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Welcome to lecture number 22. In the previous lecture we discussed about understanding 

what is a programme and what is training programme. And in today’s lecture we are 

going to discuss on a Training Programme Design, how do we design, what are the key 

components of training designs when we are planning to conduct a training programme 

ok. 
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So, we will begin with developing an understanding on a programme design, first as we 

did in the previous lecture then we will move on to training design. So, when we said a 

programme, we already said yeah it is a series of events that are directed towards 

achieving an organization call.  

Now, when we are talking about a programme design; so, programme design is always 

viewed as an interactive process because you know it is not you know just one-sided 

process, because it is an interactive process or key stakeholders or being involved 

through need assessment, we are training to understand ok, which involves research, 

collaboration, initial design, testing and redesign. So, we will it is such a, we are trying to 

understand from a larger level of a programme design then we will go to a specific level 

and training design.  

So, the programme design which is an interactive process resulting from a various 

activity; it starts from research to review the existing work and understand what has been 

done on this particular one, when we are focusing on specific object of it, aspect of it, 

then collaboration with the key stakeholders trying to come up with a few designs and 

you know validate the design, whether the design will be working well and redesign 

when there is an insufficiency in delivering the objective. 

Then you know it also involves formulating and designing a new operation or a group of 

programmes, when you talk about programme design; programme design is always about 



formulate and design a new programme, which are directed towards achieving the goals 

or an objective of the programme. 

Then you know programme design is a plan of action that results from an interactive 

process as we said yes programme design is an interactive process which is a plan of 

action. So, when we say programme design it will talk about ok what are the things, let 

us say this is a programme we will decide ok; what is the sequence of activity and what 

type of activities we are going to have or what type of events you are going to have, what 

is the sequence of those events.  

So that we are going to achieve the objectives of a programme; objectives of the 

programmes are achieved when by the programme design will also talk about yes let us 

say 1 2 3 4. So, what is the sequence are you going to go from 1 to 2 to 3 or are you 

going to start from 1 to 3 and then go back to 2. So, this is about a programme design 

which will talk about ok how will you determine which activity do and what is the 

sequence of those all become a part of this programme design which is always a resultant 

of an interactive process. 

When you talk about an interactive process, yes; it is also if you refer to training need 

assessment how it has been done through various methods of you know interview 

methods, focus group, questionnaire, survey and also talking to people observation; so 

many things are involved, which is an interactive process which will identify how the 

design of programme should occur. So, that we will be able to effectively meet the 

objectives of the particular programme. 
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Now, let us understand the training design; what is training design? Training design is 

nothing but a plan to develop a new training or an educational course material and 

lessons for the existing employees. So, training design is always about developing a new 

content or a course content for a particular training programme for my existing 

employees. 

Let us say through training need assessment we would have identified 1 2 3 4, these are 

the needs of my employees. To meet these needs or improve my employees on this 

particular deficiency area, I am trying to develop a training programme with course 

materials, content and the method of conducting the training all that will be part of it, 

which is called a training design. 

So, which is about always a developing a new training course material or a lesson for 

existing employees, specifically to address their deficiency or may be to on a creating the 

future opportunities in an organizational setup ok. 
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Now, so why this training design is important? Because, unless otherwise you are not 

doing a very good training design even without that even a mean without a meaningful 

logically designed training module. Even you know who is been a trained trainer can also 

fail to conduct it.  

So, it is very important even from the trainer and expert perspective unless you are not 

making a logical training module it cannot have no even a trainer or an expert cannot 

deliver it to the participants to the learners. That is why training design is very important 

it should be made meaningfully and logically so that the trainer can deliver it ok. 

Then knowing how to create a right kind of a programme will enable participants 

engaged in every set of steps of the way. See unless otherwise you know you are not 

designing properly, what will happen? Your training participants or your employees may 

not be engaged they may not enjoy the training process. 

They feel like you know they are feeling disconnected they will feel like you know I 

think you know this training programme is not giving me or allowing me to learn 

something which I do not relate with the training programme, where I feel like you know 

this training programme is absolute in a different direction, why I have been here sitting 

here wasting my time. 



So, training programme design which has larger implication of how engage your 

employees. Unless you are failing in this designing phase you will not attract the 

employees or you cannot attract their attention during the training programme. So, 

training design with a structure by using an effective tools and frameworks will support 

in achieving the objectives. 

So, fine you know essentially what are we interested in? We have identified an objective 

right. So, now, the training design has to help me to achieve this objective unless if my 

training programme is not planned or designed effectively it cannot reach realize the 

objectives which we are planning for.  

