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RECOGNITION OF PRIOR EXPERIENTIAL LEARNING CLAIM FORM (RPEL) 

	Regulations for the recognition of prior learning can be found in Sections 10.4.9 to 10.4.15 (Chapter 10) of the Academic Quality Handbook (AQH). This claims form should be completed in consultation with the Academic Mentor or Recognition and Accreditation of Learning (RAL) Adviser.

Please submit this form only, ensuring that you:
· complete, sign and date all the relevant sections of this form (a supporting statement from a present or former employer may be attached on a separate sheet where applicable).
· for claims of 40 credits or less, in section 3 of this form provide evidence and details of the prior experiential learning.
· for claims of more than 40 credits, register on the RAL module and, in section 3 of this form provide a summary of the portfolio of evidence and reflective essay evaluating the learning that has been achieved.
· note that retrospective applications for the Recognition of Prior Learning are not normally permitted.


	1. APPLICANT DETAILS

	Name:

	Anna Gray

	Student Number (if applicable):

	2128988

	Contact Address:
	120 Fishguard Road
Haverfordwest
Pembrokeshire
SA61 2QB

	Contact Telephone Number:

	07854 301082

	E-mail address:

	Anna.gray@wales.nhs.uk

	Programme of Study applied for OR registered (if current student):

	MA Professional Practice

	Level of study of entry (if not a current student):

	 Level 7

	Award Title (e.g. BA, Diploma):

	MA  

	Faculty/School/Centre:

	Management and Health - Wales Academy for Professional Practice and Applied Research 

	Campus:

	Carmarthen

	2. ACADEMIC MENTOR/RAL ADVISER

	Name: Sarah Loxdale

	Faculty:
Management and Health

	
Designation (please delete):                             MENTOR    /   RAL ADVISER





	3. DETAILS OF EXPERIENTIAL LEARNING FOR WHICH CREDIT IS CLAIMED 

	Total number and level of credits of experiential learning claimed (e.g. 120 credits at Level 4 and 60 credits at Level 5):
	100 credits at level 7
	RAL Module successfully completed (please tick):
	

	Total fee payable (at £5 per credit claimed):
	
	Confirm payment has been made (please tick):
	

	
I wish to claim academic credits at Level 7 for learning that has taken place through undertaking the Professional Practice – Recognition of Accreditation of learning (RAL) module

I have evidenced my learning in the following key areas -

Learning Area 1: Acquisition of underpinning knowledge and skills in strategic workforce planning (50 credits).

1. Research and critically review strategic workforce planning (methodology).
2. Develop and apply workforce planning knowledge and skills to support the development of a workforce plan.
3. Evaluate and review the application of workforce planning knowledge to improve practice.
This learning area reflects my development in building advanced knowledge and practical skills in strategic workforce planning, which is underpinned by critical reflection, experiential learning and a wide range of supporting evidence. It represents my professional transition from an operational understanding of workforce planning to a strategic, analytical perspective, aligned to local, regional and national strategic priorities. 

At the centre of this learning is the research, analysis and application of the Six Step Workforce Planning Methodology, alongside engagement with workforce data, and strategic documents that shape the ambitions of Hywel Dda University Health Board, such as the Integrated Medium-Term Plan (IMTP). The learning emphasises not only the acquisition of theoretical knowledge, but also the ability to critically evaluate it, to understand limitations within complex healthcare contexts.

Through structured reflective practice guided by Kolb’s experiential learning cycle (Kolb), this learning area highlights the importance of applying knowledge to practice, evaluating impact, and continuously improving professional capability. It highlights a shift in my analytical skills through demonstrating the development of key competencies including data analysis, engagement, strategic thinking, and improved self-awareness skills. Additionally, it recognises that effective workforce planning is both a technical and relational and iterative process that is complex. It requires effective collaboration, adaptability, and ongoing learning, reflected by continued personal and organisational progression towards informed, reflective and strategically focused practice, supporting both individual development and the enhancement of organisational workforce planning maturity. 

