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Introduction:
Included in this document per your request, you will find my current resume.
Also included is a stripped version of one of the training manuals created during my last
contract, along with the outlines of both training programs with this company. Lastly, I have
included artifacts that were written during both of my Master’s Degree programs that show
you my writing capabilities, along with subject‐specific writing in terms of adult learning and
education technology.
Should you need to print this document, all pages are formatting into a Portrait setting, so that
they can be printed, however, the file has been created to allow for two‐sided printing (added
pages where required). All presentations have been printed into 2‐per‐page slides for easier
viewing.
This document is a full Adobe Acrobat file that is clickable. This will allow you to use the
Bookmarks to advance to specific sections, allowing you to review the documentation and not
requiring printing.

Portfolio Table of Contents
I.

Professional Resume

II.

GO2Learning
Instructional Designer – Owner
February 2016 – Present
Teamcenter 9 and 10 Training Module Outlines
Teamcenter 10 in Active Workspace Client
Product Engineering Team Training Manual

III.

Cleveland State University
Master of Education in Education Technology
January 2016 – Present
PPT Tips and Training (for use in EDB 612)

IV.

Cleveland State University
Master of Education in Adult Learning
August 2012 – August 2014
ALD 689 Final Paper
ETE 565 Using Music to Motivate Movement Presentation
ETE 501 Change Notice Workflow

Cathryn Hennes
375 High Street, Elyria, OH 44035
Phone: 440-865-8326, E-Mail: cathy.hennes@outlook.com
Instructional Designer / Technical Writer
Result-oriented Instructional Designer & Technical Writer with nearly 15 years of experience in grasping complex industry
specific information and breaking them down into micro-content that is effectively communicated & easy to understand.
Deft at serving as key resource for building strategic roadmaps for larger scale projects, establishing robust & quality
driven material while incorporating latest industry advances in instructional designing. Expertise in building & developing
strong sustainable relationships with all internal & external stakeholders, working collaboratively with them to achieve
common goals and share knowledge & best practices. Ability to work independently and in teams using ADDIE and SDLC
processes to develop & deliver training & technical documentation.
~ Administered training plan, captured metrics, and reported user training progressions ~
~ Spearheaded post go-live support of all user communities; travelled to both domestic & foreign locations ~
~ Documented full training curriculum required by each department to correctly use software programs and
design, develop & produce products sold under RIDGID Brand ~
SKILL AREAS: Strategic Planning  Project Management  Program Management  Client Relationships
Management  Stakeholder Management  Technical Writing  Instructional Designing  Requirement Gathering 
Liaising & Coordination  Documentation & Control  Training & Development  Problem Solving  Organizational
Behavior  Cross Functional Business Acumen  Multitasking in Fast-paced Environments  Highly Organized and
Strong Analytical Abilities  Articulate Oral & Written Communication  Quick Problem Resolution & Decision Making
PROFESSIONAL EXPERIENCE
INDEPENDENT CONTRACTOR, ELYRIA, OHIO (Feb 2016 – Present)
Instructional Designer / Trainer (Manufacturing IT Systems-Focused)
→ Worked with a team to develop training for Teamcenter Software.
o Project 1: Developed training modules; trained employees on Teamcenter 9; traveled nationally & internationally
to train employees and remained available for additional questions once employees started using the software.
o Project 2: Developed new software for using Teamcenter 10 and Active Workspace Client for Validation
Engineers; worked with development team located in Tech Center, Holland, MI along with team members located
in Europe and Siemens.
→ Prepared training materials in PowerPoint and Job Aids in Word.
→ Stored training materials like presentations, videos, quick reference guides and other job aids on SharePoint Sites.
→ Evaluated & updated all existing training materials for global product lifecycle management (PLM) application and/or
any other global engineering application, as required.
→ Administered training plan, captured metrics, and reported user training progressions.
→ Spearheaded post go-live support of all user communities; travelled to both domestic & foreign locations.
→ Rendered support in train more than 1000 employees globally to onramp new Manufacturing IT software.
EMERSON NETWORK POWER, RIDGE TOOL COMPANY, ELYRIA, OHIO (Jul 2008 - Feb 2015)
Multiple Roles & Responsibilities
The Ridge Tool Company is an American manufacturing company that makes and distributes hand tools under the
RIDGID brand name. The company was founded in 1923 in North Ridgeville, Ohio.
PLM (Product Life Management) Engineer (Jan 2012 – Feb 2015)
→ Documented full training curriculum required by each department to correctly use software programs and design,
develop & produce products sold under RIDGID Brand.
→ Imparted training to all employees on PLM / PDM Processes.
→ Edited end-user documentation (print & online help) for all departments using Manufacturing Technology Systems.
→ Maintained standards of operating documentation, writing & editing.
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→ Successfully wrote & processed non-CAD-related, bills of materials and item master engineering changes for all
products within Teamcenter and JD Edwards.
→ Stored all training materials on SharePoint sites for all training modules including presentations, videos, quick
reference guides and other job aids.
→ Refined global engineering processes for introducing Teamcenter as global engineering change management
standard.
→ Developed:
o Training materials & other technical documents using AP, APA and Chicago Manual of Styles.
o Training materials in PowerPoint and Word; Aids in Word.
o PDM/ERP systems by receiving final product launch information for JD Edwards.
→ Liaised with all departments to set standards regarding bills of material structures, product development processes,
and packaging & labeling.
→ Assisted Teamcenter System Administrator for maintaining global lookup tables for routing engineering changes to
the correct individuals.
Marketing Assistant / Teamcenter Coordinator / Technical Writer (Jul 2008 – Dec 2011)
→ Spearheaded engineering processes within the marketing department using manufacturing technology systems to
create & revise obsolete products sold under RIDGID Brand.
→ Prepared end-user documentation (print & online help) for all departments using Manufacturing Technology Systems.
→ Developed training materials & other technical documents using AP, APA and Chicago Manual of Styles.
→ Supported Teamcenter System Administrator for maintaining global lookup tables to route engineering changes to
the collect individuals for processing.
→ Submitted final list pricing information for new product launches to support sales department.
→ Liaised with technical service department for converting all print-based documentation to an all-electronic format and
storage; leading to the saving of $100thousand a year.
→ Worked with Technical Service Department Director for developing process and sending out the letters.
→ Saved thousands of dollars by creating in-house solution for product recall mailings versus outsourcing process.
PREVIOUS EXPERIENCE
Cuyahoga Community College, Cleveland, Ohio
Executive Secretary

Jan 2002 – Sep 2003

Ernst & Young / Intellinex, Cleveland, Ohio
Programmer Analyst/Technical Writer/Instructional Designer & Trainer

Jan 1996 – Jan 2001

PROFESSIONAL DEVELOPMENT & CREDENTIALS
Master of Education in Education Technology / Online Learning Certification | December 2017
Cleveland State University, Cleveland, Ohio; Graduated 3.93 GPA
Master of Education in Adult Learning & Development/Education Technology | Aug 2014
Cleveland State University, Cleveland, Ohio; Graduated 3.91 GPA
Bachelor of Arts in English / Professional writing Certificate | May 2008
Cleveland State University, Cleveland, Ohio; Graduated 3.63 GPA, Magna cum Laude
Memberships:

Member - Pi Lambda Theta Education Fraternity (Lifetime Member)
Society for Technical Communication (STC)
Association for Talent Development (ATD)

Technical Skills:

Windows, MS Office, MS Visio, MS Project, OneNote 16, Publisher 16, Sway, Trello, EverNote,
Microsoft Edge / Google Chrome / Mozilla Firefox, Blackboard, Adobe Captivate, Adobe,
Photoshop, Adobe InDesign, Microsoft FrontPage / Expression Web, Adobe Dreamweaver,
Adobe Acrobat DC, Adobe Illustrator, Lotus Notes, Teamcenter, SolidEdge and IOSSierra
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Teamcenter 9 and 10 Training Module Outlines
I.

Teamcenter 9
A. Teamcenter Basics – Rich Client
B. Teamcenter Basics – Thin Client
C. Program Creation & Management
1. Program Creation
2. Program Management
D. Product Work Package
E. Part‐BOM Management
F. Part Management – PLC
G. BOM Management
H. Engineering Approval Request
I.

CAD Management

J. Design Approval Request
K. Deviation Authorization
L. Change Request
M. Change Order
N. Mini Modules
1. Document Management
2. Subscriptions

II.

Teamcenter 10 in Active Workspace Client
A. Validation Engineering Team Training Manual
1. Basics
2. Specification Object
3. Paragraph Object
4. Test Method Object
5. Criteria Object
6. TDM Object
7. DVP Object
8. Sample Type Object
9. Phase Object
10. Test Request Object
11. Test Object
12. Sample Object

Teamcenter 9 and 10 Training Module Outlines
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Teamcenter 9 and 10 Training Module Outlines
13. Sample Result Object
14. Equipment Object
15. Fixture Object
16. Generating Reports
17. APDS Team
B. Product Engineering Team Training Manual (link here to this PDF)
1.
2.
3.
4.
5.

Basics
Searching
Test Request Object
Viewing in LIMS/AWC
Reports

Teamcenter 9 and 10 Training Module Outlines
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7F3/0 /,06$FWLYH:RUNVSDFH&OLHQW
3URGXFW(QJLQHHULQJ

7KLV3DJH,QWHQWLRQDOO\/HIW%ODQN

3URGXFW(QJLQHHULQJ

3URGXFW(QJLQHHULQJ
8SGDWHGDVRI

7KLV3DJH,QWHQWLRQDOO\/HIW%ODQN

3URGXFW(QJLQHHULQJ± 

7DEOHRI&RQWHQWV
%DVLFV

6HDUFKLQJ


















/RJLQWR$:&
:KDWLV7HDPFHQWHUDQG$FWLYH:RUNVSDFH"
+RPH6FUHHQ
7LOHV 7DEV
:RUN$UHD7LOH± ,QER[
:RUN$UHD7LOH± +RPH)ROGHU
:RUN$UHD7LOH± 6DYHG6HDUFKHV
:RUN$UHD7LOH± 6XEVFULSWLRQ
6XEVFULSWLRQV
:RUN$UHD7LOH± 1HZ7HVW5HTXHVW
:RUN$UHD7LOH± )DYRULWHV
:RUN$UHD7LOH± 0\6WXII
:RUN$UHD7LOH± 5HSRUWV

8VLQJWKH)LOWHU)XQFWLRQ
&UHDWLQJ6DYHG6HDUFKHV

7HVW5HTXHVW2EMHFW




&UHDWLQJD7HVW5HTXHVW2EMHFW
(GLWLQJD7HVW5HTXHVW2EMHFW
1DYLJDWLQJD7HVW5HTXHVW2EMHFW

3URGXFW(QJLQHHULQJ± 

7DEOHRI&RQWHQWV
9LHZLQJLQ/,06$:&

5HSRUWV &UHDWLQJ9LHZLQJ











9LHZLQJ7HVW0HWKRGV
9LHZLQJD '93
9LHZLQJD 3KDVHRQD'93
9LHZLQJ7HVWVRQD3KDVH
9LHZLQJ6DPSOH7\SHRQD'93

3URGXFW(QJLQHHULQJ± 

&UHDWLQJWKH'935HSRUW
&UHDWLQJWKH7HVW5HSRUW
9LHZLQJD5HSRUW

3URGXFW(QJLQHHULQJ± %DVLFV
/RJLQWR$:&

/RJ,QWR$:&




Note: <RXU8VHU1DPHDQG3DVVZRUGVKRXOGEHHPDLOHG
WR\RXE\\RXU,7+HOSGHVNJURXS
3URGXFW(QJLQHHULQJ± 

/,06LVORFDWHGRQWKH:HE
8VHWKHOLQNJLYHQWR\RX
$GGLQ\RXU8VHU1DPHDQG
3DVVZRUG&OLFNWKH6LJQ,Q
EXWWRQ

3URGXFW(QJLQHHULQJ± %DVLFV
:KDWLV7HDPFHQWHUDQG$FWLYH:RUNVSDFH"

:KDWLV7HDPFHQWHUDQG$FWLYH:RUNVSDFH"
7HDPFHQWHUWKURXJK$FWLYH:RUNVSDFH&OLHQWLVDPDLQDFFHVVSRLQWIRUPDQDJLQJREMHFWVDQG
WKHLULQIRUPDWLRQ<RXFDQFUHDWHREMHFWVWKDWZLOOEHVWRUHGLQWKHGDWDEDVHVHDUFKWKH
GDWDEDVHIRUWKHREMHFWVRSHQVDYHHGLWREMHFWVDQGPDQDJLQJZRUNIORZWDVNV<RXUWHDP
PHPEHUVFDQRSHQREMHFWVDQGSHUVRQDOL]HWKH+RPH6FUHHQ+RPH)ROGHUWRGLVSOD\VSHFLILF
LQIRUPDWLRQ$OWKRXJKXVHUVFDQVKDUHWKHLULQIRUPDWLRQDFURVVWKHFRPSDQ\WKH\RUJDQL]HWKH
LQIRUPDWLRQLQGLYLGXDOO\RQWKHLU+RPH6FUHHQ+RPH)ROGHU

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
+RPH6FUHHQ

'HIDXOW+RPH6FUHHQ± 7KH,QWHUIDFH

<RXU+RPH6FUHHQPD\ORRNVLPLODU
WRWKLVLPDJHWKHILUVWWLPH\RXORJLQ

3URGXFW(QJLQHHULQJ± 

'HIDXOW+RPH6FUHHQ± 7KH3LHFHV






*OREDO1DYLJDWLRQ%XWWRQV
+RPH
6HWWLQJV FKDQJHWKHPHV
/RJLQ&UHGHQWLDOV
/RFDWLRQZLWKLQ/,06$UURZPRYHV\RX
EDFNWRWKHSUHYLRXVVFUHHQ
6HDUFK%R[
0DLQ:RUN$UHD

3URGXFW(QJLQHHULQJ± 

'HIDXOW+RPH6FUHHQ± 7KH3LHFHV

FRQW¶G

 *OREDO1DYLJDWLRQ%XWWRQ
 +RPH± 1RPDWWHUZKHUH\RXDUHLQWKHDSSOLFDWLRQWKLVEXWWRQDOORZV\RXWRUHWXUQWRWKH
+RPH6FUHHQ 0DLQ:RUN$UHD
 6HWWLQJV± $OORZV\RXWRFKDQJH\RXUEDFNJURXQGIURP/LJKWWR'DUN7KHUHTXHVWLVWR
VWD\/LJKW GHIDXOW
 /RJLQ&UHGHQWLDOV± 6KRZV\RXU1DPH DQG*URXS5ROH
 /RFDWLRQZLWKLQ$FWLYH:RUNVSDFH± &OLFNLQJRQDWLOHIURPWKH0DLQ:RUN$UHDZLOO
FKDQJHWKLVWH[WWRPDWFKZKHUH\RXDUHLQWKHDSSOLFDWLRQ (J7HDPFHQWHU +RPH
6FUHHQ,QER[+RPH)ROGHU +RPH
 &OLFNLQJWKH$UURZWRWKHOHIWRIWKHORFDWLRQWH[WPRYHV\RXEDFNRQHVFUHHQ
 6HDUFK%R[± 4XLFN:D\WR6HDUFKIRUREMHFWVLQDSSOLFDWLRQ
 0DLQ:RUN$UHD± 6KRZVDOOWLOHVXVHGLQDSSOLFDWLRQ

3URGXFW(QJLQHHULQJ± 

'HIDXOW+RPH6FUHHQ± *OREDO1DYLJDWLRQ%XWWRQV
7KH+RPH%XWWRQDOORZV\RXWR
DOZD\VUHWXUQWRWKH+RPH6FUHHQ
QRPDWWHUZKHUH\RXDUHLQWKH
DSSOLFDWLRQ

7KH6HWWLQJV%XWWRQZLOODOORZ\RX
WRFKDQJH\RXUWKHPHIURP/LJKWWR
'DUN'HIDXOWVHWWLQJLV/LJKW7KH
VXJJHVWHGVHWWLQJLV/LJKW

3URGXFW(QJLQHHULQJ± 

/RJLQ&UHGHQWLDOV 3URILOH



7R(GLW\RXU3URILOHFOLFN\RXU1DPHDQGFKRVH
3URILOH

Note: &OLFNRQ\RXUQDPHWR6LJQ2XWRIWKH/,06V\VWHP
RUMXVWFOLFNWKH³;´LQ\RXUEURZVHU

3URGXFW(QJLQHHULQJ± 

3URILOH± $GG RU8SGDWH 3URILOH3LFWXUH



&OLFNWKH³´EXWWRQWR$GG3URILOH3LFWXUH

3URGXFW(QJLQHHULQJ± 

3URILOH± $GG RU8SGDWH 3URILOH3LFWXUH






3URGXFW(QJLQHHULQJ± 

FRQW¶G

&OLFNWKH%URZVHEXWWRQ
/RFDWHWKHLPDJHILOH
&OLFNWKH2SHQEXWWRQ
&OLFNWKH8SGDWH3URILOH3LFWXUHEXWWRQ

3URILOH± $GG RU8SGDWH 3URILOH3LFWXUH

FRQW¶G



,PDJHLVXSORDGHG

3URGXFW(QJLQHHULQJ± 

/RJLQ&UHGHQWLDOV± *URXS5ROH

*URXS)RUWKLVDSSOLFDWLRQDVZHOODVZLWK7HDPFHQWHULQWKH<)$,HQYLURQPHQWWKHUHZLOORQO\
EH21(*URXS7KDWLV,QWHULRUV<)$,
5ROH :KHQ\RXFOLFNRQWKLV\RXPD\KDYHPRUHWKDQRQHUROHSRSXS2QO\XVHWKH5ROHWKDW
LVWKHGHIDXOWZKHQ\RXORJLQ

3URGXFW(QJLQHHULQJ± 

/RJLQ&UHGHQWLDOV± 5HYLVLRQ5XOH
5HYLVLRQ5XOH(YHQWKRXJK\RXFDQFOLFNRQWKH³/DWHVW
:RUNLQJ´WRVHHDOORIWKHDYDLODEOH5HYLVLRQ5XOHVWKH\ZLOOQRW
EHXVHGZLWKLQWKLVDSSOLFDWLRQ$OZD\VOHDYHWKH5HYLVLRQ5XOH
VHWWR/DWHVW:RUNLQJ

3URGXFW(QJLQHHULQJ± 

'HIDXOW+RPH6FUHHQ± 6HDUFK%R[

7KHVHDUFKDOORZV\RXWRFRPSOHWHTXLFN
VHDUFKHVRUFXVWRPL]HWKHTXLFNVHDUFKIRU
DPRUHDGYDQFHGVHDUFKLQJEDVHGRQWZR
FULWHULD
 2EMHFW2ZQHU
 2EMHFW7\SH6HDUFKHG
7KLVDOORZVDILUVWOHYHOILOWHULQJRIWKH
VHDUFKFULWHULD

3URGXFW(QJLQHHULQJ± 

'HIDXOW+RPH6FUHHQ± 0DLQ:RUN$UHD

Note: Your screen
may look similar to
this after you login
the first time.

