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1.Introduction
In this case study, an experienced engineer from SMART Engineering named Dr. Alice Parker explains the difficulties she experienced while working on a significant project involving parts for electric cars. Dr. Parker faced serious challenges at work despite her tremendous amount of knowledge, such as bias, exclusion and a lack of appreciation for her achievements. Poor team dynamics, where social groups and unfair treatment created a challenging work environment, increased these issues. The case demonstrates how these difficulties, when ignored, not only damaged Dr Parker’s morale and productivity but also led to her eventual resignation, raising questions about SMART Engineering’s workplace culture and its possible impact on the success of the project.
1.1 Case study Summary
Dr Alice Parker, an engineer at SMART Engineering for five years, faced challenges while leading a critical project for the development of electric car components. Born in Prague, she pursued engineering, completed her doctorate in London, and decided to remain in the UK, where she now lives with her wife, who also works at SMART. Despite her extensive experience, including 30 years of engineering work, Dr Parker faced gender biases within her team, where female engineers were consistently sidelined during meetings and discussions.
Dr. Parker and her female colleagues' efforts were frequently ignored, going unrecognised or getting credit for work done by men instead of them. Teamwork was made worse by the team's trust concerns and affinity biases, as members formed social groups based on shared backgrounds. Dr. Parker felt invisible and undercut by these relationships, particularly when management openly interfered with her staff without her awareness. 
The strained work environment led to her eventual decision to resign, with her wife following suit. Their departure highlights the destructive impact of gender bias and lack of inclusivity on both team morale and project success, raising concerns about SMART Engineering's workplace culture and its potential long-term effects on company reputation.
2.  Case study analysis
2.1 Self-Management
When in the workplace self-management can be quite important according to (Urry et al., 2004), Through the deliberate execution and teamwork of individual targets, monitoring, and operation, self-management, as a self-directed change approach, enhances self-regulation. This is also backed by (Renn et al. 2011), Self-management, a self-directed transformation strategy, fortifies self-management by carefully carrying out and organising individual goal setting, monitoring, and operation.  so, when researching about the definition of self-management research tells us that Self-management is the ability to manage your thoughts, feelings, and behaviors so that they benefit you and your work better (Raeburn, 2024). 
When reading the case study Two crucial components of self-management come up in the case study. Despite persistent gender bias and exclusion within her team, Dr. Alice Parker made the decision to maintain her standing as an expert. Though the frequent undermining hurt her morale, she tried to regulate her emotions and kept her concentration on the assignment. Her capacity to successfully contribute to the project was impacted by the personal frustration and loneliness that resulted from the situation.

Secondly, when Dr Parker decided to resign, it affected both the team and the company. Her leaving, along with her wife's, weakened the engineering team and potentially delayed the electric car project further. The company faced reputational damage due to their inability to address gender biases and create a friendly work environment. 
You might take a proactive approach when dealing with issues like Dr. Parker's to help self-management. 
One way to achieve this is through Open Communication. Rather than keeping quiet, bring up your problems with conversations with leaders or other team members. Before things worsen, address assumptions and concerns. This can enhance team relations and help avoid feelings of loneliness.
For instance, in my workplace Dragon Engineering there are quite a few Africans, if someone was purposely dismissing them because of their culture, then they should speak to management or other team member to resolve this problem.

2.2 Accountability

When researching accountability in a workplace setting, it was found that, according to the (Wrike Team, 2023) Responsibility and accountability are paramount to achieving success in the workplace. From the top down, individuals must understand and embrace their roles, this is also shown by the definition of Accountability which is stated by (Cambridge Dictionary, 2024)  that Accountability is 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.
In the case study, two key accountability issues can be seen. First, the senior management failed to keep their promises about providing the necessary resources for the electric car project. This caused delays and frustration for Dr Parker and her team. The project’s deadline was at risk, and this could harm the company’s reputation if missed. 
Second, the team did not take responsibility for ensuring a fair and inclusive environment. The female engineers, including Dr Parker, were regularly ignored during meetings. This lack of accountability led to poor team dynamics, causing Dr Parker to feel isolated and undervalued. As a result, she resigned, which not only weakened the team but also impacted the company’s multicultural efforts.

