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[bookmark: _Toc157708711]Introduction
[bookmark: _Hlk157339804]This report will be exploring the “Smart Engineering” case study. The case study highlights the challenges faced by Dr Alice Parker in her team. The report aims to discuss how self-management is used in the team, and will analyse the personal, cognitive and unconscious bias in her team. Then moving onto assessing and examining the accountability of the team and how they demonstrate authentic behaviour, explore the interpersonal relationships of the team, examine the professional development and then create a PDP for developing my own professional practice.
[bookmark: _Toc157708712]Self-Management
[bookmark: _Hlk157339814][bookmark: _Hlk157712877] “Self-management at the workplace refers to the ability to work independently and fulfil your job expectations without needing motivation or supervision” (Alp Consulting ltd, 2023)

In the SMART engineering company, there is a difference between the male staff and the female staff on how they deal with their emotions and reactions when faced with gender and affinity bias. It is stated in the report that the male colleagues “often stop talking…or whisper” when the two women in question enter the room, this suggests that the men are uncomfortable around the female staff because of their affinity. The men won’t ask the questions or talk to them to help ease the tension and make the working environment more comfortable.
	From Heritys theory, one form of self-management is Accountability. The case study highlights that the women have good ideas and they can often see the problem in the project before it happened, but the male staff seem to overlook their suggestions. If we are to follow Heritys’ theory of self-management, there appears to be lack of accountability. This further suggests that the male staff have not had experience of working with female colleagues which some would say ‘stuck in their ways’. The way the female staff handle their emotions in this situation, suggests that they just let this happen and not bring it up to the team. In the report, the female staff have the experience to help, but are not made to feel equal, as stated in the text “We are not asked to give opinions on any new products or ideas”. The women tend to have opinions which they feel would contribute to the team, but are made to “feel invisible”. It is suggested that the male staff in this situation “feel bad for us, but have never stood up for us”, which has led to the team being divided in their affinities.
	Affinity bias has been a common problem in the working environment for quite some time, however more common occurrences have happened recently. People from different affinities have started to speak up and there is a law in place called ‘The equality act 2010’. In this law it states that “The Act makes it law that every private, public and voluntary organisation must not discriminate against their employees or the people that use their services because of their particular characteristics” (GOV.UK, 2013). The report suggests that this is what is happening and the behaviour of the men has made the women feel highly uncomfortable and has made the environment toxic.
[bookmark: _Hlk157339874]One strategy that could benefit the teams project goals would be Accountability. From this report it is showing only one side of the story, it shows that Dr Alice is not communicating with her colleagues or doing anything to help with conflict. When she gives the opinions to her team they are using it for themselves, but if she took accountability of her work and her opinions, this would help show to her team that she wants to be heard.
	Another strategy to consider would be conflict management. Conflict management is an extremely important tool for these particular situations. Again, even though we don’t know the other side of the story, the case study is suggesting that there is a divide with the team, but nothing is being done about it. If there was conflict management training in place, the this would give Dr Alice and her female colleague confidence to stand up for themselves.




	[bookmark: _Hlk157339897]Self-management
	Advantages
	Disadvantages

	Accountability
	· Can showcase her own opinions to the team

· gives her confidence


· Opinions will be considered

	· Won’t be shown as team effort

· One person gets the glory

	Conflict Management
	· Can deal with a divide in the team

· Will be provided with tools on how to deal with conflicting situations

	· People may not like the conflict situation

· Team may take it as aggression

	Stress management
	· Tools and help provided on how to deal with managing stress

· Will be able to help with colleagues

	· People may not want the help and not listen

· Team could be scared to speak up 

· People may not accept the help because they don’t feel they’re stressed

	Goal setting
	· You can set targets for your team
 
· Encourages the team to work together

	· Deadlines may not me met

· Team may not see the benefit of setting goals

	Time management
	· Caseloads will be provided on time

· Procedures and standards will be set

· Training will be provided to help team manage their work

	· Team members could become forceful to colleagues

· If someone hasn’t had training it could cause a delay

	Communication
	· Team can communicate their thoughts

· Colleagues will be on the same page

· You can get to the bottom of the situations
	· Barriers to communication could arise

