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Introduction 
This reflective essay critically examines my professional development from early employment in Hungary to establishing my own business in the United Kingdom. Rather than simply describing my career path, this reflection applies theoretical frameworks explored within the Professional Career Development module to evaluate how my experiences have shaped my leadership style, decision-making approach and future ambitions. Using Gibbs’ Reflective Cycle (1988) as a structural framework, I integrate insights from a SWOT analysis, the Myers–Briggs Type Indicator (MBTI), and Holland’s Career Theory to move beyond description and engage in critical self-evaluation. The purpose of this reflection is not only to understand where I have been, but to analyse how structured self-assessment can inform strategic career planning. Reflective practice has been widely recognised as a critical component of professional growth in higher education and leadership development (Schön, 1983; Moon, 2004). Furthermore, structured reflection strengthens self-efficacy, which influences persistence and performance in complex career transitions (Bandura, 1997).
Description  
My early employment in Hungary, including factory work alongside education, initially appeared disconnected from long-term career planning. However, through structured reflection introduced in this module, I began to recognise how early responsibility and discipline formed the foundation of my professional identity. The SWOT analysis completed during the module highlighted resilience and analytical thinking as core strengths, both of which were evident even in these early roles.
Working as a pizza delivery driver further developed my operational awareness. Although I did not hold a formal managerial position, I observed financial closing procedures, staff coordination and workflow systems. Reflecting on Holland’s Career Theory during the module helped me reinterpret this period: my interest was consistently drawn toward business organisation and performance rather than routine service tasks, suggesting alignment with an Enterprising–Conventional profile.
My relocation to the United Kingdom at 18 represented both opportunity and psychological challenge. Progressing from food runner to General Manager required rapid skill development. However, reflecting through MBTI theory helped me understand that my leadership style is strongly strategic and task-focused, which sometimes limited emotional communication within teams. This critical insight was not fully visible to me until engaging with structured self-assessment tools during the module.
Feelings
Throughout my early employment in Hungary, I felt motivated and ambitious, but I did not yet have a clear long-term direction. Moving to the United Kingdom was both exciting and intimidating. I experienced pride in progressing into management positions; however, I also felt pressure and uncertainty, particularly regarding communication confidence and the weight of responsibility placed on me.
As a General Manager, I felt accountable for every detail of business performance. While this strengthened my leadership skills, it also increased stress levels. At times, I found it difficult to delegate responsibilities, as I felt personally responsible for outcomes.
Establishing my own business created a renewed sense of purpose and autonomy. I felt more aligned with my entrepreneurial mindset and appreciated having direct control over strategic decisions. However, entrepreneurship also introduced new challenges, including long-term planning for growth and scaling operations.
Completing the module’s diagnostic tasks independently encouraged deeper self-reflection. Without peer comparison, I was required to critically evaluate my own strengths and weaknesses, which increased my self-awareness.
Evaluation
Reflecting on my career progression, several patterns become visible. One of the most significant positive aspects has been resilience and responsibility-taking from an early age. Balancing education with factory work and later relocating internationally demonstrates adaptability and a willingness to take calculated risks. These characteristics have supported both managerial advancement and entrepreneurial transition.
However, critical evaluation also reveals limitations. During my time as a General Manager, I struggled with delegating responsibility and occasionally avoided direct confrontation. While operationally competent, I sometimes relied more heavily on task control than relational leadership. The SWOT analysis conducted during the module confirmed communication confidence and delegation as developmental areas. This suggests that technical competence alone does not guarantee sustainable leadership effectiveness. Research on leadership effectiveness in small and medium-sized enterprises indicates that relational competence and delegation skills significantly influence long-term organisational performance (Arham and Norizan, 2024). This aligns with my recognition that technical competence alone is insufficient for scalable business growth.
Establishing my own business improved my sense of autonomy and strategic alignment, yet it also reinforced a tendency to assume full responsibility for outcomes. While this increases quality control, it may limit scalability. Therefore, what initially appears as a strength (high accountability) may simultaneously function as a constraint in long-term business growth.
Analysis
The SWOT analysis provided a structured framework for examining internal strengths and weaknesses alongside external opportunities and threats. Identified strengths included analytical thinking, financial awareness and resilience. These align with my ability to manage budgeting, pricing strategies and operational planning within my current business.
However, the identification of communication and delegation as weaknesses highlighted a potential leadership development gap. While SWOT is a useful diagnostic tool for self-awareness, it can oversimplify complex behavioural patterns. For example, conflict avoidance may stem not only from personality but also from cross-cultural adjustment and language confidence. Therefore, while SWOT provided clarity, it required deeper interpretation beyond surface categorisation. While SWOT is frequently used as a diagnostic self-assessment tool in leadership development, research suggests that its effectiveness depends on critical interpretation rather than surface listing of traits (Arham and Norizan, 2024). This reinforces the need to integrate reflective analysis with strategic action planning.
The MBTI assessment suggested characteristics associated with a strategic and analytical profile, like the INTJ type. This aligns with my preference for long-term planning, independent decision-making and structured problem-solving. Such traits support entrepreneurial thinking and financial forecasting.
However, MBTI has been criticised within academic literature for limited predictive validity and oversimplification of personality dimensions. Empirical research highlights concern regarding the predictive validity and reliability of personality typologies used in workplace contexts (Jelley, 2021). Therefore, personality feedback should be treated as developmental guidance rather than deterministic categorisation. Therefore, rather than treating the outcome as a fixed identity label, I interpret it as a reflective prompt. The assessment helped me recognise that my task-oriented focus may reduce emphasis on emotional communication, reinforcing the importance of developing relational leadership skills alongside strategic competence.
Holland’s theory provided insight into vocational alignment. My profile reflects strong Enterprising tendencies, leadership, business ownership, risk-taking, combined with Conventional elements (financial organisation, structured systems) and Realistic characteristics (practical problem-solving in construction work). This combination explains why purely corporate management felt restrictive, while entrepreneurship feels more congruent with my vocational identity. Holland’s theory proposes that congruence between personality and work environment predicts career satisfaction (Nauta, 2010). However, vocational identity is also shaped by developmental and contextual influences, particularly during early adulthood and career mobility (Johnson et al., 2014). This suggests that while my Enterprising, Conventional profile offers explanatory value, it does not fully determine future professional direction.
However, Holland’s theory assumes relative stability of vocational personality. My career journey suggests greater fluidity. Early hospitality work, corporate management and construction entrepreneurship represent evolving identities rather than fixed types. Therefore, while the theory offered useful classification, it does not fully capture the dynamic nature of international career mobility and self-employment transitions.
Completing diagnostic activities independently during illness further reinforced my pragmatic learning style. Rather than relying solely on classroom discussion, I engaged with materials independently and applied insights directly to my business context. According to experiential learning principles explored in the module, effective development requires both reflection and application. This combination is evident in how I translated theoretical models into strategic planning considerations. According to experiential learning theory, effective development occurs through the cyclical interaction of experience, reflection, conceptualisation and application (Kolb, 2015). This framework explains how engaging with module theory directly influenced my business decision-making practices.

