‘N&P&LA PfS’f
4

N
& @
ol v
& w3
- @) :
Z e
2 A

.O %'

Niw b

Faculty of Cognitive Science and Human Development

PRACTICES OF LEARNING TOOLS AND THE
PERCEIVED LEVEL OF LEARNING
ENHANCEMENT IN ORGANIZATION

Ong Siaw King

HD UNIVERSITI MALAYSIA SARAWAK

58.82 2003
058
2003



UNIVERSITI MALAYSIA SARAWAK
BORANG PENGESAHAN STATUS TESIS

JUDUL: ‘ _ B
PRACTICES OF LEARNING ToOLC ANpD THE PERCEVED
LEVEL OF LEARNING ENHANCEMENT [N CRAANIZNTION

Saya: i )
CHE SIAW RiING
(HURUF BERAR)

mengaky membenarkan tesis* ini disimpan di Pusat Khidmat Maklumar Akademilk,

Universiti Malavsia Sarawak dengan syarat-syaratl kegunaan seperti berikt:

1. Tesis adalah hakmilik Universiti Malaysia Sarawak

2. Pusat Khidmat Maklomat Akadermk, Universiti Malaysia Sarawak dibenarkan
membuat salinan untuk tujuan pengajian sahaja.

3, Pusat Khidmat Maklumat Akadermlk, Universiti Malaysia Sarawak dibenarkan
membuat pendigitan untuk membangunkan Pangkalan Data Kandungan tempatan.

4, Puzat Khidmat Maklumat Akademik, Universiti Malaysia Sarawak dibenarkan
membuat salinan tesis ini 2ebagan bahan pertukaran antara institusl pengajian
tinggi.

5. *#gila tandakan (v )

l:l SULIT {mengandungi maklumat vang berdarjah keselamatan atau

kepentingan seperti termaktub di dalam AKTA RAHSIA
EASMI 1972)

D TERIIAD

{mengandungl maklumat terhad vang telah ditentukan aleh
organisasi‘badan di mana penyelidikan dijalankan)

TIDAK TERHAD
(TANDATANGAN PENULIS)

Alamat Tetap:

Mo 33 DARO FLAT
JALAN BAN HOWK, 9oy
EUCHING  SREAKWARE

Tarikh: A% 3 Jdop3 5 Tarikh

Catatan: * Tesis dimaksudkan schagai fosis bagi ljazah Doktor Fals3fal, sarjana dan Sarjana Muda
* Jika tesis int SULLT atau TERHAD, sila lampirkan surat dadipada pihak beckuasa /organisasi
berkenaan dengan menvatakan sekali sebab dan tempoh tesis ini perlu dikelaskan sebapai
SULLT ataw TERHAD



Al e L= 2
Pusat Khidmat Makiumat Akademik
UNIVERSITI MALAYSIA SARAWAK
gAY Kona Samarahan

PRACTICES OF LEARNING TOOLS AMD THE PERCEIVED LEVEL OF LEARNING
ENHANCEMENT IN ORGANIZATION

PHHIDMAT MAKLURMAT A KADERMIE
UhisAs

AN T

1000933503

by

Chng Sigw King

This project 15 submitted in partial fulfillment of the requirements for a
Bachelor of Science (Honours) in Human Resource Development
Faculty of Cognitive Sciences and Human Development
Universiti Malaysia Sarawak



The project entitled Practices of leamning tools and the perceived level of learning enhancement
in organization was prepared by Ong Siaw King and submitted to the Faculty of Cognitive
Sciences and Homan Development in partial fulfillment of the requirements for a Bachelor of
Seiences {Honours) in Human Resource Development.

Received for examination by:

{Puan Masiniah Marzuka)

Dates:
dA- A- 2003



ACKNOWLEDGEMENT

The assistance and encouragement of many people is normally required in the writing of any
book or conducting rezearch. It is especially true in the writing of my final year project,

First of all, 1 would like 1o express my deepest gratitude to my final year project supervisor,
Puan Masiniah Marzuks for all the advice, ideas, information, encouraging words, tme spent
and guidance i helping me along the process of conducting my research. [ truly appreciate what
1 have leamed from her,

Secondly, I would like to thank University of Malaysia Sargwak (UNIMAS) for allowing me to
conduct my research there. Also, | would like to thank all the support staff of UNIMAS, all very
competent and professional individuals for parlicipating in my research, especially by way of
filling questionnaires. Thanks are due o all the sall of Faculty of Cognitive Sciences and
Human Development {or the assistance in many aspects.

