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[bookmark: _Toc48073144]Part 1: Case Study Analysis
[bookmark: _GoBack]There are a handful of key leadership traits that outweigh most other traits, Ursula and all other strong leaders are required to take risks, learn from failures and deal with the frequent remarks, insults or stereotypes. As we steer to a more diverse and equality at senior level this will be more frequent and at a time in the future it will be unusual for this kind of behaviour since there will be a high proportion of board members who come from diverse background and they are female.
A female leader in a male centric business there will be an element of proving your role as there is an underlying expectation you are not at the required level or unable to handle the pressure that comes with the job (Home.kpmg, 2020). A leaders approach should address the fragile process of leadership, it is much more than being put in a leadership role, acquiring new skills and adapting to the requirements. It involves a fundamental identity shift, how women are seen vs the qualities and experiences people tend to associate with leaders.
“To ensure a sustainable pipeline of exceptional female leaders, companies need to be innovative in developing programs that provide opportunities for growth and advancement, while also intentionally seeking out and encouraging these high-performing women to participate in these programs.” (Veihmeyer 2015) this describes the root cause on why female leaders are not seen in many companies, the development in non existence. Ursula has taken advantage of opportunities that came her way, the case study mentions she manages her emotions early in her career which is perceived as a flaw in leadership if unmanaged. Having a mentor early on has had a major positive impact, they will be your go to person to discuss and ask for advice, some decision may require you to talk them over before finding the correct path, they will point out gaps where you can be educated in the area with their experience and knowledge and help you remain focus and not give up when it gets tough (Kellogg Insight, 2020). More experienced leaders will enable you to connect and build rapport with new people and boost your opportunities exponentially as is the case with Ursula. 
She believes dreams can come true with a good education, this in turns means focusing on oneself to develop further, the individual is a work in progress, not a static entity. A clear vision is required to be the best and the person you want to be. One way to keep motivated, continually compare yourself to a previous version and have mini celebration for all the progress that you have made (Council, 2020). It is always easy to find flaws, but require deeper understanding to find the strengths and progress.

Review by geographical locations
According to a Eurostat news release there are approximately 9.4 million individuals hold a managerial position in the European Union (EU): 6.0 million are men (64% of all managers) and 3.4 million are women (36%).  Women account for a little over 25% of board members of publicly listed companies in the EU, and for less than one fifth of senior executives (17%) in 2018 (Ec.europa.eu, 2020). In summary, although women represent roughly half of all employed individuals in the EU, women continue to be under-represented amongst managers. The gap is even greater if you investigate this further into specific countries. The biggest share of women among managerial ranks is recorded in Latvia (56%), the only Member State where women are a majority (56%) in this occupation. It is trailed by Bulgaria and Estonia (both 49%), Poland and Slovenia (both 47%), Hungary (43%), Lithuania and Sweden (both 42%), Ireland (41%), and Slovakia (40%) (Ec.europa.eu, 2020).  At the opposite number of the scale, women account for less than a third of managers in Luxembourg (15%), followed by Cyprus (23%), Czechia, Denmark, Italy and the Netherlands (all 29%), Germany (30%), as well as Greece and Austria (both 32%). Within the EU about a third (36%) of managers are women. This share remained stable since 2012. In Ursula Burns situation this number is far lower, only 3.8% are women of colour, in this case black women. The Catalyst Pyramid visually highlights the gender leadership gap at S&P 500 companies. (Catalyst, 2020) The Pyramid shows that while women’s overall representation is close to parity, men are overrepresented within the upper tiers of the Pyramid (e.g., leadership positions, high-level management, board of director seats, CEOs). CEOS and top earners are dominated by men, the only meaningful figure is the first or mid-level officials and managers who only lead major business units and report into executive or senior management level
[image: ]
Source: Catalyst, 2020

