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Career development is the ongoing process of improving skills, knowledge, and family life to reach both personal and professional goals. It involves many structures and reflection, which increases satisfaction in our job and in personal life. Reflecting on personal and professional development can be a valuable exercise, offering insights into growth and self-improvement. However, not all models and theories resonate equally with individual experiences. This essay applies Rolfe’s reflective cycle to analyse various frameworks introduced in the Professional Career Development module.
 While models such as Maslow’s Hierarchy of Needs and Ikigai offer clear benefits in my understanding of motivation and purpose, others have not significantly contributed to my professional journey. Specifically, models like SWOT analysis, SMART goals, Holland’s career theory, Myers-Briggs Type Indicator (MBTI), and personal branding have lacked practical application in my experience. Despite their theoretical value, they have not provided meaningful insights. However, there are exceptions, such as the Johari Window and the Personal Development Plan (PDP), which have proven to be more useful tools for self-awareness and structured growth in my career development. 
Reflecting on my experience in the Professional Career Development lectures, the first concept that I explored was the Honey & Mumford Learning Styles test, which classifies learners into four primary styles: Activist, Reflector, Theorist, and Pragmatist. I discovered that my dominant learning style is a reflector, indicating that I learn most effectively through observation and analysing before taking action. I found out that learning styles categorise individuals based on how they process information (Honey and Mumford, 1986), making this model feel unnecessary. This knowledge does not change anything in my life. Rather than fitting people into categories, I prefer to adapt and combine different learning strategies.
 Another learning style that I learnt was Holland’s Career Theory (RIASEC), which categorises individuals into six personality types: Realistic, Investigative, Artistic, Social, Enterprising, and Conventional (Holland, 1997). I am realistic, so this test matched my personality to a suitable job route, but for me, it lacked useful direction for negotiating and succeeding in that field. Mentoring and practical education, in my experience, provide significantly more clarity than theoretical classifications.
 The next personal indicator I studied was MBTI. My ESTJ result provided an intriguing reflection of my personality, but it felt too broad to be truly helpful. According to Briggs-Myers and Briggs (1980), MBTI categorises individuals based on psychological preferences in terms of how they perceive the world and make decisions. Although it emphasised overall characteristics, it did not offer specific plans for professional development. Rather than depending on personality tests, I concentrate on direct feedback, experience-based learning, and self-awareness to improve my skills and keep growing always.
 While these models provide some understanding, their tendency to generalise individuals to predefined categories reduces their applicability. Our experience, criticism, and skill development are significantly more beneficial when both personal and professional development are complex and constantly evolving. Moving forward, I will give adaptability and hands-on learning top priority so that my professional progress is motivated by practical application rather than theoretical models.
 One of the most common analyses is SWOT. This framework provides access to strengths, weaknesses, opportunities, and threats in a structured manner. People and companies use it to assess both internal and external elements that could influence strategic choice and performance. For significant professional development, a SWOT analysis, while widely used, has limitations due to its subjectivity and broad categorisation (Hill, Jones & Schilling, 2014). By focusing solely on strengths and weaknesses, it can result in a passive mindset instead of bringing about actual change. In my experience, direct feedback and results-driven evaluation are far more effective. I prefer a dynamic approach, which involves tracking development, modifying plans, and applying real-time performance data to continuously improve.
 
The Johari Window model (Luft & Ingham, 1955) aims to enhance self-awareness and improve interpersonal communication. It divides parts of personality and behaviour into four quadrants: open, blind, hidden, and unknown. Encouraging self-reflection, trust, and honest communication, the Johari Window is a great tool for both personal and professional development. Receiving feedback, whether positive or negative, is crucial for me, as it can enhance my motivation and self-awareness. In my current job, giving any feedback is very rare, and it causes me a lack of motivation, satisfaction, and development. That is why, to increase my self-awareness, I actively ask peers, mentors, and coworkers for advice; I embrace vulnerability as a road to development. Through an environment of openness and trust, I improve my skills, work on my blind spots, and strengthen my personal relationships as well as my professional.
