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This assignment is about a case study ‘SMART ENGINEERING’. A cross functional team is put together to create a groundbreaking electric car. The team of engineers, designers and marketing specialist all having diverse backgrounds are faced with challenges related to gender and affinity bias, poor communication and lack of accountability. Dr parker is the lead in the case study she was faced with negative behaviours that led to her resigning alongside her wife who was also part of the team put together to create the electric car.
 This assignment will review the issues such as self-management, cognitive, personal and unconscious bias, accountability, authentic behaviour and interpersonal relationships influencing the team and project outcomes. I will also be writing about personal professional skills, and I will also be including a SMART personal development plan to identify areas for improvement.
Dr Alice Parker is the lead role in creating the electric car.
Dr Parkers wife is also on the team creating the car.
Male engineers are taking credit for the females work.
James Parker is the company’s team leader and is the one responsible for holding meetings.
Other female engineers.
Senior management.





[bookmark: _Toc219390460][bookmark: _Toc220683165]Self-Management 1.2 
Citation- Herrity (2023). Kolb (1984). Eurich (2018)

Reviewing the case study I have found that the team has poor self-management skills, when faced with female leadership, diversity and approaching deadlines they portray poor emotional regulation, this is expressed through whispering, gossiping and avoiding open communication. Dr Parker was overlooked by senior team members, and they would consult with the team without her, the approaching deadline would increase stress as well as conflict due to production and communication issues, this resulted in heightened emotions and poor self-management skills.
The reason why this happened was because the team reacted on feelings rather than professionalism, gender and affinity bias affected their ability to communicate and act professionally and lack of reflection meant some team members didn’t recognise how their behaviour affected the others in the team.
Dr parker was affected in this because she felt like she couldn’t discuss her ideas within the team because of the risk of the male colleagues taking the credit, the female engineers felt undervalued which resulted in decreased involvement within the project. The team faced missing the project deadline and management faced with project delays and damage to company reputation.
Affective self-management skills require you to be open and honest, have good time management and be resilient and able to regulate your emotions to make decisions that will impact positively on your team, being able to manage yourself will make you one step closer to being able to manage someone else. Having these skills will enhance productivity, help you make logical decisions and make you adaptable and an asset to your team.
If early intervention had been taken place to de-escalate the team conflict, then it could have prevented the gossiping and the tensions escalating. Team members should’ve reflected on their reactions before acting with emotion and not remaining professional. The leaders should have modelled professionalism, support inclusivity and addressed the bias behaviour. Open and honest communication should have taken place so that they were able to meet the deadlines given to them, management should have remained professional and taken accountability for broken promises over denying promising.







[bookmark: _Toc219390461][bookmark: _Toc220683166]Personal, Cognitive and unconscious bias 1.3
Citation- Eurich (2018)

Personal Bias- Dr Parkers ability to do her job was openly questioned to lead the project and she was mentioned in conversations with other team members because she was a woman despite her having relevant senior offshore engineering experience. Colleagues would show discomfort and exclusion to Dr Parker and her wife by whispering, gossiping and go silent when they were present. Senior management chose to bypass her, and the male colleagues would ask her for updates and then relay it back to senior management taking the credit for her work. Management would address the team without speaking to her, this showed that they had lack of respect for her as project lead. Female colleagues were continuously overlooked in meetings and not asked to give their opinions, and the male colleagues were intentionally asked to give updates even though it was a project led by females.
Cognitive Bias- Management assumed that leadership and authority was more suited to the male colleagues over the female colleagues. Team members focused more on information that the project was failing because Dr Parker was a female leading the project and not focusing on the failings that senior management were making when they were breaking promises and denying responsibility leaving Dr Parker looking incompetent. The team was divided into ‘us and them’ which left the female colleagues feeling like they were on the outside whilst the male colleagues were favoured and involved, this left the female colleagues feeling increasingly uncomfortable.
Citation- Reiners (2023). Imperial college (2023). University of Bristol (2023).
Unconscious bias- Male colleagues automatically assumed that they were more competent to speak in meetings, asking Dr Parker for updates then presenting the work themselves. Team leader James Parker prioritised the males in meetings to give updates, overlooked the female colleagues’ opinions and didn’t prompt them to contribute. Senior management treated Dr Parker as less authoritative because she was female, bypassing speaking to her and addressing the team even though she was the project lead, they would also approach the male colleagues to provide updates even though it was a female led project.

