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Introduction to the Competencies Framework

In today’s fast-paced world, continuous learning is a key driver of success for both individuals and organizations. With 
the growing reliance on modern learning technologies, Instructional Designers play a crucial role in creating effective, 
engaging, and results-driven learning experiences. Whether you are an individual aspiring to enter this field, a 
professional looking to enhance your skills, or an organization striving to improve training effectiveness, the 
Instructional Designer Competency Framework provides a structured roadmap to achieving excellence. 

This framework is designed to identify, develop, and strengthen the competencies of instructional designers, offering a 
clear structure of essential skills needed to design impactful training programs that align with organizational strategies 
and evolving industry standards. Covering key areas such as Training Needs Analysis, Curriculum Development, 
Training Delivery, Learning Technologies, Assessment & Evaluation, and Personalized Learning Strategies, the 
framework outlines a structured progression from foundational skills to enterprise-level strategic leadership. 

For Organizations 
If your organization is looking to enhance training effectiveness and maximize workforce potential, this framework 
enables you to assess and develop your learning and development teams, implement sustainable training programs, 
and achieve measurable improvements in employee performance. Through specialized training workshops, your team 
will gain the expertise needed to design interactive, technology-driven learning experiences that deliver real business 
impact. 
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For Individuals Aspiring to Become Instructional Designers or Enhance Their Skills 
If you’re looking to build a career as an Instructional Designer, this framework provides a structured approach to 
acquiring the essential knowledge, tools, and methodologies for success. Through specialized training programs, you 
will learn how to design innovative learning content, apply cutting-edge instructional strategies, and leverage 
technology to enhance training delivery. Whether you are starting out or seeking to advance your expertise, this 
framework serves as a comprehensive guide to help you grow and excel in your career. 

Why This Framework? 
• For Organizations: Helps build strong learning teams and drive measurable business impact. 
• For Instructional Designers: Provides a clear pathway to mastering instructional design. 
• For Aspiring Instructional Designers: Equips you with the knowledge and skills to enter and succeed in the field. 

Whether you are an individual looking to up-skill or an organization aiming to build impactful and sustainable training 
strategies, the Instructional Designer Competency Framework serves as a strategic reference for achieving 
excellence in learning and development. Join us in our specialized training workshops to gain the skills and knowledge 
needed to build a successful future in Instructional Design!

Introduction to the Competencies Framework - Continued
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Competency Overview 
Training Needs Analysis (TNA) is the systematic process of identifying training requirements to ensure that instructional 
programs address skill gaps, performance deficiencies, and organizational goals. A well-conducted TNA ensures that 
training interventions are targeted, relevant, and aligned with business strategies. 

Importance of Training Needs Analysis 
• Helps align training programs with organizational objectives. 
• Ensures cost-effective allocation of training resources. 
• Identifies specific competency gaps for employees. 
• Enhances employee performance and productivity. 
• Provides measurable ROI for learning and development initiatives. 

1. Training Needs Analysis 
	 Ability to assess learning and performance needs, identify skill gaps, and determine appropriate training  
	 interventions.
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Process of Training Needs Analysis 
This competency involves several key steps: 

• Identifying Organizational Goals: Determine how training aligns with business strategy. 
• Assessing Current Performance: Evaluate employee performance through assessments, feedback, and KPIs. 
• Defining Training Objectives: Establish clear learning outcomes based on performance gaps. 
• Selecting Data Collection Methods: Use surveys, interviews, focus groups, and observation techniques. 
• Analyzing Data and Identifying Gaps: Compare current performance with expected performance standards. 
• Recommending Training Solutions: Design targeted training interventions to address gaps. 
• Evaluating Training Impact: Measure the effectiveness of training using post-training assessments and KPIs.

1. Training Needs Analysis - Process
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1. Training Needs Analysis - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
training needs analysis 
concepts.

Application of training 
needs analysis in 
structured 
environments.

Advanced application 
and analysis of TNA 
methodologies.

Strategic planning and 
evaluation of training 
impact.

Enterprise-wide 
implementation of TNA 
frameworks.

Competency 
Levels

Ability to understand 
basic training needs 
assessment tools and 
techniques.

Ability to identify 
performance gaps and 
differentiate between 
training and non-
training needs.

Ability to apply various 
analysis models (e.g., 
SWOT, ADDIE, 
Kirkpatrick) to 
determine training 
requirements.

Ability to develop 
organization-wide 
training needs analysis 
frameworks and align 
them with strategic 
goals.

Ability to assess, 
challenge, and improve 
training needs analysis 
methodologies, 
ensuring alignment with 
business objectives.

Ability to collect and 
interpret basic training 
data through surveys 
and feedback forms.

Ability to conduct 
structured interviews, 
focus groups, and 
observations to gather 
training needs.

Ability to integrate 
business intelligence 
and HR data to assess 
workforce 
competencies.

Ability to benchmark 
training needs against 
industry standards and 
global best practices.

Ability to evaluate the 
impact of training needs 
assessment on overall 
business performance 
and ROI.

Ability to identify and list 
learning objectives 
based on identified 
training needs.

Ability to differentiate 
between skills, 
knowledge, and 
behavioural gaps in 
employees.

Ability to develop 
comprehensive training 
plans that address 
organizational gaps.

Ability to create 
strategic learning 
roadmaps based on 
workforce trends and 
future skill demands.

Ability to forecast 
training needs based on 
organizational growth, 
technological 
advancements, and 
market trends.
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1. Training Needs Analysis - Case Study Example

Scenario 
A multinational company noticed a decline in customer satisfaction ratings. To determine whether the issue was due to 
a lack of customer service skills among employees, a Training Needs Analysis (TNA) was conducted. 

Procedure 
• Data was collected through employee surveys and an analysis of frontline staff performance. 
• The results indicated that employees needed training on effectively handling customer complaints. 
• Based on this data, a customized training program was designed to develop problem-solving and customer 

communication skills. 

Results 
• Following the implementation of the training program, performance indicators showed a significant improvement in 

employees' skills. 
• Customer satisfaction ratings increased measurably, confirming the effectiveness of the training in closing the skill 

gap and enhancing the customer experience.
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Competency Overview 
Instructional Design & Curriculum Development involves the systematic planning and organization of training content to 
ensure effective learning outcomes. This competency includes the ability to develop structured training programs that 
align with adult learning theories, instructional design models, and competency-based frameworks. 

Importance of Instructional Design & Curriculum Development 
• Ensures training programs are structured, engaging, and effective. 
• Aligns learning objectives with business and performance goals. 
• Incorporates evidence-based learning strategies for knowledge retention. 
• Supports blended learning and modern digital learning technologies. 
• Facilitates competency-based learning for skill development and progression. 

2. Instructional Design & Curriculum Development 
	 Ability to design, structure, and develop training programs, ensuring alignment with instructional methodologies,  
       learning objectives, and business goals.



Page ￼  of ￼11 66

Key Elements of Instructional Design & Curriculum Development 
This competency involves several critical elements: 

• Defining Learning Objectives: Establishing measurable goals that align with training needs. 
• Selecting Instructional Models: Applying frameworks like ADDIE, Bloom’s Taxonomy, Gagné’s Nine Events of 

Instruction. 
• Content Development: Designing structured, engaging, and interactive learning materials. 
• Assessment Strategies: Creating formative and summative assessments to measure learning outcomes. 
• Blended Learning Approach: Integrating in-person, e-learning, and hands-on training techniques. 
• Curriculum Mapping: Organizing training content into modules for structured learning progression. 
• Technology Integration: Using digital tools, Learning Management Systems (LMS), and AI-driven adaptive learning. 
• Continuous Improvement: Gathering feedback and refining training programs based on learner performance and 

engagement.

2. Instructional Design & Curriculum Development - Key Elements
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2. Instructional Design & Curriculum Development - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
instructional design 
principles.

Application of 
instructional design 
models in structured 
learning environments.

Advanced development 
of competency-based 
learning solutions.

Strategic planning and 
evaluation of training 
programs for 
organizational impact.

Enterprise-wide 
implementation of 
instructional design 
innovations and AI-
driven learning 
strategies.

