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[bookmark: _Toc242375722]Introduction

This report explores key areas of professional practice using the SMART Engineering case study and my own workplace experience. The focus includes accountability, authentic behaviour, self‑management, personal and unconscious bias, interpersonal relationships, professional integrity, reflection using Kolb’s model, and a Personal Development Plan (PDP). Each section analyses how these concepts influence workplace effectiveness and how they relate to my own personal development.

[bookmark: _Toc242375723]1.0 Accountability 

[bookmark: _Toc242375724]1.1 Definition
Accountability refers to taking responsibility for one’s actions, decisions, and behaviour. It includes honesty, transparency, and being answerable for the impact of those actions on yourself, on others and on organisational outcomes.
[bookmark: _Toc242375725]1.11 Why is it important?
Accountability builds trust, supports ethical behaviour, and ensures that teams work effectively. When accountability is present, communication improves, conflict reduces, and individuals feel valued. Without accountability, bias, conflict, and poor decision‑making go unchallenged which has a detrimental effect on everyone involved. (Lussier & Achua, 2022)
[bookmark: _Toc242375726]1.2 Case Study
[bookmark: _Toc242375727]1.21 What Happened?
After reading the case study, I can see that In SMART Engineering, senior management failed to deliver resources that they promised. Also, the team leader ignored gender bias, and male colleagues allowed unfair behaviour to continue. Female engineers were overlooked, their work was taken as someone else’s, and gossip replaced professional communication.
[bookmark: _Toc242375728]1.22 Why did it Happen?
It can be seen that this happened because leaders avoided addressing bias, team members feared conflict, and senior management held unconscious gender stereotypes. Affinity bias also caused team members to favour colleagues with similar backgrounds. (Eales-White, 1992)
[bookmark: _Toc242375729]1.23 Who was affected?
Several people were affected including female engineers, male colleagues, the team leader, and the organisation in general.
[bookmark: _Toc242375730]1.24 How were they affected?
Female engineers felt invisible and undervalued. Male colleagues felt uncomfortable but remained passive. The team leader’s credibility weakened. The organisation suffered delays and reputational damage.
[bookmark: _Toc242375731]1.25 What are the consequences of their actions?
Due to their actions, two senior female engineers resigned. The project missed its deadline. Team morale collapsed, and trust in leadership was damaged.
[bookmark: _Toc242375732]1.26 What should have been done differently?
Leaders should have addressed bias immediately and not let it continue. Team members should have spoken up sooner and not sat quietly. Senior management should have communicated honestly. The team should have created an inclusive culture where everyone can feel heard and can speak up freely. (Watson & Reissner, 2014)

1.3 Personal workplace example
[bookmark: _Toc242375733]1.31 What happened?
A colleague in my workplace avoided taking responsibility for mistakes and blamed others. There were not honest with me or the rest of the team regarding their intentions.
[bookmark: _Toc242375734]1.32 Why did it happen?
They may have feared judgement, and perhaps lacked confidence? Accountability structures were unclear, although as they were senior management they should have been accountable.
[bookmark: _Toc242375735]1.33 Who was affected?
The whole plumbing team were affected including myself, also the construction department and college as a whole.

[bookmark: _Toc242375736]1.34 How were they affected?
Stress increased, trust weakened, and workloads grew for the remaining team members.
[bookmark: _Toc242375737]1.35 What are the consequences of their actions?
Deadlines were missed, courses could not be delivered and conflict increased between the staff. The college principle had to intervene, although she was also involved in the lack of accountability in the first instance.
[bookmark: _Toc242375738]1.36 Did this approach work and why?
In short, No. Avoiding responsibility made the situation worse, trust was damaged and lost. Accountability would have improved trust and performance throughout the team and department if they just acknowledged their mistakes or intentions from the start. (Armstrong, 2021)

1.4 Conclusion
Accountability is essential for effective teamwork. Both the case study and my workplace example show that without accountability, conflict escalates and performance suffers. Trust is lost and damages relationships within the organisation.

