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ABSTRACT 

This paper introduces the concept of using Blackboard discussion board during tutorials as a teaching and assessment method.  The author did an Action Research project on this concept in academic years 2009/10 and 2010/11 for the module, Training and Development, which is about training students to be a Training Executive.  The conventional approach is for the discussion board to be used asynchronously.  The author showed that it could also be used in a synchronous manner.  It complements the lecture, tutorial activities, test, group project, individual assignment, exam, etc.  It allows students to learn from each other during tutorials besides learning from the lecturer.  A traditional method like the examination does not allow students to read each others’ work.  Hence, the discussion board fits-in where the examination does not.  It encourages students to have an open mind, and be receptive to the answers of their classmates and peers from other classes taking the same module.  In the process, students could improve on their first entry, discuss as a group and then submit good final work.  This will prepare them for industry where Blackboard is used for training.      
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INTRODUCTION


Current Teaching Issue

Blackboard discussion board has not been fully maximised as a teaching and assessment method at Singapore Polytechnic.  The discussion board could be activated in the event of campus closure due to incidents like the H1N1 virus, SARS, etc.  However, it is not commonly used during tutorials. Tutors are used to the review questions, case study, scenario study, article analysis, role plays, debates, quizzes, experiential activities, problem-based learning, etc.  

The conventional approach is for the discussion board to be used asynchronously, i.e. where not all parties involved in the communication need to be present and available at the same time.  Students post their questions and answers online which could be answered by peer or teacher on their own time.  The potential for it to be used synchronously has not been fully explored, i.e. tutors could use it as a useful teaching and assessment method during tutorials.  

Action Research

Action research is a form of collective, self-reflective enquiry undertaken by participants in social situations in order to improve the rationality and justice of their own social or educational practices.
Action research should be able to evaluate, make improvements and address the challenges posed by the current teaching issue mentioned above.

Purpose of Action Research Project

The purpose of my Action Research project is therefore to design, develop, implement and evaluate the use of discussion board during tutorials as a teaching and assessment method.  My module is Training and Development (TRGD), and its aim is to educate and train students to be a Training Executive.  There were 4 Diploma in Human Resource Management with Psychology (DHRMP) classes in AY2009/10, Semester 2, and 4 DHRMP classes in AY2010/11, Semester 2, i.e. about 176 students took this module on which this project is based.

Action Research Questions

Q1.	Could the Blackboard discussion board be used during tutorials as a relevant and useful teaching and assessment method?

Q2.	How could this be done in an effective and efficient manner?

Q3.	What are the students’ feedback and tutor’s opinion on the Blackboard discussion board as a teaching and assessment method?
	







TEACHING WITH DISCUSSION BOARD


Using Blackboard Discussion Board as a Teaching and Assessment Method

The discussion board could be used by the tutor in a synchronous manner during tutorials.  He could use it as a teaching and assessment method.  It should not be confined to asynchronous use because this would be limiting its functions, and not reaping its full benefits.

“The World Wide Web is a tool that can create and support such a learning environment.  Its ability to promote computer mediated communication, i.e. the use of computer networks to allow learners in different geographical locations to interact with one another either in synchronous (real time) or asynchronous (delayed) via text-based communication for the purpose of discourse, can aid the construction of knowledge as learners can formulate their ideas into words and build on these ideas through the response from others.”  

Agostinho S., Lefoe G., Hedberg J. (1997)

Discussion Board and Examination

The discussion board is better than the examination in certain aspects.  For example, if a training assignment is given during a tutorial of 2-hour duration via the discussion board, students apply what they have learnt from my lectures and notes and type their answers, i.e. training plans, into the discussion board, and they could read the answers of their classmates, and learn from them as well.  This is not possible in an examination.  

“The extra benefit provided by this activity comes from applying thoughts and ideas to a variety of other students’ work, and comparing the knowledge constructs of others to their own views and understanding.  This is well served by the use of discussion boards, as the process of comparing ideas is open and transparent to all others in the class.  The use of the email as a medium for this activity would be less effective, as students can only participate in their own feedback, and not be spectators in others’ discussions.”  

Northover M. (2002)

Subsequently, students could view a short DVD on how a training professional performs, and make improvements to their initial answers in the discussion board.  This is not possible in an examination.  The tutor will then give formative feedback on the individual answers.  This is not possible in an examination, after which the student will receive his grade for the module.  

“Formative assessment is designed to provide information about students’ learning to help them and their teachers to identify deficiencies and misconceptions.  It differs from summative assessment, which aims to rank students according to their achievements to determine which students pass or fail or to assign grades to students.  Formative assessment aims to inform learners about their progress toward achieving the goals and objectives of a programme.  It is intended to foster learning, helping students to develop under conditions that are non-threatening.”  

Cliff W., Freeman S., Hansen  P.A., Kibble J.D., Peat M., Wenderoth M.P. (2008)

There were 4 such discussion boards in AY2009/10 and AY2010/11, Semester 2, Terms 3 and 4, one in each term.  In the process, for each student there were 2 training assignments requiring 2 training plans.  Students had the opportunity to improve on their 2 training plans, after taking into account the formative feedback given by the tutor.

“Strong evidence from an extensive literature review to show that classroom formative assessment, properly implemented, is a powerful means to improve student learning – but summative assessments such standardized exams can have a harmful effect.  Summative assessment is not designed to provide the immediate, contextualized feedback useful for helping teacher and student during the learning process.  By contrast, formative assessment occurs when teachers feed information back to students in ways that enable the student to learn better, or when students can engage in a similar, self-reflective process.  If the primary purpose of assessment is to support high-quality learning, then formative learning ought to be understood as the most important assessment practice.”  

