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Introduction

My critical review will be on a case study on a person called Maria, whom is a project manager at a marketing firm, she has been with the company for three years. She recently took on a new project that requires close collaboration with John, a senior graphic designer who has been with the company for over ten years. John is known for his expertise but also has a reputation for being difficult to work with. His previous teammates have described him as dismissive, resistant to feedback, and prone to taking control of projects, often overshadowing others’ contributions.
A critical review, as outlined by The Queen's University Library (2023), assesses the strengths and limitations of the ideas presented in an article.

During this review I will consider the following:-
· Personal integrity
· Self-management
· Personal and unconscious bias
· Accountability and authentic behaviour
· Interpersonal relationships

Once I have done this I will analyse what I have learnt and then produce my own personal development plan this will help achieve my own personal behaviour and professional development.
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Self-management refers to the ability to effectively regulate one’s emotions, thoughts, and behaviours to achieve personal and professional goals. It involves skills such as controlling impulses, managing time, setting goals, and adapting to challenges. People with strong self-management skills are able to stay focused, overcome obstacles, and maintain motivation even in difficult situations. These skills are crucial for both personal growth and workplace productivity, as they enable individuals to navigate stress, make responsible decisions, and take initiative when necessary. 
Self-management is essential because it enables individuals to effectively pursue and achieve their goals (Derrick, 2023)
In this case study I will look at the issue Marian is faced with and look how Maria can apply self-management techniques to address her situation with John.
The Issue: Maria immediately encounters difficulties when working with John. During meetings, he dominates conversations, disregards her input, and frequently criticizes her ideas without offering constructive alternatives. John insists on following his own design process, even when it conflicts with the project’s overall objectives and deadlines. When Maria tries to address these concerns privately, John becomes defensive, claiming that his experience qualifies him to make certain decisions without consulting others.
[bookmark: _Toc179716250]Lack of self-management
Emotional Outbursts: Instead of managing her frustration, Maria might have let her emotions take over by reacting angrily during meetings, raising her voice, or expressing irritation openly. This could escalate tensions and worsen the working relationship with John.
Avoidance or Withdrawal: Maria might have avoided confronting John about the issues, either by staying silent in meetings or avoiding him altogether. This passive response would lead to unaddressed problems, further delaying the project and undermining her leadership role.
Blaming or Complaining: A lack of self-management could have led Maria to complain about John to other team members or managers without attempting to resolve the conflict directly. This could contribute to a negative atmosphere in the team and make the conflict more public without finding a solution.
Procrastination or Lack of Focus: Feeling overwhelmed by the conflict, Maria might have allowed her frustration to affect her productivity. She could have procrastinated on key tasks, further delaying the project’s progress.
Unconstructive Feedback: Maria might have given feedback to John in a confrontational or dismissive way, criticizing his approach without offering a way forward. This could create further defensiveness and reduce the possibility of collaboration.
These behaviour’s would reflect a lack of self-management, as they stem from an inability to control emotions, stay focused, and engage in constructive communication

