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[bookmark: _Toc47098123]Case study analysis


[bookmark: _Toc47098124]Introduction 
Women’s leadership in this modern world was possibly initiated by Eleanor Roosevelt (1884-1962). Even though she was the wife of one of the most dominating president of the USA, Franklin D Roosevelt, she had her own independent and individual opinions and ideas. One of Roosevelt’s adviser recollected, “No one who ever saw Eleanor Roosevelt sit clown facing her husband and holding his eyes firmly [and saying] to him, 'Franklin, I think that you should .. .' or 'Franklin, surely you will note ... ' will ever forget the experience" (Gardner, 1995). She has achieved a number of goals which were outside the boundary of her role as first lady, some of the outlooks were different than the president’s. She even earned her own money which gave her a level of financial independence (Gerber, 2003). 
In the last 50-60 years, the role of a woman has dramatically changed in most part of the world. The increased number of women obtaining higher educational qualification is astonishing. A lot of the leadership positions in education, professions, and business sectors are now occupied by women. Even though the society seems to be more accepting of female leadership, some sectors are still male dominated. In 2005, only 1.8% of Fortune 500 companies had female CEOs (Helfat, Harris, & Wolfson, 2006), 13% had female corporate board members and only 16% had female corporate officers (Laff, 2006). This proves that women are still facing a lots of obstacles to reach at the highest leadership level. 
This report will critically explore the leadership styles of Ursula Burns, a female leader, some of the challenges faced by female leaders, and solutions to those challenges. 


[bookmark: _Toc47098125]Leadership traits
In business world, good leadership is essential to ensure success and a powerful leader must obtain the right characteristics. Skilled leaders possess certain characteristics or traits and by developing those skilled leaders can turn into strong leaders. These characteristics that are effective across a variety of group and organisational situations and these are the leadership traits (Zaccaro, Kemp, & Bader, 2004; Zaccaro 2007). 
Followings are some of the traits that are commonly associated with strong leadership:
· Confidence
· Integrity
· Sociability
· Empathy 
· Intelligence
· Charisma 
· Determination 
· Responsibility 
· Vision, etc. (De La Rey, 2005). 


[bookmark: _Toc47098126]Confidence: 
Almost all of the researchers of modern leadership agrees that confidence is one of the essential traits for effective leadership (Bass & Stogdill, 1990; Goleman et al., 2001; Northouse, 2016). A study in 2002 showed, that out of 10 reviews and researches on leadership traits, only confidence was included in the majority (8 out of 10) of the lists ( Judge et al., 2002).
Ursula Burns is an outspoken person who does not hesitate to voice her opinion and stand up for her beliefs and values. She takes advantage of the opportunities that come her way and she is willing to take risks. 
[bookmark: _Toc47098127]Integrity:
Great leaders, exhibit integrity in their leadership and it is a powerful quality for a leader who wants to make a difference (Badaracco and Ellsworth, 1989). Integrity of a leader is founded on honesty, trustworthiness, strong principles and a sense of responsibility (Bauman, 2013). 
Ursula Burns is perceived as trustworthy. Her moral values and principles influence her personal and ethical behaviour. 
[bookmark: _Toc47098128]Sociability: 
Sociability is one of the most important characteristics of an ideal leader. Leaders with sociability traits are friendly, outgoing, courteous, tactful and diplomatic. Good relationship with their workers give them fulfilment and pleasure (Northouse, 2019).
It is commonly believed that people improve more if their mentor is from the same gender. But it was the opposite for Burns, she connected well with her mentors in Xerox which was beneficial for her, her mentor and for the company. She tries to build relationships with her followers and shows concerns for their needs. 





[bookmark: _Toc47098129]Vision: 
Successful leaders have vision of where they want to take their organisation in the future. They have real long-term goals alongside of short-term goals to keep their teams focused (Gadirajurrett et al., 2018). 
Ursula Burn’s vision inspired Xerox’s mission statement, and it was transmitted throughout the whole organisation. Her trustworthiness, moral principles and integrity provide credibility for her vision. 
[bookmark: _Toc47098130]Decision making:
Decisiveness is the core of what it means to be a leader. Great leaders do not only make decision, they also take responsibility for their decision. Ultimately it is the responsibility of a leader to make decisions, but if the subordinates possess expertise or helpful information, a wise leader may consult them (Kayode, 2014). It is critical for effective leadership that followers are involved in decision making to an extent, and it is important to be able to learn from others (Vroom & Yetton, 1973). 
Ursula Burns looks for people with ethics and flexibility to work with people from different ethnic and functional background. This enabled her to change the operational process of Xerox after she became the new COE and made the company even more successful and profitable. 
[bookmark: _Toc47098131]Other leadership traits possessed by Ursula Burns: 
She has more leadership trait than the ones mentioned above, such as: charisma, assertiveness, determination, ability to motivate others, passionate about her work, etc. all these traits made her the great leader she is.   
 


