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Abstract

I joined the ITEC program at San Francisco state with the goal of eventually pursuing a career as an information architect in the corporate training and e-learning. While I knew what information architecture was about, I had vague notions of what corporate training or e-learning meant. In this independent exploration, I have tried to gain a better understanding of the field of corporate training and tried to identify the right mix of skills and knowledge required by an Instructional designer to be effectively involved in the design and management of training in a business setting. The paper also includes a case study that gives the reader a nuts and bolts view of a real world training project. The paper concludes with a review of the courses offered in the ITEC department specifically aimed at students who might want to specialize in the design and management of training in a business setting.

Introduction

I joined the Instructional Technology Program at SF State this fall. In the ‘statement of purpose’ submitted to the Program, I wrote: 

I am applying to the Graduate Program in Instructional Technologies at School of Education, San Francisco State University because I want to pursue a career as an Information architect in the Corporate Training and E-Learning arena. I am specifically interested in using current advancements in technology – such as the democratization of resources and knowledge via the Internet - to make information relevant and accessible for learning. To do this effectively requires a seamless integration of appropriate technology with sound design principles and strategies. I believe the Instructional Technology program achieves this balance by offering courses in instructional design theories and principles coupled with courses in systems design and technical skill development. It also offers the choice of customizing the program to individual interests though distinct ‘areas of emphasis’ and the opportunity to take other relevant courses in the various schools at San Francisco State University. 

“An information architect in the corporate training and e-learning arena”. At the time I wrote my SOP, I had a fair idea what information architecture meant but the corporate training and e-learning bit in the statement were based on somewhat vague notions of what those fields were. As a student in the ITEC 700 class, I have received an overview of corporate training, e-learning and many other fields that Instructional designers commonly work in. In this independent exploration, I will try to gain a better understanding of the field of corporate training and try to identify the right mix of skills and knowledge required by an Instructional designer to be effectively involved in the design and management of training in a business setting. 

From Training to Training and Performance

I started my exploration in the course textbook “Trends and Issues in Instructional Design and Technology”. In chapter nine, Alison Rossett states: It is difficult to find a human resources or training organizations that has not committed in words or deeds to the shift from training to performance. The rebirth of the National Society for Performance and Instruction  (NSPI) into the International Society for Performance Improvement illustrates the shift. Similarly, in, the American Society for Training and Development (ASTD) urged the field beyond training with a major professional development initiative targeting performance. ISPI, first to define the mission, calls it human performance technology (HPT). ASTD calls it performance improvement.

Harless defined HPT as the process of analysis, design, development, implementation and evaluation of programs to most cost effectively influence human behavior and accomplishment. Marc Rosenberg noted in 1990 that the shift involves systems thinking incorporating an array of interventions, such as web training, coaching and recognition programs in service to a strategic goal. 

The performance movement nudges learning and training professionals into a more strategic world. The shift from Training to Performance shifts focus from individual learning to organizational results. Instructional designers now work with colleagues from units such as human resources, IT and R&D to situate learning services and products in system that permeate the organization The resulting interventions include reengineered processes, job redesign, classes, coaching, employee participation, sponsorship, goal setting, recognition, incentives and policies.

Instructional Design in Corporate Settings

For the past quarter century, much of the growth in interest in instructional design (ID) practices has taken place in business and industry. During the 1970s and 1980s, some of the most successful ID took place in this arena. During the 1990s, the demand for Instructional Designers in business and industry grew. A good part of this growth can be attributed to the changes in ID practices brought about by performance technology movement with its emphasis on improving on-the-job performance and organizational results. 
In the United States alone, the training industry was $62.5 billion endeavor in 1999, up from the 1990 estimate of $45.5 billion. 
The expansion of ID practice in the corporate sector has been complemented by the development of new approaches to ID and a concomitant augmentation of designer competencies. The majority of ID practice is still dominated by instructional systems design (ISD) models with an emphasis on analysis, specifically problem analysis. New competencies specifically pertaining to technology applications, project management and collaboration, advanced analysis techniques, non instructional strategy design and business skills have been added to the required skill set of an instructional designer. In addition, the best designers have an insider’s understanding of the industry of their parent organization, often referred to as “the business of the business.” 

I. Roles of Instructional Designers in Corporate Settings

In the next stage of my exploration I wanted to find out the broad categories of roles that instructional designers may take in a corporate setting. A literature survey revealed that the approach could vary within an organization and by project.