Black P., Williams D. (1998) 

Description of Tutorial Assignments using Discussion Board

Please refer to Appendix A and B for the above.

Example of a Training Plan on Time Management submitted on Discussion Board

For the purpose of illustrating my work, I have selected the work of one of my best students, Amanda Wong, DHRMP 2B01, AY2009/10 (ref: Appendix C).

The assignment on time management was held at the intermediate stage of the module. In her first entry, she applied what I taught her about the phases of a training needs analysis (TNA).  She related the 20 staff to the TNA before the commencement of training.  This shows she understood the contents of my lecture on the topic and could appreciate its relevance to the assignment.

After seeing the video of Julie Morgenstern delivering a training session on time management and having had the opportunity of viewing entries of her classmates and peers, she had the opportunity to improve on her first entry.  She mentioned the need for “self assessment” and “analysing the time taken to do the tasks” as stated by Julie, which are very similar to the concept of a TNA.  She then included some points which were inspired by Julie’s delivery.  

These were to “apply the 4Ds”, “develop a big picture view”, and “create a time map”.  In regard to the 4 Ds, i.e. “delete, delay, diminish and delegate” the tasks given, she said we could use all the Ds except diminish to in order to demonstrate better time management.  She said we could not “diminish” because in Singapore it is very hard to compromise quality and that Singaporeans are perfectionists.  However, she said we could have some shortcuts, e.g. preparing the night before.  

She agreed with Julie’s view that having a helicopter view is very important so that things won’t seem so disorganised.  Furthermore, simplifying categories in the to-do-list and setting goals are very important.  She said this creates a vision and motivates us to work towards our destination.  She added that a time map advocated by Julie would be useful for people to plan their day more efficiently.  She said Singaporeans multi-task a lot and that it is impossible to focus on solely one task and not bother about the other.

She concluded by saying she will use Julie’s techniques but will tailor them to suit Singapore.  There could be other ways of training staff on time management.  It shouldn’t just be theories because staff may not remember.  There could be a workshop to facilitate hands-on time management skills, e.g. they could create their own timetable on-the-spot and have a dry run to test it out.

In my view, after learning from my lectures and tutorials, viewing a video of a trainer, and reading entries on the discussion board from her classmates and peers, Amanda is now able to do training-related work on time management.

Formative Assessment of Training Plans

Participation marks were given to every student for their 2 entries for each assignment.  I felt this was necessary to motivate them to submit quality work.  In addition, I gave every student formative feedback the week after the assignment.  

In the training field, formative assessment is described as assessing the formation of the student.  Facilitators do this by observing students as they:

· Respond to questions
· Ask questions
· Interact with other students during activities, etc.

My approach is based on the points below to make the discussion board useful to students:

Feedback – students must have confirmation from their tutor that they are ‘on the right track’;
Encouragement – most students will respond better with an actively encouraging environment.  The tutor has a prime responsibility here, but this will often also come from fellow students;
Authentic – realistic and meaningful tasks increase the value to the students; building knowledge which is practical, contextualised and relevant.

After my formative feedback to Amanda Wong for her training plan on time management, I observed her next training plan on leadership was a distinct improvement.

Example of a Training Plan on Leadership submitted on Discussion Board

In the second assignment on leadership, Amanda performed much better.  This could be attributed to my positive feedback and having learnt more from my lectures and tutorials as the second assignment was in the final stage of the module.

Her first entry showed she applied in depth what were taught, e.g. training needs identified should be translated into clear training objectives, and to consider the factors that influence the transfer of training such as level of motivation.  

She wrote about training methods that are cognitive and behavioural.  Lectures are cognitive methods while games and role-plays are behavioural methods.  She said as the staff ranged from 20 – 30 years of age, behavioural methods are more effective by simulating actions and scenarios.  Games allow the staff to bring out the leader in them.  A role-play such as acting out a scene about “poor and strong leadership” could help them understand the perception of poor leadership and know what to avoid.
She said audiovisuals should be used and distinguished between static and dynamic media. Static media could be taken home for reference but dynamic media would be a better choice as the level of retention would be higher.

She wrote about evaluation, reflection and feedback at the end of training to sum-up what the trainees have learnt and also help to improve the current training programme.  She mentioned the instructional strategy and the trainer’s manual.  

From the logistics perspective, she described the preferred sitting arrangement for the 20 staff. The room should be windowless, its walls should have a soothing colour that helps concentration, with whiteboards at strategic locations and lighting should be adjustable.

After viewing the video of Benjamin Zander delivering a training session on leadership and having had the opportunity of viewing entries of her classmates and peers, she had the opportunity to improve on her first entry.

She said Benjamin Zander is a conductor, speaker, teacher and leader.  He uses music to bring out the best in people. He and his wife, Rosamund Zander, help people learn the philosophy of leadership through music.

She learnt that leadership is not only one person leading but it’s about enabling others to act and lead as well – empowering.  Recognising the downward spiral and enrol people in the journey to radiate possibilities – optimism.  Quiet the voice in the head that says “I can’t do it” – positivity.  

She said that being positive helps the leader/follower perform better.  But Benjamin’s way of conducting training in close proximity with his trainees may not be suitable in Singapore’s context.  Such proximity is not encouraged here because Singaporeans are conservative.

She said Benjamin’s advice, i.e. “Don’t take yourself too seriously” may or may not be applicable in Singapore because of the fast-paced society and life we have.  To some, it encourages people to slacken and not to be a perfectionist.  However, to others, it could mean, taking a step back and having a breather.  Either way, this should be kept in view depending on the profile of the audience/trainees.

