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Task 2: Part 1: Case study analysis on change leadership
Introduction: 
This report consists of an analysis of a transformational/visionary leadership case study of a female leader known as Ursula Burns. This case study looks at the leadership traits and the leadership styles of Ursula that helped her progress to a CEO position at Xero as well as the challenges faced by female leaders during their career. To help understand further female leadership, this report will critically look at the leadership traits necessary for a strong leadership and to see which of these traits represent Ursula Burns. Furthermore, this report will look at the challenges faced by female leaders at the top management level and in particular the gender stereotypes challenges faced by Ursula Burns. Along with the challenges, this report will also look at some solutions to gender discrimination in leadership and try to elaborate on those solutions. the last part of this report will evaluate the relationship between transformational leadership and organisational performance. And finally, a conclusion will be given to complete the task. 
Leadership trait analysis:
There are many theories on leadership but the traits theory of leadership is one of the oldest. This concept of traits takes root from the “great man “of leadership theory where Thomas Carlyle believed in the idea that” leaders were born and not made” and that leaders have certain inborn traits that allow them to succeed as a leader. Carlyle argued that supermen with superior qualities becomes leaders (Kellerman, 1986). However, the traits theory of leadership believes that personal qualities and characteristics can be inborn or can also be learned and that these traits are essential to become a good leader. There are many trait characteristics identified over the year from many great leaders such as persistence, initiative, self-confidence, responsibility, tolerance, drive, openness and many more. However, the six main characteristics are intelligence, confidence, charisma, determination, sociability and integrity. According to Shih et al (2009, p12), “personality traits construct an individual’s unique cognitive and behavioural mode in response to the external environment”. Intelligence is an important part of trait leadership as this allow a leader to be well informed and to master good language skills. Confidence allows a leader to be feel self- assured and to remain positive while building confidence in others. While a charismatic leader can inspire others and can act like a magnet to attract followers. Although all these six traits are important for a good leader but this theory can be subjective and there could be many more traits that can play an important role in leadership. At time, these traits can affect the leader in a negative way such as a confident leader may not be able to feel empathy towards his followers and this could have a negative impact on them. furthermore, the usefulness of these traits may depend on the situation the leaders find themselves in and how a leader may be able to balance one trait against another: for example, power versus emotional maturity (Maurik, 2001). 
Many of these traits can be identified in Ursula Burns and can be linked to her success during her career: for example, Ursula ‘s intelligence has help her achieve a master in engineering and has allowed her achieve a quick promotion at Xerox. Furthermore, her determination played a key part in her success as she “truly believes that it is not where you start out in life but where you end up”. This determination has helped her progress in life and in her career. Another trait of her personality is confidence as she is not afraid of spealing her mind on a difficult subject in front of her peers and this confidence has help her been noticed by the management. Along with confidence, Ursula Burns has shown integrity and she is described as honest and encourage ethical values. Her charisma has made her a good speaker and has helped her form relationship with others. Finally, her sociability trait has made her compassionate and approachable. Although Ursula Burns possesses all these traits, the trait that represent her most is sociability and with this trait Ursula Burns has developed relationship that has help her progress with her career. Furthermore, Ursula is also using this trait to encourage and empower other women to pursue their careers. Empathy plays a big part in her character and this has help her form a good working relationship with people from all walks of life. 
Gender stereotypes, challenges and solutions:
Gender stereotypes start from as early as a child is born and these stereotypes have become a given over the years such as pink is associated to girls while blue is associated to boys. These gender stereotypes can also be found in certain part of the education system. According to Penney (2002, p9) “boys and girls experience a different curriculum- sometimes rationalised with the powerful rhetorical logic of ‘different but equal – boys and girls having access to different forms of educational experience”. Along the similar lines, these stereotypes can also be associated with the work environment and in particular in the leadership role. Women are supposed to be more caring and understanding than men and they are more likely to choose home life rather work life. Commitment to family formation often influence the career path for women (Dubeck et al, 1996). In general terms, leadership has got a lot masculine attributes such as persuasive, powerful, driven and strategic while women are often seen as soft, feminine, less decisive and are more community driven. Furthermore, men are considered as more competitive and tougher than women and they tend to be more vocal and visible compare to women who are more quiet and less noticeable. A study found in 2010 that women are more employed in People-orientated and service occupations than things orientated and competitive occupations (Lippa et al, 2014). 
