
Cultural change is an important aspect of business in today’s ever-evolving world. 

Business owners and managers are continually looking for ways in which to 

improve their operations and productivity. This may mean reviewing processes 

and procedures in order to streamline the way things are done and to reduce cost 

and waste. It may also mean reviewing how staff approach and carry out their 

work in order to improve efficiency through training.

Learning to be effective in the workplace, however, is about more than merely 

participating in training. It is about learning through gathering experience, sharing 

knowledge between colleagues, networking with like-minded individuals or 

groups and a process of undertaking self-improvement. While learning may indeed 

involve participating in a formal training program, the emphasis nevertheless 

remains on the learners who then take their new knowledge and skills and apply 

them in the workplace for the benefit of their organisation.

The learning process can and should be viewed as an opportunity for a 

successful business to introduce cultural change—a way to support organisational 

values through the establishment of competency frameworks that will have an 

enormous impact on the organisation’s productivity and successful operation.

In our textbook Vocational Training and Assessment, A Complete Course for 

TAE 10 Certificate IV in Training and Assessment we looked at how to interpret 

the packaging rules of formal training packages and accredited courses to meet 

client needs. We also touched briefly on learning and assessment strategies.

The learning strategy forms a vital part of a learning program—it is, in essence, 

the blueprint that dictates your whole approach to the delivery and assessment 

of training in a range of environments. What competencies will be delivered, 
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how learning outcomes will be measured, and what instructional resources will 

be used in the program are only some of the components of a sound learning 

strategy.

resources must be developed with the target client group in mind, ensuring 

that they address all requirements and are directed at the right level. Finally, 

the program you develop must be confirmed and evaluated by the relevant 

stakeholders to ensure that it meets the exact needs of the client and fulfils 

their expected outcomes.

A great deal of thought, research and care must be put in to the development 

of the strategy and in Part 1 of this textbook we will provide you with the tools 

you need to accomplish this successfully.
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determine the parameters of the learning strategy

A learning strategy is only as good as the facts upon which it is based. Too little information 
and the program may not achieve the desired outcomes; too much information may result 
in confusion as to what is really required.

The parameters of a learning strategy provide definable, measurable values against which a project 
is set, so it is imperative that these parameters are clearly and accurately defined and recorded.

learning outComes
1.1 Clarify the purpose of the learning strategy, likely target groups and their learning needs
1.2 research qualification or other benchmark options for meeting the likely target group’s 

needs and select an appropriate option
1.3 Consult with relevant people to confirm the parameters of the learning strategy

elements in this chapter
1. Determine the parameters of the learning strategy 
2. Develop the framework for the learning strategy
3. Devise the content and structure of the learning strategy
4. review the learning strategy
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Clarifying what is needed in a learning strategy
Johnson and Scholes (2008) define the term ‘strategy’ as follows:

Strategy is the direction and scope of any organisation over the long term; which achieves 
advantage for the organisation through its configuration of resources within a challenging 
environment to meet the needs of the market and to fulfil stakeholder expectations.

In terms of a learning program, then, a strategy lays the foundation for the development 
of the workforce and its ability to efficiently achieve greater productivity through a better 
understanding and knowledge of its operating environment and with minimum disruption 
to workplace operations and resources.

Decide on goals or purpose

Identify the audience

Identify what is to be delivered

Identify stakeholders

Identify resources

Figure 1.1 strategy development process

Goal or purpose
Why is the learning program being developed? Is it to address deficiencies in staff behaviour 
or performance, or to multi-skill or up-skill staff? It may be to introduce new policies or 
procedures, to provide an in-depth opportunity in career planning and succession, or to 
take advantage of government funding under the traineeship/apprenticeship scheme. Or 
the purpose of the program might be simply to provide detailed training on new products 
or services.

The purpose of the learning program will determine the content and range of information 
to be provided.

Trainer‘s tip
The purpose 
of the learning 
program will 
determine 
the content 
and range of 
information to 
be provided.
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target client group
Who is the learning program aimed at? It may be aimed at a group of existing workers 
who need refresher training in their roles. The program might be aimed at supervisors or 
managers who wish to formalise or enhance their management skills, or at people who 
wish to change careers or give themselves better employment prospects. They could be 
experienced people with solid work histories, school leavers with little work experience, 
people wishing to get back into the workforce after many years away from it, such 
as mothers whose children have grown up, or people who wish to add to their current 
skill levels.

The target audience will determine the level of information delivered as part of the 
learning program. If the purpose of the learning program is to provide leadership skills and 
the target audience is made up of supervisors with many years of business experience, the 
knowledge expected of them and to be provided to them would be complex and at a much 
higher level than that provided to a group of learners who have just left school, or who have 
been out of the workforce for a substantial number of years. The strategy document that 
you produce must address these aspects of a learning program in detail so that outcomes 
can be accurately determined.

identifying what is to be delivered
Understanding the purpose of the learning program and its target client group allows you 
to properly research the best options to fulfil the specific needs identified. In looking at 
options for the strategy you would also need to consider the standards and benchmarks 
that need to be imparted to the learners. These are an extremely important aspect of any 
learning program as they represent quality standards. In workplace terms they are the 
standards that the organisation has set to ensure a consistently high quality of service or 
product is provided to customers at all times. In vocational education terms these standards 
represent the quality of education provided to learners.

A learning strategy must take all of these issues into consideration and provide the best 
option available for both the organisation’s and the learner’s needs. Questions that need to 
be asked include (but are not limited to):

1. What are the organisation’s policies and procedures and how will they be addressed in the 

learning program?

•	 Are there any legal obligations that staff must be made aware of?

•	 What compliance issues is the organisation subject to?

•	 What are the consequences of any breaches of legal or compliance issues?

2. Are there any legislative requirements that must be considered in the development of the 

program? For example, is it necessary to include training on liquor or tobacco laws or on the 

responsible service of alcohol?
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•	 Are workers in specific industries required to update their formal qualifications in order to 

secure their continued employment?

3. What kind of learning program is needed to ensure the desired outcomes are met?

•	 Will the training be informal on-the-job training to provide updated or new skills to 

staff?

•	 Will the staff need to undertake a more formal qualification course or only a condensed 

skill set aimed at their specific job role?

•	 Will the learning take place face to face in a classroom, by distance or wholly on the 

job?

4. Will there be any government funding involved, as in the case of an apprenticeship or 

traineeship? If so, what contractual issues need to be considered?

5. What resources will be required?

•	 Will it be necessary to access actual workplace conditions in order to facilitate the learning 

and assessment of the program? If so, what conditions or restrictions may be imposed 

by the workplace?

•	 Will the learners require text materials such as books or handouts?

6. What staffing arrangements need to be made?

•	 What qualifications will trainers be required to hold? Will specialist support be 

required?

•	 Will it be necessary to appoint workplace mentors or coaches?

7. What is the timeframe for the learning program and how long is each session to last?

8. What venues will be used and do they have the required access and equipment?

All of these issues will have an impact on the learning strategy and the learning program 
that it encompasses.

identify stakeholders
A significant change is taking place in the way employers think about training. The focus is 
moving away from simply delivering training, with no real thought about how this training 
can be integrated into the workplace as a whole, to looking at the impact training has on 
workplace performance, productivity and staff turnover. The design of a learning strategy 
is therefore a collaborative effort between the trainer/assessor, the employer and the learners 
themselves, ensuring that the program that is eventually decided upon meets the needs of 
the learner and delivers outcomes for the employer in terms of improved productivity and 
efficiency in the workplace.

Stakeholders who may be involved in the design and development phase of the program 
include supervisors or managers who have input on benchmarks and standards to be met. 
They can also provide information on any workplace constraints or restrictions and offer 
suggestions on how the learning program could be developed around them. These are 
generally also the stakeholders who authorise or approve the final program.
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Other stakeholders include the learners themselves. In order to determine the learner’s 
current skill levels against those required by their employer—or by the unit of competency 
benchmarks––a direct conversation is essential. If training is to take place on the job, one 
on one, then it is also important to understand the learner’s communication style and 
whether there are any other issues such as language, literacy or numeracy difficulties they 
may face.

It is also important to confer with those who will be involved in the training delivery 
itself to ensure that all aspects of the learning program have been considered from the 
delivery point of view. This may include liaison with government organisations who 
may be providing funding or advice on any aspect of the learning program, or with 
specialists who may be required to deliver parts of the program where particular expertise 
is required.

task 1.1

You have been asked to design a learning strategy for your organisation in the development 

of a short, specific skill set (of your own choosing). Discuss:

1. How will you determine and define the purpose of the strategy?

2. Who will your target group of learners be?

3. What outcomes will you set for the success of the strategy?

4. Which stakeholders will be involved in the development of the strategy and what roles 

will they play?

identify resources
When developing a learning strategy it is also necessary to think about the resources learners 
must have access to in order to complete their learning program effectively. These must be 
clearly outlined in the strategy document so that all stakeholders involved in the program 
know what is expected of them and what they will have to work with. Resources will be 
covered later in this chapter; briefly however, they may involve (among others) the learning 
venue or environment, the human resources required to deliver and assess the program and 
the physical equipment that learners may need to demonstrate competence.

