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Abstract 

Purpose: Professional training is critical to organizational success. Experiential learning was defined as a method for 

actively engaging trainees in learning processes. That must complete all four stages of the experiential learning model. 

Kolb’s model requires four abilities for successful learning: concrete experience, reflective observations, abstract 

conceptualization, and active experimentation. Base on, this research aims to assess experiential learning as a method to 

improve employees’ self-esteem. 

Methodology: We assessed employees who participated in experiential learning training for 4 months between March and 

June 2017. This research was used to measure 37 organizational units employee’ self-esteem scale before and after the 

experiential learning training. 

Main Findings: The research found a significant positive effect on trainees' self-esteem with a 4.98 point improvement in 

reaction, learning, behavior, and organizational results. The result was used for summative evaluation of the effectiveness 

of experiential learning by Kirkpatrick four-level framework have a contribution. 

Implications/Applications: The proposed experiential learning offers a chance to upgrade the correspondence between 

confidence and viable relational abilities, which thusly can support students' trust in their scholarly potential. The 

ramifications of encouraging expanded confidence emphatically sway scholarly achievement, yet in addition build up an 

establishment of self-administrative conduct that can serve the students for the duration of their lives, in academic and 

vocation situated undertakings. 

Keywords: Experiential learning, self-esteem, training evaluation, behaviour, interpersonal skills, academic potential.   

INTRODUCTION 

A large number of companies have realized that cultivating employee is the only way to stay competitive, especially in a 

fast and dramatic environment, thereby expanding investment in human resource development (HRD) (Lee, Lee, Lee, & 

Park, 2014). Professional training is acute to organizational success (Giangreco, Crugati, & Sebastiano, 2010; Grossman & 

Salas, 2011; Abdullah, Ramli, & Rafeh, 2017; Aldhafeeri & Alajmi, 2017; Ashaari, 2017), is related with authoritative 

execution and advancement (Aguinis & Kraiger, 2009; Basoglu, 2017; Bo Shing & Xiaodie, 2017; Bunchutrakun, 

Lieungnapar, Wangsomchok, & Aeka, 2016; Pimonratanakan & Pooripakdee, 2017). For workers, cooperation in quality 

preparing is normal to increase open doors for progression, abilities advancement and expert improvement (Combs, Liu, 

Hall, & Ketchen, 2006; Chadyiwa & Mgutshini, 2015; Hashim, Salam, & Mohammad, 2017; Husain & Husin, 2017; Bo 

Shing & Xiaodie, 2017; Manabete & Umar, 2018; Malinda, 2018). Anyway expert preparing is exorbitant for 

contemporary associations (e.g., Grossman & Salas, 2011) management of most organizations is still questioning whether 

investments in employee training and education actually leads to an increase in organizational performance. Therefore, 

presenting empirical evidence for the benefits of employee training has always been a challenge for HRD professionals. 

The basis of this type of training is consistent with the Experiential Learning Theory (ELT), which defines learning as “the 

process whereby knowledge is created through the transformation of experience. Knowledge results from the combination 

of grasping and transforming experience” (Kolb, 2015, p.51). According to Dewey, Piaget, and Vygotsky’s experiential 

learning focuses on teaching methods based on cognitive and social constructivist learning theories. Experiential learning 

was often defined as a method of actively engaging trainee in the learning process (Fenwick, 2000). 

The trainees can start at any stage but must complete all four stages of the experiential learning (EL) model. Kolb’s model 

(2015) requires four skills for successful learning, include: specific experience, reflective observation, abstract 

conceptualization, and positive experimentation. Jiusto and DiBiasio (2006) and Bandmir and Mehrpouyan (2015) found 

that among the participants in the off-campus experience, they discovered the relationship between experiential learning 

and lifelong learning, and their critical thinking has been significantly improved. 

Tangen et al. (2017) develop possible self-employed teachers in Australia and Malaysia in short-term mobility plans and 

encourage pre-service teachers to take a variety of perspectives, step out of their comfort zone, and see the world from 

different eyes. Therefore, this study suggests that experiential learning allows learners to enhance their self-concept and 

other abilities. Some research on self-concept has indicated it as a exceptionally a significant and persuasive indicator of 

different psychological, enthusiastic, and social results, for example, nervousness, execution, or self-esteem (Marsh & 

Martin, 2011; Jacolbia, 2015; Kongmanus, 2016; Lee, Lin, & Chang, 2018; Malinda, 2018). Self-idea all in all, as 

characterized by (Shavelson, Hubner, & Stanton, 1976), is a person’s opinion of himself. It is framed through his 
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experience of nature and is impacted by ecological fortifications and significant conditions (Shavelson et al., 1976). There 

is a lot of research on scholastic self-idea that uncovers a positive connection between self-idea and execution (e.g., Marsh 

& Martin, 2011; Arens, Yeung, Craven, & Hasselhom, 2011). Research using the reciprocal effects model has shown self-

concept to be strongly related to achievements (Marsh & Craven, 2006; Retelsdorf, Köller, & Möller, 2014; Misbah, 

Dewantara, & Mahtari, 2018; Mohamad, Sazali, & Saleh, 2018).  