Conclusion 
Overall, this reflection demonstrates that my career progression has not been accidental but shaped by identifiable behavioural patterns and strategic choices. While resilience, analytical thinking and ambition have supported advancement, leadership development requires improved delegation, communication confidence and structured growth planning. The integration of career development models has enhanced self-awareness and encouraged a more intentional approach to scaling my business rather than relying solely on instinct and experience. Developing structured self-awareness supports employability and adaptive career progression in higher education contexts (Yorke, 2006). Moreover, strengthening self-efficacy enhances confidence in navigating entrepreneurial risk and leadership responsibility (Bandura, 1997). Ultimately, this reflection illustrates that professional identity is not fixed but constructed through ongoing critical evaluation and adaptive learning. By engaging with theory not as abstract knowledge but as a strategic tool, I have shifted from reactive career progression to intentional professional design. This reinforces the value of reflective practice as a continuous process rather than a one-time academic exercise.






SMART Action plan

To translate reflective insight into practical development, I have formulated a focused action plan informed by the SWOT analysis, MBTI profile and Holland’s vocational alignment.
Firstly, I will implement structured delegation within my business by transferring at least 40% of operational site tasks to subcontractors within the next 12 months. This is achievable through phased recruitment and will directly address the leadership gap identified in my SWOT analysis, particularly the tendency toward over-responsibility and limited delegation.
Secondly, I will strengthen professional English communication by completing a business-focused language course within six months and delivering a minimum of five structured client presentations using formal terminology. This directly responds to the communication confidence weakness identified during reflective evaluation.
In addition, I will conduct quarterly strategic reviews using the SWOT framework over the next year to ensure continuous reflective monitoring of business scalability. Finally, I will work toward establishing a two-team operational structure within three years, allowing me to transition from hands-on operator to strategic leader. 
These actions are specific, measurable and time-bound, ensuring that reflection remains actionable rather than purely theoretical.
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