[image: ]
Applied Leadership and Management in the Workplace
Module Assignment Submission 
	Student Name:
	Richard Bartlett

	Student Number:
	2432488

	Module No:
	BMSK4016

	Module Title:
	Continuous Professional Development


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.
AI Declaration: I confirm that I have not used Generative AI to create any text, creative materials or code for submission. Any AI use was limited to permitted research, assignment structure and proofreading of my own work. AI may be used to help plan the structure or format of a table, but the content must be my own. AI must not be used to create graphs, charts, images or other assessed visual material for submission unless specifically permitted in the assignment brief.


1.0 Introduction	2
2.0 Case Study Overview	2
3.0 Self-Management	3
4.0 Personal Cognitive and Unconscious Bias	4
5.0 Accountability	5
6.0 Authenticity	6
7.0 Morals and Ethics	7
8.0 Professional Integrity	8
9.0 Trust	8
10.0 Interpersonal Relationships	9
11.0 Brand You	10
12.0 Development of Own Professional Practice	11
13.0 SMART Personal Development Plan	12
14.0 Conclusion	13
15.0 References	14


[bookmark: _Toc144032271]1.0 Introduction
Professional practice is not just about having the right qualifications or being technically good at a job. In my view, it is also about how people behave towards each other, how they deal with pressure, how they communicate and whether they take responsibility for their actions. This is particularly important when people are working together on a complex project where different skills, experiences and opinions are needed.
The case study highlights several problems that can develop when these areas are not managed effectively. The case focuses on Dr Alice Parker, an experienced engineer and project lead working on the development of an electric car. Alice has significant engineering experience, including working as a chief engineer on an offshore oil rig. However, despite this experience, she feels that her expertise is not respected within her current team.
The case raises several issues, including gender bias, affinity bias, lack of trust, poor communication, weak accountability and deteriorating interpersonal relationships. Alice also describes situations where female engineers were overlooked in meetings and where their contributions were attributed to male colleagues. This eventually led Alice and her wife, who was also an engineer at the company, to decide to leave SMART Engineering.
This review will examine the case using the areas of self-management, personal cognitive and unconscious bias, accountability, authenticity, morals and ethics, professional integrity, trust, interpersonal relationships and Brand You. I will consider what happened, why it happened, who was affected and the consequences for the individuals, team and organisation. I will also reflect on how I would respond to similar situations in my own professional practice.


[bookmark: _Toc1829459951]2.0 Case Study Overview
The main issue in the case is not simply that the electric-car project was falling behind schedule. There were several technical and organisational reasons for the delay. However, the situation became more difficult because the team was already experiencing conflict and a lack of trust.
Alice describes feeling uncomfortable within the team from the beginning. She and her wife noticed that colleagues would stop talking when they entered a room or whisper when they passed in the corridor. Although these behaviours may appear minor, repeated experiences like this can make someone feel that they do not belong.
The situation became more serious when Alice became the lead on an important project. As the deadline of 20 December 2022 approached, management became increasingly concerned about progress. Senior managers came onto the shop floor and spoke directly to team members without Alice's knowledge. This undermined her position as project lead and created further confusion about communication and responsibility.
Another important issue was the treatment of female engineers during team meetings. Alice states that female engineers were regularly overlooked and were not asked for their opinions on products or ideas. On one occasion, Alice had worked on a project for three months, but a male colleague was asked about its progress instead of her.
The situation became so uncomfortable that Alice did not feel safe sharing information about her own work. She was concerned that someone else might take credit for it.
The case therefore shows how several problems can become connected. Gender bias can damage trust; poor trust can reduce communication; poor communication can increase conflict; and conflict can ultimately affect project performance.

[bookmark: _Toc1112497129]3.0 Self-Management
Self-management is important because difficult situations are unavoidable in professional life. The way an individual responds to pressure can influence both their own performance and the people around them.
In the case, Alice was under pressure from several directions. She was responsible for an important project, the deadline was approaching, management was asking questions about progress, and she felt that her colleagues did not respect her expertise.
The situation would understandably have created frustration. Alice explains that she became increasingly guarded because she was worried about someone else taking credit for her work. I can understand why she reacted this way. If I repeatedly felt that my contributions were being ignored, I might also become more careful about what I shared.
However, there is also a danger in becoming too guarded. Engineering projects depend on people sharing information. If team members stop communicating because they do not trust each other, the original problem can become worse.
The World Health Organization (2023) explains that stress can occur when people experience demands that are difficult to manage. In this case, Alice was dealing with both the demands of the project and the emotional pressure created by the team environment.
If I were in Alice's position, I would try to separate the personal frustration from the project requirements. I would document examples of problems rather than responding emotionally in the moment. I would also arrange a private meeting with the appropriate manager to explain the situation and its effect on the project.
For me, self-management does not mean ignoring unfair treatment. It means finding a professional way to deal with it without allowing the situation to affect my judgement or behaviour.

