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[bookmark: _Toc66577271]Task 2
[bookmark: _Toc66577272]Part 1 - Case study analysis on change leadership 
[bookmark: _Toc66577273]Introduction 
Leadership in the organisation brings lots of changes, supports, and scopes for the employees and the management (Sidani et al., 2015). The modern era has seen the growth of female leadership in large global organisations which has been satisfactory. With benefits for the companies, female leaders still are dealing with challenges and risks. Most of the larger organisations are giving hopes and supports to female leaders to participate and to bring the scopes for the companies (Muiño and Núñez-Nickel, 2016). One of them is Ursula Burns. Ursula Burns, CEO of Xerox, has changed the business while managing the expansion and growth strategies of the company. Xerox is an American corporation serving customers with print and digital document products. The company has operations in more than 160 countries. This large organisation has a CEO of female leadership, Ursula Burns. This part of the task will focus on discussing women leadership in the context of Ursula Burns, the challenges faced by female leaders, and solutions for those challenges as well.  









[bookmark: _Toc66577274]1.1 Leadership styles of Female Leader
Different leadership styles inform the characteristics and natures of the people leading the employees in the company (Stempel et al., 2015). Organisations tend to deal with different types of leadership styles in their business which influence the growth and competitive advantages of the company. Based on the case study of Ursula Burns, she was considered a charismatic leader. She has the styles of the directive and supportive leaders for the employees in Xerox. However, there are different leadership styles are available in the business organisation among female leadership (Huang et al., 2015). Some of them have been reflected in the leadership of Ursula Burns. These are as follows:
Transformational Leadership Style: Most common female leadership style is the transformational leadership style in the business (Zalata et al., 2019). Transformational leaders mainly influence the growth of the organisation and aspire people to be better. Ursula Burns has been helping the employees to work for career and organisational growth. She valued diversity while being responsive towards teamwork. She managed teamwork regarding the vision and mission of the company. Transformational leaders focus on motivation and morale and value teamwork while managing high expectations of outcomes (Silingienė and Stukaitė, 2014). They also commit to change management for the sake organisation. Ursula Burns did the same and brought higher impacts to the industry through employee productivity. 
Democratic Leadership Style: The democratic leadership style puts the needs of employees first (Sidani et al., 2015). They support and participate in the performance while managing care and motivation for the employees. Democratic leadership, therefore, can contribute to higher employee satisfaction and higher employee retention rate. Working with team and employees, Ursula Burns has shown her democratic and supportive leadership style for the company. 
Person-Orientated Leadership Style: This leadership style places importance and significance on the growth of the employees compared to the tasks (Muiño and Núñez-Nickel, 2016). Most of the female leaders have the urge for working with the employees while being concerns about their skills and growth in the company. Ursula Burns was more of a person-oriented leader while working for Xerox. She chose teamwork and diversity while being rebellious for the lack of diversity management in the company. 
Directive Leadership Style: Most of the women leaders happen to be directive leaders with positive impacts (Stempel et al., 2015). Female leaders are put in this position to get the outcomes they desire within this leadership style. Ursula Burns knew what should be done and what should be ignored. She was directive and has a natural directive style while managing the team efficiently. In this situation, she has been able to get the position of CEO in Xerox while bringing growth to the company. 
Under different leadership styles and preferences, the female leaders are supposed to carry certain skills and understanding (Huang et al., 2015). The skills represent different alignment with the performance and activities in the company. Based on the Traits theory, some characteristics of born leaders are clear to other such as integrity, intelligence, self-confidence, empathy, and sociability (Brinkhuis and Scholtens, 2018). Based on her leadership style and decision-making, Ursula Burns was a born learner. Some of the skills required by the female leaders are as follows:
Self-Management skills: The female leaders have emotions and skills of direction at the same time. They need to learn to manage their emotions and action while working in the industry (Sidani et al., 2015). Earlier in her career, Ursula Burns was able to control the action and emotion while managing social-awareness of her environment. Ursula Burns tends to work within a team while engaging the team members. She values diversity in the workplace where her self-management skills and competency help her to be responsive to the team and to develop performance in the company. Most of the time, the leaders fail to maintain self-management skills and ethical behaviour for the company (Zalata et al., 2019). But, being the strong female leader, Ursula Burns stands up for her values and maintains her actions and performance. 
