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INTRODUCTION 
The details regarding gender roles, work affects, and prejudice are presented in the SMART Engineering case and relate to affine and team conflict within a critical project. Dr. Alice Parker is a professional engineer with almost a decade of experience and an expert in team leading. To manage a diverse team to design components for an innovative new electric car, she encountered remarkable difficulties (Husár & Knapčíková, 2024). In this report we are going to analyse the scenarios and professional relations in the team focusing to the problem issues connected with personal organization, self-organization, prejudices, responsibility, relations with people and professional ethical standards. It also identifies the implications of such challenges and recommended ways of creating positive inclusions for developing a more effective team. Last, the author provides a brief personal development plan (PDP) solution to enhance the knowledge gap areas found.

MAIN BODY
Critical Evaluation Based on Key Questions

What happened?
SMART Engineering’s highly experienced engineer with over twenty years’ experience in the field, Dr. Alice Parker encountered administrative challenges in managing her employees. These rights were gender bias, exclusion, non-recognition of her competency and experience. Nevertheless, as one of the leaders in the creation of the necessary components for a pioneering electric car, her authority and efficiency have been constantly challenged. Some of the experiences described by female engineers in her team were being left out during group discussions and meetings with their ideas being explained by male members – as was the case with Dr. Parker ‘s wife, for instance (Li et al., 2021). It seems this consistent exclusion fostered such a toxic environment where the team was split by gender. Despite all the changes, the main challenge added to its complexity was a conflict of poor interpersonal working relationship between Dr. Parker and the senior management team. There were lack of delivery on the resource commitments; the management provided direct organizational communication to her subordinates without her intervention. In addition, rumours and murmur about Dr. Parker’s personal and professional life led to some unrest of the team. Some delays arose, alongside demoralization and low expectations within, and between the members of the project team. Unfortunately, at some point, the wellness facility’s work environment became toxic, and Deciding she had enough, Dr. Parker quit alongside her wife, along with vast experience from the company.
Why did it happen?
The root causes of the challenges in this case stem from multiple factors: 

· Gender Bias and Stereotyping: Unconscious bias made Dr. Parker’s authority questionable as a female leader in an environment-dominated by male employees, over which she presided. She enumerated that patriarchal and proper stereotyping of women in engineering and leadership posts was a major determinant of her exclusion and undermining. 

· Affinity Bias: Tilden found that subgroups began to form based on similarity, leaving out Dr. Parker and other female engineers. This bias was acute in the way the other team members ignored what she had to say and avoid working with her on any group decision making. 

· Lack of Inclusivity: The absence of a diverse employee culture that encourages their participation and increasingly more important the contributions to the team. The lack of policies and training for the recognition and eradication of prejudice driven behaviors was exploited by bigots. 

· Management Failures: Lack of engagement by senior managers to deliver on their plantations, decisions of senior managers to by-pass Dr. Parker undermined her authority. It also denied her the capacity to lead as well as communicate to the rest of the team that her role was not valued (Meng et al., 2025).

· Defensive Behaviours: Dr Parkers behaviour and insistence of only showing her work to select people due to what she perceived as minacious interference by outsiders made her become more closed off from the team even more. Although such a position was quite justifiable, it resulted in impersonal barriers that hampered the symbiotic working relationship.
Who was affected and how?
The situation had far-reaching effects on individuals, the team, and the organization as a whole:

· Dr. Alice Parker: Dr. Parker who was the lead engineer suffered a lot of stress throughout his professional and personal life. She was feeling isolated and invisible despite her authority and all her knowledge that she had in her field. That is why even such a scientifically trained lady with her accomplishments had to act on the defense just to cover her input (Ajay et al., 2022). In a last resort, no recognition and appreciation made her resign although she was a talented and experienced worker. 

· Female Engineers: The other female engineers, including Dr. Parker’s wife, suffered the same fate of being discriminated against and excluded. Women’s voices were silenced and excluded from the discursive domain, and from decisions were made. This demoralizing treatment must have slowed down their career advancement and self-esteem. 

