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[bookmark: _Toc178517939]Section 1: Introduction 
This report examines SMART Engineering case and outlines several important considerations including problems that the lead engineer, Dr. Alice Parker encountered when undertaking an innovative electric car project. The effectiveness of accomplishment of the goals incorporates accountability, self-management, individual and implicit/unconscious bias, inter-personal issues, and ethics. It also examines how gender and affinity bias affect the composition and productivity of teams and their projects as well as potential ways to promote equal representation and enhance best work practice.
[bookmark: _Toc178517940]1.1 Case Study Summary
From SMART Engineering, Dr. Alice Parker is a professional engineer in charge of a significant project developing parts for an electric vehicle. It failed because of mismanagement and lack of the resources that were required as per agreements. Affinity and gender bias emerged significant challenges: Dr. Parker and the rest of female participants found that they were sidelined in meetings where contributions from male members were attributed to them regardless of their input. This made the members develop some social issues such as isolation, betrayals and sectioning off the team. Some of the inadequate communication that lead to conflict of the team include; Dr. Parker has 30 years of experience but her experience was doubted. This issue reached a climax when Dr. Parker and her wife and another female engineer quitted the job but did it with an important message emphasising the necessity to increase equality and responsibility on the workplaces.
[bookmark: _Toc178517941]Section 2: Case Study Analysis
[bookmark: _Toc178517942]2.1 Self-Management
Self-management can be described as the mastery of emotions, behaviours and personal work rate especially during stress. The proposed model combines work on techniques that help a person to stay on track, work with people, and achieve goals. proper self-management, enhances team work and thus leads to the achievement of the intended opportunity (Lukashenko, 2021).
In this case, Dr. Parker experienced an inability to manage her emotions due to bigotry of her team. The paper describes how a women engineer, who was employed in a construction company, reported feeling excluded from the male dominated work place, even though she held a degree and had the necessary work experience. Dr. It should therefore come as no surprise that Parker was unable to completely overcome such adversities while on the job, although she did stay rather level-headed even in the face of such acts of exclusion, these problems continued to plague her performance and emotional health. Sexual harassment in the team of bias like close and ignore her and gossip behind her back made her distracted and cause the delay of the project and poor team cooperation. Unprofessionalism manifested in poor self-organisation among members of the discussed team led to the formation of negative organisational climate that obstructed cooperation and extended the necessary period for completing the project. 
If I were Dr. Parker I would first of all attempts to avoid any conflicts and pretend these things aren’t happening while in fact I would directly confront them with the team and management. Although the design encouraged cooperation and group projects, supervisors should also focus on making feedback sessions more transparent in order to clear up any misconceptions and to stress the role of each member. It also would mean providing the whole staff with the training on emotional intelligence as a way to enhance the awareness of systemic and personal prejudices and as a way to foster the unity of the team. The Suite profiling of interpersonal difficulties has proved useful in my professional practice to address communication and emotional intelligence elements in order to get other emergent opportunities. From the team, the project, up to the company standpoint, improved self-management would reduce inter-personal strife, increase morale and productivity within the work team, and guarantee successful delivery of the project on time.

[bookmark: _Toc178517943]2.2 Accountability
Accountability involve the recognition of the characteristic performed by certain individuals or teams to achieve certain goals as well as recognising the future roles that could promote inclusiveness and diversity (Hardiningsih et al., 2020). At the workplace, accountability is about ownership of all the good performances and the bad performances, and also the elimination of gender and affinity biases.
In the case study, one can evidence that nobody is to blame specifically the team leader, James Parker as well as the management. James is kin to gender disparity within his set team of engineers, where even Dr. Parker, and other lady engineers are sidelined during meetings/decision making forums. There is also lack of work conduct by senior management for instance they fail to ensure that biased attitudes are not tolerated in the workplace. Lack of accountability led to negative team processes, low morale and high levels of conflict between the team members. As a result, the work of the project prolonged, which threatened the image of the company and provoked the deterioration of working conditions that led to the resignation of Dr. Parker.
Sexual harassment and particularly gender bias need to be dealt with by the team leader and management to enhance accountability in the organisation. Implementation of feedback meetings, third-party project evaluation and specific sensitisation training programmes promotes diversity. If I were Dr. Parker in this situation, I would take the bias issue to the HR of to higher authority and recommend the following actions; a) Creating of anonymous reporting system. Through the eradicating of the accountability absence directly, teams can be adjusted as well as the project, finally stabilising in ways that would benefit the team’s long run together with the company in the long run. It is important in the goal of making workplaces more diversified and helpful for all.

