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Women in Leadership Roles 

 

In our previous sessions, we have talked about this leadership, and you see that the leadership is 

to be studied based on the demographic variables. So, we also see those who are young leaders; 

we have seen those who are below 40 right those leaders. Then we have talked about the senior 

leaders also those who are the senior in age and then they have proved themselves as a leader 

right. 

 

Similarly, there will also be the economic conditions and leadership we have discussed that is 

those who were the economically poor and then have become the based on these caboose 

knowledge base organizations they have become the leaders. So, therefore then the third 

dimension, which today I am going to discuss with you in demographic variables, is women in 

leadership roles, right.  

 

So, therefore if you talk about Indian history and so, in India for the freedom fighter, we have 

seen that there have been several warriors like they are Rani Lakshmi Bai from Jansi in India. 

So, therefore there have been several women who have proved themselves as leaders when we 

talk about today's organizational context.  

(Refer Slide Time: 01:52)  



 

So, I will be discussing with you that is the what is the women in leadership characteristics of the 

human leadership is there where are the women where do they stand as far as leadership 

positioning is concerned, where are the women in India various women's leadership what are the 

main challenges for the female leaders ten reasons why we need more women in leadership roles 

at the workplace than how can you a workplace better foster gender equity then as usual the case 

study research papers book recommendations and references.  
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So, whenever we are talking about women in leadership rights. So, slowly and slowly, we have 

seen that in entrepreneurship administration education, engineering health, etc., at a very 



different level, the regional level, national level global levels are there. Here I would also like to 

start a woman in leadership; it starts from the family. So, therefore whenever we are talking 

about that, leadership. So, it is not new for the woman.  

 

In Indian culture, you will find it is the whole family is dependent on the lady of the house, and 

therefore, whenever we are talking about that is the leadership position. So, when we talk about 

society. So, in society, the basics, especially in Indian culture, will find that the woman is the 

leader right and of course, the father of the family is also contributing, but it is more towards the 

economic contribution is there. 

 

As far as the culture is concerned and developing the child is concerned growing is concerned. 

So, that is Mr Sheru Rangneker has written a book on this that is the family management, and 

that is also a leadership position is there. So, break the traditional glass ceiling that bought them 

from entering leadership positions. Yes, of course, that is coming from the outside of the home 

and then becoming the organizational leader, right.  

 

So, that is also not very new, but it still has much scope. The world has witnessed the advent of 

women leaders such as Hillary Rodman Clinton, Indra Nooyi, Oprah Winfrey, Theresa May, and 

Christine Lagarde, to name a few.  

(Refer Slide Time: 04:22)  

 



Furthermore, therefore here and I would also like to put some names that are the when we were 

in the banking industry in India, and at a time they were more than 12 chairpersons of the banks, 

and that were the women only in the banking industry, and that was the accurate representation 

of the woman leaders in India. Moreover, that is true in the financial institution and the SBI. So, 

these are the examples where the leaders like some of here are that you see then in the Indian 

banking industry. 

 

We talk about the Arundhati Battacharya, and all those who have given these organizations 

positions are they when the Kiran Shaw Mazumdar. So, therefore when we talk about that, these 

corporate leaders. So, these leaders have proved themselves that is the; yes, whether it is a 

question of the rural marketing, whether it is, a question of the digital marketing whether it, is a 

question of the science, technology, or management issues like I have given the example of the 

Kiran Shaw Mazumdar and therefore biotech when we talk about.  

(Refer Slide Time: 05:40)  

 

So, these are the examples that are the leading, and then definitely you find that is these women 

have proved that is very as I said very successful leaders are concerned. In administration, I 

would like to talk about Indian the Kiran Bedi is there. So, therefore these are the leaders who 

are different in social or political or economic, legal, or technological areas. They have proved 

themselves very successfully. 

 



Now, when we are talking about the transformational styles that we had discussed in the 

leadership styles, if you remember when we talked about the theoretical model of leadership,  are 

there the charismatic leaders and transformational leaders we have talked about in the previous 

sessions. So, we women leaders are more transformational than men leaders in there they 

function as a role models for their subordinates, inspiring their team and spending much time 

coaching their team. 

 

Now you see that I will make an analogy with the family here and, therefore, what a mother does 

for all family members? The house lady keeps all the children and the father's relationship with 

in-laws and the parent's relationships societal relationships. So, that is it that is a team she creates 

a team, and they spend much time developing born and brought up of the child is there. 

