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[bookmark: _Toc179406685]Introduction 
This report will examine the development of professional practice by analysing a case study. It will look at fundamental concepts like self-management, accountability, and authenticity, all of which are essential for maintaining ethical and effective practice. The investigation will also look at personal cognitive and unconscious biases, emphasising their potential influence on decision-making. Furthermore, the significance of developing strong interpersonal ties will be discussed, since these contribute to professional development and collaboration. By reflecting on these components, the study will show how continual professional development improves overall competence and integrity in one's sector.

[bookmark: _Toc179406686]Case Study Summary
To develop an electric car, SMART Engineering assembled a cross-functional team of engineers, designers, and marketing professionals from various backgrounds. Dr. Alice Parker, a lead engineer with 30 years of expertise, was part of this team and collaborated closely with her wife, who is also an engineer at the company.
Dr. Parker and the other female engineers experienced gender bias, exclusion, and a lack of acknowledgment within the team despite their skills. Female engineers were frequently disregarded at meetings, with their contributions attributed to male colleagues. Affinity bias was also visible, as team members with similar backgrounds created exclusive groups, separating those from other industries. This lack of inclusivity narrowed confidence and reduced communication, worsening delays in the electric car project. Senior management's unfulfilled pledges of resources exacerbated the situation, and management's habit of making decisions without consulting Dr. Parker created mistrust.
As team dynamics deteriorated, Dr. Parker's contributions went unnoticed. Feeling alienated, and with the persistent bigotry and exclusion, Dr. Parker and her wife were unsupported, causing them to quit the company. Their departure highlighted the unhealthy culture and a missed opportunity to leverage their knowledge.










[bookmark: _Toc179406687]Case Study Analysis

[bookmark: _Toc179406688]Self-Management
Self-management in the workplace is critical for productivity, accountability, and personal development (Parker & Axtell, 2001). It requires efficient task organisation, time management, and emotional regulation. Self-management helps workers fulfil goals, deal with problems, and contribute constructively to team dynamics, improving overall performance and career development.

[bookmark: _Toc179406689]Definition
Self-management is the ability to control one's thoughts, emotions, and behaviours to attain personal and professional objectives (Manz & Sims, 1980). It entails establishing priorities, managing time effectively, remaining disciplined, and adapting to changing situations. Self-management helps people maintain concentration, accountability, and resilience, which promotes personal growth and workplace success.

[bookmark: _Toc179406690]My understanding
Self-management in the workplace is the ability to organise tasks, manage time, and regulate emotions to remain productive and accountable. Being disciplined and adaptable aids in achieving goals, tackling obstacles, and contributing effectively to a team, which helps personal and professional development.

[bookmark: _Toc179406691]Case Study Self-Management Example
Self-management failed due to unregulated gender dynamics and affinity bias, resulting in negative consequences. Dr. Alice Parker, despite her expertise, faced isolation and a lack of acknowledgment, which was exacerbated by team members' unwillingness to confront the biases that affect female engineers. Affinity bias split the team, instilling distrust, and cultivating a corrosive "us versus them" mindset. Dr. Parker's emotions were not addressed, which led to her withdrawal and lack of involvement. Individually, team members failed to moderate their biases and focus on the project's aims, resulting in Dr. Parker and her wife's resignations, which had a negative influence on the project.

[bookmark: _Toc179406692]My opinion 
If I were Dr. Parker, I would address team dynamics proactively by encouraging open communication and advocating for inclusion at SMART Engineering. I would log encounters and report bias to senior management to guarantee responsibility. By handling emotions constructively and focusing on teamwork, I could assist and realign the team's priorities. This would enhance team collaboration, trust, and accountability for discrimination.
[bookmark: _Toc179406693]My workplace example
I practice self-management by organising a project timeline, defining daily targets, and responding to unexpected challenges. When staff fall behind, I take the initiative to restructure work, meet deadlines, and ensure the team's success.



























[bookmark: _Toc179406694]Accountability
Accountability in the workplace is critical to cultivating a culture of trust and responsibility. It guarantees that individuals take responsibility for their actions and decisions (Frink & Klimoski, 2004), which leads to higher performance and ethical standards. When team members are held accountable, collaboration improves, morale rises, and overall organisational success increases when goals are met successfully.