Self-concept is a person’s way of perceiving himself or how a person thinks others seem him and may be either positive or 

negative. The importance of individual self-concept as a predictor of behaviors has recently been highlighted. An 

individual with positive self-concepts is more likely to involve learner in learning exercises and profound learning forms 

than teacher with negative self-ideas (Bandura, 1977; Naik & Laxman, 2017; Nuchso, Tuntivivat, & Klayklueng, 2016; 

Oak, 2017). Self-esteem refers to the general feeling of self-worth or self-worth, which is the value to oneself. This is how 

a person feels about himself and his or her relationship with others. Generally speaking, people with strong self-respect are: 

1. Objectives are clear; 2. Inspired by what they are doing now and what they want to achieve in the future; 3. Self-

confidence; 4. Don't like to compare yourself with others; 5. Aware of self (you think about yourself). Positive self-concept 

helps to build high self-esteem, encourages confidence, feeling valued, loved and secure and therefore leads to caring about 

oneself (Rabahi et al., 2016; Tablatin et al., 2016). 

James (1980) expanded his hypothesis of self and gave perhaps the most punctual meaning of confidence. He characterizes 

confidence as a one-dimensional structure related to one's feelings about oneself. Confidence incorporates a general 

impression of oneself, including mental self-portrait, self-idea and social idea (Moote & Wodarski, 1997). Rosenberg 

(1965) grounded his description of self-esteem on James’ (1980) concept and made three contributions have been made to 

the meaning of confidence: (a) confidence incorporates enthusiastic and subjective parts; (b) confidence has assessment 

segments; (c) confidence isn't just close to home and mental, yet in addition social collaboration. According to Rosenberg 

(1965), self-esteem involves feelings as well as, additionally, psychological conceptualizations and observations. All in all, 

confidence is characterized as self-assessment, which the scientists see as the enthusiastic piece of the person, that is, the 

person's anxiety for their very own worth (Brandon, 1969; Coopersmith, 1967; Daly & Diesel, 1992; Rogers, 1951). Byrne 

(1996) pointed out that the terms used interchangeably with self-esteem are self-respect, self-respect, self-acceptance, self-

esteem, self-worth, self-perception, and self-evaluation. Trainees' self-esteem of the trainees will affect their trust in their 

capacity and readiness to take an interest in social conduct. For the association, there are a few contentions for preparing 

assessment. It can legitimize the money related duties made, guarantee quality administration, give criticism to HR 

divisions and mentors to improve instructional classes, and help make progressively exact training courses to continue 

training decisions (Grohmann & Kauffeld, 2013; Karim et al., 2017; Le, 2017). There is often a need to address broader 

assessment issues, for example, investigating the determinants of effective preparing shifts so as to advance future 

instructional classes.  

The Kirkpatrick Program is an extremely well known and broadly utilized outline appraisal structure (Blau, Gibson, 

Bentley, & Chapman, 2017; Nuchso et al., 2016), Within Kirkpatrick's framework, the following four levels are 

distinguished: (1) response, that is, the emotional response of participants to training; (2) learning, that is, acquisition of 

methodologies, procedures and expert knowledge and attitude changes through training; (3) behavior, That is, applying 

training content (such as methodologies) at work; (4) results, in terms of organizational impact of training, such as results 

on time and cost (Kirkpatrick, 1967; Kirkpatrick & Kirkpatrick, 2006; Thisuwan, Prasittisa, & Kwangmuang, 2017; Wu, 

2017; Xiaoyun, Pan, & Mao, 2018; Pimonratanakan, Intawee, Krajangsaeng, & Pooripakdee, 2017). This study aims to 

evaluate the improvement in employee self-concept through experiential learning using Kirkpatrick four-level framework 

for summative evaluation. 

This study uses the Rosenberg (1965) self-esteem scale to measure the effect of employee participation in experiential 

learning goals to enhance self-esteem and improve their response, learning, behavior and organizational results. In short, 

the student's self-concept and soft skills seem to play an important role in the quality of the experience learning and 

training assessment. 

METHODOLOGY 

Training evaluation surveys (RSES and Q4TE) 

The Rosenberg (1965) self-esteem scale (RSES) and Q4TE self-report scale were used and each item is required to be 

scored according to a 5-point Likert scale, ranging from 1 (very disagreed) to 5 (very agree). The Rosenberg Self-Esteem 

Scale (RSES; Rosenberg (1965)) is one of the most widely used measures in self-esteem research (Donnellan et al., 2011). 

Regarding whether RSES assesses general self-esteem (GSE) as a factor (as conceptualized by Rosenberg (1965)) based on 

a mixture of 10 positively and negatively worded items (Boduszek et al., 2013; Quilty, Oakman, & Risko, 2006). A change 

in self-esteem is commonly viewed as a random variation or a response to external influence. Self-esteem was assessed 

using the reliable and valid a 10-item self-report Rosenberg (1965) Self-Esteem scale. 

Grohmann and Kauffeld (2013) addressed this problem was developed by Q4TE, an efficient and generally pertinent self-

revealing measure, particularly for specialists. The Q4TE covers every one of the four degrees of the Kirkpatrick 

assessment system. Level 1 responses are viewed as multidimensional and are generally partitioned into passionate 

reactions and utility decisions. Level 2, learning, alludes to the abilities and information gained in a preparation. Level 3, 
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conduct, alludes to changes in conduct as an outcome of preparing cooperation. Level 4, authoritative outcomes, is 

somewhat unknown in the Kirkpatrick model. To explain this, Q4TE considers three fundamental parts of surveying 

authoritative outcomes: subjective, time and monetary effect. Through the self-reporting program, Level 4 of Q4TE is 

designed to cover both qualitative and temporal impacts. Multi-focal point of view, it is worth noting that the Q4TE scale 

can assess knowledge applied to practice, individual and worldwide hierarchical outcomes. 