 

Recently, our Prime Minister Modi is also okay sometimes kept talking about the mother, and 

therefore, we find that is also a leadership and example is there. So, therefore we talk about that 

is its leadership as a transformational also task focus and prefer to work in a collegial that 

particular environment is there.  

(Refer Slide Time: 07:26)  

 

So therefore, in that case, it is always working together. What I found is expected in this 

particular trait is togetherness. Whether it is the family or the organization, nation or globally, we 

talk about this concept in leadership. The very common with the women leadership is there that 



is Vasudeva come what we say, and that is the global village and leading these this globe is a 

family itself right.  

 

So, they promote cooperation and collaboration; as I mentioned about the team building, who 

can learn the better team-building than the housewife who has to interact and develop the 

different characteristics personality characteristics of the family members are there, and the same 

thing happens at the workplace also. When we talk about the promote cooperation and 

collaboration, right.  

 

So, she gives that freedom that is the expression right. So, therefore she gets more cooperation 

because there is a concern. So, that woman is always concerned for each team member, and 

nationally as a response, she gets the cooperation, and the work together is there. Now they tend 

to participate in possessing a democratic style of leading people because that is a communication 

style right.  

 

So, therefore it is the command and control style practised by the male leaders is more right 

divided the participation and understanding right that that is the woman leaders have adopted the 

communication style is there. Now here it is; self-branding is also concerned. Now you see they 

are the silent partners of the growth, and that is they do not brand themselves very fast. 

(Refer Slide Time: 09:22)  

 



And then you will find that the results are there, and then the secret they are the secret leaders. 

Many of them are the secret leaders are there, and that is their contribution is there, but they are 

not that dominating and in the race to prove that this organization is because of me. So, it is not 

my concept of me. Rather than it is a concept of us because us is there. Now you see there is a 

statistics used in fortune 500, and then that is in 2019 it has been reached to the 33 number is 

there right and when we make this trend analysis right. So, definitely in the case whenever we 

are, we see the jump is there, right. So, therefore in that case when from 2011 onwards right and 

therefore, we find that is the if we take the this these nine years before nine years and the after 

nine years is there and therefore the leadership opportunities as far as the fortune companies 

statistics is concerned and that that has been increased.  

 

So, naturally the, it is also a reflection of society in the global society this number which has 

been increased though it is a small number every we are expecting much more number and  of 

course, we see that is these number will keep on increasing. So, therefore, in that case, right, but 

when we see about 1988. So from 1988 to 2019 from 1 to 33, so, if you see, the percentage-wise 

right.  

 

So, it is remarkable growth is there. However, we find it in the fortune 500 companies when 

discussing these global leadership concerns. 

(Refer to Slide Time: 11:20) 

 



Moreover, here, as we know, that is the leadership that is required is is is a very highly 

competitive position in the fortune 500 companies we say. So, we cannot underestimate this 

number but expect that much more number is there, but here we find that the academic award 

from 1929 to 2020 is concerned winner for the best director is concerned suitable. So, Catherine 

Bigelow, the only woman director to win in the ceremonies of the 92-year history, is concerned, 

right.  

 

So, like you can see these numbers and then this is progressive, this slide is there. So, therefore 

in that case, in the Catherine Bigelow this 2010, we have found that is the yes, and this is 

becoming the in the history of these 92 that is in 2008 right.  

(Refer Slide Time: 12:24)  

 

So, here we find that is the yes, there are many scopes, right, that is the; we have to give the 

opportunity. So, therefore, society, we mean the society and the business world, are changing. 

Now and then, we find it is the yes women are occupying the leadership positions is concerned. 

So, 7.2% of the CEOs in the corporate leadership after 36.  

 

So, therefore while in the case of fortune 500, what is it say it is a board is 22.5% is there 

correct? Furthermore, whenever tower and top outs of this will be 11% is there and when we talk 

about these solid jobs in the top 1000 companies, which is a 25%. So, naturally, this particular 

percentage shows that the issued jobs to the top companies are increasing. 



 

If we talk about the corporate leadership reserve, academic leadership is concerned. So, therefore 

the full professes are the 32% which is excellent, and they call a college president the 30% of 

women who are the women of colour right. So, presidents who are the women are 5%, and those 

who are the medical school deans with a 16% are there. So, yes, we find that is the in the 

academic leadership if we compare the corporate leadership with the academic leadership .  

