


[bookmark: _Toc67915053]Executive Summary
There are two parts to the following report. Part one will discuss women’s leadership traits, personalities, leadership styles, and the challenges that women may face in their role as leaders. To demonstrate some of the challenges, this report will examine the experiences of Ursula Burns, ex-Chief Executive Officer (CEO) of Xerox. Many women like Ursula face diverse challenges, such as discrimination and projected stereotypes. The report will also consider short-term and long-term solutions to the challenges women in leadership can face.
Part two of the report will be a personal reflection of my learning in the Emergent Leadership Skills Module. I will be reflecting on my own leadership style and discussing my learning and action plan for future development. 



















Contents
Executive Summary	1
List of Figures	3
Part 1 Case Study	4
Introduction	4
What is leadership?	4
Leadership Traits	5
Drive	6
Desire to Lead	6
Honesty/Integrity	6
Self-Esteem /Self-Confidence	6
Open-Mindedness	7
Intelligence	7
Knowledge of the Business	7
Extroversion	7
Ursula Burns’ Leadership Traits	8
Gender Stereotypes, Challenges faced by Females in Leadership and Solutions	8
What is a Gender stereotype?	8
Great Man Theory of Leadership: Leaders are born, not made	9
Challenges and Solutions	9
Transformational leadership	11
Organisational performance	12
Relationship between transformational leadership and organisational performance	12
Conclusion	13
Task 2 Reflections	14
Introduction	14
Gibbs Reflective Cycle	14
Emergent Leadership Module Learning	14
References	16



[bookmark: _Toc67915054]List of Figures
Part 1
Fig, 1. ‘Ursula Burns’ extraordinary rise to the top’............................Page 4
Fig 2, Leadership Traits.........................................................................Page 5
Figure 3. Additive effect of transformational leadership...................Page 12
Part 2
Figure 1. The Gibb’s Reflective Cycle.....................................................Page 14














[bookmark: _Toc67915055]Part 1 Case Study
[bookmark: _Toc67915056]Introduction 
This report will explore leadership and the extraordinary rise to the top of Ursula Burns. Coming from humble beginnings to becoming the first African American woman to become CEO of a fortune 500 company, Xerox in 2009.
[image: ]
Fig, 1. ‘Ursula Burns’ extraordinary rise to the top’, (A Katsomitros, April 1, 2019).
[bookmark: _Toc67915057]What is leadership?
Leadership is the act of motivating and inspiring a group of people to work towards achieving a common goal. Leadership carries a great responsibility including being influenced and motivated by your followers. Within a business setting, it would mean a leader directing employees and colleagues with a strategy to meet the requirements of the company and learning to adapt in accordance with the needs of the employees.  
Even though women are inspiring and achieving globally on various platforms, there are still relatively low numbers of women in leadership roles. The report will look at evidence how women in leadership roles use their skills to empower others and nurture employees to foster and promote growth and productivity. 
Whilst there has been progression, showing an increase in the rise of accepting androgynous leadership, research suggests that the stereotype of a “successful leader” is still defined in masculine terminology (Koenig, Eagly, Mitchell & Ristikari, 2011)—emphasised by the aphorism “Think male – Think leader” (Schein, 1973, 1975).
[bookmark: _Toc67915058]Leadership Traits
A trait in a person can be a distinguished quality or characteristic. Traits can be noted by someone's behaviour and attitude towards others.
Leadership traits refer to a range of personal qualities and characteristics which reflect an individual’s competency and effectiveness in a leadership role.
Businesses may use this information during the recruitment process to employ leaders who already exhibit these traits and they use the understanding to help existing staff with development to become better leaders (Barnett, 2003).
Although many organisations use traits and personality tests to recruit and promote leaders, research has shown that during recruitment an individual who is perceived as an effective leader may not prove to be an effective leader in the future or during organisational change (Crawford, Gould & Scott, 2003; Southwest Educational Development Laboratory, 2004).


