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[bookmark: _Toc1021475147]Introduction
The case study's main problems are gender bias, poor communication, conflict within the team, and a lack of inclusivity. These problems all have an impact on the team's capacity to work together productively and fulfil project deadlines. Feelings of mistrust and alienation result from the undervaluation of the contributions made by female engineers.
Gender bias, inadequate leadership, affinity bias, mistrust, and unresolved organisational challenges were contributing factors to the incident. Due to these circumstances, female engineers now work in a setting where they are marginalised, which causes friction within the team and lower productivity.
The prejudice and exclusion among the female engineers have the greatest detrimental effects on them, particularly on Dr. Alice Parker and her spouse. They face difficulties in their social, emotional, and professional lives. Though they gain from the current biases, male engineers are also impacted. As a whole, the team is less productive and collaborative, and Smart Engineering runs the risk of project delays and decreased team performance.

Exclusion, bigotry, and ineffective leadership are causing a breakdown in teamwork, a rise in dissatisfaction, and inefficiencies that are impeding the team's ability to complete the project. Dr. Alice Parker and the other female engineers are the most immediately impacted, but there are serious repercussions for the entire team and the organisation as a whole, including project delays, decreased productivity, and the possibility of losing excellent personnel.
In my professional practice, I would approach similar situations by fostering an inclusive environment through open communication, bias awareness, and clear recognition systems. I would encourage collaboration over competition, provide mentorship opportunities to underrepresented groups, and ensure leaders are held accountable for promoting diversity and inclusion. These practices, demonstrated through real-life examples, would help create a healthier, more effective, and innovative work environment, benefiting both the individuals and the organization.


1. Gender Bias: The treatment of female engineers is notably unequal to that of their male counterparts. Male colleagues are frequently acknowledged for their work, but female colleagues-such as Dr. Alice Parker and her associates—often have their contributions neglected.
2. Team Dynamics and Conflict: The team is beginning to feel more divided, with male and female team members adopting an "us vs. them" mindset. This has led to unease and strain, which has been made worse by the mistrust and prejudice of upper management.
3. Miscommunication and Exclusion: Because important project choices are made without consulting her, Dr. Parker feels excluded and invisible. Her function and expertise are frequently sidelined when important updates and progress conversations are led by male colleagues.

[bookmark: _Toc765803058]Self-Management
Self-management is the ability to regulate behaviours, thoughts, and emotions in a way that better serves an individual and their work (Raeburn, 2023)
Who Was Affected and How:
Dr. Alice Parker and her female colleagues were affected by a lack of self-management from the team. Male colleagues took credit for their work, and female engineers were overlooked in meetings, creating frustration and division within the team.
 
Consequences of Their Actions:
The team became divided, with a lack of trust and collaboration. Dr. Parker felt invisible, which affected her motivation and willingness to share ideas, potentially impacting the project’s success.
 
How I Would Do Things Differently:
In my professional practice, I would promote open communication, ensure everyone’s contributions are acknowledged, and foster a more inclusive environment where all team members are given equal opportunities to share their input and be recognized.

[bookmark: _Toc1225771714]Recommendations
1. Ensure everyone has an equal voice in meetings.
2. Recognize all contributions fairly and openly.
3. Provide unconscious bias training to the team.
4. Create clear accountability for tasks and credit.


[bookmark: _Toc1356245417]Personal, cognitive, and unconscious bias.
Personal cognitive bias is the propensity for one's thoughts to be shaped by one's own experiences or beliefs, which can result in judgement errors.
 
Unconscious bias is the unwitting, unintentional bias or favouritism towards particular individuals or groups due to preconceptions or prior experiences.

