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  Introduction 
Commision did not have a clear directive from the outset which made things difficult to begin with 
I suggested many small projects that potentially could have brough engagement in a short time in collaboration with staff and in the given time frame they would have been measurable but all were rejected 

                                                                                                                                                                        
Introduction 

The purpose of this reflective essay is to critically evaluate a six-month internship, with the Royal Commission on the Ancient and Historical Monuments of Wales. The objective of the internship involved the selection and creation of a project, that would establish a new demographic of users and increase engagement. The internship explored the working environment and organisational culture. Analysing and reflecting on the internship experience and personal role and responsibilities, within the project. The use of an appropriate reflective model highlights a personal learning experience.

Background history

I presented a social history marketing plan to the RCAHMW in January of 2020. Cultural history is an area that is enjoyed by a large demographic of people. There were a lot of participants when conducting preliminary research. The vast amount of material I had received, mainly photographs, were given freely. The viability and implementation of the project was fully justified in the presentation. With the commission looking to engage a larger demographic, it appeared that the project met the requested criteria. The benefit was that many willing contacts had already been made, including academics, expressing a desire to get involved. This project would have been achievable within the time frame.
Ahead of my initial meeting with the RCAHMW, I forwarded my original marketing plan to the head of public engagement. The organisation had approached the university to offer me an Internship, I presumed that the social history project would be implemented. This misconception came partially from the ability to demonstrate a wide demographic of engagement , a prerequisite of the project. The initial meeting involved myself, personal supervisor, and the head of public engagement, who informed me that the commission would not consider my original project. There was an initial disappointment. However, it was felt that Peoples Collection Wales already covered this topic.  I would have appreciated this information when the email outlining my original project had been acknowledged. Consequently, I was unprepared for the meeting that commenced.
There was little suggestion as to what the organisation would like to develop, and this meeting left me more puzzled than enlightened as to my role. (Raub et al, 2021) suggests that “Effective new employee orientation reduces role ambiguity and role conflict in employees.”  This gave no clear directive as to the nature of the project. I concluded that requesting the agenda beforehand  would have likely produced a more productive meeting. Although, an independent report at the commission stated that “The management structure is not as effective as it could be - there were too many meetings, and it was not always clear what the purpose or outcomes sought from these meetings were” . A similar theme was evident in subsequent meetings that followed.

Internship experience
The first assignment deadline was moved due to the RCAHMW’s insistence on a fortnight induction, to meet staff and learn about their roles. It appeared that it was particularly important to the organisation, in order for me to understand their work. Although, I felt the induction was beneficial, some elements were not relevant to the development of a project.   states that “If museum curators ran libraries, no one would be able to check out a book until it was first explained to them what it was about and why they should read it.” This possibly explains the insistence of the induction.
The induction was effective in gathering staff’s ideas, I felt optimistic that a suitable project would be identified. It was important to put my disappointment to one side and concentrate on the task ahead, in order to be objective and effective. Staff engaged me in a multitude of topics, a credit to their passion and extensive knowledge. Many ideas surfaced as viable projects, that would both be engaging and collect archival information for the commission. I furnished management with a list of marketing ideas halfway through the induction to gain feedback. The main issue in meetings was the confusion over what the project would be, despite the discovery of several viable ideas none were taken forward. It was then said that ‘project’ did not have to mean an actual project. The independent review in 2014 stated that “The lack of strategic direction and clarity around what the organisation’s primary objectives and key outcomes had frustrated participants” . As a university student it was difficult to have little defined remit to follow, the commission expressed that developing a project would be somewhat of an organic experience. For the purposes of project management this would not assist in the strategic success of the project. Managing a project effectively involves many factors such as organisation, planning and controlling and monitoring all aspects of the determined project. Both in an agreed schedule and budget, whilst delivered in a safe manor  .
The commission decided that they wanted to market Coflein the digital archive. As Coflein was a large project, one of the main issues with measuring engagement was the lack of hands-on experience. My role in developing much of the marketing strategy did not involve further implementation. It became apparent that my input in any physical marketing would not happen. No content for the project was created or shared on social media, which was the only objective of the project. I had no access to the social media accounts which may have been beneficial, had there been content to share. 

