[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:
	Kaylea Haynes

	Student Number:
	2206928

	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.


Table of Contents
Introduction	3
Section 1: Critical Review of Case Study	3
1.1 Dr Alice Parker	3
1.2 Team Members	4
1.3 Management	6
Conclusion	7
Section 2: Personal Development Plan	8
References	9





[bookmark: _1ci93xb][bookmark: _Toc157955733]Introduction 

[bookmark: _Int_M5AxIFsj]This assignment will show a critical review of the case study from SMART Engineering from Dr Alice Parkers point of view. Dr Alice Parker gives her account of her time working as the lead within the team and it shows just her perspective, and it leads to her leaving the company. So, this will look at it critically from the other members covered in the study and how things could be different. It will cover aspects such as self-management, the different types of bias that are present, trust, accountability and authenticity, which will aim to show how they impact every part of a team and how important they are to having a successful team and making it easier to manage. It will look at the varied points of views while also providing strategies that could help to improve the team's overall performance and success. Patrick Lencioni (2002) wrote “The first dysfunction is an absence of trust among team members. Essentially, this stems from that unwillingness to be vulnerable within the group. Team members who are not genuinely open with one another about their mistakes or weaknesses make it impossible to build a foundation for trust. This failure to build trust is damaging because it sets the tone for the second dysfunction: fear of conflict. Teams that lack trust are incapable of engaging in unfiltered and passionate debate of ideas. Instead they resort to veiled discussions and guarded comments”.

[bookmark: _3whwml4][bookmark: _Toc157955734]Section 1: Critical Review of Case Study
[bookmark: _2bn6wsx][bookmark: _qsh70q]
[bookmark: _Toc157955735]1.1 Dr Alice Parker

Raeburn (2023) goes on to say that being able to regulate and use your emotions, thoughts, feelings and behaviours to your advantage in your personal and work environments is knowing how to self-manage. Working through the case study from SMART Engineering Dr Alice Parker is clearly very emotional and is allowing her strong feelings and thoughts within the team to create bad feelings within herself about the team that she is lead of. With Dr Alice Parker already having her own judgements on how others within the team see her as she is from Prague, she has already caused an issue within the team as the lead as she has set herself aside from the team before getting to know the team. She then reports that she has been a part of SMART Engineering for 5 years where she joined the company at the same time as her wife who also works on the team. Because of this the team are showing signs that they have a lack of respect and trust for Dr Alice Parker as the lead of the team. 
Firstly, the self-management from Dr Alice Parker should be reviewed from herself as she is showing poor self-management as a team member and lead, from the onset she has not spoken up about her issues or beliefs that have arisen with certain situations. She is not being very authentic to herself and showing a large amount unconscious bias that are impacting her from being able to have a successful team and project. Making decisions and being able to have open and intense discussions with your team members would also be severely affected. This will have a roll-on effect with the deadlines set to finish the tasks while also creating an issue as a team lead.
Secondly, as a lead within the team Dr Alice Parker is allowing herself to become the outsider in her team while also allowing her wife to also become one to, this is all created with her not having the confidence to address her fellow team members about how she feels and ask why they are treating her that way. With such a barrier put in the way of communication and a trusting relationship that is needed to have a successful team as Albert Merriam (1967) states a message received is judged as 7% verbal, 38% vocal and 55% visual, so you might have a lot to say but it will be your body language and the sound around you or the mood the person receiving it is in will say a lot more. Dr Alice Parker is also confirming to the deadline of the project would be missed but rather than taking any accountability for this she is passing the blame onto to senior management. This shows very much a lack of accountability and self-management as if she was to be aware that the things required by senior management were too much for her, she would have to speak up about this and say I could do this, but the deadline would be to soon I may need more time to complete this, showing she is accountable for her actions. The team consists of 3 female and 4 male, Dr Alice Parker and her wife are two of the 3 females which can create some personal bias from herself and her wife as Dr Alice Parker will be seen to treat her wife in a different manner to the other members causing an unconscious bias from the other members. If the situation is left without being addressed, then a divide in the team will be created. Dr Alice Parker has a proven record and shows great knowledge within the industry of engineering, but she feels this isn’t being recognised with management and other male team members often taking her work and passing it off as theirs making her feel invalid and undermined, making her leave a position she knows she can do. This has a ripple effect on her wife as she hasn’t made the team aware it was her work and left it unsaid and has made the decision to leave, her wife has also made the decision to leave with her. If she had a better self-awareness, she wouldn’t have had to make such a drastic change. 
Finally, moving forward I would first start by addressing the team as individuals and as the lead of the team to gain their perspective on what they believe to be the issue as the best place to start is to ask directly what's happening. This gives me the opportunity for to reflect on the issues arisen and plan to change them. By being truly honest and transparent with the team and showing your own weaknesses you start to gain the trust and respect of the team and can move forward in a positive way. I would arrange to do some courses with them in team building and self-management. These courses would help to reinstate the importance of how things can affect a successful project If a team aren’t working together. Allowing the team to become more self-aware will help to combat the bias’s that are present and eventually lead to a happier working relationship. White et al (1996) argues that self-awareness is the foundation of all tacit knowledge, whereas church (1997) considers it to be an ability or trait to see strengths and weaknesses within yourself and being able to evolve from it.
[bookmark: _3as4poj]
[bookmark: _1pxezwc][bookmark: _Toc157955736]1.2 Team Members

