Reflective writing examples

[bookmark: _GoBack]I’ve taken some reflective entries from another course – one in which I teach a topic on ‘food at work’ and the ‘dark side’ of organisations - to share with you. These answers did well and show strong reflection. Pay attention to how they are structured and how theory is integrated. 


Reflection 1
Food at work

Having previously worked in hospitality, I know that food plays a large role in this kind of work. We served food and drink at work, ate food at work, ate food after work and it was constantly a part of our surroundings. Having worked in a bar, food and drink were always at the heart of our social interactions as well as serving for the economic purposes of the business. Having not put much thought into the functions, rituals and commensality activities that food created in the workplace, I now realize and understand the important roles food played in the workplace, and how this affected the staff dynamics. We had various customs involving food at work, such as staff staying after closing for a drink and fries, pizza deliveries after special events/ successful nights (usually defined by money made) and meals made by the chef exclusively for staff, as well as access to energy drinks and soda throughout late-night shifts to keep us awake and attentive. Many of our ongoing traditions involving food were very instinctive as they had likely been reoccurring overtime, for special occasions like birthdays, this usually meant cake, as well as occasions such as Christmas time involving eggnog for the staff. 

Interaction among all levels of staff members mainly only occurred while consumption of food and drink also took place, which reinforced our organisational culture, gave us more purpose during work and most importantly, helped bring our staff together to form strong relationships between co-workers. As stated by Cabral-Cardosa and Pina e Cunha (2003), these relationships also ultimately improved our communication skills and attitude at work. At the time, I noticed these customs were taken as favourable rewards by the staff, despite being (for the most part) unhealthy routines. Food facilitated social interaction between staff members, and was the business’ way of rewarding staff after working hard, therefore had positive connotations among staff members as a team. Despite the mainly positive connotations food had, consuming copious amounts of red bull, soda, pizza and fries wasn’t necessarily good for our health, and I can now also recognise the possible hidden agenda’s behind these rituals. Managers can influence employee perceptions of the organisational culture within a workforce by shaping, creating or even controlling certain food rituals (Plester 2015). By having a stable organisational culture, this encourages strong relationships between staff members and ultimately benefits the business as a whole. Social relationships at work can determine many aspects within an organisation, therefore, control of food rituals can be taken as an intentional way of hopefully creating a positive culture at work, and encouraging staff to work hard while remaining devoted to the organisation, (Plester 2015). 

We can see from this that food at work serves multiple functions, rather than just being a part of meaningless rituals. I also see how food can be managed to affect both positive or negative organisational cultures in the workplace, and how its many functions and commensality activities can greatly contribute to this. Understanding the deeper meanings behind these functions has led me to take more notice of the way I consume food at work and consider changing these behaviours, recognising which habits are unhealthy and which positively contribute to organisational culture.






Reflection 2
This reflection needed more detail at the end in terms of what was learnt from the experience – but it’s very good at examining the ‘event’ of interest and applying theory from the readings 
Food at Work
(Author describes experiences at work revolving around food – they talk about food being abundant at the work place and also difficult to manage given a food intolerance. I’ve redacted it due to it’s personal nature)

Food is an integral part of human culture and is often a key aspect of workplace dynamics and relationships, as it brings people together, both literally and metaphorically. The Pies van on Friday mornings provided a chance for colleagues to congregate in a different space, connect over food, and talk about their lives outside of work. Creating and maintaining strong social bonds which extend beyond discussing work is important for many organisations, as positive relationships within work can create a more motivating environment (Plester, 2013). Also, the pies act as rewards for employees, and this can be a motivating factor during the week though there are issues around the health of employees as pies are traditionally fatty foods (Driver, 2008). 
Thinking about the occasions where I felt obligated to consume celebration morning teas, those employees likely felt they were friendly by encouraging me to consume more, as this is a sign of good hospitality. Perhaps they felt I was not engaging with the group if I did not consume the food. Rituals involving food imbed and reinforce organisational values and culture; they foster positive relationships between employees and the hierarchy of management and is often a site to discuss business in a more casual way (Plester, 2013). There are expectations for Polynesians to provide food at work, as they would have provided for their village, and this expectation increases with career progression. Providing food reflects the generosity and hospitality of the person or family, and this is important for Polynesian cultures (Markwick, 2009). Polynesian women have an extensive history of providing food for their community; it is a key source of power in many cultures and is used to establish social networks and enhance bonds (Markwick, 2009). Furthermore, being large is a sign of wealth in these communities, so the ideal body weight for Islander women is higher than for Western women, and Islander women who aim to be thinner may face cultural challenges.
In conclusion, food is a central part of being human as it is a way to connect with others, to give thanks, and to celebrate. The workplace is an important part of people's lives, and the lunchroom is a site for communication and connection around food. Next time, I would be more assertive in the situation. Through understanding the topic of food at work, I have an increased understanding of the Polynesian perspective towards food and the deeply embedded cultural values and practices surrounding food.

