[image: ]
	    APPENDIX GA36a



	Student name:
	     Ellie Ghosh
	Student ID number:
	2429924

	Programme:
	CertHE Applied Leadership and Management Outreach

	Module:
	Developing Professional Practice 

	Module code:
	BMSK4016
	Contribution to Overall Module Assessment (%):
	100%

	Lecturer:
	TBC
	Internal Verifier:
	TBC

	Lecturer Signature:
	
	Date marked:
	

	Assignment Title:
	Developing Professional Practice
	Word count (or equivalent):
	3000

	Submission deadline:
	As agreed
	Return date of provisional marks & written feedback:
	

	Submission method:
	All written assessments, where practical and possible, must be submitted via Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this assessment specification into Turnitin or it will match many similarities with other students’ submissions.)
Alternative submission method (if applicable): 
Late submission of the assessment will result in a late penalty mark.  Penalties for late submission: Up to one-week late, maximum mark of 40%.  Over one week late, 0%.  Only the Extenuating Circumstances Panel may approve a change to submission dates.

	Academic honesty / referencing:
	Academic honesty is required. In the main body of your submission you must give credit to authors on whose research and ideas your work is based. Append to your submission a reference list that indicates the books, articles, etc. that you have used, cited or quoted in order to complete this assessment.  




	Module Learning Outcomes 
(from module syllabus)

	
Upon the successful completion of this module, the student should be able to demonstrate the ability to:
1. Analyse published literature relating to a specific topic or subject area and produce a fully referenced, appropriately structured academic report.
2. Reflect on their learning using recognised models of reflection.
3. Understand how to gather, analyse, and present data and be able to use data analysis to justify a management decision





Introduction
In today’s workplace, the ability to create inclusive and respectful environments is more important than ever. Organisations increasingly recognise that diversity drives innovation, creativity, and better problem solving, but without accountability and a culture of integrity, diverse teams can quickly become divided. This report explores the challenges facing SMART Engineering, a company that has brought together a cross-functional team to design an electric car. Although the team has the skills and experience needed for success, biases and a lack of leadership accountability have created conflict, exclusion, and declining morale.
The issues at SMART Engineering are not just about missed deadlines or strained relationships they highlight deeper problems around self management, bias, accountability, authenticity, interpersonal relationships, and professional integrity. These areas are critical for developing professional practice, as they shape how individuals work together and how organisations achieve their goals. By examining the experiences of Dr Parker, a female engineer and project lead, this report will analyse how these problems unfolded and consider what could have been done differently.
Finally, the report will reflect on the lessons that can be applied to my own professional development, particularly around authenticity, self-awareness, and continuous learning. By combining theory with practice, the aim is to show not only how teams like SMART Engineering can improve but also how individuals can grow within their own careers.

Case Study Summary 

This report looks at the ongoing challenges at SMART Engineering, where team behaviour has drifted away from the company’s stated values around diversity and inclusion. Gender and sexual orientation bias are clearly present, and senior leaders are not taking responsibility for the situation. The lack of accountability has started to affect both morale and project progress Finkelstein, 2023.
SMART Engineering formed a cross-functional team of engineers, designers, and marketing experts to work on a groundbreaking electric car. On paper, this team should have been well equipped to succeed, but issues quickly appeared. The problems centred on Dr Parker, an experienced engineer with more than 30 years in the field. As a gay woman, she faced exclusion and bias from male colleagues. Her wife also joined the team, and this caused further discomfort, with male colleagues falling silent whenever the couple entered the room.
Female staff often felt overlooked in meetings, with their ideas ignored or even claimed by others. Despite Dr Parker’s seniority, she was excluded from important conversations and unfairly blamed when deadlines were missed, even though management had failed to deliver promised resources. Over time, the hostile environment made it impossible for her and her wife to continue, leading both to resign.

Case Study Analysis

Self-Management
Self-management is the ability to regulate one’s thoughts, behaviours, and emotions at work Raeburn,( 2023.)Dr Parker showed resilience in an environment shaped by bias, managing her emotions even when she was overlooked. Pemberton (2015) notes that resilience is shaped by traits, environment, and experience. With her decades of experience, Dr Parker remained in post for five years despite exclusion. However, she might have received help from setting boundaries earlier and raising concerns directly with management. Male colleagues also had a responsibility to be more open to diverse perspectives, since flexibility and adaptability are critical to progress Covey, (2013.)

Bias
Bias was central to the conflict. Gender affinity bias meant female staff were assumed to be less capable, while unconscious bias often the tendency to associate leadership with men compounded the issue Imperial College ( 2023). Cognitive bias also appeared, with team members favouring those with similar backgrounds and overlooking Dr Parker’s ability. Such bias not only undermines wellbeing but can also drive away talented employees, as happened here Tversky & Kahneman, (1974). Encouraging self-awareness, open communication, and holding staff accountable for their behaviour are all essential in overcoming bias Argyris, (1991).

Accountability and Authenticity
There was little accountability in this team. When deadlines slipped because resources were not provided, management shifted blame to female staff instead of owning mistakes. True accountability requires leaders to admit errors and move forward constructively Brewster et al., 2008; Finkelstein, (2023). Authenticity was also lacking. Hamilton and Almeida (2022) describe authenticity as the ability to express one’s true self without fear of reproach. Female team members did not feel safe to do so, while some male staff passed off others’ ideas as their own. This behaviour eroded trust and made genuine collaboration impossible.

Interpersonal Relationships
Bias and exclusion damaged relationships within the team. Eriksen (2015) highlights integrity and respect as central to trust in professional settings, but these were absent here. Healthy interpersonal relationships rely on active listening and empathy, allowing people to value diverse perspectives. Open dialogue and feedback processes would have helped the SMART team to build trust and collaboration. Instead, avoidance of difficult conversations meant conflict and division grew unchecked.

Professional Integrity
Professional integrity refers to acting with honesty, fairness, and consistency Eriksen(2015). At SMART, integrity was compromised when team members stood by silently rather than challenging exclusionary behaviour. Dr Parker lost trust in both management and colleagues, while management itself did not keep promises. This undermined both team dynamics and the company’s wider reputation. Organisations that promote integrity typically enjoy stronger relationships, higher satisfaction, and better performance Brown & Treviño(2006).

Development of My Own Professional Practice

Reflecting on this case has encouraged me to think about my own professional growth. Covey (2013) stresses the importance of proactivity or taking responsibility for our own paths. For me, this means being more authentic at work, creating an environment where I can bring more of my personality into client interactions. Updating my website and offering new treatments has helped me create a more engaging, social space. To guide my reflections, I have been applying Kolb’s Learning Cycle Kolb & Fry, (1975), which has allowed me to assess my experiences and plan changes for the future. As Varga and Guignon (2023) argue, authenticity means openly expressing one’s true self, and that is something I am working toward in my professional practice.

Conclusion

The case of Dr Parker shows how damaging bias, lack of accountability, and poor interpersonal relationships can be for a team. While she showed resilience, she may have been able to protect herself more by voicing concerns earlier. Responsibility for inclusion lies with everyone, from leaders to individual staff. Teams that value diversity, act with integrity, and hold themselves accountable are more likely to succeed George (2003). From my own experience, I know that respect for different strengths is what enables collaboration, and when teams achieve this, the results are both satisfying and successful.
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