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· Introduction
In this report I will be Critically evaluating a case study of Ursula burns, a successful woman leader and her challenges she faced in the male dominate world of leadership, this report will also take critical analysis of gender discrimination within top levels of organisation and appropriate long-term solutions to eliminate them the challenges women face.


· Leadership traits analysis

It has commonly been assumed that the definition of Traits are the characteristics, or qualities of a person’s personal behaviour which could be good or bad, by recognition of others. 
But when it come to leadership traits theory, it is said to be about personal qualities that influences others to follow an example, guidelines or direction of the person who is responsible of leading.
It is a widely held view from research into leadership traits theory that there are 6 essential characteristics of behaviour for a practicing leader to have to be successful in any leadership role the responsible person may undertake, be it, within the workplace, home, or places of leisure.
1. Intelligence= possessing and demonstrating knowledge of a specific subject or wide range of subjects with good foresight, communication, and reasoning skills.

2. Confidence= possessing high or great self-esteem, assured in their decision. Promotes and builds confidence in others.

3. Charisma= possessing a unique charm to attract and motivate others through their behaviours often possessing great communication skills to articulate clearly to their followers, encouraging, inspiring high expectations effectively.


4. Determination= possessing the focus drive to see things through to the end whilst being able to motivate others to also see things through.

5. Sociability= possessing the ability to be friendly, displaying high social esteem and socially confidence with the capacity to build and expand relationships, with diplomacy.

6. Integrity = Possessing a strong set of principles for honesty trustworthiness and responsibility taking, with a demanding passion for fairness and transparency for all
These traits are, like beacons of influence on followers of leaders, that entice the follower to believe in their leaders’ abilities to lead.
The leader’s characteristics can become levels of a standard to achieve or a role models for others to follow.
Successful leaders are believed to embody all these characteristic but tend to often specialise in one more than the others. 


· Arguments for and against leadership traits

Most studies in the field of leadership traits theory have only focussed on the behaviour of successful leaders, and the 6 important behaviours are believed to be able to sort out any situation of leadership, but there are arguments against it, Lussier & Achua, (2009) suggest “the leadership trait theory is flawed and that good leadership is attributed to the followers and the relationship that the leader has with them, than that of the leaders exalted specific trait(s)”.
However, Zaccaro. S.J (2007) points out that “if a combination of traits and attributes, mixed with various aspects linked by context and conceptualised appropriately are implemented, then they will be more likely to predict leadership, rather than using them in small doses or one by one contributions of each traits”. 
Proposing that these important leadership traits, form a firm foundation for leaders but can also be manipulated to lead in different ways that suit the type of project for various organizational structures or industries.”
Case study of Ursula burns leadership traits analysis
In the case study of Ursula burns she exudes 3 of the 6 important leadership traits.
Ursula’s stand out leadership trait is her charisma, she possesses high self-esteem and self-confidence, which promotes her sociability traits, while her empathetical approach and communication skills, both personally and professionally, reinforces her charisma to inspire and encourage others to self-improve (especially women).
combined with her integrity for honesty and transparency she has an image of trustworthiness by her colleagues, and her examples of determination for standing up for her values has inspired others.
Ursula is an intelligent woman, based on her education path, mentors, exceptional work ethics and the background she was raised into the position she is in today.
Ursula is very confident woman, she knows who she is, what she wants and what her values are. 
According to the important 6 leadership traits essential for successful leadership, Ursula burns embodies them all including empathy.

· Gender stereotypes in the workplace
I believe it would be a fair statement to say that gender stereotypes for women still exist in today’s workplace. 
There is still a clear disparity between pay and positions of power held by women in today’s workplace.
although workforces today have increased in their numbers of women, their remains deeply rooted, traditional perception biases of the role women play in society and the workplace.

