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[bookmark: _1ci93xb]1.1Executive summary

[bookmark: _Hlk153709322]  The SMART Engineering case study focuses on issues related to gender dynamics, affinity bias, and interpersonal challenges in a multidisciplinary team tasked with developing an innovative electric vehicle. Chief Engineer Dr Alice Parker struggles with biases that impact her team's productivity and cohesion. The lack of inclusivity, accountability, and honest behaviour created a toxic work environment, leading to Dr Parker and her wife's planned departure. This report critically examines self-control, personal bias, responsibility, interpersonal relationships, and professional integrity.

1.2Introduction

  Intending to produce a new electric car model SMART Engineering relies on teamwork as the personnel is comprised of different backgrounds of expertise.
But there is a problem: the people working there, especially Dr Alice Parker, a leading engineer, appear to need help. This report aims to understand and discuss these issues, focusing on how men and women are treated differently and how they work together.
    Doctor Parker describes herself as crucial to the project; her experiences show more than problems at work. They reveal more significant issues about how different people are treated and what that means for SMART Engineering. The fact that Dr Parker and her wife filed a resignation shows how serious these problems are and why they need fixing.
   
  This report, will focus at five key issues:
· Self-Management
· Personal, Cognitive, and Unconscious Bias
· [bookmark: _Hlk153725534]Accountability and Authentic Behaviour
· [bookmark: _Hlk153726225]Interpersonal Relationships
· [bookmark: _Hlk153727317]Professional Integrity
 The aim is to solve these problems and suggest ways to make SMART Engineering a better workplace. Everyone should be treated fairly and equally, making the team and company successful.

 
[bookmark: _3whwml4]1.3 Self – Management


   "Self-management is the ability to regulate one's behaviours, thoughts, and emotions in a manner that optimally serves personal and professional endeavours" (Raeburn, 2023). It involves "accepting personal responsibility, being resilient, and appropriately assertive, while also engaging in reflection, accepting feedback, and fostering personal development" (University of Oxford).
   Having strong self-management skills is crucial for achieving success in your work. These skills enable you to remain productive and find ways to embrace your independence. 


  While SMART Engineering strives to pioneer innovative solutions in the development of an electric car, challenges in self-management have surfaced within the team. These challenges are primarily rooted in gender dynamics and affinity bias, which have ramifications for team cohesion, individual well-being, and the project's overall success.




	Skill
	Description

	Time Management

	Dr. Parker faces time management challenges due to project delays and the impending deadline. She struggles to meet the project timeline, affecting overall productivity and delivery.

	Self-Motivation

	Despite facing biases and challenges within the team, Dr. Parker remains self-motivated to contribute to the project and leverage her expertise, though ultimately leading to her decision to resign.

	Stress Management

	Dr. Parker experiences stress due to the pressure of meeting deadlines, managing team conflicts, and dealing with biased attitudes. This stress impacts her ability to effectively lead the project team.

	Adaptability

	Dr. Parker demonstrates adaptability by navigating through a challenging work environment characterized by biases and conflicts. However, her adaptability reaches its limit, leading to her decision to leave the company.

	Decision Making

	Since the project deadline is delayed, it can be assumed that team dynamics may influence Dr. Parkers' decisions,
who faces challenges regarding continued involvement in the project and ultimately decides to resign from work.

	Goal Alignment

	Dr. Parker's goals align with the project's success and meeting deadlines. However, the team's biased attitudes and lack of inclusivity hinder the alignment of individual and team goals, leading to project delays and conflicts.

	Personal Development

	Dr. Parker recognizes the need for personal development and growth within the team. However, the toxic work environment prevents her from achieving personal development goals, ultimately resulting in her decision to leave the company.



   As a production team leader at a car door-handle manufacturing company, I encouraged self-management among team members by assigning specific tasks to each person. For example, one team member focused on inspecting the quality of the door handles before they were shipped out. His responsibility was to ensure that each handle met the required standards and specifications. Another team member oversaw assembling the door handles using pre-made components. This involved carefully putting together the different parts to create the final product. By dividing the production process into distinct tasks and empowering team members to handle their responsibilities independently, we streamlined our workflow and ensured efficient operations. This approach not only promoted individual accountability but also contributed to the overall success of our production line.

