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INTRODUCTION
This study examines the nature of the training setting in connection to the development of teacher trainees. Amongst the multiple factors that have an impact on the development of teacher trainees during the training, the work environment of the training setting is of vital importance. Therefore, the fundamental aim of the present study is to investigate the role of the work environment of the training setting in the prospective development of teacher trainees. This is achieved by analyzing the training settings of Higher National Diploma in English (HNDEn) teacher trainees in comparison with the Expansive-restrictive Framework introduced by Fuller and Unwin (2004).
Work-place influences on the performance and development of novice workers have been the subject of several studies (Fuller and Unwin, 2003, 2004, 2010; Atkinson, 2014; Kraft and Papay, 2014; Goddard and O'Brien, 2003; Nanayakkara, Neumann, and Pohlenz,2006) related to the areas on the suitability of the nature of workplace to different levels of workers, and beginning teachers’ perceptions of the work and quality assurance in Sri Lankan teacher training. Expansive-restrictive (ER) framework is a conceptual framework developed by Fuller and Unwin (2003) considering the diversity of working environments in the form of a continuum. This identifies a range of pedagogical and organisational factors that are categorized in two different extremes in terms of the learning of the worker (Figure 01). This continuum provides a framework for analysing workplaces as learning environments presenting expansive and restrictive features. The fundamental conclusion they have made is that rather than restrictive environments, expansive environments in an organisation foster both learning at work and integration of personal and organisational development (Fuller & Unwin, 2004). According to the researchers, the productive systems of workplaces lead to different forms of knowledge creation and different forms of learning and pedagogical approaches (Fuller et al., 2007). Though the contextual frame of this study is confined to the public and private sector organisations in the UK, the findings on the expansive-restrictive continuum make implications in the educational field too. The current study being an investigation of the professional development of teacher trainees, the studies by Fuller and Unwin (2003 and 2004) provide insight into the nature of the impact of the workplace on trainee professional development.
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The expansive-restrictive nature is closely scrutinized in the work environment of training settings provided for the HNDEn teacher trainees during their practicum. HNDEn is a program which is conducted by Sri Lanka Institute of Advanced Technological Education (SLIATE) under the purview of the Ministry of Higher Education. It consists of two years of course work and a six-month teaching internship to produce knowledgeable, skilled, and professionally competent diplomates. The internship is particularly designed to prepare the teacher trainees for an upcoming career as a teaching professional introducing them to potential future work environments in schools.
In compliance with this purpose, trainees are expected to achieve professional proficiency by exposing themselves to the natural work settings in the Sri Lankan schools. But this expectation is not achieved in its entirety due to the perceived lack in the trainees’ development in learning and knowledge acquisition throughout the practicum. Hence, the research problem of the present study is the lack of learning and acquisition exhibited by teacher trainees during training. This problem is examined by investigating the impact of the expansive-restrictive nature of the training setting on the development of teacher trainees.
Therefore, the main objective of the study is to explore the learning development of teacher trainees fostered by the training setting with the following specific objectives formulated in line with the ER Framework.
1. To examine how the opportunities are exploited by the teacher trainees in moving in multiple communities of practice.
2. To study the degree of access to learning and acquisition available for the trainees in the training setting.
3. To identify the opportunities available for the teacher trainees to gain other academic qualifications during training.
METHODOLOGY
The nature of the study is exploratory as it examines the work-place learning experiences of teacher trainees who follow the HNDEn programme conducted by the Advanced Technological Institute, Kurunegala functioning under SLIATE. Therefore, the qualitative approach was adopted, and the research was designed using the case study methodology.
The study population consisted of 90 interns who were undergoing the HNDEn teaching internship component for the stipulated period of six months covering six credits in 540 hours as partial fulfilment of the program. A purposive sample comprising 20 teacher trainees from the total population was employed to obtain data. Semi-structured interviews were conducted with the participants of the study as the method of data collection to gather qualitative data from the sample. The interview protocol included questions related to the nature of the work environment of the schools where they were placed for the training. Analysis of the qualitative database was performed utilising thematic analysis technique. Emerging themes were examined in the light of the ER Framework by Fuller and Unwin (2004).
RESULTS AND DISCUSSION
ER framework introduces the workplace as a learning environment. The present study adheres to the initial ER framework (2004) incorporating the features of an organisational learning culture (Table 01) in analyzing the learning experiences of teacher trainees. The expansive- restrictive features identified in three major areas are employed in the study in line with the research objectives so that it provides a firm ground for the analysis of the themes emerging from the experiences of the participants.
