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1.0 Introduction

 This assignment is based on the case study SMART engineering, a company developing a new electric car. The project team includes engineers, designers and marketing staff from different professional backgrounds. In theory this mix of skills should help the team be creative and innovative. However, the case study shows that ongoing team problems have led to conflict, poor communication and delays to the project. A key person in the case is Dr Alice parker s senior engineer and the project lead who has over 30 years’ experience in complex engineering projects. Even though she is highly qualified her knowledge and decisions are often questioned and her work is sometimes overlooked. The case highlights clear examples of gender bias and affinity bias in the team especially towards female engineers. Work completed by women is sometimes given credit to male colleagues which causes frustration and reduces trust within the team. As the project deadline gets closer, the pressure on the team increases. Communication between senior management, the team leader and the project lead are poor. Senior managers sometimes speak directly to team members without telling the project lead, which weakens her authority and causes confusion. At the same time gossip, and negative comments about leadership ability make working relationships worse. The case study also shows how affinity bias affects the team. People tend to support colleagues who are similar to them in background or experience, while those with different skills or from different industries feel left out. This means that useful ideas can be ignored even when they could help the project. Overtime this creates and “us and them” culture which harms teamwork, trust and psychological safety. This assignment will analyse the case study using key areas, self-management, personal and unconscious bias, accountability and authentic behaviour, interpersonal relationships, professional integrity and professional development. The aim is to show how bias, poor communication and lack of inclusive behaviour can negatively affect individuals, team performance and the organisation. The assignment will also include reflection on professional practice and identify areas for improvement through a personal development plan.




2.0 Overview of case study.

The SMART engineering case study describes a company working on the development of a new electric car. To complete the project, the company created a cross-functional team made up of engineers, designers and marketing specialists. The team members come from different professional backgrounds, which should help bring a variety of ideas and skills to the project. However, problems begin to appear within the team. There are ongoing issues with communication, trust and teamwork. Which start to affect the progress of the project. Team members struggle to work effectively together, and disagreements and misunderstandings become more common as pressure increases closer to the project deadline.
A key figure in the case is Dr Alice parker, a senior engineer with over 30 years of experience who is leading the project. Despite her experience and role her authority is sometimes undermined. Senior managers occasionally speak directly to other team members instead of going through her which creates confusion about leadership and decision making. The case study also shows that some team members feel excluded or undervalued. Certain individuals tend to favour colleagues who are similar to themselves in background or experience. This leads to some ideas being ignored and some contributions not being properly recognised. Overall, the case presents a team with strong technical ability but weak communication, leadership alignment and inclusive working practices. These issues create tension within the team and begin to delay the project.


3.0 analysis of why it happened

The problems at SMART Engineering did not happen by accident. They developed because of a combination of bias, poor leadership communication and weak team dynamics. One major cause is unconscious bias. Even though Dr Alice parker is highly experienced, some team members question her expertise and overlook her contributions. This suggests that stereotypes about gender may be influencing how her leadership is viewed. At the same time affinity bias causes people to favour colleagues who are similar to themselves in the background, experience or personality. This creates small groups within the team and leads to certain voices being valued more than others. As a result, some team members feel excluded and good ideas may be ignored. Another key reason is poor communication and unclear leadership structure. Senior managers often speak directly to team members without going through Dr Alice parker, even though she is the project lead. This undermines her authority and sends mixed messages about who is responsible for decisions. When leadership roles are not respected it becomes harder for a team to stay organised and focused. This confusion increases stress and slows down progress. The team also lacks psychological safety which means people do not feel comfortable speaking up, sharing ideas or admitting mistakes. Gossip and negative comments about leadership makes this worse when trust is low team members are less likely to collaborate openly and conflict becomes more personal rather than professional. Pressure from the approaching deadline makes all these issues worse. Instead of working together to solve problems stress increases tension and highlights existing divisions in the team without strong leadership support and inclusive behaviour, the team struggles to manage this pressure in a healthy way. Overall, the issues happened because bias affected how people treated each other, communication between management and the team was poor and the team culture did not support trust, respect or inclusion. These factors combined to damage teamwork and delay the project.

4.0 impact and consequences
The issues with SMART Engineering team have several negative impacts on individuals, the team and the organisation. For individuals especially Dr Alice parker and other female team members, the experience can be demotivating and stressful when peoples skills and contributions are questioned or ignored it can lower confidence and job satisfaction. Feeling excluded because of gender or background may also lead to frustration and emotional exhaustion. Overtime this can affect mental wellbeing and may even cause talented employees to leave the organisation. At team level trust and cooperation are damaged when team members feel that their ideas are not valued, they are less likely to speak up or share new suggestions. This reduces creativity and innovation which are especially important in a project developing a new electric car. The “us and them” culture created by affinity bias also weakens teamwork as people begin to work in smaller groups rather than as one united team. Poor communication and unclear leadership also have serious consequences when senior managers bypass the project lead it creates confusion about responsibilities and decision making. This can lead to duplicated work, mistakes and delays. Team members may become unsure about whose instructions to follow, which and poor collaboration slow down progress and make it harder to meet deadlines. In the long term this could damage the company’s reputation, reduce competitiveness and increase costs if the project goes over time or budget. Finally, there are organisational consequences linked to equality and fairness if bias and exclusion are not addressed it can lead to a workplace culture where discrimination is normalised this may expose the company to legal risks, harm its public image and make it harder to attract and retain diverse talent in the future. Overall, the impact of these issues goes far beyond personal disagreements they affect wellbeing, team performance, project success and the organisation’s long-term effectiveness.


