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AN INTERACTIVE APPROACH FOR NEW CAREERS:
THE ROLE OF LEARNING OPPORTUNITIES AND LEARNING BEHAVIOR

This study examined the learning process at work from an individual perspective. Different kinds
of learning opportunities and learning behavior were examined as (a) predictors of career development and
(b) moderators of the development process on the job. Survey data from early-career MBAs were analyzed
by performing hierarchical regressions and difference-of-means tests. Results indicated that the total amount
of developmental job opportunities has a positive influence on individual perceptions of career
development, with support as a learning component in particular. The data also suggested that individual’s
learning behavior affects career development, measured by both perceived and objective indicators.
Furthermore, we found interaction effects on career success of several |earning opportunities in combination
with different kinds of learning behavior. The results of this study support the notion that developmental
jobs enhance career development. However, individual’s learning behavior should also be regarded as a
way in which an individual can take own responsibility for their learning and development in today’s

boundaryless career context.

Today's boundaryless career enwironment  indicates  individuds own
respongbility for their learning and development. In this paper, we will focus on this
notion both from an individual and an organizational perspective. To take this
respongbility, individuds have to be aware of their learning opportunities in their jobs.
Besdes, current workers have a persona incentive to grow and develop. This enables
them to be free agents of their careers, ‘pack ther own parachute’, and to follow their
‘path with a heart’. Enactment is the success factor in their careers (Weick, 1996).

Given these dements of the current career context, learning and development
form the substance of today’s employment contract. These dements imply a ‘teke away
learning and development’ concept: Individuas do their job in order to learn and develop
their knowledge and skills. This is their baggage in their career. Organizations have to
provide these ‘goods in order to recruit and commit employees. However, if these goods
are no longer provided or, if another firm does a better job of providing them, employees
will leave the company taking away the learned skills and knowledge they need for ther
career. In this context, an individud’'s company change will be a loss of learning and

human potentid for the organization. So, a hedthy deveopmentd environment will be a



benefit for both the organization and the individud.

Not only learning opportunities are worthwhile for an individuad in current career
environment. It is important to redize that any particular chdlenging job may not be
developmental for everyone and therefore may be in different ways related to career
outcomes and persond development. The same job may have different developmenta
competent for different persons for a variety of reasons. Fird, individuads may have
different career higtories, and the job may be more of a trandtion and thus more difficult
for one individud than for another. Second, individuds with certan persondity types
may be more likdy to clash with therr boss or have difficulty getting into networks in the
organization. Third, individuds play an important role in shaping ther jobs thus one
individud may look for more opportunities to create change than someone ese would.

In other words, not everyone has the same capacity (Morrison and Brantner, 1992)
or ability to learn from experience (Burke, 1989) or differ in their approach to learning
(Van der Suis, 1999; Dechant, 1990; Kelleher, Finestone and Lowy, 1986). The way in
which an individud leans or the amount in which she is ale to leam matter. An
individud’s way of learning, that is the learning behavior, will effect the kind and extent
of learning from any particular Stuation.

Basad on these naotions, it is hardly surprisng that research suggests that both the
learning context and learning behavior influence occupdtiona achievement (Spreitzer et
al., 1997, Colardli et al., 1987; Hoeksema, 1995; McCauley et al., 1994). The theory
behind this research arises from the cognitive learning theory and the socid congruction
theory. The former implicitly conceptudizes learners, divorced from ther socid,
higoricd and culturd context (Rogoff and Lave, 1984) and the laiter views learners as
socid beings who condruct their undersgtanding and learn from socid interaction within
spcific socio-cultural  settings (Bruner and Hast, 1987). A combinaion of these two
theories is cdled the interactive gpproach. The interactive perspective has been recently
described as a perspective that gives a centrd role to interconnections and relaions
between an individud and the organizationd context (Richter, 1998). In a dmilar vein,
this approach suggests that the outcomes of the learning process are a result of the

interaction of persona and organizationa characteridtics.



In our research, we examined the developmental process a work from this
perspective. We therefore looked a both indviduad and contextua factors, eg. learning

behavior and 1eaming opportunities. These two factors are explained below.

Learning opportunities

McCauley et a. (1994) looked at components or features of jobs that foster
learning about managerial responsibilities. They examined which developmental
opportunities of the learning environment of a variety of management jobs contribute to
individual learning and personal development. They dedgned the Deveopmenta
Chdlenge Profile (DCP) to measure the extent in which an environment is developmenta
for a manager. An assumption made in this research was that managers indeed do develop
over the course of their careers and that this development is driven by the manager’'s
mgor experiences. The DCP seemed to be a highly recommended insrument to measure
developmenta characteristics (McCauley et al., 1994).

McCauley et al. conceptudly grouped developmental components of manageria
jobs into four categories: Trangdtions, Task-rdlated characteristics, Obstacles, and
Support. Trangtions are defied as changes in work role, such as a change in job content,
datus, or location. Task-related characterigdics include cregting change, high level of
responghbility, and non-authority reationships These characteristics are related to
problems and dilemmas semming from the task itself. Obstacles refer to a lack of support
from a boss or colleagues and to adverse business conditions. And, support as a category

of learning opportunities was defined by supervisory support.

Learning  behavior

It is widdly suggested that not dl people learn equaly well from the same kind of
experiences a work (Spreitzer et al., 1997). As such, the management development
process would likely be enhanced by the way of learning by the individud.

Nevertheless, there is a lack of studies of leaning behavior in organizationd
contexts (Sadler-Smith, 1998). Only two relevant studies exist, including Hoeksema et al.
(1997) and Megginson (1996). In both studies learning behavior are considered within an



organizational context. From these studies, a learning behavior can be summarized as ‘a
series of behaviors which enables one to structure and motivate their own work behavior
by seting gods, practicing new and desired behaviors, keeping track of progress, and
rewarding onesdf for god achievement'. In short, a learning behavior is ‘an gpproach of
learning tasks (Van Pareren, 1989). The essence of this notion is that the learning
behavior represents a digtinctive and habitud manner of acquiring knowledge, skills or
attitudes through experience.

Hoeksema et al. (1997) didinguished two different learning behaviors meaning
oriented learning behavior and ingruction oriented learning behavior. The former was
defined by a search for the degper meaning of experiences on the job and the latter by a
focus on ingructions to meet on€'s obligations and to answer expectations.

In another study, Megginson (1996) defined dso two kinds of learning behavior
based on exploration of this phenomenon among managers. He found that managers learn
in a planned or an emergent way, the two reaively excluded. He defined planned
learning as a deliberation/forethought approach and emergent learning as an

unpremeditated exploration of work experiences.

HYPOTHESES

From the exidting literature and based on our main research question, we build a
research model from which we derived severd hypotheses. This modd is presented in
figure 1. The focus was paticularly on the rdaionships of the learning environment and
learning behavior with individua career outcomes. In other words, we wanted to test
whether the learning environment determines outcomes of the career development
process -in short, career outcomes- or the individua learning behavior or both.

