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[bookmark: _Toc47063647]Introduction 

This assay will discuss emergent leadership, leadership style, and traits mostly associated with female leaders. Challengers face by female leaders in elite position will be identified in this report as well as a possible solution for those challenges that face by female leaders. This report will have a conclusion and in the second part of the essay will be a personal reflection on the whole module. On personal reflection this essay will elaborate on leadership philosophy, special attention will be given to theory X and Y. in personal reflection author will discuss personal traits, leadership style and behaviour orientation, people or task orientation. 
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Development of human is as of group-living animal (Darwin, 1871), hence most of the time we were people are surrounded by another human being. In this setting, it is very important to observe others behaviour and interpreter social signals correctly. Social awareness is very important and that is the key competency for stay above average (Gerpott, et al., 2018)

Emergent leaders are those who are very optimistic and has strong self-belief. Emergent leaders send very strong signals, such as verbal and nonverbal signals, the verbal signal would as same as Ursula Burn, when she has outspoken in a meeting with Xerox executive which cough attention of management and this were the time of her career break though and lead to become CEO Xerox. Emergent leaders have some of the exceptional qualities or behaviour that differentiate followers to potential leader. This judgment usually made by a high-level officer or senior position candidates. 

Emergent leaders are sparkling light that shines and assessing verbal and nonverbal communication, such as body language can determine identifying them. Former baseball player Yogi Berra how became manager and coach said, “you can observe a lot’s by just watching”. The argument is if the observer is biased to gender stereotype, that can trigger unjust results in the selection process. If an elite manager is male, they might want to see a male candidate on their seat, assume the same gender person can fulfil the requirement for the passion.














[bookmark: _Toc47063649]Leadership style 

Understanding of leadership style is long standing-tradition (Bass,1990), a vast amount of researches were interested earlier 1990, research interest was to evaluate different theology of leadership, the study would try to find out the impact of having a leader who is task-oriented or people-oriented.  Academic and organisational research would also look at the authoritarian leadership style and democratic leadership style (Eagly and Johnson,1990). Eagly and Johnson (1990) have reviewed 162 study, before the study they said, female leaders are more people-oriented and the leadership style of female leaders was democratic. 

Some research state, researches are taking this matter too far and they consider it depending on individual rather than gender itself (Hyde, 2005). Moreover, some of the differences can be identified such as fundamental attitude, skills and values which cannot impact on performance significantly, it is not established what drives individual (Eagly, 2013). It depends on leader’s upbringing, which leadership style they adopt. If someone came from autocratic leadership family background, they may adopt that sort of leadership style in his or her life or reject and choice democratic leadership style which is opposites, they could even choose leadership style of their own. Good education and social environmental factor can influence people toward choosing their style of leadership. 

Ursula Burn shown a democratic leadership style on care study because she would listen to her followers and she was very responsive and that’s what created trust and respect in the heart of employees for her. 

Transformational leaders are who would transform people with their characteristics and value and resilient towards the task. Ursula Burn was not a selfish leader who would only think of them. she has transformed Xerox with her personality, technical competency, and social skills where she displayed by getting along with people from a diverse community. She would encourage people to dream can come true and female must speak for them, other ways people will think they have nothing to say and if they don’t speak for themself, no one will. 


[bookmark: _Toc47063650]Leadership Traits

Traits are psychological and biological characteristics that can notice by observation, the behaviour can be measured, and its calculated mindset of individuals, (Antonakis, 2011, p. 270). Certain individuals can get a leadership role purely base possession of some traits, this is what traits theory of leadership suggest (Judge, Bono, Ilies, & Gerhardt, 2002; Zaccaro, 2007).

Ursula burn shown many characteristic and base on the characteristic she could be called a servant leader, the 10 most important characteristic of servant leaders identified by Spears (2010) were, “listening, empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship, commitment to the growth of people, and building community”. Most of the traits described by Spears closely represent Ursula Burn. it was evident in the careful study, Ursula Burn possesses, Empathy, she listens attentively, developed emotional intelligent early life in her career therefor she was very much self-aware and so on. 
Traits are very important, it is part of everyone's life, development of traits is a very long process, which from childhood. The traits can be described as the habit of an individual or inborn talent. 


