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Developing Professional Practice

Introduction

The following assignment presents a critical evaluation of the professional practices displayed in the SMART Engineering case study. The case explores the workplace experiences of Dr. Alice Parker, a senior engineer who faced important challenges relating to bias, exclusion, and poor team dynamics while leading a project to design crucial parts for an electric car. Through her perspective, the case highlights how organisational culture, communication breakdowns, and ineffective leadership can negatively affect collaboration, motivation, and overall project success.
This review will analyse what happened in the case, why it occurred, who was affected, and what the consequences were for individuals and the organisation. It will then evaluate the professional practices of those involved using five key areas of professional competence: self-management; personal, cognitive and unconscious bias; accountability and authentic behaviour; interpersonal relationships; and professional integrity.
By engaging critically with relevant theories and professional standards, this paper will demonstrate an understanding of how ethical conduct, fairness, and effective leadership contribute to positive professional practice. Finally, a personal development plan (PDP) will be included to identify opportunities for improving self-awareness, ethical decision-making, and interpersonal effectiveness in future professional contexts.

What Happened and Why It Happened
The engineers who allowed gossip and bias showed poor integrity. True integrity means challenging unethical behaviour, even when it is uncomfortable, and failing to do so reflects moral disengagement, where people justify wrongdoing (Bandura, 2016).
Dr. Parker, however, demonstrated strong integrity. She remained professional, refused to engage in unethical behaviour, and chose to leave rather than accept discrimination, showing self-respect and commitment to her values.
Organisations that value integrity promote trust, fairness, and employee loyalty. To rebuild integrity at SMART Engineering, leaders must focus on ethical training, transparent communication, and clear accountability.
Critical Evaluation of Professional Practice
Self-Management
Self-Management
Effective self-management is an important part of professional work. It means managing your time, emotions, and behaviour to perform well (Goleman, 2017). Dr. Alice Parker showed strong self-management despite major workplace challenges. She stayed professional, continued leading the project, and focused on results, even while being undermined and excluded.
Other team members, including senior management, did not show good self-management. Gossiping, withholding resources, and poor communication show a lack of emotional control and professionalism. Ignoring personal tensions let bias and resentment guide behaviour. Management also reacted poorly to project delays, pressuring Dr. Parker and ignoring her authority, damaging trust and teamwork (Boyatzis, 2018).
Good self-management requires recognising emotional triggers, responding with empathy, and making fair, rational decisions (Salovey & Mayer, 1990). Dr. Parker’s professionalism shows strong self-management, while the lack of it in others helped create a toxic workplace.
Personal, Cognitive, and Unconscious Bias
Bias, conscious or unconscious, affects workplace behaviour and decisions. Unconscious bias means making judgements based on stereotypes without meaning to (Banaji & Greenwald, 2016). Gender bias, affinity bias, and possibly unisex bias were evident in this case.
Dr. Parker and her wife experienced exclusion and gossip because of their relationship and gender. Female engineers were routinely ignored during meetings, their work assign to male colleagues, and their opinions dismissed. This behaviour aligns with well-documented patterns of gender bias in STEM professions, where women often face greater investigation and fewer opportunities to lead (Eagly & Carli, 2007).
These biases caused mistrust and hindered teamwork. Management’s failure to address them shows a lack of focus on diversity and equity. Inclusive workplaces are more creative and productive (Shore et al., 2018). Organisations should provide diversity training, promote inclusive communication, and have clear reporting processes to reduce bias and encourage fair decision-making.
Affinity bias also shaped the team’s dynamics. Team members gravitated towards others with similar backgrounds, while Dr. Parker, who came from an offshore engineering background, was viewed as an outsider. This type of bias often leads to “ingroup–outgroup” divisions, where those who do not fit the dominant culture become excluded or undervalued (Roberson, 2019).
A professional, ethical approach would have involved formal diversity training, inclusive communication practices, and clear instructions for reporting discrimination. These measures help individuals recognise their own biases and encourage more fair decision-making.
Accountability and Authentic Behaviour
Accountability and authentic behaviour are critical to maintaining professional integrity and trust in the workplace. Accountability means taking responsibility for one’s actions and decisions, while authenticity involves behaving consistently with one’s values and principles (Avolio & Gardner, 2005).
In this case, both leadership and team members failed to take accountability. Senior managers promised resources that were never delivered, later denying these commitments. This behaviour weakened trust between management and the project team, leaving Dr. Parker unsupported. Authentic leadership theory suggests that honesty and consistency are essential for trust and morale (George, 2015). By acting dishonestly or avoiding responsibility, management undermined both.
Similarly, male colleagues who witnessed unfair treatment of their female peers did not intervene or speak up. This lack of moral courage continues the discrimination and reinforced the exclusion of women within the team. Ethical frameworks such as the Engineering Council’s Code of Conduct (2020) stress the duty of engineers to promote equality, honesty, and respect. Silence in the face of injustice contradicts these principles and contributes to organisational harm.
In difference, Dr. Parker’s actions demonstrate authenticity and integrity. She continued to perform her role, voice concerns, and deliver results despite the hostile environment. 

