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1.0 Introduction 
Professional practice is important and applies to both employees and organasiations.  Maintaining professional standards helps to promote confidence, ethical conduct and career advancement. Throughout this assignment I will analyse the importance of professional practice and how to identify each factor. The key areas established are self-management, personal cognitive bias, personal unconscious bias, accountability, authentic behavior, interpersonal relationships and professional integrity.  For a long time, the sociological analysis of professional work has differentiated professionalism as a special means of organizing work and controlling workers and in contrast to the hierarchical, bureaucratic and managerial controls of industrial and commercial organizations. (Evetts, 2014)

I will critically review the case study focusing on Dr Parker and analyse how each factor of professional practice affected the project. I will explain how I would have tried to resolve the issues that she faced to overcome the obstacles created within her team.  I will also apply personal experiences from employment that relate to each factor and how I overcame them. Each factor plays a part in how we conduct ourselves in a professional setting and becoming aware of biases promotes professionalism.

I will compile a conclusion detailing my findings, including references used in the appropriate format. I will include a personal development plan that I will create on reflection of critically reviewing the case study and reviewing the factors of professional practice. This can be found in appendix A and will clearly indicate weaknesses and how I intend to improve them to reach professional goals.

1.1 Personal Cognitive Bias
People are susceptible to an array of cognitive biases, which can result in systematic errors and deviations from rational decision making. Over the past decade, an increasing amount of attention has been paid towards investigating how cognitive biases influence information seeking and retrieval behaviors and outcomes. (Azzopardi, 2021). In simple terms, cognitive bias is the way in which an individual thinks.  Biases shape decision making and can influence our judgment without realising it. For example, favoring Indvidual's that are like us can cause inclusion issues and cause conflict.  Blame or praise should be given to an individual based on performance not on how much they are liked or disliked.
Dr Parker faced bias from colleagues that gravitated towards others that shared similar professional experiences. Dr Parker offered insight from a different perspective gained from working on an offshore oil rig but was overlooked by her male colleagues with marketing backgrounds. This not only left Dr Parker isolated, but these attitudes also negatively affected the success of the project with Dr Parkers valuable knowledge being ignored based on differing backgrounds. In this situation, I would encourage a conversation with colleagues, emphasising the qualities that I have, highlighting how different insights and perspectives can be used to create success. 
I have experienced this working alongside a like-minded colleague with a similar background. My intention was to treat all colleagues fairly but would always accept her input with situations without clarifying facts.  A manager brought this to my attention. I was unaware of how this was affecting others, making it difficult for them to approach me.  This left my colleagues feeling unappreciated.  Reflecting on this allowed me to achieve a better understanding of how my actions were affecting others and allowed me to improve relationships at work through self-awareness.

1.2 Personal Unconscious Bias
Unconscious biases are often ignored in organizations; thus, it becomes more important to identify them so that we can build strong and competent organizations. In present dynamic and competitive business situations, you need to be well aware about those concerns of the organizations where these biases exist. (Himani Oberai & Anand, 2018).  Plainly speaking, bias can be formed on characteristics such as gender, age, race, appearance etc. We are often unaware, and they can affect the way in which we react to others. These can be influenced by past experiences. It is important to recognise unconscious bias in the workplace to ensure a fair environment and equal opportunities.
Dr Parker faces biases based on being a female working in a male dominated industry. Dr Parkers wife is also a member of the team and colleagues do not appear to feel comfortable with this.  Bias is apparent and can be seen when colleagues stop talking when Dr Parker and her wife enter the room causing inclusion issues for both. Blame was also placed on Dr Parker for the deadline of the project not being met and management consulting with the team without Dr Parker present indicates that she is judged by her gender not her ability.  The key factor for the delay to the project was management not adhering to promised resources not Dr Parkers ability based on being female.
In previous employment, groups were formed in age. Older colleagues tended to disregard suggestions from younger members, creating an “us” and “them” divide.  A young colleague was lacking confidence to contribute to staff meetings, so I suggested as a team that we complete feedback and peer reviews on each other. This worked well and allowed us all to develop a better understanding of each other's unconscious biases and proved to the elder staff that new fresh ideas are valuable.