Fird, the effect of the learning environment on career outcomes is andyzed.
Heredfter, we looked at relations between learning behavior and career outcomes. Findly,
we examined combination and interaction effects of the learning environment and

learning behavior on career outcomes.



Effect of learning environment on career outcomes (H1)

In a caer context where continuous learning is the hdlmark of managerid
careers (Weick, 1996), developmenta job opportunities will enhance the development of
persond sills and knowledge. It is widdy accepted that this will increase individud’s
employability and that this causes higher perceptions of career development and higher
competitive advantage. The later will increase levels of income.

The impact of learning opportunities on learning and development is evidenced in
a study of over 600 managers by Wick (1989). He found job experiences to account for
70% of dal devdopmentad experiences. Smilaly, Lowy e al. (1986) found that the
maority of managerid learning occurs informaly on the job, based on deveopmenta
opportunities on the job. From these theoreticdl and empiricd findings follows that it is
clear that learning will be intensified when managers are faced with challenging
Stuations.

The reation between learning opportunities and career outcomes was dready
investigated in an early study of developmenta processes of Berlew and Hal (1966).
They found that the levd of chalenge of an initid job in an organization was predictive
of effectiveness and success. Recently, a few dudies show empiricdly evidence for
relationships between learning opportunities and career outcomes (Hunt, 1991; Keys &
Wolfe, 1988; Wexley & Badwin, 1986).

Although the rdative mix of learning sources can vary from company to company, in
this dudy we were interested in the effects of the totd mix of individud learning
opportunities. We wanted to examine how learning opportunities of an individud ae
related to career outcomes, in particular to the level of income and the persond

perception of one's own career development.

The relation between learning opportunities and income

Ineffective learning environments hinder continuous learning and, hence,
individua  effectiveness  (Tannenbaum, 1997). Therefore, an environment with many
learning opportunities is supposed to enhance individud learning and development. This



uggests that the amount of learning opportunities faced by an individud will influence
employee's performance and therefore, probably, the level of income.
The link between performance ratings and pay is wel documented by Gehat &
Milkovich (1992). The generd finding is that there is a podtive reationship between
performance and income, dthough it is wesk.

Besdes a working environment with learning opportunities includes more
difficulties and complexities than an environment with less chdlenging Stuations And,
more difficulties and complexities are probably negotiated in rewards.

Based on these suggestions, we hypothesize:

Hypothesis la. More learning opportunities will result in higher income.

The relation between learning opportunities and perceived career devel opment

On the current job market, individuds are agents of their own development
(Weick, 1996). Therefore, they are interested in jobs or functions in which they can learn
and deveop ther sills and knowledge. Such learning environment, where they ae
sretched and chalenged, can help individuas work on their persond gods and enhance
their development.

Therefore, employees are likdy to be motivated most by work that permits the
enhancement of- occupationdly vdued <kills In such an environment, they fed
comfortable because they think that they are doing right in order to work on ther
development and career. Recently, Tannenbaum (1997) evidenced these notions. He
found tha learning conditions, like gtuations wherein opportunities are provided or
wherein  supervisors support training and development, individuals reported greater
satidfaction with development.

Based on this, we expect that perceived career development will be grester in an
environment that provides learning opportunities. Therefore, we hypothesize:

Hypothesis |b. A work environment with more learning opportunities will be

followed by higher perceived career development.



Effect of learning behavior on career outcomes (H2)

Individud learning behavior will probably influence career devdopment as a
result of the reaion between the way a person learns from the environment and a
persond system of reference that gives them a platform for adding their knowledge. Each
system of reference is different for each person that will influence the way a person learns
from the environment and therefore the personal career development. However, the way
people learn from a job is a noticesble omisson from studies that examined a broad aray
of influences on the career outcomes of managers (Judge et al., 1995). Nevertheless, there
IS some evidence that learning behavior influences career attainment and advancement
(Dreher & Bretz, 1991; Howard & Bray, 1988).

The relation between learning behavior and income

Focussng on income as a career outcome, severd previous sudies have found
that cognitive ability is predictive of income (see Gottfredson & Crouse, 1986; Siegd &
Ghisdli, 1971). Recently, Hoeksema et al. (1997) found evidence for relations between
specific learning drategies and income. Based on these findings, we expect that different
kinds of learning behaviors have different impact on the levd of income.

Therefore, we hypothesize:

Hypothesis 2a. Learning behavior affects income.

The relation between learning behavior and perceived career development

Research has clearly demondrated that scores on a generd learning ability test are
most predictive for career development in complex jobs, such as those of MBAs ad
other executives (Hunter, 1986). Relative little research has linked learning behavior as
such to perceived career development, athough some evidence suggest that some kind of
learning behavior pogtively affect job peformance congstently throughout a career
(Judge et al., 1997), which will be linked with an individud’s perception of the persona
career development.

Recently, this argument was confirmed in the sudy of Tannenbaum (1997). He



found that individuals with a learning behavior fesiured by a greater awvareness of the big
picture and underlying relations reported higher levels of satisfaction with their
development (Tannenbaum, 1997). And, people who learn sdlf-directed had better ratings
for ther job performance and better competence development (Tannenbaum, 1997),
which will be postively corrdated with percelved career development.

Following this andyss, we hypothesze

Hypothesis 2b. Learning behavior affects the perception of career development.

Combination and interaction effects of the learning environment and learning
behavior on career outcomes (H3)

After hypotheszing the direct man effects of both learning opportunities and
learning behavior on career outcomes, we dso wanted to investigate whether these two
factors have a combined effect or an interaction effect on outcomes of the career
development process. The difference between those two effects is that the former refers to
the influence of the variables together on career outcomes while the later includes the
impact of the interplay of the two, added to the combination effect on career outcomes.

Our interest to examine combination and interaction effects on career outcomes
follows from two main suggesions in the literature. On the one hand, the suggestion that
job experiences can be a dimulus for learning from experience (RF. Morrison &
Brantner, 1992; Howard & Bray, 1988; McCdl & Lombardo, 1983). And, on the other
hand, the suggegtion that not al people learn the same amount and the same thing from
the same kinds of experiences (Spreitzer et al., 1997; Sadler-Smith, 1998). As such, the
effectiveness of different learning environments and learning behaviors would likdy be
enhanced as a result of the interaction of learning behavior and the environment, the
learning context. More knowledge about this interactive process could further explain
variaions in individuad career outcomes,

We will explore the role of, respectively, learning opportunities and learning
behavior by, fird, reviewing rdevant literature about the influence of the learning
environment on the manageria career development process, and second, focussing on the

influence of learning behavior on managerid career development.



