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Impediments to Building Self-growth Capabilities
Introduction
A major challenge in developing self-growers is the discovery of the expanding number of impediments that hamper the efforts towards strengthening self-growth capability. While developing self-growers has been an intentional focus of Process Educators for the last 30 years, self-growth practices have been advanced based upon the many new discoveries about self-growth, how it is developed, and the culture required to support it. Constantly, as more is learned about self-growth, more impediments to developing self-growers become evident. This challenge has caused organization, communities, and individuals to suspend their ongoing efforts when they perceive that the challenges are greater than their current capabilities to continue their self-growth journeys. 

The Self-growth Journey: A Brief History

The goals of the first Pacific Crest’s Teaching Institute were to improve student learning, faculty teaching, and instructional design to increase productivity (Apple, 1991). This focus on self-improvement has remained at the heart of Process Education. While the actual phrase “growth mindset” is absent in these materials, its meaning, and the emphasis on improving learner capability for performance is ever-present, even in the earliest Institute handbook. Throughout the handbook, one finds phrases such as, “Students will need to learn at a continually increasing rate”, “Empower students to become better problem solvers, critical thinkers, and communicators”, “Developing students’ assessment skills”, “Educational process needs to focus on learning skills”, and “Students must learn how to learn”.  These statements make it clear that improvement and growth are the objectives of teaching and learning…not simply making students more knowledgeable. In the paper, Everyone Can Learn to Learn (Arah & Apple, 1993), an approach to learner development was described. 

Growth and learning skills in the textbook Learning Through Problem Solving (Apple, Beyerlein & Schlesinger, 1992) are a major focus in helping students learn how to learn.  Improving these skills by using self-assessment enhances critical thinking and problem-solving, a potent recipe for growth. This is because learning skills (Apple, 1997a) are one of the critical ingredients for self-growth…so much so that perhaps they should have been called “growth skills,” instead. Teach for Learning — A Handbook for Process Education (Pacific Crest, 1993) was used as the institute handbook during Teaching Institutes in 1993 and 1994. It articulated a growth-oriented educational focus, explaining that the acquisition and improvement of learning skills would improve learning performance by increasing the rate of learning (Apple & Duncan-Hewitt, 1995). The Classification of Learning Skills was published in the Faculty Guidebook (Apple et al., 2007). All this effort led to the articulation of Process Education; an educational philosophy focused on self-growth (Apple, 1997b). 

From 1990 – 2015, Pacific Crest engaged extensively with two distinct populations for implementing Process Education and learning to learn 1) Higher Education faculty, staff, and administrators and 2) students in higher education settings. Pacific Crest has provided 300 multi-day institutes, 500 single-day workshops, and thousands of mini workshops with academic faculty, staff, and administrators to strengthen their performances within their educational roles (Apple et al., 2016a).  More than 30,000 participants have transformed some aspect of their thinking and practice through the 25 distinct focus areas of Pacific Crest’s Professional Development offerings (Apple et al., 2016b).  To celebrate process education’s 25th year, IJPE produced a special edition reviewing the scholarship of self-growth (Apple et al., 2016c).

Many of these individuals that participated in the professional development events became members of a community that produced scholarship about self-growth in the Faculty Guidebook (Beyerlein et al., 2007). The Academy of Process Educators was formed shortly thereafter in 2008. This community continue to refine the meaning of self-growth with the following publications: Becoming a Self-grower (Leise, 2007a), Process Education: Past, Present, and Future (Burke et al., 2009), and What is Self-growth? (Jain, 2015). Additional articles providing insights about self-growth are the Profile of a Quality Learner (Nancarrow, 2007), Personal Development Methodology (Leise, 2007b), and Performance Levels for Learner and Self-growers (Myrvaagnes, 2007).

