
Document 2
Reflective Essay
Contents	Reflective Essay	Reference List	

 


































Student Name: 	Mia Evans
Student No.: 	2129370
Qualification: 	Master of Arts, Professional Practice Level 7
Module:  	BMPF7000 
Recognition and Accreditation of Learning (RAL)
Word Count:	6439





Introduction
Kolb’s (2015) Experiential Learning Theory highlights the importance of reflection in transforming experience into knowledge. Through undertaking the Recognition and Accreditation of Learning (RAL) module and learning to reflect in a structured way, I have been able to recognise my strengths and weaknesses and apply the learning more consciously in my role. Over the past 2 years reflecting on my experiences during the RAL module, it has significantly influenced my professional approach as a Workforce Planning Project Manager in Hywel Dda University Health Board (HDUHB). This process has deepened my awareness of how I work, my priorities, and how I engage with colleagues and leadership. Throughout this essay I will focus on my personal experience undertaking the module and the challenges I faced; the learning process and how my ability to reflect evolved over the 2 years; my challenges and successes in undertaking the module and how I applied the knowledge I gained; and finally the impact this module has had on my career and my future.
During the process of writing my Learning Areas I chose to utilise Borton’s (1970) model on reflection as I found the simplicity of the three set questions of What?, So What? and Now What? a condensed structured approach to reflecting on my learning against set pieces of work. However, for this essay I would like to use Kolb’s Experiential Learning Cycle (2015). According to Mezirow (1991), transformative learning occurs when critical reflection leads to a shift in perspective. This aligns with my experience of using Borton’s (1970) model and understanding that for different reflective pieces, one should explore different models to see which aligns best with the task at hand. Using Kolb’s framework and the four stages of concrete experience, reflective observation, abstract conceptualisation, and active experimentation within this essay will allow me to critically examine my learning, look for theoretical connections and identify how this learning has and will inform my future professional practice and career aspirations. Whilst I found Borton’s model suited in my development of undertaking reflective practice I feel that my knowledge and confidence has grown through the process and Kolb’s alignment with experiential learning theory sits well with my aims in undertaking this reflective essay. 


Personal Experience
Concrete Experience
During the first year of being in role as Workforce Planning Project Manager, as part of my Annex 21 training, my manager sought out a Level 7 post-graduate qualification related to my role. At the time there was no directly linked qualification available therefore, it was decided to enrol onto the Master of Arts, Professional Practice Level 7 qualification. To gain academic accreditation for the level of work I had been undertaking in my workforce planning role it was agreed that undertaking the Recognition and Accreditation of Prior Learning module would enable the evidential linkage.
When I was introduced to the requirements of the module, I felt both apprehensive at the thought of undertaking on such a task, however, I also felt very excited at being given the opportunity to study a Master’s level qualification. The fact that it was related directly to my current role and the work I had already undertaken initially felt like it would be a straight forward process, particularly as I had not engaged in any formal academic study for over 20 years. However, my initial excitement was quickly accompanied by uncertainty as I was unsure how to begin to write reflectively, how to incorporate and apply models and theories, and concerned I would be overly descriptive in my writing. Although I had briefly encountered reflective models in my first module on Continuing Professional Development (CPD), I had never applied them practically in my day-to-day work. I had found the learning from the CPD module interesting and had begun exploring my preferred learning styles, but this was all still very new to me whereas my colleagues who had been working in the health board for many years had become adept to using these reflective tools as part of their previous roles, particularly those who had worked in clinical areas. I assumed reflecting on recent work would be straightforward, but I quickly realised that identifying specific learning outcomes, gathering evidence, and structuring my thoughts required far more critical thinking, and time, than I had anticipated. 
