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Addie	training	model

Share	—	copy	and	redistribute	the	material	in	any	medium	or	format	for	any	purpose,	even	commercially.	Adapt	—	remix,	transform,	and	build	upon	the	material	for	any	purpose,	even	commercially.	The	licensor	cannot	revoke	these	freedoms	as	long	as	you	follow	the	license	terms.	Attribution	—	You	must	give	appropriate	credit	,	provide	a	link	to	the
license,	and	indicate	if	changes	were	made	.	You	may	do	so	in	any	reasonable	manner,	but	not	in	any	way	that	suggests	the	licensor	endorses	you	or	your	use.	ShareAlike	—	If	you	remix,	transform,	or	build	upon	the	material,	you	must	distribute	your	contributions	under	the	same	license	as	the	original.	No	additional	restrictions	—	You	may	not	apply
legal	terms	or	technological	measures	that	legally	restrict	others	from	doing	anything	the	license	permits.	You	do	not	have	to	comply	with	the	license	for	elements	of	the	material	in	the	public	domain	or	where	your	use	is	permitted	by	an	applicable	exception	or	limitation	.	No	warranties	are	given.	The	license	may	not	give	you	all	of	the	permissions
necessary	for	your	intended	use.	For	example,	other	rights	such	as	publicity,	privacy,	or	moral	rights	may	limit	how	you	use	the	material.	It’s	is	true	that	the	learning	universe	comes	with	a	bunch	of	terms.	The	ADDIE	training	model,	however,	is	one	of	the	essentials.	The	ADDIE	model	of	instructional	design	is	used	by	experienced	instructional
designers	as	part	of	their	online,	offline,	or	even	blended	learning	sessions.	Simply	put,	ADDIE	stands	for	five	simple	steps:	Analysis,	design,	development,	implementation,	and	evaluation.	But	to	fully	understand	what	it	is	and	how	you	can	use	it	in	eLearning,	you’ll	first	need	to	understand	what	instructional	design	models	are.	So,	here’s	what	you’ll
learn	today:	Keep	reading	for	more!	What	are	instructional	design	models?	Instructional	design	models	exist	to	provide	guidelines	and	frameworks,	so	designers	can	build	their	training	routines	carefully.	An	instructional	design	model	is	based	on	pedagogical	scenarios.	Their	purpose	is	to	help	instructors	achieve	training	goals,	so	trainees	can	acquire
knowledge	and	then	retain	it.	So,	when	instructional	designers	need	to	determine	the	exact	steps	of	their	training	procedure,	they	turn	to	instructional	design	models.	Currently,	there	are	more	than	twenty-five	commonly	accepted	prescriptive	instructional	design	methodologies.	The	most	common	ones	include:	ADDIE	Dick	and	Carey	Assure	The
Kirkpatrick	Model	Gerlach-Ely	Model	TPACK	and	more	What	do	they	all	have	in	common?	All	instructional	design	models	come	with	the	elements	that	Branch	and	Merrill	(2002)	explained	all	instructional	design	models	should	consist	of:	Clear,	well-defined	goals.	Outcomes	that	are	measurable,	reliable,	and	valid.	Data	that	are	the	heart	of	the	whole
process,	so	designers	should	keep	it	empirical.	A	team	effort	during	designing.	Real-life	behaviors	from	learners,	applicable	to	real-world	problems.	And	the	ADDIE	training	model	meets	all	these	requirements.	Let’s	look	at	ADDIE	more	closely	now:	Definition	of	the	ADDIE	training	model	So,	what	does	“ADDIE”	mean?	Basically,	“ADDIE”	comes	from	a
simple	acronym.	As	a	5	step	training	model,	its	name	refers	to	the	5	different	stages	of	creating	a	course:	Analysis	Design	Development	Implementation	Evaluation	The	reason	the	model	is	called	ADDIE	is	that	every	step	should	be	taken	in	that	exact	order.	However,	the	ADDIE	model	follows	a	circular	pattern	that	repeats	itself	until	trainees	reach
perfection.	Also,	due	to	the	last	stage	of	the	ADDIE	learning	model	(evaluation),	you	get	all	the	feedback	you	need	so	you	can	keep	on	improving	both	your	skills	and	your	learners’	experience.	In	general,	when	we’re	talking	about	the	overall	ADDIE	process,	we’re	not	referring	to	an	instructional	design	model	per	se.	It’s,	most	of	the	time,	the	primary
process	most	instructional	designers	choose	to	create	courses	and	learning	material.	In	other	words,	if	the	rest	of	the	models	were	competitive	distance	runners,	ADDIE	would	be	the	stadium.	This	is	precisely	why	more	sophisticated	users	prefer	to	call	ADDIE	an	Instructional	Systems	Design	(ISD)	model,	because	the	majority	of	the	existing
instructional	design	models	are	based	on	it.	Simple	explanation	of	ADDIE	training	modelThe	5	stages	of	the	ADDIE	training	model	To	fully	specify	how	an	instructor	can	benefit	from	the	ADDIE	model,	we	need	to	take	a	look	at	the	five	key	stages	it	consists	of	individually.	So,	if	you’re	interested	in	the	application	of	the	ADDIE	model,	we	strongly
suggest	that	you	keep	reading	for	more	info:	1.	A	is	for	Analysis	In	the	beginning,	there	was	research	—	it	all	starts	with	it,	after	all,	doesn’t	it?	So,	the	first	thing	you	want	to	do	is	analyze	the	current	training	ground,	and	see	your	trainees’	knowledge	gaps,	their	past	training,	what’s	worked,	what	hasn’t,	and	so	on.	This	is	actually	among	the	most
essential	phases	of	the	training	process.	You	may	even	ask	yourself	about	the	purpose	of	your	training.	So,	except	for	the	current	situation,	you	need	to	look	into	your	goals	and	expectations	from	your	program,	as	well	as	the	media	and	methodologies	you’re	going	to	use.	Sounds	intimidating?	Don’t	worry!	Here’s	a	tip	for	you:	Use	the	method	that	the
journalistic	community	lives	by.	When	reporters	want	to	write	a	story,	they	ask	themselves	six	questions	that	they	must	address	as	soon	as	their	article	starts	(lede).	This	is	the	“5	W’s	and	an	H”	rule.	Who	is	going	to	receive	your	training?	(Analyze	your	trainees)	What	will	your	training	be	about?	(The	context	of	your	training)	When	is	it	going	to
happen?	(Set	a	time-frame	right	off	the	bat)	Where	is	it	going	to	happen?	(Will	you	deliver	it	online	or	in	a	classroom?)	Why	are	you	doing	this?	(The	objectives	of	your	training)	How	are	you	going	to	achieve	this?	(The	methodology	and	the	requirements)	If	you	have	a	clear	answer	to	each	one	of	these	questions	as	well	as	a	general	analysis	of	the
current	situation,	then	you	have	completed	both	your	plan	and	the	very	first	step.	2.	D	is	for	Design	You	know	what	the	first	step	in	the	ADDIE	training	process	is.	Now	it’s	time	to	turn	theory	(Analysis)	into	action	(Design).	The	very	first	thing	you	want	to	do	is	to	decide	what	format	you	are	going	to	be	using.	Is	it	going	to	be	an	interactive	training
course,	a	microlearning	course,	or	a	video	course?	The	ADDIE	model	is	great	for	creating	courses	but	you	are	the	one	who	needs	to	determine	what	type	of	course	it’s	going	to	be.	Second,	figure	out	the	methodology	and	the	strategy	of	your	training	delivery.	In	what	order	are	you	going	to	feature	each	section	of	your	training?	Are	you	going	to	brief