During the same 25 years, Pacific Crest has continuously refined its approach to learning to learn and has now facilitated more than 70 of these experiences with approximately 3,500 students (Apple et al., 2015). During these years, many risk factors were discovered that these learning to learn experiences continued to address (Horton, 2015). To better address these risk factors, an analytical rubric was developed to measure the progress towards becoming a quality collegiate learner (Pacific Crest, 2015). As a result of these efforts and experiences in developing the face-to-face Learning to Learn Camp experiences into the online Academic Recovery Course (Pacific Crest, 2017), The Professional’s Guide to Self-Growth (Apple et al., 2018) was published to address these risk factors. The book was developed using the students’ self-growth papers produced by students in the online course (Ellis et al., 2019). This guide was a way to provide professionals a similar opportunity to achieve, through self-mentoring, the same impressive outcomes of mitigating risk factors by developing new capabilities. 

During 2018, the Academy of Process Educators created a professional learning community comprised of 30 members of higher education faculty and staff. The purpose of this community was to learn to intentionally develop self-growth capability using The Professional’s Guide to Self-Growth. As the community members applied themselves, informational gaps became obvious. As we worked to fill those gaps, we were able to identify steps that had been missing in the concept of self-growth as a process. The key step that had been missing was the creation of a life vision, including values, needs, raised expectations, how one defines a QoL (its characteristics and broad criteria), and self-analysis. But going from developing a life vision to realizing that vision requires something more: a life plan supported by life coaching (Harms, 2007).

Implementing a life plan and achieving higher quality is made relatively straightforward by identifying specific performances in one’s life and systematically targeting them for improvement. We created resources to support this process and the self-growth community began to use them in Spring 2019. With the full self-growth process now identified, we
formalized it as the Self-Growth Methodology — a stepwise approach to developing self-growth capability (Jain et al., 2019). Even as the community members were experiencing the rewards of increased self-growth, keeping current with the self-growth community became an almost overwhelming challenge. Between the necessary time spent working with a mentor, attending to the improvement of specific performances, and simply trying to maintain constant focus on self-growth in one’s daily, ongoing life, community members were feeling drained.

Simultaneous with the self-growth community’s work, research on the Classification of Learning
Skills produced an expansion of 253 new learning skills and a new domain, Assessment and Evaluation of Quality (Leise et al., 2019). Learning skills in this domain are easily applied to increasing one’s quality of life and its performances. Additionally, subsets of growth skills (40 skills) and self-growth skills (37 skills) were identified and recognized as particularly useful in supporting the Methodology for Performance Development and the Self-Growth Methodology. 

Research conducted on the results of the Academic Recovery Course held at the University of Indianapolis in May 2019 showed that the students’ 40 growth skills improved significantly (as measured by an analytical rubric), but the students’ 37 self-growth skills showed almost no improvement (Apple et al., 2021). We were able to see and measure the deficit and now knew what skills could be explicitly targeted to help faculty and students achieve improved self-growth.