She concluded by saying parts of Benjamin’s approach could be taken.  She emphasized that she would tailor her training programme such that it suits the context, i.e. the Singapore culture, the audience, etc.  

In my view, after learning from all my lectures and tutorials, viewing a video of a trainer, reading entries on the discussion board from her classmates and peers and receiving my formative feedback, Amanda is now able to do better training-related work on leadership.



STUDENT FEEDBACK

Student feedback was obtained from the 4 DHRMP classes in AY2009/10 and 4 DHRMP classes in AY2010/11 on the use of the discussion board as a teaching and assessment method for Training and Development.  I posted my survey questionnaire on Blackboard for my students to respond:

Survey on Training & Development’s Blackboard Discussion Forum

Name:_________________________________________	Class:_____________________

Please type your responses to the questions below, as follows:

1 = Strongly Disagree
2 = Disagree
3 = Neutral
4 = Agree
5 = Strongly Agree 

Q1.	The tutorial assignments using lecture notes, Blackboard Discussion Forum and videos helped me design and develop training plans for Time Management and Leadership.
	My response is [   ]. 

Q2.	I could learn from the Blackboard entries of my classmates.
	My response is [   ]. 

Q3.	I could learn from the videos shown in tutorials on the performance of training professionals.
	My response is [   ]. 

Q4.	I could learn from the feedback given by my tutor on my Blackboard entries on Time Management, and make improvements for Leadership. 
	My response is [   ]. 

Q5.	I enjoyed using Blackboard Discussion Board in tutorial assignments.
	My response is [   ]. 

The feedback results from the 4 classes in AY2009/10 and the 4 classes in AY2010/11 are in Appendix D and E respectively.

Analysis of Student Feedback in AY2009/10

DHRMP 2B03’s responses were all above 3.5 for all questions.  DHRMP 2B01, 2B02 and 2B04’s responses were all above 3.5 except for Q5.  I suppose in order for my students to find enjoyment (Q5), I have to give them time for group discussion.  Students like this, and I did not give them this opportunity.  In addition, I should have given them the opportunity to present the results of their group discussion.  It was my oversight and I will rectify this in the next run.  

Recommendations for the Tutorial Assignments

1.	Based on student feedback, I made various improvements.  First, students should be instructed to submit their first entry on the discussion board as homework before coming to tutorial instead of doing it in class in view of the lack of time for group discussion.  This should free-up 30 minutes for group discussion.

2.	The video, which is of approximately 30 minutes duration, could then be shown at the beginning of the tutorial.  

3.	I will then summarize the main points of the video, and explain how they could be relevant to the assignment. (10 minutes)

4.	Students will be encouraged to read the entries of their classmates as this will broaden their minds when they read the diversity of views on the subject of training.  As mentioned by Northover M., ‘applying thoughts and ideas to a variety of other students’ work and comparing the knowledge constructs of others to their own views and understanding’ is beneficial.  As a teacher, I see no harm in this approach as we all learn from each other.  Teachers learn best practices from each other, and students should be able to do the same.  

5.	I will allow group discussion, of about 30 minutes, on how to improve the training plan based on what were learnt from the video and the interesting submissions of their classmates.

6.	I will instruct all groups to enter their ideal training plan into the discussion board. 
(20 minutes)

7.	Each group has 5 minutes to present the main points of their training plan.
(4 x 5 = 20 minutes)

8.	Total time = 110 minutes.  
(Each tutorial session is of 120 minutes duration, and I do give 10 minutes for the intermediate break.)

Analysis of Student Feedback in AY2010/11

Student feedback was better because I responded to their feedback positively and made the required improvements.  Instructing students to post their entry on discussion board as homework so that the 2-hour tutorial could be better utilised proved successful as there was a shortage of time in the last run.  The same videos were very well received.  Summarizing the videos was very important for my students.  I must be able to highlight what were relevant and important in training.  Allowing my students to do group discussion was very essential and encouraging them to read the entries of their classmates and peers in other classes proved to be useful.  Encouraging groups to present their work was good.  In fact, the groups were pushing me to let them present first, and I had a tough them trying to be fair.  Again, I gave formative feedback to the groups and pointed out weaknesses in each plan, and gave suggestions on how their plans could be improved.



ANSWERS TO RESEARCH QUESTIONS

Answer to Question 1

The results of the student survey indicate that, with some improvements, Blackboard discussion board could be used during tutorials as a relevant and useful teaching and assessment method for the module, Training and Development (TRGD).  TRGD is about equipping students with the knowledge, skills and attitudes to be a competent Training Executive in the field of human resource management.  In order for this to be done, lectures, tutorials, tests, and projects have to be complemented by the discussion board, which is used in a synchronous manner.  Students get the invaluable opportunity to read the entries of their classmates and their peers from the other classes taking the same module.  

Diversity is strength.  If teachers could learn best practices from each other, students could do the same.  There are many ways to train a person, and students get a chance to appreciate this when they are exposed to the views of their intelligent classmates.  The examination, which has its use, is not able to provide this benefit as students will never be able to read the answers of their classmates and peers.  There will be examination model answers but my module is about teaching students how to work in industry, not just to excel academically.  Hence, the discussion board fits-in where the examination does not.

Answer to Question 2

The discussion board, with some improvements, could be an effective and efficient teaching method.  Effectiveness in teaching is about meeting the module learning objectives.  Together with the lecture, tutorial, test and projects, the discussion board is helping me deliver the module in an effective manner.  The discussion board allowed my students to see the approaches of other students, and in the process, make improvements to their first entry.  One of the module’s learning objective is that students will show the development of an effective training programme.  Their training plans for time management and leadership would be relevant for industry.  Feedback from industry on their final Course Assessment (CA) group projects was very positive and encouraging.