Reflective Observation
I became increasingly aware of the challenge of balancing study with professional and personal commitments. Attempting to reflect meaningfully while managing ongoing deadlines at work often felt overwhelming. Each time I returned to my studies, I had to reorientate myself, which created a sense of regression, as if I was constantly starting over. This led to frustration and self-doubt and left me questioning whether I should have undertaken the qualification at all. Boud, Keogh and Walker (1985) note that reflection involves both emotion and cognition, and I began to recognise how my emotional response to the learning process, particularly feelings of inadequacy and imposter syndrome, (Clance & Imes, 1978) was impacting my ability to engage fully with my studies. However, it also became clear that these emotions were part of the learning process itself and as a result I feel I have become more aware of my thoughts and actions and how I apply myself.
I initially began the module in October 2022 with the aim of submitting my portfolio in November 2023. During this time the Health board was placed into Targeted Intervention which increased the scrutiny, particularly on planning, and as a result my workload increased. This made it more difficult to prioritise time for study and therefore I took the difficult but right choice to initially ask for an extension followed by a deferment of my studies. Although the correct choice at the time, having the break between studies made it difficult to return initially and resuming during the busiest time in my role has added additional pressure to complete this module. 
Abstract Conceptualisation
In acquiring further knowledge on reflective frameworks, I began to understand the value of having a structured reflection. Kolb’s Experiential Learning Cycle (2015) provided a lens through which I could make sense of my learning process, particularly in understanding that challenges are integral to learning. Additionally, Mezirow’s Transformative Learning Theory (1991) resonated with me; my initial assumptions about the ease of the task were challenged almost immediately, leading to a shift in how I viewed reflective practice. It isn’t simply recounting and describing an experience, but it is a critical and analytical tool for my development. In undertaking the CPD module I was able to become more aware of my preferred learning style and during this process I referred to the Honey & Mumford (1992) Learning style questionnaire I undertook, where I had a strong preference for being a Reflector as mirrored in Kolb’s theory. Although at times I feel I can relate to all four learning styles, in delving further I began to recognise myself as a reflector-theorist hybrid—someone who benefits from time to gather information and process experiences before applying them logically and practically. Developing a more informed understanding of my personal learning preferences and working style has helped to alleviate some of the initial discomfort I experienced regarding the time required to complete this module. 

Active Experimentation
As a result of this learning, I now feel more confident in using reflective models to inform my thinking and practice. I have started to integrate reflective practice into my working day through adding focus times into my outlook calendar to aid in giving me the space to reflect  and I am more intentional about connecting theory to practice. The RAL module has also reinforced the importance of protecting time for reflection and strategic thinking, skills that are essential in my role as a Strategic Workforce Project Manager at HDUHB. During the process of completing the module I explored different ways of improving my focus and managing my time more effectively, particularly when I was struggling to maintain focus on my studies when my work deadlines were continuous. I began implementing the Pomodoro Technique (Cirillo, 2018), which has significantly enhanced my productivity by enabling me to break tasks into manageable segments, particularly beneficial when balancing multiple competing priorities. 
Moving forward, I intend to continue using Kolb’s Experiential Learning Cycle as a framework for ongoing professional development, recognising that reflection supports both personal growth and effective leadership. Schön (2016) emphasises that reflective practice enhances professional learning, and while I have found it to require a considerable investment of time, particularly challenging with the demands of my role, it has significantly contributed to my development.  This represents a clear shift in my mindset, from viewing reflection as a requirement of the RAL module to appreciating it as an essential component of professional practice.

Learning Process
Concrete Experience
Returning to academic study after a 20-year gap presented significant challenges, particularly in articulating learning outcomes, adapting to academic writing, and balancing personal and professional responsibilities. Initially, I struggled to transition from professional, impersonal writing to reflective, analytical expression. With guidance from my tutor and the application of Bloom’s Taxonomy (Anderson & Krathwohl, 2001), I developed a more structured and evaluative approach. Knowles' (1984) Adult Learning Theory helped me recognise the value of my prior experience while adjusting to academic expectations, supported by engaging with inline resources suited to my visual learning style. Eraut’s (2000) Typology of Professional Knowledge was especially useful in framing tacit work-based learning as explicit academic evidence. Although resuming study after deferral was challenging, the introduction of a more structured template to complete my learning area was of great benefit to me. Consequently, I felt more assured in resuming my studies after a period of absence, as having a structured approach provided clarity and focus, reducing the likelihood of digression or lack of coherence in my work. Nevertheless, information overload, time pressures, and feelings of imposter syndrome frequently contributed to procrastination and fatigue throughout the process. 
