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[bookmark: _Toc223683838]Introduction 
This assignment examines what happened in the SMART Engineering case study, focusing on how people reacted, made decisions, and worked together on the project. The team was working on an electric car project. The project deteriorated due to ineffective communication, bias, lack of self-management, and ineffective leadership. Female engineers, especially Dr Alice Parker, were often overlooked during meetings, reflecting affinity bias, where individuals favour those similar to themselves.  The Johari Window (Luft & Ingham,1955) explains how a lack of self–awareness can prevent individuals from recognising their own bias. This affected Dr Parker emotionally and professionally, reducing trust within the team and limiting knowledge sharing. At an organisation level, this increased the risk of project delay and reputational damage. 
Throughout the case study there was clear signs of affinity bias. The managers didn’t step in to fix this or support their team, which made the workplace feel unfair and tense. The company lost good people, and its reputation was negatively affected. Applying professional practice theories,  including  Kolb’s experimental learning cycle (1984) and CIPD guidance on effective people management, could have supported earlier reflection, accountability, and intervention. Management should have introduced clearer meeting structures and challenged exclusionary behaviour earlier to prevent these issues escalating.
Overview of the Case Study: What Happened?
In the SMART Engineering case study, the team was working on an electric car project, but there were problems with gender bias and poor communication with staff and managers. Female engineers like Dr Alice Parker weren’t listened to, and sometimes their work was taken credit for by others. As the deadline got closer, management didn’t provide the promised resources which made things worse. Managers also started ignoring Dr Parker’s role as a leader. In the end, both Dr Parker and her wife left because the team environment became too stressful and divided. This case highlights how failing to challenge bias early can damage both team morale and overall performance.
Impact and Consequences: Who Was Affected and How?
What happened at SMART Engineering affected many people, both immediately and over time. Dr Alice Parker and the other female engineers were ignored and their work wasn’t recognised, which was likely frustrating and reduced their confidence. That made them less motivated and, eventually, they decided to leave.
The rest of the team suffered too. People split into groups, trust broke down, and communication got worse. Teamwork suffered, and the project was slow. This shows how weak leadership and poor communication can reduce team cohesion and overall effectiveness. At an organisational level, this increased the risk of missed deadlines, financial loss, and reputational damage. Once relationships were damaged, it was tough for the team to bounce back. This reflects a breakdown in team cohesion and reduced psychological safety.
Managers lost trust because they didn’t challenge bias or support their staff. This shows how leadership behaviour directly influences workplace culture. When people feel unsupported, they stop speaking up and caring about their work, which weakens staff morale.
The project was delayed, and ongoing conflict and stress reduced productivity and increased costs. Losing experienced engineers meant losing valuable skills, and the company’s reputation suffered, making it harder to attract new talent.
Overall, these issues didn’t just affect individuals: they also dragged down the team.
[bookmark: _Toc223683839]5. Critical Evaluation of Professional Practice.
[bookmark: _Toc223683840]5.1 Self-Management.
In the SMART Engineering case study, self-management was not handled very well, especially when pressure started to increase. As deadlines got closer and the extra resources that had been promised did not arrive, stress levels increased and this began to affect how people behaved and made decisions. Instead of staying calm and focusing on finding solutions, there was more conflict and communication between team members became tense. This shows a lack of emotional control and stress management, which are important parts of professional self-management. According to Kolb’s (1984) experiential Learning cycle, professionals should reflect on experiences in order to improve future performance.in this case ,there is little evidence that the team reflected on early warning signs before problems escalated.
Time management also appeared to be quite reactive rather than properly planned. Although some of the delays were caused by issues outside the team’s control, there is little evidence that the team tried to adjust their plans early or reduce the impact of these problems. Instead, it seems they were responding to issues as they came up rather than planning ahead. As a result, work likely built up, pressure increased, and it became harder for the team to stay on track. Better planning and prioritisation could have helped reduce stress and prevented the situation from escalating. There are several areas in the SMART Engineering case that cause concern. Self-awareness  tools  such as Kolb’s (1984) Experimental Learning Cycle.
Covey’s Time Management Matrix (1984) is a recognised framework that helps individuals prioritise tasks based on urgency and importance.
If the team had used this framework , they may have identified key priorities earlier and managed workload more effectively.
If I were in a leadership position , I would introduce regular short reflection meetings to review progress and manage pressure. This would help reduce reactive behaviour and improve accountability within the team.
When owning and running a busy vintage‑themed coffee and furniture shop in Swansea.  I demonstrated self‑management during a busy Saturday when a staff member called in sick unexpectedly. Using self‑regulation and emotional intelligence, I remained calm and prioritised essential tasks such as setting up the coffee area, arranging the shop floor, and managing the remaining team. By using self-management, my emotions (Goleman, 1996), I avoided stress and anxiety, which helped maintain a positive atmosphere for both customers and staff.
Applying time‑management theory, I organised tasks using a simple prioritisation approach, focusing first on activities that were essential for opening the shop and maintaining service quality. This supported efficient workflow during a high‑pressure period. The impact of these behaviours was positive, as customers experienced minimal disruption and team morale remained stable. This shows how effective self-management can directly influence team performance and customer experience.
In addition, we held monthly staff meetings where all six team members were encouraged to give feedback on how the business was running and suggest new ideas, promotions, or improvements. This created open communication and allowed open communication and allowed staff to feel involved in decision-making. As a result, morale remained positive and small issues could be addressed before they become bigger problems. This approach reflects principles of emotional intelligence and participative leadership, where listening to others supports trust and engagement (Goleman,1996)
If staff and management used Covey’s Time Management Matrix (1984), they could  prioritise tasks more effectively and reduce reactive decision-making.
Reflecting afterwards, I recognised that developing a contingency plan—such as a pool of on‑call staff—would improve my ability to manage unexpected challenges. This would reduce pressure on the team and improve resilience during busy periods
Self-management is the ability to regulate your behaviours, thoughts, and emotions in a way that better serves you and your work.
(Raeburn, 2023)
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Bias clearly affected how people behaved within the team. The female engineers were often ignored during meetings, were not always asked for their views, and in some cases credit for their work was taken by male colleagues. This points to unconscious gender bias, where people may not realise they are making assumptions. There also appeared to be affinity bias, as some team members seemed more likely to listen to people who had similar backgrounds or experiences to themselves. Affinity bias occurs when individuals favour those who are similar to themselves, which can unintentionally exclude others and reduce diversity of thought (CIPD, 2023).
These biases had a negative impact on how the team worked. When people feel their ideas are not valued, they are less likely to contribute, which reduces teamwork and limits different perspectives. Confirmation bias may also have been present, as individuals appeared to hold onto their existing views rather than challenge them. In this case, this may have meant that early concerns raised by female engineers were dismissed instead of properly considered. From a professional practice perspective, failing to recognise or challenge bias goes against principles of fairness and inclusion in the workplace. As these issues were not addressed, they continued over time and led to frustration, disengagement, and eventually staff leaving the organisation. Management should have challenged biased behaviour early and actively reinforced inclusive communication in meetings.
When I was a co-owner with my wife in our vintage‑themed coffee and furniture shop, I noticed some bias both from customers and in my own actions. For example, some customers seemed to think that younger female staff didn’t know as much about the furniture or prices, which is a good example of unconscious gender bias. This could undermine staff confidence and reinforce harmful stereotypes.  I also realised that I sometimes showed cognitive bias because I would often give more responsibility to people I got on with better, rather than always thinking about who was actually most suited to the task. This reflects affinity bias, where people naturally favour those they feel more comfortable with. Over time, this could limit development opportunities for others and affect fairness within the team. Recognising this helped me become more intentional about allocating tasks based on skills rather than personal preference. This helped me reflect on what we have learned in this module about self‑awareness, especially the difference between what we think we’re doing and how others see it. Looking back, I can see now that I was being biased, even if I didn’t realise it at the time. As a first‑year student, I’m starting to be more aware of these things when I’m making decisions, both in work and everyday life. 
What I could have done different is to be more self-aware and develop strong self -awareness by seeking feedback from staff and ensuring that equality of opportunities for staff to contribute and take responsibility.
In my professional practise I now use Johari window (Luft & Ingram, 1955) 
People use mental shortcuts (heuristics) when judging situations under certainty, which can produce predictable thinking errors and biased interpretations (Tversky & Kahneman, 1974)

