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This report examines ongoing workplace issues at SMART Engineering, focusing on how poor communication, bias, and a lack of leadership affect overall team performance (Mullins and Rees, 2023). In modern organizations, bringing together staff from different professional and personal backgrounds is intended to build strong, innovative teams. However, when discriminatory behavior, unaddressed prejudice, and weak management are left unchecked, team dynamics break down and valuable employees are lost.
​The purpose of this report is to analyse why a cross-functional team at SMART Engineering struggled to work together and missed key project deadlines. It explores how gender, affinity, and personal biases, paired with non-accountability, created a hostile working environment. Using core professional development concepts—including self-management, bias, accountability, interpersonal dynamics, and professional integrity—this report evaluates the systemic failures within the project. Finally, it links these concepts to personal workplace practice as a hospital porter and provides a structured Personal Development Plan (PDP).

[bookmark: _Toc241773461][bookmark: _Toc241773516][bookmark: _Toc241773643]Case Study Summary 
SMART Engineering set up a team of engineers, designers, and marketing staff to build a new electric car. Dr. Alice Parker, an experienced engineer with over 30 years of experience who previously worked as a chief engineer on offshore oil rigs, was chosen to lead the design of key vehicle components. She grew up and studied in Prague, completed her Doctorate in London, and lives in the UK with her wife, who is also an engineer on the same team.  
​Despite her strong background, Dr. Parker and other female engineers face continuous exclusion. Male colleagues show discomfort around Dr. Parker and her wife, often whispering or stopping conversations when they walk past. In team meetings chaired by James Parker, female engineers are regularly ignored, left out of discussions about new ideas, and have had their work claimed by male colleagues.  
​The project had a strict deadline of December 20, 2022, but was running late by mid-November. The main cause was senior management failing to deliver promised resources. However, instead of taking responsibility, management bypassed Dr. Parker to talk directly to shop-floor workers, while male colleagues blamed Dr. Parker and her gender for the delay. Feeling unsafe, ignored, and unable to share her work, Dr. Parker resigned, and her wife decided to leave as well.
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The situation became worse because female engineers were ignored in meetings and their ideas were not always recognised. This affected trust and made it harder for them to feel comfortable speaking up. Eventually, Dr Parker and her wife decided to leave the company, which meant the project lost two experienced engineers shortly before its deadline. Management should have dealt with the problems earlier by improving communication, setting clear expectations for staff and making sure everyone was treated fairly.
In my own workplace as a hospital porter, I have experienced situations where heavy workloads and poor communication have caused pressure and frustration. I have learned that it is important to stay calm, communicate clearly and ask for help when needed. Self-management does not mean dealing with every problem on your own. It also means recognising when support is needed and taking action before problems become worse. This can help me improve my confidence, work better with colleagues and maintain a professional attitude during busy shifts.
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Unconscious bias refers to the automatic assumptions and mental shortcuts people make without realizing it (Imperial College, 2023). These biases develop from our background, culture, and life experiences, shaping how we perceive and interact with others in professional environments.  
​In the SMART Engineering case study, bias directly damaged how the team operated. Gender and affinity bias meant male staff associated technical authority strictly with men, leading them to dismiss Dr. Alice Parker’s extensive qualifications. Personal prejudice regarding her sexual orientation was also clear, with male colleagues whispering and avoiding her and her wife in shared spaces. Furthermore, because most team members came from a residential energy background, they dismissed Dr. Parker’s offshore oil experience as irrelevant.  
​These behaviours persisted because management failed to set guidelines for inclusion or build psychological safety. Team leader James Parker allowed male engineers to talk over female staff, take credit for their work, and exclude them from technical decisions. As project deadlines slipped in November 2022, team members used these existing biases to scapegoat Dr. Parker rather than addressing management's resource failures. This hostile culture ultimately caused both Dr. Parker and her wife to resign, leaving the project understaffed right before its deadline. To prevent this, management should have established clear reporting channels, structured meeting rules, and evaluated performance on objective results rather than subjective opinions.  
​In my own workplace as a hospital porter, I have seen how subtle biases can cause staff to dismiss ideas from certain team members or non-clinical roles. When people feel ignored, team morale drops and valuable insights are missed. Learning about bias has shown me that staying aware of my own assumptions and supporting colleagues when they are excluded are essential steps in building a fair and effective team.  

