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ABSTRACT

The intent of this inquiry was to "re-open” the question "What is professionalism?"
within the context of carcer development by using hermencutic phenomenology, an inductive
inquiry process. The rescarch question subsumed the exploration of the meaning of
professionalism, the cxperience of professionalism, and the development of professionalism.
Data sources included: personal experience; etymological sources; idiomatic phrases;
phenomenological literature; and experiential descriptions of others attained through written
protocols, in depth intervicws with four organizational/career development practitioners and
one validator, and participant observation. The resulting data suggests an ecological view of
professionalism that is systemic and holistic, and portrays such themes as hope, care, and
respect for the spirit of the practitioner as well as the others he or she works with. The
implications of the alternative paradigm of professionalism are applied within the context of
career development.
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CHAPTER [
INTRODUCTION

The Genesis of the Question

What is professionalism? This question guided my rescarch for a year and a hall: It
did not come casily to me. Initially, my intention was 1o create a model of professional
development for practitioners in the arca of carcer development that is my ficld of inerest. |
grew increasingly uncasy with this intention and spent many months reflecting, reading, and
dialoguing with others before I recognized that it was important for me to first question what
the professional is striving 10 develop.

Even onee [ had this insight, the rescarch question took time to develop. It scemingly
had a life of its own -- it emerged and was refined, distorted, forgotten -- then cventually
resurrected. It was only after I put aside my expectations that my research should be linear,
concise, and follow what could be called a traditional research format (aithough what
constitutes traditional rescarch is evolving) that the question truly found its life. In other
words, the question cmerged only when I allowed interest and meaningfulness, rather than a
notion of what I “should” study, to be my selection guide.

Background to the Concept of Professicnalism and
The Need for the Research Question

Concurrent with and following the emergence of the research question [ overviewed
cxisting literature on professionalism. [ soon recegnized that professionalism is an abstract
concept. Trying to gain an understanding of it is, at best, a difficult task. In the last century,
the consideration of professionalism and its rclated concepts has been reflected in the academic
literature in both psychological and sociological writings. As is true of most complex
phenomena, however, there is a lack of clarity in the literature surrounding these concepts.
This is compounded by its close relation to other concepts, such as the professions and
profcssionalization.

The terms profession, professionalization, and professionalism are often used
interchangeably in the litcrature.  Vollmer (1966) was one of the first writers to distinguish
between the terms. The professions are scen to be an “ideal” conceptualization of occupational
institutions based on the occupations of law, medicine, and the ministry. Professionalization is
4 morc dynamic concept, indicating the degree of movement of an occupation toward the ideal
of the professions. Professionalism refers to the ideology and corresponding activities of
practitioners from a variety of occupational groups (that may or may not be considered
professions) whose members desire professional status. R. H. Hall (1968) added an affective
dimension to the concept of professionalism by including “the calling” as one of its defining
characteristics.

That professionalism is a topic worthy of thoughtful consideration is suggested in the
number and diversity of writings in educational psychology and sociology that this concept
underlies. Article topics range from definitional issues (R. H. Hall, 1968; Vollmer, 1966), to
disputes over whether counselling is yet a profession (Feit & Lloyd, 1990; Ritchie, 1900), to
discussions of professional competence (McGaghie, 1991; Meara et al., 1988), to deliberation



of the importance of professional development for individuals (Centra, 1978 Gooch, 1980,
The pursual of the clarity of the concept of professionalism theretore, is not JUStan “ivon
tower™ concern. Ultimately, the success of any occupation depends on its members and their
actions. People’s view of professionalism, even thought they may not be held conse 1ously,
influence their actions with the others they work with and determine the Lypes of governing
organizations they creaic.

In re-opening the question “What is professionalism?™ 1 aimed to increase the ol ey
and further the understanding of this concept. Most writings on professionalism are en:bedded
within the historical context of the “traditional proicssions™ of law, medicine. and the ministry .,
There is litde rescarch on professionalism that explores professionalism outside of this
boundary of tradition, reflects on its meaning, or that is 2zrounded in people’s lite expericnees.
The question “What is professionalism?” aims to meet this gap and invites a deeper
understanding of' this concept. During my continuing reflection on the research question, three
additional questions that reveal the complexity involved in exploring the nature of
professionalism arosc:  What is the meaning of professionalism? What is the experience of
professionalism? What life events contribute to an individual's development of
professionalism? Initially, these questions scemed quite separate, but over time 1 began to see
the relationship between them and incorporated these questions into the rescarch design.

Overview of the Research Method and its Purpose

In the present study, I used a qualitative research method to conduct un in-depth
cxploration ot professionalism. The resulting written description is organized around
significant themes. To approach the question in a way that allowed for a continual opening of
the qucstion -- a questioning of the question, so to speak -- [ used an inductive research
approach based on the hermencutic phenomenological approach described by van Manen
(1990).

Increased understanding of a phenomenon is not necessarily achicved by narrowing
and focusing one’s thoughts. Onc can increase familiarity with the customs of a culture by
immersing onesclf with an exploratory attitude. Similarly, an individual can increase his or
her understanding of professionalism by exploring those things taken-for-granted in this notion.
This exploration may serve to take onc beyond consensual beliefs (in this case, the conceptual
attachment of professionalism to the idcal of the traditional professions) and portray the
concept in a new way. *“The essence of the question is the opening up, and keeping open, of
possibilities” (Gadamer, 1985, p. 266). To fail to do so may result in a premature closing of
the question.

In pragmatic terms, I grounded the research in people’s experiences: | began my
research by asking people to tell me their experiences of professionalism. The rescarch
participants’ descriptions provided the springboard from which I engaged in a process of
thoughtful reflection on the question and organized the date according to thematic structures.
The presentation of professionalism through the exploration of thematic structures provides the
reader a change to “open” and explore the question for him- or hersclf. The purpose of
opening the question is not to provide a linear cause-effect theory by which to control the
world (van Manen, 1990). Rather, its purpose is to allow the reader insight into
professionalism, an opportunity to reflect on the underlying assumptions of this concept, and



chance o reflect on how these assumptions guide and influence his or her work and impacts
those s/he works with. - Potential changes within a reader include: (a) a shift in identity

perception, attitude, or personality (Moustakas, 1900); (b) increased motivation for enhanced
professional conduct: as well as (¢) different ways of interacting with clients and colleagues.

The Underlying Assumptions that Support the Study

Any research is bound by its method; that is, each research method begins with a sct
ol assumptions that influence the rescarch directior and results. The influence of the
philosophical assumptions of both quantitative and qualitative rescarch methods is greatly
debated and fills volumes of litcrature. 1 cannot attempt to describe the nuances ot these
issues in such a short space. I have chosen, therefore to discuss in a general way the
mcthodological issucs that have influenced my rescarch. This brief discussion is organized
according to Bogdan and Biklen's (1992) characieristics of qualitative rescarch:

1. “Qualitative research has the natural setting as the direct source of data and the
researcher is the key instrument” (Bogdan & Biklen, 1992, p. 29).

Qualitative rescarchers recognize that the setting an individual is in influences his or
her behavior. They recognize that context is important to an individual's expericnces
in two ways: (a) by asking research participants to talk about professionalism in the
context of their life experiences, and (b) through participant observation of the research
participants and other individuals in their work/life settings. This type of inquiry
allowed me to study professionalism in its complexity, or to “know the scene” as
Eisner (1991) has said.

As the rescarcher, however, 1 could not suspend my world views: | continually
prejudiced the direction of the work. [ did this, for example, through the construction
of the rescarch questions, by the way I responded to pariicipants, and by what I
sclected as salient to pursue further in our conversaiions or to record in my
obscrvations. Although I utilized measure to increase the “trustworthiness” of my
rescarch (sce Chapter 3), I cannot say that my research presents an *“objective” view of
professionalism. Rather, the perspective of professionalism that I present in this study
is a portrayal of the insights into professionalism that I accumulated by conversing
with participants, reading the literature, and engaging in an ongoing process of
reflection,

t9

“Qualitative rescarch is descriptive™ (Bogdan & Biklen, 1992, p. 30).

Language is important to the qualitative approach as the research results are presented
in written form (rather than numerical statemenis) and often include anecdotal stories.
Part of the success of qualitative description lies in its richness, in its ability to depict
the subtleties of the topic of inquiry. It is limited in a sense by the researcher’s
writing ability and stylistic presentation. In the current study I tried to avoid formal
and theo:etical language and write in a compelling but simple manner in order to
increase others' insight into and undersianding of professionalism.

A distinct yet related point is that qualitative research is also interpretive. Qualitative



rescarch methods vary in the fegree by which they range from descriptive 1o
interpretive. The research in tnis studr can be considered 0 be quite interpretive. By
continually reflecting on the underlyir g meaning of the desenptive stories told )
participants, I attempted to draw the reader into questioning assumptions that we olien
tlake for granted. Thus, there is a ¢c tinual interplay between the conerete and the
abstract, whick incans that my thoughttulness and imegnty as a researcher is essentul
to the integnty and interpretation of the rescarch results,

“Qualitative rescarch is concerned with process rather than simply with the outeomes
or products™ (Begdan & Biklen, 1992, p. 31,

Bogdan and Biklen (1992) have suggested that qualitative resea. oh supports the
entertainment of questions that may be more difficult to addsess through Juantitative
rescarch, for example, how change or development oceurs.  As such, the intent of the
current rescarch was not o arrive at a concretized definition of professionalism, hut to
gain insight into the meaning and development of individuals’ professionalism, |
acquired an understanding of processes that are ditlicult to quantily, such as hope,
care, and the development of integrity.

My research data involved, among other sources, conversations with and observations
of four main rescarch participants and a validator, as well as other carcer development
practitioncrs, and written descriptions from students cnroled in a carcer development
diploma program. The rescarch method was an unfolding process in itself; it was Huid
and emerged as the research progressed. This allowed me to be responsive Lo my
emerging understanding of professionalism.

“Qualitative researchers tend to analyze their data inductively” (Bogdan & Biklen,
1992, p. 31).

In qualitative rescurch, there is not an assumption that the researcher know what the
experiences of others are. That is, the data is not gathered to prove a preconceived
hypothesis. Abstract concepts emerge from the groupings of the concrete particulars.
Exampies of abstract concepts that emerged in the current study were the call to
leamning, ecmbodiment, and improvisation.

“*Meaning’ is of cssential concem to the qualitative approach” (Bogdan & Biklen,
1992, p. 32).

Qualitative reseasch is concemned with identifying people’s expericnees and interpicting
these eiperiences. In this scarch for meaning, qualitative rescarchers attempt to enter
into the worid of their research participants in order to gain an increased understanding
of their perspectives. It is important to realize, however, the difficulty of this task, as
researchers are bound to view the research participant.:’ experiences through their own
perceptual filters. When undertaking the current research study, 1 found I continuall y
needed to question the assumptions that I held, and be willing to reflect on these and
dialogue with others in order to expand my preconceived notions of professionalism.

In qualitative research, the issues of validity and generalizability arc related to the
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creation of meaning. Whether these criteria should be used to judge the worthiness of
qualitative rescarch is a topic for discussion (Smith & Heshusius, 1986). However,
validity of qualitative research is less concerned whether the rescarch results
correspond to what is real than whether there is a resonance to the research data; that
is, if it has the ability to convincingly poniray a possible constructed experience (van
Muanen, 1990). Generalizability in qualitative research is much debated and is
construcd in different ways. Wehlage suggests that “The consumer of the rescarch, not
the author, docs the generalizing....It is up to the consumer to decide what aspects of
the casc apply in ncw contexts™ (cited in Peshkin, 1993, p. 26).

I cannot say that the current rescarch results are “gencralizable” or “valid” in the
natural scicentific meaning of the word. There is a benefit to this, however, in that I do
not want to suggest that there is a definitive system of professionalism that every one
must fotlow. To do so would ignor: the personal in the professional; that is, the
personat scarch that my research participants told me was so important to their
development and unique expression of professionalism. Similarly, this description of
professionalism is not meant to be definitive. Just as the world is dynamic, so are my
thoughts -- cach day I come to new understandings of professionalism. This study can
be no more than a landmark of my current understandings of professionalism, which
will continue 1o transform as I gain new life experiences.

Delimitations: The Parameters of the Study

The study is largely delimited by the research question itself, for it was the question
that guided the dircction of the study, including the research method. My orientation to the
research would have been quite different, for example, if my principal question had been*
What are four persons’ life histories of professionalism?

The sccond factor that delimited the study was the background from which I
approached the question. I came to the research with a prior interest, that of being an aspiring
professional in the helping occupations, with an emphasis in the area of career development. I
could have intcrviewed people from a variety of occupational clusters, including medical
occupations, environmental occupations, and technical occupations. Instead, I chose io embed
the discussion of professionalism within the context of career development.

Interestingly enough, I soon discovered that the context I had selected for my question
was not cntirely an appropriate one: It was difficult for the research participants to limit their
conversations of professionalism to career development. A more appropriate context for a
discussion of professionalism seemed to be the backdrop of the participants’ lives, that is, the
devclopment of professionalism had its roots in such places as the participants’ childhoods and
their first jobs. Their practice of professionalism spanned the various occupations that they
held; our discussions would have been artificially limited had I held the participants to relating
their experiences exclusively within the area of career development. I felt that it was
important, therefore, to present the thematic descriptions of professionalism within the fuller
context of the participants’ lives. I did, however, delimit the research once again in the
discussion scction, where I placed professionalism more exclusively in the context of career
development and related organizational practices.
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The Limitations of the Study

Any attempt 1o posc an organizational structure on one's stream of Consciousness
imposes a sclection process. In reviewing my data, I was at times overwhelmed by the
amount of information that was contained within it. I soon realized that there was cnough
material to writc a substantial book. The resulting description of professionatism, therefore, is
not meant to be all-cncompassing. It is instead a portrayal of some of the essential themes of
professionalism that I glcancd from the data. The description is meant to contribute to the
body of literature by re-opening the question of professionalism by: (a) cxploring
professionalism outside of the traditional theoretical idcal of the occupations such as law and
medicine, and (b) grounding the rescarch in people's experiences.

The second major limitation of the current research study is time. A professor I once
had suggested that an idea is inseparable from its articulation. In this case, what would make
this rescarch stronger would be having more time to re-write and re-write and re-write...the
phenomenological interpretation. Specifically, I would like to re-work the entrance to the
research so that the question is not simply stated, but written in a descriptive manner the
brings the question to life for the reader. Additionally, I would like to incorporate the
literature review into the research interpretation, rather than have it as a distinct chapter. Both
of these revisions would make the research a “stronger piece.”

Overview of the Study
The organization of the research study is as follows:

Chapter 1: Introduction. An introduction to the question and its significance provides the
focus of this chapter. Additionally, I presented the delimitations and limitations of the
research study.

Chapter 2: Review of the Literature. The concept of professionalism is rooted in the
concepts of the professions and professionalization. In order to provide a context for the
discussion of professionalism, I reviewed the literature on these concepts and discussed their
influence.

Chapter 3: Method and Procedures. The method used in this study was an evolving onc.

It did, however, have its roots in the hermeneutic phenomenological approach described by
van Manen (1990). This chapter describes this rescarch approach as a blend of description and
interpretation. To alert the reader to the potential influences of my life experiences on the
research process, I provide an autobiographical reflection. The procedures used to conduct the
research, including the interviews, the creation of meaning through data analysis and
interpretation, and the writing process are discussed. Finally, I present criteria of
trustworthiness by which the current study can be critiqued.

Chapter 4: An Ecological Paradigm of Professionalism.

Chapter 5: Focus: The Practitioner.

Chapter 6: Focus: Intentionality. These three chapters form the hermencutic
phenomenological interpretation of my research. They include a synthesis of researcher’s
descriptions, quotes from related literature, and my interpretation of the meaning of these in



rclation to professionalism.

Chapter 7: Rescarch Discussion. This chapter addresses the contribution of the rescarch, as
well as implications of the rescarch results for professionals in career development.
Implications arc organized according to carcer development assumptions and practices, the
development of professionalism, the organizational structure, and the function of professional
associations. In closing I suggest future rescarch directions for consideration.
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CHAPTER 2
REVIEW OF THE LITERATURE

According to Strauss and Corbin (1990), a review of technical literature holds different
purposcs for quantitative and qualitative rescarchers. Quantitative researchers tend to complete
a comprehensive literature search with the intent of identifying previous rescarch in an area,
delincating important variables, and suggesting relationships among them. Although this
practice is functional for quantitative researchers, it can actually inhibit qualitative rescarchers,
For the latter, whosc purpose is discovery, an exhaustive literature search can potentially
saturale a rescarcher with preconceived categorics, making it difficult to see the data in a way
that allows him or her to creatively give form to research themes.

Thus, my literature review held a different purpose than if the study had been
quantitative in nature. It was, as suggested by Yin (1989), used as “a means to an end and not
as an cnd in itsclf™; that is, it was a process that allowed me to develop a theoretical sensitivity
toward professionalism. Theoretical sensitivity is a term used by Strauss and Corbin (1990) to
describe a rescarcher's familiarity with and insight into the phenomenon being studied. It is
what allows the rescarcher to ask more meaningful questions, to recognize nuances, to separate
what is relevant from that which is not. It is an unfolding process. It develops from the
researcher's personal experience with the phenomenon, reading of both traditional and non-
traditional literature, and ongoing engagement with and analysis of the data.

Not surprisingly, the concept of professionalism is embedded within the
conceptualization of the professions. Because the historical delineation of the professions has
so strongly influcnced our occupational practices even in recent times, I devote much of this
review to the explanation of this perspective. The overall wording and tone of some of the
carlier writings on the professions and related concepts (for example, Greenwood, 1957) set
the backdrop (influenced my theoretical sensitivity) from which I then entered into the
interviews with the research participants ana conducted my interpretation. To begin this
presentation, I define the terms profession, professionalization, and professionalism. I then
discuss cach of these terms more thoroughly, according each concept a section. In the latter
section I present a body of literature that looks at professionalism in a somewhat different light
than the literature that builds on the historical perspective of the professions.

Definitions
Vollmer (1966) was one of the first authors to bring increased precision to the
dcfinitions of the professions and their associated constructs. These definitions have
subscquently been adopted by numerous researchers. According to Vollmer, a profession is:
An “ideal type” of occupational organization which does not exist in reality, but which
provides the model of the form of occupational organization that would result if any
occupational group became completely professionalized. (p. vii)

This use of “profession” is a static one, where an occupation either is or is not a profession.

To overcome the difficulties associated with such an ideal type definition, Vollmer
(1966) used the term professionalization to indicate the movement of an occupation toward the



idcal. Professionalization is:

The dynamic process whereby many occupations can be observed 1o change certain
crucial characteristics in the direction of a ‘profession,’ even though some of these
may noi move very far in this direction. (pp. vii-viii)

Professionalism is defined as a distinct construct, that is:

An ideology and associated activities that can be found in many and diverse
occupational groups where members aspire to professional status....(p. vii})

According to this view, a group may display professionalism, yet have made little progress
toward professionalization.

Professional groups and professionals are defined as:

Associations of colleagues in an occupational context where we observe that a
relatively high degree of professionalization has taken place. “Professionals,” then, are
those who are considered by their collcagues to be members of profcssional groups. (p.
viii)

These definitions can be used to guide the reader's understanding of the literature
reviewed in the following sections.

The Professions

The meaning of the words profession and profcssional vary, depending on the context
in which they are used. People speak of professional versus amateur athletes or refer to
prostitution as “the oldest profession.” There is, however, a large body of theoretical
literature, predominately in the sociological domain, directed at determining what a profession
is. From this perspective, a profession is viewed as an occupational category, typically scen to
be at the upper end of the social stratification system (R. H. Hall, 1975).

Definitions of the professions abound to such an extent that they have been said to
litter the field (Johnson, 1972). “The terms ‘profession' and ‘professionalization’ are virtual
nonconcepts, since there is little consensus about their meaning” (Forsyth & Danisicwicz,
1985, p. 59). Freidson (1970a) suggested that the only common link between the occupations
called professions is the desire for prestige.

There are, however, a few prominent approaches to the theoretical discussions of the
professions and related concepts. Ritzer (1977) characterized these as the trait approach (the
listing of essential elements of the professions), the process approach (the developmental
sequence of an occupation striving to become a profession), and the power approach (the
power sources and dynamics in a profession). Johnson (1972) proposed two approaches: The
ideal approach and the power approach. The theoretical orientation as to what constitutes the
ideal profession can be divided into the trait approach and the functionalist approach, although
there is overlap between the two. The trait approach attemplts to present an exhaustive list of
attributes that define the constitution of a profession. The functional approach attempts to



focus on those characteristics that distinguish professions from non-professions.

For the purpose of this literature review, I focus on the ideal approach (Johnson, 1972)
and the process approach (Ritzer, 1977) as these orientations form the basis of much of the
theoretical discussion surrounding professionalism. These approaches, however, are not
without shortcomings.

Due to the large volume of literature in the area, I selected to focus, for the most part,
on key theorists who have influenced the field. In their attempts to identify the ideal
characteristics of a profession, rescarchers usually begin their analysis with the occupations of
law, medicine, and the ministry, which have long considered to be the traditional professions
in Western socicty (Burrage & Torstendahl, 1990; Vollmer, 1966). Professor A.M. Carr-
Saundcrs in England was perhaps the first social scientist to systematically analyze the
professions and, in 1933, along with Wilson, published a compendium of the histories of
“twenty-two professions and would-be professions” (Burrage & Torstendahl, 1990). According
to Carr-Saunders (1928), two main criteria that are required for an occupation to be considered
a profession are the specialized, intellectual training that is neccssary for a practitioner to be
able to provide a skilled scrvice to another that cannot be performed by the laity, and the
remuncration of scrvices through fee or salary. This emphasis on intellectual techniques is the
common thread between most definitions of the professions (R. H. Hall, 1975).

Greenwood (1957), an influential theorist who has roots in social work, defined five
major attributes of professions:

1. A basis of systematic theory. Greenwood (1957) noted that a factor commonly
used to distinguish a professional occupation from a non-professional occupation is the
superior skill required to conduct the former, which presumably necessitates a lengthy
training p2riod. However, some occupations considered to be non-professional, such
as cabinct making, may also require a great deal of skill. The distinguishing factor
then, according to Greenwood, is not the element of skill as such, but the existence of
a knowledge base that supports the skills; that is, a body of theory. Thus, professional
preparation must involve both an intellectual component (theoretical knowledge) as
well as a skill component.

The generation of solid theory requires systematic research through the
continual use of the scientific method, which in tun augments the element of
rationality within the professions. “The spirit of rationality in a profession encourages
a critical, as opposed to a reverential, attitude toward the theoretical system.” Through
this continval evaluation, theory or innovations that cannot be shown to be valid are
replaced with concepts shown to have greater validity.

2. Professional authority. The professional holds a specialized body of knowledge
and sct of skills that the laity does not. This systematic theory that is gained through
extensive cducation provides the professional with knowlsdge that “highlights the
layman's comparative ignorance.” The implication is that, although a nonprofessional
occupation has customers, a professional occupation has clients.

According to Greenwood (1957), customers are able to determine their needs
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and select a service that will meet these needs.  People requiring the assistance of 2
professional, however, cannot determine their needs, select the appropriate service (o
meet these needs, or evaluate the services because they lack the skill and expertise that
the professional holds. Consequently, in a professional relationship, clicnts must
accede to the authority of the professional, who “dictates what is good or evil for the
client.” It is because of the inability of clicnts to discern what services are appropriate
for them that the professions have a history of not being allowed to advertise.

3. Sanction of the community. A profession is given community approval to have
both formal and informal control over certain spheres. These powers and privileges
reflect control over the accreditation process and admittance to the profession. In
other words, because only its members have the knowledge and skill base to determine
what these standards should be, the profession itself sets the standards that must be
adhered to and monitors professional members' adherence to these standards.

Members of a profession who do not complete the required licensing procedures are
subject to legal punishment. The community also sanctions privileged communication
through the endorsement of confidentiality although, as Greenwood (1957) noted, not
all occupations considered to be professions arc accorded this privilege. These powers
and privilcges grant the professions a monopoly over their services, which is onc of
the prime aims of occupations striving o acquire professional status.

4. Regulative code of ethics. So that thc monopoly held by the profession is not
abused, its members must develop a code of cthics. According to Greenwood (1957),
a profession’s code of ethics may be more public service oriented and possess more
altruistic overtones than the ethical guidelines of other occupations. A professional
must assume an emotional neutrality toward clients, that is, an attitude of universalism
that requires the professional to “provide service to whoever requests it, irrespective of
the requesting client's age, income, kinship, politics, race, religion, scx and social
status.” Ethics are enforced both informally, for example through colleague's actions,
or through formal disciplinary measures administered by the professional association.

5. The professional culture. Both the formal and informal groups through which
professions operate form the professional culture. Formal groups or organizations
include professional associations, settings in which the professionai practices (such as a
hospital), and educational and research centres (that supply the field with practitioners
and upgrade its theoretical knowledge base). Informal groups include collicagucs who
cluster together for a diversity of rcasons.

The culture of a profession is created through its values, symbols, and norms.
A central value to a profession is the belief by the community in the worthiness and
importance of the service being offered. The symbols of a profession include those
items that are meaningful to it, such as its history, its important members, and its
insignias. The cultural norms guide the behavior of a professional group in social
situations. Although the professional group encourages innovation, it does not
encourage unorthodox behavior or deviation from its values and norms. Because only
its members understand it, the professional culture serves to distinguish professions
from one another.
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The final consideration of a professional culture is the concept of carcer that,
according to Greenwood (1957), is usually used to refer to professional occupations,
rather than other types of occupations, such as the trades. The reason for this,
Greenwood continued, is that a carcer is a calling, requiring devotion to and complete
absorption in one's work, where the distinction between work and leisure diminishes
and the professional's work “becomes his [or her] life.”

We do not talk about the carcer of a bricklayer or of a mechanic; but we do
talk about the career of an architect or of a clergyman. At the heart of the
carcer concept is a certain attitude toward work which is peculiarly
professional. A career is essentially a calling, a life devoted to “good
works”....To the professional person his work becomes his life. Hence the act
of cmbarking upon a professional career is similar in some respect to cntering
a religious order. The same cannot be said of a nonprofessional occupation.
(cited in Vollmer, 1966, p. 17)

Edward Gross (1958) contributed to the characterization of the professions by
proposing structural components. These include: Working with an unstandardized product,
which requircs the ability to solve unique problems that fit within the profession's body of
knowledge; and the provision of a significant socictal service that cannot be performed by the
laity. These characteristics contribute to the monopolistic control over the service by the
profession.

Additionally, Gross (1958) placed greater emphasis on the attitudinal attributes that
characterize the professions. Gross suggested that personality involvement is important, with
the professional demonstrating a high degree of involvement and holding a “sense of
obligation” to the professional art. Professionals will want to work to the best of their
abilities, and will hold the intrinsic rewards of the occupation in higher esteem than the
monctary rewards. Clients perceive this attitude and believe that the professional will act in
their best interest.

Similar characteristics to those outlined by Greenwood (1957) and Gross (1958) are
reflected in many authors' attempts to delineate the characteristics of the professions. An
occupational taxonomy designed by Cullen (1983), based on a synthesis of dimensions of the
professions cited by 15 authors, provides an orientation to the types of traits that are often
portrayed as essential to the professions. The traits listed in this taxonomy include: Complex
occupation, self-employed, complex relationships with people, altruistic service, long training,
organized code of ethics, competence tested, licensed, high income, and high prestige.

The Influence of Definitional Exercises

It is important to recognize the influence that these definitional exercises have on
occupations that wish to be considered a profession. An example from the recent literature on
the occupation of counselling in the United States demonstrates this influence. Feit and Lloyd
(1990) proposed that the conditions to be met for an occupation to be considered a profession
“have remained constant for more than 30 years™ (p. 217). According to these authors, the
most commonly cited csscntial features of a profession include: “(a) specialized training, (b)
cthical standards, and (c) a strong identity with the field as a profession or vocation” (p. 217).



They further suggested that if these criteria were originally a valid means for ascribing
professional status to an occupation, the occupation of counselling now mcets these criteria
and can therefore be considered a profession.

In a point/counterpoint response to this article Ritchie (1990) disagreed and drew on
more cxtensive criterion from the literature 1o delincate the characteristics of a profession;

1.

10.

A profession is primarily service oriented and the service it provides is of great
social value.

Performance of the specified social service rests primarily upon intellectual
techniques.

Members of a profession possess a strong commitment or calling to the
profession, view it as a lifc-long carcer, and are engaged in the profession full-
time.

A profession is based upon a common body of knowledge, theory, and skills
that is not generally known to the public, is based on scientific rescarch, and is
uniquc to the profession.

The service provided to society is unique and socicty has delegated to qualified
members of the profession exclusive authority to provide the specificd sociat
service.

Entry into the profession requircs an extensive period of specialized training in
institutions of higher education. There are explicit and uniform standards for
training. Admission into training is highly sclective. The training standards
are controlled by the profession.

Members must exhibit minimum competency by examination and supervised
apprenticeship or intemship prior to entry into the professions.

The profession is legally recognized by virtue of centification, licensure laws,
or both.

Members of the profession are bound by an cthical code that defines both
ethical and unethical conduct and services, and provides for strict enforcement
of its rules and regulations.

Individual members of the profession possess broad authority over the practice
of their services, and the profession as a whole possesses broad autonomy over
internal operations.

According to Ritchie (1990), the occupation of counselling falls short of meeting three
of the ten criteria; that is, research, training, and legal recognition. More specifically, Ritchic
suggested first, that counsclling services are offered by a variety of people, including
psychiatrists, psychologists, social workers, and clergy and thercfore cannot be considercd
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exclusive or unigue.  Sccond, the theory, knowledge, and skill base of counselling is
psychological in nature and thus is shared with psychologists. Additionally, the counsclling
ficld is often criticized because of its lack of rescarch-driven theoretical knowledge base.
Third, counsclling is not recognized by insurance companies with regards to third-party billing.
This mcans that counscllors may nced to work under the supervision of psychologists in order
for their clients to collect insurance, a practice that may limit the autonomy of counscllors.

Critique of the Ideal Approach to the Professions

Before continuing the discussion of professionalism, it is important to reflect on
assumptions that underlic the idcal approach to the professions. The notion of an “ideal”
assumes that onc knows both what a profession is and what essential characteristics constitute
a profession (Burrage & Torstendahl, 1990; Cullen, 1983; Johnson, 1972). Further, the trait
approach assumes “that professional occupations have cssentially similar characteristics”
(Cullen, 1983, p. 257). Yet, Cullen found that although lawyers and predominantly medical
personncl scored highest on almost all aspects of professionalization, other persons that we
may typically consider to be professional, such as registered nurses and physical therapists,
scored in the same occupational clusters as carpenters and taxi drivers. Thus, onc must be
cautious in making assumptions of occupational taxonomies of professions.

Additionally, there is often a lack of theoretical articulation between the relationships
of the purportcd essential clements (Johnson, 1972). A further difficulty to the ideal approach
is that decisions to include or exclude essential elements in a model may be made randomly
(in part dependent on which occupations one wishes to ascribe as professional (Johnson,
1972)), or for the sake of conceptual simplicity (Crouch, 1975). For example, if onc wishes to
endow a greater number of occupations with the term profession, one can use fewer essential
categories, allowing a greater number of professions to comply with the criteria. We saw Feit
and Lloyd (1990) and Ritchie (1990) face a similar dilemma in their address to the question:
Is counsclling a profession?

The essential characteristics and functions used to define the ideal profession are
generally abstracted from a small number of occupations, such as law and medicine, which are
considered to be the wraditional professions. Burrage and Torstendahl (1990) suggested that
onc might get quite a different set of essential characteristics by abstracting essential
characteristics from other occupations considered to be professions, such as nursing,
cngineering, or teaching: An essentialist abstraction grounded in these professions might place
lawyers and doctors on the periphery of the ideal professional model.

In addition to listing and analyzing the general assumptions of the ideal approach, it is
also important to critique Greenwood's (1957) more functional orientation to the ideal
profession, as these assumptions still influence current theory and practice surrounding the
professions. Specifically, I would like to address three of his concepts presented earlier: A
systematic basis of theory, professional authority, and the professional culture.

A Basis of Systematic Theory. In their social evolution, professions have tended
toward increasing specialization. Professionals have been increasingly expected to be able to
answer specific questions about their occupational knowledge base. As Conway (1991)
suggested, there may be a danger, however, with this drive toward certainty in knowledge that
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professionals will lose their questioning capacity for “nontrivial™ questions,

As modern professionals we are driven towards specialized knowledge, not general
scholarship, certain knowledge rather than a scarching curiosity, techniques and
methods not ideas, facts not theories, or a single theory rather than a plurality of
competing theorics. (p. 455)

The emphasis on a theoretical knowledge base as being necessary 1o achicve the status
and prestige of the professions is also reflected in occupational practices. Conway (1991)
suggested that psychology adopted the methods of the “prestigious natural sciences”™ in order 1o
atain prestige and status in academic scttings.