After examining the case study from the perspective of the other team members you can clearly see the issues, they are facing are very similar to Dr Alice Parker. They are also being described as not speaking up about what they are feeling, which is also a big lack in authenticity, by not being true to themselves. You can also see that they are all showing signs off affinity bias within the team at Smart engineering. The personal and work morals and values are not being followed and as such the company ethics are not being adhered to creating a long-term failure within the team and therefore the overall project and if continues would have a major impact in the company as a whole. 
[bookmark: _Int_Ti4AOd6N]Taking a look firstly at the professional integrity that the team members are portraying, which would be seen as lack of morals and values, also personally to each member. A few seen here would be the team members gossiping or be seen to be gossiping, or having compassion for others, kindness and respect and accountability. As Eriksen (2015) states a key virtue for professionals to have is integrity. Moving on to accountability and authenticity, meaning to be fully yourself and always be accountable for your work or actions, the team members here have shown very little of this seen by one male member being ok with taking the work of Dr Alice Parker and passing it of as his own this isn’t very authentic, as Hamilton and Almeida (2022) say to be authentic is to be candidly and transparent, to behave with morals and be true to your inner self. The team members are showing signs of a lack of trust and can also be seen with the lead of the team as well. This is shown with the lack of communication within the team and between the senior managers and everyone involved. A lack of trust can be very detrimental to a team as without trust the project fails. Things required for trust in a relationship,

	Talk straight 
	Demonstrate respect
	Create transparency

	Right wrongs
	Show loyalty
	Deliver results

	Get better
	Confront reality
	Clarify expectations

	Practice accountability 
	Listen first
	Keep commitments

	Extend trust
	
	


(convey,2006)
Carrying on from trust and integrity within this team, with the team members knowing the lead of the project is also married to another female member of the team has created a natural gender bias with the remaining members of the team 4 make and 1 female, the male members have been drawn to each other making the females of the team to feel like they are less valued within the team, this is not the only bias happening with most of the other team members coming from an energy background so the unconscious bias would naturally draw them to one another and it’s comfortable for them as it's what they know. With this happening is creates a separation within the team with some members feeling uniformed and not important within that team which will result in poor performance in the project.
It has been shown that the team members need to be managed and lead into a healthier and happier environment. I would as the manager start once again by asking the question, what can be changed? And what can we do to start the process. We need to start with trust within the team as there is no trust present at the moment. By showing that we as managers have made mistakes and take ownership and accountability for those it’s shows that we are true to ourselves and can be trusted and hopefully the team would start to look in on themselves and how self-aware they are of themselves. As an overall the company relies on the success of the projects and these projects can only be successful if they have a successful team to deliver them on time. I would ask for the individual team members to be accountable for the part of the project they take responsibility for and if they feel they can’t do it to speak up and ask for help or extend the time frame so we can plan for all eventualities. Also having a diverse team can be a very successful team as they bring different views and ideas, I would just get the team to complete team building courses to hopefully create better relationships with everyone. I would put in place a weekly review where we can put out all the issues of the previous week and make changes to the week ahead. Being available to the team on a regular basis to help with conflict that arises. Finally get assigned on to refresher course linked to self-management, accountability and trust to help look into us and see what we need to improve on. Finally giving credit to the team for all the hard work that they do and acknowledge them for being more self-aware and authentic by them asking for help or more time rather than blaming them for this. 

