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[bookmark: _Toc67831792]Introduction
A leader’s role in the performance and effectiveness of an organisation is significant which is expressed through teamworking, problem-solving, decision-making, task organisation and conflict resolution, which require effective leaders to have the abilities to listen, receive and give feedback to allow the making of the required changes of improving the results of an organisation (Bolden 2004). Therefore, leadership is a process of orientation but lacks specific practices in challenging the process, shared vision inspiration, actions of enabling others, leading the process as well as encouraging or motivating. For a leader to effectively carry out the defined leadership roles and have critical performance and effectiveness in an organisation, specific leadership traits are essential for the leaders’ success (Fleenor, 2006). The paper investigates leadership traits and challenges affecting women leaders in management by referring to a case study of Ursula Burns, an ex-Chief Executive Officer of Xerox and possess essential leadership and management skills that inspire a change of not only the organisation she heads but also the society through advocating for an equal working environment for all individuals. 
[bookmark: _Toc67831793]Leadership Traits
[bookmark: _Toc67831794]Assertiveness
Assertiveness is the expression of ideas and feelings concerning the rights of others, maintaining a positive attitude of the receiver, and considering the potential consequences of the expression appropriately to achieve a specific goal (Pfafman, 2017). It is characterised by the reaction of a person in an environment where their interests or positions are likely to conflict with the interests and positions of others (Bolden, 2004). Therefore, assertive leaders are beneficial in an organisation due to the development of ideas and goals that satisfy the requirement of the organisation but may cause tension among stakeholders and employees.
From the case study, Ursula Burns demonstrate assertiveness through the description of her abilities to have learnt to manage her emotions thus earned her social awareness within the organisational environment. The trait allows her to interact with team members of diverse ethnic background. Similarly, she is expressed as an empathetic and one who listens attentively, a character related to assertiveness in leadership through engaging in communication within the organisation without judging the self-worth of individuals.
[bookmark: _Toc67831795]Self-confidence
Self-confidence demonstrates crucial aspects of thoughts, feelings, job performance, relationships, and behaviour of a leader through a psychological mechanism (Holsinger, 2018). It plays a critical role in a leader of helping in decision making as well as earning the trust of others, which is expressed that if a leader demonstrates a high degree of doubt, the followers are likely to have less trust in the leader and commitment to the organisational feeling. It is also noted that self-confident leaders are more characterised by decisive and assertive qualities, which are crucial in the growth and development of an organisation. Over-confidence according to Moran (2015) can also lead to arrogance, which can result into not taking into consideration the views of others. 
The interaction of the two levels of self-confidence in a leader creates a significant impact in an organisation such as psychological empowerment including influencing the willingness of employees to take control of the organisational functions, goal setting that involves challenging the status quo with positive expectations and motivation that influence persistence in pursuing organisational goals. The element of self-confidence is displayed by Ursula Burns who is not only described directly to be self-confident but also one with strong work ethics and courage in addressing critical matters such as advocating for women to speak for themselves as well as persuasive disagreement with the executive answer about few workers of various ethnic background in Xerox.
[bookmark: _Toc67831796]Integrity
Integrity is the concept of a leader having consistent actions, principles, expectations, measures, values, methods, and outcomes, that makes one have a deep commitment to conducting things in the right way for the right reason despite the circumstances (Germain, 2012). Integrity is understood to follow different principles. Some study identifies integrity as wholeness which consists of the personal values of a manager, daily actions as well as the basic organisational objectives. Additionally, it is also perceived as ethical behaviour, which regards integrity as performing actions according to socially acceptable behaviour (Pillay, 2014).
Integrity is expressed in building the culture of increased efficiency and trust (Germain, 2012). On the other hand, low integrity within the organisation is characterised by high employees’ turnover rate, reduced or lack of trust, disrespect, unexpected financial events occurrences, the exaggeration of the accomplishments of leaders and well limitation of board access to information (Duggar, 2009). Ursula Burns is reported to have integrity leadership trait which is evident by being described as a person who speaks up for herself and stands up for her values which could be characterised as consistency in actions and words, adversity consistency, being true to oneself as well as morality integrity.