Procedure and Participants 

The scope of this study was experiential learning training institutions in Taiwan. An initial evaluation confirmed the 

number and time of these training units. Questionnaires confirmed training arrangements and average class numbers of 30 

people. The questionnaire was distributed and recovered between March and June 2017. 

This study mainly explored the self-identity of the trainees taking part in experiential learning. The survey included an 

evaluation of the experiential learning training program in Taiwan from March to June 2017 through are search 

questionnaire. The questionnaires were distributed and collected by mail and included a total of 1,447 pairs of matching 

samples, with a total of 1,312 pairs of valid questionnaires. 

RESULTS AND DISCUSSION 

Table 1 and Table 2 reveals a significant difference in the levels of self-esteem with mean values being higher after 

training (M=4.91, SD=.229) compared to before training (M=4.46, SD=.452).  

Table 1: Descriptive Statistical Analysis of Self-esteem (N=1312) 

Items Before (T1) After (T2) 

mean SD mean SD 

In general, I am very satisfied with myself. 4.12 .602 4.83 .379 

I am positive about myself. 4.30 .684 4.98 .148 

I feel I have a lot of good qualities. 4.11 .602 4.73 .451 

I can do the same with most other people. 4.02 .564 4.98 .148 

I feel that I am a valuable person, at least on the same plane as others. 4.04 .545 4.75 .445 

I hope that I can respect myself more. 4.32 .481 4.98 .186 

Sometimes I feel that I am not good at all. (-) re-coding 4.80 .408 4.98 .190 

I don’t think I have anything to be proud of. (-) re-coding 4.60 .523 4.98 .220 

All in all, I tend to think that I am a loser. (-) re-coding 4.78 .436 4.98 .192 

I certainly feel useless. (-) re-coding 4.81 .413 4.98 .174 

Total 4.46 .452 4.91 .229 

Table 2: Self-esteem of Paired Samples by t-Test (N=1312) 

Items t-Test Mean(T1-T2) 

In general, I am very satisfied with myself. -36.488*** -.710 

I am positive about myself. -35.816*** -.681 

I feel I have a lot of good qualities. -29.724*** -.616 

I can do the same with most other people. -60.744*** -.960 

I feel that I am a valuable person, at least on the same plane as others. -37.625*** -.708 

I hope that I can respect myself more. -49.213*** -.659 

Sometimes I feel that I am not good at all. (-) re-coding -16.065*** -.175 

I don’t think I have anything to be proud of. (-) re-coding -27.012*** -.375 

All in all, I tend to think that I am a loser. (-) re-coding -17.434*** -.200 

I certainly feel useless. (-) re-coding -16.154*** -.176 

Table 3: Descriptive Statistical Analysis of the Training Evaluation (N=1312) 

Variables/factors Items Mean SD 

Reaction Satisfaction I will maintain good memory training. 4.98 .173 

I truly like this sort of preparing.  4.98 .134 

Utility  4.98 .145 
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Preparing is excellent for my work.  4.98 .145 

Learning Knowledge  4.98 .153 

Taking an interest in this sort of preparing is extremely valuable 

for my work.  

4.98 .165 

Behavior Application 

to practice 

 4.98 .155 

After the preparation, I became familiar with the preparation 

content than previously.  

4.98 .155 

Organizational 

Results 

Individual  4.98 .143 

I took in a lot of new things in the preparation.  4.98 .145 

Global In general, in my opinion, the application of training content has 

promoted the workflow of our company. 

4.98 .155 

Overall, in my opinion, the organizational climate has improved 

due to training. 

4.98 .171 

Data from 1312 respondents were included in the Confirmatory Factor Analyses (CFA). The CFA was based on examining 

the covariance matrix using LISREL9.2 software. Table 4 with six latent, intercorrelated factors provided a good model fit, 

Chi-Square=9475.75 (df=449), NNFI=0.8, CFI=0.82, IFI=0.82, RMSEA=0.124 value indicated. In general, I am very 

satisfied with myself; I feel I have a lot of good qualities; I feel that I am a valuable person, at least on the same plane as 

others; I hope that I can respect myself more. Table 5 removed factor loadings less than 0.5, good model fit, Chi-

Square=4158.42 (df=237), NNFI=0.88, CFI=0.89, IFI=0.89, RMSEA=0.112. 

Table 4: Confirmatory Factor Analyses 

Factors Items Λ Se 

T1 T2 T1 T2 

self-esteem In general, I am very satisfied with myself. 0.9 0.27 0.19 0.93 

I am positive about myself. 0.81 0.75 0.34 0.44 

I feel I have a lot of good qualities. 0.91 0.21 0.17 0.95 

I can do the same with most other people. 0.88 0.77 0.23 0.41 

I feel that I am a valuable person, at least on the same plane as others. 0.89 0.24 0.21 0.94 

I hope that I can respect myself more. 0.5 0.67 0.75 0.55 

Sometimes I feel that I am not good at all. (-) re-coding 0.65 0.89 0.57 0.21 

I don’t think I have anything to be proud of. (-) re-coding 0.56 0.9 0.68 0.20 

All in all, I tend to think that I am a loser. (-) re-coding 0.65 0.89 0.58 0.20 

I certainly feel useless. (-) re-coding 0.66 0.89 0.57 0.20 

Reaction I will maintain good memory training. 0.91 0.17 

I really like this kind of training. 0.84 0.29 

Training is very good for my work. 0.93 0.14 

Participating in this kind of training is very useful for my work. 0.92 0.16 

Learning After the training, I learned more about the training content than 

before. 

