−TerminalsConsistentlyOperatingIne f f ectively)

When a team leader proves ineffective at managing the team member and team leader role, the
psychological stress of trying to juggle multiple roles and consistently meeting deadlines will
ultimately cause the leader to fail. The failure is more often a result of this stress than the increased
functional workloads associated with performing the tasks of team leader.

Role conflict can also occur because of commitment and the brain’s strong tendency to want to be
consistent with prior actions. For example, employees may lock themselves into certain roles by
telling coworkers “they’ll always be there to support them.” However, when those employees are
promoted the roles change. The promoted employees may find themselves stuck in certain roles
because they want to remain consistent with what was said beforehand. In the example where a
supervisor has to layoff a previous coworker and friend, dissonance is created and will interfere with
the supervisory role. One of the first steps a new leader must take in order to increase their chances
of success is to establish a policy for assessment and accountability. The role of each team member
should be assessed along with a focus on accountability for each role. The leader is accountable
for his team's results; each team member should know his or her roles and responsibilities. By
establishing clear expectations from the team, the leader will be better positioned to lead. Most
importantly, with proper planning and training on the part of the new leader, role conflict can be
managed more successfully.
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While there may be resistance from group members for a variety of reasons, whether it is resentment
of being passed over for the promotion or doubt of one's leadership skills, it is probably in the best
interest of the new supervisor to deal with those people on a case-by-case basis. Initially both the
new leader and former peer may be hesitant to continue a social relationship outside of work; this
does not have to be the case. As long as both parties are able to recognize and acknowledge that
work stays at the office. In addition, the transition may be helped if the new leader is able to focus on
the opportunity of the new position, not just for him, but the team. This will help in 3 ways:

1. Provide framework to help separate coworkers from the leader
2. Make the promotion and new leadership more of an uplifting goal
3. Encourage new associations to be created for the promoted employee and the new set of peers

(other leadership members)

12.3 Challenges and Methods for Establishing Influence over the
Team

Imagine that you have been part of a team that has been working on a project. Having worked closely
with each other for some time, each participant has become familiar with the skills and competencies
of the other members and the team dynamics have been such that all consider themselves peers,
having equal skills and knowledge to bring to the table. Now suppose that management is unhappy
with the disappointing results that have come from this team effort and they have asked you to lead
the team to the desired outcomes for which it was first established. Would you expect this new
appointment to be met with resistance from your peers?

Actually, team members who transition into a managerial or team leader role in the midst of an
ongoing project can face a wide array of challenges in asserting their newfound influence. Most
likely the new leader is now in charge of his/her peers and it may prove difficult for team members to
take direction from someone whom they still consider as an equal. The transition period for a new
leader is encumbered with a variety of resistive tendencies that may not only cause delays, but also a
significant loss of focus which will lead to even greater problems down the road.

Once the group dynamic changes, already existing social biases can be augmented or new social
biases can arise that can further complicate the matter. Underlying social biases like false uniqueness,
recency biases, and stereotyping can begin to emerge and become a prevalent part of the team
atmosphere. According to Gerardo Okhuysen in his article “Managers and Social Processes” these
biases have the definitions described in the table below.

Social Biases Definition
False Uniqueness The false uniqueness effect refers to the tendency we have to under-

estimate the number of people who do what we do, and like what we
like.

Recency Biases1 As we gather information about others or about situations, we give
much more weight to information that is acquired recently, sometimes
completely forgetting all the things that happened before.

1 http://en.wikipedia.org/wiki/Recency_effect
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Social Biases Definition
Stereotyping2 This is a tendency we have to simplify the world by putting people

into a category, and then fitting the individual into the stereotype of
that category.

These definitions take on life when put in the context of practical application. Returning to the
scenario at the beginning of this section we can show how these social biases are applied to real
situations.

Social Biases Situation
False Uniqueness As you begin to lead your group of peers false uniqueness may arise

when your team members respond to your leadership by thinking
that if they were chosen to lead the group they would have handled it
differently, when in reality if given the same circumstances they would
have acted exactly as you have.

Recency Biases3 While leading the group you may react to any negative feedback you
are getting from your team by labeling them as inherently difficult or
unyielding in spite of how agreeable they may have been in the past.
Your bias is a response to their most recent behavior and you have
nullified all prior knowledge.

Stereotyping4 As you take on your new leadership role the team members may now
attribute characteristics to you that they feel are possessed by all man-
agers. They may attribute to you characteristics of pride, arrogance,
and self interest rather than an interest in the group, whether or not
you actually display these characteristics.

While the competitive nature of many companies can certainly increase the likely occurrence of
the above issues regardless of the influence the leader has; often these disruptions are signs that the
newly assigned team leader’s authority is not properly recognized.

Interestingly, problems stemming from a lack of leadership authority are much more likely to surface
when promotion occurs from within a team. An example of this occurred in a small defense company
in California. The generation gap between the two main engineering levels was quite vast. As
the project moved forward, inconsistencies in the management style of the senior project manager
resulted in a prompt changing of the guard. The most qualified individual was of the younger
generation and was well liked by his peers for his outgoing and fun personality, but the project
manager position was not all fun and games. The six months that followed where riddled with faulty
product development, severe lapses in judgment and many test series that were absent from oversight
by project management. Being promoted from within caused the new project manager to be put in
the difficult position of having to be in charge of the same co-workers he amused just the day before.

In order to lead effectively, a manager’s authority must be well established. In Robert Cialdini’s
book, Influence, the Psychology of Persuasion, he determines “authority” to be the most effective
method for leaders to influence team performance and describes the various aspects of authority as

2 http://en.wikipedia.org/wiki/Stereotype
3 http://en.wikipedia.org/wiki/Recency_effect
4 http://en.wikipedia.org/wiki/Stereotype
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encompassing perceptual cues, such as titles, positions and appearance, concrete knowledge and
expertise.

In general, superficial cues such as formal titles or a list of accolades that may lend to the authoritative
image of an unfamiliar manager cannot serve an individual promoted from within a team who is
already well known to the group. Managers who are promoted from within an existing team face a
unique challenge with respect to establishing their influence primarily as a result of the perceptual
components of authority.

The logistical and social components of leadership transitions also provide a unique challenge to
any new leader, whether he/she is from inside the company or an external hire. Just as a strong
functioning team can be one of the greatest assets to a manager and the entire company, an ill
performing entity can rapidly bring a process to a screeching halt.

It is almost certain that the new leader of any team will be different than the previous leader, be it in
management style, attitude or vision. These qualities, however good or bad, must be accepted by the
entire team in order for them to collectively move forward and maintain a strong status. In retaliation
to change, a vault of resistive pressures may be unleashed toward the new leader ranging from severe
lack of urgency and distraction to jealousy and animosity towards all management.

Figure 14

Project meetings can quickly become less orderly, employees can lose focus and general chaos
ensues. Many social biases including false uniqueness and stereotyping can create a wall between
the new leader and his/her subordinates. The reoccurring ideas that "I could have done that better" or
"he is a typical suit that does not know what is really going on here" can slowly begin to implode the
team environment. Although many of these examples seem extreme, transitions in leadership often
do cause logistical delays leading to a temporary rise in social bias among subordinates.

In a recent article by Sotiriou and Wittmer, “Influence Methods of Project Managers: Perceptions of
Team Members and Project Managers", the authors present the findings of three separate studies that
attempt to measure the importance of various factors relating to managerial influence. “Expertise”
was examined as a separate factor in the project management studies but showed almost identical
ratings to the “authority” component, suggesting that these components are very closely related.
The studies also provided evidence that knowledge, when used as an influential method, is highly
correlated to a project manager's overall effectiveness. It is evident that newly promoted managers are
therefore best served by leveraging their knowledge and expertise, to help establish authority within
their new role. Robert Cialdini however, identifies “liking” as an important factor in enabling people
to influence others and he endorses a persuasion technique that leverages “liking” or friendship as
a way for leaders to influence team members. In a situation where a colleague is promoted to a
leadership role, the new manager might hope to rely on friendship ties with former peers to help
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motivate the team and encourage them to take direction. Managers choosing to use "liking" as a
strategy for empowerment should be aware that often times team members adopt a familiarity with
the new manager that is consistent with his or her collegial or “friendship” role and therefore do not
properly respond to the new supervisory role.

Once a proper blend of expertise, knowledge and "liking" has been established, management becomes
further complicated by the familiar “us vs. them” mentality that is quite common in organizations.
While it is not always appropriate to rely on friendships to motivate and direct team efforts, it
is still necessary to eliminate adversarial relationships between team members and team leaders.
Cialdini identifies “contact and cooperation” as valuable methods of unifying groups that may
originally perceive themselves to be at odds. “Conjoint efforts toward common goals” can help
to overshadow contentious relationships and leaders often benefit from incorporating the inherent
team challenges into a strategy focused on the major goals of the project. This approach is echoed
by Sotiriou and Wittmer’s project management studies that identify the “work challenge” as the
overall most important factor contributing to the positive influence of project managers. These results
further support methods of motivation that emphasize creating a meaningful and challenging work
environment to help transitioning managers become effective team leaders.

Managing leadership transitions is a very difficult thing to do, but there are excellent strategies
that can help ease the burden on everyone involved. A well rounded combination of expertise
and knowledge will foster an authoritative position for the new leader. The "liking" factor, often
present when an in-group employee is promoted, can be very valuable in establishing strong positive
influence. However, one must always be aware of the potential social biases and resistive tendencies
of once peer, now subordinate employees. Strong leaders should work toward creating a challenging
and satisfying work environment that not only focuses the team on common project goals, but also
demonstrates that the leader's influence can and will lead the team to produce effective and positive
outcomes. In the transition period for a new leader, the window of opportunity is short and he/she
must be willing to make great strides toward establishing a solid influence over their team.

12.4 Practical Advice for Accelerating a Leadership Transition

A change in leadership of a project team requires a period of transition for everyone involved,
especially the new leader. One of the best resources for practical and applicable advice about how
to manage this period of transition is The First 90 Days: Success Strategies for New Leaders at All
Levels by Michael Watkins. This book offers a structure and framework to help new leaders manage
and accelerate the transition process that comes with their new role.

The book identifies ten key challenges for any new leader. We have adapted these ten challenges
which can be applied when a project team member transitions into a team leadership role; later we
will discuss the challenges we feel are most important for this particular situation. The ten challenges
are as follows:

1. Promote Yourself: Change your mindset to reflect the realities of your new position. Don’t
assume that what has been successful for you in the past will work for you today. Your new
position may require you to acquire and develop new skills in order to guarantee success for
you and your new team.

2. Accelerate Your Learning: When transitioning into a leadership role within the same com-
pany or team, the learning curve will be less steep, but an open mind is vital to any new
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leader’s success. As a member of the team, you were probably familiar with the industry, the
company, your competitors, and the market, in addition to your own specific functions and
responsibilities on the project. However, as the new leader of the team, you may not know
the exact details of your teammate's responsibilities, so learning about these from your team
members will be essential.

3. Match Strategy to Situation: You need to understand the current business situation, and
identify its unique challenges and opportunities. As a member of the team, you should have a
good idea as to what the consequences and implications of transition will be, as well as a good
sense for the team dynamics. A clear grasp of the situation will help you to develop a winning
strategy in managing and accelerating the transition.

4. Secure Early Wins: Building credibility will be essential to establishing your new role on
the team, and securing early wins is the best way to achieve this. Formal authority over your
former peers will only carry you so far before your team members start to think, “I could
probably do a better job.” Securing early wins will demonstrate to the team that you can plan
and achieve tangible goals for the group, and they will probably be more willing to follow
your lead.

5. Negotiate Success: Perhaps the most important relationship in your new leadership role will
be the one between you and your new boss. It will essential that you plan and execute a series
of conversations with your new boss regarding his/her expectations; ask what resources will
be available to help you develop your team.

6. Achieve Alignment: Ensure that your goals, your team’s goals, and the organization’s goals
are all in alignment.

7. Build Your Team: Inheriting a team can produce a variety of interpersonal issues. Depending
on the nature of your transition, you may or may not be given authority to make personnel
decisions immediately or at all. A thorough and careful assessment of the situation will help
when making recommendations to your boss, and assist you in your own decisions as how to
restructure your team for optimal performance.

8. Create Coalitions: Your success will greatly depend upon your ability to influence people
outside your direct line of control. As the new leader of the team, you are the voice of your
team to the organization at large. You should not only build and maintain alliances with the
people on your own team, but also with the key individuals within the organization who are
necessary to the ultimate success of your team.

9. Keep Your Balance: Transitions are extremely difficult to manage; it is easy to lose perspec-
tive, become isolated, and make bad decisions. To help maintain a balanced perspective, you
need to develop a strong advice and counsel network both within your team and within the
organization.

10. Expedite Everyone: You need to not only accelerate your own transition, but the transitions
of everyone you work with – direct reports, bosses, and peers.

The most important challenges that pertain to a team member stepping into a management or
leadership role relate to those challenges described in numbers 1, 3, 4, and 5 from above. What
follows is a detailed description and how the challenges apply to each situation.

Challenge 1: “Promote Yourself,” relates to the psychological transition that a team member must
make when promoted to team leader. As discussed in section one, newly promoted leaders must
change their perception of themselves and re-frame their roles within the team. While it may seem
that the re-framing would be most difficult for the leader’s former peers, in reality it is the new
leader whose own behavior must change. For example, team leaders will have to forgo the informal
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chit-chat and chumminess they may have formerly enjoyed with their peers. Also, managers probably
won't be included in all of the after-hours fraternizing or social activities of the team.

Challenge 2: “Matching Strategy to Situation,” is arguably the most important challenge for a
team member transitioning to a team leader. Without fully understanding at what stage the project
team is in, a new leader will be unable to tailor the correct managerial approach to the team’s
current situation; as a result the team will fail to achieve. Watkins recommends using the STaRS
model (Start-up, Turn-around, Realignment, and Sustaining Success), as a framework for helping
to diagnose the team’s current situation. A transitioning leader must identify the challenges and
opportunities facing the team in order to recognize the structural implications underpinning their
team’s ability to perform. Those who move from team member to team leader likely do so as a result
from an organization's need for realignment. Often in a realignment situation, the leader’s challenge
is to revitalize a team project which has deteriorated. In this situation, the leader must challenge
engrained norms of behavior, convince team members that change is warranted, as well as restructure
and refocus the team. These challenges are offset by potential strengths already inherent in the team;
team members’ prior success serves as motivation for wanting to achieve future success.

Watkins’ assertion that transitional leaders must match their strategy to the team’s situation is
in line with Hersey and Blanchard’s Developmental Theory of Leadership. This theory matches
leadership style to group maturity. Group maturity is a function of time, and leadership style matches
relationship-orientation and task-orientation to the group’s stage of development. In the case of
transitioning leaders, the group may be mature when the teammate is promoted to team leader, but
because the dynamic of the team is now changed, the leader may need to adapt his/her leadership
strategy to fit the formative stage of team development. In the formative stage, the new leader
should first focus on the team’s tasks. After this initial phase, the leader should then heighten his/her
relationship-orientation, while maintaining equal focus on task-orientation.

Challenge 3: “Secure Early Wins,” is essential for establishing credibility as the new leader of the
team. These early wins should be “team wins” as opposed to wins for the new leader. This will
help build the perception that the new leader is effective not just in managing his or her own work,
but more importantly getting the team to work together toward common goals. Watkins asserts that
a new leader’s “earliest actions will have a disproportionate influence on how they are perceived”
New leaders are perceived as more credible when they display a specific managerial style. This
style, according to Watkins, consists of six components. A new leader must be (1) “demanding but
able to be satisfied” (motivating members to commit to and achieve realistic goals,) (2) “accessible
but not too familiar” (establishing approachability without compromising authority,) (3) “decisive
but judicious” (communicating the ability to take charge without making hasty big decisions,) (4)
“focused but flexible” (establishing authority but consulting team members and encouraging team
input,) (5) “active without causing commotion” (building momentum without overwhelming,) and (6)
“willing to make tough but humane calls ” (ensuring decisions are fair and preserve team members’
dignity.)

Challenge 4: “Negotiate Success,” is another challenge that is essential in almost any situation.
Ultimately, your boss is the main person who will be evaluating your team and your individual
performance, which are directly tied. So establishing criteria and tangible objectives with your new
boss is essential. Also, keep in mind that these goals may have been set for you by your predecessor,
but as part of Challenge 3, you must evaluate these objectives and determine if they are still realistic
given the transition period required for the change in leadership, this and other factors which your
predecessor might not have taken into consideration.
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Conclusion

Leaders in Transition Additional Time Spent
Communicating 64.7%
Planning 60.8%
Building A Team 60.0%
Strategy 58.2%
Influencing 57.1%

As seen in table to the left from Paese and Wellins - "Leaders In Transition: Step Up or Step Off" of
Development Dimensions International http://DDIWORLD.com, communication and planning
consume vast amounts of time from transitioning leaders. In a study performed by Evolta http:
//www.evolta.org/ngcms/v2/htdocs/index.php?cat_id=1000161 , 60 –65 % of
all transitioners make their transition without special support from transition-based help firms. Often
due to the fact that it takes transitioners 6 - 9 months to become fully effective and efficient in their
new positions, a startling 35 - 40% of transitioning leaders fail.

Although the change in leadership of a project team requires a period of transition for everyone
involved, the transitioning leader has many tools available to make the journey as pain free as
possible. Following proven strategies for smoother transitions and possibly seeking the advice of
leadership transition training by companies like Evolta, transitioning leaders can not only reduce the
time involved, but also increase their likelihood of success.

12.5 Conclusion

This chapter focuses on how to manage the transition from team member to team leader, when
working in a team-based organization. With the reality that "internally sourced leaders are failing
33% of the time" and "very few leaders feel that organizations are doing the right things to prepare
their future leaders" (Paese and Wellins), the pressure on transitioning leaders seems insurmountable.
Although the mountain is high, a key aspect of a successful transition is an effective strategy.

The importance of a successful transition not only lies with the leader, but also with the future
performance of the entire team. The psychological impacts of the transitional period may include
role conflicts and the animosity and personal doubt of other "passed over" teammates. Stress and
impaired functionality are often negative outcomes that commonly arise from role conflict and often
the best way to overcome such role conflict is to simply relinquish the prior teammate role and frame
the leadership role as a definitive new challenge. Once the new leader has successfully changed
his/her perception from team member to leader, the leader must establish influence over the team.
Although this may be extremely difficult at times and require the entire team to overcome strong
social biases, the results of a meaningful and challenging work environment are well worth the
effort. One of the best ways to influence a team is through a combination of leveraging knowledge,
expertise and "liking" to focus the team around a common set of goals. This combination of
techniques not only establishes the leader’s credibility within the team, but it also primes the group
to visualize accomplishing future goals under such leadership. Finally, even with extensive training
and a thorough understanding of the social biases that may be present during your transition, it is
the actions of the leader that matter most. We discussed topics like how to "promote yourself",
"match strategy to situation" and "negotiate success" as excellent ways to accelerate your transition
period. By opening your mind and following some of the aforementioned guidelines for leadership
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transitions, anyone can successfully transition into a coveted leadership role with confidence and
finesse.

12.6 Links

http://www.ddiworld.com/

http://www.evolta.org/ngcms/v2/htdocs/index.php?cat_id=1000137

http://www.patrickmckenna.com/PatrickJMcKennaBrainmatterArticlesWhitepapers11.
aspx?ID=50&NavID=40110
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13 New Leaders

13.1 What are the basic roles that a new team leader needs to know?

Four of the key roles that a new manager must master are that of planning, organizing, directing
and controlling. Especially when the new supervisor is being promoted from team member to team
leader, the new supervisor will be forced to learn these roles in order to be successful in his new role.

13.1.1 Planning

First, it is essential that the new manager become proficient in planning for his team. Failure to
effectively plan can create problems that require a great deal more time and effort to correct than
would have been required to develop a good plan.

To plan effectively, the new manager must address the following questions:

1. What is the task?
2. Who will perform the task?
3. How should the task be performed?
4. When must the task be completed?

In considering the above questions, the new manager must take the time to identify and evaluate
all of the possible alternatives before making a decision. Involving team members in this part of
the planning process can yield a greater variety of possible solutions and factors that need to be
considered.

Once the manager has developed the plan by answering the above questions, it is critical that the
manager effectively communicate the plan with the team members. No matter how well thought out
and perfect the plan, it must be understood by the team.

13.1.2 Organizing

In order to accomplish the goals and objectives set forth in the planning stages, the new manager
must learn to effectively establish the structure of the team and the people that are part of the team.

In organizing the structure of the team, the manager must determine how to best align the resources
at his disposal to reach the team’s goals. The manager must make good decisions in creating
formal job descriptions and accountabilities for his team members and develop processes that can
be improved upon. By giving team members enough structure to help them understand their roles
and accountabilities, team members are clear on what is expected of them and understand how to be
successful at their jobs.
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Secondly, the new team leader must organize the people within his team. Some of the important
steps in organizing the people on the team include:

1. Understanding the factors that make a team member successful in his job
2. Interviewing to find the right candidate to join the team
3. Establishing and providing effective training for new team members
4. Ongoing training and development of team members

By providing sufficient structure to team members, selecting the right members for the team and train-
ing team members, the new manager can effectively organize the team and increase the probability
of success.

13.1.3 Directing

The most difficult and complicated role that a new supervisor must learn is that of directing. Once
the manager has planned for his team, set forth structure within the team, and selected and trained
team members, he must then develop the skill necessary to direct his team in the work. The main
skills that must be mastered are leading, communicating, and motivating.

Although leading is a difficult skill to teach, there are several skills that a manager can develop to
become a better leader. Some of the key skills that can be developed are:

1. Empathy and the ability to listen and understand others point of view
2. Understand own strengths and weaknesses and how they affect the team
3. Show team members a willingness to work
4. Show and spread excitement within team
5. Show willingness to take on responsibility

Another key skill that a new manager must develop to become proficient at directing his team is
communication. Effective communication is centered on the receiver of the communication receiving
the same message as was intended by the sender. A new manager must take initiative ensure that the
communication within the team is achieving the necessary results.

13.1.4 Controlling

The final role that a new team leader must learn to perform is controlling the team. Once the roles of
planning, organizing and directing have been fulfilled, the manager must be able to control the work
to be completed by the team. The steps that are involved in establishing control over a team are:

1. Establish a means to measure performance
2. Measure results against established metrics
3. Make corrections to performance to meet established performance goals

By following the above steps, the new manager can gain a means of understanding the team’s
strengths and opportunities for improvement, as well as identify best practices within the team that
can be shared with the other team members. Along with following these steps, it may become
necessary to discipline employees who are unable or unwilling to change their behavior in order to
meet established requirements.
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What are some of the key roles a manager needs to take on to be effective?

By learning the roles of planning, organizing, directing, and controlling, a new manager can acquire
the skill necessary to quickly become effective at his new and important role.

13.2 What are some of the key roles a manager needs to take on to be
effective?

Must have authoritive manners but still remain open and slightly passive to gain ideas, opinions to
help in decision making

13.3 What Are the Best Options for Arranging a Team and Assigning
Team Role?

A primary reason for forming and working in teams is that the combined skills and expertise of the
full group can be more effective than the contributions of individual members. The team needs to act
in tight coordination with each member performing his or her task correctly and at the right time.
When it works, it is easy to forget the team leader’s role in making it happen.

Team leaders have many challenges to overcome before the team can fulfill its purpose. Before a
team can start work toward reaching its objective, the team leader must identify shared goals and
outcomes and align a group of individuals them, identify the resources that the team needs and
make arrangement to provide these resources, make assignments that help improve the skills of
each individual while still benefiting the team, help the team run smoothly, and ensure that the team
accomplishes the task at hand.

It is like the old adage that the whole is greater than the sum of its parts. You have to get the right
mix of people. To do this you have to understand what each person brings to the group and match
those people to the right roles. Once this is accomplished, the leader’s job is to help the assigned
individuals function together as a team. It is important not to have too many or too few member. To
be effective, there needs to be a balance between the number of member and the number of role and
responsibilities assigned by the team leader. Too many members can result in a team that is hard to
manage, too few members and there may not be enough resources to complete the task.

Before building a team you must define the capabilities your team will need to be effective. The team
leader must be clear on the objectives that need to be met. Start by identifying the type of work the
needs to be performed. Define the team’s objectives. Then look at those goals and desired outcomes
and list the skills, certifications, expertise, and talents that will be needed to accomplish those goals.
Some of these may be very specific while others are of a more abstract nature.

The following five-step analysis, as outlined in the book “Building Effective Teams”, Duke Corporate
Education, can be very beneficial when trying to identify the resources available and the roles where
individuals may be most effective.

1. Define your team’s current responsibilities. Make note of what skill sets are utilized to make
the team work now.

2. Define the tasks that the team will be responsible for a year from now. Make note of the skill
sets that will be needed.
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3. Take an inventory of the team members and the skills that they have. Make note of any dormant
skills that team members have the potential to enhance and bring to the group.

4. Compare the tasks in step one and step two with the skills that your team has. Are there any
gaps? Do you have back-up for each person? Where can cross functional roles help provide
redundancy?

5. Consider readjusting the team. Are there areas that need development? How quickly do they
need to be developed? What capabilities should you look for in seeking new members?

When assigning roles you must also look at how the members work together. Personal challenges
can have a definite affect on how the team works and how quickly tasks are completed. Make a list of
the norms that you want for your team. If you want everyone to finish work at 4:30 the night before a
meeting, don’t look to someone who is a last minute type of person. If you want a casual working
relationship where ideas are shared easily, don’t look to a person who always wants sole credit for
work done. Look for and find people who can fit into your list of norms.

Members of the team need a clear understanding of what is being asked of them. They need to know
that if they are unclear they have someone to go to. They need support and direction at every step.
It is the leader’s job to find out the goals of each team member. If a team member feels that their
personal goals are being met they work harder for the team. There is no “I” in team but there is a
“Me.” Team members want to continue to grow and will grow with the team if they feel like their
goals are being recognized.

The following is a checklist, again derived from “Building Effective Teams”, to help identify the
roles each member may be capable of performing.

• Make sure you start with a clear understanding of the work to be done.
• Complete a gap analysis as previously described to identify individual talents and how best to

employ them.
• Learn your team members’ aspirations as well as their current skill sets and align their roles to

support these objectives whenever possible.
• Understand your organizations strategic direction and structure the team so it has the flexibility to

make any changes necessary to stay aligned with corporate objectives.
• Determine your overarching priorities. Make sure the objectives of the individuals are not allowed

to interfere with the objectives of the team. Individual roles may have to be adjusted over time to
help keep the team priorities at the forefront.

• Scope the work to match the capabilities of the team members you have to draw from as much as
possible. This often involves negotiation to shape the roles to the members and the members to the
roles.

Keep in mind that there are a number of roles that can be formally assigned within teams in the
interest of helping workflow proceed as effectively and efficiently as possible. It is the team leader’s
responsibility to perform an inventory of the resources they have to draw from and align those
resources with identified team roles. While there may be some roles that are fundamental to most
teams, each objective is different and therefore each team is unique. It is the process of identifying
which roles are necessary in a given situation and which individuals are best suited to perform those
roles that determines the effectiveness of a team leader.

114



What Relationship Aspects Can Be Defined in Advance to Assure Success?

13.4 What Relationship Aspects Can Be Defined in Advance to Assure
Success?

When given an opportunity to grow within the company, there are challenges that come with the
excitement of moving up the corporate ladder. These challenges are centered in the relationship
“baggage” that one can bring with them into their new position. So what aspects of this baggage can
be defined early so as to avoid any problems and assure the type of success that brought you into this
new position? John C. Maxwell, in his book, The 360 degree Leader, suggests that the aspects fall
into two categories. First, there are leadership principles that one must develop while still part of the
body of the team before the promotion. These are 1) avoid office politics, 2) let the best idea win and
3) don’t pretend your perfect. (Maxwell, 2005, Thomas Nelson) Second are a group of principles
that need to be developed after the upward move is made. These are 1) develop team members as
people, 2) place people in their strength zones and 3) model the behavior you desire. (Maxwell, 2005,
Thomas Nelson)

Maxwell feels that the development of leadership from inside of a team can be a very difficult
challenge. Mostly the relationship baggage the new leader brings is the months or years of established
interaction with co-workers. This baggage can be minimized with some concerted effort when
interacting as a team member.

First, Maxwell defines playing politics as “changing who you appear to be or what you normally do
to gain an advantage with whoever currently has power.” (Maxwell, 2005, Thomas Nelson) Many
organizations drive people to feel that they must play these politics to get ahead. The suggestion
made by Maxwell is that once a person participates in these politics, their reputation among their
peers is one of trying to get ahead without merit. As this person moves into leadership roles, based
on performance or not, that reputation among his peers will follow him and his leadership will be
largely ineffective.

Second, in competitive corporate environments many middle managers are fighting to have their
ideas heard and recognized. Many will do so at the expense of the larger company or at the expense
of others around them. As a team member, before promotion, a reputation of fairness and open
mindedness needs to be developed so that once the promotion does come that reputation will be
useful. This is done by listening to all ideas, don’t take rejection personally, don’t let personality
overshadow purpose and finally, protect creative people and the ideas they generate. (Maxwell, 2005,
Thomas Nelson)

Finally, while working within a team, one should never put on the air of superiority, even in success.
The way to combat this is to be real when dealing with oneself. Be quick to admit faults, ask for
advice and worry less about what others think. People who are real draw others to them and are
easily trusted.

Once the transition has been made to the leadership role, the relationship baggage is still there and
still needs to be dealt with. The person in this role is no longer seen as a team member but an ex-team
member. With that said, there are still the relationships that one has brought with them. These
relationships can continue to develop on a personal level. First, each team member must feel that the
leader is interested and willing to help them continually develop. The leader must understand that
each team member is different and needs to be dealt with differently. Additionally, by establishing
organizational goals that help each person develop outside of the work environment they will feel
that the leader is helping them move toward personal progression. (Maxwell, 2005, Thomas Nelson)
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Second, many leaders fail in finding the “sweet spot” of each team member is essential as a team
leader. Many people feel under utilized when they are performing tasks that do not challenge them.
By spending the time to understand strengths and then allowing team members to maximize those
strengths, new leaders can develop successful teams.

Finally, good leaders will always lead by example. Leaders that move up through the corporate
ladder by performing at high levels, achieving goals and being real can then expect the same behavior
from the teams they now lead. This principle may be the most important. (Maxwell, 2005, Thomas
Nelson)
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14 A balance between management and
leadership

In the business world of today, there seems to be a halo afixed to the term Leader, while the term
Manager is seen to have something of a stigma. "Leader" brings to mind heroic figures rallying people
together to give their all for a cause, while "Manager" brings to mind less-charismatic individuals
trying to make people into more effecient cogs in the corporate machine.

When one considers this definition of Management (from Wikipedia) one can see that Leadership is
actually a sub-catergory of Management: "Management (from Old French ménagement "the art of
conducting, directing", from Latin manu agere "to lead by the hand") characterises the process of
leading and directing all or part of an organization, often a business, through the deployment and
manipulation of resources (human, financial, material, intellectual or intangible)."

One can manage their time, their budget, their fuel, and yes, their people, but one can only lead
people (or to be more inclusive, we should say one can only lead intelligent living things, since
shepards and dog-trainers would object to a homo sapiens-centric definition).

Then perhaps the perception of a cog-manipulating manager is rooted in this difference between
animate and inanimate objects. It is when we feel used, manipulated, or led against our will by a
person in authority over us, we feel as if we are being treated like an inanimate object. We say the
person in authority is a lousy manager. But when the person in authority increases our own autonomy,
makes us feel at liberty to accept or reject his/her vision, and fills us with a real personal desire to
bring this vision to life, we say he/she is a great leader.

When applying these concepts for "manager" and "leader" in the setting of a team, we find interesting
results: If there is a team leader that is perceived to be unconcerned with the team members needs, or
has a personal agenda more important than the team's goals, then the leader is perceived to be more
of a "manager" and becomes estranged from the team members. Conversely, the team leaders most
admired and loyally followed are those who show concern for the team members as individuals with
real needs, and are those who put "The Cause" of the team above their own persona agenda.

Realistically, most organizations do need leaders who sometimes look at their teams with cold,
analytical eyes, evaluating inefficiencies and making unpopular choices. But it would be a mistake to
think that one has to be an "estranged, unliked manager" in order to execute these responsibilities. If
a team leader's tasks such as efficiency analysis were done hand in hand with sincerely seeking to
know team members individual needs, then the team leader would be perceived to have a genuine
desire to make the team more successful. Additionally, ineffective leaders may hide an unwillingness
to make tough decisions by faking the "touchy-feely" attitudes associated with great leaders with
high emotional-intelligence.

It is my opinion that effective leadership is a uniquely human institution, and there isn't a team that
couldn't profit through better "leaders" rather than better "managers" –using the titles as metaphors,
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of course. One can still balance all the practical demands of a "manager" with the beneficial traits of
an inspiring "leader."
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15 Effective Team Leadership

There are many elements that create and are essential to be an effective leader that has the power
to motivate a team and drive success. There is often a balancing act that the leader must manage
between being a leader and a member while ensuring the goal is clear and obtainable. There are six
leadership competencies that are the building blocks to becoming an effective leader; focus on the
goal, ensure a collaborative climate, build confidence, demonstrate sufficient technical know-how,
set priorities, and manage performance as described When Teams Work Best by LaFasto and Larson.
Therefore, the question arises, “Does an effective team leader both merge into the group as a member
of the team and also maintain a leadership role? And if so, how?”

A leader is the key player in the game that is comprised of challenge and risk. Therefore, an effective
team leader must be both a component to the team and also a leader to manage the team’s progress.
The leader cannot possibly be competent in every area without being engaged in the team. The leader
must know each member and the team as a whole in order to bring them all together and create a
process that is open, productive, and promotes confidence. An effective leader uses each member’s
contributions and energy to focus on a common goal. Essentially, a leader’s job is to add importance
to the team’s effort, which cannot be done without being a member.

It is very common for a team leader to be in the dark about their team and the everyday operations.
This is a consequence of a leader’s disengagement and lack of membership with the team. Moreover,
the team’s contention usually gives birth at this point and lends itself to decreased productivity and
satisfaction. An effective leader needs to be able to pinpoint problems and praise excellence within
the group, which cannot be done from the sideline.

The leader is a part of the overall process; therefore, a relationship naturally exists. However, it is up
to the leader whether to nurture that relationship or minimize its importance. The team leader must
understand the team’s vision and clearly define the goal to guarantee success and member loyalty.
One cannot lead a team without knowing the purpose and goal of the team. Furthermore, a team
leader must create a collaborative climate to ensure that the best thinking and ideas of the team are
represented. Again, a wholesome climate cannot be established without knowing the members and
becoming engaged in the team.

The foundation of a highly motivated and successful team is the member’s understanding and rele-
vance of their goal. An effective leader’s trust in the team goal is vital to the member’s commitment.
The members become isolated and discouraged when the leader’s investment is minimal. Team
members want the opportunity to prove their value and worth to the goal and the leader. The leader
must be involved and a member of the team to effectively influence the member’s productivity and
function in the grand scheme of things.

There has been a gradual progression and contemporary focus on the leader’s mutual relationship
with the members as opposed to the authority position in the modern day. This leader-member
relationship breeds trust, confidence, stimulation, responsiveness, and problem solving which are the
keys for success and satisfaction. As demonstrated, an effective leader should be a part and merge
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with the team and simultaneously lead and encourage it’s constituents toward the goal. The leader
can bring inspiring growth or demise to a team and company; therefore, it is essential for a leader to
be effective and powerful.
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16 Dictatorship vs Leadership

The glory of a leader can be plagued and overshadowed by many concerns that can affect the team’s
success. A leader must wear many hats and be able to lead and encourage a team to perform. It is
necessary for a leader to become an engaged member of the team, but be able to lead at the same
time. It is inevitable that different personalities, industries, and goals will force any leader to adapt
and mold to fit the current environment. What is the best way to successfully encourage and lead a
team? This is the million dollar question. Although each situation will present various opportunities
and needs that a leader must meet, there will be some leadership styles that will impede the group
each time.

What is the appropriate balance between being a dictator and being weak or a push over? A leader
must be able to relate to the team and earn their respect and loyalty to the goal. This cannot be
accomplished by being a dictator and micro managing the team and the members. A leader must
manage and master the core competencies as illustrated in When Teams Work Best by LaFasto and
Larson to be effective and respected. When a leader is a dictator it violates the concept of the leader
being a part of the team. However, when a leader is not active or an integral link in the process then
an unqualified leader evolves from the team pool, which creates dysfunction and chaos.

At one extreme of the leadership spectrum is dictatorship. When a leader is a dictator they feel
better because they have control and power. Leaders that have a high desire for control will have
a significant impact on the team. Team members can identify when a dictator emerges and at that
point it is very difficult for the leader to break out of this defined mold. As a result, the members
shut down because they feel their contribution and ideas are not valued. This hampers the team’s
identity, confidence, openness, and supportiveness. The ideas and actions now become that of the
leader rather than a unique collection of the team.

Conversely, the other end of the leadership spectrum involves being a push over or what can be
interpreted as being disinterested or possessing little passion. When a designated leader expresses
little desire or interest in the team goal then it is quite natural for an informal leader to emerge from
the team. Consequently, the road toward the vision and goal becomes blocked with obstacles and
the goal is more distant and foggy. Moreover, the members feel abandoned when the leader does
not demonstrate a concern or responsibility in the decision. This forces the members to guess the
leader’s perspective and ultimately they begin to question their ability to lead, which devalues their
trust and confidence in their leader. The ideas and actions of the group become less creative and
effective because the members don’t feel important.

Therefore, a leader must discover the appropriate balance and walk the fine line. An effective leader
needs to provide direction and share their ideas while building the member’s confidence. It is much
easier for a leader to argue and fight for their point of view when they haven’t transformed into a
dictator. A leader should manage their control and exhibit their care and passion by sharing the
control with the team. When the control and power is balanced and shared between the leader
and the team issues such as what gets discussed and possible solutions and actions now become a
collective effort. Resultantly, this type of relationship and arrangement leads to a high level of trust
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and satisfaction. And it is common knowledge that these are fundamental elements for a productive
and happy team and group.
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17 Discipline

So, how much should your team be disciplined? As team leader, are you wholly responsible? Clearly,
whatever procedures and policies exist for your organization should be followed, but what if a team
member is consistently late for meetings? Or if someone is social loafing? Should you be the one, as
team leader, to correct the problem? Maybe not.

Balancing between disciplining your team and building your team can sometimes be difficult and is
often viewed as two opposite behaviors. However, by building a stronger team, you can also develop
a team that essentially self-disciplines. By building in mutual accountability into your team, the team
will become self-disciplining. Team building, to this end, should focus on gaining common goals,
purpose, and process.

Following the guidelines for team building can be essential in creating a self-disciplining team.
Developing ground rules and assigning the task of ensuring each rule is followed to individual team
members can be key. Additionally, spend some team time discussing and planning consequences for
discipline. It can also be helpful for the team to create a visible method of logging or recording team
measures, which should include:

• the agreed standards to which the team is working to
• how frequently each of the measures will normally be repeated
• who should receive feedback on the results (this would normally be the team, but can include

people outside the team if it is appropriate)
• who is responsible for initiating the re-measurement process

Team fun should be planned around the goals (both short term and long term). For example, team
building “ice breakers” are great only if they further the mission and function of the team. Select
“ice breakers” based on goals for that particular meeting. Need to increase communication among
members? Play a game of “telephone.” Need to work on creativity? Play a “think outside the box”
game. Additionally, though, don’t de-value general bonding and getting to know team members.
Supporting the team barbecue or coffee break can go a long way toward improving team morale, as
well as creating a team that knows and trusts each other better.

In reality, though, teams may not easily become self-disciplining. How do you, as a team leader, then
discipline a team in the real world without losing all the fun? If someone on your team is not pulling
their weight, it is highly possible they are blissfully unaware of the problem. Find an appropriate way
to talk to them about, be it during a team meeting (especially if it’s a concern with more than one
member) or one-on-one, using a task-oriented approach rather than a personal one. Perhaps there is
another issue that needs to be addressed that you are unaware of. One of the worse things you could
do as team leader, though, is to ignore the problem – it will no go away or get better unless you can
address it. Remember, too, that you may need to ultimately remove someone from your team, if
there is no resolution, no solution, and the team and the team goal are suffering.

Finding that balance between fun and discipline is largely dependent on the goal of the team, and
the situation and relationships of the team and you. It’s largely a personal choice – but a great team
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cannot exist without both. Ask for help from the team and share the responsibility of discipline.
Keep track of expectations and progress and share the information with the whole team. Build the
team to trust each other and perform for each other. Teamwork is difficult, but with a well lead team
results can be fantastic, and yes, even fun.
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18 Poor Leadership

18.1 Introduction

When studying the topic of leadership as a whole, academic thinkers have generally ignored the
concept of poor leadership. This was, in fact, a major obstacle to our research. The dearth of poor
leadership research is in stark contrast to the numerous volumes of books that have been written
on how to be an outstanding leader. This presents a bit of a paradox—how can we hope to teach
good leadership without explaining the pitfalls of bad leadership? To exclude bad leadership from
the "conversation and curriculum is misguided, tantamount to a medical school that would claim to
teach health while ignoring disease" (Kellerman, 11). Modern leadership literature is biased towards
a positive representation of leadership: "[the literature] assumes that people can learn to be leaders
and that to be a leader is to be a person of competence and character" (Kellerman, 4). Further, this
bias is a recent one. Before the twentieth century, leadership was viewed more as a question of how
to control bad leaders than how to create good leaders. For example, Machiavelli did not consider
morality in his treatise on leadership. In fact, he stated that “A prince never lacks legitimate reasons
to break his promise” (Machiavelli). He assumed that brutality was simply a part of leadership and
the world. The U.S. Constitution and the protections built into it were primarily designed to stop
bad leadership and protect people from it (Kellerman, 6). Nowadays, however, we tend to look for
the good in our leaders rather than dealing with the reality of bad leadership. Leadership studies,
therefore, reflect the positive associations that modern American business and cultural thinkers
have attached to the term rather than the more neutral view that might also be applied. Almost all
contemporary work focuses on this as well. The implicit assumption in most leadership literature is
that we can learn to be leaders if we try hard enough.

Well, what happens if your leader has not learned to be a good leader? Our goal in this chapter is
to expose readers to the varieties and signs of bad leadership, and in so doing better prepare them
for the inevitable time when they have to deal with poor leadership in their own lives. Since there
are many, many shades of gray to leadership (both good and bad), we cannot hope to address all
possible situations in this paper. What we can do, though, is provide the reader with a sense of what
to be aware of and on the lookout for, and how to take preventative measure to curb the spread of
bad leadership. Ultimately it is up to each individual how to approach a bad leader or deal with an
instance of poor leadership.

18.2 What Is a Leader?

For the purposes of our discussion, leaders are people who are making decisions on behalf of a team
or group. Followers are everyone else in the affected group that gives at least limited deference to the
decision maker. This broad definition can encompass small and well defined groups such as sports
teams as well as large groups like major corporations. Regardless of the size of the organization there

125



Poor Leadership

is almost always a leader somewhere in it. In this context, leadership requires followership. Leaders
simply do not happen if others fail to follow them. Further, good leadership can be undone by bad
followership and good followership is useless without good leadership. Bad leadership and bad
followership often go together although the former is often a catalyst for the latter. To understand the
bad leader/follower relationship, first we must define what a bad leader is. According to Kellerman,
there are seven different types of poor leadership.

18.3 Types of Poor Leadership

Incompetent

“The Leader and at least some followers lack the will or skill (or both) to sustain effective action”
(51).

An incompetent leader may, for example, not be comfortable with technology or may not have the
foresight to see challenges on the horizon. Whatever the issue, this leader’s lack of ability will have
a negative affect on the team. Some followers may take advantage of the leader’s incompetence
while others may not perform optimally simply because the leader is incapable of challenging them
to do their best. The end result can be a dysfunctional team where few goals are accomplished.

Rigid

“The leader and at least some followers are stiff and unyielding” (75).

Rigid leaders, unlike incompetent leaders, are capable of doing all that is necessary for the team to
succeed. In the case of a rigid leader, the problem lies in the fact that the leader is unwilling to do
the things required in order for the team to succeed. “[T]he key to the leader’s evolving role always
lies in understanding what the team needs and does not need from the leader in order to perform”
(Katzenbach, 133), so leaders that are not willing to adapt and evolve pose a significant threat to
their team’s success. An unwillingness to change can be an attractive attribute to some followers
and can lead the entire team towards solutions that are unimaginative and even counter productive.

Intemperate

“The leader lacks self-control and is aided and abetted by followers who are unwilling or unable to
effectively intervene” (95).

Even the most talented leader can lead a team to foreseeable disaster due to a lack of control. An
intemperate leader is like a gifted child who is incapable to controlling his or her basic desires, and
thus cannot achieve the higher goals of the team. The leader’s position of power may be used as a
tool to satisfy the leader’s personal desires. The end result can be devastating to the group through
the loss of time and effort on things unrelated to the end goal.

Callous

“The leader and at least some followers are uncaring or unkind” (119).

Compassion and empathy towards fellow team members is what leads to trust. Trust is essential
if a team is to “be comfortable being open, even exposed, to one another around their failures,
weaknesses, even fears” (Lencioni, 14). Teams must be able to make progress; a good leader must
“put team performance first” (Katzenbach, 131). A callous leader will destroy any good will that
exists amongst team members leading to a fundamental breakdown of trust. The result is often that
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nobody will be willing to take risks or put forward new ideas for fear that the leader (or the entire
team) will react with contempt or scorn.

Corrupt

“The leader and at least some followers lie, cheat or steal” (147).

Leaders lead by example. The result of corruption is going to be more corruption. Different team
members will react to this in different ways. Some may feel alienated, others may take advantage
of the situation. The worst case scenario is that other team members will want to resort to similar
behavior as the leader.

Insular

“The leader and at least some followers minimize or disregard the health and welfare of people
outside of the team” (169).

This can result in the team becoming the needless enemy of people who could otherwise make
valuable contributions to the work of the team. While the team may have a great working relationship
internally, members are always going to feel as though they are “under siege.”

Evil

“The leader and at least some followers commit atrocities” (191).

Regrettably some of the most evil people—such as Hitler—have had some of the best leadership
skills. Evil leaders present a whole different problem and motivational scheme, and we do not
address evil leaders in this paper. If you are working under an evil leader, we suggest you focus on
your own welfare and get out immediately, if possible.

18.4 Why Is There Bad Leadership?

Bad leadership can be divided into two main categories; leadership skills and character traits. A
leader's character traits will often determine his or her skill set. Leadership skills might include
things like communication skills, organization, or responsiveness to others. Character traits would
include things like intransigence, intelligence, or anything that is integral to the person and cannot
be changed through education and reasonable effort. A leader can enroll in a workshop to improve
a skill; on the other hand, extensive counseling might be required to change a character trait. This
division of skills and traits has many shades of grey, but is useful for analyzing what is going wrong
in a team.

Good followers are distinguished by traits such as being self-directed, independent, and reliable. In
this sense good followers make up integral parts of the teams they are involved in. Bad followers, by
contrast, "are weak and dependent, and they refuse in any significant way to commit or contribute
to the group" (Kellerman, 33). How followers act can be analyzed through Maslow's Hierarchy of
Needs. In essence, every follower is constantly weighing the benefit of following against the benefit
of not following. For every person there is a point when the benefit they derive is outweighed by
the harm that is caused to them from their current course. At this point followers are likely to try to
change their situation.

This reality is encompassed in the behavior of followers. Followers will go along with bad leaders
who fulfill their needs. If safety is the primary concern and a greedy tyrant can provide it, then

127



Poor Leadership

followers are likely to consider that situation an acceptable one. But why would people in less
extreme situations fail to act? They might not want to rock the boat. "Getting along by going along"
(Kellerman, 23) is the primary goal in these cases. Someone with a steady job—under a terrible
leader—who needs the job would have an incentive not to risk his career. Going along with bad
leadership sometimes simplifies our lives and makes things easier. This may be the case even when
we know something is wrong in the abstract (Kellerman, 24). We might look at the political decisions
of many people across the world as an example of this type of thinking, such as those who have
chosen in the past to follow leaders such as Adolf Hitler, Benito Mussolini, or Saddam Hussein.
Following bad leaders may help to "quell our uncertainty" as Kellerman puts it (24). Leadership can
help to eliminate the dissonance that we might otherwise encounter, even if leadership is flawed. Bad
leaders may provide benefits to the group as well, such as order, work, or identity (Kellerman, 24).
These are in addition to the benefits that the individual receives and in some cases might override
them. We as groups are dependent on leaders to organize us. It may therefore be inconvenient to
throw them out, and risky to everyone involved (Kellerman, 25). The interdependence we see in
teams also occurs more generally between leaders and followers. It is bad followers that allow, and
even encourage, bad leaders. If we are to stem the tide of poor leadership, we must exert effort at the
follower level as well.

18.5 Cost-Benefit and Skill-Trait Analysis

At the core, we as followers make decisions based on a simple analysis of the costs and benefits.
Everyone will follow to a certain point beyond which they are unlikely to continue to do so. This
point is different for everyone. As followers, therefore, we need to keep in mind how well the team is
doing and how it affects us. Almost everyone is engaged in a continual cost-benefit analysis of their
actions. We suggest bringing this analytical perspective to the forefront when analyzing groups and
teams. When analyzing the leader, it is appropriate to ask whether the problem stems from character
traits or leadership skills. Followers should question what their commitment to the team is, what
rewards it brings, what potential costs exist, and what the likelihood of success is. Finally, a follower
needs to have a good sense of his or her relative power within the organization. Followers are capable
of making informed decisions about their own future and their current situation, but only if they are
armed with all the relative information about the situation.

Followers must start by figuring out if the offending action on the part of the leader is caused by
a character trait or poor leadership skills. Often the direct cause of the problem may be a poor
leadership skill while the underlying cause of this poor skill is a character trait. The answer to this
question is likely to determine how the problem can be addressed. A character trait is almost certainly
beyond the ability of a follower in a group to address. In this case, followers need to simply continue
to a basic cost-benefit analysis of the situation to decide what to do. Some problems may be possible
to manage or avoid, but others may be so egregious that the follower is compelled to leave the team
or organization.

A problem stemming from poor leadership skills may have a more manageable solution, but followers
must be realistically aware of what is required to change the skill. As in the case of problems
stemming from character traits, there are no clear answers. Followers must simply evaluate the
situation to the best of their abilities and continue from there. For example, a follower may be faced
with a manager who constantly questions them about their use of time. While this is a direct problem
with a specific way of managing people, it is probably caused either by a lack of management training
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or the manager’s insecurity about his or her position and the work of the other members of the
organization. The follower in this case should attempt to ascertain where the problem is originating
from.

After figuring out exactly what the problem is, followers can continue with a cost-benefit analysis.
Followers in an organization need to ask themselves what benefits they are getting and what they
might lose if they choose to change their behavior. When contemplating change, followers should
also be willing to look at the new situation and recognize that there is a point where they will no
longer participate. These situations vary among people and contexts, but each follower should make
a conscious effort to define his or her own limits. For example, a player on a recreational soccer team
will probably stop playing if she breaks her leg, but not if she skins her knee. In the case of a broken
leg, it is more important to get to a doctor than to finish out the soccer game. The employee in the
previous example might decide that the real issue is that the manager has no leadership skills and is
insecure about this. In this case the employee would be forced to evaluate the manager’s possible
reaction to suggestions that they get more training or change responsibilities. These situations both
illustrate the type of analysis that must take place.

Followers may decide that the current situation may be unsatisfactory but they are unwilling to walk
away. In this case, the goal changes from effecting change on the part of the leader to simply finding
a balance where the situation is acceptable in some sense. This boils down to simply asking if the
situation is tolerable—at least for the time being—and managing oneself and others to minimize
damage or discomfort. Followers should also be looking to do things that will increase their relative
benefits or decrease the costs for other actions. This will increase power relative to other people in
the organization.

This is only a framework for analyzing choices. Each situation will be different, but this type of
cost-benefit analysis will give team members a good sense of how things really are. Followers,
especially good followers, should be continually evaluating other people’s actions and their own
place within a situation, group or organization.

18.6 What Should You Do if You Encounter Bad Leadership?

Working in a situation dominated by poor leadership can be frustrating and intimidating. If team
members are not confident in their leader, what should they do? This is one of the most difficult
questions to answer, since there are no easy or clear answers. The best we can hope to do is provide
a framework for thinking through these complex issues and devising an approach that is likely to be
effective. Hopefully you have already begun to understand what sort of thinking must take place in
these complex and delicate situations.

Perhaps the most proactive stance to take is to hold our leaders responsible for their actions and/or
misconduct. Followers should “seek to effect institutional changes that will make leaders more
responsible and accountable” (Kellerman, 242). This could include implementing a system of checks
and balance (restrictions on the leader’s power), and should probably also include—if the team is
a corporate one—strengthening the board of directors. In order to ensure that the board exercises
sufficient oversight, boards should “consider reforms such as: establishing a governance committee;
. . . dividing the responsibilities of the chair of the board from those of the chief executive officer; and
opening regular channels of communication to those on the outside” (Kellerman, 242). Followers
can also act as watchdogs themselves, reporting fraud or negligence when they see it. It should be
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noted here that employees should watch out for themselves in the case of fraud—if an employee is
involved in fraud, even at a minute level (such as knowing about it and not reporting it), he or she is
likely to be brought down with the major players; this is an added incentive to monitor leaders and
report illegal activity immediately (Maher, lecture).

In addition to taking action, followers can help prevent bad leadership simply by being aware
and prepared. Followers should be skeptical of what their leaders say and do. Leaders are real
people, and subject to the same human downfalls and errors in judgment we all are. Followers must
empower themselves, so that if the time comes they will be able to take a stand and halt or deter bad
leadership. According to Kellerman, “people who think of themselves as followers don’t usually
think of themselves as powerful. But they are or. . . can be” (239).

A good way to achieve empowerment is to band together; as we all know, there is strength in numbers.
Followers should seek information from people other than the leader in order to gather “correct and
complete information” (Kellerman, 241). If a follower (or group of followers) does decide to take
action, collective action is best. Collective action could come in the form of a meeting to discuss
strategies or “getting a small group of people together to talk to the boss” (Kellerman, 241). This
is far preferable to speaking with the boss alone (at least regarding the poor quality of his or her
leadership), and will help to prevent bullying or coercive groupthink. In some organizations, going
over the boss’s head is seen as politicking and inappropriate—we leave it to followers to decide what
is appropriate and manageable in their own group or corporation. If nothing else, having a group of
people who are in agreement aids in getting complaints heard and in substantiating claims of bad
leadership. It also reduces a single employee’s chances of getting hung out to dry, so to speak.

As you may have experienced (or may be experiencing now), it can be extremely difficult to resolve
these states of affairs (and improve or oust bad leaders) once the team or situation is already underway.
If your organization does not have guidelines or conflict management channels in place, it can be near
impossible to even approach your leader regarding his or her behavior—let alone change it. With
this in mind, we recommend that every organization employ some sort of ombudsman, employee
rights activist, or conflict manager for just such occasions. This position—or positions—would
be responsible for handling disputes, especially those involving management. They could provide
guidelines for approaching a problematic leader, and could even mediate the discussion. This position
would ensure that employees would not be punished for bringing these situations or problems to
light. There should also be clear lines of communication, so that followers and leaders know who to
talk to regarding any concerns they do have. If we are to eradicate bad leadership, followers must be
able to feel safe addressing their concerns. If your organization does not yet have an ombudsman or
a similar position, we suggest you strive to implement one—before you need one.

While there cannot be an exact prescription of what to do in any given scenario, we hope that
this chapter provides new and comprehensive ways of analyzing and approaching the problem of
ineffective or bad leadership. We cannot tell you exactly what to do, because every leader, every
follower and every situation is different. The main thing to remember is that “once they’re entrenched,
bad leaders seldom change or quit of their own volition. This means it’s up to us to insist either on
change—or on an early exit” (Kellerman, 243). While it is of course best to prevent bad leadership
from occurring in the first place (if possible), there are a number of ways to slow or stop it. If your
efforts to improve poor leadership meet with blank stares—or worse yet, retaliation—it may be time
to perform another cost-benefit analysis and decide if this organization is really right for you.
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18.7 Conclusions

Every person who joins a team makes a decision to be a part of that team and has at least some form of
commitment to the team’s goals. Teams frequently have complex dynamics that team members need
to be aware of from the beginning. It is useful for people to ask clarifying questions of themselves,
of other team members, and of the leader—at the inception of the team and as the team progresses.
Some or all of these may seem like common sense, but they need to be asked nonetheless.

• Is there a clear and elevating goal? Can the team leader express it?
• To what degree are other team members and I committed to the goals of the team? How has the

leader influenced this?
• Do I get along with other team members? Are poor relationships a result of poor leadership?
• Have team rules been created, and are they being followed? Is the team leader supporting this?
• What methods of conflict resolution are in place? Does the leader act as a mediator between team

members, does the leader defer to another mediator when there is conflict between a member of
the team and the leader?

The answers to these questions should provide clues as to where any dysfunction is occurring.
Followers can then choose to act as they see fit for the situation at hand. We advise all team members
to analyze their teams and their leaders frequently and, if possible, to institute measures early to
control and prevent bad leadership. If frameworks and communication channels are in place early on,
it will be much easier to address concerns if and when they do occur. We regret that we are not able
to offer conclusive advice for specific situations or types of poor leadership, but there is so much
room for interpretation that we would not feel comfortable doing so. We hope to have given the
reader an idea of what to expect from a poor leader, and ways to approach the situation and the leader
to determine the most appropriate course of action.
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19 How Do You Manage Global Virtual Teams?

19.1 Introduction

The rise of the Internet, the creation of a global fiber-optic network, and the rapid development of
long distance communication technologies has made it very easy for people all over the world to
work together. It created a global platform that has allowed more people to plug and play, collaborate
and compete, share knowledge and share work, than anything we have ever seen in the history of
the world (Friedman, 2005). The new communication technology gives teams a great advantage
by providing many options that didn’t exist before, such as allowing employees to work from their
homes locally or by working together in teams across the continents.

The nature of work has begun to shift from a production-based to service related business spawning
a new generation of knowledge worker no longer bound to a physical work location. Taken together,
these factors suggest that firms are faced with increasing challenges to coordinate tasks across time
zones, physical boundaries, cultures, and organizational contexts. The increasing globalization
of trade and corporate activity increases the pressure to innovate and provide quality services to
worldwide markets. Over time, this has led organizations to choose the most qualified people, a
“dream-team,” regardless of their physical location (Kerber, 2004:4). These remotely connected
dream teams are known as global virtual teams (GVTs).

Global virtual teams are different from intra-national virtual teams in that they are “not only separated
by time and space, but differ in national, cultural, and linguistic attributes (Zakaria, 2004:17).”
According to Wheatley and Wilemon (1999), global team members “differ in their functionality,
which adds complexity to group dynamics.” Global virtual teams can be formed quickly and are
agile by their nature. They can help organizations decrease their response time to changes in today’s
hyper-competitive markets by taking advantage of round the clock work by team members dispersed
around the world.

A global virtual team possesses some similarities to traditional teams who are collocated. The same
fundamental ideas, as stated in Chapter 6.1 of this Wikibook, that are necessary for the success of
a traditional team still apply to global virtual team. The approach however, requires modification
to focus extra effort to exploit the benefits that global virtual teams bring while minimizing the
disadvantages that exist from communication difficulties and a lack of physical contact. This paper
investigates the benefits, challenges, and best practices of managing global virtual teams while
keeping in mind the fact that global virtual teams are still teams requiring the same ideals to ensure
success.
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19.2 Building Virtual Teams

Figure 15

Introduction

Because of the unique challenges confronting virtual teams, it is especially important at their
formation that they build upon a strong foundation. Some of the ideas in this chapter are expanded
and explored in the following chapter. Among others, building blocks for successful virtual teams
include the following:

• Creating a mission, goals, and ground rules
• Identifying stakeholders and their expectations
• Complimentary roles and responsibilities
• Building relationships, trust, and rewarding experiences

Creating a mission, goals, and ground rules

An often overlooked exercise in any team situation is the discussion of processes and rules which
should govern team meetings and projects. Virtual teams are no exception. In reality, establishing
and adhering to goals and ground rules is more complicated in virtual teams than in those where
members have the frequent opportunity to meet face-to-face. The inability to have face time with
one another makes it difficult for team members to "touch base" and maintain a unified purpose.
The need to do this, however, is clear. If the individuals of a team do not have a clear and shared
understanding of where they are going, they will never get there. Virtual teams should hold an
orientation meeting (face-to-face if possible) where team members acknowledge not only the purpose
of the team, but the significance of their team's purpose for the organization in which it operates.
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Understanding their purpose, members of the team should then set goals and assign tasks toward the
fulfilling of that purpose. Each team member should come away from the orientation meeting with a
clear understanding of the team's purpose as well as their individual role.

Identifying stakeholders and their expectations

The purpose of a virtual team should be very closely tied to the expectations of stakeholders.
Therefore, stakeholders or stakeholder representatives should be actively involved in the formation
of the virtual team. Clarifying the needs and expectations of stakeholders in the beginning will help
the team to avoid unnecessary work, confusion, and conflict. A documentation of stakeholder's
expectations should be made for reference throughout the project. Future communication between
stakeholders and team representatives will further ensure that the team's purpose is on track and
being fulfilled.

Complimentary roles and responsibilities

It is important that every member of a virtual team has a full understanding of the capabilities and roles
of individual team members. Each must know his or her role, the role of others, and to who they may
look for resources and support. Without this knowledge, the team will not achieve its performance
potential. If the responsibilities of team members are clearly defined and documented, each team
member will be accountable to each other and to the group for the fulfilling of their responsibilities.
The ground rules established in the formation of the group should address responsibilities and tasks
and likewise identify remedies and protocol when individual and group responsibilities are not
fulfilled. In order for team members to "own" their role and responsibilities, they should document
their perceptions of their role within the team. Only when team members have fully bought into the
team's purpose and their role within it can they be held fully accountable.

Naturally, it is important that the roles and responsibilities of team members compliment one another
and represent a unique and useful asset to the team. Selecting individuals to take part in a virtual team
requires thoughtful consideration. Depending on the size of the team and scope of its purpose, teams
may include a core group which is fully accountable for the results, as well as extended or ancillary
members who bring unique knowledge to the team. Flexibility and adaptability are necessary in new
virtual teams as their purpose and needs evolve.

Building relationships, trust, and rewarding experiences

The ideal way of building relationships with team members is to spend time together face-to-face. As
mentioned earlier, this can be difficult in virtual teams whose members may reside continents away.
LaFasto and Larson suggest that it is even more important for virtual teams to connect in person on
a regular basis: "For a group of regional managers spread across the country or around the world,
ensuring adequate face time might mean meeting together every quarter to calibrate major activities,
explore common challenges, and confirm relationships" (181).

When relationships between team members are built and confirmed on an ongoing basis, a culture of
trust will exist even when members are working virtually with one another. The way a group behaves
and performs affects individual members. When trust is present and group behavior is positive, so too
will be team member's evaluation of the experience. An individual's positive evaluation of the team
leads to greater trust and ongoing participation. The collaborative participation of team's members
translates into group behavior in a cyclical pattern as shown below.

135



How Do You Manage Global Virtual Teams?

Figure 16

Opportunities

There are many benefits of using global virtual teams due to the increased number of options and
resources they provide. Jarvenpaa and Leidner explain that "Virtual teams promise the flexibility,
responsiveness, lower costs, and improved resource utilization necessary to meet ever-changing task
requirements in highly turbulent and dynamic global business environments (1999:791)." Moreover,
the use of global virtual teams provides an opportunity to coordinate complex business tasks across a
potentially far-flung confederation of organizations. This allows companies to better communicate
and coordinate even though vast distances separate the different team members, making it easier to
expand internationally and removing other location and distance-based restrictions.

Flexibility
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The required expertise for a given task or project can be dispersed by multiple locations throughout
the world. However, a global virtual team may facilitate the pooling of this talent to provide focused
attention to a particular problem without having to physically relocate individuals. “Virtual teams
allow organizations to bring together critical contributors who might not otherwise be able to work
together due to time, travel, and cost restrictions (Kerber, 2004: 4).” This allows workers to be
located anywhere and allows companies the opportunity to work virtually with team members in
geographic areas that were previously considered too distant to be considered a viable work location

Responsiveness

Companies can be more responsive to their customers through diversity. “Virtual teams may allow
organizations to unify the varying perspectives of different cultures and business customs to avoid
counterproductive ethno-centric biases (Kayworth, 2000:184).” Global virtual teams composed
of members with different cultural visions may be less likely to experience “groupthink” and are
more likely to develop innovative solutions to problems. In addition, the ability to respond to the
specific and varied needs of a global audience can be addressed quickly and effectively with a global
virtual team. Members of a global virtual team can immediately respond to specific geographic and
cultural requirements previously ignored or missed by collocated teams.

Lower costs

Global virtual teams can help corporations lower their labor and overhead costs. There are pools of
inexpensive, highly skilled labor forces in various locations around the world who can’t or do not
want to be relocated. Access by communication to these labor forces leads many organizations to
offshore certain functions traditionally performed in-house or by contractors. This is an appealing
option to many organizations looking to reduce overall project and maintenance costs. By outsourc-
ing the development of an application to India, for example, an organization can reduce the cost
of a project. This is because India, in addition to many other countries, has a large population of
highly educated people who can be accessed with today’s advanced communications technology.
This allows the company to pay someone in India much less to do the same work compared to
someone working locally in the U.S. Global virtual teams also reduce travel, accommodations, and
other miscellaneous expenses for team members.

Improved resource utilization

Global virtual teams can improve resource utilization by leveraging time to their advantage. Per-
forming work asynchronously helps global organizations effectively bridge different time zones so
that teams can be more productive during a work period. “For example, London team members of
a global virtual team of software developers at Tandem Services Corporation initially coded the
project and transmitted their code each evening to U.S. team members for testing. U.S. members
forwarded the code they tested to Tokyo for debugging. London team members started their next
day with the code debugged by their Japanese colleagues, and another cycle was initiated. This is
only one example of how GVTs can increase team-member productivity and reduce development
time (Saunders, 2004:19).”

Pitfalls

The pitfalls that virtual teams face in their early stages stem simply from the antitheses of the building
blocks described above. As with water, teams tend to follow the "path of least resistance." This is
because the pitfalls of virtual team building are due to omissions and inactivity. A common pitfall is
setting out without a clear goal or purpose. If team members understand little more than the routine
tasks they are to perform day-to-day, a lack of common understanding will lead to misdirected work
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and wasted time and resources. A related pitfall is misaligning the purpose of the team with the needs
and expectations of stakeholders and the organization as a whole. Virtual teams further damage
themselves when they neglect to take opportunities for building strong communication and trust in
their relationships.

Solutions

• Hold an orientation meeting where team members participate in team building activities and
document the team's purpose. Each team member should document his or her understanding of the
team's purpose and their perceived role. These descriptions should be circulated within the group.

• Prepare a questionnaire for each stakeholder to complete and return to the group. The questions
should illicit a response which helps the team in the formation of goals and confirmation of the
team's purpose.

• Whenever possible, team members should meet face-to-face to confirm relationships and participate
in activities which build trust and encourage communication.

19.3 Culture

Introduction

Cultural differences add value and diversity to teams, but can cause problems as well. The two main
cultural issues that appear in global virtual teams are: false perception of similarity and differing
perceptions of teamwork.

Opportunities

• Diversity: It has been proven through many studies of successful teams that diversity can reduce
the occurrence of "groupthink" and allow a team to make better and more creative decisions. Team
members from different cultures automatically bring diversity to the group. This diversity should
not be ignored or minimized; rather it should be embraced and utilized. Effective ideas from one
country or market can be adapted successfully for others.

Pitfalls

• False perception of similarity: There is often a false assumption among immigrants from English-
speaking countries that they will have an easier time assimilating than those coming from non-
English speaking countries. In actuality, foreign nationals from English-speaking countries experi-
ence higher rates of culture shock than those from non-English-speaking countries. This is due to a
perception that the cultures will be similar because there is a shared language. This perception also
plagues global virtual teams. “Welch, and Marschan-Piekkari (2001:197) and Usunier (1993) show
that because of perceived familiarity and similarity across English-speaking countries, individuals
can be lured into a false sense of confidence and fail to perceive that they are not culturally close.
This can have a negative impact on business communication processes and personal relationships
(Henderson, 2005:75).”

• Differing perceptions of teamwork: The concept of teamwork varies between cultures. “Members
from different cultures will, in all probability, describe a team’s objectives, membership criteria,
and activities in very different terms (Zakaria, 2004:20).” The value of individual work as opposed
to teamwork differs greatly between countries. Individuals born and raised in Great Britain, Canada
(excluding Quebec), and the United States tend to be more individualistic. Chinese and Indian
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individuals, on the other hand, are more focused on collective efforts. As Jarvenpaa & Leidner
(1999:793) explain, "Individuals from individualistic cultures tend to be less concerned with
self-categorizing, are less influenced by group membership, have greater skills in entering and
leaving new groups, and engage in more open and precise communication than individuals from
collectivist cultures." Additionally, “individuals from individualistic cultures might be more ready
to trust others than individuals from collectivist cultures in computer-mediated communication
environments (Jarvenpaa, 1999:794).” These differences make it difficult to determine what the
cause of a problem may be with team members because it’s difficult to distinguish between cultural
and personal factors. This makes diagnosing and solving problems more difficult than in traditional
teams.

Solutions

• A good way to approach cultural differences is to learn as much as possible about the culture. This
includes background research or meeting with consultants to learn how best to behave before the
initial meeting. Any attention spent in this area will go a long way toward team success. Being
prepared and making a good first impression will send positive signals to members of the other
culture and will signify intentions of commitment. Knowing that Aussie’s can be very direct in
their communication will assist an American in not taking it personally when being told to “mind
your own business (Sabath, 1999:24).” It is also helpful to know that is it not uncommon for
Japanese to “wait 10 to 15 seconds before responding” to a question or comment (Sabath, 1999:
93). This type of cultural information will reduce tension among team members.

19.4 Trust

Introduction

Trust in global virtual teams is both important and difficult to build because team members are
limited in their physical interaction. In addition to the lack of social context, language barriers and
a reliance on stereotypes complicate the building of trust in global virtual team.

Opportunities

In other cultures, relationships and trust are paramount in business. If virtual team members from
the United States manage to gain the trust of foreign associates, that trust could very well translate
into a lifetime of profitable business interactions.

Pitfalls

• Language: A major challenge for teams composed of speakers of different languages is that the
building of trust and relationships is largely language dependent. Based on published research
and illustrative empirical data, findings indicate that language diversity has a significant impact
on socialization processes and team building, influencing both communication acts and mutual
perceptions. Results of investigations into multilingual teams using English to communicate have
shown that many obstacles are encountered by native as well as nonnative speakers (Henderson,
2005:79). “Research has shown that language-related issues can impact negatively on interpersonal
relations, trust, and the working atmosphere (Henderson, 2005:67).”
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• Reliance on stereotypes: One of the difficulties international teams experience is the tendency to
resort to national stereotypes that can lead to misinterpretations of the behavior of team members,
leading to tensions and mistrust. “These are expressed in the form of judgments of others who
may be labeled as being, for example, ‘reserved,’ ‘silent,’ or ‘direct,’ based on the stereotypical
linguistic attributes of the language community to which they belong (Henderson, 2005:74).” It is
important to address these hurdles to building trust in global virtual teams because “the inability
to develop these relationships within a social context may negatively impact such outcomes as
creativity, morale, decision-making quality, and process loss (Kayworth, 2000:189).”

Solutions

• One way to promote trust is to have smaller groupings and make their tenure together a longer
period of time. This permits the team members to know each other better in comparison to a
system in which the teams are constantly shifting. If the team members know that they’ll be
around each other for a long time into the future, they will have an incentive to put more effort
into building lasting relationships. The prospect of spending more time together in the future
discourages negative behavior, such as not returning an email, because sometime in the future
this will have negative consequences. In a rapidly shifting team, however, building relationships
is not as important because the team won’t be together for much longer. If the team members
know they’ll be working together for a long time they’ll have an incentive to work together and
trust each other much more than they otherwise would. Having the same team together for a long
time opens the possibility that the team will become outdated and obsolete. Therefore the team
must be flexible, innovative, explore new technologies, and be capable of learning so that the team
continues to be effective during their long tenure together.

• Stereotype Breakdown: Another way to build trust in global virtual teams is to breakdown these
stereotypes and allow people to realize that we are all humans with similar problems, despite the
vast cultural differences. Majchrzak (2004, 7) tells of a successful example of this form of trust
building: The leader of one team, a retired military officer, started his conference calls by asking
each person to spend 30 seconds describing “where the member is at.” During a conference call in
2002, when snipers were terrorizing the Washington, DC, area, a team member living there said she
didn’t feel so alone after she heard her fears echoed by another member in the Philippines, where
insurgents were shooting people on their way to and from work. By using this simple technique,
team leaders can assist their team members in realizing they share many similar experiences as
do their co-workers on the other side of the world. This will create closeness and facilitate the
building of trust.

• Structure: Management must also pay strong attention to facilitate the proper balance between the
level of structure and trust developed among team members. A strong structure, which translates
into clear and shared goals, norms, task and process descriptions, hierarchy, roles, personal
interaction and relationship, reduces the ambiguity that typically exists in global virtual teams
(Jarvenpaa, 2004:251). Working on a global virtual team makes it more difficult to specifically
identify exactly what you should be working on because of its solitary nature. This increases the
need for specifying the process because of the lack of social interaction which would normally
allow someone to double check their work and direction with other team members.

• Social Interaction: A kick-off meeting is a good way to promote the social interaction and
relationship building necessary in teams. The team’s tasks involve highly complex messages as
well as high levels of reciprocity and interdependency, which require a rich communication media
and long team duration (Maznevsky, 2000:488). It is therefore recommended that whenever this
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context of reciprocity and interdependency is present, kick-off meetings should be held face-to-face
and with plenty of opportunities for social interaction and relationship building (Anawati, 2006:50)
. If a face-to-face kickoff meeting is not feasible, the team can always replicate one virtually. The
initial meeting or communication is a critical time because that’s when first impressions are set
and when the tone and cadence of the team’s work is determined. If the initial meeting is sloppy
and unorganized, it is expected that the team’s success will be a reflection of this. However, if the
initial virtual meeting is well organized, structured, and conveys a clear goal, the probability of
team success will be higher.

• Specified Normative Behaviors: Structure can be added to teams by formalizing normative
behaviors. Because global virtual teams lack the social interaction which would normally determine
the normative behaviors in the group, normative behaviors should be specified. The management
of the team should also pay additional attention to the clarity and direction of the team. This is a
consequence to the lack of communication and interaction that normally exists in collocated teams.
A clear and defining goal will help to align the team member’s efforts so that everyone is working
in the same direction.

• Work Postings: Another way to make sure all members of the global virtual team are working in
the right direction is to post the work virtually so that all the members can see what everyone else is
doing. While they made regular use of conference calls, team members did not report on the status
of assignments during them. Instead, most (83%) relied on virtual work spaces. Here they posted
their work in progress electronically and examined their colleagues’ postings, well in advance of
teleconferences. They tended to use the conference calls themselves to discuss disagreements,
which they said were more effectively handled in conversation than in writing (Majchrazak, 2004:
5. This method of posting work makes the conference calls and other group communication more
effective and less frequent because the team members can see each other's work and progress at
anytime. Posting the work helped align the team members’ goals and helped them work effectively
and reduced the amount of voice communication that would otherwise have been necessary.

Finally, trust evolves with time. It starts mostly based on one’s trustworthiness while there is little
knowledge and a weak structure. It then evolves to some combined balance of trust and structure as
members acquire more knowledge of each other, the team’s goals, norms, etc. Along this continuum,
trust faces a transition point where simple trustworthiness gives way to early stages of trust.

19.5 Communication Techniques

Introduction

New virtual communication techniques are being developed all the time as teams seek for ways
to improve information sharing. Virtual Communication is achieved through two main methods:
Videoconferencing Systems and Collaborative Software Systems.

Videoconferencing Systems

Videoconferencing is a type of visual collaboration that allows groups or individuals from two or
more locations to interact through interactive audio and visual transmissions. Microphones, speakers,
cameras and video display are needed along with a system to transfer the data such as the internet or
a Local Area Network (LAN).

Opportunities & Pitfalls
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• This is a powerful tool for communicating as few of the facial cues, body language indications or
voice intonations and modulations from normal face to face communication are lost as in other
technological communication. Teams from distinct locations can come to know one another and
develop relationships much more quickly than could be accomplished through more impersonal
methods.

• Developing teams becomes easier when the choice of personnel is not restricted by geographic
considerations. Videoconferencing and other virtual communication methods allow teams to
choose the most appropriate members regardless of where they are located without the cost of
travel to bring teams together.

However there are some challenges inherent in this technique.

• It can be difficult to schedule meetings with people or teams spread across broad geographic areas.
For a team in Australia to communicate with a team in Mountain Standard Time Zone in the U.S.,
they may find that their usual office hours only overlap when one company is preparing to leave
and the other is just arriving. What is more, the greater the number of members of a team, the
more difficult it will be to find a time to meet that fits into everyone’s schedule.

• Another problem that arises is a lack of eye contact. The speakers are talking to a camera and/or
faces on a screen. In some ways this is worse than a phone conversation as the technique can
provide an incorrect impression of the speaker’s intentions in regards to eye contact.

• Moreover the camera can cause people to behave unnaturally. Stage fright or self-consciousness
at appearing before a camera can influence people’s mannerisms, body language and ability to
communicate effectively.

Solutions

• Scheduling and planning ahead are essential. It becomes more difficult to schedule videoconfer-
encing meetings the greater the number of people involved. Unless the scheduling is done far in
advance, meetings will often interfere with other duties and responsibilities of those involved.

• Eye contact is important in regular conversation. Team members using videoconferencing should
be alerted to the fact that eye contact is difficult when participating in videoconferencing. Different
rules apply to this type of communication in that eye contact is often difficult over networks.[1]

• It is important that team members behave naturally on camera. Many people will feel uncomfortable
when put before video equipment. Increased exposure will often cure them of these difficulties.
The first time in front of videoconferencing equipment can be unnerving but with time, people
often feel less conscious of their appearance and how they will be perceived.

1Vertegaal, "Explaining Effects of Eye Gaze on Mediated Group Conversations: Amount or Synchro-
nization?" ACM Conference on Computer Supported Cooperative Work, 2002

Collaborative Software

• Collaborative software is used to allow people to work together towards a common goal without
having to meet face to face. The most common techniques are text, email, virtual chatting,
calendaring, file sharing, faxes, voice mail, data conferencing, etc.

Opportunities

• Collaborative software is powerful because people can work together regardless of how the
schedules may differ. A team with members in different time zones is able to collaborate at
different hours regardless of the lack of overlapping time spent in the office so scheduling does not
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have to be done so far in advance. These techniques are also easy to implement. The equipment
can be inexpensive and easy to acquire for all members of the team.

• One powerful aspect of collaborative software is Metcalfe’s Law. Wikipedia describes the law as
“the value of a telecommunications network is proportional to the square of the number of users
of the system (n2).” This means that the greater the number of users, the more valuable a system
becomes. This was first used to describe the value of fax machines. One is not that useful, but
when everybody has one, they become very effective methods of communication. Collaborative
software is often similar. One email account is not that effective, but when each person on the team
has an email address, we can communicate with the team very quickly and easily.

Pitfalls

Communication can be tricky with collaborative software.

• Much of the body language and nonverbal communication of regular communication is lost with
this technique. Emails that are meant to be funny or sarcastic can be interpreted as just mean or
angry.

• Although scheduling can be easier, it can also be hard to manage. Team members do not need to
be together all at the same time, which is nice but, people often forget deadlines when they are not
planning for a meeting or seeing each other face to face.

• A lack of cohesion often results from this technique. More than one person working on a document
that is shared on a network or over email often results in a disjointed style or conflicting topics.
This is often the case when a team is working together on a specific project that will be presented
to a certain audience. For example a team may be preparing a report that will be presented
to management. If they are not careful the report may hold conflicting ideas or not flow in an
intelligible manner.

Solutions

• Team members should be trained on the possible misinterpretations in this type of communication.
It is often beneficial to have more than one person review emails that will be sent to a large audience
to understand how they may be received. If people are made aware of these possibilities, they will
be less likely to commit these errors or to misinterpret what they receive.

• Team members need to be managed effectively. Deadlines should be enforced with regards to
email communications. It may be necessary to impose deadlines on how long people should take
to respond to an email or make updates to a shared file.

• Efforts should be made to analyze the project as a whole. Groups and teams should have designated
leaders that ensure unity of purpose and a cohesive finished product.

19.6 Communication

Introduction

Cultural differences among team members may lead to various instances of miscommunication since
different cultures tend to contain certain biases, assumptions, or views of the world. “Regardless
of the source, the fact remains that the ‘cultural factor’ may lead to information distortion and
various instances of miscommunication (Kayworth, 2000:191).” “Communication among global
virtual teams may be extremely difficult to manage and less effective than more traditional settings
(Kayworth, 2000: 184).” “These communication problems may also be magnified by disparity among
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technology infrastructures, as well as differences in technology proficiency among team members.
Finally, when cultural differences are added to this mix of potential issues, the management of global
virtual teams may become exceedingly complex (Kayworth, 2000: 184).”

Selecting a Communication Medium

Global virtual teams are dependent on their ability to communicate with each other rapidly, reliably,
and over long distances. If the team can’t communicate with each other effectively, they can’t work
together effectively. This makes the reliability of the technology very important so that the flow of
work can continue without interruptions. The media chosen should also be carefully selected so
that the end users, or those who are using the information, as compared to those who are giving the
information, are able to communicate effectively.

Opportunities

Establishing a pattern Focusing on and following a strong repeating pattern of communication will
set a virtual team up for success. This pattern is determined by the frequency of meetings held
through the richest available media, repeating itself as a “heartbeat, rhythmically pumping new life
into the group’s processes (Maznevski, 2000:486).” The group may try to establish the frequency of
these “rich meetings” according to the interdependence required by the tasks and their level of group
relationship (Maznevski, 2000:488). However in global virtual teams it’s important to remember that
logistics commonly limit the frequency of these meetings, especially face-to-face meetings. In this
case it’s the frequency of the meetings that determines the frequency of the high interdependent and
complex decision processes they address, such as generating commitment, building relationships,
creating social interaction and comprehensive decision making. (Maznevsky, 2000:483-484).

Pitfalls

Misrepresentation “As team members communicate, they tend to filter information through their
cultural ‘lenses’, thereby giving rise to a potentially broad range of misinterpretations or distortions
(Kayworth, 2000:184).” Communication styles differ wildly among various cultures. Even if someone
from another country speaks English, this is not going to be the same English as that spoken elsewhere.
This makes non-verbal communication, such as pauses, silence, and expressions which differ between
cultures more important in global virtual teams and should be known and understood by other team
members.

Solutions

• Speak slowly and clearly, use a higher tone of voice, avoid slang and colloquialisms, keep words
and sentences short and confirm understanding through repetition and by asking questions.

• Avoid using slang and jargons, use simple short words and sentences and maintain focus.
• Use visual aids and send pre-meeting information to enhance participation in meetings.
• Understand and be aware of cultural differences in praise and criticism.
• Avoid humor, irony, and metaphors as these usually don’t translate well and may be offensive.
• Understand that silence, referred to as the most concerning behavior, may not reflect a lack of

interest but may simply represent time needed to think or just wait for a formal invitation to
participate.

• Respect for religious beliefs and allowance for differences in time zones were the most easily
changed behaviors.
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19.7 "Netiquette": Utilizing Virtual Communication Technologies
Responsibly and Respectfully

Introduction

Virtual communication technologies constitute some of the most essential tools employed by members
of virtual teams. Indeed, effective communication in a virtual team setting can impact every functional
component of the team and can largely determine the success or failure of the team. Managing
virtual teams requires the establishment of communication ground-rules and expectations. As in any
organization, an environment that fosters mutual respect, creativity, positive interpersonal relations,
and teamwork, depends largely upon both the quality of information shared among team members,
and the efficacy of communication between team members.

Oftentimes, a failure to communicate respectfully and responsibly can hamper the efficacy and
functionality of the virtual team. Setting forth network etiquette (or 'netiquette') guidelines is an
important component to effective virtual team management. By establishing and implementing
netiquette standards, the efficacy and stability of the virtual team will be more easily managed and
maintained. Virtual teams represent unlimited global business, learning and networking opportunities.
The adherence to netiquette standards will help to maintain and ensure decorum, professionalism,
courtesy, and ethical behavior.

By implementing and applying netiquette standards to the virtual team environment, team members
will be better equipped to avoid informational nuances and insinuations that are so easily misinter-
preted. The "communication gap" that is so prevalent in virtual communication technologies (i.e.
absence of body language, voice and tonal qualities, emotion, and personal interplay) may also be
lessened. Common barriers to virtual communication may also be identified and overcome through
the use of clearly established netiquette standards.

Referring to the need for increased knowledge, familiarity, and implementation of "netiquette, David
Krane, Director of Corporate Communications at Google, Inc., once said, "We live in an era where
hundreds and millions of professionals are putting down the pen and increasingly relying on e-mail as
a primary form of communication. [Proper mastery of netiquette will benefit] both internet newbies
and new entrants to the [virtual] workplace who may be making a transition from paper to computer
or from instant messaging and e-mail between friends to more formal electronic communications."

Netiquette Standards

• Respecting the E-mail Addresses of Others:

Do not give out others' e-mail addresses without first obtaining permission to do so. E-mail addresses
represent a vital component of one's virtual personal space. As such, giving out e-mail addresses
without permission constitutes a breach of trust and an invasion of personal space and privacy.

• E-mail "spam" or "bulk" List Collection/Distribution:

Recent legislation has, in many states, created barriers and penalties to those who engage or utilize
bulk- or mass-mail communications. Common courtesy asks that individuals not collect other
people's email addresses for such purposes. If the virtual team in which you operate utilizes bulk-
mail as a business process, netiquette standards require the inclusion of a genuine return e-mail
address in which recipients may respond and request to be removed from future mailing lists.

• Proper Personal and Business Identification:
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The organizational structure of virtual teams often requires proper identification in instances of
cold-contacts, solicitations, research and development, networking, and day-to-day communications.
When establishing a contact for the first time, include the following identifiers: your full name and
title, company name, address, genuine e-mail address, and occupation or objective. The utilization of
e-mail address providers such as hotmail, gmail, or yahoo, is not recommended and can be perceived
as "cloaked" or "anonymous" e-mail addresses. The utilization of an email address that originates
from your company is preferred.

• Information Inquiries:

One of the great benefits that has arisen from the virtual expansion of today's global economy is
the increase in available information. The increase in available information has also catalyzed an
increase in information transfer velocity. The effective management of virtual teams also relies upon
the ability to acquire, process, and use information. Though requesting information from others is
beneficial to you and your team, it can also represent a significant imposition and inconvenience
to those individuals that you query. In the process of information gathering, include the following
elements: an explanation of who you are, and explanation of why you need the information, and an
expression of gratitude.

• Expressing Appreciation:

Each response you receive from team members, outside consultants, or individuals contacted for
information, deserves a reply of gratitude. Your "thank you" response should contain the following
components: reference to the request (e.g. "thank you for responding to my query regarding fossil
fuel), your full name and title, company name, address, and URL.

• A "two-way" Street:

Business is a two-way street: if you give, you will receive (and vice versa). When something of
value or substance has been provided you, offer return assistance, or extend an invitation to visit your
website.

• Proprietary Rights and Information:

Respecting proprietary rights and information is not only courteous, it is the law. The expansive
selection of information on the web represents countless hours of contributions made by individuals
and groups. The work of these individuals and groups is oftentimes downloadable or print-ready.
In any case, you must respect the proprietary rights of those who have contributed and/or created
the information that has been made available to you. Respecting the authors by using accurate
and appropriate citations is essential to the protection and perpetuation of open-access intellectual
property. You should also respect copyright.

• Courteous and Professional Virtual Behavior:

Courteous and professional virtual behavior is rooted in the most basic rules that govern etiquette.
When asking for information, use courteous language such as "please," "I would appreciate" and
"thank you." Failure to apply these basic rules may give rise to dislike, disrespect, and uncooperative
relationships.

• Doing Your Part First:

The anonymity and potential loss of personal responsibility or obligation that can be pervasive in
virtual forums placed the burden of responsibility on the requesting or interested party. If you have
not done your part, and contributed to the topic at hand, do not believe that you will be the recipient
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of free professional work. It is necessary that you demonstrate personal contributions, investment,
and effort toward your goal. Seek advice, not cheap labor.

• Admit and Own your Personal Level of Internet Savvy:

Do not be ashamed to admit that you are a newcomer to the virtual arena. In this computer era, there
remain a surprising number of people who lack computer skill and knowledge. Many people in the
virtual arena are prone to behave and act like mentors. If you are a newcomer, utilize their offerings
and remember to apply the rules of netiquette as you glean information and knowledge from them.
Own your respective level of expertise - and you will be respected.

• Virtual White Boards, Chat Rooms, and Bulletin Boards:

Avoid using jargon and include complete words in conjunction with abbreviations. Make sure that
what you say is understandable to any viewer or audience. Monitor yourself - answer questions
that others have posed only if your response will add value to the general body on knowledge. Do
not respond with "contact me." The virtual community represents a fluid body of knowledge and
contributions. As such, it is not a place for foul or inappropriate language. Respect breeds respect.
Do not use bulletin boards, chat rooms and white boards for blatant advertising purposes. They are
intended for networking and idea exchange. If another person makes a contribution that is noteworthy
or of value to you, acknowledge the contribution.

• Anonymity on the Web:

Virtual forums allow postings and contributions to be made anonymously. In many cases, individuals
have valid and legitimate reasons to maintain their anonymity. However, one should never abuse
the ability to contribute anonymously. Those who remain anonymous in order to treat others with
disrespect and cynicism are not acting as socially responsible virtual community members. One
should also remember that virtual forums are an excellent way to network with others. If one were
to respond or act anonymously, the ability for others to contact or network with that individual is
impossible.

• Strategy and Opportunity:

Much of the virtual community, especially white boards, chat rooms, and bulletin boards, are
regulated by organizers who post guidelines and an explanation of purpose. By respecting and
following these guidelines, your contributions will be more meaningful. As a meaningful contributor
to the virtual community, you will establish worth in the eyes of the organizers. The establishment of
business rapport in the virtual arena can result in business opportunities, services, and negotiations.
Let your actions and contributions reflect your personal strategy and opportunities may be opened to
you.

• Maintaining a Professional Attitude:

Do not try to "grab" or pounce upon a business opportunity. If what is required by team members
or clients exceeds your level of expertise or is outside the bounds of your working relationship,
refer the enquirer to a peer or other source specializing in that area. Treat your peers with the same
respect and consideration that you extend to customers. Behave with integrity and honesty. Do not
substitute your best interests for those of the customer. Maintain mutually respectful relations with
peers and the entire virtual community. Speak well of others. Do not pretend to be what you are not.
Remember that virtual communication and relations are almost instant - never respond or act hastily.

Opportunities
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Strong business contacts can be established through frequent interaction and steady communication
in which netiquette standards are employed. Negotiations and bargaining form an integral part of
any business deal. As a manager, you have a responsibility to your virtual group or team to promote
netiquette standards. By adhering to netiquette standards, your team will be better positioned
and respected in the virtual community. Some things that you can do to ensure the successful
implementation of netiquette standards include:

• Establishing written guidelines for dealing with illegal, improper, or forged traffic.
• Handle requests in a timely fashion - by the next business day.
• Respond promptly to people who have concerns about receiving improper or illegal messages.

Chain letters should not be allowed.
• Explain any system or software rules to your team members and ensure adequate training.
• Make sure that popular information has the bandwidth to support it.
• Don't allow your team members to point to other sites without asking first.
• Make sure your posted materials are appropriate for the supporting organization.
• Maintain a consistent look to your information. Make sure the look and feel remain the same

throughout your applications.
• Be sensitive to the longevity of your information. Be sure that all sensitive materials are time-dated.

19.8 Information Sharing

Introduction

Teams are formed based on the expectation that the teams will produce a better product than an
individual. If a single resource works from home or away from actual office you consider that team
as Virtual Team. Whether it is Virtual team or Team in the same room, information sharing plays a
vital role for team’s increased productivity and success. Information sharing is more problematic
when the team is spread out geographically. Virtual teams not only face a challenge with information
sharing, but also task sharing. In virtual teams if information is not shared correctly the whole
purpose of the virtual team might be in jeopardy. If one or more persons works from different place
then sharing of information becomes very complex not only in the distribution of information but
also in the information gathering.

Virtual team can be a global team; global team is similar to virtual team where part of the team
will be outside the country. Because information sharing plays a vital role in team’s success, to
minimize the impact of loss in information sharing whether it is related to the technical or application
perspective of the work, one of the best way is to rotate the individuals who work from a different
country or who are part of the global team or virtual team.

Opportunities

How transparent you run or manage the team, still most of the times it is hard to see perspective of
the target or goal of a team, if part of the team is in a different place, where that’s country’s culture
inhibits the resource to think beyond its culture or its system. Team can have a rotational position,
where one team member comes to onsite and learn the process or application and could go back to
his country and transfer his/her knowledge he/she gained when he/she was at onsite. Meanwhile
team leader could bring another resource in place of first team member who visited onsite to learn
more about technical, application, culture or process followed at onsite, and the first resource who
went back could train or share the information or experiences to rest of the team, so that team could
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understand better about the depth of process, application, technical things in the project why things
are done in such a way. By doing this the productivity of whole team would increase by proper
information sharing. Similar productivity can be achieved if team leader wants to bring different
resource from offshore team once or twice at different times for a period of 3-6 months. This system
would be very cost effective if the ratio of whole team is 1:5, which means, 5 on-site and 25 offshore
resources in a team.

Virtual teams can be more diversified geographically; because of this virtual team can bring more
variety of information to share among the team to its success. Team with similar background and
experience could bring the same information to the team which can be considered as redundant,
where you could not see the edge in the team compared to the information sharing with virtual team
where chances of team could be from different backgrounds.

Pitfalls

Most of the time to share the information within the team, trust is one of the main factors. Unless you
know the person with whom you are working it is hard to tell what kind of personality is that resource.
Building a trust is easier when resources work together because you could know the person’s feeling
when you talk with them directly. If the resource is working from a remote location, it is hard to see
the reaction of that resource. In my work experience when I worked with remote employees many
times, I ponder to myself whether it is accurate to share this information or not, because I do not
know the person’s personality with whom I am working.

Most of the times virtual teams are on different time zones and because of time zones, information
might not be received at right time and could see delays.

19.9 Establishing Ground Rules and Norms

Introduction

A team to succeed in its goal, it should have ground rules and norms set for the team. Rules are
useful in determining what kind of behavior is acceptable in the team, how team members interact,
and when to interact in the team, which usually prevents misunderstandings and disagreement.

Opportunities

It is good to document the rules on common shared folder, so that every body could have access to
the network folder. When new member joins the team, it is easier for the person who is giving the
orientation to new team member know what the ground rules and norms of the team. Even when
experienced resources aren’t around him/her, still s/he could communicate well in the team as well
as outside team, if the ground rules and norms are shared with new member.

Need to outset regarding the cultural differences if the virtual team is globally placed and address the
styles on how to address if one arises.

Members in the virtual team should learn to trust one another to create an environment where one
should feel comfortable stating opinions and not personally attack each other. Should not penalize for
any miscommunication and should try to think with different perspectives. All members’ opinions
are to be considered equal. Disagreements and differences of opinions should be honored, should be
given a fair hearing, and conflicts should be resolved by a defined process.
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Pitfalls and Solutions

Virtual team should recognize the problem of resources working in time zones and organizing the
team meeting and conference calls flexible to all resources in the team. Updating the status reports to
team leaders by timely manner, so that team leader could access the load of the work and assign it
different resources accordingly.

Hard on some resources, if the time set for the conference calls do not suit those individual’s time
zone.

Tough to be open and honest with one another to create psychologically safe environment in virtual
team, but by taking some time to socialize before each meeting on general topics outside the events
of the team work. Messages could be taken wrongly, because there are no associated non-verbal
messages indicating how to interpret them.

19.10 Virtual Team Meetings

Introduction

With members of a virtual team spanning different time zones, languages, and cultures, it can be
complex and difficult to organize, optimize, and manage an effective team meeting. Managers, who
are sensitive to these issues and are diligent in their preparation, can get the most out of any virtual
team meeting.

Opportunities

• Cost: One of the greatest advantages of a virtual meeting over a traditional meeting is the low cost.
Airfare for corporate executives to attend a traditional meeting can be exorbitantly priced, especially
in the aftermath of 9.11. Participants can join a teleconference practically anywhere telephone
service is available, reducing unnecessary travel costs. Many corporations have negotiated long-
distance charges to an almost negligible amount, allowing employees to call across the world for
not much more than an in-state call.

• Time: Virtual meetings can save valuable work time, even for organizations with closely located
facilities. Travel between buildings or locations can eat up precious time that could be spent on
other tasks. In large manufacturing companies, it can take 30 minutes to an hour to get from one
side of the facility to the other. Some managers waste half a day's work in just commuting between
various meetings. Given the price per hour of top-level executives' salaries, even a short traditional
meeting can be very costly.

Pitfalls

• Group Size: As with traditional teams, if a virtual team has too many members, this can break
down communication and reduce team effectiveness.

• Conference Call Domination: We have all experienced conference calls where various corporate
department representatives huddle around a conference room phone to speak with distant affiliates.
The larger group, which is usually in the corporate office, tends to dominate the conversation. In
addition, larger groups tend to carry on side conversations that are inaudible to the people on the
other end of the call and put them at a disadvantage. One of the authors has also experienced
conferenced calls that were "hijacked" by the ranking executive and used for a personal or political
agenda.
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• Common Language: Even if all members of a virtual team speak English, they may not speak
the same English. Others may not be native speakers. English spoken in the United Kingdom,
Australia, the United States, and Malaysia is quite different.

Solutions

• Keep group size to no more than 7 members.
• Again, keep group size small, including conference call groups. If possible have some team

members call in on their desk phones, to minimize side conversations. In the case of a hijacking
invitee, have a printed agenda with time allotted to each topic. If the meeting gets off track, express
your desire to not let the call go longer than expected and use the agenda as an excuse to change
the subject.

• Use common terms that all can understand. Avoid slang and metaphor, e.g. US sports analogies.
Speak slowly and clearly and ask for confirmation from all members that the discussion was
understood. As in any environment, be sure to ask leading questions verifying that members
specifically tasked with something have a complete understanding of the assignment. Many
telephone conversations or conference calls have a few-second lag time. Be patient and don't
interrupt.

19.11 Organizational Development

Introduction

Traditionally, organizational development occurs in a face-to-face or voice-to-voice mode, utilizing
observation, personal interaction, and personal relations to develop or redevelop a coherent and
appropriate business model or organizational process. As virtual teams become more common
place, the need for organizational development persists. The virtual arena, in many cases, requires a
modified managerial approach to organizational development.

The management and development of a virtual entity may require that the execution of needs
assessments, focus groups, and interviews, be done electronically via a collaborative software system
or group support system. These systems allow users to "hide" or "disable" their personal identities
during information gathering sessions and interact with others under the guarantee of anonymity.
In some cases, employees and virtual team members may approach the process of organizational
development with apprehension. Anonymity, for the purpose of information gathering, may serve to
ally such apprehension.

Opportunities

• Employee satisfaction can influence the efficacy and longevity of organizational development.
There is no consensus in the literature regarding the impact of a virtual team structure on employee
satisfaction. However, most studies indicate that participating in a virtual team environment and/or
working from home can result in:

- an increase of employee job satisfaction

- reduced likelihood of employee turn-over

- reduction in role stressors

- increased satisfaction with supervisors
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- increased commitment to the organization

- decreased satisfaction with peers

- decreased satisfaction regarding opportunities for advancement and promotion

These findings emphasize the importance of measuring and responding to employee outcomes as
part of managing in a virtual team environment.

• Videoconferencing is a useful tool that can be used to facilitate small group interviews and inter-
ventions. The use of videoconferencing technologies provides a medium in which all participants
can be viewed on each individual screen regardless of geographic location. Some believe that this
may be as effective as a face-to-face experience.

• Research has shown that the medium used for teaching technical skills has no effect on students’
learning outcomes. One can use videotape, CD-ROM, videoconferences, teleconferences, web-
based training, or instruction manuals. However, some skills (e.g. communication and some
management/leadership skills) are best taught in a face-to-face environment. In these instances,
consideration should be given to the use of training centers or external training venues.

Pitfalls and Solutions
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Figure 17

19.12 Conclusion

The increasing use of global virtual teams demands special attention to differences in culture,
communication barriers, and inherent trust existing among the team members. While these teams are
not fundamentally different from traditional teams, additional focus and effort in some key areas is
necessary to ensure team success. These include knowing the cultural differences that exist in the
team and taking steps to educate the other team members and understanding how this affects how
they should approach different situations. Because global virtual teams don’t experience the same
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physical contact that traditional teams do, extra effort is required from all team members to maintain
trust and to promote practices that encourage team members to work well together and give reasons
to trust each of the other members. It is also important to keep in mind that there is no set recipe
for success in any team, especially global virtual teams. Only by understanding the challenges and
differences between global virtual teams and traditional teams, management and team members can
better prepare themselves and take advantage of their strengths to promote success.

19.13 Online Resources/References

Where In The World Is My Team http://www.tmaworld.com/global_teams_
virtual_teams/

Working Together When Apart http://online.wsj.com/public/page/2_1304.html

Managing Virtual Teams (video) http://link.brightcove.com/services/player/
bcpid572031310

Managing Virtual Teams (pdf) http://www.groupjazz.com/pdf/vteams-toronto.
pdf

17 Pointers for Managing Virtual Teams http://www.squarewheels.com/content2/
virtual.html

Virtual Teams http://www.managementhelp.org/grp_skll/virtual/virtual.
htm

10 Tips for managing global teams http://gadishamia.wordpress.com/2007/10/13/
leading-a-global-team-the-starter-guide/

Managing Virtual Teams (HR Magazine) http://findarticles.com/p/articles/mi_
m3495/is_6_47/ai_87461019

Best Practices of Managing Virtual Teams http://www.expressitpeople.com/
20040531/cover.shtml

New Work Rules (Stanford Business) http://www.gsb.stanford.edu/news/bmag/
sbsm0305/feature_virtual_teams.shtml

Virtual Teams Over the Internet http://www.managementhelp.org/grp_skll/
virtual/virtual.htm

6 Ways to Work More Effectively on a Virtual Team (Microsoft) http://www.microsoft.
com/atwork/worktogether/virtual.mspx
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20 How Do You Build High-performing Virtual
Teams?

20.1 Introduction

“Virtual teams are groups of geographically and/or temporally dispersed individuals brought together
via information and telecommunication technologies.” (Piccoli and Ives, 2003, p365) Virtual teams
are increasingly becoming a key feature of projects in modern organizations, while the landscape
of communication tools continues to change dramatically. The benefits of virtualization include
diversity of perspectives, large member selection pool, extended hours of productivity, and reduced
transportation costs.

However, many new challenges arise, such as difficulty in performance monitoring, disappearance
of social cues, member isolation and anonymity, and technology issues. In addition, virtual teams
must deal with cultural, temporal, and geographic barriers. Using a framework based on Larson and
LaFasto’s Teamwork, conventional team strategies have been adapted for the virtual context to help
virtual team leaders and members overcome these challenges.

20.2 A Clear and Elevating Goal

Larson and LaFasto (1989) stress the importance of a clear and elevating goal in the performance
of an effective team. They define goal clarity as “a specific performance objective, phrased in such
concrete language that it is possible to tell, unequivocally, whether or not that performance objective
has been attained” (p28) and elevating as “personally or collectively” challenging and that it “makes
a difference.” (p31) While Larson and LaFasto consider this to possibly be the most important
component of an effectively functioning team, it appears to be even more critical for a virtual team.

To stress this point, Kirkman and Rosen, et al. (2002) quote a team member from Sabre, Inc. as saying
“virtual teams need to understand much more so than co-located teams what goal they are working
towards because you are working in such different areas, and in our case, in different countries. It
plays a much stronger role if you know what your ultimate target is going to be. Everyone is working
towards the same thing.” Further work on the performance of virtual teams by Kirkman and Rosen, et
al. (2004) demonstrates a positive correlation between empowerment and virtual team performance.
They define empowerment as having four dimensions, two of which, potency and impact significantly
overlap the concepts of goal clarity and elevation.

This research therefore supports and elevates the arguments made by Larson and LaFasto about the
importance of a clear and elevating goal for virtual teams. Virtual team managers should make sure
to have a clear and elevating goal for the group and should make sure to prominently display the team
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mission statement on the virtual work space, team web-site, and other electronic communications to
the group.

20.3 Results-Driven Structure

Team structure is a key factor which differentiates successful teams from unsuccessful ones. Team
structure encompasses many aspects such as tools, processes, communications systems, facilities,
and organization of the team. However, the best structure depends on the objectives and composition
of the team.

Virtual teams tend to be very effective in project development tasks. However, the lack of face to
face contact can be a challenge in building consensus. For decision-making teams, having the right
team composition can help to overcome this. Collectivistic teams have higher levels of collaborative
conflict management than individualistic teams, and are motivated more by outcomes which benefit
the entire team. (Paul, et al, 2005)

Research has also shown that highly diverse or heterogeneous teams outperform homogenous teams
in many performance measures, though they take longer to reach consensus. Virtuality can be
beneficial for highly diverse teams since it obfuscates potentially divisive demographic differences.
(Kirkman et al, 2002)

Larson and LaFasto outlined four necessary features of effective team structure, which apply equally
to virtual teams, but become more challenging.

First, team members must have clear roles and accountabilities. Lack of visibility may cause
virtual team members to feel less accountable for results, therefore explicit facilitation of teamwork
takes on heightened importance for virtual teams. Temporal coordination mechanisms such as
scheduling deadlines and coordinating the pace of effort are recommended to increase vigilance and
accountability. (Massey, Montoya-Weiss, and Hung, 2003)

Second, teams require effective communications systems. This is especially important for virtual
teams because geographic and temporal differences may rule out the most common communication
channels. “Many in our study found e-mail a poor way for teams as a whole to collaborate.”
(Majchzak et al, 2004) Individual email conversations cause others to feel left out, but copying
everyone causes email overload. Sharing documents over email often leads to conflicting versions.
Many successful teams prefer to use virtual work spaces, online forums, instant messaging, and file
repositories. Regardless of the communication system, team norms and rewards structures should
support use of the systems.

Third, effective teams should monitor individual performance and provide feedback. Assessment
and development of virtual team members is very limited in the virtual environment. Performance
management is an enormous challenge when employees are out of sight. Managers should monitor
group communication to assess subjective factors such as idea generation, leadership, and problem-
solving skills. (Kirkman et al, 2002) Utilizing peer and customer feedback helps assess contributions
to team effectiveness. Managers should also consider using "richer" communication media (such as
video conferencing) to more effectively deliver evaluation feedback.

Finally, teams must rely on fact-based decision making, for which information and communication
tools are vital. Teams can adapt decision-making software to facilitate fact-based problem solving
and decision-making. (Kirkman et al, 2002) They might also assign one person to ensure accurate
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information is clearly communicated (Piccoli and Ives, 2003). Rocketdyne, for example, used
collaborative technology to manage knowledge. They allowed all communications to be recorded
and all information to be visible to the team, and even prohibited face to face discussions. (Malhotra,
Majchzak, Carmen, Lott)

20.4 Members

Larson and LaFasto recognize three common features of competent team members: technical skills
and abilities, desire to contribute, and capability of collaborating effectively. Virtual teams amplify
the importance of using appropriate criteria when selecting people for the team.

A critical element in high-performance teams is creating functional diversity among team members,
while productively managing resulting task conflict. Work group studies suggest that “such conflict
evidently fosters a deeper understanding of task issues and an exchange of information that facilitates
problem solving, decision making, and the generation of ideas.” (Pelled, et al, 1999, p22) A best-
practice study of successful virtual teams concludes that diversity among disciplines, working
styles, and problem-solving approaches can be exploited to produce “solutions instead of acrimony.”
(Majchrzak, et al, 2004, p133) Conflict researchers have found that task conflicts can improve team
performance if managed collaboratively. (Weingart and Jehn, 2000)

However, regardless of other qualifications, not everyone can handle the social isolation of a virtual
team. Maintaining this challenging environment requires selection of team members with interper-
sonal skills, self-regulatory skills, a high level of knowledge, and comfort with technology. (Gibson
and Cohen, 2003) This critical balance between technical and interpersonal skills must include the
ability to work with others to identify, address, and resolve issues.

Managers should consider using behavioral interviewing techniques and simulations to select team
members with unique areas of competence that will contribute to a high-quality solution. Ideally
some members should have team process backgrounds. Managers should also provide potential team
members with a realistic assessment of virtual team challenges, and the choice to opt out.

20.5 Unified Commitment

Larson and LaFasto suggest that lack of unified commitment is often the most important feature of
ineffective teams. They identify two key elements: dedication to the endeavor (commitment) and
dedication to the team (unity).

High-performance teams are distinguished by passionate dedication to goals, identification and
emotional bonding among team members, and a balance between unity and respect for individual
differences. Virtual teams face the challenge of developing and sustaining unified commitment in
the absence of face-to-face contact. In particular, they must identify and deal with the most serious
threat, competition between individual and team goals.

Kerber and Buono recommend appointing a strong team leader, willing to maintain frequent contact
with team members, take full advantage of collaborative technologies, demonstrate a high level
of personal commitment, and deal quickly with self-serving and non-contributing team members.
Larson and LaFasto suggest that commitment can be enhanced by involving team members in project
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planning and in defining team identity, goals, and processes. Virtual team leaders should identify
commonalities among members early on, while focusing the team on achieving key performance
objectives and providing a clear context for recognizing team success.

Finally, interdependence of goals, tasks, and outcomes among members of virtual teams can overcome
motivational challenges, particularly early on. (Hertel, et al, 2004) Virtual team managers can create
the experience of connectedness by delegating goal setting, assigning interdependent tasks, and
rewarding both personal contributions and team performance.

20.6 Collaborative Climate

“Collaboration flourishes in a climate of trust.” (Larson and LaFasto, 1989, p. 87) Trust is based
on social characteristics (familiarity, competence), immediate outcomes of interaction processes
(reliability, integrity), and institutions (social norms, policies). Studies have shown that while trust
has little impact on task performance, it can significantly reduce process losses. (Jarvenpaa, Shaw,
Staples, 2004)

Trust affects how we interpret member behavior. “Trust is the lens through which these factors are
interpreted.” (Jarvenpaa, Shaw, and Staples, 2004, p253) Therefore trust plays an important role in
virtual teams where ambiguity is high. Unfortunately, building trust is an enormous challenge for
virtual teams. "In virtual organizations, trust requires constant face-to-face interaction—the very
activity the virtual form eliminates." (Kirkman et al, 2002) Structured opportunities for socialization
are less satisfying in virtual environments, and slow development of relational ties.

When a team is formed, expectations about workloads, processes, and contributions lead to “psy-
chological contracts” which can damage trust when broken. (Piccoli and Ives, 2003) Reneging and
incongruence are heightened for virtual teams due to the limited ability to communicate.

Studies show that in high-trust teams, structured behavior control mechanisms (rules, progress
reports, explicit assignments) intensify the negative effects of reneging and incongruence because
they increase salience of member behavior. (Piccoli and Ives, 2003) However, in low-trust teams
strong structures actually mitigate the negative effects of trust by minimizing the role trust plays in
interpreting member behavior.

Trust is not always dependent on social bonds. Instead, it can be founded on performance consistency.
Task-based trust (vs. interpersonal trust) may be more achievable for virtual teams, and can be built
by developing norms around communication patterns, ensuring reliable and rapid responses, and
making team interaction timely and consistent. (Kirkman et al, 2002)

20.7 Standards of Excellence and External Support

Virtual teams are held to the same standards of excellence as conventional teams, but there are subtle
differences. Virtual team members often function as the point of contact for their immediate physical
group. They often have more autonomy than conventional team members as their teams may meet
according to varying time zones which may not be understood by their local management. The
presence of a true “invisible team” (Larson and LaFasto, 1989, p109) is also a unique component of
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a virtual team. The “invisible team” is the management team to which each of the members report.
The invisible team sets the standards for each member.

Misunderstandings may arise if the “invisible team” does not align itself to the same set of expecta-
tions. A virtual team leader must understand the level and kind of support from each contributor.
Larson and LaFasto observe that “loss of morale. . . decreased belief and commitment to the team’s
goal” (p110) result when support is not visible to the team. The team leader should consider what
expectations are reasonable to ask of members. Virtual teams that span various companies must
create some form of “shared understanding” (Symons, 1997, p427) in order for members to develop a
set of expectations. Failure to establish understanding may result in standards that are not achievable
by all members.

External support frequently determines how resources, such as incentives and capital expenses, are
contributed by team members. During the Rocketdyne-Boeing Project, expectations of each member
were established at the outset of the project. (Malhotra, Majchzak, Carmen, Lott) Resolving how
each member would contribute time, resources, and expertise reduced misunderstandings as the
project progressed.

Standards of excellence and external support intersect on many levels. Time and energy is well
spent at the outset of a virtual team to evaluate the level of excellence the team will achieve. This is
especially true when financial contributions require resources outside of the control of the virtual
team. Managers of virtual teams need to understand the feasibility of their requests given the context
of their members’ management.

20.8 Leadership

Principled Leadership is the final ingredient identified by Larson and LaFasto (1989) for effective
team performance. Pauleen (2004) tells us “leadership challenges are magnified in a virtual environ-
ment” and stresses the necessity of face-to-face meetings, stating “it is essential for them (leaders) to
build personal relationships with team members before commencing a virtual working relationship.
Strong relational links are associated with trust, creativity, motivation, morale, good decisions, and
fewer process losses.

However, Majchrzak, et al. (2004) argues that you can lead high-performing virtual teams without
face-to-face meetings and provides several examples of successful teams whose members never met
in person. This requires intensive communications to build a coherent identity and hold the team
together, and their research found that the leaders of successful virtual teams “rarely let a day go by
when members did not communicate with one another” and “frequent phone conversations between
the team leader and individual members . . . were not unusual.” Research by Kirkman and Rosen, et
al (2004) on the performance of virtual teams may provide a clue for leaders attempting to resolve
this dilemma. They suggest that periodic face-to-face be held to focus on process improvement, but
if this is not feasible “managers need to make extra efforts to empower virtual teams to deal directly
and decisively with process improvement issues” (p. 188).

Gibson and Cohen (2003) suggest virtual team leaders need to engage the group in openly discussing
cultural differences and similarities to help develop communication norms. Thompson’s (2000)
work suggests the leader of a virtual team must also play a key role in assessing and balancing team
performance levels across the four dimensions: team productivity; team satisfaction; individual
growth; and organizational gains. Pauleen (2004) states that the leader of a virtual team must:
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assess team issues, boundaries, organizational policies, resources, and technology; target relationship
levels necessary for performance; and develop effective strategies and select and utilize appropriate
communication channels.

20.9 Conclusions

Virtual teams must deal with problems that befall face-to-face teams, along with some unique
challenges. At the same time, they have the potential to realize additional process gains and deliver
high-quality solutions by bringing together diverse individuals with complementary knowledge
without the limitations of physical, organizational or cultural boundaries.

Our competitive environment places a premium on the quality and speed of solutions, and technology
is providing increasingly richer collaboration tools – advancing from the telephone and the fax
machine to video conferencing and virtual workspaces in a little over a decade. Organizations that
learn to harness the power of virtual teams with these collaborative technologies will gain significant
competitive advantage.
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21 Glossary

1. Action oriented. This is the tendency to act and encourage others to perform. It is a intended
effort to make something happen.

2. Accountability. Accountability is entailed by responsibility. Anyone who is responsible is
thereby accountable. To be responsible is to accept judgments, acts and omissions (refusals or
failures to act) as one's own burden where appropriate, and in whole or in part. Accountability
is a state of responsiveness. The readiness or preparedness to give an explanation or justification
to relevant others (stakeholders) for one's judgments, intentions, acts and omissions when
appropriately called upon to do so.

3. Altruism. The satisfaction that comes from knowing that your responsibilities and work have
a beneficial affect on others.

4. Ambivert. One who is not strongly inclined towards the characteristics of an extrovert or
introvert. Rather, an ambivert tends to transition between the two personality types depending
on the setting at hand. In groups and teams an ambivert may assert himself as a leader or vocal
group participant or simply take a more quiet or reserved role.

5. Autonomy. One who values freedom in the work place and dislikes "micromanagment".
6. Belligerent. When a person is constantly involved in conflict which they have provoked or

voluntarily entered.
7. Belittle. Use to make someone or something less important.
8. Collaboration. The willing exchange of diverse and varying ideas, visions, and perspectives

with the objective of creating a unique and dynamic idea to better the organization while
working together.

9. Competency Trap. Doing the thing we knew worked once, even though it isn't working now.
10. Confirmation Trap. A confirmation trap is the tendency to look for additional information

that conforms to our understanding of a situation rather than seeking balanced and unbiased
evidence that may be disconfirming.

11. Conformity. is the degree to which members of a group will change their behavior, views
and attitudes to fit the views of the group. Sometimes conformity is distinguished by type:
compliance, conforming only publicly, but keeping one's own views in private; identification,
conforming while a group member, publicly and privately, but not after leaving the group;
and internalization, conforming publicly and privately, during and after group membership.
Sociologists believe that compliance is conformity that is usually a result of a direct order
while internalization is conformity that comes from one's total and utter belief in one's act.

12. Consensus with qualification. When every member of a team discuss a problem or idea and
after certain time can't have an agreedment and the final decision is make by a CEO involved.

13. Constructive Feedback. Communication which alerts an individual to an area in which
his/her performance could improve. Constructive feedback is not criticism; it is descriptive
and should always be directed to the action, not the person.

14. Core Competency. This is working knowledge. It is comprised of our experience to do the
job and having the essential problem-solving skills needed to overcome obstacles.
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15. Counterattack. When we feel that we need to be defensive and fight about something that we
believe is important to us.

16. Convergent thinking. Thought process often adopted by groups in which the group brings
together similar information focused on finding a single best answer to bring closure to and
resulting in feelings of security about a question, discussion or project. Convergent thinking is
characterized by the need or intent to find one solution or answer to a problem. In other words,
the group "converges" on an answer.

17. Cross Functional Team. A cross-functional team consists of a group of people working
toward a common goal and made of people with different functional expertise. It could include
people from finance, marketing, operations, and human resources departments. Typically it
also includes employees from all levels of an organization. Members may also come from
outside an organization (in particular, from suppliers, key customers, or consultants).

18. Cross-functional teams. It is the team that has the mission to work on specific problem, issue
or task with the goal of improve production.

19. Culture. Culture refers to the standards of social interaction, values, and beliefs from a given
group of people. Cultural issues can affect team interactions through different understandings
of communication, family, and can appear to be an excuse for preferential treatment.

20. Divergent thinking. Divergent thinking is characterized by the production of as many ideas
as possible, avoiding repetition or convergence.

21. Diversity. Team Diversity is the uniqueness of each individual on a team. This should not only
include the usual diverse selections such as religion, sex, age, and race, but also additional
unique personality characteristics such as introverts and extroverts, liberals and conservatives,
etc.

22. Dud-Person[any_name02]: A person on the team who does not have the skills they claimed
to have to get on the team, or that their manager thought they had when they were assigned to
the team.

23. Emotionally Tone-Deaf. Inability to ‘read’ body language signals in others. Inability to
understand how other’s emotions affect their actions/behaviors.

24. Empire Builders. Those to believe that the team that has more members is the one that will
win.

25. Empowered Team It is the team that has the rights to plan and put in place any improvements
to their process.

26. Entrenched. Something well establish. Not for changes.
27. Extrovert.1 Extroverts tend to be energetic, enthusiastic, action-oriented, talkative, assertive,

gregarious and unreserved. Therefore, an extroverted person is likely to enjoy time spent with
people and find less reward in time spent alone. While extraversion is associated with high
levels of warmth, and also with enjoyment of thrills and strong sensations, it is common also
for people to have divergent levels of extraversion at this micro or "facet" level of the trait - for
instance, preferring moderate group-sizes, but relishing excitement. They view team meetings
as productive and energizing. A venue for essential thought provoking discussions and a place
to surcease any problems that may arise.

28. Facilitator. A person whose job it is to make sure that meetings run well and achieve the goal
they are seeking.

29. Feedback. Communication to a person or a team of people regarding the effect their behavior
is having on another person, the organization, the customer, or the team.

1 http://en.wikipedia.org/wiki/Extrovert
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30. Group. A group is a collection of individuals that are linked by some associational character-
istic(s). In organizations, groups can include departments (Accounting, Marketing, etc.) as
well as temporary sets of individuals (task forces, cross-department groups, etc.)

31. Group Contract. A formal written contract established by a group to eliminate confusion and
set a standard for the group's expectations, individual responsibilities, forms of communication,
and methods of discipline

32. Group Polarization2. A group taking on the ideas of a single group member, i.e., one liberal
talking, soon the whole group is liberal.

33. Group Potency. The spiritual energy of a team. Often referred to the team’s ability to believe
in themselves.

34. Group success. Success in groups is hard to define. The most obvious and commonly used
measure of success is performance in the task (e.g., productivity). In addition, however,
others (notably Hackman, 1986) have suggested the need to incorporate additional dimensions.
Hackman suggests two dimensions that must be accounted for, the ability of group members
to work together again (viability) and the growth of individuals participating in the team
(learning). The ability of group members to work together again attempts to show that, even
if a group performs its task well, it is not successful if the relationships between members
are destroyed. Similarly, unless the individual growth objectives of group members are met
through their participation in a group, the group cannot be considered a complete success.
Although this expansion of notions of group success is valuable, the research literature on
groups does not have a uniform or universal understanding of what constitutes group success.

35. Groupthink. Process where members of a group start thinking alike and there are less
individual ideas and creativity.

36. Guided Experience. Process by which agencies can tap into the knowledge of their employees
by using a coach to expedite the process and create a database of shared insights and knowledge.

37. Halo Effect. The halo effect is our tendency to assume that if one is excellent in some
dimensions that will be excel in others even though they are not related in nature.

38. Heterogeneous Group. The people who join this kind of group usually have differente
knowdlege, education, values, etc. This group usually are very competitive.

39. Homogeneous Group. The people who join this group have similar experience, feelings,
values, etc. This group usually are very supportive.

40. Homosocial reproduction. The tendency of workplaces to promote according to social
identification and individuals moving in the "right" social circles. For example, in a male-
oriented workplace, corporate executives and managers may provide greater weight to the
activities and interests of other men, thereby favoring them (sometimes unconsciously), giving
them greater opportunity and greater access to promotions.

41. Infrastructure. The underlying base or foundation for the group or team. This could take the
form of the various roles within the team/group or the policies and procedures that exist for
the team.

42. Integration. The combining efforts of various departments, personnel, and social classes to
promote diversity, collaboration and education in a safe and productive environment with the
purpose of achieving a higher understanding and knowledge of any particular problem or
solution.

2 http://en.wikipedia.org/wiki/Group%20polarization
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43. Introvert. One who's thoughts and interests are directed inwardly rather than outwardly
toward others. In groups and teams introverts may be inclined to take a back seat role rather
than assert their opinions or views to the other group members.

44. Interface. A point where certain groups or teams can interact. This could be in the form of
a certain person that acts as a liaison for multiple groups, or it could be a medium, such as
teleconference or some other technology.

45. In-group.3 (from Wikipedia) In sociology, an ingroup is a social group towards which an
individual feels loyalty and respect, usually due to membership in the group. This loyalty
often manifests itself as an ingroup bias. Commonly encountered ingroups include family
members, people of the same race or religion, and so on. Research demonstrates that people
often privilege ingroup members over outgroup members even when the ingroup has no actual
social standing; for instance, a group of people with the same last digit in their social security
number.

46. Interdependence. A dynamic of being mutually responsible to and dependent on others. Each
unique action is key to overall system success.

47. Interpersonal Reflex. The social phenomenon in which one person's behavior (smiling,
complaining, goofing off) can cause others to unconsciously behave similarly. Also called the
"Dyadic Effect," the "Norm of Reciprocity," and the "Lock-in Effect." (Team 8)

48. Leadership.4 Skill that somebody has to drive a group or a team. Be the leader mean that other
members of the team come to you with questions or because they need somebody to help them
when they have a task assigned. Usually is the person with knowdlege and experience, but
some people has a innate leadership.

49. Management. The close and steering direction of a group, often has a more negative connota-
tion than leadership.

50. Marginalize. to place in a position of marginal importance, influence, or power
51. Mentoring. Mentoring is a supportive learning relationship between a caring individual who

shares his/her knowledge, experience and wisdom with another individual who his willing and
ready to benefit from this exchange to enrich his/her professional journey.

52. Meritocrats. Individuals that feel emotion, but do not believe that emotion should play a part
in making decisions. These people have problems functioning because they do not understand
the motivations that drive other’s decision making processes.

53. Mindguarding. Symptom of groupthink in which an individual or individuals in a group
appoint themselves to the role of protecting the group from adverse information or disturbing
ideas that might threaten group complacency.

54. Motivate. To provide someone with an incentive to do something; proper incentives should
outweigh actions required to achieve incentives, although it is not required.

55. Newcomer. A newcomer is an individual who has recently joined the group, a newby. A
newcomer joins the group for a variety of reasons, including the need of the group for greater
work capacity (in volume, skill, or knowledge) and the need of the individual to accomplish
his or her own goals.

56. Openness. Be able to discuss an issue, a problem or situation with a peer, relative or superior
and be honest and open about what we think and our feelings.

57. Organizational design. It is the way a office, group or company is structured and presented
to all the employees and public in general. Employees will know to what area they belong and
to who they have to report.

3 http://en.wikipedia.org/wiki/Ingroup
4 http://en.wikipedia.org/wiki/Leadership
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58. Organizational politics. The desire of those within an organization to further their own
interests rather than achieving a collective goal.

59. Out-group5 (from Wikipedia) In sociology, an outgroup is a social group towards which an
individual feels contempt, opposition, or a desire to compete. Members of outgroups may
be subject to outgroup homogeneity biases, and generally people tend to privilege ingroup
members over outgroup members in many situations.

60. Passive Conspiracy.A way of avoiding confrontation by dysfunction. It is an evolved group
norm and results in an agreement to accept the condition rather than deal with it openly.

61. Peacekeeper. Person who avoids conflict at all cost, to the point of detrimental behavior.
62. Peacemaker. Recognize conflict; attempt to resolve rather than avoid.
63. Personal agendas. A dysfunctional group dynamic that undermines the group objectives.

Occur when the natural process of jockeying for a position of status within the group progresses
into individual members of the group becoming overly preoccupied with personal concerns
and position within the group.

64. Positive Feedback. Communication which involves telling someone about their good perfor-
mance. Make this feedback timely, specific, and frequent.

65. Primacy. Primacy is the tendency to form judgements and images of people based solely on
the first impression and interaction.

66. Process Loss.
67. Projection. Process where we see our own psychology reflected in others. You assume that

others have the same motivations and responses as you do.
68. Project Team. Are individuals working together who share a common goal that is achieved

through the application of various combined skills. Common goals are essential to success,
but the team unity should not be taken for granted.

69. Race.Race is defined as a group of people, often of a common geographic origin, that share
genetically transmitted physical characteristics. Racism is the belief that these inherited
characteristics affect an individual’s behavior or abilities.

70. Risky Shift6 A special case of group polarization, also rooted in groupthink, in which group
discussions lead members to adjust their positions to a more cautious or more risky position
from the one they held in advance of the discussion. For instance, in a group of individuals that
are cautious, a group decision is likely to be even more cautious than the individual positions
would suggest once risky shift takes place.

71. Self-corrective. This is a term used in relationships in which all parties involved commit to
making changes that will improve the relationship.

72. Self-directed teams It is the team that is responsible for supervisory responsibilities.
73. Self-motivated individual. An person who requires little external motivation from the team

leader.
74. Self-Serving Bias. When people are more likely to claim responsibility for successes than

failures. Manifests itself as a tendency for people to evaluate ambiguous information in a way
beneficial to their interests. Self-serving bias also results in a statistical bias resulting from
people thinking that they perform better than average in areas important to their self esteem.3

75. Social biases. Social biases are “shortcuts” that we, as individuals, use to make sense of
the world. As people, we make systematic mistakes in the way we see the world. Social
Psychology and other disciplines have worked to identify those biases and to understand how
they can affect our behavior in social situations. Social biases are always related to the way

5 http://en.wikipedia.org/wiki/Outgroup%20%28sociology%29
6 http://en.wikipedia.org/wiki/Risky%20shift
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in which we see and/or understand other people and their actions. They are broad, involving
everything from how we form and use first impressions of others, to how we construct histories
and motivations for the actions of others.

76. Social Loafing.The tendency of individual group members to reduce their work effort as
groups increase in size as displayed by the inclination to "goof off" when performance is
needed in a group, miss meetings, show up late, or fail to start or complete individual tasks.

77. Social processes. A social process is present in any situation where an individual is relating
him- or herself to others. Social cognition, for instance, is present when an individual makes
decisions on the basis of thinking of social categories or social interactions. Another type of
social process is social interaction, where an individual actively interacts with one or more
other individuals. Conversations and meetings are both examples of social interactions.

78. Soft Skills. A set of skills that influence how we interact with each other. It includes such
abilities as effective communication, creativity, analytical thinking, diplomacy, flexibility,
change-readiness, and problem solving, leadership, team building, and listening skills.

79. Stagnate. When something stops improving. Also used when a plan is not developing
anymore.

80. Stereotype7 (from Wikipedia). We build stereotypes to simplify the world by putting people
into categories, and then fitting individuals into the stereotype of that category. For example, if
doctors are all X, and you are a doctor, then you must also be X. Stereotypes are beliefs that
all members of specific groups share similar traits and are likely to behave in the same way. In
most cases, the characteristics described by a stereotype tend to be negative (e.g., all engineers
are eggheads who can’t relate to people), although occasionally stereotypes involve positive
attributes (e.g., accountants are very careful and precise). The problem is that individuals never
conform to an exact stereotype, given that individual differences outweigh similarities with
others in a group.

81. Strategy. A plan of action resulting from strategy or intended to accomplish a specific goal.
The art or skill of using stratagems in endeavors such as politics and business.

82. Superordinate Goal. Goal for the team, that takes precedence over each team member’s
individual goal.

83. Supportive. Used specially in teams. Be a good member of the team, help each other and
always looking for ways to help other members of the team to succeed.

84. Synergy.
85. Tangled. When a situation, problem or issue is confusing or complicated.
86. Team Contract. A team document that clearly and specifically outlines the expectations for

performance, productivity, quality and quantity of work, and efficiency for each team member.
87. Team8 (from Wikipedia)
88. teamwork When two or more people get together to achieve a specific goal. The succeed of

the team is responsibility of all members.
89. Veteran. A veteran in a group is an individual who has longer tenure within the group, who

has a history with other members in the group context.
90. Virtual Team9 (from Wikipedia). A Virtual Team is a group of individuals who work across

time, space, and organizational boundaries with links strengthened by webs of communication
technology. Like other teams, they have complementary skills and are committed to a common
purpose, have interdependent performance goals, and share an approach to work for which they

7 http://en.wikipedia.org/wiki/Stereotype
8 http://en.wikipedia.org/wiki/Team
9 http://en.wikipedia.org/wiki/Virtual%20team
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hold themselves mutually accountable. Geographically dispersed teams allow organizations to
hire and retain the best people regardless of location.
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24 Question Page

This book is organized around questions related to topics on the management of groups and teams.
In this page, we want to list questions that would be relevant to the topic, to eventually formulate
answers for them and incorporate them into the main body of the book.

Feel free to add questions to this list, and to reorganize them or group them together if you see
common threads. As the questions are refined, they will be easier to answer.

24.1 For Future Study

24.1.1 Committment

• How can different levels of commitment be avoided during the selection process?
• Is it necessary for all team members to be equally committed to a project?
• If large disparities exist, how can these be addressed?
• How should the team deal with members who are not committed?
• How should the team deal with members who have taken on more than their share?

24.1.2 Selection

• How can teams change membership composition without disrupting the remaining members?
• Are some personalities simply unsuited for teamwork?

24.1.3 Effective Use of Time and Resources

• What should the team and its members do when the tasks seem to be a waste of time?
• What should the team do when its mission and goals are ambigous?
• How can the team choose an effective course of action when there are varying opinions on what to

do?
• What can team members do when meetings are ineffective or confrontational?
• When should team members be flexible and when should they stick to their guns?
• How can team members choose effective task orders, assignments, etc.?
• What are some hallmarks of ineffective plans and how can these be avoided?
• What makes for effective time management?
• How can delegation be used effectively?
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24.1.4 Team Culture

• How is team culture established?
• How can remote and isolated team members become acculturated?
• Is/should culture be established at the outset? Can culture be changed later on?

24.1.5 Social Graces

• What are the key social graces all team members should have?
• What social criteria are important when selecting members?
• What can teams do when members lack proper social graces?

24.1.6 Knowledge Differences Among Team Members

• How can teams deal with members who have different technical aptitudes?
• What are the conflicting dynamics between older members who have experience, but may lack the

technical knowledge of younger members?
• Do varying levels of technical knowlege result in power inequalities?
• How can members communicate effectively in light of knowledge asymmetries?
• What can be done to avoid communication breakdowns?

24.1.7 Leadership

• What should team members do if the leaders motivations are political and do not have the teams
best interest at heart?

• Should team members ask a leader to step down if they have lost confidence in him or her?
• What should a leader do if team members are losing confidence in him or her?
• How can leaders encourage healthy communication?
• What should people do when their role changes from team member to team leader?
• How can leaders remain objective? Should leaders always be objective?
• Do different organizations require different leadership styles -- eg. government, military, academia

etc.?
• In a leaderless team, how can one effectively assume the role of the leader?

24.1.8 Diversity in Teams

• What cultural differences should team members be aware of?
• How can team members ensure that cultural or political differences to not inhibit performance?
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• CFR: Copyright free use.
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Copies of the GPL, the LGPL as well as a GFDL are included in chapter Licenses72. Please note that
images in the public domain do not require attribution. You may click on the image numbers in the
following table to open the webpage of the images in your webbrower.

72 Chapter 26 on page 185
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26 Licenses

26.1 GNU GENERAL PUBLIC LICENSE
Version 3, 29 June 2007

Copyright © 2007 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license
document, but changing it is not allowed. Preamble

The GNU General Public License is a free, copyleft license for software and
other kinds of works.

The licenses for most software and other practical works are designed to take
away your freedom to share and change the works. By contrast, the GNU
General Public License is intended to guarantee your freedom to share and
change all versions of a program–to make sure it remains free software for
all its users. We, the Free Software Foundation, use the GNU General Public
License for most of our software; it applies also to any other work released
this way by its authors. You can apply it to your programs, too.

When we speak of free software, we are referring to freedom, not price. Our
General Public Licenses are designed to make sure that you have the free-
dom to distribute copies of free software (and charge for them if you wish),
that you receive source code or can get it if you want it, that you can change
the software or use pieces of it in new free programs, and that you know you
can do these things.

To protect your rights, we need to prevent others from denying you these
rights or asking you to surrender the rights. Therefore, you have certain re-
sponsibilities if you distribute copies of the software, or if you modify it:
responsibilities to respect the freedom of others.

For example, if you distribute copies of such a program, whether gratis or for
a fee, you must pass on to the recipients the same freedoms that you received.
You must make sure that they, too, receive or can get the source code. And
you must show them these terms so they know their rights.

Developers that use the GNU GPL protect your rights with two steps: (1)
assert copyright on the software, and (2) offer you this License giving you
legal permission to copy, distribute and/or modify it.

For the developers’ and authors’ protection, the GPL clearly explains that
there is no warranty for this free software. For both users’ and authors’ sake,
the GPL requires that modified versions be marked as changed, so that their
problems will not be attributed erroneously to authors of previous versions.

Some devices are designed to deny users access to install or run modified
versions of the software inside them, although the manufacturer can do so.
This is fundamentally incompatible with the aim of protecting users’ free-
dom to change the software. The systematic pattern of such abuse occurs
in the area of products for individuals to use, which is precisely where it is
most unacceptable. Therefore, we have designed this version of the GPL to
prohibit the practice for those products. If such problems arise substantially
in other domains, we stand ready to extend this provision to those domains
in future versions of the GPL, as needed to protect the freedom of users.

Finally, every program is threatened constantly by software patents. States
should not allow patents to restrict development and use of software on
general-purpose computers, but in those that do, we wish to avoid the spe-
cial danger that patents applied to a free program could make it effectively
proprietary. To prevent this, the GPL assures that patents cannot be used to
render the program non-free.

The precise terms and conditions for copying, distribution and modification
follow. TERMS AND CONDITIONS 0. Definitions.

“This License” refers to version 3 of the GNU General Public License.

“Copyright” also means copyright-like laws that apply to other kinds of
works, such as semiconductor masks.

“The Program” refers to any copyrightable work licensed under this License.
Each licensee is addressed as “you”. “Licensees” and “recipients” may be
individuals or organizations.

To “modify” a work means to copy from or adapt all or part of the work in
a fashion requiring copyright permission, other than the making of an exact
copy. The resulting work is called a “modified version” of the earlier work
or a work “based on” the earlier work.

A “covered work” means either the unmodified Program or a work based on
the Program.

To “propagate” a work means to do anything with it that, without permis-
sion, would make you directly or secondarily liable for infringement under
applicable copyright law, except executing it on a computer or modifying
a private copy. Propagation includes copying, distribution (with or without
modification), making available to the public, and in some countries other
activities as well.

To “convey” a work means any kind of propagation that enables other parties
to make or receive copies. Mere interaction with a user through a computer
network, with no transfer of a copy, is not conveying.

An interactive user interface displays “Appropriate Legal Notices” to the ex-
tent that it includes a convenient and prominently visible feature that (1) dis-
plays an appropriate copyright notice, and (2) tells the user that there is no
warranty for the work (except to the extent that warranties are provided), that
licensees may convey the work under this License, and how to view a copy
of this License. If the interface presents a list of user commands or options,
such as a menu, a prominent item in the list meets this criterion. 1. Source
Code.

The “source code” for a work means the preferred form of the work for mak-
ing modifications to it. “Object code” means any non-source form of a work.

A “Standard Interface” means an interface that either is an official standard
defined by a recognized standards body, or, in the case of interfaces speci-
fied for a particular programming language, one that is widely used among
developers working in that language.

The “System Libraries” of an executable work include anything, other than
the work as a whole, that (a) is included in the normal form of packaging
a Major Component, but which is not part of that Major Component, and
(b) serves only to enable use of the work with that Major Component, or
to implement a Standard Interface for which an implementation is available
to the public in source code form. A “Major Component”, in this context,
means a major essential component (kernel, window system, and so on) of
the specific operating system (if any) on which the executable work runs, or
a compiler used to produce the work, or an object code interpreter used to
run it.

The “Corresponding Source” for a work in object code form means all the
source code needed to generate, install, and (for an executable work) run
the object code and to modify the work, including scripts to control those

activities. However, it does not include the work’s System Libraries, or
general-purpose tools or generally available free programs which are used
unmodified in performing those activities but which are not part of the work.
For example, Corresponding Source includes interface definition files asso-
ciated with source files for the work, and the source code for shared libraries
and dynamically linked subprograms that the work is specifically designed
to require, such as by intimate data communication or control flow between
those subprograms and other parts of the work.

The Corresponding Source need not include anything that users can regener-
ate automatically from other parts of the Corresponding Source.

The Corresponding Source for a work in source code form is that same work.
2. Basic Permissions.

All rights granted under this License are granted for the term of copyright
on the Program, and are irrevocable provided the stated conditions are met.
This License explicitly affirms your unlimited permission to run the unmod-
ified Program. The output from running a covered work is covered by this
License only if the output, given its content, constitutes a covered work. This
License acknowledges your rights of fair use or other equivalent, as provided
by copyright law.

You may make, run and propagate covered works that you do not convey,
without conditions so long as your license otherwise remains in force. You
may convey covered works to others for the sole purpose of having them
make modifications exclusively for you, or provide you with facilities for
running those works, provided that you comply with the terms of this License
in conveying all material for which you do not control copyright. Those thus
making or running the covered works for you must do so exclusively on your
behalf, under your direction and control, on terms that prohibit them from
making any copies of your copyrighted material outside their relationship
with you.

Conveying under any other circumstances is permitted solely under the con-
ditions stated below. Sublicensing is not allowed; section 10 makes it unnec-
essary. 3. Protecting Users’ Legal Rights From Anti-Circumvention Law.

No covered work shall be deemed part of an effective technological measure
under any applicable law fulfilling obligations under article 11 of the WIPO
copyright treaty adopted on 20 December 1996, or similar laws prohibiting
or restricting circumvention of such measures.

When you convey a covered work, you waive any legal power to forbid cir-
cumvention of technological measures to the extent such circumvention is
effected by exercising rights under this License with respect to the covered
work, and you disclaim any intention to limit operation or modification of
the work as a means of enforcing, against the work’s users, your or third
parties’ legal rights to forbid circumvention of technological measures. 4.
Conveying Verbatim Copies.

You may convey verbatim copies of the Program’s source code as you re-
ceive it, in any medium, provided that you conspicuously and appropriately
publish on each copy an appropriate copyright notice; keep intact all notices
stating that this License and any non-permissive terms added in accord with
section 7 apply to the code; keep intact all notices of the absence of any war-
ranty; and give all recipients a copy of this License along with the Program.

You may charge any price or no price for each copy that you convey, and you
may offer support or warranty protection for a fee. 5. Conveying Modified
Source Versions.

You may convey a work based on the Program, or the modifications to pro-
duce it from the Program, in the form of source code under the terms of
section 4, provided that you also meet all of these conditions:

* a) The work must carry prominent notices stating that you modified it, and
giving a relevant date. * b) The work must carry prominent notices stating
that it is released under this License and any conditions added under section
7. This requirement modifies the requirement in section 4 to “keep intact
all notices”. * c) You must license the entire work, as a whole, under this
License to anyone who comes into possession of a copy. This License will
therefore apply, along with any applicable section 7 additional terms, to the
whole of the work, and all its parts, regardless of how they are packaged.
This License gives no permission to license the work in any other way, but
it does not invalidate such permission if you have separately received it. *
d) If the work has interactive user interfaces, each must display Appropriate
Legal Notices; however, if the Program has interactive interfaces that do not
display Appropriate Legal Notices, your work need not make them do so.

A compilation of a covered work with other separate and independent works,
which are not by their nature extensions of the covered work, and which are
not combined with it such as to form a larger program, in or on a volume of
a storage or distribution medium, is called an “aggregate” if the compilation
and its resulting copyright are not used to limit the access or legal rights of
the compilation’s users beyond what the individual works permit. Inclusion
of a covered work in an aggregate does not cause this License to apply to the
other parts of the aggregate. 6. Conveying Non-Source Forms.

You may convey a covered work in object code form under the terms of
sections 4 and 5, provided that you also convey the machine-readable Corre-
sponding Source under the terms of this License, in one of these ways:

* a) Convey the object code in, or embodied in, a physical product (including
a physical distribution medium), accompanied by the Corresponding Source
fixed on a durable physical medium customarily used for software inter-
change. * b) Convey the object code in, or embodied in, a physical product
(including a physical distribution medium), accompanied by a written offer,
valid for at least three years and valid for as long as you offer spare parts or
customer support for that product model, to give anyone who possesses the
object code either (1) a copy of the Corresponding Source for all the software
in the product that is covered by this License, on a durable physical medium
customarily used for software interchange, for a price no more than your rea-
sonable cost of physically performing this conveying of source, or (2) access
to copy the Corresponding Source from a network server at no charge. * c)
Convey individual copies of the object code with a copy of the written offer
to provide the Corresponding Source. This alternative is allowed only occa-
sionally and noncommercially, and only if you received the object code with
such an offer, in accord with subsection 6b. * d) Convey the object code
by offering access from a designated place (gratis or for a charge), and of-
fer equivalent access to the Corresponding Source in the same way through
the same place at no further charge. You need not require recipients to copy
the Corresponding Source along with the object code. If the place to copy
the object code is a network server, the Corresponding Source may be on a
different server (operated by you or a third party) that supports equivalent
copying facilities, provided you maintain clear directions next to the object
code saying where to find the Corresponding Source. Regardless of what
server hosts the Corresponding Source, you remain obligated to ensure that
it is available for as long as needed to satisfy these requirements. * e) Convey
the object code using peer-to-peer transmission, provided you inform other
peers where the object code and Corresponding Source of the work are being
offered to the general public at no charge under subsection 6d.

A separable portion of the object code, whose source code is excluded from
the Corresponding Source as a System Library, need not be included in con-
veying the object code work.

A “User Product” is either (1) a “consumer product”, which means any
tangible personal property which is normally used for personal, family, or
household purposes, or (2) anything designed or sold for incorporation into
a dwelling. In determining whether a product is a consumer product, doubt-
ful cases shall be resolved in favor of coverage. For a particular product
received by a particular user, “normally used” refers to a typical or common
use of that class of product, regardless of the status of the particular user or of
the way in which the particular user actually uses, or expects or is expected to
use, the product. A product is a consumer product regardless of whether the
product has substantial commercial, industrial or non-consumer uses, unless
such uses represent the only significant mode of use of the product.

“Installation Information” for a User Product means any methods, proce-
dures, authorization keys, or other information required to install and execute
modified versions of a covered work in that User Product from a modified
version of its Corresponding Source. The information must suffice to en-
sure that the continued functioning of the modified object code is in no case
prevented or interfered with solely because modification has been made.

If you convey an object code work under this section in, or with, or specifi-
cally for use in, a User Product, and the conveying occurs as part of a trans-
action in which the right of possession and use of the User Product is trans-
ferred to the recipient in perpetuity or for a fixed term (regardless of how the
transaction is characterized), the Corresponding Source conveyed under this
section must be accompanied by the Installation Information. But this re-
quirement does not apply if neither you nor any third party retains the ability
to install modified object code on the User Product (for example, the work
has been installed in ROM).

The requirement to provide Installation Information does not include a re-
quirement to continue to provide support service, warranty, or updates for
a work that has been modified or installed by the recipient, or for the User
Product in which it has been modified or installed. Access to a network may
be denied when the modification itself materially and adversely affects the
operation of the network or violates the rules and protocols for communica-
tion across the network.

Corresponding Source conveyed, and Installation Information provided, in
accord with this section must be in a format that is publicly documented
(and with an implementation available to the public in source code form),
and must require no special password or key for unpacking, reading or copy-
ing. 7. Additional Terms.

“Additional permissions” are terms that supplement the terms of this License
by making exceptions from one or more of its conditions. Additional permis-
sions that are applicable to the entire Program shall be treated as though they
were included in this License, to the extent that they are valid under applica-
ble law. If additional permissions apply only to part of the Program, that part
may be used separately under those permissions, but the entire Program re-
mains governed by this License without regard to the additional permissions.

When you convey a copy of a covered work, you may at your option remove
any additional permissions from that copy, or from any part of it. (Addi-
tional permissions may be written to require their own removal in certain
cases when you modify the work.) You may place additional permissions on
material, added by you to a covered work, for which you have or can give
appropriate copyright permission.

Notwithstanding any other provision of this License, for material you add
to a covered work, you may (if authorized by the copyright holders of that
material) supplement the terms of this License with terms:

* a) Disclaiming warranty or limiting liability differently from the terms of
sections 15 and 16 of this License; or * b) Requiring preservation of specified
reasonable legal notices or author attributions in that material or in the Ap-
propriate Legal Notices displayed by works containing it; or * c) Prohibiting
misrepresentation of the origin of that material, or requiring that modified
versions of such material be marked in reasonable ways as different from the
original version; or * d) Limiting the use for publicity purposes of names of
licensors or authors of the material; or * e) Declining to grant rights under
trademark law for use of some trade names, trademarks, or service marks;
or * f) Requiring indemnification of licensors and authors of that material
by anyone who conveys the material (or modified versions of it) with con-
tractual assumptions of liability to the recipient, for any liability that these
contractual assumptions directly impose on those licensors and authors.

All other non-permissive additional terms are considered “further restric-
tions” within the meaning of section 10. If the Program as you received
it, or any part of it, contains a notice stating that it is governed by this Li-
cense along with a term that is a further restriction, you may remove that
term. If a license document contains a further restriction but permits reli-
censing or conveying under this License, you may add to a covered work
material governed by the terms of that license document, provided that the
further restriction does not survive such relicensing or conveying.

If you add terms to a covered work in accord with this section, you must
place, in the relevant source files, a statement of the additional terms that
apply to those files, or a notice indicating where to find the applicable terms.

Additional terms, permissive or non-permissive, may be stated in the form of
a separately written license, or stated as exceptions; the above requirements
apply either way. 8. Termination.

You may not propagate or modify a covered work except as expressly pro-
vided under this License. Any attempt otherwise to propagate or modify it is
void, and will automatically terminate your rights under this License (includ-
ing any patent licenses granted under the third paragraph of section 11).

However, if you cease all violation of this License, then your license from
a particular copyright holder is reinstated (a) provisionally, unless and until
the copyright holder explicitly and finally terminates your license, and (b)
permanently, if the copyright holder fails to notify you of the violation by
some reasonable means prior to 60 days after the cessation.

Moreover, your license from a particular copyright holder is reinstated per-
manently if the copyright holder notifies you of the violation by some reason-
able means, this is the first time you have received notice of violation of this
License (for any work) from that copyright holder, and you cure the violation
prior to 30 days after your receipt of the notice.

Termination of your rights under this section does not terminate the licenses
of parties who have received copies or rights from you under this License.
If your rights have been terminated and not permanently reinstated, you do
not qualify to receive new licenses for the same material under section 10. 9.
Acceptance Not Required for Having Copies.

You are not required to accept this License in order to receive or run a copy
of the Program. Ancillary propagation of a covered work occurring solely as
a consequence of using peer-to-peer transmission to receive a copy likewise
does not require acceptance. However, nothing other than this License grants
you permission to propagate or modify any covered work. These actions in-
fringe copyright if you do not accept this License. Therefore, by modifying
or propagating a covered work, you indicate your acceptance of this License
to do so. 10. Automatic Licensing of Downstream Recipients.

Each time you convey a covered work, the recipient automatically receives a
license from the original licensors, to run, modify and propagate that work,
subject to this License. You are not responsible for enforcing compliance by
third parties with this License.

An “entity transaction” is a transaction transferring control of an organiza-
tion, or substantially all assets of one, or subdividing an organization, or
merging organizations. If propagation of a covered work results from an
entity transaction, each party to that transaction who receives a copy of the
work also receives whatever licenses to the work the party’s predecessor in
interest had or could give under the previous paragraph, plus a right to pos-
session of the Corresponding Source of the work from the predecessor in
interest, if the predecessor has it or can get it with reasonable efforts.

You may not impose any further restrictions on the exercise of the rights
granted or affirmed under this License. For example, you may not impose a
license fee, royalty, or other charge for exercise of rights granted under this
License, and you may not initiate litigation (including a cross-claim or coun-
terclaim in a lawsuit) alleging that any patent claim is infringed by making,
using, selling, offering for sale, or importing the Program or any portion of
it. 11. Patents.

A “contributor” is a copyright holder who authorizes use under this License
of the Program or a work on which the Program is based. The work thus
licensed is called the contributor’s “contributor version”.

A contributor’s “essential patent claims” are all patent claims owned or con-
trolled by the contributor, whether already acquired or hereafter acquired,
that would be infringed by some manner, permitted by this License, of mak-
ing, using, or selling its contributor version, but do not include claims that
would be infringed only as a consequence of further modification of the con-
tributor version. For purposes of this definition, “control” includes the right
to grant patent sublicenses in a manner consistent with the requirements of
this License.

Each contributor grants you a non-exclusive, worldwide, royalty-free patent
license under the contributor’s essential patent claims, to make, use, sell, of-
fer for sale, import and otherwise run, modify and propagate the contents of
its contributor version.

In the following three paragraphs, a “patent license” is any express agree-
ment or commitment, however denominated, not to enforce a patent (such as
an express permission to practice a patent or covenant not to sue for patent
infringement). To “grant” such a patent license to a party means to make
such an agreement or commitment not to enforce a patent against the party.

If you convey a covered work, knowingly relying on a patent license, and the
Corresponding Source of the work is not available for anyone to copy, free of
charge and under the terms of this License, through a publicly available net-
work server or other readily accessible means, then you must either (1) cause
the Corresponding Source to be so available, or (2) arrange to deprive your-
self of the benefit of the patent license for this particular work, or (3) arrange,
in a manner consistent with the requirements of this License, to extend the
patent license to downstream recipients. “Knowingly relying” means you
have actual knowledge that, but for the patent license, your conveying the
covered work in a country, or your recipient’s use of the covered work in a
country, would infringe one or more identifiable patents in that country that
you have reason to believe are valid.

If, pursuant to or in connection with a single transaction or arrangement, you
convey, or propagate by procuring conveyance of, a covered work, and grant
a patent license to some of the parties receiving the covered work authoriz-
ing them to use, propagate, modify or convey a specific copy of the covered
work, then the patent license you grant is automatically extended to all recip-
ients of the covered work and works based on it.

A patent license is “discriminatory” if it does not include within the scope of
its coverage, prohibits the exercise of, or is conditioned on the non-exercise
of one or more of the rights that are specifically granted under this License.
You may not convey a covered work if you are a party to an arrangement
with a third party that is in the business of distributing software, under which
you make payment to the third party based on the extent of your activity of
conveying the work, and under which the third party grants, to any of the par-
ties who would receive the covered work from you, a discriminatory patent
license (a) in connection with copies of the covered work conveyed by you
(or copies made from those copies), or (b) primarily for and in connection
with specific products or compilations that contain the covered work, unless
you entered into that arrangement, or that patent license was granted, prior
to 28 March 2007.

Nothing in this License shall be construed as excluding or limiting any im-
plied license or other defenses to infringement that may otherwise be avail-
able to you under applicable patent law. 12. No Surrender of Others’ Free-
dom.

If conditions are imposed on you (whether by court order, agreement or oth-
erwise) that contradict the conditions of this License, they do not excuse you
from the conditions of this License. If you cannot convey a covered work
so as to satisfy simultaneously your obligations under this License and any
other pertinent obligations, then as a consequence you may not convey it at
all. For example, if you agree to terms that obligate you to collect a royalty
for further conveying from those to whom you convey the Program, the only
way you could satisfy both those terms and this License would be to refrain
entirely from conveying the Program. 13. Use with the GNU Affero General
Public License.

Notwithstanding any other provision of this License, you have permission to
link or combine any covered work with a work licensed under version 3 of
the GNU Affero General Public License into a single combined work, and to
convey the resulting work. The terms of this License will continue to apply to
the part which is the covered work, but the special requirements of the GNU
Affero General Public License, section 13, concerning interaction through a
network will apply to the combination as such. 14. Revised Versions of this
License.

The Free Software Foundation may publish revised and/or new versions of
the GNU General Public License from time to time. Such new versions will
be similar in spirit to the present version, but may differ in detail to address
new problems or concerns.

Each version is given a distinguishing version number. If the Program speci-
fies that a certain numbered version of the GNU General Public License “or
any later version” applies to it, you have the option of following the terms
and conditions either of that numbered version or of any later version pub-
lished by the Free Software Foundation. If the Program does not specify a
version number of the GNU General Public License, you may choose any
version ever published by the Free Software Foundation.

If the Program specifies that a proxy can decide which future versions of the
GNU General Public License can be used, that proxy’s public statement of
acceptance of a version permanently authorizes you to choose that version
for the Program.

Later license versions may give you additional or different permissions.
However, no additional obligations are imposed on any author or copyright
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holder as a result of your choosing to follow a later version. 15. Disclaimer
of Warranty.

THERE IS NO WARRANTY FOR THE PROGRAM, TO THE EXTENT
PERMITTED BY APPLICABLE LAW. EXCEPT WHEN OTHERWISE
STATED IN WRITING THE COPYRIGHT HOLDERS AND/OR OTHER
PARTIES PROVIDE THE PROGRAM “AS IS” WITHOUT WARRANTY
OF ANY KIND, EITHER EXPRESSED OR IMPLIED, INCLUDING,
BUT NOT LIMITED TO, THE IMPLIED WARRANTIES OF MER-
CHANTABILITY AND FITNESS FOR A PARTICULAR PURPOSE. THE
ENTIRE RISK AS TO THE QUALITY AND PERFORMANCE OF THE
PROGRAM IS WITH YOU. SHOULD THE PROGRAM PROVE DEFEC-
TIVE, YOU ASSUME THE COST OF ALL NECESSARY SERVICING,
REPAIR OR CORRECTION. 16. Limitation of Liability.

IN NO EVENT UNLESS REQUIRED BY APPLICABLE LAW OR
AGREED TO IN WRITING WILL ANY COPYRIGHT HOLDER, OR
ANY OTHER PARTY WHO MODIFIES AND/OR CONVEYS THE PRO-
GRAM AS PERMITTED ABOVE, BE LIABLE TO YOU FOR DAM-
AGES, INCLUDING ANY GENERAL, SPECIAL, INCIDENTAL OR
CONSEQUENTIAL DAMAGES ARISING OUT OF THE USE OR IN-
ABILITY TO USE THE PROGRAM (INCLUDING BUT NOT LIMITED
TO LOSS OF DATA OR DATA BEING RENDERED INACCURATE OR

LOSSES SUSTAINED BY YOU OR THIRD PARTIES OR A FAILURE
OF THE PROGRAM TO OPERATE WITH ANY OTHER PROGRAMS),
EVEN IF SUCH HOLDER OR OTHER PARTY HAS BEEN ADVISED OF
THE POSSIBILITY OF SUCH DAMAGES. 17. Interpretation of Sections
15 and 16.

If the disclaimer of warranty and limitation of liability provided above can-
not be given local legal effect according to their terms, reviewing courts shall
apply local law that most closely approximates an absolute waiver of all civil
liability in connection with the Program, unless a warranty or assumption of
liability accompanies a copy of the Program in return for a fee.

END OF TERMS AND CONDITIONS How to Apply These Terms to Your
New Programs

If you develop a new program, and you want it to be of the greatest possible
use to the public, the best way to achieve this is to make it free software
which everyone can redistribute and change under these terms.

To do so, attach the following notices to the program. It is safest to attach
them to the start of each source file to most effectively state the exclusion of
warranty; and each file should have at least the “copyright” line and a pointer
to where the full notice is found.

<one line to give the program’s name and a brief idea of what it does.> Copy-
right (C) <year> <name of author>

This program is free software: you can redistribute it and/or modify it under
the terms of the GNU General Public License as published by the Free Soft-
ware Foundation, either version 3 of the License, or (at your option) any later
version.

This program is distributed in the hope that it will be useful, but WITH-
OUT ANY WARRANTY; without even the implied warranty of MER-
CHANTABILITY or FITNESS FOR A PARTICULAR PURPOSE. See the
GNU General Public License for more details.

You should have received a copy of the GNU General Public License along
with this program. If not, see <http://www.gnu.org/licenses/>.

Also add information on how to contact you by electronic and paper mail.

If the program does terminal interaction, make it output a short notice like
this when it starts in an interactive mode:

<program> Copyright (C) <year> <name of author> This program comes
with ABSOLUTELY NO WARRANTY; for details type ‘show w’. This is
free software, and you are welcome to redistribute it under certain conditions;
type ‘show c’ for details.

The hypothetical commands ‘show w’ and ‘show c’ should show the appro-
priate parts of the General Public License. Of course, your program’s com-
mands might be different; for a GUI interface, you would use an “about
box”.

You should also get your employer (if you work as a programmer) or school,
if any, to sign a “copyright disclaimer” for the program, if necessary. For
more information on this, and how to apply and follow the GNU GPL, see
<http://www.gnu.org/licenses/>.

The GNU General Public License does not permit incorporating your pro-
gram into proprietary programs. If your program is a subroutine library,
you may consider it more useful to permit linking proprietary applications
with the library. If this is what you want to do, use the GNU Lesser
General Public License instead of this License. But first, please read
<http://www.gnu.org/philosophy/why-not-lgpl.html>.

26.2 GNU Free Documentation License
Version 1.3, 3 November 2008

Copyright © 2000, 2001, 2002, 2007, 2008 Free Software Foundation, Inc.
<http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license
document, but changing it is not allowed. 0. PREAMBLE

The purpose of this License is to make a manual, textbook, or other func-
tional and useful document "free" in the sense of freedom: to assure everyone
the effective freedom to copy and redistribute it, with or without modifying
it, either commercially or noncommercially. Secondarily, this License pre-
serves for the author and publisher a way to get credit for their work, while
not being considered responsible for modifications made by others.

This License is a kind of "copyleft", which means that derivative works of
the document must themselves be free in the same sense. It complements the
GNU General Public License, which is a copyleft license designed for free
software.

We have designed this License in order to use it for manuals for free software,
because free software needs free documentation: a free program should come
with manuals providing the same freedoms that the software does. But this
License is not limited to software manuals; it can be used for any textual
work, regardless of subject matter or whether it is published as a printed
book. We recommend this License principally for works whose purpose is
instruction or reference. 1. APPLICABILITY AND DEFINITIONS

This License applies to any manual or other work, in any medium, that con-
tains a notice placed by the copyright holder saying it can be distributed un-
der the terms of this License. Such a notice grants a world-wide, royalty-free
license, unlimited in duration, to use that work under the conditions stated
herein. The "Document", below, refers to any such manual or work. Any
member of the public is a licensee, and is addressed as "you". You accept
the license if you copy, modify or distribute the work in a way requiring
permission under copyright law.

A "Modified Version" of the Document means any work containing the Doc-
ument or a portion of it, either copied verbatim, or with modifications and/or
translated into another language.

A "Secondary Section" is a named appendix or a front-matter section of the
Document that deals exclusively with the relationship of the publishers or
authors of the Document to the Document’s overall subject (or to related
matters) and contains nothing that could fall directly within that overall sub-
ject. (Thus, if the Document is in part a textbook of mathematics, a Sec-
ondary Section may not explain any mathematics.) The relationship could
be a matter of historical connection with the subject or with related matters,
or of legal, commercial, philosophical, ethical or political position regarding
them.

The "Invariant Sections" are certain Secondary Sections whose titles are des-
ignated, as being those of Invariant Sections, in the notice that says that the
Document is released under this License. If a section does not fit the above
definition of Secondary then it is not allowed to be designated as Invariant.
The Document may contain zero Invariant Sections. If the Document does
not identify any Invariant Sections then there are none.

The "Cover Texts" are certain short passages of text that are listed, as Front-
Cover Texts or Back-Cover Texts, in the notice that says that the Document
is released under this License. A Front-Cover Text may be at most 5 words,
and a Back-Cover Text may be at most 25 words.

A "Transparent" copy of the Document means a machine-readable copy, rep-
resented in a format whose specification is available to the general public,
that is suitable for revising the document straightforwardly with generic text
editors or (for images composed of pixels) generic paint programs or (for
drawings) some widely available drawing editor, and that is suitable for input
to text formatters or for automatic translation to a variety of formats suitable
for input to text formatters. A copy made in an otherwise Transparent file
format whose markup, or absence of markup, has been arranged to thwart or
discourage subsequent modification by readers is not Transparent. An image
format is not Transparent if used for any substantial amount of text. A copy
that is not "Transparent" is called "Opaque".

Examples of suitable formats for Transparent copies include plain ASCII
without markup, Texinfo input format, LaTeX input format, SGML or XML
using a publicly available DTD, and standard-conforming simple HTML,
PostScript or PDF designed for human modification. Examples of trans-
parent image formats include PNG, XCF and JPG. Opaque formats include
proprietary formats that can be read and edited only by proprietary word pro-
cessors, SGML or XML for which the DTD and/or processing tools are not
generally available, and the machine-generated HTML, PostScript or PDF
produced by some word processors for output purposes only.

The "Title Page" means, for a printed book, the title page itself, plus such
following pages as are needed to hold, legibly, the material this License re-
quires to appear in the title page. For works in formats which do not have
any title page as such, "Title Page" means the text near the most prominent
appearance of the work’s title, preceding the beginning of the body of the
text.

The "publisher" means any person or entity that distributes copies of the Doc-
ument to the public.

A section "Entitled XYZ" means a named subunit of the Document whose ti-
tle either is precisely XYZ or contains XYZ in parentheses following text that
translates XYZ in another language. (Here XYZ stands for a specific section
name mentioned below, such as "Acknowledgements", "Dedications", "En-
dorsements", or "History".) To "Preserve the Title" of such a section when
you modify the Document means that it remains a section "Entitled XYZ"
according to this definition.

The Document may include Warranty Disclaimers next to the notice which
states that this License applies to the Document. These Warranty Disclaimers
are considered to be included by reference in this License, but only as re-
gards disclaiming warranties: any other implication that these Warranty Dis-
claimers may have is void and has no effect on the meaning of this License.
2. VERBATIM COPYING

You may copy and distribute the Document in any medium, either commer-
cially or noncommercially, provided that this License, the copyright notices,
and the license notice saying this License applies to the Document are re-
produced in all copies, and that you add no other conditions whatsoever to
those of this License. You may not use technical measures to obstruct or
control the reading or further copying of the copies you make or distribute.
However, you may accept compensation in exchange for copies. If you dis-
tribute a large enough number of copies you must also follow the conditions
in section 3.

You may also lend copies, under the same conditions stated above, and you
may publicly display copies. 3. COPYING IN QUANTITY

If you publish printed copies (or copies in media that commonly have printed
covers) of the Document, numbering more than 100, and the Document’s li-
cense notice requires Cover Texts, you must enclose the copies in covers that
carry, clearly and legibly, all these Cover Texts: Front-Cover Texts on the
front cover, and Back-Cover Texts on the back cover. Both covers must also
clearly and legibly identify you as the publisher of these copies. The front
cover must present the full title with all words of the title equally prominent
and visible. You may add other material on the covers in addition. Copying
with changes limited to the covers, as long as they preserve the title of the
Document and satisfy these conditions, can be treated as verbatim copying
in other respects.

If the required texts for either cover are too voluminous to fit legibly, you
should put the first ones listed (as many as fit reasonably) on the actual cover,
and continue the rest onto adjacent pages.

If you publish or distribute Opaque copies of the Document numbering
more than 100, you must either include a machine-readable Transparent
copy along with each Opaque copy, or state in or with each Opaque copy
a computer-network location from which the general network-using public
has access to download using public-standard network protocols a complete
Transparent copy of the Document, free of added material. If you use the
latter option, you must take reasonably prudent steps, when you begin dis-
tribution of Opaque copies in quantity, to ensure that this Transparent copy
will remain thus accessible at the stated location until at least one year after
the last time you distribute an Opaque copy (directly or through your agents
or retailers) of that edition to the public.

It is requested, but not required, that you contact the authors of the Document
well before redistributing any large number of copies, to give them a chance
to provide you with an updated version of the Document. 4. MODIFICA-
TIONS

You may copy and distribute a Modified Version of the Document under the
conditions of sections 2 and 3 above, provided that you release the Modi-
fied Version under precisely this License, with the Modified Version filling
the role of the Document, thus licensing distribution and modification of the
Modified Version to whoever possesses a copy of it. In addition, you must
do these things in the Modified Version:

* A. Use in the Title Page (and on the covers, if any) a title distinct from
that of the Document, and from those of previous versions (which should,
if there were any, be listed in the History section of the Document). You
may use the same title as a previous version if the original publisher of that
version gives permission. * B. List on the Title Page, as authors, one or
more persons or entities responsible for authorship of the modifications in
the Modified Version, together with at least five of the principal authors of
the Document (all of its principal authors, if it has fewer than five), unless
they release you from this requirement. * C. State on the Title page the name
of the publisher of the Modified Version, as the publisher. * D. Preserve
all the copyright notices of the Document. * E. Add an appropriate copy-
right notice for your modifications adjacent to the other copyright notices. *
F. Include, immediately after the copyright notices, a license notice giving
the public permission to use the Modified Version under the terms of this
License, in the form shown in the Addendum below. * G. Preserve in that
license notice the full lists of Invariant Sections and required Cover Texts
given in the Document’s license notice. * H. Include an unaltered copy of
this License. * I. Preserve the section Entitled "History", Preserve its Title,
and add to it an item stating at least the title, year, new authors, and publisher
of the Modified Version as given on the Title Page. If there is no section En-
titled "History" in the Document, create one stating the title, year, authors,
and publisher of the Document as given on its Title Page, then add an item
describing the Modified Version as stated in the previous sentence. * J. Pre-
serve the network location, if any, given in the Document for public access
to a Transparent copy of the Document, and likewise the network locations
given in the Document for previous versions it was based on. These may be
placed in the "History" section. You may omit a network location for a work
that was published at least four years before the Document itself, or if the

original publisher of the version it refers to gives permission. * K. For any
section Entitled "Acknowledgements" or "Dedications", Preserve the Title
of the section, and preserve in the section all the substance and tone of each
of the contributor acknowledgements and/or dedications given therein. * L.
Preserve all the Invariant Sections of the Document, unaltered in their text
and in their titles. Section numbers or the equivalent are not considered part
of the section titles. * M. Delete any section Entitled "Endorsements". Such
a section may not be included in the Modified Version. * N. Do not retitle
any existing section to be Entitled "Endorsements" or to conflict in title with
any Invariant Section. * O. Preserve any Warranty Disclaimers.

If the Modified Version includes new front-matter sections or appendices
that qualify as Secondary Sections and contain no material copied from the
Document, you may at your option designate some or all of these sections
as invariant. To do this, add their titles to the list of Invariant Sections in
the Modified Version’s license notice. These titles must be distinct from any
other section titles.

You may add a section Entitled "Endorsements", provided it contains nothing
but endorsements of your Modified Version by various parties—for example,
statements of peer review or that the text has been approved by an organiza-
tion as the authoritative definition of a standard.

You may add a passage of up to five words as a Front-Cover Text, and a pas-
sage of up to 25 words as a Back-Cover Text, to the end of the list of Cover
Texts in the Modified Version. Only one passage of Front-Cover Text and
one of Back-Cover Text may be added by (or through arrangements made
by) any one entity. If the Document already includes a cover text for the
same cover, previously added by you or by arrangement made by the same
entity you are acting on behalf of, you may not add another; but you may
replace the old one, on explicit permission from the previous publisher that
added the old one.

The author(s) and publisher(s) of the Document do not by this License give
permission to use their names for publicity for or to assert or imply endorse-
ment of any Modified Version. 5. COMBINING DOCUMENTS

You may combine the Document with other documents released under this
License, under the terms defined in section 4 above for modified versions,
provided that you include in the combination all of the Invariant Sections of
all of the original documents, unmodified, and list them all as Invariant Sec-
tions of your combined work in its license notice, and that you preserve all
their Warranty Disclaimers.

The combined work need only contain one copy of this License, and multiple
identical Invariant Sections may be replaced with a single copy. If there are
multiple Invariant Sections with the same name but different contents, make
the title of each such section unique by adding at the end of it, in parentheses,
the name of the original author or publisher of that section if known, or else
a unique number. Make the same adjustment to the section titles in the list
of Invariant Sections in the license notice of the combined work.

In the combination, you must combine any sections Entitled "History" in the
various original documents, forming one section Entitled "History"; likewise
combine any sections Entitled "Acknowledgements", and any sections Enti-
tled "Dedications". You must delete all sections Entitled "Endorsements". 6.
COLLECTIONS OF DOCUMENTS

You may make a collection consisting of the Document and other documents
released under this License, and replace the individual copies of this License
in the various documents with a single copy that is included in the collection,
provided that you follow the rules of this License for verbatim copying of
each of the documents in all other respects.

You may extract a single document from such a collection, and distribute it
individually under this License, provided you insert a copy of this License
into the extracted document, and follow this License in all other respects
regarding verbatim copying of that document. 7. AGGREGATION WITH
INDEPENDENT WORKS

A compilation of the Document or its derivatives with other separate and in-
dependent documents or works, in or on a volume of a storage or distribution
medium, is called an "aggregate" if the copyright resulting from the compi-
lation is not used to limit the legal rights of the compilation’s users beyond
what the individual works permit. When the Document is included in an
aggregate, this License does not apply to the other works in the aggregate
which are not themselves derivative works of the Document.

If the Cover Text requirement of section 3 is applicable to these copies of
the Document, then if the Document is less than one half of the entire ag-
gregate, the Document’s Cover Texts may be placed on covers that bracket
the Document within the aggregate, or the electronic equivalent of covers if
the Document is in electronic form. Otherwise they must appear on printed
covers that bracket the whole aggregate. 8. TRANSLATION

Translation is considered a kind of modification, so you may distribute trans-
lations of the Document under the terms of section 4. Replacing Invariant
Sections with translations requires special permission from their copyright
holders, but you may include translations of some or all Invariant Sections in
addition to the original versions of these Invariant Sections. You may include
a translation of this License, and all the license notices in the Document, and
any Warranty Disclaimers, provided that you also include the original En-
glish version of this License and the original versions of those notices and
disclaimers. In case of a disagreement between the translation and the origi-
nal version of this License or a notice or disclaimer, the original version will
prevail.

If a section in the Document is Entitled "Acknowledgements", "Dedications",
or "History", the requirement (section 4) to Preserve its Title (section 1) will
typically require changing the actual title. 9. TERMINATION

You may not copy, modify, sublicense, or distribute the Document except as
expressly provided under this License. Any attempt otherwise to copy, mod-
ify, sublicense, or distribute it is void, and will automatically terminate your
rights under this License.

However, if you cease all violation of this License, then your license from
a particular copyright holder is reinstated (a) provisionally, unless and until
the copyright holder explicitly and finally terminates your license, and (b)
permanently, if the copyright holder fails to notify you of the violation by
some reasonable means prior to 60 days after the cessation.

Moreover, your license from a particular copyright holder is reinstated per-
manently if the copyright holder notifies you of the violation by some reason-
able means, this is the first time you have received notice of violation of this
License (for any work) from that copyright holder, and you cure the violation
prior to 30 days after your receipt of the notice.

Termination of your rights under this section does not terminate the licenses
of parties who have received copies or rights from you under this License. If
your rights have been terminated and not permanently reinstated, receipt of a
copy of some or all of the same material does not give you any rights to use
it. 10. FUTURE REVISIONS OF THIS LICENSE

The Free Software Foundation may publish new, revised versions of the
GNU Free Documentation License from time to time. Such new versions
will be similar in spirit to the present version, but may differ in detail to
address new problems or concerns. See http://www.gnu.org/copyleft/.

Each version of the License is given a distinguishing version number. If the
Document specifies that a particular numbered version of this License "or
any later version" applies to it, you have the option of following the terms
and conditions either of that specified version or of any later version that has
been published (not as a draft) by the Free Software Foundation. If the Doc-
ument does not specify a version number of this License, you may choose
any version ever published (not as a draft) by the Free Software Foundation.
If the Document specifies that a proxy can decide which future versions of
this License can be used, that proxy’s public statement of acceptance of a
version permanently authorizes you to choose that version for the Document.
11. RELICENSING

"Massive Multiauthor Collaboration Site" (or "MMC Site") means any
World Wide Web server that publishes copyrightable works and also pro-
vides prominent facilities for anybody to edit those works. A public wiki
that anybody can edit is an example of such a server. A "Massive Multi-
author Collaboration" (or "MMC") contained in the site means any set of
copyrightable works thus published on the MMC site.

"CC-BY-SA" means the Creative Commons Attribution-Share Alike 3.0 li-
cense published by Creative Commons Corporation, a not-for-profit corpora-
tion with a principal place of business in San Francisco, California, as well as
future copyleft versions of that license published by that same organization.

