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PE Theory of Aggregated Hierarchy: The Four Roles

Self-growth is characterized not only by distinctive learning skills but by different kinds of phenomenological awareness and consciousness. The following list defines the characterizing actions and attributes for each of these levels of mastery. The roles must be worked out for each purpose one sets. The inference is therefore that higher role purposes require solid accomplishments and consciousness for that specific purpose. More generalized capabilities become possible as one consciously utilizes learning moments, growth experiences, and self-growth opportunities.

The description of the four roles follows.
Knowers: Knowledge is constructed by using the learning process. Knowledge and self-knowledge are part of who each person is and who they want to be. However, while many equate growth with knowing, this is limiting because performing is more than knowing. 
Learners: Learning to Learn is the ability to expand and strengthen learning skills so they can be used in other learning challenges to increase learning performances. The learning skills are a critical component of performance; as the learning skills improve, so will every life performance area. 
Growers: Growth is empowerment of individuals through an increase of capabilities that allow them to take on the challenges of improving their own learning skills, life performances, and quality of life. 
Self-growers: Self-growth capability is increased by taking charge of personal growth to consciously add new, more advanced, and higher-value growth and mentoring skills to one’s life repertoire.

Self-reflection is a well-documented means for learning about oneself as a human agent in conscious charge of motivation, values, and life pursuits (Bandura, 2001)*. It is essential, for example, to learning about oneself and how one relates to others and the world as personally experienced. Among the challenges to effective reflection is the limited reliability of memories of specific experiences. It is proposed that growth in reflection writing and sharing can go a long way in overcoming sources of bias about what happened and why. Imagining the future is also essential for reflection to have effects on growth and self-growth. 
*Bandura, A. (2001). Social cognitive theory: An agent perspective. Annual Review of Psychology, (52), 1-26.

Desjarlais and Smith (2011) and Leise (2010) provide background theory and practice suggestions for the reflection process. New practices and scholarship within the PE framework have moved the aims of PE to the development of growth and self-growth capabilities—several papers are in process. This opens PE to complementary personal development insights from other perspectives such as Morita Therapy/Constructive Living and Naikan reflection practices (Reynolds,1995). Because self-growth is based on an assumption of personal movement beyond performance (growth) capabilities, it is important to consider ideals that represent the ultimate practices and qualities that each person wishes to incorporate into life. The “Six-Step Reflection Guide” presented is a variation on the PE Reflection Methodology in Desjarlais and Smith’s paper. A worked-out example in the following section uses the six step reflection model at each of the four role levels to illustrate why and how a hierarchy exists.

Desjarlais M., & Smith, P. (2011) A Comparative Analysis of Reflection and Self-Assessment. International Journal of Process Education, 3(1), 3-18.
Leise, C. (2010). Improving quality of reflecting on performance. International Journal of Process Education, 2(1), 65-74.
Reynolds, D. K. (1995). A handbook of Constructive Living. NY: William Morrow and Company, Inc.

Six-Step Reflection Guide
(Variation of PE Reflection Methodology)

Describe a performance or experience to reflect on (following action and assessment).
Identify a source of guidance for the performance or experience, e.g., a key step in the LPM, PDM, or SGM.
Identify a hypothesis about a need for improvement--an issue or problem, e.g., "I must move beyond rote learning of this knowledge.”
Specify the ideal criterion one has in mind for the performance or experience, e.g., "My new level of consciousness must capture the potential for a higher quality outcome.”
Identify growth or mentoring learning skills to develop, e.g., “Seeing Prompts that existed in the situation increased my consciousness of a growth opportunity to pursue.” or “Identifying New Qualities for my responses in a situation improved my self-growth by connecting an opportunity to my ideal self-concept.” 
State an insight about the value of generalizing use of ideal criteria to other performances or experiences. 

Abbreviated Version:
Six-Step Reflection Guide
(
 Describe a situation that lacks “closure”

 Identify a source of guidance for analysis, e.g a methodology

 Hypothesize what the issue or problem of concern is

 Suggest an ideal criterion related to the role level that fits the context

 Focus on a few growth or mentoring skills 

 Generalize the ideal criterion to other performances or experiences. 



Cy’s Example of Guided Reflection for the Four PE Roles

The following extended example models my use of the six-step reflection guide used in this conference session. There is much that I have forgotten but preparing reflection statements for my knowing, learning, growing, and self-growth have brought back many details that I may not have been aware of at the time. The points to keep in mind is that distinctive details go with each of the roles and bringing the experiences to consciousness is the only way to make them useful for one’s future development in all four roles.

In the 1990s, after learning about PE, I committed myself to writing a better textbook for the introductory psychology course. At the time, I was unaware of the four “roles” (knower, learner, grower, self-grower) and what it feels like to be conscious of mindsets (beliefs/assumptions) and learning skills needed to move forward efficiently. Although the following four reflections highlight my experiences in each of the four roles, in reality there were many points of overlap as I gradually discovered how to operate in each role as I designed and implemented up my course. (It was successful and was published from 1999 to 2006 by Pacific Crest with the title “Introductory Applications of Psychology: A Set of Process Activities.”)