Having graduated in engineering, Ursula Burns chose a career that was traditionally associated with men and doing so she would have come across many gender stereotypes. Along the similar lines, in modern American culture, computer science and engineering are male oriented field that involves stereotypes compatible with men such as social isolation, intense focus on machinery and inborn brilliance (Cheryan et al, 2015). Furthermore, stereotypes such as women are quiet and that they do not promote themselves may have helped her been noticed by the management as she defended her view point about the lack of workers from ethnic background in front of the executive at Xerox. Although, Ursula burns progress has been quite rapid and that the glass ceiling hasn’t really affected her, she may have experienced some indirect obstacles and some unconscious bias issue regarding her age and some gender stereotypes such as been in a leader and a mother at the same time. However, whatever challenges Ursula may have faced, she managed to overcame them and she managed to succeed in a career progression with her personal traits and her leadership style.
Although Ursula Burns has managed to progress to CEO position at Xerox, they are many women leaders that face many challenges during their career especially in men dominate field such engineering. The presence of barriers either social or cultural make it difficult for female leaders to reach a top-level leadership role. The glass ceiling represents a barrier that is difficult to break. According to Lockwood (2004, p2), “at the root of the glass ceiling are gender-based barriers, commonly cited in literature and noted anecdotally”. Furthermore, the representation of female leaders at the top-level management is not proportionate to the number of women workers. A long the similar lines, Chin et al (2008, p2) argue that “while women make up 46.6% of the workforce in U.S, they filled only 15,7% of corporate officer positions in 2002”. Society has to take some responsibilities regarding the challenges that women leaders have to face in a workplace environment. According to Grove & Montgomery (1999, p5), “society’s attitude towards appropriate male and female roles is another obstacle that identifies women as not task oriented enough, too dependent on feedback and evaluations of others, and lacking independence”.  
Solutions are needed to rectify the challenges faced by female leaders and to create parity among men and women when it comes to senior role in any organisation. These solutions have to be long term and must rectify years of gender stereotypes. First of all, changes need to take place in yearly years when a child is born and there should be no difference between a child regarding of their sex and parents have to stop  associating colours or toys to the sex of the child. Furthermore, educational institutes must play their role in encouraging boys and girls to participate in all the subjects and disciplines. Along the similar lines, penny (2002, p4) argues that “the experience that girls and boys receive in physical education are likely to reinforce stereotype images and attitudes”. But the best solution to gender discrimination in leadership is to stop the assumptions that men are better leader than women. Without proof or data, literature suggest that it is common knowledge that women are more likely to underate their managerial abilities and leadership competencies than men (Turkel, 2008). This kind of presumption have form barriers to women in leadership. Furthermore, the image of superman needs to be erased from our minds when it comes to leadership. To stop these assumptions, training needs to be given in order to stop prejudices and create a more open attitude to different style of leaderships.
Relationship between transformational leadership and organisational performance:
Transformational leadership is a leadership style that inspire and motivate followers. Transformational leaders allow the growth and development of individuals as well as aligning the objectives and goals of all concern within an organisation (Bass & Riggio, 2006). While organisational performance allows to monitor and manage performance regarding certain performance criteria trough training, appraisals and development programs have been designed and evaluated using performance criteria (Whiddett & Hollyforde, 2003). Transformational leadership aims to empower and inspire followers to improve themselves and to improve the organisation. In general term, transformational leadership can help improve follower’s morale, reduce conflicts, create a sense of belonging and reduce staff turnover. For example, Ursula Burns has tried to encourage all workers to feel part of one big family. Furthermore, motivation plays a key role in this type of leadership and with motivated employees, it is reasonable to expect better performance compare to an organisation where employees are less motivated (De Jong & Brush, 2013). Another aspect of transformational leadership is to influence others with your behaviour as a leader and Ursula burns can be seen as a role model or an example for others to follow. Her success and her achievement can be of aspiration to others and her charisma and her ethical approach can help others to follow her example. Along the similar lines, a transformational leader’s behaviour and action can indirectly influence others and by creating a culture that support the leader’s vision and mission (Bass & Avalio, 1994). Furthermore, a transformational leader tends be proactive and possess the skills to recognise the need for change and this can be seen when “after Burns became the new CEO, she changed the operations process, which made the company successful and profitable, thereby increasing its dividends”. Empowering others is a fundamental property of transformational leadership and by coaching and mentoring, the organisation can develop future leaders to benefit them. for example, Ursula Burns benefited from mentoring received by Anne Mulcahy and Paul Allaire and this mentoring has help her develop herself and help her develop the organisation. Similar to her experience, Ursula Burns is trying to empower other women to become successful. However, like many theories of leadership, transformational leadership can have its limits due to the demands and pressure of today’s working environment. Transformational leadership can be time consuming and not every individual is willing to take on responsibilities and take on new challenges. Furthermore, there is an element of risk involved with this type of leadership and not all the organisations are willing to be lenient about mistakes. Moreover, in a task driven organisation, it could be challenging to implement this type of leadership. One best way of leading is difficult to implement as different situation requires different type of leadership. For example, Ursula Burns established the right mix of directives and supportive leadership behaviours. Along the similar lines, with the demands of globalisation, it would ideal to adopt a more agile type of leadership where the leader can adapt his leadership style to suit the situation and the environment. A more agile leader is more likely to accept the changes and not to adapt one size fit all type of leadership and mind set. 
