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Many women despite the social limitations, gender prejudices, balancing work and family life and lack of advisers or mentors, have excelled in their fields (Schooley 2019). By making many sacrifices, working extra hard, being energetic and inspired, they accomplished their goals. A report confirms that organisations with greater gender diversity amongst the workforce and executive leaders produce better performances and more profits (Hunt et al. 2015).  In the UK female employees make up 40% of the workforce, but just 6% of CEOs (Goldman Sachs 2018). So, this disparity in senior leadership seems unfair and does not reflect the representation of women in employment in all sectors. There is scope and great opportunity to rectify this situation, to make radical changes to achieve a more diverse and balanced leadership at the workplace and in the political settings.
One inspiring forthcoming appointment comes to the fore, only two years ago ordinary women were allowed to become members of the Marylebone Cricket Club (MCC) and now they have elected their first female president in its 233 years history (BBC 2020). The emergence of female leaders can have a positive impact for better things in the world. Currently there are great examples of some excellent female leaders across the world in diverse settings, namely Jacinda Ardern, Angela Merkel, Indra Nooyi, Cathy Englebert and Fatma Samoura amongst others.
They say, “behind every successful man, there is a caring woman.” So why is it not said, “behind every successful woman is a good man”? Certainly, all the women cannot be so ungrateful, or all the men cannot be so unsupportive. According to history, it is very rare to find men supporting women to realise their talents or follow their dreams. One exemplary case of where a women’s talent was recognised, developed and supported to reach the pinnacle, is the inspiring case of Ursula Burns. This reaffirms the diverse views on female leadership and this essay will explore more in-depth analysis.
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In the case of Ursula Burns, from an early age she was determined to develop and improve herself.  Personal experiences in childhood phase of a person and how they overcome this, can impact their future (Singh and Raphael 1981). According to a report it is indicated that children have the capacity to recover from distress or anguish in their early lives. Overcoming this experience instils a resilience in them and gives them a positive outlook in life. Facing poverty, discrimination, exclusion, rejection or other crisis in life is often referred to as a critical component of successful leverage to leadership (George et al. 2007). From an early age Ursula’s mother emphasized the importance of education and Ursula took it upon herself to ensure she did not let her mother’s expectations down. She accepted a good education was her route to rise from the ghetto to the palatial. 
Ursula possessed the key concepts of self-regulation, motivation, goal orientation and efficiency required for developing young people to access leadership roles (Hannah 2006). Ursula’s mother encouraged her to be brave, attempt difficult tasks and seize opportunities to achieve success. This promotes self-regulation and instils a positive attitude in a person.
This is exemplified by Ursula Burns and her collaboration with Wayland Hick, a male leader who supported her at Xerox Corporation to reach the top position. Hicks was happy with Burns’ attitude and determination and wanted to help this emerging talent (Byrnes and Crockett 2009). Ursula accepted the job but was not satisfied with just accomplishing her work-related tasks. She had the desire and motivation to lead, meaning undertaking a leadership role and driving her team to achieving the desired outcomes. In an interview she stated she was not scared of failure and this prompted her to use the experience to challenge herself to attempt more difficult goals. She was a courageous person, who was willing to take risks. Leaders who are goal orientated would accomplish their goals more often than not (Hendricks and Payne 2007). These type of people despite some failures, by staying calm and positive would use the feedbacks to improve and endeavour to try their best to achieve the optimum results (Butler et al. 1993). Ursula would not allow setbacks to demotivate her or quit. In fact, this would lead her to increase the efforts and accomplish the tasks to a high level. This is a prime example self -efficacy, the individual’s firm believe in their ability to attain the defined goals (Bandura 1986). 
A meta-analysis of Ursula Burns’ leadership reveals she possessed all the traits of the “perfect leader.” She was intelligent, confident, honest and communicated with clarity. She was a charismatic, optimistic and long-term thinker. She was an approachable, empathetic and humble person (Blazek 2010). She was very successful because she had a balanced outlook on life and work. 
Burn’s motto was, “it is not where you start out in life that matters, but where you end up.” In 2009 this dream became a reality, the young woman who started as an aspiring intern, was appointed the supremo of the company. She always appreciated the people who helped her to reach the summit. Always emphasized the importance of mentors, who guide emerging leaders to achieve their goals. She had the knack to work with all types of people, thus radiating inspiration and optimism (Bell 2011). The Xerox company practised and stressed that all managers and employees must conduct their work and business in an honest moral way (Lucas and Ogilvie 2006). This enables and prompts the organisation and its employees to foster a culture of mutual accountability and honesty.
