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[bookmark: _gjdgxs]Section 1: Introduction

In this report I will analyse ongoing problems at SMART Engineering, where team members' behaviours may be going against principles of diversity and inclusivity. There is also an issue of gender and sexual orientation bias amongst other problems. No one at the head of the team is taking accountability, this is having a negative effect on the team as a whole.




[bookmark: _30j0zll]1.1 Case study summary
Smart Engineering has formed a cross functional team to develop a groundbreaking electric car. The team comprises engineers, designers, and marketing specialists with diverse backgrounds and experences.
In theory this should be a successful team project. However there seems to be issues with a female, Dr Parker, who is gay, taking the lead on a project that has been tasked with desighning crucial components for the electric car. Dr Parker's wife has also joined the team, this has caused discomfort, male team members stop speaking when the couple enter a room. There is one other female on the team, their opinions feel overlooked by the opposite gender in  meetings. 
Dr Parker has over 30 years of experience on many projects in the UK and overseas, despite this she feels her expertise goes overlocked leaving her feeling  invisible. Although she is the lead on a project, she often has no knowledge of discussions going on with management about deadlines being missed.
Management conveniently forgot promises made about delivering resources, which did not come to light, this embarks on costs and reputation. Again the fact a female is leading seems to be the gossip around the workplace about missed deadlines. 
Dr Parker believes some male colleagues have noticed what is going on in the workplace and feel bad, however they have never stood up for the ladies. The team is divided with noticeable biases. 
Due to the team conflict, feeling guarded and uncomfortable, Dr Parker has no other option but to resighn from her position. Her wife has decided to leave also.




Section 2: Case study analysis

[bookmark: _3dy6vkm]2.1 Self-Management
Self-management is the ability to regulate your behaviours, thoughts, and emotions in a way that better serves you at work. (Raeburn, 2023).
Dr Parker kept her emotions regulated when faced with gender dynamics and affinity bias in the team. According to Pemberton (2015) many factors come into play regarding how resilient we are, including our traits, environmental factors, and a learned capacity associated with experience. Despite 30 years of engineering in competitive and complex environments, she remained for 5 years in a workplace where she felt invisible to her male colleagues because of her gender and sexual orientation. However she could have set clear boundaries from the start between work and her personal life. Dr Parker should have shared her concerns early on with her superiors about the interpersonal challenges. This could have addressed any issue from the outset.
I would encourage Dr Parker and the team to work on their communication skills. In previous employment I have worked with individuals with no english, as they were from foreign countries. A simple smile can communicate everything without saying anything.
Men in the team should have been open to new ways of working when women came onto the team, instead of resisting or avoiding the changes. New ways of thinking from different industries can only bring more expertise to the project goals. I would encourage the team to be flexible and adaptable. By doing this they can help stay focused and drive progress, instead of becoming stagnant in their ways.

[bookmark: _tkcmgh3458j2]
[bookmark: _mplivpzmrti]
[bookmark: _1t3h5sf]2.2 Personal, Cognitive, and unconscious bias
Gender affinity biases within the team has led to assumptions about skills females may have, or not have, and their capabilities in the workplace. The team is gender biassed and this shows when deadlines are not being made. The fact that a female is taking the lead seems to be the issue in the eyes of the male team members. Dr Parker feels it is down to  management for not supplying resources. Maybe there is another side to the story and Dr Parker has not met the deadline. This could be down to stress in the workplace. Experiencing bias in the workplace can take its toll on employees' emotional wellbeing. If I was head of this team, I would have a well-being therapist come into the office regularly to give the team a well being treatment, an indian head massage, or a reflexology treatmnet. This would boost morale and show that the team is cared for. 
“Unconscious (or implicit) bias is the term that describes the associations we hold, outside our conscious awareness and control.” Imperial College (2023).
Unconscious bias in general could be people associate leaders with men. This definitely seems to be the case in the SMART Engineering team. When team members witness gender and homophobic discussions or behaviour, it is their responsibility to challenge biases and educate others about the negative impact it can have on individuals and the team as a whole. This can be done respectfully by providing alternative perspectives. 
I would overcome these biases by encouraging self-awareness and open communication. Team members should not be influenced by other team members and base decisions in the workplace on facts about individuals job success rather than gender and relationship bias. Management should hold the team accountable for their actions and behaviours that may contribute to bias going on. Failing to address workplace biases can result in losing talented employees and hinder a positive and inclusive workplace. If I noticed this going on in my team, I would have the team on rotation. The team would change constantly so everyone works together. This would dissolve any clicks on the team. 
The team are also displaying cognitive bias as they favour members of the team from similar job roles, backgrounds and experiences. They are overlooking the contributions of Dr Parker who can bring different perspectives and contributions to the project. On the other hand Dr Parker should have looked at the bigger picture and kept the goal in sight. It may be that Dr Parker was treated with great respect at previous workplaces, and she feels undervalued at SMART engineering. Her wife being on the team could be holding her back from building strong relationships at work.