The Process Education Conferences in 2019 and 2020 along with the International Journal of Process Education had a significant focus on growth and self-growth. This collective interest in Self-growth development has resulted in two additional years of the Self-growth Community (2019/2020 and 2020/2021) and two Self-growth Institutes (2019 and 2020) (Apple et al., 2019; Ulbrich, 2020).
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Evolution of the Self-Growth Construct  
In the early 1990’s, a community of practice focused on developing stronger learners. This community established the early ideas around self-growth through their annual Problem Solving Across the Curriculum Conference (Kramer & Beery, 1990). The idea that everyone can learn to learn (Arah and Apple, 1993) was central to the annual themes of their conference. A major practice in creating stronger learners was self-assessment (Apple et al., 1992).  Self-assessment is the practice of assessing one’s own performance with the intent in improving that performance. Since faculty cannot change their students’ performance, they must get students to improve their own performance in learning. The focus of this improvement was often a set of identified learning skills (Apple et al., 1992). The students would be guided to focus each self-assessment on only a few of these learning skills. The faculty would then assess the self-assessments, so students improved their self-assessments (Anderson & Watson, 2007). The initial belief about the self-growth construct was that learning performance could be increased in specific learning skills given the following conditions: if someone got stronger in self-assessment, narrowed the focus on specific learning skills, and could self-mentor these improvements. 
In the late 1990’s, faculty started to assume an additional role of mentoring defined as the facilitation of growth, i.e., learning skills (Pacific Crest, 2003). Mentors learned how to do constructive intervention (Duncan, 1999) to increase students effective use of these learning skills. The skill set mentors developed to do constructive interventions (Leise & Smith, 2007; Smith & Leise, 2007) is the same skills that students need to develop for their own self-mentoring (Knowles, 1995). A Classification of Learning Skills document was published in 1997 to make it easier for mentors to facilitate their students’ development (Smith, 2007a & 2007b) of specific learning skills (Apple, 1997a). In the same document, a scale of learners’ performance levels (trained, learned, learners, enhanced learners, and self-growers) was developed to help students elevate their level of learner capability. A profile of a self-grower was published in Foundations of Problem Solving (Myrvaagnes, 1997), a required first-year problem-solving course to elevate learners towards the level of self-grower. 
After the turn of the century, this community of practice discovered that if students used an assessment system designed for specific improvement in an area, that area would improve. For example, the Learning Assessment Journal 3rd Edition (Apple, 2000) was designed for and effective in improving students’ self-assessment and reflection skills.  This effort in building self-growth capability was enhanced by integrating performance criteria into activities so the quality of learning could be measured and assessed including SII-assessment (Wasserman & Beyerlein, 2007). This measurement was enhanced by the integration of performance measures (Apple & Krumsieg, 2002). Shortly thereafter, the Life Vision Portfolio was published to help students develop their life vision and a supporting life plan (Mettauer, 2002). Using these tools, students became more invested in their own self-growth and engaged in the assessment process to contribute to their own growth using a Book of Measures (Pacific Crest, 2013).  
During the second half of 2000’s, the Process Education community discovered that annual professional development/growth plans were necessary for a continuous focus on growth development (Hurd, 2007a). A shift to a performance mindset was enhanced by the creation of a theory of performance (Elger, 2007). This theory helped to link performance criteria, performance measures, and self-assessment to increase the quality of performance (Pacific Crest, 2009). A mindset on improving quality became a shared focus for both students and their mentors when performing learning activities.  
The next 5 years advancement in reflection practice, especially metacognition, strengthened understanding of how one thought, reacted socially, and understood their feelings (Leise, 2010; Pacific Crest, 2011). This advancement helped a person to better understand their own self-concept. The use of the Learning Process Methodology (LPM) (Watts, 2018) was expanded to learning performance (Apple & Ellis, 2015) where the facilitators (Smith & Apple, 2007a) shifted their efforts from just facilitating LPM learning activities to increasing students’ learning performance. With the increasing popularity of Dweck’s growth mindset (2006), additional characteristics for a self-growth mindset were discovered (Apple, et. al., 2013). With the propagation of Learning to Learn Camps, the role of the facilitators of learning shifted to that of coaches of self-growth (Nancarrow, 2013; Apple & Ellis, 2015). 
The last half of 2010’s led to clarifying what makes a quality learner (Apple, Duncan, & Ellis, 2018) and an effective professional (Apple, Ellis, & Leasure, 2018). The use of self-growth communities led to the development of self-growth plans (Hurd, 2007b, Ulbrich, 2020) and the creation of Self-growth Methodology (Jain, et al., 2019). The process of updating the Classification of Learning Skills (Leise, et al., 2019) led to the discovery of Growth and Mentoring skills (Leise, 2020). These growth skills support the Performance Development Methodology (Van Slyke, et al., 2021) and the mentoring skills support the Self-growth Methodology. 
The self-growth community research team has discovered that self-growth coaching and the building of self-growth capability requires a higher level of consciousness than that of growth development (Apple et al., 2021). While many consider self-growth an individual journey, it is often shared with a significant other or can be enhanced within a self-growth community (Ulbrich, 2020). Use of broad criteria and QoL decision making are two major ideas that have been added to enhance this self-growth journey. Broad criteria are a set of performance criteria that one would use to assess their self-growth journey daily, weekly, monthly, and annually. These criteria also are used in QoL decision making, whether they are daily decisions or major life decisions. 
(table before or after the evolution of the self-growth construct)
Self-growth Concepts leading to new Practices for Developing Self-growth Capability to Address Impediments
History of the evolution of self-growth capability development is presented as the evolution of self-growth constructs, additions of new practices, advancements made in the culture, new impediments identified and then matching of practices to mitigate impediments.  

