[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Applied Leadership and Management in the Workplace
Module Assignment Submission 

	Student Name:
	Jody Doornbos

	Student Number:
	2514736

	Module No:
	BMSK4016

	Module Title:
	Developing Professional Practice



Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.






Contents
contents	3
Introduction	5
1.Self management:	5
2. Personal, Cognitive, and Unconscious Bias:	5
3.Accountability and Authentic Behaviour:	6
4. Interpersonal Relationships	7
5. Professional  Integrity:	8
6. Development of Own Professional Practice:	8
7.Refrences	11







[bookmark: _Toc220697291]



Introduction 
The case follows Dr. Alice Parker, an accomplished engineer and project manager, who, along with other women on her team, is pushed to the side, not given credit, and not allowed to make decisions. Even if they are very good at their jobs, their work is often ignored or given to male coworkers, and management doesn't do much to stop biased behaviour. These problems lead to low trust, bad teamwork, project delays, and, in the end, the resignation of important individuals.
The goal of this case study is to critically look at the personal, interpersonal, and organizational elements that lead to these results. The report will examine the impact of human behaviour and leadership strategies on inclusion, communication, and team success via the lens of self-management, unconscious and cognitive bias, accountability, authentic behaviour, interpersonal connections, and professional integrity.
This project will critically analyse the impact of biases on perceptions and interactions, the evasion of accountability by leadership, and the detrimental effects of communication breakdowns on psychological safety and collaboration. It will also look at how this affects people's emotions and how it makes them defensive at work and less interested in their work.
This analysis focuses on professional practice, which is the set of ethical, behavioural, and communicative standards that are anticipated in professional engineering settings. Fairness, cooperation, and respect are all important parts of good professional practice. On the other hand, bad professional behaviour can hurt morale, productivity, and the reputation of the company. In this scenario, poor professional practice is directly responsible for losing talented workers and putting projects at risk of failing.
The report will start by looking at ways to control oneself, then it will look at personal and unconscious prejudice. 



1. [bookmark: _Toc220697292]Self management: 
In the case study, people on the team mostly deal with their feelings by avoiding and withdrawing from each other instead of talking about them. Dr. Parker and the other female engineers become cautious about sharing information and don't directly challenge biased behaviour. This is a self-protective reaction to being left out and not feeling safe enough emotionally repeatedly. Even though male coworkers know they are being treated unfairly, they don't say anything because they don't want to make their female coworkers feel bad or because they want to fit in with the main group. When managers are under a lot of pressure to do well, they avoid official leadership structures and instead deal with underlying interpersonal problems. This is an example of reactive rather than reflective emotional regulation. When people use these ways to deal with stress, they stop working together, start mistrusting each other, and create an (us) versus (them) team atmosphere. Avoidance may stop immediate conflict, but in the long run it reinforces biased behaviour makes people less interested in their work, and causes bad things to happen, like project delays and skilled workers quitting. 

Since I work alone in my beauty salon, I have to keep my feelings in check so I can be calm, professional, and happy with all of my clients. For example, I would pay attention to how I feel, take small breaks when I get overwhelmed. I can answer calmly instead of intensely when I do this. I would make sure I treat every client properly and with respect, no matter what their past is or how much they are like me. This would help me deal with gender dynamics and affinity bias. I would also think about how I act and keep learning about different cultures and what clients want. By keeping my feelings in check and not being biased, I can make the salon a safe place where everyone feels welcome and appreciated.
Effective self-management requires emotional regulations when facing bias and interpersonal conflict. (Coleman,1998; Gross 1998).