It has been repeatedly mentioned Burns, is an authentic and self-less person, who respected team members opinions, which indicate she was a democratic leader. On the other hand, she was a very determined and relationship-orientated leader but was also focused on getting the tasks done and attaining the optimal results. She was not afraid to make changes, which makes her a transformational leader. She had to make difficult decisions, to save the company from the brink of bankruptcy. It is very difficult to assess Burn’s leadership style due to her achievements because one method is not sufficient. Her deep knowledge, motivation and vision means she implemented several leadership concepts, be it democratic, transformational or a hint of autocracy to influence her subordinates to accomplish the goals. This indicates she was more of an adaptive leader, who was able to overcome challenging situations. Leaders come and go, but great leaders like Burns dedicate their tenure to the organisation cause and leave behind a legacy for future generations.
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Burns occasionally experienced the issues of race and gender discrimination at the workplace. But the main issue that irritated her was age discrimination. She got good posts at a young age, but some people were sceptical and always doubted her ability and commitment. She erased the presupposition that being black and female, were not a negative, but positive attributes. She tactfully turned this to her advantage. 
Women all over the world face some kind of prejudices in their daily lives and face many challenges to progress in the workplace and other institutions. Some of the discriminations that exist are racial, gender, class, sexual harassment, jobs segregation, unequal pay, certain exclusions, lack of sponsorships and probably the most prevalent, unfair domestic treatment.
Pre-conceived ideas blur many people’s minds, they tend to treat people from different races, gender or backgrounds with disdain. Many women encounter daunting challenges to be accepted as colleagues of equal status at the workplaces. Women maybe equally or better qualified than their male counter parts, but there remains a wage gap between them. They are still paid less than men for doing the same job.
 Sexual harassment is a worldwide problem, which affects the individual and the company. It makes the victims anxious, depressed and in many cases causes them to stay absent from work or quit the job. 
 Leaders should not ignore these and other problems, although they may find it difficult to deal with. They should be brave and advocate for equality, support equal pay, ensure inappropriate behaviour will not be tolerated, regardless of social or biological differentiations. By implementing organisation policies, this would encourage members to accept and practise respect and fair treatment. This would provide an impetus for unity, building trust, promoting an inclusive culture and a mechanism for dealing with inequities at the workplace.     
Gender inequalities are more prevalent in the work organisations (Abrams 1991). Historically men are perceived as better leaders than women, they are not considered as equally competent leaders as men in the workplace. Societal views consider men as more competitive and tenacious, thus declaring them proficient leaders. Whereas women are viewed as sensitive and affectionate, this renders them as weak leaders. Globally there are social and cultural assumptions that predominantly consider women as homemakers, child-bearers and carers.
 There is a notion and inherent belief that men are better equipped to manage certain roles thus a form of jobs segregation exists. Most of those jobs and positions tend to be subconsciously reserved for men and these are the best and highly paid ones. In theory, people have equal rights, but there is a big gap in gender fairness (Kozol 1995).  This creates a rift at the workplaces, has a detrimental effect on women’s incomes and opportunities (Petersen and Morgan 1995).
Although there are currently some great female leaders in power, there is still a huge difference compared to male leaderships (Eagly and Carli 2007). Even in the 21st century, a patriarch leadership still exists. Mostly in developing countries, women have been brainwashed to accept the male decisions and consider their home as their main workplace. Interestingly in countries like Bangladesh and India, there are many female leaders, who have got the position through nepotism, however there is hardly any scope for females to assume leadership on their merits.  Although, globally there some women in leadership roles, the equation compared to the gender numbers is still very low. To mitigate this discrimination, education is promoting the gender fairness, to a varied degree of success. This is firmly supported by Ursula Burns, as she stated, “you have to speak up to educate yourself and others, to receive the answers to your questions”.
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Role congruity theory is the explanation of why there is a dearth of women in higher-level management. This verifies that it is tough for men and women to prosper as leaders if their behaviours are not perceived to be aligned with their genders. These are societal expectations connected with men and women (Eagly and Karau 2002). The perception about men being agentic, meaning domineering and assertive. Whereas, women are considered as being communal, genteel and caring about other people’s welfare. This theory creates a glass ceiling for women and caps their progress up to a certain level. These out-dated perceptions need to be challenged and changed to encourage better development for female leadership.
As human beings, our mindsets and cultures must to be reviewed and these stereotype views need to be changed. Firstly, change begins at home, parents need to bring up their children without any gender biases and at a young age, instil in them that boys and girls are equal and should be treated alike. This should encourage the next generation to be gender sensitive and make them aware of each other’s characteristics and promote equality.
