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Theory Empiric studies show: to become an expert, you will need to spend a lot of time 
practising (>10 years, 10’000 h). However, repetition and experience alone is not 
enough and can even become negative (if a wrong routine is practised). Rather, one 
must identify the weak points and train them specifically. To avoid learning wrong 
routines, one should be highly conscious and controlling of what one is doing. By 
obtaining “high-level control of performance” (rather than automatism), one can 
further improve. Performance should be evaluated repeatedly to identify potential 
for improvement, using specific feedback. The desire to ever improve is important. 
Coaches and trainers can help identifying the weaknesses and progress.  Once you 
reach a high (expert) level you might be able to assess and control your 
performance (and look yourself for teachers/coaches who can help you to further 
improve). 

How it 
could work 

Experts have accurate representations of what they want to achieve (goal), of how 
they currently perform (assessment), and of how to reach their goal. 

Background Implicit learning: neither intention nor awareness of learning; deliberative learning: 
planned learning; reactive learning: in between the previous two, unplanned in 
timing and different levels of intention; monotonic benefits assumption: time 
invested in deliberate practise is “directly related to […] level of performance”; 
power law of practise: the more you practise, the better you’ll get at any given 
task, but you improve most in the beginning, your improvement will slow down and 
eventually level off (reach an asymptote). 

7 principles 1. Assessment of performance to identify weaknesses 
2. Using immediate and specific feedback 
3. Design specific exercises to improve these weak spots  
4. (Self-)motivated  
5. Repetitive yet controlled practise 
6. Time and energy-intensive 
7. Close control and advise from coach/trainer/ supervisor. 

The role of 
motivation 

Experts are continuous learner and constantly want to improve. Best results are 
achieved when learners have a “mastery goal orientation” (=learning goal 
orientation, LGO), i.e. want to improve for the sake of it. Less is “prove 
performance goal orientation (PPGO)” (attempt to be as good as the others) and 
“avoidant performance goal orientation (APGO)” (motivation not to be 
punished/laughed at etc.). 

At the 
workplace 

There are only few studies investigating the role of this theory for the workplace. At 
the workplace, most reach a satisfactory level at the begin of their career- and then 
stay there. 

 


