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[bookmark: _1ci93xb][bookmark: _Toc155603988]Section 1: Introduction
This report delves into the ongoing challenges presented at Smart engineering, where team members behaviour’s deviate from the principles of diversity and inclusivity. Furthermore, a noticeable absence of team member levels, is evident leading to detrimental effects on overall teamwork and collaboration within the organization. The examination will shed light on the differences between established diversity and inclusivity principles and the actual behaviour exhibited by team members. It will also explore how the lack of accountability, both within the team and under the guidance of the team leader, has contributed to adverse impacts on collective functioning of the team. Understanding and addressing these issues are crucial for fostering a work environment that values diversity, promotes inclusivity and encourages accountability. The report will delve into specific instances, impacts on teamwork, and potential strategies to realign behaviours with the stated principles, ultimately aiming to enhance to overall effectiveness and harmony within the smart engineering team. 





[bookmark: _Toc155603989]1.1 Case study summary
The smart engineering team comprising engineers, designers and marketing specialist with diverse backgrounds, is working on a groundbreaking electric car. However, challenges have arisen within the team dynamics. A woman leading the design of crucial components faces resistance, and Dr parker wife joining the team has introduced some discomfort. Within team meetings female members feel overlooked and unheard creating a divide between us and them. Moreover, there’s a sense of unease as some male colleagues have taken credit for ideas originated by their female counterparts Dr parker having experienced this firsthand is now hesitant to share project details contributing to a strained working atmosphere. while some male colleagues acknowledge the issues, they have yet to actively support their female counterparts. The team’s internal dynamics reveal a tendency for individuals with similar backgrounds to gravitate towards each other, further accentuating the division within the team. It’s a situation that warrants attention and intervention to foster a more inclusive and collaborative working environment.  
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[bookmark: _147n2zr][bookmark: _Toc155603991]2.1 Self-Management
Self-management is the skill of skilfully governing your behaviour, thoughts, and emotions to optimize your productivity and effectiveness within the workplace. It entails the ability to regulate and channel these aspects of oneself in a manner that aligns with your professional goals and responsibilities. (Alice Raeburn 2023)
Dr parker demonstrated remarkable resilience in navigating gender dynamics and affinity bias, as highlighted by Pemberton in 2015. Resilience, influenced by traits, environmental factors, and learned capacities, played a crucial role in her enduring 30 years in competitive engineering environments. Despite her extensive experience, she endured five years of feeling invisible due to her gender and sexual orientation. In retrospect, establishing clear boundaries between work and personal life from the outset could have empowered Dr parker open communication with her supervisor about interpersonal challenges might have mitigated issues early on, fostering a more positive work environment. Moreover, for a more inclusive workplace, male team members should have embraced and adapted to new working methods brought by women, recognizing that diverse perspectives enhance project goals with expertise from different industries. 
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2.2 Personal, Cognitive, and unconscious bias
Within the team, biases related to gender affinity have resulted in assumptions and expectations regarding the skills, capabilities, and roles of females in the workplace. The team unfairly attributes project delays to female engineer in charge, rather than acknowledging resource constraints imposed by management. Dr parker may struggle with meeting deadlines, potentially due to workplace stress exacerbated by biases, impacting her emotional well-being.
If team members encounter gender or homophobic comments its important for them to challenge these biases and educate others about their negative impact on individuals and the team this can be done respectfully by offering alternative perspectives.  Unconscious bias at imperial college refers to the automatic and unintentional attitudes or stereotypes we may have without being aware of them influencing our judgments and actions imperial college (2023) Past experiences will impact these. Team members who have previously held similar roles are showing affinity bias within a team. 
To overcome biases, promote self-awareness and open communication encourage individuals to make decisions based on facts about job success rather than biases like gender or relationships hold the team accountable for biases actions to maintain a positive and inclusive workplace by ignoring bias may lead to losing talented team members. The team is biased towards members with similar backgrounds and experiences neglecting Dr parkers unique perspectives and contributions to the project. 
Handle the situation critically how would you address it. 
What’s your approach to solving these issues.
What would have been the ideal course of action?
  


[bookmark: _23ckvvd][bookmark: _ihv636]2.3 Accountability and Authentic behaviour
The team lacked responsibility for promoting an inclusive and diverse culture which means there is no accountability within the team.

When errors occurred due to managements mistakes, leading to missed deadlines, they selectively disregarded discussions about resource needed and unfairly place the blame on a female team member. Concurrently, there are behind the scenes conversations about the delays happening with Dr parkers awareness. Choosing authenticity involves acknowledging and taking responsibility for the oversight, and openly admitting to the mistake then offering a apology rather than effortlessly overlooking conversations and unfairly placing blame on a female colleagues.