[bookmark: _qsh70q][bookmark: _Hlk156150165]1.4 Personal, Cognitive, and Unconscious Bias

      Unconscious or implicit bias constitutes a significant aspect of our social and professional interactions. It is defined by Imperial College (2023) as "the associations we hold, outside our conscious awareness and control" and by the University of Bristol (2023) as "a positive or negative mental attitude towards a person, thing or group that is held at an unconscious level," unconscious bias influences how we perceive others and make decisions daily. As noted by Janove (2019), "Unconscious bias occurs when someone who does not know you makes assumptions about your character, intelligence or capabilities based on how you look, speak or behave," underscoring the significance of this phenomenon in everyday social interactions.
    Personal biases, including gender affinity biases, can significantly influence team members' perceptions and interactions within SMART Engineering.

Analysing Personal Biases:

· Gender Affinity Bias: This bias may manifest as a preference for or against individuals based on gender. In the case of Dr Alice Parker and her female colleagues, the discomfort and overlooking of contributions may be rooted in traditional gender roles or stereotypes. This bias may lead to the undervaluation of the expertise and capabilities of female team members, contributing to a divisive atmosphere within the team.

· Discussing Cognitive Biases: Cognitive biases play a role in how team members perceive and value contributions, leading to overlooking some and the preference for others.

· Confirmation Bias: Team members may unintentionally seek information that confirms their pre-existing beliefs or biases. If there is a prevailing notion that male engineers are more competent, for example, contributions from female engineers, including Dr Parker, unconsciously downplayed, or overlooked.

· In-Group Bias: This bias involves favouring individuals perceived as part of one's group. Team members with similar industry backgrounds may unconsciously prioritize the opinions and ideas of those with shared experiences, sidelining the valuable perspectives that Dr Parker, with her offshore oil rig engineering background, could bring to the project.

· Unconscious Bias: Unconscious bias refers to automatic and unintentional judgments influenced by societal stereotypes.

· Stereotyping: Unconscious gender stereotypes may influence how team members perceive leadership roles. The notion that leadership in engineering is traditionally male dominated may contribute to the discomfort and scepticism towards Dr Parker's role as a project lead, influencing interactions and decision-making.

In conclusion, addressing personal, cognitive, and unconscious biases is essential for fostering a more inclusive and equitable team dynamic at SMART Engineering. By raising awareness and promoting diversity and inclusion initiatives, the team can work towards mitigating these biases and creating a more collaborative and respectful work environment.
      At my current company, there is a focus on addressing personal, cognitive, and unconscious biases through thorough training. Our company's policy strongly opposes prejudice, mobbing, and intimidation. Regular training sessions are held to help employees understand different biases that can impact interactions and decision-making. These sessions are designed to give employees the knowledge and tools they need to identify and reduce bias in the workplace. Additionally, there is a reporting system known as the "white box," where employees can report violence or misconduct.
[bookmark: _3as4poj][bookmark: _2p2csry]
[bookmark: _Hlk156150199] 1.5 Accountability and Authentic Behaviour

1. Accountability: 
“The fact of being responsible for what you do and able to give a satisfactory reason for it, or the degree to which this happens.”
   (Cambridge Advanced Learners Dictionary & Thesaurus, 2023)

     In the context of SMART Engineering, accountability refers to team members' responsibility for their actions, decisions, and contributions to the overall project.
Team Accountability: Encouraging a culture of team accountability involves fostering an environment where each team member takes ownership of their role in achieving project goals. This includes meeting deadlines, delivering on commitments, and actively participating in collaborative efforts.
Leadership Accountability: Leadership, particularly in the case of team leader James Parker, involves taking responsibility for the team's dynamics and ensuring that biases and conflicts are addressed. It also includes holding oneself accountable for fostering a culture of inclusivity and fairness within the team.
Project Accountability: Team members, including Dr Alice Parker, are collectively responsible for the success of the electric car project. Everyone’s accountability contributes to the overall progress and quality of the project.
2. Authentic Behaviour:
“To be authentic is to be clear about one's own most basic feelings, desires and convictions, and to openly express one's stance.”
       (Varga & Guignon, 2023)