[bookmark: _Toc1259794700]4.0 Personal Cognitive and Unconscious Bias
Bias is one of the strongest themes in this case. The issue is particularly interesting because not everyone who displays bias intentionally discriminates against others. According to Imperial College London (2023), unconscious bias can influence decisions and behaviour without individuals being aware of it. This is important because people may genuinely believe they are making fair decisions while still being influenced by underlying assumptions.
The case provides evidence of both gender bias and affinity bias.
Alice believes that her gender affected how her expertise was perceived. The fact that she was a woman leading an important project became a topic of discussion among colleagues. This is concerning because her technical competence should have been assessed based on evidence of her experience, qualifications, and performance rather than personal characteristics.
The case also demonstrates affinity bias. Alice came from a different professional background, having worked as a chief engineer on an offshore oil rig, while many of her colleagues had experience in energy companies focused on residential energy products. Rather than recognising the value of this diverse experience, Alice felt that her differences contributed to her exclusion from the group.
This issue is particularly significant within engineering environments. When team members share similar backgrounds and experiences, there is a risk that important perspectives or potential problems may be overlooked. Individuals with different experiences can contribute unique insights that improve decision-making and innovation.
The consequences of bias extend beyond the negative impact on one individual. In this case, the organisation may have lost valuable knowledge and expertise because Alice became reluctant to share her ideas and professional opinions.
If I were managing the team, I would introduce a more structured approach to meetings. Everyone involved in a project should be given an equal opportunity to report on progress, contribute ideas, and provide professional opinions. Decisions should be based on objective evidence rather than familiarity or personal preferences.
I would also regularly reflect on my own management decisions by asking whether opportunities were being offered to individuals because they were the most suitable candidates or simply because I felt more comfortable communicating with them. This self-awareness could help reduce the influence of unconscious bias and promote a more inclusive working environment.

[bookmark: _Toc16065019]5.0 Accountability
Accountability is about taking responsibility for actions and being prepared to explain decisions. This is important at both individual and organisational levels.
There appear to be several accountability problems in the engineering case.
Firstly, senior management had apparently promised resources that did not materialise. When the project fell behind, management became concerned about progress. However, the reasons for the delay were more complicated than simply the performance of Alice or her team.
Secondly, management went directly to team members without informing Alice. If Alice was responsible for leading the project, I believe she should have been included in important discussions about its progress.
Thirdly, team members who noticed female colleagues being overlooked did not appear to challenge the behaviour. The case says that male colleagues seemed to feel uncomfortable about what was happening but did not stand up for the women.
This raises an important question: Does accountability only apply to the person who has formal responsibility?
In my opinion, it does not. Employees have a responsibility for their own behaviour and for contributing to a professional working environment.
Brewster et al. (2008) highlight the importance of people management as part of organisational effectiveness. This means that employees should not simply be viewed as resources for completing tasks. Their relationships, behaviour and contribution to the organisation also matter.
If I were the team leader, I would make responsibilities much clearer. Project decisions, resource requests and agreed actions should be recorded. I would also make it clear that everyone has a responsibility to challenge inappropriate behaviour respectfully.
The outcome would hopefully be a more transparent working environment where individuals are held responsible for what they can control.

[bookmark: _Toc1471297885]6.0 Authenticity
Authenticity is about being genuine and acting consistently with one's values. Cambridge University Press describes authenticity in terms of being genuine or true to oneself. Hamilton and Almeida (2022) also question the idea that authenticity at work is always straight forward because employees operate within organisational expectations.
In the case, there appears to be a lack of honest communication. Instead of discussing concerns directly with Alice, colleagues were apparently gossiping about her and the project.
This creates a difficult situation. If someone has concerns about another person's performance, it is more professional to discuss those concerns directly or use the appropriate management process.
The same applies to management. If senior managers were concerned about the project, they should have communicated directly with Alice rather than going around her.
I think authenticity also applies to Alice. She was understandably guarded, but this meant that she no longer felt comfortable sharing her knowledge. Her behaviour was a response to the environment, but it also demonstrates how difficult it can be to remain open when trust has broken down.
If I were in this position, I would try to communicate honestly but respectfully. I would say what the problem was, explain how it was affecting me and suggest a practical solution.
For example, instead of saying, “Nobody listens to me,” I could say, “I have noticed that I am not being asked for updates on projects that I am responsible for. I would like to discuss how we can make sure project leads are given the opportunity to report their own progress.”
This approach is more constructive and gives the other person something specific to respond to.