1.3 Accountability 
Changing trends and the nature of the work force dictate increased personal responsibility by employees and expanded use of self-management practices. Nevertheless, organizations also feel the need to maintain external control. We propose a progressive view of accountability theory which can resolve the dilemma of how internal and external control can effectively coexist.  (Dose & Klimoski, 1995). To explain simply, accountability is when an individual is responsible for their own behaviors and actions. Taking accountability when errors are made helps promote honesty. Lacking accountability can affect the productivity of the business, create low morale and a hostile environment. 
Dr Parker faced a lack of accountability from management which led to the project not being completed by the deadline. Resources that had been previously promised conveniently were forgotten. Not only was the productivity of the business affected but the trust between Dr Parker, her team and management has now diminished, leaving Dr Parker feeling isolated and undervalued. If faced with this situation, I would set up a meeting addressing any grievances and explaining the delay based on failed resources. This may help the team see that Dr parker was not fully responsible for the delayed deadline of completion.
In my experience, a colleague at work had no regard for the way in which she conducted herself in front of a venerable service user’s. I addressed my concerns to her directly and she accepted no accountability for her actions, continually making excuses for her behavior. I then reported this to management who advised that the necessary action would be taken. Management was reluctant to address the issue as the individual concerned helped with covering any unallocated calls.  I was aware that her behavior was also reported by colleagues who had witnessed the same actions. This led to low morale and distrust of management.  A meeting with team members and management was arranged where colleagues and I addressed our concerns and our frustrations.  Management accepted that action needed to be taken and dealt with the situation by taking accountability for not acting sooner.

1.4 Authentic Behavior
Concept of authenticity informs a number of central topics in management studies. On the surface, it might seem that a consensus exists about its meaning; there is indeed widespread agreement that authenticity refers to that which is “real” or “genuine” or “true.” (Lehman et al., 2018). In short, authentic behavior ensures that you stay true to yourself, values and beliefs. Showing authenticity in the workplace helps create genuine friendships, builds trust, increases productivity and enables job satisfaction. Being hesitant to admit that you do not understand how to complete a task shows a lack of vulnerability which in turn will cause decreased productivity and trust.
The case study shows that Dr Paker encountered unauthentic behavior from her team with colleagues continuing to discuss Dr Parker without her being present and choosing to never address the issues with her directly.  Leaving her unable to trust her colleagues with no opportunity to resolve the issues and minimising the chance of reconciliation within the team. In this situation, I would set clear boundaries and encourage open communication, ensuring that the team were aware of my experience and capabilities. I would encourage transparency to avoid a negative environment at work.
During a supervision session with my team leader, she discussed another colleague and the reason as to why she was on leave. I previously had full trust in her and would feel comfortable discussing any work related or personal issues that I faced. Following the session, I felt anxious any time I had to address any work-related matters and no longer shared any personal information with her. I felt that she could be discussing our conversations with colleagues. To overcome these feelings, upon reflection I found it necessary to address my concerns with my manager explaining that a team leader should lead by example. She took ownership of her poor judgment and assured me that it would never happen again.

1.5 Professional Integrity 
“Integrity, a standard of personal morality and ethics, is not relative to the situation you happen to find yourself in and doesn’t sell out to expediency. Its short supply is getting shorter—but without it, leadership is a façade.” (Peer,2024).  At its core, professional integrity is shown when an individual is transparent and can maintain consistency so that their values meet their actions. It is important to hold a high standard whilst being monitored by management or working alone. Employees with professional integrity are trustworthy and reliable and often take full responsibility for any mistakes made.  Lack of professional integrity can not only affect the employee's reputation but can affect the reputation of the business and can be severely damaging in professional industries.
While Dr Parker was working on a separate project, she was asked by a male colleague for an update for him to relay the information to his team. This led Dr Parker to feel that she was unable to share any information with team members in fear that they would take ownership of her work, leaving her to feel isolated and unable to share her knowledge.  Lack of professional integrity has led to poor project management. If I was in this position, I would address my concerns, highlighting the importance of integrity and equality.
In my profession, support should be delivered fairly.   I have witnessed how a member of staff treats individuals differently based on being monitored by management or when she thinks she is not being monitored.  This indicates a lack of professional integrity. When I witnessed this behavior, I addressed it with the colleague involved explaining that we are in a position of trust and have a duty of care for the individuals that we support. Her actions negatively affected the trust the services users had in sessions with the rest of the team. When this behavior continued, I reported the behavior to management which resulted in an investigation and my colleague placed on a performance review. 

