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[bookmark: _Toc1375334068]Introduction
This critical analysis looks closely at a case study that illustrates the complex issues of accountability, professional integrity, and the influence of personal biases—both conscious and unconscious—on decision-making in the workplace. The focus is on how Dr Parker handles her relationships with others, recognizes their own biases, and sticks to ethical standards. By examining these elements in detail, the analysis aims to reveal how personal biases, and hidden prejudices can affect professional behaviour and emphasizes the importance of self-management in maintaining accountability and integrity. This study will offer insights into the challenges of professional conduct and the key skills needed for making effective and ethical decisions at work.

[bookmark: _Toc910120873]Self-Management
Self-management (Kennedy & Rogers, 2001) is the ability to control your feelings, actions, and thoughts in a way that helps you reach your personal and career goals. It means being accountable for what you do and the results you get, while making deliberate choices that reflect your values and dreams.
Self-Management in the workplace (Palvalin et al., 2017) is an important skill that could help you become more effective, productive, and become satisfied in your job. It can encourage you to take responsibility for your own actions, show initiative and may positively support your work environment. By working on self-management techniques, you can grow both personally and professionally which may help advance in your chosen career. 
Dr. Alice Parker, a leading engineer at SMART Engineering, faced significant challenges due to systemic gender bias and favouritism within her team. Despite her qualifications and experience, her contributions were often overlooked or credited to male colleagues. This was compounded by gossip and rumours about the delays in an important electric car project, with blame unfairly placed on her leadership due to her gender. These biases created a toxic work environment, eroding trust, and communication within the team.
Gender and affinity biases played a significant role in excluding Dr. Parker. Female engineers were regularly sidelined, and her distinct background made it harder for her to connect with her colleagues. Management also failed to address these issues, undermining Dr. Parker’s position and increasing conflict. As a result, Dr. Parker, and her wife, who also faced similar challenges, decided to resign from their roles.
The broader impact included a breakdown in team trust and collaboration, hindering progress on the electric car project. SMART Engineering also lost valuable talent, which threatened the project's success and the company’s reputation. Dr. Parker’s resignation underscored the detrimental effects of failing to manage biases, highlighting the need for an inclusive work culture to ensure long-term success and retain top talent.

As a manager, I have experienced a comparable situation in my line of work when a staff member felt she had to finish because she was finding it difficult to fit in. In this situation I stayed calm and listened carefully and tried to show that I understood their feelings while trying to keep a clear perspective. My goal was to find a positive solution whether that meant talking things out, communicating clearly to those involved, or making changes to improve how the team works together. On staying calm and focused on solutions I helped both the individual and team to create a better environment. 

[bookmark: _Toc792635537]Personal Cognitive Bias
Personal cognitive bias (MacLean, 2022) in the workplace means that we all have certain ways of thinking that can lead us to make mistakes in our decisions, judgment, and actions at work. These biases often operate without us being aware of them, which can result in outcomes that are unfair or not completely accurate. It is important to understand these biases and how they might affect our work. By being aware of our own biases, we can take steps to reduce their impact and make fairer, more objective decisions (Metinyurt et al., 2021).
Dr. Alice Parker’s experience at SMART Engineering was deeply affected by gender and affinity biases, which led to her feeling ignored and undervalued despite her extensive experience. Her ideas were often credited to male colleagues, and she was questioned more about her expertise than her male counterparts. This exclusion and lack of recognition caused emotional fatigue, leading Dr. Parker and her wife, also an engineer, to resign. The biases within the team contributed to poor communication, lack of trust, and reduced collaboration, which undermined the project’s success.
The company felt the impact of their departure, as it resulted in a loss of vital expertise and leadership, particularly with the electric car project already struggling to meet deadlines. The team’s inability to work cohesively, fuelled by entrenched biases, exacerbated the situation. Additionally, the company’s failure to foster an inclusive environment harmed its reputation and ability to retain top talent, especially women in engineering.
Dr. Parker’s resignation highlighted the grave consequences of ignoring biases, not only causing the company to lose skilled engineers but also demonstrating its failure to support and retain diverse talent. This situation emphasized the critical need for inclusivity to ensure innovation and success in such high-stakes projects.
In a previous job, I noticed that a new manager, who came from an IT background and was not familiar with our operational service, faced challenges. During meetings, the higher-ups often ignored her suggestions or ideas, and there was even a moment when one of them rolled their eyes while she was speaking. If I had been in charge or a manager at that time, I would have ensured she was included in all discussions and would have actively sought her input, especially about her area of expertise.