Competency 
Levels

Ability to understand 
basic instructional 
design models (e.g., 
ADDIE, Gagné’s Nine 
Events of Instruction).

Ability to apply 
instructional design 
principles to develop 
structured training 
content.

Ability to design 
blended learning 
solutions integrating 
face-to-face, online, 
and experiential learning 
approaches.

Ability to develop 
corporate-wide 
curriculum frameworks 
integrating various 
learning methodologies.

Ability to assess, 
challenge, and improve 
instructional design 
models and implement 
innovative learning 
strategies.

Ability to create basic 
course outlines and 
learning objectives.

Ability to develop 
training materials, 
exercises, and case 
studies that align with 
learning objectives.

Ability to structure 
competency-based 
learning modules 
tailored to different 
learner profiles.

Ability to integrate AI, 
adaptive learning, and 
digital platforms to 
enhance learning 
delivery.

Ability to strategize the 
implementation of 
innovative instructional 
design frameworks at 
an enterprise level.

Ability to utilize training 
templates and 
frameworks for 
developing instructional 
content.

Ability to differentiate 
between different 
learning styles and tailor 
content accordingly.

Ability to incorporate 
cognitive learning 
theories and 
neuroscience in 
instructional design.

Ability to analyze 
learning analytics and 
make data-driven 
improvements to 
training programs.	

Ability to drive 
transformation in 
instructional design 
through emerging 
trends and global best 
practices.
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2. Instructional Design & Curriculum Development - Case Study Example

Scenario 
A global technology company implemented a competency-based training program to enhance its employees' skills in 
cloud computing. 

Procedure 
• Instructional designers utilized the ADDIE model to develop structured training modules. 
• The training content incorporated hands-on labs, virtual simulations, and AI-powered assessments. 
• The program focused on practical application to ensure trainees acquired the necessary skills effectively. 

Results 
• Employees earned professional certifications in cloud computing. 
• The company enhanced its ability to deliver innovative solutions to clients, thanks to its workforce’s advanced skill 

set.
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Competency Overview 
Training Delivery & Facilitation focuses on the ability to present information, engage learners, and create an interactive 
learning environment. It involves understanding adult learning principles, effective communication, and the use of 
various facilitation techniques to ensure knowledge retention and application. 

Importance of Training Delivery & Facilitation 
• Ensures that training sessions are engaging, interactive, and impactful. 
• Helps learners retain knowledge through practical application. 
• Encourages participation, collaboration, and discussion. 
• Increases the effectiveness of training programs through active engagement. 
• Develops trainers' ability to manage different learner types and group dynamics. 

3. Training Delivery & Facilitation 
	 Ability to effectively deliver training programs using facilitation techniques, engagement strategies, and adult  
       learning methodologies to enhance learner experience and retention.
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Key Elements of Effective Training Delivery & Facilitation 
This competency involves several critical elements: 

• Understanding Adult Learning Theories: Applying andragogy principles to enhance learning experiences. 
• Engagement Strategies: Using storytelling, real-life scenarios, and interactive discussions to involve learners. 
• Facilitation Techniques: Implementing role-plays, case studies, group discussions, and experiential learning. 
• Presentation Skills: Delivering content in a structured, confident, and engaging manner. 
• Virtual Training Skills: Effectively using online platforms, virtual whiteboards, and breakout rooms for remote 

learning. 
• Handling Difficult Learners: Managing challenging behaviours, distractions, and ensuring inclusivity. 
• Assessing Learner Progress: Using quizzes, feedback sessions, and practical exercises to gauge learning 

retention. 
• Time Management: Structuring training sessions efficiently to cover content without overwhelming learners.

3. Training Delivery & Facilitation - Key Elements
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3. Training Delivery & Facilitation - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
training delivery and 
facilitation techniques.

Ability to apply 
structured facilitation 
methods in training 
sessions.

Advanced use of 
engagement strategies 
and learning 
reinforcement 
techniques.

Strategic planning of 
training delivery 
methods to enhance 
effectiveness.

Enterprise-wide 
innovation in training 
delivery, incorporating 
AI and data-driven 
learning solutions.

Competency 
Levels

Ability to understand 
basic facilitation 
techniques and 
presentation skills.

Ability to apply 
interactive training 
techniques, including 
role-playing and 
simulations.

Ability to facilitate 
workshops using 
advanced adult learning 
methodologies.

Ability to integrate 
storytelling, 
gamification, and 
experiential learning in 
facilitation.

Ability to strategize and 
drive innovations in 
corporate learning 
delivery models.

Ability to manage small 
group discussions and 
encourage participation.

Ability to create 
engaging learning 
environments using 
collaborative learning 
techniques.

Ability to manage 
difficult participants and 
resolve classroom 
challenges effectively.

Ability to train trainers, 
ensuring alignment with 
learning objectives and 
corporate training 
culture.

Ability to design a 
corporate-wide 
facilitation model that 
integrates both human-
led and AI-driven 
learning solutions.

Ability to use training 
aids such as slides, flip 
charts, and videos.

Ability to leverage 
learning management 
systems (LMS) for 
training delivery.

Ability to assess training 
effectiveness using 
participant feedback 
and engagement 
analytics.

Ability to integrate 
virtual reality (VR) and 
augmented reality (AR) 
into training programs.

Ability to evaluate and 
set future trends for 
training facilitation 
models at an 
organizational level.
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3. Training Delivery & Facilitation - Case Study Example

Scenario 
A financial services company launched a new digital banking system, requiring employees to undergo training to use it 
efficiently. 

Procedure 
• Trainers adopted a blended learning approach, which included: 

‣ Virtual simulations to allow employees to experience the system in a risk-free environment. 
‣ Role-playing exercises to enhance customer interaction skills in real-life scenarios. 
‣ Hands-on practical training to ensure a thorough understanding of the new system. 
‣ Active engagement techniques to boost trainee participation and create an effective learning experience. 

Results 
• Trainees demonstrated higher confidence and proficiency in using the new platform. 
• This led to a significant improvement in customer service quality, resulting in a notable increase in customer 

satisfaction ratings.
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Competency Overview 
Assessment & Evaluation is a critical component of instructional design, ensuring that training programs are effective, 
relevant, and aligned with organizational goals. It involves measuring learners' knowledge, skills, and behavioural 
changes to determine whether training interventions achieve desired outcomes. 

Importance of Assessment & Evaluation 
• Ensures that training objectives align with business performance goals. 
• Measures learner progress and competency development. 
• Identifies gaps in training content and instructional design. 
• Provides data-driven insights for continuous improvement. 
• Helps organizations calculate return on investment (ROI) for training initiatives. 

4. Assessment & Evaluation 
	 Ability to design, implement, and analyze assessments to measure learning outcomes, training effectiveness, and  
       overall impact on organizational performance.
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Key Elements of Effective Assessment & Evaluation 
This competency involves several critical elements: 

• Pre- and Post-Training Assessments: Establishing baseline knowledge and measuring post-training improvement. 
• Formative vs. Summative Assessments: Continuous feedback during training vs. final evaluation of knowledge. 
• Competency-Based Assessments: Measuring practical application rather than just theoretical knowledge. 
• Training Impact Evaluation: Using key performance indicators (KPIs) to assess workplace performance 

improvements. 
• Feedback Mechanisms: Gathering learner and stakeholder feedback to refine training programs. 
• Assessment Tools: Utilizing quizzes, case studies, role-plays, simulations, and surveys. 
• ROI Measurement: Calculating cost-effectiveness and value of training interventions. 
• Performance Benchmarking: Comparing training results with industry standards and organizational goals.

4. Assessment & Evaluation - Key Elements
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4. Assessment & Evaluation - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
assessment and 
evaluation concepts.

Application of 
structured assessment 
techniques in training 
programs.

Advanced evaluation 
and analysis of learning 
effectiveness.

Strategic alignment of 
assessment with 
business performance 
objectives.

Enterprise-wide 
implementation of AI-
driven learning analytics 
and assessment 
models.

Competency 
Levels

Ability to develop basic 
quizzes and knowledge 
checks to assess 
learning.