[bookmark: _Toc179716251]Self-management techniques Maria could have applied
Emotion Regulation: Maria could practice managing her frustration and stress. By staying calm and composed during meetings, she can prevent emotional reactions from escalating the situation further. Techniques like deep breathing or mindfulness could help her approach conflicts with a clear mind.
Communication and Feedback: Rather than letting her frustration build, Maria could address the issue with John more effectively. Using assertive communication, she can provide feedback that is focused on the project's objectives rather than personal critiques. Setting boundaries and explaining the importance of collaboration in a respectful but firm manner might improve the working relationship.
Goal-Oriented Behaviour: Maria can focus on the broader goals of the project rather than getting too caught up in the disagreements. By keeping the end goals in mind, she can steer conversations back to the shared objectives and keep the team on track. This will also help her maintain her motivation and manage her personal frustrations.
Seeking Feedback and Support: Self-management also involves recognizing when to seek help. If her attempts at resolving the issue independently aren't successful, she could escalate the issue to a manager or request mediation. This would be a strategic, professional way to resolve ongoing conflicts without letting them affect the team's productivity.
By applying self-management strategies like emotional regulation, setting clear communication, and maintaining a focus on goals, Maria can mitigate the conflict and work more effectively, even with a challenging colleague like John
[bookmark: _Toc179716252]Personal, Cognitive and unconscious bias
[bookmark: _Toc179716253]Personal Bias:
Definition:
Personal bias arises from an individual's subjective opinions, emotions, and experiences that shape their behaviour and perceptions. It often involves favouring one’s own ideas or perspectives over others, sometimes due to ego, insecurity, or past experiences.
Application to the Case:
John may hold a personal bias based on his belief that, as the more experienced designer, his ideas are superior to Maria’s. He might view Maria’s project management role as less important than his own creative input, which fuels his tendency to disregard her feedback and dominate discussions. On the other hand, Maria could develop a personal bias against John due to his dismissive behaviour, perceiving him as difficult to work with and becoming increasingly frustrated, which makes it harder for her to collaborate effectively.
Impact:
Personal bias can lead to John disregarding valuable input from Maria that could benefit the project. Meanwhile, Maria’s growing frustration could cause her to approach John defensively, making her less open to his ideas, even if they are valid.
[bookmark: _Toc179716254]Cognitive Bias:
Definition:
Cognitive bias refers to the tendency to make judgments or decisions based on pre-existing beliefs, leading to skewed thinking and often flawed decision-making. This type of bias can cause people to overlook important facts or misinterpret situations.
Application to the Case:
John might exhibit confirmation bias, which means he selectively interprets information that supports his belief that his approach is always the best one. For example, when Maria offers suggestions, he may focus on the aspects he disagrees with while ignoring points that align with the project’s goals. Conversely, Maria might fall into a negativity bias, where she disproportionately focuses on John’s negative behaviour, making it difficult for her to see any constructive contributions he may offer.
Impact:
Cognitive biases can prevent both Maria and John from seeing each other’s strengths and compromise the team’s ability to find the best solution for the project. This misinterpretation of each other’s intentions contributes to ongoing conflict and lack of progress.
[bookmark: _Toc179716255]Unconscious Bias:
Definition:
Unconscious bias occurs when individuals unknowingly favour or discriminate against others based on factors such as gender, race, age, or other stereotypes. These biases can influence behaviour and decision-making without the individual being aware of them.
Application to the Case:
It’s possible that unconscious bias is at play in John’s behaviour toward Maria. For instance, John may unconsciously perceive Maria, as a woman in a leadership role, as less competent or authoritative than his male colleagues. This could explain why he is more dismissive of her input and less willing to collaborate. Similarly, Maria might unconsciously hold a bias toward John due to his seniority, assuming that his reluctance to compromise is a result of arrogance tied to his long tenure, rather than a genuine difference in opinion.
Impact:
Unconscious bias can create an invisible barrier in communication and collaboration. John may not realize that he’s undermining Maria’s authority due to preconceived notions, while Maria may unconsciously assume that conflict with John is inevitable because of his seniority, instead of exploring more constructive ways to address their differences.
[bookmark: _Toc179716256]Consequences of Bias:
· Project Delays: The unchecked biases contribute to a breakdown in communication and collaboration, delaying the project’s completion.
· Deterioration of Team Dynamics: The conflict between Maria and John could affect other team members, who may start taking sides, further fragmenting the team.
· Decreased Morale: Both Maria and John could experience reduced motivation and job satisfaction, potentially impacting their overall productivity.
[bookmark: _Toc179716257]Resolution through Bias Awareness and Self-Management:
1. Awareness Training:
Both Maria and John could benefit from participating in unconscious bias training. This would help them recognize any underlying biases that may be influencing their interactions and help them adjust their behaviour accordingly.
2. Cognitive Bias Management:
Maria and John could practice mindfulness to become more aware of their cognitive biases. John might take the time to actively listen to Maria’s input, while Maria could challenge her assumptions about John’s intentions. This would allow for more balanced decision-making.
3. Encouraging Open Dialogue:
Addressing personal bias requires open communication. Maria could initiate a candid conversation with John, expressing her concerns without blaming him, while being receptive to his perspective. John could acknowledge Maria’s role as a project manager and make an effort to integrate her feedback into his process.
