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This assignment, is based on a case study from the perspective of Dr. Alice Parker, would ideally be complemented by similar reports from senior management, her team leader James Parker, and male colleagues to provide a comprehensive view and allow for comparison. In my construction company, I always try to listen to every side or every party involved before coming to any conclusions or understanding what the issue is.

[bookmark: _Toc189406740]Section 1: Accountability

Accountability in the workplace refers to the responsibility individuals have for their actions, decisions, and commitments. ‘’The fact of being responsible for what you do and able to give a satisfactory reason for it, or the degree to which this happens’’ (Cambridge Advanced Learners Dictionary & Thesaurus, 2023) It means owning up to mistakes, fulfilling obligations, and taking proactive steps to resolve issues rather than shifting blame. A culture of accountability fosters trust, efficiency, and professionalism, ensuring that teams work cohesively and projects are completed successfully. When accountability is lacking, workplaces often experience missed deadlines, poor performance, conflict, and a breakdown in trust, ultimately leading to disengagement and high employee turnover. Leaders, managers, and employees must all demonstrate accountability to maintain a productive and ethical work environment.

In the case study of SMART Engineering, a lack of accountability played a major role in the dysfunction of the team and the eventual resignation of Dr. Alice Parker and her wife. Senior management failed to provide the necessary resources that had been promised, yet they did not take responsibility for these failures. Instead, they conveniently "forgot" previous commitments, leaving the engineering team under-resourced and behind schedule. This failure created significant stress for Dr. Parker, who was leading the project but was given inadequate support. Rather than addressing the real issue—management’s failure to fulfil its promises—blame was redirected toward Dr. Parker and her team, especially the female engineers, whose contributions were consistently undervalued and overlooked by team leader James Parker.

However, accountability was not only lacking in leadership and team members but also in Dr. Parker herself. ‘’Accountability requires people to ‘account for their actions’ (Brewster et al,2008) or sometimes for lack of it. While she faced significant challenges, including gender bias and exclusion, she did not formally raise these issues with management or the team leader. Instead of addressing the discrimination and lack of recognition directly, she remained guarded and withdrew from collaboration, fearing that her contributions would be taken credit for by others. By not escalating the issue to leadership, she unintentionally allowed the toxic work culture to persist without intervention. Although understandable given the hostile environment, a more proactive approach—such as formally reporting the bias or seeking external mediation—might have led to improvements in the workplace dynamic.

The lack of accountability at multiple levels had severe consequences. Dr. Parker and her wife, both skilled engineers, felt so unsupported and disrespected that they ultimately chose to leave the company. Their resignations not only represented a loss of valuable talent but also sent a strong message about the company's failure to uphold ethical workplace standards. Additionally, the unresolved bias and lack of accountability contributed to a divided and inefficient team, ultimately harming the company's reputation and project outcomes. If accountability had been a priority within SMART Engineering, the outcome could have been different. Senior management should have taken responsibility for ensuring that promised resources were provided and should have actively addressed gender biases within the team. Likewise, Dr. Parker could have raised her concerns earlier, potentially prompting management to take action. 

I value accountability in my Company, ensuring that I meet commitments, take ownership of mistakes, and address issues head-on. However, I recognize that I sometimes take on too much responsibility rather than ensuring that others also uphold their commitments. I aim to improve my ability to delegate effectively and encourage accountability in those around me to foster a more balanced and efficient work environment.	

[bookmark: _2p2csry][bookmark: _Toc189406741]Section 2: Authentic Behaviour

Authentic behaviour means acting in a way that is true to one’s values, beliefs, and personality, without pretending to be someone else. It involves honesty, consistency, and transparency in interactions with others. According to Hamilton & Almeida (2022), authenticity is the ability to express one’s true thoughts, feelings, and morals without fear of negative consequences. People who act authentically build trust with others and create stronger personal and professional relationships. Being authentic requires self-awareness and the courage to stay true to one’s beliefs, even in difficult situations.

