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Abstract

Learning is a core concept of HRD. Learning is also an emerging topic of knowledge
transferring and knowledge management for improving the organizational performance.
Therefore, organizations are investing huge amount of money on employee learning and
development. This paper analyzes the theoretical framework & models related to employee
learning and organizational learning in order to improve the performance. The key variables
identifies related to employee learning. There are so many learning models are developed by
HRD researchers’ e.g. Carroll’s learning model, Kolb, Mayer, Lave, Gibson, and Burner’s
learning model etc. The further discussion develops a proposed learning model which
explains the key variables (Aptitude, Attention, Air pressure, learning from others, Feedback
etc).The paper is divided into three parts. The introductory part provides brief overview
related to learning and affect on performance. The second part analyzes the views and studies
of the past researchers related to Learning models. In the end, paper presents the proposed
model along with the discussion and conclusion.
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I. Introduction

Learning is the core concept of the HRD. The learning Phenomena initially gained
popularity when people were motivated to learn from the environment (learn from experience,
observations) to enhance their knowledge which was acknowledged by the outcomes in terms
of skill and concept development (Fenwick, 2001). Now a day’s HRD experts focus on
learning as one of the key techniques to improving performance (Swanson & Holton, 2009).
Models of learning focus on what learners do? How to learn and what are the methods and
process to learn? There are so many learning models are developed by HRD researchers’ e.g.

Carroll’s learning model, Kolb, Mayer, Lave. Gibson, and Burner’s learning model etc.
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Firstly paper will present the previous researchers learning models and then self made
proposed learning model in the light of literature review.
I1. Carroll’s Model of School Learning

On the behalf of model of learning given by Carroll’s Model of school learning; there
are five attributes that can tribute to the effectiveness of learning.

e Aptitude

e Ability to understand instructions

e Preservance

e  Opportunity

e Quality of Instruction

The eight phases of learning based on (Gagne 1985)

e Attention

o Expectancy

o Retrieval to working memory

e Selective perception

e Encoding (Entry information in long storage)

e Responding

e Feedback

e Cueing Retrieval (applying information that has already being learned)
I11. Learning from Feedback

Feedback is a central to learning. In absence of the knowledge of the results, it is not
an appropriate strategy to learn. In Thorndike's (1931) classical conditioning theory, feedback
strengthens stimulus-response connections by functioning as either a reward or a punishment.
Feedback is also central to Skinner's (1969) more contemporary operant conditioning theory,
in which behavior is shaped by its consequences.

Christopher (2004) reveals four key phases: identifying, integrating, searching, and
implementing. Each of these phases can provide opportunities to reflect on new information
and thereby allow organization members to make a creative mental leap to a new theory of

action.
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Figure 1
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Source: Christopher Mausolef (2004), Learning From Feedback in Performance Measurement Public Performance
& Management Review Volume 28, Number 1 pp. 9-29.

A. Air Pressure

Understanding invisible and abstract attributes because air experts pressure and is
made up of tiny particles (molecules) that are constantly moving (invisible process attributes).
For air pressure, Student needs to understand the air particles (invisible attribute) exists
pressure on all of sides of the system, including whatever is invisible system (Hsiao-Ching
2005). The more one pushes the system, the more air particles push again whatever is inside
the system.
B. Organizational Learning

Chay Hoon (2003 ) Organizational learning refers the acquisition of knowledge. It
means to acquire competitive information or knowledge e.g. customer survey, research and
developemental activity. It also includes congenial learning (gathering information and

interpretation).
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Figure 2
Competitive

Organization

Focus

\ 4

Employee Learning

\ 4

Organizational learning

\ 4

Organization
Effectiveness

Source: Chay Hoon Lee and Norman T. Bruvold, (2003). ‘Creating value for employees: investment in
employee development, Int. J. of Human Resource Management VVol.14 No. 6 p 981-1000.

C. Learning Process

It includes learning by doing, learning by feedback, and learning by experience.
Learning by doing means to accumulate knowledge and information by doing own self Gibbs
G (1988). Learning by feedback refers to learning from knowledge of results. Learning by
experience describes to learn from mistakes and involve practically.

e Drawing knowledge from available organizations environment

e Learning by experience

e Learning by observing other organizations

e Grafting on to self components that possessed by knowledge.