[bookmark: _49x2ik5][bookmark: _Toc157955737]1.3 Management

Taking a look at the case study from SMART Engineering from the perspective of the senior management and the issues made about them, Dr Alice Parker is passing the blame on to them for the failure to hit the deadline line for the project as they had made false promises to the team in ways of promising resources needed that never appeared. Dr Alice Parker has taken the word of the manager but has nothing to back it up, so management have denied what was said. While this is going on at the same time James Parker the team leader who heads all the meetings is being noticed by the other team members to have a major affinity bias towards the make team members and favour them in all meetings, overlooking the work that the female team members have done. This issue that is a constant thing has been noticed by the male team members, but they haven’t spoken up against this issue in fear of repercussion or that they feel important within the team. This is allowing senior management to be unaware of this situation so can’t help to improve it. This shows a clear lack of communication right from the very top of the company to the bottom. With this lack of communication and accountability, it makes it very hard for a team to be successful and happy. This shows very little self-awareness and authentic behaviour. 
Firstly, the reason Dr Alice Parker is feeling let down by senior management as she held them accountable for the completion of the project by deadline date by them promising help, whereas she should have either explained that the deadline wasn’t achievable and then plans could have been updated to suit meaning she is accountable for her own self. Senior management have just given the easy option of agreeing to something they can’t deliver, and this is passing the accountability back on to the lead of the project. Senior management also have very poor communication with the teams they have and then the team leader subsequently has poor communication with the team that he is running.
Secondly, James Parker who is the team leader is showing signs that he isn’t very self-aware, Eurich (2018) stated that internal self-awareness represents the clarity in which we see our own values, passions and aspirations within the environment were in, this includes feelings, behaviours, strengths and weaknesses and how it affects others. This creates higher job satisfaction whereas external self-awareness is the understanding of how other people perceive us in our everyday interactions in various contexts. So, the effect that senior management will have by having a lack of awareness will in turn have a detrimental effect on the overall outcome of the project and company. The strong affinity bias that has been noted can also be very damaging to the team's successful outcome because it creates a negative feeling between team members, whereas if these were addressed the team could have better discussions and be able to handle a heated debate to get to an achievable outcome. Senior management should be fully aware of the issue within the team as they are the ones who would have to get things to a better place. By becoming more self-aware they can then look at gaining the info needed to reflect upon the issues and be able to move forward. 
After seeing from the point of view of the managers, I would gather all the necessary people and try to get feedback from them to see what the issue actually is as for the fact that no one is talking about the issues they have, you can’t move forward with anything because you don’t know what the issue is. Setting up communication courses for management and team members to help with the overall lack of communication with u the company. I would attend weekly team meetings to monitor the bias towards the male members and make sure this is stopped. Every week I would have a reflection period where I sit and rethink of what, why, and where to go next to obtain a successful week ahead. This should lead to creating a more effective team, which then creates higher performance, increased involvement from employees, motivated employees, less conflict and an overall happier environment to be in, resulting in completing on-time projects. All this will begin to build trust within a team. Gibbs (1988) cycle of reflection explains it as a process from, description of event to feelings from that event to evaluation then analysis to conclusion and finally action plan for the next time. With any company or team to be successful knowing what happened, why it happened, the outcomes, and where to go from there is very important as you have to reflect to move forward. 


[bookmark: _2p2csry][bookmark: _Toc157955738]Conclusion

To conclude it is very clear how important it is in any company or team for everybody to be self-aware and have self-management to be able to have a successful outcome. It is also very easy to have unconscious bias run very deep within a company and until these are made conscious, they will go unchecked. Creating great communication and holding yourself accountable for your actions and work will in turn promote authenticity where you are being true to who you are and what you believe in can only create a happier place to work. From this the most important thing for a manager is to be able to show great communication skills and that you have strengths and weaknesses to them show Tor team that you are being authentic and always hold yourself accountable. 
[bookmark: _147n2zr][bookmark: _3o7alnk][bookmark: _23ckvvd][bookmark: _ihv636][bookmark: _Toc157955739]Section 2: Personal Development Plan

	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target 

Date for Review

	Communication 
Start level 6


	Take courses
Practice
	Online
Books
In person
	Ask for feedback 
	6 months
Level 9



	
Self management
Start level 5


	Courses
Reflect
	Books 
Seminars
	Ask for feedback
	6 months
Level 8
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