4. Third-Party Mediation:
Involving a neutral third party, such as a supervisor or HR representative, could help both Maria and John confront their biases and work through the conflict in a structured environment.
[bookmark: _Toc179716258]Accountability and Authentic Behaviour in Maria’s Workplace Conflict
Maria, a project manager, is facing ongoing issues with John, a senior team member. John dominates conversations in meetings, disregards Maria's input, and criticizes her ideas without offering constructive feedback. Despite Maria’s attempts to mediate the situation, John continues to insist on his own methods, causing delays and tension within the team. Maria feels her authority is being undermined, and the team’s morale is suffering as a result.
In this case, the concepts of accountability and authentic behaviour are crucial for resolving the conflict and improving team dynamics.
[bookmark: _Toc179716259]Accountability:
Definition:
Accountability refers to the responsibility individuals take for their actions, decisions, and behaviour’s. It involves acknowledging one’s role in a situation, whether it leads to success or failure, and accepting responsibility for the impact on others.
Application to the Case:
Both Maria and John need to practice accountability in order to resolve their conflict.
· John's Accountability:
John is not fully accountable for his behaviour. By dominating meetings and dismissing Maria’s input, he avoids taking responsibility for the collaborative nature of the project. To demonstrate accountability, John should recognize that his actions are causing delays and impacting the team's productivity. He should also own the fact that constructive feedback is necessary, and that his refusal to engage in it is undermining the team’s progress.
· Maria’s Accountability:
Maria has made efforts to address the issue with John, but she might not have fully taken accountability for managing the team dynamics and ensuring collaboration. Although John’s behaviour is problematic, Maria could acknowledge that she may need to take more proactive steps, such as setting clearer expectations for teamwork or seeking external mediation to address the issue.
Impact:
If both Maria and John take accountability for their roles in the conflict, they can begin to address the root cause of the issue. John might take steps to involve Maria more actively in discussions and respect her authority, while Maria could seek strategies to facilitate better communication. This mutual accountability would help the team function more effectively and keep the project on track
[bookmark: _Toc179716260]Authentic Behaviour:
Definition:
Authentic behaviour refers to acting in a way that aligns with one's true values, beliefs, and intentions. It involves being honest, open, and transparent in communication and actions, while maintaining integrity.
Impact:
By acting authentically, both Maria and John would build a foundation of trust. John could express his concerns or preferences in a constructive way that doesn’t undermine Maria’s authority, and Maria could be open about the challenges she’s facing without feeling defensive. Authentic behaviour would allow them to find common ground, fostering a healthier team dynamic.
[bookmark: _Toc179716261]Consequences of Lack of Accountability and Inauthentic Behaviour:
· Lack of Progress: Without accountability, neither Maria nor John would take ownership of the project’s delays, leading to continued setbacks and missed deadlines.
· Toxic Work Environment: Inauthentic behaviour, such as John’s dismissiveness and Maria’s bottled-up frustration, would perpetuate a negative atmosphere that affects the entire team.
· Erosion of Trust: Without authenticity and accountability, the team may lose trust in their leaders, further damaging morale and cooperation.
[bookmark: _Toc179716262]Resolution through Accountability and Authentic Behaviour:
1. Ownership of Actions:
Both Maria and John must take responsibility for their contributions to the conflict. John should acknowledge that his dismissive attitude is counterproductive, while Maria should take accountability for managing the team’s cohesion and workflow.
2. Transparent Communication:
Authentic behaviour requires honest, open communication. Maria should continue to express her concerns clearly and constructively, while John must be transparent about his intentions and willing to listen to feedback. Both should focus on the project’s goals rather than personal egos.
3. Setting Clear Expectations:
Accountability can be reinforced by setting clear expectations for team behaviour and collaboration. Maria, as the project manager, could establish guidelines that promote open dialogue, respectful criticism, and shared responsibility.
4. Seeking Mediation:
If the conflict continues, seeking external mediation could help both parties reflect on their behaviour’s and take accountability for the ongoing issues. A mediator could facilitate a discussion that encourages both Maria and John to act more authentically and collaboratively.
[bookmark: _Toc179716263]Interpersonal Relationships:
Definition:
Interpersonal relationships refer to the connections and interactions between individuals, characterized by emotional exchanges, communication, and social dynamics. Healthy interpersonal relationships are built on trust, respect, and effective communication, while unhealthy relationships can lead to conflict, misunderstandings, and decreased collaboration.
Application to the Case:
· Maria’s Perspective:
Maria values collaboration and believes that effective teamwork is essential for achieving project goals. However, John’s behaviour undermines her authority, creating a rift in their working relationship. Maria’s feelings of frustration and resentment can strain her ability to communicate effectively with John, leading to a cycle of negativity that impacts the entire team.
· John’s Perspective:
John may see himself as the expert due to his experience, leading him to underestimate Maria’s role and contributions. His dominance in meetings suggests a lack of respect for Maria’s position as project manager, which can damage their interpersonal relationship. John’s failure to engage constructively with Maria not only affects their collaboration but also creates a hostile environment for other team members.
Impact on Team Dynamics:
The conflict between Maria and John has broader implications for the entire team. Poor interpersonal relationships can lead to:
· Decreased Morale: Team members may feel uncomfortable or caught in the middle of the conflict, reducing their motivation and willingness to collaborate.
· Communication Breakdown: If Maria and John cannot communicate effectively, it hinders the flow of ideas and feedback essential for project success.
· Reduced Trust: A lack of trust between Maria and John can lead to further misunderstandings and resentment, making it difficult for the team to function cohesively.
[bookmark: _Toc179716264]Consequences of Poor Interpersonal Relationships:
· Project Delays: Ineffective collaboration and communication can result in missed deadlines and subpar project outcomes.
· Increased Stress: The ongoing conflict can create a stressful work environment, affecting not only Maria and John but also their colleagues.
· High Turnover: Continued interpersonal issues may lead to dissatisfaction among team members, increasing the likelihood of turnover.
[bookmark: _Toc179716265]Resolution through Improving Interpersonal Relationships:
1. Active Listening:
Both Maria and John should practice active listening during their interactions. This means paying full attention to each other’s viewpoints without interrupting, which can foster mutual respect and understanding.
2. Constructive Feedback:
Creating a culture of constructive feedback can help improve their interpersonal relationship. Maria can encourage John to share his ideas while ensuring that he also considers her input and that of the team. This mutual exchange can build a sense of collaboration.
3. Regular Check-ins:
Scheduling regular check-in meetings can help both parties express their concerns and progress. These meetings can provide a platform for discussing challenges openly and collaboratively.
4. Team-building Activities:
Engaging in team-building exercises can help strengthen interpersonal relationships among all team members, improving collaboration and communication. Activities that promote trust and camaraderie can create a more positive working atmosphere.
5. Conflict Resolution Training:
Providing conflict resolution training for both Maria and John can equip them with the tools needed to navigate disagreements constructively. Understanding conflict dynamics can help them address their issues more effectively.
[bookmark: _Toc179716266]Professional Integrity:
Definition:
Professional integrity refers to the adherence to ethical principles, honesty, and accountability in a professional setting. It encompasses transparency, respect for colleagues, and a commitment to doing what is right, even when it may be difficult or inconvenient.
Application to the Case:
· Maria’s Professional Integrity:
Maria strives to maintain professional integrity by valuing collaboration, respecting her team members, and upholding the project's objectives. She attempts to address issues with John constructively, focusing on the project’s success rather than personal grievances. However, her integrity is challenged by John’s dismissive behaviour, which makes it difficult for her to maintain a positive and productive work environment.
· John’s Professional Integrity:
John’s actions raise questions about his professional integrity. By dominating conversations and ignoring Maria’s contributions, he shows a lack of respect for her role as project manager. His insistence on following his own design process without considering the team’s input undermines the collaborative spirit essential for project success. If John were to uphold professional integrity, he would engage more constructively with Maria and be open to feedback and collaboration.
Impact on Team Dynamics:
The lack of professional integrity in John’s behaviour can have broader implications for the team:
· Erosion of Trust: If team members perceive John as untrustworthy or disrespectful, it can lead to decreased morale and a reluctance to collaborate, ultimately affecting project outcomes.
· Communication Barriers: A failure to uphold professional integrity can hinder open communication, making it difficult for team members to express their ideas and concerns.
[bookmark: _Toc179716267]Consequences of Poor Professional Integrity:
· Project Delays: The ongoing conflict and lack of collaboration can result in missed deadlines and unfulfilled project goals.
· Decreased Team Cohesion: As trust erodes, team members may become hesitant to work together, leading to fragmentation and inefficiency.
· Negative Work Environment: The lack of professional integrity can create a toxic atmosphere, where team members feel undervalued and demotivated.
[bookmark: _Toc179716268]Resolution through Professional Integrity:
1. Establish Clear Expectations:
Maria should set clear expectations for team collaboration and behaviour, emphasizing the importance of professional integrity in all interactions. This can help reinforce the value of respect and cooperation.
2. Modelling Integrity:
Both Maria and John should model professional integrity by being transparent in their communication and taking accountability for their actions. Maria can lead by example, showing how to address conflicts respectfully and constructively.
3. Open Dialogue:
Encouraging an open dialogue about professional integrity can help both parties understand the importance of ethical behaviour in the workplace. Facilitated discussions can provide a platform for team members to share their expectations and concerns.
4. Seeking Feedback:
Regularly seeking feedback from team members can help identify areas where professional integrity may be lacking. This feedback can guide both Maria and John in making necessary adjustments to their behaviour’s and interactions.
5. Training on Professional Ethics:
Implementing training sessions focused on professional ethics and integrity can help reinforce the importance of these principles within the team, promoting a culture of respect and collaboration.
In my critical review, I have examined all aspects of the Personal Development Plan (PDP) to enhance my personal growth. A PDP is essential because it outlines specific goals and the skills needed to facilitate ongoing improvement and career advancement (Duke University, 2024). This structured approach ensures that I remain focused on my objectives and continuously develop professionally.
Incorporating professional integrity into your personal development plan (PDP) can significantly enhance your effectiveness, relationships, and career progression. 
My personal development is on appendix A
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	Personal Development Plan (SMART Based)