Opportunities to move in multiple communities of practice
The utility of opportunities available to move in multiple communities of practice in the training setting is investigated.
There are opportunities to move in multiple communities of practice in the training schools. The themes related to this aspect disclose the opportunities available for getting advice from colleagues working in the same school, keeping in touch with colleagues in other schools,
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being exposed to the evaluation sessions by the authorities of zonal and provincial education offices and establishing a good relationship with students. The utility of the opportunity of moving with colleagues both in and outside of the current training setting provides the HNDEn trainees with an expansive working environment.  Further, they are exposed to external situations of seminars, workshops, learning camps, and sports events, which allows them to extend their identity, crossing the boundary of the current training school. Hence, fostering access to learning by cross-company experiences as indicated by the ER framework.
Access to learning & acquisition
HNDEn teacher trainees’ access to learning and acquisition in the training setting is scrutinized drawing a comparison with the ER framework.
In line with the themes that arise from the data, trainees seem to achieve widely distributed skills rather than polarized distribution of skills in the areas concerning classroom management techniques, methods of instructional delivery, language skills. Moreover, most of their skills are valued by the supervisor, principal, and peer teachers. Rather than imposing rigid specialized rules on the role of the trainee in the school environment, they are made to work in teams collaborating with peer teachers, mentors, pupils, and the parents, which indicates the expansive aspect of the ER framework. Trainees admit that they get opportunities to receive others’ comments on their performance, which fosters learning from their colleagues. However, the restrictive nature in the workplace is implicit in the perceived belief of the trainees that they cannot learn the job only by working closely with their colleagues.
The manager or the supervisor is defined as an enabler in an expansive environment. HNDEn trainees find their mentor and/or the principal to be career-supportive in many respects including the evaluation of the progress and discussion of development needs providing continuous feedback. “My supervisor teacher is very much alert on my works. She’s observing my classes every day and checks my lesson plans and activities every day after the class”. The mentor in the training school setting does not manifest the role of a controller. The role of the trainee is not pre-defined at the commencement of the training. Therefore, they are exposed to diverse training environments that require them to produce multi-faceted works, including involvement in the teaching-learning process, co and extracurricular activities of the school, evaluation process, counselling, and documentary works related to school administration. Hence, the job design of a trainee is expanded rather than restricted in terms of ER features. In most situations, the trainee is independent of duty frame which leads to innovations in teaching methods and organising the own works on a priority basis, which is indicative of the bottom-up approach to innovation. This is hindered in situations where the trainee is barred from the choice of tackling a problem arising in the setting.
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Opportunities for other academic qualifications
Trainees are challenged by the requirement of gaining academic qualifications in the training setting. Though they expect the school authority to be responsible and supportive in the improvement of personal learning and development, the pursuit of formal qualifications is tangential in the fulfilment of the needs of the school. “There is too much workload for the teachers. They do not have time even to talk with a child. Lots of extra activities…”. Consequently, the trainees are not working towards any other qualification such as obtaining a degree, a diploma or enrolling for a short course, even if they believe in the necessity of achieving a qualification whether it is directly related to the job or not. This is indicative of the restrictive nature of the work environment. (Comparison of these findings with the ER framework is presented in Table 02).
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CONCLUSION/RECOMMENDATIONS
The work environment of the training settings of HNDEn teacher trainees is found to be expansive in the situations where it provides trainees with multiple opportunities for career development including moving in various communities of practice and access to learning and acquisition of new knowledge. Yet, the work environment is restricting the opportunities for enhancing the formal learning during training and the lack of workplace mobility which hinders the likelihood to learn new jobs and skills in the prevailing setting (Table 02).
Therefore, the work environment of the training schools is found to be less effective in functioning as healthy learning environments during the practicum. The restrictive nature of the work environment can be alleviated through constant monitoring of the trainees and generating motivation by way of that. The establishment of a monitoring system implemented on a regular basis is recommended to be imposed by the SLIATE authority to achieve the purpose.
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Table 01. Features of an Organizational Learning Culture.

