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ABSTRACT 
 
This paper discusses a modular approach to experiential 
learning. Primary emphasis is placed on the practice and 
potential of this ‘total packaging’ concept for classroom and 
consulting purposes. The authors of this paper take the 
position that experiential learning as a field is maturing, and 
as a consequence requires that increased attention be focused 
on the design and delivery of experiential learning situations. 
 

INTRODUCTION 
 
The experiential learning field has progressed beyond its 
infancy, and now must face some very real problems of 
“maturation”. It is no longer sufficient to simply get a group 
of “victims” together, do a little “touchie- feelie”, and call it 
experiential learning. Nor should the experiential approach 
be used as an excuse for shoddy preparation or poor course 
design. 
 
One possible aid Lo “maturation” may be better packaging. 
Proper packaging can sell products, deliver messages, etc. 
which might not otherwise “be picked up” by the buyer. It is 
also interesting to note that packaging is most effective at 
the point of purchase. Our approach in this paper is to 
examine experiential “modules” as an alternative to the 
design and/or delivery of experiential materials to our 
potential buyers, i.e., the users of our exercises. The paper 
begins with an explanation of the rationale for the modular 
approach, and concludes with “point of purchase” examples 
of modules designed for classroom and consulting 
applications. 
 

RATIONALE FOR THE MODULAR APPROACH TO 
EXPERIENTIAL LEARNING 

 
Experiential learning should be “whole person” learning [2J. 
It should involve the learning individual in cognitive 
behavioral, and affective (emotional) learning “states’. The 
behavioral dimension, of these three, has been the easiest to 
abuse, and has too often been used to define experiential 
learning only as learning by doing”. 
 
Such “one-dimensional’ approaches can result in shallow 
learning experiences which, importantly, leave the 
participant wondering what happened, i.e., in a state of 
“cognitive bewilderment”. We feel that experiential learning 
must transcend one-dimensional approaches, (including 
“touchie-feelie”), and include significant amounts of 
cognitive learning. Current research indicates that this is 
quite possible [5]. 
 
Experiences, including the experiences of experiential 
learning, are always filtered through the learning 
individual’s cognitive frame of reference. These 
“experienced experiences”1 are then evaluated, categorized, 
and assigned meaning. Without meaningful and personally 
relevant experiences, an individual may have trouble in 
developing nature cognitions or a “relatively complete” 
                                                 
1 These “experiences” may be direct or vicarious. For 
example, see Hoover, J. Duane, “Vicarious Experiential 
Learning: An Empirical Test”.  

cognitive map. 
 
Furthermore, since one’s cognitions provide basic 
predispositions and perceptions towards behavior(s), 
“whole-person” experiential learning has a very real 
potential for strengthening one’s “real world” skills. In other 
words, many of the “targets” of experiential learning, such 
as managerial effectiveness, interpersonal competence, etc. 
can be realized only if the “experiential experience” is 
sufficiently involving and truly whole-person. 
 
In summary, our basic rationale for a modular approach to 
experiential learning Is to “re-package” the experiential 
format. The objective is to increase the probability of 
producing whole-person learning in an active rather than 
passive learning environment.2 
 
The Modular Approach in the Classroom 
 
The typical experiential exercise begins with some sort of 
brief theoretical presentation followed by a one or one-and-a 
half hour basically behavioral experience. Our major 
concern with such an approach is that it limits the depth of 
learner- involvement. 
 
Take, for example, the topic of communication. The 
assigned readings are typically confined to an explanation of 
a communication process model and the accompanying 
exercise to a demonstration of the role of feedback in that 
process. Neither of these (readings, exercise) are without 
merit. However, a great deal more may be accomplished by 
a more complete sequencing of readings and exercises on 
communication. 
 
Our classroom communication unit is patterned after the 
individual change model. In the first component of this 
model, our students are asked to become involved in a 
filtering exercise without prior readings. The purpose of this 
exercise is to unfreeze. Overtime students can become quite 
complacent with reference to communication skills. They 
assume that a one-time exposure (in perhaps another class) is 
sufficient to sensitize them to the pitfalls of the 
communication process and they may generally believe 
themselves to be 

                                                 
2 For a large scale application of this approach, see Hoover, 
J. Duane and Crino, Michael D. , Organizational Behavior:  
An Experiential Approach, Boston: Houghton Mifflin 
(forthcoming). 
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effective communicators. They must be jarred loose from 
such feelings of “false competence,” and our filtering 
exercise is designed to unfreeze them and therefore 
accomplish this. It is conducted as follows. 
 
