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[bookmark: _Toc241774001]1.Introduction

Professional practice involves more than having the technical knowledge and skills required to complete a role. It also requires individuals to manage their behaviour, communicate effectively, recognise personal biases, take responsibility for their actions and maintain positive professional relationships. Developing these areas can support effective teamwork and contribute to a positive and inclusive working environment.

This critical review examines the SMART Engineering case study, which focuses on Dr Alice Parker and the challenges she experienced while leading an important electric car project. The case highlights issues relating to gender bias, unconscious bias, affinity bias, communication, trust and recognition within a cross functional team. These issues contributed to conflict, reduced collaboration and difficulties within the project, ultimately resulting in Dr Parker and her wife leaving the organisation.

The review will critically examine eight areas of professional practice, self-management, personal/cognitive bias, personal unconscious bias, accountability, authentic behaviour, interpersonal relationships, professional integrity and the development of own professional practice. Academic literature will be used to analyse the issues within the case and consider how alternative approaches could have produced different outcomes. The review will also apply learning from the case to my own professional practice as a self employed window cleaning business owner.

The final section will identify areas for personal development and present a SMART Personal Development Plan (PDP). This will provide specific and measurable objectives for improving my professional practice. By combining academic theory, analysis of the case study and reflection on my own experience, the review aims to demonstrate how continuous professional development can support more effective, responsible and reflective professional practice.


[bookmark: _Toc241774002]2. Self-Management

Self management refers to an individual’s ability to regulate their thoughts, emotions and behaviour to remain focused on professional goals. Porath and Bateman (2006) found that self regulation can contribute to improved job performance, particularly when individuals manage their behaviour effectively in challenging situations. In the workplace, self management is therefore important because employees may experience pressure, conflict or difficult interpersonal relationships while still being expected to work professionally.

In the SMART Engineering case study, self management became important as the project approached its December 2022 deadline. Dr Alice Parker was experiencing pressure from the delayed project, while also facing gender bias, gossip and a lack of recognition from colleagues. For example, she became increasingly guarded about sharing project information because she was concerned that male colleagues might take credit for her work. The reason this happened was the lack of trust within the team and the repeated experience of female engineers’ contributions being overlooked or attributed to male colleagues. Dr Parker and the other female engineers were affected by this environment, while the wider project team was affected through reduced communication and collaboration. The consequence was that important information was not shared as openly, potentially making it more difficult for the team to resolve problems and meet the deadline.

If I were in Dr Parker’s position, I would try to manage my emotions while addressing the problem through appropriate professional channels. I would document my contributions, communicate concerns with the project leader or senior management, and continue sharing necessary project information. This would allow me to protect my professional contribution without withdrawing from the team. Self-management does not mean ignoring negative experiences, instead, it involves responding constructively while maintaining professional standards (Porath & Bateman, 2006).

In my own workplace, self management is important because running a window cleaning business requires me to manage customers, appointments and daily responsibilities while remaining professional.

[bookmark: _Toc241774003]3. Personal/Cognitive Bias

Personal or cognitive bias refers to the mental shortcuts people use when interpreting information and making judgements about others. These biases can influence how individuals perceive colleagues, their abilities and their contributions without necessarily being aware of the influence. Abbasi et al. (2024) found that similarity between individuals can influence workplace interactions and may contribute to the exclusion of people who are perceived as different. Recognising cognitive bias is therefore important because decisions based on assumptions rather than evidence can negatively affect teamwork, equality and professional relationships.

In the SMART Engineering case study, cognitive bias can be seen when the male team members were given greater recognition than the female engineers. For example, Dr Parker had worked on a project for three months, yet a male colleague was asked to provide the progress update during a team meeting. On another occasion, a male colleague asked Dr Parker for an update so that he could present it himself. The reason this happened may have been influenced by assumptions about who was considered knowledgeable or suitable to represent the project. Dr Parker and the other female engineers were affected because their expertise and contributions were not given equal recognition. The wider team and organisation were also affected because excluding employees knowledge can reduce collaboration and prevent valuable ideas from being considered.

If I were involved in this situation, I would challenge these assumptions by ensuring that the person responsible for the work was given the opportunity to explain and present it. Team meetings could also be structured so that all members are invited to contribute, rather than relying on individuals who are more familiar or similar to those making decisions. This could reduce the influence of similarity bias and create a more inclusive working environment (Abbasi et al., 2024).

