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Course Specification Sheet
WED 460-3: Occupational Analysis and Curriculum Development

Course Description:

WED 460 is a seat-time course designed to expand your knowledge of occupational
analysis and curriculum development for work education programs in post-secondary
institutions and agencies.

Upon successful completion, you will gain a basic knowledge of a systems approach to
curriculum development, occupational analysis and instructional methods used in the
workforce, vocational/ technical and occupational education. The course includes:
analyzing occupations and jobs, specifying tasks and objectives, designing curriculum,
and designing and developing an Instructional Systems Design (ISD) or training plan.

Required Student Manual and Text:
Morrison, G. R., et. al. (2003). Designing Effective Instruction (5th ed.). Hoboken, New
Jersey: John Wiley & Sons. (ISBN 0-471-21651-8)

WED 460 Student Manual, available online at http://wed.siu.edu/Public/Courses/

References:
Mager, R. F. (1997). Preparing Instructional Objectives. (3rd ed.) Atlanta, GA: The
Center for Effective Performance.

Mager, R. F. (1997). Making Instruction Work. (2nd ed.) Atlanta, GA: The Center for
Effective Performance.


http://wed.siu.edu/Public/Courses/

Course Specification Sheet

Competencies

Outcomes

Products, Projects,
Presentations

Activities

1. Describe elements of
the Instructional Systems
Design process (ISD).

An overview of
Instructional Systems
Design

none

Text: Chapters 1

Manual: Unit I, Lessons
1-2

(Supplemental reading:
Text: Chapter 2)

2. Analyze
a) occupations,
b) industries,

c) learner and
contextual characteristics,

d) tasks associated with
work, and

e) human behaviors and
performance.

Analysis of an
occupation,
characteristics of
learners and the
problem context, tasks,
and aspects of human
performance.

ISD Plan Element:
Analyze

1. Occupational
Information

2. Industry
Information

3. Learner and
Contextual
Characteristics
4. Task Analysis
5. Performance

Text: Chapters 3, 4

Manual:
Unit Il, Lessons 1-3

3. Design instructional
objectives within each
domain of learning,
sequence of content, and
an appropriate test.

Ability to write
instructional objectives
in the cognitive,
psychomotor, and
affective domains,
sequence the learning
content, and select an
appropriate test type.

ISD Plan Element:
Design

1. Education and
Training Structure
2. Design Lessons
for all 3 domains

Text: Chapters 5, 6, &10

Manual:
Unit Ill, Lessons 1-3

(Supplemental reading:
Text: Chapter 13)

4. Apply ISD elements to
curriculum development.

Ability to apply ISD
model to solve
problems.

ISD Plan Element:
Design/Develop/
Evaluate

Design/Develop of a
Plan of Instruction

Manual: Units IV, V and
Appendices

5. Understand the nature
of work, including what
we do and why we do it.

Understanding the
nature of work

none

Manual: Unit VI

6. Understand the
foundations of work
education in the United
States and related
education activities.

Understanding the
foundations of work
education

none

Manual: Unit VI




Unit |

Introduction

Lesson 1:
Instructional Design Process Overview

Lesson 2:
Domains of Behavior



Introduction

WED 460 — Occupational Analysis and Curriculum Design — is the introductory course
in the WED major courses for the Bachelor of Science Degree in Workforce Education
and Development, with a specialization in Education, Training, and Development.

Upon successful completion of WED 460, the student will gain basic knowledge of a
systems approach to curriculum development, occupational analysis, and instructional
methods utilized in the work force and in vocational/ technical and occupational
education. This basic knowledge will help the student in accomplishing the objectives of
WED 460, WED 462 and WED 463.

Through lectures, guided discussions and practical exercises, you will learn the process
for analyzing occupations and jobs, specifying objectives, tasks, designing curriculum,
and designing and developing a ISD Plan or Plan of Instruction (POI). Information
Sheet 1-3 provides definitions of terms related this course.