Reflective Observation
These experiences raised several cognitive and emotional challenges for me. Despite appearing confident professionally, I frequently felt overwhelmed with the whole process and continuously felt unsure of how to write at the acceptable academic requirement for the reflections. Bandura (1997) suggests this is indicative of low self-efficacy, where an individual underestimates their ability to meet challenges despite evidence of success. When I began the RAL module, I had been in post for little over a year in a newly created team. Despite having gone through a rigorous process to be appointed to my role and having good feedback from colleagues regarding my work, at times I felt that I was no expert. Added to this were the expectations of critically reflecting on my own abilities, whilst navigating unfamiliar academic terminology on return to formal education. I was confronted with a profound sense of self-doubt during this period which aligned with the characteristics of Imposter syndrome, as defined by Clance and Imes (1978). Parkman (2016) highlights that adult learners in higher education often encounter imposter feelings, particularly when they perceive themselves deviating from the traditional student archetype. Having gone through this ‘disorienting dilemma’ (Mezirow, 1991) I was able to use it as a catalyst for my critical reflections, prompting a shift in my mindset as I realised that these challenging feelings were allowing me to grow. I began to develop a more growth-orientated mindset (Dweck, 2006) which allowed me to engage more confidently with academic expectations. I noticed a definitive shift in my feelings towards the module on returning to my studies at the end of 2024. Having grown in my own role and developed my confidence, my ability to reflect on my own learning and development was evident in the way I have been able to apply the academic skills required in writing Learning Area 2 in comparison to Learning Area 1 and in writing this reflective essay.  
Procrastination and distraction became prominent barriers throughout the module. These became more evident particularly when workloads became more intense. As Carr (2010) notes, digital environments can hinder deep concentration and promote fragmented attention, a challenge that became particularly evident during periods of research. During the initial stages of the RAL module, I frequently became sidetracked by tangential topics while conducting research, often spending considerable time exploring areas that, although informative, were not directly relevant to my reflective requirements. While this broadened my general knowledge, its immediate applicability to the module’s aims was limited. 
The simultaneous demands of family life, employment, and study created persistent role conflict. Greenhaus and Beutell (1985) suggest that inter-role conflict occurs when time and energy are insufficient to meet the demands of multiple roles. More often than not, it was the study that was omitted. Allocated study days were set aside during work hours, but these were frequently cancelled or rearranged due to increasing work deadlines. Therefore, I often found myself renegotiating family commitments to accommodate study, further intensifying stress. 
Abstract Conceptualisation
On returning to my studies after my deferral, I renegotiated protected time for study with my manager. This did not always go to plan; however, it did improve. To give myself more time, I began to prioritise study sessions through changing my own schedule, waking earlier and undertaking my studies before anyone in the house was awake. Through putting this in place I noticed I had improved concentration and productivity and my ability to critically analyse was sharper in the early morning. This was in line with Sweller’s (1988) Cognitive Load Theory  as it was likely due to reduced cognitive load and fewer external distractions. To aid in managing competing demands, Covey’s (1994) Time Management Matrix was particularly helpful in distinguishing urgent from important tasks. This adjustment in my routine has been a key contributor in aiding me to focus and complete the RAL module upon my return. 
To manage my procrastination and distraction, Steel’s (2007) Temporal Motivation Theory offered insight into the role of impulsiveness and perceived value in task engagement. Additionally, Zimmerman’s (2002) Self-Regulated Learning Theory emphasised the importance of goal setting, self-monitoring, and adaptive learning strategies. I began to set SMART goals and break larger tasks into smaller, more manageable segments to support motivation and focus.