 

So, the academic leadership positions percentage is higher than the corporate leadership is there.  

(Refer Slide Time: 14:25)  

 

Now here I would also like to mention another dimension, and that another dimension is this that 

is the hypothesis only you know which is that is the yes, in the academic field the women 

leadership are getting the more opportunities. Now here I would like to, not only the education; it 

is the service industries you will find. In the service industries, the percentage of women leaders 

is, compared to earlier, increasing. 

 

Moreover, now we know this is the in this era 21st century, we find that is the service industries 

are also doing almost equally pleasing to the manufacturing industries, or maybe some industries 

are ahead of their manufacturing. The companies act 2013 makes it mandatory for India to have 

at least one woman on company boards, but the increase in gender representation and paper must 

translate into practice and culture is their rights. Moreover, therefore, that is this compulsion.  



 

Now I would like to mention that is how these compulsions are why these compulsions are 

introduced. These compulsions are introduced because they were not the representation . So, 

therefore that is why the following sentence we have used should not be only in the paper, but 

rather it should be in practice and culture. Seventeen% of the board positions in corporate India, 

but only 11% of leadership roles are there.  

 

So therefore, in that case, from the board rooms to the CEO's room, debt is still required to have 

much scope. India fares better than its Asian counterparts. Diversity in executing non-executive 

roles in the corporate boardrooms is there. So, executive chairs 10% 2.6% 5% in Asia, 23% of 

large company boards in India average at last three women are from the 10% in 2018. So, these 

figures are how this 5% is increasing right. 

(Refer Slide Time: 16:25)  

 

Furthermore, whenever we talk about the role of women in India, that has been the continuous 

efforts made by society and the country to give them more presentations. The country is ahead of 

the global average in a woman working in senior management positions and ranks third globally. 

So, definitely, yes, there is always a scope to go to the first position, right. 

 

However, yes, this is also a counselling position is there. Representation of women in corporate 

India has increased from 21% five years ago to the 30%. So, therefore this is a good jump. With 



the higher representation, non-technical roles are at 31% over the technical roles are at 26% is 

there. The study by management consulting firms now in collaboration with Intel India has 

shown this percentage has been represented reported. 

 

However, only 11% of the senior leaders are women, compared with the 20% in mid-level roles 

and 38% in the junior roles. So, this person checks that that is required to be reached the top 

positions, and consultancy from the Grant Thornton also claims over 98% of businesses in India 

have at least one woman in senior management right. So, therefore is against the global average 

of 90%. 

 

Moreover, here and then it is this is a matter of pride that is the here the percentage of business in 

India where the women representation and it is becoming the very, very high compared to 

instead the that the global averages of the 90% only. So therefore, in that case, these senior 

management positions have been occupied by these women in the business right. So, that has 

been increasing. 

(Refer Slide Time: 18:25)  

 

We also have to understand that this is not that easy; however, this percentage may be looking 

the less, but when we talk about the barriers, these percentages are not equal to the men's 

leadership. So, therefore there are specific barriers are there. So, what is that barriers are there. 

We have talked about the indifferent leadership theories: behavioural and contingencies theories.  



 

So, that is the qualities of a leader as well as the part to watch leadership roles are still primarily 

based on an outdated male model that shuts the woman out and therefore, in that case, it is the 

cultural practices we which is to be focused right and then to develop and change that particular 

culture right. So, two things are essential here; one is that leadership and leadership in the 

organization are concerned.  

 

So, leadership in the family is already the ladies are having the almost 100% I will say in but as 

per is these are corporatist culture right. So, therefore that is with the old stereotypes and that 

men have been leaders for so long. The trade associated with the leadership is often thought of as 

masculine and not viewed as favourable even exhibited by the woman; in that case, you see that 

management concept of leadership, which is the force.  

 

So, the days that had gone when the; structures were top-down, or the bottom of approaches now 

is a circle. So, therefore in the circle, whether it is not the question of this top-down leadership or 

the bottom of leadership, it is everyone.  