An Example of Reflection by a “Knower”

Describe a performance or experience to reflect on.
The traditional psychology textbook in the 1990s was a presentation of the best knowledge in the field in all of its sub disciplines. I planned a set of designed learning activities that would capture important knowledge while also organizing the whole around SSI self-assessments and individual learning reports.
  
Identify a source of guidance for the performance or experience, e.g., a key step in the LPM, PDM, or SGM.
I focused initially on the instructional design of the activities—and gradually developed themes and the larger structures needed to integrate the course so fairly clear outcomes would be achieved. The Learning Process Methodology (LPM) helped especially with assessment of my progress. Dan’s mentoring was essential for increasing my consciousness of the issues I needed to address in my design and writing.

Identify a need for improvement--an issue or problem, e.g., "I must move beyond rote learning of this knowledge.”
Initially, my way of representing knowledge without much consideration of learner needs resulted in overly intellectualized language. With iterations of revision of my activities I learned to seek out a key learning issue that seemed to be at the heart of each major concept.

Identify a learning skill to use for this change, e.g., Seeing Prompts provided by self-observation or by a mentor put the change method into my consciousness.
At the beginning of my work on the textbook I did not fully realize how to select and amplify learning skills essential for each instructional activity or for the whole.

Specify the ideal criterion one has in mind for the performance, e.g., "My new understanding must be relevant to the outcome I have in mind.”
My ideal criterion, eventually, was to create a representative set of instructional activities that would result in active learning through use of cooperative learning principles that were being emphasized in Teaching Institutes and PE materials at the time.

State an insight for how to generalize use of this ideal criterion to other performances. 
While I worked mainly in a knower role it was difficult to generalize my ideal criterion of producing “active learners,” although I did write and present on active learning which increased my educational insights about the learning process and desired outcomes.

An example of Reflection by a “Learner”

Describe a performance or experience to reflect on.
The traditional psychology textbook in the 1990s was a presentation of the best knowledge in the field in all of its sub disciplines. As a “knower” I planned a set of designed learning activities that would capture important knowledge while also organizing the whole around SSI self-assessments and individual learning reports. I included new features to the textbook as I became more conscious of the distinction between a knower and a learner (meaning L2L).
  
Identify a source of guidance for the performance or experience, e.g., a key step in the LPM, PDM, or SGM.
In addition to instructional design specifications and criteria, I started to focus more on what opportunities for assessment I was embedding into the course. The LPM was a framework for all parts of my designed activities including reading, critical thinking, teamwork, assessment, and reflection.

Identify a need for improvement--an issue or problem, e.g., "I must move beyond rote learning of this knowledge.”
The most important need for improvement after I made my discipline language more accessible was to create opportunities for my students to build a sense of ownership about the knowledge. I worked on clarifying this goal in all parts of the activities and by focusing on teamwork skills as a way of helping each other in gaining the most they could from the course.

Identify a learning skill to use for this change, e.g., Seeing Prompts provided by self-observation or by a mentor put the change method into my consciousness.
At the beginning of my work on the textbook I did not fully realize how to select and amplify learning skills essential for each instructional activity or for the whole. Except for teamwork skills and assessment skills I continued to struggle with connecting specific learning skills to each activity and to the course in general as part of a student’s education.

Specify the ideal criterion one has in mind for the performance, e.g., "My new understanding must be relevant to the outcome I have in mind.”
I started with the ideal criterion of producing active learning by knowers working together to cooperatively help each other but reporting out individually. For the introductory level, I still believe cooperative learning is a better fit than collaborative, i.e., one outcome for the team.
My ideal criterion, based on my understanding at the time of the learner role, was to integrate the course around the LPM.

State an insight for how to generalize use of this ideal criterion to other performances. 
Although it was productive to focus on the LPM to integrate my textbook activities, increasingly it became apparent that specific learning skills needed to be addressed by each activity. At this point I was aware of but not yet fully applying a “growth” mindset.

An example of Reflection by a “Grower”

Describe a performance or experience to reflect on.
The traditional psychology textbook in the 1990s was a presentation of the best knowledge in the field in all of its sub disciplines. As a “knower” I planned a set of designed learning activities that would capture important knowledge while also organizing the whole around SSI self-assessments and individual learning reports. I included new features to the textbook as I became more conscious of the distinction between a knower and a learner (meaning L2L). Over time, I became aware of the importance of working on my own growth as an educator.
  
Identify a source of guidance for the performance or experience, e.g., a key step in the LPM, PDM, or SGM.
As a developing “grower,” I continued to improve my instructional design skills and to integrate the LPM as a framework for my activity textbook. The Methodology for Performance Development (MPD) and the recent PE scholarship on the distinctions between the four roles have clarified why learning skills are a critical element in growth—as well as for  knowing and learning. Most significantly, the recent identification of 40 growth skills from the 2019 revision of the Classification of Learning Skills (CLS) would have been extremely helpful for speeding my transition from learner to grower.

