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[bookmark: _Toc230303484]Introduction 
This assignment will explore the SMART Engineering case study and how different behaviours can affect individuals, teams and an organisation. I have focused on seven areas of professional development: self-management, cognitive bias, unconscious bias, accountability, authentic behaviour, interpersonal relationships and professional integrity. In the case study I will be analysed to identify what happened, why it happened and the impact it had on those involved. I will also relate the issues from the case study to my own workplace and consider how they could be handled differently. Lastly, I will create a Personal Development Plan (PDP) using SMART objectives to identify areas I can improve and develop in my own professional practice.





[bookmark: _Toc1861632703]1 Self-Management 
Self-management is an ability to control your emotions, behaviour and reactions, especially when dealing with pressure or difficult situations. This is important in a workplace because people can experience stressful situations, disagreements and deadlines, the way they have responded can affect other people around them. In the SMART engineering case study, Alice is under significant pressure because she is leading an electric car project which is a risk of missing its deadline. At the same time, she is experiencing negative behaviour from colleagues because she us a female engineer and has a different professional background from most of the team. Her colleague's gossips about her and stops when she enters the room and they also fail to recognise her expertise. This creates a difficult environment for Alice and could make it harder for her to remain calm and focused on the project (Ferguson & Rivera, 2021).

The situation happened because there was already a lack of trust and respect within the team. Alice also had additional pressure because senior management has made promises about resources but not always followed through with them. This meant that she was responsible for delivering the project without always having the support she needs. The results of this were not only personal for Alice but also affected with the other team members of the company. Conflict has become normal, communication become more difficult the project was at risk of missing the important deadline. Eventually, Alice and her wife decided to leave the company meaning that they have lost the most organised experienced employees.
If I was Alice in this position, I would try to manage my emotions and remain professional even when I felt frustrated or excluded. I would keep a record of all the problems affecting the project and discuss them with the team leader or senior management in a calm and professional way. I would also avoid allowing the behaviour of colleagues to affect the quality of my work.
In my workplace, there have been same situations where colleagues have become frustrated when other employee has struggled to complete tasks or meet deadlines. Instead of immediately becoming angry or judging the person, i would speak to them privately and ask if there is a reason why they are struggling and if we can help in anyway, this can lead into unnecessary conflict and can be manged in a professional way. 
[bookmark: _Toc1304874726]2 Personal Cognitive Bias
Cognitive bias can affect people who makes judgements or decisions based on beliefs rather than considering a situation objectively. In the SMART Engineering case study, there are several examples where people’s judgement appears to be influenced by assumptions about gender, experience and background. Alice has many years of engineering experience. However, despite her experience, she feels that her opinions are not valued by her colleagues. One clear example is when Alice have been researching this project for many years, but during a team meeting her male colleague was asked about the progress instead of her. This suggests that the team were not always recognising the person who had completed the work.
This may have happened because many of the team members had similar backgrounds. Alice came from a different area of engineering, which meant that her experience was different from theirs. Instead of seeing this difference as something valuable, the team appeared to favour people who were more like themselves. This could have caused them to make assumptions about Alice’s knowledge and abilities without properly considering her actual experience.
The main people affected were Alice and the other female engineers because their contributions were overlooked. However, the company was also affected because it was not making full use of the skills and knowledge available within the team. When employees feel that their work is not recognised fairly, they may become less motivated to share ideas. This could reduce change and lead to poorer decision-making (Grosser, 2017)
If I was in this situation, I would try to recognise when my own views might be affecting my judgement. I would consider people’s actual skills, experience and performance rather than judging them because of their gender, background or personality. In meetings, I would also make sure the person who completed the work had the opportunity to explain it themselves.
In my workplace, people have different levels of experience and different ways of working. I would not automatically assume that the person who has worked somewhere the longest always has the best answer. I would listen to everyone’s option and information before planning. This would help me avoid relying on assumptions and make my decisions more fairly.