Regarding the influence of the learning environment on managerid leaning and
career development given the individud learning behavior, there are some suggestions in
the literature that are directly relevant for our research.

Firg, Tannenbaum (1997) suggested that support and feedback from supervisors,
as pat of the learning environment, improves performance and development on the long
term. And, if supervisors coach and devedop daff actively, this will have a postive effect
on performance and job and career satisfaction.

Pat of these suggestions were supported by Van der Suis (1999) from which
followed tha new responsibilities supported by feedback, resulted in better perceived
performance. On the other hand, both Arthur and Rousseau (1996) and Tannenbaum
(1997) argued that a lack of learning opportunities hinders individud learning and, hence,
individual effectiveness and development. And, a lack of managerid support and goas
inhibited the application of new idess and skills. This lowers the mativation to learn and

reduces df-efficacy (Mahieu e al., 1993; Mathieu et al., 1992) and therefore career
outcomes.

Regarding the influence of learning behavior on managerial learning from
developmenta opportunities, McCauley (1986) concluded in her review of developmentd

experiences in managerid work:

‘Events provide a stimulus to learn; the actual response of learning itself is never a sure thing.
More research is also needed on individual differences among managers in what they take away

from a certain event’ (p. 20).

This gatement was echoed by Tung, who argued that the ability to learn from
experience is likely to be a sgnificant predictor of success (Tung, 1988). Both statements
dress the important impact of learning behavior on the rdation between the learning
environment and career outcomes. Tung stressed dso that the way an individud learns is
even more important in a globd context where the demands of job trangtions are
compounded by myriad cultura and contextud factors.



Though the research evidence has suggested that the ability to learn from
experience coupled with agppropriate developmental job experiences is likdy to be
important for the development and career of executives and professonds, we know much
less about the impact of individua differences in learning behavior on career outcomes in
a developmental job context. Nevertheless, some recent theoretical frameworks of the
interaction between learning behavior and opportunity may provide important clues about
the impact of different individud learning behavior on career outcomes.

Fird, Coladli et al. (1987) invedtigated the rdative and combined effects of
persond (eg., cognitive ability, career gods) and dtuationd variables (e.g., job context,
feedback, autonomy) on job outcomes of new professonds. The results showed tha the
persond varidbles, most probably linked with learning behavior, accounted for sSgnificant
vaiance in turnover and promotability. The combined effect of persond and Stuationd
variables, indicating the learning environment, explained the most variance in
organizationd commitment and job satidfaction. These findings dready suggested that
persond factors like learning behavior strongly effect career outcomes, both solely and in
combination with gStuationd factors.

Second, Kuhnert and Russell (1990) suggested that one of the reasons people
vaied in leaning from experience were individud differences in the learning behavior.
Learning from experience by behavior as seeking and using feedback seemed to be related
to job peformance. As Coladli et al. found, from this dudy follows tha different
learning behaviors will have different impact on career outcomes.

Third, in a rdated vein, Hoeksema (1995) argued tha, in a manageria job,
meaning oriented learning behavior is more likely to be followed by higher performance
than indruction oriented learning. Again, this suggests that the kind of learning behavior
have an impact on career outcomes in the circumstances of managerid work experience.
However, not every managerid job has the same levd of learning opportunities.
Therefore, we have to explore whether this effectiveness of meaning oriented learning
behavior holds in work environments with different levels of learning opportunities.

From this andyds follows tha individud learning behavior is an important

persond factor to take into account in the research of the interactive process of individua
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learning and development in relation to career outcomes. Individud learning behavior
seems to be an important factor in this process, in combinaion and interaction with the
organizetiond learning  environment.

Based on this andyss of research referring to combination and interaction effects
of learning opportunities and learning behavior on career outcomes, we could concluded
that individuds learn and develop through their experiences and the kind of learning
behavior will effect the kind and extent of learning from experiences. Then, it is hardly
aurprisng that research suggests that both learning behavior and learning  experience
determine career outcomes (Van der Sluis, 1999; Spreitzer et al., 1997; Hoeksema, 1995;
McCauley et al., 1994; Colareli et al., 1987).

The question becomes which learning behavior will make the most of learning
experiences and what combination of learning behavior and learning context will result in
better career outcomes. For example, many learning opportunities in combination with
meaning oriented learning behavior could be an effective combination. An individud who
face a lot of learning components on the job and dso focuses on the degper meaning of
organizationd processes and goas will more benefit from this than those who has a
desre for clear ingtructions and guiddines for his or her performance. Also, a person who
receives a lot of support and feedback from his supervisor is more likely to make plans

for his persond deveopment and learning way in the organization than an individud who
is less mentored and coached by others.

We explored these notions, based on the following hypothess:

Hypothesis 3. The interaction between learning environments and learning

behavior effects (a) income and (b) perceived career development.

METHOD
Sample and procedure
The study was conducted among MBA graduates from three classes of a two-year,

full-time MBA program from an internationd business school. In 1998, we did a survey
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that resulted in a sample of 82 MBAs, including 38 who had graduated in 1995, 24 in
1996, and 20 in 1997.

The response rates were acceptable enough (> 70 per cent) to generdize the
results to the population of graduating MBAs from which the data were obtained.
However, the three-pand nature of the data required that we test for differences between
the three groups before aggregating the data. These tests indicated no differences between
the three pands, which judtified data aggregation.

The sample provides a rdatively homogenous sample in terms of age group,
educationd atanment, intdlectud ability, career sage, and choice of management as a
career, in an era of new carers. In particular, this sample could illustrate the interactive
nature of our concept of learning and development. One should, however, take into
account a mgor treatment effect in the sample, snce dl survey paticipants had recently
mede a very large invesment of time, effort, and money in obtaining an MBA degree.

Measures

Consgtent with Judge et al. (1995, 1997) and Kotter (1995), we measured career
outcomes as follows.

Career_outcomes

Conggtent with Judge et al. (1995, 1997), we defined career outcomes as the
outcomes or achievements individuds have accumulated as a result of ther work
experiences. On the basis of prior research (Gattiker & Larwood, 1988; Judge et al. 1995,
1997), we consider career outcomes to be comprised of extrinsic and intrinsic
components. Extrindc career success is rdatively objective and visble such as pay and
ascendancy (Jaskolka, Beyer, & Trice, 1985), while intrindc career success is defined by
the individud, such as when an individud evauates his or her career or job satidfaction
(Gattiker & Larwoord, 1988).

Judge et al. defined extringc career success in terms of salary and number of
promotions, and intrindc career success in terms of job and career satifaction. These are

relevant facets of career success. In our study, we included these facets in a Smilar way,
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dthough we adjusted the measurement of career outcomes to gpply this to our rather
homogenous sample of managers. We will explain this in further detal.

