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PART ONE

Introduction
What is leadership? Leadership is a quality which is a necessity to every being. Whether you are employed, or even unemployed, it is a daily essential skill to everyday life. Whilst leaders have the heavy responsibility for the success of their company, “They set direction, build an inspiring vision, and create something new.” (Mind Tools Content Team, 2021). Leaders are a guide and are always situated at the top of the hierarchy of a company. Being a guide, leaders are always faced with questions from employees and are expected to solve dilemmas quickly yet efficiently. It may seem hard, but with the right education, skills and traits, leadership is something anyone can excel at. 
Ursula Burns is a black female who is not only an entrepreneur, but also an exceptional leader. However, her journey to success was not easy, as she was faced with major issues, such as racism, discrimination, and projected stereotypes. Ursula had succeeded and became the new CEO and chairwoman of Xerox, whilst using management experience to lead the company to triumph. To achieve her end goal, she had to overcome these diverse challenged, which are constantly faced in multiple industries today.
In this assignment, I will be covering the different types of leadership traits, and what trait Burns obtained. I will also discuss gender stereotypes and other challenges in the workplace, and how solutions to these can be found. Finally, I will then provide a detailed opinion on transformational leadership and organisational performance.
















Leadership Traits Analysis

What are Leadership Traits?

In order to be a successful leader, a person must always be forward-looking, intelligent, competent, honest, courageous, imaginative, straightforward, and inspiring. “In the early 20th century, leadership traits were studied to determine what made certain people great leaders.” (Northouse, 2010) A true leader would always lead their employees by an exceptional example, instead of expecting others to do all the hard work themselves. The leader must always ensure that the workplace environment is one which is both positive and comfortable for all the workers. And ensuring that employees are aware of their strengths and weaknesses is also critical.
There are three different types of leadership traits. These include Authoritarian leadership, Democratic leadership, and Laissez-Faire Leadership.

Authoritarian Leadership:
An Authoritarian Leader is someone who takes up a lot of control, as they assert a very strong authority and have all the decision-making power. An example of an Authoritarian leader would be Bill Gates, an American business magnate and Co-Founder of Microsoft Corporation. Elon Musk, entrepreneur, businessman, and founder of PayPal is also an Authoritarian leader.
Authoritarian leadership has its positive points and negative points. In small groups, it provides consistent results, and it reduces any decision-making. It also places all the pressure on the leader, lifting any pressure of the rest of the workers. Plus, when Authoritarian leadership is used, the hierarchy within a business is rigid and there is clarity, as the person who is in charge will have been made clear. Finally, the number of mistakes which can arise is limited, as there is only one person making any decisions. When there is more than one person who has the decision-making power, mistakes can arise as many different opinions as possible, and inputs can create a lot of confusion.
However, “Authoritarian behavior is expected to generate subordinate perceptions of role conflict, role ambiguity, and role overload, with consequent negative effects” (Zhang, Y. and Xie, Y.-H, 2017). Authoritarian leadership can cause the workers towards the end of the hierarchy to challenge the leader’s position and ideas. This is because, with only an individual’s decision, not everyone else will agree. This disagreement can cause issues and dilemmas. Also, without a group input, different opportunities and ideas can be missed out on. Furthermore, this type of leadership can reduce any moral within the workplace, as employees may feel as though they are not being worthied and that their contributions are not being valued. Because of this, employees may leave to seek new employment.




Democratic leadership:
Democratic leadership is a type of leadership which involves “distributing responsibility among the membership, empowering group members, and aiding the group's decision-making process.” (Gastil, J, (1994), meaning that everyone has the opportunity to take part in any decision-making. Therefore, instead of the total control resting on the shoulders of the leader, the success of the company is the responsibility of the entire workforce. An example of Democratic leadership is the leadership within Google. “As an organization, Google is known for its democratic way of operating.” (Srivastava, 2020)
Democratic Leadership is an exceptional form of leadership because it is especially useful when needing to solve complex issues. One leader may find a large or complicated problem too difficult to solve quickly. But, with the input of others, it can be solved quicker. This type of leadership also encourages team members to think outside of the box, encouraging them to be creative. By doing this, workers begin to work together and share ideas, therefore, improving the relationships within the workplace. By having well-established relationships with your employees, it is easier to communicate and less disagreements are caused. Hereby, honesty is encouraged. Finally, overall job satisfaction of individual workers is increased. This is because employees will feel as though their work and inputs are continuously helping the company, they will feel more involved. Because of this, commitment will be increased and because every worker will be more involved, they will learn more about their personal traits (strengths and weaknesses)
On the other hand, Democratic leadership will cause a longer time to reach any end-goal. This is because every voice and input will need to be heard and considered before implementing a final conclusion. Obviously, this will consume a lot of time, especially in larger companies. Another issue is that not everyone may be comfortable with this type of leadership. This may cause some workers to not participate in decision-making. Also, without a clear leader, there is not one person to take responsibility. This can cause much confusion.