History of Impediments 
	Year
	Self-Growth Concepts
	Practices for Developing Self-growth Capability
	Culture/ Environment 
	Impediment
	Current Strategies to Mitigate Impediments

	1990 - 1994
	· Learn How to Learn
· Self-assessment
· Learning Skills
· Learning as a process
	· Learning Activities
· Improving Learning Performance
· LPM
· Increase amount of assessment
	· Active Learning integrated with            Cooperative Learning
	1. Lack of Learner/life Ownership
2. Assuming Feedback is  Evaluation 
3. Differentiating assessment from evaluation
	· Learner Centered
· Learning Activities 
· Classroom assessment techniques
· Measure student learning

	1995 - 1999
	· Self-Mentoring
· Profile of Self-grower
· Rubric for Self-growth
· CLS 

	· Performance Measures
· Facilitation 
· Methodologies
· Performance Criteria
· 

	· Quality Learning Environment (QLE)
	4. Trapped by negative reinforcement 
5. Perfectionist – Sacrificing quality for productivity
6. Lack of Performance Criteria 
	· QLE
· Performance Criteria
· Setting high expectations
· Provide Assessment

	2000 -2004
	· Designing Assessment Systems
· Life Vision
· Life Plans
· Performance Criteria and measures
	· Accelerator Model 
· Learning Assessment Journal
· Mentoring 
	· Learning Communities

	7. Can’t do won’t do attitude (fixed mindset)
8. Not wanting more out of life 
9. Domination of Evaluation Feedback 
	· Turn evaluation into assessment
· Peer assessment
· LLC
· Life Vision Portfolio

	2005 - 2009
	· Active Growth Plan
· Reflection
· Theory of Performance
· Quality Mindset
	
	· Assessment Initiative
	10. Lack of growth and self-growth plans
11. Being comfortable about being comfortable 
12. Unwilling to Challenge Sub-standard Performance 
	· Create a profile of ideal self
· Growth Plan
· Self-growth Plan
· Set extremely high expectations

	2010 - 2014
	· Metacognition
· Self-growth Mindset
· Self-growth Coaching 
· Performance Development (Learning Performance)
	
	· Transformation of Education

	13. Does not know when to engage in self-assessment or reflection 
14. Lack of being able to measure progress/ growth
15. Not able to project one’s future capability 
	· Assess Self-assessments
· Use a package of reflection tools
· Use performance measures
· 10%-85%-4%-1% model

	2015 - 2019
	· PQCL & Professional Characteristics
· Self-growth Plan
· Self-growth Methodology
· Mentoring & Growth Skills
	Performance Mentoring
	· Transparency Movement
	16. Not valuing your own growth as important as others growth
17. Lack of Performance Descriptions
18. Development and usage of growth and mentoring skills 
	· Role Models
· Strengthen Life Vision
· Publish Performance Descriptions
· Make growth and mentoring skills explicit

	2020 - now
	· Need for self-growth consciousness.
· Shared Journey
· QoL & QoL Decision Making
· Broad Criteria
	Self-growth coaching 
	Self-growth Culture
	19. Inability to be in the moment 
20. Inability to generalize performance development
21. One’s ought self is more important than one’s ideal self
	· Increase self-growth Consciousness
· Share the components of each capabilities
· MPD
· Developed Self-growth Plans and share
· Develop you personal profile of Ideal Self