Learning Acquired – Summary

Developing this portfolio has enabled me to build a well-rounded understanding of strategic workforce planning, particularly in research, applying and critically analysing the Six Step Workforce Planning Methodology in practice. Using this approach, I have also developed my understanding of workforce data to create meaningful baseline analysis, as well as demand and supply modelling, workforce risks challenges (Learning Hub, Chartered Institute of Personnel and Development). This theoretical learning has provided a strong foundation to support my transition from operational to strategic practice.

In addition, I have significantly enhanced my analytical capability, developing the ability to interpret complex workforce data sets. Through engaging with data from a variety of systems such as Electronic Staff Record and the Establishment Control Tool, I have learned to apply evidence-based approaches to workforce planning, enabling me to inform decision-making, challenge assumptions and identify workforce risks. This has strengthened my ability to support strategic planning within a complex organisational environment and has helped me to influence others in the practice also. (Karpicke and Roediger, Chartered Institute of Personnel and Development).

A key area of learning has been the ability to translate workforce planning theory into practice. Through engagement with stakeholders and the development of a workforce plan, I have gained practical experience in applying structured methodologies in real-world contexts. This has required me to adapt approaches to suit varying levels of organisational maturity and stakeholder capability, highlighting the importance of flexibility when applying theoretical frameworks in practice (Audit Wales, Kolb).

Furthermore, I have developed my stakeholder engagement and communication skills, enabling me to work effectively with a wide range of clinical and corporate colleagues. I have learned to simplify complex workforce planning concepts, facilitate meaningful discussions and promote shared ownership of workforce planning processes. These skills have been critical in supporting the development of workforce planning capability across the organisation (Wenger, Freeman).

Through structured reflection, I have also developed improved self-awareness and emotional intelligence. By applying reflective models such as Kolb’s experiential learning cycle and Schön’s reflective practice theory, I have been able to critically evaluate my experiences, recognise strengths and identify areas for development. This has supported continuous professional growth and enabled me to respond more effectively to challenges within my role (Kolb, Schön).

Finally, I have developed increased confidence and professional capability, particularly in navigating uncertainty and contributing to organisational change. I now recognise my role not only as a project manager but also as a facilitator of workforce planning and a contributor to organisational development. This learning has been transformative, supporting my transition into a strategic role and positioning me for continued professional development within workforce planning (Eraut, Mezirow).

1. Research and critically review strategic workforce planning (methodology).
In relation to Learning Outcome 1, I have developed a comprehensive understanding of strategic workforce planning methodology. This has been achieved through theoretical research and development of critical reflection capability and effective application in practice. Initially, my knowledge of workforce planning was mostly operational; however, through engagement with literature and organisational documents, I was able to acquire new knowledge and understanding of the principles underpinning strategic workforce planning, including the importance of aligning workforce supply with organisational demand over short, medium and long-term planning horizons (Chartered Institute of Personnel and Development, Welsh Government).

A significant area of learning was the exploration and critical review of the Six Step Workforce Planning Methodology (Learning Hub). Through research and preparation for interview, I developed an understanding of each stage of the methodology, which includes completing each step through including defining the plan, mapping the current workforce, forecasting future demand and developing action plans. I also acknowledged that it is challenging to apply in a linear fashion and through application of the methodology I also critically reflected on the limitations of the model, recognising that although it provides a clear and structured framework, its effectiveness is dependent on organisational maturity and stakeholder engagement. This aligns with findings from (Audit Wales), who highlight that workforce planning approaches within NHS organisations may be underdeveloped, and potentially limited by the practical implementation of such methodologies.

In addition, I developed my capability to critically evaluate workforce planning approaches from both theoretical and practical perspectives. Through engaging in reflective writing and drawing on a wide range of sources consisting of qualitative and quantitative data, I was able to move beyond simply describing concepts and instead develop a more critical and analytical understanding of how workforce planning methodologies operate within complex healthcare environments (Moon, Brookfield). This process encouraged me to question assumptions, critically synthesise the data to identify gaps to form evidence-based judgements, even though my practical experience was still developing at that stage (Bryman).