Our sample condsted of managers in the same career stage because of thelr
amilar background. From this followed that we could measure extrindc career success
only by identification of salary and not consder the number of promotions because of the
low variance of that indicator among our sample. Furthermore, we asked our respondents
to indicate whether they were proud of their work, whether their superior was satisfied
with their work, and whether they fdt comfortable in therr job. These three items were
measured aso on a 7-point Likert-type scae from (1) ‘strongly disagree’ to (7) ° strongly
agree’. The rdiability of this messure was o = .70.

This messurement of perceived career devdopment indicates intringc career
success, dthough it is not titled as job and career satisfaction conform Judge et al. (1995,
1997). However, in our sudy we were willing to indicate individuas perception of ther
caexr devdopment more than a normative measure like ther satidfaction with ther
caeer success. Moreover, in relation with the learning context and learning behavior,
perceived career development a better indicator of subjective career outcomes than career
and job satisfaction. This is a result of the intercorre ation of satifaction and the
perception of learning opportunities, more perceived learning opportunities is probably
grongly linked with job and career satisfaction.

To measure learning opportunities of the work environment and learning behavior

of an individua, we had to do some preparatory analyses. These are reported below.

Leaming opportunities

McCauley et al. (1994) build vdidity evidence among US managers for 104 items
measuring the four distinguished kinds of learning opportunities Trangtions, task-rdaed
characterigtics, obstacles, and support. However, to gpply the DCP to European managers,
and to -practica desirable- reduce the number of items, we had to do another vaidation
test. Therefore, we did a factor andyss on these 104 items, usng our sample of 82
European managers (1998, see above). The qudity of the learning environment was

13



measured by asking respondents how well each dtatement (item) described dements they
faced in their current job. This was measured on a S-point Likert scae from (1) ‘not at all
decriptive’ to (5) ‘extremely descriptive .

We factor analyzed each category of learning opportunities. This means that we
factor-analyzed the 15 items that measured Transitions, the 21 items measuring
Obgtacles, and the 4 items measuring Support. This structure could not be applied for the
category Task-rdated characteristics. These characteristics were divided into three
different groups. Creeting change (31 items), High levd of responshility (27), and Non-
authority reaionships (6 items) (McCauley et al., 1994). Each category was factor-
analyzed separately to build a valid scale for these three kinds of task-related
characterigtics.

Based on the outcomes of the factor andyses, learning opportunities were
measured by 42 items, relaing to trangtions (7 items, for example ‘You have to manage
something with which you are unfamiliar’), obstacles (8 items, for example ‘You manage
a business or unit with financial difficulties’), support (3 items, for example ‘Your boss
gives you useful advice and support’), and task-related characteristics (24 items, for
example ‘ You must deal with diverse clients, customers, or markets').

The level of tota learning opportunities was conducted by the sum of the scores
on the four specific kinds of learning opportunity, divided by 4. Each four categories
explained more than 60% of the variance and dl rdiabilities were Cronbach apha > .60.

Learning behavior

To measure learning behavior of managers, we could make use of existing scaes
of Hoeksema and Megginson. The scale of Hoeksema was originally based on
undergraduate students and after that, it was gpplied and vaidated among Dutch
managers, undifferentiated for age and function. The scde of Megginson was based on an
exploratory study among aso managers in al categories of age and functions.

However, consistent with the interactive perspective, one of our major
assumptions in our research was that we expected the individua learning process to be

dynamic and that learning behavior would be effected by the learning context. Based on
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this notion, we assumed that learning behavior was effected by the learning context. In
generd, we know that contingencies reduce the vaidity (eg., Wood and Locke, 1990).
Since we were measuring learning behavior among MBAs as opposed to students or
mnanagers in generd, we had to vdidate these two instruments for our study specificdly
in order to measure learning behavior of European managers in ther early-career stage.
From this, we could derive the items that indicate learning behavior of young European
managers.

The scdes we used to vdidate our learning behavior measurement included both
the scde of Hoeksema and the scde of Megginson. This resulted in 17 items 8 of
Hoeksema's scale to be answered on a 5-point scde from 1 (never or only rarely true for
me) to 5 (dways or dmost dways true for me) and 9 items of Megginson's scade to be
answered on a 7-point scale from 1 (never true) to 7 (always true).

To vdidate and congtruct a messurement of learning behavior, we factor andyzed
these 17 items, using our survey sample (1998, see above) of 82 observations. Based on
the ‘dgen vaue > 1 criterion, dx factors were found that explained 71.8 % of the
variance. These six factors properly corresponded with the four kinds of learning behavior
as defined by Hoeksema and Megginson, on the understanding that planned learning and
meaning oriented learning are both split into two separate factors. Tha is, planned
learning as didinguished by Megginson bresks up in, on the one hand, planned learning
with a focus on tacit knowledge development and persond learning gods and, on the
other hand, planned learning with an explicit use of learning plans and developmenta
contracts related to the organization. Likewise, meaning oriented learning as defined by
Hoeksema is divided into meaning oriented learning with a focus on the big picture and
into meaning oriented learning with atention to underlying processes.

This result is comprehensble with regard to the boundarylessness and complexity
of the work environment of current young managers. Boundarylessness, globdization and
related flexibility of the job maket demand for making plans according to persond
development both organization-based (explicit) and persond-based (tacit). And,
complexity requires making a distinction between underlying processes and

organizational processes in generd.
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After this factor andyss, we did rdigbility andyses for each factor. The results
are showed below.

Factor description Reliability ~ Nr. of items
Instruction Oriented Learning Behavior 73 2
Big Picture Oriented Learning Behavior .57 2
Underlying Process Oriented Learning Behavior 56 2
Planned, Explicit Learning Behavior 90 4
Planned, Tacit Learning Behavior™’ 79 4
Emergent Learning Behavior 49 2

Table I. Different learning behaviors based on factor analysis

“*The reliability of this scale based on the 5 items following from the factor analyses was.44. After deletion
of a negative contributing item, the reliability became .79. This improvement of the reliability of the scale
served as ajustification for deletion of that item from the scale measuring planned tacit learning behavior.

Each factor was named conform the loading items. Although the two factors
measuring, respectively, big picture oriented learning behavior and underlying process
oriented learning behavior were rather low (.57 and .56), we decided to do the main data
andyses with the incduson of these indicators. The underlying reason for this was the
frequently suggested impact and relevance of these kinds of learning behavior for
manageria learning and development, in the sense of sense making (Weick, 1996)

Because the factor emergent learning behavior was not reliable (Cronbach's dpha
= .49), we decided to do the further analyses without this kind of learning behavior. In
fact, emergent learning seems to be obvious and is probably done by dl individuds. It is
closdly linked with tacit learning as a result of the unconsciousness of this kind of
learning (Bird, 1996). MBAs in paticular are expected to engage in this learning behavior
as a result of thar own responghility for their learning and development.