(Refer Slide Time: 20:25)  

 

So, there are now talking we have discussed in the previous session that leaderless groups are 

there, and therefore there is no question of masculinity. So, fewer connections men still suppress 

women in having the network to learn about the opportunities and find mentors and sponsors to 



champion their advancement. So, therefore that networking because what is important now; we 

have discussed this that is about exposure. 

 

Exposure will come to any person with the help of networking, and therefore, in that case, when 

the resources are provided simple example is the spending the money there is for the education 

of the girl candidate. So, therefore when we say that he is, she will also have an equal education 

compared to the boy is concerned. So, therefore it is not the choice between them; that is, the boy 

is going to a very high modern school, and the girl child is going to a school where there is not 

much exposure.  

 

So however, this concept is now becoming minimizing but not, but that also gives an 

understanding of the ex-world. So, therefore better the exposure better will be the networking, 

and the better will be the networking where better will be the opportunities. So second is the 

bias, and discrimination is there. There is sexual harassment and a hostile work environment 

right. So, this type of issue, however, the government of India has taken many initiatives and the 

legal protection, and here we find that the woman is likely to move into the leadership roles 

faster than before. 

 

Lack of flexibility is there. So, work and family lot of research work has been done by two 

students have done on this is the quality of work-life and work-life enrichment.  

(Refer Slide Time: 22:25)  



 

So, therefore this is the balancing. Balancing this work and family is always a question, and in a 

country, like India, where it is the there are specific roles and responsibilities are the fix for the 

women of the lady of the house only, and the male does not contribute right, a simple example is 

like the cooking is concerned right. Moreover, in that case, because of these types of issues, 

networking exposure going outside of the home becomes challenging.  

 

So, what are the significant challenges there? The first and most obvious challenge is that most 

people in the room are men, but this creates an opportunity for women to stand out and create a 

long-lasting impression in the office there. So, you see that every weakness has an opportunity, 

and every strength has a threat right. So, therefore, in that case, it is always that whatever the 

limitation is there, that limitation is in the opportunity itself.  

 

So, a scenario that appears repeatedly resolves around building a supportive network in a space 

where males dominate. So, using this chance to seek both men and women as the connections 

and mentors who will help you along your career path is there and therefore, in that case, and 

the, whether it is a male, or the female is a man woman. So, then, in that case, you are looking 

for a chance. 

 

Moreover, the chance is there through the connections only, and when you get the mentors right 

and then you will find that is the whenever there is a suitable match that we have talked about the 



mentorship earlier, there is a mentor mental relationship and whenever there is a mentor mental 

relationship and this glass ceiling is not there.  

(Refer Slide Time: 24:25)  

 

So, therefore in that case, if the right mentor has been in connecting with the mentee whether the, 

whether the mentor and mentee are respective of their genders, then definitely there will be the 

successful leadership. So, what are the main challenges for the female leaders is there. There is 

often a full-time role coupled with the additional stress of raising your own family, and it can be 

hard to juggle work alongside personal life is there right from the beginning; I am saying this a 

cultural issue, right.  

 

So, therefore she is a leader, but she is a leader more toward the personal life of every member of 

the family right. So, therefore it is the question of whether this is the way to develop that 

leadership. So, if the pandemic has taught us anything to create a healthy work balance, is there 

right. Furthermore, I will also like to talk about it as a work from home in the further slide that is 

how this pandemic has given me the opportunity.  

 

So, because when it is started with the work from home practices. So, this said nature for many 

women is that expectations can often be set lower, which is self-belief. So, that is that belief in 

self-belief about whether I can be a global leader or not. So, therefore the benchmarking 

practices you see we always talk about are what you said for yourself irrespective of gender.  



 

So, women are used to setting their priorities as the family is. We wish that the equal priority will 

be set by the lady of the house for her contribution to society. So, a woman can often be 

perceived as a more emotional and more minor decision than men, but this is because the 

researcher does not have this type of finding, and they are more emotional and less about this 

issue than it is reverse. 

 

Bringing more diverse physical, mental, and emotional experiences to the everyday conversation 

is there, and with this particular dimension, this has been proved.  

(Refer Slide Time: 26:32)  

 

So, here are some benefits women can bring to leadership roles. There is a woman leader who 

will paint the future. You know who is currently not in a leadership role can be a daunting 

practice transparent entering such a high profile role right that with the current stigmas that may 

be attached in turn this could push away the younger generation from striving to break down the 

various is there. So, therefore definitely becomes more important that is the how we can make 

the more leadership roles for the women are concerned. 