I am also gratefu] for the encouragement [ have received from my parents and sisters, Thanks
for the continued love and support, To my youngest sister, Siang Eing, thanks for stayving late at
night with me most of the time,

I wish to thank my coursemates and friends for their supports, information and guidance. In
particular, T wish to thank Elizabeth Mg, Ching Ching, Wei Lin, Asning, Kak Rorita, Chez
Yeen, Sou Eng and Boon Ting for their suppons, friendships and wisdom throughout this
research, T will appreciate your guidance, advice and humaour,

Last but not least, once again, I would like to sav thank you to those who have involved either
dircetly or indirectly in this research. You deserve to be credited because of your assistance and
contribution. Thank vou,

1w



TABLE OF CONTENTS

Acknowledgement iv
Table of Cantents v
List of Tables \iii
List of Figures "
Abstract xi
Abstrak xii

1. Introduction
1.1 Introduction
1.2 Background Of The Study
1.3 Problem Statement
1.4 Cbjectives Of The Stdy
I.4 1 Ceneral objectives
1.4.2  Specific objectives
Conceptual Framework
Hypotheses
Signilicance Of The Study
Definitions
.81 Learning tools
1.8.2  Organization
1.83  Mentoring
1.84  Shadowing
185  Selfedirected learning
186  Self development
187 Technology application
.88  Leaming enhancement
1.9 Limitations Of The Study
1. 10 Conclusion

— o
o=l O LR

Lo R O i S = R LT L PR W S S

2. Literature Review 7
2.1 Introduction T
2.2 Leaming b
2.3 Theories Of Learning g
24 Levels Of Learning gy

241 Adaptive learning Y
242  Reconstuctive learming Y
243 Process leaming 10
2.5 Workplace Learming 1]
251  Concepts of workplace learning 1
232 Creaung an environment conducive to workplace
learning 11
233 Developing a model of workplace learning 11
2.6 How Do Workers Learn In their Work iz
2.7 Organizational Leaming 13
2.8 Toaols For Enhancing Leaming In organization 14



281  Mentoring
2811 Mentoring: Organizational and
technological change
2812 Learning through mentoring
282  Shadowing
2.8.2.1 Forms of shadowing
2.8.2.2 Leaming through shadowing
283  Self-directed learning
284  Self-development
285 Technology application
2.9 How Managers/Supervisors Can Help Employees
Learn In The Workplace
210 Conclusion

Methodology

3.1 Introduction
3.2 Rescarch Design
3.3 Rescarch Location
3.4 Population And Sampling
35 Instrumentation
3.4l Part A: Demographic background
352  Part B: Practices of learning tools in orpanization
353  Part C: Perceived level of leaning enhancement in
organizalion
3.54  Scores for level
3.6 Pilot Test
3.7 Data Collecuon
3.8 Data Analysis
3.8.1  Descriptive statistics
382  Inferential statistics
3.9 Conclusion

4. Findings and Discussions

4.1 Introduction
4.2 Demographic Background OFf Respondents
43 Perceived Level Of Learning Enhancement In Organization
4.4 Relationship Between Practices OF Learning Tools And The
Perceived Level Of Learning Enhancement In Organization
44.1  Relationship between practice of mentoring and the
percelved level of learning enhancement in organization
442  Relationship between practice of shadowing and the
perceived level of leaming enhancement in organization
443  Relatonship between practice of sell-directed leaming
and the perceived level of learming enhancement in
organizalion

444  Relationship between practice of self-development and the

perceived level of learning enhancement in organization

vl

|4
I3
15
15
16
16
17
17

i3
12

19
19
19
19
19
20
21

21

21
22
23
23
23
23
24
24

25
25
25
27
28
28

28

29

30



445  Relationship between practice of technology application
and the perceived level of learning enhancement in
OrEZanization
4.5 Conclusion