Team management skills: Team management skills are necessary for leaders to work within a team and to maintain teamwork for the achievement of goals and objectives (Muiño and Núñez-Nickel, 2016). The female leaders mostly value the people in teamwork more than the tasks for the company. Ursula Burns has team management skills which help her to maintain teamwork and to gain lots of supports from the team members. 
Coaching and mentoring: For leadership development, both coaching and mentoring is necessary (Silingienė and Stukaitė, 2014). Ursula Burns got a good mentor, Mr. Allaire, who helped her in her career journey. Also, the experience and skills of Ursula Burns have helped her to be a good leader and a coach to her team members and employees of the company. Coaching and mentoring skills are effective for female leaders to create diversified teams for the company. 
Risk-taking ability: The female leaders are supposed to work on their risk-taking ability for risk management and innovation in the workplace (Sidani et al., 2015). Ursula Burns takes risks for the success and business performance of the company while achieving competitive advantages for the company. The risk taking and management ability and skills can help female leader to create her image in the society as well. 
Communication and Management skills: The communication skills of female leaders can help them to make better impressions among the employees in the workplace (Stempel et al., 2015). Communication and interaction skills can allow them to maintain communication with diversified employees. Ursula Burns has impressive communication skills in order to make changes within the team. The employees have been able to maintain the performance while managing roles and responsibilities. The management skills of the female leaders can allow them to maintain and plan for the resource and strategic decision (Huang et al., 2015). Ursula Burns has developed management skills while managing the resource, team, performance, action, and own temper in Xerox. She has been successful and has made changes to the growth of the company. 









[bookmark: _Toc66577275]1.2 Challenges Faced by Female Leaders
Despite women’s impressive performance and productivity at the workplace, and industry, the growth of female leadership has not been effective (Muiño and Núñez-Nickel, 2016). Still, female leaders are dealing with lots of challenges and risks for their leadership and actions in the workplace. Cultural, social and religious factors are affecting the growth of female leadership in the workplace. 
The studies showed some of the challenges faced by female leaders for their roles and responsibility in the workplace (Huang et al., 2015). The perception that men dominate the leadership positions affects the acceptance of women's leadership in the company. However, work-life balance issues, politics, cultural issues, organisational culture, stereotypic leadership views, and social issues have affected women's leadership (Zalata et al., 2019). Ursula Burns did face some of the challenges in her work in the company. However, she did not face the whole category of the challenges that most of the women face. Some of the challenges are as follows:
Being treated unequally: Most of the female leaders are facing the problems of being treated unfairly. The skills and knowledge of the female need to be seen and heard as equal as men in the workplace (Silingienė and Stukaitė, 2014). Again, in some cases, female leaders may find it hard to work with team members who are negligent to comply with their leadership simply because of being a female. This has raised concerns for the female leaders in the workplace. Ursula Burns has scopes for being treated equality while achieving her dreams and business success for the company. 
Generating Revenue: The female leaders face challenges with growing their revenues in the organisation (Stempel et al., 2015). Most of the organisations have wrong perceptions that female leaders are not able to bring revenue and profit as much as men do. Hence, the challenges of being hired can be higher for the women in the small organisation. Again, there might also be a wage gap between the salary of male employees and that of female employees.
Lack of Confidence: Most female leaders have problems speaking up. The lack of confidence and energy has affected most of the women to have the right position (Sidani et al., 2015). Even organisations tend to discriminate between men and women when it comes to the measurement of the confidence. 