  





[bookmark: _Toc47098132]Challenges faced by female leaders
Women face a lot of challenges and barriers to reach a leadership position in any organisation. Most of them are organisational barriers (T&D, 2006), and the rest are social and cultural barriers. 
[bookmark: _Toc47098133]Organisational challenges
Organisational barriers are the factors that influence the biased hiring and promotions of male and female workers. Even though these barriers or challenges differ from organisation to organisation, they can still hold women back from reaching top leadership level (Baker, 2003).
Hiring and promotion process: The selection process of most companies is the first barrier in female career advancement. A study showed that some organisations have a number of qualified women but they are simply not considered for higher positions (Burke, et al., 2000). According to another study, men at top management positions only promote other men who are similar to themselves (Van Vianen & Fischer, 2002).
Relationships at workplace: Relationships with the co-workers, mentors and bosses is another barrier for women. Most people prefers to have same gender mentors as their understanding of the limitations and difficulties faced is better. It is difficult for women to find a female mentor because in most organisations, executive positions are rarely filled by women so the access to capable mentors is limited for women (Laff, 2006). Women also need different kinds of support from their mentors than men. Many women might need more encouragement and emotional support. Most of the times, women are perceived as more emotional and deficient at problem solving. As a result, men tend to resist mentoring women. The risk of workplace sexual harassment is another reason why men avoid mentoring women (Hanson and Moir, 2008). 
Globalization: In today’s modern world, organisational leaders have more responsibility and higher expectations than before. They are having to move to new towns, cities and even new countries as organisations are relocating due to globalization. This creates new challenges for women with families and working spouses or partners (Wellington, Kropg, & Gerkovich, 2003). Another barrier caused by globalization is that some cultures disapprove, sometimes even resist female leadership (Strout, 2001). 
Gender stereotyping and leadership style: A recent study indicates that the biggest barrier women face in term of progress at workplace, is gender stereotype (Peus et al., 2015). Many organisations associate achievement and success with masculine components, such as: aggressiveness, assertiveness and task oriented leadership ability (Jogulu & Wood 2006; Envick, 2008). On the other hand, women are expected to be modest, quiet, selfless and nurturing (Eagly & Carl, 2003), which are considered to be non-executive material. Leadership characteristics are considered to be able to execute. To take criticism and to do what is best for the organisation at any cost (Nelson and Carl, 2003). Leadership styles are also included in stereotypes of women leader (Goff, 2005; Henderson, 2004). According to a study in1990, more men are task oriented leaders than women and more women are social leaders than men (Marrujo & Kliender, 1992). As the requirement of leaders increased, men were favoured over women due to their task oriented leadership styles (Ryan & Haslam, 2007). Recently in some cases, social leadership style of women are preferred and valued (Jogulu & Wood, 2006).   


[bookmark: _Toc47098134]Social and cultural challenges
Lack of motivation: Allegedly, most women are happy with their current position in their workplace and they do not have the drive to excel. From recent study, it is evident that 55% of women who are not currently in leadership position, have got the desire reach the highest level in their organisation (Elmuti, Jia and Davis, 2009). But many women lose their ambition to be in a higher position because of some difficulties, such as: prejudice, family demands, lack of oppurtunities, discrimination, etc. (Annis, 2008). 
Family responsibility: Mainly women take care of most families despite their positions at their workplaces (Hughes, Ginnett, & Curphy, 2009). Women face great difficulties to balance the demands and commitments of family and career. Only a small number of female CEOs and executives have children as the commitment would affect their career (Welch & Welch, 2007). On the other hand, many women give up their jobs for their families (Baxter, 2000; Wallace, 2008). For women, the decision to take on leadership positions is, a lot of the times, connected to a specific time of their family life. Such as: when their children started to go to school or left home, etc. (Toma`s et al. 2010). After having children, women starts to refrain from travelling and working long hours due to their family responsibilities. This reduces the possibility of getting promoted (Woodard, 2007; Hewlett, 2002; Lyons & McArthur, 2005).


[bookmark: _Toc47098135]Gender stereotypes Ursula would have to combat as a leader in Xerox:
Ursula Burns would have faced a lot of barriers throughout her leadership role in Xerox. Some of these are as followings:
· Sexism: As she is a woman, she would have to struggle against biased and stereotyped view that female leaders are weaker than male leaders.
· Discriminations: She would have had to face the invisible barrier that women have to go through to reach the higher leadership positions. 
· Fixed perceptions: There is a lack of female role model for leadership. Women are thought to lack flexibility, they are emotional and sensitive. Burns would have faced these fixed perceptions about female leadership. 
· Male chauvinism: Burns would have found herself in situations where women were treated like property belonging to men, and not as people. She also would have faces encounters in which women’s qualities and achievements are thought to be beneath those of men.
· Patriarchy: Burns would have had to fight against the system that allows men to hold more power. It is evident in the case study, in one of the executive meetings, she was not satisfied with the answer to why Xerox had such a small number of workers from different ethnic background. She stood up in front of everyone and exchanged some arguments with the executive. 