[bookmark: _Toc223683842]5.3 Accountability and Authentic Behaviour
More awareness and self-reflection should have been used in engineering staff and management. There was a clear lack of accountability in the case study. Leaders did not take responsibility for dealing with inappropriate behaviour or making sure that work was recognised fairly. Instead, problems were often ignored or passed between different managers. This allowed unfair behaviour to continue and gave the impression that it was acceptable. As a result, employees may have felt that raising concerns would not lead to action, which can reduce trust in leadership.
Authentic behaviour was also lacking. Being authentic means acting in line with professional values and speaking up when something is not right. In this case, some team members were aware that work was being taken by others but did not challenge it. By staying silent, people avoided conflict instead of standing up for fairness. Leaders should have modelled accountable behaviour by addressing concerns openly and setting clear standards for ethical conduct. This reduced trust within the team and shows how avoiding difficult situations can contribute to a negative workplace culture. 
During a recent house clearance, I discovered a small amount of money hidden under a bed. Without hesitation, I returned it to the owner. Acting with authenticity and accountability is important to me. Being honest and transparent reinforced how vital trust and professionalism are in my work. Even small actions like this help build a positive reputation and strong client relationships. In contrast to this case study, this example shows how taking responsibility and acting transparently can strengthen trust rather than damage it. Reflection  and self-awareness can make you aware of your strengths and weaknesses using (SWOT) analysis and Johari’s window (Luft & Ingram,1955).
Accountability involves individuals being responsible for their actions and being required to explain and justify their decisions (Treviño & Nelson, 2021).
(Treviño & Nelson, 2021)
.

