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Introduction
This report has been prepared to analyse the challenges that we have read about within the SMART engineering team.  The main purpose of this report is to focus on the issues such as gender dynamics, affinity bias, accountability, interpersonal communication and professional integrity.  A PDP has also been included at the end of this report to reflect on professional practice. 

Dr Alice Parker and her wife have been working for SMART’s cross-functional engineering team for roughly five years.  The team consists of four male engineers, and three females.  Dr Parker has been assigned the role of lead engineer on a task that involves designing crucial components for the electric cars.  Unfortunately, there are a few problems within the team which led to the deadline of December 2022 being missed.  Dr Parker and her colleagues have experienced gender biased in the form of exclusion of female colleagues within the team.  There is note of affinity bias between team members with similar backgrounds.  There is a lack of inclusivity and poor communication.  Dr Parker mentions that senior management have not acted upon promises that have been made and have failed to provide promised resources.  As they have undermined the lead female role, this in turn has resulted in the resignation of two female engineers due to low morale and productivity. 

The issues mentioned above created an environment of division, gossip, and mistrust that hindered collaboration and led to the resignation of two female engineers, including the project lead. Research suggests that such dynamics not only damage team relationships but also place project outcomes and organisational reputation at risk (Robbins & Judge, 2019).

In section two, we will look at self-management and emotional regulation.  Section three examines personal, cognitive and unconscious bias.  Section four mentions accountability and authentic behaviour.  Section five evaluates interpersonal relationships and communication.  Section six reflects on professional integrity and its importance to project success.  Section seven will be a personal development plan, and in section eight we will conclude with key findings and recommendations.  
Self-Management
Self-management is the ability to regulate emotions, behaviours, and responses to remain focused and professional, particularly in challenging situations.  It requires individuals to recognise their own triggers and manage their reactions in a way that supports rather than undermines team performance (Goleman, 1998).  Within the SMART engineering case study, the presence of gender dynamics and affinity bias created an environment of exclusion and distrust, which significantly affected how team members managed themselves.
The female engineers, including the project lead, often felt invisible when their contributions were overlooked or attributed to male colleagues.  This led to frustration, demotivation, and, in some cases, defensive behaviour, such as withholding project information to avoid others taking credit.  While these reactions were understandable, they damaged trust within the team.  Male colleagues, although seemingly aware of the unfairness, did not intervene or challenge the behaviour.  This avoidance may have been motivated by a fear of conflict, but it reflected poor self-management in terms of standing by professional values (CIPD, 2021).  
To maintain focus on project goals, a range of self-management strategies could have been applied.  Emotional regulation techniques such as reflection, mindfulness, or seeking informal support might have helped individuals process feelings of frustration more constructively (Boyatzis & McKee, 2005).  Assertive communication could also have been used to directly but professionally challenge biased behaviour during meetings, ensuring that credit was given where due (Adler et al., 2019).  Boundary setting would have enabled team members to clearly state expectations around recognition and contribution.  Where conflict persisted, seeking mediation or involving HR could have provided an impartial way of addressing concerns, rather than allowing resentment to escalate (Thomas & Kilmann, 2008).  
From a professional practice perspective, self-management is essential in diverse teams where challenges are inevitable.  Remaining composed and constructive allows individuals to safeguard their credibility and ensure progress towards team goals.  