your	trainees	first	(preliminary	training)	to	motivate	them?	How	much	time	are	they	going	to	need	to	complete	your	course?	These	may	sound	like	simple	questions,	but	they	need	answers	before	you	start	creating	your	prototype.	After	that,	you	have	to	make	sure	your	course	is	ready	to	go.	Don’t	unleash	it	into	the	wild	just	yet.	Test	it	with	members
of	your	team	to	see	whether	you	need	to	make	any	small	(or	even	significant)	adjustments,	and	conclude	the	final	product	overview.	3.	Another	D	for	Development	Develop	to	engage:	this	should	be	your	third-step	mantra.	The	step	of	Development	in	the	ADDIE	training	model	is	nothing	more	than	putting	all	the	ideas	and	the	core	creative	designs
you’ve	thoughtfully	planned	into	action.	All	the	decisions	you’ve	taken	during	the	Design	stage	are	now	going	to	work	as	guides	for	the	Development	phase.	Polish	the	details	by	adding	graphs,	colors,	graphics,	multimedia,	etc.	Some	people	might	feel	like	they’re	shifting	the	deckchairs	on	the	Titanic	(I	see	you,	you	technical	junkies!)	but	the	level	of
learner	engagement	will	increase.	Dramatically.	The	Development	phase	will	need	a	lot	of	testing.	Create	your	course	and	start	testing	it	so	you	can	check	for	grammatical,	syntax,	or	spelling	errors	and,	if	using	an	online	learning	platform,	that	there	are	no	bugs	in	modules,	navigation,	etc.	One	last	thing	you	might	want	to	check	is	your	content.	Is	it
too	long?	Maybe	too	short	to	include	all	the	information	in	a	comprehensible	way	perspicuously?	What	about	the	flow	and	the	pacing?	Does	it	grab	your	trainees’	attention?	4.	I	stands	for	Implementation	Now	that	you’ve	finished	your	research,	designs,	and	testing	it’s	high	time	you	shared	your	course	with	the	world.	Implementation	is	always	one	of
the	most	important	training	process	steps.	But	look	how	the	ADDIE	training	process	steps	are	connected:	The	stage	of	Analysis	determines	the	very	nature	of	your	course.	In	the	Design	phase,	you	determine	how	your	whole	lesson	unfolds.	During	Development,	you	put	everything	into	action	and	test	it.	Now,	in	Implementation,	real	learners	get	to
experience	your	course	first-hand.	If	you’re	wondering	how	to	implement	a	training	program,	an	LMS	is	the	answer.	An	efficient	LMS	(Learning	Management	System)	software	will	help	you	both	share	your	course	with	your	learners	and	monitor	how	it	performs.	Do	you	need	to	see	how	many	users	have	signed	up	for	your	courses?	Those	who’ve
passed	or	failed?	Great!	An	LMS	sounds	like	a	perfect	solution	for	you.	Deliver	successful	training	that	you	can	actually	track	and	measure!TalentLMS	is	an	award-winning	system	equipped	with	all	the	up-to-date	monitoring	tools.	But	just	a	heads-up	—	a	serious	one:	When	you	are	choosing	an	LMS,	you	need	to	make	sure	the	reporting	tools	are	really
on-point	so	you	can	monitor	your	learners’	performance	and	progress.	And	monitoring	is	essential	in	ADDIE	because	this	is	what	the	final	step	is	all	about:	5.	Finally,	E	for	Evaluation	The	moment	you’ve	all	been	waiting	for.	The	time	to	answer	the	“what	is	the	final	step	in	the	ADDIE	training	process”	question.	Don’t	believe,	even	for	a	second,	that
when	we’re	talking	about	evaluation,	we’re	talking	about	you	evaluating	learners.	You	are	being	assessed,	too!	This	is	the	power	of	ADDIE.	That	you	can	actually	monitor	results,	improve	yourself,	and	become	a	better	instructional	designer.	And	if	you	find	out	that	something’s	not	right,	you	can	just	revise	it.	A	quick	fix	to	see	how	good	or	bad	your
course	performed	is	to	ask	your	very	own	learners.	Add	a	post-training	evaluation	survey	to	the	end	of	your	course	and	ask	them	about	their	experience.	What	did	they	lean?	Do	they	have	any	suggestions?	Identify	any	gaps	you	need	to	fill	and	address	them	right	away,	either	in	this	specific	course	or	in	future	ones.	The	benefits	of	the	ADDIE	training
model	(and	ONE	disadvantage)	We	know	that	presenting	the	benefits	for	a	model	that’s	universally	accepted	feels	like	trying	to	convince	you	of	the	truth.	But,	in	case	you’re	brand	new	to	instructional	design,	here’s	a	brief	list	of	the	advantages	of	the	ADDIE	instructional	design	model:	First,	with	ADDIE	you	never	get	lost.	The	structure	is	so	on-point
that	instructors	know	what	action	they	need	to	take	before	they	move	to	another	one.	It’s	great	for	online,	offline,	and	blended	learning.	Trainers	can	assess	objectives	and	results	to	figure	out	what	part	of	the	course	needs	further	attention.	In	an	industry	full	of	technicality,	ADDIE	puts	design	where	it	belongs	(aka.	into	the	core	creation	process)	to
engage	more	and	more	learners.	It’s	the	Father	of	all	instructional	design	models,	so	it	combines	all	of	them	together.	Now,	regarding	the	disadvantage(s),	some	instructional	designers	are	not	really	fascinated	with	the	idea	of	this	linear	approach	and	the	waterfall	model	ADDIE	promotes.	Which	is	partially	correct.	To	fully	use	the	ADDIE	model,	you
must	be	familiar	with	your	course’s	objectives	on	the	dot.	Truth	be	told,	ADDIE	kind	of	assumes	you	know	all	your	goals	and	requirements	before	you	start	developing	or	even	experimenting	with	your	content.	The	reason?	You	can	just	move	from	one	stage	to	another,	but	you	can	only	go	forward	in	a	circular	motion.	As	a	result,	it’s	only	when	you
reach	the	stage	of	Evaluation	that	you	are	free	to	jump	back	to	one	of	the	previous	steps	to	revise	it.	So,	in	the	Analysis	stage,	you	need	to	analyze	yourself	and	see	if	you	know	what	you	want	your	learners	and	yourself	to	get	from	the	overall	procedure.	Conclusion:	ADDIE	training	model	helps	you	reach	your	goals	Let’s	be	realistic.	The	ADDIE	training
model	is	one	of	the	most	solid,	safest	choices	if	you	want	to	create	courses	that	will	both	educate	and	engage	your	learners.	As	one	of	the	longest-lasting	models	(it	first	appeared	in	1975),	it	has	managed	to	evolve	into	a	key	player	when	it	comes	to	instructional	design.	Something	that	no	other	model	has	managed	to	achieve	so	far.	The	Motorsport
Images	Collections	captures	events	from	1895	to	today’s	most	recent	coverage.Discover	The	CollectionCurated,	compelling,	and	worth	your	time.	Explore	our	latest	gallery	of	Editors’	Picks.Browse	Editors'	FavoritesExperience	AI-Powered	CreativityThe	Motorsport	Images	Collections	captures	events	from	1895	to	today’s	most
recent	coverage.Discover	The	CollectionCurated,	compelling,	and	worth	your	time.	Explore	our	latest	gallery	of	Editors’	Picks.Browse	Editors'	FavoritesExperience	AI-Powered	CreativityThe	Motorsport	Images	Collections	captures	events	from	1895	to	today’s	most	recent	coverage.Discover	The	CollectionCurated,	compelling,	and	worth	your	time.