Five people leave the room; after their departure a short 
story is read to those remaining. They are asked to write 
down the story as read. As the exercise continues, they are 
asked to pay particular attention to where distortions of fact 
and emphasis begin to occur. 
 
The first person is invited back into the room and is read the 
same story. In advance of the story telling each of the five 
individuals is clearly told that it will be his or her 
responsibility to retell the story to the next person. The 
individuals are brought in one by one, and the story is 
repeated from person to person until the fifth person has 
been told the story. That person then turns and tells the class 
his/her “accurate” version. 
 
Students are invariably surprised at the gross distortions that 
occur during this process. They begin to ask questions such 
as why it happened, what could have been done to avoid it, 
and what about the role of written communications? 
 
They are now more ready to learn (change). Subsequent 
discussion of the communication model and the whole topic 
area of communication become more important to them. 
 
As a means to put written communications into perspective 
in the next module component they are asked to answer 
fifteen questions (T, F, ?) with reference to an ambiguously 
stated situation. They are asked to read and reread the story 
as often as they wish. They must then answer the questions 
without referring back to the written passage. After they 
have completed the questions individually they are asked to 
share their responses in small groups. These groups are 
charged with generating a group response set for the 
questions. Total group discussion quickly reveals major 
differences of opinion as to what did and what did not 
happen in the story. These peer level differences of opinion 
(in groups) have a significant impact on their faith in written 
memos in particular and the challenge of communications in 
general. 
 
Once again, the “vulnerability” of the communication 
process is underscored. They are now more ready for the 
module component of a lecture on the communication 
process. As stated before, we feel students become more 
involved in this process due to the unfreezing exercises. 
 
The next module component moves to expand the simple 
communication model to include the psychological 
(emotional) content found in many communicative 
interactions. Students are asked to role play a 
supervisor/subordinate conflict role set. The roles are written 
with considerable emotional content. The end result is 
ususally a poorly constructed resolution of the conflict or 
polarized “un-resolvable” positions. The next step in this 
exercise is a rather complete analysis of what occurred in the 
communication episode. Emphasis is placed on the barriers 
built by the defensive climate which often evolves. 
Instruction is then provided on how to build a supportive 
climate through application of the ABBA model (a variant of 
active listening) [4]. 
 

A second superior/subordinate conflict role play is then set 
up. Students are asked to use the ABBA model and to be 
sensitive to the climate which evolves during this second 
role-play interaction. Students 

usually find the second experience more rewarding, less 

hostile, and generally more effective than the first. Next 
comes a debriefing, including student comments on the 
contrasts they observed and felt between the two role plays. 
 
The last component of the classroom experiential module 
involves a peer level conflict role play. The intention is to 
demonstrate to the students significant differences between 
superior/subordinate and peer communication interactions. 
Once again students are asked to use the ABBA model. An 
important dimension added to the module at this point is the 
concept of communication climate and the benefits of a 
healthy, supportive, and communicative relationship. This 
concept serves as an integrative device, in that it ties 
together rather well the whole-person elements of cognitive 
information (lectures, models, etc.), emotional involvement 
and contrast (ABBA I vs. ABBA II, superior/subordinate vs. 
peer, etc.), and behavior (step-by-step skill practice in 
communication effectiveness). 
 
Final closure of the module is accomplished by a complete 
debriefing of the entire multi-day exercise and the writing by 
each student of a reaction paper. The paper is designed to 
force the student to conceptualize and express his or her own 
integration of the cognitive, behavioral, and affective 
“learnings” processed during the exercise. 
 
Modules such as this need to be of sufficient complex- to 

address and potentially activate all of the 
“whole-person” dimensions. This is especially beneficial for 
accomplishing “cognitive diversity” relative to a particular 
concept. In this case we use a sufficiently broad topic 
(communication) and “highlight” it cognitively, affectively, 
and behaviorally from several different but interrelated 
directions. This is what we mean by a module, and it is an 
equally viable alternative to more effective experiential 
processing of such topics as group dynamics, psychological 
contracting and closure, motivation training, etc. 
 