1.6 Interpersonal Relationships
Relationships are a key part of the fabric of organizational life. Work itself is an inherently relational act with relationships playing an essential role in the development of a viable and meaningful work life. (Allen, T. D., & Turner, L. 2012).  In simple terms, interpersonal relationships are formed by interacting with others in the workplace. Emotional bonds can be formed so it is important to remain friendly and understanding even when conflict can arise.  Positive relationships are vital to help with the growth of the business.  It is important to understand how to communicate appropriately whilst working alongside individuals from different cultures and backgrounds.
Dr Parker was unable to form positive interpersonal relationships at work due to a lack of trust with colleagues. Their lack of willingness to address issues directly with her, judging her ability for success on being female and taking ownership of her work left Dr Parker with minimal chance to build positive relationships at work.
I have experienced this working alongside a close friend. Due to the longstanding relationship, I would always offer her more help. I was unaware of how this was affecting others.  A colleague brought this to my attention explaining that I made her feel unincluded and left out. Following the conversation, I was more mindful of this, improving self-awareness enabled me to build a better bond with the team.


1.7 Self-Management  
Self-management skills enable us to manage our behaviors, emotions, and thoughts so that we can be productive, manage and achieve our goals. Self-management skills require us to take ownership, take initiative and help us to maintain focus. They help us understand our personal responsibilities and take accountability for our actions. They also mean we can deal with different situations appropriately, particularly when they are stressful.   (Glover,2024).  Fundamentally, self-management is having the ability to regulate thoughts, behaviors and emotions in an appropriate manner to reach goals professionally and personally. These skills are important to increase performance and increase your employability, enabling career progression and personal growth.
The success of the project was negatively impacted by the lack of self-management skills within the team. Dr Parker felt unseen and underappreciated, which led her to feel that she had no option but to resign from her post. Throughout the case study, the issues of Dr Parker being a female continually arising and appearing to be the main reason that her colleagues think that the deadline is not being met, could have been avoided with effective commination. Dr Parker is also lacking self-management skills by not addressing these biases. If in this situation I would encourage team building training courses based on mindfulness and schedule regular meetings to set clear project goals. Team meetings are important to become familiar with colleagues.
Working in the health care industry, I have experienced issues with a colleague that lacked self-management skills. Working with individuals with mental health issues means that sessions need to be held at a time confirmed and discussed with our service users to avoid breakdown of set routines. A member of staff often turned up late to sessions which upset the service users. It also created tension within the team who then had to manage the service user's emotions. When tensions escalated, I felt it necessary to address this issue.  She was less experienced and spent longer than needed during allocated calls. I suggested that she take the online course provided by the organisation. This allowed her to understand appropriate timings and how to ensure you stay on time for all sessions.   

2.0 Conclusion
Following critical analysis of the case study regarding Dr Parker it is evident that the lack of professional practice has negatively affected the success of the project. The lack of personal cognitive and unconscious bias, limits innovative ideas and creativity. This is apparent when Dr Parkers ability is being judged by gender and originates from a different industry background. Dr Parker faces lack of accountability from management when resources that were promised were conveniently forgotten leading to the delay of the project confirming colleague's beliefs that a female is not competent enough to lead a project of this nature. Lack of authentic behavior is shown when colleagues refrain from talking when Dr Parker appears and choose to not address concerns directly with Dr Parker. Essentially, without accountability and authenticity trust has decreased affecting the success of the project. Dr Parker questions the professional integrity of her colleagues when a male colleague asked for an update on a separate project and relayed the information to his team accepting ownership of Dr Parker’s work. Professional integrity promotes ethical standards in the workplace and can cause an erosion of trust if not shown amongst colleagues and management within the organisation.  Dr Parker was unable to form positive interpersonal relationships at work formed on the negative experiences that she encountered. Interpersonal relationships are important to allow collaboration and encourage diverse perspectives.  Without positive relationships being formed at work it can lead to low morale and decreased productivity when issues are not directly addressed or resolved.  The lack of self-management skills within the team consistently affected the productivity of the project.  Communication between colleagues and management was nonexistent and communication could have essentially allowed conversations to take place to resolve the issues apparent in the case study.  Critically reviewing the case study has highlighted the importance of each factor of professional practice and that lack of professional practice negatively affected the success of the project. 
Critically reviewing the case study, I have gained insight into the importance of each factor of professional practice and the knowledge has presented me with the opportunity to improve specific areas. I understand the importance of becoming aware of any biases to improve professional goals. This has allowed me to become aware of my own behaviors and gain insight into areas that I need to improve on to achieve career progression. I will create a Personal development to priorities goals and measure progress.  See Appendix A.

2.1 Self-reflection and Personal Development Plan (PDP)
Completing analysis of the case study, I have identified areas that I need improve when looking at the seven principles of professorial practice. The reflective model that I used to identify the areas that I need to improve is Kolb (1984).  “The learning cycle is an accessible way of expressing both the importance of experiential knowledge and the link between theory and practice” (Vince, R.2022). Kolb’s experiential learning cycle consists of four stages, concrete experiment (CE), reflective observation (RO), abstract conceptualisation (AC) and active experimentation (AE).  
Following reflection on past experiences in employment, using Kolb’s learning cycle and considering the factors of professional practice I have discovered several areas that I need to improve.

