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[bookmark: _Toc241576801]Introduction
Professional practice involves more than completing occupational tasks. It includes how individuals manage their behaviour, responsibilities, relationships and decisions. Effective practice requires self-awareness, interpersonal competence and reflection on how behaviour influences others and workplace outcomes. Research indicates that workplace-relevant non-cognitive competencies can be developed through learning and development activities (Martin-Raugh et al., 2020).
This report critically reviews the SMART Engineering case study (SMART Engineering case study, n.d.), which highlights challenges involving gender dynamics, affinity bias, communication, trust, accountability and professional relationships. It considers the experiences of Dr Alice Parker, an engineer and project lead, and James Parker, the team leader, particularly regarding the exclusion of female engineers and the influence of affinity bias.
The analysis examines five areas: self-management, accountability and authentic behaviour, personal, cognitive and unconscious bias, interpersonal relationships and professional integrity. These are considered alongside relevant literature and my experience of running Made by Monia. The report examines what happened, why, who was affected, the consequences and what could have been done differently. Reflection then informs my development needs and SMART Personal Development Plan (PDP) in Appendix A.
1. [bookmark: _Toc241576802]  Self-Management 
Self-management refers to an individual's ability to regulate behaviour, manage responsibilities and make appropriate decisions while working towards professional objectives. It includes managing competing demands, emotions, time and priorities. Research suggests that employee self-management is associated with how individuals manage their work, while effective time management can contribute to reduced workplace stress (Morikawa et al., 2025; Ravari et al., 2020).
The SMART Engineering example shows how self-management can be impacted by workplace pressure. Alice was in charge of a significant project that involved designing parts for an electric vehicle, but by November 2022, it seemed likely that the project would fall short of its December 20 target. The case highlights a number of contributing factors, such as team conflict, biased views, unavailable promised resources, and mounting pressure as the deadline drew near. Besides, leadership made direct contact with team members without Alice's understanding, which led to the project's communication problems.
People had to control their emotions and stay focused on the project's objectives in this difficult atmosphere. In particular, the instance highlights self-management as a domain that necessitates taking into account how team members control their feelings and responses while addressing gender dynamics and affinity bias. In this case, effective self-management would therefore mean keeping a professional focus while identifying and handling interpersonal challenges correctly.
A relevant example from my own professional practice occurred while managing an order for 60 personalised baptism invitations. The customer initially provided 49 of the required 60 names. As the production and dispatch date approached, I experienced increasing pressure because the missing information prevented me from completing the order. I contacted the customer twice because I needed the remaining information to produce the invitations accurately. However, the customer did not respond, and I could not complete the order as originally planned.
My actions were partly effective because I communicated the problem rather than ignoring it. However, I recognised that I had reacted to the problem rather than preventing it. I could have established a clear deadline for receiving all personalisation information before production began. This would have allowed me to plan my workload more effectively and communicate the possible consequences of late information.
The experience taught me that self-management involves anticipating potential difficulties rather than simply responding to them. I also recognised that uncertainty can increase pressure when priorities and deadlines are not clearly controlled. In future, I will set clearer information deadlines for personalised orders, monitor outstanding information and communicate potential consequences earlier. This development need will inform my PDP in Appendix A.
2. [bookmark: _Toc241576803]Personal, Cognitive and Unconscious Bias 
Bias can influence how individuals interpret information, evaluate others and make professional decisions. Personal bias refers to an individual’s preferences, attitudes or assumptions about other people, which can influence how they perceive and respond to others in professional situations. It is important to distinguish different forms of bias rather than treating every assumption as unconscious bias. Cognitive biases can arise when individuals use simplified information-processing strategies, potentially leading to systematic errors in judgement (Berthet, 2022).
The SMART Engineering case provides evidence of several forms of bias. First, the case describes affinity bias, stating that team members gravitate towards colleagues with similar backgrounds and experiences. Alice explains that many colleagues came from similar energy companies, where as her previous experience was as a chief engineer on an offshore oil rig. She consequently felt that her different background contributed to her opinions being overlooked. Because similarity seems to affect who is listened to and whose experience is valued, this can be interpreted as a personal or interpersonal preference. The repercussions are serious since important viewpoints might be overlooked. According to the case itself, important viewpoints are being excluded due to a lack of inclusivity. There is evidence of bias based on gender in this case as well. The problem of a woman in charge of a significant project keeps coming up in discussions, and Alice notes that female engineers are frequently disregarded in meetings. Despite having a wealth of professional experience, her expertise seems to be in doubt. This illustrates how assumptions about gender can influence perceptions of competence.