Based on the outcomes of the factor analyss, learning behavior was measured by
15 items. Ingtruction-oriented learning was measured by 2 items, for example ‘I like to be
told precisely what is expected from me’. Meaning oriented learning with a focus on the
big picture was measured by 2 items, like ‘I try to find out how various aspects of the
problems | come across link together’. Meaning oriented learning with a focus on the

underlying processes was adso measured by 2 items, including ‘When making a decision |
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continually take into account the relation between my activities and those of others'.
Explicit planned learning was messured by 4 items for example 1 use a learning
contract, development agreement or continuous professional development statement
regularly to focus on my progress in developing’. Tacit planned learning was measured
by 4 items, for example ‘For me learning is a planned process of setting goals, achieving

them and setting new goals'.

Results
Means, dandard deviations, and Pearson corrdations among the main research

variables are provided in Table 2.

Effect of learning opportunities on income (Hla)

From the corrdation diagram follows that there is no ggnificant corrdation
between the totd amount of learning opportunities and income. However, there was a
postive ggnificant relationship between income and obstacles as a particular category of
learning opportunities on the job (r = .32; p< @  5).

To test hypothesis la, we did a regresson andyss with income as dependent
varigble and obstacles as predictor. The results showed a significant relationship (p =
.017). Furthermore, we did a difference-of-means test to investigate whether those who
had more learning opportunities had higher levels of income or not. We found that those
who had more learning opportunities in the category ‘Task-rdaied characterigics hed
higher levels of income than those who had fewer learning opportunities characterized as
such (p = .024). This could be a result of more compensation for more responshbilities
and autonomy. The effects of learning opportunities from the two categories, obstacles
and task-related characterigtics, on income thus supported hypothesis la.

Effect of learning opportunities on perceived career development (HIb)

The correlations as aready presented in Teble 2 suggest a strong relation between
the levd of different kinds of learning opportunities and perceived career development.
Leves of learning opportunities in generd and support were postively related and the
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amount of obstacles was negatively related to perceived career development (dl p ¢ .05).
To invedtigate the influence of learning opportunities on this subjective career measure,
we firdg computed a regresson andyss for learning opportunities in generd, and after
that, we performed regression analyses for the specific categories of learning
opportunities.

We found a dgnificant relation between learning opportunities in generd and
perceived career development (p = .030; B = .291). Two different categories showed aso
sgnificant relations with perceived career development: Obstacles (p = .000; B = -.501)
and Support (p = .000; B = 562). Because of the opposite signs, we dso performed a
regresson andyss on perceived career deveopment including both support and
obstacles. From this followed dso a ggnificant regresson where perceived career
development was dependent on Obstacles (p = .026; B = -.283) and Support (p = .002;
= 411). In other words, the levels of perceved career development will increase if an
individua faces fewer obstacles and more support.

Next, we did aso a difference-of-means test in order to test whether individuds
who have more learning opportunities are more satisfied with their career development
than those who have less developmentd job characterigtics. The results showed that this
was indeed the case (p = .024). In particular, those who face fewer obstacles have higher
levels of perception of one's career development (p = .003), and those who are more
supported perceived better career development (p = .000) than those who have,
respectively, more obstacles and less support. Hypothesis |b was thus supported..

Effect of learning behavior on income (H2a)

The correaions showed that planned tacit learning behavior was corre lated with
levels of income (p < .05, B = .275). To test hypothess 2a, we further explored
relationships between the different kinds of learning behavior and levels of income. Firg,
we peformed regresson andyses for each kind of learning behavior with income as
dependent variadble. After that, we performed a oneway ANOVA to find out whether
differences in learning behavior have effects on the levels of income

From the regresson anadyses results that planned tecit learning behavior is the
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only kind of learning behavior that has a direct effect on income (F = 443, p = .040). The
more an individua engages in sdting goas for persond development and planning on€'s
learning process, the higher the income.

The oneway ANOVA showed that differences in levels of income could be
explaned by differences in planned tacit learning behavior. There was a sgnificant
difference between levels of income between those who were more engaged in this kind

of learning behavior (p = .024). Hypothesis 2a was thus supported.

Effect of learning behavior on percelved career development (H2b)

Hypothesis 2b was tested in a smilar way as hypothess 2a. First, we tested the
hypothesized rdation by regression andlyses, and after that by oneway ANOVA. Before
that, we looked at the rdlevant correations from table 2. From this corrdation diagram
followed that only planned tacit learning behavior related to perceived career
development (p < .05). The regresson andyses showed the same result; only one
ggnificant relation between planned tacit learning behavior and percelved career
development (p = .047; B = .256).

From oneway ANOVA and difference-of-means tests resulted no ggnificant
differences between perceptions of career development among individuds who had
different usage of learning behaviors. However, H2b was supported by differences of

income as a consequence of the founded effect of planned tacit learning behavior.

The direct man effects of leaning opportunities and learning behavior are
schematicdly summarized in Table 3.
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Direct main effect of
Learning Opportunities (LO)

Direct main effect of

Learning Behavior (LB)

On
Income
Total Learning Opportunities
Obstacles [t]*
support
Transitions
Task-related  characteristics

on perc. career

development
(+1*
[]**

[-ﬂ-_**

Instruction oriented LB

Mean. or. LB - Big Picture

Mean. or. LB = Underlying Pr.

Planned explicit LB

Planned tacit LB

on

income

e

on perc. career

development

[+]*

Table 3. Direct main effects on income and perceived career development

Note: *: p <.05; **: p <.0I; [+]: positive effect; [-]: negative effect.

Regarding the next step in our analyses, a summary of combination and

interaction effects of learning opportunities and learning behavior on income and
percelved career development is presented in Table 4.
Combined
and Instruction Mean. or. LB = Mean. or. LB = Planned explicit Planned tacit
Interaction oriented LB Big Picture Underlying Process LB LB
effects of
LO and LB
on on per. on on per. on on per. on on per. on on per.
income  Car.Dt. income Car.Dt. income Car.Dt. income  Car Dt. inco Car.Dt.
me
Total Learn. Opp. 1 %
Obstacles C * C: ** c: * I * c * c. *¥
support C: ** C: ** C: ** C: ** C.** C ¥
I * I **
Task-related char. c *
Transitions c * c ¥

Table 4. Combined (C) and interaction (l) effects on income and perceived career development

Note: *: p ¢ .05; **: p <.01; C: combination effect; |: interaction effect.

Effect of the interaction of learning opportunities and learning behavior on income

(H3a)

Interaction effects of, organizationa variables eg. learning opportunities, and

persond varidbles, eg. learning behavior, on income were investigated by a hierarchica
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factorid ANOVA nested in a generd linear modd (GLM).

