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Introduction: 
In this assignment, Applied Leadership and Management, I shall be critically reviewing a provided case study describing a workplace situation. In the review, I shall evaluate the situation described in the case study for the following areas, Self-Management, Personal, Cognitive, and Unconscious Bias, Accountability and Authentic Behaviour, Interpersonal Relationships, and Professional Integrity. Ultimately I shall demonstrate my knowledge and understanding of the concept of self-awareness. This will lead to the formulation of my own Professional Development Plan, added at the end of this. 
 
Case Study 
Background:  
SMART Engineering has formed a cross-functional team to develop a groundbreaking electric car. The team comprises engineers, designers, and marketing specialists with diverse backgrounds and experiences. 
  
 
Summary 
The case study describes a project team within a wider overall project that is failing to hit a deadline. It is written from the viewpoint of a particular individual who seems to be the subject of considerable team member negative biases. The implications of project failure are outlined, and several reasons that are contributory included. The reasons include unfulfilled management promises, senior management including team leader failings, and a large indication of gender, affinity, cognitive, and other biases. This all results in the possible failure of the overall project, two team members resigning, and the strong implication that had the management taken responsibility, acted with integrity, and trusted their workforce regardless of gender, background or other then the likelihood of success would have significantly improved.  
To evaluate the case study, I need to look at it from several points of view the writer and subject Dr, Employees, and management. I need to answer questions such as: What happened? Why did it happen? Who was affected and How? What are the consequences of their actions? How would I do things differently? 

Self Management.  
There appears to be evidence that team members do not manage their approach when faced with situations that may result in unconscious or indeed conscious bias. This is evidenced in the statement “People often stop talking when we enter the room, or whisper when we pass them in corridors.” and indeed team members seem to display affinity bias by gravitating towards those with similar backgrounds. This seems to be exacerbated by the failure to fully embrace the expertise of the subject of the case study, (she being the only one originating from the oil rig industry), who is made to feel “invisible”. 
Senior management does not appear to have considered whether they have unconscious biases as there are indications that they do not act with integrity, do not take responsibility for their mistakes, undermine them, and display significant amounts of cognitive bias (e.g. talking directly to the workforce.) This failure at ‘the top’ and team leader level to be accountable and show leadership in self-management techniques quite possibly influences other team members negatively. 
Addressing what are described as “noticeable” biases would likely produce a more productive group. Such methods as the RACI matrix  Sheehan, E. F. (1950s). The RACI Matrix: A Tool for Clarifying Roles and Responsibilities. could be completed to inform the situation, and exercises encouraged from senior management through the team leader. It may also be possible to encourage constructive criticism, open chats/meetings, and 360 degree appraisals through seniors to manage and improve the dynamics of the group. Personal strategies though very effective for members of an enlightened workforce might be difficult to implement in a group where bias seems to permeate from the top down. There may be more the subject of the case study could do to inform others of her commitment and integrity; communicating with the team regarding failed senior management promises and other reasons behind the lack of project progress. This could be at considerable risk though given the overall group dynamic, i.e. team members are only reflecting the management approach. 
 
Dr. Alice Parker's perception of the team's behaviour towards her and her wife shows unacceptable behaviour that needs to be addressed.  They are company has a responsibility for self-management as a professional. As said by (Raeburn) “Self-management is the ability to regulate your behaviours, thoughts, and extremely valuable engineers, that amount of experience does not come overnight. Everyone within the emotions in a way that better serves you and your work”. 
 
 
Personal, Cognitive, and Unconscious Bias: 
There appears to be evidence of bias as can be seen in the comments “This seemed to cause discomfort in the team from the onset.” about the gay marriage within the group possibly resulting in fears of unfair treatment and favouritism and “The issue of a female running such an important project keeps surfacing in conversations, with my team seemingly unable to acknowledge my expertise.” suggests gender bias. This gender bias seems to be reinforced by the Team leader overlooking female members and turning to male colleagues for project updates they may not even be conscious of this these beliefs may be their core beliefs: “Core beliefs are strong beliefs a person holds consistently over time that inform their worldview and self-perception. “Wade, 2022.
 The males in the group taking credit for successes that should be attributed to females demonstrates complicity with the senior management approach of undermining females, so even though within the group males may appear to “feel bad” they do nothing to challenge the gender bias. 
 
By failing to address the bias that an engineer from a ‘different’ discipline (in this case an oil rig engineer amongst energy professionals) has little to contribute results in the project running into problems that could be avoided, as well as a reluctance for some to fully engage with the group. 
 
