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Abstract

In recent years, workplace learning research hasulght the person, the subject, of
the worker to the centre of work learning theoryefforts to understand individuals’
contributions to the social practice of vocationaarning. A key term that emerges
from this subject centred approach to learning tiyeis ‘negotiation’. This term is
often used to capture the interactivity of the ‘mrwl learner and the context of
their participation as relational and interdependé€Billett 2008).

This paper suggests that the term negotiation isuficiently understood in
sociocultural constructivist perspectives of waglrhing and needs to be elaborated
more fully to support understandings of workershitibutions to their learning
practices. Fundamental to this elaboration is tl@aeption of vocational learners as
negotiators who manage the control and conducheir twork participation through
sets of values that are transacted as working aedrning practices. These
transactions may be viewed not so much as bargainindeal making that bring
worker and workplace together in agreement and atwltation. Rather, these
transactions may be viewed as continuing procesdesreating and discovering
mutualities that unite worker and workplace as sité personal development and
work practice change. Understanding workers as tiagws who generate value for
themselves and their work, enables their particgpatand learning to be seen as
negotiated practice, emergent as both process amdlust of the self-managed
transactions in which they engage. From an exarnonadf qualitative data collected
with a variety of workers engaged in work based \WEJIgrams, the paper seeks to
explore how such understandings may offer ways ooiceptualising workplace
learning as a transactive process that realisesk@oand workplace as consonant. In
this way the paper helps clarify how the persoratipipative practices of workers
can be understood more fully within the subjecttregh approach to vocational
learning.

The subject centred approach

There is a need to understand more fully the naifiveorkers’ personal enactment of
the participative practices that constitute theiorkv and learning experience.
Questions such as, who is the learner, how do pgergonally and meaningfully
engage in learning and what skills and understa@gsdoio they develop and enact
through this engagement are fundamental to thienstahding. This is equally true of
formally structured vocational education and tnagnand learning that is incidental to
regular work practice. Addressing these kinds oésfjions is a means of better
understanding learners and thereby better supgomimd facilitating vocational
learning. By doing so, researchers and educators taken what could be called a
‘subjective turn’ to focus on the person of thertea as the locus of learning success
and support. This turn is a move away from a foonspredominantly situational
factors as the primary mediators of learning. Thra is most visible in work learning
research from the sociocultural constructivist pective (see for example, Billett,



Fenwick & Somerville (Eds.) 2006). From this perdpe, learning and work are
conceptualised as psycho-social practices. Thatlemning and work are both
psychological and social accomplishments of culyrengaged individuals whose
personal practices mediate and are mediated bgotfiexts in which they participate.
Learning, like work, is a relational and interdegent practice. Learning is both a
personal and a social practice. It is the meansviigh people actively engage in
simultaneous self and social transformation (Lav&/&nger 1998, Billett 2008).

This paper seeks to advance understandings ofettseal participative practices of

vocational learners from this person or ‘subjecttie’ perspective. The paper does
this through an exploration of the concept of ‘nigggmn’. This concept is often used

in sociocultural research literature on work andriéng to capture the nature of
learners’ interactive processes at work. The papgues that ‘negotiation’ is under

theorised, that is, too generally and ambiguousbdun vocational learning research.
Drawing on some findings of a research project $sed on the participative practices
of workers as vocational learners, the paper suggdbhat more fully understanding

how workers enact their participation in work ahdreby learn, may be achieved by
more fully elaborating ‘negotiation’ and accountifog the personal subjective bases
on which learners negotiate their work and learmgrartices. Such an understanding
could better assist those who plan and supporttioed learning.

