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RAL Reflective Essay

Background 

I have worked for my organisation for the past 3 years. I am a Senior Learning and Development Advisor; within this post I manage projects collaboratively within the health and social care sector. For this reflective essay I am going to critically evaluate my experience whilst undertaking the Recognition and Accreditation of Learning Module (RAL) as part of my master’s in Professional Practice qualification. I have always prioritised learning and development for myself, and I have been consistent throughout my working life. I completed my Post Graduate Certificate in Education (PGCE) in 2018. I have learnt through trial-and-error methods, from previous and current experiences which allows me to continue my professional growth. I have been involved in some developments both locally and nationally, strategically and operationally since commencing this employment. I believe that the learning I have achieved should be recognised, I therefore compiled a portfolio of evidence and wish to apply for 80 credits of experiential learning gained over the last 6 years. 

[bookmark: _Hlk106565650]Reflection is an important principle with any practice as linking theory and practical scenarios enable detailed research to be performed Bulman (2011). Reflection if done well supports people to improve their core abilities as well as their overall quality of practice. The purpose of this reflective essay is to replicate development of skills I learnt in practice with regards to managing the All-Wales Induction Framework (AWIF) and other parts of my role. I will apply some reflective models throughout the essay to analyse reasons why I undertook some actions. I will reflect on some of the barriers, challenges as well as accomplishments to enhance my learning. An evaluation and analysis of leadership styles, personal learning styles will be done which I will reinforce with academic theory. By analysing I will be able to highlight how learning was acquired, what impact this has had on me personally and professionally. In conclusion of this this essay, I will discuss lessons learnt and make future recommendations.  

Using different reflective models will support me to link theory to practice whilst empowering me to describe my thoughts and feelings towards chosen scenarios. I will apply Gibbs (1988), Driscoll (2007) and Rolfe et l. (2001) in other parts of my reflections. I came across the idea of reflection when I was doing my Qualification Credit Framework (QCF) Level 4, (Appendix 1) my assessor would observe me during work times and request for reflective accounts of different scenarios. I did not appreciate this at the time, my overall aim was to gain my qualification slightly unaware of the impact or importance of reflecting, as I do now. I became more aware of this practice when I completed my Preparing to Teach in a Lifelong Learning Sector (PTLLS), (Appendix 2) it was part of the assessment as well as writing essays to support my reflection. I can say these were the foundations for my learning which I have continued to strengthen overtime using experiences, research and being mentored. For this part of my RAL these reflections contributed to experiential learning. 
Reflections
When applying the Driscoll (2007) model, I was drawn to recalling activities and asking myself the questions what, so what and now what, this model is similar to Rolfe et al (2001). This breakdown of questions gave me opportunities to be thorough with my reflections as I was able to recall the incident/s step by step. I remember when I was offered my current post by my employer, I was not myself, my confidence had reached rock bottom at the time. This was because, I had not been offered a progression post that I had applied for. Thinking about it now even brings feelings of self-doubt, that I had not impressed the panel at the interview stage, for a job that I thought was suited to my skills and academics, (Appendix 3). After the selection, the person who was offered the post was neither qualified nor had previous managerial skills as required in the job description. I remember asking the panel for feedback and they could only say “it was a difficult decision as this was a close call, but I should apply for similar posts when they came up, as I met the criteria”. I recall concluding that I would not be able to work under this appointed person for much longer because of the unjustified way they had got the post. There was a reason for meeting the requirements and if anyone did not, I believe this went against my integrity, principles and values, I had less respect for the management. 

I was so upset that when we were asked to congratulate the new person in post, I could not help but walk out. As I was driving, it gave me an opportunity to think about my actions and how unfair and unprofessional I had been. I was not sure if I made a wise decision leaving, as compared to if I had stayed. Many thoughts came to my mind, I could have spoken to someone or worse still I could have said things that I would later regret. As many contemporary theories propose that learning is a social process, Vygotsky (1978); Lave and Wenger (1991), it could be argued that reflection is most useful when incorporated into discourse with others, engaging with others would have helped in dealing with the disappointment. I had not realised I wanted this role so much until then. My manager called me later that day to check on me and to ask how I felt I had handled the situation. She was disappointed with my behaviour and asked me to reflect. Within 2 months I had been offered the job I currently have.