Lesson 1

Instructional Design Process Overview



INFORMATION SHEET 1-1-1

Objective: Understand the nature of instructional systems design (ISD),
including its development, specific ISD models and their uses and products.

INSTRUCTIONAL SYSTEMS DESIGN (ISD) OVERVIEW

Instructional design is both a field of study and an emerging profession focused on
maintaining and improving human performance in organizations. Maintaining and
improving human performance in organizations includes the implementation of
instructional and non-instructional solutions to related problems (Rothwell & Kazanas,
1998).

As a subset of Instructional Design (ID), Instructional Systems Design (ISD) is a
systematic approach to the development of instructional solutions to performance
problems. ISD is based in the idea that instruction or training is most effective when it
focuses on what the learner is to know or be able to do (American Society for Training
and Development, 1998).

Biswalo (2001) identified five major characteristics of ISD.

1. Training requirements are expressed in terms of specific job performance
criteria.

2. Empirical evaluation is part of the development process; evaluation data is
used to improve training programs.

3. ISD procedures identify the best strategies, media, and sequencing for

training.

The process is team oriented.

The components of ISD follow an orderly and flexible sequence.

ok

Information Sheet 1-1-4 summarizes ISD activities. Information Sheet 1-1-5 gives

a simplified view of the curriculum design process.

Background.

Instructional Systems Design (ISD) is a valid method for curriculum development that
focuses on an instructional solution to a performance gap and, then, determines if the

gap is closed (Macchia, 1992). By focusing specifically on the knowledge, attitudes,

and skills needed at work, job performance is potentially improved. ISD originated as a

quick fix for performance problems in the work of active duty military members.
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Subsequently, the process has been adopted by the private sector. “It is the bible and
guiding paradigm for Fortune 500-size companies, corporate universities and training
departments across the world” (“Step-by-step,” 2000, p. 30). Widely used by the
military and the corporate sector, formal or systematic instructional design is relatively
rare in higher education, although many if not most instructional design models have
been developed by academics (“Instructional design,” 1997).

Competency Based Education.

In competency-based education, learning is focused on the achievement of work-based
competencies, defined as knowledge, skills, or attitudes necessary for job related tasks
that have been identified as essential to successful employment. See Figure | D for a
comparison of traditional and competency-based educational programs.

Handbook for Developing Competency Based Training Programs (Blank, 1982) is a
basic resource for further reading on competency-based education and a discussion of
criterion-referenced instruction.

Additional ISD Reading Sources:
http://www.nwlink.com/~donclark/hrd/satl.html
http://www.whidbey.com/frodo/isd.htm

ISD Models

Every curriculum designer and trainer is schooled is some version of instructional
systems design. There are dozens of models that focus on a systematic approach to
instruction. Below is a description of the ADDIE model and additional resources for
many more.

ADDIE. ADDIE is frequently presented as synonymous with ISD. The model is a 5-
component system (Analyze, Design, Develop, Implement, and Evaluate) that works to
address human performance problems.

Additional ADDIE reading can be found at the following websites:

http://lwww.student.seas.gwu.edu/~sbraxton/ISD/general phases.html

http://www.ceo.cudenver.edu/~amie gemmell/idmodel.htm



http://www.nwlink.com/~donclark/hrd/sat1.html
http://www.whidbey.com/frodo/isd.htm
http://www.student.seas.gwu.edu/~sbraxton/ISD/general_phases.html
http://www.ceo.cudenver.edu/~amie_gemmell/idmodel.htm
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Evaluate Analyze

Implement Design

% Develop @

Other Instructional Design Models. There are many other instructional design
models. Understanding other models facilitates the understanding of ISD.