Cognitive bias may also contribute to the situation. (Berthet, 2022) explains that cognitive biases can affect professional judgement when individuals rely on simplified information-processing strategies. For example, confirmation bias can involve interpreting information in ways that support existing beliefs. In the SMART Engineering case, repeatedly overlooking female engineers' contributions may reinforce existing assumptions about whose expertise is valuable.
However, it is important not to claim that every behaviour in the case was definitely unconscious. Unconscious or implicit bias refers to processes that can influence judgements without full conscious awareness, but evidence of behaviour alone does not always establish the psychological mechanism behind it. Research also indicates that the relationship between implicit bias and behaviour is complex (Greenwald et al., 2022). Therefore, the case provides evidence of biased outcomes and affinity bias, but it does not allow every individual motivation to be established with certainty.
My own workplace example demonstrates why this distinction is important. During the baptism invitation order, I assumed that the customer would provide the remaining names shortly. This assumption influenced my planning because I did not establish a firm deadline. However, I cannot conclude that this was unconscious bias because there was insufficient evidence to establish that an unconscious process caused the decision. Instead, it was a personal assumption that was not adequately supported by evidence. I learned that I need to question assumptions before making decisions. In future, I will check the evidence available, identify assumptions and establish clear deadlines rather than relying on expectations. This will support more objective decision-making and reduce avoidable workload problems.
3. [bookmark: _Toc241576804]Accountability and Authentic Behaviour
[bookmark: _Toc241576805]3.1 Accountability
Accountability refers to responsibility for actions, decisions and their consequences. In professional practice, it involves taking ownership of responsibilities, recognising problems and taking appropriate action. Research suggests that accountability can encourage responsibility for decisions and actions and is influenced by workplace relationships and expectations (Natria et al., 2022; Stewart et al., 2023).
A relevant example of accountability is the SMART Engineering instance. As the team's leader, James Parker presides over meetings. According to the complaint, female engineers are frequently disregarded and are not asked for their thoughts on novel concepts or products. Alice recounts a scenario in which a male colleague was asked about a project she had been working on for three months during a team meeting. James had a need to make sure that important team members got a chance to contribute in his capacity as team leader and meeting chair. Effects go beyond only Alice. While the contributions of other female coworkers were similarly given credit to male coworkers, Alice expressed feeling invisible within the team. Because she was afraid that someone else would take credit for her efforts, Alice was less inclined to share project details, which further led to conflict in the team. By making sure that important contributions were acknowledged and that all engineers had suitable opportunity to speak at meetings, the problem could have been handled differently. Understanding and addressing the impact of exclusion on Alice and other female engineers would be necessary for greater accountability.
This relates to my own professional practice. In the baptism invitation order, I contacted the customer twice when information was missing. Although the customer was responsible for providing the names, I was responsible for managing the process within my control. My actions were therefore only partly effective. I learned that accountability does not mean accepting responsibility for everything that happens; it means taking ownership of the aspects of a process that I can influence.
The experience taught me to communicate risks earlier, establish clear expectations and monitor outstanding actions. This learning is consistent with the SMART Engineering case because both situations demonstrate the importance of recognising responsibilities before a problem becomes more difficult to manage.
[bookmark: _Toc241576806]3.2 Authentic Behaviour
Authentic behaviour involves acting consistently with one's values and maintaining consistency between beliefs, communication and actions. Authenticity at work has been associated with professional motivation and well-being (Van den Bosch & Taris, 2018).
The SMART Engineering case raises questions about whether individuals consistently demonstrate the values associated with an inclusive and professional workplace. The case states that female engineers are overlooked during meetings and that their contributions may be attributed to male colleagues. It also describes a lack of trust and communication within the team. Authentic professional behaviour would require individuals to acknowledge these problems rather than ignoring them. For example, colleagues who recognise that female engineers are being excluded could challenge the behaviour and support equal participation. The case also asks whether team members demonstrate authentic behaviour in acknowledging and addressing gender dynamics and affinity bias. 