[bookmark: _Toc179406695]Definition
Accountability is the obligation of individuals or organisations to accept responsibility for their actions, decisions, and results. It entails being accountable to stakeholders and maintaining transparency in procedures. Accountability builds trust, encourages ethical behaviour, and develops a culture of dependability, improving professional performance and decision-making.

[bookmark: _Toc179406696]My understanding
I feel that accountability in the workplace is critical for developing a trustworthy and responsible environment. It motivates people to take ownership of their actions and decisions, which improves performance and ethical behaviour. When team members are held accountable, collaboration improves, morale rises, and the organisation succeeds more.

[bookmark: _Toc179406697]Case Study Accountability Example
Within SMART Engineering, team members lacked accountability, resulting in a toxic work atmosphere. Dr. Alice Parker experienced marginalisation and bias, which hampered her contributions and skills. This lack of responsibility harmed both her and her wife, who eventually resigned due to continuous discrimination. The team failed to develop an inclusive atmosphere since male colleagues did not support their female counterparts, resulting in a division. Senior management's broken promises damaged confidence and communication, resulting in project delays and weakened team unity. The absence of accountability had a direct impact on organisational performance and morale.

[bookmark: _Toc179406698]My opinion
If I were Dr. Parker, I would set clear standards for accountability among team members by fostering open discussions about biases and inclusivity. I would document instances of overlooked contributions and raise these issues directly with management. This strategy would enhance collective responsibility by cultivating a culture that honours all opinions and encourages collaboration. This would create a supportive environment that values diversity and inclusion.

[bookmark: _Toc179406699]My workplace example
I exhibited accountability by admitting a mistake I made in a project report, immediately telling my manager, and proposing a solution. I worked overtime to resolve the issue, meeting the Project deadline, and preserving trust in the process.



























[bookmark: _Toc179406700]Authenticity
Authenticity in the workplace promotes trust, collaboration, and engagement among team members. When people are sincere and honest about their views and feelings, it promotes open communication and healthier connections (Avolio & Gardner, 2005). This creates a healthy organisational culture in which employees feel respected and empowered, increasing productivity and job happiness.

[bookmark: _Toc179406701]Definition
Authenticity is the attribute of being genuine, true to oneself, and consistent in ideas, words, and actions. It entails expressing one's ideas and opinions without pretence. In work contexts, authenticity encourages trust and transparency, allowing for genuine connections, which encourages honest and ethical cultures among colleagues.

[bookmark: _Toc179406702]My understanding
I believe that authenticity at work is critical for developing trust and teamwork. Expressing my honest ideas and feelings facilitates conversation and develops relationships. This fosters a healthy culture in which everyone feels appreciated and empowered, increasing productivity and overall job satisfaction across the organisation.

[bookmark: _Toc179406703]Case Study Authenticity Example
At SMART Engineering, authenticity was undermined, which had a profound impact on Dr. Alice Parker and her female colleagues. Despite their skill, they were continually neglected, with their contributions frequently attributed to male counterparts, demonstrating a misunderstanding of gender dynamics. The male team members lacked authenticity by failing to address these biases or encourage their female colleagues. Gossip and exclusion created a poisonous environment, resulting in a breakdown in trust and communication. Finally, Dr. Parker and her wife resigned, demonstrating the serious repercussions of inauthenticity and a failure to foster an inclusive atmosphere that values varied ideas and true collaboration.

[bookmark: _Toc179406704]My opinion 
If I were Dr. Parker, I would encourage regular team meetings concentrated on transparency and diversity, with everyone's contributions recognised. I would document incidents of gender bias and bring them to management's attention, encouraging a real atmosphere. This method would help to re-establish trust, improve collaboration, and retain diverse talent and inclusivity in the workplace.



[bookmark: _Toc179406705]My workplace example
As a manager, I demonstrated authenticity by openly addressing issues with the team and admitting I did not have all the answers. This honesty-built trust, promoted teamwork, and produced a supportive environment where people felt comfortable being honest and vulnerable.


























