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Introduction 
Goleman (1995) suggested that reflection is where the mind examines itself.  It is a practice that can be undertaken by learners and professionals as a means of learning from their own practice, where unanticipated discoveries of self could be realised (Schwind et al., 2011).  Kolb (1984) and Knowles (1980), likewise, suggested that learning can only be achieved when knowledge is gained through experience. Using my experience and the learning gained from the time in my role as a Workforce Planning Project Manager, this essay will focus on my personal reflections through my journey on the Recognition and Accreditation of Learning module.  This will include my thoughts and doubts at the onset of the module, my experience with the process of constructing the module, my learning from undertaking the module itself, what I consider as the next steps in my development, before providing a conclusion.  The format of this essay allows for Jasper’s Experience, Reflection, Action (ERA) cycle (Hull University Library, 2022; Cambridge Library Study Skills, n.d.) to be followed, whereby the experience gained, and the reflection undertaken from the learning and completion of the module, has allowed me to consider a pathway going forward.
Onset of module 
At the commencement of my development journey in my current role as Workforce Planning Project Manager, it was required that I undertake a Level 7 / post-graduate qualification that aligns with the level and band I was working at.  To meet that requirement, I enrolled on to the Master of Arts, Professional Practice Level 7 qualification in agreement with my line manager.  The reason for undertaking the Recognition and Accreditation of Prior Learning module as part of that qualification was partly to evidence and gain academic accreditation for the level of work that I had been undertaking, but I was also hoping that it would help to build my confidence within my new role.  As a way of proving that I was capable and competent of working at this level and was competent at my role.  
When I started the module, I did experience a number of concerns.  One key concern was around the condition, Imposter Syndrome, I had been suffering from. Imposter Syndrome is where, despite an individual achieving qualifications and accomplishments, there remains self-doubt and a belief of imcompetence without reason (Raypole, 2021).  I didn’t believe I should be in this job and nor was good enough to fulfil its responsibilities, despite having undertaken a strenuous interview procedure for the post and being successful. Due to the Cognitive Obsessive Compulsive Disorder that I was been diagnosed with, I have a tendency for intrusive thoughts and over-thinking, which are common characteristics of the disease (NHS, n.d.). I had an extensive number of thoughts going through my mind at the start of this module, including “What if I have not learned enough?  What if I cannot find the evidence?  What if I do not add value in the team?”.  I was worried that this module might support the Imposter Syndrome I was experiencing through the potential of lack of evidence.   Imposter Syndrome is said to be a common condition experienced, particularly by professionals and students in healthcare as well as academia and management, and women (Gottlieb, 2023; Joel Bothello, 2018).  There is a reflection concept called “Self as instrument of care”, which uses self as a research tool (Schwind et al., 2011).  The narrative of this concept indicates that an individual can provide self-care through a practice of reflection.  I hoped the deep reflection and evidence would quash the self-doubt that my achievements were merely luck rather than skill and competence.
 As the module progressed, following Jasper’s Experience, Reflection, Action (ERA) cycle (Hull University Library, 2022; Cambridge Library Study Skills, n.d.), I reflected further on what I had learned and accomplished, and saw evidence of my development, skills and impact.  The evidence suggests that I am fully competent in my role as a Workforce Planning Project Manager.  I am able to research, critically analyse and apply Workforce Planning Methodologies; strategically promote and influence Workforce Planning through establishing and engaging with a variety of internal and external stakeholders; collate and critically analyse data to inform workforce planning capability across the organisation; design and develop a range of tools and resources to aid workforce planning.  Roesenburg (2009) suggests that happiness and reflection are “inter-related”.  Having demonstrated reflective practice, I am able to clearly see where I have progressed to, and see that I am still progressing, which boosts my satisfaction and confidence in my ability to fulfil my role. 
Another concern was around time management.  I was aware that my workload can increase significantly at very short notice, which could negatively impact on the time planned and protected to work on the module. In addition, I was also concerned that my time management skills were not adequate to meet the increased pressure the additional workload would bring, and assist me in completing on time.  The development and maintenance of time management skills is not an uncommon element to any professional role or level, and it is typically a prerequisite to all higher education programme, therefore that was to be expected (Trentepohl, et al., 2022).  However, the degree of pressure can vary depending on level or complexity of work, professionally or educationally, needed (Forsyth, 2013).  
