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The number of females in management level increases in recent years.  Hefferman, (2002) in Eagly & Carli (2003) states, “the future of business depends on women”; yet the masculine dominance is still deeply embedded in the thoughts of organisations (Schedlitzki and Edwards, 2014).   This essay will critically analyse the leadership traits of Ursula Burns and other female leaders and how their leadership style impact on their follower’s performance. Furthermore, the report will look at the challenges faced by female leaders and suggest long term solutions to gender discrimination as well as how transformational leadership has helped the organisation to perform better. 
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According to research the trait approach to leadership focuses on the patterns of behaviour such as the personality and physical characteristics of a leader.  The consistent traits in an individual shape a successful leader in any situation (Fleenor, 2006; Sharma & Jain, 2013).  It is believed from research; leaders are born with these personality traits and the particular competencies influence their actions and makes a them different from non-leaders. 
The fundamental traits for an effective leader include the following:  
Motivation, sociability, intelligence, self-assurance, diligence, trustworthiness, open-mindedness, confidence, and conscientiousness. 
Based on the case study, Ursula Burn’s demonstrated the following leadership traits: 
· Intelligence: Burn’s was educated and very intellectual.  She had strong verbal ability which appears to make her a better influencer and charismatic to others in her team. 
· Self- confidence: This is a very powerful methodology which Burn’s represents in her approach, she was a woman of honesty and powerful words who speaks up and encourages other women to speak up.  By this, she worked her way up her career path with numerous promotions.  She’s an outspoken person and stands for her values and what she believes in; with this she grabs opportunities that come her way.
· Integrity: Leaders may be honest and have good intentions, but if they don’t consistently deliver on what they promise, they won’t be trusted.  Being honest is very important to Burn’s, she is truthful with others, straightforward, communicates her thoughts and ideas, and leads by example.  
· Empathy: Burn’s had a high level of emotional intelligence which allowed her to understand the feeling of others and be more interactive with conversations which made her relationship stronger.  
· Sociability: She is socially aware of her environment and believes in the value of herself as well as her employees; she was loved by them and was described as a down-to-earth person. Burn’s had the skills to communicate her words which earned the trust of her followers and created a motivated workforce.
· Determination: Burn’s had high levels of effort and the desire to lead as well as to think of ways to influence others about what should be done.  Burn’s always tries to make improvements with what she is doing because of her initiative she had strong desires to promote change and solve problems.
Self- confidence: Burn’s had a firm belief in her powers; she was convinced with her level of education and strong work ethics, that she is equally capable in the workplace.    She did not let globalization be a barrier to her as she would travel anytime requested.  Similarly, the high confidence of Indra Nooyi (CEO of PepsiCo) has reached her to the position she is today. After earning her degrees in India, she went to the United States to further educate herself; moving from one business industry to another.  She was anxious to make mark in the real world and eventually leading a company with over 260,000 employees.  She is always looking to change for better and create a work culture where everyone enjoys.  This trait is beneficial for leaders; as a result of Nooyi’s confidence she was not afraid to take risks of her passion which ultimately measured a positive impact (Freeland, 2020).
Believing in one’s abilities distinguishes leaders from non-leaders.  Confidence is important for a leader because it encourages them to build a clear vision of what they want to accomplish.  To be successful a leader needs to convince their followers that they are worthy of being followed (Sharma & Jain, 2013).  This has been demonstrated in Burn’s willingness and strong desire to take responsibility.  She showed self-confidence which made her followers certain of the decisions and goals.  Self-confidence is an important trait as this helps leaders to remain focused and achieve something amazing; however, being less confident or less certain can make them hesitate and become less effective in their role. Burn’s communicated intellectual knowledge at several levels and had the ability to interpret information to the management; using this information she was able to create visions and show her eagerness to take control as well as to carry out her challenging role as a female leader.  Burn’s was confident to reveal her interests, dislikes, abilities, and talents. 