Authentic behaviour involves being genuine, transparent, and honest in professional interactions. Authentic behaviour is crucial for building trust and fostering a positive work environment in the SMART Engineering context.
Leadership Authenticity: Leaders, including James Parker, should exhibit authenticity in their actions and communication. Being transparent about challenges, acknowledging biases, and actively working towards inclusivity contributes to a culture of authenticity.
Individual Authenticity: Regardless of their role, each team member is encouraged to bring their authentic selves to the workplace. Dr Alice Parker may find value in openly expressing her concerns about biases and biases, fostering authentic team communication.
Inclusive Authenticity: Team members should feel free to express their opinions, share diverse perspectives, and contribute authentically to discussions without fear of judgment. This inclusive authenticity enriches the collaborative process and encourages innovation. In the case study, we see a clear lack of inclusive authenticity in the team, which contributes to the poor state of relationships and atmosphere in the workplace. Despite high qualifications and experience, Dr. Alice Parker, and her wife experience marginalization, which makes it difficult for them to fully express their authenticity and participate freely in discussions and the collaborative process. The lack of recognition and inclusivity leads to frustration and ultimately the decision to quit one's job.

   Accountability and authentic behaviour are integral components of a healthy team dynamic. Fostering a culture where team members are accountable for their contributions and interactions and where authenticity is valued creates an environment conducive to innovation, trust, and effective collaboration. In the case of SMART Engineering, promoting accountability and authentic behaviour is essential for addressing biases, improving communication, and ensuring the successful completion of the electric car project.

  At my current workplace, accountability is highly valued, emphasizing the importance of taking responsibility for our actions. For instance, if a mistake occurs, the individual involved is expected to acknowledge it and work towards resolving it. We hold regular meetings to reflect on successes and challenges, aiming to learn from each experience. This collaborative approach enables us to enhance our teamwork and gradually enhance our overall performance.


[bookmark: _147n2zr][bookmark: _Hlk156150262]1.6 Interpersonal Relationships


    Interpersonal relationships describe how people connect and interact with each other, both in personal and professional settings. In the workplace, these relationships cover how individuals communicate, collaborate, and form connections. Strong interpersonal relationships are essential for creating a positive work environment, supporting effective teamwork, and achieving shared goals. Key factors such as communication, trust, cooperation, respect, and understanding significantly contribute to the quality of these relationships within a team or organization. Building and maintaining healthy interpersonal connections are necessary for overall team dynamics, employee satisfaction, and the successful completion of projects or tasks.


  Interpersonal relationships play a crucial role in the success of any team, and at SMART Engineering, the dynamics among team members significantly impact project outcomes.



	Problem
	Observation
	Impact

	Trust and Communication
	The presence of gender biases and affinity biases has eroded trust within the team. Open communication has been hindered, as seen in the reluctance to discuss biases openly.
	Trust is foundational for effective collaboration. The lack of open communication may result in misunderstandings, limiting the team's ability to address biases constructively and hindering progress on the electric car project.

	Team Cohesion and Collaboration
	The division into "us and them" within the team and the reluctance to address bias have led to a fragmented team. Collaboration and cohesion have been compromised.
	A divided team undermines collaborative efforts, potentially jeopardizing the quality and timeliness of project deliverables. The success of the electric car project relies on a cohesive and united team.

	Inclusivity and Valuing Diverse
	Affinity bias, particularly related to industry backgrounds, has led to the undervaluation of Dr Alice Parker's perspectives, given her unique background in offshore oil rig engineering.
	The exclusion of diverse perspectives hinders innovation and problem-solving. Embracing inclusivity is crucial for tapping into the team's full potential and ensuring a comprehensive approach to project challenges.