[bookmark: _Toc223683843]5.4 Interpersonal Relationships
In the SMART Engineering case study, interpersonal relationships broke down over time due to a lack of self-awareness and genuine communication (Rogers, 1961). The team divided into groups, creating an “us and them” atmosphere. Gossip and exclusion replaced collaboration, suggesting low psychological safety. Psychological safety means people feel safe to speak up without fear of negative consequences (Edmondson, 1999). When this is missing, teamwork and performance suffer.
Conflict was also not managed effectively. Instead of being addressed early and in a constructive way, tensions were allowed to build up over time. This damaged trust and made it harder for the team to work towards shared goals. Good professional practice involves respectful communication and dealing with conflict in a healthy way, but these skills were not shown consistently in this case. As a result, the breakdown in relationships had a direct negative impact on team morale and overall performance. The Johari Window (Luft & Ingham, 1955) suggests that increasing self-awareness and openness can improve understanding between team members. In this case, limited feedback and open discussion meant that misunderstandings were not addressed early. Without open communication, small issues can quickly escalate into larger conflicts.
In my own experience, I have seen how positive relationships improve performance. During a pressured deadline moving rooms and stock before customers arrived, I focused on listening, supporting colleagues, and communicating clearly. This helped maintain morale and teamwork. This reinforced to me how leadership behaviour directly affects team culture and performance. From this, and lessons learned during my military service, I understand that empathy, respect, and open communication are essential for effective interpersonal relationships (Rogers, 1961).
[bookmark: _Toc223683844]5.5 Professional Integrity
Professional integrity was weakened in this case. Taking credit for others’ work goes against honesty and fairness, and leaders failed to challenge it. This damaged trust and showed a gap between the organisation’s stated values and its actions. Over time, this led to disengagement and staff leaving, harming team culture and reputation. This shows how essential integrity is for both individuals and organisations. Leaders should have clearly addressed credit-taking and reinforced expectations around honesty and fairness. If leaders had acted with integrity and self-awareness, Dr parker and her colleagues may have experienced a more positive professional outcome.   
In my experience as a coffee shop owner, when a staff member accidentally broke a water dispenser, I reassured them and handled it calmly to protect morale. This reinforced to me that integrity involves fairness, empathy, and leading by example (Eriksen, 2015), and that leaders set the tone for how others behave.

[bookmark: _Toc223683845]6. Alternative Approaches: What Could Have Been Done differently?
Both leaders and team members should have taken greater responsibility for addressing unfair behaviour and maintaining ethical standards. Ethical leadership involves accountability and acting in line with professional values (Treviño & Nelson, 2021). Challenging bias earlier and setting clear expectations around fairness could have improved morale and teamwork. Regular feedback sessions and clear reporting procedures may also have helped address concerns before they escalated.
Communication should also have been more professional. Management should have supported Dr Parker’s role and followed proper channels, as open and respectful communication builds trust and prevents misunderstandings.
Stress and workload were poorly managed. When resources did not arrive, deadlines should have been reviewed and risks raised earlier to reduce pressure and conflict.
Overall, earlier action, clearer communication, and stronger accountability could have created a healthier team environment and prevented staff leaving. Research shows that accountability, integrity, self-management, and strong interpersonal relationships lead to better performance, innovation, and retention. By improving these areas, I will strengthen my own business understanding and leadership practice.

Research shows that these behaviours—unbiased decision-making, accountability, authenticity, self-management, integrity, and strong interpersonal relationships-lead to better business outcomes, including improved performance, innovation, employee satisfaction, and retention.
By improving in these areas, I will strengthen my own business understanding and leadership skills.
[bookmark: _Toc223683846]7. Reflection on My Own Professional Practice.
Reflecting on this case study has made me more aware of my own professional behaviour, particularly when dealing with customers during property clearances and in my coffee shop. Although my environment is different, I can see how stress, poor communication, and bias can negatively affect any workplace if not addressed early. It reminded me to stay proactive and professional, especially under pressure.
In my business, I use Kolb’s Experiential Learning Cycle (1984) to reflect on situations and improve my practice. I have recognised that I need to be more confident in raising concerns, documenting issues properly, and challenging unfair behaviour rather than avoiding difficult conversations. I also aim to recognise everyone’s contributions and encourage quieter team members to share their ideas, helping to reduce bias and create a fairer working environment.
This reflection has highlighted key development needs: managing stress under pressure, confidently challenging unfair behaviour, and improving communication in difficult situations. Strengthening these areas will help me respond more professionally, act with integrity, and contribute to a more inclusive and positive work environment. My Personal Development Plan outlines the actions I will take and how I will measure progress.

