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Answers to the end of chapter review questions 
 
1. Returning to the definition of learning by Jarvis (2006) above, at the start of the chapter, 

explain which learning theories can be related to specific elements or parts of this 
definition.  

 
The Jarvis (2006) definition of learning draws upon a range of learning theories: 
Behavioural (“attitudes”; “skills”); cognitive (“knowledge”; “the perceived content of 
which is then transformed cognitively”) and experiential (draws upon “knowledge, 
skills, attitudes, values, emotions, beliefs and senses”; “the perceived content of 
which is then transformed cognitively, emotively or practically”); and, social 
(“experiences a social situation”). The importance of emotions and emotional 
intelligence to learning is also covered (“the perceived content of which is then 
transformed cognitively, emotively”).   As the chapter explains Yorks (2005) argues 
that emotions are an integral aspect of learning but are often neglected in the 
literature. Emotions comprise a combination of the physical (“body - genetic, 
physical and biological”) and the cognitive (as above), both of which affect individual 
behaviour and learning (Jarvis, 2006). Critical to all of these learning theories is that 
any learning is “integrated into the person’s individual biography resulting in a 
changed (or more experienced) person”.  

 
 
2. List what you feel are the principal strengths and weaknesses of the each of the 

learning theories covered in this chapter. 
 

Some of the strengths and weaknesses associated with the principal learning theories 
are shown in the following table: 

 
 Strengths Weaknesses 
Behavioural   
Cognitive   
Experiential    
Social    
Situated   

 
 
3. Think of a problem or situation that you are trying to resolve. This can be anything, for 

instance: a difference of opinion with a student or colleague, a challenging project you 
are involved in or an unrealistic deadline for a piece of work. Select a learning theory 
and apply it to this problem or situation. Does this offer any new insights? 

 
There is no standard answer to this question. 
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4. Carry out a search to see if you can find any case study examples of organisations 

using a particular learning theory or theories to underpin their learning and development 
strategy or policy. 

 
There is no standard answer to this question. 

 
 
5. What do you see as some of the potential difficulties facing line managers in 

encouraging employees to engage in reflective practice? 
 
Learning is an ambiguous and problematic concept and many attempts to standardise 
approaches to reflective practice are overly simplistic and mechanistic. Too often the 
emphasis is on individual reflection and the social context is ignored making it more 
difficult for employees to apply the concept. Practical or tacit knowledge is difficult to 
articulate and this can make the externalisation of this knowledge through critical 
reflection highly problematic. Many line managers struggle to become ‘expert’ or adept 
in the concept and therefore it is difficult for them to act as role models and coaches for 
subordinates. In particular managers will struggle to question and challenge prevailing 
beliefs and assumptions and, in turn encourage employees to do so. 
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