	Conflict Resolution and Support
	The team's reluctance to address bias has left conflicts unresolved. Male colleagues, while potentially sympathetic, have not actively stood up for their female counterparts.
	Unresolved conflicts and lack of support contribute to a toxic work environment. Effective conflict resolution and mutual support are essential for maintaining a positive team dynamic and fostering a collaborative spirit.

	Leadership and Team Building
	Team leader James Parker's role in chairing team meetings and overseeing team dynamics is pivotal. The leadership approach influences how team members interact and collaborate.
	Effective leadership can create a positive and inclusive team culture. Team-building activities can help bridge divides and strengthen interpersonal relationships, fostering a more cohesive and productive work environment.



     Addressing interpersonal relationships is critical for the success of the electric car project at SMART Engineering. Building trust, promoting open communication, fostering inclusivity, resolving conflicts, and providing strong leadership are critical components in creating a positive team dynamic. As the team works towards a more collaborative and supportive environment, it will likely enhance creativity, problem-solving, and overall project success.
    Interpersonal relationships were meaningful in my previous workplace, where I worked as a team leader. For example, during our team meetings, everyone had the chance to discuss their ideas and concerns. This helped us understand each other better and work together more effectively. Additionally, we organized team-building activities like lunches and outings to strengthen our bonds. These efforts made our team more robust and united, improving our overall performance.


[bookmark: _Hlk153800438]
[bookmark: _Toc129177897][bookmark: _Hlk156150303]1.7 Professional Integrity

Professional Integrity Defined
 “A professional is one who willingly "adopts" and consistently applies the knowledge, skills, and values of a chosen profession. Integrity may be the most appropriate word used to describe the person who willingly and consistently acts in accordance with social standards or moral values of society. Professional integrity thus defines the professional who consistently and willingly practices within the guidelines of the mission of a chosen profession under the obligation of a Code of Ethics.” (University of North Georgia)
    
     Professional integrity is fundamental to ethical conduct and reliability within the workplace. It encompasses honesty, transparency, and adherence to ethical standards. In the context of SMART Engineering, demonstrating professional integrity is essential for maintaining a positive work environment and achieving project success.

	Problem
	Observation
	Impact

	Ethical Decision-Making
	Dr Alice Parker has faced challenges related to biases and has observed a need for more inclusivity within the team. Senior management has also been observed making promises that still need to be fulfilled.
	Ethical decision-making involves aligning actions with ethical principles. When promises are not honoured or biases go unaddressed, it erodes trust and can impact team morale and project outcomes.

	Honesty and Transparency
	Instances of biases and division within the team have yet to be openly discussed or addressed. There is a lack of transparency in acknowledging challenges related to gender dynamics and affinity bias.
	Honest and transparent communication is crucial for building trust and resolving issues. Concealing or avoiding discussions about biases may hinder the team's collaboration.

	Accountability for Actions
	Dr Alice Parker expresses concern about the fear of someone else taking credit for her work. This fear indicates a lack of confidence in the accountability for individual contributions.
	Taking accountability for one's actions and recognizing individual contributions is vital for fostering a culture of trust and ensuring that team members feel valued for their work.

	Inclusivity and Diversity Advocacy
	The team has observed Affinity bias, particularly related to industry backgrounds. Dr Parker's unique background is undervalued, indicating a lack of advocacy for diversity and inclusivity.
	Advocating for diversity and inclusivity is a demonstration of professional integrity. Embracing diverse perspectives enhances innovation and contributes to a more robust and successful project.

	Adherence to Company Values
	The team has faced challenges due to biases, conflicts, and a lack of inclusivity. These challenges may conflict with the company's collaboration, innovation, and respect values.
	Following company values is essential for maintaining a positive workplace culture. Straying from these values may lead to a decline in team morale and hinder the achievement of project goals.