	Developmental Areas

	Desired Outcome
	Actions I will take
	Resources
	Success Criteria
	Target Date

	
Self-Management

	I aim to enhance  my skills and develop a proactive approach to setting and achieving personal and professional goals
	Write down specific, achievable goals, review them weekly to track progress, dedicate time each week to reflect on achievement’s
	I will use a goal worksheet which can be found on google docs which will also give me tips on how to incorporate these gaols into my routine
	Successfully complete at least 80% of my goals within a time frame I set myself
	March 2025

	
Personal, cognitive, and unconscious bias

	By next year I aim to enhance my awareness and management on this in both my personal and professional interactions
	Complete bias assessment tools and read books on cognitive and unconscious bias
	There are many resources and books available on this
	Complete at least one bias assessment, reflect on changes in awareness over time
	June 2025

	
Accountability

	Clearly define and communicate my roles and responsibilities within team projects, establish goals that focus on enhancing personal accountability and regularly track progress
	Define at least three goals relating to my responsibilities, such as improving management skills and Implement a weekly progress tracking system
	Book on guide to project management  provides insights on how to effectively use management tools to stay organised and track progress
	Successfully meet 90% of my goals set in the time frame, review goals quarterly and assess whether they are being achieved
	June 2025

	
Authentic behaviour

	By next year I aim to cultivate authentic behaviour in both my personal and professional interactions
	I will be true to my values, communicate openly and build trust with colleagues and peers
	Harvard business review – authentic leadership explores how being authentic can enhance employee satisfaction overall
	Conduct a quarterly self-assessment reflection on decisions made and how they aligned me with my values.
	May 2025

	
Interpersonal relationships

	By next year I aim to enhance my interpersonal relationships by developing strong communication skills, fostering empathy and creating a supportive network both personally and professionally
	I will engage in active listening exercises and empathy building activities, such as role playing or perspective taking
	Harvard business review – the power of empathy – this article discusses the importance of empathy in the workplace and provides strategies for cultivating empathetic relationships
	I will conduct quarterly evaluations for my communication effectiveness and seek feedback form colleagues. I want to establish at least five new meaningful relationships by next year’s target date
	June 2025

	
Professional integrity

	By next year I aim to enhance my professional integrity by consistently demonstrating honesty, accountability and ethical behaviour in all aspects of my work
	I will familiarise myself with ethical guidelines and standards relevant to my profession, I will also foster open communication by sharing relevant information with colleagues
	Forbes – article on importance of integrity in business is a good source to use as it discusses how integrity impacts business relationships and organisational culture, it also emphasises the value of maintaining ethical standards
	I will conduct self-assessments on a monthly basis and seek feedback form colleagues. I will maintain open communication with colleagues and report back if they fell informed about relevant decisions
	June 2025
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