This all happened because the project deadline led colleagues to become stressed, which then caused them to look for someone to blame rather than address the issues they were faced professionally. Blame was placed on Dr Parker rather than senior management who promised resources and then lacked accountability when they didn’t deliver the promise. Colleagues focused on protecting their work over fear of losing credibility for it instead of delivering it to contribute to effectively meeting the project deadline. Senior management continued to allow behaviour in which the female colleagues were constantly overlooked, and the male colleagues were favoured in opinions, which then set a standard that biases were acceptable. Senior management overlooked Dr Parker continuously, despite being lead on the project they failed to monitor or correct instances where the male colleagues took credit for the female engineer’s work. Colleagues had discomfort with Dr Parker and her wife working together because they were married which created exclusion.

 This affected all who worked on the project, but mostly the female employees, Dr parker felt undervalued because of the continuous questions on her suitability as lead by her colleagues, her leadership was bypassed by senior management, her wife was also experiencing the same problems as Dr Parker, which resulted in her and her wife resigning. 

The divide in the team damaged the performance of everyone Involved with the project, female colleagues felt invisible and undervalued with Dr Parker unable to lead the team effectively. Withdrawal from team members within the project due to reduced motivation because of the negative behaviours not being corrected by senior management and professional examples weren’t set. Missed deadlines and financial and reputational risks for everyone involved due to the toxic work environment.

Things should have been done differently for the team to work together effectively in a professional and positive work environment. Senior management should’ve modelled professional practice and made sure they regularly observed team interactions and deliberately call out biased behaviour so that the female colleagues weren’t excluded, this would have eliminated the divide, and female colleagues would’ve felt safe to share ideas within the team and they’d get the credit for their ideas and not the male colleagues, this would enhance productivity  and include inclusion within the team. Taking accountability from the top would’ve ensured that the promises and resources given out to the team were met so that they could meet the deadlines set. As the team leader, regular performance reviews would be taken place within the team and critical feedback would’ve been given to ensure that the team stayed self-aware, this would’ve helped develop self-awareness skills and helped employees reflect on their own professional practice and continuous professional development.
[bookmark: _Toc220683167]Accountability and Authentic Behaviour 1.4
Citation- Herrity (2023). Eurich (2018). Kolb (1984).
Accountability was absent throughout the team, Senior management promised resources and support and then ‘forgot’ which contributed to the team struggling to meet the project deadline. Dr Parker took accountability, she continued to work on the project despite getting constant questions about suitability for her role as lead, as well as the team conflict in which her and her wife were excluded. She tried to make sure that the tasks were completed on time despite the broken promises by senior management.  James Parker, the team leader didn’t take any accountability and allowed the male colleagues to dominate the meetings and exclude the female engineers, he failed to authenticate ideas brought to him which resulted in male colleagues taking credit for the female engineers’ work. He conducted meetings but didn’t enforce inclusive participation. Dr Parkers wife, took accountability, she completed the work expected of her and contributed to project tasks despite the team conflict and her feeling excluded. The other female colleagues also took accountability by contributing to the project, despite sharing ideas and having them overlooked by the team. The male colleagues didn’t take accountability, they showed biased behaviour and contributed to the team conflict, they took the female engineers work and presented which resulted in them receiving the credit for it. They didn’t encourage female participation and didn’t address the team divide which led to resignations. Overall, there was social and structural barriers across the team which prevented taking full accountability. 

The whole team had a responsibility and should’ve held themselves accountable equally for the failings within the project, silence is a failure of accountability and the people gossiping and whispering should’ve recognised that their behaviour was unacceptable and held themselves accountable and if they didn’t, management should’ve called out the behaviour so that the team knew that accountability mattered within the company. Open discussions should’ve been encouraged by management and team leaders. the team should’ve made sure that their daily behaviours aligned with organisational values of professionalism, respect and inclusion.

[bookmark: _Toc220683168]Interpersonal Relationships 1.5
Citation- Herrity (2023). Eurich (2018). 
Interpersonal relationships deteriorated over the course of the project because of Biased behaviours and poor leadership. Dr Parkers personal relationship and professional role within the company led to social exclusion. The behaviours like, whispering, gossiping and silences when they entered the room contributed to a toxic work environment. These behaviours show a lack of respect and a breakdown in professional practice, the two main things required for a team to work effectively. Dr Parker experienced several times male colleagues asking her for updates on the project and they would take her work and present it as their own, as well as overlooking her during team meetings, this left Dr Parker feeling that she couldn’t share her ideas which contributed to a strain on professional relationships, and lack of collaboration within the team. in the case study it was clear there was a divide leaving some team members feeling like ‘us and them’ which put further pressure on an already strained professional relationship. The consequences of this were a decline in team collaboration with a critical deadline approaching to complete the electric car.
Citation- Reiners (2023)
To lead an effective team, building trust is the first step to building positive relationships. Getting to know your team personally so that you’re able to identify how they work best, finding their best learning style will also provide you with insight on how they work to the highest of their ability. Delivering on promises that you’ve given, being fair and predictable so that people know your reactions will make the team relaxed because they know how you’ll respond. Admitting your mistakes publicly will set an example that everyone can be open and honest in the team and that it’s an emotionally safe workplace. Making sure that you observe within the team to identify which team members need collaboration. Providing clear communication making sure that the team knows exactly what you expect of them.