· Male Engineers: While male engineers were not directly demeaned and excluded they contributed to the problem where they ignored injustice suffered by female engineers. Many may have had uncomfortable feelings, or felt shameful, but were unable to speak out against injustice. 

· The Team: In addition, the overall team and team members do not have a friendly relationship and trust each other at the same level they ought to. Having male or female engineers only promoted segregation hence decreasing group productivity and efficiency. Conflicts in the members and the overall interdependence of the team were the primary reasons why the project was slow and unproductive. 

· The Organization: This led to reputational issues and a lot of loss of money for SMART Engineering because of the delayed project and the resignation of key employees. The unpleasant relations at the workplace were an indicator that Diversity had not been well managed within the organization, which might similarly be a resource that is going to mess up the organization’s capacity to attract and obtain high performers in the following.
What are the consequences of their actions?
The actions and inactions of various stakeholders in this case had both immediate and long-term consequences: 

· Project Delays: This led to areas where the members could not work together thus creating such things such as missing the deadline in the electric car project. It this might have resulted to more expenses incurred, penalties to be paid to clients, and poor relations with the clients (Hasan & Hassan, 2021). 

· Loss of Talent: SMART Engineering actually lost tremendous brainpower when Dr. Parker and her wife decided to resign. Not only did they leave a technical skills gap in the team; they also exposed the company’s poor record in retaining different kinds of employees. 

· Toxic Work Environment: The discriminatory behaviours cultivated an unfriendly working environment; the employees lacked confidence in their management. This environment is likely to result in high turnover rates, low production rates, and challenges in getting the right human capital. 

· Erosion of Trust in Leadership: Lack of support from senior management for Dr. Parker and ignoring the gender issues helped in eroding the trust amongst the team. Some of the employees may now perceive the management as weak and unfavourably which may affect organizational performance. 

· Missed Opportunities for Innovation: This eventually caused disbandment of different opinions from the team which resulted to lack of fresh idea that might have enhanced the results of the project. Ideological diversity is important in technical disciplines, and probably restricted the potential of the team in terms of finding solutions to the tasks set.
How Would You Do Things Differently?
In order to improve the issues evident within the SMART Engineering case, I would facilitate the employees and promote an environment where everyone will be given a voice and made to understand the company’s diversity policies including equal opportunities in tapping resources such as Talent Spring (Allal-Chérif et al., 2022). It became clear that setting ‘structured’ patterns of communication, like an open forum, for example guarantees equal access and does not allow for compromising the position of any group. Probably if there were practical ways of holding peers accountable for their work, such as weekly check and balances, biases would be minimized because peers would want to be fair when assessing matters. Team workshops for building trust would encourage teamwork, and all the efforts to draw a line between the two would be ineffective. Last but not least, engaging underrepresented groups in meaningful mentorships and implementing diverse efficient communication structures allowing all team members to be valued and to merge everyone’s valuable standpoint and ideas into one coherent fair decision would foster a healthy work environment.
How Do You Do Things Differently in Your Professional Practice?

In my professional practice I make sure to keep all parties involved inclined towards my side by giving them equal opportunity to express themselves and fairly rewarding all those who deserve the reward for their efforts (Krause et al., 2022). For instance, in a multicultural work setting, I proposed that everyone contribute during a project by the round-robin method. I also sponsor minority employees by offering them chances to prove themselves. To counteract biases, I arrange workshops and incorporate feedback, concern surveys on a frequent basis to learn the problem. There’s strong focus on clear communication and ethical leadership; once, I addressed a conflict over resources by explaining how resources would be distributed to address team distrust.
Critical Evaluation of Key Areas

