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Developing professional practice
Critical Review – 3000 words
Introduction 
Gender equality, diversity and inclusion within the workplace is an ongoing challenge, and improving diversity in the workplace is becoming a growing priority for many businesses (Robinson, 2021). However, women’s progression in the workplace continues to be held back by barriers such as bias around pay and promotion, difficult workplace cultures, tensions between balancing work with care, and a shortage of quality work with a good wage potential (GOV.uk, 2019). 
Within this report will include key areas to explore from a case study which will be critically evaluated and consideration of the issues with relation to accountability and authentic behaviour, self-management, personal, cognitive, and unconscious bias, interpersonal relationships, and professional integrity. It will also discuss individuals’ emotions, reactions and strategies while addressing interpersonal challenges and when faced with gender and affinity bias, whilst also giving my own opinion and thoughts on the effectiveness of communication and the concept of professional integrity within the context of the case study. It will be focused on answering key questions such as what happened, why did it happen, who was affected and how, the consequences of their actions and how things would be done from my own professional practice. Finally, the report will show development of my own professional practice and identifying areas for improvement by providing a Professional Development Plan.
Self-management
As stated by Raeburn (2023) “Self-management is the ability to regulate your behaviours, thoughts, and emotions in a way that better serves you and your work”. Therefore, we can define self-management as the ability of an individual to manage their thoughts, behaviours, and emotions in a conscious and productive way. Understanding one’s own personal responsibility in various aspects of life and the workplace environment and to do what is needed to fulfil that responsibility. Team members having the ability to self-manage is critical to an effective, functioning organisation (Munro, 2021). It would make it challenging to complete challenges in an environment where most team members were unable to stay on task, on strategy, and on schedule. Therefore, the case study suggests that team members lack the ability to manage their emotions and reactions, this causes team conflict and the possible missed upcoming deadline. This affects all employees and management within the company as the lack of self-management has an affect on the work produced as well as the inability of individuals to control and manage their behaviours and emotions.
Within my current workplace, management feel it is of importance empowering employees within the organisation to be more innovative and resourceful which makes self-management of even more importance. To make better decisions and to contribute to achieving team and organisation objectives, it is important that all individual team members understand their responsibilities, goals, and what it takes to achieve them (Munro, 2021). 
Affinity bias and gender dynamics within the workplace can lead to many effects and consequences, some impacts include task performance, job performance, turnover and team members intention to quit. As witnessed within the case study, Dr Alice Parker, and her wife both want to leave the company. When wanting to put forward new ideas or give opinions on any new products, she felt overlooked and uncomfortable, in fear of someone else taking credit for her work. Affinity bias and gender dynamics have caused managers to implicitly value the opinion of certain team members over those they feel they cannot relate to personally, depriving the company of new learning opportunities and fresh perspectives. To avoid this, managers need to trust their team to help them decide on a particular course of action. As a company, they will find it much easier to come up with innovative new ideas when all team members can offer their own unique insights (Caccavale, 2021).
Overcoming affinity bias and gender dynamics within the workplace requires a concerted effort to promote diversity and inclusion. Understanding the impact of affinity bias is the first step in alleviating its effects, creating a culture of awareness and unconscious bias training for employees should be implemented by the company. Evaluating team members objectively individually using various assessments can help base choices on skills and qualifications, instead of personal characteristics. The company should also promote inclusive culture where all employees feel valued, supported, and treated equally regardless of gender. This can be implemented by providing mentorship opportunities or creating employee resource groups (Stachniewska, 2023). 
There are several strategies used within my current workplace and that can help team members maintain focus on project goals while also addressing interpersonal challenges, such as setting SMART goals. SMART stands for Specific, Measurable, Achievable, Realistic, and Time-bound, this allows structure when having project goals allowing team members to plan and track their progress while also staying on track. The team leader should keep communication between team members open and clear, which can be done by face-to-face meetings where differences can be aired. Listening and talking with all team members on all sides is important and paying attention to areas where there are commonalities in goals, interests, and strategies, as well as misalignments that can be used in a resolution that serves everyone’s interest (Reynolds, 2022).