Identify a need for improvement--an issue or problem, e.g., "I must move beyond rote learning of this knowledge.”
The most important need for improvement after I made my discipline language more accessible was to create opportunities for my students to build a sense of ownership about the knowledge. I worked on clarifying this goal in all parts of the activities and by focusing on teamwork skills as a way of helping each other in gaining the most they could from the course.

Identify a learning skill to use for this change, e.g., Seeing Prompts provided by self-observation or by a mentor put the change method into my consciousness.
At the beginning of my work on the textbook I did not fully realize how to select and amplify learning skills essential for each instructional activity or for the whole. Defining Performance Characteristics, for example, is a growth skill (from the set of 40) that I now need to apply holistically to my course design and I need to improve my Use of Summative Assessment to make innovations that will improve opportunities to create new capabilities as a major part of course outcomes. Importantly, note that I have focused on my own growth here; it is equally important to focus on designing opportunities for learners to “own” such skills for themselves.

Specify the ideal criterion one has in mind for the performance, e.g., "My new understanding must be relevant to the outcome I have in mind.”
As a grower, I had the ideal criterion of producing active learning; as a learner, I planned ways to integrate the LPM. My ideal criterion as a grower is to create opportunities for student growth created by challenging quality of each specific performance.

State an insight for how to generalize use of this ideal criterion to other performances. 
The availability of the set of 40 growth skills from the 2019 CLS provides a major tool for incorporating growth experiences into instructional work so students also begin to experience growth as a conscious aim.

An example of Reflection by a “Self-Grower”

Describe a performance or experience to reflect on.
One of my long-term projects, an innovative text for introduction to psychology, led to my growth as a knower (critical thinking and cooperative team learning of concepts), learner (use of the LPM to increase integration of all activities), and grower (integration of learning skills). Becoming an independent self-mentor came later from various opportunities that challenged me to expand my capabilities into the affective and quality domains of the 2019 CLS.
  
Identify a source of guidance for the performance or experience, e.g., a key step in the LPM, PDM, or SGM.
As a developing “grower,” I have focused on improving use of the Methodology for Performance Development (MPD) and the recent PE scholarship on the distinctions between the four roles. It is clear that knowing, learning, and growth must occur for each self-growth opportunity. Most significantly, the recent identification of 38 “mentoring” skills from the 2019 revision of the Classification of Learning Skills (CLS) has guided my assessment of affective skills, especially dealing with feelings when feedback seems “negative” but actually is realistic. Transforming these is where self-growth is most likely.

Identify a need for improvement--an issue or problem, e.g., "I must move beyond rote learning of this knowledge.”
Dweck (2017) suggests processing of experiences by analyzing BEATs (belief, emotion, action tendency). Developmental movement at all four role levels requires full awareness of both positive and negative BEATs that make up one’s current mindset about an experience. Growth occurred when I realized, as I designed and implemented my psychology text, that I believed too much in the importance of using standard psychology language. Self-growth occurred when I stepped back to write criteria that are more universal, e.g., there are themes and broad criteria for everything. My belief changed; my emotion changed; my actions became self-determined. 

Identify a learning skill to use for this change, e.g., Seeing Prompts provided by self-observation or by a mentor put the change method into my consciousness.
Maintaining Objectivity is a “mentoring skill” that is especially important for self-growth. A set of 38 learning skills make up the set called mentoring skills. Self-growth capability requires using these skills to self-mentor. How can I become more objective? By Self-Monitoring my BEATS (see # 3 just above) it has become possible to assess my responses, to select out those that are positive and effective, and, most importantly, create BEATs that match up with my ideals and aspirations as life opportunities occur and provide the possibility of making wise decisions for capability development important to my identity.

Specify the ideal criterion one has in mind for the performance, e.g., "My new understanding must be relevant to the outcome I have in mind.”
Using guidance from the SGM, I have established a set of broad criteria that are quality benchmarks for life as I want to live it. These reflect my philosophy of living, including a holistic perspective that guides how I interpret my emotional responses, especially in relationships. One of these broad criteria often becomes an ideal criterion for an experience. My first broad criterion is having respect for others. My self-growth has been in relationship experiences that used to trigger feelings of “resistance”; one new BEAT is characterized by the belief that the other person offers something meaningful, the emotion is calmness, and the action tendency is to listen for growth prompts.

State an insight for how to generalize use of this ideal criterion to other performances. 
Self-growth depends upon recognition that what we believe is always different from reality. This creates the subjectivity that is integral to every action and interaction. The subjectivity of mindsets creates opportunities for applying mentoring skills—the set of 38 skills from the 2019 CLS. Being Nonjudgmental and Being Self-Honest are “mentoring skills” that I work on as part of improving my practical wisdom about living the fullest possible life.
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