Negotiation — elaborating a useful ambiguity

Workers are always active learners and the learasngractice theories that generate
from this perspective variously capture this rgalivith slightly different
conceptualisations of the learner. For example tI5(2006) presents the vocational
learner as an epistemic manager. This concepttiahs@&quates to the learner
necessarily and purposefully managing all kindpafonal and contextual resources
that mediate their work practices. For example,osi@y how much and when to
accord attention to the boss, how much credencpladce in the experience and
opinions of fellow workers and when and how to waykickly to meet delivery
deadlines are personal work and learning practicas Smith (2006) notes as self-
managed. Casey (2006) presents worker-learnerseligraating subjects who
through work can enact their desires and imperatfee better personal conditions.
Through these personal enactments, workers canewchihe required social
reconceptualisation of workers beyond current angitdd human resource and
organisational utility concepts that deny persomhdatahasantanen and Billett (2008)
in examining the nature of vocational teachers’ kwand their need of meeting the
demands of rapidly changing work practices, descsilich teachers as negotiators of
professional identity and personal strategists déyoloy a range of resources in their
active reshaping of themselves and their work. Aswhilarly, Hanninen and
Etelapelto (2008) describe health care workersedfsempowering, expanding the
boundaries of their engagement in work as theynlearstrengthen their personal
agency through work practice. In each of thesescase the subject, the person of the
worker in practice, who is accounted as the lodusarning. It is their actions, their
understandings, their deployment of the resouttaisdonstitute their work that is the
primary mediator of vocational learning. It is thHcus on the person of the work
learner as the source of understanding engagemeleiaining that constitutes the
‘subjective turn’ in vocational education and tiamresearch. The premise is simple.



If we can better understand how workers persorafigage in vocational learning
then we can better understand how to provide fdrfaailitate that learning.

So how do workers as vocational learners, formatlyncidentally, engage in their
practice? In answer to this question, a key tdrat €merges from the sociocultural
literature that underlies the subject centred aggtdo vocational learning theory is
‘negotiation’ (see for example Lave & Wenger 199blomon 1999, Billett 2006).
This literature proposes that what workers ‘dohegotiate their participation in the
cultural practices that constitute their work aedrhing. The term thereby becomes a
means of capturing the interactivity of participatipractice. To work and to learn
means to interact meaningfully with the diversitypersonal and social resources that
comprise the cultural activity of working and leign For the individual worker,
these interactions are many, simultaneous and aftempeting — with bosses, with
tools, with colleagues, with production processé@#) customers, governments, new
information, personal preferences, aspirations imcdpacities, etc. Negotiation as
such becomes a broad and abstracted term thareapie relational interdependence
of the worker and their workplace. Workers’ pagation is co-participative - all
activity is interactivity, with the micro, the maxrthe self, the other - and thereby all
activity is negotiated.

Despite its meanings as an abstracted term thésegahe connectedness of all
cultural resources (interdependence) and the diyes§ varying levels of influence
that hold those connections together (relationabgotiation remains an under
theorised term — too ambiguous to be more thargaevaxplanation of ‘how’ workers
meaningfully engage in their work and learning pc&c Generically, the term carries
meanings of conciliation and compromise that marmscesses of discussion and
sharing that can lead to agreement and mutual ibenetferred to as integrative
negotiation where all parties make perceptible ggianer 2005). By contrast,
negotiation carries meanings of distrust and dexeiddversaries meet in contest to
secure advantage by defeating opposing powers amihdting resources — referred
to as distributive negotiation where one party’snga another party’'s loss (Saner
2005). Further, negotiation carries meanings afjirtful manoeuvring by deploying
sharply honed skills or intuitive capacities thaster circumstance and opportunity —
a navigation or procedural conceptualisation. H@®veanterpreted, negotiation is a
highly evocative term that has many connotationgnificant within these is the
connotation of transaction, where the value of ueses, whether psychological or
material, tangible or intangible, is exchanged mang$formed, reinterpreted or re-
valued by interactive process. These generic catinos are important sources of
meaning that shape understandings of vocationaliteaas psycho-social practice in
and through work. In part, they are important iatiiens of the kinds of actions and
strategies individuals enact through their engagrenmethe participative practices of
their work. Individual workers discuss, share, Wild, compete and construe in
unique person dependent ways. As such, a centrahinge within these generic
connotations is the subjectification of interactidhat is, the rightful personalising of
work and learning as uniquely purposeful effort emaken by workers within the
constraints of workplaces where rules and regulatend productivity demands often
subjugate the needs and rights of workers (Fen0€l6).

