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Overview    ____________ 

 

Benefits       
 
By fully engaging in the material offered in this chapter, you will gain an understanding of the 

ADDIE Model of Instructional Design. You will be able to discern the interrelation of each of the 

parts of the ADDIE Model, and understand ways how the ADDIE Model is used to develop and 

plan learning programs in various types of organizations. 

 

Definitions      
 
ADDIE, Analysis, Constructivism, Conceptualism, Design, Development, Implementation, 

Evaluation, Program, Project, Learning Management System, SCORM. 

 

Concepts       
 

What is ADDIE? 
 
ADDIE is an acronym that stands for analysis, design, development, implementation and 

evaluation. ADDIE is a process of different phases that enables instructional designers to perform 

various types of task analysis, write program objectives, construct design plans, implement the 

project using skills related to web-based training and evaluate the different aspects of the 

training. ADDIE seems like an easy concept to understand, but is highly complex in its delivery 

and content. While ADDIE looks easy to master, it is not. Every aspect of the ADDIE process is a 

complex network of components that must be mastered. An outsider to the field might look at 

ADDIE and think that it is straight-forward, but it is not. If a program has been very well designed 

then it should stand the test of time and look like it was effortless to design. Only a truly 

reflective and systematic instructional designer could design a program so seamlessly. 

 

Application   

  
Application Exercises 

ADDIE and appropriate curriculum design structures 

Case Studies 

Definitions of Learning Models 

Reflections 

Assessments, Feedback and Kirkpatrick’s 4 Levels of Evaluation 

Marketing your work as an Instructional Designer 

 

Tools           
 
Bloom’s Taxonomy 

ADDIE documents 
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Planning tools 

Storyboard 

Learning Materials 

Types of Assessments 

Kirkpatrick’s 4 Levels of Evaluation 
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Benefits        

 

By fully participating in the material offered in this chapter, you will begin to understand the 

ADDIE Model of Instructional Design and utilize ADDIE to design and develop elegant and well 

constructed learning programs. You will also be able to distinguish between the different training 

models in use. Additionally, after reading this book, you will be able to effectively evaluate a 

learning program based on Kirkpatrick’s 4 Levels of Evaluation. This chapter explores different 

aspects of evaluation, and evaluation will be covered more in-depth later on in the book.  

 

ADDIE is well known in terms of its use and qualities in terms of instructional design. It is just 

one kind of ID model. If you are able to successfully understand and utilize the ADDIE Model of 

Instructional Design, you will be able to organize your body of work in a way that maintains a 

solid and respected structure. ADDIE is the foundation on which all of your courses and training 

materials should be constructed. ADDIE is the most utilized and recognized model of 

Instructional Design.  

 

This chapter is designed to: 

 

o Define and fully describe the ADDIE Model of Instructional Design 

o Evolve your understanding of the Analysis process of ADDIE 

o Identify and describe the Design phase of ADDIE  

o Identify and describe the Development phase of ADDIE 

o Identify and describe the Implementation phase of ADDIE 

o Apply Kirkpatrick’s 4 Levels of Evaluation and specifically understand 

Kirkpatrick’s 3rd and 4th  

o Evolve your use of the ADDIE model through scenarios and practice exercises 
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Definitions       

ADDIE: This stands for Analysis, Design, Development, Implementation and Evaluation. Each of 

these phases is part of the lesson and program design process used for instructional design. The 

ADDIE process works much like the “Scientific Method” and should be adhered to and described 

in detail in both your portfolio and/or design documents. These structures are further illustrated 

in the model below. 

  

Analysis This is the data gathering phase that takes place to 

outline both the needs of the learner and the needs 

for the learning program. During this phase, the ID 

should work extensively with the Learning Manager 

to gather data, understand costs, manage the 

project, determine needed resources and frame the 

problem.  

 

Design This is basically your planning guide for the project 

and should include your project abstract, objectives, 

population profile, course description, learner and 

facilitator notes, evaluation strategy, and potential 

deliverables.  

 

Development This process presents a formalized view of your 

lesson plan and should include ways you will grab 

the learner’s attention, presents a content overview, 

potential feedback, pilot tests, and an evaluation 

phase to determine if your materials are accurate. 

 

Implementation This process phase is the active process of carrying 

out both your lesson plan, phases 1 and 2 of 

Kirkpatrick’s Levels of Evaluation, and modification 

of lessons given learner feedback. 

 

Evaluation This process involves the implementation of phases 

3 and 4 of Kirkpatrick’s Levels of Evaluation, which 

will be described in detail. 

 

Conceptualism: Rooted in philosophy, this process specifically seeks to help learners make sense 

of the barrage of knowledge constantly inundating their thinking minds to filter the knowledge in 

a set of realistic and pragmatic takeaways that will help them improve their work and efficiency 

through the learning offered. In this process, the learner is making sense by filtering through 

their own experiences. This process is very different than the constructivist approach. 

 

Constructivism: Also rooted in philosophy, the process specifically seeks to engage learner in the 

learning process through the intentional interaction between the learner’s knowledge and 

experience in a way that specifically trains the learner to make sense of the learning that is being 

delivered. This can also be classified as the internalization of the learner’s ideas and knowledge. 
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Learning Management System: Commonly referred to as LMS, a Learning Management System 

can best be described as a software application that administrates, documents, tracks, and 

reports programs, e-learning programs, classroom and online events, and various types of training 

content. 

 

Program: This can best be described as an organized system of processes that are executed 

through a training series or set of courses. Each individual course is a part of the overall program 

and impacts the outputs and expectations for the learner taking the program or set of courses.  

 

Project: A project is a specific and time driven exercise that is designed by an Instructional 

Designer with different components which can then be assigned as a group of courses, long-term 

educational assignment, or as a single assignment. 

 

Scorm: SCORM is an acronym that stands for Sharable Content Object Reference Model. SCORM 

is a collection of standards and specifications defining communications in the run-time 

environment, which is commonly supported by a Learning Management System. 
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Concepts 

 

The Instructional Design Process 
 
I can guarantee that before you are hired as an instructional designer, the hiring manager will 

want to ensure that you have a full working knowledge of ADDIE, which is essentially the 

instructional design process. ADDIE encompasses a 360-degree view which should be applied to 

every facet of the instructional design practice. As indicated earlier, ADDIE is an acronym for 

Analysis, Design, Development, Implementation, and Evaluation. Before being hired to become 

an instructional designer, you should begin applying the model in different kinds of situations 

that require problem solving so you can gain practice using the skill.  

 

Here is an overview of each of the phases of the ADDIE Model. The model will then be followed 

with a real world example. I am also including ADDIE documents in the Appendix of this book for 

you to be able to utilize in your own Instructional Design practice. 