[bookmark: _Toc178517944]2.3 Authentic Behaviour
Over the course of this report, authentic behaviour at the workplace has been defined as behaviour that is consistent with one’s values and beliefs and advocates for behaviours that are in line with opportunity because of the focus on openness (Gunawardena & Brown, 2021). It is very important for creating a favourable and tolerant atmosphere in the organisation in which every employee will feel comfortable and appreciated. 
In the case study, all the female employees including Dr. Parker were experiencing some difficulties because of the shortcoming in the part of the male engineers to display real male demeanour. They remained silent while their male counterparts were rewarded for the same work. This behaviour hindered free speech within the team and created negativity and whispering atmosphere within the team. Therefore, teamwork and cooperation were affected hence threatening the project and the company reputation. 
First, conscious of the biases I would have tried to explain the situation and encourage everyone, especially the team and the management to discuss the issue. It would help in early identification of these matters hence promoting an environment where all participants will trust each other while at the same time availing their inputs recognised. One can picture me as the manager and leader in my own field trying to work in such a way as eradicate every single aspect of operating behind the curtain. I ensure that I provide an open forum for feedback and that everyone is encouraged to give their input this makes the team work more closely together and this makes the projects work out well.

[bookmark: _Toc178517945]2.4 Personal Cognitive Bias
Cognitive bias means the types of systematic deviations from normal or rational behaviour in judgment proceedings, influencing decision making and teamwork. At the workplace, cognitive biases affect perception in that they make it difficult to reach correct conclusions and thus be fair (Beldhuis et al., 2021). For example, affinity bias which means that people have a preference working with like-minded people and gender bias where women are assumed to be less capable are some of the bias highlighted in the case study.
For example, Dr. Parker had the working hypothesis that prejudice favoured women and this bias, caused him to often ignore the contributions of female engineers. When it came to gender biasness, self-organising affinity, their male colleagues saw leadership and expertise are better off in the males hence misjudged her. Consequently, the contributions of female engineers, such as Dr. Parker to a project, were either ignored and replaced or assigned to a male engineer. This affected the team work negativities by creating distrust and slowed down the overall performance of the project.
The implications were far reaching for the patients and for the project. Women engineers reported positions of power as another type, which made them leave the company demoralised. From the company’s perspective, limited diversity of input means that projects take longer to be completed and could suffer reputational loss due to delayed deadlines (Korteling & Toet, 2020).
To reduce cognitive bias, Dr. Parker could encourage free discussion, increase the awareness of the members of the organisation regarding the concept of self-bias, and may have a non-discriminatory culture where and all ideas are judged objectively. In a worker environment, I would also set aside feedback sessions, make sure everyone from the team is included in meetings, and promote diversity training in an effort to eliminate bias so as to improve teamwork.

[bookmark: _Toc178517946]2.5 Personal Unconscious Bias
Institutional bias can be described as biases which people have for others based on things like gender, minorities, race, or background, which play out in our daily work practices without us even knowing it (Suveren, 2022). In the case of Dr. Parker, the main emerging biases, which acted in her interaction with the team, included the following: First, gender bias, and second, affinity bias. Even though Dr. Parker had been an engineer for several years, her ideas were rarely considered and, for instance, male workers were questioned about the progress of the projects led by Dr. Parker. This was accompanied by the affinity bias where people in the team selected colleagues they were much familiar with, therefore leaving Dr. Parker isolated.
These biases were seen to hinder the team’s inclusion and therefore an overall hindrance of the project. The failure to recognise the female engineers as the competent professionals they were denied them the morale to contribute to the projects and at the same time denied others significant insights that would have served to improve project results. As a result of this division, the work flow was slowed down since too much time was spent in communication, and anyone who worked with the team could testify that trust was also eroding.
To avoid the slips, organisational cultures should be trained on how to tackle it and some of the subtle ways it manifests itself. Therefore, explicit and equal policies can follow positive approaches to the diverse leaders that contribute valuable the merits instead of ethnic preferences. If I were Dr. Parker, I consider approaching these biases with more transparency to start conversation on the means of making the team more inclusive, and still stay on the contract of delivering the project. By creating an environment that is sensitive to diverse types of people, the negative impacts of implicit biassing are reduced, and team productivity improved (Burdick, 2021).