Ability to create 
competency-based 
assessments and 
measure learning 
outcomes.

Ability to implement 
performance-based 
assessments and real-
world training 
simulations.

Ability to analyze 
training data and use 
metrics to improve 
learning effectiveness.

Ability to strategize and 
lead corporate-wide 
learning impact 
assessments and ROI 
analysis.

Ability to use direct 
observation and 
feedback to measure 
participant engagement.

Ability to design pre- 
and post-training 
assessments to 
measure skill 
improvement.

Ability to develop key 
performance indicators 
(KPIs) for training 
success measurement.

Ability to integrate 
predictive analytics and 
AI-driven assessments 
to measure learning 
effectiveness.

Ability to assess, 
challenge, and redefine 
the training evaluation 
framework for greater 
impact.

Ability to provide 
immediate feedback to 
learners to reinforce 
knowledge retention.

Ability to track and 
document learner 
progress for reporting 
purposes.

Ability to conduct long-
term impact studies to 
measure business 
improvements resulting 
from training.

Ability to benchmark 
training success against 
industry-leading 
organizations.

Ability to forecast the 
future learning needs of 
the organization based 
on assessment trends.
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4. Assessment & Evaluation - Case Study Example

Scenario 
A healthcare organization implemented a patient safety training program for its staff to improve adherence to new 
protocols and enhance a safe environment for patients. 

Procedure 
• The training team utilized a combination of assessment tools, including: 

‣ Short quizzes to measure understanding of theoretical concepts. 
‣ Interactive simulations to train employees on patient safety scenarios in a risk-free environment. 
‣ On-the-job performance evaluations to monitor the practical application of new procedures. 
‣ Periodic analysis of assessment results to ensure program effectiveness and make necessary improvements. 

Results 
• Six months after program implementation, incident reports showed a 40% reduction in patient safety violations. 
• This decline confirmed the effectiveness of the training program and highlighted the critical role of assessments in 

measuring the real-world impact of learning on organizational performance.
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Competency Overview 
Learning Technology & Digital Tools competency focuses on leveraging digital platforms, learning management 
systems (LMS), and interactive tools to enhance the learning experience. It ensures the effective use of technology to 
support various learning methodologies, including e-learning, blended learning, and virtual training. 

Importance of Learning Technology & Digital Tools 
• Expands access to training through online and mobile learning platforms. 
• Enhances learner engagement through interactive and gamified experiences. 
• Enables tracking of learner progress and performance using data analytics. 
• Supports cost-effective and scalable learning solutions. 
• Facilitates adaptive and personalized learning experiences. 

5. Learning Technology & Digital Tools 
	 Ability to integrate, manage, and optimize digital learning technologies and tools to enhance training effectiveness,  
       accessibility, and learner engagement.
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Key Elements of Learning Technology & Digital Tools 
This competency includes several critical elements: 

• Learning Management Systems (LMS): Platforms such as Moodle, Blackboard, or TalentLMS for managing and 
delivering courses. 

• E-Learning Authoring Tools: Software like Articulate, Adobe Captivate, and Camtasia for creating interactive 
courses. 

• Virtual Training Tools: Platforms like Zoom, Microsoft Teams, and Webex for live online training sessions. 
• Gamification & Interactive Learning: Using leaderboards, badges, and interactive modules to increase learner 

engagement. 
• Artificial Intelligence in Learning: Implementing AI-powered chatbots, adaptive learning paths, and virtual tutors. 
• Mobile Learning: Designing content optimized for mobile devices to enable learning on the go. 
• Augmented Reality (AR) & Virtual Reality (VR): Immersive learning experiences using AR/VR simulations. 
• Analytics & Reporting: Tracking learner progress through data dashboards and performance metrics.

5. Learning Technology & Digital Tools - Key Elements
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5. Learning Technology & Digital Tools - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
learning technologies 
and digital tools.

Application of e-learning 
platforms and digital 
training solutions.

Advanced integration of 
digital tools to enhance 
learner engagement.

Strategic 
implementation of 
technology-driven 
learning frameworks.

Enterprise-wide 
leadership in digital 
learning transformation 
and AI-driven training 
solutions.

Competency 
Levels

Ability to use basic 
learning management 
systems (LMS) for 
training administration.

Ability to create and 
manage e-learning 
content using authoring 
tools (e.g., Articulate, 
Captivate).

Ability to integrate 
gamification and micro-
learning into digital 
training strategies.

Ability to lead digital 
transformation in 
learning by 
implementing AI-driven 
adaptive learning 
models.

Ability to evaluate and 
implement enterprise-
wide learning 
technology solutions 
aligned with digital 
strategies.

Ability to conduct virtual 
training sessions using 
video conferencing 
platforms.

Ability to design 
interactive learning 
experiences using 
digital tools and 
software.

Ability to analyze 
learning analytics and 
use insights to enhance 
training programs.

Ability to strategize the 
use of immersive 
technologies such as 
AR/VR in corporate 
learning.

Ability to forecast and 
set the direction for the 
next generation of 
digital learning 
environments.

Ability to manage basic 
technical issues during 
digital training sessions.

Ability to select and 
integrate the most 
effective digital learning 
tools based on learner 
needs.

Ability to develop 
mobile learning 
applications and 
optimize training for 
remote learners.

Ability to assess and 
implement AI-powered 
learning assistants and 
chatbots.

Ability to lead the 
development of a digital 
learning ecosystem that 
aligns with future 
workforce trends.
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5. Learning Technology & Digital Tools - Case Study Example

Scenario 
A global retail company implemented a cloud-based Learning Management System (LMS) to provide on-demand 
training for employees. 

Procedure 
• AI-powered adaptive learning was integrated, allowing personalized training content based on individual employee 

needs. 
• Gamification strategies such as digital badges, leaderboards, and rewards were introduced to enhance learner 

motivation. 
• The new system enabled instant access to training materials across mobile devices and computers, improving 

learning flexibility. 

Results 
• Training completion rates increased by 50% due to the interactive and engaging learning approach. 
• Employee participation in training significantly improved, leading to enhanced customer service performance 

metrics. 
• Learning analytics helped identify skill gaps and optimize training content to ensure better learning outcomes.
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Competency Overview 
Validation & Evaluation of Training Programs is a crucial process that determines whether training interventions achieve 
their intended goals. It involves assessing the relevance, effectiveness, and impact of training initiatives using 
structured evaluation models and data-driven insights. This competency ensures continuous improvement in training 
programs by refining content, delivery methods, and assessment techniques based on feedback and performance 
data. 

Importance of Validation & Evaluation of Training Programs 
• Ensures training programs align with business objectives and workforce needs. 
• Identifies gaps between training content and actual learning outcomes. 
• Measures the effectiveness and return on investment (ROI) of training initiatives. 
• Supports continuous improvement through feedback and performance data analysis. 
• Enhances employee engagement and skill development by refining instructional strategies. 

6. Validation & Evaluation of Training Programs 
	 Ability to validate training effectiveness through systematic evaluation, ensuring alignment with learning objectives,  
       business goals, and overall performance improvement.
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Key Elements of Validation & Evaluation of Training Programs 
This competency includes several critical elements: 

• Evaluation Models: Applying frameworks like Kirkpatrick’s Four Levels of Evaluation, Phillips ROI Model, and CIRO 
Model. 

• Pre- and Post-Training Assessments: Measuring knowledge gain and behavioural change. 
• Learner Feedback Mechanisms: Gathering qualitative and quantitative insights from trainees. 
• Performance Impact Analysis: Assessing the effect of training on job performance and productivity. 
• Data Collection Methods: Using surveys, focus groups, interviews, and observation techniques. 
• Benchmarking: Comparing training outcomes against industry best practices and corporate standards. 
• Cost-Benefit Analysis: Evaluating the efficiency and financial impact of training programs. 
• Continuous Improvement Strategies: Refining training content, delivery, and methodologies based on evaluation 

results.

6. Validation & Evaluation of Training Programs - Key Elements
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6. Validation & Evaluation of Training Programs - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
training validation and 
evaluation concepts.

Application of 
evaluation techniques to 
measure learning 
effectiveness.