Cultural and Social issues: Women leaders have been put down and pushed aside within their business workplace (Brinkhuis and Scholtens, 2018). The cultural and social factors are creating challenges and risks for the women leadership in the organisation. Ursula Burns did deal with some of the social and cultural factors. But the stereotypes and thinking of the society towards male dominance have always affected the right and facilities for women leaders in the workplace. The leadership skills of female leaders can be better compared to men (Zalata et al., 2019). But the perspective of the community and society has created the wrongful idea for women in leadership. 
Challenges from the workplace: 90% of the women would confirm that they deal with the challenges in their workplace while making a decision or bringing changes (Muiño and Núñez-Nickel, 2016). The challenges for being accepted as the innovator or the leaders accepting changes are higher in women's leadership compared to men. Hence, most of the women have lacked in bringing changes to the company or increasing innovative performance (Shaked et al., 2018). However, Ursula Burns has chosen to accept the changes and to be bold in the company for her facility and challenges. She made the changes and it is hoped that all women leaders will make the changes someday. 











[bookmark: _Toc66577276]1.3 Solutions for Challenges of Female leaders
The challenges for the female leaders can affect their growth and supports for the business. However, within this modern era, the larger industries are trying their best to supports the women leadership in the companies (Silingienė and Stukaitė, 2014). Hence, for the female leaders, some of the solutions towards challenges are given below:
Being creative: The women leader needs to think "outside the box". They need to research the market and the organisation (Huang et al., 2015). Also, they need to assess their own skills and weakness to increase creativity and confidence for the sake of the leadership. Being creative can help women to make the changes in the workplace. Ursula Burns is creative and innovative for her performance and decision for the company. 
Face conflict squarely: The women leaders need to identify and acknowledge the conflict and issues in the workplace and they need to work to resolve them (Muiño and Núñez-Nickel, 2016). The perception that women feel difficulty or frightening to deal with any problems in the companies. Hence, female leaders need to develop problem-solving skills and conflict resolution skills for the sake of their performance and productivity while changing the perception of others.
Common ground: Some common interests and ground can help the female leaders to fight for the place and to bring their position in the company (Stempel et al., 2015). Ursula Burns works for diversity and teamwork while maintaining her learning and skills. This can be an effective solution for female leaders to make the changes in the organisations. 
Retain the objectivity: The female leaders are supposed to retain their objectivity and position in the company with skill development, knowledge, and persistence (Zalata et al., 2019). The women can work on their careers while learning from various sources to make the changes and to retain their objectivity.
Look for opportunities to collaborate and participate: The female entrepreneur and leaders need to look for the opportunities and options to collaborate and participate within teamwork (Reis and Grady, 2017). They need to work on their career and skills while looking for opportunities for a career. This can develop the options to collaborate in the workplace and to make an effective position for their role and responsibility. Ursula Burns has created opportunities from Xerox and developed her career from Internee to CEO. This can be encouraging to all the other women for accepting the risks and opportunities for the career.
[bookmark: _Toc66577277]Conclusion 
Business organisations are looking for female leaders to make changes in their workplace. This has been higher since the organisations have been using technologies, and dealing with the impacts of modernisation, globalisation, and global trends. Ursula Burns has chosen her dream and desire to work for the career. She fought and worked hard for the position in Xerox and made things different for her. The female leaders need to break the stereotype in the society and community while bringing changes and innovation in the company. Within their leadership and learnings, the female leaders can be effective assets for the company. 














