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[bookmark: _Toc67840810]TASK 2 – PART ONE 
[bookmark: _Toc67840811]CASE STUDY ANALYSIS ON CHANGE LEADERSHIP
[bookmark: _Toc67840812]INTRODUCTION
The following report is an analysis from the case study on leadership styles and is focused on one female leader Ursula Burns who is the ex-Chief Executive Officer at Xerox, also a discussion will take place on challenges faced by female leaders and some solutions will be conversed to solve these challenges. Armstrong (2016) implies that leadership is where an individual uses people and resources to achieve their objectives. This also involves motivating people and creating a vision for the future and inspiring them to perform well to reach this goal. The case study discusses women’s leadership styles and the experience of Ursula Burns and how she became successful at Xerox as a female leader as well as gender stereotypes of leadership behaviours. Leadership traits will be explored as and the traits that Ursula Burns holds which enables her to be successful, further on gender stereotypes will be looked at and what Ursula had to face as a female and the challenges and solutions will be given. Then after that the relationship between transformational leadership and organisational performance is discussed and then a conclusion will finalise the report.
[bookmark: _Toc67840813]LEADERSHIP TRAIT ANALYSIS
Singh & Karunes (2000) imply that a leader trait is a physical or personality characteristic that can be used to differentiate leaders from followers. Attributes, charisma, confidence, Intelligent, determination, sociability and integrity are seven key qualities that are said to be associated with great and effective leaders and different traits can be used to influence the way an individual lead (Northouse, 2019). Being charismatic as a leader will allow you to build good relationships with your followers, charismatic leaders are charming and use their personality to win over their team and can also use good communication skills to do this. 
Gallos (2008) explains the importance of communication skills for organisational leaders by referring to the fact that leaders need to communicate with different organisational stakeholders daily, different stakeholders hold their own aims and objectives. However, being too charming can lead to some leaders becoming arrogant and overconfident about themselves and not being aware of how others are feeling. This is where it important to have emotional intelligence be aware of how those around you are feeling. Using this trait in this way can result in team members not liking their leader and may start to lose loyalty from them and will not get full productivity out of the team. 
Leaders who show sociability are friendly, outgoing, considerate, thoughtful, and diplomatic as well being sensitive to others needs and show concern for their wellbeing (Morden, 2012). A leader having good sociability trait in the workplace can help with relationships because they can effectively manage and resolve any conflict as well as gaining respect from colleagues. These types of leaders are usually self-motivated and have a very good attitude and tend to have high emotional intelligence therefore are an asset to their organisation and colleagues. Having the ability to interact with co-workers is a very important skill that contributes to overall organizational success (Goleman, 2000). However, leaders who do not have this attribute can make their colleagues feel unappreciated and feel like management do not care about them so will not be happy to be at work and this will not create good working relationships.
Ursula Burns shows many qualities such as being charismatic, approachable also an empathetic leader, she has said that these have been formed from the influence of her mother. Furthermore, she has strong faith that dreams can come true and to achieve your dreams you must have a good education, strong work ethics, and be courageous. Ursula has high emotional intelligence and is socially aware of the environment around her which put her in a good position to lead her team and achieve her objectives and become successful as a leader. As she was empathetic towards her team members especially those from diverse ethnic backgrounds whom she gave attention to enabled her to engage well with her team. She was not happy with Xerox having so few workers from her ethnic backgrounds so stood her ground and used her voice to speak up for them show how socially aware she is which resulted in her being promoted.
Being compassionate towards her managers and staff is what made Burns so successful as she takes a real interest in people and this earnt her so much respect and loyalty from the team. Burns is a leader who is representing her own gender and is encouraging and empowering other women to follow their dreams and pursue their careers and not let anything hold them back. She is a role model for all women to follow her traits of being honest and setting an example of ethical behaviour and is always seeking to improve her own performance.
[bookmark: _Toc67840814]GENDER STEREOTYPES, CHALLENGES AND SOLUTIONS
Gender stereotypes are beliefs about what women and men are like, and what characteristics and behaviours are expected of them or considered acceptable (Agars, 2004). Since women are perceived to be soft, caring, and compassionate, while men are perceived to be cold, competitive, and authoritarian, some people may believe that women are less effective in leadership roles than men, even though they can be equally effective (Eklund et al, 2017). While evidence shows that women are capable of high performance, they are still underrepresented in top-level leadership roles as compared to their male counterparts, as only six percent of corporate CEOs and top executive positions are held by women (Matsa & Miller, 2011). This is because many women are hesitant to pursue CEO positions due to societal expectations about male and female roles. Women continue to lag behind men in business leadership positions, despite the fact that the world is changing. According to a Pew Research survey, only 26 women are CEOs of Fortune 500 firms today, accounting for only 5.2 percent of the female population (Council, 2018).
Many of these stereotypes are around social and cultural issues of women being in leadership roles, many have concerns of women having children which can lead them to work part time positions or even leaving their careers. Obstacles between work and family lack of support causes friction with professional demands, causing women to postpone their progression into management or executive roles (Alvinius, 2017), women do not want to be in this position of having to choose career or family. Ursula Burns faced many of these obstacles, especially because men are perceived to be better leaders than women, but her biggest criticism was that she was too young to take on the responsibilities of becoming a CEO. Ursula Burns made history as the first African American woman to lead a Fortune 500 company when she became CEO of Xerox in 2009 (Katsomitros, 2019). The organisation was very male dominated, so she did very well to get to the position did, as a black female leader she faced a lot of bias especially because many people do not imagine women to be in such high positions.
Women face many challenges including salary gaps, corporate culture, gender bias and work life balance, but they just want to be treated equally with their male counterparts and given the same opportunities. Not being treated equally and fairly has consequences for women, economically and demographically, as they exit the work force due to lack of progress (Hewlett, 2002). Many organisations have an organisational culture that has been built by men for men, so it has hard for women to fit in and creates a barrier for them to even try to reach those senior positions.
Especially those industries that are male dominated such as engineering, construction, and science with many more where women just do not have the confidence to compete against men. However, it is improving and there is certain male dominated industries that are trying to attract women and there are those women who are going against the stereotypes and gaining the qualifications and skills to get into those industries. The following is a list of figures in which women are thriving and the percentage of women employed:
	Health and Social Work — 78%