Expansive Restrictive
Widely disteibuted Slls Polarized distibution of il
Technical skills valued Technical skills taken for granted
Knowledge and skills of whole workforce | Knowledge and skills of key workers/groups
developed and valued developed and valued
Team work valied Rigid specialist roles
Cross disciplinary groups /" COMMUIEAON | 1ounded communication and work
Niarager /supervisor 3 snabler Niarager as controller

Pursuit of formal qualifications not valued or

Pursuit of formal - qualifications  valued /| 5ypporied / or seen as tangential o business need -

supported, may be supported for personal motivation

Chances to learn new jobs/skills TLack of workplace mobility

Expanded job design Restricted job design

Bottom-up approach to innovation Top down approach to innovation

Formative approach to evaluation Summative approach to evaluation

Individual progression encouraged - strong | Weak internal labour market - recruitment usually
internal labour market from outside to meet skill needs

Note. Adopted from Fuller, A. & Unwin, L. (2003): "Fostering Workplace Learning: looking
through the lens of apprenticeship. “European Educational Research Journal 2:1, p52.

Organisational Learning Culture'.




image4.png
Table 02. Comparison of Research Findings with the ER Framework.

ER Framework feature

Research findings

Opportunities to move in
‘multiple communities of
practice

Getting advice from colleagues working in the same school, network with the
colleagues in other schools, exposure to the evaluation sessions by the education
authorities and establishing a good relationship with students.

Expansive

Access to learning &
acquisition

Valuing skills by supervisor, principal, and peer teachers, collaborating with the
peer teachers, mentors, pupils, and the parents, learning from the colleagues,
mentor and the principal to be career-supportive, independence of duty frame.

Expansive

Opportunities for other
academic qualifications

Lack of workplace mobility, restricting the opportunities for enhancing formal
learning.

Restrictive





image1.png
EXPANSIVE

RESTRIC

Fariicipation in multiple communiies o
practice inside and ouside the workpiace

Resricied pariicipation i mulipie
communitics of practice.

Primary community of practice has shared
“participative memory '} cultural inhesitance
of sorkforce develapment

Primary community of practice s e or
0 “paricipative memary'- no or Iitle
radition of appremticeshi

‘ot icarming opporiunities.
s resirictod i terms of

Tt o no acees to qualifieaions

Virkually SiT on-ihe-job: Tmited opporianities
for reflcction

Fast — transition as qUICK a5 possible

Vision af workpiacs feaming: progression for

Vision of workpl

Tearning: st for job

‘Organisational recognition of. and support or |
employess as leamers.

Waorkiores developmen vehicle o
the oats of individual developmen and
jonal capability

individuat capan

¥ 1o organisationsl necd

iy through boundary crossing

Workfores development imits opporeunities
10 extend ideniiey” Tile boundary crossing
experienced

o oF workplace currEaTum’ RIEHTy
developed (cg trough documents, symbols.
language, 1501%) and accessible 10

Limited reification of “workplace corricutim™
patchy access o reificaiory aspects of
Practice

[Substantive skills are widely disirbuied

Toubstaniivel s
parts of organ
Krnowledge and skils o key worker/groupe
devcloped and valued

e Tocaied i particaiar

Miult-dimensional view of Expertise

(source: Fuller and Unwin 2004)

Figure 01. Approaches to Workforce Development

Note. Adopted from Fuller, A. & Unwin, L. (2003): "Learning as Apprentices in the Contemporary UK
‘Workplace: creating and managing expansive and restrictive participation", Journal of Education and

Work,16:4, p411.
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