 

 

 
Analysis This is a process of discovery to determine the 

client’s needs. This is the data gathering phase 

of the Instructional Design process. The 

information collected during this phase of the 

project will be used throughout the entire 

Instructional Design process. Information 

gathered during this process will ensure success 

of the entire design. During this phase, you will 

be collaborating closely with other Instructional 

Designers and Project Managers. During this 

phase, the ID will: 

 Gather data 

 Frame the problem 

 Develop strategies for resolving 

instructional and non-instructional issues 

 Determine needed resources 

Analysis Design

Development

• Analysis

• Design

• Development

• Implementation

• Evaluation

Implementation

Evaluation

Kirkpatrick's 4 
Levels of 

Evaluation
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 Draft a budget and timeline for 

completion 

 Obtain sign offs from necessary parties 

 Understand the deliverables and their 

time frame for completion 

 Produce a calendar of events and 

deliverables, which should also be signed 

by the client.  

 

Design The Design phase serves as a blueprint for the 

overall training project. The design process 

encompasses the entire overview for how the 

project will be developed. During this phase, IDs 

will write objectives, write course content, and 

finish an overall design document. During this 

phase, the ID’s design document should include: 

 A purpose statement 

 Learning Objectives, organizational 

objectives, and  

 Population profile 

 Course abstract 

 Learner Requirements 

 Facilitator Requirements 

 Evaluation strategies 

 Learning deliverables 

 

Development During the Development phase of the ADDIE 

Instructional Design Model, the ID will draft and 

produce materials for the lesson plan, and will 

focus on specific aspects involved in the actual 

lesson plan and pilot test the materials. Many 

project managers will indicate that they do not 

want materials pilot tested, but I recommend a 

pilot test, because it goes a long way to ensuring 

that pilot materials do not have to be re-

developed. Materials development can be quite 

costly. It is best to ensure that materials are 

correctly developed to save time and money  in 

the latter parts of the ADDIE Instructional Design 

Model.  

 

Here are some attributes of the lesson plan that 

should be considered in the development phase: 

 Strategies for gaining the audience’s 

attention 

 Directions for how the learner will 

complete given learning tasks 

 Quick checks or recollection of content 

 Lesson Content 
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 Feedback 1 – 2 – 3 

 Evaluation 

 Closure  

 Draft the materials 

 Draft online contents 

 Pilot material 

 Modify content as necessary 

 Evaluate all elements of development 

 

Implementation During the Implementation phase of the ADDIE 

Instructional Design Model, the content is 

delivered to the learner. Here you will be able to 

gauge how well the content was received by the 

learner, understand whether objectives were 

successfully met and determine what additional 

steps are needed to ensure that learning has 

occurred. During this process of the ADDIE 

model, the ID should: 

 Activate project 

 Evaluate project levels 1 and 2 

 Evaluate implementation materials 

 

Evaluation The Evaluation phase should operate 

concurrently throughout the entire ADDIE 

Instructional Design Model, because as an 

Instructional Designer, you will be evaluating 

every aspect of the Analysis, Design, 

Development and Implementation phases. 

During the Evaluation phases of the ADDIE 

Instructional Design Model, the ID should fully 

understand and utilize Kirkpatrick’s 4 Levels of 

Evaluation. Kirkpatrick’s 4 Levels of Evaluation 

will be written about in detail in this chapter. 

 Continually review all five ADDIE 

elements  

 Work closely with the Learning Manager 

or Project Manager to revise evaluation 

and process as needed 

 Work closely with the Learning Manger or 

Project Manager to revise other aspects of 

the program or lesson design as needed  
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ADDIE Scenario:  
 
In the real world, the ADDIE model is used all of the time in terms of instructional design. In a 

recent example that I directly experienced, I was hired to create a course for Human Relations 

Generalists at a major credit card company. I signed a confidentiality agreement and cannot 

directly mention the name of this credit card company, but the purpose of my work at this 

company was to create a set of workshops and document a software tool that was intended to 

track employee performance, complaints, questions, concerns, and other policy related issues. 

The deliverables for this work was to include four distinct training programs, Participant Guides, 

Instructional Guides, and Learning Materials. Below are the steps I utilized in the way in which I 

applied the ADDIE model to this scenario. 

 

Problem 

 
The immediate problem faced was that the software for this initiative did not work adequately 

despite a year-long implementation. An out-of-the-box solution, the application kept breaking as 

new data was migrated into it. Based on documentation reviewed during the analysis phase of 

the ADDIE model, the ID for this project should have been hired in June, and the ID was not 

hired until October. The goal was to have all of the training materials designed and developed 

over a three month time frame with a final implementation completed by September, well in time 

for a December training date. Another significant task for this project was to document the 

software through a series of screen shots and then develop participant materials with step-by-

step directions for navigating through the software. In order to deliver the training materials and 

curriculum for this project, I followed the ADDIE model closely and was actually hired; because 

of the level of experience I had using the model. 

 

Analysis 
 

During this data-gathering phase, I was seeking answers to the following questions: 

 How did the software fit within the overall context of the organization?  

 Why were the courses needed? 

 What information needs to be covered in the course? 

 How does the course fit in with other training already in use? 

 

In order to understand what was needed in terms of the analysis, I interviewed each individual 

member of the project development team to gain an understanding of not only how the software 

worked, but also to understand what the software was supposed to do from an organizational 

context. For this project, a team of software developers, and Employee Relations specialists, led 

by an Employee Relations Project Manager were working together to define standards, 

functionality, and uses for the tool.  

 

After collecting data for a few days and actually observing the tool in the sandbox testing 

environment, I determined: 

 Ways the software application was different than other applications in use 

 Basic knowledge of all of the components 

 Organizational implications of the training 

 The number of events and types of deliverables 
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Design 
 

The design of this project was fraught with difficulties. First of all, the software tool never did 

work appropriately. I was able to capture screenshots at different intervals throughout the 

project, but the project was poorly managed and the Subject Matter Expert who I was supposed 

to work closely with during the project was fired shortly after I started to work on the project. 

Despite these obstacles, I was able to gather enough data that I wrote an Analysis document, 

Learning Guides, and a calendar of events, as well as additional tools regarding training delivery 

methods, standards, and other training components. 

 

Development 
 

During this project, because I had roughly a month to document and understand the software, as 

well as prepare four courses, Participant Guides, Learning Mats, and a self-paced portion of the 

project. I worked day and night to complete what I could by the deadline, which was six weeks 

from start to finish. While I worked, the Project Manager spent most of his time ensuring the 

accuracy and the flow of the materials. The situation was difficult, because the software never 

worked, Subject Matter Experts were jumping ship, and the Project Manager continually changed 

the formatting of the documentation. Despite reaching a signed agreement regarding the flow of 

the courses, the Project Manager would change his mind every day on seemingly every aspect of 

the project. As an instructional designer, this was the most difficult project I worked on, because 

I only was able to gain access to a functioning tool 3% of the time I worked on the project. I was 

able to follow a lesson planning guide that utilized a macro enabled word document that 

incorporated multiple aspects of a thoroughly constructed lesson format.  