Smart goals are -
S-specific.
M-measurable.
A-achievable.
R- Relevant.
T-timebound
[bookmark: _Toc223683847]Personal Development Plan 
My Personal Development Plan  has been developed after reflecting on the SMART Engineering case study and my own professional practise. The case study highlighted how poor communication, unconscious bias and weak self-management can negatively affect individuals, teams, and organisations. As a result I have identified key areas for my own development, including managing bias, improving stress and time management, and strengthening communication.  
	Development needs
	Why does this need improving?(linked to case study & theory)
	SMART
Objective.
	Specific
Actions.
	Resources
Required.
	Time frame.
	Evidence of success.

	Managing bias.
	The case study showed that female engineers were overlooked. Highlighting the impact of unconscious bias. In my professional practise I must be self-aware to ensure I am not biased towards my customers  or colleagues. 
	Within 6-9 months, I will complete an unconscious bias training module and apply learning in my workplace, reviewing my behaviour through monthly reflective journaling. 
	Request feedback from at least two colleagues on my communication and decision making to identify any unconscious bias.
	Online module or workshop
	6-9 months with a review after 3 months.
	Evidence of success will include written feedback from colleagues and documented reflection entries demonstrating increased awareness and behavioural change.

	Time management.
	In the case study the deadline was missed which increased stress and frustration. in my business missing deadlines can have negative effect on customer relations.
	I will improve my time management within 6-9 months by using covey’s Time Management Matrix prioritise effectively.  
	Record weekly  workload using covey’s  time Management Matrix and review priorities every Friday using a weekly planner.
	Covey’s time manage-ment matrix module.
Planner and online workshop.
	6-9 months.
	Weekly planner completed consistently and at least 90% of Meeting customer deadlines met over a three-month period.

	Improve stress management under pressure.
	In the case study showed that rising pressure let to conflict and poor behaviour.
I have recognised similar pressure  in my workplace and in myself which indicates a need to strengthen my stress management.
	I will strengthen my stress management  within 12 months by keeping a weekly reflective journal and planning my workload in advance.
	Keep reflective journal and plan workload in advance
	Weekly planning tools and a reflective journal
	12-18 months.
	Evidence of success will include consistent weekly journal entries and reduced last-minute deadline pressure, measured by improved task completion and fewer missed deadlines.

	Communication.
	In the SMART engineering case study, communication was a major issue which caused the team to split. In my own. professional experience communication is crucial, in staff meetings staff were given opportunities to share ideas and give feedback.

	Within 9-12 months, I will improve my professional communication skills by completing a communication workshop and applying structured email and meeting formats in my workplace.
	Practise active listening in meetings and request feedback from at least two colleagues on clarity of communication.
	Online workshop.
Feedback forms.
	9-12 months.
	Evidence of success will include positive feedback from colleagues and improved clarity in written communication demonstrated through structured email formats and reduce misunderstandings.
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Developing this personal development plan has helped me identify the areas I need to improve in order to become more professional. By setting goals for time management, and reducing bias, I now have a clearer understanding of how to improve. I recognise that these skills will support both my academic studies and future employment. I understand that personal development is ongoing, so I will continue reviewing my progress and updating my goals as I gain experience.  
[bookmark: _Toc223683849]9. Conclusion
Doing this assignment made me realise how much professional behaviour matters not just for me, but for everyone at work. The SMART Engineering case study showed that things like poor communication, bias, and weak leadership can seriously damage team performance and lead to staff leaving. Professional behaviour is not just about completing tasks., but also about how you treat others and deal with problems. 
Thinking about the case made me look at my own behaviour. I know I need to get better at handling stress, speaking up when something’s wrong, and being more confident when things get tough. These are skills I want to work on so I can be more professional and contribute to a more positive and professional working environment. 
By learning from this case and following my Personal Development Plan, I aim to become more fair, confident, and professional in my future career.
Doing this assignment really opened my eyes to how important professional behaviour is for everyone at work. The SMART Engineering case study made it clear that things like poor communication, bias, and weak leadership can seriously damage a team and even make people want to leave. Professional practice is not just about completing tasks-it is also about how people are treated and how problems are handled.
Looking back, I can see I need to get better at managing stress, speaking up when something isn’t right, and being more confident when things get tough. I’ve realised that developing professional practice is something you keep working on. By learning from this case and sticking to my Personal Development Plan, I will continue working towards becoming fairer, more confident, and more professional as I move forward in my career.
Top of Form
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