Empathy/Sociability: Evidence shows Burn’s high level of emotional intelligence (E.I.) enabled her to develop a robust social awareness of her surroundings (Goleman, 1995; Northouse, 2016); which encouraged team building, managing conflict and inspiring others.  She was appointed to assist students access the White House national learning program (STEM) in order to make their future better by accomplishing the high-quality education.  Being a charismatic leader, she also demonstrated concern for her followers needs. Additionally, according to Jones, et al (2019) Christine Lagarde, president of the European Central Bank states: 
“If you’re in leadership it’s not only about you, it’s the other younger women who are coming up in ranks, so that the day when you stop, they are there to also take space” 
This illustrates the importance of showing concern for the well-being of the followers; and Burn’s dedication was to consider the interests of the people in her team to establish good working relationships and work ethic.  Similarly, Jacinda Arden (Prime minister of New Zealand) has gained a high level of confidence and trust because of empathy.  This trait has allowed her to create an open communication with her country.  With the new worldwide pandemic spread New Zealand was one of the first county to impose a national lockdown in March 2020; The success to reduce the spread was a collective effort of New Zealand as a whole, who have abided by social distancing restrictions and this is only because of Arden’s leadership style, her messages are soothing and clear, and this approach works very well.  As Arden lifts lockdown after coronavirus not only did she address the economic recovery she also specified the societal wellbeing of her nation (Friedman, 2020).

In addition, Indra Nooyi CEO, PepsiCo leads with people in mind, her approach in leadership means to do the right thing for her employees and customers as she speaks directly but in a kind manner; as an appreciation for the service of her employees she annually sends out personalised notes to both employees as well as their parents to say thank you.  This simple trait of understanding the value of employees inspires people to look up to their managers as a role model (Jepsen, 2018).  Thus, the success of a person in the workplace primarily depends on how leaders communicate and manage them.  

[bookmark: _Toc47019239]Challenges faced by female leaders

The gender stereotypes Burn’s would have had to combat in her leadership role may include: 

· Discrimination: Despite Burn’s diverse experiences she may be judged against her appearance/gender and age.  For example, although she may have been employed for longer at Xerox or better qualified than other applicants; every time Xerox offer a promotion, she may be discriminated against her ethnicity since she is identified as an African American woman and other applicants may all be White-Americans.  Due to this Burn’s would have had to break the gender glass ceiling.  
· Sexism: Society view women as sensitive and emotional and believe they will struggle to lead, for this reason, Burn’s may be viewed as a weak leader as opposed to men.  
· Patriarchy: The understanding that males are more powerful and superior to women is engraved in the minds of the society; that women are secondary and lack in power and most of the higher positions are held by men.  This has been understood in Burns experience in their executive meeting; where she was not satisfied regarding ethnic backgrounds and exchanged some arguments with the executive.
· Glass ceiling discrimination: This describes the invisible barrier that prevents women from advancing up in the hierarchy or corporate ladder (Jakobsh, 2012).  If Burn’s was unable to speak up or manage her emotions effectively, she would have had to combat and break the gender glass ceiling.  
One of the widespread stereotypes about women is that they are believed to do the housework, cook and clean; people are more comfortable about women being in nurturing roles.  Such woman stereotype not only is accepted by men but women also; people do not perceive women as being brilliant and limit women’s role in business, politics as well as the workplace.  Despite the equal pay right which was introduced in 1970; this pay discrimination still persists today (Petter, 2020).  The gender pay gap measures the difference in average hourly pay between men and women in the UK for doing the same work as men.  For example, women earn 39.9% lower compared to the median hourly wages for men at Barclays Bank PLC and occupy 20% of the highest paid jobs and 62% of the lowest paid jobs (GOV.UK, 2019).  Similarly, Visier.com (2018) states, the promotion rate for men in 2015 was 12.8 while the rate for women was 12.1. 
