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I acknowledge the use of ChatGPT (https://chat.openai.com) and Perplexity (https://perplexity.ai) on 15th of February 2026 to support planning and structuring my reflective essay.
I used the following prompt(s):
· Use this document and structure this essay using Gibb’s reflective cycle.
· Check my writing to clarity and academic tone.
I confirm that I have not presented any AI-generated text as my own work. I confirm that I have retained copies of my drafts, notes, and other resources used before and after the use of AI tool, which may be requested as evidence.
This reflective essay critically analyses on my career journey and my personal development using Gibbs’s reflective Cycle (Gibbs, 1988) as structured framework. The aim is to analyse how my personality, experiences and mindset influence my progression and long-term career direction.
This reflection integrates selected career and psychological theories to evaluate my development and identify realistic actions for progression. Through structured reflection, I am to clarify suitable career pathways while remaining open to alternative directions aligned with my skills and values.

Description

My professional career began at sixteen in hospitality sector in Spain, during fifteen years. I developed core skills including resilience, time management, customer service, conflict resolution and team coordination. Hospitality required sustained performance under pressure, adaptability to unpredictable demands and consistent service quality, strengthened emotional regulation at work ethic, shaping my professional discipline.
Part of this period, I co-owned a family business, and this exposed me to budgeting, stock control, supplier negotiations, compliance responsibilities, and staff coordination. This experience developed commercial awareness, accountability and decision-making skills. Managing operational responsibilities in a small business environment requires balancing customer satisfaction with financial sustainability, reinforcing ownership and accountability behaviours, that remain central to my professional identity.
After fifteen years in hospitality, I consciously changed career direction, I began working in a bread manufacturing factory, where I transitioned from customer-facing roles into production and administrative responsibilities. This role introduced me to regulatory compliance, traceability systems, quality control and structured operational processes in the food industry. I developed stronger analytical capability and procedural understanding, particularly in relation to health and safety and documentation standards.
Continuing with this new career direction, I worked in an alimentary distribution business, where I became increasingly engaged with logistics operations. This role deepened my understanding of supply chain coordination, inventory management, distribution planning and client account management. exposure to logistic systems and processes optimization sparked my interest in operational efficiency and structured performance measurement.
These accumulative experiences created a natural progression into my current role at Amazon. The transition from hospitality to manufacturing and then to distribution allowed me to transfer interpersonal strengths into increasingly analytical and operational environments. This pathway reflects alignment with Holland’s Builder profile (Holland, 1997), demonstrating preference for structured systems, measurable outcomes and practical problem-solving.

Feelings

After completing the apprenticeship, I expected career progression. When promotion did not occur, I initially felt frustrated and undervalued and I questioned if my competence and effort were recognized. But I did not allow disappointed me, just I looked for other opportunities to improve my skills and develop my career.
Maslow’s (1943) hierarchy suggests that once security needs are met, individuals seek esteem and self-actualization. My disappointment reflected a strong need for recognition, development and professional growth. I realised that lack of progress conflicts with my internal drive for growth.
Adopting Dweck’s (2006) growth mindset theory strengthened my perspective. I strongly believe management is a skill that can be learned. With the right mindset and deliberate development, leadership competence can be built. This belief reduced feelings of stagnation and reinforced personal responsibility for progression.
Enrolling at the university restored a sense of control and purpose, instead of waiting for opportunity, I chose to prepare for it, and this guide me to reduce frustration and increased motivation, reinforcing resilience and long-term vision.

Evaluation

Reflecting on this experience highlights both strengths and limitations. My operational expertise, analytical capability and structured thinking provide a strong performance foundation. Completing an apprenticeship with distinction demonstrate commitment, discipline and resilience. These attributes align with my builder profile and Architect tendencies, confirming suitability for structured, analytical environments. But also revealed developmental gaps. I assumed that high performance alone would naturally result in progression. Through the feedback and self-analysis, I recognised that I do not always communicate ambition explicitly. As a reflector, I tend to observe and prepare internally rather than highlight my capability, this may limit leadership visibility.
Using SWOT analysis (Helms and Nixon, 2010) clarified that my strengths include reliability, analytical reasoning and long-term planning. Weaknesses include over-analysis in fast-paced situations and doubts to self-promote. 
Importantly, I remain open-minded regarding alternative career directions. While operational leadership remains a strong fit, I am willing to explore other structured and analytical roles that align with my skills and values.