[bookmark: _Toc242375739]2.0 Authentic Behaviour

[bookmark: _Toc242375740]2.1 Definition
Authentic behaviour means acting honestly, ethically, and consistently with one’s values. It includes transparency, fairness, and courage to address issues openly and hopefully in a timely manner. (Belasen, 2008)
[bookmark: _Toc242375741]2.11 Why is it important?
Authenticity builds trust, strengthens relationships, and creates psychological safety. Without it, teams experience gossip and back-stabbing behaviour, avoidance, and damaged cohesion. (Armstrong, 2021)

[bookmark: _Toc242375742]2.2 Case Study
[bookmark: _Toc242375743]2.21 What Happened?
After reading the case study, I can see team members avoided honesty. Male colleagues felt uncomfortable speaking up and stayed silent. The team leader ignored bias. Senior management avoided acknowledging broken promises. (Watson & Reissner 2014)
[bookmark: _Toc242375744]2.22 Why did it Happen?
It can be seen that this happened due to fear of conflict, a lack of confidence, and an organisational culture that rewarded silence.
[bookmark: _Toc242375745]2.23 Who was affected?
Female engineers, male colleagues, the team leader, and the organisation were all affected.
[bookmark: _Toc242375746]2.24 How were they affected?
Trust collapsed, communication became guarded, and collaboration broke down between members and departments. (Peel, 1995)
[bookmark: _Toc242375747]2.25 What are the consequences of their actions?
Resignations, missed deadlines, and damaged organisational reputation.
[bookmark: _Toc242375748]2.26 What should have been done differently?
Leaders should have addressed bias openly. Team members should have spoken up. Senior management should have communicated honestly.

2.3 Personal workplace example
[bookmark: _Toc242375749]2.31 What happened?
A senior manager avoided being honest and transparent with me. This caused confusion, stress, and declining performance. 
[bookmark: _Toc242375750]2.32 Why did it happen?
Avoiding honesty made the situation worse. Authentic behaviour would have allowed improvement.
[bookmark: _Toc242375751]2.33 Who was affected?
The whole plumbing team were affected including myself, also the construction department and the organisation.
[bookmark: _Toc242375752]2.34 How were they affected?
Stress increased, trust weakened, and workloads grew for the remaining team members.
[bookmark: _Toc242375753]2.35 What are the consequences of their actions?
Conflict increased between the staff including a lack of trust and respect. The college principle was also involved in the lack of authentic behaviour in the first instance. As a result of this, it remained difficult to rectify in the situation.
[bookmark: _Toc242375754]2.36 Did this approach work and why?
No, the lack of authentic behaviour made the situation worse, trust was damaged and lost. Performance throughout the team and department was lost. It could have been avoided if they just acknowledged their mistakes or intentions from the start.

2.4 Conclusion
Authentic behaviour is essential for clarity, fairness, and effective teamwork.

[bookmark: _Toc242375755]3.0 Self-Management

[bookmark: _Toc242375756]3.1 Definition
Self‑management is the ability to regulate one’s emotions, behaviour, and actions in a professional environment.

[bookmark: _Toc242375757]3.11 Why is it important?
It supports and maintains professionalism, good decision‑making, and prevents conflict from escalating. It enables individuals to stay productive, communicate clearly, and contribute positively to team dynamics. (Peel, 1995)
[bookmark: _Toc242375758]3.2 Case Study
[bookmark: _Toc242375759]3.21 What Happened?
After reading the case study, I can see that several team members struggled with self‑management due to stress, bias, and unclear leadership. As conflict increased and gossip spread, individuals reacted emotionally rather than professionally. Female engineers felt invisible and demotivated. Male colleagues felt uncomfortable and avoided addressing the issues. The team leader failed to manage the tension.
[bookmark: _Toc242375760]3.22 Why did it Happen?
The lack of self-management occurred because team members were under pressure from deadlines, unclear leadership, and unresolved bias. Emotional reactions replaced constructive problem-solving. Senior management’s broken promises increased frustration and stress.
[bookmark: _Toc242375761]3.23 Who was affected?
Female engineers, male colleagues, the team leader, and the wider organisation were all affected. The emotional strain impacted morale, communication, and productivity.
[bookmark: _Toc242375762]3.24 How were they affected?
Female engineers felt anxious, undervalued, and reluctant to share ideas. Male colleagues became withdrawn and avoided conflict. The team leader became passive and overwhelmed. The organisation experienced delays and reduced performance.
[bookmark: _Toc242375763]3.25 What are the consequences of their actions?
Poor self-management contributed to missed deadlines, resignations, and a breakdown in team cohesion. Emotional reactions replaced professional behaviour, damaging trust and collaboration.