The Modular Approach: A Consulting Application 
 
The benefits of integrative modules are also quite relevant in 
“real-world” training and consulting situations. It is also 
important in these settings to make presentations of 
necessary complexity, to focus on skill development and 
whole-person learning, and, most important for consultant 
effectiveness, to not be perceived as presenting disjointed, 
low-level, or overly-simplistic experiential learning 
exercises. The description which follows is an example of 
packaging module components in this arena. 
 
Component Number One: Formal Communications 
 
The complexity of the tasks to be accomplished by 
coordinated groupings of resources (called “organizations”) 
is a well documented reality. As would then be anticipated, 
organizations have many diverse needs whose satisfactions 
are necessary for the organization itself to be both effective 
and efficient in its goal directed behaviors. As noted by 
Finch et al., “one of the fundamental needs of organizations 
is to arrange how information gets into the possession of 
those individuals or groups who require it for task 
performance, control, problem solving, and decision 
making” [P.43]. 
 
An important reality for individual learners to master is that 
different formal communication networks can be designed 
and implemented. Each of these networks, however, results 
in unique communication patterns and 
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relationships. To expose our groups to some of these 
networks and to simultaneously provide them with an 
opportunity to become aware of the impacts of each, we 
have found an exercise from Knudson et al. [7 PP. 23-41] to 
be quite valuable. This particular exercise includes the 
wheel, “y,” all-channel, circle, and chain communication 
networks. Following the use of this exercise, we have found 
individuals to be more sensitive to the beneficial and 
negative effects of each formal communication network 
(again, “unfreezing and heightened awareness). 
 
Component Number Two: Informal Communications 
 
The principal intent associated with this portion of the 
module is to highlight the differences between formally-
designed and informally-derived communication systems 
and messages. This is a critical learning module for, as we 
know, the impact of informal communication networks on 
organizational processes is indeed significant and pervasive. 
 
An intriguing aspect associated with this learning area is the 
fact that very few experiential exercises are available to the 
facilitator as he/she attempts to present this portion of the 
complete communication module. We have, however, used 
one exercise with a relatively high degree of success in 
demonstrating informal communication channels. Called the 
“rumor clinic,” [10, PP. 12-15] this exercise, although rather 
simple in its design and execution, is capable of conveying 
the distortions and elaborations often associated with 
organizational messages transmitted through informal 
channels. Learners now are beginning to appreciate the 
power of informal channels and the need to monitor and pay 
attention to their development and deployment. 
 
Component Number Three: Organizational Feedback 
 
For any individual to effectively and efficiently accomplish 
assigned organizational tasks, he/she must be able to both 
offer (give) and receive (accept) feedback from peers, 
superiors, and subordinates, from other organizational 
groups, and from himself/herself. This learning area is 
robust in terms of the number of available experiential 
exercises. While we have used many, the ones below are 
those in which we have a higher degree of confidence. 
 
The “group-on-group” exercise [9, PP. 22-24] is very useful 
in terms of helping individuals to improve their process 
observation skills while simultaneously assisting them in 
learning how to provide feedback to other organizational 
members. In contrast to this exercise’s unit of analysis (i.e., 
the individual), the “organizational mirror” exercise [11, PP. 
78-8OJ is an excellent tool to permit groups (rather than 
individuals) to first establish and then explore the 
advantages and disadvantages associated with various 
avenues of feedback used among both internal groups (other 
departments) and external groups (customers). 
 
The “Johari window” exercise [9, PP. 65-69] is a well- 
established exercise to use to provide feedback to 
individuals regarding themselves. Our experience with this 
exercise has been very positive both in terms of immediate 
results (i.e., during the conduct of the program itself) and 
long-term results (i.e. many learners have later contacted us 
to indicate their continued acceptance and application of this 
experiential tool). 
 
Component Number Four: Interpersonal Communication 
 
The final learning area included in our organizationally 
based communication module is designed to let individual 

learners begin to identify “barriers” which can inhibit 
interpersonal communication processes within an 
organization and “gateways” which can serve to facilitate 
interpersonal communications The exercise (“Interpersonal 
Communication” [8 PP. 201-212]) we have successfully 
utilized to accomplish these objectives results in the 
additional benefit of helping individuals to increase both the 
intensity and accuracy of their listening skills. 
 