Self-Management
How to control emotions and responses during such situations as working for Dr. Alice Parker is important for increasing efficiency. In the case of SMART Engineering, gender dynamics and affinity bias contributed to beginning toxic working environment in which workers, particularly female members, often find it challenging to effectively manage their subordinates including maintaining their temper (Lu et al., 2022). The lack of respect and constant undermining of female engineers ultimately made it such that employees engaged in defensive behaviours, as well as in decreased trust among them, all of which worsened collaboration. Self-awareness means identifying feelings which provoke a person and then making a conscious effort to respond appropriately. For instance, true meditation and deep breathing exercises enable one to be calm in a certain situation. However, group members and team members become able to manage conflicts and biases of others because they are able to manage their self-emotions and feelings.
Personal, Cognitive, and Unconscious Bias
The SMART Engineering case is a clear example of how Personal and Cognitive Biases influence team dynamic. Sexual discrimination in the organization allowed only male engineers to be recognized while females who made similar contributions had their work stolen from them. Affinity bias led to people coming together with people they shared similarities with and left Dr. Parker and similar individuals alone (Dannemiller, 2023). These biases broke the trust and hampered co-ordination as none of the members valued the diverse input of specific team members.
Cognitive biases contributing to the issue:
· Confirmation Bias: Working in teams, participants may have looked for information that would support existing beliefs about the ability of female engineers. 

· Stereotype Bias: Female plays second fiddle to male in engineering profession due to stereotype perception about woman and her responsibilities thus they were neg. 

· In-Group Bias: Affinity bias encouraged the hiring of people like the team, and rejection of people considered to be ‘other.
Addressing biases:
· Unconscious Bias Training: Typically, it is possible to have frequent workshops that assist the team members to identify prejudice, and eliminate prejudice on their work. 

· Structured Decision-Making: The use of clear-headed standards for rating the inputs and outputs of a team decreases the amount of prejudice that may go round the team. 

· Diversity and Inclusion Policies: It is crucial to develop principles that would promote the inclusion of talented personnel and effectively sue discrimination.
Accountability and Authentic Behaviour
This means that in the SMART Engineering team, there is no one held responsible for enhancing the culture of inclusion. Men in the teams did not question gender dynamics and affinity bias while they just acted as silent spectators (Yao et al., 2024). Worse still, senior management contributed to the problem by discrediting physician Dr. Parker and refusing to alter the appalling working conditions. This led to the case that biases could be maintained without any proper procedures that would harm both trust and morale.
Evaluation of authentic behaviour:
Authentic behaviour means addressing bias transparently and accepting the work of actively making workplace for everyone welcoming. Regrettably, actual behaviour was particularly lacking, for the team as well as for the management. Team members did not engage in the conversations on diversity and team colleagues participated in non-diversity management actions, like going around Dr. Parker’s leadership.
Improving accountability and authenticity:
· Leadership Development: Promulgating teaching in inclusive leadership may make leaders to be ready to take responsibility in doing away with prejudice. 

· Feedback Mechanisms: It can help to set up anonymous reporting systems in order to make the team’s members feel free to report the issue without facing suppression from their superiors.

· Role Modelling: Senior leaders have to provide genuine behaviours to ensure people produce outstanding works by accepting responsibility and encouraging discussions.
Interpersonal Relationships
The case of SMART Engineering shows how biases undermine productive interpersonal relations within a team (Zaim et al., 2021). Female engineers have little or no parts in important communication and decisions and affinity bias fostered cultural groups that isolate individuals from other cultures. These dynamics created mistrust and lowest brewing keeping the team divided as a result.
Effectiveness of communication and collaboration:
The team communication was poor due to exclusion of the engineers in decision making and the reserved nature of the female engineers. Lack of trust and respect between team members is a major disadvantage during collaborative works as it does not create a productive team.
Improving interpersonal relationships:
· Team-Building Activities: Works and meetings that allow people to get to know each other better can help to increase cooperation between the companies. 

· Inclusive Communication Practices: A roundtable manner is used during meeting to ensure that even the quiet workers have their say on what is to be done. 