Explore	our	latest	gallery	of	Editors’	Picks.Browse	Editors'	FavoritesExperience	AI-Powered	Creativity	The	ADDIE	model	is	an	instructional	design	tool	that	can	help	HR	and	training	professionals	create,	organize,	and	streamline	effective	learning	and	development	programs	in	their	organization.	Although	developed	in	the	1970s,	the	ADDIE	training
model	remains	the	most	commonly	used	model	for	instructional	design	because	it’s	simple	yet	highly	effective.In	this	article,	we’ll	explore	what	the	ADDIE	model	is	in	detail,	the	advantages	and	disadvantages	of	the	model,	and	some	ADDIE	model	examples	so	that	you	can	start	using	it	today.	ContentsWhat	is	the	ADDIE	model?Purpose	of	the	ADDIE
modelAdvantages	and	disadvantages	of	the	ADDIE	modelThe	5	phases	of	the	ADDIE	modelADDIE	model	examplesHow	to	use	ADDIE	model:	Best	practicesFree	ADDIE	model	templatesADDIE	vs	rapid	instructional	designFAQ	ADDIE	is	a	leading	learning	development	model	used	for	instructional	design,	which	is	the	complete	process	of	designing,
developing,	and	serving	learning	content.	The	model	is	often	used	to	design	training	and	learning	&	development	programs	in	organizations.ADDIE	stands	for:Analyze	Design	Develop	Implement	EvaluateThese	are	the	five	stages	of	the	learning	development	process.	ADDIE	training	model	provides	a	streamlined,	structured	framework	that	helps	you
create	an	effective	learning	product,	whether	that’s	delivered	through	an	online	or	offline	training	program,	a	coaching	session,	a	presentation,	or	an	information	booklet.ADDIE	helps	identify	the	learning	need	in	a	structured	way	and	ensures	all	learning	activities	serve	that	goal,	which	offers	an	integrated	approach	to	learning.	It	also	guides
measuring	learning	effectiveness	because	job	behaviors,	knowledge,	and	skills	are	clearly	defined	within	the	framework.In	the	ADDIE	model,	each	stage	must	be	carried	out	in	order	and	carefully	considered	before	moving	on.	Reflection	and	feedback	at	each	stage	ensure	continuous	improvement.The	ADDIE	model	serves	as	a	foundational	framework
for	instructional	design,	offering	a	systematic	process	for	creating	effective	and	efficient	training	programs.	There	are	multiple	reasons	why	companies	use	the	ADDIE	model	in	their	instructional	design	process:Creating	a	structured	process	for	instructional	design:	The	ADDIE	model	provides	a	clear,	step-by-step	framework	that	guides	instructional
designers	through	the	process	of	creating	educational	programs,	ensuring	that	they	consider	and	address	all	critical	aspects	of	instructional	design.	Aligning	the	instructional	activities	with	learning	objectives:	By	starting	with	a	thorough	analysis	phase	of	the	ADDIE	model,	you	can	fully	align	all	instructional	materials	and	activities	with	the	learning
objectives,	making	it	more	likely	that	these	objectives	will	be	met.	Facilitating	data-driven	decision-making:	By	systematically	collecting	and	analyzing	data	at	each	stage,	the	ADDIE	model	supports	data-driven	decision-making,	allowing	instructional	designers	to	make	informed	adjustments	that	enhance	the	learning	experience.	Facilitating	effective
communication	among	stakeholders:	By	providing	a	common	framework,	the	ADDIE	model	facilitates	clear	and	effective	communication	among	all	stakeholders	involved	in	the	instructional	design	process,	including	educators,	designers,	and	learners.	Promoting	continuous	improvement:	The	evaluation	phase	of	the	ADDIE	model	allows	for	the
collection	of	feedback	and	data	on	the	training	program’s	effectiveness,	providing	opportunities	for	continuous	improvement	and	keeping	the	training	relevant	and	impactful	over	time.	Enhancing	instructional	design	expertise:	The	process	of	continuous	evaluation	and	improvement	helps	instructional	designers	and	educators	to	refine	their	skills	and
expertise	over	time,	leading	to	higher-quality	educational	content	and	more	effective	teaching	strategies.	The	ADDIE	model	provides	a	structured	yet	flexible	approach	to	creating	impactful	learning	experiences.	Whether	it’s	analyzing	needs,	designing	content,	or	evaluating	effectiveness,	ADDIE	helps	you	build	programs	that	align	with	organizational
goals	and	drive	measurable	results.	In	AIHR’s	Learning	&	Development	Certificate	Program,	you’ll	master	the	ADDIE	model	to	design,	develop,	and	refine	training	that	truly	engages	learners.	Gain	hands-on	skills	in	instructional	design,	evaluation,	and	continuous	improvement	to	create	programs	that	support	growth	across	your	organization.
Although	it	is	considered	a	leading	learning	development	model,	there	are	multiple	advantages	and	disadvantages	of	the	ADDIE	model,	as	with	all	models.Adaptability:	ADDIE	instructional	design	model	is	highly	adaptable	and	can	be	used	across	industries,	disciplines,	and	learning	environments.	It	can	be	tailored	for	different	scale	projects	as	well	as
individual	or	group	learning.	Consistency:	ADDIE	model	of	training	provides	a	structured	and	consistent	approach	to	instructional	design,	which	can	boost	efficiency	and	consistency	in	the	quality	of	course	development.	Iteration	opportunities:	ADDIE	is	an	iterative	model,	which	means	it	allows	for	feedback	and	changes	at	each	stage	of	development
to	ensure	the	final	product	meets	the	desired	learning	objectives.	Evaluation	component:	There	is	an	evaluation	component	to	the	ADDIE	model	that	allows	businesses	to	measure	the	effectiveness	of	the	instructional	content.	That	is	useful	in	identifying	key	areas	of	improvement	for	future	iterations.	Linear	process:	The	ADDIE	method	follows	a	linear
process	that	may	not	be	flexible	or	creative	enough	to	address	complex	learning	needs.	Being	resource-intensive:	Using	the	ADDIE	model	for	instructional	design	can	be	a	lengthy	process	that	also	requires	significant	resources.	It	may	be	challenging	for	smaller	organizations	with	fewer	resources	to	implement.	Lack	of	emphasis	on	user	experience:
While	organizations	have	been	increasingly	focusing	on	digital	employee	experience,	including	in	training,	the	ADDIE	model	doesn’t	have	a	strong	focus	on	user	experience.	That	can	lead	to	unengaging	instruction	and	poor	learning	outcomes	for	employees.Let’s	take	a	closer	look	at	the	5	phases	of	the	ADDIE	model	of	instructional	design:	Analyze,
Design,	Develop,	Implement,	and	Evaluate.In	the	Analyze	phase	of	the	ADDIE	process,	the	first	task	is	to	identify	the	problem	you’re	trying	to	solve.	For	example,	maybe	it’s	poor	sales,	a	non-inclusive	culture,	or	a	lack	of	skills	to	move	to	a	more	digitized	organization.	From	here,	you	can	identify	the	core	business	problem	and	decide	whether	it	can	be
solved	through	effective	training,	or	if	other	organizational	development	interventions	will	be	more	effective.	Instructional	designers	also	need	to	determine	and	manage	stakeholders’	needs.Some	helpful	questions	to	ask	are:What	is	the	purpose	of	the	training?	Why	should	we	do	it?	What	is	the	desired	change?	Will	the	training	be	effective	in	creating
this	change?In	the	Analyze	phase,	the	training	needs	analysis	(TNA)	process	helps	identify	the	gap	between	the	actual	and	desired	skills,	knowledge,	and	abilities.	With	these	findings,	you	can	define	learning	goals	and	base	the	training	on	these.During	this	phase,	it’s	crucial	to	determine	a	target	audience.	You	can	create	one	or	more	trainee
“personas”	who	display	the	general	characteristics,	knowledge,	and	experience	of	your	target	audience.	Recognizing	their	needs	and	expectations	will	enable	you	to	actively	manage	these,	tailor	your	training	to	your	audience	and	make	it	more	relatable.“To	ensure	success	when	using	the	ADDIE	model,	it’s	essential	to	have	a	clear	understanding	of
your	target	audience	and	focus	on	setting	clear	and	measurable	learning	objectives.	This	helps	guide	the	content	development	process	and	ensures	that	learners	are	achieving	their	desired	learning	outcomes,”	explains	Anchal	Dhingra,	Learning	Consulting	Manager	at	AIHR.Based	on	all	the	information	gathered	in	the	Analyze	phase,	you	can	also	map
out	the	resources	required	for	the	training.	This	includes	the	number	of	training	hours,	duration,	required	budget,	facilities,	and	additional	information.Once	you’ve	collated	all	of	this	information,	you	can	create	a	full	training	plan,	which	will	include	the	who,	what,	when,	where,	why,	and	how	of	the	training.In	the	Design	phase	of	the	ADDIE	model,
you	translate	all	the	information	collated	in	the	Analyze	phase	into	a	learning	design.An	outline	is	created	that	structures	the	learning	intervention	and	specifies	learning	objectives	for	each	workshop	or	lesson.	This	will	include	a	strategy,	delivery	methods	(e.g.,	online,	offline,	blended),	lessons,	duration,	assessment,	and	feedback.In	this	phase,	you
also	select	an	appropriate	evaluation	method	will	be	from	a	learning	design	standpoint.	Based	on	Kirkpatrick’s	model,	effectiveness	can	be	measured	on	different	levels.Not	every	training	justifies	measurements	on	all	levels.	Measuring	reactions	to	the	training	may	suffice	for	simpler	training.	As	a	rule	of	thumb,	a	full	impact	analysis,	or	training
Return-on-Investment	(ROI)	calculation,	is	only	justified	in	5%	of	all	training,	specifically	for	training	with	a	high	investment	that	tackles	a	critical	business	issue	(Philips,	2003).The	next	step	is	to	create	a	storyboard	and/or	prototype	so	that	you	can	easily	communicate	the	value	of	the	training,	particularly	to	stakeholders.	It’s	important	to	brief
stakeholders	and	update	them	on	the	learning	goals	and	learning	design	choices	made	in	this	phase.	Make	sure	to	align	with	them	before	you	move	to	the	next	phase.In	the	Develop	phase,	you	will	use	your	storyboards	and/or	prototypes	as	a	guide	to	creating	your	courses.	You’ve	already	decided	on	the	core	learning	objectives.	Now	it’s	time	to	start
bringing	the	training	to	life.Consider	how	the	training	will	be	delivered:	In-person,	online,	or	a	mix	of	the	two	(a	blended	approach)?	What	will	be	the	instructional	strategies,	media,	and	methods?	Learning	interventions	often	use	multiple	methods	and	ways	to	deliver	the	content.Once	you’ve	decided,	you	can	then	think	about	whether	you	want	to
build	this	in-house	or	with	an	external	provider.	It’s	equally	important	to	decide	where	it	will	be	hosted	and	what	software	and	tools	you	will	need	(e.g.,	video	conferencing	software	like	Zoom,	vendor’s	platform,	or	an	LMS).“Technology	is	always	evolving,	and	as	a	result,	the	tools	we	use	to	create	learning	content	are	constantly	changing	too.