· People may not be able to communicate

· Team may feel certain topics not to be discussed with the team




[bookmark: _Toc157708713]Personal, Cognitive and Unconscious Bias
[bookmark: _Hlk157712889]“Unconscious (or implicit) bias is a term that describes the associations we hold, outside our conscious awareness and control.”- (Imperial College 2023)
[bookmark: _Hlk157339921]At the start of the case study, it can be suggested that the team are talking about the women staff behind their backs, which could make the women uncomfortable “Spending time on snide conversations can decrease productivity at work”. Is this because they are women and in a relationship? We can only assume this is the case because we are seeing only Dr Alice’ side of the story. There is definitely evidence here that shows there is more men than women and the engineering sector can be considered as a predominantly male role. The team should be taking into consideration the affect that this can have on their employees and implement some standard working practices so that the team can find a way of working together to make sure all opinions are heard.
	Another bias that can be considered in the case study is that the male team come from the same working background. When you have a team, who are mainly from similar backgrounds, it is bound to happen that they are going to feel more comfortable with each other. When you have people coming in who are not from the similar background, yes you aren’t going to gravitate towards them, but it is important to not make them feel uncomfortable, which can be suggested in this case study. There is a theory for is from the University of Bristol, called the Unconscious Bias. One part of this theory is that there is affinity bias. Affinity Bias means that people will stick to the people who are from similar backgrounds.
[bookmark: _Hlk157536527]	Another bias that could affect the male colleague’s ability to build and maintain a professional relationship with their female colleagues could be personal bias. The sexual orientation could link with this bias because some of the males may feel uncomfortable working with women who are in a relationship with each other. This is usually due to their upbringing, background, culture or religion. In the study this is implied a few times, such as “The issue of a female running such an important project keeps surfacing in conversations” and “…female engineers are constantly being overlooked. We are not asked to give opinions on any new products or ideas”.
The main cognitive bias that is demonstrated in the case study is the female engineers being overlooked. In some cases, companies or teams come up with a solution before the team meeting, so you are set up to not provide feedback. This can be good, because it shows that you know what you’re doing before you do it, but it can be a bad thing because the team may have some good points to bring up that may not have been considered. It is important in any team, to consider all of your colleagues’ opinions. If people aren’t having their voice heard, this can lead to conflict and divide in the team, as is shown in the text.
	A cognitive bias that can be considered in the case study is the fact that a team are not acknowledging the expertise of their team leader. Could this be because the leader is a woman? It can be suggested that it is, which is highly unprofessional. It is best practice to consider other options as to why this is happening. It appears that the team leader isn’t leading her team, she hasn’t got the confidence to pick up on the biases that are happening and is expecting her team to just follow her lead.
	Another bias you could say is coming from Dr Alice. Alice is assuming that all problems in the team is not coming from herself. It is important to consider that these things may not be happening, or there may be a reason why it is happening.
[bookmark: _Toc157708714]Accountability and Authentic Behaviour
[bookmark: _Hlk157536549][bookmark: _Hlk157712899]“The fact of being responsible for what you do and able to give a satisfactory reason for it, or the degree to which this happens” (Cambridge Advanced Learners Dictionary & Thesaurus, 2023)

Darren Finkelstein suggests that there are 5 key components to accountability. These are:
· Clarity
· Common Goal
· Communication and Alignment
· Coaching and demonstration
· Consequences and outcomes

In the text, the team members demonstrate minimal accountability for fostering an inclusive and diverse culture. One example of this is when the Team Leader overlooks the female colleagues, by not asking for their opinions. Inclusivity is important in the workplace, “Inclusiveness would mean greater equality across groups, with group membership not affecting the ability to achieve…benefit from reward”, this is so all team members can work together and feel heard, without feeling as if they have no support from their colleagues.
[bookmark: _Hlk157538372]	From the text, it suggests that some of the male colleagues want to take accountability, but they aren’t standing up for the female colleagues when this happens. It states in the case study “In the team meetings, we have noticed that the female engineers are constantly being overlooked” If they were to stand up for the female colleagues, this would show more trust to the female colleagues and there would be more of an inclusive environment.
	As this is a one-sided text, there is no evidence to support whether this is actually happening. In fact, we can assume that what is happening is the other way around. For example, the female colleagues may be having all the say and the male colleagues aren’t agreeing with their plans. This in turn has led the females, or at least Dr Alice feeling frustrated and not feeling heard.
	The text also suggests that there is a blame culture coming from the female colleagues. When it says “but one key reason for the delays was that senior management had made promises that did not come to fruition”, Dr Alice is not taking accountability for why the deadline was not met. Maybe if the colleagues took accountability of their work, they would be more inclined to trust and it also shows honesty.
[bookmark: _Hlk157536571]From the text, it shows that the team members aren’t being their authentic selves, towards the gender dynamics. Authenticity in the work place is picking up on your own mistakes, being honest with the colleagues which in turn builds trust. The text suggests that the male colleagues aren’t listening or being supportive to the female colleagues or even trying to establish relationships. It suggests that the male colleagues are being their authentic selves to the male colleagues, but this is not being inclusive with the whole team.
	The text also suggests that the females aren’t trying to change the dynamics. If a conversation was had with the team, where they all sit down and discuss the situation I think this would benefit them. A suggestion should be made that the female colleagues try and express their opinions, even if the colleagues aren’t listening. If they keep expressing their opinions then sooner or later they will start to listen to them for guidance. If their opinions work then this will bring trust to the team. 