Fig 2, Leadership Traits
Researchers study these key traits of successful leaders to understand better what makes an effective leader. The knowledge is then conveyed to businesses to use on different levels for organisational leadership (Chekwa, 2001).
[bookmark: _Toc67841060][bookmark: _Toc67915059]Drive
Leaders are typically self-motivated people. This inner force manifests itself in a variety of ways. Like Ursula leaders with drive put in more effort overall, they aspire for greater results, they work with more energy, they also are tenacious, and they are more inclined to take the initiative rather than relying on anyone else to do it.
[bookmark: _Toc67841061][bookmark: _Toc67915060]Desire to Lead
[bookmark: _Toc67841062][bookmark: _Toc67849272][bookmark: _Toc67914552][bookmark: _Toc67915061]Effective leaders also have a deep willingness to take on leadership positions and responsibilities. While some people choose to let others take the lead, leaders prefer to take the lead themselves.
[bookmark: _Toc67841063][bookmark: _Toc67915062]Honesty/Integrity
The moral dimension of leadership is extremely important. Honesty and integrity are important attributes for successful leaders. This is important for instilling faith and trust in employees and other associates, without which a leader may fail to achieve. Dishonesty does not necessarily turn up right away, however it can over time. There are many cases of corporate leaders who are successful for a time but then suffer severe consequences as a result of deceptive or unethical activities. After a time of great success CEO of Volkswagen, for example, Martin Winterkorn became entangled in ethical and legal controversy (E Mujkic & D Klingner 2019).
[bookmark: _Toc67841064][bookmark: _Toc67915063]Self-Esteem /Self-Confidence
The characteristics, self-esteem and self-confidence, are intertwined and prevalent in effective leaders. It may be better to consider these traits from a negative viewpoint. For a leader, a lack of self-esteem and self-confidence is extremely problematic. When these qualities are absent, a leader's actions are plagued by doubts and insecurities. 
An effective leader is usually self-assured in their values, strategies, and actions. This confidence is crucial because it helps the leader to remain focused on the right path despite challenges and concerns from others.
[bookmark: _Toc67841065][bookmark: _Toc67915064]Open-Mindedness
[bookmark: _Toc67841066][bookmark: _Toc67849276][bookmark: _Toc67914556][bookmark: _Toc67915065]Successful leaders are more receptive to new ideas and experiences. They appreciate the value of creativity and are more inclined to accept ideas and feedback from others. This spirit of open-mindedness does not necessarily clash with self-confidence and self-esteem. If they do, the outcome is normally negative.
[bookmark: _Toc67841067][bookmark: _Toc67915066]Intelligence
Intelligence is an obvious quality that many organisations search for in leaders. According to studies, this is an essential qualification. Pure cognitive capacity has also been proposed as a "requirement" qualification. It is seen as critical for advancement into leadership positions. Most individuals within an established group of leaders usually possess high levels of intelligence.
Pure cognitive capacity is also just one form of intelligence. The development of relational and emotional intelligence is also essential for leaders. A dependence on strict cognitive intelligence can stifle successful leadership.
[bookmark: _Toc67841068][bookmark: _Toc67915067]Knowledge of the Business
Awareness of the company is another essential component of the leadership trait formula. Even when an individual possesses all of the natural leadership qualities, a lack of understanding and experience is nearly impossible to quash and proceed to success. A leader must be knowledgeable in his profession, and the most successful leaders are experts with extensive knowledge. The ability to adapt is essential as a leader with extensive knowledge, as what is working for an organisation today may not necessarily prove profitable in the future.
[bookmark: _Toc67915068]Extroversion
Being an extrovert is another personality trait that is often associated with leadership. Leaders have outgoing, social personalities, which enables them to take control and operate on their own initiative. It also assists them in the critical role of communicating with and inspiring followers through relationships.
While many successful leaders are extraverts, there are also examples of successful leaders who have not been. Other strengths can often compensate for a leader's lack of extraversion, or a leader who is not necessarily an extravert can teach himself to become more outgoing in behaviour when required, but this does not alter the leader's personality type. Examples of great leaders who are introverts by nature, are of Bill Gates of Microsoft and Mark Zuckerberg of Facebook. 
[bookmark: _Toc67915069]Ursula Burns’ Leadership Traits 
Ursula Burns demonstrates most strong leadership traits such as drive as she began life in a low-income household and was raised by her single mother. Ursula graduated in mechanical engineering and proceeded to Columbia for her master’s degree, her perseverance and achievements highlight high intelligence, self-drive and determination. 
In 1990 when the then senior executive at Xerox asked her to become his executive assistant, her acceptance of this new challenge shows she possess open-mindedness, willingness to learn, develop and progress. 
It was during these years and when she worked with the then Chairman Paul Allaire, she gained extensive organisational knowledge, developed and honed her leadership skills. 
Ursula had great desire to lead and drive as she managed many businesses even after she married and became a mother of two children. Since becoming the CEO of Xerox Ursula has received a number of accolades and yet she has been described by many as ‘down to earth’. Ursula is seen as a charismatic leader by many and was also noticed within her organisation for her outspokenness, demonstrating her confidence led to many promotions and development opportunities.
Ursula been described as honest, standing up for what she believes in, values, and speaking up for herself, which shows confidence. Ursula also engages and gets along with the other team members from diverse ethnic backgrounds, and this shows she has integrity and excellent sociability skills.
Ursula possess all the traits of a great leader and encompasses them into her own inspirational and nurturing leadership style.
[bookmark: _Toc67915070]Gender Stereotypes, Challenges faced by Females in Leadership and Solutions
[bookmark: _Toc67915071]What is a Gender stereotype? 
A gender stereotype is a general assumption or presumption about the qualities or characteristics that women and men should or should not have, or the tasks that women and men should or should not undertake.
Women in leadership roles will face some type of gender stereotype discrimination at some point during their career. 
Leadership is a multifaceted topic and has been a subject of research for many years. Many scholars have developed leadership theories to determine why some individual’s make great leaders. 