However,	despite	these	changes,	the	ADDIE	model	has	remained	a	timeless	framework	for	instructional	design.	This	is	because	the	ADDIE	process	describes	the	fundamental	steps	needed	to	develop	a	learning	program,	which	apply	regardless	of	the	tools	or	technology	being	used.	While	specific	tools	and	methods	may	vary,	the	ADDIE	model	provides
a	structure	for	the	design,	development,	and	delivery	of	effective	learning	programs	that	has	stood	the	test	of	time.	It’s	no	surprise	that	ADDIE	has	become	the	standard	for	learning	content	production	worldwide.”Nikola	Velickovic,	Learning	Consultant	at	AIHRBuilding	the	learning	product	in	line	with	the	design	represents	the	bulk	of	the	work	in	the
development	phase.	You	may	outsource	this	part	to	a	trainer	who	is	a	subject	matter	expert	or	a	training	organization	with	relevant	knowledge.	It	is	the	role	of	the	instructional	designer	to	ensure	that	the	learning	product	will	align	with	the	specifications	of	the	design	and	the	findings	in	the	TNA.Once	you’ve	created	your	course,	test	for	errors	like
grammar	and	spelling	and	ease	of	navigation.	This	is	not	a	simple	case	of	clicking	through	the	course	but	more	about	content	accuracy	and	utility	of	navigation.	Is	your	learner	able	to	progress	through	the	course	in	the	way	you	designed?	Is	it	engaging?	What	is	the	duration	like?Conduct	pilots	and	product	reviews	where	different	people	(including
you)	test	the	learning	product	and	training	materials.	You	may	want	to	use	web-based	tools	like	Survey	Monkey	or	Qualtrics	for	users	to	evaluate	the	training.	“Incorporate	interactivity	and	engagement	into	your	training	materials	when	using	the	ADDIE	model.	This	can	be	achieved	through	activities,	assessments,	and	simulations,	which	help
reinforce	learning	and	create	a	more	immersive	learning	experience	for	your	learners.”Anchal	Dhingra,	Learning	Consulting	Manager	at	AIHRThe	final	step	is	to	develop	a	communication	strategy	to	reinforce	the	importance	of	learning	to	your	audience.	How	can	you	encourage	them	to	devote	time	and	attention	to	learning?	How	can	you	help	them
prioritize	this	at	work	while	managing	their	main	job	responsibilities?	Creating	a	clear	communication	strategy	will	make	the	learning	top-of-mind	and	help	to	create	more	impact.Once	you’ve	completed	the	development	stage,	it’s	time	for	implementation	–	the	training	can	commence!The	implementation	stage	focuses	on	the	delivery	of	the	training
and	project	management.	This	includes	communicating	with	learners,	logistics,	data	collection,	and	training	trainers	for	global	roll-outs	of	the	learning	program.	The	training	delivery	is	the	key	element	in	this	phase.	Are	there	any	extra	guides	or	manuals	the	learners	need?	How	about	FAQs	that	may	come	up	along	the	way?	What	is	the	protocol	if
users	experience	technical	difficulties	during	the	training?	It’s	a	sensible	idea	to	have	additional	IT	support	on	hand	and	let	learners	know	who	to	contact.	Is	there	a	need	for	side	programs	that	provide	extra	support	to	learners	in	addition	to	the	main	program?	These	can	include	weekly	one-to-one	or	group	coaching	or	webinars	to	deepen	the	learning
and	answer	any	questions	the	learners	might	have.Do	any	need	to	make	any	physical	changes	in	the	work	environment	for	certain	training	activities?	For	example,	extra	posters,	props,	or	symbols	that	reinforce	key	messages	learned.	Now	it’s	time	to	share	your	course	or	training	with	your	learners.	In	most	cases,	courses	are	uploaded	to	an	LMS,
with	pre-set	delivery	options	including	who	is	enrolled,	pass	rates,	and	collection	of	feedback,	as	well	as	delivery,	tracking,	and	reporting.	But	this	will	depend	on	what	you	decided	in	the	design	phase.	Think	about	how	you	can	create	a	buzz	around	the	new	learning	program	and	shine	a	spotlight	on	desired	behaviors.	Make	sure	to	give	learners	ample
notice	about	the	start	and	completion	dates	of	the	program.While	evaluation	is	the	next	and	last	stage	of	the	ADDIE	model,	you	can	already	start	gathering	your	data	in	the	implementation	phase	of	the	instructional	design	process.Depending	on	the	choices	made	in	the	analysis	phase,	you	can	use	different	methods	for	training	evaluation.	These	can
include	training	evaluation	forms	and	pre-and	post-training	assessments,	potentially	with	a	control	group.	Commonly	used	instruments	are	questionnaires,	interviews,	observations,	knowledge	assessments,	work	assessments,	360-degree	feedback,	and	work	output	data.	Some	of	these	activities	fall	under	the	next	phase,	evaluation.	Evaluation	is	an
integral	part	of	every	stage	of	the	ADDIE	learning	model,	but	it	also	gets	its	own	phase.	As	soon	as	you	deliver	your	first	course	or	workshop,	you	want	immediate	(and	continuous)	feedback	so	that	you	can	implement	improvements.It’s	important	to	evaluate	at	the	design,	development,	and	delivery	stages	and	continuously	evaluate	all	elements	of	the
program.	After	your	training	is	first	delivered,	there	will	likely	be	feedback	and	questions	that	were	not	spotted	earlier.	Addressing	these	quickly	will	immediately	improve	the	training.	At	the	evaluation	phase,	you	can	formally	evaluate	the	learning	program	using	post-assessments,	observations,	or	productivity	data.	All	of	these	sources	will	highlight
what	people	learned,	how	they’ve	applied	it,	and	the	results	achieved.	The	instructional	design	team	should	evaluate	what	went	well,	what	can	be	improved,	and	learn	as	a	team.	Make	a	list	of	improvements	that	the	training	program	needs	and	implement	these	before	the	next	training.	If	the	program	is	going	to	be	shelved,	you	can	still	record	these
improvements	so	that	when	the	same	(or	a	similar)	program	is	used	in	the	future,	these	learnings	are	not	lost.	Using	your	formal	evaluation,	decide	to	what	degree	your	initial	training	met	the	objectives	and	goals	from	the	analysis	phase.	Feed	these	results	back	to	your	stakeholders	and	inquire	about	their	satisfaction	with	the	training	program,	as
this	will	provide	excellent	input	for	future	programs.Below	is	a	summary	of	the	5	stages	of	the	ADDIE	model	for	instructional	design:PhaseKey	activities1.	AnalyzeProblem	identificationTraining	needs	analysisIdentify	top-level	learning	goalDetermine	target	audienceIdentify	stakeholder	needsMap	required	resources2.	DesignCreate	a	learning
intervention	outlineHigh-level	mapping	of	learning	interventionMapping	of	evaluation	methodsDevelopment	of	a	communication	strategyAlignment	with	stakeholders3.	DevelopDetermine	the	delivery	methodProduction	of	the	learning	productDetermine	the	instructional	strategies,	media,	and	methodsQuality	evaluationDevelopment	and	evaluation	of
