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[bookmark: _Toc220701072][bookmark: _Toc220701221][bookmark: _Toc220757127]Introduction:

Here is a critical review analysing a case study within a SMART Engineering field, focusing on the various challenges team members face throughout a company developing an electric car. Focusing on Dr Alice Parkers experiences being a gay, female and the lead engineer in the project, exploring how leadership failures, gender and affinity bias impact team dynamics, communication and performance. Understanding the whole story from all sides will allow me to have a clear perspective to get to the root of the problems so that I can evaluate the situation, reflect and conclude how management approaches could have produced a more effective equal outcome for all.
[bookmark: _Toc220701073][bookmark: _Toc220701222][bookmark: _Toc220757128]1. Self-Management:

I found that team members regulate their emotions and responses both consciously and unconsciously. Some supress their feelings, frustration or discomfort by choosing to avoid confrontation for fear of exclusion. Others withdraw emotionally, being cautious and less open to communicate, not wanting to share ideas due to contributions misattributed. Dr Alice Parker manages her emotions and reactions when faced with gender dynamics and affinity bias through frustration, the feelings of invisibility, exhaustion, mistrust, being guarded and finally disengagement by Dr Parker and her wife by resigning. I found strategies that Dr Parker could have implemented to maintain focus on project goals while managing interpersonal challenges, self-management is the ability to regulate your behaviours, thoughts and emotions in a way that better serves you and your work. (Raeburn, 2023) Here I would implement a RACI matrix to make roles and responsibilities within the team clearer. Also, a SWOT analysis attributed to the work of Albert Humphrey in the 1960’s (Panagiotou, 2023) would also benefit Dr Parker to understand personal strengths and weaknesses to handle team conflict and a bias work environment.
[bookmark: _Toc220701074][bookmark: _Toc220701223][bookmark: _Toc220757129]1.1. SWOT Analysis of Dr Parker:

	
SWOT Dr Alice Parker


	
STRENGTHS

Engineering Expertise
Professional Integrity
Adaptable (Doctorate also)


	
WEAKNESSES

Unable to address gender and affinity bias, lacks confidence to speak up.
Guarded due to work attributions to male engineers





	
OPPORTUNITIES

Support from other networks i.e. HR to address the biases.
Training in team and manager conflict
Leadership support.



	
THREATS

Management/male engineers undermining her as project lead.
Deadlines with lack of resources
Gender and affinity bias.






Using Driscoll’s Model of Reflection (2007) would allow Dr Parker to reflect and link emotional experience, professionalism and self-management. One of the key areas of self-management is stress management, according to psychologist Martin Seligman…
. A measurable physiological response
. A desire to avoid a situation
. A loss of control
If all three are happening simultaneously, a person is stressed. (Madeson, 2017)
Dr Parkers exposure to the gender and affinity bias and everything else she endured caused the stress response of ‘freeze’ and eventually ‘flight’.

[bookmark: _Toc220701075][bookmark: _Toc220701224][bookmark: _Toc220757130]1.2. Professional practice with example:

As a care home manager, I noticed increased tensions where experienced staff would domineer newer staff by thinking they could avoid certain workloads, resulting in them feeling ignored, undervalued and exhausted. Ultimately affecting staff morale and resident care. Applying a SWOT analysis to help with self-management I found I remained calm, ensuring resident safety was maintained despite staff conflict. Initially I avoided addressing experienced staff hoping issues would resolve themselves. I used reflective practice to improve my confidence, resolving the threat of staff conflict, burnouts and inconsistent care.


[bookmark: _Toc220701076][bookmark: _Toc220701225][bookmark: _Toc220757131]2. Cognitive Bias:

At SMART Engineering, a diverse team faced constant conflict, exclusion and lack of communication. Dr Alice Parker, the lead project engineer with 5 years of experience and a doctorate, along with other female engineers were constantly overlooked during meetings, excluded from key decisions and not acknowledged for their contributions. Work completed by female engineers were credited to male colleagues and senior management regularly bypassed Dr Parker by engaging directly with the team. This environment of gossip, mistrust and division caused an ‘us’ vs ‘them’ culture.
The situation mainly resulted from unaddressed cognitive biases and ineffective leadership. Gender stereotyping and role congruity bias caused team members to question the credibility of a female engineer in a senior project leadership role. Attribution bias led to project delays being incorrectly assigned to Dr Parker, rather than to senior management’s failure to deliver promised resources. In addition, affinity bias encouraged preferential treatment of colleagues with similar backgrounds, while confirmation bias reinforced existing negative perceptions. The absence of timely management interventions allowed these behaviours to persist without challenge.
The ones mainly affected were Dr Alice Parker and other female engineers including her wife. However, the wider project team, and management were also impacted due to declining trust and performance issues.
Dr Parker and her female colleagues experienced exclusion, loss of trust, reduced confidence in speaking openly and emotional stress. Their work was constantly undervalued, which led to disengagement and eventually resignation. The wider team were affected by increasing conflict, poor communication and reduced teamwork. From a company’s perspective, SMART Engineering faced damage to its reputation, project delays and the loss of two experienced engineers.
As a manager I would focus on creating a fair and inclusive team, making sure everyone’s contributions are recognised and prevent work being accredited to others. Setting clear roles and responsibilities so everyone knows what they’re accountable for. Arranging meetings to show support would be made regularly to address gossip or exclusion promptly. Keeping regular open communication with senior management to create a safe environment where different perspectives are valued. Offering guidance and support to prevent anyone feeling isolated or disengaged. 

[bookmark: _Toc220701077][bookmark: _Toc220701226][bookmark: _Toc220757132]2.1. Professional Practice with example:

Whilst working as a care home manager. I noticed staff were being overlooked during handover meetings by senior team members. To address this, I introduced a structured handover system where everyone had the opportunity to contribute. This ensured all team members were recognised, improved communication for residents needs and created a safe and supportive environment. As a result, care plans were more accurate, directly benefiting residents’ wellbeing. By taking these steps, I demonstrated professional practice through fair leadership, promoting inclusivity and creating trust and psychological safety among the team.

[bookmark: _Toc220701078][bookmark: _Toc220701227][bookmark: _Toc220757133]3.Personal Unconscious:

Personal unconscious biases that influenced team members perceptions and interactions where team members perceiving men as more competent in engineering and leadership roles, female engineers overlooked in meetings, work attributed to male team members and the gossiping behind Dr Parkers back.
This happened because team members and senior managers led solely on their beliefs, what they perceive as ‘the norm’. Think of your unconscious bias as the bottom of an iceberg, hidden. You may know they are there, but it’s important to acknowledge they exist. (UPMC, n.d.)
Gender Bias because of a female being the lead engineer, a role often seen as being of a male position, making team members uncomfortable reporting to Dr Parker, a knock to their ego even. Potentially these actions are based on their beliefs, men are more competent engineers, men are better leaders. This can also be seen as sexist and Authority Bias, despite Dr Parkers 30 years of successful designing and engineering experience in highly competitive and complex environments with excellent results, a Doctorate and the lead engineer role, she is still undermined by her team and senior management. Affinity bias plays a role as people tend to go with what feels familiar to them, i.e. gender, backgrounds, nationality (Dr Parker being from Prague) This could also explain why other male team members felt uncomfortable with the treatment of Dr Parker but instead chose to stay silent for fear of exclusion and potentially being seen as weak by other male engineers. 
Female engineers especially Dr Parker and her wife faced constant exclusion, misattribution to their work, feeling of unsafety within a workplace due to constant gossiping making them uncomfortable. Some male colleagues were affected, being put in situations where they were afraid to speak up. Lack of effective leadership from James Parker and senior management contributed massively to the projects failings which ultimately impacted the company’s reputation by not performing promptly or adequately.

[bookmark: _Toc220701079][bookmark: _Toc220701228][bookmark: _Toc220757134]3.1. The Johari Window:

I would encourage team members to develop self-awareness by using The Johari Window (Luft & Ingham, 1955)


	ARENA
	BLINDSPOT

	Dr Parkers role as lead female engineer.
Her work being attributed to male colleagues.
Being gay and married to a female coworker.

	Unconscious and Affinity Bias.


	FACADE
	UNKNOWN

	Stress, Anxiety and Discomfort.
	The companies cost at the loss of two experienced engineers.


 
[bookmark: _Toc220701080][bookmark: _Toc220701229][bookmark: _Toc220757135]3.2. Professional Practice with Example:

Whilst working as a care home manager I noticed that senior managers would allocate more demanding and physical shifts to younger staff on the assumption that they were in better health physically to cope. This caused an age bias. Once brough t to managers attention, a fairer workload was assigned to team members.