 

Implementation  
 

Parts of this project were prepared for implementation, but because the software tool never 

worked, the project was delayed. It was important for me during this project to capture what I 

could and do my part as an Instructional Designer, but sometimes the project outside the 

Instructional Design process is not ready to be implemented.   

 

Evaluation 
 

Before formal implementation could take place, pilot testing should occur. Pilot testing was not 

able to occur in the aforementioned situation, because the software did not work. Had the pilot 

testing occurred, evaluation would have been used to determine how the course and training 

materials would have been different or more specialized to meet the needs of the participants. 

 

The biggest aspect of the evaluation in this scenario was not in determining the use and 

functionality of the training, but rather in understanding how to work in this situation. As an 

instructional designer, you need to determine some of your own boundaries for the work to be 

completed and how you will apply your expertise in a difficult situation. This situation was mainly 

about learning how to work with challenging circumstances, a compromised program, and 

difficult people.  

 

This is not an unusual situation, because in every instructional design project with which I have 

been involved, there have been difficulties in establishing timelines, or other organizational 

malaise that has arisen. In organizations, training is usually proposed and implemented to solve 
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some kind of cultural or organizational dilemma. As an instructional designer, it is very likely that 

you will be walking right into the middle of that dilemma that the training you design supposed 

to fix. You need to be able to discern what the real dilemmas are and then propose ways that 

training will repair the systemic holes rather than a simple “drive by” fix. 

 

Beware of cultural problems, organizational dilemmas, difficulties in teams, and strong 

personalities. I wish that someone would have told me about all of these issues before I became 

an instructional designer, because I think I might have changed how I approached the work 

situation. Instructional design is not as straightforward as creating lessons or developing training. 

Instructional design is about changing the culture of an organization or department or treating an 

organizational problem through training that might be happening too late. It is unlikely that you 

will read this in any other text about instructional design.   

 

Recommendations from the field 
 

I will say that the most successful types of learning programs occur when they look as though 

they are delivered effortlessly. I think that everyone at one or another, even if from a K-12 

learning environment, has received some type of training on occasion. Most people think that 

because they have experienced training that they know everything there is to know about training 

and can deliver training to others. Those people do not consider the complexity of the problems 

that the training is being designed to solve. This is the equivalent as the old saying about baking 

that goes something like this: “A woman was watching a baker bake bread. While she was 

watching the baker, a bit of flour was cast upon her. After the flour was cast upon her, she then 

thought she was good enough to be the baker too.”  

 

This goes along with training. Just because someone has been the recipient of training does not 

mean that the person should be delivering training. In fact, a poorly delivered training program 

can do more harm to an organization than good. Without the appropriate design, development, 

and evaluation, a poorly designed training initiative can cost an organization thousands of dollars 

resulting in much greater harm than good. 

 

To start out with, I recommend that instructional designers new to the field take on simple 

projects or work in a team to design and develop a training initiative. I also strongly advise that 

appropriate time be given to the analysis and design of the training. In an attempt to save time 

and money, many organizations will forego an appropriate analysis and design and want an 

instructional designer to begin developing a program before a thorough analysis and design has 

been established. 

  

In the end, this can be extremely problematic and costly to the organization, which will inevitably 

show up during the evaluation phase either through poor participant feedback, further 

organizational shortfalls, or under performance. It is best to have standards in place that align 

training objectives with specific organizational objectives, values, and outcomes along with 

specific and targeted employee performance goals that should result because of the training.  
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A More In-Depth View of Analysis 
 

Before any learning program is designed, an appropriate analysis should be conducted to 

determine why the program should be developed and the objectives of the program. Analysis 

often gets little respect during the ADDIE Model of Instructional Design process, but it is critical 

for determining the need for the program, the goals for the training in alignment with corporate 

goals and objectives, and how the learning program should be structured. Analysis consists of a 

nine phase process that is depicted by the graphical representation below. 

 

 
 

 

 

Analysis Phase 1: Determine Need 

 

Here are some critical questions that should be asked during this phase: 

 

1) Why is the program needed? 

2) What are the goals of the training? 

3) How do those goals align with organizational objectives and outcomes? 

4) How will information be collected and used prior to training? 

5) How will the training be structured? 

6) How will training be delivered and revised? 

7) How will program success be measured? 

8) How will the program be evaluated? 

9) What is the ROI consideration? 

 

Instructional designers must determine why a course or learning program is needed. If there is no 

need for the course, then an analysis is not required to determine other aspects of the program, 

1       Determine 
Need 

2   Demographic 
Analysis

3              Design 
and Conduct 
Interviews

4                  Task 
Analysis

5             Choose 
Instructional 

Methods

6           Develop 
Project Plan

7          Evaluate 
Project Plan

8              Revise 
Project Plan

9                Begin 
designing
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because the program should probably not be constructed. Many designers and Learning 

Managers believe that a training program is the answer when problems arise in an organization. 

Learning solutions will not ameliorate many types of organizational concerns, which include 

intolerable wages, working conditions or failing equipment. 

 

Instructional designers must determine early on if training is the right solution to solve a 

problem, and if it is not, they have a responsibility to tell the truth regarding their conclusions. In 

fact, this type of analysis is an ethical consideration as outlined by the last chapter. To further 

understand the need for training, you should ask the Project Manager direct questions during the 

Analysis phase. It is your responsibility to make sure that a training solution is needed before you 

design one.  

 

Instructional Designers need to determine upfront what the goals and objectives of the training 

are and how those goals align with organizational objectives, values, and outcomes. IDs need to 

articulate clear goals for the training. Moreover, alignment is rarely considered between training 

objectives and corporate values and goals, and Project Managers rarely consider the vitality of 

this alignment. In bringing this to the attention of Project Managers in various organizations, I 

have been told that alignment is not a consideration, because the long-term sustainability is not 

going to be measured.  

 

However, if IDs successfully understood how to design and measure evaluation aligned with 

corporate goals and outcomes, this would be a time saving result. In order to align training 

objectives with organizational goals and outcomes, you need to consider the organization’s 

mission statement and inspect departmental or organizational human potential value statements.  

 

Each objective should be specifically isolated and written as measurable learning targets based 

on Bloom’s Learning targets. The Bloom’s Learning Targets as depicted below only shows the 

Cognitive domain, but I will include additional information about the other domains including 

Affective and Psychomotor, as well. 