3URGXFW(QJLQHHULQJ± 

0DLQ:RUN$UHD± 5HDUUDQJHWKH7LOHV






3URGXFW(QJLQHHULQJ± 

5LJKWFOLFNDVSHFLILFWLOHWRPRYH
7LOHEHFRPHVSURPLQHQWZKLOHDOORWKHU
WLOHVPRYHWRWKHEDFNJURXQG$UURZLQD
FLUFOHDSSHDUVRQWLOH
&OLFNDQGGUDJWLOHWRORFDWLRQIRUPRYLQJ
'UDJWKHWLOHWRWKHLQWHQGHGORFDWLRQ
5HOHDVHWKHPRXVHWRGURSWKHWLOHLQWKH
QHZORFDWLRQ

0DLQ:RUN$UHD± 5HDUUDQJHWKH7LOHV

FRQW¶G


&OLFNRQWKHEDFNJURXQG DQ\
ZKLWHDUHD WRUHWXUQWRIXOO
VFUHHQXVH

3URGXFW(QJLQHHULQJ± 

0DLQ:RUN$UHD± 3LQQLQJ8QSLQQLQJ






5LJKWFOLFNDVSHFLILFWLOHWR3LQ8QSLQ
1RWH3URFHVVLVWKHVDPHDV
5HDUUDQJLQJ
7LOHEHFRPHVSURPLQHQWZKLOHDOORWKHU
WLOHVPRYHWRWKHEDFNJURXQG$UURZVLQ
FLUFOHVDSSHDURQWLOH1RWH3LQQLQJ
RSWLRQLVRQO\DYDLODEOHIRURSWLRQDOWLOHV
&OLFNRQWKH3LQEXWWRQWR8QSLQWKHWLOH
7LOHLVUHPRYHGIURP\RXUVFUHHQDQGWKH
WLOHVUHDUUDQJHEDVHGRQWKHWLOHV
DYDLODEOHRQVFUHHQ

Note: Unpin with caution. Only Admin can Pin tiles back
to Home Screen for any Default tiles. If the pin icon does
not show up, the tile is protected in the default tiles.

3URGXFW(QJLQHHULQJ± 

0DLQ:RUN$UHD± 3LQ1HZ7LOHV






)URPDQ\WDEFKRRVHLWHPWREHDGGHG
WR+RPH6FUHHQDQGFOLFNRQWKH3LQWR
+RPHEXWWRQ
$SSOLFDWLRQZLOOFRQILUPLWHPKDVEHHQ
SLQQHG RUXQSLQQHG WRWKH+RPH
6FUHHQ
&OLFNWKH*OREDO+RPHEXWWRQDQGVHH
\RXUQHZWLOH
7R8QSLQWKH2EMHFWORFDWHWKHLWHPDQG
FOLFNWKHEXWWRQWR8QSLQIURP+RPH

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
7LOHV 7DEV

7LOHV 'HIDXOWV

Note: (DFKWLOHRSHQVZLWKDGHIDXOW6HFWLRQ9LHZ7KHVHVFUHHQVKRWV
VKRZHDFKGHIDXOW9LHZIRUHDFKWLOHG6HFWLRQ

3URGXFW(QJLQHHULQJ± 

7LOHV 'HIDXOWV

FRQW¶G

Special Note: )RUWKLVWLOHWKH+RPH)ROGHUWLOHRSHQVDQGWKH$GGEXWWRQLV
DFWLYDWHGDOORZLQJ\RXWRFUHDWHDQHZ7HVW5HTXHVWREMHFW

Note: (DFKWLOHRSHQVZLWKDGHIDXOW6HFWLRQ9LHZ7KHVHVFUHHQVKRWV
VKRZHDFKGHIDXOW9LHZIRUHDFKWLOHG6HFWLRQ

3URGXFW(QJLQHHULQJ± 

7LOHV 'HIDXOWV

FRQW¶G

Note: (DFKWLOHRSHQVZLWKDGHIDXOW6HFWLRQ9LHZ7KHVHVFUHHQVKRWV
VKRZHDFKGHIDXOW9LHZIRUHDFKWLOHG6HFWLRQ

3URGXFW(QJLQHHULQJ± 

7LOHV 'HIDXOWV ± 7LOHV1RW8VHGLQ/,06
7KHIROORZLQJWLOHVDUHEHLQJOHIWRQWKHVFUHHQ GRQ¶WXQSLQWKHP 7KH\ZLOOEHXVHGLQ
IXWXUH3/0DFWLYLWLHVMXVWQRWXVHGLQ/,06

3URGXFW(QJLQHHULQJ± 

0RGLI\6HFWLRQ9LHZ'LVSOD\V± /LVWZLWK6XPPDU\

3URGXFW(QJLQHHULQJ± 

0RGLI\6HFWLRQ9LHZ'LVSOD\V± /LVW

3URGXFW(QJLQHHULQJ± 

0RGLI\6HFWLRQ9LHZ'LVSOD\V± 7DEOH

3URGXFW(QJLQHHULQJ± 

0RGLI\6HFWLRQ9LHZ'LVSOD\V± 7DEOHZLWK6XPPDU\

3URGXFW(QJLQHHULQJ± 

0RGLI\6HFWLRQ9LHZ'LVSOD\V± ,PDJHV

3URGXFW(QJLQHHULQJ± 

:RUN$UHD7RROV± 7KH³0RUH´%XWWRQ
,QDOORIWKHWDEVILQGD³0RUH´EXWWRQ:KHQ\RXFOLFNLWWKHEXWWRQVZLOODGGUHPRYHWH[WXDOLQIRUPDWLRQIRUHDFKEXWWRQ

0RUH%XWWRQ&OLFNHG2))

3URGXFW(QJLQHHULQJ± 

0RUH%XWWRQ&OLFNHG21

0RGLI\6HFWLRQ9LHZ'LVSOD\V± 7DEXODU$UUDQJHPHQW






$Q\ZKHUHWKHYLHZVKRZVLQDWDEOHIRUPDW
ULJKWFOLFNRQDQ\RIWKHFROXPQKHDGV
,IWKH$UUDQJHEXWWRQDSSHDUVWKHFROXPQV
FDQEHDUUDQJHG DGGHGUHPRYHG 
&OLFNRQWKHDUHDWRWKHOHIWRIWKHFULWHULDWR
DGGUHPRYHDORQJZLWKUHDUUDQJLQJWKH
FROXPQVWRWKHRUGHU\RXZLVKWRVHHWKHP
2QFHILQLVKHGFOLFNWKH$UUDQJHEXWWRQ

3URGXFW(QJLQHHULQJ± 

Note: ,IWKHULJKWFOLFNGRHVQ¶WZRUNWKLVPHDQV$UUDQJH
YLHZLVQRWDYDLODEOHDQGWKHWDEOHFDQQRWEHPRGLILHG

0RGLI\6HFWLRQ9LHZ'LVSOD\V± 7DEXODU$UUDQJHPHQW



7KH4XDQWLW\FROXPQZDV
UHPRYHGIURPWKLVYLHZ

3URGXFW(QJLQHHULQJ± 

Note: ,IWKHULJKWFOLFNGRHVQ¶WZRUNWKLVPHDQV$UUDQJHYLHZLVQRW
DYDLODEOHDQGWKHWDEOHFDQQRWEHPRGLILHG

FRQW¶G

0RGLI\6HFWLRQ9LHZ'LVSOD\V± 6RUW2UGHU

+RYHU\RXUPRXVH
RYHUWKHFROXPQWLWOHWR
EROGWKHWH[W

6LQJOHFOLFNRQWKHWH[W
WRVRUWDOORIWKHURZV
EDVHGRQWKLVFROXPQ
LQ$VFHQGLQJRUGHU

6LQJOHFOLFNRQWKHWH[W
WRVRUWDOORIWKHURZV
EDVHGRQWKLVFROXPQ
LQ'HVFHQGLQJRUGHU

Note: 6RUWRUGHU
UHWXUQVWRGHIDXOW
ZKHQ\RXOHDYHDQG
UHWXUQWRDVSHFLILF
VFUHHQ
3URGXFW(QJLQHHULQJ± 

0RGLI\6HFWLRQ9LHZ'LVSOD\V± &ROXPQ6L]LQJ

0RYH\RXUFXUVRUWR
HLWKHUYHUWLFDOEDU
GLVWLQJXLVKLQJWKH
FROXPQ

Note: &ROXPQVL]LQJ
UHWXUQVWRGHIDXOW
ZKHQ\RXOHDYHDQG
UHWXUQWRDVSHFLILF
VFUHHQ
3URGXFW(QJLQHHULQJ± 

%\PRYLQJWKHULJKWEDUWRWKH
ULJKW\RX¶OOQRWLFHWKDWP\
³&DWK\¶V([DPSOH6SHFLILFDWLRQ´
VKRZVWKHHQWLUHQDPHZKHQWKH
FROXPQLVH[SDQGHG

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± ,QER[

,QER[± 0\7DVNV

'LVSOD\VDOOWDVNVDVVLJQHGWR\RX

3URGXFW(QJLQHHULQJ± 

,QER[± 7HDP

'LVSOD\VDOOWDVNVDVVLJQHGWR
UHVRXUFHSRROV\RXEHORQJWR

3URGXFW(QJLQHHULQJ± 

,QER[± 7UDFNLQJ

'LVSOD\VDOOWDVNVZLWKZKLFK\RX
DUHDVVRFLDWHGVXFKDVWDVNVWKDW
\RXKDYHVLJQHGRIIEXWDUHZDLWLQJ
IRURWKHUVWRVLJQRIIWRFRPSOHWH

3URGXFW(QJLQHHULQJ± 

,QER[± $OO

'LVSOD\VDOOWDVNVDVVLJQHGWRERWK
\RXDQGUHVRXUFHSRROV\RX
EHORQJWR

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± +RPH)ROGHU

+RPH)ROGHU 1DYLJDWH

'LVSOD\VWKHFRQWHQWVRI\RXU
+RPH)ROGHU

3URGXFW(QJLQHHULQJ± 

)ROGHUVLQ+RPH)ROGHU7LOH
:KHQDFFHVVLQJWKLVDSSOLFDWLRQ\RX¶OOZDQWWRWKLQNDERXWKRZ\RXZLVKWRRUJDQL]H\RXU
+RPH)ROGHUWLOH<RXZLOOZDQWWRRUJDQL]H\RXUREMHFWVLQVXFKDZD\WKDWLWLVHDV\IRU\RXWR
ILQGWKHPEXWDOVRVRWKDWWKH\FDQVWD\WKHUH7KLQNRIWKLVVFUHHQVLPLODUO\WR\RXU:LQGRZV
([SORUHUZKHUH\RXFDQFUHDWHIROGHUVDGGDQGUHPRYHLWHPV,QWKLVDSSOLFDWLRQRQFH\RX
FUHDWHRUDGGREMHFWV\RXZLOOEHXQDEOHWRFXWWKHPIURPWKHVHIROGHUV$OVRRQFH\RXFUHDWH
IROGHUVLQ\RXU+RPH7LOH\RXZLOOEHXQDEOHWRFXWRUPRYHWKHP
&UHDWLQJWKHIROGHUVLVDSHUVRQDOSUHIHUHQFHKRZHYHUWKHUHPD\EHLQVWDQFHVZKHUH\RXDUH
DVNHGWRFUHDWHVSHFLILFIROGHUVDQGRUJDQL]HWKHPLQDVSHFLILFZD\WRZRUNDVDFRKHVLYH
WHDP

3URGXFW(QJLQHHULQJ± 

$GG± &UHDWHD)ROGHU







3URGXFW(QJLQHHULQJ± 

$GG± &UHDWHD)ROGHU



)ROGHULVDGGHG

3URGXFW(QJLQHHULQJ± 

FRQW¶G

)URPWKH+RPH)ROGHU
FOLFNWKH$GGWREXWWRQ
6HOHFW1HZOLQN
%URZVHWRORFDWHWKH
)ROGHUFKRLFHDQG
FOLFNLWRU7\SHLQWKH
³2WKHU´ILHOG
$GGWKH3URSHUWLHV
1DPHDQG'HVFULSWLRQ
RSWLRQDO 
&OLFNWKH$GGEXWWRQ

$GG± 6HDUFKWR$GG,WHPLQ)ROGHU



3URGXFW(QJLQHHULQJ± 

$GG± 6HDUFKWR$GG,WHPLQ)ROGHU





3URGXFW(QJLQHHULQJ± 

&OLFNRQWKH$GGEXWWRQ
&OLFNRQWKH6HDUFKOLQN
7\SHLQ\RXUVHDUFK
FULWHULDDQGFOLFNWKH
6HDUFKEXWWRQ
PDJQLI\LQJJODVV 

FRQW¶G

)URPWKH+RPH)ROGHU
FOLFNWKH2SHQEXWWRQRQ
WKHIROGHU\RXFUHDWHG

$GG± 6HDUFKWR$GG,WHPLQ)ROGHU




FRQW¶G

%URZVHWKHOLVWRI
5HVXOWVDQGFOLFNWKHDGG
EXWWRQ
25«&OLFNWKH)LOWHUVOLQN
DQGIXUWKHUILOWHU\RXU
VHDUFKFULWHULD1RWH
6FUHHQVKRWRQO\VKRZV
DVDPSOHRIWKH
DWWULEXWHVRIWKHLWHPV
DYDLODEOHIRUILOWHULQJ$V
\RXILOWHU\RXUVHDUFK
UHVXOWVQDUURZV

3URGXFW(QJLQHHULQJ± 

$GG± 6HDUFKWR$GG,WHPLQ)ROGHU

FRQW¶G



2QFH\RXORFDWHWKH
REMHFWVHOHFWWKH2EMHFW
IURPWKHOLVW
 &OLFNWKH$GGEXWWRQ
 2EMHFWLVDGGHGLQ
ORFDWLRQUHTXHVWHG
 1RWLILFDWLRQRIREMHFW
DGGHGLQWRIROGHU

3URGXFW(QJLQHHULQJ± 

Note: 6HOHFWDQ2EMHFWPHDQV³VLQJOHFOLFN´
RQWKHREMHFWWRFKRRVHLW

+RPH)ROGHU 2YHUYLHZ

'LVSOD\VSURSHUWLHVRIWKHIROGHU
DQGDWDEXODUYLHZRILWVFRQWHQWV

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± 6DYHG6HDUFKHV

6DYHG6HDUFKHV± 5HVXOWV

'LVSOD\VWKHUHVXOWVRIDQ\VHDUFK
\RXH[HFXWH

3URGXFW(QJLQHHULQJ± 

6DYHG6HDUFKHV 6DYHG

'LVSOD\V\RXUVDYHGVHDUFKHV

3URGXFW(QJLQHHULQJ± 

6DYHG6HDUFKHV± 5HFHQW

'LVSOD\VWKHPRVWUHFHQW
VHDUFKHV\RXH[HFXWHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± 6XEVFULSWLRQ

6XEVFULSWLRQ± 1HZV)HHG

'LVSOD\VDOO\RXUVXEVFULSWLRQV

3URGXFW(QJLQHHULQJ± 

6XEVFULSWLRQ± )ROORZLQJ

'LVSOD\VWKHREMHFWV\RXKDYH
VXEVFULSWLRQVFUHDWHG

3URGXFW(QJLQHHULQJ± 

6XEVFULSWLRQ± 6HWWLQJV

'LVSOD\VKRZ\RXZLVKWKH
VXEVFULSWLRQVWREHUHFHLYHG KRZ
GR\RXZDQWWREHQRWLILHG 

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
6XEVFULSWLRQV

:KDWDUHVXEVFULSWLRQV"
6XEVFULSWLRQVOHW\RXUHFHLYHQRWLILFDWLRQLQQHDUUHDOWLPHXVLQJH[WHUQDOHPDLORU1HZV)HHGZKHQ
GDWDLVPRGLILHGE\DQRWKHUXVHURUDVWKHUHOHDVHVWDWXVRIDQLWHPUHYLVLRQFKDQJHV
<RXFDQ
 &UHDWHVXEVFULSWLRQVWRREMHFWV
 6XEVFULEHWRDQREMHFWFODVV
 0DQDJHVXEVFULSWLRQV
<RXFDQEHQRWLILHGRIHYHQWVVXFKDV
 $VSHFLILFVWDWXVLVDSSOLHGWRDQLWHP
 $QDWWDFKPHQWLVDGGHGWRDQLWHP
 $QLWHPRULWHPUHYLVLRQLVFKHFNHGLQRUFKHFNHGRXW VLWHRUUHPRWH RUFDQFHOHG
 $QLWHPLVPRGLILHGRUGHOHWHG
 $FRPPHQWDU\ TXHVWLRQDQVZHUFRPPHQWRUUDWLQJ LVDGGHGWRDQLWHP
 $QLWHPUHSOLFDLVXSGDWHG

,QIRUPDWLRQSURYLGHGE\6LHPHQV
3URGXFW(QJLQHHULQJ± 

&UHDWHD6XEVFULSWLRQWR)ROORZDQ2EMHFW
 6HOHFWDQREMHFWIRUH[DPSOH6SLQGOH0RWRU$VVHPEO\&OLFN )ROORZ WRGLVSOD\WKH )ROORZ SDQHO
 6HOHFWZKLFKHYHQWW\SH\RXZDQWWRIROORZWKHIUHTXHQF\DQGWKHSULRULW\<RXFDQDOVRDGGRWKHUXVHUVDV
IROORZHUV
Ɣ 1DPH
 7KLVLVDQHGLWDEOHSUHSRSXODWHGILHOG
Ɣ (YHQW7\SH
 6HOHFWDVLQJOHHYHQWIURPWKLVGURSGRZQOLVW
1RWH