From ANOVA followed that there were several interaction effects between
learning opportunities and learning behavior on income. Frs, we found a two-way
interaction effect of learning opportunities in generd and meaning oriented learning
behavior with a focus on underlying processes (p = .047). From the multiple
classfication andyss (MCA) table followed that this meant that the levd of income is
postively effected if an individud faces many learning opportunities in generd and in
this dtuation focuses on underlying processes. Although planned tacit learning and
obstacles have a combined postive main effect (p = .026), ther interaction explaned no
added variance (p = .797). Another modd including both support and planned tecit
learning as predictors of income was srongly sgnificant (p = .000). The two main effects
were ggnificant, respectivdly p = .013; B = .320, and p = .000; B = .562, and the
interaction effect was dso very ggnificat (p = .000). Furthermore, we found evidence
for a combined effect of Task-rdated characteristics and planned tacit learning on income
(p = .045,B = .183; B = .536). And, the results showed evidence for a combined effect of
trandtions and planned tacit learning (p = .043, B = .037; B = .535).

Effect of the interaction of learning opportunities and learning behavior on
perceived career development (H3b)

The suggested interaction effects of learning behavior and learning opportunities
in hypothesis 3b were tested by a hierarchical method based on a ample factorid generd
linear modd. From ANOVAs and MCA's, the following results were derived.

There is a combined effect of obstacles and indruction oriented learning (p =
.040; B = 433, B = .143). This meens that indruction oriented learning for an individud
helps to increase the perception of career development in a Stuation with many obstacles.
Second, there was dso a combined effect of obstacles and meaning oriented learning with
a focus on the big picture (p = .002, = .385, f = .369). In other words, individuas who
focus on the big picture in ther work have higher perceptions of ther own career
development in a job context with obstacles than those who are not aware of the big

picture and who are in an environment with less obstacles. The same effect was found for
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obgtacles in combination with meaning oriented learning behavior with a focus on the
underlying processss (p= .030, B = .409, B = .178). However, this was a less good
combination with respect to the effect on career development perception.

The GLM including obstacles and planned explicit learning as predictors of
perceived career development resulted to be highly significant (p = .015). However, only
the main effect of Obstacles was dgnificant (p = .002). But, the 2-way interaction effect
of the two variables had a sum of squares of 13.4 with F = 2.59 (p = .026). On the other
hand, the interaction effect of obstacles and planned tacit learning had no effect.
Nevertheless, there was a combined effect of these two predictors (p = .010, B = .446, B =
400).

Support and instruction oriented learning have a combined effect on the
individual’s perception of career development (p = .002). Although the main effect of
indruction oriented learning on the perception is not Sgnificant as well as the interaction
of the two varigbles, the modd was sgnificant (F = 1.97, p = .039). These results show
that ingtruction oriented learning increases the perception of one's career development in
combination with support on the job. The same was true for meaning oriented learning
focused on, respectively, underlying processes and big picture, with support (F = 211, p
= ,026, respectively F = 2.72, p = .005) and for planned tacit learning in combingtion
with support (F = 2.12, p = .021).

We found dightly different results for support and planned explicit and tecit
learning as predictors of perceved career development. For planned explicit learning in
the circumgtances of support, he combined man effect of these two is sgnificant (p =
.002), but dso the interaction effect (p = .017). This indicates that support has a stronger
effect on perceved career development when an individud engages in planned explicit
learning behavior.

Furthermore, we tested interaction effects of learning behavior and trangtions on
the perception of individud’'s career development. The results showed an effect of the
combination of the man effects of meaning oriented learning behavior, big picture
focused, and trangitions on that perception (p = .041) as wel as the dgnificance of this
model (p = .040, B = .171, B = .363). This means tha the perception of an individud of
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one's career development is postive influenced by the experience of transtions and the
use of meaning oriented learning behavior whereby the individud focuses on the big
picture.

Interaction effects of learning behavior and task-rdlaed characterigics on

perceived career development were not found.

CONCLUSION
Learning opportunities and learning behavior as career stimuli

Current concepts of careers suggest that individuds are agents of their own
development. Individuals have to take their own responsibility for their careers.
Implicitly, continuous learning is the halmark of today’s careers. Based on these generd
dements of managerid learning and development, it is suggested tha the interaction
between the organization and the individua offers an important frontier for exploration of
this concept in the context of boundarylessness.

This suggesion was followed in this sudy. Both organizationd and individud
factors were conddered and investigated as determinants of career outcomes. First, we
examined whether learning opportunities as an organizationd factor influence career
outcomes. Second, the effect of learning behavior as an individual factor was
investigated. Findly, we looked a interaction and combinaion effects of learning
opportunities and learning behavior on career outcomes.

Our findings showed that the amount of learning opportunities on the job has a
podstive effect of an individud's perception of career development. This illugtrates the
link between a dimulating and chalenging job environment and an individud’s job
satisfaction. Apparently, current professonds have a dedre for continuous learning on
the job more or less related to their awareness of their own responghility for their
learning and development. If they are in a work environment with motiveting and
chdlenging learning gStudtions, they will enhance their employability. Then, as a result of
learning opportunities, they will have a higher perception of their career developmen.

Reaed to these generd findings, two specific kinds of learning opportunities

have to be taken into account. First, we found that more obstacles - that is more lack of
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managerid and collegial support, hinders the opportunity to learn. And second, more
support from your boss gimulates learning and development. However, facing more
obstacles is compensated by higher income. This could mean tha current professonds,
who are expected to take responshility for their own continuous learning, pay for ther
support and feedback. In other words, those individuas who are indeed own agents of
their career as demanded by today’s flexible and downsized companies, pay for support
and other learning opportunities. This interesing issue requires further investigation in
future ressarch in the fidd of organizationd learning.

An other rdation that was suggested by the data was the direct effect of learning
behavior on career outcomes. If an individud engages in planned learning behavior with a
ddiberated focus on learning gods and developmentd targets, he or she has a higher
perception of persona career development. In other words, a person is more satisfied with
his or her own career development if gods and targets are set beforehand. This could be a
result of creating a more redigtic view of their learning and development.

Andyses of interaction and combined effects of the defined organizationd and
personal variables on career outcomes showed clear evidence of interdependence of
learning opportunities and learning behavior. The postive effect of planned tacit learning
behavior on income hold out in combination with dl the four categories of learning
opportunities. Nevertheless, the postive effect of this learning behavior on the perception
of on€'s career devdopment was only found in combination with obstacles and support.
From these reaults follows that planning your learning and development is beneficid in
both an environment where an individud faces a lack of support and in Stuaions wherein
the boss gives support and feedback to the employee. In the former Stuation, learning
gods are something to go by in doing the job without any other hep. In the later context,
learning gods are probably developed and planned in consultation with a supervisor and
will function as guiddines for persond development and performance.

Furthermore, the poditive effect of support on the perception of career development
is enhanced by planned explicit learning behavior of an individud. Apparently, usng a
learning contract or a development statement outlining learning plans in combinati on with

support from a boss consolidates one's perception of persona career development.
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Support will probably improve an individud’s sdlf-confidence and darifies tha he or she
is doing well according to learning and development.

