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Critical Review

Introduction
This Critical Review examines the case study of Dr. Alice Parker, an engineer at SMART Engineering tasked with leading a project to design components for a groundbreaking electric car. Despite her extensive expertise, Dr. Parker faced significant challenges, including gender and affinity biases, lack of proper resources, and an unsupportive team environment. The case study culminates in her resignation, alongside her wife—also an engineer at the company,wich was hired at the same time like Dr.Parker.
In the sections that follow, this review addresses the key concepts of Accountability, Authentic Behaviour, Self-Management, Personal Cognitive Bias, Personal Unconscious Bias, Interpersonal Relationships, and Professional Integrity
The analysis aims to identify not only what went wrong in the case study but also how one can adopt best practices and develop professionally to avoid similar situations in the future.

1. Accountability 
Accountability in a workplace context refers to the willingness and obligation of individuals (and teams) to take ownership of their actions, decisions, and outcomes. It is not merely about completing tasks but also taking responsibility when things go wrong, being transparent, and learning from mistakes. In professional environments, accountability underpins trust, fosters a culture of continuous improvement, and ensures alignment with organizational goals. Without accountability, projects risk blame-shifting, missed deadlines, and low morale.
Consider a scenario where a project manager promises additional resources to a team but fails to follow through,like in this case study. If the project falls behind schedule, an accountable manager would accept responsibility, communicate transparently, and work swiftly on corrective measures. In contrast, lack of accountability often presents as denial or blame—responses that erode trust and do not solve the underlying problem.
Senior management at SMART Engineering made promises about providing resources that never materialized, affecting the project’s timeline. The team leader, also overlooked the contributions of female engineers, including Dr. Parker, indicating a lack of accountability in creating an inclusive environment.
Under pressure to meet looming deadlines, management “forgot” earlier resource commitments. They may have done this to avoid immediate blame yet created deeper issues later.
Dr. Parker and her wife felt marginalized and under-resourced. The team as a whole experienced tension, conflict, and eroded trust.
The project risked missing its delivery date, incurring additional costs and reputational damage for the company. Ultimately, Dr. Parker and her wife resigned.
 Clear documentation of promises, regular status meetings, and open dialogue regarding resource constraints can all reinforce accountability,if they are put in place at the start of the project.
 As Dr.Parker was responsible for the project,because she did not speak her mind,and try to solve the problems that were very obvious,the situation lead to her resignation.
2. Authentic Behaviour 
Authentic behaviour is demonstrated by consistency between one’s words, values, and actions. It involves genuine communication, respect for others, and acting in accordance with personal and professional ethics. In a work context, authenticity fosters trust and supports a culture where people feel safe to share ideas without fear of hidden motives.
A manager might proclaim the importance of teamwork and equality but then routinely ignores or dismisses the ideas of certain team members. This disconnect between stated values and actual behaviours undermines trust. By contrast, an authentic leader who acknowledges personal mistakes and consistently credits the team for successes motivates and unites employees.
 Although SMART Engineering likely portrayed itself as a progressive, innovative company, the actual workplace culture—especially in Dr. Parker’s team—did not align with these values. Dr. Parker and other female engineers were sidelined, while promises of resources went unfulfilled.
This Partly happened because of entrenched gender bias and misalignment between the company’s stated goals and on-the-ground behaviour. Senior management was under pressure for results but failed to uphold authenticity in its dealings with the team.
 Dr. Parker, her wife, and the other female engineers felt particularly undervalued. Male colleagues observed the hypocrisy yet did not intervene, further isolating their female counterparts.
 The lead to persistent inauthenticity fueled gossip, mistrust, and a toxic work environment. Dr. Parker’s eventual resignation illustrates how lack of genuine support can drive away key talent.
The company management should align actions with the company’s diversity and inclusion policies, regularly recognize each member’s contributions, and maintain transparency regarding changes in resources or deadlines.
While managers strive to maintain authenticity,developing the courage to speak up when they see others behaving inauthentically is a goal that every key leader should want to achive.SMART Engineering try to exploid the knowledge and experience of the females in the team,but just to give the credits to the man’s in the team,that in this case are obvious not that prepared,if they allowe that the company give them credit,for the work of the others.