In my own professional practice, cognitive bias is relevant when dealing with customers because assumptions can influence how situations are interpreted. For example, I may initially form an opinion about a customer's expectations based on previous experiences.

[bookmark: _Toc241774004]4. Personal Unconscious Bias

Unconscious bias refers to automatic attitudes or assumptions that can influence how people perceive and interact with others without being consciously aware of doing so. Greenwald and Banaji (1995) explain that implicit attitudes can influence social judgement and behaviour even when individuals do not deliberately intend to discriminate. Understanding unconscious bias is important in professional practice because it can affect recruitment, communication, decision making and the recognition of colleagues abilities.

In the SMART Engineering case study, unconscious bias can be seen in the way Dr Parker and her wife were treated by colleagues. When they entered rooms, conversations stopped and people were reported to whisper in corridors. There was also a repeated focus on Dr Parker being a woman leading an important engineering project. The reason this happened may have been influenced by unconscious assumptions about gender, sexuality and what an engineer or project leader was expected to look like. The team also demonstrated affinity bias, as individuals appeared to gravitate towards colleagues with similar backgrounds and experiences. Dr Parker had previously worked as a chief engineer on an offshore oil rig, while many colleagues had backgrounds in other energy companies and residential energy products. As a result, her different experience was not fully valued.

Dr Parker and her female colleagues were affected by these attitudes because they felt excluded and their professional contributions were overlooked. The consequences extended to the organisation because reduced trust and communication affected teamwork. Dr Parker eventually resigned after many years of successful engineering experience, while her wife also left. This resulted in the loss of experienced employees at a time when the organisation was already under pressure to complete an important project.

If I were involved in this situation, I would encourage the team to recognise how unconscious assumptions may be affecting their behaviour. Training on equality and unconscious bias, combined with fair opportunities for all team members to contribute, could help challenge these assumptions. Managers should also monitor whether particular employees are repeatedly overlooked or excluded.

In my own professional practice, unconscious bias can potentially influence how I communicate with different customers or respond to their expectations. I would therefore aim to treat each customer as an individual and base decisions on the situation rather than assumptions. Reflecting on my behaviour can help me recognise potential bias and improve my professional practice.

[bookmark: _Toc241774005]5. Accountability

Accountability refers to taking responsibility for decisions, actions and their consequences. In a professional environment, accountability means that individuals should recognise their responsibilities and be prepared to explain or address the outcomes of their behaviour. Vriens et al (2018) suggest that professional accountability involves individuals being answerable for their actions and the way these actions affect others. Accountability is particularly important in diverse teams because responsibility for creating an inclusive workplace should not rest solely with those experiencing exclusion.

In the SMART Engineering case study, there was a clear lack of accountability among both team members and management. Dr Parker and the other female engineers were repeatedly overlooked during meetings, while male colleagues were given opportunities to represent their work. Senior management also made promises regarding resources that were not delivered and later appeared to forget conversations about these commitments. Furthermore, management approached team members directly about the project without informing Dr Parker, despite her being the project lead. The reason these problems continued was that individuals did not appear to take sufficient responsibility for addressing the underlying issues. Dr Parker and the other female engineers were affected through reduced recognition and trust, while the organisation was affected through communication problems, project delays and the eventual loss of experienced employees.

If I were responsible for the team, I would establish clear responsibilities and ensure that commitments regarding resources were documented and followed up. I would also hold regular meetings with the project lead and team members so that concerns could be raised openly. Where employees were being overlooked or excluded, this should be addressed rather than allowed to become normal behaviour. Accountability would therefore involve not only completing assigned tasks but also taking responsibility for maintaining effective professional relationships and an inclusive working environment.

In my own professional practice, accountability is important because as a self employed window cleaner I am responsible for the service I provide and the commitments I make to customers. If I agree a date, price or service, I need to ensure that I communicate clearly and take responsibility if circumstances change.

[bookmark: _Toc241774006]6. Authentic Behaviour

Authentic behaviour refers to acting in a genuine and consistent way that reflects an individual’s values while being open and honest with others. Authenticity in professional practice can support trust because employees are more likely to communicate openly when they feel that colleagues and managers are behaving honestly and fairly. Gardner et al. (2011) explain that authenticity involves understanding oneself and behaving consistently with internal values, while also considering relationships with others. In the workplace, authentic behaviour can therefore support effective communication and stronger professional relationships.