,I\RXDUHDOUHDG\VXEVFULEHGWRDQHYHQWW\SHWKDWHYHQWW\SHZLOOQRWDSSHDULQWKH (YHQW7\SH OLVW

Ɣ )UHTXHQF\
 6HOHFWIURP ,PPHGLDWHO\ 'DLO\DQG :HHNO\7KHGHIDXOWLV ,PPHGLDWHO\
Ɣ 3ULRULW\
 6HOHFWIURP 1RUPDO +LJKDQG /RZ7KHGHIDXOWLV 1RUPDO
Ɣ &OLFN $GG  WRDGGDIROORZHU7KH 8VHUV ILHOGILOWHUVDV\RXW\SHW\SHWKHILUVWIHZFKDUDFWHUVRIWKHXVHU VQDPH
WRGLVSOD\WKHXVHU\RXZDQW7KHQVHOHFWWKHXVHUDQGFOLFN $GG
,QIRUPDWLRQSURYLGHGE\6LHPHQV
3URGXFW(QJLQHHULQJ± 

&UHDWHD6XEVFULSWLRQWR)ROORZDQ2EMHFW

FRQW¶G

 &OLFN )ROORZ WRIROORZWKHREMHFW

,QIRUPDWLRQSURYLGHGE\6LHPHQV
3URGXFW(QJLQHHULQJ± 

&UHDWHD6XEVFULSWLRQWR)ROORZDQ2EMHFW

FRQW¶G

 <RXFDQYHULI\\RXUVXEVFULSWLRQZDVFUHDWHG)URP\RXUKRPHSDJHFOLFNWKH 6XEVFULSWLRQ WLOHWRGLVSOD\
\RXUVXEVFULSWLRQV7KHQFOLFNWKH )ROORZLQJ DQGVHOHFWWKHREMHFWWRZKLFK\RXMXVWVXEVFULEHG
Ɣ

1RWLFHWKDWWKH6SLQGOH0RWRU$VVHPEO\KDVEHHQDGGHGWRWKHREMHFWV\RXDUHIROORZLQJDQGWKDW$OH[$QDO\VW
DSSHDUVLQWKHOLVWRIIROORZHUV

,QIRUPDWLRQSURYLGHGE\6LHPHQV
3URGXFW(QJLQHHULQJ± 

&UHDWHD6XEVFULSWLRQWR)ROORZDQ2EMHFW

FRQW¶G

 2SWLRQDO ,I\RXQRZZDQWWRIROORZDQDGGLWLRQDOHYHQWW\SHRQDQREMHFWIRUH[DPSOH&KHFN2XWQRWLFH
WKH )ROORZ SDQHOFRQWDLQVWKHH[LVWLQJHYHQWW\SHVXEVFULSWLRQ
Ɣ &OLFN $GG  WRGLVSOD\WKH )ROORZ SDQHOWRDGGDVXEVFULSWLRQ6HOHFW &KHFN2XW DQGFOLFN )ROORZ

3URGXFW(QJLQHHULQJ± 

,QIRUPDWLRQSURYLGHGE\6LHPHQV

&UHDWHD6XEVFULSWLRQWR)ROORZDQ2EMHFW

FRQW¶G

7KHQHZVXEVFULSWLRQLVVKRZQLQWKHOLVWRIVXEVFULSWLRQV

1RWH

7RGHOHWHRQHRUPRUHVXEVFULSWLRQVVHOHFWWKHVXEVFULSWLRQ V \RXZDQWWRGHOHWHDQGFOLFN 'HOHWH ;

,QIRUPDWLRQSURYLGHGE\6LHPHQV
3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± 1HZ7HVW5HTXHVW

1HZ7HVW5HTXHVW

7KLVWLOHWDNHV\RXWRWKH+RPH
)ROGHUDXWRPDWLFDOO\FOLFNVWKH
$GGEXWWRQDQGVHOHFWVWKH7HVW
5HTXHVWREMHFWWRFUHDWHQHZ

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± )DYRULWHV

)DYRULWHV± 0\)DYRULWHV

'LVSOD\VDOORIWKHREMHFWV\RX
IODJJHGDVDIDYRULWH

3URGXFW(QJLQHHULQJ± 

)DYRULWHV± 5HFHQW

'LVSOD\VWKHODVWWDEVRUREMHFWV
WKDWKDYHEHHQDFFHVVHG

3URGXFW(QJLQHHULQJ± 

)DYRULWHV± &UHDWHD)DYRULWH,WHP

$Q\ZKHUHZLWKLQ$:&WKDW\RXILQG
DQREMHFWWKDW\RXZRXOGOLNHWRWDJ
DVDIDYRULWHVHOHFWWKHREMHFWDQG
FOLFNRQWKH6WDUEXWWRQWR$GGWR
)DYRULWHV

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± 0\6WXII

0\6WXII± 5HVXOWV

'LVSOD\VWKHVDPHWDEVDVWKH
6DYHG6HDUFKHVEXWDXWRPDWLFDOO\
ILOWHUVHDFKWDELQWRZKDWWKH
$XWKRURZQV

3URGXFW(QJLQHHULQJ± 

0\6WXII± 6DYHG

'LVSOD\V\RXUVDYHGVHDUFKHV

3URGXFW(QJLQHHULQJ± 

0\6WXII± 5HFHQW

'LVSOD\VDQ\UHFHQWVHDUFKHV\RX
H[HFXWHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± %DVLFV
:RUN$UHD7LOH± 5HSRUWV

5HSRUWV± 5HSRUWV

'LVSOD\VDOLVWRIDOOUHSRUW
WHPSODWHVDYDLODEOHLQDSSOLFDWLRQ

3URGXFW(QJLQHHULQJ± 

5HSRUWV± 0\5HSRUWV

1RWEHLQJXVHGE\/,06

3URGXFW(QJLQHHULQJ± 

5HSRUWV $QDO\WLFV

1RWEHLQJXVHGE\/,06

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 6HDUFKLQJ
8VLQJWKH)LOWHU)XQFWLRQ

6HDUFK

7KHVHDUFKDOORZV\RXWRFRPSOHWHTXLFN
VHDUFKHVRUFXVWRPL]HWKHTXLFNVHDUFKIRU
DPRUHDGYDQFHGVHDUFKLQJEDVHGRQWZR
FULWHULD
 2EMHFW2ZQHU
 2EMHFW7\SH6HDUFKHG
7KLVDOORZVDILUVWOHYHOILOWHULQJRIWKH
VHDUFKFULWHULD

3URGXFW(QJLQHHULQJ± 

6HDUFK± ([DPSOH6HDUFK

7KH6HDUFKFDSDELOLW\LVRQ$//VFUHHQV







3URGXFW(QJLQHHULQJ± 

8VLQJWKH DVWHULVNDVWKH:LOG&DUG
 8VHLW%()25( \RXUVHDUFKWH[WFULWHULD
DOORZV\RXWRILQG(9(5<7+,1* SULRUWR
ZKDW\RXW\SHG
 8VHLW$)7(5 \RXUVHDUFKWH[WFULWHULD
DOORZV\RXWRILQG(9(5<7+,1* DIWHU
ZKDW\RXW\SHG

6HDUFK± ([DPSOH6HDUFK

&OLFNRQ6HOHFW2ZQHU
DQGFKRRVH$Q\RU0H
&OLFNRQ6HOHFW7\SHWR
FXVWRPL]HWKHVHDUFK
$GGDQ\H[WUDFULWHULDWR
WKHWH[WILHOG1RWH7KH
DVWHULVNNH\LVWKH
VHDUFKZLOGFDUG
&OLFNWKH6HDUFKEXWWRQ

Note: ,I\RXDUHQRWVHHLQJWKHH[SHFWHG
VHDUFKUHVXOWVFOLFNRQWKH6HOHFW7\SH
DV\RXPD\ILQGDSUHYLRXVVHDUFKLVVWLOO
DFWLYDWHG LH'935HYLVLRQ 

FRQW¶G
6HDUFKIRU2ZQHU$Q\DQG6HOHFW7\SH$OO
WKHQLQWKHWH[WER[SJK 

3URGXFW(QJLQHHULQJ± 

6HDUFK± ([DPSOH6HDUFK

FRQW¶G




3URGXFW(QJLQHHULQJ± 

6HDUFK± ([DPSOH6HDUFK

FRQW¶G

$VRIWKLVXVHUKDV
FUHDWHGRZQV3*+REMHFWV

3URGXFW(QJLQHHULQJ± 

&OLFNRQWKH6HDUFK
)LOWHUVEXWWRQ
([SDQGDQGFROODSVHWKH
ILOWHUVWRIXUWKHU
FXVWRPL]HWKHVHDUFK
$V\RXFKRRVHFULWHULD
WKHUHVXOWVZLOO
DXWRPDWLFDOO\XSGDWH

6HDUFK± 5HVHWWLQJWKH6HDUFK&DSDELOLWLHV
:KHQ6HDUFKLQJ$FWLYH:RUNVSDFH&OLHQWVWRUHVWKHODVWH[HFXWHG6HDUFK:KHQ
FRPSOHWLQJIRUDQRWKHUVHDUFKPDNHVXUHDOOFKRLFHVDUHVHWWRWKHYDOXHV\RXZLVKWRXVH
7KHV\VWHPGRHVQRWUHVHWWKHVHDUFKLQJIXQFWLRQVWRWKHGHIDXOW
 6HOHFW2ZQHU
 6HOHFW7\SH
 6HDUFK7H[WILHOG

5HWXUQWR6HFWLRQ

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG
9LHZD'93
9LHZD3KDVH
9LHZD7HVW
9LHZD6DPSOH7\SH

3URGXFW(QJLQHHULQJ± 6HDUFKLQJ
&UHDWLQJ6DYHG6HDUFKHV

6DYH6HDUFKHV± &UHDWHD6DYHG6HDUFK



7RVDYHWKLVVHDUFKWR
XVHDJDLQTXLFNO\FOLFN
RQWKH6DYH6HDUFK
EXWWRQ

3URGXFW(QJLQHHULQJ± 

6DYH6HDUFKHV± &UHDWHD6DYHG6HDUFK






3URGXFW(QJLQHHULQJ± 

FRQW¶G

*LYH\RXUVHDUFKD1DPH
9LHZWKH&ULWHULDXVHGWRFUHDWH
WKHVHDUFKDQGFKRRVHLI\RX
ZDQWWR3LQWKH6HDUFKWR+RPH
DGGLQJDQHZWLOHWRWKH+RPH
6FUHHQ 
&OLFNWKH6DYHEXWWRQ

/RFDWHWKH6DYHG6HDUFKHDVLO\
IURPWKH6DYHG
6HDUFKHV6DYHGRUWKH
0\6WXII6DYHGWLOHV
<RXFDQDOVR3LQWKH6DYHG
6HDUFKWRH[HFXWHHYHQIDVWHU
-XVWIROORZWKHVWHSVWR3LQ

3URGXFW(QJLQHHULQJ± 7HVW5HTXHVW2EMHFW
&UHDWLQJD7HVW5HTXHVW2EMHFW

&UHDWH1HZ7HVW5HTXHVW





3URGXFW(QJLQHHULQJ± 

2SHQWKH+RPH)ROGHU
WLOH 1RWH,I\RXKDYH
FXVWRPL]HGIROGHUVWR
RUJDQL]H7HVW
5HTXHVWVRSHQWKDW
IROGHUDVZHOO)ROGHU
ZLOORSHQWRWKH
1DYLJDWHWDE
&OLFNWKH$GGEXWWRQ

&UHDWH1HZ7HVW5HTXHVW

FRQW¶G





&OLFNRQWKH7HVW5HTXHVW
OLQN
3UHSRSXODWHGILHOGVRQ
FUHDWLRQ
,'
5HYLVLRQ
3RSXODWHDQ\UHTXLUHGILHOGV
2EMHFWLYH
3URMHFW1XPEHU
7HVW(QJLQHHU
3KDVH7\SH
5HTXHVWHG&RPSOHWLRQ'DWH
GDWHDQGKRXU

3URGXFW(QJLQHHULQJ± 

&UHDWH1HZ7HVW5HTXHVW

FRQW¶G





3URGXFW(QJLQHHULQJ± 

3RSXODWHDQ\UHTXLUHG
ILHOGV FRQW¶G 
6DPSOH'HVFULSWLRQ
6DPSOH/HYHO
2QFHDOOUHTXLUHG
ILHOGVSRSXODWHGFOLFN
WKH$GGEXWWRQ

&UHDWH1HZ7HVW5HTXHVW



FRQW¶G

1HZ7HVW5HTXHVWLVFUHDWHG
DQGDGGHGWRWKHUHVSHFWLYH
IROGHU

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 7HVW5HTXHVW2EMHFW
(GLWLQJD7HVW5HTXHVW2EMHFW

(GLW7HVW5HTXHVW





&OLFNRQWKH7HVW5HTXHVW\RX
ZLVKWRHGLW7KLVZLOORSHQWKH
7HVW5HTXHVWLQWRWKH6XPPDU\
WDE
6HOHFWWKHREMHFWDQGFOLFNWKH
2SHQEXWWRQ

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW

FRQW¶G





3URGXFW(QJLQHHULQJ± 

&OLFNWKH6WDUW(GLWEXWWRQ
3RSXODWH5HYLHZ8SGDWH
DOOILHOGVRQWKH6XPPDU\
DWWULEXWHV WDE
&OLFNWKH6DYH(GLWVEXWWRQ
ZKHQILQLVKHG

(GLW7HVW5HTXHVW± $WWULEXWHV
$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW
 'HVFULSWLRQ

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 2EMHFWLYH
 3URJUDP6SHFLILF6HWXS
 3URJUDP1XPEHU
 &RVW&HQWHU
 0RGHO<HDU

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 &XVWRPHU
 9HKLFOH
 3URGXFW
 3URMHFW1XPEHU
 7HVW(QJLQHHU
 3KDVH7\SH
 5HTXHVWHG&RPSOHWLRQ'DWH 'D\DQG7LPH
 )DFLOLW\

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 7HVW,QIRUPDWLRQ
 7HVW
 7HVW1DPH
 6SHF5HIHUHQFH1R
 6SHF5HY'DWH 'D\DQG7LPH
 7HVW
 7HVW1DPH
 6SHF5HIHUHQFH1R
 6SHF5HY'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 7HVW,QIRUPDWLRQ
 7HVW
 7HVW1DPH
 6SHF5HIHUHQFH1R
 6SHF5HY'DWH 'D\DQG7LPH
 7HVW
 7HVW1DPH
 6SHF5HIHUHQFH1R
 6SHF5HY'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 7HVW,QIRUPDWLRQ
 7HVW
 7HVW1DPH
 6SHF5HIHUHQFH1R
 6SHF5HY'DWH 'D\DQG7LPH
 6DPSOH'LVSRVDO
 6DPSOH'LVSRVDO

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 6DPSOH,QIRUPDWLRQ
 6DPSOH7\SH
 6DPSOH'HVFULSWLRQ
 3DUW1XPEHU
 3DUW5HY
 4XDQWLW\
 6DPSOH/HYHO
 'HYLDWLRQV
 %XLOG'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 6DPSOH,QIRUPDWLRQ
 6DPSOH7\SH
 6DPSOH'HVFULSWLRQ
 3DUW1XPEHU
 3DUW5HY
 4XDQWLW\
 6DPSOH/HYHO
 'HYLDWLRQV
 %XLOG'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 6DPSOH,QIRUPDWLRQ
 6DPSOH7\SH
 6DPSOH'HVFULSWLRQ
 3DUW1XPEHU
 3DUW5HY
 4XDQWLW\
 6DPSOH/HYHO
 'HYLDWLRQV
 %XLOG'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 6DPSOH,QIRUPDWLRQ
 6DPSOH7\SH
 6DPSOH'HVFULSWLRQ
 3DUW1XPEHU
 3DUW5HY
 4XDQWLW\
 6DPSOH/HYHO
 'HYLDWLRQV
 %XLOG'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $WWULEXWHV

FRQW¶G

$WWULEXWHV)LHOGVIRUD7HVW5HTXHVW FRQW¶G 
 6DPSOH,QIRUPDWLRQ
 6DPSOH7\SH
 6DPSOH'HVFULSWLRQ
 3DUW1XPEHU
 3DUW5HY
 4XDQWLW\
 6DPSOH/HYHO
 'HYLDWLRQV
 %XLOG'DWH 'D\DQG7LPH

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $GG5HODWHG'DWDVHWV





3URGXFW(QJLQHHULQJ± 

&OLFNWKH$GGWREXWWRQ
&OLFNWKH%URZVH
EXWWRQWRORFDWH\RXU
ILOH
/RFDWH\RXUILOHDQG
FOLFNWKH2SHQEXWWRQ

(GLW7HVW5HTXHVW± $GG5HODWHG'DWDVHWV








FRQW¶G

3RSXODWHWKH1DPHILHOG LIQRW
DXWRSRSXODWHGIURPWKHILOH
QDPH 
$GGDGHVFULSWLRQRIWKHILOH
&KRRVH7\SHLIQRWDXWR
DVVRFLDWHGZLWKWKHHOHFWURQLF
ILOH
5HODWLRQILHOG'HIDXOWLV
6SHFLILFDWLRQVDQGVKRXOG
QHYHUEHFKDQJHGWRDQRWKHU
5HODWLRQW\SH
&OLFNWKH$GGEXWWRQ