Changes in Culture for Self-growth
1990-1994
This was the beginning of creating a more growth-oriented learning environment. The major ingredient at that time was the understanding that activities and active learning (Bonwell & Eison, 1991) was much more conducive to developing transferable learning skills than other current practices. Students were placed in teams where instructors used cooperative learning techniques to increase the effectiveness of team learning (Apple et al., 2016a). To make this new learning environment work effectively, these faculty used facilitation techniques (Apple et al., 2016d) along with integrating many assessment practices.
1995-1999
This initial effort to improve the learning environment was refined with the methodology to create a Quality Learning Environment. Using this methodology with a new group of learners, instructors began the process by believing in the potential of their students with minimal pre-judgement. They obtain a strong shared commitment for mutual success. They created a supportive learning environment for risk-taking and emphasized this by letting learners fail (not rescuing them). Then and only then were these instructors able to set exceedingly high expectations (Smith, 2007c). With these expectations came clear performance criteria so expectations became explicit to the students. An important aspect of this learning environment, once high expectations are set, is to let the students fail (do not rescue them), since it is how they can become successful on their own merits (Hadley, 2007). The students’ efforts were then supported with ongoing assessment and timely feedback. Through reflection, students documented their growth. As growth was achieved, then these instructors raised the bar again providing a challenging and growth environment that built trust and respect within this learning community (Apple et al., 2016e). 
2000 - 2004 
Learning Communities became more popular as the discovery that a community extended the power of learning teams, especially when these learning communities had a focus on shared goals and values (Apple et al., 2016f). This was enhanced by the Learning College movement that focused on learning centered and learner centered environments. The Learning College principles led to new focus on the faculty role in producing growth opportunities and the development of 21st century learning skills (Armstrong & Holmes, 2007). The faculty added mentoring capabilities to their skill set (Leise, 2007c; McGlynn, 2014) to address identified learner needs (Minderhout, 2007).
2005 – 2009
This era in Higher Education began an intensive effort in assessment that focused on continuous quality improvement and transparency. The accreditation process started an AQIP program in HLC and the QEP process in SACS.  The classroom assessment techniques had become more common and the idea of program assessment that focused on course assessments leading to effective program improvement became an initiative in every college (Utschig, 2007). The idea that the learning environment, if focused on increasing student learning and success, would produce better student learning outcomes (Apple et al., 2016g). This environment was clarified in a 2009 research article on process education (Burke et al.) that explored this development and projected its future. 
2010 – 2014
Research in Process Education produced the Transformation of Education, a framework describing the cultural shift from a traditional environment to a growth environment. These 14 aspects of cultural shift built upon the original discoveries of level of challenge from enabling to empowering, of cognitive complexity from memorizing to problem solving, of control from faculty centered to learner centered, of feedback from evaluation to assessment, of delivery from presentation to active learning, and of social orientation from individual to community.  Additional aspects were discovered that helped clarify the cultural shift to a desired growth-oriented learning environment.  These additional eight aspects included design from rigid to flexible, efficacy from doubt to conviction, of measurement from subjective to objective, ownership from being directed to being self-directed, relationship from being emotionally distant to emotionally invested, scope of learning from situational understanding to being interdisciplinary, self-awareness from being focused on doing what is asked to a focus on self-growth, transparency from being private to being public (Hintze et al., 2011). An illustration of how a college moved in this direction by shifting students’ mindsets with an orientation course based on process education is discussed by Jones & Kilgore (2012). During this time, organizations themselves began to become interested in learning and growth as an intentionally developmental organization (Keegan & Lahey, 2016). 