In the SMART Engineering case study, authentic behaviour was limited because important issues were not openly addressed. For example, colleagues stopped talking when Dr Parker and her wife entered rooms and whispered about them in corridors. There were also concerns about Dr Parker being a woman leading an important engineering project, yet these attitudes were not openly challenged. Dr Parker herself became guarded about sharing project information because she feared that others would take credit for her work. The reason this occurred was a lack of trust and an unwillingness within the team to openly discuss the underlying problems. Dr Parker and the other female engineers were affected because they felt excluded, while the wider team experienced reduced communication and collaboration.

If I were working within this team, I would encourage honest and respectful communication rather than allowing concerns to be discussed privately or through gossip. Managers should create opportunities for employees to raise concerns safely and should address inappropriate behaviour when it occurs. I would also ensure that contributions were openly acknowledged and that employees were given credit for their own work. This could help rebuild trust and encourage team members to communicate more openly. Authentic behaviour does not mean saying everything without considering others, it means communicating honestly while maintaining professional respect.

In my own professional practice, authentic behaviour is important when communicating with customers because I want my business to be viewed as reliable and trustworthy. I should be honest about what I can provide, my availability and any limitations rather than making promises that I may not be able to fulfil.

[bookmark: _Toc241774007]7. Interpersonal Relationships

Interpersonal relationships refer to the relationships and interactions individuals develop with colleagues within a professional environment. Positive workplace relationships can support communication, cooperation and trust, while poor relationships can create conflict and reduce team effectiveness. Edmondson (1999) highlights the importance of psychological safety within teams, where individuals feel able to communicate, ask questions and contribute without fear of negative consequences. This is particularly important within diverse teams where different experiences and perspectives need to be valued.

In the SMART Engineering case study, interpersonal relationships were negatively affected by gender and affinity biases. Dr Parker and her wife experienced colleagues becoming quiet when they entered rooms and whispering about them. Female engineers were also regularly overlooked during meetings, with their contributions sometimes being attributed to male colleagues. As these behaviours continued, trust within the team deteriorated. Dr Parker became guarded about sharing information because she was concerned that another colleague might receive credit for her work. The reason this happened was that the team did not create an environment where all members felt respected and valued. Dr Parker and the other female engineers were particularly affected, but the whole project team was impacted because effective communication and collaboration became more difficult.

If I were working within this team, I would encourage regular communication where every member was given an opportunity to contribute. Team meetings could include structured opportunities for each person to provide updates on their own work, ensuring that contributions were properly recognised. I would also address inappropriate comments, gossip or exclusion rather than allowing these behaviours to become accepted. This could help rebuild trust and create a safer environment for employees to share ideas and raise concerns.

In my own professional practice, interpersonal relationships are important because running a window cleaning business involves regular communication with customers and potentially other professionals. Maintaining good relationships requires reliability, respect and clear communication.

[bookmark: _Toc241774008]8. Professional Integrity

Professional integrity refers to acting honestly, fairly and responsibly while maintaining appropriate professional standards. It involves being trustworthy, taking responsibility for decisions and treating others with respect. Brown and Treviño (2006) highlight the importance of ethical behaviour and leadership in influencing how employees behave within organisations. Professional integrity is therefore important because poor ethical behaviour can damage trust, relationships and organisational performance.

In the SMART Engineering case study, professional integrity was affected by the way Dr Parker and other female engineers were treated. Their contributions were regularly overlooked, while male colleagues were sometimes given recognition for work completed by female team members. Senior management also promised resources that did not materialise and later appeared to forget conversations about these commitments. In addition, management communicated directly with team members about the project without informing Dr Parker, despite her being the project lead. These actions created a lack of transparency and trust. Dr Parker was affected because she felt that her expertise was not respected, while the wider team experienced communication difficulties and reduced trust. The organisation was ultimately affected through project delays, additional pressure and the loss of experienced employees when Dr Parker and her wife resigned.

If I were responsible for the project, I would ensure that decisions and commitments were communicated clearly and recorded so that everyone understood what had been agreed. I would also ensure that employees received appropriate recognition for their own contributions and that concerns about unfair treatment were addressed. This would demonstrate fairness and transparency while helping to rebuild trust within the team. Professional integrity requires individuals to consider not only their own responsibilities but also how their behaviour affects colleagues and the organisation.