To address these issues, I would speak with  DR and find out why she feels this way and what has been done for her to self-manage the situation. I would also speak to everyone who is mentioned in the case study to unpick and find out everyone's viewpoint on the matter If what she is saying is correct I would look at reporting this to senior management and enrol team members for training on diversity and inclusion to help prevent similar situations from occurring in the future. Also contact team leader James Parker, to discuss the team’s behaviour and how it is affecting the project as from a company's perspective they could lose two very valuable employees and missing deadlines is not cost-effective within these projects. 
 
However, the problem seems to stem from the top. 
 
 
Accountability and Authentic Behaviour: 
There appears to be no accountability that requires people to ‘account for their actions’
 (Brewster et al, 2008)
taken by the team leader and the senior management, as females are overlooked, and senior management undermines the structure by talking directly to team members without informing the project leader (the subject of the case study). Little or no communication is indicated from senior management detailing failures to fulfil promises that seem to affect the project outcome, it appears that biases especially gender are almost encouraged. 
 
Male members of the team who give the appearance of “feeling bad” show a lack of authentic behaviour, worse still by taking credit for others’ ideas they demonstrate a lack of morality, integrity, and trust.  This is concerning as morality is considered indispensable to selfhood; it is the moral self that is essential to our identity, more than personality traits, memory, or desires.”(Strohminger and Nicols, 2014)

 
It is important to remember that everyone deserves to be treated with respect and dignity in the workplace. Addressing these issues can help create a more positive and productive work environment for the team in turn they can focus on the work rather than the team dynamic of he said she said. I would suggest that Dr. Alice Parker and her teammates undergo some training strategies on how to manage their feelings, and biases and become more accountable with stronger authenticity in their behaviour. 
 
The strategy involves changing the situation to reduce the impact of negative emotions. For example, if a team member is feeling frustrated or upset they can take themselves away from the situation and reflect. 
 
 
Interpersonal Relationships: 
The interpersonal relationships are evidently poor. Different biases are causing splits within the group along gender and expertise lines. It could be a contributing factor to the failure to hit a deadline, however, the writer of the case study indicates this may be due to senior management's failure to fulfil promises. One obvious impact is to disenfranchise an expert team member to the point where she and her wife are resigning their positions presumably resulting in a significantly depleted workforce.  
The alternative approach to that outlined within the case study would be to improve the authenticity of senior team members (team leader and senior management) by communicating the advantages that can result from collaboration and ‘cross-pollination’ of ideas, trusting the employees, engendering an inclusive atmosphere and recognising contributions.  
 
 
It seems that the team’s biased views and lack of trust have led to poor communication and relationship-building within the team and that’s poor for all parties. 
Trust is so important “Trust and reflection were important in explaining the characteristics of relationships and their associations with sensemaking and learning” (Tahlia et al., 2006)
In the case study, it mentioned that the deadline has been missed and extra costs are therefore implied for the company. That is a poor reflection on the whole team but everyone seems to have lost focus and the ability to communicate properly. 
  
 
Professional Integrity: 
 
The case study presents that there is a lack of Professional integrity from all angles.  
According to Eriksen (2015), professional integrity is a distinct virtue that involves responsiveness to both fidelity and assurance. It is the virtue of being good on the word of the practice, and it is essential for professions that ask for the public’s trust 12. 
 
Male engineers seem to be almost encouraged to take credit for the positive contributions of female team members. This leaves them without any professional integrity.  
 
The implications of allowing the gender and affinity biases to persist could seriously negatively impact the success of the project. Loss of team members would leave the project understaffed, and reluctance to share ideas could result in frequently running into problems. This would lead to loss of company reputation, ultimately to the loss of profit. 

 
 
Development of own Professional Practice: 

To examine my professional practice and identify areas for improvement, I can start by reflecting on my current skills and knowledge and identifying areas where I would like to improve. This will include improving their communication skills, learning new technical skills, or the Dr developing their leadership abilities. 
 
 
It is a constant challenge to avoid biases be they conscious or unconscious. I will be using the various techniques in the modules to try to reflect on my approach and apply best practices as I deal with employees, suppliers, clients, and others. 
 
My professional Development Plan for the future is to ……. 
 



 
 
 
 
 
	Accountability and authentic behaviour 
	Self-management 
	Personal, cognitive, and unconscious bias 
	Interpersonal relationships 
	Professional integrity. 