	Education — 70%

	Accommodation and Food Services — 54%

	Real Estate — 53%

	Public Administration and Defence — 52%


[bookmark: _Toc67840815]Fig 1. Percentage of women employed, (Big Brand Ideas. 2021)
Ultimately to prevent gender bias of certain roles that are said to be for women and men, society needs to be educated that gender stereotypes should not be perpetuated. The education system needs to open the same paths it does for men for women also and all industries should accept women on merit and not gender. These male dominated job roles should be promoted for all and women should be encouraged to incorporate into these fields with organisations providing equal career opportunities. 
It is important for women to stand up and use their voice like Ursula Burns did and make those around them aware of their ambitions and seek support to achieve their goals (Ellemers, 2014). Leaders in organisations need to take a stance and create a culture where there is no gender bias, and all are treated equally which can be shown by equal pay for the same roles also putting in training programs. By eliminating these obstacles in male-dominated sectors, organisations would be better able to recruit and retain women into these leadership positions.
[bookmark: _Toc67840816]RELATIONSHIP BETWEEN TRANSFORMATIONAL AND ORGANISATIONAL PERFORMANCE
Transformational leadership is a leadership style in which a leader collaborates with teams to recognise desired change, develops a vision to direct the change through motivation, and implements the change with the help of committed members of a group (Hay, 2006). According to (Kearney & Gebert, 2009) transformational leaders are role models who enhance inspiration, confidence, and job efficiency of followers by different means, this style of leadership encourages people to achieve unexpected or extraordinary results. 
There are basically four components of transformational leadership as shown in figure 2 below. These elements are used by leaders to transform and motivate their team to perform well and meet all their organisational vision and needs by influencing, inspirational motivation, individual mentoring and encouraging creativity. Transformational leadership aims to fulfil all of individual’s needs to motivate them and this can be used by fulfilling Maslow’s Hierarchy of needs to ultimately transform them into leaders. The fulfilment of one level of human needs drives motivation and behavioural improvement to meet higher levels of needs, according to Abraham Maslow's hierarchy of needs theory (Dye et al, 2005).
[image: Transformational Leadership]










