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1.0 Introduction
This assignment reviews professional practice using a case study from SMART Engineering. The case study focuses on a team working on the development of an electric car and highlights issues such as gender bias, favouritism, poor communication, and weak leadership. These issues cause ongoing conflict within the team and eventually lead to two experienced engineers leaving the organisation.
The purpose of this assignment is to examine what happened in the case study, why it happened, who was affected, and the consequences of the actions taken. It also considers how professional practice could have been improved and what could have been done differently. Professional practice is important because it influences behaviour at work, team relationships, and fairness within organisations. Poor professional practice can lead to low morale, stress, and staff leaving, which is shown clearly in the case study.
This assignment focuses on five key areas of professional practice: self-management; personal, cognitive and unconscious bias; accountability and authentic behaviour; interpersonal relationships; and professional integrity. These areas are explored using examples from the case study.
The assignment also includes a reflection on my own professional practice and a personal development plan (PDP) to support future professional development.














2.0 Overview of the case study
The case study is set at SMART Engineering, where a team was formed to work on the development of a new electric car. The team included engineers, designers, and marketing staff from different backgrounds. Dr Alice Parker is an engineer who had worked at the company for five years and was appointed as a project lead responsible for designing key components of the vehicle.
From the beginning, there were issues within the team. Dr Parker worked alongside her wife, who also joined the company at the same time. This caused discomfort among some colleagues and led to gossip and changes in behaviour.
As the project continued, the team began to fall behind schedule, and by November 2022 it was clear that the deadline of 20 December 2022 would likely be missed. Senior management had promised resources to support the project, but these were not provided. Responsibility for the delay appeared to fall on Dr Parker despite these wider issues.
During team meetings, female engineers were often overlooked and not asked to share their views. In some cases, their work was credited to male colleagues. Management also spoke directly to team members without involving Dr Parker, which increased confusion and tension within the team. Due to ongoing bias, poor communication, and lack of trust, the working environment became difficult. Dr Parker and her wife both decided to resign from their roles.


















3.0 Analysis of why it happened
The problems in the case study happened mainly because of poor leadership, lack of accountability, and ongoing bias within the team. Senior management promised resources to support the project but failed to provide them. When the project began to fall behind schedule, management did not take responsibility, which created frustration and confusion within the team.
Gender and affinity bias also played a major role. Female engineers were often overlooked during meetings, and their work was sometimes credited to male colleagues. This suggests that assumptions were being made based on gender rather than skills or experience. Affinity bias was also present, with team members favouring colleagues who shared similar backgrounds.
Poor communication further worsened the situation. Management bypassed Dr Parker and spoke directly to team members, which undermined her role as project lead. This lack of clear leadership and inclusive practice led to conflict, low trust, and a negative working environment.


4.0 Impact and Consequences
Several individuals and groups were affected by the issues in the case study. Dr Parker was directly affected by the ongoing bias, lack of support, and poor communication. She felt undervalued, excluded, and unable to trust her colleagues, which had a negative impact on her wellbeing and confidence at work. Her wife, who was also part of the engineering team, experienced similar treatment and felt uncomfortable remaining in the organisation.
The wider team was also affected. Ongoing tension, poor communication, and lack of trust created a divided working environment. This made collaboration difficult and reduced overall team morale.
The organisation was impacted by the loss of two experienced engineers. Their resignations resulted in a loss of skills and knowledge, as well as potential damage to the company’s reputation. In addition, missing the project deadline may have led to increased costs and risks to future contracts.

5.0 Critical Evaluation of Professional Practice
This section critically evaluates the professional practice shown in the case study. It focuses on five key areas: self-management; personal, cognitive and unconscious bias; accountability and authentic behaviour; interpersonal relationships; and professional integrity. 
These areas are important because they shape how people act at work, how teams communicate, and whether a workplace is fair and inclusive. Using examples from the case study, this section explains where professional practice was weak, how this affected individuals and the organisation, and what could have been done better.

5.1 Self-Management
Self-management refers to how individuals manage their emotions, behaviour, and workload in the workplace. Self-management is defined as the ability to regulate behaviours, thoughts, and emotions in ways that support both personal wellbeing and work performance (Raeburn, 2024).
 
In the case study, self-management was a challenge due to pressure from deadlines, lack of support, and ongoing bias. Dr Parker appeared to feel stressed, undervalued, and uncomfortable sharing her work, which affected her confidence and wellbeing. This shows how poor self-management, when combined with external pressure, can negatively impact professional practice. 

high levels of stress can affect emotional regulation, decision-making, and behaviour at work, reducing wellbeing and performance (WHO, 2023).