Youtube video
ASTD—American Society for Training & Development

www.youtube.com/watch?v=4vHw_r_kZbg

Provides an excellent insight into the importance of a training professional’s role in the 
development of learning programs.



Part 1 ADvAnCED LEArnIng DESIgn8

ElEmEnt 2

develop the framework for the learning strategy

With the requirements of a learning program discussed and confirmed and the parameters 
for the learning strategy in place, the framework can be constructed. To a certain degree 
you will be going over all the information gathered during the stakeholder meetings and 
research again. You will, however, be setting the foundations for the learning program from 
which all aspects of the delivery will hang.

learning outComes
2.1  Develop a learning strategy design that reflects the requirements of the selected 

qualification or other benchmark
2.2  Analyse industry or organisation documentation to determine additional and supporting 

requirements
2.3  research and analyse options for design, based on likely target groups, their learning needs 

and contexts for delivery
2.4  Use appropriate learning theories and instructional design principles to support the 

learning strategy design
2.5 Identify and document broad content headings
2.6 Consult to modify and confirm the framework
2.7  Develop the review process for the learning strategy

developing the learning strategy framework
The learning strategy, as indicated, is arguably the most important document in the 
learning program development process. It needs to explain all aspects of the program (or 
programs) from content to final evaluation. It should address the requirements of any 
formal qualification, training package, accredited course or units of competency, as well 
as any policies, procedures or standards set by the organisation or industry council, giving 
an outline of the content to be delivered to the learners. It must also give an outline of the 
resources that will be required, the duration of the program, the venue to be used and what 
staffing will be needed to complete the program.

Having agreed upon the learning requirements of the organisation or individuals, 
these requirements must be framed to answer all of these questions. Remember, the 
purpose of this strategy is to provide guidance on how to improve learner employability 
and show how new skills and knowledge can improve the organisation’s productivity—
so a documented strategy needs to be framed accurately, taking all things into 
consideration.
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To make sure that the content of the learning strategy is acceptable to all stakeholders, 
complies with all criteria and delivers the expected outcomes, it is necessary to analyse a 
range of different workplace documents which may include:

•	 workplace policies and procedures, which give guidance on the way an organisation functions 

and its methods for completing tasks

•	 internal competency specifications, which provide the benchmarks, or standards, to which 

tasks must be fulfilled in order to maintain quality

•	 existing training or learner support materials, which provide guidance on past learning 

sessions; how they were delivered, study materials, outcomes achieved, course and 

curriculum information

•	 industry codes of practice including guidance notes and other industry information on hazard 

and risk control

•	 internal business and risk management strategies, which provide information on the 

organisation’s goals and objectives as well as risk management information specific to that 

organisation

•	 job descriptions, which provide an excellent insight into the roles individuals play within 

an organisation, how each role contributes to the whole and exactly what tasks they are 

responsible for

•	 regulatory requirements related to the job, including licensing. These are extremely important 

as they relate to areas where role incumbents must comply with strict regulations and legal 

obligations

•	 outcomes of organisational training needs analyses that show where gaps exist in employees’ 

actual performance against the required standards and where a learning program must, 

therefore, be introduced

•	 relevant training package support materials.

With all of the above information thoroughly researched you can look at training 
packages, qualifications and units of competency that will deliver the required outcomes. 
These may then be contextualised in line with the contextualisation rules of the relevant 
training package.

task 1.2

Using the work you did in Task 1.1, consider the documents you will need to analyse in 

order to ensure that your learning program satisfies all stakeholder needs. Examine the 

benchmarks and standards outlined in these documents and discuss if they are being met 

by workers. Discuss how a learning strategy might assist in assuring compliance with 

workplace standards.
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researching options for design
When designing the framework of the learning strategy or program there are a number of 
other issues that need to be considered. These may include looking at options for the best 
method of delivering the learning program itself. For example, will you deliver each unit 
of competency individually or will you cluster them to form holistic skill sets? Will the 
program build in complexity as it progresses, or will you deliver units according to some 
other criteria? It also pays to have at least a basic understanding of learning theories and the 
principles of design. We will look at some of these options and theories in more detail now.

addressing each unit of competency separately
In some cases the best option for learning is to deliver and assess each unit of competency 
within a qualification individually. This is often the case where a qualification is made 
up of many different types of units to give a ‘well rounded’ outcome, such as a Diploma 
of Management, which requires eight units of competency. To provide a broad range of 
knowledge the stakeholders may choose eight very different units dealing with:

1. customer service

2. finance

3. human resources

4. WHS

5. sustainability

6. project management

7. marketing

8. team leadership.

These units have very little in common with each other and cannot, therefore, be easily 
combined to form a ‘clustered program’ or skill set.

Clustering units into meaningful combinations
Clustering units creates an integrated learning framework for a skill set or qualification. 
Clustering means combining units of a similar nature into one holistic learning experience. 
As discussed above, the Diploma of Management requires eight units of competency. 
These units can be chosen to provide a well-rounded set of skills, or they could be chosen 
to provide a more specialised outcome. For example; stakeholders may choose units 
dealing with:

1. customer service

2. marketing activities

3. selling products and services
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4. project management

5. risk management

6. WHS management

7. continuous improvement

8. finance

The first three units are similar in nature and could be clustered together to form a 
holistic approach to successfully selling to customers. These three units could then also 
be assessed holistically rather than individually, giving a better insight into the learner’s 
competence and making the skills and knowledge more meaningful and realistic.

The next four units could also be clustered as they deal with the safety and wellbeing 
of the organisation. The continual improvement of risk and WHS management in an 
organisation forms the basis for project management. These, then, could also be assessed 
holistically by way of major project work. Finally, the finance unit could be delivered 
separately but might be assessed together with the major project work, in setting and 
maintaining the budget for the project.

Building from less complex to more complex
Some tasks or concepts are too large or complex to deliver in a single session or 
during a single meeting. They need to be broken down into manageable ‘chunks’ of 
information, and once tasks, skills, knowledge, learning objectives and outcomes have 
been broken down into their individual components, they can be delivered in step-by-
step fashion, building on the learner’s capabilities with each step, from less complex to 
more complex.

This may be a matter of learning how to undertake certain basic workplace functions, 
before moving on to taking more initiative or responsibility. For example, a learner may 
begin by (a) learning how to participate in entry WHS process in the workplace. They 
may then take on more responsibility and learn (b) how to monitor and report on WHS 
issues in the workplace. Finally, they may then learn (c) how to develop WHS policies and 
strategies for their workplace. They must be fully competent in (a) before they can take on 
more responsibility and learn about (b) and finally (c). A learning strategy will consider 
how a candidate’s knowledge can be built upon, over time, until the desired outcome is 
reached.

Designing around work structures, organisation and activities
Training qualification packaging rules and units of competency are written in a relatively 
generic manner. They can, of course, be contextualised for a given workplace and this 
may include developing learning and activities around specific workplace environments 
and tasks.
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ExamPlE: Ocean World is a theme park with animal exhibits, rides and many other 

attractions—including water-based ones. During the peak tourism season it welcomes in 

excess of 10 000 visitors per day into its park. One of its major concerns will therefore be 

centred on those guests, offering excellent service and ensuring safety and security. Ocean 

World’s managers will need to constantly consider crowd control. Imagine what would 

happen in the event of a fire or other emergency, if 10 000+ people needed to be evacuated 

quickly and safely. They also need to be mindful of water safety and the fact that they have 

wild animals on the premises. rides are another high-risk factor: people may be injured if 

equipment is faulty or is used incorrectly.

With all of this in mind, they would ensure that units such as WHS, risk Management 

and Continuous Improvement take the park’s distinctive features into account. These 

units would be delivered using actual work equipment and situations, and around the 

organisation’s own policies and procedures, while at the same time ensuring that the unit 

of competency’s requirements are still met.

Project-based learning models
Project-based learning models are ideal methods of providing learners with real workplace 
scenarios and problems to solve. Such projects allow the learners to use given facts to 
create solutions. Project-based learning also teaches the learner real-world skills such as 
communication and presentation, organisation and time management, research and 
enquiry, as well as self-assessment and reflection skills. Project-based learning offers learners 
the opportunity to reflect on their own ideas and opinions and exercise choice. It allows 
them to make decisions that affect project outcomes and provides them with a context in 
which they can see how the concepts they are learning about can fit into their workplace 
in a very real sense.