With the level, scale and urgency of work I needed to complete professionally, in addition to the level of work needed to complete this module, time has needed to be managed very carefully.  Time management with this module was a learned process.  It was something I improved upon through experience and practice, yet difficulty in navigation was ongoing; which is in harmony with various academics’ thoughts on adults learning skills (Knowles, 1980; Rogers, C. R., 1980; Forrest and Peterson, 2006). In complete honesty, I do not feel that I have been consistent in this area.  Soon after commencing the module, I experienced a significant increase in my workload, which meant the study days I had planned out were consumed by the additional work rather than development of the module. This lasted for approximately three to four months.  It was only when my workload quietened down was I able to regroup with my module lecturer/supervisor to plan out the necessary action against the new timeline. I was able to follow this new plan for a reasonable length of time, approximately four or five months, before my workload increased once again.  I have found myself behind on a number of deadlines, those set by my lecturer and those set by myself.  Some of which is due to an increase workload, but some has been due to personal circumstances.  This is in keeping with a number of studies which demonstrate that part-time students who also work, are able to dedicate less time to their studies that they used to in previous years (Wu, 2020). Despite the challenges I faced, I was still able to find the necessary time to plan, develop and complete the activities needed to complete the module.   
My last concern was regarding my lack of experience with formal reflections. Watson and Wilcox (2010) suggest that novice reflectors can be “chaotic, subjective, messy, elusive and untrustworthy”.  As I was a novice, I was concerned that my reflections would not be consistent or at a sufficient level / deep enough to meet the requirements of this qualification level. This would consequently have a knock-on effect on my ability to carry out the reflective essay. Any reflections I had carried out prior to this module were typically done “for-action” or “in-action” as opposed to “on-action” or “about-action” (Day, 2010).  This demonstrates that my reflective practice was brief and reactive, rather than proactive.  It wasn’t a regular or consistent practice, in my personal or professional life; simply something done in response to an event.  My preferred learning style is that of a theorist; which I am aware of after undertaking self-assessment on my preferred learning styles on a number of occasions over my working life, and each one has had the same result. Reflecting is not a concept that comes naturally to me, and with that I have found this module to be quite challenging.  The formal act of dissecting and analysing previous activities that took place two years ago, when things have changed numerous times over since then, was quite arduous, particularly when I have had to learn to move quickly with the frequent changes that continuously take place in the Health Board. Remembering the details necessary for the module level was complicated.  
Process of constructing the module 
The journey within the first year of my role was meant take a staged and developmental approach; however, in practice it did not.  Due to the demand and pressures being experienced in the Health Board at that time, my time and attention was being pulled in different directions, and my line manager and I had to work hard at pulling me back to the developmental path I was meant to be on.  This meant that structuring my Recognition and Accreditation of Learning assignment into organised and logical learning areas and outcomes was a challenge.  What I learned, in reality, came in a different chronological order to what I have written in my assignments.  This was necessary for me to process what I had learned, but also for the readers’ ease and to enable them to have a fuller understanding to my developmental journey.  
I found structuring the first Learning Area difficult, not only due to of the nature of the development journey I had experienced, but also because I was inexperienced with reflective practice.  There came the point where I had to leave Learning Outcome One, as I found myself writing, rewriting and restructuring numerous times. I went on to use what I had learned about formatting and structuring in Learning Outcome One to help me write Learning Outcome Two onwards. This is consistent with Dewey’s (1994) notion that each experience builds on the previous, therefore each Learning Outcome would logically have variations.  This can likely be seen in the difference in the style, content and structure in each of the Learning Outcomes.