[bookmark: _Toc67831797]Sociability
Sociability is the inclination of a leader into seeking out pleasant social relationships. The trait is characterised by one being friendly, tactful, outgoing, courteous, and diplomatic, which are the qualities that help in meeting good interpersonal skills as well as establishing corporative relationships with the employees (Germain, 2012). Sociability is described to include threes aspects, such as social awareness representing social relationships and social influence. This aspect enables a leader to be good at negotiations, networking due to the quality of excellent listening skills and communication. The other element is emotional management that aligns with influencing the feelings of others but not emotions while assertiveness goes around the explanation of a person being frank, forthright, and willing to stand up for their rights (Khuong & Yen, 2014). The quality is portrayed by Ursula Burns in the description of her as one who stands up for her values and rights, an individual who has established excellent relationships and trust with staff and her knowledge in managing her emotions.
[bookmark: _Toc67831798]Empathy
According to Gentry, et al. (2007) empathy is one’s ability to experience and relate to the emotions, experiences, and thoughts of other people. It expresses the ability to support and understand others with sensitivity. It is described in transformational leadership as critical in showing employees of the leader’s care for their needs. On the other hand, the study expresses empathy as a requirement for an authentic leader to be aware of others (Gentry, et al., 2007). Ursula Burns is characterised by a leadership trait of empathy as experienced through her character of spending time encouraging and empowering women to grow in their careers. She is empathetic in championing the women’s courses as described in the article.
[bookmark: _Toc67831799]Challenges faced by Female Leaders of Top Management Ranks in Performing their Roles.
In the case study, one of the most critical challenges faced by women in leadership is being stereotyped by society. The article notes that stereotype is through the emotional and sensitivity of women that is associated with struggling in leadership positions. Additionally, women are assumed to have less-full time employment due to social and cultural responsibility. Stereotyping forms a significant negative impact on the growth and development of the career of a woman. Most of the women are demoralised by the perception of society within their working environment. For instance, in the case study, women are regarded to struggle with leadership positions, hence denied an opportunity offered to men. Additionally, in consideration of fairness in the replacement of leadership positions within the organisation, rather than considering the qualifications and capabilities, most women are discarded from qualifications because of other social attributions such as age as reported that Ursula Burns faced discrimination against age, which was claimed that despite her qualifications, she was too young for the organisational responsibilities. The issue of a low number of women excelling in a specific field such as science and, engineering as reported in the case article could be concluded to be a result of women being stereotyped, hence discouraging women in pursuing careers in the fields.
Other than being stereotyped, women also face other challenges, such as work-family barriers. The challenge is explained by Qudir (2019) to result from the fact that women in executive leadership positions are not satisfactorily supported by their family members. For instance, study in South African female managers, only twenty-seven per cent of the women had structured arrangement on carrying out household chores and ten per cent reported having no significant assistance from their partners while ninety-three per cent of men reported receiving support on their careers by their partners (Qudir, 2019). From the study, a conclusion can be drawn that most women would be concerned with the working time duration compared to men to find time for family responsibilities. The character could result to be interpreted to negatively impact the performance of women in leadership.
Organisational culture creates a challenge for the female leaders as it is indicated that both female professionals and employers while comparing the flexibility of men and women in organisations agreed that family responsibilities create obstacles to women advancement in career due to lack of flexibility (Singh & Prasad, 2010). It creates a barrier for women seeking senior leadership positions with the organisation perception that according to the structuring and culture of the organisation, they could reduce the growth of the organisation.
Another significant challenge is the biased judgement of women compared to men. The report by Huston, (2016) provides evidence on the harsh treatment female leaders go through in workplaces. For instance, the scrutiny on the reported potential president nominee of the United States, Hillary Clinton, and CEO Marissa Mayer on mistakes they had done seem to convince the society that they have had no input in the development of the country and the tech organisation respectively (Huston, 2016). 
[bookmark: _Toc67831800]Solutions to the Challenges
One of the most significant remedy to the challenges of women in leadership is the enactment and implementation of laws, procedures and policies that promote gender equality. The solution is regarded by Shames (2015) to send a positive message to the female gender concerning their role in the country. It will ensure the organisations develop cultures that take into consideration the place of women in the country. Developing policies and laws will also help in dealing with the issue of stereotyping women as they are expected to create a procedure for not only recruiting but also defending the rights of women in leadership. The issue of stereotyping can also be addressed by support for strong movements that could recruit more women into the positions of leadership through offering support and advocating for their rights as well as supporting women into pursuing science and engineering, which will promote gender equality (Shames, 2015).
