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In this report I will conduct a critical review of a study where bias affected a team working environment. The study will be broken down into key areas that the behaviours affected. During this review we will look at behaviours and actions of individuals- and how they impacted a crucial deadline. We will look at how communication and education would have avoided the situation escalating, and how a lack of accountability led to a missed deadline and resignation.
Self-Management

Self management is “your ability to regulate behaviours, thoughts, and emotions in a way that better serves you and your work.” (Raeburn 2023.)
During this section we will look how Alice failed to self-manage and the impact this had on the study.
Evidence of her not regulating her emotions are shown where she states she got frustrated with senior management not following through with promises and forgetting conversations. She took this personally and it caused her to loose focus of the task ahead. She stated the room ‘went quiet when she entered it’ and ‘she was discussed ‘behind her back’ which caused her to feel isolated from the start. Alice had the opportunity to address these issues and ‘nip it in the bid’ in a timely manner to overcome the issues and self manage to focus on the task ahead- however she chose to avoid it- which snowballed the situation – dramatically affecting her work and cause her stress.

Stress as defined is “a state of worry or mental tension caused by a difficult situation”. (WHO, 2023.)   We know Alice was showing signs of stress as she displays signs of stress depicted by Madeson (2017) as “a clear a measurable physiological response, a desire to avoid a situation and a loss of control.” This shows her lack of resilience which is a key factor to management stress

Resilience by definition is “The capacity to remain flexible and adaptable whilst facing life's challenges” (Sutton 2019) 

To manage her stress in my opinion Alice needed to work out and apply coping mechanisms to remain calm and make clear judgements and use open and constructive communication to voice her concerns. Some other mechanisms according to the NHS website (NHS.co.uk) include connecting with people, mindfulness and working smarter not harder.

Alice did not take ownership of her thoughts- she states ‘the gossiping continued behind her back’. This causes her to become paranoid adding to her stress, and she looked for/ presumed bias’s in every situation. Other team members saw and acted on the gender dynamics and failed to self reflect on their own bias and behaviours towards Alice and her wife. They also avoided the situation and allowed a culture of bias, exclusive behaviours and inability to express concerns professionally.

Alices unprofessional way of dealing with these situations did not only have an impact on her- it impacted the whole team. Her team, in her words ‘went behind her back’ causing management to intervene and speak to the team without her knowledge. This impacted both managements trust in her, and her teams- affecting her personal integrity which is discussed later in our report. This in affect wasted time and caused a lack of team working and focus. The whole team, Alice included, chose to focus on their differences and avoid the issue at hand, causing them to become distracted, causing an unhealthy working environment and therefore missing the deadline and subsequently loosing Alice and her experience from the company.

