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and the same system was used to solve it, we can attribute the failures to differences
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ensure that they addressed them in the new version of the training. The result was a
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steps to ensure that each course meets the standards of the certifying body. The
context of this journey and enhancement of Davenport University’s Global Project
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course updates were necessary to meet changes in the latest revision of the Project
Management Body of Knowledge (PMBOK® Guide 6th ED, 2017). The university
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hired to coordinate a new online graduate program at a large university. It was Suzy’s
responsibility to identify and implement solutions to the rapidly growing program’s



needs. Identifying problems, evaluating the need, thinking through a modification
and implementation process, and considering the potential impact of change, are all
important steps. In this case study, Suzy needed to identify the problems, determine
a solution, and then implement that solution. After speaking with her new supervisor,
Suzy determined additional instructors needed to be hired to meet the growing
program’s needs. Although Suzy did briefly analyze the situation and provide a
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ensure it was implemented in an effective manner.
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practitioner reflections on the overall process.
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This case explores how a needs assessment was conducted at a middle school
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to improve professional development opportunities for the teachers. As a part of a
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management challenges, teacher attrition rates, and establishing relations with the
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The purpose of this case is to present a story about an effort to address a threatening
business problem for a company in an industry that relies on low-wage, minimallyskilled employees. The industry is characterized by high turnover that makes
training efforts difficult. The designers and developers had to be flexible, creative
and innovative in creating their project plan and instructional intervention. The
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While the current labor market is a dream for aspiring future employees, the low
unemployment rate and the pervasive availability of hourly jobs makes it much
more difficult in the quick service restaurant industry for employers. Hiring and
retaining a solid team is a common concern across the industry; often it is easier
to hire than to retain. Entry level employees are easily persuaded to work for a
competitor for very little added pay. This current phenomena requires organizations
to find differentiating tactics to retain their workforce. This case study explores a
franchise restaurant chain in their quest to become an Employer of Choice in this
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well as the outcomes of the study. Specific actions are cited that can improve the
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Ruben, the learning and development manager for Aerosector, was tasked to help the
composite manufacturing team increase their production rate and lower the defect rate
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