Her decision to resign was an act of self-respect and professional principle. In her position, continued exposure to unethical behaviour without institutional support would have been damaging to her wellbeing and reputation.
The situation shows that accountability must exist at all levels, from team members to senior management. Without it, ethical standards become meaningless, and organisational credibility suffers.

Personal Relationships
Healthy personal relationships are crucial to effective teamwork. They rely on mutual respect, trust, and open communication (Tuckman, 1965). In SMART Engineering, the absence of these qualities led to a divided and demotivated team.
From the start, there was cliques and divisions. Team members whispered about Dr. Parker and her wife, avoided open communication, and failed to collaborate. Such behaviour indicates psychological unsafety, a state in which individuals fear negative consequences for speaking up or being themselves (Edmondson, 2019). Psychological safety is essential for encouraging innovation and effective problem-solving, particularly within complex engineering projects.
Meetings chaired by James Parker further showed poor relational management. Female engineers were ignored, excluded from discussions, and denied credit for their work. This imbalance created resentment and silenced valuable perspectives. Studies show that when employees feel excluded, team performance and creativity decline sharply (Nembhard & Edmondson, 2006).
The breakdown in relationships also extended to management interactions. By speaking directly to the team without Dr. Parker’s knowledge, senior leaders bypassed her authority and undermined her position. This not only damaged her confidence but also encouraged others to disregard her leadership.
Improving personal relationships would require clear communication structures, conflict resolution techniques, and overall leadership practices. Leaders who listen actively, show empathy, and value contributions from all members create a sense of belonging that enhances teamwork (Goleman, 2017). Dr. Parker attempted to maintain professionalism despite the environment, but without collective effort, individual resilience could not compensate for a toxic team culture.


Professional Integrity
Professional integrity involves upholding ethical standards, honesty, and fairness in all aspects of work. It is the base of trust within professional practice (Engineering Council, 2020). In the SMART Engineering case, a lack of integrity is evident across several levels of the organisation.
Management’s broken promises and dismissal of bias show a lack of ethical leadership. Ethical leaders lead by example, act on their values, and take responsibility (Brown & Treviño, 2006), but these leaders undermined workplace ethics by ignoring problems.
The engineers who allowed gossip and bias to continue showed poor integrity. Professional integrity means challenging unethical behaviour, even when it is uncomfortable. Failing to do so reflects moral disengagement, where people justify unethical actions by downplaying their impact (Bandura, 2016).
In contrast, Dr. Parker displayed strong integrity. She maintained professionalism, continued her work, and refused to take part in unethical behaviour, even when marginalised. Her choice to leave rather than accept ongoing discrimination reflected both self-respect and a commitment to professional values.
Organisations that prioritise integrity support long-term success and employee loyalty. Integrity ensures decisions are fair, people are treated with respect, and trust is maintained. To restore integrity at SMART Engineering, leadership must commit to ethical training, open communication, and clear accountability.

Consequences of the Actions
The issues at SMART Engineering had serious effects on both the people involved and the organisation. Poor leadership, bias, and lack of inclusion caused stress, reduced teamwork, and ultimately led to the loss of key staff.