"Incorporate" means to publish or republish a Document, in whole or in part,
as part of another Document.

An MMC is "eligible for relicensing" if it is licensed under this License, and
if all works that were first published under this License somewhere other than
this MMC, and subsequently incorporated in whole or in part into the MMC,
(1) had no cover texts or invariant sections, and (2) were thus incorporated
prior to November 1, 2008.

The operator of an MMC Site may republish an MMC contained in the site
under CC-BY-SA on the same site at any time before August 1, 2009, pro-
vided the MMC is eligible for relicensing. ADDENDUM: How to use this
License for your documents

To use this License in a document you have written, include a copy of the
License in the document and put the following copyright and license notices
just after the title page:

Copyright (C) YEAR YOUR NAME. Permission is granted to copy, dis-
tribute and/or modify this document under the terms of the GNU Free Doc-
umentation License, Version 1.3 or any later version published by the Free
Software Foundation; with no Invariant Sections, no Front-Cover Texts, and
no Back-Cover Texts. A copy of the license is included in the section entitled
"GNU Free Documentation License".

If you have Invariant Sections, Front-Cover Texts and Back-Cover Texts, re-
place the "with . . . Texts." line with this:

with the Invariant Sections being LIST THEIR TITLES, with the Front-
Cover Texts being LIST, and with the Back-Cover Texts being LIST.

If you have Invariant Sections without Cover Texts, or some other combina-
tion of the three, merge those two alternatives to suit the situation.

If your document contains nontrivial examples of program code, we recom-
mend releasing these examples in parallel under your choice of free software
license, such as the GNU General Public License, to permit their use in free
software.

26.3 GNU Lesser General Public License
GNU LESSER GENERAL PUBLIC LICENSE

Version 3, 29 June 2007

Copyright © 2007 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license
document, but changing it is not allowed.

This version of the GNU Lesser General Public License incorporates the
terms and conditions of version 3 of the GNU General Public License, sup-
plemented by the additional permissions listed below. 0. Additional Defini-
tions.

As used herein, “this License” refers to version 3 of the GNU Lesser General
Public License, and the “GNU GPL” refers to version 3 of the GNU General
Public License.

“The Library” refers to a covered work governed by this License, other than
an Application or a Combined Work as defined below.

An “Application” is any work that makes use of an interface provided by the
Library, but which is not otherwise based on the Library. Defining a subclass
of a class defined by the Library is deemed a mode of using an interface
provided by the Library.

A “Combined Work” is a work produced by combining or linking an Appli-
cation with the Library. The particular version of the Library with which the
Combined Work was made is also called the “Linked Version”.

The “Minimal Corresponding Source” for a Combined Work means the Cor-
responding Source for the Combined Work, excluding any source code for
portions of the Combined Work that, considered in isolation, are based on
the Application, and not on the Linked Version.
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The “Corresponding Application Code” for a Combined Work means the
object code and/or source code for the Application, including any data and
utility programs needed for reproducing the Combined Work from the Appli-
cation, but excluding the System Libraries of the Combined Work. 1. Excep-
tion to Section 3 of the GNU GPL.

You may convey a covered work under sections 3 and 4 of this License with-
out being bound by section 3 of the GNU GPL. 2. Conveying Modified
Versions.

If you modify a copy of the Library, and, in your modifications, a facility
refers to a function or data to be supplied by an Application that uses the
facility (other than as an argument passed when the facility is invoked), then
you may convey a copy of the modified version:

* a) under this License, provided that you make a good faith effort to en-
sure that, in the event an Application does not supply the function or data,
the facility still operates, and performs whatever part of its purpose remains
meaningful, or * b) under the GNU GPL, with none of the additional permis-
sions of this License applicable to that copy.

3. Object Code Incorporating Material from Library Header Files.

The object code form of an Application may incorporate material from a
header file that is part of the Library. You may convey such object code

under terms of your choice, provided that, if the incorporated material is
not limited to numerical parameters, data structure layouts and accessors, or
small macros, inline functions and templates (ten or fewer lines in length),
you do both of the following:

* a) Give prominent notice with each copy of the object code that the Library
is used in it and that the Library and its use are covered by this License. *
b) Accompany the object code with a copy of the GNU GPL and this license
document.

4. Combined Works.

You may convey a Combined Work under terms of your choice that, taken to-
gether, effectively do not restrict modification of the portions of the Library
contained in the Combined Work and reverse engineering for debugging such
modifications, if you also do each of the following:

* a) Give prominent notice with each copy of the Combined Work that the Li-
brary is used in it and that the Library and its use are covered by this License.
* b) Accompany the Combined Work with a copy of the GNU GPL and this
license document. * c) For a Combined Work that displays copyright notices
during execution, include the copyright notice for the Library among these
notices, as well as a reference directing the user to the copies of the GNU
GPL and this license document. * d) Do one of the following: o 0) Con-
vey the Minimal Corresponding Source under the terms of this License, and
the Corresponding Application Code in a form suitable for, and under terms

that permit, the user to recombine or relink the Application with a modified
version of the Linked Version to produce a modified Combined Work, in the
manner specified by section 6 of the GNU GPL for conveying Correspond-
ing Source. o 1) Use a suitable shared library mechanism for linking with the
Library. A suitable mechanism is one that (a) uses at run time a copy of the
Library already present on the user’s computer system, and (b) will operate
properly with a modified version of the Library that is interface-compatible
with the Linked Version. * e) Provide Installation Information, but only if
you would otherwise be required to provide such information under section
6 of the GNU GPL, and only to the extent that such information is necessary
to install and execute a modified version of the Combined Work produced
by recombining or relinking the Application with a modified version of the
Linked Version. (If you use option 4d0, the Installation Information must
accompany the Minimal Corresponding Source and Corresponding Applica-
tion Code. If you use option 4d1, you must provide the Installation Infor-
mation in the manner specified by section 6 of the GNU GPL for conveying
Corresponding Source.)

5. Combined Libraries.

You may place library facilities that are a work based on the Library side by
side in a single library together with other library facilities that are not Ap-
plications and are not covered by this License, and convey such a combined
library under terms of your choice, if you do both of the following:

* a) Accompany the combined library with a copy of the same work based on
the Library, uncombined with any other library facilities, conveyed under the
terms of this License. * b) Give prominent notice with the combined library
that part of it is a work based on the Library, and explaining where to find
the accompanying uncombined form of the same work.

6. Revised Versions of the GNU Lesser General Public License.

The Free Software Foundation may publish revised and/or new versions of
the GNU Lesser General Public License from time to time. Such new ver-
sions will be similar in spirit to the present version, but may differ in detail
to address new problems or concerns.

Each version is given a distinguishing version number. If the Library as you
received it specifies that a certain numbered version of the GNU Lesser Gen-
eral Public License “or any later version” applies to it, you have the option
of following the terms and conditions either of that published version or of
any later version published by the Free Software Foundation. If the Library
as you received it does not specify a version number of the GNU Lesser Gen-
eral Public License, you may choose any version of the GNU Lesser General
Public License ever published by the Free Software Foundation.

If the Library as you received it specifies that a proxy can decide whether
future versions of the GNU Lesser General Public License shall apply, that
proxy’s public statement of acceptance of any version is permanent autho-
rization for you to choose that version for the Library.
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Symptoms of Virtual Team Problems

The team cannot get out o the inception and
inclusion stage

Possible Causes / Interventions

‘Symptomatic of underlying issues. Review
the team’s composition and charter. The
inception phase requires creativity and less
control. As the manager, are you modeling
these attributes?

The team appears to be stuck and Is not
moving toward execution

‘Assess the team In terms of task and social
dynamics, and environmental factors. Go
back and review expectations and identfy
obstacles to meeting those expectations.

“Afewteam members seem to be doing all of
the work

Talk (voice-{o-voice) to all members
separately to determine the reason(s) for the
differences in contributions. Are tasks
allocated properly? Are some team members
clustered in one geography or culture? Is
‘communication streamlined and straight
forward?

Team members do not appear to be applying
sufficient effort to the team’s task

The team misses or almost misses a
deadline to deliverables

Talk (voice-to-voice) with those who are
disengaged to determine the reason for
effort and performance that is not congruent
with team standards. Are the expectations
unrealistic? Do they lack information / skills |
training to be successful? Do they need 2
mentor? Are the non-performers in a
matrixed relationship? Are there conflcting
objectives?

Determine foot cause and take corrective
action. Employ a deeper level of project
management skills or assign a trained
project manager to the team.

Conflictarises that derails the team’s
progress.

Team members who are ot co-located seem
to be fading into obscurity

Is the cause of the conflict task-related or
socialiculturalin nature? Take appropriate
action.

Work with the team leader to keep a record
of contact with team members. Encourage
team loaders to spend 70-80% of their time
(virtual o face-to-face) with team members
who are not co-located.
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%%==================================================%%
%%= Ausgabe der Box nach Vorgabe der Ausgaberoutine=%%
%%==================================================%%
%% Styledatei fuer das Paket mdframed erstellt durch
%% Marco Daniel und Elke Schubert
%% 
%% This package may be distributed under the terms of the LaTeX Project
%% Public License, as described in lppl.txt in the base LaTeX distribution.
%% Either version 1.0 or, at your option, any later version.

%%$Id: md-frame-0.mdf 105 2010-12-22 16:50:44Z marco $
%%$Rev: 105 $
%%$Author: marco $
%%$Date: 2010-12-22 17:50:44 +0100 (Mi, 22. Dez 2010) $

\def\mdversion{v0.6a}
\def\mdframedOpackagename{md-frame-0}
\def\md@frameOdate@svn$#1: #2 #3 #4-#5-#6 #7 #8${#4/#5/#6\space }

\ProvidesFile{md-frame-3.mdf}[\md@frameOdate@svn$Id: md-frame-0.mdf 105 2010-12-22 16:50:44Z marco $ \mdversion: \mdframedOpackagename]


\let\md@textwidth\textwidth




%%=single=%%
\def\md@frame@background@single{%
        \rlap{\color{\mdf@backgroundcolor}%
             \setlength{\mdfboundingboxheight}{\ht\@tempboxa+\dp\@tempboxa}%
             \addtolength{\mdfboundingboxheight}{%
                   \mdf@innertopmargin@length%
                  +\mdf@innerbottommargin@length%
                  }%
              \rule[-\mdf@innerbottommargin@length]%
                     {\wd\@tempboxa%
                    +\mdf@innerleftmargin@length%
                    +\mdf@innerrightmargin@length%
                   }{\mdfboundingboxheight}%
              }%
}%
% 
\def\md@frame@leftandbottomandtopline@single{%
           \setlength{\mdfboundingboxheight}{\ht\@tempboxa+\dp\@tempboxa}%
           \addtolength{\mdfboundingboxheight}{%
                           \mdf@innertopmargin@length%
                          +\mdf@innerbottommargin@length%
                          +\mdf@middlelinewidth@length%
                          +\mdf@middlelinewidth@length%
                         }%
           \rlap{\color{\mdf@middlelinecolor}%
                 \ifbool{mdf@leftline}%
                     {\rule[-\mdf@innerbottommargin@length]%
                         {\mdf@middlelinewidth}{\mdfboundingboxheight-2\mdf@middlelinewidth@length}%
                     }{}%
               }%
           \rlap{\color{\mdf@middlelinecolor}%
                 \ifmdf@bottomline%
                     \ifboolexpr{ bool {mdf@leftline} and bool  {mdf@rightline} }%
                       {%\hspace*{\mdf@middlelinewidth@length}%
                       \rule[-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                        {\wd\@tempboxa%
                         +\mdf@innerleftmargin@length%
                         +\mdf@innerrightmargin@length%
                         +\mdf@middlelinewidth@length%
                         +\mdf@middlelinewidth@length%
                      }{\mdf@linewidth}% 
                       }{}%
                     \ifboolexpr{ bool {mdf@leftline} and not( bool  {mdf@rightline}) }%
                       {%\hspace*{\mdf@middlelinewidth@length}%
                       \rule[-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                        {\wd\@tempboxa%
                         +\mdf@innerleftmargin@length%
                         +\mdf@innerrightmargin@length%
                         +\mdf@middlelinewidth@length%
   %                      +\mdf@middlelinewidth@length%
                      }{\mdf@linewidth}% 
                       }{}%
                      \ifboolexpr{ not(bool {mdf@leftline}) and bool  {mdf@rightline} }%
                       {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                      {\wd\@tempboxa%
                       +\mdf@innerleftmargin@length%
                       +\mdf@innerrightmargin@length%
                       +\mdf@middlelinewidth@length%
   %                    +\mdf@middlelinewidth@length%
                      }{\mdf@linewidth}% 
                       }{}%                
                       \ifboolexpr{ not(bool {mdf@leftline}) and not( bool {mdf@rightline}) }%
                       {%\hspace*{\mdf@middlelinewidth@length}%
                        \rule[-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                         {\wd\@tempboxa%
                         +\mdf@innerleftmargin@length%
                         +\mdf@innerrightmargin@length%
   %                      +\mdf@middlelinewidth@length%
   %                      +\mdf@middlelinewidth@length%
                        }{\mdf@linewidth}% 
                       }{}%  
                 \fi%
               }%
          \rlap{\color{\mdf@middlelinecolor}%
                \ifmdf@topline%
                  \ifboolexpr{ bool {mdf@leftline} and bool  {mdf@rightline} }%
                    {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[%
                       \mdf@innertopmargin@length
                       +\ht\@tempboxa+\dp\@tempboxa]%
                       {\wd\@tempboxa%
                        +\mdf@innerleftmargin@length%
                        +\mdf@innerrightmargin@length%
                        +\mdf@middlelinewidth@length%
                        +\mdf@middlelinewidth@length%
                       }{\mdf@linewidth}%
                    }{}%
                  \ifboolexpr{ bool {mdf@leftline} and not( bool  {mdf@rightline}) }%
                    {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[%
                       \mdf@innertopmargin@length
                       +\ht\@tempboxa+\dp\@tempboxa]%
                       {\wd\@tempboxa%
                        +\mdf@innerleftmargin@length%
                        +\mdf@innerrightmargin@length%
%                        +\mdf@middlelinewidth@length%
                        +\mdf@middlelinewidth@length%
                       }{\mdf@linewidth}%
                    }{}%
                   \ifboolexpr{ not(bool {mdf@leftline}) and bool  {mdf@rightline} }%
                    {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[%
                       \mdf@innertopmargin@length
                       +\ht\@tempboxa+\dp\@tempboxa]%
                       {\wd\@tempboxa%
                        +\mdf@innerleftmargin@length%
                        +\mdf@innerrightmargin@length%
%                        +\mdf@middlelinewidth@length%
                        +\mdf@middlelinewidth@length%
                       }{\mdf@linewidth}%
                    }{}%                
                    \ifboolexpr{ not(bool {mdf@leftline}) and not( bool {mdf@rightline}) }%
                    {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[%
                       \mdf@innertopmargin@length
                       +\ht\@tempboxa+\dp\@tempboxa]%
                       {\wd\@tempboxa%
                        +\mdf@innerleftmargin@length%
                        +\mdf@innerrightmargin@length%
%                        +\mdf@middlelinewidth@length%
%                        +\mdf@middlelinewidth@length%
                       }{\mdf@linewidth}%
                    }{}%  
                \fi%
              }%
}%

\def\md@frame@rightline@single{%
         \llap{\color{\mdf@middlelinecolor}
               \ifmdf@rightline%
                \rule[-\mdf@innerbottommargin@length]%
                     {\mdf@linewidth}%
                     {\mdfboundingboxheight-2\mdf@middlelinewidth@length}%
               \fi%
              }%
}%


\def\md@putbox@single{%%%%% Ausgabe der ungesplitteten Gesamtbox
  \ifvoid\@tempboxa
  \else
      \leftline{%
        \null\hspace*{\mdf@leftmargin@length}%
        \md@frame@leftandbottomandtopline@single%
        \ifbool{mdf@leftline}%
        {\hspace*{\mdf@middlelinewidth@length}}{}%
        \md@frame@background@single%
        \hspace*{\mdf@innerleftmargin@length}%
        {\box\@tempboxa}%
        \hspace*{\mdf@innerrightmargin@length}%
        \hspace*{\mdf@middlelinewidth@length}%
        \md@frame@rightline@single%
        }%
  \fi
}


%%=first=%%

\def\md@frame@background@first{%
       \setlength{\mdfboundingboxheight}{\ht\tw@+\dp\tw@}%
       \addtolength{\mdfboundingboxheight}{%
                           \mdf@innertopmargin@length%
                           +\mdf@splitbottomskip@length%
                         }%
       \rlap{\color{\mdf@backgroundcolor}%
              \rule[-\dp\tw@-\mdf@splitbottomskip@length]%
                   {\wd\tw@+\mdf@innerleftmargin@length+\mdf@innerrightmargin@length}%
                   {\mdfboundingboxheight}%
              }%
}%
 
\def\md@frame@topandleftline@first{%
           \setlength{\mdfboundingboxheight}{\ht\tw@+\dp\tw@}%
           \addtolength{\mdfboundingboxheight}{%
                           1\mdf@innertopmargin@length%
                          +1\mdf@middlelinewidth@length%
                          +\mdf@splitbottomskip@length%
                         }%
            \rlap{\color{\mdf@middlelinecolor}
               \ifbool{mdf@leftline}%
                   {%
                     \rule[-\dp\tw@-\mdf@splitbottomskip@length]%
                            {\mdf@middlelinewidth@length}%
                               {\mdfboundingboxheight-\mdf@middlelinewidth@length}%
                   }{}%
             }%
            \rlap{\color{\mdf@middlelinecolor}%
             \ifmdf@topline
                 \ifboolexpr{ bool {mdf@leftline} and bool {mdf@rightline}}%
                    {\rule[\mdfboundingboxheight-\mdf@middlelinewidth@length-\dp\tw@-\mdf@splitbottomskip@length]%
                        {\wd\tw@%
                          +\mdf@innerleftmargin@length%
                          +\mdf@innerrightmargin@length%
                          +\mdf@middlelinewidth@length%
                          +\mdf@middlelinewidth@length%
                         }{\mdf@linewidth@length}%
                    }{}%
                 \ifboolexpr{ bool {mdf@leftline} and not(bool {mdf@rightline}) }%
                    {\rule[\mdfboundingboxheight-\mdf@middlelinewidth@length-\dp\tw@-\mdf@splitbottomskip@length]%
                        {\wd\tw@%
                          +\mdf@innerleftmargin@length%
                          +\mdf@innerrightmargin@length%
                          +\mdf@middlelinewidth@length%
%                          +\mdf@middlelinewidth@length%
                         }{\mdf@linewidth@length}%
                    }{}%
                 \ifboolexpr{ not (bool {mdf@leftline}) and bool {mdf@rightline} }%
                    {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[\mdfboundingboxheight-\mdf@middlelinewidth@length-\dp\tw@-\mdf@splitbottomskip@length]%
                        {\wd\tw@%
                          +\mdf@innerleftmargin@length%
                          +\mdf@innerrightmargin@length%
                          +\mdf@middlelinewidth@length%
%                          +\mdf@middlelinewidth@length%
                         }{\mdf@linewidth@length}%
                    }{}%
                 \ifboolexpr{ not (bool {mdf@leftline}) and not( bool {mdf@rightline}) }%
                    {%\hspace*{\mdf@middlelinewidth@length}%
                     \rule[\mdfboundingboxheight-\mdf@middlelinewidth@length-\dp\tw@-\mdf@splitbottomskip@length]%
                        {\wd\tw@%
                          +\mdf@innerleftmargin@length%
                          +\mdf@innerrightmargin@length%
%                          +\mdf@middlelinewidth@length%
%                          +\mdf@middlelinewidth@length%
                         }{\mdf@linewidth@length}%
                    }{}%
              \fi%
              \ifmdf@rightline
               \ifmdf@topline\else%
                 \deflength\@tempskipb{\wd\tw@%
                          +\mdf@innerleftmargin@length%
                          +\mdf@innerrightmargin@length%
                          +2\mdf@middlelinewidth@length%
                         }%
                 \hspace*{\@tempskipb}%
               \fi%
                  \llap{\color{\mdf@middlelinecolor}%
                         \rule[-\dp\tw@-\mdf@splitbottomskip@length]{\mdf@middlelinewidth@length}%
                                {\mdfboundingboxheight-\mdf@middlelinewidth@length}%
                    }%
              \fi%
            }%
}%




\def\md@putbox@first{%%%% Ausgabe der Teilbox 1
      \leftline{%
           \null\hspace*{\mdf@leftmargin@length}%
           \md@frame@topandleftline@first%
           \ifbool{mdf@leftline}%
           {\hspace*{\mdf@middlelinewidth@length}}{}%
           \md@frame@background@first%
           \hspace*{\mdf@innerleftmargin@length}%
           {\box\tw@}%
         }%
}

%%=second=%%

\def\md@frame@background@second{%
         \setlength{\mdfboundingboxheight}{\ht\@tempboxa+\dp\@tempboxa}%
         \addtolength{\mdfboundingboxheight}{%
                    +\mdf@innerbottommargin@length%
                }%
        \rlap{\color{\mdf@backgroundcolor}%
               \rule[\dp\@tempboxa-\mdf@innerbottommargin@length]%
                    {\wd\@tempboxa+\mdf@innerleftmargin@length%
                      +\mdf@innerrightmargin@length}%
                   {\mdfboundingboxheight}%
               }%
}%
 
\def\md@frame@lines@second{%
         \setlength{\mdfboundingboxheight}{\ht\@tempboxa+\dp\@tempboxa}%
         \addtolength{\mdfboundingboxheight}{%
                    +\mdf@innerbottommargin@length%
                    +\mdf@middlelinewidth@length%
                }%
          \rlap{\color{\mdf@middlelinecolor}%
               \ifbool{mdf@leftline}%
                 {\rule[\dp\@tempboxa-\mdf@innerbottommargin@length]%
                        {\mdf@middlelinewidth@length}%
                        {\mdfboundingboxheight-\mdf@middlelinewidth@length}%
                 }{}%
               }%
          \rlap{\color{\mdf@middlelinecolor}%
                \ifbool{mdf@bottomline}%
                 {%
                   \ifboolexpr{ bool {mdf@leftline} and bool {mdf@rightline} }%
                        {\rule[\dp\@tempboxa-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                           {\wd\@tempboxa+\mdf@innerleftmargin@length%
                            +\mdf@innerrightmargin@length+2\mdf@middlelinewidth@length}%
                           {\mdf@middlelinewidth@length}%
                       }{}%
                   \ifboolexpr{ not (bool {mdf@leftline}) and not(bool {mdf@rightline}) }%
                        {%
                          \rule[\dp\@tempboxa-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                           {\wd\@tempboxa+\mdf@innerleftmargin@length%
                            +\mdf@innerrightmargin@length}%
                           {\mdf@middlelinewidth@length}%
                       }{}%
                    \ifboolexpr{ bool {mdf@leftline} and not( bool {mdf@rightline}) }%
                        {%
                          \rule[\dp\@tempboxa-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                           {\wd\@tempboxa+\mdf@innerleftmargin@length%
                            +\mdf@innerrightmargin@length+\mdf@middlelinewidth@length}%
                           {\mdf@middlelinewidth@length}%
                       }{}%
                    \ifboolexpr{ not(bool {mdf@leftline}) and bool {mdf@rightline} }%
                        {%
                          \rule[\dp\@tempboxa-\mdf@innerbottommargin@length-\mdf@middlelinewidth@length]%
                           {\wd\@tempboxa+\mdf@innerleftmargin@length%
                            +\mdf@innerrightmargin@length+\mdf@middlelinewidth@length}%
                           {\mdf@middlelinewidth@length}%
                       }{}%
                 }{}%
               \llap{\color{\mdf@middlelinecolor}%
                     \ifbool{mdf@rightline}%
                       {\rule[\dp\@tempboxa-\mdf@innerbottommargin@length]%
                             {\mdf@middlelinewidth@length}%
                             {\mdfboundingboxheight-\mdf@middlelinewidth@length}%
                        \ifbool{mdf@bottomline}{}%
                             {\deflength\@tempskipb{\wd\@tempboxa%
                                      +\mdf@innerleftmargin@length%
                                      +\mdf@innerrightmargin@length%
                                      +2\mdf@middlelinewidth@length%
                                     }%
                             \hspace*{-\@tempskipb}%
                            }%
                      }{}%
                    }%
               }%       
}%


\def\md@putbox@second{%%%%% Ausgabe der mittleren Teilbox
  \ifvoid\@tempboxa%
  \else
      \leftline{%
         \null\hspace*{\mdf@leftmargin@length}%
         \md@frame@lines@second%
         \ifbool{mdf@leftline}%
         {\hspace*{\mdf@middlelinewidth@length}}{}%
         \md@frame@background@second%
         \hspace*{\mdf@innerleftmargin@length}%
         {\box\@tempboxa}%
        }%
  \fi%
}%


%%=middle=%%

\def\md@frame@background@middle{%
         \setlength{\mdfboundingboxheight}{\ht\tw@+\dp\tw@}%
         \addtolength{\mdfboundingboxheight}{%
                  \mdf@splitbottomskip@length%
                  }%
        \rlap{\color{\mdf@backgroundcolor}%
              \rule[-\dp\tw@-\mdf@splitbottomskip@length]%
                    {\wd\tw@+\mdf@innerleftmargin@length+\mdf@innerrightmargin@length}%
                    {\mdfboundingboxheight}%
              }%
}%
 
\def\md@frame@lines@middle{%
         \setlength{\mdfboundingboxheight}{\ht\tw@+\dp\tw@}%
         \addtolength{\mdfboundingboxheight}{%
                  \mdf@splitbottomskip@length%
                  }%
        \rlap{\color{\mdf@middlelinecolor}%
            \ifbool{mdf@leftline}%
              {%
              \rule[-\dp\tw@-\mdf@splitbottomskip@length]{\mdf@middlelinewidth@length}{\mdfboundingboxheight}%
              }{}%
            \ifbool{mdf@rightline}%
                   {%
                   \deflength{\mdfpositionx}{\wd\tw@%
                                     +\mdf@innerleftmargin@length%
                                     +\mdf@innerrightmargin@length%
                                     +\mdf@middlelinewidth@length%
                                    }%
                   \hspace*{\mdfpositionx}%
                   \llap{\color{\mdf@middlelinecolor}%
                        \rule[-\dp\tw@-\mdf@splitbottomskip@length]{\mdf@middlelinewidth@length}{\mdfboundingboxheight}%
                        \ifbool{mdf@leftline}{}{}%
                        }%
                   }{}%
          }%
}%




\def\md@putbox@middle{%%%% Ausgabe der Teilbox 1
      \leftline{%
           \null\hspace*{\mdf@leftmargin@length}%
           \md@frame@lines@middle%
           \ifbool{mdf@leftline}%
           {\hspace*{\mdf@middlelinewidth@length}}{}%
           \md@frame@background@middle%
           \hspace*{\mdf@innerleftmargin@length}%
           {\box\tw@}%
        }%
}
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%%= Ausgabe der Box nach Vorgabe der Ausgaberoutine=%%
%%==================================================%%
%% Styledatei fuer das Paket mdframed erstellt durch
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%% 
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%%$Rev: 105 $
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\def\mdversion{v0.6a}
\def\mdframedIpackagename{md-frame-1}
\def\md@frameIdate@svn$#1: #2 #3 #4-#5-#6 #7 #8${#4/#5/#6\space }

\ProvidesFile{md-frame-1.mdf}[\md@frameIdate@svn$Id: md-frame-1.mdf 105 2010-12-22 16:50:44Z marco $ \mdversion: \mdframedIpackagename]

%%Allgemeine Einstellungen fuer tikz

\def\md@tikz@settings{%
          %wenn das Innere der Doppellinie 0pt breit ist,
          %muss Grenze zwischen innerer und aeusserer Linie
          %einer Farbe zugeordnet werden
          \ifdimequal{\mdf@middlelinewidth@length}{\z@}%
                       {\ifdimequal{\mdf@innerlinewidth@length}{\z@}%
                            {\ifdimequal{\mdf@outerlinewidth@length}{\z@}%
                              {\let\mdf@middlelinecolor\mdf@backgroundcolor}%
                              {\let\mdf@middlelinecolor\mdf@outerlinecolor}%
                            }%
                            {\let\mdf@middlelinecolor\mdf@innerlinecolor}%
                        }{}%
          \ifdimequal{\mdf@innerlinewidth@length}{\z@}%
                       {\ifdimequal{\mdf@outerlinewidth@length}{\z@}%
                            {\ifdimequal{\mdf@middlelinewidth@length}{\z@}%
                              {}%
                              {\let\mdf@middlelinecolor\mdf@linecolor}%
                            }%
                            {}%
                        }{}%
        \tikzset{mdftext/.style={inner sep=0pt,outer sep=0pt}}%
        \tikzset{mdfcorners/.style={rounded corners=\mdf@roundcorner@length}}%
        \tikzset{mdfbackground/.style={fill=\mdf@backgroundcolor}}%
        \ifdimgreater{\mdf@outerlinewidth@length}{\z@}%
            {\tikzset{mdfborderA/.style={%
                         draw=\mdf@outerlinecolor,%
                         line width=2\mdf@outerlinewidth@length+\mdf@middlelinewidth@length%
                         }%
                     }%
            }%
            {\tikzset{mdfborderA/.style={}}}%
        \ifdimgreater{\mdf@innerlinewidth@length}{\z@}%
            {\tikzset{mdfborderI/.style={%
                         draw=\mdf@innerlinecolor,%
                         line width=2\mdf@innerlinewidth@length+\mdf@middlelinewidth@length%
                         }%
                     }%
            }%
            {\tikzset{mdfborderI/.style={}}}%
       \tikzset{mdfmiddle/.style={draw=\mdf@middlelinecolor,line width=\mdf@middlelinewidth@length}}%
}%



\def\md@putbox@single{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
       \md@tikz@settings%
        \setlength\mdfboxwidth{\wd\@tempboxa}%
        \setlength\mdfboxheight{\ht\@tempboxa+\dp\@tempboxa}%
        \begin{tikzpicture}
	         \coordinate(O)at(0,0);
                 \pgfmathsetlengthmacro\x{\mdfboxwidth+\mdf@innerrightmargin@length%
                                          +\mdf@innerleftmargin@length+%
                                          2\mdf@innerlinewidth@length+\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\xp{\mdf@innerleftmargin@length+%
                                          1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\y{\mdfboxheight+\mdf@innertopmargin@length%
                                          +\mdf@innerbottommargin@length%
                                          +2*\mdf@innerlinewidth@length+\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\yp{\mdf@innerbottommargin@length%
                                          +1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \coordinate(P)at(\x,\y);
                 \begin{scope}
		      \clip[preaction=mdfborderA]%
                           [postaction={mdfbackground,mdfborderI}]%
                           [mdfcorners](O)--(O|-P)--(P)--(P|-O)--cycle;
	         \end{scope}
                 \path[mdfmiddle,mdfcorners](O)--(O|-P)--(P)--(P|-O)--cycle;
                 \node[mdftext,anchor=south west]at(\xp,\yp){\box\@tempboxa};
       \end{tikzpicture}%
     }%
}%

\def\md@putbox@first{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
       \md@tikz@settings%
        \setlength\mdfboxwidth{\wd\tw@}%
        \setlength\mdfboxheight{\ht\tw@+\dp\tw@}%
        \ifdimequal{\pagegoal}{\maxdimen}{\enlargethispage{\baselineskip}}{}%
        \begin{tikzpicture}
	         \coordinate(O) at (0,0);
                 \pgfmathsetlengthmacro\x{\mdfboxwidth+\mdf@innerrightmargin@length%
                                          +\mdf@innerleftmargin@length+%
                                          2*\mdf@innerlinewidth@length+1*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\xp{\mdf@innerleftmargin@length+%
                                          1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\y{-\mdfboxheight-\mdf@innertopmargin@length%
                                          -1*\mdf@innerlinewidth@length-0.5*\mdf@middlelinewidth@length+0.0cm}
                 \pgfmathsetlengthmacro\yp{-\mdf@innertopmargin@length%
                                           -1*\mdf@innerlinewidth@length-0.5*\mdf@middlelinewidth@length%
                                           -0.5\mdfboxheight}
                 \coordinate(P)at(\x,\y);
                 \clip(-\mdf@outerlinewidth@length-0.5*\mdf@middlelinewidth@length,%
                       \mdf@outerlinewidth@length+0.5*\mdf@middlelinewidth@length)%
                      rectangle(\x+\mdf@outerlinewidth@length+0.5*\mdf@middlelinewidth@length,\y);
                 \begin{scope}
                     \clip[preaction=mdfborderA]%
                          [postaction={mdfbackground,mdfborderI}]%
                          [mdfcorners](O|-P)--(O)--(P|-O)--(P);
                 \end{scope}
                 \path[mdfmiddle,mdfcorners,](O|-P)--(O)--(P|-O)--(P);
                 \node[mdftext,anchor=west,inner sep=0pt,outer sep=0pt]at(\xp,\yp){\box\tw@};
%                 \draw[fill] (0,0) circle (.1cm);
%                 \draw[fill,yellow] (\x,\y) circle (.1cm);
%                 \draw[fill,orange] (\xp,\yp) circle (.05cm);
     \end{tikzpicture}%
     }%
}%


\def\md@putbox@middle{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
        \md@tikz@settings%
        \setlength\mdfboxwidth{\wd\tw@}%
        \setlength\mdfboxheight{\ht\tw@}%
        \setlength{\mdf@ymargin@length}{0.4\baselineskip}%
        \begin{tikzpicture}
	         \coordinate(O)at(0,0);
                 \pgfmathsetlengthmacro\x{\mdfboxwidth+\mdf@innerrightmargin@length%
                                          +\mdf@innerleftmargin@length+%
                                          2*\mdf@innerlinewidth@length+1*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\xp{\mdf@innerleftmargin@length+%
                                          1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\y{\mdfboxheight}
                 \pgfmathsetlengthmacro\yp{0cm}
                 \coordinate(P)at(\x,\y);
                 \clip(-\mdf@outerlinewidth@length-0.5*\mdf@middlelinewidth@length,0)%
                       rectangle(\x+\mdf@outerlinewidth@length+0.5*\mdf@middlelinewidth@length,\y);
                 \begin{scope}
                 	\path[mdfborderA](O)--(O|-P)(P)--(P|-O);
                        \clip[postaction=mdfbackground](O)--(O|-P)--(P)--(P|-O);
                        \path[mdfborderI](O)--(O|-P)(P)--(P|-O);
                 \end{scope}
                 \path[mdfmiddle](O)--(O|-P)(P)--(P|-O);
                 \node[mdftext,anchor=south west]at(\xp,\yp){\box\tw@};
       \end{tikzpicture}%
     }
}

\def\md@putbox@second{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
       \md@tikz@settings%
        \setlength\mdfboxwidth{\wd\@tempboxa}%
        \setlength\mdfboxheight{\ht\@tempboxa}%
        \begin{tikzpicture}
                 \coordinate(O)at(0,0);
                 \pgfmathsetlengthmacro\x{\mdfboxwidth+\mdf@innerrightmargin@length%
                                          +\mdf@innerleftmargin@length+%
                                          2*\mdf@innerlinewidth@length+1*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\xp{\mdf@innerleftmargin@length+%
                                          1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\y{\mdfboxheight%
                                          +\mdf@innerbottommargin@length%
                                          +1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \pgfmathsetlengthmacro\yp{\mdf@innerbottommargin@length%
                                          +1*\mdf@innerlinewidth@length+0.5*\mdf@middlelinewidth@length}
                 \coordinate(P)at(\x,\y);
                 \clip(-\mdf@outerlinewidth@length-0.5*\mdf@middlelinewidth@length,%
                       -\mdf@outerlinewidth@length-0.5*\mdf@middlelinewidth@length)%
                      rectangle(\x+\mdf@outerlinewidth@length+0.5*\mdf@middlelinewidth@length,\y);
                 \begin{scope}
                      \clip[preaction=mdfborderA]%
                      [postaction={mdfbackground,mdfborderI}]%
                      [mdfcorners](P-|O)--(O)--(O-|P)--(P);
                 \end{scope}
                 \path[mdfmiddle,mdfcorners](P-|O)--(O)--(O-|P)--(P);
                 \node[mdftext,anchor=south west] at (\xp,\yp){\box\@tempboxa};
       \end{tikzpicture}%
     }
}
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\def\mdversion{v0.6a}
\def\mdframedIIIpackagename{md-frame-3}
\def\md@frameIIIdate@svn$#1: #2 #3 #4-#5-#6 #7 #8${#4/#5/#6\space }

\ProvidesFile{md-frame-3.mdf}[\md@frameIIIdate@svn$Id: md-frame-3.mdf 105 2010-12-22 16:50:44Z marco $ \mdversion: \mdframedIIIpackagename]

\def\md@ptlength@to@pscode#1{\pst@number{#1} \pst@number\psxunit div}
\let\ptTps\md@ptlength@to@pscode\relax


\def\md@putbox@single{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
        \setlength\mdfboxwidth{\wd\@tempboxa}%
        \setlength\mdfboxheight{\ht\@tempboxa+\dp\@tempboxa}%
        \setlength{\mdfboundingboxheight}{%
                     \mdfboxheight%
                    +\mdf@innertopmargin@length%
                    +\mdf@innerbottommargin@length%
%                    +\mdf@middlelinewidth@length%
%                    +\mdf@middlelinewidth@length%
                  }%
         \ifbool{mdf@topline}{\addtolength{\mdfboundingboxheight}{\mdf@middlelinewidth@length}}{}%
         \ifbool{mdf@bottomline}{\addtolength{\mdfboundingboxheight}{\mdf@middlelinewidth@length}}{}%
         \setlength{\mdfboundingboxwidth}{%
                     \mdfboxwidth%
                    +\mdf@innerleftmargin@length%
                    +\mdf@innerrightmargin@length%
%                    +\mdf@middlelinewidth@length%
%                    +\mdf@middlelinewidth@length%
                  }%
       \ifbool{mdf@leftline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
       \ifbool{mdf@rightline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
       \psset{linearc=\mdf@roundcorner@length,cornersize=absolute,}%
       \expandafter\psset\expandafter{\mdf@psset@local}%
        \psset{unit=1truecm}%
        \begin{pspicture}(0,0)(\mdfboundingboxwidth,\mdfboundingboxheight)
             \ifboolexpr{     bool {mdf@topline} and bool {mdf@bottomline}
                          and bool {mdf@leftline} and bool {mdf@rightline}
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                      \psframe[linewidth=\mdf@middlelinewidth@length,
                               linecolor=\mdf@linecolor,
                                cornersize=absolute,
                                fillstyle=none,]%
                          (0,0)(\mdfboundingboxwidth,\mdfboundingboxheight)%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%
             \ifboolexpr{     bool {mdf@topline} and bool {mdf@bottomline}
                          and not (bool {mdf@leftline}) and bool {mdf@rightline}
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! 0  %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! 0  %X-Koord
                          \ptTps{\mdfboundingboxheight} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       \rput(!\ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add  %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                      }{}%
              \ifboolexpr{     bool {mdf@topline} and bool {mdf@bottomline}
                          and bool {mdf@leftline} and not( bool {mdf@rightline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth} %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                     }{}% 
               \ifboolexpr{   not(  bool {mdf@topline}) and bool {mdf@bottomline}
                          and bool {mdf@leftline} and  bool {mdf@rightline}
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth}
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%  
                      \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%     
                \ifboolexpr{  bool {mdf@topline} and not (bool {mdf@bottomline})
                          and bool {mdf@leftline} and  bool {mdf@rightline}
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth}
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                           0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add  %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add  %Y-Koord
                       )%  
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                           0 %Y-Koord
                       )%
                      \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\@tempboxa}
                     }{}% 
                 \ifboolexpr{ not( bool {mdf@topline}) and not (bool {mdf@bottomline})
                          and bool {mdf@leftline} and  bool {mdf@rightline}
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth}
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                           0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}
                       )%
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%  
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                           0 %Y-Koord
                       )%
                      \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%    
             \ifboolexpr{     bool {mdf@topline} and bool {mdf@bottomline}
                          and not (bool {mdf@leftline}) and not(bool {mdf@rightline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! 0  %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}  %X-Koord
                          \ptTps{\mdfboundingboxheight} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! 0  %X-Koord
                          \ptTps{\mdfboundingboxheight} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       \rput(!\ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add  %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                      }{}%
              \ifboolexpr{ not( bool {mdf@topline}) and not (bool {mdf@bottomline})
                          and bool {mdf@leftline} and  not( bool {mdf@rightline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth}  %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                           0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}
                       )%
                      \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%    
              \ifboolexpr{ not( bool {mdf@topline}) and not (bool {mdf@bottomline})
                          and not(bool {mdf@leftline}) and  bool {mdf@rightline}
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (!0 0)%
                                (! \ptTps{\mdfboundingboxwidth}
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%  
                       (! \ptTps{\mdfboundingboxwidth} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                           0 %Y-Koord
                       )%
                      \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\@tempboxa}
                     }{}% 
             \ifboolexpr{    not( bool {mdf@topline}) and bool {mdf@bottomline}
                          and not (bool {mdf@leftline}) and not(bool {mdf@rightline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! 0  %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       \rput(!\ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add  %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                      }{}%
              \ifboolexpr{     bool {mdf@topline} and not (bool {mdf@bottomline})
                          and not (bool {mdf@leftline}) and not(bool {mdf@rightline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}  %X-Koord
                          \ptTps{\mdfboundingboxheight} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! 0  %X-Koord
                          \ptTps{\mdfboundingboxheight} 
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       \rput(!\ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add  %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\@tempboxa}
                      }{}%  \psgrid
        \end{pspicture}%
     }%
}






\def\md@putbox@first{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
        \setlength\mdfboxwidth{\wd\tw@}%
        \setlength\mdfboxheight{\ht\tw@+\dp\tw@}%
        \setlength{\mdfboundingboxheight}{%
                    +\mdfboxheight%
                    +\mdf@innertopmargin@length%
                    +\mdf@splitbottomskip@length%
                  }%
         \ifbool{mdf@topline}{\addtolength{\mdfboundingboxheight}{\mdf@middlelinewidth@length}}{}%
         \setlength{\mdfboundingboxwidth}{%
                    +\mdf@innerleftmargin@length%
                    +\mdfboxwidth
                    +\mdf@innerrightmargin@length%
                  }%
         \ifbool{mdf@leftline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
         \ifbool{mdf@rightline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
         \psset{linearc=\mdf@roundcorner@length}%
         \expandafter\psset\expandafter{\mdf@psset@local}%
         \psset{unit=1truecm}%
         \ifdimgreater{\mdfboundingboxheight}{\vsize}
                {\begin{pspicture}(0,0)(\mdfboundingboxwidth,\vsize)}
                {\begin{pspicture}(0,0)(\mdfboundingboxwidth,\mdfboundingboxheight)}
              \ifboolexpr{     bool {mdf@topline} and bool {mdf@rightline}
                          and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\tw@}
                     }{}%
              \ifboolexpr{    not( bool {mdf@topline}) and bool {mdf@rightline}
                          and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\tw@}
                     }{}%       
               \ifboolexpr{    not( bool {mdf@topline}) and not(bool {mdf@rightline})
                          and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\tw@}
                     }{}%  
               \ifboolexpr{    not( bool {mdf@topline}) and bool {mdf@rightline}
                          and not( bool {mdf@leftline} )
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       \rput(!\ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\tw@}
                     }{}%              
               \ifboolexpr{     bool {mdf@topline} and not(bool {mdf@rightline})
                          and not(bool {mdf@leftline} )
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight}
                                   \ptTps{\mdf@middlelinewidth@length} neg add  %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! 0 %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} %X-Koord
                          \ptTps{\mdfboundingboxheight}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\tw@}
                     }{}% 
                \ifboolexpr{    not(bool {mdf@topline}) and not(bool {mdf@rightline})
                          and not(bool {mdf@leftline} )
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\tw@}
                     }{}%  
           \end{pspicture}%
     }%
}



\def\md@putbox@middle{%
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
        \setlength\mdfboxwidth{\wd\tw@}%
        \setlength\mdfboxheight{\ht\tw@+\dp\tw@}%
        \setlength{\mdfboundingboxheight}{%
                    +\mdfboxheight%
                    +\mdf@splitbottomskip@length%
                  }%
         \setlength{\mdfboundingboxwidth}{%
                    +\mdf@innerleftmargin@length%
                    +\mdfboxwidth%
                    +\mdf@innerrightmargin@length%
                  }%
         \ifbool{mdf@leftline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
         \ifbool{mdf@rightline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
         \expandafter\psset\expandafter{\mdf@psset@local}%
         \psset{linearc=\mdf@roundcorner@length}%
         \psset{unit=1truecm}%
         \ifdimgreater{\mdfboundingboxheight}{\vsize}
                {\begin{pspicture}(0,0)(\mdfboundingboxwidth,\vsize)}
                {\begin{pspicture}(0,0)(\mdfboundingboxwidth,\mdfboundingboxheight)}
              \ifboolexpr{    bool {mdf@rightline} and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}  %Y-Koord
                       )%
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\tw@}
                     }{}%
               \ifboolexpr{    bool {mdf@rightline} and not(bool {mdf@leftline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\tw@}
                     }{}%  
               \ifboolexpr{   not( bool {mdf@rightline})  and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight}  %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\tw@}
                     }{}%                    
                \ifboolexpr{(
                             not(bool {mdf@rightline}) and not(bool {mdf@leftline})
                             and bool {mdf@topline} and not( bool {mdf@bottomline})
                             )
                             or
                             (
                             not(bool {mdf@rightline}) and not(bool {mdf@leftline})
                             and not (bool {mdf@topline}) and not( bool {mdf@bottomline})
                             )
                             or
                             (
                             not(bool {mdf@rightline}) and not(bool {mdf@leftline})
                             and not (bool {mdf@topline}) and bool {mdf@bottomline}
                             )
                              or
                             (
                             not(bool {mdf@rightline}) and not(bool {mdf@leftline})
                             and bool {mdf@topline} and bool {mdf@bottomline}
                             )  
                       }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth}  %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@splitbottomskip@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\tw@}
                     }{}%  
       \end{pspicture}%
     }%
}

\def\md@putbox@second{
   \leftline{\null\hspace*{\mdf@leftmargin@length}%%
        \setlength\mdfboxwidth{\wd\@tempboxa}%
        \setlength\mdfboxheight{\ht\@tempboxa+\dp\@tempboxa}%
        \setlength{\mdfboundingboxheight}{%
                    +\mdfboxheight%
                    +\mdf@innerbottommargin@length%
                  }%
         \ifbool{mdf@bottomline}{\addtolength{\mdfboundingboxheight}{\mdf@middlelinewidth@length}}{}%
         \setlength{\mdfboundingboxwidth}{%
                    +\mdf@innerleftmargin@length%
                    +\mdfboxwidth
                    +\mdf@innerrightmargin@length%
                  }%
         \ifbool{mdf@leftline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
         \ifbool{mdf@rightline}{\addtolength{\mdfboundingboxwidth}{\mdf@middlelinewidth@length}}{}%
         \expandafter\psset\expandafter{\mdf@psset@local}
         \psset{linearc=\mdf@roundcorner@length}%
         \psset{unit=1truecm}%
         \begin{pspicture}(0,0)(\mdfboundingboxwidth,\mdfboundingboxheight)
              \ifboolexpr{     bool {mdf@bottomline} and bool {mdf@rightline}
                          and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@middlelinewidth@length} 
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%
               \ifboolexpr{   not( bool {mdf@bottomline}) and bool {mdf@rightline}
                          and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%                    
               \ifboolexpr{   not( bool {mdf@bottomline}) and not(bool {mdf@rightline})
                          and bool {mdf@leftline} 
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (\mdf@middlelinewidth@length,0)%
                                (! \ptTps{\mdfboundingboxwidth} %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       (! \ptTps{\mdf@middlelinewidth@length} 0.5 mul %X-Koord
                          0 %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%  
               \ifboolexpr{   not( bool {mdf@bottomline}) and bool {mdf@rightline}
                          and not(bool {mdf@leftline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth} 
                                   \ptTps{\mdf@middlelinewidth@length} neg add %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          0 %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth}
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul neg add %X-Koord
                          \ptTps{\mdfboundingboxheight} %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul  add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%  
               \ifboolexpr{  bool {mdf@bottomline} and not(bool {mdf@rightline})
                          and not(bool {mdf@leftline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,\mdf@middlelinewidth@length)%
                                (! \ptTps{\mdfboundingboxwidth}  %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \psline[linewidth=\mdf@middlelinewidth,
                                linecolor=\mdf@linecolor,fillstyle=none,]%
                       (! 0 %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       (! \ptTps{\mdfboundingboxwidth} %X-Koord
                          \ptTps{\mdf@middlelinewidth@length} 0.5 mul %Y-Koord
                       )%
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@middlelinewidth@length}
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%  
                \ifboolexpr{  not(bool {mdf@bottomline}) and not(bool {mdf@rightline})
                          and not(bool {mdf@leftline})
                        }%
                      {\psframe[linecolor=\mdf@backgroundcolor,fillstyle=solid,%
                                fillcolor=\mdf@backgroundcolor,linestyle=solid,
                                linewidth=\mdf@middlelinewidth@length]%
                                (0,0)%
                                (! \ptTps{\mdfboundingboxwidth}  %X-Koord
                                   \ptTps{\mdfboundingboxheight} %Y-Koord
                                )
                       \rput(! \ptTps{\mdf@innerleftmargin@length}
                              \ptTps{\mdfboxwidth} 0.5 mul add %X-Koord
                              \ptTps{\mdf@innerbottommargin@length}
                              \ptTps{\mdfboxheight} 0.5 mul add %Y-Koord
                           ){\box\@tempboxa}
                     }{}%  
       \end{pspicture}%
     }%
}

\endinput
%eof
%eof
%eof
%eof
%eof
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%%
%% This is file `utf8.def',
%% generated with the docstrip utility.
%%
%% The original source files were:
%%
%% utf8ienc.dtx  (with options: `utf8')
%% 
%% This is a generated file.
%% 
%% Copyright 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009
%% The LaTeX3 Project and any individual authors listed elsewhere
%% in this file.
%% 
%% This file was generated from file(s) of the LaTeX base system.
%% --------------------------------------------------------------
%% 
%% It may be distributed and/or modified under the
%% conditions of the LaTeX Project Public License, either version 1.3c
%% of this license or (at your option) any later version.
%% The latest version of this license is in
%%    http://www.latex-project.org/lppl.txt
%% and version 1.3c or later is part of all distributions of LaTeX
%% version 2005/12/01 or later.
%% 
%% This file has the LPPL maintenance status "maintained".
%% 
%% This file may only be distributed together with a copy of the LaTeX
%% base system. You may however distribute the LaTeX base system without
%% such generated files.
%% 
%% The list of all files belonging to the LaTeX base distribution is
%% given in the file `manifest.txt'. See also `legal.txt' for additional
%% information.
%% 
%% The list of derived (unpacked) files belonging to the distribution
%% and covered by LPPL is defined by the unpacking scripts (with
%% extension .ins) which are part of the distribution.
\ProvidesFile{utf8.def}
   [2008/04/05 v1.1m UTF-8 support for inputenc]
\makeatletter
\catcode`\ \saved@space@catcode
\def\UTFviii@two@octets#1#2{\expandafter
    \UTFviii@defined\csname u8:#1\string#2\endcsname}
\def\UTFviii@three@octets#1#2#3{\expandafter
    \UTFviii@defined\csname u8:#1\string#2\string#3\endcsname}
\def\UTFviii@four@octets#1#2#3#4{\expandafter
    \UTFviii@defined\csname u8:#1\string#2\string#3\string#4\endcsname}
\def\UTFviii@defined#1{%
  \ifx#1\relax
      \PackageError{inputenc}{Unicode\space char\space \string#1\space
                              not\space set\space up\space
                              for\space use\space with\space LaTeX}\@eha
  \else\expandafter
    #1%
  \fi
}
\begingroup
\catcode`\~13
\catcode`\"12
\def\UTFviii@loop{%
  \uccode`\~\count@
  \uppercase\expandafter{\UTFviii@tmp}%
  \advance\count@\@ne
  \ifnum\count@<\@tempcnta
  \expandafter\UTFviii@loop
  \fi}
    \count@"C2
    \@tempcnta"E0
    \def\UTFviii@tmp{\xdef~{\noexpand\UTFviii@two@octets\string~}}
\UTFviii@loop
    \count@"E0
    \@tempcnta"F0
    \def\UTFviii@tmp{\xdef~{\noexpand\UTFviii@three@octets\string~}}
\UTFviii@loop
    \count@"F0
    \@tempcnta"F4
    \def\UTFviii@tmp{\xdef~{\noexpand\UTFviii@four@octets\string~}}
\UTFviii@loop
\endgroup
\@inpenc@test
\ifx\@begindocumenthook\@undefined
  \makeatother
  \endinput \fi
\begingroup
\catcode`\"=12
\catcode`\<=12
\catcode`\.=12
\catcode`\,=12
\catcode`\;=12
\catcode`\!=12
\catcode`\~=13
\gdef\DeclareUnicodeCharacter#1#2{%
   \count@"#1\relax
   \wlog{ \space\space defining Unicode char U+#1 (decimal \the\count@)}%
   \begingroup
    \parse@XML@charref
    \def\UTFviii@two@octets##1##2{\csname u8:##1\string##2\endcsname}%
    \def\UTFviii@three@octets##1##2##3{\csname u8:##1%
                                     \string##2\string##3\endcsname}%
    \def\UTFviii@four@octets##1##2##3##4{\csname u8:##1%
                           \string##2\string##3\string##4\endcsname}%
    \expandafter\expandafter\expandafter
    \expandafter\expandafter\expandafter
    \expandafter
     \gdef\UTFviii@tmp{\IeC{#2}}%
   \endgroup
}
\gdef\parse@XML@charref{%
  \ifnum\count@<"A0\relax
     \PackageError{inputenc}{Cannot\space define\space Unicode\space
                             char\space value\space <\space 00A0}\@eha
  \else\ifnum\count@<"800\relax
     \parse@UTFviii@a,%
     \parse@UTFviii@b C\UTFviii@two@octets.,%
  \else\ifnum\count@<"10000\relax
     \parse@UTFviii@a;%
     \parse@UTFviii@a,%
     \parse@UTFviii@b E\UTFviii@three@octets.{,;}%
   \else
     \parse@UTFviii@a;%
     \parse@UTFviii@a,%
     \parse@UTFviii@a!%
     \parse@UTFviii@b F\UTFviii@four@octets.{!,;}%
    \fi
    \fi
  \fi
}
\gdef\parse@UTFviii@a#1{%
     \@tempcnta\count@
     \divide\count@ 64
     \@tempcntb\count@
     \multiply\count@ 64
     \advance\@tempcnta-\count@
     \advance\@tempcnta 128
     \uccode`#1\@tempcnta
     \count@\@tempcntb}
\gdef\parse@UTFviii@b#1#2#3#4{%
     \advance\count@ "#10\relax
     \uccode`#3\count@
     \uppercase{\gdef\UTFviii@tmp{#2#3#4}}}
\endgroup
\@onlypreamble\DeclareUnicodeCharacter
\@onlypreamble\parse@XML@charref
\@onlypreamble\parse@UTFviii@a
\@onlypreamble\parse@UTFviii@b
\begingroup
  \def\cdp@elt#1#2#3#4{%
    \wlog{Now handling font encoding #1 ...}%
    \lowercase{%
        \InputIfFileExists{utf8plain.dfu}}%
           {\wlog{... processing UTF-8 mapping file for font %
                     encoding #1}%
            \catcode`\ 9\relax}%
          {\wlog{... no UTF-8 mapping file for font encoding #1}}%
  }
  \cdp@list
\endgroup
\def\DeclareFontEncoding@#1#2#3{%
  \expandafter
  \ifx\csname T@#1\endcsname\relax
    \def\cdp@elt{\noexpand\cdp@elt}%
    \xdef\cdp@list{\cdp@list\cdp@elt{#1}%
                    {\default@family}{\default@series}%
                    {\default@shape}}%
    \expandafter\let\csname#1-cmd\endcsname\@changed@cmd
    \begingroup
      \wlog{Now handling font encoding #1 ...}%
      \lowercase{%
        \InputIfFileExists{utf8plainenc.dfu}}%
           {\wlog{... processing UTF-8 mapping file for font %
                      encoding #1}}%
           {\wlog{... no UTF-8 mapping file for font encoding #1}}%
    \endgroup
  \else
     \@font@info{Redeclaring font encoding #1}%
  \fi
  \global\@namedef{T@#1}{#2}%
  \global\@namedef{M@#1}{\default@M#3}%
  \xdef\LastDeclaredEncoding{#1}%
  }
\DeclareUnicodeCharacter{00A9}{\textcopyright}
\DeclareUnicodeCharacter{00AA}{\textordfeminine}
\DeclareUnicodeCharacter{00AE}{\textregistered}
\DeclareUnicodeCharacter{00BA}{\textordmasculine}
\DeclareUnicodeCharacter{02C6}{\textasciicircum}
\DeclareUnicodeCharacter{02DC}{\textasciitilde}
\DeclareUnicodeCharacter{200C}{\textcompwordmark}
\DeclareUnicodeCharacter{2026}{\textellipsis}
\DeclareUnicodeCharacter{2122}{\texttrademark}
\DeclareUnicodeCharacter{2423}{\textvisiblespace}

\endinput
%%
%% End of file `utf8.def'.
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\hspace*{0pt}\ignorespaces{} Konzernbilanzsumme (Mrd.{\mbox{$~$}}€) &\hspace*{0pt}\ignorespaces{} 47,647 &\hspace*{0pt}\ignorespaces{} 47,616 &\hspace*{0pt}\ignorespaces{} 47,101 &\hspace*{0pt}\ignorespaces{} 48,440 &\hspace*{0pt}\ignorespaces{} 48,529 &\hspace*{0pt}\ignorespaces{} 48,193 &\hspace*{0pt}\ignorespaces{} 47,303 &\hspace*{0pt}\ignorespaces{} 52,003 &\hspace*{0pt}\ignorespaces{} 51,791 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Mitarbeiter &\hspace*{0pt}\ignorespaces{} 242.759 &\hspace*{0pt}\ignorespaces{} 225.512 &\hspace*{0pt}\ignorespaces{} 216.389 &\hspace*{0pt}\ignorespaces{} 229.000 &\hspace*{0pt}\ignorespaces{} 237.078 &\hspace*{0pt}\ignorespaces{} 240.242 &\hspace*{0pt}\ignorespaces{} 239.828 &\hspace*{0pt}\ignorespaces{} 276.310 &\hspace*{0pt}\ignorespaces{} 285.319&\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Betriebsstellen (Bahnhöfe, Haltepunkte u.{\mbox{$~$}}a.) &\hspace*{0pt}\ignorespaces{} 5.665 &\hspace*{0pt}\ignorespaces{} 5.697 &\hspace*{0pt}\ignorespaces{} 5.707 &\hspace*{0pt}\ignorespaces{} 5.730 &\hspace*{0pt}\ignorespaces{} 5.699 &\hspace*{0pt}\ignorespaces{} 5.718 &\hspace*{0pt}\ignorespaces{} 5.707 &\hspace*{0pt}\ignorespaces{} 5.700 &\hspace*{0pt}\ignorespaces{} 5.685 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Unternehmenseigenes Schienennetz (km) &\hspace*{0pt}\ignorespaces{} 35.593 &\hspace*{0pt}\ignorespaces{} 34.718 &\hspace*{0pt}\ignorespaces{} 34.211 &\hspace*{0pt}\ignorespaces{} 34.122 &\hspace*{0pt}\ignorespaces{} 33.978 &\hspace*{0pt}\ignorespaces{} 33.862 &\hspace*{0pt}\ignorespaces{} 33.721 &\hspace*{0pt}\ignorespaces{} 33.723 &\hspace*{0pt}\ignorespaces{} 33.576 &\hspace*{0pt}\ignorespaces{} nahezu das gesamte \myhref{http://de.wikibooks.org/wiki/Vollbahn}{Vollbahn}netz Deutschlands\\ \hline 
\multicolumn{11}{|>{\RaggedRight}p{0.87984\linewidth}|}{\hspace*{0pt}\ignorespaces{}{\bfseries Beförderungsleistung \myhref{http://de.wikibooks.org/wiki/Personenverkehr}{Personenverkehr}:}}\\ \hline 
\hspace*{0pt}\ignorespaces{} Reisende (Mrd.) &\hspace*{0pt}\ignorespaces{} 1,682 &\hspace*{0pt}\ignorespaces{} 1,695 &\hspace*{0pt}\ignorespaces{} 1,785 &\hspace*{0pt}\ignorespaces{} 1,854 &\hspace*{0pt}\ignorespaces{} 1,835 &\hspace*{0pt}\ignorespaces{} 1,919 &\hspace*{0pt}\ignorespaces{} 1,908 &\hspace*{0pt}\ignorespaces{} 1,950 &\hspace*{0pt}\ignorespaces{} 1,981 &\hspace*{0pt}\ignorespaces{} ab 2008 inkl. Auslandsgeschäft\\ \hline 
\hspace*{0pt}\ignorespaces{} \myhref{http://de.wikibooks.org/wiki/Personenkilometer}{Personenkilometer} (Mrd.) &\hspace*{0pt}\ignorespaces{} 69,534 &\hspace*{0pt}\ignorespaces{} 70,260 &\hspace*{0pt}\ignorespaces{} 72,554 &\hspace*{0pt}\ignorespaces{} 74,788 &\hspace*{0pt}\ignorespaces{} 74,792 &\hspace*{0pt}\ignorespaces{} 77,791 &\hspace*{0pt}\ignorespaces{} 76,772 &\hspace*{0pt}\ignorespaces{} 78,582 &\hspace*{0pt}\ignorespaces{} 79,228 &\hspace*{0pt}\ignorespaces{} ab 2008 inkl. Auslandsgeschäft\\ \hline 
\multicolumn{11}{|>{\RaggedRight}p{0.87984\linewidth}|}{\hspace*{0pt}\ignorespaces{}{\bfseries Beförderungsleistung \myhref{http://de.wikibooks.org/wiki/G\%FCterverkehr}{Güterverkehr}:}}\\ \hline 
\hspace*{0pt}\ignorespaces{} Güterbeförderung (Mio.{\mbox{$~$}}Tonnen) &\hspace*{0pt}\ignorespaces{} 282,3 &\hspace*{0pt}\ignorespaces{} 283,6 &\hspace*{0pt}\ignorespaces{} 266,5 &\hspace*{0pt}\ignorespaces{} 307,6 &\hspace*{0pt}\ignorespaces{} 312,8 &\hspace*{0pt}\ignorespaces{} 378,7 &\hspace*{0pt}\ignorespaces{} 341,0 &\hspace*{0pt}\ignorespaces{} 415,4 &\hspace*{0pt}\ignorespaces{} 411,6 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} \myhref{http://de.wikibooks.org/wiki/Tonnenkilometer}{Tonnenkilometer} (Mrd.) &\hspace*{0pt}\ignorespaces{} 79,864 &\hspace*{0pt}\ignorespaces{} 83,982 &\hspace*{0pt}\ignorespaces{} 83,111 &\hspace*{0pt}\ignorespaces{} 96,388 &\hspace*{0pt}\ignorespaces{} 98,794 &\hspace*{0pt}\ignorespaces{}113,634 &\hspace*{0pt}\ignorespaces{} 93,948 &\hspace*{0pt}\ignorespaces{}105,794 &\hspace*{0pt}\ignorespaces{} 111,980 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\multicolumn{11}{|>{\RaggedRight}p{0.87984\linewidth}|}{\hspace*{0pt}\ignorespaces{}{\bfseries Beförderungsleistung DB-{}Schienennetz (\myhref{http://de.wikibooks.org/wiki/DB\%20Netz\%20AG}{DB Netz AG}):}}\\ \hline 
\hspace*{0pt}\ignorespaces{} Trassenkilometer DB-{}Züge (Mio.) &\hspace*{0pt}\ignorespaces{} 917,8 &\hspace*{0pt}\ignorespaces{} 912,7 &\hspace*{0pt}\ignorespaces{} 887,7 &\hspace*{0pt}\ignorespaces{} 888 &\hspace*{0pt}\ignorespaces{}1.050 &\hspace*{0pt}\ignorespaces{}1.043 &\hspace*{0pt}\ignorespaces{}1.003 &\hspace*{0pt}\ignorespaces{}1.034 &\hspace*{0pt}\ignorespaces{}1.051 &\hspace*{0pt}\ignorespaces{}Fahrkilometer aller Zuggattungen\\ \hline 
\hspace*{0pt}\ignorespaces{} Trassenkilometer externer Unternehmen (Mio.) &\hspace*{0pt}\ignorespaces{} 71 &\hspace*{0pt}\ignorespaces{} 88 &\hspace*{0pt}\ignorespaces{}110 &\hspace*{0pt}\ignorespaces{}128 &\hspace*{0pt}\ignorespaces{}147 &\hspace*{0pt}\ignorespaces{}162 &\hspace*{0pt}\ignorespaces{}170 &\hspace*{0pt}\ignorespaces{}195&\hspace*{0pt}\ignorespaces{}219&\hspace*{0pt}\ignorespaces{}\\ \hline 
\end{tabulary}









headers/babel.tex

\usepackage[english]{babel}
\newcommand{\mychapterbabel}{Chapter}
\newcommand{\mypagebabel}{on page}
\newcommand{\myfigurebabel}{Figure}
\newcommand{\mylangbabel}{english}







headers/commands.tex

% Syntax Highlightling

%\DefineShortVerb[commandchars=\\\{\}]{\|}
\DefineVerbatimEnvironment{Highlighting}{Verbatim}{commandchars=\\\{\}}
% Add ',fontsize=\small' for more characters per line
\newenvironment{Shaded}{\begin{scriptsize}}{\end{scriptsize}}
\newcommand{\KeywordTok}[1]{\textbf{{#1}}}
\newcommand{\DataTypeTok}[1]{\underline{{#1}}}
\newcommand{\DecValTok}[1]{{#1}}
\newcommand{\BaseNTok}[1]{{#1}}
\newcommand{\FloatTok}[1]{{#1}}
\newcommand{\CharTok}[1]{{#1}}
\newcommand{\StringTok}[1]{{#1}}
\newcommand{\CommentTok}[1]{\textit{{#1}}}
\newcommand{\OtherTok}[1]{{#1}}
\newcommand{\AlertTok}[1]{\textbf{{#1}}}
\newcommand{\FunctionTok}[1]{{#1}}
\newcommand{\RegionMarkerTok}[1]{{#1}}
\newcommand{\ErrorTok}[1]{\textbf{{#1}}}
\newcommand{\NormalTok}[1]{{#1}}
\newcommand{\myfigurewithoutcaption}[1]{{\bfseries \myfigurebabel{ }#1}}
\newcommand{\myfigurewithcaption}[2]{{\bfseries \myfigurebabel{ }#1{\quad}}#2}

% Definition der Fussnoten
% ------------------------
%\KOMAoptions{footnotes=multiple}


\DeclareTextSymbol{\textlongs}{TS1}{115} 

\deffootnote[2.2em]{2.2em}{0em}{\makebox[2.2em][l]{\thefootnotemark}}

\newcommand{\badchar}[1]
{\textbf{?}}


\newcommand{\myplainurl}[1]
{{\ttfamily  \url{#1}}}


\newcommand{\myfnhref}[2]
{{#2} \^{}{\{\ttfamily  \url{#1}\}} }

\newcommand{\mymchref}[2]
{}


\newcommand{\mytabhref}[2]
{{#2}\protect\footnote{\ttfamily \url{#1} }}
%{\textsc{#2}}


\newcommand{\myfnlref}[2]
{{#2} \^{}\{\mychapterbabel \ref{#1} \mypagebabel {$\text{}$} \pageref{#1}\}}

\newlength{\fnwidth}
\setlength{\fnwidth}{\linewidth}
\addtolength{\fnwidth}{-10mm}

\newcommand{\myhref}[2]
{{#2}\protect\footnote{    \begin{minipage}{\fnwidth} \ttfamily \url{#1}  \end{minipage}}} 

\newcommand{\mylref}[2]
{{#2}\protect\footnote{\mychapterbabel {$\text{}$} \ref{#1} \mypagebabel {$\text{}$} \pageref{#1}}}

\newcommand{\myfnsref}[2]
{\text{#2} \^{}\{\text{#1} \}}

\newcommand{\mysref}[2]
{\text{#2}\protect\footnote{#1}}

\newcommand{\TickYes}{\checkmark}


% Kompatibilität, damit myfootnote nichts ins Leere läuft
\newcommand{\myfootnote}[1]
%{\footnote{\quad{}#1}}
{\footnote{#1}}


% Auflistungen
% ------------
% Standardvorschlag für itemize
%\newenvironment{myitemize}{\begin{itemize}}{\end{itemize}}
%\newenvironment{myenumerate}{\begin{enumerate}}{\end{enumerate}}
\newenvironment{myquote}{\begin{itemize}[{}]}{\end{itemize}}
\newenvironment{myblockquote}{\begin{itemize}[{\quad}]}{\end{itemize}}

\newenvironment{mydescription}{

\begin{inparablank}}{\end{inparablank}} 
% Alternativen ohne Einrückung
\newenvironment{myitemize}{\begin{compactitem}[\textbullet]}{\end{compactitem}}
\newenvironment{myenumerate}{\begin{compactenum}}{\end{compactenum}}

% einige weitere Festlegungen
% ---------------------------
% \breakslash is used for URLs to allow linebreaking
\newcommand{\mybreakslash}{\discretionary{/}{}{/}}

\newlength{\mylength}
\newlength{\myhight}
\newlength{\myshadingheight}
\newcommand{\myoverline}[1]
{\settowidth{\mylength}{#1} \settoheight{\myhight}{#1}
\makebox[-3pt][l]{#1}
\rule[\myhight+1pt]{\mylength}{0.15mm}}

% Teile von Büchern
\newcommand{\mypart}[1]
%{\part{#1}}
{\addtocontents{toc}{\protect\vspace{7.5mm} \textbf{\Large {#1}}}}

% minitoc vorbereiten, aber standardmäßig unterdrücken
\newcommand{\myminitoc}{}

% Haupttitel
% ----------
%\newcommand{\mymaintitle}[1]
%{\definecolor{shadecolor}{gray}{0.9}\begin{shaded}
%\begin{center}
%\Huge \bfseries 
%#1 
%\end{center}
%\end{shaded}}

%\newcommand{\mysubtitle}[1]
%{\begin{center}
%\LARGE \bfseries 
%#1
%\end{center}}

\newcommand{\mysubtitle}[1]{\subtitle{#1}}
\newcommand{\mymaintitle}[1]{\title{#1}}
\newcommand{\myauthor}[1]{\author{#1}}


% Metadaten
% ---------
\newcommand{\fetchurlcaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Adresse der elektronischen Ressource zur Abholung (O)}.}{URL zur Abholung}}

\newcommand{\bookcaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Adresse der elektronischen Ressource (O)}.}{Buch (Hauptseite)}}

\newcommand{\functionalgroupcaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Angaben zum Inhalt: DDC-Sachgruppe der Deutschen Nationalbibliografie oder Warengruppen-Systematik des Deutschen Buchhandels (O)}.}{Sachgruppe(n)} }

\newcommand{\futhertopicscaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Angaben zum Inhalt: weitere Klassifikationen / Thesauri (F)}.}{Weitere Themen}}

\newcommand{\mainauthorscaption}[0]
{Hauptautor(en)}

\newcommand{\projecttexniciancaption}[0]
{Betreuer}

\newcommand{\organizationscaptions}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Beteiligte Organisationen (F)}.}{Organisation(en)}}

\newcommand{\datecaption}[0]
{Erscheinungsdatum}

\newcommand{\issuecaption}[0]
{Ausgabebezeichnung}

\newcommand{\standardcodecaption}[0]
{Standardnummer }

\newcommand{\maintitlecaption}[0]
{Haupttitel}

\newcommand{\publishercaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Verlag / Verlegende Stelle (O)}.}{Verlegende Stelle} }

\newcommand{\publishercitycaption}[0]
{Verlagsort}

\newcommand{\shelfcaption}[0]
{Wikibooks-Regal}

\newcommand{\sizecaption}[0]
{Umfang}


\newcommand{\Alpha}{\mathrm{A}}
\newcommand{\Beta}{\mathrm{B}}
\newcommand{\Epsilon}{\mathrm{E}}
\newcommand{\Zeta}{\mathrm{Z}}
\newcommand{\Eta}{\mathrm{H}}
\newcommand{\Iota}{\mathrm{I}}
\newcommand{\Kappa}{\mathrm{K}}
\newcommand{\Mu}{\mathrm{M}}
\newcommand{\Nu}{\mathrm{N}}
\newcommand{\Rho}{\mathrm{P}}
\newcommand{\Tau}{\mathrm{T}}
\newcommand{\Chi}{\mathrm{X}}













headers/defaultcolors.tex

\definecolor{AliceBlue}{rgb}{0.941176470588,0.972549019608,1.0}
\definecolor{aliceblue}{rgb}{0.941176470588,0.972549019608,1.0}
\definecolor{AntiqueWhite}{rgb}{0.980392156863,0.921568627451,0.843137254902}
\definecolor{antiquewhite}{rgb}{0.980392156863,0.921568627451,0.843137254902}
\definecolor{Aqua}{rgb}{0.0,1.0,1.0}
\definecolor{aqua}{rgb}{0.0,1.0,1.0}
\definecolor{Aquamarine}{rgb}{0.498039215686,1.0,0.83137254902}
\definecolor{aquamarine}{rgb}{0.498039215686,1.0,0.83137254902}
\definecolor{Azure}{rgb}{0.941176470588,1.0,1.0}
\definecolor{azure}{rgb}{0.941176470588,1.0,1.0}
\definecolor{Beige}{rgb}{0.960784313725,0.960784313725,0.862745098039}
\definecolor{beige}{rgb}{0.960784313725,0.960784313725,0.862745098039}
\definecolor{Bisque}{rgb}{1.0,0.894117647059,0.76862745098}
\definecolor{bisque}{rgb}{1.0,0.894117647059,0.76862745098}
\definecolor{Black}{rgb}{0.0,0.0,0.0}
\definecolor{black}{rgb}{0.0,0.0,0.0}
\definecolor{BlanchedAlmond}{rgb}{1.0,0.921568627451,0.803921568627}
\definecolor{blanchedalmond}{rgb}{1.0,0.921568627451,0.803921568627}
\definecolor{Blue}{rgb}{0.0,0.0,1.0}
%\definecolor{blue}{rgb}{0.0,0.0,1.0}
\definecolor{BlueViolet}{rgb}{0.541176470588,0.16862745098,0.886274509804}
\definecolor{blueviolet}{rgb}{0.541176470588,0.16862745098,0.886274509804}
\definecolor{Brown}{rgb}{0.647058823529,0.164705882353,0.164705882353}
\definecolor{brown}{rgb}{0.647058823529,0.164705882353,0.164705882353}
\definecolor{BurlyWood}{rgb}{0.870588235294,0.721568627451,0.529411764706}
\definecolor{burlywood}{rgb}{0.870588235294,0.721568627451,0.529411764706}
\definecolor{CadetBlue}{rgb}{0.372549019608,0.619607843137,0.627450980392}
\definecolor{cadetblue}{rgb}{0.372549019608,0.619607843137,0.627450980392}
\definecolor{Chartreuse}{rgb}{0.498039215686,1.0,0.0}
\definecolor{chartreuse}{rgb}{0.498039215686,1.0,0.0}
\definecolor{Chocolate}{rgb}{0.823529411765,0.411764705882,0.117647058824}
\definecolor{chocolate}{rgb}{0.823529411765,0.411764705882,0.117647058824}
\definecolor{Coral}{rgb}{1.0,0.498039215686,0.313725490196}
\definecolor{coral}{rgb}{1.0,0.498039215686,0.313725490196}
\definecolor{CornflowerBlue}{rgb}{0.392156862745,0.58431372549,0.929411764706}
\definecolor{cornflowerblue}{rgb}{0.392156862745,0.58431372549,0.929411764706}
\definecolor{Cornsilk}{rgb}{1.0,0.972549019608,0.862745098039}
\definecolor{cornsilk}{rgb}{1.0,0.972549019608,0.862745098039}
\definecolor{Crimson}{rgb}{0.862745098039,0.078431372549,0.235294117647}
\definecolor{crimson}{rgb}{0.862745098039,0.078431372549,0.235294117647}
\definecolor{Cyan}{rgb}{0.0,1.0,1.0}
%\definecolor{cyan}{rgb}{0.0,1.0,1.0}
\definecolor{DarkBlue}{rgb}{0.0,0.0,0.545098039216}
\definecolor{darkblue}{rgb}{0.0,0.0,0.545098039216}
\definecolor{DarkCyan}{rgb}{0.0,0.545098039216,0.545098039216}
\definecolor{darkcyan}{rgb}{0.0,0.545098039216,0.545098039216}
\definecolor{DarkGoldenRod}{rgb}{0.721568627451,0.525490196078,0.043137254902}
\definecolor{darkgoldenrod}{rgb}{0.721568627451,0.525490196078,0.043137254902}
\definecolor{DarkGray}{rgb}{0.662745098039,0.662745098039,0.662745098039}
\definecolor{darkgray}{rgb}{0.662745098039,0.662745098039,0.662745098039}
\definecolor{DarkGreen}{rgb}{0.0,0.392156862745,0.0}
\definecolor{darkgreen}{rgb}{0.0,0.392156862745,0.0}
\definecolor{DarkKhaki}{rgb}{0.741176470588,0.717647058824,0.419607843137}
\definecolor{darkkhaki}{rgb}{0.741176470588,0.717647058824,0.419607843137}
\definecolor{DarkMagenta}{rgb}{0.545098039216,0.0,0.545098039216}
\definecolor{darkmagenta}{rgb}{0.545098039216,0.0,0.545098039216}
\definecolor{DarkOliveGreen}{rgb}{0.333333333333,0.419607843137,0.18431372549}
\definecolor{darkolivegreen}{rgb}{0.333333333333,0.419607843137,0.18431372549}
\definecolor{Darkorange}{rgb}{1.0,0.549019607843,0.0}
\definecolor{darkorange}{rgb}{1.0,0.549019607843,0.0}
\definecolor{DarkOrchid}{rgb}{0.6,0.196078431373,0.8}
\definecolor{darkorchid}{rgb}{0.6,0.196078431373,0.8}
\definecolor{DarkRed}{rgb}{0.545098039216,0.0,0.0}
\definecolor{darkred}{rgb}{0.545098039216,0.0,0.0}
\definecolor{DarkSalmon}{rgb}{0.913725490196,0.588235294118,0.478431372549}
\definecolor{darksalmon}{rgb}{0.913725490196,0.588235294118,0.478431372549}
\definecolor{DarkSeaGreen}{rgb}{0.560784313725,0.737254901961,0.560784313725}
\definecolor{darkseagreen}{rgb}{0.560784313725,0.737254901961,0.560784313725}
\definecolor{DarkSlateBlue}{rgb}{0.282352941176,0.239215686275,0.545098039216}
\definecolor{darkslateblue}{rgb}{0.282352941176,0.239215686275,0.545098039216}
\definecolor{DarkSlateGray}{rgb}{0.18431372549,0.309803921569,0.309803921569}
\definecolor{darkslategray}{rgb}{0.18431372549,0.309803921569,0.309803921569}
\definecolor{DarkTurquoise}{rgb}{0.0,0.807843137255,0.819607843137}
\definecolor{darkturquoise}{rgb}{0.0,0.807843137255,0.819607843137}
\definecolor{DarkViolet}{rgb}{0.580392156863,0.0,0.827450980392}
\definecolor{darkviolet}{rgb}{0.580392156863,0.0,0.827450980392}
\definecolor{DeepPink}{rgb}{1.0,0.078431372549,0.576470588235}
\definecolor{deeppink}{rgb}{1.0,0.078431372549,0.576470588235}
\definecolor{DeepSkyBlue}{rgb}{0.0,0.749019607843,1.0}
\definecolor{deepskyblue}{rgb}{0.0,0.749019607843,1.0}
\definecolor{DimGray}{rgb}{0.411764705882,0.411764705882,0.411764705882}
\definecolor{dimgray}{rgb}{0.411764705882,0.411764705882,0.411764705882}
\definecolor{DodgerBlue}{rgb}{0.117647058824,0.564705882353,1.0}
\definecolor{dodgerblue}{rgb}{0.117647058824,0.564705882353,1.0}
\definecolor{FireBrick}{rgb}{0.698039215686,0.133333333333,0.133333333333}
\definecolor{firebrick}{rgb}{0.698039215686,0.133333333333,0.133333333333}
\definecolor{FloralWhite}{rgb}{1.0,0.980392156863,0.941176470588}
\definecolor{floralwhite}{rgb}{1.0,0.980392156863,0.941176470588}
\definecolor{ForestGreen}{rgb}{0.133333333333,0.545098039216,0.133333333333}
\definecolor{forestgreen}{rgb}{0.133333333333,0.545098039216,0.133333333333}
\definecolor{Fuchsia}{rgb}{1.0,0.0,1.0}
\definecolor{fuchsia}{rgb}{1.0,0.0,1.0}
\definecolor{Gainsboro}{rgb}{0.862745098039,0.862745098039,0.862745098039}
\definecolor{gainsboro}{rgb}{0.862745098039,0.862745098039,0.862745098039}
\definecolor{GhostWhite}{rgb}{0.972549019608,0.972549019608,1.0}
\definecolor{ghostwhite}{rgb}{0.972549019608,0.972549019608,1.0}
\definecolor{Gold}{rgb}{1.0,0.843137254902,0.0}
\definecolor{gold}{rgb}{1.0,0.843137254902,0.0}
\definecolor{GoldenRod}{rgb}{0.854901960784,0.647058823529,0.125490196078}
\definecolor{goldenrod}{rgb}{0.854901960784,0.647058823529,0.125490196078}
\definecolor{Gray}{rgb}{0.501960784314,0.501960784314,0.501960784314}
\definecolor{gray}{rgb}{0.501960784314,0.501960784314,0.501960784314}
\definecolor{Green}{rgb}{0.0,0.501960784314,0.0}
%\definecolor{green}{rgb}{0.0,0.501960784314,0.0}
\definecolor{GreenYellow}{rgb}{0.678431372549,1.0,0.18431372549}
\definecolor{greenyellow}{rgb}{0.678431372549,1.0,0.18431372549}
\definecolor{HoneyDew}{rgb}{0.941176470588,1.0,0.941176470588}
\definecolor{honeydew}{rgb}{0.941176470588,1.0,0.941176470588}
\definecolor{HotPink}{rgb}{1.0,0.411764705882,0.705882352941}
\definecolor{hotpink}{rgb}{1.0,0.411764705882,0.705882352941}
\definecolor{IndianRed}{rgb}{0.803921568627,0.360784313725,0.360784313725}
\definecolor{indianred}{rgb}{0.803921568627,0.360784313725,0.360784313725}
\definecolor{Indigo}{rgb}{0.294117647059,0.0,0.509803921569}
\definecolor{indigo}{rgb}{0.294117647059,0.0,0.509803921569}
\definecolor{Ivory}{rgb}{1.0,1.0,0.941176470588}
\definecolor{ivory}{rgb}{1.0,1.0,0.941176470588}
\definecolor{Khaki}{rgb}{0.941176470588,0.901960784314,0.549019607843}
\definecolor{khaki}{rgb}{0.941176470588,0.901960784314,0.549019607843}
\definecolor{Lavender}{rgb}{0.901960784314,0.901960784314,0.980392156863}
\definecolor{lavender}{rgb}{0.901960784314,0.901960784314,0.980392156863}
\definecolor{LavenderBlush}{rgb}{1.0,0.941176470588,0.960784313725}
\definecolor{lavenderblush}{rgb}{1.0,0.941176470588,0.960784313725}
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\chapter{Introduction}
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\label{2}\section{Foreword}
\label{3}

It is often remarked that groups are everywhere, whether in our social lives, our work lives, or even our families. In each of these situations, sets of individuals decide to work collectively to achieve particular goals. 

However, although groups are everywhere and we participate in them constantly, we do not understand them very well. Many of us can tell stories of groups that seemed perfect for a given task, but which failed. And we all have reasons (or excuses) that explain such failures. 

But our experiences in groups suffer precisely because we are with them.

The study of groups as a phenomenon that is unique and different from other social phenomena is very active, reflecting both the importance it has and how much we still don\textquotesingle{}t know about groups.
S M Rizwsan
Clinical Psychologist
ANF
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In this book, we take a challenge-{}based approach to dealing with groups. Many other books provide conceptual and descriptive treatments of groups and teams. Here we will take a prescriptive perspective, one that focuses on the \symbol{34}how to\symbol{34} of managing a group or a team. This prescriptive perspective, however, will be rooted in social science.
\section{About Wikibooks and Wikimedia}
\label{5}

\begin{myitemize}
\item{}  \myhref{http://en.wikipedia.org/wiki/Wikibooks}{Wikibooks}, a \myhref{http://en.wikipedia.org/wiki/Wikipedia}{Wikipedia} article about Wikibooks and its history.
\item{}  \myhref{http://en.wikipedia.org/wiki/Wikimedia}{Wikimedia Foundation}, a Wikipedia article about the non-{}profit parent organization of Wikibooks.
\item{}  \myhref{http://en.wikibooks.org/wiki/FAQ}{Frequently asked questions} about Wikibooks.
\end{myitemize}
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\chapter{Creating and Maintaining Team Cohesion}

\myminitoc
\label{6}

\label{7}\section{Team Cohesion Defined}
\label{8}
One definition of cohesion is “a group property with individual manifestations of feelings of belongingness or attraction to the group” (Lieberman et al., 1973: 337).  It is generally accepted that group cohesion and performance are associated.  “However, the issue of a cause/effect relationship between group cohesion and performance is not completely resolved. Generally, there tend to be more studies supporting a positive relationship between group cohesion and performance.”  \RefTemplate{Chansler, Swamidass, \& Cammann. 2003}  With that in mind the following article is an effort to enhance group/team cohesion and as a result help improve group/team performance.
\section{The Question}
\label{9}
What is team cohesiveness and why does it matter to an organization to have cohesiveness within its teams?
\section{Team Composition}
\label{10}\subsection{How to promote team cohesion when selecting and identifying diversity within teams}
\label{11}
In their journal article Beyond Relational Demography: Time and the Effects of Surface-{} and Deep-{}Level Diversity on Work Group Cohesion, David A. Harrison, Kenneth H. Price, and Myrtle P. Bell discuss the composition of teams and its effect on cohesiveness.  They describe two different categories of diversity, namely surface level and deeper level.
\subsection{Surface-{}Level Diversity:}
\label{12}
Surface level attributes are “immutable {$\text{[}$}and{$\text{]}$} almost immediately observable.” \RefTemplate{Milliken \& Martins, 1996}  Such attributes include age, sex, and race/ethnicity.  In general, the findings have been fairly inconsistent within and across studies as to how diversity in these areas affect team cohesion.
\subsection{Deep-{}Level Diversity:}
\label{13}
Deep-{}level diversity includes differences among members’ attitudes, beliefs, and values.   These attributes are less apparent than surface-{}level differences and are “learned through extended, individualized interaction and information gathering.” \RefTemplate{Harrison, Price \& Bell, 1998}  They are communicated differences which are shared through both verbal and nonverbal behavior.  There has been less research done in this area with regards to teams in workplace settings, though a number of social psychological studies have been conducted.   The findings consistently suggest that “attitudinal similarity {$\text{[}$}is{$\text{]}$} associated with higher group cohesiveness.” \RefTemplate{Terborg, Castore, \& DeNinno, 1976}  Diversity also improves communication, reduces personal conflict, attracts friendships, and gives more satisfaction to group members. 
\subsection{Summary}
\label{14}
Overall, the school of thought that is most widely accepted, in regards to team cohesion, is that “surface-{}level differences are less important and deep-{}level differences are more important for groups that had interacted more often” \RefTemplate{Harrison, Price \& Bell, 1998}.  Harrison, Price, and Bell’s study concluded that while homogeneous groups interacted and performed more effectively than heterogeneous groups in the beginning, with time and information, the diverse groups’ performance and processes improved more rapidly and “had grown more effective in identifying problems and generating solutions” \RefTemplate{Harrison, Price \& Bell, 1998}.  Overall cohesiveness was strengthened in such cases.  Hence, for optimum results, teams ought to include deep-{}level diversity as part of the process for achieving cohesiveness.

\section{Internal Environment Factors Needed in Team Cohesion}
\label{15}
Internally there are several factors that must be present for cohesion to exist within a team. First good and appropriate communication is essential to creating and maintaining cohesion. Communication leads to the second factor, unity of purpose. For a team to work as a cohesive team they must share a common goal and to collectively work towards that goal. And finally, the team must have a high level of commitment understanding that what they do together as a team is better than what they do on their own.
\subsection{Communication}
\label{16}
In the article “Building Team Cohesion: Becoming “We” Instead of “Me” the authors stress the importance of not losing the “human moment” which they define as “not to lose the powerful impact of face-{}to-{}face, immediate interaction in real time and space.” Furthermore, the authors add the following:
\begin{myquote}
\item{}  “It is communication in the “human moment” that most powerfully creates team synergy – the energy that truly makes “the whole greater than the sum of its parts.” It is communication in the “human moment” that also most powerfully creates team cohesion – a strong sense of loyalty and commitment to the team vision as one’s own.”
\item{}  “Providing communication opportunities in real time and space for forensics team members is necessary to build team cohesion. Whether a room or lounge where team members can congregate between classes and the end of the day, practice space for formal and informal coaching sessions, travel time in cars and vans, or social time to enjoy pizza and a movie, both quantity and quality of communication are necessary to build a cohesive team climate of openness and trust…According to Bormann(1990), highly cohesive groups interact in an open climate where individuals are free to ask questions and disagree with one another; even the ability to work through inevitable team conflict in such a constructive climate will only serve to strengthen team cohesion.”
\end{myquote}


In order to build cohesion within any team whether it be a sports team or work team communication is an essential ingredient. Providing opportunities for the team members to interact socially is necessary to help build trust. In addition, a safe environment in which the team can deal with conflict is critical to team cohesion.
\subsection{Unity of Purpose or a Common Goal}
\label{17}
A critical factor that must be present for groups or teams to experience cohesion is to have a common goal. In SELF-{}MANAGING WORK TEAMS:An Empirical Study of Group Cohesiveness in “Natural Work Groups” at a Harley-{}Davidson Motor Company Plant, the authors state: “that highly cohesive groups tend
to perform better because they have high commitment to attaining group goals (e.g., Stogdill, 1972), and because the members are more sensitive to others in the group, they are more willing to assist each other (e.g., Schachter, Ellertson, McBride,\&Gregory, 1951).”

Additional support to the importance of a common goal in building and maintaining a common goal is found in “Buliding Team Cohesion: Becoming “We” Instead of “Me” where the author relates the following: 
\begin{myquote}
\item{}  “Since cohesion is believed to be one of the distinguishing characteristics of a high-{}performance team, what is this powerful team quality and how is it cre-{}ated? According to Bollen and Hoyle (1979), cohesion is the degree of attraction members feel toward one another and the team; \symbol{34}it is a feeling of deep loyalty, of esprit de corps, the degree to which each individual has made the team\textquotesingle{}s goal his or her own, a sense of belonging, and a feeling of morale\symbol{34} (as cited in Beebe \& Masterson, 2000, p. 122). Though cohesion is rooted in the feelings team mem-{}bers have for one another as well as a common goal, creating, shaping, and strengthening those feelings relies on the use of effective communication. Communication scholars have long agreed that group or team cohesion is as much about the relationships created as the task at hand, and success in both fos-{}ters the development of team cohesion. (Bormann, 1990).
\end{myquote}


Without a purpose or a common goal a team will eventually splinter into separate individuals working towards their own personal agendas and not together toward a team goal. It is important for team members to see themselves as a part of the group working towards a goal for cohesiveness to exist.
\subsection{Commitment}
\label{18}

Teams that are not committed to each other or a common goal do not experience cohesion and are much more like to leave the team or even the organization. In the article \symbol{34}Commitment and the Control of Organizational Behavior and Belief\symbol{34} the author states the following:
\begin{myquote}
\item{}  \symbol{34}Commitment also derives from the relation of an employee\textquotesingle{}s job to those of other in the organization. Some jobs are rather isolated and can be done independently of other jobs in the organization. It has been found that jobs which are not integrated with the work activities of others tend to be associated with less favorable attitudes. (Sheperd, 1973). Gow, Clarkand dossett (1974), for instance find that telephone operators who quit tend to be those who are not integrated into the work group. Work integration can affect commitment by the fact that integrated jobs are likely to be associated with salient demands from others in the organization. If a person has a job which affects the work of others in the organization, it is likely that those other will communicate their expectations for performance of that job. Such expectations can be committing in that the other people implicitly or explicitly hold the person accountable for what he does. Earlier we mentioned that when individuals did not know what was expected of them they tended to be less committed to the organization. One reason an individual will not know what is expected is because no one is telling him. In general, we would expect that anything which contributes to creating definite expectations for a person\textquotesingle{}s behavior would enhance his felt responsibility, and hence commitment.\symbol{34}
\end{myquote}


We learn from the above author that for commitment to exist we employees need to know what is expected of them and then to know they will be held accountable either by a manager or other co-{}workers. Once commitment is present team members are more likely to stay and work towards the team goal.
\section{Role of Management in Team Cohesion}
\label{19}
The roles that management has in a team that they oversee are extremely important. But it is also important for the management to understand the boundaries of what their roles and responsibilities are and what the roles and responsibilities of the team itself are. The manager is often placed in the management position because of their people and technical skills and experience. A team often benefits from the manager’s abilities, skills, aptitudes, insights and ideas. But neither the management nor the team should ever forget that it is the team’s responsibility to perform the actual work. So what role should management play in a team that they oversee? How best can they serve the team to ensure they are successful? A critical role that management can and should have is to facilitate and encourage team cohesion.
\subsection{Establish the Team Vision/Goal}
\label{20}
The first step in creating team cohesion and where management should be involved is in the establishment of the team vision and/or goal. Management must set a clear vision to which the team can jointly work towards together. As Tommy Lasorda, former manager of the LA Dodgers, stated, “My responsibility is to get my 25 guys playing for the name on the front of their shirt and not the one on the back.”\RefTemplate{LaFasto} Management must “establish a common goal for {$\text{[}$}the{$\text{]}$} team – an underlying target that will bind {$\text{[}$}them{$\text{]}$} together…”\RefTemplate{LaFasto} The goal must be as clear as possible for each member of the team. “Goal clarity is critical for team members to have confidence in their direction and to be committed to make it happen.”\RefTemplate{LaFasto} A clearly defined goal articulated to the team in such a way that they all understand will inspire the team and commit them to the cause.

Once the goal has been clearly defined and clearly articulated, management must keep the vision and goal alive. Obstacles, tension, and crises may arise that can distract or discourage away from the common goal. The management must “continually reinforce and renew the team goal.”\RefTemplate{LaFasto}

Being that managements “primary responsibility is to ensure that the team reaches its goal,”\RefTemplate{LaFasto} management must also facilitate a working environment, set clear expectations and responsibilities, and lastly, let the team do their job.
\subsection{Facilitate a Working Environment}
\label{21}
Once the team vision and goal has been established, the most important contribution management can make “is to ensure a climate that enables team members to speak up and address the real issues preventing the goal from being achieved.”\RefTemplate{LaFasto} Such a climate includes creating an environment of trust, communication and openness with each other. As Frank Lafasto describes in his book, openness and supportiveness are “the ability to raise and resolve the real issues standing the way of a team accomplishing its goal. And to do so in a way that brings out the best thinking and attitude of everyone involved. It’s too hard for team members to contribute, much less explore the possibilities, when it is not safe for them to say what’s on their minds. They must be able to speak honestly. They must be able to deal openly with real obstacles, problems, and opportunities in a way that promotes listening, understanding of differing perspectives, and constructively working towards a solution.”\RefTemplate{LaFasto}
The environment and climate in which the team works and operates must be facilitated by the management to ensure that trust is established, collective collaboration is demanded, and openness is welcome.
\subsection{Set Clear Expectations and Responsibilities}
\label{22}
Management responsibility is also to set clear expectations and responsibilities of the team and individual team members. Patrick Lencioni describes in his book “The Five Dysfunctions of a Team” that a team where there is ambiguity about the direction and priorities fails to commit. Whereas when the expectations, direction and priorities are clear the team is more likely to commit to the cause and each other.\RefTemplate{Lencioni} Management must establish clear expectations so there is no ambiguity or question of what is expected of the team, whether it is the timeline, product, requirements, etc.

Also, management must set clear responsibilities. “There are few behaviors that build confidence as well as personalized expression of belief in an individual. One of the most direct signals of such belief is trusting someone with important and meaningful responsibility.”\RefTemplate{LaFasto} Clear and meaningful responsibility that allows the team members to stretch enhances their trust and confidence. And, as Jack Welch, the CEO of General Electric, put it, “giving people self-{}confidence is by far the most important thing I can do. Because then they will act.”\RefTemplate{LaFasto}
\subsection{Training and Staffing}
\label{23}
According to Chansler, Swamidass, \& Cammann to get a task completed, “a work team must have the resources to do the job.  Specifically, the team needs trained, competent team members. Training is a planned effort by a firm to help employees learn job-{}related competencies (Noe, 1999). Training is used by companies to gain a competitive advantage over rivals in their respective industries. A company must provide adequate resources to an empowered team to staff and train its members adequately.”  It is the responsibility of Management to provide such training. Chansler, Swamidass, \& Cammann also suggest management should provide its workers with both “hard” and “soft” skills. “Hard-{}skills training helps them do their jobs properly so that the plant can produce a quality product cost-{}effectively. Soft-{}skills training, on the other hand, teaches the workers to get along better as part of a functioning team; this type of skills training improves interpersonal dynamics and relationships. To effectively and efficiently manufacture quality product, both types of training are needed.” \RefTemplate{Chansler, Swamidass, \& Cammann 2003}  It is therefore the responsibility of management to make sure that group/ team members have the hard and soft skills to perform tasks and maintain cohesion.
\subsection{Get Out of Their Way}
\label{24}
And lastly, the manager’s role is to get out of the team’s way. Once the team knows what they are working towards, tasks have been clearly defined and delegated, expectations are clearly set and they have the means to build relationships of trust and have open communication, the manager needs to step back and let the team work. The last thing the team needs, not only to reach their goal, but also to build strong cohesion is, as Dr. Travis Bradberry described, a seagull manager; one that swoops in when problems arise “squawking and dumpling advice, only to take off and let others clean up the mess.”\RefTemplate{Bradberry} Management needs to let the members in the team be smart and informed about key issues and facts related to their tasks and goal. Then management must trust team members by providing sufficient autonomy, which will in turn build confidence.
\subsection{Summary}
\label{25}
Ultimately, the goal and role of management should be to add value to the team’s effort. This can be done by defining a clear vision and goal, facilitate a working environment, set clear expectations and responsibilities, and provide the team enough autonomy where they can work and do their jobs with full commitment and confidence.

\section{Examples of Team Cohesion: The Good}
\label{26}
A good example of team Cohesion is that of the Harley Davidson Motor Company (HDMC) and its group structure.  The well known turnaround of HDMC occurred in the 1980s when it changed from a “command-{}and-{}control” culture to that of self-{}managing work teams (SMWT).  This change allowed assembly employees to make important decisions in their work teams \RefTemplate{Chansler, Swamidass, \& Cammann}.  With group work as the foundation of HDMC’s manufacturing cohesion among group members was essential.   

At its Kansas City Plant HDMC natural work groups (NWG) were organized to make decisions (and build motorcycles).  The plant’s employees are made up of local union members.  “This partnership allows the shifting of the decision-{}making and financial responsibilities for the operation of the plant to the assembly floor employees” \RefTemplate{Chansler, Swamidass, \& Cammann}.     

The structure of the plant divides workers into NWGs.  Each NWG is either assigned to one of four process operations groups (POG) (the Assembly POG, the Fabrication POG, the Paint POG, or a POG dedicated to future programs) or provides “computer, human resources, materials, and so forth, support for the operations NWGs (denoted as RG or Resource Groups).  Each of the NWGs is represented by NWG-{}elected (on a rotating basis) members. The highest level of the circular organization is the lone plant leadership group (PLG), which is cochaired by the plant manager and two local union presidents” \RefTemplate{Chansler, Swamidass, \& Cammann}.

Within this group structure HDMC provides for widespread access to information. “All financial and operations information is available to all team members, which allows them to monitor budgets and production quotas” \RefTemplate{Chansler, Swamidass, \& Cammann}.  This access to information facilitates open communication which in turn leads to greater team cohesion.  Cohesion is also furthered by the autonomy of workers within the group. “Each NWG is empowered to make decisions with regard to any aspect of the assembly process as long as it does not cross over its boundary and impede another NWG” \RefTemplate{Chansler, Swamidass, \& Cammann}.  With freedom to make any necessary decisions and freedom from continuous managerial intervention NWGs are free to bend and move as needed in response to any given situation.    

Interestingly in this structure there are no formal team leaders.  “NWGs are collectively led by the members of the group. Traditional leadership duties such as scheduling, safety monitoring, budget balancing, and so forth, are rotated among the NWG members on a regular basis (usually monthly). The NWG controls its own budget, sick pay, overtime, and consumable production materials.  Individual performance measures are not maintained. The NWG performance is measured on achievement of plant goals and on the goals that they set for themselves” \RefTemplate{Chansler, Swamidass, \& Cammann}.  This sharing of responsibilities fosters cohesion by aligning the goals of the group, goals each member is included in creating.  

\section{Examples of Team Cohesion: The Bad}
\label{27}

The 2010 film “The Social Network” is based on the events and circumstances that lead to the creation and founding of the social networking website “Facebook.”  Founder Mark Zuckerberg and his friend, co-{}founder Eduardo Saverin agree to launch the site and split up ownership of the new company equitably.  In the process of developing the company, other individuals and interests come into play that are detrimental to the team cohesion developed by Mark and Eduardo eventually leading to multi-{}million dollar lawsuits and the end of the original founding team. 

Several factors that lead to the failure of team cohesion:

\begin{myquote}
\item{} 
\begin{myitemize}
\item{}  Team members were unable to work together cooperatively
\item{}  Team goals were not shared by everyone on the team
\item{}  Team members felt that they were not recognized for individual contributions to accomplish team goals
\item{}  Selfish interests were able to infiltrate the team cohesion
\end{myitemize}

\end{myquote}



The fact that team members were unable to work cooperatively together is likely the single biggest factor in the failure of the original “Facebook” leadership team.  In the movie, to help advance the growth of the company, Mark brought in a third partner, Sean Parker, the co-{}founder of the famous music sharing sight “Napster.”  Mark was instantly drawn to Sean’s charismatic personality and vision for “Facebook.”  At the same time, Eduardo was highly skeptical of Sean and his business history.  Immediately Mark began to lean toward the ideas that Sean had developed for “Facebook” and eventually gave Sean a small ownership stake in the company as well as a management position.  Upon learning this, Eduardo was very upset that Mark would go ahead and make the decision to include Sean without consulting him first. 

Mark and Eduardo both had visions of keeping this site exclusive for the elite college institutions around the country and gradually introducing it to other colleges.  When Sean was brought into the company he presented Mark with a business plan to expand “Facebook” beyond the college scene and introduce it to the general public.  At the same time he was trying to convince Mark that he needed to relocate the business to Palo Alto, CA from Boston, MA.  Eduardo was never consulted on these propositions that were made to Mark.  Eduardo felt like Sean was trying to push him out of the company and influence many of the decisions made by Mark.  As the company grew and others were able to influence decision making, the team goals had clearly changed and not everyone shared the same vision.

When “Facebook” was originally started Eduardo was designated as the CFO of the company.  In this responsibility he put up the initial seed money to get it off the ground.  He was in charge of all finances and bank accounts for the company.  While Mark was moving the company headquarters to Palo Alto, Eduardo was spending time in New York working on securing advertising contracts with prominent advertising firms.  When Eduardo goes to visit the team in Palo Alto he begins to tell Mark all about the progress he has made with the advertisers but instead he is told all about the work that Sean and Mark had accomplished and is essentially told that his time and work in New York will not be needed.  Eduardo felt like his contributions to the company and goals were not being recognized.  This drives Eduardo further and further from the team.

Throughout the life of the original leadership team there were many occasions where selfish interests were able to infiltrate team cohesion.  Sean was the worst offender of this.  Sean was one of the founders of “Napster.”  “Napster” was eventually forced to shut down and was facing many lawsuits from the record industry.  Sean saw an opportunity to work with Mark and Eduardo on “Facebook.”  Sean could see the potential that this venture had and also that he could influence the socially introverted Mark by filling him with visions of big pay days and a life style full of privilege.  At times he appeared to try and relive his days of “Napster” and treated “Facebook” like it was his own company and he was trying to accomplish the goals there that weren’t achievable at “Napster.”  After a party to celebrate the 1 millionth member of “Facebook,” Sean was arrested with several other “Facebook” interns for possession of cocaine and was eventually dismissed from the company.  Through these actions, Sean clearly was acting in his own self interest and did not take into account what the effects would be on the group or company.  In many ways the selfish actions of Sean drove a wedge between Mark and Eduardo that eventually lead to lawsuits and the end of the original leadership team. \RefTemplate{The Social Network}

\section{Conclusion}
\label{28}\subsection{Ways to Increase Team Cohesion}
\label{29}  
Each group environment is different and will present different challenges.  In order to create a cohesive team unit it is important for team members to be aware of this and work towards it.  In Joseph Powell Stokes’s research, he found that “risk taking that occurs in a group, attraction to individual members of the group, and the instrumental value of a group are all related to the cohesion of the group”.  He proposes that “increasing risk taking, intermember attraction, and the instrumental value of a personal change group might lead to increased cohesion, which in turn might lead to increase benefits for group participants.” \RefTemplate{Stokes}  

As such, groups should attempt to foster an “atmosphere of tolerance and acceptance” so they can assure openness and honesty and hence, increase their risk taking and intermember attraction.  They can “{$\text{[}$}reward{$\text{]}$} members who make risky self-{}disclosures or give honest feedback to other group members”.  They should make sure group members know that they are expected to “like each other” and can help members “differentiate between not liking other members’ behaviors and not liking the other members themselves”.  Group leaders ought to act as examples and make sure that the group composition and expectations of the group members are in line with risk-{}taking and intermember attraction. “Leaders can maximize the instrumental value of a group for its members by having the group focus explicitly on its goals and by helping redirect the group when members’ needs are not being met”. \RefTemplate{Stokes}
\subsection{Potential problems}
\label{30}
One possible caveat of cohesion is that when there is too much cohesion, groups are prone to groupthink.  “Groupthink is a tendency by groups to engage in a concurrence seeking manner. Groupthink occurs when group members give priority to sustaining concordance and internal harmony above critical examination of the issues under consideration”. \RefTemplate{Groupthink} It is important for all group members to be conscious of this pitfall and to take precautions to prevent such behavior.  See \myhref{http://en.wikibooks.org/wiki/Managing_Groups_and_Teams/Groupthink\#WAYS_TO_PREVENT_GROUPTHINK}{ Ways to Prevent Groupthink.}
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\chapter{Communication}

\myminitoc
\label{32}

\label{33}\section{Introduction}
\label{34}
Communication is something we humans do extraordinarily well, because only our species has evolved complex language skills. Why this should happen only to us is not entirely clear, but some cynics say that the primary purpose of language is to allow us to tell lies! Perhaps this is a misconception -{} for good communication requires that the \textquotesingle{}mental model\textquotesingle{} that the originator wishes to transmit and the experience of the person interpreting the received information is sufficiently similar. A brain surgeon explaining a procedure to a patient would have to use much more simple, precise, unequivocal \textquotesingle{}mental models\textquotesingle{}  than if she was presenting, say draft paper to a seminar of specialist colleagues who each enjoyed comprehensive and independent checking cross-{}checking capabilities. We forget to apply an adequately \textquotesingle{}balanced\textquotesingle{} checking \textquotesingle{}protocol\textquotesingle{} at our peril!
\section{Miscommunication}
\label{35}
On January 3 2006 at approximately 11:50 pm, CNN and other news outlets reported that 12 of 13 miners trapped in the Sago Mine were alive.  Families of the victims celebrated for three hours before mine company officials informed them that the report was wrong and 12 of the 13 miners were dead.  The families would later report that a mine foreman, who had overheard the rescue team, had contacted the families with some initial but unverified information and the media picked the story up from the families. Reporters then \textquotesingle{}verified\textquotesingle{} that information with other families and other news sources without realizing those \textquotesingle{}cross-{}check\textquotesingle{} sources originated from the very same, single unverified source. They failed to \textquotesingle{}dig down to the roots\textquotesingle{} of their story and relied instead on visible superficiality. 

Beyond compounding the mental anguish of the families, many professional news media outlets appeared unprofessional and the mine company experienced a far worse public relations problem than if they had communicated clearly and quickly using more formal protocols. Unfortunately formal protocols involve verification, and this slower process can seem rather like censorship or deliberate information management to news gatherers. While most business communication issues don’t result in such dramatic public displays, \textquotesingle{}quick and dirty\textquotesingle{} communications often prevent teams from functioning properly and cost companies uncountable billions of dollars. But so too does the over-{}cautious, \textquotesingle{}need to know\textquotesingle{} secrecy beloved of military style organizations, who thereby miss many opportunities. The trick is to strike a balance, and that balance will change, depending on the sensitivity, importance and urgency of the message.

Unbalanced messages are likely to cause “communication breakdown” which can engender conflict. Over cautious protocol can prevent important information from reaching decision makers accurately and in time, while listening to messages with no verification protocol -{} rumors -{} can easily reduce the morale of team members. By understanding the causes of communication breakdown and effective techniques for group communication, team members can create a more productive working environment for themselves, and increase their effectiveness when dealing with outsiders such as customers or the wider public (or vice versa -{} as occurred at the Sago Mine \textquotesingle{}information leak\textquotesingle{}).  Effective communication techniques maximize team productivity and creativity while minimizing the chance of miscommunication. Just to make things even more complicated, deliberately \textquotesingle{}unbalancing\textquotesingle{} messages to provoke miscommunication can be quite creative! Unbalanced -{} unverified messages are the essence of formal \textquotesingle{}brain-{}storming\textquotesingle{} events, and also occurs routinely in gentle banter and ironic satire among colleagues. However, it can not be over-{}emphasized that these \textquotesingle{}wrong protocol\textquotesingle{} techniques should only be used exceptionally as they require very careful management in a business environment!
\section{Communication Breakdown}
\label{36}

Communication breakdown can be the source or the result of conflict, but it is also important to recognize that a lack of conflict can also be a sign of communication breakdown.  Inadequate training, apathy, misunderstandings, channel noise, differing backgrounds, or lack of respect can all be causes of communication breakdown.  The results of communication issues include withholding information, loss of trust, reduced cooperation, reduced productivity, reduced creativity, reduced risk taking, personal attacks, sabotage, complaints, clique formation and team breakup or individual resignation.   The North American Blackout of 2003 is an interesting example.  One power plant failed to accurately communicate the status of their section of the power grid, causing more than one hundred power plants to go off line, forty million people to lose power, and an estimated six billion dollars in losses to businesses.It is caused by problems which occur daily which allows people to stop their communication.


A survey of 560 MBA students with work experience from across the USA helps to illustrate some of the problems that communication breakdown can cause.  The table labeled \symbol{34}Hard Costs\symbol{34} shows the number of respondents that can recollect certain hard costs that were incurred due to communication breakdown.  The table labeled \symbol{34}Soft Costs\symbol{34} shows the soft costs incurred (Gilsdorf 191-{}192).  The soft costs may result in losses as high as or higher than hard costs, but they are difficult to quantify. As you can see, the effects of communication breakdown are far from trivial. The Society for Advancement of Consulting (SAC) has recently released an article stating that poor communication is more of a threat to the failure of a business than competition or the economy (\symbol{34}Communication Errors Undermining Business.\symbol{34}).

\begin{longtable}{|>{\RaggedRight}p{0.38304\linewidth}|>{\RaggedRight}p{0.53661\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Hard costs}}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} \# of respondents }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Hard cost\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 11 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\mbox{$<$}} \${}100\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 34 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}100 -{} \${}499\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 24 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}500 -{} \${}999\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 82 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}1,000 -{} \${}9,999\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 25 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}10,000 -{} \${}19,999\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 35 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}20,000 -{} \${}49,999\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 11 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}50,000 -{} \${}99,999\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 21 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}100,000 -{} \${}499,999\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}500,000 -{} \${}999,99\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 11 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \${}1,000,000 -{} \${}10,000,000\\ \hline 
\end{longtable}


\begin{longtable}{|>{\RaggedRight}p{0.27009\linewidth}|>{\RaggedRight}p{0.64955\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Soft costs}}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} \# of respondents }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Soft cost\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 124 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lost time\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 111 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lost employee(s)\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 101 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lowered productivity, efficiency, or quality\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 82 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Bad image, word of mouth, publicity\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 80 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ill will\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 79 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Grave erosion of individuals\textquotesingle{} effectiveness\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 72 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Damaged working environment of relationship\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 57 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lowered morale\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 56 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Stupid risk or liability\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 51 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lowered team spirit\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 46 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lowered trust\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 46 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lost revenue\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 34 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Waste of money\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 25 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lost customer(s)\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 18 &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lost opportunity\\ \hline 
\end{longtable}


There are many books written with psychological and linguistic perspectives on communication breakdown.  “That’s Not What I Meant!” by Deborah Tannen explains how ambiguities in our speech can cause people to misinterpret what we intend to say.  She also talks about how the majority of what we say isn’t in the actual words, but in the way they are said.  This involves pacing, volume, expression of emotion (pitch, tone).  There is a higher incidence of misinterpretation when communicating between cultures, due to differences in the norms of “meta messages” between cultures.  Communication breakdown can also be manifested as politeness taken too far. Tannen talks about the “Two-{}edged Sword of Politeness” where, in the interest of maintaining relations with others, important things are not said.  The motive here is to get along, but people often end up getting along worse when this is done.  When communicating, we don’t always say what we mean due to what we think others might think of us.  This is known as indirectness and is a type of self-{}defense mechanism.  Communicating with others is far more complicated than simply turning an idea into words, saying it, and having it turned back into the same idea.  All these complications are places where communication breakdown can occur, frustrating those involved. 

Richard  J. Mayer has a slightly different perspective on breakdown.  He came up with the hypothesis that “Virtually all communication problems and conflicts between people, no matter how serious they appear, are due to an accumulation of un-{}confronted and unresolved minor issues, each of little or no apparent importance.” (Mayer 3).  He studied hundreds of instances where communication breakdown had occurred to come up with this idea.  Many of these minor issues are caused by the communication concepts mentioned earlier by Tannen.  The new part of this perspective is that major problems are caused by an accumulation of minor issues.  He suggests confronting these little issues every time they are encountered.  He also proposes the idea that we are more skilled at being competitive than we are at being collaborative, which makes it difficult to work in effective teams.  

A certain amount of communication conflict within a team is good.  Both too little, as well as too much conflict is a type of communication breakdown.  Too little communication conflict most likely means either that nobody cares very much or they are all brainwashed to think alike (\textquotesingle{}group-{}think\textquotesingle{}).  Both of these factors mean the team is not being effective (Lemmex 2004).  In an article about communication breakdown, Larry Lauer says that communication breakdown is inevitable due to the complex nature of human experience and thus interpretation, so the communications need to be reiterated back and forth until both the transmitter and all those receiving messages have a common and verifiable understanding.  He suggests some ways to spot communication breakdown, and suggests we should look for \textquotesingle{}activity plateaus\textquotesingle{} after a goal is met.  

These plateaus often cause members to be more focused on their personal matters, and communication begins to slow down.  Another sign is productivity falling off.  A plateau might be due simply to members of a group who feel that their input isn’t much valued, and start to withdraw from the group activity.  Executive isolation is another sign of communication breakdown.  This is the process of a manager suffering from \textquotesingle{}head in the office syndrome\textquotesingle{}. Effective communication is difficult. During times of stress, it is tempting to avoid conflict by spending less and less time with others, and not engaging in verifiable communication with them about the critical issues.  Finally, either too few or too many comments, queries or complaints is likely be a sign of communication breakdown (Lauer 1994). It is all a matter of balance between \textquotesingle{}foot in mouth\textquotesingle{} and \textquotesingle{}paralysis by analysis\textquotesingle{}!

Communication breakdown is all around us, and is responsible for more problems than anyone takes the time to realize.  Through the use of examples, survey results, and various perspectives on the inner workings and diagnosis of communication breakdown, we try to develop a better idea as to why we should want to avoid communication breakdown.  The following sections will help you communicate effectively with others so that, together, you can plan and implement effective communication techniques and checking protocols within your group or team.

Effective communication within a team doesn’t happen by accident; instead, it requires planning and organization, and an effective team leader or facilitator.  Planning for good communication in a meeting setting takes even more preparation.  This section will discuss how leaders and facilitators can plan ahead for good communication.
\section{Planning for Communication}
\label{37}

In modern organizations, teams may be entirely virtual and never interact in person.  This presents a unique set of communication challenges which are outside the scope of this paper, although certain techniques presented will work well for virtual teams.

Larson and LaFasto (1989, 55-{}57) consider an effective communication system to be one of the four necessary features of team structure.  The communication system must focus on accessible information, utilize information from credible sources, provide opportunities for informal communication and have a way to document decisions in planning for communication. Leaders must take care to structure the team and interactions in such a way that these four elements are a part of the system. For existing teams, the team will probably already have procedures in place, whether or not conscious effort went into developing them.  As groups work together, certain norms of behavior develop.  Team leaders should be aware of this process and work to develop an effective set of norms from the beginning.  
Opportunity for informal communication needs to be deliberately coordinated, not left to chance. To enhance the likelihood of informal communication, a team leader will want to allow time at the beginning of the process for group members to get to know one another and interact informally.  An offsite retreat or team activity will build personal relationships among members and facilitate communication down the road.  The facilitator should continue to build in regular opportunities for informal discussion in ways that work with the team culture.  

Another important technique in preparing for communication is to train group members in advance on communication techniques. A leader should train team members about group techniques for meeting facilitation and conflict resolution as well as individual skills such as listening, communicating criticism and mediation. This process facilitation can have positive effects on team accomplishment. (Wheelan 2005)  Finally, good communication requires feedback among group members.  The facilitator must build in ways for team members to provide one another evaluative information about their behavior. (Wheelan 2005)

Once general systems are in place for good communication, the team leader can focus on specific situations such as a team meeting.  For teams working face to face, meetings are one of the most common ways groups communicate, so planning for effective communication at meetings is critical.  Part of planning a meeting means having the logistics in place for success.  The timing and location must be right and the technologies must be in place for effective communication.  Logistics such as the time of day members are likely to be available to meet and at their best, a location that will minimize interruptions and technologies such as PowerPoint that provide visual aids are all important foundations for a successful meeting.  (Whetton and Cameron, 1995) Even more importantly, the leader must be clear on the purpose of the meeting and make sure the right participants are involved.  Then, he or she must plan the structure. (Whetton and Cameron, 1995)

To be most effective, a facilitator must explicitly determine the most appropriate meeting structure and procedures.  Some of the basic procedural options include: “1) an agenda-{}guided discussion, 2) a problem-{} or item-{}list procedure, and 3) simplified parliamentary procedure.” (Stech/Ratliffe, 243)  Extensive detail on each of these options can be found in the book, “Effective Group Communication” referenced at the end of the paper.  For most meetings, a detailed agenda, distributed in advance, is an effective way to help participants prepare for the meeting.  The agenda gives group members time to consider issues to be discussed so the group does not, “waste time discussing ill-{}conceived suggestions.” (Whetton and Cameron, 460) The group also needs to have a clear decision making format in place.  Communication structure options include: ordinary group discussion (the most common default), brainstorming and nominal group technique.  The appropriate choice depends on the group task. (Whetton and Cameron, 1995)  Effective implementation of these various communication strategies will be discussed in the next section. 
Beyond determining the structural format, a leader also needs to prepare by making sure the participants fully understand the purpose of the meeting and their role in the process.  In many cases, particularly when there is a controversial item on the agenda, pre-{}meetings with specific participants are important. “…it is advisable to discuss the matter before the meeting with key opinion leaders.  This polling of sentiment is useful for gauging how much time should be set aside for discussing an issue and how it should be presented to the group. In addition, if the chairperson can obtain the support of key group members before the meeting, it is less likely that a controversial issue will dominate the group discussion…” (Whetton and Cameron, 461)

Facilitators and leaders must plan for good communication.  In general, investment in structure (including informal communication) and member training can set the stage to allow team members to communicate well.  For a team meeting, more planning should be done including deciding on the meeting purpose, participants, structure, logistics and decision making process. Agendas and pre-{}meetings with individuals can help members prepare and ensure the group meeting moves smoothly.
\section{Communication Tools}
\label{38}

While planning for effective communication is key in order to achieve specific objectives, it is equally important to utilize tried and tested \textquotesingle{}tools\textquotesingle{} that can facilitate \textquotesingle{}live\textquotesingle{} real time communication between a transmitter and an audience.

First, some communication is what Eric Birne called \textquotesingle{}parent to child\textquotesingle{}-{} the issuing of clear and unequivocal orders to make sure that tasks are completed quickly in what the authority figure thinks is the best way possible. Other times, we act more like adults, and hold discussions that require awareness, active listening, using names, making “I” statements, the 

Nominal Group Technique, developed by Delbecq and VandeVen,is a method of ranking various contributions. Appropriate body language, mirroring and eye contact can all help individuals to understand each other better. The first step in facilitating clear team communication is to be aware of who is in the group. Bringing the group together in a social setting allows team members to learn each other’s personalities, work situation, and personal background. This understanding prevents issues and differences from arising that could inhibit communication between team members. The next technique that can improve communication is the use of active listening skills. Active listening occurs when people really hear what the other person is saying and both paraphrase what was said and identify any nonverbal cues that a person may also be trying to express through body language. 

Sometimes this means more than just identifying the concrete comments or suggestions that a person is making, but also addressing any underlying emotional issues that are also affecting what a person is trying to say (Thompson and Gooler, 1996). A simple way to help a person understand that you are actively listening is to use their name a few times during the course of a conversation. This helps a person to realize that you are focusing your attention on what they are saying, and really hearing their full meaning (Connolly and Syer, 1996). When you are the person who feels misunderstood or not heard, make sure to express your feelings through the use of “I” statements. Using “I” statements allows people to express themselves without putting others on the defensive. For example, instead of saying, “You are completely ignoring me,” phrasing that feeling as “I feel like I am not being heard by the group” allows others to realize how you are feeling without starting a conflict (Connolly and Syer, 1996). If a group is having trouble creating and communicating divergent ideas, one way to facilitate this process is through the Nominal Group Technique. This technique preempts conflict by allowing individuals to generate ideas individually and have everyone share their thoughts with the group. “The advantage of the nominal group technique is that it maximizes information gain, ensures a democratic representation of all members’ ideas…and avoids production blocking” (Thompson, 162). Ultimately, some conflict will arise. But through the use of the nominal group technique and the use of “I” statements, conflict may be productive in the generation of new ideas and not lead to permanent rifts between team members.

Though these tools for facilitating verbal communication are essential, the importance of understanding nonverbal cues cannot be underestimated. “The use of space, eye contact, body orientation, head movements and other behaviors are often used to transmit messages without the use of words” (Thompson and Gooler, 407). Regardless of what team members actually say, it is important to be aware of the nonverbal messages communicated through body language. Though a person may verbally agree, it may be clear that they are uncomfortable or dissatisfied with an idea or solution, and that needs to be addressed for good communication to be permanently achieved. In addition to being cognizant of others’ nonverbal cues, it is also important for team members to be aware of how their own nonverbal behavior is perceived. Team members should be very aware of eye contact. Maintaining eye contact with individuals who are communicating their ideas indicates interest (Connolly and Syer, 1996). Staring out the window or around the room is often perceived as boredom or disrespect. Another simple nonverbal technique to facilitate good communication is the act of mirroring. Mirroring involves mimicking others gestures and ideas. This is especially helpful for making outsiders feel comfortable sharing ideas. While mirroring may seem over the top, in fact, it “is a highly effective way of stating the obvious and raising awareness to allow change.” (Connolly and Syer, 210). While these tools can help to address the nonverbal aspects of communication, in the end team members must be aware of how they are expressing themselves both through what they say and what they don’t say.

While these general techniques are effective for most teams, individual team differences often arise with special needs. Though there are too many to enumerate in this paper, we would like to address two of the most common and difficult groupings that people encounter – diverse groups and groups with personality clashes. “There is a delicate balance in teams between appreciating individual differences and requiring unity” (Larson and LaFasto, 79). Finding the balance between creating cohesiveness and respecting differences is difficult, but can ultimately strengthen teams if it is leveraged properly through good communication. In today’s diverse, international work environment, people of differing work and cultural backgrounds are often working together on teams. Finding a way to communicate despite differences is not only necessary, but also needed in order to find the best solutions. “The belief is that diverse teams have a broader range of knowledge, skills, abilities, and experiences that can enhance the group’s ability to critically analyze problems and generate more creative solutions and ideas” (Thompson and Gooler, 397). 

Common problems that occur in diverse groups include stereotyping, language barriers, and misunderstandings. For example, in the United States a thumbs up means okay, in Japan the same gesture means money, and in Iran it is an obscene gesture. (Henderson, 1994). Also, people from different cultures do not have the same shared history and stories that they can relate to when explaining issues. “When group members do not share common social signals, the development of group cohesiveness may be hindered and the team may have greater difficulty establishing a positive social climate” (Thompson and Gooler, 409). For this reason, it is particularly important that diverse teams have shared social team activities outside of the workplace so that they can not only get to know each other, but also have these shared stories to refer to when trying to communicate particular points. During team meetings, team members must take the time to pause and make sure that everyone is grasping the issues and solutions being discussed (Henderson, 1994). If the team rushes ahead without everyone on board, conflict will probably ensue at a later time. A degree of formality is also helpful in diverse team meetings. Using proper titles (and always pronouncing names correctly, of course) and avoiding slang may help people understand each other and not be inadvertently offended. In diverse teams, keeping an open mind and really hearing what other team members are trying to say must be made a priority in every meeting (Henderson, 1994). In general, in diverse groups it is better to use the Nominal Group Technique than devil’s advocate, which can cause the group to turn on one member, or simply create unproductive conflict that does not lead to the best solution. However, despite the extra effort that must be put into communication in diverse groups, the benefits often make the work worth it when highly effective, innovative solutions to problems are generated.

Another factor that plays a role in team communication is the differing personalities between team members.  In fact, Weblin goes so far as to say that “personality may be described as the sum pattern of a person’s way of communicating – the total impression he makes on others” (quoted in Huseman, 1977: p. 417).  Because of their varying personalities, members of teams receive, process, and act on information and situations differently.  Differences can be helpful by bringing fresh perspectives and skill sets to the team, but can also create conflict if communication styles differ or are misunderstood.  If team members understand their own personality tendencies as well as those of their teammates, the communication between members and therefore effectiveness of the team will improve drastically.  It will also allow the team to emphasize and appreciate each member’s strengths.  As Ruderman hypothesizes, “the level of team personality diversity will be positively and significantly related to team productivity, especially on problem solving teams” (1996, p. 79). communication tools can be prevented in many ways which should be done by the people themselves.it\textquotesingle{}s their fault for the low factors which separates them.
\section{Personality Types}
\label{39}

One of the most prevalently used personality assessment tools is the Myers Briggs Type Indicator (MBTI).  This technique can prove to be a powerful tool in learning about your own personality as well as those of your teammates. Unfortunately, it is not especially \textquotesingle{}scientific\textquotesingle{} and some less secure personalities may place too much faith in their \textquotesingle{}type\textquotesingle{} so that it becomes a self-{}fulfilling prophecy. The assessment relies on a long and recursive series of questions, none of which have an \textquotesingle{}obviously correct\textquotesingle{} answer, but all are rather ambiguous in nature.  

This MBTI tool is just one of many which seeks to analyze and measure a person’s predisposed preferences about the world and other people. MBTI identifies people as points along four axes.  These four dimensions thus produce 16 broad possible personality types and a range of \textquotesingle{}shades\textquotesingle{} within each category.  The first dimension refers to how a person prefers to be energized.  An extrovert (E) mainly gains energy from interaction with others while an introvert generally (I) prefers being alone.  The second dimension deals with how a person prefers to take in information from the external world.  A sensing (S) person likes distinct facts and details while an intuitive (N) person prefers to see the big picture.  The third dimension relates to how people usually make decisions.  A thinking (T) person generally utilizes \textquotesingle{}cold\textquotesingle{} logical thinking for their decisions while a feeling (F) person tends to make judgments based on personal and subjective values.  The final dimension deals with an individual’s preference for their relationship with the external world.  A perceptive (P) person with the perceives situations in an emotional, flexible and spontaneous way.  A more judgmental (J) person prefers to live in planned and organized situations that is susceptible to analysis and synthesis (Bradley 1997: p. 341; Dent 2004: p. 67)

Understanding differing personality types in general can help the group communication and functional process. “The ideal team should be highly diversified in the talents and knowledge each member contributes, while maintaining open, non-{}threatening communication” (Bradley 1997: p. 338).  Extroverts tend to open the lines of between group members, while introverts provide internal reflection of group discussions. Both are important functions of group communication.  The sensing-{}intuition dimension can produce the greatest divisions in teams but both are absolutely necessary” (Lyman 1995: p. 58).  Sensing types take in and bring up pertinent, concrete, and precise facts, and recognize the practical realities of the situation.  On the other hand, intuitive types take in data as a whole, focusing on associations and relationships and seeing new possibilities and ideas. Thinking types present a logical analysis of the decision-{}making situation and therefore communicate in this way, while feeling individuals offer insights into how feelings of other group members might affect the situation.  

Feelers may view thinkers as insensitive while thinkers might view feelers as touchy feely if each does not appreciate the others perspective.  The planned and orderly approach of the judging type will typically help keep the team on schedule, while perceivers help
\section{Conclusion}
\label{40}

Utilizing a variety of these tools and techniques to facilitate effective communication is crucial in order to maximize team effectiveness. When communication structures and protocols ares not in place, the communication breakdown is more probable than not. Fairly simple misunderstandings, if not detected, can impair, sometimes even devastate the productivity of a team. On the other hand, some misunderstandings can actually lead to creative leaps of the imagination, especially if the checks and balances we call \textquotesingle{}protocol\textquotesingle{} are working properly. Careful planning for meetings with simple tools like the minutes of previous transactions and and not too flexible agendas can help in advance. During the encounter, attention to verbal and non-{}verbal communication, and understanding different participants’ backgrounds and communication styles can all help teams capture the productivity improvements associated with effective team operation. Ultimately, the increased productivity that results from developing a range of \textquotesingle{}communications protocols\textquotesingle{} for different situations, circumstances and audiences is likely to be well worth the effort. The essence is in finding the right balance between spontaneity and carefully edited messages likely to be appropriate in each foreseeable situation.
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\chapter{Conflict}

\myminitoc
\label{42}

\label{43}\section{Conflict Defined}
\label{44}
Conflict can exist between factions or groups within a team, with a leader or manager, and with other teams or departments within the company. It has been defined in numerously different ways and has come to hold several connotations. The following is an example of a relatively broad dictionary entry, where {\bfseries {\itshape conflict}}{\itshape } is defined in the following way(s):

{\bfseries con·flict}      
{\bfseries 1}. to come into collision or disagreement; be contradictory, at variance, or in opposition; clash: The account of one eyewitness conflicted with that of the other. My class conflicts with my going to the concert.  
{\bfseries 2}. to fight or contend; do battle.  
{\bfseries 3}. a fight, battle, or struggle, esp. a prolonged struggle; strife.  
{\bfseries 4}. controversy; quarrel: conflicts between parties.  
{\bfseries 5}. discord of action, feeling, or effect; antagonism or opposition, as of interests or principles: a conflict of ideas.  
{\bfseries 6}. a striking together; collision.  
{\bfseries 7}. incompatibility or interference, as of one idea, desire, event, or activity with another: a conflict in the schedule.  
{\bfseries 8}. Psychiatry. a mental struggle arising from opposing demands or impulses.


\subsection{\uline{{\bfseries Conflict in Groups and Teams}}}
\label{45}

Conflict inevitably arises in one form or another in varying degrees due to the mere group and/or team dynamics of having people with differing backgrounds, ideas, and potential agendas coming together in an effort to accomplish a common goal. Conflict is generally considered to be negative and something to be avoided. Numerous frameworks such as LaFasto and Larson\textquotesingle{}s CONNECT model have been developed to help rid groups of negative conflict. However, conflict isn’t always negative and there are circumstances in which positive conflict is necessary in order to prevent compliance tendencies and the potentially disastrous effects of \myhref{http://en.wikipedia.org/wiki/Groupthink}{{\itshape groupthink}}. 

In the following sections, the positive and negative realms of conflict will be outlined and further detailed in an effort to narrow the scope of conflict while helping to navigate some of the more negative connotations that easily come to mind when thinking about conflict. Use all positive words and actions and you will get the same back, respect others and they will respect you.
\section{Types of Conflict that a Team Can Face}
\label{46}

{\bfseries {\itshape Positive conflict}}{\itshape  vs {\bfseries Negative conflict}}
\subsection{{\bfseries Positive conflict}}
\label{47}

Positive conflict is the notion that a healthy discourse may  exist in the disagreement among group members regarding personality traits, styles, or characteristics or the content of their ideas, decisions or task processes which involves a  pathway towards resolution. Any tolerable amount of conflict is vital to group success in order to avoid groupthink and to generate more innovative ideas among potentially and vastly differing members of the group. In addition, positive conflict generates buy-{}in and offers elements of ownership and a sense of cooperation and enhanced membership to all of the group members. Positive conflict reduces the effects of conformity pressures and groupthink. Groupthink occurs when conformity and compliance pressures are exaggerated, and it generally occurs in the absence of task conflict. One of the most devastating examples of groupthink occurred on the morning of January 28th, 1986 in which the \myhref{http://en.wikipedia.org/wiki/Challenger_space_shuttle}{Challenger space shuttle} exploded  over the Atlantic Ocean after the failure of an O-{}ring. This failure resulted from the O-{}ring being unable to withstand extreme temperatures in which the O-{}ring had never been truly tested.  Numerous NASA staff members were aware of the possible failure of the O-{}ring in extreme temperatures, and they were also aware of the ramifications should the O-{}ring break. However, the decision making process regarding whether or not the shuttle was safe to launch was riddled with flaws that ultimately created a breeding ground for groupthink. To illustrate, the Challenger launch had been postponed several times before this scheduled date, and there was direct pressure from NASA to approve the launch. There was also media pressure as they were scheduled to film the launch, since it would be the first time a teacher was sent into space. NASA officials feared public ridicule if the launch was delayed again, and as early as six days prior to the launch, NASA put the pressure on. They told the inspectors to stop thinking like inspectors and start thinking like managers, and they rationalized that there was no conclusive evidence to suggest that the O-{}ring would not work. As a result, the inspectors bowed to conformity pressures and gave the approval to launch. The resulting launch and subsequent death of all 7 crew members aboard the Challenger shook the nation and was not the front page news that NASA had hoped for.
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Other disasters that occurred due to conformity pressures include the Bay of Pigs, the Tenerife plane crash disaster, the holocaust, and many others. To test how strong the effects of conformity pressures are on less cohesive groups and among individuals that were only recently introduced, \myhref{http://en.wikipedia.org/wiki/Asch_conformity_experiments}{Solomon Asch} conducted his famous conformity experiment in which  a group of random participants were shown a picture of the following lines, and they were asked which line in the second group of lines is approximately the same height as the first line shown.
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Individuals that were a part of the experiment (confederates to the experiment) selected an obviously inappropriate line such as line “B” as their answer. The results were astounding in which the remaining individual in the group (not a confederate to the experiment) also selected line “B” as their answer due to perceived pressures to conform.  Conformity occurs as a result of individuals’ desire to be liked and their need to be right. Therefore, they tend to fall victim to \myhref{http://en.wikipedia.org/wiki/false_consensus_effect}{false consensus bias}es and generally bring their behavior in line with the group’s expectations and beliefs. So how are you to know if your group is falling prey to conformity pressures and groupthink? Here are some common symptoms: 

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Illusions of invulnerability
\item{} Rationalization \& justification
\item{} Illusion of group morality
\item{} Stereotyping the out-{}group as weaker, evil, or stupid
\item{} Direct or indirect peer or supervisory pressures
\item{} Self-{}censorship by team members
\item{} Illusions of unanimity
\end{myitemize}

\end{myquote}


First, realizing that you and your group are affected by or susceptible to conformity pressures and groupthink is very important. Next, in order to create a norm of conflict, it is essential that a feeling of psychology safety is present. This can be instated by encouraging objections, criticisms, and altering perspectives. Also, as a leader, one should avoid making clear statements about your preferences, create subgroups, have outside experts come in to observe the decision making process, and re-{}examine the next best alternatives once a decision has been reached. Finally, limiting the size of the group and assigning roles that make conflict commonplace (such as a “\myhref{http://en.wikipedia.org/wiki/Devil\%2527s_advocate}{Devil’s Advocate}”) will help to discourage and minimize compliance pressures.  After the Challenger explosion, NASA took similar steps to avoid future disasters in which they instituted a verbal and video recorded affirmation from several NASA officials that certify flight readiness. Furthermore, NASA\textquotesingle{}s managers instituted a veto policy in which anyone at any level is given the authority to stop the flight process. 

In addition to avoiding groupthink and conformity pressures, positive conflict is more likely to generate a sense of membership, involvement, and enthusiasm from all group members and is also more likely to lead to the infusion of more creative and innovative ideas. This results from each team member having the opportunity to voice his or her own perspective on the issues being decided by the group. When individuals feel more involved in the decision making process, they are more likely to state a high satisfaction level with their team and are additionally more likely to want to continue working as a member of that team. 

Creating a \myhref{http://en.wikipedia.org/wiki/Heterogeneous}{heterogeneous} team is another way to encourage diverse perspectives, opinions, and ideas. Heterogeneous groups also have a broader knowledge base resulting from a variety of experiences, backgrounds, skills, and achievements. Comparable to other investment strategies that are somewhat more risky (in terms of the increased likelihood for ensuing conflict levels), diverse teams stand a greater chance for potential return and favorable results as well.
\subsection{{\bfseries Negative conflict}}
\label{48}
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In diverse and heterogeneous teams, negative conflict has a tendency to emerge in varying degrees due to the mere dynamics of having diverse individuals with differing backgrounds, ideas, and potential agendas coming together. Negative conflict can arise in several different arenas including the following: 
\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Conflict can arise between factions or groups within a team.
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Subgroups, or factions, can develop within a team. Each group has their own opinions and will stick together and oppose other factions within the team. Organizations can be greatly divided by such factions
\end{myitemize}

\end{myquote}

\begin{myitemize}
\item{} Conflict can develop between team members and the leader of the team. 
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Team members can disagree with the team leader. This can lead to refusal to follow the direction of the team leader. There may be conflict with management because management has not given clear goals to the team or may not be supporting the team. The organization could have a culture that does not allow teams to work effectively. 
\end{myitemize}

\end{myquote}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Conflict can form between the different teams or departments in the organization. 
\end{myitemize}

\end{myquote}


Unlike positive conflict, negative conflict is better if  avoided and must be swiftly addressed and resolved when it does present itself. Due to the dangerous nature and destructive effects negative conflict has on productivity and moral, it may potentially lead to Human Resource Management issues or even a lawsuit. In order to set the stage so that interpersonal conflict is avoided or at least minimized, firms can prevent the establishment of in-{}groups and out-{}groups, foster open communication and trust, understand the various personality styles that comprise a group, and coach effective communication skills and perspective taking skills to team members. 

An example of a firm, where the formation of in-{}groups and out-{}groups fostered so much negative conflict, was the Lehman Brothers firm, this in-{}group and out-{}group culture lead to the selling of the firm. Within this firm, a strong separation between Traders and Bankers literally divided the corporation and led to its ultimate demise. Differences between the functions were exaggerated and there was a perception that each of the divisions was pursuing its own unique and more valuable objectives. There was not a unified vision within the company and personality conflict was commonplace. The Traders believed that the Bankers were lazy \symbol{34}Ivy League\symbol{34} graduates who were awarded greater benefits simply to uphold the status-{}quo. The Bankers perceived the Brokers as less intelligent, blue collar workers who deserved less compensation and rewards.  Creating in-{}groups and out-{}groups in a company leads to an unhealthy competition between the groups. Each faction ends up battling for a greater share of the company’s limited resources and an “us” vs. “them” rational emerges, while energy is wasted on trying to prove which group is better rather than to maintain common goals. As demonstrated by the infamous Robbers Cave Experiment conducted by Muzafer Sherif, working toward a common goal and maintaining common purpose is essential for group unity and contributes to the reduction of personal conflict. In this experiment, 22 boy scouts were assigned to two separate camps and neither group was aware of the other\textquotesingle{}s existence. Each boy formed a strong identification with his own group, and the scouts were even allowed to select a group name. The first contact between the two groups was to play a competitive sport and friction emerged between the groups almost immediately. During the resolution phase of the experiment, a task was developed in which the two groups were forced to cooperate and work together toward achieving a common purpose that neither group could achieve alone. A broken-{}down truck that needed to be towed back to the camp was staged, and the two groups had to combine their man-{}power to tow the truck. By the end of the experiment, the in-{}groups and out-{}groups had merged, and the entire group even insisted upon riding back home on the same bus together. In addition to forming a super-{}ornate goal for group members to achieve, pointing out what group members have in common and defusing stereotypes is a way to prevent the formation of an out-{}group. 

Fostering support, trust, and open communication is also essential if relationship conflicts are to be reduced and quickly resolved. Open communication can be established by the following: 

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} {\bfseries Establish ground rules.}
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Take turns when talking and do not interrupt. Ensure that each team member has equal time when stating their perspective. Listen for something new and say bring something new to the discussion. Avoid restating the facts and “talking in circles.” Avoid power plays and eliminate status or titles from the discussion
\end{myitemize}

\end{myquote}

\begin{myitemize}
\item{} {\bfseries Listen compassionately}  
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Avoid thinking of a counterargument while the other person is speaking. Listen to the other person’s perspective rather than listening to your own thoughts. Don’t make an effort to remember points.
\end{myitemize}

\end{myquote}

\begin{myitemize}
\item{} {\bfseries Point out the advantages of resolving the conflict.}
\item{} {\bfseries Maintain a neutral vantage point and be willing to be persuaded.}
\item{} {\bfseries Avoid all-{}or-{}none statements such as “always” and “never” and point out exceptions when these statements are used.}
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} (IE: What does it look like when Marketing does consult sales before acting?)
\end{myitemize}

\end{myquote}

\begin{myitemize}
\item{} {\bfseries Create a goal of discovery rather than of winning or persuading.}
\item{} {\bfseries Be alert to common goals and where goals overlap as each party is communicating their perspective.}
\item{} {\bfseries Use clarifying statements to ensure the other party feels understood and listened to such as, “What I heard you say is that you feel unappreciated and that you lack vital feedback to help you perform, is this correct?”}
\item{} {\bfseries Help team members to separate the problem from the person.} 
\item{} {\bfseries Use techniques such as role-{}playing, putting oneself in the competitor’s shoes, or conducting war games. Such techniques create fresh perspectives and engage team members.}
\item{} {\bfseries Team members should recognize each other for having expressed his view and feelings.}
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Thanking one another recognizes the personal risk the individual took in breaking from group think and should be viewed as an expression of trust and commitment toward the team.
\end{myitemize}

\end{myquote}

\begin{myitemize}
\item{} {\bfseries Help each team member to understand one anothers\textquotesingle{} perspective, and help them to re-{}frame the situation.}
\end{myitemize}

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} The exact same situation can often be viewed differently by several individuals. To illustrate, what did you see first in the picture below, the young woman or the old woman?
\end{myitemize}

\end{myquote}

\end{myquote}
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Once a team has received coaching on how to communicate effectively, address conflict situations immediately as they arise. Letting tense situations fester will only allow time for animosity to polarize and grow.  Helping team members to reframe the problem and see it from the other individual’s perspective can also be accomplished directly, via cross-{}training and job shadowing which allows each team member to draw from a frame of reference by walking in the other team member\textquotesingle{}s shoes.  Utilizing the \myhref{http://www.outofservice.com/bigfive/}{ Big 5 personality test} descriptions will also add an element of understanding to the group dynamic. To illustrate, if Jimmy is highly extroverted, neurotic, and conscientious, it may help Tim, who is not quite as extroverted as than Jim and who is more agreeable, to understand where Jimmy’s seemingly endless ability to voice his irritation with others is stemming from, and he may not take it as personally. In addition, Jimmy may better understand and get less irritated with Tim’s perceived inability to take initiative and make decisions efficiently. 

Finally, understanding common stereotypes and mental shortcuts that are used when passing judgment on others will make team members more aware of how these shortcuts are leading to bias conclusions. The common cognitive biases and a brief description are as follows: 

\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Self_fulfilling_prophecy}{Self Fulfilling Prophecy}: the tendency to engage in behaviors that elicit results which will (consciously or subconsciously) confirm our beliefs.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Halo_effect}{Halo Effect}: the tendency for a person\textquotesingle{}s positive or negative traits to \symbol{34}spill over\symbol{34} from one area of their personality to another in others\textquotesingle{} perceptions of them
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Primacy_effect}{Primacy Effect}: the tendency to weigh initial events more than subsequent events.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Primacy_effect}{Recency Effect}: the tendency to weigh recent events more than earlier events
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Availability_heuristic}{Availability Heuristic}: a biased prediction, due to the tendency to focus on the most salient and emotionally-{}charged outcome.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Selective_perception}{Selective Perception}: selectively attend to data that supports your conclusion while omitting valid evidence that does not. 
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Actor-observer_bias}{Actor-{}Observer Bias}: the tendency for explanations for other individual\textquotesingle{}s behaviors to overemphasize the influence of their personality and underemphasize the influence of their situation. This is coupled with the opposite tendency for the self in that one\textquotesingle{}s explanations for their own behaviors overemphasize their situation and underemphasize the influence of their personality.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Hindsight_Bias}{Hindsight Bias}: sometimes called the \symbol{34}I-{}knew-{}it-{}all-{}along\symbol{34} effect, the inclination to see past events as being predictable.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Illusory_correlation}{Illusory Correlation}: beliefs that inaccurately suppose a relationship between a certain type of action and an effect
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Egocentric_bias}{Egocentric Bias}: occurs when people claim more responsibility for themselves for the results of a joint action than an outside observer would.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/False_consensus_effect}{False Consensus Bias}: the tendency for people to overestimate the degree to which others agree with them.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Fundamental_attribution_bias}{Fundamental Attribution Bias}: the tendency for people to over-{}emphasize personality-{}based explanations for behaviors observed in others while under-{}emphasizing the role and power of situational influences on the same behavior
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Just-world_phenomenon}{Just World Phenomenon}: the tendency for people to believe that the world is \symbol{34}just\symbol{34} and therefore people \symbol{34}get what they deserve.\symbol{34}
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Self_serving_bias}{Self Serving Bias}: the tendency to claim more responsibility for successes than failures. It may also manifest itself as a tendency for people to evaluate ambiguous information in a way beneficial to their interests
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Illusion_of_transparency}{Illusion of Transparency}: people overestimate others\textquotesingle{} ability to know them, and they also overestimate their ability to know others.
\end{myitemize}

\end{myquote}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} \myhref{http://en.wikipedia.org/wiki/Ingroup_bias}{Ingroup Bias}: the tendency for people to give preferential treatment to others they perceive to be members of their own groups.
\end{myitemize}

\end{myquote}


{\bfseries “…If you form a picture in your mind of what you would like to be and hold it there long enough, you will soon become exactly as you have been thinking.”}
–\myhref{http://en.wikipedia.org/wiki/William_James}{William James}, Professor of \myhref{http://en.wikipedia.org/wiki/Psychology}{Psychology}, \myhref{http://en.wikipedia.org/wiki/Harvard}{Harvard University}.
\section{Why is Conflict Resolution Important in a Team Setting?}
\label{49}

Whether we embrace it or avoid it, conflict is an inherent part of the human condition.  Unlike certain tasks or responsibilities, conflict is not isolated to one or another aspect of life.  With conflict looming all about us, why should we even bother trying to resolve it?  Or, if conflict is inherent to being human, is it then presumptuous to even attempt its resolution?  We propose that, in the vast majority of instances of team conflict, avoidance is a worse solution than engagement with the conflicting situation.  Moreover, avoided conflict will lead to less optimal solutions and may even prevent the team from finishing a project.  Thus, from a manager’s perspective, it is a simple equation of a cost/benefits analysis in that the cost to the organization is greater when teams avoid conflict than when they engage it.  In this chapter we will discuss the symptoms of conflict and recommend solutions for their resolution.

Conflict absorbs team resources that could be better utilized working towards the team’s goals.  As discussed, managers should manage conflict in a way that leads the team towards completion of team goals.  
\section{What are the Symptoms of Team Conflict?}
\label{50}

Almost everyone has endured the experience of being part of a team that was plagued with conflict.  Whether in a large group that erupts in anger and can’t finish a meeting, or a small group of two or three individuals that resort to backbiting and gossiping to vent frustration over a conflict, everyone has been a part of a team where conflict has gotten out of control.  With this in mind, there are several symptoms of conflict that can be identified in groups which can help groups to recognize and manage conflict before it tears them apart.  By identifying the following symptoms related to communication, trust, and opposing agendas, the team leader can identify conflict before it erupts.  As you read through these symptoms, think of the teams that you are a part of and look for symptoms that exist in your team. 

One common symptom of conflict is a lack of \myhref{http://en.wikibooks.org/wiki/communication}{communication} or a lack of respectful communication.  This is most often seen when teams fail to have meaningful meetings.  Most often, non-{}communicating meetings are characterized by team members sitting and listening to what the boss has to say.  Often chatter or silence prevails in teams.  A lack of communication can also be noted when team members don’t get along, and so refuse to talk to each other.  These feuds create barriers within teams and prevent communication in the team.  
A lack of communication or disrespectful communication leads to a lack of trust, which is another symptom of team conflict.  Teams that fail to produce desired results often lack the trust in one another as team members necessary to succeed.  Without trust in a team, verbal or non-{}verbal conflict becomes the norm of the team. Team members spend more energy protecting their own positions and jobs then they do producing what is required for the team’s success. When trust erodes in a team, the habit of blaming others becomes the norm as individuals try to protect themselves.  Team members become enemies that compete against each other rather than allies that build and help one another to achieve a common goal.  Teams that lack trust often gossip about other members or have frequent side conversations after meetings to discuss opposing opinions.  Such activity sucks strength out of the team and its purpose. 

Another symptom of team conflict can be seen when team members have opposing agendas.  This is not to be confused with members who have different opinions.  Having different opinions in a group can be very healthy if managed correctly because it can create better ideas and ways of getting the job done.  However, when team members have opposing agendas, more is at stake than differing opinions; it is two individuals fiercely committed to the exact opposite approach.  Opposing agendas can create confusion in team members and can cause them to lose sight of their role in the team and the team’s final goal.  Teams must work toward a common goal in order to be successful.  Extreme effort must be made to reconcile differences, or such a team can look forward to failure.
\section{What are Appropriate Solutions to Conflict?}
\label{51}

As mentioned above, conflict is a natural and necessary element of a healthy team experience.  If a team never experiences conflict, it is less likely to be as productive as a team that does experience conflict.  This is especially true if the task that a team is attempting to complete is complex in nature or highly detailed.  Without having members question specific actions, decisions, or the specifics of the proposed solution, it may appear to the team that there is only one way in which to solve the problem or complete the task.   

One way in which a team can avoid being unproductive is by selecting members with different backgrounds.  This can be difficult because people often assume that individuals who think similarly and get along with one another will be more productive when working together.  But this is not necessarily true.  In many cases having groups of people who think alike and are not willing to voice their disagreement can be detrimental, or even dangerous.  Popular examples of this group think phenomenon are noted in the Kennedy Administration’s disaster with regards to the Bay of Pigs, or those involved with the Challenger shuttle launch. Differences among team members should however, be task orientated and not personal or relationship oriented.  Relationship conflicts are rarely productive.  If potential members of a team have a history of conflict due to relationships and not in relation to tasks, one or both should probably not be chosen as a team member.  Additionally, peacekeepers should also be avoided, unless the team environment fosters a very safe atmosphere where the peacekeeper will feel comfortable enough to speak out in the team setting.  In this case, a difference in opinion could be beneficial, but it might not be presented due to the member’s disproportionate desire to avoid conflict.  

Avoiding the potential for group think, relationship conflicts, and peacekeepers in choosing team members will help to promote healthy conflict.  But commitment is equally important.  If team members are individually or collectively indifferent toward the overall goal, they probably will not perform well.  A lack of commitment can also lead to a lack of conflict.  If the team is committed to the overall goal and members are well chosen, there can be a healthy dose of conflict in the process to complete the task.

When conflict does occur, it is important to address it immediately.  Although developing a solution to the conflict may take time, acknowledging it will help to ensure that it can become productive to the team. “Whatever the problem, effective teams identify, raise, and resolve it. If it’s keeping them from reaching their goal, effective teams try to do something about it. They don’t ignore it and hope it goes away.”  By not addressing conflict, the leader risks sending the message that conflict is unmanageable and cause vested members to become complacent or feel their input is not valued.  In the worst scenario, a conflict that is not resolved could go from being task orientated to personal.
\section{How Can a Team Prevent Negative Conflict?}
\label{52}

Conflict may be inevitable on a team and may even have a positive effect, “the absence of conflict is not harmony, it’s apathy.”  However, most of us have had experience with the crippling side of conflict. In this section we offer insight into how other teams have successfully managed conflict and make recommendations for mechanisms to put into place in order to prevent harmful conflict. 
How do successful teams manage conflict?

Three business professors, who studied teams which had learned how to successfully “fight” in a team without allowing the conflict to become destructive, found some common themes as to how such teams function.  First, successful teams worked with more, rather than less information and debated on the basis of facts.  Second, teams developed multiple alternatives to enrich the level of debate.  Third, productive teams shared commonly agreed upon goals and objectives.  Fourth, teams injected humor into the decision-{}making process.  Fifth, teams maintained a balanced power structure.  And sixth, teams resolved issues without forcing consensus.

In another study, which surveyed 15,000 team members and their assessments of their team mates, two professors found that the most important behaviors in team relationships are openness and supportiveness, “Regardless of whether it was a working relationship with a peer, a superior, or a direct report, the result was the same. The two factors identified as most important were openness and supportiveness.”  Moreover, the authors identify specifically what is meant by these two adjectives within a team context: openness “refers to the ability to surface and deal with issues objectively,”  while supportiveness “refers to bringing out the best thinking and attitude in the other person.”

From the above insights into successful teams, we start to see that such teams put a high value on fact-{}based decisions and are able to set up mechanisms that bring out the best in each team member and facilitate information sharing.  Drawing from these insights, then, what specific measures, should a new leader or newly formed team put into place to ensure the team can withstand conflict and even gain the benefits of creativity that comes out of conflict?
\section{How Do Teams Prevent Damaging Conflict?}
\label{53}

In order to prevent damaging conflict, the team leader must lay a conflict-{}friendly foundation for the team. The following approach will help the team leader to set the stage for conflict that is creative and productive:

\begin{myenumerate}
\item{}  Set a clear goal for the team.
\item{}  Make expectations for team members explicit.
\item{}  Assemble a heterogeneous team, including diverse ages, genders, functional backgrounds, and industry experience. 
\item{}  Meet together as a team regularly and often. Team members that don’t know one another well doesn’t know positions on the issues, impairing their ability to argue effectively. Frequent interaction builds the mutual confidence and familiarity team members require expressing dissent. 
\item{}  Assign roles such as devil’s advocate and sky-{}gazing visionary and change these roles up from meeting to meeting. This is important to ensure all sides of an issue have been considered. 
\item{}  Use techniques such as role-{}playing, putting oneself in the competitor’s shoes, or conducting war games. Such techniques create fresh perspectives and engage team members. 
\item{}  Actively manage conflict. Don’t let the team acquiesce too soon or too easily. Identify and treat apathy early, and don’t confuse a lack of conflict with agreement. 
\end{myenumerate}

\section{Resolving Conflict}
\label{54}

Interpersonal conflict should be managed and resolved before it degenerates into verbal assault and irreparable damage to a team. Dealing with interpersonal conflict can be a difficult and uncomfortable process.  Usually, as team members, we use carefully worded statements to avoid frictions when confronting conflict. 

The first step to resolving interpersonal conflict is in acknowledging the existence of the interpersonal conflict. Recognizing the conflict allows team members to build common ground by putting the conflict within the context of the larger goal of the team and the organization. Moreover, the larger goal can help by giving team members a motive for resolving the conflict. 

The Rosetta Stone for dealing with conflict is communication.  As team members we all understand the inevitability of interpersonal conflicts. Moreover, as we have established above, open and supportive communication is vital to a high performing team.  One way to achieve this is by separating the problem from the person. Problems can be debated without damaging working relationships. When interpersonal conflict occurs, all sides of the issue should be recognized without finger-{}pointing or blaming. Above all, when team member gets yelled at or blamed for something, it has the effect of silencing the whole team. It gives the signal to everyone that dissent is not allowed, and, as we know, dissent is one of the most fertile resources for new ideas. 

When faced with conflict, it is natural for team members to become defensive.  However defensiveness usually makes it more difficult to resolve a conflict.  A conflict-{}friendly team environment must encourage effective listening. Effective listening includes listening to one another attentively, without interruption (this includes not having side conversations, doodling, or vacant stares).
The fundamentals to resolving team conflict include the following elements: 

\begin{myenumerate}
\item{}  Prior to stating one’s view, a speaker should seek to understand what others have said. This can be done in a few clarifying sentences, 
\item{}  Seek to make explicit what the opposing sides have in common. This helps to reinforce what is shared between the disputants, 
\item{}  Whether or not an agreement is reached, team members should thank the other for having expressed his view and feelings. Thanking the other recognizes the personal risk the individual took in breaking from group think and should be viewed as an expression of trust and commitment toward the team. 
\end{myenumerate}

\subsection{How Can Teams Resolve Conflict Between Factions?}
\label{55}

In resolving conflict between factions, the team leader should start by bringing the groups together and acknowledging there is a conflict. The team leader should make sure all group members are clear about the group goal.  Not only should each group member understand what the goal is, they each need to be willing to work toward achieving it. 

Set ground rules for the group if this has not been done.  An important rule to include is to eliminate outside politicking.  When disagreements or issues arise, they should be discussed within the group.  Factions should not have separate discussions about the problem.  If ground rules have already been established, discuss whether all agree with them and are willing to follow them.  Discuss the methods and processes that will be used to reach the team goal.  Again, it is important to get all team members working together towards the common goal.

The team leader should stay alert to one faction forcing a particular solution.  If such an instance arises, those forcing a solution should be asked to articulate the reason behind their thinking.  Once the thinking has been articulated, there can be open discussion as to the merits and drawbacks to the proposed solution. 
\subsection{What Should a Team Leader Do To Resolve Conflict and Promote Team Performance?}
\label{56}
Team leaders have the responsibility of resolving conflict within their teams.  There are things that team leaders can do to make a team where conflict resolution occurs naturally.  One thing that team leaders can do in their groups to resolve conflict is to set up team rules from the outset.  As discussed earlier, such team rules can guide team members to resolve conflict between themselves, rather than going to the leader to resolve all conflict.  Team leaders should foster an environment in their teams that is safe and positive.  Such an environment will help foster communication and will help team members to resolve conflicts.  Team leaders can also provide retreats and other activities away from the office that will help to build team unity and trust.  These factors will also strengthen a team and help to avoid negative conflict before it begins. 

Team leaders can also strictly monitor performance issues in their group.  Performance issues that go unresolved create relationship conflict and a lack of motivation and morale.  Performance issues in individual team members must be addressed immediately in order to avoid issues in the group.  This doesn’t mean that team leaders always need to eliminate poor performing team members immediately.  Sometimes it is the responsibility of the team leader to provide extra training to team members when they’re struggling, to help them meet expectations.  When attitudes need to be changed, awareness can be brought to how a team member’s attitude negatively affects the team and invitations can be given for attitudes to improve.  

In this process it is vital for the team leader to remember that accountability must be held with team members.  Without accountability in a team, focus on the goal will not occur and teams won’t produce desired outcomes.  Accountability promotes achievement and helps team members to reach their potential.  A lack of accountability can produce great task conflict and relationship conflict.  Full accountability can help produce a feeling of fulfillment and achievement and teams will achieve their optimal performance.
\subsection{How Can a Team Member Resolve a Conflict with the Team Leader?}
\label{57}

If a team member has a conflict with the team leader, the first step is to identify the type of conflict.  If the conflict relates to the goal of the team, then it would appear that the goal is not clear.  The conflict can also relate to the processes being used by the team.  In either situation, the team member can bring up the issue in a group meeting.  Ask that the goal be clarified so that all team members understand what it is.  If processes were never discussed and decided on by the team, now would be an appropriate time to do so.  If the team leader does not want to discuss these issues in a team meeting, the team member should approach the leader separately to discuss.  The team member should explain the issue and why the current situation is not working.  Again, ask that the team be allowed to discuss these issues.

If the conflict is interpersonal between the team leader and a team member, the issue should be discussed privately between the two.  The team member should go to the leader and explain that there appears to be conflict and that he or she would like to resolve it.  LaFasto and Larson outline an approach that can be used to resolve conflict called the Connect Model.  The steps involved in the model are as follows: 

\begin{myenumerate}
\item{}  Commit to the relationship. 
\item{}  Optimize safety. 
\item{}  Narrow to one issue. 
\item{}  Neutralize defensiveness.
\item{}  Explain and echo.
\item{}  Change one behavior each.
\item{}  Track it!
\end{myenumerate}


These steps provide a great review of what has been discussed throughout this chapter and will help to resolve the issue between a team leader and team member.    

In summary, team conflict is an important and integral part of any team that exists. As we have outlined it in this chapter, conflict, if approached effectively and managed appropriately, can exponentially work in the favor of any team. Appropriate management of the relative type of team conflict at hand is critical for teams to be successful.  This chapter has discussed several of the aspects of team conflict and how they can be best managed and potentially resolved. These concepts will help teams improve their functionality and dynamic effectiveness in an effort to reach their ultimate goals in reaching to be a high performing team.
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\label{59}

\label{60}\section{What Is Motivation?}
\label{61}

In the most general of terms, motivation is the psychological feature that arouses an individual to action toward a desired goal.  Motivation can also be the reason for an individual\textquotesingle{}s action or that which gives purpose and direction to behavior.  In other words, motivation is an incentive that generates goal-{}directed behaviors. 
\subsection{Motivational Theory}
\label{62}
Motivation comes in many forms and what motivates one individual is not necessarily the same for their team members.  Therefore, it is important to understand how motivation differs among individuals and how these differences affect the overall drive and determination of a team toward a goal.  To better understand the complexities of motivation researchers over the years have developed a number of theories to try to explain why people behave in the ways that they do and to try to predict what people actually will do, based on these theories.  These theories, called motivational theories are often split into two categories –content theories and process theories.

{\bfseries Content theories} are centered on finding what makes people tick or appeals to them.  These theories suggest that people have certain needs and/or desires which have been internalized as they mature to adulthood.  These theories look at what it is about certain people that make them want the things that they do and what things in their environment will make them do or not do certain things.  Two popular content theories are Maslow\textquotesingle{}s Hierarchy of Needs Theory and Hertzberg\textquotesingle{}s Two Factor Theory. 

{\bfseries Process theories} focus on how and by what goals people are motivated.  Process theories of motivation look at what people are thinking about when they decide whether or not to put effort into a particular activity.  There are of a number of this type of approach to motivation theory one of which is Adam’s Equity Theory.

Industrial psychologists have used these ideas on motivational theory to develop management theories based on what we have learned motivates individuals.  Nearly all motivational theory, regardless of the approach outlines significant differences in how individuals are motivated on their own and how they are motivated when being part of a team.  Team motivation tends to be much more difficult.  There are more possibilities to motivate a team, yet at the same time there are more motivational factors to fulfill for a team in order to gain motivation.
\subsection{Team Motivation}
\label{63}
Motivational factors differ since the goals of the individual and the team are often not on the same level.  The individual will always fight to fulfill their higher level needs.  These needs are often not consistent with the needs of the team and of the individual.  The motivation of the individual is essential for successful motivation of the team.  Team members must be able to fulfill their higher level needs to be motivated and team members must be committed to the team.  Along with good leadership that enables team members to fulfill their goals all of these qualities will motivate a team.  
These motivation factors that drive a team can be divided into four categories– task, structure, goals, and members.  By realizing other factors besides intrinsic rewards that will motivate individuals, the team will also be motivated.  The sharing of knowledge, support, solidarity and communication are all highly effective in motivating a team.  All in all, a team that exists within a collaborative, structured and communicative environment will be highly motivated.  

Overall, there are consequences when teams lack motivation. By examining the consequences in the areas of task, structure, goals, and members, we are able to recognize how motivation is lost and proactively address any issues in the future.
\section{Lack of Motivation in Teams}
\label{64}
Teams that lack motivation will rarely reach their full potential or perform to the best of their ability. In most cases, it is not the entire team that lacks motivation, but individuals on the team that lack motivation.
\section{Motivation and Team Dynamics}
\label{65}

Almost all teams have members who are changing or transitioning in and out of the team; and requirements and tasks within the team are constantly modified and becoming more focused on the goal.  In fact, teams that never change can become stagnant; this leads to decreased motivation within the team.  Therefore, monitoring the motivating factors within the team is vital to team success and increased motivation for the future.  The keys to successfully managing these motivating factors in an environment of constant team dynamics require understanding the team members, understanding the team goals, and providing consistent leadership throughout the project or life of the team.
\subsection{Understand Team Members}
\label{66}

When the team is first formed, the team leader needs to pay careful attention to the type of person that is selected in the team.  Selecting two individuals, who may be similar in many aspects yet are motivated by two contradictory methods, may make it impossible to motivate one while not offending the other.  Then trying to determine the individual that is less likely to be either unmotivated or un-{}offended by the motivation techniques employed may cause additional problems, such as perceived favoritism or dislike towards certain team members.

Even if the initial team members are perfectly chosen, taking all motivation requirements into account, new members will probably be added later to either provide additional support or to take the place of a departing team member.  Understanding the current team members\textquotesingle{} motivation requirements and those of potential team members may be even more important at this time because the current team is already progressing and the motivation techniques required to motivate new team members may be detrimental to the current team members’ efforts and goals.

Understanding the team members\textquotesingle{} motivation needs both at inception of the team and also throughout the ever-{}changing environment of the team will result in proper motivation techniques and greater success for the team.
\subsection{Understand Team Goals}
\label{67}
Team goals can be short-{}term task-{}specific goals, long-{}term organizational goals or any combination thereof.  In addition, these goals may be constantly updated or changed, especially short-{}term task-{}specific goals, as the business environment changes or as tasks and goals are accomplished.  

Different types of goals may require different types of motivation.  For example, a team might be motivated to work hard on a project for an extra couple of weeks if they are rewarded with a three or four-{}day weekend once it is completed; or maybe if the company has no work-{}related accidents for the year everyone receives an extra percentage bonus during the holiday season.

An understanding of the team goals, in all varieties, is neither more nor less important as understanding the team members who are trying to accomplish these goals.  These two factors are interdependent in determining the motivation tactics that should be employed to maximize success within the team.
\subsection{Provide Consistent Leadership}
\label{68}
Because there is so much change with team members and associated team goals, providing consistent leadership is essential to motivating team members.  If possible, keeping the same individual in charge will keep the team members focused on their goal rather than on determining what a new leader expects of them.  Team members may be motivated to make their new boss happy rather than being motivated to achieve the team goals.  

Additionally, with constantly changing leadership, many team members may assume the team they belong to is undesirable to leaders.  Team members may think leaders are \symbol{34}jumping ship\symbol{34} because they know they will not succeed; and in turn, managing a poorly achieving team puts a black mark on own leadership abilities. 

No matter how hard individual team leaders try to stay with a team, change is inevitable for team leaders as well.  To mitigate the problems mentioned above, two strategies can be employed: 

\begin{myenumerate}
\item{}  Maintain consistent expectations from the former to the new team leader  
\item{}  Utilize the current motivational techniques that work.  
\end{myenumerate}


Both of these strategies require as much communication as possible between the former and the new leader.  In addition, communication to the team members throughout the transition process provides motivation to the team because they will understand what is expected of them, and they will feel like they are part of the process.  This communication between the leaders and to the team members is the responsibility of the team leaders, but team members should try to make sure they are available and receptive to this communication.

An appreciation for the subtleties that exist in human behavior and team dynamics will better enable the understanding of team motivation. Understanding team members, understanding team goals, and providing consistent leadership should help provide the motivation required to achieve success.
\section{Motivating Team Members}
\label{69}

Many top managers assume that the key to motivation is the proper use of the available motivational {\itshape \symbol{34}tools.\symbol{34}}  This is making an enormous assumption that some magical tool actually exists that will motivate an individual.  This is one of the common myths regarding motivation.  According to Authenticity Consulting LLC advisor Carter McNamara, tools are not what motivate individuals.  Motivation is a process, not the end result of a task.  Specifically regarding the question posed to our team, motivation is not catered to an individual because of their experience or position.  It is catered to an individual because they {\bfseries ARE} an individual.  This goes for the long-{}tenured employee as well as the newest member of the team.
\subsection{Motivational Myths}
\label{70}

McNamara discusses three motivational myths that can help us better understand the process of motivation.  The first myth is that one person can motivate another.  This is simply not true.  An employee has to motivate themselves.  As a manager you have to establish an environment that will cultivate and bring forth the personal motivational factors of each individual.  This can be accomplished through establishing team goals based on the goals of the individuals.  If an individual is motivated towards a goal and the goal has no relation to the team goal, they will not continue to motivate themselves because their results will have no real team value.  This is why it is important that managers fully and frequently discuss the organizational goals with their employees.

The second myth is that money and fear are good motivators.  According to McNamara, money can only help people from being less motivated.  It does not typically increase motivation in an individual.  Fear, like money, is only useful in the short term.  The same repeated criticism or threat from a manager can negatively impact the motivation of the employee.

\symbol{34}I know what motivates me, so I know what motivates my employees,\symbol{34} is the third myth.  Everyone is different.  Motivational factors can vary to every extreme.  However, what can be uniform for everyone is the goal they are trying to reach.  Managers need to identify and understand what motivates each employee to reach the common organizational goal.  This can be done by asking, observing and listening to your employees.  They will give tremendous insight into their motivational factors through their daily, menial conversations.  Often what motivates an individual is what they show the most enthusiasm for.  This needs to be followed up with sincere one-{}on-{}one meetings to discuss accomplishments and to modify goals based on evolving motivational factors.
\subsection{Steps to Employee Motivation}
\label{71}
Finally, McNamara recommends some steps that managers can take to better support their employees in motivating themselves.  First, managers need to write down what they think motivates each of their employees and ask the employee to do the same.  They then compare results with the employee and discuss the differences and misconceptions. Next, the results are used to establish a reward system based on self-{}stated motivational factors.  Finally, managers need to reward and acknowledge positive behaviors.  Employees need to know when an organizational goal has been met as a result of their actions.  They need to clearly understand their specific action or actions that led to the goal being met.  Once this is done it is a time to celebrate.  Celebration among the team of a job well done is the first step in accomplishing the next organizational goal.
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\label{73}

\label{74}\section{Introduction of Best Members for Team Inclusion}
\label{75}
How can teams include the \symbol{34}best\symbol{34} members and what does \symbol{34}best\symbol{34} mean in selecting members? What key attributes, skills, competencies, etc, should be looked for in selecting team members, which ones can be sacrificed?

When selecting team members, it is importatnt to select the “best” team members.  “Best” in this circumstance could be defined as the right team members with the necessary skills and abilities to function together as a team.  However selecting the best team members can be very difficult.  Thus it is important to have a process in place to assist in team selection.  The proper selection will lead to better inclusion.

If you are not included in a team that you consider will get a benefit with your inclusion, here is presented some steps that can help you to approach the situation.
\section{What Is the Process?}
\label{76}
What process should be followed in order to select team members, or should a formal process exist?

The Process should exist, but be somewhat flexible.  Flexibility is important to allow for small change within each organization.  The three step process as defined below can be used as a foundation for a process.  
\subsection{Identify goal or team purpose}
\label{77}
	{\bfseries
\begin{mydescription} Goal 
\end{mydescription}
}
\begin{myquote}\item{} Defining a clear goal is important so the group understands what it is trying to achieve.  Without a clear goal or purpose, the team may not be able to identify when the task has been completed or finished. With a clear goal, the team can unify and focus on the objectives rather than determine what the objectives should be.  
\end{myquote}

{\bfseries
\begin{mydescription} Timeline 
\end{mydescription}
}
\begin{myquote}\item{} It is important to establish a timeline for group selection as well as project finish date (the project finish date may be defined as ongoing or indefinite). While selecting the \symbol{34}best\symbol{34} members of a group, one must not loose track of the date by which the group must be formed.
\end{myquote}

\subsection{Identify Group Needs}
\label{78}
{\bfseries
\begin{mydescription} Experience 
\end{mydescription}
}
\begin{myquote}\item{} Identifying experience is important for group confidence. Experience in particular areas can help the group identify with individuals and 	allow individuals to shine in their appropriate areas.  
\end{myquote}

{\bfseries
\begin{mydescription} Attributes 
\end{mydescription}
}
\begin{myquote}\item{} Identify attributes are important as this can either help or hurt the group cohesion.  Identifying whether potential members are aggressive, passive, compassionate, dedicated , or motivated can directly influence the speed and accuracy of the completion of team objectives.  It is important to have a well rounded team so they can effectively challenge and complement one another.  
\end{myquote}

{\bfseries
\begin{mydescription} Specialty interest 
\end{mydescription}
}
\begin{myquote}\item{} Indentify passions or non-{}passions.  Identifying indivial passions or non-{}passions can help identify and individuals motivation.  If a team member does not care about the outcome of the projcet, their motivation and contribution may be limited.  On the other hand, someone with extreme passion may be overbearing and inhibit team success.  Finding individuals with the appropriate interest levels must be balanced.  
\end{myquote}

{\bfseries
\begin{mydescription} Skills 
\end{mydescription}
}
\begin{myquote}\item{} The necessary skill level is important so highly skilled individuals aren’t bored with the project at hand.  However it is important to have appropriately skilled individuals to be able to accomplish the task at hand.
\end{myquote}

{\bfseries
\begin{mydescription} Personalities 
\end{mydescription}
}
\begin{myquote}\item{} Are ideas going to be challenged?  This question is important.  If you have a group of individuals that behave in the same manner, will the ideas presented in the group environment be challenged sufficiently to be identified as the best possible solution or end product?  Allowing individuals to be challenged, or defend particular point of views can allow healthy collaboration. However with personalities that are overbearing and dominearing it can lead to a very “unsafe” group environment.  This can lead to other problems like group polarization.  
\end{myquote}

	\subsection{Identify Possible Team Members}
\label{79}
The third step in the process is to identify individuals who may fit within the team. Identify the “best” team members according to the group needs and the defined goal, so the group has appropriate motivation and does not stagnate.