Efficiency in teaching is about meeting the module learning objectives while maximising the use of the polytechnic’s limited resources.  I did not have to bring my students to the field, and see how training is done first-hand.  This would not be practical in view of the large number of students, and I am constrained by their timetable.  I did not use any special classroom, e.g. computer lab, etc., to meet my module learning objective.  I used the normal classroom, the student’s notebooks and the polytechnic’s Blackboard portal.  My approach was to use the discussion board synchronously, and this enabled me to add value to the student education at SP Business School in an efficient manner.

Answer to Question 3

Students’ feedback has been analysed.  Feedback was generally positive and encouraging.  Of course, there were some reservations.  It is difficult to please every student.  Some students have attendance and punctuality problems, and I have to take their feedback as well.  These are the challenges teachers have to face, and I am not excluded.  

My opinion as a tutor is that the discussion board is a very useful method to explore for teaching polytechnic modules, which are geared towards meeting the needs of industry in Singapore.  Students should be encouraged to listen or read and learn from each other, and not just from the lecturer alone.  They should have an open mind, and not be closed to the views of their classmates and peers from the other classes taking the same module.  Education at the tertiary level should allow and encourage this mode of learning.  I notice that many students do not listen to each other on matters concerning topics in a module.  They do not consider the views of their peers but only that of the lecturer.  

Many students in Singapore want to be told what to do.  They want clear, step-by-step instructions. They are not comfortable when they have the freedom and independence to do as they see fit.  However, that what’s required at the workplace.  Employees have to exercise judgment as to what’s appropriate.  There cannot be instructions telling employees what to do all the time.  Exercising discretion is the task and responsibility of the highest paid jobs in industry.  Students should be made more aware of this at the polytechnic as part of their tertiary educational development.

Making good decisions at work require understanding and analysing views from all perspectives.  Then, looking far ahead and see how the decisions they make could have an impact on the organisation they work for.  This is important for the work of a Training and Development executive.  In fact, “discussion boards” are used in industry through staff suggestions boards, training wish lists, etc.  Therefore, my use of the discussion board as a teaching and assessment method is appropriate.

Singapore thrives on being a business hub where ideas, services and products from all over the world converge.  Should Singapore be closed to them, then surely this will be to its disadvantage and will be detrimental in the long run to its survival.  Such being the case, young people should be taught to be open and be able to consider the views of their peers and not expect model answers for every assignment given to them.  The role of the teacher should be to guide them, point to the needs of industry and see how his students would be able to fit-in and realise their ambitions.

In retrospect, training using Blackboard is widely used in industry.  For example, the National Healthcare Group, which includes Institute of Mental Health, Jurong Health Services, Polyclinics, National Skin Centre, National University Hospital and Tan Tock Hospital, uses Blackboard for their eLearning courses.  A key feature of Blackboard is the discussion board.  Being able to use it in synchronous and asynchronous modes would be good training strategy as many doctors and nurses are hard pressed for time, and elearning would address the need to maximise their use of time.



CONCLUSION

This project started in April 2009 when I was nominated as the Senior Lecturer from SP Business School for the poly-wide Action Research project initiated by Mr. Lau Lee Yee, former Director, Department of Educational Development.  When I first took on this project, I was a bit apprehensive because of the enormity of the research work I had to do concurrently with my teaching responsibility of 20 hours per week.  I am the module coordinator of 2 modules in semester 1, and another 3 modules in semester 2.  In addition, I have other administrative work.  However, with the technical assistance of staff in SP Business School and Department of Educational Development, I worked on this project patiently.  My students participated during tutorials in the Training and Development discussion board, which I created.  I felt relieved when I accomplished the task of writing this report.

As the saying goes, Rome was not built in a day.  My project took two years.  Nevertheless, I felt I have done something useful as a Senior Lecturer at the SP Business School.  My Action Research work could be useful for other lecturers should they aspire to be involved in research work.  They are at liberty to refer to it any time.  I am prepared to share with fellow lecturers on what my work was all about, and answer any questions they may have on research.  If they have the time, teachers and lecturers should participate in research as it gives them the opportunity to explore, reflect and write about what they do as an educator.  It is possible that their work could be appreciated and used by others one day.  In this small way, they make a contribution to the field of education.

I wish to conclude with the following Chinese saying on education:

“When planning for a year, plant corn.
When planning for a decade, plant trees.
When planning for life, train and educate people.”
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APPENDIX A

Tutorial (T3/W4)

Blackboard Forum

Refer to Blackboard, Discussion Board, for the tutorial assignment.

i)	Assume you’ve been appointed the Training Executive for ABC company in Singapore.  Your immediate superior, Mr Lee, Human Resource Manager, has 	instructed you to come up with a proposal on how to conduct training for staff who are poor on time management, according to their training needs analysis (TNA).  The following guidelines are given to you:

· 20 staff, between the ages of 20 – 30, have been found to be poor on time management by not meeting deadlines for their work
· 3 hours of training on time management to be conducted

	With the knowledge you’ve gained so far in TRGD lectures and notes, how would you design and develop such training?  Enter your answer into Blackboard.

		(Time given: 20 mins)

ii)	Watch the DVD by Julie Morgenstern who’s conducting training on time management.  Notice her approach and the points she covers.
 	