Furthermore, I gained an understanding of how experiential learning contributes to knowledge development in this area. Through applying Kolb’s cycle, I was able to reflect on my initial exposure to workforce planning concepts to transform this into deeper understanding, recognising that learning is informed by both experience and reflection (Kolb). However, I also acknowledge the limitations of this model, particularly its structured and linear nature, which may not fully capture the complexity of real-world professional learning (Schön).

Difference it Made to Me

Overall, this learning has strengthened my ability to research, critically review and evaluate strategic workforce planning methodologies. This has been critical in enabling me to develop a more informed, critically analytical and reflective approach to workforce planning. It has also provided a strong theoretical foundation that underpins my role and supports my ongoing development in applying workforce planning methodologies within a strategic organisational context.

Evidence to Support 
· Annotated CV
· Annotated Job Description
· Report 
· Six Step Methodology Presentation
· Music Lyrics
· Hywel Dda University Health Board 2020/2021 Integrated Medium Term Plan
· Welsh Government Strategy – A Healthier Wales 
· Clinical Practice Educator Job Plan
· Objectives
· Personal Development Plan

2. Develop and apply workforce planning knowledge and skills to support the development of a workforce plan.
In relation to Learning Outcome 2, I have developed in my ability to apply workforce planning knowledge in practice and translate theoretical concepts into meaningful organisational outputs. Initially, my understanding of workforce planning was largely theoretical; however, through active engagement in developing a draft workforce plan for Theatres, I gained practical experience in applying the Six Step Workforce Planning Methodology within a complex healthcare environment (Learning Hub). This process enabled me to move from conceptual understanding to applied practice, reinforcing the importance of experiential learning in professional development (Kolb), whilst also highlighting the practical challenges of workforce planning. 

An area of significant learning relates to the development of analytical skills to interpret workforce data to inform workforce planning decisions. Through the analysis and interpretation of data sources, I have developed the ability to critically evaluate workforce supply and demand data, as well as a range of other key metrics. This has strengthened my understanding of evidence-based workforce planning and highlighted the increasing importance of workforce analytics in supporting strategic decision-making (Chartered Institute of Personnel and Development, Karpicke and Roediger).

In addition, I have developed my communication skills and confidence to engage effectively with stakeholders to support the development of workforce plans. This required the application of effective listening skills, negotiation and facilitation to work collaboratively with service leads, who often had varying levels of workforce planning knowledge. I learned to adapt my approach to meet their level of understanding, simplifying complex concepts and promoting shared ownership of workforce planning processes. This reflects the importance of collaborative working and stakeholder engagement in achieving effective organisational outcomes (Wenger, Freeman).

Another key learning point was recognising that workforce planning is not solely a technical process, but also a relational and organisational one. While the application of data and methodology provided a structured approach, the effectiveness of workforce planning was heavily influenced by stakeholder engagement, organisational pressures and competing priorities. This required me to adopt a flexible approach, adapting workforce planning processes to suit the context in which they were being applied (Audit Wales).

Furthermore, I developed increased confidence in applying workforce planning methodologies independently, including drafting a workforce plan and aligning it with strategy. Through this process, I was able to integrate multiple sources of information, including workforce data, strategic objectives and service-level insights, to create a coherent workforce planning narrative. This demonstrated my ability to analyse and synthesise complex information, to effectively apply it within a practical and meaningful context (Bryman).

Difference it Made to Me

Overall, this learning has significantly enhanced my capability to apply workforce planning knowledge and skills in practice. It has strengthened my analytical, communication and problem-solving abilities, while reinforcing the importance of adaptability and stakeholder engagement in workforce planning. This experience has enabled me to contribute more effectively to the development of workforce plans and has positioned me to support the ongoing development of workforce planning capability within the organisation.