Laissez-Faire Leadership:
This leadership style involves the whole team, apart from the actual leader, making the decisions. At the beginning of the project, the leader does provide some direction, but the rest if the tasks are given to the employees. Also, little oversight is given whilst the tasks are being completed.
This leadership style can be great because it increases the leadership skills of the workers and provides a lot of independence for them. This independence can increase their satisfaction and will allow them to use their strengths as much as they can, and also improve their weaknesses. Also, the leader is always available for consultation advice, so the employees are not completely alone.
However, this leadership style can just be used as a way for employers to just avoid doing any work themselves. Also, it can lead to the downfall of the company, as the employees may be too inexperienced. Therefore, this kind of leadership can only be implemented in a company which has experienced and professional employees only. As, “Laissez Faire also have positive relation but due to insignificance relation it indicate that Laissez Faire style is not an important style that boost the motivation level of workers as compare to other leadership styles” (Chaudhry, A.Q. and Javed, H., 2012)


Ursula Burns Leadership Style
I would describe Ursula Burns’ leadership trait as Democratic. This is because Ursula is empathetic and understands that employees must be listened to, in order to maintain a constant cycle of improvement. “She is not a leader that is not egocentric, self-serving, or believes the company is all about them.” (Blazek, K., 2010). She is a strong leader, always willing to take risks and believing that she should always stand up for her beliefs or opinions. Taking risks, as a leader, results in “longevity, meaningful experiences, increased finance, and a more motivated, loyal and trustworthy team.” (Journey To Leadership. 2019.). But she does not come across as intrusive, because she is constantly self-aware and ensuring a fair and just workplace, for everyone.
























Gender Stereotypes, Challenges and Solutions
Stereotypes are and have always been prevalent in society, everywhere. Whilst they are not always negative, they can become prejudicial, by completely disregarding a person’s individuality. The root of the issue “lies in the fact that it is rooted in our societal beliefs about men, women and leadership.” (Locke, 2019). Therefore, limiting who they are based on an over-generalised belief, commonly on the subject of their outer appearances.  This is a huge issue in professional workplaces, even schools and universities. For example, it is a common stereotype to view women as empathic and emotional, whilst common to view men as competitive, strong and courageous. If women do not act to their stereotype, they could be viewed as over-aggressive. Also, if men did not confirm to their stereotype, they would be viewed as meek and weak. This is incredibly negatively impacting businesses, as a woman put in a managerial position would not be respected as much as a male or looked up to as much. Whilst men might be pressured to behave in a certain way, to act more like a leader, which could affect other opportunities they may miss out on. 

Ursula Burns experienced much gender-based prejudices and was challenged greatly in the business environment. As a female leader, she would have been expected to be more empathic and democratic than a male leader.  However, she did effectively overcome these, proven by her immense and worldwide success. Burns cleverly used the “feminine characteristics of care and support” to give herself an advantage in the leadership sector. In the case study, it is said that Ursula believes that “it is critical for women to have the confidence to speak in formal situations as if there is no one to speak for them.”. As Burns was not afraid to break social norms and established a suitable balance of directiveness and supportiveness, her leadership style led to her triumph. She was not afraid to speak for her beliefs or stand up to gender stereotypes. This made Ursula Burns an exceptional leader, as leaders should always “take the risk of sharing what is right and accept the judgment and scrutiny their words bring.” (Why Good Leaders Speak Up, n.d.).