(Time given: 40 mins)

iii)	What could you learn from the approach taken by Julie?  Read the answers of your classmates on Blackboard.  What could you learn from the answers of your classmates?  How could you improve on your earlier answer on the design and development of training on time management?  Enter your improved answer into Blackboard.
(Time given: 40 mins)

Participation on Blackboard will contribute to your individual class participation mark as follows:

· Relevant points for effective time management (20 marks)
· Practical examples (20 marks)
· Suitable for the Singapore context (10 marks)

Total: 50 marks



APPENDIX B

Tutorial (T4/W3)

Blackboard Forum

Refer to Blackboard, Discussion Board, for the tutorial assignment.

i)	Assume you’ve been appointed the Training Executive for ABC company in Singapore.  Your immediate superior, Mr Lee, Human Resource Manager, has 	instructed you to come up with a proposal on how to conduct training for staff who are 	poor on leadership, according to their training needs analysis (TNA).  The following guidelines are given to you:

· 20 staff, between the ages of 20 – 30, have been found to be poor on leadership by not obtaining the support of their subordinates
· 3 hours of training on leadership to be conducted

	With the knowledge you’ve gained so far in TRGD lectures and notes, how would you design and develop such training?  Enter your answer into Blackboard.

		(Time given: 20 mins)

ii)	Watch the DVD by Benjamin Zander who’s conducting training on leadership.  Notice his approach and the points he covers.
 	(Time given: 40 mins)

iii)	What could you learn from the approach taken by Benjamin?  Read the answers of 	your classmates on Blackboard.  What could you learn from the answers of your 	classmates?  How could you improve on your earlier answer on the design and 	development of training on leadership?  Enter your improved answer into 	Blackboard.
(Time given: 40 mins)

Participation on Blackboard will contribute to your individual class participation mark as follows:

· Relevant points for effective leadership (20 marks)
· Practical examples (20 marks)
· Suitable for the Singapore context (10 marks)

Total: 50 marks




APPENDIX C

Example of Training Plans submitted on Discussion Board

Amanda Wong (DHRPM2B01) – 1st entry for Time Management (Term 3, Week 4)

	Subject: RE: DHRMP 2B01   
	Reply Quote Modify Set Flag Remove   

	Author: Amanda Wong Xin Ru DHRMP/FT
Posted date: Thursday, November 12, 2009 8:39:28 AM SGT
Last modified date: Thursday, November 12, 2009 8:39:28 AM SGT
Total views: 17  Your views: 5 
		‹ Previous Post | Next Post ›




		Show Parent Post 
Hide Parent Post 

Author: DAVID CHEONG KWOK KONG SB
Date: Friday, October 2, 2009 7:35:44 AM SGT
Subject: DHRMP 2B01 

 i) Assume you’ve been appointed the Training Executive for ABC company in Singapore. Your immediate superior, Mr Lee, Human Resource Manager, has instructed you to come up with a proposal on how to conduct training for staff who are poor on time management, according to their training needs analysis (TNA). The following guidelines are given to you: 
- 20 staff, between the ages of 20 – 30, have been found to be poor on time management by not meeting deadlines for their work
- 3 hours of training on time management to be conducted 
      With the knowledge you’ve gained so far in TRGD lectures and notes, how would you design and develop such training? Enter your answer into Blackboard.
      (Time given: 20 mins)

	The training process begins with a triggering event which occured when the 20 staff did not meet deadlines for their work. This is also the triggering event. The actual organisation performance (AOP) is lesser than the expected organisation performance (EOP). This creates a performance gap (GP).
With a PG, a training needs analysis (TNA) needs to be conducted. There are 5 phases to it.
Phase 1: Analysis Phase
I have identified the training needs of the 20 staff - and that is their poor time management. This is because of their lack in Knowledge, Skills and Attitudes (KSA). Since it is a KSA deficiency, training can be a solution to this problem.
Phase 2: Design Phase:
I would set out training objectives for the training programme for these 20 staff. The general training objectives would be to equip these 20 staff with the proper time management skills they need. And to motivate them to have a better attitude towards meeting deadlines on time.
Phase 3: Development Phase
In this phase, I have to set out an instructional strategy to meet the objectives that I have set in this training programme. I will also set alternative instructional methods and information relating to learning facilitation and transfer.
Phase 4: Implementation Phase
I will integrate specific content, instructional methods, materials, equipment and media, manuals and facilities into the training plan. Here, I can conduct a dry run or a pilot run to test my training programme.
Phaes 5: Evaluation Phase. 
I will gain feedback on the training programme and can conduct evaluation by either Process evaluation or Outcome evaluation.






Amanda Wong (DHRPM2B01) – 2nd  entry for Time Management (Term 3, Week 4)

	Subject: RE: DHRMP 2B01   
	Reply Quote Modify Set Flag Remove   

	Author: Amanda Wong Xin Ru DHRMP/FT
Posted date: Thursday, November 12, 2009 9:55:34 AM SGT
Last modified date: Thursday, November 12, 2009 9:55:34 AM SGT
Total views: 15  Your views: 5 
		‹ Previous Post | Next Post ›




		Show Parent Post 
Hide Parent Post 

Author: DAVID CHEONG KWOK KONG SB
Date: Friday, October 2, 2009 7:39:13 AM SGT
Subject: DHRMP 2B01 

ii)   Watch the DVD by Julie Morgenstern who’s conducting training on time management.  Notice her approach and the points she covers.

(Time given: 40 mins)  

iii)   What could you learn from the approach taken by Julie?  Read the answers of your classmates on Blackboard.  What could you learn from the answers of your classmates?  How could you improve on your earlier answer on the design and development of training on time management?  Enter your improved answer into Blackboard. 