[bookmark: _Toc157708715]Interpersonal Relationships
[bookmark: _Hlk157540380]
[bookmark: _Hlk157712910]“Interpersonal relationships are the emotional bonds you create with the people around you” (Miles, 2023)

The first thing to do is to explore the gender affinity biases within the team. One of them being that there is a male hierarchy within the team, being the case that there is a four to three ratio male to female. Another bias is that the men appear to be gossiping behind the females, the males aren’t listening to the female’s opinions and the males are also taking credit for the females’ contributions. When there is a male dominant environment, depending on the field, this can make females feel uncomfortable, such as the banter that can happen. Sometimes, the older generation of males can have a dominant role and think that their opinion is final, this is not an assumption that should be made, but should be taken into consideration when reading this case study. As Dr Alice is the leader of the team, it is her responsibility to address the behaviour that is going on within the team. By dealing with the situations head on, this will contribute to maintaining strong working relationships.
	An impact that the affinity bias has had on the female colleagues is for them to feel uncomfortable around the team, by making them feel invisible and as if their contributions doesn’t matter. The ultimate impact that this has had on Dr Alice and her partner is that they have decided to leave the company. Regardless of whether these situations did happen or not, the actions of the other colleagues have led for this to happen.
[bookmark: _Hlk157607029]The communication between the male colleagues is assumed to be one sided. As in the males are communicating with each other, due to their personal and affinity biases and backgrounds. When it comes to communicating with the female colleagues, the text suggests that the males do not communicate to them. This will ultimately make the females within the team feel non-inclusive an undervalued.
	In terms of creating an inclusive environment where all team members feel valued, the text suggests that neither parties are doing anything to contribute to this. Albert Mehrabian’s theory suggests that communication is judged by 55% body language, 38% intonation and only 7% words that are spoken. The text suggests that the female colleagues are following this theory. The whispering behind their backs and the stop talking when they enter the room, the female colleagues are judging the body language over the words that are being said, maybe they aren’t gossiping about them and rather talking about the project. The unprofessionalism of the colleagues should have been dealt with early in the project to ensure a smooth running of the project.
[bookmark: _Toc157708716]Professional Integrity
[bookmark: _Hlk157712922]“the practice of demonstrating strong adherence to moral and ethical principles and values such as honesty, honour, dependability and trustworthiness” (Sajwani, 2023)
[bookmark: _Hlk157608164][bookmark: _Hlk157607050]Professional Integrity is highly important in the working environment. There are five aspects to professional integrity:
· Honesty
· Contentment
· Truthfulness
· Fair Play
· Non-compromising Principle

