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IT Project Manager Interview Report Reflection

1. Introduction 
"Self-knowledge is the first step in my personal development. It is crucial for me to understand myself to be aware of my capabilities and the inner resources that I have available to deal in a positive and confident way with a busy work environment, my colleagues and the clients. 
Uncovering hidden aspects of your character and highlighting your limitations may hold the key to better relationships and realisation of untapped potential." (Crites, 1974a, p. 5). 
2. Theory of Reflection (Kolb's Reflective Learning Cycle and Gibb's Reflective Cycle)
"To understand theories of experiential learning, the Kolb theory of experiential learning has been adopted and applied as a process model in numerous fields and training endeavors. The types are not personality characteristics but a way to describe managers' qualities in managing other people. The categories are: -(P) Delivering results for which the organization holds -(A) Supervising for systematized efficiency -(E) Entrepreneuring for intense change -(I) Integrating the parts of the organization for a long-term entity. "(Jens Graff, 2008).
"Kolb described learning as a four-step cycle based on the orthogonal relationship of two continuums of cognitive growth and learning: the concrete-abstract continuum and the reflective-active continuum. According to Kolb, experiential learning proceeds through these four modes, which require four different kinds of abilities." The concrete experience (CE) ( Linn, Howard and Miller, 2004) mode requires individuals to immerse themselves in the moment's immediacy, relying on their intuitive and affective responses to the situation. Conversely, abstract conceptualization (AC) calls for logical thinking and rational evaluation to create ideas that integrate their observations into logically sound theories. Reflective statement (RO) demands a tentative, impartial perspective toward a learning situation—a willingness to consider many alternatives patiently. Active experimentation (AE) stresses action, participation, and risk-taking in learning, emphasizing pragmatically testing previously generated concepts.
"In Kolb's model, flexibility is the key to effective learning and, hence, to optimal performance in any endeavor. A learner moves through the cycle by first having a direct experience(CE), which becomes the basis for observations and reflections (RO). These observations and thoughts are assimilated and distilled into a concept or theory (AC), even if highly informal, generating new implications for action. The newly developed ideas can then be tested actively (AE) and serve as guides for creating new experiences. The cycle begins anew, but at a higher level of complexity. 
 The leader needs to realize that some tasks may involve only one or two learning modes, whereas others will include all four. Although the ways in the cycle are distinct, they are not entirely discrete. A learning situation will involve a blend and a linking of the abilities that characterize the various modes. The essential question that leaders must ask of themselves in designing individualized career exploration programs is, "Have I provided activities requiring the use and development of the primary skills in each of the four modes?' Exploration exercises using the experiential learning model can be arranged according to the four modes. "
A leader should hold some key competencies as described by Edwards (2005): 
           - open-minded
           - self- motivated
           - accepts things
           - taking different roles in a team
           -prioritizes actions
"Clients who are undecided about a career and seek career counseling are often confused by one or more difficulties that can arise during the career exploration process. One difficulty is haphazard and inadequate structure in career exploration, resulting in what is appropriately labeled the "bumble-around method”" by Savickas (1984) . Lack of a systematic structure in exploration of self or the world of work can result in the failure to generate an appropriate quantity or quality  of information, upon which any sound decision must be based.
With each added career exploration exercise, there is the likelihood of increased stimulation and complexity in each of the growth dimensions. Researching a greater level of complexity
in the different growth areas enables clients to broaden newly developed skills. As has been observed (Brown& Brooks, 1991) new skills and competencies gained in career exploration can be generalized, especially with the counselor's encouragement, to future personal, marital, and social adjustments as well as subsequent career changes.
As a part of the process, the client learns replicable methods of systematic exploration that can be applied to any decision-making process. Because learning and career development are lifelong pursuits, clients may learn a strategy to enhance their personal and professional lives continually. Because, as Kolb (1984, p. 32) stated, "learning is the major process of human adaptation," mastery of an approach that bridges the critical connections between education, work, and  personal development empowers clients with new skills that they can employ far beyond their search for a career and into all realms of individual growth.
3. Johari Window 
"The Johari window is a  useful framework that uses two dimensions, divided in two, to describe areas of your personality that are known and unknown to yourself and others. Known to all -this part is our open window, the part of us we display to clients and colleagues. First impressions are important as is developing self-awareness. This area can be enlarged by self-disclosure. The blind spot -this is the part of us that we cannot see but which others can, such as our body language and aspects of our behavior of which we are unaware of. We should aim to reduce this window by gaining feedback from others. Hidden-this window represents the hidden aspects of our nature, the 'private self: To some extent, we naturally wish." The Johari window [based on Jo Luft and Harry Ingham [1955) keeps work and personal life separate. However, if we are too much of a 'closed book' we risk appearing unfriendly or disapproving.  There is a need, not only for self-awareness in this area, but also to maintain a balance. 