People need to be educated from an early age and be given the scope to enhance their intellect and fulfil their potential. It is said educating one boy is educating an individual, but by educating one girl, you are educating the whole nation.
Leaders need to embrace self-awareness, as this skill makes them aware of their weaknesses and strengths. This in collaboration with other emotional intelligence components of self-control, motivation, social skills and empathy gives them the inspiration to participate and encourage other people to pursue and achieve their goals (Goleman 2000). As responsible leaders, they should focus on eradicating embedded perceptions and habits. This allows to create a fairer, cordial, stronger and more successful organisation. This prompts leaders to recognise the enthusiasm, abilities and achievements and promote people accordingly, irrespective of gender or background.
Leaders must implement a company policy to recruit the best candidates based on resumes, interviews and a blind evaluation process. This means they should not consider gender or background when analysing applicants’ aptitude tests results.
The leaders must display transparency, as the effect of a transparent organisation culture contributes to ethical behaviour, high employee engagement and a good reputation. This promotes honesty, accountability, empathy and trust, which are all crucial in building strong relationships at the workplace. 
By providing the resources for women empowerment is not sufficient, they also need to behave reciprocally. They need to be more proactive, display enthusiasm, agree to training to progress, willingness to travel and accept new challenges.
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Transformational leadership is a style of governance, whereby the leaders inspire the followers to accomplish the organisational goals on their merits, rather than the leader’s benefits.  The leaders focus lot of attention on their subordinates and are able to generate excellent performances and results. They motivate the followers to pursue their aims, encourage their personal development and to turn this achievement to become emergent leaders. They use their charisma, display motivation and a touch of personal attention to influence their followers (Warrilow 2012).
Transformation leaders are visionaries, philosophical, considerate and charismatic people, who create a vision and blueprint for their followers to turn to when requiring direction or motivation (Yang 2014). The leaders have the capacity to empower their followers and provide the requisite coaching, tools and resources to comprehend the vision and fulfil the envisaged outcome. Transformation leadership inspires subordinates to accomplish the goals and to realise their optimum potential (Nelson and Quick 2011).
According to Burns she was an advocate for change, which makes her a transformational leader. Transformational leaders are ambitious and inclined to change certain operation processes and methods of working, they create and manage change to accommodate organisational developments.  Even if the company was good, Burns believed there was always scope for development, to achieve her goals breaking the glass ceiling barrier was acceptable. Her leadership had clarity and vision and she articulated that exceptionally well. She possessed determination, loyalty and willingness to hard work, all hallmarks of a person who was destined to be successful. She firmly believed her efforts and exceptional performances elevated her to the position of CEO.  
The Xerox Company was culturally aware, that is why irrespective her of colour and background Burns was appointed CEO on merit. Her appointment suggests it is best to groom a leader within the company as they would be familiar with the organisation operations and culture.  As proved in 2000, when the company hired a CEO from IBM, but he failed to inspire or make any progress. 
Research confirms that female leaders are able and assertive in their leadership styles (Hilary et al. 2016). They possess a high degree of empathy and better inter-personal skills than their fellow males. They have the ability to progress and the courage to take risks. As demonstrated by Burns, these attributes allows them to analyse situations more accurately, absorb information correctly and make positive decisions.
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The profile of business leaders are changing in the 21st century. There is a trend for younger, very educated and dynamic leaders, especially talented female ones. As the emerging leaders will face many complex challenges and difficult situations, there is a demand for people who possess a combination of intellectual and emotional intelligence. The analysis of the case study substantiates why many organisations are grooming new leaders from within to satisfy their succession. They have responded by introducing learning through action, coaching and mentoring. They have recognised, it is best to develop people who have the organisational knowledge as this will save time and they are aware of the vision of what the company wants to accomplish.
Attaining gender equality is vital for work relationships to prosper. Excellent performances, unity and happiness can be achieved when equity is practised by leaders. Equality and women empowerment can be achieved by having access to equal opportunities, unbiased management and everyone receiving the same recognition. A more gender diversified leadership is crucial in all types of organisational settings. When there is more representation, people feel they are being treated fairly, this motivates them to perform better, respect the leadership and remain loyal to organisation.
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This term we studied one of the modules that I find very interesting and one that was taught by our favourite lecturer. The subject was emergent leadership skills for the workplace, to which I can relate to. It was not exactly what I envisaged, but none the less it captured my imagination. It was leadership with a twist, about female leadership, analysing a case study and presenting a short video about my views on leadership and discovering my leadership traits and styles.
