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Introduction 
The professional practice of others within the case study will be critically evaluated, focusing on answering key questions, covering the five key areas; self-management, personal, cognitive, and unconscious bias, accountability and authentic behaviour, interpersonal relationships and professional integrity, to understand what has happened, why it has happened and to who, along with how to solve problems.  Recommendations regarding training will be recommended to support the team’s development. A personal development plan will be designed to address own development needs.
The case study suggests that Dr Alice Parker (AP), a female engineer, leading a project is receiving prejudice in the workplace based on their sex, sexual orientation and their expertise, and has decided to leave employment as a result.  By analysing the evidence within the case study, will allow for critical thinking to take place to find out why. 
Self-Management
The situation at hand rises significant concerns about self-management. The project lead (AP) predicts the deadline may be missed, raising concerns around project planning, team collaboration and execution. Raeburn (2023) quotes that self-management is the ability to regulate your behaviours, thoughts, and emotions in a way that better serves you and your work, whereas Herrity (2023) believes that self-management allow the ability to maximise productivity, improving workplace performance and efficiently achieve professional goals. Therefore, in view of both quotes, self-management reflects on the ability to manage behaviours and thoughts in the workplace and allows for maximum workplace performance. Does this leave the question that the team are unable to communicate? The lack of communicate appears to be affecting the projects progress, with comments such as ‘feelings of absence of trust, corroded by biased attitudes and stifled effective communication’. Individuals on the team may not be aware of preconceived actions and this may be affecting their actions with others. From workplace experience, poor communication and lack of trust brings low resilience, having been in a similar situation and feeling no other option than to accept employment elsewhere, having low resilience can demonstrate lack of self-management. Sutton (2019) says resilience is the capacity to remain flexible and adaptable while facing life's challenges, therefore it can be argued that AP’s resilience is low as they feel they have no option other than to resign from their position. Whilst there is no clear evidence that this is a knee jerk reaction due to APs lack of control on their emotions, it could be argued that this is a contributory factor of the team not meeting productivity. Could this be due to the fact that there is lack of time management? Aeon Et Al (2021) defines time management as a form of decision making used by individuals to structure, protect, and adapt their time to changing conditions. The team’s inability to manage time effectively may impact the execution of the project. AP adds by mentioning’ The gossip about me and why the project was about to miss the deadline continued behind my back’ suggests ineffective time management, however does affinity bias enter team dynamics? It is disheartening to see instances where team dynamics may contribute to a sense of underappreciation. AP says ‘team members gravitating towards those with similar backgrounds and experiences’ also suggests affinity bias. An important point to make involves the ability to communicate effectively indicates the inability to self-manage. From workplace experience, communication is a key component to the delivery of all projects. Without being able to communicate learner progress, for example, leave little, if any room for support and contingency planning. Therefore, it can be seen that self-management is lacking among AP and their team. 

Personal, cognitive, and unconscious bias

Does the team show lack of inclusivity? AP, who identifies as a lesbian, is not only showing emotions of worry with the project delays but also from the lack of their colleague’s acknowledgment. This raises inclusivity and diversity issues from the male engineers overlooking the female engineers’ opinions and engaging directly with senior management. This suggests a potential gender bias. Press Service (2010) suggests that actions or thoughts-based prejudice this is on the gender-based perception of that women are not equal to men in rights and dignity. Having read some of the comments through the study about the whispers and AP’s expertise, suggests there may be an element of gender bias. It could also be questioned to whether there was an element of unconscious bias from senior management. AP says the issue of a female running such an important project keeps surfacing in conversations. Imperial College (2023) talks about unconscious bias being the associations that we hold and are outside of our awareness. Unconscious bias can significantly impact team dynamics and performance, contributing to a less inclusive and effective workplace. Whilst there is not enough evidence to support the fact that these behaviours are part of unconscious bias, evidence does support the fact that there is bias towards female employees and there is evidence of affinity bias. AP highlights the male engineers are not seeking AP’s opinion, suggests potential gender bias. It could be seen that the male engineers may unconsciously favour those who work closely with their own background and experience as well, bringing affinity bias in. AP comes from a different work background to the male engineers; therefore, affinity bias may be present as the other gravitate more towards each other. As a result, affinity bias may affect the team’s ability to problem solve and work collaborate together.  Bristol college (2023) believes that by addressing unconscious bias, people feel welcome and valued, and are given encouragement and are given access to formal and informal opportunities for progression and promotion opportunities. Alternatively, meaning that by working together and being more inclusive, the team may be able to solve their problems within the project. AP details accounts where the team leader, James Parker (JP) only asks the male engineers for their input and opinion towards projects. It may appear that gender bias is present based on the actions of JP and if this is the case, gender bias is influencing the decision-making processes and may result in bad choices being made, if any at all to get the project running top the deadline. In this case, decisions may be made without considering the valuable opinions and expertise of the female engineers. Press Service (2010) suggests there is prejudice believing that women are not equal to men in rights and dignity. It could also be argued that there is no evidence of AP dealing with this situation. It could be seen that AP is lacking communication skills. Communication is the ability to communicate information between the sender and the receiver well quoted from Philosophy of Information (2008). Therefore, it could be argued that AP is avoiding communication conflict. Biases can increase conflict. AP does mention I the case study that the team conflict has become the norm since October and November. This provides further evidence that biases are affecting the team. Despite evidence of affinity bias, the lack of resource management from the lead may be a contributing factor to the perception and interactions of others in the team. Does JP trust that AP is the right person the lead the project? Covey (2019) believes that to most people, trust is not some soft, illusive quality that you either have or you don’t, trust is a pragmatic, tangible, actionable asset that you can create within the workplace. Dithurbide and Flett (2014) believe that good teams become great ones when the members trust each other enough to surrender the me for the we. Reflecting on the two quotes, believing in the project lead and trusting their management skills can have a big effect on the project meeting the deadline and the team will likely be unable to collaborate together to progress. In addition, it could be perceived that trust is defined as an action within the workplace that individuals will surrender themselves to support each other. Often trust is based upon the actions of individuals and it may indicate that the team does not trust AP based on the project not having enough resources and leading to the deadlines not being met. Are certain members of the team aware of what is happening? Is there fear if the project timescales not being met and distrust to AP’s management skills?