These three steps are staring points to form the “best” team.  Following these three processes can allow a group to be interdependent on each other to complete group tasks.  Not only can interdependence help the group work together, it fosters a sense of inclusion, because every group member feels that she is needed.  As well, a simple process identifying the “best” individuals can help a group overcome stereotyping, social loafing, group process loss.
\section{Team Relationships}
\label{80}

{\itshape To what extent should interpersonal relationships dictate who is included?}

It is very important to understand interpersonal relationships to create the best team. The different relationships in a team can destine it for failure or great success, so it is very important to consider each person who is put in a team. Also depending upon the task or goal of a team, there may be better types of relationships for that team. A team\textquotesingle{}s inclusion and relationships can be improved with training and experience.

In order to answer the posed question, it is important to understand what is involved in interpersonal relationships.  These relationships are as diverse as there are different types of personalities.  Every person has a personality that has been shaped by years of experiences.  Some are very aggressive and others very relaxed. There are outspoken people and quiet people, analytical and qualitative, and many others.  All of these things are important in understanding how team members will handle different situations and problems that they will face in a team.  A good team facilitator will quickly pick up on the different team member’s skills and personalities and then use this information to make the team effective. 

The qualities of relationships that are the best for teams to be effective include being productive, having mutual understanding and are self corrective. These things need to be evaluated in who is picked for a team.
{\bfseries
\begin{mydescription} Productivity 
\end{mydescription}
}
\begin{myquote}\item{} A team needs to be productive, and therefore the relationships within a team need to be productive as well.  When all team members are included and involved in the team process, the team becomes very productive.  We have all probably been assigned to teams that were too large and it did not feel like your individual effort mattered.  When teams get too large, there is no longer a mutual need for the input of every member.  Despite having information or skills that the team needs, individuals may no longer put as much effort into a project when there are too many members.  Also in large groups, members tend to have a perception of “someone else will go it”, so there is no need to be assertive.  There usually are a number of members that will no longer participate and feel like their time is being wasted.  Having too large of a team is a common way to loose the inclusion of all members.
\end{myquote}

{\bfseries
\begin{mydescription} Mutual understanding 
\end{mydescription}
}
\begin{myquote}\item{} Maybe you have been part of a team where certain members took over and made it harder for others to be involved.  Some members are reluctant to express conflicting ideas depending upon who is involved or in charge of the meeting.  Overly aggressive members can really stifle a team’s creativeness and productivity.  The mutual understanding and focus on a group task gets demoted by the over aggressiveness or ego of someone who dominates a team. When everone in a team feels free to contribute, the mutual strength of the team increases.  So it is important to pick team members with relationships that will create a collaborative environment.  
\end{myquote}

{\bfseries
\begin{mydescription} Self corrective 
\end{mydescription}
}
\begin{myquote}\item{} When selecting members of a team it is good too look at each individual’s skills in communicating with others and their ability to work with others.  Depending upon the type of problem to be solved by a group or team, there may be a need for homogeneity, or a need for great diversity.  In teams where everyone has very similar backgrounds, values, and personalities, there is very low risk of conflicts.  These teams also tend to be more likely to make mistakes and to not explore all of the possibilities in solving problems. They can have a hard time finding their mistakes and correcting them. Teams that have a large difference in personality and background tend to have much more conflict and less cooperation.  Despite these challenges, these teams can be very effective in solving challenging issues, even relationship issues.  One key to making diverse teams be productive is to create a collaborate environment and keep the team focused on the goal or task of the group.  Diverse teams that understand the value of conflict resolution and the value of their diversity, can  be self correcting and ease the burden of a team leader or facilitator. Good team skill training and time together with a team can really help diverse teams.   
\end{myquote}


The interpersonal relationships in a team are keys to being successful.  So to what extent should they dictate who is included?  To a large extent.  A good manager will understand the different personalities in his organization and be able to include those in teams that can be the most productive in resolving an issue or reaching the team goal.
\section{Being Part of a Team}
\label{81}

{\itshape If you are not included in a team that you think could benefit from you being included, how do you approach the team leader and/or existing team members to be included, or should you at all?}

If we are not included in a team that you consider you should, the best thing to do is to present your concerns to your team leader, your supervisor or manager. From my own experience, you can proceed according with the following steps that have helped me through my last 10 years of work experience:

\begin{myenumerate}
\item{}  Request a space in his/her agenda
\item{}  Present your concern
\item{}  Present your point of view
\item{}  Discuss possible reasons if you get a no
\item{}  Conclude the meeting 
\item{}  Follow up
\end{myenumerate}


As part of a team, we need to have an open and honest communication not only with our managers and supervisors, but also with our team leader and co-{}workers.   Communication is the key to succeed. Communication is more than talking to others or writing e-{}mails or letters, it also includes the art of “listening”.  Also I will explain in detail each of what I call “my golden key to success” in this type of situation:      

\begin{myenumerate}
\item{}  Request a meeting: Is a good idea to request a meeting, especially with superiors, because usually they are busy and you will want to capture all of his/her attention.  When you request a meeting, you can be sure that the other person will pay attention to your concern.  Usually this type of meetings doesn’t last very long.  Remember that our bosses are busy.  A half hour to an hour will be enough.
\item{}  Present your concern: Don’t be afraid, present your concern. Be open and honest.  Ask why you were not considered. The majority of the times you will be surprised that a) there was not a reason behind, they just didn’t think about you or  b) you can realize the reason behind the decision.  At this point, you will have the opportunity to clarify the perception or you can ask how you can perform better or in a different way in order to be considered in future projects.     
\item{}  Present your point of view and the reason(s) why you consider you will be a great asset to the team: If the reason is they didn’t think about you, sell yourself and present your ideas. Showing them that you have the experience and knowledge, as well as the  skills and background that can benefit the team selected.  If you are still not considered, at least they will have an idea of who you are and it will be a possibility in the future that they will select you.  Remembe: be clear, concise and simple. 
\item{}  Discussion and answer of questions: Be prepare to defend your ideas, also to answer questions.  Usually the other person just wants to better understand your point of view.  Other times they just want to know if you really have the knowledge and the experience that you said you have. Don\textquotesingle{}t be afraid to sell yourself and tell them about your experience and knowledge. An excellent way to do this is telling stories.  
\item{}  Conclude the meeting: Always conclude the meeting in good and positive terms. Most of the times a diplomatic conversation is more valuable and can open other opportunities.
\item{}  If necessary, always follow up the conversation: If after the meeting you get a possibility to be included in the team,  always follow up the conversation to show that you are interested.  
\end{myenumerate}


As a lesson: Always confront the conflict, never avoid it. Be a peacemaker and not a peacekeeper.  An article called “ Avoiding Conflict at any cost”  recommends that we should confront the situations and don’t be afraid to express our feelings.  If you truly believe that you should be included in a team, express your concerns.{\itshape }
\section{Managing Inclusion}
\label{82}

{\itshape How do teams effectively deal with changes in team member inclusion?}

Changes to the makeup of an existing team can be very disruptive especially if that team is an effectively functioning group.  By changing the group membership of an effective team you can cause them to redirect their focus from the tasks and processes at hand, to having to focus on relationships, which can quickly turn that team into an ineffective unit.  When changing the membership of a team, there are certain measures which both the existing team and the new members should consider in order to make for a smooth and successful transition.
\subsection{Suggestions for Existing Team Members}
\label{83}
{\bfseries
\begin{mydescription} Socialize 
\end{mydescription}
}
\begin{myquote}\item{} Anytime someone joins a new group they are coming in as an outsider.  Entering into an existing team situation may stifle that person\textquotesingle{}s ability to be effective and to focus on the task at hand.  It is the responsibility of the existing team members to socialize with the new member, help them feel that they belong, let them know that they have a valid voice and that they can and should contribute just as much as any other member of the team.
\end{myquote}

{\bfseries
\begin{mydescription} Educate 
\end{mydescription}
}
\begin{myquote}\item{} It will also be necessary for the existing team members to educate the new member on the history of the team.  This includes helping them to learn about and understand the goals of the team, and to learn about the progress which has been made.  This will include learning about the obstacles that have been overcome and the obstacles which now lay before them.
\end{myquote}

\subsection{Suggestions for New Team Members}
\label{84}
{\bfseries
\begin{mydescription} Integrate 
\end{mydescription}
}
\begin{myquote}\item{} Whenever a team is created there will be several key roles which must be filled.  These roles can include; Controller, Adviser, Creator, Organizer, Producer and several others.  When someone joins an existing team they should determine which roles are already filled, which are vacant, and how their skills can best fit into one of these vacancies.
\end{myquote}

{\bfseries
\begin{mydescription} Self-{}Education 
\end{mydescription}
}
\begin{myquote}\item{} A new member must be proactive in their education.  They will need to be proactive in learning what has been addressed and what has yet to be addressed.  They can’t be shy about asking questions.  In addition, the new member must realize that they are an asset and important part of the team.  They possess a different perspective which is unique from the rest of the team because of their skills and experience which may benefit the entire team.  If they don’t speak up, they may be holding up the progress of the team.
\end{myquote}

\section{How To Lead for Team Inclusion}
\label{85}
{\itshape From leader’s perspective, what are the ways to insure full participation/inclusion/contribution of team members? How does the leader or other team members insure the involvment of a passive and uninterested team member?}

Every team consists of different individuals with different personalities, background and values. Some team members are more active than others, some contribute more than others, some are more motivated than others. To ensure a viable and effective team, a team leader must make sure that every team member participates, contributes and feels as part of the team.
{\bfseries
\begin{mydescription} Put yourself in his/her shoes 
\end{mydescription}
}
\begin{myquote}\item{} In order to influence the behavior of a team member, a team leader must first understand that team member. In order to do so, one should understand the background and values of each team member. Acknowledging the fact that each team member is different will show respect and consideration. In addition, understanding the values will help to identify what kind of things a certain person would cherish or neglect. Values come handy when a leader needs to use motivation. Overall, the objective of the leader in this step is to get to know his/her team members, in other words, a leader needs to to think as a team member does.
\end{myquote}

{\bfseries
\begin{mydescription} Motivation 
\end{mydescription}
}
\begin{myquote}\item{} Motivation is perhaps the most important factor to ensure effective inclusion of team member. The  foundation  of recognition and motivation is that people need and want  acceptance, approval and appreciation.  Almost all positive motivation is based on these needs. People want to  know  that what they do makes a difference.   Just recognizing the staff is the  most  important step  one  can  take. In addition to financial rewards, there are number of other ways that can be effectively utilized. One of them is to reward the team members for their contributions to the team. A gift certificate or a free dinner might go a long way. The recognition given for work that is well done and public praise will also strengthen the sense of importance and belonging to the team.
\end{myquote}

{\bfseries
\begin{mydescription} Build Confidence 
\end{mydescription}
}
\begin{myquote}\item{} Part of the reason that a team member will not fully contribute could be the lack of confidence in self and his/her abilities to perform the job. A leader\textquotesingle{}s duty is to notice and take steps to improve the behavior of the team member. Even though building self-{}confidence is a personal matter and a leader may have little influence over it, a leader should be able to identify the strengths of  team players and build on those. One way to do it is to delegate responsibilities with freedom to think and act. It is also important to remain fair and impartial as slight advantage given to one member over the other may hinder the progress and undermine the efforts of some team members. Accentiating the positives is another tool a leader should continually keep in his arsenal.
\end{myquote}

{\bfseries
\begin{mydescription} Ensure collaborative climate 
\end{mydescription}
}
\begin{myquote}\item{} Lastly, the team\textquotesingle{}s ability to effectively collaborate, share data and insight in open and positive climate will affect the degree of participation of its members. Nonjudgemental attitude void of team politics is an essential ingredient to building such climate in teams. In addition, a team leader should should be able to establish open and direct relationship with a passive or uninterested team member and encourage other team members to do the same.
\end{myquote}
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\chapter{Diversity}

\myminitoc
\label{86}

\label{87}\section{What Is Diversity?}
\label{88}

Team Diversity is the significant uniqueness of each individual on a team. This should not only include the usual diverse selections such as religion, sex, age, and race, but also additional unique personality characteristics such as introverts and extroverts, liberals and conservatives, etc.  All of these differences can affect team interactions and performance.  However, not all differences affect team performance.  For the purposes of this chapter, differences are considered to affect diversity when they significantly affect team performance.
these can also be good for you and your team
\section{How Are Diverse Teams Different From Homogenous Ones?}
\label{89}

Aside from the actual differences that create diversity, diverse teams have different challenges, benefits, and pitfalls than homogenous ones.  The main benefit is that a diverse background fosters a creative environment.  The main pitfall is that differences between team members can lead to destructive conflict.

The differences that are most commonly thought of as separating diverse teams from homogenous ones are easily observed stereotypes.  The following list categorizes the physical and social differences (excluding actual workplace experience) that most frequently create a diverse environment:
{\bfseries
\begin{mydescription} Gender 
\end{mydescription}
}
\begin{myquote}\item{} Gender communication issues can strongly affect team interactions.  Gender communication issues can range from communication styles and perceptions, opportunities and even sexual harassment.
\end{myquote}

{\bfseries
\begin{mydescription} Race 
\end{mydescription}
}
\begin{myquote}\item{} Race is defined as a group of people, often of a common geographic origin, that share genetically transmitted physical characteristics.  Racism is the belief that these inherited characteristics affect an individual’s behavior or abilities.
\end{myquote}

{\bfseries
\begin{mydescription} Cultural 
\end{mydescription}
}
\begin{myquote}\item{}  Culture refers to the standards of social interaction, value and beliefs from a given group of people.  Cultural issues can affect team interactions through different understandings of communication or family and can appear to be an excuse for preferential treatment.
\end{myquote}

{\bfseries
\begin{mydescription} Age 
\end{mydescription}
}
\begin{myquote}\item{} Age can be a concern along the entire spectrum; is someone too young or too old to do a job? It also creates the potential for communication problems based on different levels of experience, and for prejudicial treatment based on age.
\end{myquote}

{\bfseries
\begin{mydescription} Sexual orientation 
\end{mydescription}
}
\begin{myquote}\item{} With the increasing visibility of gender minorities such as lesbian, gay, bisexual, transgender, there are increasing workplace issues.  From simply not understanding gender differences, to being morally opposed to them, sexual orientation can create blocks to productive team interactions.
\end{myquote}

{\bfseries
\begin{mydescription} Disabilities 
\end{mydescription}
}
\begin{myquote}\item{} Differences in ability often create difficulties in communication and emotional interactions.  Whether it is a deaf individual not being able to communicate with hearing individuals, or a hearing individual being unsure of how to approach a deaf individual, disabilities present a variety of issues in team organizations. 
\end{myquote}


By definition, diversity means that there will be an increased likelihood for a wider range of views to be present.  This includes views that are likely to challenge widely accepted views of the team and its culture.  The existence of these diverse views is essential to the process of organizational change.  In addition, as teams are becoming increasingly global, diversity can help an organization or team to understand its place in its surroundings.  

The differences inherent in a diverse team environment also cause challenges.  The benefits of having diverse backgrounds do not occur without having team members that are dedicated to success and a common goal.  The preconceived notions about differences in other people, such as racism, sexism, ageism, homophobia, etc, disrupt work processes and can prevent teams from achieving their goals.  Simple misunderstandings can arise from basic cultural differences, communication styles or work attitudes, and create challenge.
	
Diversity in teams has benefits and creates challenges.  However, by being aware of these challenges and how to address them, teams and team managers can overcome them and reach success.
\section{Team Relationships}
\label{90}

In today’s job market, leaders must be especially aware of diversity, and how to manage it to the best effect.  How can leaders do this?  First they need to focus on treating every individual fairly and respectfully.  In the article \symbol{34}Handling Conflict in a Diverse Work Environment\symbol{34}\myfootnote{Pledger, Marcia, \symbol{34}Handling Conflict in a Diverse Work Environment\symbol{34}, Black Enterprise Magazine, April 2006},   published in Black Enterprise Magazine, Marcia Pledger suggests the following.

First, leaders need to establish relationships of trust with their employees.  If an employee does not trust his leader, they will not be able to discuss issues of real significance.  There will always be a wall between the leader and the employee that will result in strained relationships over the long run.

The United States Marine Corps faced this problem in the early 1990’s.  In answer to this problem, the Marine Corps instituted a new training program titled “Team Marine” that helped the Marine leadership focus on what their subordinates brought to their teams.  They developed a set of expectations as to what belonging to Corps meant: 

\begin{myitemize}
\item{}  We expect to actively contribute to the team and to be recognized for our contributions. 
\item{}  We expect to be judged fairly and to be recognized and rewarded for our performance. 
\item{}  We expect the opportunity to develop our abilities. 
\item{}  We expect to be treated professionally and respectfully by other members of our team. 
\item{}  We expect to be valued as unique individuals. 
\end{myitemize}


By following this set of principles the Marine Corps has managed to take what is one of the most diverse workforces in the world and unified them as contributing individuals with a common goal.

Leaders need to seek input from their employees on how they prefer to be managed.  In the article \symbol{34}Dealing with the New Diversity\symbol{34}\myfootnote{Maccoby, Michael, \symbol{34}Dealing with the New Diversity\symbol{34}, Research Technology Management, June 2006}, author Michael Maccoby relates the story of an engineering company that was the result of a merger between a German, Swiss and Swedish firm.  The management styles differed between each of the original companies based upon their nation of origin.  This lead to many problems as engineers from one country were asked to serve under leaders from another.  The company was not able to perform at its best until they discussed their differences and were able to determine a common management style for the entire company.  

Leaders need to develop a common focus.  Most people realize that everyone is different; however, by focusing on the job at hand, leaders can take the focus off the differences that are present.  As teams achieve successful results they develop a bond which helps to solidify the team, and overcome differences.
\section{Team Structure}
\label{91}

In a diverse team, as with any team, communication needs to be open and safe.  It is the team leader\textquotesingle{}s responsibility to set up this safe environment.  The team leader should instill confidence in the other members that what they are thinking can be discussed “as long as it is done respectfully.”\myfootnote{LaFasto, When Teams Work Best Pg. 109}     

Behaviors should be agreed upon before an \symbol{34}open and safe\symbol{34} discussion begins so all members are aware of what is expected of them, and how to remain respectful.  This can be done through the use of a Team Contract, an agreed upon document that outlines the rules for communication and the consequences of not living up to the agreement.  

Included in this contract there needs to be an agreed upon a way for members to respectfully stop someone who is not living up to their part of the agreement, and redirect the conversation towards the tasks needing to be accomplished.  Anyone in the group should feel comfortable in enforcing the rules of the contract, and ensuring the discussion remains respectful.

While working in a diverse team there may be issues that are difficult to discuss, yet relevant to the task at hand.  If the group avoids the important questions it is important that the team leader address the issues.  He/she may preface their statements by acknowledging that this subject makes you feel a little uncomfortable, but that it needs to be addressed.\myfootnote{LaFasto, When Teams Work Best Pg. 110} In doing so the topic will get the coverage needed, while bringing the issue to light in a respectful manner.  

Culture and life experiences have a great influence on how individuals react to feedback.   If an open environment is maintained these issues can be brought up and examined in order to best address the individual in a respectful manner.\myfootnote{\myplainurl{http://www.socap.org/other/articles/C204.pdf\#search='communication\%20in\%20a\%20diverse\%20environment'}} The potential consequences of not respecting the cultural norms can lead to a less effective team atmosphere.\myfootnote{\myplainurl{http://www.doctorholmes.net/Communication.html}}

In order to best address the issues of diversity it is important that a team sets up a process to allow safe and open communication that can be done in a respectful manner.  A team contract is an excellent way to set up the rules for such discussions, especially when dealing with sensitive issues related to diversity.  Every individual is responsible for their own adherence to the terms of the contract, as well as all group members present.  
\section{Managing Diversity}
\label{92}

A team leader must think about diversity as diversity of ideas and experience, not just race and gender. A leader needs to recognize the diversity of each team member and achieve unity of common goals without destroying the uniqueness of any person.  The team leader must do this within the scope of the organization’s resources relative to the growth of the team member. 

Most problems in the work place are not that people cannot do their jobs. Rather it is that people cannot get along with others. The team leader should make efforts in effectively training soft skills. This includes such subjects as diversity, communication and people skills that allow people to understand each other and develop good team skills. Every team member must not only be able to understand and work with all the other team members, but they must also want to. Embracing diversity is the first step to managing a truly diverse team.  In order to facilitate this, team leaders should consider the following:

\begin{myitemize}
\item{}  Develop an atmosphere in which it is safe for all employees to ask for help. People should not be viewed as weak if they ask for help.  Joining weakness with strengths to get a goal or objective accomplished is one aspect of building great teams. One person’s weakness should be another person’s strength.  
\item{}  Actively seek information from people from a variety of backgrounds and cultures in order to develop a broad picture. 
\item{}  Include everyone on the problem solving and decision making process. 
\item{}  Include people who are different than you in informal gatherings such as lunch, coffee breaks and spur of the moment meetings. 
\item{}  Create a team spirit in of which every member feels a part.
\end{myitemize}


A team leader enables the other members to be innovative as well as self-{}directed within the capacity of individual assignments and allows them to learn from their own, as well as others’ successes, mistakes and failures. It is important to assure that each individual on the team has the opportunity to make the maximum contribution to the success of the team by doing the type of work for which s/he has the greatest opportunity for productivity and achievement.

Leaders have the task of using the other team members’ diverse gifts, abilities, and skills to achieve the common goal without the unintended consequence of conforming to the characteristics the others on the team. This requires active management by the leader to insure that diverse followers show respect and acceptance of the followers that are different in one way or another. 

If team members do not accept others for what they are, they will be unable to use the abilities of each team member to fill in their own weak areas. Hence, the team effort develops knowledge and skill gaps that often lead to failure. Their only goal becomes the ones on their personal agendas while ignoring the needs of the team and the organization. Creating an environment that encourages diversity enables team members to accept every individual on the team and helps them realize that it takes a variety of people to become the best. This kind of environment also enforces the need to rely on everyone within the team, no matter how different another person may be.  These characteristics and experiences make a worker unique. Diversity occurs when the whole team sees all these unique characteristics, and realizes that workers are more valuable because of their differences.
\section{Stererotyping}
\label{93}

Stereotypes are beliefs that all members of specific groups share similar traits and are likely to behave in the same way. Stereotypes create categories and then fit individuals into them.  In some respects, this is a useful adaptation to the current environment, but in other cases, conclusions can be made that are detrimental to the understanding of people and to the dynamics of a team.  Individuals never conform to an exact stereotype, given that individual differences outweigh similarities with others in a group, and subsequently, people on a team may use limited personal experience or perceptions of others to guide their interactions.  Stereotypes are based on a variety of qualifications including gender, race, language, finances, religion and sexual preference.

Oftentimes people believe that males in business are good leaders, computer-{}savvy, unorganized, problem-{}solvers, etc.  Females are often perceived as organized, record-{}keepers and relationship-{}oriented.  In addition, there are some professions that are more stereotypically male and some that are more stereotypically female.  Secretaries are typically thought to be female, as are nurses, flight attendants and often other supportive roles.  Managers, doctors and pilots are typically thought to be male jobs.  If a female is in a position of authority, her actions are often more heavily critiqued as unreasonable or unkind than her male counterpart behaving in the same way.  Managers can avoid this stereotype by providing leadership opportunities to employees of both genders.

Race is another area where stereotyping can easily influence a group dynamic.  Some races are considered high achievers, while other races are labeled as unmotivated.  People of Asian or Indian decent are often seen as hardworking, intelligent, and technical, while people of Polynesian, American Indian and Hispanic decent are often viewed as lazy, unmotivated, and sometimes below average intelligence.  African American workers are sometimes considered confrontational and aggressive in contrast to their Asian peers.  Language barriers can also be a catalyst to stereotyping.  In America, a person who does not yet have a full grasp on the English language is often seen as unintelligent or inferior, when in fact they can be highly trained or skilled workers.  Managers should monitor progress of all team players and concentrate on individual strengths and weaknesses rather than those perceived of the race they belong to.

Stereotyping associated with class differences can create an unsuccessful team dynamic as well.  People in a lower socioeconomic class are often seen as lazy, unintelligent, and unrefined, wheras folks in a higher socioeconomic class are seen as educated, bright, motivated and polite.  People may also be grouped and stereotyped by religion.  Jews are often seen as frugal and business-{}minded; Muslims are sometimes labeled as extreme.  Catholics may be labeled as traditional, while Evangelicals are seen as progressive.  On a team, these differences can lead to dividing lines.  This may be avoided by assigning tasks to subgroups that cross barriers, allowing people to form working relationships.

Sexual preference can also lead to harmful group stereotyping.  Depending on the industry, gay men or women have more credibility.  Gay men are seen as artistic, fashion-{}conscious and tasteful, while gay women are taken more seriously than straight women in the mechanical or construction industries.  This is probably a result of more traditionally feminine/masculine traits being exhibited.

These stereotypes are harmful in groups for several reasons.  A person may be misunderstood early in an interaction.  Contributions may be limited and specific strengths or talents may be overlooked because they do not seem prominent in the given stereotypical category.  On the other hand,  poor performance can be overlooked in an individual because they belong to a stereotypically desirable group.  Finally, by allowing stereotypes to govern groups we create natural divisions within the group, where ultimately a common goal should be established.  Managers can combat this by mixing teams, creating smaller mixed teams for subtasks, monitoring all team members’ progress and allowing individuals to volunteer for roles rather than being cast into their default role as defined by their stereotypical category.
\section{Footnotes}
\label{94}
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\chapter{Team Personalities}

\myminitoc
\label{95}

\label{96}\section{Achieving High Performance Through Diverse Personalities}
\label{97}
\subsection{Introduction and Scope}
\label{98}

Diversity in personality is like adding color to an otherwise black-{}and-{}white television screen.  High-{}definition, surround-{}sound, plasma TV is much more enjoyable than grandpa’s fuzzy, black-{}and-{}white mono speaker TV.  The scope of this chapter is to address the question of diversity in personality and demonstrate that it is not only possible but also recommended to achieve high performance through diversity in personality.     We discuss the ways to identify personality, contributor personalities, and inhibitor personalities.  We offer considerations and limitations to personality profiling.  We also provide links to professional resources and consultant firms specializing in personality diversity. Finally in this chapter we provide references and credible sources for this material.  Welcome to our wiki book chapter, enjoy.
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\subsection{Why Personality Diversity Is Important}
\label{99}  	

There can be great energy harnessed from team members’ different personality traits if managed properly. Leaders must possess the skills to build their teams around the right personalities and to manage those personalities. We all see the world from our own unique perspective, our own paradigm. When we’re part of a team, we bring that paradigm to the team environment. Good and bad personality traits within a team can offset one another and build on each other and lead to synergies. Rather than ask each team member to conform to a group norm, leaders must recognize and utilize personality differences to ensure high performance.

Although some argue that personality classification is simply an attempt to \symbol{34}quantify the unquantifiable,\symbol{34} studying and recognizing different personality types can help you work more effectively with your peers. \myhref{http://en.wikipedia.org/wiki/Know_thyself}{ Temet Nosce} Learning more about your own personality traits can help you understand your own strengths and weaknesses, which can help in selecting team members that will complement you. Learning about others\textquotesingle{} personalities can help you develop the ability to view situations from their perspectives and improve your own {\itshape psychological peripheral vision} (Butler, 2000), which can be a crucial management skill to help make the team successful.

There are several characteristics of successful teams.  One such characteristic is diversity in team members.  Diversity in culture, background, age, and ethnicity are important for high performing teams, but so too is personality diversity.  All teams are made up of a diverse range of personalities, but it is the high performing teams that leverage their personality differences and mitigate and manage inhibitor personalities, to achieve their common goal.  Think about high performing sports teams and there is likely to be a cast of characters with unique personalities. Members of the Chicago Bulls in the 1990s were full of eccentric personalities. Dennis Rodman was the outspoken flamboyant player, Scottie Pippen was the often aloof team member and Michael Jordan was the fierce competitor. Each player was a critical piece to the Bulls\textquotesingle{} championship team puzzle. Each had his personality strengths and weaknesses. Their coach and leader, Phil Jackson, harnessed their strengths and managed their weaknesses toward a common goal. The Bulls won six championships and Phil Jackson became known more as a Zen master than an NBA coach. He later went on to win three more championships with the Lakers, successfully managing two diverse superstars in Shaquille O’Neal and Kobe Bryant. Jackson is widely recognized for his leadership ability and, specifically, his ability to motivate athletes with strong personalities to work as a team.
\subsection{Achieving High Performance: The Real Reason}
\label{100}

\LaTeXZeroBoxTemplate{Anyone can become angry – that is easy.  But to be angry with the right person, to the right degree, at the right time, for the right purpose, and in the right way – that is not easy.}

Emotional intelligence is the ability to use emotions effectively and many believe EI is the primary that determines high performance. The first academic definition of emotional intelligence was published in 1990 by Peter Salovey and Jack Mayer, of Yale University and University of New Hampshire, respectively (Freedman and Everett). 

\LaTeXZeroBoxTemplate{Emotional intelligence is the ability to perceive emotions, to access and generate emotions so as to assist thought, to understand emotions and emotional knowledge, and to reflectively regulate emotions so as to promote emotional and intellectual growth.}

Meanwhile and since the publication -{} researchers and academics, practitioners and consultants, and companies are investigating new ways to use their understanding of emotional intelligence to elevate professional and personal success.  Why?  Daniel Goleman, author of the best-{}selling book {\itshape Working with Emotional Intelligence}, estimates that IQ accounts for only 4\% to 25\% on how well people perform at work and that the other 75\% to 96\% left unexplained can be, largely, attributed to emotional intelligence.

Goleman states that emotional competence is the more accurate predictor of the most successful people – not IQ.  For example, PepsiCo, conducted a pilot project where executives selected for high emotional intelligence competencies outperformed their colleagues, delivering a 10\% in productivity, 87\% decrease in executive turnover (\${}4m), \${}3.75 million added economic value, and over 1000\% return on investment (Freedman \& Everett).  Not surprisingly, Johnson and Johnson came to the same striking conclusion: “Emotional competence differentiates successful leaders.”  So what competencies or factors go into the making of the successful leader or individual?  Goleman, created the following framework to define emotional competence:

\begin{longtable}{|>{\RaggedRight}p{0.48676\linewidth}|>{\RaggedRight}p{0.43288\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries The Emotional Competence Framework}}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Personal Competence}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Social Competence}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Self-{}Awareness &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Empathy\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Self-{}Regulation &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Social Skills\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Motivation &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \\ \hline 
\end{longtable}


People with high performance have a strong combination of personal and social competences – in essence, high emotional intelligence.  So, teams that are high performing will have leaders and members who are a blend of Goleman’s emotional competencies.
\section{How to Identify Different Personalities}
\label{101}

There are all kinds of ways to identify different personalities: look, listen, smell, touch, taste, and perceive.  Obviously, some of these methods might not be the most appropriate or useful, especially in the workplace.  

Many different personalities tests are available to test and identify different personalities.  Among these personality tests are the Big 5, Myers-{}Briggs, and the Color Code system. We choose to focus on the Big 5 since it is highly regarded in business and academic communities.  \myplainurl{http://www.centacs.com/quickstart.htm\#Background}
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The Big 5 focuses on five personality factors which help individuals understand themselves and their teammates. The following is a very brief summary:
{\bfseries
\begin{mydescription} Need for Stability Factor 
\end{mydescription}
}
\begin{myquote}\item{} Refers to the degree to which a person responds to stress.
\end{myquote}

{\bfseries
\begin{mydescription} Extraversion Factor 
\end{mydescription}
}
\begin{myquote}\item{} Refers to the the degree to which a person can tolerate sensory stimulation from people and situations. 
\end{myquote}

{\bfseries
\begin{mydescription} Originality Factor 
\end{mydescription}
}
\begin{myquote}\item{} Refers to the degree to which we are open to new experiences/new ways of doing things. 
\end{myquote}

{\bfseries
\begin{mydescription} Accommodation Factor 
\end{mydescription}
}
\begin{myquote}\item{} Refers to the degree to which we defer to others. 
\end{myquote}

{\bfseries
\begin{mydescription} Consolidation Factor 
\end{mydescription}
}
\begin{myquote}\item{} Refers to the degree to which we push toward goals at work. 
\end{myquote}


\subsection{Take the Big Five Test}
\label{102}

Here are a couple websites that offer the Big 5 personality test free of charge.

\myplainurl{http://www.outofservice.com/bigfive/} 

\myplainurl{http://www.od-online.com/app/profiler-intro.asp}
\section{Contributor Personalities}
\label{103}

While there are many personalities that inhibit a team\textquotesingle{}s performance, there are others that help the team accomplish goals, tasks, and objectives. Some personalities contribute to a team culture that facilitates high performance and accomplishment. Other personalities simply keep things in check and under control. Having this type of diversity in a team\textquotesingle{}s makeup of personalities can play a vital role in the team\textquotesingle{}s success. 
\subsection{Types of Constructive Personalities}
\label{104}

There are many personality types that are very constructive and which help in becoming a high-{}performing team. A few of them are listed here:
{\bfseries
\begin{mydescription} Silent Contributor 
\end{mydescription}
}
\begin{myquote}\item{} A person with this personality type is someone who gets the job done without saying much. They silently complete the tasks that are assigned to them, and very rarely create conflict. One must take care to balance this type of team member with someone who is not afraid to speak up, however, so that necessary communications happen for the team to progress.
\end{myquote}

{\bfseries
\begin{mydescription} Devil\textquotesingle{}s Advocate 
\end{mydescription}
}
\begin{myquote}\item{} This type of person is someone who likes to challenge ideas and processes. They act as an internal \symbol{34}check\symbol{34} on what you are doing and the processes you use. Although this person can generate conflict, oftentimes it is healthy conflict that brings ideas to light or helps to challenge biases. 
\end{myquote}

{\bfseries
\begin{mydescription} Facilitator 
\end{mydescription}
}
\begin{myquote}\item{} People who like to keep structure to meetings, organize documentation, and make sure things run smoothly are often referred to as \symbol{34}facilitators.\symbol{34} These people facilitate the operation of a team by making sure everything goes according to plan, on schedule, and in order. People with this type of personality help to reduce the probability that chaos will ensue from random team members trying to accomplish their distinct agendas simultaneously. This is a \symbol{34}control\symbol{34} member of the team.
\end{myquote}

{\bfseries
\begin{mydescription} Leader 
\end{mydescription}
}
\begin{myquote}\item{} Some people are really good a leading a team to success. This type of person is not afraid to take charge, delegate assignments, enforce accountability, encourage others, and facilitate success. Some are natural born leaders, others simply learn by doing. 
\end{myquote}

{\bfseries
\begin{mydescription} Follower 
\end{mydescription}
}
\begin{myquote}\item{} A dutiful worker. Some people are really good at following directions and assignments, and they work very hard to get their work done on time. This type of person more suited to this type of role because they know how to work hard and are okay with following instructions. Having the bulk of the work taken care of by the \symbol{34}followers\symbol{34} allows the other roles within the team to take care of their functions.
\end{myquote}

\subsection{Some Can, Some Can\textquotesingle{}t, Some Won\textquotesingle{}t}
\label{105}

The truth is that some people are good at team collaboration, some aren\textquotesingle{}t, and others are unwilling. 

Some people just seem to have the \symbol{34}gift\symbol{34} of working with and leading a team and ensuring its success. These are hard-{}working people with a mind for collaboration and putting the success of the team above their own ego. This type of person will help others acheive their goals by working with them to resolve frustrations, remove impediments, and create an atmosphere of mutual satisfaction. This type of team player encourages the rest of the team to work collaboratively towards the team goals. 

Others may not have collaborative personality traits within them. Although their intentions might be good, they may not see eye-{}to-{}eye with team members on processes, methods or goals. Oftentimes this type of person will be confrontational and impatient. Even though they would like the team to succeed, sometimes their own work ethic or personality gets in the way. This type of person can learn to work better within a team if they recognize their impact on others and are willing to make changes to their style. 

Some people simply won\textquotesingle{}t work with a team. This type of person thinks they can get the job done faster, easier or better than the team could, and therefore simply will not cooperate. This type of person must get past their own ego if they are to work successfully in a team, and this type of change must start from within.
\section{Inhibitor Personalities}
\label{106}

No matter where a person works, difficult personalities present problems and challenges in the workplace.  These inhibitor personalities cause a great deal of stress and are sometimes complex to address.  The temptation is to avoid people with personalities that inhibit logical workflow as it takes time, skill and effort to deal with them.  Personality conflicts are felt by all managers at all levels, but most avoid dealing directly with them.  A study of 250 senior professionals conducted in the United Kingdom in 2005 noted that half of those surveyed encountered difficult people on a daily basis (Berry 2005).  Despite this finding, the study noted that only 15\% of managers actually confronted the inhibiting behavior.  55\% tried to help by discussing the problems and 30\% just ignored or put up with the difficult personality.  These findings are largely due to the lack of knowledge about how to deal with inhibitor personalities and the inability to confront the stresses involved.

\subsection{Types of Difficult Personalities}
\label{107}

To better understand the types of personalities that can be disruptive in the work environment, it is necessary to explain the types of personalities that inhibit teams in the workplace so that an approach can be applied to deal with each type.  There are four basic categories of personalities that can be found in the workplace: aggressive, deceptive, passive and destructive.
{\bfseries
\begin{mydescription} Aggressive 
\end{mydescription}
}
\begin{myquote}\item{} People showing these personalities demonstrate hostile and forceful behavior toward others.  People exhibiting aggressive behavior charge forward in an attacking and forceful way to display the frustration or anger they feel but cannot resolve.  These people need to be heard and have a need to vent while at the same time needing people to listen to them.  Aggressive personalities include perfectionists, dictators, hostile-{}aggressives, attackers, egotists, bullies and criticizers who always say no to any request.
\end{myquote}

{\bfseries
\begin{mydescription} Deceptive 
\end{mydescription}
}
\begin{myquote}\item{} People who engage in deceptive behavior aren’t comfortable with direct confrontation and prefer to attack from a distance from behind some kind of protection. People with this type of personality are still vocal and tend to either complain quite a bit without direct attacks or compensate for their frustration and dissatisfaction by being everything from sneaky to over-{}agreeable. These types of personalities include snipers who attack from a distance and always seem to have hidden agendas; overtly nice people who agree with everything until they are overwhelmed; “brownnosers” who have an unnatural attachment to those in charge as a way to get ahead; those who seem unresponsive to anything; and those who spread rumors to increase their own self esteem.
\end{myquote}

{\bfseries
\begin{mydescription} Passive 
\end{mydescription}
}
\begin{myquote}\item{} People who are meek in the workplace present problems as well. Passive personalities are negative, but portray themselves as victims, always ready to dismiss any solution presented to them. Passive personality types include martyrs, passive-{}aggressives, moody people, crybabies, self-{}castigators, worriers, resisters, silent types and those who say “it’s not my job”.
\end{myquote}

{\bfseries
\begin{mydescription} Destructive 
\end{mydescription}
}
\begin{myquote}\item{} People who exhibit destructive behaviors can be explosive and unpredictable.  Failure to understand this personality type can lead to extreme problems in the workplace that can create an unsafe work environment. This type of inhibitor personality includes people who are sociopathic and those who are substance abusers.
\end{myquote}

\subsubsection{Aggressive Personalities}
\label{108}

The aggressive personality type is forceful in what they want and demand that their issues be dealt with right away.  These aggressive inhibitors include:
{\bfseries
\begin{mydescription} Perfectionists 
\end{mydescription}
}
\begin{myquote}\item{} Every detail must be perfect or the perfectionist becomes negative.  They are never satisfied with their own work and are own worst critic.  They have unrealistic standards and even work that is praised by other workers as the highest quality work is not acceptable to the perfectionist.  They cannot accept any kind of criticism and will focus on anything not perfect, even if that part is a tiny part of the overall work done.  A perfectionist manager tends to be a micromanager.
\end{myquote}

{\bfseries
\begin{mydescription} Dictators 
\end{mydescription}
}
\begin{myquote}\item{} A person with this personality will make a great deal of demands on everyone and will try to tell them how to do their jobs.  They will walk all over the more passive personality types because they will let the dictator roll over them.  Dictators are often angry and hostile and have a strong need to control.  For the dictator, it is “my way or the highway”.
\end{myquote}

{\bfseries
\begin{mydescription} Hostile-{}aggressives 
\end{mydescription}
}
\begin{myquote}\item{} People exhibiting this personality are pushy and demanding, constantly argumentative and can be hostile and abusive.  They have a need to stir things up and thrive on the chaos they cause. (Aldrich 2002).  These employees don’t care whether the reaction they get is positive or negative as they gain positive self-{}recognition regardless of the outcome.
\end{myquote}

{\bfseries
\begin{mydescription} Attackers 
\end{mydescription}
}
\begin{myquote}\item{} These people demonstrate emotion-{}based hostility and aggressive that they are unable to control.  These attacks are not personal to the person being attacked, the attacker is just looking for someone to vent the frustration and anger for which he or she can’t find an outlet. Attackers are genuinely upset and need someone to listen to their pain.
\end{myquote}

{\bfseries
\begin{mydescription} Egotists 
\end{mydescription}
}
\begin{myquote}\item{} These are attackers who have a superior attitude and think they know it all.  They charge forward with their disapproval of anything that they as experts feel is not going the way it should.  Egotists are arrogant and will disagree with most everything that is said because they like to be right.  They always find problems, not opportunities.  They often criticize others to make themselves feel better. 
\end{myquote}

{\bfseries
\begin{mydescription} Bullies 
\end{mydescription}
}
\begin{myquote}\item{} The bully uses threats and intimidation to undermine others.  Bullies attempt to undo another person as part of their plan to retain popularity and power.  Bullies have an inflated view of themselves and is threatened by someone who is likeable, well qualified or attractive. (Guy 2001).  They will humiliate, destroy, discredit or intimidate another person to make themselves look better.
\end{myquote}

{\bfseries
\begin{mydescription} Criticizers 
\end{mydescription}
}
\begin{myquote}\item{} A criticizer will strike down anything this is new, creative or different.  His or her mission is to disagree with anything that is said (Topchik 2006).  She will jump on any mistake and disagree with it with negative feedback.  A manager who is a criticizer exhibits it by always saying no to all requests.
\end{myquote}

\subsubsection{Deceptive Personalities}
\label{109}

The person with a deceptive personality type will not directly confront as in the case of the aggressive type.  This personality will instead work behind the scenes or from a distance to disrupt the workplace or gain favor.  These deceptive inhibitors include:
{\bfseries
\begin{mydescription} Snipers 
\end{mydescription}
}
\begin{myquote}\item{} They use pointed jabs, humor and verbal sparing to put others down, usually from a distance and behind the scenes.  These people take potshots at others, use sarcasm as a weapon, lurk on conference calls to silently gather information, talk behind other people’s backs and go to great lengths to make their behind the scenes efforts untraceable back to them.  These people will not discuss their opinions in a public forum.
\end{myquote}

{\bfseries
\begin{mydescription} Over-{}agreeables 
\end{mydescription}
}
\begin{myquote}\item{} These are “yes” people who have a powerful desire to be liked and appreciated.  They never say no to anything and are far too uncomfortable to voice an opposing opinion.  They are often overwhelmed with too many projects since they never say no to anything and are always positive in approach.  These people can be problematic in the workplace when they agree with one person’s approach and then also agree with an opposing position from someone else.
\end{myquote}

{\bfseries
\begin{mydescription} Brownnosers 
\end{mydescription}
}
\begin{myquote}\item{} Also known as bootlickers, people with this personality type believe that the shortest way to the top is on the coattails of the boss.   They will exhibit a complete devotion and dedication to those in charge and will not ever tell the truth about their tactics or any of the boss’ activities.  They live in a constant self-{}reinforcing denial state that is perpetuated by the sense of importance bosses get from them.
\end{myquote}

{\bfseries
\begin{mydescription} Unresponsives 
\end{mydescription}
}
\begin{myquote}\item{} These people are very hard to understand and to draw out because they don’t provide enough to work with.  They tend to be uncommitted to anything with work as the lowest priority in their lives.  They waste time, spent a lot of time on personal matters and try to get by doing as little as possible.
\end{myquote}

{\bfseries
\begin{mydescription} Rumormongers 
\end{mydescription}
}
\begin{myquote}\item{} This is one of the more difficult deceptive personalities in that much of their negativity is spread through ideas and statements that are not true, but are hard to trace back to the source.  This person feels a great sense of importance when the rumors this person circulates force strong reactions from others.  Rumormongers tend to be very specific about what rumors they spread (examples include spreading rumors around senior managers, job cuts, salaries, competition and dating in the workplace), which maximizes the impact and increases their sense of self worth.
\end{myquote}

\subsubsection{Passive Personalities}
\label{110}

These are people with meek personalities and are often self-{}deprecating to a fault.  They tend to be moody and sensitive people who worry greatly, resist change, complain and need constant encouragement.  This personality type includes the following:
{\bfseries
\begin{mydescription} Martyrs 
\end{mydescription}
}
\begin{myquote}\item{} This person is the one who comes in early, stays late, seems to not have a life outside of work and will do anything asked of them.  While doing this, they will also complain about workload, other employees, clients, managers and everything else in between.  The martyr always feels like her efforts go unappreciated.  They usually act defeated and powerless.  The martyr’s trademark statement is “I have given up everything for this company and nobody cares” (Topchik 2006).
\end{myquote}

{\bfseries
\begin{mydescription} Passive-{}aggressives 
\end{mydescription}
}
\begin{myquote}\item{} People with this personality style lack assertiveness and feel out of control.  To remedy this, they find satisfaction in controlling another person’s life (Guy 2001).  They are very jealous and resentful and have so little belief in themselves that they can’t compete with another person without bringing them down.  Anyone that this person feels threatened by is subject to their anger, sabotage, deliberate procrastination and other tricks.  They often have good excuses for this type of behavior that clouds manager attempts to correct the issue.
\end{myquote}

{\bfseries
\begin{mydescription} Crybabies 
\end{mydescription}
}
\begin{myquote}\item{} People who behave like children when they don’t get their way.  They withdraw, cry or go on a tirade.  They then act as if they are powerless in the same way martyrs do and usually believe everything that happens to them is bad (Manning 2004).
\end{myquote}

{\bfseries
\begin{mydescription} Self-{}castigators 
\end{mydescription}
}
\begin{myquote}\item{} This personality shows itself in the form of constant self putdowns.  This person finds fault with everything he does, from work performance to salary to appearance to economic status to everything that defines a person’s self concept.  Even if the person is performing well on the job, he will not see it that way himself.  This person always takes the blame when something goes wrong, further enhancing negative feelings about personal self worth.
\end{myquote}

{\bfseries
\begin{mydescription} Worriers 
\end{mydescription}
}
\begin{myquote}\item{} These people walk on eggshells and are very sensitive to any negative comment.  They usually complain about being too stressed and are expecting the ceiling to fall down on them at any moment.  She is unhappy with the way things are and is constantly pessimistic both at work and outside of it.
\end{myquote}

{\bfseries
\begin{mydescription} Resisters 
\end{mydescription}
}
\begin{myquote}\item{} Any kind of change upsets the resistor no matter how small.  This person is only comfortable with the status quo and will resist any attempts to introduce new ideas and reorganizations.  If the change is threatening enough, the resisters will try to sabotage it or spread negative rumors about the change.
\end{myquote}

{\bfseries
\begin{mydescription} Silent types 
\end{mydescription}
}
\begin{myquote}\item{} These people keep to themselves and don’t express any feelings or thoughts on any subject.  They work completely alone and even when placed on a team, will contribute nothing to the team in the form of active participation.
\end{myquote}

{\bfseries
\begin{mydescription} “It’s not my job”-{}ers 
\end{mydescription}
}
\begin{myquote}\item{} These are very negative people who will reject any task that is outside of their perceived job responsibilities no matter how small the task may be.  They usually do this as retribution for a slight that someone in the organization has put upon them.
\end{myquote}

\subsubsection{Destructive Personalities}
\label{111}

These include people who have significant problems outside of work that impact themselves and others at work.  They include: 
{\bfseries
\begin{mydescription} Sociopaths 
\end{mydescription}
}
\begin{myquote}\item{} These are people who lead double lives.  Their work lives and personal lives couldn’t be more different.  These are the people who portray themselves as supportive and charming, but in reality are cold and ruthless.  They act on their impulses without regard for the consequences on others.  Managers who do not detect that words do not match actions invite severely destructive consequences (Guy 2001)
\end{myquote}

{\bfseries
\begin{mydescription} Substance Abusers 
\end{mydescription}
}
\begin{myquote}\item{} People with alcohol or drug abuse problems who try to mask their abuse at work.  They will sometimes work at a very high level and then drop off dramatically.  Absenteeism followed by plausible excuses are part of a repeating pattern that is destructive to the person and to co-{}workers.
\end{myquote}


\subsection{Addressing Inhibitor Personalities}
\label{112}

In dealing with all inhibitor personalities, the core emotional competency to be developed, first, is self-{}awareness: recognizing one’s emotions and their effects.  This should be common sense; after all, you must be self-{}aware of the problem before the problem can be addressed.  For instance, if people are lacking – social competence -{} in listening openly and sending convincing messages then they would be inept at leading and facilitating others towards a common goal.  If they lack self-{}confidence -{} personal competence -{} then it would be difficult to establish respect with others.  When dealing with the various personality inhibitors, the first step in addressing the issue it to identify the root cause of the problem itself. 

Adapted from Goleman’s framework, we created the “Emotional Competency Framework” table for leaders on how to address personalities that prohibit teams from reaching their full potential – the inhibitor personalities. 

In our table below, we made recommendations on how to address the four inhibitor personality types: aggressive, deceptive, passive, and destructive.  For example, to address the aggressive personality type we would encourage the aggressor to develop empathy and social skills; developing an understanding of others and sensing other’s feelings and perspectives would help them empathize and become less aggressive; developing collaboration and cooperation skills would help them work amiably with others towards a shared, clear and elevating without using aggressive, emotionally charged, tactics.  
\subsubsection{Emotional Competency Framework}
\label{113}


\begin{longtable}{|>{\RaggedRight}p{0.24208\linewidth}|>{\RaggedRight}p{0.67756\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\large Inhibitor}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\large Emotional competencies to be developed}}\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Aggressive}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}Awareness\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Perfectionists &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Develop emotional awareness, recognize that their emotions and their negative effects of being too aggressive\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dictators &{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}Regulation}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Hostile-{}aggressives &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop self-{}control by keeping disruptive emotions and impulses in check\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Attackers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop innovation and encourage the individual to being comfortable with novel ideas, approaches and new information\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Egotists&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Empathy}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Bullies &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Develop understanding others, sensing other’s feelings and perspectives, and taking an active interest in their concerns\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Criticizers&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Social Skills}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop collaboration and cooperation, working with others toward shared, clear and elevating goals\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop influence, wielding effective tactics for persuasion\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop conflict management, negotiating and resolving disagreements\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Deceptive}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}Awareness\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Snipers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop emotional awareness, recognize that their emotions and their negative effects of being deceptive\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Over-{}Agreeables&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}Regulation}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Brownnosers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop trustworthiness, maintaining standards of honesty and integrity\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Unresponsives&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Social Skills}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rumormongers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop building bonds, nurturing instrumental relationships \\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop collaboration and cooperation, working with others toward shared, clear and elevating goals\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Passive}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}Awareness\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Martyrs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop emotional awareness, recognize that their emotions and their negative effects of being passive\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Passive-{}aggressives &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop self-{}confidence, a strong sense of one’s self-{}worth and capabilities\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Crybabies&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self Regulation}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}castigators &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop conscientiousness, taking responsibility for personal performance\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Worriers&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Motivation}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Resisters &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop achievement drive, striving to improve or meet a standard of excellence\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Silent Types &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop optimism, persistence in pursuing goals despite obstacles and setbacks\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} “It’s Not My Job”-{}ers&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Social Skills}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop influence, wielding effective tactics for persuasion\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop team capabilities, creating group synergy in pursuing collective goals\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Destructive}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self-{}Awareness\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Sociopaths &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop emotional awareness, recognize that their emotions and their negative effects of being destructive\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Substance abusers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop self-{}confidence, a strong sense of one’s self-{}worth and capabilities\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Self Regulation}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop self-{}control, keeping disruptive impulses in check\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop conscientiousness, taking responsibility for personal actions\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Motivation}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Develop optimism, persistence in pursuing goals despite obstacles and setbacks\\ \hline 
\end{longtable}


{\itshape Goleman’s “The Emotional Competence Framework” was adapted to this framework}
\section{Personality Profiling Considerations}
\label{114}

Personality profiling can be a very useful tool in understanding your teammate’s communication styles, motivations and reward preferences. It can help you understand better how to relate to people and work with them. However, psychologists stress that personality type doesn\textquotesingle{}t explain everything about us and that people with the same personality type often behave differently.
\myplainurl{http://www.bbc.co.uk/science/humanbody/mind/articles/personalityandindividuality/personalitytype.shtml}

Experts also agree that people cannot simply trade one personality type for another — that personality types are like left-{} or right-{}handedness — most people are born preferring one hand. Similarly, every person is born with a personality type, which means that people react differently to different stimuli. For example, an introverted person may find relaxation through focusing on memories, thoughts or feelings, while an extroverted personality concentrates on the outer world. No personality type is inherently better than another, although certain personality types work better together and some are more suited to certain roles on the team.


{\bfseries Profiling and Stereotyping}

Although personality profiling is popular, it can prove to be a stumbling block if not used carefully because personality profiling makes use of stereotypes, which is often used improperly and limits one’s ability to see things clearly.

Walter Lippmann\myhref{http://en.wikibooks.org/wiki/}{\myplainurl{http://en.wikipedia.org/wiki/Walter_Lippmann}}\myplainurl{http://,} an influential American writer, journalist and political commentator, once said “For the most part we do not first see, and then define; we define first, and then we see.”


Lippman’s candid statement reminds us about how easy it is to assign someone to a certain personality type (defining them) without having all the facts.  Stereotypes and personality profiling can make us mentally lazy. As Samuel Ichiye Hayakawa\myhref{http://en.wikibooks.org/wiki/}{\myplainurl{http://en.wikipedia.org/wiki/S._I._Hayakawa}}\myplainurl{http://,} an academic and former United States Senator from California, explained that the danger of stereotypes “lies not in their existence, but in the fact that they become for all people some of the time, and for some people all the time, substitutes for observation.”


{\bfseries Drawbacks and Cautions}

Personality profiling can be a very useful tool in helping people better understand themselves and the members of their teams. However, it can be detrimental if not used with caution. Following are three areas that could sustain damage: 1.) Oneself; 2.) Other team members; 3.) The organization as a whole.


{\bfseries Oneself}

When people determine that they are a certain personality type (i.e. “I’m a Blue”) it gives them a useful set of tools to better understand themselves. However, it may be limiting as well. They might begin to think that they are not capable or suited to certain tasks because their personality profile says they are not. They may use the personality profile as a crutch which keeps them from growing in new areas or interacting in meaningful ways with others.


{\bfseries Others}

In addition, when people immediately use personality profiling to judge the members of their team, they often make false assumptions that they understand their team members, when if fact they do not. While it is true that profiling helps individuals make quick judgments that can be useful in certain circumstances (i.e. the short-{}lived team with a short-{}term goal), people often do not go beyond those initial judgments to understand the motivations, work styles and personality temperaments of the co-{}workers.


{\bfseries Organization}

Personality profiling is often used in the workplace as a method for screening and making decisions on whom to hire. Some HR professionals embrace the technique, while others do not. Although personality testing may be useful, companies need to be aware of the risks involved in using them to predict future employee behavior on the job. They may be exposing themselves to lawsuits or other legal problems if used improperly.
\section{Deep-{} and surface-{}level diversity}
\label{115}
By focusing on personality diversity, as opposed to demographic diversity, businesses may begin to study what David A. Harrison terms \symbol{34}deep-{}level diversity\symbol{34} (Harrison et al, 1998). Deep-{}level diversity consists of the attitudes, beliefs, values and commitment to the organization that different individuals in a group might have. This is in contrast to the traditional method of expressing diversity through heterogeneity in categories such as race, gender, or age, or what can called \symbol{34}surface-{}level diversity.\symbol{34} For example, the current thinking in deep-{}level diversity would account for the phenomenon that a male, Indian, engineer from the Punjab might be arguing alongside a younger female marketer from the midwest US to support a similar project approach. While the two are certainly demographically different, they may hold very similar values about work, economy, and share similar commitments to the organization. By exploring current information on deep-{}level diversity, not just surface-{}level diversity, organizations may leverage important performance benefits and avoid costly pitfalls.

It remains unclear if deep-{}level diversity characteristics can be discerned from personality profiling assessments. It is unlikely to match up exactly with the current discussion of personality types. What studies do show, however, is that the effects of surface-{}level differences diminish over time as the group works together and the importance of the effects from deep-{}level diversity in the group increases markedly. According to the study, \symbol{34}Beyond Relational Demography: Time and the Effects of Surface-{} and Deep-{}level Diversity on Work Group Cohesion,\symbol{34} the more work group members \symbol{34}continue to interact with one another, dissimilarity in the typically studied surface level dimensions such as sex and age become less important than deep level attitudinal dissimilarity in, for instance, job satisfaction\symbol{34} (Harrison et al, 1998) The authors state that the reason for this is that time is required for high-{}quality informational interactions among group members, in which they learn about each other\textquotesingle{}s deep-{}level characteristics, and subsequently develop more meaningful, richly-{}functional, relationships. Further, Harrison also conducted a study that found \symbol{34}increasing levels of collaboration . . . can reduce the impact race, gender, or age differences on team performance\symbol{34} and that \symbol{34}as team members continue to work together over time, personality and value differences surface more clearly\symbol{34} (2002).
\subsection{Recommendations}
\label{116}
Harrison\textquotesingle{}s research suggests that groups seek deep-{}level diversity in knowledge, skills, and abilities but minimize diversity in job-{}related beliefs, attitudes, and values. This can lead to what he calls \symbol{34}especially effective teams\symbol{34} (2002). However, he cautions that in order to be successful, it is important that such groups are rewarded for collaboration and \symbol{34}that member\textquotesingle{}s individual outcomes depend more on team performance than their own\symbol{34} (2002).

According to {\itshape FastCompany}, this type of deep-{}level diversity also corresponds to a higher ROI, service diversification, and sales growth, as well as more internal communication and an increase in assets (Davies 2004).

However, two elements of previous surface-{}level diversity problems seem to carry over even into contexts of deep-{}level diversity: first, increased diversity on both levels is still associated with an increase in turnover and integration and coordination problems; second, it still appears that in the supervisor/subordinate relationship, subordinates with the same gender as their superiors receive higher performance evaluations (Davies 2004).
\section{Conclusion}
\label{117}

Insights into how personality diversity affects the work group have increased as the study of personality types, profiles, emotional IQ, and deep-{}level attitudes has grown. Instead of thinking of diversity as simply demographic differences, group managers will need to research, experiment, and analyze the ways in which all of these aspects not only affect the group, but how they can be integrated into a cohesive approach that corresponds to group cohesiveness and successful performance.
\section{Professional Resources}
\label{118} 

The following list includes links to a few consulting firms specializing in personalities:

\myplainurl{http://www.piworldwide.com}

\myplainurl{http://www.personality-insights.com/}

\myplainurl{http://www.personalitypathways.com/tpn.html}

\myplainurl{http://www.hrobjective.com/}

\myplainurl{http://www.lrandc.com/}

\myplainurl{http://www.caliperonline.com/solutions/hiring.shtml}
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Social loafing describes the phenomenon that occurs when individuals exert less effort when working as a group than when working independently.  Research indicates that there is some degree of social loafing within every group, whether high-{}functioning or dysfunctional. 

In 1913, a French agricultural engineer, Max Ringlemann, identified this social phenomenon.  He recognized a collective group performance required less effort by individuals compared to the sum of their individual efforts (Kravitz \& Martin, 1986). The effect he noted has been termed the Ringlemann Effect.  In this experiment, participants pulled on a rope attached to a strain gauge.  Ringlemann noted that two individuals pulling the rope only exerted 93\% of their individual efforts.  A group of three individuals exerted 85\% and groups of eight exerted 49\% of their combined individual effort.  As more individuals pulled on the rope, each individual exerted themselves less.  From these observations, Ringlemann determined that individuals perform below their potential when working in a group (LaFasto \& Larson, 2001, p. 77). 



Since Ringlemann’s observation, social loafing has been identified in numerous studies.  Social loafing has several causes and effects that will be discussed in this document, as well as methods for dealing with social loafing to promote more effective group work. 

\textquotesingle{}Ringleman\textquotesingle{}s brainchild of social loafing has now been used within a diverse variety of studies, ranging from its impact on sports teams to the affects on groups within huge conglomerates.’ (Dr Karen Virendra Patel, 2002; pg 124){\bfseries {\itshape }}
\section{Causes of Social Loafing}
\label{123}

Many theories explain why social loafing occurs., below are several explanations of social loafing causes:

{\bfseries Equitable contribution}: Team members believe that others are not putting forth as much effort as themselves.  Since they feel that the others in the group are slacking, they lessen their efforts too.  This causes a downward cycle that ends at the point where only the minimum amount of work is performed.

{\bfseries Submaximal goal setting}:  Team members may perceive that with a well-{}defined goal and with several people working towards it, they can work less for it.  The task then becomes optimizing rather than maximizing. 

{\bfseries Lessened contingency between input and outcome}: Team members may feel they can hide in the crowd and avoid the consequences of not contributing.  Or, a team member may feel lost in the crowd and unable to gain recognition for their contributions (Latane, 1998).  This description is characteristic of people driven by their uniqueness and individuality.  In a group, they lose this individuality and the recognition that comes with their contributions.  Therefore, these group members lose motivation to offer their full ability since it will not be acknowledged (Charbonnier et al., 1998).  Additionally, large group sizes can cause individuals to feel lost in the crowd.  With so many individuals contributing, some may feel that their efforts are not needed or will not be recognized (Kerr, 1989).

{\bfseries Lack of evaluation}: Loafing begins or is strengthened in the absence of an individual evaluation structure imposed by the environment (Price \& Harrison, 2006).  This occurs because working in the group environment results in less self-{}awareness (Mullen, 1983).  For example, a member of a sales team will loaf when sales of the group are measured rather than individual sales efforts.

{\bfseries Unequal distribution of compensation}: In the workplace, compensation comes in monetary forms and promotions and in academics it is in the form of grades or positive feedback.  If an individual believes compensation has not been allotted equally amongst group members, he will withdraw his individual efforts (Piezon \& Donaldson, 2005). 

{\bfseries Non-{}cohesive group}:  A group functions effectively when members have bonded and created high-{}quality relationships.  If the group is not cohesive, members are more prone to social loafing since they are not concerned about letting down their teammates (Piezon \& Donaldson, 2005).
\section{Effects of Social Loafing}
\label{124}

Social loafing engenders negative consequences that affect both the group as a whole as well as the individual.  
\subsection{Effects on Groups}
\label{125}



\begin{minipage}{0.50000\textwidth}
\begin{center}
\includegraphics[width=1.0\textwidth,height=6.5in,keepaspectratio]{../images/10.png}
\end{center}
\raggedright{}\myfigurewithoutcaption{10}
\end{minipage}\vspace{0.75cm}


As explained in the Ringlemann Effect, output decreases with increased group membership, due to social loafing.  This effect is demonstrated in another study by Latane, et al.  In this experiment subjects were asked to yell or clap as loudly as possible.  As in Ringlemann’s study, the overall loudness increased while individual output decreased.  People averaged 3.7 dynes/sq cm individually, 2.6 in pairs, 1.8 in a group of four, and 1.5 in a group of six.  In this study there was no block effect (indicating tiredness or lack of practice).  Due to social loafing, average output for each individual decreases due to the perception that others in the group are not putting forth as much effort as the individual.  

In considering this first experiment, some individuals suggested that results might be invalid due to acoustics (i.e. voices canceling each other out or voices not synchronized).  To disprove this theory, another experiment was performed.  For this study, participants were placed in individual rooms and wore headphones.  In repeated trials, these participants were told they were either shouting alone or as part of a group.  The results demonstrated the same trend as in the first experiment-{}-{}individual performance decreased as a group size increased (Latane, 1979).

In reality, there are not many groups with the objective of yelling loud, however the example above illustrates a principle that is common in business, family, education, and in social gatherings that harms the overall integrity and performance of a team by reducing the level of output, one individual at a time.  The negative social cues involved with social loafing produce decreased group performance (Schnake, 1991, p. 51).  Reasonable consequences of social loafing also include dissatisfaction with group members who fail to contribute equally and the creation of in groups and out groups.  Additionally, groups will lack the talents that could be offered by those who choose to not contribute.  All of these factors result in less productivity.
\subsection{Effects on Individuals}
\label{126}

The preceding section identifies the effect of social loafing on a group which is arguably the most prominent consequence of the group behavior.  However, social loafing also has an impact on the individuals that comprise the group.  There are various side effects that individuals may experience. 

One potential side effect is the lack of satisfaction that a member of the group might experience, thereby becoming disappointed or depressed at the end of project.  When a member of a group becomes a social loafer, the member reduces any opportunity he might have had to grow in his ability and knowledge.  Today, many college level classes focus on group projects.  The ability for an individual to participate in social loafing increases at the group increases in number.  However, if these groups remain small the individual will not have the opportunity to become invisible to the group and their lack of input will be readily evident.  The lack of identifiably in a group is a psychological production that has been documented in several studies. (Carron, Burke \& Prapavessis, 2004)

Social loafing can also negatively impact individuals in the group who perform the bulk of the work.  For example, in schoolwork teams are often comprised of children of varying capacities.  Without individual accountability, often only one or a few group members will do most of the work to make up for what the other students lack.  Cheri Yecke, Minnesota’s commissioner of education, explains that in these instances group work can be detrimental to the student(s) who feel resentment and frustration from carrying the weight of the work.  Yecke recounted an experience of one child who felt she had to “slow down the pace of her learning and that she could not challenge the group, or she would be punished” with a lower grade than desired.  Especially in situations where members of the group of differing abilities, social loafing negatively affects group members who carry the weight of the group.
\section{Variation in Social Loafing}
\label{127}
\subsection{Culture}
\label{128}

Social loafing is more likely to occur in societies where the focus is on the individual rather than the group.  This phenomenon was observed in a study comparing American managers (individualistic values) to Chinese managers (collectivistic values).  Researchers found that social loafing occurred with the American managers while there was no such occurrence with the Chinese managers.  The researchers explained this through a comparison between collectivistic and individualistic orientations.  

A collectivistic orientation places group goals and collective action ahead of self-{}interests.  This reinforces the participants\textquotesingle{} desires to pursue group goals in order to benefit the group.  People from this orientation view their individual actions as an important contribution to the group\textquotesingle{}s well-{}being.  They also gain satisfaction and feelings of accomplishment from group outcomes.  Further, collectivists anticipate that other group members will contribute to the groups\textquotesingle{} performance and so they choose to do the same in return.  They view their contributions to group accomplishments as important and role-{}defined (Earley, 1989).

In contrast, an individualist\textquotesingle{}s motive is focused on self-{}interest.  Actions by these individuals emphasize personal gain and rewards based on their particular accomplishments.  An individualist anticipates rewards contingent on individual performance. Contribution toward achieving collective goals is inconsistent with the self-{}interest motive unless differential awards are made by the group. Individuals whose contributions to group output go unnoticed have little incentive to contribute, since they can \symbol{34}loaf\symbol{34} without fear of consequences. As a result, an individualist can maximize personal gain without putting forth as much effort as had he/she done the work individually. The self-{}interest motive stresses individual outcomes and gain over the collective good (Earley, 1989).
\subsection{Gender}
\label{129}
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Research indicates that women are more inclined to sustain group cohesion where men are more interested in task achievement.  As a result, women, who deem collective tasks more significant than individual tasks, are less likely to engage in social loafing than men.  This phenomenon is demonstrated in a study conducted by Naoki Kugihara.  To determine the social loafing effect on men versus women, he had 18 Japanese men and 18 Japanese women pull on a rope, similar to the Ringlemann experiment.  On the questionnaire, several participants indicated their perception that they pulled with their full strength.  However, Kugihara observed the men did decrease their effort once involved in collective rope pulling.  Conversely, the women did not show a change in effort once involved collectively.  

In the paper reporting the results of this study, Kugihara explains some reasoning behind this different reaction between men and women.  In observing Japanese junior high students, Tachibana and Koyasu found that boys engaged more earnestly in the task when they were told that achievement was being measured.  When they were told they could relax and enjoy the task, the boys did not put forth as much effort.  However, with the girls they did not notice any change in effort between the achievement and relaxation tasks.  These results indicate that men are more likely to engage in social loafing in a group setting because they will not be driven by achievement motivation since their efforts will not be as visible.  However, women tend to not be affected by achievement motivation and therefore are less likely to engage in social loafing (1999).
\section{Confronting the Social Loafer}
\label{130}
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No one ever likes to be confronted or told what to do.  So in a group setting, what is the best way to make the most out of each individual’s contributions?  Especially in groups where there is no designated leader, it is difficult for one group member to confront another.  However, Dan Rothwell offers advice for handling these situations.

{\bfseries Private confrontation}:  The team leader or a selected team member should confront the social loafer individually.  This individual should solicit the reasons for the lackluster effort.  Additionally, the loafer should be encouraged to participate and understand the importance of his contributions.

{\bfseries Group confrontation}:  The entire group can address the problem to the dissenting team member and specifically address the problem(s) they have observed.  They should attempt to resolve the problem and refrain from deleterious attacks on the slacking individual.

{\bfseries Superior assistance}:  After trying to address the problem with the individual both privately and as a group, group members should seek the advice of a superior, whether it be a teacher, boss or other authority figure.  Where possible, group members should provide documented evidence of the loafing engaged by the individual (De Vita, 2001).  The person in authority can directly address the problem with the lackluster team member.

{\bfseries Exclusion}:  The loafer should only be booted out of the group as a last resort.  However, this option may not be feasible in some instances.

{\bfseries Circumvention}:  If all the above steps have been attempted without result, then the group can reorganize tasks and responsibilities.  This should be done in a manner that will result in a desirable outcome whether or not the loafer contributes.

(Rothwell, 2004)
\section{Preventing Social Loafing}
\label{131}
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In order to prevent or limit the effects of social loafing, there are a number of guidelines a team leader might initiate to manage team members’ efforts toward team goals.  Though some do depend upon the nature of the team and the type of team, most of these guidelines can be adapted to provide a positive benefit to all teams.  

{\bfseries Develop rules of conduct}:  Setting rules at the beginning will help all team members achieve the team objectives and performance goals.  Establishing ground rules can help to prevent social loafing and free-{}riding behaviors by providing assurances that free-{}riding attempts will be dealt with (Cox, 2007).

{\bfseries Create appropriate group sizes}:  Do not create or allow a team to undertake a two-{}man job. For example, municipal maintenance crews often have crew members standing around watching one or two individuals work.  Does that job really require that many crew members?

{\bfseries Establish individual accountability}:  This is critical for initial assignments that set the stage for the rest of the task (Team Based).  Tasks that require pre-{}work and input from all group members produce a set of dynamics that largely prevent social loafing from happening in the first place.  If this expectation is set early, individuals will avoid the consequences of being held accountable for poor work.

{\bfseries Encourage group loyalty}: Not all cultures experience social loafing.  In China, social striving, the opposite of social loafing, occurs.  In these cases, individual performance is enhanced by being in a group (Davies, 2006).  The individuals care more about the success of the group than their own success.  They have a clear view of the group’s objective and what leads to its fulfillment.  This sense of group loyalty is created by individual awareness of the team’s position in reaching the goal.  If production plant employees know the goal, know how far they need to go, and where the competition is, they are more inclined to work towards the goal than if they did not have that knowledge.

{\bfseries Implement peer evaluation}:  In academic cultures, college instructors use peer evaluations to instill accountability for individual contributions in group products. These evaluations are given early in the term and are more effective in deterring social loafing than peer evaluations given later in the term (Brooks \& Ammons, 2003).

{\bfseries Write a team contract}:  Confusion and miscommunication can cause social loafing.  Although it may seem formal, writing a team contract is a good first step in setting group rules and preventing social loafing.  This contract should include several important pieces of information such as group expectations, individual responsibilities, forms of group communication, and methods of discipline.  If each group member has a measurable responsibility that they alone are accountable for, he is not able to rely on the group for his portion of responsibility.  

{\bfseries Choose complementary team members}:  When possible, carefully choose individuals to join a team.  Make sure they have strengths and personalities that will complement other group members rather than deter from reaching the group goal.

{\bfseries Minimize group size}:  Whenever possible, minimize the amount of people within a group.  The less people available to diffuse responsibility to, the less likely social loafing will occur.

{\bfseries Establish ground rules}:  Discuss what the team’s goals and objectives are and then develop a process to meet them.  Agree to perform by team roles discussed in the initial meeting of a project.  Also discuss consequences of not following rules and the process to call an individual on their negative behavior.

{\bfseries Specifically define the task}:  Clarify the importance of the task to the team and assign members to do particular assignments.  Establish expectations through specific measurable and observable outcomes, such as due dates.  At the end of each meeting, refresh everyone’s memories as to who is required to do what by when and offer clarification on required duties.

{\bfseries Create personal relationships}:  Provide opportunities for members to socialize and establish trusting relationships.  Dedicated relationships cause people to fulfill their duties more efficiently.

{\bfseries Highlight achievement}:  Invite members of management to attend team sessions.  Allow team accomplishments to shine through to superiors.  Close meetings by summarizing their group’s successes.  Pat them on the back and remind them of their upcoming duties.

{\bfseries Establish task importance}:  Allow team members the opportunity to demonstrate their willingness to do their work in a timely fashion.

{\bfseries Evaluate progress}:  Meet individually with team members to assess their successes and areas of improvement.  Discuss ways in which the team leader may provide additional support so the task may be completed. When possible, develop an evaluation based on an individual contribution.  This can be accomplished through individual group members’ evaluations of others on team.

{\bfseries Manage discussions}:  Ensure that all team members have the opportunity to speak.  Make every individual feel they have a valuable role on the team and their input is important to group success.

{\bfseries Engage individuals}:  When intrinsic involvement in the task is high, workers may feel that their efforts are very important for the success of the group and thus may be unlikely to engage in social loafing even if the task visibility is low.
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\chapter{Leader Credibility}

\myminitoc
\label{133}

\label{134}\section{Questions Posed}
\label{135}
Once a team is formed, how should the team leader handle questions about his/her ability? For example, in the case where the team has had its first significant meeting and the leader did something to cause others to questions his/her ability to lead the project. Along the same line, are there particular steps a team leader can take to mitigate a blow to the team either from external forces or internal forces (say in the form of personal conflict or someone essential to the project leaving the company)?
\section{Introduction}
\label{136}

The question above is presented as to ask how you can mitigate questions to your credibility as a team leader.  This lack of credibility could be from something you did wrong in a meeting or a mistake you made on a project.  The question also asks how you, as a team leader, can soften the blow to the team from an internal or external force affecting the team.  This last question is very broad and because of this, the chapter will focus that question and the others with respect only to establishing, maintaining and restoring credibility as a team leader.

You can read all the books and follow all the rules about managing and leading, but inevitably, you will find your credibility in question from one, or a number of team members at some point during your career.  It may almost seem easier to deal with if you know you did something wrong or inappropriate.  The hard part is when you have somehow lost credibility when you’ve done, pretty much, everything right.  During this chapter, we will look into a number of reasons for finding yourself lacking credibility with your team members.  We will also offer general advice on how to keep or restore your credibility.

While there are many reasons your team may find your credibility lacking, we will focus on a few very common ones.  First, we will look at how your credibility may be threatened simply by a stereotype attached to you.  Second, we will look at how your personality traits can affect credibility.  Then we will look into how leading your former peers can cause credibility problems and how to alleviate them.  Following these sections we will offer advice on how to establish credibility in a newly formed team, and finally, how to establish your credibility in general as well as avoid pitfalls.
\section{Overcoming Stereotypes}
\label{137}

Establishing leadership credibility in a group or team setting can be difficult enough without having to battle stereotypes along the way.  This section will focus briefly on the different stereotypes that exist within the work organization, specifically, the groups and teams within these organizations.  This section will also attempt to advise on how to avoid the pitfalls of stereotypes.

First, we will define exactly what a stereotype is and what it is capable of. Stereotypes occur when we assign and generalize certain attributes, characteristics, qualities or shortcomings to a specific group of people.  For example: \symbol{34}The elderly drive poorly,\symbol{34} \symbol{34}Women are too emotional,\symbol{34} \symbol{34}Teenagers are lazy,\symbol{34} or \symbol{34}Men are cold and distant.\symbol{34}  You may think these examples are harmless, but these are only starting points from which stereotypes can become extreme and irrational.  Some categories which can be a target of stereotypes are:  race, religion, gender, class, age, etc.  

Stereotyping is a way our brain tries to processes the endless amount of information it is presented with daily.  With so much stimulation to account for, stereotyping is a way the brain cuts through it all in order to make it presentable.  This is often done subconsciously and is not always linked to negative outcomes.  The danger presents itself when we are unaware of this process going on in our brain and we begin to accept stereotypes as fact or reality.  Stereotypes are far reaching and virtually everyone is a potential victim.  

Stereotypes are damaging when we assume something about someone, or judge them prematurely, simply because we assign them to a larger group with a predetermined set of characteristics.  Stereotyping is often linked closely with prejudice, which occurs when one makes a conscious decision to dislike, distrust, or work against a specific group because of the negative stereotypes associated with that group. 

History is laced with stereotyping and prejudices.  Modern time takes no exception.  A common place stereotyping takes place is within organizations and teams within these organizations.  This behavior can destroy any attempts to create a collaborative environment within work teams and can effectively prevent production or progression. So the question presents itself, how do we keep this behavior out of our teams in order to be more successful?

As a leader of a group/team who may be battling a stereotype while trying to obtain credibility, you must first make it your priority to rid yourself of any thought or behavior that endorses or exhibits stereotyping.  You must be careful not to get defensive expecting that you are being stereotyped.  Give your team the benefit of the doubt initially.  Team attitude often reflects leadership.  If they see you are relaxed and open they may adopt your attitude.  This is one way to battle stereotypes within groups.  

Another way to battle stereotypes is to create an atmosphere conducive to open communication.  It is through talking to people and forging relationships with others that stereotypes can be shattered and put to rest.  This is easier said than done, but achievable if a team leader is determined to have a successful group.  

Also, when creating a group, create groups with diversity.  This builds off the previous point of communication.  We are often afraid of what we don\textquotesingle{}t know. A diverse group can create an environment where learning and understanding can be achieved and stereotypes dispelled.

It may sound simple, but one final way to counter a stereotype when leading a team is to simply work hard and prove you are a good leader first and foremost.  If you leave no doubt in your groups’ mind you are there to facilitate their success, you will begin to create an atmosphere where attitudes can change and minds can be enlightened.
\section{Personality Types}
\label{138}

When dealing with team environments, the personality of the group and those of individuals are determinants in whether the group will succeed or fail at its goals and endeavors.  Within each group, there is the potential for each of the members to have significantly different strengths and weaknesses which are essential for an effective team.  Examples of these characteristics are being introverted and extroverted. Introverts are people whose thoughts and interests are directed inward rather than outward toward others.  On the other hand extroverts are interested in others or in the environment. Speaking in broad terms, they are a gregarious and unreserved person. With this in mind, to be an effective leader, you need to not only identify these traits in others, but also identify them in yourself in order to establish leadership credibility. Otherwise, ineffective management of your team of different personalities, working motifs, and styles may lead to unnecessary challenges and conflicts that could possibly lead to the demise and failure of the overall project. 

In understanding introversion and extroversion, Carl Jung (one of the earliest leaders into the understanding and exploration of this type of personality trait), was able to understand and develop the core principles of extroversion and introversion.  He was able to view the behavior of humans as either habits or as personality patterns.  He then explained the differences accordingly to those unique, distinguishable, and variable social patterns.  He directed and focused his research on the intuition, thinking, sensing, and feeling components which were later published as major players in his psychological traits theory.  

During different events in our daily lives, we tend to utilize both aspects of introversion and extroversion.  But, generally speaking, most people rely upon one dominant expression, whether it is introversion or extroversion, during the daily events and dramas that induce stressful situations.  The preferences that are expressed by these different types of personalities also affect and impact social understanding and learning of perceptions, judgments, different learning styles, as well as sociological preferences each individual resorts to.

When comparing introverts and extroverts, with our perception of what the team and its organization represents, there are still different view points we hold.  First, introverts might view and feel the team meeting and discussions as draining, stressful, and (more or less) a waste of time.  While extroverts view the team meetings as productive and energizing toward the end goal of the team.

It is essential for you, as the team leader, to not only understand the different aspects of each team member, but also of yourself and what impact you have in leading the group.  Being able to assess your ability and draw upon the abilities and strengths of others will provide an easy path to a successful team.  By understanding and acknowledging different personality types, strengths and weaknesses, learning styles, perceptions, and judgments of each group member, you have already taken steps in the right direction to becoming an effective leader.  Doing this should dismiss most, if not all, skepticism of your leadership ability.  When you have been able to identify these aspects of your group, you can effectively direct and coordinate the team towards your goal or directive in the most efficient manner possible.

As the team leader, understanding group meetings is an integral component of the development, planning of the assigned project, and development of team unity.  As previously indicated, extroverts view these meetings as a venue for essential thought provoking discussions and a place to surcease any problems that may arise.  So to be an effective leader, you must acknowledge and mitigate these circumstances to the contrary of the introverts.  These introverts would rather use the time (that most meetings would use up) to research, prepare, and plan for these meetings on a lesser scale.  By understanding this, you can handle any skepticism and quandaries about your leadership ability by providing advanced written information about the team members, agenda(s), reports, or possible discussion questions.  This forethought and preplanning allows introverts the necessary time to organize and preplan their feelings and thoughts so their involvement within the group will be more substantial and appreciated by the extroverts who, by their very nature, will applaud and welcome their contributions.

In addressing the possible scenario of conflict from within the team itself or from external forces, you need to address and understand the different areas of conflict that may arise.  As previously mentioned, the different personalities may be cause for conflict within the team environment.  To quell such proprieties and demurrals from the different team members, using the knowledge and understanding of each team member and their strengths and weaknesses is essential as an effective team leader.  When such internal conflicts arise, being able to negotiate and mitigate conflicts is essential.  In addition, knowledge of the team members\textquotesingle{} personality and learning styles is important in order to show foresight and understanding of the conflict that has occurred.  

So in conclusion, as an effective and forthright leader will need to have perception and knowledge based upon the different personality types of each group member so any possible conflict and prejudice arising can be eliminated.
\section{Effectively Leading Your Former Peers}
\label{139}

You have spent the last few years working hard with your team, you’ve seen great success together and you’ve been able to establish some very positive professional relationships. You are comfortable with your team and are satisfied with the work you have done together.  Now things are about to change, you have been rewarded for your hard work and have been selected to lead the team you were once a part of. 

After the initial euphoria and excitement of your recent promotion wears off, you may realize the relationships with your team members is not the same. Suddenly they look to you for motivation and guidance. Will they buy into your ideas? Will they respect you? Will they still be your friends? Do you want them to be your friends? How will performance evaluations go? As managers continue to climb the corporate ladder many of them have had to (or will) deal with these types of situations at one time or another. This section is dedicated to helping managers effectively manage their relationships with former peers, while at the same time adapting to their new leadership role.

Generally speaking, two behaviors can emerge as managers begin to lead their former peers. One end of the spectrum is trying to remain “one of the guys” (or gals).  This type of manager has difficulty making unpopular decisions, performing disciplinary action, performance evaluations, assigning responsibility, and holding people accountable. At the other end of the spectrum, one morphs into an unrecognizable individual that feels he or she must change everything the team has been doing and make it their own.  After all, the leader is ultimately responsible for the success and failure of the team. This behavior oftentimes results in rifts between the leaders and the rest of the team. The following are some effective methods in making the transition from team member to leader.

First, don’t try and change everything at once.  You will have plenty of time to implement your ideas and plans for success. Now the important part is getting your team on board with you as their leader.  Second, get the message out that you will be even handed in dealing with subordinates.  There will certainly be some subordinates you were closer with then others. The ones you were close with may expect some preferential treatment while others may expect to see you come down harder on them. Ensuring your team members you will be even handed will help them develop trust and respect for you as their leader.  Next, steer clear of situations where favoritism might be perceived.  In addition, repair rifts with former colleagues. There will certainly be some hurt feelings and disappointment among your peers.  After all, you beat them out for the job. Some peers may also harbor ill feelings from previous conflicts that you may have been engaged in. Take action to repair these rifts and work towards establishing positive relationships.  Finally, clearly define your role and what your expectations are.  You are the leader act like it. Let your peers know what you expect of them and hold them accountable for their performance.

Stepping into a leadership role involving peers can be a very challenging situation. Difficult situations will certainly arise and tough decisions will have to be made but that’s why you’re the leader. By clearly establishing goals and expectations of every team member and ensuring the entire team that you will not play favorites and everyone will be treated equally you will be able to establish your credibility as an effective leader an ultimately lead a more successful team.
\section{Leading a New Team}
\label{140}

You’ve spent the money, done your homework, and earned your degree now you have the job. You are now leading your own team. Now, how do you do it? How do you establish your credibility to team members you have never met? What are their expectations of you? How do you instill confidence in your team about your leadership abilities? How do you handle questions and concerns about your leadership abilities? The following section is dedicated to assisting new leaders in managing their teams and promoting success within their new role.

As the new leader you need to take charge. You may be replacing a great leader who had great success and admiration from his or her team and the shoes you are expected to fill may be great. Or you may be replacing a leader who was despised by his or her team and the team was a disappointment. Either way, there are several challenges leaders face as they step into new environments as team leaders. They may be dealing with high expectations and questions from their team such as, “That’s not how so and so would do it” or “How will this new leader be different from the last”.  Despite how the team may have performed in the past it’s your ship now, the success or failure of the team is your responsibility. Your team needs to know that you are committed to being their leader and leading them to success. Communicate your goals and expectations clearly to every team member. Let them know the importance of their role in the team. Be sure to give your team the time and resources to achieve their goals and give them the training to achieve their goals.

Your team needs to trust you and one of the best ways to gain their confidence in your abilities is through your example. You were hired for a reason, obviously your boss has confidence in your abilities.  Now is the time to showcase them for the rest of your team. Your attitude and the manner in which you perform your tasks will be infectious.  The way you act and interact with your team will ultimately reflect the way you and your team will perform together.

Next, be accountable.  Problems will arise and mistakes will be made and at times human nature prompts us to deflect blame or try and spin things in a better way, after all no one wants to be blamed for a major screw up. Effective leaders know how to stand up and be held accountable.

Finally, never underestimate the power of effective listening Take the time to get to know your people. Effective leaders must be willing to see the team from the team’s perspective. As a leader you may have your own vision of what success is, if your team has a different vision than you, the team will never arrive at the same point of success. Talk to each individual team member, find out what is important to them. It is the only way you will know how to effectively motivate them. 

Individual interviews with each team member can be very effective in helping to establish positive relationships within your team. Furthermore, you can gain valuable insight into the nature of the team and how you can effectively use the team’s resources to achieve the team’s goals. Be sure to act upon the information you gain from your team through your individual interviews. Involving your team’s insights will help create a culture of trust and unity within your team and their insights may oftentimes be more profound than your own. Build up your people, give them responsibility and hold them accountable. Praise and recognize them when they deserve it.  When they perform poorly let them know you expect more from them. They will respect you more as a leader and most often will be inclined to perform at a higher level for the success of the team.

Certainly leading a new team is a challenging role filled with many obstacles. Creating a positive environment is essential in achieving success as a team. After all, the team\textquotesingle{}s performance is indicative of the leadership abilities of its leader. By taking charge, leading by example, listening, and taking action you will be able to instill confidence within your team.  You will also establish your credibility and, ultimately, have more success as a team.
\section{Establishing Credibility and Avoiding Pitfalls}
\label{141}

Having or establishing credibility from the outset can make leading a team easier and give more leeway in decision making while leading a team (when it is done right). This section is easy when things go right. What about when they don\textquotesingle{}t?

The first thing you should never do, is try and save face by pushing the blame onto someone else. This rarely works in the long run. You would hope the people in your team are smart and, as a consequence, see through this. Members of the team may play dumb at the moment to avoid conflict, but they will not appreciate you for it. This will always be in their mind when dealing with you. \symbol{34}Will they try and pin the next thing that goes bad on me?\symbol{34}

Think about those you respect most in your organization.  Not who has the most influence or power, but who you respect. This is the type of person who is honest with themselves and their coworkers (this includes subordinates and higher-{}ups). When was the last time you were upset with someone for fessing up to an issue they caused before someone else mentioned it?  Or graciously accepted criticism for a perceived or a real issue they may have caused? You may have been upset with what happened or the consequences, but think about your respect level for the person. This is most likely a person you would go to bat for in a tight situation, because you know they would have done their best and improved where they could. Taking this type of stance yourself, can go a long way in negating any issues that may happen early on in a group that question your ability to lead a project.

Most problems boil down to communication. Members of the group may have different interactive styles based on backgrounds or individual disciplines. Failure to accommodate different communication styles can lead to misunderstandings and possibly questioning abilities. One way to help members understand you is to give them an instruction manual. Even a cheap \${}25 tape recorder has instructions, why not you? Let your manual say, amongst other things: \symbol{34}Here\textquotesingle{}s what gets me going,\symbol{34} \symbol{34}Here\textquotesingle{}s what annoys me,\symbol{34} \symbol{34}Warning! Here\textquotesingle{}s what will get you in trouble.\symbol{34}  These types of suggestions are probably better suited for a manager, but they could also work for subordinates or peers. Other sections of the manual could include: \symbol{34}Ask me to \textquotesingle{}get to the point,\textquotesingle{} “If a description is not clear, please ask to be more concrete,\symbol{34} \symbol{34}Warn me if I am heading down the wrong path,\symbol{34} and \symbol{34}I tend to refer to statistics when I am uncomfortable with a topic.\symbol{34} This type of instruction manual of yourself can be useful as a daily reminder to yourself on what you need to work on. Others, even timid ones, can call you on one of your issues without fear of offending or overstepping bounds. It will show you are truly looking to do your best and eliminate perceived inabilities caused by communication breakdown.  As result, they will know where you are coming from.
\section{Conclusion}
\label{142}

During this chapter we have touched on a few items which can affect your credibility as a team leader.  The issues we have discussed are common, but there are many more reasons why you may have lost credibility with members of your team.  Knowing how to deal with common reasons for losing credibility will help you when other issues arise.  

Hopefully the latter part of this chapter has given you some insight into how to, in general, establish, maintain, and restore your credibility as a team leader.  You will never be able to please everyone, but you can certainly do your best to be an effective leader and use the information in this chapter to help you credibility as a leader and an example to the rest of you team.
\section{References}
\label{143}

The Wall Street Journal Online, Joann S. Lublin, January 7, 2003, Job Candidates Get a Manual From Boss: \textquotesingle{}How to Handle Me\textquotesingle{} HTTP://online.wsj.com/article/0,,SB1041881615563021064,00.html

Abrashoff, Michael D. 2002 It\textquotesingle{}s Your Ship

Career Journal Online, Erin White, November 22, 2005 \textquotesingle{}How Some New Managers Supervise Their Former Peers\textquotesingle{}
\myplainurl{http://www.careerjournal.com/myc/management/20051122-white.html}

\LaTeXNullTemplate{}



\chapter{Managing Leadership Transitions}

\myminitoc
\label{144}

\label{145}\section{Introduction}
\label{146}

The transition period of replacing a leader within a company is often a very costly time for not only the company, but all personnel involved.  In the 1992 study \symbol{34}Turnover and Return-{}on-{}Investment Models for Family Leave,\symbol{34} researchers J. Douglas Phillips and Barbara Reisman estimate that the cost of replacing a top-{}level manager is about 150 percent of the manager\textquotesingle{}s base salary.  These costs can include: accrued annual leave, substantial severance pay, executive recruitment activities, interim management costs and numerous intangible and indirect costs.  This chapter examines how to successfully manage the transition from team member to team leader.  It is important to have an effective strategy for this transition because it has a direct impact on the future performance of the team and its leader.  This transitional phase sets behavioral norms for team members, establishes performance standards, affects members’ motivation, and creates the leader’s and members’ perceptions about their ability to excel as a cohesive unit.  Data from Development Dimensions International \myplainurl{http://www.DDIWORLD.com} concerning leadership transitions states that nearly one out of every five \symbol{34}people managers\symbol{34} rank transitioning leadership as the most challenging life event one could experience and at the strategic level, these numbers are even higher, often times placing transitions above divorce, managing teenagers, moving and even becoming a parent.

The managing leadership transitions chapter is divided into multiple sections and is designed to be either read completely or referred to simply as reference.  The first section examines the functional and psychological impacts that this phase can have on team members and transitioning leaders.  The second section explores the challenges that a newly promoted team leader faces when establishing influence over the team members who were once teammates.  The best methods for establishing influence over a team are also assessed.  Section three provides practical advice for newly promoted leaders to accelerate the transition process from team member to full fledged team leader, while setting both the leader and the team up for future performance success.
\section{Functional and Psychological Impacts of Transitioning from Team Member to Team Leader}
\label{147}

Being promoted to a team leadership role brings many challenges.  One of the more difficult obstacles encountered is when promotion occurs from within the team.  The new leader finds him in a position of authority over a group of team members he previously worked alongside.  This can result in struggle for both the team and the leader as roles are reassigned and individuals adjust to the new relationship.  As companies and schools place more emphasis on teamwork, people find themselves facing this conflict of moving from peer to supervisor more often.  What may have once been an easy relationship based on shared experiences is now one of shifted dynamics and unease among the team.  Despite the increasing occurrence of this event, the transition rarely goes smoothly and often is unsuccessful.  In an attempt to better understand why some individuals succeed in making the change to team leader, many studies have been done to help identify root causes and potential solutions.  Among those concepts identified are social biases and role conflict. In this section we hope to further explore these concepts and the role they play in the team member to team leader transition.  

The newly promoted team leader may find them struggling with role conflict. He/she must learn how to balance the relationships built as a peer and the new responsibility of acting as the boss. Maurice B. Mittelmark’s editorial \symbol{34}Social ties and health promotion: suggestions for population-{}based research\symbol{34}, comments on studies which examine role conflict and its adverse psychological and functional impacts.  As applied to transitions from team member to leader, the article supports the proposition that new leaders will be less successful at managing the team and more psychologically stressed if the leader tries to maintain multiple roles, as teammate and team leader.  “The Role Conflict situation is that in which multiple roles… are perceived to demand too much time and attention...”  The article places “emphasis on multiple roles as the stress factor, not on too low capacity to perform as expected (although P {$\text{[}$}the team leader{$\text{]}$} may nevertheless take blame for not being able to manage somehow).” A real world example of the significant impact of leadership transitions occurs at a US Freightways hub in Holland, where they have been able to study the effect of transitioning terminal managers.  The US Freightways hub in Holland has 59 terminals and regularly sees a 20\% annual turnover in terminal managers, thus nearly 12 transitions per year.  Taking the 12 transitions per year and multiplying that by the average effective time of 4 months per transition, US Freightways calculated that at any time, 4 terminals or nearly 7\% of their hub were consistently operating ineffectively.  The calculations performed by US Freightways follow: 


\begin{center}

\begin{equation*}(59-Terminals * 20\%-Annual Transitions = 11.8-Transitions per Year)\end{equation*}

\begin{equation*}\begin{matrix}&(11.8-Transitions per Year * 4-Months per Transition / 12-Months per Year\\  &= 4-Terminals Consistently Operating Ineffectively)\end{matrix}\end{equation*}

\end{center}



When a team leader proves ineffective at managing the team member and team leader role, the psychological stress of trying to juggle multiple roles and consistently meeting deadlines will ultimately cause the leader to fail.  The failure is more often a result of this stress than the increased functional workloads associated with performing the tasks of team leader.

Role conflict can also occur because of commitment and the brain’s strong tendency to want to be consistent with prior actions.  For example, employees may lock themselves into certain roles by telling coworkers “they’ll always be there to support them.”  However, when those employees are promoted the roles change.  The promoted employees may find themselves stuck in certain roles because they want to remain consistent with what was said beforehand.  In the example where a supervisor has to layoff a previous coworker and friend, dissonance is created and will interfere with the supervisory role.  One of the first steps a new leader must take in order to increase their chances of success is to establish a policy for assessment and accountability.  The role of each team member should be assessed along with a focus on accountability for each role.  The leader is accountable for his team\textquotesingle{}s results; each team member should know his or her roles and responsibilities.  By establishing clear expectations from the team, the leader will be better positioned to lead.  Most importantly, with proper planning and training on the part of the new leader, role conflict can be managed more successfully. 

While there may be resistance from group members for a variety of reasons, whether it is resentment of being passed over for the promotion or doubt of one\textquotesingle{}s leadership skills, it is probably in the best interest of the new supervisor to deal with those people on a case-{}by-{}case basis.  Initially both the new leader and former peer may be hesitant to continue a social relationship outside of work; this does not have to be the case.  As long as both parties are able to recognize and acknowledge that work stays at the office.  In addition, the transition may be helped if the new leader is able to focus on the opportunity of the new position, not just for him, but the team. This will help in 3 ways: 

\begin{myenumerate}
\item{}   Provide framework to help separate coworkers from the leader
\item{}   Make the promotion and new leadership more of an uplifting goal
\item{}   Encourage new associations to be created for the promoted employee and the new set of peers (other leadership members)
\end{myenumerate}

\section{Challenges and Methods for Establishing Influence over the Team}
\label{148}

Imagine that you have been part of a team that has been working on a project.  Having worked closely with each other for some time, each participant has become familiar with the skills and competencies of the other members and the team dynamics have been such that all consider themselves peers, having equal skills and knowledge to bring to the table. Now suppose that management is unhappy with the disappointing results that have come from this team effort and they have asked you to lead the team to the desired outcomes for which it was first established.  Would you expect this new appointment to be met with resistance from your peers?

Actually, team members who transition into a managerial or team leader role in the midst of an ongoing project can face a wide array of challenges in asserting their newfound influence.  Most likely the new leader is now in charge of his/her peers and it may prove difficult for team members to take direction from someone whom they still consider as an equal.  The transition period for a new leader is encumbered with a variety of resistive tendencies that may not only cause delays, but also a significant loss of focus which will lead to even greater problems down the road.  

Once the group dynamic changes, already existing social biases can be augmented or new social biases can arise that can further complicate the matter. Underlying social biases like false uniqueness, recency biases, and stereotyping can begin to emerge and become a prevalent part of the team atmosphere.  According to Gerardo Okhuysen in his article “Managers and Social Processes” these biases have the definitions described in the table below.  

\begin{longtable}{>{\RaggedRight}p{0.20167\linewidth}>{\RaggedRight}p{0.71797\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Social Biases}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Definition}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} False Uniqueness&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The false uniqueness effect refers to the tendency we have to underestimate the number of people who do what we do, and like what we like.  \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}\myhref{http://en.wikipedia.org/wiki/Recency_effect}{ Recency Biases}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} As we gather information about others or about situations, we give much more weight to information that is acquired recently, sometimes completely forgetting all the things that happened before.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} \myhref{http://en.wikipedia.org/wiki/Stereotype}{ Stereotyping}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} This is a tendency we have to simplify the world by putting people into a category, and then fitting the individual into the stereotype of that category. 
\end{longtable}



These definitions take on life when put in the context of practical application.  Returning to the scenario at the beginning of this section we can show how these social biases are applied to real situations.


\begin{longtable}{>{\RaggedRight}p{0.20167\linewidth}>{\RaggedRight}p{0.71797\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Social Biases}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Situation}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} False Uniqueness&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} As you begin to lead your group of peers false uniqueness may arise when your team members respond to your leadership by thinking that if they were chosen to lead the group they would have handled it differently, when in reality if given the same circumstances they would have acted exactly as you have.    \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}\myhref{http://en.wikipedia.org/wiki/Recency_effect}{ Recency Biases}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} While leading the group you may react to any negative feedback you are getting from your team by labeling them as inherently difficult or unyielding in spite of how agreeable they may have been in the past.  Your bias is a response to their most recent behavior and you have nullified all prior knowledge.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} \myhref{http://en.wikipedia.org/wiki/Stereotype}{ Stereotyping}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} As you take on your new leadership role the team members may now attribute characteristics to you that they feel are possessed by all managers.  They may attribute to you characteristics of pride, arrogance, and self interest rather than an interest in the group, whether or not you actually display these characteristics. 
\end{longtable}



While the competitive nature of many companies can certainly increase the likely occurrence of the above issues regardless of the influence the leader has; often these disruptions are signs that the newly assigned team leader’s authority is not properly recognized.

Interestingly, problems stemming from a lack of leadership authority are much more likely to surface when promotion occurs from within a team.  An example of this occurred in a small defense company in California.  The generation gap between the two main engineering levels was quite vast. As the project moved forward, inconsistencies in the management style of the senior project manager resulted in a prompt changing of the guard.  The most qualified individual was of the younger generation and was well liked by his peers for his outgoing and fun personality, but the project manager position was not all fun and games.  The six months that followed where riddled with faulty product development, severe lapses in judgment and many test series that were absent from oversight by project management.  Being promoted from within caused the new project manager to be put in the difficult position of having to be in charge of the same co-{}workers he amused just the day before.  

In order to lead effectively, a manager’s authority must be well established.  In Robert Cialdini’s book, {\itshape Influence, the Psychology of Persuasion}, he determines “authority” to be the most effective method for leaders to influence team performance and describes the various aspects of authority as encompassing perceptual cues, such as titles, positions and appearance, concrete knowledge and expertise.

In general, superficial cues such as formal titles or a list of accolades that may lend to the authoritative image of an \uline{unfamiliar} manager cannot serve an individual promoted from within a team who is already well known to the group.  Managers who are promoted from within an existing team face a unique challenge with respect to establishing their influence primarily as a result of the perceptual components of authority. 

The logistical and social components of leadership transitions also provide a unique challenge to any new leader, whether he/she is from inside the company or an external hire.  Just as a strong functioning team can be one of the greatest assets to a manager and the entire company, an ill performing entity can rapidly bring a process to a screeching halt.  

It is almost certain that the new leader of any team will be different than the previous leader, be it in management style, attitude or vision.  These qualities, however good or bad, must be accepted by the entire team in order for them to collectively move forward and maintain a strong status.  In retaliation to change, a vault of resistive pressures may be unleashed toward the new leader ranging from severe lack of urgency and distraction to jealousy and animosity towards all management.  
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  Project meetings can quickly become less orderly, employees can lose focus and general chaos ensues.  Many social biases including false uniqueness and stereotyping can create a wall between the new leader and his/her subordinates.  The reoccurring ideas that \symbol{34}I could have done that better\symbol{34} or \symbol{34}he is a typical suit that does not know what is really going on here\symbol{34} can slowly begin to implode the team environment.  Although many of these examples seem extreme, transitions in leadership often do cause logistical delays leading to a temporary rise in social bias among subordinates.

In a recent article by Sotiriou and Wittmer, “Influence Methods of Project Managers: Perceptions of Team Members and Project Managers\symbol{34}, the authors present the findings of three separate studies that attempt to measure the importance of various factors relating to managerial influence.  “Expertise” was examined as a separate factor in the project management studies but showed almost identical ratings to the “authority” component, suggesting that these components are very closely related.  The studies also provided evidence that knowledge, when used as an influential method, is highly correlated to a project manager\textquotesingle{}s overall effectiveness.  It is evident that newly promoted managers are therefore best served by leveraging their knowledge and expertise, to help establish authority within their new role.  Robert Cialdini however, identifies “liking” as an important factor in enabling people to influence others and he endorses a persuasion technique that leverages “liking” or friendship as a way for leaders to influence team members.  In a situation where a colleague is promoted to a leadership role, the new manager might hope to rely on friendship ties with former peers to help motivate the team and encourage them to take direction.  Managers choosing to use \symbol{34}liking\symbol{34} as a strategy for empowerment should be aware that  often times team members adopt a familiarity with the new manager that is consistent with his or her collegial or “friendship” role and therefore do not properly respond to the new supervisory role.

Once a proper blend of expertise, knowledge and \symbol{34}liking\symbol{34} has been established, management becomes further complicated by the familiar “us vs. them” mentality that is quite common in organizations.  While it is not always appropriate to rely on friendships to motivate and direct team efforts, it is still necessary to eliminate adversarial relationships between team members and team leaders.  Cialdini identifies “contact and cooperation” as valuable methods of unifying groups that may originally perceive themselves to be at odds.  “Conjoint efforts toward common goals” can help to overshadow contentious relationships and leaders often benefit from incorporating the inherent team challenges into a strategy focused on the major goals of the project.  This approach is echoed by Sotiriou and Wittmer’s project management studies that identify the “work challenge” as the overall most important factor contributing to the positive influence of project managers.  These results further support methods of motivation that emphasize creating a meaningful and challenging work environment to help transitioning managers become effective team leaders.

Managing leadership transitions is a very difficult thing to do, but there are excellent strategies that can help ease the burden on everyone involved.  A well rounded combination of expertise and knowledge will foster an authoritative position for the new leader.  The \symbol{34}liking\symbol{34} factor, often present when an in-{}group employee is promoted, can be very valuable in establishing strong positive influence.  However, one must always be aware of the potential social biases and resistive tendencies of   once peer, now subordinate employees.  Strong leaders should work toward creating a challenging and satisfying work environment that not only focuses the team on common project goals, but also demonstrates that the leader\textquotesingle{}s influence can and will lead the team to produce effective and positive outcomes.  In the transition period for a new leader, the window of opportunity is short and he/she must be willing to make great strides toward establishing a solid influence over their team.
\section{Practical Advice for Accelerating a Leadership Transition}
\label{149}

A change in leadership of a project team requires a period of transition for everyone involved, especially the new leader.  One of the best resources for practical and applicable advice about how to manage this period of transition is {\itshape The First 90 Days: Success Strategies for New Leaders at All Levels} by Michael Watkins.  This book offers a structure and framework to help new leaders manage and accelerate the transition process that comes with their new role.

The book identifies ten key challenges for any new leader.  We have adapted these ten challenges which can be applied when a project team member transitions into a team leadership role; later we will discuss the challenges we feel are most important for this particular situation.  The ten challenges are as follows:

\begin{myenumerate}
\item{}  {\bfseries Promote Yourself}: Change your mindset to reflect the realities of your new position.  Don’t assume that what has been successful for you in the past will work for you today.  Your new position may require you to acquire and develop new skills in order to guarantee success for you and your new team.
\item{}  {\bfseries Accelerate Your Learning}: When transitioning into a leadership role within the same company or team, the learning curve will be less steep, but an open mind is vital to any new leader’s success.  As a member of the team, you were probably familiar with the industry, the company, your competitors, and the market, in addition to your own specific functions and responsibilities on the project.  However, as the new leader of the team, you may not know the exact details of your teammate\textquotesingle{}s responsibilities, so learning about these from your team members will be essential.
\item{}  {\bfseries Match Strategy to Situation}: You need to understand the current business situation, and identify its unique challenges and opportunities.  As a member of the  team, you should have a good idea as to what the consequences and implications of transition will be, as well as a good sense for the team dynamics.  A clear grasp of the situation will help you to develop a winning strategy in managing and accelerating the transition.
\item{}  {\bfseries Secure Early Wins}: Building credibility will be essential to establishing your new role on the team, and securing early wins is the best way to achieve this.  Formal authority over your former peers will only carry you so far before your team members start to think, “I could probably do a better job.”  Securing early wins will demonstrate to the team that you can plan and achieve tangible goals for the group, and they will probably be more willing to follow your lead.
\item{}  {\bfseries Negotiate Success}: Perhaps the most important relationship in your new  leadership role will be the one between you and your new boss.  It will essential that you plan and execute a series of conversations with your new boss regarding his/her expectations; ask what resources will be available to help you develop your team.
\item{}  {\bfseries Achieve Alignment}: Ensure that your goals, your team’s goals, and the organization’s goals are all in alignment.  
\item{}  {\bfseries Build Your Team}: Inheriting a team can produce a variety of interpersonal  issues.  Depending on the nature of your transition, you may or may not be given authority to make personnel decisions immediately or at all.  A thorough and careful assessment of the situation will help when making recommendations to your boss, and assist you in your own decisions as how to restructure your team for optimal performance.
\item{}  {\bfseries Create Coalitions}: Your success will greatly depend upon your ability to influence people outside your direct line of control.  As the new leader of the team, you are the voice of your team to the organization at large.  You should not only build and maintain alliances with the people on your own team, but also with the key individuals within the organization who are necessary to the ultimate success of your team.
\item{}  {\bfseries Keep Your Balance}: Transitions are extremely difficult to manage; it is easy to lose perspective, become isolated, and make bad decisions.  To help maintain a balanced perspective, you need to develop a strong advice and counsel network both within your team and within the organization.
\item{}  {\bfseries Expedite Everyone}: You need to not only accelerate your own transition, but the transitions of everyone you work with – direct reports, bosses, and peers.  
\end{myenumerate}


The most important challenges that pertain to a team member stepping into a management or leadership role relate to those challenges described in numbers 1, 3, 4, and 5 from above.  What follows is a detailed description and how the challenges apply to each situation.

{\bfseries Challenge 1:} “Promote Yourself,” relates to the psychological transition that a team member must make when promoted to team leader.  As discussed in section one, newly promoted leaders must change their perception of themselves and re-{}frame their roles within the team.  While it may seem that the re-{}framing would be most difficult for the leader’s former peers, in reality it is the new leader whose own behavior must change.  For example, team leaders will have to forgo the informal chit-{}chat and chumminess they may have formerly enjoyed with their peers.  Also, managers probably won\textquotesingle{}t be included in all of the after-{}hours fraternizing or social activities of the team.

{\bfseries Challenge 2:} “Matching Strategy to Situation,” is arguably the most important challenge for a team member transitioning to a team leader.  Without fully understanding at what stage the project team is in, a new leader will be unable to tailor the correct managerial approach to the team’s current situation; as a result the team will fail to achieve.   Watkins recommends using the STaRS model (Start-{}up, Turn-{}around, Realignment, and Sustaining Success), as a framework for helping to diagnose the team’s current situation.   A transitioning leader must identify the challenges and opportunities facing the team in order to recognize the structural implications underpinning their team’s ability to perform.  Those who move from team member to team leader likely do so as a result from an organization\textquotesingle{}s need for realignment.  Often in a realignment situation, the leader’s challenge is to revitalize a team project which has deteriorated.  In this situation, the leader must challenge engrained norms of behavior, convince team members that change is warranted, as well as restructure and refocus the team.   These challenges are offset by potential strengths already inherent in the team; team members’ prior success serves as motivation for wanting to achieve future success.

Watkins’ assertion that transitional leaders must match their strategy to the team’s situation is in line with Hersey and Blanchard’s Developmental Theory of Leadership.   This theory matches leadership style to group maturity.  Group maturity is a function of time, and leadership style matches relationship-{}orientation and task-{}orientation to the group’s stage of development.  In the case of transitioning leaders, the group may be mature when the teammate is promoted to team leader, but because the dynamic of the team is now changed, the leader may need to adapt his/her leadership strategy to fit the formative stage of team development.  In the formative stage, the new leader should first focus on the team’s tasks.  After this initial phase, the leader should then heighten his/her relationship-{}orientation, while maintaining equal focus on task-{}orientation.

{\bfseries Challenge 3:} “Secure Early Wins,” is essential for establishing credibility as the new leader of the team.  These early wins should be “team wins” as opposed to wins for the new leader.  This will help build the perception that the new leader is effective not just in managing his or her own work, but more importantly getting the team to work together toward common goals.  Watkins asserts that a new leader’s “earliest actions will have a disproportionate influence on how they are perceived”   New leaders are perceived as more credible when they display a specific managerial style.  This style, according to Watkins, consists of six components.  A new leader must be (1) “demanding but able to be satisfied” (motivating members to commit to and achieve realistic goals,) (2) “accessible but not too familiar” (establishing approachability without compromising authority,) (3) “decisive but judicious” (communicating the ability to take charge without making hasty big decisions,) (4) “focused but flexible” (establishing authority but consulting team members and encouraging team input,) (5) “active without causing commotion” (building momentum without overwhelming,) and (6) “willing to make tough but humane calls ” (ensuring decisions are fair and preserve team members’ dignity.) 

{\bfseries Challenge 4:} “Negotiate Success,” is another challenge that is essential in almost any situation.  Ultimately, your boss is the main person who will be evaluating your team and your individual performance, which are directly tied.  So establishing criteria and tangible objectives with your new boss is essential.  Also, keep in mind that these goals may have been set for you by your predecessor, but as part of Challenge 3, you must evaluate these objectives and determine if they are still realistic given the transition period required for the change in leadership, this and other factors which your predecessor might not have taken into consideration.



\begin{longtable}{>{\RaggedRight}p{0.44919\linewidth}>{\RaggedRight}p{0.47046\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Leaders in Transition}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Additional Time Spent}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Communicating&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 64.7\%  }\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Planning&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 60.8\%}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Building A Team&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 60.0\%}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Strategy&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 58.2\%}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Influencing&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 57.1\%} 
\end{longtable}



As seen in table to the left from Paese and Wellins -{} \symbol{34}Leaders In Transition: Step Up or Step Off\symbol{34} of Development Dimensions International \myplainurl{http://DDIWORLD.com}, communication and planning consume vast amounts of time from transitioning leaders.  In a study performed by Evolta \myplainurl{http://www.evolta.org/ngcms/v2/htdocs/index.php?cat_id=1000161}
, 60 –65 \% of all transitioners make their transition without special support from transition-{}based help firms.  Often due to the fact that it takes transitioners 6 -{} 9 months to become fully effective and efficient in their new positions, a startling 35 -{} 40\% of transitioning leaders fail.





Although the change in leadership of a project team requires a period of transition for everyone involved, the transitioning leader has many tools available to make the journey as pain free as possible.  Following proven strategies for smoother transitions and possibly seeking the advice of leadership transition training by companies like Evolta, transitioning leaders can not only reduce the time involved, but also increase their likelihood of success.
\section{Conclusion}
\label{150}
This chapter focuses on how to manage the transition from team member to team leader, when working in a team-{}based organization.  With the reality that \symbol{34}internally sourced leaders are failing 33\% of the time\symbol{34} and \symbol{34}very few leaders feel that organizations are doing the right things to prepare their future leaders\symbol{34} (Paese and Wellins), the pressure on transitioning leaders seems insurmountable.  Although the mountain is high, a key aspect of a successful transition is an effective strategy.  

The importance of a successful transition not only lies with the leader, but also with the future performance of the entire team.  The psychological impacts of the transitional period may include role conflicts and the animosity and personal doubt of other \symbol{34}passed over\symbol{34} teammates.  Stress and impaired functionality are often negative outcomes that commonly arise from role conflict and often the best way to overcome such role conflict is to simply  relinquish the prior teammate role and frame the leadership role as a definitive new challenge.  Once the new leader has successfully changed his/her perception from team member to leader, the leader must establish influence over the team.  Although this may be extremely difficult at times and require the entire team to overcome strong social biases, the results of a meaningful and challenging work environment are well worth the effort.  One of the best ways to influence a team is through a combination of leveraging knowledge, expertise and \symbol{34}liking\symbol{34} to focus the team around a common set of goals.  This combination of techniques not only establishes the leader’s credibility within the team, but it also primes the group to visualize accomplishing future goals under such leadership.  Finally, even with extensive training and a thorough understanding of the social biases that may be present during your transition, it is the actions of the {\bfseries leader} that matter most.  We discussed topics like how to \symbol{34}promote yourself\symbol{34}, \symbol{34}match strategy to situation\symbol{34} and \symbol{34}negotiate success\symbol{34} as excellent ways to accelerate your transition period.  By opening your mind and following some of the aforementioned guidelines for leadership transitions, anyone can successfully transition into a coveted leadership role with confidence and finesse.
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\label{154}\section{What are the basic roles that a new team leader needs to know?}
\label{155}

Four of the key roles that a new manager must master are that of planning, organizing, directing and controlling.  Especially when the new supervisor is being promoted from team member to team leader, the new supervisor will be forced to learn these roles in order to be successful in his new role.
\subsection{Planning}
\label{156}

First, it is essential that the new manager become proficient in planning for his team.  Failure to effectively plan can create problems that require a great deal more time and effort to correct than would have been required to develop a good plan.  

To plan effectively, the new manager must address the following questions: 

\begin{myenumerate}
\item{}  What is the task?
\item{}  Who will perform the task?
\item{}  How should the task be performed?
\item{}  When must the task be completed?
\end{myenumerate}


In considering the above questions, the new manager must take the time to identify and evaluate all of the possible alternatives before making a decision.  Involving team members in this part of the planning process can yield a greater variety of possible solutions and factors that need to be considered.

Once the manager has developed the plan by answering the above questions, it is critical that the manager effectively communicate the plan with the team members.  No matter how well thought out and perfect the plan, it must be understood by the team. 
\subsection{Organizing}
\label{157}

In order to accomplish the goals and objectives set forth in the planning stages, the new manager must learn to effectively establish the structure of the team and the people that are part of the team.

In organizing the structure of the team, the manager must determine how to best align the resources at his disposal to reach the team’s goals.  The manager must make good decisions in creating formal job descriptions and accountabilities for his team members and develop processes that can be improved upon.  By giving team members enough structure to help them understand their roles and accountabilities, team members are clear on what is expected of them and understand how to be successful at their jobs.

Secondly, the new team leader must organize the people within his team.  Some of the important steps in organizing the people on the team include:

\begin{myenumerate}
\item{}  Understanding the factors that make a team member successful in his job
\item{}  Interviewing to find the right candidate to join the team
\item{}  Establishing and providing effective training for new team members
\item{}  Ongoing training and development of team members
\end{myenumerate}


By providing sufficient structure to team members, selecting the right members for the team and training team members, the new manager can effectively organize the team and increase the probability of success.
\subsection{Directing}
\label{158}

The most difficult and complicated role that a new supervisor must learn is that of directing.  Once the manager has planned for his team, set forth structure within the team, and selected and trained team members, he must then develop the skill necessary to direct his team in the work.  The main skills that must be mastered are leading, communicating, and motivating.

Although leading is a difficult skill to teach, there are several skills that a manager can develop to become a better leader.  Some of the key skills that can be developed are:

\begin{myenumerate}
\item{}  Empathy and the ability to listen and understand others point of view
\item{}  Understand own strengths and weaknesses and how they affect the team
\item{}  Show team members a willingness to work
\item{}  Show and spread excitement within team
\item{}  Show willingness to take on responsibility
\end{myenumerate}


Another key skill that a new manager must develop to become proficient at directing his team is communication.  Effective communication is centered on the receiver of the communication receiving the same message as was intended by the sender.  A new manager must take initiative ensure that the communication within the team is achieving the necessary results.
\subsection{Controlling}
\label{159}

The final role that a new team leader must learn to perform is controlling the team.  Once the roles of planning, organizing and directing have been fulfilled, the manager must be able to control the work to be completed by the team.  The steps that are involved in establishing control over a team are:

\begin{myenumerate}
\item{}  Establish a means to measure performance
\item{}  Measure results against established metrics
\item{}  Make corrections to performance to meet established performance goals
\end{myenumerate}


By following the above steps, the new manager can gain a means of understanding the team’s strengths and opportunities for improvement, as well as identify best practices within the team that can be shared with the other team members.  Along with following these steps, it may become necessary to discipline employees who are unable or unwilling to change their behavior in order to meet established requirements.

By learning the roles of planning, organizing, directing, and controlling, a new manager can acquire the skill necessary to quickly become effective at his new and important role.
\section{What are some of the key roles a manager needs to take on to be effective?}
\label{160}

Must have authoritive manners but still remain open and slightly passive to gain ideas, opinions to help in decision making
\section{What Are the Best Options for Arranging a Team and Assigning Team Role?}
\label{161}

A primary reason for forming and working in teams is that the combined skills and expertise of the full group can be more effective than the contributions of individual members. The team needs to act in tight coordination with each member performing his or her task correctly and at the right time. When it works, it is easy to forget the team leader’s role in making it happen.  

Team leaders have many challenges to overcome before the team can fulfill its purpose.  Before a team can start work toward reaching its objective, the team leader must identify shared goals and outcomes and align a group of individuals them, identify the resources that the team needs and make arrangement to provide these resources, make assignments that help improve the skills of each individual while still benefiting the team, help the team run smoothly, and ensure that the team accomplishes the task at hand.

It is like the old adage that the whole is greater than the sum of its parts. You have to get the right mix of people.  To do this you have to understand what each person brings to the group and match those people to the right roles. Once this is accomplished, the leader’s job is to help the assigned individuals function together as a team. It is important not to have too many or too few member. To be effective, there needs to be a balance between the number of member and the number of role and responsibilities assigned by the team leader. Too many members can result in a team that is hard to manage, too few members and there may not be enough resources to complete the task.

Before building a team you must define the capabilities your team will need to be effective. The team leader must be clear on the objectives that need to be met. Start by identifying the type of work the needs to be performed. Define the team’s objectives. Then look at those goals and desired outcomes and list the skills, certifications, expertise, and talents that will be needed to accomplish those goals. Some of these may be very specific while others are of a more abstract nature.  

The following five-{}step analysis, as outlined in the book “Building Effective Teams”, Duke Corporate Education, can be very beneficial when trying to identify the resources available and the roles where individuals may be most effective. 

\begin{myenumerate}
\item{}  Define your team’s current responsibilities. Make note of what skill sets are utilized to make the team work now.
\item{}  Define the tasks that the team will be responsible for a year from now. Make note of the skill sets that will be needed.
\item{}  Take an inventory of the team members and the skills that they have. Make note of any dormant skills that team members have the potential to enhance and bring to the group.
\item{}  Compare the tasks in step one and step two with the skills that your team has. Are there any gaps? Do you have back-{}up for each person? Where can cross functional roles help provide redundancy?
\item{}  Consider readjusting the team. Are there areas that need development? How quickly do they need to be developed? What capabilities should you look for in seeking new members?
\end{myenumerate}


When assigning roles you must also look at how the members work together. Personal challenges can have a definite affect on how the team works and how quickly tasks are completed.  Make a list of the norms that you want for your team.  If you want everyone to finish work at 4:30 the night before a meeting, don’t look to someone who is a last minute type of person. If you want a casual working relationship where ideas are shared easily, don’t look to a person who always wants sole credit for work done. Look for and find people who can fit into your list of norms.

Members of the team need a clear understanding of what is being asked of them. They need to know that if they are unclear they have someone to go to. They need support and direction at every step.  It is the leader’s job to find out the goals of each team member.  If a team member feels that their personal goals are being met they work harder for the team. There is no “I” in team but there is a “Me.” Team members want to continue to grow and will grow with the team if they feel like their goals are being recognized.

The following is a checklist, again derived from “Building Effective Teams”, to help identify the roles each member may be capable of performing.

\begin{myitemize}
\item{}  Make sure you start with a clear understanding of the work to be done.
\item{}  Complete a gap analysis as previously described to identify individual talents and how best to employ them. 
\item{}  Learn your team members’ aspirations as well as their current skill sets and align their roles to support these objectives whenever possible.
\item{}  Understand your organizations strategic direction and structure the team so it has the flexibility to make any changes necessary to stay aligned with corporate objectives.
\item{}  Determine your overarching priorities. Make sure the objectives of the individuals are not allowed to interfere with the objectives of the team. Individual roles may have to be adjusted over time to help keep the team priorities at the forefront.
\item{}  Scope the work to match the capabilities of the team members you have to draw from as much as possible. This often involves negotiation to shape the roles to the members and the members to the roles.
\end{myitemize}


Keep in mind that there are a number of roles that can be formally assigned within teams in the interest of helping workflow proceed as effectively and efficiently as possible. It is the team leader’s responsibility to perform an inventory of the resources they have to draw from and align those resources with identified team roles. While there may be some roles that are fundamental to most teams, each objective is different and therefore each team is unique. It is the process of identifying which roles are necessary in a given situation and which individuals are best suited to perform those roles that determines the effectiveness of a team leader.
\section{What Relationship Aspects Can Be Defined in Advance to Assure Success?}
\label{162}

When given an opportunity to grow within the company, there are challenges that come with the excitement of moving up the corporate ladder.  These challenges are centered in the relationship “baggage” that one can bring with them into their new position.  So what aspects of this baggage can be defined early so as to avoid any problems and assure the type of success that brought you into this new position? John C. Maxwell, in his book, The 360 degree Leader, suggests that the aspects fall into two categories.  First, there are leadership principles that one must develop while still part of the body of the team before the promotion.  These are 1) avoid office politics, 2) let the best idea win and 3) don’t pretend your perfect. (Maxwell, 2005, Thomas Nelson) Second are a group of principles that need to be developed after the upward move is made.  These are 1) develop team members as people, 2) place people in their strength zones and 3) model the behavior you desire.  (Maxwell, 2005, Thomas Nelson)
	
Maxwell feels that the development of leadership from inside of a team can be a very difficult challenge.  Mostly the relationship baggage the new leader brings is the months or years of established interaction with co-{}workers.  This baggage can be minimized with some concerted effort when interacting as a team member.  
	
First, Maxwell defines playing politics as “changing who you appear to be or what you normally do to gain an advantage with whoever currently has power.”  (Maxwell, 2005, Thomas Nelson)  Many organizations drive people to feel that they must play these politics to get ahead.  The suggestion made by Maxwell is that once a person participates in these politics, their reputation among their peers is one of trying to get ahead without merit.  As this person moves into leadership roles, based on performance or not, that reputation among his peers will follow him and his leadership will be largely ineffective.
	
Second, in competitive corporate environments many middle managers are fighting to have their ideas heard and recognized.  Many will do so at the expense of the larger company or at the expense of others around them.  As a team member, before promotion, a reputation of fairness and open mindedness needs to be developed so that once the promotion does come that reputation will be useful.  This is done by listening to all ideas, don’t take rejection personally, don’t let personality overshadow purpose and finally, protect creative people and the ideas they generate.  (Maxwell, 2005, Thomas Nelson)  
	
Finally, while working within a team, one should never put on the air of superiority, even in success.  The way to combat this is to be real when dealing with oneself.  Be quick to admit faults, ask for advice and worry less about what others think.  People who are real draw others to them and are easily trusted.
	
Once the transition has been made to the leadership role, the relationship baggage is still there and still needs to be dealt with.  The person in this role is no longer seen as a team member but an ex-{}team member.  With that said, there are still the relationships that one has brought with them.  These relationships can continue to develop on a personal level.  First, each team member must feel that the leader is interested and willing to help them continually develop. The leader must understand that each team member is different and needs to be dealt with differently.  Additionally, by establishing organizational goals that help each person develop outside of the work environment they will feel that the leader is helping them move toward personal progression.  (Maxwell, 2005, Thomas Nelson)
	
Second, many leaders fail in finding the “sweet spot” of each team member is essential as a team leader.  Many people feel under utilized when they are performing tasks that do not challenge them.  By spending the time to understand strengths and then allowing team members to maximize those strengths, new leaders can develop successful teams.
	
Finally, good leaders will always lead by example.  Leaders that move up through the corporate ladder by performing at high levels, achieving goals and being real can then expect the same behavior from the teams they now lead.  This principle may be the most important.  (Maxwell, 2005, Thomas Nelson)
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\chapter{A balance between management and leadership}

\myminitoc
\label{164}

\label{165}
In the business world of today, there seems to be a halo afixed to the term {\itshape Leader}, while the term {\itshape Manager} is seen to have something of a stigma.  \symbol{34}Leader\symbol{34} brings to mind heroic figures rallying people together to give their all for a cause, while \symbol{34}Manager\symbol{34} brings to mind less-{}charismatic individuals trying to make people into more effecient cogs in the corporate machine.{\itshape }

When one considers this definition of Management (from Wikipedia) one can see that Leadership is actually a sub-{}catergory of Management: \symbol{34}{\itshape Management} (from Old French ménagement \symbol{34}the art of conducting, directing\symbol{34}, from Latin {\itshape manu agere} \symbol{34}to lead by the hand\symbol{34}) characterises the process of leading and directing all or part of an organization, often a business, through the deployment and manipulation of resources (human, financial, material, intellectual or intangible).\symbol{34}

One can manage their time, their budget, their fuel, and yes, their people, but one can only lead people (or to be more inclusive, we should say one can only lead intelligent living things, since shepards and dog-{}trainers would object to a homo sapiens-{}centric definition).

Then perhaps the perception of a cog-{}manipulating manager is rooted in this difference between animate and inanimate objects.  It is when we feel used, manipulated, or led against our will by a person in authority over us, we feel as if we are being treated like an inanimate object.  We say the person in authority is a lousy manager.  But when the person in authority increases our own autonomy, makes us feel at liberty to accept or reject his/her vision, and fills us with a real personal desire to bring this vision to life, we say he/she is a great leader.

When applying these concepts for \symbol{34}manager\symbol{34} and \symbol{34}leader\symbol{34} in the setting of a team, we find interesting results:  If there is a team leader that is perceived to be unconcerned with the team members needs, or has a personal agenda more important than the team\textquotesingle{}s goals, then the leader is perceived to be more of a \symbol{34}manager\symbol{34} and becomes estranged from the team members.  Conversely, the team leaders most admired and loyally followed are those who show concern for the team members as individuals with real needs, and are those who put \symbol{34}The Cause\symbol{34} of the team above their own persona agenda.

Realistically, most organizations do need leaders who sometimes look at their teams with cold, analytical eyes, evaluating inefficiencies and making unpopular choices.  But it would be a mistake to think that one has to be an \symbol{34}estranged, unliked manager\symbol{34} in order to execute these responsibilities.  If a team leader\textquotesingle{}s tasks such as efficiency analysis were done hand in hand with sincerely seeking to know team members individual needs, then the team leader would be perceived to have a genuine desire to make the team more successful.  Additionally, ineffective leaders may hide an unwillingness to make tough decisions by faking the \symbol{34}touchy-{}feely\symbol{34} attitudes associated with great leaders with high emotional-{}intelligence.

It is my opinion that effective leadership is a uniquely human institution, and there isn\textquotesingle{}t a team that couldn\textquotesingle{}t profit through better \symbol{34}leaders\symbol{34} rather than better \symbol{34}managers\symbol{34} –using the titles as metaphors, of course.  One can still balance all the practical demands of a \symbol{34}manager\symbol{34} with the beneficial traits of an inspiring \symbol{34}leader.\symbol{34}
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\chapter{Effective Team Leadership}

\myminitoc
\label{166}

\label{167}
There are many elements that create and are essential to be an effective leader that has the power to motivate a team and drive success. There is often a balancing act that the leader must manage between being a leader and a member while ensuring the goal is clear and obtainable. There are six leadership competencies that are the building blocks to becoming an effective leader; focus on the goal, ensure a collaborative climate, build confidence, demonstrate sufficient technical know-{}how, set priorities, and manage performance as described {\itshape When Teams Work Best} by LaFasto and Larson. Therefore, the question arises, “Does an effective team leader both merge into the group as a member of the team and also maintain a leadership role? And if so, how?”

A leader is the key player in the game that is comprised of challenge and risk. Therefore, an effective team leader must be both a component to the team and also a leader to manage the team’s progress. The leader cannot possibly be competent in every area without being engaged in the team. The leader must know each member and the team as a whole in order to bring them all together and create a process that is open, productive, and promotes confidence. An effective leader uses each member’s contributions and energy to focus on a common goal. Essentially, a leader’s job is to add importance to the team’s effort, which cannot be done without being a member.

It is very common for a team leader to be in the dark about their team and the everyday operations. This is a consequence of a leader’s disengagement and lack of membership with the team. Moreover, the team’s contention usually gives birth at this point and lends itself to decreased productivity and satisfaction. An effective leader needs to be able to pinpoint problems and praise excellence within the group, which cannot be done from the sideline.

The leader is a part of the overall process; therefore, a relationship naturally exists. However, it is up to the leader whether to nurture that relationship or minimize its importance.  The team leader must understand the team’s vision and clearly define the goal to guarantee success and member loyalty. One cannot lead a team without knowing the purpose and goal of the team. Furthermore, a team leader must create a collaborative climate to ensure that the best thinking and ideas of the team are represented. Again, a wholesome climate cannot be established without knowing the members and becoming engaged in the team.

The foundation of a highly motivated and successful team is the member’s understanding and relevance of their goal.  An effective leader’s trust in the team goal is vital to the member’s commitment.  The members become isolated and discouraged when the leader’s investment is minimal. Team members want the opportunity to prove their value and worth to the goal and the leader.  The leader must be involved and a member of the team to effectively influence the member’s productivity and function in the grand scheme of things.

There has been a gradual progression and contemporary focus on the leader’s mutual relationship with the members as opposed to the authority position in the modern day. This leader-{}member relationship breeds trust, confidence, stimulation, responsiveness, and problem solving which are the keys for success and satisfaction.  As demonstrated, an effective leader should be a part and merge with the team and simultaneously lead and encourage it’s constituents toward the goal.  The leader can bring inspiring growth or demise to a team and company; therefore, it is essential for a leader to be effective and powerful.
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\chapter{Dictatorship vs Leadership}

\myminitoc
\label{168}

\label{169}
The glory of a leader can be plagued and overshadowed by many concerns that can affect the team’s success. A leader must wear many hats and be able to lead and encourage a team to perform. It is necessary for a leader to become an engaged member of the team, but be able to lead at the same time.  It is inevitable that different personalities, industries, and goals will force any leader to adapt and mold to fit the current environment. What is the best way to successfully encourage and lead a team?  This is the million dollar question.  Although each situation will present various opportunities and needs that a leader must meet, there will be some leadership styles that will impede the group each time.

What is the appropriate balance between being a dictator and being weak or a push over? A leader must be able to relate to the team and earn their respect and loyalty to the goal.  This cannot be accomplished by being a dictator and micro managing the team and the members.  A leader must manage and master the core competencies as illustrated in {\itshape When Teams Work Best} by LaFasto and Larson to be effective and respected. When a leader is a dictator it violates the concept of the leader being a part of the team. However, when a leader is not active or an integral link in the process then an unqualified leader evolves from the team pool, which creates dysfunction and chaos.

At one extreme of the leadership spectrum is dictatorship. When a leader is a dictator they feel better because they have control and power. Leaders that have a high desire for control will have a significant impact on the team. Team members can identify when a dictator emerges and at that point it is very difficult for the leader to break out of this defined mold.  As a result, the members shut down because they feel their contribution and ideas are not valued. This hampers the team’s identity, confidence, openness, and supportiveness.  The ideas and actions now become that of the leader rather than a unique collection of the team.  

Conversely, the other end of the leadership spectrum involves being a push over or what can be interpreted as being disinterested or possessing little passion. When a designated leader expresses little desire or interest in the team goal then it is quite natural for an informal leader to emerge from the team.  Consequently, the road toward the vision and goal becomes blocked with obstacles and the goal is more distant and foggy.  Moreover, the members feel abandoned when the leader does not demonstrate a concern or responsibility in the decision.  This forces the members to guess the leader’s perspective and ultimately they begin to question their ability to lead, which devalues their trust and confidence in their leader.  The ideas and actions of the group become less creative and effective because the members don’t feel important.

Therefore, a leader must discover the appropriate balance and walk the fine line.  An effective leader needs to provide direction and share their ideas while building the member’s confidence.  It is much easier for a leader to argue and fight for their point of view when they haven’t transformed into a dictator.  A leader should manage their control and exhibit their care and passion by sharing the control with the team.  When the control and power is balanced and shared between the leader and the team issues such as what gets discussed and possible solutions and actions now become a collective effort.  Resultantly, this type of relationship and arrangement leads to a high level of trust and satisfaction. And it is common knowledge that these are fundamental elements for a productive and happy team and group.
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\chapter{Discipline}

\myminitoc
\label{170}

\label{171}
So, how much should your team be disciplined?  As team leader, are you wholly responsible?  Clearly, whatever procedures and policies exist for your organization should be followed, but what if a team member is consistently late for meetings?  Or if someone is social loafing?  Should you be the one, as team leader, to correct the problem?  Maybe not.  

Balancing between disciplining your team and building your team can sometimes be difficult and is often viewed as two opposite behaviors.  However, by building a stronger team, you can also develop a team that essentially self-{}disciplines.  By building in mutual accountability into your team, the team will become self-{}disciplining.  Team building, to this end, should focus on gaining common goals, purpose, and process.  

Following the guidelines for team building can be essential in creating a self-{}disciplining team.  Developing ground rules and assigning the task of ensuring each rule is followed to individual team members can be key.  Additionally, spend some team time discussing and planning consequences for discipline.  It can also be helpful for the team to create a visible method of logging or recording team measures, which should include:

\begin{myitemize}
\item{}  the agreed standards to which the team is working to 
\item{}  how frequently each of the measures will normally be repeated 
\item{}  who should receive feedback on the results (this would normally be the team, but can include people outside the team if it is appropriate) 
\item{}  who is responsible for initiating the re-{}measurement process 
\end{myitemize}


Team fun should be planned around the goals (both short term and long term).  For example, team building “ice breakers” are great only if they further the mission and function of the team.  Select “ice breakers” based on goals for that particular meeting.  Need to increase communication among members?  Play a game of “telephone.”  Need to work on creativity?  Play a “think outside the box” game.  Additionally, though, don’t de-{}value general bonding and getting to know team members.  Supporting the team barbecue or coffee break can go a long way toward improving team morale, as well as creating a team that knows and trusts each other better.  

In reality, though, teams may not easily become self-{}disciplining.  How do you, as a team leader, then discipline a team in the real world without losing all the fun?  If someone on your team is not pulling their weight, it is highly possible they are blissfully unaware of the problem.  Find an appropriate way to talk to them about, be it during a team meeting (especially if it’s a concern with more than one member) or one-{}on-{}one, using a task-{}oriented approach rather than a personal one.  Perhaps there is another issue that needs to be addressed that you are unaware of.  One of the worse things you could do as team leader, though, is to ignore the problem – it will no go away or get better unless you can address it.  Remember, too, that you may need to ultimately remove someone from your team, if there is no resolution, no solution, and the team and the team goal are suffering.

Finding that balance between fun and discipline is largely dependent on the goal of the team, and the situation and relationships of the team and you.  It’s largely a personal choice – but a great team cannot exist without both.  Ask for help from the team and share the responsibility of discipline.  Keep track of expectations and progress and share the information with the whole team.  Build the team to trust each other and perform for each other.  Teamwork is difficult, but with a well lead team results can be fantastic, and yes, even fun.
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\chapter{Poor Leadership}
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\label{172}

\label{173}\section{Introduction}
\label{174}

When studying the topic of leadership as a whole, academic thinkers have generally ignored the concept of poor leadership. This was, in fact, a major obstacle to our research. The dearth of poor leadership research is in stark contrast to the numerous volumes of books that have been written on how to be an outstanding leader. This presents a bit of a paradox—how can we hope to teach good leadership without explaining the pitfalls of bad leadership? To exclude bad leadership from the \symbol{34}conversation and curriculum is misguided, tantamount to a medical school that would claim to teach health while ignoring disease\symbol{34} (Kellerman, 11). Modern leadership literature is biased towards a positive representation of leadership: \symbol{34}{$\text{[}$}the literature{$\text{]}$} assumes that people can learn to be leaders and that to be a leader is to be a person of competence and character\symbol{34} (Kellerman, 4). Further, this bias is a recent one. Before the twentieth century, leadership was viewed more as a question of how to control bad leaders than how to create good leaders. For example, Machiavelli did not consider morality in his treatise on leadership.  In fact, he stated that “A prince never lacks legitimate reasons to break his promise” (Machiavelli).  He assumed that brutality was simply a part of leadership and the world. The U.S. Constitution and the protections built into it were primarily designed to stop bad leadership and protect people from it (Kellerman, 6). Nowadays, however, we tend to look for the good in our leaders rather than dealing with the reality of bad leadership. Leadership studies, therefore, reflect the positive associations that modern American business and cultural thinkers have attached to the term rather than the more neutral view that might also be applied. Almost all contemporary work focuses on this as well. The implicit assumption in most leadership literature is that we can learn to be leaders if we try hard enough. 

Well, what happens if your leader has not learned to be a good leader? Our goal in this chapter is to expose readers to the varieties and signs of bad leadership, and in so doing better prepare them for the inevitable time when they have to deal with poor leadership in their own lives. Since there are many, many shades of gray to leadership (both good and bad), we cannot hope to address all possible situations in this paper. What we can do, though, is provide the reader with a sense of what to be aware of and on the lookout for, and how to take preventative measure to curb the spread of bad leadership. Ultimately it is up to each individual how to approach a bad leader or deal with an instance of poor leadership.
\section{What Is a Leader?}
\label{175}

For the purposes of our discussion, leaders are people who are making decisions on behalf of a team or group. Followers are everyone else in the affected group that gives at least limited deference to the decision maker. This broad definition can encompass small and well defined groups such as sports teams as well as large groups like major corporations. Regardless of the size of the organization there is almost always a leader somewhere in it. In this context, leadership requires followership. Leaders simply do not happen if others fail to follow them. Further, good leadership can be undone by bad followership and good followership is useless without good leadership. Bad leadership and bad followership often go together although the former is often a catalyst for the latter.
To understand the bad leader/follower relationship, first we must define what a bad leader is.  According to Kellerman, there are seven different types of poor leadership.
\section{Types of Poor Leadership}
\label{176}
{\bfseries
\begin{mydescription} Incompetent 
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The Leader and at least some followers lack the will or skill (or both) to sustain effective action”} (51).
\item{}  An incompetent leader may, for example, not be comfortable with technology or may not have the foresight to see challenges on the horizon.  Whatever the issue, this leader’s lack of ability will have a negative affect on the team.  Some followers may take advantage of the leader’s incompetence while others may not perform optimally simply because the leader is incapable of challenging them to do their best.  The end result can be a dysfunctional team where few goals are accomplished.
\end{myquote}

{\bfseries
\begin{mydescription} Rigid
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The leader and at least some followers are stiff and unyielding”} (75).
\item{}  Rigid leaders, unlike incompetent leaders, are capable of doing all that is necessary for the team to succeed. In the case of a rigid leader, the problem lies in the fact that the leader is unwilling to do the things required in order for the team to succeed.  “{$\text{[}$}T{$\text{]}$}he key to the leader’s evolving role always lies in understanding what the team needs and does not need from the leader in order to perform” (Katzenbach, 133), so leaders that are not willing to adapt and evolve pose a significant threat to their team’s success. An unwillingness to change can be an attractive attribute to some followers and can lead the entire team towards solutions that are unimaginative and even counter productive.
\end{myquote}

{\bfseries
\begin{mydescription} Intemperate
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The leader lacks self-{}control and is aided and abetted by followers who are unwilling or unable to effectively intervene”} (95).
\item{}  Even the most talented leader can lead a team to foreseeable disaster due to a lack of control.  An intemperate leader is like a gifted child who is incapable to controlling his or her basic desires, and thus cannot achieve the higher goals of the team.  The leader’s position of power may be used as a tool to satisfy the leader’s personal desires.  The end result can be devastating to the group through the loss of time and effort on things unrelated to the end goal.
\end{myquote}

{\bfseries
\begin{mydescription} Callous
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The leader and at least some followers are uncaring or unkind”} (119).
\item{}  Compassion and empathy towards fellow team members is what leads to trust.  Trust is essential if a team is to “be comfortable being open, even exposed, to one another around their failures, weaknesses, even fears” (Lencioni, 14). Teams must be able to make progress; a good leader must “put team performance first” (Katzenbach, 131). A callous leader will destroy any good will that exists amongst team members leading to a fundamental breakdown of trust.  The result is often that nobody will be willing to take risks or put forward new ideas for fear that the leader (or the entire team) will react with contempt or scorn.
\end{myquote}

{\bfseries
\begin{mydescription} Corrupt
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The leader and at least some followers lie, cheat or steal”} (147).
\item{}  Leaders lead by example. The result of corruption is going to be more corruption.   Different team members will react to this in different ways.  Some may feel alienated, others may take advantage of the situation.  The worst case scenario is that other team members will want to resort to similar behavior as the leader.
\end{myquote}

{\bfseries
\begin{mydescription} Insular
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The leader and at least some followers minimize or disregard the health and welfare of people outside of the team”} (169).
\item{}  This can result in the team becoming the needless enemy of people who could otherwise make valuable contributions to the work of the team.  While the team may have a great working relationship internally, members are always going to feel as though they are “under siege.”
\end{myquote}

{\bfseries
\begin{mydescription} Evil
\end{mydescription}
}

\begin{myquote}
\item{}  {\itshape “The leader and at least some followers commit atrocities”} (191).
\item{}  Regrettably some of the most evil people—such as Hitler—have had some of the best leadership skills.  Evil leaders present a whole different problem and motivational scheme, and we do not address evil leaders in this paper.  If you are working under an evil leader, we suggest you focus on your own welfare and get out immediately, if possible.
\end{myquote}

\section{Why Is There Bad Leadership?}
\label{177}

Bad leadership can be divided into two main categories; leadership skills and character traits. A leader\textquotesingle{}s character traits will often determine his or her skill set. Leadership skills might include things like communication skills, organization, or responsiveness to others. Character traits would include things like intransigence, intelligence, or anything that is integral to the person and cannot be changed through education and reasonable effort. A leader can enroll in a workshop to improve a skill; on the other hand, extensive counseling might be required to change a character trait. This division of skills and traits has many shades of grey, but is useful for analyzing what is going wrong in a team. 

Good followers are distinguished by traits such as being self-{}directed, independent, and reliable. In this sense good followers make up integral parts of the teams they are involved in. Bad followers, by contrast, \symbol{34}are weak and dependent, and they refuse in any significant way to commit or contribute to the group\symbol{34} (Kellerman, 33). How followers act can be analyzed through Maslow\textquotesingle{}s Hierarchy of Needs. In essence, every follower is constantly weighing the benefit of following against the benefit of not following. For every person there is a point when the benefit they derive is outweighed by the harm that is caused to them from their current course. At this point followers are likely to try to change their situation.

This reality is encompassed in the behavior of followers. Followers will go along with bad leaders who fulfill their needs. If safety is the primary concern and a greedy tyrant can provide it, then followers are likely to consider that situation an acceptable one. But why would people in less extreme situations fail to act? They might not want to rock the boat. \symbol{34}Getting along by going along\symbol{34} (Kellerman, 23) is the primary goal in these cases. Someone with a steady job—under a terrible leader—who needs the job would have an incentive not to risk his career. Going along with bad leadership sometimes simplifies our lives and makes things easier. This may be the case even when we know something is wrong in the abstract (Kellerman, 24). We might look at the political decisions of many people across the world as an example of this type of thinking, such as those who have chosen in the past to follow leaders such as Adolf Hitler, Benito Mussolini, or Saddam Hussein. Following bad leaders may help to \symbol{34}quell our uncertainty\symbol{34} as Kellerman puts it (24). Leadership can help to eliminate the dissonance that we might otherwise encounter, even if leadership is flawed. Bad leaders may provide benefits to the group as well, such as order, work, or identity (Kellerman, 24). These are in addition to the benefits that the individual receives and in some cases might override them. We as groups are dependent on leaders to organize us. It may therefore be inconvenient to throw them out, and risky to everyone involved (Kellerman, 25).
The interdependence we see in teams also occurs more generally between leaders and followers. It is bad followers that allow, and even encourage, bad leaders. If we are to stem the tide of poor leadership, we must exert effort at the follower level as well.
\section{Cost-{}Benefit and Skill-{}Trait Analysis}
\label{178}

At the core, we as followers make decisions based on a simple analysis of the costs and benefits. Everyone will follow to a certain point beyond which they are unlikely to continue to do so. This point is different for everyone. As followers, therefore, we need to keep in mind how well the team is doing and how it affects us. Almost everyone is engaged in a continual cost-{}benefit analysis of their actions. We suggest bringing this analytical perspective to the forefront when analyzing groups and teams. When analyzing the leader, it is appropriate to ask whether the problem stems from character traits or leadership skills. Followers should question what their commitment to the team is, what rewards it brings, what potential costs exist, and what the likelihood of success is. Finally, a follower needs to have a good sense of his or her relative power within the organization. Followers are capable of making informed decisions about their own future and their current situation, but only if they are armed with all the relative information about the situation.

Followers must start by figuring out if the offending action on the part of the leader is caused by a character trait or poor leadership skills. Often the direct cause of the problem may be a poor leadership skill while the underlying cause of this poor skill is a character trait. The answer to this question is likely to determine how the problem can be addressed. A character trait is almost certainly beyond the ability of a follower in a group to address. In this case, followers need to simply continue to a basic cost-{}benefit analysis of the situation to decide what to do. Some problems may be possible to manage or avoid, but others may be so egregious that the follower is compelled to leave the team or organization.

A problem stemming from poor leadership skills may have a more manageable solution, but followers must be realistically aware of what is required to change the skill. As in the case of problems stemming from character traits, there are no clear answers. Followers must simply evaluate the situation to the best of their abilities and continue from there. For example, a follower may be faced with a manager who constantly questions them about their use of time. While this is a direct problem with a specific way of managing people, it is probably caused either by a lack of management training or the manager’s insecurity about his or her position and the work of the other members of the organization. The follower in this case should attempt to ascertain where the problem is originating from. 

After figuring out exactly what the problem is, followers can continue with a cost-{}benefit analysis. Followers in an organization need to ask themselves what benefits they are getting and what they might lose if they choose to change their behavior. When contemplating change, followers should also be willing to look at the new situation and recognize that there is a point where they will no longer participate. These situations vary among people and contexts, but each follower should make a conscious effort to define his or her own limits. For example, a player on a recreational soccer team will probably stop playing if she breaks her leg, but not if she skins her knee. In the case of a broken leg, it is more important to get to a doctor than to finish out the soccer game. The employee in the previous example might decide that the real issue is that the manager has no leadership skills and is insecure about this. In this case the employee would be forced to evaluate the manager’s possible reaction to suggestions that they get more training or change responsibilities. These situations both illustrate the type of analysis that must take place. 

Followers may decide that the current situation may be unsatisfactory but they are unwilling to walk away. In this case, the goal changes from effecting change on the part of the leader to simply finding a balance where the situation is acceptable in some sense. This boils down to simply asking if the situation is tolerable—at least for the time being—and managing oneself and others to minimize damage or discomfort. Followers should also be looking to do things that will increase their relative benefits or decrease the costs for other actions. This will increase power relative to other people in the organization.

This is only a framework for analyzing choices. Each situation will be different, but this type of cost-{}benefit analysis will give team members a good sense of how things really are. Followers, especially good followers, should be continually evaluating other people’s actions and their own place within a situation, group or organization.
\section{What Should You Do if You Encounter Bad Leadership?}
\label{179}

Working in a situation dominated by poor leadership can be frustrating and intimidating. If team members are not confident in their leader, what should they do? This is one of the most difficult questions to answer, since there are no easy or clear answers. The best we can hope to do is provide a framework for thinking through these complex issues and devising an approach that is likely to be effective. Hopefully you have already begun to understand what sort of thinking must take place in these complex and delicate situations.

Perhaps the most proactive stance to take is to hold our leaders responsible for their actions and/or misconduct. Followers should “seek to effect institutional changes that will make leaders more responsible and accountable” (Kellerman, 242). This could include implementing a system of checks and balance (restrictions on the leader’s power), and should probably also include—if the team is a corporate one—strengthening the board of directors. In order to ensure that the board exercises sufficient oversight, boards should “consider reforms such as: establishing a governance committee; …dividing the responsibilities of the chair of the board from those of the chief executive officer; and opening regular channels of communication to those on the outside” (Kellerman, 242). Followers can also act as watchdogs themselves, reporting fraud or negligence when they see it. It should be noted here that employees should watch out for themselves in the case of fraud—if an employee is involved in fraud, even at a minute level (such as knowing about it and not reporting it), he or she is likely to be brought down with the major players; this is an added incentive to monitor leaders and report illegal activity immediately (Maher, lecture).

In addition to taking action, followers can help prevent bad leadership simply by being aware and prepared. Followers should be skeptical of what their leaders say and do. Leaders are real people, and subject to the same human downfalls and errors in judgment we all are. Followers must empower themselves, so that if the time comes they will be able to take a stand and halt or deter bad leadership. According to Kellerman, “people who think of themselves as followers don’t usually think of themselves as powerful. But they are or…can be” (239).

A good way to achieve empowerment is to band together; as we all know, there is strength in numbers. Followers should seek information from people other than the leader in order to gather “correct and complete information” (Kellerman, 241). If a follower (or group of followers) does decide to take action, collective action is best. Collective action could come in the form of a meeting to discuss strategies or “getting a small group of people together to talk to the boss” (Kellerman, 241). This is far preferable to speaking with the boss alone (at least regarding the poor quality of his or her leadership), and will help to prevent bullying or coercive groupthink. In some organizations, going over the boss’s head is seen as politicking and inappropriate—we leave it to followers to decide what is appropriate and manageable in their own group or corporation. If nothing else, having a group of people who are in agreement aids in getting complaints heard and in substantiating claims of bad leadership. It also reduces a single employee’s chances of getting hung out to dry, so to speak.

As you may have experienced (or may be experiencing now), it can be extremely difficult to resolve these states of affairs (and improve or oust bad leaders) once the team or situation is already underway. If your organization does not have guidelines or conflict management channels in place, it can be near impossible to even approach your leader regarding his or her behavior—let alone change it. With this in mind, we recommend that every organization employ some sort of ombudsman, employee rights activist, or conflict manager for just such occasions. This position—or positions—would be responsible for handling disputes, especially those involving management. They could provide guidelines for approaching a problematic leader, and could even mediate the discussion. This position would ensure that employees would not be punished for bringing these situations or problems to light. There should also be clear lines of communication, so that followers and leaders know who to talk to regarding any concerns they do have. If we are to eradicate bad leadership, followers must be able to feel safe addressing their concerns. If your organization does not yet have an ombudsman or a similar position, we suggest you strive to implement one—before you need one.

While there cannot be an exact prescription of what to do in any given scenario, we hope that this chapter provides new and comprehensive ways of analyzing and approaching the problem of ineffective or bad leadership. We cannot tell you exactly what to do, because every leader, every follower and every situation is different. The main thing to remember is that “once they’re entrenched, bad leaders seldom change or quit of their own volition. This means it’s up to us to insist either on change—or on an early exit” (Kellerman, 243). While it is of course best to prevent bad leadership from occurring in the first place (if possible), there are a number of ways to slow or stop it. If your efforts to improve poor leadership meet with blank stares—or worse yet, retaliation—it may be time to perform another cost-{}benefit analysis and decide if this organization is really right for you.
\section{Conclusions}
\label{180}
Every person who joins a team makes a decision to be a part of that team and has at least some form of commitment to the team’s goals. Teams frequently have complex dynamics that team members need to be aware of from the beginning. It is useful for people to ask clarifying questions of themselves, of other team members, and of the leader—at the inception of the team and as the team progresses. Some or all of these may seem like common sense, but they need to be asked nonetheless.

\begin{myitemize}
\item{}  Is there a clear and elevating goal? Can the team leader express it? 
\item{}  To what degree are other team members and I committed to the goals of the team? How has the leader influenced this? 
\item{}  Do I get along with other team members? Are poor relationships a result of poor leadership? 
\item{}  Have team rules been created, and are they being followed? Is the team leader supporting this? 
\item{}  What methods of conflict resolution are in place? Does the leader act as a mediator between team members, does the leader defer to another mediator when there is conflict between a member of the team and the leader?
\end{myitemize}


The answers to these questions should provide clues as to where any dysfunction is occurring.  Followers can then choose to act as they see fit for the situation at hand.  We advise all team members to analyze their teams and their leaders frequently and, if possible, to institute measures early to control and prevent bad leadership.  If frameworks and communication channels are in place early on, it will be much easier to address concerns if and when they do occur.  We regret that we are not able to offer conclusive advice for specific situations or types of poor leadership, but there is so much room for interpretation that we would not feel comfortable doing so.  We hope to have given the reader an idea of what to expect from a poor leader, and ways to approach the situation and the leader to determine the most appropriate course of action.
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\label{183}\section{Introduction}
\label{184}

The rise of the Internet, the creation of a global fiber-{}optic network, and the rapid development of long distance communication technologies has made it very easy for people all over the world to work together. It created a global platform that has allowed more people to plug and play, collaborate and compete, share knowledge and share work, than anything we have ever seen in the history of the world (Friedman, 2005). The new communication technology gives teams a great advantage by providing many options that didn’t exist before, such as allowing employees to work from their homes locally or by working together in teams across the continents. 

The nature of work has begun to shift from a production-{}based to service related business spawning a new generation of knowledge worker no longer bound to a physical work location. Taken together, these factors suggest that firms are faced with increasing challenges to coordinate tasks across time zones, physical boundaries, cultures, and organizational contexts. The increasing globalization of trade and corporate activity increases the pressure to innovate and provide quality services to worldwide markets. Over time, this has led organizations to choose the most qualified people, a “dream-{}team,” regardless of their physical location (Kerber, 2004:4). These remotely connected dream teams are known as global virtual teams (GVTs).

Global virtual teams are different from intra-{}national virtual teams in that they are “not only separated by time and space, but differ in national, cultural, and linguistic attributes (Zakaria, 2004:17).” According to Wheatley and Wilemon (1999), global team members “differ in their functionality, which adds complexity to group dynamics.” Global virtual teams can be formed quickly and are agile by their nature. They can help organizations decrease their response time to changes in today’s hyper-{}competitive markets by taking advantage of round the clock work by team members dispersed around the world.

A global virtual team possesses some similarities to traditional teams who are collocated. The same fundamental ideas, as stated in Chapter 6.1 of this Wikibook, that are necessary for the success of a traditional team still apply to global virtual team. The approach however, requires modification to focus extra effort to exploit the benefits that global virtual teams bring while minimizing the disadvantages that exist from communication difficulties and a lack of physical contact. This paper investigates the benefits, challenges, and best practices of managing global virtual teams while keeping in mind the fact that global virtual teams are still teams requiring the same ideals to ensure success.
\section{Building Virtual Teams}
\label{185}
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{\bfseries Introduction}

Because of the unique challenges confronting virtual teams, it is especially important at their formation that they build upon a strong foundation. Some of the ideas in this chapter are expanded and explored in the following chapter. Among others, building blocks for successful virtual teams include the following:

\begin{myitemize}
\item{} Creating a mission, goals, and ground rules
\item{} Identifying stakeholders and their expectations
\item{} Complimentary roles and responsibilities
\item{} Building relationships, trust, and rewarding experiences
\end{myitemize}


{\bfseries Creating a mission, goals, and ground rules}

An often overlooked exercise in any team situation is the discussion of processes and rules which should govern team meetings and projects. Virtual teams are no exception. In reality, establishing and adhering to goals and ground rules is more complicated in virtual teams than in those where members have the frequent opportunity to meet face-{}to-{}face. The inability to have face time with one another makes it difficult for team members to \symbol{34}touch base\symbol{34} and maintain a unified purpose. The need to do this, however, is clear. If the individuals of a team do not have a clear and shared understanding of where they are going, they will never get there. Virtual teams should hold an orientation meeting (face-{}to-{}face if possible) where team members acknowledge not only the purpose of the team, but the significance of their team\textquotesingle{}s purpose for the organization in which it operates. Understanding their purpose, members of the team should then set goals and assign tasks toward the fulfilling of that purpose. Each team member should come away from the orientation meeting with a clear understanding of the team\textquotesingle{}s purpose as well as their individual role. 

{\bfseries Identifying stakeholders and their expectations}

The purpose of a virtual team should be very closely tied to the expectations of stakeholders. Therefore, stakeholders or stakeholder representatives should be actively involved in the formation of the virtual team. Clarifying the needs and expectations of stakeholders in the beginning will help the team to avoid unnecessary work, confusion, and conflict. A documentation of stakeholder\textquotesingle{}s expectations should be made for reference throughout the project. Future communication between stakeholders and team representatives will further ensure that the team\textquotesingle{}s purpose is on track and being fulfilled.

{\bfseries Complimentary roles and responsibilities} 

It is important that every member of a virtual team has a full understanding of the capabilities and roles of individual team members. Each must know his or her role, the role of others, and to who they may look for resources and support. Without this knowledge, the team will not achieve its performance potential. If the responsibilities of team members are clearly defined and documented, each team member will be accountable to each other and to the group for the fulfilling of their responsibilities. The ground rules established in the formation of the group should address responsibilities and tasks and likewise identify remedies and protocol when individual and group responsibilities are not fulfilled. In order for team members to \symbol{34}own\symbol{34} their role and responsibilities, they should document their perceptions of their role within the team. Only when team members have fully bought into the team\textquotesingle{}s purpose and their role within it can they be held fully accountable. 

Naturally, it is important that the roles and responsibilities of team members compliment one another and represent a unique and useful asset to the team. Selecting individuals to take part in a virtual team requires thoughtful consideration. Depending on the size of the team and scope of its purpose, teams may include a core group which is fully accountable for the results, as well as extended or ancillary members who bring unique knowledge to the team. Flexibility and adaptability are necessary in new virtual teams as their purpose and needs evolve.

{\bfseries Building relationships, trust, and rewarding experiences}

The ideal way of building relationships with team members is to spend time together face-{}to-{}face. As mentioned earlier, this can be difficult in virtual teams whose members may reside continents away. LaFasto and Larson suggest that it is even more important for virtual teams to connect in person on a regular basis: \symbol{34}For a group of regional managers spread across the country or around the world, ensuring adequate face time might mean meeting together every quarter to calibrate major activities, explore common challenges, and {\itshape confirm relationships\symbol{34}} (181).

When relationships between team members are built and confirmed on an ongoing basis, a culture of trust will exist even when members are working virtually with one another. The way a group behaves and performs affects individual members. When trust is present and group behavior is positive, so too will be team member\textquotesingle{}s evaluation of the experience. An individual\textquotesingle{}s positive evaluation of the team leads to greater trust and ongoing participation. The collaborative participation of team\textquotesingle{}s members translates into group behavior in a cyclical pattern as shown below.
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{\bfseries Opportunities}

There are many benefits of using global virtual teams due to the increased number of options and resources they provide. Jarvenpaa and Leidner explain that \symbol{34}Virtual teams promise the flexibility, responsiveness, lower costs, and improved resource utilization necessary to meet ever-{}changing task requirements in highly turbulent and dynamic global business environments (1999:791).\symbol{34} Moreover, the use of global virtual teams provides an opportunity to coordinate complex business tasks across a potentially far-{}flung confederation of organizations. This allows companies to better communicate and coordinate even though vast distances separate the different team members, making it easier to expand internationally and removing other location and distance-{}based restrictions.
{\bfseries
\begin{mydescription} Flexibility 
\end{mydescription}
}
\begin{myquote}\item{} The required expertise for a given task or project can be dispersed by multiple locations throughout the world. However, a global virtual team may facilitate the pooling of this talent to provide focused attention to a particular problem without having to physically relocate individuals. “Virtual teams allow organizations to bring together critical contributors who might not otherwise be able to work together due to time, travel, and cost restrictions (Kerber, 2004: 4).” This allows workers to be located anywhere and allows companies the opportunity to work virtually with team members in geographic areas that were previously considered too distant to be considered a viable work location
\end{myquote}

{\bfseries
\begin{mydescription} Responsiveness 
\end{mydescription}
}
\begin{myquote}\item{} Companies can be more responsive to their customers through diversity.  “Virtual teams may allow organizations to unify the varying perspectives of different cultures and business customs to avoid counterproductive ethno-{}centric biases (Kayworth, 2000:184).”  Global virtual teams composed of members with different cultural visions may be less likely to experience “groupthink” and are more likely to develop innovative solutions to problems.  In addition, the ability to respond to the specific and varied needs of a global audience can be addressed quickly and effectively with a global virtual team.  Members of a global virtual team can immediately respond to specific geographic and cultural requirements previously ignored or missed by collocated teams.
\end{myquote}

{\bfseries
\begin{mydescription} Lower costs 
\end{mydescription}
}
\begin{myquote}\item{} Global virtual teams can help corporations lower their labor and overhead costs. There are pools of inexpensive, highly skilled labor forces in various locations around the world who can’t or do not want to be relocated. Access by communication to these labor forces leads many organizations to offshore certain functions traditionally performed in-{}house or by contractors. This is an appealing option to many organizations looking to reduce overall project and maintenance costs. By outsourcing the development of an application to India, for example, an organization can reduce the cost of a project. This is because India, in addition to many other countries, has a large population of highly educated people who can be accessed with today’s advanced communications technology. This allows the company to pay someone in India much less to do the same work compared to someone working locally in the U.S. Global virtual teams also reduce travel, accommodations, and other miscellaneous expenses for team members.
\end{myquote}

{\bfseries
\begin{mydescription} Improved resource utilization 
\end{mydescription}
}
\begin{myquote}\item{} Global virtual teams can improve resource utilization by leveraging time to their advantage. Performing work asynchronously helps global organizations effectively bridge different time zones so that teams can be more productive during a work period. “For example, London team members of a global virtual team of software developers at Tandem Services Corporation initially coded the project and transmitted their code each evening to U.S. team members for testing. U.S. members forwarded the code they tested to Tokyo for debugging. London team members started their next day with the code debugged by their Japanese colleagues, and another cycle was initiated. This is only one example of how GVTs can increase team-{}member productivity and reduce development time (Saunders, 2004:19).”
\end{myquote}


{\bfseries Pitfalls}

The pitfalls that virtual teams face in their early stages stem simply from the antitheses of the building blocks described above. As with water, teams tend to follow the \symbol{34}path of least resistance.\symbol{34} This is because the pitfalls of virtual team building are due to omissions and inactivity. A common pitfall is setting out without a clear goal or purpose. If team members understand little more than the routine tasks they are to perform day-{}to-{}day, a lack of common understanding will lead to misdirected work and wasted time and resources. A related pitfall is misaligning the purpose of the team with the needs and expectations of stakeholders and the organization as a whole. Virtual teams further damage themselves when they neglect to take opportunities for building strong communication and trust in their relationships. 

{\bfseries Solutions}

\begin{myitemize}
\item{} Hold an orientation meeting where team members participate in team building activities and document the team\textquotesingle{}s purpose. Each team member should document his or her understanding of the team\textquotesingle{}s purpose and their perceived role. These descriptions should be circulated within the group.
\item{} Prepare a questionnaire for each stakeholder to complete and return to the group. The questions should illicit a response which helps the team in the formation of goals and confirmation of the team\textquotesingle{}s purpose.
\item{} Whenever possible, team members should meet face-{}to-{}face to confirm relationships and participate in activities which build trust and encourage communication.
\end{myitemize}

\section{Culture}
\label{186}
\LaTeXNullTemplate{}{\bfseries
\begin{mydescription} Introduction 
\end{mydescription}
}
\begin{myquote}\item{} Cultural differences add value and diversity to teams, but can cause problems as well.  The two main cultural issues that appear in global virtual teams are: false perception of similarity and differing perceptions of teamwork.
\end{myquote}

{\bfseries
\begin{mydescription} Opportunities 
\end{mydescription}
}

\begin{myitemize}
\item{} Diversity: It has been proven through many studies of successful teams that diversity can reduce the occurrence of \symbol{34}groupthink\symbol{34} and allow a team to make better and more creative decisions.  Team members from different cultures automatically bring diversity to the group.  This diversity should not be ignored or minimized; rather it should be embraced and utilized.  Effective ideas from one country or market can be adapted successfully for others.      
\end{myitemize}

{\bfseries
\begin{mydescription} Pitfalls 
\end{mydescription}
}

\begin{myitemize}
\item{} False perception of similarity: There is often a false assumption among immigrants from English-{}speaking countries that they will have an easier time assimilating than those coming from non-{}English speaking countries. In actuality, foreign nationals from English-{}speaking countries experience higher rates of culture shock than those from non-{}English-{}speaking countries. This is due to a perception that the cultures will be similar because there is a shared language. This perception also plagues global virtual teams. “Welch, and Marschan-{}Piekkari (2001:197) and Usunier (1993) show that because of perceived familiarity and similarity across English-{}speaking countries, individuals can be lured into a false sense of confidence and fail to perceive that they are not culturally close. This can have a negative impact on business communication processes and personal relationships (Henderson, 2005:75).” 
\end{myitemize}


\begin{myitemize}
\item{} Differing perceptions of teamwork: The concept of teamwork varies between cultures. “Members from different cultures will, in all probability, describe a team’s objectives, membership criteria, and activities in very different terms (Zakaria, 2004:20).”  The value of individual work as opposed to teamwork differs greatly between countries. Individuals born and raised in Great Britain, Canada (excluding Quebec), and the United States tend to be more individualistic. Chinese and Indian individuals, on the other hand, are more focused on collective efforts. As Jarvenpaa \& Leidner (1999:793) explain, \symbol{34}Individuals from individualistic cultures tend to be less concerned with self-{}categorizing, are less influenced by group membership, have greater skills in entering and leaving new groups, and engage in more open and precise communication than individuals from collectivist cultures.\symbol{34} Additionally, “individuals from individualistic cultures might be more ready to trust others than individuals from collectivist cultures in computer-{}mediated communication environments (Jarvenpaa, 1999:794).” These differences make it difficult to determine what the cause of a problem may be with team members because it’s difficult to distinguish between cultural and personal factors. This makes diagnosing and solving problems more difficult than in traditional teams.
\end{myitemize}

{\bfseries
\begin{mydescription} Solutions 
\end{mydescription}
}
\begin{myquote}\item{} 
\end{myquote}

\begin{myitemize}
\item{} A good way to approach cultural differences is to learn as much as possible about the culture. This includes background research or meeting with consultants to learn how best to behave before the initial meeting. Any attention spent in this area will go a long way toward team success. Being prepared and making a good first impression will send positive signals to members of the other culture and will signify intentions of commitment. Knowing that Aussie’s can be very direct in their communication will assist an American in not taking it personally when being told to “mind your own business (Sabath, 1999:24).”  It is also helpful to know that is it not uncommon for Japanese to “wait 10 to 15 seconds before responding” to a question or comment (Sabath, 1999: 93).  This type of cultural information will reduce tension among team members.
\end{myitemize}

\section{Trust}
\label{187}
{\bfseries
\begin{mydescription} Introduction 
\end{mydescription}
}
\begin{myquote}\item{} Trust in global virtual teams is both important and difficult to build because team members are limited in their physical interaction. In addition to the lack of social context, language barriers and a reliance on stereotypes complicate the building of trust in global virtual team.
\end{myquote}

{\bfseries
\begin{mydescription} Opportunities 
\end{mydescription}
}
\begin{myquote}\item{} In other cultures, relationships and trust are paramount in business.  If virtual team members from the United States manage to gain the trust of foreign associates, that trust could very well translate into a lifetime of profitable business interactions.   
\end{myquote}

{\bfseries
\begin{mydescription} Pitfalls 
\end{mydescription}
}

\begin{myitemize}
\item{} Language: A major challenge for teams composed of speakers of different languages is that the building of trust and relationships is largely language dependent. Based on published research and illustrative empirical data, findings indicate that language diversity has a significant impact on socialization processes and team building, influencing both communication acts and mutual perceptions. Results of investigations into multilingual teams using English to communicate have shown that many obstacles are encountered by native as well as nonnative speakers (Henderson, 2005:79). “Research has shown that language-{}related issues can impact negatively on interpersonal relations, trust, and the working atmosphere (Henderson, 2005:67).”
\end{myitemize}


\begin{myitemize}
\item{} Reliance on stereotypes: One of the difficulties international teams experience is the tendency to resort to national stereotypes that can lead to misinterpretations of the behavior of team members, leading to tensions and mistrust. “These are expressed in the form of judgments of others who may be labeled as being, for example, ‘reserved,’ ‘silent,’ or ‘direct,’ based on the stereotypical linguistic attributes of the language community to which they belong (Henderson, 2005:74).”  It is important to address these hurdles to building trust in global virtual teams because “the inability to develop these relationships within a social context may negatively impact such outcomes as creativity, morale, decision-{}making quality, and process loss (Kayworth, 2000:189).”
\end{myitemize}

{\bfseries
\begin{mydescription} Solutions 
\end{mydescription}
}

\begin{myitemize}
\item{} One way to promote trust is to have smaller groupings and make their tenure together a longer period of time. This permits the team members to know each other better in comparison to a system in which the teams are constantly shifting. If the team members know that they’ll be around each other for a long time into the future, they will have an incentive to put more effort into building lasting relationships. The prospect of spending more time together in the future discourages negative behavior, such as not returning an email, because sometime in the future this will have negative consequences. In a rapidly shifting team, however, building relationships is not as important because the team won’t be together for much longer. If the team members know they’ll be working together for a long time they’ll have an incentive to work together and trust each other much more than they otherwise would. Having the same team together for a long time opens the possibility that the team will become outdated and obsolete. Therefore the team must be flexible, innovative, explore new technologies, and be capable of learning so that the team continues to be effective during their long tenure together.
\end{myitemize}


\begin{myitemize}
\item{} Stereotype Breakdown: Another way to build trust in global virtual teams is to breakdown these stereotypes and allow people to realize that we are all humans with similar problems, despite the vast cultural differences.  Majchrzak (2004, 7) tells of a successful example of this form of trust building: The leader of one team, a retired military officer, started his conference calls by asking each person to spend 30 seconds describing “where the member is at.” During a conference call in 2002, when snipers were terrorizing the Washington, DC, area, a team member living there said she didn’t feel so alone after she heard her fears echoed by another member in the Philippines, where insurgents were shooting people on their way to and from work. By using this simple technique, team leaders can assist their team members in realizing they share many similar experiences as do their co-{}workers on the other side of the world.  This will create closeness and facilitate the building of trust.  
\end{myitemize}


\begin{myitemize}
\item{} Structure: Management must also pay strong attention to facilitate the proper balance between the level of structure and trust developed among team members. A strong structure, which translates into clear and shared goals, norms, task and process descriptions, hierarchy, roles, personal interaction and relationship, reduces the ambiguity that typically exists in global virtual teams (Jarvenpaa, 2004:251). Working on a global virtual team makes it more difficult to specifically identify exactly what you should be working on because of its solitary nature. This increases the need for specifying the process because of the lack of social interaction which would normally allow someone to double check their work and direction with other team members. 
\end{myitemize}


\begin{myitemize}
\item{} Social Interaction: A kick-{}off meeting is a good way to promote the social interaction and relationship building necessary in teams. The team’s tasks involve highly complex messages as well as high levels of reciprocity and interdependency, which require a rich communication media and long team duration (Maznevsky, 2000:488). It is therefore recommended that whenever this context of reciprocity and interdependency is present, kick-{}off meetings should be held face-{}to-{}face and with plenty of opportunities for social interaction and relationship building (Anawati, 2006:50) . If a face-{}to-{}face kickoff meeting is not feasible, the team can always replicate one virtually. The initial meeting or communication is a critical time because that’s when first impressions are set and when the tone and cadence of the team’s work is determined. If the initial meeting is sloppy and unorganized, it is expected that the team’s success will be a reflection of this. However, if the initial virtual meeting is well organized, structured, and conveys a clear goal, the probability of team success will be higher.
\end{myitemize}


\begin{myitemize}
\item{} Specified Normative Behaviors: Structure can be added to teams by formalizing normative behaviors. Because global virtual teams lack the social interaction which would normally determine the normative behaviors in the group, normative behaviors should be specified. The management of the team should also pay additional attention to the clarity and direction of the team. This is a consequence to the lack of communication and interaction that normally exists in collocated teams. A clear and defining goal will help to align the team member’s efforts so that everyone is working in the same direction.
\end{myitemize}


\begin{myitemize}
\item{} Work Postings: Another way to make sure all members of the global virtual team are working in the right direction is to post the work virtually so that all the members can see what everyone else is doing.  While they made regular use of conference calls, team members did not report on the status of assignments during them. Instead, most (83\%) relied on virtual work spaces. Here they posted their work in progress electronically and examined their colleagues’ postings, well in advance of teleconferences. They tended to use the conference calls themselves to discuss disagreements, which they said were more effectively handled in conversation than in writing (Majchrazak, 2004: 5.  This method of posting work makes the conference calls and other group communication more effective and less frequent because the team members can see each other\textquotesingle{}s work and progress at anytime. Posting the work helped align the team members’ goals and helped them work effectively and reduced the amount of voice communication that would otherwise have been necessary. 
\end{myitemize}


Finally, trust evolves with time. It starts mostly based on one’s trustworthiness while there is little knowledge and a weak structure. It then evolves to some combined balance of trust and structure as members acquire more knowledge of each other, the team’s goals, norms, etc. Along this continuum, trust faces a transition point where simple trustworthiness gives way to early stages of trust.
\section{Communication Techniques}
\label{188}
{\bfseries
\begin{mydescription}Introduction
\end{mydescription}
}


New virtual communication techniques are being developed all the time as teams seek for ways to improve information sharing.  Virtual Communication is achieved through two main methods: Videoconferencing Systems and Collaborative Software Systems.  
{\bfseries
\begin{mydescription}Videoconferencing Systems
\end{mydescription}
}


Videoconferencing is a type of visual collaboration that allows groups or individuals from two or more locations to interact through interactive audio and visual transmissions.  Microphones, speakers, cameras and video display are needed along with a system to transfer the data such as the internet or a Local Area Network (LAN).  
{\bfseries
\begin{mydescription}Opportunities \& Pitfalls
\end{mydescription}
}


\begin{myitemize}
\item{} This is a powerful tool for communicating as few of the facial cues, body language indications or voice intonations and modulations from normal face to face communication are lost as in other technological communication.  Teams from distinct locations can come to know one another and develop relationships much more quickly than could be accomplished through more impersonal methods.  
\item{} Developing teams becomes easier when the choice of personnel is not restricted by geographic considerations.  Videoconferencing and other virtual communication methods allow teams to choose the most appropriate members regardless of where they are located without the cost of travel to bring teams together.  
\end{myitemize}


However there are some challenges inherent in this technique.  

\begin{myitemize}
\item{} It can be difficult to schedule meetings with people or teams spread across broad geographic areas.  For a team in Australia to communicate with a team in Mountain Standard Time Zone in the U.S., they may find that their usual office hours only overlap when one company is preparing to leave and the other is just arriving.  What is more, the greater the number of members of a team, the more difficult it will be to find a time to meet that fits into everyone’s schedule.
\item{} Another problem that arises is a lack of eye contact.  The speakers are talking to a camera and/or faces on a screen.  In some ways this is worse than a phone conversation as the technique can provide an incorrect impression of the speaker’s intentions in regards to eye contact.  
\item{} Moreover the camera can cause people to behave unnaturally.  Stage fright or self-{}consciousness at appearing before a camera can influence people’s mannerisms, body language and ability to communicate effectively.  
\end{myitemize}

{\bfseries
\begin{mydescription}Solutions
\end{mydescription}
}


\begin{myitemize}
\item{} Scheduling and planning ahead are essential.  It becomes more difficult to schedule videoconferencing meetings the greater the number of people involved.  Unless the scheduling is done far in advance, meetings will often interfere with other duties and responsibilities of those involved.  
\item{} Eye contact is important in regular conversation.  Team members using videoconferencing should be alerted to the fact that eye contact is difficult when participating in videoconferencing.  Different rules apply to this type of communication in that eye contact is often difficult over networks.{$\text{[}$}1{$\text{]}$}  
\item{} It is important that team members behave naturally on camera.  Many people will feel uncomfortable when put before video equipment.  Increased exposure will often cure them of these difficulties.  The first time in front of videoconferencing equipment can be unnerving but with time, people often feel less conscious of their appearance and how they will be perceived.
\end{myitemize}


1Vertegaal, \symbol{34}Explaining Effects of Eye Gaze on Mediated Group Conversations: Amount or Synchronization?\symbol{34} ACM Conference on Computer Supported Cooperative Work, 2002
{\bfseries
\begin{mydescription}Collaborative Software
\end{mydescription}
}


\begin{myitemize}
\item{} Collaborative software is used to allow people to work together towards a common goal without having to meet face to face.  The most common techniques are text, email, virtual chatting, calendaring, file sharing, faxes, voice mail, data conferencing, etc.  
\end{myitemize}

{\bfseries
\begin{mydescription}Opportunities
\end{mydescription}
}


\begin{myitemize}
\item{} Collaborative software is powerful because people can work together regardless of how the schedules may differ.  A team with members in different time zones is able to collaborate at different hours regardless of the lack of overlapping time spent in the office so scheduling does not have to be done so far in advance.  These techniques are also easy to implement.  The equipment can be inexpensive and easy to acquire for all members of the team.  
\end{myitemize}


\begin{myitemize}
\item{} One powerful aspect of collaborative software is Metcalfe’s Law.  Wikipedia describes the law as “the value of a telecommunications network is proportional to the square of the number of users of the system (n2).”  This means that the greater the number of users, the more valuable a system becomes.  This was first used to describe the value of fax machines.  One is not that useful, but when everybody has one, they become very effective methods of communication.  Collaborative software is often similar.  One email account is not that effective, but when each person on the team has an email address, we can communicate with the team very quickly and easily.
\end{myitemize}

{\bfseries
\begin{mydescription}Pitfalls
\end{mydescription}
}


Communication can be tricky with collaborative software.  

\begin{myitemize}
\item{} Much of the body language and nonverbal communication of regular communication is lost with this technique.  Emails that are meant to be funny or sarcastic can be interpreted as just mean or angry.  
\item{} Although scheduling can be easier, it can also be hard to manage.  Team members do not need to be together all at the same time, which is nice but, people often forget deadlines when they are not planning for a meeting or seeing each other face to face.  
\item{} A lack of cohesion often results from this technique.  More than one person working on a document that is shared on a network or over email often results in a disjointed style or conflicting topics.  This is often the case when a team is working together on a specific project that will be presented to a certain audience.  For example a team may be preparing a report that will be presented to management.  If they are not careful the report may hold conflicting ideas or not flow in an intelligible manner.  
\end{myitemize}

{\bfseries
\begin{mydescription}Solutions
\end{mydescription}
}


\begin{myitemize}
\item{} Team members should be trained on the possible misinterpretations in this type of communication.  It is often beneficial to have more than one person review emails that will be sent to a large audience to understand how they may be received.  If people are made aware of these possibilities, they will be less likely to commit these errors or to misinterpret what they receive.
\item{} Team members need to be managed effectively.  Deadlines should be enforced with regards to email communications.  It may be necessary to impose deadlines on how long people should take to respond to an email or make updates to a shared file.  
\item{} Efforts should be made to analyze the project as a whole.  Groups and teams should have designated leaders that ensure unity of purpose and a cohesive finished product.
\end{myitemize}

\section{Communication}
\label{189}

{\bfseries Introduction}

Cultural differences among team members may lead to various instances of miscommunication since different cultures tend to contain certain biases, assumptions, or views of the world. “Regardless of the source, the fact remains that the ‘cultural factor’ may lead to information distortion and various instances of miscommunication (Kayworth, 2000:191).” “Communication among global virtual teams may be extremely difficult to manage and less effective than more traditional settings (Kayworth, 2000: 184).”  “These communication problems may also be magnified by disparity among technology infrastructures, as well as differences in technology proficiency among team members. Finally, when cultural differences are added to this mix of potential issues, the management of global virtual teams may become exceedingly complex (Kayworth, 2000: 184).”