 2015 – 2019
Higher Education experienced another cultural shift towards greater transparency.  Pressures from government and accreditation agencies forced colleges to start publishing key indicators of their students’ academic success. It became mandatory for colleges to comply with these pressures to inform Department of Education of these success rates. These success rates were published in magazines, internet sites, and even on the home pages of the colleges themselves. The first-year retention rates and 4-year and 6-year graduation rates became norms for all 4-year colleges as well as 2-year and 3-year graduation rates for 2-year colleges. This initiated student success movements throughout higher education. The financial aid was tied to success data and economic pressures caused a success culture to become a more critical aspect of what colleges strived for. In analyzing the impact culture has on student mindsets, it was discovered that institutional values, faculty mindsets, and teaching/learning practices influence student mindsets and their level of success (Apple et al., 2018; Wenner et al., 2019). A critical change in the relationship between educator and student, where the educator respects the potential of the students, must occur where the educator accepts a significant responsibility for helping the student to become a better version of themselves (Hintze et al., 2015). 
2020 – present
The Academy of Process Educators has focused on the conditions of what a self-growth culture should represent. During the last three years, the self-growth community and PE conferences have found that explicit development of growth capability and self-growth capability through performance development and self-growth coaching needs to be at the core of the educational enterprise. Self-growth consciousness must be raised by formalizing growth and self-growth plans with designed assessment systems personalized to meet individualized QoL frameworks. Instructors focus on shifting the responsibility for creating growth experiences and expanding them into self-growth experiences to their students by raising their students’ consciousness so they can create their own self-growth experiences (Apple et al., 2021).  
Mitigating Practices to Address Impediments to Self-growth

Table 1 summarizes the Process Education community’s advancement in Self-growth expertise by increasing the knowledge of self-growth construct, expanding their practices of self-growth development, and discovering new ways to enrich a self-growth culture. Unfortunately, at the same time, many additional impediments were discovered as these advancements were made. This section addresses each impediment from the table and applies self-growth expertise so these impediments can be effectively addressed (Sweeney et al., 2018). 

A major hurdle in self-growth development is often a lack of ownership, starting with lack of learner ownership and extending to life ownership. This impediment can be addressed by creating learning experiences which shift responsibility of learning from instructors to students. These activities can be more meaningful if students develop a life vision portfolio (Mettauer, 2002) to analyze past life experiences, project future goals, and develop plans to achieve their life vision. When students assess their performance, they gain insights about themselves, see how they can improve themselves, and thus take on greater ownership of learning, performance, and growth (Apple et al., 2013).
A major common human characteristic is assuming feedback is evaluation and thus when providing feedback for themselves, self-evaluation is their consistent choice. An important mindset shift is to transform one’s energy and self-evaluation efforts into self-assessment. One can identify and recruit performance mentors to help them interpret evaluative feedback as assessment so that this mindset shift occurs (Jensen, 2007). Most of all, if one can become less judgmental in general, this mindset shift becomes easier. 

Inability to differentiate assessment from evaluation will discount assessment feedback for improvement because the evaluation perspective will dominate. A person can look at the feedback they are receiving and ask why is this person giving the feedback? Is this feedback judging the quality of what was produced or is it intended to help improve what was produced (Apple et al., 2016h)?  Did they two parties spend time in figuring out what was desired from the feedback or was the process designed to meet the needs of the evaluators (Baehr, 2007).  In reporting their feedback, did they provide ways to elevate the performance on specific scales or did they just set and use standards to judge quality.
When an individual is consistently told by others that they cannot do something, they begin to believe they cannot do that something and are trapped by negative reinforcement. A first approach is to believe in the person, till that person begins to believe in themselves (Smith & Apple, 2007b). The next approach is to provide growth challenges in areas of concern to illustrate that growth can be achieved. Also, strengthening self-assessment skills reduces the self-evaluation that has been conditioned by this negative reinforcement (Apple et al., 2016i). 
A perfectionist has difficulty with three competing goals: time, money, and quality. They are willing to invest greater amounts of time and money because they do not want to sacrifice quality for productivity.  One mitigating approach is to focus on increasing productivity by decreasing available time and resources while maintaining same standards forcing an increase in growth to meet this new challenge. Additionally, by allocating a small amount of time to assess and improve quality, one can increase quality without sacrificing productivity (El-Sayed et al., 2020). Performance measures can be integrated to determine level of quality as objectively as quantitative measures determine productivity (Apple & Krumsieg, 2002). 
When there is a lack of performance criteria, it is difficult to integrate of performance improvement and measurement of quality in support of self-growth. It is important first to develop a performance description that will help all interested parties identify performers’ characteristics important for performance improvement (Nelson et al., 2020). With each performance description, develop the performance criteria for that performance area (Utschig, 2007). The final approach is to use the Methodology for Performance Development that integrates, in step 6, the establishment of performance criteria to drive performance improvement (Van Slyke et al., 2021).  
A compilation of life experiences leaves many individuals with a “Can’t do Attitude” because they have been convinced that future efforts will only lead to additional failures. First challenge is to have these individuals explore and analyze their past failures, process their experiences with an assessment mindset, and have a mentor perform constructive interventions to develop action plans that transform these past failures into future successes. More importantly, stop the very destructive behavior of self-evaluating, and replace it with self-assessing, a most empowering process (Dejarlais & Smith, 2013). A performance mentor can help to bring in objectivity and change this Can’t do Attitude by helping performance improve more than ever previously demonstrated (Apple & Krumsieg, 2009). 