[bookmark: _Toc67840817]Fig 2: Elements of transformational leadership (MBA Skool Team, 2020)
Transformational leaders such as Ursula Burns who has high emotional intelligence and has empathy towards others therefore created loyal and respectful relationships with her team members. Burns also had a role model in Mr Allaire whom she was mentored and coached by and influenced her to think outside of the box which benefitted both as well as the organisation. 
Analysing a company's results in relation to its priorities and goals is called organisational performance (Lusthaus, 2002). The role of the leader is to lead to get the best performance from the team for the organisation by creating strategies and making decisions on how the vision or objectives of the organisation are going to be achieved. Being a transformational leader and possessing the attributes of inspiring and encouraging their team members to perform at their best can make the company succeed, just as Ursula Burns did with Xerox. She had strong internal values and strong morals taught by her mother and she was focused on taking a democratic approach to let her team be creative, learn and grow to work as a team to perform well. However, this can sometimes be a downfall as the team maybe so focused in engaging with their leader that they forget or get side-tracked about the organisation’s goals.
By connecting job performance to valuable incentives and ensuring workers have the tools they need to get the job done, transformational leadership assists companies in more efficiently achieving their current objectives (Madanchian et al, 2016).
[bookmark: _Toc67840818]CONCLUSION
To conclude this report has highlighted how a woman of Ursula Burns calibre had such an impact in an organisation dominated by men, she influenced and empowered her team to create success at Xerox. She overcame barriers and set a precedent for other women to follow, she showed what is possible when you stand up and use your voice. There are many women who use her as an example and have started to overtake men in education and started careers in male dominated areas such as construction and engineering. Overall, having effective leadership in an organisation is key to motivating and influencing a team to good organisational performance and reaching its objectives.
















[bookmark: _Toc67840819]PART TWO – REFLECTION OF EMERGENT LEADERSHIP
[bookmark: _Toc67840820]INTRODUCTION
Currently I am studying a module on emergent leadership as part of my BA Management and Leadership course, I am going to discuss my self-reflection of my own experience on how the module went in learning about leadership. Stricker, et. al. (2018) has identified that learning and leadership are interconnected as well as an important factor for organizational success. To do this I will be using Gibbs reflective cycle ‘It is not sufficient simply to have an experience to learn. Without reflecting upon this experience, it may quickly be forgotten, or its learning potential lost. It is from the feelings and thoughts emerging from this reflection that generalisations or concepts can be generated, and it is generalisations that allow new situations to be tackled effectively.’ (Gibbs, 1988). I will also be discussing my personal traits and leadership style as well the approach that I take in my workplace at The Carphone Warehouse to lead my team.
[bookmark: _Toc67840821]DESCRIPTION
This module was outlined to present leadership by concentrating on what it implies to be a great leader, with an emphasis on putting leadership into practice. The module has enabled us to explore the key responsibilities of leadership in the workplace and the critical importance of the objective analysis of personal strengths and limitations. After exploring leadership and how various leadership theories has evolved with time from leadership as skills to leadership as being influence. As Lunenburg (2012) suggests that a true leader can influence others and alter behaviour through genuine and referent power. This made me think of my own leadership style and traits that I have and how these can be used to influence and lead a team.
[bookmark: _Toc67840822]FEELINGS
Before starting the module, I was curious and excited about what I would be learning and how this will help for any leadership job roles or further learning that I might do in the future. The lectures were interesting and informative, and all being done online because of the pandemic so this made me feel a little anxious, but the lecturer made the lectures interesting and informative. Also, there was a lot of interaction from my fellow classmates and the debates that we were able to have online was just like being in the classroom. However, I did not always feel brave enough to speak up especially when there were people talking over each other, in these instances I just felt like leaving them to it. 
[bookmark: _Toc67840823]EVALUATION
The modules have made me realise how the theories and concepts that have been learnt can be applied in real life settings however I think there are many more theories that have not been covered in the module. Such as the Path Goal Theory which suggests that the leader’s role is to create and manage subordinate paths toward individual and group goals, to clarify expectations, and to supplement the environment when sufficient rewards from the environment are lacking (Vroom & Jago, 2007). Doing some further reading on these can help me to gain further knowledge and improve on my own skills in my workplace. Anything that I did not understand from the lecture I was able to go back on to Moodle to view the lecture slides and go through them in my own time and gain further clarification on what had been said and gain further understanding which was very useful for myself. 
[bookmark: _Toc67840824]ANALYSIS
From learning about leadership styles and traits of leaders such as Bill Gates and Mother Teresa, and what consists of these traits enabled me to establish my own leadership style and characteristics which specifically helped when It came to do my video presentation. These were discussed in the lectures and getting different peoples views on what they think is involved in leadership also helped me to gain more knowledge and the realisation of how team work really helps in every situation. Belbins (2010) team roles suggests that each person has certain strengths and weaknesses that can be used for the success of the team. The module has made me more aware of the areas where my weaknesses are such as how to manage a team in different situations and what approach to undertake.
[bookmark: _Toc67840825]CONCLUSION
From this module I have learnt that whatever approach I take in leadership there needs to be clear structure and process that is pursued to influence my team to achieve objectives. To achieve this, I could follow Douglas McGregor’s Theory X and Theory Y, he believed that understanding the motivations and attitudes of workers was central to knowing how to become an effective manager (Hattangadi, 2015). The experience of this module has been highly valuable for myself because of the knowledge that I have gained on aspects such as the importance of communication and being socially perceptive which enable me to put the theory in to practice. 
[bookmark: _Toc67840826]ACTION
I plan to put the theory I have learnt in to practice in my job role by improving on my democratic leadership style and creating good working relationships with my colleagues. I will be more open to the opinions of my colleagues and be more empathic towards them when making decisions. I also plan on gaining further knowledge on management by doing online courses such as an agile or Prince 2 management course.
[bookmark: _Toc67840827]PERSONAL LEADERSHIP STYLE
From my own experience of working as a supervisor for Carphone warehouse in the repairs department and taking on a democratic leadership style where I look to work with my team together to come to decisions to achieve our goals. Unlike an authoritarian style I do not like to be so stringent and direct towards my team therefore I like the whole team to be a part of the decision and encourage communication and give them guidance so they feel more a part of the team and in turn I gain more respect for myself because I am giving them a voice even though I will have the final say. This way everyone feels apart of the team and are motivated to work harder because they were part of the decision and have a sense of commitment and loyalty to reach the end goal. Like they say more heads are better than one as research has shown from the wisdom of the crowd technique that better decisions can be made by asking more people than asking one even if they are expert in that field (Luttgens et al, 2014).
[bookmark: _Toc67840828]CONCLUSION
Overall, I think taking on a democratic style of leadership is good for the organisation as it builds good relationships in the workplace and boosts morale of the team therefore more production is achieved. But ultimately it is the leader who needs to direct and guide the team to achieve the best results. Hence, I am always learning to become better and influence my team to get the best out of them which is why doing this module and taking on further learning improves my own skills and knowledge.
 