   Professional integrity is pivotal for the success of SMART Engineering's electric car project. Embracing ethical decision-making, promoting honesty and transparency, being accountable for actions, advocating for inclusivity, and adhering to company values collectively contribute to a workplace culture that fosters collaboration, innovation, and positive project outcomes. As the team prioritizes professional integrity, it will experience improved trust, more vital teamwork, and enhanced project success.
    At my current job, professional integrity is highly valued. Recently, a significant test came when parts from China did not arrive on time, causing a week-long delay. Despite the pressure, our team chose honesty and transparency. We worked overtime to resolve the issue, ensuring client satisfaction and preserving the company's reputation. This experience highlighted the importance of integrity in our workplace.

[bookmark: _Hlk156150388][bookmark: _Hlk155545476]1.8 Conclusion/ Summary / Recommendations 


     In conclusion, this report illuminates the substantial hurdles Dr Alice Parker and her team faced at SMART Engineering due to gender dynamics and affinity bias. Unfortunately, the strained work environment has led to key team members' resignations. These findings underscore the critical importance of addressing biases and fostering inclusivity for the project's success and the company's overall reputation.

      To navigate these challenges effectively, it is recommended to prioritize open communication, strengthen accountability measures, and actively recognize diverse perspectives within the team. Implementing these changes holds the potential to create a more collaborative and respectful workplace culture, which is paramount for the success of SMART Engineering's groundbreaking electric car project.

    It is crucial to highlight that creating an inclusive environment is the right thing to do morally and an intelligent strategy for the company's future success. Embracing diversity and addressing biases at SMART Engineering can bring together the team's diverse strengths, resulting in innovative solutions and a more positive workplace atmosphere. Successfully putting these recommendations into action can play a significant role in overcoming the current challenges, securing the electric car project's ongoing success, and maintaining the overall reputation of SMART Engineering in the industry.
   



    Recommendations for Mitigating Gender Dynamics and Affinity Bias:
[bookmark: _3o7alnk]
1.Effective Training Sessions:
It is crucial to conduct regular training sessions that focus on educating all team members about the importance of diversity. This education will immensely enhance collective understanding and the ability to navigate workplace differences.

2.Inclusive Team Meetings:
A commitment to ensure that every team member, regardless of their background, can share their ideas during team meetings is vital. This inclusive approach makes everyone feel valued and fully integrated.

3.Mentorship Programs:
Introducing mentorship programs is highly recommended to promote professional growth and understanding among team members from diverse backgrounds. Connecting individuals through mentorship can lead to a better work experience and break down existing barriers.

4.Regular Check-ins:
Conducting regular check-ins is crucial to facilitating open discussions about any problems or unfair situations that may arise. This ongoing communication is essential for resolving issues promptly and ensuring continuous improvement in the work environment.

5.Employee Groups:
The formation of employee groups is recommended to provide a platform for individuals to share their stories and support each other. This initiative aims to create a sense of belonging and contribute to a positive work atmosphere.

6.Conflict Resolution Mechanisms:
Implementing precise mechanisms for conflict resolution is strongly recommended. This proactive approach aims to maintain a positive team spirit and resolve issues promptly, fostering a healthy work environment.

7.Regular Diversity Checks:
Regularly conducting diversity checks to assess the team's composition and evaluate the inclusivity of the work environment is highly advisable. This continuous evaluation will help identify areas for improvement and ensure ongoing efforts towards inclusivity.

By diligently implementing these recommendations, SMART Engineering can create an environment where every team member feels valued and empowered to share their unique ideas, ultimately contributing to the success of the electric car project.
[bookmark: _ihv636][bookmark: _32hioqz][bookmark: _1hmsyys][bookmark: _Toc129177898]
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Self-development 
   I have recently conducted analyses using the Enneagram and Myers-Briggs tools. The Enneagram is a personality system that identifies nine distinct types, while Myers-Briggs assesses personality based on four dichotomies: Extraversion/Introversion, Sensing/Intuition, Thinking/Feeling, and Judging/Perceiving.
   Based on my results, my Myers-Briggs type is ISTJ, indicating a preference for Introversion, Sensing, Thinking, and Judging. In the Enneagram system, I identify most closely with Type 3, 'The Achiever.'
   To further develop in these areas, I plan to enhance my planning skills, practice regular reflection, and improve stress management techniques. Additionally, I aim to work on flexibility in my thinking, cultivating more vital interpersonal skills, and maintaining a healthy work-life balance.
   I will continue my personal development journey by participating in relevant workshops, reading literature on self-improvement, and seeking mentorship or coaching. I aim to align my professional and personal growth with my values and long-term aspirations.
   This comprehensive approach will contribute to a more well-rounded and fulfilled version of myself. Continuous self-reflection and adjustment of goals will be integral to my PDP.
  To address my development needs, I would engage in ongoing diversity and inclusion training, fostering a more inclusive workplace. This involves enhancing self-awareness of biases, promoting open communication, and actively participating in initiatives that challenge gender dynamics and affinity bias.