assessments	&	toolingDeployment	of	learning	technologyDevelopment	of	a	communication	strategy4.	ImplementParticipation	in	side	programsTraining	delivery	&	participationChanges	in	the	physical	environmentImplementation	of	communication	planExecution	of	formal	evaluation5.	EvaluateIntegral	part	of	each	stepEvaluationContinuous
learningPropose	points	of	improvementsEvaluation	of	the	business	caseThe	focus	of	this	sample	training	plan	for	sales	representatives	is	on	improving	sales	skills	like	rapport	building,	prospecting,	presenting,	and	negotiating.	Training	methods	such	as	role-playing	will	be	used	to	reinforce	these	skills,	while	visual	aids	like	infographics	will	be	used	to
keep	the	trainees	engaged.Analysis	phaseIdentify	the	need	for	training	specifically	for	sales	representatives	(based	on	low	sales	numbers	or	other	issues	that	have	arisen)Determine	the	learning	objectives	for	the	training,	such	as	improving	communication	skills,	negotiation,	emotional	intelligence,	or	product	knowledgeIdentify	the	target	audience	for
the	training	as	the	sales	staffEvaluate	the	existing	sales	resources	and	identify	any	gaps	in	knowledge	or	skillsDesign	phaseDevelop	a	training	plan	that	outlines	the	instructional	methods	and	materials	to	be	used	to	address	the	learning	objectivesCreate	the	instructional	content	such	as	training	manuals,	presentations,	and	other	instructional
materials	to	support	the	learning	objectivesDefine	the	assessment	methods	and	develop	any	necessary	evaluation	tools	to	measure	the	success	of	the	training	programEstablish	the	training	schedule	and	logistics,	including	the	number	of	sessions	and	their	duration,	and	the	timing	of	each	sessionDevelopment	phaseCreate	any	necessary	visuals,	videos,
or	multimedia	material	for	the	training	contentDevelop	role-playing	exercises	and	other	interactive	elements	to	be	used	in	the	training	programReview	and	refine	the	instructional	content	based	on	feedback	from	stakeholdersConduct	a	pilot	test	of	the	training	content,	and	make	any	necessary	revisionsImplementation	phaseDeliver	the	training
sessions	to	the	sales	representativesProvide	any	necessary	support	or	feedback	to	the	learners	during	the	sales	trainingMonitor	the	learners’	progress	and	address	any	issues	as	they	ariseEvaluation	phaseGather	feedback	from	the	sales	representatives	about	the	effectiveness	of	the	trainingAnalyze	the	assessment	results	to	identify	any	gaps	in
knowledge	or	skillsCompare	the	sales	numbers	of	the	reps	before	and	after	the	training	to	evaluate	the	effectiveness	of	the	trainingMake	any	necessary	modifications	to	the	training	based	on	the	evaluation	resultsThis	sample	employee	training	plan	will	focus	on	improving	public	speaking	skills	including,	communication,	clarity,	connecting	with	the
audience,	projecting	the	voice,	tone	of	voice,	creating	note	cards,	designing	an	engaging	slideshow	presentation,	and	body	language.Trainees	will	build	these	skills	through	training	methods	such	as	in-person	practice	sessions.	They	will	also	receive	theory	instruction	to	gain	knowledge	of	what	makes	a	great	presentation.	Analysis	phaseIdentify	the
need	for	training	specifically	for	anyone	who	will	need	to	give	presentations	to	large	groups	as	they	progress	in	their	career,	or	anyone	who	has	struggled	in	the	past	to	deliver	compelling	presentations	or	battles	with	nerves	(managers	can	advise	on	their	teams)Determine	the	learning	objectives	for	the	training,	such	as	improving	communication
skills,	body	language,	projecting	the	voice,	and	connecting	with	any	audienceIdentify	the	target	audience	for	the	training	as	anyone	who	will	need	to	regularly	give	presentations	to	large	audiences.	Evaluate	the	existing	public	speaking	resources	and	identify	any	gaps	in	knowledge	or	skillsDesign	phaseDevelop	a	training	plan	that	outlines	the
instructional	methods	and	materials	to	be	used	to	address	the	learning	objectivesCreate	the	instructional	content	such	as	training	manuals,	presentations,	and	other	instructional	materials	to	support	the	learning	objectivesDefine	the	assessment	methods	and	develop	any	necessary	evaluation	tools	to	measure	the	success	of	the	training
programEstablish	the	training	schedule	and	logistics,	including	the	number	of	sessions	and	their	duration,	and	the	timing	of	each	sessionDevelopment	phaseCreate	any	necessary	visuals,	videos,	or	multimedia	material	for	the	training	contentDevelop	in-person	exercises	and	other	interactive	elements	to	be	used	in	the	training	programReview	and
refine	the	instructional	content	based	on	feedback	from	stakeholdersConduct	a	pilot	test	of	the	training	content,	and	make	any	necessary	revisionsImplementation	phaseDeliver	the	training	sessions	to	the	employeesProvide	any	necessary	support	or	feedback	to	the	learners	during	the	public	speaking	trainingMonitor	the	learners’	progress	and
address	any	issues	as	they	ariseEvaluation	phaseGather	feedback	from	the	employees	about	the	effectiveness	of	the	trainingAnalyze	the	assessment	results	to	identify	any	gaps	in	knowledge	or	skillsCompare	the	confidence	of	the	employees	when	giving	presentations	before	and	after	the	training	to	evaluate	its	effectivenessMake	any	necessary
modifications	to	the	training	based	on	the	evaluation	resultsTo	effectively	utilize	the	ADDIE	model	in	instructional	design,	here	is	a	summary	of	the	best	practices	to	follow:Thoroughly	analyze	before	designing:	Begin	with	an	in-depth	analysis	to	understand	the	learners’	needs,	the	specific	problems	to	be	addressed,	and	the	learning	environment.	This
foundation	ensures	that	the	training	is	targeted	and	relevant.	Set	clear,	measurable	objectives:	Establish	clear	and	measurable	learning	objectives	that	align	with	the	identified	needs.	This	clarity	guides	the	development	process	and	helps	in	evaluating	the	training’s	effectiveness.	Utilize	an	ADDIE	model	template	for	task	and	progress	tracking:
Implementing	an	ADDIE	model	template	can	significantly	enhance	project	management	by	clearly	dividing	tasks	among	team	members	and	tracking	progress	through	each	phase.	This	approach	promotes	clear	communication,	timely	completion,	and	early	identification	of	issues,	creating	a	cohesive	and	efficient	project	workflow.	You	can	download
your	free	ADDIE	model	template	below.	Incorporate	flexible	and	creative	instructional	design	solutions:	While	maintaining	structure,	infuse	creativity	and	flexibility	into	your	instructional	design	to	cater	to	diverse	learning	styles	and	complex	learning	needs.	This	approach	can	enhance	engagement	and	accommodate	various	instructional	challenges.