5. Summary and Recommendations

51 Introduction

5 Summary Of The Study

53 Conclusion Based On Rescarch Objectives
54 Fecommendations

54.1 Recommendations o organization
5.4.2 Eececommendations o future researchers
S Conclusion

6. Bibliography

7. Appendix
Appendix A
Research questionnaire
Appendix B
Approval Letter From
University OF Malaysia Sarawak (UNIMAS)

Vil

CRPER N

I

Led Lok Tad £a3 Led Lad Cud
L S

[ #S]
-1

40

47



LIST OOF TABLES

Tahle 1
Summary of variables and measures

Tahle 2
Summary of measures

Tahle 3
Scale for rating in questionnaire

Tahle 4
Seores for level

Table 5
Reliability coefficient of Part B & Parl C ol questionnaire

Table 6
Rule of thumbs for interpreting the size of correlation coeflicient

Tahle 7
Distribution of age group

Table 8
Diseribution if gender

Table 9
Distribution of current designations

Tahle 10
Dhstnibution of academic qualification

Table 11
Distribution if service length in organization

Table 12
Dhstnibution of respondents” scores according to their perceived level of
learmng enhancement in orgamzation

Table 13
Correlation berareen practice of mentoring and the perceived level of
learning enhancement in organization

Table 14
Correlation beraeen practice of shadowing and the perceived level of
learning enhancement in arganization

Table 15

Correlation beraeen practice of sell~directed learning and the pereetved level of
learning enhancement in organization

viii

21

22

22

23

24

26

26

26

28

28

29



Tahle 16
Correlation between practice of self-development and the perceived level of
learning cnhancement in organization

Tahle 17
Correlation betaeen practice of technology application and the perceived level of
learning enhancement in arganizatian

Table 18
Conclusion based on research objectives and hypotheses



LIST OF FIGURES

Figure 1
Conceptual framework

Figure 2
Adaptive learmung, or single loop leaming

Figure 3
Reconstructive learning, or double loop leaming

Figure 4
Process learmng

Figure 5
Interactive view of warkplace learning

Lad

10

12



ABSTRACT

PRACTICES OF LEARNIMNG TOOLS AND THE PERCEIVED LEVEL OF LEARNING
ENMHANMCEMENT IN OQRGANZATION

Ong Siaw King

The purpose of this research is to analvze the relationship between practices of leamning tools with
mentoring, shadowing, sell-directed learning, self-developiment and technology application and the
perecived level of learning enhancement in organization, This study was done in University OF Malavsia
Sarawak (UMIMAS) involving 80 out of 419 support staft as the respondents. A set of 40 statemenss
questionnaire was formulated to collect data, The dala was analveed by using Statistical Package For
Sacial Selence {SPSE) version 11, It covered two types of statistical analysis, the descriptive statistics and
the inferential statistics. Results af the study showed that all the tested independent variables (practices of
mentoring, shadowing, self-directed  leamning,  self-development and  technology application]  were
significantly correlated to the perceived level of learning enhancement in organization. The rescarch
comcluded with some recommendations to organizabion and future researchers. Organization needs to siress
on mentoring and shadowing in order to enhance leaming in organizalion while seli-directed learming and
seltdevelopment are on the right track rowards enhancing learning in orgznization, people in organization
still mewd 1o be encouraged woinvolve in sell-driven activities. Technology application should be
encouraged continuously as it decply influences learmning enhancement in organization. Future researchers
are encouraged Lo conduct a more in-depth study in order to obtain more reliable result.
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ABSTRAK

AMALAN ALAT PEMBELAJARAN DAN PERSEFST TERHADAP TAHAP PENINGEATAN
PEMEBELATARAN DI ORGANISAST

g Siaw King

Kajian ini berfujuan unttk mengenalpasts hubingan antara amalan alat pembelajaran iaitu mentoring,
shadowing. self~directed learning, selidevelopment dan technology applicaion dan persepsi terhadap
tohap penningkaton pembelaiaran di organizasi. Kafian inl dijalankan of Universiti Malaysia Sorawak
(LINVIMAS) dan melibatkan 80 daripada 419 staf sokongan sebagal respanden. Barang soal selidik dengan
A0 Benvataon direka wniek meagumpnd date, Duota yang difnmpel dignalisis dengan mengguinakan
periztan Stasisienl Peckage For Social Science (SPES) versi Tl fa melipust analisis staisid diskeipn dan
staristik inferensi. Dapatan kafion meninfnkkan balawa semua pembolehnhal bebas famalan mentoring,
shadowing, seff-divected learming, selfdevelapment dun technologya applicarion) adalah berkorelos
secarn signiikan dengan persepsi terhadap tehap peninghatan pembelajavan di organisasd. Kafion ini
divimpudlion desgan beberapa cadangan kepada organizast dan penghaii akan datang. Organisasi perli
menekankan amalan mentoring don shadowing dalom wseha el meningbation pembelajaran of
organisast manakele staf organisasi perlu digalakban wnak melibatkan divt dalam ekiuvit peninglaran
kendiri. Aplikasi teknologi juga harus digalakkban secara berterusan memandangkan ia mempengaruh
peninghaian pembelajaran df organisasi secara mendalam. Kaffan yang lebih meadalam adalah
digadubion bagi memperelel dapatan kafian vang lebil konkeit,