Professional Practice Development Plan

	Objectives
	Tasks
	Success Criteria
	Time Frame
	Resources

	List your Goals
	What do you need to do to achieve these goals?
	How will you identify your success? 
	When do they need to be done by?
	Who or what do you need to help you?

	Improve execution skills to 80%
	Break down tasks, create detailed action plans, seek feedback.
	Achieving task milestones, positive feedback, increased productivity.

	6-12 months
	Mentorship, task management training.

	Boost belief in yourself.
	Engage in self-reflection, attend confidence-building workshops.
	Increased self-confidence, positive self-talk, overcoming challenges.
	Ongoing   
	Confidence-building workshops, support network

	Enhance planning skills (85%+).
	Review and refine planning processes, attend advanced planning workshops.
	Consistent achievement of planning goals, improved efficiency.
	Beyond 12 months  
	Planning workshops, continuous learning.

	Improve accountability score to 90%.   
	Clearly define expectations, communication training, regular reporting.
	Meeting or exceeding expectations, positive feedback from stakeholders.
	 Ongoing    
	Communication training, feedback mechanisms.

	Identify successful strategies in implementation
	Extract effective practices, conduct knowledge-sharing sessions.
	Successful implementation in various areas, positive team feedback.
	Ongoing     
	Collaborative work environment, team engagement.

	Improve priorities 
	Identify the 'TOP 5 Tasks' and focus on them first.     Regularly assess and eliminate tasks that don't align with priorities.                  
	Reduced overwhelm, increased efficiency, improved task completion. Streamlined workload, increased focus on high-priority tasks.
	Immediate
	Personal commitment, time management strategies.



Professional Behaviour Development Plan


	Objectives
	     Tasks
	     Success Criteria
	Time Frame
	     Resources


	List your Goals
	What do you need to do to achieve these goals?
	How will you identify your success? 
	When do they need to be done by?
	Who or what do you need to help you?

	Communication Skills
	- Enrol in an online communication skills course.
- Practice daily journaling to enhance clarity in written communication
	- Successfully complete the course with improved written and verbal communication skills.
- Demonstrate improved written communication in professional correspondence.
	Ongoing	
	Online course access, guidance on course selection
-Journaling resources, feedback

	Stress Management
	- Attend a stress management workshop or webinar.
- Establish a daily relaxation routine.
	- Implement learned techniques to manage stress in the workplace effectively.
- Notice a reduction in stress levels and an increase in overall well-being.
	Attend within 3 months
	Workshop/webinar access, time for implementation

	Empathy Development
	- Read a book on empathy and interpersonal relationships.
	- Receive positive feedback on demonstrating empathy in workplace interactions.
	Ongoing
	Guidance on exercises, willingness from colleagues for participation

	Active Listening
	- Take an active listening skills workshop.
	- Notice an improvement in understanding and responding appropriately to others.
	Attend within 6 months
	Open communication for feedback, colleagues' cooperation

	Negotiation Skills
	- Enrol in an online negotiation skills course.
	- Successfully complete the course with improved negotiation skills.
	Complete within 12 months
	Online course access, guidance on course selection

	Nonverbal Communication
	- Attend a nonverbal communication seminar or webinar.
- Record video presentations and analyse nonverbal cues for improvement.
	- Implement nonverbal communication cues effectively in professional settings.
- Notice positive changes in nonverbal communication through self-analysis.
	within 12 months
	-Seminar/webinar access, time for implementation
-Recording equipment, willingness for self-analysis















[bookmark: _Hlk157363995]Appendix B.
Ways to deal with biases:
· Raising awareness
An essential step to take at the very beginning is to understand that we can all act based on unconscious biases. However, this is unrelated to the intention to be unfair or discriminate against selected social groups. Education about the nature and impact of this phenomenon can increase awareness and willingness to take corrective action.