Accountability and Authentic behavior

Assessing team members’ accountability for fostering an inclusive and diverse team culture involves evaluating their actions, attitudes and contributions. Key indicators to consider are active participation in inclusion. Team members who are demonstrating accountability will actively support diversity and inclusion. Firstly, senior management often forgetting priority discussions regarding resources, does not indicate taking accountability. From workplace experience, important meetings as such are often documented, allowing the option to record such conversations and reflect back on any actions to be completed can support with actions being completed and referred back to if needed. As the project lead, should AP be held accountable for following up or even documenting the meetings? More so, there is no evidence to show that AP has dealt with any of the areas of suggested biases. Accountability for a project’s deadline could be assessed based on an objective criteria and team performance. It could be argued that if AP’s contributions align with the projects requirements and they have fulfilled their responsibilities, her gender should not be a factor in determining accountability. Evaluating each team members performance will help to plan in timelines. Therefore, each team member could look at reflection. Reflection is the ongoing critical and developmental evaluation of action suggested by Schön (1983) and Stange (2009) says that by stepping back from action to gain perspective will help to reflect on ourselves. From workplace experience, reflecting on one’s own performance is often encouraged to allow individuals to gain a broader perspective and maintain focus on the task. AP could take time to reflect on the actions of themselves throughout the project and learn how to manage themselves as well holding accountability of their own actions. Similarly, team members should also be held accountable for gender bias, time management and performance. AP mentions ‘We think that our male colleagues feel bad about this but have never stood up for us. It is dividing the team into “us and them” and it is becoming more and more uncomfortable.’ Are those colleagues being authentic? From workplace experience, often individuals will agree on decisions within a team meeting and later complain about the decision. Showing that they are not being an authentic individual. Are the team being authentic with the current gender dynamics? It could be arguing that JP is authentic based on his beliefs where gender bias is demonstrated, regardless of this is the right thing to do. 

Interpersonal relationships

Firstly, gender and affinity bias can significantly impact the relationships within the team and have a big impact on team dynamics. This could hinder the communication within the team and their ability to collaborate effectively. From workplace experience, communication is key when planning and running a project to ensure that the project has the right resources and is running to meet the deadline. Without the ability to communicate, the project lead is unable to make changes, if necessary along with knowing of any problems. As previously mentioned, AP comments that the senior manager often forgets conversations regarding resources. Is this gender bias or could this be lack of self-management? There is no evidence to suggest that AP has recorded the meetings regarding such priority. Does this fall back to accountability? On the other hand, AP mentions ‘team conflict had become the norm during October and November as the deadline of 20th December got closer’, therefore it could be seen as the pressure of the project is affecting working relationships. Secondly, affinity bias, mentioned above, may also be affecting the team’s dynamics/relationships and as mentioned in the study ‘it is dividing the team into - “us and them” - and it is becoming more and more uncomfortable’, suggesting that there is a divide. AP disclosed that they feel undervalued but no evidence of this being brought to light with the rest of their team. From workplace experience, communication is an important element in creating an inclusive environment, gaining the opinions and suggestions of others offers an inclusive workforce. Turner and Kalman (2015) believes that people management works at its best when the organisations employees’ interests are coincided with. Therefore, it is clear that the lack of communication and the team’s dynamics are affecting working relationships. It could also be questioned if the lack of good working relationships is affecting AP and the female engineers and adding to the decision for them to resign. 