0.94 0.12 

I learned a lot of new things in the training. 0.93 0.13 

Behavior In my daily work, I often use the knowledge I gained in training. 0.95 0.09 

I successfully applied the training content to my daily work. 0.91 0.16 

Organizationa

l results 

Since the training, I have been more content with my work. 0.94 0.11 

My job performance has improved through the application of the 

training contents. 

0.93 0.13 

Overall, it seems to me that the application of the training contents has 

facilitated the workflow in my company. 

0.94 0.12 

Overall, it seems to me that the organizational climate has improved 

due to the training. 

0.86 0.25 

Table 5: Second of Confirmatory Factor Analyses (Removal Factor Loadings Less than .5) 

Factors Items Λ Se 

T1 T2 T1 T2 

self-

esteem 

In general, I am very satisfied with myself. (DELETE) -- -- -- -- 

I am positive about myself. 0.81 0.75 0.34 0.44 

I feel I have a lot of good qualities. (DELETE) -- -- -- -- 
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I can do the same with most other people. 0.88 0.77 0.23 0.41 

I feel that I am a valuable person, at least on the same plane as others. 

(DELETE) 

-- -- -- -- 

I hope that I can respect myself more (DELETE) -- -- -- -- 

Sometimes I feel that I am not good at all. (-) re-coding 0.65 0.89 0.57 0.21 

I don’t think I have anything to be proud of. (-) re-coding 0.56 0.9 0.68 0.20 

All in all, I tend to think that I am a loser. (-) re-coding 0.65 0.89 0.58 0.20 

I certainly feel useless. (-) re-coding 0.66 0.89 0.57 0.20 

Reaction I will maintain good memory training. 0.91 0.17 

I really like this kind of training. 0.84 0.29 

Training is very good for my work. 0.93 0.14 

Participating in this kind of training is very useful for my work. 0.92 0.16 

Learning After the training, I learned more about the training content than before. 0.94 0.12 

I learned a lot of new things in the training. 0.93 0.13 

Behavior In my daily work, I often use the knowledge I gained in training. 0.95 0.09 

I successfully applied the training content to my daily work. 0.91 0.16 

Organizat

ional 

results 

Since the training, I have been more satisfied with my work. 0.94 0.11 

By applying the training content, my work performance has improved. 0.93 0.13 

In general, in my opinion, the application of training content has promoted 

the workflow of our company. 

0.94 0.12 

Overall, in my opinion, the organizational climate has improved due to 

training. 

0.86 0.25 

This model has acceptable fit to the data χ2 (249) =4858.21, N =1312, CFI = 0.88, IFI = 0.88, RMSEA = 0.119). The 

structure equitation model (SEM) in Figure 1 shows the significant paths of the resulting model. We tested a SEM 

comprising direct and indirect effects. Self-esteem (T1) (β=0.33, p<.001) was positively connected to the self-esteem (T2) 

which in turn, positively affected the training evaluation (β=0.81, p<.001). 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Structural Model 

 

Training evaluation includes reaction, learning, behavior, organizational results. This model has acceptable fit to the data 

χ2 (247) =7439.65, N =1312, CFI = 0.84, IFI = 0.84, RMSEA = 0.149). The structure equitation model (SEM) in Figure 2 

shows the significant paths of the resulting model. We tested a SEM comprising direct and indirect effects. Self-esteem 

(T1) (β=0.29, p<.001) was positively connected to the self-esteem (T2) which had a positive effect on the reaction (β=0.95, 

p<.001), learning (β=0.93, p<.001), behavior (β=0.98, p<.001), and organizational results (β=0.98, p<.001).  
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Figure 2: Structural Model focus in Training Evaluation Four Level 

CONCLUSION AND SUGGESTIONS 

Professional experiential learning instructors can positively influence how the organization system participates in the 

development of understudies' confidence. Set up a connection between confidence and positive social communication and 

emotionally supportive networks (Bandura, 1977; Bandura, 1986; Duys & Hobson, 2004). Therefore, the proposed 

experiential learning gives a chance to respond between confidence and relational communication abilities, which thusly 

improves students' trust in their work and life potential. The cultivation of self-respect can not only have a positive impact 

on the success of work and life but also lay the foundation for self-management behavior, providing lifelong service and 

career-oriented efforts for the students. Students who are confident in their potential have demonstrated to be increasingly 

persuaded to challenge themselves and look for new learning chances, even if their work exceeds their comfort or 

perceived skills (Snowman & Biehler, 2012). Experiential learning can strengthen the self-esteem of the trainees, and the 

elevated self-esteem can effectively improve the training experience of the trainees in their reaction, learning, behavior and 

organizational results. This study confirms that experiential learning used in organizational education and training can 

improve the effectiveness of training. 