 
Table 2.1 Bloom’s Taxonomy Cognitive Domain 

Knowledge Comprehension Application Analysis Synthesis Evaluation 

Recall 

facts, 

terms, 

basic 

concepts 

and 

answers 

 

Understand 

facts and ideas 

by organizing, 

comparing, 

translating, 

interpreting, 

giving 

descriptions, 

and stating 

main ideas 

Solve 

problems 

to new 

situations 

by 

applying 

acquired 

knowledge, 

facts, 

techniques 

and rules 

in a 

different 

way 

 

Examine and 

break 

information 

into parts by 

identifying 

motives or 

causes. Make 

inferences and 

find evidence 

to support 

generalizations 

Compile 

information 

together in 

a different 

way by 

combining 

elements in 

a new 

pattern or 

proposing 

alternative 

solutions 

 

Make 

judgments 

about 

information, 

validity of 

ideas or 

quality of 

work based 

on a set of 

criteria 

 Verb Lists for Each Category 

list 

name 

identify 

summarize 

explain 

put into your 

solve 

illustrate 

calculate 

analyze 

organize 

deduce 

design 

hypothesize 

support 

evaluate 

choose 

estimate 
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show 

define 

recognize 

recall 

state 

own words 

interpret 

describe 

compare 

paraphrase 

differentiate 

demonstrate 

visualize 

find more 

information 

about 

restate 

use 

interpret 

relate 

manipulate 

apply 

classify 

modify 

put into 

practice 

choose 

contrast 

compare 

distinguish 

schematize 

write 

report 

discuss 

plan 

devise 

compare 

create 

construct 
 

judge 

defend 

criticize 

justify 

 

 

Analysis Phase 2: Demographic Analysis 

 

In addition to understanding why the learning program is needed, the goals and outcomes of the 

training, and ways learning objectives align with corporate values and outcomes, IDs need to 

establish a clear method for collecting information and determining use. Considerations should 

be made regarding whether surveys will be conducted, focus groups considered, or Subject 

Matter Experts (SMEs) utilized in collecting and communicating information. Information that 

should be collected before training includes participant’s a) demographic data, b) potential 

organizational goals regarding training objectives, c) course structure, and d) deliverables. 

Potential demographic information that should be ascertained during the Analysis phase includes 

what is depicted on the table below.  

 
Table 2.2 Demographic Considerations 

Population 

Analysis 

This will help you determine what matters to your 

audience to ensure that you are communicating in a 

way that aligns with the organization, culture, 

expectations, and abilities of your clients – including 

the learner and the Project Manager. 

Education Level This will enable you to gauge the sophistication of 

your audience, understand their tolerance level for 

receiving new information, and surmise their potential 

ability level. 

Gender You may need to consider gender roles to determine 

how to plan different types of instruction, materials, 

or role play exercises. Gender breakdown is a 

consideration in terms of training and should be 

accommodated in how you develop training materials. 

Age/Generation You should consider the generational aspect of your 

participants from the perspective that instruction and 

materials should be geared appropriately for the age, 

technological literacy, and overall dexterity of the 

audience. 

Attendance/Timing Attendance and timing should be considered for 

international audiences. If you are going to facilitate 

online training, then considering participants in 
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different time zones is essential for ensuring equality 

of training. 

Evaluation  You should understand the cultural aspects of 

evaluation in terms of appropriate feedback. Some 

cultures do not believe in giving feedback. During the 

evaluation section, this will be explored more fully. 

Materials Again, you need to consider the culture of the 

organization who will receive the training. Some 

graphics may seem inappropriate to specific 

audiences. Other populations may not find created 

materials acceptable. You should work closely with 

target populations in developing acceptable materials. 

Cultural 

Schedules & 

Religious Holidays 

It is possible that some holidays might fall on 

different days in different countries. It would be very 

important not to schedule training sessions during 

foreign religious holidays. It is important to be 

familiar with your audience and their culture.  

 

 

Analysis Phase 3: Design and Conduct Surveys 

 

During this phase of the Analysis you will be designing and conducting surveys. You will need to 

better understand your participants and pre-assess their knowledge to understand how to teach 

them more effectively. For example, perhaps you have been tasked with designing a training 

program to teach people to use a specific type of software, but it is the first time the group has 

ever been exposed to the software. You will need to understand their capabilities. In this 

situation, you might design a survey (instrument) that has a rating option so that you can better 

quantify the participants’ response. Using a service like Survey Monkey would help you develop a 

good survey. 

 

You might also sample the participants to better understand their attitudes. You should be able 

to determine from the participants’ responses whether they want to receive the specific type of 

training. In the case that participants are hesitant, you will be able to anticipate their needs 

ahead of time and provide opportunities to help them cope with their anxieties about learning 

something new. 

 

In addition to the information that should be collected prior to training, IDs should determine 

how training will be structured, delivered, and revised. IDs should be familiar with how to set up 

focus groups, develop surveys and instruments. A Task Analysis should also be conducted. 

During this time, IDs should also determine potential instructional methods, as well as delivery 

methods. You should also determine how program success or failure will be measured, as well as 

how the overall program will be evaluated. Lastly, you should determine whether the 

organization’s Return on Investment is a consideration in your training, as well as the potential 

considerations regarding ROI and training success.  

 

Analysis Phase 4: Task Analysis 

 

A Task Analysis determines the most effective training for a specific group. This is the first step 

in breaking down different steps in the training process. During this phase, you will need to 
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understand what you are trying to teach others to do. You will need to understand the role, skills, 

procedures, processes or tasks and then map all of those components. The table below indicates 

a couple of different examples of the Task Analysis process. It is essential to not make a misstep 

in the Task Analysis process, because a misstep could result in a serious failure. For example, if 

you are an Instructional Designer hired to work at a Nuclear Power Plant and your role is to 

develop training that teaches people about a critical new safety procedure, if you accidentally 

omit something, you could inadvertently place people’s lives in jeopardy. 

 

Job Sales Clerk at department store 

Task Selling children’s clothes in the children’s department 

Skills Operating the cash register 

Subskill Understanding how to make appropriate change with money 

  

Job Engineer at a Nuclear Power Plant 

Task Monitoring the safety devices at the Nuclear Power Plant   

Skills Monitoring a number of data sources; writing reports 

documenting results, etc.  

Subskill Checking all of the monitoring equipment to ensure that safety 

equipment is working appropriately 

 

The Task Analysis phase will also give you insight into the content that you will be using. It is 

easy to have to work with too much or too little content and the content will have to be clustered 

into meaningful chunks. In fact, you will most likely have three days of training to go into an 

eight hour day, or on the other hand you might have 30 minutes of content to fit into an eight 

hour day.  

