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their creations. Thus, successful UK
artists are needed to work with them to
make pieces that while retaining
Peruvian sensibilities and traditional
ideas, are more saleable than they 
have been. 

This was a great idea; the artisans are
often bursting with creativity and a little
honing would enable them to make more
money, employ more workers and
generally reduce the health-affecting
poverty gap. I also think that the UK
artists will get a lot out of the trip; Peru
and its people are an inspiring
combination. Plus, there is nothing like
visiting a developing country to put your
own problems into perspective. My

challenge was to find some willing 
artists, but we like a challenge in
environmental health. Luckily, I
found a supportive trade 
e-magazine called Benchpeg,
which published a little article
about the plan. Interested artists
then contacted me and off we 
went – six EHOs, two water
engineers and four jewellers,
including one with the alter ego
Sparklebunny. 

So, I would argue, we can all do our
bit to help this fragile world; we just need
enthusiasm and a little bit of direction.
Perhaps we should all go from
encouraging people in the UK who ought

to know better (yes I know, we are all just
victims of circumstance; I was being

ironic) and put our energies into helping
people who not only really need it but 
are prepared to help themselves as 
well. There, I feel a bit better now, 
thank you.

There is nothing like visiting a
developing country to put
your own problems into

perspective

Workforce development is a matter of
considerable importance to ensure the
effective and sustainable delivery of local
and national public health policy. Given
the diversity and challenges of public
health roles, workforce development
requires a multiplicity of approaches, and
reflective practice could be considered,
perhaps with increasing prominence, as
part of this.

It has been suggested that the
benefits of reflective practice are
threefold.1 The first is to re-define the
understanding of professional
knowledge; the second to develop
personal knowledge or self-awareness;
and the third is to evaluate the
appropriateness of actions. This piece
presents a summary of some of the
underpinning theories of reflective
practice along with examples of how
these may be applied. 

The literature on reflective practice is
extensive and includes contributions
from Boud, Schon and others. A critical
review of this literature has identified
three key stages that appear to underpin
the process of reflective practice.2 Stage
1 is triggered by an awareness of
uncomfortable feelings or thoughts;
stage 2 involves a constructive analysis
of the situation, examining feelings and
knowledge; while stage 3 involves the
development of a new perspective on
the situation. Prerequisites to reflection
appear to include having an open mind
and being self-aware.2

One limitation to this three-stage
model might be that it does not
recognize the potential for positive
feelings or thoughts to be a trigger for
reflection. Despite this limitation, the
suggested prerequisites to reflection are
interesting and have been explored in

other contexts. For example, in clinical
medicine, lifelong learning and improving
performance may not occur if mistakes
are reviewed alone.3 Furthermore, it has
been suggested that the achievement of
expert levels of practice requires guided
feedback.3 Perhaps the journey towards
expert practice therefore requires an
open-minded approach to learning from
experience supported by guided
feedback from a professional mentor.4

Meditation can be helpful in
developing self-awareness, and
theoretical models may also provide
useful frameworks with practical
application. The Johari Window model,
for example, presents domains that
relate to the level of self-awareness; this
includes reference to “a blind spot”.5 In
nursing practice, it has been suggested
that portfolios provide the opportunity to
document personal and professional
growth, which in turn may help to
minimize the “blind spots” that
compromise self-awareness. 

The “Hawthorne effect” is a
management principle that suggests that
individuals tend to improve their

Copyright © Royal Society for Public Health 2009 July 2009 Vol 129 No 4 l Perspectives in Public Health 161
SAGE Publications
ISSN 1757-9139 DOI: 10.1177/1757913908105954

Reflective practice and 
self-awareness
Gareth Morgan, Project Manager of the National Service Framework
for Older People for the Welsh Assembly, suggests that self-
reflection may be key to developing the public health workforce

 at PENNSYLVANIA STATE UNIV on March 4, 2016rsh.sagepub.comDownloaded from 

http://rsh.sagepub.com/


CURRENT TOPICS & OPINIONS

162 Perspectives in Public Health l July 2009 Vol 129 No 4

1 Forrest MES. On becoming a critically reflective
practitioner. Health Information and Libraries
Journal 2008; 25(3): 229–232

2 Atkins S, Murphy K. Reflection: A review of the
literature. Journal of Advanced Nursing 1993; 18:
1188–1192

3 Duffy FD, Holmboe ES. Self-assessment in
lifelong learning and improving performance in
practice. Physician know thyself. Journal of the
American Medical Association 2006; 296(9):
1137–1139

4 Steven A, Oxley J, Fleming WG. Mentoring for NHS
doctors: Perceived benefits across the
personal–professional interface. Journal of the
Royal Society of Medicine 2008; 101(11): 552–557