Personal, Cognitive, and Unconscious Bias
Gender Bias
 A prominent issue within the project team was the marginalisation of female engineers, whose contributions were often ignored or credited to male colleagues.  This reflects unconscious gender bias, where stereotypical assumptions about men being more authoritative or technically capable distort perceptions of competence (Eagly & Karau, 2002).  The impact extended beyond individual frustration: when female team members felt invisible, their motivation declined, and collaboration suffered.  This illustrates how bias undermines psychological safety, a key condition for effective teamwork (Edmondson, 1999).
Affinity Bias
 Affinity bias also shaped team dynamics, with individuals gravitating towards colleagues who shared similar professional backgrounds.  For example, engineers tended to bond with those from traditional energy sectors, while others grouped according to offshore or oil rig experience.  While these affiliations provided familiarity, they reinforced “in-group” and “out-group” dynamics (Tajfel & Turner, 1986).  Affinity bias is particularly damaging in multidisciplinary projects, as it prevents the full benefits of diverse skills from being realised (CIPD, 2021).
Cognitive Biases
 Cognitive biases were also evident in management behaviour.  For instance, confirmation bias reinforced stereotypes of female engineers as less suited to leadership roles.  Managers unconsciously sought evidence supporting these preconceptions, such as noticing mistakes by female staff while overlooking similar errors by male colleagues (Nickerson, 1998).  This narrowed women’s access to stretch assignments and leadership pathways, reducing the available talent pool.  When decisions are based on bias rather than evidence, both innovation and fairness are compromised (CIPD, 2020).
Impact on Inclusivity and Performance
 Collectively, these biases diminished inclusivity and hampered team performance. Individuals who were denied recognition or opportunities became disengaged, collaboration weakened, and trust eroded.  Research shows that teams failing to address bias experience lower creativity, reduced morale, and weaker problem-solving (Shore et al., 2011).  Actively addressing unconscious bias is central to building trust, enhancing engagement, and ensuring that all team members feel valued which are critical components of high-performing, multidisciplinary projects (CIPD, 2021).
 Accountability and Authentic Behaviour
To strengthen inclusivity and collaboration within the project team, a range of strategies could be implemented.   These recommendations focus on addressing unconscious bias, enhancing communication, and fostering a culture of fairness and trust.   Every team member should recognise the team’s goals, and how their individual contribution can help towards the bigger picture.  (FranklinCovey, no date).  In the case study we read earlier, colleagues were disingenuous when acknowledging other’s expertise.  Male colleagues often witnessed unfairness within the group but did not speak up.  Those male colleagues could have taken this opportunity to “whistle-blow” as the law dictates that should you do so, you should not be treated unfairly or lose your job.  Whistleblowing is reporting a wrongdoing that you see in the workplace. (UK Government. 2015)
Bias Awareness and Training
 One of the most effective first steps is implementing unconscious bias training to raise awareness of how biases operate and their impact on behaviour (CIPD, 2020).  Practical workshops can help team members recognise personal biases, such as affinity bias or confirmation bias, and equip them with tools to mitigate their influence in daily interactions.  Research suggests that sustained, interactive learning — rather than one-off sessions — is more effective in changing behaviours.  Dr Alice Parker noted that she felt an “us vs them” divide between the male and female engineers, pointing towards a gender bias divide.  Gender bias is the tendency to give preferential treatment to one gender over another. (Built In 2025).
Inclusive Leadership
 Leaders play a central role in modelling inclusive behaviours.  Unfortunately, Dr James Parker, as the team leader did not demonstrate inclusive leadership and instead did not intervene when female engineers were overlooked.  Managers should actively acknowledge contributions in meetings, ensure equal speaking opportunities, and challenge biased comments or behaviours.  Inclusive leadership practices, such as rotating chairing responsibilities or systematically crediting individuals for their work, help reduce gender bias and ensure recognition is equitably distributed (Nishii & Mayer, 2009).  
Structured Decision-Making
 Introducing transparent and structured approaches to decision-making can reduce the influence of cognitive biases.  Creating clear evaluation criteria for promotions or assignments helps prevent confirmation bias from influencing judgements.  Regularly reviewing outcomes by gender or background can highlight inequities, prompting corrective action.  This aligns with CIPD’s guidance on evidence-based people management (CIPD, 2021).
Team building Across Groups
 To address affinity bias, team building initiatives should intentionally include collaboration across different professional backgrounds.  Mixed working groups, cross-disciplinary problem-solving sessions, or job-shadowing can help break down stigmas and build mutual respect.  Encouraging knowledge sharing not only broadens understanding but also strengthens trust and cohesion (Shore et al., 2011).
Feedback and Mediation Mechanisms
 Creating safe channels for feedback and conflict resolution is essential to prevent frustration from escalating. Anonymous feedback tools, regular check-ins, and accessible mediation support from HR can encourage individuals to raise concerns early. This ensures that issues such as misattribution of work are addressed constructively, rather than leading to defensive behaviours that undermine team trust (Thomas & Kilmann, 2008).
Culture of Recognition
 Creating a culture of recognition reinforces inclusion by ensuring all contributions are valued.  Simple practices such as managers keeping track of contributions in shared documents or celebrating team achievements, can help counteract tendencies to overlook certain individuals.  This promotes fairness and boosts motivation across the team (Adler et al., 2019).
Summary
 By implementing these recommendations, the team could reduce the impact of unconscious bias, build stronger cross-functional relationships, and create an environment where all members feel valued.  This would not only improve inclusivity but also enhance collaboration, creativity, and overall project performance.