[bookmark: _Toc242375764]3.26 What should have been done differently?
Team members should have used self-management strategies such as emotional regulation, open communication, and seeking support when needed. The team leader should have addressed conflict early, provided clarity, and encouraged respectful dialogue and communication. (Belasen, 2008)

3.3 Personal workplace example
[bookmark: _Toc242375765]3.31 What happened?
I became overwhelmed during a busy period of expansion and reacted emotionally, causing tension and anxiety between management and myself. Better self‑management would have improved communication and teamwork.
[bookmark: _Toc242375766]3.32 Why did it happen?
I lacked effective stress-management strategies and felt unsupported during this busy period. I was under pressure between teaching, assessing and project managing the expansion of the college. I did not know how to regulate my emotions.
[bookmark: _Toc242375767]3.33 Who was affected?
The lack of self-management affected me personally, and the rest of the team. Communication became strained and teamwork suffered.
[bookmark: _Toc242375768]3.34 How were they affected?
I felt isolated and stressed. Team members felt uncomfortable approaching me as they knew what I was dealing with. Productivity decreased because collaboration became difficult.
[bookmark: _Toc242375769]3.35 What are the consequences of their actions?
Deadlines were missed, misunderstandings increased, and team morale dropped. Eventually management had to step in and offer extra support.
[bookmark: _Toc242375770]3.36 Did this approach work and why?
No, avoiding communication and reacting emotionally made the situation worse. Better self-management would have helped me stay calm, communicate clearly, and maintain positive professional relationships.
[bookmark: _Toc242375771]3.4 Conclusion
Both the case study and my previous workplace example show that self‑management is essential for maintaining professionalism and supporting effective teamwork. When individuals regulate their emotions and respond constructively to challenges, teams remain focused, motivated, and productive. Without self-management, conflicts escalate, communication breaks down, and organisational performance suffers.

[bookmark: _Toc242375772]4.0 Personal, Cognitive and Unconscious Bias

[bookmark: _Toc242375773]4.1 Definition
Bias refers to attitudes or assumptions that influence behaviour, often without conscious awareness. Cognitive biases affect judgement or decision-making, while unconscious biases influence interactions, perceptions, and behaviour automatically, based on stereotypes or past experiences. (Greenwald & Banaji, 1995)
[bookmark: _Toc242375774]4.11 Why is it important?
Understanding bias is important because it helps create fairness, inclusion, and better decision‑making. Recognising bias allows individuals and organisations to challenge unfair behaviour, reduce discrimination, and improve teamwork and communication. (Fowler, 1996)
[bookmark: _Toc242375775]4.2 Case Study
[bookmark: _Toc242375776]4.21 What Happened?
In the SMART Engineering case study, gender bias influenced how female engineers were treated. Their contributions were ignored, their work was taken without credit, and they were excluded from discussions. Affinity bias led male colleagues to favour each other, while confirmation bias reinforced stereotypes about female leadership. For example, managers may have already have help assumptions about female engineers and then noticed information that supported those assumptions while overlooking contradictory evidence.
[bookmark: _Toc242375777]4.22 Why did it Happen?
Bias occurred because senior management held unconscious stereotypes about gender roles. Team members were unaware of their own biases and did not challenge unfair behaviour. The organisational culture allowed bias to continue without accountability.
[bookmark: _Toc242375778]4.23 Who was affected?
Female engineers, male colleagues, the team leader, and the wider organisation.
[bookmark: _Toc242375779]4.24 How were they affected?
Female engineers felt undervalued, invisible and demotivated. Male colleagues felt uncomfortable but remained passive. The team leader’s credibility weakened. The organisation experienced delays and reputational damage.
[bookmark: _Toc242375780]4.25 What are the consequences of their actions?
Bias led to exclusion, mistrust, resignations, and project delays. Team cohesion collapsed, communication deteriorated, and the organisation lost valuable expertise.
[bookmark: _Toc242375781]4.26 What should have been done differently?
Bias should have been identified and challenged immediately. Leaders should have promoted inclusion and fairness. Team members should have spoken up when bias occurred. Training on unconscious bias should have been provided. Clear accountability structures should have been implemented.