Personal, Cognitive, and Unconscious Bias
It is important to analyse and assess personal biases that can influence team members’ perceptions and interactions and recognise these so they can be corrected. It is important for individuals to challenge their assumptions and subconscious stereotypes that they make daily. There are many noticeable biases that can be identified within the case study which include, conformity bias and gender bias as well as cognitive and unconscious biases.
Conformity bias is an unconscious process that team members experience to avoid social rejection or to gain status. It happens when individuals conform and simply agree with the opinions and behaviours of others in a group setting, even if it is against their own personal beliefs or knowledge. There are many signs of this type of bias within the case study, for example Dr Alice Parker would not share her thoughts and feelings or the details of her ongoing project out of fear of being judged or someone else taking the credit for her work (Gould, 2023). 
Gender bias is also significant within the case study which means that individuals tend to hold stereotypical or discriminatory attitudes towards other team members based on their gender. It is evident that personal biases from individual team members influences their perceptions and interactions with other team members. All companies with employees should follow correct legislation to protect their employees from discrimination, this legislation is known as The Equality Act 2010. The Equality Act 2010 legally protects people from discrimination in the workplace and wider society, and the protected characteristics include age, gender reassignment, disability, race, religion, being married, pregnant, sex and sexual orientation. Employers have a right to follow the law on preventing discrimination at work and must always adhere to this act (Gov.uk, 2015). 
There are also cognitive and unconscious biases that contribute to the overlooking of contributions or the preference for specific team members within the organization which I will discuss below. 
UPMC, (ND) defines “unconscious bias as thoughts or feelings that you are not aware of that influence your judgements” however, University of Bristol, (2023) defines “unconscious bias as a positive or mental attitude towards a person, thing or group that is held at an unconscious level”. Therefore, unconscious bias can be defined as a subconscious attitude which affects the way individuals feel and think about others around them. 
Cognitive bias refers to how people perceive others or their environment and how they filter or perceive information based on their own past experiences. An individual’s behaviour can be classified as being cognitively biased when they construct their own subjective social reality base on their past perceptions and not on objective input. There are several individual cognitive and unconscious biases that affect relationships within the workplace, confirmation bias being one of the most commonly occurring judgement biases. This bias involves individuals tending to search for validation and ways to reaffirm preexisting beliefs. When working with others, it is important each team member can ask themselves if they are being unbiased and objective towards others as much as possible. However, due to the lack of team members possessing this attribute, it is leading to team members, especially female engineers’ contributions being constantly overlooked and being attributed to their male counterparts (Galowich, 2018).
Self-Serving Bias is another cognitive bias that can influence the overlooking of contributions and the preference of specific team members within the workplace. This bias involves individuals perceiving a situation or facts in a way that allows themselves to see themselves in the most positive way without even realising it. When bad outcomes or performances arise, this type of bias involves team members only taking credit for the good outcomes and not holding accountability for the bad ones. In these types of cases, individuals should be willing to analyse their role in what happened while reflecting on external factors that might have influenced the outcome, without having to take all the blame for bad outcomes (Galowich, 2018). 
Accountability and Authentic Behaviour
As stated by Brittanica (ND), For team members to demonstrate accountability it involves them taking responsibility for their actions and decisions, to ensure that they are creating an inclusive and diverse workplace environment that values differences and promotes equity for everyone. Accountability helps to establish trust and credibility among employees and is vital in any workplace, it can also support transparency and communication between team members which allows strong relationships to be built. When employees are held accountable for their actions and behaviours, it prevents and can help to address workplace issues such as discrimination which is why SMART engineering is unable to form an inclusive and diverse team culture. Fostering a diverse and inclusive environment is necessary for creating a workplace where all employees feel valued and respected (Finkelstein, 2023). 
Although SMART engineering compromises of engineers, designers, and marketing specialists with diverse backgrounds and experiences, an inclusive and diverse team culture seems to be lacking within the working environment. Dr Alice Parker is made to feel that the team who are working on the project alongside her are unable to acknowledge her expertise and that the deadline for the project was about to be missed. To overcome these issues and to foster an inclusive and diverse team culture, Dr Alice parker needs to raise her concerns on other team members gossiping about her or why the project deadline was about to be missed. However, the lack of senior management keeping promises they had made and forgetting conversations that confirmed promised resources, these issues are not going to be overcome. To embed an honest and reliable team, a crucial part of accountability is delivering what you have promised and when you made that promise. Management and team members need to take responsibility for resolving the issues, by finding a solution to the mistake, listening to the issue, and exploring what is needed to make things right, agreeing to a solution and following up to make sure action has been taken, and finally ensuring feedback is given to the team and to make sure the same issue does not arise again. 
