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Journal

This course was good because it helped me understand my environment at work and the interaction that is happening within.

When I started this course, my objective was to learn about the whole process of ID  (I’d been already exposed to sections of the process before in another course) and to learn the terminology used in that field.  I wanted to have a better understanding of the jargon and wanted to round myself in the process… and I think I did!

I enjoyed the subject as I found it relevant to my work setting.  As you know, I am working in a setting where we develop on-line material to be used in WebCT.  Becoming an Instructional Designers is part of my future plans.  So I do find the information relevant to what I’m doing.  

Sept 11 –Introduction

Reading:

· Shrock (1991): History of Instructional Development 

· Rothwell & Kazanas (1998) Chapter 1: The role of ID in solving Performance Problem

I liked that article because it provided a good overview for me.  It provided me a base to ‘set’ my ideas on, to build on…  It gave me an overall picture on how it all ‘came about.’ I knew already some parts of the picture but this helped me to fill the gap of information I was missing to create the big picture.  

An analysis of the past helps us to understand the present better.  It situates what’s ‘happening now.’  It helped me to understand ‘why’ things are the way they are at the current time.

Both readings helped me to realize that there is a link between Instructional dev/design and detecting and solving human performance problems.  I never thought about it this way before.  For me instructional design was good to develop instruction (to look at the leaner, environment, etc.) but I had never thought about it in terms of performance problems. In the past I was teaching elementary student.  So, I never really considered that the teaching I was doing in term of trying to ‘fix’ a ‘performance problem.’

This whole ‘performance problem concept’ and its link to instructional design was a new concept to me.   So those 2 readings open my view on the subject matter… Now I see performance problem everywhere!  (
Sept 18 –Performance Problems

Reading:

· Rothwell & Kazanas (1998) Chapter 2: Alternatives to Instructional Solutions

· Rothwell & Kazanas (1998) Chapter 3: Determining Projects Appropriate for ID Solutions

As was reading these those 2 chapters, I got completely lost.  I was learning so much new information and I was trying to relate it to my work environment.  At that point in time, I did not all comprehend…

I was trying to grasp the non-instructional solution while looking at my work environment.  From the 5 methods described in the chapter, at work I’ve noticed clearly one method: the reward system.  We have a program called “Thanks for helping us get there” which recognizes workers that help others to accomplish their work.  We have a winner every month! The winner gets a gift certificate of $25.00.

More recently, we also have started to create job aids, which are some procedures to help us do our work in a consistent manner.  It is still not all in place, but we are working on it.  Before that, there were no procedures in place and there was (and still is) an incredible waste of time, which now I understand, can be described in terms of performance deficiencies.

Now I wonder… Is this the norm in an establishment?  I mean is it everywhere that we can see workers not performing??  How can a manager deal with this situation??  

Anyhow, I think that our work environment could use some organizational redesign.  It appears to me that there is a lack of clear structure in the way we operate.  I feel there’s a waste of time, waste of resources and waste of talent in the way we operate now.  

I wonder… Is this the norm everywhere?  Or, am I expecting too much?

At the current time (Nov 30) lots of transitions are happening at work.  Mid November one of our instructional designer has left for one year for her maternity leave.  Another is quitting to go to work at U of C.  So in this month of December, we will have two new instructional designers joining our team.  That promises to be very interesting indeed!  I wonder how this will affect our team…  !?!        Lots of movement (chaos).

After I read chapter 2, I felt that my work environment could use some non-instructional solutions to help our performance problem.  This slowly became clear in my mind.  It became clear that our deficiencies where caused by the environment. So, when I read chapter 3, I became confused again because I saw my work environment needing non-instructional solution but when I was reading chapter 3, I couldn’t relate that chapter to my work environment because I thought that (after reading chap 2) my work environment had more to do with deficiency in the environment (organization, management) rather than skills or knowledge of the workers.

This is when I think that, sharing ideas with others would have been beneficial for me, to help me make sense of the information.  To chew the ideas alone takes ‘much longer’ than in a group situation… because in a group situation some knowledge is shared — It helps to create a bigger ‘bank of information and knowledge’ and to comprehend the links (between ideas and concepts) from different perspectives!  Alone, you might get there too but it takes longer.