· Training and workshops
It is increasingly common to see companies conducting training on cultural sensitivity and diversity management in the workplace, which also covers unconscious bias. These types of meetings help employees understand what challenges they may face (usually based on examples). They also provide tips on effectively dealing with attitudes and behaviours that have been learned, although hidden from us.

· Self-reflection
Regularly reflecting on your beliefs, behaviours, and attitudes can help you identify hidden beliefs. When implementing selected actions (especially when making decisions that affect others), it is worth stopping to analyse the situation and consider whether objective criteria guide us. In this regard, you can consult the topic with others, giving us a broader picture and, therefore, greater certainty.

· Diversification of the work environment
Creating a diverse – in terms of national, ethnic, gender or cultural – work environment (in a team or the entire organization) is a way to reduce unconscious biases in practice through everyday encounters with them. Constant contact with people from other groups provides the opportunity to learn about other social groups' history, culture, and behaviour. In this way, awareness increases, which helps eliminate hidden beliefs.
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   The Eisenhower Matrix is a productivity tool prioritising tasks based on urgency and importance. It divides tasks into four categories or quadrants. The first quadrant includes tasks that are both urgent and important, requiring immediate attention. The second quadrant consists of important but not urgent tasks, focusing on long-term goals and planning. The third quadrant comprises urgent but unimportant tasks, often involving interruptions or distractions. The fourth quadrant contains tasks that are neither urgent nor important, which can be eliminated or delegated. By organizing tasks according to these criteria, the Eisenhower Matrix helps individuals focus on what truly matters, increasing efficiency and productivity in managing time and resources.
    Dr Alice Parker can prioritize her actions in a challenging environment by applying the Eisenhower Matrix. Addressing urgent and critical issues when planning for long-term improvement in team dynamics and integration will help her cope with the design and dynamics of the workplace.
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RACI Matrix for Electric Car Project

	Task/Activity
	Dr. Alice
	Team Engineers
	James Parker (Team Leader)
	Marketing Specialists

	Research
	R
	C
	I
	C

	Design
	A
	R
	C
	I

	Project Updates
	A
	C
	I
	C

	Decision-making
	R
	C
	A
	C

	Communication
	A
	C
	R
	I




KEY
· R (Responsible): The person or people doing the work.
· A (Accountable): The person who makes the final decision and ensures the work is completed.
· C (Consulted): The people who need to provide input before a decision or action is taken.
· I (Informed): The people who need to be kept in the loop about the decision or action but are not directly involved.


· Dr Alice is responsible for research and design, accountable for decision-making and project updates, and needs to be informed about communication.
· Team engineers are responsible for research and design, consulted for decision-making, and need to be informed about project updates and communication.
· James Parker is accountable for decision-making, responsible for communication, and needs to be consulted and informed about research and design.
· Marketing specialists are consulted for research and design, need to be informed about decision-making and project updates, and are responsible for communication.

A RACI matrix can help SMART Engineering in several ways. It can improve communication, clarify roles and responsibilities, and enhance teamwork. This tool ensures that everyone in the team understands their tasks and involvement in different aspects of the electric car project.
[bookmark: _Hlk157364130]


Gibbs Reflective Cycle
   By applying the Gibbs Reflective Cycle and its recommendations, SMART Engineering can strive to create a more inclusive, communicative, and productive work environment, fostering innovation and collaboration among team members.
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[bookmark: _Hlk157364162]Analysis of Challenges in Gender Dynamics and Self-Management at SMART Engineering
	Problem
	Observation
	Impact

	Gender Dynamics 
	The discomfort stemming from gender dynamics, particularly in response to Dr Alice Parker's leadership, is a significant hurdle. Biased attitudes hinder open communication, affecting emotional well-being, especially for female engineers.
	Reduced open communication contributes to a tense work environment, hindering the team's ability to address issues constructively. Emotional well-being is compromised, impacting overall team dynamics.