In different ways in the vocational learning theolyerature, these generic
connotations are drawn upon to support numerowstasss about workers and their



learning practices. It is important to problematesed interrogate these generic
meanings, to overcome the ambiguity the term ‘nagonh’ carries. For example,
consider the use of the term in this claim - “btité process and legacy [of learning]
are shaped by negotiations, acts of recognitioriuatitly and orientation between the
personal and the social” (Billett & Smith 2006: J4Phere is an implication here that
acts of recognition, mutuality and orientation cbude aspects of negotiation or
additional to it. Consider also, that people “erttezir interactions with independent
and sometimes conflicting agendas that are resdlvemligh a process of identity
negotiation” (Swann 1987:1038). Here there is tinggestion that having an agenda
is prerequisite to negotiation and that personakital conflict can sometimes be such
an agenda. Again, consider this claim - “The work identity negotiation is
understood as ongoing and pervasive. This meahshbaubject’s self is constantly
renegotiated in relation to experiences, situatiand other community members”
(Etelapelto & Saarinen 2006:159). Here there isitickcation that negotiation does
not stop, it is a continuing process that accomresdahange as part of its
verisimilitude. In each of these cases the implcet and various meanings
associated with the term ‘negotiation’ are not &xy stated. Rather, they remain
ambiguities within the generic connotations of them, vague aspects of personal
interactivity that are swept up in efforts to highk the social nature of work and
learning practices as sources of vocational knogédezhd identities.

Some uses of the term ‘negotiation’ elaborate thalities of personal interactivity
more fully than others. For example, in a criticainsideration of ‘culture’ and
‘difference’ as key concepts within workplace leaghdiscourse, Solomon (1999)
uses the term in its rich generic sense of bringowgether, of interactively enabling
new combinations and understandings of formerlyoanected and disparate features
of workers and work. Doing so, Solomon (1999) dss&enerates new and greater
benefits of acknowledging and valuing diversity adifference as the norm of
workplace culture and learning. Learning in the kpdgice may then be understood
“as a concept of ‘repertoire’ rather than as a bgraental concept. - This view of
learning suggests collaborative learning relatiggshthat involve dialogues and
negotiations” (Solomon 1999:130). The kinds of paes work activities that identify
learning through dialogue and negotiation are suns®a as including; explicitly
comparing and contrasting experience and languagkfferent contexts, examining
relationships and how representations of meaniregat@, problematising encounters
and broadening communication (Solomon 1999:130).tcsanderstand work and
learning as a ‘repertoire’ of diverse peoples, splasks and processes, Solomon
(1999) uses the term negotiation to explicitly atheaa comprehensive set of actions
and interactions workers undertake. Acknowledging anderstanding these actions
is necessary to conceptualising work and learningoanplex psycho-social practice.

Equally however, the range of meanings the ternoti@ipn carries can diffuse or
weakly specify the kinds of activities that conggt learning and working as social
practice. Differently from Solomon (1999), Lave &eénger (1991) use the term
‘negotiation’ to denote shared understandings aodlsgin the workplace. This
sharing emerges from initially different and theommmon processes of meaning
making and communication, as novices, through tpaiticipation, become more
fully-fledged members of a vocational community mfactice. The processes of
becoming more central members of the community lerthie construction of mutual
agreements about the meaning and method of patilegp in their vocational



community of practice. “Participation is always édson situated negotiation and
renegotiation of meaning in the world” (Lave &Wend®91:51) and “participation
in social practice is the fundamental form of leagih (Lave & Wenger 1991:54). So,
to understand work and learning as situated peadiased in ‘legitimate peripheral
participation’, Lave and Wenger (1991) use the tewgotiation to advance a very
generalised conception of the sociocultural proeedbat bring together the person,
their knowing and their community membership as ually constitutive in work.
Relative to Solomon’s (1999) use of the term, Lawvel Wenger (1991) are less
explicit about the kinds of activities that idegtiiegotiation but rely equally on its
generic richness to carry the foundational meanaidbeir understanding of learning
in and through work as social practice.

So the term ‘negotiation’ stands as a rich genéescription of interactive practice
that goes some way to explaining how workers engagte personal efforts of
bringing themselves and the myriad of cultural veses they operate within, into
some form of personal enactment that constitutels garticipation. Something they
must and will do out of sheer necessity, by virdigheir presence in the activity
(Smith 2006). In capturing this, ‘negotiation’ ackviedges that learning, like work,
is fundamentally and always co-participative p@gtibased in personal and social
interdependence, and that workers, as partners waiththat comprises their
experience, are influential in the processes andooes that generate from this
activity. However, because of the capacity to galm interactivity and as illustrated
by the examples above, the term remains ambigumas,nexplicit about ‘how’
workers engage in their practice. ‘Negotiationurgder theorised and requires greater
elaboration to support a fuller understanding of ffersonal contributions of the
individual to the psycho-social practices of workddearning.

