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In this essay we will be looking to define leadership and identify its significance in the workplace. Emphasis will be placed on emergent leadership style which are now adopted by many organisation due to increased diversity in major corporations.
We have seen that majority of the top leaders in the world are predominantly men. They are at the highest echelon of their specific industries. In modern times, women are seeking to enter the workforce and move up the occupational ladder. However, they are currently, disproportionately represented in major organisations around the world.
The report will focus on women leadership and make an attempt to understand the challenges faced by women. Currently, we are witnessing a lot more balance except at the very higher echelons of the Fortune 500 companies. Overall, gender disparity is apparent in elite leadership positions in society. Throughout history it has been evident that men tend to accomplish themselves and become leaders in many  different industries as well as governments. Studies have shown that women have similar traits and characteristics as men, however, there is a wide gap in women holding down top leadership roles as opposed to men.
We will  evaluate why more women are not visible in the board rooms of major corporation. We will look into the case of Ursula Burns CEO of Xerox and others to see what leadership traits skills and styles they have adopted to become successful. 
Some suggestions will also be put for organisation and society to change and integrate into the work environment to afford women more equity to enable them to proceed and gain top positions.
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Leadership is a multidimensional concept and it can summon various connotations. Leadership can be defined as a trait, skill, behaviour or a relationship process. (Lord et al., 2017; Iordanoglou, 2018; Chen and Rybak, 2018; Bratton, 2020)
Leadership can be very rewarding and at times very challenging. Leaders are required for organisational success or when an organisation is declining to advocate a change (Kotter, 2012). It is in these challenging times that the leadership characteristics of an effective leader comes to the forefront.
Modern day scholars describe leadership as an interactive mutual influence process between a leader and followers and some of their functions include advocating change, motivation, managing people and resources and setting the vision for the organisation.(Northouse, 2015; Yukl et al., 2019; Ruben and Gigliotti, 2016). 
According to Scouller, (2000) a trait is an distinctive quality or characteristic of an individual, which can also be used to describe their personality and predict their behaviour and thus their leadership effectiveness. We will look into the case study of Ursula Burns CEO of Xerox and identify some of her key traits that have made her a successful leader.
Ursula was a young and ambitious woman who demonstrated many key traits for a successful leadership. She displayed high levels of integrity, self-awareness, transparency, empathy, confidence, commitment, passion and a strong learning agility. She also showed a clear vision and purpose for the organisation.
All of the above key traits are requisite for a strong leader. Ursula represented the following key traits:
Empathy: Burns inspired and motivated her employees, thereby gaining loyalty and trust. She listened to their concerns and built a strong rapport with her co-workers.
Many scholars have now moved away from the traits of leadership and are now focusing more on the competencies that make a leader effective. This is primarily due to the changing nature of work. We have seen a move from agriculture to manufacturing and now the service orientated sector is fast replacing how we work (Barley, Bechky and Milliken, 2017).
As a result of mechanisation and automation, the organisational structure and processes within have changed dramatically and emphasis is now placed on people and their development in work and society. Interpersonal skills amongst the new generation is lacking and younger generations are now using technology to communication much more.
This argument makes it more pertinent that leaders need to demonstrate interpersonal skills to be able to negotiate, persuade and influence co-workers and enterprises on a global level (Hosseini, 2011). These social skills are not taught during education and thus it is vital for the success of a leader to have such skills in order to meet the common goals of the organisation and to enhance the productivity and attainment of the people that they are leading.

Confidence: she was a graduate and relished many opportunities. She is assertive in her decision making.
It is important for a leader to display confidence so that subordinates are comfortable in following instructions to get activities completed. Being assertive shows the team members that you are in control and will make wise decision in the interest of the organisation. Having self-confidence allows you to realise your self-worth and aids in self-motivation during difficult times. It will aid in inspiring others in their personal and professional development. Ursula showed a high degree of confidence when she stood up in aboard meeting and made her views be known about diversity inclusion in her organisation. This trait allowed her to be noticed by senior management.