Receiving this feedback helped me to detect patterns of my behaviour, make the necessary connections, learning to be compassionate and making appropriate choices. After this incident I have learnt to stand firm with my beliefs and to be an effective leader, by being assertive and fair in my actions and decisions. Reflecting on this made me realise that, taking a step back and thinking things through was something I needed to practice and continue learning to be an effective leader. To adjust behaviours and reactions, the individual must have self-awareness and understand how and why they acted or reacted in a specific way Perusso, Blankesteijn and Leal (2019). I remember having a combination of feelings from embarrassment to anger and frustration all at the same time. This experience, however, delved into my imagination and helped me answer some questions and view situations differently. Goleman (1998) defines in his book, ‘Emotional Intelligence' as the capacity for recognising our own feelings and those of others. For motivating ourselves, and for managing emotions well in ourselves and in our relationships. Researching emotional intelligence in detail has developed my thinking skills and contributed to evaluating my behaviour by recognising other people’s feelings even at a time when I am under pressure. This incident has helped me to appreciate self-management by being able to practice self-control tactics. 
To help me through this I turned to one of my friends who gave me a book to read, as she handed this book I thought, ‘how will this help me’ but I decided to be optimistic. The book was by Pema Chodron, ‘Living Comfortably with Uncertainty and Change’, I skimmed through the book and by chance saw one Pema’s quotes, “moments of difficulty offer the best opportunities to deepen insight and wisdom”. I felt like the author was talking to me, knew my situation and was going to offer solutions, I read the whole book. One of the quotes from the book were, “we typically react with some form of resistance such as frustration, disappointment, sadness, or indignation, we are attached to having things the way we want them. So, all of these reactions involve emotionally doubling down on the plans that have not worked out”. This was relatable. I learnt to reach out when things became overwhelming, that I could not solve the world’s problems, and I have been attending online mindfulness programmes. With time I will get to a point I need to be dealing with difficult situations in a calm and collected way. 

Sanders (2009) describes reflection as a process that creates greater understanding of the self and the situation to inform future actions on the other hand Newell (1992) warns that reflection can also be an arduous and painful process. Newell continues by saying, there should be a balance of good and bad experiences that are reflected upon so that the practitioner does not lose their self-esteem. Whilst reflective practices are highly regarded it is important to note that sometimes they can be time consuming and might not bring the results we seek. I must remember, especially working in health and social care that I have duty of candour, to be open and honest even when I feel incidences could cause some problems.

Metacognition is a concept of cognitive psychology which focuses on the active participation of the individual in his or her thinking process according to Stewart and Landine (1995, p 16-20). It involves thinking about thinking and emphasizes the individual’s self-awareness of their thinking patterns, learning characteristics and techniques which aid both memory and comprehension. Reflections that involve individuals especially safeguarding concerns must be reflected accurately otherwise there could be consequences. As a manager I should lead by example and support my staff to reflect effectively. Finlay, (2008) concurs with others who feel that reflective practice should be applied selectively, taught sensitively and generally used with care. I have learnt to encourage meaningful reflections with my team. 

Communication is important in the sector I work in and more so for the RAL course. Blake (2019) explains that communication facilitates therapeutic relationships or creates barriers between colleagues and other individuals. As I manage our projects I have to communicate with different people and therefore apply communication methods suitable to the context. One of the difficulties l faced during communications was not maintaining good eye contact which I trace back to my background and culture. According to my culture looking at people in the eyes is considered disrespectful especially to adults. This is different from the British culture, as not maintaining good eye contact can be seen to indicate lack of honesty Burgio et al, (2002). With time and experience I have learnt to adjust my communication to suit the situations and remain assertive. Practice has improved the way I communicate, I now chair meetings with confidence using verbal, and non-verbal cues. The process of becoming aware of how we communicate as individuals is a challenging one McCabe and Timmins (2006), these authors emphasise that effective communication skills include smiling, some eye contact, a calm and steady tone of voice. I have been able to observe if people are disengaging during meetings, this can be hard to deal with especially with senior managers. In the past I have learnt to seek feedback (Appendix 4) this has helped to update my resources to make them more engaging. Therefore, it is important to have the appropriate body gestures as it is a way communication Burnard and Gill (2013).