[bookmark: _Toc153726226]7.0 Morals and Ethics
Morals and ethics are closely connected to professional behaviour because they influence decisions about what is right, fair and responsible.
Bandura (1991) explains that moral thinking influences how people regulate their behaviour. In the workplace, this means that people make decisions based not only on what they can do, but also on what they believe they should do.
Several ethical issues appear in this case.
The first is fairness. Female engineers should have the same opportunity to contribute to discussions as male engineers.
The second is honesty. If management promised resources, those commitments should be communicated clearly and followed through where possible.
The third is recognition. If Alice completed work, she should receive appropriate recognition for it.
The situation also raises an issue of moral courage. The case states that some male colleagues appeared to feel uncomfortable about what was happening but did not stand up for their female colleagues.
For me, this is an important lesson. It is relatively easy to say that discrimination is wrong, but professional ethics becomes more meaningful when someone is prepared to challenge inappropriate behaviour.
Beauchamp and Childress (2019) discuss ethical principles including justice and respect. Although their framework was developed within healthcare ethics, the principle of treating people fairly is relevant to this case.
If I were in the team, I would try to challenge unfair treatment respectfully. For example, if Alice's contribution was overlooked, I could say, “I think Alice has been leading this part of the project, so perhaps we should hear her update.”
This is a small intervention, but it could make a significant difference to whether someone feels valued.

[bookmark: _Toc40830031]8.0 Professional Integrity
Professional integrity is about acting consistently with professional values and doing what is right even when it is difficult.
Eriksen (2015) describes professional integrity as an important part of professional practice because professionals have responsibilities beyond simply completing their technical tasks.
The case raises concerns about integrity because Alice became worried that colleagues might take credit for her work.
I think this is particularly serious in an engineering environment. Technical work often involves collaboration, so it is important that people receive appropriate recognition for their contribution.
If people believe their work will be taken by others, they may stop sharing information. That is exactly what appears to have happened with Alice.
There is also an integrity issue for management. If commitments are made regarding resources, there needs to be a clear record of those commitments. Otherwise, people can later disagree about what was promised.
If I were managing the project, I would introduce clear documentation of decisions, responsibilities and contributions. Meeting minutes should record who agreed to do what, and project documentation should make individual contributions visible.
Professional integrity therefore supports both fairness and project performance.

[bookmark: _Toc1699933848]9.0 Trust
Trust is probably one of the most important issues in this case.
Covey (2006) argues that trust has a significant effect on relationships and organisational effectiveness. When trust is high, people can communicate more openly and work more efficiently. When trust is low, people spend more time protecting themselves.
This can be seen clearly in Alice's behaviour. She became uncomfortable sharing project information because she feared that someone else would take credit.
The team also appears to have lost trust in Alice's leadership, while Alice lost trust in the team and management.
Once trust has been damaged, simply telling people to “work together” is unlikely to solve the problem. Trust needs to be rebuilt through repeated actions.
For example, management could rebuild trust by keeping promises, communicating decisions openly and involving Alice in discussions about her own project.
The team could rebuild trust by giving credit where it is due, listening to each other and challenging gossip.
Dithurbide and Flett (2014) highlight the importance of teammate trust in effective team relationships. Although their research focuses on sport, the principle can be applied to workplace teams because both situations depend on people believing that others will fulfil their responsibilities.
If I were in the team, I would try to rebuild trust through consistency. I would do what I said I would do, communicate early if something changed and give colleagues proper credit.

[bookmark: _Toc1887594631]10.0 Interpersonal Relationships
Interpersonal relationships are essential in any team, particularly a cross-functional team containing engineers, designers and marketing specialists.
Tallia et al. (2006) identify trust, communication, respect and understanding as important features of successful working relationships.
The relationships in the smart engineering team appear to have deteriorated significantly. Alice describes an “us and them” culture, with female and male engineers becoming divided.
The whispering and stopping conversations when Alice and her wife entered rooms would also have damaged relationships. Even if individual colleagues believed they were simply discussing work, the repeated behaviour could easily make Alice feel excluded.
The problem was made worse because people did not appear to communicate directly.
If I were managing the team, I would create clearer expectations around communication. Team meetings should give everyone an opportunity to contribute. I would also discourage gossip and encourage concerns to be raised directly and professionally.
I would not expect everyone to become friends. Professional relationships do not require personal friendship. However, people do need to be able to work together respectfully.
The project required different professional perspectives. Therefore, the team needed to focus on its shared goal rather than allowing personal differences to divide it.

