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UNIT- III 
 

 
 

Meaning of learning: 
 

Modification of behavior taking place through observation, Training and practice is what 

is called learning. 

Definition of learning: 
 

According to steers and Lyman, “Relatively permanent change in behavior potentiality 

that results from reinforced practice or experience” 

 

 

Theories of learning: 

 
1. Classical conditioning theory 

2. Cognitive process of learning 

3. Social learning theory 

 

 

 
1) Classical conditioning Theory: 

 
Cognitive Framework 

 
Cognitive approach emphasizes the positive and freewill aspects of human behavior and 

uses concepts such as expectancy, demand, and intention. Cognition can be simply defined as  

the act of knowing an item of information. In cognitive framework, cognitions precede behavior 

and constitute input into the person’s thinking, perception, problem solving, and information 

processing. 

Like many great scientific advances, Pavlovian conditioning (aka classical conditioning) was 

discovered accidentally. 



During the 1890s Russian physiologist Ivan Pavlov was looking at salivation in dogs in response 

to being fed, when he noticed that his dogs would begin to salivate whenever he entered the 

room, even when he was not bringing them food. At first this was something of a nuisance 
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Pavlov developed some rather unfriendly technical terms to describe this process. The 

unconditioned stimulus (or UCS) is the object or event that originally produces the reflexive / 

natural response. 

The response to this is called the unconditioned response (or UCR). The neutral stimulus (NS) is 



a new stimulus that does not produce a response. Once the neutral stimulus has become 

associated with the unconditioned stimulus, it becomes a conditioned stimulus (CS). The 

conditioned response (CR) is the response to the conditioned stimulus. 

Stimulus: 

 

 

 
Any feature of the environment that affects behaviour. E.g. in Pavlov’s experiments food was a 

stimulus 

Response: 

 
The behaviour elicited by the stimulus. E.g. in Pavlov’s experiments salivation was a response. 

 
Unconditioned Stimulus: 

 
A feature of the environment that causes a natural reflex action. E.g. a puff of air blown into the 

eye causes an involuntary blink. 

Conditioned Stimulus: 

 
A feature of the environment that has an effect through its association with a U.C.S. E.g. 

Pavlov’s dog learned to salivate at the sound of a bell. 

Conditioned Response: 

 
The behavior elicited by the C.S. E.g. Salivation when the bell rings. 

 
Extinction: 

 
The dying out of a conditioned response by breaking the association between the C.S. and the 

U.C.S. 

E.g. when the bell was repeatedly rang and no food presented Pavlov’s dog gradually stopped 

salivating at the sound of the bell. 

Spontaneous Recovery: 



The return of a conditioned response (in a weaker form) after a period of time. 

 
E.g. When Pavlov waited for a few days and then rang the bell once more the dog salivated 

again. 

In the subject of organizational behavior, cognitive approach dominates the units of analysis such 

as perception, personality and attitudes, motivation, behavioral decision making and goal setting. 

 

 

2) Cognitive conditioning theory: 

 
Cognitive Learning Theory implies that the different processes concerning learning can 

be explained by analyzing the mental processes first. It posits that with effective cognitive 

processes, learning is easier and new information can be stored in the memory for a long time. 

On the other hand, ineffective cognitive processes result to learning difficulties that can be seen 

anytime during the lifetime of an individual. Feedback 

3) Social Learning Theory: 

 
A person acquires certain behavior or modifies his behavior by learning. He learns to 

behave by observing the actions of others and the consequences of such action. The behavior of 

an individual is influenced by the situation. Sometimes he may also develop a situation to behave 

in a particular manner. Social Learning Theory posits that people learn from one another, via 

observation, imitation, and modeling. The theory has often been called a bridge between 

behaviorist and cognitive learning Theories because it encompasses attention, memory, and 

motivation. Prior learning Behavioral Choice Perceived consequences 



 
 

VARIOUS TYPES OF LEARNERS: 

 

 

 
1. The Linguistic Learner 

2. The Naturalist 

3. The Musical or Rhythmic Learner 

4. The Kinesthetic Learner 

5. The Visual or Spatial Learner 

6. The Logical or Mathematical Learner 

7. The Interpersonal Learner 

8. The Intrapersonal Learner 

 

 

 
METHODS OF TRAINING: 



 

 

1. Technology-Based Learning 

2. Simulators 

3. On-The-Job Training 

4. Coaching/Mentoring 
 

 

 

 

 
 

Kolb’s Learning Cycle 

5. Lectures 

6. Group Discussions & Tutorials 

7. Role Playing 

8. Management Games 

9. Outdoor Training 

10. Films & Videos 

11. Case Studies 

12. Planned Reading 



Factors for fixing Duration: 

1. Hectic employee schedules 

When work, family life, and a slew of other demands are draining employees’ energy, there’s a 

risk that training just adds to their stress. Worse still, intruding on employees’ personal time with 

training sessions is a surefire way to make them resist (and even resent) training. 