{\bfseries Selecting a Communication Medium}

Global virtual teams are dependent on their ability to communicate with each other rapidly, reliably, and over long distances. If the team can’t communicate with each other effectively, they can’t work together effectively. This makes the reliability of the technology very important so that the flow of work can continue without interruptions. The media chosen should also be carefully selected so that the end users, or those who are using the information, as compared to those who are giving the information, are able to communicate effectively.

{\bfseries Opportunities}

{\itshape Establishing a pattern} Focusing on and following a strong repeating pattern of communication will set a virtual team up for success. This pattern is determined by the frequency of meetings held through the richest available media, repeating itself as a “heartbeat, rhythmically pumping new life into the group’s processes (Maznevski, 2000:486).” The group may try to establish the frequency of these “rich meetings” according to the interdependence required by the tasks and their level of group relationship (Maznevski, 2000:488). However in global virtual teams it’s important to remember that logistics commonly limit the frequency of these meetings, especially face-{}to-{}face meetings. In this case it’s the frequency of the meetings that determines the frequency of the high interdependent and complex decision processes they address, such as generating commitment, building relationships, creating social interaction and comprehensive decision making. (Maznevsky, 2000:483-{}484). 

{\bfseries Pitfalls}

{\itshape Misrepresentation} “As team members communicate, they tend to filter information through their cultural ‘lenses’, thereby giving rise to a potentially broad range of misinterpretations or distortions (Kayworth, 2000:184).” Communication styles differ wildly among various cultures. Even if someone from another country speaks English, this is not going to be the same English as that spoken elsewhere. This makes non-{}verbal communication, such as pauses, silence, and expressions which differ between cultures more important in global virtual teams and should be known and understood by other team members.

{\bfseries Solutions}

\begin{myitemize}
\item{}  Speak slowly and clearly, use a higher tone of voice, avoid slang and colloquialisms, keep words and sentences short and confirm understanding through repetition and by asking questions.
\item{}  Avoid using slang and jargons, use simple short words and sentences and maintain focus.
\item{}  Use visual aids and send pre-{}meeting information to enhance participation in meetings.
\item{}  Understand and be aware of cultural differences in praise and criticism.
\item{}  Avoid humor, irony, and metaphors as these usually don’t translate well and may be offensive.
\item{}  Understand that silence, referred to as the most concerning behavior, may not reflect a lack  of interest but may simply represent time needed to think or just wait for a formal invitation to participate. 
\item{}  Respect for religious beliefs and allowance for differences in time zones were the most easily changed behaviors.
\end{myitemize}

\section{\symbol{34}Netiquette\symbol{34}: Utilizing Virtual Communication Technologies Responsibly and Respectfully}
\label{190}
{\bfseries
\begin{mydescription} Introduction 
\end{mydescription}
}

Virtual communication technologies constitute some of the most essential tools employed by members of virtual teams.  Indeed, effective communication in a virtual team setting can impact every functional component of the team and can largely determine the success or failure of the team.  Managing virtual teams requires the establishment of communication ground-{}rules and expectations.  As in any organization, an environment that fosters mutual respect, creativity, positive interpersonal relations, and teamwork, depends largely upon both the quality of information shared among team members, and the efficacy of communication between team members.  

Oftentimes, a failure to communicate respectfully and responsibly can hamper the efficacy and functionality of the virtual team.  Setting forth network etiquette (or \textquotesingle{}netiquette\textquotesingle{}) guidelines is an important component to effective virtual team management.  By establishing and implementing netiquette standards, the efficacy and stability of the virtual team will be more easily managed and maintained.  Virtual teams represent unlimited global business, learning and networking opportunities.  The adherence to netiquette standards will help to maintain and ensure decorum, professionalism, courtesy, and ethical behavior.    

By implementing and applying netiquette standards to the virtual team environment, team members will be better equipped to avoid informational nuances and insinuations that are so easily misinterpreted.  The \symbol{34}communication gap\symbol{34} that is so prevalent in virtual communication technologies (i.e. absence of body language, voice and tonal qualities, emotion, and personal interplay) may also be lessened.  Common barriers to virtual communication may also be identified and overcome through the use of clearly established netiquette standards.  

Referring to the need for increased knowledge, familiarity, and implementation of \symbol{34}netiquette, David Krane, Director of Corporate Communications at Google, Inc., once said, \symbol{34}We live in an era where hundreds and millions of professionals are putting down the pen and increasingly relying on e-{}mail as a primary form of communication. {$\text{[}$}Proper mastery of netiquette will benefit{$\text{]}$} both internet newbies and new entrants to the {$\text{[}$}virtual{$\text{]}$} workplace who may be making a transition from paper to computer or from instant messaging and e-{}mail between friends to more formal electronic communications.\symbol{34}
{\bfseries
\begin{mydescription} Netiquette Standards
\end{mydescription}
}

\begin{myitemize}
\item{} \uline{Respecting the E-{}mail Addresses of Others:}
\end{myitemize}


Do not give out others\textquotesingle{} e-{}mail addresses without first obtaining permission to do so.  E-{}mail addresses represent a vital component of one\textquotesingle{}s virtual personal space.  As such, giving out e-{}mail addresses without permission constitutes a breach of trust and an invasion of personal space and privacy.

\begin{myitemize}
\item{} \uline{E-{}mail \symbol{34}spam\symbol{34} or \symbol{34}bulk\symbol{34} List Collection/Distribution:}
\end{myitemize}


Recent legislation has, in many states, created barriers and penalties to those who engage or utilize bulk-{} or mass-{}mail communications.  Common courtesy asks that individuals not collect other people\textquotesingle{}s email addresses for such purposes.  If the virtual team in which you operate utilizes bulk-{}mail as a business process, netiquette standards require the inclusion of a genuine return e-{}mail address in which recipients may respond and request to be removed from future mailing lists.

\begin{myitemize}
\item{} \uline{Proper Personal and Business Identification:}
\end{myitemize}


The organizational structure of virtual teams often requires proper identification in instances of cold-{}contacts, solicitations, research and development, networking, and day-{}to-{}day communications.  When establishing a contact for the first time, include the following identifiers: your full name and title, company name, address, genuine e-{}mail address, and occupation or objective.  The utilization of e-{}mail address providers such as hotmail, gmail, or yahoo, is not recommended and can be perceived as \symbol{34}cloaked\symbol{34} or \symbol{34}anonymous\symbol{34} e-{}mail addresses.  The utilization of an email address that originates from your company is preferred.

\begin{myitemize}
\item{} \uline{Information Inquiries:}
\end{myitemize}


One of the great benefits that has arisen from the virtual expansion of today\textquotesingle{}s global economy is the increase in available information.  The increase in available information has also catalyzed an increase in information transfer velocity.  The effective management of virtual teams also relies upon the ability to acquire, process, and use information.  Though requesting information from others is beneficial to you and your team, it can also represent a significant imposition and inconvenience to those individuals that you query.  In the process of information gathering, include the following elements: an explanation of who you are, and explanation of why you need the information, and an expression of gratitude.

\begin{myitemize}
\item{} \uline{Expressing Appreciation:}
\end{myitemize}


Each response you receive from team members, outside consultants, or individuals contacted for information, deserves a reply of gratitude.  Your \symbol{34}thank you\symbol{34} response should contain the following components: reference to the request (e.g. \symbol{34}thank you for responding to my query regarding fossil fuel), your full name and title, company name, address, and URL.

\begin{myitemize}
\item{} \uline{A \symbol{34}two-{}way\symbol{34} Street:}
\end{myitemize}


Business is a two-{}way street: if you give, you will receive (and vice versa).  When something of value or substance has been provided you, offer return assistance, or extend an invitation to visit your website.

\begin{myitemize}
\item{} \uline{Proprietary Rights and Information:}
\end{myitemize}


Respecting proprietary rights and information is not only courteous, it is the law.  The expansive selection of information on the web represents countless hours of contributions made by individuals and groups.  The work of these individuals and groups is oftentimes downloadable or print-{}ready.  In any case, you must respect the proprietary rights of those who have contributed and/or created the information that has been made available to you.  Respecting the authors by using accurate and appropriate citations is essential to the protection and perpetuation of open-{}access intellectual property.  You should also respect copyright.

\begin{myitemize}
\item{} \uline{Courteous and Professional Virtual Behavior:}
\end{myitemize}


Courteous and professional virtual behavior is rooted in the most basic rules that govern etiquette.  When asking for information, use courteous language such as \symbol{34}please,\symbol{34} \symbol{34}I would appreciate\symbol{34} and \symbol{34}thank you.\symbol{34}  Failure to apply these basic rules may give rise to dislike, disrespect, and uncooperative relationships. 

\begin{myitemize}
\item{} \uline{Doing Your Part First:}
\end{myitemize}


The anonymity and potential loss of personal responsibility or obligation that can be pervasive in virtual forums placed the burden of responsibility on the requesting or interested party.  If you have not done your part, and contributed to the topic at hand, do not believe that you will be the recipient of free professional work.  It is necessary that you demonstrate personal contributions, investment, and effort toward your goal.  Seek advice, not cheap labor.

\begin{myitemize}
\item{} \uline{Admit and Own your Personal Level of Internet Savvy:}
\end{myitemize}


Do not be ashamed to admit that you are a newcomer to the virtual arena.  In this computer era, there remain a surprising number of people who lack computer skill and knowledge.  Many people in the virtual arena are prone to behave and act like mentors.  If you are a newcomer, utilize their offerings and remember to apply the rules of netiquette as you glean information and knowledge from them.  Own your respective level of expertise -{} and you will be respected.

\begin{myitemize}
\item{} \uline{Virtual White Boards, Chat Rooms, and Bulletin Boards:}
\end{myitemize}


Avoid using jargon and include complete words in conjunction with abbreviations.  Make sure that what you say is understandable to any viewer or audience.  Monitor yourself -{} answer questions that others have posed only if your response will add value to the general body on knowledge.  Do not respond with \symbol{34}contact me.\symbol{34}  The virtual community represents a fluid body of knowledge and contributions.  As such, it is not a place for foul or inappropriate language.  Respect breeds respect.  Do not use bulletin boards, chat rooms and white boards for blatant advertising purposes.  They are intended for networking and idea exchange.  If another person makes a contribution that is noteworthy or of value to you, acknowledge the contribution.   

\begin{myitemize}
\item{} \uline{Anonymity on the Web:}
\end{myitemize}


Virtual forums allow postings and contributions to be made anonymously.  In many cases, individuals have valid and legitimate reasons to maintain their anonymity.  However, one should never abuse the ability to contribute anonymously.  Those who remain anonymous in order to treat others with disrespect and cynicism are not acting as socially responsible virtual community members.  One should also remember that virtual forums are an excellent way to network with others.  If one were to respond or act anonymously, the ability for others to contact or network with that individual is impossible. 

\begin{myitemize}
\item{} \uline{Strategy and Opportunity:}
\end{myitemize}

Much of the virtual community, especially white boards, chat rooms, and bulletin boards, are regulated by organizers who post guidelines and an explanation of purpose.  By respecting and following these guidelines, your contributions will be more meaningful.  As a meaningful contributor to the virtual community, you will establish worth in the eyes of the organizers.  The establishment of business rapport in the virtual arena can result in business opportunities, services, and negotiations.  Let your actions and contributions reflect your personal strategy and opportunities may be opened to you.   

\begin{myitemize}
\item{} \uline{Maintaining a Professional Attitude:}
\end{myitemize}


Do not try to \symbol{34}grab\symbol{34} or pounce upon a business opportunity.  If what is required by team members or clients exceeds your level of expertise or is outside the bounds of your working relationship, refer the enquirer to a peer or other source specializing in that area.  Treat your peers with the same respect and consideration that you extend to customers.  Behave with integrity and honesty.  Do not substitute your best interests for those of the customer.  Maintain mutually respectful relations with peers and the entire virtual community.  Speak well of others.  Do not pretend to be what you are not.  Remember that virtual communication and relations are almost instant -{} never respond or act hastily.
{\bfseries
\begin{mydescription} Opportunities 
\end{mydescription}
}


Strong business contacts can be established through frequent interaction and steady communication in which netiquette standards are employed.  Negotiations and bargaining form an integral part of any business deal.  As a manager, you have a responsibility to your virtual group or team to promote netiquette standards.  By adhering to netiquette standards, your team will be better positioned and respected in the virtual community.  Some things that you can do to ensure the successful implementation of netiquette standards include:

\begin{myitemize}
\item{}  Establishing written guidelines for dealing with illegal, improper, or forged traffic.  
\item{}  Handle requests in a timely fashion -{} by the next business day.
\item{}  Respond promptly to people who have concerns about receiving improper or illegal messages.  Chain letters should not be allowed.
\item{}  Explain any system or software rules to your team members and ensure adequate training.
\item{}  Make sure that popular information has the bandwidth to support it.
\item{}  Don\textquotesingle{}t allow your team members to point to other sites without asking first.
\item{}  Make sure your posted materials are appropriate for the supporting organization.
\item{}  Maintain a consistent look to your information.  Make sure the look and feel remain the same throughout your applications.
\item{}  Be sensitive to the longevity of your information.  Be sure that all sensitive materials are time-{}dated.
\end{myitemize}

\section{Information Sharing}
\label{191}
{\bfseries
\begin{mydescription} {\bfseries Introduction} 
\end{mydescription}
}

Teams are formed based on the expectation that the teams will produce a better product than an individual.  If a single resource works from home or away from actual office you consider that team as Virtual Team.  Whether it is Virtual team or Team in the same room, information sharing plays a vital role for team’s increased productivity and success.  Information sharing is more problematic when the team is spread out geographically.  Virtual teams not only face a challenge with information sharing, but also task sharing.  In virtual teams if information is not shared correctly the whole purpose of the virtual team might be in jeopardy.  If one or more persons works from different place then sharing of information becomes very complex not only in the distribution of information but also in the information gathering.  

Virtual team can be a global team; global team is similar to virtual team where part of the team will be outside the country.  Because information sharing plays a vital role in team’s success, to minimize the impact of loss in information sharing whether it is related to the technical or application perspective of the work, one of the best way is to rotate the individuals who work from a different country or who are part of the global team or virtual team.
{\bfseries
\begin{mydescription} {\bfseries Opportunities} 
\end{mydescription}
}

How transparent you run or manage the team, still most of the times it is hard to see perspective of the target or goal of a team, if part of the team is in a different place, where that’s country’s culture inhibits the resource to think beyond its culture or its system.  Team can have a rotational position, where one team member comes to onsite and learn the process or application and could go back to his country and transfer his/her knowledge he/she gained when he/she was at onsite.  Meanwhile team leader could bring another resource in place of first team member who visited onsite to learn more about technical, application, culture or process followed at onsite, and the first resource who went back could train or share the information or experiences to rest of the team, so that team could understand better about the depth of process, application, technical things in the project why things are done in such a way. By doing this the productivity of whole team would increase by proper information sharing.  Similar productivity can be achieved if team leader wants to bring different resource from offshore team once or twice at different times for a period of 3-{}6 months.  This system would be very cost effective if the ratio of whole team is 1:5, which means, 5 on-{}site and 25 offshore resources in a team.

Virtual teams can be more diversified geographically; because of this virtual team can bring more variety of information to share among the team to its success.  Team with similar background and experience could bring the same information to the team which can be considered as redundant, where you could not see the edge in the team compared to the information sharing with virtual team where chances of team could be from different backgrounds.
{\bfseries
\begin{mydescription} {\bfseries Pitfalls} 
\end{mydescription}
}

Most of the time to share the information within the team, trust is one of the main factors.  Unless you know the person with whom you are working it is hard to tell what kind of personality is that resource.  Building a trust is easier when resources work together because you could know the person’s feeling when you talk with them directly.  If the resource is working from a remote location, it is hard to see the reaction of that resource.  In my work experience when I worked with remote employees many times, I ponder to myself whether it is accurate to share this information or not, because I do not know the person’s personality with whom I am working.  

Most of the times virtual teams are on different time zones and because of time zones, information might not be received at right time and could see delays.
\section{Establishing Ground Rules and Norms}
\label{192}
{\bfseries
\begin{mydescription} {\bfseries Introduction} 
\end{mydescription}
}

A team to succeed in its goal, it should have ground rules and norms set for the team.  Rules are useful in determining what kind of behavior is acceptable in the team, how team members interact, and when to interact in the team, which usually prevents misunderstandings and disagreement.
{\bfseries
\begin{mydescription} {\bfseries Opportunities} 
\end{mydescription}
}

It is good to document the rules on common shared folder, so that every body could have access to the network folder.  When new member joins the team, it is easier for the person who is giving the orientation to new team member know what the ground rules and norms of the team.  Even when experienced resources aren’t around him/her, still s/he could communicate well in the team as well as outside team, if the ground rules and norms are shared with new member.  

Need to outset regarding the cultural differences if the virtual team is globally placed and address the styles on how to address if one arises.  

Members in the virtual team should learn to trust one another to create an environment where one should feel comfortable stating opinions and not personally attack each other.  Should not penalize for any miscommunication and should try to think with different perspectives. All members’ opinions are to be considered equal.  Disagreements and differences of opinions should be honored, should be given a fair hearing, and conflicts should be resolved by a defined process.
{\bfseries
\begin{mydescription} {\bfseries Pitfalls and Solutions} 
\end{mydescription}
}

Virtual team should recognize the problem of resources working in time zones and organizing the team meeting and conference calls flexible to all resources in the team.  Updating the status reports to team leaders by timely manner, so that team leader could access the load of the work and assign it different resources accordingly.  

Hard on some resources, if the time set for the conference calls do not suit those individual’s time zone. 

Tough to be open and honest with one another to create psychologically safe environment in virtual team, but by taking some time to socialize before each meeting on general topics outside the events of the team work.  Messages could be taken wrongly, because there are no associated non-{}verbal messages indicating how to interpret them.
\section{Virtual Team Meetings}
\label{193}
{\bfseries
\begin{mydescription} Introduction 
\end{mydescription}
}
\begin{myquote}\item{}With members of a virtual team spanning different time zones, languages, and cultures, it can be complex and difficult to organize, optimize, and manage an effective team meeting.  Managers, who are sensitive to these issues and are diligent in their preparation, can get the most out of any virtual team meeting.    
\end{myquote}

{\bfseries
\begin{mydescription} Opportunities 
\end{mydescription}
}

\begin{myitemize}
\item{} Cost: One of the greatest advantages of a virtual meeting over a traditional meeting is the low cost.  Airfare for corporate executives to attend a traditional meeting can be exorbitantly priced, especially in the aftermath of 9.11.  Participants can join a teleconference practically anywhere telephone service is available, reducing unnecessary travel costs. Many corporations have negotiated long-{}distance charges to an almost negligible amount, allowing employees to call across the world for not much more than an in-{}state call.
\item{} Time: Virtual meetings can save valuable work time, even for organizations with closely located facilities.  Travel between buildings or locations can eat up precious time that could be spent on other tasks.  In large manufacturing companies, it can take 30 minutes to an hour to get from one side of the facility to the other.  Some managers waste half a day\textquotesingle{}s work in just commuting between various meetings.  Given the price per hour of top-{}level executives\textquotesingle{} salaries, even a short traditional meeting can be very costly.         
\end{myitemize}

{\bfseries
\begin{mydescription} Pitfalls 
\end{mydescription}
}

\begin{myitemize}
\item{} Group Size: As with traditional teams, if a virtual team has too many members, this can break down communication and reduce team effectiveness.  
\item{} Conference Call Domination: We have all experienced conference calls where various corporate department representatives huddle around a conference room phone to speak with distant affiliates.  The larger group, which is usually in the corporate office, tends to dominate the conversation.  In addition, larger groups tend to carry on side conversations that are inaudible to the people on the other end of the call and put them at a disadvantage.  One of the authors has also experienced conferenced calls that were \symbol{34}hijacked\symbol{34} by the ranking executive and used for a personal or political agenda.
\item{} Common Language: Even if all members of a virtual team speak English, they may not speak the same English. Others may not be native speakers. English spoken in the United Kingdom, Australia, the United States, and Malaysia is quite different.  
\end{myitemize}

{\bfseries
\begin{mydescription} Solutions 
\end{mydescription}
}

\begin{myitemize}
\item{} Keep group size to no more than 7 members.
\item{} Again, keep group size small, including conference call groups.  If possible have some team members call in on their desk phones, to minimize side conversations.  In the case of a hijacking invitee, have a printed agenda with time allotted to each topic.  If the meeting gets off track, express your desire to not let the call go longer than expected and use the agenda as an excuse to change the subject.
\item{} Use common terms that all can understand.  Avoid slang and metaphor, e.g. US sports analogies.  Speak slowly and clearly and ask for confirmation from all members that the discussion was understood. As in any environment, be sure to ask leading questions verifying that members specifically tasked with something have a complete understanding of the assignment. Many telephone conversations or conference calls have a few-{}second lag time.  Be patient and don\textquotesingle{}t interrupt.
\end{myitemize}

\section{Organizational Development}
\label{194}
{\bfseries
\begin{mydescription} Introduction 
\end{mydescription}
}

Traditionally, organizational development occurs in a face-{}to-{}face or voice-{}to-{}voice mode, utilizing observation, personal interaction, and personal relations to develop or redevelop a coherent and appropriate business model or organizational process.  As virtual teams become more common place, the need for organizational development persists.  The virtual arena, in many cases, requires a modified managerial approach to organizational development.  

The management and development of a virtual entity may require that the execution of needs assessments, focus groups, and interviews, be done electronically via a collaborative software system or group support system.  These systems allow users to \symbol{34}hide\symbol{34} or \symbol{34}disable\symbol{34} their personal identities during information gathering sessions and interact with others under the guarantee of anonymity.  In some cases, employees and virtual team members may approach the process of organizational development with apprehension.  Anonymity, for the purpose of information gathering, may serve to ally such apprehension.  
{\bfseries
\begin{mydescription} Opportunities 
\end{mydescription}
}


\begin{myitemize}
\item{} Employee satisfaction can influence the efficacy and longevity of organizational development.  There is no consensus in the literature regarding the impact of a virtual team structure on employee satisfaction. However, most studies indicate that participating in a virtual team environment and/or working from home can result in:
\end{myitemize}


-{}	an increase of employee job satisfaction

-{}	reduced likelihood of employee turn-{}over

-{}	reduction in role stressors

-{}	increased satisfaction with supervisors

-{}	increased commitment to the organization

-{}	decreased satisfaction with peers

-{}	decreased satisfaction regarding opportunities for advancement and promotion

These findings emphasize the importance of measuring and responding to employee outcomes as part of managing in a virtual team environment.

\begin{myitemize}
\item{} Videoconferencing is a useful tool that can be used to facilitate small group interviews and interventions.  The use of videoconferencing technologies provides a medium in which all participants can be viewed on each individual screen regardless of geographic location.  Some believe that this may be as effective as a face-{}to-{}face experience.  
\end{myitemize}


\begin{myitemize}
\item{} Research has shown that the medium used for teaching technical skills has no effect on students’ learning outcomes. One can use videotape, CD-{}ROM, videoconferences, teleconferences, web-{}based training, or instruction manuals.  However, some skills (e.g. communication and some management/leadership skills) are best taught in a face-{}to-{}face environment. In these instances, consideration should be given to the use of training centers or external training venues.
\end{myitemize}


{\bfseries
\begin{mydescription} Pitfalls and Solutions 
\end{mydescription}
}
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\section{Conclusion}
\label{195}

The increasing use of global virtual teams demands special attention to differences in culture, communication barriers, and inherent trust existing among the team members. While these teams are not fundamentally different from traditional teams, additional focus and effort in some key areas is necessary to ensure team success. These include knowing the cultural differences that exist in the team and taking steps to educate the other team members and understanding how this affects how they should approach different situations. Because global virtual teams don’t experience the same physical contact that traditional teams do, extra effort is required from all team members to maintain trust and to promote practices that encourage team members to work well together and give reasons to trust each of the other members. It is also important to keep in mind that there is no set recipe for success in any team, especially global virtual teams. Only by understanding the challenges and differences between global virtual teams and traditional teams, management and team members can better prepare themselves and take advantage of their strengths to promote success.
\section{Online Resources/References}
\label{196}

Where In The World Is My Team
\myplainurl{http://www.tmaworld.com/global_teams_virtual_teams/}

Working Together When Apart
\myplainurl{http://online.wsj.com/public/page/2_1304.html}

Managing Virtual Teams (video)
\myplainurl{http://link.brightcove.com/services/player/bcpid572031310}

Managing Virtual Teams (pdf)
\myplainurl{http://www.groupjazz.com/pdf/vteams-toronto.pdf}

17 Pointers for Managing Virtual Teams
\myplainurl{http://www.squarewheels.com/content2/virtual.html}

Virtual Teams
\myplainurl{http://www.managementhelp.org/grp_skll/virtual/virtual.htm}

10 Tips for managing  global teams
\myplainurl{http://gadishamia.wordpress.com/2007/10/13/leading-a-global-team-the-starter-guide/}

Managing Virtual Teams (HR Magazine)
\myplainurl{http://findarticles.com/p/articles/mi_m3495/is_6_47/ai_87461019}

Best Practices of Managing Virtual Teams
\myplainurl{http://www.expressitpeople.com/20040531/cover.shtml}

New Work Rules (Stanford Business)
\myplainurl{http://www.gsb.stanford.edu/news/bmag/sbsm0305/feature_virtual_teams.shtml}

Virtual Teams Over the Internet
\myplainurl{http://www.managementhelp.org/grp_skll/virtual/virtual.htm}

6 Ways to Work More Effectively on a Virtual Team (Microsoft)
\myplainurl{http://www.microsoft.com/atwork/worktogether/virtual.mspx}
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\chapter{How Do You Build High-{}performing Virtual Teams?}

\myminitoc
\label{197}

\label{198}\section{Introduction}
\label{199}

“Virtual teams are groups of geographically and/or temporally dispersed individuals brought together via information and telecommunication technologies.” (Piccoli and Ives, 2003, p365)  Virtual teams are increasingly becoming a key feature of projects in modern organizations, while the landscape of communication tools continues to change dramatically.  The benefits of virtualization include diversity of perspectives, large member selection pool, extended hours of productivity, and reduced transportation costs.

However, many new challenges arise, such as difficulty in performance monitoring, disappearance of social cues, member isolation and anonymity, and technology issues.  In addition, virtual teams must deal with cultural, temporal, and geographic barriers.  Using a framework based on Larson and LaFasto’s {\itshape Teamwork}, conventional team strategies have been adapted for the virtual context to help virtual team leaders and members overcome these challenges.
\section{A Clear and Elevating Goal}
\label{200}

Larson and LaFasto (1989) stress the importance of a clear and elevating goal in the performance of an effective team.  They define goal clarity as “a specific performance objective, phrased in such concrete language that it is possible to tell, unequivocally, whether or not that performance objective has been attained” (p28) and elevating as “personally or collectively” challenging and that it “makes a difference.” (p31)  While Larson and LaFasto consider this to possibly be the most important component of an effectively functioning team, it appears to be even more critical for a virtual team.  

To stress this point, Kirkman and Rosen, et al. (2002) quote a team member from Sabre, Inc. as saying “virtual teams need to understand much more so than co-{}located teams what goal they are working towards because you are working in such different areas, and in our case, in different countries. It plays a much stronger role if you know what your ultimate target is going to be. Everyone is working towards the same thing.”  Further work on the performance of virtual teams by Kirkman and Rosen, et al. (2004) demonstrates a positive correlation between empowerment and virtual team performance.  They define empowerment as having four dimensions, two of which, potency and impact significantly overlap the concepts of goal clarity and elevation.  

This research therefore supports and elevates the arguments made by Larson and LaFasto about the importance of a clear and elevating goal for virtual teams.  Virtual team managers should make sure to have a clear and elevating goal for the group and should make sure to prominently display the team mission statement on the virtual work space, team web-{}site, and other electronic communications to the group.
\section{Results-{}Driven Structure}
\label{201}

Team structure is a key factor which differentiates successful teams from unsuccessful ones.  Team structure encompasses many aspects such as tools, processes, communications systems, facilities, and organization of the team.  However, the best structure depends on the objectives and composition of the team.

Virtual teams tend to be very effective in project development tasks.  However, the lack of face to face contact can be a challenge in building consensus.  For decision-{}making teams, having the right team composition can help to overcome this.  Collectivistic teams have higher levels of collaborative conflict management than individualistic teams, and are motivated more by outcomes which benefit the entire team. (Paul, et al, 2005)  

Research has also shown that highly diverse or heterogeneous teams outperform homogenous teams in many performance measures, though they take longer to reach consensus.  Virtuality can be beneficial for highly diverse teams since it obfuscates potentially divisive demographic differences. (Kirkman et al, 2002)

Larson and LaFasto outlined four necessary features of effective team structure, which apply equally to virtual teams, but become more challenging.  

First, team members must have clear roles and accountabilities.  Lack of visibility may cause virtual team members to feel less accountable for results, therefore explicit facilitation of teamwork takes on heightened importance for virtual teams. Temporal coordination mechanisms such as scheduling deadlines and coordinating the pace of effort are recommended to increase vigilance and accountability.  (Massey, Montoya-{}Weiss, and Hung, 2003) 

Second, teams require effective communications systems.  This is especially important for virtual teams because geographic and temporal differences may rule out the most common communication channels.  “Many in our study found e-{}mail a poor way for teams as a whole to collaborate.” (Majchzak et al, 2004)  Individual email conversations cause others to feel left out, but copying everyone causes email overload.  Sharing documents over email often leads to conflicting versions.  Many successful teams prefer to use virtual work spaces, online forums, instant messaging, and file repositories.  Regardless of the communication system, team norms and rewards structures should support use of the systems.

Third, effective teams should monitor individual performance and provide feedback.  Assessment and development of virtual team members is very limited in the virtual environment.  Performance management is an enormous challenge when employees are out of sight.  Managers should monitor group communication to assess subjective factors such as idea generation, leadership, and problem-{}solving skills. (Kirkman et al, 2002)  Utilizing peer and customer feedback helps assess contributions to team effectiveness.  Managers should also consider using \symbol{34}richer\symbol{34} communication media (such as video conferencing) to more effectively deliver evaluation feedback.

Finally, teams must rely on fact-{}based decision making, for which information and communication tools are vital.  Teams can adapt decision-{}making software to facilitate fact-{}based problem solving and decision-{}making.  (Kirkman et al, 2002)  They might also assign one person to ensure accurate information is clearly communicated (Piccoli and Ives, 2003).  Rocketdyne, for example, used collaborative technology to manage knowledge.  They allowed all communications to be recorded and all information to be visible to the team, and even prohibited face to face discussions. (Malhotra, Majchzak, Carmen, Lott)
\section{Members}
\label{202}

Larson and LaFasto recognize three common features of competent team members: technical skills and abilities, desire to contribute, and capability of collaborating effectively.  Virtual teams amplify the importance of using appropriate criteria when selecting people for the team.

A critical element in high-{}performance teams is creating functional diversity among team members, while productively managing resulting task conflict.  Work group studies suggest that “such conflict evidently fosters a deeper understanding of task issues and an exchange of information that facilitates problem solving, decision making, and the generation of ideas.”  (Pelled, et al, 1999, p22)  A best-{}practice study of successful virtual teams concludes that diversity among disciplines, working styles, and problem-{}solving approaches can be exploited to produce “solutions instead of acrimony.”  (Majchrzak, et al, 2004, p133)  Conflict researchers have found that task conflicts can improve team performance if managed collaboratively.  (Weingart and Jehn, 2000)

However, regardless of other qualifications, not everyone can handle the social isolation of a virtual team.  Maintaining this challenging environment requires selection of team members with interpersonal skills, self-{}regulatory skills, a high level of knowledge, and comfort with technology.  (Gibson and Cohen, 2003)  This critical balance between technical and interpersonal skills must include the ability to work with others to identify, address, and resolve issues.

Managers should consider using behavioral interviewing techniques and simulations to select team members with unique areas of competence that will contribute to a high-{}quality solution.  Ideally some members should have team process backgrounds.  Managers should also provide potential team members with a realistic assessment of virtual team challenges, and the choice to opt out.
\section{Unified Commitment}
\label{203}

Larson and LaFasto suggest that lack of unified commitment is often the most important feature of ineffective teams.  They identify two key elements: dedication to the endeavor (commitment) and dedication to the team (unity).

High-{}performance teams are distinguished by passionate dedication to goals, identification and emotional bonding among team members, and a balance between unity and respect for individual differences. Virtual teams face the challenge of developing and sustaining unified commitment in the absence of face-{}to-{}face contact.  In particular, they must identify and deal with the most serious threat, competition between individual and team goals.

Kerber and Buono recommend appointing a strong team leader, willing to maintain frequent contact with team members, take full advantage of collaborative technologies, demonstrate a high level of personal commitment, and deal quickly with self-{}serving and non-{}contributing team members.  Larson and LaFasto suggest that commitment can be enhanced by involving team members in project planning and in defining team identity, goals, and processes.  Virtual team leaders should identify commonalities among members early on, while focusing the team on achieving key performance objectives and providing a clear context for recognizing team success.

Finally, interdependence of goals, tasks, and outcomes among members of virtual teams can overcome motivational challenges, particularly early on.  (Hertel, et al, 2004)  Virtual team managers can create the experience of connectedness by delegating goal setting, assigning interdependent tasks, and rewarding both personal contributions and team performance.
\section{Collaborative Climate}
\label{204}

“Collaboration flourishes in a climate of trust.” (Larson and LaFasto, 1989, p. 87)  Trust is based on social characteristics (familiarity, competence), immediate outcomes of interaction processes (reliability, integrity), and institutions (social norms, policies).  Studies have shown that while trust has little impact on task performance, it can significantly reduce process losses. (Jarvenpaa, Shaw, Staples, 2004)

Trust affects how we interpret member behavior.  “Trust is the lens through which these factors are interpreted.” (Jarvenpaa, Shaw, and Staples, 2004, p253)  Therefore trust plays an important role in virtual teams where ambiguity is high.  Unfortunately, building trust is an enormous challenge for virtual teams.  \symbol{34}In virtual organizations, trust requires constant face-{}to-{}face interaction—the very activity the virtual form eliminates.\symbol{34} (Kirkman et al, 2002)  Structured opportunities for socialization are less satisfying in virtual environments, and slow development of relational ties.

When a team is formed, expectations about workloads, processes, and contributions lead to “psychological contracts” which can damage trust when broken. (Piccoli and Ives, 2003)  Reneging and incongruence are heightened for virtual teams due to the limited ability to communicate.

Studies show that in high-{}trust teams, structured behavior control mechanisms (rules, progress reports, explicit assignments) intensify the negative effects of reneging and incongruence because they increase salience of member behavior. (Piccoli and Ives, 2003)  However, in low-{}trust teams strong structures actually mitigate the negative effects of trust by minimizing the role trust plays in interpreting member behavior.

Trust is not always dependent on social bonds.  Instead, it can be founded on performance consistency.  Task-{}based trust (vs. interpersonal trust) may be more achievable for virtual teams, and can be built by developing norms around communication patterns, ensuring reliable and rapid responses, and making team interaction timely and consistent. (Kirkman et al, 2002)
\section{Standards of Excellence and External Support}
\label{205}

Virtual teams are held to the same standards of excellence as conventional teams, but there are subtle differences.  Virtual team members often function as the point of contact for their immediate physical group.  They often have more autonomy than conventional team members as their teams may meet according to varying time zones which may not be understood by their local management.  The presence of a true “invisible team” (Larson and LaFasto, 1989, p109) is also a unique component of a virtual team. The “invisible team” is the management team to which each of the members report.  The invisible team sets the standards for each member.

Misunderstandings may arise if the “invisible team” does not align itself to the same set of expectations.  A virtual team leader must understand the level and kind of support from each contributor.  Larson and LaFasto observe that “loss of morale…decreased belief and commitment to the team’s goal” (p110) result when support is not visible to the team.  The team leader should consider what expectations are reasonable to ask of members.  Virtual teams that span various companies must create some form of “shared understanding” (Symons, 1997, p427) in order for members to develop a set of expectations.  Failure to establish understanding may result in standards that are not achievable by all members.

External support frequently determines how resources, such as incentives and capital expenses, are contributed by team members.  During the Rocketdyne-{}Boeing Project, expectations of each member were established at the outset of the project. (Malhotra, Majchzak, Carmen, Lott)  Resolving how each member would contribute time, resources, and expertise reduced misunderstandings as the project progressed.

Standards of excellence and external support intersect on many levels.  Time and energy is well spent at the outset of a virtual team to evaluate the level of excellence the team will achieve.  This is especially true when financial contributions require resources outside of the control of the virtual team.  Managers of virtual teams need to understand the feasibility of their requests given the context of their members’ management.  
\section{Leadership}
\label{206}

Principled Leadership is the final ingredient identified by Larson and LaFasto (1989) for effective team performance.  Pauleen (2004) tells us “leadership challenges are magnified in a virtual environment” and stresses the necessity of face-{}to-{}face meetings, stating “it is essential for them (leaders) to build personal relationships with team members before commencing a virtual working relationship.  Strong relational links are associated with trust, creativity, motivation, morale, good decisions, and fewer process losses.

However, Majchrzak, et al. (2004) argues that you can lead high-{}performing virtual teams without face-{}to-{}face meetings and provides several examples of successful teams whose members never met in person.  This requires intensive communications to build a coherent identity and hold the team together, and their research found that the leaders of successful virtual teams “rarely let a day go by when members did not communicate with one another” and “frequent phone conversations between the team leader and individual members …were not unusual.”
Research by Kirkman and Rosen, et al (2004) on the performance of virtual teams may provide a clue for leaders attempting to resolve this dilemma.  They suggest that periodic face-{}to-{}face be held to focus on process improvement, but if this is not feasible “managers need to make extra efforts to empower virtual teams to deal directly and decisively with process improvement issues” (p. 188).

Gibson and Cohen (2003) suggest virtual team leaders need to engage the group in openly discussing cultural differences and similarities to help develop communication norms.  Thompson’s (2000) work suggests the leader of a virtual team must also play a key role in assessing and balancing team performance levels across the four dimensions: team productivity; team satisfaction; individual growth; and organizational gains.  Pauleen (2004) states that the leader of a virtual team must:  assess team issues, boundaries, organizational policies, resources, and technology; target relationship levels necessary for performance; and develop effective strategies and select and utilize appropriate communication channels.
\section{Conclusions}
\label{207}

Virtual teams must deal with problems that befall face-{}to-{}face teams, along with some unique challenges.  At the same time, they have the potential to realize additional process gains and deliver high-{}quality solutions by bringing together diverse individuals with complementary knowledge without the limitations of physical, organizational or cultural boundaries.

Our competitive environment places a premium on the quality and speed of solutions, and technology is providing increasingly richer collaboration tools – advancing from the telephone and the fax machine to video conferencing and virtual workspaces in a little over a decade.  Organizations that learn to harness the power of virtual teams with these collaborative technologies will gain significant competitive advantage.
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\chapter{Glossary}

\myminitoc
\label{209}

\label{210}
\begin{myenumerate}
\item{} {\bfseries Action oriented.} This is the tendency to act and encourage others to perform. It is a intended effort to make something happen.
\item{} {\bfseries Accountability.} Accountability is entailed by responsibility. Anyone who is responsible is thereby accountable. To be responsible is to accept judgments, acts and omissions (refusals or failures to act) as one\textquotesingle{}s own burden where appropriate, and in whole or in part. Accountability is a state of responsiveness. The readiness or preparedness to give an explanation or justification to relevant others (stakeholders) for one\textquotesingle{}s judgments, intentions, acts and omissions when appropriately called upon to do so.
\item{} {\bfseries Altruism.} The satisfaction that comes from knowing that your responsibilities and work have a beneficial affect on others.
\item{} {\bfseries Ambivert.} One who is not strongly inclined towards the characteristics of an extrovert or introvert.  Rather, an ambivert tends to transition between the two personality types depending on the setting at hand.  In groups and teams an ambivert may assert himself as a leader or vocal group participant or simply take a more quiet or reserved role.
\item{} {\bfseries Autonomy.}  One who values freedom in the work place and dislikes \symbol{34}micromanagment\symbol{34}.
\item{} {\bfseries Belligerent.} When a person is constantly involved in conflict which they have provoked or voluntarily entered.
\item{} {\bfseries Belittle.} Use to make someone or something less important.
\item{} {\bfseries Collaboration.} The willing exchange of diverse and varying ideas, visions, and perspectives with the objective of creating a unique and dynamic idea to better the organization while working together.
\item{} {\bfseries Competency Trap.} Doing the thing we knew worked once, even though it isn\textquotesingle{}t working now.
\item{} {\bfseries Confirmation Trap.} A confirmation trap is the tendency to look for additional information that conforms to our understanding of a situation rather than seeking balanced and unbiased evidence that may be disconfirming.
\item{} {\bfseries Conformity.} is the degree to which members of a group will change their behavior, views and attitudes to fit the views of the group. Sometimes conformity is distinguished by type: compliance, conforming only publicly, but keeping one\textquotesingle{}s own views in private; identification, conforming while a group member, publicly and privately, but not after leaving the group; and internalization, conforming publicly and privately, during and after group membership. Sociologists believe that compliance is conformity that is usually a result of a direct order while internalization is conformity that comes from one\textquotesingle{}s total and utter belief in one\textquotesingle{}s act.
\item{} {\bfseries Consensus with qualification.} When every member of a team discuss a problem or idea and after certain time can\textquotesingle{}t have an agreedment and the final decision is make by a CEO involved.
\item{} {\bfseries Constructive Feedback.} Communication which alerts an individual to an area in which his/her performance could improve. Constructive feedback is not criticism; it is descriptive and should always be directed to the action, not the person.
\item{} {\bfseries Core Competency.} This is working knowledge. It is comprised of our experience to do the job and having the essential problem-{}solving skills needed to overcome obstacles.
\item{} {\bfseries Counterattack.} When we feel that we need to be defensive and fight about something that we believe is important to us.
\item{} {\bfseries Convergent thinking.} Thought process often adopted by groups in which the group brings together similar information focused on finding a single best answer to bring closure to and resulting in feelings of security about a question, discussion or project. Convergent thinking is characterized by the need or intent to find one solution or answer to a problem. In other words, the group \symbol{34}converges\symbol{34} on an answer.
\item{} {\bfseries Cross Functional Team.} A cross-{}functional team consists of a group of people working toward a common goal and made of people with different functional expertise. It could include people from finance, marketing, operations, and human resources departments. Typically it also includes employees from all levels of an organization. Members may also come from outside an organization (in particular, from suppliers, key customers, or consultants).
\item{} {\bfseries Cross-{}functional teams.} It is the team that has the mission to work on specific problem, issue or task with the goal of improve production.
\item{} {\bfseries Culture.} Culture refers to the standards of social interaction, values, and beliefs from a given group of people.  Cultural issues can affect team interactions through different understandings of communication, family, and can appear to be an excuse for preferential treatment.
\item{} {\bfseries Divergent thinking.} Divergent thinking is characterized by the production of as many ideas as possible, avoiding repetition or convergence.
\item{} {\bfseries Diversity.} Team Diversity is the uniqueness of each individual on a team. This should not only include the usual diverse selections such as religion, sex, age, and race, but also additional unique personality characteristics such as introverts and extroverts, liberals and conservatives, etc.
\item{} {\bfseries Dud-{}Person\RefTemplate{any_name02}:} A person on the team who does not have the skills they claimed to have to get on the team, or that their manager thought they had when they were assigned to the team.
\item{} {\bfseries Emotionally Tone-{}Deaf.} Inability to ‘read’ body language signals in others.  Inability to understand how other’s emotions affect their actions/behaviors.
\item{} {\bfseries Empire Builders.} Those to believe that the team that has more members is the one that will win.
\item{} {\bfseries Empowered Team} It is the team that has the rights to plan and put in place any improvements to their process.
\item{} {\bfseries Entrenched.} Something well establish.  Not for changes.
\item{} \myhref{http://en.wikipedia.org/wiki/Extrovert}{Extrovert.} Extroverts tend to be energetic, enthusiastic, action-{}oriented, talkative, assertive, gregarious and unreserved. Therefore, an extroverted person is likely to enjoy time spent with people and find less reward in time spent alone. While extraversion is associated with high levels of warmth, and also with enjoyment of thrills and strong sensations, it is common also for people to have divergent levels of extraversion at this micro or \symbol{34}facet\symbol{34} level of the trait -{} for instance, preferring moderate group-{}sizes, but relishing excitement. They view team meetings as productive and energizing. A venue for essential thought provoking discussions and a place to surcease any problems that may arise.
\item{} {\bfseries Facilitator.} A person whose job it is to make sure that meetings run well and achieve the goal they are seeking.
\item{} {\bfseries Feedback.}  Communication to a person or a team of people regarding the effect their behavior is having on another person, the organization, the customer, or the team.
\item{} {\bfseries Group.} A group is a collection of individuals that are linked by some associational characteristic(s). In organizations, groups can include departments (Accounting, Marketing, etc.) as well as temporary sets of individuals (task forces, cross-{}department groups, etc.)
\item{} {\bfseries Group Contract.} A formal written contract established by a group to eliminate confusion and set a standard for the group\textquotesingle{}s expectations, individual responsibilities, forms of communication, and methods of discipline
\item{} \myhref{http://en.wikipedia.org/wiki/Group\%20polarization}{Group Polarization}. A group taking on the ideas of a single group member, i.e., one liberal talking, soon the whole group is liberal.
\item{} {\bfseries Group Potency.} The spiritual energy of a team. Often referred to the team’s ability to believe in themselves.
\item{} {\bfseries Group success.} Success in groups is hard to define. The most obvious and commonly used measure of success is performance in the task (e.g., productivity). In addition, however, others (notably Hackman, 1986) have suggested the need to incorporate additional dimensions. Hackman suggests two dimensions that must be accounted for, the ability of group members to work together again (viability) and the growth of individuals participating in the team (learning). The ability of group members to work together again attempts to show that, even if a group performs its task well, it is not successful if the relationships between members are destroyed. Similarly, unless the individual growth objectives of group members are met through their participation in a group, the group cannot be considered a complete success. Although this expansion of notions of group success is valuable, the research literature on groups does not have a uniform or universal understanding of what constitutes group success.
\item{} {\bfseries Groupthink.} Process where members of a group start thinking alike and there are less individual ideas and creativity.
\item{} {\bfseries Guided Experience.}  Process by which agencies can tap into the knowledge of their employees by using a coach to expedite the process and create a database of shared insights and knowledge.
\item{} {\bfseries Halo Effect.} The halo effect is our tendency to assume that if one is excellent in some dimensions that will be excel in others even though they are not related in nature.
\item{} {\bfseries Heterogeneous Group.}  The people who join this kind of group usually have differente knowdlege, education, values, etc.  This group usually are very competitive.
\item{} {\bfseries Homogeneous Group.}   The people who join this group have similar experience, feelings, values, etc.  This group usually are very supportive.
\item{} {\bfseries Homosocial reproduction.} The tendency of workplaces to promote according to social identification and individuals moving in the \symbol{34}right\symbol{34} social circles.  For example, in a male-{}oriented workplace, corporate executives and managers may provide greater weight to the activities and interests of other men, thereby favoring them (sometimes unconsciously), giving them greater opportunity and greater access to promotions.
\item{} {\bfseries Infrastructure.} The underlying base or foundation for the group or team.  This could take the form of the various roles within the team/group or the policies and procedures that exist for the team.
\item{} {\bfseries Integration.} The combining efforts of various departments, personnel, and social classes to promote diversity, collaboration and education in a safe and productive environment with the purpose of achieving a higher understanding and knowledge of any particular problem or solution.
\item{} {\bfseries Introvert.} One who\textquotesingle{}s thoughts and interests are directed inwardly rather than outwardly toward others.  In groups and teams introverts may be inclined to take a back seat role rather than assert their opinions or views to the other group members.
\item{} {\bfseries Interface.} A point where certain groups or teams can interact. This could be in the form of a certain person that acts as a liaison for multiple groups, or it could be a medium, such as teleconference or some other technology.
\item{} \myhref{http://en.wikipedia.org/wiki/Ingroup}{In-{}group.} (from Wikipedia) In sociology, an ingroup is a social group towards which an individual feels loyalty and respect, usually due to membership in the group. This loyalty often manifests itself as an ingroup bias. Commonly encountered ingroups include family members, people of the same race or religion, and so on. Research demonstrates that people often privilege ingroup members over outgroup members even when the ingroup has no actual social standing; for instance, a group of people with the same last digit in their social security number.
\item{} {\bfseries Interdependence.} A dynamic of being mutually responsible to and dependent on others. Each unique action is key to overall system success.
\item{} {\bfseries Interpersonal Reflex.} The social phenomenon in which one person\textquotesingle{}s behavior (smiling, complaining, goofing off) can cause others to unconsciously behave similarly. Also called the \symbol{34}Dyadic Effect,\symbol{34} the \symbol{34}Norm of Reciprocity,\symbol{34} and the \symbol{34}Lock-{}in Effect.\symbol{34} (Team 8)
\item{} \myhref{http://en.wikipedia.org/wiki/Leadership}{Leadership.} Skill that somebody has to drive a group or a team. Be the leader mean that other members of the team come to you with questions or because they need somebody to help them when they have a task assigned.  Usually is the person with knowdlege and experience, but some people has a innate leadership.
\item{} {\bfseries Management.} The close and steering direction of a group, often has a more negative connotation than leadership.
\item{} {\bfseries Marginalize}. to place in a position of marginal importance, influence, or power
\item{} {\bfseries Mentoring.}  Mentoring is a supportive learning relationship between a caring individual who shares his/her knowledge, experience and wisdom with another individual who his willing and ready to benefit from this exchange to enrich his/her professional journey.
\item{} {\bfseries Meritocrats.} Individuals that feel emotion, but do not believe that emotion should play a part in making decisions.  These people have problems functioning because they do not understand the motivations that drive other’s decision making processes.
\item{} {\bfseries Mindguarding.} Symptom of groupthink in which an individual or individuals in a group appoint themselves to the role of protecting the group from adverse information or disturbing ideas that might threaten group complacency.
\item{} {\bfseries Motivate.} To provide someone with an incentive to do something;  proper incentives should outweigh actions required to achieve incentives, although it is not required.
\item{} {\bfseries Newcomer.} A newcomer is an individual who has recently joined the group, a newby. A newcomer joins the group for a variety of reasons, including the need of the group for greater work capacity (in volume, skill, or knowledge) and the need of the individual to accomplish his or her own goals.
\item{} {\bfseries Openness.} Be able to discuss an issue, a problem or situation with a peer, relative or superior and be honest and open about what we think and our feelings.
\item{} {\bfseries Organizational design.} It is the way a office, group or company is structured and presented to all the employees and public in general. Employees will know to what area they belong and to who they have to report.
\item{} {\bfseries Organizational politics.} The desire of those within an organization to further their own interests rather than achieving a collective goal.
\item{} \myhref{http://en.wikipedia.org/wiki/Outgroup\%20\%28sociology\%29}{Out-{}group} (from Wikipedia) In sociology, an outgroup is a social group towards which an individual feels contempt, opposition, or a desire to compete. Members of outgroups may be subject to outgroup homogeneity biases, and generally people tend to privilege ingroup members over outgroup members in many situations.
\item{} {\bfseries Passive Conspiracy.}A way of avoiding confrontation by dysfunction. It is an evolved group norm and results in an agreement to accept the condition rather than deal with it openly.
\item{} {\bfseries Peacekeeper.} Person who avoids conflict at all cost, to the point of detrimental behavior.
\item{} {\bfseries Peacemaker.} Recognize conflict; attempt to resolve rather than avoid.
\item{} {\bfseries Personal agendas.} A dysfunctional group dynamic that undermines the group objectives.  Occur when the natural process of jockeying for a position of status within the group progresses into individual members of the group becoming overly preoccupied with personal concerns and position within the group.
\item{} {\bfseries Positive Feedback.}  Communication which involves telling someone about their good performance. Make this feedback timely, specific, and frequent.
\item{} {\bfseries Primacy.} Primacy is the tendency to form judgements and images of people based solely on the first impression and interaction.
\item{} {\bfseries Process Loss.}
\item{} {\bfseries Projection.} Process where we see our own psychology reflected in others.  You assume that others have the same motivations and responses as you do.
\item{} {\bfseries Project Team.} Are individuals working together who share a common goal that is achieved through the application of various combined skills.  Common goals are essential to success, but the team unity should not be taken for granted.
\item{} {\bfseries Race.}Race is defined as a group of people, often of a common geographic origin, that share genetically transmitted physical characteristics.  Racism is the belief that these inherited characteristics affect an individual’s behavior or abilities.
\item{} \myhref{http://en.wikipedia.org/wiki/Risky\%20shift}{Risky Shift} A special case of group polarization, also rooted in groupthink, in which group discussions lead members to adjust their positions to a more cautious or more risky position from the one they held in advance of the discussion.  For instance, in a group of individuals that are cautious, a group decision is likely to be even more cautious than the individual positions would suggest once risky shift takes place.
\item{} {\bfseries Self-{}corrective.} This is a term used in relationships in which all parties involved commit to making changes that will improve the relationship.
\item{} {\bfseries Self-{}directed teams} It is the team that is responsible for supervisory responsibilities.
\item{} {\bfseries Self-{}motivated individual.} An person who requires little external motivation from the team leader.
\item{} {\bfseries Self-{}Serving Bias.} When people are more likely to claim responsibility for successes than failures. Manifests itself as a tendency for people to evaluate ambiguous information in a way beneficial to their interests.  Self-{}serving bias also results in a statistical bias resulting from people thinking that they perform better than average in areas important to their self esteem.3
\item{} {\bfseries Social biases.} Social biases are “shortcuts” that we, as individuals, use to make sense of the world. As people, we make systematic mistakes in the way we see the world. Social Psychology and other disciplines have worked to identify those biases and to understand how they can affect our behavior in social situations. Social biases are always related to the way in which we see and/or understand other people and their actions. They are broad, involving everything from how we form and use first impressions of others, to how we construct histories and motivations for the actions of others.
\item{} {\bfseries Social Loafing.}The tendency of individual group members to reduce their work effort as groups increase in size as displayed by the inclination to \symbol{34}goof off\symbol{34} when performance is needed in a group, miss meetings, show up late, or fail to start or complete individual tasks.
\item{} {\bfseries Social processes.} A social process is present in any situation where an individual is relating him-{} or herself to others. Social cognition, for instance, is present when an individual makes decisions on the basis of thinking of social categories or social interactions. Another type of social process is social interaction, where an individual actively interacts with one or more other individuals. Conversations and meetings are both examples of social interactions.
\item{} {\bfseries Soft Skills.} A set of skills that influence how we interact with each other. It includes such abilities as effective communication, creativity, analytical thinking, diplomacy, flexibility, change-{}readiness, and problem solving, leadership, team building, and listening skills.
\item{} {\bfseries Stagnate.} When something stops improving.  Also used when a plan is not developing anymore.
\item{} \myhref{http://en.wikipedia.org/wiki/Stereotype}{Stereotype} (from Wikipedia). We build stereotypes to simplify the world by putting people into categories, and then fitting individuals into the stereotype of that category.  For example, if doctors are all X, and you are a doctor, then you must also be X.  Stereotypes are beliefs that all members of specific groups share similar traits and are likely to behave in the same way.  In most cases, the characteristics described by a stereotype tend to be negative (e.g., all engineers are eggheads who can’t relate to people), although occasionally stereotypes involve positive attributes (e.g., accountants are very careful and precise).  The problem is that individuals never conform to an exact stereotype, given that individual differences outweigh similarities with others in a group.
\item{} {\bfseries Strategy.} A plan of action resulting from strategy or intended to accomplish a specific goal. The art or skill of using stratagems in endeavors such as politics and business.
\item{} {\bfseries Superordinate Goal.} Goal for the team, that takes precedence over each team member’s individual goal.
\item{} {\bfseries Supportive.} Used specially in teams. Be a good member of the team, help each other and always looking for ways to help other members of the team to succeed.
\item{} {\bfseries Synergy.}
\item{} {\bfseries Tangled.} When a situation, problem or issue is confusing or complicated.
\item{} {\bfseries Team Contract.} A team document that clearly and specifically outlines the expectations for  performance, productivity, quality and quantity of work, and efficiency for each team member.
\item{} \myhref{http://en.wikipedia.org/wiki/Team}{Team} (from Wikipedia)
\item{} {\bfseries teamwork} When two or more people get together to achieve a specific goal. The succeed of the team is responsibility of all members.
\item{} {\bfseries Veteran.} A veteran in a group is an individual who has longer tenure within the group, who has a history with other members in the group context. 	
\item{} \myhref{http://en.wikipedia.org/wiki/Virtual\%20team}{Virtual Team} (from Wikipedia). A Virtual Team is a group of individuals who work across time, space, and organizational boundaries with links strengthened by webs of communication technology. Like other teams, they have complementary skills and are committed to a common purpose, have interdependent performance goals, and share an approach to work for which they hold themselves mutually accountable. Geographically dispersed teams allow organizations to hire and retain the best people regardless of location.
\end{myenumerate}
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This book is organized around questions related to topics on the management of groups and teams. In this page, we want to list questions that would be relevant to the topic, to eventually formulate answers for them and incorporate them into the main body of the book. 

Feel free to add questions to this list, and to reorganize them or group them together if you see common threads. As the questions are refined, they will be easier to answer.
\section{{\bfseries For Future Study}}
\label{217}\subsection{Committment}
\label{218}
\begin{myitemize}
\item{} How can different levels of commitment be avoided during the selection process?
\item{} Is it necessary for all team members to be equally committed to a project?
\item{} If large disparities exist, how can these be addressed?
\item{} How should the team deal with members who are not committed?
\item{} How should the team deal with members who have taken on more than their share?
\end{myitemize}

\subsection{Selection}
\label{219}
\begin{myitemize}
\item{} How can teams change membership composition without disrupting the remaining members?
\item{} Are some personalities simply unsuited for teamwork?
\end{myitemize}

\subsection{Effective Use of Time and Resources}
\label{220}
\begin{myitemize}
\item{} What should the team and its members do when the tasks seem to be a waste of time?
\item{} What should the team do when its mission and goals are ambigous?
\item{} How can the team choose an effective course of action when there are varying opinions on what to do?
\item{} What can team members do when meetings are ineffective or confrontational?
\item{} When should team members be flexible and when should they stick to their guns?
\item{} How can team members choose effective task orders, assignments, etc.?
\item{} What are some hallmarks of ineffective plans and how can these be avoided?
\item{} What makes for effective time management?
\item{} How can delegation be used effectively?
\end{myitemize}

\subsection{Team Culture}
\label{221}
\begin{myitemize}
\item{} How is team culture established?
\item{} How can remote and isolated team members become acculturated?
\item{} Is/should culture be established at the outset? Can culture be changed later on?
\end{myitemize}

\subsection{Social Graces}
\label{222}
\begin{myitemize}
\item{} What are the key social graces all team members should have?
\item{} What social criteria are important when selecting members?
\item{} What can teams do when members lack proper social graces?
\end{myitemize}

\subsection{Knowledge Differences Among Team Members}
\label{223}
\begin{myitemize}
\item{} How can teams deal with members who have different technical aptitudes?
\item{} What are the conflicting dynamics between older members who have experience, but may lack the technical knowledge of younger members?
\item{} Do varying levels of technical knowlege result in power inequalities?
\item{} How can members communicate effectively in light of knowledge asymmetries?
\item{} What can be done to avoid communication breakdowns?
\end{myitemize}

\subsection{Leadership}
\label{224}
\begin{myitemize}
\item{} What should team members do if the leaders motivations are political and do not have the teams best interest at heart?
\item{} Should team members ask a leader to step down if they have lost confidence in him or her?
\item{} What should a leader do if team members are losing confidence in him or her?
\item{} How can leaders encourage healthy communication?
\item{} What should people do when their role changes from team member to team leader?
\item{} How can leaders remain objective?  Should leaders always be objective?
\item{} Do different organizations require different leadership styles -{}-{} eg. government, military, academia etc.?
\item{} In a leaderless team, how can one effectively assume the role of the leader?
\end{myitemize}

\subsection{Diversity in Teams}
\label{225}
\begin{myitemize}
\item{} What cultural differences should team members be aware of?
\item{} How can team members ensure that cultural or political differences to not inhibit performance?
\end{myitemize}
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\section {GNU GENERAL PUBLIC LICENSE}
\begin{multicols}{4}

Version 3, 29 June 2007

Copyright © 2007 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license document, but changing it is not allowed.
Preamble

The GNU General Public License is a free, copyleft license for software and other kinds of works.

The licenses for most software and other practical works are designed to take away your freedom to share and change the works. By contrast, the GNU General Public License is intended to guarantee your freedom to share and change all versions of a program--to make sure it remains free software for all its users. We, the Free Software Foundation, use the GNU General Public License for most of our software; it applies also to any other work released this way by its authors. You can apply it to your programs, too.

When we speak of free software, we are referring to freedom, not price. Our General Public Licenses are designed to make sure that you have the freedom to distribute copies of free software (and charge for them if you wish), that you receive source code or can get it if you want it, that you can change the software or use pieces of it in new free programs, and that you know you can do these things.

To protect your rights, we need to prevent others from denying you these rights or asking you to surrender the rights. Therefore, you have certain responsibilities if you distribute copies of the software, or if you modify it: responsibilities to respect the freedom of others.

For example, if you distribute copies of such a program, whether gratis or for a fee, you must pass on to the recipients the same freedoms that you received. You must make sure that they, too, receive or can get the source code. And you must show them these terms so they know their rights.

Developers that use the GNU GPL protect your rights with two steps: (1) assert copyright on the software, and (2) offer you this License giving you legal permission to copy, distribute and/or modify it.

For the developers' and authors' protection, the GPL clearly explains that there is no warranty for this free software. For both users' and authors' sake, the GPL requires that modified versions be marked as changed, so that their problems will not be attributed erroneously to authors of previous versions.

Some devices are designed to deny users access to install or run modified versions of the software inside them, although the manufacturer can do so. This is fundamentally incompatible with the aim of protecting users' freedom to change the software. The systematic pattern of such abuse occurs in the area of products for individuals to use, which is precisely where it is most unacceptable. Therefore, we have designed this version of the GPL to prohibit the practice for those products. If such problems arise substantially in other domains, we stand ready to extend this provision to those domains in future versions of the GPL, as needed to protect the freedom of users.

Finally, every program is threatened constantly by software patents. States should not allow patents to restrict development and use of software on general-purpose computers, but in those that do, we wish to avoid the special danger that patents applied to a free program could make it effectively proprietary. To prevent this, the GPL assures that patents cannot be used to render the program non-free.

The precise terms and conditions for copying, distribution and modification follow.
TERMS AND CONDITIONS
0. Definitions.

“This License” refers to version 3 of the GNU General Public License.

“Copyright” also means copyright-like laws that apply to other kinds of works, such as semiconductor masks.

“The Program” refers to any copyrightable work licensed under this License. Each licensee is addressed as “you”. “Licensees” and “recipients” may be individuals or organizations.

To “modify” a work means to copy from or adapt all or part of the work in a fashion requiring copyright permission, other than the making of an exact copy. The resulting work is called a “modified version” of the earlier work or a work “based on” the earlier work.

A “covered work” means either the unmodified Program or a work based on the Program.

To “propagate” a work means to do anything with it that, without permission, would make you directly or secondarily liable for infringement under applicable copyright law, except executing it on a computer or modifying a private copy. Propagation includes copying, distribution (with or without modification), making available to the public, and in some countries other activities as well.

To “convey” a work means any kind of propagation that enables other parties to make or receive copies. Mere interaction with a user through a computer network, with no transfer of a copy, is not conveying.

An interactive user interface displays “Appropriate Legal Notices” to the extent that it includes a convenient and prominently visible feature that (1) displays an appropriate copyright notice, and (2) tells the user that there is no warranty for the work (except to the extent that warranties are provided), that licensees may convey the work under this License, and how to view a copy of this License. If the interface presents a list of user commands or options, such as a menu, a prominent item in the list meets this criterion.
1. Source Code.

The “source code” for a work means the preferred form of the work for making modifications to it. “Object code” means any non-source form of a work.

A “Standard Interface” means an interface that either is an official standard defined by a recognized standards body, or, in the case of interfaces specified for a particular programming language, one that is widely used among developers working in that language.

The “System Libraries” of an executable work include anything, other than the work as a whole, that (a) is included in the normal form of packaging a Major Component, but which is not part of that Major Component, and (b) serves only to enable use of the work with that Major Component, or to implement a Standard Interface for which an implementation is available to the public in source code form. A “Major Component”, in this context, means a major essential component (kernel, window system, and so on) of the specific operating system (if any) on which the executable work runs, or a compiler used to produce the work, or an object code interpreter used to run it.

The “Corresponding Source” for a work in object code form means all the source code needed to generate, install, and (for an executable work) run the object code and to modify the work, including scripts to control those activities. However, it does not include the work's System Libraries, or general-purpose tools or generally available free programs which are used unmodified in performing those activities but which are not part of the work. For example, Corresponding Source includes interface definition files associated with source files for the work, and the source code for shared libraries and dynamically linked subprograms that the work is specifically designed to require, such as by intimate data communication or control flow between those subprograms and other parts of the work.

The Corresponding Source need not include anything that users can regenerate automatically from other parts of the Corresponding Source.

The Corresponding Source for a work in source code form is that same work.
2. Basic Permissions.

All rights granted under this License are granted for the term of copyright on the Program, and are irrevocable provided the stated conditions are met. This License explicitly affirms your unlimited permission to run the unmodified Program. The output from running a covered work is covered by this License only if the output, given its content, constitutes a covered work. This License acknowledges your rights of fair use or other equivalent, as provided by copyright law.

You may make, run and propagate covered works that you do not convey, without conditions so long as your license otherwise remains in force. You may convey covered works to others for the sole purpose of having them make modifications exclusively for you, or provide you with facilities for running those works, provided that you comply with the terms of this License in conveying all material for which you do not control copyright. Those thus making or running the covered works for you must do so exclusively on your behalf, under your direction and control, on terms that prohibit them from making any copies of your copyrighted material outside their relationship with you.

Conveying under any other circumstances is permitted solely under the conditions stated below. Sublicensing is not allowed; section 10 makes it unnecessary.
3. Protecting Users' Legal Rights From Anti-Circumvention Law.

No covered work shall be deemed part of an effective technological measure under any applicable law fulfilling obligations under article 11 of the WIPO copyright treaty adopted on 20 December 1996, or similar laws prohibiting or restricting circumvention of such measures.

When you convey a covered work, you waive any legal power to forbid circumvention of technological measures to the extent such circumvention is effected by exercising rights under this License with respect to the covered work, and you disclaim any intention to limit operation or modification of the work as a means of enforcing, against the work's users, your or third parties' legal rights to forbid circumvention of technological measures.
4. Conveying Verbatim Copies.

You may convey verbatim copies of the Program's source code as you receive it, in any medium, provided that you conspicuously and appropriately publish on each copy an appropriate copyright notice; keep intact all notices stating that this License and any non-permissive terms added in accord with section 7 apply to the code; keep intact all notices of the absence of any warranty; and give all recipients a copy of this License along with the Program.

You may charge any price or no price for each copy that you convey, and you may offer support or warranty protection for a fee.
5. Conveying Modified Source Versions.

You may convey a work based on the Program, or the modifications to produce it from the Program, in the form of source code under the terms of section 4, provided that you also meet all of these conditions:

    * a) The work must carry prominent notices stating that you modified it, and giving a relevant date.
    * b) The work must carry prominent notices stating that it is released under this License and any conditions added under section 7. This requirement modifies the requirement in section 4 to “keep intact all notices”.
    * c) You must license the entire work, as a whole, under this License to anyone who comes into possession of a copy. This License will therefore apply, along with any applicable section 7 additional terms, to the whole of the work, and all its parts, regardless of how they are packaged. This License gives no permission to license the work in any other way, but it does not invalidate such permission if you have separately received it.
    * d) If the work has interactive user interfaces, each must display Appropriate Legal Notices; however, if the Program has interactive interfaces that do not display Appropriate Legal Notices, your work need not make them do so.

A compilation of a covered work with other separate and independent works, which are not by their nature extensions of the covered work, and which are not combined with it such as to form a larger program, in or on a volume of a storage or distribution medium, is called an “aggregate” if the compilation and its resulting copyright are not used to limit the access or legal rights of the compilation's users beyond what the individual works permit. Inclusion of a covered work in an aggregate does not cause this License to apply to the other parts of the aggregate.
6. Conveying Non-Source Forms.

You may convey a covered work in object code form under the terms of sections 4 and 5, provided that you also convey the machine-readable Corresponding Source under the terms of this License, in one of these ways:

    * a) Convey the object code in, or embodied in, a physical product (including a physical distribution medium), accompanied by the Corresponding Source fixed on a durable physical medium customarily used for software interchange.
    * b) Convey the object code in, or embodied in, a physical product (including a physical distribution medium), accompanied by a written offer, valid for at least three years and valid for as long as you offer spare parts or customer support for that product model, to give anyone who possesses the object code either (1) a copy of the Corresponding Source for all the software in the product that is covered by this License, on a durable physical medium customarily used for software interchange, for a price no more than your reasonable cost of physically performing this conveying of source, or (2) access to copy the Corresponding Source from a network server at no charge.
    * c) Convey individual copies of the object code with a copy of the written offer to provide the Corresponding Source. This alternative is allowed only occasionally and noncommercially, and only if you received the object code with such an offer, in accord with subsection 6b.
    * d) Convey the object code by offering access from a designated place (gratis or for a charge), and offer equivalent access to the Corresponding Source in the same way through the same place at no further charge. You need not require recipients to copy the Corresponding Source along with the object code. If the place to copy the object code is a network server, the Corresponding Source may be on a different server (operated by you or a third party) that supports equivalent copying facilities, provided you maintain clear directions next to the object code saying where to find the Corresponding Source. Regardless of what server hosts the Corresponding Source, you remain obligated to ensure that it is available for as long as needed to satisfy these requirements.
    * e) Convey the object code using peer-to-peer transmission, provided you inform other peers where the object code and Corresponding Source of the work are being offered to the general public at no charge under subsection 6d.

A separable portion of the object code, whose source code is excluded from the Corresponding Source as a System Library, need not be included in conveying the object code work.

A “User Product” is either (1) a “consumer product”, which means any tangible personal property which is normally used for personal, family, or household purposes, or (2) anything designed or sold for incorporation into a dwelling. In determining whether a product is a consumer product, doubtful cases shall be resolved in favor of coverage. For a particular product received by a particular user, “normally used” refers to a typical or common use of that class of product, regardless of the status of the particular user or of the way in which the particular user actually uses, or expects or is expected to use, the product. A product is a consumer product regardless of whether the product has substantial commercial, industrial or non-consumer uses, unless such uses represent the only significant mode of use of the product.

“Installation Information” for a User Product means any methods, procedures, authorization keys, or other information required to install and execute modified versions of a covered work in that User Product from a modified version of its Corresponding Source. The information must suffice to ensure that the continued functioning of the modified object code is in no case prevented or interfered with solely because modification has been made.

If you convey an object code work under this section in, or with, or specifically for use in, a User Product, and the conveying occurs as part of a transaction in which the right of possession and use of the User Product is transferred to the recipient in perpetuity or for a fixed term (regardless of how the transaction is characterized), the Corresponding Source conveyed under this section must be accompanied by the Installation Information. But this requirement does not apply if neither you nor any third party retains the ability to install modified object code on the User Product (for example, the work has been installed in ROM).

The requirement to provide Installation Information does not include a requirement to continue to provide support service, warranty, or updates for a work that has been modified or installed by the recipient, or for the User Product in which it has been modified or installed. Access to a network may be denied when the modification itself materially and adversely affects the operation of the network or violates the rules and protocols for communication across the network.

Corresponding Source conveyed, and Installation Information provided, in accord with this section must be in a format that is publicly documented (and with an implementation available to the public in source code form), and must require no special password or key for unpacking, reading or copying.
7. Additional Terms.

“Additional permissions” are terms that supplement the terms of this License by making exceptions from one or more of its conditions. Additional permissions that are applicable to the entire Program shall be treated as though they were included in this License, to the extent that they are valid under applicable law. If additional permissions apply only to part of the Program, that part may be used separately under those permissions, but the entire Program remains governed by this License without regard to the additional permissions.

When you convey a copy of a covered work, you may at your option remove any additional permissions from that copy, or from any part of it. (Additional permissions may be written to require their own removal in certain cases when you modify the work.) You may place additional permissions on material, added by you to a covered work, for which you have or can give appropriate copyright permission.

Notwithstanding any other provision of this License, for material you add to a covered work, you may (if authorized by the copyright holders of that material) supplement the terms of this License with terms:

    * a) Disclaiming warranty or limiting liability differently from the terms of sections 15 and 16 of this License; or
    * b) Requiring preservation of specified reasonable legal notices or author attributions in that material or in the Appropriate Legal Notices displayed by works containing it; or
    * c) Prohibiting misrepresentation of the origin of that material, or requiring that modified versions of such material be marked in reasonable ways as different from the original version; or
    * d) Limiting the use for publicity purposes of names of licensors or authors of the material; or
    * e) Declining to grant rights under trademark law for use of some trade names, trademarks, or service marks; or
    * f) Requiring indemnification of licensors and authors of that material by anyone who conveys the material (or modified versions of it) with contractual assumptions of liability to the recipient, for any liability that these contractual assumptions directly impose on those licensors and authors.

All other non-permissive additional terms are considered “further restrictions” within the meaning of section 10. If the Program as you received it, or any part of it, contains a notice stating that it is governed by this License along with a term that is a further restriction, you may remove that term. If a license document contains a further restriction but permits relicensing or conveying under this License, you may add to a covered work material governed by the terms of that license document, provided that the further restriction does not survive such relicensing or conveying.

If you add terms to a covered work in accord with this section, you must place, in the relevant source files, a statement of the additional terms that apply to those files, or a notice indicating where to find the applicable terms.

Additional terms, permissive or non-permissive, may be stated in the form of a separately written license, or stated as exceptions; the above requirements apply either way.
8. Termination.

You may not propagate or modify a covered work except as expressly provided under this License. Any attempt otherwise to propagate or modify it is void, and will automatically terminate your rights under this License (including any patent licenses granted under the third paragraph of section 11).

However, if you cease all violation of this License, then your license from a particular copyright holder is reinstated (a) provisionally, unless and until the copyright holder explicitly and finally terminates your license, and (b) permanently, if the copyright holder fails to notify you of the violation by some reasonable means prior to 60 days after the cessation.

Moreover, your license from a particular copyright holder is reinstated permanently if the copyright holder notifies you of the violation by some reasonable means, this is the first time you have received notice of violation of this License (for any work) from that copyright holder, and you cure the violation prior to 30 days after your receipt of the notice.

Termination of your rights under this section does not terminate the licenses of parties who have received copies or rights from you under this License. If your rights have been terminated and not permanently reinstated, you do not qualify to receive new licenses for the same material under section 10.
9. Acceptance Not Required for Having Copies.

You are not required to accept this License in order to receive or run a copy of the Program. Ancillary propagation of a covered work occurring solely as a consequence of using peer-to-peer transmission to receive a copy likewise does not require acceptance. However, nothing other than this License grants you permission to propagate or modify any covered work. These actions infringe copyright if you do not accept this License. Therefore, by modifying or propagating a covered work, you indicate your acceptance of this License to do so.
10. Automatic Licensing of Downstream Recipients.

Each time you convey a covered work, the recipient automatically receives a license from the original licensors, to run, modify and propagate that work, subject to this License. You are not responsible for enforcing compliance by third parties with this License.

An “entity transaction” is a transaction transferring control of an organization, or substantially all assets of one, or subdividing an organization, or merging organizations. If propagation of a covered work results from an entity transaction, each party to that transaction who receives a copy of the work also receives whatever licenses to the work the party's predecessor in interest had or could give under the previous paragraph, plus a right to possession of the Corresponding Source of the work from the predecessor in interest, if the predecessor has it or can get it with reasonable efforts.

You may not impose any further restrictions on the exercise of the rights granted or affirmed under this License. For example, you may not impose a license fee, royalty, or other charge for exercise of rights granted under this License, and you may not initiate litigation (including a cross-claim or counterclaim in a lawsuit) alleging that any patent claim is infringed by making, using, selling, offering for sale, or importing the Program or any portion of it.
11. Patents.

A “contributor” is a copyright holder who authorizes use under this License of the Program or a work on which the Program is based. The work thus licensed is called the contributor's “contributor version”.

A contributor's “essential patent claims” are all patent claims owned or controlled by the contributor, whether already acquired or hereafter acquired, that would be infringed by some manner, permitted by this License, of making, using, or selling its contributor version, but do not include claims that would be infringed only as a consequence of further modification of the contributor version. For purposes of this definition, “control” includes the right to grant patent sublicenses in a manner consistent with the requirements of this License.

Each contributor grants you a non-exclusive, worldwide, royalty-free patent license under the contributor's essential patent claims, to make, use, sell, offer for sale, import and otherwise run, modify and propagate the contents of its contributor version.

In the following three paragraphs, a “patent license” is any express agreement or commitment, however denominated, not to enforce a patent (such as an express permission to practice a patent or covenant not to sue for patent infringement). To “grant” such a patent license to a party means to make such an agreement or commitment not to enforce a patent against the party.

If you convey a covered work, knowingly relying on a patent license, and the Corresponding Source of the work is not available for anyone to copy, free of charge and under the terms of this License, through a publicly available network server or other readily accessible means, then you must either (1) cause the Corresponding Source to be so available, or (2) arrange to deprive yourself of the benefit of the patent license for this particular work, or (3) arrange, in a manner consistent with the requirements of this License, to extend the patent license to downstream recipients. “Knowingly relying” means you have actual knowledge that, but for the patent license, your conveying the covered work in a country, or your recipient's use of the covered work in a country, would infringe one or more identifiable patents in that country that you have reason to believe are valid.

If, pursuant to or in connection with a single transaction or arrangement, you convey, or propagate by procuring conveyance of, a covered work, and grant a patent license to some of the parties receiving the covered work authorizing them to use, propagate, modify or convey a specific copy of the covered work, then the patent license you grant is automatically extended to all recipients of the covered work and works based on it.

A patent license is “discriminatory” if it does not include within the scope of its coverage, prohibits the exercise of, or is conditioned on the non-exercise of one or more of the rights that are specifically granted under this License. You may not convey a covered work if you are a party to an arrangement with a third party that is in the business of distributing software, under which you make payment to the third party based on the extent of your activity of conveying the work, and under which the third party grants, to any of the parties who would receive the covered work from you, a discriminatory patent license (a) in connection with copies of the covered work conveyed by you (or copies made from those copies), or (b) primarily for and in connection with specific products or compilations that contain the covered work, unless you entered into that arrangement, or that patent license was granted, prior to 28 March 2007.

Nothing in this License shall be construed as excluding or limiting any implied license or other defenses to infringement that may otherwise be available to you under applicable patent law.
12. No Surrender of Others' Freedom.

If conditions are imposed on you (whether by court order, agreement or otherwise) that contradict the conditions of this License, they do not excuse you from the conditions of this License. If you cannot convey a covered work so as to satisfy simultaneously your obligations under this License and any other pertinent obligations, then as a consequence you may not convey it at all. For example, if you agree to terms that obligate you to collect a royalty for further conveying from those to whom you convey the Program, the only way you could satisfy both those terms and this License would be to refrain entirely from conveying the Program.
13. Use with the GNU Affero General Public License.

Notwithstanding any other provision of this License, you have permission to link or combine any covered work with a work licensed under version 3 of the GNU Affero General Public License into a single combined work, and to convey the resulting work. The terms of this License will continue to apply to the part which is the covered work, but the special requirements of the GNU Affero General Public License, section 13, concerning interaction through a network will apply to the combination as such.
14. Revised Versions of this License.

The Free Software Foundation may publish revised and/or new versions of the GNU General Public License from time to time. Such new versions will be similar in spirit to the present version, but may differ in detail to address new problems or concerns.

Each version is given a distinguishing version number. If the Program specifies that a certain numbered version of the GNU General Public License “or any later version” applies to it, you have the option of following the terms and conditions either of that numbered version or of any later version published by the Free Software Foundation. If the Program does not specify a version number of the GNU General Public License, you may choose any version ever published by the Free Software Foundation.

If the Program specifies that a proxy can decide which future versions of the GNU General Public License can be used, that proxy's public statement of acceptance of a version permanently authorizes you to choose that version for the Program.

Later license versions may give you additional or different permissions. However, no additional obligations are imposed on any author or copyright holder as a result of your choosing to follow a later version.
15. Disclaimer of Warranty.

THERE IS NO WARRANTY FOR THE PROGRAM, TO THE EXTENT PERMITTED BY APPLICABLE LAW. EXCEPT WHEN OTHERWISE STATED IN WRITING THE COPYRIGHT HOLDERS AND/OR OTHER PARTIES PROVIDE THE PROGRAM “AS IS” WITHOUT WARRANTY OF ANY KIND, EITHER EXPRESSED OR IMPLIED, INCLUDING, BUT NOT LIMITED TO, THE IMPLIED WARRANTIES OF MERCHANTABILITY AND FITNESS FOR A PARTICULAR PURPOSE. THE ENTIRE RISK AS TO THE QUALITY AND PERFORMANCE OF THE PROGRAM IS WITH YOU. SHOULD THE PROGRAM PROVE DEFECTIVE, YOU ASSUME THE COST OF ALL NECESSARY SERVICING, REPAIR OR CORRECTION.
16. Limitation of Liability.

IN NO EVENT UNLESS REQUIRED BY APPLICABLE LAW OR AGREED TO IN WRITING WILL ANY COPYRIGHT HOLDER, OR ANY OTHER PARTY WHO MODIFIES AND/OR CONVEYS THE PROGRAM AS PERMITTED ABOVE, BE LIABLE TO YOU FOR DAMAGES, INCLUDING ANY GENERAL, SPECIAL, INCIDENTAL OR CONSEQUENTIAL DAMAGES ARISING OUT OF THE USE OR INABILITY TO USE THE PROGRAM (INCLUDING BUT NOT LIMITED TO LOSS OF DATA OR DATA BEING RENDERED INACCURATE OR LOSSES SUSTAINED BY YOU OR THIRD PARTIES OR A FAILURE OF THE PROGRAM TO OPERATE WITH ANY OTHER PROGRAMS), EVEN IF SUCH HOLDER OR OTHER PARTY HAS BEEN ADVISED OF THE POSSIBILITY OF SUCH DAMAGES.
17. Interpretation of Sections 15 and 16.

If the disclaimer of warranty and limitation of liability provided above cannot be given local legal effect according to their terms, reviewing courts shall apply local law that most closely approximates an absolute waiver of all civil liability in connection with the Program, unless a warranty or assumption of liability accompanies a copy of the Program in return for a fee.

END OF TERMS AND CONDITIONS
How to Apply These Terms to Your New Programs

If you develop a new program, and you want it to be of the greatest possible use to the public, the best way to achieve this is to make it free software which everyone can redistribute and change under these terms.

To do so, attach the following notices to the program. It is safest to attach them to the start of each source file to most effectively state the exclusion of warranty; and each file should have at least the “copyright” line and a pointer to where the full notice is found.

    <one line to give the program's name and a brief idea of what it does.>
    Copyright (C) <year>  <name of author>

    This program is free software: you can redistribute it and/or modify
    it under the terms of the GNU General Public License as published by
    the Free Software Foundation, either version 3 of the License, or
    (at your option) any later version.

    This program is distributed in the hope that it will be useful,
    but WITHOUT ANY WARRANTY; without even the implied warranty of
    MERCHANTABILITY or FITNESS FOR A PARTICULAR PURPOSE.  See the
    GNU General Public License for more details.

    You should have received a copy of the GNU General Public License
    along with this program.  If not, see <http://www.gnu.org/licenses/>.

Also add information on how to contact you by electronic and paper mail.

If the program does terminal interaction, make it output a short notice like this when it starts in an interactive mode:

    <program>  Copyright (C) <year>  <name of author>
    This program comes with ABSOLUTELY NO WARRANTY; for details type `show w'.
    This is free software, and you are welcome to redistribute it
    under certain conditions; type `show c' for details.

The hypothetical commands `show w' and `show c' should show the appropriate parts of the General Public License. Of course, your program's commands might be different; for a GUI interface, you would use an “about box”.

You should also get your employer (if you work as a programmer) or school, if any, to sign a “copyright disclaimer” for the program, if necessary. For more information on this, and how to apply and follow the GNU GPL, see <http://www.gnu.org/licenses/>.

The GNU General Public License does not permit incorporating your program into proprietary programs. If your program is a subroutine library, you may consider it more useful to permit linking proprietary applications with the library. If this is what you want to do, use the GNU Lesser General Public License instead of this License. But first, please read <http://www.gnu.org/philosophy/why-not-lgpl.html>.
\end{multicols}

\section{GNU Free Documentation License}
\begin{multicols}{4}

Version 1.3, 3 November 2008

Copyright © 2000, 2001, 2002, 2007, 2008 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license document, but changing it is not allowed.
0. PREAMBLE

The purpose of this License is to make a manual, textbook, or other functional and useful document "free" in the sense of freedom: to assure everyone the effective freedom to copy and redistribute it, with or without modifying it, either commercially or noncommercially. Secondarily, this License preserves for the author and publisher a way to get credit for their work, while not being considered responsible for modifications made by others.

This License is a kind of "copyleft", which means that derivative works of the document must themselves be free in the same sense. It complements the GNU General Public License, which is a copyleft license designed for free software.

We have designed this License in order to use it for manuals for free software, because free software needs free documentation: a free program should come with manuals providing the same freedoms that the software does. But this License is not limited to software manuals; it can be used for any textual work, regardless of subject matter or whether it is published as a printed book. We recommend this License principally for works whose purpose is instruction or reference.
1. APPLICABILITY AND DEFINITIONS

This License applies to any manual or other work, in any medium, that contains a notice placed by the copyright holder saying it can be distributed under the terms of this License. Such a notice grants a world-wide, royalty-free license, unlimited in duration, to use that work under the conditions stated herein. The "Document", below, refers to any such manual or work. Any member of the public is a licensee, and is addressed as "you". You accept the license if you copy, modify or distribute the work in a way requiring permission under copyright law.

A "Modified Version" of the Document means any work containing the Document or a portion of it, either copied verbatim, or with modifications and/or translated into another language.

A "Secondary Section" is a named appendix or a front-matter section of the Document that deals exclusively with the relationship of the publishers or authors of the Document to the Document's overall subject (or to related matters) and contains nothing that could fall directly within that overall subject. (Thus, if the Document is in part a textbook of mathematics, a Secondary Section may not explain any mathematics.) The relationship could be a matter of historical connection with the subject or with related matters, or of legal, commercial, philosophical, ethical or political position regarding them.

The "Invariant Sections" are certain Secondary Sections whose titles are designated, as being those of Invariant Sections, in the notice that says that the Document is released under this License. If a section does not fit the above definition of Secondary then it is not allowed to be designated as Invariant. The Document may contain zero Invariant Sections. If the Document does not identify any Invariant Sections then there are none.

The "Cover Texts" are certain short passages of text that are listed, as Front-Cover Texts or Back-Cover Texts, in the notice that says that the Document is released under this License. A Front-Cover Text may be at most 5 words, and a Back-Cover Text may be at most 25 words.

A "Transparent" copy of the Document means a machine-readable copy, represented in a format whose specification is available to the general public, that is suitable for revising the document straightforwardly with generic text editors or (for images composed of pixels) generic paint programs or (for drawings) some widely available drawing editor, and that is suitable for input to text formatters or for automatic translation to a variety of formats suitable for input to text formatters. A copy made in an otherwise Transparent file format whose markup, or absence of markup, has been arranged to thwart or discourage subsequent modification by readers is not Transparent. An image format is not Transparent if used for any substantial amount of text. A copy that is not "Transparent" is called "Opaque".

Examples of suitable formats for Transparent copies include plain ASCII without markup, Texinfo input format, LaTeX input format, SGML or XML using a publicly available DTD, and standard-conforming simple HTML, PostScript or PDF designed for human modification. Examples of transparent image formats include PNG, XCF and JPG. Opaque formats include proprietary formats that can be read and edited only by proprietary word processors, SGML or XML for which the DTD and/or processing tools are not generally available, and the machine-generated HTML, PostScript or PDF produced by some word processors for output purposes only.

The "Title Page" means, for a printed book, the title page itself, plus such following pages as are needed to hold, legibly, the material this License requires to appear in the title page. For works in formats which do not have any title page as such, "Title Page" means the text near the most prominent appearance of the work's title, preceding the beginning of the body of the text.

The "publisher" means any person or entity that distributes copies of the Document to the public.

A section "Entitled XYZ" means a named subunit of the Document whose title either is precisely XYZ or contains XYZ in parentheses following text that translates XYZ in another language. (Here XYZ stands for a specific section name mentioned below, such as "Acknowledgements", "Dedications", "Endorsements", or "History".) To "Preserve the Title" of such a section when you modify the Document means that it remains a section "Entitled XYZ" according to this definition.

The Document may include Warranty Disclaimers next to the notice which states that this License applies to the Document. These Warranty Disclaimers are considered to be included by reference in this License, but only as regards disclaiming warranties: any other implication that these Warranty Disclaimers may have is void and has no effect on the meaning of this License.
2. VERBATIM COPYING

You may copy and distribute the Document in any medium, either commercially or noncommercially, provided that this License, the copyright notices, and the license notice saying this License applies to the Document are reproduced in all copies, and that you add no other conditions whatsoever to those of this License. You may not use technical measures to obstruct or control the reading or further copying of the copies you make or distribute. However, you may accept compensation in exchange for copies. If you distribute a large enough number of copies you must also follow the conditions in section 3.

You may also lend copies, under the same conditions stated above, and you may publicly display copies.
3. COPYING IN QUANTITY

If you publish printed copies (or copies in media that commonly have printed covers) of the Document, numbering more than 100, and the Document's license notice requires Cover Texts, you must enclose the copies in covers that carry, clearly and legibly, all these Cover Texts: Front-Cover Texts on the front cover, and Back-Cover Texts on the back cover. Both covers must also clearly and legibly identify you as the publisher of these copies. The front cover must present the full title with all words of the title equally prominent and visible. You may add other material on the covers in addition. Copying with changes limited to the covers, as long as they preserve the title of the Document and satisfy these conditions, can be treated as verbatim copying in other respects.

If the required texts for either cover are too voluminous to fit legibly, you should put the first ones listed (as many as fit reasonably) on the actual cover, and continue the rest onto adjacent pages.

If you publish or distribute Opaque copies of the Document numbering more than 100, you must either include a machine-readable Transparent copy along with each Opaque copy, or state in or with each Opaque copy a computer-network location from which the general network-using public has access to download using public-standard network protocols a complete Transparent copy of the Document, free of added material. If you use the latter option, you must take reasonably prudent steps, when you begin distribution of Opaque copies in quantity, to ensure that this Transparent copy will remain thus accessible at the stated location until at least one year after the last time you distribute an Opaque copy (directly or through your agents or retailers) of that edition to the public.

It is requested, but not required, that you contact the authors of the Document well before redistributing any large number of copies, to give them a chance to provide you with an updated version of the Document.
4. MODIFICATIONS

You may copy and distribute a Modified Version of the Document under the conditions of sections 2 and 3 above, provided that you release the Modified Version under precisely this License, with the Modified Version filling the role of the Document, thus licensing distribution and modification of the Modified Version to whoever possesses a copy of it. In addition, you must do these things in the Modified Version:

    * A. Use in the Title Page (and on the covers, if any) a title distinct from that of the Document, and from those of previous versions (which should, if there were any, be listed in the History section of the Document). You may use the same title as a previous version if the original publisher of that version gives permission.
    * B. List on the Title Page, as authors, one or more persons or entities responsible for authorship of the modifications in the Modified Version, together with at least five of the principal authors of the Document (all of its principal authors, if it has fewer than five), unless they release you from this requirement.
    * C. State on the Title page the name of the publisher of the Modified Version, as the publisher.
    * D. Preserve all the copyright notices of the Document.
    * E. Add an appropriate copyright notice for your modifications adjacent to the other copyright notices.
    * F. Include, immediately after the copyright notices, a license notice giving the public permission to use the Modified Version under the terms of this License, in the form shown in the Addendum below.
    * G. Preserve in that license notice the full lists of Invariant Sections and required Cover Texts given in the Document's license notice.
    * H. Include an unaltered copy of this License.
    * I. Preserve the section Entitled "History", Preserve its Title, and add to it an item stating at least the title, year, new authors, and publisher of the Modified Version as given on the Title Page. If there is no section Entitled "History" in the Document, create one stating the title, year, authors, and publisher of the Document as given on its Title Page, then add an item describing the Modified Version as stated in the previous sentence.
    * J. Preserve the network location, if any, given in the Document for public access to a Transparent copy of the Document, and likewise the network locations given in the Document for previous versions it was based on. These may be placed in the "History" section. You may omit a network location for a work that was published at least four years before the Document itself, or if the original publisher of the version it refers to gives permission.
    * K. For any section Entitled "Acknowledgements" or "Dedications", Preserve the Title of the section, and preserve in the section all the substance and tone of each of the contributor acknowledgements and/or dedications given therein.
    * L. Preserve all the Invariant Sections of the Document, unaltered in their text and in their titles. Section numbers or the equivalent are not considered part of the section titles.
    * M. Delete any section Entitled "Endorsements". Such a section may not be included in the Modified Version.
    * N. Do not retitle any existing section to be Entitled "Endorsements" or to conflict in title with any Invariant Section.
    * O. Preserve any Warranty Disclaimers.

If the Modified Version includes new front-matter sections or appendices that qualify as Secondary Sections and contain no material copied from the Document, you may at your option designate some or all of these sections as invariant. To do this, add their titles to the list of Invariant Sections in the Modified Version's license notice. These titles must be distinct from any other section titles.

You may add a section Entitled "Endorsements", provided it contains nothing but endorsements of your Modified Version by various parties—for example, statements of peer review or that the text has been approved by an organization as the authoritative definition of a standard.

You may add a passage of up to five words as a Front-Cover Text, and a passage of up to 25 words as a Back-Cover Text, to the end of the list of Cover Texts in the Modified Version. Only one passage of Front-Cover Text and one of Back-Cover Text may be added by (or through arrangements made by) any one entity. If the Document already includes a cover text for the same cover, previously added by you or by arrangement made by the same entity you are acting on behalf of, you may not add another; but you may replace the old one, on explicit permission from the previous publisher that added the old one.

The author(s) and publisher(s) of the Document do not by this License give permission to use their names for publicity for or to assert or imply endorsement of any Modified Version.
5. COMBINING DOCUMENTS

You may combine the Document with other documents released under this License, under the terms defined in section 4 above for modified versions, provided that you include in the combination all of the Invariant Sections of all of the original documents, unmodified, and list them all as Invariant Sections of your combined work in its license notice, and that you preserve all their Warranty Disclaimers.

The combined work need only contain one copy of this License, and multiple identical Invariant Sections may be replaced with a single copy. If there are multiple Invariant Sections with the same name but different contents, make the title of each such section unique by adding at the end of it, in parentheses, the name of the original author or publisher of that section if known, or else a unique number. Make the same adjustment to the section titles in the list of Invariant Sections in the license notice of the combined work.

In the combination, you must combine any sections Entitled "History" in the various original documents, forming one section Entitled "History"; likewise combine any sections Entitled "Acknowledgements", and any sections Entitled "Dedications". You must delete all sections Entitled "Endorsements".
6. COLLECTIONS OF DOCUMENTS

You may make a collection consisting of the Document and other documents released under this License, and replace the individual copies of this License in the various documents with a single copy that is included in the collection, provided that you follow the rules of this License for verbatim copying of each of the documents in all other respects.

You may extract a single document from such a collection, and distribute it individually under this License, provided you insert a copy of this License into the extracted document, and follow this License in all other respects regarding verbatim copying of that document.
7. AGGREGATION WITH INDEPENDENT WORKS

A compilation of the Document or its derivatives with other separate and independent documents or works, in or on a volume of a storage or distribution medium, is called an "aggregate" if the copyright resulting from the compilation is not used to limit the legal rights of the compilation's users beyond what the individual works permit. When the Document is included in an aggregate, this License does not apply to the other works in the aggregate which are not themselves derivative works of the Document.

If the Cover Text requirement of section 3 is applicable to these copies of the Document, then if the Document is less than one half of the entire aggregate, the Document's Cover Texts may be placed on covers that bracket the Document within the aggregate, or the electronic equivalent of covers if the Document is in electronic form. Otherwise they must appear on printed covers that bracket the whole aggregate.
8. TRANSLATION

Translation is considered a kind of modification, so you may distribute translations of the Document under the terms of section 4. Replacing Invariant Sections with translations requires special permission from their copyright holders, but you may include translations of some or all Invariant Sections in addition to the original versions of these Invariant Sections. You may include a translation of this License, and all the license notices in the Document, and any Warranty Disclaimers, provided that you also include the original English version of this License and the original versions of those notices and disclaimers. In case of a disagreement between the translation and the original version of this License or a notice or disclaimer, the original version will prevail.

If a section in the Document is Entitled "Acknowledgements", "Dedications", or "History", the requirement (section 4) to Preserve its Title (section 1) will typically require changing the actual title.
9. TERMINATION

You may not copy, modify, sublicense, or distribute the Document except as expressly provided under this License. Any attempt otherwise to copy, modify, sublicense, or distribute it is void, and will automatically terminate your rights under this License.

However, if you cease all violation of this License, then your license from a particular copyright holder is reinstated (a) provisionally, unless and until the copyright holder explicitly and finally terminates your license, and (b) permanently, if the copyright holder fails to notify you of the violation by some reasonable means prior to 60 days after the cessation.

Moreover, your license from a particular copyright holder is reinstated permanently if the copyright holder notifies you of the violation by some reasonable means, this is the first time you have received notice of violation of this License (for any work) from that copyright holder, and you cure the violation prior to 30 days after your receipt of the notice.

Termination of your rights under this section does not terminate the licenses of parties who have received copies or rights from you under this License. If your rights have been terminated and not permanently reinstated, receipt of a copy of some or all of the same material does not give you any rights to use it.
10. FUTURE REVISIONS OF THIS LICENSE

The Free Software Foundation may publish new, revised versions of the GNU Free Documentation License from time to time. Such new versions will be similar in spirit to the present version, but may differ in detail to address new problems or concerns. See http://www.gnu.org/copyleft/.

Each version of the License is given a distinguishing version number. If the Document specifies that a particular numbered version of this License "or any later version" applies to it, you have the option of following the terms and conditions either of that specified version or of any later version that has been published (not as a draft) by the Free Software Foundation. If the Document does not specify a version number of this License, you may choose any version ever published (not as a draft) by the Free Software Foundation. If the Document specifies that a proxy can decide which future versions of this License can be used, that proxy's public statement of acceptance of a version permanently authorizes you to choose that version for the Document.
11. RELICENSING

"Massive Multiauthor Collaboration Site" (or "MMC Site") means any World Wide Web server that publishes copyrightable works and also provides prominent facilities for anybody to edit those works. A public wiki that anybody can edit is an example of such a server. A "Massive Multiauthor Collaboration" (or "MMC") contained in the site means any set of copyrightable works thus published on the MMC site.

"CC-BY-SA" means the Creative Commons Attribution-Share Alike 3.0 license published by Creative Commons Corporation, a not-for-profit corporation with a principal place of business in San Francisco, California, as well as future copyleft versions of that license published by that same organization.

"Incorporate" means to publish or republish a Document, in whole or in part, as part of another Document.

An MMC is "eligible for relicensing" if it is licensed under this License, and if all works that were first published under this License somewhere other than this MMC, and subsequently incorporated in whole or in part into the MMC, (1) had no cover texts or invariant sections, and (2) were thus incorporated prior to November 1, 2008.

The operator of an MMC Site may republish an MMC contained in the site under CC-BY-SA on the same site at any time before August 1, 2009, provided the MMC is eligible for relicensing.
ADDENDUM: How to use this License for your documents

To use this License in a document you have written, include a copy of the License in the document and put the following copyright and license notices just after the title page:

    Copyright (C)  YEAR  YOUR NAME.
    Permission is granted to copy, distribute and/or modify this document
    under the terms of the GNU Free Documentation License, Version 1.3
    or any later version published by the Free Software Foundation;
    with no Invariant Sections, no Front-Cover Texts, and no Back-Cover Texts.
    A copy of the license is included in the section entitled "GNU
    Free Documentation License".

If you have Invariant Sections, Front-Cover Texts and Back-Cover Texts, replace the "with … Texts." line with this:

    with the Invariant Sections being LIST THEIR TITLES, with the
    Front-Cover Texts being LIST, and with the Back-Cover Texts being LIST.

If you have Invariant Sections without Cover Texts, or some other combination of the three, merge those two alternatives to suit the situation.

If your document contains nontrivial examples of program code, we recommend releasing these examples in parallel under your choice of free software license, such as the GNU General Public License, to permit their use in free software.
\end{multicols}

\section{GNU Lesser General Public License}
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GNU LESSER GENERAL PUBLIC LICENSE

Version 3, 29 June 2007

Copyright © 2007 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license document, but changing it is not allowed.

This version of the GNU Lesser General Public License incorporates the terms and conditions of version 3 of the GNU General Public License, supplemented by the additional permissions listed below.
0. Additional Definitions.

As used herein, “this License” refers to version 3 of the GNU Lesser General Public License, and the “GNU GPL” refers to version 3 of the GNU General Public License.

“The Library” refers to a covered work governed by this License, other than an Application or a Combined Work as defined below.

An “Application” is any work that makes use of an interface provided by the Library, but which is not otherwise based on the Library. Defining a subclass of a class defined by the Library is deemed a mode of using an interface provided by the Library.

A “Combined Work” is a work produced by combining or linking an Application with the Library. The particular version of the Library with which the Combined Work was made is also called the “Linked Version”.

The “Minimal Corresponding Source” for a Combined Work means the Corresponding Source for the Combined Work, excluding any source code for portions of the Combined Work that, considered in isolation, are based on the Application, and not on the Linked Version.

The “Corresponding Application Code” for a Combined Work means the object code and/or source code for the Application, including any data and utility programs needed for reproducing the Combined Work from the Application, but excluding the System Libraries of the Combined Work.
1. Exception to Section 3 of the GNU GPL.

You may convey a covered work under sections 3 and 4 of this License without being bound by section 3 of the GNU GPL.
2. Conveying Modified Versions.

If you modify a copy of the Library, and, in your modifications, a facility refers to a function or data to be supplied by an Application that uses the facility (other than as an argument passed when the facility is invoked), then you may convey a copy of the modified version:

    * a) under this License, provided that you make a good faith effort to ensure that, in the event an Application does not supply the function or data, the facility still operates, and performs whatever part of its purpose remains meaningful, or
    * b) under the GNU GPL, with none of the additional permissions of this License applicable to that copy.

3. Object Code Incorporating Material from Library Header Files.

The object code form of an Application may incorporate material from a header file that is part of the Library. You may convey such object code under terms of your choice, provided that, if the incorporated material is not limited to numerical parameters, data structure layouts and accessors, or small macros, inline functions and templates (ten or fewer lines in length), you do both of the following:

    * a) Give prominent notice with each copy of the object code that the Library is used in it and that the Library and its use are covered by this License.
    * b) Accompany the object code with a copy of the GNU GPL and this license document.

4. Combined Works.

You may convey a Combined Work under terms of your choice that, taken together, effectively do not restrict modification of the portions of the Library contained in the Combined Work and reverse engineering for debugging such modifications, if you also do each of the following:

    * a) Give prominent notice with each copy of the Combined Work that the Library is used in it and that the Library and its use are covered by this License.
    * b) Accompany the Combined Work with a copy of the GNU GPL and this license document.
    * c) For a Combined Work that displays copyright notices during execution, include the copyright notice for the Library among these notices, as well as a reference directing the user to the copies of the GNU GPL and this license document.
    * d) Do one of the following:
          o 0) Convey the Minimal Corresponding Source under the terms of this License, and the Corresponding Application Code in a form suitable for, and under terms that permit, the user to recombine or relink the Application with a modified version of the Linked Version to produce a modified Combined Work, in the manner specified by section 6 of the GNU GPL for conveying Corresponding Source.
          o 1) Use a suitable shared library mechanism for linking with the Library. A suitable mechanism is one that (a) uses at run time a copy of the Library already present on the user's computer system, and (b) will operate properly with a modified version of the Library that is interface-compatible with the Linked Version.
    * e) Provide Installation Information, but only if you would otherwise be required to provide such information under section 6 of the GNU GPL, and only to the extent that such information is necessary to install and execute a modified version of the Combined Work produced by recombining or relinking the Application with a modified version of the Linked Version. (If you use option 4d0, the Installation Information must accompany the Minimal Corresponding Source and Corresponding Application Code. If you use option 4d1, you must provide the Installation Information in the manner specified by section 6 of the GNU GPL for conveying Corresponding Source.)

5. Combined Libraries.

You may place library facilities that are a work based on the Library side by side in a single library together with other library facilities that are not Applications and are not covered by this License, and convey such a combined library under terms of your choice, if you do both of the following:

    * a) Accompany the combined library with a copy of the same work based on the Library, uncombined with any other library facilities, conveyed under the terms of this License.
    * b) Give prominent notice with the combined library that part of it is a work based on the Library, and explaining where to find the accompanying uncombined form of the same work.

6. Revised Versions of the GNU Lesser General Public License.

The Free Software Foundation may publish revised and/or new versions of the GNU Lesser General Public License from time to time. Such new versions will be similar in spirit to the present version, but may differ in detail to address new problems or concerns.

Each version is given a distinguishing version number. If the Library as you received it specifies that a certain numbered version of the GNU Lesser General Public License “or any later version” applies to it, you have the option of following the terms and conditions either of that published version or of any later version published by the Free Software Foundation. If the Library as you received it does not specify a version number of the GNU Lesser General Public License, you may choose any version of the GNU Lesser General Public License ever published by the Free Software Foundation.

If the Library as you received it specifies that a proxy can decide whether future versions of the GNU Lesser General Public License shall apply, that proxy's public statement of acceptance of any version is permanent authorization for you to choose that version for the Library.
\end{multicols}
}
\pagebreak
\end{CJK}
\end{document}








headers/options.tex

% Festlegungen für minitoc
% \renewcommand{\myminitoc}{\minitoc}
% \renewcommand{\mtctitle}{Überblick}
% \setcounter{minitocdepth}{1}
% \dominitoc   % diese Zeile aktiviert das Erstellen der minitocs, sie muss vor \tableofcontents kommen

% Seitenformat
% ------------
%\KOMAoption{paper}{A5}          % zulässig: letter, legal, executive; A-, B-, C-, D-Reihen
\KOMAoption{open}{right}			% zulässig: right (jedes Kapitel beginnt rechts), left, any
\KOMAoption{numbers}{auto}
% Satzspiegel jetzt neu berechnen, damit er bei Kopf- und Fußzeilen beachtet wird
\KOMAoptions{DIV=13}

% Kopf- und Fusszeilen
% --------------------
% Breite und Trennlinie
%\setheadwidth[-6mm]{textwithmarginpar}
%\setheadsepline[textwithmarginpar]{0.4pt}
\setheadwidth{text}
\setheadsepline[text]{0.4pt}

% Variante 1: Kopf: links Kapitel, rechts Abschnitt (ohne Nummer); Fuß: außen die Seitenzahl
\ohead{\headmark}
\renewcommand{\chaptermark}[1]{\markleft{#1}{}}
\renewcommand{\sectionmark}[1]{\markright{#1}{}}
\ofoot[\pagemark]{\pagemark}

% Variante 2: Kopf außen die Seitenzahl, Fuß nichts
%\ohead{\pagemark}
%\ofoot{}

% Standardschriften
% -----------------
%\KOMAoption{fontsize}{18pt}
\addtokomafont{disposition}{\rmfamily}
\addtokomafont{title}{\rmfamily} 
\setkomafont{pageheadfoot}{\normalfont\rmfamily\mdseries}

% vertikaler Ausgleich
% -------------------- 
% nein -> \raggedbottom
% ja   -> \flushbottom    aber ungeeignet bei Fußnoten
%\raggedbottom
\flushbottom

% Tiefe des Inhaltsverzeichnisses bestimmen
% -----------------------------------------
% -1   nur \part{}
%  0   bis \chapter{}
%  1   bis \section{}
%  2   bis \subsection{} usw.
\newcommand{\mytocdepth}{1}

% mypart - Teile des Buches und Inhaltsverzeichnis
% ------------------------------------------------
% Standard: nur im Inhaltsverzeichnis, zusätzlicher Eintrag ohne Seitenzahl
% Variante: nur im Inhaltsverzeichnis, zusätzlicher Eintrag mit Seitenzahl 
%\renewcommand{\mypart}[1]{\addcontentsline{toc}{part}{#1}}
% Variante: mit eigener Seite vor dem ersten Kapitel, mit Eintrag und Seitenzahl im Inhaltsverzeichnis
\renewcommand{\mypart}[1]{\part{#1}}


% maketitle
% -----------------------------------------------
% Bestandteile des Innentitels
%\title{Einführung in SQL}
%\author{Jürgen Thomas}
%\subtitle{Datenbanken bearbeiten}
\date{}
% Bestandteile von Impressum und CR
% Bestandteile von Impressum und CR

\uppertitleback{
%Detaillierte Daten zu dieser Publikation sind bei Wikibooks zu erhalten:\newline{} \url{http://de.wikibooks.org/}
%Diese Publikation ist bei der Deutschen Nationalbibliothek registriert. Detaillierte Daten sind im Internet  zu erhalten: \newline{}\url{https://portal.d-nb.de/opac.htm?method=showSearchForm#top}
%Diese Publikation ist bei der Deutschen Nationalbibliothek registriert. Detaillierte Daten sind im Internet unter der Katalog-Nr. 1008575860 zu erhalten: \newline{}\url{http://d-nb.info/1008575860}

%Namen von Programmen und Produkten sowie sonstige Angaben sind häufig geschützt. Da es auch freie Bezeichnungen gibt, wird das Symbol \textregistered{} nicht verwendet.

%Erstellt am 
\today{}
}

\lowertitleback{
{\footnotesize
On the 28th of April 2012 the contents of the English as well as German Wikibooks and Wikipedia projects were licensed under Creative Commons Attribution-ShareAlike 3.0 Unported license. An URI to this license is given in the list of figures on page \pageref{ListOfFigures}. If this document is a derived work from the contents of one of these projects and the content was still licensed by the project under this license at the time of derivation this document has to be licensed under the same, a similar or a compatible license, as stated in section 4b of the license. The list of contributors is included in chapter Contributors on page \pageref{Contributors}. The licenses GPL, LGPL and GFDL are included in chapter Licenses on page \pageref{Licenses}, since this book and/or parts of it may or may not be licensed under one or more of these licenses, and thus require inclusion of these licenses. The licenses of the figures are given in the list of figures on page \pageref{ListOfFigures}. This PDF was generated by the \LaTeX{} typesetting  software. The \LaTeX{} source code is included as an attachment ({\tt source.7z.txt}) in this PDF file. To extract the source from the PDF file, we recommend the use of \url{http://www.pdflabs.com/tools/pdftk-the-pdf-toolkit/} utility or clicking the paper clip attachment symbol on the lower left of your PDF Viewer, selecting {\tt Save Attachment}. After extracting it from the PDF file you have to rename it to {\tt source.7z}. To uncompress the resulting archive we recommend the use of \url{http://www.7-zip.org/}. The \LaTeX{} source itself was generated by a program written by Dirk Hünniger, which is freely available under an open source license from \url{http://de.wikibooks.org/wiki/Benutzer:Dirk_Huenniger/wb2pdf}. This distribution also contains a configured version of the {\tt pdflatex 
} compiler with all necessary packages and fonts needed to compile the \LaTeX{} source included in this PDF file.
}}


\renewcommand{\mysubtitle}[1]{}
\renewcommand{\mymaintitle}[1]{}
\renewcommand{\myauthor}[1]{}

\newenvironment{myshaded}{%
  \def\FrameCommand{ \hskip-2pt \fboxsep=\FrameSep \colorbox{shadecolor}}%
  \MakeFramed {\advance\hsize-\width \FrameRestore}}%
 {\endMakeFramed}








headers/packages1.tex

% Standard für Formatierung
%\usepackage[utf8]{inputenc} % use \usepackage[utf8]{inputenc} for tex4ht
\usepackage[usenames]{color}
\usepackage{textcomp} 
\usepackage{alltt} 
\usepackage{syntax}
\usepackage{parskip} 
\usepackage[normalem]{ulem}
\usepackage[pdftex,unicode=true]{hyperref}
\usepackage{tocstyle}
\usepackage[defblank]{paralist}
\usepackage{trace}
\usepackage{bigstrut}
% Minitoc
%\usepackage{minitoc}

% Keystroke
\usepackage{keystroke}
\usepackage{supertabular}

\usepackage{wrapfig}
\newcommand{\bigs}{\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut{}}







headers/packages2.tex

% für Zeichensätze


%replacemnt for pslatex
\usepackage{mathptmx}
\usepackage[scaled=.92]{helvet}
\usepackage{courier}


\usepackage[T1]{fontenc} % disable this line for tex4ht

% für Tabellen
\usepackage{multirow}
\usepackage{multicol}
\usepackage{array,ragged2e}
\usepackage{longtable}

% für Kopf- und Fußzeilen, Fußnoten
\usepackage{scrpage2}
\usepackage{footnote}

% für Rahmen
\usepackage{verbatim}
\usepackage{framed}
\usepackage{mdframed}
\usepackage{listings}
\usepackage{lineno}

% für Symbole
\usepackage{amsmath}
\usepackage{amssymb}
\usepackage{amsfonts}

\usepackage{pifont}
\usepackage{marvosym}
\let\Cross\undefined 
\usepackage{fourier-orns}  % disable this line for tex4ht   % für weitere Logos, z.B. \danger

% für Grafik-Einbindung
\usepackage[pdftex]{graphicx}
\usepackage{wasysym}
\let\Square\undefined 

% unklare Verwendung
\usepackage{bbm}
\usepackage{skull}

%arabtex
\usepackage[T1]{tipa}  % disable this line for tex4ht

\usepackage{fancyvrb}
\usepackage{bbding} 
\usepackage{textcomp}
\usepackage[table]{xcolor}
\usepackage{microtype}
\usepackage{lscape}
\usepackage{amsthm}







headers/paper.tex

\KOMAoption{paper}{A4}






headers/svg.tex

\newcommand{\SVGExtension}{png}






headers/templates-chemie.tex

\newcommand{\TemplateEnergieerhaltung}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
{\bfseries Gesetz von der Erhaltung der Energie}\\ \hline
{\bfseries Albert Einstein (14.3. 1879 - 18.4.1955)}: Umwandlung von Energie in Masse und von Masse in Energie ist möglich.\\ 
$E = m \cdot c^2$ (c = Lichtgeschwindigkeit = 300.000 km/s)\\ \hline
{\bfseries 
Bei einer chemischen Reaktion ist die Summe aus Masse und Energie der Ausgangsstoffe gleich der Summe aus Masse und Energie der Endstoffe.
}\\\hline
Wird Energie frei, tritt ein unwägbar kleiner Massenverlust auf. Wird Energie investiert, tritt Massenzunahme auf. Dieses kann allerdings mit herkömmlichen Waagen nicht gemessen werden. \\ \hline
\end{longtable}
}

\newcommand{\TemplatePeriodensystem}[1]{
Hier sollte das Periodensystem stehen. Ein solches wird sehr wahrscheinlich von Orlando Camargo Rodriguez frei zur Verfügung gestellt werden. Dateiname: tabela_periodica.tex ist bereits online. Lizenz aber noch nicht genau genug definiert.
}

\newcommand{\TemplateMassenerhaltung}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
{\bfseries Gesetz von der Erhaltung der Masse}\\ \hline
{\bfseries Antoine Lavoisier (1743 - 1794)}: Rien ne se perd, rien ne se crée\\ 
Die Gesamtmasse ändert sich bei chemischen Reaktionen (im Rahmen der Messgenauigkeiten) nicht.\\ \hline
Masse der Ausgangsstoffe=Masse der Produkte \\ \hline
\end{longtable}
}

\newcommand{\TemplateDaltonsAtomhyposthese}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
\begin{enumerate}
\item Materie besteht aus extrem kleinen, bei Reaktion ungeteilt bleibenden Teilchen, den Atomen.
\item Die Masse der Atome eines bestimmten Elements sind gleich (alle Atome eines Elements sind gleich). Die Atome verschiedener Elemente unterscheiden sich in ihren Eigenschaften (zum Beispiel in Größe, Masse, usw.).
\item Es existieren so viele Atomsorten wie Elemente.
\item Bei chemischen Reaktionen werden Atome in neuer Kombination vereinigt oder voneinander getrennt.
\item Eine bestimmte Verbindung wird von den Atomen der betreffenden Elemente in einem bestimmten, einfachen Zahlenverhältnis gebildet.
\end{enumerate}
\\ \hline
\end{longtable}
}

\newcommand{\TemplateUnveraenderlicheMassenverhaeltnisse}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
{\bfseries Gesetz der unveränderlichen Massenverhältnisse}\\ \hline
Louis Proust (1799) \\ \hline
Bei chemischen Reaktionen, also Vereinigung beziehungsweise Zersetzung, reagieren die Reinstoffe immer in einem von der Natur vorgegebenen festen Verhältnis miteinander.
\\ \hline
\end{longtable}
}







headers/templates-dirk.tex

\newenvironment{TemplateCodeInside}[6]
{
\def\leftbox{#5}
\def\rightbox{}
\def\framecolor{shadecolor}
\ifstr{#4}{e}{ \def\framecolor{red} 
               \def\rightbox{Falsch} } {}
\ifstr{#4}{v}{ \def\framecolor{mydarkgreen} 
               \def\rightbox{Richtig} } {}

\begin{scriptsize}
\begin{mdframed} [ 
backgroundcolor=shadecolor, linewidth=0pt, 
skipabove=#2, skipbelow=#3,
innertopmargin=0.5ex, innerbottommargin=0 ]
\ttfamily

\ifstr{\leftbox} {} {
  % Ausgabe nur, wenn rechte Box Inhalt hat, dann links mit Standardtext
  \ifstr{\rightbox}{}{}
  { \fbox{Quelltext} \hfill \textbf{\color{\framecolor} \fcolorbox{black}{white}{\rightbox} }
  }
} {
\fbox{\leftbox}
% und bei Bedarf zusätzlich rechts die zweite Box
  \ifstr{\rightbox}{}{}
  { \hfill \textbf{\color{\framecolor} \fcolorbox{black}{white}{\rightbox} }
  } 
}

\begin{flushleft}
}  % Ende der begin-Anweisungen, es folgen die end-Anweisungen
{\end{flushleft}\end{mdframed}\end{scriptsize} }

\newcommand{\TemplateCode}[9]
% **************************************************
{

\ifstr{#1}{}{~}{
\minisec{\normalfont \scriptsize \centering \textbf{\textit{#1}} \medskip } }

\begin{scriptsize}

% Code-Abschnitt mit #4
\begin{TemplateCodeInside} {} {0pt} {0pt} {#3} {#5} {}
#6
\end{TemplateCodeInside}

% Ausgabetext mit #4
#4
 
% #2   Fußzeile ausgeben, sofern vorgesehen
\ifstr{#2} {} {} { \centering \textit{#2} \medskip \\ } 

\end{scriptsize}
}








headers/templates-juetho.tex

\newcommand{\wbtempcolora}{white}
\newcommand{\wbtempcolorb}{white}
\newcommand{\wbtempcolorc}{white}
\newcommand{\wbtemptexta}{}
\newcommand{\wbtemptextb}{}
\newcommand{\wbtemptextc}{}
\newlength{\wbtemplengtha}
\setlength{\wbtemplengtha}{0pt}
\newlength{\wbtemplengthb}
\setlength{\wbtemplengthb}{0pt}
\newlength{\wbtemplengthc}
\setlength{\wbtemplengthc}{0pt}
\newlength{\wbtemplengthd}
\setlength{\wbtemplengthd}{0pt}
\newlength{\wbtemplengthe}
\setlength{\wbtemplengthe}{0pt}
\newcount\wbtempcounta
\wbtempcounta=0
\newcount\wbtempcountb
\wbtempcountb=0
\newcount\wbtempcountc
\wbtempcountc=0

\newenvironment{TemplateCodeInside}[6]
% no more parameters
% **************************************************
% Template Code Inside
% Darstellung eines Code-Teils oder der Code-Ausgabe
% wird für folgende Wiki-Vorlagen benutzt:
%     Vorlage:Syntax
%     <source>...</source>
%     Regal:Programmierung: Vorlage:CodeIntern
% außerdem mehrfache Verwendung durch das Makro "Template Code"
%
% #1  leer   Anzeige als Code:    grauer Hintergrund, ohne Rahmen
%     sonst  Anzeige als Ausgabe: weißer Hintergrund, mit  Rahmen
% #2  Abstand vor dem Rahmen
%     0pt    als Standardwert
%     \baselineskip nur dann, wenn es der erste Teil innerhalb der Umgebung ist
%            und keine Kopfzeile vorgesehen ist
% #3  Abstand nach dem Rahmen
%     0pt    als Standardwert
%     \baselineskip nur dann, wenn es der letzte Teil innerhalb der Umgebung ist
%            und keine Fußzeile vorgesehen ist
% #4  spezieller Hinweis, verwendet für die Zusatzbox rechts
%     leer   als Standardwert
%     e      steht für error, also Zusatz 'Falsch' in rot
%     v      steht für valid, also Zusatz 'Richtig' in grün (genauer: jeder beliebige andere Inhalt)
% #5  spezieller Text für die Zusatzbox links
%     leer   als Standardwert
%     spezieller Hinweis: Wenn dieser Text leer ist, aber 'e' oder 'v' vorgesehen ist,
%            dann wird 'Quelltext' eingetragen
% #6  Zeilennummerierung *** funktioniert noch nicht, wird vorerst ignoriert ***
%     leer   als Standardwert -> ausschalten
%     true   als Spezialwert  -> einschalten
% **************************************************
% auch wenn die Variablen am Anfang dieser Datei nur lokal überschrieben werden,
% muss zwischen den Variablen von TemplateCode und TemplateCodeInside unterschieden werden.
% In TemplateCode werden die folgenden Variablen benutzt:
%      \wbtemplengthb für skipabove
%      \wbtemplengthc für skipbelow
%      \wbtempcounta  als Zwischenspeicher
%      \wbtemptexta   als Ausgabetext, der automatisch erzeugt wird
%
% In TemplateCodeInside werden die folgenden Variablen benutzt:
%      \wbtemplengtha für framelinewidth
%      \wbtemplengthd für innertopmargin
%      \wbtempcolorb  für die Schriftfarbe der rechten Box
% **************************************************
{
% Argumente für Hintergrund und Rahmen definieren
%      \wbtemplengtha für framelinewidth
\definecolor{framebackground}{gray}{0.9}
% Argumente mit Inhalt versehen
% #1 - Standard leer: als Code anzeigen
%        mit Inhalt: als Ausgabe anzeigen
\ifstr{#1}{}{\setlength{\wbtemplengtha}{0pt}}
{ \definecolor{framebackground}{rgb}{1.0,1.0,1.0}   
\setlength{\wbtemplengtha}{1pt}  }

% 2./3.Parameter in Variable übernehmen
%     es gelingt mir nicht, unten #2 und #3 direkt zuzuweisen
%\setlength{\wbtemplengthb}{#2}
%\setlength{\wbtemplengthc}{#3}

% 4./5.Parameter in Variable übernehmen
% der Box für den rechten Rahmen wird der richtige Text und die richtige Farbe zugewiesen
% Standard:     grün, 'Richtig'
% im Fall 'e':  rot,  'Falsch'
\renewcommand{\wbtempcolorb}{mydarkgreen}
\renewcommand{\wbtemptextb}{Richtig}
\ifstr{#4} {e} { \renewcommand{\wbtempcolorb}{red} \renewcommand{\wbtemptextb}{Falsch} } {} 

% Festlegen des oberen inneren Rands:
%    Standard als normaler Zeilenabstand
%    wenn es keine obere Box gibt, dann genügt der Standardabstand
\setlength{\wbtemplengthd}{0pt}
\ifstr{#4}{}{}{\setlength{\wbtemplengthd}{\baselineskip}}
\ifstr{#5}{}{}{\setlength{\wbtemplengthd}{\baselineskip}}

% Aufruf von mdframed mit den festgelegten Parametern
\begin{scriptsize}
%\begin{mdframed} [ backgroundcolor=framebackground, 
%linewidth=\wbtemplengtha, %skipabove=\wbtemplengthb, skipbelow=\wbtemplengthc, 
%splittopskip=5\baselineskip, splitbottomskip=5\baselineskip,
%skipabove=#2, skipbelow=#3, 
%innertopmargin=\wbtemplengthd, innerbottommargin=1ex ]
\begin{shaded}
\ttfamily 
% Anzeige der kleinen Boxen nur dann, wenn eine davon nicht leer ist
\ifstr{#5}{}
% wenn die rechte Box vorgesehen ist und die linke nicht, kommt links der Standardtext
{ \ifstr{#4}{}{}
   {\fbox{Quelltext} \hfill \textbf{\color{\wbtempcolorb} \fcolorbox{black}{white}{\wbtemptextb}} } 
}
% andernfalls kommt links auf jeden Fall die vorgesehene Box
{  \fbox{#5}
% und bei Bedarf zusätzlich rechts die zweite Box
   \ifstr{#4}{}{}{\hfill \textbf{\color{\wbtempcolorb} \fcolorbox{black}{white}{\wbtemptextb}}}
}

%\ifstr{#6}{true}{\linenumbers[1]}{}
%\begin{lstlisting}
\begin{flushleft}
}  % Ende der begin-Anweisungen, es folgen die end-Anweisungen
{\end{flushleft}
%\end{lstlisting}
%\end{mdframed}
\end{shaded}
\end{scriptsize}}


\newcommand{\TemplateCode}[9]
% no more parameters
% **************************************************
% Template Code
% Darstellung von Code (einzeln oder mehrfach, Kopf- und Fußzeile,
%      mit oder ohne Ausgabe)
% wird für folgende Wiki-Vorlagen benutzt:
%      Regal:Programmierung: Vorlage:Code
%      Regal:Programmierung: Vorlage:NETCode
%      Regal:Programmierung: Vorlage:MultiCode
%
% #1   Inhalt der Kopfzeile
%      kann auch leer sein
% #2   Inhalt der Fußzeile
%      kann auch leer sein
% #3   spezieller Hinweis, verwendet für die Zusatzbox rechts
%      leer   als Standardwert
%      e      steht für error, also Zusatz 'Falsch' in rot
%      v      steht für valid, also Zusatz 'Richtig' in grün (genauer: jeder beliebige andere Inhalt)
% #4   spezieller Text für die Zusatzbox links
%      leer   als Standardwert
%      spezieller Hinweis: Wenn dieser Text leer ist, aber 'e' oder 'v' vorgesehen ist,
%            dann wird 'Quelltext' eingetragen
%      spezieller Hinweis: Wenn der Text #6 vorgesehen ist und außerdem mindestens 
%                 einer der Texte #7/#8/#9, dann muss sinnvollerweise der Parameter #4 
%                 für den Text #6 verwendet werden
% #5   Inhalt für den Ausgabe-Teil
%      kann auch leer sein
% #6   Inhalt für den Quelltext 1
%      kann auch leer sein
%      bei NETCode und MultiCode der Text für C++
%      bei DualCode der Text für lang1
% #7   Inhalt für den Quelltext 2
%      kann auch leer sein
%      bei NETCode und MultiCode der Text für C#
%      bei DualCode der Text für lang2
% #8   Inhalt für den Quelltext 3
%      kann auch leer sein
%      bei NETCode und MultiCode der Text für VB.NET
% #9   Inhalt für den Quelltext 4
%      kann auch leer sein
%      bei MultiCode der Text für Delphi Prism
% **************************************************
% Hier werden die folgenden Variablen von wiki-templates.tex benutzt; 
% diese dürfen in TemplateCodeInside nicht benutzt werden, weil sie unter Umständen
% überschrieben werden könnten.
%      \wbtemplengthb für skipabove
%      \wbtemplengthc für skipbelow
%      \wbtempcounta  als Zwischenspeicher
%      \wbtemptexta   als Ausgabetext, der automatisch erzeugt wird
%
% **************************************************
{
% Die Umgebung Template Code Inside setzt die Schriftgröße ebenfalls fest,
% dies soll aber auch für Kopf- und Fußzeile gelten.
\begin{scriptsize}

% #1   Kopfzeile ausgeben, sofern vorgesehen
%      wenn sie nicht vorgesehen ist, muss der obere Abstand definiert werden
%      \wbtemplengthb für skipabove
\ifstr{#1}{}
{ \setlength{\wbtemplengthb}{\baselineskip} }
{ \minisec{\normalfont \scriptsize \centering \textbf{#1} \\[-0.5\baselineskip]}
  \setlength{\wbtemplengthb}{0pt} }

% #2   unterer Abstand ist standardmäßig 0 pt, aber beim letzten Abschnitt 
%      ohne Fußzeile ist der Abstand festzusetzen
\setlength{\wbtemplengthc}{0pt}
%      \wbtemplengthc für skipbelow
% \wbtempcounta als temp-Variable verwenden, welcher Abschnitt der letzte ist
\wbtempcounta=0
% prüfe zunächst, bei welcher Ausgabe der "Abstand nachher" auf \baselineskip gesetzt werden muss;
% in allen anderen Fällen bleibt es beim Standardwert 0pt
% * nur erforderlich, wenn keine Fußzeile vorgesehen ist
% * wenn Ausgabe   #4 vorgesehen ist, dann dort
% * wenn Quellcode #9 vorgesehen ist, dann dort
% * wenn Quellcode #8 vorgesehen ist, dann dort
% * wenn Quellcode #7 vorgesehen ist, dann dort
% * wenn Quellcode #6 vorgesehen ist, dann dort
% das einfachste Verfahren ist, dies vorwärts zu prüfen
\ifstr{#2}{}{}{
  \ifstr{#6}{}{}{\wbtempcounta=6 }
  \ifstr{#7}{}{}{\wbtempcounta=7 }
  \ifstr{#8}{}{}{\wbtempcounta=8 }
  \ifstr{#9}{}{}{\wbtempcounta=9 }
  \ifstr{#4}{}{}{\wbtempcounta=10 }
}
  
% nach der ersten Ausgabe wird der "Abstand vorher" immer auf 0 gesetzt
% Quelltext 1 mit #6
\ifstr{#6}{}{}{
  % Abstand dahinter anpassen, sofern bei diesem Abstand vorgemerkt
  \ifnum\wbtempcounta=6 \setlength{\wbtemplengthc}{\baselineskip} 
     \else \setlength{\wbtemplengthc}{0pt} \fi
  \begin{TemplateCodeInside} {} {\wbtemplengthb} {\wbtemplengthc} {#3} {#5} {}
#6
  \end{TemplateCodeInside}
  \setlength{\wbtemplengthb}{0pt}
}  

% in gleicher Weise werden die weiteren Teile ausgegeben, bei #7 #8 #9 gibt es Standardtexte
% Quelltext 2 mit #7
\ifstr{#7}{}{}{
  % Abstand dahinter anpassen, sofern bei diesem Abstand vorgemerkt
  \ifnum\wbtempcounta=7 \setlength{\wbtemplengthc}{\baselineskip} 
     \else \setlength{\wbtemplengthc}{0pt} \fi
  \ifstr{#5}{}{\renewcommand{\wbtemptexta}{}}{\renewcommand{\wbtemptexta}{C\#-Quelltext}}
  \begin{TemplateCodeInside} {} {\wbtemplengthb} {\wbtemplengthc} {#3} {\wbtemptexta} {}
#7
  \end{TemplateCodeInside}
  \setlength{\wbtemplengthb}{0pt}
}  

% Quelltext 3 mit #8
\ifstr{#8}{}{}{
  % Abstand dahinter anpassen, sofern bei diesem Abstand vorgemerkt
  \ifnum\wbtempcounta=8 \setlength{\wbtemplengthc}{\baselineskip} 
     \else \setlength{\wbtemplengthc}{0pt} \fi
  \ifstr{#5}{}{\renewcommand{\wbtemptexta}{}}{\renewcommand{\wbtemptexta}{VB.NET-Quelltext}}
  \begin{TemplateCodeInside} {} {\wbtemplengthb} {\wbtemplengthc} {#3} {\wbtemptexta} {}
#8
  \end{TemplateCodeInside}
  \setlength{\wbtemplengthb}{0pt}
}  

% Quelltext 4 mit #9
\ifstr{#9}{}{}{
  % Abstand dahinter anpassen, sofern bei diesem Abstand vorgemerkt
  \ifnum\wbtempcounta=9 \setlength{\wbtemplengthc}{\baselineskip} 
     \else \setlength{\wbtemplengthc}{0pt} \fi
  \ifstr{#5}{}{\renewcommand{\wbtemptexta}{}}{\renewcommand{\wbtemptexta}{C\#-Quelltext}}
  \begin{TemplateCodeInside} {} {\wbtemplengthb} {\wbtemplengthc} {#3} {\wbtemptexta} {}
#9
  \end{TemplateCodeInside}
  \setlength{\wbtemplengthb}{0pt}
}  

% Ausgabetext mit #4
\ifstr{#4}{}{}{
  % Abstand dahinter anpassen, sofern bei diesem Abstand vorgemerkt
  \ifnum\wbtempcounta=10 \setlength{\wbtemplengthc}{\baselineskip} 
     \else \setlength{\wbtemplengthc}{0pt} \fi
  \ifstr{#5}{}{\renewcommand{\wbtemptexta}{}}{\renewcommand{\wbtemptexta}{Ausgabe}}
  \begin{TemplateCodeInside} {x} {\wbtemplengthb} {\wbtemplengthc} {} {\wbtemptexta} {}
#4
  \end{TemplateCodeInside}
  \setlength{\wbtemplengthb}{0pt}
}  
 
% #2   Fußzeile ausgeben, sofern vorgesehen
%      wenn sie nicht vorgesehen ist, muss der obere Abstand definiert werden
\ifstr{#2}{}{}
{ \centering \textbf{#2} \medskip \\ }

\end{scriptsize}
}

\begin{comment}
\newcommand{\TemplatePreformat}[1]
{\begin{TemplateCodeInside}{x}{\baselineskip}{\baselineskip}{}{}{}
#1
\end{TemplateCodeInside}
}

\newcommand{\TemplateSpaceIndent}[1]
{\begin{TemplateCodeInside}{x}{\baselineskip}{\baselineskip}{}{}{}
#1
\end{TemplateCodeInside}
}
\end{comment}

\newcommand{\ubung}{\ding{228} \textbf{Aufgabe:}~}







headers/templates.tex

\newcommand{\wbtempcolora}{white}
\newcommand{\wbtempcolorb}{white}
\newcommand{\wbtempcolorc}{white}
\newcommand{\wbtemptexta}{}
\newcommand{\wbtemptextb}{}
\newcommand{\wbtemptextc}{}
\newlength{\wbtemplengtha}
\setlength{\wbtemplengtha}{0pt}
\newlength{\wbtemplengthb}
\setlength{\wbtemplengthb}{0pt}
\newlength{\wbtemplengthc}
\setlength{\wbtemplengthc}{0pt}
\newlength{\wbtemplengthd}
\setlength{\wbtemplengthd}{0pt}
\newlength{\wbtemplengthe}
\setlength{\wbtemplengthe}{0pt}
\newcount\wbtempcounta
\wbtempcounta=0
\newcount\wbtempcountb
\wbtempcountb=0
\newcount\wbtempcountc
\wbtempcountc=0

\newcommand{\CPPAuthorsTemplate}[4]{
\LaTeXZeroBoxTemplate{
The following people are authors to this book:

#3

You can verify who has contributed to this book by examining the history logs at Wikibooks (http://en.wikibooks.org/).

Acknowledgment is given for using some contents from other works like #1, as from the authors #2.

The above authors release their work under the following license:

This work is licensed under the Creative Commons Attribution-Share Alike 3.0 Unported license. In short: you are free to share and to make derivatives of this work under the conditions that you appropriately attribute it, and that you only distribute it under the same, similar or a compatible license. Any of the above conditions can be waived if you get permission from the copyright holder.
Unless otherwise noted, #4 used in this book have their own copyright, may use different licenses than the one used here, and were not created by the above authors. The authors, contributors, and licenses used should be acknowledged separately.}
}


\newcommand{\LaTeXCodeTipTemplate}[3]{

\definecolor{shadecolor}{gray}{0.9}
\begin{myshaded}
#1 \\
#2 \\
#3
\end{myshaded}
}


\newcommand{\LaTeXDeutschTemplate}[1]{ {\bfseries deutsch:} #1 }



\newcommand{\LaTeXNullTemplate}[1]{}

\newcommand{\LaTeXDoubleBoxTemplate}[2]{

\begin{minipage}{\linewidth}\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\bfseries #1} \\
#2
\end{myshaded}
\end{minipage}

}


\newcommand{\LaTeXSimpleBoxTemplate}[2]{
{\bfseries #1} \\
#2
}

\newcommand{\SolutionBoxTemplate}[2]{
#2
}


\newcommand{\LaTeXDoubleBoxOpenTemplate}[2]{

\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\bfseries #1} \\
#2
\end{myshaded}

}


\newcommand{\LaTeXLatinExcerciseTemplate}[3]{

\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\bfseries Excercise: #1} \\
#2 \\
{\bfseries Solution}
#3
\end{myshaded}

}


\newcommand{\LaTeXShadedColorBoxTemplate}[2]{
{\linewidth}#1\begin{myshaded}
#2
\end{myshaded}
}


\newcommand{\LaTeXZeroBoxTemplate}[1]{
\begin{minipage}{\linewidth}\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}
#1
\end{myshaded}
\end{minipage}
}


\newcommand{\VorlageReferenzenEintrag}[3]{
\begin{longtable}{p{0.2\linewidth}p{0.8\linewidth}}

{[\bfseries #1]} & {\itshape #2} #3 \\
\end{longtable}

}

\newcommand{\LaTeXIdentityTemplate}[1]{#1
}

\newcommand{\TychoBrahe}[1]{Tycho Brahe}

\newcommand{\LaTeXPlainBoxTemplate}[1]{
\begin{minipage}{\linewidth}\definecolor{shadecolor}{gray}{0.9}\begin{myshaded} 
#1
\end{myshaded}
\end{minipage}
}


\newcommand{\Hinweis}[1]{
\begin{TemplateInfo}{{\Huge \textcircled{\LARGE !}}}{Hinweis}
#1
\end{TemplateInfo}}



\newcommand{\LaTexInfoTemplateOne}[1]{
\begin{TemplateInfo}{\Info}{Information}
#1
\end{TemplateInfo}}

\newcommand{\EqnTemplate}[1]{
\begin{flushright}
\textbf{[#1]}
\end{flushright}}

\newcommand{\RefTemplate}[1]{[#1]}


\newcommand{\LaTeXGCCTakeTemplate}[1]{
\LaTeXDoubleBoxTemplate{Take home:}{#1}
}

\newcommand{\LaTeXEditorNote}[1]{\LaTeXDoubleBoxTemplate{Editor's note}{#1}}

\newcommand{\BNPForVersion}[1]{
\LaTeXInfoTemplateOne{Applicable Blender version: #1}
}

\newcommand{\LaTeXInfoTemplateOne}[1]{
\begin{TemplateInfo}{\Info}{Information}
#1
\end{TemplateInfo}
}


\newcommand{\LaTexHelpFulHintTemplate}[1]{
\LaTeXDoubleBoxTemplate{Helpful Hint:}{#1}
}

\newcommand{\MyLaTeXTemplate}[3]{
\LaTeXDoubleBoxTemplate{MyLaTeXTemplate1:}{#1 \\ #2 \\ #3}
}

\newcommand{\TemplatePreformat}[1]{
\par
\begin{scriptsize}
%\setlength{\baselineskip}{0.9\baselineskip}
\ttfamily
#1
\par
\end{scriptsize}
}

\newcommand{\TemplateSpaceIndent}[1]{
\begin{scriptsize}
\begin{framed}
\ttfamily
#1
\end{framed}
\end{scriptsize}
}

\newcommand{\GenericColorBox}[2]
{
\newline
\begin{tabular}[t]{p{0.6cm}p{4cm}}
#1&#2\\  
\end{tabular}
}

\newcommand{\legendNamedColorBox}[2]
{
  \GenericColorBox{
    \parbox[t]{0.5\linewidth}{
      \textsuperscript{
        \fcolorbox{black}{#1}{
          \Huge{\,\,}
        }
      }
    }
  }{
    #2
  } 
}

\newcommand{\legendColorBox}[2]
{
  \GenericColorBox{
    \definecolor{tempColor}{rgb}{#1}
    \parbox[t]{0.5\linewidth}{
      \textsuperscript{
        \fcolorbox{black}{tempColor}{
           \Huge{\,\,}
        }
      }
    }
  }{
    #2
  } 
}



%\newcommand{\ubung} {{\LARGE $\triangleright$}}
\newcommand{\ubung}{\ding{228} \textbf{Aufgabe:}\,}

\newcommand{\TemplateSource}[1]
{
%\begin{TemplateCodeInside}{}{\baselineskip}{\baselineskip}{}{}{true}
\begin{scriptsize}
\begin{myshaded}\ttfamily
#1
\end{myshaded}
\end{scriptsize}
%\end{TemplateCodeInside}
}


\newenvironment{TemplateInfo}[2]
% no more parameters
%****************************************************
% Template Info
% Kasten mit Logo, Titelzeile, Text
% kann für folgende Wiki-Vorlagen benutzt werden:
%          Vorlage:merke, Vorlage:Achtung u.ä.
%
% #1 Logo  (optional) default: \Info
% #2 Titel (optional) default: Information; könnte theoretisch auch leer sein,
%                     das ist aber wegen des Logos nicht sinnvoll
%****************************************************
{
% Definition des Kastens mit Standardwerten
% u.U. ist linewidth=1pt erorderlich
\begin{mdframed}[ skipabove=\baselineskip, skipbelow=\baselineskip,
linewidth=1pt,
innertopmargin=0, innerbottommargin=0 ]
% linksbündig ist besser, weil es in der Regel wenige Zeilen sind, die teilweise kurz sind
\begin{flushleft}
% Überschrift größer darstellen
\begin{Large}
% #1 wird als Logo verwendet, Vorgabe ist \Info aus marvosym
%    für andere Logos muss ggf. das Package eingebunden werden
%    das Logo kann auch mit einer Größe verbunden werden, z.B. \LARGE\danger als #1
{#1 } \
% #2 wird als Titelzeile verwendet, Vorgabe ist 'Information'
{\bfseries #2}
\medskip \end{Large} \\
} % Ende der begin-Anweisungen, es folgenden die end-Anweisungen
{ \end{flushleft}\end{mdframed} }


\newcommand{\TemplateHeaderExercise}[3]
% no more parameters
%****************************************************
% Template Header Exercise
% Rahmen als minisec mit Nummer der Aufgabe und Titel und grauem Hintergrund
% ist gedacht für folgende Wiki-Vorlage:
%          Vorlage:Übung4
% kann genauso für den Aufgaben-Teil folgender Vorlagen verwendet werden:
%          Vorlage:Übung    (wird zz. nur einmal benutzt)
%          Vorlage:Übung2   (wird zz. gar nicht benutzt)
%          Vorlage:Übung3   (wird zz. in 2 Büchern häufig benutzt)
%          C++-Programmierung/ Vorlage:Aufgabe  (wird zz. nur selten benutzt,
%                            ist in LatexRenderer.hs schon erledigt)
%
% #1 Text   (optional) 'Aufgabe' oder 'Übung', kann auch leer sein
% #2 Nummer (Pflicht)  könnte theoretisch auch leer sein, aber dann sieht die Zeile
%                      seltsam aus; oder die if-Abfragen wären unnötig komplex
% #3 Titel  (optional) Inhaltsangabe der Aufgabe, kann auch leer sein
%****************************************************
{
\minisec{\normalfont \fcolorbox{black}{shadecolor}{\large \, #1 #2 \ifx{#3}{}{}\else{-- #3}\fi \,} \medskip }
}
 
\newcommand{\TemplateHeaderSolution}[3]
% no more parameters
%****************************************************
% Template Header Solution
% Rahmen als minisec mit Nummer der Aufgabe und Titel und grauem Hintergrund
%
% ist gedacht für den Lösungen-Teil der Vorlagen und wird genauso
% verwendet wie \TemplateHeaderExercise
%****************************************************
{
\minisec{\normalfont \fcolorbox{black}{shadecolor}{\large \, Lösung zu #1 #2 \ifx{#3}{}{}\else{-- #3}\fi \,} \medskip }
}

\newcommand{\TemplateUbungDrei}[4]
{
\TemplateHeaderExercise{Übung}{#1}{#2}
#3
\TemplateHeaderSolution{Übung}{#1}{#2}
#4
}

\newcommand{\Mywrapfigure}[2]
{
\begin{wrapfigure}{r}{#1\textwidth}
\begin{center}
#2
\end{center}
\end{wrapfigure}
}



\newcommand{\Mymakebox}[2]
{
\begin{minipage}{#1\textwidth}
#2
\end{minipage}
}

\newcommand{\MyBlau}[1]{
\textcolor{darkblue}{#1}
} 
\newcommand{\MyRot}[1]{
\textcolor{red}{#1}
} 
\newcommand{\MyGrun}[1]{
\textcolor{mydarkgreen}{#1}
} 
\newcommand{\MyBg}[2]{
\fcolorbox{#1}{#1}{#2} 
} 

\newcommand{\BNPModule}[1]{
the "#1" module
} 


\newcommand{\LaTeXMerkeZweiTemplate}[1]{\LaTeXDoubleBoxTemplate{Merke}{#1}}

\newcommand{\LaTeXDefinitionTemplate}[1]{\LaTeXDoubleBoxTemplate{Definition}{#1}}

\newcommand{\LaTeXAnorganischeChemieFuerSchuelerVorlageMerksatzTemplate}[1]{\LaTeXDoubleBoxTemplate{Merksatz}{#1}}

\newcommand{\LaTeXTextTemplate}[1]{\LaTeXDoubleBoxTemplate{}{#1}}

\newcommand{\LaTeXExampleTemplate}[1]{\LaTeXDoubleBoxTemplate{Example:}{#1}}

\newcommand{\LaTeXexampleTemplate}[1]{\LaTeXDoubleBoxTemplate{Example:}{#1}}

\newcommand{\LaTeXPTPBoxTemplate}[1]{\LaTeXDoubleBoxTemplate{Points to ponder:}{#1}}

\newcommand{\LaTeXNOTETemplate}[2]{\LaTeXDoubleBoxTemplate{Note:}{#1 #2}}

\newcommand{\LaTeXNotizTemplate}[1]{\LaTeXDoubleBoxTemplate{Notiz:}{#1}}

\newcommand{\LaTeXbodynoteTemplate}[1]{\LaTeXDoubleBoxTemplate{Note:}{#1}}

\newcommand{\LaTeXcquoteTemplate}[1]{\LaTeXDoubleBoxTemplate{Quote:}{#1}}

\newcommand{\LaTeXCquoteTemplate}[1]{\LaTeXDoubleBoxTemplate{Quote:}{#1}}

\newcommand{\LaTeXSideNoteTemplate}[1]{\LaTeXDoubleBoxTemplate{Note:}{#1}}

\newcommand{\LaTeXsideNoteTemplate}[1]{\LaTeXDoubleBoxTemplate{Note:}{#1}}

\newcommand{\LaTeXExercisesTemplate}[1]{\LaTeXDoubleBoxTemplate{Exercises:}{#1}}

\newcommand{\LaTeXCppProgrammierungVorlageTippTemplate}[1]{\LaTeXDoubleBoxTemplate{Tip}{#1}}

\newcommand{\LaTeXTipTemplate}[1]{\LaTeXDoubleBoxTemplate{Tip}{#1}}
\newcommand{\LaTeXUnknownTemplate}[1]{unknown}

\newcommand{\LaTeXCppProgrammierungVorlageHinweisTemplate}[1]{\LaTeXDoubleBoxTemplate{Hinweis}{#1}}

\newcommand{\LaTeXCppProgrammierungVorlageSpaeterImBuchTemplate}[1]{\LaTeXDoubleBoxTemplate{Thema wird später näher erläutert...}{#1}}

\newcommand{\SGreen}[1]{This page uses material from Dr. Sheldon Green's Hypertext Help with LaTeX.}
\newcommand{\ARoberts}[1]{This page uses material from Andy Roberts' Getting to grips with LaTeX with permission from the author.}

\newcommand{\LaTeXCppProgrammierungVorlageAnderesBuchTemplate}[1]{\LaTeXDoubleBoxTemplate{Buchempfehlung}{#1}}

\newcommand{\LaTeXCppProgrammierungVorlageNichtNaeherBeschriebenTemplate}[1]{\LaTeXDoubleBoxTemplate{Nicht Thema dieses Buches...}{#1}}

\newcommand{\LaTeXPythonUnterLinuxVorlagenVorlageDetailsTemplate}[1]{\LaTeXDoubleBoxTemplate{Details}{#1}}

\newcommand{\LaTeXChapterTemplate}[1]{\chapter{#1}
\myminitoc
}

\newcommand{\Sample}[2]{
\begin{longtable}{|p{\linewidth}|}
\hline
#1 \\ \hline
#2 \\ \hline
\end{longtable}
}

\newcommand{\Syntax}[1]{
\LaTeXDoubleBoxTemplate{Syntax}{#1}}


\newcommand{\LaTeXTT}[1]{{\ttfamily #1}}
\newcommand{\LaTeXBF}[1]{{\bfseries #1}}
\newcommand{\LaTeXCenter}[1]{
\begin{center}
#1
\end{center}}


\newcommand{\BNPManual}[2]{The Blender Manual page on #1 at \url{http://wiki.blender.org/index.php/Doc:Manual/#1}}
\newcommand{\BNPWeb}[2]{#1 at \url{#2}}

\newcommand{\Noframecenter}[2]{
\begin{tablular}{p{\linewidth}}
#2\\ 
#1 
\end{tabluar}
}


\newcommand{\LaTeXTTUlineTemplate}[1]{{\ttfamily \uline{#1}}
}



\newcommand{\PythonUnterLinuxDenulltails}[1]{
\begin{tabular}{|p{\linewidth}|}\hline
\textbf{Denulltails} \\ \hline
#1 \\ \hline 
\end{tabular}}

\newcommand{\GNURTip}[1]{
\begin{longtable}{|p{\linewidth}|}\hline
\textbf{Tip} \\ \hline
#1 \\ \hline 
\end{longtable}}

\newcommand{\PerlUebung}[1]{
\begin{longtable}{|p{\linewidth}|}\hline
#1 \\ \hline 
\end{longtable}}

\newcommand{\PerlNotiz}[1]{
\begin{table}{|p{\linewidth}|}\hline
#1 \\ \hline 
\end{table}}

\newcommand{\ACFSZusatz}[1]{\textbf{ Zusatzinformation }}
\newcommand{\ACFSVorlageB}[1]{\textbf{ Beobachtung }}
\newcommand{\ACFSVorlageV}[1]{\textbf{ Versuchsbeschreibung }}
\newcommand{\TemplateHeaderSolutionUebung}[2]{\TemplateHeaderSolution{Übung}{#1}{#2}}
\newcommand{\TemplateHeaderExerciseUebung}[2]{\TemplateHeaderExercise{Übung}{#1}{#2}}

\newcommand{\ChemTemplate}[9]{\texttt{     
#1#2#3#4#5#6#7#8#9}}


\newcommand{\WaningTemplate}[1]{     
\begin{TemplateInfo}{\danger}{Warning}
#1
\end{TemplateInfo}}


\newcommand{\WarnungTemplate}[1]{     
\begin{TemplateInfo}{\danger}{Warnung}
#1
\end{TemplateInfo}}


\newcommand{\BlenderAlignedToViewIssue}[1]{     
\begin{TemplateInfo}{\danger}{Blender3d Aligned to view issue}
This tutorial relies on objects being created so that they are aligned to the view that you’re looking through. Versions 2.48 and above have changed the way this works. Visit Aligned (\url{http://en.wikibooks.org/wiki/Blender_3D:_Noob_to_Pro/Aligned_to_view_issue}) to view issue to understand the settings that need to be changed.
\end{TemplateInfo}}


\newcommand{\BlenderVersion}[1]{     
{\itshape Diese Seite bezieht sich auf }{\bfseries \quad Blender Version #1}}

\newcommand{\Literal}[1]{{\itshape #1}}

\newcommand{\JavaIllustration}[3]{
\begin{tablular}
{Figure #1: #2}
\\
#3
\end{ltablular}
}

\newcommand{\PDFLink}[1]{#1 PDF}

\newcommand{\Ja}[1]{\Checkmark {\bfseries Ja}}
\newcommand{\Nein}[1]{\XSolidBrush {\bfseries Nein}}

\newcommand{\SVGVersions}[8]{
{\scriptsize
\begin{tabular}{|p{0.45\linewidth}|p{0.13\linewidth}|}\hline
Squiggle (Batik) & #1 \\ \hline
Opera (Presto) & #2 \\ \hline
Firefox (Gecko; auch SeaMonkey, Iceape, Iceweasel etc) & #3 \\ \hline
Konqueror (KSVG) & #4 \\ \hline
Safari (Webkit) & #5 \\ \hline
Chrome (Webkit) & #6 \\ \hline
Microsoft Internet Explorer (Trident) & #7 \\ \hline
librsvg & #8 \\\hline
\end{tabular}}

}


\theoremstyle{plain}
\newtheorem{satz}{Satz}
\newtheorem{beweis}{Beweis}
\newtheorem{beispiel}{Beispiel}

\theoremstyle{definition}
\newtheorem{mydef}{Definition}

\newcommand{\NFSatz}[2]{\begin{satz}#1\end{satz}#2}

\newcommand{\NFDef}[2]{\begin{mydef}#1\end{mydef}#2}

\newcommand{\NFBeweis}[2]{\begin{beweis}#1\end{beweis}#2}

\newcommand{\NFBeispiel}[2]{\begin{beweis}#1\end{beweis}#2}

\newcommand{\NFFrage}[3]{

\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\itshape \uline{#1}: #2} \\
#3
\end{myshaded}

}

\newcommand{\NFFrageB}[2]{

\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\itshape \uline{Frage}: #1} \\
#2
\end{myshaded}

}


\newcommand{\NFVertiefung}[1]{
{\bfseries Vertiefung:} \\
Der Inhalt des folgenden Abschnitts ist eine Vertiefung des Stoffes. Für die nächsten Kapitel ist es nicht notwendig, dass du dieses Kapitel gelesen hast.

}
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\newcommand{\R}{\ensuremath{\mathbb{R}}}
\newcommand{\N}{\ensuremath{\mathbb{N}}}
\newcommand{\Z}{\ensuremath{\mathbb{Z}}}
\newcommand{\Q}{\ensuremath{\mathbb{Q}}}
\renewcommand{\C}{\ensuremath{\mathbb{C}}}
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Benutzer:Dirk Huenniger/play
Aus Wikibooks
< Benutzer:Dirk Huenniger



Kennzahlen



In Deutschland finden täglich etwa 37.000 Zugfahrten statt. Die meisten Züge werden von den 24 DB-eigenen
Eisenbahnunternehmen gefahren (siehe auch Tabelle unten). Das Eisenbahnnetz der Deutschen Bahn gilt nach dem



Schweizer SBB-Netz und dem japanischen Eisenbahnnetz als das drittdichteste der Welt.Quelle?



Der Konzernvorstand der Deutschen Bahn AG bezeichnete auf der Bilanzpressekonferenz am 31. März 2006 das Jahr
2005 im Hinblick auf Betriebsergebnis, Umsatz und Fahrgastzahlen als erfolgreichstes in der bundesdeutschen
Geschichte. Rund 60 Prozent der Gewinne werden im Bereich Logistik weltweit auf der Straße, zu Wasser und in der Luft
erwirtschaftet.



Der Anteil öffentlicher Mittel am Umsatz liegt laut Bahnangaben (Stand: April 2007) bei 15 Prozent.



Nach eigenen Angaben ist das Unternehmen mit einem Logistik-Umsatz von 7,1 Milliarden Euro (2007) der
umsatzstärkste Logistiker in Deutschland (Gesamtmarkt: 205 Milliarden Euro).



Stand jeweils 31.
Dezember



2003 2004 2005 2006 2007 2008 2009 2010 2011 Anmerkung



Konzernumsatz
(Mrd. €)



23,029 23,962 25,055 30,053 31,309 33,452 29,335 34,410 37,979



Konzernergebnis
(Mrd. €)



–0,245 0,180 0,611 1,680 1,716 1,321 0,830 1,058 1,332



Konzernbilanzsumme
(Mrd. €)



47,647 47,616 47,101 48,440 48,529 48,193 47,303 52,003 51,791



Mitarbeiter 242.759 225.512 216.389 229.000 237.078 240.242 239.828 276.310 285.319



Betriebsstellen
(Bahnhöfe,
Haltepunkte u. a.)



5.665 5.697 5.707 5.730 5.699 5.718 5.707 5.700 5.685



Unternehmenseigenes
Schienennetz (km)



35.593 34.718 34.211 34.122 33.978 33.862 33.721 33.723 33.576



nahezu das
gesamte
Vollbahnnetz
Deutschlands



Beförderungsleistung Personenverkehr:



Reisende (Mrd.) 1,682 1,695 1,785 1,854 1,835 1,919 1,908 1,950 1,981 ab 2008 inkl.
Auslandsgeschäft



Personenkilometer
(Mrd.)



69,534 70,260 72,554 74,788 74,792 77,791 76,772 78,582 79,228 ab 2008 inkl.
Auslandsgeschäft



Beförderungsleistung Güterverkehr:



Güterbeförderung
(Mio. Tonnen)



282,3 283,6 266,5 307,6 312,8 378,7 341,0 415,4 411,6



Tonnenkilometer
(Mrd.)



79,864 83,982 83,111 96,388 98,794 113,634 93,948 105,794 111,980



Beförderungsleistung DB-Schienennetz (DB Netz AG):



Trassenkilometer DB-
Züge (Mio.) 917,8 912,7 887,7 888 1.050 1.043 1.003 1.034 1.051



Fahrkilometer
aller
Zuggattungen



Trassenkilometer
externer
Unternehmen (Mio.)



71 88 110 128 147 162 170 195 219



Der Umsatzzuwachs des Jahres 2008 betrug 2,143 Mrd. €, davon stammen 974 Millionen aus Akquisitionen.



Rund 57.000 DB-Mitarbeiter arbeiten außerhalb Deutschlands (Stand: Ende 2008).