Finkelstein D (2023) says by adopting accountability and cultivating a culture of responsibility, leaders can skilfully navigate challenges, fostering resilience, trust, and unity among their teams. Certain team
members lacked authenticity by borrowing ideas from Dr parker and presenting them as their own, resulting in a breakdown of trust within the group.

Accountability requires people to account for their actions (Brewster et al, 2008) 
Individual accountability is paramount within a team, necessitating each member to take responsibility for their actions. It is imperative that we acknowledge our achievements and equally important, own up to any mistakes or acknowledge the suspension of fellow team member. This commitment to accountability fosters a culture of transparency, contributing to the overall susses of the team.   

 
 

[bookmark: _32hioqz][bookmark: _Toc155603993]2.4 Interpersonal Relationships
Gender and affinity biases have fostered a hostile team environment, leading to a detrimental impact on employee productivity. The absence of open communication, trust, and respect has impeded effective collaboration among team members.
ERIC BURNS (1967) 
[bookmark: _Toc155603994]  

2.5 Professional Integrity
Certainly, lets delve deeper into the dynamics of Dr parkers situation. In the context of indeed careers 2020, Dr parker reluctance to share ideas within her team and management points to a pervasive lack of trust. This trust deficit not only stifled creativity but also instilled a fear of idea misappropriation among team members Moreover the gender biases and affinity issues within the team as noted by some members reflect a collective failure in upholding professional integrity despite recognizing the lack of professionalism the team failed to address these issues, allowing biases to persist. This failure to stand up for negative work environment but also tarnished the company’s reputation. Indeed, careers rightly emphasizes that maintaining professional integrity is foundational for building a strong reputation. This reputation, rooted in trust is essential for successful business interactions. Unfortunately, the teams focus on irrelevant factors, such as the gender of the engineer in charge, diverted their attention from the project’s goals. Consequently, the team missed their deadline, highlighting the direct correlation between internal dynamics professional integrity, and project success. To foster a more positive and productive work environment, internal issues, uphold professional standards and prioritize collaborative efforts towards achieving common goals. 

Development 
In my continuous pursuit of growth both professionally and personally I conscientiously seek out opportunities to better myself aligning with coveys’ wisdom on proactive responsibility covey 2013 this philosophy underlines the acknowledgement that one is response able for shaping their life and choices within the realm of my professional endeavour’s a prominent aspiration has emerged initiating a transformative shift in the work I offer central to this transformation is my desire for authenticity. I believe authenticity involves being clear about ones most basic feelings desires and convictions I am committed to openly expressing my genuine self-striving to create an environment where my true nature can show. Utilizing the Kolb learning cycle (Kolb 1984) for reflection has been instrumental in identifying areas for improvement particularly in team meetings I aspire to challenge the dynamics that have sometimes made me feel invisible aiming to contribute discussions this involves not only expressing my ideas but also actively participating in shaping the teams shared vision. In this journey of self-discovery and professional refinement my focus is on giving more of my energy to endeavour’s that resonate with my authentic self the goal is to not only enhance my work environment but to contribute positively to the collective experience of those around me. As I navigate this path the fusion of proactive responsibility, authenticity and reflective learning serves as my guiding compass, leading towards a more enriched and fulfilling professional landmarks. 


Conclusion 
Recognizing the utmost importance of equitable treatment within the team, it becomes imperative that every team member is accorded equal and fair consideration. Participation in the team meetings is vital, ensuring that no one is inadvertently made to feel overlooked or invisible. In the broader context, team members bear the responsibility of fostering a team culture that is both inclusive and diverse. This entails a proactive commitment to challenging and addressing issues such as homophobia, advocating for acceptance, and demonstrating respect for individuals irrespective of their sexual orientation, colour or disabilities. Actively contributing to the creation of safe spaces is a shared endeavour among team members. This involves the establishment of guidelines that promote respectful communication and behaviour. Moreover, it requires a collective effort to address instances of discrimination, be it related to homophobia, gender preferences, or racism, ensuring experiences comfort and acceptance. Upon careful reflection, I’ve arrived at the firm conclusion that the imperative of treating all members within a team with absolute equality and fairness cannot be overstated. It is incumbent upon the collective to ensure that team members serve as inclusive platforms where every member actively participates, steering clear of inadvertently inducing feelings of invisibility or marginalization. Zooming out to encompass a broader perspective, the onus lies on each team member to hold themselves accountable for the cultivation and sustenance of an inclusive and diverse team culture. This entails a proactive commitment to challenging and addressing various forms of discrimination, with a particular emphasis on combating homophobia. The overarching objective is to instil a culture of acceptance and respect that transcends individual differences, embracing individuals irrespective of their sexual orientation, colour, or disabilities. The active engagement of the team members is further required in the collective effort to establish safe spaces within the team dynamics. This multifaceted task involves the formulation and implementation of comprehensive guidelines that delineate the parameters of respectful communication and behaviour. Furthermore, it necessitates a collaborative approach in addressing and rectifying instances of discrimination, whether they manifest as homophobia, gender biases, or racial prejudices. By doing so, the workplace evolves into an environment where every individual experiences a profound sense of comfort, acceptance, and belonging. 