 

You will need to meet with Project Managers and SMEs to determine the full spectrum of 

content. It is possible that there will be disagreements about the content. You will most likely be 

facilitating this consensus meeting and deciding how to break down the content into chunks that 

you will be using for the training.  

 

During this part of the Analysis, you will need to undertake the following tasks to help you 

determine how to deal with the content: 

 

1. Decide, rank and prioritize specific topics 

2. Decide topics to be added or eliminated 

3. Estimate the timing of each topic and topic area 

4. Design a project plan and outline each topic 

5. Review each topic and eliminate unnecessary topics 

6. Configure the project plan and outline each part of the plan assigning Tasks from the 

Task Analysis 

7. Continue to review the timing of each part of the project plan 

 

 

Analysis Phase 5: Choose Instructional Method 

 

During this phase, you will need to select an instructional method(s) to integrate your teaching 

objectives with potential instructional method(s). Potential instructional methods include 

lectures, role plays, simulations, case studies, drill and practice, discussion, forums, on-the-job-
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training, SWOT Analysis, Data Gathering, Data Analysis, as well as e-learning, blended learning, 

interactive television, online communities, virtual realities, web-based training, Learning 

Management Systems. Each of these methods will be explored in a subsequent section.  

 

Primarily, you will need to know how the training will be delivered. For example, you will need to 

know if training will be delivered through Instructor-Led Learning, Web-Based Learning, or 

Blended Learning.  

 

You will also need to know how to distribute the materials you design. You will need to decide if 

you will be working with a live audience, how you will incorporate the use of technology, and 

whether you be teaching via distance learning. These are all considerations in determining your 

instructional method. 

 

Analysis Phase 6: Develop Project Plan 

 

The project plan is different than the Design Plan, because the Project Plan is the entire system 

in which each of the parts of ADDIE will operate. During the development of the Project Plan, 

you should be thinking about the overall program that you are developing. Here you will be able 

to evaluate the consistencies in your design to ensure that you have an integrated curriculum.  

 

By the previous comment, I mean you will want to ensure that your objectives are aligned with 

your projected outcomes. Your objectives should be worded in a way that they are aligned with 

learning outcomes. Objectives should be written for the organization, the trainer or facilitator, 

and the learner. Objectives are not goals. Goals are general statements about what you are 

hoping will occur after the training. Objectives are much more specific and the key is that they 

should be measurable.  

 

For example, if you are training learners to use a new software to make them more effective at 

actually using the software in a way that is both relevant to their role and relevant to the 

organization. For example, you might want learners to do the following: 

 

Example Objective 

 

After completing the demonstration exercises participating with the trainer in working with the 

new software, participants will demonstrate three new skills they learned from the training with 

80% accuracy as measured by a time driven assessment. The time driven assessment will 

directly correlate with material learned during the previous training. 

 

This above objective is an example, and will be outlined more specifically through several 

examples. This is one piece of beginning the process of developing the project plan. You have to 

know specifically what the purpose of the training is so you can establish sound objectives in line 

with a solid evaluation of the material that is going to be covered during the training. The 

realistic aspect of this phase is that you will most likely have to fight for it. Time is money and 

money is time in corporate training.  

 

Many Project Managers do not want to spend the time solidifying the objectives, because many 

times they are not certain about what the training outcomes should be.  Especially in loosely 

coupled organizations where there are offices all over the country each with divergent practices, 
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you will be forced to reel in the Project Manager to clearly understand the potential impacts of 

the training.  

 

You may be told that you are developing training for a Phase 1 operation and Phase 2 of the 

operation will be where the “evaluation really takes place.” Many times, organizations do not get 

to Phase 2, so you need to be cognizant from the onset what the objectives should be, how the 

project will impact the department and the organization, and be prepared to advocate for the 

effective implementation of objectives and evaluation in alignment with corporate objectives and 

ROI.  

  

Analysis Phase 7: Evaluation Project Plan 

 

Next, you will evaluate your Project Plan to determine its validity and quality in alignment with 

corporate goals, objectives, and values. You will need to collect data related to your focus groups 

and pilot testing to determine where the glitches are in the Project Plan. This will require you to 

go through the participant guides, specific training modules, and learning materials with exacting 

detail.  

 

In the past when I have evaluated a Project Plan, I have utilized an Excel spreadsheet to keep 

track of data during the meeting process. Excel has functionality that will enable you to 

consistently record and track data and then cluster it for meaning. While working with SMEs at 

Columbia University of NYC, I used an Excel spreadsheet to keep track of SME comments that I 

aligned with documentation that was being integrated into the Participant Guide. I am sure there 

are other tools that can be used for this purpose, but most SMEs have at least a partial 

understanding of Excel and/or use it.  

 

Questions you should ask yourself during the Evaluation of the Project Plan include: 

 

1) What does the feedback from the SMEs and Project Manager indicate? 

2) What does the feedback from the Pilot testers and Focus Groups indicate in terms of 

Project validity and veracity? 

3) What should I change about the Project Plan so that it aligns more closely with objectives 

and outcomes? 

4) Will my Project Plan be sustainable for years to come and how will it need to be changed? 

What do I need to implement now to ensure long-term sustainability? 

5) What are the long-term benefits of the Project in terms of Return on Investment and 

cultural impact? 

 

If you are successfully able to answer these questions with 90% to 100% certainty, then you are 

probably ready to move forward with the design. If you are not certain then, it is likely that you 

will need to revise your Project Plan, which leads to the next step of the Analysis Phase. 

 

Analysis Phase 8: Revise Project Plan 

 

During this phase, you will be providing cogent remedies to the questions from the previous 

phase that you were not able to answer with certainty. In effect, this results in an “if this then 

that” relationship. This kind of relationship is taken directly from computer programming. And in 

fact, if you can imagine that instructional design in some ways is very much like computer 

programming, you will be further ahead than most instructional designers. Just like in computer 
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programming, during this phase, you will be looking for error messages. That is what should 

consider this work to be. You will be evaluating the data outputs from the above questions to 

determine how you need to change the entire application so that it is as “bug proof” as possible. 

Throughout this text, I will allude to computer programming several times. Here are examples: 

 

 

1) What does the feedback from the SMEs and Project Manager indicate? 

 

If feedback from SME’s and Project Manager indicate that the delivery method will not 

accommodate all learners to improve their practice to an 80% success rate; then you need to 

determine what change needs to occur, retest that section with the pilot group, and then do 

another evaluation.  

 

If participants do not experience an 80% success rate, then you should restructure the project 

until this goal is accomplished.  

 

2) What does the feedback from the Pilot testers and Focus Groups indicate in terms of 

Project validity and veracity? 