In the case study, there appears to be minimal honesty, referring to the gossiping, whispering and not standing up for the female colleagues. This is lack of honesty because they aren’t telling each other the problems. The female colleagues are also showing lack of honesty because they aren’t taking accountability for errors made in the team projects and they are not being honest about the emotional impact the male behaviour is having on them.
Moving onto contentment, the case study shows that on the female side, they aren’t content, hence they are leaving the job. You could argue that there is no contentment in the team in general, because deadlines aren’t being met and lack of communication from the management. To improve lack of contentment, it should be suggested that the team take on communication training and time management, as well as having an appraisal with the managers to discuss the problems and come up with a solution.
There is also lack of truthfulness because of the gossiping, but there is a case to be made that the females aren’t being truthful to the colleagues either. This point should be made because the female colleagues are expecting the team to change but they aren’t doing anything to change this. Because of the lack of communication, the lack of truthfulness, no honest discussions are being held and lack of conflict management is leading up to a very tense and difficult working environment. This is damaging not only the professional relationships within the team but also could lead to the reputation of the organisation being damaged also.
[bookmark: _Hlk157607975]Fair play seems to be lacking. The text suggests the management are not following through on their promises and forgetting conversations that have taken place. From Dr Alice’s perspective, the team are taking credit for her work and the work of the other female colleagues. As Dr Alice is the leader of the project, she should be taking responsibility of these things and relaying communication from the management team.
For the non-compromising part of professional integrity, the case study suggests that trust is not there in the team, at least from the female’s position. As the males are from similar backgrounds, they will have a certain level of trust and honesty between them, but because the females are from different backgrounds there will be a lack of trust and honesty, through no fault of the females.
[bookmark: _Hlk157609035]It should be a matter of urgency to stop the gender and affinity biases within the company. You can say that it is a generational issue, but this shouldn’t be an excuse. If Dr Alice wishes to take this further, such as going to the media or even through the courts, then this could damage the reputation of SMART Engineering. The case study shows that there are three women to four men, two of the three are handing in their resignation, which leaves one female colleague to four males. Initially they will need to employ more people, which is where they can take the opportunity to employ more women to the project.
	Another implication of allowing these gender biases to persist is the male colleagues will not only carry on gossiping, but the gossiping could distract them from the job they have to do. The “us and them” will continue to persist and honesty and trust will continue to fail and the company’s reputation will continue to decline.
[bookmark: _Toc157708717]Conclusion
[bookmark: _Hlk157712932][bookmark: _Hlk157609918]To conclude this report, it is important to take into consideration that this is a one-sided case study. It would be beneficial to understand more than one side of the story, so you can gather who is at fault and what needs to be done.
	If the case study is what happened, then you can make many points on what needs to be done. One example being that the company needs to train the staff on equality and diversity. The text suggests that there is confliction within the team based on gender and sexual orientation. By giving this training to the staff, this is one step in having a healthier working environment.
	It would be beneficial to the team to set SMART objectives when working on projects. Rather than going straight for the task and having a deadline, staff members may have different working styles and want more of an objective approach. Clearly setting instructions, goals and objectives, then regularly reviewing these will have a massive benefit to team success because they have something to aim for. 
	There is definitely lack of self-management within the team, as it seems that there is lack of honesty and trust and the males are overlooking the females work. It would be beneficial for the female co-workers to take accountability of their work and stand up for themselves in meetings. Having more confidence will allow them to speak their mind to the team, as Dr Alice is a supervisor, she should have more of a leadership quality, rather than sticking to the side-lines.
	The biases in the team are clearly marked and the text suggests an “Us and them” approach to the working environment. It would be beneficial to the company to do regular appraisals with the team, to get a bigger picture of what is going on within the team and then hold a board meeting to discuss what needs to happen.
[bookmark: _Hlk157712941]	In current times, mental health has been a big factor and something which should be promoted positively. Companies have in place mental health champions and counselling sessions for colleagues that remain confidential. It would certainly be beneficial to implement this, so the team feels like they have someone to talk to and express their feelings.







































[bookmark: _Toc157708718]Appendix
[bookmark: _Toc157708719]Development of own Professional Practice

In my organisation, we use mental health champions if we are struggling with our mental health. This is good for us because if we need advice or support with what we are struggling with, we can speak to these people with full confidentiality in place, with a safe environment.
	An area of development that I think should happen is in my department. In the department of hospitality, we have a total of thirteen colleagues and two of them are female. With one colleague leaving, I think it would be a good idea to employ an experienced female colleague, not just because it promotes equality, but because it balances out the male banter.
	Another area of improvement I would suggest is identifying training. A lot of the time, my manager notices things we do wrong and goes straight into raising his voice, rather than taking a step back and thinking of these problems as identified training needs. If a manager or colleague raises their voice, this can affect confidence, feel less valued and less confident in communicating problems they are facing.
	My company is rather forward thinking when it comes to expanding the brand and promoting the business. I feel it would be a good idea to explore our horizons outside of Wales. As much as I think promoting our brand across mid and north wales is a good idea, there is only so many businesses in these small areas that can provide us with learners. If we were to go further afield into the midlands or even Bristol, then we can gain a lot more funding then we already have and boost numbers.

	[bookmark: _Hlk152003035]What do I want to improve?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target Date for Review

	More equality in the workplace
	Get people from different backgrounds, cultures and sex employed in the department.

Promote the business on job sites and speak to previous colleagues

	Management support, job seeking websites
	Regularly checking with management to see what the updates are
	31/01/2025

	Identify training needs
	Speak with management/mental health champions to raise my concerns

Meet with T/Os in my department to find out their concerns
	Support from my manager and the mental health champions
Support from my team
	Meetings with management and relevant departments.
	31/07/2024

	Expand further than Wales
	Liaise with the management and board of directors to see if this is a possibility
Provide evidence to prove my case
Speak to other T/Os and get their ideas and thoughts
	Support from the board of directors, T/Os and management
Evidence of current WBL provided in England
	Improved timekeeping skills meeting deadlines effectively
	March 2024
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