The following websites define and classify other models

An Overview: http://carbon.cudenver.edu/~mryder/itc_data/idmodels.html

DACUM: http://www.dacum.org/about.asp

Dick and Cary Model: http://www.umich.edu/~ed626/Dick Carey/dc.html

Jerrold Kemp Design Model:
http://www.student.seas.gwu.edu/~sbraxton/ISD/jk_design.html

Web Design Process: http://cyberdev.ucsd.edu/Web design/process.html

Building On-Line Communities Model: http://www.gse.uci.edu/Ravitz/isd_model.html

General Classification:

http://www.student.seas.gwu.edu/~sbraxton/ISD/id_models.html

In essence, all of these design models are used by instructional designers to do two
major things. According to Hodell (2000), the first thing is to create a blueprint of the
training project or a design plan. This includes behavioral objectives, evaluation tasks,
establishing pre-requisites for trainees and instructors, among many other things. The
second thing is to create a lesson plan. The lesson plan is the delivery system of the
design plan and delivers the final product (training) to the trainees.


http://carbon.cudenver.edu/~mryder/itc_data/idmodels.html
http://www.dacum.org/about.asp
http://www.umich.edu/~ed626/Dick_Carey/dc.html
http://www.student.seas.gwu.edu/~sbraxton/ISD/jk_design.html
http://cyberdev.ucsd.edu/Web_design/process.html
http://www.gse.uci.edu/Ravitz/isd_model.html
http://www.student.seas.gwu.edu/~sbraxton/ISD/id_models.html
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Dick and Carey Design Model

Identify
Instruct.
Goals

Human Performance vs. Organizational Performance.

Although they are inter-related, organizational performance and human performance
focus on different kinds of performance. Organizational performance is expressed in
terms of a mission, vision, and goals. Then, organizations identify strategies to reach
the mission, vision, and goals.

Organizational performance is measured by outputs—such as productivity (e.g., units
produced), time (e.g., meeting schedules), costs (e.g., meeting budget), and quality
(e.g., error rates) (Bassi & Russ-Eft, 1997). Human performance is expressed in terms
of individual competencies.

Human performance problems are commonly expressed as a performance gap. A
performance gap exists when there is a difference between what an employee is doing
— the actual — and what that employee should be doing — the idea (Mager, 1997;
Rothwell & Kazanas, 1998). The instructional design process focuses on IMPROVING
human performance.
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Applications of ISD

The concepts of Instructional Systems Design (ISD) can be used for a variety of other
processes.

Comprehensive Problem Solving.

This application of the ISD model focuses on the analysis and design components. This
approach is appropriate when much information should be reviewed quickly, and a full-
scale instructional design project is required. Itis a top-down process. It is based on
the premise that human performance problems are based in organizational performance
problems (Rothwell & Kazanas, 1998). The result of this application of the ISD model is
a comprehensive education and training structure, and/or non-instructional solutions to
performance problems.

Situation Specific Needs Analysis.

This application of the ISD model is focused on the analysis and design components.
This approach to ISD is appropriate for troubleshooting management requests to solve
specific organizational problems. It is based in the premise that after gathering as much
information as possible about the problem, instructional designers gain the support of
key decision makers in implementing a solution to the problem (Rothwell & Kazanas,
1998). The result of this application of the ISD model is education and training
customized to a specific need.

Job Description Development.

The analysis component of the ISD model is used to identify and validate the
responsibilities allocated to individual employees in an organization. “What people do—
their work—is central to organizational structure and performance” (Rothwell &
Kazanas, 1998, p. 117). Through the ISD process, job content, prerequisite knowledge,
skills, and experience, conditions and standards of performance are identified. The
result of this application of the ISD model is information from which a current, valid job
description can be written. This document can be used to advertise, screen, and select
employees, as well as, monitor performance.

Performance Evaluation.

The evaluation component of the ISD model is used to determine if employees have
achieved their established performance target. This target is expressed as a task
statement and corresponding performance objective terms. Through three types of
information—conditions, performance, and standard of performance—aobjective

10
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decisions can be made about an individual’'s work. Through evaluation, employee,
student and/or trainer can determine if an objective has been reached and what action
should be taken next (Mager, 1997).

Writing RFPs and Responding to Proposals.