A well-organised and strategic movement should help ego-driven, private, and non-relevant qualification from interfering with the work and aid in ensuring female leaders collaborate actively in creating and exploiting the opportunities which develop change within the society such as creating women leadership seminars or educating the youth on the importance of gender equality. The movements would suitably ensure empower women into adopting political seats, a critical remedy to the challenges of women in top leadership through increasing the representation of women in leadership. Representation in leadership would contribute significantly to promoting the rights of women in leadership (Flabbi et al., 2019).
[bookmark: _Toc67831801]The Relationship between Transformational Leadership and Organisational Performance
An organisation carries out different roles for the accomplishment of its objectives. Therefore, as expressed by Katou (2015) organisational performance covers wide areas through establishing a connection between the organisational goals, resources and stakeholders’ satisfaction and performance. Therefore, organisational performance focus on organisational capabilities and abilities to utilise the resources effectively and efficiently within the organisation for the achievements of the organisational objectives (Katou, 2015). Organisational performance is the ability extent of an organisation to implement strategies successfully to fulfil the organisational goals (Weihrich et al, 2008). It is hence attributed to the leaderships through the leaders’ social intelligence that involves the leader’s ability to motivate and innovate among the team members, cognitive intelligence, the ability to highlight critical and creative ideas to guide decision-making, learning and problem-solving and emotional intelligence (Weihrich et al, 2008). Transformational leaders are creative and inspiring when leading people and trying to ensure that they acquire organisational abilities that express innovation and invention (Robbins and Coulter, 2007). The study notes it a situation whereby leaders use their positions to create ideas and new perspectives to a growth and prosperity path for the organisation. (Robbins and Coulter, 2007) indicates that transformational leadership is important to an organisation in creating a competitive advantage if the leadership actions are implemented. This type of leadership is important in an organisation by creating change that requires new structures and institutionalising new approaches.
The transformational leadership process is crucial in establishing influence within the organisation, which is explained to allow the leader’s followers for exercising and expanding cognitive abilities to be capable of creating independent visions regarding the control and supervision tactics of the leader (Nielsen, et al., 2008). Also, transformational leadership brings in the element of involvement that is expressed to be because of the willingness of the type of leaders to make efforts in the achievement of goals through disregarding boundaries of self-interest but rather working together towards improving the products and services in the organisation (Nielsen, et al., 2008). The career of Ursula Burns, from the case article, has been largely influenced to success due to the trait of involvement where she is described to be a leader who listens and engage all the team members from different backgrounds to allow the organisation, she leads to achieving constant performance improvement. Meaningfulness is also of critical importance by establishing an environment and generating meaningful and creative bases for new contexts of change within the organisation (Nielsen, et al., 2008). The personality of Ursula Burns and brought out in the article involves intelligence and integrity-driven that contribute to her ability to speak out her stand on a specific issue within the organisation. She motivates and generates the thinking framework for the organisation decisions, such as the case for workers with different backgrounds within Xerox.
According to Robbins and Coulter (2007) transformational leadership are characterised with influencing the development and growth of an organisation by ensuring all organisational members affect each other irrespective of the ranks, embedding the transformational leadership process in leader’s values and personal beliefs and creating unity and harmony among the team members and strategic arrangement of changes of goals and personal beliefs in respect to the goals of the organisation. Additionally, the leaders in transformational leadership draw and show inspiration from heart and mind, which links to passion and purpose to perform within the organisation. Transformational leaders also express the influence on organisational performance through understanding the personal attention of team members to establish trust and commitment through helping them as well as obtaining power through the mind by introducing new ideas to the organisation (Robbins and Coulter, 2007).
Despite the discussed positive contribution of transformational leadership to organisational performance, some criticisms have been developed. The form of leadership is perceived to be anti-democratic and elitist due to overemphasis on the heroism aspect of leaders (Yukl, 1999). Additionally, transformational leadership develop the element of leader inspiring and motivating to influence change; hence, they could be perceived to act independently (Yukl, 1999).