ExamPlE: Ocean World has determined that as part of their learning strategy all staff are 

to undertake WHS training. Learners might therefore be required to undertake a project 

involving an WHS audit of their specific area. They may then be asked to produce a report 

on their findings and make recommendations for improvement. This type of project serves 

two purposes:

1. It provides real-life experience of the learning topics—making the material much more 

relevant to the learner.

2. It also provides the employer with a practical outcome from the learning program; a 

WHS audit and recommendations for improvement that can actually be used within the 

organisation.
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Synthesising knowledge and skill requirements across the skill set or 
qualification
Oxford Online Dictionaries (http://oxforddictionaries.com) defines ‘synthesis’ as follows:

the combination of components or elements to form a connected whole.

In learning program terms, this might mean looking at the program to be delivered as 
a whole, rather than individual components. The learning program might, therefore, use 
a combination of clustered units and the devising of a major project around this cluster.

ExamPlE: Ocean World wants to take advantage of the emerging Chinese market. In 

order to do this the company must first look at its operational issues to ensure that it has 

the necessary foundations in place to address the Chinese market. As part of workplace-

based training and delivery, learners may be asked to look at issues surrounding WHS, risk 

management, customer service delivery, food and beverage services, workplace diversity 

and the organisation’s policies and procedures, in order to develop a strategy to attract 

business from that specific market. The learners use known and established facts and 

information, as well as research-based estimates and forecasts to create and implement a 

new structure and program within the organisation.

This type of delivery allows for a holistic approach to learning and can cover a large 
number of units in the assessment process. For example Ocean World has stipulated that 
the following five units of competency be offered as part of their Diploma of Management. 
These five units can comfortably be assessed in a holistic manner.

table 1.1 units of competency in a holistic learning program

BsBmgt515a Manage operational plan

BsBmgt516C Facilitate continuous improvement

BsBohs509a Ensure a safe workplace

BsBrsk501a Manage risk

BsBPmg510a Manage projects

Case study OCEan WOrlD

Purpose and audience
Following a review of the park’s customer service standards it was discovered by the 

senior management at Ocean World Theme Park that their middle managers and team 

leaders must be given more authority to act independently while on duty. In order to 

achieve this, they realised that these staff members needed leadership training and 

Continued
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have decided to put all of their middle managers and team leaders through a Diploma of 

Management course.

analysis and research undertaken
They contacted a local training organisation and underwent the initial stages of developing 

a Learning Strategy. To ensure they developed the most effective learning program they 

reviewed the following documents:

•	 The Business Services Training Package (from www.training.gov.au)

•	 The Diploma of Management qualification; analysing its packaging rules to ensure 

compliance and the best possible outcome to fit their specific environment and the skill 

sets required by specific staff; such as WHS, risk management and staff management

•	 Individual Units of Competency allowed by the chosen qualification—again, to ensure 

the best possible fit with their environment

•	 Ocean World policy and procedure documents to ensure that the formal units of 

competency from the training package can be adapted (contextualised) to include their 

own specific needs and procedures.

Delivery and assessment
They also considered how the training was to be delivered to these staff members as their 

duties left them with little time for study. Based on this research they determined that 

training delivery was to take place on the job with regular visits by the trainer. In addition, the 

staff would be required to attend a two-hour workshop each week. To ensure competency 

could be accurately measured, they determined that a major project would be devised that 

would cover the unit requirements and satisfy organisational needs.

Content
Further, they chose the required number of units to satisfy the qualification rules and these 

units covered topics important in their working environment.

All of the points outlined above would have been considered in the organisation’s choice 

of units for their Diploma of Management. As WHS, risk and people management are a high 

priority they chose and clustered the following units.

table 1.2 Clustered units

BsBmgt502B Manage people performance These two units were chosen to provide 
the learners with a solid background in 
working with staff and managing their 
performance and to ensure that staff, under 
their direction, would be ready to deal with 
changes in park operations or client base 
(for example, the Chinese market).

BsBWor502B Ensure team effectiveness

Case study Continued
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BsBmgt515a Manage operational plan These five units were chosen as they 
all centre around managing not only the 
departments they are responsible for, but 
also address the unique environment in 
which they operate; one where the health, 
safety and security of staff and guests is 
imperative, and due to the nature of some 
of the attractions, continually at risk.

BsBmgt516C Facilitate continuous 
improvement

BsBohs509a Ensure a safe workplace

BsBrsk501a Manage risk

BsBPmg510a Manage projects

BsBFim501a Manage budgets and financial 
plans

The final unit was chosen as they, 
as managers, will be responsible for 
overseeing budgets and expenditure 
within their areas of responsibility.

The units chosen would be contextualised to incorporate Ocean World’s specific WHS and 
risk management requirements.

Any learning strategy that you develop must take all of these aspects of training delivery 
into consideration so as to provide the best possible learning outcome for the organisation 
and the learner.

using learning theories and instructional design principles
Whatever method is chosen to deliver the learning program, a large part of any strategy 
document must be centred on ensuring that all learners have the best possible opportunity 
to absorb the information being provided. This entails having a sound understanding of 
learning theories and principles, knowing how different people learn, as well as determining 
the best methods of providing information.

Research into how adults learn is ongoing and a great deal has been written about this 
subject. There are many different learning theories and principles—too many to discuss 
here in any detail. At the end of this chapter we have provided sources of additional reading 
should you wish to learn more about this subject.

When developing a learning strategy with its entailed learning programs, however, it is 
useful to have a basic understanding of some of the main theories, including those outlined 
in Table 1.3.

Each method has its place under the right circumstances. The theory you adopt for your 
learning strategy (if any) will depend on the audience at which it is aimed, and what is to 
be achieved.

Coupled with these theories you then also need to consider how they fit in with modern 
approaches to learning and design principles. For example the approach to adult learning 
is very different to that of teaching school-aged children and these differences form a vital 
component in designing learning programs.
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table 1.3 main theories of learning

Behavioural 
learning theory

According to behaviourist theory, learning is based solely on an 
observable change in a person’s behaviour. The emphasis here is on 
behaviour—the learner’s behaviour is modified through instruction 
until they exhibit the correct method of functioning in a given situation. 
Examples of behavioural learning can include things as simple as 
learning that ‘red means stop and green means go’ or learning that 
there is a right way and wrong way to perform a given task. reasons 
why the task must be performed a certain way are generally not 
brought in to the mix as behaviourists contest that mental capacity 
cannot be accurately measured or defined.

Cognitive learning 
theory

Cognitive learning theory evolved, in essence, through a rejection of 
the behaviourist theory. Cognitive theorists believe that mental capacity 
can, and indeed should, be taken into account. It is argued that learning 
occurs whether or not there is an observable change in the learner’s 
behaviour. The learner’s ability to retain, analyse, process and make use 
of new information is assessed. Cognitive learning is motivated through 
mental stimulation rather than behaviour modification.

Social learning 
theory

Following on from and expanding on the cognitive learning theory, 
social learning theory looks at how people learn from each other and 
encompasses such concepts as:

•	 observational learning
•	 imitation or mirroring
•	 modelling.

Exponents of social learning theory reject both behavioural and 
cognitive learning theories as these do not take environmental 
influences into consideration. They believe that learning is not a simple 
matter of changing a person’s behaviour, or of imposing knowledge on 
a learner. rather, they believe that different learners can, in conjunction 
with a formal learning process, also achieve different results based on 
the environment in which they operate and the people with whom they 
interact.

Constructivism

Constructivism holds that people construct their own understanding 
and knowledge of the world through experiencing things and reflecting 
on those experiences. When they encounter something new, they 
have to reconcile it with previous ideas and experiences, then either 
change what they believe, or discard the new information as irrelevant. 
In any case, learners are active creators of their own knowledge. To do 
this, they must ask questions, explore and assess what they know. In 
the most general sense, it means encouraging learners to use active 
techniques (experiments, real-world problem solving) to create more 
knowledge and then to reflect on and talk about what they are doing 
and how their understanding is changing.
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In pedagogy—the art of teaching children—the teacher generally carries the full 
responsibility for making the decisions about what will be learned and how it will be 
presented. Children have no experiences to bring to the table and need, largely, to be directed 
in all aspects of the learning process. On the other hand, in andragogy—the art of teaching 
adults—the trainer becomes a facilitator of the learning process rather than the director, 
allowing the learners to contribute to each session through discussion and by drawing on 
their own experiences. Again, there are a number of different theories around adult learning. 
The model popularised by Malcolm Knowles makes the following assumptions:

•	 adults need to know why they are learning something

•	 adults need to be self-directed

•	 adults bring more work-related experiences into the learning situation

•	 adults enter into a learning experience with a problem-centred approach to learning

•	 adults are motivated to learn by both extrinsic and intrinsic motivators.