Being a manager and a leader are two different things although it is easy to use them interchangeably. I have learnt this distinction, especially applying to my current role where everything I do is comparable to action on the ground and reflecting in the abstract. I enrolled on an online project management course, which helped to shape the way I developed the AWIF (Appendix 5). I learnt how to plan, develop and put ideas into operation, attending this module. I learnt the different management and leaderships styles suitable to projects although, I think this would have been more beneficial via a webinar than online resource. I knew I needed to learn more, so I enrolled onto the Level 4 project management which was run in-house through Coleg Sir Gar, due to the pandemic this did not progress.
 
I however feel I have gained a lot of knowledge and skills by observing my manager and others, by listening to them and by being given opportunities to take a lead in meetings and decisions. Management is focussed on effectively obtaining resources whilst leadership is about developing and communicating the vision about the future with people. Throughout my RAL learning outcomes, I have compared these two and how I have managed to promote these skills. I learnt over time that communicating the project’s vision through word of mouth was less effective than putting it into action. Hence the saying, actions speak louder than words. Avolio and Gardner (2005) concur that, leadership authenticity is revealed by what leaders monitor, attend to, measure, reward and reinforce and this in turn regulates and shapes the efforts of staff. Sanders (2009) writes, ‘critical reflection’ is a more in-depth form of analysing our behaviours, thoughts and feelings about something in order to understand our motives, assumptions, attitudes and values. 

I have learnt that as a registered manager, it is requirement by SCW to be reflective and to support our staff to reflect as part of our Continuous Professional Development (CPD) (Appendix 6). The Codes of Professional Practice (Appendix 7) remind us of the importance of reflection. Learning to reflect on uncomfortable and good experiences is something that I do as part of my practice. Dewey (1933) writes that reflection converts action that is merely appetitive, blind, and impulsive into intelligent action.  One-to-one supervision sessions are an opportunity for explicit reflection on practice: a good supervision has been described as ‘emotionally intelligent conversation with a colleague about a situation’, Evans, (2014).

Whilst researching for other reflective models, I could apply to my work and essays, I came across Mann, et al (2009) who had grouped reflective models into specific categories with two dimensions, those that are iterative or vertical. Models that conceptualise reflection in this way include those of Boud, Keogh and Walker (1985); Johns (1992) and Driscoll (1994). These models aim to describe a process where someone returns to an experience, attends to their feelings about it, re-evaluates that experience, and reach an outcome. This is what I aim to do for this essay. 

Since using Rolfe et al (2001), I felt I was guided in my reflection and usually when you reflect it would be beneficial to cover all angles of the incident or situation. However, I felt limited to what I could do and so I compared the same incident reflection using Gibbs (1988). This guided me in exploring experiences in cyclical stages which are, description, feelings, evaluation, analysis, conclusion and action plan. This model gave me a broader, more flexible approach which I could use to examine my experience completing the RAL up to the time of writing the final reflective essay. I have always thought in the past that expressing one’s feelings even during a work-related scenario was classed as unprofessional, so usually I would describe the situation, what I did and what I learnt. The opportunity to express my feelings allowed me to think deeper about how I really felt whether it was good or bad. These were my feelings, so they were specific to me, and the experience I was exposed to. This comparison broadened my knowledge and I used one incident with the two models, to analyse further, there were some differences. This activity highlighted that, ‘even where situations are suitable for the application of reflective learning, the situation may not have started at the 'beginning' of the scenario considered in the analysis’ Jasper, (2013)

Completing this RAL module has been challenging in many ways for my personal and work life. My reason for undertaking this course was prompted by a researcher during a meeting from SCW, who requested participating rights to the AWIF project I was managing. The project was jointly funded by SCW and Health Education Improvement Wales (HEIW). They wanted the project to contribute to their thesis. After consideration I thought the project would provide evidence needed to complete a Masters’ degree. I got my managers agreement for funding of this course. With this approval, I proceeded to identifying a suitable course. Reflecting on this, the question posed by the researcher triggered thoughts that were unexplored and were later ignited by how accessible this was. An opportunity to learn and develop myself professionally and academically, this was rare. This conversation propelled me to explore these opportunities. This was the beginning of my RAL journey. 