Professional Integrity
Professional integrity is the commitment to uphold ethical principles in the workplace, including fairness, honesty, respect, and inclusivity (CIPD, 2021).   It goes beyond following policies and procedures, requiring professionals to act consistently with organisational values and professional standards in all aspects of their work.  This means making decisions that are transparent and justifiable, acknowledging the contributions of others, and ensuring that every individual is treated equitably regardless of their role or background.  In diverse teams, professional integrity is essential for maintaining trust, credibility, and psychological safety, as it reassures colleagues that they are valued and respected.  Within the NHS, professional integrity is particularly significant because staff frequently deal with sensitive patient information, high-pressure situations, and multidisciplinary collaboration.  Demonstrating integrity in this context includes maintaining confidentiality, communicating clearly and honestly with patients and colleagues, and addressing challenges in a fair and respectful manner.  Upholding these values helps to strengthen team cohesion, protect the reputation of the organisation, and ultimately ensures that patients receive safe, compassionate, and effective care.
Failures in Integrity
 The engineering case study revealed several failures in professional integrity.   For example, senior management promised resources to support the project but later withdrew them, undermining trust and reducing the team’s capacity to deliver objectives.  At the team level, colleagues sometimes failed to credit female engineers appropriately, attributing their work to male counterparts.  These behaviours demonstrated a lack of honesty and respect and highlighted the impact of unconscious bias on professional practice.
Consequences
 Failures in professional integrity had consequences for the project. Unfulfilled promises and misattribution of work contributed to project delays, frustrated and demotivated staff, and in some cases led to skilled engineers leaving the team.  Additionally, these actions risked reputational damage to the organisation, signalling to stakeholders and future employees that fairness and accountability were not consistently upheld (UK Government, 2015; Built In, 2025).
Personal Reflection and Learning
 Reflecting on these challenges has reinforced the importance of combining self-management, ethical behaviour, and proactive inclusion in professional practice. Maintaining professional integrity requires vigilance, assertiveness, and adherence to organisational and legal standards.  Understanding the impact of bias and taking steps to ensure recognition and transparent communication are essential to both individual and organisational performance.  Within the NHS, this is particularly important as effective teamwork and fair treatment of colleagues directly influence staff morale, efficiency, and ultimately patient care.  Research highlights that inclusive leaders create environments where every team member feels valued, which helps to counteract bias, strengthen trust, and improve collaboration (Qualtrics, n.d.).  Applying these lessons within my role as a medical secretary will therefore support fairness, enhance communication across clinical and administrative teams, and contribute to delivering safe and compassionate healthcare.

7. Development of Own Professional Practice
Professional Reflection and Lessons Learned
 Reflecting on this case study as a professional has emphasised the importance of self-awareness, particularly regarding personal and unconscious bias.  Recognising how bias can influence decisions, interactions, and inclusivity is essential for ethical professional practice (CIPD, 2021).  As a medical secretary within the NHS, being mindful of how interactions take place with colleagues across different departments, ensuring that all voices are heard and that contributions from administrative and clinical staff alike are acknowledged.  Maintaining inclusivity, acting with integrity, and giving appropriate recognition are vital for building trust and supporting effective collaboration within busy healthcare teams.  By applying these principles consistently, this can help create a respectful and equitable work environment, improve communication, reduce the potential for misunderstandings, and contribute to higher morale and more efficient service delivery, ultimately enhancing patient care and the overall effectiveness of the NHS team.



Areas for Improvement
Upon reflection, this assignment has highlighted areas for personal development and growth.  By developing these areas, I can enhance my professional practice, contribute to a more inclusive and equitable workplace, and support effective team performance. 
· Active Listening Skills - It is important that all team members’ perspectives are heard and valued.
· Managing Unconscious Bias - Developing strategies to recognise and counteract bias.  
· Building Resilience - Strengthening the ability to adapt to challenges and manage setbacks.
	Objective
	SMART Breakdown
	Review

	Develop Active Listening Skills
	Specific: Improve active listening in team interactions. 
Measurable: Gather feedback from 2 colleagues within 3 months. 
Achievable: Attend NHS workshop or online CPD on communication. 
Relevant: Supports teamwork and patient care. 
Time-bound: Complete by end of next quarter.
	Review feedback and training completion with line manager.

	Manage Unconscious Bias
	Specific: Increase awareness of unconscious bias. 
Measurable: Complete NHS EDI e-learning and reflect in CPD log. 
Achievable: Training is available online and fits with workload. 
Relevant: Promotes fairness and inclusivity in NHS practice. 
Time-bound: Within 2 months.
	Check completion and reflection during supervision.

	Build Emotional Resilience
	Specific: Strengthen ability to manage stress and regulate emotions. 
Measurable: Practise mindfulness/reflection exercises twice weekly, recorded in journal. Achievable: Use NHS resources or free apps (10–15 mins). 
Relevant: Enhances professionalism and patient service. 
Time-bound: Maintain for 3 months.
	Review wellbeing log and stress levels in supervision.