Evidence to Support 
· Annotated CV
· Annotated Job Description
· Skeleton Summary (for Healthcare Science and Allied Health Professions)
· Skills for Health Training Material
· Workforce Planning Forum
· Skills for Health Workforce Plan Template
· Draft Theatre Workforce Plan
· Annex 21 Reflective Account

3. Evaluate and review the application of workforce planning knowledge to improve practice

In relation to Learning Outcome 3, I have developed in my ability to critically evaluate and review the application of workforce planning knowledge in practice, enabling continuous improvement at both an individual and organisational level. Through structured reflection and the use of evaluative tools, such as the workforce planning capability matrix, I have gained greater insight into my own strengths and development needs, aligning with the view that structured self-assessment can enhance professional awareness, complemented by additional feedback mechanisms to achieve a holistic evaluation (Eva and Regehr).

A key area of learning was recognising the importance of ongoing evaluation and feedback in improving practice and continuous learning. Through engaging in regular reflective discussions, team-based professional discussions and stakeholder feedback, I have developed the ability to critically assess the impact of my work and adapt my approach accordingly. This reflects the concept of double-loop learning, whereby individuals not only reflect on actions, but also challenge underlying assumptions and practices to enable deeper organisational learning and improvement (Argyris and Schön’s).

In addition, I learned that effective workforce planning requires continuous adaptation and refinement. Through evaluating the application of workforce planning methodologies in practice, I recognised that while structured approaches provide a useful framework, they must be tailored to organisational context and stakeholder capability to be effective. This highlights that workforce planning processes are often influenced by organisational maturity and require ongoing development to achieve meaningful impact (Audit Wales).

Furthermore, I developed greater self-awareness and emotional intelligence through reflective practice. By applying models such as Kolb’s experiential learning cycle and Schön’s reflective practitioner framework, I was able to critically evaluate my experiences, identify areas of strength and recognise opportunities for further development (Kolb, Schön). This process has strengthened my ability to respond constructively to feedback, manage challenges and continuously improve my professional practice.

Another key learning point was the value of collaborative evaluation and shared learning within a team context. Through participation in team-based audits and reflective discussions, I developed my ability to contribute to constructive debate, provide and receive feedback, and align individual practice with wider organisational objectives. This reflects the concept of communities of practice, where learning is enhanced through collaboration, shared experience and collective reflection (Wenger).

Difference it Made to Me

Overall, this learning has enhanced my ability to critically evaluate, and review workforce planning practice, enabling me to identify areas for improvement and implement changes to enhance effectiveness. It has strengthened my reflective practice, analytical thinking and responsiveness to feedback, supporting continuous professional development and contributing to the ongoing improvement of workforce planning within the organisation, whilst also improving my own practice and contributing to continued professional development.

Evidence to Support 
· Annotated CV
· Annotated Job Description
· Capability Matrix
· Capability Matrix Comparison 
· Consultancy Framework
· Personal Appraisal Development Review

Learning Area 2: Acquisition of knowledge and skills to facilitate strategic commissioning of education and training.

1. Strategically promote and influence education and commissioning activity, through developing professional relationships and engagement with internal stakeholders.

2. Critically analyse education commissioning and workforce data to inform strategic workforce planning requirements across the organisation.

3. Develop organisational mechanisms to prioritise education commissioning activity aligned to resource to inform decision making. 

This learning area focuses on the development of advanced knowledge and skills to facilitate strategic education commissioning. It reflects a progression from an initially limited, operational understanding of commissioning processes to a system-wide perspective that integrates workforce planning, financial decision-making, and service delivery (Audit Wales; Health Education and Improvement Wales). Central to this learning is the application of an experiential learning cycle, enabling structured reflection to enhance understanding and inform practice (Kolb).

Key themes include the ability to strategically influence stakeholders, recognising that effective commissioning relies on strong relationships, engagement, and shared ownership across multidisciplinary teams (Audit Wales; Tancred et al.). It also involves the critical analysis and application of workforce and commissioning data, shifting decision-making from intuition-based approaches to evidence-based practice, while acknowledging the limitations of data quality, availability, and interpretation (CIPD; Bernardi et al.).
Furthermore, the learning area emphasises the development of organisational mechanisms and governance structures to prioritise education investment in alignment with workforce need and resource constraints. This includes improving processes such as funding allocation, integrating workforce planning within decision-making forums, and promoting consistency and transparency (Welsh Government; NHS England).