[bookmark: _Toc1490703985]11.0 Brand You
“Brand You” is about the professional reputation and identity that an individual develops through their behaviour, skills and values.
Hauwiller (2019) identifies personal branding as involving the way professionals communicate their value and establish credibility.
Alice already had a strong professional background. She had worked internationally and had previously been a chief engineer on an offshore oil rig. However, qualifications and experience alone do not guarantee that other people will recognise someone's professional value.
The case made me think about how my own behaviour contributes to my professional brand.
If I want to be seen as a reliable professional, I need to demonstrate reliability consistently. If I want to be seen as someone with integrity, I need to give other people credit and take responsibility for my mistakes.
My Brand You would therefore be based on:
· technical competence;
· honesty;
· accountability;
· respect;
· integrity;
· effective communication;
· willingness to learn; and
· supporting colleagues.
I would also want my reputation to come from what other people experience when working with me rather than from what I say about myself.
The case also shows that organisational culture can affect individual reputation. Alice had significant experience, but the team's perceptions appeared to influence how her expertise was viewed.
This reinforces the importance of maintaining a clear record of achievements, contributions and professional development.

[bookmark: _Toc1863235570]12.0 Development of Own Professional Practice
This case has made me think about my own professional practice and how I would respond if I experienced similar problems.
One area I would like to develop is self-awareness. Eurich (2018) argues that self-awareness involves understanding ourselves and understanding how other people see us. This is important because I may believe that I am communicating clearly when someone else experiences my behaviour differently.
I also need to recognise the importance of reflection. Schön (1983) describes reflective practice as thinking about professional experiences to learn from them. Gibbs (1988) provides a useful framework for structured reflection.
I would use the following questions after difficult situations:
What happened, how did I respond, why did I respond in that way, who was affected?
What could I have done differently, what will I do next time.
I would also improve my conflict-management skills. Fisher et al. (1986) argue that separating people from problems can help during negotiation. This is useful because disagreements should focus on the issue rather than becoming personal.
For example, if I disagreed with a colleague about a technical decision, I would focus on the evidence and project requirements rather than questioning their competence.
Finally, I would make sure that I continue developing professionally through CPD. The SMART Engineering case demonstrates that technical knowledge is only one part of professional effectiveness. Communication, ethics, self-management and interpersonal skills are equally important.

[bookmark: _Toc1058293840]13.0 SMART Personal Development Plan
 Area, Objective, Action, Success measure, Time
Self-management, Handle pressure better, Complete a Development course, Certificate, 3 months.
Bias, Understand unconscious bias, Complete bias training, Written reflection, 3 months
Accountability, take more responsibility, keep a weekly task log, 90% tasks completed, 6 months.
Authenticity, communicate honestly, Practise assertive communication, Feedback from 3 colleagues, 6 months.
Ethics, make better ethical decisions, use an ethical checklist, 3 examples recorded, 6 months.
Integrity, be more transparent, Keep accurate records, Monthly review, 6 months.
Trust, build professional relationships, Keep commitments, Positive feedback, 9 months.
Relationships, be more inclusive, Encourage others in meetings, Evidence of inclusion, 6 months.
Brand You, build a professional identity, Identify 5 values, 360° feedback, 12 months.
Reflection, reflect regularly, Write monthly reflections, 12 reflections, 12 months.
The plan is SMART because the objectives are specific, measurable, achievable, relevant and time bound. More importantly, the objectives are linked directly to the problems identified in the case.


[bookmark: _Toc960160521]14.0 Conclusion
The SMART Engineering case demonstrates that professional practice involves much more than technical ability.
Alice was a highly experienced engineer, yet she found herself working in an environment where her gender and professional background appeared to influence how her contribution was perceived. Female engineers were overlooked during meetings; contributions were allegedly attributed to male colleagues and management communication undermined Alice's role as project lead.
The case shows how bias, trust, accountability, authenticity, ethics, integrity and interpersonal relationships are connected.
Bias affected who was listened to. This contributed to a lack of trust. The lack of trust caused Alice to become guarded, which reduced communication. Poor communication contributed to further conflict, while management's approach created additional uncertainty around accountability.
The consequences extended beyond Alice. Other female engineers were affected, male colleagues were placed in a difficult position, the project team became divided and SMART Engineering ultimately lost two experienced engineers.
I believe one of the biggest lessons from this case is that organisations cannot expect employees to perform at their best if they do not feel respected or included. Technical expertise needs to be supported by a professional culture where people can speak, contribute and receive appropriate recognition.
The case has also made me consider my own professional behaviour. I need to take responsibility for my actions, recognise my own biases, communicate honestly, maintain professional integrity and develop trusting relationships.
My Brand You should therefore not just be based on what I know. It should also be based on how I behave towards others. I want to be known as someone who is reliable, fair, respectful, accountable and willing to listen.
Ultimately, effective professional practice requires both competence and character. The SMART Engineering case demonstrates what can happen when one is present without sufficient attention to the other.
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