Personal Bias
 
Dr. Alice Parker notes that her spouse joined the company concurrently and is an engineer. The team's response, which involves whispering to each other and ending discussions when they pass by, suggests that there may be personal prejudice against their bond. They feel uneasy and alone as a result of this response. Others' unease may be a result of their perspectives about interpersonal interactions at work, especially given that Alice's spouse is a team member. 
The team's uneasiness with Alice and her spouse working together is probably the result of personal bias. In a work environment, people could feel uncomfortable about their relationship because they see it as a conflict of interest or as something that goes against the rules. Workplace bias can occasionally be sparked by personal relationships, where colleagues treat people differently based more on their personal lives than on their ability as professionals (Micheal Engle 2024)


 
 Cognitive Bias
 
According to Dr. Parker, her efforts are frequently disregarded, as are those of other female engineers. For instance, a male coworker gets asked to provide an update on the status of a project she worked on; in meetings, male coworkers are preferred for their perspective. This exemplifies gender-specific cognitive bias, in which male coworkers are judged to be more intelligent or worthy of attention, even though Dr. Parker oversaw the project.


Unconscious bias  
 
Affinity bias, in which team members favour those with comparable experiences or backgrounds, is an obvious indicator of unconscious bias. Dr. Parker notes that a large number of her co-workers had a similar background, many of them were engineers who worked on offshore oil rigs. Alice and her contributions are marginalised as a result of this affinity, which breeds favouritism. Male engineers who take credit for the work of their female colleagues represent unconscious bias against women in traditionally male-dominated industries like engineering, even if this behaviour isn't usually intentional.
This example discusses affinity bias, which occurs when team members gravitate towards one another, especially if they have similar backgrounds (such working on offshore oil rigs) (Acas 2021) This demonstrates an unconscious prejudice in which individuals create groups based on common experiences, marginalising others who don't belong to those groups.

[bookmark: _Toc1844117558]Accountability and Authentic behaviour.
Accountability: In the workplace, accountability is the duty of individuals or groups to carry out their responsibilities in an efficient and open manner. It entails taking responsibility for one's choices, actions, and results. In this case study, accountability would be defined as each team member and leader taking ownership of their duties within the project, making sure tasks are finished on schedule, being transparent about any delays or progress, and giving each team member equal credit for their contributions (Anon 2023)
Authentic Behaviour: Being sincere, open, and truthful in relationships is referred to as authentic behaviour. This entails upholding one's moral principles, appreciating the efforts of others, and creating a welcoming atmosphere. According to this case study, team members, especially leaders like James Parker, should appreciate everyone's feedback honestly and impartially.


1. Dr. Alice Parker emphasises the importance of unambiguous commitment follow-through and holds senior management responsible for broken pledges that caused project delays.
2. Dr. Parker demonstrates genuine conduct when she candidly discusses how she feels invisible in team meetings and the lack of appreciation for the work that she and other female engineers have contributed.

Accountability 
The senior management of SMART Engineering is shown in the case study to be unaccountable. Delays were caused in part by the fact that promises made about resources and support for the project were not kept. They conveniently ignored those pledges, assigning the responsibility to someone else, instead of owning up to their failure. In this case, management's willingness to own up to their mistakes, accept responsibility for the delays, and collaborate with the team to find a way to make the deadline was a great example of accountability.

Authentic Behaviour 
When female engineers like Dr. Alice Parker are often ignored in team meetings and their contributions are mistakenly credited to male coworkers, it is an example of inauthentic behaviour. In this situation, James Parker, the team leader, could act authentically by inviting Alice and the other female engineers to contribute to meetings, acknowledging and thanking them for their work, and making sure their views are heard. To be authentic would be to foster a culture free from prejudice and favouritism, where each member is appreciated and valued for their sincere contributions.



[bookmark: _Toc686574636]Recommendations
Establish a Secure Environment for Free Speech:
 To hear directly from each team member's concerns in a private and secure environment, I would set up a series of one-on-one meetings with Dr. Alice Parker and the female engineers. After that, I would organise team-wide meetings where everyone could talk honestly about the problems that were found, without worrying about criticism or reprisals.
This approach could potentially address the latent conflicts, particularly those related to prejudice, marginalisation, and misattributed roles. Open communication and management's acknowledgement of problems would promote accountability and transparency.