These four components, as a total experiential module, 
represent an effective “presentation” of organizationally 
derived communications. As isolated experiences, such 
exercises can be perceived as ‘Mickey Mouse” or irrelevant 
to organizational groups. As a module, the package can 
produce a lasting and more comprehensive learning 
experience. 
 

SUMMARY AND CONCLUSION 
 
The experiential field, if it is to continue to grow, and to 
mature, must face several issues: 1) The application of 
experiential techniques have been characterized by a lack of 
cognitive integration, 2) experiential practioners have not 
necessarily mastered the “role(s)” of experiential learning: a) 
“teacher”, b) image with non-experiential colleagues, c) lack 
of integration into the larger educational system, 3) 
evaluation and measurement of total learning system 
effectiveness continues to haunt our “measured impact”, 
especially in consulting, bottom-line applications, 4) the 
continuing development of our field needs a clearer focus. 
 
The approach suggested in this brief paper is a look at better 
packaging of our experiential product. Modules of sufficient 
complexity, when well designed and integrated, can address 
some of the issues described above. Experiential learning 
remains a field ripe with potential. If we do not become 
complacent in our success to date, we can continue to make 
significant inroads into increasing the whole person learning 
effectiveness of our learning systems. 
 

REFERENCES 
 
[1] Finch, Frederick E.; Jones, Halsey E.; and Litterer, 

Joseph A. Managing for Organizational Effectiveness; 
An Experiential Approach: New York: McGraw-Hill, 
1976. 

 
[2] Hoover, J. Duane, “Experiential Learning: 

Conceptualization and Definition” from Simulations, 
Games, & Experiential Learning Techniques, edited 
by James Kenderdine & Bernard Keys, University of 
Oklahoma Press, 1974. 

 
[3] Hoover, J. Duane “Vicarious Experiential Learning: 

An Empirical Test” Proceedings of the National 
Academy of Management, 1977. 

 
[4] Hoover, J. Duane “Increasing Human Potential 

Through Communication Effectiveness”, Supervisory 
Management, October, 1977. 

 
[5] Hoover, J. Duane & Whitehead, Carlton J. “An 

Experimental Evaluation of a Cognitive-Experiential 
Learning Methodology in the Basic Management 
Course”, Journal of Experiential Learning & 
Simulation, Vol. 1, No. 2, 1979. 

 
[6] Hoover, J. Duane & Crino, Michael D., Organizational 

Behavior: An Experiential Approach - 



Experiential Learning Enters the Eighties, Volume 7, 1980 

 43

Boston: Houghton-Mifflin Co. (forthcoming) 
 
[7] Knudson, Harry R.; Woodworth, Robert T.; and Bell, 

Cecil H. Management: An Experiential Approach 
(second edition). New York: McGraw- Hill, 1979. 

 
[8] Kolb, David A.; Rubin, Irwin M.; and McIntyre, 

James M. Organizational Psychology: An 
Experiential Approach (3rd edition). Englewood 
Cliffs: Prentice-Hall, Inc., 1979. 

 
[9] Pfeiffer, J. William; and Jones, John E., editors. A 

Handbook of Structured Experiences for Human 
Relations Training (volume I (revised)). La Jolla, 
Ca.,: University Associates, 1974. 

 
[10] Pfeiffer, J. William; and Jones, John E., editors. A 

Handbook of Structured Experiences for Human 
Relations Training (volume II (revised)). La Jolla, 
Ca.: University Associated, 1974. 

 
[11] Pfeiffer, J. William; and Jones, John E., editors. A 

Handbook of Structured Experiences for Hunan 
Relations Training (volume III (revised)). La Jolla, 
Ca.: University Associated, 1974. 

 


