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Purposes of enquiry

Finding out about something

Improving one’s performance

Solving a problem

Getting something done

Social engagement

Both the local meaning of these purposes, the nature of performance and the nature of enquiry differ between, and within, higher education and the workplace.
Key Features of Contexts for Enquiry

Human and Physical Environment (for whom)

Relationships (enabling, supportive, constraining, dysfunctional)

Patterns and Conditions of Work (for whom)

Culture, Discourses, Knowledge (for whom)

Learning Affordances (opportunities for whom and for what)

Agency (by whom and for what purpose)

Types of Theory taught during Professional Formation are:
Appropriated from sciences or social sciences

Conceptual frameworks peculiar to a profession

Explanations of empirical research 

Elaborations of practitioners’ experience, maxims and practical principles

Preferred views of the ideology of the profession 

   justifications of its purposes and practices in terms of moral principles, views

   of society or occupational beliefs about the effectiveness of its practices

Theories encountered during placements may derive from:

Communal discourse among practitioners

Common discourse among the general public (so-called lay theories)

Other practitioners’ personal theories, explicit or tacit.

Theories embedded in common practices often remain implicit and unevaluated.

Unresolved conflicts between theories of action (what is believed to work)

and espoused theories aligned with preferred ideals are common.

Towards an epistemology of practice

1. Four distinct but interconnected elements of professional practice:

1) Assessing clients and/or situations (sometimes briefly, sometimes involving a long process of investigation) and continuing to monitor their condition;

2) Deciding what, if any, action to take, both immediately and over a longer period (either on one’s own or as a leader or member of a team);

3) Pursuing an agreed course of action, modifying, consulting and reassessing as and when necessary;

4) Metacognitive monitoring of oneself, people needing attention and the general progress of the case, problem, project or situation; and sometimes also learning through reflection on the experience. 

2. The contexts in which the practice takes place

3. Three modes of cognition, which depend on the speed and conditions
    in which the practice is conducted 

Interactions between Time, Mode of Cognition and Type of Practice
	Type of Process
	Mode of Cognition



	
	Instant/Reflex
	Rapid/Intuitive
	Deliberative/Analytic

	Assessment of the situation
	Pattern recognition
	Rapid interpretation
	Prolonged diagnosis

Review with discussion 

and/or analysis



	Decision-making
	Instant response
	Intuitive
	Deliberative with some

analysis or discussion



	Overt actions or

action scripts 
	Routinised action
	Routines punctuated

 by rapid decisions
	Planned actions with 

periodic progress reviews



	Meta-cognition


	Situational 

awareness
	Implicit monitoring Short, reactive

reflections
	Conscious monitoring 

of thought and activity

Reflection for learning


Implications for Practice and the Role of Enquiry
1) Well-defined and ill-defined enquiry (example from healthcare)
	Case Complexity
	Range of familiar cases
	Well-defined problem with clear parameters
	Ill-defined problem without clear parameters

	Type of

Response
	Standard or adapted plan to match diagnosis
	Develop plan and fine tune to match case and context
	Series of small decisions, search for new responses

	Level of Support
	Adequate for purpose
	Time pressure

Limited resources
	Limited relevant expertise

	Communication with Clients
	Based on experience with previous clients
	Communication seen as part of the problem
	Eliciting wider, more detailed information. Joint problem-solving


2) The role of routinisation
Coping with the conditions
Making time for enquiry
Productivity

Routines have a half-life

Short cuts that save time and effort but reduce effectiveness

The problem of change

3) The tacit dimension of expertise

Understanding




   
Skills

Implicit or incidental learning


   
Routinised

Implicit aggregation of episodes and impressions  
Non-verbal or meta-verbal

Hidden constructs




Intuitively monitored

Knowledge use





Decision-making

Transforming and resituating knowledge

Rapid and intuitive

Retrieving knowledge from memory


Holistic assessment

Recognising when to use some knowledge

Judgement in complex

Sensing how to use some knowledge

  uncertain situations

4) The role of monitoring, consultation and evaluation
Monitoring critical in reflex or intuitive mode

Ethical need for engagement of learners, clients or other stakeholders

Evaluation of clients’ progress, individual or group practices is a form of enquiry that is central to professional learning and accountability
Types of Knowledge

Codified scientific knowledge in the form of scholarly publications, documentation and records, is judged by its source, truth claims and acceptability to appointed gate-keepers.

Other cultural knowledge is constructed and shared among communities and groups without undergoing codification.

Personal knowledge or capability is defined as what a person brings into new situations that enables then to think and act in those situations. It comprises:

· Codified knowledge ready for use
· Knowledge acquired through acculturation
· Knowledge constructed from experience, social interaction and reflection
· Skills
· Episodes, impressions and images

Situated knowledge

The personal meaning of codified and other cultural knowledge is shaped, both socially and individually, by:

· Its context(s) of acquisition
· Its context(s) of use
· Discussion and debate

A person’s performance nearly always uses several kinds of knowledge in some integrated form; and is influenced by both context and feelings.

Transfer of Knowledge between Contexts

· The extraction of potentially relevant knowledge from the context(s) of its

   
acquisition and previous use
· Understanding the new situation, a process that often depends on informal

   
social learning
· Recognising which areas of knowledge are relevant to the new situation
· Focussing more precisely on what knowledge is needed for a particular

   
assessment, decision or action
· Interpreting and/or transforming that knowledge to suit the new situation and context
· Integrating the relevant aspects of knowledge prior to or during performance. 