 

If the Pilot group determines that the Participant Guide is filled with errors, such as 

discrepancies regarding the number of reported unions in a specific department, then the 

correction regarding the number of reported unions should be updated. While seemingly a 

“typo”, an error regarding something this finite could result in a grievance or lawsuit.  

 

3) What should I change about the Project Plan so that it aligns more closely with objectives 

and outcomes? 

 

Please review the objective from above.  

 

After completing the demonstration exercises from page 159 and participating with the trainer in 

working with the new software, participants will demonstrate three new skills they learned from 

the training with 80% accuracy as measured by a time driven assessment, which will directly 

correlate with material learned during the previous training. 

 

If participants complete the demonstration exercises from page 159 and are unable to 

demonstrate three new skills they learned from the training with 80% accuracy, then you need to 

determine the point participants last understood what you were teaching and make the 

appropriate change to the training, potentially resulting in re-teaching the previously taught 

skills. 

 

4) Will my Project Plan be sustainable for years to come and how will it need to be changed? 

What do I need to implement now to ensure long-term sustainability? 

 

If you have thoroughly sought to understand the project lifecycle and accounted for the potential 

changes or updates in the project, then you will begin to have an understanding of what will be 

needed for long-term project sustainability. This is never a certainty though. Your best bet is to 

identify and consider 95% of the project variables and then map those variables to potential 

outcomes.  
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5) What are the long-term benefits of the Project in terms of Return on Investment and 

cultural impact on the business? 

 

If you research other potential changes and updates in the Project in terms of Return on 

Investment and cultural impact, then you may be able to do to determine how these components 

fit within the larger framework. 

 

If you just review the last five questions and their “if this then that” scenarios, you should be 

able to see how MUCH WORK instructional design is. Instructional design demands that you use 

every skill imaginable to deliver a sound result in order to deliver the most sustainable and 

elegant program. It is so easy to skip phases or go right to the development process in order to 

rush to implementation that a lot of time and money is wasted on projects that do not succeed. 

Please stress to your clients the importance of a sound implementation through thorough analysis 

and design, because your clients will LOSE MONEY if these processes do not work appropriately.  

 

Analysis Phase 9: Get Ready to Design 

 

Getting ready to design is separate and apart from the actual design process. Here you will map 

EVERY fact and data you have collected during the initial eight phases of the Analysis Phase. 

You can use a white board and dry erase marker to connect all of the components or simply map 

it out in a way that makes sense to you. A formal Analysis is a written overview that you will 

present to the client that incorporates each of the phases in a way that is understandable and 

able to be implemented. This is not always a straightforward process, but a successful Analysis 

will provide you with an appropriate method for establishing potential shortfalls and pitfalls prior 

to the actual implementation process. 

 

A More In-Depth View of Design 

 

The Design Process should not be taken lightly under any circumstance. When you read the word 

design, what do you think about? Pause. Perhaps you think about interior design. Or maybe you 

think about graphic design. Each of these fields along with instructional design implies that 

three main components are involved in the design process. These components are: Reflection, 

Time, and Innovation. Having taught school for many years, I often taught students that genius 

was the process of 1) connecting two or more completely unconnected ideas, 2) taking the time 

to reflect about how those ideas might be connected, and then 3) innovatively connecting those 

ideas in a way that had not been previously considered. In the realm of genius, this seems 

difficult, because of all of the ideas that are already connected.  

 

But, still, there are amazing discoveries every day by pioneers in their fields who discover 

something new through this process of connectivity. Those pioneers make the connections so 

elegantly and so seamlessly, because they have discovered the basic elements of genius. Design 

allows you that discovery. For me, that is partly what makes instructional design such as an 

exciting field. Every day you will be confronted with new and seemingly impossible hurdles, and 

you will have to design your way to an elegant conclusion.  

 

You will need to be innovative and reflective every day in a way that is challenging and 

rewarding, and provides a valid service to others. What a powerful way to help others be more 

productive and engaged in their work lives and help companies to be more efficient and service-

oriented. While computer programming works with computer operating systems to be more 
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innovative, time, and cost efficient, instructional design works with people based and 

organizational processes to make people operating systems to be more innovative, time, and cost 

efficient – while building and impacting the community and culture in organizations. 

 

Similar to computer programming, instructional design is filled with feedback loops. A feedback 

loop provides learners with information about their behaviors in real-time and propels them to 

make viable changes based on their responses. This part involves some kind of action, which 

feeds information to the recipient that creates a reaction.  

 

Take a look at the model below, it is based on the interplay of reaction, information and action. It 

is a simple model. As you work with your clients, I encourage you to think about different ways 

you can simplify ideas into visual based model represented as a type of metaphor. A metaphor or 

“rich picture” as written about earlier offers ways to visualize and synthesize complex ideas into 

a more functional model. Think about something you have taught someone to do – like tying 

shoes for example. Consider all of the components interplaying into this routine experience. Draw 

a simple a model of the attributes of this process. This is very simple, but will give you an idea of 

ways to analyze the different tasks attributed to the process, as well as methods for approaching 

the actual learning process. 

 
 

 

 

 

 

 

 

 

 

Action

Information

Reaction
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What is a Feedback Loop? 

 
A feedback loop includes four separate phases.  

 

1) The first phase is the data collection phase or evidence monitoring phase. An occurring 

behavior must be measured, documented, and stored.  

 

2) The second phase is the relevance phase. Information must be communicated to the 

individual in a way that infers emotional context to the subject.  

 

3) The third phase is the communication phase. The information presented during this 

phase must indicate potential next steps or importance to the subject.  

 

4) The fourth phase is the action phase. This is the phase during which an individual can 

regulate their behavior, make a choice, and act. In turn, that action is also measured, and 

the feedback loop can run once more with every action stimulating new behaviors that 

inch us closer to our goals. 

 

 
 

Individuals who were given a clear goal and a method to evaluate their progress toward the goal 

dramatically increased their likelihood of achieving the goal. Also, the more subjects believe they 

can meet a goal, the greater the chances of actually meeting the goal. Feedback loops are a 

common device in self-improvement programs, executive coaching programs, and are 

underutilized in instructional design. Feedback loops are a promising method to foster behavioral 

change in a way that is meaningful for organizations and helpful for employees as they learn 

something new. 

 

When designing the instructional design program, you must be cognizant throughout the design 

process that your work is creating a system to be able to help people make powerful changes 

through powerful planning, instruction, and evaluation.  

 

An example of an instructional design template is included that will enable you to consider the 

different aspects of the instructional design process. 

 

You should be mindful and consider the following 12 steps in the Instructional Design Process. 