[bookmark: _Toc179406706]Personal Cognitive Bias
Personal Cognitive Bias significantly impacts decision-making in the workplace, leading to flawed judgments and distorted perceptions. It can cause individuals to favour information that aligns with their beliefs while ignoring contradictory evidence (Bazerman & Moore, 2012). Understanding these biases fosters better collaboration, improves problem-solving, and promotes a culture of inclusivity by valuing diverse perspectives.

[bookmark: _Toc179406707]Definition
Personal cognitive bias is defined as systematic patterns of deviation from norm or rationality in judgement, in which individuals base their conclusions on subjective preferences rather than objective facts. These biases influence perception, interpretation, and memory, frequently resulting in logical errors, misjudgements, and an inability to explore alternate perspectives effectively (Tversky & Kahneman, 1974).

[bookmark: _Toc179406708]My understanding
I understand how personal cognitive bias influences workplace decision-making, often resulting in incorrect judgements and biased perspectives. It causes persons to prioritise information that confirms their opinions while ignoring contradictory facts. Recognising these biases helps increase collaboration, problem-solving, and inclusivity by valuing varied viewpoints.

[bookmark: _Toc179406709]Case Study Personal Cognitive Bias Example
Personal cognitive biases, particularly gender affinity and confirmation bias, had a substantial impact on team dynamics at SMART Engineering. Dr. Parker, the principal engineer, experienced systematic biases that undercut her skills and contributions because of her gender and unique background. As a result, her suggestions were usually ignored, and rumours about her project management talents circulated. The female engineers were marginalised, resulting in a lack of collaboration and exacerbated conflict within the team. Team members failed to display real behaviour by failing to address gender dynamics and affinity biases, which contributed to Dr. Parker's choice to retire alongside her wife, worsening the loss of different perspectives.

[bookmark: _Toc179406710]My opinion 
If I were Dr. Parker, I would approach personal cognitive biases differently. I would start open talks about gender dynamics and build an inclusive environment, actively encouraging team members to share their ideas, and ensuring that every voice is heard. I would document biases to aid in the resolution of management issues and promote transparency, to enhance collaboration, inclusivity, and mutual respect among colleagues.

[bookmark: _Toc179406711]My workplace example
A senior manager overlooked a colleague’s innovative idea during a meeting, favouring suggestions from a more experienced team member due to a personal cognitive bias. This bias prevented the senior manager from considering new perspectives, suppressing creativity and team growth.


























[bookmark: _Toc179406712]Personal Unconscious Bias
Personal unconscious bias has a substantial impact on workplace interactions and decisions, sometimes resulting in unjust evaluations and missed opportunities. It shapes perceptions, which influence recruiting, promotions, and team dynamics. Recognising and eliminating these biases promotes a more impartial environment, improves collaboration, and guarantees that various perspectives are acknowledged, all of which drive organisational innovation and success.

[bookmark: _Toc179406713]Definition
Personal unconscious bias refers to automatic, often unintentional attitudes and prejudices that influence perceptions, behaviours, and judgements (Staats, 2016). These biases are shaped by experience, culture, and socialisation, and they influence the view of others in a variety of circumstances, including recruiting, assessments, and team dynamics, frequently without conscious knowledge.

[bookmark: _Toc179406714]My understanding
Personal unconscious bias strongly influences how people interact and make decisions at work, resulting in unfair assessments and missed opportunities. These biases influence perspectives on hiring, promotions, and teamwork. By eliminating biases, organisations can establish a fairer workplace, improve cooperation, and value various perspectives, boosting innovation.

[bookmark: _Toc179406715]Case Study Personal Unconscious Bias Example
Personal unconscious bias had a significant impact on the SMART Engineering team, including Dr. Alice Parker's leadership and contributions to the project. Gender bias resulted in Dr. Parker and her female colleagues being neglected and devalued, causing mistrust and conflict among the team. This climate hindered communication, resulting in missed deadlines and project collapse. The consequences went beyond individual discomfort, prompting Dr. Parker and her wife to retire, resulting in a gender imbalance on the engineering team. The organisation lost significant talent and viewpoints, oppressing innovation, and potentially harming its reputation and market competitiveness.

