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Introduction
Professional practice is not only about having the technical skills required to complete a job. It also involves how people behave, communicate, manage pressure and take responsibility for their actions. Good professional practice can create trust, respect and effective teamwork, while poor practice can lead to conflict and reduced performance (Eva et al., 2024). The SMART Engineering case study demonstrates several problems involving accountability, authentic behaviour, self-management, bias, interpersonal relationships and professional integrity. These problems affect Dr Alice Parker, her colleagues and the wider organisation. This report critically reviews the professional practice shown in the case and considers what could have been done differently. It also relates the case to my own experience as a personal trainer and identifies areas for my future development.
1. Accountability
1.1 Definition and Importance
Accountability means accepting responsibility for decisions, actions and their consequences. It is important in professional practice because people need to understand their responsibilities and be prepared to explain their decisions. Within a team, accountability should be shared between managers and employees. Clear accountability can build trust, while a lack of accountability can create blame and confusion (McGregor, 2023).
1.2 Case Study
There are clear accountability problems within SMART Engineering. Senior management had apparently promised resources but failed to provide them. The project was already behind schedule, so the lack of resources may have contributed to the delay (Li et al., 2021). Although the project had several problems, it would be unfair to place all responsibility on Alice. Management should have accepted responsibility for resources or communicated honestly when they could not be provided. Management also spoke directly to team members without Alice's knowledge. Although pressure from the approaching deadline may have caused this, it could have undermined Alice's authority as project lead. A better approach would have been to work with Alice and identify the causes of the delay together (Cooper et al., 2023). Accountability was also lacking among team members. Alice states that female engineers were regularly overlooked and that some male colleagues knew this was happening but did not challenge it. The Equality Act 2010 (c.15; 2010) provides legal protection against discrimination in the workplace, including discrimination based on sex. Therefore, SMART Engineering has a responsibility to ensure that employees are treated fairly and that discriminatory practices are not allowed to continue. This suggests that accountability should not only come from management. Employees also have a responsibility to support fair and respectful behaviour. The consequences included reduced trust, conflict and poor communication. Alice became reluctant to share information because she feared another person would receive credit for her work. This could further damage project performance because engineering teams depend on sharing information and knowledge (Akuhe, 2023).
1.3 Personal Workplace Example
As a personal trainer, I experienced a situation where a client was unhappy with their progress. I initially thought the problem was mainly because the client was not following the programme consistently. However, after discussing the situation, I realised that I also had responsibility because I had not reviewed the programme regularly enough. I accepted my part in the problem, changed the programme and increased progress reviews. This experience taught me that accountability is not about blaming someone but about recognising my own responsibility and taking action through self-reflection. (Kopac et al., 2025).
1.4 Conclusion
SMART Engineering needed clearer responsibilities, better communication and greater accountability from both management and employees. My own experience also showed that accepting responsibility can help to rebuild trust and find solutions.
2. Authentic Behaviour
2.1 Definition and Importance
Authentic behaviour means being honest and genuine while remaining respectful and professional. It is important because effective working relationships depend on trust. Employees should be able to discuss concerns openly rather than relying on gossip or indirect communication (Kleynhans, 2022).
2.2 Case Study
The case demonstrates a lack of authentic behaviour through gossip, whispering and conversations stopping when Alice and her wife enter a room. These actions suggest that team members were uncomfortable discussing their concerns openly. If there were genuine concerns about Alice or the project, they should have been discussed directly and professionally. Indirect communication can make workplace problems worse because it does not allow the person involved to explain their position. It can also turn assumptions into accepted beliefs (ul Haq and Faizan, 2023). Management also needed to communicate honestly about resources. If promised resources could not be provided, this should have been explained clearly (Helle and  Roberts, 2024). Alice's response can also be considered critically. She became guarded because she feared colleagues might take credit for her work. This is understandable, but it could reduce cooperation. Documenting her work and raising concerns through appropriate channels would have allowed her to protect her contribution while continuing to communicate with colleagues (Zara et al., 2023).