 

Data Collection 
Phase

Relevance Phase
Communication 

Phase

Action Phase
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1. Central Concepts to be explored: You should understand the central concepts to be 

explored in the lesson and during the design process. 

 

2. Texts Utilized in Lesson Design: You should become familiar with the text that is going to 

be used. Sometimes you will be writing the text or designing the curriculum that is going 

to be used also.  

 

3. Organizational and Cultural Attributes to be Addressed: You should understand what the 

organizational or cultural attributes are that need to be addressed during the training.  

 

4. Instructional Strategies to be Utilized: Next, you need to plan what educational strategies 

you will use during the training. a) How will you gain attention? b) Will you use a video or 

role play to win participants? c) What kinds of strategies will you use during your 

instruction? 

 

5. Learning Activities: You should also consider what activities you will utilize during your 

instruction. There are various types of activities that you can consider, and they will be 

outlined further along in this book.  

 

6. Pre-Reflective Questions: You need to think about what pre-reflective questions you will 

be asking yourself about how you will make sense of the feedback you receive during the 

training. You should be looking for the various types of responses from the participants, 

which will give you a good sense of their responses. 

 

7. Description of Lesson: During this phase, you will actually need to describe the 

procedures you will utilize in teaching the lesson.  

 

8. Participant Connections: As part of the lesson planning process, you should determine 

what connections you want the learner to make between your instruction and the 

student’s learning.  

 

9. Intended Assessment Practice: Here you will need to determine what kind of assessment 

you will utilize during the test taking process as well as the feedback that will indicate 

whether the training was a success and what potential changes you will need to make to 

improve the training. 

 

10. Lesson and Assessment Outcomes: During this phase you will document the lesson and 

assessment outcomes. You can begin tracking past training and current training to project 

skills and attitudes that should be taught in future training. This is another significant 

part of the evaluation process that must be constantly considered. You will also want to 

ensure that you have an elegant close to your training. 

 

11. Assignments  - Independent Practice: During this phase of the Instructional Design 

process, you will assign some kind of independent practice, or give an assignment if you 

will. The assignment should be directly connected to the instruction that you have just 

given. 

 

12. Post Reflective Statements: During this part Evaluation phase, you will be reflecting on 

what you would do during the next training. If you are working as part of an Instructional 
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Learning Community, then you may have the opportunity to reflect on your training and 

the takeaways from the participants. 

 

A More In-Depth View of Development 

 
The Development Phase of the Instructional Design process connects the design phase with the 

implementation phase. During the development phase, programmers sling code if needed and 

graphic designers produce artwork. However, it is often the circumstance that you will be doing 

ALL of these tasks. Unless you specifically work for a learning and development organization that 

is able to hire a team to do the work of instructional design, you will most likely be doing each of 

these parts of the development process. Many companies will not hire an instructional designer 

unless they can facilitate all parts of the project. You will need to download the free trials of 

various types of e-learning software, such as Captivate® and Articulate® to practice. 

Instructional Design is more than just making really nice PowerPoint presentations. It involves 

skill in a lot of different areas.  

 

During the development phase of the ADDIE process, you will need to assess the following: 

 

Written agreements: You need to ensure that the standards regarding all of the materials are 

captured in writing. All documentation should be standardized including: paper size and type, 

color, size, quantity, fonts, templates, and other variables impacted by  

 

Hard deadlines: You will need to establish hard deadlines for production and delivery of 

materials, and you need to ensure that third party vendors also do their part in delivering their 

materials to organizational specifications. 

 

Samples: You may be the one who designs, develops and creates all of the materials for a 

specific project. You will need to make sure that all of the work is copasetic. If you are not the 

one developing the materials and someone else, you need to make sure that all of the materials 

are checked and proofed. 

 

Final approval: You will need to make sure that you get final approval for all of your work before 

it is implemented. It is possible that something may change before the materials are 

implemented. People change their minds. You need to ensure absolute approval before moving 

forward. 

 

Pilot test: You should also Pilot Test all of the materials before they are produced in their final 

versions. This can be as simple as a review by stakeholders in the process. Or it could be that 

you bring a small number of stakeholders together and actually present the training to that group 

so that you get an idea of any potential adjustments that need to be made in instruction. A pilot 

test evaluates the entire design, not just the materials. This could be considered a rehearsal.  

 

Costs: Perhaps one of the most important considerations in the development process is cost. You 

will most likely have a budget in which you will have to operate or work within.You will need to 

consider wisely how moneys are spent. You may either be determining how moneys are spent, or 

you may be operating within a strict budget. You should understand clearly how the budget will 

be determined and what your responsibilities are within the construct. 
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Pilot Test: 
 

During the Pilot Test you should determine the following: 

 

1) The lesson plan works; 

2) Clear and concise directions to the facilitator; 

3) Appropriate and thoroughly designed materials; 

4) Accurate timing; 

5) Appropriate and operational technology; 

6) Fully operational instructional methods; 

7) Materials that do not work; 

8) Any changes that need to be made. 

 

You should consider this learning as Train-the -Trainer Training. This text will enable you to 

become knowledgeable about: 

 

1) Updated content 

2) New Learning Management Systems 

3) Updates in specific types of technology 

4) Licensure and certification requirements for instructional designers 

 

A More In-Depth View of Implementation 
 

Implementation occurs when the learning event actually takes place. This can take place as 

either the online learning event or through instructor-led learning. The three distinct types of 

learning include: Instructor-Led Learning, Blended Learning or Web-Based Learning. 

 

Implementation is known as the training and delivery phase of the ADDIE process. Instructional 

designers should move into this phase after they know the other phases have gone well, pilot 

testing is completed, and the focus groups are done. Not every ID implements the curricula he or 

she designs. While many Instructional designers are also trained facilitators and can deliver the 

content, some instructional designers develop the content for someone else to implement.  

 

If you developed the content and do not implement it, you may be responsible for evaluating the 

content to determine what if any changes need to be made during the next implementation. If 

you implement the courses, you may also evaluate the training during delivery, which would allow 

you to monitor and adjust while facilitation. Some theorists indicate that instructional designers 

should not monitor and adjust, but if you are trained as a facilitator and are familiar with the 

participants and their needs, then why not? 

 

Instructor-Led Learning 

 
Instructor-Led Learning is still the most often used method of training delivery in organizations. 