Leadership theories vary in opinion, some state that individual’s require inherent traits that they are born with, some theories say your characteristics and persona are developed with the situation you are in and some theories will promote practice of the common behaviours of great leaders.
Some earlier leadership theories ingrained gender stereotypes, which are still prevalent and followed today. 
[bookmark: _Toc67915072]Great Man Theory of Leadership: Leaders are born, not made
A very early theory of leadership is ‘The great man theory’. This theory states that some people are born leaders, with a gift of unique characteristics these people are able to stand out from the crowd and reach positions of authority and power.
Thomas Carlyle a theorist who is mainly associated with ‘The great man theory’ once said,
“The history of the world is the biography of great men” (Bligh, 2011).
We have records of many exceptional male leaders in the past like Nelson Mandela, Mahatma Gandhi and Abraham Lincoln who captured the imagination and amassed huge followings, without undertaking any kind of leadership training. These people persevered to rise to the top when millions around them in the same situation at the time did not possess the competency to do so.
We have many female leaders historically who have changed the world, such as Emmeline Pankhurst, Margaret Thatcher, Rosa Parks and Boudicca. However, their heroic actions are not celebrated as often or as well known as their male counterparts.
[bookmark: _Toc67915073]Challenges and Solutions
Most small children look up-to their parents and as mothers usually take on the main responsibility, they are often perceived by children as heroes. Mothers create the best tasting food, heal wounds, help with school projects, manage to fulfil requests in some way or another; children will often comment; ‘Mommy is the best, she can do anything’ there is blind belief in a woman’s capabilities. In early years stages, elements of respect as well as love is evident, research needs to be carried out to study why as times goes on, the respect for women’s abilities are diluted and lost. 
One long term solution would be to undo years of lack of representation of female efforts and achievements. 
Nurturing the future generations to maintain the respect for women on various influential medias and fostering equal rights and opportunities from a young age will contribute to change. 
An Australian Federal Minister Sarah Hanson-Young exposed many senior members of parliament, due to suffering years of workplace bullying. Initially, questions being raised by male colleagues eliciting that Sarah had been promoted to her position by having affairs with male bosses as she was too young to be a minister. Sarah described this as gossip designed to destabilise female politicians (Guardian, 2021).
Ursula faced similar discrimination as she was considered too young for the types of responsibilities she had. 
One solution to these problems is for talented females to gain the support of a sponsor or a mentor. A mentor can guide and advise women in their current position and a sponsor can act as a woman’s advocate to assist her career progression. Ursula, similarly, had the benefit of an advocate in the start of her career outside of engineering when Wayland Hicks a senior Executive at Xerox asked Ursula to become his executive assistant. The following year she became executive assistant to the chairman Paul Allaire. These advocates were seniors in Xerox and held positions of decision making and authority, this instantly gave Ursula more credibility (Britton, 2016).
Shadowing these senior executives also gave Ursula an opportunity to learn leadership skills and develop organisational knowledge.
Women can reach out to senior executives in their organisations to become their sponsors, either by arranging a meeting with them or asking someone in the organisation to introduce or refer you. They can then express what assistance they require and what they would like to achieve.
The relationship with these senior members helped Ursula avoid gender discrimination, which many women face. Gender discrimination can occur within organisations, when women apply for assignments requiring travel and the opportunities are awarded to men based on a gender stereotyping decision that a woman with small children would not be able to travel away from home due to her responsibilities as a mother. 
Prior to becoming CEO at Xerox, Ursula worked with the then CEO at Xerox Anne Mulcahy. Both women gained from this mentoring and even described their time together as a true partnership ("Ursula Burns | USOC Board of Directors", 2016).
Governmental enforced fair workplace policy and practices should be in place so that females do not continuously face issues when trying to resolve discrimination within the workplace. 
Another solution is a requirement for businesses to prove they are offering equal and inclusive opportunities.
A short-term solution for gender discrimination would be to offer more flexible work options to women in and pursuing leadership roles, as a better work-life balance is often a necessary and temporary requirement for women.
Women should be given more opportunities to express views and ideas. It was Ursula’s outspokenness during a board meeting which initially bought her to the attention of management at Xerox.
More leadership training programs and exclusive opportunities for women.
Not all gender discrimination is intentional or malicious. Organisations need highlight areas of gender discrimination where it can be done unintentionally. Men and women both need to work together to change mindsets. For example, some male seniors will hold back in fear of upsetting a female colleague. They should be more forthright, challenge and provide more affirmative feedback to women in the workplace, this will internalise and develop assertiveness and the inner leader in talented females.
[bookmark: _Toc67915074]Transformational leadership
Transformational leadership is a management style that inspires, encourages, and motivates employees to evolve and make change happen in order to help the business succeed and form its potential success. This is achieved by executives leading by example with a clear sense of organisational culture, employee ownership, and workplace freedom (Upadhaya et al. 2014).
[bookmark: _Toc67915075]Organisational performance
Analysing a company's performance in relation to its priorities and goals is called organisational performance. (Richard et al. 2009) organizational performance encompasses various areas of an organisations outcomes: financial performance, product market performance, the shareholder return and the economic value added. 
[bookmark: _Toc67915076]Relationship between transformational leadership and organisational performance
During the past two decades, researchers have been assessing transformational leadership and its impact on organisational performance (Bryant, 2003; Griffin, 2003). Four factors have been recognised as being demonstrated by effective transformational leaders. 
	Idealised influence - attributes and behaviours