[bookmark: _Toc178517947]2.6 Interpersonal Relationships
Interpersonal relationships can be defined as the social relationships that different individuals might have with their coworkers; there is no doubt that interpersonal relationships might significantly determine the cohesion of any team because sound interpersonal relationships bring about the much-needed trust, cooperation, and share information (Lathren et al., 2021). Interpersonal relationships in workplace, there are interpersonal relationships in creating workplace climate that welcome equally everyone without discriminating anyone. This, in turn leads to increased team satisfaction, job satisfaction, and increased productivity.
In the light of this case study, gender bias had a negative impact in that is raised tensions in the interpersonal relationship in the team. Dr. Parker and her female co-workers experienced decisions being made for them and being left out from decision-making this manifested itself an “us versus them” situation. This bias undermined trust, as well as information sharing hence creating the hostile work environment. Thus, team motivation was negatively affected and relational climate was depressed and this resulted in lack of cohesion, slowdown in the flow of work and resignation by Dr. Parker. This also causes a threat to the accomplishment of the project on time and the business reputation of the firm is also affected.
For the interpersonal relationships to be appropriate there is need to enhance on communication and welcoming everybody. This means that teams should receive bias awareness training so that they will be able to identify and avoid biases within them for bias leads to inequality and disrespect. However, team leaders ought to prompt all participants get involved with the goals and chores and ensure variety in assignments. Biweekly feedback sessions can calm these disagreements, prevent them from escalating, and recognise each employee’s importance in the team.
The first thing I would do if I were Dr. Parker is to try and confront the bias, in which I would succeed by creating an environment that is healthy and inclusive rather than forcing the team and the management to change how they do business. Such an approach would ensure that such divisions were nipped in the bud while also enhancing both, the team and project performances.

[bookmark: _Toc178517948]2.7 Professional Integrity
Employer ethics and integrity should be maintained right from the word go to promote fairness, truth and honesty in a given working environment. It means the agreement with professional codes of conduct as well as with personal and civic values like telling the truth and valuing other people’s ideas (Adams, 2023). When professionalism is held, people feel appreciated and the workplace promotes work ethical demeanour and responsibility. 
Regarding recognition of contributions, integrity was severely threatened within the team in the case described in the case study. Dr. Even the hardworking Parker and other women in the show were disregarded as they were only recognised, on occasions, as they were just imitating their male counterparts. They not only failed to maintain integrity in their profession, but they even allowed resentment and detached behaviours. Such imbalance contributed to Dr. Parker’s decision to resign from the position as she was an expert in the carrying out of the project.
To the team, lack of integrity as a characteristic caused erosion of trust, adiposity of relationships on the team, and decreased efficiency in team activities. There are several things, in my opinion, that Dr. Parker should have done differently – First and foremost, I would have discussed such problems with the management and here we are talking about equal rewards and penalties for the efforts made. Making communications and feedback procedures predictable and clear will allow the work of every member to be recognised. 
To practice professionalism, I have a noble stand in displaying honesty / integrity in my practice, engaging all the stakeholders in deliberations that involve their work, and ensuring that whoever deserves recognition gets it. Doing so, I contribute to the creation of the atmosphere based on trust and mutual respect, which in return creates enthusiasm and promotes work success on the team level.

[bookmark: _Toc178517949]Section 3: Development of Own Professional Practice
From the case study, the following key issues about professional practice emerged: Personal reflection, responsibility, and early intervention (Abbott, 2021). These demonstrated biases and conflict of interest prove that impartiality must be promoted and equitable reward should be achieved. One identified principle relates to the conflicts on emotion regulation within the teams and the exclusion practices.
In order for me to attain my professional ambition I shall compose a SMART PDP as follows: Some of the concrete measures are as follows: I frequently participate at rightful workshops that are related to respect for diversity; the ways of seeking feedback on my teamwork includes discussing with my teammates and colleagues; I always try to analyse my behaviour and attitude at the places where diversity is present. 
Implementation plans to promote bias free cultures include; It is critical to listen to inputs from all members rather than the senior members only, rewarding every member of the team fairly and promoting methods that allows everyone especially those from diverse background to speak out. By doing this it will be possible to make sure that professionalism is maintained both in integrity and collaboration.
Here is the updated table based on the areas to improve, with a focus on specific actions and how you will achieve them:
	Area to Improve
	Score
	Specific Actions
	How I Will Achieve This

	1. Awareness of Bias
	[Low]
	I will enrol in an online course on unconscious bias to better understand how it affects decision-making.
	I will dedicate 1-2 hours per week to complete the course and apply the knowledge in my daily work activities.

