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Objective 
As Director of Murrow Online Programs, it is my goal to formally assess the sustainable training needs of professors 
and instructors who teach 100% online courses through Global Campus at The Edward R. Murrow College of 
Communication, Washington State University (WSU). 
 
Current State 
Murrow College Murrow Online Programs offers three online undergraduate and graduate degree programs, as 
well as two online graduate certificates. More than 25 faculty design, maintain and teach 40 classes across each 
program. More than 300 students are currently enrolled and as of fall 2020, we have 350 alumni representing 10 
countries, 28 states, and 134 cities across the U.S.  
 

Please note: The number of classes offered and online volume of instructors teaching these classes is 
skewed by the pandemic, but for this learning needs assessment plan, I will focus on the core faculty 
normally given online teaching assignments. 

 
Faculty have access to training programs through WSU Academic Outreach and Innovation (AOI). These are 
typically taught on-site during normal business hours. Only recently have they made select courses available online. 
Courses are typically workshop-style and are taught by instructional designers, distance delivery experts, or 
experienced faculty from multiple disciplines across the university. They offer a set of standard training courses in 
the learning management tool, best practices in online course design and delivery, and workshops on special topics 
like designing rubrics, Zoom, video lectures, student engagement, or service learning in the virtual space. They also 
offer the option for customized training for individual departments and groups. 
 
Historically, Murrow faculty review of the existing AOI training programs has been mixed. The greatest barrier is 
faculty do not have time or will not make time to attend the sessions (attendance has increased since March due to 
critical needs). My goal is to gain a better understanding of long-term, sustainable training needs of faculty at the 
following stages: 
 

 

First-time 
teaching online

First-time 
designing an 
online class

Ongoing training 
for skill mastery

“It is what we know already that often prevents us from learning.” 
Claude Bernard, French Physiologist 
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Profile of the Group of Learners 
There are three types of faculty: 

1) Clinical professors (full-time, non-tenure-track professionals with earned master’s degrees and 10+ years of 
applied work experience. Some also have a Ph.D. or EdD (teach 1-2 online classes/semester) 

2) Instructors (part-time or full-time professionals – most with earned master’s degrees and 5+ years of 
applied work experience. Some also have a Ph.D. or EdD (teach 1-3 online classes/semester) 

3) Research professors (full-time, tenure-track or tenured) (teach 1 online class/semester) 

 

 
 
Technical Abilities: 

• Have 0-10 years of experience teaching in the virtual space. 
• Tech-savvy with all the basics: Word, Excel, email, Google Drive, PowerPoint (PC) 
• Good with many web-based tools like WordPress, Canva, Adobe Spark 
• Some proficiency with the Adobe Creative Suite 
• Some competency in Google Analytics, SEO, paid ads and running digital campaigns 

 
Teaching Goals: 

• Have a good experience teaching in the online space 
• Get good evaluations 
• Feel supported 
• Limit complication or time-wasting activities 
• To gain confidence in teaching online  

 
Reservations about Teaching Online: 

• Fear of technology failures and glitches 
• Staying on top of grading 
• Confidence in ability to figure things out 
• Fear of not getting support quickly 
• Fear of student complaints 

 

% of Faculty Teaching Online

Clinical Professors Instructors or Grad Students Research Professors
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Steps for Conducting a Training Needs Assessment 

 
Following guidelines presented by the SHRM, the following section outlines the four steps I plan to take to conduct 
a training needs assessment (SHRM, n.d.): 
 

  
 
Step 1: Identify the Business Need 
Because AOI offers a series of existing training programs, I do not want to suggest a reinvention of the wheel. What 
I am most interested in is identifying gaps and pain points. I want to determine if the current AOI offerings are 
meeting needs in content, methodology, and delivery. I also recognize that formalized training may not be the 
answer. Instead, faculty may prefer self-paced tutorials, pre-recorded training sessions, or other options within the 
learning management tool (Canvas). 
 
To identify the business needs related to training faculty teaching online classes, I will analyze faculty training needs 
using two indirect measures*: 1) survey followed by 2) live, interactive Zoom session that includes presentation, 
polls, chat, and breakout rooms. 
 
To articulate a bigger-picture strategy, I will also incorporate a table similar to the one below that is modeled off of 
Clark Colleges’ Teaching and Learning Center assessment plan model (Clark College, n.d.) 
 
Timeline Outcomes 

Assessed 
Evidence 
to be 
Collected 

How Evidence 
Demonstrates 
Outcome 

Methods of 
Assessment 

Methods of 
Collection 

Methods 
of Analysis 

Resources 
Needed 

People 
Involved 

         

         

 
 

Step 1: Identify the 
Business Need

Step 2: Perform a Gap 
Analysis

Step 3: Assess Training 
Options

Step 4: Report Training 
Needs and Make 

Recommendations

“A training needs assessment identifies individuals' current 
level of competency, skill or knowledge in one or more areas 

and compares that competency level to the required 
competency standard established for their positions or other 

positions within the organization.” 
Society for Human Resource Management (SHRM) 
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Step 2: Perform a Gap Analysis 
A gap analysis will assess the current state of faculty skill levels about designing and delivering online courses and 
compare them against desired levels. The difference between the two is therefore the “gap.” 
 