· Societal Discrimination against Women’s and traditional Biases they face in the workplace.
Women’s roles in society are widely viewed, as the responsible leaders for raising children, caring, and teaching due to their naturally inherent traits of nurturing and caring, and the roles of men, to be the provider of finance security for the family and stability for the community.
This perception has become an ingrained bias and accepted view by society, that, because women are the ones to carry and bare children it is their sole position of competency, for the duties to raise children align with their natural traits



· Women’s Biases In the workplace
Because of this traditional concept, a “bias perception has also been assumed by male leaders and male followers in the workplace, that women make poor leaders due to having traits of a soft touch, indecisiveness, emotional weaknesses, and passiveness, which have been attributed to them through their duties as mothers, e.g., needing time off work or commitments to travel” Eagly and Karau (2002).
With all these traits sadly perceived by the traditional male dominant concepts of a leader, contrary to becoming successful in leadership, thus placing women at a disadvantage for promotions to higher leadership levels and higher wages, perceived by their male counterparts to not possess the aggressive nature, decisive rational, or assertiveness to succeed at top levels of organisational hierarchies. 
· Women Breaking through the biases
From the case study of Ursula burns time at xerox, in her internship, Ursula would have been subjected to these perceptions that could have hindered her aspirations of progress up xerox organisations hierarchy.
Especially 8 years into her engineering career when she became pregnant with her 1st child. Her male hierarchy could of look upon her discerningly being doubtful over her commitments to the organisation, if not a female was already the CEO of the company. 
But due to her education integrated with her adept intelligence of the digital printing industry, she became an asset to xerox. Accompanied with being mentored by Paul Allaire senior executive at the time, she was able to acquire essential leadership qualities, mainly the ability to control her emotions, which assisted her to combat the existing perceptions she encountered at xerox.
especially the fact she was unfairly viewed by some in the top hierarchy of the organisation not to be fit for the job, focusing on her age as to be too young for the responsibility role, rather than focusing on her merits to do the job competently, which she had. 
It can be led to consider that this determination of inadequacy may have be the assertion that she was a woman.
 Question being?  would the hierarchy have the same perception for a man of the same age with the same merits?
Ursula’s ability to control her emotions and be rational, also promoted her sociability skills, where she was able to communicate effectively with people from all ethnicities and gave her the cutting edge to progress on into the male dominant realm of leadership and proving women can have the same traits required for successful leadership.
· challenges faced by female leaders are accurate. 
Despite women’s numbers increasing in leadership positions in today’s workplace, the progression rates of women remain disproportionate and stagnated. 
Women still experience barriers to progression because of unspoken expectations by male leaders, glass ceiling.
For example, when it comes to top recruitment processes in organisations, women are less likely to gain opportunities based on the preconceived general opinion of their traits, suggesting women have poor management skills for being top leaders.

· Lack of female-to-female mentors
Another barrier that challenges women to advance to top levels positions in organisations, is, because of the existing lack of women in leadership positions to provide mentoring support for other aspiring females.
This has an impact on workplace relationship, as workplace relationships normally form from points of similar interest, man to man and women to women, although workplace relationships can be mixed, they are often kindred.
 Clearly, there is a noticeable discrepancy when it comes to same gender mentorship; 82% of men have had male mentors, compared to 69% of women have had female mentors”. olivet.edu (2019)
Most people who have become top leaders have had a mentor. 
“According to a survey conducted in 2019 by the Olivet Nazarene university, Illinois, USA, 56% of workers have had a professional mentor, and 76% believe that mentorship is an important part of professionalism and career development”. olivet.edu (2019)
Because of the lack of females in top leadership positions, opportunities for women who wish to advance to top level are heavily limited for female-to-female mentoring. This stagnation has had an adverse reaction for many women, as it has also reinforced the unfair perception by men that women do not have the desire to become leaders, when theirs is a reality of unspoken truth regarding adequate representation and training opportunities in leadership skills for women.
· Long term Solutions to eliminate gender discrimination

A considerable amount of literature has been published on solutions to eliminate gender discrimination / biases within the workplace. Agreeing with These studies, that have concluded, if the following long-term solutions were to be implemented by organisations, they will help to effectively remedy the current challenges women face and promote equality and more numbers of women in leadership roles.
According to Fuhl. J, “10 ways to eliminate gender biases in the workplace” (2020)
1. Actively demonstrate transparency
Organisation should show the statistics of their current discrepancies for inequality and give clear and honest information how and when they are going to combat them.

2. Support women into more senior roles
Have task-oriented leadership development with realistic targets for progression for women through the business’s functions.