2.3 Accountability and Authenticity
There is no accountability in the team towards fostering an inclusive and diverse team culture.
When management made mistakes that resulted with missed deadlines, they conveniently forgot conversations about resources not being delivered and let the females shoulder the blame. This led to even more conversations behind Dr Parker's back about missed deadlines. Senior management should have taken responsibility for the mistake, apologised and moved forward with the goals in sight.
Finkelstein D (2023) says that by embracing accountability and fostering a culture of responsibility, leaders can navigate situations while inspiring resilience, trust, and unity within their teams.
Authenticity is the extent to which one belives one may candidly and transparently express a true inner self, behaviorally, verbally, and morally, in the presence of others without fear of reproach. (Hamilton & Almeida, 2022).
Dr Parker and the other females could have shared their thoughts, and feelings on gender dynamics and affinity biases in the group. They did not behave authentically to themselves. If they had communicated with each other, maybe they could have had more genuine interactions with their male collegues and built trust in the workplace. I believe both genders are responsible for the problems in the team, the females are at fault for not speaking up, and voicing their opinions. They are highly educated and so are their colleagues. The male team members should have picked up on the anomosity. 
I have had situations in previous teams, when I have had to confront men. It was not a nice situation to have to be in or put them in. If I didn't speak up, customers would have seen the issues, and negative views would build about our workplace. We had a professional chat about the issue, and this was the end of the matter. Surely this woman could have resolved these issues.
Team members did not listen without judgement, they could have listened actively and respected the perspectives and opinions of the female team members. If they had heard them.
Team members were also taking ideas from Dr Parker and passing them off as their own, this shows no authenticity, which leads to no trust in the group. Accountability requires people to ‘account for their actions’(Brewster et al, 2018). We should take ownership of our own achievements and celebrate success, whether it is our own or other members of the team. Again if someone stole my work, I would speak up, Dr Parker has not got to her position in life by being silent. I think she may be ready for a solo career.
[bookmark: _7rot6ufbc2wr]
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[bookmark: _2s8eyo1]2.4 Interpersonal Relationships
Biases have created divisions within the team. The females are feeling excluded and unfairly treated, which has led to animosity among the team. 
When certain genders or affinity groups dominate a team, there is a risk of limited perspectives and ideas being shared. This has resulted in a lack of problem solving and ideas amongst the team.
Communication and collaboration involve active listening and empathy. By actively listening to others opinions and being empathetic towards their experiences, team members can understand and appreciate diverse perspectives. This helps to reduce misunderstandings, and biases, helping to create an inclusive environment where everyone feels valued and respected. 
By encouraging open dialogue, teams can openly discuss and challenge biases and stereotypes that may exist within the team. This can help to create awareness, promote learning, and develop strategies. When team members can express themselves safely and bring their authentic selves to work they can have a sense of belonging and feel valued. Collaborations allow individuals to use each other's strengths, skill, and knowledge, this inclusive approach encourages team performance and overall productivity.
All team members must be provided with regular updates on the project and about important developments or changes that may occur. This will ensure all team members are on the same page. Feedback surveys can monitor how effective teams are collaborating and communicating. By encouraging a feedback culture this can help identify areas for improvement and ensure communication methods are effective for everyone. 
The team leader is at fault for not bringing structure to the team, if he is not bringing resources to the team he is not doing his job. 
[bookmark: _17dp8vu]2.5 Professional Integrity
Integrity is widely regarded as a key virtue for professionals. (Eriksen, 2015). Professional integrity within the workplace refers to the adherence to moral and ethical principles, this involves conducting ourselves with honesty, fairness, and transparency, while upholding the values and standards of one's profession. Professional integrity is built on trust. Individuals who act with integrity are reliable, consistent and honest in their interactions. 
Dr Parker did not trust her management or her team members, she felt talked about behind her back. 
Team members showed lack of integrity when some of the team recognised the lack of professionalism in the team they stood back and didn't stand up for the female engineers. It is questionable whether they knew what was going on, or just getting on with their own jobs.
Within teams there must be trust and respect regardless of individuals backgrounds, position, or beliefs. 
I have worked in beauty salons where one therapist thinks they are better than the other because their treatment is more lucrative than the other therapists. The chatting disrespectfully in front of clients about other therapists, really was an eye opener for me coming from a wonderful team previously. Not all teams work well together, unless someone sees the negativity and brings the team together. I left this team and know I would never run my team this way.  
By allowing biases to persist on the project it is ultimately ruining the company's reputation. Organisations that promote professional integrity tend to have higher employee satisfaction, stronger relationships with clients, and a positive reputation in the industry. If the team focused on the project's goals instead of the fact a gay lady was running leads or whether individuals felt highly regarded, the team could have had success, instead they are failing to meet deadlines. Moral of the story: get on with what you are paid to do. This makes me think Dr parker and her wife may have had a better job offer on the horizon