For the psychological scientist, publications are the coin of the realm: prestige and
status comc with rescarch productivity in the form of tenure, promotion, grants. One
publishes in onc's narrow speciality area, and if that speciality happens 1o be pant of
the Zeitgeist of the day then so much the better for one's citation count. ( p. 455)

The concem is that the emphasis on contribution to a theoretical knowledge basc can come 10
assume more importance and gain more recognition than “professing,” which is also an
important facet of the academic setting. -

Most peoplc would, however, agree that a systematic knowledge basc and clearly
articulated competencies for educating practitioners are an asset to any given occupation. It is
important to question, however, the potential shortcomings in limiting this knowledge quest to
a rational, natural scientific approach. This is not to say that the scientific approach should not
be used, but that it is important to consider perspectives that offer us other ‘truths’ (Conway,
1991). Phrased another way, it is important to question what professionals profess and
examine the tenets of the theories on which their profession is based (Rychlak, 1984),

In reference to psychologists, Rychlak (1984) proposed that it may be their
professional and cthical responsibility to “conceptualize life from the point of view of those
whom they are serving in an applied context.” This orientation suggests the importance for
practitioners to increase their understanding of those they work with, Conway (1991)
suggested that a humanistic world view, or clinicalism, is a growing perspective in
psychological theory and practice. Clinicalism promotes narrative versus natural scicntific
mecthods of understanding and includes, among others, constructionism and hermencutic
methods.

Professional authority. This characteristic of the professions as proposed by
Greenwood (1957) is perhaps best summed up by Sutherland who stated, “The practitioner
defines, of course, what the cliente (sic] “needs”; it may not always be what the cliente [sic]
wants” (cited in Vollmer, 1966, p. 35). In this approach the professional is clearly seen as the
authority and the client as the subordinate. This view reflects a hierarchical power structure,
with the professional having power over the client. This view suggests that clients must
passively place themselves in the hands of the practitioner who will decide their fate.
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A different way of acting with clients is to work toward clicnt cmpowerment; that is,
recognizing another's capacity for growth and decision making (See Chapters Four through
Six). The “rightness™ of professional authority is currently being questioned in the practices of
many occupations, including medicine, long considered to be one of the “truc” professions.

For cxample, issues such as the right of patients to regulate their pain medication, and the right
to refuse and/or to withdraw from treatment and/or life-support systems are gaining increasing
attention,

The professional culture. As occupations move toward more preventive oricntations
and practices, the information held by the professional culture is increasingly shared with the
public. For example, terms such as plaque, dental caries, and gingivitis have been introduced
to the public in cducational cfforts of the dental profession. The medical profession aims to
cducate people about a varicty of health concems, for example, scxual issues such as
pregnancy, birth control, and AIDS.

The calling as portrayed by Greenwood (1957) also reflected a hierarchicai attitude
that only “professionals™ can be devoted to their work. R. H. Hall's (1968) research findings
challenged this assumption, however, showing that the establisiied professions are rclatively
weak on the belie! in scrvice to the public and a sense of calling to the field. Additionally, the
hicrarchical perspective portrayed by Greenwood assumes that only select pcople can have a
carcer, a notion that is not reflected in current career development theory. The definition of
carccr perhaps most often cited (Super, 1976) implied that everyone has a career, and that a
carcer spans onc's lifetime:

[A carcer is] the course of events which constitutes a life; the sequence of occupations
and other lifc roles which combine to express one's commitment o work in his or her
total patiern of sclf-development; the series of remunerated and nonremuncrated
positions occupicd by a person from adolescence through retirement, of which
occupation is only one: includes work-related roles such as those of student, employee,
and pensioner together with complementary avocation, familial, and civic roles. (cited
in Herr and Cramer, 1988, p. 17)

Professionalization

Professionalization sceks to clothe a given area with standards of excellence, to
cstablish rules of conduct, to develop a sense of responsibility, to set criteria for
recruitment and training, to ensurc a measure of protection for members, to establish
collective control over the arca, and to elevate it to a position of dignity and social
standing in the society. (Vollmer, 1966)

So far I have been talking of the characteristics of the professions as if they exist in an
“all or none™ manner, a common way to attempt to define the professions. However, even the
traditional professions may fall short of fulfilling these characteristics. Vollmer (1966),
Greenwood (1957), and others recognize that this approach is too fixed as occupations can
vary by the degree tc which they approach the ideal profession. Professionalization represents
a dynamic approach that eliminates the “either/or” debate, and instead places discrete elements
of the idcal of the professions on a continuum: The end of the continuum indicates a higher
degree of professionalization. In this model, occupations can either be moving closer to the
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ideal (professionalizing) or further away rom the ideal (deprofessionalizing) (Emener &
Cottone, 1989),

The Stages of Professionalization

Both Caplow (1954) and Wilcnsky (1964) identified a predictable sequence that
occupations move through in the process of becoming a profession. The stages deseribed by
the two authors are similar. Caplow's sequential steps include: (a) the establishment of a
professional association; (b) the adoption of a new title that can be monopolized, and serves Lo
distinguish the protessionalized occupation from the former occupation; (¢) the development of
a code of cthics; (d) political agitation to attain public power. so that the protession provides
licensure for its members and cventually holds a monopoly over its services; and (¢} the
devclopment of specialized training facilities, which occurs concurrently with he Lutter stage.

The process proposed by Wilensky (1964) includes: (a) creation of a full time occupation,
(b) the: establishment of a training school, (¢) formation of professional associations, and (d)
the formation of a code of cthics. This sequence is seen to be predictive of the development
of a profession. R. H. Hall (1968) proposcd that Wilencky's variables arec more descriptively
accurate of the professionalization process than Caplow's (1954) variables. Wilensky's model
forms the bases for R. H. Hall's measurement of professionalism, which is discussed in the
following section, Professionalism.

We may ask to what degree the journcyman or plumber or the bulldozer operator is
professional, even if an evaluation shows the degree to be low. (Sutherland, cited in
Vollmer, 1966, p. 35)

As with the traii and functional approaches, the concept of professionalization requires
a conceptualization of the idcal that the professions are to move toward. Therefore, although
this model suggests that there is a dynamic process involved where an occupation can move
toward holding increasing characteristics of a profession, it also has the potential to limit some
occupations from ever becoming a profession, depending upon the characteristics uscd 1o
define the ideal. For cxample, in a discussion on the potential of librarianship as attaining the
status of an occupation, Goode (1961) wrote:

Intellectually, the librarian must work within the clicnt's limitations, instead of
imposing his professional categerics, conceptions, and authority on the clicnt. In other
professions, 100, the practitioner must understand the client’s notions, but only enough
to elicit adequate information and co-operation from him. (cited in Vollmer, 1966, p.
42)

Goode proposed that librarianship may always be limited in its ability to move forward on the
professionalization continuum because the type of relation that exists between the librarian and
client does not meet the service oricntation he suggested to be necessary for an occupation to
be considered a profession.

One can see, thercfore, that altt.ough the concept of professionalization overcomes the
either-or debate as to whether an occupation is or is not a profession, the same problematic
issue surrounding the ideal model of the profcssions remains. That is, professionalization still
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assumes a known professional idcal,
Professionalism

Compured to the volumes of written works surrounding the professions and
professionalization, the literature surrounding professionalism is scarce. The term
professionalism is often used in a variety of ways, for example as job involvement, intrinsic
molivation, and higher order nceds satisfaction (Wallace & Brinkeroff, 1991) or as
synonymous with professionalization (Emener & Cottone, 1989).

Vollmer (1966) and R. H. Hall (1968) arc usually attributed as being among the first
writers to make key contributions to the clarity of the construct of professionalism. As
presented carlier in this chapter in the definition section, Vollmer introduced the idea of
professionalism as an idcology; that is, a way of viewing one's work (Crouch, 1975). R. H.
Hall contributed to what he termed the professional model by building on Vollmer's notion of
professionalism. Considered to be the classic presentation of the concept, R. H. Hall's
treatment of professionalism involved the construction of a S0 item Likert-type scale
questionnaire uscd to measure these attitudinal characteristics.

R. H. Hall (1975) described the professional model (whose purpose is to distinguish
occupations from professions) as having two basic attributes: Structural and attitudinal. The
structural attributes include “‘such things as formal educational and entrance requirements’ (p.
92), and arc based on the stages of professionalization described by Wilensky (1964) that
occupations pass through in their transformation to a profession. The attitudinal attributes
build on Vollmer's (1966) dcfinition of professionalism as ideology, and are used to describe
the way practitioners view their work. These attributes include:

1. The usc of the professional organization as a major reference, including both the
formal organization, as well as informal colleague relations;

2. A belicf in scrvice to the public, including the idea that the occupation benefits
both the public and the practitioners;

3. Belicf in scif-regulation, as the professional members are in the best position to
judge the work of fellow professionals;

4. A scnse of calling to the field, which reflects the dedication of the professional to
his or her work rather than to other extrinsic rewards; and

5. Autonomy, which reflects the belief that the professional should be free to make
decisions without extemal pressure from others who are not members of the
profession, including clients and the employing organization (R. H. Hall, 1975, pp. 81-
82).

R. H. Hall's (1968, 1975) work, along with that of Kerr, Von Glinow, and Schriesheim
(1977) who proposed similar, although not identical, elements of professicnalism (professional
identification, cthics, collegial maintenance of standards, professional commitment, autonomy,
and cxpertise), has sparked more recent explorations into professionalism as commitment
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(Blau, 1988). These recent explorations can perhaps best be summarized as trying (0 answer
the implicit question: Commitment to what?

Rescarchers modified R. H. Hall's (1968) original measurement scale in attempts to
improve discriminant validity among a varicty of related concepts, such as professional
commitment (¢.g., Tuma & Grimes, 1981), organizational and occupationa! commitment (c.g.,
Aranya & Jacobson, 1975), career commitment (c.g., Blau, 1985), work coramitment (e.g.,
Mormow & Goetz, 1988), job involvement (c.g., Blau, 1985), carcer salicnce (e.g., Greenhaus
& Simon, 1977), and carcer orientation (c.g., Cochran, 1983). Much cffort has gone into
determining if these concepts arc operationally distinct from each other. Part of the difficulty
in attempting to opcrationalize these concepts is the inconsistent and/or interchangeable usc of
terms. For cxample, in past psychological rescarch, the construct job involvement was used
ambiguously. Lodahl and Kejner's (1965) widely used measure of job involvement has items
that exemplify both “a person’s psychological identification with the job” and “a person's
intrinsic motivation at work for fulfilling sclf-csteem needs” (Kanungo, 1982, p. 341).
Kanungo proposed the need to conceptually distinguish between job involvement (one's
relationship with one's current job) and the more general construct of work involvement. He
developed new scales to measure these constructs.

Following R. H. Hall's (1968) lead, most of the rescarchers attempting 1o
operationalize these “elated constructs have tended to use Likent-type scales, where a higher
score indicates a grcater degree of professionalism. Examples of questions uscd by Kanungo
(1982) to measure job involvement are: “The most important things that happen to me involve
my present job™; *“To me, my job is only a small part of who I am™; “I live, cat and breathe
my job™; “Most of my interests are centred around my job™; “I like to be absorbed in my job
most of the time” (p. 342).

Aithough there scems to be some redundancy between some of the concepts used to
measure commitment (Morrow, 1983; Morrow & Goetz, 1988), there is also reported
discriminant validity between some of these concepts (Blau, 1988; Kanungo, 1982; Morrow &
Goetz, 1988). For example, Blau (1988) determined career commitment to be operationally
distinct from both job involvement and organizational commitment. Career commitment is
“the extent to which work activities figurc into life plans and the desire to work in
hypothetical situaiions where there is no financial need” (p. 187) or more succinctly, “‘onc's
attitude toward one's profession or vocation” (p. 290). Job involvement is “the degree to
which the individual identifies with a job, that is, the importance of the job to one's self-
image” (p. 290). Organizational commitment is “the individual's identification with a
particular organization and its goals” (p. 290). Morrow (1983) suggested that an overriding
work commitment index be developed that incorporates such distinct but related work referent
facets.

In contrast to Vollmer's (1966) definition, Morrow and Goetz (1988) suggested that the
concept of professionalism may not apply to all workers, as many workers are¢ employed in
occupations other than the professions. These rescarchers did suggest, however, that a more
generic career focus with more general applications to other occupations such as retail salcs,
might be possible by substituting the word ficld for career in Blau's (1985b) definition of
career commitment. Since professions are a special type of occupation, Blau (1988) refined
his definition to: “One's attitude towards one's vocation, including a profession,” (p. 295).
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Blau further suggested that future rescarch could address the minimal levels of professional
characteristics required for a measure of carcer commitment to be useful. “For example, could
carcer commitment be operationalized reliably and validly using samples of factory workers,
custodians, or mechanics?” (p. 295).

It is important to reflect on the messages of professionalism portrayed in this body of
rescarch. The underlying assumption of these Likert-type measures of commitment is that
“more-is-better.” For example, the more one lives and breathes one's job, the more job
commitment one shows and, by implication, the more professionalism one holds. This concept
is challenged by Wilson Schaeff and Fasscl (1990) who proposed that this type of behavior
may be a display of addictive tendencics, such as those displayed by workaholics, rather than
tendencics one would hope others would emulate. This more-is-better orientation to
professionalism lcaves little room for other priorities in people's lives, such as family, friends,
and recreational time. Perhaps we need to ask: Is it not possible that a curvi-linear, rather
than lincar conception of job involvement might be more appropriate? Or a dvnamic one that
shifts depending on our lifc circumstances? For example, is an individual's degree of
professionalism nccessarily lower because s/he takes matemity or patemity leave to take care
of a new born child? a sick child? or because s/he decides to commit time to relationships with
important others? Similar questions can be asked of the more-is-better measurement of
organizational commitment. Is loyalty to an organization desirable, for example, if
organizational values conflict with onc's personal values?

A Different Orientation to Professionalism

A smallcr, but no less important body of literature, suggests other dimensions of
professionalism that should not be overlooked. Most of the research on professionalism
focuses on the sclf-report of attitudes as a measure of professionalism. Jorde-Bloom (1989)
advocated that there is a need to consider the attitudes as well as the behaviors associated with
professionalism. She further suggested that a more comprehensive orientation to
professionalism is nceded that considers the individual within his or her work context. She
referred to this expanded view of professionalism as professional orientation. In contrast to R.
H. Hall's (1968) work that suggested attitudes to be quite strongly associated with behavior,
results of Jorde-Bloom's rescarch conducted with child care workers indicated a large
discrepancy between workers' professional attitudes (which were generally high) and workers'
professional behaviors, such as involvement in professional activities like subscribing to
journals and attending conferences (which were generally much lower). Further differences
were found between degree of professional orientation and workers' positions in the
occupational hicrarchy, with those workers at the upper end of the hierarchy displaying greater
professional oricntation. Finally, Jorde-Bloom reported that child care centres varied in their
degree of professional orientation, depending on the centre size, legal structure, and program
type. This research suggests that professionalism is a construct with multiple dimensions, and
that a fuller understanding of it may require a research method that allows for a comprehensive
view.

In reference to rehabilitation workers, Emener and Cottone (1989) recognized the
importancc of using a model of professionalism that can address its complex nature. They
proposed the necessity of holding a systemic view rather than a “building-block” attitude
which would go beyond positivism, and adopting a phenomenological view that would
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bound technicians? Or are they active professional decision makers and social agents mindful
of social and economic forces that might affect clinical judgment?” (p. 577).

Approaching profcssionalism from a slightly different angle, Bowman (1989) argued
that, for sound professional practices in carly childhood education, personal knowledge needs
to be blended with scientific knowledge . “Teachers filter formal theorics and ideas regarding
practices through their own values, belicfs, feclings, and habits, sometimes expanding and
changing their personal knowledge to accommodate new ideas and new expericnces,
sometimes restructuring it to fit their current needs” (p. 444). Reflection is a tool that people
can usc to intcgrate scientific and personal knowledge systems, and has the potential to
enhance their understanding of their professional practices and interactions with others.
Reflection and sclf-awarcness is also essential in the determination of appropriate boundarics
between ourselves and those we work with, particularly in the case of potentially scnsitive
worker-client interactions, such as male youth workers who have female adolescent clients
(Germmain & Kessell, 1989).

Gudgeon (1989) called for modification to the professional model as it pertains to
child care workers, reminding practitioners that this model can be dangerous if they forget to
reconnect it to its function, which is to enhance the core relationship between worker and
child. He suggested that the language practitioners use in their working models influences this
relational proccss. The technical language of the medical model uses word like “treatment,”
“therapy,” and “mental illness™; the behavioral-leaming model uses words like “reinforcing
positive behavior,” “rewards,” or “goals”; and the professional model uses ncutralizing
language such as “clients,” *‘practitioners,” “personnel,” and “scrvice.” The language used in
these models may encourage practitioners to maintain distance frem those they work with.
Gudgeon called for the use of more expressive language that “‘grounds the abstract notion of
‘care’ in everyday experience” (p. 20). Care implics an intimacy that the medical model,
behavioral model, and the traditional professional model do not allow. Yet carc must be
accepted in child care as part of worker-child relationships. Further, placing the metaphor of
care within a developmental perspective may cnhance opportunities for children to reach their
potential.

Although the articles reviewed in this section addressed a diversity of concepts in a
diversity of contexts, a similar message runs through them. Professionalism is a multi-faceted
concept that involves relations between practitioners and others. It needs to be framed within
a world-view that can address these dimensions and complexitics.

Summary and Transition

The question that guided my rescarch is: “What is professionalism?” There is a
cohesive body of literature in the sociological and psychological domains that has aimed to
clarify this concept. This body of literature has made imponant contributions o the
conceptualization of professionalism. It has raised many questions and has increased
awareness of different constructs such as profession and professionalism, and job and work. It
has provided a conceptual framework from which other researchers have begun their inquirics
into the professions and professionalism. This literature is, however, unavoidably situated
within a historical socio-cultural context. The essential qualitics of the professions (and, as the
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somewhat circular argument gocs, therefore professionalism) are based on the historically

defined ideal characteristics of the “traditional” occupations (law, medicine, and the ministry).
In turn, these historically ideal characteristics are based within a natural scientific framework;
they promotc a rational, hicrarchical view of professionalism that assumes powcr over clients.

A smaller body of literature on professionalism suggests the possibility for viewing the
phenomenon of professionalism from another perspective that is not conceptually tied to the
underlying world view of the natural scientific paradigm and the traditional criteria of the
professions. This literature suggests that there is a need to study professioralism using a
method that allows the complexity of professionalism to be portrayed. My research aims to
cnhance the literature on professionalism by exploring this phenomenon in a way that allows
its multi-dimensional nature to be explored. In the following chapter, I acquaint the reader
with the methods and procedures I used to undertake this exploration.



CHAPTER 3
METHOD AND PROCEDURES

Orienting to the Phenomenon and Formulating the Question

In order 10 make a beginning, the phenomenologist must ask: What human experience
do [ feel called upon to make topical for my investigation? (van Manen. 1990, p.41)

My oricntation to the phenomenon of professionalism could best be described as a
lengthy engagement. In preparation for my Ph.D. candidacy cxamination, 1 developed a
framework for a professional development model that was based on Magnusson, Day, and
Redckopp's (1988) hicrarchy of self-directed adaptation. As my candidacy exam came and
went I became increasingly uncomfortable about conceptualizing a model without grounding it
in people's lived expericnces.

I decided that engagement in qualitative rescarch, perhaps through the use of grounded
theory, would assist my new intention of a model of professional development. 1 soon began
to feel, however, that before I could conceptualize a model of professional development, |
must increasc my understanding of what a professional is, what a professional experiences.

An appropriate topic for phenomenological inquiry is determined by the questioning of
the essential nature of a lived experience: a certain way of being in the world. (van
Manen, 1990, p. 39)

The clarification of my question from this first inclination was a long and less than
linear process that involved reading, writing, thinking, and discussing. A sampling of some of
my initial questions werc: What strategies promote professional development for career
development practitioners? What factors encourage professional growth? What is the meaning
of becoming a professional? What is the experience of passion, compassion, and the pursuit of
excellence in the area of career development? What is the meaning of passionately engaging
in work in the arca of carcer development?

Finally, after months of searching, reading, and reflecting, the question: What is
professionalism? emerged. I liked the question because of its openness; it left more room for
exploration than some of my previous questions. I now had a genuine question that I was
deeply interested in and that was a possible human experience.

If you hold and serve the question...and you really believe in your question, it will be
answered, the breakpoint will arrive when you will suddenly be ‘ready’. Then you
must put your hand to the plough and not look back, walk out onto the water
unmindful of the waves” (Pearce, cited in Moustakas, 1990, p. 108).

Choosing a Context for the Question

One of my first research decisions was to determine which context to embed my
discussion of professionalism in. I could have undertaken my discussion of professionalism by
interviewing people from a diverse number of occupations. Because of my interest in carcer
development, however, I chose to ground the rescarch interpretation and discussion within this
context.
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Does this mcan that the resulting interpretation of professionalism holds little meaning
for people working outside the area of carcer development? Let me use an analogy as a way
of answering this question. The story of Romco and Juliette is situated within a specific
sociocultural context. Yet, the enduring popularity of this story suggests that therc is
something cssential about it that holds meaning for many of us, despite our different life
situations. Reluming to the discussion of professionalism, the sociocultural context may differ
among occupational groups, and even within specific jobs within occupations. I suspect,
however, that there are also many cssential aspects of the interpretation of professionalism that
hold meaning for practitioners from a varicty of occupational backgrounds. This latter
conjecture is congruent to my experiences: In the course of my research I distributed copies
of the interpretation of professionalism to a variety of people to receive their feedback,
including an educational administrator, engincer, hair dresser, lawyer, and physician -- all of
whom found that the document held resonance for them. Ultimately, however, each rcader
must decide if the interpretation of professionalism holds meaning in the context of his or her
life situation.

Choosing a Method

A certain tension cxists between the research method and the research question. How
the question is phrased reflects an orientation to a particular set of philosophical assumptions.
The phrasing of the question: What is professionalism? reflected my desire to keep the
question open, to allow for in depth exploration of people's experiences that would facilitate a
fuller understanding of the phenomenon.

As I read books on different methods, I began to see my question in various lights and
to visualize the myriad forms of expression it could take. I found some methods more
appealing than others. I was most strongly attracted to hermeneutic phenomenology (van
Manen, 1990), which promotes increased understanding of the experience in question and
cncourages the immersion of the researcher in the living of the question.

I recognized that if I wished to remain true to the phenomenon of professionalism, I
st adopt the notion of an individualized, emerging research design. These practices are
generally acknowledged in the human science paradigm (Colaizzi, 1978; Gadamer, 1985;
Giorgi, 1970; Lincoln & Guba, 1985; Stainback & Stainback, 1984). “Each particular
psychological pechnomenon [sic}, in conjunction with the particular aims and objectives of a
particular researcher, evokes a particular descriptive method” (Colaizzi, 1978, p. 53). Fluidity
of research design is often scen as one of the major advantages of the human science
paradigm. Thus, while the overriding research perspective that guided my search was
hermeneutic phenomenology (van Manen, 1990), I allowed the details of my research design
to gradually emerge at each stage.

Hermeneutic Phenomenology

In a general way, phenomenology is concerned with description of experience;
hermeneutics is concerned with interpretation (Silverman, 1984). Yet, there is no such thing
as “the” phenomenological or hermeneutic method. Rather, hermeneutics and phenomenology
arc embedded in an evolving history of tradition, “a body of knowledge and insights, a history
of the lives of thinkers and authors which, taken as an example, constitutes both a source and
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methodological ground for present human science research practices™ (van Manen, 1990, p.
30).

It is important to note that the interpretive dimension of hermeneutic phenomenology
distinguishes it from other traditions of phenomenology, such as that proposcd by Giorgi
(1985). Giorgi's work more closely aligns with Husserl's transcendental method, which
maintains “that the object of phenomenological description is fully achicved ‘solely’ through a
direct grasping (intuiting) of the essential structure of phenomena as they appear in
consciousness™ (van Munen, 1990, p. 26).

Many works produced by graduate students in North America arc in close alignment
with phenomenological methods that favour rclatively transcendental rather than interpretive
rescarch orientations (although most phenomenological rescarchers agree that a purcly
transcendental or pre-suppositional perspective is not possible.) Researchers using this general
orientation to phenomenology may portray the data in tabular form. They may aiso conduct a
"within" and "between" analysis of the data; that is, researchers may discern which themes or
essences of an object of phenomenological description are particular to cach rescarch
participant, and which themes are common to all research participants.

Graduate students aligned with a descriptive orientation to phenomenology often aim
to let the voice of the research participants be the focus of the written rescarch results, with
the voice of the researcher playing a more "supportive" role. It is common in research
documents of this nature to see lengthy quotes from participants that are followed by a short
interpretation by the researcher that highlights significant aspects of the quote. The
assumption of this mode of presentation is that what is essential to the phenomenon in
question will show itself in the data.

My hermeneutic phenomenological orientation to the illumination of professionalism is
more interpretive in nature than many research studies in psychology, combining both
description and interpretation. In hermeneutic phenomenology the voice of the interpreter is
strong; that is, the thoughtfulness of the researcher, the meaning he or she makes of the
phenomenon assumes a central part in the resulting written interpretation of the rescarch data.
This does not mean, however, that the resulting philosophical work is simply speculative.
Hermeneutic phenomenology embraces the use of retrospective phenomenological descriptions;
that is, research participants describe incidents or anccdotes where they have experienced the
phenomenon being explored. These descriptions give access to the pre-reflective experiences
of the lifeworld. They allow one to bring to life that which is cssential to professionalism,
without which it could not be.

The hermeneutic element in my rescarch arises from the recognition of the interpretive
nature of understanding. Hermeneutic interpretation brings understanding to and highlights
that which is being interpreted. Both the phenomenological perspective and the hermencutic
perspective are concerned with questions of understanding and meaning. The resulting
philosophical interpretation must be grounded in lived experience descriptions, for it is this
connectedness to people’s every day realities that prevents hermencutic phenomenology from
being an "armchair philosophy.”

To do hermeneutic phenomenology is to attempt to accomplish the impossible: to
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construct a full interpretive description of some aspect of the lifeworld, and yet to
remain aware that lived life is always more complex than any explication of meaning
can reveal. (van Manen, 1990, p. 18)

The Question

To question is to wonder about what we are questioning (van Manen, 1990). A
genuine question requires that we have not determined the answer; as such, it requires an
openness 1o possibilities (Gadamer, 1985). To do this requires an individual to take a deeply
questioning stance in his or her orientation (van Manen, 1990).

Although Husserl proposcd that individuals suspend biases through a process of
bracketing and reduction, Heidegger suggested that it is not possible for people to remove
themscelves from their biascs, that any understanding held is subject to prejudice (Packer,
1985). Any question an individual asks, therefore, arises out of his or her previous
cxperiences. S/he will raise the question within the context of fore-understandings and
prejudices (Heidegger, 1962): An individual cannot separate him- or herself from the question.
Onc's biascs, therefore, are important in that they provide an entrance to the question. One
docs not, however, aim to blindly and arbitrarily impose them on the phenomenon being
questioned (Gadamer, 1985).

Hermencutic inquiry involves a dialectical tension of both knowing and not knowing.
Maintaining relevance of the question requires that the researcher “lives” the question,
becomes the question (van Manen, 1990). The researcher immerses him- or herself as s/he
oricnts to the phenomenon being studied. The interpreter, thus, influences the question. The
question influences the interpreter. To avoid prematurely closing the question, to clarify what
is known, the researcher needs to bring fore-understandings into consciousness. S/he needs to
assume an attitude of not knowing in order to expand previous understandings.

The hermencutic question is open, but not boundless, in the sense that hermeneutics is
autentive to meaning. The question is limited by “sensibleness”; that is whether the direction
of the answer seems plausible (Gadamer, 1985; Packer, 1985; van Manen, 1990). This
determination of the correctness and suitability of the interpretation is not made in a single
decision, but through a constant revisiting to the phenomenon being questioned, in a “constant
task of understanding.” ““The circular movement is necessary, because ‘nothing that needs
interpretation can be understood at once™ (Gadamer, 1985, p. 169).

My Entrance to the Question

I'am the questioner, the interpreter in this hermeneutic phenomenological inquiry of
professionalism. To provide the reader an understanding of the horizon that I brought to the
question, I have included a brief autobiographical reflection of lived experiences that I wrote
as I began to ponder the notion of professionalism.

My First Teaching Assignment: A Small Country School. 1t's my first day of
school. I go to the staff room at lunch and sit down: I am told that everyone has their
assigned place -- the one I am sitting in is not mine. I work with grade one, two, or three
teachers to create exciting, individualized programs for some of their students. Two of the
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other teachers think that only lazy kids go to the resource room. They won't send their
students to me. Michacl's father wrote me a note that said, A bouquet of roses for what
you've done with Michael. I used to have to hog-tic him to get him to read, now I can't et
him to stop reading.” I live in fear of the principal and hide a lot in my room. I love
working with my students, I mention in a meeting that I have lew teaching materials, 1 ask it
anyone has suggestions for where to gather alternate materials, or ideas for exciting activitics
that I could use with my students. The next day I am reprimanded for this by the associate
supcrintendent. When people ask me what kind of work I do, | shrug and mumble, “I'm
teacher.”

Teaching in the City: Population 15,000. 1 can sit wherever I want in the stafl
room. I like to tell stories of the great things my students do. Many other teachers like to tell
stories of the awful things their students do. [ don't spend much time in the staff room. | love
working with my students. I love spending lunch hours, recesses, and after school hours with
my students. Another teacher routincly looks me in the eye while she tells my students they
have to go outside at these times. I plan many cvents such as ficld trips, films and daily
lessons with another grade three teacher. We keep cach other motivated and come up with
better ideas than we would have on our own. Sometimes I am frustrated because I can't make
the changes I want within the school system. When people ask me what kind of work 1 do, 1
smile and say, “I am a teacher.” [ have a group of boys in my grade three class whose
reading level ranges from pre-primer to grade two. I have them on individualized reading
programs. I am required to assign them a report card mark according to grade three standards.
I voice my concerns. I can't resolve the dilemma I feel in putting a failing mark on their
report card when I worked so hard the rest of the year to help them feel a sense of worth in
themselves. I feel burned out. I leave teaching to go back to university.

University, Round 2: Graduate Studies in Counselling Psychology. 1 fcc! fortunate
that my department offers a range of courses that include a diversity of perspectives. 1 find 1
have an interest in qualitative research and transpersonal psychology. I find that these interests
are considered to be “fringe” interests within the department. I find that it is nccessary to do
well in statistics and research design in order to earn respect as a student. I find that I am not
getting the support or the skills I feel I need in my counselling courses. I form a
support/study group with some class mates and learn that I can create meaningful learning
opportunities for myself. One of my counselling instructors is charged with scxual harassment
for his conduct in a workshop that I attended. I Icarn the heartache that this whole expericnce
brought to all of us involved in this class. I find allies in a varicty of professors who support
my leamning endeavours. I work part-time in various roles that include acting as a graduate
teaching assistar in a research design course and as a psychometrician for a local hospital
where [ administered intellectual assessments. [ enjoy the autonomy and diversity these
experiences provide. I realize this work is not in alignment with my “fringe” interests.

The next three phases in my life overlapped, cach influencing the other.

University, Round 3 -- Ph.D. -- and More Part-Time Work. Changcs arc under way
in the educational psychology department. I am asked for input into some of the changes.
Students are becoming more visible. Qualitative methods are not so much on the fringe. |
still have a difficult time mentioning words like intuition and spirituality to others in the
department. I start working part-time as a facilitator in a residential addiction program. [ am
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struck by the quality of the program. [ receive formal training. I am encouraged to attend
first hand the places I will refer participants to. I am regularly asked for suggestions regarding
improvements for the program. Regular staff meetings are structured throughout the weekend.
We discuss how our workshops are going. We share what strategies work well. We discuss
our difficult clients. We offer cach other support and suggestions. The staff show respect for
participants. They care about the participants. The staff show respect for each other. They
care about cach other. We keep in contact long after we quit working in this program,
consulting with cach other about issues that arise in our new work situations.

The Home Front. 1 have a child. I think, “Life used to be so easy.” My time is no
longer my own. I study for my university courses when my baby is sleeping. She rarcly
naps. Shec doesn't fall asleep at night until onc am.. I study at very strange times. I can no
longer devote endless hours to my university work. My university work is not what it used to
be. My child is sick. I miss work. When we have bad sock days I'm late for work (bad sock
days arc when my child can't decide which socks to wear, but still insists on wearing some).
Some weeks we have scveral bad sock days. My father becomes critically ill, requiring
intensive carctaking. { make emergency trips to Calgary almost weekly for a year. Each time
I think, *“This might be the last time I see him.” When I make emergency trips I have to get
somconc to cover for me at work. My work is suffering. Somehow I manage to complete my
Ph.D. candidacy cxam. I have mental debates with myself about whether I should quit work
and quit university because I can't do it as well as I want to right now.