From my own experience, I have struggled with burnout, motivation, and managing emotions at work. In the hair salon, poor communication between managers created tension and affected the atmosphere. At times, I masked how I was feeling and carried on working, while at other times I needed to take time off to cope. This highlights the importance of effective self-management in maintaining wellbeing and performance at work.

5.2 Personal, Cognitive, and Unconscious Bias
Personal, cognitive and unconscious bias can influence how people think, behave, and make decisions at work without always realising it. 
Unconscious bias refers to the associations and assumptions people hold outside of their conscious awareness, which can influence judgement and behaviour without individuals realising it (Imperial College, 2024).

In the case study, bias is shown through the way female engineers are overlooked during meetings and how their work is sometimes credited to male colleagues. This suggests assumptions are being made about competence based on gender rather than ability or experience. Affinity bias is also present, as team members appear to favour colleagues with similar backgrounds.

When bias is left unchallenged, it can reduce confidence, limit participation, and create unfair working environments, which negatively affects both individuals and team performance (Imperial College, 2023).


From my own experience, I have felt underestimated and treated unfairly due to my mental health, which affected my confidence and willingness to speak up. I have also noticed favouritism by management in both the hair salon and care settings. These experiences show how bias can negatively affect wellbeing, teamwork, and professional practice if it is not recognised or challenged.
















5.3 Accountability and Authentic Behaviour

Accountability refers to the fact of being responsible for one’s actions and being able to give a satisfactory reason for them (Cambridge Advanced Learners Dictionary & Thesaurus, 2023). In the workplace accountability requires individuals to take ownership of their actions and their outcomes (Brewster et al., 2012).

In the case study accountability was weak, particularly at management level. Senior managers failed to provide promised resources and did not take responsibility when the project began to fall behind schedule. Instead, responsibility appeared to be placed on Dr Parker, which was unfair and damaging.

Authentic behaviour was also lacking within the team. Although some colleagues appeared uncomfortable with the unfair treatment of female engineers, they did not challenge it. 
This suggests a gap between how people felt and how they acted.

Authentic behaviour involves openly and honestly expressing one’s values, beliefs, and concerns without fear of reproach (Hamilton & Almeida, 2022). Authenticity requires alignment between what individuals believe and how they behave in professional situations.
In my own work experience blame was often passed around and some issues were ignored rather than addressed. This made it difficult to trust management and created a negative working environment, showing the importance of accountability and authenticity in professional practice.








5.4 Interpersonal Relationships
Interpersonal relationships in the workplace are shaped by communication, trust, and the ability to manage conflict effectively. Communication is defined as the transactional use of symbols, influenced and understood within the context of relationships (Duck & McMahan, 2019).

This means that communication is not only about the words being used, but also about how messages are delivered and interpreted within workplace relationships. 

Research discussed in this module highlights that communication includes verbal, vocal, and visual elements, and misunderstandings can easily occur when these are not aligned (Mehrabian, 1967). 

In the case study, poor communication and a lack of transparency contributed to confusion, mistrust, and weakened working relationships within the team.
In my own experience, I sometimes felt part of the team, but not always. Poor communication and tension made it harder to work effectively with others. When conflict arose, I spoke up to get my point across, even though this could be stressful. This highlights how effective communication and respectful relationships are essential for positive professional practice.











5.5 Professional Integrity
Professional integrity means acting honestly, fairly, and doing the right thing at work. It involves following ethical principles and behaving in a way that is respectful and professional (Eriksen, 2015). In the case study, professional integrity was weakened because female engineers were often overlooked and their work was sometimes credited to male colleagues. This shows a lack of fairness and respect and damages trust within the team, as integrity is closely linked to honesty and trust in professional relationships (Eriksen, 2015). 

Management also failed to act with integrity by ignoring bias and allowing poor practice to continue. By not challenging this behaviour management allowed unfair treatment to become normal, which goes against ethical and professional standards (Eriksen, 2015).

In my own work experience I have witnessed poor treatment of others, cutting corners, and a lack of respect. When this happened I spoke up because it didn’t feel right to stay quiet. However this often led to further difficulties and I eventually left the role. This shows how poor integrity can create unsafe and unhealthy working environments.












6.0 Alternative Approaches
There are several ways professional practice could have been improved in the case study.         

Firstly, senior management should have taken responsibility for providing promised resources and been honest when this did not happen. Clear accountability would have reduced blame, supported better decision-making, and helped maintain trust within the team.