xii



CHAPTER 1
INTRODUCTION

1.1 Introduction

Learning nowadays is certainly not a catchword, especially in our rapidly changing
envitonment, Basically, leamning is one of the approaches to how we make sense of things.
Therefore, learning is essential in our daily activities, Nowadays, learning gains significant
attention in arganizations. In fact, the notion of learning organization has been widely integrated
in the development of organizations, According to Garavan, et al. (2002), the notion of leamning
atl the workplace as a concept has evolved in terms of meaning. Traditicnally, leaming is
associated with the acquisitions of skills and competencies through working experiences but the
contemnporary views on learning are now focus less on skills acquisitions but emphasis more on
thinking differently about workplace issues.

Hosley, et al. (1994) states that in a rapidly changing and unpredictable business
environment, @ major source of sustamable competitive advantage 1s likely to be the ability to
learn faster than competitors, We have entered the age of knowledge that resulted in the
changing nature of work. The world is becoming not labour intensive, not materials intensive,
not energy intensive, but knowledge intensive (Drucker,1992). Therefore, leaming in
organization is the continuous and crucial activities that will assist organization in sustaining s
competifivensss,

Organization views people as its important asset and the nature of work within an
organization requires people o learn either directly or indirectly. This is how the process of
learning in organization occurs. Of course, several aspects such as organizational dimensions,
learning culture, learning environment and learming tools also contribute and enhance leamning
activities in organizations.

The key benefits of learning in organization are huge. Pearn, Roderick & Mulrooney
(1993} point out nine benefits or consequences of organizational learning such as, learning is
critical 1o competiive advantage, learning build a quicker responding organization, learning
create an adaptive workforce, learning improve performance, learning increases pride and
dignity, learning sharpen focus on the long term, learning improve communication and
knowledge transfer and learning create better network and superiar workforce,

When talking about learning in organization, the rales of managers need not to be
ignored. Pearn, Roderick & Mulrooney (1995) mention that in working towards hecoming a
learmng organization, there are key activities required from the management role, According to
them also there are roles of a manager in a learning organization where managers can be a
leader, learner, facilitator and an mdrvidoal leamer.

With the combination of management role and the leaming awareness within
organizations, it is not possible to create a micro learning community in organizations. 1t seems
obvious that learning is still the most powerful tool in coping with changes. Senge (1990) states



that in a siluation of rapid change, only organizations that are adaptive, fexible and productive
will excel.

1.2 Background Of The Study

Human being is the most important entity in learning, Traditionally, most of us relate
learning to schools. Teachers, textbook, peers, blackboard, computer and examinations are lools
that assist and enhance learming, Many people tend to believe that leaming bears no
relationships with working when they start working, As long as life goes on, leamning s
necessary evervwhere no maller i schools or at workplace.

Learning in organzation has different dimensions that is much more complex, complex
in the sense that it helps organization to be adaptive to a faster and fierce changing cnvironment.
It 15 ¢lear that leaming 1s taking place m many organizations, The increasing awarcness of
learning at the workplace lics upon one of the important mechanisms that support leaming in
workplace, that iz the wols that facilitate, guide, and enhance leaming within organization.
Learning orgamization support learning by putting in place individual and organizational
enhancers 1o learnmg, as well as temporary scaftolding, which logether optimize the quantity
and quality of leamng opportunities within the organization. (Pearmn, Rodenick & Mulrooney,
1995). The word *scaffolding’ refers to structure or practices that support the learning process in
organizallon.

Tools for enhancing learning in organization as compare to the roles of nuirition in the
physical development of a child mirror the same reflection where both of them require
mechanisms 1o support their notion. In organization, although leaming can occurs natrally,
most people failed to identify the “how” and the “what” of learming  (Smith, 2001} To ensure
people in organization are aware of learning process, the doving mechanism or the learning
tools must be dentified and practiced. Learing tools are mfluenced by the learning activities in
organization and the natmre of work. In cerlain level, practices of learning rools such as
mentoring can contribute to meaningful process of learming in organization. The abiliy of
organization in dentifying the learning tools and practice them will assist it to reach i1s leaming
poals and thus enhance the leaming process in organization.

