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Introduction

Professional practice is about how individuals behave and develop in the workplace, going beyond technical skills to include behaviours, values, and relationships. The aim of this assignment is to critically review the SMART Engineering case study, focusing on how poor practice affected the team and what could have been done differently.
The report will analyse five key areas of professional practice: self-management, personal and unconscious bias, accountability and authentic behaviour, interpersonal relationships, and professional integrity. Each section will examine what happened in the case study, why it happened, who was affected, and the consequences. I will also reflect on my own professional practice, using examples from my previous role in car sales, and consider what I would do differently.
Finally, the report will present a Personal Development Plan (PDP) to address my own development needs. The PDP will link reflection with Continuing Professional Development (CPD) to ensure ongoing growth and improvement in my future career.


















[bookmark: _Toc208492904]Self-Management

[bookmark: _Toc208492905]What is Self-Management
Self-management is the ability to control emotions, behaviours, and actions in a way that supports personal effectiveness and professional relationships. It involves staying calm under pressure, managing stress, and remaining focused on goals, even when facing challenges (Goleman, 1995).

[bookmark: _Toc208492906]Why is it Important in the Workplace
In the workplace, self-management helps individuals maintain professionalism, achieve targets, and work effectively with colleagues. Without it, stress and frustration can quickly harm team performance and customer service.

[bookmark: _Toc208492907]Workplace Example- Car Sales
When I worked in new car sales, there were many high-pressure situations, especially at the end of the month when sales targets had to be met. I remember times when male colleagues would get frustrated if they lost a sale and would complain openly, which created tension in the office. I learned that managing my own stress, by staying positive with customers and focusing on the next opportunity helped me remain professional and more successful.

[bookmark: _Toc208492908]Case Study-
In the SMART Engineering case study, self-management was weak across the team.
What happened? Dr Parker and other female engineers were overlooked in meetings, and gossip spread as the project deadline got closer.
Why did it happen? Individuals could not manage their frustration or stress properly, and bias made them dismissive of colleagues.
Who was affected? Female engineers felt invisible and undervalued, while the whole team struggled with division and poor collaboration.
Consequences- Trust broke down, work slowed, and eventually Dr Parker and her wife resigned, which meant the company lost two experienced engineers.

[bookmark: _Toc208492909]How Would I Do Things Differently
If I were in this situation, I would use stress management and reflection strategies to keep focused on the project goals. Emotional intelligence skills such as self-awareness and self-regulation (Cherniss, 2010) would help me avoid reacting defensively. I would also create more open communication in meetings to reduce tension and build trust.
[bookmark: _Toc208492910]Reflection on My Own Practice
In my own practice, I know that stress sometimes makes me defensive, which can affect how I work with others. From my car sales job, I learned the importance of staying calm under pressure and focusing on solutions. I am improving in this area, but I want to continue building resilience so I can handle challenges more effectively in future.

[bookmark: _Toc208492911]Personal, Cognitive, and Unconscious Bias

[bookmark: _Toc208492912]What is Bias
Bias is when people make unfair judgements or assumptions about others, either consciously or unconsciously. Cognitive bias happens when people rely on mental shortcuts that distort judgement, such as assuming someone is more competent because of their experience or background. Unconscious bias is when stereotypes or preferences influence behaviour without a person being aware of it (FitzGerald et al., 2019).

[bookmark: _Toc208492913]Why is it Important in the Workplace
Bias is important to understand because it directly affects fairness, teamwork, and performance. If left unchecked, it can lead to discrimination, exclusion, and the loss of valuable talent. Addressing bias helps create an inclusive workplace where all contributions are recognised (Dobbin & Kalev, 2018).

[bookmark: _Toc208492914]Workplace Example – Car Sales
In my job in new car sales, I often noticed unconscious bias from customers who assumed male colleagues knew more about cars. For example, customers sometimes ignored me and spoke directly to a male salesperson, even if I was the one leading the sale. At first, this was frustrating, but I learned to challenge it by confidently showing my knowledge. This experience helped me understand how damaging bias can be if it goes unchallenged.