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± $GG5HODWHG'DWDVHWV

5HSHDWVWHSVXQWLODOODWWDFKPHQWV
KDYHEHHQXSORDGHG

3URGXFW(QJLQHHULQJ± 

FRQW¶G

(GLW7HVW5HTXHVW± $GG5HODWHG'DWDVHWV

FRQW¶G

:KHQDWWDFKLQJVSHFLILFW\SHVRIGRFXPHQWVWKHDSSOLFDWLRQ
NQRZVZKHUHVSHFLILFDWWULEXWHVOLYHLQWKHHOHFWURQLFILOH
([DPSOH$GGDQ([FHOILOH7KHDSSOLFDWLRQDOUHDG\NQHZWKHILOH
QDPHDQGWKH7\SHEDVHGRQWKHILOH,DGGHGWKH'HVFULSWLRQRI
ZKDWLVZLWKLQWKH([FHOILOH
0DNHVXUH\RXVSHFLI\RQO\WKH6SHFLILFDWLRQVFKRLFHIRUWKH
5HODWLRQ

1RWH1RPDWWHUZKDWFKRLFHV\RXVHHLQWKHSXOOGRZQOLVW21/<FKRRVH6SHFLILFDWLRQVEHFDXVHLW
FDQQRWEHFKDQJHGRQFHWKH$GGEXWWRQLVFOLFNHG7KLVILHOGFDQQRWEHHGLWHGRQFHDGGHG

7KLVILHOGLVQRWHGLWDEOHRQFH\RXKDYHDGGHGWKH5HODWHG
'DWDVHW

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± 9LHZ'RZQORDG5HODWHG'DWDVHWV




3URGXFW(QJLQHHULQJ± 

6HOHFWWKH'DWDVHW\RX
ZLVKWR9LHZRU
'RZQORDG
&OLFNRQWKH2SHQ
EXWWRQDQGFKRRVH
2SHQRU'RZQORDG)LOH
FKRLFH

(GLW7HVW5HTXHVW± 9LHZ5HODWHG'DWDVHW

+HUHLVZKDW\RXUVFUHHQZLOOORRN
OLNHZKHQ\RXFKRRVHWKH2SHQ
FKRLFHWRYLHZWKH'DWDVHWLQWKH
DSSOLFDWLRQ

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± 'RZQORDG5HODWHG'DWDVHWV







3URGXFW(QJLQHHULQJ± 

<RXUFRPSXWHUPD\EH
VHWZLWKDFKRLFHWR
VKRZDQRWLILFDWLRQ
VXFKDVWKLV
&OLFNWKH2SHQLFRQLQ
WKHURZZLWK\RXU
'DWDVHWWR
RSHQGRZQORDG
&KRRVHZKHWKHU\RX
ZLVKWR2SHQRU6DYH
WKHDWWDFKPHQW

(GLW7HVW5HTXHVW± 'RZQORDG5HODWHG'DWDVHWV

FRQW¶G

:LQGRZVZLOOGRZQORDGWKHILOH
LQWRWKH'RZQORDGVIROGHUZKHUH
\RXFDQPRYHWKHHOHFWURQLFILOH
WRDVSHFLILFORFDWLRQRQ\RXU
FRPSXWHURUWRDQHWZRUNORFDWLRQ

3URGXFW(QJLQHHULQJ± 

(GLW7HVW5HTXHVW± &XW5HPRYH(OHPHQW




)URPWKH&RQWHQWWDE
RIWKH6SHFVHOHFWWKH
LWHP\RXZLVKWRKDYH
UHPRYHG
&OLFNWKH5HPRYH
(OHPHQWEXWWRQRU&XW
EXWWRQ

7KLVFDQDOVREHXVHGRQWKH
5HODWHG'DWDVHWVWDE
&RQWHQW 5HPRYH(OHPHQW
5HODWHG'DWDVHWV &XW

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 7HVW5HTXHVW2EMHFW
1DYLJDWLQJD7HVW5HTXHVW2EMHFW

1DYLJDWHD7HVW5HTXHVW
2SHQLQJWKLVREMHFWZLOOSUHVHQWPXOWLSOHWDEVLQZKLFK\RXFDQUHYLHZWKHLQIRUPDWLRQFRQWDLQHG
RQWKHREMHFWDORQJZLWK5HODWHG'DWDVHWVWKDWDUHDWWDFKHGWRWKHREMHFW
(DFKWDEFRQWDLQVVSHFLILFEXWWRQVWKDWPD\EHDYDLODEOHRQDOOWDEVRUVSHFLILFWRWKDW
REMHFWWDE
:KHQRSHQLQJD7HVW5HTXHVWWKHGHIDXOWWDELVWKH6XPPDU\WDE7KLVWDEGLVSOD\VWKH
DWWULEXWHVRIWKH7HVW5HTXHVWREMHFW
:KHQRSHQLQJWKH5HODWHG'DWDVHWVWDEWKHWDEGLVSOD\VDOORIWKHDWWDFKPHQWVWKDWDUH
DVVRFLDWHGWRWKH7HVW5HTXHVWREMHFW7KLVWDEDOORZVWKHXVHUWRYLHZWKHLQIRUPDWLRQLQ
PXOWLSOHIRUPDWVKRZHYHUWKHVXJJHVWHGIRUPDWLVWDEOH

3URGXFW(QJLQHHULQJ± 

1DYLJDWHD7HVW5HTXHVW± 6XPPDU\

'LVSOD\VWKH7HVW5HTXHVW
DWWULEXWHV

3URGXFW(QJLQHHULQJ± 

1DYLJDWHD7HVW5HTXHVW± :KHUH8VHG

'LVSOD\VDOOSDUHQWREMHFWVWKDWWKLV
REMHFWLV$VVRFLDWHGWR /LQNHG 

3URGXFW(QJLQHHULQJ± 

1DYLJDWHD7HVW5HTXHVW± 5HODWHG'DWDVHWV

'LVSOD\VWKHDWWDFKPHQWV
WKDWDUHDVVRFLDWHGWRWKH
7HVW5HTXHVWREMHFW

3URGXFW(QJLQHHULQJ± 

1DYLJDWHD7HVW5HTXHVW± 7HVWV

'LVSOD\VRQO\WKH7HVWREMHFW V 
DVVRFLDWHGWRDVSHFLILF7HVW5HTXHVW
REMHFW

3URGXFW(QJLQHHULQJ± 

1DYLJDWHD7HVW5HTXHVW± $XGLW/RJV

7KLVWDEVKRZVWKHHGLWKLVWRU\
ZKHQWKHREMHFWLVHGLWHG
PRGLILFDWLRQVPDGHDQGHGLWHG
DWWULEXWHVDUHVDYHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 9LHZLQJLQ/,06$:&
9LHZLQJ7HVW0HWKRGV

7HVW0HWKRG± 6HDUFK )LOWHU
,QVWUXFWLRQVRQKRZWRFRPSOHWHWKLVFRQFHSWDUHORFDWHGLQWKH6HDUFKLQJ6HFWLRQRI
WKLVPRGXOH

*RWR6HDUFKLQJ

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG
2SHQLQJWKLVREMHFWZLOOSUHVHQWPXOWLSOHWDEVLQZKLFK\RXFDQUHYLHZWKHLQIRUPDWLRQFRQWDLQHG
RQWKHREMHFWDORQJZLWK5HODWHG'DWDVHWVWKDWDUHDWWDFKHGWRWKHREMHFW
(DFKWDEFRQWDLQVVSHFLILFEXWWRQVWKDWPD\EHDYDLODEOHRQDOOWDEVRUVSHFLILFWRWKDW
REMHFWWDE
:KHQRSHQLQJD7HVW0HWKRGWKHGHIDXOWWDELVWKH6XPPDU\WDE7KLVWDEGLVSOD\VWKHREMHFWV
WKDWKDYHEHHQDVVRFLDWHGWRWKH7HVW0HWKRG
:KHQRSHQLQJWKH5HODWHG'DWDVHWVWDEWKHWDEGLVSOD\VDOORIWKHDWWDFKPHQWVWKDWDUH
DVVRFLDWHGWRWKH7HVW0HWKRGREMHFW7KLVWDEDOORZVWKHXVHUWRYLHZWKHLQIRUPDWLRQLQPXOWLSOH
IRUPDWVKRZHYHUWKHVXJJHVWHGIRUPDWLVWDEOH

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± &RQWHQW

7KLVWDEGLVSOD\V&ULWHULDREMHFWV
DVVRFLDWHGWRWKH7HVW0HWKRG

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± 6XPPDU\

7KLVWDELVVSHFLILFDOO\GLVSOD\V
WKHDWWULEXWHV ILHOGV IRUWKH7HVW
0HWKRG

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± 9LHZHU

6WRUHVWKH5LFK7H[WILHOG
XVHGLQ\RXU7HVW0HWKRG
REMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± :KHUH8VHG

'LVSOD\VDOOSDUHQWREMHFWVWKDWWKLV
REMHFWLV$VVRFLDWHGWR /LQNHG 

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± 5HODWHG'DWDVHWV

7KLVWDEGLVSOD\V5HODWHG
'DWDVHWVDVVRFLDWHGWRWKH
7HVW0HWKRG

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± $XGLW/RJV

7KLVWDEVKRZVWKHHGLWKLVWRU\
ZKHQWKHREMHFWLVHGLWHG
PRGLILFDWLRQVPDGHDQGHGLWHG
DWWULEXWHVDUHVDYHG

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW0HWKRG± 6WUXFWXUH

$:&KDVDQLQDELOLW\WRVRUWLQ
FRQWH[WRQWKH&RQWHQW7DE7KLV
WDEDOORZV\RXWRFUHDWHDVRUW
RUGHUIRUWKH&RQWHQWLQIRUPDWLRQ

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 9LHZLQJLQ/,06$:&
9LHZLQJD '93

'93± 6HDUFK )LOWHU
,QVWUXFWLRQVRQKRZWRFRPSOHWHWKLVFRQFHSWDUHORFDWHGLQWKH6HDUFKLQJ6HFWLRQRI
WKLVPRGXOH

*RWR6HDUFKLQJ

3URGXFW(QJLQHHULQJ± 

9LHZD'93
2SHQLQJWKLVREMHFWZLOOSUHVHQWPXOWLSOHWDEVLQZKLFK\RXFDQUHYLHZWKHLQIRUPDWLRQFRQWDLQHG
RQWKHREMHFWDORQJZLWK5HODWHG'DWDVHWVWKDWDUHDWWDFKHGWRWKHREMHFW
(DFKWDEFRQWDLQVVSHFLILFEXWWRQVWKDWPD\EHDYDLODEOHRQDOOWDEVRUVSHFLILFWRWKDW
REMHFWWDE
:KHQRSHQLQJD'93WKHGHIDXOWWDELVWKH6XPPDU\WDE7KLVWDEGLVSOD\VWKHILHOGVIRUWKLV
REMHFWDORQJZLWKWKHLQIRUPDWLRQSRSXODWHGLQWRWKHWDEV
:KHQRSHQLQJWKH5HODWHG'DWDVHWVWDEWKHWDEGLVSOD\VDOORIWKHDWWDFKPHQWVWKDWDUH
DVVRFLDWHGWRWKH'93REMHFW7KLVWDEDOORZVWKHXVHUWRYLHZWKHLQIRUPDWLRQLQPXOWLSOH
IRUPDWVKRZHYHUWKHVXJJHVWHGIRUPDWLVWDEOH

3URGXFW(QJLQHHULQJ± 

9LHZD'93± 6XPPDU\

'LVSOD\VWKH'93DWWULEXWHV

3URGXFW(QJLQHHULQJ± 

9LHZD'93± :KHUH8VHG

'LVSOD\VDOOSDUHQWREMHFWVWKDWWKLV
REMHFWLV$VVRFLDWHGWR /LQNHG 

3URGXFW(QJLQHHULQJ± 

9LHZD'93± 5HODWHG'DWDVHWV

'LVSOD\VWKHDWWDFKPHQWV
WKDWDUHDVVRFLDWHGWRWKH
'93REMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD'93± 7'0

'LVSOD\VWKH7'0REMHFWVWKDW
DUHDVVRFLDWHGWRWKH'93
REMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD'93± 3KDVHV

'LVSOD\VWKH3KDVHREMHFWV
WKDWDUHDVVRFLDWHGWRWKH'93
REMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD'93± 6DPSOH7\SHV

'LVSOD\VWKH6DPSOH7\SHREMHFWV
WKDWDUHDVVRFLDWHGWRWKH'93
REMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD'93± $XGLW/RJV

7KLVWDEVKRZVWKHHGLWKLVWRU\
ZKHQWKHREMHFWLVHGLWHG
PRGLILFDWLRQVPDGHDQGHGLWHG
DWWULEXWHVDUHVDYHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 9LHZLQJLQ/,06$:&
9LHZLQJD3KDVHRQD'93

3KDVH± 6HDUFK )LOWHU
,QVWUXFWLRQVRQKRZWRFRPSOHWHWKLVFRQFHSWDUHORFDWHGLQWKH6HDUFKLQJ6HFWLRQRI
WKLVPRGXOH

*RWR6HDUFKLQJ

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH
2SHQLQJWKLVREMHFWZLOOSUHVHQWPXOWLSOHWDEVLQZKLFK\RXFDQUHYLHZWKHLQIRUPDWLRQFRQWDLQHG
RQWKHREMHFWDORQJZLWK5HODWHG'DWDVHWVWKDWDUHDWWDFKHGWRWKHREMHFW
(DFKWDEFRQWDLQVVSHFLILFEXWWRQVWKDWPD\EHDYDLODEOHRQDOOWDEVRUVSHFLILFWRWKDW
REMHFWWDE
:KHQRSHQLQJD3KDVH7\SHWKHGHIDXOWWDELVWKH6XPPDU\WDE7KLVWDEGLVSOD\VWKHILHOGVIRU
WKLVREMHFWDORQJZLWKWKHLQIRUPDWLRQSRSXODWHGLQWRWKHWDEV
:KHQRSHQLQJWKH5HODWHG'DWDVHWVWDEWKHWDEGLVSOD\VDOORIWKHDWWDFKPHQWVWKDWDUH
DVVRFLDWHGWRWKH3KDVH7\SHREMHFW7KLVWDEDOORZVWKHXVHUWRYLHZWKHLQIRUPDWLRQLQPXOWLSOH
IRUPDWVKRZHYHUWKHVXJJHVWHGIRUPDWLVWDEOH

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH± 6XPPDU\

'LVSOD\VWKH3KDVHDWWULEXWHV

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH± 3DUDJUDSKV

'LVSOD\VWKH7'03DUDJUDSKV
DQG3KDVH3DUDJUDSKV
DVVRFLDWHGWRWKH3KDVHREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH± :KHUH8VHG

'LVSOD\VDOOSDUHQWREMHFWVWKDWWKLV
REMHFWLV$VVRFLDWHGWR /LQNHG 

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH± 5HODWHG'DWDVHWV

'LVSOD\VWKHDWWDFKPHQWV
WKDWDUHDVVRFLDWHGWRWKH
3KDVHREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH± 7HVWV

'LVSOD\VWKH7HVWREMHFWV
WKDWDUHDVVRFLDWHGWRWKH
3KDVHREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD3KDVH± $XGLW/RJV

7KLVWDEVKRZVWKHHGLWKLVWRU\
ZKHQWKHREMHFWLVHGLWHG
PRGLILFDWLRQVPDGHDQGHGLWHG
DWWULEXWHVDUHVDYHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 9LHZLQJLQ/,06$:&
9LHZLQJ7HVWVRQD3KDVH

7HVW± 6HDUFK )LOWHU
,QVWUXFWLRQVRQKRZWRFRPSOHWHWKLVFRQFHSWDUHORFDWHGLQWKH6HDUFKLQJ6HFWLRQRI
WKLVPRGXOH

*RWR6HDUFKLQJ

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW
2SHQLQJWKLVREMHFWZLOOSUHVHQWPXOWLSOHWDEVLQZKLFK\RXFDQUHYLHZWKHLQIRUPDWLRQFRQWDLQHG
RQWKHREMHFWDORQJZLWK5HODWHG'DWDVHWVWKDWDUHDWWDFKHGWRWKHREMHFW
(DFKWDEFRQWDLQVVSHFLILFEXWWRQVWKDWPD\EHDYDLODEOHRQDOOWDEVRUVSHFLILFWRWKDW
REMHFWWDE
:KHQRSHQLQJD7HVWWKHGHIDXOWWDELVWKH6XPPDU\WDE7KLVWDEGLVSOD\VWKHDWWULEXWHVRIWKH
7HVWREMHFW
:KHQRSHQLQJWKH5HODWHG'DWDVHWVWDEWKHWDEGLVSOD\VDOORIWKHDWWDFKPHQWVWKDWDUH
DVVRFLDWHGWRWKH7HVWREMHFW7KLVWDEDOORZVWKHXVHUWRYLHZWKHLQIRUPDWLRQLQPXOWLSOH
IRUPDWVKRZHYHUWKHVXJJHVWHGIRUPDWLVWDEOH

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 6XPPDU\

'LVSOD\VWKH7HVWDWWULEXWHV

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± :KHUH8VHG

'LVSOD\VDOOSDUHQWREMHFWVWKDWWKLV
REMHFWLV$VVRFLDWHGWR /LQNHG 

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 5HODWHG'DWDVHWV

'LVSOD\VWKHDWWDFKPHQWV
WKDWDUHDVVRFLDWHGWRWKH
7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 7HVW&RQWHQWV

'LVSOD\V7HVW&ULWHULD(TXLSPHQW
)L[WXUHVDQG6DPSOHREMHFWVWKDWDUH
DVVRFLDWHGWRDVSHFLILF7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 7HVW&ULWHULD

'LVSOD\VRQO\WKH&ULWHULDREMHFW V 
DVVRFLDWHGWRDVSHFLILF7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± (TXLSPHQW

'LVSOD\VRQO\WKH(TXLSPHQWREMHFW V 
DVVRFLDWHGWRDVSHFLILF7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± )L[WXUHV

'LVSOD\VRQO\WKH)L[WXUHVREMHFW V 
DVVRFLDWHGWRDVSHFLILF7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 6DPSOHV

'LVSOD\VRQO\WKH6DPSOHVREMHFW V 
DVVRFLDWHGWRDVSHFLILF7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 6DPSOH5HVXOWV

'LVSOD\VRQO\WKH6DPSOH5HVXOW
REMHFW V DVVRFLDWHGWRDVSHFLILF7HVW
DQG6DPSOHREMHFWV

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± 7HVW5HTXHVWV

'LVSOD\VRQO\WKH7HVW5HTXHVWREMHFW V 
DVVRFLDWHGWRDVSHFLILF7HVWREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD7HVW± $XGLW/RJV