If you want to be more accountable than Dr. Parker was, think about creating a Promote Inclusivity strategy. Establishing an inclusive atmosphere is your responsibility if you observe bias or exclusion within the team. Promote open discussion and ensure that everyone's voice is heard, including those who may feel ignored. You may enhance morale, minimize feelings of isolation within the team, and foster better collaboration by taking responsibility for the culture of the team.

2.3 Authenticity

When being in a work place it’s important to be authentic and to be yourself, research shows us that the freedom to be one’s true authentic self at work can be beneficial to psychological health, as compared to those restricted by self-regulation. Equally, career prospects tend to be greater, since those who feel able to be authentic at work tend to be appraised higher for selection, promotion, and opportunity (Bosch et al 2019). This is also backed by (What It Means to Be Truly Authentic, 2022) which describes authenticity as, being authentic to oneself and acting in a way that aligns with one's values, beliefs, motives, and personality traits is what it means to be authentic. 
So, when it comes to this case study, two points of authenticity emerge in the case study. First, Dr Parker faced a lack of authenticity from her colleagues, especially when her work and ideas were ignored or credited to male counterparts. This dishonest behavior affected her confidence and created frustration. As a result, Dr Parker felt invisible and demotivated, which harmed both her work and the team’s progress.
Second, the team failed to create an authentic and inclusive environment. Instead of acknowledging Dr Parker’s skills and contributions, they allowed biases to dominate their actions. This caused division within the team, negatively affecting collaboration. Eventually, Dr Parker’s decision to leave the company weakened the team and delayed the project, impacting the company’s reputation.

To be more authentic than Dr. Parker was, think about acknowledging the contributions of others. Always acknowledge and thank your coworkers for their contributions. This strengthens the sense of authenticity within the team and builds trust. Try to include someone who you notice is being left out. By doing this, you contribute to the development of a fair and respectful culture, which fosters improved teamwork and success.

When it comes to working in my workplace, in a serious note it lacks professionalism, there isn't many people which are qualified to do their jobs and know how to do the job right, this is in the fabrication and welding unit alone, so for me a way of being authentic is making sure on the jobs I do, it's important I do them the right way, And that is where I like to think how I'm being authentic and true to myself. But this doesn't mean I should think of myself as better. I should help the people which need guidance on these specific skills and help them develop those skills needed to help the company.


2.4 Personal Cognitive Bias

When working in a company one of many issues some people face is other people's cognitive bias, when researching about this it's been found that, our brains use mental shortcuts known as "heuristics" to help them process the immense amount of information we receive. Certain heuristics expedite cognitive processes by drawing conclusions too quickly from prior knowledge. Others have an impact on our understanding of sensory data. However, our brain may create errors as a result of these shortcuts (Caroline, 2024).

In the case study, two examples of personal cognitive bias are evident. First, Dr Parker’s colleagues displayed gender bias by consistently ignoring the contributions of female engineers, including Dr Parker. This bias led to male colleagues being favored and taking credit for work they didn’t do. The result was that Dr Parker felt undervalued, causing frustration and ultimately leading to her resignation.
Second, affinity bias appeared when team members connected more with those who shared similar backgrounds and experiences. Dr Parker, having worked in a different industry, felt excluded because her ideas were often dismissed. This bias hurt team collaboration and led to missed opportunities for innovative solutions, affecting the project and the company’s overall success.

In comparison to Dr. Parker's circumstance, you should think about seeking diverse perspectives to improve your own cognitive bias. Make an attempt to incorporate and listen to people with diverse experiences and viewpoints. Invite everyone on the team to contribute, but especially those who might feel left out. Accepting different points of view can help you create better team chemistry, ignite creativity, and prevent yourself from overlooking insightful ideas that could advance the project.