[bookmark: _Toc208492915]Case Study-
In the SMART Engineering case study, bias played a major role in the team’s problems.
What happened? Female engineers, including Dr Parker, were overlooked in meetings, and their contributions were credited to male colleagues. Affinity bias also appeared when colleagues with similar backgrounds supported each other but excluded Dr Parker, who came from the oil and gas industry.
Why did it happen? These behaviours were driven by gender stereotypes and an unconscious preference for colleagues with similar experiences. Team members relied on assumptions rather than recognising expertise.
Who was affected? Female engineers felt invisible and undervalued, while the team lost the benefit of Dr Parker’s 30 years of experience.
Consequences- Trust and collaboration collapsed, valuable ideas were ignored, and eventually two highly skilled engineers resigned, damaging both the project and the company’s reputation.

[bookmark: _Toc208492916]How Would I Do Things Differently
If I were in this team, I would use bias awareness training and reflection to recognise when bias is influencing my judgement. I would also make sure all voices are heard in meetings by actively inviting contributions. Research shows that awareness and structured inclusivity practices can reduce bias and improve collaboration (Nishii, 2013).

[bookmark: _Toc208492917]Reflection on My Own Practice
I recognise that unconscious bias sometimes affects me too. For example, I have assumed that colleagues with longer experience automatically have the best ideas. I now try to pause and judge ideas on their merit, not assumptions. From my car sales role, I also know how it feels to be underestimated, which makes me more determined to challenge bias. I believe I am improving, but I want to continue developing by practising inclusion and seeking diverse perspectives in group work.


[bookmark: _Toc208492918]Accountability

[bookmark: _Toc208492919]What is Accountability
Accountability means taking responsibility for your actions and decisions and being willing to explain them to others. In a workplace, it is about owning mistakes as well as successes and ensuring promises are kept (Burke, 2011).

[bookmark: _Toc208492920]Why is it Important in the Workplace
Accountability is vital because it builds trust, keeps projects on track, and ensures fairness. When people avoid responsibility, it creates blame, mistrust, and delays. Strong accountability helps teams work more effectively and improves organisational reputation.

[bookmark: _Toc208492921]Workplace Example – Car Sales
In my car sales role, accountability was key to building customer trust. If a mistake was made with paperwork or finance, I had to admit it and resolve it quickly. I saw colleagues try to blame others, which only made customers angry and hurt sales. Taking ownership, even when difficult, showed professionalism and kept relationships positive.
[bookmark: _Toc208492922]Case Study-
In the SMART Engineering case study, accountability was missing at several levels.
What happened? Senior management promised resources for the project but failed to deliver, later denying those commitments. Within the team, some members avoided responsibility by gossiping and letting others take the blame.
Why did it happen? Management wanted to protect themselves from criticism, while team members avoided conflict by letting bias influence who was questioned or praised.
Who was affected? Dr Parker and the female engineers suffered most, as their work was ignored and credit was given to others. The whole project team was also affected by delays.
Consequences- The project fell behind schedule, trust eroded, and two experienced engineers resigned, which damaged both morale and the company’s reputation.

[bookmark: _Toc208492923]How Would I Do Things Differently
If I were in this situation, I would make accountability a clear expectation in team meetings. This means setting clear actions, tracking progress, and ensuring everyone is responsible for their own work. Research shows that team accountability improves performance and fairness (Burke, 2011). I would also encourage a culture where mistakes are discussed openly rather than hidden.

[bookmark: _Toc208492924]Reflection on My Own Practice
In my own work, I try to be accountable by admitting when I make mistakes and learning from them. For example, in car sales I once miscalculated monthly repayments for a customer. I admitted the error, apologised, and found a solution. This improved trust and the customer still bought the car. I feel I am fairly good at accountability, but I want to improve by giving more feedback to others and encouraging colleagues to also take ownership rather than avoiding responsibility.

[bookmark: _Toc208492925]Authentic Behaviour

[bookmark: _Toc208492926]What is Authentic Behaviour
Authentic behaviour means acting in a way that is consistent with your values, being honest, and showing respect for others. In the workplace, it involves being genuine and transparent rather than hiding behind roles or saying what others want to hear (Walumbwa et al., 2008).