Conclusion:
This report analysed the traits theory of leadership in general and looked at Ursula Burns leadership traits. Furthermore, this report has highlighted the most important trait that represents Ursula Burns. along with the trait’s theory of leadership, this report talks about the gender stereotypes in leadership and the stereotypes that Ursula burns may have faced during her career. This paper has highlighted the challenges faced by female leaders and suggested some solution that can help rectify the gender discrimination in leadership. This paper has argued that one of the solutions is to stop believing that men are better leaders than women. Finally, this study has shown the relationship between transformational leadership and organisational performance by giving evidence from the case study and literature. Along with transformational leadership, this report also looked at alternative perspectives regarding leadership.

Task 2: part 2: reflective essay
Introduction:
This report is about a reflective essay that will look at the learning about the emergent leadership skill module. This paper will reflect on my learning experience regarding the leadership and how the module has help me during this term. To reflect on my learning, I will use the Gibbs reflective cycle and by doing so, I will write this paper regarding six different angles such as description, feelings, evaluation, analysis, conclusion and action plan. 
1: description:
Due to the covid 19 situation, this module had to take place online and once a week, we had four hours of tuition with our lecturer. Our online class was made up 19 mature students from different walks of life and experiences. Our lecture was encouraging us to participate to the lecture by asking us questions and by answering ours. We had open discussion and debates during the lecture to learn about the topic of leadership. Each week, a new topic regarding the emergence of leadership was introduce and explain by using PowerPoint and by sharing some videos. Moreover, to combine the learning, as part of the assignment, a video of five minutes made by each student was required as well as a written essay of 2500 words on a case study about a female leadership with a reflective essay of 1000 words.
2: feelings:
I was looking forward to this module as I wanted to learn more about leadership and to improve myself. But I didn’t expect that certain topics about leadership would make me think deeply about myself regarding my traits and my leadership style. Furthermore, the link between philosophy and leadership style has made me question myself. Initially, I felt uncomfortable about the idea that I was more of an autocratic type of leader and that ideally, I wanted to be more of democratic type of leader. But as we learn more about different leadership theories, I felt more comfortable with myself as I realize that although I may have a more dominant style of leadership but actually at time, I use the laissez- faire and the democratic type of leadership too.
3: evaluation:
Although, this wasn’t the first time that we had to learn from home but this module has reinforced my idea that learning from home is actually better than I first anticipated. To be by yourself, I find it easier to concentrate than been in a class environment. I enjoyed doing the video presentation as this type of activity give you the experience for future interview and make you more comfortable using videos in the future. For example, my video size was too big to up load it online and after all of stress, I manage to compress it. Going forward, I will know about this issue but it could have been useful if we had a better guideline for this type of issues on Moodle. Furthermore, I really enjoyed learning about the different type of leadership theories and I am looking forward to try to use this knowledge to improve my leadership skills. However, along with the video, I would have like to have a group presentation as this would have given us more experience but I do understand that due to Covid-19, it wasn’t possible. 
4: Analysis:
This module has been interesting and challenging at the same time. I have learned a lot about my own leadership traits and styles and I find it interesting to talk about myself in the five-minute video. Furthermore, this module has covered leadership from many different angles and theories and has given me the appetite to investigate more about leadership. This learning has allowed me to question myself and I am looking to expand my thinking and knowledge.  I realized that a deeper understanding about leadership will hep me improve myself for a work setting or in a home environment. For example, since I learned more about leadership, I have changed my approach with my kids as I am trying to have a more democratic approach with them. unfortunately, due the current situation, I wasn’t able to implement the changes to my work setting but I am looking forward to the day I can. 
5: Conclusion:
Overhaul, I feel that I have learned a lot during this module and I have tried to participate as much as I could to benefit from the learning. As well as my participation, I have learned a lot from others contribution and from the lecturer’s willingness to share his experience about leadership. Through these ten weeks of learning, I realized that there isn’t one best to lead and an agile type of leadership would be more suited to toady’s’ working environment. A leader that can adapt to changes and to situations is something that I will be looking to achieve in the future.
6: action plan:
As mentioned above, through this learning, I have decided to change my approach with my kids as I am trying to implement a more democratic type of leadership with them. along the similar lines, I will be using different leadership styles during the cricket season as a captain. I will deliberately try to have a more democratic or laissez-faire approach during the season in order to gain some experience about a different type of leadership under pressure. Furthermore, I will be looking at gaining more knowledge about leadership by reading more about it and by attending some seminars in the future.
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