Unconscious bias
	(CE) Working alongside a new male member of staff, being dismissive and believing that men are not empathetic and caring enough to work in the social care industry. 
	(RO) Reflecting on the shift with the male colleague it was apparent that he was competent to carry out all tasks empathetically and in the appropriate manner, this allowed me to challenge my own beliefs and question myself as to why I felt the way that I did previously.

	(AC) Following reflection I would have acted differently and offered help and offer understanding opposed to judging a male's ability on his gender not his caring ability.
	(AE) Next time working with a new male member of staff, I will ensure to be friendly, helpful and open to accepting a male colleague and show the same treatment as I would that of a new female support worker.



Self-Management
	(CE) - Lacking focus in work when distracted with emails and conversations with coworkers. Often procrastinating when trying to return to tasks at hand.
	(RO) On reflection, I question why I get distracted easily and why it is so hard to focus on tasks especially after chatting with coworkers.

	(AC) Research techniques to help with allowing short breaks and managing time to complete tasks such as replying to emails, daily notes etc. 
	(AE) To establish and maintain daily structure and routines by limiting distractions. Comply with techniques to allow breaks to increase productivity.




Self-Management
	(CE) Letting emotions interfere in professional decisions. Reacting with 
emotion instead of procedures when close bonds are formed clouding judgment on the decisions made.
	(RO) Reflecting on the situation after the experience allows me to consider if I made a logical decision or whether the d was emotionally charged allowing me to improve situations that may arise in the future.

	(AC) To use swot analysis and decision matrices to make decisions on logic not emotion.  Practice using these tools to explore strategies to control emotional regulation.
	(AE) Establish a bond with colleagues to encourage feedback so that if a similar situation arises again that it will allow me to make a balanced rational decision not charged by emotion. 





Interpersonal Relationships
	(CE) Interrupting colleagues without intent to cause offence and frustration in team meetings.
	(RO) Upon reflection, it can be seen as disrespectful, not allowing colleagues to finish their sentences and not allowing them to express their thoughts fully. I often feel guilty and aim to improve in order to build better relationships at work and advance my career.

	(AC) Come up with theories to overcome interrupting colleagues in meetings such as weekly practice group sessions with friends, counting silently to ensure speaker has finished addressing and look for opportunities to add to the discussion and not to interrupt.
	(AE) Practice active listening and allow adequate timing before speaking to create a productive atmosphere avoiding conflict. 



Interpersonal Relationships
	(CE) Engaging in conflict in a professional manner and not responding negatively or disrespectfully when disagreements happen at work. I have a direct approach and can bluntly give my opinion. This upset a colleague and affected our work relationship negatively.
	(RO) Reflecting on this instance, I questioned what I could have said to cause conflict and tried to consider her perspective on the situation and reflect on how our personalities differ. 

	(AC) To avoid this happening again I looked at training courses to allow me to gain the skills to address conflict and resolution in a professional unoffensive manner.
	(AE) Using techniques learned to develop open communication skills to improve interpersonal relationships with colleagues.



I will create a Personal development plan using the smart technique to ensure that areas of weakness are indicated and how I intend to improve and develop my skills. See Appendix A
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4.0 Appendix A Personal Development Plan (PDP)

	Area of Weakness
	Specific Weaknesses
	How I intend to Improve
	What is my target date

	Unconscious Bias
	Stereotyping collages on personal characteristics
	I will take the two e-learning training courses available in my organisation
EDTI course and
Unconscious bias course

	4 weeks

	Self-Management
	Lackin focus on work when distracted by notifications, emails and conversations with colleagues.
	Use the Promodora technique daily.
Takin a 5-minute break for composure every 30 minutes.
Allow set times to reply to emails and interaction with colleagues when work tasks are complete.
	 8 weeks

	Self-Management
	Letting emotions interfere with decisions made in the organisation
	Use tools such as swot analysis and decision matrices focusing on facts rather than emotions.
	8 weeks

	Interpersonal Relationships
	Active listening to all colleagues without interrupting
	Weekly group practice with friends, allowing full attention and counting to three when the speaker pauses to ensure to not interrupt.
	6 weeks

	Interpersonal Relationships
	Dealing with conflict with colleagues in a calm, professional manner
	Take part in the conflict and resolution group training course available through my organsiation.

	10 weeks



	
	
	



image.png
Y Drindod Dewi Sant

ty Saint David