[bookmark: _Toc208492927]Why is it Important in the Workplace
Authentic behaviour builds trust and credibility. When leaders and colleagues are authentic, people feel valued and motivated. Without it, teams may feel excluded, and relationships can break down (Gardner et al., 2011).

[bookmark: _Toc208492928]Workplace Example – Car Sales
In car sales, I saw how authentic behaviour made a difference with customers. When I was honest about costs or waiting times, customers respected me more, even if it meant they had to wait longer for a car. On the other hand, when colleagues exaggerated what a customer would get, it damaged trust and sometimes lost the sale. Authentic behaviour built long-term relationships and repeat business.

[bookmark: _Toc208492929]Case Study-
In the SMART Engineering case study, authentic behaviour was lacking.
What happened? Management promised resources that never arrived and then denied those promises. Team leaders ignored female engineers’ contributions and credited men instead.
Why did it happen? Leaders chose to protect themselves and maintain authority instead of being open about delays and recognising contributions fairly.
Who was affected? Female engineers felt invisible and undervalued, while the rest of the team lost trust in leadership.
Consequences- The lack of authenticity damaged morale, created division, and ultimately contributed to the resignation of two experienced engineers.

[bookmark: _Toc208492930]How Would I Do Things Differently
If I were in this situation, I would practise authentic leadership by being transparent about resources and deadlines, and by recognising contributions fairly. Authentic behaviour involves consistency between words and actions, which helps maintain trust even in challenging times (Walumbwa et al., 2008).

[bookmark: _Toc208492931]Reflection on My Own Practice
In my own practice, I try to act authentically by being honest, even when it is difficult. For example, in car sales I once had to tell a customer that a model they wanted would not arrive for three months. Although they were disappointed, they appreciated my honesty and still bought the car. I think I am fairly strong at authenticity, but I want to keep improving by challenging unfair behaviour around me, not just focusing on my own actions.



[bookmark: _Toc208492932]Interpersonal Relationships

[bookmark: _Toc208492933]What are Interpersonal Relationships
Interpersonal relationships are the connections and interactions between people in the workplace. They are built on communication, trust, and mutual respect. Positive relationships improve teamwork and motivation, while poor relationships can lead to conflict and exclusion (Chiaburu & Harrison, 2008).

[bookmark: _Toc208492934]Why are they Important in the Workplace
Strong interpersonal relationships support collaboration, reduce conflict, and create a more inclusive environment. Without them, teams often become divided, communication breaks down, and performance suffers.

[bookmark: _Toc208492935]Workplace Example – Car Sales
In my car sales role, I saw how relationships affected teamwork. At times, colleagues who did not get along refused to share leads or information, which slowed down sales. By contrast, when we worked together and celebrated each other’s successes, the team performed better and morale was higher.

[bookmark: _Toc208492936]Case Study-
In the SMART Engineering case study, interpersonal relationships were badly affected by bias and poor communication.
What happened? Female engineers were ignored in meetings, and gossip created a culture of mistrust. Affinity bias also led to in-groups and out-groups, excluding Dr Parker and others with different backgrounds.
Why did it happen? Bias, poor leadership, and a lack of open communication encouraged division. Colleagues avoided speaking up and failed to support one another.
Who was affected? Female engineers felt undervalued, while the whole team suffered from tension and a lack of collaboration.
Consequences- Trust collapsed, valuable expertise was ignored, and two skilled engineers resigned. The project fell behind and the company’s reputation was damaged.

[bookmark: _Toc208492937]How Would I Do Things Differently
If I were in this situation, I would work on building positive relationships by encouraging open dialogue and valuing contributions equally. Research shows inclusive practices strengthen relationships and improve collaboration across diverse groups (Shore et al., 2011). Simple actions such as active listening and recognising contributions help reduce divisions.