4.3 Personal workplace example
[bookmark: _Toc242375782]4.31 What happened?
In my workplace example, the college principle favoured other female colleagues, and those females with similar backgrounds or interests. Other team members, especially males were overlooked for opportunities, feedback and recognition.
[bookmark: _Toc242375783]4.32 Why did it happen?
Affinity bias influenced the principle’s decisions. They felt more comfortable with certain colleagues and unconsciously assumed they were more capable or reliable.

[bookmark: _Toc242375784]4.33 Who was affected?
My overlooked colleagues, myself and the wider team.
[bookmark: _Toc242375785]4.34 How were they affected?
They were overlooked, felt demotivated and undervalued. Team morale dropped. Collaboration weakened because individuals felt excluded.
[bookmark: _Toc242375786]4.35 What are the consequences of their actions?
Frustration increased, productivity declined, and conflict developed. The principle’s credibility was questioned. Some colleagues considered leaving the organisation, whilst I quit and relocated back to Wales.
[bookmark: _Toc242375787]4.36 Did this approach work and why?
No, not at all. Bias damaged trust and fairness. A more inclusive approach would have improved motivation, teamwork, and performance. (Fowler, 1996)

4.4 Conclusion
Bias must be recognised and challenged to create an inclusive workplace. Both the case study and my previous workplace example show that bias leads to exclusion, mistrust, and reduced performance. Understanding and addressing bias is essential for fairness, teamwork, and organisational success.

[bookmark: _Toc242375788]5.0 Interpersonal Relationships

[bookmark: _Toc242375789]5.1 Definition
Interpersonal relationships refer to the professional connections, interactions, and communication between colleagues. They include trust, respect, co-operation, and the ability to work effectively with others.
[bookmark: _Toc242375790]5.11 Why is it important?
Strong interpersonal relationships improve teamwork, reduce conflict, and support a positive working environment. They help individuals collaborate, share ideas, and maintain professionalism even during stressful situations. (Peel, 1995)

[bookmark: _Toc242375791]5.2 Case Study

[bookmark: _Toc242375792]5.21 What Happened?
In the SMART Engineering case study, interpersonal relationships broke down due to bias, poor communication, and lack of leadership. Team members stopped supporting each other, gossip increased, and trust collapsed.
[bookmark: _Toc242375793]5.22 Why did it Happen?
It happened because individuals felt undervalued, ignored and unsupported. Bias created division, and the team leader failed to address issues early. Emotional reactions replaced constructive communication. (Belasen, 2008)
[bookmark: _Toc242375794]5.23 Who was affected?
Female engineers, male colleagues, the team leader and the wider organisation.
[bookmark: _Toc242375795]5.24 How were they affected?
Female engineers felt isolated and excluded. Male colleagues felt uncomfortable and withdrew. The team leader lost authority. The organisation suffered delays and reduced performance.
[bookmark: _Toc242375796]5.25 What are the consequences of their actions?
Interpersonal relationships deteriorated, leading to conflict, resignations, and poor teamwork. Collaboration collapsed, and productivity dropped significantly.
[bookmark: _Toc242375797]5.26 What should have been done differently?
Team members should have communicated openly, supported each other, and challenged unfair behaviour. The team leader should have encouraged teamwork, addressed conflict early, and prompted respect and inclusion.
[bookmark: _Toc242375798]5.3 Personal Workplace Example