ACKNOWLEDGEMENT 

This research was partially supported by the Ministry of Science and Technology, Taiwan, R.O.C. under Grant no. MOS 

105-2410-H-164-002 & MOS 106-2410-H-164-001-SSS. This research plan was submitted to the Institutional Review 

Board for review, JEN-AI HOSPITAL IRB no. 105-23. 

REFERENCES 

1. Abdullah, N. H., Laily Ramli, N. H., & Rafek, M. (2017). Mass lecture in language learning: What do the boys 

and girls think? Journal of Advances in Humanities and Social Sciences, 3(2), 115-123. 

https://doi.org/10.20474/jahss-3.2.5 

2. Aguinis, H., & Kraiger, K. (2009). Benefits of training and development for individuals and teams, organizations, 

and society. Annual Review of Psychology, 60, 451-474. https://doi.org/10.1146/annurev.psych.60.110707.163505 

3. Aldhafeeri, F. M., & Alajmi, M. R. (2017). Towards excelled mobile learning implementation in Kuwait 

university: Aspects and obstacles of use and non-use. Journal of Advances in Humanities and Social Sciences, 

3(5), 264-281. https://doi.org/10.20474/jahss-3.5.3 

4. Arens, A. K., Yeung, A. S., Craven, R. G., & Hasselhorn, M. (2011). The twofold multidimensionality of 

academic self-concept: Domain specificity and separation between competence and affect components. Journal of 

Educational Psychology, 103(4), 970. https://doi.org/10.1037/a0025047 

5. Ashaari, M. F. (2017). The adoption and adaptation of online learning models in the framework of online da’wah. 

International Journal of Humanities, Arts and Social Sciences, 3(1), 1-8. https://doi.org/10.20469/ijhss.3.20001-1 

6. Bandmir, S. M. A. A. & Mehrpouyan, A. (2015). Designing and implementing knowledge industry: An 

integrative framework for universities. Journal of Advances in Humanities and Social Sciences, 1(1), 29-41. 

https://doi.org/10.20474/jahss1.1.4 

7. Bandura, A. (1977). Self-efficacy: toward a unifying theory of behavioral change. Psychological review, 84(2), 

191. https://doi.org/10.1037/0033-295X.84.2.191 

8. Bandura, A. (1986). Fearful expectations and avoidant actions as coeffects of perceived self-inefficacy. American 

Psychologist, 41, 1389-1391. https://doi.org/10.1037/0003-066X.41.12.1389 

Reaction 

Learning 

Behavior 

Self-esteem (T2) 

 

Self-esteem (T1) 

Organizational 

Results 

Organizatio

nal 

results 

Organizatio

nal 

results 

0.29*** 

0.95*** 

 

 

 

0.93*** 

 

0.98*** 

 

 

0.98*** 

Chi-Square=7439.65(df=247), NNFI=0.83, CFI=0.84, 

IFI=0.84, RMSEA=0.149, N=1312 

https://www.google.com/search?client=firefox-b-d&q=ACKNOWLEDGEMENT&spell=1&sa=X&ved=0ahUKEwjaqPO3ovPkAhUv4HMBHS1aA7AQkeECCCwoAA
https://doi.org/10.20474/jahss-3.2.5
https://doi.org/10.1146/annurev.psych.60.110707.163505
https://doi.org/10.20474/jahss-3.5.3
https://doi.org/10.1037/a0025047
https://doi.org/10.20469/ijhss.3.20001-1
https://doi.org/10.20474/jahss1.1.4
https://doi.org/10.1037/0033-295X.84.2.191
https://doi.org/10.1037/0003-066X.41.12.1389


Humanities & Social Sciences Reviews 
 eISSN: 2395-6518, Vol 7, No 5, 2019, pp 165-173 

https://doi.org/10.18510/hssr.2019.7521 

171 |www.hssr.in                                                                                                                                                               © Liao  

9. Basoglu, B. (2017). YouTube or writing tube: A technology-mediated learning tool for TESOL. International 

Journal of Humanities, Arts and Social Sciences, 3(3), 98-105. https://doi.org/10.20469/ijhss.3.20001-3 

10. Blau, G., Gibson, G., Bentley, M., & Chapman, S. (2012). Testing the impact of job‐related variables on a utility 

judgment training criterion beyond background and affective reaction variables. International Journal of Training 

and Development, 16(1), 54-66. https://doi.org/10.1111/j.1468-2419.2011.00390.x 

11. Bo Shing, L. A., & Xiaodie P. J. (2017). Exploring the relationship between leadership, organizational culture, 

trust, and effectiveness of knowledge sharing by forced learning. Journal of Administrative and Business Studies, 

3(2), 89-104. https://doi.org/10.20474/jabs-3.2.4 

12. Boduszek, D., Hyland, P., Dhingra, K., & Mallett, J. (2013). The factor structure and composite reliability of the 

Rosenberg Self-Esteem Scale among ex-prisoners. Personality and individual differences, 55(8), 877-881. 

https://doi.org/10.1016/j.paid.2013.07.014 

13. Branden, N. (1969). The Psychology of Self-Esteem: A New Concept of Mans Psychological Nature. Los 

Angeles, CA: Nash Publishing. 