A Freedom Child Finds Freedom!!!!! 1 begin work in the area of carcer
development. I am encouraged to sculpt my work/life. I can choose which programs I want
to work on, who I want to work with, the amount of hours I want to work, and where I want
to work. I can create new programs and influence the direction of the organization. I work
with 1alented people who believe in what they are doing. It is okay for me to make mistakes.
It is okay for mc to admit I don't know everything. It is okay for me to have weaknesses. I
can scc my weaknesses as my point of growth. I am coached. I am supported. I begin to see
a global vision of carecr development. I learn about the “theory of abundance,” that it is
important to sharc with interested others what I have leamed about career development. I see
what can be accomplished when people work together on projects they believe in. I leam that
it is okay for me to have dreams. I leamn that I can pursue my dreams and that sometimes
they come true. It is okay for me to use words like intuitive, holistic, and spiritual. I find that
I am becoming so passionate about my work that I am quite willing to work extra hours and
take shorter holidays. I find that I care a lot about what I do. I feel that it is important for me
to “do good work” because what I do has the potential to influence others and the field.

When I began writing my autobiographical reflection I felt that I was “groping in the
dark” -- I was not sure where to start or what to write. Eventually, however, I simply began
writing and “felt” that somehow what I was writing was important to my developing sense of
profcssionalism. Moustakas (1990) refers to this as a kind of “tacit knowing” where we
“know more than we can tell” (p. 20). I had less success in reflecting on my life experiences
with the purposc of articulating my fore-understandings of professionalism. My joumal entry
where I attempted to delineate these was short and vague.

Professionalism has something to do with passion, compassion, and commitment. It
has to do with caring about my work. And somehow it is connected to spirituality, but
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I don't yet know how.

Exploring the Phenomenon

In inquiring into the phenomenon of professionalism, I used the following techniques
suggested by van Manen (1990): Using personal experience as a starting point, tracing
ctymological sources, identifying idiomatic phrases, obtaining experiential descriptions from
others, and consulting phenomenological literature. These techniques were not used in a linear
manner, onc following the other, but in a more rhythmic, interrelated manner, with the use of
one technique influencing the other at various points in the rescarch process.

1. Using personal experience as a starting point. To oricnt to the question, it helps o
reflect on the life experiences one has had that are relevant to the phenomenon we are
considering. The resulting experiential accounts that we write should focus on specific life
cvents that point to possible experiences of the phcnomenon in question. As such, these
descriptions become text appropriate for hermencutic interpretation, serving to increase our
consciousness and understanding of professionalism.

I wrote various personal lived experience descriptions of professionalism as 1 began
orienting to the notion of professionalism. I continued to write descriptions of my experiences
throughout the research process. Writing helped me to continually expand my understanding
of professionalism.

2. Tracing etymological sources. Without language, hermeneutic interpretation could not
occur. Attentiveness to language, then, is important in our inquiry into the phenomenon we
seck to understand. In opening the question of professionalism, I explored the meaning of
words in a variety of ways, including reflection on dictionary definitions and the roots of
words. Many words in use today have lost their original meaning. Searching the ctymological
origins of key words serves to connect us with an understanding of the expericnces from
which the meaning of the word evolved.

In orienting to the research process, 1 spent a day perusing the dictionary, recording
etymological roots of words such as profession, vocation, passion, compassion, and spinit.
Each word pointed me in a new direction. I started to see connections between words in ways
that opened my understanding of professionalism. For example, the etymological mecanings of
vocation and profession have roots within the context of religion. I began to gain insight,
however slight, into the relation of spirit to professionalism.

3. Identifying idiomatic phrases. The common expressions individuals use in conversations
are often linked to every day lived experiences. As such, reflection on these expressions can
provide enhanced insight in hermencutic analysis.

Throughout the writing process, I was continually attuned to idiomatic phrases. As I
wrote various scctions, phrases would enter my consciousness. The process of reflecting on
these phrases retumned me to possible lived experiences of myself or others as 1 thought of
situations in which these might be used. The process of identifying idiomatic phrases helped
me in the process of continually retuming to the ground of professionalism.
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4. Consulting phenomenological literature. Other phenomenological writers may have,
cither directly or in tangential ways, addressed the question that we hold. Their considerations
may provide us with additional insight into the phcnomenon we are exploring. These
matcrials provide the opportunity for us to reflect more deeply on our interpretation, to
pereeive and go beyond our previous limits, bringing to light subtle nuances that enhance our
understanding.

Throughout the rescarch process I read a varicty of phenomenological literature. I was
greatly influenced by van Manen's (1991) book The tact of teaching. The writings of other
phenomenologists such as Beckman's (1983) article Human science as a dialogue with children
also broadened my interpretive understanding. I did not limit my ongoing readings to
phenomenological or hermencutic descriptions.  As important concepts emerged in my writing,
for example, empowerment and dialogue, I searched the literature and read articles with the
purpose of glcaning insight into subtleties I had not previously recognized. Each venture into
the literature, however, required that I revisit the texts of lived experiences provided to me by
my rescarch participants and that I return to my original question, “What is professionalism?"

5. Obtaining experiential descriptions from others.

(a) Protocol writing: Written protocols provide the researcher with original stories of
peoples’ lived cxperiences to analyze. These descriptions should portray a specific
incidence in detail, providing the rcader an understanding of how it was “lived
through,” rather than analyzing, explaining, or theorizing about the experience. There
is no nced to embellish the account, for example through the use of flowery language.

Onc of the rescarch participants, who was familiar with hermeneutic phenomenology,

chose to writc some lived expericnce descriptions in answer to the guiding questions I
supplicd. Thesc written descriptions tended to be briefer than the anecdotes that came
from the interviews, providing a focused entrance to the question.

(b) Observing: The type of observing required in hermeneutic phenomenology is one
of participant obscrver, in contrast 10 the subject-object type of observation that might
be required in the natural sciences. This type of observation allows the researcher to
cnter the horizons of the lives of those being studied, in an effort to come to more
fully understand their world. The rescarcher as participant-observer is one of tension;
that is, the researcher must enter as fully into the relation as s/he can while at the same
time retaining a reflective stance in order to make meaning of the situation.

I was fortunate to have the opportunity to observe most of the research participants as
our paths crossed in various dimensions of our work. As Robert remarked, I was in a
unique position to be able to see if the participants "lived their talk." The purpose of
thesc obscrvations, however, was really not to determine the "truth” of the
conversations we held. Rather, the observations served as another source of date from
which I could interpret the meaning of professionalism. When I did note what I
thought to be discrepancies between a conversation with a participant and .y
observations of him or her, I would mention these in our next conversation. The
ensuing dialoguc always served to enhance my understanding of the subtleties of
professionalism,
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(¢) Interviewing: The usc of interviews allows the researcher to gather anecdotes -
rich descriptions of lived experiences that increase our understanding of’ the
phenomenon.  As with the written protocols, the intention is to gather stories of
specific life events as they were lived through, rather than abstractions about the
storics. There is a time, however, when rescarch participants can be invited into the
interpretive circle. This process, which has a distinct purpose from giining
phenomenological descriptions, can oceur cither in rhythm with the story telling, or as
a separate occurrernce at a different point in time.

Because interviews provided the main source of text for interpretation, I describe the
interview processes and techniques used in this rescarch more fully below,

The Interviews

The Conversationalists

In contrast to quantitative methods that promote random or representative sampling,
Lincoln and Guba (1985) encouraged purposive sampling for qualitative rescarch. Whereas
random sampling often suppresses the influence of more "deviant” cases on the data, purposive
sampling allows the rescarcher to intentionally increase the scope of the data, allowing tor the
fuller exploration of multiple realitics.

With the aim of elucidating the fullest possibilities of professionalism, I used intensity
sampling (Patton, 1990), a type of sampling that is purposive in nature (Lincoln and Guba,
1985); that is, I chose panicipants who held rich experiences of and strongly manifested
professionalism. T also selected participants on the basis of their ability and willingness to
describe and reflect on their experiences. As Becker (1986) suggested, “Usually, preferred
subjects are centrally involved with the phenomenon, and have many life experiences of it 1o
talk about....These rescarch subjects must be willing to struggle with verbally describing their
everyday experiences of a particular phenomenon” (p. 105). Additionally, I used an emerging
sample (Lincoln & Guba, 1985), meaning that I selected participants as the rescarch
progressed. This allowed me to approach those persons that I thought would best add to the
unfolding picturce of professionalism.

I work in a carecr development organization where [ have the opportunity o interact
with a variety of career development consultants, many of whom cxhibit professionalism. To
support my impiessions of others' professionalism, I asked collcagues to identify practitioners
whom they saw 10 “truly” demonstrate professionalism. Consistent names arose. [ narrowed
my choices by seeking only those practitioncrs who had been in the ficld for a minimum of
five years to “‘ensure™ their immersion in the chosen context. As I got further into the research
process, however, it seemed that this criterion had not really been necessary, as
professionalism seemed to take place as much in the context of a person's life as in the context
of a particular occupation. Additionally, I chase people that I could interview locally. This
included one out-of-province participant who travelled to Edmonton on regularly scheduled
visits.

In total, I approached four primary participants, two men and two women. Once the
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interviews with the participants were complete and my analysis undertaken, I verified the
emerging themes with a male carcer development practitioner whose professional judgement [
hold in the highest estcem. The purpose of the verification process was to scek feedback on
and cnhance my understanding of the data and my interpretation of it, as well as 1o see if the
validator had any additional perspectives on professionalism to offer, which he did.

The participants all brought distinct oricntations to the exploration of professionalism.
In order to promote the likelihood that the anonymity of participants is maintained, I have
portrayed a composite description of the participants. The advantage a composite descriptions
has over individual descriptions is that it increases the likelihood that the anonymity of the
participants is maintained. The disadvantage of this type of description is that some of the
contextual understanding of professionalism that arises from being allowed to enter the horizon
of the participants’ unique situations is lost.

The panticipants ranged in age between 31 and 52 years of age. They have worked in
diverse scttings, including post-sccondary institutions, the public school system, and
government postings at both the provincial and federal levels. Their career development
experiences include counselling; teaching; workshop, program, and product development and
implementation; policy development; and consulting. The participants are recognized
throughout the province and/or the nation for their contributions to career development.
Throughout the dissertation, I refer to the participants by their pseudonyms -- Joanne, Ariel,
Richard, and Jason,

Preparing for the Conversations

Patton (1990) presented three interview approaches that portray the spectrum of
choices available to the interviewee. The first of these approaches is the informal
conversational interview; this approach allows a dialogical conversation and the spontaneous
generation of questions. In the second. or the general interview guide approach, the
intervicwer outlines in advance the issues to be covered during the interview. This approach
provides a semi-structured format; issues do not need to be covered in a particular order, and
pre-determined wording of questions is not necessary. The most structured approach, the
standu;dized open-cnded interview, uses pre-arranged wording and sequenced questions from
which the researcher docs not deviate. The purpose of this format is to allow for greater
consistency between interviews,

Hermeneutic phenomenology research practices tend toward the conversational
interviewing approach. This approach requires a willingness on the part of the researcher to
cmbrace the unfolding moment, to travel with the interviewee in yet uncharted directions,
“Genuine dialogue cannot be planned” (Moustakas, 1990, p. 47).

Deciding 16 usc a conversational approach to interviewing, I piloted the interview
process with a colleague. I had anticipated that the interview would go smoothly: It did not.
Lack of structure impeded the process. During this trial interview I asked, without
clarification, the question, *“‘What is professionalism?” Immediately, the conversation took on
an analytic tonc where my colleague and I talked “about” professionalism. Once this tone was
sct, it became difficult to retumn to descriptions of professionalism, the lifeworld of
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encouraging the interviewce to first tell his or her narrative and then to later interpret the
meaning of professionalism. This practice allowed the interpretation of the meaning of
professionalism (o arise from the lifeworld descriptions of the participants (van Manen, 1990).

I also feli that a sct of guiding questions 1o be used in a general interview guide
approach would facilitate the interview. Conscquently, I developed the following five guiding
interview questions: (1) Describe some experiences that stand out for you as personal
cxpressions of professionalism. In other words, what are your experiences of being a
professional professional? (2) Describe a couple of day-to-day experiences of your
professionalism. (3) How has your expression of professionalism changed over time?

(4) Describe times when you felt you were not exhibiting professionalism. (5) What are
some barriers to your expressions of professionalism?

Additionally, in holding what [ saw to bc a “true dialogual conversation,” I found that
I influenced the voice of my friend. When I reflected meaning, I sometimes changed the
intention of what the participant had said. I began to wonder if reflecting meaning was
appropriate or whether I should limit mysclf to the use of questions, as McCracken (1988)
suggests. I began to understand what Berg (1989) meant when he said, “the rescarch interview
is not a natural communication exchange” (p. 27). 1 felt that if I was to truly understand the
interviewees, I must give them more opportunitics to voice their stories and that the
participants should do most of the talking in the interview. Deciding how much of my voicc
to allow to enter the conversation, and deciding whether I should reflect meaning, or
predominately use structuring skills and the soliciting skills of questioning and probing was a
constant tension for me throughout the interviews.

It was clear, however, that the greatest guiding force during the interviews was my
attemyt to truly listen to what the participants were saying. [ wanted my participants to feel
valued and accepted. I wanted to provide a comfortable atmosphere in which they could
speak.

The Conversations

Once participants agreed to partake in the research process, I contacted each by phone
to arrange a time and place for the conversations. I met with the participants at placcs of their
convenience. The interviews took place in a variety of settings, including restaurants, office
settings, and the participants’ homes. Each setting provided a comfortable backdrop in which
to conduct the interviews. The restaurant atmosphere seemed to be particularly conducive to
conversational ease.

I met with the participants between two and six times. During these meetings [
listened to their stories, reviewed their transcripts, clarified the thematic analysis, and received
their comments about the interpretive writing. Each interview lasted between one and a half
and three hours. The length of the interviews was determined by “inner clock time” rather
than actual clock time (Moustakas, 1990), meaning that the interviews ended when they came
to a natural closure, when we seemed to have said all that was important for the time being.
In the case of the participant who was separated by geographic distance, after the initial two
interviews, we used telephone conversations and written exchange of information in place of
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face-to-face conversation. This process was much more difficult than being able to dialogue in
person, in part because our face-lo-face conversational exchanges had been so rich.

At the beginning of the initial interview session with each participant, I recapitulated
the research process and my interest in professionalism. I asked for permission to tape the
interviews. I explained that, to ensurc confidentiality, I would transcribe the tapes myself,
informed participants that thcy would have the opportunity to respond to their transcripts, the
thematic analysis, and the final written document so that they would be able to judge for
themscives whether I had accurately represented their experiences and maintained their
anonymity. Before I activated the tape recorder during the interview, each participant signed a
consent form, of which they retained a copy.

The actual conversations were loosely structured. I informed each participant that my
overriding question was: What is professionalism? and that this included experiences of
professionalism, the develonment of professionalism, and the meaning of professionalism.
Additionally, I gavc participants the list of guiding questions to consider either before or
during the interview. The questions were uscd as a catalyst for discussion; that is, the
participants and I held the questions in mind throughout the interview process and addressed
them when it secemed relevant to do so within the context of our conversation. One participant
chosc to write descriptions in response to the questions, as well as to enter into a
conversational dialoguc in which he reflected on the written descriptions. As participants
spoke, I encouraged them to tell their stories, to use concrete examples to bring
professionalism to lifc.

As Gadamer (1985) suggested, “No one knows what will ‘come out' in a
conversation...a conversation has a spirit of its own” (p. 345). Two participants chose to
describe their experiences of exhibiting professionalism as a starting point. Two participants
chose to begin by describing the development of their sense of professionalism. During the
interviews, I tried (o let the participants tell their stories in their own ways. I saw it as my
role to listen, to respect, and to clarify. I was patient, and my patience was rewarded. There
were times when I was uncertain of the direction that the interviews were taking. Yet, when I
waited for a fuller explanation, the bits and pieces of the conversations led to a more
intcgrated understanding of the participants' experiences.

The participants spoke easily of their stories of professionalism. I was touched by the
trust they displayed in me and the honesty with which they spoke to me of their lives. They
shared both peak experiences as well as more disillusioning and painful times. Two of the
participants asked me to share my experiences. This give and take in the dialogue seemed to
deepen the trust level, with both myself and the participants speaking ever more freely. The
resulting data werc rich, being filled with details and examples, meeting the characteristics of
“good interviews” as characterized by Bogdan and Biklen (1992).

Engaging in the interviews with the participants was a powerful experience for me,
one that changed me forever.

A conversation is a process of two people understanding each other. Thus it is
characteristic of every true conversation that each opens himself to the other person,
truly accepts his point of view as worthy of consideration....(Gadamer, 1985, p. 347).
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As 1 spoke with people, my understanding of professionalism grew. Its place in my daily
actions grew clearer. One of the participants taught me the lesson of gentleness, of accepting
mysclf, a lesson that touched me deeply. This happened both through our dialogue where we
exchanged storics of our life situations and through her acceptance and support of my leaming
endeavours as a researcher. As Weber (1986) emphasized, “We [the rescarcher] cannot and
should nct be unaffected by what is said....” (cited in Moustakas, 1990, p. 48).

Illuminating: Creating Meaning

The hermencutic process of interpretation involves constructing meaning [rom text,
Creating meaning is a multi-layered rather than lincar process: How the interpreter interprets
is a difficult process to describe. Phenomenological hermencutics requires living the question,
This means that my increasing understanding of professionalism, the meaning I create around
this notion, is ongoing. It occurs when I employ conscious strategies, such as those suggested
by van Mancn (1990), to highlight themes. It occurs with self-dialogue (Moustakas, 1990)) as 1
ponder the question, my experiences, the experiences of the participants, and the emerging
essential themes. It occurs with incubation (Moustakas), that is periods of time when [
withdraw from conscious immersion and analysis, but creative integration of my understanding
of professionalism still takes place.

Before we talk further about hermeneutic interpretation, it is important 1o ask, “What is
being interpreted?” From a historical perspective, hermeneutic interpretation has a strong link
to literature and theology, being widely uscd during the seventeenth century to cxamine
classical and theological text (Packer, 1985).

...hermeneutics was determined by the content of what was to be understood -- and
this was the obvious unity of classical and christian literature. (Gadamer, 1985, p.
157)

The work of Dilthey and Schleiermacher extended the use of hermeneutics, with the
latter proposing a universal hermeneutics that extends to the “significant conversation”
(Gadamer, 1985). Following the traditions of Heidegger and Gadamer, the hermencutic
emphasis is on experience and understanding within a contextual framework. In common
practise today, the text that provides the ground for hermeneutic interpretation can arise from
many sources, such as anecdotes written from participant observation, lived experiences
gathered in conversations/interviews, and written protocols, with the overriding criteria being
that the text reflects a possible human experience that can be understood within a historical
context (van Manen, 19990).

The text analyzed in this study came predominately from interviews, but also from the
processes I described in the earlier section in this chapter titled Exploring the Phenomenon;
that is, using personal experience as a starting point, tracing etymological sources, identifying
idiomatic phrases, consulting phenomenological literature, and obtaining expericntial
descriptions from others. Because the interviews provided the greatest source of text to be
analyzed, I focus the discussion of illumination of themes on the analysis of the interview text.
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Transcription

I taped cach interview session. Following each conversational interview with the
rescarch participants, I transcribed the tapes verbatim, both to ensure confidentiality and to
gain familiarity with the conversations. Though this was a time consuming process, it was
also a valuable onc. There is something different about listening to a tape rather than simply
reading a transcript. It is not only what is said, but how it is said that is impontant: Voice
tone, silences, hesitations all provide opportunitics for greater understanding of the text,

Living sound offers the richness of pitch, emphasis, nuance and attitude, silence and
expression. It provides a richness of expression capable of completely transforming
the written word. It also facilitates a penetration of the silences, bringing meaning to
what is not-said. (Bain, 1986, p. 44)

Once I had completed the ranscribing process, I gave each participant a copy of their
text so that they could review its accuracy and make any adjustments to the conversation.
Participants made some adjustments to the text. For example, Ariel removed information that
might identify another person she spoke of and changed a few words to bring increasing
clarity to the text. The transcript also provided a text for the participants and I to
collaboratively interpret in future interviews.

Highlighting Thematic Moments

My focal entry point to creating meaning from the research text was to listen -- and
listen again -- to the rescarch tapes, and to read -- and read again -- the interview transcripts.
There came a point, however, when I had to face the pragmatic question, How do I reduce the
cndless pages of notes in order to address my question, “What is professionalism?”

The text of lived experience descriptions provides the grounds for hermeneutic
interpretation, but it is not the interpretation. That is, the text provides a description of the
cxperience from which the interpreter creates meaning. The general process in constructing
meaning in hermencutic phenomenology is to look for essential structures. The point of doing
s0, however, is not simply to arrive at a list of structures, for example, “hope,” “care,” or “the
calling.” What is morc important is the reflection around these thematic moments that draws
the reader into consideration of the essences of the phenomenon in question.

As Bergum (1986) reminded us, “It is important to remember not to make too much of
thematic moments.” Although we seck to illuminate the essence of a phenomenon, its “is-
ness,” the themes are simply a focal point around which understanding takes place. We aim to
identify distinct themes, but any themes that we abstract from a phenomenon will be
interrelated because they are part of the whole. Another researcher interpreting the data of
professionalism might have used different words to describe the themes and/or a different
organizational structure in the writing.

Phenomenological themes are not objects or generalizations; metaphorically speaking
they are more like knots in the webs of our experiences, around which certain lived
experiences are spun and thus lived through as meaningful wholes....Themes are the
stars. that make up the universes of meaning we live through. By the light of these
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themes we can navigate and explore such universes. (van Manen, 1990, p.90)

The Structured Approach

Ilumination of the phenomenon through thematic interpretation is an integrative
interplay between the data, the emerging analytic construction, the participants, and the
researcher through the processes of reflecting, dialoguing, analyzing, and writing. Initially, |
was quite structured in my attempts to analyze the data. I began thematic interpretation of the
first two transcripts by using the three approaches suggested by van Manen (1990): {1 the
holistic or sententious approach, (2) the selective or highlighting approach, and (3) the detailed
line-by-line approach.

In the holistic approach I oricnted to the overall text and asked what word(s) or
phrase(s) could best rcpresent what was being said. In the selective highlighting approach |
read the text scveral times, then highlighted statements, phrases, or words that scemed
particularly essential to professionalism. In the line-by-line approach I read through cach
sentence to scek further insignt into professionalism. This approach is rigorous, cncouraging
attention to the data. Certain words or concepts, such as empowerment and learning, kept
reappearing in the data. This repetitiveness formed a starting point for my conceptual
organization.

The difficulty lay, however, in the number of concepts that arose from the textual
analysis. I more fully understood how rich the interviews with my participants had been. |
more wholly comprehended the complex multi-dimensional nature of professionalism. By the
time I analyzed the second transcript, however, my understanding of what was said in the first
transcript had changed and required that I rework this initial analysis. At one point, I began
using a computer program to organize my data. I found that I felt too distant from my data
using this tool, so soon went back to the longer, more arduous approach of manually labelling
and clustering text.

Having identified a number of important concepts, I began to  synthesize and regroup
these concepts according to a higher level of abstraction. This is sometimes referred to as a
second order clustering of themes (Colaizzi, 1978), a clustering of similar concepts into
essential, distinct themes. By this time, however, I had conducted additional interviews, and
my understanding of the data had again expanded. I had difficulty deciding which concepts to
include within an essential theme, for there were so many concepts and they were so
interrelated with each other.

I became so caught up in meaning units, thematic clusters, themes identificd within
transcripts, themes identified between transcripts, and the number of times a theme occurred
that I lost sight of the lived experiences of the participants and the question that guided the
process. That is when I gave up the structured method for the process of “Ad Hoc Fumbling
Around.”

The Ad Hoc Fumbling Around Approach

"Ad hoc fumbling around” is a process Plummer (1983) described as being ultimately
more fruitful for him than logical modes of analysis. My cwn procedures in winding my way
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through the mazc involved listening to the original tapes, reading the transcripts, observing,
conversing with others, thinking, and walking. I diagrammed the themes on large picces of
poster-size paper. I color coded the transcripts. I cut and pasted the text from the transcripts.
I divided cssential concepts of professionalism according to outcomes, processes, and
structures. I rcad a varicty of litcrature, and then reread it as my understanding of
professionalism grew.,

When I thought that I had interpreted the protocols to the point where I had an
essential summary of concepts, I met individually with the three participants that lived in
Edmonton. The purpose of these mcetings was to give participants a chance to respond to my
interpretation of their cxpericnces, as well as to provide an opportunity for mutual reflection
on the themes and the phenomenon of professionalism. To validate the emerging themes, 1
also met with a carcer development practitioner whose views I held in high regard. The
meetings with the participants and validator were fertile meetings; they provided the occasion
for the discussion of subtletics and nuances of professionalism, and an ever decpening
“interpretive insight.”

The conversation has a hermeneutic thrust: it is oriented to sense-making and
interpreting of the notion that drives or stimulates the conversation. It is for this
reason that the collaborative quelity of the conversation lends itself especially well to
the task of reflecting on the themes of the notion or phenomenon under study....

By setting up situations conducive to collaborative hermeneutic conversations, the
researcher can mobilize participants to reflect on their experiences (once these have
been gathered) in order to determine the deeper meanings or themes of these
experiences. (van Manen, 1990, p. 98 - 99)

This process meant, of course, that I now had more ideas and more text to consider
and incorporate into my interpretation of professionalism. To do so, I decided to write -- to
begin my creative construction of the notion of professionalism.

Writing

In more recent years, the writing process of qualitative research has been richly
described (Bogdan & Biklen, 1992). Many writers have written about this connectedness
between writing and thinking (Bogdan & Biklen, 1992; van Manen, 1990). “Writing fixes
thought on paper. It extemnalizes what in some sense is internal” (van Manen, 1990). It was
the writing process that ultimately brought clarity, cohesion, and organization to my thematic
intcrpretation.  Writing was a slow process, for I constantly needed to return to the whole:
Each time [ wrotc a scction, I read it within the context of all my writings to see if it made
sense; 1 then placed my chapter writings back into the context of the participants lived
experiences by re-reading the transcripts. [ did both of these activities while holding my
original question in mind.

As I wrote I continually asked myself, “What is it that I really want to say?” This
movement between thinking and writing helped me to focus, to clarify what I thought to be
essential to the notion of professionalism. The process of extemalizing my thoughts allowed
me to critique and enhance my understanding of professionalism in a creative process of



writing, rethinking, and revising...revising...revising....

Qualitative rescarch relics heavily on writing to clucidate the phenomenon being
studied. It is the writing that draws readers into the process, that enables them to understand.

The text should...enable readers to participate vicariously in the events described. 1t
should enable readers to get a feel for the place or process and, where possible and
appropriate, for the experience of those who occupy the situation. (Eisner, 1991, D.89)

The function of writing in qualitative rescarch is epistemic: that is, to help the reader
to know (Eisner, 1991). Its purpose is not to cinbellish or 10 make something literary. Rather,
its purpose is to attend to what is important in order to show somcthing, to persuade us 1o
reflect, to bring to lifc the tension between the pre-reflective and reflective nature of the cvery
day experiences of pcople (Eisner, 1991; van Manen, 1990). Writing considers the tone, the
ambience of the phenomenon it wishes to portray.

My primary intention in writing the text was to illuminate professionalism in a manner
that allowed others an “inside glimpse” of professionalism. I wanted my writing 10 be
persuasive, as I belicved in the significance of what I was writing, yet, I did not want to
distort the givens of the data. So, while writing, I lived in tension. I sought to usc
description, the words of the rescarch participants in order to let the data speak. [ sought to
“ary the examples” (van Manen, 1990) and by so doing, let that which is essential shine
through. I used the words of the participants in the intcrpretive part of the writing; that is, 1
did not necessarily portray the words of the participants as quotes, but worked their words into
the overall text when it scemed appropriate. I sought to increase depth and promote
thoughtfulness by moving back and forth between description and interpretation. Ultimately,
however, I acknowledge the difficulty in distinguishing between the descriptive and the
interpretive, as in some ways, all writing is intcrpretive, a sclection of what one considers it is
essential to portray (Eisner, 1991; van Manen, 1990).

Determining Trustworthiness

In acknowledging the interpretive nature of qualitative rescarch, it is important to ask,
“How can readers trust what has been written about the phenomenon?” Quantitative research
has clearly delineated criteria for reliability and validity by which readers can judge its
credibility. The criteria for trustworthiness in qualitative rescarch are less defined. In
preparation for critiquing qualitative research, one must ask the question, “What should the
research portray?” Resecarch bias and interpretation are inevitable, so qualitative rescarch
cannot be expected to portray “the Truth” or “the world as it really is” (Eisner, 1991). Rather,
one seeks a believability, a resonance of the sense of meaning of the lived experience that is
portrayed through the -iting.

The question of validity is one of meaning: Does the ultimate depiction of the
experience derived from one's own rigorous, exhaustive self-searching and from the
explications of others present comprehensively, vividly, and accurately the meanings
and essences of the experience? (Moustakas, 1990, p. 32)

Determining the trustworthiness of a qualitative portrayal of a phenomenon is largely a
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matter of judgement. The judgement, however, need not be arrived at serendipitously. Similar
to legal or clinical practise, it is more a matter of putting together a credible case, of
persuading the audience that the rescarch is worthy of attention (Eisner, 1991; Lincoln &
Guba, 1985).

Given the interconnectedness of the researcher with the research, for readers to trust
the data, they must trust the researcher. A guiding principle to this end is for the rescarcher
“to report any personal and professional information that may have affected data collection,
analysis, and interpretation” (Patton, 1990, p. 472). Throughout the research process, I used a
journal to document “my story.” Included in my journal is information about the emerging
rescarch design, as well as my intentions, reflections, and feelings surrounding the rescarch
cach step of the way. So that I could record my thoughts and observations while their
poignancy lingered, I carried the journal everywhere I went.

Additional activitics that increase the probability that credible findings will be
produced are prolonged cngagement, persistent observation, and triangulation (Lincoln &
Guba, 1985). Dcbriefing and member checks are two further ways to increase the
trustworthiness of the data.

Prolonged engagement means spending enough time immersed in the data so that the
phenomenon is thoroughly appreciated and scope is provided to the research. In the 20
months that I spent engaged in the research project, my visions of professionalism developed
well beyond my initial understanding, allowing my unfolding awareness of the complex nature
of professionalism.

Persistent observation means focusing on what is relevant to the phenomenon and
provides a depth of understanding to the research. I met with each participant between two
and six times. This allowed me to gain a more discriminating view of professionalism, and
come to an ever increasing understanding of what is essential to the phenomenon of
professionalism.

Triangulation, or structural corroboration as Eisner (1991) referred to it, is relating
multiple types of data to “confirm or contradict the interpretation of a state of affairs” (p. 110).
Different authors suggest various types of triangulation, including data triangulation,
investigator triangulation, theoretical triangulation, and methodological triangulation (Denzin,
1978, Eisner, 1991; Lin uln & Guba, 1985; Patton, 1990).

Perhaps the most {requently cited types of triangulation procedures are triangulation of
sources (using different data sources within the same method, for example, using numerous
intervicw respondents) and triangulation of methods (for example using different types of data
collcction, such as interviews and observations). These were the two type of triangulation that
I used in the present study. I used triangulation of sources by interviewing different people at
different times. 1 used triangulation of method by using interviews, participant observation,
and written protocols.

Debriefing occurs when the researcher consults with a colleague or peer about the
rescarch process, including its formulation and its enactment. At each step in my emerging
rescarch design I made a point of meeting with at least one of my supervisory committee
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members. These meetings proved to be extremely uscful by helping me o clarify how my
assumptions were sheping the research design. The meetings were also useful for cathartic
purposes. At the point of maximum ambiguity, when my pages and pages of data scemed too
immense to wade through, I felt very alone in the rescarch process. Speaking with my
commitiee members helped to re-orient me to the research question and to gain the contidence
that I needed to proceced.

Member checks, one of the most critical techniques for establishing credibility,
involves receiving feedback from the research participants on the data, data analysis,
interpretations, and conclusions. I provided each rescarch participant with a copy of their
transcripts and the final phenomenological hermeneutic interpretation to provide them an
opportunity to respond to the correctness of my interpretive construction and to correct
misinterpretations.

Ultimately, however, the reader must discemn the trustworthiness of the data by
becoming a "connoisseur” (Eisner, 1991); that is, by critiquing the written interpretation ol the
hermeneutic phenomenological inquiry. In critiquing the text it is important for the reader to
revisit the purpose of the research inquiry. In the case of this research, the purpose of the
inquiry of professionalism is to deepen and broaden the reader’s understanding of
professionalism, rather than to determine the Truth of professionalism. Therefore, as the
reader engages with my interpretation of professionalism, he or she must ask a variety of
questions. Is the research coherent? does it make sense? does it ring true according to what
s/he already knows? Did I, the rescarcher, discuss the notion of professionalism from a varicty
of angles? Were there any dimensions of professionalism that I obviously avoided? Did the
interpretation reflect thoughtfulness on my part? Did I use ciear and simple language? or did 1
try and "hide" behind unnecessary jargon or overly "flowery" descriptions? For a more
thorough discussion on the art of connoisseurship, I suggest that readers consult Eisener’s
(1991) The Enlightened Eye.

