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STATEMENT OF ORIGINALITY

1. Individual difference learners are difficulty for educator to search the suitable tool
for their learning achievements. The Negative Reinforcement for Group Base
Learning in Individual Difference Learning Framework, which is a new
alternative framework that can be utilized as the tool to increase an effectiveness

of the student’s learning outcomes.

2. The Negative Reinforcement for Group Base Learning in Individual Difference
Learning Framework is discovered for the individual difference, which is old
generation, high experience and low education level. The learning framework
provides the both learning style between the instructors and students and gives the
required learning style of the leader position. Furthermore, social network (face-
book) is also used as a multiplier tool to facilitate such learning for more

effectiveness of the learning outcomes.

3. The new proposed learning framework may be beneficial for any other kinds of
organization with individual difference employees. By using this learning
framework to develop the employees, they will become dynamic learners and
productive employees. As a result, the performance of the organization will be
continuously and more effectively developed.
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