[bookmark: _Toc179406716]My opinion 
If I were Dr. Parker, I would approach personal unconscious bias differently. I would actively promote an inclusive environment by starting open discussions about biases and their consequences. I would encourage team members to express their thoughts, resulting in reasonable involvement, fostering inclusion, and addressing biases. I would document incidents of bias, to raise awareness with management, promoting responsibility. 

[bookmark: _Toc179406717]My workplace example
My manager subconsciously favours candidates from London, assuming they are better suited for government roles. This unconscious bias causes her to ignore similarly qualified individuals from other locations, diminishing diversity, and missing more suitable candidates.



























[bookmark: _Toc179406718]Interpersonal Relationships
Interpersonal relationships in the workplace are critical for developing collaboration, communication, and trust between team members (Chiaburu & Harrison, 2008). Positive relationships promote teamwork, morale, and job satisfaction (Keller, 2021). They encourage information exchange, minimise conflict, and foster a supportive environment, resulting in enhanced productivity and organisational success. Healthy relationships are essential to a successful job.

[bookmark: _Toc179406719]Definition
Interpersonal relationships are the connections and interactions between persons, by emotional, social, and communicative exchanges. These ties, whether personal or professional, influence behaviour and attitudes. Trust, respect, and efficient communication are the foundations of strong interpersonal relationships, which are critical to both individual well-being and group dynamics.

[bookmark: _Toc179406720]My understanding
Interpersonal relationships in the workplace are critical for developing collaboration, communication, and trust among team members. Positive relationships boost teamwork, morale, and job satisfaction while decreasing conflict and fostering a supportive environment. These contribute to enhanced productivity and organisational success, demonstrating the importance of strong relationships in the workplace.

[bookmark: _Toc179406721]Case Study Interpersonal Relationships Example
At SMART Engineering, gender and affinity biases had a significant impact on interpersonal connections. Dr. Alice Parker, a female engineer, was often dismissed for her knowledge, resulting in feelings of invisibility and loneliness inside a male-dominated team. The male colleagues frequently claimed credit for her achievements, undermining confidence, and teamwork. This lack of inclusivity harmed team morale, project timelines, and the company's reputation. The unwillingness to respect multiple perspectives hampered effective communication and impeded creativity, eventually leading to Dr. Parker and her wife's resignation, which reflected negatively on the organisation and underlined the critical need for cultural change.

[bookmark: _Toc179406722]My opinion 
If I were Dr. Parker, I would encourage open communication by establishing frequent team meetings that focus on collaboration and inclusivity. I would actively promote equal involvement among all team members, ensuring that everyone's efforts are recognised. This would increase trust, minimise bias, and improve overall team dynamics, benefiting the Project.
[bookmark: _Toc179406723]My workplace example
I build excellent interpersonal relationships by checking in with staff regularly, supporting them during busy times, and celebrating team accomplishments. My open communication and assistance foster trust and collaboration, boosting team morale and productivity.



























[bookmark: _Toc179406724]Professional Integrity
Professional integrity is critical in the workplace because it promotes trust, responsibility, and transparency among coworkers (Caldwell et al., 2008). It ensures that people behave ethically, keep their promises, and prioritise the organisation's ideals. Maintaining integrity improves teamwork, fosters a positive work culture, and contributes to the organisation's long-term performance and reputation.

[bookmark: _Toc179406725]Definition
Professional integrity is defined as following ethical principles, being honest, and having strong moral beliefs within a role. It entails accepting responsibility for one's conduct, remaining transparent, and constantly completing agreements. Individuals with professional integrity foster trust, improve teamwork, and positively impact their organisation's reputation and overall success.

[bookmark: _Toc179406726]My understanding
Professional integrity is crucial in the workplace because it fosters trust and accountability among coworkers. Employees support the organisation's values by performing ethically and honouring promises. Maintaining integrity improves teamwork, fosters a healthy culture, and increases the organisation's long-term success and reputation.

[bookmark: _Toc179406727]Case Study Professional Integrity Example
Professional integrity was jeopardised by widespread gender and affinity biases. Dr. Parker, as a female leader, experienced persistent disregard for her knowledge and contributions, resulting in a toxic work environment. This had an impact on female colleagues, lowering morale and teamwork. The lack of support from male colleagues widened the gap, impeding project development and undermining the team's trust. The project experienced delays, affecting the company's reputation. The resignation of Dr. Parker and her wife represents a loss of talent and perspective, emphasising the negative impact of prejudices on organisational success and integrity.