(Time given: 40 mins)

Participation on Blackboard will contribute to your individual class participation mark as follows: 

    -  Relevant pints for effective time management (20 marks)

    -  Practical examples (20 marks)

    -  Suitable for the Singapore context (10 marks) 

Total: 50 marks 

	Julie Morgenstern is a very effective speaker and trainer. She is able to interact and engage the audience and bring practical examples to help the trainees see the problems of others as well as relate to themself.
In the video, she introduced (5/7) steps to reorganising your time and life.
#1: Self Assessment
I think this is a very important step, because when you want to change things, you start from yourself. Employees should ask themselves, what have they been doing during office hours and why they had failed to meet deadlines.
She also mentioned that multi-tasking takes a longer time to complete all tasks. In Singapore's context, I think that most of us multi-task as we are a fast-paced society. Everyone has a lot of things to do within a day. For some, it is inevitable that you have to check your email while writing a report. To Singaporeans, multi-tasking is a way of saving time and increasing efficiency.
#2: How Long Does It Take You?
When doing your to-do lists, this is a very important thing to ask yourself too. How much time do we need to do something? This is something that I myself do, I give a rough estimate for each of the things I have to do today. It organises your time and you will use it wisely and efficiently. It's like a timetable.
She mentioned hidden time costs (Travel, Thinking, Surprises, Set-Up & Clean-Up). Which I think should be highlighted to everyone planning their day. For example, if staff run errands that are outside the organisation, they must plan their time properly. Otherwise, they may waste a lot of time outside and will be unable to get back to the office with enough time to complete their remaining work.
#3: Apply the 4 D's
The four D's are DELETE, DELAY, DIMINISH & DELEGATE.
I agree with all except DIMINISH. In Singapore's context, it is very hard to compromise quality because of time constraints even though most (students) do that. However, in the work force, sometimes quality is seen as a way of performance evaluation and a judgement of your attitude towards your work and life. Singaporeans are somewhat perfectionists and it is very hard to apply 'selective professionalism'.
However, as part of the point Diminish, she mentioned certain shortcuts that are very relevant, for example, preparing the night before. 
#4: Develop a Big Picture View
Simplify Categories, Set Goals for them and Select Activities.
I think having a helicopter view is very important because you get the overview of things and it won't seem so disorganised to you. Simplify categories of your to-do lists for the workplace could be tasks, calls, meetings etc. Setting goals is very important and I agree with her, it creates a vision and motivates us to work towards our destination.
#5: Create a Time Map
This is useful for staff because they are able to plan their day more efficiently. However, it should be a timetable for their office hours e.g. 8am - 5pm. What will I be doing today? Julie mentioned that you should focus on a certain category of work you are in and not think about other tasks you have on your hand. It is good to focus because it is more efficient, however, as mentioned, Singaporeans multi-task a lot. It is impossible to focus on solely one task and not bother about the other. It could lead to overuse of time for that particular task.
Staff could use a vertical (Flexible) and horizontal (Fixed) schedule. It is almost impossible to create a vertical schedule because there are different categories of tasks to do within a single day, as such, it is almost impossible to create a certain theme for each day itself.
In conclusion, I will use Julie Morgenstern's reccommended techniques of Time Management. However, I will tailor it such that it suits the situation and context of the workplace and Singapore. There could be other ways of training staff on time management skills. It shouldn't just be in theory because staff may not take notes or remember, there could be a workshop to facilitate hands-on time management skills. E.g. they could create their own timetable on the spot and have a dry-run for a week to test it out.
These do not affect the first few phases (Analysis, Design) of my TNA. 






Amanda Wong (DHRPM2B01) – 1st entry for Leadership (Term 4, Week 3)

	Author: Amanda Wong Xin Ru DHRMP/FT
Posted date: Thursday, January 21, 2010 9:12:13 AM SGT
Last modified date: Thursday, January 21, 2010 9:12:13 AM SGT
Total views: 11  Your views: 5 
		‹ Previous Post | Next Post ›




		Show Parent Post 
Hide Parent Post 

Author: DAVID CHEONG KWOK KONG SB
Date: Monday, January 18, 2010 3:31:08 PM SGT
Subject: DHRMP 2B01 

i)   Assume you’ve been appointed the Training Executive for ABC company in Singapore.  Your immediate superior, Mr Lee, Human Resource Manager, has   instructed you to come up with a proposal on how to conduct training for staff who are poor on leadership, according to their training needs analysis (TNA).  The following guidelines are given to you:

-     20 staff, between the ages of 20 – 30, have been found to be poor on leadership by not obtaining the support of their subordinates

-     3 hours of training on leadership to be conducted

With the knowledge you’ve gained so far in TRGD lectures and notes, how would you design and develop such training?  Enter your answer into Blackboard.

(Time given: 20 mins) 