Review by industry or sector
Sue Duke, the head of global public policy and of the economic team estimates it will be another 217 years before we achieve gender parity. Her research found that women represent fewer than half of leaders in every industry analysed. In some fields, such as energy and mining or manufacturing, the representation of women is far smaller, with females having less than one fifth of management places (Rhode, 2017). The level of improvement for women has been sluggish, over the past ten years, the ratio of female leaders has grown by an average of just over two percentages across the following industries:-
· Software and IT services
· Manufacturing
· Energy and mining
· Finance
· Real Estate
· Corporate Services
· Public Administration
· Education
· Media and communication
· Health care
· Legal
· Non profit

There are just three industries where female corporate leadership is above 40%, these are healthcare, education, and the non-profit sector. These industries have depended on female employees for generations, this allows females gradual time and the crucial opportunities to work towards the top tier of their organisation, into senior roles or even the CEO (Gipson et al., 2017). It is widely recognised these areas are also the industries that pay far less than any other industries. One assumption may be when there are industries where it is female dominated the pay decrease is relative to other industries.
A recent “Hireable like me” study suggests when women are better signified in leadership roles, more women are hired across the panel (Kellogg Insight, 2020). From initial thoughts, this is not unexpected, intentionally or not people are more expected to hire people like them. Female applicants may also self-pick into companies with higher proportions of leaders who are women as this demonstrates the company has more prospects for development or mentorship.
Stereotypes faced by women leader
From the above discussion, it is obvious that in leadership settings, women are generally less preferred than men. This is one of the major reasons for women to have limited access to leadership roles. Even though women have become more prevalent in workforce over the past few decades, the numbers of females in major leadership positions remain limited. This is due to the underlying stereotype which assumes that males are more effective leaders. Since women have had less access to the leadership roles, there are no major evidences backing the argument that the gender differences have effect on leadership. However, gradually the situation is changing. According to Nawbo.org., (2020) it is seen that almost 11 million US firms are currently owned and operated by female leaders in US which contributes about 1.7 trillion dollars annually. 


One of the most common encounters that women face is that women are comparatively more emotional and take longer in decision making (Andrews, 2020). Due to the pre-conceived notion that women are emotional thinkers, women often had to face skeptical attitudes from their colleagues, higher authorities, competitors, investors, shareholders, and so on. It may be assumed that Ursula may have had similar experiences due to the gender stereotype. However, over the years she has challenged the stereotypes by being decisive in challenging times and providing a better structural approach to Xerox leading it to more profitable situations. While it is perceived as a setback to be emotional, in case of Ursula Burns it is seen that she took it as an opportunity. Her empathetic approaches and people-oriented ways enabled her to establish stronger relations with her workforce and thus she was able to implement major business changes in successful manner, supporting the observation and argument of Alice Eagly and Blair Johnson. 
According to observation of Pew Research Center’s Social & Demographic Trends Project, (2020) one of the major issues that many face is rejection or hostility from other workers particularly in subordinate roles. This makes it challenging for women to male their voices being heard. The lack of institutional support is also noted to be one of the major reasons for underrepresentation of women. In case of Ursula though it is seen that she is regarded as one of the most charismatic persons and there is institutional support, however, it cannot be denied that she had to fight her way up to the higher position. In addition to this, since she was preceded and mentored by a female leader, which may be regarded as one of the major reasons for her to tackle the potential obstacles that women generally have to face within the work front while proceeding towards higher executive positions. 
Also, there is skepticism regarding work-life balance. The ability of women to juggle home and work responsibilities often land them in situations when their commitment towards work is being questioned. According to Journal of Leadership Education, (2020) it is often seen that women are more likely to be challenged in balancing their personal and professional like, particularly while seeking a higher position in a company. It is often assumed that their responsibilities in higher position might get ignored due to their other commitments. For Ursula as well, it is noted that she is married and has two children. It is likely that she must have faced similar situations where she faced stereotypical attitude assuming she might struggle managing the both (Gnb.ca, 2020). However, with her credibility and clarity in work, she has been able to successfully combat the same and provide better direction to Xerox in most suitable manner.  Thus, it might be assumed that there are series of stereotypical attitudes women still require combatting in workspaces particularly as leaders. 