In the workplace, authenticity is important because it helps create an environment of trust, respect, and open communication (Cambridge Advanced Learners Dictionary & Thesaurus, 2023). When employees are encouraged to be themselves, they feel more engaged and motivated, leading to better teamwork and productivity. However, when authenticity is missing, employees may feel pressured to conform, hide their true opinions, or fear speaking up. This can result in workplace stress, poor morale, and a lack of innovation. For example, if a company promotes fairness and inclusion but does not address discrimination when it happens, employees may lose trust in leadership and feel unsupported.

Case study highlights the negative impact of inauthentic behaviour. Dr. Alice Parker and her female colleagues were often ignored, and their work was credited to male colleagues. Some team members may have realized this was unfair but did not speak up, showing a lack of authenticity (Hauwiller, 2019). Senior management also acted inauthentically by making promises about project resources but not following through. Their failure to act on workplace bias and keep their commitments damaged trust and created a hostile work environment.

A key issue in this case was that Dr. Parker did not raise her concerns with management or the team leader, which meant that the problems were never formally addressed. While understandable given the negative workplace culture, speaking up could have helped push for change (Varga & Guignon, 2023). If she had reported the issue, management might have been forced to take action, potentially improving the situation for herself and others.

The consequences of this lack of authenticity were serious—Dr. Parker and her wife resigned, which meant the company lost two experienced engineers. This likely affected the project’s success, lowered team morale, and harmed the company’s reputation. If authenticity had been encouraged, things could have been different. Management should have been more reliable and created a culture where employees felt safe expressing concerns. Team members should have challenged unfair treatment rather than ignoring it. Dr. Parker could have raised her concerns through formal channels to push for accountability. Authentic behaviour requires honesty, responsibility, and alignment between words and actions.

Personally, I try to act authentically by being honest, treating colleagues fairly, and making decisions based on my values. However, I know that speaking up against unfair practices can be challenging, especially in difficult situations. In the future, I want to improve my ability to address workplace bias directly and encourage others to do the same. By promoting authenticity, I can help create a more supportive and productive work environment.

[bookmark: _Toc189406742]Section 3: Self-Management

Self-management is the ability to regulate behaviours, thoughts, and emotions to improve both personal and professional effectiveness. It includes setting goals, staying motivated, managing time effectively, and handling stress in a productive way (Raeburn, 2023). In the workplace, self-management is essential for maintaining efficiency, meeting deadlines, and ensuring effective communication within teams. Employees who demonstrate strong self-management can adapt to challenges, work independently, and make sound decisions under pressure.

A lack of self-management in the workplace can lead to disorganization, missed deadlines, poor decision-making, and increased workplace stress. For example, an employee who struggles with time management may fail to complete tasks on schedule, causing delays and frustration among colleagues (Aeon et al., 2021). Additionally, individuals who lack emotional regulation may react impulsively to stressful situations, creating conflict and reducing team morale. When self-management is lacking, overall productivity declines, and the work environment becomes more stressful for everyone involved.

In the SMART Engineering case study, the absence of effective self-management contributed to workplace difficulties. Dr. Alice Parker faced exclusion and bias from her colleagues, yet she did not formally raise her concerns with management. While understandable given the circumstances, her reluctance to address the issue prevented leadership from taking action, allowing the toxic work environment to persist. Additionally, senior management failed to uphold their commitments, as they made promises regarding resources that were never delivered. This lack of accountability resulted in missed deadlines and frustration among the engineering team (Covey, 1989). James Parker, the team leader, also demonstrated poor self-management by not ensuring that female engineers were treated equally and given opportunities to contribute.

These issues occurred because of inadequate stress management, poor communication, and a failure to address workplace challenges directly. Dr. Parker may have chosen not to escalate her concerns due to fear of retaliation or a belief that nothing would change. Senior management’s failure to plan and allocate resources properly further contributed to inefficiency and workplace frustration (WHO, 2023). Additionally, the male engineers' reluctance to challenge bias suggested an avoidance of responsibility, leading to a divided and dysfunctional team.