Organisational Culture 

Teams’ meetings gave an unexpected insight into organisational culture. As with all organisations there will be an established culture. Culture can significantly determine employee’s performance and by extension the performance of the organisation itself..  Initial meetings were frustrating as staff’s ideas were met with continued resistance. Rather than looking at ways that it could be possible, ideas were rejected instantly with reasons why they could not be done, this felt a little discouraging. There appeared to be some negativity, though this could have been due to the effects of the impact of Covid-19 and may not be representative of the organisation. The staff and its patrons are the greatest asset that the RCAMHW has, they are one of the main reasons that organisations continue to be successful and sustainable. Quality engaged employees ensure the success of organisations. Human capital when managed, motivated, and encouraged, can provide a competitive advantage (Hitka et al 2019). 

Joining the commission as an intern can be compared to an interior designer entering a highly regarded home. The home requires updating that they do not really want, but need, in order to sell the property. This requires navigating gently, whilst being  sensitive to the owner’s perspective, suggesting new ideas that the owner has asked for, but finds incredibly difficult to accept. There is a great pride in the commission’s achievements and a protective element in preserving traditional operations. There appears to be an element of fear in making an error, that could potentially bring disrepute to the organisation. Although, recognising that errors will occur occasionally and cannot be completely eliminated displays a strong error management culture .
There appears to be a resistance for the organisation to invite new ideas with a culture of, ‘we cannot or do not do that’. As part of the remit there is a Royal Warrant, some staff felt this was used as a barrier to avoid exploring topics such as  cultural history. However, the Royal Warrant states the purpose of the RCAHMW is “To provide for the survey and recording of ancient and historical monuments and constructions connected with, or illustrative of, the contemporary culture, civilisation and conditions of the life of the people in Wales from the earliest times”.. The warrant clearly outlines culture but does not give any limitations as to how it is represented or recorded by the organisation.

Staff were approachable and helpful with an enthusiasm to share their roles and assist in research. Although, one particular member of staff appeared to be cautious and discouraging. On one occasion I referred to a building as architecture, I was quickly corrected ‘it is not it is history’ in an abrupt manor in front of other team members. I explained that to those who do not have an interest in history, a building may have no connection for them, and these are the people we are trying to market to. Moreover, my desire to try and explain from a marketing stance may have been perceived as blunt. One of the primary reasons of conflict between individuals in the workplace is poor communication, this may be a result of differing communication techniques  . It appears that staff are passionate, for this member of staff perhaps it was perceived that I did not appreciate the significance of the work and this caused frustration. For information professionals it is important to recognise that, the majority of users do not see the internal activities on which so much time and effort is spent. . An important point to highlight is that not all members of the public understand, or are as passionate about history, that is not to say they cannot be engaged given the opportunity.  

An email sent to all staff showed results of the staff survey. It stated that only 39% of staff felt they could challenge the way things were done. My own experience led me to highlight this email to management. At this point ,despite consideration,  I was ready to leave the internship.  stated that “In the organisation, people are encouraged to speak up when they identify a serious policy or delivery risk. (39%) This also feeds into discrimination, bullying and harassment, where it is crucial that staff feel they can report this, and are confident that action will be taken”. The organisation is looking at ways to increase staff confidence. Organisational culture affects opportunities within the workplace. If employees are too nervous to  challenge, express concerns and share thoughts and ideas, then an opportunity for the organisation is lost .
Highlighting this email became a turning point, meetings became more relaxed and open to suggestion from all parties. Leading staff also ensured that I was able to meet all the criteria of my dissertation, asking me what I needed to cover.

  


Reflection 
Developed by Graham Gibbs in 1988 the Reflective Cycles purpose is to offer a framework to examine learning experiences. The design proves useful for repeated experiences with the ability to learn and plan, given its cyclic nature the model lends itself particularly well to repeated experiences and analysis. 