During the RAL module, I struggled at times with procrastination and mental fatigue, particularly when faced with large or complex academic tasks when I was unsure of my ability to undertake the task. To help alleviate my procrastination and improve my concentration I began to research different methods and strategies to help improve my focus which is when I discovered the Pomodoro technique (Cirillo (2018). By working in focused 25-minute intervals followed by short breaks, I was able to reduce feelings of overwhelm and improve my ability to sustain my focus across longer study sessions. This approach aligns with Steel’s (2007) Temporal Motivation Theory, which highlights how breaking tasks into smaller, time-bound units can increase the perceived value of a task and reduce the impulsiveness that drives procrastination. Implementing this technique supported the development of self-regulated learning, as described by Zimmerman (2002), by encouraging goal setting, self-monitoring, and reflection on progress. Over time, I found that using the Pomodoro Technique not only improved my academic productivity but also helped shift my mindset from task avoidance to task engagement. 
I also applied elements of environmental structuring (Bandura, 1997), such as creating a dedicated, distraction-free workspace and minimising digital interruptions by placing my phone in work mode or in another room and utilising the ‘focus mode’ in Microsoft Teams to allow for sections of time where I would not be contactable. These changes increased my ability to enter and maintain a flow state during study and in my work. I also found value in the principle of ‘habit-stacking’ (Clear, 2018), where I attached study routines to existing habits—such as starting Pomodoro sessions immediately after my morning tea which helped to strengthen consistency and form some positive habits. Combining several strategies not only improved my concentration and academic output, but also contributed to a sense of control over my learning, which was crucial in managing the pressures of study alongside professional and personal responsibilities. I’ve also found that instilling these habits has had a positive impact on my personal life, where previously I would procrastinate over household chores, giving myself short bursts of time to undertake a task has meant there is less overwhelm within my day-to-day life. 

Active Experimentation
Drawing on a range of theoretical insights, I have implemented strategies to enhance my academic performance during the RAL module. By adopting time blocking techniques and applying Covey’s (1994) Time Management Matrix, I have increased focus and reduce procrastination. Although changing long-standing habits, such as the belief that I perform best under pressure, remains a work in progress, I have observed meaningful improvements in my concentration and time use. Leveraging my project management expertise, I also developed structured plans and Gantt charts to break tasks into manageable components, ensuring that urgent work demands did not consistently overshadow my long-term academic goal of achieving my Master’s qualification.
Undertaking this module has enhanced my confidence in engaging with academic literature and integrating it into my writing. Previously, I struggled with receiving personal feedback, often experiencing imposter syndrome. While this feeling has not fully dissipated, reflective practice has helped me acknowledge my achievements  and become more receptive to both praise and critique. I have also developed a greater openness in communicating with my manager and family about the time demands of postgraduate study. Having initially underestimated the commitment required, I now recognise the importance of setting clear boundaries to support successful outcomes.

Application of Knowledge
Concrete Experience
The RAL module required that I critically evaluated my role and draw upon professional experience to demonstrate academic learning. In doing so, I became acutely aware of how the demands of my position could blur boundaries between strategic and operational work. At the outset, I often found myself overwhelmed by competing priorities, uncertain about how to assert strategic direction, and hesitant to share my perspectives in leadership meetings. The pressures of delivering multiple outputs in a complex system highlighted the need for better reflection, structure, and confidence in my role. 
At the outset of the module, I was relatively inexperienced both in my role and within the Health board, and my steep learning curve was evident as I navigated new responsibilities in the NHS and workforce planning. In Learning Area 1, I reflected on my contributions to the Programme Business Case (PBC) for the new hospital in HDUHB during my first year in post, while in Learning Area 2 I examined my two-year involvement in the workforce planning for the Clinical Services Plan (CSP). Both projects situated within the strategic realm of future-orientated planning, reveal a marked evolution in my professional growth. As I progressed, I not only applied reflective practices, unintentionally integrating feedback and improvements into the CSP workshops, but also became more confident in openly sharing my insights with wider teams.  I believe gaining the learning and putting it into action through the module allowed me to feel confident in sharing my valid opinions with the wider programme team. This process emphasised for me that deliberate, reflective learning transforms personal development into effective collaborative practice. 