 A personal development plan (PDP) is a dynamic, ordered road map for professional advancement. It presents a clear picture for professional development by describing objectives, highlighting key employability skills necessary for career progression (Cottrell, 2021), and setting realistic timelines for achieving them. A major part of my PDP involves improving my academic skills. I aim to enhance my research abilities, critical thinking, and time management to excel in my studies. Developing strong writing and presentation skills is also a priority, as they are crucial for both academic success and future career opportunities. I regularly review my goals to adapt to changes, and adaptability keeps me motivated, ensuring I’m always learning and making the most of every opportunity, whether in my studies or my career.
 The lectures also covered the crucial topic of goal setting. A lot of people agree that SMART, which comprises five key words: specific, measurable, achievable, relevant, and time-bound (Doran, 1981), is an effective way to set goals. But research shows that many project managers and companies find it difficult to create SMART goals, especially in low-income environments where frameworks might not be widely known or followed (Ogbeiwi, 2022). This frame does not work well for me because sometimes life and work environments can change, and rigid goals may not always remain relevant. For me, strict deadlines can create unnecessary stress. SMART goals are powerful for structured achievement, but they should be flexible enough to changing circumstances.
 Often via social media, networking, and content creation, personal branding is developing one's professional identity and online presence to stand out (Schawbel, 2012). Personal branding in the conventional sense carefully selecting an image, building a persona, and continuously maintaining an online presence has never appealed to me. Although I notice its importance in some sectors, I usually find it forced and superficial for me. I prefer allowing my work to speak for itself. Rather than concentrating on my own promotion, I devote my time to developing solid, sincere relationships and regularly producing excellent work. Credibility, for me, comes from sincerity, knowledge, and trust instead of from a well-constructed online profile. I believe real impact is made through meaningful connections and professional excellence, not a manufactured brand (Aaker, 1997).
 I have always felt connected to Maslow's Hierarchy of Needs. For me, taking care of the basics like getting enough sleep, eating well, and feeling secure makes a big difference in my well-being. When these things are in place, I feel more grounded and able to build strong relationships and confidence. For instance, when I am supported by my family, friends, and colleagues, it gives me a lot of positive energy to take on bigger challenges and push myself further. I have also come to appreciate how Ikigai ties into this idea. It emphasises finding purpose by balancing personal passions, skills, societal needs, and financial sustainability (García & Miralles, 2017). Both Maslow’s and Ikigai’s frameworks offer a roadmap for personal growth and satisfaction. I can trace my own development through Maslow’s stages—first focusing on meeting safety and financial needs, and then gradually working towards things like professional recognition and esteem (Maslow, 1943). As I have grown, I have felt a stronger pull toward finding work that not only supports me financially but also aligns with my deeper sense of purpose. That is where Ikigai has guided my career decisions, helping me see where my strengths and passions can serve the world.
 When I first started out in my career, my main focus was on building technical skills and securing financial stability. I used to work at Papa John's Pizza for almost 3 years, and I was building my career first as a delivery driver, then as a store assistant, shift runner, and assistant manager. Then I realised that leadership is not my perfect opportunity. I was lacking in knowledge, and I did not have proper skills. Over time, my priorities shifted. I began honing my leadership abilities and valuing flexibility in my work. But what really shifted was my desire for a deeper sense of meaning in what I do. It was not just about climbing the career ladder anymore; it was about finding work that could contribute to something bigger, aligning with Ikigai’s idea of serving society while achieving personal goals.
 Moving forward, I want to refine my skills, align my work with my abilities, and help others do the same. By integrating Maslow’s self-actualisation with Ikigai’s purposeful approach, I aim to balance career success with personal fulfilment. His mindset will help me achieve long-term satisfaction while making a meaningful impact.
 While reflection is a valuable tool, not all models apply universally. Some of the people, like me, prefer focusing more on the present and future than on the past. Based on my experiences, real-world, practical learning is usually more beneficial than theoretical models. I will keep looking for direct feedback, keep being flexible, and concentrate on both personal and professional experiences as the key forces of development go ahead. This essay has allowed me to critically evaluate the relevance of these models, acknowledging that while they may benefit others, my development is best guided by experience rather than structured assessments.
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