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Introduction

In this report, I will analyse the factors that contributed to Dr. Parker's decision to resign from her role. I will investigate the key events that led to this outcome, the underlying causes, and the individuals involved, along with the effects on them. The focus will be on identifying examples of poor professional practice and considering alternative approaches that could have resulted in a more positive resolution. Additionally, I will create a personal development plan (PDP) to strengthen my skills in relevant areas, with the goal of managing similar situations more effectively in the future.
[bookmark: _Toc157770027]

[bookmark: _Toc179736508]Section 1: Case Study Summary 
The case study “SMART Engineering” explores the professional dynamics within a team developing an innovative electric car. The project team consists of seven engineers—three women and four men—including Dr. Alice Parker, the project lead, and her wife, who both joined the company five years ago. Despite Dr. Alice Parker’s 30 years of experience in design and engineering, she and her wife experienced discomfort from the start, noticing that male colleagues would often stop conversations when they entered the room. The issue of a woman leading the project was frequently brought up, and Dr. Parker was consistently overlooked by senior management.
[bookmark: _Toc157770029]The lack of organization from senior leadership, coupled with workplace tension, threatened to delay the project beyond its December 20, 2022, deadline. This created conflict and frustration within the team, which became divided into two opposing groups, eroding trust. Additionally, Dr. Parker's background in a different industry led to affinity bias, exacerbating the lack of inclusivity. With no resolution in sight, Dr. Parker and her wife decided to resign from the company at the end of the month.


[bookmark: _Toc179736509]Section 2: Case study analysis
[bookmark: _147n2zr][bookmark: _Toc179736510]2.1 Self-Management

Self-management refers to our ability to regulate thoughts, behaviours, and emotions while maintaining self-awareness and recognizing areas for improvement (Munro, 2021). Essential skills like stress management, resilience, and time management enhance productivity and adaptability when working toward a goal. Emma Beigey (2023) highlights that effective self-management leads to a healthier work-life balance, stronger working relationships, and reduced burnout within teams.
[bookmark: _Toc179736511]Managing Emotions and Reactions in Response to Gender Dynamics and Affinity Bias

In the case of SMART Engineering, the project’s looming deadline and ongoing discussions about Dr. Alice Parker's leadership, specifically focusing on her gender, have created a toxic work environment. Gossip surrounding Dr. Parker being a woman in charge of such an important project has escalated. Additionally, senior management’s failure to follow through on promised resources has compounded the stress, leaving Dr. Parker feeling sidelined due to her gender. This constant undermining of her expertise could jeopardize her future responsibilities at the company.

The disorganization within the team and the negativity directed toward Dr. Parker are increasing stress levels, which can significantly affect the team’s motivation and overall productivity. According to Marisa Wolch (2024), effective organization can improve communication within teams, leading to greater productivity and better chances of meeting deadlines. If the deadline is missed, it could not only harm the team’s morale but also jeopardize the company’s business relationships and potential future contracts.
[bookmark: _Toc179736512]Individual Strategies for Maintaining Focus on Project Goals Amid Interpersonal Challenges

Strong working relationships are essential for maintaining focus on project goals. Trust, honesty, and open communication form the foundation of these relationships. Without these elements, team dynamics are likely to fail (McNichols, 2022). To improve team cohesion and focus, promoting mixed-gender tasks and aligning everyone around SMART (Specific, Measurable, Achievable, Relevant, Time-bound) objectives can help the team stay on course.
Research by Yang (2022) shows that mixed-gender teams often outperform same-gender teams in terms of creativity and impact. Encouraging regular group tasks, where all members—especially female colleagues—can freely express their opinions and expertise, would foster a more inclusive environment. Activities that could boost interpersonal relationships include team-building exercises outside of work or holding frequent group discussions to address and resolve conflicts. By fostering stronger relationships and trust within the team, focus and productivity can improve, leading to a higher likelihood of meeting project deadlines. 
[bookmark: _Toc179736513]2.2 Professional Integrity