 

Furthermore, naturally, whatever the barriers are there, those present like we were talking about 

the 38%, we have talked about the 27% 25% right. So, therefore in that case simple example, I 

would like to give up academics. So, in academics, when we find that more women are in the 



leadership percentage, it is better because they have pushed away these barriers and invited the 

younger generation. 

 

So, unique transformational ideas will be brought to the front of the meta-analysis comparing 

male and female leaders, identifying that female leader were more transformational and 

demonstrated. So, therefore they have. So, because we are, we know the leaders and leaders give 

their male leaders credit to their mothers that is whatever the transformation is there, they say 

that it is because of their mothers.  

 

So, they demonstrated more contingent reward behaviour than the two-dimensional actions of 

active and passive management presented by the central leadership is there. So, therefore always 

that unique transformational idea is not like this that is the women are not having. Women have 

this unique transformational idea, so we have the world's transformational leaders.  
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So, therefore the primary route is the women only. So, here we the third dimension, we talk 

about enhancing teamwork. So, in India, it is a collective family culture; however, it is the, and 

nowadays, because of these dual-income practices and because of the global village, you can say, 

and it is the families, not that much a collective family is not there, but the essential culture is 

their collectivism only.  

 



So, there is no doubt that we have seen women demonstrate passion with enthusiasm and the 

capability to command a situation when needed. So, there are several examples of dear friends in 

India, and there you will find that is the women who come across the adverse situation and have 

taken the family's leadership position. Moreover, I am not talking about the last 20 years or 30 

years; I am talking about the Indian culture.  

 

So, therefore in that case, and whenever such an adverse if even situation is there and they have 

got the leadership position, they have proved that is the yes even in that case they have the 

patient enthusiasm and capability in the favourable situation of course is. So, women 

demonstrate the superior leadership values in their research into social and demographic trends 

survey 2050 adults rank women better than or equal to men in seven of the primary leadership 

threats assessed throughout the survey.  

 

So, business-wide communication can be announced. So, the question arises that is the then, 

what stops them. So, it is business-wide communication. So, therefore that is the when whenever 

the opportunity is given then, it has been seen that is the whatever a strong woman's most vital 

skill is communication. Moreover, if she uses this power to enhance meaningful conversation 

with the employees, co-workers, and partners, who can stop the organization's success. 

(Refer to Slide Time: 30:31) 

 



Achieving a better financial outcome is there. Within a more diverse workplace, the more likely 

creative ideas will be presented, which helps fuel growth and helps create more sustainability 

within an organization is concerned. Then this is possible only when we are talking about how 

this is ultimately the goal and objective right and the incentives are concerned.  

 

So, therefore this is whenever we want; that is the what will be the motivation. So, naturally, 

becoming the financial outcome outcomes is one of the motivations that help the growth and 

create more sustainability within an organization is there now the fresh new law outlooks. The 

perspective is concerned that woman leaders will properly bring skills, different perspectives, 

and innovative ideas to the table, but these combined will help create new perspectives that lead 

to better decision-making for the business.  

 

So, whenever the skills scales mean, that is the all the skills whenever talking about that is about 

the taking the family together or the communication or the collaboration skills . So, collaborative 

skills and team-building skills are there, and then creativity. So, therefore when the l when she 

brings this collaboration with creativity, it becomes a significant lead to a better decision-making 

process that can provide better mentorship and mother with the role of the mother.  

 

So, we know who can be a better mentor than the mother. So, their role models cannot be 

overlooked of a person's gender; all people need someone who will guide them to progress in 

their careers, and all of us have gone through that particular phase when right from our school 

days when the first time when we have entered the learning centres and then there was the 

mother only you know who was holding our hand and from there we have started our journey 

(Refer Slide Time: 32:34)  



 

So, therefore that is this type of strain will lead her because already these capabilities exist in 

nature has given these capabilities. The ability to wear many hats is a significant role a woman 

plays; the different wearing hats within their roles is often a common occurrence. Often 

balancing careers, household and taking up the mental and the parental guidance and the many 

other expenses are there. So, if you go to the whole day routine of a lady of the house and these 

all roles we keep on learning in the MBA education.  