[bookmark: _Toc1153874133]3 Personal Unconscious Bias 
Unconscious bias occurs when people develop automatic beliefs or wishes about others without realising that they are doing it. In the SMART Engineering case study, unconscious bias can be seen in the way the female engineers are treated compared with the male employees. The female engineers are regularly overlooked during team meetings and are not asked to give their opinions about new products or ideas. Alice also notices that people stop talking or whisper when she and her wife enter the room. Although the employees may not openly state that they are excluding the women, their behaviour suggests that unaware opinions are influencing how they interact with them (Baker, 2022)
One reason this may have developed is because engineering has traditionally been seen as mostly men profession. Some team members may have developed ideas about what an engineer should look like or how an experienced engineer should behave. This can result in people by mistake giving more attention and trust to colleagues who are like themselves.
Alice and the other female engineers were directly affected because they felt excluded and undervalued. Alice became unsure to share details about her project because she was concerned that someone else might take credit for her work. This then affected the other team members because important knowledge and ideas were not being shared openly. The company was also affected because a lack of different understanding could reduce the quality of decisions being made.
If I was part of this team, I would try to ensure that everyone had an equal opportunity to contribute. I would question my own views about colleagues and consider whether I was treating people differently without a valid reason. I would also encourage quieter team members to give their opinions during meetings.
In my workplace, I work with people who have different personalities and levels of confidence. A colleague who is quiet may still have valuable knowledge, so I would not assume that they have less to support simply because they do not speak as much. I could ask them directly for their opinion during a discussion. This would help create a more inclusive environment where people feel that their ideas are valued.

[bookmark: _Toc824091021]4 Accountability
Accountability means taking responsibility for your actions, decisions and responsibilities and recognising how these can affect other people and the organisation. In the SMART Engineering case study, there are concerns about accountability at both management and team level. Alice is responsible for leading an important project, but senior management has made promises about resources that have not always been fulfilled. Management also sometimes went directly to the shop floor to speak to the team without Alice’s knowledge. This could make it difficult for Alice to maintain control and understand what information was being communicated to her team (Close, 2025)
The situation appears to have developed because responsibilities and communication were not being managed effectively. When management promised resources and then failed to provide them, this contributed to delays with the project. There was also a lack of accountability for the behaviour of team members towards Alice and the other female engineers. Nobody appeared to take responsibility for addressing the gender and affinity bias that was causing problems within the team.
Alice was particularly affected because she was expected to deliver the project while dealing with problems that were partly outside her control. The rest of the team were also affected because the lack of clear communication contributed to conflict and uncertainty. Ultimately, the company faced the possibility of missing the project deadline, additional costs and damage to its reputation. The organisation also lost experienced staff when Alice and her wife decided to leave.
If I was managing this situation, I would make sure that responsibilities and expectations were clearly agreed. I would follow up important conversations in writing so that there was a record of what had been promised. I would also take responsibility for addressing inappropriate behaviour rather than allowing it to become normal within the team.
In my workplace, if I agree to complete a task by a deadline, I believe I should take responsibility for completing it. If something is stopping me from meeting the deadline, I will inform my manager as soon as possible rather than waiting until the deadline has passed. This gives the manager an opportunity to help support my needs to meet the deadline, I believe this shows my accountability because I am taking responsibility rather than blaming other people.
[bookmark: _Toc625103209][bookmark: _Int_4IMlurGk]5 Authentic behaviour.
Authentic behaviour involves being honest and genuine while remaining professional in the way you communicate and behave with others. In the SMART Engineering case study, Alice does not feel comfortable being completely open with her colleagues because she is concerned that someone may take credit for her work. She also feels that her expertise is not recognised because she is a female engineer and has a different professional background. This means that she becomes guarded and less willing to share her ideas and knowledge with the rest of the team (Close, 2021)
This situation developed because Alice did not feel that she was working in an environment where her support was respected. When employees repeatedly experience their ideas being ignored or their work being attributed to somebody else, they may become less confident about speaking openly. This can prevent people from behaving authentically because they feel that they must protect themselves rather than simply impact to the team.
Alice and the other female engineers were affected because they felt invisible and excluded. The rest of the team were also affected because they were losing access to valuable knowledge and different perspectives. The results could be serious for the project because effective teamwork depends on people being willing to communicate openly. Alice’s decision to leave the company also demonstrates how a lack of trust can eventually result in employees leaving the organisation.
If I was in this situation, I would try to communicate my ideas clearly while making sure there was evidence of my contribution, such as keeping records of project work and decisions. I would also give colleagues credit for their ideas rather than taking credit myself. If I noticed another employee’s work being overlooked, I would make sure their contribution was recognised.
In my workplace, if I disagreed with a colleague, I would try to be honest about my opinion while remaining respectful. I would rather discuss the issue professionally than pretend to agree and then complain about the situation afterwards. This approach could help build trust because colleagues know that I will communicate honestly with them.