Summary and Transition

My research question, "What is professionalism?"” had a lengthy "incubation” period.
In order to answer this question I (a) embedded the question within the context of carcer
development, and (b) chose to use the overriding research perspective of hermencutic
phenomenology (van Manen, 1990), while allowing the details of the design t0 emerge along
the way. Hermeneutic phenomenology is a method of thoughtfulness; its interpretation is
grounded in lived experience descriptions.

To explore the phenomenon of professionalism I used a variety of data sources
including personal experience, etymological sources, idiomatic phrases, phenomenological and
other related literature, and experiential descriptions from others (gathered through written
protocols, participant observations, and interviewing.) The interviews formed a substantial part
of the data base: I interviewed four career development practitioners (two male, 2 female) and
validated the results with one male career development practitioner. Samy..ing of participants
was purposeful (Lincoln and Guba, 1985): I used both intensity sampling (Patton, 1990) and
emerging sampling (Lincoln and Guba).

I transcribed the interviews verbatim, then analyzed them for essent’ themes. I'o
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increase the trustworthiness of the research results, I used a journal to document my "rescarch
story," which included information about the emerging rescarch design and my reflections on
the research process. Additionally, the following activities suggested by Lincoln and Guba
(1985) increased the probability of credible findings and trustworthiness of the data:
prolonged engagement, persistent observation, triangulation, debriefing, and member checks.

The written interpretation of thesc themes forms the bulk of the research presentation.
The interpretive text is divided into three sections: Chapter 4, which describes the paradigmatic
nature of professionalism that arosc from my intcrpretation of the data; Chapter 5, which
focuses on professionalism and the practitioner; and Chapter 6, which looks at the others
professionals work with and the ficld within which they work.



CHAPTER 4
A DIFFERENT PARADIGM

This is the first of three chapters that portray my interpretation of professionalism. In
this chapter I suggest an ccological paradigm of professionalism as an altemative 1o the natural
scientific paradigm of professionalism. The concepts presented in this chapter provide the
ground for the subscquent chapters that focus on (a) the practitioner, and (b) the intentional
focus of the practitioner; that is, the “‘other” (which includes both clients and colleagues) and
the field in which the praciitioner works.

An Ecological Paradigm of Professionalism

The excessive analytical phase of science is over. A countermovement toward
integration and interior subjective processes is taking place within a more
comprehensive vision of the entire universe. (Berry, 1988, p. 37)

A paradigmatic shift scems to be occurring in our culture, arising in response 1o the
technocratic age. A paradigm, as suggested by Kuhn (1970), is an implicit, fundamental
interpretation that governs understanding within a particular ficld of thought. Although Kuhn's
writings referred predominately to science, the term “paradigm” has been adopted to refer 1o
frameworks of thinking in many contexts (Ferguson, 1980), and can be used to refer to the
foundation of beliefs held by communities and cultures. This paradigmatic shift is reflected in
a diverse array of literature, including literature on spirituality (Bolen, 1984; Drcher, 1990),
ecology (E. D. Gray, 1981), decision making (Gelatt, 1989), carcer development (Magnusson,
1992; Miller-Ticdeman, 1988), and organizational development (Senge, 1990; Wilson Schacf
& Fassel, 1990).

As I engaged in the process of conversing with my participants and interpreting their
narratives, I began to perceive a fundamental difference between their descriptions of
professionalism and the oricntation toward professionalism that was reflected in the majority of
the literature on professionalism that I had previcusly searched. As we saw in the Chapter 2, a
great deal of the traditional literature on the professions, within which professionalism is
embedded, proposes a rational, hierarchical, elitist perspective; that is, it aligns with the natural
scientific paradigm.

In the natural scientific paradigm, ofien termed the dominant world view because of its
pervasiveness in and influence on our North American cultural beliefs and practices, a
dichotomy between matter and spirit is exaggerated, and reason is emphasized over spiritual
and self-creative experiences.

The dominant worldview actually does not trust the spontaneous, expressive creativity
of the individual. The proper beliefs and proper ways of acting which lead to social
and economic success are predominantly moral, rational, entrepreneurial, and
“professional”; in short, they impose rational discipline on the deeper, more
impulsive, intuitive, mystical, and emotional aspects of human nature. (Miller, 1990, p.
17)

In addition, the aim of the natural scientific paradigm is to predict and to control. Many



43

wrilers have suggested that our attempt 1o predict and to control the natural world has
influenced our cullural practices, resulting in hierarchical social structures, and oppressive
governance and socictal practices (Berry, 1988).

Over the last twenty years, the limitations of the natural scientific paradigm and its
influence on sociocultural practices have been increasingly felt. There is a challenge to create
a new way of thinking and being in the world, including, I belicve, a new way of
conceptualizing professionalism.

What might be proposed here is that one of the historical roles now being assigned to
our generation is the role of creating, in its main outlines, the spiritual context of the
ecological age....(Berry, 1988, p. 119)

Rather than attempting to narrow and define the construct of professionalism, my
research purpose is to inquire into its narure, to open and expand the question, *What is
professionalism?” The themes explored in this chapter illustrate the narure of professionalism.
As such, they are the comerstone of the themes portrayed in Chapters 5 and 6; they should be
kept in mind when reading these chapters. This altemative perspective of professionalism
reflects a more ccological paradigm that acknowledges the spirit of the self and the other. It
promotces the empowerment of (rather than power over) professionals, clients, and the systems
within which they live and work.

The ccological conceptualization of professionalism that I present does not negate the
importance of rationality, but rather, takes a more comprehensive view of professionalism
where a rational perspective is one dimension amung others. Additionally, the alternative view
of professionalism docs not negate the numerous contributions and positive influences of
professionalism that have resulted to date, such as the weeding out of charlatan practitioners
and the maintcnance of quality control (Vollmer, 1966). The ecological perspective does,
however, reflect a view of professionalism that is seemingly more aligned with our changing
cultural belicf systems and practices -- a view, I believe, that more adequately portrays the
complexity of professionalism -- for now. I suspect and even hope that, given the evolving
nature of our world views, one day a new paradigm will replace this one. Therefore, this
paradigm should not be taken as dogma, but as an arena for thoughtfulness.

The themes depicted in this chapter are not new: They have been commonly found in
the literature since about the 1960's. These themes have not, however, been adequately
addressed in the context of professionalism, and they have not yet fully found their way into
profcssional practice. As Bibby and Posterski (1991) reflected, change takes time: It may
take several decades for new ideas to find their ways into mainstream practices.

Organizational Pattern

What follows in the next three chapters is a hermeneutic phenomenological
interpretation of professionalism. The organizational structure portrays themes that speak to
the nature and essence of professionalism. The writing structure synthesizes participants’ lived
experiences and reflections, quotes and reflections from related literature, and my reflections
on the meaning of these. The research participants, as previously mentioned in Chapter 2, had
the opportunity to read and contribute to the thematic analysis and written synthesis.
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The Holistic Dimension

Professionalism has so many dimensions to me. But I'm interpreting it to Jdo with the
meaning of work life for me. 1t's so pervasive. It covers my entire life and
heing... There's no clean line between the personal and the professional...

These words were spoken by Joanne in our first interview. They brought to the
forefront the complexity of professionalism. If we sce professionalism in a broad sense as
rclated to our work, we have a place to begin our exploration of its meaning. In the tollowing
passage, Joanne describes the importance to her professionalism of accepting all parts of
hersclf and integrating these pants in a harmonious way.

[In developing my professionalism] I trust my own intuition a lot more becawse I've
come to find that when I've gone against that I've usually gotten myself in alt sorty of
circuitous routes of trouble. If I attend to my intuitive sense early on, then usually I'm
on the right track...And the same thing with my emnouons. 1 initially saw myself us
overly emotional and that that was bad. And now I've come 1o realize that there's u
lot of truth in my emotional experience that is my earliest source of insight, in a way,
to what's going on....So | feel much more in harmony between my cognitive, my
emotional, and my spiritual -- more integrated and respectful of myself and my own
growth.

In the past twenty years, the holistic paradigm has gained increasing attention from
thinkers in a diversity of disciplines, including physics, psychology, theology, cconomics, and
ccology (Miller, 1990). In psychology, the holistic paradigm is readily apparent in both
humanistic and transpersonal approaches. Humanistic approaches remind us of the importance
of manifesting the potential of each individual; transpersonal approaches reacquaint us with the
spiritual realm. Both approaches recognize the interconnected aspects of human functioning,
integrating both affective and cognitive domains.

When we admit the complexity of our human functioning and acknowledge the parts
of ourselves that lic outside of the rational domain, we may question the wisdom of a
predominately rational perspective of piofessionalism -- for what is a professional without
passion for his or her work? a professional without compassion for those that he or she works
with? Further, if intiition, spirituality, and emotionality are part of our being, why not use
these capabilities in an integrated manner, embracing their place in our lives, including our
work, so that we bring to our life-encounters the fullest potential available by using all the
forms of knowing a.uilable to us (Walker, 1988)?

The holistic orientation to professionalism has implications not only for us as
practitioners, but for the others we work with as well. The importance of working in a holistic
way with others is reflected throughout the research writings.
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Respect for the Spirit

The holistic paradigm scrves to bring the human face back o professionalism,
reconnecting us with our spirit. Typically aligned with patriarchal religion, spirituality is often
denicd because it holds so many connotations, many of them negative, and because it is so
difficult to define.

Yet, spirit is something we recognize in our everyday experiences. We speak of “‘the
spirit of the age” or “the spirit of the place.” We talk of spirit as our inner world, our life
energy, our liveliness, our “spiritedness.” We experience spirit when we spaikle with energy,
when we have magical moments of communion, and when we have what Maslow (1968)
referred to as peak cxpericnces. Etymological roots of the word show spirit to be the essential
characier, nature, or quality of something. So spirit can be viewed as an inner part, a
mysterious part, and a vulnerable part of ourselves,

Intentwined with the notion of spirit is that of respect. A spiritual world view is a
global paradigm promoting creativity and reverence for life (Miller, 1990). This reverence for
life is embedded in respect -- the valuing of the dignity of the inner life of another (Walker,

1988).

Respect is not fear and awe; it denotes, in accordance with the root of the word
(respicere = to look at), the ability to see a person as he is, to be aware of his unique
individuality. (Fromm, cited in Walker, 1988, p. 15)

Respect means to refrain from interfering with and to give regard (Marion Webster
Dictionary). Thus, profcssionalism can be viewed as respect for the spirit of both the self and
others; as sceing and honouring that which is essential; as refraining from practices that violate
or de-spirit; as promoting practices that regard and nurture the spirit; and as seeing the
uniquencss in ourself, in others, and in each situation.

Nourishing the Spirit of Qurselves and of Others

Feclings of satisfaction that we receive from our work and personal ventures can
enhance our spirit. In the research interviews, each co-researcher depicted examples where
they had created and responded to opportunities in their life journeys that position them to
nourish and to develop their essential character. Joanne described her life paths from
childhood, to university, to work, to relationship portrays a journey where she discovered,
developed, and nurtured her unique and essential qualities. Ariel portrayed her decision to
lcave government to find a place where she could express herself more freely, and be truer to
herself and others. Robert spoke of the need to follow his passions. Jason spoke of his
decisions to enter cnvironments that supported his values and beliefs, and allowed him to work
in atmospheres that supported his growth. The concept of nourishing our spirit is closely
related to the calling, pursuing our path with heart, to which Chapter 5 is devoted.

Much of our work as practitioners is aimed at nurturing the spirit, the essential
qualities of others. Thus, our professionalism is intentinal. It has another in mind. In the
ficld of carcer development. it involves helping others to develop their multipotentiality, while
meeting their immediate and/or longer term needs. This can be done in a diversity of ways,



46

for example through working dircctly with clients or by engaging in practices that support our
wnil. with clients, such as rescarch, product development, and policy development. Thus,
prriv -onalism requires that we not only respect the spirit of ourselves, but the spirit of others
in what has the potential to be a mutually beneficial relationship.

In contrast, spirit can also bc violated, for cxample, by shame or by guilt. When we
think about professionalism, it is oftcn because we have somehow been treated in an
unprofessional way. There is often an unspoken code of conduct that we expect from people,
and we recognize when it is violated. The following scenario ook place in my first student
teaching placement. My role at the time was simply to observe the class and make notes on
what I saw. The following is an excerpt from thosc observations.

Today my assignment was to observe a so-called “discipline problem” in a classroom,
a ter. year old native boy. James, as I shall call him, was poorly dressed: His clothes
were torn and dirty. But beside his desk were a pair of shiny, new rubber boots, of
which he was obviously very proud. The teacher asked him to put his boots in the
coat room where they belonged. James responded by saying that his aunt had just
bought them for him and that he was afraid they would get stolen if he put them in the
coat room. The struggle was on. The teacher picked the boots up to take them away.
First James started crying, then yelling. The teacher hurried to get the principal to
“show” him how unreasonable James was behaving.

When I retumed to this classroom the following weck, James had been removed and
placed in a “correctional” program. I felt sick. This example has been etched in my mind and
strongly influenced my own teaching and counselling practices. Many times I imagined how
the teacher might have handled this situation in a way that morc fully exhibited
professionalism, promoting respect for the spirit of the child. I have come up with many
interesting and diverse options. The philosophical orientation underlying these options is
reflected in the following quote by Ariel. Although Ariel was speaking of working with
employees, the paragraph holds gencral meaning for our work with clients, too. Her words tell
of a different way of behaving than exercising power over other people in oppressive ways.

It’s interesting, when I think of people who are professional, they are persons who let
other people do things in a way that suits themselves. So that although I do things in
a certain way, I wouldn't assume that there’s not another way to do that. | suppose a
professional has a great deal of respect for other people’s skills and abilities. When |
think of some of the problems or issues that I've found personally not very pleasant in
my work experience, there has been that lack of respect for other people -- somehow [
don’t think professionals acquire their recognition through putting down or
undermining other people.

Ariel is speaking of a tolerance for diversity, an acceptance that cach person may have
a Hifferent way of being that is reflected in their tactics and actions. It is a respect for the
uniyue expression of individuals and a willingness to allow others to express themselves in
ways that may be different fém our own. With children or others who are in clearly
vulnerable positions, the &d fof respect and tolerance may seem obvious. The recognition
for the need for respect an ! golewsnce as a reflection of our professionalism may become
increasingly blurred, howeve, as we are faced with biases that remain more subly engrained
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within our cultural beliefs. As the following story by Kara (a career development practitioner)
portrays, it is imporant for us as practitioners to continually reflect on our biases and how
they influence our actions with others.

[ recall a situation when I was working on a committee with a group of professionals
in the Health Care field that made me question what true professionalism really is.
Our committee of ten was involved in an educational project and had been working
together for about six months. Two women in particular were extremely dedicated to
the project. Their efforts were praised by several other members. They were
considered to be an integral part of our team. Then an incident happened that
precipitated rumours about these women being sexually involved with each other.
From that point on they were treated differently. Their input was questioned, their
dedication de-valued...Would a true professional, especially in the health care
discipline, treat a colleague differently because of his or her sexual orientation?

A Systemic Relationship

In respecting the spirit of ourselves and others we must, as we have seen, look to
practices that nurture the spirit. In the past, we tended to leave more inclusive visions
of reality to poets, romanticists, ecologists, and spiritual and philosophical writers
(Berry, 1988). More recently, we are realizing the destructiveness that may happen
when we fail to take an encompassing perspective, for “what is 8ood in its microphase
can be deadly in its macrophase development.” (Berry, 1988, p-44)

During the research interviews, participants spoke about the importance to their
professionalism of "sceing the big picture," "holding a global view," "recognizing the
importance of the contribution of each person working on a project,” and so on. They
suggested the need to hold a systemic perspective as they worked. This orientation provides
an alternative to the mechanistic paradigm, meaning that we study systems as entities, rather
than a conglomeration of parts isolated in narrowly defined contexts (Bertalanffy, 1968). This
view promotes integrity, recognizing that the character of a living system depends upon the
whole.

Many of our current societal systems and practices are based on hierarchical, rather
than systemic perspectives and practices. When we view the world from a hierarchical
perspective, there is someone above or below us. This orientation holds the danger of
promoting the simplistic notion that we are “better” than others because we are higher up the
hierarchy on a management scale, because we make more money, because we work in a job
with “higher” status, and so on.

Apparently many people can't be professional, no matter what their behaviors are,
which I object to. Professionalism is a form of conduct -- it's not defined by the
credentials cne holds. (Ariel)

The status of a profession is often based on hierarchical concepts of elitism and
prestige. In a historical context, elitism was a way of protecting “the other” from people not
qualified to conduct certain services. This hierarchical perspective of the professions
influences our socictal beliefs and practices in ways that may limit rather than promote respect
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for the uniqueness and value of individuals. For example, when we say we are a doctor, or a
salesperson, or a plumber we often receive different reactions from people. Certain stores
restrict shopping membership based on occupational affiliation. I would go so far as to say
that we sometimes accord greater personal worth to people in “the professions.” This view is
supported through research interviews I have conducted with trades people, who ofien cite the
low profiles accorded to the trades and to themselves as workers as one of the biggest barriers
they face in their jobs. The following quote by Aricl suggests a different way of thinking that
has implications that may affect the worthiness we attribute to people because of their work.,

When you look at where we say there are professions -- lawyers, doctors -- they're all
set up on models where there's a great deal of independence because, in theory, they
all have the same status. So maybe we just have to move that into a place where |
would recognize that I'm working with people with different skills or different
education levels -- they're still equal in a sense of their desire and their need 1o
contribute.

This perspective is best represented in a circular, more cooperative, rather than
hierarchical dimension. It affords us a different opportunity to view reality, a view more
respectful of the spirit than a hierarchical perspective may be. This perspective is one that is
increasingly reflected in current organizational practices through the flattening of hicrarchical
structures and the promotion of work teams.

A systemic orientation of professionalism has implications, therefore, for a diverse arca
of practices, including career development, occupational development, and counselling
practices, that may allow people to experience a sense of empowerment. (Sce Chapter 7 for a
fuller discussion of these implications). A hint of how a more cooperative perspective can
influence practices and attitudes within an organization is reflected in Robert's words.

! pour coffee for people, I do my own photocopying, 1 do word processing. And I'm
not sure that humility’s the right word, because you could reframe it and say it's not
an issue of humility that you're willing to do low level tasks. There are no low level
tasks. Each task is essential to the project. therefore our technical staff are equally
worthy in terms of what we produce. Obviously some tasks should be delegated...but
it's more a matter of effectiveness than low level, high level.

Professionalism as Empowerment

Life emerges and advances by the struggle of species for more comglete life
expression. (Berry, 1988, p. 216)

Empowerment is a growing concept in the human services literature. Although definitions
of empowerment vary, central to the concept of empowerment is the powerlessness that
individuals or groups experience in a variety of settings and in a varicty of ways. When
individuals experience powerlessness in their envircnments, they consequently experience their
self-determination as limited (Solomon, 1987) and may see themselves as helpless (Parsons, 1991).
“The term powerless refers to being unable to direct the course of one's life duc to socictal
conditions and power dynamics, lack of skills, or lack of faith that one can change one's life”
(McWhirter, 1991).
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In its most basic form, the concept of empowerment refers to the process of increasing
power. In reference to empowerment, Kohn (1991) spoke of “people taking charge of their lives”;
Rappaport (1987) spokc of “achieving mastery over one's affairs”; Wartenberg (1988) talked of
the transformative usc of power to bring another “to a more developed manner of existing.”

As practitioners we need to ask, “Who must be empowered?” Imagine the potential
cffectiveness of practitioners who have gaps in the skills, knowledge, and attitudes they hold in
carcer development, who have little trust and confidence in themselves and their ability to work
appropriately with their clients, who have not yet reflected on the important issues of their work.
How can we expect clients to trust us and to work with us if we do not trust ourselves? How can
we expect clients to undertake their personal career journeys if we have not begun our own?

Thus, a part of our professionalism is the continuing empowerment of ourselves as
practitioners as we become increasingly able to do our work, congruent in our work, and confident
of our abilitics. When we become empowered, we become more self-accepting of our deeper
sclves. We gain courage to act in ways that are more spontaneous and more reflective of who we
are, with less concem about being laughed at or disapproved. We become increasingly able to
recognize and act out of our personal strengths, rather than out of fear (Maslow, 1968).

To what end is our empowerment as practitioners aimed? One of the reasons we aim to
cmpower ourselves is so that we are increasingly able to help our clients empower themselves.
In Robert's words:

Our goal is “to render ourselves redundant” -- that is we want to teach our clients the
skills, knowledge, and attitudes that they need to experience their empowerment.

The Relation Between Empowerment and a Systemic Perspective

Our empowerment, and the empowerment of those we work with, is in part shaped by the
exter.zr forces we encounter. The systemic dimension places individuals and groups within a
context, for example, women in a society dominated by men (Wartenberg, 1988); social assistance
recipients in relation to large institutions (Parsons, 1991). As professionals, we are shaped by the
systems in which we have grown up and the systems in which we live and work. The clients we
work with are also influenced by a number of systems.

When we use a systemic view, we realize that individuals and what influences them, such
as culture and society, are all part of the same system. This means that at the same time we both
influence and are influenced by a dynamic reality. If one part of the system is unhealthy, it has
the potential to affect everything within the system. It is not surprising that different people
placed in a similar system often behave in a similar manner (Senge, 1990). It is important,
therefore, to view our clients within the systems in which they live. For example, we need to
address different issues if we are working with an immigrant woman who speaks very little
English and is on social assistance than if we are working with a high school student who is in
a financially and emotionally supportive home environment. To fail to consider the context of
our clients' lives is to fail to see a system's effect on their life situation.

All these messages we get of what's supposed to be okay for women are constructed
around a very sexist set and dysfunctional set of institutional, organizational, and societal
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practices...In terms of our psyches as women -- and I'm not saying this doesn't affect
men, it affects them, too -- but what happens is that we can almost not help but
internalize that there's something wrong with us because we're going against the grain,
supposedly, of what's supposed to be right and normal. The fact is that the system iy
screwed up, the whole societal priorities are screwed up....In feminist counselling...the
socio-cultural influences on women’s psychological experience are really emphasized,
talked about, made visible. (Joanne)

What implications, then, does a systemic perspective hold for our professionalism in
working with our clients?

One of the things that | pay attention to is the relationship of the individual and the
system and the culture and the interrelationships of the attitudes, the environment, which
is where the ecology ideas have a certain appeal - it's seeing the individual within the
larger system and the interplay between those, always trying to maintain the Sflexibility in
the level in which I perceive the phenomena between the intrapsychic, the inner
experience, the interpersonal and the larger system -- and to treat or to view the larger
system as a legitimate and important target of intervention and not just the inner, intra-
psychic. (Joanne)

From a mechanistic viewpoint, if we sense dysfunctional practices, we would adopt a
dualistic perspective and pit ourself against something -- society, or culture, or the other. We may
feel powerless in this relationship thinking, “What can I do against such a powerful force?” In
giving away our power, we may also give away responsibility for our lives. With a systemic
perspective we recognize the subtle interconnectedness of the components in a system: We sce
the universe as a dynamic web of interrelated events. Recognition of structures and patterns
allows us to target them as systems of intervention, improving our ability to change. We sce that
we can make interventions at many different levels, for example, we can target ourselves within
the system of the components of the larger system itself. We recognize that small intcrventions
of the right kind can have a big influence on the system, particularly over a period of time (Berry,
1988; Senge, 1990). Thus we can begin to think of change as a process, rather than as a static
win-loss situation.

To me, it's a fascinating challenge to acknowledge that dimension [socio-cultural
influences] and also try to at the same time work with :he individual experience in a way
that doesn't then just blame the system, blame the society and then say, “Well you can't
do anything about it.” We always have to still work with the empowerment of the
individual within that. But the perspective of recognizing what is...imposed in terms of
societal and social attitudes is really empowering as a perspective on the individual's
experience. (Joanne)

We need to ask ourselves and teach our clients to ask, “What are the systems we arc
conforming t0? What are the constraints of the systems? Can we find ways to grow within the
systems?” We can then work to empower individuals within the systems they are in. For
example, we can give high school students at risk of dropping out a varicty of skills and
knowledge that will help them to increase their effectiveness in their environments such as formal
leamning strategies, leaming to access allies both inside and outside the school (such as teachers,
peers, mentors, and advocates), and leaming to use networks and resources to their advantage.
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The outcome of empowerment includes not only increased interpersonal power of the
individual, but also increased power of the group to which the individual belongs, and ultimately
constructive change of the dysfunctional influences and systems (Rappaport, 1987). Part of our
role as practitioncrs then is to work to promote change -- to ask, “Does the system itself need
changed? Is it dysfunctional? Inefficient? Is it an outdated system that limits our expression of
professionalism or our clicnt's developmemt?” It may be important, for example, to promote
cquity in the workplace or to develop a leaming organization. It is important to reflect on how
we can best accomplish this change -- from inside the system? from outside the system?

! think not raising the questions is unprofessional, so in my capacity it would be
unprofessional if we didn't push the system. So within that context, some of what was
being a professional was to find a way to work within it [for change]. Eventually you
have to make a decision, and | made the decision that I could achieve more on the
outside than on the inside.... (Ariel)

Professionalism as Dialectic in Nature

For centuries Taoists have seen life as the creative synthesis of two opposing forces, yin
and yang. In the Tao, all existence is created by this dynamic opposition. Recognizing
this principle keeps us from falling into the false dilemma that narrows our choices to
eitherlor, right or wrong, us or thcin, win or lose, all or nothing. (Dreher, 1990, p. 7)

Researchers measure professionalism according to categories such as career commitment,
organizational commitment, and job involvement (Aranya & Jacobson, 1975; Blau, 1985: Morrow,
1983; Mowday, Steers, & Porter, 1979). The higher we rate on the scale, the more commitment
we arc scen to show. If we reflect on the message that is portrayed through this conceptualization,
we sce a rather dicholomous perspective being portrayed. We have either more or less
commitment and satisfaction, quantitatively indicating our professionalism.

According to the traditional belief system, if we struggle with the question of how much
time to spend with our families and how much time to spend with our work, we experience less
professionalism than someone who does not hold these tensions. As Joanne expressed to me in
onc of our conversations, this dualistic orientation has produced some dysfunctional societal
practices:

The fact that you construe your desire to nourish your child and attend to her and your
desire to express and develop yourself professionally -- the very fact that you construe
those two as a conflict is a product of an oppressive system that's designed around sexist
principles that it's woman's responsibility to care and nurture, and that it's men's
responsibility to be professional.

And yet, somehow with the women's movement, we come to believe that yes, it's our
responsibility to be professional and to be carers and nurturers. And if we have conflict
that's too bad for us and somehow we're inadequate. Yet the childcare institutions that
surround us are inadequate and so contribute to our sense of guilt...The fact that we
haven't found a healthy way to create a harmony around the needs to be professional --
1o express ourselves professionally -- and the needs to care and nurture...Why should
those two be incompatible?
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Conversations with my participants show that their lived experiences of professionalism

were filled with tensions, for example between the personal and the professional, between work
and leisure, between devoting energy to caring for themselves and caring for others they work

with. The participants accepted tension as a part of their work cxpericnces, and looked at the
synthesis of opposing forces as a part of their professionalism and growth.

From the dialectical perspective, the importance of these tensions is in their relational and
dynamic grounds (Gecorgoudi, 1983). These tensions are lived -- they are the processes that form
the grounds of the development and transformation of cach professional and the systems within
which they live (Georgoudi, 1983; Howard, 1977). Within the dynamic synthesis of opposiles,
when we accept tension as a natural part of professionalism and recognize that from the tension
comes opportunity for increased integration, we at the same time grow and lay new ground for
continued growth.

The dynamic tension of professionalism can be seen as a devclopmental process that
allows for the creation and re-creation of the self (Howard, 1977). Professionalism is a dynamic,
transformative process that is continualiy open to new directions. We don't reach the “ideal” of
professionalism. Rather, it is more that as we develop our professionalism, we also influence what
professionalism can and should be. The transformation of our professionalism cannot be scparated
from the transformation of the social structure we are operating within.

The possibility for social change is intimately connected with the conceptualization of
professional practice as a mode of relating within the broader network of socio-political
relations. Thus, in carrying out an experiment, conducting a survey, or even writing a
theoretical paper the scientist inserts him- or herself into the full schema of social
relationships, and thereby transforms this scheme. (Georgoudi, 1983)

Summary and Transition

In this chapter I suggest an alternative paradigm of professionalism to the onc that is
typically portrayed in the literature. The alternative paradigm of professionalism portrays an
ecological, rather than natural scientific, view. It promotes a holistic, rather than rational,
approach to professionalism that suggests practitioners will be morc competent and effective when
they acknowledge the cognitive, emotional, and spiritual parts of both themsclves and others they
work. From this viewpoint, professionalism is seen as respect for the spirit of oneself and others:
Thoughts and actions are aimed toward promoting dignity and supporting the vrique
developmental potential of individuals. The concept of “respect for the spirit” is onc of the main
guiding principles of this view of professionalism. For example, if practitioners respect
themselves and others, they will want to be competent in their work in order to effect change; they
will want to consult with clients so that the programs and products they design are appropriate;
they will want to work at something that is meaningful that aligns with, rather than compromiscs,
their values.

Many of the traditional approaches to professionalism focus predominately on practitioner
attitudes. The nature of the interaction between the practitioner and the other, and a recognition
of life/work contexts is often overlooked in these models. The ecological paradigm to
professionalism assumes a systemic perspective. Professionalism cannot be separated from those
practitioners work with or the systems practitioners and clients find themselves within. A
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systemic perspective acknowledges the complexity of the dimensions of professionalism, and
provides a conceptual means of organizing and addressing these dimensions. Additionally, a
systemic oricntation portrays the possibilities for a “flatter,” less hierarchical organizational
structure that positively affects working practices by giving greater access to decision making.

Empowerment is another important concept in the alternative paradigm of professionalism.
In the traditional approachcs to professionalism, practitioners aim to have power over their clients,
in part to maintain a monopoly on services and to increase practitioner autonomy, so that they are
able to exercise professional judgement free from client influence, The altemative paradigm of
profcssionalism suggests that it is more important to empower practitioners, others, and systems
rather than have power over the other and the system. Empowerment occurs, in part, when
practitioners and/or clicnts: increase their knowledge and skills; develop an understanding of the
systems they arce in; and develop strategies to empower themselves within the current system or
o change the system,

The final conceptual characteristic of the alternative paradigm to professionalism is its
dialectic nature. Professionalism is usually measured quantitatively, with the assumption that
“more is better.” From this orientation one assumes, for example, that the more autonomy
practitioners hold, the more professionalism they hold. The altemative paradigm suggests,
however, that autonomy can be lived as a tension. For example, if practitioners have unlimited
autonomy, the needs and wants of the other may be overlooked. If practitioners have too little
autonomy, they may not be able to effectively exercise professional judgment. And so, they may
feel pulled between the two. The dialectic nature of professionalism suggests that these tensions
need not be diametrically opposed, but that they can result in integration and transformation:
Practitioners may, for cxample, find that their attentiveness to clients' needs changes the types of
services and interventions they deliver.

The reader should keep the above paradigm in mind while reading the next two chapters,
which focus on professionalism and the practitioner, and professionalism as the practitioner
cngages with others and the field.



CHAPTER 5
FOCUS: THE PRACTITIONER

Through my immersion with the data and conversations with the rescarch participants,
it became clear to me that professionalism is relational in nature; that is it involves the
practitioner in relation to an other or to the field. In this chapter I focuses on the dimension of
the practitioner through an exploration of the following themes: (a) the calling, including the
call to leamning and the call to inner growth; (b) the developmental nature of professionalism,
including the interrelatedness of the personal and the professional, as well as key influences in
the development of professionalism; (c) embodiment; (d) engagement; and
(¢) setting limits. I discuss the dimension of the other and the ficld in Chapter 6.

The Calling

In our time, a secret manifesto is being written....the longing to know our authentic
vocation in the world, to find the work and the way that belong uniquely to each of us.
(Roszak, 1979, p. 3)

To experience professionalism is to experience a calling. A calling is intentional in
nature; that is, we are called toward something. We say we are “called” 1o action, we are
“drawn” to a cause, we are orientated to a vocation.

The word vocation alludes to the fullness of the possibilities of “the calling.” “Voca”
originally meant to be drawn or called to a religious order (Oxford English Dictionary). If we
extend the notion of religion to mean spirituality, we perhaps come closecr to a decper
understanding of the nature of the calling. From this perspective, the calling is being drawn
toward an honouring of our spirit in a tension of respecting “the spirit of the self”” and “the
spirit of the other.”

How is the calling experienced? The calling may be apparent to us in our lives from
an early point in time, growing in clarity through our reflections, through our experiences, and
through feedback from others. Joanne describes how, at age fourteen, a friend forccast, “You
will be Madame Garttuso,” intimating that she would be like a fortune teller, or somcone who
psychoanalyzes people with their problems. Although this was done in jest, Joanne remembers
thinking, “That’s interesting, I bet that's right... that's close to what I'm going to end up
doing.” As it turns out, her friend's prediction was accurate.