When in my workplace there seems to be a divide in the workplace fabrication unit, there are the people from the UK and then a group of Africans which have come over on working visa’s, a few people in my workplace doubt the skills of the qualified Africans, in my view I feel like those certain people have personal cognitive biased about the Africans and it should be resolved.
2.5 Personal unconscious bias
In a workplace personal unconscious can be a big problem, it can cause a sense of unfair atmosphere if a person manager has unconsciously treated people just from their personal issues, when researching (Unconscious Bias, 2024) it states the unconscious biases comes from our brain's automatic, quick judgements and evaluations. Our childhood, personal experiences, cultural background, and society stereotypes all have an impact on them. Unconscious bias can be caused by a wide range of factors, not only gender, race, or other traits associated with visible diversity. Examples include height, weight, names, and many more.  
In the case study, two examples of personal unconscious bias can be seen. First or all confirmation bias, team members may have had preconceived notions about Dr Parker's ability to lead. They likely paid more attention to situations where she struggled rather than her successes, confirming their doubts. This bias affected Dr Parker’s morale and caused her to feel undervalued. As a result, her contributions were overlooked, harming team cohesion and delaying the project.
The second is experience bias, Dr Parker, with her background in offshore engineering, brought a different perspective to the team. However, her colleagues, used to working in other industries, may have unconsciously assumed her experience was less relevant. This caused valuable insights to be ignored, reducing innovation and limiting the team’s ability to meet project deadlines, ultimately affecting the company’s performance.
If you want to improve your unconscious bias in a different way than Dr. Parker, think about using evidence and statistics. Make decisions based on information and facts rather than gut feeling or conjecture. If you have doubts about someone's skills or ideas, consider their contributions and real performance. This makes judgements more objective and less likely to be influenced by bias, which promotes a more equitable workplace.
2.6 Interpersonal Relationships
Interpersonal relationships in a workplace can be very effective, your relationships and interactions with other people, whether they be friends, relatives, or coworkers, are referred to as interpersonal relationships. Interpersonal relationships improve interpersonal connections with people by encouraging communication and teamwork. Strong ties within the company foster a cohesive and supportive atmosphere that raises everyone's morale and productivity.
Two problems with relationships show up in the case study. In the beginning, there was distrust among the team members, Dr. Parker, and her partner. When coworkers entered the room, they would either quiet or stop talking, which made Dr. Parker feel alone. This hindered team communication and made collaboration more difficult, which impacted the project's advancement. The team relationships were subpar, and there was a noticeable gap between the male and female engineers. Relationships within the team suffered because of Dr. Parker and other female engineers being neglected. Dr. Parker departed because he felt underappreciated, weakening the team and increasing the chance that the project would be delayed, which might damage the company's reputation.
According to research shown by (Patricia, 2015) It's critical that workers maintain their positive mentality at work. Try not to constantly point out flaws in your coworkers. Realise that nobody is flawless on our planet. One needs to maintain professionalism at work regardless of how terrible the other person is. Ignoring the person you dislike is a better strategy than getting into arguments and destroying relationships. Disputes transform allies which can become enemies.
2.7 Professional Integrity
When researching professional integrity in a workplace, it states Employees feel free to work morally and voice issues without fear of repercussion in an environment that supports positivity and support when there is an integrity-based workplace culture (Gordon, 2022). The definition of professional integrity is doing the right thing even if no one else is around, especially when in your workplace. There are two apparent examples of low professional integrity in the case study. Initially, female engineers such as Dr. Parker often had their contributions and efforts disregarded while male engineers were given credit for their work. Dr. Parker felt devalued as a result of this unfairness, which had an impact on her motivation and confidence. Additionally, it undermined team trust and cooperation, which hindered the project's advancement. Second, without consulting Dr. Parker beforehand, senior management addressed her team directly, undermining her leadership. There were misunderstandings, delays, and uncertainty as a result of this disregard for her position. In addition to negatively affecting Dr. Parker personally.