[bookmark: _Toc179406728]My opinion 
If I were Dr. Parker, I would prioritise open communication and promote professional integrity by freely addressing biases. I would set up regular team meetings to guarantee that all perspectives, particularly those of female engineers, were heard. I would also log contributions transparently to encourage accountability and collaboration. This would effectively promote diversity, responsibility, and improved team interactions.


[bookmark: _Toc179406729]My workplace example
I exhibit professional integrity by refusing to alter financial statistics, even when pressured by a manager to improve quarterly reports. I maintained ethical standards by publishing accurate numbers and guaranteeing transparency, even at the risk of negative consequences.



























[bookmark: _Toc179406730]Professional Practice

[bookmark: _Toc179406731]What did I learn?
I learned that being true to yourself builds trust, strengthens connections, and promotes a positive work environment. Being honest with oneself promotes open communication, and collaboration, and decreases stress. Authenticity helps to align values with actions, resulting in higher professional happiness and personal fulfilment.
I learned that achieving a better level of personal and professional practice requires a disciplined and reflective strategy that includes self-evaluation, goal planning, and ongoing progress. 
I can improve my abilities, knowledge, and overall performance by engaging in a reflective process, constructing a SMART plan (Specific, Measurable, Achievable, Relevant, Time-bound), and developing a Personal Development Plan (PDP). 

[bookmark: _Toc179406732]Reflection
Having reflected on my current abilities, strengths, and opportunities for progress. I have obtained insight into my behaviour, decision-making, and the influence of my activities, by reflecting on previous performance, accomplishments, and challenges.
My Reflection includes:
• What recent accomplishments have I made? and how have I overcome challenges? 
• What areas can I improve for greater effectiveness and efficiency? 
• What feedback have I had from colleagues and supervisors? 
The above answers will show gaps in my knowledge and performance, emphasise my strengths, and identify opportunities for personal growth and progress.

[bookmark: _Toc179406733]Areas of improvement
My areas of improvement during the reflection process include:
· Time management: To strive for increased productivity by establishing defined priorities.
· Communication Skills: Improving clarity and impact in spoken and written communications.
· Technical Skills: Keeping up with industry tools and advancements.
· Leadership Skills: Developing the capacity to motivate and steer a team towards common goals.
· Public Speaking: Conveys ideas, thoughts, and emotions systematically and efficiently. 

[bookmark: _Toc179406734]SMART Plan
I have completed a SMART Plan mapping objectives to guarantee that I meet my Career goals (Harris & Ogbonna, 2022). I have clear, reasonable, and measurable objectives to stay focused and motivated. Please see Appendix A. 

[bookmark: _Toc179406735]Personal Development Plan
From the SMART Plan, I have completed a Personal Development Plan to identify areas for improvement, whilst setting objectives for personal/professional growth. Please see Appendix B. 























[bookmark: _Toc179406736]Conclusion

In conclusion, this report emphasises the importance of self-management, accountability, honesty, and recognising personal biases in professional development. The SMART Engineering case study demonstrates the negative impacts of unchecked gender bias and exclusion, which result in the loss of important expertise and project delays. The instance also demonstrates the importance of promoting diversity and addressing unconscious prejudices to promote trust, collaboration, and innovation among teams. 
As proven in the case study, professional integrity provides a foundation for ethical behaviour and workplace trust. The lack of integrity at SMART Engineering led to gender bias, a hostile work environment, and the eventual resignation of key team members, exposing the negative impact on collaboration and project success. Individuals and organisations can develop strong connections, strengthen teamwork, and improve long-term performance by adhering to professional integrity through openness, accountability, and ethics. 
Individuals and organisations can improve ethical behaviours, make better decisions, and build cultures that foster continual professional growth and success by reflecting on these factors and supporting good interpersonal connections.