2.3 Personal Workplace Example
As a personal trainer, I have worked with clients who wanted faster results than I believed were realistic. Instead of agreeing simply to keep the client happy, I explained why a gradual approach was more appropriate. Although the client was initially disappointed, honest communication helped us agree on a suitable programme. This showed me that professional authenticity sometimes requires difficult conversations. The SMART Engineering team needed more open and respectful communication. My own experience demonstrates that honest communication can sometimes be difficult, but it can also strengthen trust and prevent misunderstandings (da Silva et al., 2025).
3. Self-Management
3.1 Definition and Importance
Self-management is the ability to manage emotions, behaviour and reactions in professional situations. It is particularly important when people experience pressure or conflict. Effective self-management allows individuals to recognise their emotions without allowing them to control their professional behaviour (Tian and Guo, 2024). 
3.2 Case Study
The SMART Engineering team was under pressure because the project was behind schedule and the deadline was approaching. Alice experienced additional pressure because she felt that her expertise was not valued and that her work might be taken by others. Her decision to become more guarded can therefore be understood as a reaction to the situation. However, self-management also requires considering the effect of personal reactions on others. By sharing less information, Alice may have made collaboration more difficult, even though her concerns were understandable. A more constructive approach could have involved documenting work, discussing concerns with management and establishing clear ownership of tasks. Management also needed to manage pressure effectively. The approaching deadline may explain why managers wanted information quickly, but it did not justify bypassing the project leader. Managers should have focused on solving the underlying problems rather than increasing pressure on the team ( Saha et al., 2023).
3.3 Personal Workplace Example
As a personal trainer, I have dealt with clients who became frustrated during training. In one situation, a client felt they were not progressing quickly enough. I initially felt frustrated, but I recognised that reacting emotionally would not help. I remained calm, listened to the client and agreed on smaller goals. This helped reduce the tension and taught me that I can control my own response even when another person is frustrated. The case shows that self-management is important for both employees and managers. Remaining calm and focusing on solutions could have reduced some of the conflict within the team (Fletcher et al., 2024). 
4. Personal, Cognitive and Unconscious Bias
4.1 Definition and Importance
Bias refers to assumptions, preferences, or attitudes that can influence how people perceive and judge others. Cognitive biases can affect decision-making and judgement, while unconscious biases can influence behaviour and perceptions without a person being fully aware of them. Understanding bias is therefore important when working with people from different backgrounds, as it can affect how individuals are perceived, treated, and included (Korteling, 2023).
4.2 Case Study
Gender bias is one of the clearest issues in the SMART Engineering case. Alice explains that female engineers are regularly overlooked in meetings and that their contributions are sometimes attributed to male colleagues. For example, Alice worked on a project for three months, but a male colleague was asked about its progress. This suggests that female employees were not receiving equal recognition (Wang, 2024). Affinity bias is also present. Affinity bias is the tendency to favour or feel more comfortable with people who have similar backgrounds, experiences, interests, or characteristics to our own. Alice explains that team members tend to prefer people with similar backgrounds and experiences. Most colleagues came from similar energy companies, while Alice had experience as a chief engineer on an offshore oil rig. Her different experience could have been valuable, but instead she felt that her opinion was not wanted (Buzanowska, 2023).  It is important not to assume that all the behaviour was deliberate discrimination. Some bias may have been unconscious. However, unconscious bias can still produce harmful results. Alice felt excluded, became guarded and eventually resigned. The organisation therefore lost valuable knowledge and experience. The case demonstrates that bias can affect both employee wellbeing and organisational performance. Greater awareness, inclusive leadership and fair recognition could have helped SMART Engineering use the different experiences within the team more effectively (O'Brien et al., 2024). 
4.3 Personal Workplace Example
As a personal trainer, I have learned that assumptions can affect how I work with clients. I once assumed that a client who appeared confident would be comfortable with difficult exercises. After speaking with them, I discovered that they were actually nervous and had limited experience. I changed my approach and gave them more time to develop confidence. This taught me that asking questions is more reliable than judging someone based on appearance (Guerra et al., 2025). 
5. Interpersonal Relationships
5.1 Definition and Importance
Workplace interpersonal relationships refer to the professional connections and interactions that develop between employees, managers and other individuals within an organisation. These relationships involve communication, cooperation, trust and mutual respect, which are essential for employees to work effectively towards shared objectives. Positive interpersonal relationships can help employees feel valued and supported, encourage them to share ideas and information, and provide opportunities to raise concerns openly. Therefore, effective interpersonal relationships are important because they can strengthen teamwork, reduce misunderstandings and conflict, and contribute to a more inclusive, supportive and productive working environment  (Chang et al., 2025).


5.2 Case Study
Workplace interpersonal relationships refer to the professional connections and interactions between employees, managers and other individuals within an organisation. These relationships are important because effective communication, trust, cooperation and mutual respect enable employees to work together towards shared objectives. In the SMART Engineering case, these relationships appear to have deteriorated significantly. Alice describes gossip, whispering and conversations stopping when she and her wife enter a room, suggesting a lack of trust and creating a division between employees. The situation can also affect teamwork, as Alice is concerned about sharing information when she feels that her contributions may not be recognised. If employees are reluctant to share information, this can make collaboration and problem-solving more difficult. As team leader, James Parker had an important role in addressing these issues by ensuring that all employees had equal opportunities to contribute and by encouraging open communication. Management should also have communicated directly with Alice and addressed the concerns within the team rather than allowing divisions to continue (Greenslade-Yeats et al., 2025).
5.3 Personal Workplace Example
As a personal trainer, I have found that trust is important when clients discuss difficulties. One client was initially reluctant to admit that they were struggling because they were worried about being judged. I listened and explained that discussing difficulties was a normal part of training. The client became more comfortable over time. This showed me that good relationships develop through listening, respect and consistency. SMART Engineering needed to rebuild trust through open communication and inclusive leadership. Positive interpersonal relationships are important because they directly affect cooperation and the willingness to share information (Salvador et al., 2023).
6. Professional Integrity
6.1 Definition and Importance
Professional integrity involves honesty, fairness, responsibility and ethical behaviour. It is important because colleagues and clients need to be able to trust professional decisions and information. Within engineering, integrity is particularly important because professional decisions can affect projects, organisations and wider society (Hashim, 2023).
6.2 Case Study
The SMART Engineering case raises concerns about personal integrity because female engineers were not always given appropriate recognition for their work. Alice’s contribution to a three-month project was overlooked when a male colleague was asked about its progress. This behaviour is unfair and may damage trust between colleagues. Managers also have a responsibility to communicate honestly about resources and commitments. If promises cannot be fulfilled, employees should be informed clearly so they can plan their work. In Alice’s case, poor recognition and communication contributed to her feeling undervalued and eventually resigning. Her wife also left the organisation, resulting in the loss of two experienced employees. This demonstrates how a lack of fairness, honesty and responsibility can negatively affect employee relationships, morale and retention within an organisation. Also, how vital contribution in teamwork personal integrity is to teamwork (Pratama, 2024).
6.3 Personal Workplace Example
As a personal trainer, professional integrity is important because clients trust me to give honest advice. I have had clients who wanted very quick build muscles. Rather than promising something unrealistic, I explained that progress depends on different factors and can vary between individuals. This was important because giving false expectations would not be professional. The experience taught me that integrity sometimes means giving an answer that a person may not want to hear (Glaveli, 2023). The SMART Engineering case demonstrates that integrity is important for both individuals and organisations. Honest communication, fair recognition and ethical leadership could have helped prevent some of the problems experienced by the team (Burhan et al., 2023).