Advanced data-driven 
assessment and 
continuous 
improvement of training 
programs.

Strategic alignment of 
training evaluation with 
business performance 
goals.

Enterprise-wide 
implementation of 
predictive analytics and 
AI-driven training 
evaluation models.

Competency 
Levels

Ability to understand 
basic training evaluation 
models (e.g., 
Kirkpatrick, ROI model).

Ability to apply 
participant feedback 
methods (surveys, focus 
groups) for training 
assessment.

Ability to design multi-
level evaluation 
frameworks to measure 
short- and long-term 
learning impact.

Ability to assess, 
challenge, and refine 
corporate training 
validation 
methodologies.

Ability to integrate 
advanced learning 
analytics, AI, and big 
data to drive real-time 
training evaluation 
strategies.

Ability to collect and 
document feedback 
from learners and 
trainers.

Ability to use validation 
techniques to ensure 
training alignment with 
objectives.

Ability to measure 
training effectiveness 
based on business 
performance indicators.

Ability to establish 
organization-wide 
training evaluation 
benchmarks.

Ability to implement 
cutting-edge validation 
techniques that redefine 
learning quality 
assurance.

Ability to support 
trainers in implementing 
assessment tools.

Ability to improve 
training modules based 
on learner feedback and 
needs.

Ability to perform 
competency gap 
analysis to assess 
program effectiveness.

Ability to develop a 
strategic framework for 
training evaluation 
across different 
departments.

Ability to set global 
corporate learning 
validation standards 
that enhance workforce 
performance.
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6. Validation & Evaluation of Training Programs - Case Study Example

Scenario 
A logistics company implemented a safety training program for warehouse operations to ensure employee compliance 
with preventive protocols and reduce workplace accidents. 

Procedure 
• Post-training assessments were conducted to measure employees' understanding of new safety procedures. 
• Kirkpatrick’s Model was used to evaluate training effectiveness at multiple levels: 

‣ Reaction: Measured participant satisfaction with the training. 
‣ Learning: Administered tests to assess employees' comprehension of safety procedures. 
‣ Behaviour: Observed real-world application of safety practices in the workplace. 
‣ Results: Analyzed data to evaluate the training’s impact on operational safety and accident rates. 

Results 
• A 30% reduction in warehouse accidents was observed following the training program. 
• Employee compliance with safety procedures significantly improved. 
• Analysis using Kirkpatrick’s Model confirmed that the training led to enhanced operational behaviours and workplace 

safety, resulting in measurable business impact and reduced operational risks.
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Competency Overview 
Professional Writing & Content Development is essential in instructional design, ensuring that training materials are 
well-structured, clear, and aligned with learning objectives. This competency involves writing training manuals, e-
learning scripts, assessments, and interactive content that enhance knowledge retention and learner engagement. 

Importance of Professional Writing & Content Development 
• Ensures clarity and consistency in training materials. 
• Enhances learner engagement through well-structured content. 
• Supports different learning styles by integrating multimedia and interactive elements. 
• Increases retention by using structured and well-organized instructional content. 
• Aligns learning materials with business goals and competency frameworks. 

7. Professional Writing & Content Development 
	 Ability to create structured, clear, and engaging training materials, ensuring content is aligned with learning  
       objectives and instructional best practices.
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Key Elements of Professional Writing & Content Development 
This competency includes several critical elements: 

• Instructional Clarity: Writing content that is easy to understand and accessible to learners of different levels. 
• Training Manual Development: Structuring learning materials, including step-by-step guides, worksheets, and 

reference documents. 
• E-Learning Content Creation: Developing scripts, scenarios, and interactive content for digital learning platforms. 
• Assessment Content Writing: Designing quizzes, case studies, and knowledge checks that measure learning 

outcomes. 
• Storyboarding: Planning and structuring content flow for e-learning and blended learning solutions. 
• Engagement Strategies: Using storytelling, examples, and case studies to make learning relatable. 
• Technical Writing Skills: Creating precise, concise, and user-friendly documents. 
• Multimedia Integration: Aligning text-based content with images, videos, and animations to support learning.

7. Professional Writing & Content Development - Key Elements
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7. Professional Writing & Content Development - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
professional writing and 
content development.

Application of 
structured writing 
techniques in training 
materials.

Advanced content 
development using 
instructional design 
principles.

Strategic alignment of 
training content with 
organizational learning 
objectives.

Enterprise-wide 
leadership in 
professional writing for 
corporate training and 
development.

Competency 
Levels

Ability to write clear and 
concise training 
materials with proper 
formatting.

Ability to create 
structured training 
manuals, workbooks, 
and job aids.

Ability to develop 
instructional scripts and 
storyboards for e-
learning modules.

Ability to design 
organization-wide 
content development 
standards and 
frameworks.

Ability to implement 
corporate-wide policies 
for instructional writing 
and knowledge 
management.

Ability to follow writing 
guidelines and 
templates for training 
content.

Ability to differentiate 
writing styles for 
technical, behavioural, 
and conceptual training 
content.

Ability to align content 
with branding, 
instructional goals, and 
engagement strategies.

Ability to assess, refine, 
and improve content 
development 
methodologies for 
multiple learning 
formats.

Ability to develop and 
implement AI-driven 
content personalization 
strategies in training 
programs.

Ability to proofread 
training documents for 
clarity and accuracy.

Ability to integrate visual 
elements (infographics, 
icons) with text-based 
content for enhanced 
learning.

Ability to create 
interactive digital 
training content using 
instructional writing 
principles.

Ability to review and 
ensure compliance of 
training materials with 
industry and legal 
standards.

Ability to develop and 
lead enterprise-wide 
digital knowledge 
management systems.
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7. Professional Writing & Content Development - Case Study Example

Scenario 
A global software company launched a new cloud-based product, requiring the development of a comprehensive 
training program to help employees and customers quickly adapt to the new solution. 

Procedure 
• The instructional design team developed a structured e-learning course that included: 

‣ Detailed user guides explaining the product’s features and functionalities. 
‣ Interactive scenarios simulating real-world use cases. 
‣ Self-assessments to help users track their progress and understanding of the product. 

• The course was made available online, allowing employees and customers to learn at their own pace. 

Results 
• The training program reduced onboarding time by 40%, enabling employees and customers to use the new product 

quickly and efficiently. 
• User satisfaction significantly improved, as they were able to interact with the product with ease and confidence. 
• The interactive training materials reduced the need for additional technical support, increasing the efficiency of 

product rollout and adoption.
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Competency Overview 
Training Tools & Techniques Selection is essential for delivering impactful training programs. It involves choosing the 
right methods and technologies to optimize the learning experience, ensuring that training interventions are interactive, 
engaging, and aligned with business objectives. This competency also focuses on integrating innovative tools to 
enhance knowledge retention and practical application. 

Importance of Training Tools & Techniques Selection 
• Ensures training effectiveness by using the most appropriate instructional methods. 
• Enhances learner engagement through interactive and experiential learning techniques. 
• Supports diverse learning preferences, including visual, auditory, and kinaesthetic learners. 
• Enables efficient knowledge transfer and practical skill application. 
• Facilitates scalable and flexible learning solutions across multiple delivery formats. 

8. Training Tools & Techniques Selection 
	 Ability to identify, evaluate, and implement the most effective training tools and techniques to enhance learner  
       engagement, retention, and overall training effectiveness.
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Key Elements of Training Tools & Techniques Selection 
This competency includes several critical elements: 

• Traditional Training Tools: Using whiteboards, flip charts, and printed handouts for in-person training. 
• E-Learning Platforms: Leveraging Learning Management Systems (LMS) such as Moodle, Blackboard, or 

TalentLMS. 
• Multimedia Integration: Incorporating videos, podcasts, and infographics to support learning objectives. 
• Simulation & Gamification: Using interactive simulations and gamified learning experiences to boost engagement. 
• Virtual & Augmented Reality (VR/AR): Implementing immersive learning experiences for hands-on training. 
• Mobile Learning: Providing on-demand access to training materials through mobile apps and micro-learning 

modules. 
• Adaptive Learning Technologies: Utilizing AI-powered platforms to personalize training content for individual 

learners. 
• Evaluation & Feedback Tools: Using assessment software, real-time quizzes, and learner analytics to measure 

training effectiveness.