1.3 Problem Statement

The rate of change and the need to learn lead many orgamzations to continuously review
and [pure out the learning process that occurs at the workplace. Many believe thar learning help
people o gain knowledge which is a powertul tool to in erder adapt (o the mereasingly changing
environment.

One aspect need not to be neglected by organization in facilitating and enhancing
learming in the warkplace is the practices of learning tools. Simply put together, learning tools
act as the bridge that joining up the leamning process and the results of it, While all people have
the capacity to learn in organization, the structures in which they have to function are often not
conducive to reflection and engagement (Senge, 1990). Without supportive leaming tools,
learning may not occur in the orgamization. As a result, organization may become less
competitive and unable to achicve 1ls goals in long term,

Therefore, practices of learning toels are the primary mechanisms that enhance learning
in organization, Each organization has s own dimensions, culture, environment and nature of
work that facilitate the leamning process either directly or indirectly. In fact, learning may occur
as people performing their tasks but they may not be aware of it, This is because people may
lack tools and puidance that will help them to become aware of the situation they face in
organization, So, this study is attempting o answer the following question:



1. What are the practices of learning tools in organization?
1. IHow do the practuces of the leaming tools correlated with the perceived level of
learning enhancement in organization?

1.4 Objectives Of The Study
1.4.1 General objective

The main purpose of this study is to identify the relationship berween leaming tools
practices and the perceived level of learning enhancement in organization.

1.4.2 Specific objectives

Specifically, this study s aiming o identify,;

. The relationship between practices of Mentoring and the perceived level of
learning enhancement in organization.

i, The relationship between practices of Shadowing and the perceived level of
learning enhancement in organization.

ui,  The relationship between practices of Scll~directed learning and the perceived
level of learning enhancement in organization.

iv. The relationship between practices of Self-development and the perceived level of
learning enhancement in erganization.

v.  The relationship between practices of Technology application and the perceived
level of learning enhancement in arganization.

1.5  Conceptual Framework

Independent variables Dependent variable

Learning tooly practices:
Perceived level of

o AMentoring learning
o Shadowing enftancement in
e Selidirectad argamization

fearning
o Selfdevelopment
o Technology

application

Figure 1: Conceptual framework

As shown above, the independent variables for this study are practices of mentoring,
shadowing, self-directed learning, self-development and technology application. The dependent
variable is the perceived level of learning enhancement in organization,



1.6 Hypotheses

Hal There is no significant relationship between practices of Mentoring and the perceived
level of learning enbancement in organization,

Ho2 There is no significant relationship between practices of Shadowing and the perceived
level of learning enhancement in arganization.

Ho3 There is no significant relationship between practices of Self-directed leaming and the
perceived level of leamnmg enhancement in organization.

Haod There is no significant relationship between practices of Self-development and the

perceived level of leamning enhancement in organization.
Hod There is no significant relationship between practices of Technology application and
the perceive level of learning enhancement in organization.

1.7  Significanee Of The Study

This study will assists organization in identifying the tools that facilitate and enhance
learning process at the workplace such as mentoring, shadowing, sell-directed leaming, self-
development and technology application. Besides that, this study also directly helps
organization to identify the degree of practices of these tools. This study will also asslsls
employees in organization to continuously view learning as the core of competency. It also
helps them to think differently about workplace issues,

Apart from that, this study will also assists organization in identifying its learning ability
and capacity. It thus prepares organization (o continuously adapt to the changing environment.
This study also directly provides organization with some guidance for choosing the right tools
for enhancing learning in organization based on the employvees perceptions towards the practices
of learning tools. Some tools may have been practiced either formally or informally in
organization. Therefore, organization needs to be sensitive m selecting the right tools to enhance
learning in organization.

1.8 Deflinitions
1.8.1 Learning tools

Conceptual; Supporting mechanisms or ways of supporting learning to upgrade the
learning skills of all employees (Pearn, Mulrooney & Roderick, 1993).

COperational: In this study, it refers to the practices of mentoring, shadowing, self-directed
learning, self-development and technology application that support learning in
organization.

1.8.2 Organization

Conceptual: Jarrell (1993) defines an organization as a collection of human, material and
capital resources sociotechnically arranged to allow their use to accomplish a
productive end.

Orperational: In this study, it refers to an entity consists of a group of people who
continuously performing tasks and at the same learn and contribute o the
organization’s operation.