Reflection 3  
Dark side of organisations

At my first job, my employer constantly ridiculed me and disregarded it as a joke. I often felt upset and uncomfortable; it made me not want to come to work. My employer at the time was also inflexible; I remember asking him if I could work out in the shop more rather than handle clean up and he wouldn’t allow it. He was very rigid about me staying in one job position. Furthermore, he would always compare me with another employee. I felt annoyed; I thought it was unfair as I was new and the other employee was more experienced. Appelbaum and Roy‐Girard (2007) argue this type of managerial style to be toxic; employers continuously mock their employees to gain more authority or power (Pelletier, 2010). Toxic employers foster adverse working environments, increase turnover, and destroy the organisation's morale (Appelbaum and Roy‐Girard, 2007). In my experience, I often felt an air of negativity around work. Appelbaum and Roy‐Girard (2007), Pelletier (2010), and Mitchell and Ambrose (2007) argue the adverse effects of destructive employers on their employees, many stating low motivation, decreased performance, high absenteeism, high stress and anxiety and the most costly, workplace deviance. This applies to my experience as I began to lose motivation at work, I often would call in sick, as I regularly had anxiety about work and didn’t want to face my employers’ rude comments that day. In my efforts to level the playing field I was careless in my interactions with customers and my job quality. 

One particular experience at my workplace was when my employer essentially bullied me in front of my co-workers. I felt humiliated and angered; I felt my self-esteem plummet as he devalued me. I turned to ensuring my work was not to its best quality. I made sure that my stations were not appropriately cleaned to gain negative feedback from the customers thereby affecting my employers business. I also took on a negative attitude when handling customers. I would often waste time and not do any work. In my mind, I was levelling the playing field through affecting his business. Mitchell and Ambrose (2007) argue when employers mistreat employees, employees will most often resort to workplace deviance. Lawrence and Robinson (2007) define workplace deviance as behaviour that purposefully violates organisation rules and thus negatively impacts the organisation and its members. It occurs when there is an inconsistency between an ideal state and an employee’s current state. Lawrence and Robinson (2007) identify two scenarios that prompt deviance, that is when an employee perceives a threat to the social identity they project, and when an employee senses injustice. I had experienced both a threat to my identity as my employer ridiculed me while other co-workers were watching. I also perceived injustice as I felt it was unfair of him to bully me to assert his power.  

Pelletier (2010) argues that employees who perceive injustice in their employee-employer relationship seek negative reciprocity through inflicting harm onto the perceived wrongdoer. Through being careless with my work quality and customer interactions, I justified my actions through inflicting harm onto the organisation thereby inflicting harm onto my employer who had ‘harmed’ me. Appelbaum and Roy‐Girard (2007) identify the implications of deviant behaviour on the organisation through high costs, underperformance, and intention to quit. In my experience, I ended up quitting after a short period as a result of my abusive employer. Had there been opportunities for me to discuss my frustrations and seek comfort, I wouldn’t have resorted to harming the organisation (Lawrence and Robinson, 2007). From analysing my experience with theory, it’s clear to me know how my deviant behaviour harmed not only my employer but also my co-workers. Through social loafing and regular absenteeism, I was also harming my other co-workers who had to pick up my slack (Lawrence and Robinson, 2007). I understand now that it’s unfair of me to put that amount of pressure on my co-workers. Looking back now and in the future, I most likely will not behave that way again. I am much older and more mature than I was and thus I know better. I feel that in the future I will most likely resort to having a more civilized conversation with my employer about how I feel. If that fails, I will ultimately leave the organisation if I am unhappy rather than sabotage the workplace.