	Enhance Professional Integrity & Recognition of Others
	Specific: Actively acknowledge colleagues’ contributions in communications. 
Measurable: Record at least 3 examples per month. 
Achievable: Embed in daily work practices. Relevant: Builds trust and supports NHS values of fairness and respect. 
Time-bound: Review after 6 months.
	Discuss examples with line manager in appraisal.



8. Conclusion
This assignment has highlighted how personal, cognitive, and unconscious biases can undermine professional practice by creating exclusion, weakening communication, and contributing to the loss of skilled talent.  In the engineering case study, female engineers’ contributions were overlooked, group divisions reinforced stereotypes, and failures in professional integrity reduced trust and morale.  These dynamics ultimately affected both team performance and organisational reputation.
Within the NHS, the lessons are particularly relevant.  Diverse teams across clinical and administrative roles must collaborate under pressure, and even small instances of bias, poor communication, or lack of recognition can affect not only staff wellbeing but also patient outcomes.   Inclusive leadership is therefore essential, as it promotes fairness, ensures all voices are valued, and helps to build the psychological safety required for staff to contribute openly.  Evidence from the NHS shows that teams which feel respected and supported are more resilient, innovative, and better able to deliver safe and effective patient care (The King’s Fund, 2020).
To address the challenges identified, organisations should prioritise inclusive leadership training, greater awareness of unconscious bias, and stronger accountability structures to ensure commitments are honoured.  Equally important is fostering psychological safety, where individuals feel confident to challenge unfair practices and raise concerns without fear of repercussion.  Applying these principles consistently will not only improve collaboration and staff retention but also strengthen the NHS’s ability to provide compassionate, high-quality healthcare.  By embedding inclusivity and professional integrity at every level, both teams and organisations can achieve sustainable success and deliver the best outcomes for patients.

9. References
· Adler, R. B., Rosenfeld, L. B., & Proctor, R. F. (2019). Interplay: The process of interpersonal communication (15th ed.). Oxford University Press.
· Boyatzis, R., & McKee, A. (2005). Resonant leadership: Renewing yourself and connecting with others through mindfulness, hope, and compassion. Harvard Business School Press.
· Built In. (2025, September 9). What is gender bias in the workplace? Built In. https://builtin.com/diversity-inclusion/gender-bias-in-the-workplace
· Chartered Institute of Personnel and Development (CIPD). (2020). Diversity and inclusion at work: Facing up to the business case. London: CIPD.
· Chartered Institute of Personnel and Development (CIPD). (2021). Diversity management that works: An evidence-based view. London: CIPD.
· Chartered Institute of Personnel and Development (CIPD). (2021). Managing conflict in the modern workplace. London: CIPD. https://www.cipd.org/uk/knowledge/guides/workplace-conflict/
· Eagly, A. H., & Karau, S. J. (2002). Role congruity theory of prejudice toward female leaders. Psychological Review, 109(3), 573–598.
· Edmondson, A. (1999). Psychological safety and learning behavior in work teams. Administrative Science Quarterly, 44(2), 350–383.
· FranklinCovey. (n.d.). Improve team collaboration: Strategies for synergetic success. https://www.franklincovey.com/blog/improve-team-collaboration-strategies-for-synergetic-success/
· Goleman, D. (1998). Working with emotional intelligence. Bantam Books.
· Nickerson, R. S. (1998). Confirmation bias: A ubiquitous phenomenon in many guises. Review of General Psychology, 2(2), 175–220.
· Nishii, L. H., & Mayer, D. M. (2009). Do inclusive leaders help to reduce turnover in diverse groups? The moderating role of leader–member exchange in the diversity to turnover relationship. Journal of Applied Psychology, 94(6), 1412–1426.
Qualtrics. (n.d.). Inclusive leadership and why it matters. Qualtrics.
· Robbins, S. P., & Judge, T. A. (2019). Organizational behavior (18th ed.). Pearson.
· Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Holcombe Ehrhart, K., & Singh, G. (2011). Inclusion and diversity in work groups: A review and model for future research. Journal of Management, 37(4), 1262–1289.
· Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In S. Worchel & W. G. Austin (Eds.), Psychology of intergroup relations (pp. 7–24). Nelson-Hall.
· The King’s Fund. (2020). Leadership and leadership development in health care: The evidence base.
· Thomas, K. W., & Kilmann, R. H. (2008). Thomas–Kilmann conflict mode instrument. CPP, Incorporated.
· UK Government. (2015, March 20). Whistleblowing: Guidance and code of practice for employers. Department for Business, Energy & Industrial Strategy.