Understanding these theories and principles will allow a facilitator to prepare the best 
possible learning program for their intended audience.

task 1.3

Watch the YouTube video below and provide a short report on your understanding of the 

various learning theories discussed there and in what circumstances they could best be 

used. Your report should be no less than 1000 words.

Contents and sequence of the learning strategy
A learning strategy must have logical headings under which all this information will be 
set—information that builds a solid foundation for the organisation’s learning programs. 
Content headings within the strategy document could include (but are not limited to):

1. target group and client—details of the learner group and their employer

2. Context of the strategy and learning program—a description of the strategy’s purpose and 

the expected outcomes

3. Contents of the actual learning program––a detailed description of what the strategy includes

4. structure of the program—what resources are to be used and how, where and when the 

learning programs will be delivered)

Youtube video
Introduction to learning theories

www.youtube.com/watch?v=hsX5Tq3WTBw
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5. assessment arrangements—how competency will be measured and what tools and 

benchmarks will apply

6. Pathways for learners both into and out of the learning program

7. Feedback and evaluation on the strategy and learning program.

We will look at these headings in detail in Element 3: Devise the content and structure 
of the learning strategy.

Sequencing the content
The learning strategy should also have a logical flow of information. For example, it makes 
sense to know who is the target audience and what is the context of the learning program 
before you discuss the assessment arrangements or feedback mechanisms.

Equally, it is important to sequence the topics in the actual learning program correctly. 
Some learning programs can be very complex and will need step-by-step instructions so 
that the learners understand and grasp concepts before moving on to the next task or 
concept.

Sequencing is a matter of looking at each step in a given process or task and putting them 
into logical order. For example, there is no point in delivering a learning program designed 
around dealing with customer complaints, without first developing an understanding 
of communication skills in the learner. Equally discussing methods of eliminating or 
minimising risks and hazards in the workplace should be preceded by learning how to 
recognise and evaluate those risks and hazards.

Correctly sequencing a learning strategy and program will also ensure that overall timelines 
for the program can be estimated and met, and will provide guidance on any organisational 
constraints. These constraints might include the amount of time that a learner can, practically, 
be away from their duties to participate in learning, what areas of the business will be available 
(or unavailable) for training purpose and budgetary considerations, to name a few.

discussing the framework with stakeholders
The importance of a learning strategy cannot be underestimated as more and more 
employers are coming to understand the value and impact learning programs have on their 
successful business operations. It is, therefore, important to discuss the learning strategy 
draft with all stakeholders before it is finalised. This helps to ensure that all criteria are 
included and adequately covered and that all staff are satisfied that expected outcomes are 
relevant and achievable.

The framework must be accurate and provide a basis for current and future learning needs. 
A mechanism should therefore be put in place with all relevant stakeholders to review the 
development process itself and what improvements might be made in future. Additionally, 
training packaging rules, policies and procedures can and do change, so it is a good idea to 
do a final check of the learning strategy before getting final approvals and signing off on it.
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task 1.4

reflect on learning programs that you have participated in over the years. Discuss:

1. the pros and cons of each program

2. methods of delivery used in each program

3. how you would adjust the delivery methods used to accommodate different learning 

styles.

ElEmEnt 3

devise the content and structure of the learning 
strategy

The framework you have chosen for your strategy provides the basis for its actual content 
and structure as well as for the content and structure of its entailed learning programs. 
At this point you will be taking all of the research you have conducted and the information 
you have gathered from stakeholders and putting it into a logical and detailed format.

learning outComes
3.1  Elaborate on and document each content heading to form an overview of content to be 

addressed
3.2  Sequence the content to support learning and determine overall timelines within operating 

constraints
3.3  Express learning strategy outcomes to reflect both generic and specific learning outcomes 

to be achieved
3.4  Identify and document appropriate delivery and assessment strategies, taking account of 

the learning parameters, design framework and learning context
3.5  Identify and document operational requirements

elaborating on learning strategy headings
This is the stage in the development process where you can expand on and give exact detail 
on each section of your strategy and the actual learning programs. Let us spend some time, 
now, looking at each section heading in detail.

target group and clients
This section of the learning strategy gives a detailed description of the learners and their 
employers (if applicable). In some cases you may be working with an organisation where staff 
are to undertake on-the-job learning programs by way of a traineeship or apprenticeship, 



table 1.4 example of the ‘client’ section of the learning strategy

Clients and 
environment

Ocean World is a water-based theme park with a large variety of rides and 
activities that, if not managed effectively, can present a danger and hazard to 
both staff and customers.

The organisation’s management has recently restructured its human resource 
area and has given additional responsibilities to its middle level management 
staff to make the management of risk in the park more hands-on at ground level.

In order to up-skill these staff members and to prepare them for their new 
roles, Ocean World has decided to put 10 middle managers through a Diploma 
of Management qualification—the emphasis being on risk, safety and staff 
management.

Two of the staff who will be participating in the learning program have special 
needs; one is a Chinese national who has been employed to look after the 
emerging Chinese tourism market and whose English language abilities 
are limited. Another learner has dyslexia and may have difficulty in reading 
workbooks and assessments. reasonable adjustments may need to be made 
for these participants.
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you might be delivering a full qualification or skill set in classroom situation, or offering the 
learning program as recognition of prior learning (RPL). In each of these cases, a strategy 
must be devised for each different cohort—as in each case the method of delivering and 
assessing the learners will be very different. Delivering and assessing training on the job 
presents its own unique set of circumstances and challenges compared to delivering and 
assessing in a simulated environment such as a classroom. You would have access to actual 
work conditions and equipment, whereas in a classroom-only situation you would not. 
You would also, however, have to deal with workplace-related interruptions or cancelled 
training sessions due to work commitments. In a classroom your challenges might include 
the ability to realistically create a real-life environment or scenario.

In our example in Table 1.4 the learning strategy is aimed at team leaders and middle 
managers of Ocean World who are being trained on the job. (Note: the full Ocean World 
learning strategy document is shown in Table 1.15).

Context
The context section of the document provides the reason for the program being run 
and what the expected outcome will be. This is a very important step in the design process. 
It underpins the entire program and states what the learner must be able to do, know or 
understand as a result of the learning program. Without a set of outcomes there is no 
real way to measure the success of the learning strategy. For example, the outcome of a 
full qualification course might be to prepare employees for greater responsibilities, or to 
increase the employment prospects of jobseekers trying to re-enter the workforce.
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developing learning strategy outcomes
According to Bloom (1956), outcomes and assessments that require a lower order of 
thinking skills (Certificate I and II levels) require students to demonstrate their knowledge 
and comprehension. More complex levels of thinking require students to demonstrate 
application, analysis, synthesis and evaluation skills.

Evaluate

Synthesis

Analysis

Application

Comprehension

Knowledge

Table 1.5 gives examples and includes keywords in assessment or outcome tasks, which 
may indicate the level of thinking that is required.

Learning outcomes should be developed with these stages (or skill and knowledge levels) 
in mind. In the case of an individual topic, such as WHS in an induction program at 
levels 1 and 2, the learning outcome might read:

As a result of participation in this induction program, the learner will be able to identify 
WHS hazards and describe the procedures they need to follow in order to maintain health, 
safety and security in their work area.

If using a unit of competency from a training package, the elements of that unit form the 
outcome. For example this chapter is based on the unit of competency TAEDES501A—Design 
and develop learning strategies. The unit has four elements that form the broad learning outcomes:

1. Determine the parameters of the learning strategy

2. Develop the framework for the learning strategy

3. Devise the content and structure of the learning strategy

4. review the learning strategy

Note: each element in a unit of competency has a set of performance criteria which, in 
this book, form the learning outcomes for each section of the chapter. In the Ocean World 
example a full diploma qualification is being offered so the outcome statements would fall 
into the table range between 3 and 6. The learning outcome might therefore be formulated 
as in Table 1.6.



Part 1 ADvAnCED LEArnIng DESIgn22

table 1.5 learning outcome matrix and cues according to qualification level

Bloom’s level Description Cue words for outcomes

1. Knowledge •	 Observe and recall information
•	 Knowledge of dates, events, 

places
•	 Knowledge of major ideas
•	 Mastery of subject matter

List, define, tell, describe, identify, 
show, label, collect, examine, 
tabulate, quote, name, state, 
indicate who, when, where, etc.

2. Comprehension •	 Understand information
•	 grasp meaning
•	 Translate knowledge into new 

context
•	 Interpret facts, compare, 

contrast
•	 Order, group, infer causes
•	 Predict consequences

Summarise, describe, interpret, 
contrast, predict, associate, 
distinguish, estimate, differentiate, 
discuss, extend, arrange, review, 
express, explain.

3. Application •	 Use information
•	 Use methods, concepts, 

theories in new situations
•	 Solve problems using required 

skills or knowledge

Apply, demonstrate, devise, 
calculate, complete, illustrate, 
show, solve, examine, modify, 
relate, change, classify, experiment, 
discover, sketch, employ, select, 
schedule, dramatise.