Those most affected by the situation were Dr. Parker, her wife, and other female engineers, who felt undervalued and eventually chose to leave the company. However, the broader team also suffered from decreased morale and collaboration, while the company itself lost skilled professionals. The consequences included project delays, a damaged workplace culture, and potential harm to the company’s reputation. If self-management had been prioritized, the outcome could have been different. Dr. Parker could have reported her concerns, James Parker could have actively ensured inclusivity, and senior management could have been more organized in fulfilling their commitments (Herrity, 2023).

I strive to practice self-management by setting clear priorities, managing time effectively, and maintaining professionalism in challenging situations. However, I recognize that stress and workload can sometimes impact my ability to delegate and communicate efficiently. Moving forward, I aim to enhance my resilience by developing better stress-management strategies and improving my ability to address workplace challenges directly (Sutton, 2019). By fostering accountability, open communication, and emotional regulation, I can contribute to a more productive and inclusive work environment.

[bookmark: _Toc189406743]Section 4: Bias

Bias refers to the way people make decisions or judgments based on personal beliefs, past experiences, or hidden assumptions rather than objective facts. Cognitive bias is a systematic error in thinking that leads individuals to make irrational or flawed judgments, often influenced by their own beliefs and expectations (University of Bristol, 2023). Unconscious bias, on the other hand, occurs when people unknowingly favour or discriminate against certain groups based on stereotypes or social conditioning. These biases are shaped by factors such as upbringing, culture, personal experiences, and media exposure (UPMC, n.d.). In the workplace, biases can influence hiring, promotions, teamwork, and workplace culture, leading to unequal opportunities and workplace conflicts.

Addressing bias is crucial because it directly impacts fairness, productivity, and employee engagement. Unconscious biases add up, and small biased decisions over time can lead to significant inequalities in the workplace (Reiners, 2023). When left unchecked, biases can result in certain employees being overlooked, misjudged, or excluded. For example, confirmation bias occurs when a manager favours employees who share similar backgrounds or opinions, disregarding equally capable individuals with different perspectives (Eurich, 2018). This limits diversity of thought and prevents companies from benefiting from new ideas and innovation.

Cognitive and unconscious biases played a key role in the exclusion of Dr. Alice Parker and other female engineers. Despite her extensive experience, Dr. Parker was repeatedly ignored in meetings, and her contributions were often attributed to male colleagues. The unconscious gender bias within the team led to female engineers being viewed as less competent, despite having equal or greater expertise (Imperial College, 2023). Additionally, affinity bias was evident, as team members gravitated toward those with similar backgrounds. Many of the engineers had worked in similar industries, while Dr. Parker, coming from offshore oil engineering, was seen as an outsider. This bias made it harder for her to integrate into the team.

The situation occurred because these biases were left unchallenged. The team leader and management failed to address the issue, allowing a culture of exclusion to develop. Additionally, Dr. Parker did not formally report the discrimination she experienced, meaning that management was never forced to take corrective action. Those most affected were Dr. Parker, her wife, and other female engineers, who felt invisible and undervalued. However, the entire team suffered due to the lack of collaboration and trust, which ultimately weakened the company’s effectiveness.

The consequences of these biases were severe. Dr. Parker and her wife resigned, leading to the loss of two highly skilled engineers, which negatively impacted the company’s productivity and reputation. The lack of inclusivity also created a toxic work environment that discouraged teamwork. If these biases had been recognized and addressed earlier, the outcome could have been different. The company should have implemented bias-awareness training, promoted inclusivity, and ensured that employees were evaluated based on merit rather than unconscious preferences (University of Bristol, 2023). Dr. Parker could have also raised her concerns with management, which might have led to interventions improving team dynamics and inclusivity.

I try to recognize and challenge my own biases by being open-minded and valuing diverse perspectives. However, I acknowledge that unconscious biases can still influence decisions, and I aim to improve by actively seeking feedback and creating an environment where everyone feels heard. Addressing biases requires self-awareness, education, and a commitment to fairness, all of which are essential for a healthy and successful workplace.