The components of a problem p. 34–36 was very good to read.  It helped me to understand.  It gave me a model on ‘how to approach the problem’ ~method of thinking.  Also, the discussion about 1) the deficiencies of knowledge, 2) the deficiencies of environment, or 3) the deficiencies with both was very good to clarify the different possibilities in analysis.

However, I didn’t fully understand the 2 models of analysis until I lived them through.  For example, I did my needs assessment using the situation specific 1) because I wanted to focus on our team 2) because I couldn’t see my self or I wasn’t in a position (not knowing any details of the situation) or in power to do a comprehensive analysis.  So, I choose a situation-specific because it was more accessible for me.

Interestingly enough, recently our ‘Distributed Learning Specialist’ (a new member in our team, she jointed our team at the beginning of that famous project) has started a comprehensive analysis (including every stakeholders at every levels) regarding our last big project (creating an e-learning library for outside client) and how it has affected us.  

It’s nice to see it happening.  I’m learning so much about my work environment with this course. 

Anyway, to continue my story…

I felt that this was a very good ‘thing’ to do.  Our team met and looked at what went well and what were the major issues we encountered during those last ‘crazy months.’

All this to say that it’s nice to be able to see the 2 methods of analysis being used. 

…I still think that our ID team should look at our team in a micro assessment too now that the macro one has been started.  I think that the two types of assessment are needed (comprehensive and situation-specific) because both focus on different things.  One over sees the ‘whole picture’ while the other one over sees all the ‘details.’   

At first, I didn’t understand the causal loop very well at all.   I found it to be a very abstract idea.  So, I went on the Internet and did a search about it.  I found the following address where it is explained in more details. (You probably have it already)

 http://www.systemsprimer.com/making_loops_loops_and_end.htm
After that, I understood ‘in theory’ where it was coming from but, to try to put ‘in practice’ was another story!!!  I didn’t know what to do with it! It seemed very complex.

System dynamics (system thinking) is a method for studying the world.   System dynamic looks at the global picture… everything is interrelated, everything is dependent.

 ISD use this method/ approach to create models with multiple components such as: need(s), job, task, resources and constraint analysis; media selection, course delivery, implementation, assessment, evaluation.  All components are interconnected.  Each of them affect the others.

Sep 25 –Models of ISD

Reading:

· Gustafon & Branch (1997).  Revisioning Models of Instructional Development

· Institute of Computer System Learning.  Appendix A

These two articles illustrate ‘models’ to build on. There is many models out there!  Models are conceptual tools and communication tools.  They help us to visualize, direct and, manage the instructional process.  According to Gustafon & Branch, there is five core elements of ISD Models: Analyze, Design, Develop, Implement, Evaluate.  However, different models use different terms to describe these elements.  Also different models might focus on different elements.   There is lots of variation within the models.  The earlier models were based on behaviorism.  The newer models (ID2) are trying to be more flexible in their approach and are trying to incorporate ‘situated cognition’ and ‘constructivism’ in their development process.

That’s it for this week.  This section is a section (content wise) that I feel reasonable with.  No new major discovery or imbalance.

The only thing I will add is that I find the ‘on-time learning’ is getting very popular.  The demand for that type of learning seems to be increasing.  The project we did at work (creating an e-learning library for an outside client) is exactly this idea.  Workers can access training ‘right-on-time’ or whenever they need it.

That creates lots of potential, for workers to train on what they need to know and when they need to know it.  It creates lots of flexibilities.  I’m sure it will create lots of expectations too.

Oct 2 Needs Assessment

Reading:

· Rothwell & Kazanas (1998) Chapter 4-6: Analysis needs, learners and work setting

· Needs assessment assignment

For my needs assessment assignment as I mentioned earlier, I used the situation-specific model because I wanted to focus on our own ID team and because I found it more accessible for me.   

The series of questions provided in Rothwell & Kazanas and the one you were helpful.  It helped focus the direction of the thinking involved in creating a needs assessment.

A one point I had difficulty because I was mixing up the needs assessment planning (with the series of questions to get there) and the actual final product: the needs assessment plan.  I did read the information in the book but didn’t register the information at first.  So I was trying to merge the two in my need assessment plan.  But that didn’t work for me.  After rereading the material I finally got it; the work I did on the planning was a way to get to the final product.  It helped my thinking to get to the final product, the blue print.