Figure 1. 

Description- I am reflecting on a six-month internship experience with the RCAHMW. The initial requirement was to develop a project that would increase engagement. Ultimately the commission made the decision to market elements of their digital archive. The internship was attended remotely, and I worked on tasks independently.
Feelings - Throughout the internship a vast array of feelings emerged. I was initially overwhelmed with feelings of pride to be considered to develop the project. This was quickly followed by disappointment that the social history project was rejected. I became concerned at the prospect of starting a completely new project in a short time frame. I worried that my success or failure would affect the quality of my dissertation, which caused distress . There were times that I did not want to continue because I did not know what was expected of me. I felt that I had to take control of my own learning experience. to a certain degree. There was disappointment at my lack of  involvement in creating or developing a project. I feel I could have created engagement for the Commission had I been given the opportunity. 
Evaluation – Initially I felt out of my depth due to the lack of knowledge in the heritage sector . There appeared to be no initial project direction given, which made me uneasy. As a student I assumed I would receive set tasks like other staff. I appreciated that as a volunteer perhaps there was a reluctance to designate work, though I would have preferred this. Meeting the staff was a positive experience and I enjoyed working with them. I felt they valued my contribution and excepted my viewpoint, although at times I felt they possibly did not appreciate the value of marketing. or my stance on the subject. I received positive feedback at the end of my internship. 
Analysis – My experience on the whole was positive, though I felt at times I needed to assert myself to explain my position. Organisational culture was sometimes difficult to navigate and at times frustrating. As a business student with little marketing experience, perhaps this was beyond my skill set. Though, I applied appropriate tools and techniques independently. A large part of my feelings developed through anxiety. I should have expressed this to my personal supervisor. I did not express this to the Commission as I did not want them to lack confidence in my ability.
Conclusion- I felt that I was sensitive to the subject matter and tried to reiterate that my perspective was that of marketing to a wider demographic. I found ways to engage myself in the process despite the lack of hands-on marketing. I attempted to contribute to the project as effectively as I could, with the skill set I have developed. 
Action plan - I would ensure there was a clear directive from the outset,  I would also make sure what my role was within the project, determining the boundaries that existed. Further training on marketing and project management would be essential for future projects. Moving forward, I will be confident to speak up if I do not understand what is expected of me and develop further confidence to work on my own initiative.

 


Feedback

I have passed on my thanks to the organisation and have been fortunate to receive positive feedback:

“Thank you Natalie Male It has been a pleasure working with you. Your thoughts and insights- always readily and honestly given- have been most beneficial with the launch of New Coflein. We too, have learned from you in the last few months. Please get in touch if we can help you in the future.” 

“Thanks Natalie - really good to hear you found the placement useful. It was great to have someone who could look at Coflein with a fresh pair of eyes. Good luck with what comes next, and hopefully our paths will cross again”. 

I have learned valuable skills during the internship, including communication, confidence in my ability, and application of tools. This will no doubt prove useful   when seeking employment.  Internship experiences enable students to reflect on what they have learned during their studies, applying theories and concepts whilst working in the community. Partaking in an internship is beneficial to students and can influence career choices. The project has increased my desire to pursue marketing on a personal level.  It is my hope that marketing will be viewed positively by the RCAHMW in the future.






Conclusion 

The RCAHMW is an organisation steeped in history, who have had to fight to keep their identity. There has been a set way of working but the organisation is becoming open to new ideas and collaboration. Given the developments in marketing and technology, this is a perfect time to promote what the commission has to offer. Keeping up to date and engaging social media platforms will assist in prolonged engagement. The organisation has developed a valuable digital archive, that will hopefully be sustainable for future generations. Their ability to adapt over the last hundred years provides evidence of sustainability. Although, willingness to welcome and evaluate new ideas, as an ‘open house’ will prove beneficial for future success. 
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