The calling we experience may be apparent to us as a central life mission -- we want
to help, we want to teach, we want to create. And yet, to live our calling requires cxpression
within a situation: We direct our calling toward a context to bring it to life. We say, “I want
to be a teacher” or “I want to be a counsellor.”

The experience of coming to know our calling and to find an expression for it is often
lived as tension, as having to choose between one set of interests over another, of having to
choose between one occupation and another. For Jason, this initially meant choosing between
the seminary and teaching. The process of deciding required reflection, sorting through values,
and deciding on lifestyle priorities -- but in the end it was clear. “When I rode around the
tractor that summer, it was truly a calling toward teaching.”
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Somctimes the choice does not seem clear and the dichotomy of our choices may seem
large. As Joanne's experience indicates, however, the dichotomy may lessen as we are able to
more [ully integrate into our lives what initially seems like two quite separate choices.

The counselling was an early kind of interest or a fit with my temperament. But it was
always the creativity or the creative expression of the counselling...Those two were in
tension because I thought if I was going to go in one career direction or another that
they were going 1o somehow be mutually exclusive....I've continued 1o wrestle with
those themes. But | feel like I've resolved them fairly well in that | manage to

integrate both in my work .- © . »!nning to increasingly develop that.

The calling is not always . + . In our consciousness. It may subtly envelop
us, seduce us, entice us. 1t may by - > v/e are captivated that we recognize the passion
we hold for a cause. Qur mis~"~p- - +sls may arise as we become immersed in our life
contexts. For Robert, there w45 no .« 22 incident, ne intentional reflection or premeditated

dccision where he said, “This is what » want to do.” % 2t there was an obvious transition from
his first work in the arca to a complete 2.4 utter commitment to both the organization he
works with and the field of career development.

About two years ago Michael asked me, “When did you commit heart and soul?” And
I said, “I don’t know. It was months, ago I know that, but I know it wus never
conscious and I couldn't tell you the time.”

And so the expression of professionalism as the calling is dynamic -- it evolves as we
decide what we want to do, as we live what we want to do, as we discover what we want to
do, as we create and refine what we want to do. We may express our professionalism in
diverse work roles, job, or occupations throughout our work life. Whatever variations exist in
being called to our work, believing in and being passionate about it seems to be important to
our emotional sustenance and profoundly influences our professionalism.

In order o sustain ourselves in the front lines, I think we really have to tap into
something that truly nurtures us...There is a deeper need to be in touch with what
could be called the archetype of the Self. In order to have a sense that at some really
deep level this is sacred work, we need to feel the empowerment of the archetype itself
as we do the work. (Bolen, 1991, p. 25)

What is implicit in the calling? What is it ihat we are called toward? The calling
arises both from within ourselves and from outside of ourselves. In being drawn toward an
Occupation, a project, or a cause we are being called by something outside of ourselves -- by
an other we want to help, by a system we want to change. We are also called toward our
personhood: We are drawn toward growth, toward challenge, toward expression of our values
and beliefs, and toward generativity and the desire to contribute. Purposeful work creates
meaning in our lives and a sense of self-satisfaction. To ignore our personhood in the calling
is to deny our Self.

Instead of asking us to deny ourselves, professionalism encourages us to be ourselves
more fully. Being drawn to a calling involves listening and responding to ourselves in an
evolving process of self-discovery. When we say “to thine own self be true,” we are called to
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honour the unfolding of the self that is cssentially ours in a continuing process of coming to
answer the question, “What do 1 /ike 10 do?” For when our work becomes a way of self-
expression we become “spirited,” we transmit our enthusiasm to those around us,

In her humorous way, Anel reflects, “Can you imagine ‘true professionals’ being
bored? Using a lifeless and monotone voice to say to a waiting client, 'Please take your
place in the corner’?” Instead, when we are working at something we cnjoy we are, as Robert
depicts, “filled with passion, excitement, commitment, energy, interest, intensity, whatever you
want to call that...we're into our work."

What are the implications of being cnergized about our work? Consider for 2 moment
what can be called “grunt” and “flair” (Redekopp & Day, 1989). Flair is the exciting part of
our work. It may be coming up with an exciting idea for a project, deciding the best graphic
design for a marketing product, and so on. Grunt is the detailed and usually less cxeiting
work that we engage in, such as making endless telephone calls to organize a focus group,
formatting our proposals, writing up our case notes. Yet, grint is necessary to support the
flair and bring our creations to life.

Consider, too, the daily challenges that we may face in our work. We may have an
angry client who has just been laid off work; we may be struggling to find the appropriate
workshop design to encourage youth at risk of dropping out of school to take responsibility for
their learning. How do we generate the motivation and self-discipline to complete the grunt in
our work? to face the difficult challenges we encounter?

There has to be something about our work that motivates us to want 1o do it. Let us
consider the interrelatedness of difficulty, meaningfulness, and inspiration. When we see
something as meaningful, as having purpose, as being worthwhile, we are inspired, there is “an
energizing of life” (Walker, 1988). We gain the energy and the momentum that we nced to
face our challenges, to pay attention to the details that support our work, 1o encourage us to
work with excellence. And despite the messages we are sometimes given -- “Some people
think it's very, very serious being professional” (Ariel) -- we can even enjoy our work and
have fun,

In contrast, when we are trapped in meaningless work, each day presenis drudgery, a
day to be “gotten through.” When we lose meaning for our work, we “lose heart”: We bum
out and lose our passionate flame, we expire and lose our vitality for life (Walker, 1988).
That enjoyment of our work is important to our well-being is portrayed in Palmer's rescarch
that shows this job-satisfaction to be a better indicator of longevity than physicians' ratings,
use of tobacco, or genetic inheritance (cited in Herr and Cramer, 1988). Instcad of personal
satisfaction there is a dis-satisfaction, and we become *de-spirited” so to speak. We may find
we are coming in a bit later to work, taking a few more sick days, and working to less than
our capabilities, saying things like, “This will do.”

We might ask, “Is it possible to dislike our work yet maintain a professional attitude?”
Think of a nurse going to work everyday and disliking the hierarchical system within which
s/he works; of being tired of working with people; of waiting impatiently for each shift to end.
Can s/he not act in a “professional” way, being polite to patients and co-workers; accurately
giving medications and conscientiously filling in charts?
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We may answer with a enuative, “yes,” but perhaps there is a difference between
“acting” as a professional and “being” a professional, We might wonder how much extra
attention the nurse gives to his or her patients, how much dissatisfaction is portrayed through
the voice or an abruptness of actions. Of course no professional is filled with passion for his
or her work cach moment, and there may be times when “acting” may be nccessary, but for
the fullest expression of professionalism, we need to respect our personhood -- our personal
spirit.

All work is empty save when there is lpve;
And when you work with love you bind yourself to yourself, and to one another, and to
God.

And what is it 1o work with love?

It is to weave the cloth with threads drawn from your heart, even as if your beloved
were to wear that cloth,

It is to build a house with affection, even as if your beloved were to dwell in that
house.

It is to sow seeds with tenderness and reap the harvest with Joy, even as if your
beloved were to eat the fruit.

It is to charge all things you fashion with a breath of your own spirit....

Work is love made visible,

And if you cannot work with love but only with distaste, it is better that you should
leave your work at the gate of the temple and take alms of thuse who work with joy.
For if you bake bread with indifference, you bake a bitter bread that fceds but half
man’s hunger.

And if you grudge the crushing of the grapes, your grudge distils a poison in the wine.
And if you sing though as angels, and love not the singing, you muffle man's ears to
the voices of the day and the voices of the night. (Gibran, 1984, pp. 27-28)

The Call to Learnin

When we work with love, when we care about our work, we become motivated to “do
it weli™; we are called toward leaming, What does this mean? The use of the word
“professional” as we often use it suggests a number of images. For example, we have the
professional as krowledgeable, we have the professional as expert. Yet, rarely do we portray
the professional as quester, the professional as questioner. There is a critical difference
between the two sct of images, however, that is worthy of reflection. The first set of images
reflect a relatively static perspective of holding expertise, as having knowledge. The second
set of images portray a process, an active dimension of movement and growth that is initiated
by the professional.

This questioning attitude was central to the professionalism of the research participants
who described their continuing need to leam, to hone their skills, and to increase their
ctfectiveness as practitioners, It is an agtitude that says, “I am a student, I am a leamer, I am
an explorer” (C. Lewis, personal communication, February, 1993). Compare this orientation to
someone who loscs interest in learning, opting to “rest on their laurels” instead. To rest is to
be still, to ccaze or abstain from (Oxford Concise Dictionary).



If you're not growing, it's pretty unlikely you're displaving professionatism... The
world's just changing too fast. (Robert)

In the case of professionalism we must ask, “What has ccased here?”' It is not the
world, for as Robert spoke of, the world is continually changing. Our clients and the systems
within which they live are in flux. What has stopped is our movement toward leaming and
our willingness 10 keep pace with the world, We may be tired of working hard, or we may
belicve that we are at such a level of cxpertise that we no longer need to leam. Whatever our
reasoning, our skills soon become outdated and we hecome out of touch with the field.
Professionalism rcquirces, then, that we stay attuned to the world and acquire the skills,
knowledge, values and belicfs, as well as the confidence necessary to implement our
professional intentions.

Professionalism involves empowering oursclves to be more effective in our work.
What must we learn to empower ourselves, to increase our personal power? Few would
disagree that professionals should hold the skills and knowledge necessary 1o perform
effectively in their field. And so certification exams are often required to ensure this minimal
knowledge is attained. But is this all we must do? Once the exams are written, there is the
daily reality of maintaining our skills, honing our skills, lcamning new skills, and applying our
skills to new situations.

Robert speaks of this as entrenching his skills and knowledge sc that they become
embodied. He talks of the continuity of his work as contributing to his professionalism.
“Daily I'm doing something that's engraining my skills and my confidence."

What are the implications for professionalism? Professionalism requires of us to “be
able” -- to have the means to act effectively with our clients and with the systems in which we
work. When we work we say, “What effect will that have?” meaning “What difference will
we make?” We speak of having a powerful effect and begin to sce the relationship between
power and our actions. To be able to make a difference requires that we must first answer,
“What needs to be donic here?” It follows that we then must ask, “What skills, knowledge,
and attitudes do we need to accomplish our intentions?”

Moving into Incompetence or Learning New Things

We must recognize that when we are called to learning, we are called to that which is
new -- to entering that which is unknown to us. We are challenged to move beyond our
competence, to break new ground, and to extend previous limits, either in our learnirg or in
finding ways to change and improve present practices or systems.

Because I am always doing new things, I would argue that I'm always on the verge of
incompetence, but I also have developed a pretty good -¢. se of what I can puli off. 1
know that failure is really unlikely. (Robert)

So the question becomes, “How can we enter our incompetence to attain new levels of mastery
in ways that uphold our professionalism?”

Initially being seen to do a professional job is key to my feeling professionc: ..it'’s
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really the truth of that model....In that transition time when you're just learning the
skills, the feedback is really key to what you notice, 1o what you pay attention to.
From the feedback and from being seen in th~se ways, standards and values and so on
become more precise and more differentiated....[You develop] standards of excellence.
They're not clear in the beginning, or they're idealized...and then they get a little bit
more differentiated and more grounded in the real world. But it's through feedback to
me that a lot of that evolves from respected others. And then, over time, self-
satisfaction of how I'm doing is as important as oiher people’s feedback. Althoi2h it's
still important to me to get feedback from people that I respect, my sense of
professionalism isn't as dependent on that. (Joanne)

Coming to know our strengths and weaknesses can be facilitated through feedback
from others. In our work sites, the fecdback that we receive may come from an authority, a
person who holds a greater degree of power.  We have supervisory reports, we have
performance appraisals. But the feedback will only hold weight if we respect it and perceive it
to be of value. Feedback is more likely to be valued when it is given by others who base their
comments on solid knowledge and cxperience, and who understand our working situations.
When others who arc less informed critique us, we may give less weight to their feedback. So
the person that we receive our feedback from must be a “true” authority; that is, a person
whose opinion we accept (Oxford Concise Dictionary).

We can empower ourselves within the situation when we ask for feedback from
respected others, self-initiating the creation of our leaming experiences. But think for a
moment of what this process involves. When we ask for feedback, we 1re asking that another
reflect information to us. To receive feedback, we must be open and receptive to what is fe?
back to us.

And so, in asking for feedback, we place ourselves in a vulnerable position. We must
position oursclves to become open-minded and receptive to what the giver of feedback is
saying. To open oursclves to what another has to say takes courage and requires a certain
confidence of oursclves. It requires us to have the courage to recognize and admit when our
beliefs may be wrong or our actions ineffective, and to be open to suggestions. If we live in
fear of criticism, we will find a need to shield ourselves and protcct the vulnerable parts of
oursclves. We will fail 10 move into the learning moments that erapower us by transforming
our incompetence inio competence.

Although we may initially seek feedback from respected others, it is also important to
tirst determine for ourselves what we need to leam and then set personal learning goals.
Uliiraiely, we must be responsible for our own learning.

You have to be pretty self-analytical about what you're doing, why you're doing it.
You take responsibility, you're accountable, you use judgement, those types of things.
(Ariel)

In eiver words, through self-analysis and reflection on feedback from others, we must
eventually become our own authority of when and what we need to leam.
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Learning to Believe in and Accept Qurselves

Our ability to learn and to act with competence is related 1o the views we hold of
oursclves, the way we feel about ourselves, the internal monologue that we hold with
ourselves. As the rescarch participants described, confidence and skill development are
interrelated. In a spiralling manner, confidence allows us to be more effective in our work.
When we are more cffective in our work, we gain more confidence. When we are more
confident, it is easier to ask for and accept feedback in our call toward leaming.

Aligned with confidence is the inner monologue that we hold with ourselves. When
we lack confidence in ourselves, our inner monologue may be critical. We may undermine
and disclaim oursclves, like Joanr:2's co-worker did, by saying things 5\ ¢, “How stupid of
me!” or “How could | have done th.«t?" We may feel weak, incompetent, and helpless. We
sabotage our profe:sionalism. We immobilize oursclves.

In contrast. 4s w.¢ leamn to be more self-accepting, the messages that we give oursclves
change. We ler:i to becorac more niurturing and caring of ourselves. We reframe mistakes 1o
be opportunitics for leamming. As our self-respect and self-acceptance flourish, our personal
powser develops. Joasing suggests that part of the growth of her professionalism is the
permission she gave herself to not be perfect and to be much gentler with herself,

The Call to Inner Growth

(1t is that] bravely inquisitive search into that most solitary, unique, and inward
moment where our identity finds its decisive punctuation. (Roszak, 1979, p-8)

Although honing our skills as practitioners is essential, reflection from a holistic
perspective reminds us that there is more to lecaming than acquiring basic knowledge.
Intertwined with our formal training, with our learning from feedback, with our leaming from
self-analysis is the “inner” learning that occurs. Since each professional is unique, cach must
create his or her own learning path, responding to “the interior and exterior forces that cnter
individual lifc” (Berry, 1988, p. 134). The essence of this path involves “interior anticulation™;
that is, it seems essential to “know ourselves.” This type of leaming is often much more
difficult than attaining skills and knowledge, but what could be more critical in terms of our
empowerment as professionals?

Obviously you can't be professional without competence, but I would tisink it might Fe
the easiest one to acquire because the bench marks arz very clearly set for you.
Whereas, what is integrity? or what is taking responsibility? (Ariel)

The type of learning that professionals need to engage in to answer such questions is a
deeply personal one. It is related t~ the growth of the psyche, which means “soul” or
“butterfly” in Greek (Bolen, 1991). This type of !carning is rcally about sou! growth that
allows for empowerment as personal transformativn. It may involve “soul scarching” to
clarify values and beliefs.

As practitioners, we are called to explore our personal values and belicfs. For
example, how can a teacher teach if s/he has never considered what teaching is? or how
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different kids lcarr? How can a carcer development practitioner practice if s/he has never
considered what a carcer is? how its development can best be facilitated?

As practitioners, we need to explore the visions and ecology of the organizations or
other settings where we work. For example, whai is the ecology of the school? How do those
involved proposc to deal with drop outs? Do they try to control and mould the students? Are
they re<onsive to the students’' nceds? If we work in social services, wiat are the
organiz.nal policics as they relate to the re- - .s? What types of programs are made
available to clients?

As practitioners, we need to cxplore our motivation within the organization. For
example, What is our purpose in being there? Are we in government work because we are
interested in contributing to the public good? or because they have good benefits? Are we in
teaching because we valuc leaming? value students? How do our answers to these affect our
work? our interactions with those we work with?

We nced to decide what we do when we work within a system and the personal side
can't fit the organizational side, for example, when we feel like the work doesn't match our
values, or compromises us or others in some way. What do we do when we work within the
system and fcel that the policies are wrong? Ariel suggests, “We may have to decide what we
mean by wrong. Are they just not very good and we feel we have the possibility to influence
them or do they, for example, ¢ ‘ually put children at visible risk?” We may need to decide if
and when it is okay for organiz.tional issues and needs to supersede our own. We may have
to decide cither to fight within the system or to remove ourselves from the system because
professionally we may not want to be associated with it.

As a professional I have to look beyond my role to what effect it would have on the
system....So for me to decide that | would train people to clear cut forests would be a
very ethically-oriented decision. | would have to look beyond training to the impact it
would have, rather than say that's my job, I'll do it. There's ~ertain areas [ would not
apply my skills because I would not buy into the end result ' would have to declare
myself. (Ariel)

What is the process of our soul searching? the process that allows us to integrate the
personal and the professional? the process whereby we decide our directions for growth? the
process where we intemalize our professional code of conduct?

Research participants responded that reflectiveness in our work is vital. For examnle,
as Joanne indicates, “If I wasn't a reflective person, I could not be the professional person that
I am.” So we cngage in our work, but we must also reflect -- on our effectiveness, of what
we do and how we do it, whether our work supports our values, whether we are being
respectful of the spirit of ourselves and of others, and of directions for future interventions in
our work. The process is also a creative endeavour. That is, rather than assuming rules, we
create internal rules; we develop a sense of knowing what work we can do, how far we can go
in a training organization that can't meet our values.

This integrated icaming does not take place in a linear fashion. Rather, it is a subtle
evolution; we enter platcaus, we consolidate, we rest, we withdraw from our cause, and we re-
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enter our causc. Through our journcys we synthesize and make meaning of our experiences.
We become clearer as to what's important to us, we develop our character, we develop the
values and beliefs that influence our actions toward others. Through this thought-fullness we
synthesize and make meaning of our cxpericnces. We create our narratives and perspectives
on the world. (See Schon, 1983 for a thorough discussion on reflectiveness and the
practitioner.)

There is, therefore, a strong connection between our professionalism and being reat,
being congruent in our work situations. In both our personal and professional lives, we may
find ourselves in situations where we are “in the minority,” particularly when we recognize
and challenge what we sce to be dysfunctional systems. Somectimes being who we are requires
that we have the courage to function from different ways of thinking and acting than those that
others conventionally accept. When we fail to conform, we may face difficult situations that
we may not otherwise have to. For example, when we v-ork to increase social tolerance
toward sexuality issues, when we propose holistic versus lock-step, linear approaches to ¢arcer
development, or other practices that are not uie status quo we may meet with resistance.

Empowering ourselves, the systems in which we work, and the systems in which our
clients live depends on commitment and courage. It takes courage to remain open minded, to
think for curselves, to make inner decisions, to follow our paths with heart. It takes a
willingness to dare to take risks, to be true to ourselves and to others, to frec ourselves from
“the tyranny of custom and authority” (Dreher, 1990, p. 84) in order to expand e boundaric.,
of attitudes. Yet, as Joanne portrays, when you accept the challenge, “You have a certain kind
of good feeling about being true to yourself.” At times, we may have to develop certain
coping strategies that go along with daring to be different, marching to a different tune.
“Each step along the way we make choices, weighing the risks and deciding what's right.”
(Joanne) The leaming that we undertake in our journeys of professionalism bec acs an
integrated part of who we are as persons, as practitioners. We are our leaming.

Professionalism as Developmental

In the section entitled The Calling 1 discussed the importance of “passion” to
professionalism, as well as the importance of entering into leaming experiences, including
experiences that facilitate our inner growth. In this section I discuss the developmental nature
of professionalism. In doing so it is important to ask questions such as: *“What are the roots
of our professionalism?” “How does it develop?” During the rescarch interviews I became
cognizant that the development of our professionalism is placed within the context of our
personal journeys, with their accompanying twists and turns, with both their nourishing
moments and struggles. Professionalism is sceded in our childhood and remains ever present
in our lives. Our life experiences influence us as we become who we are, understand who we
are, and get better at being who we are. Like a ripening bouquet of wine, professionalism has
the potential to find fuller expression in our work as we mature and come to a heightened
understanding of ourselves and the world.

Key Influences in the Development of Professionalism

The stories of the research participants tc!l us that in our development of
professionalism, we are influenced by key people who play many roles including teachers, role
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modcls, and mentors. This essential theme is also recognized by many writers (W. A. Gray,
1989; Kram, 1987; Levinson, 1978, Sheehy, 1976). Key persons are often sources of
inspiration, embodying our aspirations. Described as one of his quintessential role models,
Robert was drawn to Maslow who would put forth his thoughts with no conclusions, no clear

formulations:

That's one of the things I liked about Maslow. He'd start a lot of his writings and
tatks with, “I haven't really thought this through, but this is so important, the world
just has to know.”

What is the influence of this role model on Robert's professionalism? In paraliel fashion,
Robert puts forth his “thoughts in process” at confcrences, in papers, in conversations -- in the
hope that others will build upon and use his thoughts 1o rnhanse the field.

Jason talks of the teachers and counscllors in the college he attended as being strong
influences in his later work. He reflects on how much he learned about guidance and
counselling from these salient models, such as leaming how to accept and deal with people.
Aricl talks of the influcnce on her professionalism of one of her first jobs. She worked within
an cgalitarian organization where the people were extremely competent at what they did, and
integrity guided their work. Joanne describes the importance of having had several mentors
who were important and influential, had qualities she admired, she was enthusiastic about
working with, and from whom she leamned a great deal.

Aligning ourselves with models can be a creative endeavour, where we choose others
who complement or enhance our abilities to create a learning situation. [ recall asking a
person whose skills I held in esteem to co-teach a counselling course with me. We used to
Jjoke about how well we complemented each other. She was “structure” and I was “process.”
It was a wonderful lcaming experience.

Just as we may value key persons and aspire to their qualities, others may value us and
aspire to nurture our qualities. These others call to us, sometimes at a very early age -- to be
all that we can be -- by nurturing and supporting us in our jouney of professionalism. There
may be the experience of being chosen, of being singled out as creative, competent, intelligent,
or having important contributions to make. In Joanne’s words:

I remember grade nine being a key time. There were two teachers I had: One was
my art teacher; one was my drama teacher. Both very creative individuals. Both
eccentric. But they each singled me out as having important contributions to
make....So those experiences were really important -- it was at that time that | began
to value creative expression...and learned that creativity was important to my feeling
good ab-::t the kinds of activities that I was involved in. It began to crystallize as an
important theme, and it rcmains a central theme [about professionalism].

In beirg singicd out by a key person. we are recognized for our potential: We are
confirmed. vzlidated, and acknowledged. foanne describes writing a university paper on the
subject, What is the self? She ended up getting an A+ on the paper and affirmative feedback
on the excellence of her work. She desciibes ihe influence of this feedback. “7 was thrilled.
I was so motivated and stimulated intelleciualty by the course....”
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When we arc fully acknowledged by the other, we are accepted unconditionally; we
are free 1o express our hopes as well as our fears; we are supported to develop towird our
goals. As Robent cxpressed, “There's the whole idea that I'm not being judged -- that ifl
don't pull through, I'm still okay."

Sometimes, we may feel wicertain about the attentiveness from the other, We may
wonder whose goals are being supported, for example, if we are being pushed toward
something we have little desire to do. Or, we may experience confusion when we are
uncertain about the intention of the other's actions. Ariel describes her experience with a
mentor as initially being one of discomfort, wondering for example, “Why am I being taken 1o
all these meetings?” For a while she felt like an “entity,” just being at meetings without
having the necessary skills to contribute. It was only after she realized that the purpose of her
attendance at meetings was “to learn through modelling and absorption” that she fell it was
okay -- and even desirable -- for her to attend and not have to do anything but listen and
observe. In this case, communication of the intention by the mentor would have been valued.

Our development toward professionalism, thus, relies ot: onr response-ability, that is
our ability to move into the situation, dependent in part on the felt “rightness™ of presenting
developmental opportunities (Belenky, Clinchy, Goldberger, & Tarule, 1986). In addition to
the appropriateness of the situation, a certain orientation is necessary to be able to respond to
others. Our development is a blend of choice and chance. Opportunities for growth may
present themselves to us, or we may take the initiative and create opportunitics. If we fear
these opportunities, we may remain isolated and keep ourselves hidden, limiting our growth,
Optimizing opportunities requires a certain curiosity, an understanding that we are being given
the opportunity to learn, a readiness to respond to our calling, and the confidence to risk
within the sheltered environment being offered to us. As Robe1* indicates:

Michael, my mentor, somehow always krows what my developmental needs are. He
knows what I can take on and in what sequences, and he always pushes me to the
edge. But he is always there as a backup, which is probably what allows me to he
confident. Project X is a good example. I tried to back out of Project X at least six
times. And he'd say, “Do this. We'll get through it.”

With a supportive mentor as teacher and encourager, the safety net is cast -- there is
the notion that we are not in this alone. A part of the safety that we expericnce is that of
emotional nurturance: We are supported by our mentor. To support means to keep from
falling or sinking, and to encourage and give strength to (Oxford Concise Dictionary). We are
given the opportunity to go further than we could on our own -- the opportunity to enhance
our professional identity and increasingly develop our effectiveness. As Aricl articulates,

Most of my expression of professionalism comes from learning from models. From
them I learned how to act diplomatically in situations, how to engage an audience in
an effective presentation, how to diffuse a situation -- all the nuances that can’t be
gained from reading technical materials.

The Personal and the Professional

According to the research participants, the development of their professionalism
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involves acknowledging the influence of both the personal and the professional in their work.
It is an ongoing Lension for them to determine how much and when to let the boundaries of
the personal and the professional diffusc,

“Traditionally, organizations think the minute you walk in the door you become
someor» else than when you were in the parking lot.” (Ariel) 1t is important to reflect on
such assumptions, o ask the questions, “Is it desirable to keep our work life scparate from our
home life? our professional life scparatc from our personal life?” Congruent with the
ccological nature of professionalism, Aricl suggests that perhaps a dynamic tension, rather than
a dichotomous distinction, exists between the personal and the professional.

Randy is a massage therapist and instructor. He used to let his students call him at
home. He found that, despite his requests to students to be respectful of his time, they often
called at inappropriatc hours, such as carly in the moming or after midnight. He no longer
gives students his home phone number as he feels that his home needs to be his sanctuary, the
place where he can renew himself.

Aricl found it disturbing within an organization that she worked for that people
couldn't disassociate the ideas or thc work from the person. So if someone were to
rccommend something that the others didn't like, they didn't like the person that recommended
it. In her words, “There was the idea that somehow you align yourself according to your
personal likes and dislikes.” Ariel suggests aricther perspective where ideas are judged on
their worth in and of themselves -- the worth of the ideas are kept separate from the person
promoting the idca.

Joanne talks of the importance of learning not to personalize. She speaks of having
had a couple of painful experiences where people were very negative to her: They felt they
had been wronged by the organization and attacked her for things that weren't really about her.
In internalizing their expressed frustration, she became less effective, less professional than she
would have liked to be. “It's tricky, because the relational themes are important, yet
distinguishing between a personal relationship and a professional relationship is sometimes
really, really important.”

Joanne also talks of the challenge of balancing friendship and mentoring while in a
training relationship: She felt very close to several mentors, but aimed to maintain enough
distance to sustain a constructive training relationship.

Thus, in some ways we do aim to separate the personal and the professional. We
learn to create and maintain the boundaries that we need to be able to honour ourselves and
others, and to conduct ourselves with integrity. We remove ourselves from our work to rest;
we may disassociate idcas from the people delivering them; we script our work lives
differently from our home lives; we may speak and act in different ways and with different
intentions with our friends and family members than we do with our colleagues and clients.

Anu yet we must ask, “Do the personal and the professional not also overlap? Can we
really say that our personal life does not influence our professional life?” In a dialectical
manner, the development in our personal lives affects the development in our work lives; the
development in our work lives affects the development in our personal lives. Professionalism
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is influenced by our friends, our lovers, our personal issues, and our life situations -- in what
may at first secm like unrclated incidents,

When I reflect upon my own lifc experiences I recognize, for example, that my
experiences as a youth in what I saw to be dysfunctional authoritative school systems relate to
my current interests in creating products for youth that aim to empower their leaming both in
and out of school. My experiences as a mother also bring a sense of urgency to my work. |
hold the hope that what I create will ore day be useful for my own daughter.

Aricl describes the birthing experiences of her child as one where nurses were telling
her she “couldn’t be in that stage of labour because it usually doesn’t happen this way.” This
event underscored for Aricl the importance of attending to and serving clients by seeing cach
situation as new, the importance of responding to the uniqueness of cach situation, rather than
responding to others with a prescribed sct of ideals.

Joanne describes an interaction she had with her friend's psychoanalyst. One day her
friend's therapist asked to see her. She went, thinking (naively, as she phrased it) that it was
so0 he could get her perspectives on her friend's life. As it tumed out, this was not the
therapist's intent; he wanted to talk about ker, basically to recruit her as a clicnt (though he did
not use those words). He asked her to talk about her life and where she was at. His view was
that her life problems were underlying, self-defeating unconscious dynamics that, if she didn't
receive his help, would not only plague her for the rest of her life, but get worse. The
therapist suggested that she would never have a satisfying relationship and that she wouldn't be
able to “get it together” 10 find a job. She was shocked at the level of “alarm” he expressed,
and was indignant and insulted about his comment about her not being able to get a job. (She
got a job two weeks later.)

This interaction with the therapist was important to Joanne. Because she cxperienced
what she now secs as unethical practice, it made a permanent imprint in relation to hes
operating in a professionally ethical way. “What he Aid, in so many ways, put him into an
expert role and me in a disempowered role.” As Joanne was exposcd to more expericntial
methods of leaming, she got excited about the power of those -- the empowerment of them.
She became clear in her mind of how she wanted to engage in her work. “I wanted to work
with clients in ways that empowered them, that gave them choices, that reinforced their
strengths, rather than my strengths -- or both presumably.” From this and other life
experiences, such as the ideas presented in a university course on feminist counselling, Joanne
was able to develop projects that both embodied her feminist values and reflected on the use
and abuse of power in the counsclling relationship.

The research participants’ experiences remind us it is important (o recognize that
negative experiences often provide the impetus for our professional direction and ways of
working. For this to happen, though, we must be able to go beyond the felt negativity,
frustration, or outrage we might have initially felt in order to be able to work with
compassionate action. *“Outrage may begin it [changing the world]; but somewhere along the
lines, if the shift can be made to sustain that forward movement through the spiritual
dimension, it will be greatly enriched” (Bolen, 1991, p. 25). Righting what we scc to be the
wrongs by finding ways of creating and engaging in projects that let us influence the world
provides a sense of continuation and satisfaction.
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Setting Limits

Seuting limits is onc of the tensions of professionalism: As our professionalism
increases, our services arc often more in demand. It becomes increasingly difficult 1o take the
time to develop oursclves professionally and to nurture ourselves; that is, our “work life” may
be compromised and it may also interfere with our “personal life.”

It's interesting if you look at Michael, who is quite clearly the best in this country.
Precisely because of this he has difficulty finding time to write a book, a paper -- he's
overcommitted. It's very much a double bind. I understand that. You don't want to
say, “No,” to requests for your services on projects because they may not get done or
get done poorly. Yet, you know that if you accept them you may not have the time to
do them well.

It is an interesting dilemma, because part of our professionalism is the passion that we
hold for our cause. Yet, it is precisely this passion that leads to over commitment, (o not
having enough time to keep up to developments in the field, and to the physical effects of
overwork.

Part of our development in learning to set limits is to recognize that we are not going
to singlehandedly solve the world's problems. Through self-knowledge, we can decide what
our talents arc and how they can most effectively be used for the greatest influence over both
the short and long term. We must also realize that we cannot do everything to our fullest
potential of excclience, and that not everything requires this level of perfection.

! want to do everything excellently....Yet I realize that it's in my energy balance that |
can'’t do everything to that level, and not everything deserves that level. It's a constant
struggle. (Joanne)

It's one of the tensions of professionalism. You need to be thorough to be competent.
But you must also understand the pressure and the time requirements of the place that
you work. You have io make a judgement call as to when you can competently do
something in the ime that's been given. Government is often criticized because it
takes too long, and I would suggest that a lot of time is taken up in unnecessary
meetings that don't really add to the value of the project. Since I've left government,
my efficiency has at least doubled. (Ariel)

Though the message is not new, the research participants' stories tell us that part of
setting limits is leamning to take care of ourselves, to nourish ourselves. Many of us seem to
lcam the hard way to slow down. Failing to do so we may face relationship issues, illness,
and lack of work cffectiveness.