14. Bunchutrakun, C., Lieungnapar, A., Wangsomchok, C., & Aeka, A. (2016). A corpus-based approach to learning 

a tour guide talk. International Journal of Humanities, Arts and Social Sciences, 2(2), 58-63. 

https://doi.org/10.20469/ijhss.2.20002-2 

15. Byrne, B. M.  (1996). Measuring Self-Concept across the Life Span Issues and Instruction. Washington, DC, WA: 

American Psychological Association. https://doi.org/10.1037/10197-000 

16. Chadyiwa, M., & Mgutshini, T. (2015). Using mobile handheld devices as tools of learning and teaching for 

Student EHPS: A blessing or a curse? International Journal of Humanities, Arts and Social Sciences, 1(2), 85-91. 

17. Combs, J., Liu, Y., Hall, A., & Ketchen, D. (2006). How much do high‐performance work practices matter? A 

meta‐analysis of their effects on organizational performance. Personnel psychology, 59(3), 501-528. 

https://doi.org/10.1111/j.1744-6570.2006.00045.x 

18. Coopersmith, S. (1967). The Antecedents of Self-Esteem. San Francisco: W. H. Freeman and Company. 

19. Daly, J. A., & Diesel, C. A. (1992). Measures of communication‐related personality variables. Communication 

Education, 41(4), 405-414. https://doi.org/10.1080/03634529209378902 

20. Donnellan, M. B. Trzesniewski, K. H. & Robins, R. W. (2011). Self-Esteem: Enduring Issues and Controversies. 

In T. Chamorro-Premuzic, S. von Stumm, & A. Furnham (Eds.), The Wiley-Blackwell handbook of individual 

differences (pp. 718-746). New York, NY: Wiley-Blackwell. https://doi.org/10.1002/9781444343120.ch28 

21. Duys, D. K., & Hobson, S. M. (2004). Reconceptualizing Self‐Esteem: Implications of Kegan's 

Constructive‐Developmental Model for School Counselors. The Journal of Humanistic Counseling, Education 

and Development, 43(2), 152-162. https://doi.org/10.1002/j.2164-490X.2004.tb00015.x 

22. Fenwick, T. J. (2000). Expanding conceptions of experiential learning: A review of the five contemporary 

perspectives on cognition. Adult Education Quarterly, 50(4), 243-272. 

ttps://doi.org/10.1177/07417130022087035 

23. Giangreco, A., Carugati, A., & Sebastiano, A. (2010). Are we doing the right thing? Food for thought on training 

evaluation and its context. Personnel Review, 39(2), 162-177. https://doi.org/10.1108/00483481011017390 

24. Grohmann, A., & Kauffeld, S. (2013). Evaluating training programs: Development and correlates of the 

questionnaire for professional training evaluation. International Journal of Training and Development, 17(2), 

135-155. https://doi.org/10.1111/ijtd.12005 

25. Grossman, R., & Salas, E. (2011). The transfer of training: what really matters. International Journal of Training 

and Development, 15(2), 103-120. https://doi.org/10.1111/j.1468-2419.2011.00373.x 

26. Hashim, H., Salam, S., & Mahfuzah Mohamad, S. N. (2017). Investigating learning styles for adaptive Massaive 

Open Online Cource (MOOC) learning. Journal of Advances in Humanities and Social Sciences, 3(5), 282-292. 

https://doi.org/10.20474/jahss-3.5.4 

27. Husain, Y. S., & Husin, N. H. (2017). Knowledge sharing behavior, job attitudes, OCB and organizational 

learning culture. Journal of Administrative and Business Studies, 3(4), 162-170. https://doi.org/10.20474/jabs-

3.4.1 

28. Jacolbia, R. B. (2015). Gender equality learning materials methods and strategies subject matter evaluation. 

Journal of Advances in Humanities and Social Sciences, 1(1), 9-18. 

29. James, W. (1980). The Self and Its Selves (pp. 161-166). In Social Theory: The Multicultural Readings, edited by 

C. Lemert. Philadelphia: Westview Press. 

30. Jiusto, S., & DiBiasio, D. (2006). Experiential learning environments: Do they prepare our students to be 

self‐directed, life‐long learners? Journal of Engineering Education, 95(3), 195-204. 

https://doi.org/10.1002/j.2168-9830.2006.tb00892.x 

31. Karim, M. H. Elyas, K. M. Mahmood, S. N. & Hossein, A. (2017). Evaluation of human resources re-engineering 

and knowledge management processes on the economy of Sirjan free trade zone (Iran). International Journal of 

Business and Economic Affairs, 2(2), 127-134. https://doi.org/10.24088/IJBEA-2017-22006 

32. Kirkpatrick, D. L. & Kirkpatrick, J. D. (2006). Evaluating Training Programs: The Four Levels. San Francisco, 

CA: Berrett-Koehler. 