Through the analysis component of ISD, a Request for Proposal (RFP) can be written to
identify and validate a training need in the public and private sectors. Through use of
the five components, proposals to address an RFP can be written. A proposal is a
“document that offers to solve a problem for a reader or group of readers by providing
specified goods and/or services at a specified cost of in exchange for something else”
(Bowman & Branchaw, 1992, p. 2). Because proposals are solicited documents, they
are competitive in nature and require the careful and creative use of the ISD process.

How ADDIE relates to the WED coursework

ADDIE is an integral part of everything we do and teach in the Workforce Education and
Development Program. To illustrate this relationship, here’s a comparison of WED and
ADDIE.

WED 460 | Occupational Analysis and Curriculum Analyze, Design and
Development start Developing

WED 462 | Instructional Methods and Materials Develop & Implement

WED 486 | Adult Education and Training Develop

WED 463 | Assessment of Learner Performance Implement & Evaluate

WED 466 | Foundations of Work Education Develop & Implement

WED 469 | Training Systems Management Implement & Evaluate

11
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Definitions

COMPETENCY
Knowledge, skills, or attitudes necessary for job related tasks that have been identified as
essential to successful employment

EDUCATION, TRAINING and DEVELOPMENT (ETD)
In this course, the terms refer primarily to activities in business, industry, and government.

EDUCATION

Have mid-range goals for individuals/organizations. Education increases efficiency or
profitability or reduces loss. Education provides job competencies anticipated being useful in
the near future, but which may not be needed immediately (e.g., leadership skills for production
workers). Education is considered as having a degree of risk: it is an expense for which a gain
may not be realized.

HUMAN RESOURCE DEVELOPMENT (HRD)

Have long-range goals for individuals and organizations. HRD focuses on acquiring, improving,
and maintaining employee knowledge, skills, and attitudes. Further, it facilitates the integration
of those knowledge, skills, and attitudes into the individual and organizational behaviors.

TRAINING

Have an immediate goal — to increase worker proficiency in an occupation in which presently
working or in which worker will perform at the end of training. Training value can be
immediately quantified in cost-benefit terms, i.e., we know training cost and can calculate
benefit in terms of increased profitability, reduced absenteeism, increased safety or efficiency,
lower overhead, etc.

DEVELOPMENT

Has long-range goals for an individual or organization. Examples are sending an “up-and-
coming” officer to the War College, providing an advanced, lengthy course on top level
management to a promising mid-manager, or paying one’s own way through an MBA program
or costly seminar. Development is considered a high-risk gamble: for an organization or
individual the cost is high and there is a risk that there may be no return (e.g., the “developed”
employee decides to leave the organization for another one).

VOCATIONAL EDUCATION
Usually referred to the “schools” sector, planned activities which do either of the following:

1. Prepare individuals for job entry (provides beginning competencies), or
2. Prepare individuals for job advancement (improves, advances, upgrades competencies).

12
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The Major Activities in Instructional Systems Design (ISD)

10.

11.

CONDUCT A FEASIBILITY STUDY - Needs or Front End (Analysis Phase):
PURPOSE: To determine if there is a need for a curriculum to be created.

DEVELOP A TASK LIST (Analysis Phase):
PURPOSE: To identify and list the tasks performed in an occupation

CONDUCT A TASK ANALYSIS (Analysis Phase):
PURPOSE: To identify the steps, skills and knowledge required for job
performance at entry level, intermediate, and advanced level.

DEVELOP MEASURABLE OBJECTIVES (Design Phase):
PURPOSE: To state what students are expected to learn as a result of the
instruction.

DEVELOP AND VERIFY CRITERION INSTRUMENTS (Design Phase):
PURPOSE: To develop a series of measurement materials which determine
whether students are learning the objectives.

DEVELOP LEARNING ACTIVITY PACKAGES (Design & Develop Phases):
PURPOSE: To develop materials that present information to students based
upon the measurable objectives.

SEQUENCE LEARNING ACTIVITIES (Develop Phase):
PURPOSE: To determine if objectives are developed at the correct
performance level and presented in the correct sequence.