Der Deutschen Bahn AG waren zum 30. November 2007 insgesamt 42.935 Beamte, sowie 3.696 beurlaubte Beamte
zugewiesen. Basierend auf der geltenden Arbeitsgrenze von 65 Jahren soll deren Zahl bis 2015 auf rund 42.000, bis 2025
auf rund 15.500 und bis 2035 auf rund 1600 sinken. Ab 2041 werden, bei einer Grenze von 65 Jahren, keine Beamten bei
der DB AG mehr tätig sein. Das Unternehmen zahlt dem Bundeseisenbahnvermögen für die ihr unterliegenden Beamten
die Aufwendungen, die für vergleichbare Angestellte anfallen würden. 2006 wandte das Unternehmen hierfür insgesamt
1,537 Milliarden Euro auf.  Der Zugang zur Beamtenlaufbahn der ehemaligen Deutschen Bundesbahn war bereits 1992
geschlossen worden.  Das Unternehmen rechnet bis 2015 mit einem Anstieg des durchschnittlichen Alters der
Beschäftigten auf über 50 Jahre.
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images/14.pdf











images/16.pdf











main/main.out

\BOOKMARK [0][]{chapter.1}{\376\377\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{}% 1
\BOOKMARK [1][]{section.1.1}{\376\377\0001\000.\0001\000\040\000F\000o\000r\000e\000w\000o\000r\000d}{chapter.1}% 2
\BOOKMARK [1][]{section.1.2}{\376\377\0001\000.\0002\000\040\000A\000b\000o\000u\000t\000\040\000t\000h\000i\000s\000\040\000B\000o\000o\000k}{chapter.1}% 3
\BOOKMARK [1][]{section.1.3}{\376\377\0001\000.\0003\000\040\000A\000b\000o\000u\000t\000\040\000W\000i\000k\000i\000b\000o\000o\000k\000s\000\040\000a\000n\000d\000\040\000W\000i\000k\000i\000m\000e\000d\000i\000a}{chapter.1}% 4
\BOOKMARK [0][]{chapter.2}{\376\377\0002\000\040\000C\000r\000e\000a\000t\000i\000n\000g\000\040\000a\000n\000d\000\040\000M\000a\000i\000n\000t\000a\000i\000n\000i\000n\000g\000\040\000T\000e\000a\000m\000\040\000C\000o\000h\000e\000s\000i\000o\000n}{}% 5
\BOOKMARK [1][]{section.2.1}{\376\377\0002\000.\0001\000\040\000T\000e\000a\000m\000\040\000C\000o\000h\000e\000s\000i\000o\000n\000\040\000D\000e\000f\000i\000n\000e\000d}{chapter.2}% 6
\BOOKMARK [1][]{section.2.2}{\376\377\0002\000.\0002\000\040\000T\000h\000e\000\040\000Q\000u\000e\000s\000t\000i\000o\000n}{chapter.2}% 7
\BOOKMARK [1][]{section.2.3}{\376\377\0002\000.\0003\000\040\000T\000e\000a\000m\000\040\000C\000o\000m\000p\000o\000s\000i\000t\000i\000o\000n}{chapter.2}% 8
\BOOKMARK [1][]{section.2.4}{\376\377\0002\000.\0004\000\040\000I\000n\000t\000e\000r\000n\000a\000l\000\040\000E\000n\000v\000i\000r\000o\000n\000m\000e\000n\000t\000\040\000F\000a\000c\000t\000o\000r\000s\000\040\000N\000e\000e\000d\000e\000d\000\040\000i\000n\000\040\000T\000e\000a\000m\000\040\000C\000o\000h\000e\000s\000i\000o\000n}{chapter.2}% 9
\BOOKMARK [1][]{section.2.5}{\376\377\0002\000.\0005\000\040\000R\000o\000l\000e\000\040\000o\000f\000\040\000M\000a\000n\000a\000g\000e\000m\000e\000n\000t\000\040\000i\000n\000\040\000T\000e\000a\000m\000\040\000C\000o\000h\000e\000s\000i\000o\000n}{chapter.2}% 10
\BOOKMARK [1][]{section.2.6}{\376\377\0002\000.\0006\000\040\000E\000x\000a\000m\000p\000l\000e\000s\000\040\000o\000f\000\040\000T\000e\000a\000m\000\040\000C\000o\000h\000e\000s\000i\000o\000n\000:\000\040\000T\000h\000e\000\040\000G\000o\000o\000d}{chapter.2}% 11
\BOOKMARK [1][]{section.2.7}{\376\377\0002\000.\0007\000\040\000E\000x\000a\000m\000p\000l\000e\000s\000\040\000o\000f\000\040\000T\000e\000a\000m\000\040\000C\000o\000h\000e\000s\000i\000o\000n\000:\000\040\000T\000h\000e\000\040\000B\000a\000d}{chapter.2}% 12
\BOOKMARK [1][]{section.2.8}{\376\377\0002\000.\0008\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.2}% 13
\BOOKMARK [1][]{section.2.9}{\376\377\0002\000.\0009\000\040\000R\000e\000f\000e\000r\000e\000n\000e\000s}{chapter.2}% 14
\BOOKMARK [0][]{chapter.3}{\376\377\0003\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n}{}% 15
\BOOKMARK [1][]{section.3.1}{\376\377\0003\000.\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{chapter.3}% 16
\BOOKMARK [1][]{section.3.2}{\376\377\0003\000.\0002\000\040\000M\000i\000s\000c\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n}{chapter.3}% 17
\BOOKMARK [1][]{section.3.3}{\376\377\0003\000.\0003\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n\000\040\000B\000r\000e\000a\000k\000d\000o\000w\000n}{chapter.3}% 18
\BOOKMARK [1][]{section.3.4}{\376\377\0003\000.\0004\000\040\000P\000l\000a\000n\000n\000i\000n\000g\000\040\000f\000o\000r\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n}{chapter.3}% 19
\BOOKMARK [1][]{section.3.5}{\376\377\0003\000.\0005\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n\000\040\000T\000o\000o\000l\000s}{chapter.3}% 20
\BOOKMARK [1][]{section.3.6}{\376\377\0003\000.\0006\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000y\000\040\000T\000y\000p\000e\000s}{chapter.3}% 21
\BOOKMARK [1][]{section.3.7}{\376\377\0003\000.\0007\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.3}% 22
\BOOKMARK [1][]{section.3.8}{\376\377\0003\000.\0008\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.3}% 23
\BOOKMARK [0][]{chapter.4}{\376\377\0004\000\040\000C\000o\000n\000f\000l\000i\000c\000t}{}% 24
\BOOKMARK [1][]{section.4.1}{\376\377\0004\000.\0001\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000\040\000D\000e\000f\000i\000n\000e\000d}{chapter.4}% 25
\BOOKMARK [1][]{section.4.2}{\376\377\0004\000.\0002\000\040\000T\000y\000p\000e\000s\000\040\000o\000f\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000\040\000t\000h\000a\000t\000\040\000a\000\040\000T\000e\000a\000m\000\040\000C\000a\000n\000\040\000F\000a\000c\000e}{chapter.4}% 26
\BOOKMARK [1][]{section.4.3}{\376\377\0004\000.\0003\000\040\000W\000h\000y\000\040\000i\000s\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000\040\000R\000e\000s\000o\000l\000u\000t\000i\000o\000n\000\040\000I\000m\000p\000o\000r\000t\000a\000n\000t\000\040\000i\000n\000\040\000a\000\040\000T\000e\000a\000m\000\040\000S\000e\000t\000t\000i\000n\000g\000?}{chapter.4}% 27
\BOOKMARK [1][]{section.4.4}{\376\377\0004\000.\0004\000\040\000W\000h\000a\000t\000\040\000a\000r\000e\000\040\000t\000h\000e\000\040\000S\000y\000m\000p\000t\000o\000m\000s\000\040\000o\000f\000\040\000T\000e\000a\000m\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000?}{chapter.4}% 28
\BOOKMARK [1][]{section.4.5}{\376\377\0004\000.\0005\000\040\000W\000h\000a\000t\000\040\000a\000r\000e\000\040\000A\000p\000p\000r\000o\000p\000r\000i\000a\000t\000e\000\040\000S\000o\000l\000u\000t\000i\000o\000n\000s\000\040\000t\000o\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000?}{chapter.4}% 29
\BOOKMARK [1][]{section.4.6}{\376\377\0004\000.\0006\000\040\000H\000o\000w\000\040\000C\000a\000n\000\040\000a\000\040\000T\000e\000a\000m\000\040\000P\000r\000e\000v\000e\000n\000t\000\040\000N\000e\000g\000a\000t\000i\000v\000e\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000?}{chapter.4}% 30
\BOOKMARK [1][]{section.4.7}{\376\377\0004\000.\0007\000\040\000H\000o\000w\000\040\000D\000o\000\040\000T\000e\000a\000m\000s\000\040\000P\000r\000e\000v\000e\000n\000t\000\040\000D\000a\000m\000a\000g\000i\000n\000g\000\040\000C\000o\000n\000f\000l\000i\000c\000t\000?}{chapter.4}% 31
\BOOKMARK [1][]{section.4.8}{\376\377\0004\000.\0008\000\040\000R\000e\000s\000o\000l\000v\000i\000n\000g\000\040\000C\000o\000n\000f\000l\000i\000c\000t}{chapter.4}% 32
\BOOKMARK [1][]{section.4.9}{\376\377\0004\000.\0009\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.4}% 33
\BOOKMARK [0][]{chapter.5}{\376\377\0005\000\040\000M\000o\000t\000i\000v\000a\000t\000i\000o\000n}{}% 34
\BOOKMARK [1][]{section.5.1}{\376\377\0005\000.\0001\000\040\000W\000h\000a\000t\000\040\000I\000s\000\040\000M\000o\000t\000i\000v\000a\000t\000i\000o\000n\000?}{chapter.5}% 35
\BOOKMARK [1][]{section.5.2}{\376\377\0005\000.\0002\000\040\000L\000a\000c\000k\000\040\000o\000f\000\040\000M\000o\000t\000i\000v\000a\000t\000i\000o\000n\000\040\000i\000n\000\040\000T\000e\000a\000m\000s}{chapter.5}% 36
\BOOKMARK [1][]{section.5.3}{\376\377\0005\000.\0003\000\040\000M\000o\000t\000i\000v\000a\000t\000i\000o\000n\000\040\000a\000n\000d\000\040\000T\000e\000a\000m\000\040\000D\000y\000n\000a\000m\000i\000c\000s}{chapter.5}% 37
\BOOKMARK [1][]{section.5.4}{\376\377\0005\000.\0004\000\040\000M\000o\000t\000i\000v\000a\000t\000i\000n\000g\000\040\000T\000e\000a\000m\000\040\000M\000e\000m\000b\000e\000r\000s}{chapter.5}% 38
\BOOKMARK [1][]{section.5.5}{\376\377\0005\000.\0005\000\040\000S\000o\000u\000r\000c\000e\000s}{chapter.5}% 39
\BOOKMARK [0][]{chapter.6}{\376\377\0006\000\040\000T\000e\000a\000m\000\040\000I\000n\000c\000l\000u\000s\000i\000o\000n}{}% 40
\BOOKMARK [1][]{section.6.1}{\376\377\0006\000.\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n\000\040\000o\000f\000\040\000B\000e\000s\000t\000\040\000M\000e\000m\000b\000e\000r\000s\000\040\000f\000o\000r\000\040\000T\000e\000a\000m\000\040\000I\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.6}% 41
\BOOKMARK [1][]{section.6.2}{\376\377\0006\000.\0002\000\040\000W\000h\000a\000t\000\040\000I\000s\000\040\000t\000h\000e\000\040\000P\000r\000o\000c\000e\000s\000s\000?}{chapter.6}% 42
\BOOKMARK [1][]{section.6.3}{\376\377\0006\000.\0003\000\040\000T\000e\000a\000m\000\040\000R\000e\000l\000a\000t\000i\000o\000n\000s\000h\000i\000p\000s}{chapter.6}% 43
\BOOKMARK [1][]{section.6.4}{\376\377\0006\000.\0004\000\040\000B\000e\000i\000n\000g\000\040\000P\000a\000r\000t\000\040\000o\000f\000\040\000a\000\040\000T\000e\000a\000m}{chapter.6}% 44
\BOOKMARK [1][]{section.6.5}{\376\377\0006\000.\0005\000\040\000M\000a\000n\000a\000g\000i\000n\000g\000\040\000I\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.6}% 45
\BOOKMARK [1][]{section.6.6}{\376\377\0006\000.\0006\000\040\000H\000o\000w\000\040\000T\000o\000\040\000L\000e\000a\000d\000\040\000f\000o\000r\000\040\000T\000e\000a\000m\000\040\000I\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.6}% 46
\BOOKMARK [0][]{chapter.7}{\376\377\0007\000\040\000D\000i\000v\000e\000r\000s\000i\000t\000y}{}% 47
\BOOKMARK [1][]{section.7.1}{\376\377\0007\000.\0001\000\040\000W\000h\000a\000t\000\040\000I\000s\000\040\000D\000i\000v\000e\000r\000s\000i\000t\000y\000?}{chapter.7}% 48
\BOOKMARK [1][]{section.7.2}{\376\377\0007\000.\0002\000\040\000H\000o\000w\000\040\000A\000r\000e\000\040\000D\000i\000v\000e\000r\000s\000e\000\040\000T\000e\000a\000m\000s\000\040\000D\000i\000f\000f\000e\000r\000e\000n\000t\000\040\000F\000r\000o\000m\000\040\000H\000o\000m\000o\000g\000e\000n\000o\000u\000s\000\040\000O\000n\000e\000s\000?}{chapter.7}% 49
\BOOKMARK [1][]{section.7.3}{\376\377\0007\000.\0003\000\040\000T\000e\000a\000m\000\040\000R\000e\000l\000a\000t\000i\000o\000n\000s\000h\000i\000p\000s}{chapter.7}% 50
\BOOKMARK [1][]{section.7.4}{\376\377\0007\000.\0004\000\040\000T\000e\000a\000m\000\040\000S\000t\000r\000u\000c\000t\000u\000r\000e}{chapter.7}% 51
\BOOKMARK [1][]{section.7.5}{\376\377\0007\000.\0005\000\040\000M\000a\000n\000a\000g\000i\000n\000g\000\040\000D\000i\000v\000e\000r\000s\000i\000t\000y}{chapter.7}% 52
\BOOKMARK [1][]{section.7.6}{\376\377\0007\000.\0006\000\040\000S\000t\000e\000r\000e\000r\000o\000t\000y\000p\000i\000n\000g}{chapter.7}% 53
\BOOKMARK [1][]{section.7.7}{\376\377\0007\000.\0007\000\040\000F\000o\000o\000t\000n\000o\000t\000e\000s}{chapter.7}% 54
\BOOKMARK [0][]{chapter.8}{\376\377\0008\000\040\000T\000e\000a\000m\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000i\000e\000s}{}% 55
\BOOKMARK [1][]{section.8.1}{\376\377\0008\000.\0001\000\040\000A\000c\000h\000i\000e\000v\000i\000n\000g\000\040\000H\000i\000g\000h\000\040\000P\000e\000r\000f\000o\000r\000m\000a\000n\000c\000e\000\040\000T\000h\000r\000o\000u\000g\000h\000\040\000D\000i\000v\000e\000r\000s\000e\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000i\000e\000s}{chapter.8}% 56
\BOOKMARK [1][]{section.8.2}{\376\377\0008\000.\0002\000\040\000H\000o\000w\000\040\000t\000o\000\040\000I\000d\000e\000n\000t\000i\000f\000y\000\040\000D\000i\000f\000f\000e\000r\000e\000n\000t\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000i\000e\000s}{chapter.8}% 57
\BOOKMARK [1][]{section.8.3}{\376\377\0008\000.\0003\000\040\000C\000o\000n\000t\000r\000i\000b\000u\000t\000o\000r\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000i\000e\000s}{chapter.8}% 58
\BOOKMARK [1][]{section.8.4}{\376\377\0008\000.\0004\000\040\000I\000n\000h\000i\000b\000i\000t\000o\000r\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000i\000e\000s}{chapter.8}% 59
\BOOKMARK [1][]{section.8.5}{\376\377\0008\000.\0005\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000y\000\040\000P\000r\000o\000f\000i\000l\000i\000n\000g\000\040\000C\000o\000n\000s\000i\000d\000e\000r\000a\000t\000i\000o\000n\000s}{chapter.8}% 60
\BOOKMARK [1][]{section.8.6}{\376\377\0008\000.\0006\000\040\000D\000e\000e\000p\000-\000\040\000a\000n\000d\000\040\000s\000u\000r\000f\000a\000c\000e\000-\000l\000e\000v\000e\000l\000\040\000d\000i\000v\000e\000r\000s\000i\000t\000y}{chapter.8}% 61
\BOOKMARK [1][]{section.8.7}{\376\377\0008\000.\0007\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.8}% 62
\BOOKMARK [1][]{section.8.8}{\376\377\0008\000.\0008\000\040\000P\000r\000o\000f\000e\000s\000s\000i\000o\000n\000a\000l\000\040\000R\000e\000s\000o\000u\000r\000c\000e\000s}{chapter.8}% 63
\BOOKMARK [1][]{section.8.9}{\376\377\0008\000.\0009\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.8}% 64
\BOOKMARK [0][]{chapter.9}{\376\377\0009\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000i\000n\000g}{}% 65
\BOOKMARK [0][]{chapter.10}{\376\377\0001\0000\000\040\000D\000e\000f\000i\000n\000i\000t\000i\000o\000n\000\040\000o\000f\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000i\000n\000g}{}% 66
\BOOKMARK [1][]{section.10.1}{\376\377\0001\0000\000.\0001\000\040\000C\000a\000u\000s\000e\000s\000\040\000o\000f\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000i\000n\000g}{chapter.10}% 67
\BOOKMARK [1][]{section.10.2}{\376\377\0001\0000\000.\0002\000\040\000E\000f\000f\000e\000c\000t\000s\000\040\000o\000f\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000i\000n\000g}{chapter.10}% 68
\BOOKMARK [1][]{section.10.3}{\376\377\0001\0000\000.\0003\000\040\000V\000a\000r\000i\000a\000t\000i\000o\000n\000\040\000i\000n\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000i\000n\000g}{chapter.10}% 69
\BOOKMARK [1][]{section.10.4}{\376\377\0001\0000\000.\0004\000\040\000C\000o\000n\000f\000r\000o\000n\000t\000i\000n\000g\000\040\000t\000h\000e\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000e\000r}{chapter.10}% 70
\BOOKMARK [1][]{section.10.5}{\376\377\0001\0000\000.\0005\000\040\000P\000r\000e\000v\000e\000n\000t\000i\000n\000g\000\040\000S\000o\000c\000i\000a\000l\000\040\000L\000o\000a\000f\000i\000n\000g}{chapter.10}% 71
\BOOKMARK [1][]{section.10.6}{\376\377\0001\0000\000.\0006\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.10}% 72
\BOOKMARK [0][]{chapter.11}{\376\377\0001\0001\000\040\000L\000e\000a\000d\000e\000r\000\040\000C\000r\000e\000d\000i\000b\000i\000l\000i\000t\000y}{}% 73
\BOOKMARK [1][]{section.11.1}{\376\377\0001\0001\000.\0001\000\040\000Q\000u\000e\000s\000t\000i\000o\000n\000s\000\040\000P\000o\000s\000e\000d}{chapter.11}% 74
\BOOKMARK [1][]{section.11.2}{\376\377\0001\0001\000.\0002\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{chapter.11}% 75
\BOOKMARK [1][]{section.11.3}{\376\377\0001\0001\000.\0003\000\040\000O\000v\000e\000r\000c\000o\000m\000i\000n\000g\000\040\000S\000t\000e\000r\000e\000o\000t\000y\000p\000e\000s}{chapter.11}% 76
\BOOKMARK [1][]{section.11.4}{\376\377\0001\0001\000.\0004\000\040\000P\000e\000r\000s\000o\000n\000a\000l\000i\000t\000y\000\040\000T\000y\000p\000e\000s}{chapter.11}% 77
\BOOKMARK [1][]{section.11.5}{\376\377\0001\0001\000.\0005\000\040\000E\000f\000f\000e\000c\000t\000i\000v\000e\000l\000y\000\040\000L\000e\000a\000d\000i\000n\000g\000\040\000Y\000o\000u\000r\000\040\000F\000o\000r\000m\000e\000r\000\040\000P\000e\000e\000r\000s}{chapter.11}% 78
\BOOKMARK [1][]{section.11.6}{\376\377\0001\0001\000.\0006\000\040\000L\000e\000a\000d\000i\000n\000g\000\040\000a\000\040\000N\000e\000w\000\040\000T\000e\000a\000m}{chapter.11}% 79
\BOOKMARK [1][]{section.11.7}{\376\377\0001\0001\000.\0007\000\040\000E\000s\000t\000a\000b\000l\000i\000s\000h\000i\000n\000g\000\040\000C\000r\000e\000d\000i\000b\000i\000l\000i\000t\000y\000\040\000a\000n\000d\000\040\000A\000v\000o\000i\000d\000i\000n\000g\000\040\000P\000i\000t\000f\000a\000l\000l\000s}{chapter.11}% 80
\BOOKMARK [1][]{section.11.8}{\376\377\0001\0001\000.\0008\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.11}% 81
\BOOKMARK [1][]{section.11.9}{\376\377\0001\0001\000.\0009\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.11}% 82
\BOOKMARK [0][]{chapter.12}{\376\377\0001\0002\000\040\000M\000a\000n\000a\000g\000i\000n\000g\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p\000\040\000T\000r\000a\000n\000s\000i\000t\000i\000o\000n\000s}{}% 83
\BOOKMARK [1][]{section.12.1}{\376\377\0001\0002\000.\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{chapter.12}% 84
\BOOKMARK [1][]{section.12.2}{\376\377\0001\0002\000.\0002\000\040\000F\000u\000n\000c\000t\000i\000o\000n\000a\000l\000\040\000a\000n\000d\000\040\000P\000s\000y\000c\000h\000o\000l\000o\000g\000i\000c\000a\000l\000\040\000I\000m\000p\000a\000c\000t\000s\000\040\000o\000f\000\040\000T\000r\000a\000n\000s\000i\000t\000i\000o\000n\000i\000n\000g\000\040\000f\000r\000o\000m\000\040\000T\000e\000a\000m\000\040\000M\000e\000m\000b\000e\000r\000\040\000t\000o\000\040\000T\000e\000a\000m\000\040\000L\000e\000a\000d\000e\000r}{chapter.12}% 85
\BOOKMARK [1][]{section.12.3}{\376\377\0001\0002\000.\0003\000\040\000C\000h\000a\000l\000l\000e\000n\000g\000e\000s\000\040\000a\000n\000d\000\040\000M\000e\000t\000h\000o\000d\000s\000\040\000f\000o\000r\000\040\000E\000s\000t\000a\000b\000l\000i\000s\000h\000i\000n\000g\000\040\000I\000n\000f\000l\000u\000e\000n\000c\000e\000\040\000o\000v\000e\000r\000\040\000t\000h\000e\000\040\000T\000e\000a\000m}{chapter.12}% 86
\BOOKMARK [1][]{section.12.4}{\376\377\0001\0002\000.\0004\000\040\000P\000r\000a\000c\000t\000i\000c\000a\000l\000\040\000A\000d\000v\000i\000c\000e\000\040\000f\000o\000r\000\040\000A\000c\000c\000e\000l\000e\000r\000a\000t\000i\000n\000g\000\040\000a\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p\000\040\000T\000r\000a\000n\000s\000i\000t\000i\000o\000n}{chapter.12}% 87
\BOOKMARK [1][]{section.12.5}{\376\377\0001\0002\000.\0005\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.12}% 88
\BOOKMARK [1][]{section.12.6}{\376\377\0001\0002\000.\0006\000\040\000L\000i\000n\000k\000s}{chapter.12}% 89
\BOOKMARK [1][]{section.12.7}{\376\377\0001\0002\000.\0007\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.12}% 90
\BOOKMARK [0][]{chapter.13}{\376\377\0001\0003\000\040\000N\000e\000w\000\040\000L\000e\000a\000d\000e\000r\000s}{}% 91
\BOOKMARK [1][]{section.13.1}{\376\377\0001\0003\000.\0001\000\040\000W\000h\000a\000t\000\040\000a\000r\000e\000\040\000t\000h\000e\000\040\000b\000a\000s\000i\000c\000\040\000r\000o\000l\000e\000s\000\040\000t\000h\000a\000t\000\040\000a\000\040\000n\000e\000w\000\040\000t\000e\000a\000m\000\040\000l\000e\000a\000d\000e\000r\000\040\000n\000e\000e\000d\000s\000\040\000t\000o\000\040\000k\000n\000o\000w\000?}{chapter.13}% 92
\BOOKMARK [1][]{section.13.2}{\376\377\0001\0003\000.\0002\000\040\000W\000h\000a\000t\000\040\000a\000r\000e\000\040\000s\000o\000m\000e\000\040\000o\000f\000\040\000t\000h\000e\000\040\000k\000e\000y\000\040\000r\000o\000l\000e\000s\000\040\000a\000\040\000m\000a\000n\000a\000g\000e\000r\000\040\000n\000e\000e\000d\000s\000\040\000t\000o\000\040\000t\000a\000k\000e\000\040\000o\000n\000\040\000t\000o\000\040\000b\000e\000\040\000e\000f\000f\000e\000c\000t\000i\000v\000e\000?}{chapter.13}% 93
\BOOKMARK [1][]{section.13.3}{\376\377\0001\0003\000.\0003\000\040\000W\000h\000a\000t\000\040\000A\000r\000e\000\040\000t\000h\000e\000\040\000B\000e\000s\000t\000\040\000O\000p\000t\000i\000o\000n\000s\000\040\000f\000o\000r\000\040\000A\000r\000r\000a\000n\000g\000i\000n\000g\000\040\000a\000\040\000T\000e\000a\000m\000\040\000a\000n\000d\000\040\000A\000s\000s\000i\000g\000n\000i\000n\000g\000\040\000T\000e\000a\000m\000\040\000R\000o\000l\000e\000?}{chapter.13}% 94
\BOOKMARK [1][]{section.13.4}{\376\377\0001\0003\000.\0004\000\040\000W\000h\000a\000t\000\040\000R\000e\000l\000a\000t\000i\000o\000n\000s\000h\000i\000p\000\040\000A\000s\000p\000e\000c\000t\000s\000\040\000C\000a\000n\000\040\000B\000e\000\040\000D\000e\000f\000i\000n\000e\000d\000\040\000i\000n\000\040\000A\000d\000v\000a\000n\000c\000e\000\040\000t\000o\000\040\000A\000s\000s\000u\000r\000e\000\040\000S\000u\000c\000c\000e\000s\000s\000?}{chapter.13}% 95
\BOOKMARK [1][]{section.13.5}{\376\377\0001\0003\000.\0005\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.13}% 96
\BOOKMARK [0][]{chapter.14}{\376\377\0001\0004\000\040\000A\000\040\000b\000a\000l\000a\000n\000c\000e\000\040\000b\000e\000t\000w\000e\000e\000n\000\040\000m\000a\000n\000a\000g\000e\000m\000e\000n\000t\000\040\000a\000n\000d\000\040\000l\000e\000a\000d\000e\000r\000s\000h\000i\000p}{}% 97
\BOOKMARK [0][]{chapter.15}{\376\377\0001\0005\000\040\000E\000f\000f\000e\000c\000t\000i\000v\000e\000\040\000T\000e\000a\000m\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p}{}% 98
\BOOKMARK [0][]{chapter.16}{\376\377\0001\0006\000\040\000D\000i\000c\000t\000a\000t\000o\000r\000s\000h\000i\000p\000\040\000v\000s\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p}{}% 99
\BOOKMARK [0][]{chapter.17}{\376\377\0001\0007\000\040\000D\000i\000s\000c\000i\000p\000l\000i\000n\000e}{}% 100
\BOOKMARK [0][]{chapter.18}{\376\377\0001\0008\000\040\000P\000o\000o\000r\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p}{}% 101
\BOOKMARK [1][]{section.18.1}{\376\377\0001\0008\000.\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{chapter.18}% 102
\BOOKMARK [1][]{section.18.2}{\376\377\0001\0008\000.\0002\000\040\000W\000h\000a\000t\000\040\000I\000s\000\040\000a\000\040\000L\000e\000a\000d\000e\000r\000?}{chapter.18}% 103
\BOOKMARK [1][]{section.18.3}{\376\377\0001\0008\000.\0003\000\040\000T\000y\000p\000e\000s\000\040\000o\000f\000\040\000P\000o\000o\000r\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p}{chapter.18}% 104
\BOOKMARK [1][]{section.18.4}{\376\377\0001\0008\000.\0004\000\040\000W\000h\000y\000\040\000I\000s\000\040\000T\000h\000e\000r\000e\000\040\000B\000a\000d\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p\000?}{chapter.18}% 105
\BOOKMARK [1][]{section.18.5}{\376\377\0001\0008\000.\0005\000\040\000C\000o\000s\000t\000-\000B\000e\000n\000e\000f\000i\000t\000\040\000a\000n\000d\000\040\000S\000k\000i\000l\000l\000-\000T\000r\000a\000i\000t\000\040\000A\000n\000a\000l\000y\000s\000i\000s}{chapter.18}% 106
\BOOKMARK [1][]{section.18.6}{\376\377\0001\0008\000.\0006\000\040\000W\000h\000a\000t\000\040\000S\000h\000o\000u\000l\000d\000\040\000Y\000o\000u\000\040\000D\000o\000\040\000i\000f\000\040\000Y\000o\000u\000\040\000E\000n\000c\000o\000u\000n\000t\000e\000r\000\040\000B\000a\000d\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p\000?}{chapter.18}% 107
\BOOKMARK [1][]{section.18.7}{\376\377\0001\0008\000.\0007\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n\000s}{chapter.18}% 108
\BOOKMARK [1][]{section.18.8}{\376\377\0001\0008\000.\0008\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.18}% 109
\BOOKMARK [0][]{chapter.19}{\376\377\0001\0009\000\040\000H\000o\000w\000\040\000D\000o\000\040\000Y\000o\000u\000\040\000M\000a\000n\000a\000g\000e\000\040\000G\000l\000o\000b\000a\000l\000\040\000V\000i\000r\000t\000u\000a\000l\000\040\000T\000e\000a\000m\000s\000?}{}% 110
\BOOKMARK [1][]{section.19.1}{\376\377\0001\0009\000.\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{chapter.19}% 111
\BOOKMARK [1][]{section.19.2}{\376\377\0001\0009\000.\0002\000\040\000B\000u\000i\000l\000d\000i\000n\000g\000\040\000V\000i\000r\000t\000u\000a\000l\000\040\000T\000e\000a\000m\000s}{chapter.19}% 112
\BOOKMARK [1][]{section.19.3}{\376\377\0001\0009\000.\0003\000\040\000C\000u\000l\000t\000u\000r\000e}{chapter.19}% 113
\BOOKMARK [1][]{section.19.4}{\376\377\0001\0009\000.\0004\000\040\000T\000r\000u\000s\000t}{chapter.19}% 114
\BOOKMARK [1][]{section.19.5}{\376\377\0001\0009\000.\0005\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n\000\040\000T\000e\000c\000h\000n\000i\000q\000u\000e\000s}{chapter.19}% 115
\BOOKMARK [1][]{section.19.6}{\376\377\0001\0009\000.\0006\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n}{chapter.19}% 116
\BOOKMARK [1][]{section.19.7}{\376\377\0001\0009\000.\0007\000\040\0003\0004\000N\000e\000t\000i\000q\000u\000e\000t\000t\000e\0003\0004\000:\000\040\000U\000t\000i\000l\000i\000z\000i\000n\000g\000\040\000V\000i\000r\000t\000u\000a\000l\000\040\000C\000o\000m\000m\000u\000n\000i\000c\000a\000t\000i\000o\000n\000\040\000T\000e\000c\000h\000n\000o\000l\000o\000g\000i\000e\000s\000\040\000R\000e\000s\000p\000o\000n\000s\000i\000b\000l\000y\000\040\000a\000n\000d\000\040\000R\000e\000s\000p\000e\000c\000t\000f\000u\000l\000l\000y}{chapter.19}% 117
\BOOKMARK [1][]{section.19.8}{\376\377\0001\0009\000.\0008\000\040\000I\000n\000f\000o\000r\000m\000a\000t\000i\000o\000n\000\040\000S\000h\000a\000r\000i\000n\000g}{chapter.19}% 118
\BOOKMARK [1][]{section.19.9}{\376\377\0001\0009\000.\0009\000\040\000E\000s\000t\000a\000b\000l\000i\000s\000h\000i\000n\000g\000\040\000G\000r\000o\000u\000n\000d\000\040\000R\000u\000l\000e\000s\000\040\000a\000n\000d\000\040\000N\000o\000r\000m\000s}{chapter.19}% 119
\BOOKMARK [1][]{section.19.10}{\376\377\0001\0009\000.\0001\0000\000\040\000V\000i\000r\000t\000u\000a\000l\000\040\000T\000e\000a\000m\000\040\000M\000e\000e\000t\000i\000n\000g\000s}{chapter.19}% 120
\BOOKMARK [1][]{section.19.11}{\376\377\0001\0009\000.\0001\0001\000\040\000O\000r\000g\000a\000n\000i\000z\000a\000t\000i\000o\000n\000a\000l\000\040\000D\000e\000v\000e\000l\000o\000p\000m\000e\000n\000t}{chapter.19}% 121
\BOOKMARK [1][]{section.19.12}{\376\377\0001\0009\000.\0001\0002\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n}{chapter.19}% 122
\BOOKMARK [1][]{section.19.13}{\376\377\0001\0009\000.\0001\0003\000\040\000O\000n\000l\000i\000n\000e\000\040\000R\000e\000s\000o\000u\000r\000c\000e\000s\000/\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.19}% 123
\BOOKMARK [0][]{chapter.20}{\376\377\0002\0000\000\040\000H\000o\000w\000\040\000D\000o\000\040\000Y\000o\000u\000\040\000B\000u\000i\000l\000d\000\040\000H\000i\000g\000h\000-\000p\000e\000r\000f\000o\000r\000m\000i\000n\000g\000\040\000V\000i\000r\000t\000u\000a\000l\000\040\000T\000e\000a\000m\000s\000?}{}% 124
\BOOKMARK [1][]{section.20.1}{\376\377\0002\0000\000.\0001\000\040\000I\000n\000t\000r\000o\000d\000u\000c\000t\000i\000o\000n}{chapter.20}% 125
\BOOKMARK [1][]{section.20.2}{\376\377\0002\0000\000.\0002\000\040\000A\000\040\000C\000l\000e\000a\000r\000\040\000a\000n\000d\000\040\000E\000l\000e\000v\000a\000t\000i\000n\000g\000\040\000G\000o\000a\000l}{chapter.20}% 126
\BOOKMARK [1][]{section.20.3}{\376\377\0002\0000\000.\0003\000\040\000R\000e\000s\000u\000l\000t\000s\000-\000D\000r\000i\000v\000e\000n\000\040\000S\000t\000r\000u\000c\000t\000u\000r\000e}{chapter.20}% 127
\BOOKMARK [1][]{section.20.4}{\376\377\0002\0000\000.\0004\000\040\000M\000e\000m\000b\000e\000r\000s}{chapter.20}% 128
\BOOKMARK [1][]{section.20.5}{\376\377\0002\0000\000.\0005\000\040\000U\000n\000i\000f\000i\000e\000d\000\040\000C\000o\000m\000m\000i\000t\000m\000e\000n\000t}{chapter.20}% 129
\BOOKMARK [1][]{section.20.6}{\376\377\0002\0000\000.\0006\000\040\000C\000o\000l\000l\000a\000b\000o\000r\000a\000t\000i\000v\000e\000\040\000C\000l\000i\000m\000a\000t\000e}{chapter.20}% 130
\BOOKMARK [1][]{section.20.7}{\376\377\0002\0000\000.\0007\000\040\000S\000t\000a\000n\000d\000a\000r\000d\000s\000\040\000o\000f\000\040\000E\000x\000c\000e\000l\000l\000e\000n\000c\000e\000\040\000a\000n\000d\000\040\000E\000x\000t\000e\000r\000n\000a\000l\000\040\000S\000u\000p\000p\000o\000r\000t}{chapter.20}% 131
\BOOKMARK [1][]{section.20.8}{\376\377\0002\0000\000.\0008\000\040\000L\000e\000a\000d\000e\000r\000s\000h\000i\000p}{chapter.20}% 132
\BOOKMARK [1][]{section.20.9}{\376\377\0002\0000\000.\0009\000\040\000C\000o\000n\000c\000l\000u\000s\000i\000o\000n\000s}{chapter.20}% 133
\BOOKMARK [1][]{section.20.10}{\376\377\0002\0000\000.\0001\0000\000\040\000R\000e\000f\000e\000r\000e\000n\000c\000e\000s}{chapter.20}% 134
\BOOKMARK [0][]{chapter.21}{\376\377\0002\0001\000\040\000G\000l\000o\000s\000s\000a\000r\000y}{}% 135
\BOOKMARK [0][]{chapter.22}{\376\377\0002\0002\000\040\000R\000e\000s\000o\000u\000r\000c\000e\000s}{}% 136
\BOOKMARK [0][]{chapter.23}{\376\377\0002\0003\000\040\000N\000o\000t\000e\000d\000\040\000C\000o\000n\000t\000r\000i\000b\000u\000t\000o\000r\000s}{}% 137
\BOOKMARK [0][]{chapter.24}{\376\377\0002\0004\000\040\000Q\000u\000e\000s\000t\000i\000o\000n\000\040\000P\000a\000g\000e}{}% 138
\BOOKMARK [1][]{section.24.1}{\376\377\0002\0004\000.\0001\000\040\000F\000o\000r\000\040\000F\000u\000t\000u\000r\000e\000\040\000S\000t\000u\000d\000y}{chapter.24}% 139
\BOOKMARK [0][]{chapter.25}{\376\377\0002\0005\000\040\000C\000o\000n\000t\000r\000i\000b\000u\000t\000o\000r\000s}{}% 140
\BOOKMARK [0][]{chapter*.7}{\376\377\000L\000i\000s\000t\000\040\000o\000f\000\040\000F\000i\000g\000u\000r\000e\000s}{}% 141
\BOOKMARK [0][]{chapter.26}{\376\377\0002\0006\000\040\000L\000i\000c\000e\000n\000s\000e\000s}{}% 142
\BOOKMARK [1][]{section.26.1}{\376\377\0002\0006\000.\0001\000\040\000G\000N\000U\000\040\000G\000E\000N\000E\000R\000A\000L\000\040\000P\000U\000B\000L\000I\000C\000\040\000L\000I\000C\000E\000N\000S\000E}{chapter.26}% 143
\BOOKMARK [1][]{section.26.2}{\376\377\0002\0006\000.\0002\000\040\000G\000N\000U\000\040\000F\000r\000e\000e\000\040\000D\000o\000c\000u\000m\000e\000n\000t\000a\000t\000i\000o\000n\000\040\000L\000i\000c\000e\000n\000s\000e}{chapter.26}% 144
\BOOKMARK [1][]{section.26.3}{\376\377\0002\0006\000.\0003\000\040\000G\000N\000U\000\040\000L\000e\000s\000s\000e\000r\000\040\000G\000e\000n\000e\000r\000a\000l\000\040\000P\000u\000b\000l\000i\000c\000\040\000L\000i\000c\000e\000n\000s\000e}{chapter.26}% 145







main/main.aux

\relax 
\providecommand\HyperFirstAtBeginDocument{\AtBeginDocument}
\HyperFirstAtBeginDocument{\ifx\hyper@anchor\@undefined
\global\let\oldcontentsline\contentsline
\gdef\contentsline#1#2#3#4{\oldcontentsline{#1}{#2}{#3}}
\global\let\oldnewlabel\newlabel
\gdef\newlabel#1#2{\newlabelxx{#1}#2}
\gdef\newlabelxx#1#2#3#4#5#6{\oldnewlabel{#1}{{#2}{#3}}}
\AtEndDocument{\ifx\hyper@anchor\@undefined
\let\contentsline\oldcontentsline
\let\newlabel\oldnewlabel
\fi}
\fi}
\global\let\hyper@last\relax 
\gdef\HyperFirstAtBeginDocument#1{#1}
\providecommand\HyField@AuxAddToFields[1]{}
\select@language{english}
\@writefile{toc}{\select@language{english}}
\@writefile{lof}{\select@language{english}}
\@writefile{lot}{\select@language{english}}
\tocstyle@set@width {unum}{toc}{}{30.11244pt}
\tocstyle@set@width {num}{toc}{0}{16.42497pt}
\tocstyle@set@width {skip}{toc}{0}{0.0pt}
\tocstyle@set@width {num}{toc}{1}{30.11244pt}
\tocstyle@set@width {skip}{toc}{1}{16.42497pt}
\newlabel{0}{{}{1}{\relax }{chapter*.1}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {1}Introduction}{3}{chapter.1}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{1}{{1}{3}{Introduction\relax }{chapter.1}{}}
\newlabel{2}{{1}{3}{Introduction\relax }{chapter.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {1.1}Foreword}{3}{section.1.1}}
\newlabel{3}{{1.1}{3}{Foreword\relax }{section.1.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {1.2}About this Book}{3}{section.1.2}}
\newlabel{4}{{1.2}{3}{About this Book\relax }{section.1.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {1.3}About Wikibooks and Wikimedia}{4}{section.1.3}}
\newlabel{5}{{1.3}{4}{About Wikibooks and Wikimedia\relax }{section.1.3}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {2}Creating and Maintaining Team Cohesion}{5}{chapter.2}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{6}{{2}{5}{Creating and Maintaining Team Cohesion\relax }{chapter.2}{}}
\newlabel{7}{{2}{5}{Creating and Maintaining Team Cohesion\relax }{chapter.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.1}Team Cohesion Defined}{5}{section.2.1}}
\newlabel{8}{{2.1}{5}{Team Cohesion Defined\relax }{section.2.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.2}The Question}{5}{section.2.2}}
\newlabel{9}{{2.2}{5}{The Question\relax }{section.2.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.3}Team Composition}{5}{section.2.3}}
\newlabel{10}{{2.3}{5}{Team Composition\relax }{section.2.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.3.1}How to promote team cohesion when selecting and identifying diversity within teams}{5}{subsection.2.3.1}}
\newlabel{11}{{2.3.1}{5}{How to promote team cohesion when selecting and identifying diversity within teams\relax }{subsection.2.3.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.3.2}Surface-{}Level Diversity:}{5}{subsection.2.3.2}}
\newlabel{12}{{2.3.2}{5}{Surface-{}Level Diversity:\relax }{subsection.2.3.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.3.3}Deep-{}Level Diversity:}{5}{subsection.2.3.3}}
\newlabel{13}{{2.3.3}{5}{Deep-{}Level Diversity:\relax }{subsection.2.3.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.3.4}Summary}{6}{subsection.2.3.4}}
\newlabel{14}{{2.3.4}{6}{Summary\relax }{subsection.2.3.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.4}Internal Environment Factors Needed in Team Cohesion}{6}{section.2.4}}
\newlabel{15}{{2.4}{6}{Internal Environment Factors Needed in Team Cohesion\relax }{section.2.4}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.4.1}Communication}{6}{subsection.2.4.1}}
\newlabel{16}{{2.4.1}{6}{Communication\relax }{subsection.2.4.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.4.2}Unity of Purpose or a Common Goal}{7}{subsection.2.4.2}}
\newlabel{17}{{2.4.2}{7}{Unity of Purpose or a Common Goal\relax }{subsection.2.4.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.4.3}Commitment}{7}{subsection.2.4.3}}
\newlabel{18}{{2.4.3}{7}{Commitment\relax }{subsection.2.4.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.5}Role of Management in Team Cohesion}{8}{section.2.5}}
\newlabel{19}{{2.5}{8}{Role of Management in Team Cohesion\relax }{section.2.5}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.5.1}Establish the Team Vision/Goal}{8}{subsection.2.5.1}}
\newlabel{20}{{2.5.1}{8}{Establish the Team Vision/Goal\relax }{subsection.2.5.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.5.2}Facilitate a Working Environment}{9}{subsection.2.5.2}}
\newlabel{21}{{2.5.2}{9}{Facilitate a Working Environment\relax }{subsection.2.5.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.5.3}Set Clear Expectations and Responsibilities}{9}{subsection.2.5.3}}
\newlabel{22}{{2.5.3}{9}{Set Clear Expectations and Responsibilities\relax }{subsection.2.5.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.5.4}Training and Staffing}{9}{subsection.2.5.4}}
\newlabel{23}{{2.5.4}{9}{Training and Staffing\relax }{subsection.2.5.4}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.5.5}Get Out of Their Way}{10}{subsection.2.5.5}}
\newlabel{24}{{2.5.5}{10}{Get Out of Their Way\relax }{subsection.2.5.5}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.5.6}Summary}{10}{subsection.2.5.6}}
\newlabel{25}{{2.5.6}{10}{Summary\relax }{subsection.2.5.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.6}Examples of Team Cohesion: The Good}{10}{section.2.6}}
\newlabel{26}{{2.6}{10}{Examples of Team Cohesion: The Good\relax }{section.2.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.7}Examples of Team Cohesion: The Bad}{11}{section.2.7}}
\newlabel{27}{{2.7}{11}{Examples of Team Cohesion: The Bad\relax }{section.2.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.8}Conclusion}{12}{section.2.8}}
\newlabel{28}{{2.8}{12}{Conclusion\relax }{section.2.8}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.8.1}Ways to Increase Team Cohesion}{12}{subsection.2.8.1}}
\newlabel{29}{{2.8.1}{12}{Ways to Increase Team Cohesion\relax }{subsection.2.8.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {2.8.2}Potential problems}{13}{subsection.2.8.2}}
\newlabel{30}{{2.8.2}{13}{Potential problems\relax }{subsection.2.8.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {2.9}Referenes}{13}{section.2.9}}
\newlabel{31}{{2.9}{13}{Referenes\relax }{section.2.9}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {3}Communication}{15}{chapter.3}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{32}{{3}{15}{Communication\relax }{chapter.3}{}}
\newlabel{33}{{3}{15}{Communication\relax }{chapter.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {3.1}Introduction}{15}{section.3.1}}
\newlabel{34}{{3.1}{15}{Introduction\relax }{section.3.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {3.2}Miscommunication}{15}{section.3.2}}
\newlabel{35}{{3.2}{15}{Miscommunication\relax }{section.3.2}{}}
\gdef \LT@i {\LT@entry 
    {1}{178.79381pt}\LT@entry 
    {1}{249.95285pt}}
\@writefile{toc}{\contentsline {section}{\numberline {3.3}Communication Breakdown}{16}{section.3.3}}
\newlabel{36}{{3.3}{16}{Communication Breakdown\relax }{section.3.3}{}}
\gdef \LT@ii {\LT@entry 
    {1}{129.848pt}\LT@entry 
    {1}{298.89865pt}}
\@writefile{toc}{\contentsline {section}{\numberline {3.4}Planning for Communication}{18}{section.3.4}}
\newlabel{37}{{3.4}{18}{Planning for Communication\relax }{section.3.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {3.5}Communication Tools}{20}{section.3.5}}
\newlabel{38}{{3.5}{20}{Communication Tools\relax }{section.3.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {3.6}Personality Types}{22}{section.3.6}}
\newlabel{39}{{3.6}{22}{Personality Types\relax }{section.3.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {3.7}Conclusion}{23}{section.3.7}}
\newlabel{40}{{3.7}{23}{Conclusion\relax }{section.3.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {3.8}References}{23}{section.3.8}}
\newlabel{41}{{3.8}{23}{References\relax }{section.3.8}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {4}Conflict}{25}{chapter.4}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{42}{{4}{25}{Conflict\relax }{chapter.4}{}}
\newlabel{43}{{4}{25}{Conflict\relax }{chapter.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.1}Conflict Defined}{25}{section.4.1}}
\newlabel{44}{{4.1}{25}{Conflict Defined\relax }{section.4.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {4.1.1}\uline  {{\bfseries  Conflict in Groups and Teams}}}{25}{subsection.4.1.1}}
\newlabel{45}{{4.1.1}{25}{\uline {{\bfseries Conflict in Groups and Teams}}\relax }{subsection.4.1.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.2}Types of Conflict that a Team Can Face}{25}{section.4.2}}
\newlabel{46}{{4.2}{25}{Types of Conflict that a Team Can Face\relax }{section.4.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {4.2.1}\bfseries  Positive conflict}{26}{subsection.4.2.1}}
\newlabel{47}{{4.2.1}{26}{\bfseries Positive conflict\relax }{subsection.4.2.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {4.2.2}\bfseries  Negative conflict}{29}{subsection.4.2.2}}
\newlabel{48}{{4.2.2}{29}{\bfseries Negative conflict\relax }{subsection.4.2.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.3}Why is Conflict Resolution Important in a Team Setting?}{34}{section.4.3}}
\newlabel{49}{{4.3}{34}{Why is Conflict Resolution Important in a Team Setting?\relax }{section.4.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.4}What are the Symptoms of Team Conflict?}{34}{section.4.4}}
\newlabel{50}{{4.4}{34}{What are the Symptoms of Team Conflict?\relax }{section.4.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.5}What are Appropriate Solutions to Conflict?}{35}{section.4.5}}
\newlabel{51}{{4.5}{35}{What are Appropriate Solutions to Conflict?\relax }{section.4.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.6}How Can a Team Prevent Negative Conflict?}{36}{section.4.6}}
\newlabel{52}{{4.6}{36}{How Can a Team Prevent Negative Conflict?\relax }{section.4.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.7}How Do Teams Prevent Damaging Conflict?}{36}{section.4.7}}
\newlabel{53}{{4.7}{36}{How Do Teams Prevent Damaging Conflict?\relax }{section.4.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.8}Resolving Conflict}{37}{section.4.8}}
\newlabel{54}{{4.8}{37}{Resolving Conflict\relax }{section.4.8}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {4.8.1}How Can Teams Resolve Conflict Between Factions?}{38}{subsection.4.8.1}}
\newlabel{55}{{4.8.1}{38}{How Can Teams Resolve Conflict Between Factions?\relax }{subsection.4.8.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {4.8.2}What Should a Team Leader Do To Resolve Conflict and Promote Team Performance?}{38}{subsection.4.8.2}}
\newlabel{56}{{4.8.2}{38}{What Should a Team Leader Do To Resolve Conflict and Promote Team Performance?\relax }{subsection.4.8.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {4.8.3}How Can a Team Member Resolve a Conflict with the Team Leader?}{39}{subsection.4.8.3}}
\newlabel{57}{{4.8.3}{39}{How Can a Team Member Resolve a Conflict with the Team Leader?\relax }{subsection.4.8.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {4.9}References}{39}{section.4.9}}
\newlabel{58}{{4.9}{39}{References\relax }{section.4.9}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {5}Motivation}{41}{chapter.5}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{59}{{5}{41}{Motivation\relax }{chapter.5}{}}
\newlabel{60}{{5}{41}{Motivation\relax }{chapter.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {5.1}What Is Motivation?}{41}{section.5.1}}
\newlabel{61}{{5.1}{41}{What Is Motivation?\relax }{section.5.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.1.1}Motivational Theory}{41}{subsection.5.1.1}}
\newlabel{62}{{5.1.1}{41}{Motivational Theory\relax }{subsection.5.1.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.1.2}Team Motivation}{41}{subsection.5.1.2}}
\newlabel{63}{{5.1.2}{41}{Team Motivation\relax }{subsection.5.1.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {5.2}Lack of Motivation in Teams}{42}{section.5.2}}
\newlabel{64}{{5.2}{42}{Lack of Motivation in Teams\relax }{section.5.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {5.3}Motivation and Team Dynamics}{42}{section.5.3}}
\newlabel{65}{{5.3}{42}{Motivation and Team Dynamics\relax }{section.5.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.3.1}Understand Team Members}{42}{subsection.5.3.1}}
\newlabel{66}{{5.3.1}{42}{Understand Team Members\relax }{subsection.5.3.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.3.2}Understand Team Goals}{43}{subsection.5.3.2}}
\newlabel{67}{{5.3.2}{43}{Understand Team Goals\relax }{subsection.5.3.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.3.3}Provide Consistent Leadership}{43}{subsection.5.3.3}}
\newlabel{68}{{5.3.3}{43}{Provide Consistent Leadership\relax }{subsection.5.3.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {5.4}Motivating Team Members}{44}{section.5.4}}
\newlabel{69}{{5.4}{44}{Motivating Team Members\relax }{section.5.4}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.4.1}Motivational Myths}{44}{subsection.5.4.1}}
\newlabel{70}{{5.4.1}{44}{Motivational Myths\relax }{subsection.5.4.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {5.4.2}Steps to Employee Motivation}{44}{subsection.5.4.2}}
\newlabel{71}{{5.4.2}{44}{Steps to Employee Motivation\relax }{subsection.5.4.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {5.5}Sources}{45}{section.5.5}}
\newlabel{72}{{5.5}{45}{Sources\relax }{section.5.5}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {6}Team Inclusion}{47}{chapter.6}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{73}{{6}{47}{Team Inclusion\relax }{chapter.6}{}}
\newlabel{74}{{6}{47}{Team Inclusion\relax }{chapter.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {6.1}Introduction of Best Members for Team Inclusion}{47}{section.6.1}}
\newlabel{75}{{6.1}{47}{Introduction of Best Members for Team Inclusion\relax }{section.6.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {6.2}What Is the Process?}{47}{section.6.2}}
\newlabel{76}{{6.2}{47}{What Is the Process?\relax }{section.6.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {6.2.1}Identify goal or team purpose}{47}{subsection.6.2.1}}
\newlabel{77}{{6.2.1}{47}{Identify goal or team purpose\relax }{subsection.6.2.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {6.2.2}Identify Group Needs}{48}{subsection.6.2.2}}
\newlabel{78}{{6.2.2}{48}{Identify Group Needs\relax }{subsection.6.2.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {6.2.3}Identify Possible Team Members}{48}{subsection.6.2.3}}
\newlabel{79}{{6.2.3}{48}{Identify Possible Team Members\relax }{subsection.6.2.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {6.3}Team Relationships}{49}{section.6.3}}
\newlabel{80}{{6.3}{49}{Team Relationships\relax }{section.6.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {6.4}Being Part of a Team}{50}{section.6.4}}
\newlabel{81}{{6.4}{50}{Being Part of a Team\relax }{section.6.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {6.5}Managing Inclusion}{51}{section.6.5}}
\newlabel{82}{{6.5}{51}{Managing Inclusion\relax }{section.6.5}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {6.5.1}Suggestions for Existing Team Members}{51}{subsection.6.5.1}}
\newlabel{83}{{6.5.1}{51}{Suggestions for Existing Team Members\relax }{subsection.6.5.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {6.5.2}Suggestions for New Team Members}{52}{subsection.6.5.2}}
\newlabel{84}{{6.5.2}{52}{Suggestions for New Team Members\relax }{subsection.6.5.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {6.6}How To Lead for Team Inclusion}{52}{section.6.6}}
\newlabel{85}{{6.6}{52}{How To Lead for Team Inclusion\relax }{section.6.6}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {7}Diversity}{55}{chapter.7}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{86}{{7}{55}{Diversity\relax }{chapter.7}{}}
\newlabel{87}{{7}{55}{Diversity\relax }{chapter.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.1}What Is Diversity?}{55}{section.7.1}}
\newlabel{88}{{7.1}{55}{What Is Diversity?\relax }{section.7.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.2}How Are Diverse Teams Different From Homogenous Ones?}{55}{section.7.2}}
\newlabel{89}{{7.2}{55}{How Are Diverse Teams Different From Homogenous Ones?\relax }{section.7.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.3}Team Relationships}{56}{section.7.3}}
\newlabel{90}{{7.3}{56}{Team Relationships\relax }{section.7.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.4}Team Structure}{57}{section.7.4}}
\newlabel{91}{{7.4}{57}{Team Structure\relax }{section.7.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.5}Managing Diversity}{58}{section.7.5}}
\newlabel{92}{{7.5}{58}{Managing Diversity\relax }{section.7.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.6}Stererotyping}{59}{section.7.6}}
\newlabel{93}{{7.6}{59}{Stererotyping\relax }{section.7.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {7.7}Footnotes}{60}{section.7.7}}
\newlabel{94}{{7.7}{60}{Footnotes\relax }{section.7.7}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {8}Team Personalities}{61}{chapter.8}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{95}{{8}{61}{Team Personalities\relax }{chapter.8}{}}
\newlabel{96}{{8}{61}{Team Personalities\relax }{chapter.8}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.1}Achieving High Performance Through Diverse Personalities}{61}{section.8.1}}
\newlabel{97}{{8.1}{61}{Achieving High Performance Through Diverse Personalities\relax }{section.8.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.1.1}Introduction and Scope}{61}{subsection.8.1.1}}
\newlabel{98}{{8.1.1}{61}{Introduction and Scope\relax }{subsection.8.1.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.1.2}Why Personality Diversity Is Important}{63}{subsection.8.1.2}}
\newlabel{99}{{8.1.2}{63}{Why Personality Diversity Is Important\relax }{subsection.8.1.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.1.3}Achieving High Performance: The Real Reason}{64}{subsection.8.1.3}}
\newlabel{100}{{8.1.3}{64}{Achieving High Performance: The Real Reason\relax }{subsection.8.1.3}{}}
\gdef \LT@iii {\LT@entry 
    {1}{223.73903pt}\LT@entry 
    {1}{205.00763pt}}
\@writefile{toc}{\contentsline {section}{\numberline {8.2}How to Identify Different Personalities}{65}{section.8.2}}
\newlabel{101}{{8.2}{65}{How to Identify Different Personalities\relax }{section.8.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.2.1}Take the Big Five Test}{67}{subsection.8.2.1}}
\newlabel{102}{{8.2.1}{67}{Take the Big Five Test\relax }{subsection.8.2.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.3}Contributor Personalities}{67}{section.8.3}}
\newlabel{103}{{8.3}{67}{Contributor Personalities\relax }{section.8.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.3.1}Types of Constructive Personalities}{67}{subsection.8.3.1}}
\newlabel{104}{{8.3.1}{67}{Types of Constructive Personalities\relax }{subsection.8.3.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.3.2}Some Can, Some Can\textquotesingle {}t, Some Won\textquotesingle {}t}{68}{subsection.8.3.2}}
\newlabel{105}{{8.3.2}{68}{Some Can, Some Can\textquotesingle {}t, Some Won\textquotesingle {}t\relax }{subsection.8.3.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.4}Inhibitor Personalities}{68}{section.8.4}}
\newlabel{106}{{8.4}{68}{Inhibitor Personalities\relax }{section.8.4}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.4.1}Types of Difficult Personalities}{69}{subsection.8.4.1}}
\newlabel{107}{{8.4.1}{69}{Types of Difficult Personalities\relax }{subsection.8.4.1}{}}
\@writefile{toc}{\contentsline {subsubsection}{Aggressive Personalities}{69}{section*.2}}
\newlabel{108}{{8.4.1}{69}{Aggressive Personalities\relax }{section*.2}{}}
\@writefile{toc}{\contentsline {subsubsection}{Deceptive Personalities}{70}{section*.3}}
\newlabel{109}{{8.4.1}{70}{Deceptive Personalities\relax }{section*.3}{}}
\@writefile{toc}{\contentsline {subsubsection}{Passive Personalities}{71}{section*.4}}
\newlabel{110}{{8.4.1}{71}{Passive Personalities\relax }{section*.4}{}}
\@writefile{toc}{\contentsline {subsubsection}{Destructive Personalities}{72}{section*.5}}
\newlabel{111}{{8.4.1}{72}{Destructive Personalities\relax }{section*.5}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.4.2}Addressing Inhibitor Personalities}{73}{subsection.8.4.2}}
\newlabel{112}{{8.4.2}{73}{Addressing Inhibitor Personalities\relax }{subsection.8.4.2}{}}
\@writefile{toc}{\contentsline {subsubsection}{Emotional Competency Framework}{73}{section*.6}}
\newlabel{113}{{8.4.2}{73}{Emotional Competency Framework\relax }{section*.6}{}}
\gdef \LT@iv {\LT@entry 
    {1}{117.70744pt}\LT@entry 
    {1}{311.03922pt}}
\@writefile{toc}{\contentsline {section}{\numberline {8.5}Personality Profiling Considerations}{75}{section.8.5}}
\newlabel{114}{{8.5}{75}{Personality Profiling Considerations\relax }{section.8.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.6}Deep-{} and surface-{}level diversity}{76}{section.8.6}}
\newlabel{115}{{8.6}{76}{Deep-{} and surface-{}level diversity\relax }{section.8.6}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {8.6.1}Recommendations}{77}{subsection.8.6.1}}
\newlabel{116}{{8.6.1}{77}{Recommendations\relax }{subsection.8.6.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.7}Conclusion}{77}{section.8.7}}
\newlabel{117}{{8.7}{77}{Conclusion\relax }{section.8.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.8}Professional Resources}{77}{section.8.8}}
\newlabel{118}{{8.8}{77}{Professional Resources\relax }{section.8.8}{}}
\@writefile{toc}{\contentsline {section}{\numberline {8.9}References}{78}{section.8.9}}
\newlabel{119}{{8.9}{78}{References\relax }{section.8.9}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {9}Social Loafing}{81}{chapter.9}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{120}{{9}{81}{Social Loafing\relax }{chapter.9}{}}
\newlabel{121}{{9}{81}{Social Loafing\relax }{chapter.9}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {10}Definition of Social Loafing}{83}{chapter.10}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{122}{{10}{83}{Definition of Social Loafing\relax }{chapter.10}{}}
\@writefile{toc}{\contentsline {section}{\numberline {10.1}Causes of Social Loafing}{84}{section.10.1}}
\newlabel{123}{{10.1}{84}{Causes of Social Loafing\relax }{section.10.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {10.2}Effects of Social Loafing}{84}{section.10.2}}
\newlabel{124}{{10.2}{84}{Effects of Social Loafing\relax }{section.10.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {10.2.1}Effects on Groups}{85}{subsection.10.2.1}}
\newlabel{125}{{10.2.1}{85}{Effects on Groups\relax }{subsection.10.2.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {10.2.2}Effects on Individuals}{86}{subsection.10.2.2}}
\newlabel{126}{{10.2.2}{86}{Effects on Individuals\relax }{subsection.10.2.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {10.3}Variation in Social Loafing}{86}{section.10.3}}
\newlabel{127}{{10.3}{86}{Variation in Social Loafing\relax }{section.10.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {10.3.1}Culture}{86}{subsection.10.3.1}}
\newlabel{128}{{10.3.1}{86}{Culture\relax }{subsection.10.3.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {10.3.2}Gender}{87}{subsection.10.3.2}}
\newlabel{129}{{10.3.2}{87}{Gender\relax }{subsection.10.3.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {10.4}Confronting the Social Loafer}{88}{section.10.4}}
\newlabel{130}{{10.4}{88}{Confronting the Social Loafer\relax }{section.10.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {10.5}Preventing Social Loafing}{89}{section.10.5}}
\newlabel{131}{{10.5}{89}{Preventing Social Loafing\relax }{section.10.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {10.6}References}{91}{section.10.6}}
\newlabel{132}{{10.6}{91}{References\relax }{section.10.6}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {11}Leader Credibility}{93}{chapter.11}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{133}{{11}{93}{Leader Credibility\relax }{chapter.11}{}}
\newlabel{134}{{11}{93}{Leader Credibility\relax }{chapter.11}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.1}Questions Posed}{93}{section.11.1}}
\newlabel{135}{{11.1}{93}{Questions Posed\relax }{section.11.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.2}Introduction}{93}{section.11.2}}
\newlabel{136}{{11.2}{93}{Introduction\relax }{section.11.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.3}Overcoming Stereotypes}{93}{section.11.3}}
\newlabel{137}{{11.3}{93}{Overcoming Stereotypes\relax }{section.11.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.4}Personality Types}{95}{section.11.4}}
\newlabel{138}{{11.4}{95}{Personality Types\relax }{section.11.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.5}Effectively Leading Your Former Peers}{96}{section.11.5}}
\newlabel{139}{{11.5}{96}{Effectively Leading Your Former Peers\relax }{section.11.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.6}Leading a New Team}{97}{section.11.6}}
\newlabel{140}{{11.6}{97}{Leading a New Team\relax }{section.11.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.7}Establishing Credibility and Avoiding Pitfalls}{98}{section.11.7}}
\newlabel{141}{{11.7}{98}{Establishing Credibility and Avoiding Pitfalls\relax }{section.11.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.8}Conclusion}{99}{section.11.8}}
\newlabel{142}{{11.8}{99}{Conclusion\relax }{section.11.8}{}}
\@writefile{toc}{\contentsline {section}{\numberline {11.9}References}{99}{section.11.9}}
\newlabel{143}{{11.9}{99}{References\relax }{section.11.9}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {12}Managing Leadership Transitions}{101}{chapter.12}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{144}{{12}{101}{Managing Leadership Transitions\relax }{chapter.12}{}}
\newlabel{145}{{12}{101}{Managing Leadership Transitions\relax }{chapter.12}{}}
\@writefile{toc}{\contentsline {section}{\numberline {12.1}Introduction}{101}{section.12.1}}
\newlabel{146}{{12.1}{101}{Introduction\relax }{section.12.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {12.2}Functional and Psychological Impacts of Transitioning from Team Member to Team Leader}{101}{section.12.2}}
\newlabel{147}{{12.2}{101}{Functional and Psychological Impacts of Transitioning from Team Member to Team Leader\relax }{section.12.2}{}}
\gdef \LT@v {\LT@entry 
    {1}{99.39754pt}\LT@entry 
    {1}{323.1384pt}}
\@writefile{toc}{\contentsline {section}{\numberline {12.3}Challenges and Methods for Establishing Influence over the Team}{103}{section.12.3}}
\newlabel{148}{{12.3}{103}{Challenges and Methods for Establishing Influence over the Team\relax }{section.12.3}{}}
\gdef \LT@vi {\LT@entry 
    {1}{99.39754pt}\LT@entry 
    {1}{323.1384pt}}
\@writefile{toc}{\contentsline {section}{\numberline {12.4}Practical Advice for Accelerating a Leadership Transition}{106}{section.12.4}}
\newlabel{149}{{12.4}{106}{Practical Advice for Accelerating a Leadership Transition\relax }{section.12.4}{}}
\gdef \LT@vii {\LT@entry 
    {1}{206.65904pt}\LT@entry 
    {1}{215.87689pt}}
\@writefile{toc}{\contentsline {section}{\numberline {12.5}Conclusion}{109}{section.12.5}}
\newlabel{150}{{12.5}{109}{Conclusion\relax }{section.12.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {12.6}Links}{110}{section.12.6}}
\newlabel{151}{{12.6}{110}{Links\relax }{section.12.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {12.7}References}{110}{section.12.7}}
\newlabel{152}{{12.7}{110}{References\relax }{section.12.7}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {13}New Leaders}{111}{chapter.13}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{153}{{13}{111}{New Leaders\relax }{chapter.13}{}}
\newlabel{154}{{13}{111}{New Leaders\relax }{chapter.13}{}}
\@writefile{toc}{\contentsline {section}{\numberline {13.1}What are the basic roles that a new team leader needs to know?}{111}{section.13.1}}
\newlabel{155}{{13.1}{111}{What are the basic roles that a new team leader needs to know?\relax }{section.13.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {13.1.1}Planning}{111}{subsection.13.1.1}}
\newlabel{156}{{13.1.1}{111}{Planning\relax }{subsection.13.1.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {13.1.2}Organizing}{111}{subsection.13.1.2}}
\newlabel{157}{{13.1.2}{111}{Organizing\relax }{subsection.13.1.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {13.1.3}Directing}{112}{subsection.13.1.3}}
\newlabel{158}{{13.1.3}{112}{Directing\relax }{subsection.13.1.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {13.1.4}Controlling}{112}{subsection.13.1.4}}
\newlabel{159}{{13.1.4}{112}{Controlling\relax }{subsection.13.1.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {13.2}What are some of the key roles a manager needs to take on to be effective?}{113}{section.13.2}}
\newlabel{160}{{13.2}{113}{What are some of the key roles a manager needs to take on to be effective?\relax }{section.13.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {13.3}What Are the Best Options for Arranging a Team and Assigning Team Role?}{113}{section.13.3}}
\newlabel{161}{{13.3}{113}{What Are the Best Options for Arranging a Team and Assigning Team Role?\relax }{section.13.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {13.4}What Relationship Aspects Can Be Defined in Advance to Assure Success?}{115}{section.13.4}}
\newlabel{162}{{13.4}{115}{What Relationship Aspects Can Be Defined in Advance to Assure Success?\relax }{section.13.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {13.5}References}{116}{section.13.5}}
\newlabel{163}{{13.5}{116}{References\relax }{section.13.5}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {14}A balance between management and leadership}{117}{chapter.14}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{164}{{14}{117}{A balance between management and leadership\relax }{chapter.14}{}}
\newlabel{165}{{14}{117}{A balance between management and leadership\relax }{chapter.14}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {15}Effective Team Leadership}{119}{chapter.15}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{166}{{15}{119}{Effective Team Leadership\relax }{chapter.15}{}}
\newlabel{167}{{15}{119}{Effective Team Leadership\relax }{chapter.15}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {16}Dictatorship vs Leadership}{121}{chapter.16}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{168}{{16}{121}{Dictatorship vs Leadership\relax }{chapter.16}{}}
\newlabel{169}{{16}{121}{Dictatorship vs Leadership\relax }{chapter.16}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {17}Discipline}{123}{chapter.17}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{170}{{17}{123}{Discipline\relax }{chapter.17}{}}
\newlabel{171}{{17}{123}{Discipline\relax }{chapter.17}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {18}Poor Leadership}{125}{chapter.18}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{172}{{18}{125}{Poor Leadership\relax }{chapter.18}{}}
\newlabel{173}{{18}{125}{Poor Leadership\relax }{chapter.18}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.1}Introduction}{125}{section.18.1}}
\newlabel{174}{{18.1}{125}{Introduction\relax }{section.18.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.2}What Is a Leader?}{125}{section.18.2}}
\newlabel{175}{{18.2}{125}{What Is a Leader?\relax }{section.18.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.3}Types of Poor Leadership}{126}{section.18.3}}
\newlabel{176}{{18.3}{126}{Types of Poor Leadership\relax }{section.18.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.4}Why Is There Bad Leadership?}{127}{section.18.4}}
\newlabel{177}{{18.4}{127}{Why Is There Bad Leadership?\relax }{section.18.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.5}Cost-{}Benefit and Skill-{}Trait Analysis}{128}{section.18.5}}
\newlabel{178}{{18.5}{128}{Cost-{}Benefit and Skill-{}Trait Analysis\relax }{section.18.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.6}What Should You Do if You Encounter Bad Leadership?}{129}{section.18.6}}
\newlabel{179}{{18.6}{129}{What Should You Do if You Encounter Bad Leadership?\relax }{section.18.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.7}Conclusions}{131}{section.18.7}}
\newlabel{180}{{18.7}{131}{Conclusions\relax }{section.18.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {18.8}References}{131}{section.18.8}}
\newlabel{181}{{18.8}{131}{References\relax }{section.18.8}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {19}How Do You Manage Global Virtual Teams?}{133}{chapter.19}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{182}{{19}{133}{How Do You Manage Global Virtual Teams?\relax }{chapter.19}{}}
\newlabel{183}{{19}{133}{How Do You Manage Global Virtual Teams?\relax }{chapter.19}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.1}Introduction}{133}{section.19.1}}
\newlabel{184}{{19.1}{133}{Introduction\relax }{section.19.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.2}Building Virtual Teams}{134}{section.19.2}}
\newlabel{185}{{19.2}{134}{Building Virtual Teams\relax }{section.19.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.3}Culture}{138}{section.19.3}}
\newlabel{186}{{19.3}{138}{Culture\relax }{section.19.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.4}Trust}{139}{section.19.4}}
\newlabel{187}{{19.4}{139}{Trust\relax }{section.19.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.5}Communication Techniques}{141}{section.19.5}}
\newlabel{188}{{19.5}{141}{Communication Techniques\relax }{section.19.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.6}Communication}{143}{section.19.6}}
\newlabel{189}{{19.6}{143}{Communication\relax }{section.19.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.7}\char 34\relax Netiquette\char 34\relax : Utilizing Virtual Communication Technologies Responsibly and Respectfully}{145}{section.19.7}}
\newlabel{190}{{19.7}{145}{\symbol {34}Netiquette\symbol {34}: Utilizing Virtual Communication Technologies Responsibly and Respectfully\relax }{section.19.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.8}Information Sharing}{148}{section.19.8}}
\newlabel{191}{{19.8}{148}{Information Sharing\relax }{section.19.8}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.9}Establishing Ground Rules and Norms}{149}{section.19.9}}
\newlabel{192}{{19.9}{149}{Establishing Ground Rules and Norms\relax }{section.19.9}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.10}Virtual Team Meetings}{150}{section.19.10}}
\newlabel{193}{{19.10}{150}{Virtual Team Meetings\relax }{section.19.10}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.11}Organizational Development}{151}{section.19.11}}
\newlabel{194}{{19.11}{151}{Organizational Development\relax }{section.19.11}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.12}Conclusion}{153}{section.19.12}}
\newlabel{195}{{19.12}{153}{Conclusion\relax }{section.19.12}{}}
\@writefile{toc}{\contentsline {section}{\numberline {19.13}Online Resources/References}{154}{section.19.13}}
\newlabel{196}{{19.13}{154}{Online Resources/References\relax }{section.19.13}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {20}How Do You Build High-{}performing Virtual Teams?}{155}{chapter.20}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{197}{{20}{155}{How Do You Build High-{}performing Virtual Teams?\relax }{chapter.20}{}}
\newlabel{198}{{20}{155}{How Do You Build High-{}performing Virtual Teams?\relax }{chapter.20}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.1}Introduction}{155}{section.20.1}}
\newlabel{199}{{20.1}{155}{Introduction\relax }{section.20.1}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.2}A Clear and Elevating Goal}{155}{section.20.2}}
\newlabel{200}{{20.2}{155}{A Clear and Elevating Goal\relax }{section.20.2}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.3}Results-{}Driven Structure}{156}{section.20.3}}
\newlabel{201}{{20.3}{156}{Results-{}Driven Structure\relax }{section.20.3}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.4}Members}{157}{section.20.4}}
\newlabel{202}{{20.4}{157}{Members\relax }{section.20.4}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.5}Unified Commitment}{157}{section.20.5}}
\newlabel{203}{{20.5}{157}{Unified Commitment\relax }{section.20.5}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.6}Collaborative Climate}{158}{section.20.6}}
\newlabel{204}{{20.6}{158}{Collaborative Climate\relax }{section.20.6}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.7}Standards of Excellence and External Support}{158}{section.20.7}}
\newlabel{205}{{20.7}{158}{Standards of Excellence and External Support\relax }{section.20.7}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.8}Leadership}{159}{section.20.8}}
\newlabel{206}{{20.8}{159}{Leadership\relax }{section.20.8}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.9}Conclusions}{160}{section.20.9}}
\newlabel{207}{{20.9}{160}{Conclusions\relax }{section.20.9}{}}
\@writefile{toc}{\contentsline {section}{\numberline {20.10}References}{160}{section.20.10}}
\newlabel{208}{{20.10}{160}{References\relax }{section.20.10}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {21}Glossary}{163}{chapter.21}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{209}{{21}{163}{Glossary\relax }{chapter.21}{}}
\newlabel{210}{{21}{163}{Glossary\relax }{chapter.21}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {22}Resources}{171}{chapter.22}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{211}{{22}{171}{Resources\relax }{chapter.22}{}}
\newlabel{212}{{22}{171}{Resources\relax }{chapter.22}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {23}Noted Contributors}{173}{chapter.23}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{213}{{23}{173}{Noted Contributors\relax }{chapter.23}{}}
\newlabel{214}{{23}{173}{Noted Contributors\relax }{chapter.23}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {24}Question Page}{175}{chapter.24}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{215}{{24}{175}{Question Page\relax }{chapter.24}{}}
\newlabel{216}{{24}{175}{Question Page\relax }{chapter.24}{}}
\@writefile{toc}{\contentsline {section}{\numberline {24.1}\bfseries  For Future Study}{175}{section.24.1}}
\newlabel{217}{{24.1}{175}{\bfseries For Future Study\relax }{section.24.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.1}Committment}{175}{subsection.24.1.1}}
\newlabel{218}{{24.1.1}{175}{Committment\relax }{subsection.24.1.1}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.2}Selection}{175}{subsection.24.1.2}}
\newlabel{219}{{24.1.2}{175}{Selection\relax }{subsection.24.1.2}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.3}Effective Use of Time and Resources}{175}{subsection.24.1.3}}
\newlabel{220}{{24.1.3}{175}{Effective Use of Time and Resources\relax }{subsection.24.1.3}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.4}Team Culture}{176}{subsection.24.1.4}}
\newlabel{221}{{24.1.4}{176}{Team Culture\relax }{subsection.24.1.4}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.5}Social Graces}{176}{subsection.24.1.5}}
\newlabel{222}{{24.1.5}{176}{Social Graces\relax }{subsection.24.1.5}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.6}Knowledge Differences Among Team Members}{176}{subsection.24.1.6}}
\newlabel{223}{{24.1.6}{176}{Knowledge Differences Among Team Members\relax }{subsection.24.1.6}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.7}Leadership}{176}{subsection.24.1.7}}
\newlabel{224}{{24.1.7}{176}{Leadership\relax }{subsection.24.1.7}{}}
\@writefile{toc}{\contentsline {subsection}{\numberline {24.1.8}Diversity in Teams}{176}{subsection.24.1.8}}
\newlabel{225}{{24.1.8}{176}{Diversity in Teams\relax }{subsection.24.1.8}{}}
\@writefile{toc}{\contentsline {chapter}{\numberline {25}Contributors}{177}{chapter.25}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{Contributors}{{25}{177}{Contributors\relax }{chapter.25}{}}
\gdef \LT@viii {\LT@entry 
    {1}{36.3414pt}\LT@entry 
    {1}{272.01709pt}}
\@writefile{toc}{\contentsline {chapter}{List of Figures}{181}{chapter*.7}}
\newlabel{ListOfFigures}{{25}{181}{Contributors\relax }{chapter*.7}{}}
\gdef \LT@ix {\LT@entry 
    {1}{34.46918pt}\LT@entry 
    {1}{272.41708pt}\LT@entry 
    {1}{77.40096pt}}
\@writefile{toc}{\contentsline {chapter}{\numberline {26}Licenses}{185}{chapter.26}}
\@writefile{lof}{\addvspace {10\p@ }}
\@writefile{lot}{\addvspace {10\p@ }}
\@writefile{lol}{\addvspace {10\p@ }}
\newlabel{Licenses}{{26}{185}{Licenses\relax }{chapter.26}{}}
\@writefile{toc}{\contentsline {section}{\numberline {26.1}GNU GENERAL PUBLIC LICENSE}{185}{section.26.1}}
\@writefile{toc}{\contentsline {section}{\numberline {26.2}GNU Free Documentation License}{186}{section.26.2}}
\@writefile{toc}{\contentsline {section}{\numberline {26.3}GNU Lesser General Public License}{186}{section.26.3}}







main/utf8plainenc.dfu

%%
%% This is file `utf8enc.dfu',
%% generated with the docstrip utility.
%%
%% The original source files were:
%%
%% utf8ienc.dtx  (with options: `all')
%% 
%% This is a generated file.
%% 
%% Copyright 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009
%% The LaTeX3 Project and any individual authors listed elsewhere
%% in this file.
%% 
%% This file was generated from file(s) of the LaTeX base system.
%% --------------------------------------------------------------
%% 
%% It may be distributed and/or modified under the
%% conditions of the LaTeX Project Public License, either version 1.3c
%% of this license or (at your option) any later version.
%% The latest version of this license is in
%%    http://www.latex-project.org/lppl.txt
%% and version 1.3c or later is part of all distributions of LaTeX
%% version 2005/12/01 or later.
%% 
%% This file has the LPPL maintenance status "maintained".
%% 
%% This file may only be distributed together with a copy of the LaTeX
%% base system. You may however distribute the LaTeX base system without
%% such generated files.
%% 
%% The list of all files belonging to the LaTeX base distribution is
%% given in the file `manifest.txt'. See also `legal.txt' for additional
%% information.
%% 
%% The list of derived (unpacked) files belonging to the distribution
%% and covered by LPPL is defined by the unpacking scripts (with
%% extension .ins) which are part of the distribution.
 \ProvidesFile{utf8enc.dfu}
   [2008/04/05 v1.1m UTF-8 support for inputenc]
\DeclareUnicodeCharacter{00A1}{\textexclamdown}
\DeclareUnicodeCharacter{00A2}{\textcent}
\DeclareUnicodeCharacter{00A3}{\textsterling}
\DeclareUnicodeCharacter{00A4}{\textcurrency}
\DeclareUnicodeCharacter{00A5}{\textyen}
\DeclareUnicodeCharacter{00A6}{\textbrokenbar}
\DeclareUnicodeCharacter{00A7}{\textsection}
\DeclareUnicodeCharacter{00A8}{\textasciidieresis}
\DeclareUnicodeCharacter{00A9}{\textcopyright}
\DeclareUnicodeCharacter{00AA}{\textordfeminine}
\DeclareUnicodeCharacter{00AB}{\guillemotleft}
\DeclareUnicodeCharacter{00AC}{\textlnot}
\DeclareUnicodeCharacter{00AE}{\textregistered}
\DeclareUnicodeCharacter{00AF}{\textasciimacron}
\DeclareUnicodeCharacter{00B0}{\textdegree}
\DeclareUnicodeCharacter{00B1}{\textpm}
\DeclareUnicodeCharacter{00B2}{\texttwosuperior}
\DeclareUnicodeCharacter{00B3}{\textthreesuperior}
\DeclareUnicodeCharacter{00B4}{\textasciiacute}
\DeclareUnicodeCharacter{00B5}{\textmu} % micro sign
\DeclareUnicodeCharacter{00B6}{\textparagraph}
\DeclareUnicodeCharacter{00B7}{\textperiodcentered}
\DeclareUnicodeCharacter{00B8}{\c\ }
\DeclareUnicodeCharacter{00B9}{\textonesuperior}
\DeclareUnicodeCharacter{00BA}{\textordmasculine}
\DeclareUnicodeCharacter{00BB}{\guillemotright}
\DeclareUnicodeCharacter{00BC}{\textonequarter}
\DeclareUnicodeCharacter{00BD}{\textonehalf}
\DeclareUnicodeCharacter{00BE}{\textthreequarters}
\DeclareUnicodeCharacter{00BF}{\textquestiondown}
\DeclareUnicodeCharacter{00C0}{\@tabacckludge`A}
\DeclareUnicodeCharacter{00C1}{\@tabacckludge'A}
\DeclareUnicodeCharacter{00C2}{\^A}
\DeclareUnicodeCharacter{00C3}{\~A}
\DeclareUnicodeCharacter{00C4}{\"A}
\DeclareUnicodeCharacter{00C5}{\r A}
\DeclareUnicodeCharacter{00C6}{\AE}
\DeclareUnicodeCharacter{00C7}{\c C}
\DeclareUnicodeCharacter{00C8}{\@tabacckludge`E}
\DeclareUnicodeCharacter{00C9}{\@tabacckludge'E}
\DeclareUnicodeCharacter{00CA}{\^E}
\DeclareUnicodeCharacter{00CB}{\"E}
\DeclareUnicodeCharacter{00CC}{\@tabacckludge`I}
\DeclareUnicodeCharacter{00CD}{\@tabacckludge'I}
\DeclareUnicodeCharacter{00CE}{\^I}
\DeclareUnicodeCharacter{00CF}{\"I}
\DeclareUnicodeCharacter{00D0}{\DH}
\DeclareUnicodeCharacter{00D1}{\~N}
\DeclareUnicodeCharacter{00D2}{\@tabacckludge`O}
\DeclareUnicodeCharacter{00D3}{\@tabacckludge'O}
\DeclareUnicodeCharacter{00D4}{\^O}
\DeclareUnicodeCharacter{00D5}{\~O}
\DeclareUnicodeCharacter{00D6}{\"O}
\DeclareUnicodeCharacter{00D7}{\texttimes}
\DeclareUnicodeCharacter{00D8}{\O}
\DeclareUnicodeCharacter{00D9}{\@tabacckludge`U}
\DeclareUnicodeCharacter{00DA}{\@tabacckludge'U}
\DeclareUnicodeCharacter{00DB}{\^U}
\DeclareUnicodeCharacter{00DC}{\"U}
\DeclareUnicodeCharacter{00DD}{\@tabacckludge'Y}
\DeclareUnicodeCharacter{00DE}{\TH}
\DeclareUnicodeCharacter{00DF}{\ss}
\DeclareUnicodeCharacter{00E0}{\@tabacckludge`a}
\DeclareUnicodeCharacter{00E1}{\@tabacckludge'a}
\DeclareUnicodeCharacter{00E2}{\^a}
\DeclareUnicodeCharacter{00E3}{\~a}
\DeclareUnicodeCharacter{00E4}{\"a}
\DeclareUnicodeCharacter{00E5}{\r a}
\DeclareUnicodeCharacter{00E6}{\ae}
\DeclareUnicodeCharacter{00E7}{\c c}
\DeclareUnicodeCharacter{00E8}{\@tabacckludge`e}
\DeclareUnicodeCharacter{00E9}{\@tabacckludge'e}
\DeclareUnicodeCharacter{00EA}{\^e}
\DeclareUnicodeCharacter{00EB}{\"e}
\DeclareUnicodeCharacter{00EC}{\@tabacckludge`\i}
\DeclareUnicodeCharacter{00ED}{\@tabacckludge'\i}
\DeclareUnicodeCharacter{00EE}{\^\i}
\DeclareUnicodeCharacter{00EF}{\"\i}
\DeclareUnicodeCharacter{00F0}{\dh}
\DeclareUnicodeCharacter{00F1}{\~n}
\DeclareUnicodeCharacter{00F2}{\@tabacckludge`o}
\DeclareUnicodeCharacter{00F3}{\@tabacckludge'o}
\DeclareUnicodeCharacter{00F4}{\^o}
\DeclareUnicodeCharacter{00F5}{\~o}
\DeclareUnicodeCharacter{00F6}{\"o}
\DeclareUnicodeCharacter{00F7}{\textdiv}
\DeclareUnicodeCharacter{00F8}{\o}
\DeclareUnicodeCharacter{00F9}{\@tabacckludge`u}
\DeclareUnicodeCharacter{00FA}{\@tabacckludge'u}
\DeclareUnicodeCharacter{00FB}{\^u}
\DeclareUnicodeCharacter{00FC}{\"u}
\DeclareUnicodeCharacter{00FD}{\@tabacckludge'y}
\DeclareUnicodeCharacter{00FE}{\th}
\DeclareUnicodeCharacter{00FF}{\"y}
\DeclareUnicodeCharacter{0102}{\u A}
\DeclareUnicodeCharacter{0103}{\u a}
\DeclareUnicodeCharacter{0104}{\k A}
\DeclareUnicodeCharacter{0105}{\k a}
\DeclareUnicodeCharacter{0106}{\@tabacckludge'C}
\DeclareUnicodeCharacter{0107}{\@tabacckludge'c}
\DeclareUnicodeCharacter{010C}{\v C}
\DeclareUnicodeCharacter{010D}{\v c}
\DeclareUnicodeCharacter{010E}{\v D}
\DeclareUnicodeCharacter{010F}{\v d}
\DeclareUnicodeCharacter{0110}{\DJ}
\DeclareUnicodeCharacter{0111}{\dj}
\DeclareUnicodeCharacter{0118}{\k E}
\DeclareUnicodeCharacter{0119}{\k e}
\DeclareUnicodeCharacter{011A}{\v E}
\DeclareUnicodeCharacter{011B}{\v e}
\DeclareUnicodeCharacter{011E}{\u G}
\DeclareUnicodeCharacter{011F}{\u g}
\DeclareUnicodeCharacter{0130}{\.I}
\DeclareUnicodeCharacter{0131}{\i}
\DeclareUnicodeCharacter{0132}{\IJ}
\DeclareUnicodeCharacter{0133}{\ij}
\DeclareUnicodeCharacter{0139}{\@tabacckludge'L}
\DeclareUnicodeCharacter{013A}{\@tabacckludge'l}
\DeclareUnicodeCharacter{013D}{\v L}
\DeclareUnicodeCharacter{013E}{\v l}
\DeclareUnicodeCharacter{0141}{\L}
\DeclareUnicodeCharacter{0142}{\l}
\DeclareUnicodeCharacter{0143}{\@tabacckludge'N}
\DeclareUnicodeCharacter{0144}{\@tabacckludge'n}
\DeclareUnicodeCharacter{0147}{\v N}
\DeclareUnicodeCharacter{0148}{\v n}
\DeclareUnicodeCharacter{014A}{\NG}
\DeclareUnicodeCharacter{014B}{\ng}
\DeclareUnicodeCharacter{0150}{\H O}
\DeclareUnicodeCharacter{0151}{\H o}
\DeclareUnicodeCharacter{0152}{\OE}
\DeclareUnicodeCharacter{0153}{\oe}
\DeclareUnicodeCharacter{0154}{\@tabacckludge'R}
\DeclareUnicodeCharacter{0155}{\@tabacckludge'r}
\DeclareUnicodeCharacter{0158}{\v R}
\DeclareUnicodeCharacter{0159}{\v r}
\DeclareUnicodeCharacter{015A}{\@tabacckludge'S}
\DeclareUnicodeCharacter{015B}{\@tabacckludge's}
\DeclareUnicodeCharacter{015E}{\c S}
\DeclareUnicodeCharacter{015F}{\c s}
\DeclareUnicodeCharacter{0160}{\v S}
\DeclareUnicodeCharacter{0161}{\v s}
\DeclareUnicodeCharacter{0162}{\c T}
\DeclareUnicodeCharacter{0163}{\c t}
\DeclareUnicodeCharacter{0164}{\v T}
\DeclareUnicodeCharacter{0165}{\v t}
\DeclareUnicodeCharacter{016E}{\r U}
\DeclareUnicodeCharacter{016F}{\r u}
\DeclareUnicodeCharacter{0170}{\H U}
\DeclareUnicodeCharacter{0171}{\H u}
\DeclareUnicodeCharacter{0178}{\"Y}
\DeclareUnicodeCharacter{0179}{\@tabacckludge'Z}
\DeclareUnicodeCharacter{017A}{\@tabacckludge'z}
\DeclareUnicodeCharacter{017B}{\.Z}
\DeclareUnicodeCharacter{017C}{\.z}
\DeclareUnicodeCharacter{017D}{\v Z}
\DeclareUnicodeCharacter{017E}{\v z}
\DeclareUnicodeCharacter{0192}{\textflorin}
\DeclareUnicodeCharacter{02C6}{\textasciicircum}
\DeclareUnicodeCharacter{02C7}{\textasciicaron}
\DeclareUnicodeCharacter{02DC}{\textasciitilde}
\DeclareUnicodeCharacter{02D8}{\textasciibreve}
\DeclareUnicodeCharacter{02DD}{\textacutedbl}
\DeclareUnicodeCharacter{0E3F}{\textbaht}
\DeclareUnicodeCharacter{200C}{\textcompwordmark}
\DeclareUnicodeCharacter{2013}{\textendash}
\DeclareUnicodeCharacter{2014}{\textemdash}
\DeclareUnicodeCharacter{2016}{\textbardbl}
\DeclareUnicodeCharacter{2018}{\textquoteleft}
\DeclareUnicodeCharacter{2019}{\textquoteright}
\DeclareUnicodeCharacter{201A}{\quotesinglbase}
\DeclareUnicodeCharacter{201C}{\textquotedblleft}
\DeclareUnicodeCharacter{201D}{\textquotedblright}
\DeclareUnicodeCharacter{201E}{\quotedblbase}
\DeclareUnicodeCharacter{2020}{\textdagger}
\DeclareUnicodeCharacter{2021}{\textdaggerdbl}
\DeclareUnicodeCharacter{2022}{\textbullet}
\DeclareUnicodeCharacter{2026}{\textellipsis}
\DeclareUnicodeCharacter{2030}{\textperthousand}
\DeclareUnicodeCharacter{2031}{\textpertenthousand}
\DeclareUnicodeCharacter{2039}{\guilsinglleft}
\DeclareUnicodeCharacter{203A}{\guilsinglright}
\DeclareUnicodeCharacter{203B}{\textreferencemark}
\DeclareUnicodeCharacter{203D}{\textinterrobang}
\DeclareUnicodeCharacter{2044}{\textfractionsolidus}
\DeclareUnicodeCharacter{204E}{\textasteriskcentered} % LOW ASTERISK
\DeclareUnicodeCharacter{2052}{\textdiscount}
\DeclareUnicodeCharacter{20A1}{\textcolonmonetary}
\DeclareUnicodeCharacter{20A4}{\textlira}
\DeclareUnicodeCharacter{20A6}{\textnaira}
\DeclareUnicodeCharacter{20A9}{\textwon}
\DeclareUnicodeCharacter{20AB}{\textdong}
\DeclareUnicodeCharacter{20AC}{\texteuro}
\DeclareUnicodeCharacter{20B1}{\textpeso}
\DeclareUnicodeCharacter{2103}{\textcelsius}
\DeclareUnicodeCharacter{2116}{\textnumero}
\DeclareUnicodeCharacter{2117}{\textcircledP}
\DeclareUnicodeCharacter{211E}{\textrecipe}
\DeclareUnicodeCharacter{2120}{\textservicemark}
\DeclareUnicodeCharacter{2122}{\texttrademark}
\DeclareUnicodeCharacter{2126}{\textohm}
\DeclareUnicodeCharacter{2127}{\textmho}
\DeclareUnicodeCharacter{212E}{\textestimated}
\DeclareUnicodeCharacter{2190}{\textleftarrow}
\DeclareUnicodeCharacter{2191}{\textuparrow}
\DeclareUnicodeCharacter{2192}{\textrightarrow}
\DeclareUnicodeCharacter{2193}{\textdownarrow}
\DeclareUnicodeCharacter{2329}{\textlangle}
\DeclareUnicodeCharacter{232A}{\textrangle}
\DeclareUnicodeCharacter{2422}{\textblank}
\DeclareUnicodeCharacter{2423}{\textvisiblespace}
\DeclareUnicodeCharacter{25E6}{\textopenbullet}
\DeclareUnicodeCharacter{25EF}{\textbigcircle}
\DeclareUnicodeCharacter{266A}{\textmusicalnote}

\endinput
%%
%% End of file `utf8enc.dfu'.
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main/main.log

This is pdfTeX, Version 3.1415926-2.4-1.40.13 (TeX Live 2012/Debian) (format=pdflatex 2012.10.25)  2 DEC 2012 12:47
entering extended mode
 restricted \write18 enabled.
 %&-line parsing enabled.
**main.tex
(./main.tex
LaTeX2e <2011/06/27>
Babel <v3.8m> and hyphenation patterns for english, dumylang, nohyphenation, et
hiopic, farsi, arabic, pinyin, croatian, bulgarian, ukrainian, russian, slovak,
 czech, danish, dutch, usenglishmax, ukenglish, finnish, french, basque, ngerma
n, german, swissgerman, ngerman-x-2012-05-30, german-x-2012-05-30, monogreek, g
reek, ibycus, ancientgreek, hungarian, bengali, tamil, hindi, telugu, gujarati,
 sanskrit, malayalam, kannada, assamese, marathi, oriya, panjabi, italian, lati
n, latvian, lithuanian, mongolian, mongolianlmc, nynorsk, bokmal, indonesian, e
speranto, coptic, welsh, irish, interlingua, serbian, serbianc, slovenian, friu
lan, romansh, estonian, romanian, armenian, uppersorbian, turkish, afrikaans, i
celandic, kurmanji, polish, portuguese, galician, catalan, spanish, swedish, th
ai, loaded.
(/usr/share/texlive/texmf-dist/tex/generic/oberdiek/hyphsubst.sty
Package: hyphsubst 2008/06/09 v0.2 Substitute hyphenation patterns (HO)

(/usr/share/texlive/texmf-dist/tex/generic/oberdiek/infwarerr.sty
Package: infwarerr 2010/04/08 v1.3 Providing info/warning/error messages (HO)
))
(/usr/share/texlive/texmf-dist/tex/latex/koma-script/scrbook.cls
Document Class: scrbook 2012/05/15 v3.11 KOMA-Script document class (book)
(/usr/share/texlive/texmf-dist/tex/latex/koma-script/scrkbase.sty
Package: scrkbase 2012/05/15 v3.11 KOMA-Script package (KOMA-Script-dependent b
asics and keyval usage)

(/usr/share/texlive/texmf-dist/tex/latex/koma-script/scrbase.sty
Package: scrbase 2012/05/15 v3.11 KOMA-Script package (KOMA-Script-independent 
basics and keyval usage)

(/usr/share/texlive/texmf-dist/tex/latex/graphics/keyval.sty
Package: keyval 1999/03/16 v1.13 key=value parser (DPC)
\KV@toks@=\toks14
)
(/usr/share/texlive/texmf-dist/tex/latex/koma-script/scrlfile.sty
Package: scrlfile 2011/03/09 v3.09 KOMA-Script package (loading files)

Package scrlfile, 2011/03/09 v3.09 KOMA-Script package (loading files)
                  Copyright (C) Markus Kohm

))) (/usr/share/texlive/texmf-dist/tex/latex/koma-script/tocbasic.sty
Package: tocbasic 2012/04/04 v3.10b KOMA-Script package (handling toc-files)
)
Package tocbasic Info: omitting babel extension for `toc'
(tocbasic)             because of feature `nobabel' available
(tocbasic)             for `toc' on input line 117.
Package tocbasic Info: omitting babel extension for `lof'
(tocbasic)             because of feature `nobabel' available
(tocbasic)             for `lof' on input line 118.
Package tocbasic Info: omitting babel extension for `lot'
(tocbasic)             because of feature `nobabel' available
(tocbasic)             for `lot' on input line 119.
Class scrbook Info: File `scrsize11pt.clo' used to setup font sizes on input li
ne 1366.

(/usr/share/texlive/texmf-dist/tex/latex/koma-script/scrsize11pt.clo
File: scrsize11pt.clo 2012/05/15 v3.11 KOMA-Script font size class option (11pt
)
)
(/usr/share/texlive/texmf-dist/tex/latex/koma-script/typearea.sty
Package: typearea 2012/05/15 v3.11 KOMA-Script package (type area)

Package typearea, 2012/05/15 v3.11 KOMA-Script package (type area)
                  Copyright (C) Frank Neukam, 1992-1994
                  Copyright (C) Markus Kohm, 1994-

\ta@bcor=\skip41
\ta@div=\count79
\ta@hblk=\skip42
\ta@vblk=\skip43
\ta@temp=\skip44
Package typearea Info: These are the values describing the layout:
(typearea)             DIV  = 13
(typearea)             BCOR = 34.1433pt
(typearea)             \paperwidth      = 597.50793pt
(typearea)              \textwidth      = 433.35742pt
(typearea)              DIV departure   = -10%
(typearea)              \evensidemargin = 14.40149pt
(typearea)              \oddsidemargin  = 5.20905pt
(typearea)             \paperheight     = 845.04694pt
(typearea)              \textheight     = 650.20029pt
(typearea)              \topmargin      = -44.6664pt
(typearea)              \headheight     = 17.0pt
(typearea)              \headsep        = 20.40001pt
(typearea)              \topskip        = 11.0pt
(typearea)              \footskip       = 47.60002pt
(typearea)              \baselineskip   = 13.6pt
(typearea)              on input line 1211.
)
\c@part=\count80
\c@chapter=\count81
\c@section=\count82
\c@subsection=\count83
\c@subsubsection=\count84
\c@paragraph=\count85
\c@subparagraph=\count86
\abovecaptionskip=\skip45
\belowcaptionskip=\skip46
\c@pti@nb@sid@b@x=\box26
\c@figure=\count87
\c@table=\count88
\bibindent=\dimen102
) (../headers/paper.tex) (../headers/packages1.tex
(/usr/share/texlive/texmf-dist/tex/latex/graphics/color.sty
Package: color 2005/11/14 v1.0j Standard LaTeX Color (DPC)

(/usr/share/texlive/texmf-dist/tex/latex/latexconfig/color.cfg
File: color.cfg 2007/01/18 v1.5 color configuration of teTeX/TeXLive
)
Package color Info: Driver file: pdftex.def on input line 130.

(/usr/share/texlive/texmf-dist/tex/latex/pdftex-def/pdftex.def
File: pdftex.def 2011/05/27 v0.06d Graphics/color for pdfTeX

(/usr/share/texlive/texmf-dist/tex/generic/oberdiek/ltxcmds.sty
Package: ltxcmds 2011/11/09 v1.22 LaTeX kernel commands for general use (HO)
)
\Gread@gobject=\count89
))
(/usr/share/texlive/texmf-dist/tex/latex/base/textcomp.sty
Package: textcomp 2005/09/27 v1.99g Standard LaTeX package
Package textcomp Info: Sub-encoding information:
(textcomp)               5 = only ISO-Adobe without \textcurrency
(textcomp)               4 = 5 + \texteuro
(textcomp)               3 = 4 + \textohm
(textcomp)               2 = 3 + \textestimated + \textcurrency
(textcomp)               1 = TS1 - \textcircled - \t
(textcomp)               0 = TS1 (full)
(textcomp)             Font families with sub-encoding setting implement
(textcomp)             only a restricted character set as indicated.
(textcomp)             Family '?' is the default used for unknown fonts.
(textcomp)             See the documentation for details.
Package textcomp Info: Setting ? sub-encoding to TS1/1 on input line 71.

(/usr/share/texlive/texmf-dist/tex/latex/base/ts1enc.def
File: ts1enc.def 2001/06/05 v3.0e (jk/car/fm) Standard LaTeX file
)
LaTeX Info: Redefining \oldstylenums on input line 266.
Package textcomp Info: Setting cmr sub-encoding to TS1/0 on input line 281.
Package textcomp Info: Setting cmss sub-encoding to TS1/0 on input line 282.
Package textcomp Info: Setting cmtt sub-encoding to TS1/0 on input line 283.
Package textcomp Info: Setting cmvtt sub-encoding to TS1/0 on input line 284.
Package textcomp Info: Setting cmbr sub-encoding to TS1/0 on input line 285.
Package textcomp Info: Setting cmtl sub-encoding to TS1/0 on input line 286.
Package textcomp Info: Setting ccr sub-encoding to TS1/0 on input line 287.
Package textcomp Info: Setting ptm sub-encoding to TS1/4 on input line 288.
Package textcomp Info: Setting pcr sub-encoding to TS1/4 on input line 289.
Package textcomp Info: Setting phv sub-encoding to TS1/4 on input line 290.
Package textcomp Info: Setting ppl sub-encoding to TS1/3 on input line 291.
Package textcomp Info: Setting pag sub-encoding to TS1/4 on input line 292.
Package textcomp Info: Setting pbk sub-encoding to TS1/4 on input line 293.
Package textcomp Info: Setting pnc sub-encoding to TS1/4 on input line 294.
Package textcomp Info: Setting pzc sub-encoding to TS1/4 on input line 295.
Package textcomp Info: Setting bch sub-encoding to TS1/4 on input line 296.
Package textcomp Info: Setting put sub-encoding to TS1/5 on input line 297.
Package textcomp Info: Setting uag sub-encoding to TS1/5 on input line 298.
Package textcomp Info: Setting ugq sub-encoding to TS1/5 on input line 299.
Package textcomp Info: Setting ul8 sub-encoding to TS1/4 on input line 300.
Package textcomp Info: Setting ul9 sub-encoding to TS1/4 on input line 301.
Package textcomp Info: Setting augie sub-encoding to TS1/5 on input line 302.
Package textcomp Info: Setting dayrom sub-encoding to TS1/3 on input line 303.
Package textcomp Info: Setting dayroms sub-encoding to TS1/3 on input line 304.

Package textcomp Info: Setting pxr sub-encoding to TS1/0 on input line 305.
Package textcomp Info: Setting pxss sub-encoding to TS1/0 on input line 306.
Package textcomp Info: Setting pxtt sub-encoding to TS1/0 on input line 307.
Package textcomp Info: Setting txr sub-encoding to TS1/0 on input line 308.
Package textcomp Info: Setting txss sub-encoding to TS1/0 on input line 309.
Package textcomp Info: Setting txtt sub-encoding to TS1/0 on input line 310.
Package textcomp Info: Setting lmr sub-encoding to TS1/0 on input line 311.
Package textcomp Info: Setting lmdh sub-encoding to TS1/0 on input line 312.
Package textcomp Info: Setting lmss sub-encoding to TS1/0 on input line 313.
Package textcomp Info: Setting lmssq sub-encoding to TS1/0 on input line 314.
Package textcomp Info: Setting lmvtt sub-encoding to TS1/0 on input line 315.
Package textcomp Info: Setting qhv sub-encoding to TS1/0 on input line 316.
Package textcomp Info: Setting qag sub-encoding to TS1/0 on input line 317.
Package textcomp Info: Setting qbk sub-encoding to TS1/0 on input line 318.
Package textcomp Info: Setting qcr sub-encoding to TS1/0 on input line 319.
Package textcomp Info: Setting qcs sub-encoding to TS1/0 on input line 320.
Package textcomp Info: Setting qpl sub-encoding to TS1/0 on input line 321.
Package textcomp Info: Setting qtm sub-encoding to TS1/0 on input line 322.
Package textcomp Info: Setting qzc sub-encoding to TS1/0 on input line 323.
Package textcomp Info: Setting qhvc sub-encoding to TS1/0 on input line 324.
Package textcomp Info: Setting futs sub-encoding to TS1/4 on input line 325.
Package textcomp Info: Setting futx sub-encoding to TS1/4 on input line 326.
Package textcomp Info: Setting futj sub-encoding to TS1/4 on input line 327.
Package textcomp Info: Setting hlh sub-encoding to TS1/3 on input line 328.
Package textcomp Info: Setting hls sub-encoding to TS1/3 on input line 329.
Package textcomp Info: Setting hlst sub-encoding to TS1/3 on input line 330.
Package textcomp Info: Setting hlct sub-encoding to TS1/5 on input line 331.
Package textcomp Info: Setting hlx sub-encoding to TS1/5 on input line 332.
Package textcomp Info: Setting hlce sub-encoding to TS1/5 on input line 333.
Package textcomp Info: Setting hlcn sub-encoding to TS1/5 on input line 334.
Package textcomp Info: Setting hlcw sub-encoding to TS1/5 on input line 335.
Package textcomp Info: Setting hlcf sub-encoding to TS1/5 on input line 336.
Package textcomp Info: Setting pplx sub-encoding to TS1/3 on input line 337.
Package textcomp Info: Setting pplj sub-encoding to TS1/3 on input line 338.
Package textcomp Info: Setting ptmx sub-encoding to TS1/4 on input line 339.
Package textcomp Info: Setting ptmj sub-encoding to TS1/4 on input line 340.
)
(/usr/share/texlive/texmf-dist/tex/latex/base/alltt.sty
Package: alltt 1997/06/16 v2.0g defines alltt environment
)
(/usr/share/texlive/texmf-dist/tex/latex/mdwtools/syntax.sty
Package: syntax 1996/05/17 1.07 Syntax typesetting (MDW)
\grammarparsep=\skip47
\grammarindent=\dimen103
\sdstartspace=\skip48
\sdendspace=\skip49
\sdmidskip=\skip50
\sdtokskip=\skip51
\sdfinalskip=\skip52
\sdrulewidth=\dimen104
\sdcirclediam=\dimen105
\sdindent=\dimen106
)
(/usr/share/texlive/texmf-dist/tex/latex/parskip/parskip.sty
Package: parskip 2001/04/09 non-zero parskip adjustments
)
(/usr/share/texlive/texmf-dist/tex/generic/ulem/ulem.sty
\UL@box=\box27
\UL@hyphenbox=\box28
\UL@skip=\skip53
\UL@hook=\toks15
\UL@height=\dimen107
\UL@pe=\count90
\UL@pixel=\dimen108
\ULC@box=\box29
Package: ulem 2012/05/18
\ULdepth=\dimen109
)
(/usr/share/texlive/texmf-dist/tex/latex/hyperref/hyperref.sty
Package: hyperref 2012/05/13 v6.82q Hypertext links for LaTeX

(/usr/share/texlive/texmf-dist/tex/generic/oberdiek/hobsub-hyperref.sty
Package: hobsub-hyperref 2012/05/28 v1.13 Bundle oberdiek, subset hyperref (HO)


(/usr/share/texlive/texmf-dist/tex/generic/oberdiek/hobsub-generic.sty
Package: hobsub-generic 2012/05/28 v1.13 Bundle oberdiek, subset generic (HO)
Package: hobsub 2012/05/28 v1.13 Construct package bundles (HO)
Package hobsub Info: Skipping package `infwarerr' (already loaded).
Package hobsub Info: Skipping package `ltxcmds' (already loaded).
Package: ifluatex 2010/03/01 v1.3 Provides the ifluatex switch (HO)
Package ifluatex Info: LuaTeX not detected.
Package: ifvtex 2010/03/01 v1.5 Detect VTeX and its facilities (HO)
Package ifvtex Info: VTeX not detected.
Package: intcalc 2007/09/27 v1.1 Expandable calculations with integers (HO)
Package: ifpdf 2011/01/30 v2.3 Provides the ifpdf switch (HO)
Package ifpdf Info: pdfTeX in PDF mode is detected.
Package: etexcmds 2011/02/16 v1.5 Avoid name clashes with e-TeX commands (HO)
Package etexcmds Info: Could not find \expanded.
(etexcmds)             That can mean that you are not using pdfTeX 1.50 or
(etexcmds)             that some package has redefined \expanded.
(etexcmds)             In the latter case, load this package earlier.
Package: kvsetkeys 2012/04/25 v1.16 Key value parser (HO)
Package: kvdefinekeys 2011/04/07 v1.3 Define keys (HO)
Package: pdftexcmds 2011/11/29 v0.20 Utility functions of pdfTeX for LuaTeX (HO
)
Package pdftexcmds Info: LuaTeX not detected.
Package pdftexcmds Info: \pdf@primitive is available.
Package pdftexcmds Info: \pdf@ifprimitive is available.
Package pdftexcmds Info: \pdfdraftmode found.
Package: pdfescape 2011/11/25 v1.13 Implements pdfTeX's escape features (HO)
Package: bigintcalc 2012/04/08 v1.3 Expandable calculations on big integers (HO
)
Package: bitset 2011/01/30 v1.1 Handle bit-vector datatype (HO)
Package: uniquecounter 2011/01/30 v1.2 Provide unlimited unique counter (HO)
)
Package hobsub Info: Skipping package `hobsub' (already loaded).
Package: letltxmacro 2010/09/02 v1.4 Let assignment for LaTeX macros (HO)
Package: hopatch 2012/05/28 v1.2 Wrapper for package hooks (HO)
Package: xcolor-patch 2011/01/30 xcolor patch
Package: atveryend 2011/06/30 v1.8 Hooks at the very end of document (HO)
Package atveryend Info: \enddocument detected (standard20110627).
Package: atbegshi 2011/10/05 v1.16 At begin shipout hook (HO)
Package: refcount 2011/10/16 v3.4 Data extraction from label references (HO)
Package: hycolor 2011/01/30 v1.7 Color options for hyperref/bookmark (HO)
)
(/usr/share/texlive/texmf-dist/tex/generic/ifxetex/ifxetex.sty
Package: ifxetex 2010/09/12 v0.6 Provides ifxetex conditional
)
(/usr/share/texlive/texmf-dist/tex/latex/oberdiek/kvoptions.sty
Package: kvoptions 2011/06/30 v3.11 Key value format for package options (HO)
)
\@linkdim=\dimen110
\Hy@linkcounter=\count91
\Hy@pagecounter=\count92

(/usr/share/texlive/texmf-dist/tex/latex/hyperref/pd1enc.def
File: pd1enc.def 2012/05/13 v6.82q Hyperref: PDFDocEncoding definition (HO)
)
\Hy@SavedSpaceFactor=\count93

(/usr/share/texlive/texmf-dist/tex/latex/latexconfig/hyperref.cfg
File: hyperref.cfg 2002/06/06 v1.2 hyperref configuration of TeXLive
)
Package hyperref Info: Option `unicode' set `true' on input line 3941.

(/usr/share/texlive/texmf-dist/tex/latex/hyperref/puenc.def
File: puenc.def 2012/05/13 v6.82q Hyperref: PDF Unicode definition (HO)
)
Package hyperref Info: Hyper figures OFF on input line 4062.
Package hyperref Info: Link nesting OFF on input line 4067.
Package hyperref Info: Hyper index ON on input line 4070.
Package hyperref Info: Plain pages OFF on input line 4077.
Package hyperref Info: Backreferencing OFF on input line 4082.
Package hyperref Info: Implicit mode ON; LaTeX internals redefined.
Package hyperref Info: Bookmarks ON on input line 4300.
\c@Hy@tempcnt=\count94

(/usr/share/texlive/texmf-dist/tex/latex/url/url.sty
\Urlmuskip=\muskip10
Package: url 2006/04/12  ver 3.3  Verb mode for urls, etc.
)
LaTeX Info: Redefining \url on input line 4653.
\Fld@menulength=\count95
\Field@Width=\dimen111
\Fld@charsize=\dimen112
Package hyperref Info: Hyper figures OFF on input line 5773.
Package hyperref Info: Link nesting OFF on input line 5778.
Package hyperref Info: Hyper index ON on input line 5781.
Package hyperref Info: backreferencing OFF on input line 5788.
Package hyperref Info: Link coloring OFF on input line 5793.
Package hyperref Info: Link coloring with OCG OFF on input line 5798.
Package hyperref Info: PDF/A mode OFF on input line 5803.
LaTeX Info: Redefining \ref on input line 5843.
LaTeX Info: Redefining \pageref on input line 5847.
\Hy@abspage=\count96
\c@Item=\count97
\c@Hfootnote=\count98
)

Package hyperref Message: Driver: hpdftex.

(/usr/share/texlive/texmf-dist/tex/latex/hyperref/hpdftex.def
File: hpdftex.def 2012/05/13 v6.82q Hyperref driver for pdfTeX
\Fld@listcount=\count99
\c@bookmark@seq@number=\count100

(/usr/share/texlive/texmf-dist/tex/latex/oberdiek/rerunfilecheck.sty
Package: rerunfilecheck 2011/04/15 v1.7 Rerun checks for auxiliary files (HO)
Package uniquecounter Info: New unique counter `rerunfilecheck' on input line 2
82.
)
\Hy@SectionHShift=\skip54
)
(/usr/share/texlive/texmf-dist/tex/latex/koma-script/tocstyle.sty
Package: tocstyle 2009/11/09 v0.2d-alpha LaTeX2e KOMA-Script package (versatile
 toc styles)


Package tocstyle Warning: THIS IS AN ALPHA VERSION!
(tocstyle)                USAGE OF THIS VERSION IS ON YOUR OWN RISK!
(tocstyle)                EVERYTHING MAY HAPPEN!
(tocstyle)                EVERYTHING MAY CHANGE IN FUTURE!
(tocstyle)                THERE IS NO SUPPORT, IF YOU USE THIS PACKAGE!
(tocstyle)                Maybe it would be better, not to load this package.

\tocstyle@indentstyle=\count101
Package tocstyle Info: no tocstyle.cfg found on input line 838.
) (/usr/share/texlive/texmf-dist/tex/latex/paralist/paralist.sty
Package: paralist 2002/03/18 v2.3b Extended list environments (BS)
\pltopsep=\skip55
\plpartopsep=\skip56
\plitemsep=\skip57
\plparsep=\skip58
\pl@lab=\toks16
)
(/usr/share/texlive/texmf-dist/tex/latex/tools/trace.sty
Package: trace 2003/04/30 v1.1c trace LaTeX code
)
(/usr/share/texlive/texmf-dist/tex/latex/multirow/bigstrut.sty
\bigstrutjot=\dimen113
)
(/usr/share/texlive/texmf-dist/tex/latex/keystroke/keystroke.sty
Package: keystroke 2010/04/23 v1.6 3D keystrokes (SuSE GmbH/RN)

(/usr/share/texlive/texmf-dist/tex/latex/graphics/graphics.sty
Package: graphics 2009/02/05 v1.0o Standard LaTeX Graphics (DPC,SPQR)

(/usr/share/texlive/texmf-dist/tex/latex/graphics/trig.sty
Package: trig 1999/03/16 v1.09 sin cos tan (DPC)
)
(/usr/share/texlive/texmf-dist/tex/latex/latexconfig/graphics.cfg
File: graphics.cfg 2010/04/23 v1.9 graphics configuration of TeX Live
)
Package graphics Info: Driver file: pdftex.def on input line 91.
)
\suse@key=\box30
\keystroke@left=\box31
\keystroke@right=\box32
\keystroke@middle=\box33

<keystroke_left.pdf, id=1, 42.1575pt x 195.73125pt>
File: keystroke_left.pdf Graphic file (type pdf)
 <use keystroke_left.pdf>
Package pdftex.def Info: keystroke_left.pdf used on input line 171.
(pdftex.def)             Requested size: 42.15738pt x 195.73076pt.

<keystroke_middle.pdf, id=2, 116.435pt x 195.73125pt>
File: keystroke_middle.pdf Graphic file (type pdf)

<use keystroke_middle.pdf>
Package pdftex.def Info: keystroke_middle.pdf used on input line 172.
(pdftex.def)             Requested size: 116.43471pt x 195.73076pt.

<keystroke_right.pdf, id=3, 42.1575pt x 195.73125pt>
File: keystroke_right.pdf Graphic file (type pdf)
 <use keystroke_right.pdf>
Package pdftex.def Info: keystroke_right.pdf used on input line 173.
(pdftex.def)             Requested size: 42.15738pt x 195.73076pt.
) (/usr/share/texlive/texmf-dist/tex/latex/supertabular/supertabular.sty
Package: supertabular 2004/02/20 v4.1e the supertabular environment
\c@tracingst=\count102
\ST@wd=\dimen114
\ST@rightskip=\skip59
\ST@leftskip=\skip60
\ST@parfillskip=\skip61
\ST@pageleft=\dimen115
\ST@headht=\dimen116
\ST@tailht=\dimen117
\ST@pagesofar=\dimen118
\ST@pboxht=\dimen119
\ST@lineht=\dimen120
\ST@stretchht=\dimen121
\ST@prevht=\dimen122
\ST@toadd=\dimen123
\ST@dimen=\dimen124
\ST@pbox=\box34
)
(/usr/share/texlive/texmf-dist/tex/latex/wrapfig/wrapfig.sty
\wrapoverhang=\dimen125
\WF@size=\dimen126
\c@WF@wrappedlines=\count103
\WF@box=\box35
\WF@everypar=\toks17
Package: wrapfig 2003/01/31  v 3.6
))
(../headers/babel.tex (/var/lib/texmf/tex/generic/babel/babel.sty
Package: babel 2008/07/08 v3.8m The Babel package

(/usr/share/texlive/texmf-dist/tex/generic/babel/english.ldf
Language: english 2005/03/30 v3.3o English support from the babel system

(/usr/share/texlive/texmf-dist/tex/generic/babel/babel.def
File: babel.def 2008/07/08 v3.8m Babel common definitions
\babel@savecnt=\count104
\U@D=\dimen127
)
\l@canadian = a dialect from \language\l@american 
\l@australian = a dialect from \language\l@british 
\l@newzealand = a dialect from \language\l@british 
)))
(../headers/svg.tex) (../headers/packages2.tex
(/usr/share/texlive/texmf-dist/tex/latex/psnfss/mathptmx.sty
Package: mathptmx 2005/04/12 PSNFSS-v9.2a Times w/ Math, improved (SPQR, WaS) 
LaTeX Font Info:    Redeclaring symbol font `operators' on input line 28.
LaTeX Font Info:    Overwriting symbol font `operators' in version `normal'
(Font)                  OT1/cmr/m/n --> OT1/ztmcm/m/n on input line 28.
LaTeX Font Info:    Overwriting symbol font `operators' in version `bold'
(Font)                  OT1/cmr/bx/n --> OT1/ztmcm/m/n on input line 28.
LaTeX Font Info:    Redeclaring symbol font `letters' on input line 29.
LaTeX Font Info:    Overwriting symbol font `letters' in version `normal'
(Font)                  OML/cmm/m/it --> OML/ztmcm/m/it on input line 29.
LaTeX Font Info:    Overwriting symbol font `letters' in version `bold'
(Font)                  OML/cmm/b/it --> OML/ztmcm/m/it on input line 29.
LaTeX Font Info:    Redeclaring symbol font `symbols' on input line 30.
LaTeX Font Info:    Overwriting symbol font `symbols' in version `normal'
(Font)                  OMS/cmsy/m/n --> OMS/ztmcm/m/n on input line 30.
LaTeX Font Info:    Overwriting symbol font `symbols' in version `bold'
(Font)                  OMS/cmsy/b/n --> OMS/ztmcm/m/n on input line 30.
LaTeX Font Info:    Redeclaring symbol font `largesymbols' on input line 31.
LaTeX Font Info:    Overwriting symbol font `largesymbols' in version `normal'
(Font)                  OMX/cmex/m/n --> OMX/ztmcm/m/n on input line 31.
LaTeX Font Info:    Overwriting symbol font `largesymbols' in version `bold'
(Font)                  OMX/cmex/m/n --> OMX/ztmcm/m/n on input line 31.
\symbold=\mathgroup4
\symitalic=\mathgroup5
LaTeX Font Info:    Redeclaring math alphabet \mathbf on input line 34.
LaTeX Font Info:    Overwriting math alphabet `\mathbf' in version `normal'
(Font)                  OT1/cmr/bx/n --> OT1/ptm/bx/n on input line 34.
LaTeX Font Info:    Overwriting math alphabet `\mathbf' in version `bold'
(Font)                  OT1/cmr/bx/n --> OT1/ptm/bx/n on input line 34.
LaTeX Font Info:    Redeclaring math alphabet \mathit on input line 35.
LaTeX Font Info:    Overwriting math alphabet `\mathit' in version `normal'
(Font)                  OT1/cmr/m/it --> OT1/ptm/m/it on input line 35.
LaTeX Font Info:    Overwriting math alphabet `\mathit' in version `bold'
(Font)                  OT1/cmr/bx/it --> OT1/ptm/m/it on input line 35.
LaTeX Info: Redefining \hbar on input line 50.
)
(/usr/share/texlive/texmf-dist/tex/latex/psnfss/helvet.sty
Package: helvet 2005/04/12 PSNFSS-v9.2a (WaS) 
)
(/usr/share/texlive/texmf-dist/tex/latex/psnfss/courier.sty
Package: courier 2005/04/12 PSNFSS-v9.2a (WaS) 
)
(/usr/share/texlive/texmf-dist/tex/latex/base/fontenc.sty
Package: fontenc 2005/09/27 v1.99g Standard LaTeX package

(/usr/share/texlive/texmf-dist/tex/latex/base/t1enc.def
File: t1enc.def 2005/09/27 v1.99g Standard LaTeX file
LaTeX Font Info:    Redeclaring font encoding T1 on input line 43.
))
(/usr/share/texlive/texmf-dist/tex/latex/multirow/multirow.sty)
(/usr/share/texlive/texmf-dist/tex/latex/tools/multicol.sty
Package: multicol 2011/06/27 v1.7a multicolumn formatting (FMi)
\c@tracingmulticols=\count105
\mult@box=\box36
\multicol@leftmargin=\dimen128
\c@unbalance=\count106
\c@collectmore=\count107
\doublecol@number=\count108
\multicoltolerance=\count109
\multicolpretolerance=\count110
\full@width=\dimen129
\page@free=\dimen130
\premulticols=\dimen131
\postmulticols=\dimen132
\multicolsep=\skip62
\multicolbaselineskip=\skip63
\partial@page=\box37
\last@line=\box38
\mult@rightbox=\box39
\mult@grightbox=\box40
\mult@gfirstbox=\box41
\mult@firstbox=\box42
\@tempa=\box43
\@tempa=\box44
\@tempa=\box45
\@tempa=\box46
\@tempa=\box47
\@tempa=\box48
\@tempa=\box49
\@tempa=\box50
\@tempa=\box51
\@tempa=\box52
\@tempa=\box53
\@tempa=\box54
\@tempa=\box55
\@tempa=\box56
\@tempa=\box57
\@tempa=\box58
\@tempa=\box59
\c@columnbadness=\count111
\c@finalcolumnbadness=\count112
\last@try=\dimen133
\multicolovershoot=\dimen134
\multicolundershoot=\dimen135
\mult@nat@firstbox=\box60
\colbreak@box=\box61
\multicol@sort@counter=\count113
)
(/usr/share/texlive/texmf-dist/tex/latex/tools/array.sty
Package: array 2008/09/09 v2.4c Tabular extension package (FMi)
\col@sep=\dimen136
\extrarowheight=\dimen137
\NC@list=\toks18
\extratabsurround=\skip64
\backup@length=\skip65
)
(/usr/share/texlive/texmf-dist/tex/latex/ms/ragged2e.sty
Package: ragged2e 2009/05/21 v2.1 ragged2e Package (MS)

(/usr/share/texlive/texmf-dist/tex/latex/ms/everysel.sty
Package: everysel 2011/10/28 v1.2 EverySelectfont Package (MS)
)
\CenteringLeftskip=\skip66
\RaggedLeftLeftskip=\skip67
\RaggedRightLeftskip=\skip68
\CenteringRightskip=\skip69
\RaggedLeftRightskip=\skip70
\RaggedRightRightskip=\skip71
\CenteringParfillskip=\skip72
\RaggedLeftParfillskip=\skip73
\RaggedRightParfillskip=\skip74
\JustifyingParfillskip=\skip75
\CenteringParindent=\skip76
\RaggedLeftParindent=\skip77
\RaggedRightParindent=\skip78
\JustifyingParindent=\skip79
)
(/usr/share/texlive/texmf-dist/tex/latex/tools/longtable.sty
Package: longtable 2004/02/01 v4.11 Multi-page Table package (DPC)
\LTleft=\skip80
\LTright=\skip81
\LTpre=\skip82
\LTpost=\skip83
\LTchunksize=\count114
\LTcapwidth=\dimen138
\LT@head=\box62
\LT@firsthead=\box63
\LT@foot=\box64
\LT@lastfoot=\box65
\LT@cols=\count115
\LT@rows=\count116
\c@LT@tables=\count117
\c@LT@chunks=\count118
\LT@p@ftn=\toks19
)
Class scrbook Info: longtable captions redefined on input line 17.

(/usr/share/texlive/texmf-dist/tex/latex/koma-script/scrpage2.sty
Package: scrpage2 2010/04/22 v2.5 LaTeX2e KOMA-Script package
LaTeX Info: Redefining \pagemark on input line 176.
)
(/usr/share/texlive/texmf-dist/tex/latex/mdwtools/footnote.sty
Package: footnote 1997/01/28 1.13 Save footnotes around boxes
\fn@notes=\box66
\fn@width=\dimen139
)
(/usr/share/texlive/texmf-dist/tex/latex/tools/verbatim.sty
Package: verbatim 2003/08/22 v1.5q LaTeX2e package for verbatim enhancements
\every@verbatim=\toks20
\verbatim@line=\toks21
\verbatim@in@stream=\read1
)
(/usr/share/texlive/texmf-dist/tex/latex/framed/framed.sty
Package: framed 2011/10/22 v 0.96: framed or shaded text with page breaks
\OuterFrameSep=\skip84
\fb@frw=\dimen140
\fb@frh=\dimen141
\FrameRule=\dimen142
\FrameSep=\dimen143
) (./mdframed.sty
Package: mdframed 2010/12/22  v0.6a: mdframed

(/usr/share/texlive/texmf-dist/tex/latex/etex-pkg/etex.sty
Package: etex 1998/03/26 v2.0 eTeX basic definition package (PEB)
\et@xins=\count119
)
(/usr/share/texlive/texmf-dist/tex/latex/tools/calc.sty
Package: calc 2007/08/22 v4.3 Infix arithmetic (KKT,FJ)
\calc@Acount=\count120
\calc@Bcount=\count121
\calc@Adimen=\dimen144
\calc@Bdimen=\dimen145
\calc@Askip=\skip85
\calc@Bskip=\skip86
LaTeX Info: Redefining \setlength on input line 76.
LaTeX Info: Redefining \addtolength on input line 77.
\calc@Ccount=\count122
\calc@Cskip=\skip87
) (./etoolbox.sty
Package: etoolbox 2011/01/03 v2.1 e-TeX tools for LaTeX
\etb@tempcnta=\count123
)
\md@templength=\skip88
\mdf@skipabove@length=\skip89
\mdf@skipbelow@length=\skip90
\mdf@leftmargin@length=\skip91
\mdf@rightmargin@length=\skip92
\mdf@margin@length=\skip93
\mdf@innerleftmargin@length=\skip94
\mdf@innerrightmargin@length=\skip95
\mdf@innertopmargin@length=\skip96
\mdf@innerbottommargin@length=\skip97
\mdf@splittopskip@length=\skip98
\mdf@splitbottomskip@length=\skip99
\mdf@linewidth@length=\skip100
\mdf@innerlinewidth@length=\skip101
\mdf@middlelinewidth@length=\skip102
\mdf@outerlinewidth@length=\skip103
\mdf@roundcorner@length=\skip104

(./md-frame-0.mdf
File: md-frame-3.mdf 2010/12/22  v0.6a: md-frame-0
)
\md@temp@skip@a=\skip105
\md@verticalmarginwhole@length=\skip106
\mdf@xmargin@length=\skip107
\mdf@ymargin@length=\skip108
\mdfboxheight=\skip109
\mdfboxwidth=\skip110
\mdfboundingboxheight=\skip111
\mdfboundingboxwidth=\skip112
\mdfpositionx=\skip113
\mdfpositiony=\skip114
\md@freevspace@length=\skip115
\md@horizontalspaceofbox=\skip116
\md@temp@frame@hsize=\skip117
\md@temp@frame@vsize=\skip118
)
(/usr/share/texlive/texmf-dist/tex/latex/listings/listings.sty
\lst@mode=\count124
\lst@gtempboxa=\box67
\lst@token=\toks22
\lst@length=\count125
\lst@currlwidth=\dimen146
\lst@column=\count126
\lst@pos=\count127
\lst@lostspace=\dimen147
\lst@width=\dimen148
\lst@newlines=\count128
\lst@lineno=\count129
\lst@maxwidth=\dimen149

(/usr/share/texlive/texmf-dist/tex/latex/listings/lstmisc.sty
File: lstmisc.sty 2007/02/22 1.4 (Carsten Heinz)
\c@lstnumber=\count130
\lst@skipnumbers=\count131
\lst@framebox=\box68
)
(/usr/share/texlive/texmf-dist/tex/latex/listings/listings.cfg
File: listings.cfg 2007/02/22 1.4 listings configuration
))
Package: listings 2007/02/22 1.4 (Carsten Heinz)

(/usr/share/texlive/texmf-dist/tex/latex/lineno/lineno.sty
Package: lineno 2005/11/02 line numbers on paragraphs v4.41
\linenopenalty=\count132
\output=\toks23
\linenoprevgraf=\count133
\linenumbersep=\dimen150
\linenumberwidth=\dimen151
\c@linenumber=\count134
\c@pagewiselinenumber=\count135
\c@LN@truepage=\count136
\c@internallinenumber=\count137
\c@internallinenumbers=\count138
\quotelinenumbersep=\dimen152
\bframerule=\dimen153
\bframesep=\dimen154
\bframebox=\box69
LaTeX Info: Redefining \\ on input line 3056.
)
(/usr/share/texlive/texmf-dist/tex/latex/amsmath/amsmath.sty
Package: amsmath 2000/07/18 v2.13 AMS math features
\@mathmargin=\skip119

For additional information on amsmath, use the `?' option.
(/usr/share/texlive/texmf-dist/tex/latex/amsmath/amstext.sty
Package: amstext 2000/06/29 v2.01

(/usr/share/texlive/texmf-dist/tex/latex/amsmath/amsgen.sty
File: amsgen.sty 1999/11/30 v2.0
\@emptytoks=\toks24
\ex@=\dimen155
))
(/usr/share/texlive/texmf-dist/tex/latex/amsmath/amsbsy.sty
Package: amsbsy 1999/11/29 v1.2d
\pmbraise@=\dimen156
)
(/usr/share/texlive/texmf-dist/tex/latex/amsmath/amsopn.sty
Package: amsopn 1999/12/14 v2.01 operator names
)
\inf@bad=\count139
LaTeX Info: Redefining \frac on input line 211.
\uproot@=\count140
\leftroot@=\count141
LaTeX Info: Redefining \overline on input line 307.
\classnum@=\count142
\DOTSCASE@=\count143
LaTeX Info: Redefining \ldots on input line 379.
LaTeX Info: Redefining \dots on input line 382.
LaTeX Info: Redefining \cdots on input line 467.
\Mathstrutbox@=\box70
\strutbox@=\box71
\big@size=\dimen157
LaTeX Font Info:    Redeclaring font encoding OML on input line 567.
LaTeX Font Info:    Redeclaring font encoding OMS on input line 568.
\macc@depth=\count144
\c@MaxMatrixCols=\count145
\dotsspace@=\muskip11
\c@parentequation=\count146
\dspbrk@lvl=\count147
\tag@help=\toks25
\row@=\count148
\column@=\count149
\maxfields@=\count150
\andhelp@=\toks26
\eqnshift@=\dimen158
\alignsep@=\dimen159
\tagshift@=\dimen160
\tagwidth@=\dimen161
\totwidth@=\dimen162
\lineht@=\dimen163
\@envbody=\toks27
\multlinegap=\skip120
\multlinetaggap=\skip121
\mathdisplay@stack=\toks28
LaTeX Info: Redefining \[ on input line 2666.
LaTeX Info: Redefining \] on input line 2667.
)
(/usr/share/texlive/texmf-dist/tex/latex/amsfonts/amssymb.sty
Package: amssymb 2009/06/22 v3.00

(/usr/share/texlive/texmf-dist/tex/latex/amsfonts/amsfonts.sty
Package: amsfonts 2009/06/22 v3.00 Basic AMSFonts support
\symAMSa=\mathgroup6
\symAMSb=\mathgroup7
LaTeX Font Info:    Overwriting math alphabet `\mathfrak' in version `bold'
(Font)                  U/euf/m/n --> U/euf/b/n on input line 96.
))
(/usr/share/texlive/texmf-dist/tex/latex/psnfss/pifont.sty
Package: pifont 2005/04/12 PSNFSS-v9.2a Pi font support (SPQR) 
LaTeX Font Info:    Try loading font information for U+pzd on input line 63.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/upzd.fd
File: upzd.fd 2001/06/04 font definitions for U/pzd.
)
LaTeX Font Info:    Try loading font information for U+psy on input line 64.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/upsy.fd
File: upsy.fd 2001/06/04 font definitions for U/psy.
))
(/usr/share/texlive/texmf-dist/tex/latex/marvosym/marvosym.sty
Package: marvosym 2011/07/20 v2.2 Martin Vogel's Symbols font definitions
)
(/usr/share/texlive/texmf-dist/tex/latex/fourier/fourier-orns.sty
Package: fourier-orns 2004/01/30 1.1 fourier-ornaments package
)
(/usr/share/texlive/texmf-dist/tex/latex/graphics/graphicx.sty
Package: graphicx 1999/02/16 v1.0f Enhanced LaTeX Graphics (DPC,SPQR)
\Gin@req@height=\dimen164
\Gin@req@width=\dimen165
)
(/usr/share/texlive/texmf-dist/tex/latex/wasysym/wasysym.sty
Package: wasysym 2003/10/30 v2.0 Wasy-2 symbol support package
\symwasy=\mathgroup8
LaTeX Font Info:    Overwriting symbol font `wasy' in version `bold'
(Font)                  U/wasy/m/n --> U/wasy/b/n on input line 90.
)
(/usr/share/texlive/texmf-dist/tex/latex/bbm-macros/bbm.sty
Package: bbm 1999/03/15 V 1.2 provides fonts for set symbols - TH
LaTeX Font Info:    Overwriting math alphabet `\mathbbm' in version `bold'
(Font)                  U/bbm/m/n --> U/bbm/bx/n on input line 33.
LaTeX Font Info:    Overwriting math alphabet `\mathbbmss' in version `bold'
(Font)                  U/bbmss/m/n --> U/bbmss/bx/n on input line 35.
)
(/usr/share/texlive/texmf-dist/tex/latex/skull/skull.sty
Package: skull 2002/01/23 v0.1 (c) Henrik Christian Grove <grove@math.ku.dk>
\symSKULL=\mathgroup9
)
(/usr/share/texmf/tex/latex/tipa/tipa.sty
Package: tipa 2002/08/08 TIPA version 1.1

(/usr/share/texlive/texmf-dist/tex/latex/base/fontenc.sty
Package: fontenc 2005/09/27 v1.99g Standard LaTeX package

(/usr/share/texmf/tex/latex/tipa/t3enc.def
File: t3enc.def 2001/12/31 T3 encoding
LaTeX Font Info:    Try loading font information for T1+phv on input line 357.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/t1phv.fd
File: t1phv.fd 2001/06/04 scalable font definitions for T1/phv.
)
LaTeX Font Info:    Font shape `T1/phv/m/n' will be
(Font)              scaled to size 10.07397pt on input line 357.
)
(/usr/share/texlive/texmf-dist/tex/latex/base/t1enc.def
File: t1enc.def 2005/09/27 v1.99g Standard LaTeX file
LaTeX Font Info:    Redeclaring font encoding T1 on input line 43.
)))
(/usr/share/texlive/texmf-dist/tex/latex/fancyvrb/fancyvrb.sty
Package: fancyvrb 2008/02/07

Style option: `fancyvrb' v2.7a, with DG/SPQR fixes, and firstline=lastline fix 
<2008/02/07> (tvz)
\FV@CodeLineNo=\count151
\FV@InFile=\read2
\FV@TabBox=\box72
\c@FancyVerbLine=\count152
\FV@StepNumber=\count153
\FV@OutFile=\write3
) (/usr/share/texlive/texmf-dist/tex/latex/bbding/bbding.sty
Package: bbding 1999/04/15 v1.01 Dingbats symbols
) (/usr/share/texmf/tex/latex/xcolor/xcolor.sty
Package: xcolor 2007/01/21 v2.11 LaTeX color extensions (UK)

(/usr/share/texlive/texmf-dist/tex/latex/latexconfig/color.cfg
File: color.cfg 2007/01/18 v1.5 color configuration of teTeX/TeXLive
)
Package xcolor Info: Driver file: pdftex.def on input line 225.

(/usr/share/texlive/texmf-dist/tex/latex/colortbl/colortbl.sty
Package: colortbl 2012/02/13 v1.0a Color table columns (DPC)
\everycr=\toks29
\minrowclearance=\skip122
)
LaTeX Info: Redefining \color on input line 702.
\rownum=\count154
Package xcolor Info: Model `cmy' substituted by `cmy0' on input line 1337.
Package xcolor Info: Model `hsb' substituted by `rgb' on input line 1341.
Package xcolor Info: Model `RGB' extended on input line 1353.
Package xcolor Info: Model `HTML' substituted by `rgb' on input line 1355.
Package xcolor Info: Model `Hsb' substituted by `hsb' on input line 1356.
Package xcolor Info: Model `tHsb' substituted by `hsb' on input line 1357.
Package xcolor Info: Model `HSB' substituted by `hsb' on input line 1358.
Package xcolor Info: Model `Gray' substituted by `gray' on input line 1359.
Package xcolor Info: Model `wave' substituted by `hsb' on input line 1360.
)
(/usr/share/texlive/texmf-dist/tex/latex/microtype/microtype.sty
Package: microtype 2010/01/10 v2.4 Micro-typography with pdfTeX (RS)
\MT@toks=\toks30
\MT@count=\count155
LaTeX Info: Redefining \lsstyle on input line 1597.
LaTeX Info: Redefining \lslig on input line 1597.
\MT@outer@space=\skip123
LaTeX Info: Redefining \textls on input line 1605.
\MT@outer@kern=\dimen166
LaTeX Info: Redefining \textmicrotypecontext on input line 2156.
Package microtype Info: Loading configuration file microtype.cfg.

(/usr/share/texlive/texmf-dist/tex/latex/microtype/microtype.cfg
File: microtype.cfg 2010/01/10 v2.4 microtype main configuration file (RS)
))
(/usr/share/texlive/texmf-dist/tex/latex/graphics/lscape.sty
Package: lscape 2000/10/22 v3.01 Landscape Pages (DPC)
))
(/usr/share/texlive/texmf-dist/tex/latex/amscls/amsthm.sty
Package: amsthm 2009/07/02 v2.20.1
\thm@style=\toks31
\thm@bodyfont=\toks32
\thm@headfont=\toks33
\thm@notefont=\toks34
\thm@headpunct=\toks35
\thm@preskip=\skip124
\thm@postskip=\skip125
\thm@headsep=\skip126
\dth@everypar=\toks36
)
(../headers/defaultcolors.tex) (../headers/hyphenation.tex)
(../headers/commands.tex
\fnwidth=\skip127
\mylength=\skip128
\myhight=\skip129
\myshadingheight=\skip130
) (../headers/title.tex) (../headers/options.tex
LaTeX Font Info:    Try loading font information for T1+ptm on input line 13.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/t1ptm.fd
File: t1ptm.fd 2001/06/04 font definitions for T1/ptm.
)

Package typearea Warning: Bad type area settings!
(typearea)                The detected line width is about 18%
(typearea)                larger than the heuristically detected line width.
(typearea)                You should e.g. decrease DIV, increase fontsize
(typearea)                or change papersize.

Package typearea Info: These are the values describing the layout:
(typearea)             DIV  = 13
(typearea)             BCOR = 34.1433pt
(typearea)             \paperwidth      = 597.50793pt
(typearea)              \textwidth      = 433.35742pt
(typearea)              DIV departure   = -18%
(typearea)              \evensidemargin = 14.40149pt
(typearea)              \oddsidemargin  = 5.20905pt
(typearea)             \paperheight     = 845.04694pt
(typearea)              \textheight     = 650.20029pt
(typearea)              \topmargin      = -44.6664pt
(typearea)              \headheight     = 17.0pt
(typearea)              \headsep        = 20.40001pt
(typearea)              \topskip        = 11.0pt
(typearea)              \footskip       = 47.60002pt
(typearea)              \baselineskip   = 13.6pt
(typearea)              on input line 13.
) (../headers/formattings.tex
Package hyperref Info: Option `breaklinks' set `true' on input line 17.
Package hyperref Info: Option `colorlinks' set `false' on input line 17.
Package hyperref Info: Option `bookmarksopen' set `true' on input line 17.
Package hyperref Info: Option `bookmarksnumbered' set `true' on input line 17.
Package hyperref Info: Option `frenchlinks' set `false' on input line 17.
) (../headers/unicodes.tex)
(../headers/templates.tex
\wbtemplengtha=\skip131
\wbtemplengthb=\skip132
\wbtemplengthc=\skip133
\wbtemplengthd=\skip134
\wbtemplengthe=\skip135
\wbtempcounta=\count156
\wbtempcountb=\count157
\wbtempcountc=\count158
\c@satz=\count159
\c@beweis=\count160
\c@beispiel=\count161
\c@mydef=\count162
) (../headers/templates-dirk.tex)
(../headers/templates-chemie.tex)
(/usr/share/texmf/tex/latex/cm-super/type1ec.sty
Package: type1ec 2002/09/07 v1.1 Type1 EC font definitions (for CM-Super fonts)


(/usr/share/texlive/texmf-dist/tex/latex/base/t1cmr.fd
File: t1cmr.fd 1999/05/25 v2.5h Standard LaTeX font definitions
))
(/usr/share/texmf/tex/latex/CJK/CJKutf8.sty
Package: CJKutf8 2012/05/07 4.8.3

(/usr/share/texlive/texmf-dist/tex/latex/base/inputenc.sty
Package: inputenc 2008/03/30 v1.1d Input encoding file
\inpenc@prehook=\toks37
\inpenc@posthook=\toks38

(/usr/share/texlive/texmf-dist/tex/latex/base/utf8.def
File: utf8.def 2008/04/05 v1.1m UTF-8 support for inputenc
Now handling font encoding OML ...
... no UTF-8 mapping file for font encoding OML
Now handling font encoding T1 ...
... processing UTF-8 mapping file for font encoding T1

(/usr/share/texlive/texmf-dist/tex/latex/base/t1enc.dfu
File: t1enc.dfu 2008/04/05 v1.1m UTF-8 support for inputenc
   defining Unicode char U+00A1 (decimal 161)
   defining Unicode char U+00A3 (decimal 163)
   defining Unicode char U+00AB (decimal 171)
   defining Unicode char U+00BB (decimal 187)
   defining Unicode char U+00BF (decimal 191)
   defining Unicode char U+00C0 (decimal 192)
   defining Unicode char U+00C1 (decimal 193)
   defining Unicode char U+00C2 (decimal 194)
   defining Unicode char U+00C3 (decimal 195)
   defining Unicode char U+00C4 (decimal 196)
   defining Unicode char U+00C5 (decimal 197)
   defining Unicode char U+00C6 (decimal 198)
   defining Unicode char U+00C7 (decimal 199)
   defining Unicode char U+00C8 (decimal 200)
   defining Unicode char U+00C9 (decimal 201)
   defining Unicode char U+00CA (decimal 202)
   defining Unicode char U+00CB (decimal 203)
   defining Unicode char U+00CC (decimal 204)
   defining Unicode char U+00CD (decimal 205)
   defining Unicode char U+00CE (decimal 206)
   defining Unicode char U+00CF (decimal 207)
   defining Unicode char U+00D0 (decimal 208)
   defining Unicode char U+00D1 (decimal 209)
   defining Unicode char U+00D2 (decimal 210)
   defining Unicode char U+00D3 (decimal 211)
   defining Unicode char U+00D4 (decimal 212)
   defining Unicode char U+00D5 (decimal 213)
   defining Unicode char U+00D6 (decimal 214)
   defining Unicode char U+00D8 (decimal 216)
   defining Unicode char U+00D9 (decimal 217)
   defining Unicode char U+00DA (decimal 218)
   defining Unicode char U+00DB (decimal 219)
   defining Unicode char U+00DC (decimal 220)
   defining Unicode char U+00DD (decimal 221)
   defining Unicode char U+00DE (decimal 222)
   defining Unicode char U+00DF (decimal 223)
   defining Unicode char U+00E0 (decimal 224)
   defining Unicode char U+00E1 (decimal 225)
   defining Unicode char U+00E2 (decimal 226)
   defining Unicode char U+00E3 (decimal 227)
   defining Unicode char U+00E4 (decimal 228)
   defining Unicode char U+00E5 (decimal 229)
   defining Unicode char U+00E6 (decimal 230)
   defining Unicode char U+00E7 (decimal 231)
   defining Unicode char U+00E8 (decimal 232)
   defining Unicode char U+00E9 (decimal 233)
   defining Unicode char U+00EA (decimal 234)
   defining Unicode char U+00EB (decimal 235)
   defining Unicode char U+00EC (decimal 236)
   defining Unicode char U+00ED (decimal 237)
   defining Unicode char U+00EE (decimal 238)
   defining Unicode char U+00EF (decimal 239)
   defining Unicode char U+00F0 (decimal 240)
   defining Unicode char U+00F1 (decimal 241)
   defining Unicode char U+00F2 (decimal 242)
   defining Unicode char U+00F3 (decimal 243)
   defining Unicode char U+00F4 (decimal 244)
   defining Unicode char U+00F5 (decimal 245)
   defining Unicode char U+00F6 (decimal 246)
   defining Unicode char U+00F8 (decimal 248)
   defining Unicode char U+00F9 (decimal 249)
   defining Unicode char U+00FA (decimal 250)
   defining Unicode char U+00FB (decimal 251)
   defining Unicode char U+00FC (decimal 252)
   defining Unicode char U+00FD (decimal 253)
   defining Unicode char U+00FE (decimal 254)
   defining Unicode char U+00FF (decimal 255)
   defining Unicode char U+0102 (decimal 258)
   defining Unicode char U+0103 (decimal 259)
   defining Unicode char U+0104 (decimal 260)
   defining Unicode char U+0105 (decimal 261)
   defining Unicode char U+0106 (decimal 262)
   defining Unicode char U+0107 (decimal 263)
   defining Unicode char U+010C (decimal 268)
   defining Unicode char U+010D (decimal 269)
   defining Unicode char U+010E (decimal 270)
   defining Unicode char U+010F (decimal 271)
   defining Unicode char U+0110 (decimal 272)
   defining Unicode char U+0111 (decimal 273)
   defining Unicode char U+0118 (decimal 280)
   defining Unicode char U+0119 (decimal 281)
   defining Unicode char U+011A (decimal 282)
   defining Unicode char U+011B (decimal 283)
   defining Unicode char U+011E (decimal 286)
   defining Unicode char U+011F (decimal 287)
   defining Unicode char U+0130 (decimal 304)
   defining Unicode char U+0131 (decimal 305)
   defining Unicode char U+0132 (decimal 306)
   defining Unicode char U+0133 (decimal 307)
   defining Unicode char U+0139 (decimal 313)
   defining Unicode char U+013A (decimal 314)
   defining Unicode char U+013D (decimal 317)
   defining Unicode char U+013E (decimal 318)
   defining Unicode char U+0141 (decimal 321)
   defining Unicode char U+0142 (decimal 322)
   defining Unicode char U+0143 (decimal 323)
   defining Unicode char U+0144 (decimal 324)
   defining Unicode char U+0147 (decimal 327)
   defining Unicode char U+0148 (decimal 328)
   defining Unicode char U+014A (decimal 330)
   defining Unicode char U+014B (decimal 331)
   defining Unicode char U+0150 (decimal 336)
   defining Unicode char U+0151 (decimal 337)
   defining Unicode char U+0152 (decimal 338)
   defining Unicode char U+0153 (decimal 339)
   defining Unicode char U+0154 (decimal 340)
   defining Unicode char U+0155 (decimal 341)
   defining Unicode char U+0158 (decimal 344)
   defining Unicode char U+0159 (decimal 345)
   defining Unicode char U+015A (decimal 346)
   defining Unicode char U+015B (decimal 347)
   defining Unicode char U+015E (decimal 350)
   defining Unicode char U+015F (decimal 351)
   defining Unicode char U+0160 (decimal 352)
   defining Unicode char U+0161 (decimal 353)
   defining Unicode char U+0162 (decimal 354)
   defining Unicode char U+0163 (decimal 355)
   defining Unicode char U+0164 (decimal 356)
   defining Unicode char U+0165 (decimal 357)
   defining Unicode char U+016E (decimal 366)
   defining Unicode char U+016F (decimal 367)
   defining Unicode char U+0170 (decimal 368)
   defining Unicode char U+0171 (decimal 369)
   defining Unicode char U+0178 (decimal 376)
   defining Unicode char U+0179 (decimal 377)
   defining Unicode char U+017A (decimal 378)
   defining Unicode char U+017B (decimal 379)
   defining Unicode char U+017C (decimal 380)
   defining Unicode char U+017D (decimal 381)
   defining Unicode char U+017E (decimal 382)
   defining Unicode char U+200C (decimal 8204)
   defining Unicode char U+2013 (decimal 8211)
   defining Unicode char U+2014 (decimal 8212)
   defining Unicode char U+2018 (decimal 8216)
   defining Unicode char U+2019 (decimal 8217)
   defining Unicode char U+201A (decimal 8218)
   defining Unicode char U+201C (decimal 8220)
   defining Unicode char U+201D (decimal 8221)
   defining Unicode char U+201E (decimal 8222)
   defining Unicode char U+2030 (decimal 8240)
   defining Unicode char U+2031 (decimal 8241)
   defining Unicode char U+2039 (decimal 8249)
   defining Unicode char U+203A (decimal 8250)
   defining Unicode char U+2423 (decimal 9251)
)
Now handling font encoding OT1 ...
... processing UTF-8 mapping file for font encoding OT1

(/usr/share/texlive/texmf-dist/tex/latex/base/ot1enc.dfu
File: ot1enc.dfu 2008/04/05 v1.1m UTF-8 support for inputenc
   defining Unicode char U+00A1 (decimal 161)
   defining Unicode char U+00A3 (decimal 163)
   defining Unicode char U+00B8 (decimal 184)
   defining Unicode char U+00BF (decimal 191)
   defining Unicode char U+00C5 (decimal 197)
   defining Unicode char U+00C6 (decimal 198)
   defining Unicode char U+00D8 (decimal 216)
   defining Unicode char U+00DF (decimal 223)
   defining Unicode char U+00E6 (decimal 230)
   defining Unicode char U+00EC (decimal 236)
   defining Unicode char U+00ED (decimal 237)
   defining Unicode char U+00EE (decimal 238)
   defining Unicode char U+00EF (decimal 239)
   defining Unicode char U+00F8 (decimal 248)
   defining Unicode char U+0131 (decimal 305)
   defining Unicode char U+0141 (decimal 321)
   defining Unicode char U+0142 (decimal 322)
   defining Unicode char U+0152 (decimal 338)
   defining Unicode char U+0153 (decimal 339)
   defining Unicode char U+2013 (decimal 8211)
   defining Unicode char U+2014 (decimal 8212)
   defining Unicode char U+2018 (decimal 8216)
   defining Unicode char U+2019 (decimal 8217)
   defining Unicode char U+201C (decimal 8220)
   defining Unicode char U+201D (decimal 8221)
)
Now handling font encoding OMS ...
... processing UTF-8 mapping file for font encoding OMS

(/usr/share/texlive/texmf-dist/tex/latex/base/omsenc.dfu
File: omsenc.dfu 2008/04/05 v1.1m UTF-8 support for inputenc
   defining Unicode char U+00A7 (decimal 167)
   defining Unicode char U+00B6 (decimal 182)
   defining Unicode char U+00B7 (decimal 183)
   defining Unicode char U+2020 (decimal 8224)
   defining Unicode char U+2021 (decimal 8225)
   defining Unicode char U+2022 (decimal 8226)
)
Now handling font encoding OMX ...
... no UTF-8 mapping file for font encoding OMX
Now handling font encoding U ...
... no UTF-8 mapping file for font encoding U
Now handling font encoding TS1 ...
... processing UTF-8 mapping file for font encoding TS1

(/usr/share/texlive/texmf-dist/tex/latex/base/ts1enc.dfu
File: ts1enc.dfu 2008/04/05 v1.1m UTF-8 support for inputenc
   defining Unicode char U+00A2 (decimal 162)
   defining Unicode char U+00A3 (decimal 163)
   defining Unicode char U+00A4 (decimal 164)
   defining Unicode char U+00A5 (decimal 165)
   defining Unicode char U+00A6 (decimal 166)
   defining Unicode char U+00A7 (decimal 167)
   defining Unicode char U+00A8 (decimal 168)
   defining Unicode char U+00A9 (decimal 169)
   defining Unicode char U+00AA (decimal 170)
   defining Unicode char U+00AC (decimal 172)
   defining Unicode char U+00AE (decimal 174)
   defining Unicode char U+00AF (decimal 175)
   defining Unicode char U+00B0 (decimal 176)
   defining Unicode char U+00B1 (decimal 177)
   defining Unicode char U+00B2 (decimal 178)
   defining Unicode char U+00B3 (decimal 179)
   defining Unicode char U+00B4 (decimal 180)
   defining Unicode char U+00B5 (decimal 181)
   defining Unicode char U+00B6 (decimal 182)
   defining Unicode char U+00B7 (decimal 183)
   defining Unicode char U+00B9 (decimal 185)
   defining Unicode char U+00BA (decimal 186)
   defining Unicode char U+00BC (decimal 188)
   defining Unicode char U+00BD (decimal 189)
   defining Unicode char U+00BE (decimal 190)
   defining Unicode char U+00D7 (decimal 215)
   defining Unicode char U+00F7 (decimal 247)
   defining Unicode char U+0192 (decimal 402)
   defining Unicode char U+02C7 (decimal 711)
   defining Unicode char U+02D8 (decimal 728)
   defining Unicode char U+02DD (decimal 733)
   defining Unicode char U+0E3F (decimal 3647)
   defining Unicode char U+2016 (decimal 8214)
   defining Unicode char U+2020 (decimal 8224)
   defining Unicode char U+2021 (decimal 8225)
   defining Unicode char U+2022 (decimal 8226)
   defining Unicode char U+2030 (decimal 8240)
   defining Unicode char U+2031 (decimal 8241)
   defining Unicode char U+203B (decimal 8251)
   defining Unicode char U+203D (decimal 8253)
   defining Unicode char U+2044 (decimal 8260)
   defining Unicode char U+204E (decimal 8270)
   defining Unicode char U+2052 (decimal 8274)
   defining Unicode char U+20A1 (decimal 8353)
   defining Unicode char U+20A4 (decimal 8356)
   defining Unicode char U+20A6 (decimal 8358)
   defining Unicode char U+20A9 (decimal 8361)
   defining Unicode char U+20AB (decimal 8363)
   defining Unicode char U+20AC (decimal 8364)
   defining Unicode char U+20B1 (decimal 8369)
   defining Unicode char U+2103 (decimal 8451)
   defining Unicode char U+2116 (decimal 8470)
   defining Unicode char U+2117 (decimal 8471)
   defining Unicode char U+211E (decimal 8478)
   defining Unicode char U+2120 (decimal 8480)
   defining Unicode char U+2122 (decimal 8482)
   defining Unicode char U+2126 (decimal 8486)
   defining Unicode char U+2127 (decimal 8487)
   defining Unicode char U+212E (decimal 8494)
   defining Unicode char U+2190 (decimal 8592)
   defining Unicode char U+2191 (decimal 8593)
   defining Unicode char U+2192 (decimal 8594)
   defining Unicode char U+2193 (decimal 8595)
   defining Unicode char U+2329 (decimal 9001)
   defining Unicode char U+232A (decimal 9002)
   defining Unicode char U+2422 (decimal 9250)
   defining Unicode char U+25E6 (decimal 9702)
   defining Unicode char U+25EF (decimal 9711)
   defining Unicode char U+266A (decimal 9834)
)
Now handling font encoding PD1 ...
... no UTF-8 mapping file for font encoding PD1
Now handling font encoding PU ...
... no UTF-8 mapping file for font encoding PU
Now handling font encoding T3 ...
... no UTF-8 mapping file for font encoding T3
   defining Unicode char U+00A9 (decimal 169)
   defining Unicode char U+00AA (decimal 170)
   defining Unicode char U+00AE (decimal 174)
   defining Unicode char U+00BA (decimal 186)
   defining Unicode char U+02C6 (decimal 710)
   defining Unicode char U+02DC (decimal 732)
   defining Unicode char U+200C (decimal 8204)
   defining Unicode char U+2026 (decimal 8230)
   defining Unicode char U+2122 (decimal 8482)
   defining Unicode char U+2423 (decimal 9251)
))
(/usr/share/texmf/tex/latex/CJK/CJK.sty
Package: CJK 2012/05/07 4.8.3

(/usr/share/texmf/tex/latex/CJK/mule/MULEenc.sty
Package: MULEenc 2012/05/07 4.8.3
)
(/usr/share/texmf/tex/latex/CJK/CJK.enc
File: CJK.enc 2012/05/07 4.8.3
Now handling font encoding C00 ...
... no UTF-8 mapping file for font encoding C00
Now handling font encoding C05 ...
... no UTF-8 mapping file for font encoding C05
Now handling font encoding C09 ...
... no UTF-8 mapping file for font encoding C09
Now handling font encoding C10 ...
... no UTF-8 mapping file for font encoding C10
Now handling font encoding C20 ...
... no UTF-8 mapping file for font encoding C20
Now handling font encoding C19 ...
... no UTF-8 mapping file for font encoding C19
Now handling font encoding C40 ...
... no UTF-8 mapping file for font encoding C40
Now handling font encoding C42 ...
... no UTF-8 mapping file for font encoding C42
Now handling font encoding C43 ...
... no UTF-8 mapping file for font encoding C43
Now handling font encoding C50 ...
... no UTF-8 mapping file for font encoding C50
Now handling font encoding C52 ...
... no UTF-8 mapping file for font encoding C52
Now handling font encoding C49 ...
... no UTF-8 mapping file for font encoding C49
Now handling font encoding C60 ...
... no UTF-8 mapping file for font encoding C60
Now handling font encoding C61 ...
... no UTF-8 mapping file for font encoding C61
Now handling font encoding C63 ...
... no UTF-8 mapping file for font encoding C63
Now handling font encoding C64 ...
... no UTF-8 mapping file for font encoding C64
Now handling font encoding C65 ...
... no UTF-8 mapping file for font encoding C65
Now handling font encoding C70 ...
... no UTF-8 mapping file for font encoding C70
Now handling font encoding C31 ...
... no UTF-8 mapping file for font encoding C31
Now handling font encoding C32 ...
... no UTF-8 mapping file for font encoding C32
Now handling font encoding C33 ...
... no UTF-8 mapping file for font encoding C33
Now handling font encoding C34 ...
... no UTF-8 mapping file for font encoding C34
Now handling font encoding C35 ...
... no UTF-8 mapping file for font encoding C35
Now handling font encoding C36 ...
... no UTF-8 mapping file for font encoding C36
Now handling font encoding C37 ...
... no UTF-8 mapping file for font encoding C37
Now handling font encoding C80 ...
... no UTF-8 mapping file for font encoding C80
Now handling font encoding C81 ...
... no UTF-8 mapping file for font encoding C81
Now handling font encoding C01 ...
... no UTF-8 mapping file for font encoding C01
Now handling font encoding C11 ...
... no UTF-8 mapping file for font encoding C11
Now handling font encoding C21 ...
... no UTF-8 mapping file for font encoding C21
Now handling font encoding C41 ...
... no UTF-8 mapping file for font encoding C41
Now handling font encoding C62 ...
... no UTF-8 mapping file for font encoding C62
)
LaTeX Info: Redefining \selectfont on input line 755.
\CJK@indent=\box73
)
(/usr/share/texlive/texmf-dist/tex/latex/base/fontenc.sty
Package: fontenc 2005/09/27 v1.99g Standard LaTeX package
))
(/usr/share/texmf/tex/latex/CJK/ruby.sty
Package: ruby 2012/05/07 4.8.3
\ruby@width=\dimen167
)
(/usr/share/texmf/tex/latex/CJK/CJKulem.sty
Package: CJKulem 2012/05/07 4.8.3
\UL@lastkern=\dimen168
\CJK@skip=\skip136
) (./main.aux)
\openout1 = `main.aux'.

LaTeX Font Info:    Checking defaults for OML/cmm/m/it on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for T1/cmr/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for OT1/cmr/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for OMS/cmsy/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for OMX/cmex/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for U/cmr/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for TS1/cmr/m/n on input line 23.
LaTeX Font Info:    Try loading font information for TS1+cmr on input line 23.

(/usr/share/texlive/texmf-dist/tex/latex/base/ts1cmr.fd
File: ts1cmr.fd 1999/05/25 v2.5h Standard LaTeX font definitions
)
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for PD1/pdf/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for PU/pdf/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for T3/cmr/m/n on input line 23.
LaTeX Font Info:    Try loading font information for T3+cmr on input line 23.

(/usr/share/texmf/tex/latex/tipa/t3cmr.fd
File: t3cmr.fd 2001/12/31 TIPA font definitions
)
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C00/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C05/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C09/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C10/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C20/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C19/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C40/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C42/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C43/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C50/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C52/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C49/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C60/mj/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C61/mj/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C63/mj/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C64/mj/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C65/mj/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C70/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C31/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C32/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C33/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C34/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C35/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C36/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C37/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C80/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C81/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C01/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C11/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C21/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C41/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.
LaTeX Font Info:    Checking defaults for C62/song/m/n on input line 23.
LaTeX Font Info:    ... okay on input line 23.

(/usr/share/texlive/texmf-dist/tex/context/base/supp-pdf.mkii
[Loading MPS to PDF converter (version 2006.09.02).]
\scratchcounter=\count163
\scratchdimen=\dimen169
\scratchbox=\box74
\nofMPsegments=\count164
\nofMParguments=\count165
\everyMPshowfont=\toks39
\MPscratchCnt=\count166
\MPscratchDim=\dimen170
\MPnumerator=\count167
\makeMPintoPDFobject=\count168
\everyMPtoPDFconversion=\toks40
)
\AtBeginShipoutBox=\box75
Package hyperref Info: Link coloring OFF on input line 23.
 (/usr/share/texlive/texmf-dist/tex/latex/hyperref/nameref.sty
Package: nameref 2010/04/30 v2.40 Cross-referencing by name of section

(/usr/share/texlive/texmf-dist/tex/generic/oberdiek/gettitlestring.sty
Package: gettitlestring 2010/12/03 v1.4 Cleanup title references (HO)
)
\c@section@level=\count169
)
LaTeX Info: Redefining \ref on input line 23.
LaTeX Info: Redefining \pageref on input line 23.
LaTeX Info: Redefining \nameref on input line 23.

(./main.out) (./main.out)
\@outlinefile=\write4
\openout4 = `main.out'.

LaTeX Font Info:    Font shape `T1/phv/bx/n' in size <10.95> not available
(Font)              Font shape `T1/phv/b/n' tried instead on input line 23.
LaTeX Font Info:    Font shape `T1/phv/b/n' will be
(Font)              scaled to size 10.07397pt on input line 23.
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <10.95> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 23.
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <12> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 23.
Package tocstyle Info: prepare \l@part for redefinition on input line 23.
Package tocstyle Info: prepare \l@chapter for redefinition on input line 23.
Package tocstyle Info: prepare \l@section for redefinition on input line 23.
LaTeX Font Info:    Try loading font information for OT1+ztmcm on input line 23
.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/ot1ztmcm.fd
File: ot1ztmcm.fd 2000/01/03 Fontinst v1.801 font definitions for OT1/ztmcm.
)
LaTeX Font Info:    Try loading font information for OML+ztmcm on input line 23
.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/omlztmcm.fd
File: omlztmcm.fd 2000/01/03 Fontinst v1.801 font definitions for OML/ztmcm.
)
LaTeX Font Info:    Try loading font information for OMS+ztmcm on input line 23
.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/omsztmcm.fd
File: omsztmcm.fd 2000/01/03 Fontinst v1.801 font definitions for OMS/ztmcm.
)
LaTeX Font Info:    Try loading font information for OMX+ztmcm on input line 23
.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/omxztmcm.fd
File: omxztmcm.fd 2000/01/03 Fontinst v1.801 font definitions for OMX/ztmcm.
)
LaTeX Font Info:    Try loading font information for OT1+ptm on input line 23.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/ot1ptm.fd
File: ot1ptm.fd 2001/06/04 font definitions for OT1/ptm.
)
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <10.95> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 23.
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <8> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 23.
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <6> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 23.
LaTeX Font Info:    Try loading font information for U+msa on input line 23.

(/usr/share/texlive/texmf-dist/tex/latex/amsfonts/umsa.fd
File: umsa.fd 2009/06/22 v3.00 AMS symbols A
)
LaTeX Font Info:    Try loading font information for U+msb on input line 23.

(/usr/share/texlive/texmf-dist/tex/latex/amsfonts/umsb.fd
File: umsb.fd 2009/06/22 v3.00 AMS symbols B
)
LaTeX Font Info:    Try loading font information for U+wasy on input line 23.

(/usr/share/texlive/texmf-dist/tex/latex/wasysym/uwasy.fd
File: uwasy.fd 2003/10/30 v2.0 Wasy-2 symbol font definitions
)
Package tocstyle Info: prepare \l@subsection for redefinition on input line 23.

Package tocstyle Info: prepare \l@table for redefinition on input line 23.
Package tocstyle Info: prepare \l@figure for redefinition on input line 23.

(/usr/share/texlive/texmf-dist/tex/latex/oberdiek/epstopdf-base.sty
Package: epstopdf-base 2010/02/09 v2.5 Base part for package epstopdf

(/usr/share/texlive/texmf-dist/tex/latex/oberdiek/grfext.sty
Package: grfext 2010/08/19 v1.1 Manage graphics extensions (HO)
)
Package grfext Info: Graphics extension search list:
(grfext)             [.png,.pdf,.jpg,.mps,.jpeg,.jbig2,.jb2,.PNG,.PDF,.JPG,.JPE
G,.JBIG2,.JB2,.eps]
(grfext)             \AppendGraphicsExtensions on input line 452.

(/usr/share/texlive/texmf-dist/tex/latex/latexconfig/epstopdf-sys.cfg
File: epstopdf-sys.cfg 2010/07/13 v1.3 Configuration of (r)epstopdf for TeX Liv
e
))

Class scrbook Warning: discard change of \selectfont.

ABD: EverySelectfont initializing macros

LaTeX Warning: Command \selectfont   has changed.
               Check if current package is valid.

LaTeX Info: Redefining \selectfont on input line 23.
\c@lstlisting=\count170
LaTeX Info: Redefining \microtypecontext on input line 23.
Package microtype Info: Generating PDF output.
Package microtype Info: Character protrusion enabled (level 2).
Package microtype Info: Using default protrusion set `alltext'.
Package microtype Info: Automatic font expansion enabled (level 2),
(microtype)             stretch: 20, shrink: 20, step: 1, non-selected.
Package microtype Info: Using default expansion set `basictext'.
Package microtype Info: No tracking.
Package microtype Info: No adjustment of interword spacing.
Package microtype Info: No adjustment of character kerning.
(/usr/share/texlive/texmf-dist/tex/latex/microtype/mt-ptm.cfg
File: mt-ptm.cfg 2006/04/20 v1.7 microtype config. file: Times (RS)
)
(/usr/share/texmf/tex/latex/CJK/UTF8/UTF8.bdg
File: UTF8.bdg 2012/05/07 4.8.3
)
(/usr/share/texmf/tex/latex/CJK/UTF8/UTF8.enc
File: UTF8.enc 2012/05/07 4.8.3
)
(/usr/share/texmf/tex/latex/CJK/UTF8/UTF8.chr
File: UTF8.chr 2012/05/07 4.8.3
)
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <20.74> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 34.
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <14.4> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 34.

(/usr/share/texlive/texmf-dist/tex/latex/microtype/mt-msa.cfg
File: mt-msa.cfg 2006/02/04 v1.1 microtype config. file: AMS symbols (a) (RS)
)
(/usr/share/texlive/texmf-dist/tex/latex/microtype/mt-msb.cfg
File: mt-msb.cfg 2005/06/01 v1.0 microtype config. file: AMS symbols (b) (RS)
)

LaTeX Warning: No \author given.
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{/var/lib/texmf/fonts/map/pdftex/updmap/pdftex.map}]
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <10> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 34.
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <7.4> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 34.
LaTeX Font Info:    Try loading font information for T1+pcr on input line 34.

(/usr/share/texlive/texmf-dist/tex/latex/psnfss/t1pcr.fd
File: t1pcr.fd 2001/06/04 font definitions for T1/pcr.
) [2

]
Package tocbasic Info: character protrusion at toc deactivated on input line 37
.
 (./main.toc
number indent by \l@... (toc, 0):  0.0pt
text indent by \l@... (toc, 0):  16.42499pt
number indent by parent (toc, 0):  0.0pt
text indent calculated (toc, 0): 16.42497pt
number indent calculated (toc, 0): 0.0pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 0):  0.0pt
text indent by \l@... (toc, 0):  16.42499pt
number indent by parent (toc, 0):  0.0pt
text indent calculated (toc, 0): 16.42497pt
number indent calculated (toc, 0): 0.0pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 0):  0.0pt
text indent by \l@... (toc, 0):  16.42499pt
number indent by parent (toc, 0):  0.0pt
text indent calculated (toc, 0): 16.42497pt
number indent calculated (toc, 0): 0.0pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
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number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
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text indent by \l@... (toc, 1):  25.18501pt
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text indent calculated (toc, 1): 30.11244pt
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number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 0):  0.0pt
text indent by \l@... (toc, 0):  16.42499pt
number indent by parent (toc, 0):  0.0pt
text indent calculated (toc, 0): 16.42497pt
number indent calculated (toc, 0): 0.0pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
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number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
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number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
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text indent by \l@... (toc, 1):  25.18501pt
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text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 0):  0.0pt
text indent by \l@... (toc, 0):  16.42499pt
number indent by parent (toc, 0):  0.0pt
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number indent calculated (toc, 0): 0.0pt
number indent by \l@... (toc, 1):  16.42499pt
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number indent by parent (toc, 1):  16.42497pt
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text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
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number indent by \l@... (toc, 1):  16.42499pt
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text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
number indent by \l@... (toc, 1):  16.42499pt
text indent by \l@... (toc, 1):  25.18501pt
number indent by parent (toc, 1):  16.42497pt
text indent calculated (toc, 1): 30.11244pt
number indent calculated (toc, 1): 16.42497pt
)
\tf@toc=\write5
\openout5 = `main.toc'.

 [1] [2


]
Chapter 1.

Class scrbook Warning: \float@addtolists detected!
(scrbook)              You should use the features of package `tocbasic'
(scrbook)              instead of \float@addtolists.
(scrbook)              Support for \float@addtolists may be removed from
(scrbook)              `scrbook' soon .

LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <14.4> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 57.
LaTeX Font Info:    Try loading font information for TS1+ptm on input line 66.
(/usr/share/texlive/texmf-dist/tex/latex/psnfss/ts1ptm.fd
File: ts1ptm.fd 2001/06/04 font definitions for TS1/ptm.
)
<../images/1.png, id=779, 64.24pt x 64.24pt>
File: ../images/1.png Graphic file (type png)
 <use ../images/1.png>
Package pdftex.def Info: ../images/1.png used on input line 76.
(pdftex.def)             Requested size: 216.69672pt x 216.69672pt.
 [3 <../images/1.png>]
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <9> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 87.
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <7> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 87.
LaTeX Font Info:    Font shape `OT1/ptm/bx/n' in size <5> not available
(Font)              Font shape `OT1/ptm/b/n' tried instead on input line 87.
 [4]
Chapter 2.
[5


] [6] [7] [8] [9] [10] [11] [12]
Underfull \hbox (badness 10000) in paragraph at lines 234--234
[][]$\T1/pcr/m/n/9 http : / / en . wikibooks . org / wiki / Managing _ Groups _
 and _ Teams / Groupthink # WAYS _ TO _
 []

[13] [14]
Chapter 3.
[15


]
Underfull \vbox (badness 10000) detected at line 293
 []


Underfull \vbox (badness 10000) detected at line 298
 []

[16] [17] [18] [19] [20] [21] [22] [23] [24]
Chapter 4.
LaTeX Font Info:    Font shape `T1/ptm/bx/it' in size <10.95> not available
(Font)              Font shape `T1/ptm/b/it' tried instead on input line 425.
LaTeX Font Info:    Font shape `TS1/ptm/bx/n' in size <10.95> not available
(Font)              Font shape `TS1/ptm/b/n' tried instead on input line 427.
[25


] <../images/2.jpg, id=931, 51.38397pt x 41.61307pt>
File: ../images/2.jpg Graphic file (type jpg)
 <use ../images/2.jpg>
Package pdftex.def Info: ../images/2.jpg used on input line 456.
(pdftex.def)             Requested size: 433.4318pt x 351.01271pt.

[26] <../images/3.png, id=941, 602.25pt x 493.845pt>
File: ../images/3.png Graphic file (type png)
 <use ../images/3.png>
Package pdftex.def Info: ../images/3.png used on input line 468.
(pdftex.def)             Requested size: 325.02635pt x 266.5216pt.

[27 <../images/2.jpg>] [28 <../images/3.png>]
<../images/4.png, id=958, 161.60374pt x 59.22125pt>
File: ../images/4.png Graphic file (type png)
 <use ../images/4.png>
Package pdftex.def Info: ../images/4.png used on input line 504.
(pdftex.def)             Requested size: 433.38182pt x 158.8169pt.

[29 <../images/4.png>] [30]
<../images/5.jpg, id=971, 296.10625pt x 390.45876pt>
File: ../images/5.jpg Graphic file (type jpg)
 <use ../images/5.jpg>
Package pdftex.def Info: ../images/5.jpg used on input line 631.
(pdftex.def)             Requested size: 216.68439pt x 285.72958pt.

[31] [32 <../images/5.jpg>] [33] [34] [35] [36] [37] [38] [39] [40]
Chapter 5.
[41


] [42] [43] [44] [45] [46


]
Chapter 6.
[47] [48] [49] [50] [51] [52] [53] [54


]
Chapter 7.
[55] [56]
Underfull \hbox (badness 10000) in paragraph at lines 1310--1310
[][][][]$\T1/pcr/m/n/9 http : / / www . socap . org / other / articles / C204 .
 pdf # search = '[]communication % 20in % 20a %
 []

[57] [58] [59] [60]
Chapter 8.
<../images/6.jpg, id=1226, 144.54pt x 189.70876pt>
File: ../images/6.jpg Graphic file (type jpg)
 <use ../images/6.jpg>
Package pdftex.def Info: ../images/6.jpg used on input line 1372.
(pdftex.def)             Requested size: 357.94597pt x 469.80415pt.

[61


] <../images/7.jpg, id=1232, 216.81pt x 197.73875pt>
File: ../images/7.jpg Graphic file (type jpg)
 <use ../images/7.jpg>
Package pdftex.def Info: ../images/7.jpg used on input line 1381.
(pdftex.def)             Requested size: 433.4138pt x 395.28946pt.

[62 <../images/6.jpg>] [63 <../images/7.jpg>]
Underfull \hbox (badness 10000) in paragraph at lines 1398--1399

 []


Underfull \hbox (badness 10000) in paragraph at lines 1402--1403

 []

[64]
Underfull \vbox (badness 10000) detected at line 1410
 []

<../images/8.jpg, id=1253, 72.27pt x 66.2475pt>
File: ../images/8.jpg Graphic file (type jpg)
 <use ../images/8.jpg>
Package pdftex.def Info: ../images/8.jpg used on input line 1425.
(pdftex.def)             Requested size: 433.47546pt x 397.35255pt.
 [65]
[66 <../images/8.jpg>] [67]
LaTeX Font Info:    Font shape `TS1/ptm/bx/n' in size <12> not available
(Font)              Font shape `TS1/ptm/b/n' tried instead on input line 1518.
 [68] [69] [70] [71] [72]
Underfull \vbox (badness 10000) detected at line 1749
 []

[73] [74] [75] [76] [77]
Underfull \hbox (badness 6842) in paragraph at lines 1847--1848
[]\T1/ptm/m/n/10.95 (+20) Manning, Mar-i-lyn. Man-ag-ing Dif-fi-cult Sit-u-a-ti
ons, []$\T1/pcr/m/n/10.95 http : / / www . mmanning . com /
 []


Underfull \hbox (badness 10000) in paragraph at lines 1851--1852
[]\T1/ptm/m/n/10.95 (+20) Steele-Pucci, Cyn-thia. How to deal with dif-fi-cult 
per-son-al-i-ties, []$\T1/pcr/m/n/10.95 http : / / www .
 []

[78] [79] [80


]
Chapter 9.
[81] [82


]
Chapter 10.
<../images/9.jpg, id=1373, 385.44pt x 218.61674pt>
File: ../images/9.jpg Graphic file (type jpg)
 <use ../images/9.jpg>
Package pdftex.def Info: ../images/9.jpg used on input line 1877.
(pdftex.def)             Requested size: 325.01424pt x 184.344pt.

[83 <../images/9.jpg>] <../images/10.png, id=1378, 263.98625pt x 225.84375pt>
File: ../images/10.png Graphic file (type png)

<use ../images/10.png>
Package pdftex.def Info: ../images/10.png used on input line 1920.
(pdftex.def)             Requested size: 216.67958pt x 185.37225pt.
 [84] [85 <../images/10.png>] [86]
<../images/11.jpg, id=1395, 2055.68pt x 1541.76pt>
File: ../images/11.jpg Graphic file (type jpg)
 <use ../images/11.jpg>
Package pdftex.def Info: ../images/11.jpg used on input line 1956.
(pdftex.def)             Requested size: 216.65263pt x 162.48947pt.

<../images/12.jpg, id=1396, 214.8025pt x 179.67125pt>
File: ../images/12.jpg Graphic file (type jpg)
 <use ../images/12.jpg>
Package pdftex.def Info: ../images/12.jpg used on input line 1971.
(pdftex.def)             Requested size: 216.68332pt x 181.24445pt.

[87 <../images/11.jpg>] <../images/13.jpg, id=1402, 361.35pt x 271.0125pt>
File: ../images/13.jpg Graphic file (type jpg)

<use ../images/13.jpg>
Package pdftex.def Info: ../images/13.jpg used on input line 1998.
(pdftex.def)             Requested size: 325.01901pt x 243.76425pt.
 [88 <../images/12.jpg>] [89 <../images/13.jpg>] [90]
[91] [92]
Chapter 11.
[93


] [94] [95] [96] [97] [98]
Underfull \hbox (badness 2538) in paragraph at lines 2194--2196
\T1/ptm/m/n/10.95 (+20) per-vise Their For-mer Peers\TS1/ptm/m/n/10.95 ' []$\T1
/pcr/m/n/10.95 http : / / www . careerjournal . com / myc / management /
 []

[99] [100


]
Chapter 12.
[101] [102] [103] [104] <../images/14.png, id=1501, 1254.6875pt x 1088.065pt>
File: ../images/14.png Graphic file (type png)

<use ../images/14.png>
Package pdftex.def Info: ../images/14.png used on input line 2280.
(pdftex.def)             Requested size: 129.99431pt x 112.73106pt.
 [105 <../images/14.png>] [106] [107] [108] [109]
Overfull \hbox (74.50296pt too wide) in paragraph at lines 2357--2358
[][]$\T1/pcr/m/n/10.95 http : / / www . patrickmckenna . com / PatrickJMcKennaB
rainmatterArticlesWhitepapers11 .
 []

[110]
Chapter 13.
[111


] [112] [113] [114] [115] [116]
Chapter 14.
[117


] [118]
Chapter 15.
[119


] [120]
Chapter 16.
[121


] [122]
Chapter 17.
[123


] [124]
Chapter 18.
[125


] [126] [127] [128] [129] [130] [131] [132


]
Chapter 19.
<../images/15.jpg, id=1662, 286.82156pt x 192.72pt>
File: ../images/15.jpg Graphic file (type jpg)
 <use ../images/15.jpg>
Package pdftex.def Info: ../images/15.jpg used on input line 2805.
(pdftex.def)             Requested size: 433.36925pt x 291.18771pt.

[133] [134 <../images/15.jpg>]
<../images/16.png, id=1672, 1254.6875pt x 1254.6875pt>
File: ../images/16.png Graphic file (type png)
 <use ../images/16.png>
Package pdftex.def Info: ../images/16.png used on input line 2848.
(pdftex.def)             Requested size: 433.36543pt x 433.36543pt.

[135] [136 <../images/16.png>] [137] [138] [139] [140] [141] [142] [143]

Package hyperref Warning: Token not allowed in a PDF string (Unicode):
(hyperref)                removing `\char' on input line 3140.


Package hyperref Warning: Token not allowed in a PDF string (Unicode):
(hyperref)                removing `\char' on input line 3140.

[144] [145] [146] [147] [148] [149] [150] [151]
<../images/17.jpg, id=1746, 209.22165pt x 283.65974pt>
File: ../images/17.jpg Graphic file (type jpg)
 <use ../images/17.jpg>
Package pdftex.def Info: ../images/17.jpg used on input line 3426.
(pdftex.def)             Requested size: 346.48418pt x 469.75835pt.

[152] [153 <../images/17.jpg>]
Underfull \hbox (badness 4181) in paragraph at lines 3439--3441
\T1/ptm/m/n/10.95 (+20) Where In The World Is My Team []$\T1/pcr/m/n/10.95 http
 : / / www . tmaworld . com / global _ teams _
 []


Underfull \hbox (badness 4316) in paragraph at lines 3454--3456
[]\T1/ptm/m/n/10.95 (+20) Virtual Teams []$\T1/pcr/m/n/10.95 http : / / www . m
anagementhelp . org / grp _ skll / virtual / virtual .
 []


Underfull \hbox (badness 6575) in paragraph at lines 3463--3465
[]\T1/ptm/m/n/10.95 (+20) Best Prac-tices of Man-ag-ing Vir-tual Teams []$\T1/p
cr/m/n/10.95 http : / / www . expressitpeople . com /
 []


Underfull \hbox (badness 7468) in paragraph at lines 3469--3471
[]\T1/ptm/m/n/10.95 (+20) Virtual Teams Over the In-ter-net []$\T1/pcr/m/n/10.9
5 http : / / www . managementhelp . org / grp _ skll /
 []

[154]
Chapter 20.
[155


] [156] [157] [158] [159] [160] [161] [162


]
Chapter 21.
[163] [164] [165] [166] [167] [168] [169] [170


]
Chapter 22.
[171] [172]
Chapter 23.
[173


] [174


]
Chapter 24.
[175] [176]
Chapter 25.
[177


] [178] [179] [180


]
Package tocbasic Info: character protrusion at lof deactivated on input line 39
94.
 (./main.lof)
\tf@lof=\write6
\openout6 = `main.lof'.