8. Training Tools & Techniques Selection - Key Elements
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8. Training Tools & Techniques Selection - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
different training tools 
and techniques.

Application of 
structured tools and 
methods in training 
sessions.

Advanced selection and 
integration of innovative 
training tools and 
methodologies.

Strategic alignment of 
training techniques with 
business goals and 
learning strategies.

Enterprise-wide 
leadership in adopting 
cutting-edge training 
technologies and 
methodologies.

Competency 
Levels

Ability to identify 
common training tools 
(flip-charts, slides, 
videos, role-plays).

Ability to select 
appropriate training 
tools based on learning 
objectives and 
audience.

Ability to integrate 
innovative tools such as 
virtual reality (VR), 
augmented reality (AR), 
and AI-assisted 
learning.

Ability to develop 
organization-wide 
strategies for training 
tool adoption and 
implementation.

Ability to forecast and 
drive innovation in 
training tool selection 
based on future learning 
trends.

Ability to use training 
aids effectively during 
instruction.

Ability to match training 
techniques with 
participant engagement 
levels.

Ability to conduct cost-
benefit analysis for tool 
selection in training 
programs.

Ability to optimize 
training delivery by 
using a blended 
learning model 
incorporating multiple 
tools.

Ability to strategize 
enterprise-wide digital 
transformation for 
training methodologies 
and tools.

Ability to support 
trainers in using pre-
designed tools 
effectively.

Ability to test and 
evaluate different 
training techniques and 
their effectiveness.

Ability to integrate 
adaptive learning tools 
and gamification into 
instructional design.

Ability to ensure 
seamless integration of 
training tools with 
business learning 
management systems 
(LMS).

Ability to develop 
custom AI-driven 
training tools tailored to 
specific corporate 
learning needs.
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8. Training Tools & Techniques Selection - Case Study Example

Scenario 
A global retail company implemented a new training strategy to enhance store employees' customer service skills, 
aiming to improve customer experience and staff efficiency. 

Procedure 
• The company adopted a Blended Learning approach, which included: 

‣ A Learning Management System (LMS) to provide self-paced training. 
‣ Role-playing and interactive simulations to develop customer interaction skills in real-world scenarios. 
‣ Live coaching sessions with supervisors to provide real-time feedback and performance improvement. 

• Gamification elements were integrated, including: 
‣ Digital badges to encourage individual achievements. 
‣ Leaderboards to foster healthy competition among employees. 

Results 
• Employee engagement in training increased by 45%, reflecting higher motivation for learning and development. 
• Customer satisfaction ratings significantly improved, as employees demonstrated stronger customer interaction 

skills. 
• Modern training technologies enhanced the learning experience and ensured the practical application of skills in the 

workplace.
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Competency Overview 
Scenario-Based Training & Simulation Development involves the creation of realistic, hands-on training experiences 
that enable learners to apply knowledge in real-world situations. This competency ensures that employees can 
develop problem-solving, critical thinking, and decision-making skills through experiential learning. 

Importance of Scenario-Based Training & Simulation Development 
• Enhances learner engagement and knowledge retention through interactive experiences. 
• Provides a safe environment for learners to practice skills without real-world risks. 
• Helps employees develop critical thinking and problem-solving abilities. 
• Supports experiential learning through realistic workplace scenarios. 
• Facilitates compliance and technical training by simulating industry-specific challenges. 

9. Scenario-Based Training & Simulation Development 
	 Ability to design, develop, and implement scenario-based training and simulation models to enhance practical  
       learning experiences and decision-making skills.
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Key Elements of Scenario-Based Training & Simulation Development 
This competency includes several critical elements: 

• Realistic Scenario Design: Creating workplace-relevant scenarios that reflect actual challenges. 
• Role-Playing & Case Studies: Using structured exercises that allow learners to engage in decision-making. 
• Simulation Technology: Incorporating virtual reality (VR), augmented reality (AR), and AI-driven learning 

environments. 
• Gamification: Adding interactive elements such as challenges, rewards, and performance tracking. 
• Branching Scenarios: Developing training paths where learner choices affect outcomes. 
• Soft Skills Development: Using simulations to enhance communication, leadership, and negotiation skills. 
• Crisis Management Training: Simulating emergency response, risk assessment, and high-pressure decision-

making. 
• Performance Feedback & Analysis: Providing instant feedback on learner performance in scenarios.

9. Scenario-Based Training & Simulation Development - Key Elements
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9. Scenario-Based Training & Simulation Development - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
scenario-based training 
concepts.

Application of scenario-
based learning in 
structured 
environments.

Advanced use of 
simulation and 
gamification in training 
programs.

Strategic alignment of 
scenario-based learning 
with organizational 
goals.

Enterprise-wide 
leadership in immersive 
and AI-driven learning 
simulations.

Competency 
Levels

Ability to develop simple 
role-play exercises for 
classroom-based 
training.

Ability to design 
structured case studies 
and workplace 
scenarios for learning.

Ability to create 
immersive simulation-
based training 
experiences.

Ability to integrate 
scenario-based training 
with performance 
improvement programs.

Ability to drive 
corporate-wide 
implementation of AI-
powered training 
simulations.

Ability to facilitate 
discussions around 
simple workplace 
scenarios.

Ability to structure real-
world training problems 
with decision-making 
exercises.

Ability to evaluate the 
impact of simulations 
on skill development 
and problem-solving 
capabilities.

Ability to benchmark 
scenario-based learning 
against global industry 
standards.

Ability to develop and 
implement enterprise-
wide VR/AR-driven 
scenario-based learning 
models.

Ability to adapt pre-
existing scenarios and 
simulations for training 
purposes.

Ability to measure the 
effectiveness of 
scenario-based learning 
interventions.

Ability to use digital 
tools to create 
branching scenarios 
and interactive 
storytelling.

Ability to assess and 
improve scenario-based 
training effectiveness 
through analytics and 
AI.

Ability to create a long-
term roadmap for 
integrating advanced 
scenario-based learning 
into corporate 
education strategies.
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9. Scenario-Based Training & Simulation Development - Case Study Example

Scenario 
A healthcare organization trained its medical staff using simulation-based learning to enhance emergency response 
skills, particularly in managing cardiac arrests. 

Procedure 
• Virtual reality (VR)-based simulations were developed, allowing trainees to: 

‣ Engage with realistic medical scenarios in a safe environment. 
‣ Practice critical decision-making during emergency response situations. 
‣ Apply medical procedures in simulated real-life scenarios without posing risks to patients. 

• Post-training assessments measured response speed and decision-making accuracy after each simulation session. 

Results 
• Post-training evaluations showed a 60% improvement in response time and medical decision-making accuracy. 
• Interactive simulations enhanced medical staff competency, reducing medical errors and increasing patient survival 

rates. 
• Performance-based analysis confirmed that scenario-based learning and simulations significantly improved medical 

teams’ readiness to handle critical cases effectively.
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Competency Overview 
Performance Gap Analysis & Training Effectiveness focuses on assessing workforce performance to identify skill gaps 
that hinder productivity. This competency ensures that training programs are designed and evaluated based on their 
impact on business goals, employee development, and organizational success. 

Importance of Performance Gap Analysis & Training Effectiveness 
• Ensures training programs are aligned with business objectives and workforce needs. 
• Helps organizations address competency gaps and improve employee performance. 
• Measures the return on investment (ROI) of training programs. 
• Supports continuous improvement by refining training strategies based on evaluation data. 
• Enhances organizational competitiveness through targeted skill development. 

10. Performance Gap Analysis & Training Effectiveness 
	 Ability to identify, analyze, and address skill gaps through targeted training interventions while measuring training  
       effectiveness and business impact.
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Key Elements of Performance Gap Analysis & Training Effectiveness 
This competency includes several critical elements: 

• Workforce Skills Assessment: Evaluating employee competencies against job role expectations. 
• Key Performance Indicators (KPIs): Using business metrics to measure training impact on performance. 
• Root Cause Analysis: Identifying whether performance issues stem from training deficiencies or other factors. 
• Training Needs Identification: Mapping skill gaps to appropriate training interventions. 
• Post-Training Performance Monitoring: Tracking employee progress after training completion. 
• ROI Calculation: Measuring training effectiveness through cost-benefit analysis. 
• Feedback Mechanisms: Using surveys, assessments, and manager reviews to gather insights. 
• Continuous Learning Strategies: Refining training programs based on evaluation results.