Schon, (2001) describes ‘reflection on action’ as re-running activities that have happened in the past and valuing one’s strength and developing more effectives ways of acting in the future, which is what I did here. It would have been a lost opportunity if someone else used our resources solely for their research when I was strategically able to develop the project and use this chance towards a high-level qualification for my own development. Once I was enrolled on to the course, I started looking at my previous study to see if I had relevant prior learning or resources that I could use. In 2018, I completed a learning style questionnaire, and I was kinaesthetic (Appendix 8). I completed another one at the beginning of the course and my results were more kinaesthetic and aural this time.

My learning style stated that kinesthetics prefer to be actively engaged with learning and I find attending meetings or taught sessions at times difficult to maintain concentration, especially when I am only listening. I am a tactile learner who prefers to test things and being ‘hands on’. I feel my ability to retain and recall information are my main strength. I was worried I would come out with a different learning style which I would not relate to. I am not sure if this is because I am particular in the way I do things as I tend to analyse before deciding. These traits can be both positive and negative. Positive in the production of quality results and negative as other staff could disagree with the plan and suggest changes. I learnt to be an effective manager and leader I have to find ways of actively listening. I am making significant progress. In time I will fully transform as mentioned by Dalai Lama in one of his quotes, ‘when you speak, you repeat what you know, when you listen you learn something new’.

I am aware that my learning style might not be applicable to some of my RAL tasks or to my role, as I am required to sit through workshops, take notes and research by reading books or accessing online webinars. This might not suit my learning style but could be important milestones for my learning, so I need to adapt. Participating in this activity, has enabled me to challenge myself and consider new approaches regardless of my learning style. Since taking on my role I tend to write many notes during meetings, I use different colour pens to signify level of importance, what has been completed and what is pending, I never used to like using notes, but I am lost without my notes now. This has contributed to my fast-writing skills and typing as well as I sometimes use online notes. These skills are important for report writing and updating documents.

For this part I chose the Gibbs (1988) model of reflection as it is not complex model, but simple and easy to follow as pointed out by Barksby et al (2015). Husebø et al, (2015) reiterates the model as a theoretical framework which contains six stages which were mentioned earlier in this essay. I will now reflect on the process after my registration to completing the RAL. I think I came to the course with over-confidence as I had not so long completed my PGCE qualification, I anticipated the RAL course to be easy. The first meeting went well although afterwards I had this overwhelming feeling with the information provided. I knew I needed to be optimistic and set targets. I planned to hand in my RAL within 8 months. I knew this was an ambitious time scale to meet and it was not long until that became a fact. This is when I knew I needed to prioritise my work and pre-plan. I learnt not under-estimate situations no matter how confident, I now appreciate how demanding and time consuming the course has been. 

Within a few months I learnt that the course was not only about writing how I gained experience throughout the development of the projects, but more so how I developed in my skills and knowledge. Also, how that contributed positively to my practice. It sounded easy enough but once I started developing my learning areas I began to struggle. I felt as if most of what I wrote was about my achievements, I had evidence for it, however I needed to write how these activities helped me develop as a person, how and why I needed to learn new skills. When I started to probe deeper into this, and I had submitted essays to be checked I realised I was not entirely reflecting in a way that highlighted what I had learnt. I was being too descriptive. I thought, describing the situations would benefit the reader but now I have learnt how to shorten my reflections without taking away its depth. According to Gagne et al (2009), using metacognition enables individuals to be more active in their learning and they will mobilise their resources in order to have successful learning experiences. I learnt to apply theories to my experiences to propel my studies. 

Receiving feedback from my tutor was beneficial as it highlighted what I was doing right, where I needed to improve and how I could reflect analytically. I think receiving this feedback helped me to deepen my reflections and understanding why I needed to do that. This skill was not only beneficial to my RAL and academic success but professionally as I write and present reports to steering groups and directors. Feedback was not only essential to me but was good for my professional growth as Matua et al (2014); Rose and Amp; Best (2005) say it provides direction and increase the confidence, motivation and self-esteem of the individual. 