Scenario – The Classroom Dilemma. 
A lecturer faces challenges in managing a diverse classroom with varying learning needs experience and behaviour. 
In a bustling university setting, Professor Anderson found himself grappling with the intricacies of managing a diverse classroom. His sociology class was a microcosm of diversity – students with varying learning needs, experiences, and behaviours. One Monday morning, as Professor Anderson prepared to delve into a sensitive topic about cultural identities, he noticed a palpable tension in the room. The dilemma began when he introduced a group project that required students to discuss and present their unique cultural backgrounds. As the students formed their groups, it became evident that cultural differences were not only a topic of discussion but also a potential source of conflict. Maria, an international student from Brazil, was keen on sharing her perspective on carnival celebrations and the rich cultural tapestry of her homeland. On the other hand, john, a reserved student with a conservative background, hesitated to engage in in discussions that deviated from his comfort zone. As the groups started working, Professor Anderson observed the stark differences in communication styles. While others preferred a more reserved approach. Maries enthusiasm clashed with johns’ apprehension, creating an atmosphere of discomfort. Professor Anderson faced a dilemma – how foster an inclusive environment where students could express their cultural identities without alienating others. He decided to intervene gently, facilitating a class discussion on the importance of understanding diverse perspectives. The challenge lay maintaining a balance between encouraging open dialogue and respecting individual boundaries. During the discussion, maria and john shared their contrasting views. Professor Anderson skilfully guided the conversation, emphasizing the importance of empathy and active listening. He encouraged students to appreciate the richness of diversity while acknowledging that comfort zones varied among individuals. To address the diverse learning needs, Professor Anderson incorporated multiple teaching strategies. He introduced visual interactive discussions, and supplemental readings to accommodate different learning preferences. Recognizing that some students might need additional support, he made himself support, he made himself available for one - on – one consultation to grasp the material. As the semester progressed, Professor Anderson’s. thoughtful approach bore fruit. The once tense classroom gradually transformed into a space where students embraced their differences and learned from each other. The dilemma became an opportunity for growth, highlighting the importance of proactive strategies to manage diversity and foster an inclusive learning environment.     
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[bookmark: _Toc155603997]Appendix A Personal Development Plan
Development of own professional practice in courier service. 
To establish a successful courier service, focus on key aspects to enhance your professional practice. Efficient Operations: Streamline processes for quick and accurate delivers. Implement tracking systems and optimize routes to boost efficiency, ensuring timely services. Customer service: prioritize excellent customer service by communicating clearly, addressing inquiries promptly, and handling concerns professionally. A positive customer experience contributes to loyalty and word-and-mouth referrals. Reliability: build a reputation for reliability by consistently meeting delivery deadlines. Invest in a reliable fleet and tracking technology to enhance your services dependability. Technology integration embrace technology for order processing, route optimization, and communication. Stay updated on industry trends to remain competitive and provide efficient solutions. Safety measures; implement strict safety protocols for both staff and packages. Ensure compliance with regulations and invest in staff training to prioritise the well-being of your team and security of deliveries. Network building; establish strong relationships with suppliers, clients, and other stakeholders. A robust network can lead to collaboration opportunities, referrals, and increased business. Continuous improvement; regularly evaluate and improve your processes. Seek feedback from clients and employees to identify areas for enhancement, fostering a culture of continuous improvement. Marketing and branding; develop a strong brand identity and market your services effectively. Utilize online platforms and traditional methods to reach a wider audience and create brand awareness. Adaptability; stay flexible to adapt to changing market conditions and customer needs. Be open to incorporating new technologies and services into your offerings to remain relevant in the evolving industry. Legal compliance; ensure compliance with local and international regulations. Stay informed about industry standards and legal requirements to avoid any legal issues that could impact your business negatively. In summary, building a successful courier service requires a combination of operational excellence, customer satisfaction and adaptability to industry changes. By focusing on these aspects. You can establish a reliable and competitive professional practice in the courier service sector.  
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