10. Performance Gap Analysis & Training Effectiveness - Key Elements
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10. Performance Gap Analysis & Training Effectiveness - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
performance gap 
analysis and training 
evaluation methods.

Application of 
structured gap analysis 
techniques to measure 
workforce skills.

Advanced evaluation of 
training effectiveness 
using data-driven 
insights.

Strategic alignment of 
training effectiveness 
with organizational 
performance goals.

Enterprise-wide 
leadership in 
performance-driven 
training strategies using 
AI and predictive 
analytics.

Competency 
Levels

Ability to identify basic 
performance issues that 
require training 
interventions.

Ability to analyze 
workforce skills gaps 
through structured 
assessment tools.

Ability to develop 
targeted training plans 
to address specific skill 
gaps.

Ability to implement 
organization-wide 
competency gap 
analysis frameworks.

Ability to drive 
enterprise-wide skill 
forecasting models for 
future workforce 
planning.

Ability to collect data on 
employee performance 
issues related to 
training.

Ability to use structured 
training needs analysis 
to bridge performance 
gaps.

Ability to recommend 
corrective training 
interventions based on 
gap analysis.

Ability to align training 
programs with long-
term business 
performance 
improvements.

Ability to develop a 
corporate strategy for 
continuous workforce 
up-skilling and re-
skilling.

Ability to differentiate 
between training-related 
and non-training-related 
performance gaps.

Ability to assess and 
compare industry 
benchmarks for skill 
proficiency levels.

Ability to integrate 
performance 
improvement plans with 
talent development 
programs.

Ability to measure the 
direct impact of training 
on organizational KPIs.

Ability to lead global 
workforce development 
initiatives to address 
emerging skills gaps.
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10. Performance Gap Analysis & Training Effectiveness - Case Study Example

Scenario 
A financial services company noticed a decline in customer satisfaction ratings, which negatively impacted 
organizational performance. 

Procedure 
• A performance gap analysis was conducted, revealing a lack of customer service skills among employees. 
• Based on the findings, a targeted training program was designed, including: 

‣ Role-playing exercises to simulate real-world customer interactions. 
‣ Real-life case studies to help employees develop problem-solving and effective communication skills. 

• Pre- and post-training assessments were conducted to measure skill improvement and the training's impact on 
workplace performance. 

Results 
• Six months after the training implementation, customer satisfaction ratings increased by 35%. 
• The training helped employees enhance their customer interaction skills, leading to a stronger company reputation 

and increased customer loyalty. 
• Performance analysis confirmed that the training had a direct impact on organizational success, contributing to 

business objectives and overall growth.
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Competency Overview 
Personalized Learning & Adaptive Training is a competency that focuses on creating customized learning experiences 
tailored to individual learners’ strengths, weaknesses, and preferences. By leveraging AI, analytics, and adaptive 
learning technologies, organizations can provide more relevant, efficient, and engaging training programs that enhance 
knowledge retention and workforce development. 

Importance of Personalized Learning & Adaptive Training 
• Enhances learner engagement by tailoring content to individual needs. 
• Improves retention and application of knowledge by adapting to learning progress. 
• Supports different learning styles (visual, auditory, kinaesthetic, etc.). 
• Provides real-time feedback and personalized recommendations. 
• Increases training efficiency by focusing on specific learner gaps and strengths. 
• Enables scalability through AI-driven learning management systems. 

11. Personalized Learning & Adaptive Training 
	 Ability to design and implement learning experiences that adapt to individual learner needs, preferences, and  
       performance levels using data-driven and AI-powered technologies.
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Key Elements of Personalized Learning & Adaptive Training 
This competency includes several critical elements: 

• AI-Powered Learning Systems: Using adaptive learning platforms that modify content based on learner 
interactions. 

• Competency-Based Learning: Customizing training programs based on employee skills and career progression. 
• Micro-learning: Delivering bite-sized learning content based on real-time needs and job roles. 
• Data-Driven Adaptation: Leveraging analytics to track learner progress and personalize content. 
• Real-Time Feedback & Adjustments: Providing instant feedback and modifying training paths accordingly. 
• Personalized Learning Journeys: Designing training pathways that align with individual development goals. 
• Gamification & Engagement Strategies: Using leaderboards, rewards, and interactive exercises to enhance 

motivation. 
• Multi-Modal Content: Offering diverse learning formats, including videos, text, simulations, and VR experiences.

11. Personalized Learning & Adaptive Training - Key Elements
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11. Personalized Learning & Adaptive Training - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
personalized learning 
concepts and tools.

Application of adaptive 
learning strategies in 
structured 
environments.

Advanced integration of 
AI-driven 
personalization 
techniques in training 
programs.

Strategic alignment of 
personalized learning 
with corporate training 
goals.

Enterprise-wide 
leadership in 
implementing scalable 
adaptive learning 
ecosystems.

Competency 
Levels

Ability to recognize 
differences in learning 
styles and preferences.

Ability to develop 
individualized learning 
paths based on learner 
profiles.

Ability to integrate AI-
driven adaptive learning 
models into training 
programs.

Ability to create 
enterprise-wide 
personalized learning 
strategies based on skill 
gaps and job roles.

Ability to implement an 
AI-powered learning 
ecosystem for fully 
customized corporate 
training.

Ability to provide 
learners with alternative 
content formats (e.g., 
text, video, hands-on 
exercises).

Ability to assess and 
categorize learners 
based on skill levels and 
experience.

Ability to analyze 
learning analytics to 
adjust training content 
dynamically.

Ability to integrate real-
time feedback loops 
into learning systems 
for immediate 
adaptation.

Ability to design a 
global framework for 
personalized learning 
based on predictive 
workforce analytics.

Ability to allow learners 
to progress at their own 
pace within structured 
training programs.

Ability to align 
personalized learning 
paths with 
organizational 
performance goals.

Ability to create learning 
modules that adjust 
dynamically based on 
learner progress.

Ability to develop a 
competency-based 
learning approach for 
long-term workforce 
development.

Ability to establish 
strategic initiatives that 
fully automate 
personalized learning 
experiences.



Page ￼  of ￼49 66

11. Personalized Learning & Adaptive Training - Case Study Example

Scenario 
A global IT company implemented an AI-powered Learning Management System (LMS) to train software developers, 
aiming to enhance efficiency and accelerate the learning process. 

Procedure 
• Real-time coding assessments were conducted to analyze employee performance in problem-solving. 
• The AI-driven system utilized data analysis to identify individual skill gaps for each learner. 
• Personalized learning modules were assigned based on each employee’s strengths and weaknesses in coding. 
• The system automatically redirected trainees to relevant content, creating a unique and adaptive learning experience 

for each individual. 

Results 
• Training time was reduced by 50%, as each learner was directed to the exact content they needed. 
• Employee efficiency improved by 30%, leading to higher-quality code and fewer errors. 
• The system boosted productivity and minimized the need for additional training sessions. 
• AI-driven adaptive learning enhanced the trainee experience, significantly improving the overall performance of the 

development team.



Page ￼  of ￼50 66

Competency Overview 
Adult Learning & Andragogy refers to the principles and strategies used to facilitate learning among adults. Unlike 
traditional pedagogy, which focuses on teaching children, andragogy emphasizes self-directed learning, experience-
based instruction, and immediate application of knowledge. This competency ensures that instructional designers 
create training programs that align with adult learners' motivations, needs, and expectations. 

Importance of Adult Learning & Andragogy 
• Enhances engagement by addressing the unique learning preferences of adults. 
• Improves knowledge retention through real-world application and experience-based learning. 
• Encourages self-directed learning and problem-solving skills. 
• Increases the effectiveness of corporate training by aligning content with job-related challenges. 
• Supports lifelong learning and career development. 

