Lesson 7

· Training design: it is the process of preparing and planning events to facilitate learning. 
· The design of training and development involves many important decisions, with its starting point being writing training objectives.
· Training design activities, see table 5.1

Training objective
· A statement of what trainees are expected to be able to do after a training program.
· It is the expected or intended outcome of training. It also decribes the knowledge and skills to be acquired
· Learning involves the process of acquiring new knowledge, skills and attitudes, while performance involves the use of these new skills, knowledge, and attitudes on the job.
· An important link between the needs analysis stage and the other stages of the training and development process.
· It is important to write a training objectives prior to designing and training program.

Writing Training Objectives
· A traininf objective should contain four key elements of the desired outcome as follows:
· 1. Who is to perform the desired behaviour? 
· 2. What is the actual behaviour to be employed to demonstrate mastery of the training content or objective? 
· 3. Where and when is the behaviour to be demonstrated and evaluated (The tools, equipment, information, snd other source materials for training should be specified. Included should be things the trainee may not use, such as calculators)
· 4. What is the standard by which the behaviour will be judged? 
· Training objectives should closely resemble the task analysis.
· The final written objective should contain three key components:
· 1. Performance
· 2. Condition: The tools, time and situation under which the trainee is expected to perform the behaviour.
· 3. Criterion: The level of acceptable performance 
· Representative workers should be involved in the development of the training objectives

The purchase-or-design decision
· Once the training objectives have been developed, the organization faces a make-or-purchase decision.
· Organizations are particularly likely to purchase training programs that do not rwquire organization-specific content and are of a more generic nature.
· Training programs developed internally by an organization also have some advantages including security and condifentiality, use of the organization’s language, incorporation of its values, use of internal content expertise, understanding the specific target audience and organization and the pride and credibility of having a customized program.

Purchase decision factors
· A cost-benefit analysis would be necessary to determine the best option
· The human resource staff should have the time and expertise to design a training program
· If a relatively small number of employees need training then it is probably best if you don’t design a new training program
· When an organization decides to purchase a training program, it must choose a vendor or consultant who will design and/or deliver the program. 

Request for proposal (RFP)
· The process of identifying and hiring a vendor or consultant begins with a request for proposal
· RFP: a document that outlines to potential vendors and consultants the organization’s training and project needs. 
· Vendors and consultants can review the RFP and determine whether they are able to provide the products and services required by the organization and whether they should prepare a proposal and bid on the job.
· RFP is an important step in searching for a vendor because it requires the organization to describe its most critical training needs and the nature of the training solution required.
· This ensures that the organization purchases what it really needs and also communicates the training needs and required project to stakeholders and potential vendors.

Training content
· A trainer will have a good idea about the required training content from the needs analysis and training objectives. 
· It is important to conduct a thorough needs analysis prior to designing a training program.
· In some cases it might be necessary to consult a subject-matter expert (SME): a person who is familiar with the knowledge, skills, and abilities required to perform a task or job and can specify the training content.

Training methods
· Once the training content has been determined, the next step is to decide what training methods will be used.
· We distinguish training methods in terms of where they take place
· Productive responses: the trainee actively uses the training content rather than passively watching, listening to, or immitating the trainer
· It is believe that training methods that encourage active participation also enhance learning.
· The objectives of a training program and the training content should determine the most appropriate training methods.
· For many organizations, the best approach is blended training: the use of a combination of approaches to training such as classroom training, on-the-job training and computer technology.

Active practice
· Practice: physical or mental rehearsal of a task, skill, or knowledge in order to achieve some level of proficiency in performing the task or skill or demonstrating the knowledge. 
· In training, we refer to active practice, which means that trainees are provided with opportunities to practise the task or use the knowledge being learned during training. 
· Training programs should include opportunities for active practice
· Conditions of practice: practice conditions that are implemented before and during training to enhance the effectiveness of active practice and maximize learning and retention. 

Pre-training interventions
· Pre-training interventions are activities or material provided before a training program or practice session to improve the potential for learning as well as the efficiency and effectiveness of practice during training.
· This prepares traines for receiving and utlizing information
· There are 6 pre-training conditions

1. Attentional advice
     -  Involves providing trainees with information about the task process and general task strategies that can help them learn and perform a task
· Has positive effects on cognitive learning, skill-based learning and affective learning
· Helps to focus or dirext trainees’ attention on specific aspects of the training or practice session and task strategies to assimilate the training material with existing knowledge.

2. Metacognitive strategies
· Metacognition: a self-regulatory process that helps people guide their learning and performance
· Metacognition consists of two primary functions: monitoring and control
· Monitoring involves identifying the task, checking and evaluating one’s progress, and predicting the outcomes of that progress
· Control involves decisions about where to allocate one’s resources, the specific steps to complete a task, the speed and intensity required to work on a task, and the prioritization of activities.
· Metacognitive strategies: refers to ways in which trainees can be instructed to self-regulate their learning of a task. (This can be taught prior to training so they can self-regulate and guide their own learning and performance during practice sessions)

3. Advance organizers
- Advance organizers refer to structure or frameworks to help trainees assimilate and integrate training content. They provide trainees with a structure or framework for organizing the training material and for integrating it with existing knowledge. 

4. Goal orientation
· Goal orientation refers to the type of goal that is set during training. 
· There are two types of goal orientations: mastery or learning goal orientation (focus trainees’ attention on the learning process) and performance goal orientation (focus attention on the achievement of specific performance outcomes)
· Mastery goals have been found to be related to more metacognitive activity and to result in faster skill acquisition. It tends to be more effective for learning

5. Preparatory information
· Preparatory information involves providing trainees with information about what to expect during training and practice sessions
· Helps to minimize effects of stress
· Preparatory information is particularly useful for learning to perform stressful tasks where the ability to cope and overcome obstacles is critical for task performance.