3. Self-Management 
Self-management is the ability to regulate one’s emotions, stay organized, and remain focused, even in challenging circumstances. It encompasses time management, emotional intelligence, adaptability, and resilience. People with strong self-management skills can uphold professional conduct, meet deadlines, and contribute positively to the team, regardless of external pressures.
Picture an employee facing an exceptionally tight deadline,like in this case. If they have good self-management, they will proactively break down tasks, communicate potential risks early, and remain calm under stress. If they lack self-management, deadlines may be missed, and tension can escalate through emotional outbursts or conflicts with colleagues
 Dr. Parker was under immense stress due to unmet resource promises, gender biases, and a nearing project deadline. Despite these pressures, she attempted to keep the project on track. Unfortunately, the hostile environment eroded her motivation and well-being over time.
Senior management’s erratic interventions and ongoing gossip created a culture of mistrust. Even the strongest self-management efforts can be undermined when leadership fails to provide support or consistent communication.
Dr. Parker and her wife experienced significant emotional strain, while the entire team operated in a high-conflict, low-trust environment. This environment prevented Dr. Parker from fully leveraging her self-management skills or encouraging the same in her colleagues.
Tensions peaked, collaboration broke down, and ultimately Dr. Parker decided to resign. The loss of her expertise severely impacted the project.
Effective self-management should be complemented by organizational support—clear communication channels, conflict-resolution protocols, and leadership that models calm and respectful behavior.
I view self-management as vital to navigating demanding work environments. I currently practice techniques such as setting boundaries (e.g., planned times for email responses) and mindfulness breaks to handle stress. I do, however, need to improve my ability to address toxic dynamics more directly, rather than simply trying to weather them.

4.Personal cognitive bias 
Refers to systematic, often unconscious errors in thinking that affect decisions and judgments. Examples include confirmation bias (favoring information that supports pre-existing beliefs), anchoring bias (over-reliance on the first piece of information), and the halo effect (allowing one positive trait to overshadow other characteristics). In a workplace, cognitive biases can skew performance appraisals, resource allocation, and interpersonal interactions.
A team leader might repeatedly choose the same individual for complex tasks due to a prior positive impression, overlooking other equally or more capable team members. This not only deprives others of growth opportunities but also can lead to resentment. Recognizing and mitigating such biases often requires objective metrics and structured processes.
Dr. Parker’s team struggled with biases, including the assumption that she and her wife were less competent or authoritative due to their gender and Dr. Parker’s background in a different energy sector (offshore oil).
Cognitive biases often form unconsciously. Managers and team members may have been more comfortable with individuals whose career paths mirrored their own or who conformed to traditional gender roles.
 Dr. Parker and other women engineers were frequently ignored in meetings, and their contributions were attributed to male colleagues. The entire team suffered because valuable insights and expertise were neglected.
Prolonged bias reduced trust and cooperation, hindered innovation, and culminated in missed deadlines and resignations. The company lost two highly skilled engineers and risked project viability.
Providing unconscious bias training, using objective performance indicators, and rotating team tasks/responsibilities can minimize reliance on biased snap judgments.
 Although I make an effort to base decisions on data and varied input, I am aware of how easily cognitive biases can slip into everyday choices,not even be aware of them.


5. Personal Unconscious Bias 
Personal unconscious bias encompasses the automatic stereotypes, attitudes, or assumptions formed without conscious awareness. These biases are often shaped by societal norms, cultural experiences, or personal background. In the workplace, such biases can subtly influence hiring, promotions, performance evaluations, and daily interactions—potentially creating inequities and missed opportunities.
A common instance might be when a manager, without realizing it, consistently praises male employees for “leadership potential” but describes female employees as “helpful” or “supportive.” While the manager may not consciously discriminate, the differential language can limit women’s advancement and devalue their leadership capabilities.
Dr. Parker and other female engineers noticed that their ideas were overlooked, and even attributed to male colleagues. They also observed that management engaged more readily with men, bypassing Dr. Parker’s leadership role,making it harder or almost imposible the lead the team.
Unconscious gender bias was likely at play, reinforced by company culture and the team’s historical norms. People gravitated toward those who shared similar backgrounds, exacerbating the divide.
 Female engineers felt invisible and marginalized, while male colleagues sometimes felt uncomfortable but hesitated to intervene,because It suits them. This dynamic entrenched a sense of exclusion and hindered collaborative efforts.
Repeated incidents of unconscious bias tarnished morale and trust, culminating in Dr. Parker and her wife’s resignations. The company faced the immediate loss of talent and the longer-term impact on its reputation,maybe because the company was not even aware that this bias exist in the workplace.
 A systematic approach involving unconscious bias training, checklists for meetings (e.g., ensuring equal speaking opportunities), and transparent protocols for assigning tasks could greatly reduce biases.
I realize that all individuals harbor some form of unconscious bias. The best strategy is continual self-reflection and actively seeking diverse viewpoints. In my own work, I plan to encourage open discussions about biases, regularly rotate meeting roles (like note-taker or presenter), and adopt clear, merit-based criteria for project assignments.

