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Learning Methods 
 

There are three commonly identified styles of learning. Visual learners are seen to learn and 
remember best when dealing with visual imagery. Auditory (hearing) learners are spoken of as 
responding best by talking and listening. Kinaesthetic (touch and movement) learners feel most 
comfortable using their hands and through movements. 
 
How to work out what style suits you? You may instinctively know already, but read the above 
paragraph again. It says ‘visual learners are seen’, ‘auditory learners are spoken of’ and ‘kinaesthetic 
feel most comfortable’. The choice of verb relates to the learning style. When you talk, do you use 
phrases like ‘I see’, ‘I hear you’ or ‘I can handle it’? These are important clues to the way you think. 
 
The websites listed below can help you identify a style of learning that may suit you. Each person will 
have a mix of the three different styles, so it’s not to say that only one approach will suit a particular 
learner. Merely that it may help the individual learner identify strategies to keep on learning 
throughout their careers. 
 
 
http://www.howtolearn.com/personal.html 
http://agelesslearner.com/assess/learningstyle.html 
 

Visual 
If you are primarily a visual learner, you will tend to prefer written information whether you’re reading 
it or writing notes. The chances are you will think in pictures. Even making notes of notes you have 
been handed will help with remembering the information. Diagrams and pictures come in useful, to an 
extent the more the better. 
 

Auditory 
If you listen to a class or lecture and only take notes afterwards, you are probably mostly an auditory 
learner. The spoken word is most useful and you are probably quite a good talker, too, and are able 
to talk through problems. Listening and repeating information are important. If you read written 
information out loud it will help you remember. Discussions, debates and spoken reports are a good 
way for you to learn. Study skills – finding your own way to learn 
 

Kinaesthetic 
Calm surroundings don’t necessarily suit you, and you might appear to others to be 
disorganised. You learn best when imitating the lesson to be learnt and by practice. You learn by 
doing, rather than by visualising or talking things through. Where appropriate, making models or 
experimenting with different approaches may come in handy. 
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Honey and Mumford's learning cycle  
 

 Having an experience  

 Reflecting on it  

 Drawing their own conclusions (theorizing)  

 Putting their theory into practice to see what happens  
 
Based on the result, they can then move round the circle again, jump in any part of the cycle, and 
then quit when they deem them self as successful (learned the task or material). Their model would 
look like:  

 

Reflector –  
 Prefers to learn from activities that allow them to watch, think, and review (time to think 

things over) what has happened. Likes to use journals and brainstorming. Lectures are 
helpful if they provide expert explanations and analysis.  

 

Theorist –  
 Prefer to think problems through in a step-by-step manner. Likes lectures, analogies, 

systems, case studies, models, and readings. Talking with experts is normally not helpful.  
 

Pragmatist –  
 Prefers to apply new learning’s to actual practice to see if they work. Likes laboratories, field 

work, and observations. Likes feedback, coaching, and obvious links between the task-on-
hand and a problem.  

 

Activist –  
 Prefers the challenges of new experiences, involvement with others, assimilations and role-

playing. Likes anything new, problem solving, and small group discussions 
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Learner Motivation 

 

Most motivation theorists assume that 
motivation is involved in the 
performance of all learned responses; 
that is, a learned behaviour will not 
occur unless it is energized. The major 
question among psychologists, in 
general, is whether motivation is a 
primary or secondary influence on 
behaviour. That is, are changes in 
behaviour better explained by principles 
of environmental/ecological influences, 
perception, memory, cognitive development, emotion, explanatory style, or personality or are 
concepts unique to motivation more pertinent. 
 
 

Sources of Motivational Needs 

behavioural/ 

external (Extrinsic) 

 elicited by stimulus associated/connected to innately connected 

stimulus  

 obtain desired, pleasant consequences (rewards) or escape/avoid 

undesired, unpleasant consequences  

social (Extrinsic/Intrinsic) 

  

 imitate positive models  

 be a part of a group or a valued member  

Biological (Intrinsic) 

 increase/decrease stimulation (arousal)  

 activate senses (taste, touch, smell, etc.  

 decrease hunger, thirst, discomfort, etc.  