Overall, this learning demonstrates a transition towards strategic thinking, systems leadership, and organisational influence, highlighting that effective education commissioning is not solely technical, but requires cultural change, stakeholder collaboration, and continuous evaluation to support sustainable workforce development (Senge; The King’s Fund).


1. Strategically promote and influence education and commissioning activity, through developing professional relationships and engagement with internal stakeholders.

Learning Acquired – Summary

This learning outcome demonstrates the development of strategic capability to influence workforce planning through education commissioning, underpinned by enhanced stakeholder engagement, leadership, and system-level understanding. Initially, learning was focused on gaining a foundational awareness of the education commissioning process; however, this rapidly progressed into a deeper understanding of its strategic role in aligning workforce supply, service demand, and organisational priorities such as the IMTP (Health Education and Improvement Wales, Audit Wales).

A key area of learning was the ability to build and sustain effective professional relationships, recognising that workforce planning is a collaborative process requiring engagement and shared ownership across multidisciplinary stakeholders (Audit Wales, Tancred et al). Through active participation and leading elements of the commissioning process, my skills in communication, facilitation, and influencing developed, enabling more meaningful stakeholder contributions and improved quality of submissions (Government Communication Service).

The experience also strengthened leadership capability, particularly in adopting an authentic and compassionate approach to engagement. However, critical reflection identified the need for a more adaptive leadership style, balancing collaboration with constructive challenge to influence decision-making more effectively (West, Yukl).

Additionally, the learning highlighted that engagement alone is insufficient without appropriate governance and structure, reinforcing the importance of embedding workforce planning within formal organisational processes to achieve consistency and impact (Welsh Government, Kotter). Overall, this learning reflects a clear shift from operational involvement to strategic influence, demonstrating increased self-awareness, critical thinking, and the ability to support organisational workforce planning maturity related to education commissioning activity, through effective leadership and stakeholder engagement (Schön, Senge).

Difference it Made to Me

This learning has resulted in a significant shift in both my professional confidence and effectiveness in practice, enabling me to transition from an operational contributor to a more strategically focused workforce planning practitioner. I now play a more active role in influencing education commissioning activity, demonstrating increased ownership, accountability, and impact on organisational outcomes (Audit Wales; Health Education and Improvement Wales).

A key development has been my growing confidence in engaging with senior stakeholders. Whereas I initially felt uncertain in these environments, I am now more assured in contributing to strategic discussions, building credibility, and developing trusting professional relationships. This has strengthened my ability to facilitate engagement, support collaborative working, and promote shared ownership, which is fundamental to effective workforce planning (Tancred et al.; Government Communication Service).

My practice has also become more strategically aligned and systems focused. I now recognise how education commissioning connects to wider organisational priorities, enabling me to support evidence-informed decision-making and ensure alignment between workforce, service delivery, and financial considerations (Welsh Government; Chartered Institute of Personnel and Development).

In addition, I have developed a more adaptive leadership approach, underpinned by authenticity, emotional intelligence, and self-awareness. I am more confident in balancing collaboration with constructive challenge, enhancing my ability to influence both behaviours and decision-making processes (West; Yukl; Goleman).

Finally, this learning has strengthened my commitment to reflective practice, enabling me to critically evaluate my impact and identify areas for continued development (Schön). Overall, it has enhanced my ability to contribute to sustainable workforce planning and to support the ongoing development of organisational capability (Senge).

Evidence to Support 
· Draft Education Commissioning Responses
· 2021/22 Integrated Medium Term Plan
· Simplified Education Commissioning Template
· Education Commissioning Guidance
· Script (for online webinar)
· Workshop Presentation
· 2022/23 Education Commissioning Submission 

2. Critically analyse education commissioning and workforce data to inform strategic workforce planning requirements across the organisation.

Learning Acquired – Summary
This learning outcome highlights how my ability to use workforce and commissioning data has developed into a more advanced analytical skillset. Initially, my learning centred on recognising the limitations of decision-making that relied heavily on subjective judgement. Through experience, this developed into a clearer understanding of the importance of evidence-based workforce planning, where data is used to validate assumptions, reduce bias, and align workforce supply with service demand (Chartered Institute of Personnel and Development; Audit Wales). This is critical to enable submission of robust education commissioning requirements, using data driven processes to inform decision making. 