Professional integrity involves being honest, ethical, and upholding strong moral principles in all situations, regardless of external pressures or who is watching. It encompasses key traits such as respecting company policies, treating others with dignity, taking responsibility for one's actions, and communicating transparently and truthfully (Integrity in the Workplace, 2024).
[bookmark: _Toc179736514]Examining Professional Integrity in the Context of the Case Study
In the case of SMART Engineering, there is a significant lack of professional integrity displayed by both the male colleagues and senior management. Instead of fostering an environment of respect and fairness, the behaviour of these individuals undermines trust, inclusivity, and productivity. This absence of integrity is particularly harmful in a workplace setting, where fairness and equity are crucial to reducing conflict and creating a safe, productive environment (The Importance of Fairness and Equity in the Workplace, 2024).

The male colleagues frequently gossip about Dr. Alice Parker’s leadership and question her capabilities due to her gender. This behaviour reflects a lack of respect and fairness, essential elements of professional integrity. Furthermore, senior management demonstrates a lack of honesty and accountability by failing to deliver on promises of resources needed for the project. Despite being aware of the looming deadline, management does not take responsibility for their role in the potential delay. Instead, Dr. Parker, as the project lead, bears the blame, which has caused increased tension within the team.

Management further exhibits a lack of integrity by bypassing Dr.Parker in key communications. They often speak directly to other team members without informing her, undermining her authority and preventing her from having the necessary information to lead the project effectively. This lack of open communication not only disrespects Dr. Parker’s position but also threatens the success of the project. Regular team meetings, transparent updates, and shared responsibility would help ensure accountability and alignment across the team.

Dr. Alice Parker and her wife’s decision to resign from the company highlights their personal integrity. By choosing to leave an environment that perpetuates gender discrimination and affinity bias, they remain true to their values. From the beginning, they faced discomfort due to the team's behaviour toward their gender and sexual orientation, which affected their ability to build trust and mutual respect within the workplace. Their departure will undoubtedly have consequences for the project, particularly with the tight deadline. It also leaves the company in a vulnerable position, as this situation could damage the company's reputation as an inclusive and equitable workplace.

From a broader perspective, this lack of professional integrity—both at the team and management levels—could have long-term consequences for SMART Engineering. Not only will the loss of two key team members further strain an already tight deadline, but it may also harm the company’s ability to attract and retain talented engineers in the future. A reputation for lacking inclusivity and fairness could discourage potential employees and clients, ultimately affecting the company’s ability to secure future projects and impacting profitability.

In conclusion, the absence of integrity among colleagues and management in this case study underscores the importance of fostering a workplace culture built on respect, fairness, and transparency. When professional integrity is compromised, it leads to conflict, erodes trust, and threatens both the success of individual projects and the long-term viability of the company itself.

[bookmark: _Toc179736515]2.3 Accountability and Authentic Behaviour

Accountability is essential in achieving workplace efficacy. It involves taking ownership of actions and responsibilities, leading to the development of personal credibility and stronger professional relationships (Finkelstein, 2020). Key skills that promote accountability include being honest, acknowledging mistakes, taking responsibility, resolving issues promptly, and consistently delivering on promises. Authenticity, on the other hand, is about being true to oneself. In a professional setting, authenticity fosters trust, collaboration, and engagement. Research by Miles (2022) shows that authentic leadership can lead to a 140% increase in employee engagement, a 50% boost in team performance, a 90% rise in innovation, and a 150% improvement in team members' sense of belonging.
[bookmark: _Toc179736516]Assessing Accountability for Fostering an Inclusive and Diverse Culture

The case study highlights a significant lack of accountability from both management and team members in fostering an inclusive and diverse culture. One clear example is when a male colleague took credit for Dr. Alice Parker's work by asking her for a project update and delivering it as his own. This not only undermines Dr. Parker’s contributions but also fosters distrust, making her and other team members hesitant to share project details in the future. Trust is vital for team cohesion, as Paul J. Zak (2017) suggests that high-trust organizations enjoy stronger interpersonal bonds, increased productivity, and greater employee retention.