7KLVWDEVKRZVWKHHGLWKLVWRU\
ZKHQWKHREMHFWLVHGLWHG
PRGLILFDWLRQVPDGHDQGHGLWHG
DWWULEXWHVDUHVDYHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 9LHZLQJLQ/,06$:&
9LHZLQJ6DPSOH7\SHRQD'93

6DPSOH7\SH± 6HDUFK )LOWHU
,QVWUXFWLRQVRQKRZWRFRPSOHWHWKLVFRQFHSWDUHORFDWHGLQWKH6HDUFKLQJ6HFWLRQRI
WKLVPRGXOH

*RWR6HDUFKLQJ

3URGXFW(QJLQHHULQJ± 

9LHZD6DPSOH7\SH
2SHQLQJWKLVREMHFWZLOOSUHVHQWPXOWLSOHWDEVLQZKLFK\RXFDQUHYLHZWKHLQIRUPDWLRQFRQWDLQHG
RQWKHREMHFWDORQJZLWK5HODWHG'DWDVHWVWKDWDUHDWWDFKHGWRWKHREMHFW
(DFKWDEFRQWDLQVVSHFLILFEXWWRQVWKDWPD\EHDYDLODEOHRQDOOWDEVRUVSHFLILFWRWKDW
REMHFWWDE
:KHQRSHQLQJD6DPSOH7\SHWKHGHIDXOWWDELVWKH6XPPDU\WDE7KLVWDEGLVSOD\VWKHILHOGV
IRUWKLVREMHFWDORQJZLWKWKHLQIRUPDWLRQSRSXODWHGLQWRWKHWDEV
:KHQRSHQLQJWKH5HODWHG'DWDVHWVWDEWKHWDEGLVSOD\VDOORIWKHDWWDFKPHQWVWKDWDUH
DVVRFLDWHGWRWKH6DPSOH7\SHREMHFW7KLVWDEDOORZVWKHXVHUWRYLHZWKHLQIRUPDWLRQLQ
PXOWLSOHIRUPDWVKRZHYHUWKHVXJJHVWHGIRUPDWLVWDEOH

3URGXFW(QJLQHHULQJ± 

9LHZD6DPSOH7\SH± 6XPPDU\

'LVSOD\VWKH6DPSOH7\SH
DWWULEXWHV

3URGXFW(QJLQHHULQJ± 

9LHZD6DPSOH7\SH± :KHUH8VHG

'LVSOD\VDOOSDUHQWREMHFWVWKDWWKLV
REMHFWLV$VVRFLDWHGWR /LQNHG 

3URGXFW(QJLQHHULQJ± 

9LHZD6DPSOH7\SH± 5HODWHG'DWDVHWV

'LVSOD\VWKHDWWDFKPHQWV
WKDWDUHDVVRFLDWHGWRWKH
6DPSOH7\SHREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD6DPSOH7\SH± 6DPSOHV

'LVSOD\VWKH6DPSOHVWKDWDUH
DVVRFLDWHGWRWKH6DPSOH
7\SHREMHFW

3URGXFW(QJLQHHULQJ± 

9LHZD6DPSOH7\SH± $XGLW/RJV

7KLVWDEVKRZVWKHHGLWKLVWRU\
ZKHQWKHREMHFWLVHGLWHG
PRGLILFDWLRQVPDGHDQGHGLWHG
DWWULEXWHVDUHVDYHG

3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 5HSRUWV &UHDWLQJ9LHZLQJ
&UHDWLQJWKH'935HSRUW

'935HSRUW± &UHDWH



3URGXFW(QJLQHHULQJ± 

)URPDQ\WDERQD'93
FOLFNRQWKH5HSRUWV
EXWWRQ ULJKWVLGHRI
VFUHHQ 

'935HSRUW ± &UHDWH FRQW¶G





&OLFNRQWKH'935HSRUW
WH[W QRWWKH2SHQEXWWRQ 
DQGFOLFNWKH1HZEXWWRQ
1RWH7KHUHDUH'93
5HSRUWV
:DLWVHFRQGVDQGFOLFN
WKH5XQEXWWRQ

Note: <RXZLOOILQGRWKHUUHSRUWV
WKDQMXVWWKHUHSRUWIRUWKHREMHFW
\RXKDYHRSHQ7KHVHRWKHU
UHSRUWVZLOOEHXVHGLQIXWXUH3/0
DFWLYLWLHV
3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 5HSRUWV &UHDWLQJ9LHZLQJ
&UHDWLQJWKH7HVW5HSRUW

7HVW5HSRUW± &UHDWH



)URPDQ\WDERQD7HVW
FOLFNRQWKH5HSRUWV
EXWWRQ ULJKWVLGHRI
VFUHHQ 

<RXFDQXVHWKLVSURFHVV
IRUHLWKHUUHSRUW
3URGXFW(QJLQHHULQJ± 

7HVW5HSRUW± &UHDWH

Note: )RUWKLVUHSRUWWRZRUNWKH7HVWPXVWEH
DSSURYHGLQWKH:RUNIORZSURFHVV

FRQW¶G





&OLFNRQWKHD5HSRUWWH[W
QRWWKH2SHQEXWWRQ DQG
FOLFNWKH1HZEXWWRQ1RWH
7KHUHDUHUHSRUWV:RUN
2UGHU5HSRUW7HVW5HSRUW
*HUPDQDQG7HVW5HSRUW
:DLWVHFRQGVDQGFOLFN
WKH5XQEXWWRQ

Note: <RXZLOOILQGRWKHUUHSRUWV
WKDQMXVWWKHUHSRUWIRUWKHREMHFW
\RXKDYHRSHQ7KHVHRWKHU
UHSRUWVZLOOEHXVHGLQIXWXUH3/0
DFWLYLWLHV
3URGXFW(QJLQHHULQJ± 

3URGXFW(QJLQHHULQJ± 5HSRUWV &UHDWLQJ9LHZLQJ
9LHZLQJD5HSRUW

9LHZD5HSRUW
(GLW
5HSRUW

3ULQW
5HSRUW

3URGXFW(QJLQHHULQJ± 

([SRUW
WR
([FHO

([SRUW
WR
+70/

([SRUW
7R
3')

6HQG
0DLO

Note: 7KHIROORZLQJVOLGHVVKRZKRZD7HVW5HSRUWLV
YLHZHGKRZHYHUWKHVWHSVDUHWKHVDPHIRUDOOUHSRUWV

9LHZD5HSRUW± (GLW5HSRUW

(GLW
5HSRUW

1RWXVHGLQ/,06

3URGXFW(QJLQHHULQJ± 

9LHZD5HSRUW± 3ULQW5HSRUW

3ULQW
5HSRUW



3URGXFW(QJLQHHULQJ± 

7RDFFHVVWKLVLFRQ
FOLFNRQWKH QHHG
QDPHRIEXWWRQ EXWWRQ
&OLFNRQWKH3ULQW
5HSRUWEXWWRQ

9LHZD5HSRUW± 3ULQW5HSRUW FRQW¶G






*LYHWKHDSSOLFDWLRQ
WLPHDVLWPD\DSSHDU
DVLIQRWKLQJLV
KDSSHQLQJEHIRUH
UHDFKLQJDVFUHHQWKDW
ORRNVOLNHWKLV
&OLFNWKH3ULQWEXWWRQ
WRXVH\RXU3ULQW
RSWLRQV
&KRRVH\RXU3ULQW
2SWLRQVDQGFOLFNWKH
3ULQWEXWWRQ

3URGXFW(QJLQHHULQJ± 

9LHZD5HSRUW± ([SRUWWR([FHO

([SRUWWR
([FHO



3URGXFW(QJLQHHULQJ± 

7RDFFHVVWKLVLFRQ
FOLFNRQWKH QHHG
QDPHRIEXWWRQ EXWWRQ
&OLFNRQWKH([SRUWWR
([FHOEXWWRQ

9LHZD5HSRUW± ([SRUWWR([FHO FRQW¶G





&OLFNWKH([SRUWEXWWRQ
DOORZLQJWKHV\VWHPWR
FUHDWHWKH;/6ILOH
&OLFNRQWKH6DYHEXWWRQ
2SHQWKH'RZQORDGV
IROGHURQ\RXUFRPSXWHU
DOORZLQJ\RXWRVHHWKH
([FHOILOHWKDW\RXFDQ
RSHQ HGLWSULQWHPDLO
HWF

3URGXFW(QJLQHHULQJ± 

9LHZD5HSRUW± ([SRUWWR+70/

([SRUWWR
+70/



3URGXFW(QJLQHHULQJ± 

7RDFFHVVWKLVLFRQ
FOLFNRQWKH QHHG
QDPHRIEXWWRQ EXWWRQ
&OLFNRQWKH([SRUWWR
+70/EXWWRQ

9LHZD5HSRUW± ([SRUWWR+70/ FRQW¶G




&OLFNWKH([SRUWEXWWRQ
&OLFNWKH6DYHEXWWRQ
&OLFNWKH2SHQIROGHUEXWWRQ

Note: ,I\RXFOLFNWKH2SHQEXWWRQDWVWHSWKH+70/ILOH
ZLOOEHRSHQHGLQDQHZWDEWKURXJK\RXU%URZVHU
3URGXFW(QJLQHHULQJ± 

9LHZD5HSRUW± ([SRUWWR+70/ FRQW¶G



3URGXFW(QJLQHHULQJ± 

)LOHDSSHDUVLQ\RXU'RZQORDGV
IROGHUDOORZLQJ\RXWR2SHQ
(PDLO6DYHWR$QRWKHU)ROGHUHWF

9LHZD5HSRUW± ([SRUWWR3')

([SRUWWR
3')



7RDFFHVVWKLVLFRQ
FOLFNRQWKH QHHG
QDPHRIEXWWRQ EXWWRQ
&OLFNRQWKH([SRUWWR
3')EXWWRQ

3URGXFW(QJLQHHULQJ± 

9LHZD5HSRUW± ([SRUWWR3') FRQW¶G




3URGXFW(QJLQHHULQJ± 

6HWDOOWKHVSHFLILFVIRUWKH
3') 3DJHQDPH3')ILOH
W\SH3DJHRULHQWDWLRQ
3DJHVHWWLQJ6FDOLQJ DQG
FOLFNWKH([SRUWEXWWRQ
*LYHWKHV\VWHPWLPHWR
FUHDWHWKHGRFXPHQWDQG
FOLFNWKH2SHQEXWWRQ

9LHZD5HSRUW± ([SRUWWR3') FRQW¶G


,Q$FUREDW5HDGHUZLWKWKH
3')RSHQ\RXKDYHWKH
DELOLW\WR6DYH$VWKH3')
WRSODFHLWVRPHZKHUHRQ
\RXUFRPSXWHURUQHWZRUN
IROGHUVDORQJZLWKSULQWLQJ
EDVHGRQWKHSXOOGRZQ
PHQXLQ$FUREDW5HDGHU

3URGXFW(QJLQHHULQJ± 

9LHZD5HSRUW± 6HQG0DLO

6HQG
0DLO



3URGXFW(QJLQHHULQJ± 

7RDFFHVVWKLVLFRQ
FOLFNRQWKH QHHG
QDPHRIEXWWRQ EXWWRQ
&OLFNRQWKH6HQG0DLO
EXWWRQ

9LHZD5HSRUW± 6HQG0DLO FRQW¶G




6HWDOOWKHVSHFLILFVIRU
WKH(PDLO 7R6XEMHFW
5HSRUW)RUPDW6HQG
$V=LS0HVVDJH 
&OLFNWKH6HQGEXWWRQ
RQFHUHDG\WRVHQG
<RXU7R3HUVRQ 3HRSOH 
ZLOOUHFHLYHWKH
PHVVDJHLQWKHLUHPDLO
SURJUDP

Note: ,I\RXGHFLGH
\RXDUHQRORQJHU
VHQGLQJWKHPHVVDJH
MXVWFOLFNWKH'LVFDUG
EXWWRQ

3URGXFW(QJLQHHULQJ± 

7KLV3DJH,QWHQWLRQDOO\/HIW%ODQN

3URGXFW(QJLQHHULQJ

DEVELOPING A PPT
PRESENTATION
CATHRYN HENNES, M.ED.
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DEVELOPING A PPT PRESENTATION
Formatting the Title Slide

TITLE SLIDE
Make sure you include:
1. Title of the Presentation
2. Your name

FILE NAME

Make sure you include:
1. Your Last Name –
2. File Name Describing Presentation
Hennes – PPT Tips and Training
Your classmates are using your presentations and submitting
feedback. When anyone downloads your file, the user will quickly
identify the presentation and the assignment.

DEVELOPING A PPT PRESENTATION
Types of Slides

SLIDES – GALLERY

 Title Slide

 Title Only

 Title and Content

 Blank

 Section Head

 Content with Caption

 Two Content

 Picture with Caption

 Comparison

TITLE AND CONTENT SLIDES

 Take chances when developing slides
 Make the slides POP and if it doesn’t look good, remake it!

DEVELOPING A PPT PRESENTATION
More Info than Fits on One Slide
(Using the cont’d.)

USE (CONT’D.)
 Do not just copy and paste information from paper to presentation
 Format it
 More information than can fit on ONE slide?
 Use the (cont’d.)
 Use multiple slides with the same title and (cont’d.)

EXAMPLE SLIDES

EXAMPLE SLIDE (CONT’D.)

DEVELOPING A PPT PRESENTATION
Creating an Audio Recording of Presentation

PRESENTATION AUDIO - TIMING
EDB 612 Presentation Timing 15 min
 Treat Final Presentation like you are standing in front of class to show PPT
 Practice giving presentation
 Include any videos into total timing

Recorded by Me
within Presentation

Located Audio
on Computer
and Inserted

PRESENTATION AUDIO - OPTIONS
 Record one full audio and attach to presentation on title slide
 Record audio files for each slide and attach to each slide
 Record one full audio and attach audio as uploaded file to presentation
submission on Blackboard

1. Click on the Audio button from the Insert Ribbon
2. Locate an Audio file on your computer
3. OR…Record the Audio within the presentation
Suggestion: Record the audio as one file and
upload as a separate file in Blackboard
when submitting the final project files.

DEVELOPING A PPT PRESENTATION
Showing a Video

INCLUDE A VIDEO
 YouTube is popular for videos
 Use video from any Web site
 Add total time of video in total presentation time
Example: 15 min total pres = 5 min video(s) + 10 min talk

INCLUDE A VIDEO (CONT’D.)

How to Do a Presentation (7:34)
Plays Video within the Presentation
Best Way

How to Give an Awesome Presentation
(2:54)
Opens the Video in a new Window
Other Way

INCLUDE A VIDEO (CONT’D.)
 Insert Ribbon and Choose Video (for online videos)
 Eg.: Locate a video on YouTube and paste into YouTube box and click the
Magnifying Glass to search

 Select the Video

and click Insert button

DEVELOPING A PPT PRESENTATION
Adding a Web Link
(Adding Hypertext Linking)

ADD A WEB LINK
 Just type the Web link and click out of it:
www.Microsoft.com
 Use the Insert Ribbon and click the Hyperlink button
CSU

EDIT A WEB LINK
 Right-click on the CSU and choose

 CSU

Cleveland State University

REMOVE A WEB LINK
 Right-click on the CSU and choose

 CSU

CSU

DEVELOPING A PPT PRESENTATION
Adding Screen Shots

SCREEN SHOTS
1. Locate the image to capture
2. PrtScr (or CTRL + ALT + PrtScr)
3. Paste into PPT slide
4. Resize it
5. Crop it

DEVELOPING A PPT PRESENTATION
Adding Images

SAVED IMAGES ON COMPUTER
1. Use the Title and Content layout
2. Click on the icon for “Pictures”
3. Locate image and add to slide
OR…
1. Select Insert/Pictures
2. Locate image and add to slide

OR…

DEVELOPING A PPT PRESENTATION
Links for PowerPoint Templates (Free and Paid)

SAMPLE TITLE SLIDES

Think about your project’s theme and try to locate a PPT template that
follows that theme. My EDB 612 PPT was based on banking and accounting.

LOCATING PPT TEMPLATES
 Find PPT Templates that are free or pay for a specific set of presentation
slides
 Google Search: “Free PowerPoint Presentations”
 Some Links:
 www.smiletemplates.com (I have an account here!)
 http://www.free-power-point-templates.com/
 https://templates.office.com/en-us/templates-for-PowerPoint

Some sites may require you to create an account, which is typically
free. Great if you are looking for multiple templates.

DEVELOPING A PPT PRESENTATION
Need Extra Help?