12. Adult Learning & Andragogy 
	 Ability to design and deliver training programs based on adult learning principles, ensuring engagement,  
       knowledge retention, and practical application.
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Key Elements of Adult Learning & Andragogy 
This competency includes several critical elements: 

• Self-Directed Learning: Encouraging learners to take responsibility for their own education. 
• Experience-Based Learning: Leveraging prior knowledge and work experience in training. 
• Problem-Solving Focus: Using real-world challenges and case studies to enhance learning. 
• Immediate Application: Designing training programs that allow learners to apply skills in their roles immediately. 
• Learner-Centred Approach: Adapting training content to individual learning needs and professional backgrounds. 
• Active Participation: Incorporating interactive techniques such as discussions, role-playing, and simulations. 
• Intrinsic Motivation: Understanding what drives adult learners and aligning training with their personal and 

professional goals. 
• Flexible Learning Strategies: Offering multiple learning formats (e-learning, blended, classroom, and micro-

learning).

12. Adult Learning & Andragogy - Key Elements
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12. Adult Learning & Andragogy - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
adult learning principles 
and andragogy.

Application of adult 
learning techniques in 
training programs.

Advanced use of 
andragogical strategies 
for learner engagement.

Strategic alignment of 
adult learning with 
organizational goals.

Enterprise-wide 
leadership in adult 
education and lifelong 
learning initiatives.

Competency 
Levels

Ability to understand 
basic adult learning 
principles and 
andragogy.

Ability to apply 
experiential learning and 
real-world applications 
to enhance retention.

Ability to tailor 
instructional strategies 
based on adult learning 
theories.

Ability to integrate 
problem-solving, self-
directed learning, and 
practical application in 
training programs.

Ability to lead 
enterprise-wide 
implementation of 
andragogy-driven 
learning strategies.

Ability to identify 
motivational factors that 
influence adult learning.

Ability to incorporate 
interactive learning 
techniques (e.g., group 
discussions, case 
studies).

Ability to evaluate and 
improve instructional 
strategies based on 
adult learner feedback.

Ability to align adult 
learning methodologies 
with organizational 
training goals.

Ability to develop a 
corporate learning 
culture based on the 
best practices in 
andragogy.

Ability to recognize 
common challenges in 
adult learning 
environments.

Ability to facilitate self-
directed learning 
environments for 
professionals.

Ability to develop 
competency-based 
training solutions based 
on adult learning 
behaviours.

Ability to assess 
organizational learning 
maturity and 
recommend appropriate 
instructional strategies.

Ability to shape learning 
methodologies that 
align with future trends 
in adult learning.
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12. Adult Learning & Andragogy - Case Study Example

Scenario 
A global logistics company needed to train mid-career employees on digital transformation to enhance their digital 
skills and improve operational efficiency. 

Procedure 
• The training team adopted Andragogy (Adult Learning) strategies to develop a Blended Learning program, which 

included: 
‣ Hands-on workshops to provide practical training experiences. 
‣ Self-paced e-learning to allow employees to learn at their own pace. 
‣ Group discussions to encourage interaction and knowledge sharing among employees. 
‣ The program focused on experience-based learning, active engagement, and practical application to ensure a 

better understanding of digital skills. 

Results 
• Employees reported increased confidence in using digital tools after the training. 
• Operational efficiency improved by 25%, leading to enhanced overall performance and productivity. 
• The program fostered a culture of continuous learning, encouraging employees to embrace digital transformation 

within the organization.
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Competency Overview 
Training Logistics & Resource Management is a critical competency in ensuring the smooth execution of training 
programs. It involves planning, scheduling, budgeting, and organizing resources such as training venues, materials, 
trainers, and technology. This competency ensures cost-effective and well-coordinated training events that maximize 
learning impact and efficiency. 

Importance of Training Logistics & Resource Management 
• Ensures seamless execution of training programs. 
• Optimizes the use of training resources, reducing costs and inefficiencies. 
• Enhances learner experience by providing well-organized learning environments. 
• Supports scalability of training initiatives across multiple locations. 
• Reduces scheduling conflicts and maximizes trainer and participant availability. 

13. Training Logistics & Resource Management 
	 Ability to plan, coordinate, and manage training logistics, ensuring efficient allocation of resources, scheduling,  
       and overall program execution.
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Key Elements of Training Logistics & Resource Management 
This competency includes several critical elements: 

• Venue & Facility Management: Ensuring appropriate training locations with necessary infrastructure. 
• Trainer & Facilitator Scheduling: Coordinating availability and assignments of instructors. 
• Material Preparation: Managing printed manuals, digital content, and hands-on learning resources. 
• Technology & Equipment Setup: Ensuring LMS, projectors, computers, and virtual platforms are ready for use. 
• Budgeting & Cost Management: Allocating funds efficiently and tracking training expenses. 
• Participant Coordination: Managing enrolment, attendance tracking, and learning progress. 
• Compliance & Accessibility: Ensuring training environments meet safety, regulatory, and accessibility standards. 
• Evaluation & Reporting: Tracking logistics efficiency, resource utilization, and learner feedback.

13. Training Logistics & Resource Management - Key Elements
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13. Training Logistics & Resource Management - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
training logistics and 
resource management 
concepts.

Application of 
scheduling and 
resource allocation 
techniques in training 
programs.

Advanced planning and 
execution of training 
logistics for multiple 
programs.

Strategic alignment of 
training logistics with 
corporate learning and 
development goals.

Enterprise-wide 
leadership in optimizing 
training logistics 
through digital 
transformation and 
automation.

Competency 
Levels

Ability to understand the 
basic logistical 
requirements for training 
programs.

Ability to coordinate 
scheduling, venue 
selection, and training 
material preparation.

Ability to develop a 
training logistics plan 
that ensures smooth 
execution.

Ability to optimize 
training resource 
allocation across 
multiple locations and 
platforms.

Ability to implement 
enterprise-wide 
automation for training 
logistics and resource 
management.

Ability to identify 
required training 
materials, tools, and 
equipment.

Ability to manage 
vendor relationships for 
training materials and 
facilities.

Ability to monitor cost 
efficiency and 
effectiveness in training 
logistics.

Ability to integrate 
learning management 
systems (LMS) to 
streamline logistics.

Ability to develop 
strategic partnerships 
for long-term cost-
effective training 
execution.

Ability to handle 
participant registrations 
and attendance 
tracking.

Ability to ensure 
compliance with training 
schedules and resource 
utilization.

Ability to track, analyze, 
and improve training 
logistics processes.

Ability to develop 
organization-wide 
policies for training 
operations and logistics.

Ability to forecast future 
training logistics needs 
based on workforce and 
business expansion.
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13. Training Logistics & Resource Management - Case Study Example

Scenario 
A global manufacturing company aimed to train 1,000 employees across five different locations on new safety 
protocols to ensure compliance and reduce operational risks. 

Procedure 
• The training logistics team developed a centralized scheduling system to coordinate training across multiple 

locations. 
• Trainers were efficiently allocated and scheduled to ensure full coverage at all sites. 
• All training materials were digitally provided via a Learning Management System (LMS), allowing easy access from 

any location. 
• A Blended Learning approach was adopted, combining in-person training and e-learning, reducing the need for 

employee travel between sites. 

Results 
• Optimized training logistics reduced costs by 30% compared to traditional methods. 
• Training completion rates increased across all locations, leading to improved compliance with safety standards. 
• Automation of training logistics enhanced management efficiency, enabling rapid implementation of the program 

with minimal disruption to operations.
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Competency Overview 
Training Compliance & Ethical Standards involve adhering to legal requirements, industry regulations, and ethical 
guidelines when designing and delivering training programs. This competency ensures that training content, 
methodologies, and learner interactions promote fairness, inclusivity, confidentiality, and compliance with corporate 
and legal policies. 

Importance of Training Compliance & Ethical Standards 
• Ensures adherence to industry regulations, labor laws, and corporate policies. 
• Promotes inclusivity, diversity, and fairness in learning environments. 
• Protects confidential and proprietary information in training materials. 
• Enhances corporate reputation by maintaining high ethical training standards. 
• Reduces risks related to non-compliance and legal violations in training programs. 