[bookmark: _Toc241773464][bookmark: _Toc241773519][bookmark: _Toc241773646]Accountability and Authentic Behaviour
 Accountability means taking responsibility for your actions, decisions and the results of your work (Brewster et al., 2008). Finkelstein (2023) explains that accountability can help build trust within a team, while a lack of accountability can lead to blame and disengagement. Authentic behaviour means being honest and open about your views and acting in a way that reflects your professional values (Hamilton & Almeida, 2022).
In the SMART Engineering case study, senior management failed to take responsibility for not providing the resources that had been promised for the project. Instead of addressing the reasons for the delays, management went around Dr Alice Parker and spoke directly to shop-floor workers. Male team members also blamed Dr Parker and her gender for the project delays. This shows a lack of accountability because the actual problems with resources and team management were not being properly addressed.
The lack of accountability also affected how comfortable female team members felt at work. They were ignored in meetings, their ideas were not always recognised, and they experienced negative behaviour from other team members. This made it more difficult for them to speak openly and contribute their ideas. Team members who noticed the unfair treatment but did nothing also had a responsibility to challenge inappropriate behaviour.
If management had taken responsibility earlier, they could have dealt with the resource problems and addressed the behaviour within the team. James Parker should also have made sure that everyone had an equal opportunity to speak and that all team members were treated with respect. This could have helped to build trust and create a more positive working environment.
In my own workplace, I have seen how a lack of clear responsibility can lead to confusion and frustration between staff. When problems are not addressed or people are unsure who is responsible, communication can become difficult. I have learned that being accountable means taking responsibility for my own actions, communicating openly and speaking up when something needs to be addressed. This is something I can continue to develop in my professional practice.

[bookmark: _Toc241773465][bookmark: _Toc241773520][bookmark: _Toc241773647]Interpersonal Relationships
Interpersonal relationships in an organization refer to the communication networks, social connections, and trust built between employees (Eriksen, 2015). Strong workplace relationships rely on mutual respect, active listening, and open communication (Brewster et al., 2008).  
​At SMART Engineering, interpersonal relationships broke down completely. Prejudices regarding gender, lifestyle, and professional background created an environment where open communication was replaced by non-verbal hostility and isolation. Female staff were ignored in technical meetings, excluded from email updates, and subjected to idea theft. This destroyed psychological safety, made collaboration between sub-teams impossible, and led directly to the loss of key personnel. Management should have enforced clear professional standards and open feedback channels early on.  
​From my experience as a hospital porter, clear communication and mutual respect across departments are vital. Daily interactions with nursing staff, doctors, administration teams, and patients require a polite approach and direct updates to keep operations moving smoothly. When communication breaks down or staff treat one another dismissively, task handovers slow down, patient transfers become stressful, and overall team morale declines. Maintaining open, respectful working relationships across all levels ensures that tasks are handled safely and efficiently.  
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Professional integrity means acting honestly, fairly and responsibly at work (Eriksen, 2015). It is important because people need to trust their colleagues and be treated with respect. Integrity also means doing the right thing under pressure (Brewster et al., 2008).
In the SMART Engineering case study, female engineers were ignored in meetings, and male colleagues took credit for their ideas. James Parker failed to address this behaviour, while senior management blamed Dr Parker for delays caused by a lack of resources.
This shows that managers and employees must treat people fairly, communicate honestly and challenge inappropriate behaviour. Ignoring problems can damage trust, teamwork and morale, leading experienced staff to leave.
As a hospital porter, professional integrity means treating patients respectfully, working safely, protecting confidentiality and reporting problems honestly. I should also speak up about unfair treatment or risks to patient safety.
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Analysing the SMART Engineering case study alongside academic theories has given me a lot to think about in my own job, especially when I look at it through Kolb’s (1984) Experiential Learning Cycle. Working as a hospital porter, every shift gives me a direct concrete experience—whether that is moving patients on tight schedules or working alongside ward staff. Taking time for reflective observation after a busy shift helps me look back at what went well and where communication broke down. The next step is making sense of it all by linking my experience to theory, connecting those moments to ideas like bias or taking responsibility so I understand why team problems happen in the first place. Finally, active experimentation means bringing those lessons back onto the wards—focusing on clearer handovers, staying calm when things get busy, and making sure I am always treating colleagues across every department with equal respect.  
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The evaluation of SMART Engineering shows how unaddressed bias, weak leadership, and executive non-accountability can destroy team cohesion and result in total project failure. When management fails to establish psychological safety, address everyday prejudices, or uphold ethical standards, even highly skilled and experienced professionals are driven out.  
​Reflecting on these systemic failures using structured frameworks highlights the importance of active self-awareness and ethical practice within any workplace role (Cottrell, 2021). Passive bystander behaviour only serves to normalize toxic team dynamics. Meaningful professional growth requires a continuous commitment to clear communication, self-management, personal accountability, and standing up against unfair treatment. These insights directly inform the specific goals set out in the Personal Development Plan (Appendix A) 
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	[bookmark: _Toc241773471][bookmark: _Toc241773526][bookmark: _Toc241773652]Development Area
	[bookmark: _Toc241773472][bookmark: _Toc241773527][bookmark: _Toc241773653]Objectives & Rationale 
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	[bookmark: _Toc241773476][bookmark: _Toc241773531][bookmark: _Toc241773657]Self-Management & Stress Resilience 
	[bookmark: _Toc241773477][bookmark: _Toc241773532][bookmark: _Toc241773658]Keep calm & stay on top of tasks when the ward gets busy and job requests pile up 
	[bookmark: _Toc241773478][bookmark: _Toc241773533][bookmark: _Toc241773659]Priority check task lists during peak busy teams instead of rushing in 
	[bookmark: _Toc241773479][bookmark: _Toc241773534][bookmark: _Toc241773660]Patient moves stay on schedule without cutting corners on safety 
	[bookmark: _Toc241773480][bookmark: _Toc241773535][bookmark: _Toc241773661]Short-term (3 months)