VALIDATE INDIVIDUAL LAP (Develop Phase):
PURPOSE: To determine if the instructional materials teach the students for
whom they were intended.

IMPLEMENT AND TEST THE SYSTEM (Implement & Evaluate Phases):
PURPOSE: To test the effectiveness of the entire system, including the
instructional materials, teaching guides, etc.

EVALUATE/IMPROVE (Evaluate Phase):
PURPOSE: To determine both the effectiveness and efficiency of the
curriculum.

FOLLOW-UP ON COMPLETERS (Evaluate Phase):
PURPOSE: To determine the long-range effectiveness and usefulness of the
system.

13
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A Simplified View of the ISD Processes to Develop Curriculum

Develop a list of duties and tasks.

Add knowledge competencies.

Turn each statement/competency into an objective by adding a standard and
condition (Mager).

Turn knowledge competencies into general (GO) and specific (SO)

learning objectives (Gronlund).

Develop criterion tests that would cause a learner to perform the behavior
described in the learning objectives.

Learning activity packages can be developed to cause the necessary practice.
Develop activities that cause a learner to practice the activities described in the
objectives until the learner has learned to do them.

14
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Using ISD to Develop Curriculum

Developing a Performance Objective:

Duty: Prepares general office and business correspondence.
Task: Type a letter from a rough draft.
Task: Type a standard memo.
Knowledge: Know letter formats.
Knowledge: Know standard memo formats.
Objective:  Given materials, typewriter/computer, and rough draft, type a one-page
letter in proper format in ten minutes with no errors.

Developing a Gronlund Objective:

GO: Know various official written formats.

SO: a. Name all elements of memo format.
b. Describe contents of the official corporate salutation.
C. etc.

Creating Assessment Tools:

Performance Test:

You will be given a rough draft letter — type it
in final format in 10 minutes. Your letter will

be checked for accuracy, format, number of

corrections, etc.

Knowledge Test:

1. One element of a standard memo is:
a. the date
b. thetime
c. asalutation
d. aparagraph
2. The first part of a message is the

15
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Comparison of Traditional Programs and Competency-Based Programs

In Traditional Programs:

In Competency-Based Programs:

1. Instructors focus on managing 1. Instructors focus on managing
instruction. learning.

2. Most students enter at about the 2. Students enter at various times
same time. throughout the year.

3. Students all cover the same 3. Different students may be training
material. for different occupations within the

same program.

4. Students all proceed from one topic | 4. Each student moves on to the next
to the next at the same time. task only after mastering the task he

or she is currently working on.

5. The instructor controls the learning | 5. Each student progresses at his or
pace. her own pace.

6. All students are usually tested at 6. Each student is tested when ready
once. to demonstrate mastery.

7. Very little continuous feedback is 7. Immediate feedback is given to
given. each student at critical points in the

learning process.

8. The instructor is involved in teaching | 8. The instructor must be able to
only one topic at a time. answer questions on many different

tasks each day.

9. Retesting is discouraged or not 9. Retesting is encouraged for
allowed at all. reaching mastery.

10. Materials, tools, and supplies for 10. The instructor must see that all
only one topic are needed at a time. materials needed for many tasks are

readily available.

11. The number of students enrolled is | 11. As vacancies are filled, student
maximum capacity at the beginning enrollment remains at maximum
of the year or term and declines to capacity all year long.
half or less toward the end.

12. Most instruction is delivery by or 12. The instructor must manage the use
dependent upon the instructor. of a wide variety of instructional

media and materials each day.

13. The program is usually closed down | 13. The program usually operates year
or shortened during the summer round.
months.

14. The evening program is usually 14. Day and evening programs both
separate and distinct from the day have access to all learning guides
program. and resources.

15. The instructor controls the sequence | 15. If possible, students determine the

in which topics will be covered.

sequence of tasks.

16
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Domains of Behavior
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Domains of Behavior

Human behavior can be classified by three types — cognitive, affective, and
psychomotor. These types are referred to as domains or taxonomies of behavior.