[bookmark: _Toc189406744]Section 5: Interpersonal Relationships

Interpersonal relationships refer to how individuals communicate, collaborate, and connect with others in both personal and professional settings. In the workplace, strong interpersonal relationships are built on trust, respect, and effective communication. They enable employees to work efficiently as a team, resolve conflicts constructively, and create a supportive work environment. According to Duck & McMahan (2020), communication is the foundation of relationships, as it helps individuals express their thoughts, feelings, and ideas in a way that fosters understanding and cooperation.

Effective interpersonal relationships are essential for maintaining productivity, reducing workplace stress, and improving overall job satisfaction. When colleagues communicate well and build positive relationships, they are more likely to share ideas, support each other, and collaborate effectively. On the other hand, poor interpersonal relationships can lead to miscommunication, workplace conflict, and a decline in teamwork. For example, when employees do not communicate openly, misunderstandings can arise, leading to frustration and a lack of trust (Human Focus, 2023). In organizations where communication barriers exist, projects may be delayed, and employee engagement can suffer.

Poor interpersonal relationships played a major role in creating a negative work environment. Dr. Alice Parker and her female colleagues were often ignored in meetings, and their contributions were dismissed or credited to male colleagues. Additionally, some team members engaged in gossip, and conversations would stop when Dr. Parker entered the room. This behaviour created a toxic work culture, reinforcing divisions between male and female engineers and preventing effective collaboration. The lack of strong interpersonal relationships made it difficult for the team to work together productively (Mehrabian, 1967).

The situation occurred due to unconscious gender bias, affinity bias, and ineffective communication within the team. Many of the engineers formed groups based on shared backgrounds, leaving others excluded. Additionally, Dr. Parker did not report these issues to management, allowing the negative environment to persist. The most affected individuals were Dr. Parker, her wife, and other female engineers, who felt undervalued and ultimately resigned. However, the entire team suffered due to the lack of trust and cooperation, which likely impacted productivity and morale.

The consequences of these poor interpersonal relationships were significant—Dr. Parker and her wife resigned, the workplace remained divided, and the company lost skilled professionals. If strong interpersonal relationships had been prioritized, the situation could have been different. Management should have actively addressed gender bias, promoted inclusivity, and ensured that all employees were treated fairly. Team members should have communicated more openly and built stronger professional relationships.

Personally, I focus on maintaining strong interpersonal relationships by communicating openly, listening actively, and addressing conflicts professionally. However, I recognize that improving my ability to handle difficult conversations and resolve conflicts effectively would further enhance my workplace interactions. I aim to develop stronger negotiation and diplomacy skills to navigate workplace relationships more effectively and foster a more collaborative work environment.

[bookmark: _Toc189406745]Section 6: Professional Integrity

Professional integrity refers to maintaining ethical behaviour, honesty, and adherence to moral principles within a work environment. It means acting in a way that aligns with one’s values and the ethical standards of the profession. According to Eriksen (2015), professional integrity involves acting in accordance with social and moral standards, demonstrating dependability, and maintaining ethical behaviour in professional settings. Employees with strong integrity build trust with colleagues and contribute to a fair and respectful workplace culture.

Integrity is crucial in the workplace because it fosters trust, accountability, and professionalism. When employees and leaders demonstrate integrity, they create a culture of respect and ethical behaviour, leading to better teamwork and overall success. However, a lack of integrity can damage relationships, reduce motivation, and harm an organization’s reputation. For example, if management fails to follow through on commitments, employees may feel undervalued and disengaged, leading to decreased productivity and job dissatisfaction (Wakin & United States Air Force Academy, 1996).

In the SMART Engineering case study, a lack of professional integrity created a toxic work environment. Senior management failed to uphold promises regarding project resources, leading to frustration and delays. Additionally, bias and exclusion persisted, as female engineers, including Dr. Alice Parker, were consistently overlooked, with their contributions often credited to male colleagues. The failure to uphold fairness and ethical behaviour resulted in a workplace where trust and collaboration deteriorated (Attah, 1975).