A basic instruction design team could consist of Instructional designer(s), Subject matter expert (s), Evaluator, Project manager, Text Editor, Multimedia/computer programmer and a Video and audio production crew. 

Following are the broad categories of roles that instructional designers may take in a corporate setting:
Sole designer: In some smaller companies and on small-scale projects, the instructional designer might serve as the only “permanent” team member. The Subject matter expert (SME) typically serves as a consultant and is involved on an as-needed basis. Design, development, assessment, formative evaluation, revision and implementation are typically the responsibility of the designer. During the production process, the designer may hire third party vendors to assist with the technical aspects of the production process. 

Team member/leader: Large-scale projects typically require a team approach. The number of instructional designers can vary from one to several, and the responsibility level can vary from that of the senior or lead designer to the instructional designer or technologist. Other members of the team will vary depending on the type of technology used for delivery and the scope of the project. If there is a single instructional designer on the project, the designer often serves as the project manager. Larger projects that have several instructional designers might have an individual whose sole responsibility is project management.

Designer as a consultant: Instructional designers can also serve as consultants to ID/Training projects. Internal ID consultants often serve as a consultant to a development team that may be led by an instructor or a subject matter expert. The designer’s role is often one of advising rather than take a proactive role for ID. In this environment, the designer might provide only feedback or the designer might work on an equal partner level with the subject matter expert or other team members. 
 

So what is a corporate training project really like?

Armed with a basic understanding of Instructional Design in the corporate setting and the role of an Instructional designer in such a setting, I set out to find a real world project or a person associated with training that could give me a clear illustration of the nuts and bolts of a corporate training/performance technology project. For this part of my exploration I met with Meghan Mull, a Curriculum Designer (Employee Development) at Cingular Wireless, Learning Services. Meghan had just completed a project she had worked on at Cingular for new employee orientation. The project gave me an opportunity to see the ADDIE model (we studied in class) in action and understand the role of an Instructional designer involved in the design, development and management of a human performance intervention. In conducting the case study I could also examine the interactions between the ID team and other parts of the organization such as management, HR and staffing in the development and implementation of the performance intervention.  Such interactions were crucial to the success of the project. 

Since the case study was the best part of the independent exploration I have included a summary in the next section. 

Case Study:

Joining the Team: New Employee Orientation Process

Cingular Wireless, Learning Services

Instructional Design Team: 

Betty Cotton - Manager, Employee Development

Meghan Mull – Curriculum Designer, Employee Development

Company Information: 

Formed in October 2001, Cingular Wireless, the second largest Wireless service provider, is a joint venture between the wireless divisions of SBC and Bell South. Cingular Wireless serves more than 22 million voice and data consumers across the United States and provides cellular/PCS service in 43 of the top 50 markets nationwide. Cingular has approximately $14.3 billion in annual revenues and is one of the 150 largest companies in the country (For more information visit www.cingular.com).

Overview

Cingular wanted to establish a corporate culture that was uniquely its own. This culture would promote and maintain a positive work environment to attract, retain and motivate a skilled diverse workforce. Implementation of an effective orientation was critical to successfully achieving this goal. The orientation would help new employees: 

· Feel welcome and part of the Cingular Wireless team

· Receive critical information and resources in a timely manner

· Get off to a great start by learning about the business and culture at Cingular

· Build relationships with their manager and coworkers

· Become productive as soon as possible

Target Audience: all new Cingular employees at all Cingular locations

Time period: January 2002 – ongoing

Process

· Identifying the performance gap

The process used to identify the performance gap involved completing a needs assessment to provide data in the following five areas:

· Benefits of an effective orientation

· Critical components of effective orientations

· Key stakeholders’ criteria for success

· Current orientation for two legacy companies

· Best practices of orientation programs

Tools and Methods used to collect data included surveys, telephone interviews, focus groups, brainstorming sessions and formal and informal conversations. The people involved in this step included the instructional design team, learning services director, key stakeholders, third party vendors (for literature review and gathering data from other companies), Human Resource Professionals and recent new employees (participated in focus groups and answered surveys).