33. Kirkpatrick, D. L. (1967). Evaluation of Training’, In R. L. Craig and L. R. Bittel (eds), Training and 

Development Handbook: A Guide to Human Resource Development. New York, NY: McGraw-Hill. 

https://doi.org/10.20469/ijhss.3.20001-3
https://doi.org/10.1111/j.1468-2419.2011.00390.x
https://doi.org/10.20474/jabs-3.2.4
https://doi.org/10.1016/j.paid.2013.07.014
https://doi.org/10.20469/ijhss.2.20002-2
https://doi.org/10.1037/10197-000
https://doi.org/10.1111/j.1744-6570.2006.00045.x
https://doi.org/10.1080/03634529209378902
https://doi.org/10.1002/9781444343120.ch28
https://doi.org/10.1002/j.2164-490X.2004.tb00015.x
https://doi.org/10.1177/07417130022087035
https://doi.org/10.1108/00483481011017390
https://doi.org/10.1111/ijtd.12005
https://doi.org/10.1111/j.1468-2419.2011.00373.x
https://doi.org/10.20474/jahss-3.5.4
https://doi.org/10.20474/jabs-3.4.1
https://doi.org/10.20474/jabs-3.4.1
https://doi.org/10.1002/j.2168-9830.2006.tb00892.x
https://doi.org/10.24088/IJBEA-2017-22006


Humanities & Social Sciences Reviews 
 eISSN: 2395-6518, Vol 7, No 5, 2019, pp 165-173 

https://doi.org/10.18510/hssr.2019.7521 

172 |www.hssr.in                                                                                                                                                               © Liao  

34. Kolb, D. A. (2015). Experiential learning: Experience as the source of learning and development. Upper Saddle 

River, NJ: Pearson Education. 

35. Kongmanus, K. (2016). Development of project-based learning model to enhance educational media business 

ability for undergraduate students in educational technology and communications program. Journal of Advances 

in Humanities and Social Sciences, 2(5), 287-296. https://doi.org/10.20474/jahss-2.5.5 

36. Le, Q. A. (2017). The impact of globalisation on the reform of higher education in Vietnam. International Journal 

of Business and Economic Affairs, 1(1), 29-35. https://doi.org/10.24088/IJBEA-2016-11005 

37. Lee, C. Y. Lin, J. Y. & Chang, R. I. (2018). Improve quality and efficiency of textile process using data-driven 

machine learning in industry 4.0. International Journal of Technology and Engineering Studies, 4(1), 64-76. 

https://doi.org/10.20469/ijtes.4.10004-2 

38. Lee, C., Lee, H., Lee, J., & Park, J. (2014). A multiple group analysis of the training transfer model: exploring the 

differences between high and low performers in a Korean insurance company. The International Journal of 

Human Resource Management, 25(20), 2837-2857. https://doi.org/10.1080/09585192.2014.934887 

39. Malinda, M. (2018). Effectiveness of entrepreneurship and innovation learning methods. Case study at Universitas 

Kristen Maranatha, Bandung, Indonesia. International Journal of Business and Administrative Studies, 4(3), 122-

128. https://doi.org/10.20469/ijbas.4.10004-3 

40. Manabete, S. S., & Umar, Bobboi. (2018). Technical and vocational education and training for job creation in 

Nigeria. International Journal of Business and Administrative Studies, 4(1), 21-30. 

https://doi.org/10.20469/ijbas.4.10003-1 

41. Marsh, H. W., & Craven, R. G. (2006). Reciprocal effects of self-concept and performance from a 

multidimensional perspective: Beyond seductive pleasure and unidimensional perspectives. Perspectives on 

psychological science, 1(2), 133-163. https://doi.org/10.1111/j.1745-6916.2006.00010.x 

42. Marsh, H. W., & Martin, A. J. (2011). Academic self‐concept and academic achievement: Relations and causal 

ordering. British Journal of Educational Psychology, 81(1), 59-77. https://doi.org/10.1348/000709910X503501 

43. McCarthy, M. (2010). Experiential learning theory: From theory to practice. Journal of Business & Economics 

Research, 8(5), 131-139. https://doi.org/10.19030/jber.v8i5.725 

44. Misbah, Dewantara, D. & Mahtari, S. (2018). Physics learning based on wetlands and banjar culture. 

International Journal of Applied and Physical Sciences, 4(1), 21-28. https://doi.org/10.20469/ijaps.4.50004-1 

45. Modupe, H. (2010). Developing positive self-concept and self-esteem as panacea for industrial development and 

harmony in a work-race. Academic Leadership: The Online Journal, 8(3), 14. 

46. Mohamad, S. N. M. Sazali, N. S. S. & Salleh, M. A. M. (2018). Gamification approach in education to increase 

learning engagement. International Journal of Humanities, Arts and Social Sciences, 4(1), 22-32. 

https://doi.org/10.20469/ijhss.4.10003-1 

47. Moote Jr, G. T., & Wodarski, J. S. (1997). The acquistion of life skills through adventure-based activities and 

programs: a review of the literature. Adolescence, 32(125), 143. 

48. Naik, S. V.  & Laxman, K. (2017). A study on the design/development time of e-learning projects in New Zealan. 

Journal of Advances in Humanities and Social Sciences, 3(1), 1-9. https://doi.org/10.20474/jahss-3.1.1 

49. Nuchso, N., Tuntivivat, S., & Klayklueng, P. (2016). The effect of learning organization and servant leadership on 

child-centered teaching behavior with the mediating role of knowledge sharing in education of Chanthaburi 

Diocese schools. International Journal of Humanities, Arts and Social Sciences, 2(5), 181-188. 

https://doi.org/10.20469/ijhss.2.20004-5 

50. Oak, J. W. (2017). Analysis of nursing student's experience of selfdirected learning for medication practices using 

NVivo11: Focusing on application of gamification. Journal of Advances in Health and Medical Sciences, 3(3), 