DISCUSSION

Given the dements of the current career context, learning opportunities are the
substance of today’s employee-employer relationships. These job aspects provide
individuds posshilities to learn and develop ther skills and knowledge. Nowadays,
individuds use ther jobs to learn and develop therr skills and knowledge in order to
maintain or improve their labor market postion or employability.

If organizations do not offer these opportunities (anymore), individuds will leave the
company in order to search for another organization that does provide learning
opportunities.  These related dements of the boundaryless career imply a ‘take away
learning and development’ concept. As soon as organizations do not offer further and
enough learning opportunities, employees will leave the company with the learning and
devdopment following from previous jobs taking with them. Further research could
investigate whether the leaning opportunities as diginguished in this dudy indeed
influence job change and organizationd turnover.

This ressarch examined the influence of both learning opportunities and learning
behavior on income and perceived career development. The results indicated that both
opportunities and behavior predict these career outcomes, but their relative influence
depends on the outcome measure, like in the study of Colardli et al. (1987). Situationd
vaiables, eg. support and learning opportunities, accounted for the most variance in
percaeived career development. Persond variables, like planned tacit learning behavior,
accounted for the most variance in income. Combined sets of variables explaned dso
vaiance in career outcomes, Obstacles and support in combination with al kinds of
learning behavior explained the most variance in perceved career development, and
planned tacit learning behavior in combination with al kinds of learning opportunities
explaned the mog variance in income.

These findings could be further examined in further research based on longitudina
data. It could be argued that, on the one hand, stuationd varidbles like leaning
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opportunities predict career success on the short term and that, on the other hand,
persond variables like learning behavior, dthough dependent on the context, influence
career success on the long term. This was dready argued by Colardli et al. (1987).

Both individuds and organizations could make use of the findings of this sudy.

Individuals could benefit from the knowledge about situations in the work
environment that will provide learning opportunities. Furthermore, they could be more
aware of ther learning behavior and maybe adjust it whenever it is posshble.

In the context of boundarylessness, organizations could adso meke use of the
knowledge about organizationd dgtuations that condst of learning characterigics. By
meking thee fedures explicit and recognizing learning opportunities, they could firsly
use these job components as a tool for recruiting qudified people.  Secondly,
organizations could us these work aspects as a tool for motivating and committing people
to ther work. This will lower the turnover rate and therefore keep knowledge and
learning capitd into the company. Thirdly, learning opportunities will contribute to
management development that will have a podtive effect on job and organizationd
performance. And findly, developmentad characteritics could simulate the learning of
the company as a whole Then beng a leaning organization will be a result of the
avalability of learning opportunities for individuas on the job. All these rdationships
and effects of learning opportunities on organizationd level should be explored in further
research.

Moreover, learning processes of employees on the job are increasingly influenced by
technologicd innovations of communicetion technology. A lot is expected from the
sysematic use of modem information technology to provide dl organizationd members
with the rdevant information to make the appropriate decisons in their work which is
aso thought to encourage learning a dl levels (Wijnhoven, 1995; Roth & Niemi, 1996).
Clealy multiple ways of learning have come to exigence over the las decade. The
impact of these technologicad developments should be taken into account in further
research of learning and development of individuds.

Finally, it should be noted that this study refers to individual learning and

development on the job from an individud perspective. The research questions were
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focused on menta and physical aspects of the learning process rather than on social-
organizationd operations. This is not to say those socid reaions and interactions of
employees ae irrdevant in work-related learning. Pedagogicd and adult education
scientists and researchers of organizational behavior have already enhanced our
knowledge about socid and interpersond reationships. While the interaction approach
follows from a perpective of individua learning with a focus on individua behavior and
interactions with the work context, further research from a network perspective offers an
important frontier for further exploration. This will shed light on what happens between
people as they interact socidly in terms of learning experiences.

27



REFERENCES

Arthur, M.B., & Rousseau, D.M. (1996), The Boundaryless Career: A new employment
principle for a new organizational era, New York: Oxford

Bennis, W. (1989), On Becoming a Leader, London: Hutchinson

Bird, A. (1996), ‘Careers as repositories of knowledge: Considerations for boundaryless
caeers. In M.B. Arthur and D.M. Rousseau (Eds), The Boundaryless Career: A
new employment principle for a new organizational era (150-168), New York:
Oxford Universty Press

Bruner, J. S, & Haste, H. (1987), Making sense, London: Methuen

Burke, R.J. (1989), ‘Examining the career plateau: Some preliminary findings',
Psychological Reports, 65: 295-306

Colardlli, SM., Dean, RA., & Kongtans, C. (1987), ‘Compardtive effects of persona and
stuationd influences on job outcomes of new professond’, Journal of Applied
Psychology, 72(4): 558-566

Dechant, K. (1990), ‘Knowing how to lean: The “neglected” management &hility’,
Journal of Management Development, 9: 40-49

Dreher, G.F., & Bretz, RD. (1991), ‘Cognitive ability and career atainment: Moderating
effects of early career success, Journal of Applied Psychology, 76(3): 392-397

Gattiker, U.E., & Larwood, L. (1988), ‘Predicors for managers career mobility, success,
and satifaction’, Human Relations, 41: 569-59 1

Gerhart, B.A., & Milkovich, G.T. (1992), ‘Employee compensation: Research and
practice. In M.D. Dunnette and L.M. Hough (Eds), Handbook of Industrial and
Organizational Psychology (48 1-569), Pdo Alto, CA: Consulting Psychologists
Press

Gottfredson, L.S.,, & Crouse, J. (1986), ‘Vdidity versus utility of mentd tests Example
of the SAT’, Journal of Vocational Behavior, 29: 363-378

Hoeksema, L.H. (1995), Learning Strategy as a Guide to Career Success in

Organizations, Dissartation, Groningen: Rijksuniversteit Groningen

28



Hoeksema, L.H., Vliet, E. van de, & Williams, ART. (1997), ‘The interplay between
learning drategy and organizational dructure in predicting career success, The
International Journal of Human Resource Management, 8: 307-327

Howard, A., & Bray, D.W. (1988), Managerial Lives in Transition: Advancing age and
changing times, New York: Guilford Press

Hunt, JG. (1991), Leadership: A new synthesis, Newsbury Park, CA: Sage Publications

Hunter, JE. (1986), ‘Cognitive &bility, cognitive aptitudes, job knowledge, and job
performance’, Journal of Vocational Behavior, 29: 340-362

Jaskolka, G., Beyer, JM., & Trice, H.M. (1985), ‘Measuring and predicting manegerid
success', Journal of Vocational Behavior, 26: 189-205