Due to the Covid-19 crisis the university was closed, we had to carry out our studies online. This was a new experience for me and initially I was a bit apprehensive about it. Once I logged into the system and the course commenced, it just seemed natural and I was eager to learn more about the module.
Being given assignments, is a two-way assessment process. It allows the students to write about what has been taught in the class, to carry out further research to improve the learning and to write a better essay or report. This will enable the lecturer to peruse and assess your understanding of the subject and mark it accordingly.   
To grasp an insight into the topic, it is essential to describe what it is about. Easy as it may sound, it does take some effort and research to describe a subject formally. Emergent leaders are people who display the expected criterion and standards of the organisation They possess the attitudes, beliefs, goals and behaviour that exemplifies the organisation. To differentiate, emerging leaders are rising stars or future leaders in the making.
We were introduced to leadership models, theories and styles. The first task, what is leadership? 
Leaders are people who are heads of an organization, group or project. Leadership creates the organisation initially. The process of influencing a group of people to achieve a common goal is called leadership. The people who are heads or lead an organization or project are called leaders. Honesty, integrity and excellent inter-personal skills, allows their team members to understand the mission and vision of the organization. These traits combined with their passion and perseverance inspires their team members to accomplish the company goals.
The first cause of action to learn about effective leadership is self-awareness. This allows us to learn about more about ourselves, strengths, weaknesses and motivations. We participated in various tests to identify our leadership styles and credentials. In any settings integrity is a must and valued highly. I find people with integrity are accountable, trustworthy and dedicated. They are able to influence members to accomplish their goals. 
We learnt about some of the attributes of leaderships; inter-personal skills, passionate, good team player, honesty, courage, fair, problem solving, informed and many others. Some of the bad aspects are corruption, lack of transparency, not listening, ruthlessness, lack of accountability and many more.
We identified some personal leadership skills. Some of my prowess are, I am a good listener, I am passionate, display integrity, patient, reliable, willing to delegate and two attributes I always get praised for being humble and an excellent team player.
We learnt about three leadership styles theories. Working in the Bangladeshi restaurants in the 1980’s and early 1990’s I faced leaderships which were autocratic. They were very strict and managed the employees similar to Taylor’s management theory. It was a tough, submissive and unpleasant experience, but one that contributed to my making of an empathetic and likeable manager. I always assumed myself as a laissez faire leader, but in an online leadership test, I achieved 23 out of 30, which confirms I am in effect a democratic leader.
There are two types of leadership styles, known as task-oriented and relationship-oriented.
Task-oriented leaders predominantly focus on the task completed within a timeline. As this involves getting the tasks done by mostly ignoring the welfare and happiness of the team members, I do not subscribe to this method. 
Relationship-oriented leadership focuses on motivating and harnessing the ability of the team members.  By trusting and displaying a balance of empathy and assertiveness helps to get the tasks completed. 
If leadership effectiveness is measured by the quality of exchange between a leader and his or her subordinates, then this makes me a relation-oriented leader. An online test confirmed my credentials with a score of 38 out of 50.
Sometimes at my workplace, few employees do try to take advantage of my kindness by testing what they may get away with. For example, putting in less effort or taking longer breaks. This whereby remaining calm I use a subtle force to remind them I am in charge and they should not be complacent. I have observed this is an effective ploy used by the brilliant lecturer, Abdullah Al Mamun. 
It is easy to lead when things are going smoothly, the real test is managing in times of a crisis, like the current COVID19 crisis. In my view effective leaders should be flexible and be able to adapt to different situations. I hugely commend the university management team for providing us all the facilities to continue our studies.
All the learning I done was to aid into carrying out my assignments effectively. The first task was a 5-6 minutes video presentation discussing and analysing my leadership traits and style. This was a challenging task for me, as presentations are my weak points. I can write a brilliant script, but presenting it can be rather daunting, it is not that I get nervous, in fact I feel confident, but my memory is terrible, and I cannot remember the dialogues. This makes me panicky, less eye contact with the audience and probably they assume I am nervous and under prepared. Believe, my reading skills are excellent, I can accentuate the subject and give all the right expressions, keep the audience informed and intrigued.
In the second task we had to peruse a case study and analyse it. It was the curious case of Ursula Burn’s ascent from the ghettos to the great heights, just the kind of inspiring stories I love. I must admit I had never heard about her but learnt a lot from studying her story.
One suggestion I would like to make is, we should have been given a short assignment to write about our favourite leader. Maybe like five hundred words about the leader and the rest about the reflection.   
Although online study has saved a lot of travelling time, been a new learning curve, I still prefer the classroom experience. I hope to meet, greet and interact with my colleagues soon.
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