The individuals most affected were Dr. Parker, her wife, and other female engineers, who felt undervalued and eventually resigned. However, the broader team also suffered, as the lack of integrity led to a divided workplace culture, reduced morale, and lower productivity. The consequences included the loss of talented professionals, project setbacks, and reputational harm to the company. If professional integrity had been prioritized, the situation could have been different. Management should have upheld their commitments, addressed workplace biases, and ensured fair treatment for all employees. Additionally, Dr. Parker could have taken a proactive approach by sharing more of her expertise and experiences with colleagues, potentially changing their perceptions and creating stronger working relationships.
In my company I strive to uphold professional integrity by being honest, dependable, and accountable in my work. However, I recognize that challenging unethical behaviour can be difficult, particularly in hierarchical environments. Moving forward, I aim to improve my confidence in speaking up against unfair practices and fostering an environment where ethical behaviour is valued and rewarded.

[bookmark: _Toc189406746]Conclusion

The SMART Engineering case study demonstrates how a lack of professional integrity, unconscious bias, and poor communication led to exclusion, low morale, and the resignation of skilled engineers. Senior management’s failure to fulfil promises and address workplace issues resulted in a divided team and project inefficiencies. Dr. Parker could have formally raised her concerns with management, which might have prompted action to improve inclusivity. Prioritizing integrity, inclusivity, and accountability could have fostered a more supportive work environment, improving collaboration, employee retention, and overall company performance.


[bookmark: _Toc189406747]References

· Aeon, B., Faber, A., & Panaccio, A. (2021). Does time management work? A meta-analysis. PLOS ONE, 16(1), e0245066.
· Attah, J. K. (1975). Professional Integrity. University Press.
· Brewster, C., Carey L., Grobler, P., Holland P. & Warnich, S. (2008). Contemporary Approaches in Human Resource Management. Gaining A Competitive Advantage. Oxford University Press
· Cambridge Advanced Learners Dictionary & Thesaurus (2023). Accountability. Cambridge University Press
· Covey, S. R. (1989). The 7 Habits of Highly Effective People. Free Press.
· Duck, S. & McMahan, D. T. (2020). Communication in Everyday Life. Sage Publications.
· Eriksen, A. (2015). What is Professional Integrity? Etikk I Praksis - Nordic Journal of Applied Ethics, 9(2), 3.
· Eurich, T. (2018). What Self-Awareness Really Is (and How to Cultivate It). Harvard Business Review.
· Hamilton, O. S., & Almeida, T. (2022). The face behind the mask: re-thinking authenticity at work. LSE Research Journal.
· Hauwiller, J. (2019). The Seven Critical Pillars of Your Personal Brand. Available at: www.forbes.com. (Accessed: 30 November 2023).
· Herrity, J. (2023). Self-Management Skills: Definition, Examples and Tips. Indeed.com.
· Human Focus. (2023). What is Verbal Communication? Human Focus.
· Imperial College (2023). Unconscious Bias. Imperial College London: Equality, Diversity, and Inclusion.
· Mehrabian, A. (1967). Inference of Attitudes from Nonverbal Communication in Two 
· Channels. Journal of Consulting Psychology, 31(3), 249-252.
· Raeburn, A. (2023). What is Self-Management? (7 Skills to Improve it). Asana.
· Reiners, B. (2023). Unconscious Bias: 16 Examples and How to Avoid Them in the Workplace. Built In.
· University of Bristol (2023). Unconscious Bias: A Guide. University of Bristol.
· Wakin, M. M., & United States Air Force Academy. (1996). Professional Integrity. United States Air Force Academy.


[bookmark: _Toc189406748]Appendix A Continuous Professional Development Record

	Continuous Professional Development Plan – Robert Kurylo

	
	
	
	
	
	

	Formal
	Informal
	Date
	Duration
	Status
	Details

	ILM Level 4 Diploma in Leadership and Management
	
	2024
	1 Year
	In Progress
	ILM

	L4 Certificate of HE Applied Leadership and Management 
	
	2024
	1 Year
	In Progress
	University of Wales Trinity Saint David

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	





image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