A key area of learning was my ability to collect, triangulate and interpret multiple data sources to build a robust evidence base. This included developing baseline workforce profiles, analysing trends, and introducing workforce pipeline modelling. As a result, my approach shifted from reactive analysis to a more proactive and forward-looking perspective, enabling improved forecasting of workforce requirements considering future workforce requirements and longer-term sustainability (Skills for Health; Health Education and Improvement Wales). However, I also developed an awareness of the limitations of data, particularly in relation to completeness, quality, and the inherent uncertainty within workforce projections, reinforcing the need for critical interpretation (Bernardi et al.; Razzano).

Another important area of development was understanding the value of integrating quantitative and qualitative data, recognising that education commissioning decisions require both measurable evidence and contextual insight from stakeholders. This strengthened the depth and relevance of my analysis and aligns with best practice in workforce planning (Östlund et al.; Chamberland Rowe et al.).

Critically, this learning highlighted that data alone is insufficient; effective education commissioning requires the ability to translate complex data into meaningful insights and influence stakeholders to support informed decision-making. Overall, this reflects a transition towards strategic, evidence-informed practice, underpinned by analytical capability, systems thinking, and a growing awareness of organisational and behavioural factors that influence decision-making (Sahakian et al.; Senge)

Difference it Made to Me
This learning has had a significant impact on both my confidence and the effectiveness of my practice, particularly in how I approach my role and in how I use data to support education commissioning and wider workforce planning. I now engage with information in a more critical way, rather than accepting it at face value, which has strengthened the quality of my contribution to decision-making processes and my ability to engage critically with data, moving from accepting workforce information at face value to actively questioning, validating, and analysing it to support more transparent and robust decision-making (Chartered Institute of Personnel and Development; Audit Wales).

In developing this capability, my analytical thinking and problem-solving skills have progressed significantly. I am now able to integrate and interpret multiple sources of data, including workforce metrics, pipeline data, and qualitative insights, to develop a more holistic understanding of workforce challenges and to inform future workforce pipeline requirements. This has enabled me to shift from a reactive approach to a more proactive and forward-looking practice, supporting sustainable workforce planning and improved organisational outcomes (Skills for Health; Health Education and Improvement Wales).

A key area of growth has been my ability to translate complex data into meaningful and accessible insights for stakeholders. I am more confident in presenting and discussing data in a way that supports engagement, builds understanding, and positively influences decision-making, rather than creating resistance or confusion (Government Communication Service; Sahakian et al.).

In addition, this learning has enhanced my awareness of the organisational and cultural factors that influence how data is interpreted and applied. I now recognise that improving data literacy, influencing behaviours, and embedding data within decision-making processes are just as important as the analysis itself (Wenzel; Senge). This is essential to build on the progress made, to ensure the capability of the organisation continues to mov forward in a positive way. 

Overall, my practice is now more strategic, informed and confident, enabling me to contribute more effectively to workforce planning and organisational development. I have also positioned me as a confident and credible professional, capable of contributing to informed decision-making and organisational workforce planning maturity (Audit Wales; Chartered Institute of Personnel and Development), which is essential to facilitate meaningful, sustainable commissioning submissions. 

Evidence to Support 
· Baseline Data
· Historical Commissioning Data
· Commissioned Vs Appointed Data
· Grow Your Own Data
· Workforce Planning Questions within Education Commissiong Template
· Responses to Workforce Planning Questions
· 2022-2025 Integrated Medium-Term Plan

3. Develop organisational mechanisms to prioritise education commissioning activity aligned to resource to inform decision making. 