Alice and the team could have become aware of their time management issues and overcome them by utilising the Eisenhower matrix which is based on the Stephen Covey (Covey,1989) time management matrix -by breaking tasks down in two factors- importance and urgency. The team issues/ conflicts were high urgency and high importance as it was affecting the progress of the task. If Alice has used this matrix she would have been aware she was placing the team conflict in the urgent but not important box as it was causing distractions and interruptions- which using the matrix is something to avoid. Their focus should not have been their differences- but the task.
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To avoid this situation occurring I would have had conversations with the team or individuals as soon as the issue arose. I would have been aware of the potential of biased thoughts and opinions through out the team of my wife being on the team, and ensured all of my actions were carefully thought out, to ensure any perceptions of bias could be ruled out. I would have managed my own stress with self-help tools and had conversations with my seniors about my concerns and worked together to overcome them. I would have also managed my team's behaviour appropriately. 
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This section we will discuss how bias's played a part in Alice situation, and how hers, and others lack of self awareness allowed these bias's to escalate. UPMC (n.d.) states ‘”Biases influence our behaviour and decision making’”which has clearly happened in this study.
The three types of bias in my own words are- 
· personal bias- learned beliefs through experiences which includes gender affinity biases
· cognitive bias- filters or shortcuts made by the brain based on perceived reality
· unconscious bias- learned beliefs which may not be right
We will look at how each one caused conflict throughout the study starting with the teams bias towards Alice and vice versa- and later how self awareness could have helped over come the situation.
During Alices statement we see that there is an imbalance of male and female engineer ratios, showing a predominantly male environment even before Alice and her wife joined.
The team showed cognitive bias towards Alices relationship with her wife. This instantly- in Alices words ‘caused discomfort amongst the team’. From this information alone the team seemed to question Alices integrity (which we will discuss later in the study). They displayed unprofessional behaviours such as whispering and 'went quiet’ whenever they would walk into a room. This is a direct link to their bias as this was ‘perceived’ reality created on thoughts or past experiences as it happened from the start with no actions to cause their behaviour.
They displayed unconscious bias through the learned and expressed belief that a female would not have the ability or expertise to run an important project of that nature. This also is displayed and backed up in the male team leaders tendency to overlook female engineers and not ask for their input- displaying gender affinity bias 
They display affinity bias or sometimes called ‘similarity bias's’ by gravitating toward those of a similar background or working environment. Causing ‘cliques’ and making Alice feel that her outside perspective is not wanted.  
Throughout the study- Alice presumes a lot of these behaviours are linked to her gender and relationship with her wife. We later look at how her actions and lack of accountability played an extensive part in the situation. In fact, it could be argued that Alice expects the team to be bias in her favour and that her experience alone should be proof enough she is capable- where some of her actions display the opposite. - known as the halo affect. (Imperial College of London, 2022) , 
To educate the team on bias and explore their own, I would introduce bias training and encourage self-awareness. I would ensure my decisions were based on facts and explore my own potential biases to increase my self-awareness. In addition to this I would be open and honest with information and handle conflict before it escalated. I would also introduce team building activities to encourage team members to get to know each other and delegate work in a way which integrated the team. 
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According to Forbes .com (2019)  “Teams can’t reach the highest levels of productivity and effectiveness without high levels of trust”.  We will look how a lack of accountability and authentic behaviour played a part in the lack of trust.
Accountability according to Brewster, C (Brewster et al, 2008) requires people to account for their actions- which many in this study did not.
Firstly, we will look at Alice. There were key points in the study where she did not take accountability for the missed deadline or behaviours of that within her team, or hold others accountable for their behaviours towards her.
Throughout the study Alice describes multiple occasions where she was overlooked, disregarded and not recognised for her work. This clearly and understandably made Alice feel undervalued. However- she chose to not speak up or address these issues. This even led to others taking credit for her work- whereas this is wrong- Alice had a responsibility to herself and the company to report such things, instead she chose withdraw and not share any details of her work to others. This not only affected her negatively, but it also gave way for the bias culture to continue, and lead to management ‘going behind her back’ for progress and to ‘get answers’ 
Alice also avoids taking accountability for other factors impacting the missed deadline, she was responsible for leading the team and delivering, which she did not. 
When we look at the team members, they allowed this culture to continue. Some played a part in creating the culture from when Alice and her wife joined. The team should have been in an adult mindset and expressed any concerns about her working relationship with her wife and dealt with and recognised their bias’s. Instead, they choose to act on their bias’s and deal with their concerns unprofessionally. 
Others were aware of the ‘us and them’ culture and decided to not act on it- even though it ‘made them feel bad’ This is shows they are not being authentic- as they are not staying true to their own values and beliefs that this was unfair. 
Cambridge advanced learners dictionary and thesaurus (2023) describes authenticity (being authentic) as “the quality of being real or true” and Varga and Guignon, (2023)  state part of being authentic is “openly expressing one's stance” -which no individual did in this study.
To avoid this study escalating like it did- I would have had conversations at the start. I would have expressed my concerns if I was on either side of the study. I would have raised my concerns and experiences to management and worked on the team's culture using official protocols for those who continued the bias behaviour. I would have been open and honest about my own failings and taken responsibility for my actions and the consequences of missing the deadline. I would have educated both myself and my team on bias's as, from my experiences, when we educate ourselves and reflect on our own bias- it gives way for a more inclusive workplace- ensuring all team members feel valued and equal.
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In this next part of the review, we will discuss and look at how communication, negotiation and diplomacy effect the interpersonal relationships across the team and how bias played a detrimental role in this study.
Verbal communication is “sending information or a message to someone else through the words we speak aloud” (Pavloriv, 2023.) No one in this study communicated their concerns verbally or made their feelings known. This would have improved the situation as “Communication in the workplace is important because it boosts employee morale, engagement, productivity, and satisfaction.”  (Allaya Cooks-Campbell, 2022.)
At the start of the study Alice states that from the offset there was tension and team members acted in their bias. Alice did not communicate her concerns, have open and honest discussions or deal with the matter at hand. This lead to the situation escalating. The study shows others ‘felt bad’ about the culture but they also failed to communicate their concerns. 
Alice felt undervalued as men were taking credit for her work- reinstating the bias culture of women not being capable of working at that level. This could also be argued however- that this was Alices perception, due to no communication as to why this was happening- this may have been for other reasons- i.e. high-level overview. 
One solution to overcoming these issues in the team in my opinion would be to negotiation.
Negotiation is “back and forth communication designed to reach an agreement when you and the other side have some interest that are shared and others that are opposed” (Fisher et al, 1986) The team has a shared interest to meet the deadline- and an opposed interest in the capabilities of women in this field.
Negotiation is useful as it aims to ‘reach a middle ground both parties can be satisfied with’ (AILIT, 2024)  although this article states not all parties are likely to be happy about the outcome- they should all be satisfied, and therefore be able to move past their difference and focus on the task.
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The final part of this study we will look at how bias and the behaviours of those involved affected their personal integrity.
 “Personal integrity is defined as having strong morals or values and following those principles in both your words and actions”. It is important because “it shows your strength of character and can lead you to have a more meaningful life”. (Finger print for success, 2023)
When we look at this study, the team members ethics and morals come into question due to their behaviour.   “Morals are principles and beliefs concerning right or wrong behaviours” (Collins, 2023) the behaviours displayed: the isolation, gossiping and gender bias, in their simplicity are wrong.
As this group allowed their bias and differences to take the focus away from the work. It resulted in a lack of team working, leading to a missed deadline and eventually-loss of staff.
From the study we see multiple team members were actively aware of the issues, some even being the cause by actively voicing and acting on their bias’s. The whole team handle this by avoiding the situation and withdrawing.
A report by Jonathan Porter-Whistman (Consequences of bias in the work place, 2022))  states “Unconscious biases can also impact your organization's ability to recruit high-performing professionals that are members of the LGBTQ+ community and women in male-dominated fields” this is evident in the study as Alice had high performing potential but choose to leave the company without putting her skills to use. 
When we look at the reputation of the company, it could have legal implications if the company continued allowing this behaviour. There are legislations surrounding inclusivity for companies. Alice and her wife sit under the protected characteristics of Sex, Sexual orientation and potentially civil partnership (Equality act, 2010) (see Appendix B for full list of characteristics). If legal action was taken and the company were convicted- this could have a disastrous impact on the company and its reputation.
My main values are fairness, consistency and honesty. Therefore, in this situation i would keep these at the forefront of my mind- influencing my decisions and behaviour. I would challenge behaviours I deemed to be bias, and work towards building healthy relationships with colleges. 
Personal development plan
On reflection I have taken the time to create a personal development plan covering all areas in this study to ensure I am aware of how my behaviours affect others, where i need to improve and to ensure I am always working from a place of equality and fairness. See appendix A

