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[bookmark: _Hlk46791446]women are not only performing well but are excelling in the workplace, as well as in higher education in every level of society, and yet despite of all this there is still a large disparity in the amount of women that are in leadership role in comparison to their male counterparts with the same experience. World bank  (2012)  has stated closing  gender gaps is vital to economic productivity. Numerous  studies have further  indicated that from board of directors to religious organisations men have been and are still dominating leadership roles. However, data shows that more women than ever before are working and are in employment. The number of women managers across organisations proves that women remain largely underrepresented in leadership roles and in position of power. Women are equal to men in the value that they bring to a workplace with at times having better credentials yet are overlooked for promotions. This discrepancy is more prominent than ever and as there seems to be slow rise in women occupying a space that has largely been dominated by men with more countries having female in a position of power, the discrimination against the female sex is still a pressing issue in the world. Little progress has been made in dismantling the patriarchy to the archaic passive stereotype of the sex. A narrative framing them as incapable of leading.  
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From the case study one can identify a list of strong traits that Ursula Burns had demonstrated, these are some of the traits.
Self-confidence-  Ursula Burns is a charismatic and outspoken speaker, she believes  in upholding values. She is very approachable and compassionate towards others. She speaks her mind where no one else does. Self-confidence is the ability to control and accept yourself, trust yourself, have a view of yourself positively (Usf.edu, 2020).
Social awareness- Ursula Burns is socially aware of her environment and has a sense of justice, This is why she questioned why only a handful of workers are employed from ethnic backgrounds, an issue she raised at one of the executive meeting at Xerox. Taking the decision to breech such a subject requires confidence, motivation, and a high sense of moral duty.
Burns does not discriminate between anyone even though she is in a high position in the organisation. Understanding your surroundings, socially being aware of your environment, and being able to interpret all the emotions that is associated with whom you interact with are useful qualities in a leader (Woodcock, 2020).
Empathy- Ursula burns tries to get along with her bosses and co-workers. She is more of a people concern, she establishes good relationship and  she looks at her teams interests. She is very proud of herself for employing people who has empathy and can work with people from diverse backgrounds.  Empathy makes a person well-tuned with the other people’s inner world of emotions. Trying to Understand their feelings to guide ones actions (Goleman, 2007).
Patient- Burns is very approachable, she tries to unite all workers in to a one big family. She moved from job to job, she started very low and moved up the ladder in her job. She said it does not matter where you start in life, it matters at the end where you are.
Confidence- Burns shows confidence in herself, as she learned different leadership quality these qualities are high level perception and responsiveness to organisation’s needs. She is a confident speaker she has the confidence to take advantages that comes her way and is willing to takes risk. She stands up to what she believes in and speaks her mind. She said it is crucial for women to speak with confidence in formal situation because there is no one to speak for them. If you do not speak, people will not know what is in your mind and will presume you have nothing to say. Confidence is feelings that one has, believing in yourself on what you are doing (Rosenfeld, 2007).

Other leadership traits illustrated by Burnes include- Burns is honest in her dealings, she manages her emotions affectively, she is very empathetic towards her colleagues and a very good listener, she is self-motivated she does things without pressure from others. She gets along with others from different backgrounds. Her self-management allows her to successfully achieve and gain performance related improvements. 
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Burns would have face the typical gender stereotype that already existed in the culture. Researches show gender discrimination still continues to be implemented in the workplace (Gorman, 2005). Burns is in a high position in Xerox, in an executive meeting she did not hold back on saying why they did not employ people from different background. She said what she believed in even by questioning the executive front of everyone and arguing with them as to why there are only a hand full of minority workers employed at Xerox. This leadership mentality led the management to notice her. This was a critical moment in her career that led them to promote her to CEO of the company. 
Burns also would have had to combat many obstacles on her way to the top, in a male dominated environment. According to Reskin and Barbara, (2000) when male and female are working close together gender stereotyping may occur. However Burns may have faced lack of maternity leave or sick leave  for the fact male dominating in hostile policy making as only a few females are involved in policy makings (Ridgeway and England, 2007). In male dominated workplace men view women as invader, leading to gender stereotyping  (Burgess and Borgida, 1999). Women in top management roles is improving step by step but despite this improvement, women are still facing stereotype in the workplace especially in top executive and leadership positions. The top job appears to be tailored for men in most organisation. Even in the political spectrum women are marginalised. Burns would have faced criticism and unrealistic responsibility for moving forward at Xerox she would not have been made CEO of the company if she did not believe in herself and the amazing traits she portrayed. Women have been attempting to advance in top management positions, when they are in that positions companies that are not doing so well attract vigorous attention, and the women in charge is mostly subjected to criticism that is undeserved. Before having the chance to turning the company around and prove their determination in succeeding, and if they fail in doing so, they are more blatantly judged than men would have if they were in the similar situation (Brescoll, Dawson, and Uhlmann, 2010). Although Burns is CEO at Xerox she would have faced many inequality and though challenges for example when she demonstrated why that only few people from ethnic and diverse background is only Woking in Xerox, it could have been she was just a worker and no one stood up for her and no one acknowledged her because of the stereotype of the society we are in and the domination of men, Burns would have struggled to maintain a leadership position, opposed to men who are seen very competitive and mindful of the situation and in control. Women still are faced with many complex factors which works against them on top management roles (Eagly and Carli, 2007).
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The long-term solution to gender discrimination in the workplace and leadership will include the following:
Diverse policy- To reduce or eradicate  these  gender discriminations for leadership in women is for organisations and policy makers in high power of government to create a mindful of stereotype programmes. These programmes should make people aware of gender discrimination and educate and train them in the proper approach. Policies should then be made taking in mind women’s needs and wants. Promoting a diverse policy can ensure the organisation values everyone as an individual because man and women experiences in the workplace is different, there are many disparities for example wage are not equally paid, segregation of the sex, and gender differences (Padavic and Reskin,  2002). These differences can be eradicated for the long term if promoting and supporting diversity in the workplace. However to gain the maximum diverse workforce it is vital for the organisation to make feel everyone equal without any stereotype (Cipd, 2020).