Solution: 

● Avoid face-to-face training on weekends or after-hours, and limit travel requirements for 

training. 

● Consider using a microlearning approach and deliver useful and relevant content in bite-sized 

chunks. Short videos, checklists, infographics and even gifs are simple microlearning formats 

 

 

 

 

 

 

 

 

 

 

 

that make training easier to consume. 

 
● Communicate several concepts at once with clever graphics. They’re a valuable time-saver for 

learners, as well as a welcome break from reading text in emails, reports, and newsletters. 

https://www.talentcards.com/?aff=talentlms


● Prioritize short, straightforward assessments wherever possible. This provides employees with 

quick opportunities for feedback on their learning progress. 

 

● Optimize your training for mobile. Mobile features allow learners to access the LMS and 

training materials anywhere, any time – including on the train to work, or during their lunch 

break. This makes training so much more convenient. 

 

2. A dispersed workforce 

 

A steady rise in remote work and a decentralized workforce has led to new challenges in training 

and development. With a geographically dispersed workforce, training can be quite hard: 

misunderstandings are common, and cultural differences may even lead to inconsistent training. 

For example, some cultures are less comfortable with being vocal on online forums than others. 

 

Solution: 

 

● Use social tools to unify your dispersed team. Video conferences, webinars, and online forums 

are easy, convenient tools to foster trust and empathy between team members across the country 

(or globe). 

 

● Use training to clarify communication: forums and webinars can be used as a safe space to 

voice questions and concerns, or share experiences. 

 

● Clarify your training goals clear from the start. All team members should know exactly what 

is expected of them during training, and how their learning achievements will benefit them in 

their jobs. Consider implementing a “training agreement” outlining these expectations, and ask 

each learner to sign it as a commitment to the learning process. 

 

 

 
 

3. Different learning habits 

 
Whether you’re training 20 or 2000 learners, it’s vital that you consider learner preferences and 

habits in order to prevent further training issues. 

https://www.talentlms.com/blog/develop-engaging-mobile-friendly-courses/
https://www.talentlms.com/blog/how-align-training-goals-with-business-objectives/


The current workforce includes at least three generations, all of which have a radically different 

relationship with technology. So, your training is bound to be less effective if all employees are 

assumed to be equally tech-savvy or to have the same knowledge levels and learning habits. 

 

Solution: 

 

● Conduct a thorough needs analysis that focuses on identifying the learning preferences 

(especially relating to comfort with technology) of your audience. Use the findings to inform 

your training design. 

 

● Choose software with a simple user-friendly interface (UI). Seamless user experience is good 

for all learners, not only those who struggle with technology. For example, pausing a video or 

downloading an assignment should always be straightforward and easy. 

 

● Open up communication channels (including tech support). Use tools like discussion forums to 

make it easy for all learners to ask questions and receive both content and technical guidance. 

 

● Incorporate different content types, like video, written notes, and graphics, to cater for 

different learning preferences. 

 

4. Lack of engagement 

 

Engagement is important on three levels: cognitive, emotional, and behavioral. Without all three 

in place, poor knowledge retention, passive learning and a lack of commitment contribute to 

challenges in training and development. 

 

What’s more, behavioral change is impossible without learning engagement. And, when training 

feels irrelevant or unnecessary, most learners mentally and emotionally ‘check out’ and resist 

engaging. 

 

 

 
Solution: 

https://www.talentlms.com/blog/training-needs-analysis-performance-gaps/
https://www.talentlms.com/blog/guide-types-training-content-elearning/
https://www.talentlms.com/blog/8-tips-techniques-learning-retention/


● Incorporate practical learning activities like case studies, scenarios, role-plays and relatable 

examples into your training. These activities engage learners in active problem-solving 

contributing to better cognitive engagement. 

 

● Use discussion forums and other informal live online spaces for learners to interact casually. 

This encourages learners to engage emotionally with other learners, and with the training 

process. 

 

● establish an active learning culture, and make all employees feel like a part of that culture, 

can boost emotional engagement. This emotional investment leads to increased learning. 

 

● Communicate learning outcomes upfront to increase behavioral engagement. More learners are 

likely to participate in learning activities if they understand the objective behind it. 

 

5. Training that isn’t relevant 

 

Many training programs are too generic, and not personalized enough for specific roles or skills. 

Unfortunately, generic training can strain learners’ time and patience by forcing them to engage 

with content that simply isn’t relevant to them. You can bet this leads to further training 

challenges. 

 

Solution: 

 

● Categorize learning outcomes into essential and nice-to-have for each role undergoing training. 

Only make essential training compulsory, but use other methods like gamification through 

rewards, badges, and points to encourage learners to engage with nice-to-have content. 