[bookmark: _Toc47098136]Long-term solutions to gender discrimination in leadership:
The issue of gender discrimination needs to be addressed and solved soon. It might take time and effort to eliminate gender discrimination in leadership, but the right procedure will ensure its success. Some long-term solutions to gender discrimination can include:
[bookmark: _Toc47098137]Diversity and inclusion policy:
Organizations need to learn how to manage diversity in the workplace to be successful in the future (Flagg, 2002). Every organisation should have diversity and inclusion programs. These programs will promote gender diversity in leadership and help create an environment where gender diversity is practiced for hiring, retention and termination by management.
[bookmark: _Toc47098138]Education system:
Children should be raised, respecting one another as individuals and learning to question the roles they are assigned to as boy or girl. It is important that gender equality should be included in our curriculums as early as nursery.   
[bookmark: _Toc47098139]Trainings and development programs:
Designing trainings and development programs to encourage gender equality is another way to handle the issue. These programs will help employees to explore attitudes, beliefs and values on gender issues and change their mind-sets.
 


[bookmark: _Toc47098140]Conclusion:
This report of the case study on Ursula Burns, focuses on female leadership, it also looks at leadership styles of Ursula Burns and some challenges that she face. It also includes some gender stereotype challenges that women leaders face these days and solutions for them.
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[bookmark: _Toc47098143]Introduction:
As we have completed the first term of the last year of BA Leadership and Management program, I realise that I was greatly benefited from the modules. The module Emergent Leadership skills for the Workplace has helped me to learn about different leadership styles and behaviours as well as understand my own leadership ability. 


[bookmark: _Toc47098144]Reflection: 
John Maxwell, a leadership expert said, “A leader is one knows the way, goes the way and shows the way”. In my opinion, this quote sums up the qualities of a great leader. In my understanding, leadership is having a clear understanding of the goal and motivating a group of people towards achieving that goal. 
Among the great leaders of the world, Prophet Muhammad (SAW) is the best leader in my opinion. But there are other great, influential leaders such as, Nelson Mandela, Mahatma Gandhi, Winston Churchill, Barak Obama, etc.
I think leadership is a trait, an ability and a skill. Some people naturally have leadership quality embedded in them when for others, it is a skill that can be developed. 
I was in a leadership position for a couple years at my workplace, I had to lead a group of 20 people. I am also a mother of three teenagers. From my experience I feel that my leadership traits are determination, integrity and sociability; among them the strongest one is sociability. The positive sides of this trait are,
· I can build social relationships with my co-workers quickly
· I communicate well with the staff, they feel comfortable to share their ideas and opinions which enables me to gain their respect and trust
· I can handle stressful situations like conflicts and confrontations diplomatically and effectively
I spent a lot of time to listen to my co-workers, their opinions and ideas and incorporate them into the final decisions so that my co-workers feel valued and appreciated and part of a team. This took a lot of times and at times it was very stressful for myself. So the negative sides of this trait are:
· Stressful
· Time consuming
For this module we did a few self-assessment tests to determine our leadership styles and behaviour. 
Before taking the self-assessment test I thought my leadership style is democratic and autocratic but slightly heavier on the democratic side. The result showed that I am equally democratic and autocratic as the score was exactly the same which I was expecting. But what surprised me was my leadership style actually was Laisse-faire as the score was one point higher than the other two. So I started researching about the characteristics of Laisse-faire leadership style and realised that the result of the test might actually reflect the truth. In my opinion the positives of my leadership style are:
· I am little laid-back
· I do not try to control others
· I let people carry out tasks without interference unless I have to
· I do not micro manage people
· As there is minimal interference, people are more relaxed
The negatives are:
· At times it gets quite difficult to complete tasks on time
· Sometimes people take advantage and they do not put effort
· As the deadline proceeds, it gets more stressful
· I end up doing other people’s jobs as well as mine to complete task on time
I guessed that my leadership behaviour would be task oriented rather than relationship oriented. It is not because I don’t value relationship as I do value it immensely but my focus is always on completing the task on time. The scores from the self-assessment test was very close but task oriented was higher. 
The strength of this behaviour is that it ensures that the deadlines are met and the jobs are completed. The weakness of this behaviour is that it can lead to lack of employee creativity which can result in low morale in workplace. 


[bookmark: _Toc47098145]Conclusion: 
We completed some self-assessment tests for this module. In my opinion, they were very beneficial. Some of the results may have surprised us, but overall I think they successfully assessed our leadership traits, styles and behaviours. These tests and the knowledge that we gained from the lessons, have enabled me to be aware of the deficiencies I have as a leader and the way I can improve them. They have also made me confident about my leadership ability and styles. 
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