In my own professional practice, integrity is important because customers need to trust the service provided by my window cleaning business. I need to be honest about prices, availability and the services I can provide. If I make a commitment to a customer, I should make every effort to fulfil it and communicate promptly if circumstances change

Overall, professional integrity is essential for maintaining trust and credibility. The SMART Engineering case demonstrates that when honesty, fairness and transparency are not consistently demonstrated, relationships can deteriorate and the consequences can extend beyond individuals to the performance and reputation of the organisation.

[bookmark: _Toc241774009]9. Conclusion
This critical review has examined how self-management, cognitive and unconscious bias, accountability, authentic behaviour, interpersonal relationships and professional integrity can influence professional practice. The SMART Engineering case demonstrates that workplace problems are rarely caused by one issue alone. Instead, bias, poor communication, lack of accountability and damaged relationships can interact and create wider consequences for individuals, teams and organisations.

Dr Parker’s experience demonstrates how employees can become excluded when their expertise and contributions are not recognised equally. The lack of trust within the team contributed to reduced communication and collaboration, while the failure to address gender and affinity biases allowed these behaviours to continue. The consequences extended beyond Dr Parker, contributing to team difficulties, project pressure and the loss of experienced employees. This highlights the importance of creating a professional environment where individuals are treated fairly and are able to contribute their knowledge and experience.

Reflecting on the case has also highlighted the importance of these areas within my own professional practice. As a self-employed business owner, I am responsible for managing my behaviour, communicating effectively, taking accountability for my decisions and maintaining professional relationships with customers. The SMART PDP provides practical objectives for improving these areas through greater reflection, clearer communication, increased awareness of bias and ongoing feedback.

Overall, the review demonstrates that professional development is an ongoing process. By reflecting on my current practice and identifying areas for improvement, I can develop the skills required to manage challenges more effectively and maintain high professional standards. Applying these lessons within my own business can support stronger relationships, greater accountability and continued professional development.

My full Personal Developing Plan is provided in Appendix A.
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Reflecting on the SMART Engineering case study has highlighted the importance of developing my own professional practice. The case demonstrates how self management, awareness of bias, accountability, authentic behaviour, interpersonal relationships and professional integrity can influence both individuals and organisational outcomes. As a self employed window cleaner, I am responsible for managing my own behaviour, communicating effectively with customers and maintaining professional standards. Therefore, continuous reflection is important to identify areas where I can improve.

One area for development is my communication. Clear communication is important when arranging appointments, discussing prices and managing customer expectations. I also need to ensure that I listen carefully rather than making assumptions about what customers want. A second area is accountability. As the owner of my business, I am responsible for the decisions I make and the service customers receive. Taking responsibility when something does not go as planned can help maintain trust and demonstrate professionalism. A further development area is recognising potential personal bias. Reflecting on my decisions can help me avoid making assumptions based on previous experiences and ensure that customers are treated fairly and consistently.

My SMART Personal Development Plan will focus on improving these areas over the next six months. Setting specific and measurable objectives will allow me to monitor my progress and evaluate whether the development activities have improved my professional practice.

	Development area
	SMART objective
	Action
	Timescale
	Measure of success

	Communication
	Improve the clarity and consistency of customer communication
	Review how I communicate appointments, prices and changes and introduce clearer written messages
	Within 2 months
	Fewer misunderstandings and positive customer feedback

	Accountability
	Improve how I respond when problems occur
	Record any significant customer issues and reflect on how I handled them and what could be improved
	Over 6 months
	Evidence of reflection and appropriate action taken

	Bias awareness
	Increase awareness of assumptions that may influence decisions
	Complete equality/unconscious-bias learning and reflect on how it applies to my business
	Within 3 months
	Completion of learning and a written reflection

	Professional relationships
	Strengthen long-term customer relationships
	Request appropriate feedback from customers and use it to identify improvements
	Over 6 months
	Regular feedback received and improvements implemented



This PDP provides a practical way to turn reflection into measurable professional development. By reviewing my progress regularly, I can identify whether the actions have been effective and make further changes where necessary. Developing these skills should help me become a more reflective, accountable and professional business owner. It also demonstrates that professional development is an ongoing process rather than something that ends once a qualification or training course has been completed.
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