Emotional Intelligence: she worked with a diverse workforce and delegated responsibilities and helped to maintain and strong work culture by branding everyone as ‘one big family’.
Ursula showed immense emotional stability having to take on domestic and career responsibilities simultaneously. The ability to manage one own emotions and control and regulate the emotion directed to others has helped Ursula to become a dependable women with power and authority. She persevered in each roles throughout her promotions and her work ethics allowed her to understand the needs of her followers as she helped them to succeed.  A group needs a leader who is trustworthy and who displays high integrity. Ursula had a diverse workforce and created a strong work ethic and culture. This benefited her and the organisation in terms of team performance and organisational success.
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Historically there is very little studies on women leadership. Currently we can see a trend where women are outperforming men academically and gaining higher qualifications in various fields (Baker, 2014) and they are proving to be better leaders than men (Hager, 2018).
Some of the biggest challenges facing women leaders are fighting gender stereotypes, implicit and explicit gender bias, sex discrimination, managing many roles simultaneously, workplace flexibility and career opportunities. Research by Northouse (2019), looks into the dynamics associated with gender and leadership. He also discusses the challenges women face. Some of these challenges have been met by Ursula and other leading women leaders. These challenges can be categorised into the following:
[bookmark: _Toc47376934]Implicit/Explicit Gender Bias and Gender Stereotypes

Sexism or gender bias is the inclination to give more preference to one gender than to the other (Morley, 2020). In the workplace a group or individuals may attribute certain characteristics to an individual based on their own values and beliefs, this is a stereotype.
Stereotypes are internalised from a young age regarding race, gender and group affiliation, as groups share common values and characteristics, there is massive scope for bias to cloud judgement on individual worthiness abilities. 
Gender stereotypes can equally impact male and female leadership. For example, a male nurse may not get recognition for his work as the roles he is carrying out is incongruent ( different ) to societal or individual values and expectations (Jensen et al., 2019). Women taking on leadership roles which are incongruent to their specific gender have to display more evidence of skill than men e.g. New Zealand Prime Minister Jacinda Ardern; being a role model for tackling Coronavirus (Institute of leadership and Management, 2020b). 
Successful women leaders who display masculine traits are seen in less favourable terms (Jalalzai and Krook, 2010). This is another form of discrimination as evaluators are usually men. Their perception of leadership effectiveness can impact on performance reviews and rewards.
Bias and gender stereotypes often lead to discrimination at work and can include discrimination on the grounds of age, race, pregnancy, sexual orientation, cyber-bullying and religious beliefs (Unison, 2020). Currently, there is research to show massive pay gaps for women in similar roles as men, this may discourage women in advancing in their roles.
Women aspiring to climb the ranks of leadership need to have access to an effective network of people. For example, many business clients meet in an informal environment such as a restaurant. Women are not always invited to these events as men think that they will not attend. As a result women are marginalised as men think that they will not benefit from such interactions. This is a form of implicit gender bias also known as the ‘glass ceiling’ (Cotter et al., 2001). Men make assumptions based on their personal prejudices and not realising the implication if  the best person to negotiate the deal is not present.
Ursula would have faced these challenges as she was an ambitious young black female leader with exceptional leadership traits. She was different from the societal stereotypical view of women as being communal and having caring and nurturing capabilities.
Although gender barriers within the organisation have made some improvements, cultural values and beliefs are still impacting on women leadership in today’s society. Such societies exist which conform to the idea of men in masculine roles and being agentic; women in females roles displaying  communal traits such as supporting roles and building relationships.
[bookmark: _Toc47376935]Institutional Mindsets

Culture within the institution will play a great part in promoting and developing female leadership. If values are aligned with current societal norms and more is done to support women then it would be easier for women to reach the top. However if stereotypes and discrimination get in the way such as the UK Police, women will be put off from applying for jobs.
In the case of Shabnam Chaudhri, a senior UK police officer who faced constant racism (BBC news, 2020). The police force has previously been found to be institutionally racist . The institution  has preconceived predispositions about the individual capabilities without properly assessing , and even though she has the capabilities she is marginalised based on her gender and race. Ultimately, Ms Shabnam Chaudhri had to file a case against the discrimination she was facing.



[bookmark: _Toc47376936]Lifestyle Choices/Flexibility

Women have different priorities and preference to men. This can include work-life balance, higher education and parenting responsibilities. This in itself is not a barrier. However, it may contribute to the disparity in gender leadership.
Although discrimination in the workplace may not be apparent it is certainly in practice but not visible. (Diehl and Dzubinski, 2016). Women in patriarchal societies such as Bangladesh are suffering most as their personal barriers can hinder their chances of holding down a long-term leadership roles.
If they take leave from work they are usually marginalised for this and  time taken off makes it difficult for them to re-enter into a career. Women have  fewer developmental opportunities, less encouragement and more responsibilities in the same employment as their counterparts ( men).
Women’s educational preferences and career advancement choices can impact their ability to reach top leadership roles. For example, some women just don’t have the correct education and training for specific industries. Due to their lifestyle choices they don’t have enough continuity and experience to qualify for natural progression into a leadership role and as a result miss out  developmental opportunities for career progression.
Therefore, it is imperative that families plan for their future and take strategic steps to reach their desired career aspirations. 
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[bookmark: _Toc47376938]Equity in Maternity/Paternity