	+

	Individualised consideration

	+

	Inspirational motivation

	+

	Intellectual stimulation

	=

	Performance Beyond Expectations


Figure 3. Additive effect of transformational leadership
Source: Hall, Johnson, Wysocki and Kepner (2002, p. 2).
An outcome of this research is the isolation of four factors now accepted as being exhibited by effective transformational leaders. Their additive effect is summarised in Figure 1. (Source of expectations: Hall, Johnson, Wysocki and Kepner, 2002, p. 2)
To successfully accomplish organisational goals, transformational leadership focuses on real-time challenges, sets new benchmarks, creates awareness, and motivates and forms the actions of subordinates. (Manshadi et al., 2014; Nagy and Edelman, 2014; Middleton et al., 2015; Jiang et al., 2017; Matwally and El Zarka, 2017; Arif and Akram, 2018). Research has suggested that the role of every manager in an organization should be of a leader instead of just a manager (Hall et al., 2015). 
By coaching and enabling Ursula at Xerox, the organisation benefitted from the combination of Ursula’s operational knowledge and strengths as a leader. Transformational leadership enhances Organisational success (Sun and Henderson, 2017; Maaitah, 2018). Transformational leadership also improves employee performance when working in groups and teams (Amin et al., 2016). 
Leadership traits are not consistent, all leaders who have reached a position have of leadership have some form of validity. However, leaders are subjective. Historically leaders like Hitler had amassed great number of followers to carry out horrific crimes and atrocities. Followers and employees will emulate the qualities of a leader they admire. The evaluation of a leaders qualities will also depend on the perspective of those conducting the evaluation, including evaluating whether the qualities are immoral. When transformational leadership is used immorally there can be dire or unethical consequences.
On the same note if a transformational leader’s vision and inspiration is seen by employees as unethical or trivial, they may stop following. Any unethical actions could lead to a leader losing all credibility.
[bookmark: _Toc67915077]Conclusion
Women’s right still have much progress to close the gender gap with leadership roles. 
The onus should not be place on one single sector or males, the efforts to combat gender discrimination should be a joint global effort. 
However, women around the world are achieving parity in terms of educational achievements and increased female employment levels.
Transformational leaders have tremendous capacity to encourage success beyond expectations and to effect enormous changes within individuals and organisations through charisma, individualised attention, intellectual stimulation, and inspiring encouragement. It appears to be a form of leadership that is well-suited to the present era of instability, global uncertainty, and organisational disruption.
There are some drawbacks to this style of leadership, particularly in terms of idealised power. Transformational leaders have the ability to transform themselves and their organisations, with this power is a great responsibility to maintain moral obligations.
Strong social and organisational cultures that can be created, which can be liberating or oppressive.
[bookmark: _Toc67915078]Task 2 Reflections
[bookmark: _Toc67915079]Introduction 
Part two of this report is going to be a reflective essay. I will be reflecting on my learning of the Emergent Leadership Skills module. An excellent tool to use when writing reflections is the Gibb’s Reflective Cycle. Writing reflections reinforces learning and development. 
[bookmark: _Toc67915080]Gibbs Reflective Cycle 
The six stages of Gibb's reflection model are: Explanation, Emotions, Assessment, Interpretation, Conclusion, and Action Plan (Gibbs, 1988).
[image: Reflective Practice - University Study - Study Skills - 301 - SSiD - The  University of Sheffield]
Figure 1. The Gibb’s Reflective Cycle (Nishamali et al, 2013).
[bookmark: _Toc67915081]Emergent Leadership Module Learning
Leadership can be a passion for many including myself, however the prospect and responsibility of becoming a leader is still daunting for me coming into my last year of studies. The first lesson in the term we looked at a case study about a college teacher who didn’t start his career very well as a swimming coach but went on for forty years to build experience and become a great leader. 