[bookmark: _Toc220683169]Professional Integrity 1.6
Citation- Herrity (2023). Eurich (2018).
Professional integrity was absent throughout the team, they failed to act ethical, professional and lacked accountability. The opinions of the female colleagues were overlooked, and conflict wasn’t addressed honestly and professional, which led to toxic behaviours like whispering and gossiping. Senior management wasn’t demonstrating professional integrity and their self-management, biases, and lack of accountability and authenticity reflected throughout the team with them modelling managements behaviours. 

Demonstrating professional integrity requires acting with honesty, accountability and respect in all areas. Professional integrity reflects through taking responsibility for mistakes and acknowledging how your actions affect others. Making sure that there is transparency throughout the team and the correct team members are getting credited for their work, always making sure that you remain ethical no matter the consequences. Professionals with integrity will treat other people within the team with respect, value diverse perspectives and avoid favouring other team members or show bias. Combining ethical decision making, reliability and fairness demonstrates that their conduct aligns with organization values and other professional standards, fostering collaboration, trust and long-term success.
[bookmark: _Toc220683170]Reflection 1.7
This assignment has made me think about the issues I faced in a healthcare setting that I worked in. I started working in care as an 18-year-old Transgender woman. Six months into my job I was promoted to senior, where I managed a team of staff as well as delivering care. Due to my age and lack of previous experience, I faced Bias from both colleagues and the people I cared for, with assumptions made that I was too young for the job or inexperienced to do my job properly. Some carers gossiped about me, questioned my role and even disclosed my transgender identity to service users without my consent, and when I reported concerns, management often failed to take any action because I would stand up for myself. I was given excessive workloads by management which I accepted at the time because I didn’t realise it went beyond my role and responsibilities. Working alongside my best friend led to further exclusion, as we were often treated differently and isolated from the rest of the team because she would challenge their discrimination against me. These experiences affected my wellbeing but also strengthened my understanding of bias, exclusions, and the importance of integrity and fair treatment in the care setting. 

Despite these challenges, I continued to act with accountability, authenticity and professional integrity in my role, I remained honest about who I am whilst maintaining clear professional boundaries and focused on delivering a high standard of care to service users. I developed strong self-management skills by staying organised, managing a heavy workload, and regulating my emotions in difficult situations even when I felt unsupported. I made a conscious effort to build positive interpersonal relationships with service users and colleagues by communicating respectfully, leading fairly and making sure my team felt supported. Acting with integrity meant me upholding care standards, challenging poor practice when necessary, and ensuring my personal experiences didn’t impact the care I provided. These values allowed me to continue working professionally, and ethically despite me facing bias and exclusion. 


[bookmark: _Toc220683171]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

	Make sure that my CV is written to high standard to appeal to potential employers
	Gain information online, how to build a high standard cv
	Find sources on cv building 
	Achieve a high standard CV 
	March 2026

	Get comfortable with leadership
	Complete this course and progress by completing the higher levels of this course
	Commitment to compete all assignments to pass standard
Gather information using books/sources 
	Set myself realistic goals to achieve the objectives
	October 2026

	I want to become more confident.
	Set small achievable goals to reinstate self-belief. 
	Accessing online information on boosting confidence. 
	Achieve the goals I set and set more goals
	March 2026

	I want to overcome my fear of failing
	Completing this course and making sure that I put effort into assignments.
	Information on the assignments.
Breaking down tasks into smaller ones to achieve the task.
	Set SMART Goals.
Follow CPD Plan.
Create deadlines.
	March 2026

	I want to get back into Employment
	Completing this course so that I’m more employable.
Make sure I have a job focused CV.
Apply for jobs.
	Tutor and other people on the course.
Job sites.
Employability organisations. 
	Set SMART Goals.
Get Interviews.
	March 2026

	I want to pass this module
	Complete handbook and submit assignment on time.
	Attend all classes.
Give myself time to gather information to achieve pass.
Engage with class.
	Achieve a pass
	February 2026
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