The three important traits Ursula Burn show in the case study would be Empathy, confidence and integrity which is vital in any level of leadership and especially at the top level. Empathy is a key component of emotional intelligence, which is broadly discussed in the book by Daniel Goleman, which is called ‘Working with emotional intelligence’. In this book Goleman tress, one point which is, the selection process for elite management position would have some criteria and one of the criteria would skills or intelligent and this is the barrier which must be cross before even employees consider to be called for an interview (Goleman, 1998). And he was saying, the higher position requires a high level of emotional intelligence. A very important component of Emotional intelligent is empathy and Ursula Burn has that competency made her very successful in her career. she was very confident and not overconfidence because she said anything is archivable through education and hard work ethic, she was perceived by her followers as down to earth. She was authentic and self-aware and had integrity. She was interested to see all the employees as one big family. 

Leadership is an ability to give direction, never afraid to make a decision, overcoming difficult challenges, understanding both sides of the coin and motivate follower toward the goal is a Leadership (Verma and Mehta, 2020). Leadership has many characteristics, were a leader demonstrate the characteristic, by demonstrating those characteristics they influence followers to do a task at their best ability. The characteristics are integrity, resilient and has greater vision.

The process can differ from one leader to another leader, regardless of gender one belongs to. Many studies have conducted to understand the philosophy of leadership.  A leadership style that majority female leader has is democratic leadership style and has interpersonal (relationship-oriented), to man it appeared to more autocratic leadership style and anchored to the task (task-oriented) (Appelbaum et al., 2013)

Ursula Burns has many leadership traits, most important trait she has is empathic, which means she can feel the same way employees feel, she also developed emotional intelligent in the early age of her career therefor she is aware of her social and diverse environment. She is honest and encourages ethnic behaviour. The benefits of being relationally oriented can be vast, few of the benefits that can have of having a relationship-oriented leader is, employees, feel happy to be at work, and employees will also connect better with the task before them. encouraging ethical behaviour is can lead to an employee’s motivation. An employee’s motivation can get a task done efficiently and qualitatively.

Ursula Burn is a charismatic speaker and she thinks it is vital for a woman to speak informal situation, if they don’t speak for themself, no one will speak for them, and if some don’t speak, no one will ever know what was in their mind. Ursula Burn is a down-to-earth leader, who is respected by a colleague and it is the greatest achievement for a leader. A leader must be approachable if the leader is not approachable followers will come with great ideas and can express their feeling toward the task, and it will lead to strong team bonding and motivation. 








[bookmark: _Toc47063651]Social stereotypes

What is in the society evolved through a lifetime, it is very difficult to change, the woman was known for homemakers, interchangeably use the term as a housewife. The stereotype of maleness and womanly is present in society for a long time and it if fix in everyone mind, to change these stereotype belief, will be difficult, in some cases impossible in some society (Dasgupta and Asgari 2004). However, when difficulty arises, people can change their belief and attitude, such as economic disaster, transformation and other changes can influence people to change an old habit and adopt a new way of doing things (Dasgupta and Asgari 2004). For example, women are known for transformational leadership style, present employees dynamic suggest people are not motivated by money alone. Some management organisations don’t understand why the employees are not motivated and they are only doing a minimum of what they ask for. They will boast about they are generosity about paying employees a comprehensive salary plus providing a good work environment, yet employees productivity is average. The organisation will then, think about transformation and human connection, this is when female leaders get a chance and get in the elite management position. 

When people think management, they think male leader, maybe because of man appear on the spelling of management. Research conducted by Sheaffer (2011, p. 9) found that male has an inbuilt characteristic which can lead for a successful manager, furthermore, Sheaffer suggests most of the traits or description male managers as, masculine, self-dependent,  powerful and emotionally stable and these characteristics of male mean management. 

How would a professional football player do when he or she ask to represent his or her country in the game of cricket, would that be fair?  Maybe it is fair, because if society can paint leadership with a brash of maleness, then why not make football player represent his or her country internationally. 

This argument stands firmly because this is what many researchers in academic level have found it as true. According to (Dasgupta and Asgari 2004) believe most essential skills or competence related to management is searching for maleness in a management role. As if maleness is the bible to management, the best way of management. If a female leader behaves like a male, they will be considered for a management role, however, they will fail in gender role, so female leaders will be encounter regardless of their position as a leader, failure or success will not be an issue for rase question to female leaders.  