Judge, T.A., Boudreau, JW., & Boswdl, W.R. (1997), ‘Persondity, cognitive ability, and
executive career success, Working Paper, Cornell Universty: Center for Advanced
Human Resources Studies, School of Industrial and Labor Reations

Judge, T.A., Cable, D.M., Boudreau, JW., & Bretz, RD. (1995), ‘An empirica
investigation of the predictors of executive career success, Personnel Psychology,
48: 485-5 19

Kelleher, D., Finestone, P., & Lowy, A. (1986), ‘Managerid learning: First notes from an
ungtudied frontier’, Group and Organizational Sudies, 11: 169-202

Keys, B., & Walfe, J. (1988), ‘Management education and development: Current issues
and emerging trends, Journal of Management, 205-229

Kotter, J.P. (1995), The New Rules: How to succeed in today’'s post-corporate world,
New York: The Free Press

Kuhnert, KW., & Russl, C. (1990), ‘Usng constructive developmenta theory and bio-
data to bridge the gap between personnel sdection and leadership’, Journal of
Management, 16: 595-607

Lowy, A., Kelleher, D., & Finestone, P. (1986), ‘Management learning: beyond program
design’, Training and Development Journal, 40(6): 34-37

Mathieu, JE., Martineau, J, & Tannenbaum, SI. (1993), ‘Individud and Stuationd
influences of the development of self-efficacy: Implications for training

effectiveness, Personnel Psychology, 46: 125- 147



Mathieu, JE., Tannenbaum, Sl., & Salas, E. (1992), ‘Influences of individud and
Stuationd characteristics on messures of traning effectiveness, Academy of
Management Journal, 35: 828-847

McCdl, MW., & Lombardo, M.M. (1983), ‘Off the track: Why and how successful
executives get derailed’, Technical Report 21, Greensboro, North Carolina: Center
for Cregtive Leadership

McCal, M.W., Lombardo, M.M., & Morrison, A.M. (1988), The Lessons of Experience:
How Successful Executives Develop on the Job’, Lexington, MA: Lexington Books

McCauley, C.D. (1986), ‘Devdopmentd experiences in managerid work: A literature
review’, Technical Report no. 26, Greensboro, NC: Center for Cregtive Leadership

McCauley, C.D., Ruderman, M.N., Ohlott, P.J. & Morrow, JE. (1994), ‘Assssing the
developmentd components of managerid jobs, Journal of Applied Psychology,
79(4): 544-560

Megginson, D. (1996), ‘Planed and emergent learning’, Management Learning, 27(4):
41 1-428

Morrison, R.F., & Brantner, T.M. (1992), ‘What enhances or inhibits learning a new job?
A basic career issue’, Journal of Applied Psychology, 77: 926-940

Morrison, R.F., & Hock, R.R. (1986), ‘Career building: Leaning from cumulative work
experience. In D.T. Hall and Associates (Eds.), Career Development in
Organizations (236-273), San Francisco, CA: Jossey Bass

Richter, 1. (1998), ‘Individuad and organizaiond leaning a the executive leved’,
Management Learning, 29(3): 299-3 16.

Rogoff, B., & Lave, J. (Eds) (1984), Everyday Cognition: Its development in social
contexts, Cambridge, MA: Harvard University Press

Roth, G.L., & Niemi, J (1996), ‘Information technology sysems and the learning
organization’, International Journal of Lifelong Education, 15(3): 202-2 15

Sadler-Smith, E. (1998), ‘Cognitive style and the self-management of learning’,

Conference Proceedings, Lancaster-Leeds Collaborative Conference, Leeds, 15- 17
July

30



Segd, JP, & Ghi#li, EE (1971), ‘Managerid tdent, pay, and age, Journal of
Vocational Behavior, 129- 135

Spreitzer, G.M., McCdl, MW. jr, & Mahoney, JD. (1997), ‘Ealy identification of
internationa executive potentid’, Journal of Applied Psychology, 82( 1): 6-29

Tannenbaum, SI. (1997), ‘Enhancing continuous learning: Diagnogtic  findings from
multiple  companies, Human Resource Management, 36(4): 437-452

Tung, R. (1988), The New Expatriates, Cambridge, MA: Balinger

Van der Suis, E.C. (1999), ‘The interaction of learning context and learning behavior: A
cross-section study of managerid learning’. In R. Pepermans, |. Hion, JC.A. Ardts,
and P.G.W. Jansen (Eds.), Managerial Behavior: Empirical studies on management
development and socialization, Leuven: Acco

Van der Suis, E. C. (2000), Management Learning and Development: The role of
learning opportunities and learning behavior in management development and
career  success, Erasmus  Universty  Rotterdam,  Dissartation: Thea
Thesis/Tinbergen Inditute.

Van Parreren, C.F. (1989), Learning at School, [Leren op School], Groningen: Wolters-
Noordhoff

Weick, K.E. (1996), ‘Enactment and the boundaryless career: Organizing as we work’. In
M.B. Arthur and D.M. Rousseau (Eds), The Boundaryless Career: A new
employment principle for a new organizational era (40-58). New York: Oxford
Universty Press

Wexley, K.N., & Bddwin, T.T. (1986), ‘Management development’, 1986 Yearly Review
of Management of the Journal of Management, 12: 277-294

Wick, C.W. (1989), ‘How people develop: An in-dept look’, HR Report, 7(6): -3

Wijnhoven, A.B.JM. (1995), Organizational Learning and Information Systems:. The
case of monitoring information and control systems in machine bureaucratic

organizations, Dissartation, Enschede, The Netherlands. Twente University

31



TABLE 1
Descriptive Statistics of the Core Variables

Mean SD. i 2 3 4. 5, 6. 7. 8. 9. 10. 11. 12
1. Instruction oriented LB 2.73 83
2. Meaning or. LB (Big Picture) 371 81 12
3. Meaning or. LB (Und Process) 4.10 70 33%x 21 —_—
4. Planned LB (Explicit) 2.44 158 .08 -.09 -12
5. Planned LB (Tacit) 4.43 122 21 .00 -13 4T** _—
6. Total Learn. Opportunities 2.33 41 -.00 .29* -.16 .33* .05 —_
7. Obstacles 2.07 .68 -.02 25 18 -.05 -.05 .26 —_
8. Support 2.98 1.18 13 12 -, 19 24 05 S4xk 53k _
9. Task-related characteristics 251 57 -.14 .10 -08 .28* Ol TJ4x* 3Rx .06 —
10. Transitions 1.86 58 15 23 -20 0% 04 069%*  206* .10 S6** —
11. Income ($000) 79.7 52.5 -.03 .06 09 .06 28%* Al J32* -.26 .25 23 -
12. Perc. career development 5.53 98 -.03 .08 -.21 16 26 .29%* S50%%  56%* .19 08 .06 -_—

*'p <.05;**: p <.0l; LB: Learning Behavior
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