When planning the work needed for Learning Area One, I decided that using Gibbs’ Reflective Model (1991) would be advantageous, as it would provide me with a detailed structure that might help me achieve the level of depth I perceived would be necessary for this qualification.  While developing the first learning outcome of that Learning Area, however, I could see that using Gibbs’ Model (1990) was a hinderance to the way I thought about my learning.  It was making the writing of the learning area more complicated that it should have been.  It was adding more time and more detail than was needed, and I was more focused on each of the 7 steps to the model rather than on the important aspect of reflecting and learning.  After discussing my issue with my lecturer, I decided to keep using Gibb’s Model (1990) for the remainder of the first Learning Area, but planned to change to another reflective model for Learning Area Two to help me structure work better.  I hoped that a different model would keep the focus on what was important to the assignment and would be simpler for me to follow.  
For the second Learning Area, I chose Jasper’s ERA Cycle to assist me in understanding my learning and development (Hull University Library, 2022; Cambridge Library Study Skills, n.d.), which I found to be of greater help.  The reason for this, I believe, links to my preferred learning style of being a theorist. I believe that by the time I undertook Learning Area Two I had come to understand reflective practice and a number of its theories, meaning that I didn’t need as much structure or guidance to put into practice.  I believe that the number of steps within Gibb’s Reflective Cycle (1991), at this stage, would have been more of a hinderance to me than a help.  Thompson and Pascal (2011) noted that there is a potential for reflection to be oversimplified.  Had I used Jasper’s ERA Cycle in the first Learning Area, without my fully comprehending reflective practice, I may have fallen into this trap and not provide the level of detail needed.
As noted in my Recognition and Accreditation of Learning portfolio, my role as Workforce Planning Project Manager was not only a first for Hywel Dda Health Board, but the first in NHS Wales, therefore the development journey has not really ended.  I have continuously assessed, reassessed, and modified my activities and my way of working since the commencement of the role. In addition, my experiences have been considerable.  However, Beard and Wilson suggest that while “experience underpins all learning, learning may not result from all experience” (Beard and Wilson, 2006).  Therefore, deciding how to narrow down and focus on what was learned from the vast number of experiences was challenging.  It appeared logical to focus one Learning Area on my development during the twelve-month Annex 21 Training Contract.  However, determining which elements of my development could be grouped into specific learning outcomes was complicated.  It was only through working with my colleagues and my lecturer that I was able to determine these Learning Outcomes.  Again, choosing the second Learning Area and its outcomes were just as arduous, if not more so.  My areas of working are intricately interwoven, so separating into themes or areas and not referring to learning twice was complex.  It has been acknowledged that as work environments become more complex, the decision on what skill to hone or what area to gain knowledge on becomes more difficult (Arumugam & Van Roy, 2021).  In addition, the Dunning-Kruger Effect (2003) suggested that individuals are often unaware of what they do not know, which makes decision making, particularly in what areas to learn, incredibly difficult.  Both suggestions by these academics emphasises difficulty I faced when deciding what area to include. 
Gathering the evidence to demonstrate the learning proved to be a challenge in different ways. I found that I had ample evidence to demonstrate some of the areas, where it was difficult to choose which ones would be most relevant and provide the strongest proof of learning. However, there were other areas where the physical evidence was limited despite there being definite learning in place. For the areas of learning with limited physical evidence, I was able to understand the external experience through an internal reflection, but without physical evidence, only my recollection (Beard, 2006). Therefore, although it was relevant to my module, I was hesitant to include it.  However, American clinician, Mark Crislip, claims that there is no such thing as no evidence (Crislip, 2015).  He claims that there is always evidence, though it may not have been recorded or of good quality, but it is there.  With this in mind, I did look at what could be classed as evidence and found that there was more than I initially thought.  For example, screenshots of calendar appointments provide evidence that a meeting and a discussion took place, which can support the claim of learning.  Additionally, the pieces of evidence that provided proof of what I had included in my assignment were very large, and so locating and isolating it was time consuming.
Learning from the module 
From my time developing the Recognition and Accreditation of Learning module, I have come to understand that I have the capability and the ability to perform my role well.  I am stronger than I realised, in that I am willing and able to challenge individuals in roles more senior than myself. I have desire to connect to people, and strong empathetic skills leading me to want to help people.  This has meant that my style of working has been, and is, more in an Organisational Development sense.  Lomax (2010) suggests that by showing empathy, you consider others’ personal learning, motivation and experience.  By expanding my personal reflective practice to consider others is said to allow for a more meaningful interaction with those individuals and a richer experience (Chinn and Kramer, 2008, p.135).