Reflective Observation
Having this experience prompted introspection about how I was managing my responsibilities and whether my daily practice aligned with my professional values. I recognised a tendency to respond reactively to immediate requests without fully interrogating the underlying drivers, often at the expense of long-term planning. I am still guilty of this reaction to immediate deadlines as it is difficult to not respond with urgency, particularly within the NHS. However, I recognise more clearly when a response is needed and when I can take time to understand where the urgency is coming from and what emotions and pressures others are experiencing. Through the reflective process prompted by this module I developed greater emotional intelligence, particularly empathy and social skills as identified by Goleman (1995). I became more attuned to other perspectives, learning to distinguish between truly urgent demands and emotionally charged expressions of pressure. This has enabled me to pause, reflect and delve into the real needs behind the asks, rather than responding reactively. Over time I have noticed being more emotionally attune has built trust and enabled me to have more constructive dialogues with colleagues. My enhanced social skills have aided me in navigating emotionally charged interactions with greater confidence and nuance, which has helped me greatly when trying to aid colleagues in their thoughts and opinions on the future direction of the health board. 
Reflective practice has highlighted that, in the absence of clearly defined boundaries, my role became susceptible to role creep, which at times hindered my capacity to contribute effectively to workforce transformation initiatives. At the beginning of the process I annotated my Job description and my Curriculum Vitae. On reviewing and updating these at the end of the module I have noticed additional tasks, meetings and programmes of work that I and the team have become involved in. There have been times over the course of the 2 years that I have felt the pressure of the additional asks upon me, and I became increasingly aware of my natural inclination to support others, often stepping in to help colleagues even when it fell outside of my formal responsibilities. While this was a genuine desire to help, consistent with Batson’s (1991) empathy-altruism hypothesis, I noticed that it could lead to blurred role boundaries and unnecessary workload which was an early sign of role creep (Kahn et al., 1964). I believed that I was supporting and helping others in my role as a workforce planner as through its definition workforce planning can be scaled to a localised or strategic level covering all aspects of the workforce (Skills for Health, 2023). Grant and Berg (2011) emphasise that prosocial behaviour in the workplace can lead to both burnout and role overload, as well as personal development. Reflecting on my experience during this module, I recognise that I have encountered both outcomes. At times, the combined pressure of workload and academic demands led to a period of burnout, necessitating leave and temporary interruption of studies. However, the process also contributed significantly to my personal and professional growth, enhancing both my confidence and capability in my role.  
Abstract Conceptualisation
Applying Schön’s (2016) concepts of ‘reflection-in-action’ and ‘reflection-on-action’ allowed me to analyse how I could make real-time adjustments while learning from past experiences to inform future decisions. I came to appreciate through the process the importance of maintaining a balance between operational demands and strategic priorities. This has been challenging at times as the Health board and the team have gone through constant organisational change over the last 4 years.  Therefore I’ve found it increasingly difficult to pause and engage in deep, structured reflection. Frequent shifts in priorities and organisational restructures, due to imposed financial targeted intervention by Welsh Government, have left little time for me and my colleagues to step back, reflect and pause. This aligns to Bridges’ (2009) Transition model which differentiates between the external change event and the internal psychological transition needed. There is often a delay in the psychological ability to process any change therefore reflection is difficult which can lead to a constant feeling of being in limbo. Schön’s (2016) concept of the ‘swampy lowlands’ of practice aptly captures the lack of reflective space within the Health board, where decisions must often be made rapidly, leaving little opportunity for critical analysis or learning. Reflecting on this dynamic, I recognise the necessity of carving out time for reflection as a strategy to bolster my resilience in a high-change environment. 