[bookmark: _Toc220697293]2. Personal, Cognitive, and Unconscious Bias:
Team members have strong attitudes that affect how they see and talk to Dr. Alice Parker and the other female engineers. People are uncomfortable with a woman leading a major engineering project, and rumours are going around that the project's delays are because of Dr. Parker's gender instead of top management not providing the promised resources. Because of this, male coworkers are seen as more trustworthy even when female engineers have led important parts of the work. This is because of sexist ideas about leadership and technical skill. Affinity bias makes this situation even worse because people on a team tend to gravitate towards coworkers who have similar professional backgrounds and experiences. This creates informal in-groups that leave out people who are seen as different, like Dr. Parker, whose background in offshore engineering is different from most of the team's. Because of this bias, female engineers are often ignored in meetings, while male coworkers are asked to give updates on projects they didn't lead and sometimes show off work that was done by women employees. Authority bias also seems to affect how managers act, as top leaders talk to Dr. Parker's team directly instead of using her as project lead. This undermines her leadership and makes people think that her authority is less legitimate. All of these biases hurt trust, make people feel less safe, and create a us and them culture that makes it harder for people to work together. This makes the team do poorly, which leads Dr. Parker and her wife to decide to leave the company. There are a number of cognitive flaws that make it more likely for team members' contributions to be missed and for certain people to be given more attention. One major bias is confirmation bias, which happens when people look for information that backs up what they already think. For example, someone might think that male engineers are smarter or better suited for leadership jobs. Because of this, people on the team are more likely to notice and remember Dr. Alice Parker's or other female engineer’s mistakes while ignoring their technical wins. Affinity bias also plays a big role. People naturally trust and prefer coworkers with similar backgrounds experiences or social identities. This makes it possible for male engineers to form informal in-groups that are mostly made up of them. This makes these people more visible and opens more chances for them while pushing others to the edges. Attribution bias also changes how success and failure are seen: good results are often credited to the skills of male coworkers, while problems are often blamed on Dr. Parker's leadership instead of problems with the organisation, like a lack of resources. These patterns are strengthened by authority bias, as management seems to listen to male views more than female ones, even though Dr. Parker is officially the project lead. This makes her less credible. All these cognitive biases change how performance is objectively judged and make it so that trust and credit are not shared equally in a team.
Overlooking of female engineers’ contributions reflects unconscious cognitive and affinity biases (Kahneman, 2011; Kang et al, 2016)

Unconscious bias might change how I treat clients at my own beauty salon without me knowing it. Affinity bias means that I might feel more comfortable with clients who are like me in age, culture, language, or attitude, so I might spend more time talking to them. For example, I may guess what services my clients want based on how they look, their gender, or their background without actually asking them. Some clients may feel less respected or welcome because of these cognitive biases. To make this less likely, I need to regularly think about how I act, give each client the same amount of care and attention, and tailor my services to each person's needs instead of making assumptions.



[bookmark: _Toc220697294]3.Accountability and Authentic Behaviour:
In Dr. Parker's case, her team doesn't help her create an open and diverse work environment, and members of the team don't take responsibility for stopping unfair behaviour towards her. Even though she is in charge of the project, she is ignored in meetings, her knowledge is called into question, and her work is sometimes passed off as their own by male coworkers. Management also talks directly to the team instead of her, which makes her even less powerful. Some coworkers seem to agree that this treatment is wrong, but they don't really identify or fight the gender dynamics and affinity bias that are hurting Dr. Parker. This lack of communication lets unfair practices continue, hurts trust within the team, and eventually leads Dr. Parker to decide to leave the company. This can cause the team to confront the consequences of their behaviour. For example, due to dr parker leaving the team they now have to relearn key aspects of the project and that slows down the project even more.
The team shouldn't put the blame on other people instead, they should own up to their actions and work to fix what they did wrong. As part of their professional responsibility, they must follow ethical standards, treat all coworkers with respect, and speak out against actions that hurt fairness and inclusion. To meet goals, they have to work together and make sure that no one is left out of decisions or praise. This means working together as a single unit, recognizing and appreciating the contributions of each individual, and ending unfair gender-based treatment. The team can rebuild trust and make the workplace more open, polite, and productive by taking responsibility for both how they do their jobs and how they treat each other. Gender bias negatively impacts trust and reduces the teams effectiveness (edmondson, 1999; Shore et al., 2011).


I can be accountable and honest even though I work alone in my salon by being responsible for my actions, my mood, and how my clients feel about my service. For example, owning up to my mistakes, saying sorry when I could possible be a little late, and making changes to get better instead of blaming clients or outside factors. Being honest, polite, and consistent with every client is also part of authentic behaviour. It also means being fair to everyone, even when no one is looking. I can ask for comments, think about how I act, and keep learning to get better at things. and I can make the salon a skilled, trustworthy, and welcoming place by taking responsibility for both the quality of my work and how I treat other people.