There is a legal requirements for organisations to follow government guidelines and legislation. These legislations are enacted to protect men and women from discrimination and to acknowledge equal rights for everyone in the workplace.
However, this may not be enough to afford women better chances of gaining a leadership roles. Women are biologically different to men and they have certain needs specific to their gender. Women who choose to start a family whilst in the career, have other challenges to battle with such as emotional and psychological changes.
As  a long-term solution, organisation should introduce more equity for men and women who decide to have children in their career. Mothers need more time to adapt to physical and emotional changes in their body. Fathers need more time to focus on family life.
More time given for family reasons adds more value to the organisation and increases the trust and loyalty employees will have in returning to work to continue their career. Aspiring candidates who wish to join the organisation will perform better knowing that the organisation is able to accommodate their specific needs. The outcome of this initiative will not only improve the image of the organisation but also shift the focus to a more matriarchal society.
[bookmark: _Toc47376939]Education
Children are influenced by the cultural setting that they are exposed to and the values and beliefs that are instilled in them from a young age (Yamamoto, 2019). These values and beliefs define how they view society and how they react to a situation, and what they can learn from their experience.
Education is a vital tool for informing the masses of alternative cultural beliefs and values. This knowledge can positively influence the individuals view of women and men in leadership roles. This education needs to be introduced very early in a persons life such as primary education.
Children should be exposed to male and female role models and mentors of different race. Role models are a powerful source of inspiration and motivation for most people e.g. Education, business and politics. Having sufficient exposure will empower children to understand and experience the different leadership style and move away from the masculine traits of leadership which is embedded in most societies  (AAUW.ORG, 2016).
[bookmark: _Toc47376940]Evaluation of Transformational Leadership

Transformational leadership primarily focuses on  followers needs and the culture within the organisation (Ma and Jiang, 2018). The leaders behaviour is more focused on  development of individual, their well-being and ‘transforming’ the organisation in meeting its objectives. These leaders are often concerned with gaining the trust of the team, caring for their followers and not just task-orientation. Research has shown that this type of leadership can enhance the productivity of individual and the performance of the organisation (García-Morales, Lloréns-Montes and Verdú-Jover, 2008; Para-González, Jiménez-Jiménez and Martínez-Lorente, 2018). There is a direct relationship between them and leaders are able to modify their behaviour to meet organisational goals.
Merits:
· Organisational learning.
· Improved health as compared to a laissez faire leader.
· Challenging – facilitate growth and organizational performance, innovation and creativity development of followers.
· Intrinsic Motivation - individual development and a sense of belonging i.e. organisational citizenship

De-merits:
· Employees may lose focus on the task at hand.
· Over stimulation – can lead to employee exhaustion, when they have to continually carry out the vision of the company.
· Disagreements- leader will lose their power if the team does not agree with the leaders suggestions.
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Historically, women have been viewed through a stereotypical lens although they have contributed greatly to society throughout wars and recessions. Women have shown resilience and stability in the face of adversity.
Although they have the requisite skills to become a leader they face several challenges such as implicit and explicit bias, sex discrimination, a fewer chances for personal development and career progression as a result of their biological makeup. Cultural values, norms and beliefs have impacted their presence in leadership roles. We need to move away from these pre-dated views and embrace change into our societies.
Todays leaders need to demonstrate more interpersonal, conceptual and administrative competencies as well as the signature traits of intelligence, confidence, charisma.
Important things to consider when you're thinking about being an effective leader is we all have different perceptions about signature characteristics of  what contributes to be an effective leader. However, these perceptions might actually minimise or marginalise peoples effectiveness. Consideration should be given to how we treat people or what we believe about them and  how we interact with them. This impacts our behaviour and attitudes towards them. This inadvertently can limit peoples success and the overall performance of the organisation.
Leadership is both challenging and rewarding. As we adapt to new technologies and ways of working, leadership style should also be adapted to accommodate the followers needs. People in the business are the greatest assets for the organisation and need to be nourished and challenged to bring out creativity and innovation potential.
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[bookmark: _Toc47376943]Personal Leadership Reflection