Discrimination policy- The solution in the long term is to implement anti diverse policy in organisation that should be in their employment policies terms and conditions. That should explain about anti-discrimination and safeguarding gender discrimination. (Recruiting Resources, 2020). Workplace will always counter discrimination of gender but having the discrimination acts on paper is not enough to stop this injustice but rather backing it up with concreate form of action. Polices should always be reviewed on a monthly basis to ensure the reduction scope of anti-discrimination. Equal training should be given to all member of staff from the lower management to senior management, this should start from an interdiction period from the organisations point of view  to demonstrate zero tolerance to anti-discrimination. All managers, staffs and supervisors should be monitored to check if they are following the organisations policy of anti-discrimination. This should minimize or eradicate anti-discrimination within the workplace (Bacall, 2020).

Education and awareness- education and awareness is imperative in combating gender discrimination in leadership. Education can provide enormous potential to understand gender equality, organisations should take the initiative to promote awareness of gender discrimination within their environments and seek to counter it (LSE Blogs, 2020). So that one can be aware of this, because women still face  discrimination in work and in leadership which is are disadvantaged compared to the opposite sex (Bible and Hill, 2007). It will be vital and important for organisation to have training events where all employees and management sit together and have discussions on the subject of gender discrimination and create equality policies that promote fair practices. Any women can be a leader at a government position as demonstrated by Jacinda Ardern prime minister of New Zealand, she is the youngest female leader in the world. (Tweed and Withers, 2017). 

Transformational Leadership and Organisational Performance.
Transformational leaders can make or change the way a person thinks and can change the social system (Kendrick, 2011). Burns transformational leadership changed and made way for women and people from different background to be employed in a society dominated by men. Burns role in her job kept on changing along with executive titles, when doing the executive roles Burns was exposed to different leadership qualities, these qualities are:
Idealized influence- is on trust, an individual must have. Be very high in morals and have ethical behaviour. Being very honest encouraging ethical behaviour, this is the bond between leaders and the people that follow. Organisations performance is to give training to employees to promote their career, by doing this organisation will benefit in the long run  (Guan et al., 2013).
Inspirational motivation-  This is for the leader to motivate confidence and a purpose in their followers. Transformational leader should articulate a clear mission and vision for the future. The leader must convey message clearly with precision and with a sense of authority, enthusiasm, and optimism (Bass, 1985). This is what Burns possessed in her transformational leadership she acted with compassionate, and with a charismatic factor in her leadership. The organisation performance and the relationship between transformational leadership is very strong, having these performance helps create a leadership style in the organisation (Sadia, 2018).
Intellectual stimulation- This is defined as a leader who encourages innovation, creativity and problem solving and can challenge oneself (Breaux, 2020). Transformation leaders like Burns encourages innovation when she managed several businesses and made a huge profit for the organisations. Organisational performance  is apparent when they make a profit and  are in link with their transformational leaders for creating an environment for employees and motivating them, paying attention towards their needs which is imperative for their achievement (Bass, 1985).
Individual consideration- this is when a transformational leader attends to their followers needs, the leaders act as a mentor or a coach more ever they listen to their followers concern. The behaviours include (lumenlearning, 2020).
· Talking to the followers 
· Emphasizing with their needs 
· Portraying genuine compassion
· Encouraging the development of employees
Burns had many  good mentors throughout her career they taught her to see outside the box. The relationship with her mentor helped both her and the organisation. People usually have mentors the same gender and think they will understand them better, but Burns was the opposite. Having all of these transformational skills  Burns acknowledge the organisational performance combined with their philosophy and made them millions of pounds. She is a leader that understands different cultures and ethical behaviour because rules differ in cultural environment. 
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conclusion 