[bookmark: _Toc329306688]6 Interpersonal Relationships
Interpersonal relationships are the relationships people develop with colleagues, managers and other people they work with. Positive relationships are important because effective teamwork needs on communication, trust, respect and teamwork. In the SMART Engineering case study, the interpersonal relationships within the team have become growing negative. Alice describes people stopping conversations when she and her wife enter a room and colleagues whispering about them. The female engineers are also regularly overlooked during meetings. The team has become divided, with employees feeling that there is an “us and them” situation.
This happened because of a joining of gender bias, affinity bias and poor communication. Instead of building relationships based on respect and professional ability, some team members appeared to prefer people who had similar backgrounds and experiences to themselves. This created divisions within the team and reduced the level of trust. Alice became concerned about sharing her work because she did not trust that her work would be recognised (Edmondson, 2018)
The female engineers were directly affected because they felt excluded and undervalued. Alice was particularly affected because she was responsible for a major project but did not feel that she had the support of her colleagues. The wider team was also affected because conflict made communication and collaboration more difficult. This could contribute to mistakes, delays and reduced productivity.
If I was part of this team, I would try to address relationship problems before they became more serious. I would communicate directly with colleagues, listen to their views and try to understand different approach. If there was a disagreement, I would try to resolve it professionally rather than allowing resentment to build up ( Acas, 2025)
In my workplace, colleagues have different personalities and ways of working, so disagreements can sometimes happen. If I had a disagreement with somebody, I would try to speak to them directly and calmly instead of allowing the situation to damage our working relationship. Listening to their point of view could help us understand each other and find a solution. This would help maintain a more positive and professional working environment.

[bookmark: _Toc374940087]7 Professional Integrity
Professional integrity means behaving honestly, fairly and ethically and following appropriate professional standards. It also involves treating colleagues with respect and taking responsibility for doing the right thing, even when it may be easier to ignore a problem. In the SMART Engineering case study, there are several concerns relating to professional integrity. Alice and the other female engineers are repeatedly overlooked, and Alice’s work appears to be attributed to male colleagues. Alice also feels that she cannot share her work confidently because she is worried that another person may take credit for it.
The situation appears to have been influenced by gender and affinity bias. Rather than recognising people according to their actual skills and contributions, some members of the team appear to favour colleagues who have similar backgrounds. There is also a lack of action from management to address the behaviour. Allowing this type of behaviour to continue can create an environment where employees feel that unfair treatment is acceptable.
Alice and the other female engineers were affected because their knowledge and contributions were not properly recognised. The wider team was affected because trust and respect were reduced. The company was also affected because the situation contributed to employees leaving and placed an important project at risk. If experienced employees leave because they do not feel valued, the company can lose important knowledge, skills and experience. There could also be consequences for the company’s reputation if employees feel that it does not treat staff fairly (Workplace Conflict: Research and Commentary | Acas, 2026)
If I was in this situation, I would make sure that I treated all colleagues fairly regardless of their gender, background or previous experience. I would also make sure that people received credit for their own work. If I noticed somebody being repeatedly excluded or treated unfairly, I would not ignore it. I would raise the concern appropriately and encourage a more respectful way of working.
In my workplace, if I knew that a colleague had completed a piece of work, I would make sure they received recognition for it rather than allowing someone else to take the credit. If I noticed an employee being repeatedly left out of discussions, I would encourage them to contribute and, if necessary, raise the issue with the appropriate manager. I believe this demonstrates professional integrity because it shows honesty, fairness and respect towards other people.