· Conflict Resolution Mechanisms: It is very important to set rules on how to handle interpersonal conflicts lest the organization is split and trust is compromised.
Professional Integrity

It is about ethical behaviour, manners towards fellow professionals, and putting team or organization goals above prejudice or preconception. In the case of SMART Engineering, integrity issues were seen in the omission of female engineers, non-inclusion of female engineers’ contribution and insincere display of management.
Implications of allowing biases to persist:
When threats like gender and affinity-based preferences are allowed to persists it weakens the team, deteriorates the morale and brings the organization’s reputation into disrepute. The implication that has come with the fight and eventual resignation of Dr. Parker and her wife is the fact that poor professional conduct will lead to consistent lack of integrity in a lifespan.
Promoting professional integrity:
· Ethics Training: Experience has shown that values education such as teaching and training team members on sound ethical practices can assist in placing an understanding of integrity in the workplace.

· Recognition Programs: Introducing systems that would help to reward everyone adequately would also help extend integrity in individuals and foster teamwork.

· Leadership Accountability: Accounting for leaders for ethical improve means that professional standards are not compromised.
Development of Own Professional Practice

Reviewing my professional experience, I name the main ways of development concerning the aspects of the diversity management, the unconscious bias, and the inclusive environment creation. In enhancing fairness and collaboration in the organisations I have worked for, I have duly recommended key measures to improve the strategies that I have developed to enhance fairness and collaboration in my acts as a leader, thus, further improvements are essential for the long-term running of organisations. There is also a need to upscale my skill in responding to the implicit bias as a social worker (Aitken & Von Treuer, 2021). Unfortunately, these biases and prejudices, again unconscious, can influence the options made and the functioning of the team. In this regard, I intend to attend seminars and training related to the issues of unconscious bias and promoting the diversity within organisations. These will assist me to detect any bias which might distort my communication and actions. Other areas we can build up are: Conflict resolution. It is possible to address conflicts, although I think that I need to work on enhancing my ability to maintain peace in case of the conflict and facilitate other people’s cooperation. I intend to earn certification in conflict management – skills key in managing issues as they occur without compromising teamwork. Therefore, I also seek to enhance the ways that feedback is provided and communication is made. Collecting feedback from team members by using questionnaires that include options to remain anonymous will allow to get ideas about what needs to be changed and to check if all the employees’ opinions are valued. The element of clarity of communication will continue to be a focus since it fosters trust and strengthens the value of the participation of all members of a team.
Personal development plan 

	Objective
	Actions
	Resources Required
	Timeline
	Success Criteria

	Improve ability to address unconscious bias
	Attend workshops on unconscious bias and inclusive leadership.
	Training programs, time allocation
	3 months
	Demonstrated awareness and reduction of biases in decision-making and team dynamics.

	Enhance conflict resolution skills
	Complete certification in conflict resolution.
	Certification course, mentorship
	4 months
	Effective resolution of conflicts and improved team cohesion.

	Strengthen feedback mechanisms
	Implement anonymous surveys and open feedback channels for the team.
	Survey tools, communication forums
	2 months
	Increased feedback participation and actionable insights for team improvements.

	Support underrepresented colleagues
	Act as a mentor to diverse team members to support their professional growth (Stoyanova-Bozhkova et al., 2022).
	Time for mentorship sessions
	Ongoing
	Positive feedback from mentees and visible career progression (Ma et al., 2022).

	Seek mentorship for leadership growth
	Connect with experienced leaders for guidance and development.
	Network connections, mentorship time
	6 months
	Improved leadership practices and integration of new strategies into team dynamics.


CONCLUSION 
The SMART Engineering case shows the negative consequences of gender roles, prejudicial thinking and absence of responsibility on team spirit and efficiency, and general project performance. Solving these issues needs the support of the culture that celebrates diversity, encourages the genuine leadership and the highest standards of ethics. There are some simple changes that can be made to help organisations develop high achieving, synergistic teams or work-forces; these include: unconscious bias training, effective communication, and formal mentorship. For the individuals, lifetime learning enables leadership and inclusion through a structure PDP plan that enhance professional growth. Finally, diversity and equity work bring about improvement on the dexterity, satisfaction among workers, and organizational performance.
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