With excessive haste we loose our balance and life becomes a dizzy blur. By slowing
down, we can recognize life's rhythms and return to harmony. (Dreher, 1990, p. 111)

Leaming to take care of ourselves is a personal journey. Each research participant
took a different ro.ic. Yet, each spoke of the need to understand themselves and their needs,
lo come to a position where they valued themselves enough to set limits and make a
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commitment to take carc of themselves. Acting on this commitment requires that we declare
our limits to oursclves and/or to those we work with, As Jason describes:

You can do a lot with your work, but you can’t be consumed....It put quite a stress in
our marriage the first few months deciding just how much time would be Jor home and
how much time would be for work....For example, the person I was working with
would say something like we have a meeting in Edmonton. Be readv to leave later
today after work....He'd go on night time and come back very early in the
morning...This issue had to be addressed....I think that's part of being professional.

I'll put up with a lot, but when I say something [ want it to count.

Thus, part of taking care of ourselves is being able to address the issues and
reconstruct the work situations that arc barriers to our professionalism. Additionally, as Ariel
says, we must recognize that the portrait of professionalism we are creating here is onc of a
person “destined for sainthood.” In reality, we will have concerns about our work, things that
we both like and dislike about it. Being able to “vent” in frustrating times is important to the
maintenance of our well-being. Our professionalism lies in knowing where to vent and who
you can vent to. Ariel cites the example of an organization in which she was working where a
person with a prominent position had quite a temper. “Every now and then he would go
over’ one of his senior managers in a room full of people. I thought, This isn't
appropriate.” Thus, in addressing our issucs we need to consider the effect we will have on
ourselves, the others we work with, and the system we work within. Addressing issues in an
appropriatc manner has the potential to positively influence ourselves, others, and the system,

Embodiment

Through our leaming experiences and the course of our development our competence
and experience of professionalism grows. Our skills, knowledge, attitudes, and appropriate
ways of acting in a variety of situations become “second nature,” a part of us. Participants
indicate that the embodiment that comes with their increasing competence is important to their
professionalism. We can gain an understanding of the meaning of embodiment through the
use of negative examples. During the interv:oies the research participants recounted moments
when they had felt unprofessional. Both Joanne’s and Robert’s experiences in this realm
centred around moments when they had failed to »mbody the ways of being they necded 1o be
cffective in a situation.

Once when I was a university student, I had a presentation to do. I prepared the
paper that | was to submit, but | hadn't really worked through how I could present it.
So I thought, “I'll just read these parts of what I wrote...Within about a minute |
realized that I didn’t want to be reading what I had written....I started getting really
choked up and it was like I was almost para: ysed from talking....But I learned
powerful things from that...to do with my own functioning...If I didn't feel right and
comfortable doing what | was doing...I would be nervous, ineffective, poor at
communicating, and all those kinds of things. (Joanne)

! certainly don't fe.* i~ ofessional as a counsellor. I'm just not a great counsellor and
that's all there is to it. And so that's not where my feelings of professionalism are. |
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sort of struggle through. And part of that is that I haven't embodied counselling.
(Robert)

What is missing here that prevents both Joanne and Robert from cxperiencing
professionalism? Merlcau-Ponty (1962) spoke of the body as being one's link to the world.
When Robert speaks of his struggle in counselling, we can imagine how that might be
reflected in his body, in his voice tone, in the words that he uses. Counselling is awkward to
him and, as such, is not really a part of him -- his discomfort with it is mirrored in the way he
presents to the world. Joanne speaks of being choked, almost paralysed -- a graphic
description of her bodily experience.

There is a difference when Robert speaks of theorizing, something he feels he has
cmbodied. “It's part and parcel of me. It's just there, absorbed, embodied, not conscious.”
How docs this influcnce his actions? He describes giving a presentation on a project he was
representing.  As he answered questions, he became more and more internally focused on the
department s'aff. Internally he became increasingly alert, more direct, feeling much more
competent.  “) was much more than knowing my stuff -- it wasn't just giving rote responses, it
was being able to apply what I knew to almost any possible question.”

Joanne spcaks of teaching where she was able to respond effectively and creatively i
the moment. She invented = process to teach trainees to discover the difference between
cthical and less cthical ways of influencing in counselling. “/ thought of the exercise and
embellished it on the spot and did all this really neat work spuntaneously. The trainees were
Jjust riveted on the whole thing.”

Learning that cmpowers a professional is a continual evolution. It requires taking the
skills and knowledge that we hold to “make them ours”; it is a questioning, self-analytic
process of asking, “What are my strengths?” “What areas do I need to develop?” As Robert
cxplains, it is a dynamic process of analyzing “when we are on the mark,” “when we have
missed the boat” and “doing what we need to adjust.” Through this process we may say that
we have “mastered” the skills; that is, we have developed the abilities we need to be effective
in our work.

With embodiment, we integrate our skill and knowledge learning with soul searching
and commitment to our interests, values, and beliefs. Our learning becomes “part and parcel
of us.” When that happens, our work becomes an extension of ourselves, an outward creation,
an cnactment of our deepest values and beliefs. We integrate what we are doing in the world
in a creative process of construction and synthesis that depends “ir part on the inner
integration of the person” (Maslow, 1968, p. 140).

Engagement
Related to embodiment is engagement: Part of our professionalism lies in our ability
to engage with others, to focus on what we are doing. If we have not embodied our work we
cannot be present to it. We will be absorbed thinking such things as, “What do I do now?”
We will lack focus. Robert describes the interrelatedness of focus and competence.

It's the experience of Zen and the art of motorcycle maintenance: One of the things
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that creates competence is complete focus, and for me they're intertwined. Focus can
produce competence and competence can produce focus. The better | Lerat
something, the easier it is for me to focus on it.

So embodiment contributes to our ability to engage in our work. What other factors
allow us to engage? As Joanne suggests, 10 be able to engage with others also requires
certain amount of cnergy that allows us o be present to others, to the task at hand. When we
are over scheduled, when we are tired, our ability to engage may wane. Our ability to engage
and work effectively with others requires, as we saw previously, that we st limits and take
care of ourselves,

Summary and Transition

Much of the literature on professionalism focuses on the practitioner. In alignme:
with previous work, professionalism in this study is scen as living a calling. The calling in the
ecological paradigm portrayed in this research interpretation is a blend of choice and chance,
as well as being dynamic and developmental in nature. The calling in professionalism
involves practitioners discovering and/or creating what they love to do. The nature of the
calling changes, however, as individuals change, their environments change, and the social
contexts in which both are embedded change (Bandura, 1982; Brofenbrenner, 1977).

The developmental aspect of professionalism involves both skill and competency
learning (that is, learning of skills and knowledge), as well as interior learning (for cxample,
developing attitudes; lcaming more about one's valucs, belicfs, integrity, limits in practice).
Both engagement in work, as well as periods of time to reflect on life/work are necessary for
the development of professionalism. This allows practitioners to integrate the personal and the
professional, thus becoming increasingly congruent and genuinc in their work. Again,
however, this is lived as a tension. It is sometimes necessary to maintain boundarics, and to
distinguish between the personal and the professional.

To maintain work effectiveness requires practitioners to discern and deliver the level of
excellence necessary for the job, to set limits to the amount and type of work that they do, and
to take the time to nourish and replenish themselves. Professionalism requires that
practitioners accept their humanness and the limitations this brings. It means accepting one's
strengths, and being gentler and more accepting when one fails to be “the perfect picture” of
professionalism,

Professionalism is not something practitioners either have or don't have. Rather, the
ecolngicai paradigm suggests 2 life-span developmental approach 1o professionalism. The
interests, attitudes, and behaviors that influence professionalism may be seeded in a
practitioner’s childhood and continue to develop throughout his or her life. This happens
through both positive and negative experiences, and through the influence of key persons, such
as mentors and role models.

When individuals combine their passion for work with skills, knowledge, and
increasing congruence with their values and beliefs, their work becomes embodicd, a part of
them. It is this embodiment that allows practitioners to respond with spontaneity to effectively
meet the needs of their clients as they arise. It is also an embodiment of work, as well as an
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ability to sct aside distractions, that allows practitioners to be present to clients and 1o cngage
with them in mcaningful ways.

In this chapter I focused on the practitioner in the relational experience of
professionalism. In the following chapter I focus on the others and the ficld that the
practitioner engages with and works within,



CHAPTER 6
FOCUS: INTENTIONALITY

In talking 1o the research participants it became apparent that their experiences of
proiessionalism did not take place in a vacuum. They took place in relation o others, in
relation to the field. Thus, our consciousness is directed toward something; it is intentional.
Further, our consciousness, our actions as practitioners are not directed toward "any"” other;
they are directed toward a specific other in a specific situation. The other is the client that we
meet with; it is the participant in our programs that we spend time agonizing over wondering
if we have said or donc “the right thing”; it is the colleague with whom we work on ;1
program or write an article with,

In this chapter I focus on our intentionality as practitioners by dividing the writing into
two main sections. In the first scction I address “the other” as the focus of our intentions: in
the sccond scction I discuss *“the ficld” as the focus of our intentionality,

The Other

Orienting to the Other

Shawna is on social assistance. Her bencfits are about o run out. It is time for her (o
scarch for work. She is terrificd about the prospect. Shy by nawre and filled with seii-doubt
about her skills, she dreads the thought of interviews and the series of almost inevitable
rejections that she will have to face before finally finding a joo. To assist her in her job
scarch process, she has applied to an employability skills program.

Responding to a newspaper ad. she makes her way to the initial screening sessior that
is required before she can be accepted into the program. Her nervousness increases as she sits
on a chair in the hall with others who are waiting, t00. As typically happens when she gets
nervous, her thoughts tend to get muddled and it becomes difficult for her to speak.

Finally it is Shawna's tum. She enters the room where an interviewing team awaits
her. They have a list of questions to ask her. “Why haven't you found i job on your own?
How many jobs h.-ve you applied for? Why haven't you applicd for more?” How Sh.awna
aches to teli them of her fears. Instead she replies, “I haven't had time,” “Gne,” and ** Jdon't
know.” The response she gets is, “Do you realize if you don't start looking for work we can
talk to your social worker and get your benefits withheld? How would you likc thut® A
Shawna's stomach begins to knot, she chastises herself for having hepe, *he hope that someone
would hear her.

What has happened here? The practitioners were orientzd to the task, and the task is
important, for careful selection of clicnts may determine the success of a program. But the
orientation was from a mechanistic viewpoint. They maintained what Ferguson 19%0)
referred to as a “bureaucratic distance™ betwzen the program and the people it was meant to
help.

Imagine how it might have been. The ambience could have been different. Shawna
could have been welcomed at the door with a handshake. She could have been offered coffec
and food. The facilitators could have held on open house or a group presentation. Shawna
could have been educated about the program so that she could have known what to expect,
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and so that the determination of the “rightness™ of the program for her could have been a
mutually made decision, based on both her impressions and those of the facilitators regarding
the suitability of the program for her nceds. She could have met present or past participants
and had an opporiunity 1o speak with them. She could have been listened to and seen, invited
into a mutual dialogue, rather than a onc way interview. The intervie'v could have moved
Eeyond the collection of statistical, objective information to an exploration of the uniquencss
of her needs. The facilitators could have heard Shawna's calling.

We Care About Those We Work With

What is the motivation for us to hear the calling of the other? If we reflec ~n the
mcaning of care, we gain insight into this question. To care is to be interested ir o :oncermned
about another (Webster's Encyclopedic Dictionary). When we speak of caregiving, of being
carcful, of caring about, we are spcaking of watching out for and paying attention to someone
cr somcthing. The caring of professionalism is not a hierarchical type of care. It is more a
recognition of the webs of interdependence, “that we know ourselves as separate only in so far
as we live in conncction with others” (Gilligan, 1982, p. 63).

The principle of responsible caring in the Canadian Code of Ethics for Psychologists
(1988) statcs:

Responsible caring leads psychologists to “take care” to discern the poteniia. harm
and benefits involved, to predict the likelihood of their occurrence, to ... - <cd only if
the potential benefits outweigh the potential harms, to use and develop methods that
will minimize harms and maximize benefits, and to take responsibility for correct:
any harmful effects that have occurred as a result of their activities.

This notion of caring alludes to the importance in caring of being proactive in our actions
toward things or persons we care about. It also alludes to the etymological origins of caring,
which are rooted in the notion of sorrow. Thus, in caring for other persons we can help to
make them “carefree” by relieving their troubles i worries (van Manen, 1950). This way of
caring reflects a supportive caring, one that allows a sense of security, providing the
foundation for growth and empowerment.

When we view professionalism in the context of carcer development, w * recognize its
cncompassing nature. When we say we care about cur work, we begin to see the
interrelatedness between our selves, our clients, our work, and the social structures and policies
within which we arc embedded. Because we coranect the resul:s of our work to those that we
care about, we work carefully; the quality of ou: work is important.

A caring oricntation in response to the calling of the other becomes even more
important when we recognize that there may be a power differential between our clients and
oursclves. Our clients may not come to us voluntarily. For example, management may
suggest that a iroubled staf{f member attend an Employee Assistance Progiam. Although the
program is voluntary, the hidden message is that the staff member must attend the program if
s/he is to remain with the organization. Our clients may not be used to the ways we facilitate
information. For cxample, imagine the uncertainty youth might feel when they attend an
cmployability group at a youth agency for the first time, and are expected to be able to

P
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participate in the group and disclose information about themselves. Our clients may lack the
specialized knowledge that we hold about the field, for example, knowledge of labour markel
information and trends.

Th- ~elatiorship that we have with the other. therefore, 1s usually one of asymmetry
(Grumet, 1983): We have knowledge that the client does noi bold and may have decision-
making power that has the riewtial 1o affect the other's life. Because of this, it is especially
importaut to listen careful” . .. sc we work with, to hear their needs, and to act respectiully
in ways that aim to emp - S em,

We Need to Hold Hope

Problen:s....r .-) overwhelming it’s easy tc lose ourselves in them. But in losing
ourselves we « .noi act. We become paralysed by despair. 1 feel terrible... There's
nothing 1 can do. But there is. Each of us can do something, even if we can't
singlehandedly solve the problem...\We can b2 more effective if we remain centred,
refusing to surrender to guilt or despair.

Arising from the notion of care is hope -- it is because we care that we hone for
another. The mecaning ol hope is “something one longs o sec realized” (Webster's
Encyclopedic Dictionary). Hope is an orientation toward the future; it supports a helicl in
human potential. We hope for something. We hope things go well. We hogpe things get
better.

To iope for somcthing requires courage, because with hope comes the possibility that
our *“hopes will be dashed,” that our hopes will not be met. Hope requires maintainir;,
optimism: When we give up hope, we become resigned. We wonder, “What's the point?™:
We have little sense of purpose, little reason to want to help others, little reason to work for
change. When we lose hope as practitoners, we limit not oy ourselves, but others, 100,
Imagine, for example, the limitations a career develcpment practitioner might place on another
when s/he believes a client will never make it in the music industry or that women will never
achieve equity in the work place. Contrast this to a praciiiioner who encourages <)ents o aim
for their dreams, or to an organization that provides enhanced carcer development practic® for
its em-;yees.

Hope, then, requires that we maintain an openness to possibilitics. Hope is a ~2ative
process of visioning where we open ourselves up to what can be, allowing oursclves e
freedom to dream (Magnusson, 1992). Our visions give shape to the shapeless (* *n Manen,
1991), and provide the inspiration and motivation ic promote ¢hange. Hope is .sscudal, for as
Solomon recognized, “Where there is no vision, pcople perish” (Proverbs 29:1¢,.

For career development practitioriers tiiere is the hope that persosn: will lead fulfilling
lives. There is the hope for enhanced opportunities and increased equity for inority groups,
such as women, social assistance recipients, and immigrants. There is the hope for improved
career development policies and guidelines, and the hope for the empowermeri of persons who
live within dysfunctional social systems. Hope requires conviction and the determination to go
forward, sometimes in the face of difficult conditions. It requires the recognition tha: there
may be barriers to our dreams, but that there are almost always altcrnatives that can
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Every once in a while I can st:p back, take a look ut what I'm doing and quite easily
recognize all the drawbacks, the things that aren't going quite right, all the people that
I'm not able to help....Part of my professionalism is being able to recognize that and
stll maintain an optimistic auitude that | am making a difference, that I am helping
change people's lives, that whe: I am doing is worthwhile. Otherwise, for example,
when say a project funding source fell through, 1'd feel resigned. This way, [ start
looking for other funding sources, other agencies to run the program...there's lots of
alternacives. (Robert)

As practitioners, part of our calling is to hold hone for those that we work with.
Equally important, however, is lor u: 1o cnable our clicnts .0 hope. The clients we sce may
hold little hope. They may have just lost their job, be worried about economic conditions, or
be prematurely conforming to a perceived “reality "

Most of our schooling and socialization proce. .: i -« u: to conform, and they
therefore stifl» vur creativity. Although this seis limits on upyropriate behavior, it also
boxes people into the mundanc. Whar we need instead is the freedom to dream, to !
creative in deciding who and what we shall be....Thus, an absolutely .sential first step
in helping peopie develop a master plan is : .+ give them permission (and the tools) 10
dre2m aad 1o shape a vision. (Magnusson, 1992)

As practitioncrs, we need to help others to believe in their own possibilities. When clients
prematurcly narrow their options, they tend to focus on what can’t be done, which can lead to
discourngement.  Hope can open our clients to altematives, and provide the motivation needed
for them 1o take action (Magnusson, $992),

Hearing the Calling of the Other

Our calling 1o the other is rooted in the care and t* !..-.¢ we hold for them. 1t
remains esscitial, though, to ask the question, “Is this all thai we need in order to hear the
calling of the other?” I r -ay be uscful to reflect on historical cxamples of times when well-
inientioned people care . .* hoped for others, and to look at the consequences. Having
recently worked with native Canadians and listened to their stories, the example of residential
schools comes to mind. The Natives I met with spoke of their experiences of being forcibly
removed from their families. They were “cleaned up”: Their hair was cut and then washed
with kerosene. One participant recalled having to eat raw fish at meal time because it was
assumed this was the food they liked to eat. The Natives were no longer allowed to speak
their language, being forced to usc English instead. All this in the name of care, and the hope
for a better way of life for them.

From this example, we can sce that the care and hope we hold for others must also be
rooted within respect for their spirit. The importance of the systemic perspective of
professionalism becomes apparent. Whose calling were the missionaries responding to? Did
the missionaries hear the calling of the other? Or were they really responding to the calling of
themselves? And so the question remains, “What does it mean to hear the calling of the
other?” *“What is the uniqueness of this person?” To want to recognize the uniqueness of the
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other is to say, "I want to know you. I want 1o meet you." It is 10 maintain an open and
dynamic interplay between ourselves and the cuher.

What docs it mcan to know someone? What is there to know about another? We can
know another's name.  We can apply categories by saying o o che is a youth, a wonun, or i
Native, for exampi- Ve can give another a personality code Lad say that he or she has
“artistic” or “realistic” :nterests. But does this information, varticularly when used in isolation,
really help us to know another? Of course, as Eisner (1991) suggested, categorization can be
useful as it allows us to ki.ow “the ‘specics’ of onr experience. As Eisner continues, it can,
however, also be a liability, “when it forecloses, as it often does, the exploration of the
qualitics” (p. 17) that make cach person and situation unique...this client in this situation.

There are many ways of knowing, but the knowing that allows us to hear the calling
of the other is a knowing based in care (Gilligan, 1982) and connections (Belenky, Clincher,
Goldberger, & Tarule, 1986). It is a knowing that allows us 10 sce the person as they are in
relation to the intricacies of their lived expericnce. To know the others that we work with
requires that we put aside our stereotypes, our presuppositions of who our clients are and how
they should be. It requircs that we gain an understanding of them. Of course we can never
truly know what others have lived through, but we can connect to their experiences through an
openness, a willingness to discem with an empathic capacity that is al the heart of human
understanding (Bowman, 1989).

Imagine a career development practitioner designing u program for incarcerated youth
by sitting in an office. writing uo plans. The practitioner may have a gencral idea of what
problems incarcerated youth face and a general awareness of strategies that might be
successful. A gencra! idea, however, is not enough to provide a landscape for the program.
Imagine a second practitioner -lesigning a similar program who begins by visiting the jail and
mingling with the youth. In a dialogical fashion, this practitioner informs the youth about the
program zand secks feedback to determine its appropriateness. This practitioner asks the youth
for suggestionis and listens respectfully, with a willingness to incorparate these ideas into the
program,

To really know what Beckman (1983) referred to as the landscape of another, we must
know the specialness of the situation, in this case, the distinctive characteristics of the youth
for whom we are designing the program. To appreciate the unique qualitics and needs of the
youth, we must meet them: We must go inside their landscape and leamn to scc what they sce.
How we get inside the landscape of others ic important. We must observe and interact without
imposing, entering their world with case and with patience (Beckman). We must become
“connvisseurs” and come “to know” their world: We must leamn to not simply look, but to see
(Eisner, 1991).

Jason describes his first teaching assigoment. He came into the class part way through
the year, taking over what was supposed tc be a behaviorally difficult class. Jason's
experience with this cizss was extremely positive, however, perhaps because he ook the time
to enter the students’ landscapes.

The first class that was supposedly so tough -- they were really putty. One thing that
hel' =d that | had done -- As a science exercise we were talking about growing
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vegetables so | had the students do a little garden plot at their homes. | used that
opportunity to go and see their garden plots. There were 33 in the class and | went to
see everyone's plot. It took a while to make the rounds...but that way I got to see the
students at home and 1 got to meet the parents. I could see where they were living
and just chat with them. They were all farmers so they all had good gardens. They
liked to talk about what they did well. It was an opportunity for both the students and
the parents to shine. It laid some great foundations for the next four years.

Meeting Those That We Work With

What docs .1 mean to meet someone? Mcetings can take place in many dimensions.
There can be meetings of the mind, meetings of collegiality, mectings of companionship. But
true meetings go L -ond physical proximity or conversing.

A true meeting cannot take place without respeci for the spirit, what Harding (1970)
~[ferred to as love, spirit, or Self. We can schedule a time for two people to meet, but we
cannot schedule the “meeting.”” We can, however, facilitate it through our readiness in the
moment.  With this readiness, we poriray the message, “I care: I am interested in you.”
Meceting someone requires an emotional presence to them, a willingness to see and 1o hear
them -- ot if we are not present, a meeting cannot take placc.

~ceting someone does not depend on th: durauon of time that we spend with them --
for 2 miciing can take place in a glance, v a handshave, in a welcoming smile. We may only
have a few seconds with a person, for example, in gataering information on the telephone, in
handing out a calendar or program information, or in responcing to a question. And yet, if we
arc present, a meeting can still take place that indicates our cotnectecs iess, our
acknowlcdgement of cach other. ’

This willingness to attend to our clients is reflected in the atmosphare we present to
them. *“‘Atmosphere is the way in which space is lived and experienced” (van Manen, 1991).
Atmosphere is presented through our physical space. Jason describes the importance of having
a room that clients can casily access, but that also provides privacy. He takes care to organize
his work space to facilitate client-practitioner interaction.

Atmosphere also extends beyond the physical space that we present to others.

I am reminded of a work experience ceordinator that | spent a day with. It was
wonderful to watch the way that she worked with the high school students. They felt
Jree to drop into her office just to say hello, to ask questions, or to use the resources
housed there. She, on the other hand, made a point of taking routine walks through
the hallway, stopping to chat with students to see how they were doing, and to offer
encouragement and support.

Atrnospheie is refleceed n our accessibility, by our very presence. our orientation to the other:
It is embodied within us.



78

Professicnalism is Rooted in Action: The Counsellor as the Instrument

There's a special wisdom to beginnings. We must have faith in ourselves and the
process. Otherwise we procrastinate. Afraid of failure, we postpone it by not getting
started. (Dreher, 1990, p. 16)

When we hear the other, we can procrastinate or we can ignore. But our
professionalism in hearing the calling of the other confronts us with the need 0 act. What
may have been a passive acknowledgement of another becomes transformed within us -- we
can no longer fail to acknowledge the other. Robert speaks of this transtormative moment that
comes with truly hearing the request of a client as a growing, implicit obligation -- .t call o
professionalism that is the call to action in response to the other.

There arc many ways of being responsive to those we work with, A ICSPoONSe is an
answer given in a word or act (Oxford Concise Dictionary). When we respond 1o those that
we work with, we arc answering the call to their issue, their problem, their need. The actions
we take arisc out of our worid view, the belicfs that we hold.

I went to see a career counsellor to “see what I should do when | grew up.” The
counsellor didn't talk to me very much. He gave me a test 10 see what my interesis
were. | hated doing the test because | had to choose between things -- sometimes the
choices seemed so forced. The results showed me to be intereszed in doing things with
my hands and suggested things i« agriculture and mechanics. 1 suppose that I do
like doing things with my haads, " I couldn't really imagine myself being a furmer or
a mechanic! When [ voiced my concerns, the coun:.:i - :nnde some remark about ifl
knew more than the test resulis vehy was I here? I'ni on ecucated person, and | knew
enough to know I had a right 1o voice my concerns -- I didn’t want tw be “pigeon-
holed.” But I still felt humiliated, like he was playing the role of the expert and not
acknowledging my apprehensions.

This story, recounted to me by Christine, one of my students, is onc that I have heard
with slight variations many times over. What happened in this interaction? The counsellor
remained detached from the client and used an “objective” tool 1o measure the client's
interests. The client's feelings were negated and not seen to be as important as the assessment,
possibly because they could not be quantified. The counsellor, as the expert, is in the position
of power; the client is placed in a position of lesscr power.

These practices align closely with common practices of career counsclling (sce Chapter
7 for a fuller description). The process is relatively quick and casy, and provides cliciits with
concrete results. But it is important to question, “What are the implications of these all too
common practices? What happened in the interaction described above?” The counsellor, in
giving the assessment to the client without incorporating it into a more comprehensive process,
failed to come to know this person, failed to meet this person, failed to find the uniquc
landscape in tnis person's life. Instead, an assessment was given, a type of asscssment that
was accorded incre weight about what was “true” abou: +.instine than she herself was giver
The assessment was assumed to be valid, Christine's expericnce was not.

This story is of a particular technique. But its implications are really about a bigger
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issue. It is about a way of working that promotes advice giving, a way of working that
promotes the depositing or “banking” of information in a way that asks clicnts to uncritically
accept information (Fricre, 1971).

We can assess others, talk (o others and tell them that they should not drop out of
school, tell them that they should pursue a “stable” occupation. Yet, when we give advice,
when we use formal assessment instruments in isolation and without proper interpretations, we
take power away from our clients. We may prematurely lock them into a way of being that
isn't right for them. We may narrow their optios:s and their potential avenues for growth and
cxploration. When we do this, we create others' lives, rather than encouraging them toward a

process of se.. - reation,

If we conceive of education as self-discovery -- rather than merely the masterv of skills
or accumulation of knowledge -- then we must regard every moment of life as equally
pregnant with educational possibilities. (Roszak, 1979, p. 193)

What is the altemative? Imagine another way of working with our clients, where the

coves U v acts as the instrument that facilnates the client's journey through the carcer

process. Our clients bring with them their intention., their values and beliefs,

and expectations. When the counsellor is the instrument, there is an opportunity

he process 0 holistically fit the uniqueness of shis client's enduring values and

I, wis client’s immediate contextual needs in a way that fosters self-reliance, in a way that
cmpowers them.  As Arici says, “We empower peoplc by letting them be who and what they
are, rather than who or what we think they should be.” Qur professional intention, therefore,
nceds to be directed toward strengthening the positive intentions of our clients (van Manen,
1991).

! became clearer and clearer in my own mird that that was how I wanted to work with
clients -- in ways that empowered them, that gave them choices, that reinforced their
strengths, i ather than reinforced my strengths -- or both presumably.

Sharing and Communicating our Knowledge and Insights

Does this mean that there is not a place to share ihe specialized knowledge that we
may hold? the insights we may have about others? their situations? The research participants
indicated that sharing knowledge and insights can be empowering to those that we work with -
- when we work with others in ways that allow them to dialogue with us and others, to take
information in, and to “invent and re-invent” it in a creative transformation of continual
mcaning-making (Fricre, 1971).

Ariel speaks of working with single mothers receiving social assistance. At one point,
mothers on social assistance were unconditionally allowed to receive social assistance once
they had three or more children. Policies have changed and they are not allowed to do that
any more. As Aricl relates, many single mothers have been fulltime mothers to date. They do
not want to be workers and think that is alright. The reality is, “Life aint so easy [because
policies have changed] -- they have to be workers.” As Ariel describes, she would be doing
the mothers a disservice if she simply acknowledged their desire to continue to collect their
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social assistance pay cheque saying, “If that's your aspiration...” because she must inform
them of the policy changes.

So the issue becomes how to acknowledge clients' individual siuations, to allow them
a iransition, to help them understand themselves and what they're experiencing, and to help
them decide how they're going to cope with the situation in a way o .- gives them what Ryan
(1992) referred to as access to their decision making. As Ariel suggests, we are called (o use
our professional judgement as to whar information to present and how to present it so that our
clients will hear it. With mothers receiving social assistance, Ariel finds that an information
approach is cffective. When she tells them the likelihood of their children being on social
assistance if their mother is on assistance, many of the mothers become motivated 1o change.

Sometimes we nced to share our knowledge and insights with people other than our
~lients. We may find it necessary to cducaic people that work in the systems that influcnce
our clients, or we may nced to advocate for our clicnts, Jason describes a time when he was
introducing a program for the disabled into a major post-secondary institution.

The students’ reasons for being there were that they wanted productive skills, they
wanted to be able to go out on their own. I took exception to both bleeding hearts
and those that didn’t want to work vith the disabled. It was like building an empire in
a sense o get people to unders*ar . and to support the students. 1 was trying te fill a
void or a gap, so 1 did a lot ¢f ( r+ -‘udinns. In the early eighties in Alberta there
weren't a lot of people that knes  w  about integration of the disabled.

As we have alluded, how we communicaie with others is important. Part of our
professionalism is finding ways 10 “make the complex simple or simpler” so that others
understand what e are sayiag. This practice is increasingly reflected in socictal procedures,
For example, the Alberta Government has a “plain language” guiuetine. Information that is for
public use must be written in language that is easily understocd. In real estate, documents that
were previously difficult for the lay person to read are being rewritten in a more “user
friendly” form. Jason suggests that stories or metaphors are a powerful way to get a message
across to others in an easily understood manner.

But is language the only way that we communicate « others? A cartoon I once saw
of a doctor with a cigarette hanging out of the comer of his mouth telling a patient to quit
smoking comes to mind. What we are talking of here is the necessity of congruence, the
importance of “‘walking our talk,” of modelling those qualities we hope our clicnts will
develop (Barth, 1986; :»wman, 1989). If we want our clients to assume self-management
skills, it is important that we demonstrate these when working with clients. If we want our
clients to be reflective on their life situations, we need to model the importance of reflection in
our lives. If we want our clients to become responsible for their own leaming, we must
demonstrate responsibility for our leaming as practitioners, too.

Helping our Clients Toward Self-understanding and Self-reliance

The source of self-reliance is, of course, self-knowledge. As you muy know, in Zen
there is a distinction between “live words” and “dead words.” The only way
knowledge can be gained with any lasting wisdom is to be able to place that



81

knowledge into one's personal experience.... And this personal experience can only be
accessed if the learner has a sense of personal history, that is, self-knowledge. Only
through self-knowledge can the individual find the self-reliance to become the self-
teacher to uncover true knowledge. (C. Lewis, personal communication, February,
1993)

When we help others develop towards self-reliance, we help them to hear and respond
to their own calling: To determine their needs, to acknowledge and create their hopes and
visions, to come 10 know themsclves, 10 be true to themselves, to lear to trust themselves.

The type of change we talk about is deep, enduring change. When we look at current
practices, we can sce, as Joanne reminds us, the amount of money that's invested in even areas
such as corrections, unemployment insurance, and social assistance. Many of *“these programs
arc geing toward giving bandaids to problems that need to be addressed in a systems way, in
ways that affirm peoplc, ways that devclop people, nourish people.” To make more enduring
change, it is important to have people recognize that “They matter. They're special” (Roszak,
1979). It is this self-knowledge and inner acceptance that allows people to persevere in
Gifficult situations.

Helping our clients to move toward self-reliance implies a developmental orientation.
To do so means mceting our clients where they are, seeing them within their context, and
giving them the support they need to grow from there, in a way that we are constantly called
1o use our professional discernment.