Many people self-limit themselves and their life by not desiring or wanting more out of their life. The best way to raise life’s expectations is to imagine and visualize current dream/goals multiplied by 10 by describing what one’s life would look like down the road (Jain et al., 2020).  Then multiply this new image again by 10. Then one looks for where they must improve their capabilities by at least five-fold to realize these new expectations. One resets five life goals that were perceived as impossible five years ago, and now perceived as doable.  
Domination of evaluation feedback makes most people self-evaluators, thus shifting their focus on the past rather than on their future growth. One can use a self-growth coach to help them process evaluation as an assessment opportunity (Apple et al., 2021). Have the person take time to validate that transforming evaluation into assessment produces the intended value (Watson, 2007). One can reduce the emotional impact of evaluation by practicing self-assessment regularly thus reducing their own self-evaluation tendencies (Apple et al., 2016i).
A common impediment to self-growth is the lack of growth and self-growth plans. The first step is to systematically think through the upcoming year to initiate the creation of an annual growth plan (Hurd et al., 2021). Once the growth plan is in place, create an annual self-growth plan to strengthen the implementation and results of your growth plan (Apple et al., 2021).  The execution of future plans can be enhanced by producing an annual assessment report of this year’s execution of growth and self-growth plans (Parmley & Apple, 2007). 

Being too comfortable with being comfortable makes it extremely hard to step outside a comfort zone, and it is outside the comfort zone where growth occurs. A metacognitive skill can be developed so one can recognize when they are not outside their comfort zone because being in a comfort zone will limit growth (Morgan & Apple, 2007). A quality mindset can be built to consistently raise the bar for the level of quality desired, which pushes one outside their comfort zone (El-Sayed et al., 2020). Additionally, a challenge can be increased by adding another responsibility to what one is already committed to. The only way to be successful in producing expected quality with this additional time pressure on current performance is to increase capability. 
Inability to directly confront substandard performance in self or others leads to a passive aggressive approach of undermining specific aspects of the performance since almost everyone is unwilling to challenge a sub-standard performance. Point out diplomatically the issue directly when one observes a low performance so it can be improved instead of letting its destructive force take hold. Offer feedback to provide productive and honest assessment feedback to improve performance and add value. Do not let disappointment creep into tone and words of one’s feedback on performance.  DIMENT ENT
After an experience is completed, one does not know whether to engage in self-assessment or reflection.  Almost every time one receives a great or poor evaluation, it should trigger a reflection and after it is processed, this evaluation should then be transformed into an assessment (Watson, 2007). When something causes significant confusion, a reflection will provide insights of how to bring greater meaning from this confusion. One can reflect when seeking greater metacognition, focusing on your thinking, social reactions, and emotions (Dejarlais & Smith, 2011). Self-assessment is most opportune when a performance is desired to be improved (Apple et al., 2016i)
The self-growth journey is a marathon, not a sprint, and thus the inability to measure progress/growth overtime causes many individuals to lose their enthusiasm, energy, and motivation towards self-growth. There are many performance measures (Apple et al., 2016j) that can be used to track progress on one’s growth journey and should be measured frequently. Another usage of an annual assessment report, especially its qualitative analysis, helps one to discover additional growth and accomplishments that quantitative measures may not capture. Having life goals and life milestones help to track progress on one’s self-growth journey and bring additional meaning to life that motivates future growth efforts (Jain et al., 2020).  
One’s self-growth mindset and desired development of capabilities are severely limited if one is not able to project one’s future capability. The analysis of role models, their capabilities, and accomplishments help one to project capabilities they want to develop.  If possible, interview and ask them how much growth they have produced across their lifetime. One uses a one-to-two-year horizon to measure one’s own growth and from this increased awareness, plans the next developmental leap forward in capability. 

