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Description
            Bob Knowlton, a newly appointed project head was still enjoying his new role at the laboratory. During his 2-year tenure at Simmons Laboratories, he accidently stumbled onto the idea of the photon correlator. After his accidental finding, Bob was handed a separate project for further research and development of the device by Dr. Jerrold, the head of the Simmons Laboratory. During this time Simon Fester, a new and a brilliant team member comes into the picture. Dr. Jerrold was excited to hire Simon Fester due to his work history with a numerous laboratories. 
Bob was initially very interested and fascinated about Simon and his work. He told Dr. Jerrold that Simon would be an excellent fit, however he had concerns. Bob was worried that Fester would out produce him and be a serious threat to him in the future. After all Dr. Jerrold did mention that the individual who performs will get ahead in the company. Initially Fester got along with the team and made Bob feel optimistic about his work. As time passed by Bob wasn’t feeling as optimistic as he did previously since Fester was taking a much bigger role within the group. Fester was also taking more of an individualistic approach since he believed that it would be more productive. Bob felt that Fester was taking a greater role within the group, and that his leadership was in fact being taken over. Bob believed that Fester was disruptive for the group as a whole, and that his intellectual brilliance was not compensating for the breaking down of the cooperative spirit of the group prior to Fester’s arrival. 
It is customary for the sponsors of the research to visit the laboratory in order to get a feel for the ongoing work, and at these meetings the project heads will present the research being carried on by their groups. Bob however was not confident that he would be able to present Fester’s ideas due to its advanced nature. Bob was worried that he would not be able to provide adequate details about the project and wanted Fester to present the ideas. Fester presented a very successful case which dominated the entire meeting. It commanded the interest and attention of many at the meeting and a long discussion followed after the meeting. Bob became very insecure and threatened by Fester, and started looking for employment elsewhere. Due to his training and experience, Bob was able to land a job in a nearby city with a slightly better pay. Bob took the job offer and notified Dr. Jerrold by mail. Both Dr. Jerrold and Fester were shocked by Bob’s departure. Fester took a job at the Air Force which left the photon laboratory hard hit. 

Diagnosis
           The root cause of the problem is that Bob’s inability to effectively manage the project and the lack of proper communication with the upper management, which is the head of the laboratory Dr. Jerrold. Throughout the case there have been numerous instances of Bob’s lack of leadership skills and vital breakdown in communication. The combination of the two has resulted in chaotic decision-making on Bob’s part, and lack of awareness by Dr. Jerrold. 
The first sign of poor communication was evident when Simon Fester introduced himself to Bob Knowlton. Knowlton was not clearly expecting him and Dr. Jerrold failed to mention about this at all to Bob. The second instance of communication breakdown was evident when Knowlton failed to mention his true feelings about the addition of Fester to Dr. Jerrold. If his true concerns were let out, then Dr. Jerrold would have mentioned the long term plans and expectations out of both Fester and Bob Knowlton. Communication or the lack of it also plays a vital role in Knowlton’s ability to effectively manage the project and its members. Knowlton should have been more assertive, and communicate more with his expectations from the team as a whole and as individual members. He could have also communicated better with Fester in order to keep him in line with the groups objectives in addition to the tasks that he took upon him self. This would have ensured the proper utilization on Fester’s skills without harming the group dynamics. 

Theory
There are many theories that can be applied in Bob Knowlton’s case. Some key theories include attribution theory, McGregor’s X and Y theory, behavioral theories, and participatory management theory. The attribution theory addresses the relationship between personal social perception and interpersonal behavior. Knowlton displayed some low internal locus of control attributes that included being uneasy around Fester, inability to approach Dr. Jerrold, uncertainty about position as team lead, low confidence to make presentation for the sponsors. McGregor’s theory X explains that people dislike work, and that they need to be supervised. McGregor’s theory Y explains that people like their work, and are willing to take an active role with no supervision. Theory X and Y depicted the situation best, where Dr. Jerrold’s hands off approach or minimal supervision approach was evident from the beginning, while Knowlton approach of regular staff meeting to keep everyone up to speed with the program was instrumental for the group dynamic. 
Behavioral theories play a big role in this case. The three individuals display three different types of leadership. Dr. Jerrold is a Laissez-faire type of leader where he allows complete freedom to all workers, with no interferences what so ever, and without a set strategy in attaining goals and measuring performance. Bob Knowlton was a democratic leader, always on the lookout for what’s best for the team. Fester on the other hand was the complete opposite. He was only looking out for him self and felt that the team was holding him back. His type of leadership was autocratic in nature, which resembled his personal traits. Participatory management theory was also on display with Bob Knowlton’s style of leadership. Bob Knowlton wanted all of his group members involved in the information sharing, problem solving, and in the decision making process. 

Prescription
Short-term prescription will include trying to bring back Bob Knowlton to the laboratory as the head of the photon project. The next alternative would be for Fester to takeover the photon project. Finally, managerial feedback must be improved and clear lines of communication must be established.
	Long-term prescription consists of encouraging behaviors geared towards social networking. This will include team building, goal setting, and strategic planning exercises that will encourage social networking and communicating among one another. Setting better goals and assigning individuals with more responsibilities will also be a suitable long-term prescription. Finally manager feedback must be tailored according to the individuals or the teams needs. 

Fall out
Short-term fallout will include Bob rejecting the offer and affecting the team dynamics in the process. Even if Fester might decide to stay, it still might affect the team dynamics. Finally, Dr. Jerrold might not follow though the proper feedback procedures. 
	Long-term fallout can result in setting goals that are too difficult and been seen as unobtainable. Lack of a team feeling can lead to poor commitment by the group. Finally the current situation might remain unchanged despite all measures to change them and take a step in the positive direction.   
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