How to Solve Gender Discrimination in the Workplace.
Employees can take certain extra measures to ensure that the workplace stays gender equal. For example, by expanding the application pool, there will be a more diverse range of employee backgrounds, giving everyone an equal opportunity. Furthermore, biases should be considered. Such as, circulating resumes with any names removed, so that the ethnicity and gender of the applicant is unknown. Therefore, reducing any chances of discrimination. Furthermore, during interviews, a mixed team of interviewees should be used, of different genders, races, and ethnicities. This would further reduce any biases. 
Another large issue from the past is gender pay gaps, so this is very important to remove. All employees, whether female, male, or of diverse ethnicities and races, should receive the same pay, regarding the level of employment they work at. All pay ranges should be limited. 
“Women who worked particularly long hours—defined as 55 hours or more per week—as well as those who worked most or every weekend, were significantly more likely to display depressive symptoms than those who worked full-time but fewer hours, or those who worked part-time, the research found.” (Why Good Leaders Speak Up, n.d.)
Employees should also be coached and trained to asset the appropriate mindset, which included the belief of equality within the workplace and treated everyone the same. This could be done by making employees engage in team-working activities, in order to strengthen their relationships amongst each other. If employees have a friendly and strong relationship between themselves, any discrimination or prejudice amongst them would be reduced. 
Business leaders should consider providing childcare pay a lot more, as this would highly benefit any single mothers, or working parents. Without this, women especially, would find it harder to adjust to working hours and would be less flexible. By providing childcare pay, women who have children will be able to work without any added stresses. To add to that, the scientific aspect of gender differences to be considered. It has been scientifically proven that working hours effect both men and women differently. Therefore, all employers should consider this fact, to make the workplace a fairer place. 
Finally, something which should be a standard procedure in all companies is a policy against discrimination. This should be a policy which clearly outlines the rules against sexism and racism, and clear penalties should be introduced for those who do not comply. This would show that discrimination is a big disregard to the workplace, and how important it is to be equal to everyone. 
The most effective method would definitely be to introduce a childcare pay for mothers with young children. Everyone, male or female, should have the equal opportunity to work. Without childcare, any parent would not be able to work due to needing to look after their children, which is not fair as this is mainly a problem for mothers, especially single mothers. This problem is causing more dilemmas, such as a gender pay gap, as mothers are forced to work shorter hours, and a low rate of employment of women, compared to that of men. 

















Relationship between transformational leadership and Organisational Performance

What is Transformational leadership?
Silent leaders are a term used to describe transformational leaders. They are the ones who set an example for those to follow. To engage supporters, they usually use trust, incentive, or compassion. They are known for their bravery, self-assurance, and wanting to achieve compromises for the betterment. 
“In contrast to the transactional leader who practises contingent reinforcement of followers, the transformational leader inspires, intellectually stimulates, and is individually considerate of them.” (Bass, B.M., 1999)
They are powered by a single desire to simplify or alter things that are not functioning. The transformational leader motivates workers and recognizes how to turn them into strong groups that work well with each other.
Transformational leaders are exceptionally well-organized, and they intend their supporters to be inventive. They are team-oriented, with the expectation that supporters will collaborate to achieve the best possible outcomes. They are also admired by others, who in turn regard them. Furthermore, behaving as the team's coach, he or she gives instruction and encouragement in order to attain the desired results. Whilst being accountable and responsible, so they also teach their members of the team to be competent. Finally, through friendship and personal influence, they earn admiration, loyalty and respect.
One of the most effective applications of this style of leadership is in such an institution that is out of date and in desperate need of reshaping. It is really a great fit for a small business with high aspirations as well as a willingness to adapt and evolve in order to achieve these. In every one of these cases, the management team must employ a transformational leader to transform the organization's strategy while also still inspiring existing employees to support the new course.

What is Organisational Performance?
The analysis of a company's achievement in relation to its aims and goals is known as organisational performance. In other terms, organisational performance is the comparison of actual outcomes or products to expected outcomes. 
“Empirical research was conducted on a research sample of 40 large- and medium-sized Croatian companies, with 5806 employees surveyed. The results of this study show the existence of a clear link between employees’ job satisfaction and organisational performance in both directions, but with pretty weak intensity.” (Bakotić, D., 2016) 
The study was conceptualized main results: value for shareholders performance, financial results, and economic performance. Organizational achievement is a priority for many kinds of practitioners, including strategic planners. The word is synonymous with the phrase "organisational efficiency."


Financial performance 
Economic performance is the monetary measurement of a company's actions and policies. In other instances, in terms of dollar, pound, euro, and other currencies.
The return on assets and return on investment should be used to evaluate a company's financial success. Value added should also be used to assess its financial performance.

Market performance 
The marketing process of a brand or business is determined by how well it operates in the industry. To put it another way, how much a supplier's revenue has increased, whether product updates have helped sales, and so on.
The purpose of this research is to look at the effect of transformational leadership on organisational performance, as well as the role of organisational innovation as a mediating factor. Organizational innovation has a profound effect on organisational performance, there strong link between transformational leadership and organisational performance. As a result, it will assist managers in developing such a leadership style in their companies. All businesses need an atmosphere in which leaders inspire and empower workers who want to be more innovative and efficient in leading profitable businesses.
Businesses become more engaged once they are able to keep, share, capture, and reuse management skills in order to create a productive business climate. Leadership is critical in organizational learning efforts because it activates followers' inventive behaviour by using transformational behaviours. The qualities and style of leadership of a leader are major factors of creative behaviour in organisations. A transformational leadership style (collaborative, participatory) is more effective in facilitating organisational performance than an authoritarian leadership. Self-efficacy, internal motivation, and contribution are all enhanced by transformational leadership. TL does indeed have a positive influence on adherents' behaviours and fosters a positive way of life; it raises employees' performance standards, enhances their own goals and self, and pushes themselves to a better level and ambitions. Transformational leaders are prepared to build communities and provide them with power, leadership, and direction in order to carry out progression processes, especially organizational knowledge.