I learnt from that exercise that leadership is not only about learning and developing your own self, its about developing and learning from your followers. I also learnt that being able and learning to adapt in leadership is essential.
During a lesson on leadership I was questioned about what kind of leader I am. As I am currently studying full-time, my only leadership role is leading and guiding my children. I explained to my lecturer that I follow an autocratic leadership style and laissez-faire. To which the lecturer replied that that they are the complete opposite and conflicting. I did not convey what I meant at the time due to my own limited understanding of leadership knowledge. I was aware that during the school hours I was following an autocratic style of leadership with my children as they were all studying from home during the covid-19 restrictions whilst remote learning was in effect. However, in the evening I was being completely relaxed and allowing my children to experiment with cooking, decide what movies they would like to watch and what activities they would like to do. 
I then realised that my knowledge of leadership styles was limited and had more research to do. 
I then went on to explore my own leadership traits and using online tools to discover what type of leader I am. I found from the tests that I was following a democratic leadership style and as I continued with my studies I realised just how vast the current research is on leadership and learning to work on improving my inherent traits I can also train to develop necessary leadership traits to become a better leader. I also learnt that during the covid-19 restrictions I had adapted to situational leadership to deal with the situation I was in at the time.
Creating my presentation video also helped me highlight and cement my learning. I appreciate that remote learning is restrictive for lecturers in terms of what they can include in their lessons, I did feel like a practical exercise would have been an effective way of helping us to realise our potentials and weaknesses. I remember during level 5 in a Project Management lesson, we had a task to complete and one class member emerged as the leader and everyone followed blindly, even though the guidance was wrong. We failed to successfully complete the task as a team, but the awareness and realisation we gained from the practical task was invaluable going forward in that module and my personal learning journey.
I have really enjoyed the assignment tasks. I initially assumed the case study of Ursula Burns was fictional. It was only when I started my research that I realised the Ursula was real and all of her great achievements. I have also learnt from how Ursula dealt with the barriers and discriminations she faced. In future I will continue to research how successful female leaders have overcome issues, so that I could follow suit if I ever find myself in a similar situation. I have found the study inspirational, a guest speaker working for women’s rights or inspirational video would have been a great addition.
I have two daughters and one son, my learning on emergent leadership skills has really inspired me and I feel braver to make changes in my parenting style and to really change the mindset and perceptions that men and women have regarding women’s abilities. As the issues with gender discrimination are disguised sometimes with our cultural belief system or blamed on religion. 
I have implemented a new teaching style within my household where I will be teaching my children about male and female inspirational leaders. I will also include the many inspirational great female leaders from Islam including the wives of many prophets’ (may gods peace be upon them all) and Mary the mother of Jesus, so that in future cultural misguidance can be exposed and refuted and religion cannot be accused for holding the women in my family back from achieving greatness. 
Looking forward, I have noted from the results of traits tests and research of where my weaknesses lie. I need to improve my assertiveness and ability to delegate and learn from my followers, as leadership is a learning journey as much as it is about coaching and influencing. Leadership is about being influenced and the learning the ability to be able to adapt. 
I have also learnt that on the journey to becoming a leader, it won’t happen overnight, I may fail in which case its important to reflect and adapt and finally to ask for the support of a senior within an organisation and let them know my aspirations and request mentoring and advocacy support.
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