I have also realised that I can get very frustrated when things are not done the way they should, bringing about an unjust consequence, either due to people being selfish or not thinking about other teams and/or the big picture.  However, through the reflection carried out for this module, I have come to recognise that I am able to internalise the negative side of my frustration until I speak to my team, particularly my line manager when it needs to be verbalised, but that the subsequent actions are professional and solutions orientated. It has been suggested by Ogbonnaya (2019) that when a line manager and subordinate have a good relationship built on trust, empathy, and good communication, the support gained can increase productivity, aid problem-solving and development. When that is coupled with excellent teamwork, which in itself is said to increase productivity as well promoting wellbeing amongst staff, it lays an excellent foundation for an individual to safely voice concerns and ask for advice (Ogbonnaya, 2019).  This is where I have found myself to be on multiple occasions.  Being able to approach either my team and/or my line manager to discuss my work helps me to manage my frustrations, work at what is in my control and signpost or report when necessary.  This also serves to help with the tendency I have to over thinks matters, as talking matters through limits the effects of my cognitive obsessive compulsive disorder, and therefore aids my wellbeing also, of which I am grateful.
One aspect I have learned about myself during this module is that I like to keep things simple.  Workforce Planning is a complex concept with varying methodologies, principles, and activities (CIPD, 2021).  To effectively teach people to understand and apply workforce planning in their work, I have to keep it simple in my own mind, and then add layers when appropriate. This way I am then able to build and present the information in different ways, according to the learners’ preferred learning style, pace and other needs, whilst still keeping it simple and logical in my own mind (Marcy, 2001; Mumford, 1995).  The same applies to how I developed the reflection for both Learning Areas.  I found Gibbs’ reflective model (Hull University Library, 2022) used in Learning Area One too complicated to use as there were too many elements where I found myself either repeating details or presenting in an illogical manner.  However, when I changed to the Driscoll (1994) model for Learning Area Two, a simpler model, I found it much simpler to put the relevant information across and present in a logical way.  This could be due to my preferred Learning Style, being that of a Theorist.  A Theorist prefers to break down knowledge, understanding their parts, in order to rebuild back into a whole (Nilufar et al., 2022).
Having looked further at the various reflection models, as part of this module, I have come to have a greater appreciation for them, particularly Driscoll’s model (1994, 2000).  I have started using these more within the training sessions I have been delivering, specifically using the “What? So What? Now What?” (Driscoll, 1994, 2000) in relation to interpreting and analysing data.  Ensuring that managers turn data into information and information into insight is vital to the workforce planning process.  My understanding of Driscoll’s model (1994, 2000) has played a key part in this.  The pure data forms the ‘What?’ part of Driscoll’s model, as in ‘this is what the data says’. Then the information and insight gained from the analysis of that that data forms the ‘So What?’, as in ‘so what does that data tell us practically about the challenges and issues we are facing?’.   Lastly, the actions taken subsequent to the insight are the ‘Now What?’, as in ‘from the big picture we see from the data, now what do we do to rectify the issues?’.  Increasing my understanding in this model has allowed me to deliver in a way that makes learning clearer for managers.
As noted on the outset, I was not a regular conscious reflector prior to the commencement of this module; however, having carried out much reflection in the development of my portfolio, I have come to practice conscious reflecting more regularly in my day-to-day work activities.  One philosopher claims that “self-reflected consciousness” is being more about being aware of what you have experienced and learned (Morris, 2015). This is consistent with the type of reflection I have developed into.  While much of the reflecting is silent, internal and brief, I am able to question my actions and experience, and try to improve my skills for the next time I am in a similar situation.  This is in line with the thoughts of various scholars who suggest that reflection does not necessarily need be written, formal or laboured on, rather what is important is that questions be asked and thought over, or even challenge oneself, on a regular basis.  This can help maintain or improve on skills and behaviour (Watson and Wilcox, 2010; Day, 2010).