Bleidorn et al. (2016) revealed that women had a lower self-esteem than men.  Despite this, woman can successfully lead as a manager provided that they appear confident.  However, women who display too much confidence may appear unpleasant to her peers at the top and be seen as inauthentic and not feminine enough; yet when they display too little confidence, they are displayed to be vulnerable ‘too feminine’ and not recognized to suit the top job.  It is believed that more women will eventually leave the workforce to take care of their family.  According to CLC (2020) women managers were 25% more likely to achieve top performer status compared to male managers.  A male and females’ life can take two different paths in the workplace because of their gender; a woman may take up to 12 months parental leave however a male has access to 2 weeks leave.  While a woman is on parental leave she will miss out on her promotions and when she returns, she most likely will go back to reduced hours to balance work and childcare. For this reason, women get taken off the career ladder and it is difficult to get back on track.  A woman may not be considered for a promotion as part-time work is less likely to be available in senior roles.  However, Jacinda Arden (Prime minister of New Zealand) inspires the possibility of having a family, career and power at the same (Hampson, 2018).  Being the youngest prime minister of New Zealand, she has shown the world what real leadership is pursuing a successful career as a wife and mother with only six weeks maternity leave (Moore, 2019; Hampson, 2018).  In a BBC political interview Arden mentioned she has travelled with her baby on various trips where she mentioned her husband is always in close proximity to support her with her new-born.  This shows women don’t have to choose between family and career.  Similarly, Burn’s was a wife and mother of two children, regardless of Burn’s experiences her age was a concern, people saw her as being unable to accomplish her responsibilities because she was young.  However, she did not let the presence of the stereotypes harm her or become a barrier for her success in receiving a good education while being raised in a low-income housing community by a single mother; neither affect her leadership role at Xerox.  Her position at Xerox exposed her to different leadership qualities and her career continued to grow; Burn’s was very smart; she had a strong cognitive ability where she was able to analyse complex information and see opportunities or threats.   
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Young women should be encouraged to excel in their education such as in the science and engineering fields.  It makes a difference to see more females in those fields who influence other women in the society.  Hawken (2018) reveals Meghan Markle’s top 10 women who inspired both her personal life as well as her career to fight for women’s empowerment.  In an interview Meghan Markle (UN Women’s advocate for political and participation in leadership) inspires equality; she speaks about how women make up more than half of the world’s population and their voices can effect change in the society if they all stand together to raise awareness of gender equality.  This can be done via campaigns and workshops arranged by community leaders; in doing this, women can share their experience and people will be more aware to close the gap.  Women’s involvement highly matters, and they need to become active in their communities and local governments as well as in the highest parliamentary positions.
Work experience from early life is key in order to develop leadership skills and Burn’s had this opportunity at Xerox where they understood the importance of a diverse workforce.  The challenges women face differs dramatically depending on the work environment and culture. Burn’s had superior technical knowledge about the business and understood the key technological decisions and concerns that face the company and was named 50th most powerful black women executive in America.  It is very important that women like this are seen so other women can see this and believe it is possible for women to reach the top.  She had a powerful platform even if it were a place of conflict; because she believed in herself, and she was able to face any situation by remaining focused in her career pursuing her dreams to become CEO of Xerox.
There are many actions an employer can take to foster an equal work environment.  They can allow employees to take the advantage to work remotely from home while taking care of themselves and their families.  This can include arrangements to work flexible hours; work being divided in to shifts so women can ideally go back in a full-time capacity doing more hours at work while sharing the care of her child and domestic work with her partner.  Work flexibility should also be encouraged to men also, so it isn’t just seen as a benefit for women (Government Equalities Office, 2020).  This solution will also help close the gender pay gap to give women equal opportunities in the workplace.