Long-term solution to gender discrimination in leadership
While the above discussion clearly suggests that even though the options and opportunities are gradually increasing, glass ceiling concept remains deeply prevalent in society, it is evident that proper measures are required to be applied in order to normalize gender equality in leadership (Hoey, 2020). One of the most important aspects is that the pre-conceived notions are addressed. Therefore, it is important that the representations of women in authoritative positions are required to be enhanced. Executive leadership positions which are predominantly occupied by men, even though the workforce comprising women have increased, should be altered with balanced representation of women (Ilo.org , 2020). In order to do so, it is important that the corporate structured and policies are redesigned. From the mentioned case study, it is apparent that if a person possesses the behavioral or acquired traits of a leader, the gender or ethnic background is not a bar. Taking hint from the consistency and success of Ursula Burns, the remodeled structure should commit to diversity. 
It is essential that parental leave models are structured in a way which encourages men to take leaves as well. This would gradually ensure that the stigma and underlying perception of not prioritizing work will be addressed. This would not only ensure that men are also able to establish equality within home, but would also allow women to juggle between work and home more seamlessly (Wgea.gov.au, 2020). In addition to this, sponsorship is another major strategy that many companies are already considering.  Having strong and effective sponsorship and mentoring program would be able to ensure that the differences existing in the career advancement among the genders are identified more effectively (Oneyoungworld.com, 2020). Apart from guiding the women actively leveraging them towards their career goals can be particularly effective in addressing the prevalent issues and inequality effectively. 






In the given case study, it is seen that Ursula Burns was lucky enough to be associated with a firm like Xerox which facilitated diverse workforce and creativity and innovation were prioritized. Hence, she was exposed to different business environment and interactions from a young age and she developed her interest, expressed her likes and dislikes and showcased her talents effectively. In addition to this, coaching and mentoring from Mr. Paul Allaire was also proven to be one of the stepping stones for her. Moreover, working closely with Anne Mulachy, former CEO of the company also developed her abilities and skills further. Thus, it is evident that in a nurturing environment, where talent and credibility is prioritized more opportunities for women can be provided to climb the ladders of success. 
Frontline leadership capability measurement procedures and assessments can be introduced by companies as well (Wgea.gov.au, 2020). This would ensure that the perceived and traditional notions are not given heed, and a platform is provided to diverse workforces to prove their ability in ensuring that fair and inclusive policies are being maintained. Apart from this, gender diversity targets should also be set in order to ensure that a disciplined and long term approach is being maintained. Having a clear strategic intent would ensure that policy implications are done in a suitable manner. 
Relationship between transformational leadership and organisational performance
In the increasingly changing business scenario, it is seen that different types of leadership methods are being adopted by varied individuals. Among the different leadership approaches, the transformational leadership style tends to be one of the most popular ones (Sahu et al., 2018). The leaders involving with the works and processes of the subordinate’s results in better efficiency of the workforce, since they feel more motivated and included. In addition to this, higher work satisfaction may also be noted among individuals since it is seen that appropriate measures are taken to enhance the motivation of the workforce as well (Buil et al., 2019). The most prominent aspect is that it ensures that every member in an organization is on the same page, the chances of errors and confusions are reduced effectively. 
According to Hawkins, (2017) it is suggested that transformational leadership is positively related with better flow of communication. In the given case study, it is seen that Ursula adopts a transformational leadership approach to change the major functions which are followed by Xerox. She ensured that tactful operational functions are applied to enhance the scope and business opportunity. She had a participative approach which has gradually garnered value and acceptance. Her considerate and affectionate approaches have ensured that social and cultural aspects of the business are enhanced more effectively, leading to better prospects of functioning.   
In recent business environment, it is often seen that instead of dominating and authoritative approaches, a democratic and participative approach is widely accepted and the employees feel more motivated to take active part (Andriani et al., 2018). The employees are more flexible and accepting to changes and a unified approach is taken to achieve a common goal. Ursula’s style of managing diverse workforce by knowledge exchange and due to her integrity, the transformational style worked in best favor of the organization. Thus, businesses may imitate her leadership approaches and ensure that better credibility is obtained. 