Having experienced the Recognition and Accreditation of Learning process, I have discovered an interest and strength in Organisational Development, both as an organisational strategy and as a way of working with people. It has been suggested that continuing education is influenced by intrinsic motivation, therefore recognising a desire to learn a particular topic can help me progress (Baumann & Keimer, 2023). I am keen to pursue this and develop myself further in this area, by researching what it is in depth, its strengths and weaknesses, how it can be developed and used in different areas of work.  At the moment, I am not looking to develop into a specific role in that area but would like to use the concept more in my current role. By reflecting on my whole self, including personality, behaviour, thoughts, and attitude, which is an element of reflection encouraged by a number of scholars, I have learned new things about myself and become more aware of how I work (Bloom et al., 1956).  A thought by Watson and Wilcox (2010) aligns with my experience, as they say that experiences can deepen an individual’s self-awareness allowing them to learn and improve in new ways than previous.

It has been interesting, and confidence-boosting, to understand that I have learned a vast amount in my time in this role.  To be able to note the subsequent actions following the internal learning that had taken place, has provided me with the evidence I needed to believe that I am growing in this role.  This is aligned with the notion that “experience is linking thought with action” (Dewey, 1916).  On the outset of the module, I was concerned that I had not learned enough to warrant the credits for the module; however, this module has encouraged me to look at the granular details of a vast number of my experiences in this role to date. This has allowed me to make sense of the learning from each of those experiences so far, and has led me to perceive myself in a different light and to recognise the growth that I hadn’t previously seen.  Lakoff and Johnson (2003) note that through reflection an individual can gain a deeper knowledge, or acknowledgment, of an unrecognised self.  This has been true for me because of the completion of this module. 

Having reflected on the time in my role, I have developed a deeper appreciation for my line manager also, recognising that she has provided a vast number of opportunities for me to grow and develop in a safe environment, learning from mistakes as well as from more positive experiences.  It has been suggested that both learning, and reflection should incorporate both positive and negative experiences, and that providing a safe environment in which to work through the more negative experiences with an open mind and support can help an individual through the process (Newman, 2008; Beard and Wilson, 2006).  Conversely, Wang (2014) suggested that adults are fully capable of learning on their own, without the need for teachers or mentors to provide guidance, but that self-reflection was all that was necessary.  However, my experience both during this module and in my current role as Workforce Planning Project Manager, has taught me that having someone more experienced to guide, coach and mentor, like my line manager, is of great value.  
Looking to the future 
The two learning areas I identified and decided as my development areas were Strategic Workforce Planning and the Medical Associate Professionals.  However, whilst developing the writing for my second learning, I started to doubt that I had chosen the correct area.  This may have been due to the lack of time I was spending working on Medical Associate Professionals in my day-to-day role at the time, as I needed to prioritise the development and delivery of training.  After reflecting on my writing of the Medical Associate Professionals and the doubts I had during, I would have preferred to have focused on the area of learning and facilitation for my second learning area.  I decided to focus on my work with the Medical Associate Professionals as this was a completely new area to me, whereas learning and facilitation is an area I have developed in historically within previous roles.  My aim was to evidence how much I have learned within the new area.  However, given the timing of my change in role and the accelerated advancements being made in virtual learning since the pandemic, I would have like to have seen how I have progressed.  This remains an area I would like to focus on, specifically in area of digital learning. I believe this will be of benefit to me and the organisation, as it has been suggested that digital learning is preparing the way for a changeable and unpredictable future and can support classroom activities, as well as provide greater flexibility and accessibility.  (Haleem, Javaid, Qadri, and Suman, 2022).  I do not perceive, nor desire, for the digital learning I develop will replace any face-to-face delivery, as there are still benefits to this mode of delivery, and it is currently my preferred method also (Willingham, 2009).  However, what I would like to achieve, greater flexibility and accessibility for all staff, according to their needs and preferred learning style, to get the help they need in order to carry out Workforce Planning activities in their day-to-day work. 