4. PDP, Smart Objectives, SWOT Analysis, Career Plans, Personal Goals
a. Creating a personal development plan (PDP) can give you a better sense of who you are and what you want, allowing you more control over your future. 
Setting personal objectives allows you to deal with various action plans in an exact and well-targeted way. Having drawn up your PDP, you have already charted the significance of your achievements so far and reflected on the route you now wish to follow. The next step is to plan of action that must be focused to know what you are trying to succeed in and measure your progression against specific goals to move forward. 
Keep the number of objectives small and concentrate on the main tasks or key result areas. You don't need to translate everything you do into an objective. To begin, choose three challenging objectives and be realistic about the time they will take to complete.
When defining your objectives, make them SMART to ensure you have clearly identified the path to your goals. 

b. A SMART objective is: 
Specific -describes in detail my objectives to do in my future plans.
Measurable – will measure my reached objective 
Achievable – if is something feasible and real to perform
Relevant -it has relevance with my long-term objectives plans, and it has a deadline.
For example, one of my objectives will be to collect feedback from my IT department colleagues regarding the effectiveness. We can then discuss in the next department meeting by tracking the performance continuously and ensuring that the objectives are achievable, if they are not realistic, we must update and adapt to the given situation.
c. To develop a Personal Development Plan, I need to sort these skills in some SWOT analysis to establish the strengths, weaknesses, opportunities, and threats. 
My strengths are based on many years of work experience, since 2005 I worked in IT and gained much experience, my first experience taking place In Milan, Italy to a hospital with over 80.000 employees where I start working as a technician for IT systems then I grow up by gaining experience. My last job before I left was a Support engineer, since the beginning as the work required to communicate with directive roles in the organization, my communication skills have increased to high levels, and not only but in my time there I made a support team from scratch wich was dedicated to solve the problems between departments because they used common software applications.
Additional strengths that I experienced are becoming an immigrant and learning multiple languages, collaborating, and working with different cultures gave me the reflective skills to analyze individuals better and know how to manage better communication and understanding.
From 2005 to 2006, I have done some courses in Italy that made me marketable in the work field, like Cisco certificates in networking and IT. Also, many other courses as secretary with advanced English, accounting, marketing, and communications, by doing these my skills improved a lot. They gave me the start package to adapt inside an organization, to keep me updated |with the technology I always self-study other online courses. 
My weaknesses I get bored quickly if I do not get motivated or promoted or when I cannot prove my one hundred percent capacity. This associated with laziness and motivation is the perfect package to keep me away from a consistent life of success.
By moving to the United Kingdom and lacking a higher education diploma, I could not go further, and I had to get from scratch. My previous experiences were not recognized in this country nor the experiences that I had before; also an obstacle was my English level that, according to the role, was insufficient. 
d. Career Plans 
One year ago, when I become a student at this University, the Certification for Higher Education is a growing chance for me to pursue the IT career and oriented to do a job as a manager somewhere else, also; as time goes on, I always try various businesses. I cannot exclude a success eventually with a business that I can create and grow up. 
Personal Goals
My threats can be considered as weaknesses; I do not feel at the moment to have any significant threats to affect the actual career of my actual self employed work that I do for years. The threat from the future could be an interruption of frequenting further this course.

5. Conclusion 
[bookmark: _GoBack]Reviewing past evaluations of project manager interview reports, I have found that project management and one in business, programs, and services aimed at exploration demonstrated a lack of consideration and appreciation of individual differences in reaching a career decision. It is about identifying my own specific development needs -not only the courses I choose to attend but also the experiences and activities I need to expand my skills and knowledge to meet my objectives.
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