Instructor-Led Learning typically incorporates some sort of PowerPoint™ presentation, learning 

materials, and is done by one person or a small group of people in a training room or other 

classroom facility. Room set up varies and is extremely important for the delivery of materials. If 

you are asked to assist an organizational department to lend your instructional design expertise, 

room set up is an extremely important consideration. You should think about room temperature, 
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set up of tables, room size and consideration. In addition to designing and developing the 

content, your role in this situation is to serve as the conduit between the learner and the content 

that is going to be taught. This methodology demands an approach in which you facilitate the 

learning, do not distract from the learning, and consider the needs of the learner. When I am 

presenting, I typically wear black or navy blue. I want to make sure that I am pleasant in my 

appearance, but also realize that I contribute to the learning environment by    

 

Instruction that occurs in this construct has most often occurred through direct instruction or 

lecture methods. Some kind of demonstration may also occur in which participants observe a 

short presentation and then are instructed in ways to perform a task. Albeit, there can be an e-

learning or blended learning component included in the Instructor-Led Learning environment. 

You will need to have excellent facilitation and teaching skills and utilize different methods to 

engage learners and engage different learning styles and Gardner’s Multiple Intelligences, which 

will be explored in Chapter 3.  

 

Web-Based Learning 
 

Web-based Learning is one of the most popularly used methods of implementation in use now. 

More and more companies and schools are moving to this model. Therefore, more instructional 

designers must be fluent in how to utilize different e-learning software. The second textbook in 

this series will be an in-depth overview of how to use the different types of e-learning software 

including a survey of their features, upsides and downsides. While PowerPoint™ is a staple in 

the Instructional Designer’s Toolkit; this application should not be considered as an e-learning 

tool. There are other bigger and more powerful tools. As Dorothy said to Toto in the Wizard of Oz, 

“Toto, I have a feeling we are not in Kansas anymore.” The same is true in the world of web-

based learning. 

 

Blended Learning 
 

Blended learning is the combination of Instructor Led Learning and Web-Based Learning. This 

can vary in the way that it is presented. Instructor-Led Learning with a blended learning format 

can include mostly Instructor Led Learning with a small piece that is online. Or you may develop 

a precursory event in an e-learning format that will later be presented in an Instructor-Led 

format. This will be explored in a more in-depth form in the subsequent chapters of this book. 

 

A More In-Depth View of Evaluation 
 

In Instructional Design, evaluation should not be a single event. Evaluation should spiral 

throughout the entire ADDIE process. In addition to evaluating the Analysis, Design, 

Development and Implementation phases, IDs should also evaluate the evaluation process.  

 

Evaluation during the ADDIE Model of Instructional Design 

Analysis Phase During the analysis phase, you should use checklists, 

develop, establish, and/or utilize standardizing 

documents to determine if the analysis is running 

smoothly and in a timely manner. Questions you 

should ask yourself during this phase include: 
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1. Have I collected all of the information I need to 

collect? 

2. Are timelines established in accordance with an 

overarching structure? 

3. Who else should I collect information from to 

determine that I am on the right course? 

Design Phase During the design phase, you need to make sure that 

you are working regularly with an SME who is giving 

you accurate information. Fact checking during this 

phase is one of the most important parts that 

Instructional Designers need to ensure to determine 

clarity and alignment in the flow of information. The 

ideal relationship during this phase is a collaborative 

partnership. You will need to review Demographic 

Considerations to ensure that your information is up-to-

date and fits in with the latest data you collected. 

You will also need to evaluation your objectives to 

make sure they are still aligned with the original goals 

and objectives. You should also take one more look to 

make sure that your goals and objectives are learner 

and outcome centered and that you have incorporated 

Bloom’s Taxonomy into the training. 

Questions you should ask yourself during this phase 

include: 

1. Are my objectives learner centered and aligned 

with corporate goals and outcomes? 

2. Is the information collected from SMEs 

accurate and up-to-date? 

3. Do I have a performance agreement that meets 

corporate expectations and is still aligned with 

learning goals?  

Development 

Phase 

During this phase, you need to make sure that your 

pilot testing is ready to go, and after the pilot testing is 

complete you need to evaluate it to make sure that all 

parts of the training will be delivered according to the 

design you originally established. If it needs to be 

modified during this phase, then you will need to do 

that, as well.  

 

You also need to be aware of timing issues that may 

arise during this phase. A myriad of different variables 

can impact the timing of development and delivery. I 

dealt with this situation during the development of 

learning materials for a “major credit card company.” 

Software that needed to be documented and HR 

people needed to be trained to use the software that 

never worked. Eventually, the project was 

discontinued; because there were so many delays that 

funding ran out.   
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Implementation 

Phase 

Before the implementation, you should offer a pre-

assessment to determine what learners actually might 

know about the content that you will teach. After 

participants complete the pre-test you should collect 

the assessments.  The training should teach what you 

pre-tested. Once the training is given, you will need to 

evaluate the training in a couple of different ways. 

First, you will need to assess the learning to determine 

if participants learned the content they needed to 

learn.  

 

Allow participants to do a comparative analysis 

between their pre-and-post assessments. In an e-

learning environment, this is most often some kind of 

multiple choice assessment that will need to be passed 

with an 80% or higher. If participants do not pass with 

an 80% or higher, than you can conclude that 

something went wrong with the training or in the way 

participants learned the information. You will need 

some kind of study session if you are teaching a lot of 

information in order to give learners time to digest 

what you have taught.  

 

Another form of evaluation to be given after the 

implementation is participant feedback. Participant 

feedback forms and assessment examples will be 

available in the Appendices at the back of the book.  

Evaluation Phase During the evaluation phase, you will need to focus on 

four main aspects in accordance with Kirkpatrick’s 

Four Levels of Evaluation. You will need to determine if 

the learner learned the material and determine their 

response to the learning experience. You will need to 

judge the quality and veracity of the facilitator’s 

delivery of the content. You will need to estimate the 

client’s response and/or benefits to the program, and 

you will need to measure your own experience and 

progress. The evaluation phase is the most critical 

aspect of the Instructional Design process. You should 

begin ALL parts of the Instructional Design process 

with the END in mind.  
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Summary 
 

This has been in an in-depth overview of what you need to consider in your work as an 

instructional designer. The work is complex, because you are not only charged with the task of 

creating learning content and modules that will fit corporate needs, you must always keep your 

time and attention focused on the learner. In the work of instructional design, your primary 

responsibility should be meeting the learner’s needs to ensure that they know what they need to 

know in order to improve their work performance.  

 

Many times, the corporations you are working for will not have the learner in mind, but will be 

focused on their own bottom line. Ultimately, the learning you develop will be purposed toward 

organizational development and culture building, which will fly in the face of change. People are 

afraid of change. The participants you are working with will be afraid of change. They will not 

want to learn something new. These are all the obstacles you will need to contend with in order 

to do the best job in your role. This will never be easy. Each situation will be new and fraught 

with difficulty. Many instructional designers will downplay these difficulties. As a change agent, 

instructional designers may not be revered in the work environment. Be ready to do that and to 

make your learning initiative as palatable as possible.  

 

 

Thank you! 