2.8 Devlopment of professional practice

My goal is to improve my professional practice by focusing on authenticity and self-management. My goal for self-management is to control my feelings and responses in challenging situations. I will control my emotions to stay focused on tasks and avoid letting anger build. I will also use open communication to resolve issues quickly and avoid confrontations. This will support my continued productivity and help me finish jobs on time. In terms of authenticity, I'll stick to my beliefs by being open and honest about my opinions while also appreciating the contributions of others. Rewarding colleagues for their contributions builds trust and a productive workplace where everyone feels appreciated. My focus on self-management and sincerity will help to improve relationships, teamwork, and the overall profitability of the firm.
(I will be putting a questionnaire in appendices (A) after the conclusion, showing how self Mangement and authenticity are my weakest points out of all the points discussed in the case study) 
3. Conclusion
In summary, this case study highlights the negative effects that biases in the workplace and unhealthy team relationships have on people and projects. Dr. Parker's encounter with exclusion and disregard demonstrates how unconscious biases can give way to an unfair and unproductive environment. The team's failure to promote inclusivity not only impacted teamwork but also resulted in the resignation of two important engineers, which had an impact on the project's advancement. It is critical for organisations like SMART Engineering to solve these problems by encouraging diversity, fairness, and open communication across teams. Companies may enhance collaboration, raise morale, and ultimately guarantee project success by fostering a healthy work atmosphere where each employee feels appreciated and acknowledged. This instance highlights the significance of professional integrity, self-management, and giving authentic relationships in the workplace.
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5. Appendices (A)
This is the questionnaire about my professional development practice exercise.
[image: ][image: ]

image3.png
o my values I the workp
T exp y opinions hone:
able being mys
Er\a«‘mmm@‘n‘_

ith colleagues &

»<~bcm genuine, tral

DE 5= —

genuine, transparent, and T YRS

1O your personal values
stly, even when they are .m;rov.m_ =
elf at v =

_an:\*\:\_v\Hm::o:m andldecisioran
Slons e

ty to be genuine, transparent, and true to
nsparent, and true to your personal values in work
fine in part put mostly. requires impr!

jonal pevelopme
nt Qu g
estionnaif®

orofes onasettings

lace

work without pretending to be someon
ding to be someon

be \.mm.\.,\nmb_d_wmm of the situatic
of the situation —

-

gs would seem poor.

rkplace settin

your personal values in WO
gs would seem weak.

ovement.

place settin

| L

S
s seems to be mostly fine overall.

arent, and true to your personal values seem
place setting
seems good overall.

@8 be genuine, transp:

arent, and true to your personal values in work

place settings

Nb\‘.‘w\ao Your ability to be genuine, zm_‘_wu
ne, transp

arent, and true to your personalvalues inwork

25-30 Your ability to be genui

Look at each individual q

uestion and

nk you can improve on.

see if itis an area that you thi





image.png
Y Drindod Dewi Sant

ty Saint David





image2.png
BMSK 4016 Professional Development Questionnaire

E
or each statement, please rate yourself on a scale of 1 to 6, where:

1 = Strongly Disagree (Negative Construct for me)
2 =Disagree

3=Somewhat Disagree

4 =Somewhat Agree

5=Agree

— Strongly Agree (Positive Construct for me)

:mSoE and productivity in the workplace

ability to C no:ﬂogo:-m:ﬁ o:m bel
d under pressure in the \ work|
tasks nimn:,\w:\ in the wo

et deadlines in the wor kplace.
ere with my de y decision-making in the workplace.
without being easil y distracted in the workplace. T

Self-| Zmzumm:._ma ;mm
| T stay calm and composed ul
2 | Iamable to vn_o::mm my tas
E | T manage my time wi | to me:

4 | I avoid letting € emotions interf
5 |I consistently focus on my  work

Score DWH‘

QS oo:dc?oEmEo:o:
ty to cC no:ZoroEEo:o:
ty to control your emotion:
ty to control your emotions, £
ity to control your emotions,

cplace.

orkplace.

N o

m:n_ can:nr 2 inthe Eo:ﬁ.mnm would seem | noc.
nthe Eo_rn,mom would seem weak.

nthe workplace seems fi fine in part but
the Ec:&:mom would seem o be Mos
ctivity W would seem good overall,

w cm:mSoE_
S, Um:mso:. m:a vSacn
S, Um:mSo:. x:a productivit
S, Um:mfo:: _and product
cm:msoE and so;u.mnm produ

Eomﬁ:ﬂmp:,:mw improvement.
tly fine c<m-m=

s

Look at each individual question and see if itis an area that you think you can improve on.

\QN/BMSK 4016/PD Questionnalre/ 10/09/24