Examining work practice as negotiation

In efforts to understand more fully the personahtdbutions of workers to the
negotiation that constitutes their participation work and vocational learning,
research was undertaken with four groups of threekers (all of whom were doing
different work) from four different workplaces. Giie twelve workers, eight were
active in formally structured vocational learningrguits that related directly to their
work. Of these eight, some were engaged in forroahttonal qualification studies
that had a direct bearing on their capacity toimeti@eir current employment. Two of
these were; Hugh, a junior firefighter part wayotigh a Diploma of Fire Science he
is required to complete within three years to remaifirefighter and Haydon, a
professional personal fitness trainer who had tonglete annual professional
development to retain his licence to practice.

The research was conducted over an 18 month panddought to explore the kinds
of personal practices that each of the workerstedathrough their usual work and
how these could be understood as learning practihasevidence the relational and
interdependent activities of participation. A peutar focus was the agency of the
individual as the driver of learning practices amalv this might be understood as
residing in the negotiations of personally engagindaily work. The simple guiding

guestion of the project was — how do individualgatete their learning at work? The
workers, all voluntary participants in the projestgre interviewed five times. The
extensive semi structured interviews were suppolteabservations and this data,



interview transcripts and observation notes, wadyaed using open coding methods.
Some of the findings from this project are outlirmdow. Some of the data from the
two participants noted is used to illustrate a @ntheme that emerges from the
findings of the project. That is, if vocational tears’ personal contributions to their
learning practices are to be understood in termaegfotiation, that understanding
needs to account for the transactive nature of tre@m as the revaluing of specific,

if not all, sociocultural resources that constituwterk. And particularly, it needs to

account for the subjective bases that identify lb&rner's perspective of those
transactions. These subjective bases are the pérsatues and meanings that
underpin learners’ enactment of their personalig@petive practices.

Negotiated work and learning practices — two scen&s.

There are numerous ways to account for vocaticgeining as transactions and so
identify the personal values, the subjective basas,the vocational learner.
Simplistically, many of these emerge from notiorist@de’ or ‘bargaining’ at the
heart of business understandings of human resoarnceluman capital. For example,
novices exchange their time and effort now forgaas and benefits of expertise that
follow. Similarly, accepting employer initiated cige in one area of work may
support employee initiated change in another. #s¢hways the interactive partners
that ‘negotiate’ participative practice are the ilsan and contested dualities of ‘now
and then’ and ‘them and us’ that mark aspects efrétational interdependence of
work and learning. However, these simple separstawa not sufficient to identify the
subjective bases of personal learning practicescinastitute negotiated engagement
in vocational learning. What follows is a brief ¢ and consideration of the work
practices of Hugh and Haydon. Each scenario is exadnwithin the question — how
may work practices be considered negotiated vaaaltidearning practices that
account for the subjective bases on which theyraresacted?

Hugh is a fire fighter. He is undertaking a threaryvocational Diploma as part of his
normal work. He describes that work in simple terito squirt the wet stuff on the
hot stuff” — and in so doing glosses over the dangers anglegity of his vocational
practice and the rigours of training that suppastdccomplishment of that practice.
One essential task of that practice is enteringibgrbuildings for search and rescue,
reconnaissance and extinguishment. This extrematgelous aspect of his work is
supported by specific pieces of equipment that mgpoly include breathing
apparatus, commonly referred to as BA. BA is madelumany different parts that
include face masks, gas valves and lines, air tdrdek pack and strapping. All these
parts are regulated and managed by stringent mistta ensure their full and correct
functioning at all times.

The importance of BA is indicated by the managenmmstem that regulates its

operation and the extensive training that fire tegh must undertake in the use and
maintenance of this equipment. So important is Bat the Fire Service tasks and
rosters specific highly experienced personnel tomrogssion, test and maintain the

equipment. Subsequently, fire fighters, when rughasecure their kit in response to
an emergency call out, can do so with the confideartd knowledge that their BA is

fully operational and ready for them to undertdkeirtwork safely.



Hugh'’s approach to BA is far more personal and dwehmg than the Fire Service
protocols require. He states -

“That's my friend, | need that, so | don’t care wistation I'm on, where | am, |
always test my own BA set at the start of everit, gshien | know it's done. Here
they're a whole lot more — slack. It's not a nibéng to say, but sorry, the systems in
place aren’t as strictly enforced.”