· Analyzing the cause for the performance gap

The cause for the performance gap identified during the analysis was evident in that the target audience were new employees and therefore started at Cingular with little previous knowledge about the company. However, there was a need to assess whether current orientation programs for each legacy company (SBC and Bell South) were meeting identified desired performance outcomes to determine if there was a cause to modify an exiting orientation or develop an entirely new orientation. The process involved looking at existing orientation efforts throughout the company and comparing these efforts to the desired outcomes and framework outlined in the overview. The analysis determined the need for a new orientation program, which was presented to the Leadership team. Tools and methods used to analyze the cause for the new orientation included collecting existing orientation materials, obtaining hiring and demographic data from staffing and HR and reviewing the materials gathered in individual and group sessions. The people involved in this step included the instructional design team, the leadership team and an HR taskforce.

· Analyzing the Audience

To analyze the audience, the Instructional design team grouped projected new hires into the following major business areas: Sales (Retail, Business, National Distribution), Customer Care, Network, IT and Headquarters. The team then conducted an audience characteristics analysis and a work environment analysis. Identified characteristics included age, educational background, culture, job type, physical needs, skill level, work experience, primary language, learning attitudes and openness to online learning.  Identified relevant characteristics of the work environment included location, access to computers, corporate bandwidth constraints, type of computer equipment, availability of technical support and time/scheduling constraints. The tools and methods used to collect and analyze audience characteristics and work environment included collection of demographic data and new hire (numbers by business area) data, site visits and discussions with management, HR, Call Center force management and IT. Meetings with HRIS were used to identify organizational systems and structures that could potentially impact orientation efforts. A questionnaire was used to determine the IT environment and resources at work locations. The people involved in this step included the instructional design team, members of management, force management and HR, staffing and an IT team.

· Selecting the Solution(s)

After the audience analysis phase was completed the next step was to select a solution that would achieve the desired outcomes identified in the overview. This phase began with verifying the key stakeholders’ needs and criteria of success and confirming HR staffing and new hire models. HR would ultimately own the process for their market or location, thus there was a need to verify local processes. After identifying milestones and completion dates, a Design Plan was developed that outlined the orientation solution. It provided a framework for the new orientation and its activities and events, objectives, delivery methods and timeframes. The instructional design resource requirements and a budget proposal were presented to the Learning Services director and HR Leadership Team. The tools and methods used during this phase included face-to-face meetings and brainstorming sessions to review relevant data and determine details for the orientation solution. A spreadsheet was created to outline the design plan and presentations were made to the Learning Services director and HR Leadership Team. 

· Designing and Developing the Solution

The selected solution was an orientation process, which consisted of a series of activities new employees experience beginning with their job offer at Cingular.  The next step following the selection of the solution and development of the Design Plan was to design and develop each component of the orientation. The tasks involved in completing this process:

· Identifying a name for the orientation process

· Identifying third part resource requirements

· Develop and issue a RFP

· Select third party vendor to develop specific component

· Present Design Plan and expectations to third party vendor

· Approve milestones and completion dates outlined by third party vendor

For each activity of event of the orientation process:

· Identify objectives

· Identify vendor deliverables

· Roles and responsibilities for completion of tasks by vendor and by the instructional design team

· Verify delivery method to match audience, work environment and budget

· Identify source content and SMEs

· Develop necessary design plans and documentation based on type of activity or event e.g. documentation for websites included detailed instructional plans, information architecture, user flowcharts, specification

· Gathering content

· Develop materials by completing specific tasks based on delivery methods

· Test functionality and integration of the web and online training courses with LMS to ensure scoring and reporting functions work.

· Pilot and Test materials with target audience and SMEs

The people involved in this step included the instructional design team, third party vendors, SMEs and LMS Administrators.

· Implementing the Solution

To ensure the success of the Joining the Team (JTT) orientation process, it was critical that the implementation solution provided information and resources to individuals preparing for, orienting and supporting new employees through the process. Implementation solutions needed to build buy-in and excitement about the entire orientation process. The process followed in this stage started with the development of an implementation and communication plan that outlined implementation considerations and communication needs for three phases: Pre Roll out, Roll out and Promotion. In the Pre Roll out stage the online web conferences were conducted for the Leadership team, HR and hiring managers to provide an overview and promote JTT.  Articles were published and circulated company wide to promote JTT and a resource guide was designed and developed to allow managers and HR to familiarize with the orientation process and implementation. In the Roll Out stage, specific guidelines for ordering and shipping the welcome package to new employees was developed. The Welcome package distribution started 2-3 weeks prior to the implementation of other orientation activities. The JTT websites and online training on the LMS were deployed and their availability was announced to HR and hiring managers. An evaluation/maintenance plan was developed and implemented. In the Promotion stage, JTT Open houses were conducted at regional offices locations and call centers after coordinating with HR in different regions. The tools and methods used in this stage included Docent LMS to track and manage JTT online activities and training. The people involved in this step included the instructional design team, third party vendors, HR Task Force and LMS Administrators.