Underfull \hbox (badness 2460) in paragraph at lines 3998--3999
[]\T1/ptm/m/n/10.95 (+20) cc-by-sa-3.0: Cre-ative Com-mons At-tri-bu-tion Share
-Alike 3.0 Li-cense. []$\T1/pcr/m/n/10.95 http : / /
 []


Underfull \hbox (badness 2460) in paragraph at lines 3999--4000
[]\T1/ptm/m/n/10.95 (+20) cc-by-sa-2.5: Cre-ative Com-mons At-tri-bu-tion Share
-Alike 2.5 Li-cense. []$\T1/pcr/m/n/10.95 http : / /
 []


Underfull \hbox (badness 2460) in paragraph at lines 4000--4001
[]\T1/ptm/m/n/10.95 (+20) cc-by-sa-2.0: Cre-ative Com-mons At-tri-bu-tion Share
-Alike 2.0 Li-cense. []$\T1/pcr/m/n/10.95 http : / /
 []


Underfull \hbox (badness 2460) in paragraph at lines 4001--4002
[]\T1/ptm/m/n/10.95 (+20) cc-by-sa-1.0: Cre-ative Com-mons At-tri-bu-tion Share
-Alike 1.0 Li-cense. []$\T1/pcr/m/n/10.95 http : / /
 []


Underfull \hbox (badness 3009) in paragraph at lines 4013--4014
[]\T1/ptm/m/n/10.95 (+20) EPL: Eclipse Pub-lic Li-cense. []$\T1/pcr/m/n/10.95 h
ttp : / / www . eclipse . org / org / documents /
 []

[181] [182]
LaTeX Font Info:    Try loading font information for C70+megafont on input line
 4066.
 (/home/dirk/.texmf-var/tex/latex/megafont/c70megafont.fd
File: c70megafont.fd 
)
Underfull \vbox (badness 10000) detected at line 4090
 []

[183]

Class scrbook Warning: Using fallback calculation to setup font sizes
(scrbook)              for basic size `9pt' on input line 4091.


Package typearea Warning: \typearea used at group level 2.
(typearea)                Using \typearea inside any group, e.g.
(typearea)                environments, math mode, boxes, etc. may result in
(typearea)                many type setting problems.
(typearea)                You should move the command \typearea
(typearea)                outside all groups on input line 4091.


Package typearea Warning: Bad type area settings!
(typearea)                The detected line width is about 83%
(typearea)                larger than the heuristically detected line width.
(typearea)                You should e.g. decrease DIV, increase fontsize
(typearea)                or change papersize.

Package typearea Info: These are the values describing the layout:
(typearea)             DIV  = 90
(typearea)             BCOR = 34.1433pt
(typearea)             \paperwidth      = 597.50793pt
(typearea)              \textwidth      = 544.58585pt
(typearea)              DIV departure   = -83%
(typearea)              \evensidemargin = -59.7508pt
(typearea)              \oddsidemargin  = -31.8671pt
(typearea)             \paperheight     = 845.04694pt
(typearea)              \textheight     = 818.99794pt
(typearea)              \topmargin      = -92.58049pt
(typearea)              \headheight     = 13.49995pt
(typearea)              \headsep        = 16.19995pt
(typearea)              \topskip        = 9.0pt
(typearea)              \footskip       = 37.7999pt
(typearea)              \baselineskip   = 10.79997pt
(typearea)              on input line 4091.

Package typearea Warning: Typearea changed!
(typearea)                You should do this only at preamble, because only
(typearea)                \begin{document} calculates output dimensions!
(typearea)                Trying to calculate new output dimensions, but
(typearea)                this is only a dirty hack on input line 4091.


Package typearea Warning: \typearea used at group level 2.
(typearea)                Using \typearea inside any group, e.g.
(typearea)                environments, math mode, boxes, etc. may result in
(typearea)                many type setting problems.
(typearea)                You should move the command \typearea
(typearea)                outside all groups on input line 4091.


Package typearea Warning: Bad type area settings!
(typearea)                The detected line width is about 94%
(typearea)                larger than the heuristically detected line width.
(typearea)                You should e.g. decrease DIV, increase fontsize
(typearea)                or change papersize.

Package typearea Info: These are the values describing the layout:
(typearea)             DIV  = 90
(typearea)             BCOR = 0.0pt
(typearea)             \paperwidth      = 597.50793pt
(typearea)              \textwidth      = 577.591pt
(typearea)              DIV departure   = -94%
(typearea)              \evensidemargin = -58.99203pt
(typearea)              \oddsidemargin  = -65.63101pt
(typearea)             \paperheight     = 845.04694pt
(typearea)              \textheight     = 818.99794pt
(typearea)              \topmargin      = -92.58049pt
(typearea)              \headheight     = 13.49995pt
(typearea)              \headsep        = 16.19995pt
(typearea)              \topskip        = 9.0pt
(typearea)              \footskip       = 37.7999pt
(typearea)              \baselineskip   = 10.79997pt
(typearea)              on input line 4091.

Package typearea Warning: Typearea changed!
(typearea)                You should do this only at preamble, because only
(typearea)                \begin{document} calculates output dimensions!
(typearea)                Trying to calculate new output dimensions, but
(typearea)                this is only a dirty hack on input line 4091.

[184


]
Chapter 26.
LaTeX Font Info:    Font shape `T1/phv/m/n' will be
(Font)              scaled to size 8.27998pt on input line 4093.
LaTeX Font Info:    Font shape `T1/phv/bx/n' in size <9> not available
(Font)              Font shape `T1/phv/b/n' tried instead on input line 4093.
LaTeX Font Info:    Font shape `T1/phv/b/n' will be
(Font)              scaled to size 8.27998pt on input line 4093.
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <9> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 4093.
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <18.66605> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 4093.
LaTeX Font Info:    Font shape `T1/phv/m/n' will be
(Font)              scaled to size 4.13998pt on input line 4096.
LaTeX Font Info:    Font shape `T1/phv/bx/n' in size <4.5> not available
(Font)              Font shape `T1/phv/b/n' tried instead on input line 4096.
LaTeX Font Info:    Font shape `T1/phv/b/n' will be
(Font)              scaled to size 4.13998pt on input line 4096.
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <4.5> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 4096.
LaTeX Font Info:    Font shape `T1/ptm/bx/n' in size <12.96002> not available
(Font)              Font shape `T1/ptm/b/n' tried instead on input line 4096.
[185] [186] [187]
Package atveryend Info: Empty hook `BeforeClearDocument' on input line 4545.
Package atveryend Info: Empty hook `AfterLastShipout' on input line 4545.
 (./main.aux)
Package atveryend Info: Executing hook `AtVeryEndDocument' on input line 4545.
Package atveryend Info: Executing hook `AtEndAfterFileList' on input line 4545.

Package rerunfilecheck Info: File `main.out' has not changed.
(rerunfilecheck)             Checksum: 0D1901CD396B695A1EF014D2696F9CE4;29799.
Package atveryend Info: Empty hook `AtVeryVeryEnd' on input line 4545.
 ) 
Here is how much of TeX's memory you used:
 20787 strings out of 493485
 295540 string characters out of 3143525
 593767 words of memory out of 3000000
 22582 multiletter control sequences out of 15000+200000
 114705 words of font info for 320 fonts, out of 3000000 for 9000
 990 hyphenation exceptions out of 8191
 48i,12n,47p,6843b,1424s stack positions out of 5000i,500n,10000p,200000b,50000s
pdfTeX warning (dest): name{Hfootnote.138} has been referenced but does not e
xist, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.137} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.136} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.134} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.133} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.132} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.131} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.130} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.129} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.128} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.127} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.126} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.125} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.124} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.123} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.122} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.121} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.120} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.119} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.118} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.117} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.116} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.115} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.114} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.113} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.112} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.111} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.110} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.109} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.108} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.107} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.106} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.105} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.104} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.103} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.102} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.101} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.100} has been referenced but does not exi
st, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.99} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.98} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.97} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.96} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.95} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.94} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.93} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.92} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.91} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.90} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.89} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.88} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.87} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.86} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.85} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.84} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.83} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.82} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.81} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.80} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.79} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.78} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.77} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.76} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.75} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.74} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.73} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.72} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.71} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.70} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.69} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.68} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.67} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.66} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.65} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.64} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.46} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.45} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.44} has been referenced but does not exis
t, replaced by a fixed one

pdfTeX warning (dest): name{Hfootnote.43} has been referenced but does not exis
t, replaced by a fixed one

 </home/dirk/.texmf-var/fonts/pk/modeless/megafont/megafont30.600pk> </home/dir
k/.texmf-var/fonts/pk/modeless/public/megafont/megafont5f.600pk> </home/dirk/.t
exmf-var/fonts/pk/modeless/public/megafont/megafont82.600pk>{/usr/share/texlive
/texmf-dist/fonts/enc/dvips/base/8r.enc}</usr/share/texlive/texmf-dist/fonts/ty
pe1/public/amsfonts/cm/cmmi10.pfb></usr/share/texlive/texmf-dist/fonts/type1/pu
blic/amsfonts/cm/cmr10.pfb></usr/share/texlive/texmf-dist/fonts/type1/public/am
sfonts/cm/cmsy10.pfb></usr/share/texlive/texmf-dist/fonts/type1/urw/courier/ucr
r8a.pfb></usr/share/texlive/texmf-dist/fonts/type1/urw/times/utmb8a.pfb></usr/s
hare/texlive/texmf-dist/fonts/type1/urw/times/utmbi8a.pfb></usr/share/texlive/t
exmf-dist/fonts/type1/urw/times/utmr8a.pfb></usr/share/texlive/texmf-dist/fonts
/type1/urw/times/utmri8a.pfb>
Output written on main.pdf (192 pages, 3067690 bytes).
PDF statistics:
 2550 PDF objects out of 2984 (max. 8388607)
 2294 compressed objects within 23 object streams
 706 named destinations out of 1000 (max. 500000)
 54521 words of extra memory for PDF output out of 61914 (max. 10000000)








main/missfont.log

mktextfm udmjad
mktextfm udmjc5
mktextfm uwmjc5
mktextfm uwmjc5
mktextfm uwmjac
mktextfm uwmjac
mktextfm uwmjac
mktextfm uwmjac
mktextfm uwmjac
mktextfm uwmjac
mktextfm uwmjac
mktextfm uwmjc8
mktextfm udmjd5
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktextfm udmj1f
mktexpk --mfmode / --bdpi 600 --mag 1+264/600 --dpi 864 megafont01
mktexpk --mfmode / --bdpi 600 --mag 1+264/600 --dpi 864 megafont01
mktexpk --mfmode / --bdpi 600 --mag 1+264/600 --dpi 864 megafont01
mktexpk --mfmode / --bdpi 600 --mag 1+120/600 --dpi 720 megafont04
mktexpk --mfmode / --bdpi 600 --mag 1+120/600 --dpi 720 megafont04
mktexpk --mfmode / --bdpi 600 --mag 1+120/600 --dpi 720 megafont04
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont00
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont00
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont00
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont80
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont80
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont80
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont27
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont27
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont27
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont27
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont27
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafont27
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+0/600 --dpi 600 megafontfe
mktexpk --mfmode / --bdpi 600 --mag 1+264/600 --dpi 864 megafont01
mktexpk --mfmode / --bdpi 600 --mag 1+264/600 --dpi 864 megafont01
mktexpk --mfmode / --bdpi 600 --mag 1+264/600 --dpi 864 megafont01
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30
mktexpk --mfmode / --bdpi 600 --mag 0+480/600 --dpi 480 megafont30







headers/texput.log

This is pdfTeX, Version 3.1415926-1.40.10 (TeX Live 2009/Debian) (format=pdflatex 2012.4.24)  19 MAY 2012 14:17
entering extended mode
 %&-line parsing enabled.
**main.tex

! Emergency stop.
<*> main.tex
            
End of file on the terminal!

 
Here is how much of TeX's memory you used:
 4 strings out of 493848
 106 string characters out of 1152823
 47808 words of memory out of 3000000
 3381 multiletter control sequences out of 15000+50000
 3640 words of font info for 14 fonts, out of 3000000 for 9000
 714 hyphenation exceptions out of 8191
 0i,0n,0p,12b,6s stack positions out of 5000i,500n,10000p,200000b,50000s
!  ==> Fatal error occurred, no output PDF file produced!







main/texput.log

This is XeTeX, Version 3.1415926-2.2-0.9995.2 (TeX Live 2009/Debian) (format=xelatex 2012.4.24)  1 AUG 2012 18:41
entering extended mode
 %&-line parsing enabled.
**main.

! Emergency stop.
<*> main.
         
End of file on the terminal!

 
Here is how much of TeX's memory you used:
 3 strings out of 494665
 15 string characters out of 1166477
 47149 words of memory out of 3000000
 3334 multiletter control sequences out of 15000+50000
 3640 words of font info for 14 fonts, out of 3000000 for 9000
 669 hyphenation exceptions out of 8191
 0i,0n,0p,1b,6s stack positions out of 5000i,500n,10000p,200000b,50000s
No pages of output.
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main/etoolbox.sty

% $Id: etoolbox.sty,v 2.1 2011/01/03 19:14:10 lehman stable $

% Copyright (c) 2007-2011 Philipp Lehman.
%
% Permission is granted to copy, distribute and/or modify this
% software under the terms of the LaTeX Project Public License
% (LPPL), version 1.3.
%
% The LPPL maintenance status of this software is
% 'author-maintained'.
%
% This software is provided 'as is', without warranty of any kind,
% either expressed or implied, including, but not limited to, the
% implied warranties of merchantability and fitness for a
% particular purpose.

\def\etb@rcsid$#1: #2 #3 #4 #5${#4 v#3}

\NeedsTeXFormat{LaTeX2e}
\ProvidesPackage{etoolbox}
[\etb@rcsid $Id: etoolbox.sty,v 2.1 2011/01/03 19:14:10 lehman stable $
 e-TeX tools for LaTeX]

\begingroup
\@ifundefined{eTeXversion}
  {\PackageError{etoolbox}
     {Not running under e-TeX}
     {This package requires e-TeX. Try compiling the document
      with\MessageBreak 'elatex' instead of 'latex'. When using
      pdfTeX, try 'pdfelatex'\MessageBreak instead of 'pdflatex'.
      This is a fatal error. I'm aborting now.}%
   \aftergroup\endinput}
  {}
\endgroup

\RequirePackage{etex}

\def\etb@catcodes{\do\&\do\|\do\:\do\-\do\=\do\<\do\>}
\def\do#1{\catcode\number`#1=\the\catcode`#1\relax}
\edef\etb@catcodes{\etb@catcodes}
\let\do\noexpand
\AtEndOfPackage{\etb@catcodes\undef\etb@catcodes}

\catcode`\&=3
\catcode`\|=3
\@makeother\:
\@makeother\-
\@makeother\=
\@makeother\<
\@makeother\>

\protected\def\etb@error{\PackageError{etoolbox}}
\protected\def\etb@warning{\PackageWarning{etoolbox}}
\protected\def\etb@info{\PackageInfo{etoolbox}}
\newcount\etb@tempcnta

% {<cstoken>}[<arguments>][<optarg default>]{<definition>}

\newcommand*{\newrobustcmd}{}
\protected\def\newrobustcmd{\@star@or@long\etb@new@command}

\def\etb@new@command#1{\@testopt{\etb@newcommand#1}0}

\def\etb@newcommand#1[#2]{%
  \@ifnextchar[%]
    {\etb@xargdef#1[#2]}
    {\ifx\l@ngrel@x\relax
       \let\l@ngrel@x\protected
     \else
       \protected\def\l@ngrel@x{\protected\long}%
     \fi
     \@argdef#1[#2]}}

\long\def\etb@xargdef#1[#2][#3]#4{%
  \@ifdefinable#1{%
    \expandafter\protected
    \expandafter\def
    \expandafter#1%
    \expandafter{%
      \expandafter\@testopt
      \csname\string#1\endcsname{#3}}%
    \expandafter\@yargdef\csname\string#1\endcsname\tw@{#2}{#4}}}

% {<cstoken>}[<arguments>][<optarg default>]{<definition>}

\newrobustcmd*{\renewrobustcmd}{\@star@or@long\etb@renew@command}

\def\etb@renew@command#1{%
  \ifundef{#1}
     {\etb@error{\string#1 undefined}\@ehc}
     {}%
  \let\@ifdefinable\@rc@ifdefinable
  \etb@new@command#1}

% {<cstoken>}[<arguments>][<optarg default>]{<definition>}

\newrobustcmd*{\providerobustcmd}{\@star@or@long\etb@provide@command}

\def\etb@provide@command#1{%
  \ifundef{#1}
    {\def\reserved@a{\etb@new@command#1}}
    {\def\reserved@a{\etb@renew@command\reserved@a}}%
  \reserved@a}

% {<csname>}

\newrobustcmd*{\csshow}[1]{%
  \begingroup\expandafter\endgroup
  \expandafter\show\csname#1\endcsname}

% {<cstoken>}{<true>}{<false>}

\newcommand{\ifdef}[1]{%
  \ifdefined#1%
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<cstoken>}{<true>}{<false>}

\newcommand{\ifundef}[1]{%
  \ifdefined#1%
    \ifx#1\relax
      \expandafter\expandafter
      \expandafter\@firstoftwo
    \else
      \expandafter\expandafter
      \expandafter\@secondoftwo
    \fi
  \else
    \expandafter\@firstoftwo
  \fi}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsdef}[1]{%
  \ifcsname#1\endcsname
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsundef}[1]{%
  \ifcsname#1\endcsname
    \expandafter\ifx\csname#1\endcsname\relax
      \expandafter\expandafter
      \expandafter\@firstoftwo
    \else
      \expandafter\expandafter
      \expandafter\@secondoftwo
    \fi
  \else
    \expandafter\@firstoftwo
  \fi}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdefmacro}{}
\long\edef\ifdefmacro#1{%
  \noexpand\expandafter\noexpand\etb@ifdefmacro
  \noexpand\meaning#1\detokenize{macro}:&}
\edef\etb@ifdefmacro{%
  \def\noexpand\etb@ifdefmacro##1\detokenize{macro}:##2&}
\etb@ifdefmacro{\notblank{#2}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsmacro}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefmacro\csname#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdefprefix}[1]{%
  \ifdefmacro{#1}
    {\etb@ifdefprefix{#1}}
    {\@secondoftwo}}
\long\edef\etb@ifdefprefix#1{%
  \noexpand\expandafter\noexpand\etb@ifdefprefix@i
  \noexpand\meaning#1\detokenize{macro}:&}
\edef\etb@ifdefprefix@i{%
  \def\noexpand\etb@ifdefprefix@i##1\detokenize{macro}:##2&}
\etb@ifdefprefix@i{\notblank{#1}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsprefix}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefprefix\csname#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdefparam}{}
\long\edef\ifdefparam#1{%
  \noexpand\expandafter\noexpand\etb@ifdefparam
  \noexpand\meaning#1\detokenize{macro}:->&}
\edef\etb@ifdefparam{%
  \def\noexpand\etb@ifdefparam##1\detokenize{macro}:##2->##3&}
\etb@ifdefparam{\notblank{#2}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsparam}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefparam\csname#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdefprotected}{}
\long\edef\ifdefprotected#1{%
  \noexpand\expandafter\noexpand\etb@ifdefprotected
  \noexpand\meaning#1\string\protected&}
\edef\etb@ifdefprotected{%
  \def\noexpand\etb@ifdefprotected##1\string\protected##2&}
\etb@ifdefprotected{\notblank{#2}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsprotected}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefprotected\csname#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true}{<false>}

\newrobustcmd{\ifdefltxprotect}[1]{%
  \begingroup
  \edef\etb@resrvda{%
    \noexpand\protect\expandafter\noexpand
    \csname\expandafter\@gobble\string#1 \endcsname}%
  \expandafter\endgroup\ifx#1\etb@resrvda
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<csname>}{<true>}{<false>}

\newrobustcmd*{\ifcsltxprotect}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefltxprotect\csname#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true>}{<false>}

\newcommand{\ifdefempty}[1]{%
  \ifundef{#1}
    {\@secondoftwo}
    {\ifdefmacro{#1}
       {\ifdefparam{#1}
	  {\@secondoftwo}
	  {\etb@ifdefempty{#1}}}
       {\@secondoftwo}}}

\def\etb@ifdefempty#1{%
  \expandafter\expandafter
  \expandafter\ifblank
  \expandafter\expandafter
  \expandafter{%
  \expandafter\strip@prefix\meaning#1}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsempty}[1]{%
  \ifcsundef{#1}
    {\@secondoftwo}
    {\expandafter\ifdefparam\csname#1\endcsname
       {\@secondoftwo}
       {\expandafter\etb@ifdefempty\csname#1\endcsname}}}

% {<cstoken>}{<true>}{<false>}

\newcommand{\ifdefvoid}[1]{%
  \ifundef{#1}
    {\@firstoftwo}
    {\ifdefmacro{#1}
       {\ifdefparam{#1}
	  {\@secondoftwo}
	  {\etb@ifdefempty{#1}}}
       {\@secondoftwo}}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsvoid}[1]{%
  \ifcsundef{#1}
    {\@firstoftwo}
    {\expandafter\ifdefparam\csname#1\endcsname
       {\@secondoftwo}
       {\expandafter\etb@ifdefempty\csname#1\endcsname}}}

% {<cstoken1>}{<cstoken2>}{<true>}{<false>}

\newcommand{\ifdefequal}[2]{%
  \ifundef{#1}
    {\@secondoftwo}
    {\ifundef{#2}
       {\@secondoftwo}
       {\ifx#1#2%
          \expandafter\@firstoftwo
        \else
          \expandafter\@secondoftwo
        \fi}}}

% {<csname1>}{<csname2>}{<true>}{<false>}

\newcommand*{\ifcsequal}[2]{%
  \ifcsundef{#1}
    {\@secondoftwo}
    {\ifcsundef{#2}
       {\@secondoftwo}
       {\expandafter\ifx
        \csname#1\expandafter\endcsname
        \csname#2\endcsname
          \expandafter\@firstoftwo
        \else
          \expandafter\@secondoftwo
        \fi}}}

% {<cstoken1>}{<cstoken2>}{<true>}{<false>}

\newrobustcmd{\ifdefstrequal}[2]{%
  \ifdefmacro{#1}
    {\ifdefmacro{#2}
       {\begingroup
	\edef\etb@tempa{\expandafter\strip@prefix\meaning#1}%
	\edef\etb@tempb{\expandafter\strip@prefix\meaning#2}%
	\ifx\etb@tempa\etb@tempb
	  \aftergroup\@firstoftwo
	\else
	  \aftergroup\@secondoftwo
	\fi
	\endgroup}
       {\@secondoftwo}}
    {\@secondoftwo}}

% {<csname1>}{<csname2>}{<true>}{<false>}

\newcommand*{\ifcsstrequal}[2]{%
  \ifcsundef{#1}
    {\@secondoftwo}
    {\ifcsundef{#2}
       {\@secondoftwo}
       {\expandafter\ifdefstrequal
        \csname#1\expandafter\endcsname
	\csname#2\endcsname}}}

% {<cstoken>}{<string>}{<true>}{<false>}

\newrobustcmd{\ifdefstring}[2]{%
  \ifdefmacro{#1}
    {\begingroup
     \edef\etb@tempa{\expandafter\strip@prefix\meaning#1}%
     \edef\etb@tempb{\detokenize{#2}}%
     \ifx\etb@tempa\etb@tempb
       \aftergroup\@firstoftwo
     \else
       \aftergroup\@secondoftwo
     \fi
     \endgroup}
    {\@secondoftwo}}

% {<csname>}{<string>}{<true>}{<false>}

\newrobustcmd{\ifcsstring}[2]{%
  \ifcsundef{#1}
    {\@secondoftwo}
    {\expandafter\ifdefstring\csname#1\endcsname{#2}}}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdefcounter}[1]{\etb@ifcounter#1&}
\long\def\etb@ifcounter#1#2&{%
  \ifx\count#1%
    \expandafter\@secondoftwo
  \else
    \expandafter\etb@ifcounter@i\meaning#1:%
  \fi}
\edef\etb@ifcounter@i#1:#2\fi{\noexpand\fi
  \noexpand\etb@ifcounter@ii#1\string\count&}
\edef\etb@ifcounter@ii{%
  \def\noexpand\etb@ifcounter@ii##1\string\count##2&}
\etb@ifcounter@ii{\ifblank{#1}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcscounter}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefcounter\csname#1\endcsname}
    {\@secondoftwo}}

% {<name>}{<true>}{<false>}

\newcommand*{\ifltxcounter}[1]{%
  \ifcsdef{c@#1}
    {\expandafter\ifdefcounter\csname c@#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdeflength}[1]{\etb@iflength#1&}
\long\def\etb@iflength#1#2&{%
  \ifx\skip#1%
    \expandafter\@secondoftwo
  \else
    \expandafter\etb@iflength@i\meaning#1:%
  \fi}
\edef\etb@iflength@i#1:#2\fi{\noexpand\fi
  \noexpand\etb@iflength@ii#1\string\skip&}
\edef\etb@iflength@ii{%
  \def\noexpand\etb@iflength@ii##1\string\skip##2&}
\etb@iflength@ii{\ifblank{#1}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcslength}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdeflength\csname#1\endcsname}
    {\@secondoftwo}}

% {<cstoken>}{<true}{<false>}

\newcommand{\ifdefdimen}[1]{\etb@ifdimen#1&}
\long\def\etb@ifdimen#1#2&{%
  \ifx\dimen#1%
    \expandafter\@secondoftwo
  \else
    \expandafter\etb@ifdimen@i\meaning#1:%
  \fi}
\edef\etb@ifdimen@i#1:#2\fi{\noexpand\fi
  \noexpand\etb@ifdimen@ii#1\string\dimen&}
\edef\etb@ifdimen@ii{%
  \def\noexpand\etb@ifdimen@ii##1\string\dimen##2&}
\etb@ifdimen@ii{\ifblank{#1}}

% {<csname>}{<true>}{<false>}

\newcommand*{\ifcsdimen}[1]{%
  \ifcsdef{#1}
    {\expandafter\ifdefdimen\csname#1\endcsname}
    {\@secondoftwo}}

% {<string1>}{<string2>}{<true>}{<false>}

\newrobustcmd{\ifstrequal}[2]{%
  \begingroup
  \edef\etb@tempa{\detokenize{#1}}%
  \edef\etb@tempb{\detokenize{#2}}%
  \ifx\etb@tempa\etb@tempb
    \aftergroup\@firstoftwo
  \else
    \aftergroup\@secondoftwo
  \fi
  \endgroup}

% {<string>}{<true>}{<false>}

\newcommand{\ifstrempty}[1]{%
  \expandafter\ifx\expandafter&\detokenize{#1}&%
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<string>}{<true>}{<false>}

\newcommand{\ifblank}[1]{% from url.sty
  \etb@ifblank@i#1&&\@secondoftwo\@firstoftwo:}
\long\def\etb@ifblank@i#1#2&#3#4#5:{#4}

\newcommand{\notblank}[1]{%
  \etb@ifblank@i#1&&\@firstoftwo\@secondoftwo:}

% {<numexpr>}{<comp>}{<numexpr>}{<true>}{<false>}

\newcommand*{\ifnumcomp}[3]{%
  \ifnum\numexpr#1\relax#2\numexpr#3\relax
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<numexpr>}{<numexpr>}{<true>}{<false>}

\newcommand*{\ifnumequal}[1]{%
  \ifnumcomp{#1}=}

\newcommand*{\ifnumgreater}[1]{%
  \ifnumcomp{#1}>}

\newcommand*{\ifnumless}[1]{%
  \ifnumcomp{#1}<}

% {<numexpr>}{<true>}{<false>}

\newcommand*{\ifnumodd}[1]{%
  \ifodd\numexpr#1\relax
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<dimexpr>}{<comp>}{<dimexpr>}{<true>}{<false>}

\newcommand*{\ifdimcomp}[3]{%
  \ifdim\dimexpr#1\relax#2\dimexpr#3\relax
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<dimexpr>}{<dimexpr>}{<true>}{<false>}

\newcommand*{\ifdimequal}[1]{%
  \ifdimcomp{#1}=}

\newcommand*{\ifdimgreater}[1]{%
  \ifdimcomp{#1}>}

\newcommand*{\ifdimless}[1]{%
  \ifdimcomp{#1}<}

% {<expr>}{<true>}{<false>}

\newcommand{\ifboolexpe}[1]{%
  \etb@be@beg\etb@be@bgroup#1(&\etb@be@end}

\let\etb@be@true\@empty
\def\etb@be@false{-\@ne}

\def\etb@be@beg{%
  \ifnum\numexpr\z@\ifnum\numexpr\z@}

\def\etb@be@end{%
  <\z@
    \expandafter\etb@be@false
  \fi
  <\z@
    \expandafter\@secondoftwo
  \else
    \expandafter\@firstoftwo
  \fi}

\long\def\etb@be@bgroup#1(#2&{%
  \etb@be@egroup#1)&%
  \ifblank{#2}
    {}
    {\etb@be@beg
     \etb@be@bgroup#2&}}

\long\def\etb@be@egroup#1)#2&{%
  \etb@be@and#1and&%
  \ifblank{#2}
    {}
    {\etb@be@end\etb@be@true\etb@be@false
     \etb@be@egroup#2&}}

\long\def\etb@be@and#1and#2&{%
  \etb@be@or#1or&%
  \ifblank{#2}
    {}
    {<\z@
       \expandafter\@firstofone
     \else
       \expandafter\@gobble
     \fi
     {=\z@\fi\ifnum\numexpr\m@ne}%
     \ifnum\numexpr\z@
     \etb@be@and#2&}}

\long\def\etb@be@or#1or#2&{%
  \etb@be@not#1not&%
  \ifblank{#2}
    {}
    {<\z@
       \expandafter\@secondoftwo
     \else
       \expandafter\@firstoftwo
     \fi
     {=\z@\fi\ifnum\numexpr\z@
      \ifnum\numexpr\@ne}
     {=\z@\fi\ifnum\numexpr\z@
      \ifnum\numexpr\z@}%
     \etb@be@or#2&}}

\long\def\etb@be@not#1not#2&{%
  \etb@be@togl#1togl&%
  \ifblank{#2}
    {}
    {>\z@
       \expandafter\@firstoftwo
     \else
       \expandafter\@secondoftwo
     \fi
     {\unless\ifnum\numexpr\m@ne}
     {\unless\ifnum\numexpr\z@}%
     \etb@be@not#2&}}

\long\def\etb@be@togl#1togl#2&{%
  \etb@be@bool#1bool&%
  \ifblank{#2}
    {}
    {\etb@be@togl@i#2&}}

\long\def\etb@be@togl@i#1#2&{%
  \ifcsdef{etb@tgl@#1}
    {\csname etb@tgl@#1\endcsname\etb@be@true\etb@be@false}
    {\etb@be@err{Toggle '#1' undefined}{}}%
  \etb@be@togl#2&}

\long\def\etb@be@bool#1bool#2&{%
  \etb@be@test#1test&%
  \ifblank{#2}
    {}
    {\etb@be@bool@i#2&}}

\long\def\etb@be@bool@i#1#2&{%
  \ifcsundef{if#1}
    {\etb@be@err{Boolean '#1' undefined}{}}
    {\csname if#1\endcsname
     \else
       \etb@be@false
     \fi}%
  \etb@be@bool#2&}

\long\def\etb@be@test#1test#2&{%
  \ifblank{#1}
    {}
    {\etb@be@err{The invalid part is: '\detokenize{#1}'}{}}%
  \ifblank{#2}
    {}
    {\etb@be@test@i#2&}}

\long\def\etb@be@test@i#1#2&{%
  #1\etb@be@true\etb@be@false
  \etb@be@test#2&}

\long\def\etb@be@err#1#2{%
  \expandafter\ifnum\the\numexpr
    \expandafter\ifnum\the\currentiftype=-3
      \expandafter\thr@@
    \else
      \expandafter\currentiftype
    \fi
  =\thr@@
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi
  {=\z@\fi
   \etb@be@err{#1}{#2\ifnum\numexpr\m@ne}}
  {\etb@err@expr{#1}#2}}

% {<expr>}{<true>}{<false>}

\newrobustcmd{\ifboolexpr}[1]{\etb@boolexpr{#1}}

\long\def\etb@boolexpr#1{%
  \begingroup
  \let\etb@br@neg\@firstoftwo
  \etb@tempcnta\z@
  \etb@br@beg
  \etb@br@bgroup#1(&%
  \etb@br@end
  \etb@br@eval}

\def\etb@br@beg{%
  \begingroup
  \let\etb@br@neg\@firstoftwo
  \etb@tempcnta\z@}

\def\etb@br@end{%
  \etb@br@eval\etb@br@true\etb@br@false}

\def\etb@br@eval{%
  \ifnum\etb@tempcnta<\z@
    \aftergroup\@secondoftwo
  \else
    \aftergroup\@firstoftwo
  \fi
  \endgroup}

\def\etb@br@true{%
  \advance\etb@tempcnta\etb@br@neg\z@\m@ne
  \let\etb@br@neg\@firstoftwo}

\def\etb@br@false{%
  \advance\etb@tempcnta\etb@br@neg\m@ne\z@
  \let\etb@br@neg\@firstoftwo}

\long\def\etb@br@bgroup#1(#2&{%
  \etb@br@egroup#1)&%
  \ifblank{#2}
    {}
    {\etb@br@beg
     \etb@br@bgroup#2&}}

\long\def\etb@br@egroup#1)#2&{%
  \etb@br@and#1and&%
  \ifblank{#2}
    {}
    {\etb@br@end
     \etb@br@egroup#2&}}

\long\def\etb@br@and#1and#2&{%
  \etb@br@or#1or&%
  \ifblank{#2}
    {}
    {\ifnum\etb@tempcnta<\z@
       \etb@tempcnta\m@ne
     \else
       \etb@tempcnta\z@
     \fi
     \etb@br@and#2&}}

\long\def\etb@br@or#1or#2&{%
  \etb@br@not#1not&%
  \ifblank{#2}
    {}
    {\ifnum\etb@tempcnta<\z@
       \etb@tempcnta\z@
     \else
       \etb@tempcnta\@ne
     \fi
     \etb@br@or#2&}}

\long\def\etb@br@not#1not#2&{%
  \etb@br@togl#1togl&%
  \ifblank{#2}
    {}
    {\let\etb@br@neg\@secondoftwo
     \etb@br@not#2&}}

\long\def\etb@br@togl#1togl#2&{%
  \etb@br@bool#1bool&%
  \ifblank{#2}
    {}
    {\etb@br@togl@i#2&}}

\long\def\etb@br@togl@i#1#2&{%
  \ifcsdef{etb@tgl@#1}
    {\csname etb@tgl@#1\endcsname\etb@br@true\etb@br@false}
    {\etb@err@expr{Toggle '#1' undefined}\etb@br@false}%
  \etb@br@togl#2&}

\long\def\etb@br@bool#1bool#2&{%
  \etb@br@test#1test&%
  \ifblank{#2}
    {}
    {\etb@br@bool@i#2&}}

\long\def\etb@br@bool@i#1#2&{%
  \ifcsundef{if#1}
    {\etb@err@expr{Boolean '#1' undefined}\etb@br@false}
    {\csname if#1\endcsname
       \etb@br@true
     \else
       \etb@br@false
     \fi}%
  \etb@br@bool#2&}

\long\def\etb@br@test#1test#2&{%
  \ifblank{#1}
    {}
    {\etb@err@expr{The invalid part is: '\detokenize{#1}'}}%
  \ifblank{#2}
    {}
    {\etb@br@test@i#2&}}

\long\def\etb@br@test@i#1#2&{%
  \ignorespaces#1\etb@br@true\etb@br@false
  \etb@br@test#2&}

\long\def\etb@err@expr#1{%
  \etb@error
    {Invalid boolean expression}
    {#1.}}

% {<expr>}{<code>}

\newrobustcmd{\whileboolexpr}[2]{%
  \etb@boolexpr{#1}{#2\whileboolexpr{#1}{#2}}{}}

% {<expr>}{<code>}

\newrobustcmd{\unlessboolexpr}[2]{%
  \etb@boolexpr{#1}{}{#2\unlessboolexpr{#1}{#2}}}

% {<cstoken>}

\newcommand{\expandonce}[1]{%
  \unexpanded\expandafter{#1}}

% {<csname>}

\newcommand*{\csexpandonce}[1]{%
  \expandafter\expandonce\csname#1\endcsname}

% {<code>}

\newcommand*{\protecting}{}
\def\protecting#{%
  \ifx\protect\@typeset@protect
    \etb@protecting\@firstofone
  \fi
  \ifx\protect\@unexpandable@protect
    \etb@protecting\etb@unexpandable
  \fi
  \ifx\protect\noexpand
    \etb@protecting\unexpanded
  \fi
  \ifx\protect\string
    \etb@protecting\detokenize
  \fi
  \relax\@firstofone}

\def\etb@protecting#1#2\relax\@firstofone{\fi#1}
\long\def\etb@unexpandable#1{\unexpanded{\protecting{#1}}}

% {<csname>}

\newrobustcmd*{\csdef}[1]{\expandafter\def\csname#1\endcsname}
\newrobustcmd*{\csedef}[1]{\expandafter\edef\csname#1\endcsname}
\newrobustcmd*{\csgdef}[1]{\expandafter\gdef\csname#1\endcsname}
\newrobustcmd*{\csxdef}[1]{\expandafter\xdef\csname#1\endcsname}
\newrobustcmd*{\protected@csedef}{\etb@protected\csedef}
\newrobustcmd*{\protected@csxdef}{\etb@protected\csxdef}

\def\etb@protected{%
  \let\@@protect\protect
  \let\protect\@unexpandable@protect
  \afterassignment\restore@protect}

% {<csname>}{<cstoken>}

\newrobustcmd{\cslet}[2]{%
  \expandafter\let\csname#1\endcsname#2}

% {<cstoken>}{<csname>}

\newrobustcmd{\letcs}[2]{%
  \ifcsdef{#2}
    {\expandafter\let\expandafter#1\csname#2\endcsname}
    {\undef#1}}

% {<csname>}{<csname>}

\newrobustcmd*{\csletcs}[2]{%
  \ifcsdef{#2}
    {\expandafter\let
     \csname#1\expandafter\endcsname
     \csname#2\endcsname}
    {\csundef{#1}}}

% {<csname>}

\newcommand*{\csuse}[1]{%
  \ifcsname#1\endcsname
    \csname#1\expandafter\endcsname
  \fi}

% {<cstoken>}

\newrobustcmd{\undef}[1]{\let#1\etb@undefined}

% {<csname>}

\newrobustcmd*{\csundef}[1]{\cslet{#1}\etb@undefined}

% {<cstoken>}{<code>}

\newrobustcmd{\appto}[2]{%
  \ifundef{#1}
    {\edef#1{\unexpanded{#2}}}
    {\edef#1{\expandonce#1\unexpanded{#2}}}}
\newrobustcmd{\eappto}[2]{%
  \ifundef{#1}
    {\edef#1{#2}}
    {\edef#1{\expandonce#1#2}}}
\newrobustcmd{\gappto}[2]{%
  \ifundef{#1}
    {\xdef#1{\unexpanded{#2}}}
    {\xdef#1{\expandonce#1\unexpanded{#2}}}}
\newrobustcmd{\xappto}[2]{%
  \ifundef{#1}
    {\xdef#1{#2}}
    {\xdef#1{\expandonce#1#2}}}

\newrobustcmd*{\protected@eappto}{\etb@protected\eappto}
\newrobustcmd*{\protected@xappto}{\etb@protected\xappto}

% {<cstoken>}{<code>}

\newrobustcmd{\preto}[2]{%
  \ifundef{#1}
    {\edef#1{\unexpanded{#2}}}
    {\edef#1{\unexpanded{#2}\expandonce#1}}}
\newrobustcmd{\epreto}[2]{%
  \ifundef{#1}
    {\edef#1{#2}}
    {\edef#1{#2\expandonce#1}}}
\newrobustcmd{\gpreto}[2]{%
  \ifundef{#1}
    {\xdef#1{\unexpanded{#2}}}
    {\xdef#1{\unexpanded{#2}\expandonce#1}}}
\newrobustcmd{\xpreto}[2]{%
  \ifundef{#1}
    {\xdef#1{#2}}
    {\xdef#1{#2\expandonce#1}}}

\newrobustcmd*{\protected@epreto}{\etb@protected\epreto}
\newrobustcmd*{\protected@xpreto}{\etb@protected\xpreto}

% {<csname>}{<code>}

\newrobustcmd*{\csappto}[1]{\expandafter\appto\csname#1\endcsname}
\newrobustcmd*{\cseappto}[1]{\expandafter\eappto\csname#1\endcsname}
\newrobustcmd*{\csgappto}[1]{\expandafter\gappto\csname#1\endcsname}
\newrobustcmd*{\csxappto}[1]{\expandafter\xappto\csname#1\endcsname}
\newrobustcmd*{\protected@cseappto}{\etb@protected\cseappto}
\newrobustcmd*{\protected@csxappto}{\etb@protected\csxappto}

% {<csname>}{<code>}

\newrobustcmd*{\cspreto}[1]{\expandafter\preto\csname#1\endcsname}
\newrobustcmd*{\csepreto}[1]{\expandafter\epreto\csname#1\endcsname}
\newrobustcmd*{\csgpreto}[1]{\expandafter\gpreto\csname#1\endcsname}
\newrobustcmd*{\csxpreto}[1]{\expandafter\xpreto\csname#1\endcsname}
\newrobustcmd*{\protected@csepreto}{\etb@protected\csepreto}
\newrobustcmd*{\protected@csxpreto}{\etb@protected\csxpreto}

% {<cstoken>}{<numexpr>}

\newrobustcmd*{\numdef}[2]{%
  \ifundef#1{\let#1\z@}{}%
  \edef#1{\the\numexpr#2}}
\newrobustcmd*{\numgdef}[2]{%
  \ifundef#1{\let#1\z@}{}%
  \xdef#1{\the\numexpr#2}}

% {<csname>}{<numexpr>}

\newrobustcmd*{\csnumdef}[1]{%
  \expandafter\numdef\csname#1\endcsname}
\newrobustcmd*{\csnumgdef}[1]{%
  \expandafter\numgdef\csname#1\endcsname}

% {<cstoken>}{<dimexpr>}

\newrobustcmd*{\dimdef}[2]{%
  \ifundef#1{\let#1\z@}{}%
  \edef#1{\the\dimexpr#2}}
\newrobustcmd*{\dimgdef}[2]{%
  \ifundef#1{\let#1\z@}{}%
  \xdef#1{\the\dimexpr#2}}

% {<csname>}{<dimexpr>}

\newrobustcmd*{\csdimdef}[1]{%
  \expandafter\dimdef\csname#1\endcsname}
\newrobustcmd*{\csdimgdef}[1]{%
  \expandafter\dimgdef\csname#1\endcsname}

% {<cstoken>}{<glueexpr>}

\newrobustcmd*{\gluedef}[2]{%
  \ifundef#1{\let#1\z@skip}{}%
  \edef#1{\the\glueexpr#2}}
\newrobustcmd*{\gluegdef}[2]{%
  \ifundef#1{\let#1\z@skip}{}%
  \xdef#1{\the\glueexpr#2}}

% {<csname>}{<glueexpr>}

\newrobustcmd*{\csgluedef}[1]{%
  \expandafter\gluedef\csname#1\endcsname}
\newrobustcmd*{\csgluegdef}[1]{%
  \expandafter\gluegdef\csname#1\endcsname}

% {<cstoken>}{<muexpr>}

\newrobustcmd*{\mudef}[2]{%
  \ifundef#1{\def#1{0mu}}{}%
  \edef#1{\the\muexpr#2}}
\newrobustcmd*{\mugdef}[2]{%
  \ifundef#1{\let#1\z@}{}%
  \xdef#1{\the\muexpr#2}}

% {<csname>}{<muexpr>}

\newrobustcmd*{\csmudef}[1]{%
  \expandafter\mudef\csname#1\endcsname}
\newrobustcmd*{\csmugdef}[1]{%
  \expandafter\mugdef\csname#1\endcsname}

% {<counter>}{<numexpr>}

\newrobustcmd*{\defcounter}[2]{%
  \ifcsundef{c@#1}
    {\etb@noglobal\@nocounterr{#1}}%
    {\csname c@#1\endcsname\numexpr#2\relax}}

% {<length>}{<glueexpr>}

\newrobustcmd*{\deflength}[2]{%
  \ifundef{#1}
    {\etb@noglobal\etb@err@nolen{#1}}%
    {#1\glueexpr#2\relax}}

\protected\def\etb@err@nolen#1{%
  \etb@error{Length '\string#1' undefined}\@eha}

% {<name>}

\newrobustcmd*{\newbool}[1]{%
  \expandafter\@ifdefinable\csname if#1\endcsname{%
    \expandafter\newif\csname if#1\endcsname}}

% {<name>}

\newrobustcmd*{\providebool}[1]{%
  \ifcsundef{if#1}
    {\expandafter\newif\csname if#1\endcsname}
    {\begingroup
     \edef\@tempa{\expandafter\meaning\csname if#1\endcsname}%
     \ifx\@tempa\etb@isfalse
     \else
       \ifx\@tempa\etb@istrue
       \else
         \etb@error{\@backslashchar if#1 not a boolean}\@eha
       \fi
     \fi
     \endgroup}}

% {<name>}{<true>|<false>}

\newrobustcmd*{\setbool}[2]{%
  \ifcsundef{if#1}
    {\etb@noglobal\etb@err@nobool{#1}}
    {\ifcsundef{#1#2}
       {\etb@noglobal\etb@err@boolval{#2}}
       {\csname#1#2\endcsname}}}

% {<name>}

\newrobustcmd*{\booltrue}[1]{%
  \ifcsundef{if#1}
    {\etb@noglobal\etb@err@nobool{#1}}
    {\csname#1true\endcsname}}

% {<name>}

\newrobustcmd*{\boolfalse}[1]{%
  \ifcsundef{if#1}
    {\etb@noglobal\etb@err@nobool{#1}}
    {\csname#1false\endcsname}}

\edef\etb@istrue{\meaning\iftrue}
\edef\etb@isfalse{\meaning\iffalse}
\protected\def\etb@noglobal{\let\relax\relax}

% {<name>}{<true}{<false>}

\newcommand*{\ifbool}[1]{%
  \ifcsundef{if#1}
    {\etb@err@nobool{#1}\@gobbletwo}
    {\csname if#1\endcsname
       \expandafter\@firstoftwo
     \else
       \expandafter\@secondoftwo
     \fi}}

% {<name>}{<not true}{<not false>}

\newcommand*{\notbool}[1]{%
  \ifcsundef{if#1}
    {\etb@err@nobool{#1}\@gobbletwo}
    {\csname if#1\endcsname
       \expandafter\@secondoftwo
     \else
       \expandafter\@firstoftwo
     \fi}}

\protected\def\etb@err@nobool#1{%
  \etb@error{Boolean '\@backslashchar if#1' undefined}\@eha}

\def\etb@err@boolval#1{%
  \etb@error
    {Invalid boolean value '#1'}
    {Valid boolean values are 'true' and 'false'.}}

% {<name>}

\newrobustcmd*{\newtoggle}[1]{%
  \ifcsdef{etb@tgl@#1}
    {\etb@error{Toggle '#1' already defined}\@eha}
    {\cslet{etb@tgl@#1}\@secondoftwo}}

% {<name>}

\newrobustcmd*{\providetoggle}[1]{%
  \ifcsdef{etb@tgl@#1}
    {}
    {\cslet{etb@tgl@#1}\@secondoftwo}}

% {<name>}{<true>|<false>}

\newrobustcmd*{\settoggle}[2]{%
  \ifcsdef{etb@tgl@#1}
    {\ifcsdef{etb@toggle#2}
       {\csletcs{etb@tgl@#1}{etb@toggle#2}}
       {\etb@noglobal\etb@err@boolval{#2}}}
    {\etb@noglobal\etb@err@notoggle{#1}}}

% {<name>}

\newrobustcmd*{\toggletrue}[1]{%
  \ifcsdef{etb@tgl@#1}
    {\cslet{etb@tgl@#1}\etb@toggletrue}
    {\etb@noglobal\etb@err@notoggle{#1}}}

% {<name>}

\newrobustcmd*{\togglefalse}[1]{%
  \ifcsdef{etb@tgl@#1}
    {\cslet{etb@tgl@#1}\etb@togglefalse}
    {\etb@noglobal\etb@err@notoggle{#1}}}

\let\etb@toggletrue\@firstoftwo
\let\etb@togglefalse\@secondoftwo

% {<name>}{<true}{<false>}

\newcommand*{\iftoggle}[1]{%
  \ifcsdef{etb@tgl@#1}
    {\csname etb@tgl@#1\endcsname}
    {\etb@err@notoggle{#1}\@gobbletwo}}

% {<name>}{<not true}{<not false>}

\newcommand*{\nottoggle}[1]{%
  \ifcsdef{etb@tgl@#1}
    {\csname etb@tgl@#1\endcsname\@secondoftwo\@firstoftwo}
    {\etb@err@notoggle{#1}\@gobbletwo}}

\protected\def\etb@err@notoggle#1{%
  \etb@error{Toggle '#1' undefined}\@eha}

% {<cstoken>}{<true}{<false>}

\protected\def\etb@ifscanable#1{%
  \begingroup
  \edef\etb@resrvda{%
    \def\noexpand\etb@resrvda####1\detokenize{macro}:####2->####3&{%
      ####1\def\string\etb@resrvda####2{####3}}%
    \edef\noexpand\etb@resrvda{\noexpand\etb@resrvda\meaning#1&}}%
  \etb@resrvda
  \makeatletter
  \scantokens\expandafter{\etb@resrvda}%
  \expandafter\endgroup\ifx#1\etb@resrvda
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi}

% {<cstoken>}{<search>}{<true}{<false>}

\protected\long\def\etb@ifpattern#1#2{%
  \begingroup
  \edef\etb@resrvda{%
    \def\noexpand\etb@resrvda####1\detokenize{#2}####2&{%
      \endgroup\noexpand\noexpand\noexpand\ifblank{####2}}%
    \edef\noexpand\etb@resrvda{\noexpand\etb@resrvda
      \expandafter\strip@prefix\meaning#1\detokenize{#2}&}%
    \noexpand\etb@resrvda}
  \etb@resrvda\@secondoftwo\@firstoftwo}

% {<string>}{<true}{<false>}

\protected\long\def\etb@ifhashcheck#1{%
  \begingroup
  \edef\etb@resrvda{\detokenize{#1}}%
  \expandafter\endgroup
  \expandafter\etb@ifhashcheck@i\meaning\etb@resrvda&}

\edef\etb@ifhashcheck@i#1&{%
  \noexpand\expandafter
  \noexpand\etb@ifhashcheck@ii
  \noexpand\strip@prefix#1\string#\string#&}

\edef\etb@ifhashcheck@ii{%
  \def\noexpand\etb@ifhashcheck@ii##1\string#\string###2&}
\etb@ifhashcheck@ii{\ifblank{#2}}

% {<cstoken>}

\newrobustcmd*{\robustify}[1]{%
  \ifundef{#1}
    {\etb@error{\string#1 undefined}\@eha}
    {\ifdefmacro{#1}
       {\ifdefltxprotect{#1}
          {\letcs\etb@resrvda{\expandafter\@gobble\string#1 }%
           \@tempswatrue}
          {\let\etb@resrvda#1%
           \@tempswafalse}%
        \ifdefparam\etb@resrvda
          {\etb@ifscanable\etb@resrvda
             {\etb@robustify\etb@resrvda
              \let#1\etb@resrvda}
             {\etb@error{Failed to robustify \string#1}
                {The command is special and cannot be
                 handled by \string\robustify.}%
              \@tempswafalse}}
          {\protected\edef#1{\expandonce\etb@resrvda}}
        \if@tempswa
          \ifcsdef{\string#1 }
            {}
            {\csundef{\expandafter\@gobble\string#1 }}%
        \fi
        \undef\etb@resrvda}
       {\etb@error{\string#1 not a macro}\@eha}}}

\def\etb@robustify#1{%
  \begingroup
  \edef\etb@resrvdb{%
    \def\noexpand\etb@resrvdb####1\detokenize{macro}:####2->####3&{%
      \protected####1\def\string#1\space####2{####3}}%
    \edef\noexpand\etb@resrvdb{%
      \noexpand\etb@resrvdb\meaning#1&}}%
  \etb@resrvdb
  \etb@patchcmd@scantoks\etb@resrvdb}

%  {<cstoken>}{<search>}{<true}{<false>}
% *{<cstoken>}{<true}{<false>}

\newrobustcmd{\ifpatchable}{%
  \etb@dbg@trce\ifpatchable
  \begingroup
  \@makeother\#%
  \@ifstar\etb@ifpatchable@i\etb@ifpatchable}

\long\def\etb@ifpatchable#1#2{%
  \endgroup
  \etb@dbg@init#1%
  \ifundef{#1}
    {\etb@dbg@fail{def}\@secondoftwo}
    {\etb@dbg@info{def}%
     \ifdefmacro{#1}
       {\etb@dbg@info{mac}%
        \etb@ifscanable{#1}
          {\etb@ifhashcheck{#2}
             {\etb@dbg@info{tok}%
              \etb@ifpattern#1{#2}
                 {\etb@dbg@info{pat}%
                  \etb@dbg@info{pos}\@firstoftwo}
                 {\etb@dbg@fail{pat}\@secondoftwo}}
             {\etb@dbg@fail{hsh}\@secondoftwo}}
          {\etb@dbg@fail{tok}\@secondoftwo}}
       {\etb@dbg@fail{mac}\@secondoftwo}}}

\long\def\etb@ifpatchable@i#1{%
  \endgroup
  \etb@dbg@init#1%
  \ifundef{#1}
    {\etb@dbg@fail{def}\@secondoftwo}
    {\etb@dbg@info{def}%
     \ifdefmacro{#1}
       {\etb@dbg@info{mac}%
        \ifdefparam{#1}
          {\etb@dbg@info{prm}%
           \etb@ifscanable{#1}
             {\etb@dbg@info{tok}%
              \etb@dbg@info{pos}\@firstoftwo}
             {\etb@dbg@fail{tok}\@secondoftwo}}
          {\etb@dbg@info{prl}%
           \ifdefprotected{#1}
             {\etb@dbg@info{pro}}
             {}%
           \etb@dbg@info{pos}\@firstoftwo}}
       {\etb@dbg@fail{mac}\@secondoftwo}}}

% [<prefix>]{<cstoken>}{<search>}{<replace>}{<success>}{<failure>}

\newrobustcmd*{\patchcmd}{%
  \etb@dbg@trce\patchcmd
  \begingroup
  \@makeother\#%
  \etb@patchcmd}

\newcommand{\etb@patchcmd}[4][########1]{%
  \etb@ifpatchable#2{#3}
    {\etb@dbg@succ{ret}%
     \begingroup
     \edef\etb@resrvda{%
       \def\noexpand\etb@resrvda####1\detokenize{macro:}####2->####3&{%
         #1\def\string\etb@resrvda\space####2{\noexpand\etb@resrvdb####3&}}%
       \def\noexpand\etb@resrvdb####1\detokenize{#3}####2&{%
         ####1\detokenize{#4}####2}%
       \edef\noexpand\etb@resrvda{%
         \noexpand\etb@resrvda\meaning#2&}}%
     \etb@resrvda
     \etb@patchcmd@scantoks\etb@resrvda
     \let#2\etb@resrvda
     \undef\etb@resrvda
     \@firstoftwo}
    {\@secondoftwo}}

\def\etb@patchcmd@scantoks#1{%
  \edef\etb@resrvda{\endgroup
    \unexpanded{\makeatletter\scantokens}{#1}%
    \catcode\number`\@=\the\catcode`\@\relax}%
  \etb@resrvda}

% {<cstoken>}{<code>}{<success>}{<failure>}

\newrobustcmd*{\apptocmd}{%
  \etb@dbg@trce\apptocmd
  \begingroup
  \@makeother\#%
  \etb@hooktocmd\etb@append}

\newrobustcmd*{\pretocmd}{%
  \etb@dbg@trce\pretocmd
  \begingroup
  \@makeother\#%
  \etb@hooktocmd\etb@prepend}

\long\def\etb@hooktocmd#1#2#3{%
  \endgroup
  \etb@dbg@init#2%
  \ifundef{#2}
    {\etb@dbg@fail{def}\@secondoftwo}
    {\etb@dbg@info{def}%
     \ifdefmacro{#2}
       {\etb@dbg@info{mac}%
        \ifdefparam{#2}
          {\etb@dbg@info{prm}%
           \etb@ifscanable{#2}
             {\etb@ifhashcheck{#3}
                {\etb@dbg@info{tok}%
                 \etb@dbg@succ{ret}%
                 \etb@hooktocmd@i#1#2{#3}%
                 \@firstoftwo}
                {\etb@dbg@fail{hsh}\@secondoftwo}}
             {\etb@dbg@fail{tok}\@secondoftwo}}
          {\etb@dbg@info{prl}%
           \ifdefprotected{#2}
             {\etb@dbg@info{pro}%
              \etb@dbg@succ{red}%
              \protected}
             {\etb@dbg@succ{red}}%
           \edef#2{#1{\expandonce#2}{\unexpanded{#3}}}%
           \@firstoftwo}}
       {\etb@dbg@fail{mac}\@secondoftwo}}}

\long\def\etb@hooktocmd@i#1#2#3{%
  \begingroup
  \edef\etb@resrvda{%
    \def\noexpand\etb@resrvda####1\detokenize{macro}:####2->####3&{%
      ####1\def\string\etb@resrvda\space####2{#1{####3}{\detokenize{#3}}}}%
    \edef\noexpand\etb@resrvda{%
      \noexpand\etb@resrvda\meaning#2&}}%
  \etb@resrvda
  \etb@patchcmd@scantoks\etb@resrvda
  \let#2\etb@resrvda
  \undef\etb@resrvda}

\long\def\etb@append#1#2{#1#2}
\long\def\etb@prepend#1#2{#2#1}

\newrobustcmd*{\tracingpatches}{%
  \etb@info{Enabling tracing}%
  \input{etoolbox.def}%
  \global\let\tracingpatches\relax}
\@onlypreamble\tracingpatches

\let\etb@dbg@trce\@gobble
\let\etb@dbg@init\@gobble
\let\etb@dbg@info\@gobble
\let\etb@dbg@succ\@gobble
\let\etb@dbg@fail\@gobble

% {<numeral>}

\newcommand{\rmntonum}[1]{%
  \ifblank{#1}
    {}
    {\expandafter\etb@rti@end\number\numexpr
     \expandafter\etb@rti@prs\detokenize{#1}&\relax}}

\def\etb@rti@prs#1#2{%
  \ifx&#1%
    \expandafter\@firstoftwo
  \else
    \expandafter\@secondoftwo
  \fi
  {#1#2}
  {\ifx&#2%
     \expandafter\@firstoftwo
   \else
     \expandafter\@secondoftwo
   \fi
   {\etb@rti@chk#1+\etb@rti@num#1#2}
   {\etb@rti@chk#1\etb@rti@chk#2%
    \ifnum\etb@rti@num#1<\etb@rti@num#2 %
      \expandafter\@firstoftwo
    \else
      \expandafter\@secondoftwo
    \fi
    {+\etb@rti@num#2-\etb@rti@num#1\etb@rti@prs}
    {+\etb@rti@num#1\etb@rti@prs#2}}}}

\def\etb@rti@chk#1{%
  \ifcsname etb@rmn@#1\endcsname
  \else
    \expandafter\etb@rti@brk
  \fi}

\def\etb@rti@brk#1&{+\z@&-1}
\def\etb@rti@end#1&#2\relax{\ifblank{#2}{#1}{#2}}
\def\etb@rti@num#1{\csname etb@rmn@#1\endcsname}

\chardef\etb@rmn@i=1
\chardef\etb@rmn@I=1
\chardef\etb@rmn@v=5
\chardef\etb@rmn@V=5
\chardef\etb@rmn@x=10
\chardef\etb@rmn@X=10
\chardef\etb@rmn@l=50
\chardef\etb@rmn@L=50
\chardef\etb@rmn@c=100
\chardef\etb@rmn@C=100
\mathchardef\etb@rmn@d=500
\mathchardef\etb@rmn@D=500
\mathchardef\etb@rmn@m=1000
\mathchardef\etb@rmn@M=1000

% {<numeral>}{<true>}{<false>}

\newcommand{\ifrmnum}[1]{%
  \ifblank{#1}
    {\@secondoftwo}
    {\expandafter\etb@ifr@prs\detokenize{#1}\relax}}

\def\etb@ifr@prs#1{%
  \ifx\relax#1%
    \expandafter\@firstoftwo
  \else
    \ifcsname etb@rmn@#1\endcsname
      \expandafter\expandafter
      \expandafter\etb@ifr@prs
    \else
      \expandafter\expandafter
      \expandafter\etb@ifr@brk
    \fi
  \fi}

\def\etb@ifr@brk#1\relax{\@secondoftwo}

% <*>{<command>}{<separator>}

\newrobustcmd*{\DeclareListParser}{%
  \@ifstar
    {\etb@defparser\etb@defparser@arg}
    {\etb@defparser\etb@defparser@do}}

\def\etb@defparser#1#2#3{%
  \@ifdefinable#2{#1{#2}{#3}}}

\def\etb@defparser@do#1#2{%
  \begingroup
  \edef\@tempa{\endgroup
    \long\def\noexpand#1####1{%
      \expandafter\noexpand
      \csname etb@lst@\expandafter\@gobble\string#1\endcsname
      \space####1\noexpand#2&}%
    \long\csdef{etb@lst@\expandafter\@gobble\string#1}####1\noexpand#2####2&{%
      \noexpand\etb@listitem\noexpand\do{####1}%
      \noexpand\ifblank{####2}
        {\noexpand\listbreak}
        {\expandafter\noexpand
         \csname etb@lst@\expandafter\@gobble\string#1\endcsname
	 \space####2}&}}%
  \@tempa}

\def\etb@defparser@arg#1#2{%
  \begingroup
  \edef\@tempa{\endgroup
    \long\def\noexpand#1####1####2{%
      \expandafter\noexpand
      \csname etb@lst@\expandafter\@gobble\string#1\endcsname
      {####1}\space####2\noexpand#2&}%
    \long\csdef{etb@lst@\expandafter\@gobble\string#1}####1####2\noexpand#2####3&{%
      \noexpand\etb@listitem{####1}{####2}%
      \noexpand\ifblank{####3}
        {\noexpand\listbreak}
        {\expandafter\noexpand
         \csname etb@lst@\expandafter\@gobble\string#1\endcsname
	 {####1}\space####3}&}}%
  \@tempa}

\long\def\etb@listitem#1#2{%
  \ifblank{#2}
    {}
    {\expandafter\etb@listitem@i
     \expandafter{\@firstofone#2}{#1}}}
\long\def\etb@listitem@i#1#2{#2{#1}}

\newcommand*{\listbreak}{}
\long\def\listbreak#1&{}

% {<item1>,<item2>,...} => \do{<item1>}\do{<item2>}...

\DeclareListParser{\docsvlist}{,}

% {<handler>}{<item1>,<item2>,...} => <handler>{<item1>}<handler>{<item2>}...

\DeclareListParser*{\forcsvlist}{,}

% {<listmacro>}{<string>}

\newrobustcmd{\listadd}[2]{%
  \ifblank{#2}{}{\appto#1{#2|}}}
\newrobustcmd{\listeadd}[2]{%
  \begingroup
  \edef\etb@tempa{\endgroup\noexpand\ifblank{#2}}%
  \etb@tempa{}{\eappto#1{#2|}}}
\newrobustcmd{\listgadd}[2]{%
  \ifblank{#2}{}{\gappto#1{#2|}}}
\newrobustcmd{\listxadd}[2]{%
  \begingroup
  \edef\etb@tempa{\endgroup\noexpand\ifblank{#2}}%
  \etb@tempa{}{\xappto#1{#2|}}}

% {<listcsname>}{<string>}

\newrobustcmd{\listcsadd}[1]{%
  \expandafter\listadd\csname#1\endcsname}
\newrobustcmd{\listcseadd}[1]{%
  \expandafter\listeadd\csname#1\endcsname}
\newrobustcmd{\listcsgadd}[1]{%
  \expandafter\listgadd\csname#1\endcsname}
\newrobustcmd{\listcsxadd}[1]{%
  \expandafter\listxadd\csname#1\endcsname}

% {<string>}{<listmacro>}{<true>}{<false>}

\newrobustcmd{\ifinlist}[2]{%
  \begingroup
  \def\etb@tempa##1|#1|##2&{\endgroup
    \ifblank{##2}\@secondoftwo\@firstoftwo}%
  \expandafter\etb@tempa\expandafter|#2|#1|&}

\newrobustcmd{\xifinlist}[1]{%
  \begingroup
  \edef\etb@tempa{\endgroup\ifinlist{#1}}%
  \etb@tempa}

% {<string>}{<listcsname>}{<true>}{<false>}

\newrobustcmd{\ifinlistcs}[2]{%
  \expandafter\etb@ifinlistcs@i\csname #2\endcsname{#1}}
\long\def\etb@ifinlistcs@i#1#2{\ifinlist{#2}{#1}}

\newrobustcmd{\xifinlistcs}[1]{%
  \begingroup
  \edef\etb@tempa{\endgroup\ifinlistcs{#1}}%
  \etb@tempa}

% {<handler>}{<listmacro>} => <handler>{<item1>}<handler>{<item2>}...

\newcommand*{\forlistloop}[2]{%
  \expandafter\etb@forlistloop\expandafter{#2}{#1}}

\long\def\etb@forlistloop#1#2{\etb@forlistloop@i{#2}#1|&}

\long\def\etb@forlistloop@i#1#2|#3&{%
  \ifblank{#2}
    {}
    {#1{#2}}%
  \ifblank{#3}
    {\listbreak}
    {\etb@forlistloop@i{#1}#3}%
  &}

% {<handler>}{<listcsname>} => <handler>{<item1>}<handler>{<item2>}...

\newcommand*{\forlistcsloop}[2]{%
  \expandafter\expandafter\expandafter\etb@forlistloop
  \expandafter\expandafter\expandafter{\csname#2\endcsname}{#1}}

% {<listmacro>} => \do{<item1>}\do{<item2>}...

\newcommand*{\dolistloop}{\forlistloop\do}

% {<listcsname>} => \do{<item1>}\do{<item2>}...

\newcommand*{\dolistcsloop}{\forlistcsloop\do}

% {<code>}

\newrobustcmd*{\AtEndPreamble}{\gappto\@endpreamblehook}
\newcommand*{\@endpreamblehook}{}

\preto\document{%
  \endgroup
  \let\AtEndPreamble\@firstofone
  \@endpreamblehook
  \protected\def\AtEndPreamble{\@notprerr\@gobble}%
  \undef\@endpreamblehook
  \begingroup}

% {<code>}

\newrobustcmd*{\AfterPreamble}{\AtBeginDocument}
\AtEndPreamble{\let\AfterPreamble\@firstofone}

% {<code>}

\newrobustcmd*{\AfterEndPreamble}{\gappto\@afterendpreamblehook}
\newcommand*{\@afterendpreamblehook}{}

\appto\document{%
  \let\AfterEndPreamble\@firstofone
  \@afterendpreamblehook
  \protected\def\AfterEndPreamble{\@notprerr\@gobble}%
  \undef\@afterendpreamblehook
  \ignorespaces}

\AtEndDocument{\let\AfterEndPreamble\@gobble}

% {<code>}

\newrobustcmd*{\AfterEndDocument}{\gappto\@afterenddocumenthook}
\newcommand*{\@afterenddocumenthook}{}

\patchcmd\enddocument
  {\deadcycles}
  {\let\AfterEndDocument\@firstofone
   \@afterenddocumenthook
   \deadcycles}
  {}
  {\let\etb@@end\@@end
   \def\@@end{%
     \let\AfterEndDocument\@firstofone
     \@afterenddocumenthook
     \etb@@end}}

% {<environment>}{<code>}

\newrobustcmd{\AtBeginEnvironment}[1]{%
  \csgappto{@begin@#1@hook}}

\patchcmd\begin
  {\csname #1\endcsname}
  {\csuse{@begin@#1@hook}%
   \csname #1\endcsname}
  {}
  {\etb@warning{%
     Patching '\string\begin' failed!\MessageBreak
     '\string\AtBeginEnvironment' will not work\@gobble}}

% {<environment>}{<code>}

\newrobustcmd{\AtEndEnvironment}[1]{%
  \csgappto{@end@#1@hook}}

\patchcmd\end
  {\csname end#1\endcsname}
  {\csuse{@end@#1@hook}%
   \csname end#1\endcsname}
  {}
  {\etb@warning{%
     Patching '\string\end' failed!\MessageBreak
     '\string\AtEndEnvironment' will not work\@gobble}}

% {<environment>}{<code>}

\newrobustcmd{\BeforeBeginEnvironment}[1]{%
  \csgappto{@beforebegin@#1@hook}}

\pretocmd\begin
  {\csuse{@beforebegin@#1@hook}}
  {}
  {\etb@warning{%
     Patching '\string\begin' failed!\MessageBreak
     '\string\BeforeBeginEnvironment' will not work\@gobble}}

% {<environment>}{<code>}

\newrobustcmd{\AfterEndEnvironment}[1]{%
  \csgappto{@afterend@#1@hook}}

\patchcmd\end
  {\if@ignore}
  {\csuse{@afterend@#1@hook}%
   \if@ignore}
  {}
  {\etb@warning{%
     Patching '\string\end' failed!\MessageBreak
     '\string\AfterEndEnvironment' will not work\@gobble}}

\endinput
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%%$Rev: 103 $
%%$Author: marco $
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%% Allgemeine Angaben
\def\mdversion{v0.6a}
\def\mdframedpackagename{mdframed}
\def\md@maindate@svn$#1: #2 #3 #4-#5-#6 #7 #8${#4/#5/#6\space }
\NeedsTeXFormat{LaTeX2e}
\ProvidesPackage{mdframed}[\md@maindate@svn$Id: mdframed.sty 103 2010-12-22 16:46:10Z marco $ \mdversion: \mdframedpackagename]

%%==================================================%%
%%=============== Benoetigte Pakete ================%%
%%==================================================%%

\newcommand*\md@PackageWarning[1]{\PackageWarning{\mdframedpackagename}{#1}}
\newcommand*\md@PackageInfo[1]{\PackageInfo{\mdframedpackagename}{#1}}
\newcommand*\md@LoadFile@IfExist[1]{%
 \IfFileExists{#1.sty}{%
          \RequirePackage{#1}%
        }{%
        \md@PackageWarning{The package #1 does not exist\MessageBreak
                           but it is required by \mdframedpackagename}%
       }
}
\md@LoadFile@IfExist{kvoptions}

\md@LoadFile@IfExist{etex}

\md@LoadFile@IfExist{calc}

\md@LoadFile@IfExist{color}


%Eingearbeitet in Optionen
%\md@LoadFile@IfExist{pstricks}
%\md@LoadFile@IfExist{pstricks}

\md@LoadFile@IfExist{etoolbox}

\SetupKeyvalOptions{family=mdf,prefix=mdf@}

%%==================================================%%
%%========Hilfsmakro zur Bestimmung ob Laenge=======%%
%%============= IDEE: Martin Scharrer ==============%%
%%==================================================%%

%%%\md@iflength{<EINGABE>}{<IST LAENGE>}{<IST KEINE LAENGE>}
\newlength{\md@templength}
\def\md@iflength#1{%
  \afterassignment\md@iflength@check%
  \md@templength=#1\mdf@defaultunit\relax\relax
  \expandafter\endgroup\next
}
\def\md@iflength@check#1{%
  \begingroup
  \ifx\relax#1\@empty
    \def\next{\@secondoftwo}
  \else
    \def\next{\@firstoftwo}
    \expandafter\md@iflength@cleanup
  \fi
}
\def\md@iflength@cleanup#1\relax{}

%%\def\md@@iflength#1{
%%       \begingroup
%%       \def\@tempa{#1}
%%       \md@iflength{\@tempa}{%
%%             \expandafter\global\expandafter%
%%             \edef\csname #1\endcsname{\the\md@templength}%
%%            }{%
%%             \expandafter\global\expandafter%
%%             \edef\csname #1\endcsname{\the\md@templength}%
%%            }%
%%       \endgroup%
%%}

%%==================================================%%
%%==================== Optionen ====================%%
%%==================================================%%


%Festlegung welcher Stildatei
%% 0 := tex-Kommandos -- rule
%% 1 := tikz
%% 2 := tikz-erweitert
%% 3 := pstricks-einfach
%% 4 := pstricks-erweitert

\DeclareStringOption[0]{style}

\define@key{mdf}{globalstyle}[\mdf@style]{%
      \renewcommand*{\do}[1]{%
          \def\@tempa{##1}
          \ifcase\number\@tempa\relax
             %0 <- kein Grafikpaket
          \or
             \md@LoadFile@IfExist{tikz}
             %1 <- tikz wird benoetigt
          \or
             \md@LoadFile@IfExist{tikz}
             %2 <- tikz wird benoetigt
          \or
             \md@LoadFile@IfExist{pstricks-add}
             %3 <- pstricks wird benoetigt
          \or
             \md@LoadFile@IfExist{pstricks-add}
             %4 <- pstricks wird benoetigt
          \else
            \md@PackageWarning{Unknown global style \@tempa}
          \fi
      }%
      \docsvlist{\mdf@style,#1}%
 }

%%%%Optionen mit Laengen

\newcommand*\mdf@skipabove{\z@}
\newcommand*\mdfl@skipabove{}
\newlength\mdf@skipabove@length
\deflength\mdf@skipabove@length{\z@}
\define@key{mdf}{skipabove}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@skipabove{\the\md@templength}}%
            {\global\edef\mdfl@skipabove{\the\md@templength}}
\let\mdf@skipabove\mdfl@skipabove
\setlength\mdf@skipabove@length{\mdf@skipabove}
}

\newcommand*\mdf@skipbelow{\z@}
\newcommand*\mdfl@skipbelow{}
\newlength\mdf@skipbelow@length
\deflength\mdf@skipbelow@length{\z@}
\define@key{mdf}{skipbelow}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@skipbelow{\the\md@templength}}%
            {\global\edef\mdfl@skipbelow{\the\md@templength}}
\let\mdf@skipbelow\mdfl@skipbelow
\setlength\mdf@skipbelow@length{\mdf@skipbelow}
}

\newcommand*\mdf@leftmargin{\z@}
\newcommand*\mdfl@leftmargin{}
\newlength\mdf@leftmargin@length
\deflength\mdf@leftmargin@length{\z@}
\define@key{mdf}{leftmargin}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@leftmargin{\the\md@templength}}%
            {\global\edef\mdfl@leftmargin{\the\md@templength}}
\let\mdf@leftmargin\mdfl@leftmargin
\setlength\mdf@leftmargin@length{\mdf@leftmargin}
}

\newcommand*\mdf@rightmargin{\z@}
\newcommand*\mdfl@rightmargin{}
\newlength\mdf@rightmargin@length
\deflength\mdf@rightmargin@length{\z@}
\define@key{mdf}{rightmargin}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@rightmargin{\the\md@templength}}%
            {\global\edef\mdfl@rightmargin{\the\md@templength}}
\let\mdf@rightmargin\mdfl@rightmargin
\setlength\mdf@rightmargin@length{\mdf@rightmargin}
}

\newcommand*\mdf@margin{20pt}
\newcommand*\mdfl@margin{}
\newlength\mdf@margin@length
\deflength\mdf@margin@length{20pt}
\define@key{mdf}{margin}[20pt]{%
     \md@PackageWarning{The option margin is obsolote and no longer used\MessageBreak
                        use instead innerleftmargin and innerrightmargin\MessageBreak
                        For more details look at the documentation \mdframedpackagename}%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@margin{\the\md@templength}}%
            {\global\edef\mdfl@margin{\the\md@templength}}
\let\mdf@margin\mdfl@margin
\setlength\mdf@margin@length{\mdf@margin}
}

\newcommand*\mdf@innerleftmargin{10pt}
\newcommand*\mdfl@innerleftmargin{}
\newlength\mdf@innerleftmargin@length
\deflength\mdf@innerleftmargin@length{10pt}
\define@key{mdf}{innerleftmargin}[10pt]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@innerleftmargin{\the\md@templength}}%
            {\global\edef\mdfl@innerleftmargin{\the\md@templength}}
\let\mdf@innerleftmargin\mdfl@innerleftmargin
\setlength\mdf@innerleftmargin@length{\mdf@innerleftmargin}
}

\newcommand*\mdf@innerrightmargin{10pt}
\newcommand*\mdfl@innerrightmargin{}
\newlength\mdf@innerrightmargin@length
\deflength\mdf@innerrightmargin@length{10pt}
\define@key{mdf}{innerrightmargin}[10pt]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@innerrightmargin{\the\md@templength}}%
            {\global\edef\mdfl@innerrightmargin{\the\md@templength}}
\let\mdf@innerrightmargin\mdfl@innerrightmargin
\setlength\mdf@innerrightmargin@length{\mdf@innerrightmargin}
}



\newcommand*\mdf@innertopmargin{0.4\baselineskip}
\newcommand*\mdfl@innertopmargin{}
\newlength\mdf@innertopmargin@length
\deflength\mdf@innertopmargin@length{0.4\baselineskip}
\define@key{mdf}{innertopmargin}[0.4\baselineskip]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@innertopmargin{\the\md@templength}}%
            {\global\edef\mdfl@innertopmargin{\the\md@templength}}
\let\mdf@innertopmargin\mdfl@innertopmargin
\setlength\mdf@innertopmargin@length{\mdf@innertopmargin}
}

\newcommand*\mdf@innerbottommargin{0.4\baselineskip}
\newcommand*\mdfl@innerbottommargin{}
\newlength\mdf@innerbottommargin@length
\deflength\mdf@innerbottommargin@length{0.4\baselineskip}
\define@key{mdf}{innerbottommargin}[0.4\baselineskip]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@innerbottommargin{\the\md@templength}}%
            {\global\edef\mdfl@innerbottommargin{\the\md@templength}}
\let\mdf@innerbottommargin\mdfl@innerbottommargin
\setlength\mdf@innerbottommargin@length{\mdf@innerbottommargin}
}


\newcommand*\mdf@splittopskip{\z@}
\newcommand*\mdfl@splittopskip{}
\newlength\mdf@splittopskip@length
\deflength\mdf@splittopskip@length{\z@}
\define@key{mdf}{splittopskip}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@splittopskip{\the\md@templength}}%
            {\global\edef\mdfl@splittopskip{\the\md@templength}}
\let\mdf@splittopskip\mdfl@splittopskip
\setlength\mdf@splittopskip@length{\mdf@splittopskip}
}



\newcommand*\mdf@splitbottomskip{\z@}
\newcommand*\mdfl@splitbottomskip{}
\newlength\mdf@splitbottomskip@length
\deflength\mdf@splitbottomskip@length{\z@}
\define@key{mdf}{splitbottomskip}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@splitbottomskip{\the\md@templength}}%
            {\global\edef\mdfl@splitbottomskip{\the\md@templength}}
\let\mdf@splitbottomskip\mdfl@splitbottomskip
\setlength\mdf@splitbottomskip@length{\mdf@splitbottomskip}
}


%% Linienstaerken
\newcommand*\mdf@linewidth{0.4pt}
\newcommand*\mdfl@linewidth{}
\newlength\mdf@linewidth@length
\deflength\mdf@linewidth@length{0.4pt}
\define@key{mdf}{linewidth}[0.4pt]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@linewidth{\the\md@templength}}%
            {\global\edef\mdfl@linewidth{\the\md@templength}}
\let\mdf@linewidth\mdfl@linewidth
\setlength\mdf@linewidth@length{\mdf@linewidth}%
\ifnumequal{\mdf@style}{1}{%
\deflength\mdf@middlelinewidth@length{\mdf@linewidth@length}%
}{}%
}

\newcommand*\mdf@innerlinewidth{\z@}
\newcommand*\mdfl@innerlinewidth{}
\newlength\mdf@innerlinewidth@length
\deflength\mdf@innerlinewidth@length{\z@}
\define@key{mdf}{innerlinewidth}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@innerlinewidth{\the\md@templength}}%
            {\global\edef\mdfl@innerlinewidth{\the\md@templength}}
\let\mdf@innerlinewidth\mdfl@innerlinewidth
\setlength\mdf@innerlinewidth@length{\mdf@innerlinewidth}
}

\newcommand*\mdf@middlelinewidth{\mdf@linewidth}
\newcommand*\mdfl@middlelinewidth{}
\newlength\mdf@middlelinewidth@length
\deflength\mdf@middlelinewidth@length{\mdf@linewidth@length}
\define@key{mdf}{middlelinewidth}[\mdf@linewidth]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@middlelinewidth{\the\md@templength}}%
            {\global\edef\mdfl@middlelinewidth{\the\md@templength}}
\let\mdf@middlelinewidth\mdfl@middlelinewidth
\setlength\mdf@middlelinewidth@length{\mdf@middlelinewidth}
}

\newcommand*\mdf@outerlinewidth{\z@}
\newcommand*\mdfl@outerlinewidth{}
\newlength\mdf@outerlinewidth@length
\deflength\mdf@outerlinewidth@length{\z@}
\define@key{mdf}{outerlinewidth}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@outerlinewidth{\the\md@templength}}%
            {\global\edef\mdfl@outerlinewidth{\the\md@templength}}
\let\mdf@outerlinewidth\mdfl@outerlinewidth
\setlength\mdf@outerlinewidth@length{\mdf@outerlinewidth}
}

\newcommand*\mdf@roundcorner{\z@}
\newcommand*\mdfl@roundcorner{}
\newlength\mdf@roundcorner@length
\deflength\mdf@roundcorner@length{\z@}
\define@key{mdf}{roundcorner}[\z@]{%
       \def\@tempa{#1}
        \md@iflength{\@tempa}%
            {\global\edef\mdfl@roundcorner{\the\md@templength}}%
            {\global\edef\mdfl@roundcorner{\the\md@templength}}
\let\mdf@roundcorner\mdfl@roundcorner
\setlength\mdf@roundcorner@length{\mdf@roundcorner}
}

%Unterstuetzung der Optionen fuer pstricks
\def\mdf@psset@local{}
\define@key{mdf}{pstrickssetting}{%
  \def\mdf@psset@local{#1}
}


%%Defaulunit
\DeclareStringOption[pt]{defaultunit}

%%mdframed umfasst ntheorem-Umgebung ja/nein
\DeclareBoolOption{ntheorem}

\DeclareBoolOption[true]{topline}
\DeclareBoolOption[true]{leftline}
\DeclareBoolOption[true]{bottomline}
\DeclareBoolOption[true]{rightline}


%%FARBEN
\DeclareStringOption[none]{xcolor}
\DeclareStringOption[black]{linecolor}
\DeclareStringOption[white]{backgroundcolor}
\DeclareStringOption[black]{fontcolor}
\DeclareStringOption[\mdf@linecolor]{innerlinecolor}
\DeclareStringOption[\mdf@linecolor]{outerlinecolor}
\DeclareStringOption[\mdf@backgroundcolor]{middlelinecolor}


\DeclareDefaultOption{%
   \md@PackageWarning{Unknown Option '\CurrentOption' for mdframed}}


%%==================================================%%
%%========== ENDE DER OPTIONENDEKLARATION ==========%%
%%==================================================%%

\ProcessKeyvalOptions*
\newcommand*{\mdfsetup}{\setkeys{mdf}}
\mdfsetup{globalstyle=0}

%%==================================================%%
%%========Sicherstellen der key-value-Syntax========%%
%%==================================================%%
\AtBeginDocument{
 \@ifpackageloaded{xcolor}{%
    \let\mdf@xcolor\@empty %ignoriere die Eingabe der Optionen
    }{%
     \def\@tempa{none}
    \ifx\mdf@xcolor\@tempa
    \else
     \PassOptionsToPackage{\mdf@xcolor}{xcolor}
     \RequirePackage{xcolor}
   \fi
 }
}



%%Farbabkuerzungen:
\newcommand*\mdf@@linecolor{\color{\mdf@linecolor}}
\newcommand*\mdf@@backgroundcolor{
    \ifx\mdf@backgroundcolor\@empty
    \else
         \color{\mdf@backgroundcolor}
    \fi}
\newcommand*\mdf@@fontcolor{\color{\mdf@fontcolor}}
\newcommand*\mdf@@innerlinecolor{\color{\mdf@innerlinecolor}}
\newcommand*\mdf@@outerlinecolor{\color{\mdf@outerlinecolor}}
\newcommand*\mdf@@middlelinecolor{\color{\mdf@middlelinecolor}}

%%==================================================%%
%%======= Laden der gewuenschten Style-Datei =======%%
%%==================================================%%
\ifcase\mdf@style\relax%
        \input{md-frame-0.mdf}%
      \or%
        \input{md-frame-1.mdf}%
      \or%        
        \md@PackageWarning{The style number\mdf@style does not exist\MessageBreak
                           mdframed ues instead style=0 \mdframedpackagename}%
        \input{md-frame-1.mdf}%
      \or% 
        \input{md-frame-3.mdf}%
      \else%
       \IfFileExists{md-frame-\mdf@style.mdf}{%
             \input{md-frame-\mdf@style.mdf}%
           }{%
            \input{md-frame-1.mdf}%
            \md@PackageWarning{The style number \mdf@style does not exist\MessageBreak
                           mdframed ues instead style=0 \mdframedpackagename}%
          }%
\fi%


%%==================================================%%
%%===Globale Umgebung -- noch keine Modifikation ===%%
%%==================================================%%
\def\md@margin@startenv{% latex.ltx -> \@startsection
    \if@noskipsec \leavevmode  \fi
    \par%\kern-\lastskip%
    \@tempskipa -\mdf@skipabove@length\relax
    \@afterindenttrue
    \ifdim \@tempskipa < \z@
      \@tempskipa -\@tempskipa \@afterindentfalse%
    \fi
    \if@nobreak
      \everypar{}%
    \else
      \addpenalty\@secpenalty\addvspace\@tempskipa%
      \par\kern-\ht\strutbox
    \fi%
}%


\def\mdframed{%
   \@ifnextchar[%]
       \mdframed@i\mdframed@ii}%

\def\mdframed@ii{\mdframed@i[]}%
\def\mdframed@i[#1]{% default-Umgebung
   \mdfsetup{#1}%%
   \md@margin@startenv%
   \ifmdf@ntheorem%       %%% Pruefen ob ntheorem gesetzt ist
   \ifundef{\theorempreskipamount}%
          {\md@PackageWarning{You have not loaded ntheorem yet}}%
          {\setlength{\theorempreskipamount}{0pt}%
           \setlength{\theorempostskipamount}{0pt}}%
   \fi%
   \ifnumequal{\mdf@style}{0}% 
   {\deflength{\mdf@innerlinewidth@length}{\z@}%
    \deflength{\mdf@middlelinewidth@length}{\mdf@linewidth@length}%
    \deflength{\mdf@outerlinewidth@length}{\z@}%
    \let\mdf@innerlinecolor\mdf@linecolor%
    \let\mdf@middlelinecolor\mdf@linecolor%
    \let\mdf@outerlinecolor\mdf@linecolor%
   }{}%
   \ifnumequal{\mdf@style}{3}% 
   {\deflength{\mdf@innerlinewidth@length}{\z@}%
   \deflength{\mdf@middlelinewidth@length}{\mdf@linewidth}%
    \deflength{\mdf@outerlinewidth@length}{\z@}%
    \let\mdf@innerlinecolor\mdf@linecolor%
   }{}%
   \mdframed@global@env%
   }%

\def\endmdframed{\endmdframed@global@env\endtrivlist%
\vspace{\mdf@skipbelow@length}}%

%%==================================================%%
%%==Deklaration diverser Eingabe und Hilfsparameter=%%
%%==================================================%%

\newskip\md@temp@skip@a      \md@temp@skip@a\z@    %% Hilfslaenge

\newlength\md@verticalmarginwhole@length

\newlength\mdf@xmargin@length%
\newlength\mdf@ymargin@length%
\newlength\mdfboxheight%                            %% Berechnungsvariable tikz
\newlength\mdfboxwidth%                             %% Berechnungsvariable tikz


\newlength\mdfboundingboxheight
\newlength\mdfboundingboxwidth
\newlength\mdfpositionx
\newlength\mdfpositiony



\providecommand*\ptTps{}


%%==================================================%%
%%=================== Kommentare ===================%%
%%==================================================%%

\chardef\md@arrayparboxrestore=\catcode`\|   % for debug
\catcode`\|=\catcode`\%                      % (debug: insert space after backslash)
%% Kommentare werden im Code mit | gekennzeichnet


%%==================================================%%
%%================= Platz auf Seite ================%%
%%==================================================%%
\newlength\md@freevspace@length
\def\md@freepagevspace{%
     \ifdimequal{\pagegoal}{\maxdimen}%
          {%
            \setlength{\md@freevspace@length}{\vsize}%
          }{
            \setlength{\md@freevspace@length}{\pagegoal}%
            \addtolength{\md@freevspace@length}{-\pagetotal}%
          }%
}

%%==================================================%%
%================= Breite der BOX =================%%
%%==================================================%%

% edge-leftmargin-outerlinewith-middlelinewidth-innerlinewidth-innerleftmargin-TEXTBREITE-
% innerrightmargin-innerlinewidth-middlelinewidth-outelinewith-edge
\newlength\md@horizontalspaceofbox
\def\md@horizontalmargin@equation{%
    \setlength{\md@horizontalspaceofbox}{\hsize}
    \addtolength{\md@horizontalspaceofbox}{%
                         -\mdf@leftmargin@length%
                         -\mdf@outerlinewidth@length%
                         -\mdf@middlelinewidth@length%
                         -\mdf@innerlinewidth@length%
                         -\mdf@innerleftmargin@length%
                         -\mdf@innerrightmargin@length%
                         -\mdf@innerlinewidth@length%
                         -\mdf@middlelinewidth@length%      
                         -\mdf@outerlinewidth@length%
                         -\mdf@rightmargin@length%
                        }%
  \ifboolexpr{ test {\ifnumequal{\mdf@style}{0}} or test {\ifnumequal{\mdf@style}{3}}}%
           {
           \notbool{mdf@leftline}{\addtolength{\md@horizontalspaceofbox}{%
                                    \mdf@innerlinewidth@length%
                                    +\mdf@middlelinewidth@length%      
                                    +\mdf@outerlinewidth@length%
                                 }}{}%
           \notbool{mdf@rightline}{\addtolength{\md@horizontalspaceofbox}{%
                                    \mdf@innerlinewidth@length%
                                    +\mdf@middlelinewidth@length%      
                                    +\mdf@outerlinewidth@length%
                                  }}{}%
    }{}%
    \advance\md@horizontalspaceofbox by - \width\md@arrayparboxrestore%
    %%% Beruecksichtigung, dass Auszaehlung bzw. list-Umgebung enthalten
    \ifdimless{\md@horizontalspaceofbox}{3cm}{\md@PackageWarning{You have only a width of 3cm}}{}
    \hsize=\md@horizontalspaceofbox%
}




%%==================================================%%
%%========= Seitenparameter und Strafpunkte ========%%
%%==================================================%%
\def\md@penalty@startenv{%
 \begingroup%
   \skip@\lastskip%                             %%% lastskip nur ungleich null nach section, list, figure, usw.
   \if@nobreak%
   \else 
      \penalty9999 % updates \page parameters <-pruefen
      \ifdim\pagefilstretch=\z@                 %%% pagefilstretch ist ein internes Register fuer den
                                                %%% Seitenumbruch. Es entaehlt den akkumulierten (gespeicherten) fil-Anteil
                                                %%% auf der aktuellen Seite
         \ifdim\pagefillstretch=\z@             %%% pagefillstretch ist ein internes Register fuer den
                                                %%% Seitenumbruch. Es entaehlt den akkumulierten (gespeicherten) fill-Anteil
                                                %%% auf der aktuellen Seite
            %%% nicht unendlich dehnbar, so hier foerdern eines Seitenumbruches
            \edef\@tempa{\the\skip@}%
            \edef\@tempb{\the\z@skip}%
            \ifx\@tempa\@tempb                  %%% ???????
                  \penalty-30%
            \else
                  \vskip-\skip@%
                  \penalty-30%
                  \vskip\skip@%
            \fi
         \fi
      \fi
    \penalty\z@%
    % Give a stretchy breakpoint that will always be taken in preference
    % to the \penalty 9999 used to update page parameters.  The cube root
    % of 10000/100 indicates a multiplier of 0.21545, but the maximum 
    % calculated badness is really 8192, not 10000, so the multiplier
    % is 0.2301. 
    \advance\skip@ \z@ plus-.5\baselineskip%
    \advance\skip@ \z@ plus-.231\height%
    \advance\skip@ \z@ plus-.231\skip@%
    \advance\skip@ \z@ plus-.231\topsep%
    \vskip-\skip@ \penalty 1800 \vskip\skip@%
  \fi
 \addvspace{\topsep}%
 \endgroup%
 % clear out pending page break
 \nobreak \vskip 2\baselineskip \vskip\height%     %%%\@M=10000
 \penalty9999 \vskip -2\baselineskip \vskip-\height%
 \penalty9999 % updates \pagetotal
}%


%%==================================================%%
%%============Start der globalen Umgebung===========%%
%%==================================================%%
\newskip\md@temp@frame@hsize \md@temp@frame@hsize=0pt%
\newskip\md@temp@frame@vsize \md@temp@frame@vsize=0pt%

\def\mdframed@global@env{\relax%
   \let\width\z@%
   \let\height\z@%
   \md@penalty@startenv%
   \def\@doendpe{\@endpetrue%                      %%% SIEHE LATEX.ltx -- ersten Absatz ignorieren
                 \def\par{\@restorepar\par\@endpefalse}%
                 \everypar{{\setbox\z@\lastbox}\everypar{}\@endpefalse}%
                }%
   \md@horizontalmargin@equation%
   \setbox\@tempboxa%
       \vbox\bgroup\@doendpe%
                 \begingroup%                %%% zweites begingroup noetig, dass fontcolor gesetzt werden kann
                 \mdf@@fontcolor%            %%% Setzen der Schriftfarbe
                 \textwidth\md@horizontalspaceofbox \columnwidth\md@horizontalspaceofbox%
}%

\def\endmdframed@global@env{\par%
     \kern\z@%
     \hrule\@width\md@horizontalspaceofbox\@height\z@%   
     \penalty-100 % put depth into height
   \endgroup%
 \egroup%
 \begingroup%
  \mdf@@fontcolor%
  \setbox\@tempboxa\vbox{\unvbox\@tempboxa}
  \md@put@frame%
 \endgroup%
}

%%==================================================%%
%%===========Ausgaberoutine -> Berechnung===========%%
%%==================================================%%

%% \md@put@frame nimmt den Inhalt der \@tempboxa und packt alles oder nur einen Teil
%% auf die Seite mit dem Rahmen.
%% Es ist rekursiv, solange alles von der \@tempboxa aufgebraucht ist (\@tempboxa muss die Tiefe 0 haben.)
%% Erste Iteration: Versuche alles in einen Rahmen zu bekommen. Falls es nicht passt, 
%% splitte es fuer die erste Rahmenumgebung
%% Spaetere Iteration: Versuche alles in den letzten Rahmen zu bekommen. Falls es nicht passt,
%% splitte es erneut. (Versuchsstadium -- Da bisher nur Anfang und Ende enthalten)



\def\md@put@frame{\relax%
   \md@freepagevspace
   \ifdimless{\md@freevspace@length}{1.999\baselineskip}
             {\md@PackageInfo{Not enough space on this page}%die Seite hat nur noch minimal Platz
              \clearpage%
              \md@put@frame
             }{%
               %Hier berechnung Box-Inhalt+Rahmen oben und unten
              \setlength{\md@verticalmarginwhole@length}{\ht\@tempboxa+\dp\@tempboxa}%
              \addtolength{\md@verticalmarginwhole@length}{%
                 \mdf@outerlinewidth@length%
                +\mdf@middlelinewidth@length%
                +\mdf@innerlinewidth@length%
                +\mdf@innertopmargin@length%
                +\mdf@innerbottommargin@length%
                +\mdf@innerlinewidth@length%
                +\mdf@middlelinewidth@length%
                +\mdf@outerlinewidth@length%
                }%
                \ifnumequal{\mdf@style}{0}%
                {\ifbool{mdf@topline}{}%
                   {\addtolength{\md@verticalmarginwhole@length}{-\mdf@middlelinewidth@length}%
                   }%
                 \ifbool{mdf@bottomline}{}%
                   {\addtolength{\md@verticalmarginwhole@length}{-\mdf@middlelinewidth@length}%
                   }%
                }{}              
                \ifnumequal{\mdf@style}{3}%
                {\ifbool{mdf@topline}{}%
                   {\addtolength{\md@verticalmarginwhole@length}{-\mdf@middlelinewidth@length}%
                   }%
                 \ifbool{mdf@bottomline}{}%
                   {\addtolength{\md@verticalmarginwhole@length}{-\mdf@middlelinewidth@length}%
                   }%
                }{}
                \ifdimless{\md@verticalmarginwhole@length}{\md@freevspace@length}%
                {\md@putbox@single}%passt auf Seite
                {\md@put@frame@i}%passt nicht auf Seite
             }
}

\def\md@put@frame@i{%Box muss gesplittet werden -- Ausgabe der ersten Teilbox
      %Berechnung der Splittgroesse -- Linien und Abstand oben
      \md@freepagevspace
      \setlength{\dimen@}{\md@freevspace@length}%
      \addtolength{\dimen@}{%
                -\mdf@outerlinewidth@length%
                -\mdf@middlelinewidth@length%
                -\mdf@innerlinewidth@length%
                -\mdf@innertopmargin@length%
                -\mdf@splitbottomskip@length%
                }%
      \ifnumequal{\mdf@style}{0}%
                {\ifbool{mdf@topline}{}%
                   {\addtolength{\dimen@}{+\mdf@middlelinewidth@length}%
                   }%
                }{}
       \ifnumequal{\mdf@style}{3}%
                {\ifbool{mdf@topline}{}%
                   {\addtolength{\dimen@}{\mdf@middlelinewidth@length}%
                   }%
                }{}
       \ifdimless{\ht\@tempboxa+\dp\@tempboxa}{\dimen@}%
         {\md@PackageWarning{You got a bad break\MessageBreak
                             you have to change it manually\MessageBreak
                             by changing the text, the space\MessageBreak
                             or something else}%
         \addtolength{\dimen@}{-1.8\baselineskip}
         }{}%
         \addtolength{\dimen@}{-\pageshrink}%Box darf nicht zu GroÃ� werden.
         \boxmaxdepth\z@ \splittopskip\mdf@splittopskip@length%
         \setbox\tw@\vsplit\@tempboxa to \dimen@
         \setbox\tw@\vbox{\unvbox\tw@}%
         \ifdimgreater{\ht\tw@+\dp\tw@}{\dimen@}{%Falsch gesplittet
             \setlength\dimen@i{\dimen@}
             \addtolength{\dimen@}{-\ht\tw@-\dp\tw@}
             \addtolength\dimen@i{0.5\dimen@}
             \boxmaxdepth\z@ \splittopskip\z@%
             \setbox\@tempboxa\vbox{\unvbox\tw@\unvbox\@tempboxa}
             \boxmaxdepth\z@ \splittopskip\mdf@splittopskip@length%
             \setbox\tw@\vsplit\@tempboxa to \dimen@i
             \setbox\tw@\vbox{\unvbox\tw@}%
             }{}%
         \setbox\@tempboxa\vbox{\unvbox\@tempboxa}%PRUEFEN!!!!
         \ifvoid\@tempboxa
           \md@PackageWarning{You got a bad break\MessageBreak
                               because the splittet box is empty\MessageBreak
                               You have to change the page settings\MessageBreak
                               like enlargethispage or something else}%
         \fi
         \ifdimequal{\wd\tw@}{0pt}%%pruefe, ob erste Box leer ist
            {\clearpage%
             \md@put@frame}%
          {\md@putbox@first%%Groesse des Splittens passt
           \eject%\clearpage%
           \md@put@frame@ii}%
}


\def\md@put@frame@ii{%Ausgabe der mittleren Box(en) wenn vorhanden
  \setlength{\md@freevspace@length}{\vsize}%
  \setlength{\dimen@}{\ht\@tempboxa+\dp\@tempboxa}%
  \addtolength{\dimen@}{%%Addition der Linien unten
                 \mdf@outerlinewidth@length%
                +\mdf@middlelinewidth@length%
                +\mdf@innerlinewidth@length%
                +\mdf@innerbottommargin@length%
                }%
   \ifboolexpr{( bool {mdf@bottomline} )
               and
               (  test {\ifnumequal{\mdf@style}{0}} 
                  or
                  test {\ifnumequal{\mdf@style}{3}}
              )
              }%
              {}{\addtolength{\dimen@}{-\mdf@middlelinewidth@length}}%
    \ifdimgreater{\dimen@}{\md@freevspace@length}%
    {%
        \addtolength{\md@freevspace@length}{%%Abzug der Linien unten
                    -\mdf@splitbottomskip@length%
                    }%
        \boxmaxdepth\z@ \splittopskip\mdf@splittopskip@length%
        \setbox\tw@\vsplit\@tempboxa to \md@freevspace@length%
        \setbox\tw@\vbox{\unvbox\tw@}%PRUEFEN!!!
        \setbox\@tempboxa\vbox{\unvbox\@tempboxa}%PRUEFEN!!!!
        \ifvoid\@tempboxa\relax%
           \md@PackageWarning{You got a bad break\MessageBreak
                               because the splittet box is empty\MessageBreak
                               You have to change the settings}%
         \fi%
        \md@putbox@middle%
        \clearpage\md@put@frame@ii%
     }%Hier die Ausgabe der mittleren Box
     {\ifdimequal{\wd\@tempboxa}{\z@}{\md@PackageWarning{You got a bad break\MessageBreak
                               because the splittet box is empty\MessageBreak
                               You have to change the settings}%
                   }{}%
      \md@putbox@second}%Hier kommt die Ausgabe der letzten Box
}




\catcode`\|=\md@arrayparboxrestore  %%%????




% \md@arrayparboxrestore has parts of \@parboxrestore, performing a similar but 
% less complete restoration of a default layout.  See how it is used in the 
% "settings" argument of \MakeFrame.  Though not a parameter, \hsize 
% should be set to the desired total line width available inside the
% frame before invoking \md@arrayparboxrestore.  
\def\md@arrayparboxrestore{%
   %%%AUS ltboxes.dtx -> \@arrayparboxrestore
   \let\if@nobreak\iffalse
   \let\if@noskipsec\iffalse  
   \let\-\@dischyph                         %%%Default \let\@dischyph=\-
   \let\'\@acci\let\`\@accii\let\=\@acciii  %%%Default: \let\@acci\' \let\@accii\` \let\@acciii\= <- Sicher gehen
                                            %%%dass Defaultwerte erhalten sind
                                            %%%Scheinen Mathesymbole zu sein ???
   % Test ob Listenumgebung enthalten ist
   \ifnum \ifdim\@totalleftmargin>\z@ 1\fi  %%%In latex.ltx->totalleftmargin=\z@, ausser in list-Umgebung:
                                            %%%\advance\@totalleftmargin \leftmargin
          \ifdim\rightmargin     >\z@ 1\fi  %%%Default \rightmargin=\z@, Ausnahme: quote usw.
          \ifnum\@listdepth      >0   1\fi  %%%Zaehler fuer Listentiefe -> Keine Liste \@listdepth=0 sonst, je Ebene +1
           0>\z@                            %%%Ist ein Parameter erfuellt, dann ist es eine Listenumgebung
     \@setminipage                          %%%Passform rund um das Element
     % Nun wird versucht, Aenderungen der Breite von \hsize entsprechend der Listenparameter zu uebergeben.
     % Dies ist defizitaer, denn eine erweiterte Moeglichkeit, Aenderungen der Textdimension anzugegeben
     % ist (noch) nicht vorgesehen, insbesondere keine getrennte linke / rechte Einstellung.
     \advance\linewidth-\columnwidth \advance\linewidth\md@horizontalspaceofbox
     \parshape\@ne \@totalleftmargin \linewidth %%% parshape definiert das Aussehen  eines Absatzes Zeile fuer Zeile.
                                                %%% Seine Parameterversorgung geschieht mittels der folgenden Syntax:
                                                %%% \parshape = n i1 l1 i2 l2 ... in ln.
                                                %%% Dabei gibt der Parameter n an, fuer wieviele Zeilen Definitionspaare folgen.
                                                %%% Jedes Definitionspaar besteht aus der Angabe i_j fuer den Einzug und
                                                %%% der Laengenangabe l_j fuer die entsprechende Zeile. Sind mehr als n Zeilen
                                                %%% vorhanden, so wird die letzte Angabe stets weiter verwendet
   \else % Not in list
     \linewidth=\md@horizontalspaceofbox
   \fi
   \sloppy
}

%%==================================================%%
%%= Sicherstellen, dass Optionen nur global setzbar=%%
%%==================================================%%

\DisableKeyvalOption[%  
  action=warning,  
  package=mdframed,    
]{mdf}{globalstyle}%


\DisableKeyvalOption[%  
  action=warning,  
  package=mdframed,    
]{mdf}{xcolor}%


\endinput
%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%%
EOF
EOF
EOF
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\begin{tabulary}{\linewidth}{|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|>{\RaggedRight}X|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{} Stand jeweils 31. Dezember }&\hspace*{0pt}\ignorespaces{} 2003 &\hspace*{0pt}\ignorespaces{} 2004 &\hspace*{0pt}\ignorespaces{} 2005 &\hspace*{0pt}\ignorespaces{} 2006 &\hspace*{0pt}\ignorespaces{} 2007 &\hspace*{0pt}\ignorespaces{} 2008 &\hspace*{0pt}\ignorespaces{} 2009\myfootnote{\myfnhref{http://de.wikibooks.org/wiki/\%3AVorlage\%3AInternetquelle}{Vorlage:Internetquelle}} &\hspace*{0pt}\ignorespaces{} 2010\myfootnote{} &\hspace*{0pt}\ignorespaces{} 2011 &\hspace*{0pt}\ignorespaces{} Anmerkung &\hspace*{0pt}\ignorespaces{} \endhead  \hline 
\hspace*{0pt}\ignorespaces{} Konzern\myhref{http://de.wikibooks.org/wiki/Erl\%F6s}{umsatz} (Mrd.{\mbox{$~$}}€) &\hspace*{0pt}\ignorespaces{} 23,029 &\hspace*{0pt}\ignorespaces{} 23,962 &\hspace*{0pt}\ignorespaces{} 25,055 &\hspace*{0pt}\ignorespaces{} 30,053 &\hspace*{0pt}\ignorespaces{} 31,309 &\hspace*{0pt}\ignorespaces{} 33,452 &\hspace*{0pt}\ignorespaces{} 29,335 &\hspace*{0pt}\ignorespaces{} 34,410 &\hspace*{0pt}\ignorespaces{} 37,979 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Konzernergebnis (Mrd.{\mbox{$~$}}€) &\hspace*{0pt}\ignorespaces{} –0,245 &\hspace*{0pt}\ignorespaces{} 0,180 &\hspace*{0pt}\ignorespaces{} 0,611 &\hspace*{0pt}\ignorespaces{} 1,680 &\hspace*{0pt}\ignorespaces{} 1,716 &\hspace*{0pt}\ignorespaces{} 1,321 &\hspace*{0pt}\ignorespaces{} 0,830 &\hspace*{0pt}\ignorespaces{} 1,058 &\hspace*{0pt}\ignorespaces{} 1,332 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Konzernbilanzsumme (Mrd.{\mbox{$~$}}€) &\hspace*{0pt}\ignorespaces{} 47,647 &\hspace*{0pt}\ignorespaces{} 47,616 &\hspace*{0pt}\ignorespaces{} 47,101 &\hspace*{0pt}\ignorespaces{} 48,440 &\hspace*{0pt}\ignorespaces{} 48,529 &\hspace*{0pt}\ignorespaces{} 48,193 &\hspace*{0pt}\ignorespaces{} 47,303 &\hspace*{0pt}\ignorespaces{} 52,003 &\hspace*{0pt}\ignorespaces{} 51,791 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Mitarbeiter &\hspace*{0pt}\ignorespaces{} 242.759 &\hspace*{0pt}\ignorespaces{} 225.512 &\hspace*{0pt}\ignorespaces{} 216.389 &\hspace*{0pt}\ignorespaces{} 229.000 &\hspace*{0pt}\ignorespaces{} 237.078 &\hspace*{0pt}\ignorespaces{} 240.242 &\hspace*{0pt}\ignorespaces{} 239.828 &\hspace*{0pt}\ignorespaces{} 276.310 &\hspace*{0pt}\ignorespaces{} 285.319&\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Betriebsstellen (Bahnhöfe, Haltepunkte u.{\mbox{$~$}}a.) &\hspace*{0pt}\ignorespaces{} 5.665 &\hspace*{0pt}\ignorespaces{} 5.697 &\hspace*{0pt}\ignorespaces{} 5.707 &\hspace*{0pt}\ignorespaces{} 5.730 &\hspace*{0pt}\ignorespaces{} 5.699 &\hspace*{0pt}\ignorespaces{} 5.718 &\hspace*{0pt}\ignorespaces{} 5.707 &\hspace*{0pt}\ignorespaces{} 5.700 &\hspace*{0pt}\ignorespaces{} 5.685 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} Unternehmenseigenes Schienennetz (km) &\hspace*{0pt}\ignorespaces{} 35.593 &\hspace*{0pt}\ignorespaces{} 34.718 &\hspace*{0pt}\ignorespaces{} 34.211 &\hspace*{0pt}\ignorespaces{} 34.122 &\hspace*{0pt}\ignorespaces{} 33.978 &\hspace*{0pt}\ignorespaces{} 33.862 &\hspace*{0pt}\ignorespaces{} 33.721 &\hspace*{0pt}\ignorespaces{} 33.723 &\hspace*{0pt}\ignorespaces{} 33.576 &\hspace*{0pt}\ignorespaces{} nahezu das gesamte \myhref{http://de.wikibooks.org/wiki/Vollbahn}{Vollbahn}netz Deutschlands\\ \hline 
\multicolumn{11}{|>{\RaggedRight}p{0.87984\linewidth}|}{\hspace*{0pt}\ignorespaces{}{\bfseries Beförderungsleistung \myhref{http://de.wikibooks.org/wiki/Personenverkehr}{Personenverkehr}:}}\\ \hline 
\hspace*{0pt}\ignorespaces{} Reisende (Mrd.) &\hspace*{0pt}\ignorespaces{} 1,682 &\hspace*{0pt}\ignorespaces{} 1,695 &\hspace*{0pt}\ignorespaces{} 1,785 &\hspace*{0pt}\ignorespaces{} 1,854 &\hspace*{0pt}\ignorespaces{} 1,835 &\hspace*{0pt}\ignorespaces{} 1,919 &\hspace*{0pt}\ignorespaces{} 1,908 &\hspace*{0pt}\ignorespaces{} 1,950 &\hspace*{0pt}\ignorespaces{} 1,981 &\hspace*{0pt}\ignorespaces{} ab 2008 inkl. Auslandsgeschäft\\ \hline 
\hspace*{0pt}\ignorespaces{} \myhref{http://de.wikibooks.org/wiki/Personenkilometer}{Personenkilometer} (Mrd.) &\hspace*{0pt}\ignorespaces{} 69,534 &\hspace*{0pt}\ignorespaces{} 70,260 &\hspace*{0pt}\ignorespaces{} 72,554 &\hspace*{0pt}\ignorespaces{} 74,788 &\hspace*{0pt}\ignorespaces{} 74,792 &\hspace*{0pt}\ignorespaces{} 77,791 &\hspace*{0pt}\ignorespaces{} 76,772 &\hspace*{0pt}\ignorespaces{} 78,582 &\hspace*{0pt}\ignorespaces{} 79,228 &\hspace*{0pt}\ignorespaces{} ab 2008 inkl. Auslandsgeschäft\\ \hline 
\multicolumn{11}{|>{\RaggedRight}p{0.87984\linewidth}|}{\hspace*{0pt}\ignorespaces{}{\bfseries Beförderungsleistung \myhref{http://de.wikibooks.org/wiki/G\%FCterverkehr}{Güterverkehr}:}}\\ \hline 
\hspace*{0pt}\ignorespaces{} Güterbeförderung (Mio.{\mbox{$~$}}Tonnen) &\hspace*{0pt}\ignorespaces{} 282,3 &\hspace*{0pt}\ignorespaces{} 283,6 &\hspace*{0pt}\ignorespaces{} 266,5 &\hspace*{0pt}\ignorespaces{} 307,6 &\hspace*{0pt}\ignorespaces{} 312,8 &\hspace*{0pt}\ignorespaces{} 378,7 &\hspace*{0pt}\ignorespaces{} 341,0 &\hspace*{0pt}\ignorespaces{} 415,4 &\hspace*{0pt}\ignorespaces{} 411,6 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\hspace*{0pt}\ignorespaces{} \myhref{http://de.wikibooks.org/wiki/Tonnenkilometer}{Tonnenkilometer} (Mrd.) &\hspace*{0pt}\ignorespaces{} 79,864 &\hspace*{0pt}\ignorespaces{} 83,982 &\hspace*{0pt}\ignorespaces{} 83,111 &\hspace*{0pt}\ignorespaces{} 96,388 &\hspace*{0pt}\ignorespaces{} 98,794 &\hspace*{0pt}\ignorespaces{}113,634 &\hspace*{0pt}\ignorespaces{} 93,948 &\hspace*{0pt}\ignorespaces{}105,794 &\hspace*{0pt}\ignorespaces{} 111,980 &\hspace*{0pt}\ignorespaces{} \\ \hline 
\multicolumn{11}{|>{\RaggedRight}p{0.87984\linewidth}|}{\hspace*{0pt}\ignorespaces{}{\bfseries Beförderungsleistung DB-{}Schienennetz (\myhref{http://de.wikibooks.org/wiki/DB\%20Netz\%20AG}{DB Netz AG}):}}\\ \hline 
\hspace*{0pt}\ignorespaces{} Trassenkilometer DB-{}Züge (Mio.) &\hspace*{0pt}\ignorespaces{} 917,8 &\hspace*{0pt}\ignorespaces{} 912,7 &\hspace*{0pt}\ignorespaces{} 887,7 &\hspace*{0pt}\ignorespaces{} 888 &\hspace*{0pt}\ignorespaces{}1.050 &\hspace*{0pt}\ignorespaces{}1.043 &\hspace*{0pt}\ignorespaces{}1.003 &\hspace*{0pt}\ignorespaces{}1.034 &\hspace*{0pt}\ignorespaces{}1.051 &\hspace*{0pt}\ignorespaces{}Fahrkilometer aller Zuggattungen\\ \hline 
\hspace*{0pt}\ignorespaces{} Trassenkilometer externer Unternehmen (Mio.) &\hspace*{0pt}\ignorespaces{} 71 &\hspace*{0pt}\ignorespaces{} 88 &\hspace*{0pt}\ignorespaces{}110 &\hspace*{0pt}\ignorespaces{}128 &\hspace*{0pt}\ignorespaces{}147 &\hspace*{0pt}\ignorespaces{}162 &\hspace*{0pt}\ignorespaces{}170 &\hspace*{0pt}\ignorespaces{}195&\hspace*{0pt}\ignorespaces{}219&\hspace*{0pt}\ignorespaces{}\\ \hline 
\end{tabulary}









headers/babel.tex~

\HyphSubstLet{ngerman}{ngerman-x-latest}
\usepackage[ngerman]{babel}
\newcommand{\mychapterbabel}{Kapitel}
\newcommand{\mypagebabel}{auf Seite}
\newcommand{\myfigurebabel}{Abb.}
\newcommand{\mylangbabel}{ngerman}
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% Syntax Highlightling

%\DefineShortVerb[commandchars=\\\{\}]{\|}
\DefineVerbatimEnvironment{Highlighting}{Verbatim}{commandchars=\\\{\}}
% Add ',fontsize=\small' for more characters per line
\newenvironment{Shaded}{\begin{scriptsize}}{\end{scriptsize}}
\newcommand{\KeywordTok}[1]{\textbf{{#1}}}
\newcommand{\DataTypeTok}[1]{\underline{{#1}}}
\newcommand{\DecValTok}[1]{{#1}}
\newcommand{\BaseNTok}[1]{{#1}}
\newcommand{\FloatTok}[1]{{#1}}
\newcommand{\CharTok}[1]{{#1}}
\newcommand{\StringTok}[1]{{#1}}
\newcommand{\CommentTok}[1]{\textit{{#1}}}
\newcommand{\OtherTok}[1]{{#1}}
\newcommand{\AlertTok}[1]{\textbf{{#1}}}
\newcommand{\FunctionTok}[1]{{#1}}
\newcommand{\RegionMarkerTok}[1]{{#1}}
\newcommand{\ErrorTok}[1]{\textbf{{#1}}}
\newcommand{\NormalTok}[1]{{#1}}
\newcommand{\myfigurewithoutcaption}[1]{{\bfseries \myfigurebabel{ }#1}}
\newcommand{\myfigurewithcaption}[2]{{\bfseries \myfigurebabel{ }#1{\quad}}#2}

% Definition der Fussnoten
% ------------------------
%\KOMAoptions{footnotes=multiple}


\DeclareTextSymbol{\textlongs}{TS1}{115} 

\deffootnote[2.2em]{2.2em}{0em}{\makebox[2.2em][l]{\thefootnotemark}}

\newcommand{\badchar}[1]
{\textbf{?}}


\newcommand{\myplainurl}[1]
{{\ttfamily  \url{#1}}}


\newcommand{\myfnhref}[2]
{{#2} \^{}{\{\ttfamily  \url{#1}\}} }

\newcommand{\mymchref}[2]
{}


\newcommand{\mytabhref}[2]
{{#2}\protect\footnote{\ttfamily \url{#1} }}
%{\textsc{#2}}


\newcommand{\myfnlref}[2]
{{#2} \^{}\{\mychapterbabel \ref{#1} \mypagebabel {$\text{}$} \pageref{#1}\}}

\newlength{\fnwidth}
\setlength{\fnwidth}{\linewidth}
\addtolength{\fnwidth}{-30mm}

\newcommand{\myhref}[2]
{{#2}\protect\footnote{    \begin{minipage}{\fnwidth} \ttfamily \url{#1}  \end{minipage}}} 

\newcommand{\mylref}[2]
{{#2}\protect\footnote{\mychapterbabel {$\text{}$} \ref{#1} \mypagebabel {$\text{}$} \pageref{#1}}}

\newcommand{\myfnsref}[2]
{\text{#2} \^{}\{\text{#1} \}}

\newcommand{\mysref}[2]
{\text{#2}\protect\footnote{#1}}

\newcommand{\TickYes}{\checkmark}


% Kompatibilität, damit myfootnote nichts ins Leere läuft
\newcommand{\myfootnote}[1]
%{\footnote{\quad{}#1}}
{\footnote{#1}}


% Auflistungen
% ------------
% Standardvorschlag für itemize
%\newenvironment{myitemize}{\begin{itemize}}{\end{itemize}}
%\newenvironment{myenumerate}{\begin{enumerate}}{\end{enumerate}}
\newenvironment{myquote}{\begin{itemize}[{}]}{\end{itemize}}
\newenvironment{myblockquote}{\begin{itemize}[{\quad}]}{\end{itemize}}

\newenvironment{mydescription}{

\begin{inparablank}}{\end{inparablank}} 
% Alternativen ohne Einrückung
\newenvironment{myitemize}{\begin{compactitem}[\textbullet]}{\end{compactitem}}
\newenvironment{myenumerate}{\begin{compactenum}}{\end{compactenum}}

% einige weitere Festlegungen
% ---------------------------
% \breakslash is used for URLs to allow linebreaking
\newcommand{\mybreakslash}{\discretionary{/}{}{/}}

\newlength{\mylength}
\newlength{\myhight}
\newlength{\myshadingheight}
\newcommand{\myoverline}[1]
{\settowidth{\mylength}{#1} \settoheight{\myhight}{#1}
\makebox[-3pt][l]{#1}
\rule[\myhight+1pt]{\mylength}{0.15mm}}

% Teile von Büchern
\newcommand{\mypart}[1]
%{\part{#1}}
{\addtocontents{toc}{\protect\vspace{7.5mm} \textbf{\Large {#1}}}}

% minitoc vorbereiten, aber standardmäßig unterdrücken
\newcommand{\myminitoc}{}

% Haupttitel
% ----------
%\newcommand{\mymaintitle}[1]
%{\definecolor{shadecolor}{gray}{0.9}\begin{shaded}
%\begin{center}
%\Huge \bfseries 
%#1 
%\end{center}
%\end{shaded}}

%\newcommand{\mysubtitle}[1]
%{\begin{center}
%\LARGE \bfseries 
%#1
%\end{center}}

\newcommand{\mysubtitle}[1]{\subtitle{#1}}
\newcommand{\mymaintitle}[1]{\title{#1}}
\newcommand{\myauthor}[1]{\author{#1}}


% Metadaten
% ---------
\newcommand{\fetchurlcaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Adresse der elektronischen Ressource zur Abholung (O)}.}{URL zur Abholung}}

\newcommand{\bookcaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Adresse der elektronischen Ressource (O)}.}{Buch (Hauptseite)}}

\newcommand{\functionalgroupcaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Angaben zum Inhalt: DDC-Sachgruppe der Deutschen Nationalbibliografie oder Warengruppen-Systematik des Deutschen Buchhandels (O)}.}{Sachgruppe(n)} }

\newcommand{\futhertopicscaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Angaben zum Inhalt: weitere Klassifikationen / Thesauri (F)}.}{Weitere Themen}}

\newcommand{\mainauthorscaption}[0]
{Hauptautor(en)}

\newcommand{\projecttexniciancaption}[0]
{Betreuer}

\newcommand{\organizationscaptions}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Beteiligte Organisationen (F)}.}{Organisation(en)}}

\newcommand{\datecaption}[0]
{Erscheinungsdatum}

\newcommand{\issuecaption}[0]
{Ausgabebezeichnung}

\newcommand{\standardcodecaption}[0]
{Standardnummer }

\newcommand{\maintitlecaption}[0]
{Haupttitel}

\newcommand{\publishercaption}[0]
{\mysref{In den Metadaten erläutert unter: {\itshape Verlag / Verlegende Stelle (O)}.}{Verlegende Stelle} }

\newcommand{\publishercitycaption}[0]
{Verlagsort}

\newcommand{\shelfcaption}[0]
{Wikibooks-Regal}

\newcommand{\sizecaption}[0]
{Umfang}


\newcommand{\Alpha}{\mathrm{A}}
\newcommand{\Beta}{\mathrm{B}}
\newcommand{\Epsilon}{\mathrm{E}}
\newcommand{\Zeta}{\mathrm{Z}}
\newcommand{\Eta}{\mathrm{H}}
\newcommand{\Iota}{\mathrm{I}}
\newcommand{\Kappa}{\mathrm{K}}
\newcommand{\Mu}{\mathrm{M}}
\newcommand{\Nu}{\mathrm{N}}
\newcommand{\Rho}{\mathrm{P}}
\newcommand{\Tau}{\mathrm{T}}
\newcommand{\Chi}{\mathrm{X}}













headers/formattings.tex~

% PDF-Links vorbereiten
\hypersetup{%a5paper,
	linkcolor=black,     % Für Links in der gleichen Seite
	urlcolor=black,      % Für Links auf URLs
	breaklinks=true,    % Links dürfen umgebrochen werden
	colorlinks=false,
	citebordercolor=0 0 0,  % Farbe für \cite
	filebordercolor=0 0 0,
	linkbordercolor=0 0 0,
	menubordercolor=0 0 0,
	urlbordercolor=0 0 0,
	pdfhighlight=/I,
	pdfborder=0 0 0,   % keine Box um die Links!
	bookmarksopen=true,
	bookmarksnumbered=true,
	frenchlinks=true
}

% nicht zu viele Silbentrennungen
\sloppy


% Waisen, Hurenkinder
\clubpenalty = 10000
\widowpenalty = 10000 
\displaywidowpenalty = 10000


% verschiedene Einstellungen
\addtolength{\skip\footins}{2ex} % Länge zwischen Fußnotenbereich und Text








main/main.tex~

\RequirePackage{hyphsubst}
\documentclass[fontsize=11pt,paper=A4,BCOR=12mm,DIV=13,open=any,listof=totoc]{scrbook}
\input{../headers/paper}
\input{../headers/packages1}
\input{../headers/babel}
\input{../headers/svg}
\input{../headers/packages2}
\input{../headers/defaultcolors}
\input{../headers/hyphenation}
\input{../headers/commands}
\input{../headers/title}
\input{../headers/options}
\input{../headers/formattings}
\input{../headers/unicodes}
\input{../headers/templates}
\input{../headers/templates-dirk}
\input{../headers/templates-chemie}

\usepackage{type1ec}      
\usepackage{CJKutf8}
\usepackage[overlap, CJK]{ruby}
\usepackage{CJKulem}
\begin{document}
\begin{CJK}{UTF8}{megafont}

\raggedbottom
\thispagestyle{empty}
\pagestyle{empty}
%\include{coverfrontpage}

%\cleardoublepage
\pagenumbering{Roman}
\maketitle
\pagestyle{scrheadings}

\setcounter{tocdepth}{\mytocdepth}
\tableofcontents 

%\cleardoublepage
\pagenumbering{arabic}

%\include{kap-vorwort}
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\LaTeXNullTemplate{}
\section{A Progressive Latin Grammar and Exercises}
\label{1}

Introduction to the origins and structure of Latin:

\chapter{How to study a language on the Internet and in your head} 





\label{2}
How do you think about languages as you study them? Typically, you will consider every punctuation mark and letter, all the verbs and nouns, adverbs and adjectives, and study them in order to make connections. Ideally, you will have a teacher to point you in the right direction, and help you make those connections. But when you have no teacher, these connections are left for you to discover. They may be clear or hidden, but either way you will have to make them yourself. As you explore this Wikibook, it will require the skill of critical thinking.

You can never go wrong studying a language if you remember that exposing yourself to a language, even if you stumble in practice, is itself learning it. Looking things up too much can sometimes impede progress. Stretch your memory, read slowly, and re-{}read. As you will soon discover, you are about to study a language that is rich and full of meaning, an ancestor of many modern languages spoken around the world, including romance languages, like Spanish, French, Italian, Romanian, and even English.
\section{So do not assume that...}
\label{3}
...Latin is like any other language. Do not assume ancient Roman culture is like other cultures, however, the Romans grappled with issues that are universally dealt with.

We, the authors, endorse memorization, and after that, immersion. You must develop Latin muscles, and a willingness to write or type things out, or drill using software, or with a friend. Note the patterns after you have memorized the forms, not before. Allow yourself to be mesmerized by them. Similarly, seek out explanation only after you have memorized forms. Memorize forms, then make sentences, then use your knowledge to speak the language.
\section{See also}
\label{4}
\begin{myitemize}
\item{} \myhref{http://en.wikibooks.org/wiki/How\%20to\%20learn\%20a\%20language}{How to learn a language}
\end{myitemize}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{Special consideration: How to use a Wikibook when progress may mean inaccuracy}





\label{5}
The current rules for dealing with inaccuracy in this book is to simply delete what you don\textquotesingle{}t understand and to note your level of schooling and your country of origin and that you were confused in the summary box. Try to use the \symbol{34}revert?\symbol{34} keyword.

In other words, do not tolerate inaccuracy!

\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{Grammatical Introduction to Latin} 





\label{6}



{}


\chapter{What is Latin?}

\myminitoc
\label{7}
{\small 
{\itshape Parts of this introduction were taken from \myhref{http://en.wikipedia.org/wiki/Latin}{The Latin Language} on the \myhref{http://en.wikibooks.org/wiki/Main\%20Page}{Wikipedia}.}
}

Latin was the language originally spoken in the region around the city of Rome called Latium. It gained great importance as the formal language of the Roman Empire. 

All Romance languages descend from a Latin parent, and many words in \myhref{http://en.wikibooks.org/wiki/English}{English} and other languages today are based on Latin roots. Moreover, Latin was a {\itshape lingua franca}, the learned language for scientific and political affairs in Europe, for more than one and a half thousand years, being eventually replaced by \myhref{http://en.wikibooks.org/wiki/French}{French} in the 18th century and English by the middle of the 20th. Latin remains the formal language of the Roman Catholic Church to this day, and as such is the official national language of the Vatican. 

Romance languages are not derived from Classical Latin, the language spoken by Caesar and Cicero, but rather from Vulgar Latin, the language spoken by the common people, or {\itshape  vulgus, } of Rome. Classical Latin and Vulgar Latin (Romance) differ (for example) in that Romance had distinctive stress whereas Classical had distinctive length of vowels. In \myhref{http://en.wikibooks.org/wiki/Italian}{Italian} and Sardo logudorese, there is distinctive length of consonants and stress, in \myhref{http://en.wikibooks.org/wiki/Spanish}{Spanish} only distinctive stress, and in French even stress is no longer distinctive. 

Another major distinction between Classical and Romance is that modern Romance languages, excluding \myhref{http://en.wikibooks.org/wiki/Romanian}{Romanian}, have lost their case endings (suffixes at the end of the word used in place of prepositions) in most words (some pronouns being exceptions). Romanian is still equipped with several cases (though some, notably the ablative, are no longer represented).

It is also important to note that Latin is, for the most part, an inflected language — meaning that the endings change to show how the word is being used in the sentence.
\chapter{Introduction to the Latin Language}

\myminitoc
\label{8}
\section{Simple and Compound Words}
\label{9}

In Latin, words are either:
\begin{myitemize}
\item{}  {\bfseries  simple } (words that consist of only one part). For example:
\end{myitemize}


\begin{longtable}{|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|>{\RaggedRight}p{0.05982\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries eo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I go}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries fero}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I carry}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries do}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I give}\\ \hline 
\end{longtable}

\begin{myitemize}
\item{}  {\bfseries  compound } (words that consist of more than one part, for example, a root word combined with a prefix). For example:
\end{myitemize}


\begin{longtable}{|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|>{\RaggedRight}p{0.07093\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries abeo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I go away}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries transfero}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I carry across}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries reddo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I give back}\\ \hline 
\end{longtable}

\section{Word Parts}
\label{10}

Inflected words (i.e., words having ending-{} or spelling-{}changes according to their grammatical functions in the sentence) have a {\bfseries stem} and a {\bfseries root.} 

The Stem

The stem is the part of the word to which various suffixes are added. The final suffix determines either the role of the word in the sentence (for example, when a Roman slave wished to address his {\itshape dominus} (master), he used the vocative form {\itshape domine} -{}-{} equivalent to \symbol{34}O master\symbol{34} in English) or the person involved in the action (for example, \symbol{34}I dominate\symbol{34} may be expressed as \symbol{34}domin-{}or\symbol{34}, and \symbol{34}they dominate\symbol{34} as \symbol{34}domin-{}antur\symbol{34}). In these cases, {\itshape domin-{}} is the stem and {\itshape -{}us}, {\itshape -{}e}, {\itshape -{}or} and {\itshape -{}antur} are suffixes. The addition of such suffixes is called {\itshape inflection}. This is discussed further in the \mylref{303}{Summary}.

The Root

The root is the part of the word that carries the essential meaning. For example the stem of {\itshape agito} (I drive onward) is {\itshape agit-{}}, whose root is {\itshape ag} (do, drive), which is in common to words of similar meaning: {\itshape ago} (I do, drive), {\itshape agmen} (that which is driven, such as a flock), etc. Notice the essential difference between a root and a stem. To the root \symbol{34}ag\symbol{34} has been added a suffix \symbol{34}(i)to-{}\symbol{34} which denotes frequency of action (so \symbol{34}agit-{}\symbol{34} means to do or drive more than once, hence \symbol{34}agit-{}o\symbol{34}, I agitate, I keep (something) moving, I urge, I impel).

In contrast, English uses word order more than inflection to determine the function of a word within a sentence. English also uses words like pronouns (I, she, etc.) and prepositions (to, at, etc.) where Latin generally prefers inflexions. Thus \symbol{34}dom-{}i\symbol{34} (noun -{}-{} \symbol{34}at home\symbol{34}), \symbol{34}ag-{}unt\symbol{34} (verb -{}-{} \symbol{34}they do/drive\symbol{34}).

Primitives

Primitives occur when both the stem and the root are the same. For example, in the word {\itshape agere} (to do, drive) both the stem and the root are the same: \symbol{34}ag-{}\symbol{34}.

Derivatives

Derivatives occur when the root or stem is modified. For example, the stem {\itshape flamm-{}} from the noun {\itshape flamma} has the root \symbol{34}flag\symbol{34} (\symbol{34}blaze\symbol{34}), \symbol{34}nosco\symbol{34} (I know) from the verb \symbol{34}noscere\symbol{34} has the root \symbol{34}gno-{}\symbol{34} (\symbol{34}know\symbol{34}).

Suffixes

Latin attaches suffixes (\symbol{34}endings\symbol{34}) to stems to turn them into words (most stems and roots cannot be used in sentences without an ending). This inflection is essential to forming Latin sentences. The various suffixes and their translations will be learned in the later lessons.
\chapter{Types of Words used in Latin}

\myminitoc
\label{11}
\section{Nouns}
\label{12}

A noun (Latin: {\itshape nomen}) is \symbol{34}something perceived or conceived by the mind.\symbol{34}

There are two kinds of nouns: Substantives and Pronouns. 

1. Substantive ({\itshape nomen substantivum}) is a name simply denoting something perceived or conceived: {\itshape psittacus} -{} the parrot, {\itshape nix} -{} the snow, {\itshape virtus} -{} virtue.

2. Pronoun ({\itshape pronomen}) is a word used in place of a {\itshape substantivum}, usually when the {\itshape substantivum} is already known: {\itshape ea} -{} she, {\itshape ille} -{} that man

Nouns have changing endings on the stem (known as declension) and three incidents: number, gender and case. Number concerns whether the thing referred to is singular or plural (and the ending shows this); gender classifies a substantive as masculine, feminine or neuter (this determines how the endings of adjectives and pronouns behave) and case (where the ending must show how the noun fits in to the sentence). Adjectives and Pronouns must agree in all incidents when they refer to a substantive.
\section{Verbs}
\label{13}

Verbs ({\itshape verba}) express an action or a state of being, e.g., {\itshape ago} (I do), {\itshape dixit} (he said), {\itshape venis} (you come). \symbol{34}Conjugation\symbol{34} is the term for adding inflections to verb stems to indicate person (first, second or third), number (singular or plural), tense (present, future, imperfect, perfect, pluperfect or future perfect), voice (active or passive), and mood (indicative, subjunctive or imperative).

A verb can be either {\itshape finite} or {\itshape infinite}:

1. Finite verbs ({\itshape verba finita}) are inflected and have a subject, e.g., I run, you run, he runs, they drive, the computer is turned on.

2. The infinite verbs ({\itshape verba infinita}) are not inflected and have no subject, e.g. to run, to drive, to turn on, to have drawn. {\itshape Participles}, which are inflected as substantives rather than as verbs, may also be considered infinite, e.g., the {\itshape running} boy.
\section{Modifiers}
\label{14}

1. Adjectives ({\itshape adiectiva}) are used to describe nouns. They indicate a quality perceived or conceived as inherent in, or attributed to, something denoted. E.g., {\itshape vir magnus} (the great man), {\itshape puella pulchra} (the fair girl)

2. Adverbs ({\itshape adverbia}) are similar to adjectives, except that they are used to qualify verbs, adjectives or other adverbs, rather than nouns. In practice, they restrict the meaning of the verb or adjective by specifying how or how much. E.g., {\itshape curro celeriter} (I run quickly), {\itshape pugnat fortiter} (he fights bravely), \symbol{34}vere jucundus est\symbol{34} (he\textquotesingle{}s really nice\symbol{34}), \symbol{34}incredibile callida est\symbol{34} (she\textquotesingle{}s incredibly clever).
\section{Other}
\label{15}

Particles are uninflected words that provide extra meaning.

1. Prepositions ({\itshape praepositiones}) are little words which tell you how one thing (noun) is behaving in relation to another thing (\symbol{34}the duck was near the pond\symbol{34}, \symbol{34}she went towards the wood\symbol{34}). In Latin, the noun that follows a preposition takes a particular ending (called a \symbol{34}case\symbol{34}), depending on the nature of the relationship, or on the nature of the preposition itself. E.g., {\itshape ad} (by), {\itshape in} (in), {\itshape sub} (under). What all this means is that a preposition is a sort of adverb, telling you how something is done. For example, \symbol{34}you go\symbol{34} is a simple statement, but \symbol{34}you go in\symbol{34} suggests that you don\textquotesingle{}t just \symbol{34}go\symbol{34}, you go so as to enter something, and so you need a noun for the \symbol{34}something\symbol{34}. In English, we might say \symbol{34}you go into the house\symbol{34}. In Latin, this would be: \symbol{34}in domum inis\symbol{34}. Notice the form \symbol{34}in domum\symbol{34}, which means \symbol{34}into\symbol{34} the house -{}-{} you\textquotesingle{}re going into it, you\textquotesingle{}re not yet exactly inside it (the ending -{}um of \symbol{34}domum\symbol{34} is called \symbol{34}accusative\symbol{34}). When you are inside the house, what you do is \symbol{34}in\symbol{34} the house, which is \symbol{34}in domo\symbol{34} (the ending -{}o of \symbol{34}domo\symbol{34} is called \symbol{34}ablative\symbol{34}).


2. Conjunctions ({\itshape coniunctiones}) join together clauses and sentences. E.g., {\itshape et} (and), {\itshape atque} (as well as), {\itshape sed} (but).

3. Interjections ({\itshape interiectiones}) are exclamations used to express feeling or to gain attention. E.g., {\itshape o!} (oh!) {\itshape eheu!} (alas!) {\itshape ecce!} (behold!)
\section{Articles}
\label{16}
Latin has {\bfseries NO articles} (words for \textquotesingle{}the\textquotesingle{} and \textquotesingle{}a\textquotesingle{}).  When translating Latin into English, insert a \textquotesingle{}the\textquotesingle{} or \textquotesingle{}a\textquotesingle{} when appropriate.
\chapter{Summary}

\myminitoc
\label{17}


\begin{longtable}{>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}>{\RaggedRight}p{0.07093\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \begin{center}{\large }{\bfseries Parts of Speech}\end{center}&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Inflected} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Uninflected}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Substantives:} things perceived or conceived&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Adverbs:} describe adjectives, verbs, and other adverbs\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Adjectives:} indicate a quality perceived or conceived as inherent of something in the substantive&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Prepositions:} help nouns define their relations to other nouns\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Pronouns:} nouns used in place of substantives and adjectives&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Conjunctions:} Join clauses and sentences\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Verbs:} mark the beginning of an independent \myhref{http://en.wikipedia.org/wiki/clause}{clause}. The verb in Latin is inflected so that we know the subject (\symbol{34}I learn\symbol{34}), and its tense (to what general or specific time the clause relates to). We call the inflection of a verb {\bfseries conjugation}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Interjection:} exclamation 
\end{longtable}





\label{19}



{}


\section{Pronunciation}
\label{20}
Latin pronunciation has varied somewhat over the course of its long history, and there are some differences between Classical Latin, as spoken in the Roman Republic and Roman Empire, and Medieval or Ecclesiastical Latin, as spoken in the Middle ages and in the Catholic Church. This text focuses on the classical pronunciation.

\begin{longtable}{>{\RaggedRight}p{0.05511\linewidth}>{\RaggedRight}p{0.16454\linewidth}>{\RaggedRight}p{0.21130\linewidth}>{\RaggedRight}p{0.16454\linewidth}>{\RaggedRight}p{0.20361\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}a &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /a/, about, between ah and uh, ad is pronounced almost like \symbol{34}odd\symbol{34}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}e &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ɛ/, get or bed\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ɪ/, hit, pin, in\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Before vowel and not accented) /j/, Y as in yes\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}j &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Sometimes used in place of the letter I when making a /j/ sound, as above\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}o &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ɔ/, on, cot\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}u &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ʊ/, put, foot\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /aː/, father\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sounds like saying the letter \symbol{34}A\symbol{34}, /eː/, hay\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sounds like saying the letter \symbol{34}E\symbol{34}, /iː/, eat\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sounds like saying the letter \symbol{34}O\symbol{34}, /oː/, clover\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) sounds like saying the letter \symbol{34}I\symbol{34}, /aɪ/, aisle\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}au &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) /aʊ/, brown, how\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}oe &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) /ɔɪ/, oil, boy\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ou &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) oo\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ui &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) we\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}bs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (At the end of word) the B sounds a P\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}bt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (At the end of a word) the B sounds a P\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ch &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /kʰ/, pronounced separately as in archaic, not like in church\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}gn &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /nŋn/ han{\bfseries gn}ail, sin{\bfseries g n}ow\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ph &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} u{\bfseries p h}ill, never sounds an F in philosophy\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}th &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Pronounced separately as in po{\bfseries t h}ole, never like this or theater\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}c &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /k/, always hard as in cat\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}g &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /g/, always hard as in get, never soft like adage\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}r &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rolled like in the Spanish and Italian languages\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Always voiceless as in see, never voiced as in ease\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}v &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /w/, equivalent to an English W, never sounding an English V (sounds U as a consonant), some texts will write the \symbol{34}v\symbol{34} as a \symbol{34}u\symbol{34} when it serves as a vowel\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}x &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Equivalent to an English Ks as in box, never like exert\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}(y) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rarely exists in Latin except in words borrowed from Greek\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}(z) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rarely exists in Latin except in words borrowed from Greek 
\end{longtable}


Note that Latin, as written by the Romans, did not include macrons (the longmarks over long vowels) or the letters J and U. Macrons are used today as pronunciation guides and do not necessarily need to be written. The sound value of the letter U was filled by the letter V, which sounded either /w/ or /ʊ/ depending on context. Modern texts often preserve the V when it is making a /w/ sound and change it to a U when making a /ʊ/ sound. The letter J is sometimes used in modern times (this Wikibook not included) when the letter I is being used in diphthongs.
\section{Declension Tables}
\label{21}
The following tables will be both referenced and explained in all of the following sections, and hence are placed here.
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.16952\linewidth}|>{\RaggedRight}p{0.08007\linewidth}|>{\RaggedRight}p{0.09944\linewidth}|>{\RaggedRight}p{0.10840\linewidth}|>{\RaggedRight}p{0.09565\linewidth}|>{\RaggedRight}p{0.07298\linewidth}|>{\RaggedRight}p{0.09269\linewidth}|} \hline 
\multicolumn{6}{|>{\RaggedRight}p{0.79178\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Singular Nouns}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Declension (Gender)}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}1st (F) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}3rd (M/F/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5th (F)}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Nominative}\newline{}Subject &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēx &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēs}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Genitive}\newline{}Possessive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries is} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries ūs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēī}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Dative}\newline{}Indirect Object &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries uī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēī}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Accusative}\newline{}Object &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries am} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries em} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēm}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Ablative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ā} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ē}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Vocative}\newline{}Direct Address &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēx &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēs}\\ \hline 
\end{longtable}

\end{landscape}

Note that nouns in the 3rd declension nominative can have any ending, hence why none is given in bold.
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.18272\linewidth}|>{\RaggedRight}p{0.07994\linewidth}|>{\RaggedRight}p{0.10821\linewidth}|>{\RaggedRight}p{0.12259\linewidth}|>{\RaggedRight}p{0.10408\linewidth}|>{\RaggedRight}p{0.07942\linewidth}|>{\RaggedRight}p{0.04179\linewidth}|} \hline 
\multicolumn{6}{|>{\RaggedRight}p{0.85615\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Plural Nouns}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Declension (Gender) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st (F) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd (M/F/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5th (F)}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Nominative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries ēs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} corn{\bfseries ūs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēs}\\ \hline 
\end{longtable}

\end{landscape}
\section{Grammar Part 1: Nouns and Their Role in Sentences}
\label{22}
\myhref{http://en.wikipedia.org/wiki/Noun}{Noun}s in Latin are \myhref{http://en.wikipedia.org/wiki/Inflected\%20language}{inflected}, which means that endings (also known as \myhref{http://en.wikipedia.org/wiki/suffix}{suffix}es or {\itshape suffices}) are appended to the end of the \myhref{http://en.wikipedia.org/wiki/stem}{stem} to denote these things:
\begin{myenumerate}
\item{} Number (whether the noun is singular or plural)
\item{} \myhref{http://en.wikipedia.org/wiki/Declension}{Case} of the noun (role of the noun in the sentence)
\item{} \myhref{http://en.wikipedia.org/wiki/Grammatical\%20gender}{Gender} (the gender of the word -{} one of masculine, feminine, or neuter)
\end{myenumerate}


Most nouns in English can be modified to indicate number (cat versus cats), and many pronouns can be modified to indicate case (who versus whose) or gender (he versus she, his versus hers). Case is especially important in Latin as meaning cannot be determined by word order as it can be in English, but purely by word endings, or \symbol{34}inflection\symbol{34}. Indeed, the words in a Latin sentence can appear in almost any order with little change in meaning. Two sentences with the word orders \symbol{34}Sam ate the orange\symbol{34} and \symbol{34}The orange ate Sam\symbol{34} could potentially mean the same thing in Latin, though the spellings of \symbol{34}orange\symbol{34} and \symbol{34}Sam\symbol{34} would have to change slightly to denote which was the subject (the one eating) and which was the object (the one being eaten).

It is important to note here that although the genders of many words make sense (for example, \symbol{34}puella\symbol{34}, meaning a girl, is feminine) many are simply assigned and hold no real meaning. Luckily, as you will find, the gender can often be determined by the spelling of the word (words ending in \symbol{34}us\symbol{34} are almost always masculine, and words ending in \symbol{34}a\symbol{34} are almost always feminine). For many words, however, you will simply have to memorize their gender. 

\myhref{http://en.wikipedia.org/wiki/Adjective}{Adjective}s themselves must match the number, case, and gender of the noun (be it a substantive or a pronoun) they modify. If a noun is nominative singular feminine (see \mylref{310}{case table} below), then the adjective describing it must also be nominative singular feminine. If the noun is accusative plural masculine, then the adjective must be accusative plural masculine. This will be expanded on in the \mylref{312}{Adjectives} section below. The advantage of this system is that adjectives do not need to be adjacent to their respective nouns, as one would be able to tell which noun they modify by which noun they appear to agree with.
\subsection{Declension}
\label{23}
{\bfseries All substantives} are part of one of 5 categories, called {\bfseries declensions}. Each declension has a set of standard suffixes that indicate case and number. Usually gender is indicated by the suffix, although there are many exceptions. Therefore, you must memorize the gender of every substantive you learn.

By familiarizing yourself with the \mylref{307}{above tables}, you could deduce that originally the suffix indicating number, case, and gender was the same for every noun. However, as the language developed, nouns with a common stem formed declensions and sounds changed. Similar processes happen continually over time, even today.

The above tables allow you to familiarize yourself with the existence of each declension, though by no means are you expected to memorize it now. Nonetheless, you will have to memorize it as you are formally introduced to individual cases and declensions in future lessons. Because of its introductory purpose, it is considerably simplified and incomplete, and therefore should not be used as a reference in the future.

Adjectives are also classed into declensions:
\begin{myenumerate}
\item{} {\bfseries 1st/2nd declension adjectives}...
\begin{myenumerate}
\item{} ...Use 1st declension suffixes from the substantive declension table when describing feminine nouns.
\item{} ...Use 2nd declension masculine suffixes from the above table when describing masculine nouns.
\item{} ...Use 2nd declension neuter suffixes ({\itshape not} found in the above table) when describing neuter nouns.
\end{myenumerate}

\item{} {\bfseries 3rd declension adjectives} behave as \textquotesingle{}i\textquotesingle{} stem substantives unless specified. Masculine and Feminine suffixes (which are the same) will be used if describing masculine and feminine nouns, and Neuter suffixes will be used when describing neuter nouns.
\end{myenumerate}


Pronouns are not part of any declension, as they are all irregular, and simply have to be memorized.
\subsection{Case}
\label{24}
Cases (Latin: {\itshape casus}) determine the role of the noun in the sentence in relation to other parts of the sentence. 

There are six cases, Nominative, Vocative, Accusative, Genitive, Dative and Ablative. Vocative (Lesson 3) can be considered a sort of miniature case, generally not being accepted as a true one. Additionally, some nouns have a locative case, which will be covered later. As nominative and accusative are the most basic, these will be taught first (the rest will be covered in later lessons).

\begin{longtable}{>{\RaggedRight}p{0.12649\linewidth}>{\RaggedRight}p{0.12649\linewidth}>{\RaggedRight}p{0.12649\linewidth}>{\RaggedRight}p{0.12649\linewidth}>{\RaggedRight}p{0.12649\linewidth}>{\RaggedRight}p{0.12649\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.57862\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries The Use of the Cases}\newline{}(all words in bold are in the case specified in the first column)}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Case}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Role in sentence}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Example (Latin)}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Example (English)}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Subject (performs the verb)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Vir} lupum vult.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries The man} wants a wolf.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Description and possession&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lupus {\bfseries virī} est.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} It is the {\bfseries man\textquotesingle{}s} wolf/It is the wolf {\itshape of} the {\bfseries man}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Indirect object (receives the direct object)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lupō} dedit vir.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The man gave to {\bfseries the wolf}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Direct object (receives the action of the verb)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Vir {\bfseries lupum} videt.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The man sees {\bfseries the wolf}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Various (modify or limit nouns by ideas of where, when, how, etc.)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ā quō datum? {\bfseries Ā virō}.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} By whom given? {\bfseries By a man}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Vocative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Direct address (speaking to somebody directly)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Salvē, {\bfseries Brute}!&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Hello, {\bfseries Brutus}! 
\end{longtable}

\subsection{Gender}
\label{25}
{\bfseries All substantives}, including inanimate objects, have a particular gender (genera), which is either masculine, feminine, or neuter.

For example, Vir, \symbol{34}a man,\symbol{34} is masculine. Marītus, \symbol{34}a husband,\symbol{34} is also masculine. Puella, \symbol{34}a girl,\symbol{34} is feminine. Māter, \symbol{34}a mother,\symbol{34} is feminine. Even inanimate objects are assigned gender, including all the moons, stars, trees, tools, and so forth. Logic will give you little help in determining what the genders of inanimate objects are, and with many nouns memorization is required. Luckily, for many nouns, the spelling of the word indicates the gender.

Certain rules may be utilized to determine the gender of an inanimate substantive. Declension is a good indication of gender, especially for 1st and 2nd declension substantives. 1st declension substantives (substantives with an -{}a suffix) are usually feminine and second declension nouns (substantives with an -{}us suffix) are usually masculine or neuter. There are a few exceptions, and they will have to be learned. 3rd declension nouns can be either masculine, feminine or neuter (thus the gender will often have to be memorized). 4th declension nouns are usually masculine, sometimes neuter while 5th declension nouns are usually feminine.

1st/2nd declension adjectives alternate the set of endings depending on the gender of noun it describes (see above: Agreement of the Gender of Nouns and the Adjective). If the adjective describes a feminine noun, the adjective must use 1st declension endings, if the adjective describes a masculine noun, the adjective must use 2nd declension masculine endings, if the adjective describes a neuter noun the adjective must use 2nd declension neuter endings.

3rd declension adjectives use the same set of endings for masculine and feminine nouns. However, a slightly different set of endings are used when describing neuter nouns.
\section{Adjectives}
\label{26}
As stated above, adjectives must match the gender, number, and case of the noun (be the noun a substantive, or a pronoun) they modify. However, there are many occasions where logic cannot be used to determine the gender of inanimate objects, as genders are assigned arbitrarily when the noun has no literal gender. Furthermore, the declension of the noun, often determined by the spelling, can in turn be used to determine the gender, especially for the 1st and 2nd. However, this is never the case for the third declension, as the declension itself is not primarily assigned to any gender and the spelling of the nominative (\symbol{34}default\symbol{34}) stem is random, leaving you with no hints.

A noun and its adjective must also be in the same case. Otherwise, it is impossible to tell which nouns pair up to their respective adjectives in a sentence, as the words in a Latin sentence can appear in any order. See the examples below.

\begin{longtable}{>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.17705\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice how \symbol{34}magna\symbol{34} changes to \symbol{34}magnae\symbol{34} to agree with the pluralized \symbol{34}puellae\symbol{34}.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puella (nominative sing., fem.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Girl\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puella magna&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big girl\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puellae (nominative {\bfseries pl.}, fem.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Girls\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puellae magnae&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big girls 
\end{longtable}


\begin{longtable}{>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.21433\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice how \symbol{34}magna\symbol{34} becomes \symbol{34}magnus\symbol{34} to agree with the masculine word \symbol{34}servus\symbol{34}. Also notice that \symbol{34}magnus\symbol{34} changes to \symbol{34}magnum\symbol{34} to agree with the noun it\textquotesingle{}s describing in case, though do not concern yourself with the difference between cases for the time being.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servus (nominative sing, mas.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Slave\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servus magnus&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big slave\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servum ({\bfseries accusative} sing, mas.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Slave\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servum magnum&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big slave 
\end{longtable}


\begin{longtable}{>{\RaggedRight}p{0.63231\linewidth}>{\RaggedRight}p{0.28733\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice that \symbol{34}magna\symbol{34} is feminine because \symbol{34}arbor\symbol{34} is feminine, despite that it does not end in \symbol{34}a\symbol{34} like \symbol{34}puella\symbol{34}. The word \symbol{34}arbor\symbol{34} is one of the situations where you will simply have to memorize the gender.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Arbor (nominative sing, fem.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Tree\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Arbor magna&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big tree 
\end{longtable}

\section{Recapitulation}
\label{27}
\begin{myitemize}
\item{} Declensions are used to categorize nouns in groups. There are 5 declensions total.
\item{} Each of the five declensions has a distinct set of endings which are appended to nouns of that declension.
\item{} The endings indicate the case and number when appended to the stem of a noun.
\item{} A substantive may use only the endings of the declension of which it is a part.
\item{} Each substantive has a predefined gender which almost never changes and is separate from the suffix.
\item{} Adjectives are a part of the 1st/2nd declension and 3rd declension.
\item{} Adjectives use the gender of the noun that they modify.
\end{myitemize}


{\bfseries Therefore:}
\begin{myitemize}
\item{} An adjective of the 1st/2nd declension uses 1st declension endings when describing a feminine noun, a 2nd declension masculine ending when describing masculine noun, and 2nd declension neuter when describing a neuter noun.
\item{} An adjective of the 3rd declension uses the same set of endings when describing masculine and feminine nouns and another set of endings when describing neuter nouns. (Actually, there are 3-{}termination, 2-{}termination, and 1-{}termination 3rd declension adjectives. If the adjective is 3-{}termination, e.g., acer (f. sing.), acris (m. sing.), acer (n. sing.), acres (f. pl.), acres (m. pl.), or acria (n. pl.), then use the appropriate ending; if the adjective is 2-{}termination, then one termination will be masculine/feminine and the other neuter; if the adjective is 1-{}termination, the common form is used.)
\end{myitemize}


Before you proceed to the next lesson, complete the exercises below so you will be able to apply this knowledge to Latin.
\section{Exercises}
\label{28}


UNKNOWN TEMPLATE  
Latin/Exercise

{Questions}{
\begin{myenumerate}
\item{} What are the three genders?
\item{} What is the number (singular/plural) of the following English words:
\begin{myenumerate}
\item{} cow
\item{} dogs
\item{} genders
\item{} adjective
\item{} children
\item{} slice
\item{} mice
\item{} geese
\end{myenumerate}

\item{} Describe the relationship between an adjective and the noun which it modifies.
\item{} How many declensions are there?
\item{} Determine the declension of each Latin word:
\begin{myitemize}
\item{} puella ({\itshape girl})
\item{} ianua ({\itshape door})
\item{} amicus ({\itshape friend})
\item{} ludus ({\itshape game})
\item{} casa ({\itshape house})
\item{} rex ({\itshape king})
\end{myitemize}

\item{} What gender are 1st declension substantives mostly?
\item{} What genders are 2nd declension substantives mostly?
\item{} What grammatical features of a word that can be determined by looking at its ending?
\end{myenumerate}

}{
\begin{myenumerate}
\item{} Masculine, Feminine, and Neuter
\item{} What is the number (singular/plural) of the following English words:
\begin{myenumerate}
\item{} S
\item{} P
\item{} P
\item{} S
\item{} P
\item{} S
\item{} P
\item{} P
\end{myenumerate}

\item{} The adjective takes on the case and gender (but not always the declension) of the noun it describes
\item{} Five
\item{} Determine the declension of each Latin word:
\begin{myenumerate}
\item{} 1st
\item{} 1st
\item{} 2nd
\item{} 2nd
\item{} 1st
\item{} 3rd
\end{myenumerate}

\item{} Feminine
\item{} Masculine
\item{} It varies slightly from word-{}to-{}word; Declension/Case, Number, and sometimes Gender.

\end{myenumerate}
}
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\section{The Nominative Case}
\label{31}

The nominative case refers to the subject of the sentence. It is also one of the three cases of modern English. Every sentence must have a subject. For example:

\begin{myblockquote}
\item{}Caesar is emperor of Rome.
\end{myblockquote}

Caesar is the subject of this sentence therefore Caesar is given in the nominative case.

\begin{myblockquote}
\item{}Ceasar\textquotesingle{}s army entered Rome
\end{myblockquote}

Above is the genitive case which shows possession; the army was Caesar\textquotesingle{}s army. We have changed the case of the word \symbol{34}Caesar\symbol{34} by altering its end. The nominative case has been changed to the genitive case by the addition of an apostrophe and the letter \symbol{34}s\symbol{34}.  

Latin cases are formed in the same way. The first step is to learn some words in their nominative case so as to become familiar with their endings which will later be changed to form the other cases. 

\section{Notes on Vocabulary}
\label{32}
\begin{longtable}{|>{\RaggedRight}p{0.10268\linewidth}|>{\RaggedRight}p{0.10268\linewidth}|>{\RaggedRight}p{0.10268\linewidth}|>{\RaggedRight}p{0.10268\linewidth}|>{\RaggedRight}p{0.10268\linewidth}|>{\RaggedRight}p{0.10268\linewidth}|>{\RaggedRight}p{0.10268\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.21433\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries magn-{}us -{}a -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries big}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bon-{}us -{}a -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries mal-{}us -{}a -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bad}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries puell-{}a -{}ae} (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries girl}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries puer} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries boy}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries māter} (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries mother}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries domin-{}a} (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries mistress}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries domin-{}us} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries master}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries lūd-{}us} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries school}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries triclīni-{}um} (n.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries dining room}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries templ-{}um} (n.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries temple}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} esse\newline{}(ego) sum\newline{}(tū) es\newline{}{\bfseries est}\newline{}(nōs) sumus\newline{}(vōs) estis\newline{}sunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to be\newline{}I am\newline{}you (singular) are\newline{}{\bfseries (he/she/it) is}*\newline{}we are\newline{}you (plural) are\newline{}{\bfseries (they) are}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ambula-{}t}, {\bfseries ambula-{}nt}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries (he/she/it is) walking, (they are) walking}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries curri-{}t}, {\bfseries curru-{}nt}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries (he/she/it is) running, (they are) running}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries nōn}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} An adverb placed before a verb meaning \textquotesingle{}not\textquotesingle{} thus negating the verb.\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.21433\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Some second declension masculine end in {\itshape -{}r} instead of {\itshape -{}us} in the nominative case — boy is {\itshape puer}, not {\itshape puer-{}us}. Of the nouns discussed on this page, this rule only applies to {\itshape puer}.}\\ \hline 
\end{longtable}


Of the \symbol{34}to be\symbol{34} verbs listed in the table, only {\bfseries est} and {\bfseries sunt} will be covered in this lesson. The table simply allows you to familiarize yourself with them, as verbs will be covered more in future lessons.

The nominative case is used for the subject of the sentence (or any noun that is the equivalent of the subject). 

In this chapter, the following conventions will be used for nouns:
\begin{myitemize}
\item{} {\itshape m.} = masculine
\item{} {\itshape f.} = feminine
\item{} {\itshape n.} = neuter
\end{myitemize}


\begin{myitemize}
\item{} First and second declension substantives are given with at least the nominative case. (We will add the genitive singular as time permits. It is not strictly necessary, but you should get in the habit now of declining nouns based on the genitive stem and not the nominative. This chapter is therefore slightly misleading in this regard.)
\item{} Third, fourth, and fifth declension substantives are given with the nominative and genitive singular.
\end{myitemize}





{}


\section{Overview of Adjectives}
\label{33}
An adjective is simply any word that describes a noun, such as an object or subject in a sentence. Of course, whole phrases may be used to describe nouns, but adjectives are individual words. For example:
\begin{longtable}{>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}>{\RaggedRight}p{0.10268\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}\\ \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The {\bfseries good} {\itshape boy} walks.&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape Puer} {\bfseries bonus} ambulat. 
\end{longtable}


An adjective can also be used in a sentence opposite a form of \symbol{34}to be.\symbol{34} The \symbol{34}to be\symbol{34} verb simply serves as a linking verb, as \symbol{34}the good boy\symbol{34} is an incomplete sentence, but \symbol{34}the boy is good\symbol{34} is a complete sentence.
\begin{longtable}{>{\RaggedRight}p{0.16106\linewidth}>{\RaggedRight}p{0.16106\linewidth}>{\RaggedRight}p{0.16106\linewidth}>{\RaggedRight}p{0.15488\linewidth}>{\RaggedRight}p{0.16106\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}\\ \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The boy {\itshape is} {\bfseries good}.&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puer {\bfseries bonus} {\itshape est}. 
\end{longtable}


As shown above, the same is true in Latin.
\section{Adjectives in Latin}
\label{34}
Like nouns, adjectives in Latin are declined. The vast majority take either the first and second declension ({\itshape antiquus -{}a -{}um}) or the third declension ({\itshape ferox, ferocis}). All such adjectives must agree with the nouns they describe in gender, number, and case, {\bfseries but not necessarily declension}.

\begin{myitemize}
\item{} First and second declension adjectives have three distinct genders. Feminine adjectives require the first declension, masculine the second, and neuter the second. First/second declension adjectives use all three gender suffixes: -{}us, -{}a, -{}um (masculine, feminine, and neuter, respectively). This is because description is not limited to a single gender. For example, being good is not a quality limited to a single gender. Boys can be good, girls can be good, and things can be good. So, since all three genders must apply, we don\textquotesingle{}t label adjectives as particularly {\itshape m.}, {\itshape f.}, or {\itshape n.}.
\item{} Third declension adjectives are given with the nominative and genitive singular. {\bfseries This, however, is only true for third declension adjectives of one termination, so again this chapter is misleading in this regard.} Most third declension adjectives do not have separate masculine and feminine forms. (Neuter adjectives follow the third declension neuter pattern.)
\end{myitemize}


These words will look like the adjective {\bfseries antiquus} (old, ancient):
\begin{myquote}
\item{} {\itshape antiquus} (masculine), {\itshape antiqua} (feminine), {\itshape antiquum} (neuter). 
\end{myquote}


Third declension adjectives typically look more like {\bfseries ferox}, {\bfseries ferocis} (wild, bold). This is because the third declension has no stem assigned to the nominative singular and is a \symbol{34}wild card\symbol{34} in that regard.

Adjectives \uline{often} come {\bfseries after the word they describe}. (But since word order is not central to the meaning of a Latin sentence, the adjective \uline{may appear anywhere} within the sentence. In poetry, for example, several words often separate an adjective from the noun it modifies.)

For example:
{\bfseries Nota bene:} In the following examples the {\itshape -{}us} ending stands for the {\bfseries masculine (m.)} gender, 
the {\itshape -{}a} for the {\bfseries feminine (f.)} gender, and the {\itshape -{}um} stands for the {\bfseries neuter (n.)} gender. 
So {\bfseries magnus} is masculine, {\bfseries magna} is feminine and {\bfseries magnum} is neuter. 

\begin{longtable}{>{\RaggedRight}p{0.17305\linewidth}>{\RaggedRight}p{0.17305\linewidth}>{\RaggedRight}p{0.15840\linewidth}>{\RaggedRight}p{0.14773\linewidth}>{\RaggedRight}p{0.14687\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puella bona est.&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The girl is good.\\ \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dominus bonus est.&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The master is good.\\ \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Templum magnum est.&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The temple is big. 
\end{longtable}


{\itshape Bona} is an adjective describing a feminine substantive, such as {\itshape puella}.$\text{ }$\newline{}

{\itshape Bonus} is an adjective describing a masculine substantive, such as {\itshape dominus}.
\section{Grammar: Pluralizing Nominatives}
\label{35}
\begin{longtable}{|>{\RaggedRight}p{0.11856\linewidth}|>{\RaggedRight}p{0.19057\linewidth}|>{\RaggedRight}p{0.19057\linewidth}|>{\RaggedRight}p{0.19057\linewidth}|>{\RaggedRight}p{0.10884\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} First declension feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Second declension masculine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Second declension neuter}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell-{}{\bfseries a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} lūd-{}{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} triclīni-{}{\bfseries um}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell-{}{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} lūd-{}{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} triclīni-{}{\bfseries a}\\ \hline 
\end{longtable}


To pluralize most first and second declension nouns, replace the singular suffix with the equivalent plural suffix. All adjectives that describe the noun must be pluralized as well because adjectives must agree in case, number, and gender (but not necessarily declension). With the adjectives given, use first declension with feminine nouns and second declension with masculine nouns. In English we use the same nominative plural endings for words we have borrowed from Latin, so it may be helpful to remember we say one vertebr-{}a but two vertebr-{}ae, one radi-{}us but two radi-{}ī, and one medium but multi-{}medi-{}a.
\section{Basic verbs}
\label{36}
Verbs in Latin work quite differently than those in English. Study the following table, then view the examples below, though keep in mind that you only need to fully understand the difference between numbers for the time being.

\begin{longtable}{|>{\RaggedRight}p{0.10586\linewidth}|>{\RaggedRight}p{0.38680\linewidth}|>{\RaggedRight}p{0.38680\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} English }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Number &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Only pluralize the noun that is being pluralized, not the adjectives that describe it or the verb that it is performing. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} All three are pluralized. In this context, singular verbs end in \symbol{34}-{}t\symbol{34} (es{\bfseries t}, ambula{\bfseries t}), and plural verbs end in \symbol{34}-{}nt\symbol{34} (su{\bfseries nt}, ambula{\bfseries nt}).\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Tense &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The ending is sometimes changed, though the words surrounding the verb can also be used to denote tense. Consider these examples: \symbol{34}he will walk, he is walking, he walks, he walked\symbol{34}. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The stem is used to denote the tense, though this will be covered in a future lesson. In this lesson, only the present tense is being taught.\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Person &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The subject of the sentence is used to determine the person. If I am the subject of the sentence, then the sentence is in the first person. If you are the subject, then the second person, and so forth with the third. In this lesson, only the third person is being taught, which refers to anyone other than the speaker or the listener. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The stem also denotes the person, though as previously stated, only third person is being taught in this lesson.\\ \hline 
\end{longtable}

\subsection{Examples}
\label{37}
\begin{longtable}{>{\RaggedRight}p{0.43419\linewidth}>{\RaggedRight}p{0.48545\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice how \symbol{34}magnum\symbol{34} changes to \symbol{34}magna\symbol{34} to agree with the pluralized \symbol{34}triclīnia\symbol{34}.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}puell-{}a bon-{}a es-{}t.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The girl is good.\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape And to pluralize:}}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}puell-{}ae bon-{}ae su-{}nt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The girls are good.\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Note that verbs do not have gender, in that they do not change to the gender of the word that they are describing.}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puer bon-{}us ambula-{}t.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The good boy is walking.\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape And to pluralize:}}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puer-{}ī bon-{}ī ambula-{}nt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The good boys are walking.\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} You will notice that neither the linking verbs \symbol{34}est\symbol{34} nor \symbol{34}sunt\symbol{34} appear in the previous two sentences. The meaning of the linking verbs are assumed in Latin sentences, as their respective meanings already exist in the verb stems.}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}triclīni-{}um magn-{}um es-{}t&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The dining room is large.\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape And to pluralize:}}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}triclīni-{}a magn-{}a su-{}nt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The dining rooms are large. 
\end{longtable}

\section{Further Examples}
\label{38}\subsection{Example 1}
\label{39}
\begin{longtable}{>{\RaggedRight}p{0.49546\linewidth}>{\RaggedRight}p{0.42418\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} templum magnum est&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The temple is big. 
\end{longtable}

{\bfseries
\begin{mydescription}Notes
\end{mydescription}
}

\begin{myitemize}
\item{} The adjective {\itshape magnus -{}a -{}um} must agree with {\itshape templum} in gender, number, and case, so the correct form is {\itshape magnum} (neuter nominative singular).
\item{} Something like {\itshape templum magnus est} is {\bfseries incorrect} because {\itshape magn-{}us} does not agree with {\itshape templ-{}um}. To a Latin speaker, this would sound like nonsense.
\end{myitemize}

\subsection{Example 2}
\label{40}
\begin{longtable}{>{\RaggedRight}p{0.49169\linewidth}>{\RaggedRight}p{0.42796\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puella magna est.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl is big. 
\end{longtable}


{\bfseries Notes:} In the same way, the adjective {\itshape magnus -{}a -{}um} must agree with {\itshape puella} in gender, number, and case, so the correct form is {\itshape magna} (feminine nominative singular, a-{}declinatio).
\subsection{Example 3}
\label{41}
\begin{longtable}{>{\RaggedRight}p{0.37431\linewidth}>{\RaggedRight}p{0.54533\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puer currit.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The boy is running.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puerī currunt.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The boys are running 
\end{longtable}


{\bfseries Notes:} You may notice that, when pluralized, \symbol{34}curr{\bfseries i}t\symbol{34} becomes \symbol{34}curr{\bfseries u}nt\symbol{34}. The original spelling was probably \symbol{34}currint\symbol{34}, but changed to \symbol{34}currunt\symbol{34} over time to make it easier to say. This is true of any pluralized verbs that would otherwise be ending in \symbol{34}-{}int\symbol{34}. 
\subsection{Example 4}
\label{42}
\begin{longtable}{>{\RaggedRight}p{0.40930\linewidth}>{\RaggedRight}p{0.51034\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} lūdī magnī sunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The schools are big. 
\end{longtable}


{\bfseries Notes:} The adjective {\itshape magnus -{}a -{}um} in this case must agree with {\itshape lūdī} in gender, number, and case, so the correct form is {\itshape magnī} (masculine nominative plural).
\section{Third Declension Nouns and Adjectives}
\label{43}
Third declension nouns and adjectives follow a different pattern. The nominative singular stem is not defined, and as such, any letter (or letters) can serve as a third declension stem. For example, {\itshape Māter} (mother) is a third declension noun in the nominative case. When pluralized, it becomes {\itshape Mātrēs}. \symbol{34}-{}ēs\symbol{34} is attached to the end of a third declension noun to pluralize it, as opposed to changing the ending completely, because there is no uniform way to do so given the third declension\textquotesingle{}s random nature.

You may have also noticed that that the \symbol{34}e\symbol{34} in \symbol{34}Māter\symbol{34} was dropped when pluralized. This often happens when a stem is attached to a third declension noun of similar spelling (example, \symbol{34}Pater\symbol{34} (father) becomes \symbol{34}Patrēs\symbol{34})

Examples:
\begin{longtable}{>{\RaggedRight}p{0.41593\linewidth}>{\RaggedRight}p{0.50371\linewidth}} 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} māter bona est&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The mother is good.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mātrēs bonae sunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The mothers are good.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pater magnus est&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The father is large.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} patrēs magnī sunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The fathers are large.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amīcus fortis est&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The friend is strong.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amīcī fortēs sunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The friends are strong 
\end{longtable}


Third declension nouns are listed with the nominative case and the genitive case to provide the main stem, which will be covered in a few lessons. All other nouns are also listed with the genitive for standardization, but often just the genitive ending is given. For example:
\begin{longtable}{|>{\RaggedRight}p{0.58937\linewidth}|>{\RaggedRight}p{0.33027\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries pater, patris}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries father}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries oratio, orationis}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries speech}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries uxor, uxoris}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wife}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries canis, canis}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries dog}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries proelium, -{}ī}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries battle}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries oculus, -{}ī}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries eye}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries amīcus, -{}ī}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries friend}\\ \hline 
\end{longtable}


All other types of nouns are also generally listed with the genitive

Adjectives with a nominative ending in -{}is and the same stem in the nominative and in the other cases (eg. fortis) end in -{}e in the neuter and -{}ia in the neuter plural.

For example:
\begin{myitemize}
\item{} dies difficilis = the difficult day
\item{} proelium difficile = the difficult battle
\item{} proelia difficilia = the difficult battles
\end{myitemize}

\section{Exercises}
\label{44}


UNKNOWN TEMPLATE  
Latin/Exercise

{Translation}{
\begin{myenumerate}
\item{} Translate the following Latin words into English.
\begin{myenumerate}
\item{} dominus bonus 
\item{} ludus malus 
\item{} puella magna
\item{} triclinium est magnum 
\end{myenumerate}

\item{} Translate into Latin.
\begin{myenumerate}
\item{} the good boy
\item{} the large master
\item{} The temple is large.
\item{} The master is bad.
\end{myenumerate}

\end{myenumerate}

}{
\begin{myenumerate}
\item{} Translate the following Latin words into English.
\begin{myenumerate}
\item{} The good master
\item{} The bad school
\item{} The big girl
\item{} The dining room is large
\end{myenumerate}

\item{} Translate into Latin.
\begin{myenumerate}
\item{} Puer bonus
\item{} dominus magnus
\item{} templum est magnum
\item{} dominus malus est

\end{myenumerate}

\end{myenumerate}
}



\chapter{Present indicative active construct}  





\label{45}



{}


\chapter{Grammatical Introduction to Verbs}

\myminitoc
\label{46}

This introductory section may be a bit overwhelming, but is an overall look at verbs. The majority of this section will be covered in later chapters. Nevertheless, looking over this chapter may help you to familiarize yourself with verbs. 

Verbs are parts of speech which denote action. There are two main forms of verbs in Latin:

• Principal Verbs (the main verb which is found in every sentence. e.g.,: vir ambulat = the man is walking)

• Adjectival Verbs (also known as participles, gerunds and gerundives which describe the state of the described noun. e.g.,: vir ambulans = the walking man. The verb behaves as an adjective)

Every sentence must have a verb. In a sense, the principal verb is the sentence and all the nouns, adverbs and participles are only describing the scenario of the verb. Thus in Latin this constitutes a sentence:
\\

\TemplateSpaceIndent{$\text{ }${}est.}


If you want to explain \textquotesingle{}who\textquotesingle{} is or exists, you add a nominative substantive:
\\

\TemplateSpaceIndent{$\text{ }${}Cornēlia est.}


We now know Cornelia \textquotesingle{}is\textquotesingle{}. But what is she? So we add an adjective.
\\

\TemplateSpaceIndent{$\text{ }${}Cornēlia est bona.}


Now we can see that Cornelia is good, but to elaborate further we can add an adverb:
\\

\TemplateSpaceIndent{$\text{ }${}Cornēlia vix est bona.}


Now we know that Cornelia is \textquotesingle{}hardly\textquotesingle{} ({\itshape \myhref{http://en.wiktionary.org/wiki/vix\%23Latin}{vix}}: hardly, scarcely, barely) good.