To create an inclusive and diverse workplace, employers can provide training and education on topics to promote employees understanding and awareness of different cultures and perspectives. Management can also review policies and practices to ensure that currently they are inclusive and equitable, foster a culture of inclusion by promoting open communication and encouraging employees to share their perspectives and ideas (Finkelstein, 2023). 
Authenticity is the ability for individuals who strive to align their actions with their core values and beliefs, while being true to themselves (Psychology Today, 2022). Therefore, authentic behaviour within the workplace is defined by a wide range of characteristics and their intentions, thoughts and actions align with who they are. The components of authenticity can be connected to self-esteem, goal achievement, coping skills and many other psychological benefits. When employees can be authentic in the workplace, it creates a better environment, improves performance, and promotes stronger relationships between managers and employees. However, as seen within the case study, being your authentic self can put an employee at odds with their co-workers if their perspective is an unpopular one. Dr Parker is holding back on expressing valuable perspectives due to feeling vulnerable of betrayal and rejection. Noticeably, within the case study it is evident that affinity bias and gender dynamics lacks acknowledging the authenticity of employees. Team members gravitate towards other individuals with similar backgrounds and experiences and the lack of trust held between individuals who hold different beliefs. 
To achieve an authentic workplace environment, employees need to adapt and address gender dynamics and affinity bias. This can be done by speaking with honesty, and with an open approach and being mindful of others who feel differently. Ensuring individuals behaviours and decisions follow their belief system and not allowing these to become of conflict. Being open-minded is important as it allows an individual to remain open to other points of view and be willing to consider alternatives to your own thoughts as what hold to be true may be biased. It is also important to rely on your intuition, use all your senses when assessing a situation as that can influence your decision on what to share (Janson, 2022). 
Interpersonal Relationships
Affinity Bias within the workplace has an impact on relationships within the team, it can result in favouritism, which can obstruct equal opportunities for all employees. Unconsciously, a manager can prefer candidates who share the same background or interests leading to a lack of diversity within the workplace (Ricee, 2023).
Gender Bias involves the tendency to prefer one gender over another, this is prominently visible with SMART engineering. There are many examples within the case study where gender bias impacts on relationships within the team. The regular occurrence of the issue that a female was running an important project kept surfacing in conversations, management also contributed to this issue as they often went down to speak to Dr Parker’s team without her knowledge and within team meetings their team leader constantly overlooked female engineers. Female engineers are not asked to give opinions on new products or ideas and male employees are asked about the progress of the project instead, as well as delivering a progress update that was asked of from Dr Parker. There are signs that gender bias is dividing the team into separate teams, and due to the lack of acknowledgement of the issue from management it is not getting resolved. 
Communication and collaboration are important in creating an inclusive environment where all team members feel valued. The challenge with communication is when communication is not interpreted correctly, it can have consequences for the beliefs and attitudes of the receiver, which is why many relationship issues at work tend to arise from poor communication (Gallagher, 2010). This could be an issue when considering the case study as Dr Alice Parker was born and raised in a different country where she also studied engineering and then moved to London to study her Doctorate, so although she has studied here and achieved the qualification she has, she obviously understands a fair amount of English, however, there still could be a language barrier. Communication is an issue within SMART Engineering and needs evaluating to provide solutions to problems that are identified within the case study.