[bookmark: _Toc522755713]Personal Bias – Unconscious  
Unconscious personal bias is the automatic and unintentional judgments we make about others based on their gender, race, background, or other traits. These biases develop from societal norms, past experiences, and cultural influences, often without us even realizing it. In the workplace, these unconscious biases can cause us to overlook people’s contributions, reinforce stereotypes, and create an unfair environment. They can impact decision-making in areas like hiring, promotions, or teamwork, and can make it harder to achieve diversity and inclusion. It is important to recognize and address these biases to create a fairer and more collaborative work culture.
There was a clear tendency within the team for members to connect more with colleagues who have similar backgrounds and experiences. This inclination to bond over shared experiences might have been influenced by the comfort that comes from working with people who have followed similar career paths. Because of this, those with different or unique experiences, including Dr Parker, were sometimes left out or not included in important discussions or decision-making processes. This lack of diverse perspectives might have limited the ability to innovate or consider different solutions to problems. As a result, valuable insights were missed from various areas of expertise, which could have led to better outcomes for the team. To tackle this. As a manager I would have created a space where diverse ideas are valued, making sure that all team members, no matter their background, feel encouraged to share their unique perspectives and skills. Promoting collaboration across different fields and actively inviting input from everyone could help reduce this bias and lead to more innovative and inclusive solutions.

[bookmark: _Toc2041732910]Accountability 
Accountability means being responsible for what you do and how you behave. It involves recognizing your role in any situation, whether things turn out well or not, and being willing to explain your actions to others or even to yourself. In a group or work setting, being accountable often means keeping your promises, meeting deadlines, and taking responsibility for both your mistakes and your successes (Bivins, 2006).
In the workplace, accountability (Dose & Klimoski, 1995) means being ready to take responsibility for what you do, the choices you make, and the results of your work. It involves being dependable, admitting when you have made a mistake, and being dedicated to meeting your commitments.
Once, a male colleague asked Dr. Parker for an update on a different project so he could share it at the next team meeting. This made Dr. Parker feel uneasy about discussing her own projects because she worried that her coworkers might take credit for her efforts.
This has happened to me at work. I drafted a report, and my manager presented it as if it were his own during a strategy meeting, we both attended. After the meeting, I asked him why he did not mention that I was the one who wrote it. He tried to downplay it, saying it did not matter who wrote or presented the report since we were all on the same team. Fortunately, I did not have to deal with this for long because he left soon after, but if he had stayed, I would have been hesitant to share my reports with him in the future, which could have caused unnecessary conflict.
[bookmark: _Toc1048174139]Authentic Behaviour
Authentic behaviour means acting in a way that reflects who you really are. It involves being true to your values, beliefs, feelings, and personality. For instance, if you believe in honesty, being authentic would mean telling the truth, even when it is tough. If you cherish creativity, it will involve expressing yourself in creative ways, even if they are a bit unconventional. Being authentic is often linked to positive traits like self-awareness, self-acceptance, and integrity. It can also lead to greater happiness, fulfilment, and overall well-being (Thompson-Whiteside et al., 2018).
Being authentic at work (Coxen et al., 2016) means being real and true to yourself when you interact with others. It means behaving in a way that matches your values, beliefs, and personality, instead of trying to fit in or pretending to be someone you are not. In this case, Dr Parker's feelings of being ignored, not getting recognition for her hard work, and the sidelining of female engineers—especially in leadership roles—are significant issues that have developed over time. The absence of trust, poor communication, and existing biases appear to have been overlooked without enough attention from senior management or team leaders. 
In the case of Dr. Alice Parker, being authentic is essential for creating a supportive and inclusive team culture. Dr. Parker showed authenticity in her leadership by staying dedicated to the project despite facing difficulties, keeping her focus on the goals, and standing up for herself and her colleagues. However, when others were not authentic—especially in how her contributions were overlooked and credited to male colleagues—it led to a lack of trust in the environment. In this situation, Dr. Parker could set an example by openly addressing biases, sharing her concerns, and advocating for the inclusion of all voices, particularly those that are often overlooked. Authentic behaviour in leadership builds trust, encourages openness, and fosters a culture where people feel safe to share their thoughts without worrying about bias or discrimination.
As a manager, I would have spoken with everyone involved in the project and listened to their feedback, whether it was positive or critical. By doing this, I think we could meet the project deadline. Listening to your staff and valuing their feedback is seen as genuine behaviour because it shows real respect for their views, ideas, and needs. Being authentic in leadership and workplace relationships means being honest, open, and true to your own values. When you truly listen to your employees, you are not just hearing what they say, but also showing that you appreciate them as individuals, which reflects the essence of authenticity.