1.83 Mentoring

Conceprual:

Operatiomal:

An on-the-job approach to training and development in which the trainee is
given an opporfunity to leam on one-to-one basis from more experienced
organizational members, (Mondy, Noe & Premeaux, 1959).

In this study, it refers o the process where a more experienced person act as a
mentor wha provide job-related guidance to new comers of the organization,

1.%.4 Shadowing

Conceptual:

Operational :

A technique in which a person wishing to learn a skill accompanies, observes
and collaborates with another, learn what that person is employing on a value
producing assignment (Elash & Long, 2002).

In this study, it refers to the process of observing more skilled and
experienced colleagues performing certain tasks,

1.8.5 Self-directed learning

Conceptual:

Operational:

Focuses on the pracess by which adults take control of their own leaming, in
particular how they set their own learning goals, locate appropriate resources,
decide on which learning methods to use and cvaluate their progress
(Brookfield, 1993).

In this study, it refers to the ininative of individual to invalve m the learning
activitics in organization,

1.8.6 Sclf-development

Conceptual;

Operational;

Investigating new perspectives, attitudes, behaviours and taking steps 1o
evaluate and improve one's own performance (Massachusetts Institute of
Technalogy, 2003).

Practically, in this study it refers to the awareness and sensitivity of
individuals on their own learning.

1.8.7  Technology application

Conceptual:

Operational;

1L refers to the action of adding technological power to erganizational leaming
{Marquarde. 1996).

In this study, it refers to the distribution usage of computer based mechanisms
such as computer-based learning,



1.5.8 Learning enhancement

Conceplual: Increased attractiveness of the process of gaining knowledge and skalls (Pearn,
Mulrooney and Roderick, 1993).

Operational: The increase in knowledge, skills and abilities of individuals in orgamzation
and optimizing the overall capacity of organization to adapt to its
changing environment.

1.9  Limitations Of The Study

i This study 15 conducted only in one organization.

1. In this study, only five practices of learming tools are being studied. There mighe
be other practices of leaming tools that are not being considered in this study.

iti.  Respondent for this study is limited, since only support staft are being studied in
One OrgAmzZatian,

iV, The reliability and validity of the study depends on the respondents” sinceriry and
honesly in answering the questionnaires.

1.10  Conclusion

This section discusses the background of the study, problem statement, objectives of
the study, conceplual framework, the hypotheses, significance of the study, related definitions
(key terms) and the limitation of the study. The following section will examine the related
literature on tools [or enhancing learning in organization.



CHAPTER 2
LITERATURE REVIEW

21 Introduction

This section reviews the theoretical and rescarches literature related to this study which
include learning, theories of learning, levels of learning, workplace learning, organizational
learning, how do individual learn at the workplace, tools for enbancing leamning in organization
and managers’ rale in helping employees learn at the workplace.

2.2 Learning

Learning is one of the basic approaches to gain knowledge, skills and abilities. We learn
everyday o adapt to different sitwations. It is a lifelong effort as leaming serves as the driving
force for us to predict future and change, Without learning, we fail to response lo the changing
world. According 1o Dixon (1999), learning and change reinforce ecach other and provoke
knowledge. There 15 reciprocal relationship between learning, knowledge and change as the
greater the rate of change, the maore knowledge we must gain through learmning to deal with
change.

A penerally accepted definition of learming 18 the changing of behaviour. DeSimone and
Harris {1999} define learning as a relatively permanent change in behaviour, cognition or effect
that oecurs as a result of one’s interaction with the environment. Eimble (in Hergenhahn and
Olzon, 1997), defines learning as a relatively permanent change in behavioural pontentiality that
occurs as a result of reinforced practice. According to The Oxford Paperback Dictionary (19594),
learning means gaining knowledge or skills In something by studyving or experiencing or by
being taught. Learning can happen naturally or by being reinforced. No matter what the
definitions are, learning is essential in every context and situations.

We tend 1o relate learning with individual effort. Most psychological delinitions of
leaming remain at the level of learning by the individual (Probst and Biichel, 1997). From now
or, we have to shift owr atention to leaming in organization and how people at the workplace
contribure to learning in organization. The notion of leaming organizaton has gained wide
attention as the capacity of an organization to leamn is crucial to gain competitive advantage,
Without learning, there is always no improvement and organization cannot develop further,
Individuals in organization are the key people in driving learning in organization because they
are the one who learm, Therefore, learning in organization has close relationship with its people
and organization overall,



2.3 Theories Of Learning

Ower the century, many psychologists have came out with different approaches to
investigate how human bemg learn. Basically, psvchelogists views on learmning can be prouped
into thres categories; Behaviourism, Cognitivism and Constructivism, Fach of these learning
approach has its own perspectives in examining the nature of learning process.