Consequences of Poor Self-Management in Leadership
Leaders who lack self-management can create a toxic workplace, with low morale, reduced productivity, and high turnover. Poor communication, lack of empathy, and micromanagement are common signs. These behaviours damage trust and reduce team effectiveness (Singers, 2022).
Impact of Unconscious Bias on Workplace Outcomes
Unconscious bias affects workplace decisions, team interactions, and employee evaluations. It can cause discrimination, reduce diversity, and lower morale. Organisations need strategies to identify and reduce bias to create a fair and inclusive work environment (Teammates, 2015).
Impact on Individuals
Dr. Alice Parker faced emotional and professional challenges. Despite her experience and expertise, she was ignored, undervalued, and disrespected. Over time, this caused stress, frustration, and a feeling of isolation. Research shows that workplace discrimination and exclusion can lead to burnout, low job satisfaction, and reduced performance (Cortina et al., 2013).
Her wife, as the only other female and openly gay engineer, faced similar challenges. Both women eventually left the company. Their resignation was a loss personally and for the organisation, as losing skilled engineers harms productivity and technical knowledge. High staff turnover due to poor workplace culture can be costly financially and reputationally (Gallup, 2022).
Male team members were also affected indirectly. Bias and gossip lowered morale and made collaboration harder. The “us versus them” atmosphere divided the team and reduced creativity and problem-solving.
Impact on the Organisation
For SMART Engineering, losing two experienced engineers during a critical project threatened deadlines, increased costs, and could damage client trust. Low morale and high turnover reduce productivity and can harm reputation (Robbins & Judge, 2019).
The company’s failure to address bias and unfair treatment could lead to legal issues. In the UK, the Equality Act 2010 protects employees from discrimination based on gender, sexual orientation, and marital status. Ignoring these rules carries serious consequences.
The toxic culture also hurt collaboration. The team, meant to combine engineers, designers, and marketing specialists to build a new electric car, struggled due to low trust and inclusion. Research shows diverse teams perform best when everyone feels included and respected (Shore et al., 2018). Without this, diversity alone does not improve outcomes.
Broader Professional Consequences
This situation also reflects poorly on the engineering profession. Professional engineers are expected to act with integrity, fairness, and respect (Engineering Council, 2020). When these standards are not met, public trust can suffer. It may also discourage women and minority engineers from continuing in the field, making underrepresentation worse (Royal Academy of Engineering, 2021).
In short, the team’s actions caused emotional harm, reduced performance, legal and reputation risks, and the loss of valuable staff. The company’s failure to act ethically and inclusively hurt both people and the organisation.

Impact of Poor Self-Management on Organizational Culture
Poor self-management among leaders can lead to a toxic organizational culture, characterized by low morale, decreased productivity, and high turnover. Inadequate communication, lack of empathy, and micromanagement are often symptoms of such poor self-management. These behaviours can erode trust within teams and hinder overall organizational effectiveness. 
Consequences of Unconscious Bias in the Workplace
Unconscious bias can significantly impact workplace dynamics, affecting hiring decisions, performance evaluations, and team interactions. It can lead to discrimination, hinder diversity, and affect employee morale. Organizations must implement strategies to recognize and mitigate unconscious bias to foster an inclusive and equitable work environment.
What Could Have Been Done Differently / How I Would Act Differently
Many of the problems at SMART Engineering could have been avoided if the team and managers had acted differently. This case shows important lessons about how I would handle similar situations in my own professional work.
Leadership and Team Management
One of the main problems was weak leadership. Meetings often ignored female engineers, and management bypassed Dr. Parker, speaking to other team members instead. Leadership could have acted differently by:
· Making roles and responsibilities clear so everyone knows who is leading which part of the project.
· Including everyone in discussions and decisions, giving female engineers equal opportunities to speak.
· Checking progress with the project lead instead of bypassing them, to show respect and reduce confusion.
· Dealing with gossip and unfair behaviour directly, making it clear that disrespect is not allowed.
In my own professional practice, I would make sure all team members are treated fairly, encouraged to contribute, and recognised for their work. I would run meetings with a clear structure where everyone can give updates and ideas. If I notice exclusion or bias, I would act quickly and calmly to address it.