4. Analysis •	 See patterns
•	 Organise parts
•	 recognise hidden meanings
•	 Identify components

Analyse, separate, order, explain, 
connect, classify, arrange, divide, 
compare, review, select, explain, 
infer, differentiate, discriminate, 
calculate, categorise, examine, 
analyse (data), question, criticise.

5. Synthesis •	 Use old ideas to create new 
ones

•	 generalise from given facts
•	 relate knowledge from several 

areas
•	 Predict, draw conclusions

Combine, integrate, modify, 
rearrange, substitute, plan, create, 
design, determine, construct, 
invent, develop, what if?, compose, 
formulate, prepare, generalise, 
rewrite, arrange, formulate, 
assemble, manage, organise, 
compose, propose, conduct.

6. Evaluation •	 Compare and discriminate 
between ideas

•	 Assess value of theories, 
presentations

•	 Make choices based on 
reasoned argument

•	 verify value of evidence
•	 recognise subjectivity

Assess, decide, rank, grade, test, 
measure, recommend, convince, 
select, judge, review, explain, 
discriminate, support, conclude, 
compare, summarise, appraise, 
argue, predict, estimate.
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table 1.6 example of the context section of the learning strategy

Context

Ocean World team leaders and middle managers will be responsible for ensuring 
the safety of park guests and staff, as well as ensuring that their work areas 
operate efficiently and effectively. These employees have casual staff reporting to 
them and have small budgets in order to fulfil their tasks according to organisational 
process, procedures and standards.

As a result of undertaking this learning program staff will be expected to undertake 
additional duties and responsibilities. They will be able to:

•	 manage safety and security concerns within their departments
•	 analyse staff rostering requirements and set up work shifts accordingly
•	 demonstrate leadership abilities
•	 prepare workplace health and safety reports with suggestions for continuous 

improvement.

Content
The content of your strategy will centre mainly on the learning program that is to be 
offered. Again, this content will reflect what has been discussed with stakeholders and 
might involve full qualifications, skill sets or simple product updates. For example, the 
content of a learning program could include information on:

•	 qualification title and code (if applicable)

•	 packaging rules of any formal qualification

•	 units (or topics) to be delivered and the source of information used to determine them.

The source material for developing the content may come from organisational policies 
and procedures or industry codes of practice that provide details of the organisation’s 
standards and benchmarks. If, on the other hand, the program is to be based on a formal 
qualification, then the contents would be based on the units of competency outlined in the 
specific qualification’s packaging rules.

Equally, the content of a learning program might be developed around learning needs 
that do not necessarily result in a formal qualification, for example, a workplace induction 
program that provides new employees with information about WHS issues, customer 
service standards or organisational policies and procedures.

In the Ocean World example (Table 1.7) the learning strategy is based on the Diploma 
of Management qualification. You will see that the information provided shows that the 
strategy is based on the BSB07 Business Services Training Package (version 6.0), details the 
qualifications code and title, shows that eight units of competency must be delivered and 
shows how these eight units were chosen. In this case there are no mandatory core units, 
although the packaging rules state that a certain number of units must be chosen from a 
specific list.
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table 1.7  example of learning strategy content section

learning 
program 
content

Code BSB07 version 6.0

title Business Services Training Package

national qualification code BSB51107

title Diploma of Management

Packaging rules 8 units must be completed; 5 electives from  
group A subjects and 3 from group A, B or units 
from BSB07 or other training packages. One 
elective may be chosen from either a Certificate Iv 
or Advanced Diploma level.

See: http://training.gov.au/Training/Details/BSB51107.

national code title
Core / 
elective

BSBFIM501A Manage budgets and financial plans EA

BSBMgT502B Manage people performance EA

BSBMgT515A Manage operational plan EA

BSBMgT516C Facilitate continuous improvement EA

BSBOHS509A Ensure a safe workplace EA

BSBrSK501A Manage risk E

BSBWOr502B Ensure team effectiveness E

BSBPMg510A Manage projects E

task 1.5

Looking at your own organisation, discuss what learning needs it might have in terms 

of purpose, context and content. This Task should address a different set of needs from 

those outlined in Tasks 1.1 to 1.3 and should be based on a formal qualification and units of 

competency.

Structure
This section of the learning strategy requires a great deal of detail as it covers:

•	 how units will be presented

•	 learning program duration

•	 resources

•	 staffing arrangements.

How units will be presented
Depending on the learning program to be delivered, topics can be delivered as stand-alone 
individual units or can be combined to form logical topic areas of study. In our example 
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(Table 1.8) the eight units of competency have been combined to form three main topic 
areas:

1. Business operations, covering 5 units: BSBMgT515A, BSBMgT516C, BSBOHS509A, 

BSBrSK501A and BSBPMg510A. These units all have a common thread and can easily be 

combined to form a logical flow of information

2. Human resource management, covering 2 units: BSBMgT502B and BSBWOr502B

3. Finance, covering the final unit: BSBFIM501A.

Combining units in this way makes the delivery of the learning program flow more easily 
and provides a more realistic method of assessment.

Learning program duration
This section provides guidance on the length of the program: over what timeframe will the 
content be delivered, what days of the week, hours of the day? Duration will, to a certain 
degree, be determined by the Australian Qualifications Framework (AQF) guidelines on 
nominal hours for units of competency, or duration may be specified by formal traineeships 
or apprenticeships. Where no such information is available, the duration of the program 
can be determined by looking at the topics to be delivered and the estimated time required 
to cover each topic.

Resources required to deliver the training
This section of the strategy document will provide information on all the operational issues 
of delivering the program such as:

•	 venue—where the learning program will take place. This may be in the workplace (on the 

job), in a classroom, online or by distance learning or a combination of these. Availability of 

the venue as well as access to any necessary equipment must be considered.

•	 Texts and other materials—considerations here could include what text books (if any) will be 

used, will these texts be mandatory or only recommended, will it be necessary to photocopy 

materials and will the learners need access to other materials such as product samples 

in order to successfully participate in the learning program? These issues all have cost 

implications and should be detailed in the strategy document.

•	 Access—learners must have access to everything they need in order to perform the tasks 

required of them correctly and realistically. The exact resource requirements must be spelled 

out. This might mean having access to everything from policy and procedure documents, 

to fire and safety equipment, to plant, machinery or office equipment. resource and 

equipment needs could require discussions with workplace supervisors or, in the case of a 

training package qualification, sources can be found in the Assessment guideline pages of 

the relevant training package.
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Staffing arrangements
In accordance with Australian Quality Training Framework (AQTF) and Australian Skills 
Quality Authority (ASQA) requirements, trainers and assessors must be suitably qualified. 
In short, a trainer or assessor must have, at a minimum, a Certificate IV in Training and 
Assessment and a qualification at least equal to that which they are delivering. AQTF 
Standard 1.4 and ASQA Standard 15.4 state:

Training and assessment is delivered by trainers and assessors who:
a. have the necessary training and assessment competencies as determined by the National 

Quality Council or its successors, and
b. have the relevant vocational competencies at least to the level being delivered or assessed, and

table 1.8 example of the learning strategy structure

Program 
structure 
and 
duration

duration and delivery methods

•	 It is envisioned that this qualification will take no longer than 12 months to 
complete on the job. Learners will be required to participate in one off-the-job 
workshop each month.

•	 Trainer will visit learner in the workplace at least once per month to deliver 
learning sessions, discuss issues and make assessment observations.

•	 Learners will be supervised by on-the-job-mentors for the duration of the program.

Course structure

For ease of training delivery and assessment, the qualification units have been 
clustered into 3 main categories as follows:

Cluster units of competency

Business Operations BSBMgT515A

BSBMgT516C

BSBOHS509A

BSBrKS501A

BSBPMg510A

Manage operational plan

Facilitate continuous improvement

Ensure a safe workplace

Manage risk

Manage projects

Business Finance BSBFIM501A Manage budgets and financial plans

Human resource 
Management

BSBMgT502B

BSBWOr502B

Manage people performance

Ensure team effectiveness

resources

Resources required to deliver the training include access to:

•	 Workplace documents such as policies, procedures, wages and awards 
information, industry association alerts

•	 Health and safety equipment
•	 Office equipment such as computers, printers, scanners, photocopiers
•	 Meeting room/board room facilities for staff meetings or training sessions
•	 Park operational equipment including rides, machinery rooms, vehicles, animal 

enclosures.
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task 1.6

Looking at the work you did in Task 1.5 and using the headings under the Structure section 

(page 24), describe how you would structure the learning needs you identified.