NEED HELP?
 Always willing to help others
 Cathy Hennes, M.Ed. (Adult Learning from CSU 8/2014, Education
Technology from CSU 12/2017)
 Always email first!
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There are nine specific areas (or reasons) that adults use when pursuing education. They
include: personal development, home and family, hobbies and recreation, general education, job,
religion, voluntary activity, public affairs, and agriculture or technology (p. 61, Merriam,
Caffarella, Baumgartner, 2007). There are different types of learners and why they wish to
pursue education. Goal oriented learners are adults who find education as a means to an end.
These types of individuals may be adults who are in on-the-job training programs, attending
college or other forms of education where the end result affords them a promotion and higher
wages in their employment. There are the activity oriented learners; they learn for the
fun/health/thrill, etc of learning. They learn just because they want to and could also be for social
means in learning. They learn because their friends are learning. Finally there are the learning
oriented learners who learn for the sake of learning something new.
There are many barriers that adults face when being interested in educational pursuits. As
the Director of this adult education program, it is my job to work with all adults, allowing them
the opportunity to surpass these barriers and afford them the opportunity for educational pursuits.
Typically, individuals of lower income and employment status have been left behind in
educational pursuits. If an adult is unemployed, as job is a motivation to learn, the adult as no
motivation to learn. No job = no motivation. With increasing family demands on today’s adults,
there is lack of time and money. More adults have to care for not only their children but also their
adult parents in the same home, often having multiple generations within the home for financial
and support reasons. These issues cause an adult to shy away from learning.
In this position that I hold, my job requires me to work with all adults, no matter what
barriers I face in encouraging adults to learn. To start with, if an adult wishes to participate in
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learning, that is good. If an adult doesn’t wish to participate, finding out why is important. Are
there barriers to the adult learning or is the adult just resisting learning? Absolutely to start with,
if an adult is against education, often times, the barrier is financial. The decision for adult
learning is often based on who is paying and why they are paying for it.
With almost 20 years of experience in developing and training adults in workplace education,
I have had an opportunity to train adults at all levels of employment, from the recent college
graduate, to the experienced professional, to new partners/management within an organization.
Throughout my employment years, I’ve always had an opportunity to develop training programs
and deliver them to learners within workplaces. There is definitely a purpose for adult education.
Within my frame of reference, this purpose is that the learning is needed for employment. This
learning is often called continuing education or professional education. There are many adults
who are required by their companies or professional licenses to continue with education. Being
Direct of the adult education program, I believe that using development theories of the
Sociocultural Theory and Andragogy, coupling the theories with Transformational Learning and
Self-Directed Learning will allow me to increase enrollment within this educational program.
Sociocultural Theory
Throughout the lifespan, cognitive development happens in a sociocultural context. This
development influences the form it takes and stresses the importance of socialization on
cognitive development. As adults, we need to integrate all areas of the sociocultural view in
development of new educational offerings. We need to be considerate of how “race, class,
ethnicity, social class, gender, sexual identity, and physical ability” (p. 15, Kasworm, 2010).
Being socially and ethically correct in development education offerings will help allow me as
director to entice more adults in learning in our program. Social and cultural areas of the adult
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lifespan allow for growth of adults. Knowing what areas adults have interests will allow us to
design and develop new programs. Those programs will engage adults into wanting to learn.
Understanding human development and how it affects learning will allow us to develop
programs and add to enrollment. Do we need more race-specific classes? Do we need to teach
classes of sexual identity? When we develop new classes, do we take all of these views into
perspective to create socially-correct program? All of these questions through the sociocultural
theory explain how we should add enrollment of adults.
Developing programs for organizational change would be a great way to increase
enrollment in our program. Companies who are going through organizational change could
benefit from our services. “The idea that an organization could learn in ways that were
independent of the individuals within it was the key breakthrough, which was first articulated by
Cyvert and March (1963),” who formulated “a general theory of organizational learning” with
emphasis on “rules, procedures, and routings in response to external shocks…which are more or
less likely to be adopted according to whether or not they lead to positive consequences for the
organization” (p. 61, Kasworm, 2010). When an adult goes through the shock of organizational
change, having to know new rules and procedures, taking classes in organizational change would
help the adults who are enabling the change. By developing new classes in organizational change
for specific companies, as the director, we can increase enrollment by targeting companies who
need organizational change education.
Andragogy
According to Knowles, there are main goals in Andragogy. The first is that “part of the
job of educators of adults is to help learners, whether they are learning on their own or in formal
learning programs, to be able to plan, carry out, and evaluate their own learning. (p. 107,
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Merriam, Caffarella, Baumgartner, 2007)” The second is that adults need to reflect why they
need to initiate this learning. Andragogy and Self-Directed Learning are coupled together. “In
the United States, the name Malcom Knowles is most closely associated with andragogy, a term
rooted in 19th-century Europe and referenced by Linderman during the 1920s” (p. 40-41,
Kasworm, 2010). An adult’s life experiences play an important role in the learning process.
Individuals who follow andragogy seem to be mature and responsible decision maker. This type
of person understands what their concept of self understands that their needs. By using
Andragogy in development of additional training programs, this approach “refers to a way of
thinking and being with adult learners and developing adult-adult relationships” (p. 41,
Kasworm, 2010). By increasing enrollment, having more adults in the adult education program
allows for more adult relationships. At the same time, as adult socialize with each other in the
programs, having adult learning programs helps to improve the social order.
Increasing enrollment will also allow for a more diverse set of prior experiences in each
of the adults enrolled. Each adult will be in control of the learning they desire. As instructor,
Knowles believes my role is to promote mutual respect among learners and to facilitate each
adult’s purpose for learning” (p. 419, Kasworm, 2010). Knowing what each adult’s desired
outcome with learning helps me as the director to guide each adult, allowing them to use selfdirection.
By using Andragogy, adults are concerned with immediate use of their knowledge gain
from education programs. They participate more in “problem-centered learning activities” (p. 23,
Mackeracher, 2004). There are many assumptions Knowles stated of adults who learn through
andragogy. They include:


“Adult learners move from dependency towards increasing self-directedness as a
normal aspect of maturation.
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Adults accumulate an increasing reservoir of experience that becomes an
increasingly rich resource for learning.
Adults are motivated to learn in order to cope more satisfyingly with real-life
tasks or problems.
Adults are concerned about developing increased competence to achieve their full
potential in life and about the immediate application of knowledge and skills.
Adults prefer to participate in performance-centered learning activities.” (p. 23,
Mackeracher, 2004).

Each of these assumptions allows me as the director to take those assumptions and build them
into new learning opportunities and increase enrollment.
Transformational Learning
Adults will look to us when using Transformational Learning when they are learning
about changes in the way they see themselves and the world that they live. Transformative
learning works hand-in-hand with Sociocultural Theory. “According to Mezirow, transformative
learning occurs when one experiences a disorienting dilemma” (p. 41, Kasworm, 2010). To
continue with the idea of development organizational change programs, using transformational
learning will allow us to develop the learning for adults and companies whose realities have been
shaken in the form of organizational change. Adults gossip, even in companies while at work.
When gossiping, they are presenting the experiences of how the company is working in the face
of the organizational change or social change. The company believes that the organizational
change is the best outcome for the employees and the company.
The employees can become very emotional over organizational change. They can jump to
conclusions, believing the worst in the end results of the changes. Without the knowledge and
understanding of the changes, the sub-conscious can play evil tricks. “Friere believed that the
primary goal of transformation was social action and that it was not enough to transform
individuals” (p. 42, Kasworm, 2010). Increasing enrollment in the educational program is of
utmost concern to me as the director. Focusing on organizational change classes for specific
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companies will allow us as an education program to increase enrollment. Development of the
new classes will also allow for new avenues of learning for not only our existing students, but
new students.
Self-Directed Learning
When an adult takes the initiative to learn something new, whether they are required to
learn this topic for work or personal knowledge gain, this initiative is called Self-Directed
Learning. All adults learn new things every day, whether they believe they are learning new
topics or not. Unlike with a child whose mind isn’t ready to be independent in their learning
tasks, adults often have to use independence and initiative in learning. For most adults, they do
not believe they are learning if they are not in a formal setting. Perception is the key to
understanding learning.
“Andragogy focuses on the adult learner and his or her life situation” (p. 83, Merriam,
Caffarella, Baumgartner, 2007) whereas “Pedagogy refers to the teaching of children where the
teacher is the focal point” (Peterson, 2012). Without Self-Directed Learning in an adult, most
adults would not be able to function. Adults need to become independent to compete and sustain
their life in the adult world. What exactly is Self-Directed Learning?
There are three goals of Self-Directed Learning. They are: 1. Educators help adults to
carry out education plans, whether the individual is in a formal learning program or learning on
their own, to plan, carry out, and evaluate that learning; 2. Adults need to critically reflect and
understand the reasons for their learning needs, wants, and interests; and 3. Enhance an
individual’s ability to become more self-directed in learning more (p. 107-108, Merriam,
Caffarella, Baumgartner, 2007). With these goals, individuals who take the initiative to become
more knowledgeable in any topic tend to follow these goals.
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When I worked toward my master’s degree, I worked with an advisor who helped guide
me in carrying out the plan to earn my degree. What classes do I attend? What are the best
classes for my ultimate goals for my employment?
Many adults consider themselves self-directed learners. They know when they NEED to
learn something, whether that learning is for their career or for their home/personal endeavors.
They know when they WANT to learn something. They know the entire W’s of learning (Who?
What? Where? Why? How?). The ultimate question and critique comes in assessing SelfDirected Learning. As a developer of adult learning programs, am I developing the right training
for those who learn from me? Am I able to guide those individuals in learning? How can I build
my training better? How can I increase student enrollment in my program?
The biggest critique of Self-Directed Learning is the ability to measure self-directed
competencies. Mackeracher states there have been attempts to develop means of assessing SelfDirected Learning competencies. “The two most frequently used are the Self-Directed Learning
Readiness Scale (SDLRS) (Guglielmino, 1977) and Oddi’s Continuing Learning Inventory
(OCLI) (Oddi, 1986)” (p. 47, Mackeracher, 2004). In formal education settings, these
assessments have been used in studies related to self-directed learning. However, with that being
said, there’s no clear indication that self-directed learning is developed as unbiased and context
free.
Self-Directed Learning is ingrained in the majority of adults. As we grow, we learn how
to become independent, not only in our thinking but in our learning. We realize that without
questioning and taking the initiative to learn new things, we cannot grow as adults. For these
adults who seek out education at our facility, we will work with them and guide them to the
education they seek. Often, they will come to us for job advancement. Our training programs will
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afford them the ability to become happier people, elevating their self-esteem, while allowing
them the satisfaction in knowing they have accomplished the task at hand. That task is working
through our educational program for job advancement.
Most adults have some self-direction in learning to some degree. Self-direction in
learning can occur in many projects that are self-planned and self-conducted. Personal
characteristics of the learner will allow us to gauge how self-directed the adult is when seeking
us out for new learning opportunities.
Conclusion
There are many different reasons why an adult would choose to or refuse to continue
education in adulthood. Adults should all consider themselves lifelong learners. Once someone
becomes an adult, they are considered self-directed, independent thinkers of their own destinies.
There are many advantages to continuing education in adulthood. From financial gains in
employment to social interactions to just because, adults need to continue to learn as they age.
There are many barriers in an adult’s life that happen that would hinder someone from learning.
Knowing all of these incentives and barriers, along with the developmental theories and learning
theories allows me as director to increase enrollment in this education program.
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“Many of our students face a triple hurdle to success. College for them is a challenge
economically, academically and socially, and to succeed they need support, guidance and
encouragement. Our obligation as educators is not just to enroll students but to graduate them.
All of us – faculty, staff, advisors, peer students – must rededicate ourselves to helping students
get past the obstacles standing between them and a diploma. It truly takes a village to graduate a
student” (Berkman).
“At the core of everything we do is our philosophy of Engaged Learning. It's more than a
marketing promise. It's the mantra that gives purpose to Cleveland State's mission of providing a
contemporary and accessible education in the arts, sciences, humanities and professions, and
conducting research, scholarship and creative activity across these branches of knowledge. We
pride ourselves on the many ways that we engage our students — inside the classroom,
throughout the community and around the globe.
‘As an urban public university, Cleveland State has a special obligation not only to serve
the community in a traditional sense, but also to contribute to the city's redevelopment in ways
that many institutions cannot,’ says Dr. Berkman. ‘We're bringing a level of engagement to our
education that is shaping Cleveland State into one of the best urban universities in the nation’”
(Cleveland State University).
Recently, Cleveland State University had a posting for a Professional Development Center
Manager. This position, as stated in the posting “provides program development, administration,
marketing, and support for programs and initiatives of the Professional Development Center”.
This position is in the training development center of a public four-year college for which I have
applied and been accepted for an interview with the hiring managers.
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Being the college is a public institution, they need to remain at the forefront of learning
opportunities for all types of learners. In 2012, Cleveland State University announced its
Strategic Plan for 2012-2015. As large of an institution that Cleveland State is, there needs to be
a vision and priorities set to keep the college’s future bright and continued development with
meeting the society’s needs. There are seven key areas that the college has considered its
strategic initiatives: “Enhancing undergraduate student education; Enriching research in priority
areas; Pursuing initiatives in signature programs; Increasing tuition revenue through focused
growth initiatives; Implementing strategies to maintain a stable budget model; Fostering
leadership within the University community; and Improving the physical environment of
campus” (Strategic Planning Priorities).
“Student success is at the core of our mission as an urban institution” (Strategic Planning
Priorities). This being said, their primary goal is to have student success. The programs the
college provides must allow for the students to succeed. This means at the college level for the
student to graduate and earn their degree. Without students, there is no college. If the students
don’t succeed, there is no college. Without future planning and building initiatives to attain, the
college will not succeed in assisting its students to succeed. This is the primary mission, or
philosophy of the college. At the same time, I believe my own philosophy of adult education can
assist with the college’s initiatives and this department’s plans for this open position.
“Get to Steppin’” or “Just Do It” or “Be Active” – These are all mantras that I’ve been
using toward my Personal Journey. Back in August, 2012, I started on what I am now calling my
Personal Journey. After turning 41, I realized many things about my life needed to change. To
start with, my education became a target. I wanted to become better educationally, more than just
my Bachelor’s Degree. So, I started back to school, working toward my Master’s Degree.
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Completing the degree in Adult Learning and Development is where I decided I needed to be.
Teaching adults in high technology software since 1996, I finally realized this is where I needed
to be. I have been blessed for a third time to be able to develop and teach adults in technology
software; this time in the Manufacturing Industry which is my current position and role.
I have always believed that adults were self-directed in their learning. Ever since learning
to program software back in 1997, I knew that if an adult needed to learn something new,
whether it is for personal or professional gain, they needed to take the initiative to learn that
topic. Personally, I have been learning more and more about baking. I’ve watched food shows on
Food Network; read magazines and books; and have even been to cake decorating classes. Plus,
practice in the subjects I wanted to become more fluent with helped me get to where I am today
with baking.
This position has many responsibilities for the minimum qualifications. Based on my
current and past experiences, I believe I can respond to the requirements requested. “Experience
in development of educational programs, workshops, and certificate programs” (Mgr, Prof Devel
Ctr.). In my current position, not only do I manage all of the data within our manufacturing
technology systems, but I am also currently developing the full curriculum for a full training
program. Each of these technologies has its own set of training classes and requirements for the
training classes. Depending on the complexity of the software determines how many different
classes and workshops are needed. The classes are created based on roles within the software so
that if a specific department is required to know only specific pieces of the software, then that is
all that department will learn. Self-Directed learning also works within this framework of
training development. Without being able to actively question the users how they use the system,
training development may not be correct for them. The employees themselves are the only
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people who can help direct my development of these classes to enable them to learn the software
correctly. The employees take initiative in making sure that I as the training developer knows
their jobs. By assisting me in the development, they are taking the initiative to learn new
topics/something new.
When an adult takes the initiative to learn something new, whether they are required to
learn this topic for work or personal knowledge gain, this initiative is called Self-Directed
Learning. All adults learn new things every day, whether they believe they are learning new
topics or not. Unlike with a child whose mind isn’t ready to be independent in their learning
tasks, adults often have to use independence and initiative in learning. For most adults, they do
not believe they are learning if they are not in a formal setting. Perception is the key to
understanding learning.
“Andragogy focuses on the adult learner and his or her life situation” (Merriam,
Caffarella, Baumgartner, 2007, p. 83) whereas “Pedagogy refers to the teaching of children
where the teacher is the focal point” (Peterson, 2012). Without Self-Directed Learning in an
adult, most adults would not be able to function. Adults need to become independent to compete
and sustain their life in the adult world. What exactly is Self-Directed Learning?
Being in the working world many years now, many of the topics that I have needed to
learn for my job have come through taking initiative. Whether that training came from reading a
book, watching a video on the Internet, or taking classes formally and informally, I have always
been the one who promoted my professional development and requested my learning
opportunities. For many, including me, learning, often called professional development, is a
means to gain more knowledge in employment-related topics that will help in promotions. At the
same time, as an adult, I am not instructed by anyone that I need to learn a specific topic by a