Managing Bias
Bias was another key problem. Team members favoured people like themselves and ignored Dr. Parker’s expertise. Bias could have been reduced by:
· Providing bias training for all team members.
· Keeping clear records of contributions so credit is fair.
· Encouraging a culture that values different perspectives, especially from people with different backgrounds.
In my professional practice, I would listen to all team members and actively encourage input from quieter or minority voices. I would also check my own biases by asking myself whether I favour certain ideas without reason.
Accountability and Integrity
Management did not deliver promised resources, and team members did not challenge unethical behaviour. Better accountability could have included:
· Following through on promises and recording decisions clearly.
· Creating clear ways to report problems or delays.
· Holding everyone to high ethical standards, including speaking up about unfair behaviour.
I would act differently by being honest about my actions, taking responsibility when mistakes happen, and recognising the work of others. I would encourage a culture where honesty and fairness are valued and rewarded.
Building Interpersonal Relationships
Team relationships were poor, with gossip, mistrust, and exclusion. Healthy relationships could have been built by:
· Setting team rules for respect, communication, and inclusion.
· Encouraging collaboration through joint problem-solving.
· Living the team chances to bond and discuss openly.
In my professional practice, I would create opportunities for all team members to share ideas and support each other. For example, I would hold regular “check-ins” so everyone can raise concerns safely. I would also make sure credit is shared fairly and conflicts are resolved in a positive way.
Professional Development and Support
Dr. Parker and her wife did not have enough support from management or colleagues. The organisation could have helped by:
· Offering mentorship to support female engineers.
· Holding regular feedback sessions to deal with problems early.
· Providing training and resources to help the team work better together.
I would make sure my team has access to mentorship, training, and guidance. I would also give feedback and recognition regularly to keep motivation and trust high.
Summary of How I Would Act Differently
Overall, I would act differently by:
· Promoting inclusion and respect: Making sure all voices are heard.
· Maintaining accountability: Keeping promises and taking responsibility.
· Challenging bias: Acting quickly if anyone is treated unfairly.
· Supporting professional growth: Providing mentorship and regular feedback.
· Creating psychological safety: Building a team where people feel safe to speak up.
Using these practices could have prevented delays, improved teamwork, and maintained professional standards. This approach protects employees’ wellbeing while also helping the organisation perform better and build a stronger reputation.
Personal Development Plan (PDP)
A personal development plan (PDP) helps identify areas for improvement and outlines strategies to enhance professional skills. Reflecting on the SMART Engineering case, I have identified several areas where I can develop my practice to ensure I work effectively, ethically, and inclusively in my professional environment.
Self-Management
Development Need:
Managing stress, prioritising tasks, and maintaining professionalism in challenging situations.
Action Steps:
· Use time management tools to organise tasks and meet deadlines efficiently
· Practice stress-reduction techniques such as mindfulness and regular breaks.
· Reflect weekly on performance and adjust priorities to improve focus and productivity.
Success Measure:
· Consistently meet deadlines without compromising quality.
· Remain composed during high-pressure situations.
· Improved self-confidence and reduced stress at work.
Awareness and Management of Bias
Development Need:
Recognising and addressing personal and unconscious bias to ensure fair and inclusive decision-making
Action Steps:
Attend diversity and inclusion training.
· Regularly reflect on decisions to identify any potential bias.
· Encourage feedback from colleagues to understand how my actions may be perceived.
Success Measure:
· Decisions and actions are inclusive and fair.
· Feedback from colleagues indicates a positive and supportive environment.
· Ability to recognise and address bias in myself and others.
Accountability and Integrity
Development Need:
Ensuring transparency, honesty, and ethical behaviour in all professional activities.
Action Steps:
· Keep clear records of work and decisions to maintain accountability.
· Speak up when unethical behaviour is observed.
· Regularly review professional standards and codes of conduct relevant to engineering.
Success Measure:
· Recognised as a reliable and trustworthy professional by colleagues and managers.
· Ethical standards are consistently upheld in all projects.
·  Ability to address ethical concerns confidently and appropriately.
Interpersonal Relationships
Development Need:
 Building and maintaining positive, collaborative relationships with colleagues.
Action Steps: Facilitate inclusive team discussions where all members can contribute.
· Address conflicts quickly and constructively.
· Practice active listening to understand colleagues’ perspectives.
Success Measure:
· Team members feel valued and included.
·  Improved team cohesion and collaboration.
· Reduced workplace conflicts and improved communication. Professional Integrity
Development Need:
Ensuring that professional values always guide decisions and behaviour.
Action Steps:
· Follow engineering professional codes of conduct consistently.
· Seek guidance when facing ethical dilemmas.
· Reflect on personal values and align them with professional actions.
Success Measure:
· Maintain a consistent record of ethical behaviour.
· Positive feedback from supervisors and peers regarding professionalism.
Decisions consistently reflect integrity and professional standards.



Summary
This PDP focuses on developing key professional skills, including self-management, awareness of bias, accountability, interpersonal relationships, and professional integrity. By actively following these steps, I will be able to contribute positively to my team, ensure fair treatment of colleagues, and maintain high standards of professional practice. These actions will not only improve my own performance but also create a safer, more inclusive, and productive workplace environment.
Conclusion
The SMART Engineering case highlights the serious impact of workplace bias, poor leadership, and weak professional practice. Dr. Alice Parker and her wife faced exclusion, gender bias, and lack of recognition, which led to their resignation. This shows how leadership failures and poor team relationships can create a toxic environment, lower performance, and harm both staff and the organisation.
Evaluating the situation across the five areas of professional practice—self-management, bias awareness, accountability, interpersonal relationships, and integrity—shows many issues could have been avoided with inclusive leadership, clear communication, and ethical decision-making. Dr. Parker’s professionalism and integrity were exemplary, while management’s failures reveal the need for strong ethical standards.
The consequences affected wellbeing, productivity, and the company’s reputation. Addressing these issues early would have supported staff, promoted fairness, and strengthened collaboration.
Learning from this case, professionals can focus on self-management, bias awareness, accountability, building strong relationships, and integrity. Applying these principles improves performance and helps create a positive, inclusive, and effective workplace. Overall, the case underscores the importance of respecting and valuing all team members to promote better professional practice and ensure sustainable success.
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