Cognitive behavior includes knowledge and intellectual abilities. Psychomotor behavior
includes physical movement, coordination, and use of the motor-skill areas. Affective
behavior includes feelings, values, appreciation, enthusiasms, motivations, and
attitudes.

Within these domains, behavior can be classified from simple to complex. The following
pages summarize the taxonomies of human behavior as defined by Bloom (cognitive),
Krathwohl (affective), and Dave' (psychomotor). In addition, we will discuss Bloom’s
Revised Taxonomy which was updated in 2001 by Anderson and Krathwohl. These
taxonomies will be used to develop objectives in Unit II.

19
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INFORMATION SHEET 1-2-2
Bloom’s Cognitive Taxonomy

KNOWLEDGE. Recall of specifics, patterns, structures, etc.

1.10 Knowledge of specifics. Emphasis is on specific bits of information.

1.20 Knowledge of ways and means of dealing with specifics. Includes
methods of inquiry, chronological sequences, standards of judgment,
patterns of organization within a field.

1.30 Knowledge of the Universals and abstractions in a field. Patterns and
schemes by which phenomena and ideas are organized.

COMPREHENSION. Understanding of materials being communicated, without

necessarily relating it to other material. Be able to see the full implications.

2.10 Translation. Paraphrasing or restructuring ideas, from one set of symbols
to another.

2.20 Interpretation. Explanation, summarization or reorganization of a
communication.

2.30 Extrapolation. Extension of trends beyond given data.

APPLICATION. The use of abstractions in particular, concrete situations.

3.10 Problem Solving. Routine solving of problems using knowledge.

3.20 Communicating. Routine receiving and transmitting of complex
communications through direct applications of knowledge.

ANALYSIS. The breaking down of information into its elements.

4.10 Analysis of elements. Distinguishing facts from hypothesis, recognizing
assumptions.

4.20 Analysis of relationships. Connections and interactions of parts of a
structure of knowledge; content or mechanical factors.

4.30 Analysis of organizational principles. What holds the communication
together? Organizational systematic arrangement.

SYNTHESIS. Putting together of elements and parts to form structure (whole).

5.10 Production of a unique communication to others.

5.20 Production of a plan or proposed set of operations.

5.30 Derivation of a set of abstract relations. Formulating hypotheses or
propositions.

EVALUATION. Judging the value of material for a given purpose. Qualitative

and quantitative judgments.

6.10 Judgments in terms of internal evidence. Logical accuracy, internal
consistency.

6.20 Judgments in terms of external criteria. Consistency with facts developed
elsewhere.

20
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Bloom’s Revised Cognitive Taxonomy
(Anderson & Krathwohl, 2001)

In 1956, Bloom created the original taxonomy describing how people learn. However,
with ongoing research in the area of mega-cognition, practitioners and researchers alike
realized the Bloom’s original taxonomy had some limitations, especially in the areas of
the cognitive process and knowledge dimensions. The result was a revised taxonomy
by Anderson and Krathwohl (2001) presented below.

The purpose of writing instructional (learning) objectives is to define what the instructor
wants the students to learn. Using detailed objectives will help students to better
understand the purpose of each learning activity by clarifying what the student will be
doing. Even Mager, in 1997, stated that verbs such as “know”, “appreciate”,
“internalizing”, and “valuing” do not define an explicit performance to be carried out by
the learner.

The Cognitive Process Dimension

The Knowledge
Dimension Remember | Understand | Apply | Analyze | Evaluate | Create

Factual
Knowledge

Conceptual
Knowledge

Procedural
Knowledge

Meta-Cognitive
Knowledge

To be good learning objectives, they must fall within the six (6) categories of the
Cognitive Process Dimension and the four (4) categories of the Knowledge Dimension.
Where the two dimensions intersect is where the objective stands in the revised
taxonomy.

The best way to use this revised taxonomy is to use a NOUN in the objective to
determine what is being learned: factual, conceptual, procedural, or meta-cognition.