3. Gender neutral recruitment
Organisation should pay more attention to key words they use when recruiting to make the equally attractive to women and men.
Adopt blind recruitment procedures, to recruit individual by merit rather than gender.
“Unilever and Vodafone have found that blind evaluation procedures — including work sample tests and neuroscientific tests of an applicant’s aptitude and skills — have helped them recruit from more diverse backgrounds.” Sage.com (2020)
4. Review of wages and standard pay structure
Regular monitoring and reviewing wages / pay structures to ensure fairness for gender or diversity is maintained for doing the same job or workloads.
5. Provide training on unconscious bias and discrimination.
To educate the entire workforce for best practices against causing biases and discrimination in the workplace.
6. Have a clear discrimination policy
So, all employees know what behaviour is to be expected from them by the organisation, and to provide appropriate means to safeguard employee and reprimand those who breach policies.
7. Provide flexible working and de stigmatised parental leave
Organisations need to change their traditional perceptions, and to focus more on family values of employees and their employee’s performance, delivery, and achievements than the time they spend in the office,
“This will help benefits working mums’ dads, and those caring for elderly parents and everyone in general.” Sage.com (2020)
8. Diversify the board
Organisation should set about diversifying the look of their board, by both gender and ethnicity and broaden their scope for talent, to help inspire more women to pursue higher levels of leadership.
9. Ensuring your organisation actively encourages women to progress
Promote a culture solely base on individual merits constantly be making sure women are encouraged to seek for promotion. And actively seeking to increase their numbers in leadership
10. , build a culture of meritocracy
Organisation should welcome and encourage all genders and ethnicities to give ideas and input from all levels of business, praising and giving credit to their contribution. While encouraging engagement from the employee.
· The cause for Transformational leadership and its relation to organisation performance
Transformational leadership according to (Shapira, 2019) is charismatic leadership that is “both people oriented and task oriented”
its theory concludes that there is not one given style of leadership to sort out all the situation that an organisation may go through, and that organisations need to change from their rigid style of leadership to be more adaptable to suit the rapid changes that occur within the organisation environment internal and external, to keep up with times and their competition with charismatic leaders that can facilitate and influence change. 
· Impact of transformational leadership on organisational performance
It is based upon a mutual exchange between the organisation and the employee of “if you do this for me, I will provide that for you!”, (Katou, 2015) to encourage engagement and motivate performance for results by satisfying personal needs of the workforce by influencing them to achieve organisational targets with rewards aligned with the employee’s personal interests. 
It focuses on the relationship between the leader, organisation, and the employee to ensure that all involve are having their objectives satisfied.
With transformational leadership Being people oriented it is built on shared values and collective vision for all to ensure the experience of achievement is always enjoyable.
· Transformational leadership in practice (case study of Ursula Burns)
For example, In the case study of Ursula burns, being both a professional leader at xerox and people orientated, embodying her genuine concern for her followers needs and her professional obligations, Ursula gained the trust of both the xerox organisation and her followers, Ursula used her charisma implementing transformational leadership theory to unite her workforce with the organisation’s objectives.
She set about diversifying the workforce by seeking people who exuded empathy to work with people for different ethnic and functional background as she understood the need to have a creative capacity for problem solving and effective leadership, input from followers was essential. 
Through her pride on having close relation with her followers gaining essential understanding of what motivates them individually and professionally. Proving the concepts of transformational theory accurate in its application.
However, the findings of the current study do not support the previous research as there is an argument “that the framework in transformational leadership are virtually non-existent.
if the ideas for transformational leadership are real, then they cannot be solely contributed to the leaders who obtained popularity via achieving goals.”  Yousaf. N (2021)
 (Referring to the case study, Ursula respect for being a long-term employee at xerox could have been the major attraction point for her popularity by her followers). 
 “Additionally, there are both positive and negative perspectives about transformational leadership, but I respectfully disagree with, as even though popularity of a leadership may benefit one project it may not be beneficial for the change that the organisation needs.”  Yousaf. N (2021)
· Conclusion of gender stereotypes
This study/research has shown that leadership skills are required to bring the best out of people, but to get good performance from followers we need charismatic men and women in leadership and that, the current male societal view of leadership needs to change, if organisations wish to survive in the rapidly changing economy, we now live in. Ursula burns is a prime example for this cause.



