[bookmark: _Toc220697295]4. Interpersonal Relationships
By causing exclusion, suspicion, and uneven power dynamics, gender and affinity biases have done a lot of damage to team relationships. Dr. Parker, is ignored in meetings, her knowledge is called into question, and she doesn’t get much credit for her work, which makes her feel disrespected and left out. Affinity bias makes people on a team more likely to work together with others who come from similar backgrounds. This reinforces informal in-groups and leaves out people who are seen as different. These factors make it harder for people to work together, feel safe, and talk openly with each other because they don't feel encouraged and are afraid to speak up. Over time, this makes coworkers less likely to trust each other, builds anger, and changes the team from a place where people work together to one where people are divided and not interested in their work. 
Gender and affinity bias can affect the way people interact with each other in my salon if I usually talk to clients who are more like me and less with those who are different. This might make some clients feel better and more important than others, which can hurt fairness and trust. Gender bias can also affect how I talk to clients or suggest services to them. For example, I might think that some treatments are only for women. Because of these biases, some clients may feel judged or not accepted, which can lead to unequal experiences. To have good relationships with all of my clients, I need to be honest about my biases, ask every single client exactly the same thing and offer the same treatments to everyone, pay close attention to what they need, and treat everyone with the same amount of professionalism and respect.

[bookmark: _Toc220697296]5. Professional  Integrity:
Dr. Parker and her wife frequently experience being disregarded in meetings, having their expertise questioned, and even having male coworkers pass off their work as their own. management disregards her function as project lead, which can fail to respect her Because team members who are aware that this is incorrect do nothing about it, affinity and gender bias persist. This persistent prejudice hinders the project's performance by making it more difficult to collaborate and communicate, as well as by driving off talented employees, which slows down work and makes decision-making more difficult. it damages the company's reputation by creating the appearance of unfair employment practices and poor leadership. Employee retention and trust are broken as ga result. Failing to confront bias demonstrates a serious lack of professional integrity, which will have a lasting impact on the organization's credibility.
Since I work alone in my salon, the success and reputation of my business is directly affected by the way I carry myself. For example, If i speak friendly, clients will feel more welcome and are more likely to return. If I spoke negatively and raised my voice, that could create a negative experience and damage my reputation. Customers are more likely to come back and refer people to my salon if I offer high-standard services, treat everyone properly, and communicate politely. Building trust and good connections with clients is also important. if I let stress or a lack of communication influence how I treat people, it may result lost business. Keeping a solid reputation and long-term success in a solo-run salon requires personal accountability, professionalism, and a positive attitude.

[bookmark: _Toc220697297]6. Development of Own Professional Practice:
Maintaining my own salon while working by myself. I am responsible for everything that takes place in the salon, including customer service, marketing, booking systems, cleanliness and safety, client consultations, treatments, and stock control. 
As a result of my ability to operate independently, I am able to grow strong relationships with customers and maintain consistent service standards. However, this also means that I am responsible for managing my time, my job, and my professional development on my own, which may be a difficult task. 
The atmosphere that I create is warm and welcoming, and I make it a point to pay attention to what my customers want. Before and after each customer, I make  a point to sterilise all of the equipment. This allows me to ensure that I keep my workplace clean and reduces the likelihood of an infection occurring. Due to the fact that I work alone, I am responsible for handling bookings, treatments, and maintaining the cleanliness of the salon. This can be stressful at times, which can have an impact on how I work. This is something that I need to address since I cannot allow myself to be overworking  and slacking off with my beauty treatments and concentration. 
I also need to concentrate on my social media postings because I tend to forget to take images of before and after treatments, which might bring me additional clients and work. This is because I schedule things so quickly that I book them back to back. I would also like to improve my client feedback, by asking for honest opinions and new suggestions. By continuing to develop both my professional and salon skills I can improve the qualities of my services and increase client satisfaction. And supporting the success of my salon.



PDP



	Objectives
	Tasks
	Success Criteria
	Time Frame
	Resources

	Incorporate reflective practice into regular salon operations.

	Perform quick post-day thoughts, choose one weekly improvement project, and assess your progress toward your PDP objectives.

	evidence of learning influencing practice continuous professional development

	3 months and review my pdp
	Journal, schedule review time

	Increase my awareness of unconscious bias in my salon
	Offer the same range of treatments and show price options to all clients
	Give every client the same consultation time and ask for feedback daily
	Immediately start this change
	Client feedback, consultation checklist 

	Improve skills in online booking system for my salon
	Complete an online training course to improve my digital skills
	Make sure I have correct services and smoother daily schedules
	4 week time frame to make sure my confidence grows without client pressure
	Informal advice from trusted peers, asking customers for their honest feedback

	Expand my services in the salon
	Completing accredited beauty courses that are in high demand with my clients
	Adding new treatments to my service list and making clients aware of new services
	Within a week of course completion 
	Accredited training provider, getting my certificate and insurance provider
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