[bookmark: _GoBack]This course has enabled me to reinforce my understanding of leadership in the workplace. It has been interesting to do the self-test questionnaires to identify my philosophy on leadership, the leadership traits and skills that are requisite to become an effective leader and also to understand leadership styles and the roles leaders play in motivating and managing people in the workplace.
In this semester I have found it extremely satisfying to be able to distinguish between a manager and Leader. Figure:  As initially I  thought that they had similar functions. It has been helpful for me to understand my own perceptions of leadership and examine how they can influence the behaviour and style that I apply to my followers.
[bookmark: _Toc47376944]Leadership style and philosophy
score: Authoritarian-19; Democratic-24 and Laissez-faire-24
[bookmark: _Toc47376945]Perception of Leadership
score: Leadership is a: skill-18; Trait-16; ability-15; process-15; behaviour-14; relationship-12
[bookmark: _Toc47376946]Task / Relationship Orientated Leader
score: Task-41 and Relationship-35
[bookmark: _Toc47376947]Leadership Skill
score: Administrative: 22 High; Interpersonal 23 High; Conceptual: 20 moderate
[bookmark: _Toc47376948]Ethical Leadership
Score: duty-2; utilitarian-2; virtue-2, caring-1; egoism-0; justice-3


The results came as a surprise for me as  I thought I was an autocratic leader. Having worked in the civil service for a number of years. I was in an environment where strict protocols had to be followed at all times to maintain accuracy when processing benefit applications. Confidentiality was also very important in this role. The work was very mundane and repetitive as I had no contact with the public. I noticed how my manager would push us to meet team goals and objectives work was closely monitored and regulated and on occasions spot checks carried out to counter security and data breaches. This was necessary as we were working to protect the public fund. I believe having worked in this controlled environment I have adopted the values and attitudes that I was exposed to during my employment.
Certain limitation are apparent In an autocratic leadership. Followers may not trust the leader as they are detached from them. Boredom and resentment are likely to impact the morale of the team, performance and productivity may be affected. The leaders authority often undermines individual employee independence (Burns, 2017). Workers are not able to be open and provide suggestion to new ways of working and thus the relationship with the leader will be ineffective. As a result I found it most difficult to work with such leadership style.
McGregor (1968) proposed two theories to understand the human nature and behaviour at work and devised a strategy of management styles to meet the needs of the employee. I  personally subscribe to McGregor’s theory Y philosophy as I believe that people enjoy working and they get satisfaction from doing work which is productive.
There are three main leadership styles of which I feel that I naturally conform to the democratic style. I like to engage with my colleagues in projects that I have done. I enjoyed bonding with the team and winning their trust to complete a business plan. I was the go-to person as I showed intelligence and self confidence and had clear objectives set out to reach our goal. This could explain why I scored high on my perception of leadership as a skill. I feel that you need certain skills such as interpersonal skills, empathy and self-awareness to understand the team dynamics. This awareness can be improved upon over several positive interaction with team members and practicing mindfulness and  increasing emotional intelligence.
According to Dyczkowska and Dyczkowski, (2018) there are many disadvantages of leading in a democratic way. They attest that this type of leadership is best suited to highly skilled individuals who need little supervision or guidance. This style is more focused on relationship building and can sometimes delay critical decision if a team consensus can’t be reached. Also having many meetings about an issue can get monotonous and people might lose interest in the idea. The age of the leader can also impact on the leadership style. If a young leader is responsible for members who are more senior than them, they may not accept the authority of the leader.
However, the positive outcomes of a democratic leadership styles outweighs the cons as this style supports employee inclusion which enhances innovation and creativity. (Magee, 2015), new candidates will feel comfortable settling into the team and bring new and varied ideas. Furthermore, this style allows the leader to gain the confidence and trust of the group.
I was equally surprised to get a high score indication of Laissez-Faire leadership style. I initially did not know much about this style. I can see potential in this type of leadership where creativity is required such as television advertisements and promotions. (Hagan, 2019)
I don’t personally subscribe to this as I feel that a completely hands-off approach to any business or organisation can lead to a complete breakdown without a structure in place or co-ordination of tasks. However, If I can relate to the positive outcomes of this leadership such as increased motivation and reduced stress for the employee. Also without interruptions followers are likely to perform better and communicate ideas.
In hindsight , I feel that leadership is a balance between building strong relationships and motivating the followers to complete tasks to reach a common goal. Often, one particular style may not be suitable in any given situation and it would enhance my knowledge to understand and practice different styles of leadership as proposed by The Fiedler Contingency Model (1972) and vary natural leadership based on leader and member relations, leaders authority level and the task structure.
I believe this theory gives better self-awareness and understanding of team dynamics and the situation, so that I can adapt my style accordingly. 
To further strengthen my leadership capabilities I need to focus on my relationship skills. I scored lowest on this category. Leadership is a two-way process and is not just about the leader. Leadership is a mutual influence process (Barnett and Weidenfeller, 2016) and stipulates that followers need leaders too. They need them for recognition of performance, guidance and personal development in their career.
To increase the success of building strong relationships I can take the team out for a informal dinner or sports activity. This will allow me to understand other people perception. I can promote open dialogue in the office and have a rewards system for exceptional performance, this would motivate and inspire members and additionally, allow me to gain trust and loyalty.
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