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The discussion of leadership traits finds a leader who possesses a collective of majorities of the leadership traits would be effective leadership roles. Also, it is critical to note the best way for organisations to be successful can only happen when there is gender equality which are critical in eliminating the challenges experienced by female leaders at managerial levels. For instance, a transformational leader and having critical leadership traits as one portrayed by Ursula Burns will be task-oriented regardless of the performer and seek to instil effective qualities to the worker for organisational growth hence reduce the stereotyping challenge against women leaders
[bookmark: _Toc67831803]Part 2: Reflection
[bookmark: _Toc67831804]Introduction
In society, some people identify different people with various roles in society and organisations as leaders and are people in leadership. I perceive a leader as not anyone with a position of leading others but persons with specific abilities and characteristics such as the ability to inspire and influence change in the people they are leading. My leadership position is not far from a scholarly explanation of leadership which involves directing, coordinating, and supervising others with the influential ability of the group to the accomplishment of the specific goals.
[bookmark: _Toc67831805]Leadership Styles and Traits
In association and observing different local and international leaders, it is easy to tell they have different approaches to influencing the followers to accomplish the objectives. Some leaders have the absolute role of dictating what will be done, such as the case of military personnel, others engage the followers in developing ways of accomplishing the goals, such as the parliamentary leader of the country, while others only inspire the development of strategies to achieve the expected goals such as leadership in religious settings. The availability of the different perceptions of how leaders conduct themselves express the presence of different styles of leadership. Indeed, there are different leadership styles.
 The autocratic leadership style involves the leader having absolute power and is the sole decision-maker. The leader under the leadership style does not consult followers nor allow their views. Also, it is structured on the leader threatening and punishing workers to influence the achievement of the goals. The authoritarian style is noted to be less creative in decision-making due to lack of involvement of followers in critical operations. 
The democratic leadership style involves the participation of employees thus also referred to as a participative leadership style. The style encourages decision-making by group; thus, the leader ensures the workers are informed and identify their responsibilities. Hence, workers can establish their goals and help each other to accomplish the goals.
 Laissez-faire style involves the leader providing little or no guidance, and the employees regulate and control their operations, including determining the goals and resolution of the challenges. The style is applied in cases the employees are highly experienced and skilled and their motivation is to deliver excellent operations such that the success of the organisation is their success. 
As I realised during my presentation and noticed that I was an autocratic leader which has many benefits such as control etc., and it also has many fallbacks such being unpopular. My husband who prefers democratic leadership style although he is perceived in the family as approachable and likeable, but he does not have any control over daily activities. While in my opinion Laissez-faire style of leadership would not work in a lot of settings and would only be useful in self-employed settings.
According to Northouse (2008) various leadership theories have been developed to explain the characters of leaders in different leadership styles grouping. The studies identify theories such as the great man theory, trait theory, contingency theory, style and behaviour theory, process leadership theory, transactional theory as well as transformational theory. The great man theory suggests that leadership qualities are inherent or the fact that leaders are born, behavioural theory contradicts the great man theory and implies that leaders are not born but can be trained and contingency theory implies that anyone can be a leader it all depends on the situation. Due to understanding of leadership styles and traits I have started judging people by their personalities as the type of the leader they will be.
The emergent leadership style reflects the character of leaders, such as the transactional style involves the reference of the exchange between the followers and the leaders (Khan, et al., 2015). The style seeks to advance the follower’s agendas and interests through their influential status. 
I would perceive transformational leadership to be a leader whose primary goal is to create change for the followers through engaging the followers in strategic operations that offer an advantage. According to (Northouse, 2008), it involves leaders having followers concern and focus on the improvement of the followers’ performance and improving their potential maximumly. 
. Such is my understanding that I believe that the character or traits the person in leadership show to the followers dictate how the leader will be classified or how the leader will manage. Hence, it is necessary to consider the traits and attribute of a leader before they take up the leadership roles to evaluate whether they are the correct type of leader to administer growth.  Another leadership trait is the integrity that I consider reflecting the trustworthiness of an individual. It shows the ethics of an individual as well as express the honesty of an individual. I would consider an individual with the confidence trait to possess assertive decision-making skills and the ability to make a critical decision that influence change to the organisation. 
[bookmark: _Toc67831806]Conclusion
Therefore, leadership does not only involve people being presented with responsibility, but it involves a reflection of how to carry out the responsibilities according to the overall goals. All the leadership theories contradict each other as to my understanding anyone can be a good or bad leader regardless of blood, training or situation. I do feel there are a lot of barriers for women to become leaders some in my belief from gender inequality, peer pressure and some naturally. As a female myself I understand the difficult position that you are in as to concentrate on my career or become a mother and bring up my children and I chose to be a mother and would not change anything.
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