[bookmark: _Toc208492938]Reflection on My Own Practice
In my own practice, I try to build positive relationships by being fair, listening actively, and recognising others’ work. In car sales, I made a point of supporting colleagues even if we were competing for sales, because good relationships made the team stronger overall. I believe I am improving in this area, but I still want to get better at challenging exclusionary behaviour when I see it.

[bookmark: _Toc208492939]Professional Integrity

[bookmark: _Toc208492940]What is Professional Integrity
Professional integrity means acting with honesty, fairness, and consistency in line with ethical standards. It involves doing the right thing even when it is difficult and taking responsibility for your actions. Integrity is central to building trust and credibility in professional settings (Treviño et al., 2014).

[bookmark: _Toc208492941]Why is it Important in the Workplace
Integrity is vital because it underpins ethical behaviour and professional standards. Without it, trust breaks down, and both individuals and organisations can lose credibility. Strong integrity also supports inclusivity and fairness, ensuring everyone is treated with respect.

[bookmark: _Toc208492942]Workplace Example – Car Sales
In my car sales job, integrity was essential for building customer trust. I once had a situation where I could have let a colleague take the blame for a shared mistake on a finance agreement. Instead, I admitted my part and worked with them to resolve it. This strengthened our working relationship and showed customers we were honest and reliable.
[bookmark: _Toc208492943]Case Study-
In the SMART Engineering case study, integrity was often missing.
What happened? Management promised resources but failed to provide them, later denying these promises. Gossip and credit-stealing also undermined fairness, with male engineers taking credit for the work of female colleagues.
Why did it happen? Leaders failed to act ethically, prioritising their own protection over honesty. Team members tolerated unfairness instead of standing up for colleagues.
Who was affected? Dr Parker and the female engineers were left undervalued, while the company lost trust from its employees.
Consequences- The lack of integrity led to resignations, damaged relationships, and a project at risk of failure. It also harmed the company’s reputation in a competitive industry.

[bookmark: _Toc208492944]How Would I Do Things Differently
If I were in this team, I would act with integrity by being transparent about mistakes, giving proper credit for contributions, and challenging unethical behaviour. Research shows integrity is central to ethical leadership and long-term success (Treviño et al., 2014).

[bookmark: _Toc208492945]Reflection on My Own Practice
In my own practice, I believe I am fairly strong in integrity. In car sales, I built trust with customers by being honest about costs and delivery times, even when it risked losing a sale. However, I know I need to improve in speaking up when I see unfair behaviour affecting others, not just focusing on my own actions.

[bookmark: _Toc208492946]Development of Own Professional Practice

Developing professional practice is an ongoing process that involves reflecting on experiences, identifying areas for improvement, and creating structured plans for growth. The SMART Engineering case study highlighted the importance of self-management, addressing bias, accountability, authentic behaviour, relationships, and integrity. Reflecting on these lessons, I have recognised areas where I need to develop further in my own practice.
A Personal Development Plan (PDP) is a useful tool to support this. A PDP sets out clear goals, actions, and success measures that turn reflection into practical change. It also connects to Continuing Professional Development (CPD), which is the ongoing process of maintaining and improving professional knowledge and skills throughout a career (Megginson & Whitaker, 2007).
Using reflection models such as Gibbs’ reflective cycle (1988) can also help me review progress regularly, by considering what went well, what did not, and what I could improve.





	Goal
	Actions to Achieve Goal
	Timescale
	Success Criteria / How Measured

	Improve self-management under pressure
	Use reflective journals; practise stress management techniques (e.g., breathing, time management); review progress monthly
	6 months
	Able to remain calm in challenging situations; positive feedback from colleagues

	Challenge bias effectively
	Attend equality and diversity training; actively invite input from all team members in group tasks
	9 months
	Evidence of fairer group discussions; personal reflection shows increased confidence in addressing bias

	Strengthen accountability
	Set clear personal deadlines; give and request regular feedback; own up to mistakes and share lessons learned
	6 months
	Consistent record of meeting deadlines; positive peer feedback

	Build stronger interpersonal relationships
	Practise active listening; schedule regular check-ins with colleagues; acknowledge others’ contributions
	6 months
	Improved collaboration in group tasks; colleagues feel valued

	Enhance professional integrity
	Be transparent in communication; ensure credit is fairly shared; challenge unethical behaviour when observed
	Ongoing
	Reflection shows consistent ethical behaviour; recognition from peers and managers



                                                    Adapted from (Megginson & Whitaker, 2007).