Behaviowrism approach (o learning lies upon the notion of external stimull which causes
behaviour, According to Bruinsma and Berghuis {1990), behaviowr is a result of the response 1o
the enviroomental stimuli. Therefore, behaviour can be changed by manipulatng  the
environment to cause the right behaviour,

Behaviourism at the same time is influenced by two perspectives: Classical conditioning
and Operant conditiong. Clazsical conditioning lies on the famous expericnce by Russian
physiologist, Ivan Pavloy with his dog, Operant conditiomng by B, F Skinner tells that a certain
hehaviour will oaly re-occur after a reward or reinforcement and it depends on the consequences
of that particular behaviour (DeMar, 1988). In other words, behaviourism focuses on the
importance of the consequences of performance and the responses which are followed Ty
rewards or reinforcement are more likely to oceur 1n the future.

Cognitivism focuses on the mental activities, the inner processes that lead to responses w
the environmental condition in facilitating leaming, According to cognitivisin, people are not
programmed animal that respond to environmental stimuli in the same way, but people are
rational beings that ecvery action of them are a consequence of thinking  (Bruinsma and
Berghuis, 19907

Constructivism s 4 quite recent approach to examine learning, It emphasizes that
learning is an aclive, constructive process and it occurs when leamers actively process the
information and build interpretation based on their experiences {Bruisma and Berghuis, 1990).
S, it constructivism, the learner and the environmental factors are critical in the whele learning
process,

Besides behaviounism, cognitivism and constructivism, another approach o explain the
nature of learning is the social learning theory. This theory mixes many approach from different
schools of psychology. Albert Bandura’s Social Learning Theory claims that human are
cognitive beings whose aclive processing of information from the environment play a major role
in learning and development (Sigelman, 1999). Bandura highlights that observational learning is
the important driving force for human behavieur changes, Observational learning is simply
learning that results {rem abserving the behaviour of other people (Sigelman, 19993, One of the
major cancept of Bandura's Social Leamning Theory is reciprocal determination, which claims
that there is a constant inreraction among the environment, the behaviour and the person
{Hergenhahn and Olson, 1997),

Both cognitivism and behaviourism emphasize on the role of environment conditions in
facilitating leaming, As for constructivism, both leaner and envirommental factors are critical in
the learning process. Overall, diflerent perspectives on leamning increase our understanding of
learning process.



24 Levels Of Learning
2.4.1 Adaptive learning

Adaptive learning is the process of adjusting effectively to given goals and norms by
maslering the environment (Probst and Biichel, 1997). In organization context, it refers to how
the organization adapis to its environment. People in the organization are sensitive and are able
to identily problems in their surroundings. Consequently, they form and implement strategies to
deal with the siluation. Adaptive leamning 1s the reaction of the organization to its internal and
external environment (Probst and Biichel, 1997). Figure 2 shows the process of adaptive
learming.

Goals ————————yp Actiong——————P Resulis

L Correctinns _T

Figure 2: Adaptive, or single-loop Learning

Sowrce: Probst, G, J, & Biichel, B. 8. T, {1997). Organizational learning: The competitive
advantage of the fishire, Herifordshive: Prentice-Hall. (based on Argyris and Schin,
1975),

2.4.2 Reconstructive learning

Beconstructive learning is the process of questioning organizational norms and values
and building a new frame of references (Probst and Biichel, 1997). It invalves profoundly in
changes besides behavioural adaptation. As crucial changes occur in the relationship berween
the organization and its environment, it requires more than a simple adaptation. Reconstructive
learning or double-loop learning represents a shift in the way employees learn becsuse it
inviolves basic assumptions and core values about how they work, (DeSimone and Hamg, 19993
Figure 3 shows the process of reconstructive, or double-loop leaming.

Croals —————— Actions P Resulis
Cor:@crfonJI
Corrections

Figure 3: Reconstructive, or double-loop learning

Sowrce: Probsr, G J, & Biichel B. 8. T, {1997). Organizational leavning: The competitive
advantage af the future. Hertfordshive: Prentice-Hall. (based on Avgyris and Schin,
1978).