Conclusion
To conclude, genderism and prejudice is very prevalent in many workplaces, but there are many different ways leaders can reduce these. A good leader would go out of their way to solve these issues, and many more. Whether being a transformational, authoritarian, or lassaiz-faire style of leader, listening to your employees is key to keeping a fair, just and happy working environment. 



























PART 2 

Reflective Essay
Graham Gibbs created the Gibbs Reflective Cycle in 1988 to provide direction to reflecting from observations. It provides a structure for evaluating events, and because of its progressive nature, it contributes itself very well to repetitive occurrences, helping you to grow and plan about experiences that went well or poorly. It is divided into six phases:

1.	Description- The overall experience interpretation
2.	Feelings- Feelings and emotions about the encounter
3.	Analysis- An assessment of the interaction, both positive and negative
4.	Conclusion- To make some sense of the case, do an evaluation.
5.	Action Plan- make a roadmap for how you will handle similar scenarios in the upcoming or    make whatever other adjustments you think are necessary.

This model is an effective tool for working in a difficult situation. This may be a single experience or a frequent scenario, e.g., sessions with a team who you have to deal with. While Gibbs promoted for its use in repetitive scenarios, the phases and concepts can be extended to individual interactions as well. The strategic plan will become even more generic and find some way you can extend your findings in the forward if done from a stand-alone encounter.

Description
In my learning, I have been participating in group discussions, completing assignments, all whilst doing my own research. I have learnt about Leadership styles, traits, skills and many issues within the business industry today. However, I have also learnt on how these workplace dilemmas can be prevented, and how important it is to prevent them. I’ve learnt that creating a fair and just workplace is even more crucial than I originally thought, and how, although it isn’t thought to be, genderism in the workplace is still a problem. 

Feelings
To describe my feelings and emotions when discussing and learning about leadership traits, I would say that I had a great sense of intrigue and much interest towards the topic. I had learnt that my style of leadership is transformational, which I would agree with. Learning about this gave me a greater insight of myself, my strengths, and my weaknesses. I would say that this has really helped me, because I will now be able to implement this new knowledge in everything I do. I have felt very confident during my studies, as I have been given a lot of help and support from my lecturers. This comforted me much, especially during the time of this pandemic. Finally, I have felt inspired to develop on my weaknesses and inspired to work against the many issues that the workplace experiences today.

Evaluation
I feel as though, throughout my study, I have been given a lot of useful help. With my assignment, I was given a clear structure layout, benefitting me and my peers greatly. As many of my peers, including myself, have not have the opportunity to attend our face-to-face lessons, we have not been able to always attend due to our own technological issues, or the struggles of remote learning with the responsibility of looking after family. Therefore, by providing us with that little extra help, it has lightened our workload significantly. I rarely experienced any issues, but I did have issues with uploading my video assignment. Although, I emailed my lecturer, who was incredibly helpful and replied very quickly. 

Analysis
I have learnt about multiple management methods, leadership skills, and the benefits and disadvantages of each. I have also gained a great insight on which leadership style suits me most, and why. By learning this, I now have a greater insight of my strengths, and skills I need to improve on the most (my weaknesses). I can now implement my new knowledge in my everyday life, for example, with my family, as a parent, and in any professional working environment, such as, as an employee or peer in university. 

Conclusion
My learning has led me to realise many new things about myself. As an employee, a significant part of my career will rely on determining ongoing skills objectives and making full use of all the preparation that my employer offers. So many details about both the priorities and objectives of my organisation could be an integral part of my business, especially if I wish to continue with the very same company to work in the very same positions. If I do plan to start my own company, I'll need to set professional growth objectives and achieve towards those, much as I did as an employee, but I'll really need to support my employees' growth and search for opportunities to enhance my team's capabilities. My biggest weakness would be confidence, as I tend to grow nervous easily, especially when performing a presentation or delivering a speech. 

Action plan
Right now, I must pay great attention to my weaknesses, and make the most use of my strengths. I will improve by practising my discipline, engaging in more projects by taking on further responsibility whenever I can, and continue gaining more knowledge of the business sector. I will also play to my strengths whenever I have the opportunity to, improving them further. 	I will need to put myself in positions that I do not feel comfortable in and take more risks. This will, therefore, help my nervousness and anxiety, and make me more comfortable with doing things I would not volunteer for.
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