[bookmark: _Toc220701081][bookmark: _Toc220701230][bookmark: _Toc220757136]4. Accountability:

The team at SMART Engineering did not demonstrate accountability for fostering an inclusive diverse team culture for the following reasons:
Male colleagues – Although some appear uncomfortable with the situation, they do not intervene. Awareness without action lacks accountability for team culture. 
The Team Leader James Parker – His lack of leadership and accountability allows female engineers to constantly be overlooked, and work attributed to male colleagues with no action taken to challenge this behaviour. 
Senior Management – Failing to act accountable for breaking promises for the lack of resources. 
 This happened because of ongoing failure to challenge bias, ineffective leadership and the treatment of inclusion allowing these behaviours became the norm within team culture.
Dr Alice Parker and the other female engineers including her wife were directly affected, experiencing stress and the feeling of invisibility. However, the wider team as bias and poor communication fostered division, weakened trust and furthermore SMART Engineering faced consequences including the loss of staff and project delays.
I would promote inclusive leadership, create a safe environment and ensure team accountability.

[bookmark: _Toc220701082][bookmark: _Toc220701231][bookmark: _Toc220757137]4.1. Professional Practice with example:

A Polish lady with poor English joined the team. On a particular occasion she was shadowing a senior member of staff and medication was missed, the experienced member of staff that had become complacent was working alongside and instantly passed the blame claiming she’d given instructions however, she may not have understood. Eventually it came to light that no instructions were given and was on her phone. Accountability requires people to ‘account for their action’ (Brewster et al, 2008) 

[bookmark: _Toc220701083][bookmark: _Toc220701232][bookmark: _Toc220757138]5. Authentic Behaviour:

Dr Alice Parker was undermined due to her gender and working relationship with her wife despite being an experienced engineer and project lead. Female engineers overlooked in meetings, although some male engineers felt uncomfortable, they did not challenge the behaviour.
This happened as affinity bias caused team members to favour those with similar backgrounds and experiences, this resulting in the exclusion of Dr Parker’s professionalism. This continued as team members including senior management continuously failed to challenge unfair practice. Instead of respectfully engaging and discussing the issues, they gossiped, 
Primarily Dr Parker and her wife experienced constant exclusion, undermining and the loss of trust as a team. Female engineers also as they were overlooked in meetings causing feelings of invisibility. The team were affected due to missed deadlines, conflict and the loss of two skilled engineers negatively impacting the project and company’s reputation.
As a manager I would demonstrate authentic leadership by being self-aware of my own and my teams’ biases and team dynamics. Addressing the treatment of all female engineers would have shown consistency between values and action, reinforcing a culture of respect and accountability. I believe this would have prevented the team’s breakdown and the loss of two engineers.

[bookmark: _Toc220701084][bookmark: _Toc220701233][bookmark: _Toc220757139]5.1. Professional example with practice:

When I first started with the care home, my team managers were from my area. She was gay and had started a relationship with another team member leading to favouritism. Showing up late, not pulling her weight would always go unnoticed due to their relationship, this had a massive impact on all team members. I did not agree with this and so addressed my team manager, unfortunately was dismissed and even had my job threatened. I strongly believe in doing what’s right, I took this to higher management. Being authentic and true to myself is important. The outcome of this was other members felt confident to speak up on other issues they’d had and eventually she lost her managerial role. Confidence, self-awareness, transparency and consistency all add up to being the best version of yourself.

[bookmark: _Toc220701085][bookmark: _Toc220701234][bookmark: _Toc220757140]6.  Interpersonal Relationships:

Interpersonal relationships were severely affected by gender and affinity biases by judging talent based on gender or background and not on abilities. Undermining Dr Parker and other female engineers caused a lack of team morale, psychological safety and the withdrawal of skilled staff, impacting the project outcome. 
Effective communication and collaboration are important in creating an environment where all team members feel valued. Communication is a transactional use of symbols. – words, emojis, email and is influenced, guided and understood. Paralinguistics, or the vocal aspect of communication is not about what we say, but how we say it, “the ever-present co-occurrent voice modification…” (Poyatos, 1984). “It includes the use of silence, hesitations or pauses, rate of speech, inflections, and expressiveness” (Sue & Sue, 1990).
It’s important to ensure all team members have a voice and equal collaboration. If this had been the case, the outcome would improve staff morale, creating a stronger team enhancing project performance.
Here I would implement Berne’s 1950’s transactional analysis to help identify communication patterns. This would allow me to assess the three ego states where the goal would be to promote Adult-Adult interactions for inclusivity and collaboration. Berne, (1958). Following on from that I’d use Harris’s further development of the OK matrix. I’m ok, you’re ok (Harris, 1967) I can identify and guide communication patterns, reinforcing contributions and establishing an equal, respectful culture.  