Furthermore, no matter how hard woman try and has education, skills, or emotional competence, they will be perceiving negatively (Heilman, 1983; cited in Schyns, Elverfeldt and Felfe, 2008, p. 599). Senior position management roles and leadership position are known for a male candidate and these position has been occupied by a male, therefore if female want to progress into elite position, they will be evaluated negatively, not because they have lack of skills or confidence, but based on ‘lack of person-fit’ (Lyness and Heilman, 2006, p. 604). 


Domestic responsibility Brown (2010, p. 472) suggest married woman face difficulty when working outside home compare to married male, it is stressful for female balance domestic and works role. The idea of shared parenting and shared household responsibility fadeaway because most of the household work is performing by the female (Appelbaum, et al., 2013). It is upsetting, when childbearing responsibility become a problem for female leaders, if female deny the responsibility of childbearing, the consequences will not be nice. However, this responsibility of childbearing has been taken negatively by society when it comes to female leadership, the society assumes because of this responsibility woman seek less fulltime position or end their career. This stereotype behaviour presented in the case study of Ursula Burn. It is very challenging for a woman to climb the career ladder after taking a long break from the workplace environment, parental responsibility falls heavily on the female than man (Strategic Direction, 2008). It is a common norm, mans as known for breadwinner and female for their domestic responsibility. Work-life balance is a big issue for female leaders, it is very difficult for a female to maintain the household duties and work duties, due to many household responsibilities, such as cleaning, laundry, child-care and so on.  

Ursula Burn did not face discrimination at that level, but people were concern about her age, they presume she is too young for the responsibility that she had. She has skills, intelligence, confidence and most importantly she had the industry knowledge too. 

Cabrera’s study found that women are hurt the most by the workplace cultures that reward
employees who fulfill the expectations of the ideal worker. Face time and sacrifice continue
to be used to judge an employee’s performance and commitment. Many organizational
cultures value the number of hours spent at the office, the ability to attend early and late
meetings, travel, and the ability to be instantly responsive to e-mails. The focus is not solely
on results (Cabrera (2009) cited in Brown (2010, p. 472)). ‘‘Guillaume and Pochic’s research
also indicates that time availability is directly linked to career promotion’’ (Guillaume and
Pochic, 2007. cited in Brown, 2010, p. 473). Furthermore, ‘‘those who manage the
recruitment processes have little to gain from recruiting an employee who is likely to generate
the extra costs and inconvenience (to the employing organization) associated with maternity
leave or pregnancy. Gatrell (2005; cited in Durbin and Fleetwood, 2010, pp. 224-225) for
example, shows that pregnant women’s ‘leaky bodies’ are often unwelcoming in the
workplace. Note that recruitment decisions penalize not only women who have children, or
who intend to have them, but all women of child-bearing age, even those who have no
intention of having children because the suspicion lurks that they might ‘‘Perhaps partly due
to these pressures to balance work and family, high-level professional women often decide





















[bookmark: _Toc47063652]Solution 
The organisation must prioritise competence, ability, skills, rather than, think man when they associate leadership or management. Female leaders have shown that they can become president of the nation, become CEO of a big organisation, like Ursula Burn.
Mentoring female leaders give appropriate support and training can regain their confidence when come back to corporate life after sometimes absence from work, due to pregnancy and childcaring.
Hoch, Pearce, and Welzel (2010) conducted research suggest, leaders will not impact the performance of the team, competence is should be the criterion for judging leaders credibility, Ursula Burn was young but she had the vision, and she knew, with education and hard work ethic she can get they where she wants to be. A collaboration of both genders can benefit leaders as well as the organisation they associate to. 





















[bookmark: _Toc47063653]Conclusion 
Emergent leaders must be nurture and take care of, they are the ones who will be future representative for the organisation. Female leaders are considered transformational leaders who demonstrate a democratic leadership style (Johnson, 1990). Female leaders are people-oriented, Ursula Burn’s most important traits were empathy and integrity. 

No matter how hard women work in a corporate environment they will be judge base on their gender (Heilman, 1983; cited in Schyns, Elverfeldt and Felfe, 2008, p. 599). Social stereotypes of a female leader are, they do not seek fulltime employment due to childbearing responsibility, therefore they cannot be trusted as a leader. 