Developing others who don't necessarily see their own weaknesses, to build positively
on their strengths without putting them down....Choosing when to help people look at
their strengths and weaknesses and choosing other times to meet them where they
are...and not necessarily with an amount of reflection on that. (Joanne)

Depending on our clients' developmental readiness, support systems, and familiarity
with the situation they are facing, they may need different types of support, at different times,
and in different situations (Magnusson, Day , & Redekopp, 1988). We may nec_ to teach
them the knowledge, techniques, and processes they need to mieet their needs and to increase
their options and potential in their situations. We may need to provide them with intensive
support or simply act as a consultant to them. All these interventions are aimed toward client
cmpowerment; that is increasing their self-reliance and lessening their dependence on us.

Improvising: Let's Us Be Responsive to Others

Becky, a single mother who is living with a male friend, has spent the last few months
in an employability program. She is getting beyond the belief that her life has little potential
and is starting to investigate possible training programs. She's gaining corfidence in herself
and coming to trust herself. One day she arrives at the program in tears. Her roommate has
said she must lcave. Rent was cheap there. She does not know where she will go. The
program facilitators respond by tapping into their network to get some rental leads for Becky,
which she pursues. The next weekend the facilitators use their truck to move Becky to her
ncw home.



Lbaza is an inner city youth with a background of abuse und drug and atcohol
ad« _uons. She is attending a job readiness program.  Although her attendance has been
sporadic, the last couple of wecks she his started to drop by daily. She scems 1o be
developing a sense of trust in the program. She is actually starting {0 participate in some of
the activities and has started attending school on a more regular basis. The other day, Shaza
went o court and was put on probation. The conditions of her probation were that she could
no longer hang around in the inner city area -- but this is where the centre is, this is where her
school is -- the two things that have started to matter to her in recent weeks. She is upset,
because she will have to move away from cverything that is familiar to her. After consulting
with Shaza, the program facilitator decides to talk with her social worker o see if he can got
permis-ion for Shaza to still come to the centre, where she is beginning o feel she has some
support in her life.

The practitioners in these situations were both working within prescribed programs,
They hoth had program agendas and tentative plans for working with their clients.  The
practitioners could have felt bound by circumstances and locked into completing their program
agendas, narrowing their options for acting,

Despite our preparcdness, there will always be times when we are faced with the
unforeseen. Part of our professionalism, our responsibility in working with others, then,
involves holding qualities that let us respond to -*hers with creat' 1y, facilitating the
unexpected in ways that let us stand back to let « - r clients expc e the space they need to
grow and yet move in and to provide support wt...: i-ded (van M.non, 1991). Like a jazz
musician (van Manen), the effective practitione. | - ids » nprovisational qualitics thiat allow him
or her to constantly adjust in creative ways to the aynamic circumstances of the others s/he
works with.

Responsibility means to respond, and genuine response is the response of the whole
person. In every situation we are asked to respond in a unique way....This means we
must have that courage to address and that courage to respond which rests on,
embodies, and makes manifest existential trust. (Friedman, 1983, p. 40)

Professionalism as Integrity

The meaning of integrity lics with its root to integrate, which means to synthesize or
to make whole (Oxford Concise Dictionary). The integrity of professionalism is multi-layered,
it is pervasive, it is central to our relating with the others that 've work with. For how could
we exhibit professionalism if we were not acting with integrity to ourselves? to the uthers that
we work with? to our projects? to the systems within which we work?

I worked during ¢ solitical change-over....Some people began to feel that, given the
government change, you hud to say wnat the government felt -- your job as a
bureaucrat was to anticipate what the politicians wanted to hear and then tell them
that. For me, my job was to evaluate or analyze something to the best of my ability
and let that speak for itself....You don't try and skew the results to meet an anticipated
need, or to appease a personaliiy or a political interest. (Ariel)

What Atiel is speaking of is acting with honesty, a truthfulness. In this case the
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truthfulness comes from an openncess, a willingness to let ourself and our work be “scen” for
what it is. Roben describes a similar situation,

! simply responded directly, representing the project as directly as best I could (rather
than irying to “sell” the projcct). 1 felt good that I represented the project as it was
without attempting to “fudge” my descriptions to please the department, being true to
the art of career development in this case -- this is an intrinsically worthy proiect.

Robert, 00, is spcaking of acting with honesty, acting out of what he believes to be
true, acting out of the valucs and belicfs that he has integrated into his learnings. Robert holds
a beliefl about the worthiness of the product: To represent the product is to speak “his truth.”
Imagine how the integrity of the situation would have changed if Robert did not believe in the
project, yet still tricd to promote it. A belief in the product would not be “integrated” into his
worldview. There would be a discrepancy between what he believes and what he is
representing. It would require a dishonesty, a hiding of what Robert sees to be the product's
shortcomings,

We might also ask, however, “Is it realistic that organizational or pro: ct beliefs will
always align with cur personal beliefs? Arc there not times when we w:!l, Aespite our best
intentions, find oursclves working within systems that compromise our h!ir;? working on
projects that we come to feel are somehow wrong?”™  As Ariel reflects, tiis ;. 7 toplicated
issuc because “in some ways it would be unprofessional just because you di-sn'- oo+ vore v,
personal way or couldn’t move your personal values through the system :ha  u +voiiid
sabotage ir.” So it becomes important that when we accept a job or a project tha we first
scek to understand its limitations, for when we accept it, we are in some ways agreeing to
work within corresponding limitations.

But what if we accept, for example, a project in good faith, and as the project
progresses we find that we are asked to compromise our values and beliefs in ways th. we
can no longer he true (o ourselves? to others? to the field? Robert speaks of beginning a
project.  As the project advanced, the client's expectations changed. They 1.oved into
something that Robert no longer believed held integ.ity for the field. 1t was not something
that he could believe in. For Robert, it was ¢ dilemma of wanting to fulfil his work
commitment and at the same time not wanting to compromise his integrity.

Jason, 100, tells a story where he felt his integrity was in jeopardy. He was acting as a
consultaut 1o a law firm involved in settling disability insurance claims. Jason's role was to
assess the person’s vocational potential. One of Jason’s personal rules was that he wouldn't
take a case if he had dealt with the client before as a student at the institution where he taught.
“I didn’t svant to mix those two worlds.”

There was an instance, however, when Jason found himself involved in a situation
witere he did in fact compromise his personal rule. As per his customary routine, Jason
conducted a file search before agrecing to consult {o an insurance claim that was to be settled
in court. Jason had found no record of having previously worked with the client filing the
insurance claim. Yet, part way through the trial the client became agitated, claiming that
Jason had previously counselled him. That night, Jason once again searched the institutional
files -- and this time found the man's records: They had been misfiled. Jason was in a
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difficult position; he felt terrible.  Although in his attempt to gain settlement money, the man
was claiming all sorts of things that private investigators had already determined were not true,
Jason knew that he must tell the judge of his prior counselling relationship with the client and
its possible bearing on this case.

Ariel tells of an active feminist who was working within govemment. The women's
views and those of the Alberta Cabinet's were quite discrepant, which angered the woman. At
a certain point the woman began to publicly criticize political decisions at public forums,
something Aricl saw to be quite unprofessional.

Thesce descriptions are just a sampling of the expericnces reported by the rescarch
participants. They suggest that despite our best intentions we may find ourselves in
compromising situations. How to handle these situations becomes an important issuc to reflect
on, however, for as Joanne reminds us, some of the times when we might feel least
protessional arc when we have agreed to go along with things that do not feel quite right 1o
us.

Perhaps then, as Ariel suggests, there is a tension of seeing it we can maintain our
integrity within an organization or situation while we help mlcvant others to develop impreved
practices. To do this we must determine if and to what extent the current organizational
practices compromise our integrity, and the potential for the growth r development of the
organization or sittation we are working within. We also need to determine our tolerance for
waiting; to determine if it is right for us in this situation to wait for changes that might occur.
If it compromises our integrity meanwhile, or the wait seems too long, or the obstacles oo
foreboding, we must be prepared to deal with the issue in another way. As Robert recounts,

I want to please the client. But there's a certain line I just won't go beyond. I mean 1
don’t know exactly what that line is, but there is a certain line where I think a project
is going to lose integrity because a client has asked me to do something. When that
happens, I'll just say, “I'm sorry, we can’t do that. It no longer has integrity given
what we know about our discipline.”

Part of acting with integrity is using our professional discemment to decide where our
boundaries lie. When we are faced with something that compromises our integrity we may, as
Robert did, set our limits. Or, we may decide to voice our objections and push for change. In
some cases we may decide to leave an organization or resign from a project so that we can
voice our concems with integrity.

This brings to the forefront the concept of commitment. To resign from an
crganization or to withdraw from a project requires a good reason. That is, integrity implics
that we act in ways that allow others to believe in us; to believe that we will keep the
promises we make. Robert describes the ultimate in vnprofessionalism as “pulling out of” a
project or engagement with a client without sufficient reason, for cxample because we no
longer feel like committing to our promiscs, because we misjudzed our time, or we found
something more interesting to work on. “If I don’t do X when I say I'm going to, it had better
be for some very excelleni rz_.;on and not just 1 overcommitted or | made a mistake -- oops,
sorry.”
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Integrity also implies showing concemn for our clients and being willing to take
action - “the buck stops here,” o 10 speak. Imaginc practitioners, for ¢xample, whose actions
are guided by their concer Lo “cover themselves,” rather than from concem for their clients,
Ariel describes a work cnvironment where she was a counsellor, Practitioners would “pass
off" 1o their supervisor difficult cases such as incidents of physical and sexual abuse disclosed
by their clients -- not because they weren’t trained to deal with the situation or for their
welfare of their clicnt, but because it then became the supervisor’s concem and the counscllors
“didn’t have to deal with a difficult issue.”

In other words, you don't do this because ou're concerned about your client or
because someone’s in danger, you do thi. e cover your behind. (Ariel)

The Field

Contributing to the Field

A part of our professionalism is being drawn to contribute to the field in whici we
work.  We want to develop our field, cithance our field, maintain standards in out .eld. But
first we must ark, “'What is the field that is the intention of our thonghts and actions?”” It i< an
interesting question, for the ficld is created by its members. Without career development
practitioners th-» would be no field of carcer development. As Robert suggests, “/t's rather
circular. The f- ! is the practitioners, the practitioners are the field.” The field also has its
own life that ex  .J« beyond the practitioners -- for if any single practitioner leaves the field
of caicer developmen, the field still remains.

The ficld, like its :aembers, is dynamic: It is a creative process that begs for a fuller
cxpression.  What, then, does it mean to contribute to the field? What is the importance of
contributing 1o our felt feclings of professionalism? In addressing some of these qucstions,
Robert describes his experience of writing university papers. As a student he became a
theorctical expert in many areas. Even though he held specialized knowledge and tumed out

y work, there was not the same feeling of professionalism that he attains from his current

What was missing for him was a sense of purpose. There was no link to an other, a
v Totess for his actions.  “As a student I was recding and writing certain things that weren't
Lsefu:. There's a difference between | need to write something and somebody else needs whar
i write.’

Thus, part of contributing requires that we care about our work and that it has the
potential to impact. As Ariel says, “/ don't know many people that would like to do a good
Job and not have it used.” Aricl describes her shifting experience in completing a rescarch
study for a client. The research conducted was done in a quality manner and went beyond the
requirements of the study. The results were interesting and pointed in some surprising
directions. For whatever reasons, the client decided not to make public the findings of the
study. When that happened, something shifted for Ariel, because the study no longer had the
potential to impact the ficld and provide direction for client interventions.

Contributing, then, is tied to a purposefulness, the feeling that we want tc advance the
ficld in which we are cngaged. Contributing requires initiating the proce:s. “It's seeing whar
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can be dore and creating what didn't exis: before.” 1 is extending our visions bevond our
previous limits into new and uncharted territories. It is looking for new and beuer wiys (o do
things.

Developing what didn't exist before requires both an understanding of what is as well
as an openness to what could be. It is a creative process requiring the imaginative capacities
of visioning, of secing a possible world, of holding a dircction for change, of doing samething
to bring clarity to our vision and our vision to fruition.

I designed a program for women on income assistance who were getting back into the
labour force. And I worked with one of the employment counsellors in the counselling
centre for women. And that became a roaring success....For whatever reasons, what
we designed worked tremerdously well, and people would come from all over and
observe....[The centre] “as »oving into more enhanced service Srom the usual
employment counselling | njoyed bringing a different professional dimension to the
work that was happerizg .n the employment arena. (Joanne)

Gur contribuiions can be enhanced when the visions we hoid are comprehensive ones
that take into account “the big picture™; that is, they take into account the systems in which we
live and the impact one project might have on another. When we hold a comprehensive
vision, we can usc each project as a building block to expand our knowledge base, our
products, and our ability to work effcctively with our clients.

I had a professor years ago who knew virtually everything, and I'm not kidding. 1
asked kim if he had a photographic memory, and he said, “No, I just have a very
large framework in which I can fit everything I learn.” Thar comment taught me a lot,
and now I try to see every project, and the whole field of career development, in a
much larger picture of what's happening to humanity globally. This includes a picture
of social, economic, political, and environmental spheres. (Robert)

When we hold a global vision that we work to bring to life, it is important 10
remember that this vision is constructed, that it has the possibility to change, and perhaps
should constantly be changing to accommodate the dynamic world in which wc live. Part of
contributing to the field, as Joanne portrays, is 0 contribute to the quality of cthical practice
by developing guidclines and communicating these guidelines to practitioners. Yet, as we
develop guidelines and policies, what we know about working cffectively wathin the discipline
evolves. So we are faced with an interesting challenge in finding a way to maintain and
enhance the credibility of our field and its praciitioners in @ way that does ot limit and
stagnate our professionalism, but rather allows for continuing responsiveness 1o the growth of
the field and its practitioners. We must recognize that whatever we create is simply a model,
and allow our ccnstructions the freedom to move and change in a responsive
manner.

Additionally, we must keep a balance between our vision, and the means we choose o
attain our vision. Our work toward changing the field, replacing traditional career
development practices with newer ones more respectful of ourselves and those we work with,
needs to be done creatively with a cclebratory orientation. The visions and goals that we set
are important. We can not howver, know the future with certainty; thus the process of
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working toward our visions is important in itsclf, and its integrity must not be sacriticed as we
strive 1o attain our goals,

Disseminating: Getting the Word Qut

There's the feeling of wanting to advance the Jdiscipline that I'm involved in, whatever
that may be, not just in the formalized sense of the discipline, but in sharing my
learnings, being part of contributing, and that if I share them, if | publish them...1
enable other people to benefit from what's developed in a kind of context of practical
application. If it can be brought to the level of application, if it can be brought to the
level of communicating to other people about it, then it can be harvested by other
people and contribute to the ways that other people practice professionally. (Joanne)

The meaning of contributing is linked to the word profess, the root of professionalism.
To profess is to tecach (Oxford Concise Dictionary). So a part of our professionalism lics in
“geuting the word out” about what we know. As Robert suggests, it is one thing 1o have an
innovative idca or to have created an innovative product or program and completely another to
make sure that the rest of the field knows about it. To contribute, then, requires a willingness
1o share what we know. It may mcan sharing ideas that are not yet finished so that they can
stimulate the ficld. We can share through presenting, through publishing, through teaching our
colleagues.

We want the ficld to know about it in a way that it can make a difference. As Robert
says, “1 want to put stuff out in the hope that others will take it and do something with it.”
There is a sensc of wanting i0 work in a way that is purposcful, in a way that allows other
practitioners to take what we present and integrate it into their practices. As Robert describes,

I've given purely theoretical talks. [ love doing that. To me, it's just fun. However,
it's not nearly as fulfilling or as important as giving a talk where I can give
indications as to how to apply the theory, where my partners will walk away with
something they can use starting the next day.

Part of our ability to contribute then is to find a way to communicatc what we know
so that others can understand what we say. This involves a tension between trying to add new
concepts to the field, yet bridging the current knowledge gap to make what we are presenting
conceptually attainable to other practitioners, without compromising our ideas. To find a way
to make our contributions accessible 10 a wide variety of practitioners is important, for when
we contribute to the growth of practitioners within the ficld we contribute to the growth of the
ficld itself. As our skills, knowledge, and attitudes increase to the point that we can make
significant contributions to other practitioners and the field, we must not forget the tcaching
opportunities that await us with thosc that we work with on a daily basis, for example, through
coaching, mentoring, or consulting to others.

I have talked about contributing as meeting a need, as being purposeful. Docs this
mean that contributing is a selfless act? To say our work is sclfless would be to create a false
dichotomy. There is the possibility of resolving the dichotomy and fusing sclfishness and
selflessness in unity (Maslow, 1968). When we contribute to the field, we engage in a
creative endeavour where we construct oursclves and the field through our visions and actions.
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FFor example, Joanne trics to cnhiance the quality of her profession while embodying values
that arc personally meaningful to her on quite a deep level. Robert also describes this fusion
in his work.

There are so many things that need to be done, so many ways [ could contribute. So |
have to muke cheices. And one of the ways that [ do that is by working toward what {
like to do, and working with my strengths. I'm more likely to make a contribution
when [ choose innovations that build on my strengths. And [ feel a sense of |- i
heing recognized, for example, when [ see my name in a conference program. But at
the same time, what I choose to do also leans toward the selfless. For example, |
could publish numerous articles that I was passionate about, but that did little to
contribute to the field -- so | don't do that. I'm more selective.

Creativity is also a way of making a contribution. As Joanne reflects, it's a way of
finding value and it's a way of retuming things back to ourselves. When we work creatively,
we get excited.

I mean I'm excited during it, und I feel really satisfied afterwards. 1 find it stimulating,
energizing. It doesn't feel like work to me when I'm into an active creative mode.

(Jounne)

Collegialit

In holding & comprehensive vision, we open possibilities for the development of the
ficld. At the same time, however, we must also face our limitations; that is, there is the reality
that onc person can't do it all. “Sometimes being professional can be seen as having all the
answers and [ don’t think that's the case.” (Ariel) Facing our limitations requires a selection
on our part of where we can best use our talents. It also requires the willingness to
acknowlcdge the strengths of others and r0 work with them to implement our visions.

“Organizations arc more based on interdependency than in the past so you can't just
put a box around yourself.” We have increasingly specialized knowledge and an increasingly
rapid pace of change in the world. We are living in a time when professionals within the
same occupational field, professionals from different occupational fields, and members of both
local and global communities collaborate.

Given the development of telecommunications and the increasingly global economy, we
have to realize that our practices take place within a global community....The contexts
we are working in have exploded. This hasn't changed the ways that we should be
working. It was never really healthy to work in isolation without a more
comprehensive picture in mind. However, it has made the whole notion of
interdependency more obvious and the means to achieve it easier. Since I've worked
in different countries, the cultural orientation that I bring to my work has become
clearer to me -- we can't detach our ideas from the culture in which they arose. [ feel
Sortunate now that I have a colleague in Finland. I can fax him information and get a
completely different perspective than I would get from someone in my culture. It
Sorces me to question my assumptions from another perspective. When we collude on
projects, we each contribute a different perspective, which contributes to their overall
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When we work together to implement our visions, we transtorm parallel behavior, and
adversarial and competitive relationships into more cooperative relationships (Barth, 1986).
When we act in a collaborative way with other professionals, our commitment to the ficld can
have more impact.

Although 1 like working on my own to create things...the interaction [of working with
others] is exciting and creates. 10 me, better product. 1t's collaborative - if you've got
good people to work with of course. I also value...helping other people mavimize their
tulent and the contribution that they're making on their individual projects. (Joanne)

Part of being able to work with others is knowing the nctwork of people within the systems in
which we work. This includes understanding an individual's philosophical orientations as well
as their areas of expertise.  When we move into more interdependent work, sometimes the
most talented people are the ones who act as chorcographers, bringing all those skills together
in one place, cven though they may not have any of those particular skills themscelves.,

Working coopcratively requircs holding and working toward a vision, as well as
having the ability to compromise. “You can'’t be so rigid about what you would argue is
correct or valid to the point that you won't let anything else get in the way.” Working
together involves a “give and take,” a balance between having ownership and pride in what we
do and being ablc 1o say that there arc other ways to do things that may also be ctfective.
Robert speaks of giving a presentation to his peers and being quite knowledgeable about what
was being discussed. The peers, however, were knowledgeable, too, and were casily able to
contribute to what he was saying.

Even though it was a lecture format, it was much more interactive. | was updating
them, rather than teaching them...helping them to develop their professionalism, their
ability to be better professionals....I was helping them to develop themselves, and
through their comments and feedback they were helping me to develop myself, too.
(Robert)

What do we need to sustain ourselves as professionals? As Ariel suggests, we often
talk about what we as practitioners need to give to others. It is also important 10 look at what
we need for sustenance. Working with others can provide a sense of collegiality, a sense of
belongingness. There is something special about working with colleagues who hold similar
knowledge about the field, who have a similar knowledge basc and practical understanding
that form the basis of our interactions.

We're saying so much of our felt worth depends on our view of ourselves as
practitioners. But we also have to find our own ways to get acknowledgement and
recognition. [ think peers are important. They validate you. Peers can give you
feedback that you're doing good work. (Ariel)

When we work with others we become known among our colleagues for our strengths,
our professional identities: When we embody our work, it becomes our personal style (van
Manen, 1991). For example, people know Joanne professionally for her charts, diagrams, and
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maps.  Colleagues use humour in saying, “If you want such and such done, Joanne's the one
who will do that.” Jason became known for his work in disabled student scrvices at a post-
secondary institution. He developed a good reputation both inside and outside of the province.
Law firms approached him to do rclated legal work.

Facilitating Qur Potential to Contribute

How can the potential for contributing be facilitated? Aricl assumes that people hold
the tendency to want to achieve something and to do it well. Yet, when we work in a
hicrarchical model, we have little authority, little freedom to act upon our ideas, little freedom
10 question present ways of working. An authoritative management style tends to “mold
people” to fit its form, rather than allowing pcople to shape their job to suit their working
style.  “Professionalism is beaten out of people. Creativity and taking responsibility are not
seen to be of value in an authoritarian organization.” (Ariel)

If we have litde input into the design and result of our work, we are less likely to care
for what we are doing, and to care about enhancing the field than if we have access (o
decision making in our jobs. As Aricl suggests, without this access, “At a certain level, why
would I care?” If we do care, we may be frustrated by our attempts to improve things, to
make changes, 1o do what needs to be done. “Times when [ find it hard to be professional are
times where [ fecl limits that are imposed by others give me a sense that I am blocked from
using my ralents or skills.”” (Joanne)

Summary and Transition

In this chapter I explored the intentionality of practitioners by focusing on the others
with whom they work, as well as the field in which they work.

The Other. Professionalism exists in relation to others, whether the other is a
colleaguc or a clicnt. Two themes important to professionalism are care and hope for the
other. Without care and hope, there would be little motivation for practitioners to work as
carcer development practitioners. It is equally important, however, for practitioners to help
clients to care and to hold hope for present and future situations.

Practitioners' professionalism lies in secing each client's uniqueness. This means that
practitioncrs must be willing to maintain an openness to their clients' life situations and a
flexible working approach. Practitioners need to go beyond using siandardized assessment
instruments in order to mcet the needs of the individuals. Ways of working should aim toward
client empowerment. That is, it is important for practitioners to teach clients to be adaptable
in their life/carcer. A part of the empowerment process involves teaching clients to hear and
respond to their hopes and dreams, to move toward increased self-understanding and self-
rcliance, and to accept themselves and belicve in their self-worth,

Professionalism requires integrity in practitioners’ work with others -- that is, they are
must represent themselves, their programs, and their products with honesty and truthfuiness.
Practitioners need to set boundaries or limits that they will not easily compromise.
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The Ficld. As well as focusing on clients. professionalism obliges practitioners to
focus on the ficld, to care about their work and its influence and to contnbute to the licld.
Contributing requires enhancing the ficld as well as disseminating information.  Part of
contributing to the field, particularly in light of the rapidly changing world, is a willingness to
collaborate with other practitioners and disciplines, as well as 1o recognize one's work
possibilities at both a local, national, and intemational level.

The potential of practitioners to contribute can be facilitated by having access to
decision making and by being in supportive situations where they are allowed to use and
develop their talents. This type of working environment is best promoted by facilitating,
rather than controlling talent.

This chapter completes my hermeneutic phenomenological interpretation in response 1o
the research question: “What is professionalism?” In the following chapter I discuss the
pragmatic implications that this interpretation holds for career development practitioners.



CHAPTER 7
RESEARCH DISCUSSION

In this study I used a hermencutic phenomenological rescarch method to address the
question: What is professionalism? The main data source was a series of interviews with four
carcer development practitioners who were identified by collcagues as “truly” exhibiting
professionalism. Interview qucstions were open-ended, which allowed the resulling discussion
of professionalism to be grounded in people's experiences, rather than a conceptual ideal of the
professions. Being ccological in nature, the analysis and textual description of professionalism
suggested a different perspective than the natural scientific perspective of professionalism that
has been typically portrayed in the literature.

I organized the thematic interpretation of the notion of professionalism into threc
scctions. The concepts presented in this section provide the ground for +he subscquent
scctions, which focus on (a) the practitioner, and (b) the intentionality of the practitioner; that
is, the “other” (which includes both clients and colleagues) and the field.

In this chapter I discuss the contributions of the rescarch. I also discuss the
implications for professionalism in carcer development, the area in which I chose to develop
my interpretation of professionalism.  Specifically, I discuss implications for: (a) career
development assumptions and practices, (b) the development of professionalism among
practitioners, (c) organizational structure, and (d) professional associations. Finally I suggest
arcas for further research.,

Contributions of the Research

1. A Grounded Approach. To date, most rescarch on professionalism places this construct
within a model of the “idcal” professions. The characteristics of the ideal professions are
primarily based on thosc occupations historically considered to be the “true” professions, that
is, law and medicine. This study, however, assumes a different beginning for the exploration
of professionalism -- the experiences of carcer/organizational development practitioners
identified by their colleagues as “truly” exhibiting professionalism. This inductive approach to
professionalism, therefore, is grounded in the experiences and practices of esteemed
practitioners, rather than in a theoretical model built on a traditional, rational ideal of the
profcssions.

2. A Reflection of Current Practices in a Helping Occupation. It is commonly accepted that
the world is continually changing and that, more recently, change is occurring at an accelerated
rate. Grounding the analysis of professionalism in the experiences of practitioners presently
working in the ficld of carcer/organizational development allows for a conceptualization of
professionalism that reflects current, rather than historical, practices.

Additionally, the present rescarch provides a perspective on professionalism that is
grounded outside the assumptions of the medical model and the justice model, two
traditionally rational models. Perhaps one of the most notable differences of the ecological
perspective of professionalism from the traditional perspective is its movement away from an
idealized, rational orientation toward a more holistic orientation that portrays themes such as
hope, care, spirituality, and interior learning.
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3. An Ecological Paradigm. This rescarch portrays an ccological paradigm of professionalism
that reflects the current wrend toward a more holistic, systemic way of working that is
increasingly found in many occupational practices. This paradigm provides a structure that
supports the dynamic, complex nature of profcssionalism,

4. An Opcning of the Question. Rather than attempting to narrow the construct off
professicnalism, this study “‘opens™ the question of professionalism and explores its
complexity. Opening the question permits commonly held assumptions of the
professions/profcssionalism (for example, that the practitioner has the right o have power to
decide what is right for the client, whether or not the client agrees) to be challenged. Varying
the examples and circling the question portrays the subtletics of professionalism.

Lived-expericnces, that is, the stories of clients and practitioners, bring & context and
concreteness to the construct of professionalism. These stories provide an entrance to the
question and an undcrstanding of professionalism that definitional lists of essential
characteristics do not.

S. Opportunity for Reflection. Readers may or may not agree with the resulting description
and analysis of professionalism, The descriptive analysis of profcssionalism does, however,
provide the opportunity for readers to be “drawn” into the question -- and to refiect on their
personal beliefs and practices, and their consequences.

Implications for Professionalism in Career Development

The following section is a brief overview of the implications that the alternative
paradigm of professionalism holds for career development practices.  Each section could
easily become a chapter, if not a book. The suggested implications should, however, provide a
meaningful blueprint to practitioners with a carcer development background. These
implications address: Career development assumptions and practices, the development of
professionalism, the organizational structure, and the function of professional associations.

Career Development Assumptions and Practices

Theories of career development can broadly be divided into structural approaches,
process approaches, and composite approaches. (Weinrach, 1979). Structural approaches can
be thought of as matching approaches, as they attempt to define the characteristics of the
individual, the characteristics of work environments, and find a compatible match between the
two. Process approaches assume a more developmental orientation, with carcer development
being viewed as a process that occurs over a period of time. Composite approaches are
eclectic in naturc and may integrate clements of both structural and process approaches
(Redekopp, 1990).

The structural approach to carcer planning (that is, a variation of Parson’s (1990)
original propositions) utilizes formal assessment instruments to help clients understand their
aptitudes, abilities, interests, and so on. Clients are then encouraged to use a rational process
to match themselves to a suitable typc of work. In many cases, assessment results include
suggested occupations. Although most career planning models suggest that asscssment
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inventories be used within a larger process, the reality is that, in common practice, assessment
instruments are often administered -- sometimes en masse -- without proper introduction or
interpretation.  Clients may make major life decisions based on the results of these
assessments.  The structural approach to career planning, which aligns with a natural scientific
point of view, has numerous limitations:

1. It doesn't consider the relevance of developmental considcrations to the carcer decision,
The structural approach fails to account for changes people may have in their aptitudes,
interests, attitudes, and skill and knowledge capabilities. It also presumes a readiness of clients
10 work, which is not always a correct assumption.

2. It places emphasis on rational decision making. The structural approach is cognitive
oricnted, and places little emphasis on cmotional factors.

3. It holds a narrow perspective. The structural approach focuses on a person's work role. As
Super (1980) suggested, there are many other roles, such as leisurite, citizen, spouse, and
parent that interact with cach other and need to be considered in a career building process.
Thus, the structural approach lacks a contextual orientation as it does not acknowledge a
person's unique life situations.

When onc views professionalism as acknowledging the uniqueness of and supporting
the development of clients, one sees the limitations of formal assessment practices, particularly
when these are improperly administered. The alternative model of professionalism suggests
the need to go beyond these typical formal assessment practices by using a developmeital,
holistic, systemic approach to carcer development. There are a variety of theories and
approaches to carcer developmerit that are in alignment with some or all of these
characteristics (e.g., Astin, 1984; Magnusson, 1992; Super, 1990). Readers interested in these
approaches arc encouraged to read the original sources for more detail.

In order to provide a succinct and easily understandable structure from which to
discuss the implications of the alternative paradigm of professionalism for carcer development
practice, I have organized the discussion around a series of five assumptions that have
implications for carcer building. A consulting team, of which I was a part, conceptualized a
draft of thesc assumptions; Redekopp (in press) refined these. The assumptions were inspired
by the participant’s descriptions and reflections on professionalism. The assumptions are
meant o be guiding messages that reflect current social, economic, and technological
“realities™ that influence people's lives, and to be suggestive of principles that can help them to
meet those realities. We aimed to make the principles comprehensive enough to reflect current
social, economic, and technological *‘realities,” yet simple enough that other practitioners as
well as clients can easily understand them. The messages are: (a) change is constant, (b)
lcaming is ongoing, (c) access your allies, (d) follow your heart, and (e) focus on the joumney.
They reflect the view suggested in the alternative paraaigm and suggest implications for
practitioners, clicnts, and organizations. Like the phenomenological themes presented in the
previous chapters, the assumptions provide organizational anchors for the current discussion.
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Change is Constant

People change. The world changes. Life situations change. These concepts sound
deceptively simple, yet managing change, which is the essence ol carcer planning (Magnusson,
1992), is a complex issuc. The ccological paradigm of professionalism suggests
developmental approach that assumes change; its systemic orientation suggests that change
needs to be addressed in a varicty of contexts. The following quote addresses the 1ypes of
changes and potential cfiects that individuals may sec in the near future:

During the next twenty years, career deveiopment opportunities and programs will be
affected by technological, organizational, and individual changes. New joby and job
displacements will result from new technology. Some organizations will experience
pressure to decrease their size due to increased competition. Most organizations will
need to be adaptable and employ a flexible work force. In addition, changes in family
responsibilities and personal values will affect work patterns. Confronted with change
and uncertainty, individuals will need to be adaptive, able to handle ambiguity, and
resilient in the face of career barriers. (London & Stumpf, 1987, p. 21)

Technology is said to be changing the face of the workplace. Although there is some
disagreement as to the nature of these changes, there is gencral acknowledgement that there is
a decrease in some types of jobs, such as production jobs, that can now be accomplished by
robots. Other occupations are becoming more specialized, requiring a more highly skilled
labour force than previous times. There is a shift from goods production toward scrvice
orientation (London & Stumpf, 1987). Environment-related occupations are increasing. Many
of the jobs of the 21st century have yet to be created. Major cconomic shifts are taking place,
in part because of the changing political picture. Free trade agreements such as N A F.T.A,
and the Canada - U.S. agreement arc impacting our cconomy and labour force. Eastern block
political changes present unique needs as their countries struggle to reform old policics (Day,
1993).