Utilize	the	iterative	nature	of	the	ADDIE	model:	Seek	feedback	at	each	stage	and	make	informed	adjustments.	This	iterative	process	allows	for	continuous	refinement	and	improvement	of	the	training	program.	Leverage	technology	appropriately:	Make	informed	decisions	about	technology	use,	selecting	tools	that	enhance	learning	without
overwhelming	or	excluding	participants.	Stay	updated	on	educational	technology	trends	to	find	innovative	solutions	that	align	with	your	training	goals.	Develop	a	robust	implementation	plan:	Ensure	a	smooth	rollout	by	preparing	a	detailed	implementation	plan	that	covers	all	logistical	aspects,	including	technology	setup,	facilitator	training,	and
learner	support	mechanisms.	Conduct	comprehensive	evaluations:	Beyond	measuring	learning	outcomes,	evaluate	the	training’s	impact	on	job	performance	and	organizational	goals.	Use	these	insights	to	inform	future	training	initiatives	and	contribute	to	a	culture	of	continuous	learning	and	development.Use	a	template	to	streamline	task	allocation
and	monitor	progress	across	the	ADDIE	phases.	Taking	this	structured	approach	allows	you	to	systematically	address	all	aspects	of	the	instructional	design	process,	meet	due	dates,	and	identify	and	resolve	any	potential	issues.A	template	can	also	facilitate	communication	and	collaboration	within	the	team,	providing	a	shared	reference	point	for	the
project’s	status	and	next	steps.With	this	Excel	template,	you	can	easily	break	down	the	different	phases	of	the	ADDIE	model	process	into	tasks	and	track	your	progress	across	the	project.This	free	Powerpoint	ADDIE	model	template	allows	you	to	share	your	project	progress	with	the	wider	organization	in	an	easy	to	understand	way.The	biggest
drawback	of	going	through	the	ADDIE	model	process	is	its	speed,	or	rather,	the	lack	of	it.	The	output	of	the	previous	step	serves	as	the	input	for	the	next	step.	This	is	similar	to	the	traditional	‘waterfall’	method.	This	approach	takes	a	long	time,	during	which	the	learning	and	content	needs	may	change.	This	can	lead	to	a	misfit	between	the	end	product
and	the	reason	why	the	process	was	started	in	the	first	place.	Rapid	instructional	design	offers	a	potential	solution.(Based	on	Mooijman	et	al.,	2018}Rapid	instructional	design	is	a	more	agile	approach	to	instructional	design.	It’s	based	on	rapid	development	techniques,	which	originate	from	software	development,	and	are	applied	to	instructional
design.	It’s	a	continuing	process,	with	new	aspects	being	added	and	evaluated	until	the	program	is	completed.	The	aim	is	to	create	a	proof	of	concept	(POC)	and	have	learners	and/or	stakeholders	interact	with	it	on	a	continuous	basis	and	provide	feedback.	This	feedback	is	then	incorporated	into	the	next	POC	until	the	product	is	finished.	Rapid
instructional	design	comprises	five	steps:	Definition	–	Initial	definition	of	learning	goals	and	requirements	Prototyping	–	Rapid	prototyping	of	a	proof	of	concept	Evaluation	–	Evaluation	of	the	prototype	with	stakeholders,	followed	by	iterative	improvements	and	adjustments	of	goals	and	requirements	based	on	the	POC	Implementation		–
Implementation	of	the	adjusted	goals	and	requirements	in	an	upgraded	version	of	the	POC	Repeat	–	Steps	2-4	are	repeated	until	the	learning	goals	are	achievedThis	is	an	iterative	approach	built	on	the	principles	of	build–measure–learn,	as	commonly	practiced	in	the	lean	methodology.The	figure	below	shows	this	iterative	process.	Prototypes	are
developed	at	a	rapid	pace	and	continuously	aligned	with	the	project	planning	and	project	goals.	It	is	not	uncommon	to	have	multiple	iterations	within	a	specific	phase.	For	example,	if	the	outline	does	not	fit	user	needs,	you	will	have	to	iterate	the	outline	(maybe	several	times)	before	moving	to	the	design	prototype.An	example	of	this	is	one	of	the	HR
upskilling	projects	run	by	AIHR.	The	training	has	a	blended	approach	–	mostly	online	learning	combined	with	monthly	sessions	based	on	learners’	needs.	These	sessions	aim	to	motivate	learners	to	complete	the	e-learning	while	also	providing	them	with	assignments	and	challenges	to	solve.	These	are	always	related	to	organizational	issues	and	change
over	time	based	on	current	needs.	This	creates	a	program	in	which	employees	upskill	while	also	contributing	to	solving	organizational	issues	in	these	offline	workshops,	which	helps	them	to	apply	what	they’ve	learned	and,	ultimately,	create	business	impact.(Based	on	Mooijman	et	al.,	2018)When	applied	correctly,	the	ADDIE	model	can	be	used	in
learning	and	development	initiatives	across	industries	and	disciplines	to	improve	individual	and	group	learning	and	meet	learning	objectives.	Its	iterative	approach	allows	for	vital	feedback	at	each	stage	of	development	which	ensures	the	final	product	meets	your	original	instructional	goals	while	helping	you	identify	key	areas	for	improvement	in	the
future.	What	is	the	ADDIE	model?	The	ADDIE	model	is	a	leading	learning	development	model	used	to	design,	develop	and	serve	learning	content.	It	offers	a	structured,	integrated	approach	to	learning,	and	organizations	often	use	it	to	design	employee	training	programs.	What	is	the	ADDIE	model	used	for?	The	ADDIE	model	is	used	as	a	systematic
framework	for	instructional	design,	guiding	the	process	of	creating	effective	learning	and	development	programs.	It	encompasses	five	phases—Analyze,	Design,	Develop,	Implement,	and	Evaluate—to	ensure	that	educational	content	is	aligned	with	learner	needs	and	achieves	desired	learning	outcomes.	What	are	the	5	steps	of	the	ADDIE	model?
Analyze	–	Identify	the	problem	you	are	trying	to	solve	in	the	organizations,	e.g.	low	sales	performance.	Design	–	Translate	your	goal	into	a	learning	design,	with	a	thorough	outline.	Develop	–	Determine	the	delivery	method,	and	instructional	strategies,	develop	the	learning	product,	and	evaluate	product	quality.Implement	–	Deliver	the
training.Evaluate	–	Collect	feedback,	formally	evaluate	the	training,	and	implement	improvements.		Why	is	the	ADDIE	model	commonly	used?	The	ADDIE	learning	development	model	is	commonly	used	because	it’s	highly	adaptable	and	suitable	for	different	industries,	disciplines,	and	learning	environments,	as	well	for	different	scale	projects.Its
structured	approach	can	boost	efficiency	and	consistency	in	the	quality	of	course	development.	Plus,	ADDIE	is	an	iterative	model	which	allows	for	feedback,	evaluation,	and	changes	at	every	stage	to	ensure	learning	objectives	are	met.		Who	created	the	ADDIE	model?	The	ADDIE	model	was	developed	by	the	Center	for	Educational	Technology	at
Florida	State	University	for	the	U.S.	Army	in	the	1970s.	Their	goal	was	to	standardize	the	process	of	creating	instructional	materials	and	training	programs	for	military	personnel,	and	enable	a	systematic	and	effective	approach	to	education	and	training	within	the	military.	6	min	reading	time	The	Addie	model	is	an	instructional	design	methodology
used	to	help	organize	and	streamline	the	production	of	your	course	content.	Developed	in	the	1970’s,	ADDIE	is	still	the	most	commonly	used	model	for	instructional	design.	Why?	–	It’s	simple	and	effective!		In	this	post,	we	take	a	look	at	the	various	stages	involved	and	also	how	you	can	begin	using	ADDIE	today.	Addie	Explained	Addie	is	an	acronym
for	the	five	stages	of	a	development	process:	Analysis,	Design,	Development,	Implementation,	and	Evaluation.	The	ADDIE	model	relies	on	each	stage	being	done	in	the	given	order	but	with	a	focus	on	reflection	and	iteration.	The	model	gives	you	a	streamlined,	focused	approach	that	provides	feedback	for	continuous	improvement.		Wikipedia	The	5
Steps	of	The	Addie	Process	Step	1:	Analysis	Before	you	start	developing	any	content	or	training	strategies,	you	should	analyze	the	current	situation	in	terms	of	training,	knowledge	gaps	etc.	Start	with	a	series	of	questions	to	understand	the	current	situation	and	to	also	understand	what	is	the	goal	of	the	training	itself.	This	influences	a	huge	amount	of
decisions	later	in	the	process.	One	very	common	question	is:	What	is	the	point	of	the	training?	Why	are	we	doing	it?	What	type	of	behavioral	change	is	desired?	Will	training	actually	help?	This	phase	should	be	a	full	audit	of	the	audience,	business	goals,	training	methodologies	used,	media	types	used,	etc.	Once	this	is	done,	you	can	generate	a	training
plan	that	addresses:	Who,	What,	When,	Where,	Why,	How?	The	core	of	your	training	plan	will	be	“How	can	we	improve	the	situation	and	achieve	business	goals	through	training?”.		You	will	use	this	question	as	the	foundation	for	the	rest	of	the	process.	You	should	come	out	with:	an	analysis	of	training	needs	and	a	training	plan	Step	2:	Design	With
your	training	plan	done,	you	then	get	to	the	design	phase	–	this	is	where	you	take	all	of	the	learnings	of	the	previous	phase	and	use	it	to	make	practical	decisions.	This	includes	a	strategy,	delivery	methods,	structure,	duration,	assessment,	and	feedback.	The	next	step	is	to	storyboard	your	ideas	and/or	create	a	prototype.	You	are	creating	a	blueprint
for	your	courses,	and	by	making	a	prototype	you	can	quickly	communicate	with	other	stakeholders	the	value	of	the	training.	An	initial	testing	phase	of	the	prototype	is	always	a	good	idea,	this	is	a	sanity	check	that	is	carried	out	prior	to	moving	too	far	forward.	You	should	come	out	with:	an	overview	of	the	course	design	and	storyboards/prototypes.