There are many feedback models applicable to staff and to me as a student. Kulhavy (1977) describes feedback as any of the numerous procedures that are used to tell a learner if an instructional response is right or wrong, (p. 211). I tend to use the ‘sandwich feedback’ model with my staff, however, I do find due over-use this model, does not give me the desired outcome anymore. Staff prepare to be told what they have done well and what they have not and a plan for improvement is set by myself. This model I feel is power based or hierarchical, I, as a manager do most of the talking and the employee listens without saying much. I believe this is discouraging and can demotivate staff. I am trying to use different models now. The STAR model which I came across in training. The acronym stands for Situation/Task where I provide context of the Action, which is the detail of what someone did to handle the Situation or Task, and then the Result, which details what was achieved by the action and clarifies whether this was effective or not. Participating in this feedback activity has enabled me to challenge myself and consider new approaches that motivate staff. This links with my studies as feedback is crucial for my progression, providing feedback to staff helps me prepare for when I receive mine. The behaviours exhibited by my staff can be the ones I exhibit too, however the most important thing is to learn from it. 

Researching other feedback models and the reasons for giving/receiving feedback was beneficial when I was compiling my RAL portfolio. Sadler (1989) described three conditions that needed to be satisfied for feedback to be effective and these were firstly, the standard that a staff member or in my case the student aimed to achieve with the task in hand, secondly, comparing actual levels of performance with the standard set and lastly engagement in actions that eventually close the gap. Sadler emphasises that all these conditions will need to be satisfied for feedback to be effective. These skills would help as I work both operationally and strategically making decisions and influencing stakeholders as well as staff. Participating in these activities have made me aware of better feedback methods and ways of improving when the current models become common. 

I still find myself writing descriptively, I think the more I write reflective accounts I will perfect the skill, this is something for my future action plan. I acknowledge what Hatton and Smith (1995) write, that it is entirely normal for early attempts at reflective writing to be very descriptive, as description is a skill that many people are very well practised at.  I have listened to advice which included reading the essays aloud before submission, this helps me to redirect my thoughts and curbs the descriptiveness. Through research I found some analysis on descriptive reflections, some authors suggested that this was not sufficient practice for reflections, however Ward (2008) highlighted Schon (1983) who has demonstrated how descriptive accounts enable problem reframing. Moon, (2006); Gillett et al., (2009) concur that descriptions are required as part of progression through a hierarchy of different levels of reflection, therefore there is some element of description required within reflective writing, I learnt. I have looked at the various barriers to reflecting effectively, one that surprised me was that I can be a barrier. I would not have thought this, but I now know that I need self-awareness which at times can prove uncomfortable. I have learnt that effective reflection takes practice, which suits my learning style. Learning through practice supports my leadership and management skills. 

All experiences are worthy of reflection. Completing my learning outcomes has uncovered some important indicators which I think made significant impact to my studies. I will reflect on three areas notably: the pressure that arose from the AWIF project, secondly the Covid 19 pandemic and thirdly time management. Developing my portfolio needed planning and time allocation which I needed stick to, however due the demands of my role and a new project that I had been asked to deliver alongside the AWIF proved stressful. (Appendix 9), I was required to develop a similar induction for people who were unemployed and registered with Workways and Job Centre plus called Rapid Recruitment (Appendix 10), this was later referred to as the Introduction to Social Care induction.  Planning and developing this project proved extremely challenging as I did not have any administration support. I had to create the resources, the presentations and present them before the deadline (Appendix 11). 

Reflecting on this made me realise that I can work under pressure, however we should have set a more realistic timescale to ensure the completed work was of the quality I intended. My values, beliefs and work ethics, were challenged. I believe I demonstrated passion to support projects with similar characteristics to the AWIF project. I have proved that I know what is required for health care support workers to have the correct start to their role in the sector by producing quality resources (Appendix 12) and using a range of engaging teaching methods. I learnt to be creative under pressure, to present within timelines a resource that has been used by SCW (Appendix 13) to support project objectives. This was good evidence for my RAL, but the pressure was not good for staff morale and pressure to lead the project effectively. Knowing the responsibilities, I had and deadlines to meet for RAL, I became very resolute, never losing sight of my goal, with this I learnt that enjoying and being passionate about what I do helped me to excel. 