[bookmark: _Toc242375799]5.31 What happened?
In my previous workplace I had many disagreements that escalated because neither of us communicated clearly. We avoided each other as much as possible, which created tension between us which affected the team.
[bookmark: _Toc242375800]5.32 Why did it happen?
It happened because emotions were high and communication was poor due to previous encounters that led to distrust. Both individuals assumed the worst instead of discussing the issue calmly.
[bookmark: _Toc242375801]5.33 Who was affected?
Myself, the college principle and other members of the college.
[bookmark: _Toc242375802]5.34 How were they affected?
We felt stressed and defensive. The team felt uncomfortable and productivity dropped. I found it difficult to co-ordinate any tasks between us.
[bookmark: _Toc242375803]5.35 What are the consequences of their actions?
Deadlines were missed, teamwork weakened, and management struggled to intervene as they caused the conflict in the beginning.
[bookmark: _Toc242375804]5.36 Did this approach work and why?
No, unfortunately by avoiding communication it made the situation worse. A calm discussion and mediation would have rebuilt trust and improved teamwork.

5.4 Conclusion
Interpersonal relationships are essential for teamwork, communication, and productivity. Both the case study and workplace example show that when relationships break down, conflict increases and performance suffers. Strong relationships support inclusion, trust, and effective collaboration.
[bookmark: _Toc242351876][bookmark: _Toc242375805]6.0 Professional Integrity

[bookmark: _Toc242351877][bookmark: _Toc242375806]6.1 Definition
Professional integrity refers to honesty, ethical behaviour, accountability, and maintaining high standards in the workplace. It includes doing the right thing even when it is difficult or when nobody is looking. 


[bookmark: _Toc242351878][bookmark: _Toc242375807]6.11 Why is it important?
Integrity builds trust, supports fairness, and ensures ethical decision-making. It protects the organisation’s reputation and promotes positive working culture. 
[bookmark: _Toc242351879][bookmark: _Toc242375808]6.2 Case Study
[bookmark: _Toc242351880][bookmark: _Toc242375809]6.21 What Happened?
In the SMART Engineering case study, senior management failed to act with integrity. They ignored complaints, broke promises, and allowed unfair behaviour to continue.
[bookmark: _Toc242351881][bookmark: _Toc242375810]6.22 Why did it Happen?
It happened because leaders avoided responsibility and prioritized convenience over fairness. They lacked accountability and failed to uphold ethical standards.
[bookmark: _Toc242351882][bookmark: _Toc242375811]6.23 Who was affected?
Female engineers, male colleagues, the team leader, and the organisation.
[bookmark: _Toc242351883][bookmark: _Toc242375812]6.24 How were they affected?
Female engineers felt betrayed and unsupported. Male colleagues lost in leadership. The team leader felt powerless. The organisation’s reputation suffered.
[bookmark: _Toc242351884][bookmark: _Toc242375813]6.25 What are the consequences of their actions?
Poor integrity led to resignations, mistrust, and damaged morale. Ethical standards collapsed, and the organisation faced long-term consequences.
[bookmark: _Toc242351885][bookmark: _Toc242375814]6.26 What should have been done differently?
Leaders should have acted ethically, investigated complaints, and enforced fairness. Accountability and transparency should have been prioritized. (Armstrong, 2021)
[bookmark: _Toc242351886][bookmark: _Toc242375815]6.3 Personal Workplace Example
[bookmark: _Toc242351887][bookmark: _Toc242375816]6.31 What happened?
My college principal had lost my trust during the period I worked there. This led to serious issues and a lack of communication and tension was created.

[bookmark: _Toc242351888][bookmark: _Toc242375817]6.32 Why did it happen?
The principal lacked confidence, integrity and avoided responsibility. They feared conflict and chose convenience over integrity.
[bookmark: _Toc242351889][bookmark: _Toc242375818]6.33 Who was affected?
Myself, my fellow colleagues and the wider team.
[bookmark: _Toc242351890][bookmark: _Toc242375819]6.34 How were they affected?
I felt unsupported, The team lost trust in management. I felt frustrated because the issues remained unresolved.
[bookmark: _Toc242351891][bookmark: _Toc242375820]6.35 What are the consequences of their actions?
The problem escalated, morale dropped, and productivity suffered. Eventually senior management had to intervene and replace staff who had resigned.
[bookmark: _Toc242351892][bookmark: _Toc242375821]6.36 Did this approach work and why?
No, avoiding responsibility damaged trust and professionalism. Acting with integrity would have resolved the issue sooner.
[bookmark: _Toc242351893]
6.4 Conclusion
Professional integrity is essential for trust, fairness, and ethical behaviour. When integrity is ignored, conflict increases and organisational performance declines. (Lussier & Achua, 2022)

