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ABSTRACT

Currently, new approaches for training can effectively adopt the “Flipped” model of instruction as an 
important means of organizing and developing workforce competencies. One of the goals in the university 
setting at Grand Valley State University is to improve skills and training opportunities which can most 
efficiently utilize training time. In order to improve cognitive practice and increase skillfulness in a value 
creation socio-technical system, the Zone of Proximal Development (ZPD) is deployed to progress the 
talent needed to advance productivity. Seeing much success is noticed in this newest pedagogy “flipped 
instruction” design, it has changed various disciplines in business education which can best be applied 
to the training component of the workforce today. The success of this model continues to create higher 
learner motivation resulting in desired outcomes. The technology of the ZPD juxtaposed with the flipped 
classroom technique can lead to the improvement of a highly talented workforce.

INTRODUCTION

Many organizations continue to investigate ways in which talent management can be accelerated in 
their companies. While many approaches are presently applied, one alternative suggested is to imple-
ment the flipped classroom instructional strategy to improve a company’s talent pool. While minimal 
pedagogical approaches are currently used to manage talent, the flipped instructional model provides a 
satisfactory alternative to training and skills development in the workforce. As we consider the options 
to increase our choices for talent management, we can apply the flipped classroom strategy and define 
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the complexity of the “zone of proximal development” (ZPD) and experiential learning theory (Figure 
1). To guide the discourse, we must:

1. 	 Conceptually frame how talent management is presently approached
2. 	 Present the ZPD theoretical approach create value to the learner/talent and the organization
3. 	 The shared experience to enable learning
4. 	 Draw a conclusion, mentioning the limitations of the arguments provided in the debate, and a final 

suggestion can be supported for future research in “flipped” instructional pedagogy as it relates to 
talent management

BACKGROUND

Defining Key Dimensions

•	 Flipped Instruction: A model that allows for the traditional format of a classroom to be trans-
formed into more of a hybrid design for learning. The focus of the model is to provide reading and 
the preview of content which needs to be completed before the class meeting. Individuals are then 
allowed time in class to work on projects individually and in teams as part of the learning process 
which promotes more of a problem-solving atmosphere (see Figure 1).

Figure1. The Zone of Proximal Development (Barrons, 2015)



 

 

15 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/building-capability/176327

Related Content

Process Standardization and Integration for Human Resource Administration
Bettina Staudinger, Herwig Ostermannand Roland Staudinger (2009). Encyclopedia of Human Resources

Information Systems: Challenges in e-HRM  (pp. 711-718).

www.irma-international.org/chapter/process-standardization-integration-human-resource/13304

Informal Learning in the Workplace: Theory, Implications, and Future Directions for Human

Resource Development
Beixi Li (2026). Contemporary Human Resource Development Issues and Challenges (pp. 27-50).

www.irma-international.org/chapter/informal-learning-in-the-workplace/403600

In the Pipeline: The New Generations of IT Professionals
Jannie M. Buitenhuis (2011). Managing IT Human Resources: Considerations for Organizations and

Personnel  (pp. 150-177).

www.irma-international.org/chapter/pipeline-new-generations-professionals/53111

We Have Just One World but Live in Different Parts: A Comparative Study of OCD in Healthcare

in the Netherlands and Honduras
Gerard Brekelmans, Marcel J. M. H. Boonenand Nancy Y. Jaspers (2019). Evidence-Based Initiatives for

Organizational Change and Development (pp. 637-644).

www.irma-international.org/chapter/we-have-just-one-world-but-live-in-different-parts/225190

Leveraging Workforce Diversity through a Critical Examination of Intersectionalities and

Divergences between Racial Minorities and Sexual Minorities
Julie Gedro (2012). Handbook of Research on Workforce Diversity in a Global Society: Technologies and

Concepts  (pp. 56-72).

www.irma-international.org/chapter/leveraging-workforce-diversity-through-critical/67051

http://www.igi-global.com/chapter/building-capability/176327
http://www.irma-international.org/chapter/process-standardization-integration-human-resource/13304
http://www.irma-international.org/chapter/informal-learning-in-the-workplace/403600
http://www.irma-international.org/chapter/pipeline-new-generations-professionals/53111
http://www.irma-international.org/chapter/we-have-just-one-world-but-live-in-different-parts/225190
http://www.irma-international.org/chapter/leveraging-workforce-diversity-through-critical/67051