[bookmark: _Toc2003461578]Reflection leading to my PDP
Using Kolb’s Reflective Cycle, I considered my own experiences and compared them with the situations presented in the SMART Engineering case study. The case study showed how failing to manage emotions, allowing bias to influence decisions and poor communication can negatively affect a team. When reflecting on my own professional practice, I identified that I could improve how I manage pressure, communicate with colleagues, recognise bias and take responsibility for my actions. I therefore created my PDP to focus on these areas.
My development will be reviewed regularly so that I can identify whether the actions I have taken are improving my professional practice. The evidence I collect, such as feedback, reflections and examples from the workplace, will allow me to measure my progress rather than simply if I have improved.
This full PDP could then go into Appendix A, as your lecturer says, while the main assignment can briefly explain how your reflection and case-study analysis led you to choose these development areas (Reflective Practice, 2018)


[bookmark: _Toc1058881978]Conclusion
In conclusion, the SMART Engineering case study shows how workplace behaviour can have a significant impact on employees and the organisation. The issues surrounding self-management, cognitive bias, unconscious bias, accountability, authentic behaviour, interpersonal relationships and professional integrity can lead to poor communication, conflict and employees feeling excluded or undervalued. The case study has helped me understand the importance of treating people fairly, communicating professionally and taking responsibility for my own behaviour. My SMART PDP has identified areas that I can improve in my own professional practice, including managing pressure, recognising bias, building positive relationships and maintaining professional integrity. Developing these areas will help me become a more confident and effective employee.
[bookmark: _Toc1255004414]Appendix A-DPD 

	Development area
	SMART objective
	Actions
	Resources/support
	Evidence of improvement
	Timescale

	Self-management
	I will improve how I manage pressure by responding calmly to difficult situations.
	Pause before responding and reflect after difficult situations.
	Manager and colleague feedback.
	Weekly reflections showing improved responses.
	8 weeks

	Cognitive bias
	I will become more aware of assumptions I make about colleagues.
	Consider different viewpoints before making decisions.
	Equality and diversity training.
	Record 3 examples where I challenged an assumption.
	3 months

	Unconscious bias
	I will improve my awareness of unconscious assumptions when working with others.
	Treat colleagues fairly and give everyone an opportunity to contribute.
	Workplace policies and training.
	Feedback from colleagues and examples from work.
	3 months

	Accountability
	I will take greater responsibility for my tasks and deadlines.
	Use a planner and communicate early if I cannot complete a task.
	Planner/calendar and manager support.
	Improved completion of agreed tasks and fewer missed deadlines.
	8 weeks

	Authentic behaviour
	I will become more confident when expressing my ideas and opinions.
	Speak up during appropriate team discussions.
	Feedback from colleagues/manager.
	Contribute at least one idea during relevant discussions.
	8 weeks

	Interpersonal relationships
	I will improve my communication and relationships with colleagues.
	Practise active listening and deal with disagreements calmly.
	Colleague and manager feedback.
	Ask 2 colleagues for feedback on my communication.
	8 weeks

	Professional integrity
	I will ensure I treat colleagues fairly and professionally.
	Give credit for other people's work and raise concerns appropriately.
	Workplace policies and manager guidance.
	Record 3 examples of professional and fair behaviour.
	3 months
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