Doing a needs assessment plan was a good exercise.  When I read the steps in developing needs assessment plans, it appears straight forwards.  However, I found it a non-stop-process where I had to go back, revisit issues, try to figure out what the problem was and search for solutions.  It was a very time consuming business!

Chapter 5 and 6 were a bit like a review.  By this I mean I covered the content in another course where we had to assess the learner and the environment, before developing instructional material.

Oct 9 –Communication

Reading:

· Rothwell & Kazanas (1998) Chapter 16: Communicating effectively

· Rothwell & Kazanas (1998) Chapter 17: Interacting with others

Chapter 16 discusses communication in terms of visual, oral, and written approach.  It’s all about the communication of the message.

The design of message to communicate is related to the learners.  We have to adapt the message (visual, oral or, written) accordingly to the learner’s age, characteristics, skills, attitudes, etc.  But, we also have to choose the best method for the message.  For example, will it be a picture, a video clip, a written message or a combination of medium?

Chapter 17 –Interacting with others, is a relevant chapter.  I’m working in an environment where we design/develop instructional material.  The instructional designers have to deal with the content experts to get the information they need to do their work.  Then, they need to pass it on to the rest of the team so the project can be accomplished.  This sounds easy, however, it is not.

The lack of communication is a problem I have noticed at work, especially when I was doing my needs assessment.  (I was focusing on every problem I could think of!) The Instructional Designers at work also assume the role of project managers.  So, they need to talk with people at different levels such as managers, content experts, instructors, support staff and probably more.  So yes, it is quite important that they possess good communication skills.  As communication is the ‘bridge for understanding.’  I don’t think this is an easy task and it may take a few years to refine the skills to be successful. 

Oct. 14

I found hard to do the needs assessment.  It’s difficult to grasp the scope of the task until doing it.  I think I mentioned earlier but one point that help me to narrow down the work, was the realization that the needs assessment planning was separate from the needs assessment plan.  These are 2 different things.  The first one is the process (with various tools and methods to get there) and the second is the ‘final’ product (the blue print). 

Oct 22

Still working on my needs assessment.  This takes lots of work!

It seems that the process is NEVER finish.  It could go on and on! …the causal loop … You can always return and find more information.  But at a certain time you have to say: “It’s enough!”  I guess we could say that ‘time’ is a constraint.

Oct 23 –Job Analysis and Procedural Transfer Analysis

Reading:

· Rothwell & Kazanas (1998) Chapter 7: Performing job, task, and content analysis

· Learning vs. Performance: Retention and Transfer of Knowledge and Skills from Long-Term Memory

Note: I was absent for this class so I did my reading and went to view the playback.  I was a bit lost with the content because I read chapter 7 in great details but nothing for the retention and transfer article.  So I didn’t quite follow the discussion about the transfer of knowledge during your lecture on Centra.

I found Chapter 7 to be relevant to my work situation.  The more I was reading about it the more I was thinking that I should have read this chapter while I was still working on my needs assessment.  I think it would have helped me in finding solutions.  I felt this chapter had a lot to do with finding solutions for ‘deficiency in the environment’ at work.  Unfortunately, I started to read this chapter only after I handed in my assignment of the needs assessment.   

As I was reading about the job analysis, task analysis, content analysis I realized that, our team could be much more efficient than the way it is now.  I thought that at work, we needed to look at job competency!

It’s funny.  Each time I read new information/ new chapter, the search for recognizing problems starts again looking at it in a different angle!

What are the characteristics underlying successful performance?  I wonder…  What do we need to do, to have a successful team?

After the rush of our last project (the Diversify project discussed in my needs assessment plan), It became obvious that our team wasn’t completely ready for such a high demand of work in such a short period of time.


We have to find a balance between these 3 components.  For example you cannot produce something of quality when there is not enough time to do it.  The cost may be lower but the quality itself suffers too.  Or the quality is getting extremely good but it takes too much time and there no money left to finish the product.  So we have to strike a balance between the three. 