Hugh is doing more than unilaterally deciding hanaenhact his personal practice. He
exercises his agency to negotiate his practicemitte constraints and affordances of
his work. In Billett's (2008) terms, there is a tthst relational interdependence
between Hugh’s agency to enact his preferred peachnd the agency of the Fire
Service to accommodate this preference — notwitllatg that the Fire Service would
see no need of Hugh to do this. Hugh can be saide negotiated his participation
on the basis that it requires his personal testmdymaintenance of his BA equipment.

The personal values that are transacted throughnigotiation are more complex
than this simple employee initiated negotiationgasggs. In further interview, Hugh
states he has had experience of BA not being fuligtional when it should have
been. He was taught earlier, in Fire Service trgnundertaken overseas before
coming to Australia, to take responsibility for HBA equipment and check and
service it at the start of every shift. He knowsolleagues who have not been able to
deploy in an emergency situation because their Bfaak was empty. He knows the
dangers of BA equipment failing or faltering durinig duties.

From these personal perspectives, these subjdatises, Hugh's negotiation of his
participation involves interactions with his pasidats legacy of prior learning, the
fellow fire fighters on whom his work depends ahe systems and protocols that
regulate his practice. These interactions can be setransact a variety of values that
include personal safety, justice, experience, megaon self and others, trust and
confidence — and not as static or personally isdlat@alues that identify Hugh as an
individual, but rather as mutualities that defihe firefighting work. His capacity to
be safe and confident in the equipment that supploid work is negotiated, not
simply accepted. Similarly, his capacity to trust holleagues is negotiated as his
engagement in ensuring his equipment is fully fiometl, not simply accepted as
tasks that should have been completed faultlesglptbers. So, in negotiating his
engagement in the specific practice of checkingBhs Hugh can be seen to be
transacting sets of values that are fundamenthistpersonal practice. In doing this,
that is, transacting his personal values throughwtbrk and learning practices, Hugh
is also generating the mutualities or shared val@sunderpin Fire Service work. In
these ways, Hugh’s personal contributions to thekvamd learning that constitute his
vocational practice can be seen as his negotiaigalgement in participative practices
that support his priorities, his subjective bases.

Haydon is a personal fitness trainer who must uallerprofessional development to
maintain his licence to practice. Courses thatsBathese requirements are run by
accredited training organisations within the goweent regulated fitness industry and
he must take at least two per year. Haydon deschisework as a constant source of
vocational learning -

“you’re always consistently learning and new thingsp up at work all the time with
different clients and what they want to achievan&mmes you've got to go back and
do a little bit more research into some thingsafmething comes up. Its necessary



learning. Its learning that you need to do youb joroperly and learning that you

need to do your job safely as well.”

Additional to the professional development requieets, Haydon lists a diversity of

influences as sources and drivers of the learnag s essential to his vocational
practice. These include clients, the owners, masaged operational systems of the
host gymnasium from which he works, other trairemmd gym staff, ever changing
fitness equipment with its service staff and litera, his business and its functional
demands and his personal interests and creativginings. Each of these distinct
influences are the learning and participative resesi on which his work depends.
Each of them is an interactive partner in the nagjons that constitute his practice.

For clients, Haydon is the supportive expert whioits their person specific training
programs Every client is different, in so many ways, an@mvsession with a client
is different” and this difference demands unique and highlygmaissed responses
that are designed and refined through constantoamggconsultation with the client.
To meet these demands, Haydon draws on his expemid the many resources to
which he has access. Important amongst these ardidinly developed personal
learning skills established through years of higbducation and vocational training
studies. Throughout the interviews, Haydon spedkssearch undertaken to support
his work with young people suffering arthritis, gnant women, the obese and those
recovering from surgery. This work is illustratie¢ the continuing learning that is
required to support his vocational practice andftimelamental aspects of negotiating
with clients, personal contacts (such as physiagiets and other health
professionals) and numerous other information ssurc

The array of negotiations that constitute Haydgractice, even when viewed only
in the interactions with a specific client, indieatthe complexity of mediating
influences that Haydon is actively managing dutwgywork and learning. He is, by
virtue of the position and demands of knowledgea&sgert in his dealings with his
clients, exercising his agency in these negotiatemd privileged in the capacity this
affords him to enact his subjective priorities. &b&nowledges this when he states -

“if 1 didn’'t want to do something, something | diddike doing myself, then I

probably wouldn’'t do it at all - and that's probabhelpful to the client as well,

because, if | didn’t like doing it then I'd probahdflo a half, half-assed job of it — so,
it's not going to benefit them”