Often a person invests in others rather than in themselves because they do not value their own growth as much as valuing the growth of others.  Lack of self-worth comes from a belief that others are more valuable than themselves. A key to valuing oneself is to realize that one can only love others as much as one learns to love themself.  Then it is important for them to ask, is there anyone else that is better able to sit in the driver’s seat of their life than themself (Mettauer, 2002). By taking the time to invest in oneself, one will be able to do much more for others in the future. 
Growth is a targeted process and with an unclear target for performance development, i.e., a lack of a performance description, time is spent guessing what needs to be improved. Therefore, the first step is to write a performance description for each area of performance that one desires to improve (Nelson et al., 2020). This performance description can then be improved by asking experts in the field to assess the performance description. With this performance description, one can even better clarify the target by writing performance criteria for each performance description (Utschig & Apple, 2009). 
A recent discovery, mentoring and growth skills, are underdeveloped and are critical for self-growth. These 78 learning skills got created during the last research effort on the Classification of Learning Skills (Leise et al.,2019). The growth skills are linked to the Methodology for Performance Development (Van Slyke et al., 2021) and growth capability (Hurd et al., 2021) while the mentoring skills are linked to the Self-growth Methodology (Jain et al., 2020) and self-growth capability (Apple et al., 2021). 
The inability to be in the moment, a lack of mindfulness, is the lack of being able to bring all aspects of oneself to the current session and achieve the desired meaning or results. Preparation for the moment provides a higher potential level of engaged intensity with the idea that you can only do the best you can do (Apple et al., 2013). If one can constantly ask themself what they can do to improve what is going on, they will be more effectively in the moment. Probably the most important technique is to keep the camera running on one’s performance so one can see themself more clearly and develop insights on the implications of who they are in the moment (Apple et al.,2021).  
Performance improvement in different areas of life is constrained by one’s inability to generalize performance development. As with any process, learning and internalizing that process through its methodology helps one to generalize the use of that process. One can generalize performance development by analyzing the model, Learning by Performance (Leasure et al., 2019), and the steps of the Methodology for Performance Development with their mapped growth skills (Van Slyke et al., 2021). These growth skills can be incorporated into a risk factor analysis to determine which professional characteristics to be strengthened during the performance development to mitigate these risk factors (Apple et al., 2018). Every performance development process has two common elements, performance descriptions (Nelson et al., 2020) and performance criteria (Utschig, 2007), that will enhance the performance development capabilities of the performer and their mentor. 
While increasing growth capability is very empowering, it has one potential negative feeling, that is, a fear of growing “away from” or “beyond” your significant other. This feeling can be addressed by incorporating your significant other into one’s growth and self-growth plans (Apple et. al., 2021) and share that journey with the significant other. Another practice is to share the rewards of increased growth with family, friends, and community members where they see that they have been acknowledged in helping one towards their successes. By mentoring and coaching others, one can help bring others along on their own self-growth journey. 
Self-growth is impeded when one’s ought self is more important than one’s ideal self. Using the first stage of the Self-growth Methodology (Jain et al., 2020), the self-knowledge produced and one’s conviction of their life vision is strengthened and one is in a better position to manage the influences of the ought self. Growth and self-growth plans provide many strategies to address the ought self influences. The use of performance mentors and self-growth coaches helps one to stay true to self and make conscious those ought self influences and more appropriately and effectively deal with these influences. 
IMPEDIMENT IMENT 
IMPEDIMENT 
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