Thus, in English, the shortest Latin sentence is:

You are.

in Latin:
\\

\TemplateSpaceIndent{$\text{ }${}es}

\section{Examples}
\label{47}

These two examples will demonstrate the difference between an adjectival verb and a principal verb.

\begin{longtable}{>{\RaggedRight}p{0.95982\linewidth}} 
\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The {\bfseries resurrected} Jesus {\bfseries appeared} to his disciples.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} \textquotesingle{}resurrected\textquotesingle{} is a {\itshape perfect participle} (Adjectival) describing Jesus, while \textquotesingle{}appeared\textquotesingle{} is the {\itshape principal verb} in the sentence.\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The {\bfseries shocked} disciples {\bfseries see} Jesus.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} \textquotesingle{}shocked\textquotesingle{} is a {\itshape perfect participle} (Adjectival) describing the disciples, while \textquotesingle{}see\textquotesingle{} is the {\itshape principal verb} in the sentence. 
\end{longtable}

\subsection{Exercises}
\label{48}


UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
\begin{myenumerate}
\item{} What is the difference between a principal and adjectival verb?
\item{} What constitutes a sentence?
\item{} Write a sentence in English, and Latin.
\item{} Conjugate the verb \textquotesingle{}to be\textquotesingle{} in the present tense in English and Latin (I am, You are, He is etc.)
\end{myenumerate}

}{
\begin{myenumerate}
\item{} Principal verbs are main verb which is found in every sentence.   Adjectival Verbs are participles, gerunds and gerundives which describe the state of the described noun.
\item{} a verb
\item{} Egō Sum, I am
\item{} Sum, es, est, sumus, estis, sunt
  

\end{myenumerate}
}


\section{Personal Endings}
\label{49}

Verbs in Latin are inflected to reflect the person who performs the action. English does the same to some extent in the verb to be:


\begin{longtable}{>{\RaggedRight}p{0.34433\linewidth}>{\RaggedRight}p{0.57531\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} I am\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} You are\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} est &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (He/she/it) is\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sumus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} We are\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} estis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} You (all) are\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} They are 
\end{longtable}


Latin, however, inflects all verbs, and is much more extensive than English, allowing writers and speakers of Latin to often drop the personal pronoun (as mentioned last lesson), as the performer of the action is understood by the formation of the verb. The Personal pronoun is only usually added for emphasis. In a way, the ending on Latin verbs are a type of pronoun.
\subsection{Exercises}
\label{50}



UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
\begin{myenumerate}
\item{}  What do the personal pronouns indicate?
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Personal pronouns (ego, tu, nos, vos, etc.) add emphasis. They are usually omitted (left out) because they are understood.
\begin{myquote}
\item{}  Example: {\itshape {$\text{[}$}Ego{$\text{]}$} amō \myhref{http://en.wiktionary.org/wiki/pater\%23Latin}{patrem} meum et \myhref{http://en.wiktionary.org/wiki/mater\%23Latin}{matrem} meam.} 
\item{}  I love my mother and my father. (you don\textquotesingle{}t have to write {\itshape ego}, it is understood)

\end{myquote}

\end{myenumerate}
}


\section{Moods}
\label{51}

There are several moods. Each has its own uses to convey certain ideas.  The most commons moods are:

• Indicative
• Subjunctive or Conjunctive
• Imperative

The two moods we will first learn are the imperative (commands and orders) and the indicative (declarative statements and factual questions).
\subsection{Exercises}
\label{52}



UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
\begin{myenumerate}
\item{}  List the most common moods.
\item{}  What two moods are we going to learn about in this lesson, and what do they let us construct?
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Indicative, subjunctive (or conjunctive) and imperative.
\item{}  The moods we are going to learn about first are:
\begin{myquote}
\item{}  {\bfseries Imperative}: Which we use when we make orders.
\begin{myquote}
\item{}  {\itshape Go} away. {\itshape Fetch} me the keys. {\itshape Do} not order me around!
\end{myquote}

\item{}  {\bfseries Indicative}: Statements which are declarative, and questions concerning facts.
\begin{myquote}
\item{}  John {\itshape plays} football.

\end{myquote}

\end{myquote}

\end{myenumerate}
}


\section{Voice}
\label{53}

There are two constructions verbs can have regarding voice.

Verbs can have either an active or passive voice.

E.g.  \textquotesingle{}I smash the car.\textquotesingle{} \textquotesingle{}smash\textquotesingle{} is an active verb construct.

The passive is used when the nominative is affected by the verb. 

E.g. \textquotesingle{}The car is smashed by me.\textquotesingle{} \textquotesingle{}is smashed\textquotesingle{} is a passive construct.
\subsection{Exercises}
\label{54}



UNKNOWN TEMPLATE  
Latin/Exercise

{Translate}{
\begin{myenumerate}
\item{}  What is \textquotesingle{}voice\textquotesingle{}?
\item{}  What is active voice?
\item{}  What is passive voice?
\item{}  Construct a sentence in English using each of these voices.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Voice is how a verb is constructed.
\item{}  When the subject affects the verb
\item{}  When the nominative is affected by the verb
\item{} Ex.-{} I carried, I am being carried.

\end{myenumerate}
}


\section{Tense}
\label{55}

Tense in Latin comprises two parts: TIME and ASPECT.  Time reflects when the action is occurring or did occur: past, present, or future.  Aspect refers to the nature of the action: simple, completed, or repeated.  The \symbol{34}completed\symbol{34} aspect is generally termed \symbol{34}perfective\symbol{34} and repeated aspect \symbol{34}imperfective.\symbol{34}  

Theoretically, a verb could have nine tenses (combinations of time and aspect).  However, Latin only has six, since some possible combinations are expressed by the same verb forms.  Latin tenses do not correspond exactly to English ones.

Below is a rough guide to tense in Latin.

\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.08670\linewidth}>{\RaggedRight}p{0.14376\linewidth}>{\RaggedRight}p{0.22180\linewidth}>{\RaggedRight}p{0.14376\linewidth}>{\RaggedRight}p{0.14376\linewidth}>{\RaggedRight}p{0.01915\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\multicolumn{5}{>{\RaggedRight}p{0.80742\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Time}\\ \multirow{4}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} A\newline{}S\newline{}P\newline{}E\newline{}C\newline{}T}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Present &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Future &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Past&\\ \multicolumn{1}{c}{}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Simple{\itshape Present Tense}\newline{}\symbol{34}I walk\symbol{34}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Future Tense}\newline{}\symbol{34}I will walk\symbol{34}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Perfect Tense}\newline{}\symbol{34}I walked\symbol{34}&&\\ \multicolumn{1}{c}{}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Imperfective&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Present Tense}\newline{}\symbol{34}I am walking\symbol{34}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Future Tense}\newline{}\symbol{34}I will be walking\symbol{34}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Imperfect Tense}\newline{}\symbol{34}I was walking\symbol{34}&\\ \multicolumn{1}{c}{}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Perfective&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Perfect Tense}\newline{}\symbol{34}I have walked\symbol{34}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Future Perfect Tense}\newline{}\symbol{34}I will have walked\symbol{34}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Pluperfect Tense}\newline{}\symbol{34}I had walked\symbol{34}& 
\end{longtable}

\end{landscape}

As is evident, some Latin tenses do \symbol{34}double duty.\symbol{34}  The Latin Present and Future Tenses can either express simple or progressive aspect.  Particularly difficult to grasp is the Latin Perfect tense, which can either express an action completed from the point of view of the present (\symbol{34}I have just now finished walking\symbol{34}), or a simple action in past time (its \symbol{34}aorist\symbol{34} sense, from the old Indo European aorist tense, which Latin lost but is still present in Greek).
\subsection{Exercises}
\label{56}


UNKNOWN TEMPLATE  
Latin/Exercise

{Translate}{
\begin{myenumerate}
\item{} Copy out the above table.
\item{} Study the table.
\end{myenumerate}

}{
Vide (see) the table above.
}


\section{Infinitive}
\label{57}

The infinitive (impersonal) is the form of the verb which simply means \textquotesingle{}to (verb)\textquotesingle{} e.g. \textquotesingle{}to do\textquotesingle{}, or \textquotesingle{}to be\textquotesingle{}, or \textquotesingle{}to love\textquotesingle{}, or \textquotesingle{}to hate\textquotesingle{} etc. All forms which are not in the infinitive are in the finite (personalised) form.

The infinitive has a -{}re at the end of the stem of the verb. The infinitive of \textquotesingle{}to be\textquotesingle{} is an exception and is \textquotesingle{}esse\textquotesingle{}.

Dēbeō currere nunc = I ought to run now.

Esse, aut nōn esse = To be, or not to be?
\subsection{Excercises}
\label{58}

Answer these two question about the {\bfseries infinitive} and {\bfseries finite}.



UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
\begin{myenumerate}
\item{}  What is the {\bfseries infinitive}? Give an example.
\item{}  What is the {\bfseries finite}? Give an example.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  The {\bfseries infinitive} is the verb-{}form that simply mean \symbol{34}to (verb)\symbol{34}.
\begin{myquote}
\item{}  To {\itshape sing}, to {\itshape dance}, to {\itshape drink}, to {\itshape love}.
\end{myquote}

\item{}  Every verb which is not in the infinitive, is in the {\bfseries finite}.
\begin{myquote}
\item{}  He {\itshape smells}, we {\itshape plot}, she had {\itshape drunk}, he {\itshape pours}.

\end{myquote}

\end{myenumerate}
}


\section{Irregularities}
\label{59}

Verbs which use the passive formation in an active sense are known as deponent. Verbs which don\textquotesingle{}t have a form for every tense and mood are known as defective. You will meet a few words like this soon.

\begin{myenumerate}
\item{} What is a deponent verb?
\item{} What is an irregular verb?
\item{} What is a defective verb?
\end{myenumerate}

\section{Personal Pronouns}
\label{60}

In case you do ever use a personal pronoun to emphasise the SUBJECT of the verb, you must remember that the personal pronoun must be in the nominative case and the number and person of the verb must match that of the subject. (Review Lesson 7 if unfamiliar with the terms person and subject).
\subsection{Exercises}
\label{61}


UNKNOWN TEMPLATE  
Latin/Exercise

{Translate}{
\begin{myenumerate}
\item{} What case should the subject (performer) of the verb be in?
\item{} What number should the principal verb be?
\item{} What person and number is \textquotesingle{}ego\textquotesingle{}?
\item{} What person and number is \textquotesingle{}I\textquotesingle{}?
\item{} What person and number is \textquotesingle{}we\textquotesingle{}?
\item{} What person and number is \textquotesingle{}thou\textquotesingle{}?
\item{} What person and number is \textquotesingle{}ye\textquotesingle{}?
\item{} What person and number is \textquotesingle{}vōs\textquotesingle{}?
\item{} What person and number is \textquotesingle{}nōs\textquotesingle{}?
\item{} What person and number is \textquotesingle{}tū\textquotesingle{}?
\item{} What person and number is \textquotesingle{}boy\textquotesingle{}?
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Nominative case
\item{}  First person, singular.
\item{}  First person, singular.
\item{}  First person, singular.
\item{}  First person, plural.
\item{}  Second person, singular.
\item{}  Second person, plural.
\item{}  Second person, plural.
\item{}  First person, plural.
\item{}  Second person, singular.
\item{}  Third person, singular.

\end{myenumerate}
}


\section{Principal Parts}
\label{62}

When one looks up a verb in the dictionary, the principal parts are given. From these principal parts you can find the correct form of the verb for every circumstance.


\begin{longtable}{>{\RaggedRight}p{0.20982\linewidth}>{\RaggedRight}p{0.20982\linewidth}>{\RaggedRight}p{0.20982\linewidth}>{\RaggedRight}p{0.20982\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Present Indicative Active 1st Person &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Present Infinitive&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Perfect Indicative Active 1st Person &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Supine\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} amō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāre &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāvi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātum\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Determines whether the vowel is dropped in the 1st person singular present.&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Gives the imperfect stem and infinitive&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Gives the perfect stem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Allows you to form adjectival forms of the verb (Participles) 
\end{longtable}

\subsection{Exercises}
\label{63}
Answer this question about {\bfseries principal parts}.



UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
\begin{myenumerate}
\item{}  What do the {\bfseries principal parts} allow you to do?
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  The principal parts are the verb-{}forms you find when you look in the dictionary. E.g. if you look for the verb {\itshape amō} (love) in a dictionary you would find:
\begin{myquote}
\item{}  amō • amāre • amāvi • amātum 
\end{myquote}

\end{myenumerate}

\begin{myquote}
\item{} 
\begin{myquote}
\item{}  These four forms will help you form every Latin verb you want.

\end{myquote}

\end{myquote}
}


\section{Using the Dictionary}
\label{64}

All nouns are given in the nominative, as well as the declension and gender of the noun. Verbs are alphabetized using the 1st person singular  (the first principal part) and the infinitive is given.  Supplementary principal parts are given if the various other principal parts do not follow the standard pattern of formation from the infinitive and 1st person singular.
\chapter{Verbs: Conjugation in the Present Imperfect}

\myminitoc
\label{65}

The present imperfect is the simplest tense. To form the present imperfect all that is required is to place the personal endings at the end of the verb stem.

Thus, if you have the stem \textquotesingle{}ama\textquotesingle{} (love), to make it \textquotesingle{}I love\textquotesingle{} you place an ō at the end.
\\

\TemplateSpaceIndent{$\text{ }${}I$\text{ }${}love$\text{ }${}$\text{ }${}=$\text{ }${}$\text{ }${}amō$\text{ }${}(amaō*)$\text{ }$\newline{}
$\text{ }${}we$\text{ }${}love$\text{ }${}=$\text{ }${}$\text{ }${}amāmus}


\begin{myitemize}
\item{}  Latin drops the \textquotesingle{}a\textquotesingle{} in amaō forming amō.
\end{myitemize}


Latin {\bfseries could} add personal pronouns, however only for added emphasis and in conjunction with the corresponding person ending on the verb. Otherwise the sentence will not make sense. For example:

ego amō = I (not you) love

nōs amāmus = We (not you) love

but that would be for special emphasis: It\textquotesingle{}s {\bfseries I}, not you, who love.

Here are the forms of the verb \textquotesingle{}porta\textquotesingle{}, carry, in the present imperfect tense:
\\

\TemplateSpaceIndent{$\text{ }${}portō$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}I$\text{ }${}carry$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}first$\text{ }${}person$\text{ }${}singular$\text{ }$\newline{}
$\text{ }${}portās$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}thou$\text{ }${}carriest,$\text{ }${}you$\text{ }${}carry$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}second$\text{ }${}person$\text{ }${}singular$\text{ }$\newline{}
$\text{ }${}portat$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}he,$\text{ }${}she,$\text{ }${}it$\text{ }${}carries$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}third$\text{ }${}person$\text{ }${}singular$\text{ }${}$\text{ }$\newline{}
$\text{ }${}portāmus$\text{ }${}$\text{ }${}we$\text{ }${}carry$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}first$\text{ }${}person$\text{ }${}plural$\text{ }$\newline{}
$\text{ }${}portātis$\text{ }${}$\text{ }${}you$\text{ }${}(all)$\text{ }${}carry$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}second$\text{ }${}person$\text{ }${}plural$\text{ }$\newline{}
$\text{ }${}portant$\text{ }${}$\text{ }${}$\text{ }${}they$\text{ }${}carry$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}$\text{ }${}third$\text{ }${}person$\text{ }${}plural}


\textquotesingle{}porto\textquotesingle{} can also be translated \textquotesingle{}I am carrying\textquotesingle{} (present imperfect), \textquotesingle{}I do carry\textquotesingle{} (present emphatic).  \textquotesingle{}I carry\textquotesingle{} is known as the \textquotesingle{}present simple\textquotesingle{} tense in English.. Again the \textquotesingle{}a\textquotesingle{} gets dropped when the \textquotesingle{}ō\textquotesingle{} is placed on porta. Porta, and ama are known as 1st conjugation verbs; in other words, verbs which have a stem ending in \textquotesingle{}a\textquotesingle{}.

There are three other conjugations, and below are some examples of verbs from each of the four conjugations (present imperfect tense):


\begin{longtable}{>{\RaggedRight}p{0.20982\linewidth}>{\RaggedRight}p{0.20982\linewidth}>{\RaggedRight}p{0.20982\linewidth}>{\RaggedRight}p{0.20982\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} porta, carry (1st. Conj) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone, warn (2nd Conj)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rege, rule (3rd Conj.) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audī, hear (4th Conj)\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} portō, I carry &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} moneō, I warn &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regō, I rule&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiō, I hear\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} portās, thou carriest &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monēs, thou warnest&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regis, thou rulest &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audis, thou hearest\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} portat, he/she/it carries &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monet, he/she/it warns&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regit, he/she/it rules &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audit, he/she/it hears\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} portāmus, we carry &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monēmus, we warn&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regimus, we rule &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audimus, we hear\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} portātis, ye carry &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monētis, ye warn&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regitis, ye rule &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} auditis, ye hear\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} portant, they carry &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monent, they warn&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regunt, they rule &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiunt, they hear 
\end{longtable}


Each verb uses the same final letter or letters to indicate the \textquotesingle{}subject\textquotesingle{} -{} I, thou, he/she/it, we, you, they.

Before these final letters, the first conjugation has an \textquotesingle{}a\textquotesingle{} (although when an \textquotesingle{}o\textquotesingle{} is placed, the \textquotesingle{}a\textquotesingle{} is often dropped), the second an \textquotesingle{}e\textquotesingle{}, and the third and fourth usually an \textquotesingle{}i\textquotesingle{}. The third person plural forms in the third and fourth conjugations have a \textquotesingle{}u\textquotesingle{}. These verb forms really should be learned by heart.

The most common verb of all is irregular (see next lesson). Here is a table of the verb \textquotesingle{}to be\textquotesingle{} in Latin, English, and four Romantic languages (French, Spanish, Italian and Portuguese)
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.08359\linewidth}>{\RaggedRight}p{0.12079\linewidth}>{\RaggedRight}p{0.14441\linewidth}>{\RaggedRight}p{0.19164\linewidth}>{\RaggedRight}p{0.08357\linewidth}>{\RaggedRight}p{0.13493\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} esto: be}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} French&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Spanish&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Italian &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Portuguese\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} I am &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} je suis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} yo soy &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sono &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eu sou\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} thou art &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tu es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tú eres &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sei &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tu és\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} est &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} he/she/it is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} il/elle est &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} él/ella es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} è &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ele/ela é\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sumus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} we are &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nous sommes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nosotros/-{}as somos &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} siamo &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nós somos\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} estis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ye are &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vous {\mbox{$\text{\^e}$}}tes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vosotros/-{}as sois &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} siete  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vós sois\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} they are &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ils/elles sont &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ellos/-{}as son &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sono  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eles/elas são 
\end{longtable}

\end{landscape}

The personal endings are the same as in the four regular conjugations.
\subsection{Exercises}
\label{66}
\begin{myquote}
\item{} {\itshape Conjugate (find how a verb is in different forms) the verb \textquotesingle{}amõ\textquotesingle{}.}
\end{myquote}




UNKNOWN TEMPLATE  
Latin/Exercise

{Translate}{What form of the verb \textquotesingle{}amõ\textquotesingle{} (hint: amõ is conjugated like portõ in the table above) would the following words use to become the suffix:
\begin{myenumerate}
\item{} ego (I)
\item{} tū (thou)
\item{} puer (the boy)
\item{} nōs (we)
\item{} vōs (ye)
\item{} puellae (the girls)
\end{myenumerate}

}{
\begin{myenumerate}
\item{} {$\text{[}$}ego{$\text{]}$} amõ (I love)
\item{} {$\text{[}$}tu{$\text{]}$} amās (thou lovest {\itshape pl.}, you love {\itshape pl.})
\item{} puer amat (the boy loves)
\item{} {$\text{[}$}nos{$\text{]}$} amāmus (we love)
\item{} {$\text{[}$}vos{$\text{]}$} amātis (ye love {\itshape pl.}, you love {\itshape pl.})
\item{} puellae amant (the girls love)

\end{myenumerate}
}




\section{Imperative Mood}
\label{67}

The imperative mood conveys an order (e.g. Go!, Run!, Away Now!). The imperative mood is formed by simply using the stem of the verb. If the order is to a large group of people, or you are trying to show respect, you must use the -{}te suffix.

amō eum = I love him.

amā eum = Love him!.

amāte eum = Love (respectful, or plural) him!


currō casam = I run home.

curre casam = Run home!

currite casam = Run (respectful, or plural) home!


Regō prudente = I rule wisely.

Rege prudente = Rule wisely!

Regite prudente = Rule (respectful order) wisely!
\subsection{Exercises}
\label{68}

\begin{myitemize}
\item{}  {\itshape Translate Latin verbs:}
\end{myitemize}




UNKNOWN TEMPLATE  
Latin/Exercise

{Translate}{Translate the following verbs:
\begin{myenumerate}
\item{}  portāmus • regunt • monēs • estis • audītis • monent • regō • portās • sunt
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  we carry • they rule • thou warnest • ye are •ye hear • they warn • I rule • you carry • they are

\end{myenumerate}
}



\begin{myitemize}
\item{}  {\itshape Translate sentences into Latin:}
\end{myitemize}




UNKNOWN TEMPLATE  
Latin/Exercise

{Translate}{Translate Into Latin:
\begin{myenumerate}
\item{}  I carry my book.
\item{}  Thou kill not.
\item{}  They hear music.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Meum lībrum portō.
\item{}  Interficis nōn.
\item{}  Mūsicam audiunt.

\end{myenumerate}
}



\chapter{Adverbs \& Prepositions}





\label{69}



{}


\section{Comparatives and Superlatives of Adjectives (Comparativa et superlativa adjectivorum)}
\label{70}

\begin{longtable}{|>{\RaggedRight}p{0.38737\linewidth}|>{\RaggedRight}p{0.53228\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries fortis, forte}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries strong, brave}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries vir}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries man}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries long-{}us, -{}a, -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries long}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ingeniosus, -{}a, -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries clever, talented}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries denarius, -{}i, m.}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries denarius (unit of currency)}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries soror, sororis, f.}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries sister}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries quam}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries than}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries habet}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she has}\\ \hline 
\end{longtable}


There are three types of adjectives: Positive (the \textquotesingle{}normal\textquotesingle{} adjective, eg. the brave man: fortis vir), Comparative (eg. the braver man, or the rather brave man: fortior vir) and Superlative (eg. the bravest man, or the very brave man: fortissimus vir). Comparatives and superlatives of adjectives are usually formed by appending the suffix -{}ior (genitive is -{}ioris) for comparatives and -{}issimus for superlatives.  All comparatives are declined like third declension nouns while superlatives are declined like second declension nouns, and thus must match the gender of the noun the superlative modifies. Often stem changes occur when appending theses suffixes.

\begin{longtable}{>{\RaggedRight}p{0.24585\linewidth}>{\RaggedRight}p{0.25935\linewidth}>{\RaggedRight}p{0.37426\linewidth}} 
\multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Adjective: longus (long)}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} longus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} longior &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} longissimus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} long &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} longer &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} longest 
\end{longtable}

\subsection{Irregular Adjectives}
\label{71}

Fortunately, there are only a few irregular adjectives.

\begin{longtable}{>{\RaggedRight}p{0.18952\linewidth}>{\RaggedRight}p{0.15111\linewidth}>{\RaggedRight}p{0.23418\linewidth}>{\RaggedRight}p{0.26447\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Irregular Adjectives}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Meaning} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Positive} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Comparative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Superlative}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} good &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bonus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} melior ({\itshape better})&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} optimus ({\itshape best})\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} bad &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} malus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} peior ({\itshape worse})&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pessimus ({\itshape worst})\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} large, great &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} magnus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} maior &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} maximus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} small &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} parvus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} minor &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} minimus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} many &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} multus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} plus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} plurimus 
\end{longtable}



{\bfseries Examples:}
\begin{longtable}{|>{\RaggedRight}p{0.46573\linewidth}|>{\RaggedRight}p{0.45391\linewidth}|} \hline 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Latin}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries English}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Marcus est fortior quam Publius&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Marcus is stronger than Publius\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Publius ingeniosior est quam Marcus&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Publius is more clever than Marcus\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Marcus plures denarios habet quam Publius&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Marcus has more denariuses\textsuperscript{1} than Publius\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Publius plures sorores habet quam Marcus&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Publius has more sisters than Marcus\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\small 1: We won\textquotesingle{}t say \symbol{34}Marcus has more money\symbol{34} ({\itshape pecunia}) since plus in the singular takes the genitive case, which will not be covered for a few more lessons}}\\ \hline 
\end{longtable}

\section{Adverbs}
\label{72}

Adverbs are formed usually by replacing the suffix appended to the stem with the -{}e, or -{}i and sometimes -{}um. Adverbs modify the verb in the clause that contains the adverb.  The adverb may be placed anywhere with the clause.  Adverbs may be of positive, comparative and superlative form. Unlike adjectives and substantives, adverbs do not have declension or gender. And thus they are referred to as being \textquotesingle{}indeclinable.\textquotesingle{} Following suffices are appended to form the comparative and superlative forms of adverbs: -{}ius for comparatives and -{}issime for superlative.
\subsection{Example}
\label{73}

\begin{longtable}{>{\RaggedRight}p{0.21786\linewidth}>{\RaggedRight}p{0.33356\linewidth}>{\RaggedRight}p{0.32804\linewidth}} 
\multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Adverbs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} fortiter &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fortius &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fortissime\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} bravely &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} more bravely &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} most bravely 
\end{longtable}


Irregular adjectives form adverbs regularly from the adjective forms.

For example:

\begin{myitemize}
\item{} melior (better) -{}>{} melius
\item{} maximus (greatest) -{}>{} maxime
\end{myitemize}


Some adverbs do not come from adjectives but rather exist on their own:

\begin{myitemize}
\item{} diu (for a long time) -{}>{} diutius, diutissime
\item{} saepe (often) -{}>{} saepius, saepissime
\end{myitemize}

\subsection{Exercise 1}
\label{74}


UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
\begin{myenumerate}
\item{} What is the comparitive adverbial form of sol-{}us, sol-{}a, sol-{}um (alone)?
\item{} What is the positive adverbial form of laetus? (happy)
\item{} What is the positive adjectival form of īrātior? (angrier)
\item{} What is the postive adverbial form of certus? (certain)
\item{} What is the superlative adjectival form of certus?
\item{} What is the superlative adverbial form of certe?
\item{} What is the superlative adjectival form of male?
\item{} What is the superlative adverbial form of malus?
\item{} What is the comparative adjectival form of dēsertus? (deserted)
\end{myenumerate}

}{
\begin{myenumerate}
\item{} Solius
\item{} Laete
\item{} Īrātus
\item{} Certe
\item{} Certissimus
\item{} Certissime
\item{} Pessimus
\item{} Pessime
\item{} Dēsertior

\end{myenumerate}
}


\section{Conjunctions}
\label{75}

Conjunctions are indeclinable particles that join clauses together to form sentences.  Examples of forms of conjunctions in English are: and, but and so. Conjunctions are either coordinating (joining two main clauses) or subordinating (joining a subclause to a main clause).


\begin{longtable}{>{\RaggedRight}p{0.47645\linewidth}>{\RaggedRight}p{0.44319\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} List of Common Conjunctions}\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Coordinating Conjunctions}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} atque &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} and\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} aut &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} or\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} aut...aut\^{}\^{} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} either...or\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} enim (usually placed second in sentence)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} for\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ergo &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} and so, therefore\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} et &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} and\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} et...et\^{} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} both...and\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} igitur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} therefore\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} itaque &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} and so\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} for\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nec/necque &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} and not, nor\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nec/necque...nec/necque\^{} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} neither...nor\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}que* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} and\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sed &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} but\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} tamen (usually placed second in a sentence&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} however\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Subordinating Conjunctions}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} cum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} when\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} while, for the time\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nisī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} unless, except\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} quamquam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} however\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} quod &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} because\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} if\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ubi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} where, when\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ut&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} as/with result clauses: in order to, so, to 
\end{longtable}

\subsection{Exercise 2}
\label{76}

\begin{longtable}{|>{\RaggedRight}p{0.19073\linewidth}|>{\RaggedRight}p{0.27406\linewidth}|>{\RaggedRight}p{0.41468\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}&{\bfseries \cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Notes}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries virtus, virtutis}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries virtue, courage}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries in animo habeo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I have in mind, I intend}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Takes an infinitive}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ire}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to go}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries The indicative forms (I go, you go, etc) are {\itshape eo, is, it, imus, itis, eunt}}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries hodie}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries today}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries {\itshape hodie} is an adverb, don\textquotesingle{}t try to use it as a noun (\symbol{34}Today is a good day\symbol{34})}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries domi}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries at home}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries An instance of the {\itshape locative case}, normally used for cities}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ambulat}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she walks}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries  }\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries forum, -{}i}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries marketplace}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries  }\\ \hline 
\end{longtable}


Based upon your reading of the table of conjunctions, how would one translate these sentences?

\begin{myenumerate}
\item{} Aut tu es bonus aut tu es malus ergo dīc mihi vēritātem ({\itshape tell me the truth}).
\item{} Cavēte canem quod nec estis fortes nec cum virtūte.
\item{} Puer ē forō cum canē ambulat
\item{} Et canis et cattus sunt laetī.
\item{} In animō habeō īre ad grammaticum hodiē sed habeō labōrem ({\itshape work}) domī.
\end{myenumerate}

\section{Prepositions}
\label{77}

You have met a few prepositions already.  Prepositions are indeclinable and genderless.  Prepositions are placed before substantives and adjectives.  Most prepositions take only the accusative or ablative case.  Some prepositions may take both, however their meanings differ depending on the case.

\begin{longtable}{>{\RaggedRight}p{0.30749\linewidth}>{\RaggedRight}p{0.61215\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} List of Common Prepositions}\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Prepositions Taking the Accusative Case}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ad &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ante &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} before\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} circum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} around\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} contra &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} against\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} extra &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} outside\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} in* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} into\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} inter &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} between, among\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} per &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} through\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} post &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} after\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} prope &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} near\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} propter &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} because of\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} super &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} above\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} trans &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} across\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Prepositions Taking The Ablative Case}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} a/ab** &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} cum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} with\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} de &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} about, down from\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} e/ex** &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} out of\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} in* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} in\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} pro &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} for, on behalf of\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sine &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} without\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} sub &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} under\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} *notice the two different meanings of {\itshape in} depending on the case}\\ \multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ** Just like a/an in English, the form with a consonant is used when the following word begins with a vowel} 
\end{longtable}


\begin{longtable}{|>{\RaggedRight}p{0.15982\linewidth}|>{\RaggedRight}p{0.15982\linewidth}|>{\RaggedRight}p{0.15982\linewidth}|>{\RaggedRight}p{0.15982\linewidth}|>{\RaggedRight}p{0.15982\linewidth}|} \hline 
\multicolumn{5}{|>{\RaggedRight}p{0.95982\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative case forms for nouns and adjectives}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative singular&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries puell-{}a} (1st decl.)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries domin-{}us} (2nd decl. m.)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries triclini-{}um} (2nd decl. n.)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries canis} (3rd decl.)\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative singular&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries puell-{}ã}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries domin-{}o}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries tricilin-{}o}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries can-{}e}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative plural&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries puell-{}is}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries domin-{}is}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries triclini-{}is}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries can-{}ibus}\\ \hline 
\end{longtable}

\subsection{Exercise 3}
\label{78}

\begin{longtable}{|>{\RaggedRight}p{0.31839\linewidth}|>{\RaggedRight}p{0.60125\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ero\newline{}eris\newline{}erit\newline{}erimus\newline{}eritis\newline{}erunt}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I will be\newline{}You will be\newline{}He/she will be\newline{}We will be\newline{}You will be\newline{}They will be}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries dives, divitis}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wealthy}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries aedificium, -{}i}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries building}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries anima, -{}ae}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries mind, soul}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries venit}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she comes}\\ \hline 
\end{longtable}


Translate the following sentences:

\begin{myenumerate}
\item{} eo domum (Latin omits \textquotesingle{}ad\textquotesingle{} with \textquotesingle{}domus,\textquotesingle{} specific city names, and small islands; e.g. Eunt Romam = They go {$\text{[}$}to{$\text{]}$} Rome.)
\item{} cum bona fortuna ero dives!
\item{} circum agrum est aedificium cum atrio
\item{} tu non es vir sine animis.
\item{} familia venit cum amore.
\end{myenumerate}

\section{List of Frequent Adverbs, Prepositions, and Conjunctions in Latin}
\label{79}

Taken from \myplainurl{http://www.georgetown.edu/faculty/irvinem/classics203/resources/latin.lex}

\begin{myitemize}
\item{} atque, ac (conj): and {$\text{[}$}also{$\text{]}$}, and; atque is used before consonants, ac before vowels
\item{} ad modum: adv. very, quite; fully; + neg. = at all
\item{} ad huc/adhuc: thus far, as yet, still, in addition, in the future
\item{} aliquam: in some degree
\item{} aliqui -{}qua -{}quod: some, any
\item{} aliquis -{}qua -{}quid: someone, something; some, any
\item{} aliquando: at times, sometimes; once, formerly
\item{} aliquotiens: several times, at different times
\item{} at (form of ad = in addition to): but (intro startling transitions)
\item{} atque: and as well, even, together with, in everything;
\item{} atque...atque, both..and
\item{} atqui: rather, however, but at any rate, but for all that (transition in arg.)
\item{} aut: or, at least, or else; aut...aut: either...or
\item{} autem: but, on the other hand, however
\item{} coram: adv. and prep. in the presence of, before
\item{} dehinc: adv. while, from here, from now, henceforth; then, next
\item{} deinde: adv. from there; then, afterwards; secondly, next (in order), in the second (next) place
\item{} demum: adv. at last, finally, not till then; precisely, exactly, just, in fact, certainly, to be sure; modo demum: only now, just now.
\item{} denique: adv. finally
\item{} donec: while, as long as, until
\item{} dum: conj. while, now; so long as, provided that, if only; until
\item{} enim: (conj) namely, indeed, certainly, in fact, for, because
\item{} eo quod: because
\item{} etenim: (conj) and indeed, for, as a matter of fact
\item{} etiam: also, besides; even, actually; (time) still
\item{} etsi: (conj.) though, although, and yet
\item{} fas (est): indecl. (it is) right, proper
\item{} huc: here, to this place; so far, for this purpose
\item{} ibi: there, then, therein, on that occassion
\item{} idcirco: for that reason, on that account, therefore
\item{} ideo: therefore, for this reason
\item{} illuc: (adv.) (to) there; to that; to him/her
\item{} immo: (adv.) or rather; indeed; no, yes (emphasis)
\item{} interdum: occasionally, sometimes, now and then
\item{} inde: from there, from that source, then, after; from then
\item{} iuxta: (adv) near by, alike, equally; (prep) close to, right after, near to, beside.
\begin{myitemize}
\item{} iuxta (7th-{}15th c.): according to
\item{} iuxta aliquid: to some extent
\end{myitemize}

\item{} ita: thus, so, in this way; ita...ut: just as, so...that
\begin{myitemize}
\item{} ita...quomodo: just as
\end{myitemize}

\item{} licet: all right; (with dat + inf) it is right for someone to; (conj) although, even if
\item{} modo: only, just now
\item{} necnon: also, moreover, certainly, besides
\item{} nempe: to be sure, of course
\item{} non numquam: sometimes
\item{} nondum: not yet
\item{} nonnullus -{}a -{}um: some, several
\item{} nuper: recently, lately
\item{} nusquam: nowhere
\item{} ob: before, in front of; on account of, because of; for the sake of; instead of; in proportion to
\begin{myitemize}
\item{} ob rem: to the purpose, usefully
\item{} quam ob rem: wherefore, accordingly
\end{myitemize}

\item{} olim: once; of old; one day
\item{} praeterea: besides, moreover; hereafter
\item{} postea: afterwards
\item{} postmodum: afterwards; presently
\item{} procul: far off
\item{} proinde: adv. consequently, therefore; just as
\item{} propterea: for that reason, therefore
\item{} prorsus/prorsum: (adv.) forwards; absolutely; in short
\item{} prout: (conj) according as
\item{} qua: (adv) where, as far as, how; qua..qua: partly...partly
\item{} qualibit: anywhere, any way, as you please
\item{} qualis -{}e: what sort of, what kind of, such as, as
\item{} qualiter: adv. how, as, just as
\item{} quam: (adv) how, how much; as, very
\item{} quamdiu: as long as; while; inasmuch as
\item{} quamquam: although
\item{} quamvis: (adv) however; (conj) although
\item{} quando: when (after nisi, ne) ever; (conj) when, since, because
\item{} quandoque: (adv) at some time; (conj) whenever, as often as, since
\item{} quantum: (adv) as much as, as far as, so much as, to what extent
\item{} quantus: how great, how much
\begin{myitemize}
\item{} in quantum: to what extent
\item{} quanto: for how much
\end{myitemize}

\item{} quantum ad: in terms of, as far as x is concerned, with respect to
\item{} quapropter: wherefore
\item{} quare: by what means, how; why, wherefore
\item{} quasi: as if, as though
\item{} quatenus: adv.(inter.) how far, how long? (rel.) as far as, in so far as, since
\item{} quemadmodum: (adv) in what way, how; (conj) as, just as
\item{} quicquam: anything
\item{} quicumque quae-{} quod-{}: whoever, whatever; all that, any whatever
\item{} quidam quae-{} quid-{}: a certain one, someone, a kind of
\item{} quidem: indeed, in fact
\item{} quippe: adv. certainly, of course; conj.(explaining) for in fact, because, since
\item{} quisquam quid-{}: anyone, anything
\item{} quisque quidque: each, each one, every
\item{} quisquis, quidquid: whoever, whatever; all
\item{} quo: where, what for, to what end
\item{} quoad: as to, with respect to
\item{} quocumque: wither so ever, how so ever
\item{} quod: (conj) because, as far as, in so far as, as for the fact that, in that, that
\begin{myitemize}
\item{} quod si: but if
\end{myitemize}

\item{} quodamodo: in a way
\item{} quomodo: how, in what way; (rel) as, just as
\item{} quondam: once, sometimes, formerly
\item{} quoniam: because, since, seeing that, now that
\item{} quoque: also, too
\item{} quot: how many; (conj) as many
\item{} quotiens: how often (rel) as often as
\item{} rursus: again, in turn
\item{} recte: rightly, correctly
\item{} rursum: again
\item{} sane: reasonably, sensibly; certainly, doubtless, truly; of course; c. neg. = really, at all; to be sure, however
\item{} scilicet: adv. evidently, naturally, of course; (as explan. particle:) namely, that is to say, in other words
\item{} semel: once
\item{} seu: and
\item{} simul: at the same time; together; likewise
\item{} sin: but if
\item{} siquidem: if in fact; if only, if indeed; since indeed, since that
\item{} talis -{}e: adj. such, of such a kind, the following
\item{} taliter: in such a manner, so
\item{} tam: so, so greatly; tam...quam: so...as, much...as well as
\item{} tamen: yet, nevertheless, still
\item{} tamquam: as, just as; (conj) as if, just as if
\item{} tandem: at last, finally
\item{} tantum: (adv) so much, so greatly; to such a degree; so far; only
\item{} tantus -{}a -{}um (adj): of such (a size); so great, so much
\item{} tot: as many, so many
\item{} tunc: (avd) then, just the; thereupon, accordingly, consequently
\item{} ubicumque: wherever, everywhere
\item{} unde: whence, from where; wherefore; this being the case
\item{} usque: as far as, all the way, continually, straight on, up to; until
\item{} ut...ita: while...nevertheless
\item{} uterque -{}raque -{}rumque: both, each (of two)
\item{} utinam: would that, if only
\item{} utique: anyhow, at least, at any rate
\item{} utpote: as, in as much as
\item{} utrum: (conj) either, whether
\item{} velut: as, just as, as it were, as though
\item{} verumtamen: but yet, nevertheless
\item{} vero (conj): but, truly
\item{} videlicet: clearly, evidently; namely
\end{myitemize}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{The Accusative Case} 





\label{80}



{}




\section{Exercises}
\label{81}


UNKNOWN TEMPLATE  
Latin/Exercise

{Give the accusative singular.}{
Give the accusative singular for:

\begin{myenumerate}
\item{}  lud-{}us
\item{}  magn-{}us
\item{}  triclīni-{}um
\item{}  bell-{}um
\item{}  puell-{}a
\item{}  serv-{}us
\item{}  ager
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  lud{\bfseries um}
\item{}  magn{\bfseries um}
\item{}  triclīni{\bfseries um}
\item{}  bell{\bfseries um}
\item{}  puell{\bfseries am}
\item{}  serv{\bfseries um}
\item{}  agr{\bfseries um}

\end{myenumerate}
}





UNKNOWN TEMPLATE  
Latin/Exercise

{Give the accusative plural.}{
Give the accusative plural for:

\begin{myenumerate}
\item{}  lud-{}us
\item{}  magn-{}us
\item{}  triclīni-{}um
\item{}  bell-{}um
\item{}  puell-{}a
\item{}  serv-{}us
\item{}  ager
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  lud{\bfseries os}
\item{}  magn{\bfseries os}
\item{}  triclīni{\bfseries a}
\item{}  bell{\bfseries a}
\item{}  puell{\bfseries as}
\item{}  serv{\bfseries os}
\item{}  agr{\bfseries os}

\end{myenumerate}
}





UNKNOWN TEMPLATE  
Latin/Exercise

{Give the nominative singular.}{
Give the nominative singular for:

\begin{myenumerate}
\item{}  bon-{}ī
\item{}  bell-{}a
\item{}  triclīni-{}a
\item{}  puell-{}am
\item{}  agr-{}ōs
\item{}  serv-{}ōs
\item{}  puell-{}ae
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  bon{\bfseries us}
\item{}  bell{\bfseries um}
\item{}  triclīni{\bfseries um}
\item{}  puell{\bfseries a}
\item{}  ager
\item{}  serv{\bfseries us}
\item{}  puell{\bfseries a}

\end{myenumerate}
}


\begin{longtable}{|>{\RaggedRight}p{0.54881\linewidth}|>{\RaggedRight}p{0.37083\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries vendit}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she sells}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries videt}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she sees}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries amat}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she loves}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries cist-{}a -{}ae} (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries box}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ferox, ferocis} (m/f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ager} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries field}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bell-{}um} (n.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries war}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries serv-{}us} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries slave}\\ \hline 
\end{longtable}

\section{Grammar: The Accusative}
\label{82}

As you learned in the last lesson, the verb \textquotesingle{}esse\textquotesingle{} (to be) usually takes the nominative case, because then the word after it is a complement.  Most other verbs take the \textquotesingle{}accusative\textquotesingle{} case. 

In a sentence, the accusative is the \symbol{34}what\symbol{34} -{} in English grammar, this is known as the direct object.

{\bfseries For example:}
The girl sells the box.

What did the girl sell? The box. Thus, box is the direct object, and when we translate it into Latin:

\begin{longtable}{>{\RaggedRight}p{0.21450\linewidth}>{\RaggedRight}p{0.24763\linewidth}>{\RaggedRight}p{0.13144\linewidth}>{\RaggedRight}p{0.24571\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Example}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sells&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the box.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vendit&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cistam.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}


Cistam, then, is in the accusative, because it is the direct object.

Again, when an adjective describes a noun in the accusative case, the adjective must agree in number, case, and gender.

\begin{longtable}{>{\RaggedRight}p{0.15864\linewidth}>{\RaggedRight}p{0.18313\linewidth}>{\RaggedRight}p{0.09721\linewidth}>{\RaggedRight}p{0.18006\linewidth}>{\RaggedRight}p{0.18006\linewidth}} 
\multicolumn{5}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Example}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sells&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the big &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} box.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vendit&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} magnam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cistam.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ADJECTIVE ACCUSATIVE&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOUN ACCUSATIVE 
\end{longtable}


Because Latin uses cases to mark the subject and the object of a sentence, word order does not matter. Consider:

\begin{longtable}{>{\RaggedRight}p{0.45203\linewidth}>{\RaggedRight}p{0.46761\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puer puellam videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The boy sees the girl\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerum puella videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl sees the boy\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} puellam puer videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The boy sees the girl\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} puella puerum videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl sees the boy 
\end{longtable}

\section{Examples of Adjectives Agreeing with the Nominative and Accusative Case}
\label{83}
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.10997\linewidth}>{\RaggedRight}p{0.12317\linewidth}>{\RaggedRight}p{0.09077\linewidth}>{\RaggedRight}p{0.12271\linewidth}>{\RaggedRight}p{0.14387\linewidth}>{\RaggedRight}p{0.16843\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape good} boy loves the {\itshape wild} dog.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puer &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bonus} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} canem (acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ferocem} (acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} boy &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}he{$\text{]}$} loves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} dog &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild}.  
\end{longtable}

\end{landscape}

{\itshape Bonus}, a first and second declension adjective, is masculine, nominative, and singular to agree with {\itshape puer}, the word it is describing.

{\itshape Ferocem}, a third declension adjective, is masculine, accusative, and singular to agree with {\itshape canem}. {\itshape Canem} is accusative because it is the object of {\itshape amat}.

Here is an example of plural adjectives:
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.09096\linewidth}>{\RaggedRight}p{0.11479\linewidth}>{\RaggedRight}p{0.11058\linewidth}>{\RaggedRight}p{0.12115\linewidth}>{\RaggedRight}p{0.15110\linewidth}>{\RaggedRight}p{0.17036\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape good} boys love the {\itshape wild} dogs.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Pueri (plur) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries boni} (plur)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amant (plur) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} canes (plur, acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries feroces} (plur, acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} boys &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}they{$\text{]}$} love &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} dogs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild}.  
\end{longtable}

\end{landscape}

The words  {\itshape bonus} and {\itshape ferocem} become {\itshape boni} and {\itshape feroces} to agree with the plurals {\itshape pueri} and {\itshape canes}.

However, if a girl (\myhref{http://en.wiktionary.org/wiki/puella\%23Latin}{puella}) happened to love that boy:
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.11043\linewidth}>{\RaggedRight}p{0.12134\linewidth}>{\RaggedRight}p{0.08083\linewidth}>{\RaggedRight}p{0.13223\linewidth}>{\RaggedRight}p{0.15478\linewidth}>{\RaggedRight}p{0.15932\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape good} girl loves the {\itshape good} boy.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bona}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerum (acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bonum} (acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}she{$\text{]}$} loves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} boy&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good}.  
\end{longtable}

\end{landscape}

{\itshape Bonus} must become {\itshape bona} in order to modify {\itshape puella}, which is feminine.

Finally, if the girl isn\textquotesingle{}t good, but rather wild:
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.11012\linewidth}>{\RaggedRight}p{0.12100\linewidth}>{\RaggedRight}p{0.08271\linewidth}>{\RaggedRight}p{0.13186\linewidth}>{\RaggedRight}p{0.15435\linewidth}>{\RaggedRight}p{0.15888\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape wild} girl loves the {\itshape good} boy.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ferox}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerum (acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bonum} (acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}she{$\text{]}$} loves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} boy&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good}.  
\end{longtable}

\end{landscape}

Even though {\itshape puella} is first declension, {\itshape ferox} remains third declension. In the same way, a good lion would be {\itshape bonus leo}.
\section{Exercise 3}
\label{84}

Determine whether the adjective agrees with the substantive in all three categories: case, gender, number.


\begin{longtable}{>{\RaggedRight}p{0.51852\linewidth}>{\RaggedRight}p{0.40112\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Questions:}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Does it Agree?}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1. magn-{}us agr-{}ōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2. magn-{}a puella &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3. poet-{}a* bon-{}us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4. magn-{}um serv-{}um &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5. poet-{}ae* magn-{}ae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 6. bell-{}a magn-{}a &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False 
\end{longtable}


\begin{myquote}
\item{} {\itshape * Nota bene: }Poeta{\itshape  (meaning poet) is a masculine noun, even though it ends in {\bfseries -{}a}.}
\end{myquote}




UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
See table above. Determine whether the adjective (magnus, bonus..) agrees with the substantives (ager, puella, poeta) in both case (nominative, accusative...), gender (masculine, female and neuter) and number (singular and plural).
}{
\begin{myenumerate}
\item{}  {\bfseries False.} {\itshape Magnus} doesn\textquotesingle{}t agree with {\itshape agrōs}; in number and case.
\begin{myquote}
\item{} {\itshape Magnus}: Masculine, singular, nominative.
\item{} {\itshape Agrōs}: Masculine, plural, accusative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Magna} agrees with {\itshape puella}.
\begin{myquote}
\item{} {\itshape Magna}: Feminine, singular, nominative.
\item{} {\itshape Puella}: Feminine, singular, nominative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Bonus} agrees with {\itshape poeta}.
\begin{myquote}
\item{} {\itshape Bonus}: Masculine, singular, nominative.
\item{} {\itshape Poeta}: Masculine, singular, nominative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Magnum} agrees with {\itshape servum}.
\begin{myquote}
\item{} {\itshape Magnum}: Neuter, singular, nominative.
\item{} {\itshape Servum}: Neuter, singular, nominative.
\end{myquote}

\item{}  {\bfseries False.} {\itshape Magnae} doesn\textquotesingle{}t agree with {\itshape poetae}; in gender.
\begin{myquote}
\item{} {\itshape Magnae}: Feminine, plural, nominative.
\item{} {\itshape Poetae}: Masculine, plural, nominative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Bella} agrees with {\itshape magna}.
\begin{myquote}
\item{} {\itshape Bella}: Neuter, plural, nominative.
\item{} {\itshape Magna}: Neuter, plural, nominative.

\end{myquote}

\end{myenumerate}
}


\section{Grammar: The Use of the Accusative}
\label{85}


\begin{longtable}{|>{\RaggedRight}p{0.45785\linewidth}|>{\RaggedRight}p{0.46179\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries curri-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she runs}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries porta-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she carries}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries specta-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she watches}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries da-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she gives}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fuisse\newline{}fuī\newline{}fuistī\newline{}(puer) fuit\newline{}fuimus\newline{}fuistis\newline{}fuērunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to have been\newline{}I have been\newline{}you have been\newline{}(the boy) has been\newline{}we have been\newline{}you (pl.) have been\newline{}they have been\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nota Bene: \textquotesingle{}fuisse\textquotesingle{} and all the forms of it, the past tense of \textquotesingle{}esse\textquotesingle{}, behaves exactly like the present tense.}\\ \hline 
\end{longtable}



The newly introduced verbs, ama-{}t, curri-{}t, and porta-{}t take the accusative as the \textquotesingle{}object\textquotesingle{}.  Unless specified, any verb you look up in the dictionary will take the accusative, not the nominative. This means that they are {\bfseries transitive verbs}, verbs that happen to someone or something, e.g.:
\\

\TemplateSpaceIndent{$\text{ }${}I$\text{ }${}heal$\text{ }${}{\bfseries you}.$\text{ }${}({\itshape acc.})$\text{ }$\newline{}
$\text{ }${}You$\text{ }${}make$\text{ }${}{\bfseries my day}.$\text{ }${}({\itshape acc.})$\text{ }$\newline{}
$\text{ }${}She$\text{ }${}hit$\text{ }${}{\bfseries your arm}.$\text{ }${}({\itshape acc.})}


In the examples above, the {\bfseries bold} words are the subject of the sentence clause. Because something happens \symbol{34}to\symbol{34} them, they can\textquotesingle{}t be in nominative.
\section{Grammatical Explanation Using English Sentences}
\label{86}


\begin{longtable}{>{\RaggedRight}p{0.21450\linewidth}>{\RaggedRight}p{0.24763\linewidth}>{\RaggedRight}p{0.13144\linewidth}>{\RaggedRight}p{0.24571\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Grammatical Explanation 1}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The boy &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hits &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the car.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}



\begin{longtable}{>{\RaggedRight}p{0.21450\linewidth}>{\RaggedRight}p{0.24763\linewidth}>{\RaggedRight}p{0.13144\linewidth}>{\RaggedRight}p{0.24571\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Grammatical Explanation 2}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hugs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the boy.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}



\begin{longtable}{>{\RaggedRight}p{0.17219\linewidth}>{\RaggedRight}p{0.19878\linewidth}>{\RaggedRight}p{0.10552\linewidth}>{\RaggedRight}p{0.12537\linewidth}>{\RaggedRight}p{0.19724\linewidth}} 
\multicolumn{5}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Grammatical Explanation 3}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He who &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} flees, &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} deserves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the guillotine.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}

\subsection{Exercise 4: Find the Nominative and Accusative}
\label{87}


UNKNOWN TEMPLATE  
Latin/Exercise

{Find the Nominative and Accusative (if present) in each the sentence.}{
Find the Nominative and Accusative (if present) in each the sentence.

\begin{myenumerate}
\item{}  The boy is good.
\item{}  The girl kisses the boy.
\item{}  The boy gives the book.
\item{}  The child watches the TV.
\item{}  Whom it concerns.
\item{}  To the kitchen I run
\item{}  I eat the pizza.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  The boy \{nom\} is good \{nom\}.
\begin{myquote}
\item{}  {\itshape Puer \{nom\} est bonus \{nom\}}.
\end{myquote}

\item{}  The girl \{nom\} kisses the boy \{acc\}.
\begin{myquote}
\item{}  {\itshape Puella \{nom\} puerum \{acc\} basiat.}
\end{myquote}

\item{}  The boy \{nom\} gives the book \{acc\}.
\begin{myquote}
\item{}  {\itshape Puer \{nom\} librum \{acc\} dat.}
\end{myquote}

\item{}  The child \{nom\} watches the TV \{acc\}.
\begin{myquote}
\item{}  {\itshape Infans \{nom\} televisorium \{acc\} videt.}
\end{myquote}

\item{}  Whom \{acc\} it \{nom\} concerns.
\begin{myquote}
\item{}  {\itshape ???}
\end{myquote}

\item{}  To the kitchen \{acc\} I \{nom\} run.
\begin{myquote}
\item{}  {\itshape Ad culinam \{acc\} {$\text{[}$}ego \{nom\}{$\text{]}$} curro.}
\end{myquote}

\item{}  I \{nom\} eat the pizza \{acc\}.
\begin{myquote}
\item{} {\itshape Pittam \{acc\} {$\text{[}$}ego \{nom\}{$\text{]}$} edo.}

\end{myquote}

\end{myenumerate}
}





UNKNOWN TEMPLATE  
Latin/Exercise

{In the following sentences, identify the accusative and nominative. Then translate.}{
In the following sentences, identify the accusative and nominative. Then translate.

\begin{myenumerate}
\item{}  Puer est bonus.
\item{}  Puella puerum amat..
\item{}  Puer cistam portat.
\item{}  Fīlius virum spectat.
\item{}  Ad culīnam currit.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Puer \{nom\} est bonus \{nom\}.
\begin{myquote}
\item{}  The boy \{nom\} is good \{nom\}.
\end{myquote}

\item{}  Puella \{nom\} puerum \{acc\} amat.
\begin{myquote}
\item{}  The girl \{nom\} loves the boy \{acc\}.
\end{myquote}

\item{}  Puer \{nom\} cistam \{acc\} portat.
\begin{myquote}
\item{}  The boy \{nom\} carries the box \{acc\}.
\end{myquote}

\item{}  Fīlius \{nom\} virum \{acc\} spectat.
\begin{myquote}
\item{}  The son \{nom\} watched the husband \{acc\}.
\end{myquote}

\item{}  Ad culīnam \{acc\} currit.
\begin{myquote}
\item{}  To the kitchen \{acc\} {$\text{[}$}he \{nom\}{$\text{]}$} runs.

\end{myquote}

\end{myenumerate}
}




\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{Pronouns}





\label{88}



{}


\section{Personal Pronouns in English}
\label{89}
\begin{longtable}{|>{\RaggedRight}p{0.36258\linewidth}|>{\RaggedRight}p{0.55706\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries cibus}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries food}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries laborat}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she works}\\ \hline 
\end{longtable}


Pronouns are nouns which are used instead of another noun (\textquotesingle{}pro\textquotesingle{}, in place of \textquotesingle{}noun\textquotesingle{}, noun.)

There are three categories of pronouns which are divided up into persons: 1st, 2nd, and 3rd. In addition, pronouns can be singular or plural. They are declined like all other nouns.

\begin{longtable}{|>{\RaggedRight}p{0.25346\linewidth}|>{\RaggedRight}p{0.33475\linewidth}|>{\RaggedRight}p{0.29126\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Person}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Plural}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}1st&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}I&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}We\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}2nd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}You, Thou&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}You (all)\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}3rd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}He/She/It&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}They\\ \hline 
\end{longtable}

\section{Personal Pronouns in Latin}
\label{90}\subsection{1st/2nd Person Pronouns}
\label{91}\subsubsection{Table of Personal Pronouns in all of their cases: I, thou, we, ye}
\label{92}
Note: Thou is the archaic singular of the archaic plural ye -{} useful for distinguishing you (singular) from you (plural)
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.05458\linewidth}|>{\RaggedRight}p{0.08148\linewidth}|>{\RaggedRight}p{0.04608\linewidth}|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.07582\linewidth}|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.09094\linewidth}|} \hline 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\multicolumn{4}{|>{\RaggedRight}p{0.29107\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}}&\multicolumn{4}{|>{\RaggedRight}p{0.35624\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Case}&\multicolumn{2}{|>{\RaggedRight}p{0.14201\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st Person}&\multicolumn{2}{|>{\RaggedRight}p{0.12363\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd Person}&\multicolumn{2}{|>{\RaggedRight}p{0.15467\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st Person }&\multicolumn{2}{|>{\RaggedRight}p{0.17044\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd Person }\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ego &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} I &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tū &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} we &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} meī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tuī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nostrī(nostrum) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vestrī (vestrum)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mihi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tibi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to/for you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to/for you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from you\\ \hline 
\end{longtable}

\end{landscape}  

Nota Bene: the genitive is used in certain phrases like:
\begin{myenumerate}
\item{} memor nostrī, mindful of us
\item{} paucī vestrum, a few of you.
\end{myenumerate}


For the possessive uses (my sister, your bicycle), Latin does not use the genitive, but the possessive adjectives:

\begin{longtable}{|>{\RaggedRight}p{0.50916\linewidth}|>{\RaggedRight}p{0.41048\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}meus, mea, meum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} my\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tuus, tua, tuum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} thy\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}suus, sua, sum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his/hers, its, their\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}noster, nostra, nostrum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} our\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vester, vestra, vestrum  &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} your\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Pater noster &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Our father\\ \hline 
\end{longtable}

\subsection{3rd Person Pronouns}
\label{93}
Technically, 3rd person pronouns do not exist in Latin as they do in English. However, they do have equivalents.

Adjectives modify nouns and take the gender of the noun which they modify. However, adjectives do not necessarily need a substantive present in the sentence to modify. The substantive can be presumed. In this way, \textquotesingle{}3rd person\textquotesingle{} pronouns are formed. 
\subsubsection{Example 1}
\label{94}
Take the masculine form of the adjective \textquotesingle{}ille\textquotesingle{}. Literally it means \textquotesingle{}That (masculine) thing.\textquotesingle{} However one could take it for simply meaning \textquotesingle{}he\textquotesingle{}, depending on the context. Similarly, the pronoun \textquotesingle{}iste\textquotesingle{} means \textquotesingle{}this (masc.) thing\textquotesingle{}. Iste and ille are declined in exactly the same way.

If no substantive is provided assume words like these: \textquotesingle{}man\textquotesingle{}, \textquotesingle{}woman\textquotesingle{}, \textquotesingle{}thing\textquotesingle{}, \textquotesingle{}idea\textquotesingle{}, \textquotesingle{}concept\textquotesingle{}, \textquotesingle{}reason\textquotesingle{} etc. Let context be your guide.
\subsection{Common Adjectives Used as 3rd Person Pronouns In Latin}
\label{95}\subsubsection{Declension of Ille (that)}
\label{96}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.11197\linewidth}|>{\RaggedRight}p{0.10306\linewidth}|>{\RaggedRight}p{0.09565\linewidth}|>{\RaggedRight}p{0.07721\linewidth}|>{\RaggedRight}p{0.15800\linewidth}|>{\RaggedRight}p{0.09565\linewidth}|>{\RaggedRight}p{0.07721\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Declension of {\itshape ille} (that): Singular}}\\ \hline \multirow{2}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\multicolumn{3}{|>{\RaggedRight}p{0.30113\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.36110\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}}\\ \cline{2-2}\cline{3-3}\cline{4-4}\cline{5-5}\cline{6-6}\cline{7-7} \multicolumn{1}{|c|}{}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Masculine }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Neuter}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Masculine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Neuter}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ille  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illa &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illud &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} he &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} she &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīus  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her, hers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} its \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to it \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illum  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illud &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illō  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it \\ \hline 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.12559\linewidth}|>{\RaggedRight}p{0.11560\linewidth}|>{\RaggedRight}p{0.10730\linewidth}|>{\RaggedRight}p{0.08661\linewidth}|>{\RaggedRight}p{0.23849\linewidth}|>{\RaggedRight}p{0.02258\linewidth}|>{\RaggedRight}p{0.02258\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Declension of {\itshape ille} (that): Plural}}\\ \hline \multirow{2}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\multicolumn{3}{|>{\RaggedRight}p{0.33778\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.30957\linewidth}|}{\multirow{2}{\linewidth}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}}}\\ \cline{2-2}\cline{3-3}\cline{4-4} \multicolumn{1}{|c|}{}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Masculine }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Neuter}&\multicolumn{3}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illa &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} they, those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illārum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} their, theirs, of those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to them, to those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illa &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} them, those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Ablative}}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from them, those  &&\\ \hline 
\end{longtable}

\end{landscape}

Ille is often used as a kind of pronoun. In situations with multiple phrases or sentences, however, it is syntactically different from is, ea, id (see below).

For example: \symbol{34}Canis puero cibum dat. Is laborat in agro.\symbol{34} means \symbol{34}The dog gives food to the boy. The dog works in the field\symbol{34}.

However: \symbol{34}Canis puero cibum dat. Ille laborat in agro.\symbol{34} means \symbol{34}The dog gives food to the boy. The boy works in the field\symbol{34}.

Thus, ille, unlike the other pronouns makes a previous object into the subject (and vice versa).
\subsubsection{Examples of the Usage of Ille:}
\label{97}
\begin{longtable}{|>{\RaggedRight}p{0.30536\linewidth}|>{\RaggedRight}p{0.61429\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ille est dominus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He is the master. (ille as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ille dominus est malus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} That master is bad. (ille as adjective) \\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Illam videt &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He sees her. (or \textquotesingle{}she sees her\textquotesingle{} -{} illam as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Illam puellam videt &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He (or she) sees that girl (illam as adjective).\\ \hline 
\end{longtable}

\subsubsection{Declension of Is, ea, id: (personal pronouns w/ translations)}
\label{98}\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.13176\linewidth}|>{\RaggedRight}p{0.07029\linewidth}|>{\RaggedRight}p{0.06901\linewidth}|>{\RaggedRight}p{0.05216\linewidth}|>{\RaggedRight}p{0.14151\linewidth}|>{\RaggedRight}p{0.13519\linewidth}|>{\RaggedRight}p{0.11883\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Case}&\multicolumn{3}{|>{\RaggedRight}p{0.20895\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.43167\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ea &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} id &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} he &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} she &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\multicolumn{3}{|>{\RaggedRight}p{0.20895\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eius }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her, hers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} its\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.20895\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eī }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to it\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} id &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by/with him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by/with her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by/with it\\ \hline 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.18041\linewidth}|>{\RaggedRight}p{0.12146\linewidth}|>{\RaggedRight}p{0.11975\linewidth}|>{\RaggedRight}p{0.12146\linewidth}|>{\RaggedRight}p{0.06431\linewidth}|>{\RaggedRight}p{0.05396\linewidth}|>{\RaggedRight}p{0.05741\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Case}&\multicolumn{3}{|>{\RaggedRight}p{0.39580\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ei &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ea &\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} they, those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eārum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eōrum &\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} their, theirs, of those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.39580\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eīs, iīs }&\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to them, to those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ea &\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} them, those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\multicolumn{3}{|>{\RaggedRight}p{0.39580\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eīs, iīs }&\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from them, those}\\ \hline 
\end{longtable}

\end{landscape}

Like ille, is can be used as a form of a pronoun.
\subsubsection{Examples of the Usage of Is}
\label{99}
\begin{longtable}{|>{\RaggedRight}p{0.29226\linewidth}|>{\RaggedRight}p{0.62739\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Is est dominus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He is the master. (\symbol{34}is\symbol{34} as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Is dominus est malus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} That master is bad. (\symbol{34}is\symbol{34} as adjective)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Eam videt. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He sees her. (or \textquotesingle{}she sees her\textquotesingle{}, \symbol{34}eam\symbol{34} as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Eam puellam videt. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He (or she) sees that girl. (\symbol{34}eam\symbol{34} as adjective)\\ \hline 
\end{longtable}

\subsubsection{Declension of the Relative pronoun qui, quae, quod: (meaning who, which, he)}
\label{100}\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.16637\linewidth}|>{\RaggedRight}p{0.10307\linewidth}|>{\RaggedRight}p{0.10307\linewidth}|>{\RaggedRight}p{0.09671\linewidth}|>{\RaggedRight}p{0.05930\linewidth}|>{\RaggedRight}p{0.04977\linewidth}|>{\RaggedRight}p{0.14045\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Singular}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quod &\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}who }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\multicolumn{3}{|>{\RaggedRight}p{0.33053\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cuīus }&\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} whose }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.33053\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cuī }&\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quod &\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quō &\multicolumn{3}{|>{\RaggedRight}p{0.27232\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from whom, which}\\ \hline 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.14950\linewidth}|>{\RaggedRight}p{0.11550\linewidth}|>{\RaggedRight}p{0.11405\linewidth}|>{\RaggedRight}p{0.11550\linewidth}|>{\RaggedRight}p{0.05329\linewidth}|>{\RaggedRight}p{0.04472\linewidth}|>{\RaggedRight}p{0.12620\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}who }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quorum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quarum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quorum &\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} whose }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.37657\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quibus }&\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\multicolumn{3}{|>{\RaggedRight}p{0.37657\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quibus }&\multicolumn{3}{|>{\RaggedRight}p{0.24469\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from whom, which}\\ \hline 
\end{longtable}

\end{landscape}

Notice that the same forms are used to ask a question, with the following exceptions:

\begin{longtable}{|>{\RaggedRight}p{0.18256\linewidth}|>{\RaggedRight}p{0.11310\linewidth}|>{\RaggedRight}p{0.11310\linewidth}|>{\RaggedRight}p{0.09915\linewidth}|>{\RaggedRight}p{0.29119\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\multicolumn{2}{|>{\RaggedRight}p{0.23609\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quis }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quid &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} who, which, what\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quid &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} whom, which, what\\ \hline 
\end{longtable}

\subsubsection{Uses of the Relative Pronoun}
\label{101}
The relative pronoun takes on the case depending on the function it serves in the relative clause.  For example, in the sentence \symbol{34}He sees the man who has a slave,\symbol{34} \symbol{34}who\symbol{34} is translated as nominative because it is the subject of the clause \symbol{34}who has a slave.\symbol{34}  The antecedent (noun to which the pronoun refers) is usually before the relative clause.
\subsubsection{Examples of the Usage of the Relative Pronoun}
\label{102}
\begin{myenumerate}
\item{}  {\itshape Virum \myhref{http://en.wiktionary.org/wiki/videre\%23Latin}{videt} (he/she sees) {\bfseries qui} \myhref{http://en.wiktionary.org/wiki/servus\%23Latin}{servum} (servant) \myhref{http://en.wiktionary.org/wiki/habere\%23Latin}{habet} (he/she has).}
\begin{myquote}
\item{}  He sees the man {\bfseries who} has a slave
\end{myquote}

\item{}  {\bfseries {\itshape Ille}}{\itshape  est \myhref{http://en.wiktionary.org/wiki/vir\%23Latin}{vir} cujus servus est \myhref{http://en.wiktionary.org/wiki/malus\%23Latin}{malus}.}
\begin{myquote}
\item{}  {\bfseries That}\textquotesingle{}s the man whose slave is bad.
\end{myquote}

\item{}  {\itshape Quis {\bfseries \myhref{http://en.wiktionary.org/wiki/is\%23Latin}{eum}} videt?}
\begin{myquote}
\item{}  Who sees {\bfseries him}?
\end{myquote}

\end{myenumerate}

\subsubsection{Declension of hic, haec, hoc (meaning this)}
\label{103}
\begin{longtable}{|>{\RaggedRight}p{0.25789\linewidth}|>{\RaggedRight}p{0.14742\linewidth}|>{\RaggedRight}p{0.14493\linewidth}|>{\RaggedRight}p{0.12522\linewidth}|>{\RaggedRight}p{0.12364\linewidth}|} \hline 
\multicolumn{5}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hic &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} haec &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hoc &\multirow{5}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} this}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\multicolumn{3}{|>{\RaggedRight}p{0.45573\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}huius}&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.45573\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}huic}&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hunc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hanc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hoc&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hāc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōc&\multicolumn{1}{|c|}{}&\\ \hline 
\end{longtable}


\begin{longtable}{|>{\RaggedRight}p{0.22053\linewidth}|>{\RaggedRight}p{0.15059\linewidth}|>{\RaggedRight}p{0.14850\linewidth}|>{\RaggedRight}p{0.15059\linewidth}|>{\RaggedRight}p{0.12889\linewidth}|} \hline 
\multicolumn{5}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} haec &\multirow{5}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} these}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hārum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōrum&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.49078\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}hīs}&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} haec&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\multicolumn{3}{|>{\RaggedRight}p{0.49078\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}hīs}&\multicolumn{1}{|c|}{}&\\ \hline 
\end{longtable}


N.B. Hic as an adverb that means \textquotesingle{}here\textquotesingle{}.
N.B. Hic can also be used as a pronoun.
\subsubsection{Example of the Usage of Hic}
\label{104}
\begin{longtable}{|>{\RaggedRight}p{0.45383\linewidth}|>{\RaggedRight}p{0.46582\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Hic servus, non ille, est malus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} This slave, not that one, is bad.\\ \hline 
\end{longtable}

\section{Exercises}
\label{105}
\begin{longtable}{>{\RaggedRight}p{0.45982\linewidth}>{\RaggedRight}p{0.45982\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Give a suitable LATIN translation for the following:\begin{myenumerate}\item{} To him\item{} To her\item{} For her\item{} For him\item{} To it\item{} I\item{} You\item{} Ye\item{} of You\item{} of him\item{} We\item{} Thou\item{} of thee\item{} in him\item{} in her\end{myenumerate}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Give a suitable ENGLISH translation for the following:\begin{myenumerate}\item{} Meus\item{} Meī\item{} Ille\item{} Illud\item{} Huic\item{} Hī\item{} Hoc\item{} Nōs\item{} Nostrī\item{} Vōs\item{} Vestrum\end{myenumerate} 
\end{longtable}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}
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\label{106}\chapter{Latin I prose}

\myminitoc
\label{107}
\begin{longtable}{|>{\RaggedRight}p{0.39208\linewidth}|>{\RaggedRight}p{0.52757\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries fulgeo, -{}ere}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to shine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries aperio, -{}ire}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to open}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries dormio, -{}ire}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to sleep}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries habeo, -{}ere}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to have}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries semper}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries always}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries tempto, -{}are}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to try}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries dico, -{}ere}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to speak, say}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries femina}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries woman}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries facio, -{}ere}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to make}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ecce!}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries look!}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries velle:}\newline{}volo\newline{}vis\newline{}vult\newline{}volumus\newline{}vultis\newline{}volunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to wish, want:}\newline{}I want\newline{}you want\newline{}he/she wants\newline{}we want\newline{}you want\newline{}they want\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries turba}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries crowd}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries attonitus}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries astonished}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries tantus, -{}a, -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries so great}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries susurro, -{}are}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to whisper}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries patefacio, -{}ere}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to open, disclose}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries rideo, -{}ere}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries to laugh}\\ \hline 
\end{longtable}


The following is a nice easy short story for the Latin novice:


\subsection{Lucius ad forum it}
\label{108}

Sol fulget. Lucius oculos aperit. Videt uxorem suam, Octaviam. Octavia dormit. Ergo, Lucius ad forum it. 

Lucius multos amicos habet. Unus de amicis Claudius est. Claudius semper in foro est. Claudius temptat dicere cum feminis, quod Claudius multas feminas amat. Multae feminae, tamen, Claudium non amant.

Lucius ad forum ambulat. Multos Romanos videt. Unus Romanorum ad cives orationem facit. Est Claudius!

\symbol{34}Ecce! Ecce!\symbol{34} dicit Lucius. Lucius vult dicere cum amico. Claudius, tamen, dicit ad turbam.

\symbol{34}Amicus meus, Lucius\symbol{34} dicit, \symbol{34}hominem necavit.\symbol{34}\textsuperscript{A}

Lucius anxius respondet, \symbol{34}Quid dicis, amice?\symbol{34}

Claudius est attonitus. Dicit,
\symbol{34}Te non video, mi Luci...\symbol{34}

Lucius respondet, \symbol{34}hominem non necavi! Cur tanta dicis?\symbol{34}
Claudius sussurat,
\symbol{34}Volo videri\textsuperscript{B} fortissimus, amice. Feminae te amant. Me dolet\textsuperscript{C}.\symbol{34}

Lucius omnia\textsuperscript{D} turbae\textsuperscript{E} patefacit.

Multae feminae ad Claudium misserimum rident. Mox, etiam Claudius ad se ridet.




\begin{myitemize}
\item{} \textsuperscript{A} {\itshape Necavit} is the perfect form of {\itshape necare}, meaning \symbol{34}he killed.\symbol{34} For more, check out the next chapter.
\end{myitemize}


\begin{myitemize}
\item{} \textsuperscript{B} {\itshape Videri} means \symbol{34}to appear,\symbol{34} (or more literally, \symbol{34}to be seen\symbol{34}) and is the passive infinitive of {\itshape video}. There is more on that in chapters 2-{}4.
\item{} \textsuperscript{C} {\itshape Me dolet} means \symbol{34}makes me suffer\symbol{34}.
\item{} \textsuperscript{D} {\itshape Omnia} means \symbol{34}everything\symbol{34}.
\item{} \textsuperscript{E} {\itshape turbae} is the dative case of \symbol{34}turba\symbol{34}, meaning \symbol{34}to the crowd\symbol{34}.
\end{myitemize}
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\section{Chapter 2: Complicated Sentences}
\label{109}

\chapter{The Imperfect Tense}





\label{110}
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\section{Imperfect Active Indicative}
\label{111}

The imperfect is a construct like:
{\bfseries I was seeing.}
 In Latin it would look like this:
{\bfseries Videbam.}

English has a similar construct called progressive past. Actions seem incomplete, and so the imperfect label. For example, \symbol{34}I was running,\symbol{34} \symbol{34}We were sailing,\symbol{34} \symbol{34}They were calling.\symbol{34} Note that \textquotesingle{}to be\textquotesingle{} is always there. Latin, however, would sometimes use imperfect like simple past; accordingly, \symbol{34}We were sailing\symbol{34} could be translated as \symbol{34}We sailed.\symbol{34} Other translations of imperfect can be used to/kept such as \symbol{34}We used to sail/We kept sailing.\symbol{34} 

Regardless of language, the concept of an imperfect is important. Imperfect is called imperfect for a reason -{} in Latin, the verb \symbol{34}perficere\symbol{34} means to finish/complete, which is what perfect is from. Thus, imperfect, in the grammatical sense, means not finished -{} that the action could be or could not be completed. Perfect instead means it has been finished -{} I saw. You have already seen, and it is now completed. I was seeing implies that the action is not yet completed.

The perfect tense, which we will learn later, is a more immediate reference to the past. The name, imperfect, helps you remember its use: in situations where you can\textquotesingle{}t say when an event started or ended or happened, you must use the imperfect.

In situations where you can know when an event started or ended or happened, use the perfect. 

You conjugate the imperfect tense this way:
verb + ba + personal ending

The endings for imperfect are:

Sg.
1. {\bfseries -{}bam}
2. {\bfseries -{}bas}
3. {\bfseries -{}bat}
Pl.
1. {\bfseries -{}bamus}
2. {\bfseries -{}batis}
3. {\bfseries -{}bant}

Note that the only thing we add are ba + the personal endings (the same as in the present tense) to the infinitive stem. This gives us the imperfect conjugation.

Note that in third and fourth conjugations, you will have to form it differently. There is *no* rule to explain this, it just is, although there are memorization techniques that can help.

venire is 4th conjugation and is formed like:
veniebam
veniebas 
veniebat 
veniebamus
veniebatis 
veniebant

For third conjugation, an example used in some textbooks/study guides is: capere (to capture or seize) 

capiebam
capiebas
capiebat
capiebamus
capiebatis
capiebant

Note that it is easiest to think of what the endings -{}ere and ire lack. The imperfect -{}ba + the personal ending, which we can call the imperfect conjugation,  must be prefixed by ie.
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\end{longtable}

A few examples:

{\bfseries amabam} -{} {\bfseries I was loving} (A-{}conjugation-{}-{}1st)
{\bfseries monebatis} -{} {\bfseries You were warning {$\text{[}$}object/personage{$\text{]}$}} (of something negative) (Pl.) (2nd Conjugation)
{\bfseries vinciebamus} -{} {\bfseries We were defeating} (long I-{}conjugation-{}-{}3rd conjugation)
{\bfseries capiebant} -{} {\bfseries They were catching} (short I-{}conjugation-{}-{}3rd conjugation)
{\bfseries pellebat} -{} {\bfseries She/he/it was propelling} (drive something (not a vehicle), propel something) (consonantic conjugation)

(Wiki-{}reading tips: See discussion. Some of the above may be unclear, however the clarifying \textquotesingle{}-{}-{}\textquotesingle{} and \textquotesingle{}/\textquotesingle{} indicate verification. We may not know what the original author intended, but we know what conjugations the examples are.)
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\end{longtable}

\end{landscape}
\subsection{Exercises}
\label{112}

Translate from Latin to English

1. dum sol fulgebat, puer ambulabat ad forum$\text{ }$\newline{}

2. in foro multus cibus aderat et femina cibum vendebat$\text{ }$\newline{}

3. puer cibum emere volebat sed satis pecuniae ({\itshape enough money}) non habebat$\text{ }$\newline{}

4. puer se vertit ({\itshape turned (lit. himself) around}) et tristis domum rediebat$\text{ }$\newline{}

5. sed ubi domum rediit ({\itshape returned}) cena parata erat quod mater semper cenam parat

\chapter{The Genitive and Dative Cases}





\label{113}



{}


\section{Noun Tables}
\label{114}\begin{landscape}
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\section{The Genitive}
\label{115}
The genitive case is a descriptive case. The genitive case describes the following features of the described noun:
\begin{myitemize}
\item{} Possession e.g. The Dog of Marcus {\itshape or} Marcus\textquotesingle{}s Dog (Canis Marcī)
\item{} Origin e.g. Marcus of Rome (Marcus Romae
\item{} Relation e.g. A thing of beauty (Rēs pulchrae)
\item{} Quantity e.g. A gallon of water
\item{} Quality e.g. Day of wrath (Diēs irae)
\end{myitemize}


Quite simply, a word in the genitive case is translated with the preposition \symbol{34}of\symbol{34}. Note that Latin does not have a separate form for the possessive genitive ({\itshape Marcus\textquotesingle{}s Dog} vs {\itshape The Dog of Marcus}), as does English. A word in the genitive case showing possession can be translated either way. 
\subsection{Latin Examples}
\label{116}\begin{landscape}
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\subsection{Exercise 1}
\label{117}
Indicate the word in the genitive:
\begin{myenumerate}
\item{} Flavia\textquotesingle{}s dog is good.
\item{} The man has his mother\textquotesingle{}s good taste.
\item{} Māter Flāviae est domina.
\item{} The sword of justice is swift.
\end{myenumerate}

\section{Agreeing with the Adjectives}
\label{118}
When adjectives are used to describe nouns in the genitive case, they must have the same case, number, and gender as the noun to which it refers.
\subsection{Example}
\label{119}{\bfseries
\begin{mydescription}A road of beautiful Rome → Via Romae pulchrae.
\end{mydescription}
}

\begin{myquote}
\item{} If we look at the bare necessities, namely nouns, in this phrase, then we get \symbol{34}road of Rome,\symbol{34} which is translated as \symbol{34}via Romae.\symbol{34} Now, let\textquotesingle{}s look at the adjective: beautiful ({\itshape pulchra}). Its antecedent (the noun it modifies) is Rome. Since Rome is in the genitive case, {\itshape pulchra} also needs to be in the genitive case. Both are already feminine, so we don\textquotesingle{}t need to change that. 
\item{} To make {\itshape pulchra} in the genitive singular case, we replace the final \symbol{34}-{}a\symbol{34} with a \symbol{34}-{}ae,\symbol{34} and we get {\itshape pulchrae}.
\end{myquote}


It\textquotesingle{}s that simple.
\section{The Dative}
\label{120}
The dative case, also known as the indirect object case indicates:
\begin{myitemize}
\item{} For whom, e.g., I made this car {\bfseries for him}.
\item{} To whom, e.g., I gave this car {\bfseries to him}.
\end{myitemize}


Latin does not distinguish between \symbol{34}to\symbol{34} or \symbol{34}for\symbol{34}, though this is sometimes the case in English:
\begin{myitemize}
\item{} I made this car {\bfseries for him}. ↔ I made {\bfseries him} this car.
\item{} I gave this car {\bfseries to him}. ↔ I gave {\bfseries him} this car.
\end{myitemize}

\subsection{Example 1}
\label{121}
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\textquotesingle{}For\textquotesingle{} is the preposition indicating a dative. \textquotesingle{}For\textquotesingle{} can be used in some other constructs. To determine whether it is dative, analyse the meaning of the sentence (see Example 3). Practice will enable you to quickly spot the case of a noun in the sentence without much effort.
\subsection{Example 2}
\label{122}
{\itshape He gave the book {\bfseries to John}}; {\itshape He gave {\bfseries to John} the book}; or {\itshape He gave {\bfseries John} the book}.

This demonstrates how English can use prepositions to change word order and even \textquotesingle{}presume\textquotesingle{} a certain preposition exists that has been left out, giving a dative construct.
\subsection{Latin Examples}
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\LaTeXNullTemplate{}
\section{Exercise 2: Translate into English}
\label{124}
\begin{longtable}{|>{\RaggedRight}p{0.48697\linewidth}|>{\RaggedRight}p{0.43268\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dō, dāre&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to give\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} reddō, reddĕre&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to give back\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} liber, librī (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} book\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amīcus, -{}ī (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} friend\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} scrībō, -{}ĕre&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to write\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} epistula, -{}ae (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} letter, message\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Imperator, Imperatoris (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Emperor\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} placeo, -{}ēre (+dat.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to please, be pleasing to\\ \hline 
\end{longtable}


Note that {\itshape placeo} requires the dative case, as opposed to the accusative case. Verbs such as this are denoted with {\itshape (+dat.)} or similar abbreviations. 



UNKNOWN TEMPLATE  
Latin/Exercise

{Questions}{
\begin{myenumerate}
\item{} Do librum amico.
\item{} Amicus meum librum legit et mihi librum reddit.
\item{} Scribo epistulas Imperatori.
\item{} Meae epistulae Imperatori placent.
\end{myenumerate}

}{
\begin{myenumerate}
\item{} I give the book to a friend
\item{} The friend read my book and returned the book to me.
\item{} I am writing letters to the Emperor.
\item{} My letters are pleasing to the Emperor.

\end{myenumerate}
}


\section{Roman Numerals}
\label{125}
The Romans did not use the Hindu-{}Arabic numerals we use today. They used their own symbols and own numeric system. We still use Roman Numerals today.
\begin{landscape}
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{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Roman Numeral}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}English Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Hindu-{}Arabic Numeral}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Spanish Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}French Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Italian Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Portuguese Number}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt}I&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}ūnus -{}a -{}um&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}one&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}1&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}un&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}um\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}II&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo -{}ae&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}two&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}2&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dos&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}deux&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}due&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dois\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}III&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trēs, tria&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}three&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}3&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trois&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tre&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}três\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}IV&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quattor&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}four&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}4&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cuatro&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quatre&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quattro&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quatro\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}V&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}five&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}5&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinco&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinq&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinco\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}VI&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sēx&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}six&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}6&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}seis&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}six&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sei&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}seis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}VII&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}septem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}seven&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}7&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}siete&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sept&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sette&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sete\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}VIII&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}octō&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}eight&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}8&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}ocho&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}huit&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}otto&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}oito\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}IX&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}novem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nine&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}9&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nueve&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}neuf&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nove&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nove\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}X&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}decem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}ten&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}10&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}diez&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dix&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dieci&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dez\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}XV&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quindecim&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}fifteen&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}15&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quince&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinze&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quindici&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinze\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}XX&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}viginti&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}twenty&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}20&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}veinte&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vingt&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}venti&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vinte\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}XXV&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}viginti quinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}twenty-{}five&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}25&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}veinticinco&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vingt-{}cinq&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}venticinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vinte e cinco\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}L&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinquaginta&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}fifty&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}50&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cincuenta&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinquante&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinquanta&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinqüenta\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}C&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}centum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}one hundred&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}100&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cien&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cent&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cento&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cem\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}D&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quingentī, -{}ae, -{}a&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}five hundred&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}500&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinientos&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinq cents&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinquecento&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinhentos\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mille&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}one thousand&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}1000&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mil&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mille&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mille&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mil 
\end{longtable}

\end{landscape}

Note the declensions of the first three numbers. {\itshape Nullus} is the Latin equivalent of zero, for example: {\itshape nullam puellam in agro video} means {\itshape I see no girl in the field}.
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{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulli&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullo\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulla&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullam&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulli&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulla\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulli&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullo\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}unus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uni&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}una&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unam&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uni&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}una\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}unum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uni&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duos&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duorum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}duae&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duas&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duarum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duabus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duabus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duorum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trium&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trium&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}tria&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tria&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trium&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus 
\end{longtable}

\subsection{Exercise 3}
\label{126}
Write the word form of the numbers in the following sentences in the correct case.

\begin{myenumerate}
\item{} {\bfseries III} homines me salutant
\item{} magistro {\bfseries II} libros reddo
\item{} {\bfseries D} senatoribus multa ({\itshape many things}) dico
\item{} {\bfseries III} horas diligenter laboro
\end{myenumerate}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{The Future Tense}





\label{127}



{}


\section{Future I, Active}
\label{128}

Future active is a tense which, unsurprisingly, refers to something which has not yet happened. The endings are fairly basic, and follow fairly regular rules -{} however, the future endings used in 1st and 2nd conjugation differ from the endings of 3rd, 3rd-{}io (not a typo!), and 4th.

For example -{} \symbol{34}amo, amare\symbol{34} (1st conjugation) would be

Ama bo -{} I will love$\text{ }$\newline{}
*
Ama bis -{} You will love$\text{ }$\newline{}

Ama bit -{} He/She/It will love$\text{ }$\newline{}

Ama bimus -{} We will love$\text{ }$\newline{}

Ama bitis -{} Y\textquotesingle{}all will love$\text{ }$\newline{}

Ama bunt -{} They will love$\text{ }$\newline{}
*
\begin{myitemize}
\item{}  1st person singular and 3rd person plural use bo and bunt, not bi.
\end{myitemize}

Note the B and the BIs -{} the distinguishing feature of future tense in Latin.

With \symbol{34}venio, venire\symbol{34} (4th conjugation-{}-{}io), however, the endings are different. In future, this is what they look like:

Veni am -{} I will come $\text{ }$\newline{}

Veni es -{} You will come$\text{ }$\newline{}

Veni et -{} He/She/It will come$\text{ }$\newline{}

Veni emus -{} We will come$\text{ }$\newline{}

Veni etis -{} Y\textquotesingle{}all will come$\text{ }$\newline{}

Veni ent -{} They will come $\text{ }$\newline{}


{$\text{[}$}deleted paragraphs go here. deleted to maintain rigorous accuracy, which we will go back to striving for.)

To clarify: venire, venio.. we know it is 4th conjugation verb and if we look at its first person singular conjugation, we see that it is an io verb, because the conjugation of the first person singular is \symbol{34}ven{\bfseries i}o\symbol{34}. (an io category exists within 3rd and fourth conjugations and is a more general concept which we will briefly introduce here by using venire, venio as an example).

Let\textquotesingle{}s first identify what we know.

We know it is 4th conjugation -{}io because it ends in ire, which tells us that it is 4th conjugation, and io because its nominative singular ends in io (venio). Because it is io, we leave the i in. So, when we are asked (as all textbooks should phrase these new questions):

1. What are the steps to form the future 2nd person conjugation?

We say:

1. It is better to know more than you need: check the infinitive nominative singular, we now know that it is 4th conjugation io.
2. We now know that we can form the stem: the stem is veni and can then add a personal ending-{}-{}leaving in the i. We leave in the i because it is io. Because it looks weird, we never leave the i in the future perfect. 

What is the form for venire, in the future tense, in the 2nd person?

The answer is venies.
\begin{landscape}
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\end{longtable}

\end{landscape}

\chapter{The Ablative and Vocative Case}





\label{129}



{}


\section{The Ablative Case}
\label{130}

The ablative case in Latin has 4 main uses:

\begin{myenumerate}
\item{}  With certain prepositions, eg. in, cum, sub
\item{}  Instrumental ablative, expressing the equivalent of English \symbol{34}by\symbol{34}, \symbol{34}with\symbol{34} or \symbol{34}using\symbol{34}
\item{}  Locative Ablative, using the ablative by itself to mean \symbol{34}in\symbol{34}, locating an action in space or time
\item{}  Ablative of separation or origin, expressing the equivalent of English \symbol{34}from\symbol{34}
\end{myenumerate}


The different uses of the ablative will be dealt progressively.  For a summary of all forms of the ablative, please consult the Appendix.
\section{Grammar Part 5: The Power of the Ablative Case}
\label{131}

Ablative generally indicates position in time and/or space (i.e. when and where). It can also indicate the idea of ways of getting to a location, abstractly or concretely.
\subsection{Ablative of Means}
\label{132}\subsubsection{Exercise}
\label{133}
How would you translate \symbol{34}I made the toga by hand\symbol{34}?

\begin{myitemize}
\item{} {\bfseries {\itshape Hint:}}{\itshape  You would not (and should not) use the genitive. The case you are studying right now can be used \uline{by itself} for this goal.}
\item{} {\bfseries {\itshape Hint:}}{\itshape  Remember that you won\textquotesingle{}t need to use the pronoun \symbol{34}I,\symbol{34} since Latin is based not on word order, but on the endings!}
\item{} {\bfseries {\itshape Glossary:}}{\itshape }
\begin{myquote}
\item{}  \symbol{34}to make\symbol{34} -{} {\itshape Facio} (\symbol{34}I make\symbol{34}), {\itshape facere} (\symbol{34}to make\symbol{34}), {\itshape feci} (\symbol{34}I made\symbol{34}), {\itshape factus} (\symbol{34}made\symbol{34})  
\item{}  \symbol{34}toga\symbol{34} -{} {\itshape Toga}, {\itshape togae} feminine
\item{}  \symbol{34}hand\symbol{34} -{} {\itshape Manus}, {\itshape manus} feminine (This is fourth declension)
\end{myquote}

\end{myitemize}

\paragraph{Answer}
{$\text{ }$}\newline\label{134}
Answer: {\itshape Togam manu feci}. 

In this case, the word \symbol{34}manu\symbol{34} is in the ablative (see fourth declension list) and thus means \symbol{34}by hand.\symbol{34} 
\subsubsection{Exercise}
\label{135}
I have my wisdom by means of my teacher.

\begin{myitemize}
\item{} {\bfseries \textquotesingle{}Glossary}:{\itshape }
\begin{myquote}
\item{}  \symbol{34}wisdom\symbol{34} -{} {\itshape Sapientia, sapientiae} feminine 
\item{}  \symbol{34}to have\symbol{34} -{} {\itshape Habeo} (\symbol{34}I have\symbol{34}), {\itshape habere} (\symbol{34}to have\symbol{34}), {\itshape habui} (\symbol{34}I had\symbol{34}), {\itshape habitus} (\symbol{34}had\symbol{34})
\item{}  \symbol{34}teacher\symbol{34} -{} {\itshape Magister, magistri} masculine (This is a second declension word, despite the \textquotesingle{}r\textquotesingle{} at the end, like puer.)
\end{myquote}

\end{myitemize}

\paragraph{Answer}
{$\text{ }$}\newline\label{136}
Answer: {\itshape Habeo sapientiam magistro.}
\subsection{Ablative of Time}
\label{137}
How would you say: {\itshape I will arrive at the 5th hour.}

\textquotesingle{}at the 5th hour\textquotesingle{} is indicating position of time. Thus, it can be put into the ablative case, giving:

{\itshape adveniam quinta hora}

In general, therefore, in order to say \symbol{34}In the morning\symbol{34}, \symbol{34}At nine O\textquotesingle{}clock,\symbol{34} or \symbol{34}In the tenth year,\symbol{34} use ablative. It is generally used to refer to a specific time in which something has, does, or will occur.

Example: I will leave in the night.

Hint: Future tense can be looked up in the appendices of this Wikibook!

Hint: to leave-{} discedo, discedere; night-{} nox, noctis(This is a third declension word!)
\paragraph{Answer}
{$\text{ }$}\newline\label{138}

Answer: Discedam nocte.

Note the simplicity in which Latin translates the six words into simply two. The ending based language completely negates the need for the words \symbol{34}I,\symbol{34} \symbol{34}will,\symbol{34} \symbol{34}in,\symbol{34} and \symbol{34}the.\symbol{34}
\subsection{Ablative of Place}
\label{139}
{\itshape Naves navigabant mari.} The ships were sailing on the sea. 

The ablative is also useful for showing the location of things, in general where you would use the words on, in, or at. There is an exception for the slightly more archaic locative, which is used with the words {\itshape domi} (from {\itshape domus, domus, f.}, home), {\itshape ruri} (from {\itshape rus, ruris, n.}, country {$\text{[}$}as opposed to city{$\text{]}$}), and {\itshape Romae} (from {\itshape Roma, Romae, f.}, Rome), as well as with the names of towns, cities and small islands. 

Latin has its own way of handling prepositions depending on the nouns and their cases in the sentence, including the versatile {\itshape in}, which can take many different meanings depending upon the case of the object.
\section{Ablative with prepositions}
\label{140}

Here are a few prepositions that can take the ablative (for a fuller list, see the lesson on adverbs and prepositions in the previous chapter):

\begin{longtable}{>{\RaggedRight}p{0.23806\linewidth}>{\RaggedRight}p{0.68159\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape in}\myfootnote{Means \symbol{34}into\symbol{34} or \symbol{34}against\symbol{34} when used with the accusative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} in, on\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape a/ab} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape de} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} down from, concerning\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape e/ex} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} out of, out from\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape cum} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} with\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape sine} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} without\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape pro} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} on behalf of, in front of\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape super}\myfootnote{Has static meaning when used with the ablative but connotes motion when used with the accusative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} upon, above, beyond\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape sub}\myfootnote{Usually means \symbol{34}up to\symbol{34} or \symbol{34}up to the foot of\symbol{34} when used with the accusative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} under, beneath 
\end{longtable}



 

As a general rule, when motion is implied, use the accusative, but when location is implied


\subsection{Example 3}
\label{141}

{\itshape Servus ex agris venit.}
\begin{myquote}
\item{} \symbol{34}The slave came from the fields.\symbol{34}
\end{myquote}


Note: {\itshape Ager} ({\itshape ager, agri, m.}, field) must take an ablative suffix to match the preceding preposition, in this case {\itshape e}/{\itshape ex}. 

Incidentally, both {\itshape ager} and {\itshape campus} mean \symbol{34}field,\symbol{34} but {\itshape ager}, like its English derivative \symbol{34}agriculture\symbol{34}, connotes a farming field, while {\itshape campus} (think \symbol{34}camping\symbol{34} or \symbol{34}college campus\symbol{34}) means \symbol{34}open field.\symbol{34} The {\itshape Campus Martius} was a large field in Rome used for military training.

\section{The Vocative Case}
\label{142}

While you will rarely need to ask Lupus where the bathroom is in Latin, you may find yourself reading either quotes or letters in which a person is being directly addressed. The case it will be in is the vocative.

For example, \symbol{34}Hail, Augustus\symbol{34} will appear in Latin as Ave Auguste, and not Ave Augustus.


Each declension has its own form of the vocative singular and plural. They are listed in the table below.

Furthermore, in all but the second declension, the nominative and vocative are exactly the same!\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.13192\linewidth}>{\RaggedRight}p{0.08887\linewidth}>{\RaggedRight}p{0.23506\linewidth}>{\RaggedRight}p{0.09961\linewidth}>{\RaggedRight}p{0.11152\linewidth}>{\RaggedRight}p{0.09194\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Number &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} First &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}    Second*    &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Third &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Fourth &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Fifth\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} a &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us-{}>{}e, ius-{}>{}i, r-{}>{}r&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}-{} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural** &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es  
\end{longtable}

\end{landscape}
\begin{myitemize}
\item{}  In the second declension singular, there are three separate possibilities for the vocative, depending on its nominative ending. Hence, if it is a us word, it will become an e and so forth.
\end{myitemize}

\subsubsection{Examples for different declensions in the second declension}
\label{143} 
\begin{myitemize}
\item{} {\bfseries -{}us:}
\begin{myquote}
\item{}  Lupus -{}>{}Lupe (given name, wolf)
\end{myquote}

\item{} {\bfseries -{}ius:} 
\begin{myquote}
\item{} Filius -{}>{} Fili (son)
\item{} Horatius-{}>{} Horati (given name)
\end{myquote}

\item{} {\bfseries -{}r:} 
\begin{myquote}
\item{} Puer-{}>{} Puer (boy)
\end{myquote}

\end{myitemize}


\begin{myquote}
\item{} {\itshape In all cases, the plural vocative is exactly the same as the plural nominative. This extends to those words which are neuter, which always have an \textquotesingle{}a\textquotesingle{} for the nominative and vocative.}
\end{myquote}

\subsubsection{Examples}
\label{144}
\begin{myenumerate}
\item{} Hello, Sextus.(Hello= {\itshape Salve})*
\begin{myquote}
\item{}  Salve, Sext{\bfseries e}. 
\end{myquote}

\item{} Speak, girl! (Speak= {\itshape dico, dicere, dixi})*
\begin{myquote}
\item{}  Dic, puell{\bfseries a}.
\end{myquote}

\item{} Knee, run!*(Knee= {\itshape genu}; run= {\itshape curro, currere, cucurri})*
\begin{myquote}
\item{}  Gen{\bfseries u}, curre!
\end{myquote}

\item{} Oh, heart, why do you lead me? (Oh-{}o; heart-{} cor, cordis-{}f.; lead-{}duco, ducere; 
\begin{myquote}
\item{}  O, cor! Cur ducis tu me?
\end{myquote}

\end{myenumerate}


\begin{myitemize}
\item{} Note that the first three also require use of the imperative. The imperative is used when ordering or telling someone what to do, e.g.-{} \symbol{34}Stop,\symbol{34} or \symbol{34}Get away from me.\symbol{34}
\end{myitemize}


The basic form of the imperative is created by dropping the \symbol{34}re\symbol{34} off of the infinitive form of the verb, as in: Amare, which becomes Ama; at least in the singular active form, which is all that these exercises require. More can be found about this subject in the chapter on verbs.

\chapter{The 3rd, 4th and 5th declensions}





\label{145}\section{3rd, 4th, and 5th Declension Nouns}
\label{146}
We have already seen the first two declensions:\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.09980\linewidth}>{\RaggedRight}p{0.10428\linewidth}>{\RaggedRight}p{0.10253\linewidth}>{\RaggedRight}p{0.11518\linewidth}>{\RaggedRight}p{0.09776\linewidth}>{\RaggedRight}p{0.10428\linewidth}>{\RaggedRight}p{0.09492\linewidth}} 
\multirow{3}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&\multicolumn{2}{>{\RaggedRight}p{0.21584\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 1\textsuperscript{st} declension}}&\multicolumn{4}{>{\RaggedRight}p{0.47134\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 2\textsuperscript{nd} declension}}\\ \multicolumn{1}{c}{}&\multicolumn{2}{>{\RaggedRight}p{0.21584\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries -{}a}}&\multicolumn{2}{>{\RaggedRight}p{0.22225\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries -{}us}}&\multicolumn{2}{>{\RaggedRight}p{0.20790\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries -{}um (neuter)}}\\ \multicolumn{1}{c}{}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape SINGULAR} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape PLURAL}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape SINGULAR} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape PLURAL}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape SINGULAR} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape PLURAL}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ae}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}us}/ pu{\bfseries er} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ī}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}am} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ās}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ōs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ārum}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ōrum}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ōrum}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}īs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}īs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}īs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ā} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}īs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}īs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}īs} 
\end{longtable}

\end{landscape}

We will now complete the table of nouns with the 3rd, 4th, and 5th declensions. These declensions are more difficult to work with because their nominative and accusative plural forms are identical, as are their dative and ablative plural forms. To distinguish the cases, you must use a very simple key: context. Context will tell you the meaning.
\subsection{3rd Declension Masculine or Feminine (each word has a set gender): {\itshape rēx}, m.}
\label{147}

3rd declension nouns  have two stems: The nominative and vocative singular stem and the stem used for all other cases. Both stems have to be memorized for each noun. Feminine and masculine forms are indistinguishable.


\begin{longtable}{>{\RaggedRight}p{0.38973\linewidth}>{\RaggedRight}p{0.25408\linewidth}>{\RaggedRight}p{0.23565\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd Declension}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēx} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}ēs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}em} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}ēs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}is} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}um}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}ibus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape rēg-{}ibus} 
\end{longtable}

\subsection{3rd Declension Neuter {\itshape i}-{}stem: {\itshape mare}}
\label{148}


\begin{longtable}{>{\RaggedRight}p{0.45946\linewidth}>{\RaggedRight}p{0.21204\linewidth}>{\RaggedRight}p{0.20796\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd Declension Neuter}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mare} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ia}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mare} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ia}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}is} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ium}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ibus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape mar-{}ibus} 
\end{longtable}

\subsection{Other 3rd Declension Neuter: {\itshape litus}}
\label{149}


\begin{longtable}{>{\RaggedRight}p{0.45701\linewidth}>{\RaggedRight}p{0.21091\linewidth}>{\RaggedRight}p{0.21154\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd Declension Neuter}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litus} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litus} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}is} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}um}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}ibus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape litor-{}ibus} 
\end{longtable}

\subsection{List of common 3rd declension stem change patterns}
\label{150}
\begin{longtable}{>{\RaggedRight}p{0.25104\linewidth}>{\RaggedRight}p{0.14503\linewidth}>{\RaggedRight}p{0.16825\linewidth}>{\RaggedRight}p{0.27497\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular Nominative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Main stem}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Main gender}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Examples}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} masc/fem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} canis, navis, hostis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} masc/fem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} urbs, rex*, matrix*\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}tis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} masc/fem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nox*, mons, pons\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}o &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}onis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} masc/fem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} legio, auditio, statio\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}en &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}inis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} neuter &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} carmen, flumen, examen\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}or &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}oris &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} masc/fem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amor, timor\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}oris &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} neuter &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} litus, corpus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}eris &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} neuter &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} genus, vulnus 
\end{longtable}

\begin{myitemize}
\item{} regs and matrics, respectively, but the gs and cs both compound into x. The c and g stay in the other cases, hence regis and matricis as their genitives. Nox (gen. noctis) works similarly.
\end{myitemize}

\section{4th Declension Masculine/Feminine (each word has a set gender) {\itshape gradus}, m.}
\label{151}


\begin{longtable}{>{\RaggedRight}p{0.37311\linewidth}>{\RaggedRight}p{0.24679\linewidth}>{\RaggedRight}p{0.25956\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th Declension}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}ūs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}ūs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}ūs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}uum}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}uī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}ibus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape grad-{}ibus} 
\end{longtable}

\subsection{4th Declension Neuter: {\itshape cornū}}
\label{152}


\begin{longtable}{>{\RaggedRight}p{0.45036\linewidth}>{\RaggedRight}p{0.20997\linewidth}>{\RaggedRight}p{0.21913\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th Declension Neuter}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ua}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} vocative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ua}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ua}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ūs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}uum}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ibus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape corn-{}ibus} 
\end{longtable}

\subsection{5th Declension Masculine/Feminine (each word has a set gender; most are feminine): {\itshape rēs}, f.}
\label{153}


\begin{longtable}{>{\RaggedRight}p{0.56559\linewidth}>{\RaggedRight}p{0.17272\linewidth}>{\RaggedRight}p{0.14115\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5th Declension Feminine/Masculine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} vocative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēm} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēs}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ērum}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēbus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ē} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape r-{}ēbus} 
\end{longtable}

\section{Exercises}
\label{154}
\subsection{Exercise 1}
\label{155}

\begin{longtable}{|>{\RaggedRight}p{0.29315\linewidth}|>{\RaggedRight}p{0.29315\linewidth}|>{\RaggedRight}p{0.29315\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}&{\bfseries \cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Notes}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries villa, -{}ae}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries farmhouse}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 1st declension feminine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries mittō, -{}ere, mīsī, missum}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries send}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 3rd conjugation}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries nomen, nominis}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries name}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 3rd declension neuter}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries maledicō, -{}dicere, -{}dīxī, -{}dictum}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries insult}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 3rd conjugation}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries placeō, -{}ere, placui, placitum + dat}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries please}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Can be used as an impersonal verb, eg. {\itshape mihi placet} + inf = it pleases me to...}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries quā rē}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries on account of which}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries  }\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries iste, ista, istud}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries that damn man/woman/thing}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Declines like {\itshape ille, illa, illud} (that)}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries interficiō, -{}ficere, -{}fēci, -{}fectum}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries kill}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Mixed conjugation}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries volō, velle, voluī}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries want, be willing}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries The present forms are: {\itshape volo, vis, vult, volumus, vultis, volunt}}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries mandō, mandere, mansī, mansum}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries chew on}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 3rd conjugation}\\ \hline 
\end{longtable}

Translate the following: $\text{ }$\newline{}

{\itshape Hodiē militēs ad villam meī amīcī mittō. Meō amicō, Marcō Tulliō nomine, mē in Senatū maledicere placet, quā rē istum interficere volō.}
\begin{myquote}
\item{} For extra credit, who in the late Republic might have said such a thing?
\end{myquote}


(The answer should be: Catiline?)
\subsection{Exercise 2}
\label{156}

Translate the following: $\text{ }$\newline{}

{\itshape Eheu! Mūs meum pānem mandit. Nunc nihil habeō. Me miserum!}

\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{Irregular Verbs \& Revision}
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\section{Irregular Verbs}
\label{158}

Irregular verbs do not fit in any particular conjugation.  Irregular verbs conjugate but not in a predictable manner. An example of an irregular verb that you have met is \textquotesingle{}esse\textquotesingle{}.  There are a few others which will be listed in the present indicate active tense below for you to memorise and refer to.

\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.05741\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}>{\RaggedRight}p{0.06009\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Meaning &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ego &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tu &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} is/ea &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nos &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vos &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ei/eae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Imperative sing. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Imp. pl\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ire &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to go &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eo &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} imus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} itis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ite\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} esse &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to be &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} est &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sumus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} estis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} este\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} fieri &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to become &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fio &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fit &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fimus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fitis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fiunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fite\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} velle &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to wish &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} volo &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vult &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} volumus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vultis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} volunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (none) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (none)\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} malle &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to prefer &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} malo &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mavis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mavult &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} malumus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mavultis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} malunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (none) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (none)\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nolle &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to be unwilling &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nolo &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} non vis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} non vult &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nolumus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} non vultis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nolunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} noli* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nolite\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ferre* &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to carry &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fero &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fert &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ferimus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fertis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ferunt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fer &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ferte\\ \multicolumn{10}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The imperatives noli and nolite are used to mean \symbol{34}don\textquotesingle{}t\symbol{34}, eg. \symbol{34}nolite ire\symbol{34} = \symbol{34}don\textquotesingle{}t go!\symbol{34}\newline{}Sometimes ferre is considered to be an \textquotesingle{}o\textquotesingle{} stem 3rd conjugation verb.  For practical purposes ferre is irregular.} 
\end{longtable}

\end{landscape}
\section{Exercise 1}
\label{159}

1. Copy out this table and translate.

Translate the following sentences:

1. fero portam.
2. fers portam
3. fert portam
4. ferimus portam
5. fertis portam
6. ferunt portam
7. sum bonus
8. es bonus
9. est bonus
10. sumus bonī
11. estis bonī
12. sunt bonī
13. este bonī!
14. nolī currāre!

Answer the following questions:

15. What do the irregular verbs have in common with regular verbs?
16. Why do we use \textquotesingle{}boni\textquotesingle{} in question 10, 11, and 12 but \textquotesingle{}bonus\textquotesingle{} in question 7, 8 and 9?
\section{Exercise 2}
\label{160}

Exercises:

1. Decline the following five nouns in both singular and plural number in the five common cases (nominative, accusative, genitive, dative, ablative):

\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.13193\linewidth}>{\RaggedRight}p{0.07714\linewidth}>{\RaggedRight}p{0.08639\linewidth}>{\RaggedRight}p{0.08561\linewidth}>{\RaggedRight}p{0.09606\linewidth}>{\RaggedRight}p{0.05754\linewidth}>{\RaggedRight}p{0.07908\linewidth}>{\RaggedRight}p{0.06481\linewidth}} 
\multicolumn{8}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nauta &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ātrium &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} servus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dictātor&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēx &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cornū &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} diēs\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \multicolumn{8}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 
\end{longtable}

\end{landscape}

2. Conjugate the verb \textquotesingle{}servāre\textquotesingle{} in both singular and plural number and all three persons.

3. Conjugate the verb \textquotesingle{}esse\textquotesingle{}, in both singular and plural number and all three persons.

4. Translate:

Nota Bene: Often Latin uses the present to indicate a \textquotesingle{}vivid past\textquotesingle{}. It would be suitable to translate the following passage in the past tense.

\begin{longtable}{|>{\RaggedRight}p{0.26233\linewidth}|>{\RaggedRight}p{0.18873\linewidth}|>{\RaggedRight}p{0.42840\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}&{\bfseries \cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Notes}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries heri}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries yesterday}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries {\itshape heri} is an adverb. Don\textquotesingle{}t try to use it as a noun (\symbol{34}Yesterday was a good day\symbol{34})}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries taberna, -{}ae}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries shop}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 1st declension feminine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries solea, -{}ae}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries sandle}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 1st declension feminine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries sic}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries so, and so, thus}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries  }\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries solus, -{}a, -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries alone}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries The adverb form (only) is {\itshape solum}}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries casa, -{}ae}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries house, hut}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 1st declension feminine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries sto, stare, steti, statum}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries stand}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries One of the few irregular first conjugation verbs}\\ \hline 
\end{longtable}


Heri, ad tabernam eō. In tabernā sunt trēs rēs quārum amō duas sōleās et unam mensam. Habeō trēs denariōs, sīc ego emeō mensam sōlum quod sum nōn dīvīnitās. Hodiē, mensa est in casā meā. In triclīnio stat.
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\section{Using a Dictionary}
\label{162}

To find a Latin word in the dictionary can be difficult.  Foremost, Latin verbs are listed using their the \textquotesingle{}present indicative 1st person singular active\textquotesingle{} construct of the verb.  Thus, to find the meaning of the verb \textquotesingle{}amāre\textquotesingle{}, one must find \textquotesingle{}amō\textquotesingle{} listed in the dictionary. Thus, one must use their wits to determine what the stem and what is the ending of the verb. A bit of searching around in the dictionary may be required.  There are a few verbs which are highly irregular which must be learnt such as \textquotesingle{}ferō\textquotesingle{}, I carry.

Nouns are usually much easier.  They are always given in the nominative singular case.   If you see a noun such as \textquotesingle{}vōcem\textquotesingle{}, and do not know what it is, do not fret.  If you look for \textquotesingle{}vōc\textquotesingle{} in the dictionary, you will not find what you are looking for.  \textquotesingle{}em\textquotesingle{} is typically a third declension accusative ending, thus you should be aware that third declension nouns have radically changing stems.  Those which have the consonent \textquotesingle{}c\textquotesingle{} usually have the consonent \textquotesingle{}x\textquotesingle{} replacing it in the nominative singular. Thus the nominative singular of vōcem, is vōx.  Likewise, \textquotesingle{}g\textquotesingle{} is also often used when shifting from nominative singular cases to other cases.  For example, rēx becomes \textquotesingle{}rēgem\textquotesingle{} in the accusative. There are plenty of other simple rules which one learns through experience.

Unconjugatable and indeclinable words are listed \textquotesingle{}as is\textquotesingle{}.
\section{Exercise 1}
\label{163}
\subsection{Vocabulary}
\label{164}
\begin{longtable}{|>{\RaggedRight}p{0.18691\linewidth}|>{\RaggedRight}p{0.39898\linewidth}|>{\RaggedRight}p{0.29358\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}&{\bfseries \cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Notes}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries confessio, -{}ōnis}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries confession}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 3rd declension feminine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries liber, libri}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries book}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 2nd declension masculine}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries malus, -{}a, -{}um}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bad}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries  }\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries de + abl.}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries from, down from, aside; about, concerning}&\cellcolor[rgb]{1.00000,0.80000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries  }\\ \hline 
\end{longtable}

\subsection{Passage}
\label{165}

Translate the following passage:

Confessiōnum meārum librī tredecim et dē malīs et dē bonīs meīs deum laudant iūstum et bonum atque in eum excitant hūmānum intellectum et affectum. Interim quod ad mē attinet, hoc in mē egērunt cum scriberentur et agunt cum leguntur. Quid dē illīs aliī sentiant, ipsī viderint; multīs tamen frātribus eōs multum placuisse et placēre sciō.
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\begin{center}
Imperfect and Future constructs
\end{center}


Warning: Beyond the imperfect, this page cannot is not entirely clear. Do not use it beyond the basic imperfect if you are a first time Latin student. Specific aspects confused me until I got up in the morning. Of course, I never knew them very well anyway.

See discussion for my thoughts on this.

I have substansially corrected this page. I apologize for my prior errors.

\myhref{http://en.wikibooks.org/wiki/User\%3ASmkatz}{Smkatz} 14:14, 13 Nov 2004 (UTC)

\section{Imperfect Active Indicative}
\label{167}

The imperfect is a construct like:
{\bfseries I was seeing.}
 In Latin it would look like this:
{\bfseries Videbam.}

English has a similar construct called progressive past. Actions seem incomplete, and so the imperfect label. For example, \symbol{34}I was running,\symbol{34} \symbol{34}We were sailing,\symbol{34} \symbol{34}They were calling.\symbol{34} Note that \textquotesingle{}to be\textquotesingle{} is always there. Latin, however, would sometimes use imperfect like simple past; accordingly, \symbol{34}We were sailing\symbol{34} could be translated as \symbol{34}We sailed.\symbol{34} Other translations of imperfect can be used to/kept such as \symbol{34}We used to sail/We kept sailing.\symbol{34} 

Regardless of language, the concept of an imperfect is important. Imperfect is called imperfect for a reason -{} in Latin, the verb \symbol{34}perficere\symbol{34} means to finish/complete, which is what perfect is from. Thus, imperfect, in the grammatical sense, means not finished -{} that the action could be or could not be completed. Perfect instead means it has been finished -{} I saw. You have already seen, and it is now completed. I was seeing implies that the action is not yet completed.

The perfect tense, which we will learn later, is a more immediate reference to the past. The name, imperfect, helps you remember its use: in situations where you can\textquotesingle{}t say when an event started or ended or happened, you must use the imperfect.

In situations where you can know when an event started or ended or happened, use the perfect. 

You conjugate the imperfect tense this way:
verb + ba + personal ending

The endings for imperfect are:

Sg.
1. {\bfseries -{}bam}
2. {\bfseries -{}bas}
3. {\bfseries -{}bat}
Pl.
1. {\bfseries -{}bamus}
2. {\bfseries -{}batis}
3. {\bfseries -{}bant}

Note that the only thing we add are ba + the personal endings (the same as in the present tense) to the infinitive stem. This gives us the imperfect conjugation.

Note that in third and fourth conjugations, you will have to form it differenntly. There is *no* rule to explain this, it just is, although there are memorization techniques that can help.

venire is 4th conjugation and is formed like:
veniebam
veniebas 
veniebat 
veniebamus
veniebatis 
veniebant

For third conjugation, an example used in some textbooks/study guides is: capere (to capture or seize) 

capiebam
capiebas
capiebat
capiebamus
capiebatis
capiebant

Note that it is easiest to think of what the endings -{}ere and ire lack. The imperfect -{}ba + the personal ending, which we can call the imperfect conjugation,  must be prefixed by ie.

A few examples:

{\bfseries amabam} -{} {\bfseries I was loving} (A-{}conjugation-{}-{}1st)
{\bfseries monebatis} -{} {\bfseries You were warning {$\text{[}$}object/personage{$\text{]}$}} (of something negative) (Pl.) (2nd Conjugation)
{\bfseries vinciebamus} -{} {\bfseries We were defeating{\itshape  (long I-{}conjugation-{}-{}3rd conjugation)}}
{\bfseries capiebant} -{} {\bfseries They were catching} (short I-{}conjugation-{}-{}3rd conjugation)
{\bfseries pellebat} -{} {\bfseries She/he/it was propelling} (drive something (not a vehicle), propel something) (consonantic conjugation)

(Wiki-{}reading tips: See discussion. Some of the above may be unclear, however the clarifying \textquotesingle{}-{}-{}\textquotesingle{} and \textquotesingle{}/\textquotesingle{} indicate verification. We may not know what the original author intended, but we know what conjugations the examples are.)
\section{Future I, Active}
\label{168}

Future active is a tense which, unsurprisingly, refers to something which has not yet happened. The endings are fairly basic, and follow fairly regular rules -{} however, the future endings used in 1st and 2nd conjugation differ from the endings of 3rd, 3rd-{}io (not a typo!), and 4th.

For example -{} \symbol{34}amo, amare\symbol{34} (1st conjugation) would be

Ama bo -{} I will love$\text{ }$\newline{}
*
Ama bis -{} You will love$\text{ }$\newline{}

Ama bit -{} He/She/It will love$\text{ }$\newline{}

Ama bimus -{} We will love$\text{ }$\newline{}

Ama bitis -{} Y\textquotesingle{}all will love$\text{ }$\newline{}

Ama bunt -{} They will love$\text{ }$\newline{}
*
\begin{myitemize}
\item{}  1st person singular and 3rd person plural use bo and bunt, not bi.
\end{myitemize}

Note the B and the BIs -{} the distinguishing feature of future tense in Latin.

With \symbol{34}venio, venire\symbol{34} (4th conjugation-{}-{}io), however, the endings are different. In future, this is what they look like:

Veni am -{} I will come $\text{ }$\newline{}

Veni es -{} You will come$\text{ }$\newline{}

Veni et -{} He/She/It will come$\text{ }$\newline{}

Veni emus -{} We will come$\text{ }$\newline{}

Veni etis -{} Y\textquotesingle{}all will come$\text{ }$\newline{}

Veni ent -{} They will come $\text{ }$\newline{}


{$\text{[}$}deleted paragraphs go here. deleted to maintain rigorous accuracy, which we will go back to striving for.)

To clarify: venire, venio.. we know it is 4th conjugation verb and if we look at its first person singular conjugation, we see that it is an io verb, because the conjugation of the first person singular is \symbol{34}ven{\bfseries i}o\symbol{34}. (an io category exists within 3rd and fourth conjugations and is a more general concept which we will briefly introduce here by using venire, venio as an example).

Let\textquotesingle{}s first identify what we know.

We know it is 4th conjugation -{}io because it ends in ire, which tells us that it is 4th conjugation, and io because its nominative singular ends in io (venio). Because it is io, we leave the i in. So, when we are asked (as all textbooks should phrase these new questions):

1. What are the steps to form the future 2nd person conjugation?

We say:

1. It is better to know more than you need: check the infinitive nominative singular, we now know that it is 4th conjugation io.
2. We now know that we can form the stem: the stem is veni and can then add a personal ending-{}-{}leaving in the i. We leave in the i because it is io. Because it looks weird, we never leave the i in the future perfect. 

What is the form for venire, in the future tense, in the 2nd person?

The answer is venies.
\section{Future conjugation}
\label{169}

Example: {\bfseries I will love}:
{\bfseries ama{\itshape b}o}


The table at the end of this page tries to sumamrize the future tense, with both sets of personal endings. As the warning notes, this summary may confuse some.

As an aid to your understanding, this table only applies to the future tense. Do not assume the table is displaying a pattern that is somehow applicable to all of Latin.

(Wiki-{}reading-{}tip: This is why they are in the future section, and were not discussed before.)

The A-{} and the E-{} conjugation are (relatively) straight-{}forward. The others are more advanced, and as the warning notes, could confuse a first-{}time student. Commercial textbooks probably explain it better at this point, although laying their explanation in a table like the one below is well-{}advised. Leave items marked with a ? in until issues are resolved.

Take a look at the following table:


\begin{longtable}{>{\RaggedRight}p{0.14128\linewidth}>{\RaggedRight}p{0.15464\linewidth}>{\RaggedRight}p{0.20996\linewidth}>{\RaggedRight}p{0.13190\linewidth}>{\RaggedRight}p{0.16133\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries A} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries E} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries long I (vincere/3rd conj.)}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries short I} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Consonantic}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama-{}{\bfseries b}o &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone-{}{\bfseries b}o &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vinci-{}{\bfseries a}m&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capi-{}{\bfseries a}m &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pell-{}{\bfseries a}m\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama-{}{\bfseries b}{\itshape i}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone-{}{\bfseries b}{\itshape i}s&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vinci-{}{\bfseries e}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capi-{}{\bfseries e}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pell-{}{\bfseries e}s\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama-{}{\bfseries b}{\itshape i}t &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone-{}{\bfseries b}{\itshape i}t&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vinci-{}{\bfseries e}t &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capi-{}{\bfseries e}t &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pell-{}{\bfseries e}t\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama-{}{\bfseries b}{\itshape i}mus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone-{}{\bfseries b}{\itshape i}mus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vinci-{}{\bfseries e}mus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capi-{}{\bfseries e}mus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pell-{}{\bfseries e}mus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama-{}{\bfseries b}{\itshape i}tis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone-{}{\bfseries b}{\itshape i}tis&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vinci-{}{\bfseries e}tis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capi-{}{\bfseries e}tis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pell-{}{\bfseries e}tis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama-{}{\bfseries b}{\itshape u}nt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mone-{}{\bfseries b}{\itshape u}nt&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vinci-{}{\bfseries e}nt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capi-{}{\bfseries e}nt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} pell-{}{\bfseries e}nt 
\end{longtable}


The vocabulary mostly consists of verbs, and can easily be looked up in a dictionary. We will give a limited translation below, and the rest, for those who are particularly adept at language learning, can be learned through imersion.

capere (3rd conjugation-{}-{}short ere): to seize, metaphorically or literally {$\text{[}$}see dictionary for full explanation{$\text{]}$}

amare (first conjugation -{}are): to love

EXERCISE: Can you be your own editor?

monere (what conjugation? 2nd Conjugation Does it change based on the macron over the first vowel on the ending? Yes long ere = 2nd short =3rd{$\text{[}$}long ere vs. short ere?{$\text{]}$}

It means to warn like in admonish (an English word that means to scold lightly.)
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\label{170}\section{Using a Dictionary}
\label{171}

Foremost, Latin verbs are listed using the {\bfseries present indicative first person singular active} construct of the verb.  For example, to find the meaning of the verb {\itshape amāre}, you must find {\itshape amō} listed in the dictionary. Some verbs like {\itshape esse} and {\itshape ferre} are highly irregular and use different stems to form the perfect tenses.

Nouns are usually much easier. They are always given in the nominative singular. If you see a noun such as {\itshape vōcem} and do not know what it is, do not fret. If you look for {\itshape voc-{}} in the dictionary, you will not find what you are looking for. The ending {\itshape -{}em} typically belongs to the third-{}declension accusative; thus, be aware that third-{}declension nouns have radically changing stems. Those that have the consonant {\itshape c} or {\itshape g} usually have the consonant {\itshape x} in the nominative singular. Thus the nominative singular of {\itshape vōcem} is {\itshape vōx}, and {\itshape rēx} becomes {\itshape rēgem} in the accusative singular. There are plenty of other simple rules which you will learn through experience.

Words that do not conjugate or decline (like prepositions and particles) are listed under their only form.
\section{Exercise 1}
\label{172}
\subsection{Vocabulary}
\label{173}

\begin{myenumerate}
\item{} {\itshape affectus, -{}ūs, m.}, goodwill
\item{} {\itshape confessiō, -{}ōnis, f.}, confession
\item{} {\itshape dē}, from, about, concerning
\item{} {\itshape liber, librī, m.}, book
\item{} {\itshape malus -{}a -{}um}, evil, bad
\item{} {\itshape placeō -{}ēre} + dative, to please ({\itshape placuīsse} is a perfect infinitive)
\item{} {\itshape filia, -{}ae f.}, daughter
\item{} {\itshape puella, -{}ae f.}, girl
\end{myenumerate}

\subsection{Other Difficulties}
\label{174}

\begin{myenumerate}
\item{} {\itshape quod ad mē attinet}, as far as I\textquotesingle{}m concerned
\item{} {\itshape cum scriberentur}, when they were written (imperfect passive subjuntive)
\item{} {\itshape quid sentiant}, what they think (present subjunctive in indirect question)
\item{} {\itshape ipsī viderint}, (loosely) they will see in their own way (future perfect)
\item{} {\itshape eōs placēre sciō}, accusative-{}infinitive construction for indirect statement: \symbol{34}I know they {$\text{[}$}the books{$\text{]}$} please\symbol{34}
\end{myenumerate}

\subsection{Passage}
\label{175}

Translate the following passage:

{\itshape Confessiōnum meārum librī tredecim et dē malīs et dē bonīs meīs deum laudant iūstum et bonum atque in eum excitant humānum intellectum et affectum. Interim quod ad mē attinet, hoc in mē ēgērunt cum scriberentur et agunt cum leguntur. quid dē illīs aliī sentiant, ipsī viderint; multīs tamen frātribus eōs multum placuīsse et placēre sciō.}
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\label{177}\chapter{Imperative}

\myminitoc
\label{178}
\section{Positive Imperative}
\label{179}\subsection{English}
\label{180}
In English (and in Latin), the positive imperative is a command. For example:

\begin{myitemize}
\item{}  {\bfseries Do} it!
\item{}  {\bfseries Stop}, in the name of love!
\item{}  {\bfseries Take} out the garbage!
\end{myitemize}

\subsection{Latin}
\label{181}

In Latin, the imperative singular is found by taking the last two letters off of the infinitive. The six exceptions to this rule are dicere (dic), ducere (duc), facere (fac), velle, malle (infinitives not used) and nolle (noli). Ferre (fer) and esse (es) are often considered  irregular due to the lack of a vowel at the end but we can see that applying the rule of removing the last two letters forms the imperatives correctly.
\subsubsection{Examples:}
\label{182}

Run, boy!
\begin{myquote}
\item{} {\bfseries {\itshape Curre}}{\itshape , puer!}\myfootnote{In many cases, the vocative will be used with the imperative, unless the imperative is used in a conversation or at a reader, as in a letter or guide.} (from {\itshape curro, currere}; to run)
\end{myquote}



Go!
\begin{myquote}
\item{} {\bfseries {\itshape I!}}{\itshape } (from {\itshape eo, ire}; to go)
\end{myquote}



Seize the day!
\begin{myquote}
\item{} {\bfseries {\itshape Carpe}}{\itshape  diem!} (from {\itshape carpo, carpere}; to pluck)
\end{myquote}




\subsubsection{Questions}
\label{183}
{\bfseries Write out: }

\begin{myenumerate}
\item{} Love me, Octavia! (to love = {\itshape amo, amare})
\item{} Come to Rome! (to come = {\itshape venio, venire}; Rome = {\itshape Roma, Romae, f.})
\end{myenumerate}

\subsection{Plural}
\label{184}
To form the plural imperative in Latin, take the 2nd person plural present form of the verb (eg. amatis, sedetis, regitis, venitis) and replace the is at the end with e. The only exceptions to the rule are velle, malle (imperatives not used) and nolle (nolite). Ferre (ferte) and esse (este) are often considered irregular but applying the rule (fertis -{}>{} ferte, estis -{}>{} este) correctly forms the imperatives.

Go home, boys!
\begin{myquote}
\item{}  {\bfseries {\itshape Ite}}{\itshape  domum, pueri.}
\end{myquote}


Stay, all of you!
\begin{myquote}
\item{}  {\bfseries {\itshape Manete}}{\itshape , omnes!}
\end{myquote}

\subsubsection{Exercises}
\label{185}

Write out:

\begin{myenumerate}
\item{} Take them, men! (to take = {\itshape adripio, adripere})
\item{} Fear me, children! (to fear = {\itshape timeo, timere}; children = {\itshape liberi})
\end{myenumerate}

\section{Negative Imperative}
\label{186}
\subsection{English}
\label{187}
In English, we use the word \symbol{34}don\textquotesingle{}t\symbol{34} for prohibitions, or negative imperatives. For example:

\begin{myitemize}
\item{} {\bfseries Don\textquotesingle{}t do} it!
\end{myitemize}


\begin{myitemize}
\item{} {\bfseries Don\textquotesingle{}t say} that!
\end{myitemize}

\subsection{Latin}
\label{188}
Similarly, in Latin the negative imperative is formed with two words, the imperative of {\itshape nolo, nolle} and the infinitive.

{\itshape Nolo} by itself means \symbol{34}I do not want,\symbol{34} but in its imperative it means \symbol{34}do not...!\symbol{34} 

{\itshape Nolle} is irregular, and its imperative forms are {\itshape noli} and {\itshape nolite}.
\subsubsection{Examples}
\label{189}

Do not fear me!
\begin{myquote}
\item{} {\bfseries {\itshape Noli}}{\itshape  me {\bfseries timere}!}
\end{myquote}


Don\textquotesingle{}t build the aqueduct there, soldiers!
\begin{myquote}
\item{} {\bfseries {\itshape Nolite}}{\itshape  aquaeductum ibi {\bfseries aedificare}, milites!}
\end{myquote}


Don\textquotesingle{}t wash the dog, boys!
\begin{myquote}
\item{} {\bfseries {\itshape Nolite}}{\itshape , pueri, canem {\bfseries lavare}!}
\end{myquote}

\subsubsection{Exercises}
\label{190}

Translate:

\begin{myenumerate}
\item{} Don\textquotesingle{}t cry, daughter! (to cry = {\itshape fleo, flere})
\item{} Don\textquotesingle{}t hurt me, friends! (to hurt = {\itshape vulnero, vulnerare})
\item{} Don\textquotesingle{}t go into the water, boys!
\item{} Don\textquotesingle{}t hurt them, soldiers! (them = use {\itshape eos}, masculine accusative plural of {\itshape is, ea, id})
\end{myenumerate}
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A verb\textquotesingle{}s voice shows the relationship between the subject and the action expressed by the verb. Latin has two voices: active and passive.

In the active voice, the subject of the clause performs the verb on something else (the object), e.g., \symbol{34}The girl sees the boy.\symbol{34}

In the passive voice, the subject of the sentence receives the action of the verb, e.g., \symbol{34}The boy is seen by the girl.\symbol{34}

The personal endings in the active voice are: {\bfseries -{}ō}/{\bfseries -{}m}, {\bfseries -{}s}, {\bfseries -{}t}, {\bfseries -{}mus}, {\bfseries -{}tis}, {\bfseries -{}nt}.

The personal endings in the passive voice (present, imperfect, future) are: {\bfseries -{}r}, {\bfseries -{}ris}, {\bfseries -{}tur}, {\bfseries -{}mur}, {\bfseries -{}mini}, {\bfseries -{}ntur}. 

In the perfect, pluperfect and future perfect, the passive voice is formed by the fourth principal part plus the proper forms of {\bfseries sum, esse}. For the perfect tense, use the present forms of {\bfseries esse}, for the pluperfect use the imperfect forms of {\bfseries esse}, and for the future perfect use the future forms of {\bfseries esse}. The fourth principal part, when used in a passive construction, acts as a first-{}second declension adjective and is declined accordingly.

As stated before, when the passive voice is used, the subject receives the action of the verb from another agent. This agent, when it is a person, is expressed by the preposition {\bfseries ā}/{\bfseries ab} plus the ablative case. This construction is called the {\itshape ablative of personal agent}. The {\itshape ablative of cause} is used without a preposition when the agent is not a person.
\section{Examples:}
\label{192}

\begin{myitemize}
\item{} Active: {\itshape Puella puerum videt.} (The girl sees the boy.)
\end{myitemize}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Passive: {\itshape Puer ā puellā vidētur.} (The boy is seen by the girl.)
\end{myitemize}

\item{} {\itshape Puella} takes {\itshape ā} and the ablative, as it is a personal agent.
\end{myquote}


\begin{myitemize}
\item{} Active: {\itshape Timor virum capit.} (Fear seizes the man.)
\end{myitemize}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Passive: {\itshape Vir timore capitur.} (The man is seized by fear.)
\end{myitemize}

\item{} {\itshape Timore} is ablative of cause.
\end{myquote}


\begin{myitemize}
\item{} Active: {\itshape Hostēs urbem oppugnābant.} (The enemies were attacking the city.)
\end{myitemize}


\begin{myquote}
\item{} 
\begin{myitemize}
\item{} Passive: {\itshape Urbs ab hostibus oppugnābatur.} (The city was being attacked by the enemies.)
\end{myitemize}

\end{myquote}

\section{Deponent verbs}
\label{193}

Some verbs are always passive in form, even though they have an active meaning. For example:

\begin{myitemize}
\item{} filius agricolam {\bfseries sequitur} -{} The son follows the farmer
\item{} sol {\bfseries ortus est} -{} The sun has risen
\item{} agricola hostes {\bfseries verentur} -{} The farmers fear the enemies
\item{} gladio {\bfseries usus sum} -{} I used a sword
\end{myitemize}


Some, called semi-{}deponent verbs, take on a passive form on only in the perfect. For example:

\begin{myitemize}
\item{} colono {\bfseries confido} -{} I trust the farmer
\item{} colono {\bfseries confisus sum} -{} I trusted the farmer
\end{myitemize}


Note that some deponent and semi-{}deponent verbs take the accusative case (eg. vereor, vereri, veritus sum = I fear), some the ablative (eg. utor, uti, usus sum = I use) and some the dative (eg. confido, confidere, confisus sum = I trust). When you first encounter such a verb in Latin, be sure to remember the case of the object the verb is taking along with its spelling and meaning.
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See discussion for a tutorial on the passive voice and how to use it in Latin, including external links which explain future, imperfect, and present indicative passive verb forms.

I consider commercial textbooks to be inadequate, so I do not believe that this article can wait.


Here are the conjugations for the imperfect passive tenses. The basic rules for going to passive are:

In the first person, add -{}r if the active ending is a vowel, otherwise change the final constant to an -{}r. Examples:

paro (I prepare) -{}>{} paror (I am being prepared)$\text{ }$\newline{}

aperiebam (I was opening) -{}>{} aperiebar (I was being opened)$\text{ }$\newline{}

defendemus (we will defend) -{}>{} defendemur (we will be defended)$\text{ }$\newline{}

tenebimus (we will hold) -{}>{} tenebimur (we will be held)$\text{ }$\newline{}


In the third person, add -{}ur. Examples:

parat (he prepares) -{}>{} paratur (he is being prepared)$\text{ }$\newline{}

aperiebat (he was opening) -{}>{} aperiebatur (he was being opened)$\text{ }$\newline{}

defendent (they will defend) -{}>{} defendentur (they will be defended)$\text{ }$\newline{}

tenebunt (they will hold) -{}>{} tenebuntur (they will be held)$\text{ }$\newline{}


In the second person, things get more complicated. For the plural, replace \symbol{34}tis\symbol{34} with \symbol{34}mini\symbol{34}. Note the exception in \symbol{34}ferre\symbol{34}, where \symbol{34}fertis\symbol{34} becomes \symbol{34}fer{\bfseries i}mini\symbol{34}. In the word \symbol{34}ferre\symbol{34}, the \symbol{34}rm\symbol{34} letter combination consistently gets separated (ferimus instead of fermus, ferimur instead of fermur and ferimini instead of fermini). For the singular present, take out the active ending, add the thematic vowel (a from -{}are, e from -{}ere, i from -{}ire and nothing from -{}re, as in ferre) of the verb\textquotesingle{}s infinitive ending and add -{}ris. Examples:

paras (you prepare) -{}>{} par{\bfseries aris} (you are being prepared)$\text{ }$\newline{}

tenes (you are holding) -{}>{} ten{\bfseries eris} (you are being held)$\text{ }$\newline{}

defendis (you are defending) -{}>{} defend{\bfseries eris} (you are being defended)$\text{ }$\newline{}

audis (you are listening) -{}>{} aud{\bfseries iris} (you are being listened to)$\text{ }$\newline{}

defendetis (you will defend) -{}>{} defend{\bfseries emini} (you are being defended)$\text{ }$\newline{}

amabis (you will love) -{}>{} amab{\bfseries eris} (you will be loved)$\text{ }$\newline{}


Note the -{}eris ending in the future passive. The future active bo, bis, bit, bimus, bitis, bunt looks like the third conjugation so the passive bor, beris, bitur, bimur, bimini, buntur ooks like the third conjugation. The imperfect passive is bar, baris, batur, bamur, bamini, bantur.
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\section{Principal Parts}
\label{196}

All Latin verbs are identified by four principal parts. By using the four principal parts, one can obtain any and all forms of the verb, including participles, infinitives, gerunds and the like.

Examples of principal parts from verbs of each conjugation:

\begin{myquote}
\item{} 1st: {\itshape ambulō, ambulāre, ambulāvī, ambulātum} (to walk)
\end{myquote}


\begin{myquote}
\item{} 2nd: {\itshape doceō, docēre, docuī, doctum} (to teach)
\end{myquote}


\begin{myquote}
\item{} 3rd: {\itshape mittō, mittere, mīsī, mīssum} (to send)
\end{myquote}


\begin{myquote}
\item{} 4th: {\itshape audiō, audīre, audīvī, audītum} (to hear)
\end{myquote}


For all regular verbs, the principal parts consist of the first person singular present active indicative, the infinitive, the first person singular perfect active indicative, and the supine (or in some texts, the perfect passive participle).

\begin{myitemize}
\item{} Deponent verbs have only three principal parts:
\end{myitemize}


\begin{myquote}
\item{} {\itshape patior, patī, passus sum} (to suffer)
\end{myquote}


\begin{myquote}
\item{} {\itshape ūtor, ūtī, ūsus sum} (to use)
\end{myquote}


\begin{myitemize}
\item{} Likewise, semi-{}deponent verbs have only three:
\end{myitemize}


\begin{myquote}
\item{} {\itshape audeō, audēre, ausus sum} (to dare)
\end{myquote}


\begin{myquote}
\item{} {\itshape gaudeō, gaudēre, gavīsus sum} (to rejoice)
\end{myquote}


Some verbs lack fourth principal parts (e.g., {\itshape timeō, timēre, timuī, —}; to be afraid); others, less commonly, lack a third in addition (e.g., {\itshape ferro, ferre, tuli, latum}; to bring/carry). Others, such as {\itshape sum, esse, fuī, futūrus}, may use the future active participle ({\itshape futūrus}) as their fourth principal part; this indicates that the verb cannot be made passive.
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\section{Latin Perfect Active Tense}
\label{198}

The perfect tense is used for action that has already been completed. English has two corresponding constructions: present perfect and simple past. The {\bfseries present perfect} uses the present of \symbol{34}to have\symbol{34} plus the past participle. (\symbol{34}I have sailed to Athens twice.\symbol{34} \symbol{34}These women have spoken the truth.\symbol{34}) The {\bfseries simple past} is a separate verb form that indicates a completed action. (\symbol{34}I came, I saw, I conquered.\symbol{34}) Another related form, which uses \symbol{34}did\symbol{34} as an auxiliary, is used for emphasis, negation or interrogation. (\symbol{34}I did see you at the Forum, didn\textquotesingle{}t I?\symbol{34})

In Latin, the perfect indicative is equivalent to all of these.

The perfect endings:
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\end{longtable}


\textsuperscript{(1)} There is an alternative third person plural ending, {\itshape -{}ēre}, used mainly in poetry. For example, {\itshape amāvēre} = {\itshape amāvērunt}.

Although these endings apply to all Latin verbs, each verb\textquotesingle{}s stem changes differently in the perfect tense. To find the stem, use the third principal part, which is the first person singular perfect active indicative form of that verb.

\begin{myitemize}
\item{} To conjugate the perfect present, attach the personal ending to the perfect stem.
\end{myitemize}

\subsection{Example}
\label{199}
\begin{myitemize}
\item{} {\itshape amō, amāre, {\bfseries amāvī}, amātum}; to love, like
\end{myitemize}

\begin{myquote}
\item{} Note that {\itshape amāvī} is the first person singular perfect active indicative. Drop the {\itshape -{}ī} to get the stem, which is {\itshape amāv-{}}, then add personal endings. 
\end{myquote}


{\bfseries Singular:}
\begin{myquote}
\item{} {\itshape amāv}-{} + -{}{\itshape ī} = {\itshape amāvī } (I have loved.)
\item{} {\itshape amāv}-{} + -{}{\itshape istī} = {\itshape amāvistī} (You have loved.)
\item{} {\itshape amāv}-{} + -{}{\itshape it} = {\itshape amāvit}   (He/She/It has loved.)
\end{myquote}


{\bfseries Plural:}
\begin{myquote}
\item{} {\itshape amāv}-{} + -{}{\itshape īmus}  = {\itshape amāvīmus}  (We have loved.)
\item{} {\itshape amāv}-{} + -{}{\itshape istis} = {\itshape amāvistis} (You have loved.)
\item{} {\itshape amāv}-{} + -{}{\itshape ērunt} = {\itshape amāvērunt} (They have loved.)
\end{myquote}



\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

Basically, the Perfect indicative active is the perfect tense under a flash name.
\section{Rules for Finding the Perfect Stem}
\label{200}

The perfect stem can often be guessed by knowing the verb\textquotesingle{}s first person singular and infinitive. Here are some rules that perfect stems often follow.\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.13977\linewidth}>{\RaggedRight}p{0.04950\linewidth}>{\RaggedRight}p{0.04659\linewidth}>{\RaggedRight}p{0.04984\linewidth}>{\RaggedRight}p{0.27609\linewidth}>{\RaggedRight}p{0.01915\linewidth}>{\RaggedRight}p{0.01915\linewidth}>{\RaggedRight}p{0.01915\linewidth}>{\RaggedRight}p{0.01915\linewidth}} 
\multicolumn{9}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Conjugation in the Imperfect tense}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Conjugation &\multicolumn{3}{>{\RaggedRight}p{0.15927\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Perfect First Person Singular }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Notes&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st (-{}are) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}avi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}edi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}avi is used for the overwhelming majority of verbs. Exceptions include iuvare and lavare (iuvi, lavi) and dare (dedi).&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd (-{}eo, -{}ere): &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}ui &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}si &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}ui is the most common but much less so than -{}avi in the first conjugation. Some verbs, like videre and sedere, become vidi and sedi. . For the -{}si rule, the letter d at the end of the stem, if present, is dropped and cs and gs compound into x (eg. rideo -{}>{} ridsi -{}>{} risi).&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd (-{}o, -{}ere): &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}si &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}idi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Many verbs, like defendere, keep the same perfect stem, so the first person perfect singular becomes defendi. This can create tense ambiguity in the third person singular and first person plural (defendit, defendimus). The -{}si rule follows the same conventions as the 2nd conjugation(eg. ludere -{}>{} ludsi -{}>{} lusi, regere -{}>{} regsi -{}>{} rexi). The -{}idi rule is used with compounds of dare, which are all third conjugation (eg. reddere -{}>{} reddidi, credere -{}>{} credidi)&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} mixed (-{}io, -{}ere): &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}ivi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}si &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} For the -{}i rule, the last vowel in the stem is often changed to e (eg. capere -{}>{} cepi, facere -{}>{} feci). For the ivi rule, the stem is unchanged (eg. cupere -{}>{} cupivi). For the -{}si rule, just like in the 3rd conjugation, cs and gs compound into x and the changing vowel rule also applies (eg. conspicere -{}>{} conspexi).&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th (-{}io, ire) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}ivi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}ui &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Fairly straightforward. eg. audire -{}>{} audivi, aperire -{}>{} aperui&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} ire (irreg.) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}ii &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} All ire compounds (eg. transire, redire, inire) follow this rule.&&&&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} esse (irreg.) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fui &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The perfect of esse is fui, some verbs in the esse family change the perfect slightly (eg. abesse -{}>{} afui, posse -{}>{} potui)&&&& 
\end{longtable}

\end{landscape}
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The perfect passive is an easy tense to form in Latin, and it is also one of the most useful. The verb \symbol{34}to love\symbol{34} in the perfect passive would translate into English as \symbol{34}I was loved\symbol{34}.

\section{Forming the Perfect Passive in Latin}
\label{202}
In order to form the perfect passive you must be familiar with the principal parts of the verb with which you are working, e.g., {\itshape amo, amāre, amāvī, amātum}. The fourth principal part is the {\bfseries perfect passive participle}.
\begin{myitemize}
\item{} In its neuter nominative form, the perfect passive participle is identical to the nominative supine (a fourth-{}declension noun whose morphology and usage are very restricted). Be careful not to confuse the two.
\end{myitemize}


To use the perfect passive, first determine the gender and number of the subject of the sentence. For example, in the sentence \symbol{34}The queen was killed by the soldier,\symbol{34} {\itshape queen} is the subject. In Latin, {\itshape queen} will be feminine nominative singular ({\itshape regīna}).

Now make the participle agree with the subject in gender and number (and case), just as you would with any adjective. As a review, the singular endings for the participle, a first/second declension adjective, are:
\\

\TemplateSpaceIndent{$\text{ }${}$\text{ }${}$\text{ }${}Masculine:$\text{ }${}{\bfseries {\itshape -{}us}}{\itshape }$\text{ }${}—$\text{ }${}({\itshape amātus})$\text{ }$\newline{}
$\text{ }${}$\text{ }${}$\text{ }${}Feminine:$\text{ }${}{\bfseries {\itshape  -{}a}}{\itshape }$\text{ }${}—$\text{ }${}({\itshape amāta})$\text{ }$\newline{}
$\text{ }${}$\text{ }${}$\text{ }${}Neuter:$\text{ }${}{\bfseries {\itshape -{}um}}{\itshape }$\text{ }${}—$\text{ }${}({\itshape amātum})}


The endings for plural nouns are:
\\

\TemplateSpaceIndent{$\text{ }${}$\text{ }${}$\text{ }${}Masculine:$\text{ }${}{\bfseries {\itshape -{}ī}}{\itshape }$\text{ }${}—$\text{ }${}({\itshape amātī})$\text{ }$\newline{}
$\text{ }${}$\text{ }${}$\text{ }${}Feminine:$\text{ }${}$\text{ }${}{\bfseries {\itshape -{}ae}}{\itshape }$\text{ }${}—$\text{ }${}({\itshape amātae})$\text{ }$\newline{}
$\text{ }${}$\text{ }${}$\text{ }${}Neuter:$\text{ }${}{\bfseries {\itshape -{}a}}{\itshape }$\text{ }${}—$\text{ }${}({\itshape amāta})}


These participles by themselves can be translated with \symbol{34}having been\symbol{34}, eg. {\itshape amatus} = having been loved. Add a present form of {\itshape sum}, and you have the perfect passive, eg. {\itshape amatus sum} = I am having been loved = I have been loved.
\section{Conjugation of Verbs in the Perfect Passive}
\label{203}
\subsection{First Conjugation ({\itshape amō}, to love)}
\label{204}
\begin{longtable}{>{\RaggedRight}p{0.17060\linewidth}>{\RaggedRight}p{0.36340\linewidth}>{\RaggedRight}p{0.34547\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Person}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātus(/-{}a) sum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātī(/-{}ae) sumus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātus(/-{}a) es&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātī(/-{}ae) estis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātus(/-{}a/-{}um) est&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amātī(/-{}ae/-{}a) sunt 
\end{longtable}

\subsection{Second Conjugation ({\itshape moneō}, to warn)}
\label{205}
\begin{longtable}{>{\RaggedRight}p{0.21484\linewidth}>{\RaggedRight}p{0.32554\linewidth}>{\RaggedRight}p{0.33908\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Person}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monitus sum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monitī sumus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monitus es&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monitī estis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monitus est&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} monitī sunt 
\end{longtable}


\subsection{Third Conjugation ({\itshape regō}, to rule)}
\label{206}
\begin{longtable}{>{\RaggedRight}p{0.23725\linewidth}>{\RaggedRight}p{0.31344\linewidth}>{\RaggedRight}p{0.32878\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Person}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rectus sum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} recti sumus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rectus es&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rectī estis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rectus est&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rectī sunt 
\end{longtable}


\subsection{Fourth Conjugation ({\itshape audiō,} to hear)}
\label{207}
\begin{longtable}{>{\RaggedRight}p{0.22350\linewidth}>{\RaggedRight}p{0.32094\linewidth}>{\RaggedRight}p{0.33503\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Person}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audītus sum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audītī sumus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audītus es&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audītī estis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audītus est&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audītī sunt 
\end{longtable}

\subsection{Notes}
\label{208}

\begin{myenumerate}
\item{} Remember that the subject {\bfseries must} agree with the passive participle.
\item{} Passive verbs do not take an object. Instead they have an agent or instrument, indicated by the ablative case.
\end{myenumerate}

\section{Examples}
\label{209}
{\itshape Regina ā milite {\bfseries interfecta est}.}
\begin{myquote}
\item{} \symbol{34}The queen was killed by the soldier.\symbol{34}
\end{myquote}

{\itshape Rex ad proelium {\bfseries est} ā servīs {\bfseries portātus}.}
\begin{myquote}
\item{} \symbol{34}The king was carried to the battle by his slaves.\symbol{34}
\end{myquote}

{\itshape Numquam enim ā Pomponiā nostrā certior {\bfseries sum factus} esse cuī dare litterās possem.} (Cicero, {\itshape Ad Atticum} 1.5)
\begin{myquote}
\item{} \symbol{34}For I was never made aware by our Pomponia that there was someone to whom I could give a letter.\symbol{34}
\end{myquote}

\section{Exercises}
\label{210}

Convert the following sentences with relative clauses into sentences with the same meaning but using past participles.

eg. {\itshape Aemilianus vidit urbem quam deleverat} -{}>{} {\itshape Aemilianus vidit urbem a se deletam}

\begin{myenumerate}
\item{} colonus exit casam quam vendidit
\item{} colonus videt nuntium ({\itshape messenger}) quam Romam misit
\item{} nuntius colono dedit epistolam quam coloni pater scripserat
\item{} colonus gratias egit ({\itshape gave thanks}) nuntio quem saepe viderat
\end{myenumerate}


\chapter{Future and Past Perfect Indicative Tenses} 
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\section{Future perfect}
\label{212}
The future perfect tense is used for an action that will have been completed in the future by the time something else has happened. 

English example: \symbol{34}I {\bfseries will have seen} the movie by the time it comes out.\symbol{34}

To form the future perfect, take the perfect stem and add the future perfect endings:


\begin{longtable}{>{\RaggedRight}p{0.38113\linewidth}>{\RaggedRight}p{0.53851\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erō}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erimus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}eris}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}eritis}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erit}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erint} 
\end{longtable}


Note the similarities to the future tense of {\itshape sum}, except for the third person plural ending {\itshape -{}erint}\myfootnote{{\itshape -{}int} as an ending is rare; {\itshape -{}erint} and {\itshape sint} are two of the most common} in place of {\itshape -{}erunt}, which serves as the perfect ending instead.

Hence: {\bfseries amāverō}, I will have loved; {\bfseries vīderitis}, you (pl.) will have seen



\section{Pluperfect}
\label{213}
The pluperfect tense is used to describe something in the past that happened before another event in the past.

English example: \symbol{34}I {\bfseries had graduated} by the time I applied for a job.\symbol{34}

To form the pluperfect, take the perfect stem and add the pluperfect endings:


\begin{longtable}{>{\RaggedRight}p{0.41118\linewidth}>{\RaggedRight}p{0.50847\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}eram}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erāmus}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erās}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erātis}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erat}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape -{}erant} 
\end{longtable}


Hence: {\bfseries amāveram}, I had loved; {\bfseries vīderātis}, you (pl.) had seen


\section{Examples}
\label{214}
{\itshape De Acutiliano autem negotio quod mihi {\bfseries mandaras} ({\bfseries mandaveras}), ut primum a tuo digressu Romam veni, {\bfseries confeceram}.} (Cicero, {\itshape Ad Atticum} 1.5)

\begin{myquote}
\item{} \symbol{34}But as to the business of Acutilius that you had entrusted with me, I had already taken care of it when I came to Rome first thing after your departure.\symbol{34} Note the relationship of the pluperfect verbs {\itshape mandaras} ({\itshape -{}aras} is a common contraction for {\itshape -{}averas}) and {\itshape confeceram} to the perfect verb {\itshape veni}.
\end{myquote}


{\itshape Ego certe meum officium {\bfseries praestitero}.} (Caesar, {\itshape De Bello Gallico} IV)

\begin{myquote}
\item{} \symbol{34}I certainly will have prevailed in my duty.\symbol{34}
\end{myquote}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}
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\section{Ablative Absolute}
\label{216}

The ablative absolute construction is used in a sentence to provide a background for the main action in the sentence. An ablative absolute is formed with a noun and an adjective or participle in the ablative case.

{\itshape {\bfseries convivis ingressis} ille cenam parat}

{\bfseries With the guests having entered}, he prepares dinner.

{\itshape {\bfseries viris in taberna bibentibus} feminae diligenter laborabant}

{\bfseries With the men drinking in the tavern}, the women worked diligently.

{\itshape {\bfseries omnibus ieiunis} multos panes parare debuit}

{\bfseries With everyone (being) hungry}, he had to prepare lots of bread.
\section{Accusative Infinitive}
\label{217}

The accusative infinitive construction is used to indirectly report speech or thoughts. An accusative infinitive construction is formed by taking the indirect clause and putting the subject in the accusative and the verb in the infinitive.

{\itshape ille credit {\bfseries pueros stultos esse}}

He believes the boys to be fools = He believes {\bfseries that the boys are fools}.

{\itshape magister parentibus dicit {\bfseries pueros stultos esse}}

The teacher says to the parents {\bfseries that the boys are fools}.

{\itshape colonus uxori dicit {\bfseries se confectum esse}}

The farmer says to his wife {\bfseries that he is exhausted}.

In this sentence, note how the reflexive {\itshape se} refers to the main subject of the sentence.

{\itshape colonus uxori {\bfseries dixit} se confectum esse}

The farmer said to his wife that he {\bfseries was} tired.

Note how esse, despite being a present infinitive, is translated into the past tense. This is because the infinitive uses the action of the main verb, in this case {\itshape dixit} as a reference point instead of the present.

But what about sentences such as \symbol{34}the farmer {\bfseries says} to his wife that he {\bfseries worked} diligently\symbol{34}? For those, you need to use the {\bfseries past infinitive}.
\subsection{Overview of infinitives in all tenses}
\label{218}\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.06921\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}>{\RaggedRight}p{0.07115\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Tense}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Active}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Passive}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Active}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Passive}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Active}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Passive}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Active}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Passive}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Present&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}amare&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}amari&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}monere&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}moneri&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}regere&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}regi&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}audire&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}audiri\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Past&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}amavisse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}amatus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}monuisse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}monitus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}rexisse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}rectus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}audivisse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}auditus, -{}a, -{}um esse\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Future&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}amaturus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}amatum iri&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}moniturus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}monitum iri&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}recturus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}rectum iri&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}auditurus, -{}a, -{}um esse&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}auditum iri 
\end{longtable}

\end{landscape}

The sentence \symbol{34}The farmer says to his wife that he worked diligently\symbol{34} would thus translate as:

{\itshape colonus uxori dicit se diligenter laboravisse}

The following examples show how different infinitives with the main verb in the past and present would appear in English:

\begin{myitemize}
\item{} colonus uxori dixit se diligenter laboravisse = The farmer said to his wife that he {\bfseries had worked} diligently.
\item{} colonus uxori dixit se diligenter laborare = The farmer said to his wife that he {\bfseries was working} diligently.
\item{} colonus uxori dixit se diligenter laboraturum esse = The farmer said to his wife that he {\bfseries would work} (or {\itshape was going to work}) diligently.
\item{} colonus uxori dicit se diligenter laboraturum esse = The farmer said to his wife that he {\bfseries will work} (or {\itshape is going to work}) diligently.
\item{} nuntius mihi dixit urbem deletam esse = The messenger told me that the city {\bfseries had been destroyed}
\item{} nuntius mihi dixit urbem deleri = The messenger told me that the city {\bfseries was being destroyed}
\item{} nuntius mihi dixit urbem deletum iri = The messenger told me that the city {\bfseries would be destroyed} (or {\itshape was going to be destroyed})
\item{} nuntius mihi dicit urbem deletum iri = The messenger told me that the city {\bfseries will be destroyed} (or {\itshape is going to be destroyed})
\end{myitemize}

\subsection{Translation Exercises}
\label{219}

\begin{myenumerate}
\item{} parentis absentibus pueri ludunt
\item{} multis hominibus audientibus consul orationem ({\itshape speech}) habet
\item{} consule loquente multi homines audiunt
\item{} agro vendito colonus Romam ingressus est
\item{} Antonius civibus dixit Brutum victum iri
\item{} Bruti fautores ({\itshape supporters}) crediderunt eum victurum esse
\item{} illi gaudebant Brutum multas legiones habere
\item{} sed paucis post mensibus nuntius venit et dixit Brutum victum esse
\end{myenumerate}


\chapter{Chapter 3 Verse}





\label{220}



{}



The following poem is written in Hendecasyllabic.  It is an introductory, dedication poem written by the poet \myhref{http://en.wikipedia.org/wiki/Catullus}{Gaius Valerius Catullus}.

it is commonly referred to as \symbol{34}Catullus 1\symbol{34}  or by its first line.


\begin{myquote}
\item{} Cui dono lepidum novum libellum
\item{} arida modo pumice expolitum?
\item{} Corneli, tibi: namque tu solebas
\item{} meas esse aliquid putare nugas.
\item{} Iam tum, cum ausus es unus Italorum
\item{} omne aevum tribus explicare cartis...
\item{} Doctis, Iuppiter, et laboriosis!
\item{} Quare habe tibi quidquid hoc libelli—
\item{} qualecumque, quod, o patrona virgo,
\item{} plus uno maneat perenne saeclo!
\end{myquote}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}


\section{Chapter 4: The Subjunctive Mood and Complex Sentences}
\label{221}

\chapter{The Subjunctive Mood}





\label{222}



{}


\section{Subjunctives}
\label{223}
The Subjunctive is one of the three different moods a Latin verb can take. The two other moods are the Indicative and the Imperative. The subjunctive is perhaps the most common and also most difficult to grasp, and there are a great number of different subjunctive uses.

The subjunctive mainly expresses doubt or potential and so is called \textquotesingle{}jussive,\textquotesingle{} which is from \textquotesingle{}iubere\textquotesingle{} -{} to command, bid. Whereas the indicative declares \symbol{34}this happened\symbol{34} or \symbol{34}that happened,\symbol{34} the subjunctive expresses what could have been or what could be. 
{\bfseries
\begin{mydescription}Examples
\end{mydescription}
}

\begin{myitemize}
\item{} \symbol{34}Let me go\symbol{34} and \symbol{34}May I go?\symbol{34} are statements of potential; the speaker is not entirely certain his/her command will be followed.
\item{} \symbol{34}Were I a king, I would have a golden toilet\symbol{34} expresses what could be, but what, in fact, is not. Speaker is not a king, and so will not get the toilet.
\item{} \symbol{34}Fortune be with you\symbol{34} expresses the hope/potential that Fortune will favor you. The unstated but essential word here is \textquotesingle{}may\textquotesingle{} -{} \symbol{34}{$\text{[}$}May{$\text{]}$} Fortune be with you.\symbol{34}
\end{myitemize}


\symbol{34}{\itshape If} this {\itshape were} to happen,\symbol{34} or \symbol{34}May this happen!\symbol{34} or \symbol{34}I ask you to make this happen\symbol{34} are all possible uses of the subjunctive.

There are four subjunctives: present, imperfect, perfect, and pluperfect. There are no subjunctives in the future tense, which already incorporates an element of doubt.
\subsection{The Present Subjunctive}
\label{224}
The present subjunctive is similar to the present indicative, except marked by a change of the theme vowel.

{\itshape present stem} + {\itshape theme vowel change} + {\itshape ending}
\subsubsection{Form}
\label{225}
In the present subjunctive, the theme vowel for every conjugation changes; in effect, the first conjugation masquerades as the second conjugation and all the other conjugations take on the appearance of the first.

\begin{longtable}{>{\RaggedRight}p{0.38844\linewidth}>{\RaggedRight}p{0.09325\linewidth}>{\RaggedRight}p{0.24228\linewidth}>{\RaggedRight}p{0.11531\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}1st Conjugation &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} becomes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape e}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}2nd Conjugation &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} becomes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape ea}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}3rd Conjugation &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} becomes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}3rd -{}io and 4th &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape i} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} becomes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape ia} 
\end{longtable}


Some ways to remember this are in the following collapsed table.

\begin{longtable}{>{\RaggedRight}p{0.95982\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Show}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Sh{\bfseries e} w{\bfseries ea}rs {\bfseries a} g{\bfseries ia}nt d{\bfseries ia}mondW{\bfseries e} b{\bfseries ea}t {\bfseries a} l{\bfseries ia}r.W{\bfseries e} b{\bfseries ea}t {\bfseries a}ll l{\bfseries ia}rs.W{\bfseries e} {\bfseries ea}t {\bfseries a} fr{\bfseries ia}rN{\bfseries e}ver F{\bfseries ea}r {\bfseries a} L{\bfseries ia}rL{\bfseries e}t\textquotesingle{}s {\bfseries ea}t c{\bfseries a}v{\bfseries ia}r.Sh{\bfseries e} w{\bfseries ea}rs {\bfseries a} d{\bfseries ia}mond.W{\bfseries e} {\bfseries ea}t c{\bfseries a}v{\bfseries ia}rW{\bfseries e} F{\bfseries ea}r {\bfseries a} l{\bfseries ia}rSh{\bfseries e} W{\bfseries ea}rs {\bfseries a} t{\bfseries ia}raW{\bfseries e} b{\bfseries ea}t {\bfseries a} g{\bfseries ia}nt.Sh{\bfseries e} r{\bfseries ea}ds {\bfseries a} d{\bfseries ia}ry.Sh{\bfseries e} w{\bfseries ea}rs {\bfseries a} d{\bfseries ia}mond t{\bfseries ia}ra.L{\bfseries e}t\textquotesingle{}s b{\bfseries ea}t th{\bfseries a}t g{\bfseries ia}nt.F{\bfseries e}w F{\bfseries ea}r F{\bfseries a}t Fr{\bfseries ia}rs.H{\bfseries e}r Br{\bfseries ea}sts {\bfseries a}re g{\bfseries ia}nt.Cl{\bfseries e}m St{\bfseries ea}ms Cl{\bfseries a}ms in S{\bfseries ia}m 
\end{longtable}

\subsection{Example Conjugation}
\label{226}

{\itshape porto, port{\bfseries a}re, portavi, portatus} (1st conjugation -{} to carry)
\subsubsection{Present Indicative}
\label{227}
This is the present active indicative form of {\itshape portare}, which has already been covered.

\begin{longtable}{>{\RaggedRight}p{0.37877\linewidth}>{\RaggedRight}p{0.54087\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}porto &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} portamus \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}portas &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} portatis                      \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}portat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} portant 
\end{longtable}

\subsubsection{Present Subjunctive}
\label{228}
The present active subjunctive of {\itshape portare} would be conjugated as follows: 

\begin{longtable}{>{\RaggedRight}p{0.40200\linewidth}>{\RaggedRight}p{0.51764\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}portem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} portemus \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}portes &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} portetis                    \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}portet &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} portent 
\end{longtable}


Notice:
\begin{myitemize}
\item{} The {\itshape -{}a-{}} vowel has changed to an {\itshape -{}e-{}}.
\item{} The personal endings {\itshape -{}m, -{}s, -{}t, -{}mus, -{}tis, -{}nt} are used, as is done for regular indicative verbs.
\end{myitemize}

\subsubsection{Present Subjunctive of Esse}
\label{229}
The present active subjunctive of {\itshape sum, esse}, the verb \symbol{34}to be\symbol{34}, is conjugated as follows: 

\begin{longtable}{>{\RaggedRight}p{0.37645\linewidth}>{\RaggedRight}p{0.54320\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sim &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} simus \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}sis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sitis                    \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}sit &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sint 
\end{longtable}


Unlike the conjugation of the present active indicative form, the present subjunctive is regular. The same personal endings are affixed to {\itshape si-{}}.

{\itshape Present Subjunctive of Posse}
\begin{longtable}{>{\RaggedRight}p{0.40201\linewidth}>{\RaggedRight}p{0.51763\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}possim &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} possimus \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}possis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} possitis                    \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}possit &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} possint 
\end{longtable}




Translates as... \symbol{34}May (I/You/He/We/You/They) be able\symbol{34}
\subsection{Imperfect Subjunctive}
\label{230}
The imperfect subjunctive is formed by adding the personal endings {\itshape -{}m, -{}s, -{}t, -{}mus, -{}tis, -{}nt} to the present infinitive (often the second principal part).( or passive endings {\itshape -{}r, -{}ris, -{}tur, -{}mur, -{}mini, -{}ntur}. In other words, for

{\itshape voco, vocare, vocavi, vocatum}

The imperfect subjunctives are formed thus:

\begin{longtable}{>{\RaggedRight}p{0.40866\linewidth}>{\RaggedRight}p{0.51098\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vocarem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vocaremus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}vocares &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vocaretis                    \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}vocaret &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vocarent 
\end{longtable}


For deponent verbs, whose second principal part is the passive infinitive (e.g., conari, vereri, pati, expediri) a pseudo present infinitive is used (e.g, conare, verere, patere, expedire; although these forms do not exist as stand-{}alone infinitives, they actually ARE the singular imperatives for these deponent verbs)

The imperfect subjunctive of the verb to be (sum, esse) is conjugated regularly, as are ALL irregular verbs, e.g.: possem, vellem, nollem, ferrem, irem)

\begin{longtable}{>{\RaggedRight}p{0.39657\linewidth}>{\RaggedRight}p{0.52308\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}essem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} essemus  \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}esses &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} essetis                    \\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}esset &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} essent 
\end{longtable}

\section{Uses of the Subjunctive}
\label{231}
Verbs in the subjunctive mood may assume special meaning in specific constructions.
\subsection{Volitive or Optative Clauses}
\label{232}
Subjunctives in independent clauses are often translated as volitive/optative (that is, as a \symbol{34}wish\symbol{34}.) Volitives/optatives show an intention for an action to occur; e.g. \symbol{34}amet\symbol{34} may be translated in volitive/optative context as \symbol{34}may he love\symbol{34}
\subsubsection{Hortatory}
\label{233}
A suggestion or command in first person(most often plural); e.g. \symbol{34}cedamus\symbol{34} as an hortatory subjunctive is \symbol{34}let us depart\symbol{34}
\subsubsection{Jussive}
\label{234}
A suggestion or  command in third person; e.g. \symbol{34}cedat\symbol{34} as a jussive subjunctive is \symbol{34}let her depart\symbol{34}; \symbol{34}deprehendatur\symbol{34}= \symbol{34}Let him be seized\symbol{34}
\subsubsection{Potential}
\label{235}
The potential or possibility of something happening, in any person:  (Fortasse) te amem. \symbol{34}Perhaps I may love you.\symbol{34}

{\bfseries All  of these Subjunctive types can be used in an independent (main) clause.} 
Note that all can be translated with \symbol{34}let\symbol{34} or \symbol{34}may\symbol{34}; the differences lie in how English will represent the subjunctive verb:

Wish (Volitive): May we be friends forever!
Hortatory (Suggestion): Let us be friends!
Jussive (Command): Let them be friends!
Potential (Possibility):  They may be friends; we may be friends; you may be friends.
\subsection{Purpose Clauses}
\label{236}
A purpose clause is a dependent clause used, as the name shows, to show purpose. Often initiated by an indicative verb, the clause contains a subjunctive verb in either the present or imperfect tense. Present and imperfect verbs in purpose clauses should be translated with the auxiliary verbs \symbol{34}may\symbol{34} and \symbol{34}might,\symbol{34} respectively. For example, \symbol{34}Marcus urbem condidit ut regeret\symbol{34} should be translated as \symbol{34}Marcus built the city so that he would rule.\symbol{34} These appear frequently in Latin.

\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{The Uses of the Subjunctive}





\label{237}



{}


.The subjunctive mood has several uses in Latin, the most notable of which are: 
\begin{myitemize}\\
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\end{myitemize}

\section{First Person Exhortations (Jussive Subjunctive)}
\label{238}\subsection{Definition, Common Usage and Expression in Latin}
\label{239}
An exhortation is a statement which expresses a wish. In English, the most common exhortation is \symbol{34}let\textquotesingle{}s go\symbol{34}. Other possibilities are \symbol{34}would go\symbol{34}, \symbol{34}should go\symbol{34} and \symbol{34}may go\symbol{34}. In Latin, these statements are equally as often used and are expressed in the present subjunctive active tense.
\subsection{Examples}
\label{240}
{\itshape Festinemus ad forum} -{} Let\textquotesingle{}s hurry to the forum

{\itshape Roma discedamus} -{} Let\textquotesingle{}s leave Rome

{\itshape Roma non discedam, nam mea familia ibi vivit.} -{} I should not leave Rome, for my family lives there. (Also, \symbol{34}I will not leave\symbol{34} -{}-{} the form is ambiguous.)

{\itshape Cenemus!} -{} Let us dine!

{\itshape Cenarem tecum si laborem perficerem\myfootnote{Note that in }}\myfootnote{si{\itshape ... (if...) clauses, the future perfect is often used where the present is in English. \symbol{34}I shall dine with you if I finish my work\symbol{34} would be \symbol{34}I shall dine with you if I shall have finished my work\symbol{34}: }Tecum cenam si laborem perfecero{\itshape .}}{\itshape  -{} I would dine with you if I should finish my work.}
\section{Purpose Clauses}
\label{241}\subsection{Definition, Common Usage and Expression in Latin}
\label{242}

A purpose clause is a clause which expresses that someone did something in order that something else might happen. In English they usually contain the words {\bfseries in order to} or {\bfseries so that}. In Latin this concept is expressed by the words {\bfseries ut} and {\bfseries ne} followed by the a verb in the subjunctive mood. {\itshape Ut} means \symbol{34}so that\symbol{34} or \symbol{34}in order to\symbol{34} and {\itshape ne} means \symbol{34}lest.\symbol{34} In purpose clauses, only forms of the imperfect (following the secondary sequence of tenses) and present (for the primary sequence) are used.
\subsection{Examples}
\label{243}
{\itshape Quintus donum Scintillae dedit {\bfseries ut eum amaret}} -{} Quintus gave Scintilla a gift so that she would love him. (The imperfect subjunctive is used to indicate a \symbol{34}present/future\symbol{34} time relationship with the perfect main verb, with pluperfect being the only other option, indicating a past time relationship).

{\itshape Fabius equos domum duxit {\bfseries ne tempestate timerentur}} -{} Fabius brought the horses home lest they be frightened by the storm.

{\itshape Marcus Graeciam fugit {\bfseries ut matrem suam Romae inveniret}} -{} Marcus fled Greece to find his mother in Rome.
\section{Result Clauses}
\label{244}\subsection{Definition, Common Usage and Expression in Latin}
\label{245}
Result clauses state that something occurred as a result of something else happening. For a positive result, use {\itshape ut}. For a negative result, use {\itshape ut... non}.
\subsection{Examples}
\label{246}

{\itshape Sextus tam iratus erat ut fratrem interficere vellet} -{} Sextus was so angry that he wished to kill his brother.

{\itshape Horatia tam laeta erat ut lacrimaret} -{} Horatia was so happy that she cried.

{\itshape Caesar tam potus erat ut Galliam oppugnare non posset} -{} Caesar was so drunk that he couldn\textquotesingle{}t attack Gaul.

{\itshape Milo tam defessus erat ut in via dormiret} -{} Milo was so tired that he slept on the road.
\section{Indirect Commands}
\label{247} \subsection{Definition, Common Usage and Expression in Latin}
\label{248}
An indirect command is a statement like the following: \symbol{34}He ordered her to do x\symbol{34}. The English equivalent words are \symbol{34}{\bfseries to}\symbol{34} or \symbol{34}{\bfseries that they should}\symbol{34} It can also take the form of \symbol{34}I am ordering you to do x\symbol{34}, as opposed to the imperative \symbol{34}DO X!\symbol{34}. Several verbs in Latin take the subjunctive mood with indirect commands: 
\begin{myenumerate}
\item{}rogo, rogare, rogavi, rogatum -{} to ask
\item{}persuadeo, persuadere, persuasi, persuasum -{} to persuade
\item{}impero, imperare, -{}imperavi, imperatum -{} to order
\item{}peto, petere petivi, petitum -{} to seek, ask for

\end{myenumerate}

These verbs use an ut/ne + the subjunctive construction.
\subsection{Examples}
\label{249}
{\itshape Imperator militibus imperavit ut castra caperent} -{} The general ordered the soldiers to capture the camp

{\itshape Eum rogo ut navem emat} -{} I am asking him to buy the ship.

{\itshape Mater liberis imperavit ne in horto currerent} -{} The mother asked her children not to run in the garden.
\section{Indirect questions}
\label{250}\subsection{Definition, Common Usage and Expression in Latin}
\label{251}
The subjunctive is used in indirect questions. For example, the question \symbol{34}I am asking you \textquotesingle{}What are you doing?\textquotesingle{}\symbol{34} is direct, while \symbol{34}I am asking you what you are doing\symbol{34} is indirect. In Latin, the verb in the clause containing the indirect question must be in the subjunctive.
\subsection{Examples}
\label{252}

{\itshape Imperator milites rogat si castra ceperint} -{} The general asks the soldiers if they captured the camp.

{\itshape Eum rogo quid faciat} -{} I am asking him what he is doing.