[bookmark: _Toc387357579]Interpersonal Relationships
Interpersonal relationships are how people connect and interact. These relationships can range from casual acquaintances to close friends and intimate partners. They are especially important for our social, emotional, and mental well-being (Jackson-Dwyer, 2013).
Interpersonal relationships (APA PsycNet, n.d.) in the workplace are the connections and interactions between individuals within a professional setting. These relationships can range from formal and professional to more informal and personal. 
Dr Parker was experiencing a challenging situation in her workplace with harmed team relationships in the “us and them” attitude from her colleagues which was making the workplace an unfriendly environment, which got in the way of teamwork, communication, and trust among the team members. This resulted in reduced productivity with team members feeling left out or uneasy and their ability to work effectively and their motivation dropped significantly. A team that includes diverse backgrounds and viewpoints produces a broad array of ideas and solutions. Leaving out certain voice's limits creativity and innovation. This kind of environment can hurt the company’s image and make it harder to attract and keep skilled employees. A work environment like this could make employees unhappy, causing many to leave. As a result, the company might develop a poor reputation as a place to work. This situation led Dr. Parker and her wife to feel they could no longer stay with the company, prompting their decision to resign.
I remember when a new manager with an IT background joined my previous workplace to oversee operations. Unfortunately, the higher-ups were often dismissive of her ideas during meetings and did not really consider her suggestions. After two years, she decided to leave and return to work in IT. It was not until she left that I truly recognized how unhappy the situation had made her. If I had been in charge, I would have ensured she was included in all the changes to the service she managed and worked to make her feel valued and content in her role.

[bookmark: _Toc380551596]Professional integrity
Professional integrity means sticking to ethical standards, being honest, and being open in how you act at work. It involves doing the right thing, even when no one is looking, and making sure your actions match your professional values. A person with professional integrity is someone you can trust, who is dependable, and takes responsibility for their actions, whether working alone or with others (Tranter et al., 2010).
Professional integrity (Amiruddin et al., 2024) is a key part of achieving success at work. It builds trust, improves reputations, encourages ethical actions, and creates a positive and productive atmosphere. When people practice integrity, they help their organization succeed and maintain their own personal and professional reputations. It is important for individuals and organizations to actively nurture and uphold professional integrity to thrive in today’s competitive and connected world. 
In this case study, Dr. Parker's professional integrity is not in doubt. However, she could have worked on building trust with her team and fostering a positive and productive environment. Doing so might have helped her project meet its deadline and not doing this resulted in the deadline being missed.
As a manager, it is important to uphold professional integrity by being consistent, open, and fair in my choices and interactions. I strive to set a good example by following high ethical standards and treating everyone with respect. I believe in keeping communication clear and honest, making sure to stick to my promises and give straightforward feedback, even when it is difficult. By taking responsibility for what I do and the choices I make, I help build trust within my team and encourage a culture of respect and integrity in the workplace.