In my own business, I demonstrated authentic behaviour when I communicated honestly with the customer about the missing personalisation information. I did not pretend that the order could be completed without the required details. This was consistent with my professional values of honesty, accuracy and reliability.
However, reflection showed that authenticity should also involve communicating expectations from the beginning. I could have explained the information deadline before production started. I therefore learned that authentic behaviour is not only about being honest when a problem occurs. It also involves transparent communication before difficulties arise.
4. [bookmark: _Toc241576807]Interpersonal Relationships
Interpersonal relationships are important to professional practice because effective collaboration depends on communication, trust and mutual understanding. Positive relational conditions can support organisational functioning, while transparent communication can contribute to relational trust and satisfaction (Boyatzis & Rochford, 2020; Wang, 2020). The SMART Engineering case demonstrates significant relationship difficulties. Team conflict had become common as the deadline approached, while biased attitudes had damaged trust and effective communication. Management also communicated directly with team members without Alice's knowledge. These behaviours contributed to a divided team, which Alice described as “us and them”. 
Alice and the other team members felt the effects. Trust and willingness to share information were impacted when female engineers were disregarded and their contributions were credited to male colleagues. According to Alice, she became guarded because she was worried that someone else would claim credit for her efforts. More opportunities for all team members to participate, more inclusive communication, and clearer recognition of contributions could have all helped to improve the situation. The case specifically calls for taking into account how relationships were impacted by gender and affinity bias as well as whether teamwork and communication fostered an atmosphere where team members felt appreciated.
My own workplace example involved communication with a customer who had not provided the remaining information required for an order. I contacted the customer twice, but there was no response. My actions showed an attempt to maintain communication, but I recognised that effective interpersonal relationships require clear expectations from both sides. I should have communicated the deadline and consequences of late information earlier and, where appropriate, requested an alternative contact method. The experience taught me that communication is not simply about initiating contact. It requires clear expectations, appropriate follow-up and shared understanding. I therefore need to develop more proactive communication practices, particularly when another person’s response affects my ability to meet a deadline.
5. [bookmark: _Toc241576808]Professional Integrity 
Professional integrity involves acting consistently with ethical values and professional standards. It includes honesty, responsibility, accuracy and appropriate professional judgement. Character and ethical judgement are important components of professional behaviour (Arthur et al., 2021), while personal responsibility is also relevant to how individuals respond to the consequences of their actions (Blasco, 2022).
Because biased behaviour is impacting communication, contributions, and project outcomes, the SMART Engineering case raises questions about professional integrity. According to Alice, male coworkers are given credit for both her and her female colleagues' contributions. She is also afraid that someone might pass off her work as their own, so she feels unable to disclose project details. These actions affect more than just interpersonal relationships. The case identifies possible repercussions for the contract, additional expenses, and the company's reputation in addition to stating that the project was in danger of missing its deadline. The case therefore demonstrates that professional integrity is connected to project performance and organisational reputation. The case specifically asks for consideration of the implications of allowing gender and affinity biases to persist for project success and company reputation. 
In my own professional practice, I demonstrated integrity by refusing to complete invitations using unconfirmed information. Producing the remaining invitations with assumed names could have resulted in inaccurate products and negatively affected the customer. I contacted the customer instead because accuracy was an important professional standard. My action was appropriate, but reflection showed that professional integrity also involves preventing avoidable problems. Establishing clear requirements and deadlines before production would have supported both accuracy and transparency. I learned that professional integrity is not limited to the final product. It also involves how responsibilities, information and expectations are managed throughout the process.
6. [bookmark: _Toc241576809]Reflection and Professional Development
Reflection enables professionals to examine experiences, understand their actions and identify opportunities for development Faller et al. (2020) identify reflection as an important element of workplace learning. Kolb's Experiential Learning Cycle provides a structured approach to learning from experience through four stages: concrete experience, reflective observation, abstract conceptualisation and active experimentation (Kolb, 1984). The publication details of Kolb's original work confirm the 1984 Prentice-Hall edition. 
[bookmark: _Toc241576810]Concrete experience
My significant workplace experience involved the order for 60 personalised baptism invitations. The customer provided 49 names and did not provide the remaining information despite two attempts to contact her. As the production date approached, the missing information increased pressure and made workload planning more difficult.