Step	3:	Development	At	this	stage,	you	can	begin	to	create	the	courses.	You	will	be	heavily	guided	by	the	prototype/storyboards	at	this	point.	Each	element	of	the	course	should	be	developed	to	match	the	design	phase.	The	core	of	the	content	has	already	been	decided.	All	you	need	to	add	is	a	level	of	detail	and	polish	to	the	courses.	This	is	done	by
adding	graphics,	choosing	colors	and	deciding	on	fonts.	To	some,	this	may	seem	trivial,	but	it	has	a	huge	bearing	on	how	engaging	the	course	content	is.	The	careful	selection	of	these	elements	allows	you	to	present	the	course	in	a	manner	that	will	appeal	to	the	audience	(which	may	become	apparent	with	an	analysis	of	the	audience	in	the	first	phase).	
The	development	process	should	be	iterative.	Once	you	have	created	a	course	you	should	test	it	to	ensure	there	are	no	basic	errors	–	grammar,	spelling,	syntax	etc.	Testing	should	also	look	at	the	mechanics	of	the	course.	A	key	consideration	at	this	stage	is	navigation.	The	vast	majority	of	problems	that	learners	encounter	are	related	to	how	the	course
was	built	in	the	authoring	tool.	The	frustrating	thing	is	that	it	can	often	be	something	very	simple	that	the	instructional	designer	misses	because	they	did	not	test	the	course.	Testing	the	course	is	not	flicking	through	it	–	it	is	a	systematic	check	on	the	accuracy	of	the	content	and	the	utility	of	the	navigation.	Can	a	learner	progress	in	the	way	I
designed?	–	even	if	they	make	unexpected	decisions.	Building	upon	that	should	be	a	check	on	the	flow	of	the	content.	Is	it	engaging,	how	is	the	length	etc?	You	should	come	out	with:	Course	Content		Step	4:	Implementation	Once	you	have	completed	your	courses	and	you	are	satisfied	that	they	are	fully	tested,	it’s	time	to	share	them	with	the	learner.
The	decisions	made	in	the	design	phase	will	influence	how	this	is	actually	carried	out.	In	the	majority	of	cases,	the	courses	are	uploaded	to	an	LMS	and	the	delivery	options	are	set	up	–	who	are	enrolled,	how	much	time	are	they	given,	pass	marks	for	assessments,	and	the	collection	of	feedback.	The	delivery,	tracking,	and	reporting	are	all	handled	by
the	LMS.	The	instructional	designer	should	monitor	the	situation	for	any	teething	issues.	One	of	the	best	was	to	prevent	against	any	problems	in	the	implementation	phase	is	to	conduct	a	pilot	of	a	course	before	unleashing	the	content	on	the	entire	group.	You	should	come	out	with:	Your	courses	are	live	in	the	LMS	and	learners	can	start	to	take	and
complete	courses	Step	5:	Evaluation	ADDIE’s	main	goal	is	to	provide	a	structured	method	of	creating	training	programs.	It	is	also,	however,	a	powerful	model	for	improving	the	way	in	which	future	iterations	are	created.	Getting	feedback	on	every	aspect	of	the	courses	is	really	important	so	that	you	can	improve	and	revise	the	content.	What	to	focus
on:	Did	we	meet	the	goals	as	set	out	in	the	analysis	phase?	Take	feedback	and	place	back	into	the	analysis	phase.	Identify	other	training	requirements.	Possible	change	in	media	types	or	approach.	A	great	way	to	get	feedback	is	to	ask	learners	to	complete	surveys	at	the	end	of	their	course.	This	can	be	done	within	the	course	(using	your	authoring	tool)
or	as	by	the	LMS.	Create	survey	questions	specific	to	the	points	above	but,	also	encourage	learners	to	give	feedback	in	a	free	text	box	so	that	you	are	aware	of	any	gaps	you	may	not	have	thought	of.	You	should	come	out	with:	An	evaluation	report	and	actionable	changes	for	the	current	or	future	courses	Other	versions?	Many	of	our	customers	use
ADDIE	as	the	core	of	their	course	creation	strategy.	If	you	are	new	to	ADDIE	and	feel	that	it	is	lacking	in	particular	areas	you	should	be	aware	that	there	are	many	iterations	on	the	structure	–	PADDIE	adds	in	a	planning	phase	and	PADDIE+M	adds	a	maintenance	stage.	How	to	implement	the	ADDIE	Model	today?	Trello	One	of	the	best	ways	to
manage	the	ADDIE	model	is	a	software	tool	like	Trello.	This	provides	you	with	a	structured	method	for	tracking	the	movement	between	the	stages	and	it’s	also	a	great	way	to	document	any	developments	or	takeaways	from	each	stage.	This	is	particularly	important	if	there	are	multiple	instructional	designers	working	on	a	project.	Alternatively,	you	can
use	a	good	old-fashioned	whiteboard	and	post-it	combination!	Here	is	an	example	of	a	kanban	board	set	up	for	ADDIE	that	you	can	copy	into	your	own	Trello	account.	Storyboarding	When	you	get	to	the	storyboarding	stage	I	recommend	using	a	powerpoint	template	–	it’s	a	great	way	to	create	storyboards	quickly	and	easily	and	it	also	can	be	imported
into	your	authoring	tool	once	the	storyboards	have	been	approved.	LMS	With	a	learning	management	system	(LMS),	like	LearnUpon,	you	can	easily	upload	(or	create)	course	content	and	deliver	training	to	your	learners.	You	can	make	use	of	powerful	features	like	reporting	to	evaluate	uptake,	completion,	and	performance.	It	will	allow	you	manage
enrollments	and	to	set	up	due	dates	to	adhere	to	the	training	plan	and	schedule.	As	mentioned	previously,	you	can	also	create	surveys	to	get	feedback	from	learners	during	the	course	or	as	a	follow-up.	All	of	this	information	will	feed	back	into	the	analysis	phase	again	so	you	can	continuously	improve	and	get	the	best	results	from	your	training.
Simplify	Your	Training	Delivery	Today	Train	your	employees,	partners,	and	customers	with	LearnUpon.	The	powerful	learning	management	system	that	has	the	features	and	a	knowledgeable	team	you	need	to	achieve	training	success.	Get	your	free	trial	and	demo	today!	They	are	as	follows:	(A)	Analyze	(D)	Design	(D)	Develop	(I)	Implement	(E)
Evaluate	This	model	has	effectively	stood	the	test	of	time	due	to	its	simplicity	and	efficiency.	It	incorporates	all	essential	steps	to	creating	a	good	course	under	one	flexible	framework.	IDs	can	apply	ADDIE	to	big	or	small	projects.	The	Stages	of	the	ADDIE	Learning	Model	As	mentioned	above,	the	ADDIE	learning	model	has	5	distinct	stages	–	Analyze,
Design,	Develop,	Implement,	and	Evaluate.	The	model	functions	cyclically,	where	one	can	go	back	to	previous	stages	to	refine	the	course	and	its	delivery	after	the	evaluation	stage.	It’s	a	model	that	relies	on	being	systematic	and	gathering	continuous	feedback.	Stage	1:	Analyze	Before	putting	a	course	together,	IDs	need	to	understand	the	target
audience,	the	desired	learning	outcomes,	and	how	information	delivery	will	occur.	Designers	do	so	by	asking	who,	what,	why,	where,	when,	and	how.	Evaluating	“who”	the	learners	are	includes	their	age,	schooling	level,	gender,	first	language,	computer	literacy,	experience	and	expertise	with	the	subject	matter,	etc.	The	process	seeks	to	pin	down	vital
demographic	details.	The	“what”	revolves	around	questions	like	desired	learning	outcomes,	target	skillsets	to	be	built,	contexts	in	which	learners	will	apply	the	knowledge,	etc.	By	asking	“why”	questions,	instructional	designers	typically	try	to	understand	the	purpose	of	the	course	and	the	value	it	will	add	to	learners’	existing	knowledge	and	skillset.