5.0 critical evaluation of professional practice
The SMART Engineering case shows several examples of poor professional practice especially in relation to leadership, teamwork and equality. Firstly, there is a lack of professional respect and fairness within the team questioning Dr parker’s expertise without clear reason and giving credit for women’s work to male colleagues goes against professional standards of integrity and equality professional practice requires individuals to recognise the skills and contributions of others regardless of gender or backgrounds. Failing to do this not only harms individuals but also weakens the overall professionalism of the team. There are also concerns about leadership practice. Senior managers bypassing the project lead shows a lack of clear structure and accountability in professional environments, communication should follow agreed channels to maintain clarity respect for roles undermining a leader in this way reduces authority and creates confusion which is not consistent with effective or ethical leadership practice. Another issue is the lack of inclusive behaviour professional practice involves creating an environment where everyone feels valued and able to contribute. In this case affinity bias leads to exclusion and some team members ideas are ignored because they are seen as “different”. This shows a failure to promote diversity of thought which is essential in innovative projects. This case also highlights weak self-management and emotional control within the team. Gossip, negative attitudes and poor communication suggests that some team members are not managing stress or conflict in a professional way. Professional behaviour includes handling disagreements respectfully, communicating clearly and focusing on problem-solving rather than personal criticism. Finally, the lack of accountability when bias, poor communication and exclusion continue without being addressed it suggests that individuals and leaders are not taking responsibility for their behaviour or its impact on others. Professional practice requires people to reflect on their actions, recognise mistakes and take steps to improve. The case shows that technical skills alone are not enough for professional success, respect, fairness, clear communication, accountability and inclusive behaviour are all key parts of professional practice without these team performance and organisational outcomes are likely to suffer. 

5.1 self-management

Self-management is the ability to control emotions and behaviour, especially under pressure in the SMART Engineering case there are clear signs that this is lacking within the team. As the deadline approaches fast stress increases and some team members respond with gossip and negative comments instead of professional communication. This shows poor emotional control and little awareness of how their behaviour affects others. Good self-management would involve staying respectful, discussing problems constructively and focusing on solutions. Dr Alice parker also needs strong self-management as she faces being undermined and having her expertise questioned remaining calm and professional in this situation is difficult, especially without the support from senior management. This shows that while self-management is personal the work environment can make it harder. Senior managers also demonstrate weak self-management by avoiding clear communication and bypassing the project lead, which creates confusion and tension overall, poor self-management leads to conflict, low trust and reduced teamwork the case shows how important emotional control, self- awareness and professional behaviour are in high-pressure situations.


5.2 Personal, Cognitive, and Unconscious Bias

Bias plays a major role in the problems seen in the SMART Engineering case. Personal, cognitive and unconscious biases influence how team members see each other and make decisions often without them realising it. One clear example is gender bias. Dr Alice parkers knowledge and leadership are questioned despite her experience and work done by female engineers is sometimes credited to male colleagues. This suggests that assumptions about gender may be affecting how competence and authority are judged these attitudes may not always be intentional, but they still have a harmful impact. The case also shows affinity bias which is when people favour those who are similar to themselves in background, experience or personality. Team members seem to form closer connections with colleagues who share similar professional paths, while those from different industries or disciplines feel left out. This limits collaboration and means that valuable ideas may be ignored simply because they come from someone seen as “different”. Cognitive bias also affects decision-making when people rely on stereotypes or first impressions instead of objective evidence, they may dismiss ideas too quickly or support certain colleagues without fair reason. This reduces critical thinking and can lead to poor project decisions. Because these biases are often unconscious, individuals may not realise they are behaving unfairly. However, the impact is serious bias reduces trust, damages confidence and creates an unequal working environment. It also prevents the team from fully benefiting from its diverse skills and perspectives. The case shows how personal, cognitive and unconscious biases can influence behaviour, teamwork and decision-making, leading to exclusion, conflict and reduced performance.


5.3 Accountability and Authentic Behaviour

Accountability and authentic behaviour are important parts of professional practice. Accountability means taking responsibility for your actions and decisions while authentic behaviour means acting honestly, ethically and in line with your values. In the SAMRT Engineering case there are clear examples where accountability is lacking senior managers undermine the project lead by communicating directly with team members instead of following the correct structure. By doing this, they avoid responsibility for maintaining clear leadership and communication this creates confusion and makes it harder to manage the team effectively. Team members also avoid accountability when they engage in gossip or allow biased behaviour to continue without challenging it. When people stay silent about unfair treatment or do not recognise their own biased actions, they are not taking responsibility for their impact on others. Professional accountability involves reflecting on behaviour and being willing to address problems, even when it is uncomfortable. Authentic behaviour is also missing in parts of the team. Some individuals appear to act in ways that protect their own position or social group rather than supporting fairness and teamwork. Authentic professionals should be honest, respectful and consistent in how they treat others. This includes giving proper credit for work and valuing different perspectives. Dr Parker’s situation also shows the difficulty of being authentic in an unsupportive environment, while she is expected to lead with confidence and integrity the lack of respect support from others makes this challenging. Authentic behaviour should be supported by a workplace culture that encourages openness and fairness. The case shows that without accountability and authentic behaviour trust breaks down, and professional standards decline. Taking responsibility, being honest and acting ethically are essential for strong teamwork and successful leadership.