The ongoing trust issues have ultimately driven Dr. Parker and her wife to resign from the company. To address this problem and promote accountability, implementing an accountability board could help track individual contributions. Allocating specific tasks to each team member and ensuring that they are personally responsible for completing their assigned work would reduce future conflicts. By encouraging transparency and individual responsibility, the team could foster a more inclusive and trusting work environment.

[bookmark: _Toc179736517]Examining Authentic Behaviour in Addressing Gender Dynamics and Affinity Bias

Authentic behaviour is crucial when addressing difficult issues like gender dynamics and affinity bias. Unfortunately, the case study reveals that the male colleagues fail to exhibit authentic behaviour, particularly when it comes to supporting their female counterparts. Although they may feel uncomfortable with the unfair treatment of the women, they do not speak up, allowing the biased treatment to continue. This inaction has contributed to a growing divide within the team, lowering morale and productivity.

Team leader James Parker also shows a lack of authenticity and respect by consistently overlooking the contributions of female team members. His behavior perpetuates a hostile work environment where female engineers feel undervalued. Without authentic leadership that encourages fairness and inclusion, the team remains divided, and gender bias continues to impede collaboration and trust. Authentic behavior involves addressing biases openly, creating a culture where all team members feel their contributions are valued. By failing to do so, the team and the project are likely to suffer.

[bookmark: _Toc179736518]2.4 Interpersonal Relationships

Interpersonal relationships in the workplace are vital for creating a collaborative and productive environment. It is essential to treat all individuals fairly, regardless of their gender, religion, or background. Gender bias, which involves treating individuals differently based on their gender, can be a major obstacle to workplace equality (Gender Bias, 2024). Similarly, affinity bias occurs when people favour those who share similar interests or backgrounds, leading to exclusion of those who are perceived as different (Nikolopoulou, 2023).

[bookmark: _Toc179736519]Exploring the Impact of Gender and Affinity Bias on Team Relationships

In the case study, both gender and affinity biases are deeply ingrained in the team’s dynamics. From the moment Dr. Alice Parker and her wife joined the team, they encountered discomfort, as evidenced by people stopping their conversations when they entered the room. This behavior signals exclusion, making them feel unwelcome and undervalued. Additionally, the team leader consistently overlooks female engineers during meetings, never inviting them to share their ideas or provide input. Such actions not only alienate female team members but also deprive the team of potentially valuable insights that could benefit the project.

These biases create an atmosphere where female engineers like Dr. Parker feel invisible and unappreciated, leading to reduced motivation and engagement. The persistent overlooking of their contributions also erodes their sense of self-worth, as their expertise and potential solutions are disregarded. If left unchecked, this exclusion will continue to harm team relationships, ultimately affecting the team’s ability to meet project goals.

[bookmark: _Toc179736520]Evaluating the Effectiveness of Communication and Collaboration in Creating an Inclusive Environment
Effective communication and collaboration are key to building an inclusive work environment where all team members feel valued. When team members can communicate openly, trust is fostered, and collaboration flourishes. In the case study, the lack of effective communication has caused significant issues. Instead of addressing problems openly, team members engage in gossip and exclusionary behavior, worsening the already fragile work environment.

Research by US firm Gartner shows that 70% of business mistakes result from poor communication (Zambas, 2023). This statistic underscores the critical role that communication plays in the success of any project. In SMART Engineering, poor communication has contributed to the project’s delayed progress and deepened the rift between team members. By improving communication and encouraging open dialogue, the team could foster a more inclusive culture, where disagreements are handled professionally, and all members feel their contributions are heard.