A Typology of early career learning
	       Work Processes 

with learning as a

by-product
	     Learning Actions 

located within work or

learning processes
	Learning Processes

at or near the workplace

	Participation in group

processes

Working alongside others

Consultation

Tackling challenging tasks 

and roles

Problem solving

Trying things out

Consolidating, extending

And refining skills

Working with clients
	Asking questions

Getting information

Locating resource people

Listening and observing

Reflecting

Learning from mistakes

Giving and receiving

feedback

Use of mediating artifacts
	Being supervised

Being coached

Being mentored

Shadowing

Visiting other sites

Conferences

Short courses

Working for a qualification

Independent study




Settings for Feedback

Immediate comment on aspects of a task or role given on-the-spot or soon after the event by a co-participant or witness. 

Informal conversations away from the job often convey indirect and/or unintended messages as well as intended advice. 

Formal roles such as mentor or supervisor involve:

· Some responsibility for a learner’s short to medium term progress 

· Obligation to provide formative feedback on a regular basis. 

Appraisal is a process where designated appraisers are expected to: 

· Give normative feedback on personal strengths and weaknesses

· Ascertain views on learning opportunities and meeting expectations. 

Figure 1: Factors affecting learning in the workplace
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Attributes of a Learning Culture

Confidence and trust in managers and colleagues 

Mutual learning and support 

Giving and receiving feedback without blame
Learning from experiences, positive and negative, at both group and individual level

Learning from colleagues, clients and visitors

Locating and using relevant knowledge from outside sources
Attention to the emotional dimension of work
Discussing and reviewing learning opportunities, their appropriateness and their use

Reviewing work processes and opportunities for quality improvement
What is being learned?

A Socially Situated Definition of Competence

Competence is the ability to perform the tasks and roles required to the expected standard

· Applies to any career stage
· Expected standard will vary with experience and responsibility
· Takes into account lifelong learning and changes in “good practice”
· Does not specify whose requirements and expectations are to be 

taken into account

The Performance Domain

The contexts in which the performer will have to operate, including likely

locations and their salient features

The conditions under which the performer will have to work: degree of supervision, pressure of time, crowdedness, conflicting priorities, availability of resources

The situations which the performer may encounter, covering such factors as client types and demands, tasks to be tackled, interpersonal events, emergencies, etc.

Arguments for Learning Trajectories
Improved representation of learning

Incorporates principles and practices of Lifelong Learning

Capabilities and Qualifications cannot be matched

Takes into account:

· Changes in context
· Variations in practices

· Changes in practices

Includes both formal and informal learning

Eases unreasonable burden placed on criterion-based assessment

Trajectory Points as Windows on Episodes
Each point on each trajectory can be treated as a window on a performance episode involving expertise from that trajectory and other associate trajectories. 

Opening the window should reveal:

· The context and conditions at the time
· The other types of expertise involved
· The cluster of episodes from which the example was taken

· Any differences from previously recorded episodes

· Indicators of expertise in the domain of the trajectory having

  been maintained, widened or enhanced

Learning Trajectories

	Task Performance

Speed and fluency

Complexity of tasks and problems 

Range of skills required

Communication with a wide range of people

Collaborative work

Awareness and Understanding

Other people: colleagues, customers, managers, etc.

Contexts and situations 

One’s own organization

Problems and risks

Priorities and strategic issues 

Value issues

Personal Development

Self evaluation

Self management

Handling emotions

Building and sustaining relationships

Disposition to attend to other perspectives

Disposition to consult and work with others

Disposition to learn and improve one’s practice

Accessing relevant knowledge and expertise

Ability to learn from experience
Teamwork

Collaborative work

Facilitating social relations

Joint planning and problem solving

Ability to engage in and promote mutual learning
	Role Performance

Prioritisation

Range of responsibility

Supporting other people’s learning 

Leadership

Accountability

Supervisory role

Delegation

Handling ethical issues

Coping with unexpected problems

Crisis management

Keeping up-to-date

Academic Knowledge and Skills

Use of evidence and argument

Accessing formal knowledge

Research-based practice

Theoretical thinking

Knowing what you might need to know

Using knowledge resources (human, paper-based, electronic)

Learning how to use relevant theory 

(in a range of practical situations)

Decision Making and Problem Solving

When to seek expert help

Dealing with complexity

Group decision making

Problem analysis

Generating, formulating and evaluating options

Managing the process within an appropriate 

timescale

Decision making under pressure

Judgement

Quality of performance, output and outcomes

Priorities

Value issues
Levels of risk



Action needed

· What counts as knowledge in the different work placements we use? 
· To what extent is knowledge transferred between university and placement settings?
· To what extent should knowledge be transferred between university and placement settings?
· How might a focus on enquiry help us to understand what further learning such transfers of knowledge might entail for students, faculty and employers? 
· How might such further learning best be supported in both academic and workplace settings?
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this keynote focuses on the ways in which people learn to become a professional in their chosen field paying particular attention to the role of enquiry and the ways in which learning is facilitated in the process of professional formation. we will consider the important role of enquiry in the development of new knowledge for practice through the situated problems that professionals encounter. we will reflect on higher education’s role in developing the capabilities and attitudes necessary to master the complexities of professional working.
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