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Transformational leaders work closely with their teams to identify change as well as influence them to accomplish a common goal (Madanchian, et al (2016).  This highlights the importance of sociability to leadership effectiveness.  It is believed that a person’s belief in one’s ability matters greatly in one’s performance.  Similarly, this style of leadership creates a higher level of motivation so, employees work enthusiastically and optimistically to foster the spirit of teamwork and commitment.  Transformational Leaders inspire their followers by showing a clear vision and a positive outcome; this can be interpreted through good practice and inspiring them through their personal charisma and showing them, they are willing to make changes.  Transformational leadership is different to transactional leadership as transactional leaders use rewards and punishments to motivate employees in the workplace, similar to Taylorism (Reshef, 2001).  Transactional leaders are very focused on getting results and not particularly concerned with the welfare or the well-being of their employees.  Therefore, employees who perform tasks as specified receive a reward in exchange for their efforts while those that underperform are punished. 
The ability to understand and manage emotions results in having a powerful reputation and professional success (Mindvalley, 2018; Mayer & Salovey, 1997).  This illustrates the great benefits of emotional intelligence which allows a person to connect with others, adapt to change quickly and display a compassion to followers.  This is also shown in Arden’s leadership style (Silverman, 2019).  The leadership engagement creates a connection that raises the level of motivation and morality in both the leader and the follower.  
In Burns case, she was a transformational leader as she changed the organisations culture as soon as she took over as CEO at Xerox, this shows that Burn’s was not afraid to take risks or change things; her main goal was to empower her followers to speak up by providing them the support to implement their decisions.  This type of leadership creates a higher level of commitment and motivation and she is noted for her frankness and ability to take risks.  These skills have been collected over the years during her career path and introducing it in her daily activities while managing.  She is a charismatic speaker, approachable and compassionate and really wanted to change something.  Research shows women reach the director level and stay there (Andrews, 2020).  However, Burn’s was a person who believed in change and wasn’t a person who just wanted to sit in the same position all her life.
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Women in leadership positions are rising which shows they are more responsible and reliable.  However, stereotypes have a powerful influence; it can take hold of a person adversely and affect their ability to achieve something.  Similarly, Dweck (2015) states, the mindset of a person and how they perceive their abilities play an important role in their achievement.  However, people who fall under the weight of stereotype lose the ability to see the importance and capability of the unique individual they are.  Women are still under-represented in science and engineering fields as these are seen as male-dominated fields; and society think woman will struggle in leadership roles as opposed to men who are seen more in control and competitive.  Moreover, women leaders tend to undervalue and under promote their own work.  Therefore, women should develop their own personal brand highlighting their accomplishment and their contributions throughout their career. 
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Kaleem (2016) analysed the various leadership styles; based on these results and a self-assessment questionnaire it was identified that my leadership style is democratic.  I like to consider people’s opinions when working within a group where they feel more involved in the team and valued.  Research shows leaders should consider this option of leadership if they have difficulties with motivating employees, productivity and employee engagement as employees who are connected to where they work and teams with high engagement are more likely to report excellent performance. 

However, sometimes this style of leadership can be a problem or ineffective; when there’s a tight deadline or difference of opinions.  So, in this situation it’s best to make a decision of your own; this is autocratic style of leadership therefore depending on the situation; when I’m in a rush and things needs to be done quick, I may change my style to autocratic where I will set a clear structure which will include a timeframe in order to get things done accordingly.  I feel authoritarian works well when I am leading during a tight deadline. I also believe my leadership style varies depending on the task and situation.  This has also been highlighted by Kaleem (2016) where she states, there is no one correct way to lead that fits all situations this depends on the task one is trying to achieve.

 As part of this module I took part in a self-assessment questionnaire, where I discovered my leadership traits; honesty, determination and sociability were my three most important traits.  However, out of these traits, I found Determination as being my strongest; for me, determination means emotional strength.  In my previous place of employment when I had a task at hand, I would go out of my way to complete it within the best of my ability.  I am always determined to accomplish the task before the deadline, whatever it takes.  The positive impact from this trait is that I easily gain trust from the people I work with, because they have faith that the task will be completed on time.  
This module was taken online, and I believe it saved me a lot of time managing family and studies at the same time.  The topics were explained giving real life examples and I believe we were given time to absorb the information in and the overall module was explained very clearly.  Students would be invited to get involved in the group discussions and this really helped me with my understanding as well as developing my social skills.  
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