117-127 

51. Pimonratanakan, S., & Pooripakdee, S. (2017). The Human Resource Development in the Learning Organization 

for the Organizational Development. International Journal of Business and Economic Affairs, 2(3), 183-192. 

https://doi.org/10.24088/IJBEA-2017-23003 

52. Pimonratanakan, S., Intawee, T., Krajangsaeng, K., & Pooripakdee, S. (2017). Transformational leadership 

climate through learning organization toward the organizational development. Journal of Administrative and 

Business Studies, 3(6), 284-291. https://doi.org/10.20474/jabs-3.6.3 

53. Quilty, L. C., Oakman, J. M., & Risko, E. (2006). Correlates of the Rosenberg self-esteem scale method effects. 

Structural Equation Modeling, 13(1), 99-117. https://doi.org/10.1207/s15328007sem1301_5 

54. Rabahi, M., Yusof, H., & Awang, M. (2016). Model of hope: leading learning among the indigenous Orang Asli 

students. International Journal of Humanities, Arts and Social Sciences, 2(1), 1-12. 

https://doi.org/10.20469/ijhss.2.20001-1 

55. Retelsdorf, J., Köller, O., & Möller, J. (2014). Reading achievement and reading self-concept–Testing the 

reciprocal effects model. Learning and Instruction, 29, 21-30. https://doi.org/10.1016/j.learninstruc.2013.07.004 

56. Rogers, C. (1951). Client-centered therapy: Its practice, implications and theory. Boston, MA: Houghton Mifflin. 

57. Rosenberg, M. (1965). Society and the Adolescent Self-Image. Princeton, NJ: Princeton University Press. 

https://doi.org/10.1515/9781400876136 

58. Shavelson, R. J., Hubner, J. J., & Stanton, G. C. (1976). Self-concept: Validation of construct interpretations. 

Review of Educational Research, 46(3), 407-441. https://doi.org/10.3102/00346543046003407 

https://doi.org/10.20474/jahss-2.5.5
https://doi.org/10.24088/IJBEA-2016-11005
https://doi.org/10.20469/ijtes.4.10004-2
https://doi.org/10.1080/09585192.2014.934887
https://doi.org/10.20469/ijbas.4.10004-3
https://doi.org/10.20469/ijbas.4.10003-1
https://doi.org/10.1111/j.1745-6916.2006.00010.x
https://doi.org/10.1348/000709910X503501
https://doi.org/10.19030/jber.v8i5.725
https://doi.org/10.20469/ijaps.4.50004-1
https://doi.org/10.20469/ijhss.4.10003-1
https://doi.org/10.20474/jahss-3.1.1
https://doi.org/10.20469/ijhss.2.20004-5
https://doi.org/10.24088/IJBEA-2017-23003
https://doi.org/10.20474/jabs-3.6.3
https://doi.org/10.1207/s15328007sem1301_5
https://doi.org/10.20469/ijhss.2.20001-1
https://doi.org/10.1016/j.learninstruc.2013.07.004
https://doi.org/10.1515/9781400876136
https://doi.org/10.3102/00346543046003407


Humanities & Social Sciences Reviews 
 eISSN: 2395-6518, Vol 7, No 5, 2019, pp 165-173 

https://doi.org/10.18510/hssr.2019.7521 

173 |www.hssr.in                                                                                                                                                               © Liao  

59. Snowman, J., McCown, R., & Biehler, R. (2012). Psychology applied to teaching (13. b.). Canada: Wadsworth, 

Cengage Learning. 

60. Tablatin, C. L. S. Patacsil, F. F. & Cenas, P. V. (2016). Design and development of an information technology 

fundamentals multimedia courseware for dynamic learning environment. Journal of Advances in Technology and 

Engineering Studies, 2(5), 202-210. https://doi.org/10.20474/jater-2.6.5 

61. Tangen, D., Henderson, D., Alford, J., Hepple, E., Alwi, A., Abu Hassan Shaari, Z., & Alwi, A. (2017). Shaping 

global teacher identity in a short-term mobility programme. Asia-Pacific Journal of Teacher Education, 45(1), 23-

38. https://doi.org/10.1080/1359866X.2015.1119803 

62. Thisuwan, J. Prasittisa, K. & Kwangmuang, P. (2017). The framework of learning innovation to enhance 

knowledge construction and scientific thinking for students in basic education. International Journal of Applied 

and Physical Sciences, 3(3), 68-74. https://doi.org/10.20469/ijaps.3.50003-3 

63. Wu, A. A. (2017). A study on learning achievement of integrated songs of Chinese history dynasties into Chinese 

language teaching at third grade in junior college. Journal of Humanities, Arts and Social Sciences, 3(5), 192-196. 

https://doi.org/10.20469/ijhss.3.20001-5 

64. Xiaoyun, Pan., & Siqi, Mao. (2018). The number of virtual learning environment and their effective using impact 

on students’ information literacy. Journal of Advances in Humanities and Social Sciences 4(2), 93-103. 

https://doi.org/10.20474/jahss-4.2.4 

 

https://doi.org/10.20474/jater-2.6.5
https://doi.org/10.1080/1359866X.2015.1119803
https://doi.org/10.20469/ijaps.3.50003-3
https://doi.org/10.20469/ijhss.3.20001-5
https://doi.org/10.20474/jahss-4.2.4