ALD 689 FINAL PAPER

15

specific date. If I did, this type of learning would be considered Pedagogy, where a teacher tells
me what I need to learn and when. On the opposite end of the spectrum to Pedagogy lie
Andragogy and Self-Directed Learning. Both of these go hand-in-hand. Andragogy is the theory
of how adults learn. Self-Direct Learning is “a process in which students take the initiative to
diagnose their learning needs, formulate learning goals, identify resources for learning, select
and implement learning strategies, and evaluate learning outcomes. The role of the instructor
shifts from being the 'sage on the stage' to the 'guide on the side' in a self-directed learning
environment” (The Northeast Texas Network Consortium Coordinating Office, 2002).
There are three goals of Self-Directed Learning. They are: 1. Educators help adults to
carry out education plans, whether the individual is in a formal learning program or learning on
their own, to plan, carry out, and evaluate that learning; 2. Adults need to critically reflect and
understand the reasons for their learning needs, wants, and interests; and 3. Enhance an
individual’s ability to become more self-directed in learning more (Merriam, Caffarella,
Baumgartner, 2007, p. 107-108). With these goals, individuals who take the initiative to become
more knowledgeable in any topic tend to follow these goals.
Personally, I have used the goals first in returning to college to earn my Bachelor’s
Degree and now to complete my Master’s Degree. By working with my current employer
through my supervisor, we discussed the needs of the company having someone trained with this
level of knowledge to train others. Our company has a tuition reimbursement program. With the
documentation submitted, I was asked by my supervisor to give a descriptive narrative why I felt
my proposed education would benefit the company. In the position that I obtained at the
beginning of 2012, not only am I completing the daily tasks of my required job, but I am also
taking 50% of my time to develop and train others on our technology systems. The
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documentation was written in such a way that my supervisor and Vice President realized the
need and how I was filling that need. By taking the initiative, I was able to prove to my superiors
the importance of this education.
Working with the advisor at the university, I have been able to be guided in carrying out
the plan to earn my degree. What classes do I attend? What are the best classes for my ultimate
goals for my employment? I am also able to evaluate that the learning I have been completing
immediately impacts my ability to perform my job better. I have been able to bring examples of
my classroom learning to work, using the ideas and theories immediately. At the same time, as I
am currently training adults, I am able to use the training that has already been developed as live
case studies in my classes.
As I was promoted at work, I always knew the education path I wished to complete. I
have been able to reflect, while researching the correct education path to reach the goal. By
reflecting the goals, I was able to determine that there are many other learning opportunities once
I complete my degree. Where do I want to go next? What other learning will I be required to
complete for my next goal? Is there any other learning required at this time? All of these
questions allow me to further become a Self-Directed Learner.
“Strong customer service skills and the ability to work effectively with a wide range of
constituencies in a diverse community” (Mgr, Prof Devel Ctr.). As with any jobs that deal with
the public, there is always the need for customer service skills. In my current position within the
manufacturing company, even though I do not work with the outside public, I do need to keep
strong customer service skills being that my customers are my co-workers whom I train and
guide on the technology. There is not a more diverse community than within a college. During
my internship class during Spring, 2014, we had students who were as far away as Phoenix,
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Arizona. Within my company, because we are a globally-based company, again, this company is
very diverse, in that the employees are located all around the world. In every country this
company is located. Understanding differing cultures is paramount in the training development.
We “promote learning that is culturally, professionally, and personally relevant”
(Kasworm, 2010). When developing training, the first thing that comes to mind is does this
training embrace the original goals when in development? Education is moving from being
teaching-center to learning-centered. More learning is contextualized by use of role-playing and
other social activities. When educators try to do this, they realize that the switch can be a failure
based on learning theories they have learned in past. Understanding self-directed learning will
definitely help adult educators who are developing new training. Also, by moving to a learningcentered environment, the educators must also develop a global standpoint, understanding
worldwide cultures and how everyone learns.
I believe that I am a learning-centered educator. Initially, my training development
centered on the employees who are physically present at the Elyria headquarters of my company.
As the company has shifted focus the last two years, the need for understanding all of our
employees and how everyone learns is important for my training. By understanding the needs of
my audience, I am able to develop training that is learning-centered and culturally correct for
everyone. Developing training from a holistic approach would be difficult in the learning
environment where I teach. Due to the global nature of my teaching, having any religious
connotations would be considered taboo. Understanding different cultures is vitally important to
ensure the training does not offend any of my learners.
Courtney Lamendola from our class commented that…“In our melting pot of a culture I
find that this has become an increasing concern with any training and that finding a learning-
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centered approach that is culturally correct for everyone is quite a challenge. The importance of
this is that in your area for instance, it is no longer just the central Elyria headquarters that is
affected. Rather by using technology and other approaches it has bridged the gap across barriers
and has allowed for an excess of viewpoints and collaborations to take place. Gone are the days
where different ethnicities stuck to their area of the city and only spent their time in this bubble.
Often, to make everyone feel welcome and their ideas valued can be more of a challenge than
originally understood. However, I believe that the payoff of making this work goes beyond the
training itself. Breaking out of the structured training and facing the uncertain is always difficult
at first. I believe that by evaluating the training and changes along the way will allow for
everyone to grasp the new trainings with open arms” (Hennes).
With this same thinking, I have enabled myself to understand diverse cultures and
communities to develop programs and communicate with diverse cultures to allow me to be an
effective developer of programs. No matter what type of position that a person holds, EVERY
position is required to know customer service skills to enable them to work with their
constituents. In my current position, and this prospective position, understanding my students is
vital in developing the best possible training, allowing me to also engage in the college’s
initiatives.
I still have much to learn about being the best adult educator that I can be. Being in this
program now allows me to take concrete class assignments and work them into my training
development immediately at my current job and any potential new positions in the future,
including this position that I am interviewing. I have already realized that my goals are not what
others’ goals are who are also completing this same program. At the same time, I am able to use
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the training that I am developing for my current company as case studies in my classes. The
process is a win-win situation for both my degree and my current job.
With this position, I will be able to take the learning and employment experiences and
continue to use them to make this position the best possible for this organization. Understanding
that I am a Self-Directed Learner allows me to understand that if there are pieces of this position
where I need additional training, I will seek out that training, follow-through with it, and use the
skills required to make me the best individual for the job.
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ALD 645

Currently at the company where I work, there has been a global shift in the way the
company does business. The company is no longer segregating themselves by their locations, but
they are truly working to become a global organization. There are many changes that need to be
processed and completed for this company to be a global organization. One of the major projects
is upgrading the Manufacturing technology systems used to document and run the company. One
of the software tools is being retired, while another is being elevated within all of the
manufacturing locations. For each of these projects, the manufacturing training that I have been
developing requires organizational changes to ensure the learning is valid. As a leader within this
organization, there are many factors that I must consider and leadership theories to assist in my
development changes.
There are many different theories of leadership. Through my daily employment life, even
though I am not specifically categorized as a manager, I do present managerial qualities. There
are many tasks that are required of me every day from my managers and executives. With that
being said, the Motivation Theories of Motivation in Theory X and Theory Y presented to us by
Douglas McGregor are used by me every day.
In my daily position, I work in the product engineering department of a manufacturing
company. In this company, not only do I maintain the engineering documentation for all of the
products we design, develop, and deliver for sale, I also develop and train all end-users on how
to use the manufacturing technology systems information, developing the entire curriculum.
During my two years within this department, there has been a shift between the individuals
themselves. It is true that there are still employees who will continue to be Theory X individuals.
These are the individuals who choose to not do their jobs until someone tells them to “Do Your
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Job,” however, more of the individuals have taken the initiative to ask questions about the
software and what their roles are in the overall environment of the development workflow.
In a management aspect, I manage the workflows of each engineering change. I make
sure every step in the workflow is completed. If the step takes longer than expected, I review the
individual or individuals who have not completed their tasks. As a Theory X person, I might
direct their efforts and control their actions by telling them exactly what their tasks are to be
completed. For a Theory Y person, I might send them an email, remind them that work needs to
be completed, allowing that individual the initiative that they are responsible enough to know
what their tasks are and complete their work on their own. This process happens literally
hundreds of times a day.
When I first started within this company, I could tell how passive the employees were. As
the third proposition states from McGregor:
“Without this active intervention by management, people would be passive – even
resistant – to organizational needs. They must therefore be persuaded, rewarded,
punished, controlled – their activities must be directed” (p. 47, Knights & Wilmott).
In 2008, I was hired into the marketing department. At that time, and for three and a half years, I
worked for the director within that department, she always told me that, adults are responsible
for completing their own work, but we have to babysit their tasks or their work will never get
done. Because they don’t do their work, our products won’t get launched or obsoleted on time,
causing us to lose profits to which I agreed. If the workers did not complete their work and be
responsible adults, revenues can be lost. Many of the employees were indeed lazy, being with the
company for 20+ years in some cases. They had a way to complete their work that didn’t require
answering to anyone. Because new management was in place in this organization, and in
agreement with McGregor, “it was the result not of human’s inherent nature, but rather an
unintended consequence of management philosophy, policies and practice” (p. 47, Knights &
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Wilmott), meaning that because management never in the past “scolded” the employees for not
doing their work in the past, why were they all of a sudden being scolded now? The new
management was requiring the employees to work.
Taking this into consideration now, with the Theories of Motivation, many of the Theory
X employees have since left or retired based on the fact that newer and stricter management has
been implemented across the company. This allows for the Theory Y employees who enjoy their
work and are responsible for their tasks to be seen in a new light, allowing them to complete
tasks that they might not have been able to complete while the Theory X employees were
working. In contrast, the Theory Y individual has any or all of the following qualities:







“Effort in work is as natural as work and play.
People will apply self-control and self-direction in the pursuit of organisational
objectives, without external control or the threat of punishment.
Commitment to objectives is a function of rewards associated with their achievement.
People usually accept and often seek responsibility.
The capacity to use a high degree of imagination, ingenuity and creativity in solving
organisational problems is widely, not narrowly, distributed in the population.
In industry the intellectual potential of the average person is only partly utilised”
(McGregor, Douglas).

I enjoy working for this company and am very motivated to make sure my time at this company
is profitable not only to me but to every employee who is there with me. That also means that if
the work is not finished correctly, it is my job given to me by my management, to lead those who
are required to complete their tasks to make sure their tasks are done.
The employees within this company also have to work in teams. Teaming has become a
very important aspect to complete new product development processes. Within the process, there
are a number of people who make up the team. Each of these teams will have individuals from
each of the various departments, up to 12 different departments across the company. For the
process to work and the team to be a success, going back to the individuals being Theory Y
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employees is very important. The individuals need to be responsible for their own actions to
complete all of the tasks required during the workflows so that products are designed, developed,
and launched on time and on budget. By being able to launch a new product on time allows for
no lost revenues.
As a manager, we depend on each of our team members to make the overall group a
success. Without each person contributing to the overall process, the team is a success. At the
same time, the team depends on the manager to lead the team correctly. “When the group is
completely dependent on a leader who is invested with all the powers, just like a god, for
providing answer to the anxieties of the group, hence providing security” (p. 121, Knights &
Wilmott). The manager is responsible for making sure all of the tasks are completed, in this case,
the steps required for the new product development, design, develop, launch, along with all of
the sub-steps under each of the main steps. Team members being through the process understand
the process and know what their tasks are based on what departments they work under. Each
department has specific tasks in the overall workflow. Part of my position has been within each
of these teams to make sure all of the tasks are completed for the workflow and very similar to
that of the Theories of Motivation. I am continually reviewing the process steps to make sure all
of the steps have been completed. If they have not been completed, making sure they are, either
by reminding them or outright telling them to do their jobs. More and more of the employees are
completing their jobs without being told.
There are multiple teams that happen every day within my company. We develop existing
and new products based on product families. Examples include Power Tools, Drain Cleaning,
Diagnostics, etc. Within each of the families, there will be design changes to existing products
and new product development. Multiple teams can have the same people who work on different
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products. Then, you may have an odd product team that has one different person involved or
different department involved. Within ALL of the teams, I have been the central figure making
sure all of the work gets completed.
My daily working environment can be the same every day and can be different every day.
Depending on the processes that are required by me when I get to work in the morning when I
turn the computer on will tell me the direction of where I need to go for work for the day. Am I
working toward Theory X employees? Am I working toward Theory Y employees? More and
more of the employees have approached me, asking me questions and requesting training
programs or specific training to be developed. Based on this continued feedback allows us to
understand the need is there within the teams for the training and for us to continue to manage
our employees. Even though I am not labeled a manager at my company, my coworkers consider
me a manager in every way and are confident in my abilities to work with motivation and
teaming.
“Knowledge is sometimes referred to as power” (p. 38, Knights & Willmott). As such,
being a leader requires the individual to have the knowledge and use it. My leadership within this
company is a collaborative venture and adventure. Even though I am only one woman who is in
one role, my role allows me the unique opportunity to change the company through example. At
the same time, even though I am only one person, I cannot change the company without my
employees completing their tasks and keeping our workflows processing. I have been with this
position in the Product Engineering Department now two years, but even before taking the
position, individuals in the process sought me out for guidance and knowledge sharing. I have
the ability to work with others and create the environment that allows all success in their jobs. By
completing these learning opportunities and leading by example, I have been able to implement
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meaningful changes within the organization to create and launch products on time and within
budget. The other employees are able to become motivated and successful in their tasks.
Even though I am not a manager at my company, I do see myself as a leader and a subject
matter expert. Not only do I work with the technology where I develop the training, I also have
to set a good example for my employees, where each person is tasked with a section of the
product life management cycle to complete their jobs every day. When that employee doesn’t
complete their work, the workflow stops. Part of being this leader requires that I keep track of
each person’s assignments. I lead by example. By completing my own tasks, my employees see
the importance of keeping the assignments completed. While completing my daily tasks, I also
develop the training and teach it. When the employees know their own jobs and exactly what
they need to complete through the training, I am learning how everyone uses the technology to
keep the workflow moving.
I am continuing to develop my knowledge abilities by understanding what EACH person
does in the workflow. This accomplishes a number of tasks. Sadly, not everyone completes their
jobs in a timely manner. First, this learning allows me to know what each person’s tasks are and
can politely remind people to keep their work completed. Secondly, this allows me to assist when
new employees come into the company by teaching them and getting them up to speed quickly
for the process to flow smoothly. Through this entire process, I am using the lens of Knowledge.
Within the company, I have used by roll through knowledge and power. “A role, however,
consists of a set of expectations and obligations” (p. 27, Knights & Willmott). Due to these
expectations, I am required to continue to learn everyone else’s roles so that in knowing
everyone’s jobs, I am able to keep the workflow processing efficiently.

ALD 689 FINAL PAPER

27

Theory Y as it is explained in the text is where my leadership rests. In the past, the
employees have often told me that their tasks were not very detailed based on the training of the
technology systems have been given. Agreeing with them, the individual who last held my
position did not have true knowledge sharing capabilities. Being a trainer, I also have to present
the knowledge in such a way that my employees understand how to learn from my example.
Management has believed that the employees should learn from each other instead of a trainer.
When I started teaching the technology that allowed management to see the importance of the
training, they asked for more. The management sees the rewards for allowing me the ability to
develop the training and teach it globally. Our product are being developed quicker and launched
on time, allowing the company to profit from the on-time launches.
“Management by objectives (MBO) is a widely used technique in which common goals
and targets are mutually agreed between superior and subordinate, and then subsequently
reviewed to assess performance and identify changes” (p. 273, Knights & Willmott). When the
managers work with their subordinates, they set goals for those subordinates. When those tasks
relate to education of the technology, the tasks falls on my shoulders as the trainer to enable the
employee success in understanding their role within the organization. New employees are all
required to meet with me and train basics for the technology systems. As they advance into
working in the workflow, they meet with me again in a classroom setting to train on the
advanced topics so that their performance is success with the company. This is required for all
employees globally.
Ridge Tool Company, where I work, would be considered a multinational company. We
are currently working at becoming a truly global company, with manufacturing locations
globally, and marketing departments globally. My job as trainer requires me to understand
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employees and human nature based on everyone’s culture. The company’s headquarters is
located in the United States. Being an English-based company, all locations must work under the
western scope, thus a female as a trainer and leader being one of the issues. In other areas of the
world, the culture does not allow for women to have such positions that I hold. The process was
started two years ago when I obtained this position where males in other locations see me as a
leader and will listen to my training and guidance. I treat everyone equally. I believe we are all
working for the company and should follow the same processes. I am still learning what
motivates others in the other areas of the globe. Even in the United States, I am learning what
motivates my co-workers. They do not see me as a threat that others in other locations might
perceive me as. Bottom line, in some of the locations, they just do not want to take orders from a
woman. Their culture or religion doesn’t allow it. To continue to work for a multinational
company, they must set aside their beliefs to allow it.
Overall, my personal philosophy as a leader is to lead by example. For all employees in
the company, by grasping the technology, I am able to help everyone be more confident with the
technology. Technology is moving at lightning speed, even in a manufacturing company. Each
employee must grasp the technology bull by the horns and embrace it whether they are ready for
the changes or not. Change is a tough topic to embrace. Manufacturing has been completed the
same way for so long in this company. When the technology upgraded last, individuals waited
almost a year to access the technology. After embracing the technology, and asking for help and
training, the employees realized how easy the new technology has become. They were not happy
with the older versions of the software, and decided the newer software was just as bad. After
training and knowledge sharing, they realize the process has improved. My leadership abilities
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and ease in training and knowledge sharing has allowed our product life management processes
to improve and increase productivity.
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ALD 663