	2. Seeking Diverse Perspectives
	[Moderate]
	I will actively seek input from colleagues with diverse backgrounds before making significant decisions.
	I will schedule regular feedback sessions during team projects to gather input from diverse team members.

	3. Challenging Assumptions and Stereotypes
	[Moderate]
	I will reflect on my past decisions to identify any biases or stereotypes that may have influenced them.
	I will maintain a weekly journal to review one decision per week and challenge any assumptions I may have made.

	4. Minimising Impact of Unconscious Bias
	[Low]
	I will create a personal action plan to set clear guidelines for unbiased evaluations of team members’ performance.
	I will implement these guidelines in all team evaluations and gather feedback from peers on how fair the process was.




[bookmark: _Toc178517950]Conclusion 
In the case study, gender and affinity biases give a clear picture of how the marriage between poor inter and intrapersonal communication, lack of trust and missed opportunities for collaboration between people, acrimoniously shapes our teams. These biases did not only impact contribution rate of Dr. Parker but also the progression of the electric car project. The important message here is that biases going unchecked, will compromise team cohesiveness, demoralise team members, and in turn, jeopardise project outcomes. Impulsive control is effective in such cases, because interpersonal conflict does not impact the goal direction in projects and initiatives. Responsibility also has a similar function of making all the members of a particular team ensure that everyone is being accepted and everyone is encouraged to contribute. The code of conduct incorporates certain working principles of a civil servant, which asserts that professionalism should equal fairness in credit and responsibilities and demands the maintenance of professional integrity. Altogether, it is about bias, self-management, and accountability and integrity, which can work as a foundation to enhance team performance and organisational relations with less inequalities. All these elements are crucial for individuals and team achievement.
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Appendix A: Personal Development Plan
	Specific Area
	Objective
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound
	Specific Action Steps

	1. Awareness of Bias
	Improve awareness of bias in decision-making
	I will take an online course on unconscious bias to better understand how it affects my decision-making process.
	I will assess my learning by completing the course quizzes and applying the knowledge in team projects.
	The course is accessible, and I can dedicate 1-2 hours per week.
	Understanding and minimising bias is critical to improving inclusivity and decision-making in the workplace.
	I will complete the course within 1 month and apply lessons daily for the next 3 months.
	1. Enrol in the course within the next week. 2. Complete course modules and quizzes within 1 month. 3. Apply learned lessons to team projects and reflect on impact for 3 months.

	2. Seeking Diverse Perspectives
	Gather diverse perspectives for decision-making
	I will actively seek input from colleagues with diverse backgrounds before making significant decisions.
	I will measure this by keeping a log of the diverse feedback I gather before decisions in at least 5 projects.
	This can be achieved by scheduling regular feedback sessions during projects.
	Gathering diverse perspectives will help improve inclusivity and decision-making, especially in team environments.
	I will implement this practice within the next month and review my progress after 3 months.
	1. Schedule feedback sessions with colleagues after each project. 2. Log diverse perspectives from at least 5 projects. 3. Review feedback after 3 months and adjust approach if needed.

	3. Challenging Assumptions and Stereotypes
	Reduce assumptions and stereotypes in decision-making
	I will challenge my own assumptions by reflecting on past decisions and identifying any biases or stereotypes that may have influenced them.
	I will track progress by reviewing one decision per week and reflecting on biases that may have been present.
	This is achievable through regular reflection and journaling after each major decision-making process.
	Challenging stereotypes is key to reducing bias and promoting an inclusive work environment.
	I will review one decision per week for the next 6 months and track changes in my thought process.
	1. Start a weekly reflection journal to review decisions. 2. Reflect on and challenge any biases found. 3. Evaluate changes in thought process over 6 months.

	4. Minimizing Impact of Unconscious Bias
	Minimise unconscious bias in performance evaluations
	I will create a personal action plan to minimise unconscious bias by setting clear guidelines for evaluating team members’ performance fairly.
	Success will be measured by how well my evaluation methods reduce bias, as assessed by feedback from my peers.
	This can be achieved by implementing and adhering to these guidelines in all team evaluations.
	Reducing unconscious bias is vital for fostering a fair and equitable work culture.
	I will implement the action plan within 1 month and evaluate its effectiveness after 6 months based on peer feedback.
	1. Create guidelines for unbiased evaluations. 2. Implement these guidelines in all team evaluations. 3. Gather feedback from peers and assess effectiveness after 6 months.
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