	Table of Contents
	Volume 7, 1980
	Symbol Recognition and Correlation for Evaluating Decision Making in Computer Aided Business Simulations
	Polanal: An Experiential Approach to Decision Support
	The Use of Time Contracts in Formal Education
	Indexing Simulation Model Response for Gaming Flexibility
	Moving Toward A Theory of the Use of Simulation Games and Experiential Exercises
	Use of Simulation Administration to Achieve Pedagogical Objectives
	Experiential Learning on the Job - A Business Internship Program
	Toward the Ultimate Experiential Exercise
	A Learning Through Managing Program
	Workshop Using Experiential Materials in Industry Training
	Sponsored Experiential Learning - An Opportunity
	Problems and Pitfalls of Externally Sponsored Field Research Projects Viewed form an Experiential Learning Perspective
	A Modular Approach to Experiential Learning: Classroom & Consulting
	Using Simulation & Experiential Learning In Industrial Settings
	Terminations: An Experiential Review
	Agenda Items -- Board of Supervisors' Meeting - Town of Jori
	The Objective-Setting Interview in MBO: An Experiential Approach
	The All-Star World Series Team Exercise: an Experiential Learning Exercise Dealing with Various Organizational Behavior Issues
	Progress Report on global, A Rich Multinational Gaming Environment
	Computer Simulation: A Tool to Teach Queuing Theory
	New Technology for Business Games
	Technological Frontiers in Computer Simulations for Business Education
	Simulating the Product Life Cycle on Interactive Terminals
	On Compensatory Demand Functions in Marketing Simulations
	The Use of Games at Different Levels in a Single Marketing Course to Increase Game Participation
	Sun Airlines: A Heterogeneous Consumer demand exercise Incorporating a Group Selection Test
	An Organization Development Approach to Teaching Organization Behavior
	CBID: Cognitive, Behavioral, and Interpersonal Development - A Skill Development/Social Learning Approach to Management Development
	Using a Live Case Via Video Tape A Town and gown Approach
	Development of Student Generated Cases Using Computerized Text Editing and Database Technology
	Interdisciplinary Approached to Problems in Utilizing Experiential Techniques
	To Use or Not To Use Experiential Techniques, That's is the Question
	Forming Participant Teams in Simulation Gaming
	The Problems of Motivating Students and Clients in Live-Case Projects
	Problems of Teaching Leadership Skills Through Experiential Techniques
	Conflict Style Measurement: Antecedent to Change - A Proposal for an Experiential Exercise Demonstration
	Fundamentals of Simulation for Newcomers
	An M.B.A. Orientation Simulation for Managing Time and the Areas of One's Life
	SimNet Workshop: The International Simulation Network Demonstrates Three New Business Games
	The Use of a Simulation Model in the Planning and Evaluation of Commercial Bank Operations
	Probability Assessment and Performance in Business Game Simulations
	WageSim: A Wage and Salary Administration Simulation
	Grading as a Teaching and Feedback Mechanism: Modifying Student's Self-Perceptions of Performance
	Can Business Games Effectively Teach Business Concepts?
	Development of Multiple Value Orientations in Conflict Resolution Behavior: An Experiential Teaching Paradigm in Labor-Management Relations Course
	Designing a Competency-Based Peer Assessment Scale for the Evaluation fo Teaching in Higher Education
	A Method for Evaluating Information for the Equipment Replacement Decision: An Application of Monte Carlo Simulation
	Simulation: A Method of Appraising Communication Networks in Managerial Decision Making
	An Evaluation of In-Class Student Involvement
	Evaluation of the SBI Program from an Experiential Viewpoint: Focus on the Student
	Differential Predictors of Academic Performance for White and Non-White Samples
	The Manager's Dilemma: An Unobtrusive Measure of the managerial Sex-Role Stereotype
	Are Computer Simulations Sexist?
	The Effect of Group Size on Attitudes Toward the Simulation
	Associations Between Individual Cognitive Processing Variables and Business Game Performance and Play
	Students' Perceptions on Managerial Functions After Exposure to Either the Case Method or a Simulation
	What Business Students Learn from Finance Simulations
	Attitude Toward Experiential Exercises, The Student-Teacher Relationship, Student Psychological Types, and Performance
	An Example of How to Design a Research-Based and Classroom-Effective Organizational behavior Exercise
	Some Issues in Game Design
	Untested Hypotheses: An Approach to Experiential Learning
	Evaluation of Simulation Games: A Critical Look at Past Efforts and Future Needs
	Is Self-Perception Predictable? - Some Laboratory Results
	An Exercise in Conflict-Handling Behavior
	The Relationship Between Group Size and the Learning Curve Effect in a Gaming Environment
	Learning About Organizational Management Through Organizational Management: Closing the Gap
	Strategies, Managerial Approaches, and Decision Making in a General Management Simulation
	A Comparison and Evaluation of Similar and Dissimilar Group Scenarios Generated Using Manual Simulation Games
	Weaknesses of Research Methods in Experiential and Simulation Studies