Communication involves verbal, vocal and visual communication. Verbal involves sending information to someone through the words we speak, vocal or paralinguistics is about how we say it which involves the tone, speed etc of your speech and lastly visual which involves your body language and includes eye contact, posture, and facial expressions. Effective communication within the workplace can boost employee motivation, engagement, and satisfaction, which will reduce workplace conflicts and enhance productivity. For fewer workplace conflicts which will naturally arise due to having employees of various cultures and beliefs, embracing open communication and refined communication styles should help achieve less conflict between employees, and between managers and employees. To create a workplace environment where all team members feel valued, effective communication promotes employee engagement. When management consider employees needs and motivations, it allows them to use their skills, talent, and experience toward the same goal. Ensuring information is communicated the right way, increasing productivity within the company it is important employees understand their roles and perform their functions competently. Finally, when employees understand their tasks and how their roles enhance the team’s success, they’re motivation increases, enabling the company to enjoy longer employee retention, which in turn will strengthen the company. This can also include negotiation, which allows both parties to be happy with the outcome and to achieve a balanced and inclusive workplace environment (Jolaoso, 2023). 
Professional Integrity
Professional Integrity is a fundamental trait always adhering to your ethics and moral principles. It is a highly valued trait as it fosters trust, reliability, and a sense of moral character. It involves keeping promises, taking personal responsibility for their actions, follows rules and treats others with respect consistently. Integrity in the workplace begins with an individual’s choice to always act in accordance with strong moral principles, regardless of the situation. There are many ways to demonstrate integrity in the workplace, which are important attributes to keep in mind within the workplace and are not displayed within the case study. Due to the lack of professional integrity allowing for missed deadlines and employees conflict, it is important a culture of integrity needs to be adopted. To deal with the issues, management and employees need to respect others’ opinions by honouring and respecting these opinions and ideas, even if others disagree. The employer needs to address conflicts by responding calmly, honestly, and respectfully, making sure that the conflict is understood and what it is about. Once the root of the conflict is clear, a manager and HR can reach a solution to the issue (Drew, 2023). 
There are many implications of allowing gender and affinity bias to persist on the project’s success and the company’s reputation. Allowing affinity bias to prevail within the workplace can affect hiring decisions, promotions, how employees’ ideas are received and, mentorship opportunities. If the company allows this type of unconscious bias to motivate their decision-making processes, they will promote individuals with similar interests and backgrounds, and be more likely to hire for culture fit reasons.
Gender equality seems to influence the company as there are many things that can be done within SMART Engineering to improve gender inequality. Dr Alice Parker is a gay woman, and her wife also works at the company, she feels that she is being discriminated against and it is important that gender discrimination is recognised, prevented, and stopped to avoid harmful results. It can cause individuals to have mental health issues, which in turn could adversely affect her ability to perform her job duties, leading to missed deadlines and jeopardizing the project’s success as well as the company’s reputation. The increase in conflict caused by gender bias reduces the productivity and morale falling, which will have a significant impact on the company (Leonard, 2019). 
Conclusion
This report set out to critically evaluate key areas of the professional practice of individuals within a case study, which identified that there were clear issues which were not being addressed. This was made evident by the ongoing team conflict and the lack of diversity, equality, and respect between employees and within the workplace and the negative impact that gender and affinity biases have on individuals. There are many implications due to the lack of professional integrity, accountability, and authentic behaviour that this has on the project’s successes and the company’s reputation. Therefore, it is important that employees’ opinions and ideas are taken seriously, and each treated equally, and the strategies set out within the report are adopted within the organisation. It would have an adverse effect on the company if new changes and strategies aren’t implemented immediately.
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Appendix A Professional Development Plan
	Skill/Behaviour
	Action needed
	Resources needed
	Date(s) for action
	Date for review (practice skills)
	Met?

	Team working skills
	Strengthen skills when working within a team.
	Team building exercises.
Books on team working skills.
Senior staff.
Colleagues.

	During working hours.

	Each occasion where team working is used. Watch other and see what they do different, what can I learn?
	

	Leadership skills
	Strengthen verbal and written communication skills.
Learn effective leadership traits.
	Senior staff.
Colleagues. 
Books on leadership skills.
Training courses.
	During working hours and courses.
	When practicing leadership on the ward.
Review progress and keep track of training. 
	

	Time management
	Ensure time is used effectively.
Prioritising workload and tracking time spent on various tasks.
	Keep a diary or a plan to stay on track.
Set alarms when certain things need to be done.
	Each day to see where I have used my time effectively.
	To be reviewed as much as possible to identify the progress I have been making.
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