{\itshape Magister pueros rogat utrum laborent an ludant} -{} The teacher asks the boys whether they are working or playing.
\section{Notā bene!}
\label{253}
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The conjugation of the subjunctive imperfect active follows a simple rule.  The verb in its infinitive form, that is, the second principle part, (amare, to love, for example) simply has the subjunctive endings appended onto it as follows:

ego      amarem

tu       amares

is       amaret

nos      amaremus

vos      amaretis

ei       amarent


the passive voice is formed by the addition of passive voice endings onto the infinitive stem


ego      amarer

tu       amareris

is       amaretur

nos      amaremur

vos      amaremini

ei       amarentur
\section{Application}
\label{255}
The imperfect subjunctive is only used for complex syntactic contructions; cum clauses and indirect questions and the like.  Rarely, if ever, does it stand alone.\subsection{Because/Cum}
\label{256}
One application is in its use of \textquotesingle{}cum\textquotesingle{} in the sense of \textquotesingle{}because\textquotesingle{} as a clause. e.g. {\bfseries
\begin{mydescription}Diutius cum sustinere nostrorum impetus non possent, Helvetii se in montem receperunt.
\end{mydescription}
}
\begin{myquote}\item{}When(Because) the Helvetis could not sustain/resist our attacks for long, they retreated to the mountains. 
\end{myquote}

\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}
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\section{Passive Subjunctive System}
\label{258}
Having examined Lessons 15 and 23, forming the passive subjunctive should be quite simple.\subsection{Present}
\label{259}
Modify the verb stem appropriately with a vowel change (as learned in Lesson 15), then add the present passive endings (Lesson 23).

\begin{longtable}{>{\RaggedRight}p{0.14950\linewidth}>{\RaggedRight}p{0.17645\linewidth}>{\RaggedRight}p{0.14889\linewidth}>{\RaggedRight}p{0.16129\linewidth}>{\RaggedRight}p{0.16299\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} parer &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} manear &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regar &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiar &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiar\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} pareris &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} manearis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regaris &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiaris &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiares\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} paretur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} maneatur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regatur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiatur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiatur\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} paremur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} maneamur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regamur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiamur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiamur\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} paremini &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} maneamini &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regamini &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiamini &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiamini\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} parentur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} maneantur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regantur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiantur &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiantur 
\end{longtable}

\subsection{Imperfect}
\label{260}
The passive endings added to the present active infinitive.

\begin{longtable}{>{\RaggedRight}p{0.15684\linewidth}>{\RaggedRight}p{0.16907\linewidth}>{\RaggedRight}p{0.15643\linewidth}>{\RaggedRight}p{0.15989\linewidth}>{\RaggedRight}p{0.15687\linewidth}} 
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The conjugation of the perfect subjunctive active consists of: the perfect stem + \symbol{34}eri\symbol{34} + the standard active endings (-{}m, -{}s, -{}t, -{}mus, -{}tis, -{}nt). An example conjugation of the first conjugation verb paro, parāre is as follows:$\text{ }$\newline{}

parāverim$\text{ }$\newline{}

parāverīs$\text{ }$\newline{}

parāverit$\text{ }$\newline{}

parāverīmus$\text{ }$\newline{}

parāverītis$\text{ }$\newline{}

parāverint$\text{ }$\newline{}


The conjugation of the pluperfect subjunctive active consists of: the perfect stem + \symbol{34}isse\symbol{34} + the standard active endings. An example conjugation of the first conjugation verb paro, parāre is as follows:$\text{ }$\newline{}

parāvissem$\text{ }$\newline{}

parāvissēs$\text{ }$\newline{}

parāvisset$\text{ }$\newline{}

parāvissēmus$\text{ }$\newline{}

parāvissētis$\text{ }$\newline{}

parāvissent$\text{ }$\newline{}
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\chapter{Subjunctive Passive Verbs}

\myminitoc
\label{263}
\section{Subjunctive Passive Perfect}
\label{264}
Subjunctive passive verbs form from the 4th principle part as shown in the example below.

The verb\textquotesingle{}s third principle part, e.g. in the word impedire(to obstruct): impedio, impedire, {\bfseries impedivi},  impeditus; gains the passive ending for the appropriate person. 


This is an example of the Subjunctive Passive in the perfect tense.
muto, mutare, mutavi, mutatum -{}-{} to change

To make the verb into a perfect passive, take the fourth principle part, make it agree with the subject in gender, number, and case, and then add in the appropriate form of esse. In the perfect, we use the present form of esse, and specifically the subjunctive present(sim, sis, sit, simus, sitis, sint.)

For example, Do you know {\itshape what has been done to him?} would be made into: scis quid eum factum sit?
\\
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\begin{myitemize}
\item{} Note well that in the plural, the word \symbol{34}mutatus\symbol{34} becomes \symbol{34}mutati,\symbol{34} thus taking on the plural nominitive. Remember that the perfect passive verbs require the fourth participle to agree in gender and number!
\end{myitemize}


\subsection{Exercises}
\label{265}

{\bfseries In this section, it is only truly necessary to translate the italicized portion. The rest exists in order to make the subjunctive necessary.}

the children were so bad that they {\itshape have been scolded.} (Children-{} Liberi; To scold-{} vitupero, vituperare, vituperavi)



He asked how {\itshape I was tricked.}(trick-{}ludo, ludere, lusi, lusus)


My parents drove to town so that now {\itshape I have been born in a hospital.}(born-{} cresco, crescere, crevi, cretus; Hospital-{} valetudinarium, valetudinarii-{}n.)


\section{Subjunctive Passive Pluperfect}
\label{266}

The subjunctive passive pluperfect is very similar to the perfect, with the major difference being the way esse is conjugated. In specific, the word esse is simply given the active endings(m,s,t,mus,tis, nt)




mutavi + {\bfseries isse} -{}-{}>{} \\
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\subsection{Exercises}
\label{267}

In these exercises, only the itilicized parts require translation. The rest exist to make the subjunctive necessary. Remember, the subjunctive is not used in any but complex sentences or other rare circumstances.

Ovid wrote so much in the Metamorphoses that {\itshape his hand had been changed into stone.}

\chapter{The Gerund and Participles}
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\chapter{Participles}

\myminitoc
\label{269}

{\bfseries Participles} are verbs which function grammatically like adjectives.  English, aided by auxiliary participles, is able have participle phrases in many tenses. Latin has participles that do not have auxiliary supplementary participles. This limits the usage of the participle in Latin, according to some wiki-{}scholars of Classical Studies. 

\begin{longtable}{>{\RaggedRight}p{0.20708\linewidth}>{\RaggedRight}p{0.39190\linewidth}>{\RaggedRight}p{0.28048\linewidth}} 
\multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Example 1}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} English &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (the) walking &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} man\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ambulans &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vir\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Present Participle &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Substantive 
\end{longtable}

\section{Present Active Participles}
\label{270}

Present participles are formed by adding -{}ns to the stem of the verb.

\begin{longtable}{>{\RaggedRight}p{0.20842\linewidth}>{\RaggedRight}p{0.71122\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Forming the Present Imperfect Participle}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st Conjugation&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Infinitive: amare\newline{}Stem: ama\newline{}Present Imperfect Participle: amans\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd Conjugation&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Infitive: monere\newline{}Stem: mone\newline{}Present Imperfect Participle: monens\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd Conjugation&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Infinitive: regere\newline{}Stem: rege\newline{}Present Imperfect Participle: regens\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th Conjugation&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Infinitive: audire\newline{}Stem:audi\newline{}Present Imperfect Participle:audiens 
\end{longtable}


Present Participles are declined like 3rd declension adjectives.  In cases besides the nominative, the -{}s becomes -{}t.

Examples:

1. ferens, ferentis
2. capiens, capientis
3. ens, entis
\subsection{Exercises}
\label{271}

Form the Present Participle and translate of the following Latin verbs:

\begin{myitemize}
\item{}  meto, messui, messum, ere
\item{}  metuo, metum, ui, ere
\item{}  milito, avi, atum, are
\item{}  postulo, avi, atum, are
\item{}  sulco, avi, sulcum, are
\item{}  iacio, ieci, iactum, ere
\end{myitemize}

\subsection{Uses}
\label{272}


The examples will show participles of the verb {\itshape amo, amare, amavi, amatum} (to love). 

\begin{myitemize}
\item{}  {\bfseries present active}: base + \textquotesingle{}ns.\textquotesingle{} This forms a two-{}termination 3rd declension adjective. In the case of {\itshape amare}, the participle is {\itshape amans, amantis} (loving).
\item{}  {\bfseries perfect passive}: fourth principle part, with appropriate first or second declension endings: {\itshape amatus, -{}a, -{}um}.
\item{}  {\bfseries future active}: fourth principle part, minus \textquotesingle{}m\textquotesingle{}, add \textquotesingle{}rus, -{}a, -{}um\textquotesingle{} This forms a 1st-{}2nd declension adjective: {\itshape amaturus, -{}a, -{}um} (about to love).
\end{myitemize}


In deponent verbs, the perfect passive participle is formed in the same way as in regular verbs.  However, since the nature of the deponent verb is passive in form and active in meaning, the participle is translated actively.

Remember that participles are adjectives, and therefore must be declined to agree with the noun which they modify in case, number and gender.
\section{Gerund}
\label{273}

The gerund is a verbal noun which is used to refer to the {\bfseries action} of a verb. For example: ars {\bfseries scribendi} = the art of {\bfseries writing}. The gerund is declined as a second declension neuter noun. It is formed by adding the thematic vowel used in the imperfect and then -{}ndum.
\begin{landscape}
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\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Verb}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amo, amare&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} video, videre&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rego, regere&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capio, capere&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audio, audire\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Gerund}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amandum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} videndum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} regendum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} capiendum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} audiendum 
\end{longtable}

\end{landscape}
\subsubsection{Meanings of the gerund}
\label{274}

\begin{myitemize}
\item{}  Genitive: ars legendi -{} The art of reading / to read
\item{}  Accusative: ad puniendum -{} to punish, for punishing
\item{}  Ablative: saepe canendo -{} through frequently singing, in legendo: while reading
\item{}  Ablative with {\itshape causa}: puniendi causa -{} in order to punish
\end{myitemize}

\section{Gerundive}
\label{275}

The gerundive is a 1st/2nd declension adjective formed the same way as the gerund, and its function overlaps somewhat with the gerund, but otherwise differs. The literal translation of the gerundive is with \symbol{34}to be\symbol{34}, eg. defendendus, -{}a, -{}um = \symbol{34}to be defended\symbol{34}.

\begin{myitemize}
\item{}  Accusative: ad ludos fruendos -{} to the games to be enjoyed -{} to enjoy the games (Note that if this were a gerund construction, it would be ad lud{\bfseries is} fruend{\bfseries um} since {\itshape fruor, -{}i} takes the ablative case. In the gerundive construction, both noun and gerundive are governed by the preposition {\itshape ad})
\item{}  Gerundive of obligation: Carthago delenda est -{} Carthage is to be destroyed -{} Carthage must be destroyed. Note that if there is an object (eg. Carthage is to be destroyed {\bfseries by us}), it goes into the dative case.
\end{myitemize}

\chapter{Exercises}

\myminitoc
\label{276}

1. Convert the following subjunctive purpose clauses into gerund or gerundive clauses with the same meaning. For example: militabat ut patriam defenderet -{}>{} militabat ad patriam defendendum {\itshape or} militabat patriam defendendi causa {\itshape or} militabat ad patriam defendendam. Try to use each construction twice.
\begin{myitemize}
\item{}  casam exit ut patrem adiuvet
\item{}  mater in casam rediit ut cenam pararet
\item{}  hostes vincebant ergo scutum abieci ({\itshape I threw away my shield}) ut celerius fugerem
\item{}  in silvas currimus ut nos celemus
\item{}  hostes in silvas ineunt ut nos invenire
\item{}  Brutus Iulium Caesarem occidit ut Romam liberaret
\end{myitemize}


2. Translate into Latin. For example: I must see the temple -{}>{} templum mihi videndum est
\begin{myitemize}
\item{}  We must build a large city.
\item{}  Julius Caesar must lead an army into Greece.
\item{}  Scipio ({\itshape Scipio, -{}ionis}) must defeat Hannibal.
\end{myitemize}
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\label{277}\section{Conditional Clauses}
\label{278}

Conditional clauses in English and Latin have the general form:

{\bfseries if} (condition clause) (result clause)

Or:

(result clause) {\bfseries if} (condition clause)

For example:

\begin{myenumerate}
\item{} If I see anyone, I\textquotesingle{}ll tell you.
\item{} If he was sleeping, you should not have knocked.
\item{} I cannot hear you if I\textquotesingle{}m sleeping.
\item{} I would have been sad if I had not won.
\end{myenumerate}


There are 3 types of conditional clauses in Latin:

\begin{myenumerate}
\item{} Simple Fact (Present or Past)
\item{} Contrary to Fact (Present or Past)
\item{} Future (More or Less Vivid)
\end{myenumerate}

\subsection{Simple Fact Conditionals}
\label{279}

Simple fact conditionals in Latin have the general form:

si (condition clause in the present indicative) (result clause in the present indicative)

Or:

si (condition clause in the imperfect/perfect indicative) (result clause in the imperfect/perfect indicative)
\paragraph{For example:}
{$\text{ }$}\newline\label{280}

{\itshape si diligenter laboras, bonus puer es}

If you are working diligently, you are a good boy.

{\itshape si dominum adiuvabas, bonus servus eras}

If you were helping your master, you were a good slave.
\subsection{Contrary to Fact Conditionals}
\label{281}

Contrary to fact conditionals are used if the condition clause is known to be false. For example:

If you weren\textquotesingle{}t playing during class, you would be a good boy (but you were playing, so you aren\textquotesingle{}t a good boy).

Contrary to fact conditionals have the general form:

si (condition clause in the imperfect subjunctive) (result clause in the imperfect subjunctive)

Or:

si (condition clause in the pluperfect subjunctive) (result clause in the pluperfect subjunctive)
\paragraph{For example:}
{$\text{ }$}\newline\label{282}

{\itshape si matrem adiuvaret, cena parata esset}

If he were helping his mother, the dinner would be ready.

{\itshape si patrem adiuvisset, pater matrem adiuvare potuisset}

If he had helped his father, his father would have been able to help his mother.

Note how English uses {\bfseries would} and {\bfseries would have} for result clauses, while Latin uses the same tense as in the condition clauses.
\subsection{Future Conditionals}
\label{283}

Future conditionals are, of course, used to express conditions in the future. For example:

If you help me, I will be done faster.

Future conditionals take the following general form:

si (condition clause in the future or future perfect) (result clause in the future)

Or:

si (condition clause in the present subjunctive) (result clause in the present subjunctive)
\paragraph{For example:}
{$\text{ }$}\newline\label{284}

{\itshape si fortiter pugnaveritis, urbs non delebitur}

If you fight bravely, the city will not be destroyed.

Note how English uses the present tense for the condition clause, while Latin uses the future or future perfect.

{\itshape si diligenter laboretis, vobis meridie domum dimittam}

If you were to work diligently, I would dismiss you at noon.

This type of clause, known as the future less vivid (as opposed to the future more vivid which uses the future and future perfect), is used to express more improbable conditions in the future.
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{\bfseries Passive/Subjunctive Tenses}$\text{ }$\newline{}

Passive is used to describe something like an indirect action affects you -{} an example is \symbol{34}I was being held\symbol{34}. In Latin, it is conjugated through six parts -{} the present set (present, imperfect, future), and the perfect set (perfect, pluperfect, future perfect). Below is a chart you can use for endings and such.

The present tense through future tenses use the present stem. I\textquotesingle{}m using the word amo, amare, amavi, amatus -{} to love, so the present stem is \symbol{34}am\symbol{34}.
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\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\multicolumn{2}{>{\RaggedRight}p{0.69424\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Present}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amo{\bfseries r}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries mur}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries ris}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries minī}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries tur}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ama{\bfseries ntur}\endhead  \multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\mbox{$~$}}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\multicolumn{2}{>{\RaggedRight}p{0.69424\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Imperfect}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bar}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bāmur}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bāris}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bāminī}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bātur}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bantur}\\ \multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\mbox{$~$}}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\multicolumn{2}{>{\RaggedRight}p{0.69424\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Future}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bor}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bimur}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries beris}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries biminī}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries bitur}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amā{\bfseries buntur}\\ \multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\mbox{$~$}}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} &\multicolumn{2}{>{\RaggedRight}p{0.69424\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Perfect}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us}, {\bfseries a}, {\bfseries um sum}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī}, {\bfseries ae}, {\bfseries a sumus}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us es}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī estis}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us est}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī sunt}\\ \multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\mbox{$~$}}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\multicolumn{2}{>{\RaggedRight}p{0.69424\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Pluperfect}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us}, {\bfseries a}, {\bfseries um eram}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī}, {\bfseries ae}, {\bfseries a erāmus}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us erās}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī erātis}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us erat}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī erant}\\ \multicolumn{3}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\mbox{$~$}}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\multicolumn{2}{>{\RaggedRight}p{0.69424\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Future Perfect}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us}, {\bfseries a}, {\bfseries um erō}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī}, {\bfseries ae}, {\bfseries a erimus}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us eris}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī eritis}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd person}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries us erit}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amāt{\bfseries ī erunt} 
\end{longtable}



Hope this is all correct and helps!$\text{ }$\newline{}
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\begin{myitemize}
\item{} ad unum-{}to a man
\item{} aequo animo-{}contentedly, resignedly, patiently
\item{} aere alieno premi-{}to be heavily in debt
\item{} agere gratias-{}to thank
\item{} alius aliam in partem-{}one in one direction, another in another
\item{} amico aliquo uti-{}to be on terms of intimacy with some one
\item{} animo tenus commoveri-{}to be moved to the heart
\end{myitemize}
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Lesson 20, as a bit of a reward is a little translation excercise from the Gospel of Saint Luke.

Excercise 1

Vocabulary

coming soon, at the moment consult your dictionary

Respondens Simon dixit: \symbol{34}Aestimo quia is, cui plus donavit\symbol{34}. At ille dixit ei: \symbol{34}Recte iudicasti\symbol{34}. Et conversus ad mulierem, dixit Simoni: \symbol{34}Vides hanc mulierem? Intravi in domum tuam: aquam pedibus meis non dedisti; haec autem lacrimis rigavit pedes meos et capillis suis tersit. Osculum mihi non dedisti haec autem, ex quo intravi non cessavit osculari pedes meos. Oleo caput meum non unxisti; haec autem unguento unxit pedes meos. Propter quod dico tibi: Remissa sunt peccata eius multa, quoniam dilexit multrum: cui autem minus dimittitur, minus diligit.\symbol{34} Dixit autem ad illam: \symbol{34}Remissa sunt peccata tua\symbol{34}. Et coeperunt, qui simul accumbebant, dicere intra se: \symbol{34}quis est hic, qui etiam peccata dimittit?\symbol{34}. Dixit autem ad mulierem: Fides tua te salvam fecit; vade in pace!\symbol{34}.

Et factum est deinceps, et ipse iter faciebat per civitatem et castekkyn oaeducabs et evangelizans regnum Dei, et Duodecim cum illo, et mulieres aliquae, quae erant curatae ab spiritibus malignis et infirmitatibus, Maria, quae vocatur Magdalene, de qua daemonia septem exierant, et Ioanna uxor Chuza procuratoris Herodis, et Sussanna et aliae multae, quae ministrabant eis de facultatibus suis.
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Haec est fabula De Faciebus Iani. Ianus, ut dicebatur, erat unus deorum, cui facies duae erant. Altera earum enim in futura et altera in praeterita prospiciebat.

Apollo ei olim sic dixit: \symbol{34}Nonne tibi facies est, qua tempus praesens spectes?\symbol{34} Et paulo post Ianus ita respondit:

\symbol{34}Mundus -{} orbis terrarum cyclus est similiter ac tempus est cyclicum. Et initium omnium et finem video. Omnia prospicio aeternusque sum, neque opus est porro videre, quae palam iaceant.\symbol{34}

Diu cogitavit Apollo de verbis Iani hominesque acutissimā mente in omni orbe terrarum conquaesivit eo consilio, ut ipse tam sapiens ut Ianus fieret. Postea cum quibusdam illustrissimis viris collocutus est, quo sapientior esset. Eo facto tamen unus eorum, cui Minervus nomen, Apollinem monuit, ne summam quaereret sapientiam, quam novisse nullum alium quam Ianum oportebat. Revenit autem Apollo ad Ianum eumque, ut veritatem cognosceret, ea summa rogavit.

\symbol{34}Intellegisne omnino quid roges?\symbol{34} inquit Ianus, \symbol{34}Si dis par fueris, omnibus iuribus privari possis.\symbol{34}

Itaque Apollo cognovit sapientissimum omnium fuisse, a quo monitus est.


Translation below:









































This is the story of the faces of Janus. Janus, as it used to be said, was one of the gods who had two faces. It was that one spied into the future while the other into the past.

Apollo once had said to him, \symbol{34}Have you not a face with which to see the present?\symbol{34} After a few moments, thus spoke Ianus:

\symbol{34}The world is a circle. Time is a circle. I see both the beginning and end of all living things. I am foreseeing and eternal; therefore, it is not necessary for me to see that which is lying out of sight.\symbol{34}

Apollo thought about these words for a very long time, and thus, that he might become wise like Janus, he sought the keenest minds of the land. He then was speaking with some great men that he might become wiser. However, one, whose name was Minervus, warned him not to seek the ultimate/highest truth because it may only be known by Janus. But he returned again to ask Janus that he might obtain the truth.

\symbol{34}Do you even know for what you\textquotesingle{}re asking? If you enter onto the same level (of the Gods), all your rights might be snatched from you,\symbol{34} said Janus.

And so Apollo knows now that the same man who had warned him was the wisest of all.
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\section{A Verse From the Gospel of St. Luke}
\label{290}

Respondens Simon dixit: \symbol{34}Aestimo quia is, cui plus donavit\symbol{34}. At ille dixit ei: \symbol{34}Recte iudicasti\symbol{34}. Et conversus ad mulierem, dixit Simoni: \symbol{34}Vides hanc mulierem? Intravi in domum tuam: aquam pedibus meis non dedisti; haec autem lacrimis rigavit pedes meos et capillis suis tersit. Osculum mihi non dedisti haec autem, ex quo intravi non cessavit osculari pedes meos. Oleo caput meum non unxisti; haec autem unguento unxit pedes meos. Propter quod dico tibi: Remissa sunt peccata eius multa, quoniam dilexit multrum: cui autem minus dimittitur, minus diligit.\symbol{34} Dixit autem ad illam: \symbol{34}Remissa sunt peccata tua\symbol{34}. Et coeperunt, qui simul accumbebant, dicere intra se: \symbol{34}quis est hic, qui etiam peccata dimittit?\symbol{34}. Dixit autem ad mulierem: Fides tua te salvam fecit; vade in pace!\symbol{34}.
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\chapter{What is Latin?}

\myminitoc
\label{293}
{\small 
{\itshape Parts of this introduction were taken from \myhref{http://en.wikipedia.org/wiki/Latin}{The Latin Language} on the \myhref{http://en.wikibooks.org/wiki/Main\%20Page}{Wikipedia}.}
}

Latin was the language originally spoken in the region around the city of Rome called Latium. It gained great importance as the formal language of the Roman Empire. 

All Romance languages descend from a Latin parent, and many words in \myhref{http://en.wikibooks.org/wiki/English}{English} and other languages today are based on Latin roots. Moreover, Latin was a {\itshape lingua franca}, the learned language for scientific and political affairs in Europe, for more than one and a half thousand years, being eventually replaced by \myhref{http://en.wikibooks.org/wiki/French}{French} in the 18th century and English by the middle of the 20th. Latin remains the formal language of the Roman Catholic Church to this day, and as such is the official national language of the Vatican. 

Romance languages are not derived from Classical Latin, the language spoken by Caesar and Cicero, but rather from Vulgar Latin, the language spoken by the common people, or {\itshape  vulgus, } of Rome. Classical Latin and Vulgar Latin (Romance) differ (for example) in that Romance had distinctive stress whereas Classical had distinctive length of vowels. In \myhref{http://en.wikibooks.org/wiki/Italian}{Italian} and Sardo logudorese, there is distinctive length of consonants and stress, in \myhref{http://en.wikibooks.org/wiki/Spanish}{Spanish} only distinctive stress, and in French even stress is no longer distinctive. 

Another major distinction between Classical and Romance is that modern Romance languages, excluding \myhref{http://en.wikibooks.org/wiki/Romanian}{Romanian}, have lost their case endings (suffixes at the end of the word used in place of prepositions) in most words (some pronouns being exceptions). Romanian is still equipped with several cases (though some, notably the ablative, are no longer represented).

It is also important to note that Latin is, for the most part, an inflected language — meaning that the endings change to show how the word is being used in the sentence.
\chapter{Introduction to the Latin Language}

\myminitoc
\label{294}
\section{Simple and Compound Words}
\label{295}

In Latin, words are either:
\begin{myitemize}
\item{}  {\bfseries  simple } (words that consist of only one part). For example:
\end{myitemize}


\begin{longtable}{|>{\RaggedRight}p{0.41058\linewidth}|>{\RaggedRight}p{0.50906\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries eo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I go}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries fero}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I carry}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries do}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I give}\\ \hline 
\end{longtable}

\begin{myitemize}
\item{}  {\bfseries  compound } (words that consist of more than one part, for example, a root word combined with a prefix). For example:
\end{myitemize}


\begin{longtable}{|>{\RaggedRight}p{0.38858\linewidth}|>{\RaggedRight}p{0.53107\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries abeo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I go away}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries transfero}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I carry across}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries reddo}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries I give back}\\ \hline 
\end{longtable}

\section{Word Parts}
\label{296}

Inflected words (i.e., words having ending-{} or spelling-{}changes according to their grammatical functions in the sentence) have a {\bfseries stem} and a {\bfseries root.} 

The Stem

The stem is the part of the word to which various suffixes are added. The final suffix determines either the role of the word in the sentence (for example, when a Roman slave wished to address his {\itshape dominus} (master), he used the vocative form {\itshape domine} -{}-{} equivalent to \symbol{34}O master\symbol{34} in English) or the person involved in the action (for example, \symbol{34}I dominate\symbol{34} may be expressed as \symbol{34}domin-{}or\symbol{34}, and \symbol{34}they dominate\symbol{34} as \symbol{34}domin-{}antur\symbol{34}). In these cases, {\itshape domin-{}} is the stem and {\itshape -{}us}, {\itshape -{}e}, {\itshape -{}or} and {\itshape -{}antur} are suffixes. The addition of such suffixes is called {\itshape inflection}. This is discussed further in the \mylref{303}{Summary}.

The Root

The root is the part of the word that carries the essential meaning. For example the stem of {\itshape agito} (I drive onward) is {\itshape agit-{}}, whose root is {\itshape ag} (do, drive), which is in common to words of similar meaning: {\itshape ago} (I do, drive), {\itshape agmen} (that which is driven, such as a flock), etc. Notice the essential difference between a root and a stem. To the root \symbol{34}ag\symbol{34} has been added a suffix \symbol{34}(i)to-{}\symbol{34} which denotes frequency of action (so \symbol{34}agit-{}\symbol{34} means to do or drive more than once, hence \symbol{34}agit-{}o\symbol{34}, I agitate, I keep (something) moving, I urge, I impel).

In contrast, English uses word order more than inflection to determine the function of a word within a sentence. English also uses words like pronouns (I, she, etc.) and prepositions (to, at, etc.) where Latin generally prefers inflexions. Thus \symbol{34}dom-{}i\symbol{34} (noun -{}-{} \symbol{34}at home\symbol{34}), \symbol{34}ag-{}unt\symbol{34} (verb -{}-{} \symbol{34}they do/drive\symbol{34}).

Primitives

Primitives occur when both the stem and the root are the same. For example, in the word {\itshape agere} (to do, drive) both the stem and the root are the same: \symbol{34}ag-{}\symbol{34}.

Derivatives

Derivatives occur when the root or stem is modified. For example, the stem {\itshape flamm-{}} from the noun {\itshape flamma} has the root \symbol{34}flag\symbol{34} (\symbol{34}blaze\symbol{34}), \symbol{34}nosco\symbol{34} (I know) from the verb \symbol{34}noscere\symbol{34} has the root \symbol{34}gno-{}\symbol{34} (\symbol{34}know\symbol{34}).

Suffixes

Latin attaches suffixes (\symbol{34}endings\symbol{34}) to stems to turn them into words (most stems and roots cannot be used in sentences without an ending). This inflection is essential to forming Latin sentences. The various suffixes and their translations will be learned in the later lessons.
\chapter{Types of Words used in Latin}

\myminitoc
\label{297}
\section{Nouns}
\label{298}

A noun (Latin: {\itshape nomen}) is \symbol{34}something perceived or conceived by the mind.\symbol{34}

There are two kinds of nouns: Substantives and Pronouns. 

1. Substantive ({\itshape nomen substantivum}) is a name simply denoting something perceived or conceived: {\itshape psittacus} -{} the parrot, {\itshape nix} -{} the snow, {\itshape virtus} -{} virtue.

2. Pronoun ({\itshape pronomen}) is a word used in place of a {\itshape substantivum}, usually when the {\itshape substantivum} is already known: {\itshape ea} -{} she, {\itshape ille} -{} that man

Nouns have changing endings on the stem (known as declension) and three incidents: number, gender and case. Number concerns whether the thing referred to is singular or plural (and the ending shows this); gender classifies a substantive as masculine, feminine or neuter (this determines how the endings of adjectives and pronouns behave) and case (where the ending must show how the noun fits in to the sentence). Adjectives and Pronouns must agree in all incidents when they refer to a substantive.
\section{Verbs}
\label{299}

Verbs ({\itshape verba}) express an action or a state of being, e.g., {\itshape ago} (I do), {\itshape dixit} (he said), {\itshape venis} (you come). \symbol{34}Conjugation\symbol{34} is the term for adding inflections to verb stems to indicate person (first, second or third), number (singular or plural), tense (present, future, imperfect, perfect, pluperfect or future perfect), voice (active or passive), and mood (indicative, subjunctive or imperative).

A verb can be either {\itshape finite} or {\itshape infinite}:

1. Finite verbs ({\itshape verba finita}) are inflected and have a subject, e.g., I run, you run, he runs, they drive, the computer is turned on.

2. The infinite verbs ({\itshape verba infinita}) are not inflected and have no subject, e.g. to run, to drive, to turn on, to have drawn. {\itshape Participles}, which are inflected as substantives rather than as verbs, may also be considered infinite, e.g., the {\itshape running} boy.
\section{Modifiers}
\label{300}

1. Adjectives ({\itshape adiectiva}) are used to describe nouns. They indicate a quality perceived or conceived as inherent in, or attributed to, something denoted. E.g., {\itshape vir magnus} (the great man), {\itshape puella pulchra} (the fair girl)

2. Adverbs ({\itshape adverbia}) are similar to adjectives, except that they are used to qualify verbs, adjectives or other adverbs, rather than nouns. In practice, they restrict the meaning of the verb or adjective by specifying how or how much. E.g., {\itshape curro celeriter} (I run quickly), {\itshape pugnat fortiter} (he fights bravely), \symbol{34}vere jucundus est\symbol{34} (he\textquotesingle{}s really nice\symbol{34}), \symbol{34}incredibile callida est\symbol{34} (she\textquotesingle{}s incredibly clever).
\section{Other}
\label{301}

Particles are uninflected words that provide extra meaning.

1. Prepositions ({\itshape praepositiones}) are little words which tell you how one thing (noun) is behaving in relation to another thing (\symbol{34}the duck was near the pond\symbol{34}, \symbol{34}she went towards the wood\symbol{34}). In Latin, the noun that follows a preposition takes a particular ending (called a \symbol{34}case\symbol{34}), depending on the nature of the relationship, or on the nature of the preposition itself. E.g., {\itshape ad} (by), {\itshape in} (in), {\itshape sub} (under). What all this means is that a preposition is a sort of adverb, telling you how something is done. For example, \symbol{34}you go\symbol{34} is a simple statement, but \symbol{34}you go in\symbol{34} suggests that you don\textquotesingle{}t just \symbol{34}go\symbol{34}, you go so as to enter something, and so you need a noun for the \symbol{34}something\symbol{34}. In English, we might say \symbol{34}you go into the house\symbol{34}. In Latin, this would be: \symbol{34}in domum inis\symbol{34}. Notice the form \symbol{34}in domum\symbol{34}, which means \symbol{34}into\symbol{34} the house -{}-{} you\textquotesingle{}re going into it, you\textquotesingle{}re not yet exactly inside it (the ending -{}um of \symbol{34}domum\symbol{34} is called \symbol{34}accusative\symbol{34}). When you are inside the house, what you do is \symbol{34}in\symbol{34} the house, which is \symbol{34}in domo\symbol{34} (the ending -{}o of \symbol{34}domo\symbol{34} is called \symbol{34}ablative\symbol{34}).


2. Conjunctions ({\itshape coniunctiones}) join together clauses and sentences. E.g., {\itshape et} (and), {\itshape atque} (as well as), {\itshape sed} (but).

3. Interjections ({\itshape interiectiones}) are exclamations used to express feeling or to gain attention. E.g., {\itshape o!} (oh!) {\itshape eheu!} (alas!) {\itshape ecce!} (behold!)
\section{Articles}
\label{302}
Latin has {\bfseries NO articles} (words for \textquotesingle{}the\textquotesingle{} and \textquotesingle{}a\textquotesingle{}).  When translating Latin into English, insert a \textquotesingle{}the\textquotesingle{} or \textquotesingle{}a\textquotesingle{} when appropriate.
\chapter{Summary}

\myminitoc
\label{303}


\begin{longtable}{>{\RaggedRight}p{0.45982\linewidth}>{\RaggedRight}p{0.45982\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} \begin{center}{\large }{\bfseries Parts of Speech}\end{center}&\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Inflected} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Uninflected}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Substantives:} things perceived or conceived&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Adverbs:} describe adjectives, verbs, and other adverbs\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Adjectives:} indicate a quality perceived or conceived as inherent of something in the substantive&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Prepositions:} help nouns define their relations to other nouns\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Pronouns:} nouns used in place of substantives and adjectives&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Conjunctions:} Join clauses and sentences\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Verbs:} mark the beginning of an independent \myhref{http://en.wikipedia.org/wiki/clause}{clause}. The verb in Latin is inflected so that we know the subject (\symbol{34}I learn\symbol{34}), and its tense (to what general or specific time the clause relates to). We call the inflection of a verb {\bfseries conjugation}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Interjection:} exclamation 
\end{longtable}
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\section{Pronunciation}
\label{306}
Latin pronunciation has varied somewhat over the course of its long history, and there are some differences between Classical Latin, as spoken in the Roman Republic and Roman Empire, and Medieval or Ecclesiastical Latin, as spoken in the Middle ages and in the Catholic Church. This text focuses on the classical pronunciation.

\begin{longtable}{>{\RaggedRight}p{0.05511\linewidth}>{\RaggedRight}p{0.86453\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}a &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /a/, about, between ah and uh, ad is pronounced almost like \symbol{34}odd\symbol{34}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}e &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ɛ/, get or bed\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ɪ/, hit, pin, in\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Before vowel and not accented) /j/, Y as in yes\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}j &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Sometimes used in place of the letter I when making a /j/ sound, as above\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}o &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ɔ/, on, cot\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}u &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /ʊ/, put, foot\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /aː/, father\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sounds like saying the letter \symbol{34}A\symbol{34}, /eː/, hay\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sounds like saying the letter \symbol{34}E\symbol{34}, /iː/, eat\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sounds like saying the letter \symbol{34}O\symbol{34}, /oː/, clover\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) sounds like saying the letter \symbol{34}I\symbol{34}, /aɪ/, aisle\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}au &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) /aʊ/, brown, how\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}oe &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) /ɔɪ/, oil, boy\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ou &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) oo\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ui &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (Diphthong) we\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}bs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (At the end of word) the B sounds a P\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}bt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} (At the end of a word) the B sounds a P\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ch &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /kʰ/, pronounced separately as in archaic, not like in church\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}gn &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /nŋn/ han{\bfseries gn}ail, sin{\bfseries g n}ow\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}ph &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} u{\bfseries p h}ill, never sounds an F in philosophy\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}th &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Pronounced separately as in po{\bfseries t h}ole, never like this or theater\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}c &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /k/, always hard as in cat\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}g &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /g/, always hard as in get, never soft like adage\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}r &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rolled like in the Spanish and Italian languages\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}s &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Always voiceless as in see, never voiced as in ease\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}v &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} /w/, equivalent to an English W, never sounding an English V (sounds U as a consonant), some texts will write the \symbol{34}v\symbol{34} as a \symbol{34}u\symbol{34} when it serves as a vowel\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}x &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Equivalent to an English Ks as in box, never like exert\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}(y) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rarely exists in Latin except in words borrowed from Greek\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}(z) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Rarely exists in Latin except in words borrowed from Greek 
\end{longtable}


Note that Latin, as written by the Romans, did not include macrons (the longmarks over long vowels) or the letters J and U. Macrons are used today as pronunciation guides and do not necessarily need to be written. The sound value of the letter U was filled by the letter V, which sounded either /w/ or /ʊ/ depending on context. Modern texts often preserve the V when it is making a /w/ sound and change it to a U when making a /ʊ/ sound. The letter J is sometimes used in modern times (this Wikibook not included) when the letter I is being used in diphthongs.
\section{Declension Tables}
\label{307}
The following tables will be both referenced and explained in all of the following sections, and hence are placed here.
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.21702\linewidth}|>{\RaggedRight}p{0.09504\linewidth}|>{\RaggedRight}p{0.11803\linewidth}|>{\RaggedRight}p{0.12867\linewidth}|>{\RaggedRight}p{0.11353\linewidth}|>{\RaggedRight}p{0.08663\linewidth}|} \hline 
\multicolumn{6}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Singular Nouns}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Declension (Gender)}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}1st (F) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}3rd (M/F/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5th (F)}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Nominative}\newline{}Subject &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēx &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēs}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Genitive}\newline{}Possessive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries is} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries ūs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēī}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Dative}\newline{}Indirect Object &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries uī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēī}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Accusative}\newline{}Object &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries am} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries em} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēm}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Ablative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ā} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries ū} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ē}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Vocative}\newline{}Direct Address &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries e} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēx &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} grad{\bfseries us} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēs}\\ \hline 
\end{longtable}

\end{landscape}

Note that nouns in the 3rd declension nominative can have any ending, hence why none is given in bold.
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.20484\linewidth}|>{\RaggedRight}p{0.08962\linewidth}|>{\RaggedRight}p{0.12131\linewidth}|>{\RaggedRight}p{0.13743\linewidth}|>{\RaggedRight}p{0.11669\linewidth}|>{\RaggedRight}p{0.08904\linewidth}|} \hline 
\multicolumn{6}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Plural Nouns}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Declension (Gender) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st (F) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3rd (M/F/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4th (M/N) }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5th (F)}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries Nominative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} rēg{\bfseries ēs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} corn{\bfseries ūs} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} r{\bfseries ēs}\\ \hline 
\end{longtable}

\end{landscape}
\section{Grammar Part 1: Nouns and Their Role in Sentences}
\label{308}
\myhref{http://en.wikipedia.org/wiki/Noun}{Noun}s in Latin are \myhref{http://en.wikipedia.org/wiki/Inflected\%20language}{inflected}, which means that endings (also known as \myhref{http://en.wikipedia.org/wiki/suffix}{suffix}es or {\itshape suffices}) are appended to the end of the \myhref{http://en.wikipedia.org/wiki/stem}{stem} to denote these things:
\begin{myenumerate}
\item{} Number (whether the noun is singular or plural)
\item{} \myhref{http://en.wikipedia.org/wiki/Declension}{Case} of the noun (role of the noun in the sentence)
\item{} \myhref{http://en.wikipedia.org/wiki/Grammatical\%20gender}{Gender} (the gender of the word -{} one of masculine, feminine, or neuter)
\end{myenumerate}


Most nouns in English can be modified to indicate number (cat versus cats), and many pronouns can be modified to indicate case (who versus whose) or gender (he versus she, his versus hers). Case is especially important in Latin as meaning cannot be determined by word order as it can be in English, but purely by word endings, or \symbol{34}inflection\symbol{34}. Indeed, the words in a Latin sentence can appear in almost any order with little change in meaning. Two sentences with the word orders \symbol{34}Sam ate the orange\symbol{34} and \symbol{34}The orange ate Sam\symbol{34} could potentially mean the same thing in Latin, though the spellings of \symbol{34}orange\symbol{34} and \symbol{34}Sam\symbol{34} would have to change slightly to denote which was the subject (the one eating) and which was the object (the one being eaten).

It is important to note here that although the genders of many words make sense (for example, \symbol{34}puella\symbol{34}, meaning a girl, is feminine) many are simply assigned and hold no real meaning. Luckily, as you will find, the gender can often be determined by the spelling of the word (words ending in \symbol{34}us\symbol{34} are almost always masculine, and words ending in \symbol{34}a\symbol{34} are almost always feminine). For many words, however, you will simply have to memorize their gender. 

\myhref{http://en.wikipedia.org/wiki/Adjective}{Adjective}s themselves must match the number, case, and gender of the noun (be it a substantive or a pronoun) they modify. If a noun is nominative singular feminine (see \mylref{310}{case table} below), then the adjective describing it must also be nominative singular feminine. If the noun is accusative plural masculine, then the adjective must be accusative plural masculine. This will be expanded on in the \mylref{312}{Adjectives} section below. The advantage of this system is that adjectives do not need to be adjacent to their respective nouns, as one would be able to tell which noun they modify by which noun they appear to agree with.
\subsection{Declension}
\label{309}
{\bfseries All substantives} are part of one of 5 categories, called {\bfseries declensions}. Each declension has a set of standard suffixes that indicate case and number. Usually gender is indicated by the suffix, although there are many exceptions. Therefore, you must memorize the gender of every substantive you learn.

By familiarizing yourself with the \mylref{307}{above tables}, you could deduce that originally the suffix indicating number, case, and gender was the same for every noun. However, as the language developed, nouns with a common stem formed declensions and sounds changed. Similar processes happen continually over time, even today.

The above tables allow you to familiarize yourself with the existence of each declension, though by no means are you expected to memorize it now. Nonetheless, you will have to memorize it as you are formally introduced to individual cases and declensions in future lessons. Because of its introductory purpose, it is considerably simplified and incomplete, and therefore should not be used as a reference in the future.

Adjectives are also classed into declensions:
\begin{myenumerate}
\item{} {\bfseries 1st/2nd declension adjectives}...
\begin{myenumerate}
\item{} ...Use 1st declension suffixes from the substantive declension table when describing feminine nouns.
\item{} ...Use 2nd declension masculine suffixes from the above table when describing masculine nouns.
\item{} ...Use 2nd declension neuter suffixes ({\itshape not} found in the above table) when describing neuter nouns.
\end{myenumerate}

\item{} {\bfseries 3rd declension adjectives} behave as \textquotesingle{}i\textquotesingle{} stem substantives unless specified. Masculine and Feminine suffixes (which are the same) will be used if describing masculine and feminine nouns, and Neuter suffixes will be used when describing neuter nouns.
\end{myenumerate}


Pronouns are not part of any declension, as they are all irregular, and simply have to be memorized.
\subsection{Case}
\label{310}
Cases (Latin: {\itshape casus}) determine the role of the noun in the sentence in relation to other parts of the sentence. 

There are six cases, Nominative, Vocative, Accusative, Genitive, Dative and Ablative. Vocative (Lesson 3) can be considered a sort of miniature case, generally not being accepted as a true one. Additionally, some nouns have a locative case, which will be covered later. As nominative and accusative are the most basic, these will be taught first (the rest will be covered in later lessons).

\begin{longtable}{>{\RaggedRight}p{0.14565\linewidth}>{\RaggedRight}p{0.22326\linewidth}>{\RaggedRight}p{0.24711\linewidth}>{\RaggedRight}p{0.22326\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\bfseries The Use of the Cases}\newline{}(all words in bold are in the case specified in the first column)}}\\ {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Case}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Role in sentence}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Example (Latin)}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Example (English)}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Subject (performs the verb)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Vir} lupum vult.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries The man} wants a wolf.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Description and possession&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Lupus {\bfseries virī} est.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} It is the {\bfseries man\textquotesingle{}s} wolf/It is the wolf {\itshape of} the {\bfseries man}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Indirect object (receives the direct object)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lupō} dedit vir.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The man gave to {\bfseries the wolf}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Direct object (receives the action of the verb)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Vir {\bfseries lupum} videt.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The man sees {\bfseries the wolf}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Various (modify or limit nouns by ideas of where, when, how, etc.)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ā quō datum? {\bfseries Ā virō}.&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} By whom given? {\bfseries By a man}.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Vocative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Direct address (speaking to somebody directly)&\cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Salvē, {\bfseries Brute}!&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Hello, {\bfseries Brutus}! 
\end{longtable}

\subsection{Gender}
\label{311}
{\bfseries All substantives}, including inanimate objects, have a particular gender (genera), which is either masculine, feminine, or neuter.

For example, Vir, \symbol{34}a man,\symbol{34} is masculine. Marītus, \symbol{34}a husband,\symbol{34} is also masculine. Puella, \symbol{34}a girl,\symbol{34} is feminine. Māter, \symbol{34}a mother,\symbol{34} is feminine. Even inanimate objects are assigned gender, including all the moons, stars, trees, tools, and so forth. Logic will give you little help in determining what the genders of inanimate objects are, and with many nouns memorization is required. Luckily, for many nouns, the spelling of the word indicates the gender.

Certain rules may be utilized to determine the gender of an inanimate substantive. Declension is a good indication of gender, especially for 1st and 2nd declension substantives. 1st declension substantives (substantives with an -{}a suffix) are usually feminine and second declension nouns (substantives with an -{}us suffix) are usually masculine or neuter. There are a few exceptions, and they will have to be learned. 3rd declension nouns can be either masculine, feminine or neuter (thus the gender will often have to be memorized). 4th declension nouns are usually masculine, sometimes neuter while 5th declension nouns are usually feminine.

1st/2nd declension adjectives alternate the set of endings depending on the gender of noun it describes (see above: Agreement of the Gender of Nouns and the Adjective). If the adjective describes a feminine noun, the adjective must use 1st declension endings, if the adjective describes a masculine noun, the adjective must use 2nd declension masculine endings, if the adjective describes a neuter noun the adjective must use 2nd declension neuter endings.

3rd declension adjectives use the same set of endings for masculine and feminine nouns. However, a slightly different set of endings are used when describing neuter nouns.
\section{Adjectives}
\label{312}
As stated above, adjectives must match the gender, number, and case of the noun (be the noun a substantive, or a pronoun) they modify. However, there are many occasions where logic cannot be used to determine the gender of inanimate objects, as genders are assigned arbitrarily when the noun has no literal gender. Furthermore, the declension of the noun, often determined by the spelling, can in turn be used to determine the gender, especially for the 1st and 2nd. However, this is never the case for the third declension, as the declension itself is not primarily assigned to any gender and the spelling of the nominative (\symbol{34}default\symbol{34}) stem is random, leaving you with no hints.

A noun and its adjective must also be in the same case. Otherwise, it is impossible to tell which nouns pair up to their respective adjectives in a sentence, as the words in a Latin sentence can appear in any order. See the examples below.

\begin{longtable}{>{\RaggedRight}p{0.62864\linewidth}>{\RaggedRight}p{0.29100\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice how \symbol{34}magna\symbol{34} changes to \symbol{34}magnae\symbol{34} to agree with the pluralized \symbol{34}puellae\symbol{34}.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puella (nominative sing., fem.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Girl\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puella magna&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big girl\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puellae (nominative {\bfseries pl.}, fem.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Girls\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Puellae magnae&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big girls 
\end{longtable}


\begin{longtable}{>{\RaggedRight}p{0.62580\linewidth}>{\RaggedRight}p{0.29384\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice how \symbol{34}magna\symbol{34} becomes \symbol{34}magnus\symbol{34} to agree with the masculine word \symbol{34}servus\symbol{34}. Also notice that \symbol{34}magnus\symbol{34} changes to \symbol{34}magnum\symbol{34} to agree with the noun it\textquotesingle{}s describing in case, though do not concern yourself with the difference between cases for the time being.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servus (nominative sing, mas.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Slave\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servus magnus&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big slave\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servum ({\bfseries accusative} sing, mas.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Slave\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Servum magnum&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big slave 
\end{longtable}


\begin{longtable}{>{\RaggedRight}p{0.63231\linewidth}>{\RaggedRight}p{0.28733\linewidth}} 
\multicolumn{2}{>{\RaggedRight}p{0.95982\linewidth}}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}|Notice that \symbol{34}magna\symbol{34} is feminine because \symbol{34}arbor\symbol{34} is feminine, despite that it does not end in \symbol{34}a\symbol{34} like \symbol{34}puella\symbol{34}. The word \symbol{34}arbor\symbol{34} is one of the situations where you will simply have to memorize the gender.}}\\ {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Arbor (nominative sing, fem.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Tree\\ \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Arbor magna&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}The big tree 
\end{longtable}

\section{Recapitulation}
\label{313}
\begin{myitemize}
\item{} Declensions are used to categorize nouns in groups. There are 5 declensions total.
\item{} Each of the five declensions has a distinct set of endings which are appended to nouns of that declension.
\item{} The endings indicate the case and number when appended to the stem of a noun.
\item{} A substantive may use only the endings of the declension of which it is a part.
\item{} Each substantive has a predefined gender which almost never changes and is separate from the suffix.
\item{} Adjectives are a part of the 1st/2nd declension and 3rd declension.
\item{} Adjectives use the gender of the noun that they modify.
\end{myitemize}


{\bfseries Therefore:}
\begin{myitemize}
\item{} An adjective of the 1st/2nd declension uses 1st declension endings when describing a feminine noun, a 2nd declension masculine ending when describing masculine noun, and 2nd declension neuter when describing a neuter noun.
\item{} An adjective of the 3rd declension uses the same set of endings when describing masculine and feminine nouns and another set of endings when describing neuter nouns. (Actually, there are 3-{}termination, 2-{}termination, and 1-{}termination 3rd declension adjectives. If the adjective is 3-{}termination, e.g., acer (f. sing.), acris (m. sing.), acer (n. sing.), acres (f. pl.), acres (m. pl.), or acria (n. pl.), then use the appropriate ending; if the adjective is 2-{}termination, then one termination will be masculine/feminine and the other neuter; if the adjective is 1-{}termination, the common form is used.)
\end{myitemize}


Before you proceed to the next lesson, complete the exercises below so you will be able to apply this knowledge to Latin.
\section{Exercises}
\label{314}


UNKNOWN TEMPLATE  
Latin/Exercise

{Questions}{
\begin{myenumerate}
\item{} What are the three genders?
\item{} What is the number (singular/plural) of the following English words:
\begin{myenumerate}
\item{} cow
\item{} dogs
\item{} genders
\item{} adjective
\item{} children
\item{} slice
\item{} mice
\item{} geese
\end{myenumerate}

\item{} Describe the relationship between an adjective and the noun which it modifies.
\item{} How many declensions are there?
\item{} Determine the declension of each Latin word:
\begin{myitemize}
\item{} puella ({\itshape girl})
\item{} ianua ({\itshape door})
\item{} amicus ({\itshape friend})
\item{} ludus ({\itshape game})
\item{} casa ({\itshape house})
\item{} rex ({\itshape king})
\end{myitemize}

\item{} What gender are 1st declension substantives mostly?
\item{} What genders are 2nd declension substantives mostly?
\item{} What grammatical features of a word that can be determined by looking at its ending?
\end{myenumerate}

}{
\begin{myenumerate}
\item{} Masculine, Feminine, and Neuter
\item{} What is the number (singular/plural) of the following English words:
\begin{myenumerate}
\item{} S
\item{} P
\item{} P
\item{} S
\item{} P
\item{} S
\item{} P
\item{} P
\end{myenumerate}

\item{} The adjective takes on the case and gender (but not always the declension) of the noun it describes
\item{} Five
\item{} Determine the declension of each Latin word:
\begin{myenumerate}
\item{} 1st
\item{} 1st
\item{} 2nd
\item{} 2nd
\item{} 1st
\item{} 3rd
\end{myenumerate}

\item{} Feminine
\item{} Masculine
\item{} It varies slightly from word-{}to-{}word; Declension/Case, Number, and sometimes Gender.

\end{myenumerate}
}
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\section{Exercises}
\label{316}


UNKNOWN TEMPLATE  
Latin/Exercise

{Give the accusative singular.}{
Give the accusative singular for:

\begin{myenumerate}
\item{}  lud-{}us
\item{}  magn-{}us
\item{}  triclīni-{}um
\item{}  bell-{}um
\item{}  puell-{}a
\item{}  serv-{}us
\item{}  ager
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  lud{\bfseries um}
\item{}  magn{\bfseries um}
\item{}  triclīni{\bfseries um}
\item{}  bell{\bfseries um}
\item{}  puell{\bfseries am}
\item{}  serv{\bfseries um}
\item{}  agr{\bfseries um}

\end{myenumerate}
}





UNKNOWN TEMPLATE  
Latin/Exercise

{Give the accusative plural.}{
Give the accusative plural for:

\begin{myenumerate}
\item{}  lud-{}us
\item{}  magn-{}us
\item{}  triclīni-{}um
\item{}  bell-{}um
\item{}  puell-{}a
\item{}  serv-{}us
\item{}  ager
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  lud{\bfseries os}
\item{}  magn{\bfseries os}
\item{}  triclīni{\bfseries a}
\item{}  bell{\bfseries a}
\item{}  puell{\bfseries as}
\item{}  serv{\bfseries os}
\item{}  agr{\bfseries os}

\end{myenumerate}
}





UNKNOWN TEMPLATE  
Latin/Exercise

{Give the nominative singular.}{
Give the nominative singular for:

\begin{myenumerate}
\item{}  bon-{}ī
\item{}  bell-{}a
\item{}  triclīni-{}a
\item{}  puell-{}am
\item{}  agr-{}ōs
\item{}  serv-{}ōs
\item{}  puell-{}ae
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  bon{\bfseries us}
\item{}  bell{\bfseries um}
\item{}  triclīni{\bfseries um}
\item{}  puell{\bfseries a}
\item{}  ager
\item{}  serv{\bfseries us}
\item{}  puell{\bfseries a}

\end{myenumerate}
}


\begin{longtable}{|>{\RaggedRight}p{0.54881\linewidth}|>{\RaggedRight}p{0.37083\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries vendit}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she sells}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries videt}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she sees}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries amat}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she loves}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries cist-{}a -{}ae} (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries box}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ferox, ferocis} (m/f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ager} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries field}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bell-{}um} (n.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries war}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries serv-{}us} (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries slave}\\ \hline 
\end{longtable}

\section{Grammar: The Accusative}
\label{317}

As you learned in the last lesson, the verb \textquotesingle{}esse\textquotesingle{} (to be) usually takes the nominative case, because then the word after it is a complement.  Most other verbs take the \textquotesingle{}accusative\textquotesingle{} case. 

In a sentence, the accusative is the \symbol{34}what\symbol{34} -{} in English grammar, this is known as the direct object.

{\bfseries For example:}
The girl sells the box.

What did the girl sell? The box. Thus, box is the direct object, and when we translate it into Latin:

\begin{longtable}{>{\RaggedRight}p{0.21450\linewidth}>{\RaggedRight}p{0.24763\linewidth}>{\RaggedRight}p{0.13144\linewidth}>{\RaggedRight}p{0.24571\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Example}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sells&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the box.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vendit&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cistam.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}


Cistam, then, is in the accusative, because it is the direct object.

Again, when an adjective describes a noun in the accusative case, the adjective must agree in number, case, and gender.

\begin{longtable}{>{\RaggedRight}p{0.15864\linewidth}>{\RaggedRight}p{0.18313\linewidth}>{\RaggedRight}p{0.09721\linewidth}>{\RaggedRight}p{0.18006\linewidth}>{\RaggedRight}p{0.18006\linewidth}} 
\multicolumn{5}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Example}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} sells&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the big &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} box.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vendit&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} magnam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cistam.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ADJECTIVE ACCUSATIVE&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOUN ACCUSATIVE 
\end{longtable}


Because Latin uses cases to mark the subject and the object of a sentence, word order does not matter. Consider:

\begin{longtable}{>{\RaggedRight}p{0.45203\linewidth}>{\RaggedRight}p{0.46761\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puer puellam videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The boy sees the girl\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerum puella videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl sees the boy\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} puellam puer videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The boy sees the girl\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} puella puerum videt &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl sees the boy 
\end{longtable}

\section{Examples of Adjectives Agreeing with the Nominative and Accusative Case}
\label{318}
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.10997\linewidth}>{\RaggedRight}p{0.12317\linewidth}>{\RaggedRight}p{0.09077\linewidth}>{\RaggedRight}p{0.12271\linewidth}>{\RaggedRight}p{0.14387\linewidth}>{\RaggedRight}p{0.16843\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape good} boy loves the {\itshape wild} dog.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puer &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bonus} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} canem (acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ferocem} (acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} boy &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}he{$\text{]}$} loves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} dog &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild}.  
\end{longtable}

\end{landscape}

{\itshape Bonus}, a first and second declension adjective, is masculine, nominative, and singular to agree with {\itshape puer}, the word it is describing.

{\itshape Ferocem}, a third declension adjective, is masculine, accusative, and singular to agree with {\itshape canem}. {\itshape Canem} is accusative because it is the object of {\itshape amat}.

Here is an example of plural adjectives:
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.09096\linewidth}>{\RaggedRight}p{0.11479\linewidth}>{\RaggedRight}p{0.11058\linewidth}>{\RaggedRight}p{0.12115\linewidth}>{\RaggedRight}p{0.15110\linewidth}>{\RaggedRight}p{0.17036\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape good} boys love the {\itshape wild} dogs.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Pueri (plur) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries boni} (plur)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amant (plur) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} canes (plur, acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries feroces} (plur, acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} boys &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}they{$\text{]}$} love &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} dogs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild}.  
\end{longtable}

\end{landscape}

The words  {\itshape bonus} and {\itshape ferocem} become {\itshape boni} and {\itshape feroces} to agree with the plurals {\itshape pueri} and {\itshape canes}.

However, if a girl (\myhref{http://en.wiktionary.org/wiki/puella\%23Latin}{puella}) happened to love that boy:
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.11043\linewidth}>{\RaggedRight}p{0.12134\linewidth}>{\RaggedRight}p{0.08083\linewidth}>{\RaggedRight}p{0.13223\linewidth}>{\RaggedRight}p{0.15478\linewidth}>{\RaggedRight}p{0.15932\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape good} girl loves the {\itshape good} boy.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bona}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerum (acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bonum} (acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}she{$\text{]}$} loves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} boy&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good}.  
\end{longtable}

\end{landscape}

{\itshape Bonus} must become {\itshape bona} in order to modify {\itshape puella}, which is feminine.

Finally, if the girl isn\textquotesingle{}t good, but rather wild:
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.11012\linewidth}>{\RaggedRight}p{0.12100\linewidth}>{\RaggedRight}p{0.08271\linewidth}>{\RaggedRight}p{0.13186\linewidth}>{\RaggedRight}p{0.15435\linewidth}>{\RaggedRight}p{0.15888\linewidth}} 
\multicolumn{6}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Explanation}-{} The {\itshape wild} girl loves the {\itshape good} boy.}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Latin:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Puella &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries ferox}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amat &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerum (acc) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries bonum} (acc).\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}The{$\text{]}$} girl&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries wild} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}she{$\text{]}$} loves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {$\text{[}$}the{$\text{]}$} boy&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries good}.  
\end{longtable}

\end{landscape}

Even though {\itshape puella} is first declension, {\itshape ferox} remains third declension. In the same way, a good lion would be {\itshape bonus leo}.
\section{Exercise 3}
\label{319}

Determine whether the adjective agrees with the substantive in all three categories: case, gender, number.


\begin{longtable}{>{\RaggedRight}p{0.51852\linewidth}>{\RaggedRight}p{0.40112\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Questions:}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Does it Agree?}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1. magn-{}us agr-{}ōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2. magn-{}a puella &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 3. poet-{}a* bon-{}us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 4. magn-{}um serv-{}um &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 5. poet-{}ae* magn-{}ae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} 6. bell-{}a magn-{}a &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} True/False 
\end{longtable}


\begin{myquote}
\item{} {\itshape * Nota bene: }Poeta{\itshape  (meaning poet) is a masculine noun, even though it ends in {\bfseries -{}a}.}
\end{myquote}




UNKNOWN TEMPLATE  
Latin/Exercise

{Answer}{
See table above. Determine whether the adjective (magnus, bonus..) agrees with the substantives (ager, puella, poeta) in both case (nominative, accusative...), gender (masculine, female and neuter) and number (singular and plural).
}{
\begin{myenumerate}
\item{}  {\bfseries False.} {\itshape Magnus} doesn\textquotesingle{}t agree with {\itshape agrōs}; in number and case.
\begin{myquote}
\item{} {\itshape Magnus}: Masculine, singular, nominative.
\item{} {\itshape Agrōs}: Masculine, plural, accusative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Magna} agrees with {\itshape puella}.
\begin{myquote}
\item{} {\itshape Magna}: Feminine, singular, nominative.
\item{} {\itshape Puella}: Feminine, singular, nominative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Bonus} agrees with {\itshape poeta}.
\begin{myquote}
\item{} {\itshape Bonus}: Masculine, singular, nominative.
\item{} {\itshape Poeta}: Masculine, singular, nominative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Magnum} agrees with {\itshape servum}.
\begin{myquote}
\item{} {\itshape Magnum}: Neuter, singular, nominative.
\item{} {\itshape Servum}: Neuter, singular, nominative.
\end{myquote}

\item{}  {\bfseries False.} {\itshape Magnae} doesn\textquotesingle{}t agree with {\itshape poetae}; in gender.
\begin{myquote}
\item{} {\itshape Magnae}: Feminine, plural, nominative.
\item{} {\itshape Poetae}: Masculine, plural, nominative.
\end{myquote}

\item{}  {\bfseries True.} {\itshape Bella} agrees with {\itshape magna}.
\begin{myquote}
\item{} {\itshape Bella}: Neuter, plural, nominative.
\item{} {\itshape Magna}: Neuter, plural, nominative.

\end{myquote}

\end{myenumerate}
}


\section{Grammar: The Use of the Accusative}
\label{320}


\begin{longtable}{|>{\RaggedRight}p{0.45785\linewidth}|>{\RaggedRight}p{0.46179\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries curri-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she runs}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries porta-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she carries}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries specta-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she watches}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries da-{}t}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she gives}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} fuisse\newline{}fuī\newline{}fuistī\newline{}(puer) fuit\newline{}fuimus\newline{}fuistis\newline{}fuērunt&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to have been\newline{}I have been\newline{}you have been\newline{}(the boy) has been\newline{}we have been\newline{}you (pl.) have been\newline{}they have been\\ \hline \multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nota Bene: \textquotesingle{}fuisse\textquotesingle{} and all the forms of it, the past tense of \textquotesingle{}esse\textquotesingle{}, behaves exactly like the present tense.}\\ \hline 
\end{longtable}



The newly introduced verbs, ama-{}t, curri-{}t, and porta-{}t take the accusative as the \textquotesingle{}object\textquotesingle{}.  Unless specified, any verb you look up in the dictionary will take the accusative, not the nominative. This means that they are {\bfseries transitive verbs}, verbs that happen to someone or something, e.g.:
\\

\TemplateSpaceIndent{$\text{ }${}I$\text{ }${}heal$\text{ }${}{\bfseries you}.$\text{ }${}({\itshape acc.})$\text{ }$\newline{}
$\text{ }${}You$\text{ }${}make$\text{ }${}{\bfseries my day}.$\text{ }${}({\itshape acc.})$\text{ }$\newline{}
$\text{ }${}She$\text{ }${}hit$\text{ }${}{\bfseries your arm}.$\text{ }${}({\itshape acc.})}


In the examples above, the {\bfseries bold} words are the subject of the sentence clause. Because something happens \symbol{34}to\symbol{34} them, they can\textquotesingle{}t be in nominative.
\section{Grammatical Explanation Using English Sentences}
\label{321}


\begin{longtable}{>{\RaggedRight}p{0.21450\linewidth}>{\RaggedRight}p{0.24763\linewidth}>{\RaggedRight}p{0.13144\linewidth}>{\RaggedRight}p{0.24571\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Grammatical Explanation 1}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The boy &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hits &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the car.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}



\begin{longtable}{>{\RaggedRight}p{0.21450\linewidth}>{\RaggedRight}p{0.24763\linewidth}>{\RaggedRight}p{0.13144\linewidth}>{\RaggedRight}p{0.24571\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Grammatical Explanation 2}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The girl &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hugs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the boy.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}



\begin{longtable}{>{\RaggedRight}p{0.17219\linewidth}>{\RaggedRight}p{0.19878\linewidth}>{\RaggedRight}p{0.10552\linewidth}>{\RaggedRight}p{0.12537\linewidth}>{\RaggedRight}p{0.19724\linewidth}} 
\multicolumn{5}{>{\RaggedRight}p{0.95982\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Grammatical Explanation 3}}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape English:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He who &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} flees, &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} deserves &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the guillotine.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape Explanation:} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} NOMINATIVE &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} VERB &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ACCUSATIVE 
\end{longtable}

\subsection{Exercise 4: Find the Nominative and Accusative}
\label{322}


UNKNOWN TEMPLATE  
Latin/Exercise

{Find the Nominative and Accusative (if present) in each the sentence.}{
Find the Nominative and Accusative (if present) in each the sentence.

\begin{myenumerate}
\item{}  The boy is good.
\item{}  The girl kisses the boy.
\item{}  The boy gives the book.
\item{}  The child watches the TV.
\item{}  Whom it concerns.
\item{}  To the kitchen I run
\item{}  I eat the pizza.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  The boy \{nom\} is good \{nom\}.
\begin{myquote}
\item{}  {\itshape Puer \{nom\} est bonus \{nom\}}.
\end{myquote}

\item{}  The girl \{nom\} kisses the boy \{acc\}.
\begin{myquote}
\item{}  {\itshape Puella \{nom\} puerum \{acc\} basiat.}
\end{myquote}

\item{}  The boy \{nom\} gives the book \{acc\}.
\begin{myquote}
\item{}  {\itshape Puer \{nom\} librum \{acc\} dat.}
\end{myquote}

\item{}  The child \{nom\} watches the TV \{acc\}.
\begin{myquote}
\item{}  {\itshape Infans \{nom\} televisorium \{acc\} videt.}
\end{myquote}

\item{}  Whom \{acc\} it \{nom\} concerns.
\begin{myquote}
\item{}  {\itshape ???}
\end{myquote}

\item{}  To the kitchen \{acc\} I \{nom\} run.
\begin{myquote}
\item{}  {\itshape Ad culinam \{acc\} {$\text{[}$}ego \{nom\}{$\text{]}$} curro.}
\end{myquote}

\item{}  I \{nom\} eat the pizza \{acc\}.
\begin{myquote}
\item{} {\itshape Pittam \{acc\} {$\text{[}$}ego \{nom\}{$\text{]}$} edo.}

\end{myquote}

\end{myenumerate}
}





UNKNOWN TEMPLATE  
Latin/Exercise

{In the following sentences, identify the accusative and nominative. Then translate.}{
In the following sentences, identify the accusative and nominative. Then translate.

\begin{myenumerate}
\item{}  Puer est bonus.
\item{}  Puella puerum amat..
\item{}  Puer cistam portat.
\item{}  Fīlius virum spectat.
\item{}  Ad culīnam currit.
\end{myenumerate}

}{
\begin{myenumerate}
\item{}  Puer \{nom\} est bonus \{nom\}.
\begin{myquote}
\item{}  The boy \{nom\} is good \{nom\}.
\end{myquote}

\item{}  Puella \{nom\} puerum \{acc\} amat.
\begin{myquote}
\item{}  The girl \{nom\} loves the boy \{acc\}.
\end{myquote}

\item{}  Puer \{nom\} cistam \{acc\} portat.
\begin{myquote}
\item{}  The boy \{nom\} carries the box \{acc\}.
\end{myquote}

\item{}  Fīlius \{nom\} virum \{acc\} spectat.
\begin{myquote}
\item{}  The son \{nom\} watched the husband \{acc\}.
\end{myquote}

\item{}  Ad culīnam \{acc\} currit.
\begin{myquote}
\item{}  To the kitchen \{acc\} {$\text{[}$}he \{nom\}{$\text{]}$} runs.

\end{myquote}

\end{myenumerate}
}




\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{Exercises} 
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\section{Noun Tables}
\label{324}\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.10039\linewidth}>{\RaggedRight}p{0.10490\linewidth}>{\RaggedRight}p{0.10315\linewidth}>{\RaggedRight}p{0.11157\linewidth}>{\RaggedRight}p{0.09835\linewidth}>{\RaggedRight}p{0.10490\linewidth}>{\RaggedRight}p{0.09549\linewidth}} 
\multirow{3}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&\multicolumn{2}{>{\RaggedRight}p{0.21714\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 1\textsuperscript{st} declension}}&\multicolumn{4}{>{\RaggedRight}p{0.46924\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries 2\textsuperscript{nd} declension}}\\ \multicolumn{1}{c}{}&\multicolumn{2}{>{\RaggedRight}p{0.21714\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries -{}a}}&\multicolumn{2}{>{\RaggedRight}p{0.21909\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries -{}us/er}}&\multicolumn{2}{>{\RaggedRight}p{0.20915\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries -{}um (neuter)}}\\ \multicolumn{1}{c}{}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape SINGULAR} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape PLURAL}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape SINGULAR} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape PLURAL}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape SINGULAR} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape PLURAL}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}a} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ae}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}us}/pu{\bfseries er} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ī}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ārum}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ōrum}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ī} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ōrum}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}am} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ās}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ōs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}um} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}a}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}ae} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puell{\bfseries -{}īs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} serv{\bfseries -{}īs}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}ō} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bell{\bfseries -{}īs} 
\end{longtable}

\end{landscape}
\section{The Genitive}
\label{325}
The genitive case is a descriptive case. The genitive case describes the following features of the described noun:
\begin{myitemize}
\item{} Possession e.g. The Dog of Marcus {\itshape or} Marcus\textquotesingle{}s Dog (Canis Marcī)
\item{} Origin e.g. Marcus of Rome (Marcus Romae
\item{} Relation e.g. A thing of beauty (Rēs pulchrae)
\item{} Quantity e.g. A gallon of water
\item{} Quality e.g. Day of wrath (Diēs irae)
\end{myitemize}


Quite simply, a word in the genitive case is translated with the preposition \symbol{34}of\symbol{34}. Note that Latin does not have a separate form for the possessive genitive ({\itshape Marcus\textquotesingle{}s Dog} vs {\itshape The Dog of Marcus}), as does English. A word in the genitive case showing possession can be translated either way. 
\subsection{Latin Examples}
\label{326}\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.08957\linewidth}>{\RaggedRight}p{0.09259\linewidth}>{\RaggedRight}p{0.05336\linewidth}>{\RaggedRight}p{0.08957\linewidth}>{\RaggedRight}p{0.08957\linewidth}>{\RaggedRight}p{0.12098\linewidth}>{\RaggedRight}p{0.05336\linewidth}>{\RaggedRight}p{0.08957\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.37178\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin }&\multicolumn{4}{>{\RaggedRight}p{0.40425\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} canis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerī malī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} est &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bonus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The dog&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of the bad boy &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} good\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative noun &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative adj. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative noun&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative adj. 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.08885\linewidth}>{\RaggedRight}p{0.08885\linewidth}>{\RaggedRight}p{0.05336\linewidth}>{\RaggedRight}p{0.08885\linewidth}>{\RaggedRight}p{0.08885\linewidth}>{\RaggedRight}p{0.12759\linewidth}>{\RaggedRight}p{0.05336\linewidth}>{\RaggedRight}p{0.08885\linewidth}} 
\multicolumn{4}{>{\RaggedRight}p{0.36586\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin }&\multicolumn{4}{>{\RaggedRight}p{0.41017\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} canis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} puerōrum malōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} est &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} bonus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} The dog&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of the bad boys &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} good\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative noun &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive (plural)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative adj. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative noun&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative adj. 
\end{longtable}

\end{landscape}
\subsection{Exercise 1}
\label{327}
Indicate the word in the genitive:
\begin{myenumerate}
\item{} Flavia\textquotesingle{}s dog is good.
\item{} The man has his mother\textquotesingle{}s good taste.
\item{} Māter Flāviae est domina.
\item{} The sword of justice is swift.
\end{myenumerate}

\section{Agreeing with the Adjectives}
\label{328}
When adjectives are used to describe nouns in the genitive case, they must have the same case, number, and gender as the noun to which it refers.
\subsection{Example}
\label{329}{\bfseries
\begin{mydescription}A road of beautiful Rome → Via Romae pulchrae.
\end{mydescription}
}

\begin{myquote}
\item{} If we look at the bare necessities, namely nouns, in this phrase, then we get \symbol{34}road of Rome,\symbol{34} which is translated as \symbol{34}via Romae.\symbol{34} Now, let\textquotesingle{}s look at the adjective: beautiful ({\itshape pulchra}). Its antecedent (the noun it modifies) is Rome. Since Rome is in the genitive case, {\itshape pulchra} also needs to be in the genitive case. Both are already feminine, so we don\textquotesingle{}t need to change that. 
\item{} To make {\itshape pulchra} in the genitive singular case, we replace the final \symbol{34}-{}a\symbol{34} with a \symbol{34}-{}ae,\symbol{34} and we get {\itshape pulchrae}.
\end{myquote}


It\textquotesingle{}s that simple.
\section{The Dative}
\label{330}
The dative case, also known as the indirect object case indicates:
\begin{myitemize}
\item{} For whom, e.g., I made this car {\bfseries for him}.
\item{} To whom, e.g., I gave this car {\bfseries to him}.
\end{myitemize}


Latin does not distinguish between \symbol{34}to\symbol{34} or \symbol{34}for\symbol{34}, though this is sometimes the case in English:
\begin{myitemize}
\item{} I made this car {\bfseries for him}. ↔ I made {\bfseries him} this car.
\item{} I gave this car {\bfseries to him}. ↔ I gave {\bfseries him} this car.
\end{myitemize}

\subsection{Example 1}
\label{331}
\begin{longtable}{>{\RaggedRight}p{0.22778\linewidth}>{\RaggedRight}p{0.09978\linewidth}>{\RaggedRight}p{0.15496\linewidth}>{\RaggedRight}p{0.17063\linewidth}>{\RaggedRight}p{0.14595\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} made &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} the desk &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} for &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his friend\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} nominative noun &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative prep. &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative 
\end{longtable}


\textquotesingle{}For\textquotesingle{} is the preposition indicating a dative. \textquotesingle{}For\textquotesingle{} can be used in some other constructs. To determine whether it is dative, analyse the meaning of the sentence (see Example 3). Practice will enable you to quickly spot the case of a noun in the sentence without much effort.
\subsection{Example 2}
\label{332}
{\itshape He gave the book {\bfseries to John}}; {\itshape He gave {\bfseries to John} the book}; or {\itshape He gave {\bfseries John} the book}.

This demonstrates how English can use prepositions to change word order and even \textquotesingle{}presume\textquotesingle{} a certain preposition exists that has been left out, giving a dative construct.
\subsection{Latin Examples}
\label{333}\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.07206\linewidth}>{\RaggedRight}p{0.19428\linewidth}>{\RaggedRight}p{0.11081\linewidth}>{\RaggedRight}p{0.07669\linewidth}>{\RaggedRight}p{0.19428\linewidth}>{\RaggedRight}p{0.11081\linewidth}} 
\multicolumn{3}{>{\RaggedRight}p{0.41161\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin }&\multicolumn{3}{>{\RaggedRight}p{0.41666\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Donō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amīcō meō\myfootnote{Note how the word \symbol{34}meus\symbol{34} become \symbol{34}meo\symbol{34} in order to agree with \symbol{34}amico\symbol{34}.} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} donum.&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} I gave &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} my friend &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} a gift.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative noun/adj. pair &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative noun/adj. pair &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.07427\linewidth}>{\RaggedRight}p{0.15937\linewidth}>{\RaggedRight}p{0.11907\linewidth}>{\RaggedRight}p{0.12777\linewidth}>{\RaggedRight}p{0.15937\linewidth}>{\RaggedRight}p{0.11907\linewidth}} 
\multicolumn{3}{>{\RaggedRight}p{0.38494\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin }&\multicolumn{3}{>{\RaggedRight}p{0.44333\linewidth}}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feret &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mihi\myfootnote{Note that the pronouns have a dative case as well, which can be reviewed in the chapter on pronouns.} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} stylum.&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He brought &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} a pen.\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative pronoun &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} verb &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dative pronoun &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} accusative 
\end{longtable}

\end{landscape}

\LaTeXNullTemplate{}
\section{Exercise 2: Translate into English}
\label{334}
\begin{longtable}{|>{\RaggedRight}p{0.48697\linewidth}|>{\RaggedRight}p{0.43268\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} dō, dāre&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to give\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} reddō, reddĕre&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to give back\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} liber, librī (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} book\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} amīcus, -{}ī (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} friend\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} scrībō, -{}ĕre&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to write\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} epistula, -{}ae (f.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} letter, message\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Imperator, Imperatoris (m.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Emperor\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} placeo, -{}ēre (+dat.)&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to please, be pleasing to\\ \hline 
\end{longtable}


Note that {\itshape placeo} requires the dative case, as opposed to the accusative case. Verbs such as this are denoted with {\itshape (+dat.)} or similar abbreviations. 



UNKNOWN TEMPLATE  
Latin/Exercise

{Questions}{
\begin{myenumerate}
\item{} Do librum amico.
\item{} Amicus meum librum legit et mihi librum reddit.
\item{} Scribo epistulas Imperatori.
\item{} Meae epistulae Imperatori placent.
\end{myenumerate}

}{
\begin{myenumerate}
\item{} I give the book to a friend
\item{} The friend read my book and returned the book to me.
\item{} I am writing letters to the Emperor.
\item{} My letters are pleasing to the Emperor.

\end{myenumerate}
}


\section{Roman Numerals}
\label{335}
The Romans did not use the Hindu-{}Arabic numerals we use today. They used their own symbols and own numeric system. We still use Roman Numerals today.
\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}>{\RaggedRight}p{0.08482\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Roman Numeral}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}English Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Hindu-{}Arabic Numeral}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Spanish Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}French Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Italian Number}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Portuguese Number}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt}I&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}ūnus -{}a -{}um&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}one&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}1&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}un&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}um\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}II&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo -{}ae&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}two&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}2&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dos&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}deux&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}due&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dois\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}III&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trēs, tria&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}three&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}3&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trois&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tre&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}três\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}IV&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quattor&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}four&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}4&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cuatro&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quatre&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quattro&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quatro\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}V&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}five&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}5&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinco&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinq&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinco\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}VI&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sēx&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}six&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}6&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}seis&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}six&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sei&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}seis\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}VII&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}septem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}seven&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}7&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}siete&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sept&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sette&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}sete\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}VIII&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}octō&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}eight&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}8&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}ocho&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}huit&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}otto&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}oito\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}IX&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}novem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nine&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}9&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nueve&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}neuf&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nove&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nove\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}X&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}decem&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}ten&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}10&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}diez&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dix&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dieci&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}dez\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}XV&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quindecim&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}fifteen&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}15&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quince&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinze&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quindici&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinze\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}XX&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}viginti&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}twenty&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}20&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}veinte&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vingt&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}venti&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vinte\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}XXV&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}viginti quinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}twenty-{}five&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}25&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}veinticinco&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vingt-{}cinq&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}venticinque&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vinte e cinco\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}L&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinquaginta&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}fifty&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}50&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cincuenta&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinquante&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinquanta&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinqüenta\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}C&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}centum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}one hundred&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}100&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cien&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cent&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cento&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cem\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}D&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quingentī, -{}ae, -{}a&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}five hundred&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}500&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinientos&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinq cents&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}cinquecento&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}quinhentos\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mille&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}one thousand&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}1000&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mil&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mille&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mille&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}mil 
\end{longtable}

\end{landscape}

Note the declensions of the first three numbers. {\itshape Nullus} is the Latin equivalent of zero, for example: {\itshape nullam puellam in agro video} means {\itshape I see no girl in the field}.

\begin{longtable}{>{\RaggedRight}p{0.19188\linewidth}>{\RaggedRight}p{0.18129\linewidth}>{\RaggedRight}p{0.14961\linewidth}>{\RaggedRight}p{0.12671\linewidth}>{\RaggedRight}p{0.14961\linewidth}} 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative}\endhead  \hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulli&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullo\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulla&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullam&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulli&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulla\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nulli&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}nullo\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}unus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uni&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}una&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unam&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uni&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}una\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}unum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}unius&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uni&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}uno\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duos&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duorum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}duae&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duas&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duarum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duabus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duabus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duo&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duorum&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}duobus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trium&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tres&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trium&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}tria&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tria&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}trium&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tribus 
\end{longtable}

\subsection{Exercise 3}
\label{336}
Write the word form of the numbers in the following sentences in the correct case.

\begin{myenumerate}
\item{} {\bfseries III} homines me salutant
\item{} magistro {\bfseries II} libros reddo
\item{} {\bfseries D} senatoribus multa ({\itshape many things}) dico
\item{} {\bfseries III} horas diligenter laboro
\end{myenumerate}


\myhref{http://en.wikibooks.org/wiki/Category\%3ALatin}{Category:Latin}

\chapter{Translation}





\label{337}



{}


\section{The Ablative Case}
\label{338}

The ablative case in Latin has 4 main uses:

\begin{myenumerate}
\item{}  With certain prepositions, eg. in, cum, sub
\item{}  Instrumental ablative, expressing the equivalent of English \symbol{34}by\symbol{34}, \symbol{34}with\symbol{34} or \symbol{34}using\symbol{34}
\item{}  Locative Ablative, using the ablative by itself to mean \symbol{34}in\symbol{34}, locating an action in space or time
\item{}  Ablative of separation or origin, expressing the equivalent of English \symbol{34}from\symbol{34}
\end{myenumerate}


The different uses of the ablative will be dealt progressively.  For a summary of all forms of the ablative, please consult the Appendix.
\section{Grammar Part 5: The Power of the Ablative Case}
\label{339}

Ablative generally indicates position in time and/or space (i.e. when and where). It can also indicate the idea of ways of getting to a location, abstractly or concretely.
\subsection{Ablative of Means}
\label{340}\subsubsection{Exercise}
\label{341}
How would you translate \symbol{34}I made the toga by hand\symbol{34}?

\begin{myitemize}
\item{} {\bfseries {\itshape Hint:}}{\itshape  You would not (and should not) use the genitive. The case you are studying right now can be used \uline{by itself} for this goal.}
\item{} {\bfseries {\itshape Hint:}}{\itshape  Remember that you won\textquotesingle{}t need to use the pronoun \symbol{34}I,\symbol{34} since Latin is based not on word order, but on the endings!}
\item{} {\bfseries {\itshape Glossary:}}{\itshape }
\begin{myquote}
\item{}  \symbol{34}to make\symbol{34} -{} {\itshape Facio} (\symbol{34}I make\symbol{34}), {\itshape facere} (\symbol{34}to make\symbol{34}), {\itshape feci} (\symbol{34}I made\symbol{34}), {\itshape factus} (\symbol{34}made\symbol{34})  
\item{}  \symbol{34}toga\symbol{34} -{} {\itshape Toga}, {\itshape togae} feminine
\item{}  \symbol{34}hand\symbol{34} -{} {\itshape Manus}, {\itshape manus} feminine (This is fourth declension)
\end{myquote}

\end{myitemize}

\paragraph{Answer}
{$\text{ }$}\newline\label{342}
Answer: {\itshape Togam manu feci}. 

In this case, the word \symbol{34}manu\symbol{34} is in the ablative (see fourth declension list) and thus means \symbol{34}by hand.\symbol{34} 
\subsubsection{Exercise}
\label{343}
I have my wisdom by means of my teacher.

\begin{myitemize}
\item{} {\bfseries \textquotesingle{}Glossary}:{\itshape }
\begin{myquote}
\item{}  \symbol{34}wisdom\symbol{34} -{} {\itshape Sapientia, sapientiae} feminine 
\item{}  \symbol{34}to have\symbol{34} -{} {\itshape Habeo} (\symbol{34}I have\symbol{34}), {\itshape habere} (\symbol{34}to have\symbol{34}), {\itshape habui} (\symbol{34}I had\symbol{34}), {\itshape habitus} (\symbol{34}had\symbol{34})
\item{}  \symbol{34}teacher\symbol{34} -{} {\itshape Magister, magistri} masculine (This is a second declension word, despite the \textquotesingle{}r\textquotesingle{} at the end, like puer.)
\end{myquote}

\end{myitemize}

\paragraph{Answer}
{$\text{ }$}\newline\label{344}
Answer: {\itshape Habeo sapientiam magistro.}
\subsection{Ablative of Time}
\label{345}
How would you say: {\itshape I will arrive at the 5th hour.}

\textquotesingle{}at the 5th hour\textquotesingle{} is indicating position of time. Thus, it can be put into the ablative case, giving:

{\itshape adveniam quinta hora}

In general, therefore, in order to say \symbol{34}In the morning\symbol{34}, \symbol{34}At nine O\textquotesingle{}clock,\symbol{34} or \symbol{34}In the tenth year,\symbol{34} use ablative. It is generally used to refer to a specific time in which something has, does, or will occur.

Example: I will leave in the night.

Hint: Future tense can be looked up in the appendices of this Wikibook!

Hint: to leave-{} discedo, discedere; night-{} nox, noctis(This is a third declension word!)
\paragraph{Answer}
{$\text{ }$}\newline\label{346}

Answer: Discedam nocte.

Note the simplicity in which Latin translates the six words into simply two. The ending based language completely negates the need for the words \symbol{34}I,\symbol{34} \symbol{34}will,\symbol{34} \symbol{34}in,\symbol{34} and \symbol{34}the.\symbol{34}
\subsection{Ablative of Place}
\label{347}
{\itshape Naves navigabant mari.} The ships were sailing on the sea. 

The ablative is also useful for showing the location of things, in general where you would use the words on, in, or at. There is an exception for the slightly more archaic locative, which is used with the words {\itshape domi} (from {\itshape domus, domus, f.}, home), {\itshape ruri} (from {\itshape rus, ruris, n.}, country {$\text{[}$}as opposed to city{$\text{]}$}), and {\itshape Romae} (from {\itshape Roma, Romae, f.}, Rome), as well as with the names of towns, cities and small islands. 

Latin has its own way of handling prepositions depending on the nouns and their cases in the sentence, including the versatile {\itshape in}, which can take many different meanings depending upon the case of the object.
\section{Ablative with prepositions}
\label{348}

Here are a few prepositions that can take the ablative (for a fuller list, see the lesson on adverbs and prepositions in the previous chapter):

\begin{longtable}{>{\RaggedRight}p{0.23806\linewidth}>{\RaggedRight}p{0.68159\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\itshape in}\myfootnote{Means \symbol{34}into\symbol{34} or \symbol{34}against\symbol{34} when used with the accusative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} in, on\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape a/ab} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape de} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} down from, concerning\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape e/ex} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} out of, out from\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape cum} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} with\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape sine} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} without\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape pro} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} on behalf of, in front of\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape super}\myfootnote{Has static meaning when used with the ablative but connotes motion when used with the accusative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} upon, above, beyond\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt}{\itshape sub}\myfootnote{Usually means \symbol{34}up to\symbol{34} or \symbol{34}up to the foot of\symbol{34} when used with the accusative} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} under, beneath 
\end{longtable}



 

As a general rule, when motion is implied, use the accusative, but when location is implied


\subsection{Example 3}
\label{349}

{\itshape Servus ex agris venit.}
\begin{myquote}
\item{} \symbol{34}The slave came from the fields.\symbol{34}
\end{myquote}


Note: {\itshape Ager} ({\itshape ager, agri, m.}, field) must take an ablative suffix to match the preceding preposition, in this case {\itshape e}/{\itshape ex}. 

Incidentally, both {\itshape ager} and {\itshape campus} mean \symbol{34}field,\symbol{34} but {\itshape ager}, like its English derivative \symbol{34}agriculture\symbol{34}, connotes a farming field, while {\itshape campus} (think \symbol{34}camping\symbol{34} or \symbol{34}college campus\symbol{34}) means \symbol{34}open field.\symbol{34} The {\itshape Campus Martius} was a large field in Rome used for military training.

\section{The Vocative Case}
\label{350}

While you will rarely need to ask Lupus where the bathroom is in Latin, you may find yourself reading either quotes or letters in which a person is being directly addressed. The case it will be in is the vocative.

For example, \symbol{34}Hail, Augustus\symbol{34} will appear in Latin as Ave Auguste, and not Ave Augustus.


Each declension has its own form of the vocative singular and plural. They are listed in the table below.

Furthermore, in all but the second declension, the nominative and vocative are exactly the same!\begin{landscape}

\begin{longtable}{>{\RaggedRight}p{0.13192\linewidth}>{\RaggedRight}p{0.08887\linewidth}>{\RaggedRight}p{0.23506\linewidth}>{\RaggedRight}p{0.09961\linewidth}>{\RaggedRight}p{0.11152\linewidth}>{\RaggedRight}p{0.09194\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Number &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} First &\hspace*{0pt}\ignorespaces{}\hspace*{0pt}    Second*    &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Third &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Fourth &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Fifth\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} a &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us-{}>{}e, ius-{}>{}i, r-{}>{}r&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} -{}-{} &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es\\ \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural** &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} i &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} es  
\end{longtable}

\end{landscape}
\begin{myitemize}
\item{}  In the second declension singular, there are three separate possibilities for the vocative, depending on its nominative ending. Hence, if it is a us word, it will become an e and so forth.
\end{myitemize}

\subsubsection{Examples for different declensions in the second declension}
\label{351} 
\begin{myitemize}
\item{} {\bfseries -{}us:}
\begin{myquote}
\item{}  Lupus -{}>{}Lupe (given name, wolf)
\end{myquote}

\item{} {\bfseries -{}ius:} 
\begin{myquote}
\item{} Filius -{}>{} Fili (son)
\item{} Horatius-{}>{} Horati (given name)
\end{myquote}

\item{} {\bfseries -{}r:} 
\begin{myquote}
\item{} Puer-{}>{} Puer (boy)
\end{myquote}

\end{myitemize}


\begin{myquote}
\item{} {\itshape In all cases, the plural vocative is exactly the same as the plural nominative. This extends to those words which are neuter, which always have an \textquotesingle{}a\textquotesingle{} for the nominative and vocative.}
\end{myquote}

\subsubsection{Examples}
\label{352}
\begin{myenumerate}
\item{} Hello, Sextus.(Hello= {\itshape Salve})*
\begin{myquote}
\item{}  Salve, Sext{\bfseries e}. 
\end{myquote}

\item{} Speak, girl! (Speak= {\itshape dico, dicere, dixi})*
\begin{myquote}
\item{}  Dic, puell{\bfseries a}.
\end{myquote}

\item{} Knee, run!*(Knee= {\itshape genu}; run= {\itshape curro, currere, cucurri})*
\begin{myquote}
\item{}  Gen{\bfseries u}, curre!
\end{myquote}

\item{} Oh, heart, why do you lead me? (Oh-{}o; heart-{} cor, cordis-{}f.; lead-{}duco, ducere; 
\begin{myquote}
\item{}  O, cor! Cur ducis tu me?
\end{myquote}

\end{myenumerate}


\begin{myitemize}
\item{} Note that the first three also require use of the imperative. The imperative is used when ordering or telling someone what to do, e.g.-{} \symbol{34}Stop,\symbol{34} or \symbol{34}Get away from me.\symbol{34}
\end{myitemize}


The basic form of the imperative is created by dropping the \symbol{34}re\symbol{34} off of the infinitive form of the verb, as in: Amare, which becomes Ama; at least in the singular active form, which is all that these exercises require. More can be found about this subject in the chapter on verbs.

\chapter{Revision}





\label{353}



{}


\section{Personal Pronouns in English}
\label{354}
\begin{longtable}{|>{\RaggedRight}p{0.36258\linewidth}|>{\RaggedRight}p{0.55706\linewidth}|} \hline 
\multicolumn{2}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Lesson Vocabulary}}}\\ \hline {\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries cibus}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries food}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries laborat}&\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries he/she works}\\ \hline 
\end{longtable}


Pronouns are nouns which are used instead of another noun (\textquotesingle{}pro\textquotesingle{}, in place of \textquotesingle{}noun\textquotesingle{}, noun.)

There are three categories of pronouns which are divided up into persons: 1st, 2nd, and 3rd. In addition, pronouns can be singular or plural. They are declined like all other nouns.

\begin{longtable}{|>{\RaggedRight}p{0.25346\linewidth}|>{\RaggedRight}p{0.33475\linewidth}|>{\RaggedRight}p{0.29126\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Person}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Singular}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Plural}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}1st&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}I&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}We\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}2nd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}You, Thou&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}You (all)\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}3rd&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}He/She/It&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}They\\ \hline 
\end{longtable}

\section{Personal Pronouns in Latin}
\label{355}\subsection{1st/2nd Person Pronouns}
\label{356}\subsubsection{Table of Personal Pronouns in all of their cases: I, thou, we, ye}
\label{357}
Note: Thou is the archaic singular of the archaic plural ye -{} useful for distinguishing you (singular) from you (plural)
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.05458\linewidth}|>{\RaggedRight}p{0.08148\linewidth}|>{\RaggedRight}p{0.04608\linewidth}|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.07582\linewidth}|>{\RaggedRight}p{0.07237\linewidth}|>{\RaggedRight}p{0.09094\linewidth}|} \hline 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}&\multicolumn{4}{|>{\RaggedRight}p{0.29107\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}}&\multicolumn{4}{|>{\RaggedRight}p{0.35624\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Case}&\multicolumn{2}{|>{\RaggedRight}p{0.14201\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st Person}&\multicolumn{2}{|>{\RaggedRight}p{0.12363\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd Person}&\multicolumn{2}{|>{\RaggedRight}p{0.15467\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 1st Person }&\multicolumn{2}{|>{\RaggedRight}p{0.17044\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} 2nd Person }\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ego &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} I &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tū &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} we &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} meī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tuī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nostrī(nostrum) &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vestrī (vestrum)&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mihi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tibi &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to/for you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to/for you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} you\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} mē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from me &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} tē &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from you&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} nōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from us &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} vōbīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} from you\\ \hline 
\end{longtable}

\end{landscape}  

Nota Bene: the genitive is used in certain phrases like:
\begin{myenumerate}
\item{} memor nostrī, mindful of us
\item{} paucī vestrum, a few of you.
\end{myenumerate}


For the possessive uses (my sister, your bicycle), Latin does not use the genitive, but the possessive adjectives:

\begin{longtable}{|>{\RaggedRight}p{0.50916\linewidth}|>{\RaggedRight}p{0.41048\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}meus, mea, meum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} my\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}tuus, tua, tuum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} thy\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}suus, sua, sum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his/hers, its, their\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}noster, nostra, nostrum &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} our\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}vester, vestra, vestrum  &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} your\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Pater noster &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} Our father\\ \hline 
\end{longtable}

\subsection{3rd Person Pronouns}
\label{358}
Technically, 3rd person pronouns do not exist in Latin as they do in English. However, they do have equivalents.

Adjectives modify nouns and take the gender of the noun which they modify. However, adjectives do not necessarily need a substantive present in the sentence to modify. The substantive can be presumed. In this way, \textquotesingle{}3rd person\textquotesingle{} pronouns are formed. 
\subsubsection{Example 1}
\label{359}
Take the masculine form of the adjective \textquotesingle{}ille\textquotesingle{}. Literally it means \textquotesingle{}That (masculine) thing.\textquotesingle{} However one could take it for simply meaning \textquotesingle{}he\textquotesingle{}, depending on the context. Similarly, the pronoun \textquotesingle{}iste\textquotesingle{} means \textquotesingle{}this (masc.) thing\textquotesingle{}. Iste and ille are declined in exactly the same way.

If no substantive is provided assume words like these: \textquotesingle{}man\textquotesingle{}, \textquotesingle{}woman\textquotesingle{}, \textquotesingle{}thing\textquotesingle{}, \textquotesingle{}idea\textquotesingle{}, \textquotesingle{}concept\textquotesingle{}, \textquotesingle{}reason\textquotesingle{} etc. Let context be your guide.
\subsection{Common Adjectives Used as 3rd Person Pronouns In Latin}
\label{360}\subsubsection{Declension of Ille (that)}
\label{361}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.11197\linewidth}|>{\RaggedRight}p{0.10306\linewidth}|>{\RaggedRight}p{0.09565\linewidth}|>{\RaggedRight}p{0.07721\linewidth}|>{\RaggedRight}p{0.15800\linewidth}|>{\RaggedRight}p{0.09565\linewidth}|>{\RaggedRight}p{0.07721\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Declension of {\itshape ille} (that): Singular}}\\ \hline \multirow{2}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\multicolumn{3}{|>{\RaggedRight}p{0.30113\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.36110\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}}\\ \cline{2-2}\cline{3-3}\cline{4-4}\cline{5-5}\cline{6-6}\cline{7-7} \multicolumn{1}{|c|}{}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Masculine }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Neuter}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Masculine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Neuter}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ille  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illa &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illud &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} he &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} she &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīus  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīus &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her, hers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} its \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to it \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illum  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illud &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it \\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Ablative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illō  &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it \\ \hline 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.12559\linewidth}|>{\RaggedRight}p{0.11560\linewidth}|>{\RaggedRight}p{0.10730\linewidth}|>{\RaggedRight}p{0.08661\linewidth}|>{\RaggedRight}p{0.23849\linewidth}|>{\RaggedRight}p{0.02258\linewidth}|>{\RaggedRight}p{0.02258\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Declension of {\itshape ille} (that): Plural}}\\ \hline \multirow{2}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} }&\multicolumn{3}{|>{\RaggedRight}p{0.33778\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.30957\linewidth}|}{\multirow{2}{\linewidth}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} English}}}\\ \cline{2-2}\cline{3-3}\cline{4-4} \multicolumn{1}{|c|}{}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Masculine }&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Feminine}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Neuter}&\multicolumn{3}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Nominative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illa &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} they, those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Genitive }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illārum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} their, theirs, of those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Dative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to them, to those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Accusative }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illa &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} them, those&&\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} {\bfseries Ablative}}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illis &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} illīs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from them, those  &&\\ \hline 
\end{longtable}

\end{landscape}

Ille is often used as a kind of pronoun. In situations with multiple phrases or sentences, however, it is syntactically different from is, ea, id (see below).

For example: \symbol{34}Canis puero cibum dat. Is laborat in agro.\symbol{34} means \symbol{34}The dog gives food to the boy. The dog works in the field\symbol{34}.

However: \symbol{34}Canis puero cibum dat. Ille laborat in agro.\symbol{34} means \symbol{34}The dog gives food to the boy. The boy works in the field\symbol{34}.

Thus, ille, unlike the other pronouns makes a previous object into the subject (and vice versa).
\subsubsection{Examples of the Usage of Ille:}
\label{362}
\begin{longtable}{|>{\RaggedRight}p{0.30536\linewidth}|>{\RaggedRight}p{0.61429\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ille est dominus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He is the master. (ille as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ille dominus est malus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} That master is bad. (ille as adjective) \\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Illam videt &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He sees her. (or \textquotesingle{}she sees her\textquotesingle{} -{} illam as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Illam puellam videt &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He (or she) sees that girl (illam as adjective).\\ \hline 
\end{longtable}

\subsubsection{Declension of Is, ea, id: (personal pronouns w/ translations)}
\label{363}\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.13176\linewidth}|>{\RaggedRight}p{0.07029\linewidth}|>{\RaggedRight}p{0.06901\linewidth}|>{\RaggedRight}p{0.05216\linewidth}|>{\RaggedRight}p{0.14151\linewidth}|>{\RaggedRight}p{0.13519\linewidth}|>{\RaggedRight}p{0.11883\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Case}&\multicolumn{3}{|>{\RaggedRight}p{0.20895\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.43167\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} is &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ea &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} id &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} he &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} she &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\multicolumn{3}{|>{\RaggedRight}p{0.20895\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eius }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} his &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her, hers &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} its\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.20895\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eī }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to it\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} id &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} it\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by/with him &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by/with her &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by/with it\\ \hline 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.18041\linewidth}|>{\RaggedRight}p{0.12146\linewidth}|>{\RaggedRight}p{0.11975\linewidth}|>{\RaggedRight}p{0.12146\linewidth}|>{\RaggedRight}p{0.06431\linewidth}|>{\RaggedRight}p{0.05396\linewidth}|>{\RaggedRight}p{0.05741\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Case}&\multicolumn{3}{|>{\RaggedRight}p{0.39580\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}}&\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ei &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ea &\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} they, those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eārum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eōrum &\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} their, theirs, of those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.39580\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eīs, iīs }&\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to them, to those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} ea &\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} them, those}\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\multicolumn{3}{|>{\RaggedRight}p{0.39580\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} eīs, iīs }&\multicolumn{3}{|>{\RaggedRight}p{0.19173\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from them, those}\\ \hline 
\end{longtable}

\end{landscape}

Like ille, is can be used as a form of a pronoun.
\subsubsection{Examples of the Usage of Is}
\label{364}
\begin{longtable}{|>{\RaggedRight}p{0.29226\linewidth}|>{\RaggedRight}p{0.62739\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\endhead  \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Is est dominus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He is the master. (\symbol{34}is\symbol{34} as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Is dominus est malus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} That master is bad. (\symbol{34}is\symbol{34} as adjective)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Eam videt. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He sees her. (or \textquotesingle{}she sees her\textquotesingle{}, \symbol{34}eam\symbol{34} as pronoun)\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Eam puellam videt. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} He (or she) sees that girl. (\symbol{34}eam\symbol{34} as adjective)\\ \hline 
\end{longtable}

\subsubsection{Declension of the Relative pronoun qui, quae, quod: (meaning who, which, he)}
\label{365}\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.16637\linewidth}|>{\RaggedRight}p{0.10307\linewidth}|>{\RaggedRight}p{0.10307\linewidth}|>{\RaggedRight}p{0.09671\linewidth}|>{\RaggedRight}p{0.05930\linewidth}|>{\RaggedRight}p{0.04977\linewidth}|>{\RaggedRight}p{0.14045\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Singular}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quod &\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}who }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\multicolumn{3}{|>{\RaggedRight}p{0.33053\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cuīus }&\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} whose }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.33053\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} cuī }&\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quod &\multicolumn{2}{|>{\RaggedRight}p{0.11383\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quō &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quā &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quō &\multicolumn{3}{|>{\RaggedRight}p{0.27232\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from whom, which}\\ \hline 
\end{longtable}

\end{landscape}
\begin{landscape}

\begin{longtable}{|>{\RaggedRight}p{0.14950\linewidth}|>{\RaggedRight}p{0.11550\linewidth}|>{\RaggedRight}p{0.11405\linewidth}|>{\RaggedRight}p{0.11550\linewidth}|>{\RaggedRight}p{0.05329\linewidth}|>{\RaggedRight}p{0.04472\linewidth}|>{\RaggedRight}p{0.12620\linewidth}|} \hline 
\multicolumn{7}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}who }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quorum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quarum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quorum &\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} whose }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} of which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.37657\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quibus }&\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} to which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quae &\multicolumn{2}{|>{\RaggedRight}p{0.10229\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}whom }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} which\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\multicolumn{3}{|>{\RaggedRight}p{0.37657\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quibus }&\multicolumn{3}{|>{\RaggedRight}p{0.24469\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} by, with, from whom, which}\\ \hline 
\end{longtable}

\end{landscape}

Notice that the same forms are used to ask a question, with the following exceptions:

\begin{longtable}{|>{\RaggedRight}p{0.18256\linewidth}|>{\RaggedRight}p{0.11310\linewidth}|>{\RaggedRight}p{0.11310\linewidth}|>{\RaggedRight}p{0.09915\linewidth}|>{\RaggedRight}p{0.29119\linewidth}|} \hline 
{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\multicolumn{2}{|>{\RaggedRight}p{0.23609\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quis }&\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quid &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} who, which, what\\ \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quem &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quam &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} quid &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} whom, which, what\\ \hline 
\end{longtable}

\subsubsection{Uses of the Relative Pronoun}
\label{366}
The relative pronoun takes on the case depending on the function it serves in the relative clause.  For example, in the sentence \symbol{34}He sees the man who has a slave,\symbol{34} \symbol{34}who\symbol{34} is translated as nominative because it is the subject of the clause \symbol{34}who has a slave.\symbol{34}  The antecedent (noun to which the pronoun refers) is usually before the relative clause.
\subsubsection{Examples of the Usage of the Relative Pronoun}
\label{367}
\begin{myenumerate}
\item{}  {\itshape Virum \myhref{http://en.wiktionary.org/wiki/videre\%23Latin}{videt} (he/she sees) {\bfseries qui} \myhref{http://en.wiktionary.org/wiki/servus\%23Latin}{servum} (servant) \myhref{http://en.wiktionary.org/wiki/habere\%23Latin}{habet} (he/she has).}
\begin{myquote}
\item{}  He sees the man {\bfseries who} has a slave
\end{myquote}

\item{}  {\bfseries {\itshape Ille}}{\itshape  est \myhref{http://en.wiktionary.org/wiki/vir\%23Latin}{vir} cujus servus est \myhref{http://en.wiktionary.org/wiki/malus\%23Latin}{malus}.}
\begin{myquote}
\item{}  {\bfseries That}\textquotesingle{}s the man whose slave is bad.
\end{myquote}

\item{}  {\itshape Quis {\bfseries \myhref{http://en.wiktionary.org/wiki/is\%23Latin}{eum}} videt?}
\begin{myquote}
\item{}  Who sees {\bfseries him}?
\end{myquote}

\end{myenumerate}

\subsubsection{Declension of hic, haec, hoc (meaning this)}
\label{368}
\begin{longtable}{|>{\RaggedRight}p{0.25789\linewidth}|>{\RaggedRight}p{0.14742\linewidth}|>{\RaggedRight}p{0.14493\linewidth}|>{\RaggedRight}p{0.12522\linewidth}|>{\RaggedRight}p{0.12364\linewidth}|} \hline 
\multicolumn{5}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Singular}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hic &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} haec &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hoc &\multirow{5}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} this}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\multicolumn{3}{|>{\RaggedRight}p{0.45573\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}huius}&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.45573\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}huic}&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hunc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hanc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hoc&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hāc &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōc&\multicolumn{1}{|c|}{}&\\ \hline 
\end{longtable}


\begin{longtable}{|>{\RaggedRight}p{0.22053\linewidth}|>{\RaggedRight}p{0.15059\linewidth}|>{\RaggedRight}p{0.14850\linewidth}|>{\RaggedRight}p{0.15059\linewidth}|>{\RaggedRight}p{0.12889\linewidth}|} \hline 
\multicolumn{5}{|>{\RaggedRight}p{0.95982\linewidth}|}{{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt} Plural}}\\ \hline {\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}M}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}F}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}N}&{\bfseries \hspace*{0pt}\ignorespaces{}\hspace*{0pt}}\endhead  \hline \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Nominative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hī &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hae &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} haec &\multirow{5}{\linewidth}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt} these}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Genitive &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōrum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hārum &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōrum&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Dative &\multicolumn{3}{|>{\RaggedRight}p{0.49078\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}hīs}&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Accusative &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hōs &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} hās &\hspace*{0pt}\ignorespaces{}\hspace*{0pt} haec&\multicolumn{1}{|c|}{}\\ \cline{1-1}\cline{2-2}\cline{3-3}\cline{4-4} \hspace*{0pt}\ignorespaces{}\hspace*{0pt}Ablative &\multicolumn{3}{|>{\RaggedRight}p{0.49078\linewidth}|}{\hspace*{0pt}\ignorespaces{}\hspace*{0pt}hīs}&\multicolumn{1}{|c|}{}&\\ \hline 
\end{longtable}


N.B. Hic as an adverb that means \textquotesingle{}here\textquotesingle{}.
N.B. Hic can also be used as a pronoun.
\subsubsection{Example of the Usage of Hic}
\label{369}
\begin{longtable}{|>{\RaggedRight}p{0.45383\linewidth}|>{\RaggedRight}p{0.46582\linewidth}|} \hline 
{\bfseries \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Latin}&{\bfseries \cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}English}\\ \hline \cellcolor[rgb]{0.80000,1.00000,1.00000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Hic servus, non ille, est malus. &\cellcolor[rgb]{0.80000,1.00000,0.80000}\hspace*{0pt}\ignorespaces{}\hspace*{0pt} This slave, not that one, is bad.\\ \hline 
\end{longtable}

\section{Exercises}
\label{370}
\begin{longtable}{>{\RaggedRight}p{0.45982\linewidth}>{\RaggedRight}p{0.45982\linewidth}} 
\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Give a suitable LATIN translation for the following:\begin{myenumerate}\item{} To him\item{} To her\item{} For her\item{} For him\item{} To it\item{} I\item{} You\item{} Ye\item{} of You\item{} of him\item{} We\item{} Thou\item{} of thee\item{} in him\item{} in her\end{myenumerate}&\hspace*{0pt}\ignorespaces{}\hspace*{0pt}Give a suitable ENGLISH translation for the following:\begin{myenumerate}\item{} Meus\item{} Meī\item{} Ille\item{} Illud\item{} Huic\item{} Hī\item{} Hoc\item{} Nōs\item{} Nostrī\item{} Vōs\item{} Vestrum\end{myenumerate} 
\end{longtable}
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\chapter{Poem about Latin}





\label{371}



{}



Latin is a language,

At least it used to be;

It killed the Ancient Romans,

And now it\textquotesingle{}s killing me.

(Iambic Trimeter)



It killed Julius Caesar

And killed those who learned it.

Bless the dead!

They surely earned it.

(Anapestic Dimeter)
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\section {GNU GENERAL PUBLIC LICENSE}
\begin{multicols}{4}

Version 3, 29 June 2007

Copyright © 2007 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license document, but changing it is not allowed.
Preamble

The GNU General Public License is a free, copyleft license for software and other kinds of works.

The licenses for most software and other practical works are designed to take away your freedom to share and change the works. By contrast, the GNU General Public License is intended to guarantee your freedom to share and change all versions of a program--to make sure it remains free software for all its users. We, the Free Software Foundation, use the GNU General Public License for most of our software; it applies also to any other work released this way by its authors. You can apply it to your programs, too.

When we speak of free software, we are referring to freedom, not price. Our General Public Licenses are designed to make sure that you have the freedom to distribute copies of free software (and charge for them if you wish), that you receive source code or can get it if you want it, that you can change the software or use pieces of it in new free programs, and that you know you can do these things.

To protect your rights, we need to prevent others from denying you these rights or asking you to surrender the rights. Therefore, you have certain responsibilities if you distribute copies of the software, or if you modify it: responsibilities to respect the freedom of others.

For example, if you distribute copies of such a program, whether gratis or for a fee, you must pass on to the recipients the same freedoms that you received. You must make sure that they, too, receive or can get the source code. And you must show them these terms so they know their rights.

Developers that use the GNU GPL protect your rights with two steps: (1) assert copyright on the software, and (2) offer you this License giving you legal permission to copy, distribute and/or modify it.

For the developers' and authors' protection, the GPL clearly explains that there is no warranty for this free software. For both users' and authors' sake, the GPL requires that modified versions be marked as changed, so that their problems will not be attributed erroneously to authors of previous versions.

Some devices are designed to deny users access to install or run modified versions of the software inside them, although the manufacturer can do so. This is fundamentally incompatible with the aim of protecting users' freedom to change the software. The systematic pattern of such abuse occurs in the area of products for individuals to use, which is precisely where it is most unacceptable. Therefore, we have designed this version of the GPL to prohibit the practice for those products. If such problems arise substantially in other domains, we stand ready to extend this provision to those domains in future versions of the GPL, as needed to protect the freedom of users.

Finally, every program is threatened constantly by software patents. States should not allow patents to restrict development and use of software on general-purpose computers, but in those that do, we wish to avoid the special danger that patents applied to a free program could make it effectively proprietary. To prevent this, the GPL assures that patents cannot be used to render the program non-free.

The precise terms and conditions for copying, distribution and modification follow.
TERMS AND CONDITIONS
0. Definitions.

“This License” refers to version 3 of the GNU General Public License.

“Copyright” also means copyright-like laws that apply to other kinds of works, such as semiconductor masks.

“The Program” refers to any copyrightable work licensed under this License. Each licensee is addressed as “you”. “Licensees” and “recipients” may be individuals or organizations.

To “modify” a work means to copy from or adapt all or part of the work in a fashion requiring copyright permission, other than the making of an exact copy. The resulting work is called a “modified version” of the earlier work or a work “based on” the earlier work.

A “covered work” means either the unmodified Program or a work based on the Program.

To “propagate” a work means to do anything with it that, without permission, would make you directly or secondarily liable for infringement under applicable copyright law, except executing it on a computer or modifying a private copy. Propagation includes copying, distribution (with or without modification), making available to the public, and in some countries other activities as well.

To “convey” a work means any kind of propagation that enables other parties to make or receive copies. Mere interaction with a user through a computer network, with no transfer of a copy, is not conveying.

An interactive user interface displays “Appropriate Legal Notices” to the extent that it includes a convenient and prominently visible feature that (1) displays an appropriate copyright notice, and (2) tells the user that there is no warranty for the work (except to the extent that warranties are provided), that licensees may convey the work under this License, and how to view a copy of this License. If the interface presents a list of user commands or options, such as a menu, a prominent item in the list meets this criterion.
1. Source Code.

The “source code” for a work means the preferred form of the work for making modifications to it. “Object code” means any non-source form of a work.

A “Standard Interface” means an interface that either is an official standard defined by a recognized standards body, or, in the case of interfaces specified for a particular programming language, one that is widely used among developers working in that language.

The “System Libraries” of an executable work include anything, other than the work as a whole, that (a) is included in the normal form of packaging a Major Component, but which is not part of that Major Component, and (b) serves only to enable use of the work with that Major Component, or to implement a Standard Interface for which an implementation is available to the public in source code form. A “Major Component”, in this context, means a major essential component (kernel, window system, and so on) of the specific operating system (if any) on which the executable work runs, or a compiler used to produce the work, or an object code interpreter used to run it.

The “Corresponding Source” for a work in object code form means all the source code needed to generate, install, and (for an executable work) run the object code and to modify the work, including scripts to control those activities. However, it does not include the work's System Libraries, or general-purpose tools or generally available free programs which are used unmodified in performing those activities but which are not part of the work. For example, Corresponding Source includes interface definition files associated with source files for the work, and the source code for shared libraries and dynamically linked subprograms that the work is specifically designed to require, such as by intimate data communication or control flow between those subprograms and other parts of the work.

The Corresponding Source need not include anything that users can regenerate automatically from other parts of the Corresponding Source.

The Corresponding Source for a work in source code form is that same work.
2. Basic Permissions.

All rights granted under this License are granted for the term of copyright on the Program, and are irrevocable provided the stated conditions are met. This License explicitly affirms your unlimited permission to run the unmodified Program. The output from running a covered work is covered by this License only if the output, given its content, constitutes a covered work. This License acknowledges your rights of fair use or other equivalent, as provided by copyright law.

You may make, run and propagate covered works that you do not convey, without conditions so long as your license otherwise remains in force. You may convey covered works to others for the sole purpose of having them make modifications exclusively for you, or provide you with facilities for running those works, provided that you comply with the terms of this License in conveying all material for which you do not control copyright. Those thus making or running the covered works for you must do so exclusively on your behalf, under your direction and control, on terms that prohibit them from making any copies of your copyrighted material outside their relationship with you.

Conveying under any other circumstances is permitted solely under the conditions stated below. Sublicensing is not allowed; section 10 makes it unnecessary.
3. Protecting Users' Legal Rights From Anti-Circumvention Law.

No covered work shall be deemed part of an effective technological measure under any applicable law fulfilling obligations under article 11 of the WIPO copyright treaty adopted on 20 December 1996, or similar laws prohibiting or restricting circumvention of such measures.

When you convey a covered work, you waive any legal power to forbid circumvention of technological measures to the extent such circumvention is effected by exercising rights under this License with respect to the covered work, and you disclaim any intention to limit operation or modification of the work as a means of enforcing, against the work's users, your or third parties' legal rights to forbid circumvention of technological measures.
4. Conveying Verbatim Copies.

You may convey verbatim copies of the Program's source code as you receive it, in any medium, provided that you conspicuously and appropriately publish on each copy an appropriate copyright notice; keep intact all notices stating that this License and any non-permissive terms added in accord with section 7 apply to the code; keep intact all notices of the absence of any warranty; and give all recipients a copy of this License along with the Program.

You may charge any price or no price for each copy that you convey, and you may offer support or warranty protection for a fee.
5. Conveying Modified Source Versions.

You may convey a work based on the Program, or the modifications to produce it from the Program, in the form of source code under the terms of section 4, provided that you also meet all of these conditions:

    * a) The work must carry prominent notices stating that you modified it, and giving a relevant date.
    * b) The work must carry prominent notices stating that it is released under this License and any conditions added under section 7. This requirement modifies the requirement in section 4 to “keep intact all notices”.
    * c) You must license the entire work, as a whole, under this License to anyone who comes into possession of a copy. This License will therefore apply, along with any applicable section 7 additional terms, to the whole of the work, and all its parts, regardless of how they are packaged. This License gives no permission to license the work in any other way, but it does not invalidate such permission if you have separately received it.
    * d) If the work has interactive user interfaces, each must display Appropriate Legal Notices; however, if the Program has interactive interfaces that do not display Appropriate Legal Notices, your work need not make them do so.

A compilation of a covered work with other separate and independent works, which are not by their nature extensions of the covered work, and which are not combined with it such as to form a larger program, in or on a volume of a storage or distribution medium, is called an “aggregate” if the compilation and its resulting copyright are not used to limit the access or legal rights of the compilation's users beyond what the individual works permit. Inclusion of a covered work in an aggregate does not cause this License to apply to the other parts of the aggregate.
6. Conveying Non-Source Forms.

You may convey a covered work in object code form under the terms of sections 4 and 5, provided that you also convey the machine-readable Corresponding Source under the terms of this License, in one of these ways:

    * a) Convey the object code in, or embodied in, a physical product (including a physical distribution medium), accompanied by the Corresponding Source fixed on a durable physical medium customarily used for software interchange.
    * b) Convey the object code in, or embodied in, a physical product (including a physical distribution medium), accompanied by a written offer, valid for at least three years and valid for as long as you offer spare parts or customer support for that product model, to give anyone who possesses the object code either (1) a copy of the Corresponding Source for all the software in the product that is covered by this License, on a durable physical medium customarily used for software interchange, for a price no more than your reasonable cost of physically performing this conveying of source, or (2) access to copy the Corresponding Source from a network server at no charge.
    * c) Convey individual copies of the object code with a copy of the written offer to provide the Corresponding Source. This alternative is allowed only occasionally and noncommercially, and only if you received the object code with such an offer, in accord with subsection 6b.
    * d) Convey the object code by offering access from a designated place (gratis or for a charge), and offer equivalent access to the Corresponding Source in the same way through the same place at no further charge. You need not require recipients to copy the Corresponding Source along with the object code. If the place to copy the object code is a network server, the Corresponding Source may be on a different server (operated by you or a third party) that supports equivalent copying facilities, provided you maintain clear directions next to the object code saying where to find the Corresponding Source. Regardless of what server hosts the Corresponding Source, you remain obligated to ensure that it is available for as long as needed to satisfy these requirements.
    * e) Convey the object code using peer-to-peer transmission, provided you inform other peers where the object code and Corresponding Source of the work are being offered to the general public at no charge under subsection 6d.

A separable portion of the object code, whose source code is excluded from the Corresponding Source as a System Library, need not be included in conveying the object code work.

A “User Product” is either (1) a “consumer product”, which means any tangible personal property which is normally used for personal, family, or household purposes, or (2) anything designed or sold for incorporation into a dwelling. In determining whether a product is a consumer product, doubtful cases shall be resolved in favor of coverage. For a particular product received by a particular user, “normally used” refers to a typical or common use of that class of product, regardless of the status of the particular user or of the way in which the particular user actually uses, or expects or is expected to use, the product. A product is a consumer product regardless of whether the product has substantial commercial, industrial or non-consumer uses, unless such uses represent the only significant mode of use of the product.

“Installation Information” for a User Product means any methods, procedures, authorization keys, or other information required to install and execute modified versions of a covered work in that User Product from a modified version of its Corresponding Source. The information must suffice to ensure that the continued functioning of the modified object code is in no case prevented or interfered with solely because modification has been made.

If you convey an object code work under this section in, or with, or specifically for use in, a User Product, and the conveying occurs as part of a transaction in which the right of possession and use of the User Product is transferred to the recipient in perpetuity or for a fixed term (regardless of how the transaction is characterized), the Corresponding Source conveyed under this section must be accompanied by the Installation Information. But this requirement does not apply if neither you nor any third party retains the ability to install modified object code on the User Product (for example, the work has been installed in ROM).

The requirement to provide Installation Information does not include a requirement to continue to provide support service, warranty, or updates for a work that has been modified or installed by the recipient, or for the User Product in which it has been modified or installed. Access to a network may be denied when the modification itself materially and adversely affects the operation of the network or violates the rules and protocols for communication across the network.

Corresponding Source conveyed, and Installation Information provided, in accord with this section must be in a format that is publicly documented (and with an implementation available to the public in source code form), and must require no special password or key for unpacking, reading or copying.
7. Additional Terms.

“Additional permissions” are terms that supplement the terms of this License by making exceptions from one or more of its conditions. Additional permissions that are applicable to the entire Program shall be treated as though they were included in this License, to the extent that they are valid under applicable law. If additional permissions apply only to part of the Program, that part may be used separately under those permissions, but the entire Program remains governed by this License without regard to the additional permissions.

When you convey a copy of a covered work, you may at your option remove any additional permissions from that copy, or from any part of it. (Additional permissions may be written to require their own removal in certain cases when you modify the work.) You may place additional permissions on material, added by you to a covered work, for which you have or can give appropriate copyright permission.

Notwithstanding any other provision of this License, for material you add to a covered work, you may (if authorized by the copyright holders of that material) supplement the terms of this License with terms:

    * a) Disclaiming warranty or limiting liability differently from the terms of sections 15 and 16 of this License; or
    * b) Requiring preservation of specified reasonable legal notices or author attributions in that material or in the Appropriate Legal Notices displayed by works containing it; or
    * c) Prohibiting misrepresentation of the origin of that material, or requiring that modified versions of such material be marked in reasonable ways as different from the original version; or
    * d) Limiting the use for publicity purposes of names of licensors or authors of the material; or
    * e) Declining to grant rights under trademark law for use of some trade names, trademarks, or service marks; or
    * f) Requiring indemnification of licensors and authors of that material by anyone who conveys the material (or modified versions of it) with contractual assumptions of liability to the recipient, for any liability that these contractual assumptions directly impose on those licensors and authors.

All other non-permissive additional terms are considered “further restrictions” within the meaning of section 10. If the Program as you received it, or any part of it, contains a notice stating that it is governed by this License along with a term that is a further restriction, you may remove that term. If a license document contains a further restriction but permits relicensing or conveying under this License, you may add to a covered work material governed by the terms of that license document, provided that the further restriction does not survive such relicensing or conveying.

If you add terms to a covered work in accord with this section, you must place, in the relevant source files, a statement of the additional terms that apply to those files, or a notice indicating where to find the applicable terms.

Additional terms, permissive or non-permissive, may be stated in the form of a separately written license, or stated as exceptions; the above requirements apply either way.
8. Termination.

You may not propagate or modify a covered work except as expressly provided under this License. Any attempt otherwise to propagate or modify it is void, and will automatically terminate your rights under this License (including any patent licenses granted under the third paragraph of section 11).

However, if you cease all violation of this License, then your license from a particular copyright holder is reinstated (a) provisionally, unless and until the copyright holder explicitly and finally terminates your license, and (b) permanently, if the copyright holder fails to notify you of the violation by some reasonable means prior to 60 days after the cessation.

Moreover, your license from a particular copyright holder is reinstated permanently if the copyright holder notifies you of the violation by some reasonable means, this is the first time you have received notice of violation of this License (for any work) from that copyright holder, and you cure the violation prior to 30 days after your receipt of the notice.

Termination of your rights under this section does not terminate the licenses of parties who have received copies or rights from you under this License. If your rights have been terminated and not permanently reinstated, you do not qualify to receive new licenses for the same material under section 10.
9. Acceptance Not Required for Having Copies.

You are not required to accept this License in order to receive or run a copy of the Program. Ancillary propagation of a covered work occurring solely as a consequence of using peer-to-peer transmission to receive a copy likewise does not require acceptance. However, nothing other than this License grants you permission to propagate or modify any covered work. These actions infringe copyright if you do not accept this License. Therefore, by modifying or propagating a covered work, you indicate your acceptance of this License to do so.
10. Automatic Licensing of Downstream Recipients.

Each time you convey a covered work, the recipient automatically receives a license from the original licensors, to run, modify and propagate that work, subject to this License. You are not responsible for enforcing compliance by third parties with this License.

An “entity transaction” is a transaction transferring control of an organization, or substantially all assets of one, or subdividing an organization, or merging organizations. If propagation of a covered work results from an entity transaction, each party to that transaction who receives a copy of the work also receives whatever licenses to the work the party's predecessor in interest had or could give under the previous paragraph, plus a right to possession of the Corresponding Source of the work from the predecessor in interest, if the predecessor has it or can get it with reasonable efforts.

You may not impose any further restrictions on the exercise of the rights granted or affirmed under this License. For example, you may not impose a license fee, royalty, or other charge for exercise of rights granted under this License, and you may not initiate litigation (including a cross-claim or counterclaim in a lawsuit) alleging that any patent claim is infringed by making, using, selling, offering for sale, or importing the Program or any portion of it.
11. Patents.

A “contributor” is a copyright holder who authorizes use under this License of the Program or a work on which the Program is based. The work thus licensed is called the contributor's “contributor version”.

A contributor's “essential patent claims” are all patent claims owned or controlled by the contributor, whether already acquired or hereafter acquired, that would be infringed by some manner, permitted by this License, of making, using, or selling its contributor version, but do not include claims that would be infringed only as a consequence of further modification of the contributor version. For purposes of this definition, “control” includes the right to grant patent sublicenses in a manner consistent with the requirements of this License.

Each contributor grants you a non-exclusive, worldwide, royalty-free patent license under the contributor's essential patent claims, to make, use, sell, offer for sale, import and otherwise run, modify and propagate the contents of its contributor version.

In the following three paragraphs, a “patent license” is any express agreement or commitment, however denominated, not to enforce a patent (such as an express permission to practice a patent or covenant not to sue for patent infringement). To “grant” such a patent license to a party means to make such an agreement or commitment not to enforce a patent against the party.

If you convey a covered work, knowingly relying on a patent license, and the Corresponding Source of the work is not available for anyone to copy, free of charge and under the terms of this License, through a publicly available network server or other readily accessible means, then you must either (1) cause the Corresponding Source to be so available, or (2) arrange to deprive yourself of the benefit of the patent license for this particular work, or (3) arrange, in a manner consistent with the requirements of this License, to extend the patent license to downstream recipients. “Knowingly relying” means you have actual knowledge that, but for the patent license, your conveying the covered work in a country, or your recipient's use of the covered work in a country, would infringe one or more identifiable patents in that country that you have reason to believe are valid.

If, pursuant to or in connection with a single transaction or arrangement, you convey, or propagate by procuring conveyance of, a covered work, and grant a patent license to some of the parties receiving the covered work authorizing them to use, propagate, modify or convey a specific copy of the covered work, then the patent license you grant is automatically extended to all recipients of the covered work and works based on it.

A patent license is “discriminatory” if it does not include within the scope of its coverage, prohibits the exercise of, or is conditioned on the non-exercise of one or more of the rights that are specifically granted under this License. You may not convey a covered work if you are a party to an arrangement with a third party that is in the business of distributing software, under which you make payment to the third party based on the extent of your activity of conveying the work, and under which the third party grants, to any of the parties who would receive the covered work from you, a discriminatory patent license (a) in connection with copies of the covered work conveyed by you (or copies made from those copies), or (b) primarily for and in connection with specific products or compilations that contain the covered work, unless you entered into that arrangement, or that patent license was granted, prior to 28 March 2007.

Nothing in this License shall be construed as excluding or limiting any implied license or other defenses to infringement that may otherwise be available to you under applicable patent law.
12. No Surrender of Others' Freedom.

If conditions are imposed on you (whether by court order, agreement or otherwise) that contradict the conditions of this License, they do not excuse you from the conditions of this License. If you cannot convey a covered work so as to satisfy simultaneously your obligations under this License and any other pertinent obligations, then as a consequence you may not convey it at all. For example, if you agree to terms that obligate you to collect a royalty for further conveying from those to whom you convey the Program, the only way you could satisfy both those terms and this License would be to refrain entirely from conveying the Program.
13. Use with the GNU Affero General Public License.

Notwithstanding any other provision of this License, you have permission to link or combine any covered work with a work licensed under version 3 of the GNU Affero General Public License into a single combined work, and to convey the resulting work. The terms of this License will continue to apply to the part which is the covered work, but the special requirements of the GNU Affero General Public License, section 13, concerning interaction through a network will apply to the combination as such.
14. Revised Versions of this License.

The Free Software Foundation may publish revised and/or new versions of the GNU General Public License from time to time. Such new versions will be similar in spirit to the present version, but may differ in detail to address new problems or concerns.

Each version is given a distinguishing version number. If the Program specifies that a certain numbered version of the GNU General Public License “or any later version” applies to it, you have the option of following the terms and conditions either of that numbered version or of any later version published by the Free Software Foundation. If the Program does not specify a version number of the GNU General Public License, you may choose any version ever published by the Free Software Foundation.

If the Program specifies that a proxy can decide which future versions of the GNU General Public License can be used, that proxy's public statement of acceptance of a version permanently authorizes you to choose that version for the Program.

Later license versions may give you additional or different permissions. However, no additional obligations are imposed on any author or copyright holder as a result of your choosing to follow a later version.
15. Disclaimer of Warranty.

THERE IS NO WARRANTY FOR THE PROGRAM, TO THE EXTENT PERMITTED BY APPLICABLE LAW. EXCEPT WHEN OTHERWISE STATED IN WRITING THE COPYRIGHT HOLDERS AND/OR OTHER PARTIES PROVIDE THE PROGRAM “AS IS” WITHOUT WARRANTY OF ANY KIND, EITHER EXPRESSED OR IMPLIED, INCLUDING, BUT NOT LIMITED TO, THE IMPLIED WARRANTIES OF MERCHANTABILITY AND FITNESS FOR A PARTICULAR PURPOSE. THE ENTIRE RISK AS TO THE QUALITY AND PERFORMANCE OF THE PROGRAM IS WITH YOU. SHOULD THE PROGRAM PROVE DEFECTIVE, YOU ASSUME THE COST OF ALL NECESSARY SERVICING, REPAIR OR CORRECTION.
16. Limitation of Liability.

IN NO EVENT UNLESS REQUIRED BY APPLICABLE LAW OR AGREED TO IN WRITING WILL ANY COPYRIGHT HOLDER, OR ANY OTHER PARTY WHO MODIFIES AND/OR CONVEYS THE PROGRAM AS PERMITTED ABOVE, BE LIABLE TO YOU FOR DAMAGES, INCLUDING ANY GENERAL, SPECIAL, INCIDENTAL OR CONSEQUENTIAL DAMAGES ARISING OUT OF THE USE OR INABILITY TO USE THE PROGRAM (INCLUDING BUT NOT LIMITED TO LOSS OF DATA OR DATA BEING RENDERED INACCURATE OR LOSSES SUSTAINED BY YOU OR THIRD PARTIES OR A FAILURE OF THE PROGRAM TO OPERATE WITH ANY OTHER PROGRAMS), EVEN IF SUCH HOLDER OR OTHER PARTY HAS BEEN ADVISED OF THE POSSIBILITY OF SUCH DAMAGES.
17. Interpretation of Sections 15 and 16.

If the disclaimer of warranty and limitation of liability provided above cannot be given local legal effect according to their terms, reviewing courts shall apply local law that most closely approximates an absolute waiver of all civil liability in connection with the Program, unless a warranty or assumption of liability accompanies a copy of the Program in return for a fee.

END OF TERMS AND CONDITIONS
How to Apply These Terms to Your New Programs

If you develop a new program, and you want it to be of the greatest possible use to the public, the best way to achieve this is to make it free software which everyone can redistribute and change under these terms.

To do so, attach the following notices to the program. It is safest to attach them to the start of each source file to most effectively state the exclusion of warranty; and each file should have at least the “copyright” line and a pointer to where the full notice is found.

    <one line to give the program's name and a brief idea of what it does.>
    Copyright (C) <year>  <name of author>

    This program is free software: you can redistribute it and/or modify
    it under the terms of the GNU General Public License as published by
    the Free Software Foundation, either version 3 of the License, or
    (at your option) any later version.

    This program is distributed in the hope that it will be useful,
    but WITHOUT ANY WARRANTY; without even the implied warranty of
    MERCHANTABILITY or FITNESS FOR A PARTICULAR PURPOSE.  See the
    GNU General Public License for more details.

    You should have received a copy of the GNU General Public License
    along with this program.  If not, see <http://www.gnu.org/licenses/>.

Also add information on how to contact you by electronic and paper mail.

If the program does terminal interaction, make it output a short notice like this when it starts in an interactive mode:

    <program>  Copyright (C) <year>  <name of author>
    This program comes with ABSOLUTELY NO WARRANTY; for details type `show w'.
    This is free software, and you are welcome to redistribute it
    under certain conditions; type `show c' for details.

The hypothetical commands `show w' and `show c' should show the appropriate parts of the General Public License. Of course, your program's commands might be different; for a GUI interface, you would use an “about box”.

You should also get your employer (if you work as a programmer) or school, if any, to sign a “copyright disclaimer” for the program, if necessary. For more information on this, and how to apply and follow the GNU GPL, see <http://www.gnu.org/licenses/>.

The GNU General Public License does not permit incorporating your program into proprietary programs. If your program is a subroutine library, you may consider it more useful to permit linking proprietary applications with the library. If this is what you want to do, use the GNU Lesser General Public License instead of this License. But first, please read <http://www.gnu.org/philosophy/why-not-lgpl.html>.
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Version 1.3, 3 November 2008

Copyright © 2000, 2001, 2002, 2007, 2008 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license document, but changing it is not allowed.
0. PREAMBLE

The purpose of this License is to make a manual, textbook, or other functional and useful document "free" in the sense of freedom: to assure everyone the effective freedom to copy and redistribute it, with or without modifying it, either commercially or noncommercially. Secondarily, this License preserves for the author and publisher a way to get credit for their work, while not being considered responsible for modifications made by others.

This License is a kind of "copyleft", which means that derivative works of the document must themselves be free in the same sense. It complements the GNU General Public License, which is a copyleft license designed for free software.

We have designed this License in order to use it for manuals for free software, because free software needs free documentation: a free program should come with manuals providing the same freedoms that the software does. But this License is not limited to software manuals; it can be used for any textual work, regardless of subject matter or whether it is published as a printed book. We recommend this License principally for works whose purpose is instruction or reference.
1. APPLICABILITY AND DEFINITIONS

This License applies to any manual or other work, in any medium, that contains a notice placed by the copyright holder saying it can be distributed under the terms of this License. Such a notice grants a world-wide, royalty-free license, unlimited in duration, to use that work under the conditions stated herein. The "Document", below, refers to any such manual or work. Any member of the public is a licensee, and is addressed as "you". You accept the license if you copy, modify or distribute the work in a way requiring permission under copyright law.

A "Modified Version" of the Document means any work containing the Document or a portion of it, either copied verbatim, or with modifications and/or translated into another language.

A "Secondary Section" is a named appendix or a front-matter section of the Document that deals exclusively with the relationship of the publishers or authors of the Document to the Document's overall subject (or to related matters) and contains nothing that could fall directly within that overall subject. (Thus, if the Document is in part a textbook of mathematics, a Secondary Section may not explain any mathematics.) The relationship could be a matter of historical connection with the subject or with related matters, or of legal, commercial, philosophical, ethical or political position regarding them.

The "Invariant Sections" are certain Secondary Sections whose titles are designated, as being those of Invariant Sections, in the notice that says that the Document is released under this License. If a section does not fit the above definition of Secondary then it is not allowed to be designated as Invariant. The Document may contain zero Invariant Sections. If the Document does not identify any Invariant Sections then there are none.

The "Cover Texts" are certain short passages of text that are listed, as Front-Cover Texts or Back-Cover Texts, in the notice that says that the Document is released under this License. A Front-Cover Text may be at most 5 words, and a Back-Cover Text may be at most 25 words.

A "Transparent" copy of the Document means a machine-readable copy, represented in a format whose specification is available to the general public, that is suitable for revising the document straightforwardly with generic text editors or (for images composed of pixels) generic paint programs or (for drawings) some widely available drawing editor, and that is suitable for input to text formatters or for automatic translation to a variety of formats suitable for input to text formatters. A copy made in an otherwise Transparent file format whose markup, or absence of markup, has been arranged to thwart or discourage subsequent modification by readers is not Transparent. An image format is not Transparent if used for any substantial amount of text. A copy that is not "Transparent" is called "Opaque".

Examples of suitable formats for Transparent copies include plain ASCII without markup, Texinfo input format, LaTeX input format, SGML or XML using a publicly available DTD, and standard-conforming simple HTML, PostScript or PDF designed for human modification. Examples of transparent image formats include PNG, XCF and JPG. Opaque formats include proprietary formats that can be read and edited only by proprietary word processors, SGML or XML for which the DTD and/or processing tools are not generally available, and the machine-generated HTML, PostScript or PDF produced by some word processors for output purposes only.

The "Title Page" means, for a printed book, the title page itself, plus such following pages as are needed to hold, legibly, the material this License requires to appear in the title page. For works in formats which do not have any title page as such, "Title Page" means the text near the most prominent appearance of the work's title, preceding the beginning of the body of the text.

The "publisher" means any person or entity that distributes copies of the Document to the public.

A section "Entitled XYZ" means a named subunit of the Document whose title either is precisely XYZ or contains XYZ in parentheses following text that translates XYZ in another language. (Here XYZ stands for a specific section name mentioned below, such as "Acknowledgements", "Dedications", "Endorsements", or "History".) To "Preserve the Title" of such a section when you modify the Document means that it remains a section "Entitled XYZ" according to this definition.

The Document may include Warranty Disclaimers next to the notice which states that this License applies to the Document. These Warranty Disclaimers are considered to be included by reference in this License, but only as regards disclaiming warranties: any other implication that these Warranty Disclaimers may have is void and has no effect on the meaning of this License.
2. VERBATIM COPYING

You may copy and distribute the Document in any medium, either commercially or noncommercially, provided that this License, the copyright notices, and the license notice saying this License applies to the Document are reproduced in all copies, and that you add no other conditions whatsoever to those of this License. You may not use technical measures to obstruct or control the reading or further copying of the copies you make or distribute. However, you may accept compensation in exchange for copies. If you distribute a large enough number of copies you must also follow the conditions in section 3.

You may also lend copies, under the same conditions stated above, and you may publicly display copies.
3. COPYING IN QUANTITY

If you publish printed copies (or copies in media that commonly have printed covers) of the Document, numbering more than 100, and the Document's license notice requires Cover Texts, you must enclose the copies in covers that carry, clearly and legibly, all these Cover Texts: Front-Cover Texts on the front cover, and Back-Cover Texts on the back cover. Both covers must also clearly and legibly identify you as the publisher of these copies. The front cover must present the full title with all words of the title equally prominent and visible. You may add other material on the covers in addition. Copying with changes limited to the covers, as long as they preserve the title of the Document and satisfy these conditions, can be treated as verbatim copying in other respects.

If the required texts for either cover are too voluminous to fit legibly, you should put the first ones listed (as many as fit reasonably) on the actual cover, and continue the rest onto adjacent pages.

If you publish or distribute Opaque copies of the Document numbering more than 100, you must either include a machine-readable Transparent copy along with each Opaque copy, or state in or with each Opaque copy a computer-network location from which the general network-using public has access to download using public-standard network protocols a complete Transparent copy of the Document, free of added material. If you use the latter option, you must take reasonably prudent steps, when you begin distribution of Opaque copies in quantity, to ensure that this Transparent copy will remain thus accessible at the stated location until at least one year after the last time you distribute an Opaque copy (directly or through your agents or retailers) of that edition to the public.

It is requested, but not required, that you contact the authors of the Document well before redistributing any large number of copies, to give them a chance to provide you with an updated version of the Document.
4. MODIFICATIONS

You may copy and distribute a Modified Version of the Document under the conditions of sections 2 and 3 above, provided that you release the Modified Version under precisely this License, with the Modified Version filling the role of the Document, thus licensing distribution and modification of the Modified Version to whoever possesses a copy of it. In addition, you must do these things in the Modified Version:

    * A. Use in the Title Page (and on the covers, if any) a title distinct from that of the Document, and from those of previous versions (which should, if there were any, be listed in the History section of the Document). You may use the same title as a previous version if the original publisher of that version gives permission.
    * B. List on the Title Page, as authors, one or more persons or entities responsible for authorship of the modifications in the Modified Version, together with at least five of the principal authors of the Document (all of its principal authors, if it has fewer than five), unless they release you from this requirement.
    * C. State on the Title page the name of the publisher of the Modified Version, as the publisher.
    * D. Preserve all the copyright notices of the Document.
    * E. Add an appropriate copyright notice for your modifications adjacent to the other copyright notices.
    * F. Include, immediately after the copyright notices, a license notice giving the public permission to use the Modified Version under the terms of this License, in the form shown in the Addendum below.
    * G. Preserve in that license notice the full lists of Invariant Sections and required Cover Texts given in the Document's license notice.
    * H. Include an unaltered copy of this License.
    * I. Preserve the section Entitled "History", Preserve its Title, and add to it an item stating at least the title, year, new authors, and publisher of the Modified Version as given on the Title Page. If there is no section Entitled "History" in the Document, create one stating the title, year, authors, and publisher of the Document as given on its Title Page, then add an item describing the Modified Version as stated in the previous sentence.
    * J. Preserve the network location, if any, given in the Document for public access to a Transparent copy of the Document, and likewise the network locations given in the Document for previous versions it was based on. These may be placed in the "History" section. You may omit a network location for a work that was published at least four years before the Document itself, or if the original publisher of the version it refers to gives permission.
    * K. For any section Entitled "Acknowledgements" or "Dedications", Preserve the Title of the section, and preserve in the section all the substance and tone of each of the contributor acknowledgements and/or dedications given therein.
    * L. Preserve all the Invariant Sections of the Document, unaltered in their text and in their titles. Section numbers or the equivalent are not considered part of the section titles.
    * M. Delete any section Entitled "Endorsements". Such a section may not be included in the Modified Version.
    * N. Do not retitle any existing section to be Entitled "Endorsements" or to conflict in title with any Invariant Section.
    * O. Preserve any Warranty Disclaimers.

If the Modified Version includes new front-matter sections or appendices that qualify as Secondary Sections and contain no material copied from the Document, you may at your option designate some or all of these sections as invariant. To do this, add their titles to the list of Invariant Sections in the Modified Version's license notice. These titles must be distinct from any other section titles.

You may add a section Entitled "Endorsements", provided it contains nothing but endorsements of your Modified Version by various parties—for example, statements of peer review or that the text has been approved by an organization as the authoritative definition of a standard.

You may add a passage of up to five words as a Front-Cover Text, and a passage of up to 25 words as a Back-Cover Text, to the end of the list of Cover Texts in the Modified Version. Only one passage of Front-Cover Text and one of Back-Cover Text may be added by (or through arrangements made by) any one entity. If the Document already includes a cover text for the same cover, previously added by you or by arrangement made by the same entity you are acting on behalf of, you may not add another; but you may replace the old one, on explicit permission from the previous publisher that added the old one.

The author(s) and publisher(s) of the Document do not by this License give permission to use their names for publicity for or to assert or imply endorsement of any Modified Version.
5. COMBINING DOCUMENTS

You may combine the Document with other documents released under this License, under the terms defined in section 4 above for modified versions, provided that you include in the combination all of the Invariant Sections of all of the original documents, unmodified, and list them all as Invariant Sections of your combined work in its license notice, and that you preserve all their Warranty Disclaimers.

The combined work need only contain one copy of this License, and multiple identical Invariant Sections may be replaced with a single copy. If there are multiple Invariant Sections with the same name but different contents, make the title of each such section unique by adding at the end of it, in parentheses, the name of the original author or publisher of that section if known, or else a unique number. Make the same adjustment to the section titles in the list of Invariant Sections in the license notice of the combined work.

In the combination, you must combine any sections Entitled "History" in the various original documents, forming one section Entitled "History"; likewise combine any sections Entitled "Acknowledgements", and any sections Entitled "Dedications". You must delete all sections Entitled "Endorsements".
6. COLLECTIONS OF DOCUMENTS

You may make a collection consisting of the Document and other documents released under this License, and replace the individual copies of this License in the various documents with a single copy that is included in the collection, provided that you follow the rules of this License for verbatim copying of each of the documents in all other respects.

You may extract a single document from such a collection, and distribute it individually under this License, provided you insert a copy of this License into the extracted document, and follow this License in all other respects regarding verbatim copying of that document.
7. AGGREGATION WITH INDEPENDENT WORKS

A compilation of the Document or its derivatives with other separate and independent documents or works, in or on a volume of a storage or distribution medium, is called an "aggregate" if the copyright resulting from the compilation is not used to limit the legal rights of the compilation's users beyond what the individual works permit. When the Document is included in an aggregate, this License does not apply to the other works in the aggregate which are not themselves derivative works of the Document.

If the Cover Text requirement of section 3 is applicable to these copies of the Document, then if the Document is less than one half of the entire aggregate, the Document's Cover Texts may be placed on covers that bracket the Document within the aggregate, or the electronic equivalent of covers if the Document is in electronic form. Otherwise they must appear on printed covers that bracket the whole aggregate.
8. TRANSLATION

Translation is considered a kind of modification, so you may distribute translations of the Document under the terms of section 4. Replacing Invariant Sections with translations requires special permission from their copyright holders, but you may include translations of some or all Invariant Sections in addition to the original versions of these Invariant Sections. You may include a translation of this License, and all the license notices in the Document, and any Warranty Disclaimers, provided that you also include the original English version of this License and the original versions of those notices and disclaimers. In case of a disagreement between the translation and the original version of this License or a notice or disclaimer, the original version will prevail.

If a section in the Document is Entitled "Acknowledgements", "Dedications", or "History", the requirement (section 4) to Preserve its Title (section 1) will typically require changing the actual title.
9. TERMINATION

You may not copy, modify, sublicense, or distribute the Document except as expressly provided under this License. Any attempt otherwise to copy, modify, sublicense, or distribute it is void, and will automatically terminate your rights under this License.

However, if you cease all violation of this License, then your license from a particular copyright holder is reinstated (a) provisionally, unless and until the copyright holder explicitly and finally terminates your license, and (b) permanently, if the copyright holder fails to notify you of the violation by some reasonable means prior to 60 days after the cessation.

Moreover, your license from a particular copyright holder is reinstated permanently if the copyright holder notifies you of the violation by some reasonable means, this is the first time you have received notice of violation of this License (for any work) from that copyright holder, and you cure the violation prior to 30 days after your receipt of the notice.

Termination of your rights under this section does not terminate the licenses of parties who have received copies or rights from you under this License. If your rights have been terminated and not permanently reinstated, receipt of a copy of some or all of the same material does not give you any rights to use it.
10. FUTURE REVISIONS OF THIS LICENSE

The Free Software Foundation may publish new, revised versions of the GNU Free Documentation License from time to time. Such new versions will be similar in spirit to the present version, but may differ in detail to address new problems or concerns. See http://www.gnu.org/copyleft/.

Each version of the License is given a distinguishing version number. If the Document specifies that a particular numbered version of this License "or any later version" applies to it, you have the option of following the terms and conditions either of that specified version or of any later version that has been published (not as a draft) by the Free Software Foundation. If the Document does not specify a version number of this License, you may choose any version ever published (not as a draft) by the Free Software Foundation. If the Document specifies that a proxy can decide which future versions of this License can be used, that proxy's public statement of acceptance of a version permanently authorizes you to choose that version for the Document.
11. RELICENSING

"Massive Multiauthor Collaboration Site" (or "MMC Site") means any World Wide Web server that publishes copyrightable works and also provides prominent facilities for anybody to edit those works. A public wiki that anybody can edit is an example of such a server. A "Massive Multiauthor Collaboration" (or "MMC") contained in the site means any set of copyrightable works thus published on the MMC site.

"CC-BY-SA" means the Creative Commons Attribution-Share Alike 3.0 license published by Creative Commons Corporation, a not-for-profit corporation with a principal place of business in San Francisco, California, as well as future copyleft versions of that license published by that same organization.

"Incorporate" means to publish or republish a Document, in whole or in part, as part of another Document.

An MMC is "eligible for relicensing" if it is licensed under this License, and if all works that were first published under this License somewhere other than this MMC, and subsequently incorporated in whole or in part into the MMC, (1) had no cover texts or invariant sections, and (2) were thus incorporated prior to November 1, 2008.

The operator of an MMC Site may republish an MMC contained in the site under CC-BY-SA on the same site at any time before August 1, 2009, provided the MMC is eligible for relicensing.
ADDENDUM: How to use this License for your documents

To use this License in a document you have written, include a copy of the License in the document and put the following copyright and license notices just after the title page:

    Copyright (C)  YEAR  YOUR NAME.
    Permission is granted to copy, distribute and/or modify this document
    under the terms of the GNU Free Documentation License, Version 1.3
    or any later version published by the Free Software Foundation;
    with no Invariant Sections, no Front-Cover Texts, and no Back-Cover Texts.
    A copy of the license is included in the section entitled "GNU
    Free Documentation License".

If you have Invariant Sections, Front-Cover Texts and Back-Cover Texts, replace the "with … Texts." line with this:

    with the Invariant Sections being LIST THEIR TITLES, with the
    Front-Cover Texts being LIST, and with the Back-Cover Texts being LIST.

If you have Invariant Sections without Cover Texts, or some other combination of the three, merge those two alternatives to suit the situation.

If your document contains nontrivial examples of program code, we recommend releasing these examples in parallel under your choice of free software license, such as the GNU General Public License, to permit their use in free software.
\end{multicols}

\section{GNU Lesser General Public License}
\begin{multicols}{4}


GNU LESSER GENERAL PUBLIC LICENSE

Version 3, 29 June 2007

Copyright © 2007 Free Software Foundation, Inc. <http://fsf.org/>

Everyone is permitted to copy and distribute verbatim copies of this license document, but changing it is not allowed.

This version of the GNU Lesser General Public License incorporates the terms and conditions of version 3 of the GNU General Public License, supplemented by the additional permissions listed below.
0. Additional Definitions.

As used herein, “this License” refers to version 3 of the GNU Lesser General Public License, and the “GNU GPL” refers to version 3 of the GNU General Public License.

“The Library” refers to a covered work governed by this License, other than an Application or a Combined Work as defined below.

An “Application” is any work that makes use of an interface provided by the Library, but which is not otherwise based on the Library. Defining a subclass of a class defined by the Library is deemed a mode of using an interface provided by the Library.

A “Combined Work” is a work produced by combining or linking an Application with the Library. The particular version of the Library with which the Combined Work was made is also called the “Linked Version”.

The “Minimal Corresponding Source” for a Combined Work means the Corresponding Source for the Combined Work, excluding any source code for portions of the Combined Work that, considered in isolation, are based on the Application, and not on the Linked Version.

The “Corresponding Application Code” for a Combined Work means the object code and/or source code for the Application, including any data and utility programs needed for reproducing the Combined Work from the Application, but excluding the System Libraries of the Combined Work.
1. Exception to Section 3 of the GNU GPL.

You may convey a covered work under sections 3 and 4 of this License without being bound by section 3 of the GNU GPL.
2. Conveying Modified Versions.

If you modify a copy of the Library, and, in your modifications, a facility refers to a function or data to be supplied by an Application that uses the facility (other than as an argument passed when the facility is invoked), then you may convey a copy of the modified version:

    * a) under this License, provided that you make a good faith effort to ensure that, in the event an Application does not supply the function or data, the facility still operates, and performs whatever part of its purpose remains meaningful, or
    * b) under the GNU GPL, with none of the additional permissions of this License applicable to that copy.

3. Object Code Incorporating Material from Library Header Files.

The object code form of an Application may incorporate material from a header file that is part of the Library. You may convey such object code under terms of your choice, provided that, if the incorporated material is not limited to numerical parameters, data structure layouts and accessors, or small macros, inline functions and templates (ten or fewer lines in length), you do both of the following:

    * a) Give prominent notice with each copy of the object code that the Library is used in it and that the Library and its use are covered by this License.
    * b) Accompany the object code with a copy of the GNU GPL and this license document.

4. Combined Works.

You may convey a Combined Work under terms of your choice that, taken together, effectively do not restrict modification of the portions of the Library contained in the Combined Work and reverse engineering for debugging such modifications, if you also do each of the following:

    * a) Give prominent notice with each copy of the Combined Work that the Library is used in it and that the Library and its use are covered by this License.
    * b) Accompany the Combined Work with a copy of the GNU GPL and this license document.
    * c) For a Combined Work that displays copyright notices during execution, include the copyright notice for the Library among these notices, as well as a reference directing the user to the copies of the GNU GPL and this license document.
    * d) Do one of the following:
          o 0) Convey the Minimal Corresponding Source under the terms of this License, and the Corresponding Application Code in a form suitable for, and under terms that permit, the user to recombine or relink the Application with a modified version of the Linked Version to produce a modified Combined Work, in the manner specified by section 6 of the GNU GPL for conveying Corresponding Source.
          o 1) Use a suitable shared library mechanism for linking with the Library. A suitable mechanism is one that (a) uses at run time a copy of the Library already present on the user's computer system, and (b) will operate properly with a modified version of the Library that is interface-compatible with the Linked Version.
    * e) Provide Installation Information, but only if you would otherwise be required to provide such information under section 6 of the GNU GPL, and only to the extent that such information is necessary to install and execute a modified version of the Combined Work produced by recombining or relinking the Application with a modified version of the Linked Version. (If you use option 4d0, the Installation Information must accompany the Minimal Corresponding Source and Corresponding Application Code. If you use option 4d1, you must provide the Installation Information in the manner specified by section 6 of the GNU GPL for conveying Corresponding Source.)

5. Combined Libraries.

You may place library facilities that are a work based on the Library side by side in a single library together with other library facilities that are not Applications and are not covered by this License, and convey such a combined library under terms of your choice, if you do both of the following:

    * a) Accompany the combined library with a copy of the same work based on the Library, uncombined with any other library facilities, conveyed under the terms of this License.
    * b) Give prominent notice with the combined library that part of it is a work based on the Library, and explaining where to find the accompanying uncombined form of the same work.

6. Revised Versions of the GNU Lesser General Public License.

The Free Software Foundation may publish revised and/or new versions of the GNU Lesser General Public License from time to time. Such new versions will be similar in spirit to the present version, but may differ in detail to address new problems or concerns.

Each version is given a distinguishing version number. If the Library as you received it specifies that a certain numbered version of the GNU Lesser General Public License “or any later version” applies to it, you have the option of following the terms and conditions either of that published version or of any later version published by the Free Software Foundation. If the Library as you received it does not specify a version number of the GNU Lesser General Public License, you may choose any version of the GNU Lesser General Public License ever published by the Free Software Foundation.

If the Library as you received it specifies that a proxy can decide whether future versions of the GNU Lesser General Public License shall apply, that proxy's public statement of acceptance of any version is permanent authorization for you to choose that version for the Library.
\end{multicols}
}
\pagebreak
\end{CJK}
\end{document}








headers/options.tex~

% Festlegungen für minitoc
% \renewcommand{\myminitoc}{\minitoc}
% \renewcommand{\mtctitle}{Überblick}
% \setcounter{minitocdepth}{1}
% \dominitoc   % diese Zeile aktiviert das Erstellen der minitocs, sie muss vor \tableofcontents kommen

% Seitenformat
% ------------
%\KOMAoption{paper}{A5}          % zulässig: letter, legal, executive; A-, B-, C-, D-Reihen
\KOMAoption{open}{right}			% zulässig: right (jedes Kapitel beginnt rechts), left, any
\KOMAoption{numbers}{auto}
% Satzspiegel jetzt neu berechnen, damit er bei Kopf- und Fußzeilen beachtet wird
\KOMAoptions{DIV=13}

% Kopf- und Fusszeilen
% --------------------
% Breite und Trennlinie
%\setheadwidth[-6mm]{textwithmarginpar}
%\setheadsepline[textwithmarginpar]{0.4pt}
\setheadwidth{text}
\setheadsepline[text]{0.4pt}

% Variante 1: Kopf: links Kapitel, rechts Abschnitt (ohne Nummer); Fuß: außen die Seitenzahl
\ohead{\headmark}
\renewcommand{\chaptermark}[1]{\markleft{#1}{}}
\renewcommand{\sectionmark}[1]{\markright{#1}{}}
\ofoot[\pagemark]{\pagemark}

% Variante 2: Kopf außen die Seitenzahl, Fuß nichts
%\ohead{\pagemark}
%\ofoot{}

% Standardschriften
% -----------------
%\KOMAoption{fontsize}{18pt}
\addtokomafont{disposition}{\rmfamily}
\addtokomafont{title}{\rmfamily} 
\setkomafont{pageheadfoot}{\normalfont\rmfamily\mdseries}

% vertikaler Ausgleich
% -------------------- 
% nein -> \raggedbottom
% ja   -> \flushbottom    aber ungeeignet bei Fußnoten
%\raggedbottom
\flushbottom

% Tiefe des Inhaltsverzeichnisses bestimmen
% -----------------------------------------
% -1   nur \part{}
%  0   bis \chapter{}
%  1   bis \section{}
%  2   bis \subsection{} usw.
\newcommand{\mytocdepth}{1}

% mypart - Teile des Buches und Inhaltsverzeichnis
% ------------------------------------------------
% Standard: nur im Inhaltsverzeichnis, zusätzlicher Eintrag ohne Seitenzahl
% Variante: nur im Inhaltsverzeichnis, zusätzlicher Eintrag mit Seitenzahl 
%\renewcommand{\mypart}[1]{\addcontentsline{toc}{part}{#1}}
% Variante: mit eigener Seite vor dem ersten Kapitel, mit Eintrag und Seitenzahl im Inhaltsverzeichnis
\renewcommand{\mypart}[1]{\part{#1}}


% maketitle
% -----------------------------------------------
% Bestandteile des Innentitels
%\title{Einführung in SQL}
%\author{Jürgen Thomas}
%\subtitle{Datenbanken bearbeiten}
\date{}
% Bestandteile von Impressum und CR
% Bestandteile von Impressum und CR

\uppertitleback{
%Detaillierte Daten zu dieser Publikation sind bei Wikibooks zu erhalten:\newline{} \url{http://de.wikibooks.org/}
%Diese Publikation ist bei der Deutschen Nationalbibliothek registriert. Detaillierte Daten sind im Internet  zu erhalten: \newline{}\url{https://portal.d-nb.de/opac.htm?method=showSearchForm#top}
%Diese Publikation ist bei der Deutschen Nationalbibliothek registriert. Detaillierte Daten sind im Internet unter der Katalog-Nr. 1008575860 zu erhalten: \newline{}\url{http://d-nb.info/1008575860}

%Namen von Programmen und Produkten sowie sonstige Angaben sind häufig geschützt. Da es auch freie Bezeichnungen gibt, wird das Symbol \textregistered{} nicht verwendet.

%Erstellt am 
\today{}
}

\lowertitleback{
{\footnotesize
On the 28th of April 2012 the contents of the English as well as German Wikibooks and Wikipedia projects were licensed under Creative Commons Attribution-ShareAlike 3.0 Unported license. An URI to this license is given in the list of figures on page \pageref{ListOfFigures}. If this document is a derived work from the contents of one of these projects and the content was still licensed by the project under this license at the time of derivation this document has to be licensed under the same, a similar or a compatible license, as stated in section 4b of the license. The list of contributors is included in chapter Contributors on page \pageref{Contributors}. The licenses GPL, LGPL and GFDL are included in chapter Licenses on page \pageref{Licenses}, since this book and/or parts of it may or may not be licensed under one or more of these licenses, and thus require inclusion of these licenses. The licenses of the figures are given in the list of figures on page \pageref{ListOfFigures}. This PDF was generated by the \LaTeX{} typesetting  software. The \LaTeX{} source code is included as an attachment ({\tt source.7z.txt}) in this PDF file. To extract the source from the PDF file, we recommend the use of {\tt pdftk} utility or clicking the paper clip attachment symbol on the lower left of your PDF Viewer, selecting {\tt Save Attachment}. After extracting it from the PDF file you have to rename it to {\tt source.7z}. To uncompress the resulting archive we recommend the use of \url{http://www.7-zip.org/}. The \LaTeX{} source itself was generated by a program written by Dirk Hünniger, which is freely available under an open source license from \url{http://de.wikibooks.org/wiki/Benutzer:Dirk_Huenniger/wb2pdf}. This distribution also contains a configured version of the {\tt pdflatex 
} compiler with all necessary packages and fonts needed to compile the \LaTeX{} source included in this PDF file.
}}


\renewcommand{\mysubtitle}[1]{}
\renewcommand{\mymaintitle}[1]{}
\renewcommand{\myauthor}[1]{}

\newenvironment{myshaded}{%
  \def\FrameCommand{ \hskip-2pt \fboxsep=\FrameSep \colorbox{shadecolor}}%
  \MakeFramed {\advance\hsize-\width \FrameRestore}}%
 {\endMakeFramed}








headers/packages1.tex~

% Standard für Formatierung
\usepackage[utf8plain]{inputenc} 
%\usepackage[utf8]{inputenc} % use \usepackage[utf8]{inputenc} for tex4ht
\usepackage[usenames]{color}
\usepackage{textcomp} 
\usepackage{alltt} 
\usepackage{syntax}
\usepackage{parskip} 
\usepackage[normalem]{ulem}
\usepackage[pdftex,unicode=true]{hyperref}
\usepackage{tocstyle}
\usepackage[defblank]{paralist}
\usepackage{trace}
\usepackage{bigstrut}
% Minitoc
%\usepackage{minitoc}

% Keystroke
\usepackage{keystroke}
\usepackage{supertabular}

\usepackage{wrapfig}
\newcommand{\bigs}{\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut\bigstrut{}}







headers/packages2.tex~

% für Zeichensätze


%replacemnt for pslatex
\usepackage{mathptmx}
\usepackage[scaled=.92]{helvet}
\usepackage{courier}


\usepackage[T1]{fontenc} % disable this line for tex4ht

% für Tabellen
\usepackage{multirow}
\usepackage{multicol}
\usepackage{array,ragged2e}
\usepackage{longtable}

% für Kopf- und Fußzeilen, Fußnoten
\usepackage{scrpage2}
\usepackage{footnote}

% für Rahmen
\usepackage{verbatim}
\usepackage{framed}
\usepackage{mdframed}
\usepackage{listings}
\usepackage{lineno}

% für Symbole
\usepackage{amsmath}
\usepackage{amssymb}
\usepackage{amsfonts}

\usepackage{pifont}
\usepackage{marvosym}
\let\Cross\undefined 
\usepackage{fourier-orns}  % disable this line for tex4ht   % für weitere Logos, z.B. \danger

% für Grafik-Einbindung
\usepackage[pdftex]{graphicx}
\usepackage{wasysym}
\let\Square\undefined 

% unklare Verwendung
\usepackage{bbm}
\usepackage{skull}

%arabtex
\usepackage{arabtex}
\usepackage[T1]{tipa}  % disable this line for tex4ht

\usepackage{fancyvrb}
\usepackage{bbding} 
\usepackage{textcomp}
\usepackage[table]{xcolor}
\usepackage{microtype}
\usepackage{lscape}
\usepackage{amsthm}







headers/paper.tex~

\KOMAoption{paper}{A4}






headers/templates-chemie.tex~

\newcommand{\TemplateEnergieerhaltung}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
{\bf Gesetz von der Erhaltung der Energie}\\ \hline
{\bf Albert Einstein (14.3. 1879 - 18.4.1955)}: Umwandlung von Energie in Masse und von Masse in Energie ist möglich.\\ 
$E = m \cdot c^2$ (c = Lichtgeschwindigkeit = 300.000 km/s)\\ \hline
{\bf 
Bei einer chemischen Reaktion ist die Summe aus Masse und Energie der Ausgangsstoffe gleich der Summe aus Masse und Energie der Endstoffe.
}\\\hline
Wird Energie frei, tritt ein unwägbar kleiner Massenverlust auf. Wird Energie investiert, tritt Massenzunahme auf. Dieses kann allerdings mit herkömmlichen Waagen nicht gemessen werden. \\ \hline
\end{longtable}
}

\newcommand{\TemplatePeriodensystem}[1]{
Hier sollte das Periodensystem stehen. Ein solches wird sehr wahrscheinlich von Orlando Camargo Rodriguez frei zur Verfügung gestellt werden. Dateiname: tabela_periodica.tex ist bereits online. Lizenz aber noch nicht genau genug definiert.
}

\newcommand{\TemplateMassenerhaltung}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
{\bf Gesetz von der Erhaltung der Masse}\\ \hline
{\bf Antoine Lavoisier (1743 - 1794)}: Rien ne se perd, rien ne se crée\\ 
Die Gesamtmasse ändert sich bei chemischen Reaktionen (im Rahmen der Messgenauigkeiten) nicht.\\ \hline
Masse der Ausgangsstoffe=Masse der Produkte \\ \hline
\end{longtable}
}

\newcommand{\TemplateDaltonsAtomhyposthese}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
\begin{enumerate}
\item Materie besteht aus extrem kleinen, bei Reaktion ungeteilt bleibenden Teilchen, den Atomen.
\item Die Masse der Atome eines bestimmten Elements sind gleich (alle Atome eines Elements sind gleich). Die Atome verschiedener Elemente unterscheiden sich in ihren Eigenschaften (zum Beispiel in Größe, Masse, usw.).
\item Es existieren so viele Atomsorten wie Elemente.
\item Bei chemischen Reaktionen werden Atome in neuer Kombination vereinigt oder voneinander getrennt.
\item Eine bestimmte Verbindung wird von den Atomen der betreffenden Elemente in einem bestimmten, einfachen Zahlenverhältnis gebildet.
\end{enumerate}
\\ \hline
\end{longtable}
}

\newcommand{\TemplateUnveraenderlicheMassenverhaeltnisse}[1]{
\begin{longtable}{|>{\RaggedRight}p{\linewidth}|} \hline
{\bf Gesetz der unveränderlichen Massenverhältnisse}\\ \hline
Louis Proust (1799) \\ \hline
Bei chemischen Reaktionen, also Vereinigung beziehungsweise Zersetzung, reagieren die Reinstoffe immer in einem von der Natur vorgegebenen festen Verhältnis miteinander.
\\ \hline
\end{longtable}
}







headers/templates.tex~

\newcommand{\wbtempcolora}{white}
\newcommand{\wbtempcolorb}{white}
\newcommand{\wbtempcolorc}{white}
\newcommand{\wbtemptexta}{}
\newcommand{\wbtemptextb}{}
\newcommand{\wbtemptextc}{}
\newlength{\wbtemplengtha}
\setlength{\wbtemplengtha}{0pt}
\newlength{\wbtemplengthb}
\setlength{\wbtemplengthb}{0pt}
\newlength{\wbtemplengthc}
\setlength{\wbtemplengthc}{0pt}
\newlength{\wbtemplengthd}
\setlength{\wbtemplengthd}{0pt}
\newlength{\wbtemplengthe}
\setlength{\wbtemplengthe}{0pt}
\newcount\wbtempcounta
\wbtempcounta=0
\newcount\wbtempcountb
\wbtempcountb=0
\newcount\wbtempcountc
\wbtempcountc=0

\newcommand{\CPPAuthorsTemplate}[4]{
\LaTeXZeroBoxTemplate{
The following people are authors to this book:

#3

You can verify who has contributed to this book by examining the history logs at Wikibooks (http://en.wikibooks.org/).

Acknowledgment is given for using some contents from other works like #1, as from the authors #2.

The above authors release their work under the following license:

This work is licensed under the Creative Commons Attribution-Share Alike 3.0 Unported license. In short: you are free to share and to make derivatives of this work under the conditions that you appropriately attribute it, and that you only distribute it under the same, similar or a compatible license. Any of the above conditions can be waived if you get permission from the copyright holder.
Unless otherwise noted, #4 used in this book have their own copyright, may use different licenses than the one used here, and were not created by the above authors. The authors, contributors, and licenses used should be acknowledged separately.}
}


\newcommand{\LaTeXCodeTipTemplate}[3]{

\definecolor{shadecolor}{gray}{0.9}
\begin{myshaded}
#1 \\
#2 \\
#3
\end{myshaded}
}


\newcommand{\LaTeXDeutschTemplate}[1]{ {\bfseries deutsch:} #1 }



\newcommand{\LaTeXNullTemplate}[1]{}

\newcommand{\LaTeXDoubleBoxTemplate}[2]{

\begin{minipage}{\linewidth}\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\bfseries #1} \\
#2
\end{myshaded}
\end{minipage}

}


\newcommand{\LaTeXSimpleBoxTemplate}[2]{
{\bfseries #1} \\
#2
}

\newcommand{\SolutionBoxTemplate}[2]{
#2
}


\newcommand{\LaTeXDoubleBoxOpenTemplate}[2]{

\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\bfseries #1} \\
#2
\end{myshaded}

}


\newcommand{\LaTeXLatinExcerciseTemplate}[2]{

\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}{\bfseries Excercise: #1} \\
#2 \\
{\bfseries Solution}
#3
\end{myshaded}

}


\newcommand{\LaTeXShadedColorBoxTemplate}[2]{
{\linewidth}#1\begin{myshaded}
#2
\end{myshaded}
}


\newcommand{\LaTeXZeroBoxTemplate}[1]{
\begin{minipage}{\linewidth}\definecolor{shadecolor}{gray}{0.9}\begin{myshaded}
#1
\end{myshaded}
\end{minipage}
}


\newcommand{\VorlageReferenzenEintrag}[3]{
\begin{longtable}{p{0.2\linewidth}p{0.8\linewidth}}

{[\bfseries #1]} & {\itshape #2} #3 \\
\end{longtable}

}

\newcommand{\LaTeXIdentityTemplate}[1]{#1
}

\newcommand{\TychoBrahe}[1]{Tycho Brahe}

\newcommand{\LaTeXPlainBoxTemplate}[1]{
\begin{minipage}{\linewidth}\definecolor{shadecolor}{gray}{0.9}\begin{myshaded} 
#1
\end{myshaded}
\end{minipage}
}


\newcommand{\Hinweis}[1]{
\begin{TemplateInfo}{{\Huge \textcircled{\LARGE !}}}{Hinweis}
#1
\end{TemplateInfo}}



\newcommand{\LaTexInfoTemplateOne}[1]{
\begin{TemplateInfo}{\Info}{Information}
#1
\end{TemplateInfo}}

\newcommand{\EqnTemplate}[1]{
\begin{flushright}
\textbf{[#1]}
\end{flushright}}

\newcommand{\RefTemplate}[1]{[#1]}


\newcommand{\LaTeXGCCTakeTemplate}[1]{
\LaTeXDoubleBoxTemplate{Take home:}{#1}
}

\newcommand{\LaTeXEditorNote}[1]{\LaTeXDoubleBoxTemplate{Editor's note}{#1}}

\newcommand{\BNPForVersion}[1]{
\LaTeXInfoTemplateOne{Applicable Blender version: #1}
}

\newcommand{\LaTeXInfoTemplateOne}[1]{
\begin{TemplateInfo}{\Info}{Information}
#1
\end{TemplateInfo}
}


\newcommand{\LaTexHelpFulHintTemplate}[1]{
\LaTeXDoubleBoxTemplate{Helpful Hint:}{#1}
}

\newcommand{\MyLaTeXTemplate}[3]{
\LaTeXDoubleBoxTemplate{MyLaTeXTemplate1:}{#1 \\ #2 \\ #3}
}

\newcommand{\TemplatePreformat}[1]{
\par
\begin{scriptsize}
%\setlength{\baselineskip}{0.9\baselineskip}
\ttfamily
#1
\par
\end{scriptsize}
}

\newcommand{\TemplateSpaceIndent}[1]{
\begin{scriptsize}
\begin{framed}
\ttfamily
#1
\end{framed}
\end{scriptsize}
}

\newcommand{\GenericColorBox}[2]
{
\newline
\begin{tabular}[t]{p{0.6cm}p{4cm}}
#1&#2\\  
\end{tabular}
}

\newcommand{\legendNamedColorBox}[2]
{
  \GenericColorBox{
    \parbox[t]{0.5\linewidth}{
      \textsuperscript{
        \fcolorbox{black}{#1}{
          \Huge{\,\,}
        }
      }
    }
  }{
    #2
  } 
}

\newcommand{\legendColorBox}[2]
{
  \GenericColorBox{
    \definecolor{tempColor}{rgb}{#1}
    \parbox[t]{0.5\linewidth}{
      \textsuperscript{
        \fcolorbox{black}{tempColor}{
           \Huge{\,\,}
        }
      }
    }
  }{
    #2
  } 
}



%\newcommand{\ubung} {{\LARGE $\triangleright$}}
\newcommand{\ubung}{\ding{228} \textbf{Aufgabe:}\,}

\newcommand{\TemplateSource}[1]
{
%\begin{TemplateCodeInside}{}{\baselineskip}{\baselineskip}{}{}{true}
\begin{scriptsize}
\begin{myshaded}\ttfamily
#1
\end{myshaded}
\end{scriptsize}
%\end{TemplateCodeInside}
}


\newenvironment{TemplateInfo}[2]
% no more parameters
%****************************************************
% Template Info
% Kasten mit Logo, Titelzeile, Text
% kann für folgende Wiki-Vorlagen benutzt werden:
%          Vorlage:merke, Vorlage:Achtung u.ä.
%
% #1 Logo  (optional) default: \Info
% #2 Titel (optional) default: Information; könnte theoretisch auch leer sein,
%                     das ist aber wegen des Logos nicht sinnvoll
%****************************************************
{
% Definition des Kastens mit Standardwerten
% u.U. ist linewidth=1pt erorderlich
\begin{mdframed}[ skipabove=\baselineskip, skipbelow=\baselineskip,
linewidth=1pt,
innertopmargin=0, innerbottommargin=0 ]
% linksbündig ist besser, weil es in der Regel wenige Zeilen sind, die teilweise kurz sind
\begin{flushleft}
% Überschrift größer darstellen
\begin{Large}
% #1 wird als Logo verwendet, Vorgabe ist \Info aus marvosym
%    für andere Logos muss ggf. das Package eingebunden werden
%    das Logo kann auch mit einer Größe verbunden werden, z.B. \LARGE\danger als #1
{#1 } \
% #2 wird als Titelzeile verwendet, Vorgabe ist 'Information'
{\bfseries #2}
\medskip \end{Large} \\
} % Ende der begin-Anweisungen, es folgenden die end-Anweisungen
{ \end{flushleft}\end{mdframed} }


\newcommand{\TemplateHeaderExercise}[3]
% no more parameters
%****************************************************
% Template Header Exercise
% Rahmen als minisec mit Nummer der Aufgabe und Titel und grauem Hintergrund
% ist gedacht für folgende Wiki-Vorlage:
%          Vorlage:Übung4
% kann genauso für den Aufgaben-Teil folgender Vorlagen verwendet werden:
%          Vorlage:Übung    (wird zz. nur einmal benutzt)
%          Vorlage:Übung2   (wird zz. gar nicht benutzt)
%          Vorlage:Übung3   (wird zz. in 2 Büchern häufig benutzt)
%          C++-Programmierung/ Vorlage:Aufgabe  (wird zz. nur selten benutzt,
%                            ist in LatexRenderer.hs schon erledigt)
%
% #1 Text   (optional) 'Aufgabe' oder 'Übung', kann auch leer sein
% #2 Nummer (Pflicht)  könnte theoretisch auch leer sein, aber dann sieht die Zeile
%                      seltsam aus; oder die if-Abfragen wären unnötig komplex
% #3 Titel  (optional) Inhaltsangabe der Aufgabe, kann auch leer sein
%****************************************************
{
\minisec{\normalfont \fcolorbox{black}{shadecolor}{\large \, #1 #2 \ifx{#3}{}{}\else{-- #3}\fi \,} \medskip }
}
 
\newcommand{\TemplateHeaderSolution}[3]
% no more parameters
%****************************************************
% Template Header Solution
% Rahmen als minisec mit Nummer der Aufgabe und Titel und grauem Hintergrund
%
% ist gedacht für den Lösungen-Teil der Vorlagen und wird genauso
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