Following a SMART plan and Personal Development Plan, methodically enhances areas for improvement, resulting in increased personal and professional effectiveness in the workplace. Regularly assessing and amending goals as required, supports ongoing growth and development, which drives organisational success and reputation.
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[bookmark: _Toc179406738]Appendices

[bookmark: _Toc179406739]Appendix A
[bookmark: _Toc179406740]SMART Plan, to establish criteria for effective goal-setting, and objective development. 

1. Time Management
· Specific: Create a daily prioritisation strategy using the Eisenhower Matrix to divide work into urgent/important quadrants. 
· Measurable: Track daily accomplished tasks versus planned tasks, to complete at least 80% of prioritised tasks every week.
· Achievable: Set aside 30 minutes every morning to plan and prioritise the day's tasks.
· Relevant: Improved time management will increase productivity and reduce stress.
· Time-bound: Implement this system for three months, with weekly progress reviews.

2. Communication Skills
· Specific: Attend a workshop on effective communication and practice giving presentations to colleagues.
· Measurable: Aim to present at least once every two weeks and ask for feedback after each presentation.
· Achievable: Enrol in an online communication skills course, attend lunch, and learn communication meetings once a month.
· Relevant: Improving communication skills will boost team collaboration and project success.
· Time-bound: Complete the workshop and provide presentations throughout the next four months.

3. Technical Skills
· Specific: Identify major industry tools/software and participate in relevant online tutorials and training courses.
· Measurable: Learn and demonstrate at least two new tools each quarter.
· Achievable: Dedicate an hour a week to master modern technologies via LinkedIn Learning or industry webinars.
· Relevant: Updating technical skills is critical for job progress and successful project execution.
· Time-bound: Set a six-month period to complete training on the identified tools.

4. Leadership Skills
· Specific: Obtain a mentor to help me develop my leadership abilities and participate in team-building activities.
· Measurable: Set a goal to lead one team project or initiative every quarter and seek feedback from team members.
· Achievable: Participate in a leadership development program for three months.
· Relevant: Developing leadership abilities will improve team supervision and increase project success.
· Time-bound: Improve leadership skills over the following six months.

5. Public Speaking Skills
· Specific: To reduce fear and feelings of inadequacy when public speaking, practice mindfulness, prepare extensively and seek feedback.

· Measurable: Measure success by recording responses from at least three distinct speaking appearances.

· Achievable: Practice public speaking with friends at small gatherings in secure contexts. 

· Relevant: This plan will aid in professional development, to improve public speaking

· Time-bound: Give a brief speech every two weeks for three months.






[bookmark: _Toc179406741]Appendix B
[bookmark: _Toc179406742]Personal Development Plan, to identify and develop personal and professional skills. 

PDP:
Natalie O’Sullivan, Staff Id: 603126. Senior Business Change Manager, October 2024.
	What are your career goals? 

	What skills do you need to improve?
	 Benefits
	What action will you take? 

	How will you measure this?
	 Monitoring & Evaluation
	Deadline

	Increase Project Productivity
	Time Management 
	Effectiveness, efficiency, and reduced stress.

	Plan and prioritise the day's tasks for
 30 minutes every morning 
	Track daily accomplished tasks versus planned tasks. 
	Weekly progress reviews
	3 months

	Promotion to Comms
Lead 
	Communication

	Positive team collaboration, Project success & promotion

	Present to colleagues regularly.

	Present at least once every two weeks 
	Gain feedback after each presentation.

	4 months

	Adapt to emerging technologies
	Technical skills 

	Successful modern project execution.

	Master modern technologies via LinkedIn Learning or industry webinars.
 
	Learn and demonstrate at least two new tools each quarter.
	Implement tech tools & Review/ analyse success.
	6 months

	Lead a Programme 

	Leadership skills 
	Improve Team supervision and increase Programme success.

	Participate in a leadership development program & job shadow Programme Manager.
	Assist on a Programme or initiative every quarter 
	Seek feedback from team members & Programme Manager

	6 months


	Deliver a Seminar
	Oral skills
	Professional development & transparent communication
	Practice public speaking at small gatherings
	Volunteer to chair a fortnightly steering group 
	Ask attendees to complete a survey on my presentation/ delivery
	3 months




(McGowan & McGowan, 2018)
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