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Dr Alice Parker was an adequately qualified individual for the role, an engineer with 5 years’ experience within the company and industry she worked within. Being a lead on a project to design and create a groundbreaking electric car.
Although this individual was qualified to take on the challenge, there were many conflicts to deal with making it harder to the goal being reached and being successful.  
There were many things to deal with including gender dynamics and affinity bias, Dr Parker was left to feel as though the qualifications and experience gained were of no use when shown that co workers had taken a dislike to the gender, the sexuality and back round of the individual. 
Firstly, there was a clear divide in the team as it seemed as though certain male team members weren’t happy with the fact a woman was given the opportunity to be the lead worker on the project, making it difficult to produce work and answers to achieve the projects deadline, leading to a lack of innovation. Showing that personal bias can seriously affect and alter the progress of tasks and projects. It affects how others are treated, making situations unfair. Favouring information that supports what an individual already believes, ignoring evidence that contradicts it. This bias could be changed completely with self-reflection, questioning first impressions and assumptions, conscious learning and practicing empathy. Therefore, being able to gain a true sense of authentic behaviour and authenticity throughout the team. Connecting authenticity with identity development, strengths, and positive organizational behaviour. (Leroy. H., Anseel, F., Gardner. W. L., & Sels. L. 2015)
Acting authentically reduces emotional strain and improves engagement (Hewlin, 2003)
Previously in team meetings and past projects that Dr Parker had also had the lead role on, there would always be a male spokesperson in the meetings. Concluding to a feeling of no trust and feeling unheard. A lack of trust was then formed as there wasn’t any sign of worth or appreciation which then left the individual feeling untrusting of sharing work with co workers in fear of the work being taken from others within the company as their own.  
These working conditions led to Dr Parker leaving the company as confidence and trust was taken away by unfairness. 
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Accountability is a crucial concept in both organizational and personal contexts. It involves the obligation of individuals or organizations to take responsibility of their actions, report on their outcomes, and be answerable to others (Oxford English Dictionary, 2024).
Beyond simply being responsible, accountability also entails a social dimension-people are often motivated to justify their decisions and behaviours when they know they will be evaluated by others.  (Lerner & Tetlock, 1999). This expectation of justification can enhance ethnical behaviour and performance in workplaces and institutions.
It means taking ownership in what needs to be addressed and acknowledging their mistakes, explaining what happened correctly and taking steps to correct this. Taking accountability means not blaming others. 
Employees and employers holding themselves accountable to their mistakes can only enhance their businesses success and growth. 
There are many types of accountabilities such as Moral or Ethnic Accountability, where the obligation is to act in line to moral principles even while alone and unmonitored. 
Then there’s Personal Accountability where personal goals and actions need to be addressed, such as meeting deadlines, admitting mistakes and keeping their word. 
We also have Professional Accountability. This is the responsibility of employers and employees to meet the goals of their companies and uphold ethical and legal compliances.

In the workplace a manager made a mistake regarding making bookings into the diary system for reservations for future events. 
Firstly, there was a booking made for a major event for a local business to hold a fundraising event for a local children’s charity. Secondly was a wake for a funeral. Both were made for the same date but one of the bookings was confirmed verbally unlike the other which was made through online bookings. 
So, when the customer confirmed verbally and it wasn’t inputted into the system, the customer and manager who was making a mistake thought the room was available and continued to make the reservation.
Thankfully a few weeks prior to the date in which is being spoken of the customer involved in the wake booking called to finalise having the buffet option included. The booking only for the fundraiser was available to view for date the customer on the phone was referring to, therefore highlighting the mistake that had been made. 
Although the mistake was now known to the business it didn’t make much difference to one unhappy customer, a financial loss to the business and a reason for creating a bad reputation for efficiency and customer service. 
The manager that made the mistake didn’t take accountability for the scheduling error. So, there was no consequence or corrective action. 
To prevent this from happening in the future and if the manager had taken accountability, a system could have been implemented to prevent the same mistakes happening and the manager could take a lesson from the situation, which could have further prevented the same mistakes being made twice. 