[bookmark: _Toc67840829]REFERENCE LIST

Agars, M., 2004. Reconsidering the Impact of Gender Stereotypes on the Advancement of Women in Organizations. Psychology of Women Quarterly, [online] 28, pp.103-111. Available at: <https://journals.sagepub.com/doi/10.1111/j.1471-6402.2004.00127.x> [Accessed 24 March 2021].

Alvinius, A, 2017. Contemporary leadership challenges. Rijeka: InTech, p.69.

Armstrong, M., 2016. Armstrong's handbook of management and leadership for HR. 4th ed. London: Kogan Page, p.4.
Belbin, R, 2010. Management teams. Oxford, U.K.: Butterworth-Heinemann, p.127.
Council, F., 2018. Council Post: 15 Biggest Challenges Women Leaders Face and How to Overcome Them. [online] Forbes. Available at: <https://www.forbes.com/sites/forbescoachescouncil/2018/02/26/15-biggest-challenges-women-leaders-face-and-how-to-overcome-them/> [Accessed 25 March 2021].

Dye, K., Mills, A. and Weatherbee, T., 2005. Maslow: man interrupted: reading management theory in context. Management Decision, [online] 43(10), pp.1375-1395. Available at: <https://search-proquest-com.ezproxy.uwtsd.ac.uk/docview/212099767?pq-origsite=primo&accountid=130472> [Accessed 27 March 2021].

Eklund, K., Barry, E. and Grunberg, N., 2017. Gender and Leadership. Gender Differences in Different Contexts, [online] Available at: <https://www.intechopen.com/books/gender-differences-in-different-contexts/gender-and-leadership> [Accessed 24 March 2021].
Ellemers, N., 2014. Women at Work. Policy Insights from the Behavioural and Brain Sciences, [online] 1(1), pp.46-54. Available at: <https://journals.sagepub.com/doi/10.1177/2372732214549327> [Accessed 26 March 2021].