[bookmark: _Toc241576811]Reflective observation
Initially, I viewed the situation mainly as a problem caused by the customer. However, reflection helped me recognise that I also had responsibility for managing the process. Although I had contacted the customer, I had not established a clear deadline for receiving the information. My actions therefore addressed the immediate problem but did not prevent it.
[bookmark: _Toc241576812]Abstract conceptualisation
The analysis of the SMART Engineering case and my own workplace example strengthened my understanding of self-management, accountability, bias, interpersonal relationships and professional integrity. I recognised that professional practice requires proactive planning, clear communication, evidence-based decision-making and consideration of how individual behaviour affects others.
The SMART Engineering case particularly helped me recognise that exclusion and assumptions can affect trust, communication and participation. Alice's experience demonstrates the consequences of being overlooked, while the affinity bias described in the case shows how similarity can influence workplace interactions. 
[bookmark: _Toc241576813]Active experimentation
I will apply this learning by establishing clearer deadlines for personalised orders, monitoring outstanding information, questioning assumptions and communicating potential risks earlier. I will also use alternative communication methods where appropriate. These actions are intended to improve my planning, communication and accountability and reduce avoidable pressure.
Having critically reviewed the case study and reflected on my professional practice, I identified five development needs: workload planning, proactive communication, evidence-based decision-making, stress management and accountability. These areas are specific to my own professional practice rather than changes that I expect other people to make. The full SMART objectives, actions, measures and review dates are presented in Appendix A.
[bookmark: _Toc241576814]Conclusion
This report has critically examined professional practice through the areas of self-management, accountability and authentic behaviour, personal, cognitive and unconscious bias, interpersonal relationships and professional integrity. The SMART Engineering case demonstrates how gender dynamics, affinity bias, communication difficulties and a lack of inclusion can influence individual experiences, team relationships and project outcomes. The case specifically highlights the experiences of Alice and other female engineers, whose contributions were repeatedly overlooked, and the role of James as team leader and chair of team meetings. 
The analysis also enabled me to examine my own professional practice through the example of the 60 personalised baptism invitations. Although the situation was partly caused by missing customer information, reflection helped me recognise the aspects of the process that I could control. I learned that I need to establish clearer expectations, communicate potential risks earlier, question assumptions and monitor outstanding information more systematically. Using Kolb's cycle helped me move from describing the experience to identifying what I had learned and what I should do differently. The resulting development needs focus on changes that I can personally make in my professional practice. These have been converted into specific SMART objectives in Appendix A, including measurable actions, timescales and review points.
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[bookmark: _Toc241576816]Appendix A- SMART Personal Development Plan
	Development area
	Specific development need / SMART objective
	Action
	How success will be measured
	Resources/support
	Target/review

	Self-management
	Improve workload planning by managing customer-dependent deadlines more proactively
	Set and confirm a deadline for all required customer information before starting personalised orders. Review outstanding information at least twice each week
	At least 90% of personalised orders have a confirmed information deadline before production begins
	Digital calendar/order tracker
	Implement within 4 weeks/ review after 3 months

	Communication
	Communicate potential delays and outstanding information earlier
	Contact customers promptly when required information is outstanding and explain how delays may affect production or dispatch. Use an alternative contact method where appropriate
	100% of outstanding customer information is recorded and followed up according to the agreed deadline
	Order tracker, customer records
	Implement within 4 weeks/ review monthly for 3 months

	Decision-making / cognitive bias
	Improve decision-making by questioning assumptions before acting
	Before making decisions affected by incomplete information, identify the assumption being made and check what evidence supports it
	Record at least one relevant assumption and the evidence considered each month
	Order records; personal reflection notes
	Start immediately/review monthly for 3 months

	Stress management
	Reduce avoidable work pressure by planning potential problems earlier
	Use a weekly planning session to identify urgent orders, missing information and approaching deadlines, and record actions required
	Record weekly planning for at least 10 consecutive weeks and identify whether outstanding issues are resolved before becoming urgent.
	Calendar/planner order tracker
	Begin next week/ review after 10 weeks

	Accountability
	Strengthen ownership of processes within my control
	Monitor outstanding customer information and deadlines and take action before a risk becomes a significant delay
	Review the order tracker weekly and record actions taken on outstanding issues; achieve weekly reviews for 10 consecutive weeks
	Digital order tracker personal review
	Implement within 4 weeks review after 10 weeks


Table 1. SMART Personal Development Plan
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