The gap analysis will incorporate a series of indirect and direct measures**: 

• Custom-built skills assessment in quiz format (e.g. testing faculty on current knowledge of instructional 
design best practices and AOI protocols when setting up a course) 

• Survey to identify perceived levels of skills related to instructional design and course delivery. The end of 
the survey will also include a self-reflection section using principles of self-assessment  

• Individual interviews with faculty who 1) are brand new to online teaching, 2) have taught 1-2 existing 
classes, and 3) are seasoned faculty who have both taught and designed multiple online courses 

• Live, interactive observations (human factors user research) where select faculty will be given a series of 
prompts related to online course design (e.g. task within LMS or launch Panopto).  

 
 
Step 3: Assess Training Options 
The gap analysis will generate a list of training needs that are not currently met by AOI programming. 
 
AOI offers a series of standard training in the learning management tool (Blackboard but in transition to Canvas), 
Panopto lecture capture, Zoom for virtual synchronous meetings, and third-party tools like proctor service, e-
textbooks, and annotation programs. They also offer training in ADA compliance, creating an engaging interactive 
environment for students, designing peer review programs, and best practices for designing rubrics. These courses 
are primarily taught live but they have started to record them as evergreen content. Because they are 
accommodating all skill levels and individuals across more than 10 colleges, they are generic by nature and focus 
heavily on pedagogical principles and high-level concepts. Aside from recent training sessions developed specifically 
for the transition of in-person courses to online delivery – much of the training is less practical and more 
theoretical. 
 
Once the gap analysis is complete, I will create a report that outlines: 

 
 
This assessment will also need to factor in a timeline, labor impact, costs, and other logistics. It is predicted that the 
final assessment will include a variety of sources and methods for the final delivery of training that includes Murrow 
College-generated training, training from AOI, tutorials, and references from third party sources (e.g. training 
videos from Canvas or Panopto), and the need to create new training programs (designers could be faculty, 
instructional designers, or consultants). 
 
 

Training that 
does not exist 
and needs to 
be created

Training that is 
available 

through AOI 
but requires 

customization

Training that is 
currently 

available as-is 
through AOI

Existing self-
paced tutorials 

or short 
courses 

(internal or 3rd 
party)

Training that 
can be 

designed in the 
Murrow Online 

Community 
LMS (Canvas)
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Step 4: Report Training Needs and Make Recommendations 
Once I have identified training needs, performed a gap analysis, and assessed training options, I will report training 
needs and make recommendations for a training plan. The recommendations will include both short- and long-
term plans, timelines, labor impacts, and budget. I will begin with the most critical and in-demand training needs. 
The report will include details of my process and appendices with surveys, assessment, and observation notes, and 
results. I will also answer key questions for logistics such as: 
 

• Who will design the training or who is the source 
• Where will training take place 
• Who needs to be involved 
• How much will it cost 
• Whether or not third party vendors or consultants are needed 
• Method(s) of delivery for training 
• Recommendations for incentives for faculty to complete training 
• Recommended training mandates for all faculty new to online teaching 

 
 
 
 
*Indirect Measures provide “information that is associated with learning, motivation, perceived success, 
confidence, or satisfaction. Indirect measures can function in a complementary manner, to shed light on data from 
direct measures.  Indirect measures can function in a complementary manner, to shed light on data from direct 
measures. “ – Washington State University Office of Teaching and Learning (e.g. survey, focus group, self-reflection, 
external review)  
 
**Direct Measures assess individual performance or work product to demonstrate their level of skill and knowledge 
(e.g. achieving specific performance metrics in areas of core competency, demonstrating skill level through 
assignments or exams) 
 
 
 
Sources 

• Fillmore, A. (n.d.). Creating your comprehensive assessment plan. Clark College. Retrieved on 2020 Jul 30 
from 
http://www.clark.edu/tlc/outcome_assessment/documents/CreatingaComprehensiveAssessmentPlan.pdf  

• Society for Human Resource Management (SHRM) (n.d.). How to conduct a training needs assessment. 
Retrieved on 2020 Jul 30 from https://www.shrm.org/resourcesandtools/tools-and-samples/how-to-
guides/pages/conduct-training-needs-assessment.aspx  

• University of Toronto Faculty of Medicine (n.d.) Quick tips: Methods of learning needs assessment. 
Retrieved on 2020 Jul 30 from 
file:///C:/Users/rebecca.cooney/AppData/Local/Temp/Quick_Tips_methods_of_learning_Needs_Assesmen
t.pdf  

• Washington State University Office of Teaching and Learning (n.d.). Assessment Plan Toolkit. Retrieved on 
2020 Jul 30 from https://atl.wsu.edu/assessment-toolkits/assessment-plan-toolkit/  

 
 
 