 

● Leverage just in time training to update skills or convey new information exactly when it’s 

needed most. 

 

● Use relatable case studies and scenarios to reinforce the relevance of the training program to 

employees’ jobs. 

https://www.talentlms.com/blog/learning-culture-strategies-learning-organization/
https://www.talentlms.com/blog/tips-gamification-workplace/
https://www.talentlms.com/blog/just-in-time-training-workplace/


● Conduct feedback surveys after training to find out what learners found most useful, and where 

the training program needs refining. 

 

6. Costs, costs, and costs 

 
Facilitation, equipment, venue hire, and the cost of employees’ time (those hours add up!) all 

 

 

● Use webinars instead of face-to-face seminars as another way to limit travel and time costs. 

make training an expensive undertaking. 

Training budgets tend to be small, while training demands are always steep. What further 

contributes to challenges in training and development is when a strained budget also needs to 

incorporate travel and software costs. 

Solution: 

● Move your training online. Online training removes the need for travel and venue costs and 

often lowers facilitation costs too. 

● Use a cost-effective, high-performing LMS. It’ll make a huge difference to how far your 

budget can stretch when you’re training large numbers of employees. 

● Streamline your content development by focusing on the best bang-for-your-buck formats. For 

example, short text sections interspersed with feedback activities can save on development costs. 

https://www.talentlms.com/blog/tips-reduce-corporate-training-costs/


Process 4. Physical Examination 

Process 5. Interviews 

Process 6. Psychological Testing 

 
Process 7. Group Discussion 

SELECTION OF PARTICIPANT: 

 
Process 1. Preliminary Interview 

Process 2. Application Blank 

Process 3. References Checking 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 
 

 
 

 

 
 

 

 

 
 

 

 lower costs (due to economies of scale or lower labor rates)

 increased efficiency

 variable capacity

 increased focus on strategy/core competencies

 access to skills or resources

its own facilities. 

data processing and information management, using its own staff and equipment, and usually at 

in which the service provider promises to provide necessary services. Such services includes 

OUTSOURCING AGREEMENT 

Outsourcing agreement is an agreement between a business and a service provider 

OUTSOURCING BENEFITS AND COSTS 

The business case for outsourcing varies by situation, but the benefits of outsourcing often 

include one or more of the following: 



 increased flexibility to meet changing business and commercial conditions

 accelerated time to market

 lower ongoing investment in internal infrastructure

 access to innovation, intellectual property, and thought leadership

 possible cash influx resulting from transfer of assets to the new provider
 
 

 

 
 

 

EARNING: 

 

 

 

 
 

 

Some of the risks of outsourcing include: 

 slower turnaround time 

 lack of business or domain knowledge 

 language and cultural barriers 

 time zone differences 

 lack of control 

E-learning is electronic learning, and typically this means using a computer to deliver 

part, or all of a course whether it's in a school, part of your mandatory business training or a 

full distance learning course. E-learning is especially effective at linking learning with work. 

Making a business case for eLearning development, these are the major benefits of E-Learning 

for your employees and company: 

1. Saves your company money 

2. Reduces learning time 

3. Better employee retention for most training topics 

4. Just-in-time accessibility for worldwide employees 

5. Provides employees with ongoing access to key resources 

6. Guarantees a risk-free environment for your employees 

7. Allows for global collaboration 

8. Fits your employee’s flexible lifestyles 

9. Scalable for any number of employees 

10. Provides your employees, and managers, with timely feedback 

11. Ensures training consistency and standardization 

12. Reduces your company’s environmental impact 



TRAINING FOR TRAINER: 

The Training for trainers combines all necessary skills you will need as a professional 

trainer. Before being rewarded with a recognized certificate you will learn how to: 

 Position your participants in the center 

 Have a real impact on learning- and organizational results 

 Provide a safe environment and be in contact with all participants 

 All the tools you need to be a professional soft skills trainer 

 Use your ‘whole’ being as a trainer 
 

 

 are an expert in transmitting knowledge by training

 

 help people accelerate their personal development

 
 help people to become more successful and more self-confident

 

 guide your participants in improving their behavior to achieve what they want in a pleasant and 

valuable way

 help people set and reach new goals in life

 

 be able to accelerate learning of people and groups by experimental learning methods

Target group 

The target group consists of beginner trainers who can think and work at bachelor level. The 

learning problems and needs mainly relate to the general characteristics of the profession (for 

example: what are the required abilities and knowledge for a trainer, how to manage a group, 

how to perform an exercise, how to deal with the group process, how to design a training 

course). Additionally, personal qualities, characteristics and skills play a leading role. The 

participants gain insight into themselves as a trainer, based on the principle: ‘You yourself are 

the instrument as a trainer’. 

Results 

When you have completed the TFT program you: 
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