Assessment arrangements
In this section you will provide information on how a learner’s competence will be 
measured. When designing the type of assessments that should be used it is important 
to keep the principles and rules of assessment and evidence gathering in mind. These are 
stated below.

c. can demonstrate current industry skills directly relevant to the training/assessment being 
undertaken, and

d. continue to develop their Vocational Education and Training (VET) knowledge and skills 
as well as their industry currency and trainer/assessor competence.

This is an important compliance point and will be checked thoroughly during an audit 
process. It is therefore essential to ensure that all staff involved in the delivery and assessment 
of the learning program have the necessary qualifications and experience.

The Ocean World Learning Strategy addresses staffing arrangements as shown in Table 1.9.

table 1.9 example of the learning strategy staffing requirements

Staffing 
arrangements

unit of 
competency

Qualifications held by (trainer)
Qualified 
assessor

Qualified 
trainer

BSBFIM501A

BSBMgT502B

BSBMgT515A

BSBMgT516C

BSBOHS509A

BSBrSK501A

BSBWOr502B

BSBPMg510A

All trainers hold:

•	 Certificate Iv in Training and 
Assessment

•	 Diploma of Business
•	 Bachelor of Business
•	 Terry Hill holds Certification 

as a CPA and has 10 years’ 
experience in accountancy 
fields

•	 Dan Hill also holds a Diploma 
of Management with 3 units of 
competency in WHS subjects 
including OHS509A

•	 All trainers are currently  
working in business operations 
to ensure their currency in 
business-related subjects

Terry Hill

Lee Perlitz

Dan Hill

Lee Perlitz

Dan Hill

Lee Perlitz

Dan Hill

Dan Hill

Terry Hill

Lee Perlitz

Dan Hill

Lee Perlitz

Dan Hill

Lee Perlitz

Dan Hill

Dan Hill
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Principles of assessment
These state that assessment must be:

Fair
Fairness in assessment requires consideration of an individual learner’s needs and takes 
into consideration any reasonable adjustments that need to be applied to take account of 
these needs. It requires clear communication between the assessor and the learner to ensure 
that they are fully informed about the assessment process and what they will have to do to 
demonstrate competence.

Flexible
To be flexible an assessment should reflect the learner’s needs; provide for recognition of 
competencies no matter how, where or when they have been acquired; draw on a range of 
methods appropriate to the context, competency and the learner; and support continuous 
competency development.

Reliable
Reliability refers to the degree to which evidence presented for assessment is consistently 
interpreted and results in consistent assessment outcomes. This means that the assessment 
instrument must include benchmarks against which assessors will make their competency 
determinations.

Valid
Validity relates to ensuring that the assessment process is sound. Validity requires that 
assessment must cover the broad range of skills and knowledge that are essential to 
competent performance. It must also ensure that judgment of competence be based on 
sufficient evidence.

rules of evidence
These state that assessment must be:

Authentic
To accept evidence as authentic, an assessor must be assured that the evidence presented for 
assessment is the learner’s own work.

Current
Currency of assessment relates to the age of the evidence presented by learners to demonstrate 
that they are still competent. Competency requires demonstration of current performance, 
so any evidence presented must be from either the present or the very recent past.
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Sufficient
This relates to the quality and quantity of evidence assessed. It requires collection of 
appropriate evidence to ensure that all aspects of competency have been satisfied and that 
competency can be demonstrated repeatedly and consistently—and not just on one occasion.

Valid
See above.

Assessment arrangements must be developed with the audience, expected outcomes and 
level of required skills and knowledge in mind. For example, if you are arranging assessment 
of learners undertaking a Certificate I or II level qualification then the assessments should be 
aimed at a basic level of understanding. At Certificate IV or Diploma levels, the assessments 
should be more robust and complex.

Wherever possible assessments should be developed around actual workplaces or work 
practices and combined to form holistic projects or case studies. In the case of Ocean 
World, training is taking place in the workplace. Assessments can therefore be performed 
in a realistic manner using the actual work environment, equipment and situations. 
Further, the units have been clustered to form holistic assessments and the methods used 
to determine competence are directly related to the topics and tasks.

In the assessment arrangements for Ocean World in Table 1.10 you will see that the five 
units relating to business operations have been clustered and one major project as well as 

table 1.10 example of the learning strategy assessment arrangements

assessment 
arrangements

assessment techniques or tools used to gather evidence include:

key to techniques 
or tools used

A—Observation with checklists 
B—Projects/Portfolios 
C—Questioning 
D—reports from workplace supervisor

units of 
competency

unit name

Check (X) 
technique that 
applies

a B C d

BSBFIM501A Manage budgets and financial plans X X X

BSBMgT502B Manage people performance
X X X

BSBWOr502B Ensure team effectiveness

BSBMgT516C Facilitate continuous improvement

X X X

BSBOHS509A Ensure a safe workplace

BSBrSK501A Manage risk

BSBMgT515A Manage operational plan

BSBPMg510A Manage projects
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a set of written questions and a supervisor report (key: B, C and D) have been devised to 
cover all five of these units. This is a very effective method of assessment. Given that you 
would, normally, be required to use at least two assessment pieces per unit of competency, 
this would mean that the learner would have to complete 16 assessment tasks to complete 
the qualification. By clustering units in this manner this can be reduced to only nine 
assessment tasks.

Pathways
Pathway information provides guidance on entry requirements into a learning program as 
well as further opportunities upon completion.

In the case of entry requirements you need to consider what, if anything, a learner must 
already be able to know or do in order to participate. In formal qualifications there are, 
sometimes, definite pre-requisites that must be completed before the learner is allowed to 
enrol into the course.

In the case of post-program pathways, consideration should be given to where the 
qualification gained can lead the participant. For example, on completion of a Certificate 
IV in Business the learner could go on to fulfil supervisory roles in a small to medium 
business operation, and continue their business education by undertaking a Diploma or 
Bachelor level qualification.

In the case of Ocean World, the chosen staff are to undertake a Diploma-level qualification 
that will require a high level of business acumen. The company has therefore determined 
that staff must have a Certificate IV in Business or, failing that, at least 3 years’ experience 
in a supervisory role.

table 1.11 example of the learning strategy pathway section

Pathways

Entry requirements: Ocean World has stipulated that participants in this 
program must have either a Certificate Iv in Business or at least three years in a 
supervisory role. This has been stipulated in order to ensure all participants are 
able to understand and cope with the course work required at this level.

Exit: Upon completion of this program, learners may go on to study at Advanced 
Diploma or Bachelor Degree level.

task 1.7

Continuing from Task 1.6 discuss what methods you would choose to determine learner 

competence. Describe what pathways they might be able to follow as a result of participating 

in the learning program you have identified.
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ElEmEnt 4

review the learning strategy

In any business scenario, before a new policy or procedure is introduced into the workplace, it 
is reviewed to ensure that all aspects and areas of concern have been considered and addressed. 
Equally, all policies and procedures are reviewed to check that they are still valid and relevant. 
The same holds true of a learning strategy. This document forms the basis for all the learning 
programs to be delivered within an organisation, or by an RTO, so it is important to review 
all contents both pre- and post-implementation.

learning outComes
4.1  review the learning strategy in collaboration with relevant people against specified criteria 

prior to and post implementation
4.2  Document a post-implementation review process that includes measures for identifying 

the effectiveness and quality of the learning strategy
4.3  Make recommendations and changes based on outcomes of the review processes, where 

appropriate, and document these
4.4  Make modifications and document as part of a continuous improvement strategy

Feedback mechanisms
The final section of a learning strategy should be devoted to looking at the mechanisms you 
will put in place to gather feedback. Feedback should be sought from a number of sources 
and for a number of reasons.

learners
Feedback is sought from learners to:

•	 ensure that the delivery and assessment process is producing the desired outcomes

•	 ensure that the learning program and assessment procedures are aimed at the audience 

correctly

•	 determine that the assessment instructions are clear and concise and that learners fully 

understand what is required of them

•	 monitor learner progress and take corrective action in a timely manner.

table 1.12 learner review section of the strategy document

review 
process

review of the learning and assessment programs will be undertaken with learners 
at two points during each program; once at a midway point (in order to take any 
necessary corrective action) and once at the end of the program for the continuous 
improvement program.
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trainers
Feedback is sought from trainers to ensure that the learning program runs smoothly and 
that all aspects are covered adequately. Feedback here would include moderation of the 
learning strategy and the assessment tools being used. Moderation, too, is a requirement 
under AQTF/ASQA standards and conditions. It should take place on a regular basis with 
trainers or other relevant stakeholders reviewing the strategy and assessment documents to 
ensure that they conform with principles of assessment and rules of evidence, and that the 
procedures involved in processing and working with these documents is still valid. The learning 
strategy document should include a statement about how moderation will be managed.

table 1.13  example of the learning strategy moderation section

moderation 
and 
validation of 
assessment

assessors consulted as part of the moderation and validation process

•	  Moderation is conducted bi-annually with other trainers and assessors. All 
assessment instruments are reviewed and moderated to ensure they are 
appropriate for the units of competency and reflect information contained in 
the elements, performance criteria, range of variables and evidence guide as 
well as including detail regarding how evidence is collected and the basis on 
which assessment decisions are made.