2. Hold Team Members Accountable for Recognizing Contributions:
 
Implement a system for tracking individual contributions to projects, ensuring that during team meetings or project updates, each person’s work is publicly acknowledged by name. I would also establish a policy where, in meetings, team members are encouraged to speak about their progress themselves, ensuring credit is given fairly. This eliminates the problem of certain team members (e.g., female engineers) being overlooked or having their work attributed to others. It also holds everyone accountable for recognizing the contributions of their peers, and makes everyone responsible for acknowledging their peers' contribution.

3. Hold Team Members Accountable for Recognizing Contributions:
 
Ensure that during team meetings or project updates, each person’s work is publicly acknowledged by name. I would also establish a policy where, in meetings, team members are encouraged to speak about their progress themselves, ensuring credit is given fairly. Everybody is likewise held responsible for acknowledging the work of their colleagues.
Establish Unambiguous Leadership Accountability. Any management blunders that resulted in project delays, like the unfulfilled promises of resources, would be my responsibility. Going forward, I would make sure that any promises given by management are tracked and recorded, and that the team is informed on a regular basis.

[bookmark: _Toc923414790]Interpersonal Relationships

The term "interpersonal relationships" refers to the bonds and exchanges that occur between people and are based on mutual respect, communication, and trust.
 
Examples from the Case Study include: (1) The interaction between Dr. Alice Parker and her male colleagues, which shows a lack of communication and respect for female contributions.
(2) The dynamics of the team, where cooperation and trust are hampered by the fact that female engineers do not receive the same recognition as male engineers.






[bookmark: _Toc1167222902]Professional integrity.

Professional integrity refers to the trait of having high moral and ethical standards and being honest. It entails constantly acting morally upright, even in the face of difficulty or in private. A person with integrity takes responsibility for their choices and behaviours and ensures that their words, deeds, and beliefs are all in line with their basic ideals (Kate Boogard 2022)

Find one or two examples of professional integrity in the case study.


1. What happened and why: In an honest and professional manner, a senior engineer found a mistake in the project's calculations and informed the team in order to avoid problems later on.
2. Who was impacted and how? The customer and project gained from avoiding possible hazards, but the team had to wait longer to correct the mistake.
3. The results of their actions: Despite the project's delay, the finished product was flawless, upholding the company's reputation for high-caliber work.
4. What would you change or do differently in your own practice? I constantly strive for high standards in my work and place a strong priority on admitting mistakes and working with transparency to prevent bigger problems down the road.




[bookmark: _Toc1973634108]Conclusion
The SMART Engineering case study emphasises how crucial it is to have inclusive leadership, accountability, and genuine behaviour in order to create a happy and productive work environment. Deeply ingrained organisational problems that require attention are revealed by the difficulties Dr. Alice Parker and her female colleagues faced, which ranged from prejudice and incorrect attribution of their work to lack of recognition and exclusion.
 
The success of the project as a whole and each team member's personal happiness depend on the manager creating an atmosphere where each team member's efforts are recognised and appreciated. SMART Engineering has the potential to overcome its present obstacles and establish a more unified and equitable team by instituting clear communication, fostering diversity and inclusion, and holding everyone accountable for their duties.