When communication and collaboration are effective, teams can harness the full potential of their diverse backgrounds and perspectives. This leads to innovation, creativity, and collective problem-solving, all of which are necessary for project success. By contrast, the current lack of inclusivity and poor communication has negatively affected the team’s progress and is threatening the successful completion of the project.
[bookmark: _Toc179736521]2.5 Personal, Cognitive, and Unconscious Bias
[bookmark: _Toc179736522]Analysing Personal Biases, Including Gender and Affinity Bias

In the case study, gender and affinity biases play a major role in shaping team dynamics and perceptions. These biases manifest in subtle yet impactful ways, such as when team members stop talking as Dr. Parker and her wife enter the room or whisper about them in the corridors. These behaviours indicate a deep-seated discomfort with women and individuals who are different from the majority. Implicit bias, which is often unconscious, may also be at play. As research has shown, implicit gender biases develop early and are reinforced by societal norms. A global study revealed that men are more likely to be seen as "brilliant" compared to women, reflecting an unconscious stereotype that impacts professional perceptions (Men More Likely Than Women Seen as Brilliant, 2020).

[bookmark: _Toc179736523]Discussing Cognitive Biases That Overlook Contributions or Favor Specific Team Members

The case study also reveals cognitive biases like authority bias, where management disregards input from anyone but the team leader, James Parker. Despite Dr. Alice Parker being the project lead, her contributions are often overlooked in favour of her male counterparts. This behaviour not only diminishes the value of female input but also hinders the progress of the project. Research has shown that diverse teams outperform homogeneous ones, yet biases like authority bias and gender bias prevent teams from fully leveraging the strengths of all members.

There may also be beauty bias at play. Studies suggest that women perceived as highly attractive are often seen as less capable in traditionally male-dominated or physically demanding roles, such as engineering (Maccarone, 2003). These biases create barriers for women in the workplace, reinforcing stereotypes that limit their opportunities for leadership and success.



[bookmark: _Toc179736524]Conclusion

The case study highlights several internal issues at SMART Engineering that are jeopardizing the success of the project, including poor communication, lack of accountability, and pervasive biases. These problems have contributed to a divided team, where gender and affinity biases have created an environment of exclusion and mistrust. Management’s failure to foster an inclusive culture and the team's reluctance to address issues openly have further strained relationships and hindered productivity.

Implementing measures such as accountability boards, regular team meetings, and transparent communication could help mitigate these issues. Additionally, addressing unconscious biases and promoting inclusivity through leadership training could improve team dynamics and restore trust. Without these changes, the company risks further damage to its reputation, financial losses, and missed project deadlines. A strong commitment to fostering a fair, inclusive, and communicative work environment is essential for the long-term success of both the team and the organization.
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Appendix A Personal Development Plan

	
What do I want to learn?


	
What do I have to do?
	
What support and resources will I need?
	
How will I measure success?
	Target
date
for
review

	
Provide Equal Opportunities for Feedback
	Encourage all clients to provide feedback, not just favourites or regulars
	 Use feedback platforms (e.g., Google Reviews, client surveys)
	More diverse feedback that helps improve services based on different perspectives
	-Monthly

	
Address Bias in Booking Preferences
	Review booking system to ensure no unconscious preferences for certain clients
	Booking software that tracks client frequency and types of services used
	Balanced schedule with fair allocation of bookings for all clients
	-Weekly

	
Improve Inclusivity in Client Experience

	Create a more welcoming, inclusive environment for all clients
	Guidance from diversity and inclusivity courses or industry forums
	Diverse client base with positive feedback on inclusivity
	-3 months 

	Identify and Overcome Cognitive Biases in Client Interaction
	Study common cognitive biases (e.g., affinity bias, confirmation bias)
	
Educational materials on cognitive biases (books, online courses)

	Awareness of personal biases, improvement in client treatment
	-Consistently ongoing 



This is a table of my personal development plan based on my role as a salon owner.
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