The personal values transacted through Haydon’stiaigns of his learning needs
relative to his client’s individual requirementedar more complex than the surface
‘I only do what | want to do’ sentiment expressé&mwe. Haydon is a caring service
provider who works hard to understand and meetndgeds and aspirations of his
clients. This is his work, and by it he transacifues of care and concern, respect,
due diligence, that results follow from directedoef and that motivation is founded
on personal preference. In transacting these vahgesis negotiated vocational
practice, Haydon is enacting his subjective prigsitas both personal sets of values
and client shared sets of values, or mutualitibat €merge from his negotiated
engagement in his work. His work demands this. ldanot ignore his client.
Similarly he cannot completely indulge his persqmaferences. He cannot risk client
safety, client satisfaction and thereby his repomaand his business. He states -

“The main reasons for learning at work are, numlogre, to get results for clients
because you've got to keep learning to stay mad/dbr your clients and also



learning new things, learning new exercises orlglrdr things that you can give to
your clients so then they can get best resultst’Sllae reason for learning. | think

other reasons are just to keep yourself interested keep your mind, keep your
brain, working so you don’t become stale. If yoadmee stale then your business will
be affected, ultimately.”

The subjective bases from which he enacts his ipeaare more than evident — and
more than personal. From the transactions of hisopal values, the subjective bases
of his work, emerge mutualities, shared sets ofies| processes and outcomes that
are negotiated with clients and enacted as hisopatsontributions to the work and
learning practices that identify his vocationalgtice.

Transaction and values

As Hugh and Haydon illustrate by their personatipguative practices, ‘negotiation’
is very useful for identifying and capturing sonfetlte complexities and qualities of
the interactions that underpin work and learningteractions with equipment,
procedures, colleagues and workplace norms, clemistheir needs and aspirations
are relationally and interdependently enacted astumnal practices on the subjective
bases of personal preferences, prior learningseapeéctations, what Billett (2008)
would describe as the ontogenetic legacy of previemgagements in sociocultural
activity. These subjective bases may be seen aomarvalues that evidence the
things, the ways and means, people care about éhegssand others and what they
do in their work. Hugh and Haydon are very cleaswthwhat they care about and are
very clear about how this influences their workagices.

When the concept of negotiation is elaboratedlgioiinate what and how individuals
contribute to their work and learning, the aspédctegotiation as transaction needs to
be addressed. Transaction brings the concept afeved the accommodation of
resources that marks negotiation as a viable irg&afon of social interaction. At the
most fundamental level of its meanings, “negotratis a process whereby two or
more parties seek an agreement to establish wbhtstwll give or take, or perform
and receive in a transaction between them” (Sa@@5:27). However, such a simple
understanding of the term does not acknowledge tesburces are not simply
exchanged or transferred, but are transformed,luegta through their becoming
transacted. As Hugh and Haydon illustrate, the uess they bring to the
negotiations that constitute their work can be saertheir subjective bases, their
personal values and these are transformed into watices that become evidence
of new sets of values, negotiated or shared vahetsmark the transaction enacted.
The notion of transaction enables the value of rdsources transformed through
social interactions such as work and learning tadeatified and accounted — not
simply as exchanged, but as transformed into mitieglor shared values that are
enacted as vocational practices. As Hugh and Hagdomonstrate, they enact their
engagement in work and learning in their own pesitarays and thereby realise their
vocational practice, not as something solely unigueas something accomplished
through negotiations with the resources of theitivag — themselves, their co-
workers, their clients, etc..

Understanding the person and practice of the leaasethe locus of vocational
learning success and support can be well servecbbgeptions of the learner as a



negotiator — but only when the concept of negatrais elaborated beyond a simple
abstract term for relational interaction or a mataypfor the exchange of sociocultural
resources. One way of achieving this elaboratioto istilise the idea of transaction
that sits at the heart of understandings of negiotiaWWhen the personal values of the
individual worker are viewed as sociocultural reses that are transacted through
the negotiations that constitute work and learnthg,personal participative practices
of the learner are more clearly illuminated. Thpsesonal participative practices can
be seen as both the personal enactment of persalnak and the social realisation of
shared values that define both work and learninginésractive psycho-social
accomplishments. As Hugh and Haydon demonstraéepénson is not separate to
their vocational practice. They are the subjectrase from which that practice is
negotiated.
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