“Where”	and	“when”	help	determine	the	learning	environments	in	which	learners	will	receive	instruction.	Questions	like	whether	lessons	will	be	virtual	or	face-to-face,	whether	class	timings	will	be	pre-determined	or	up	to	the	learner,	etc.,	get	answered	by	asking	such	questions.	“How”	tackles	the	delivery	format.	Such	questions	pertain	to	the
breakup	of	syllabi,	sequence	of	modules,	whether	sessions	will	be	live,	pre-recorded,	or	a	blend	of	both,	etc.	Apart	from	this,	designers	look	into	potential	limitations	and	learning	gaps	the	target	audience	might	have	and	tailor	the	content	accordingly.	Stage	2:	Design	This	stage	of	the	ADDIE	learning	model	is	where	designers	use	much	of	their
expertise.	In	the	design	stage,	IDs	develop	ways	to	achieve	the	goals	that	emerged	in	the	analysis	phase.	They	clearly	define	the	learning	objectives	and	outcomes,	course	structure,	length	of	individual	sessions	and	the	course,	and	the	L&D	strategies	to	achieve	these.	IDs	outline	classroom	activities	to	facilitate	revision	and	recall,	application	of
concepts,	and	generalization	of	skills.	They	plan	strategies	to	measure	student	learning	and	instructor	feedback.	For	this,	it	is	essential	to	construct	good	surveys	and	assessments	to	gauge	the	learning	experience	and	outcomes.	Another	crucial	task	in	this	stage	is	planning	and	structuring	the	content	delivery	to	appeal	to	users	with	different	learning
styles.	Thus,	incorporating	audio,	visual,	and	experiential	elements	becomes	crucial.	The	primary	outcome	of	the	design	stage	is	a	storyboard.	Storyboards	are	brief	outlines	of	a	course’s	overall	structure.	They	are	usually	made	as	slide	show	presentations	listing	all	the	major	elements	of	the	final	product.	A	typical	storyboard	includes	numbered
slides,	title	and	content	pages,	pictures,	voiceover	script,	and	navigation	buttons.	Stage	3:	Develop	After	outlining	the	overall	structure,	it’s	time	to	develop	the	course.	In	the	ADDIE	learning	model,	the	development	stage	is	where	the	storyboard’s	elements	are	fleshed	out	to	create	a	full-fledged	consumable	product	for	learners	and	instructors.	In	this
stage,	the	content	comes	to	life.	Designers	achieve	this	by:	Adding	graphics	and	animations	Using	appropriate	font	styles,	sizes,	and	colors	Providing	video	resources	Developing	interactive	and	engaging	activities	Developing	assessments	for	learners	Ensuring	smooth	navigation	around	the	course	content	from	the	students’	end	The	course	is	then
reviewed	by	peers,	stakeholders,	and	potential	learners	for	feedback	and	refined	accordingly	before	the	process	finally	moves	to	the	second	last	stage	of	the	ADDIE	learning	model.	Stage	4:	Implement	After	development	and	subsequent	edits,	the	course	is	good	to	go	live.	IDs	can	either	upload	it	to	a	learning	management	system	and	select	delivery
options	right	away	or	conduct	a	pilot	test	to	figure	out	any	last	glitches.	In	this	stage,	the	learners,	instructors,	and	learning	environments	are	addressed	directly.	Learners	receive	a	preliminary	demo	of	the	learning	management	system	they’ll	be	using.	Learning	outcomes,	course	structure,	and	course	contents	are	explained	to	instructors	to	ensure
standardized	delivery.	And	all	software	and	infrastructural	prerequisites	are	set	up.	Stage	5:	Evaluate	The	last	stage	in	the	ADDIE	learning	model	is	the	evaluation	stage.	Evaluation	is	of	2	types	–	formative	and	summative.	Both	kinds	seek	to	answer	similar	questions	but	occur	at	different	junctions	of	the	course	designing	and	delivery	process.
Formative	evaluations	occur	when	the	course	is	being	designed	or	delivered.	Thus,	a	formative	assessment	can	occur	during	the	ADDIE	learning	model’s	design,	development,	and	implementation	stages.	This	kind	of	assessment	seeks	to	solve	issues	and	improve	the	instructional	design	in	real-time.	Summative	evaluations	occur	once	a	course	has
ended.	They	seek	to	gauge	whether	the	learners	met	the	learning	outcomes	and	to	what	extent.	Data	collected	from	summative	evaluations	help	design	or	improve	future	versions	of	the	training.	Evaluations	are	done	in	groups	or	individually,	depending	on	which	is	convenient	and	appropriate.	Some	tools	used	frequently	by	instructional	designers	to
evaluate	a	course’s	success	are:	Surveys	Interviews	Focus	groups	Feedback	forms	The	benefits	of	the	ADDIE	learning	model	The	ADDIE	instructional	design	model	has	stood	the	test	of	time	and	stayed	relevant	for	almost	four	decades.	It	lends	this	success	to	three	key	strengths:	Flexible	and	iterative	–	though	the	ADDIE	learning	model	was	initially	a
linear	model	of	designing	courses,	it	evolved	to	become	highly	adaptable,	both	in	its	implementation	and	application.	The	model	provides	a	universal	framework	covering	some	key	actions	of	any	robust	instructional	design	process.	Additionally,	a	designer	can	freely	move	between	stages	and	revise	elements	as	and	when	they	choose,	making	the	model
conducive	to	frequent	revisions	and	improvements.	Structured	–	Despite	its	flexibility,	the	ADDIE	learning	model	is	still	sufficiently	structured.	Any	design	process	that	employs	this	model	starts	with	a	thorough	analysis,	giving	the	rest	of	the	stages	a	solid	foundation	to	work	with.	The	first	stage	also	ensures	the	rest	of	the	process	is	focused	and
streamlined.	Learner-Centered	–	through	constant	evaluation,	the	ADDIE	model	makes	sure	that	the	learners’	experiences	and	growth	are	at	the	center	of	design.	The	ultimate	metric	of	success	in	this	model	is	learners	achieving	the	desired	outcomes	of	a	program.	Drawbacks	of	the	ADDIE	learning	model	Just	like	any	other	model	or	process,	ADDIE
has	its	shortcomings.	The	analysis	and	evaluation	stages	can	be	very	intensive	and	time-consuming.	Owing	to	this,	proper	analysis	and	evaluation,	especially	testing	of	courses,	can	get	overlooked	due	to	time	constraints.	The	emphasis	on	structure	and	well-defined	goals,	thus,	backfires	when	in	a	crunch.	Nonetheless,	using	the	ADDIE	learning	model
is	sure	to	always	lead	to	the	delivery	of	high-quality	courses	that	prioritize	learners	and	strive	for	meaningful	growth.	Infographics	ADDIE	Learning	Model	Frequently	Asked	Questions	(FAQs)	What	is	the	ADDIE	learning	model?	ADDIE	is	an	acronym	for	a	5	stage	approach	to	instructional	design.	The	acronym	stands	for	analyze,	design,	develop,
implementation,	and	evaluation.	It	is	a	structured	learning	model	instructional	designers	use	to	build	courses.	What	are	the	5	stages	of	the	ADDIE	model?	The	5	stages	of	the	ADDIE	model	are	Analyze,	Design,	Develop,	Implement,	and	Evaluate.	What	are	the	benefits	of	using	the	ADDIE	model?	The	ADDIE	model	is	flexible,	iterative,	sufficiently
structured,	and	learner-centered
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