	[bookmark: _Toc241773481][bookmark: _Toc241773536][bookmark: _Toc241773662]Active Inclusion & Countering Bias 
	[bookmark: _Toc241773482][bookmark: _Toc241773537][bookmark: _Toc241773663]Help build a team where everyone gets a fair say
	[bookmark: _Toc241773483][bookmark: _Toc241773538][bookmark: _Toc241773664]Bring quieter team members into discussions during shift handover 

	[bookmark: _Toc241773484][bookmark: _Toc241773539][bookmark: _Toc241773665]Better team spirt & positive feedback from supervisors on team support 
	[bookmark: _Toc241773485][bookmark: _Toc241773540][bookmark: _Toc241773666]Medium-term (6 months)

	[bookmark: _Toc241773486][bookmark: _Toc241773541][bookmark: _Toc241773667]Operational Accountability 
	[bookmark: _Toc241773487][bookmark: _Toc241773542][bookmark: _Toc241773668]Take honest ownership of my work so colleagues know they can rely on me
	[bookmark: _Toc241773488][bookmark: _Toc241773543][bookmark: _Toc241773669]Give nurses & control desk a quick heads up as soon as job gets delayed 
	[bookmark: _Toc241773489][bookmark: _Toc241773544][bookmark: _Toc241773670]Less frustration during handovers & better trust with ward staff 
	[bookmark: _Toc241773490][bookmark: _Toc241773545][bookmark: _Toc241773671]Short-term (3 months)

	[bookmark: _Toc241773491][bookmark: _Toc241773546][bookmark: _Toc241773672]Interpersonal Communication 
	[bookmark: _Toc241773492][bookmark: _Toc241773547][bookmark: _Toc241773673]Build working relationships with staff across departments 
	[bookmark: _Toc241773493][bookmark: _Toc241773548][bookmark: _Toc241773674]Listen carefully during handovers to catch key details first time 
	[bookmark: _Toc241773494][bookmark: _Toc241773549][bookmark: _Toc241773675]Fewer misunderstandings on patient transfers and good feedback from patients 
	[bookmark: _Toc241773495][bookmark: _Toc241773550][bookmark: _Toc241773676]Medium-term (6 months)

	[bookmark: _Toc241773496][bookmark: _Toc241773551][bookmark: _Toc241773677]Integrity & Safety Standards 
	[bookmark: _Toc241773497][bookmark: _Toc241773552][bookmark: _Toc241773678]Do the right thing on every shift putting patient safety first
	[bookmark: _Toc241773498][bookmark: _Toc241773553][bookmark: _Toc241773679]Treat every patient with dignity and keep their details completely private
	[bookmark: _Toc241773499][bookmark: _Toc241773554][bookmark: _Toc241773680]Full compliance with nhs safety rules and confidentiality standards 
	[bookmark: _Toc241773500][bookmark: _Toc241773555][bookmark: _Toc241773681]Ongoing

	[bookmark: _Toc241773501][bookmark: _Toc241773556][bookmark: _Toc241773682]Experiential Reflection (Kolb)
	[bookmark: _Toc241773502][bookmark: _Toc241773557][bookmark: _Toc241773683]Learn from difficult shifts to improve how I handle daily work
	[bookmark: _Toc241773503][bookmark: _Toc241773558][bookmark: _Toc241773684]Take 5 minutes after a tough shift to think through what went well and what didn’t 
	[bookmark: _Toc241773504][bookmark: _Toc241773559][bookmark: _Toc241773685]Keeping a brief learning log with simple, practical changes for future shifts 
	[bookmark: _Toc241773505][bookmark: _Toc241773560][bookmark: _Toc241773686]Long-term (12 Months)
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