14. Training Compliance & Ethical Standards 
	 Ability to ensure that training programs comply with legal, regulatory, and ethical standards while promoting  
       integrity, inclusivity, and professional conduct in learning environments.



Page ￼  of ￼59 66

Key Elements of Training Compliance & Ethical Standards 
This competency includes several critical elements: 

• Legal Compliance: Ensuring training programs meet labor laws, workplace safety regulations, and industry-specific 
standards. 

• Diversity & Inclusion: Promoting equal learning opportunities for all employees regardless of background or 
abilities. 

• Data Privacy & Confidentiality: Protecting sensitive employee and organizational data in training materials. 
• Anti-Discrimination Policies: Ensuring training programs do not contain biased or discriminatory content. 
• Workplace Ethics Training: Incorporating ethical decision-making scenarios into learning programs. 
• Health & Safety Regulations: Ensuring compliance with occupational health and safety (OHS) standards in training 

environments. 
• Cybersecurity Awareness: Educating employees on safe digital learning practices to prevent data breaches. 
• Audit & Documentation: Maintaining records of training completion, certification, and compliance audits.

14. Training Compliance & Ethical Standards - Key Elements
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14. Training Compliance & Ethical Standards - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Ability to understand 
fundamental training 
compliance 
requirements.

Ability to align training 
programs with industry 
standards and legal 
regulations.

Ability to implement 
compliance-focused 
training policies and 
procedures.

Ability to audit and 
improve compliance 
measures across 
training initiatives.

Ability to develop global 
training compliance 
strategies and risk 
mitigation frameworks.

Competency 
Levels

Ability to recognize 
ethical considerations in 
training content and 
delivery.

Ability to apply diversity, 
equity, and inclusion 
(DEI) principles in 
training design.

Ability to integrate 
ethical decision-making 
scenarios into training 
programs.

Ability to develop and 
enforce ethical training 
guidelines across 
multiple departments.

Ability to lead the 
integration of 
compliance frameworks 
into corporate learning 
governance.

Ability to ensure that 
training materials meet 
company and industry 
guidelines.

Ability to document 
training compliance and 
maintain audit records.

Ability to conduct 
compliance risk 
assessments related to 
training activities.

Ability to align corporate 
training compliance with 
international 
accreditation and 
certification bodies.

Ability to forecast legal 
and ethical trends that 
will impact corporate 
learning.

Ability to understand 
fundamental training 
compliance 
requirements.

Ability to align training 
programs with industry 
standards and legal 
regulations.

Ability to implement 
compliance-focused 
training policies and 
procedures.

Ability to audit and 
improve compliance 
measures across 
training initiatives.

Ability to develop global 
training compliance 
strategies and risk 
mitigation frameworks.
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14. Training Compliance & Ethical Standards - Case Study Example

Scenario 
A global financial services company developed a mandatory compliance training program for all employees to ensure 
regulatory adherence and protect the company from legal risks. 

Procedure 
• A comprehensive training program was designed, covering: 

‣ Anti-Money Laundering (AML) regulations to ensure financial compliance. 
‣ Cybersecurity policies to protect sensitive data and company information. 
‣ Ethical decision-making to promote integrity in the workplace. 

• A digital tracking system was implemented to monitor employee progress and ensure course completion. 
• Regular compliance audits were conducted to verify adherence across all training teams. 
• Interactive scenarios and case studies were included to enhance employee understanding of legal and ethical 

concepts. 

Results 
• The company achieved a 100% training completion rate across all employees. 
• It successfully passed compliance audits with no negative findings. 
• The program reinforced a strong corporate compliance culture, increasing awareness of legal responsibilities and 

reducing operational risks and potential violations.
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Competency Overview 
Strategic Instructional Design & Learning Roadmaps involve planning and implementing structured learning programs 
that support employee development, organizational objectives, and business growth. This competency ensures that 
training programs are not only effective in the short term but also contribute to long-term talent management and 
succession planning. 

Importance of Strategic Instructional Design & Learning Roadmaps 
• Aligns employee development with corporate objectives and future business needs. 
• Creates structured pathways for career progression and competency building. 
• Enhances workforce capabilities by integrating long-term learning strategies. 
• Supports leadership development and succession planning. 
• Increases training efficiency by reducing redundant or ineffective learning interventions. 

15. Strategic Instructional Design & Learning Roadmaps 
	 Ability to develop long-term training strategies and structured learning pathways that align with organizational  
       goals and workforce development needs.
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Key Elements of Strategic Instructional Design & Learning Roadmaps 
This competency includes several critical elements: 

• Competency-Based Learning Paths: Mapping training programs to job roles and skills development. 
• Long-Term Workforce Planning: Aligning learning roadmaps with business strategy and talent needs. 
• Blended Learning Approaches: Integrating classroom training, e-learning, and experiential learning. 
• Leadership & Succession Planning: Developing structured training for future leaders. 
• Personalized Learning Journeys: Customizing learning experiences for different employee levels. 
• Technology Integration: Leveraging AI-driven learning analytics and adaptive training systems. 
• Training Impact Measurement: Using key performance indicators (KPIs) to assess learning effectiveness. 
• Scalability & Flexibility: Ensuring learning roadmaps can adapt to changing business requirements.

15. Strategic Instructional Design & Learning Roadmaps - Key Elements
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15. Strategic Instructional Design & Learning Roadmaps - Competency Levels

Level 1 Level 2 Level 3 Level 4 Level 5

Descriptions
Basic understanding of 
instructional design 
models and structured 
learning pathways.

Application of 
structured learning 
roadmaps in employee 
training programs.

Advanced development 
of competency-based 
training pathways for 
career progression.

Strategic alignment of 
learning roadmaps with 
corporate workforce 
planning goals.

Enterprise-wide 
leadership in 
implementing AI-driven 
learning roadmaps and 
digital transformation in 
training.

Competency 
Levels

Ability to understand 
how instructional design 
aligns with business 
goals.

Ability to develop short-
term training roadmaps 
based on immediate 
workforce needs.

Ability to create 
structured long-term 
learning strategies for 
organizational 
development.

Ability to lead 
enterprise-wide learning 
and development (L&D) 
initiatives.

Ability to drive 
corporate learning 
transformation through 
future-oriented training 
strategies.

Ability to identify key 
skills required for 
workforce success.

Ability to prioritize 
training topics based on 
business objectives and 
workforce needs.

Ability to design 
competency-based 
career progression 
learning paths.

Ability to integrate 
business intelligence 
data into long-term 
learning strategies.

Ability to develop a 
forward-looking 
corporate learning 
strategy aligned with 
future business models.

Ability to analyze past 
training data to 
determine effectiveness.

Ability to propose 
scalable and adaptable 
learning solutions for 
different roles.

Ability to benchmark 
corporate learning 
strategies against global 
best practices.

Ability to align corporate 
learning with talent 
management, 
succession planning, 
and performance 
development.

Ability to shape a high-
impact organizational 
learning culture that 
supports innovation and 
growth.
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15. Strategic Instructional Design & Learning Roadmaps - Case Study Example

Scenario 
A global telecommunications company designed a structured learning roadmap for its engineers transitioning into 
leadership roles, aiming to enhance leadership readiness and support career development within the organization. 

Procedure 
• A comprehensive learning pathway was developed, including: 

‣ Advanced technical certifications to ensure continuous skill enhancement. 
‣ Soft skills development programs focusing on leadership, team management, and effective communication. 
‣ Mentorship programs with executive leaders to provide practical guidance and experiential learning. 

• A performance tracking system was implemented to measure the effectiveness of the roadmap in improving 
leadership competencies among engineers. 

Results 
• Over three years, internal promotions increased by 40%, reflecting improved leadership readiness. 
• Leadership competency scores significantly improved, leading to better overall performance of engineering teams. 
• The strategic learning roadmap fostered a culture of continuous development, enhancing talent retention and 

supporting the company’s growth objectives.
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Contact us .. to get started today

For other ways to contact 
Canada Global Centre®

To communicate 
directly with ISID®
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