[bookmark: _Toc220701086][bookmark: _Toc220701235][bookmark: _Toc220757141]6.1. Professional practice with example:

A dementia resident lost the ability to speak English, reverting to her native tongue of Welsh. Being the only Welsh speaker, I cared for this lady alongside senior experienced staff. This caused a divide as I was seen as ’taking their job’ instead of recognising my role as solely being able to care, assist and help along with team members. Their pettiness and childlike attitudes took away the reason we were there. This was raised to a senior manager and due to adequate leadership, it was ensured that rational communication, recognition of contributions and mutual respect was applied improving staff morale and resident care. Skill is handling affairs without arousing hostility (Merriam-Webster, 2024) What do all of these require? Negotiation and effective communication (Bolton, 2009) 


[bookmark: _Toc220701087][bookmark: _Toc220701236][bookmark: _Toc220757142]7. Professional Integrity:

In this case study Dr Parker showed integrity by acting professional throughout. Maintaining high standards despite being undermined and excluded. The team failed to show integrity by allowing bias, gossip, and misattributions of work, avoiding accountability and failing to report through the correct channels. This showed a lack of fairness, respect and recognition, fostering a culture of mistrust, conflict and exclusion. The consequences of this were confidence and morale being affected, team trust and finally the loss of two skilled engineers. Integrity is widely regarded as a key virtue for professionals (Eriksen, 2015) 

[bookmark: _Toc220701088][bookmark: _Toc220701237][bookmark: _Toc220757143]7.1. Professional Practice with Example:

During a morning handover, I noticed conflict between residents’ activities, upon trying to discuss this I was ignored while senior staff members spoke amongst themselves. Senior management noticed this and acted promptly and accordingly. They showed personal integrity by promoting an inclusive and respectful workplace where all staff members were valued. Recognising staff contributions, managing conflicts proactively and maintaining a safe working environment that supports staff and resident care. Professional integrity in the workplace is important because:
. It promotes better leaders
. Helps foster an open and positive work environment
. Promotes an ethical approach to decision making
. Encourages diversity, equity and inclusion
. Promotes strong and resilient teams
 Actively builds and maintains trust
[bookmark: _1ci93xb]“Core beliefs are strong beliefs a person holds consistently over time that inform their worldview and self-perception.” (Wade, 2022)
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[bookmark: _Toc220701089][bookmark: _Toc220701238][bookmark: _Toc220757144]8. Development Of Own Professional Practice (SMART PDP):


	
	SPECIFIC
	MEASURABLE
	ACHIEVABLE
	RELEVANT
	TIME-BOUND

	Self-Management
	Work on Procrastination
	Use the Eisenhower Matrix to prioritize tasks.
	Ensure it’s realistic given my time, resources and skills so I don’t set myself up for failure.
	Enhancing Self-Management and wellbeing.
	3 months 

	Personal Cognitive Bias 
	Negative bias when in disagreement with my partner. Negative flawed thinking patterns make it difficult to see the other persons perspective.
	Cognitive Reflection test online – Measures an individual’s tendencies to rely on “gut feelings” versus analytical thinking.
	Give myself the 20-minute rule – When an argument gets heated, our body enters a “fight- flight-freeze” state. 
	Applying this practice as a manager would allow me for example to understand why a colleague misses a deadline instead of maybe assuming they just couldn’t be bothered.
	I feel 6 months to see change as this is something that’s deep rooted in me unfortunately and comes from constant let downs throughout my life.

	Personal Unconscious
	Limited participation in class despite feeling confident in my answer due to constant past criticism that trigger severe anxiety. 
	I can measure my progress by contributing more and identify my anxiety levels when doing so. 
	I will keep a record of my contributions in class
	Addressing my fear of embarrassment, by doing so I can become more confident in my ability.
	3 months

	Accountability and Authentic Behaviour
	Track household bills and other payments and be honest about my spending
	Note the number of bills paid each week and have honest discussions about overspending. 
	Weekly tracking and discussions make them more manageable not to overwhelm and fit around other weekly commitments
	This will align with my responsibilities of managing household tasks and maintaining family trust and stability
	Weekly

	Interpersonal Relationships
	Supporting a friend that was stressed with our assignment
	Check in regularly to offer support and guidance 
	A few texts/calls per week is achievable as it doesn’t affect my daily routine
	Consistent support fosters trust, respect and a long-term friendship
	Weekly

	Professional Integrity
	Submitting all work and assignments on time
	Track tasks submitted on time
	Controlling my schedule responsibly to allow time for assignments 
	This will ensure trust within my goal and strengthen my reputation
	Specific dates assignments 
are due
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