Personal Statement
I do believe that I hold myself accountable for my mistakes and actions. This alone can’t make a situation right; it can’t hold its true value of authenticity without alignment in my actions to match my goals.
True authenticity is when I’m decisive and strict within my timeframes and schedule, therefore upholding the deadlines, tasks set before me and goals I want to achieve for my family’s future success.
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Authentic behaviour is when an individual is being honest and true in all actions, intentions and behaviour. The fullest realisation of authenticity is being who you really are.
It’s being genuine and pure, never presenting a false image to the public and is always themselves. They are self-reflective, they study their mistakes
and use it to be a lesson. Never judgemental, taking each person as they are, always living in the present but also plan and think about the future and the greater scale of things.  Authentic people don’t tend to chase things such as financial gain but have a deeper need to be at their fullest potential for more personal and intrinsic satisfaction.
According to Self-Determination Theory, behaviour driven by internal values and intrinsic motivation leads to greater well-being than behaviour motivated by external approval or financial gain (Deci & Ryan, 2000). 
Authentic Behaviour aligns closely with (Maslow 1943) Concept of self-actualization, where individuals act accordingly to their inner values.
When a manager fails to take responsibility for a scheduling error-such as double-booking a meeting room-and instead blames external factors like system errors or staff mistakes, it demonstrates a lack of accountability. Authentic leaders, however, model transparency and self-awareness by admitting errors and taking corrective action (Avolio & Gardner, 2005). Avoiding accountability can undermine team trust and reduce psychological safety, as employees may feel their efforts are not valued or that fairness is lacking (Edmonson, 1999). 
Research shows that when leaders demonstrate authentic behaviour, including owning their mistakes, it strengthens workplace relationships and overall performance (Luthans & Avolio, 2003). Therefore, failing to acknowledge responsibility for a double booking not only reflects poor management but also contradicts authentic leadership practices.
Authentic Behaviour creates a space for development for both the individual and the business.
An example of authenticity in a working environment is as simple as being honest and making the correct amendments to mistakes to make it right. A customer gave double the amount to what they were meant be charged for drinks and food. Simply correcting this can create something so valuable and can instil peoples trust and faith in the individual and the business.


Personal Statement
I do believe that I am an authentic person. I think that it comes naturally but also conditions and circumstances to life experience can be factors to being this way but also mistakes and failures in past experiences that conflict being authentic can only propel you to do better and be truly who you are. For instance, I’ve put my all into something and been completely wrong, realising my lack of understanding, I crumbled from the mistakes and couldn’t deal with the failure and pressure. Then taking alternative solutions that weren’t aligned with being authentic and true. I now see that no matter what you must withhold inner strength, persevere and consistently remain truly who you are. I feel as though you can’t go too far wrong with the right surroundings and situation. Personally, I find Shadow work is a wonderful way to enhance inner growth, truth and progression. 
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Self-Management consists of many factors, which all can be rounded down to three main categories of managing your thoughts, feelings and actions. 
It can affect every single aspect of your life from being late with commitments, to missing deadlines and feeling overwhelmed by your own lack of these crucial skills 
To implement them even at a later age, these traits can still be taught and learned giving the individual scope to grow and more forward.
Individuals who can manage themselves successfully, are more likely to be able to achieve their academic and personal goals.
Self-management is also very important to our wellbeing, being highly connected to regulating our thoughts, feelings and emotional stability. Being in tune with our emotions with self-management strategies can lead to emotional intelligence.

An example of self-management in the workplace is where a chef was called out for being late and not giving himself appropriate time to prepare and ensure order in the working space for the services ahead. 
He was late due to not getting enough sleep as he felt as though he wanted to spend time with his partner and watch films every evening, so he could ensure enough time was spent with her balancing his work/home life. 
Although he felt as though this was being balanced it wasn’t, as the kitchen wasn’t fully equipped for service. Resulting in him being really stressed and feeling pressed for time and then the quality of food being affected. 
After being seen to be slipping in his work ethic and pride in his execution of the meals and working standards, the management took it upon themselves to have a meeting and try to establish why this was now happening. The chef was adamant about his evenings and how they were spent so the management suggested he asked his wife what other things she loved to do to ensure both her needs and the establishments were met. It wasn’t only films that she loved doing sometimes just sitting opposite one another enjoying a coffee together and talking through their days could be or if even more so just as important as cuddling up together and watching a movie.  
So, with this being heard the chef was able to delegate himself, his time and actions so he could self-manage, sort the situation and work to his fullest potential.
Certain nights were still for movies, then others simply having the coffee and talking through how their days were, which in turn gave the chef an opportunity to release the days stresses therefore allowing time and space to be able to rest and enjoy the time he did have to relax. Within a few weeks the chef was back to his usual standards feeling focussed and refreshed with adequate time for work, home life and rest to set the standard for each coming day.