6. Pre-practice briefs
· Sessions in which team members establish their roles and responsibilities and performance expectations prior to a team practice session

Conditions of practice during training
· 5 conditions

1. Massed versus distributed practice
· Refers to how to segments of a training program are divided and whether the training is conducted in a single session (massed) or is divided into several sessions with breaks or rest periods between them (distributed)

2. Whole versus part learning
· Refers to whether the training material is learned and practiced at one time or one part at a time



3. Overlearning
· Continued practice even after trainees have mastered a task so that the behaviour becomes automatic
· Overlearning helps ensure that task performance will become habitual or automatic.
· Automaticity refers to the performance of a skill to the point at which little attention from the brain is rewuired to respond correctly

4. Task sequencing
· The basic idea is that learning can be improved by dividing training material into an organized and logical sequence of sub-tasks
· The idea behind task sequening was proposed by Robert Gagne who argued that practice is not enough for learning to occur; rather what is important is that the distinct sub-tasks are identified and arranged in a logical sequence.

5. Feedback and knowledge of results
· Providing trainees with feedback and information about their performance on a training task
· Feedback lets trainees know whether or not they are effectively promorting the training task. 
· Positive feedback can help build confidence and strengthen trainees’ self-efficacy
· Positive feedback can be reinforcing and stimulate continued efforts and learning
· Feedback is necessary for trainees to know whether they have attained their goals and whether they need to revise them or set new ones.

Active learning and adaptive expertise
· Routine expertise: the ability to reproduce specific behaviours in similar settings and situations
· However, this is not always sufficient for complex jobs
· Adaptive expertise: the ability to use knowledge and skills across a range of tasks, settings, and situations. This requires a much deeper understanding of the task because the learner has to understand how to use his/her knowledge and skills in new and novel situations.
· Active learning: an approach to training that gives trainees control over their own learning experience. Active learning promotes an inductive learning process in which the learner is provided with unstructured opportunities to discover rules, principles, and strategies for performing a task on their own through explration and experimentation. Traditional approaches to learning are deductive because they transmit knowledge to the learner and provide more guidance and structure on how and what to learn
· Exploratory/discovery learning: provides trainees with the opportunity to explore and experiment with training tasks to infer and learn the rules, principles, and strategies for effective task performance.
· Proceduralized instruction: provides trainees with step-by-step instructions on how to perform a task and the rules, principles, and strategies for effective performance.
· Error framing involves encouraging trainees to make errors and to view errors as instrumental for learning
· Emotional control: a strategy to help trainees control their emotions during their active learning

Error-management training (EMT)
· According to Michael Frese and his colleagues, errors are a source of negative feedback that can actually have a positive and informative function in training
· Negative feedback is necessary for learning
· Error-management training involves explicitly encourgaging trainees to make errors during training and to learn from them
· Error-avoidant training: training that is highly structured and provides trainees with detailed step-by-step instructions on how to perform a task so they are less likely to make errors
· Two key characteristics of EMT
· 1. Trainees are provided with little guidance and active exploration is encouraged
· 2. Because making errors can be frustrating, trainees are told to expect errors and to fram them positively
· Error-management instructions: statements that errors are necessary and natural part of learning and emphasize the positive function of errors

Article: Designing and instructional design
· Instructional design is frequently traced to roots in areas such as systems theory and communications, and representations of the process freqeuntly reflect those roots.
· We don’t however quite know the accurary of the ID design
· The body of literature describing and prescribing ID processes is based primarily on experts’ opinions and recollections rather than on systematic investigation
· ID: a deterministic, essentially rational and logical process, a set of procedures to be followed
· ID may be better characterized as a creative process, based on intuition as well as rationality, involving divergent as well as convergent processes, or a dialogue rather than a process of optimization
· There is concern that descriptions of instructional design in the literatyre are discrepant with practice
· The few studies that have carried out to date have proved valuable and have found clear similarities between ID and other fields of design, and areas in which ID practice differs substantially from the common view of how instruction is or should be designed
· Design: design is a discipline inquiry engaged in for the purpose of creating some new thing of practical utility
· Individual attributes of design: 
· 1. The purpose or goal of designing
· 2. Relationships to other processes
· 3. Factors that influence the design process
· 4. The nature of the design process
· The purpose of designing: Design is a goal-directed process in which the goal is to conceive and realize some new thing. Design has changed as society and technology have changed. Its main purpose is to change and existing situation intro a preferred one
· Designing is a type of planning and results in an organized plan for achieving a special purpose
· Design may be a science, or a combination of science and art, or neither science nor art
· While scientists focus on the problem, on discovering the rule that is operating, designers focus on the solution, on achieving the desired result
· The scientific method is employed to discover the nature of what exists, while design methods are employed to invent things which do not exist
· Frequently, design is characterized as a combination of artistry and technical skills
· However, many argue that design is neither science nor art. The overall point says that design is a particular discipline with its own areas of interest, methods, and values
· Factors that influence the design process:
· The design pricess can be affected by many factors such as: the designer’s knowledge, skill, and experience; and methods and management
· Design requires social interaction, as the designer will frequently work with the client
· Thomas and Carroll point out the fact that the designer and client will bring different expertise to the problem
· What Robinson refers to as exploratory design feel that dividing understanding and solving into two phases results in conflicts being resolved prematurely, just so that a clear definition can be achieved

Video
· Leo Bissonnette
· Universal design for training and learning: designing products and environments where you have multiplicity and complexity
· People have to understand who the learners are that are sitting in their courses
· Tips: how are you going to present your material
· [bookmark: _GoBack]
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