When I finally read the article about retention and transfer, I found it very interesting and very relevant too.  At work we started to write down some procedures of the work we are doing.  Lots of the task that supports staff do is near transfer, or close to it (basic, routine) and surface features (there nothing deep in the work we do most of the time).  (Well, that’s not all true but lots of the work is) So writing ‘Job Aids’ can make people more efficient because they don’t have to remember how to do everything (specially if not used often) and the behavior would be more consistent across the support staff too.

Oct 29

I’m thinking of all the other info I could have put in the need assessment but too late now… not enough time.

But not only this… I’ve noticed that it transforms, it evolves, it becomes more precise.  Or at least it appears that way to me. 

Oct 30 –Resource Analysis and Constraint Analysis (also called risk assessment)

Reading:

· Parker (1986) A System for Constraint Removal

· Constraints (Rapid Instructional Design)

During class summary: when working with my group, we thought the matrix (Parker) was a good starting point.  It gave us structure, on how to go about it.  It helped us focus our thinking.  But also we found it limiting and not allowing for much creativity.

Once you’ve made a decision about your delivery system, you need to verify (before starting the project) if your project is feasible. You need to take a look at the risks before you encounter them.  There are various categories of constraints (logical, stakeholder, design and resources) that should be taken into consideration before the beginning of the project.  The deeper the evaluation, the most chances your have to be closer to reality in the concretization of your project.

Nov 6 –Media Selection, 

Reading:

· Legassie (1994).  Types of Training Media

· Gagné. Characteristics of Media Selection Models

The Media selection articles were like a revision.  The type of media should be selected accordingly to the purpose of the message, the learner and the setting.  

Selecting the appropriate media can be a resource constraint.  Do the designer has access to the information in the format/media he/she wants.  Does media needs to be created or modified?  Can you afford to buy the resources? Is there a worker that has time and skills to create the instructional media?  Does it provide for different learning style? Can your have the copyright to use it?

All these questions need to be asked before… not in the middle of the project.

Nov 13 –Reading Day

Nov 20 –Course Delivery, Project Management

Reading:

· Wagner (19??).  Beyond Distance Education:  Distributed Learning Systems 

· Met the Web-based Training

· How to do it: Design

· (Greer). Planning and Managing Human Performance Technology Projects

· Critical Success Practices: What works Well in HPT Projects

So much to read, so little time.  So much to learn, so little time.

The topic that interested me this week is the differentiation between Distance learning and Distributed learning.  Distance education has been with us for quite a while now.  Distributed learning seems to be a newer idea.  Distance learning has the ‘extended classroom’ approach where student have an instructor and a specific curriculum to follow.

Distributed learning on the other hand does not require an instructor and the curriculum to learn is up to the learner.  The learner can pick and choose what he/she wants/needs to learn.

At work, the project we did for Diversify is more a distributed learning project as the e-learning library has standalone courses.  Learners can choose what they want to learn from a variety of courses/subjects and they can learn them when it’s convenient for them.  Online learning/training is using the model of ‘just in time’ learning.  The learner can learn anytime, anywhere.  It’s powerful in the way that the learner has much more flexibility and power on his/her own learning.

I find this concept very interesting and want to learn more about it.

Nov 27 –Assessment and Evaluation

Reading:

· Dick & Carey (1996). Developing Assessment Instruments

· Seels and Glasgow (1990).  Exercises in Instructional Design. 

· Great Ideas Revisited

· Using Evaluation

· Evaluation Questions

· Rothwell & Kazanas (1998) Chapter 13: Evaluation Instruction

Evaluation is the last step in the ID model.  This does not mean it’s the end.  The evaluation stage is not the end but rather it’s the time of revision (formative evaluation).  It’s the time to go and revise if your objectives, assessments and teaching strategies did what they were supposed to do.

There are two types of evaluation: formative and summative, but there is also 2 different things to evaluate.  You can evaluate the students in a formative (revision for the student) or summative (final) evaluation and you can evaluate the material/course in a formative (revision) or summative evaluation (validation of the final product). 

Different articles present the steps to do an evaluation differently.  There are basic steps that will be included in any evaluation, but depending, some steps may be look at in greater details depending on what you want accomplish with the evaluation.  The models are tools to help you get there, they are not written in stone.  They’re there to give you direction on how to approach the evaluation.

Well, that’s it!
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