Gender discrimination still exists in organisation from the basic small-time operations to multinational corporations and government institutions. Women are facing a great hurdle of challenges every day. Women are underrepresented in leadership roles in private and in government sectors. Apart from only a few countries, they are not even given the same opportunities as their male counterparts. They are facing injustice in this male dominated workforce and in power of the highest level. 
There have been women who can be a form of inspiration for both genders all around the world such as Mother Mary Teresa Bojaxhiu who won the Noble Peace Prize and many other  distinctions and awards. The youngest prime minister Jacinda Ardern, who is highly regarded for her emotional intelligent style of leadership. The prime minister of Bangladesh Sheikh Hasina has received the UNESCO Peace Treaty Award for her leadership and is listed on ‘Forbes’ as one of the World’s Most Powerful Women.
Women are gradually getting into power and in organisation, but it is a great obstacle for them due to inequality and inequity. yet they are resilient in trying to secure leadership positions in a male dominated work environment where men think it is their patriarchy right to be a leader. It is hoped with great emphasis that women take more roles in governments and corporations, and executive seats and push gender discrimination out of society. If the above recommendations are adhered to and applied in organisational settings, then the chances of eliminating gender stereotypes will hopefully increase.


 





[bookmark: _Toc47050235]Part 2

As a result of my learning during this semester I have understood a lot about leadership and its elements and components. There are about 650 definition on leadership (Silva, 2016). Leader is a person who has wisdom,  charisma, intelligence, and the ability to influence others (Carlyle, 2011). I think a leader possess clear mission and vision to what they want to achieve, they encourage their followers or people to reach their goals. A leader has clarity on what they are doing and must be very honest for people to have trust in them. 
There are many leadership traits these are a few ones have-
· Intelligence- I have learned from experience whilst coming to university and attending the lectures and have adapted to new situation.
· Charisma- communicated with enthusiasm and passion, displayed  good body language, thinking positively, and having self-confidence.
· Determination- Being very focused on the job at hand and being very attentive, furthermore encouraging others to stay on the course I have set for them.
· Sociability- Able to communicate clearly and build social relationship with others. I am very friendly with all people of different ethnicity and background.
· Integrity- I am very honest and trustworthy, I take responsibility all the time.
· Never atop learning- I am always trying to learn new things, especially about leadership and how to make the world a better place. 
I believe these are the traits I have used to my advantages. The traits I learned in this course has been very influential to me. I have used these traits in my daily life and found to be very useful in my personal life as well as in the workplace.
The trait I do not have is Public Speaking, I find it very terrifying speaking to the audience I have to connect to.  Having few practises speaking in the university has made it a bit easier for me. It would be very useful for me having this trait, this can give me more self-confidence and I can get my message across to others. 

A report was conclude with a self-assessment questionnaire and reflection on what was learned about ethical  leadership style and its components . A questionnaire was conducted in order to give insight on what traits I had, and the management ethical style of leadership. There was ten question about ethical leadership, the questions follow a certain morel rules for example, what benefits most people, what a good person would do, I care about relationship, benefits me, and what is fair. After finishing the questions the answer received was fair, mostly it was Duty ethics and Justice ethics. But there were other answers like Caring ethics, Egoism ethics, Utilitarian ethics, and Egoism ethics. I always thought I had more of a caring ethics, but the result was very accurate, Reflecting on the answers gave me insight to how I behaved all these years. I did a validate test to see what kind of leadership quality I possessed, I was shocked when the result came out. I always presumed I was more of a Democratic person, but the result was Authoritarian who likes to dominate people. I reflected on this result and concluded the result was accurate. In future I want to be more of a Democratic person. Because of my leadership style my approach is task orientated, I focus on completing a task. Having learnt all this I still follow a structure. I have learnt many good traits in leadership as mentioned above, but there are also some bad traits in leadership which are they are too busy, they may be fearful of changes happening, unable to portray their message clearly, lacking empathy, prone to blaming other when things go wrong, or being indecisive (Corporate Finance Institute. 2020). 


In this Emergent Leadership course I have learnt about women leadership and all the traits a leader should have to be successful. Having learnt about this leadership,  women face tremendous amount of discrimination and stereotype because of their sex. Women do not have access to the equal advancement in their careers (Burton, 1991). They have a minority seats on corporate boards and place of government (Auster and Prasad, 2016). I have also learned it is hard for women to be in a position of power because there are too many stereotypes. They do not get the same opportunities as men do for promotion (Cooper Jackson, 2001). Because of family commitment and job responsibility women managers/leaders are at a disadvantage of not having to do overtime, there for women do less hours to men

I learned about leadership skills  and it influential process of how confidently and how well you lead them. I have also learned leaders cast a vision and builds a team, getting the correct people involved in what you believe in. leaders can inspire people, guide people and influencing them to the organisational objective. Learning about different culture in the workplace can mitigate communication issues (Haas and Cummings, 2014). I believe traits in leadership radiates positive energy in organisations, traits in leadership makes you more likeable that will lead to people trusting you. Throughout this course of Emerging Leadership I can confidently say at first I was not aware of how important emerging leadership is. I gradually got into it after few weeks of learning. 
As a result of my study on the subject of Leadership and in particular, female leadership I have become aware of a lot of hitherto unexplored issues. Although I was aware of gender discrimination I had never explored it or understood it fully. This line of study has exposed me to an area of human behaviour and process that will enable me to be more considerate and understanding of leadership responsibilities and empower me to promote and practice equality and equity in my social activities.
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