 maintain homeostasis, balance  

Cognitive (Intrinsic) 

 maintain attention to something interesting or threatening  

 develop meaning or understanding  

 increase/decrease cognitive disequilibrium; uncertainty  

 solve a problem or make a decision  

 figure something out  

 eliminate threat or risk  

Affective  (Intrinsic) 

 increase/decrease affective dissonance  

 increase feeling good  

 decrease feeling bad  

 increase security of or decrease threats to self-esteem  

 maintain levels of optimism and enthusiasm  

Conative  (Intrinsic) 

 meet individually developed/selected goal  

 obtain personal dream  

 develop or maintain self-efficacy  

 take control of one's life  

 eliminate threats to meeting goal, obtaining dream  

 reduce others' control of one's life  

Spiritual  (Intrinsic) 
 understand purpose of one's life  

 connect self to ultimate unknowns  
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Motivation Models 

Abraham Maslow (1954) attempted to synthesize a large body of research related to human 
motivation. Prior to Maslow, researchers generally focused separately on such factors as biology, 
achievement, or power to explain what energizes, directs, and sustains human behaviour. Maslow 
posited a hierarchy of human needs based on two groupings: deficiency needs and growth needs. 
Within the deficiency needs, each lower need must be met before moving to the next higher level. 
Once each of these needs has been satisfied, if at some future time a deficiency is detected, the 
individual will act to remove the deficiency. The levels of the hierarchy are:  

 

1. Physiological: hunger, thirst, bodily 
comforts, etc.;  

2. Safety/security: out of danger;  
3. Belonginess and Love: affiliate with 

others, be accepted; and  
4. Esteem: to achieve, be competent, gain 

approval and recognition. 
5. Cognitive: to know, to understand, and 

explore;  
6. Aesthetic: symmetry, order, and beauty;  
7. Self-actualization: to find self-fulfilment 

and realize one's potential; and  
8.  Self-transcendence: to connect to 

something beyond the ego or to help 
others find self-fulfilment and realize their potential. 

 
According to Maslow, an individual is ready to act upon the growth needs if and only if the deficiency 
needs are met. Maslow's initial conceptualization included only one growth need--self-actualization. 
Self-actualized people are characterized by:  
 

 being problem-focused 

 incorporating an ongoing freshness of appreciation of life  

 a concern about personal growth 

 the ability to have peak experiences.  

  
Maslow later differentiated the growth need of self-actualization, specifically naming two lower-level 
growth needs prior to general level of self-actualization (levels 5 – 8) 
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Self Esteem 

Increasing self-esteem results when success is improved relative to expectations. Bandura's (1997) 
research on the importance of self-efficacy could be thought of as a measure of pretensions or 
expectations. He also stated that one's mastery experiences related to success is the major influence 
on one's self-efficacy. Bandura showed that modelling and social persuasion (giving encouragement) 
can also be helpful, but not as much as being successful previously on the same or a similar task.  

As self-efficacy and self-esteem are both constructed by one's conscious reflections, it would appear 
that educators and parents should provide experiences that allow students to master relatively 
specific content and skills rather than attempting to boost self-esteem directly through other means. 
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Assessment  
 
In order to set assessment criteria it is necessary to begin by establishing which learning outcome(s) 
are being assessed and to consider the method of assessment that is being used. The next step is to 
create a list of attributes or requirements needed in order to successfully complete the set task. 
These requirements may need to be put into the context of the subject on which the assessment is 
based, although some attributes are common to the type of assessment adopted. Once this list is 
created, it should be categorised and the essential requirements transformed into appropriate criteria. 
Once created, the criteria must be checked to ensure that they are measurable and unambiguous. 

 
 
Assessment Methods 

Listed below is an introductory guide to help you broaden your options when choosing an 
assessment method most suited to your students, your curriculum and teaching and learning 
strategies. The following categories of assessment methods are presented here: 

 Examination 

 Testing 

 Written Assignments 

 Oral Assessments 

 Visual Assessment 

 Other Methods 

 
 

 
Formative assessment 
Formative assessment is where the learner is encouraged during an actual learning event such as 
learning to drive. The ‘teacher’ may pass comment to the learner that the gear change was smooth 
and that the corner was handled well, although it would be nice to use the indicator next time. The 
driving instructor is being supportive of his learner by offering encouragement, but will also make 
suggestions and comments to further aid the progression of the learner. 
 
 

Summative assessment 
Summative assessment occurs at the end of a task or project. If we use our analogy of a driving 
lesson, then let’s take it to the next level and sit our driving test with the examiner. The examiner 
informs us of the route we are to take and various tasks that we need to complete but the examiner is 
quite throughout. On the return to the test centre the examiners with inform us whether we passed 
the exam or not. The examiner will also report back to us on what we did correctly and what we did 
not. In essence the examiner offers us a summary of the driving test. 
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