Development of own professional practice
In my workplace and personal development I actively seek opportunities to better myself and my future. Covey (2013) says being proactive is about taking responsibility for your life. Proactive people recognise that they are “response-able”.
There are areas of my work I am not happy with. The main one being the treatments I offer. I have found myself wanting to be more authentic at work, I want to embrace my true self. I want to be able to talk more freely and be more social, something I have been missing from previous employment settings. I have updated my CPD and updated my facial treatments. By doing these treatments more I can foster a more “chatty environment”. When I first opened my holistic and wellness studio I enjoyed the peace of the holistic treatments. I now find myself wanting to give more of my energy and be more authentically me. To be authentic is to be clear about one’s own basic feelings, desires and convictions, and to openly express one’s stance. (Varga & Guingnon, 2023).
I have been using the Kolb Learning Cycle (Kolb, 1984) to reflect upon my experiences, and things I would Like to change and develope. I have achieved goals recently made, and am progressing on to other goals. I was previously always developing, but now I am reflecting also. 


[bookmark: _3rdcrjn]Conclusion
I have come to the conclusion that maybe Dr Parker could  have focused on her strengths, concentrated on her skills, expertise and continued to reach the project's goals. She could have maintained a positive mindset and stayed focused on what she could control, rather than dwelling on problems. Dr Parker should also hold herself accountable for letting the issue escalate. Was she participating in team discussions effectively and interacting with team members? or just focusing on negatives, and her own achievements.
Overall all team members should hold themselves accountable for building an inclusive and diverse team culture. By actively challenging homophobia and promoting acceptance and respect for all individuals regardless of their sexual orientation, colour or beliefs. 
I would encourage team building days in the workplace and outside work gatherings where colleagues can connect in a social environment. 
Feedback and surveys can help gauge the perception of inclusivity and whether teams feel valued, respected and listened to. Monitoring a team's ability to address conflicts and biases in a constructive manner is vital for team, and companys success.
Having been in a situation where I could have been overlooked due to being female in a male oriented workplace. Along with cultural beliefs of females being in the background. I strived to change these preconceptions. I gained respect from my male colleagues by showing my abilities. I can say honestly, I was more able at some tasks in the workplace than the men. They could also do tasks more efficiently than me. Ultimately we all worked together helping each other. We worked as a great team with an excellent reputation. This is a great feeling in a workplace, and is what I consider job satisfaction.
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Personal development plan
	Goals to develop

	How will I achieve it 
	Evidence 
	Date to achieve goal

	Develop my accountability and authenticity
	Continue to evaluate how I want my brand and workplace values to exist. Develop  treatments and bring new treatments to the workplace.
	Hold myself accountable and continue with growth and changes, align my work goals with my personal beliefs.
	May 2024

	Self-management
	Be on time for meetings, stay positive in times of hardship. Act appropriately in all situations. Continue to learn.
	Continue to be happy and productive at home and in the workplace. Continue learning and growing as a person.
	Now

	Professional integrity
	Continue to build working relationships, networking, and client satisfaction.
	Continue to ask clients for reviews, ask for verbal feedback, and 
build my reputation in wellness.
	Continuously ongoing
Always reviewing.

	Development of own professional practice
	Continue to develop my business and add value. Take a short course to grow profits.
	Add a new treatment to the business.
	April 2024
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