Conclusion

To conclude this study- a lack of communication, Gender affinity bias and unprofessional behaviours lead to the missed deadline and Alice and her wife leaving the company. If they had taken steps to educate themselves and make changes to their behaviours, it would have avoided this situation escalating like it did.
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	Personal Development Plan (SMART Based)

	Developmental Areas

	Desired Outcome
	Actions I will take
	Resources
	Success Criteria
	Target Date

	
Self-Management

	To ensure i manage my emotions during difficult times
	Bring my self into the present during times of stress using meditation techniques and stress reducing activities like going to a short walk
	Guided meditation, NHS website stress management
	I am able to manage my stress and stay rational during times of pressure and stress
	Jan 2025

	
Personal, cognitive, and unconscious bias

	To ensure I don't act on any bias I have
	Educate myself on my own bias, be self aware and mindful of my actions
	Bias training- self awareness
	Certificates on professional bia training
	Sept 2024

	
Accountability

	To always hold myself accountable for my actions
	To use communication strategies to express any concerns I have
	Feeback from peers or colleagues
	I have an open and honest environment and any concerns dont impact my work
	Jan 2025

	
Authentic behaviour

	To always be my authentic self
	Always be open and honest whilst staying true to my own values and beliefs
	Ensure everything i do aligns with my values and feedback if i see behaviours that are not aligned 
	Being true to myself and be happy 
	Straight away

	
Interpersonal relationships

	To build positive relationships
	Educate my self on peoples difference and go into every situation with an open mind
	Reflect on my own Bias and ensure my behaviours are open and honest
	Quality relationships with a mix of people
	straightaway

	
Professional integrity

	Be true to myself
	Ensure i always stick to my ethics and morals 
	Expressing what my ethics are and acting in alignment with them
	Professional relationships and reputation
	Straight away





Appendix B 
· Age
· Disability
· Gender reassignment
· Marriage and civil partnership
· Pregnancy and maternity
· Race
· Religion or belief
· Sex
· Sexual orientation
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