5 Jack K, Smith A. Promoting self-awareness in
nurses to improve nursing practice. Nursing
Standard 2007; 21(32): 47–52

6 Kompier MAJ. The “Hawthorne effect” is a
myth, but what keeps the story going?
Scandinavian Journal of Work Environment &
Health 2006; 32(5): 402–412

7 Moon J. Themes: Reflective Learning.
Bournemouth: The Centre for Excellence in
Media Practice, 2007. http://www.cemp.ac.uk/
themes/reflectivelearning (last accessed
09/06/09)

8 Palmer R, Rayner H, Wall D. Multisource
feedback: 360-degree assessment of
professional skills of clinical directors. Health
Services Management Research 2007; 20(3):
183–188

9 Opt SK, Loffredo DA. Communicator image and
Myers-Briggs Type Indicator extraversion–
introversion. Journal of Psychology 2003; 
137(6): 560–568

10 de Bono E. Creativity and quality. Quality
Management in Healthcare 1994; 2(3): 1–4

11 George B, Sims P, McLean AN, Mayer D.
Discovering your authentic leadership. Harvard
Business Review 2007; 85(2): 129–138

12 Goleman D, Boyatzis G. Social intelligence and
the biology of leadership. Harvard Business
Review 2008; 86(9): 74–81

13 Eraut M, Hirsh W. The Significance of Workplace
Learning for Individuals, Groups and
Organizations. Oxford: ESRC Centre on Skills,
Knowledge and Organizational Performance,
2007. http://www.skope.ox.ac.uk/
WorkingPapers/Eraut-Hirshmonograph.pdf
(last accessed 09/06/09)

14 Berwick D. A primer on leading the improvement
of systems. British Medical Journal 1996; 312:
619–622

References

performance when they are under
observation. So perhaps another
potential route to reflection is to ask
colleagues to observe and provide
feedback on performance. Some have
questioned the “Hawthorne effect”,6 yet
being under observation from colleagues
could trigger reflection and lead to some
of the benefits described previously. The
potential exploitation of the “Hawthorne
effect” might be best undertaken as a
complement to line manager feedback
and continuing professional development
opportunities. 

Another approach to reflection might
be through the keeping of a personal
journal. Moon has suggested a number
of possible questions for prompting
reflective writing and critical thinking.7

Starting with a pure description of an
event that sets the scene, questions to
facilitate reflection might include: How do
you feel about the situation? How do
your feelings relate to any action? If you
“step back” from this, does it look
different? Are there ethical, moral or
social issues that might be explored?

The 360-degree feedback of
professional skills offers a structured
method to facilitate reflection and self-
awareness, and can provide valuable
information to promote reflection on a
range of matters including interpersonal
skills and thinking styles.8 Relevant to the
former is personality preference and the
Myers-Briggs type indicator is a further
mechanism that might helpfully identify

traits such as extroversion or
introversion.9 Not only does this promote
increased self-awareness but it may also
lead to a greater understanding of other
personality preferences and the
potential difficulties that might
occur during interpersonal
relationships in both personal and
professional settings. On the
related issue of thinking styles,
the work of de Bono is pertinent
and his colour-coded six hats
model provides an interesting
theoretical framework.10

Leadership styles are diverse and it
has been suggested that self-awareness
is a prerequisite to being an authentic
leader who can inspire and empower
others.11 In addition to this, however,
authentic leaders are willing to devote
themselves to their own personal growth
and development. Authentic leadership
might also be considered to be strongly
related to the concept of “emotional
intelligence”, first put forward by
Goleman. This concept has
subsequently been expanded to “social
intelligence”, which includes qualities
such as having empathy, listening skills
and influence.12

Not all of these qualities, however,
may be derived from or developed in the
workplace and some may be more
related to personal experience. Eraut and
Hirsh have integrated these multiple
influences by proposing the concept of
“learning trajectories”.13 This concept

brings together the broad experience
and learning from personal and
professional contexts. Wide-ranging
personal interests and varying the

professional context, for example
through a secondment, might therefore
be helpful to provide diverse experience
in order to facilitate reflective practice. 

Of course, reflection might also be
undertaken through collaborative
working or in a project setting. For
example, the “Plan, Do, Study, Act”
model highlighted by Berwick14 allows
reflective practice at all stages of a
collaboration or project. Such reflective
practice might also be extended to
consider optimum interpersonal working
by the project team or collaborators. 

Reflective practice and increased self-
awareness might be achieved in a variety
of different ways. Personal preferences
and individual circumstances may
determine the most effective way to
achieve reflective practice and the
benefits of doing so should be
considerable at any stage of a
professional journey. 

Authentic leaders are willing
to devote themselves to their

own personal growth and
development

 at PENNSYLVANIA STATE UNIV on March 4, 2016rsh.sagepub.comDownloaded from 

http://rsh.sagepub.com/