· Evaluating the Solution

An evaluation plan was developed that outlined the process for evaluating the orientation. The following steps and sequence were completed:

· Initial participant evaluation surveys were designed and integrated to the JTT website

· Initial participant feedback was gathered

· Interviews with key stakeholders to determine if criteria for success was met

· Usage and completion reports were generated using Business objects (a software reporting program used to generate enrollment status, completion of courses and assessment of scores)

· Identify critical issues for quick resolution

· Revisions to materials where critical issues existed were made

· Non critical issues were prioritized for schedules semi annual maintenance

· Feedback from LMS and help desk was gathered

· Updated materials were published and launched.

· Evaluation results were communicated to key stakeholders

The tools and methods used in this stage included the use of zoomerang.com to develop, administer and gather results from the online Initial Participant evaluation survey and Business Objects. The people involved in this step included the instructional design team, third party vendors, HR and LMS Admin/Help Desk.

An overview of the selected solution: 

Joining the Team: New Employee Orientation Process 

· Employees receive and participate in the following activities and events during the orientation:

· A welcome package consisting of a video about Cingular and “Cingularized” popcorn

· A face-to-face session with HR or hiring manager on Day 1

· A one-to-one meeting with the hiring manager to begin relationship building and discuss job responsibilities, work expectations, etc.

· An online orientation web site to learn about Cingular and Cingular resources

· An online Employee Handbook and training course that reinforces content

· Online compliance training courses that cover important policies and guidelines

· A face to face session with HR following completion of the online portion of the orientation that allow new employees the opportunity to ask questions, meet with other new employees and celebrate completion of the orientation

· A gift to congratulate new employees and welcome them once again to the Cingular team

Competencies and The Evolution of Competencies

After the exercise of conducting the literature survey and the case study, I set about the task of outlining the knowledge base and skills an Instructional designer must possess in order to effectively perform in a corporate setting. The task entailed a review of all the materials collected up to that point to isolate distinct activities in the ID process that can be associated with the knowledge of a relevant piece of information (e.g. understanding an ID Model) or skill (e.g. knowing how to design a website). 

Finding this process inadequate led me explore the possibility that such an exercise must have been conducted in a much more formal and elaborate manner. This led me back to the course textbook and to the chapter on Competencies. In chapter 29, Karen Rasmussen states: Professions have a common recognized set of duties, responsibilities, and skills. Professions are distinguished by six elements: a body of theory and research, intellectual techniques, application to practical affairs, training and certification, enforced ethics and association and communication among members of the profession. The field of Instructional Design and Technology (IDT) fulfills the criteria inherent in these characteristics and can therefore be considered a profession. One of the most important components in the development of a profession is a common standard set of competencies for the profession. Acknowledged competencies assist personnel directors, managers and academicians in determining job tasks and ultimately the ways and methods that individuals can be trained to be part of the profession. Common competencies also permit those involved with the field to have a common vocabulary, a set of quality standards, and a way to objectively measure products.

Because of the nature of the IDT field, it is continually updated, defined and redefined as conditions and situations warrant. Since the 1970s, various scholars, researchers and organization have put forth various taxonomies for organizing common competencies. 

Listed below is a taxonomy of competencies put forth by Morian and Lu in 1993:

· Knowledge, understanding and application of instructional design models and principles

· Learning needs assessment and evaluation; understanding skills and application

· Project management, from inception to completion

· Design, production and utilization of self paced learning materials

· Instructor-led training including skills necessary for giving effective presentations

· Design, production and utilization of independent learning modules

· Learning theories, including adult learning and cognition

· Use of computers in word processing, databases, and spreadsheets

· Computer-based training and computer assisted instruction

· Project proposal writing including all essential elements needed for funding success

· Desktop publishing including basic design, layout and production

· Design, production and utilization of video instructional materials

· Evaluation and selection of “of the shelf” training materials

IDT professionals use the competencies in a variety of ways. E.g. Competencies serve as a framework to create position descriptions, analyze projects and develop work task assignments. Competencies provide a mechanism by which completed work can be evaluated, consulting contracts can be developed, and performance can be measured. In addition competencies provide a road map for professional development for continuous skill development.

