Task II- D. Strategy Review
Motivational Learning Strategies from the book Motivation in Education
In the very near future I hope to be an instructional designer in a university setting. I will not directly be teaching students, but by developing the instruction students interact with I will indirectly be affecting learners. Throughout the course of my studies in Instructional Systems Technology I have learned the importance having of my own set of personal instructional values to help guide and enrich the material I develop. I believe that educators must constantly re-examine and renew their own instructional values in order to develop effective instruction. 
An instructional value that has always held importance for me is instilling motivation in education. Motivation is an integral part of learning for students, without it they can get mired in disinclination, self-doubt, and perhaps ultimately failure at the task at hand. Students’ own perceptions of their aptitude for a task, as well as their own values, can greatly affect whether they will even attempt the task. Most importantly, learners’ personal perceptions and values can have a direct affect on their achievement. In light of this, a chief objective in my position as an instructional designer will be to develop instruction that motivates and captivates learners. This is my instructional challenge. 
How does one go about designing and developing instruction that is motivating? Well, for starters they take a class like P506 at Indiana University and they read books like Motivation in Education, by Paul Pintrich. Pintrich offers numerous strategies for instilling motivation in learners. I found several strategies that are particularly fitting for my own use in designing instruction. Note that Pintrich’s book is geared toward a K-12 setting, but I recognized that many of his strategies could be applicable in higher education as well.  
Two strategies that particularly resonated with me are self-efficacy and goal setting, both of which I recognize as being closely entwined. Self-efficacy represents people’s confidence in their capability to perform a task, while setting a goal gives learners something to work towards and offers them a sense of accomplishment when they achieve the goal, thus enhancing their self-efficacy. Learners’ goals should be challenging, yet attainable through hard work.   

My aim as an instructional designer will be to create instructional activities that promote self-efficacy, facilitate goal setting, and enable students to be motivated. At the very least I do not want learners to become discouraged or bored with the instruction I develop. 

A strategy noted for promoting motivated learning is to design instructional tasks that are closely related to how learners would actually use those tasks in the real world. This is of particular relevance for adult learners. Learning through realistic tasks ties the instruction closely to students’ lives and makes it easier for them to set goals for themselves and to see how they can meet those goals. For instance, if students in a business class are learning about project management, the instructional activities they engage in should be hands-on, realistic activities that engage learners and enable them to set and meet challenging learning goals. Pintrich notes that motivated learning guides the learner toward acquiring skills and strategies, not to perform mindless tasks that are not closely connected to a larger learning goal. 
Instructional designers and teachers can help students set and meet learning goals by determining clear learning objectives up front. Teachers should make objectives known to students early on in the course so they have something to guide their learning and to work toward. Once a student sets and achieves a goal, her self-efficacy is enhanced and she can become increasingly motivated about the class and her ability for achievement in the class. 
Another useful strategy from Pintrich’s book is tailoring presentation of instruction according to individual learning differences. I think this is important across the board in K-12 as well as in higher education settings. To motivate adults, instructional designers should take into account the myriad ways that learning can occur, and they should avoid getting stuck in a rut devising instruction for only one or two modes of information presentation. Many adults are visual learners, while others are tactile learners. Many people just get bored doing the same instructional tasks over and over. For instance, in an economics class students might become listless listening to countless lectures throughout the semester, the instructor or instructional designer for the class could develop some small group activities or a project that requires student presentations of material. This would break up the course and make learning more motivating and interesting for learners.  
An additional possible use of a strategy presented in the book is to incorporate group work into instruction. I rarely encountered group work until I got to graduate school, but I think that it is a very useful and important element of learning and I definitely value group-based work. The “real” working world, beyond the classroom, frequently requires working collaboratively in teams with each member of the team contributing their experience and expertise to the project. Therefore I think that group work certainly has its place in an instructional designer’s toolbox, especially when developing instruction for young-adult learners who are preparing to enter the workplace. This being said, I still have some reservations about how much group work affects or positively enhances motivation as the authors suggest. Having worked in group projects myself, I can remember times when I disliked working as a team and felt frustrated with the whole process. Some people really do not like working as a group and I fear that for such students they would feel less motivated rather than increasingly motivated by group work. This is still a strategy that I would like to spend more time researching. 
The authors talk in detail about offering extrinsic rewards for student progress, and I see this reliance on external rewards as a limitation more than a strength, especially for adult learners in higher education. I can see how extrinsic rewards, such as candy, free-time, etc. would work well for younger students. I remember the thrill of earning little trinkets and candy when I was in grade school; even many of the elementary school teachers in our class shared how they have successfully used external rewards to motivate their students. But I maintain that once learners get to a certain age and a certain point in their education they must be driven by more intrinsic motivators. They must want to learn because they have a desire to understand the material and because they want to build on that understanding. Meeting personal learning goals leads students to believe in their capabilities to perform tasks; I maintain that only intrinsic motivators, such as a strong interest in a particular topic or class, can be counted on to guide adults toward their learning goals. External motivators like a free-day could no doubt be viewed as a positive by adult learners, but I do not feel that externals could be counted on to outright motivate adults to work harder toward their learning goals. 
On the whole I think Pintrich’s book offers some worthwhile strategies for an instructional designer to use to infuse motivation into education. It is of particular importance to work toward promoting self-efficacy in order to facilitate student goal setting and to stimulate student motivation. 
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