 

Whether it is the change management, whether it is stress management, whether it is conflict 

management, whether it is team building right or whether it is the leadership roles are there. So, 

combined, she plays all these heads from day to night, and the woman in leadership roles can 

close the gender pay gap. So, what can often be overlooked is that the gender pay gap can be 

transformed into a gender opportunity gap. 

 

When males and females start their progress from scratch, that has been seen. Men are usually 

offered more opportunities leading to higher-paying positions are there. Now we cannot escape 

from this particular point, right. So, therefore that whenever they progress, they start from this 

scratch are there. So, then definitely, in that case, even many times you see there is a woman 

because of these colourful hats. 

 

Here, they find that let men of the house go ahead and sacrifice women.  
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Because that makes them the more that the playing the different heads may be the cause behind 

this particular decision-making process. So, how can your workplace better post-gender equity? 

So, commit to regular pay audits analyzing compensation by gender and race. Thus, nowadays, it 

is not possible. Maybe in very few places, it is earlier it was much practice. 

 

The compensation for the male was more for the same job than the female was there right. So, 

there, but now that understanding is minimized as much as possible, I think. So allows the 

companies to identify inequities because now we live in the era of talking about equities. So, 

therefore iniquities are if it is there and any lady brings into the knowledge, then definitely there 

will be the equities brought by the organization.  

 

So, commit to a culture of fairness and equity and build it into their core values. So, they need to 

review their hiring and promotion practices right. So, when we talk about now, we have seen the 

percentage. So, the percentage is that the board members' percentage is better than the CEO's 

position. So, here, we have to review our promotional practices, and when we do not have those 

biases and assumptions, that is how the woman will handle this challenging task.  

 

So, then this particular bias, when we remove it, will find it is yes, we can give the promotions 

opportunities to the equation to the female also. And then whenever an equal opportunity has 



been given, they will be the fairness and having them better fostering equity is there. So, what do 

organizations have to do organizations HR policies?  
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So, organization policy should support these aspects where fair and equal promotional policies 

are available. Adopt the practices and policies to encourage salary transparency, and the job 

description should include salary brand bands for each position enrolled within an organization. 

So, basic secrecy policies that punish employees from discussing or inquiring about devices 

should be abundant.  

 

So, therefore in that this is the; if somebody asks, you want to know that I am also in the same 

position and what my opposite gender is getting right. So, therefore irrespective of the person; of 

course, another legal issue will be there of personal rights and all, but yes, the payments are the 

same. There is no discrimination on the base of the payments are concerned. And then, the 

evidence of using salary history to set wages perpetuates the gender pay gap because it assumes 

that the priorities were pretty established.  

 

So, if the organization continues this type of practice, I am sure that it is in this digital era. So, 

then it is not that possible to hide that gap because if the gender pay gap is there, it is definitely 

against the law. Ensure workplace flexibility so that the women and men can better balance their 

home life demands with their jobs. 



 

I was talking about this: the work from home is concerned and therefore for those who have this 

responsibility of home right. Then definitely they can make a better contribution at the 

workplace also because of the work from home. So, good parental leave policies are right now in 

India; now, there are six months of maternity leave, and paternity leave is also there. Thus, 

family caregiving is there.  
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So, therefore we find that is the yes, the initiatives are taken then, but still, many initiatives have 

to be taken because they still do not reach the equity right. Moreover, remove our biases and give 

them opportunities to bring them as per their competency, which the women leaders deserve 

then. Definitely, in that case, they will not be that many barriers to what we are talking about 

today. 

 

Moreover, of course, in the speedy first-year growth, the women leaders in the organization will 

be there and corporate CEO positions and leadership positions.  
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This is the case study we usually talk about that is the in this particular case study is there, and 

then you can go through this case study and find out that is the how this is there right. 
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 And then these are these the research papers are there stereotyping and women's roles in the 

leadership positions are there, and therefore this particular research paper will talk about how the 

leader's position with the help of this literature review that is how excellent leadership skills are 

provided. 
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Conclusion and these papers' findings are that women are more capable of being the top 

performers, still not attaining the top-level leadership positions right. So, this paper will consider 

some of the reasons as we have discussed them and some of the more this paper will be talking 

about. 
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This book recommends women and leadership most powerful women some of the.  
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So, that is a conversation, and definitely, this will help us to understand more and create more 

opportunities for women leaders' rights. 
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Moreover, as usual, these are the references you can refer to; thank you. 

 

 