	 
  I will make a conscious effort to be upfront and honest and own my thoughts and feelings. 
When working with clients I will ensure that I take accountability for any mistakes i.e double bookings

 
 
 
 
 
 
 
	 
I will continue to use SWOT but I will also be honest and make sure I am transparent with everything I do.
TED talks on managing myself 
I will use reflection tools
	 
 Educate myself on other backgrounds I would be disappointed with myself if I was biased in any way after researching so I will continue to monitor and look at ways I can not fall into being unconscious bias.
Reflect on the last module on “self-awareness”
  
	   
Going forward with colleagues I will look at 360 appraisals. Weekly meetings 
Take training on how we can be open as I never want to find my business in apposition like the case studies. 
I will use Berne’s 1950’s transactional analysis
Berne, (1958

	 	
I am already taking the steps for professional integrity. Continuing with PDP and being authentic and accountable for my actions.

	 
 
	 
	 
	 
	 


 
 Conclusion
Effective communication and collaboration are key to creating an inclusive environment where all team members feel valued. By promoting open and honest communication, team members can work together to find solutions to problems and build stronger relationships. Collaboration can help team members leverage each other’s strengths and expertise to achieve project goals. 
To evaluate the effectiveness of communication and collaboration in creating an inclusive environment. ()Stephen Covey highly effective people
It is also important to provide training on diversity and inclusion to help team members understand the impact of their actions and words on others. This can help prevent similar situations from occurring in the future. Additionally, it is important to create a culture of openness and respect where all team members feel valued and included I would suggest an open anonymous suggestion box where people can air their grievances. 
By addressing gender and affinity biases and promoting effective communication and collaboration, we can create a more positive and productive work environment for everyone.  
 
Professional integrity is the adherence to ethical principles and standards in the workplace. In the case study, it seems that gender and affinity biases have led to a lack of trust and ineffective communication within the team. This has resulted in missed deadlines and additional costs for the company. Allowing these biases to persist can have serious implications for the project’s success and the company’s reputation. 
When team members are biased, they may overlook contributions from certain team members or favour others based on personal biases rather than merit. This can lead to missed opportunities and poor decision-making, which can ultimately impact the success of the project. Additionally, allowing gender and affinity biases to persist can damage the company’s reputation and make it less attractive to potential employees and customers. 
 it is important to create a culture of openness and respect where all team members feel valued and included. This can be achieved by providing training on diversity and inclusion, promoting open and honest communication, and holding team members accountable for their actions. By addressing gender and biases and promoting professional integrity, we can create a more positive and productive work environment for everyone. 
It is important to remember that creating an inclusive and diverse team culture requires ongoing effort and commitment from everyone on the team, by working together to address these issues. 

 
  
 
I have assessed whether the case study they shows accountability for fostering an inclusive and diverse team culture, it is important to look for evidence of their actions. This could include things like participating in diversity and inclusion training, actively seeking out diverse perspectives, and promoting inclusivity in team meetings and discussions. Team members who demonstrate accountability for fostering an inclusive and diverse team culture are committed to creating a positive and respectful work environment for everyone.

I have assessed the case study and feel Dr Alice Parker  has a lot of stress and pressure placed on her due to her adverse knowledge “The adverse reaction people have to excessive pressures or other types of demands placed on them” (HSE, 2023)
To examine whether team members demonstrate authentic behaviour in acknowledging and addressing gender dynamics and bias, it is important to look for evidence of their actions. This could include things like acknowledging the impact of gender dynamics and bias on team dynamics, actively working to address these issues, and promoting open and honest communication about these issues. Team members who demonstrate authentic behaviour in acknowledging and addressing gender dynamics and affinity bias are committed to creating a more positive and inclusive work environment for everyone where everyone can respect each other. 
I see it as very important to remember that creating an inclusive and diverse team culture requires ongoing effort and commitment from everyone on the team. By holding team members accountable for their actions and promoting authentic behaviour, you can create a more positive and productive work environment for everyone. I 
. Gender and affinity biases can have a significant impact on relationships within a team. 
“Unconscious (or implicit) bias is a term that describes the associations we hold, outside our conscious awareness and control.” Imperial College, 2023)

 In the case study, it seems that gender bias has led to a lack of trust and ineffective communication within the team. This has resulted in missed deadlines and additional costs for the company. It is important to address these issues to ensure that everyone is treated fairly and respectfully. 
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