[bookmark: _Toc1704830500]Personal Development Plan

1. Develop Self-Confidence • Goal: Boost confidence in public speaking and active involvement in group discussions.
Key Takeaways: a. Sign up for a course in public speaking.
b. After meetings, ask for feedback to gauge your level of confidence.
c. Over a period of six months, progressively increase my attendance at meetings.
2. Deepen Awareness of Unconscious Bias. Goal: Participate in training on unconscious bias and peruse pertinent literature.
Takeaways: a. Enrol in a course on unconscious bias.
b. Go over articles about implicit prejudice.
c. Within three months, put what you've learnt into practice during team talks.
3. Self-Management. Goal: Enhance emotional control and stress management during demanding assignments.
Key Takeaways: a. Make mindfulness or stress-reduction exercises a regular habit.
b. Monitor stress levels once a week and consider how you can improve.
c. Set a goal to see observable progress within four months.
4. Improve Self-Management. Goal: Better manage stress and emotions.
Actions: a. Practice mindfulness or meditation daily.
b. Track stress levels weekly.
c. Reflect on improvements in four months.
 
5. Improve Time Management. Goal: Create and stick to a daily schedule.
Actions: a. Set priorities and create a daily schedule.
b. Allocate time for study, work, and relaxation.
c. Review progress and adjust weekly for improvement in four weeks.
 
6. Improve Communication Skills. Goal- Enhance listening and clarity in both verbal and written communication.
Actions: a. Seek feedback after discussions or presentations.
b. Practice asking clarifying questions.
c. Review and refine written messages before sending over the next six weeks.

(See Appendix 1. for detailed SMART PDP)
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[bookmark: _Toc1921275250]Appendices


[bookmark: _Toc308753033]Appendix 1. SMART PDP

	Objective
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound
	Specific Action Steps
	 

	1. Build self confidence
	To communicate ideas clearly, practise public speaking and actively participate in team meetings.
	Record the number of times I speak during meetings and solicit feedback from peers about my confidence  
	
begin speaking out once a meeting and gradually raise the frequency of your voice.  
	fostering self-assurance for project management and productive workplace debate
	within six months, try to significantly increase your confidence.
	1. Enrol in a course on public speaking  
2. Request input following meetings 
3. Evaluate performance every month
	 

	2. Improve understanding of unconscious bias
	Attend training on unconscious prejudice and related subjects.
	Track the number of articles read and training sessions attended
	Complete at least one training and read articles in the next 3 months
	This will help in creating an inclusive work environment and identifying biases in the workplace
	3 months 
	1.sign up for unconscious bias training.
2. read three articles 
3.apply learning during teams discussion
	 

	3. Self management
	Improve emotional regulation and work stress
	Track stress levels weekly and asses ability to manage emotions during high- pressure tasks
	Implement stress management techniques like meditation or exercise
	Improved self-management will lead to better decisions and leadership in the team
	Aim for noticeable improvements in 4 months
	1.practice mindfulness daily
2.track stress levels
3.reflect situations and management techniques
	 

	4. Time management
	Improve management by creating daily schedules study, work and personal time, ensuring all important tasks are completed
	Track daily measuring how well I stick to the schedule. Aim for at least 80% adherence to the planned timed for study, work and relaxation
	Allocate realistic block: 2 hours for daily study, 1 hour for relaxation, and work hours dedicated to job tasks. I will review progress weekly and make adjustments if needed
	Effective time management is crucial for balancing academic and professional responsibilities, preventing burnout and improving productivity
	Start implementing this time management plan today plan today to have consistent improvement in 4 weeks
	1.create daily schedule
2.set priorities for the most important task each morning
3.use a timer to focus during work study sessions.
	 

	5. Communication skills
	Improve communication skills by actively listening, asking clarifying questions and expressing ideas clearly in both verbal and written forms 
	Measure improvement by seeking feedback from colleagues, teachers or friends after discussion or presentations Aim for constructive feedback
	Attend a communication workshop, practice active listening during conversations, and take time to plan written messages before sending them
	Strong communication skills are essential for professional growth, effective teamwork, improving relationships in both academic and personal settings
	I will work on improving communication skills over the next 6 weeks, seeking regular feedback and adjusting my approach as necessary
	1.seek feedback after key interactions to identify areas for improvement
2.ask clarifying questions to ensure understanding during conversations.
3. review emails or written messages before sending to ensure clarity and tone
	