To improve my own efficiency, I have integrated Lean Thinking principles (Womack & Jones, 1996), focusing on creating outputs that serve multiple functions. Existing in a high-change environment has been possible but I have been trying to move from an existing state to a growth state similar to Dweck’s (2006) concept of growth mindset. By creating time for reflection in the work I undertake I’ve begun to move from a reactive, task-based approach responding to everyone’s needs individually to one of more intentional growth. This has allowed me the space to explore ways of contributing more meaningfully through creating products that serve a multitude of asks. Creating workforce data dashboards and age profile projections that can be drilled down to multiple levels has allowed others to share the data and analyse its contents, allowing me to meet both the immediate team needs and overarching organisational goals of increasing the capability of the organisation in workforce planning. This not only saved time but enhanced the value of my work across the organisation.
Mezirow’s (1991) Transformative Learning Theory helped explain the personal development I experienced during the module. It helped me to re-evaluate my assumptions about my role and influence in the Health board. By critically reflecting on my experiences, particularly my early contribution to the PBC and later contribution to the CSP, I recognised that my developing confidence were an indication of a shift in my professional identity. This aligns with Mezirow’s concept of a ‘disorienting dilemma’ initiating personal growth, which for me was navigating strategic programmes while at the same time gaining confidence in a new role. Bolman and Deal’s (2017) Four frames of Leadership offers a practical framework to respond to the complexities of working with executive colleagues. Through looking at organisational challenges through human resource, structural, political and symbolic frames I have a tool that can help me analyse decision making environments, anticipate stakeholder needs and tailor communication effectively. By blending strategic insight with a strategic framework I was able to position myself as a credible and adaptable partner in executive discussions.
Time management has continued to be a developmental area. Incorporating Zimmerman’s (2002) Self-Regulated Learning Theory, I have begun to set clearer goals and through reflection can track my progress. Integrating different strategies to improve my focus and time management has helped improve my productivity while aiming to maintain both a  personal and professional balance. Beginning to apply self-regulation, and incorporate strategies, has allowed me to reflect on what learning approaches work best for me in different situations and I can then adapt accordingly.
Active Experimentation
Building on these insights, I introduced several changes to my practice. Drawing on Mezirow’s emphasis on critical reflection and transformation, I can now enter strategic meetings with increased confidence, ready to contribute my perspective shaped by my experience in the health board rather than being uncertain or hesitant. For example, based on my experience working on the PBC, I initially quietly reflected on issues at the beginning of the CSP programme whereas as I grew in confidence, I felt empowered to openly articulate my ideas that helped frame workforce challenges in a strategic light, giving executives pause for thought. This is something I would not have done earlier in my role. Similarly Bolman and Deal’s framework empowered me to be flexible in my approach. When conversations focused on financial constraints, I engaged though the Structural frame, focusing on the numbers of whole-time equivalent staff required and the resulting cost and producing a factual, numerical assessment. When there was a need for greater collaboration, I was able to apply the Human resource frame and emphasise the needs and relationships built whilst also applying the symbolic frame to highlight the interdependencies across different services, the cultural, professional development and investment required. During the CSP programme I was also aware of the political frame, as the programme covered 9 different services there were competing priorities in service, across the health board and a National backdrop of targeted intervention, therefore executives had a different view of the requirements of the programme. Utilising these frameworks I have been able to move from a more reactive delivery to a proactive, strategic collaboration. This has enabled me to support executive decisions more effectively and influence the long-term direction of workforce planning across the organisation. 
I have begun prioritising work that is multi-purposed more deliberately and am more adept at pushing back on unrealistic timelines and those that are misaligned with strategic goals. I have more confidence now to ask why; what is the purpose of this piece of work?; what are its intended outcomes? If these questions can’t be answered, then I feel I have more authority to challenge why I should invest my time. I prioritise having focused time to reflect to allow space for creativity and strategic thinking. In this way I’ve moved from a state of existence and surviving day to day, to one of growth. This has given me more purpose in my career as at times I have felt untethered and lacking in direction through the constant change.