Education and strong work ethic can enhance a successful career, if an organisation support female leader in mean of, training, mentoring, and support needed respect to their gender (equity). Females can flourish in a top leadership position in a corporate environment, political etc the same as their male colleagues. 
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I will reflect on this module, what I have learned, and what was my assumption and reality after participating in this course.


[bookmark: _Toc47063655]Philosophy of Leadership 
Leadership approaches develop from an individual set of belief, value and it shows on their leadership behaviour influence by nature of the vision, mission, and goals of individuals. These are the starting point of philosophy of leadership (Northouse, P.G., 2019). For example, some people believe people like to work and it's part of their life. Some people may believe people do not like work, they are working because they have work (paying bills and other financial commitment, other ways prefer not to work), having given choice to work or not, they would decide not to work.  Leaders can ask a question to themself and try to answer it by themselves, whether they think people like to work or not like to work as an entire human being. Leaders belief will influence his or her leadership style. If the leader belief people like to work, they would not closely monitor. Whereas if leaders belief people don’t like to work when they have the choice, they will closely monitor the employees as they will see employees as a need for motivation, hence they have to motivate employees by mean of fear (job-security), financial reward ( pay-rise) etc. 

Douglas McGregor believes managers and leaders must be aware of their perception of human nature. McGregor introduced the two theories, Theory X and Theory Y, he has explained how leaders perception toward other human being influence his or her behaviour. McGregor was looking at the psychological status of employees toward work, what drives them for work, purely passion or necessity (Northouse, 2019). McGregor was interested in the insight of managers views or assumption towards they possess employees feeling towards work. 

I believe people like to work and they find work as pleasant. Employees can self-motivate if provide training and resources that require to carry out the task. Sometimes we can see, employers do provide training to employees, maybe because of government legislation or just purely to upskill the employees. Sometimes we can see, employees are trained but the organisation has too little resource to accommodate skills employees. In context Indian restaurant, some of the chefs do go for the training course in the intention of upskilling themself and learn new cooking technique, since the owner do not have an adequate resource (cooking equipment, ingredient), that’s why I think if a leader can give challenging activities things for follower they will be engaged and outperform the expectation. 



[bookmark: _Toc47063656]Leadership 
My understanding of leadership is, to lead people toward goals. Previously I thought leaders were born and not made. After doing this assay, my understanding of leadership has changed for good. When I did the questionnaire of conceptualizing leadership, I have scored high on the process and that means leadership is a process. I think this was a true perception of my understanding of leadership.  I do believe, without the process anyone can become a leader. The skills, ability, relationship, and traits emphasis do come into being by a process. The process of Leadership development programs can improve the ability of leaders' performance, skills will improve, the relationship will improve and this process can develop a leader and it’s fact leaders are not born, they are made. I think education and a strong work ethic can help people to get recognition. 

[bookmark: _Toc47063657]Leadership trait 
I believe integrity and empathy are important traits I possess. because without empathy I could not relate with the follower/people. I think people should take an empathetic approach regardless of their position and should be able to understand cultural diversity.

[bookmark: _Toc47063658]Leadership style 
After completed the task and relationship questionnaire, the result shown I am relationship-oriented, which was no surprise for me because people and relationships matter me more and I think when I am connected with people I can perform batter as a follower and as a leader. Another questionnaire I have done leadership style questionnaire, The questionnaire had 18 questions and the maximum number I could only give was five. I have scored high on Autocratic leadership when I feel I am a democratic leader who always asks for people's opinions before making a decision. Perhaps my intention is not to change my decision, but ask people because I have to, this could be the possible reason.
[bookmark: _Toc47063659]Overall module 
This module has cover leadership philosophy, a leadership trait, leadership orientation, transformational and transactional leadership, and ethics in leadership. This module has been very interesting and challenging for me. I have understood what was tough by Mr. Abdullah Al Mamun. He was a really inspiring and great motivator for me. Moreover, Abdullah Al Mamun tough us the way we understand and has shown equity in his teaching. I have come to know, how many problems women face in their careers. I have provided some solutions for those problems, which make me feel batter and sad in a way to see gender stereotype discrimination present in this time of age. 

I think this module has cover too many things and this has overwhelmed, if there was more topic added this would have been too much for me. I think this module had too many topics, I think if it had a few less topic we could have understood leadership better. 
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