Gibbs, G., 2021. Learning by Doing: A Guide to Teaching and Learning Methods. London: Further Education Unit, p.9.
Goleman, D., 2000. Leadership that gets results. Harvard Business Review, [online] 78(2), p.78. Available at: <https://web-b-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=2&sid=b2c72054-f052-4423-99e9-a54f77c665f5%40sessionmgr102> [Accessed 23 March 2021].

Hattangadi, D., 2015. Theory X and Theory Y. Dr. Vidya Hattangadi al. International Journal of Recent Research Aspects, [online] 2(4), pp.20-21. Available at: <http://www.ijrra.net/Vol2issue4/IJRRA-02-04-06.pdf> [Accessed 16 March 2021].
Hewlett, S. A. (2002). Executive women and the myth of having it all. Harvard Business Review, 80(4), 66-73
Katsomitros, A., 2019. Against the odds: Ursula Burns’ extraordinary rise to the top. 

Hay, I., 2006. Transformational leadership: characteristics and criticisms. E-Journal of Organizational Learning and Leadership, 5(2), p.4.

Ideas, B, 2021. More Women are Thriving in Previously Male-Dominated Industries - Fresh. [online] Fresh Student Living. Available at: <https://freshstudentliving.co.uk/2021/03/05/women-taking-over-industries/> [Accessed 26 March 2021].

Kearney, E. and Gebert, D., 2009. Managing diversity and enhancing team outcomes: The promise of transformational leadership. Journal of Applied Psychology, [online] 94(1), pp.77-89. Available at: <https://web-b-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=3&sid=38bddc36-bf2d-4ccc-84c8-2574183169c8%40pdc-v-sessmgr03> [Accessed 27 March 2021].

Worldfinance.com. Available at: <https://www.worldfinance.com/markets/against-the-odds-ursula-burns-extraordinary-rise-to-the-top> [Accessed 25 March 2021].

Lunenburg, F., 2012. Power and Leadership: An Influence Process. International Journal of Management, Business and Administration, 15(1), p.5.
Lusthaus, C., 2002. Organizational assessment. Washington: Inter-American Development Bank, p.12.

Lüttgens, D., Pollok, P., Antons, D. and Piller, F., 2014. Wisdom of the crowd and capabilities of a few: internal success factors of crowdsourcing for innovation. Journal of Business Economics, 84(3), pp.339-374.
Madanchian, M., Hussein, N., Noordin, F. and Taherdoost, H., 2016. Effects of Leadership on Organizational Performance. Economics and Education, [online] p.116. Available at: <https://www.researchgate.net/publication/305323612_Effects_of_Leadership_on_Organizational_Performance> [Accessed 28 March 2021].

Matsa, D. A., & Miller, A. R. (2011). "Chipping away at the glass ceiling: Gender spillovers in corporate leadership", working paper wr-842, American Economic Review: Papers and Proceedings

Mewton, L., Ware, J. and Grantham, C., 2005. A question of leadership: Which skills and competencies will be most critical for leaders as the workplace continues to evolve? Leadership in Action, [online] 24(6), pp.14-15. Available at: <https://eu.alma.exlibrisgroup.com/leganto/readinglist/citation/6523420390002421?auth=SAML> [Accessed 21 March 2021].

Morden, T., 2012. Principles of management. 3rd ed. Hampshire: Ashgate Publishing Company.

Northouse, P., 2019. Introduction to leadership: Concepts and Practice. 5th ed. California: Sage Publications.
Singh, S. and Karunes, S., 2000. Leadership Styles, Traits, Roles and Practices down the Ages. Vision: The Journal of Business Perspective, [online] 4, pp.18-31. Available at: <https://journals-sagepub-com.ezproxy.uwtsd.ac.uk/doi/pdf/10.1177/09722629000040S104> [Accessed 20 March 2021].
Stricker, A., Westhauer, T., Sheets, T., Hawkins-Scribner, T., Calongne, C. and Truman, B., 2018. Values-Based Network Leadership in an Interconnected World. Journal of Values-Based Leadership, 11(1), p.2.
Team, M., 2020. Transformational Leadership Definition, Importance & Example | Human Resources (HR) Dictionary | MBA Skool-Study.Learn.Share. [online] Available at: <https://www.mbaskool.com/business-concepts/human-resources-hr-terms/8837-transformational-leadership.html> [Accessed 27 March 2021].

Vroom, V. and Jago, A., 2007. The role of the situation in leadership. American Psychologist, 62(1), pp.17-24.

2

image1.jpeg
Inspiational
Motivar