While I can see and have experienced the benefits of undertaking a qualification incorporating Recognition and Accreditation of Learning, I would prefer to next undertake a qualification in a specific subject area, where I learn about a topic, rather than reflect on myself.  There were times I felt that this was ‘woolly’ learning without a tangible outcome or output.  I would like to learn something new, rather than reflect on learning that has already happened.  I see this as being either in the domain of Digital Learning or Organisational Development, as these are the two subject areas that have stood out to me during the course of my reflection.  It has been suggested that learning a new topic is “invaluable as a personal challenge” (Kliesch, Pfenninger, Wieling, Stark, & Meyer, 2022).  It is said to encourage an improvement in communication, motivate application of transferable skills and a desire for greater socialisation (Ruhose, Thomsen, & Weilage, 2019).  Having said this, I would state that the lessons and skills that I have learned whilst undertaking this module have been invaluable.  If I were to go back, I would still undertake this module so that I could experience the benefits, and pass on my learning to others.

My ambitions remain the same from when I started this qualification, in that I do not want to progress in the banding structure, i.e. no promotions.  My reason for undertaking this qualification was never to gain a promotion, but to continue in my own development.  With that, I do want to continue developing, continually improving, and learning new things.  The need to continue learning and self-development has been highlighted as being as important as the “maintenance of high standards of patient care” (Burke, Redfern, & Marks-Maran, 2016).  Further to my comment earlier regarding learning and facilitation, having undertaken this module, I see myself more now as a teacher, connecting to others, helping them.  I can do this through my teaching, but I could reach more people and help more colleagues through the use of digital technology. With that in mind I would like to progress down the route of digital learning.  Lomax (2010) suggests that an improvement, or change in action, should be the result of reflection, that without it there would be no point in carrying out reflective practice at all.  While this new focus may not appear to some as an improvement, it is certainly a change in action, and I believe it will result in an improvement in not only my practices, but an improvement in accessibility of learning for others. 
Additionally, as I can see and have experienced the benefits of regular reflective practice in my own professional life, I plan on maintaining a reflective practice in future.  American philosopher and professor, Donald Schön (1983), was opposed to a mechanical application of reflection as he thought factual knowledge and raw data gained through learning was not sufficient to a rounded learning experience.  He believed reflection should also contain psychological and social matters.  I agree with this, as humans are not robotic, and most aspects of professional life involve working with others.  Therefore, it stands to reason that a fully rounded learning experience comes from reflecting not only on my own behaviours, thoughts and actions, but that of other also, and how the two impact on each other.  I endeavour to include this into my reflective practice in the future.
Conclusion
American psychologist and education theorist, David Kolb, suggested that learning is gained though doing, or experience (1984).  I can unquestionably say that, through the experience I have gained from carrying out reflective practice as a part of this module, I have learned a great deal.  Despite early concerns regarding the potential inability to gather sufficient evidence, being able to manage my time effectively and clearly articulate my experiences following a reflection model, I still hoped that the completion of the Recognition and Accreditation of Learning module would ultimately raise my confidence by proving I am competent in this role and hold value for the team and organisation.  While the construction of the module has had its challenges, organising the learning in a chronological and logical way and collating the evidence efficiently, has allowed me to learn a vast amount about myself.  The reflective process has taught me that I work better in a structured manner, and that I have a preference to keep matters as simple as possible then build layers into complexity.  In harmony with suggestions made several researchers, my experiences and the learning from them have been richer when I have included other people in my reflections (Chinn and Kramer, 2008).  The reflections have reinforced my thoughts that I enjoy connecting and helping people, and I would like to continue to do this in future.  This module has helped me to see a way forward and how I would like to develop in the future, by following practices in Organisational Development and learning more around Digital Learning (Rogers, C. R., 1980).
Before starting on this module, I suffered from a condition called Imposter Syndrome, unsure whether I was capable of fulfilling my role or not (Raypole, 2021); however, undertaking an extensive self-reflection and self-criticism has provided me valuable insight into my abilities, and evidenced to me that I am in fact capable and competent in my current job role. While there are times where I still have self-doubts, the insight and confidence that I have gained by carrying out the activities needed to complete this module has served to evidence that my beliefs were in fact unfounded and should help to minimise these self-critical voices.  Since experiencing the benefits that self-reflection has brought to my professional life, I intend to continue to regularly practice this, as a way to curb any potential future self-doubts, and to continue carving out a development pathway for my future self (Boud, Cressey, & Docherty, 2006).
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