Personal Statement
I believe my self-management skills need working on and regimenting myself will help with this. I have recently written up a new PDP to enable myself to work towards a better future, self-awareness is crucial and also how unorganized I can be with my time. That doesn’t mean I am lazy but can be at times erratic, trying to do so much within a short timescale that is not adequate for what needs to be done. Many of us have many responsibilities and commitments to juggle, which only further gives me understanding that it can all be prioritised and managed. I feel as though with a calculated and mindfully thought-out plan I will be able to make the adjustments that need to be made in order to reach the goals that have been set. No more ‘empty walks’ and no more unfulfilled potential 
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Self-Actualization is when an individual realises their fullest potential and capabilities. A concept closely related to Maslow’s Hierarchy of needs. Once basic physical, safety, social, and esteem needs are met, individuals are motivated by personal growth rather than external goals.
It involves pursuing meaningful goals, embracing strengths, striving to achieve being truly authentic.
In the workplace, this can be seen when work is engaged in a way where it aligns with an employee’s values, amounting to the individual feeling empowered to make meaningful contributions. It reflects not just an achievement, but a deeper sense of being and purpose, and conscious self-improvement.
Self-Actualization represents the drive towards authenticity, creativity and psychological improvement. (Maslow, 1962)

Personal Statement
I believe Self Actualization to be one of the most crucial parts of the journey to success, whatever that may look like to each individual. Without the knowing and acknowledgment of the best version of yourself the goal to fulfilment could take longer or missed completely. Throughout life there are many hurdles to overcome but also many wonderous and magical opportunities to be utilised to our advantage. I feel as though the toughest or seemingly more difficult times and situations can hold the most value and the greatest lessons to be learned from. We all must believe in ourselves to be able to really achieve. Making every step through life a stepping stone to the greater good. 
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This bias refers to individuals’ attitudes, preferences and assumptions, these are often unconscious, they influence how individuals perceive situations and other individuals or groups, shaping how decisions are made. These biases are shaped by personal experiences, upbringing, culture, and social environments.
In the workplace, personal bias can affect how decisions are made, how employees are judged and considered, who is trusted and how opportunities are given. It can lead to unfair judgements or disliking individuals without objective reasoning. 
Developing awareness of personal bias is essential for improving decision-making accuracy, fostering fairness, and creating more inclusive environments. (Uhlmann & Cohen, 2007)

In the workplace an employee was being judged for their physical image, being a larger size meant to some of the other workforce seen them as incapable and was perceived to be perhaps slower, glutinous and lazy. Other even wondered why the individual had gained the role in the business as was a busy, thriving, fast paced environment.
This was unfair as was an assumption and based on personal biases, the worker was efficient, reliable, wonderful at time management and providing an excellent service to customers. The co-workers hadn’t even seen the work of the capable employee. Regardless of weight, an individual can be just as capable if not more than their coworkers.

There are many biases which fall under this title. Theres gender bias, where thinking perhaps a man is a better person for a more physical role and a woman would be better in an administrative one. 
There is Affinity bias where individuals are favoured based on them having a likeness to someone or sharing similarities in past experiences, upbringing, interests and experiences.
There’s Age Bias were based on the age of an employee assumptions are made such as elder employees and resistant and lack understanding to technology and that younger employees lack experience.

This narrowminded mentality can impact a business in many ways. There could be alack of diversity within teams and organisations, a low sense of morale and engagement, missed opportunities for expansion and growth.

In the workplace there was an interview conducted and was seen to be a an incredibly short time to have had the interview and for it to have been done correctly, this was noted by fellow colleagues. The candidate turned out to be an individual who grew up in the same area as the manager conducting the interview and played for the same rugby team. Although they shared similar past experiences this did not show in anyway that the candidate was a good choice for the role. An employee had personally worked with the individual within the hospitality sector previously, in that time it was seen that their customer service skills perhaps needed some work. This issue had not been resolved, and the candidate didn’t last more than 6 months in this restaurant, making it a waste of resources and valuable time.
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