	Lack of Inclusivity and Recognition
	The lack of inclusivity and recognition for female team members is evident in meetings by James Parker. Contributions by female engineers are consistently overlooked, fostering a sense of invisibility, and diminishing morale.
	Morale is a crucial factor in team collaboration. The absence of recognition may lead to disengagement, reducing the team's collective potential and hindering the flow of diverse ideas and perspectives.

	Affinity Bias and Industry Backgrounds
	Affinity bias is palpable, particularly concerning Dr. Alice Parker's unique background in offshore oil rig engineering. The team's reluctance to acknowledge diverse perspectives poses a threat to innovation and problem-solving.
	Innovation thrives on diverse perspectives. Affinity bias limits the team's ability to harness Dr. Parker's valuable insights, potentially hindering progress on the electric car project.

	Division within the Team
	The team's reluctance to address bias has led to a division into "us and them," with male colleagues failing to actively support their female counterparts. This division erodes trust, stifles communication, and impedes collaboration.
	Team cohesion is crucial for project success. A divided team undermines trust and collaboration, potentially put at risk the quality and timeliness of deliverables.

	Fear of Work Appropriation and Project Secrecy
	Individual self-management strategies, such as fear of work appropriation and project secrecy, indicate a lack of trust within the team. This fear hampers the sharing of crucial project details, hindering collective efforts.
	Trust is foundational for effective collaboration. The fear of work appropriation may lead to siloed efforts and hinder the overall progress of the electric car project.




Address the immediate issues within the team and project that directly impact the impending deadline. Initiate a discussion with team leader James Parker and senior management to communicate the urgency of resolving the project delays and the impact on the team's dynamics.


Plan for promoting diversity and inclusivity within the team. Develop a strategy to communicate the importance of diverse perspectives and propose training sessions or workshops to address biases.


Delegate routine tasks that do not require Dr. Parker's direct involvement, freeing up time for critical project components. Assign certain responsibilities to team members who can contribute effectively without causing further delays.


Consider eliminating non-essential activities that do not contribute to the project's success or team cohesion. Identify and minimize distractions that do not align with the project's goals.



Description


 Missed deadlines due to unfulfilled promises and biased attitudes.


Feelings


Frustration: Unfulfilled promises causing project delays.


Evaluation


Positive: Recognizing your expertise and 30 years of successful experience.


 Team conflict and lack of trust within the team.


Affinity bias and exclusion of diverse perspectives.


 Feeling invisible and uncomfortable sharing work.


 Decision to resign, along with wife, due to persistent issues.


 Isolation: Feeling invisible and overlooked by the team.


 Discomfort: Team conflict and biased attitudes affecting the workplace.


 Anguish: Recognizing the impact on reputation, contract, and costs.


 Resignation: Feeling compelled to leave due to persistent issues.


 Negative: Unfulfilled promises, biased attitudes, and lack of inclusivity.


Impact: Negative effects on team dynamics, communication, and project progress.


 Consequence: Decision to resign due to the persistently uncomfortable environment.






Analysis


Identify the root causes: Unfulfilled promises, biased attitudes, and lack of inclusivity.


Conclusion


Acknowledge the need for change in the team culture and leadership approach.


Action Plan


Promote open communication and address bias during team meetings.


Explore the impact on team dynamics, communication, and project progress.


 Recognize the role of affinity bias in limiting diverse perspectives and collaboration.


Consider the potential consequences of team members not standing up against bias.


 Recognize the importance of fostering inclusivity and valuing diverse perspectives.


 Conclude that resignation is a regrettable but necessary decision for personal well-being.


 Encourage team members to stand up against biased behaviors.


 Work with management to ensure promises are fulfilled and resources allocated.


Seek mentorship and support networks to navigate challenging work environments.
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Your Overall Score

You answered questions from these six categories:
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Implementation
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