[bookmark: _Toc48073145]Part 2: Reflection 
Reflection is one of the most important criteria and learning tools that any student may employ. It provides them with better opportunity to assess their own performances and learning and identify the areas and prospects which may require further development and attention. Thus, by learning more about one’s own self, appropriate and necessary measures may be employed to improve the overall academic skills and credibility. Thus, reflection may be stated to be an integral part of learning procedure (Johnston, 2017).  In this part of the essay, I would reflect on my own learning experiences I have garnered during the course of the module. In order to ensure that a holistic approach is followed in the reflection process and a detailed analysis is done, I would base my self-reflection on Gibb’s reflective model. This model provides a framework with the help of which step by step discussion of own performance and its reflection (Cushion, 2018). The model has six distinct steps which have been discussed in the following section.
Description: During the course of the module, I required learning about different sets of emergent leadership skills. I attended lectures and seminars in order to garner theoretical perspectives and I also read different sets of case studies. Once the classes were completed, I was expected to undertake an assignment which would assess my comprehension and competence (McDermott, 2020). In addition to this, I was also required to present a five minute video script through which my understanding of leadership and its different perspectives would be reflected. The assignment also required me to produce an essay which would comprise critical analysis of a case study based on transformative leadership style and its overall effectiveness in impacting organizational changes. I tried completing my assignments in precise and effective manner. I tried seeking help and guidance from my tutors and also engaged in self-learning methods by accessing different online sources. Gradually, I successfully completed the entire assignment in the given time. 
Feelings: In the beginning of the course I was excited to learn about the different leadership style since I felt that it would be helpful for me to reflect on my own abilities and develop a platform which would enable me to reflect on my own practices and have better insights regarding the areas which I require developing. As the course progressed I was surprised to learn the different approaches and how these are applied by leaders in their respective organizations. I was also amazed to learn about how leadership styles have transitioned over the years. When I was required to do the assignment, I initially felt overwhelmed and didn’t know how to progress with it. However, with a proper planning, I completed the assignment successfully and realized that the entire process was one of the most fulfilling learning experiences. By the end of the assignment, I gained better perspective on leaderships and its types and have also gained more confidence. 
Evaluation: During the module, apart from learning the theoretical underpinnings, I was also able to evaluate my own traits. I recognized that I am a democratic leader who maintains an approachable personality. I include others and brainstorm ideas which are innovative. I have also recognized that I have a relationship oriented approach and I believe that harboring positive relationship with members of a team is likely to have a positive impact on the overall performance of the team. The overall completion of the project was done successfully and it provided better insight for me. 
Analysis: I have recognized that even though there was a detailed self-analysis in my assignment, I have reached the conclusion on the basis of evaluation through a drafted questionnaire. I have established my opinions and evaluation as per my own understanding. There are ample scopes of improvements in my own processes. While the assignment was successfully completed, I have seen that taking feedback from others would have provided a better insight regarding my personality which I may have been missing out. In addition to this, engaging in more interactive communication would have also provided me the scope to compare my own skills and capabilities with that of others in most effective ways. 













Conclusion: Thus, it might be concluded that the entire module was a positive learning experience for me. Overall, my performances have been satisfactory. I attained guidance from my tutors and engaged in self-learning practices to hone my skills more effectively. However, there are certain areas of improvement which are still existent. A more critical approach and accessibility of more sources would have provided me with scope to increase better understanding and have a wider perspective regarding leaderships. Moreover, in order to have clear idea regarding how the theoretical knowledge regarding leadership may be practically employed, first hand professional experience and exposure would have been also a credible way. Thus, my understanding and knowledge regarding emerging leadership style would have been holistic and more distinct. 

















Action Plan: In future, I would try ensuring that I engage in more interaction with others including peers and tutors. By considering their feedback, a better and more critical insight to my own performance and credibility as a leader can be measured. I would also ensure that I get access to more credible sources of information which would provide concrete evidences for supporting my arguments. I would also ensure that I get more professional exposure. I plan to apply for internships in corporate firm and learn from my mentors and coaches in first hand. Thus, by taking into account all these steps and strategies, I would be able to improve my overall performance in most effective and influential way. 
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