Learning Acquired – Summary
This learning outcome has enabled me to develop advanced strategic, organisational and governance capability within education commissioning, supporting my progression from analytical practice into influencing system-level design and decision-making. I have developed a clearer understanding of how workforce planning insight can be translated into practical organisational mechanisms that directly shape how resources are prioritised, rather than remaining as theoretical analysis (Chartered Institute of Personnel and Development; NHS England).
A key area of new learning has been my ability to move beyond identifying challenges, such as misalignment within the Higher Awards process, to designing structured and sustainable solutions. This has included contributing to the development of revised processes, application criteria and decision-support approaches that align workforce investment with organisational need. This reflects a more strategic application of workforce planning, where insight is actively used to influence outcomes (Organisation for Economic Co-operation and Development; Chartered Institute of Personnel and Development).
I have also developed a stronger understanding of governance and system integration, recognising that workforce planning must be embedded within formal decision-making structures to achieve meaningful impact. Through contributing to governance forums, developing directorate-level metrics, and establishing mechanisms such as the Professional Leads Forum, I have supported improvements in accountability, transparency and alignment with organisational priorities (NHS England; Department of Health).
Another important area of learning has been understanding how to prioritise resources within constraints, shifting from reactive or individually driven decision-making to approaches that are evidence-based, equitable and aligned to organisational strategy. This demonstrates a more mature and strategic perspective on workforce investment and sustainability (Organisation for Economic Co-operation and Development; Marginson).
In addition, I have strengthened my ability to influence organisational processes and culture, recognising that sustainable change is not achieved through technical improvements alone, but requires engagement, collaboration and behavioural change across stakeholders (The King’s Fund; Reeves et al.).
Overall, this learning reflects my development towards systems leadership, where I am not only contributing to workforce planning activity, but actively shaping, influencing and embedding processes that improve how education commissioning and workforce planning operate at an organisational level (Senge). 

Difference it Made to Me
This professional growth has had a transformational impact on my professional development, shifting my identity from someone who contributed to existing processes to a practitioner who is now able to design, influence and lead system-level change. It has strengthened my ability to think strategically, enabling me to approach workforce planning and education commissioning from a broader, systems-based perspective. I now have a clearer understanding of how governance, finance, workforce supply and organisational priorities interconnect, which has changed how I interpret challenges. Rather than focusing on isolated issues, I am more confident in identifying underlying causes and considering more sustainable, structural solutions (Senge; Chartered Institute of Personnel and Development).
This learning has also developed my role as a leader and change agent. I am no longer solely implementing processes but actively contributing to their design, influencing governance structures and introducing mechanisms that promote more consistent and equitable decision-making. This reflects a shift towards systems leadership, where the focus is on improving how the organisation functions rather than addressing individual elements in isolation (National Health Service England; Department of Health).
In addition, I have gained greater confidence and credibility when working with senior stakeholders, which has strengthened my ability to engage in complex discussions, present strategic insights and influence decision-making across multidisciplinary groups. I feel more assured in navigating organisational dynamics and recognise the importance of persistence and adaptability when leading change in complex systems (The King’s Fund; Reeves et al.).
Importantly, these experiences have also enhanced my self-awareness and adaptability, reinforcing that organisational change is shaped not only by systems and processes, but also by culture, behaviour and relationships. I am now more conscious of balancing technical expertise with interpersonal skills, enabling me to lead change in a more considered and effective way (Goleman; Schön).
Overall, this learning has developed me into a more strategic, reflective and influential professional, capable of shaping organisational practice and contributing to the long-term sustainability of workforce planning (Organisation for Economic Co-operation and Development; Senge)
Evidence to Support 
· Higher Awards Presentation
· Higher Awards Questions and Portal
· Regeneration Framework
· Clinical Education Governance Group Minutes
· Professional Leaders Forum
· Healthcare Science Forum
· Annual Plan 2025/26
· Annual Plan 2026/27



	Applicant's Signature:
[image: ]


	Date: 21/06/2026



	3.1 Statement from present or former employer should be attached on a separate sheet

	Statement attached:
	YES










PLEASE CHECK AND PASS TO THE ACADEMIC MENTOR/RAL ADVISER TO COMPLETE AND SUBMIT TO THE RPEL BOARD SECRETARY.


	
4. STATEMENT FROM ACADEMIC MENTOR OR RAL ADVISER

	(the text box below is expandable)

	




	Name:

Signature:  

	Date:
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