Similarly by incorporating Goleman’s (2000) balance between empathy and self-regulation I have been able to shift from over-functioning to an empowering mindset. I am working to develop a culture of shared responsibility by encouraging colleagues to take ownership of their areas and offering support through coaching rather than doing. In developing Operational workforce plans over the last year, my colleagues and I reflected that we had taken on the responsibility of creating workforce plans for the services instead of empowering them to take ownership themselves. This is an ongoing area of development; however, the aim is for services to take control and as a team we can support. In doing this I hope to model a sustainable working behaviour whilst continuing to provide a supportive and collaborative environment within workforce planning. 

Impact on your personal career plans / professional goals​ 
Concrete Experience
At the start of the RAL module, I was new to my role and uncertain about how my experiential knowledge would translate into academic learning. Articulating and evidencing my prior experiences, particularly through the lens of academic theory, proved challenging. Reflecting on my first year in post, especially during the Annex 21 training period, seemed logical at the time, but in hindsight, it was an overwhelming task. I now recognise that I had not fully processed the psychological transition required (Bridges, 2009) when I initially attempted the reflections. Upon resuming my studies in October 2024, nearly 3 years later, I struggled to reconnect with that earlier phase, as I had personally grown and mentally moved on, making it difficult to analyse my past emotions while appreciating the positive development that had occurred since. 
The process of documenting, evidencing, and reflecting on my prior learning, however, did serve as a pivotal experience. I was challenged to critically evaluate my contributions to workforce planning and to articulate the implicit knowledge I had gained through practice. This self-analysis was particularly helpful and insightful as I stepped into more complex leadership spaces and contributed to organisational decision-making.
Reflective Observation
As I engaged in more structured reflections, I recognised an increase in self-awareness and confidence. Mezirow’s (1991) Transformative Learning Theory underpins this shift, suggesting that critical reflection allows individuals to reframe their perspectives and grow both personally and professionally. This was evident in my newfound ability to articulate and defend my opinions in Annual Planning Meetings and throughout the CSP workshops. The experience also aligned with Bandura’s (1977) Self-Efficacy Theory, which proposes that belief in one’s capability directly influences performance. My increasing confidence in navigating complex workforce planning issues was a direct outcome of this evolving self-belief. This process has allowed me to be proud of what I have accomplished. I would previously and am still prone to referring to the ‘team’ in any context, when on many occasions it is I alone who has completed the task. Reflecting on my learning through the RAL module, although at times it has been difficult to talk about myself, I feel it has empowered me to be more comfortable in this space. 
This reflective phase also brought to light my growing passion for lifelong learning and self-improvement. Researching academic theories for the RAL module piqued my interest in areas such as population health, compassionate leadership, and long-term workforce sustainability along with developing and improving myself. As a result I am now an avid listener of podcasts, enjoying learning about new work related or personal studies and strategies that I can implement to improve myself. Kolb (2015) emphasises that reflection leads to the formation of abstract concepts, and for me, this meant looking at what my career goals are, how I want to be seen professionally, and how this doesn’t necessarily have to be limited by my current role. 
This is also linked to balancing my work and personal life. Greenhaus & Beutell’s (1985) Work-Life Balance Theory acknowledges role conflict, which is relevant as I juggle identifying what my career ambitions are with my existing work and family responsibilities. It has been a challenge at times not knowing which element to focus on, my job, my studies or my family. All are intrinsically linked as they make up who I am, so at times it has been difficult to decide which has been the correct choice in the moment. Submitting my interruption of studies was a low point as I felt I had failed as I was not able to juggle all the expectations upon me. I had support from my manager, colleagues and family nevertheless I was also conscious that each had their own requirements of me. So although supportive, me having more time for work or family as I was not studying was of benefit to them but not necessarily of benefit to my personal growth. Savickas’ (2005) Career Construction Theory highlights that career paths are shaped by personal meaning and adaptability, so reflecting on how I integrate my future ambitions with a balanced lifestyle will be key to my future personal success. 