In the planning of this program, different theories of planning were reviewed. “Planning
models can be viewed in three broad categories: classical, naturalistic, and critical (Cervero 7
Wilson, 1994)” (Aalsburg Wiessner). By developing a program dealing with organized retail
crime, the decision to use the critical model was one of the two theories used. The planning is
looking to create change and social justice by teaching the employees the issues around
organized retail crime and how to create the change by making the employees aware of the issues
and how to deal with them.
The planning team will include various managers at differing levels that will allow the
team to plan the program accordingly. “It is empowering to have experience and voice affirmed”
(Aalsburg Wiessner). Without the different management individuals at the planning table, there’s
no way to know exactly what issues occur at the retail store level. The employees are becoming
the teachers in this process. Some of the principles that will be used in this theory include:
“conscientization, critical reflection, co-creation of knowledge, problem-posing, reciprocal roles
of teacher-learners and learner-teachers, centrality of participants’ experiences, engaging in
dialogue, values participants’ voices, using cooperative teams and collaborative learning
methods, praxis, and empowerment for action” (Aalsburg Wiessner). The planning team
definitely wants full cooperation from everyone and wants the dialogue open and flowing so
allowing for the participants to have voices is important. The team needs to be cognizant of all
participants to allow them the opportunity to transform their world in retail as it pertains to retail
crime and how to fix the injustice.
Along with the critical theory, the planning team opted to use the naturalistic model to
describe exactly what the issue the retail organization experiences when retail crime occurs. By
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reflecting on the past experiences of the retail crime, the experiences will help the planning team
change the future of the retail company in the planning of the program. Naturalistic models
attempt to describe what actually happens and tend to believe that reality is a changing dynamic
that can only be understood through reflection of past experience(s) (Murk).
Using the naturalistic model allows the planning team to have a logical flow in the design
of the program planning. The steps include:
1. “inputs of a learning needs assessment,
2. Process directed to those needs,
3. Outcome(s) that represents the learned behavior(s),
4. And feedback in the form of an evaluation that proves the information necessary
to repeat the programming cycle” (Murk).
By keeping the planning logical, even with all of the political and power struggles, allows the
program planning team to stay on track to complete the planning process. The only way to have
an effective program planning activity, due to the nature of the issue is to use both the critical and
naturalistic models. “Cervero and Wilson (1994) suggest that program planning is a participatory
process” (Murk). Without acceptance and participation at all levels, no matter how volatile the
politics appears, in light of organized retail crime, all parties must work together to complete this
process.
One of the most distressing trends in organized crime activity of retail establishments is
the propensity for thieves to resort to violence to avoid being apprehended, putting store
personnel, law enforcement, and customers at risk. According to the survey, retailers say on
average two in 10 (18.3%) apprehensions lead to some level of violence, up from 15.2 percent
last year and 13.0 percent in 2011 (National Retail Federation, 2013).
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Also found in the survey, nearly six in 10 (58.4%) believe top management at their
organization understands the severity of Organized Retail Crime (ORC), up from 54.4 percent
last year. After reviewing the numbers in loss reported over the past six months involving ORC
groups Loss Prevention Manager contacted her Regional Manager to discuss the severity of ORC
in their region. They partnered with the company’s Training Manager to develop a training
program to educate the District Managers in the region of the six principles to loss prevention
involving ORC; Awareness, Compliance, Detection, Investigation, Resolution, and Prevention.
The District Manager was invited to help with the planning of the program.
The planning table contains many individuals, each representing various interests. Karen
Hoffman will represent the District Managers who are looking towards learning more about
ORC, and how to prevent it so they can take this information back to their stores and educate
their store line employees. Sarah Small will take the role of the Regional Manager. The Regional
manager’s interest is in educating the District Managers in the region about ORC and how to
prevent it in hopes that this training will promote awareness around ORC and decrease the
number of losses throughout the region. Hugh Rider will take the role of Loss Prevention
Manager. The interests of the Loss Prevention Manager are similar to that of the Regional
Manager along with the desire to not only decrease the region’s losses but also contribute to the
company’s overall decrease in losses. Cathryn Hennes will take the role of the company’s
Training Manager. The Training Manager’s interests are to ensure the training program follows
the company’s guidelines and includes effective methods in order to achieve desired results.
The person who has the most power at this planning table is the Loss Prevention
Manager. Although the program was built on a partnership between the Loss Prevention
Manager and the Regional Manager, the Loss Prevention Manager holds authority here because
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the topic of this program falls directly in her department. Next in line of power would be the
Regional Manager followed by the Training Manager who was brought on to help design and
facilitate the training program. And last in power would be the District Manager who was
brought on to give the other’s ideas of what is directly happening in the stores.
While we are working at the planning table, there are many tasks for the Training
Manager to complete in helping to make the program a success. As the Training Manager, it
helps greatly that the trainer understands completely the subject matter that needs knowledge
transfer activities completed. Being that the Training Manager is an employee of the company,
she understands the needs of the company, but needs the interested parties involved in the
planning table. Not only will the Training Manger be able to facilitate the meetings with all
interested parties, she will learn about the topic of Organized Retail Crime.
Everyone involved with the planning of this program comes to the table with vested
interests in the outcome of the program. Because of the number of management involved in the
planning table discussions, the Training Manager may also need to be required to help keep
tempers at an even keel. Knowing that each person also can bring a hidden agenda is something
that the trainer will have to be aware of. Keeping the planning table on focus will also be a key
responsibility. There are many steps the Training Manager can help facilitate in the building of
the support. Knowing that the CEO is onboard with the issue at hand is very important. The
program ultimately cannot be a success without all of the parties agreeing to the planning.
As Caffarella states, the planners can “invite selected learners to assist in planning the
program” (Caffarella, 2002). As a member of the planning table, we have invited a District
Manager to assist in the planning of the program. This person will see the planning first-hand
and will enable the planning team to better understand the dynamics in the individual stores and
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will enable them to create a program that will effectively teach the District Managers, allowing
them to teach their sales associates. By including a District Manager representative, you allow
your team the ability for that person to be in contact with other District Managers across the
region, explaining the planning and how this will help all of the stores succeed in thwarting
Organized Retail Crime.
As with any meetings, there will be power shifts. The Loss Prevention Manager will
believe they are in control of the situation. They have traveled to the individual stores, reviewing
audit records and store surveillance. When they do this, they see the inner workings of the stores,
reviewing the dynamics between sales associates and sales associates and the customers. They
will understand who is completing the crimes. The Regional Managers become vulnerable in this
auditing process. The end result of the program will enable them to become more confident in
their employees and their processes.
During the program planning process, the Training Manager will enable all parties the
ability to “ensure that program ideas, especially ones that are potentially controversial, are
considered by staff” (Caffarella, 2002). There could be definite power struggles at the planning
table. By allowing all ideas their time, the trainer learns about the issues at hand and helps to
bring the program together so that objectives and other necessary items for the program become
crystal clear.
Educational objectives are critically important in most planning models because they
serve as the programmatic pivot between needs-assessment and instructional design (Cervero
&Wilson, 2006). After receiving the message from CEO, everyone at the planning table knows
that there is one ultimate goal here; decreasing the company’s losses. Each person at the table
had a different topic that they held as priority, but had no problem giving each topic a place in

ALD 689 FINAL PAPER

36

the program. The Loss Prevention Manager felt that the ORC information should have priority
because she has seen an increase in the amount of losses involving this type of group. The
Regional Manager felt that internal theft should be a priority because of noticing recently within
the regional some internal theft issues. The Training Manager, after hearing recent reports on
compliance feels that this topic should take priority. And the District Manager, who was invited
to give her input, felt that prevention was a priority because it was the information she wanted to
take back to her team.
Only one issue arose during the planning and that was brought up by the District
Manager. After discussing the steps involved in prevention, the issue of payroll was mentioned.
The District Manager felt that the reason policy and procedures get overlooked and detection was
low was because most stores do not receive enough cash flow to keep up with these things.
Another payroll issue she mentioned was involving ORC groups. These groups enter stores in
groups of 3 or more. Most stores in her district run on minimum coverage because they are low
volume, meaning at times a store may only have one employee working. This makes it very
difficult to prevent any form of ORC theft. Because the District Manager ranks last in power at
this table the issues she raised were quickly dismissed by the Regional Manager who stated that
there was no extra payroll to be allocated at this time. Knowing there was little say in the matter,
the District Manager stayed quiet, and the group moved on to finalizing the program.
“Planning empowers stakeholders to discover alternative realities through a give-and-take
process of negotiated interests” (Murk). As I plan programs, like this one, understanding all of
the political power struggles that occur is important. Using both theories as our approach allows
us to critically understand the issues and to logically process a planning table activity is
important. Both theories can work hand-in-hand while the Training Manager not only helps to
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develop the program, but also works as the facilitator. No matter what program planning that
occurs, whether this theoretical program planning activity or in my current employment, having
the right attitude toward the goal of the planning is important.
With all programs like this one, the importance of having participation from all parties at
the planning table is important for the program to be a success. Even with the power struggles
noted in this example, being the Training Manager, I have the ability to bring all parties together
as a facilitator and make everyone understand the importance of the planning activity. Without
participation from everyone, especially at the District Manager level, the program will not be a
success and organized retail crime will continue. A logical framework for planning is always a
great way to plan programs. Knowing that the power struggles can affect the planning process,
along with other issues of time and availability affect the process, I have a pivotal role in the
Training Manager. Not only will I be the person to develop the actual training program after the
planning table process, but I will also be able to ensure planning table occurs. Even though this
theoretical program planning was in practice, this is a real issue occurring within the retail
industry. Programs like this would be effective no matter what retail establishment decided to run
a program planning activity such as this.
In my current employment, due to the nature of my role within the company, formalized
program planning activities such as this do not occur regularly. The bulk of the program planning
is informal, with discussions occurring where I, being the Training Manager have meetings
between all of the vested parties individually, but no actual full meeting. Coming into this
position, I brought the knowledge of what programs needed to be planned. With the changes in
the organization becoming more global in nature, meaning, everyone works together and in the
same manner, the programs have to be planned with that in mind. This means not only is there
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local political issues to resolve, there’s also global politics and culture involved. Leadership and
management also have political connotations in the program planning process.
Where I work, there is a clear distinction between who is a leader and who is a manager.
Even though I am not a manager, I am considered a leader for the work that I do. By being the
adult learning leader (Training Manger), I have the role of taking the technology we use and
define the training that is needed for all of the different departments. At the same time, managers
often consult with me on process and planning. Instead of determining how a process should
change, since I am the subject matter expert, the managers often look to me to determine new
processes and procedures, setting the precedent HOW something should be documented, then
train everyone on this change. I have never had a clear management position, but believe as
being a leader enables me to become a better manager than some of those in management at my
company. Because I have knowledge, I have power but don’t use it toward evil (so to speak). My
manager doesn’t have enough knowledge in the technology we use, even though he has been
there 20+ years and knows I could out manage him. With this being said, I would rather work
with him to get the job done. The planning process allows me, as the Training Manger, to set
aside my political differences to work with my manager and other executives to get the job done.
We are all in the company to make the company successful. Political differences need to step
back at the door to the planning process.
There have been so many changes in the dynamic of companies since the economic
downturn at the beginning of this century. The “old boys network” just doesn’t work anymore.
There are still fewer companies with females and minorities in management or executive roles.
Because of this, adult learning has to make strides to change like is occurring with me in my
company. There are managers and there are leaders in my company. With managers, they tend to
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focus on “…programming, financing, staffing, and marketing” (p. 178, Kasworm, 2010).
Leaders, in turn, are focused on “…communication skills, human relation skills, well-developed
thinking skills, perceptions skills, and a sense of time” (p. 179, Kasworm, 2010). Managers run
the business, while leaders develop the employees to run the business. Those who hold the
knowledge wield the power. As in my instance, I believe I hold the power so I am considered a
leader, whereas my supervisor who is in the management position does not have the knowledge
that I do and cannot wield the power as I do, but wields the management powers. Knowing the
difference allows me to be an effective program planner and leader and Training Manager, using
all of these skills to make the company better.
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Using Music to
Motivate Movement
Use Music to Help You
Become Active and Healthy
AND…Have Fun at It
Cathryn Hennes
ETE565
Fall, 2013

What do you think of when you hear this…

Play me!
3/9/2017
Cathryn Hennes
Slide: 2
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What did you want to do when you heard it?
Dance?
Jump around

Get ACTIVE
3/9/2017
Cathryn Hennes
Slide: 3

Why You Are Here…
• Information on the Host
• The Boring Stuff
• How do we fix the problem?
• Why is it important to choose the right foods?
• Examples of weight loss stories
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Information on the Host…Cathy Hennes
October, 2012 – 365.8 pounds

October, 2013 – 250 pounds

Lost
over
116 lbs
in a
year’s
time!
3/9/2017
Cathryn Hennes
Slide: 5

Since I have lost the weight so far, I have…
• Been taken off high blood pressure medication
• The possibility of diabetes is next to nothing
• Better sleep; More energy; More activity
• Been comfortable wearing my clothes and shopping for clothes
• Not been as self‐conscious being in public
• Motivated others to become happier and healthier
• Become HEALTHIER!!!!!
• AM HAPPIER!!!!!!!!
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The Boring Stuff…
• 33% of Boys & 30% of Girls Aged 2‐19 are OVERWEIGHT or
OBESE
• Costs related to adolescent overweight and obesity is $254
Billion ($208B in lost productivity and $46B in direct
medical costs)
• By 2030, Costs could EXCEED $861‐$957B
16‐18% of US Health Expenses
3/9/2017
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How do we fix the problem?
• Activity
• Music
• Digital Pedometers
• Competition
• Food Choices
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Activity
• Any activities that get kids up and motivated to move
• Walking, jogging, dancing, games like basketball or bowling
• Go line dancing
• Walk at the local malls where most malls’ foot prints will
give you a mile in one lap around that mall
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Activity (cont’d)
Elyria, Ohio has Midway Mall. The foot print of this mall is
2296 steps when walking the entire mall for one loop. The
average adult walking this path means they are walking
approximately one mile. Here is a map:

Play me!
3/9/2017
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Music
• Music is food for the soul
• Music makes you want to dance
• Music makes you want to move
• Examples like this help you to become more active:
She Blinded Me With Science

U Can’t Touch This!
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Digital Pedometers
Reebok

BluFire

Jawbone
Sportline
FitBit

Omron

A pedometer allows you to track steps, miles, calories, and
even sleeping patterns. A digital pedometer allows you to
link the numbers to your smart phone and/or computer.
3/9/2017
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Digital Pedometers (cont’d)
• I use the FitBit Flex
• The pedometer allows me to track my steps EVERY DAY for
ALL MY STEPS.
• Highest Step Day: 31,570 Steps = 14.29 miles = 4,422
calories burned
• Allows me to compete against friends
• Weekly Step Average: 108,572 Steps
3/9/2017
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Slide: 13

Digital Pedometers (cont’d)
• Here is an example of my numbers:

• Compete against each other, cheer and comment, daily step
records.
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Competition
• Start a competition
• See who can walk the most amount of steps in a day
• See who can dance the longest in a day
• Adults like to compete…Kids see how adults like to compete
and follow suit
• Make the competition something they will enjoy and
continue
• Choose suitable rewards besides the obvious of becoming
healthier
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Food Choices (10 Steps)
1.
2.
3.
4.

Read the label!
Choose foods with good fats.
Look at protein content.
Prefer complex carbohydrates to simple, and prefer
whole grains to refined.
5. Look at fiber content.
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Food Choices (cont’d)
6.
7.
8.
9.
10.

Look for added sugars.
Check for sodium content.
Look for foods high in potassium.
Be sure to meet your vitamin and mineral needs.
Limit cholesterol from dietary sources.
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Why it is important to choose the right foods
• Food helps keep you moving throughout the day
• Food helps keep your brain active for school or work
• Food helps keep your body balanced
• Food keeps you nourished and healthy
• More fruit and vegetables
• Enjoy the foods you choose!!!
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Examples of other weight loss stories

Angie Atkinson
Robin Nixon
LosingJess
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Questions and Final Thoughts
• Any questions?
• Anyone can become active.
• Being active can be FUN!
• Being active can be competitive!
• Being active is Healthy!
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The individuals who will typically use this Workflow are the Product Engineers and the
Marketing Professionals.
A Change Notice is used when creating new catalog numbers, new part numbers, and/or
new engineering drawings.
In a Change Notice workflow, the main group of individuals who complete the work in the
implementation stage will only sign-off on your engineering change once. In a Change
Revision, those same individuals who complete the work in the implementation stage will
sign-off on your engineering change twice. We will discuss this later in the Change Revision
workflow.
Only the Product Engineering Department has the access level to also use this workflow
when they are revising existing catalog numbers, part numbers, and/or engineering
drawings so that the sign-off team only needs to see the EC once.
What is an EC? EC is an acronym for Engineering Change. The manufacturing process to
create, revise, and/or obsolete a product and/or its parts.
There is NO set timeframe for any EC to complete. They can complete as quickly as a week
to over a year, depending on the product.

1

1.

What happens in this step?
At this point, the requestor has written the change request and kicked it off. The
software is starting processes within the entire process and giving Items status.
Teamcenter sends an email notification to the Product Engineering Group Leader
who completes the next step.

2.

What software is used in this step?
Teamcenter

3.

Who is completing the work in this step?
The requestor/the writer of the EC.

2

1.

What happens in this step?
Teamcenter sends an email notification to the Product Engineering Group Leader
(PEGL) who delegates the EC to one of his engineers who completes the work
required by the notice. If work has already been completed by the Marketing
Department or the Technical Service Department, the engineer confirms all steps
have been completed for the engineering change notice. When the engineering
work is complete, the engineer approves his/her work is completed, and
Teamcenter sends a notification back to the PEGL to approve the work.

2.

What software is used in this step?
Teamcenter and possibly Solid Edge

3.

Who is completing the work in this step?
PEGL and engineer

3

1.

What happens in this step?
The PEGL reviews the changes that were documented by the engineer and
approves the EC or asks the engineer to fix an errors they see. Once approved,
Teamcenter notifies the Compliance Manager who is next to approve the EC.

2.

What software is used in this step?
Teamcenter

3.

Who is completing the work in this step?
PEGL and possibly the engineer if there are errors

4

1.

What happens in this step?
The Compliance Manager reviews each of the items designated on the EC. These
items could be new parts, new products, documentation, etc. His review deals with
the electrical aspects of the products/parts. Due to the nature of our products
being sold globally, there are multiple country regulations regarding items like
Lithium-Ion Batteries, Chargers, or anything of an electrical nature. All of the items
need to be in compliance for import/export issues. Once approved, the EC moves
to the PLM Coordinator.

2.

What software is used in this step?
Teamcenter

3.

Who is completing the work in this step?
Compliance Manager

5

1.

What happens in this step?
The PLM Coordinator reviews the EC and processes the work requested from
Teamcenter into BPCS. This is the only point where a manual process occurs. Once
the PLM Coordinator completes the work, Teamcenter processes the EC, changing
the status to Engineering Released. At this point, a large team of approvers are
notified that the EC is ready for them to complete their work.

2.

What software is used in this step?
Teamcenter and BPCS

3.

Who is completing the work in this step?
PLM Coordinator
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1.

What happens in this step?
All of the different groups/people receive notifications that work needs to be completed
for a specific EC. Departments who may receive this notification: Customer Service, Tech
Service, Purchasing, Quality Assurance, Manufacturing Engineering (only for internally
made items), Cost Accounting, Manufacturing (only for internally made items), Production
Control, Marketing, Product Engineering. Other departments can be added depending on
the product being revised, as well as other locations. As this is a global company, you’ll find
locations such as Shanghai, China (RTS), Cluj, Romania (RTR), Mumbai, India (EDIC). Once
ALL of the work has been completed in this step, the EC will forward to the JD Edwards
specialist who reviews the items in that software.

2.

What software is used in this step?
Teamcenter and BPCS

3.

Who is completing the work in this step?
There are a multitude of individuals/departments approving and completing work.

7

1.

What happens in this step?
The Global Pricing Analyst receives the EC for review and work. For new products,
this person is looking for list pricing information from the Marketing Department
where they price the product globally (where does the Product Manager wish to
sell the product globally) and makes the product active for customers to purchase
through Distributors, Home Depot, or Ridge Tool Customer Service. Once
completed, Teamcenter notifies the PLM Coordinator the EC is ready for Final
Review and release to Production.

2.

What software is used in this step?
Teamcenter, BPCS, JD Edwards

3.

Who is completing the work in this step?
Marketing Department Product Manager and Global Pricing Analyst
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1.

What happens in this step?
The PLM Coordinator receives an email notification that the EC is ready for Final
Release. This person reprocesses the EC as noted in Step 4 in the Workflow. If ANY
item has not been completed, the EC is not approved until the work has been
completed. Once everything has been completed and is accurate, the PLM
Coordinator approves the EC. Teamcenter closes out the process and finalizes the
EC for Production.

2.

What software is used in this step?
Teamcenter, BPCS, JD Edwards

3.

Who is completing the work in this step?
PLM Coordinator
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1.

What happens in this step?
Teamcenter finalizes the EC and removes the Process markings in Teamcenter,
signifying the EC is now in Production.

2.

What software is used in this step?
Teamcenter

3.

Who is completing the work in this step?
By this point, the work has been completed company-wide and the engineering
change has been moved to the production environment. No individuals are working
on the EC.
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