2.43 Process learning

Process leamning occurs through paining insight into the learming process, It means
learning 1o learn, It is the highest level of learning (Probsar and Biichel, 1997). Process leaming
actually form the complete picture of different levels of learning by leamning to understand the
previous adaptive and reconstructive learning. Improvement of the ability to leam = the major
element in process learming, Figure 4 below shows the process of process learning,

Reflection, aralvsis
& ereation of a p Coals p Actions Results
framewark of meaning

Carrections

Corrections

Covrections

Figure 4: Process learning

Source: Probst, G0, & Bickel B8 T (1997}, Orpanizational learning: The competitive
advantage of the jutnre. Hertfordshire: Premtice~-Hall, (based on Avgyvris and Schin,
1978),

2.5 Workplace Learning
2.5.1 Conecepts of workplace learning

People came to work evervday. Generally, most people hardly fizure out whar actually
they are working on and to what extend they leam in organization. The idea of workplace
learning is not new and vanous forms of workplace learning have existed since the beginning of
tormal and informal work patlern (Matthews, 1999,

Recently, the idea of workplace learming and organizational learning have gaincd
sisnificant attention at workplace and in organization. Therefore, it s necessary 1o examine the
concepl and related elements at workplace learmng. Marsick {in Matthews, 1999) defines
workplace learning as the way in which individual or team acquire, interpret, reorganize, alter or
assimilate information, skills and feelings. It refers to how people constiuct meaning in their
personal and shared organizational lives. While Halliday and Retallick (in Matthews, 1999)
refer workplace learning to the process and outcome of learning that individual employees and
groups of emplovees undertake under the aspires of a particular workplace. Rylatt (1994)
describes workplace learning as a sustained and high leverage development of cmployees in fine
with organizational business outcomes. These three defimtions reflect that workplace learning
involves sustained development through its unique process and outcome of individual learning,
mcluding how and why they learn.

According to Matthews (1999), workplace leaming is [ar more complex in the sense that
it 18 not just the sue of training and development. After all, the driving force behind workplace
learning is rapid change. The way workplaces afford opportunities for learning and how
individual elect to engage in learning activities and with the support and guidance provided by
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the workplace is central to understanding workplace as learning environment (Billet, 2001).
Several clements such as the nature of the work environment, the rate of change, technology
application, the practice of teaching and learning and the perceptions of people and organization
towards leamming at the workplace contribute to the whole deal picture of learning at the
workplace, Therefore, creating an environment conducive to leaming 15 necessary, Matthews
{1999) states that for workplace to become reality, related learning opportunities, conditions and
characteristics need to be strengthened at the workplace,

2.5.2 Creating an environment condncive to workplace learning

It 15 true 1o sav that the environment of workplace can exert significant influence 1o the
learning process of individual learners. Learning opportunities in the workplace are affected by
the characteristics of the workplace and the conditions of the working environment. Matthews
{1999 states that the nature of the workplace will determine how work 15 carried out, what type
of learning is required and how the curcomes emphasis on continued workplace learning will he
received by employess, IHolliday (in Matthews, 1999) views five conditions particularly
important for individual learning. The five conditions mentioned is as follows:

L Self the individual's need for a positive feeling about him or her self as a person.

ii.  Personal meaning: the individual’s ability to reach an understanding of him or
hersell and his or her learning

iil, Action: the ability of the individual to develop, apply and measure the use of his
own and other people’s ideas in the workplace and to leam from the experiences.

iv. Collegiality: the individual's capacity to learn with and from colleagues in both
direct and indirect way,

v, Empowerment: the ability of the individual to feel a sense of ownership,
autononty, selfecontrol and self-direction aver their decisions and actions,
inchiding over the processes and outcomes of their learning.

2.5.3 Developing a model of workplace learning

Rulatt (1994) presents a comprehensive discussions on the model of workplace leaming.

The beliet underlying the development of the model is that individual and organization must
change their mindsets about the workplace, It is suggests that if organization are interested in
developing the capacity of leaming of its emplovees, they must be prepared to review closely
their current policies, practices and activities to determine whether their emplovees are
supporting or inhibiting workplace learmning. The eight mindsets identified by Eylatt (1994) are
az follows;

. Workplace leaming must be greater than change,

ii. Workplace leaming must be svstematic and interactive.

iii.  Workplace learning must be geared to business outcome,

iv, Workplace leaming must provide meaning, self-worth and sustainment for all

employecs.

v, Workplace learning must be learner driven.

vi. Workplace leaming must be competency based,

vil, Waorkplace leaming must be just in time,

wiii, Workplace learning must expand into new frontiers of knowledge.
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