The pandemic impacted my RAL experience as, I now realise. When the pandemic started, I thought, like many others that within a month this would be over but 2 years on we are still feeling its effects. Working to support health and social care services, I was at the centre of organising staff and managers training (Appendix 14) with new ways of working. Working with the Test, Trace and Protect (TTP) team, adapting training resources to suit online delivery instead of classroom based. I took the lead in producing and recording videos for care services which were used through-out the pandemic and have now been updated as on-going resources for new care workers (Appendix 15). I had to learn to work from home whilst home schooling my children, the pressure was immense, the positive aspect is we pulled through and have created amazing work throughout the sector. Fisher et al. (2020) pointed out that “the COVID-19 pandemic has forced families to try to maintain work-family balance with few supports. With schools and day care facilities closed, parents were solely responsible for childcare and perhaps even home-schooling” (p. 249). I learnt to be empathetic to staff situations, maintaining hope in the face of adversity was key. This however, pushed my RAL completion dates even further as I was not dedicating time to it, not by choice but I had no spare time. 

Participating in these activities I have learnt how much stronger we are when we work together, effectively communicating, training people who were prepared to go into a sector that at the time that had many challenges and risks. I was astounded at the way we collaborated and worked in partnership with many teams. Looking back, I was able to lead different teams to achieve one goal that was necessary for the department, this was an accomplishment worth reflecting on. The pandemic has also encouraged us to work in ways that we never imagined before, an example is, I now live in England but still work for a local authority in west Wales. Before the pandemic this would have been unheard of, Appendix 16). This was an arrangement that required trust, dependability and honesty to working hours and delivering the work required, I appreciate the opportunity that enables me to continue work I started.
 
I have attended webinars to give me new skills to facilitate online delivery of the induction, this was new to me and the team (Appendix 17). I worked collaboratively with health staff to support them with digital delivery. At first it was not easy as they defaulted to classroom based as this was easier for them, however, when lockdown was enforced, there was no other choice but to learn to deliver digitally. I learnt to facilitate their training and observed during session as well as giving peer feedback. I worked alongside their manager who was keen for us to establish this partnership for the benefit of the learners. I encouraged staff to use the presentations as ways of engaging multiple learning styles through interactive learning, visual impact, and this would also help my staff. Frey and Birnbaum (2002) ‘determined that power-point presentations are useful for developing cognitive skills and reviewing learning content’. By supporting this I learnt to lead a different team towards an objective beneficial to partnership working. I learnt to be creative and innovative.

Throughout this process I had the opportunity to continue critically analysing my learning and developing my RAL portfolio, I have realised that I had contributed to developing and leading many learning areas for the teams during the pandemic. Petty (2009 p. 299) says that a teacher should be ‘a learning manager and a facilitator, rather than just an instructor’ and this is certainly what I aimed to achieve with the training facilitators. As the pandemic lessens and we return to a more ‘normal’ programme of learning, I have created a blended-learning toolkit and a video that helped staff transition back into the office (Appendix 18). Catlin Tucker (2010) writes that, ‘blended learning weaves various instructional mediums into a cohesive whole. My intention was to empower staff with flexible, easy but powerful tools which supported collaborative learning leading to better educational outcomes. I am proud that the learning and development team became known for working at pace and being responsive. The creative and quality ideas and resources developed are a credit to me and other managers.

Lastly, I will reflect on time management, learning the best way to manage time was a challenge for me, even now as I am completing my essay. I tend to procrastinate and exhibit signs of self-doubt; I knew I needed to change the way I planned and completed my essays for me to meet the deadlines set. In trying to investigate where my self-doubt came from. I recall certain incidences in my childhood, where I was constantly reminded, I was not ‘good enough, nothing would come good in my life’. I can remember many things I have done to prove my stepmother wrong with her perspective and I have worked hard. Unfortunately, the damage caused by these words sometimes haunts me and I genuinely believe I am a failure at times, I have been lucky to have other family members, friends, mentors, previous and current managers, who believe I can excel when I put my mind to things. 

Rather than looking at this experience negatively, reflectively, I realise this has made me more determined to achieve. I push until I succeed, this is a good quality to have as it keeps me focused and motivated. The other side of this, is by pushing myself to much, I feel the pressure psychologically and physically, which at times goes full circle, back to self-doubting. My goal now is to achieve this, Masters. The success of the projects, the qualifications centre, have been accomplishments that boost my morale. I continue to use these examples when supporting my staff who might be going through the same feelings. 