•	  Assessment is also moderated to ensure that assessment processes and tools 
are valid, reliable, flexible and fair and that evidence is sufficient, valid, authentic 
and current (including clear information to the assessor and the candidate about 
the conditions under which assessment is conducted and recorded).

•	  A checklist is available and must be used to perform the moderation tasks.

date of review rto name Contact person Contact details

15/6/12 LP Training Lee Perlitz 0455 555 666

15/6/12 SpecTraining Dan Hill 0455 444 555

15/6/12 Fishtail Education Matthew Coxhill 0455 333 444

Assessor feedback—summary of last consultation:

•	 All moderators agreed that the learning strategy document for Ocean World 
was compliant and met organisational and AQTF/ASQA standards.

•	 Improvement was suggested for the following units:
 › BSBMgT502B and BSBWOr502B—it was felt that the holistic 

assessment for these units could be improved by way of a workplace 
project rather than a case study.

For full moderation comments see individual moderation forms. 
Date of next moderation: 15/1/13    Date of last moderation: 15/1/12

Industry
For a learning strategy and program to be truly workplace ready, it must also be reviewed 
(or validated) by the industry to which it pertains. Only then will you, as a trainer or 
manager, be completely confident that what you are offering has real validity.
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The best method of achieving this is to hold meetings with the industry stakeholders 
or employers whose employees will be participating in the learning program. However, 
this may only work in the case of apprenticeships or traineeships. When delivering off-
the-job training to learners who come to College full time, you may need to contact 
relevant businesses to assist with work experience or vocational placements and to ask if 
they would be prepared to look at the strategy and assessment documents to check them 
for validity.

table 1.14 example of the learning strategy validation section

Consultation 
with 
industry

industry representatives consulted in developing the training and 
assessment strategy as well as assessment tasks.

Industry partners will be sent copies of strategy and assessment documents 
along with a validation form to complete.

date of 
review

Business  
name

Contact  
person

Contact 
details

20/6/12 Ocean World Judy Dangerfield 0455 666 999

22/6/12 ACME Business Systems Allan Parsons 0455 888 111

Industry feedback—summary of last consultation:

Judy and Allan commented that the Learning Strategy document addressed 
the needs of this particular organisation and had no comments to make on 
assessment tools supplied.

For full validation assessment, see individual checklists submitted.

Date of next consultation: 20/6/2013    Date of last consultation: 20/6/2011

to review the process
Finally, the entire process of developing and implementing the learning strategy should be 
reviewed in order to determine its success rate and to make any necessary amendments and 
improvements. Questions to ask could include:

•	 Were all necessary stakeholders included in the implementation process?

 › Was their input instrumental in the strategy’s success?

 › How could their contributions be improved?

•	 Did the strategy achieve what it set out to?

 › Were the learning outcomes achieved?

 › Are participants in the program now more effective in their roles?

 › Has workplace productivity increased?

•	 What parts of the strategy or program were most or least successful?

•	 What areas need improving?

•	 What was the completion rate of participants in the program?
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Post-implementation processes
In addition to these mechanisms, there are a number of other processes that can be used to 
determine and review a strategy’s success. These may include (but are not limited to) the 
following.

Enrolment numbers
Enrolment numbers provide feedback on whether a learning program was aimed at the right 
target audience or offered the right learning content and options. The more people wishing 
to participate in the program, the more likely it is that your offering is targeted effectively.

Completion rates
This, more than enrolment numbers, will provide information on the relevance of a learning 
strategy or program. Losing participants before the program ends is a clear sign that something 
is amiss and makes a review of the strategy essential. Low completion rates might mean that 
the learning program is aimed to high (or too low) for the audience, that the program is 
irrelevant to learner or workplace needs, or not sufficiently interesting to engage the learner.

return business
The number of clients who request further or additional services upon completion of a 
learning program is an excellent indicator that the outcome they required was, indeed, met 
and they are happy to proceed with further programs.

making recommendations for improvement
Continuous improvement programs are set in place to ensure that strategies and learning 
programs are always not only offering the latest and best possible information, but also 
continuing to be relevant to employees and learners alike. Continuous improvement can 
only happen, however, if feedback is actively sought. Using any of the above methods of 
gathering feedback, among others, can provide an organisation with the information they 
need to continually review and improve their services and learning opportunities.

task 1.8

Using the two programs you have worked on so far, include a range of feedback mechanisms 

that can be used in continuous improvement programs. Ensure that you include information 

about interaction with stakeholders during the review process.

A learning strategy forms the backbone of an organisation’s learning programs and requires 
careful thought and planning. It represents the strategy that an organisation will implement 
to improve their staff ’s performance and productivity, or an RTO will implement to provide 
learners from a variety of backgrounds with improved employment prospects.
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table 1.15 example of a completed learning strategy document

learning and assessment strategy—Ocean World Diploma of management

Context

Ocean World team leaders and middle managers will be responsible for ensuring the safety 
of park guests and staff, as well as ensuring that their work areas operate efficiently and 
effectively. These employees have casual staff reporting to them and have small budgets in 
order to fulfil their tasks according to organisational process, procedures and standards.

As a result of undertaking this learning program staff will be expected to undertake additional 
duties and responsibilities. They will be able to:

•	 manage safety and security concerns within their departments
•	 analyse staff rostering requirements and set up work shifts accordingly
•	 demonstrate leadership abilities
•	 prepare workplace health and safety reports with suggestions for continuous improvement.

learning 
program 
content

Code BSB07 version 6.0

title Business Services Training Package

national 
qualification code

BSB51107

title Diploma of Management

Packaging rules 8 units must be completed; 5 electives from group A subjects and 3 
from group A, B or units from BSB07 or other training packages. One 
elective may be chosen from either a Certificate Iv or Advanced Diploma 
level. See: http://training.gov.au/Training/Details/BSB51107.

national code title Core / elective

BSBFIM501A Manage budgets and financial plans EA

BSBMgT502B Manage people performance EA

BSBMgT515A Manage operational plan EA

BSBMgT516C Facilitate continuous improvement EA

BSBOHS509A Ensure a safe workplace EA

BSBrSK501A Manage risk E

BSBWOr502B Ensure team effectiveness E

BSBPMg510A Manage projects E

Program 
structure and 
duration

duration and delivery methods

•	 It is envisioned that this qualification will take no longer than 12 months to complete on the 
job. Learners will be required to participate in one off-the-job workshop each month.

•	 Trainer will visit learner in the workplace at least once per month to deliver learning sessions, 
discuss issues and make assessment observations.

•	 Learners will be supervised by on-the-job mentors for the duration of the program.

Continued
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table 1.15 Continued

Course structure

For ease of training delivery and assessment, the qualification units have been clustered into 
3 main categories as follows:

Cluster units of competency

Business Operations BSBMgT515A

BSBMgT516C

BSBOHS509A

BSBrKS501A

BSBPMg510A

Manage operational plan

Facilitate continuous improvement

Ensure a safe workplace

Manage risk

Manage projects

Business Finance BSBFIM501A Manage budgets and financial plans

Human resource 
Management

BSBMgT502B

BSBWOr502B

Manage people performance

Ensure team effectiveness

resources

Resources required to deliver the training include access to:

•	 Workplace documents such as policies, procedures, wages and awards information, industry 
association alerts 

•	 Health and safety equipment 
•	 Office equipment such as computers, printers, scanners, photocopiers 
•	 Meeting room/board room facilities for staff meetings and/or training sessions 
•	 Park operational equipment including rides, machinery rooms, vehicles, animal enclosures.