[bookmark: _Toc66577278]Part 2 – Reflective essay 
[bookmark: _Toc66577279]Introduction 
The leadership styles of an individual vary based on their characteristics and styles (Tran and Meacheam, 2020). The skills and learning can help the individual to work on their leadership skills and performance for the company or the career. I have worked on the emergent leadership skills for the module and I have experienced some of the understanding and content. The experience and reflective observation can help the individual to gain knowledge from their action and thinking (Fergusson et al., 2019). My journey through the module and my experiences are discussed with the help of the Kolb Reflective Cycle. Kolb Learning or Reflective Cycle model represents the 4 stages of people gathering learning and knowledge through the experience, observation, and understanding of the experience (Norman and Jerrard, 2015). For my experience, the discussion is as follows:
[image: Image result for kolb's learning cycle]
Figure 1 Kolb’s Learning Cycle Model 
Source: (Lemanski and Overton, 2016)
[bookmark: _Toc43340262][bookmark: _Toc66577280]2.1 Concrete Experience 
Having an experience does not deliver the understanding and knowledge every time. The person can gain understanding from the experience while doing them and acting upon it (Tran and Meacheam, 2020). I have worked on task 2 which required the content regarding female leadership. I have collected secondary reliable data for fulfilling the aim and requirement of the paper. In this part of the work, I have read the case study of Ursula Burns and pointed out the leadership styles and skills of the female leaders in the industries. I have worked on challenges that women leaders face and the possible solutions to reduce the possibility of the challenges in female leadership. The students need to learn about the available scopes and opportunities while learning about leadership style and skills (Fergusson et al., 2019). Also, the content for the female leadership can help the individual to develop their skills and to support female leaders in the workplace. I have worked on my skills and idea while working on the chosen content of the task. My knowledge and urge for learning have helped me to develop this work effectively. 
[bookmark: _Toc43340263][bookmark: _Toc66577281]2.2 Reflective observation 
The reflective observation stage implies the procedure of acquiring the understanding of the experience and action which can stimulate skill development and knowledge (Norman and Jerrard, 2015). In this part, most of the time, the person forgets to add all the details of their experience and actions. While working with the content of leadership styles and skills of female leaders in the company, I have gained an understanding of how a female maintains her leadership styles and performance. Also, different leadership styles are available for female leadership which can affect their leadership skills and self-management (Tran and Meacheam, 2020). I have gathered lots of secondary pieces of evidence through data collection. Also, I had to critically evaluate the case study while applying my own understanding and knowledge. This has helped me to develop my skills in research and observation. The students/person with research skills can collect reliable and relevant data from the required sources for developing a proper project (Nottingham and Akinleye, 2014). Within my knowledge and skills, I have been able to develop the right content regarding female leadership and the challenges they deal with in their leadership style. 
[bookmark: _Toc43340264][bookmark: _Toc66577282]2.3 Active experimentation 
The learning and knowledge development of the individual is related to a proper understanding of any issues (Lemanski and Overton, 2016). Also, the individual can develop their skills through the reflective practice or the experience long before the observation is accepted. In the case of task 2, I have gained an understanding of leadership styles, skills, and characteristics for the leaders. I have developed leadership skills and understanding throughout the paper. I have learned how communication skills, leadership skills, team management skills, and risk management skills are necessary for leaders. The leaders are supposed to work on their skills continuously for accepting all the scopes and risks in the workplace (Tran and Meacheam, 2020). I have learned about the challenges and solutions for leadership. Also, I have gained skills of management and communication throughout the paper.  
[bookmark: _Toc43340265][bookmark: _Toc66577283]2.4 Abstract Conceptualisation 
Learning from the experience can be critical for the learners if they are unable to identify and reach the experiences (Fergusson et al., 2019). My learning and knowledge have helped me to develop some of the skills which can be helpful for the future. I have developed critical evaluation skills, communication skills, technical skills, research skills, and management skills. The students need to work on their skills with the continuous improvement strategies as there is no stopping sign in learning from others (Norman and Jerrard, 2015). However, I need to look for more skills development and learnings for my career as a leader in the organisation. I would work for personal and professional skills development for achieving more deep skills and learning within given time and resources. 



[bookmark: _Toc66577284]Conclusion 
When the students learn from the experience, they can assess their strengths and weakness and the right knowledge of the situation. They can identify what was wrong and how to change the situation in the future. I have been managing all the elements to maintain a successful project for improving my learning and experience. This part has represented the reflective practice of my experience regarding my performance in part 1. I have achieved some of the skills which can help me in the future to gain more options. Also, I am looking for more options to develop my career and experience for improving decisions for the future. 
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