Secondly, inclusive leadership should have been encouraged. All team members, particularly female engineers, should have been given equal opportunities to share ideas and receive recognition for their work. Challenging bias and favouritism would have helped create a fairer and more supportive working environment. If management had acknowledged the presence of bias and encouraged open discussion or training, this may have helped team members recognise unfair behaviour and challenge it more confidently.

Improved communication was also needed. Management should have communicated through Dr Parker as the project lead rather than bypassing her. This would have strengthened trust, clarified roles within the team, and reduced confusion. Research discussed in this module highlights that when communication is unclear or inconsistent, misunderstandings and conflict are more likely to occur (Duck & McMahan, 2019). Clear communication channels and respect for leadership roles could therefore have improved team relationships.

Promoting authentic behaviour across the team may also have helped prevent unfair treatment from becoming normalised. Authentic behaviour involves acting in line with personal values and being honest about concerns, even when this feels uncomfortable (Hamilton & Almeida, 2022). If colleagues had felt supported to speak up, issues may have been addressed earlier, potentially reducing conflict and preventing the loss of experienced staff.

Overall if leadership had been more accountable, inclusive, and transparent, relationships within the team may have improved and the resignations could possibly have been avoided.


7.0 Reflection on Own Professional Practice
This case study strongly relates to my own professional experience particularly around feeling overlooked, managing emotions at work, and dealing with unfair treatment. In both the hair salon and community care settings, I experienced situations where poor communication, favouritism and lack of support affected my confidence and wellbeing.
Similar to Dr Parker, I found that these issues made it harder to trust management and feel valued within the team. I often experienced burnout and struggled with motivation, which affected how I managed myself at work. At times, I masked how I was feeling to continue working, while at other times I needed to take time off to cope.
Reflecting on my experiences, I recognise the importance of self-awareness, clear communication, and supportive leadership. If faced with similar situations in the future, I would like to set clearer boundaries, seek support earlier, and work in environments that value fairness, honesty, and inclusion.
This reflection has helped me better understand how my responses at work are shaped by the environment I am in. When communication is poor and support is lacking I found myself becoming more withdrawn and less confident, which affected my wellbeing and performance. Looking back I can see that I often prioritised getting through the day rather than addressing the root causes of how I was feeling.

Going forward I would approach similar situations differently by speaking up earlier, asking for clearer expectations, and recognising when a workplace is no longer healthy for me. This reflection has reinforced the importance of self-awareness and recognising early signs of stress or burnout. 

By developing these skills I can better protect my wellbeing while still maintaining professional behaviour and contributing positively to team environments.









8.0 Personal Development Plan (PDP)


The purpose of this personal development plan is to identify areas for improvement in my professional practice and outline realistic steps to support my future development. This plan focuses on emotional regulation, confidence, organisation, and working effectively in professional environments. 


	Development Area

	Objective (SMART)

	Actions

	Timescale

	Success Measure


	Emotional regulation

	Improve ability to manage emotions at work.

	Use reflection after difficult situations and practise stepping back before responding.

	Ongoing (3–6 months)

	Feeling calmer and more in control at work.


	Confidence
	Increase confidence when speaking up.
	Prepare key points before meetings and seek reassurance when needed.
	(6 -12 months)
	Increased participation and reduced anxiety.

	Organisation
	Improve organisation and workload management.
	Use written plans, routines, and task lists.
	(Ongoing)
	Tasks completed on time with less stress.

	Communication & support
	Work effectively with managers.
	Ask for clear instructions and regular check-ins.
	(Ongoing)
	Clearer expectations and better   working relationships



	
	
	


This personal development plan will also support my future employability by helping me build confidence, manage stress more effectively, and communicate more clearly within professional teams.



9.0 Conclusion
This assignment has reviewed professional practice using the SMART Engineering case study. It explored what happened within the team, why the issues occurred, who was affected, and the consequences of poor professional practice. The case study highlighted key problems including gender and affinity bias, lack of accountability, poor communication, and weak leadership. These issues created a negative working environment and ultimately led to the loss of experienced employees.
By critically evaluating five key areas of professional practice, self-management cognitive and unconscious bias, accountability and authentic behaviour, interpersonal relationships and professional integrity. 
This assignment has shown how professional behaviour directly impacts wellbeing, teamwork, and organisational success. The case study demonstrates that when bias is ignored and accountability is avoided, trust breaks down and team performance suffers.
Reflecting on my own professional experience allowed me to link theory to real workplace situations. This helped me better understand how managing emotions, setting boundaries, and working within fair and supportive environments are essential for positive professional practice. 
The personal development plan provided clear and realistic steps to support my future growth, improve confidence, and protect my wellbeing. 
Overall this assignment has reinforced the importance of ethical, inclusive, and accountable professional practice in all workplace settings.
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