Staffing 
arrangements

unit of competency Qualifications held by (trainer)
Qualified 
assessor

Qualified 
trainer

BSBFIM501A All trainers hold: 

•	 Certificate Iv in Training and 
Assessment 

•	 Diploma of Business 
•	 Bachelor of Business 
•	 Terry Hill holds Certification as a 

CPA and has 10 years’ experience in 
accountancy fields 

•	 Dan Hill also holds a Diploma 
of Management with 3 units of 
competency in WHS subjects including 
OHS509A 

•	 All trainers are currently working in 
business operations to ensure their 
currency in business-related subjects

Terry Hill Terry Hill

BSBMgT502B Lee Perlitz Lee Perlitz

BSBMgT515A Dan Hill Dan Hill

BSBMgT516C Lee Perlitz Lee Perlitz

BSBOHS509A Dan Hill Dan Hill

BSBrSK501A Lee Perlitz Lee Perlitz

BSBWOr502B Dan Hill Dan Hill

BSBPMg510A Dan Hill Dan Hill



TAEDES501A – DESIgn AnD DEvELOP LEArnIng STrATEgIES CHaPtEr 1 37

table 1.15 Continued

assessment 
arrangements

Formative assessment techniques or tools used to gather evidence include:

key to techniques 
or tools used

A — Observation with checklists 
B — Projects/Portfolios 
C — Questioning 
D — reports from workplace supervisor

units of 
competency

unit name

Check (X) technique that 
applies

a B C d

BSBFIM501A Manage budgets and financial plans X X X

BSBMgT502B Manage people performance
X X X

BSBWOr502B Ensure team effectiveness

BSBMgT516C Facilitate continuous improvement

X X X

BSBOHS509A Ensure a safe workplace

BSBrSK501A Manage risk

BSBMgT515A Manage operational plan

BSBPMg510A Manage projects

Pathways

Entry requirements: Ocean World has stipulated that participants in this program must have 
either a Certificate Iv in Business or at least 3 years in a supervisory role. This has been 
stipulated in order to ensure all participants are able to understand and cope with the course 
work required at this level.

Exit: Upon completion of this program, learners may go on to study at Advanced Diploma or 
Bachelor Degree level.

review 
process

review of the learning and assessment programs will be undertaken with learners at two 
points during each program; once at a midway point (in order to take any necessary corrective 
action) and once at the end of the program for the continuous improvement program.

moderation 
and 
validation of 
assessment

assessors consulted as part of the moderation and validation process

•	 Moderation is conducted annually with other trainers and assessors. All assessment 
instruments are reviewed and moderated to ensure they are appropriate for the units 
of competency and reflect information contained in the elements, performance criteria, 
range of variables and evidence guide as well as including detail regarding how evidence is 
collected and the basis on which assessment decisions are made.

•	 Assessment is also moderated to ensure that assessment processes and tools are valid, 
reliable, flexible and fair and that evidence is sufficient, valid, authentic and current (including 
clear information to the assessor and the candidate about the conditions under which 
assessment is conducted and recorded).

•	 A checklist is available and must be used to perform the moderation tasks.

Continued
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table 1.15 Continued

date of review rto name Contact person Contact details

15/6/12 LP Training Lee Perlitz 0455 555 666

15/6/12 SpecTraining Dan Hill 0455 444 555

15/6/12 Fishtail Education Matthew Coxhill 0455 333 444

Assessor feedback—summary of last consultation:

•	 All moderators agreed that the learning strategy document for Ocean World was compliant 
and met organisational and AQTF standards.

•	 Improvement was suggested for the following units:
 ›  BSBMgT502B and BSBWOr502B—it was felt that the holistic assessment for these 

units could be improved by way of a workplace project rather than a case study.

For full moderation comments see individual moderation forms.

Date of next moderation: 15/1/13    Date of last moderation: 15/1/12

Consultation 
with industry

industry representatives consulted in developing the training and assessment strategy as 
well as assessment tasks.

Industry partners will be sent copies of strategy and assessment documents along with a 
validation form to complete.

date of review Business name Contact person Contact details

20/6/12 Ocean World Judy Dangerfield 0455 666 999

22/6/12 ACME Business 
Systems

Allan Parsons 0455 888 111

Industry feedback—summary of last consultation:

Judy and Allan commented that the Learning Strategy document addressed the needs of this 
particular organisation and had no comments to make on assessment tools supplied.

For full validation assessment, see individual checklists submitted.

Date of next consultation: 20/6/2013    Date of last consultation: 20/6/2011
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ASSESSMEnT 1.1: Project part 1

assessment 
context

This final, summative, project will determine your ability to produce learning 
strategy documents based on your workplace needs.

assessment 
instructions

Using the work you did in Tasks 1.1 to 1.7 you will now be required to 
produce two learning strategies based on the two different learning needs 
you identified; one short skill set, and one full qualification.

For one of these learning strategies, you will need to hold a meeting with 
relevant stakeholders to discuss and confirm the identified needs. These 
discussions should include:

•	 a determination of the best methods for delivering and assessing the 
identified needs, using relevant learning theories and principles of design

•	 the development of learning outcomes.

You may use whatever format you choose for your strategy documents, 
however the content headings of each strategy must include all those 
shown in our example in the fully completed learning strategy document.

Evidence 
required

•	 Minutes of meetings held with stakeholders
•	 Any action plans resulting from stakeholder meetings
•	 List of documents researched in the development of the strategy
•	 Copy of the final two learning strategy documents.

range and 
conditions

•	 You must produce two learning strategy documents—at least one of 
which must be based on a full qualification from a training package or 
accredited course in line with your identified learning needs.

•	 You must have access to actual workplace documents and stakeholders 
to fulfil this task

•	 You will have two weeks in which to complete the assignment.
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ASSESSMEnT 1.1: Project part 2

In order to complete the final part of your assessment project you will be required to actually 
run the short skill set program you identified in Task 1.1 and documented in part 1 of this 
assessment.

Upon completion of this short program prepare a review report addressing the following 
points:

1. Whether the required outcome was achieved or not (and, if applicable, why not)

2. Stakeholders who were consulted in the review process

3. What measures were put in place to determine the effectiveness and quality of the learning 

strategy?

4. Any issues or areas for improvement that were identified

5. recommendations for improvement or modification to the strategy.

ASSESSMEnT 1.2: Discussion questions

1. not all learning programs will result in a full qualification being achieved. Discuss how 

units of competency, from a training package or accredited course, can be used to provide 

effective short skill sets.

2. Discuss how different AQF levels can, and do, impact on assessment requirements.

3. Discuss how industry-based policies, licensing and registration requirements impact on the 

training needs of an organisation.

4. Discuss under which circumstances you might incorporate behaviourist, cognitive and 

constructionist learning theories into a training program.

5. no two learning environments are the same. Discuss the reasons why different assessment 

methods need to be employed for different learners and learning environments.
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Competency map

Element Performance criteria Task Assessment Relates to page

1 Determine the 
parameters of the 
learning strategy

1.1
Clarify the purpose of the learning 
strategy, likely target groups and 
their learning needs

1.1 1a 4–5

1.2

research qualification or other 
benchmark options for meeting 
the likely target group needs and 
select an appropriate option

1.1 1a 5–6

1.3
Consult with relevant people to 
confirm the parameters of the 
learning strategy

1.1 1a 6

2 Develop the framework 
for the learning strategy

2.1

Develop a learning strategy design 
that reflects the requirements of 
the selected qualification or other 
benchmark

1.1 1a 8

2.2

Analyse industry or organisation 
documentation to determine 
additional and supporting 
requirements

1.2 1a 9

2.3

research and analyse options 
for design, based on likely target 
groups, their learning needs and 
contexts for delivery

1.4 1a 10–14

2.4

Use appropriate learning theories 
and instructional design principles 
to support the learning strategy 
design

1.3 1a 15–17

2.5
Identify and document broad 
content headings

1.5 1a 17

2.6
Consult to modify and confirm the 
framework

1b 18

2.7
Develop the review process for 
the learning strategy

1.7 1b
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Competency map continued

Element Performance criteria Task Assessment Relates to page

3 Devise the content and 
structure of the learning 
strategy

3.1

Elaborate on and document 
each content heading to form 
an overview of content to be 
addressed

1.5 1a 19

3.2

Sequence the content to support 
learning and determine overall 
timelines within operating 
constraints

1.5 1a 18

3.3

Express learning strategy 
outcomes to reflect both generic 
and specific learning outcomes to 
be achieved

1.5 1a 21

3.4

Identify and document appropriate 
delivery and assessment 
strategies, taking account of 
the learning parameters, design 
framework and learning context

1.6 1a 22–30

3.5
Identify and document operational 
requirements

1.5 1a 22–30

4 review the learning 
strategy

4.1

review the learning strategy in 
collaboration with relevant people 
against specified criteria prior to 
and post implementation

1.7 1b 31–34

4.2

Document a post-implementation 
review process that includes 
measures for identifying the 
effectiveness and quality of the 
learning strategy

1.7 1b 31–34

4.3

Make recommendations and 
changes based on outcomes of 
the review processes, where 
appropriate, and document these

1.7 1b 34

4.4
Make modifications and 
document as part of a continuous 
improvement strategy

1.7 1b 34



TAEDES501A – DESIgn AnD DEvELOP LEArnIng STrATEgIES CHaPtEr 1 43

Critical aspects for assessment Task Assessment Relates to page

Present a minimum of two examples of learning strategies designed by 
the candidate with differentiated design structures in each that:

•	 reflect the specific requirements of the qualification or skill set, and
•	 reflect client needs and contexts of application

1.1 to 1.7 1a, 1b

Implement at least one learning strategy 1a

Document a review which provides outcomes and evidence of 
continuous improvement.

1.7 1b