6. Interpersonal Relationships 
Interpersonal relationships in the workplace describe how people communicate, collaborate, build trust, and foster a sense of belonging. Strong interpersonal relationships encourage respect, knowledge-sharing, and mutual support. When team members have positive bonds, conflict is minimized and innovation thrives,do to the fact that they can speak there mind. Conversely, poor relationships lead to miscommunication, tension, and reduced performance.
A vivid example of poor interpersonal dynamics is a team where gossip replaces honest feedback. As gossip spreads, trust erodes, and misunderstandings become more frequent. Rather than working toward collective success, team members become guarded and resentful, undermining productivity.
 At SMART Engineering, female engineers sensed a consistent pattern of being excluded from discussions and having credit for their work go to male colleagues. Over time, gossip and resentment grew, with some team members literally stopping conversations when Dr. Parker or her wife entered the room.
 The company’s culture, influenced by biases and unaddressed conflicts, did not prioritize inclusive communication or conflict resolution. Senior management’s practice of bypassing Dr. Parker to speak directly with her subordinates further disrupted interpersonal trust.
Everyone in the team suffered, though Dr. Parker and other female engineers were most directly impacted. Male colleagues, too, felt the tension and became reluctant to intervene, fearing repercussions.
The project was plagued by poor collaboration, low morale, and eventually the loss of key personnel. This had a direct effect on both the project’s success and the company’s reputation.
Building strong interpersonal relationships requires proactive measures: regular team-building exercises, open-door policies for addressing grievances, and structured feedback sessions. Leaders must model respectful communication and mediate disputes early.
I generally prioritize mutual respect and open dialogue, yet I sometimes avoid direct confrontation to maintain harmony. I plan to improve by encouraging more transparent communication from all parties, addressing small conflicts before they intensify, and exploring training or literature on effective conflict resolution to enhance my skills in this area.

7. Professional Integrity 
Professional integrity means acting ethically, honestly, and fairly in one’s work. It involves staying true to ethical guidelines and organizational values—even if doing so is inconvenient or when no one is watching. High professional integrity underpins trust and credibility, which are vital for teamwork, stakeholder relations, and a positive organizational reputation.
Consider a scenario where someone attempts to take credit for a colleague’s unique idea. That individual is breaching professional integrity. Conversely, acknowledging others’ contributions and adhering to ethical standards reinforce a workplace culture where creativity and trust can flourish.
At SMART Engineering, professional integrity was compromised when credit for female engineers’ contributions was frequently given to male counterparts, and senior management reneged on promised resources without explanation. Dr. Parker even felt compelled to withhold her work details for fear they would be appropriated by others.
A combination of bias, poor accountability, and the failure to enforce ethical norms created a permissive environment where such behavior continued unchecked.
Dr. Parker, her wife, and other women in the team were denied recognition for their work. Male colleagues were drawn into a system that allowed ethical shortcuts to stand, potentially damaging their own reputations by association.
Ongoing ethical lapses fomented mistrust and toxicity, culminating in the resignations of Dr. Parker and her wife. The company’s reputation for innovation was overshadowed by internal cultural failings,but these reputation will be knowned just to the people ho are working in that company,and in many others companys.
 Leaders can model ethical behavior by ensuring transparent credit allocation, consistently meeting promised commitments, and maintaining open lines of communication on ethical concerns. Clear processes for reporting misconduct and acknowledging good faith efforts can also strengthen integrity,of course that is harder that it sounds to do that. 
I believe strong professional integrity is paramount. However, I also recognize that speaking up against ethical breaches can be difficult when hierarchy or peer pressure is involved. Dr.Parker should have aimed to cultivate a personal stance where she address issues swiftly—whether they involve her directly or not—and help establish a “speak-up” culture that empowers everyone to voice concerns without fear,male or female.

Conclusion
Throughout the case study, several interrelated problems undermined a healthy, productive work environment at SMART Engineering. Insufficient accountability, inauthentic leadership, poor self-management under stress, and pervasive biases—both conscious and unconscious—led to strained interpersonal relationships and compromised professional integrity. These issues accumulated over time, resulting in missed deadlines, eroded trust, and ultimately the resignation of two highly skilled engineers.
By examining these challenges through Dr. Parker’s experiences, this review underscores the critical importance of aligning organizational values with day-to-day actions. Leaders must demonstrate genuine accountability and authenticity, while team members can benefit from honing their self-management skills and remaining vigilant about personal biases. Robust interpersonal relationships and unwavering professional integrity are shared responsibilities, requiring proactive engagement and open communication from everyone involved.
On a personal level, this case study serves as a vivid reminder of how seemingly small lapses in accountability, bias awareness, or open communication can snowball into significant organizational failures. Reading about Dr. Parker’s situation reinforces my belief that fostering an inclusive, respectful environment is an ongoing effort rather than a one-time initiative. It has prompted me to think more critically about my own workplace habits—how often I speak up when I sense unfairness, how consistently I acknowledge others’ contributions, and how mindful I am of my own potential biases.
I recognize that no team or organization is entirely free of challenges. However, by consciously striving to improve in areas like self-management, bias mitigation, and integrity, I can play a part in shaping a work culture where individuals feel both valued and empowered. My takeaway is that meaningful change requires not just policies and training sessions, but also everyday actions—small moments of honesty, transparency, and respect that cumulatively build a trusting and equitable environment. Ultimately, the story of Dr. Parker and her wife highlights the real cost of failing to address these areas, and it motivates me to remain vigilant and proactive in my professional life.
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