Three basic aspects of learning (Adrianus 2004).
o Knowledge of learning content
e Attitude towards learning process

o Aptitude
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IVV. Emergent Model of Strategic Learning

Strategic learning is the core issue of knowledge management. Strategic learning

consist of six steps i.e. aptitude, knowledge of learning content, attitude towards learning

process, attention, learning from others and multimedia technologies (James B. Thomas

o Knowledge of learning content

e Attitude towards learning process

e Learning from others

e Multimedia Technologies

2001).
e Aptitude
e Attention
Figure 3
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Source: James B. Thomas (2001) Understanding Strategic learning: linking in organizational learning,
knowledge management. VVol.12 No. 3 Pp. 331-345

A. Step 1 Aptitude

It refers to the student general abilities to learn. This is an important component of

learning model. Learning cannot take place without the aptitude factor. As when the

individual has an ability to learn, he will be able to learn what he wants to learn. For example

learning a computer skill required the student aptitude to learn i.e. student is able to learn
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should have some knowledge or ability to learn that thing should have computer handling
skills.
B. Step 2: Knowledge of learning content

The knowledge of learning content is important. The students or individual must have
some information about learning material; he is being able to learn the knowledge of relevant
facts and principles about to learn.

C. Step 3: Attitude towards learning process

Attitude towards the learning process include one’s willing to attempt to understand a
specific matter. If a person is willing to understand a particular thing then learning would take
place effectively and efficiently otherwise not (Dixon, N. M., 1999).

D. Step 4: Attention

The learner must have attention during the learning session. It refers to the active
listening of the learner or student which will lead to grasp the lecture, dictation or learning
material.

E. Step 5: Learning from others

Learning from other members depends upon the following two main factors:

e The level of communication adopted.

e Other’s willingness to provide information.

The learning from others effect is mostly carried out through formal or informal
communication among members of the same or different organizations (Deweett and Tons
2001).

F. Step 6: Multimedia Technologies

In order to deliver the learning material, the learning content should be delivered
through or by multimedia technologies. The learning material can be stored in CD’s, Tape, in
order to make learning more effective.

Encoding

This lead to the storage of the information for the long period of time, these make the
learning more effective.
Feedback

Feedback is central to learning. Without knowledge of results, is not an effective
learning strategy (Thorndike 1931). Feedback is central to more contemporary apparent

conditioning theory in which behavior is shaped by its consequences.
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Proposed Model (Self made)

The propose model is devise in the light of literature review of past researchers
conducted in different studies related to learning models. The propose model is self made and
explains the relationship between employee development and employee performance.
Employee performance is a dependent variable and Employee development is independent
variable. Employee development variable is operationalized by the following sub variables;
Figure 4: Proposed Learning Model: Learning from Feedback and Its components

Aptitude

Attention———

Encoding Implementing Feedback

\ 4

Airpressure—t——>

Learning from
Others /

Part 1: Aptitude

The person or individual should have an aptitude towards learning. It refers to the
student general abilities to learn. This is an important component of learning model. Learning
cannot take place without the aptitude factor. As when the individual has an ability to learn,
he will be able to learn what he wants to learn. For example learning a computer skill required
the student aptitude to learn i.e. student is able to learn should have some knowledge or
ability to learn that thing should have computer handling skills.
Part 2: Attention

The learner must have attention during the learning session. It refers to the active
listening of the learner or student which will lead to grasp the lecture, dictation or learning
material.
Part 3: Air Pressure

Understanding invisible and abstract attributes because air experts pressure and is
made up of tiny particles (molecules) that are constantly moving (invisible process attributes).
For air pressure, Student needs to understand the air particles (invisible attribute) exists
pressure on all of sides of the system, including whatever is invisible system (Hsiao-Ching
2005). The more one pushes the system, the more air particles push again whatever is inside

the system.
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Part4: Learning from others

Learning from others is an important part of the proposed model. Generally, it refers
to the communication with others. Learning from other members depends upon the following
two main factors:

e The level of communication adopted.

e Other’s willingness to provide information.

The learning from others effect is mostly carried out through formal or informal
communication among members of the same or different organizations (Deweett and Tons
2001).

V. Conclusion

Learning is the major topic of the HRD. The paper examines and investigates the
literature review on employee learning and organizational learning in order to improve the
performance. The key variables identifies related to the proposed learning model. There are so
many learning models are developed by HRD researchers’ e.g. Carroll’s learning model,
Kolb, Mayer, Lave, Gibson, and Burner’s learning model etc. The paper presents the
importance of the learning from feedback, strategic learning etc. The further discussion
develops a proposed learning model which explains the key variables (Aptitude, Attention,
Air pressure, learning from others, Feedback etc). The paper is divided into three parts. The
introductory part provides brief overview related to learning and affect on performance. The
second part analyzes the views and studies of the past researchers related to Learning models.

In the end, paper presents the proposed model.
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