	A TNA has been conducted and the KSA deficiency has been defined by a lack of leadership skills. Thus, these needs should be translated to clear training objectives.  In this case, the training objective is for these staff to be able to lead and learn the aspects of leadership (& competencies), and earn respect from their subordinates after attending the training.
Factors that influence the transfer of training such as the conditions of practice (spaced, but a 1.5 hours per session with a break in between). Staff may have different motivation levels and thus employees should be briefed on why and how training may help them to increase participation and enthusiasm from the staff. The training objective can help them be clearer about this too.
The training methods to be used can be both behavioural and cognitive. Cognitive methods such as lectures and discussion can be used. Leadership theories can be taught, and stories and case studies can be told to inspire these staff. There can also be a discussion for them to open up, get to know their leadership style better. This facilitates a 2-way flow of communication. Guest speakers can also be invited!
The ages of the staff range between 20 and 30: behavioural methods can be more effective as by simulating actions and scenarios, thus what is learnt can be better retained. With 20 staff, you can break up into 4 groups of 5 (or vice versa).
There can be games and simulation, games that allow the staff to bring out the leader in them. Business games can simulate a scenario that allows staff to make decisions which are part of a leader's competencies. Team-buidling activities can be used also, as teamwork is one of the leadership competencies as well. There can also be role play, such as acting out a scene of 'poor leadership' or 'strong leadership', helping them to understand that perception of a poor leadership, and know what to avoid.
Audiovisuals should also be used. Static media can be printed matter, which can be given out to staff and be taken home for their reference. Dynamic media would be a good choice because the level of retention when one watches/experiences dynamic media is high.
Lastly, there can be evaluation, reflection and feedback at the end of the training to sum up what they have learnt and also help to improve the current training programme. It aligns the views of the 'effectiveness' of the training with the employees.
The components of Instructional Strategy are the learning points, the method (stated above). A trainee manual can also be provided. It can be of a more interactive one, with games in the 'workbook', and some blanks, to ensure that the staff listen during lectures etc.
There should also be a trainer manual to help the trainer know and understand everything that he needs to impart upon his trainees.It should be organised and clear so that the trainer will not miss out teaching anything.
For 20 staff (divided into 5 groups of 4), the sitting arrangement can be made such as 5 rectangular tables with 4 staff. One table would comprise 4 staff, and that would form one group. This group would be able to work together for team-building games. This seating arrangement facilitates easy switching from lecture to small group activities and discussions, which will be useful in this training programme. It allows the training to be more interactive and the training will not be seen as boring, which will in turn motivate staff to participate in the training.
Lastly, the room should be windowless, which prevents distraction or curtains should be drawn. Walls should have a soothing colour that helps concentration. There should also be quiet cooling fans and whiteboards built at strategic locations. There should also be working remote control for the AVs to be operated. Lighting should also be adjustable.
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ii)   Watch the DVD by Benjamin Zander who’s conducting training on leadership.  Notice his approach and the points he covers.

(Time given: 40 mins)

iii)   What could you learn from the approach taken by Benjamin?  Read the answers of your classmates on Blackboard.  What could you learn from the answers of your classmates?  How could you improve on your earlier answer on the design and development of training on leadership?  Enter your improved answer into Blackboard.

(Time given: 40 mins)

Participation on Blackboard will contribute to your individual class participation mark as follows: 

    -         Relevant points for effective leadership (20 marks)

    -         Practical examples (20 marks)

    -         Suitable for the Singapore context (10 marks) 

Total: 50 marks 

	[image: img60160]>
Benjamin Zander is a conductor, speaker, teacher and a leader. He uses music to bring out the best in people. Both wife (rosamund zander) and benjamin co-author the book "the art of possibility", helping people learn the philosophy of leadership (thru music).
In the video, Effective leadership encompasses these few key points:
1. The Art of Leading is a way of being 
2. Speak and make possibility
3. Enroll every voice in the vision
4. Look for shiny eyes
5. Lead by making others Powerful - EMPOWERING
6. Recognising the downward spiral and enroll people in the journey to radiating possibilities -OPTIMISM
7. Quiet the voice in the head that says “I can't do it” - POSITIVITY
8. Lead frm where ever you stand
9. Remember Rule #6: Don't take yourself so $*#&! seriously
10. Everyone gets an “A” - Give people a possibility to live into, not an expectation to live up to
11. A leader should never doubt the capacity of the people he is leading 
He is both an enchanting and talented musician and speaker. He is very lively, and makes a lot of contact and is at close proximity with his trainees at times. His attire is smart casual. Maybe as a conductor, he is closer to his orchestra, that allows him to be more 'slack' in his dressing, even though it is still presentable, or like a 'teacher'. He folds up his sleeves, pulls down his tie a bit, not something expected of a trainer. In this case however, he has a closer relationship to his 'trainees'. His training method is by doing the actual work itself (e.g. playing the piano/cello/singing). and commenting on the spot. He also uses lectures and demonstrations.
Some points that he made are universal:
Lead by making others Powerful - EMPOWERING
Leadership is not only one person leading. It's about enabling others to act and lead as well.
Recognising the downward spiral and enroll people in the journey to radiating possibilities -OPTIMISM
Quiet the voice in the head that says “I can't do it” - POSITIVITY
In Zander's approach, being positive helps the leader/follower to perform better. 
Zander's training method may not be very suitable in a Singapore context. His audience are from a culture different from Sg (either American/European). Such proximity is not encouraged in Singapore because the citizens are conservative. 
Rule #6 - Don't take yourself so $*#&! seriously: This may or may not be applicable in Singapore because of the fast-paced society and life we have. To some, it encourages people to 'slacken' and not be too much a perfectionist. However to others, it could mean, taking a step back and having a breather. Either ways, this should be kept in view (KIV), depending on the profile of the audience/trainees.
Giving everyone an “A” - Give people a possibility to live into, not an expectation to live up to. This is NOT applicable because if the training is meant for (working) adults, there is no such thing as a grading system. Reports or work to be submitted cannot be given an A just for motivation purposes. It has to be of standard especially in the high-demanding workforce. Even if the training is for school-goers, giving everyone an A is not a norm in singapore and this cannot be implemented. Parents are driven by results and everyone wants to outdo/be better than someone else. If everyone gets an A - which we are not accustomed to - there is no more competition and everyone will become complacent, because whether they work hard or not, they still get an "A".
In conclusion, some parts of Zander's 'training' approach can be taken. However, if I was a trainer, I would only tailor the training programme such that it suits the context (Singapore culture, audience, etc). There could and should be other ways of training such as games, role-play etc as I have mentioned in my previous post.