[bookmark: _Toc208492947]What is shows-
This PDP provides a structured and realistic plan to improve my professional practice. By following these actions, I will build confidence in challenging bias, improve resilience under stress, and strengthen both communication and leadership. The timescales and success criteria ensure that progress can be measured.
Using Gibbs’ reflective cycle (1988) will help me track improvements over time, while linking to CPD (Megginson & Whitaker, 2007) ensures I continue to learn and grow throughout my career. By applying these lessons, I will be better prepared to contribute to inclusive, ethical, and effective workplaces in the future.

[bookmark: _Toc208492948]Conclusion
The SMART Engineering case study highlighted how poor professional practice, including weak self-management, unchecked bias, lack of accountability, inauthentic behaviour, poor relationships, and limited integrity can seriously harm both individuals and organisations. These issues led to mistrust, exclusion, and the eventual resignation of two highly skilled engineers, placing the project and the company’s reputation at risk.
Through critically reviewing these failings, I have also reflected on my own professional practice. I recognised the need to strengthen my self-management under pressure, challenge bias more effectively, act with integrity, and continue building positive relationships. Using my experiences from car sales alongside theory has shown me how these behaviours apply in real workplaces.
My Personal Development Plan (PDP) provides a clear framework for improvement, linking reflection to Continuing Professional Development (CPD). By following this plan, I aim to build confidence, fairness, and inclusivity in my work. Ultimately, this assignment has reinforced that professional practice is not just about technical skills but also about values, behaviours, and the ability to foster trust and collaboration. By applying these lessons, I will be better prepared to contribute to ethical and effective workplaces in the future.