7. Reflection
7.1 Reflective Model
    				[image: ]
Gibbs' Reflective Cycle (1988) is used to reflect on the learning gained from this assignment. The model considers description, feelings, evaluation, analysis, conclusion and action. It is useful because it encourages individuals to consider what happened, what was learned and what should be changed in the future (Scheepers, 2026).
7.2 Reflection on Learning
Analysing the SMART Engineering case has developed my understanding of professional practice. I have recognised that technical knowledge must be supported by effective communication, accountability, fairness, self-management and self- reflection. The case has increased my awareness of unconscious bias and how assumptions can influence interactions with others. I need to reflect on my own assumptions and consider different perspectives when working with colleagues. I have also recognised the importance of addressing difficult conversations. The gossip and indirect communication within SMART Engineering contributed to distrust, demonstrating how unresolved issues can affect teamwork. My experience as a personal trainer has taught me the value of listening and remaining calm when dealing with difficult situations to improve my problem-solving skills. A key area for my development is managing conflict more confidently. I need to raise concerns respectfully rather than avoid them and continue developing self-awareness to understand how my behaviour affects others (Salo et al., 2024).

7.3 Application to Future Professional Practice
In future, I will try to communicate openly and listen to different perspectives before making decisions. I will also consider whether my judgement may be influenced by assumptions. Where I observe unfair behaviour, I will consider how it can be challenged appropriately and respectfully. I will continue developing my ability to manage conflict calmly. I aim to focus on solutions rather than allowing disagreements to become personal. These skills will help me become a more effective professional and improve the relationships I develop with clients and colleagues (Bhakuni, 2024).
8. Personal Development Plan
8.1 Development Needs
My reflection has identified self-awareness, communication, conflict management and confidence in challenging inappropriate behaviour as areas for development. These skills are relevant to my current work as a personal trainer and will also support my future professional development (Song, 2024).
8.2 Personal Development Plan (Ilmast, 2023).
	Development area
	SMART objective
	Action
	Measure
	Timescale

	Self-awareness
	I will improve my awareness of personal and unconscious bias by completing relevant learning and writing one reflection each month.
	Complete equality and diversity learning and maintain reflective notes.
	Six reflections completed.
	Six months

	Communication
	I will improve my communication by using active listening and clarification techniques with clients and colleagues.
	Practise active listening and request feedback.
	Feedback from at least two people.
	Three months

	Conflict management
	I will improve my confidence in managing disagreements professionally.
	Complete conflict-management learning and reflect on relevant situations.
	Three written reflections.
	Six months

	Inclusive behaviour
	I will improve my confidence in responding respectfully to unfair behaviour.
	Develop assertive communication skills and learn appropriate procedures.
	Reflect on three relevant situations.
	Six months

	
	
	
	
	




Conclusion
The SMART Engineering case demonstrates that effective professional practice cannot depend on technical competence alone. Accountability, self-management, awareness of bias, interpersonal relationships and professional integrity are equally important in creating an effective workplace. The problems within SMART Engineering were interconnected, as poor communication and weak accountability contributed to mistrust, while gender and affinity bias limited the recognition of employees’ contributions and experience. Although Alice’s decision to become more guarded was understandable in response to the situation, it also reduced opportunities for communication and collaboration. This highlights that workplace problems cannot be attributed to one individual, as both management and employees have responsibilities for creating positive working relationships. My experience as a personal trainer has reinforced the importance of accountability, honest communication and trust, while the case has encouraged me to critically reflect on my own assumptions and approach to conflict. Overall, the case suggests that stronger leadership, fair recognition and open communication were necessary to address the underlying problems. It also demonstrates that professional integrity and inclusion are not simply ethical principles but practical requirements for maintaining trust, effective teamwork and organisational performance (Sumaiya, 2022).
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