[bookmark: _Toc242375822]7.0 Reflection (Kolb Model)

[bookmark: _Toc242375823]7.1 Definition of Kolb Reflective Cycle
Kolb’s Reflective Cycle is a learning model that involves four stages:
Concrete Experience → Reflective Observation → Abstract Conceptualisation → Active Experimentation.
Concrete Experience- I experienced situations involving bias, poor communication, and lack of accountability.
Reflective Observation- I noticed how these issues damaged trust, morale, and performance.
Abstract Conceptualisation- I learned that accountability, authenticity, self‑management, and integrity are essential for effective teamwork.
Active Experimentation- I will apply these lessons by improving my communication, challenging bias, and developing stronger self‑management strategies.

[bookmark: _Toc242375824]7.11 Why is it important?
It helps individuals learn from experience, improve decision-making, and develop professional skills through reflection. (Watson & Reissner, 2014)
[bookmark: _Toc242375825]7.2 Case Study Analysis
[bookmark: _Toc242375826]7.21 What Happened?
The SMART Engineering team experienced conflict, bias, and poor communication.
[bookmark: _Toc242375827]7.22 Why did it Happen?
It happened because individuals reacted emotionally, leadership failed, and bias influenced behaviour.
[bookmark: _Toc242375828]7.23 Who was affected?
Female engineers, male colleagues, the team leader, and the organisation.
[bookmark: _Toc242375829]7.24 How were they affected?
They experienced stress, exclusion, mistrust, and reduced performance.
[bookmark: _Toc242375830]7.25 What are the consequences of their actions?
Conflict escalated, morale dropped, and resignations occurred.
[bookmark: _Toc242375831]7.26 What should have been done differently?
Better communication, early intervention, and inclusive leadership. (Eales-White, 1992)

[bookmark: _Toc242375832]7.3 Personal Workplace Example
[bookmark: _Toc242375833]7.31 What happened?
A conflict occurred between myself and senior management due to poor communication.
[bookmark: _Toc242375834]7.32 Why did it happen?
Emotions were high and assumptions were made.
[bookmark: _Toc242375835]7.33 Who was affected?
Myself, my fellow colleagues and the wider team.
[bookmark: _Toc242375836]7.34 How were they affected?
Stress increased, teamwork weakened, and productivity dropped.
[bookmark: _Toc242375837]7.35 What are the consequences of their actions?
The problem escalated, morale dropped, deadlines were missed, and productivity suffered. Eventually senior management had to intervene and replace staff who had resigned.
[bookmark: _Toc242375838]7.36 Did this approach work and why?
No. Reflection and communication would have improved the situation.

7.4 Conclusion
Kolb’s cycle helps individuals reflect on experiences, understand mistakes, and improve future behaviour. It supports professional growth and better decision-making. (Kolb, 1984)
[bookmark: _Toc242375839]8.0 Personal Development Plan (See Appendix A)





[bookmark: _Toc242375840]Appendix A

Personal Development Plan (SMART Objectives)

Objective 1: Improve Communication Skills
Specific: Attend a communication workshop.
Measurable: Complete 1 course
Achievable: Available through workplace training.
Relevant: Supports teamwork.
Time-bound: Within 3 months.

Objective 2: Strengthen Self-Management
Specific: Use stress-management techniques.
Measurable: Apply techniques weekly.
Achievable: Requires minimal resources.
Relevant: Improves professionalism.
Time-bound: Within 2 months.

Objective 3: Challenge Bias Confidently
Specific: Complete unconscious bias training.
Measurable: One certified course.
Achievable: Available online.
Relevant: Supports Inclusion.
Time-bound: Within 4 months.
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