Because of the complexity and the constancy of change, practitioners need to cmpower
clients to manage their life situations and transitions (Magnusson, 1992). It no longer makes
sense to return, for example, the focus of social services programs or unemployment programs
to one of job placement: If practilioners simply match people to jobs/occupations they may
actually limit individuals' options and adaptability. What practitioners nced to do is tcach
clients core knowledge, skills, and carcer-building processes that will increasc their
adaptability in a changing world and reducc dependency on carcer development services.

As former communist countrics move toward a free market place, there is an
increasing need for economic and carcer development strategies. When practitioners work in
different countries, or even with different cultures within Canada, it is important to remember
that they cannot simply transpose standard interventions into these cnvironments. Rather, so
that suggested strategies are appropriate, practitioners must take care to assess the
developmental level, needs, and contexts of the people they are designing interventions for.
The carcer development interventions should themselves be developmental, so that a
progression of strategies can be implemented over time.

Information is increasing at a staggering rate. Carcer development practitioners nced
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strategics to facilitate the access and organization of information. There is & need for the
developracnt of information banks that would house, for example, 4 summary and critique of
carcer developraent products and programs. To maintain expertise in program delivery and
product development, there is an increasing necd for work teams, where cach member brings
his or her area of expertisc to the group. There is a need for a return to “generalists” who
hold a global perspective and act as carcer development “brokers,” co-ordinating the work of
specialists.

Learning is Ongoing

The increasing rate of change in the world mcans that there is a greater need for
ongoing leaming and devclopment, both to maintain currency within an occupation and to
facilitate change between occupations. The alternative paradigm to professionalism suggests
the need for both practitioners and clients to cngage in a varicty of types of ongoing learning.
The most obvious leaming need is that of identifying and attaining both core and specialized
skill and knowlcdge competencies. There is another type of learning, however, that rescarch
participants suggest is cqually important; that is, entrenching skills and “making them theirs.”
This process involves not only using, refining, and integrating skills, but an inner leaming as
well, where individuals learn more fully about the nature of their values and beliefs, and
develop the confidence they need to be more effective when engaging in daily practices. As
D. T. Hall (1990) indicated, “I would argue that it is precisely more personal lcaming that is
required if truly effective task learning is to occur” (p. 436).

Because both the amount and diversity of what people must leam is changing, there is
a nced to look at ways of lecaming that are altcrnative to traditional educational programs.
Morrison and Hock (1987) suggested that a substantial amount of meaningful learning occurs
through work cxpericnce. In work settings, people learn not only knowledge, skills, and how
to apply them, but work norms and values essential to their work. The latter are much more
difficult 10 acquirc through formal leaming programs. People have opportunities to learn from
a diversity of key influences in work settings, including peer pals, role models, and mentors
(Kram, 1987). (Sce Access Your Allies, this section, for a further discussion of key influences
in lcaming).

This suggests that work settings may be a reservoir of overlooked and untapped
lcarning opportunities. Additionally, educational/training programs may be more effective
when they move toward a more cooperative education approach, altemating or integrating
work placcment with training. Or, it may mean that core competencies are identified and that
Icarners in both work and educational settings are encouraged to learn these in a variety of
ways, for example, by aligning themselves with “experts” in the area or by organizing peer
study groups. In this way, leamers can bridge the gap between theory and application, and
meet their learning needs in a relevant context.

Pcople are leaming all the time, often without being cognizant of what they have
lcamed. It is relatively easy to identify competencies gained through formal leaming. As
people increasingly learn in informal ways, however, one of the challenges that faces them is
to identify the “assets” they have developed. This self-knowledge optimizes individuals'
workplace flexibility and their potential to facilitate transitions between projects/jobs/life
stages. Feedback rom others, perhaps through supervision, is one way for individuals to
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increase their self-knowledge and competency base.  Individuals will have greater control over
managing change in their leaming when they take the steps to sel-initiate
supervision/fecdback.

As leaming situations become more informal there is an increasing need to wach
people to “learn to leam” dnd to provide them with an organizational structure, skills, and
strategies for learning.  Examples of some models that may be useful for this purpose include
Dalton, Thompston and Price's (1977) model of career stages and Robb, Redekopp and Day's
(1991) model of professional development,

Access Your Allies

There is a myth in socicty that people need to be independent in most of their lite
efforts; that they should be able to do things on their own. The altenate paradigm ol
professionalism, however, suggests that this may not be a particularly functional way of living,
and promotes a more collaborative, relational oricntation for both practitioners and their
clients. This way of being is reflected in the increased tendency toward: Leaming from
colleagues; collaborative organizational trends, such as the use of work teams and co-operative
decision making; and increased intcrdependency among nations for cconomic and citreer
development initiatives.

In the theoretical realm, collaborative efforts such as those portrayed at the 1992 carcer
development conference in Michigan, suggest an alignment of allics. The purpose of the
conference was to gather some of thec more prominent career development theorists, such as
Super, Holland, and Krumboltz to work together 1o enhance theory development. In the
rescarch and development realm, the Canadian Guidance and Counsclling Foundation has, over
the past three years, orchestrated the development of a series of products and programs aimed
at enhancing carcer development strategies for youth. The Federal Government is currently
coordinating the deveclopment of numerous Stay-in-School initiatives. All these efforts involve
the collaboration of a number of individuals and groups across the country.

Accessing allies requires individuals 10 know what their leaming and/or change
intentions are and then to approach others (for example, through networking cr mentorii:g)
who can help them meet these intentions. The literature on mentoring is substantial, so I will
not review it here. [ would, however, like to address Kram's (1987) writings on alliances,
including mentorship, which are in alignment with the orientation of professionalism suggested
in this study.

Given people's diverse needs and changing life situations, it scems important for them
to develop many “developmental alliances,” rather than just onc. Kram (1987) suggested that
“relationship constellations™ provide an encompassing view of potential alliances.

The relationship constellation is the range of relationships with superiors, peers,
subordinates, and (outside work) family and friends that support an individual's
development at any particular time. It reflects the fact that menioring functions
frequently are embodied in several relationships rather than just one. (p. 171)

Similarly, Magnusson, Day and Redckopp's (1988) *“Hicrarchy of Seclf-Directed Adaptation” s
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built on the premise that different interventions, such as advocacy, counselling, coaching, and
peer support arc appropriate, depending on a client's situation and developmental needs.

Although mentoring and other alliances often serve the purpose of fullilling carcer
needs (sor example, sponsorship or exposure), it is imponant 1o recognize that they also fulfil a
psychosocial functiun, (for example, role modelling, counseling, acceptance and confirmation,
and friendship) (Kram, 1987). Psychosocial functions influence individuals' feelings of sclf-
worth, both inside and outside the work sctting. The development of self-worth is an
important pant of the empowerment process suggested in the current study.

Given the interpersonal nature of building relationships with allies, it is important for
both parties to learn skills that will facilitate the relationship, and to identify past personal
patterns that may limit the relationship. Individuals can leamn skills to facilitate the process of
sclecting, developing, and maintaining alliances. For the optimal creation of lecaming
situations, individuals may want to be pro-active in initiating some of these reiationships.
Additionally, individuals need to be alert so that they can recognize and maximize chance
opportunitics that arc cxtended to them by allics.

In the course of their development, people not only access allies, but become allics
themselves.  As peopic develop expertise, influence, and confidence they become more able to
help a varicty of others, some with less expertise than themselves. Dalton, Thompston, and
Price (1977) suggested that the following developmental carcer stages occur within
organizations: Apprentice, colleaguc, mentor, and sponsor. The various ielations that pcople
develop have the potential to be mutually benceficial. The person being assisted has the
opportunity be supported in his or her development. The person assisting has the opportunity
contribute. *“Each individual expericnces acceptance and confimation of self-worth through
intcraction with the other” (Kram, 1987, p. 163).

Follow the Path with Heart

One of the desired outcomes of carcer building is to encourage people to live more
meaningful lives by engaging in what they love to do; that is, to find/create and respond to
their calling. In order to encourage themselves and others to engage in meaningful work,
practitioners nced to undeniake, and help their clients undertake, the process of acquiring self-
knowledge; that is, identifying their values, beliefs, interests, and so on.

Sclf-knowledge, however, is not simply a process of listing traits. Learning about
onesclf is more active and developmental in nature. People modify values, interests, and
belicfs as they gain life experience. For example, an individual may imagine that s/he would
like to engage in a ccrtain occupation, such as graphic design -- that s/he would enjoy the
freedom of being self-employed and being able to draw and design for a living. Entering this
occupation brings the realization that being a graphic designer also means working when the
customer demands it, which may be on short notice and include working evenings and
weekends. Being self-employed means running a small business where there is a lot of
accounuing and record-keeping to be done. Having engaged in this occupation for some time,
s/he becomes clearer aboud what aspects of the business are appealing and what aspects
impede work enjoyment. S/he now needs to consider ways to overcome the barriers to
maintain satisfaction (for cxample, by hiring an account manager or entering into a partnership
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so that the work load can be shared.)

Following the path with heart means allowing oneielt 0 dream.  This is how many
organizational think tanks work. Initially all ideas are ac epted. Only at a later step is the
feasibility of the project at this particular time brought into the discussion. This is a ditticult
task for most peeple as they tend to prematurely constrain themselves with pereecived realities,
such as "“The cconomy's bad™ or “I'd never be able to do tha, ™ By doing so they may create
artificial barriers.

In addition to having the capacity to dream, people need the contidence 1o risk. The
need for confidence points to the impornance of developing self-esteem and a beliel in one's
sclf-cfficacy. Individuals can learn to minimize risk taking, for cxample, by discerning
degrees of risk and cquipping themsclves by gathering information, developing skil's and
knowledge, utilizing allics and support networks, and having back-up plans in place.

Following the path with heart is about finding and/or creating meaning in one's life.
Mecaning can be viewed as both structural and contextual (Magnusson, 1992), Structural
meaning refers 1o “'relatively enduring characteristics of the individuai, such as interest
patterns, value and belief systems, and general personality traits™ (Magnusson, 1992, p, 15),
For example, a person who values the wildemess may find structural meaning in working for
an cnvironmental group. Contextual meaning refers to “meaning that is derived from the
context of one's immediate circumstances” (Magnusson, 1992, p. 15). For example, during a
recession, a person may take a job that holds litde structural meaning, but provides contextial
mcaning in that it pays the rent.

Practitioners often need to help clients satisfy their contextual needs before they can
help them pursue their structural needs. It is not, however, always a matter of choosing one
type of meaning over another. For cxample, in the case of the graphic designer, s/he was able
to address contextual barriers to allow for greater structural meaning. Or, practitioners may
encourage clients to create opportunitics for structural meaning in other pants of their lives, for
example, through recreational or volunteer activitics. Given changing work conditions and
changing occupational structures, it is increasingly important to find/create meaning outside of
our work settings.

Organizational practices, too, can facilitate following the path with heant. For
cxample, when employees are involved in developing the organizational mission and mandate,
they have an opportunity to create an organizaiion that aligns with their values and beliefs.
Additionally, giving people a choice ot projects to work on supports structural meaning.
When practitioners design training programs or career building interventions, it becomes
important to asscss the needs of the individuziz for whom the interventions are designed, so
that training is meaningful. This suggests that training programs may be most cffective when
they are tailored (o suit participants’ nceds.

Focus on the Journey

Traditional career development models are typically rationa) and linear in nature. The
emphasis is on setting a goal and following a lock-step sct of procedures aimed toward
meeting the goal. This strategy focuses on an end-point, 2 destination so to speak, which is
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Many messages are engrained within this perspective. Influenced by societal norms,
well-intentioned others encourage youth, for example, to make decisions about their future
occupations between the ages of 13 to 17, to pursue their post-secondary education, and then
find long-term work in an occupational ficld -- a process no longer appropriate for the current
labour market and rate of change. Additionally, individuals' carcer paths are rarely so lincar.
Those that do follow this rigidly structured path may find that they have foreclosed their
identity too soon in life and/or limited their life opportunities, particularly in the face of
transforming cconomic realities.

Changing the mcssage from “focus on the destination™ to “focus on the journcy”
suggests the importance of adaptability in creating, responding to, and leamning from one's life
situations.

Always starting with clear objectives discourages a person from making choices that
lead to new experiences. New experiences help develop new information, new values,
new goals, and new wants. Being uncertain about goals and wants leads to new
discoveries. (Gelatt, 1989, p. 254)

Remaining open-minded and being willing to take risks allows individuals to optimize
opportunitics, a skill that is becoming increasingly important in “the age of change” (Beck,
1992; Gelatt, 1989). In contrast to other models of decision making that aim toward cenainty,
Gelatt (1989) suggested that one of the biggest skills decision makers of the future will need is
a positive outlook in the face of uncertainty. He furdher suggested that reflection, imagination,
and creativity may become individuals' most important decision-making skills.

Decision making, therefore, is not necessarily a process where individuals begin by
assuming they know what they want and then proceed to aim for a steadfast course to attain
this goal or reach this destination. Instead, decision making can be a joumney that allows
individuals to rc-plot their course and re-shape their goals many times.

Most people's life decisions are influenced by both choice and chance.

The wide variability in individual career patterns is caused by this interaction
[between a changing individual and multiple changing contexts] and, in large part,
influenced by the ability of the individual to control, cope with, and learn from
unexpected changes, either internal or contextual. (Cabral & Salomone, 1990, pp. 8-9)

Chance does not necessarily imply an absence of control. Planfulness, preparedness, and an
ability to recognize and optimize chance or unplanned events increases one's ability to control,
interpret, and respond to these (Bandura, 1986; Cabral & Salomone, 1990; Krumboltz, 1976).
This view, and a recognition of the increasingly rapid rate of change and unpredictability of
one's future, suggests the need for career decision-making practices that help individuals to
accept and deal with change and ambiguity (Gelatt, 1989).



101

The Development of Professionalism

The development of professionalism includes the acquisition of skill and knowledge.
Common professional development sources that practitioners use to increase their skill and
knowledge include journals, seminars, workshops, and conferences. Involvement in
professional activitics of this nature arc sometimes used as indicators of the behavioral
component of professionalism (Jorde-Bloom, 1989). A greater degree of engagement in
professional activitics is thought to indicate a greater degree of professionalism.

Although most pcople would agree that these activitics conrribuie to their
professionalism, the results of the present study suggest that there are other essential
dimensions of professional development to consider. Perhaps as important as the number of
articles practitioners read and conferences they attend are the sicategics they use to maintain
and enhance alrcady held skills, and to integrate newly gained knowledge into their daily
practices.

To optimize the development of professionalism, it scems important for practitioners to
sct leaming intentions. This can be done in a varicty o ways, for example, by analyzing
leaming needs and setting directions for learning. Practitioners can also set more meaningful
learning intentions by embedding their professional development within the context of the
life/career plans, for example, by asking: In what direction do I want to develop short-term?
longer-term? In terms of knowledge? skills? interests? future life/career paths/opportunities?

To empower themselves in the professional development process, practitioners must
take responsibility for their learning and not assume that it is the responsibility of others or the
organization they work for to orchestrate their professional development activitics.
Practitioners need to understand that what they invest in their professional development in the
way of time, money, and effort has the potential to become a personal asset that will remain
with them for the duration of their life/carcer. When practitioners assume responsibility for
their leamning, the need for professional development strategies and models that promote both
self-analysis and sclf-initiation becomes paramount.

Participants in the present study indicate that feedback from respected others is
important to their skill integration, particularly as they face new lcaming situations: It helps
practitioners to recognize their strengths and to set future leaming intentions. When
practitioners take the initiative to select someone whose feedback they respect, they may
increase their receptivity to feedback.

Given the developmental nature of professionalism, practitioners necd different types
of feedback, depending on their developmental level, the type of leaming they arc trying to
integrate, and the context they are working in. For cxample, individuals' nceds may vary from
intensive one-on-one supervision, to peer supervision, to consulting with another. Ultimatcly,
however, practitioners must work toward self-analysis of their work, particularly as their
specialization and expertise increase -- and there are fewer people with the ability to critique
their work.

Perhaps because they are abstruse and difficult to measure, strategics to
support the growth of professional and personal qualities (such as honesty, integrity,
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congrucnce, commitment, flexibility and adaptability, reframing mistakes or negative
experiences as opportunities for leaming) that reflect a practitioner's interior dimension are
missing from most discussions of the development of professionalism. Yet, this dimension is
central to an individual's professionalism,

Onc strategy that practitioners can use to facilitate interior leaming is reflection on the
cffectiveness of their practices that cncompasses contemplating and clarifying their values and
belicfs. Other strategics practitioners can engage in include discussions of focal issues,
perhaps with people in their relationship consteliations; therapy/counselling; journalling;
positive sclf-talk; and so on. Which strategics pcople choose will depend in part on their
confidence level, needs, available resources, and familiarity and comfort with a particular
strategy.

The rescarch participants also suggested that contributing to the field is a way to
develop professionalism. Contributing requires a willingness of practitioners to share what
they have lecamed and to give somcthing back to the field, for example through rescarch and
devclopment, speaking at conferences, engaging in professional training, advocating, and
mentoring. To contribute effectively, practitioners may need to develop a different set of
competencics, for cxample, speaking skills, program delivery skills, writing, and research skills
that are not dircctly related to their arca of practice.

So far, I have been addressing the development of professionalism as occurring within
the context of one's work. Research participants, indicated, however, that the development of
their professionalism was often rooted in early sources of inspiration, beginning in childhood,
continuing through the tecn years, and following them into their early work positions. They
were influenced, for example, by others who demonstrated qualities they admired and saw as
displays of professionalism.

I suggest that this may indicate the need to expose youth to work settings and
favourable rolc models early in life and to continue this intcgrative exposure throughout the
school ycars. This may serve to ease the transition between school and work for adolescents,
a currently topical arca in the literature. As one research participant reflects:

If one were trying to teach professionalism -- if we want to inspire children to learn --
you would think our schools would have more integration or let the kids come to work
and see it. We stifle that curiosity with kids -- it's a natural curiosity -- who we work
with, where. To understand it, you have to be exposed to it. A lot of people I've
talked to had no idea about what the stresses were for their parents. When we talk
about professionalism we need to ask, “When do people develop these skills?” It has
to begin in their childhood. Yet, we isolate them from work completely until they're
finished school and then expect them to walk through that maze with no transitional
problems. We say, “You just don't have the right attitude” but maybe it's because they
don'’t have the opportunity to see those concepts in action.
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Organizational Structure

Research participants in the current study indicated that access to decision making; the
opportunity to shape their work situations to align with their values, beliefs, interests, and
strengths; and the freedom to utilize their talents facilitated their professionalism. This
suggests the importance of creating work scttings/organizational environments that support the
development of professionalism. The current organizational trend toward continuous leaming
aligns with the alternative paradigm of professionalism,

The concept of learning organizations is a rclatively new one; it is in the process of
being explored and created. Underlying most definitions of a leaming organization, however,
is the notion of a dynamic organizational culturc that supports continuous learning. Peter
Senge (1990), author of the best seller, The Fifth Discipline: The Art and Practice of the
Learning Organization, is one of thc more notable writers in this arca. Influenced by David
Bohm, Senge suggested that it is important to destroy the illusion that the world is made up of
“separate, unrelatcd forces™ that people can piece together to make a whole.

When we give up this illusion -- we can then build “learning organizations,”
organizations where people continually expand their capacity to create the results they
truly desire, where new and expansive patterns of thinking are nurtured, where
collective aspiration is set free, and where people are continually learning how to
learn together. (p. 3)

Senge (1990) based his portrayal of leaming organizations on the concept of discipline,
a word whose Latin root means “to leam.” Used this way, discipline suggests a developmental
path that allows the best in people to be “drawn out.” According to Senge, five disciplines arc
necessary for learning organizations to sustain themselves: Systems thinking, personal
mastery, mental models, building shared vision, and team leaming,.

Systems thinking is the comerstone of the five disciplines. It encourages pcople 0 sce
the whole, as well as the interrelationship between the five disciplines. Personal mastery is an
individual's continual clarification of his or her personal vision -- the clucidation of what is
important to him or her, what s/he cares about, is passionate about. It forms the “spiritual
foundation” of the organization. Mental models are the world views, the biases, the
assumptions that individuals hold. Continual leamning requires individuals to be willing to
“expose” their thinking and to reflect on how their views influence their actions in the world.
Visions provide the foundation for commitment by the individuals in a leamning organization.
They cannot be dictated from the top down, but must continually be developed with input
from all organizational members. Collaborative team learning allows individuals to work and
leamn together. Dialogue, or a genuine flow and interchange of ideas is at the heart of tcam
leaming. Collective ideas greater than any one individual contribution often result from this
type of exchange.

Learning organizations support not only reactive or adaptive learning, but also
generative learning, where individuals leam about things that they care deeply about: A
leaming organization is seen as “a group of people continually enhancing their capacity to
create what they want to create” (Senge, 1990). Members at all levels are involved in
learning, expanding, and shaping both their future as well as the organizations’. Mistakes arc
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seen as opportunities for learning.  Employces are empowered as they are encouraged to think
for themselves; they are given the authority to take action, to innovate, to make improvements.
Further, they arc not expected to do this alone. Generally, people are assigned to work teams
or task forces that last for the duration of a project. In a leaming organization individuals
continually increase their capability and adaptability. At the same time the capability and the
adaptability of the organization cxpands, too.

Professional Associations

It is cstablished practice for a “‘professional” occupation to be governcd by an
association, which is typically involved in determining ethical guidelines, establishing training
schools, and auaining liccnsure for its members that allows the profession to hold a monopoly
of its scrvices (R. H. Hall, 1975). When considering the role that a professional organization
should play, it is important to address its intended outcome, Should the purpose of a
professional organization of carcer dcvelopment be to promote movement of the occupation
toward an ideal model of the professions? Or should the purpose of an organization be to
promote the professionalism of its members? The first outcome, movement toward a
profession, suggests the promotion of practices based on the rational, objective natural
scientific paradigm. According to the results of this research, the second outcome --
movement toward professionalism -- suggests the promotion of practices based on an
ccological paradigm. It is my belief that changing beliefs and practices, both within the field
of carcer development and the world in general suggest that the latter outcome is more
appropriate.

Professional associations often focus on licensing and disciplining their members.
However, many professional groups are dissatisfied with their professional assessment
procedures. McGaghie (1991) specified five reasons for this:

1. Professional assessment tends to focus on measuring the knowledge base of practitioners.
The procedure is used because of its tradition, ease of measurement, and psychometric
technology.

2. There are measurement problems associated with professional assessment, including issues
of validity.

3. There is litde direct assessment of practical skills.

4. Professional assessment usually measures a narrow range of applied skills. In contrast,
professional practice is complex, and involves “judgment, tact, physical endurance, and
tenacity” (p. 4) in addition to specialized skills.

5. Minimal attention is given to the assessment of qualities such as “honesty, judgment, work
habits, maturity, psychological stability, and adaptive capacities” (p. 4).

The dissatisfaction of these professional groups is well founded. The results of the
current research suggest that a core knowledge base is essential for practitioners to have, but
that qualities such as honesty, acting with tact, displaying adaptability, and using discernment
arc also essential to professionalism. The association needs to facilitate the empowerment of
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and relations between the practitioner. the other (colicagues, clients), and the ticld. More
specifically, the professional association needs to create a lcaming culture that facilitues the
development of not only a core knowledge base, but the embodiment of leaming through
contextual skill development and inner leaming.

In determining the role of the organization in facilitating learning, several tensions
need to be addressed, for exainple, betweer:

1. Autonomy and control: How much control should the professional association have over
practitioners? How responsive will the association be to its membership? For example, how
involved will members be in setting and re-visiting the vision? in providing input for the
development and ongoing cvaluation and adjustment of organizational strategics? Should the
organizational mandate include ongoing competence cvaluation? If so, who will determine the
nature of the competencies -- the organization? the practitioner?

If the organization mandates the competencies, they may not reflect current practices
or be relevant to a practitioner's work context, particularly if the practitioner's work is in an
innovative arca. However, lcaving the determination of competencies to individual
practitioners would require them to be familiar with the latest developments in the field. This
may be difficult for some practitioners, for example, who work in isolated arcas, who have
limited resources, and/or who have limited time to continually search for new developments.

2. Theory and practice: Both theory and application through practice arc important to
professionalism. Members of professional organizations need to ask: To what extent should
practitioner education/training focus on theory? on practice? The same nceds to be asked of
practitioners in the field. Is there a need for greater integration of theory and practice in both
academic and work settings? How can this be facilitated?

3. Constancy and fluidity: There is a need for some constancy within an organization, for
example, in the organizational mandate; guidclines that suggest appropriate ways of practising
(e.g., guidelines for counseling women); and strategies to promote professionalism (c.g.,
orchestrated networking.) There must also, however, be a mechanism to atlow for the
evolution of these dimensions that corresponds to changes in the ficld. That is, organizational
structures and practices need to reflect the evolution of skills, knowledge, and attitudes and
their implications for practice.

Future Research

The current research study indicates several arcas for further research. The following
suggestions are not exhaustive, but are meant to stimulate thought and indicatc future rescarch
potentials.

1. The notion of creativity is an underlying thread to the discussion of professionalism.
Research participants spoke of a varicty of dimensions of creativity, for example, the creation
of Self through work, the creation or structuring of a work environment, and the creation of
innovations and future directions for the field. It would be fruitful to explore the following
questions: What is the nature of creativity in relation to professionalism? What role does
creativity play in professionalism? Is it important to facilitate creativity in practitioners? If
5o, what strategies can be used to facilitate the various dimensions of creativity?
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2. In the implications section I suggested strategies, such as accessing relationship
constellations, that practitioners could usc to facilitate the development of their
professionalism. Further research should be carried out to see if these interventions are
appropriate and cffective. One could also ask if their effectivencss would increasc if (a) these
strategies arc presented in the form of a comprehensive, pragmatic model of professional
development that organizes these strategics; (b) an accompanying training program is delivered
with the model; and (c) if the organization takes an active role in supporting the modcl.

3. In the implications scction I suggested that different organizational environments, such as
lcaming organizations, hold the poicntial to facilitate the devclopment of professionalism. One
could compare the development of professionalism within traditional organizations and
lcamning organizations.

4. The overlap and tension between the personal and the professional was noted in this study.
One could ask: What personal needs must be met to facilitate the development of individuals'
professionalism? What structures and strategies can be put in place to support this process?

5. Rescarch participants indicated the importance of key influences on their development.
One could undertake longitudinal studies to determine the effect that interventions such as
integrated work/school programs, peer support programs, and structured mentorship programs
have on individuals' professionalism in later years.
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APPENDIX A
FORMS AND CORRESPONDENCE

What follows is a general guide to the forms and correspondence I used throughout the
research process.. I modified each letter slightly, depending on my familiarity with the
research participant and the unique contextual circumstances that surrounded each research
participant. The participants’ release agreement was a standard form that I used with each
participant. In addition to the correspondence contained here, I also sent cards or contacted
participants by phone, as necessary, to keep them informed of the research process.
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LETTER OF INTRODUCTION

Date:
Dear

I am a doctoral student in the Department of Educational Psychology at the University
of Alberta. My area of rescarch is exploring the question *“What is the meaning of
professionalism?” I am choosing to investigate this question with organizational/carcer
development practitioners.

Through my initial review of the literature in this arca I recognized that the term
“professionalism” is often defined and used in a narrow and confining way, without reflection
on its nature. My own life experiences and discussions with others have led me to belicve that
there is more to professionalism than is typically presented in the literature.

Thus, the purpose of my study is to put aside popular conceptions of professionalism
and to use open ended interviews to explore this phenomenon -- to understand it from the
“inside,” so to speak. I hope to bring the concept of professionalism to life by placing it
within a context of individuals' life-stories. Looked at from another perspective, this process is
a way of defining professionalism by going to the source and interviewing those who
exemplify this phenomenon.

Through my inquiries with other individuals involved in helping occupations, you were
identified as a person who “truly” manifests professionalism. For this rcason, I am particularly
interested in interviewing you -- to hear your life experiences of professionaiism, its
development, and what it means to you. If you agree to participate in the study, your
anonymity will be retained, if you so desire.

Based on my pilot studies, I expect that we will to meet for two to five interviews,
each approximately one and a half to two hours in Iength. The interviews will take place cver
a series of months, being interspersed with the analysis of the data I collect. If you agree o
participate in this research project by engaging in a series of interview, I will be more than
willing to meet with you at your choice of location and at times that arc convenicnt for you.

The research process will provide you an opportunity to reflect on the meaning of
professionalism. This may result in increased sclf-awareness regarding this notion.
Additionally, the written text resulting from the research has the potential to increase
motivation or thoughtfulness among other professionals or aspiring professionals, and to
broaden the way professionalism is depicted in the literature.

I recognize that this introduction provides only a vague overview of the rescarch study,
and that you will probably want additional information before deciding whether to become a
research participant. To answer any questions that you might have, I will telephone you on

. If you wish to contact me, my number is (H) (403) 452-8379.

I look forward to talking with you regarding your potential involvement in my

research study.

Sincerely,

Marnie Robb
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INSTRUCTIONS TO RESEARCH PARTICIPANTS

Datc:

Dear

Thank you for your interest in my doctoral research project. I value the unique contribution
that you can make to my study. The intentions of this letter are to review the purpose for and
the format of the research, and to attain signed consent for your participation in this research

project.

In the completed project, 1 hope to portray the essence of professionalism as it is provided to
me through your life cxperiences. In the interviews, I will ask you to: (1) recall specific
incidents in your life related to your experiences of professionalism and then (2) discuss with
me the meanings of these experiences. I am seeking to create a “verhal portrait” of
professionalism, onc that will allow readers an “inner glance” of this construct. Thus, I am
predominately pursuing vivid descriptions of professionalism -- your depiction of experiences
of professionalism, including your thoughts, feelings, and behaviors and the setting (places,
events, and people) connected with your experiences. You may also wish to share other media
through which you have recorded your experiences and/or development of professionalism,
such as joumals, metaphors, poems, or art.

The data you provide during the interview will be subject to thematic analysis and used to
support the themes that arise. During this part of the research process I may consult with
another rescarcher to assist in interpretation. Before this consultation occurs, however, I will
remove all identifying information from your interview transcript. When I am interpreting the
data, I may confer with you from time to time to gather your additional interpretations of the
data. This is a part of the anticipated five interview sessions and not “in addition to.”

I value your participation in my study, and thank you for your willingness to share both your
time and your stories. If you have further questions regarding the study or the signing of the
consent form, please call me at (403)452-8379.

Sincerely,

Marnie Robb
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PARTICIPANT RELEASE AGREEMENT

Researcher: Marnie Robb
Doctoral Student, Department of Educational Psychology
University of Alberta
492-5245

Advisor: Dr. Rob Short
Professor, Department of Educational Psychology
University of Alberta
492-5245

I agree to participate in the research study that addresses the question “What is
professionalism?” as described in the attached narrative.

I understand the purpose and nature of this study, and that the contents of my interview will
be a primary source of data.

I grant permission for this data to be used in the process of completing a Ph.D. degrec,
including a dissertation and any other future publications.

I understand that, unless I otherwise give written permission, my name will not be disclosed at
any time and that other potentially identifying demographic information will not be used.

I understand that the interviews will be taped and transcribed verbatim (subject to the previous
condition) and give my permission for this.

I understand that I am free to ask questions about the research and to expect them to be
answered explicitly.

I understand that the research will require a series of interviews; that is, about five onc¢ and a
half to two hour sessions, spread over a period of a few months.

I understand that I am free to refuse to answer specific questions, to disclose specific
information, and to withdraw from the study at any time.

Research Participant

Date
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REQUEST FOR MEMBER CHECK

Date:
Decar

At last!! I have completed my written interpretation on professionism to be used in my
Ph. D. disscrtation. The purpose of the interpretation is to "open up" and explore the question,
What is professionalism? including the experience of professionalism, the development of
professionalism, and the meaning of professionalism.

The data that I used to explore the question came from the following sources:

* conversational interviews with yourself and three other practitioners (this was the
main data source)

* a validator, who critiqued the themes and concepts that arose from the conversational
interviews

* my own lived experiences

* written protocols from career development practitioners, as well as some of my
students

* participant observations

* etymological meanings of words, as well as current meanings of key words and their
roots

* literature, including related phenomenological descriptions, books, articles, and

poctry
* movies, as suggested by research participants

I have enclosed a copy of the resulting "hermeneutic phenomenological” interpretation.
I would appreciate it if you could read this text to ensure that I used your stories appropriately.
I have enclosed a questionnaire so that you can provide me with feedback on: (a) the
conversational interviews, in which you told me your stories surrounding professionalism, and
(b) the written interpretation of professionalism that I have enclosed.

It has been about a year and 2 half since I conducted my first interview on
professionalism. The conversations that I held with you and other research participants had a
profound influence on me. Inspired by our conversational moments, I have spent many hours
reflecting on what I believe in, what is important to me, and the avenues I would like to
pursue and create in my lifework. Through this process, I have also learned the importance of
being much gentler with and accepting of myself.

Thank you for the time and effort that you donated to this project and the care with
which you did so. I truly appreciate your contribution.

Marnie Robb