Appendix D

Feedback results from the 4 classes in AY2009/10

	DHRMP 2B01
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	1
	6.6%
	13
	86.6%
	1
	6.6%
	15
	4

	Q2
	0
	0
	1
	6.6%
	5
	33.3%
	6
	40%
	3
	20%
	15
	3.73

	Q3
	0
	0
	0
	0
	1
	6.6%
	9
	60%
	5
	33.3%
	15
	4.26

	Q4
	0
	0
	0
	0
	5
	31.2%
	10
	62.5%
	1
	6.2%
	16
	3.75

	Q5
	0
	0
	1
	6.6%
	6
	40%
	8
	53.3%
	0
	0
	15
	3.46

	
	
	
	
	
	
	
	
	
	
	
	
	

	DHRMP 2B02
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	6
	37.5%
	8
	50%
	2
	12.5%
	16
	3.75

	Q2
	0
	0
	1
	6.2%
	4
	25%
	10
	62.5%
	1
	6.2%
	16
	3.68

	Q3
	0
	0
	1
	5.5%
	5
	27.7%
	9
	50%
	3
	16.6%
	18
	3.77

	Q4
	0
	0
	0
	0
	9
	56.2%
	6
	37.5%
	1
	6.2%
	16
	3.5

	Q5
	0
	0
	1
	6.2%
	9
	56.2%
	5
	31.25%
	1
	6.2%
	16
	3.37

	
	
	
	
	
	
	
	
	
	
	
	
	

	DHRMP 2B03
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	2
	11.1%
	13
	72.2%
	3
	16.6%
	18
	4.05

	Q2
	0
	0
	0
	0
	2
	11.1%
	10
	55.5%
	6
	33.3%
	18
	4.22

	Q3
	0
	0
	0
	0
	5
	27.7%
	8
	44.4%
	5
	27.7%
	18
	4

	Q4
	0
	0
	0
	0
	4
	22.2%
	11
	61.1%
	3
	16.6%
	18
	3.94

	Q5
	0
	0
	0
	0
	8
	44.4%
	8
	44.4%
	2
	11.1%
	18
	3.66

	
	
	
	
	
	
	
	
	
	
	
	
	

	DHRMP 2B04
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	1
	6.2%
	7
	43.7%
	7
	43.7%
	1
	6.2%
	16
	3.5

	Q2
	0
	0
	0
	0
	8
	53.3%
	6
	40%
	1
	6.6%
	15
	3.53

	Q3
	0
	0
	0
	0
	3
	20%
	8
	53.3%
	4
	26.6%
	15
	4.06

	Q4
	0
	0
	0
	0
	9
	60%
	4
	26.6%
	2
	13.3%
	15
	3.53

	Q5
	0
	0
	1
	6.6%
	10
	66.6%
	2
	13.3%
	2
	13.3%
	15
	3.33





Appendix E

Feedback results from the 4 classes in AY2010/11

	DHRMP 2B01
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	0
	0%
	10
	100%
	0
	0%
	10
	4

	Q2
	0
	0
	0
	0
	0
	0%
	2
	20%
	8
	80%
	10
	4.8

	Q3
	0
	0
	0
	0
	0
	0%
	4
	40%
	6
	60%
	10
	4.6

	Q4
	0
	0
	0
	0
	0
	0%
	4
	40%
	6
	60%
	10
	4.6

	Q5
	0
	0
	0
	0
	3
	30%
	7
	70%
	0
	0%
	10
	3.7

	
	
	
	
	
	
	
	
	
	
	
	
	

	DHRMP 2B02
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	2
	16.6%
	7
	58%
	3
	25%
	12
	4.08

	Q2
	0
	0
	0
	0
	2
	16.6%
	6
	50%
	4
	33.3%
	12
	4.16

	Q3
	0
	0
	0
	0
	2
	16.6%
	6
	50%
	4
	33.3%
	12
	4.16

	Q4
	0
	0
	0
	0
	2
	16.6%
	5
	41.6%
	5
	41.6%
	12
	4.25

	Q5
	0
	0
	0
	0
	2
	16.6%
	4
	33.3%
	6
	50%
	12
	4.33

	
	
	
	
	
	
	
	
	
	
	
	
	

	DHRMP 2B03
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	2
	15.4%
	9
	69%
	2
	15.4%
	13
	4

	Q2
	0
	0
	0
	0
	3
	23%
	9
	69%
	1
	7.7%
	13
	3.8

	Q3
	0
	0
	0
	0
	2
	15.4%
	8
	61.5%
	3
	23%
	13
	4.07

	Q4
	0
	0
	0
	0
	2
	15.4%
	9
	69%
	2
	15.4%
	13
	4

	Q5
	0
	0
	0
	0
	4
	30.7%
	7
	53.8%
	2
	15.4%
	13
	3.8

	
	
	
	
	
	
	
	
	
	
	
	
	

	DHRMP 2B04
	
	
	
	
	
	
	
	
	
	

	
	Ans 1
	Ans 2
	Ans 3
	Ans 4
	Ans 5
	Total
	Avg

	Q1
	0
	0
	0
	0
	4
	26.7%
	7
	46.7%
	4
	26.7%
	15
	4

	Q2
	0
	0
	0
	0
	3
	20%
	6
	40%
	6
	40%
	15
	4.2

	Q3
	0
	0
	0
	0
	3
	20%
	6
	40%
	6
	40%
	15
	4.2

	Q4
	0
	0
	0
	0
	5
	33.3%
	5
	33.3%
	5
	33.3%
	15
	4

	Q5
	0
	0
	0
	0
	3
	20%
	6
	40%
	6
	40%
	15
	4.2
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