The competencies listed above pre-date the rapid deployment of web based and blended learning approaches in the corporate settings. Yet many of the competencies listed above can be reinterpreted to include newer technologies available today.  Evaluation and selection of “of the shelf” training materials can be interpreted as the ability to select learning management systems. 

So you want to be an instructional designer?

In the final phase of my independent exploration I examined the courses offered in the Department of Instructional Technologies at the San Francisco State University to outline a course mix (program of study) that would prepare a student to take on an effective role in the analysis, design, development, implementation and evaluation of training projects in a corporate setting.  The program offers a wide variety of courses in different subject areas covering the different competencies required to be an effective practitioner in the field. 

The prerequisite courses build basic skills and knowledge about the field. ITEC 700: Introduction to Instructional Technologies offers an opportunity for a high-level overview of the field. The course helped me understand that my interest lay in the practice of ID in the corporate setting. Other skill-based courses in graphic software (ITEC 740) and instructional videography  (ITEC 770) build basic skills an instructional designer is expected to possess. Since video continues to be a useful medium in ID, I found the course particularly useful. 

The core courses ITEC 800 and 801 build theoretical foundations and a knowledge of a systems design approach to ID. I have completed the ITEC 800 course, which focused on the history and theory of Instructional Design and Technology. I believe the course offers the student the opportunity to study in detail the evolution of learning and instructional theory and their practice in real world situation. ITEC 801 applies this theory through a systems design approach and focuses on the most crucial aspects of design- needs analysis, interactivity, sequencing and formative evaluation. Students in the course design and develop an extensive instructional unit. 

The ITEC program offers three areas of emphases:

· Instructional Computing and Multimedia

· Training Design and Development

· Technology Integration for Teachers 

In order for a student to have an area of emphasis, he or she should complete at least 9 units in one of the areas.

The Training Design and Development specialization offers the right mix of courses for an instructional designer wanting a career in a corporate setting. The core requirement for this emphasis is ITEC 850 Design and Management of Training Projects. This course deals with the “theoretical and applied considerations of project design and management, in the context of instructional systems design, as applied to developing and implementing major training projects.” The other courses offered in this emphasis focus on different aspects of Training Design and Development. They include: 

ITEC 805 Contemporary Developments in Instructional Technologies

ITEC 825 Formative Evaluation for Educational Media

ITEC 852 Instructional Technologies in Organizations

ITEC 854 Design of Print Instructional Materials

ISED 735 Seminar on the Adult Learner

PSY 766 Psychological Foundations of Organizational Change

In addition to the knowledge base and skills acquired in the above area of emphasis, an entry-level instructional designer also needs to have skills in instructional computing and multimedia. ITEC 745 and ITEC 845 build skills in Instructional web authoring. Some of the other courses offered are:  

Area of Emphasis: Instructional Computing and Multimedia Development 

ITEC 820 Instructional Multimedia Authoring 

ITEC 822 Advanced Instructional Multimedia Authoring  

ITEC 830 Design of Instructional Multimedia 

ITEC 835 Design of Computer Based Instruction 

ITEC 860 Distance Education

ITEC 865 Telecommunications and the Internet 

ITEC 870 Advanced Instructional Videography II

The culminating experience for the graduate degree offers two options: ITEC 895 –Field study and ITEC 898 – Master’s Thesis. 

In addition to the courses offered in the ITEC department the student might also benefit from courses offered in other departments in SF State. These courses address the need for Instructional designers to understand the “business of business” mentioned in section III of this exploration. I have compiled a brief list of courses specifically related to skills required in a corporate setting. 

BA 110 Mathematical Analysis for Business or MATH 110 Mathematics for Business Analysis 

BA 212 Business Statistics or MATH 124   Elementary Statistics 

Business Management 

ACCT 300 Accounting and Finance Reporting

ECON 305 Economic Analysis for Non-majors

MGMT 405 Introduction to Management and Organizational Behavior 

MGMT 610 Human Resource Management

The field of instructional design and technology (IDT) includes a number of professional publications focused on a wide variety of topics. These topics include cognition and instruction, distance education, instructional development, multimedia, training, performance improvement, and visual literacy. A subscription to a journal or magazine published by an organization can help keep a reader informed of the latest theories, research, or techniques being employed by other professionals in the field. These Publications have a specific purpose and are aimed at a particular audience. I found the articles published in the Performance Improvement Journal of great interest to me. The journal is filled with useful, in-depth articles about the improvement of human and organizational performance through systematic, measurable, and reproducible means. I believe the ‘performance movement’ gives the instructional designer a more central role in bringing about change in an organization. It delves into management issues, HR issues, and training issues such as on-the-job skills assessments and aligning core workforce competencies to enhance the bottom line impact of training and development programs. With a career goal to work as an instructional designer in a business setting, I intend to focus my future readings in this field.