· Reflection on my learning of this leadership module
From my introductory to emergent leadership skills, my perception to understanding the care that must be taken towards the sensitivity of developing, an employee, mentee, or my personal abilities for leadership broaden. 
As a class, through group discussions, we learnt about the benefits of having the appropriate skills for leadership and the detrimental harm that poor practices of leadership can have on an organisation and their employees.
I was shown methods to discover my own traits and identified personal areas for development that may hinder my personal success in leadership using cognitive questionnaires, to firstly conceptualise my opinion of what a leader is or does.
We then went on as a class to discover leadership styles and philosophies, leaning about the characteristic of each style and their places of positive and negative application. And the reasons behind why, some people adopt for their style based on theories X, Y, Z.
I gained an understanding of the difference between a task or relationship orientated leadership, focusing on the values and benefits of both in application in the workplace.
In week 6 I learnt how to further develop my leadership skill doing an online questionnaire to test my leadership skill knowledge, the test highlights areas I could improve to better my leadership abilities.
The following weeks I learnt about why leadership needs and cand be flexible in a rapidly changing economy for organisations and about the challenges women face within organisations at top levels, and why it is important to have good leadership ethics as influence is a vital aspect to leadership for a leader’s followers.
· My feelings of my experience
since taking this module, I feel have a clearer understandings and appreciation of the requirements that are necessary for successful leadership.
I remember when first learning about my traits I was quite deflated to find out that I was more an authoritarian, I generally felt that I was more a democratic person. but when I learnt about leadership theories and philosophies, broadening my scope for leadership by enlightening me to the diverse and dynamic duties of leadership.
This module made me realise the differences of interpretation people can have for leadership, gave me the sense of how important it is for the correct type of leadership in the appropriate situation. And that leadership traits play an important part in effective leadership.
I have also grown a greater empathy for having good relationships with followers and why it is essential for their input for effective leadership, for example “a greater capacity for creativity, while creating a supportive working experience for the follower to progress, enjoy and be satisfied in their job” (Johnson, 2014).
from the benefits of an influencing friendship, understanding the follower’s motivators and to influence the followers to be fully engaged in the objectives of the organisation.
· Evaluation
Overall, this module was very inciteful and enjoyable, the deliverance by the lectures was very knowledgeable and informative. Saying this despite being informative through lecture, I felt the Moodle das board was very sterile, although glossy in appearance I think that the Moodle could be more interactive especially since we our now leaning online. There were a few quizzes, but it could have been a better experience if there was video from other relevant sources, or even direct links to audio books.
Although it was great fun creating the videos explaining our traits, a great exercise to get yourself to really dissect and express your traits verbally, this was great for confidence boosting and reflection. But I believe with a structured criterion to help students develop a script it would help with future creativity to understand what is required as some people are natural in front of the camera as some are not.
The best part of my experience that I found extremely intriguing was developing my leadership skill, I was quite excited to know more about what I need to do once I learnt about my traits this module helped me understand the relationship between strong interpersonal skills and good leadership, in a concise and easy to digest manner.







· Analysis of my experience

From studying this course, I have seen that by being aware of my current view of my abilities for leadership I has prompted me to self-regulate and be more diligent in my behaviours, when leading others in my professional life as a football coach in the ways I now speak and listen to my players, at home where I practice more of a democratic style of leadership to build better relationships with my children.
And from understanding the theory behind transformational leadership it has inspired me to be more people orientated and to seek a balance between my task orientated mindset, as I now see both as important personal aspirations of mine and essential to my progressions in my leadership skills.
Improvement in these areas is important to me, as I am already a coach of young children and it is important for me to give them the best coaching experience while mentoring them to be athlete and leaders with the task of making them feel inclusive and engaged with the objectives of the team.
· Conclusion
This module has been a joy to experience and an asset of knowledge that I have just acquired. The only thing I would have loved to change if I could, would be the interaction, to learn this module live, other than online, in a learning environment would have been an experience I could imagine to be twice as impacting, but nevertheless this module has given me a structure that I can now build upon. Learning about transformational leadership has given me an ethos aligned with my personal belief and values for diversity and equality with a guideline how to produce the best results from my strongest leadership trait, which is my charisma.
· My next steps
Now that I have completed this module is to learn more about transformational leadership, but in the meanwhile, I will be working on my self-regulation skills and working on relationship building at home, work and in my Sunday league football team, as I build up my skill to become a better leader.
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