I feel I have nothing to prove to anyone as I am doing what I love and completing this Masters’ can help me self-actualise. Maslow’s Hierarchy (1954) describes self-actualisation as ‘the highest order motivations which drive us to realise our true potential and achieve our ideal self’. This stage allowed me to understand that no matter how simple or familiar an experience was to me, I can see things from a new perspective which helps me to appreciate the scope and wonder of things. This capacity allows me to develop new problem-solving strategies and promotes creativity which is vital for my profession and reflections. Carl Rogers (1967) concurs with Maslow and writes, ‘a person who is in the process of self-actualising, actively exploring potentials and abilities and experiencing a match between real and ideal shelves, is a fully functioning person’

I am not sure if I have reached the highest motivating stage as I see Maslow’s hierarchy in another light. Self-actualisation is dependent on a person and their circumstances. If for example I was in my native country Zimbabwe, there are certain things that fall on the second stage of the hierarchy that I could call self-actualising. Having clean water, electricity and good health facilities could mean I have reached the highest stage, however from where I am now those things were achieved a long time ago and now, I am still looking for other things that will make me more comfortable to be self-actualising. Thinking about this critically, I have learnt to be compassionate, empathetic appreciative and resilient. I still procrastinate this is a habit I struggle to overcome, but I have learnt some time management skills by blocking time in my work diary, so I am not disturbed. I am now able to plan deadlines, so I do not hand in ‘half-baked’ or rushed work after receiving constructive feedback from my tutor. 

As I continued to build on RAL portfolio, I sought to differentiate my operational and strategic role within my responsibilities. This was important as this information contributed to my learning areas and outcomes. I was clear on the projects that I was managing but was unsure how to clearly define my learning area to demonstrate this. My tutor was helpful by signposting me to resources on the University Moodle page and how others had developed theirs, this was true to my learning style as I like to see and then trial. My tutor also encouraged me to keep going back to my job description to see my responsibilities and what I could reflect on at the level required for this Masters’. I realised that depending on where the project was at different times, I worked both strategically and operationally without realising or defining it.

These challenges have not only added to my workload, but they have helped me to see things in another light. From undertaking these tasks this has broadened my underpinning knowledge of planning effectively and organisational skills. Fundamental to constructive dynamics is the understanding that individuals construct skills in order to participate in specific tasks within their context’ Fischer and Bidell (2006). I now know and understand that managing is an evolved skill an adaptive skill that I have to continue to develop over the years.

According to Blooms Taxonomy (1956), learning is separated in to three main domains, cognitive, affective and psychomotor. The cognitive domain is the core learning domain it is concerned with development and intellectual skills and is demonstrated by knowledge recall. Applying knowledge recall to my essays has been beneficial. The affective domain is concerned with the learning of attitudes. Reece and Walker (2003) suggest, the most effective technique for teaching attitudes is to set up discussions with students, and that students learn from each other. My own practice is consistent with these thoughts for staff, I benefit from the drop-in sessions we have with my tutor as we share experiences and at times some solutions, especially from those who have completed their RAL. Completing the RAL has encouraged me to prioritise, although it is difficult due to my workload. I recall one meeting which my manager was chairing but just before the meeting she was called out to attend an urgent meeting, she delegated to me to chair. I had to think and act with no plans only an agenda, it went well but I would not want to do that again. Participating in this task helped to be flexible and being a strategic thinker. 

Conclusion
According to some authors, the purpose of human life is intrinsic motivation and higher self-efficacy, they believe learning happens not only through instructors but also through life experience. Knowles (1984) agrees with this approach and states that, ‘adults are self-directed and expect to take responsibility for decisions. Conway and Arnold (2015, p. 2) state, ‘once a person is fully mature, the need to be guided by others declines to an all-time low and the desire to be fully independent and able to make decisions is at an all-time high’. 

The RAL has helped me to look fundamentally and holistically at the job I do and learn from experience. I have learnt to earn and build team trust, as I am aware it is difficult to gain respect when I cannot stand by my word. I believe if the team respects me, trust and have confidence in my abilities I become their role model. Managers trusted the induction package I developed to provide underpinning principles and values they need to manage their care settings. Reflective practice is important because it helps me to gain new knowledge about myself as well as other people around me who are involved with this process. It also helps me learn more about my job responsibilities so that I can become more efficient at performing them in the future. The concept of reflective practice allows me to be part of an organisation which aims to become better by providing feedback from both internal and external sources. I found the reflective practice process to be very helpful and eye-opening. I learned a lot about myself and will be able to apply what I learned to my future projects.
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