[bookmark: _Toc208492949]References

. Bauman, D. C. (2013). Leadership and the three faces of integrity. The Leadership Quarterly, 24(3), 414–426. https://doi.org/10.1016/j.leaqua.2013.01.005 [Accessed 25.09.2025]
. Boyatzis, R., & McKee, A. (2005). Resonant leadership: Renewing yourself and connecting with others through mindfulness, hope, and compassion. Harvard Business School Press.
. Brown, M. E., & Treviño, L. K. (2006). Ethical leadership: A review and future directions. The Leadership Quarterly, 17(6), 595–616. https://doi.org/10.1016/j.leaqua.2006.10.004 [Accessed 26.09.2025]
. Burke, C. S. (2011). Accountability in teams: The effects of team accountability on performance. Human Performance, 24(5), 429–444. https://doi.org/10.1080/08959285.2011.614565 [Accessed 17.09.2025]
. Cherniss, C. (2010). Emotional intelligence: Toward clarification of a concept. Industrial and Organizational Psychology, 3(2), 110–126. https://doi.org/10.1111/j.1754-9434.2010.01231.x [Accessed 09.09.2025]
. Chiaburu, D. S., & Harrison, D. A. (2008). Do peers make the place? Conceptual synthesis and meta-analysis of coworker effects on perceptions, attitudes, OCBs, and performance. Journal of Applied Psychology, 93(5), 1082–1103. https://doi.org/10.1037/0021-9010.93.5.1082 [Accessed 20.09.2025]
. Dobbin, F., & Kalev, A. (2018). Why doesn’t diversity training work? Anthropology Now, 10(2), 48–55. https://doi.org/10.1080/19428200.2018.1493182 [Accessed 12.09.2025]
. Engineering Council. (2017). The UK standard for professional engineering competence and commitment (UK-SPEC) (4th ed.). London: Engineering Council. https://www.engc.org.uk/ukspec [Accessed 28.09.2025]
. FitzGerald, C., Martin, A., Berner, D., & Hurst, S. (2019). Interventions designed to reduce implicit prejudices and implicit stereotypes in real-world contexts: A systematic review. BMC Psychology, 7(1), 29. https://doi.org/10.1186/s40359-019-0299-7 [Accessed 13.09.2025]
. Gardner, W. L., Cogliser, C. C., Davis, K. M., & Dickens, M. P. (2011). Authentic leadership: A review of the literature and research agenda. The Leadership Quarterly, 22(6), 1120–1145. https://doi.org/10.1016/j.leaqua.2011.09.007 [Accessed 30.09.2025]
. Gibbs, G. (1988). Learning by doing: A guide to teaching and learning methods. Oxford Polytechnic.
. Goleman, D. (1995). Emotional intelligence: Why it can matter more than IQ. Bantam Books.
. Heilman, M. E., & Haynes, M. C. (2005). No credit where credit is due: Attributional rationalization of women’s success in male-female teams. Journal of Applied Psychology, 90(5), 905–916. https://doi.org/10.1037/0021-9010.90.5.905 [Accessed 19.09.2025]
. Keyton, J., Caputo, J. M., Ford, E. A., Fu, R., Leibowitz, S. A., Liu, T., ... & Wu, C. (2013). Investigating verbal workplace communication behaviors. Journal of Business Communication, 50(2), 152–169. https://doi.org/10.1177/0021943612474990 [Accessed 15.09.2025]
. Kolb, D. A. (1984). Experiential learning: Experience as the source of learning and development. Prentice Hall.
. Megginson, D., & Whitaker, V. (2007). Continuing professional development (2nd ed.). CIPD Publishing.
. Nishii, L. H. (2013). The benefits of climate for inclusion for gender-diverse groups. Academy of Management Journal, 56(6), 1754–1774. https://doi.org/10.5465/amj.2009.0823 [Accessed 22.09.2025]
. Northouse, P. G. (2021). Leadership: Theory and practice (9th ed.). SAGE Publications.
. Page, S. E. (2007). The difference: How the power of diversity creates better groups, firms, schools, and societies. Princeton University Press.
. Palanski, M. E., & Yammarino, F. J. (2007). Integrity and leadership: Clearing the conceptual confusion. European Management Journal, 25(3), 171–184. https://doi.org/10.1016/j.emj.2007.04.006 [Accessed 27.09.2025]
. Reb, J., Narayanan, J., & Ho, Z. W. (2014). Mindfulness at work: Antecedents and consequences of employee awareness and absent-mindedness. Mindfulness, 6(1), 111–122. https://doi.org/10.1007/s12671-013-0236-4 [Accessed 11.09.2025]
. Rivera, L. A. (2012). Hiring as cultural matching: The case of elite professional service firms. American Sociological Review, 77(6), 999–1022. https://doi.org/10.1177/0003122412463213 [Accessed 21.09.2025]
. Roberson, Q. M. (2019). Diversity in the workplace: A review, synthesis, and future research agenda. Annual Review of Organizational Psychology and Organizational Behavior, 6, 69–88. https://doi.org/10.1146/annurev-orgpsych-012218-015243 [Accessed 14.09.2025]
. Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Ehrhart, K. H., & Singh, G. (2011). Inclusion and diversity in work groups: A review and model for future research. Journal of Management, 37(4), 1262–1289. https://doi.org/10.1177/0149206310385943 [Accessed 03.10.2025]
. Smith, J. L., Cech, E., Metz, A., Huntoon, M., & Moyer, C. (2013). Giving back or giving up: Native American student experiences in science and engineering. Cultural Diversity and Ethnic Minority Psychology, 20(3), 413–429. https://doi.org/10.1037/a0036945 [Accessed 18.09.2025]
. Treviño, L. K., den Nieuwenboer, N. A., & Kish-Gephart, J. J. (2014). (Un)ethical behavior in organizations. Annual Review of Psychology, 65, 635–660. https://doi.org/10.1146/annurev-psych-113011-143745 [Accessed 02.10.2025]
. Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008). Authentic leadership: Development and validation of a theory-based measure. Journal of Management, 34(1), 89–126. https://doi.org/10.1177/0149206307308913 [Accessed 16.09.2025]

image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