Abstract Conceptualisation
These reflections prompted practical changes to my working habits, as balancing study, work, and personal commitments required more than motivation, it demanded structure. I adopted the Pomodoro Technique (Cirillo, 2018) and applied Covey’s (1994) Time Management Matrix to help prioritise tasks and reduce procrastination. These tools supported a more efficient use of time, allowing me to focus on work with multiple outputs. I now schedule dedicated periods each week for focused tasks in my Outlook calendar, helping establish boundaries and manage my availability. This approach aligns with Clark’s (2000) Work-Life Boundary Theory, which highlights the importance of regulating accessibility to prevent stress and protect energy for strategic work. Additionally, Skovholt & Trotter-Mathison’s (2011) concept of the ‘Caring Professional’ resonates with my tendency to overextend myself due to a reluctance to say no. Recognising this, I now prioritise setting boundaries to mitigate the risk of burnout in both personal and professional contexts. 
Alongside my reflective learning, I deepened my understanding of the theoretical foundations of strategic workforce planning. Mintzberg’s (1994) Strategic Thinking Model has been instrumental in guiding my shift from reactive, short-term responses to more future-oriented, strategic thinking. While operational pressures have often dominated due to service instability, this framework reinforced the importance of balancing analytical evidence with insight to shape long-term planning. As a result, I now consistently apply a systems-thinking approach, encouraging colleagues to consider interdependencies, equity and the broader implications of workforce decisions. This evolution in my thinking has also sparked an interest in pursuing future research in strategic workforce development, inspiring me to pursue potential research opportunities in these areas.
Active Experimentation
One of the most tangible outcomes of my reflective practice has been securing a secondment to Health Education and Improvement Wales (HEIW) as a Strategic Workforce Planning Manager. This I believe, is as a direct result of my self-reflection and commitment to professional development. Savickas’ (2005) Career Construction Theory suggests that careers are shaped by personal meaning-making and adaptability, and my transition into this role reflects a conscious step toward aligning my work with my broader aspirations in workforce strategy. 
During this latter phase of completing the RAL module I have been able to take more time to reflect on the whole experience through writing this essay. As part of my own learning I have also engaged in a 360-degree feedback exercise. I feel I have definitively grown in confidence through undertaking this, as never would I have considered reaching out to peers, those that I line manage and assistant directors simply from my own desire to improve, learn and develop. This would have been something I would have been forced to undertake previously; however, I feel empowered in asking others for this feedback and I hope to take on board their thoughts on what I can do to be a better leader moving into my new role. 
Looking ahead, I am committed to continuing my development through academic study and professional practice. I am exploring further study options, including potential research in workforce strategy and evaluation, and actively promoting reflective practice and knowledge sharing within my team. The RAL module has therefore served as a catalyst for meaningful transformation for me, both in how I see myself and how I contribute to the evolving landscape of NHS Wales.

Conclusion
Engaging in the Recognition and Accreditation of Learning module has been a transformative experience, providing me with a deeper understanding of myself, my professional aspirations, and my strategic role in workforce planning. This reflective journey has not only strengthened my confidence but has also ignited new interests in self-improvement, leadership, and long-term workforce planning.  
Through Kolb’s Experiential Learning Cycle, I have been able to make sense of the personal and professional impact of the RAL module. The journey from reflective observation to active experimentation has not only improved my performance but has also clarified my future aspirations. I am now pursuing a more strategic, research-informed path through undertaking a secondment at HEIW that will build on my lived experience, help support National change and will contribute to sustainable workforce planning. This reflective process will continue to guide my development, ensuring that future decisions remain rooted in insight, purpose, and impact.
Before beginning this module, I felt unsure of how I would write reflectively and how I would incorporate and apply academic theories and models to translate my experiential learning. As a result of completing the module I feel inspired by what I have achieved. Looking back at my first Learning Area and how I have developed my understanding of academic writing I feel proud of my achievements. Although during challenging moments I have cursed the fact that I signed up to undertake this module, on reflecting on my achievements and where I am today, I am glad that I have gone through this process. Moving forward, I aim to continue integrating lifelong learning, strategic foresight, and evidence-based workforce planning into my professional practice, ensuring that my work has a lasting impact on the healthcare system.
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