Professional integrity

On one occasion the senior manager forgets conversations in regards to providing important resources and on the other hand, as previously mentioned, AP does not show any further communication to follow the resources up with the senior manager or any effort to manage to situation well. Ericsen (2015) describes integrity as a key virtue for professionals meaning loyalty to profession specific ends. This could identify as lack of integrity? It could be argued that senior management lacks integrity to support the project based on previous questioning around gender bias. The comment about ‘the issue of a female running such an important project keeps surfacing in conversations, with my team seemingly unable to acknowledge my expertise’. With the team potentially showing signs of disbelief on AP’s management of the project and expertise, could it be arguing that integrity to support the project is affected? From workplace experience, higher level delivery tutors will often seek opinions from other higher-level tutors. The assessor’s opinions are not asked. This leaves a divide between the assessors and the tutors where communication starts to break down and not picking up marking to support as a result. As previous mentioned regarding the divide with the female and the male engineers, are the male engineers being authentic? Hamilton & Almeida (2022) define authenticity is the extent to which one believes one may candidly and transparently express a true inner self, behaviourally, verbally, moralistically, in the presence of others without fear of reproach. One comment regarding the male engineers feeling bad suggest these behaviours are affinity bias, and could continue to affect the projects success and the company’s reputation. From workplace experience, when deadlines are not fulfilled, the reputation of the company being is usually affected and the organisation is branded as being incapable. The brand of a company is important as brand can build reputation regarding the users experience and their beliefs. According to Tony Robbins (2023) our beliefs, are the thoughts and feelings we hold about ourselves; these influence how we view the world around us. For example, if we perceive men and women as not being equal, this will affect the individuals experience, beliefs, support and success. The case study suggests that the male engineers do not believe AP is a suitable lead for the project and demonstrates a break down in communication throughout the project. 

Conclusion

To conclude, the evidence identifies key areas that AP and their team lack in such as the inability to self-manage effectively having identified a breakdown in communication, lack of time management and showing concerns around project planning. Raised concerns around gender bias are highlighted several times throughout the study based on AP’s perception. Comments regarding female workers suggest an effect on the organisation following the Equality Act (2010) and are undoubtably preventing an inclusive environment, being able to receive all opinions and expertise of the team. There is an element of affinity bias within the team, naturally where engineers gravitate towards those with a similar background, however in this case, it is affecting the project progress. As a result of the different biases within the team, it seems to be the cause of team conflict. Conflict is affecting working relationships which is affecting the team dynamics. It seems that AP and the team lack the ability to take accountability for the project tasks and hinders the project time line.  It is also clear that some of the male engineers are lacking authenticity by not standing up for the female engineers and allowing the biases to continue. The lack of authenticity adds to the team divide and interpersonal relationships are affected as a result. All of the above shows a lack of professional integrity towards the project goal which will in time affect the reputation of the company. 

Recommendation 

Time management training could support with project planning and meeting deadlines. Effective time management is crucial to meeting deadlines and avoiding delays. 
Strategies to maintain focus on the project goals may include the team having to reflect on their own biases and trying to foster an inclusive environment. Self-management training could be focused on and adding in the subjects such as communicating effectively, time management and collaborating effectively. This may empower team members to work out team dynamics and show more respect to each other. Time management training may support with project planning and meeting deadlines. Effective time management is crucial to meeting deadlines and avoiding delays. Conflict resolution training could be implemented to resolve the current conflict that is affecting the progress of the project. Addressing gender and affinity bias requires proactive measures, including awareness training, promoting diversity and inclusion initiatives and projecting an environment where all team members feel valued and heard. This can contribute to a more positive and productive team dynamic. 

Development of own professional practice 
Image 1: Accountability Questionnaire
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Above are personal results from completing the accountability questionnaire, identifying areas of strengths and weaknesses.  
Areas of strengths include the ability to execute a plan or a goal set and being able to meet goals as well as goal setting and demonstrating the ability to set goals well. The main areas of improvement, identified in red, is to believe in myself. Other weaker areas are showing as implementing goals, setting priorities and goal planning. Below is a SWOT analysis demonstrating the findings from the questionnaire. 

SWOT Analysis of Kelly Keefe Accountability

	
SWOT – Kelly Keefe

	
STRENGTHS

Setting goals to improve.
Execution of goals and completing on time. 
	
WEAKNESSES

Poor project planning skills.
Needing to execute the goal may affect the quality. 




	
OPPORTUNITIES

Project Planning can be improved.
Setting priorities for project planning. 
Building confidence to believe in myself. 



	
THREATS

Ability to believe in myself – May result in progression or the opportunity to progress due to self-belief. 



Reflecting on own development needs allow to plan goals for improvement. From completing the accountability questionnaire, it is clear the strengths identify as setting goals and executing the goals. Form workplace experience, projects are often completed to the expected deadline, therefore confirming the results. Threats identify the ability to believe in yourself. From workplace experience, often confidence is lacked in some areas of work and therefore could also be seen as an opportunity to improve. Similarly, weaknesses identified as poor project planning and the need to execute the goal. This may affect the quality of work due to potentially rushing the task to meet the deadline, however these two indicators may also be viewed as opportunities to improve upon.
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