5.4 Interpersonal Relationships

Interpersonal relationships are about how team members communicate, trust and work together. In the SMART Engineering case relationships within the team are weak. Senior managers bypass the project lead and speak directly to team members which creates confusion about roles and damages trust. Gossip and negative comments about leadership add tension and reduce cooperation. Affinity bias also affects relationships team members tend to favour colleagues with similar backgrounds or experience this “us and them” culture prevents open collaboration; limits idea sharing and makes some team members feel undervalued. Poor interpersonal relationships reduce teamwork, trust and team effectiveness. Building respect, open communication and inclusion is essential for collaboration, problem-solving and a positive working environment. 

5.5 Professional Integrity

Professional integrity is about being honest, ethical and consistent in your actions. While maintaining high standards in your work. In this case integrity is challenged in several ways. Some team members take credit for work done by others, and biased behaviour is often ignored. This shows lack of fairness and respect, which reduces trust, lowers morale and makes team members feel undervalued. Leadership also demonstrates weak integrity. Senior managers bypass the project lead and fail to address ongoing issues such as bias, poor communication and conflict within the team by avoiding responsibility for these problems they undermine ethical leadership and fail to set a good example for the team. Maintaining professional integrity requires recognising and valuing the contributions of all team members, acting ethically being accountable for decisions and addressing issues in a transparent way. Without integrity trust and respect within the team break down, which negatively affects collaboration, teamwork and the overall success of the project.


6.0 Alternative approaches; what could have been done differently?

The problems at SMART Engineering could have been reduced or avoided through better communication, inclusive leadership and awareness of bias. Firstly, clear communication channels should have been established. Senior managers should have coordinated with the project lead, Dr Parker before speaking to team members. This would have ensured that responsibilities were clear, decisions were consistent and leadership authority was respected. Regular team meetings and updates could have prevented misunderstandings and reduced gossips. The team could have addressed bias by providing training and encouraging collaboration across different backgrounds, reducing the “us and them” culture. Stronger leadership support for Dr parker through mentoring and guidance could have reinforced respect and professional standards. Promoting accountability and psychological safety would have improved behaviour, communication and trust. These steps would have strengthened teamwork and created fair inclusive environment. 

7.0 Reflection on Own Professional Practice
This case has shown me the importance of self-management, staying calm under pressure and handling conflict professionally. It also highlights the need to recognise personal and unconscious bias, value diverse perspectives and support inclusion. Clear communication, building positive relationships and taking responsibility for my actions are also key. Reflecting on this case helps me understand how professional behaviour, integrity and teamwork contribute to successful projects and highlights areas I can improve in my own practice. 

8.0 Personal Development Plan
Self-management – practice staying calm under pressure, managing emotions and handling conflict constructively. I will use stress management techniques and set personal goals for professional behaviour in challenging situations 
Unconscious bias and inclusion – increase awareness of my own assumptions and ensure I treat all colleagues fairly. I will attend training on unconscious bias and actively seek diverse perspectives in teamwork. 
Communication and accountability – improve clear and respectful communication, give and receive feedback professionally and take responsibility for my actions. I will focus on building trust and positive relationships within teams. 
By developing these areas, I aim to improve my professional practice, support effective teamwork and contribute positively to any organisation I work with. 

9.0 Conclusion
The SMART Engineering case study highlights how bias, poor communication, weak leadership and a lack of inclusive behaviour can negatively affect individuals, teams, and organisational success. Despite having a skilled and diverse team, ongoing issues such as gender bias, affinity bias and unclear leadership created tension, reduced trust and slowed project progress. Dr Alice parkers experience shows how undermining expertise and excluding contributions can damage morale and reduce team effectiveness. Analysis of the case demonstrates that professional practice extends beyond technical skills. Self-management, accountability, integrity, authentic behaviour and strong interpersonal relationships are essential for effective teamwork. Poor self-management, weak communication and unchallenged bias not only harm individuals but also impact the overall performance and innovation of the organisation. Alternative approaches including clearer communication, proactive inclusion, stronger leadership support and the promotion of psychological safety could have been prevented many of the problems and improved project outcomes. reflecting on this case has allowed me to identify areas for my own professional development. By focusing on self-management, awareness of bias and improving communication and accountability I can work towards becoming a more effective, fair, and professional team member. Overall the case emphasises that stronger leadership, ethical behaviour and inclusion are vital for successful projects and sustainable workplace cultures. 
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