Conclusions

Instructional Design and technology continues to mature and develop as a profession and the demand for instructional designers in business and industry will grow in coming decades. Recent technological advances have changed the nature of the field and require students of instructional design and technology to acquire new competencies and develop new skills needed for ID positions offered today. The Instructional Technology program at San Francisco State does offer students the opportunity to acquire these competencies in a step-by-step manner. The Training Design and Development specialization offers the right mix of courses for an instructional designer wanting a career in a corporate setting. In addition to the courses offered by the department, the student can benefit from courses in other departments of the University and through journals and publications published by professional organizations like ASTD and ISPI. These measures combined with field experiences and internships will certainly provide the Right Mix of skills and knowledge for an Instructional Designer seeking a position in the corporate setting.

Appendix 

Appendix A

Learning Contract 

Independent Exploration: The Right MIX 

Personal Goals

· To understand the right mix of theoretical knowledge and skills one needs to acquire in order to be a successful professional in the field of Corporate Training design and Management.

· To study a real world corporate training project

· To outline the program of study a student needs to follow in the ITEC department in order to be a successful professional in the field of Corporate Training design and Management.

I. Learning Resources and Strategies

· Find surveys and trends in this field through Library and Internet Research.

· Interview an instructional designer in the field of Corporate Training Design and Management

· Conduct a case study of a real world training project

· Review of the Instructional Technology Program at the San Francisco State University to understand which specialization to pursue and isolate learning gaps in the courses with respect to skill and knowledge base required to be a successful professional in this field.

II. Timeline

Week One: 
Literature survey 

Week Two: 
Locate an instructional designer in the field of Corporate Training Design and Management and send out email questionnaire.

Week Three: 
Set up informational interview and conduct a case study of a real world training project

Week Four: 
Isolate competencies required by an Instructional Designer in a corporate setting

Week Five: 
Write conclusions based on the study that would include:

· Courses within the ITEC program which go directly to creating a successful professional in the interactive media field.

· Specific recommendations such as courses one needs to take outside the department/university and specific internships one should seek to be more attractive to a prospective employer.

Evidence

A Powerpoint presentation of the independent exploration briefly explaining the goals of the study, the methodology and the conclusions arrived at the end of the study.

A written report as outlined in the “Format for Written component of Independent Exploration”

Evaluation Criteria

The study will reveal current trends in Instructional Design in a corporate setting

The study will clearly outline the knowledge and skill mix required by an instructional designer in a corporate setting. 

The study will present a road map for an ITEC student with goals of being an instructional designer in a corporate setting through the next two years at the ITEC program.

Appendix B

Self Evaluation Form

1. What was your personal goal for this project?

My goal for this project was to find out what corporate training really meant and what was the role of an instructional designer in it. I wanted to understand the skill and knowledge base an instructional designer brings to these projects.

2. Did you accomplish the work you set out in your learning contract? If yes, what is the evidence that shows that you met your goals? If no, why did you not accomplish your goal? What got in your way?

I accomplished the goal I set for this project in the learning contract. I think the competencies section provides evidence that I understood the skills and knowledge required and I could correlate these competencies to the courses offered at the ITEC department. I have a clearer idea of what will my program of study within the department. I am also aware of the courses I might want to take in other departments of the University and the journals I will follow to stay abreast of the latest developments in the field of my choice.

3. If you were the instructor, what grade would you give yourself for this project?

I would give myself an A grade.

4. Give an explanation to your answer in Question 3.Why would you give yourself that grade?

I would give myself an A grade because I could logically follow through with the goals I set out in my learning contract. Each step contributed to the conclusion I arrived at the end of the independent exploration.

5. Feel free to make any other comments related to your learning contract, this project, and this self-evaluation.

I committed to a Learning contract early in the semester. In the time since then my understanding of the field changed and I refocused my Learning contract to address a topic with a limited scope and more relevant to my program of study in the department. This helped me conduct my research in a more organized and focused manner and enabled me to arrive at more useful conclusions. I found the case study part of my IE the most satisfying and enriching experience in this process. 
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