Analysis

At this stage of my career, I recognise that my development is not limited by competence but by behavioural positioning. According to Super’s (1980) Life Career Rainbow, I am in the establishment phase, where individual seek stability, recognition and increasing responsibility. My frustration following delayed progression reflects this developmental stage. 
Deeper reflection reveals that while I demonstrate capability, I have relied heavily on performance to signal willingness. I assumed that excellence in execution would naturally translate in progression. This assumption reflects my builder and architect tendencies: I value merit, structure and measurable contribution. Organisational advancement also depends on perception, visibility and relational influence.
This realisation has been significant. I tend to analyse internally before expressing intention externally. As a strong Reflector, I observe and prepare before acting. This enhances decision accuracy; it may reduce visible confidence. In high-performance environments, leadership readiness is often associated with assertiveness and proactive communication. Now I recognise that my quiet analytical style, although effective, may not always communicate ambition clearly.
Goleman’s (2000) work on leaderships styles is particularly relevant to my development. I naturally align with the coaching style, focusing on improvement and long-term development. In daily practice, I support colleagues by explaining processes and encouraging learning. Effective coaching leadership also requires decisiveness and confidence under pressure. Emotional intelligence (Goleman, 1995) suggest that self-awareness must be combined with social influence. I am self-aware, but I am still developing the external communication of that awareness.
Integrating Dweck’s (2006) growth mindset has shifted my interpretation of career setbacks. I no longer perceive delayed promotion as a fixed limitation. Instead, I see it as feedback indicating behavioural areas to strength. I firmly believe management is learned competence, not at innate trait. This belief encourages deliberate development than passive waiting.
I have also recognised that my career shift from hospitality into logistics was not accidental. It reflects deeper alignment with structured, analytical environments described by Holland (1997). My long-term satisfaction depends on measurable impact and strategic contribution.
The most significant insight from this reflection is that I must balance competence with visibility. My professional maturity has increased: I understand now that leadership is not only about doing the work well but about signalling readiness, seeking feedback and communicating ambition clearly.
This awareness represents a shift from task-focused identity to leadership-focused identity. Mow I ask myself how I demonstrate capability in a way that aligns with organisational expectations.

Conclusion

This reflective analysis has enabled me to critically examine the relationship between my personality, mindset, experiences and future career direction. Through the application of structured theoretical models and self-awareness assessment, I have developed a clear understanding of how my Builder Profile (Holland,1997), Architect tendencies (Myers-brigg,1985) and Reflector learning style (Honey and Mumford,1986) shape my strengths and development needs, also areas and skills to improve. My analytical capability, structured thinking and commitment to improvement position me strongly in operational and strategic environments. This reflection also highlighted that technical competence alone is insufficient for progression, leadership visibility, interpersonal influence and proactive career management are equally essential.
The Personal Career Development module has been important to swap my perspective from passive expectation of advancement to intentional career path. Instead of interpreting delayed promotion as failure, now I understand it is part of the process to succeed, and it just open a variety of opportunities that align with my career path and the chances to develop and improve new and ready learned skills.
Integrating Growth Mindset theory (Dweck,2006) has reinforced my belief that management and leadership skills can be developed through deliberate practice, feedback and resilience. My openness to alternative directions further demonstrates adaptive career thinking, ensuring that I am not block to a single pathway but guided by alignment between strengths, values and opportunities.
Integrating theory and lived experience, I have clarified who I am professionally and who I am becoming. Suitable career success depends on self-awareness, adaptability and strategic action. This awareness strengthens my confidence to pursue progression, remaining flexible, growth oriented and prepared for evolving opportunities
Action Plan
	Goal
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Progress to level 3
	Prepare for progression to a Level 3 leadership role
	Complete at least two additional tasks undertaking responsibility
	Already I work in Problem solve role, which exposes me to operational challenges and cross-functional interaction
	This aligns with my objective of progressing to a Level 3 and developing leadership competence
	12-18 months

	Academic and Professional skills development
	Complete the employability skills course applying reflective models and career theories
	Achieving to finish course and apply feedback for future coursework
	I am already enrolled and actively engaged in the module
	This supports long-term leadership and professional development
	6 months

	Strengthening long-term leadership and career flexibility
	Complete my university qualification and explore additional certifications for leadership management
	Successfully graduate and enrol in at least one professional development course within 3 years
	I am already committed to academic development and structured planning
	This increases opportunities with Amazon and externally, supporting adaptability
	1-3 years

	Academic and professional Skill Development

	Complete Professional Career development module applying reflective models and theories
	Achieve a merit or distinction and apply feedback to future coursework 
	I am already enrolled and actively engaged 
	This will support long-term leadership and professional development 
	By the end of the current year

	Improve decision making skills in fast-faced operational environments
	Practice making timely operational decisions during high-volume shifts without excessive analysis
	Reflect monthly at least three situations where I acted decisively and reviewed feedback from supervisors and managers
	My analytical skills provide a strong foundation. 
	Leadership roles require confidence and timely judgement that is essential for success
	Demonstrate measurable improvement within 6 months
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