[bookmark: _Toc1052769701]Conclusion
Dr. Alice Parker’s experience at SMART Engineering shows how gender and personal biases can affect teamwork and the workplace environment. These unconscious biases often cause women and people from diverse backgrounds to feel overlooked, unappreciated, or left out. Dr. Parker encountered issues like being ignored during discussions, having her ideas attributed to male colleagues, and not getting recognition for her leadership efforts. These biases do not just impact individuals; they also harm teamwork, creativity, and collaboration, as trust and communication suffer in a non-inclusive setting.
A major issue was the lack of accountability and inclusiveness in the team's culture. Dr. Parker noticed that gender and affinity biases caused divisions within the team, which affected the project's success. In a supportive and inclusive environment, every contribution is valued, leading to greater engagement and collaboration. On the other hand, a negative atmosphere stifles creativity and innovation.
To tackle these challenges, Dr. Parker and her team could work on addressing biases and promoting inclusivity. One useful approach is self-management, which Dr. Parker has highlighted in her personal growth plan. By developing emotional resilience and learning to speak up without the fear of being dismissed, she aims to improve her communication skills and pursue leadership training. This would enable her to confidently share her contributions while supporting other female engineers on her team.
Raising awareness about unconscious biases is essential for creating positive change. Dr. Parker can help shift the team’s perspective by promoting bias training and encouraging open discussions about diversity and inclusion. Recognizing these biases is the first step toward changing behaviours and fostering a more inclusive team culture. With management’s support, Dr. Parker’s leadership could significantly contribute to establishing an environment of respect and inclusivity.
Accountability is crucial for building such a culture. Leaders, especially team leader James Parker, must ensure that all team members are treated fairly and with respect. Dr. Parker’s personal development plan includes improving her conflict resolution and mediation skills to handle bias-related issues productively. By showing accountability, leadership can create a positive and inclusive atmosphere for everyone.
Dr. Parker’s decision to resign, along with her wife, emphasizes the need for a workplace that values its employees and promotes mutual respect. Ignoring biases can lead to the loss of valuable talent and harm the company's reputation. By directly addressing these issues, SMART Engineering can foster a culture where all perspectives are appreciated, benefiting both the team and the organization.
On reflecting on the above I created my own Personal Development Plan (PDP) (appendix 1) which is based on Kolb's 1984 model (Veres et al., 1991) of experiential learning, which highlights the importance of reflecting on experiences, forming concepts, and actively trying new things. By using this cycle from Kolb's model, I hope to improve my professional skills and support my personal growth through ongoing learning. This approach will help me understand and use the knowledge I gain from practical experiences while fostering a more adaptable and thoughtful mindset.
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[bookmark: _Toc690553214]Appendix 1
Personal Development Plan

	Objectives

	Goal
	Action Plan
	Outcome

	Time Management
	To improve my ability to be able to prioritise my tasks and manage time effectively
	I will use tools such as calendars, time management apps on my phone and allocate specific times for different tasks and review my daily schedule at the end of each week
	Increased productivity and reduced stress from missed deadlines

	Stress Management
	To better manage stress and remain calm in high-pressure situations
	Practice mindfulness, journaling, and deep-breathing exercises
	Improved emotional resilience and better decision-making during stressful moments

	Building Self-Discipline
	To strengthen self-discipline and avoid procrastination
	I will break tasks into small manageable steps and set daily goals 
	Consistent progress on long-term projects and increased focus on tasks

	Enhancing Self-Awareness
	To develop a deeper understanding of my strengths, weaknesses, and areas for growth
	I will regularly reflect on my actions and outcomes, seek feedback from others and keep a journal to track my progress and identify patterns in my behaviours
	A clear understanding of my personal and professional growth areas, leading to targeted development

	Work-Life Balance
	To achieve a healthier balance between my personal and professional life
	I will set clear boundaries for work hours and prioritise self-care activities (exercise, hobbies etc)
	Better mental well-being and increased satisfaction both at work and home.
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