The VERB used in the learning objective will determine which of the Cognitive Process
Dimension the objective falls under: remember, understand, apply, analyze, evaluate or
create.

Anderson, L. & Krathwohl, D. (Eds.). (2001). A taxonomy for learning, teaching, and assessing: A revision
of Bloom’s taxonomy of educational objectives. New York, Addison Wesley Longman.
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	Subsequently, the process has been adopted by the private sector.  “It is the bible and guiding paradigm for Fortune 500-size companies, corporate universities and training departments across the world” (“Step-by-step,” 2000, p. 30).  Widely used by the military and the corporate sector, formal or systematic instructional design is relatively rare in higher education, although many if not most instructional design models have been developed by academics (“Instructional design,” 1997).
	Competency Based Education.  
	In competency-based education, learning is focused on the achievement of work-based competencies, defined as knowledge, skills, or attitudes necessary for job related tasks that have been identified as essential to successful employment.  See Figure I D for a comparison of traditional and competency-based educational programs.  
	Handbook for Developing Competency Based Training Programs (Blank, 1982) is a basic resource for further reading on competency-based education and a discussion of criterion-referenced instruction.
	ISD Models
	Additional ADDIE reading can be found at the following websites:
	http://www.ceo.cudenver.edu/~amie_gemmell/idmodel.htm
	Other Instructional Design Models.  There are many other instructional design models.  Understanding other models facilitates the understanding of ISD.  
	The following websites define and classify other models 
	  
	Human Performance vs. Organizational Performance.  
	Although they are inter-related, organizational performance and human performance focus on different kinds of performance.  Organizational performance is expressed in terms of a mission, vision, and goals.  Then, organizations identify strategies to reach the mission, vision, and goals.  
	Organizational performance is measured by outputs—such as productivity (e.g., units produced), time (e.g., meeting schedules), costs (e.g., meeting budget), and quality (e.g., error rates) (Bassi & Russ-Eft, 1997).  Human performance is expressed in terms of individual competencies.  
	Human performance problems are commonly expressed as a performance gap.  A performance gap exists when there is a difference between what an employee is doing – the actual – and what that employee should be doing – the idea  (Mager, 1997; Rothwell & Kazanas, 1998).  The instructional design process focuses on IMPROVING human performance.
	Applications of ISD
	EDUCATION, TRAINING and DEVELOPMENT (ETD) 
	In this course, the terms refer primarily to activities in business, industry, and government.
	EDUCATION
	Have mid-range goals for individuals/organizations.  Education increases efficiency or profitability or reduces loss.  Education provides job competencies anticipated being useful in the near future, but which may not be needed immediately (e.g., leadership skills for production workers).  Education is considered as having a degree of risk:  it is an expense for which a gain may not be realized.
	HUMAN RESOURCE DEVELOPMENT (HRD)
	Have long-range goals for individuals and organizations.   HRD focuses on acquiring, improving, and maintaining employee knowledge, skills, and attitudes.  Further, it facilitates the integration of those knowledge, skills, and attitudes into the individual and organizational behaviors.


	TRAINING
	Have an immediate goal – to increase worker proficiency in an occupation in which presently working or in which worker will perform at the end of training.  Training value can be immediately quantified in cost-benefit terms, i.e., we know training cost and can calculate benefit in terms of increased profitability, reduced absenteeism, increased safety or efficiency, lower overhead, etc.
	DEVELOPMENT
	Has long-range goals for an individual or organization.  Examples are sending an “up-and-coming” officer to the War College, providing an advanced, lengthy course on top level management to a promising mid-manager, or paying one’s own way through an MBA program or costly seminar.  Development is considered a high-risk gamble:  for an organization or individual the cost is high and there is a risk that there may be no return (e.g., the “developed” employee decides to leave the organization for another one).
	Usually referred to the “schools” sector, planned activities which do  either of the following:
	1. Prepare individuals for job entry (provides beginning competencies), or
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