And good training design which is a backbone upon which a successful training course is 

built. So, unless there is no specific proper training design has been done, it will be very 

difficult to make a successful training programme ok. So, that is why training design is 

very important ok. 
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Now, let us understand the basic principles of training design when you are wanted to 

design a training programme, we will have to understand some of the basic principles 

bases on which we will be able to develop a training programme. 1st is a problem centric 

principle. See the learning is promoted when the learners acquire skills in a context of a 

real-life problem. So, which is very important does your training programme is centered 

around a specific problem; what you are really wanted to address on. 



So, when you are addressing a specific problem, you will always feel that you know 

learners will acquire skill or they will be you know really interested when they feel like 

you know I am going to learn a specific skill which are going to solve resolve the 

problem which I am encountering in my workplace. 

So, your training programme should have some component to offer some solutions to the 

problem that your employees potentially experiencing, experiencing or potentially about 

to experience a problem in a work setup. Then 2nd principle is a principle of activation. 

Learning is promoted when a learners activate a set existing knowledge skill as a 

foundation for a new skill. For example, let us say you are aiming to develop a new skill 

set let us say called X. 

So, for that my employees already should have some basis before this precursor of this 

particular skill set. So, you have to activate that. So, that now they feel like a let us say 

small x to a you know a capital X, I am just giving a some you know pictorial depiction 

so that you will be able to relate. So, now, when you know that my employees know this 

small x. 

Now, I am trying to activate that. So, that they feel comfortable and happy and promoted 

to learn a new skill which provide a foundation for a new skill. So, that is a principle of 

activations how do you activate that yes, you have some basis skills. For example, when 

you wanted to teach students on analytics when you talk about analytics it has a basic 

foundation or you know mathematics and statistics which is going to help you to 

understand the other aspects of analytics how do you interpret the results ok. 

Now, comes to the principles of demonstration. A learning is promoted when a learners 

observe a demonstration of a skill they are working to acquire. So, for example, when 

you in a part of a training programme, if a trainer or experts are demonstrating the skills 

which they are you know learning going to acquire during the training programs that will 

actually promote lot of learning to acquire during the training programme. 

So, as we are already said yes, some demonstrations from an expert especially when you 

are training to learn a tool or on a missionary or on a technology yes if the demonstration 

the principle of demonstration will act you know accentuate more learning to occur 

during the training programme. Then comes the principle of application learning is 

promoted when the learners apply their newly skilled acquired skill to solve problems. 



So, which is again you know whether the learner are have an opportunity to apply 

whatever they are learning to solve a problem; either create during a simulated 

environment in a during a training programme or when they go back to a workplace are 

they able to apply their learnings in them to solve the problems, which will actually 

provide more interest among the learners to learn it. 

So, this is a principle of application does my training programme have any application to 

the learners are they learner going to learn something which then they go back and apply 

in their workplace or in your current problems they encounter then comes a principle of 

integration the learner is learning is promoted when learners reflect on discuss their 

newly acquired skills are they giving more opportunity to you know reflect on what they 

have you know learnt new skills or a new knowledge or enhanced knowledge.  

So, do they give get an opportunity to you know reflect upon what is my learning, how I 

am going to use it, can I integrate part of my existing workplace that will actually 

promote more learning to occur.  

So, these are the five basic principles when you have to keep in mind when you are 

training you know designing a training program; either you are to focus on problem 

centric principle, principle of activation, how do you activate my employees to attract 

more interest and principle of application, principle of demonstration principle of 

integrations. So, this will provide more interesting participation or engaged participation 

from the learners ok. 
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Now, comes what are the components of a training design? Now, having understood how 

do we design a training programme. Now, we need to understand ok so, I need to apply 

those principles. Now, you should understand what does the training design includes the 

components are very important aspect of a training design. 

So, the first one is learning objective ok. So, the learning objective is a very important 

component of a training design. So, when you wanted to create any training programme 

you should definitely have a learning objective L O which is very important. What does 

this training programme is going to offer or at the end of a training programme what he 

or she could have learned out of this training programme. 

So, knowing doing thinking which is very important if you look at you know. So, it can 

also come from a training evaluation from a previous training programme that would 

have resulted in giving your learning objective then comes learning contents, what do 

they learn during the training programme deciding content of a training programme. So, 

what should be the part of the training module? Let us say if you are planning for about 3 

day training programme. So, 3 days training programme. 

Now, I should know each day let us imagine 6 hours they are going to be engaged on 3 

days 6 hours per day and learning sessions ok these are training sessions. Now, I should 

know what I am going to have what will be there for 6 hours a day this is what you have 

to decide what should be the content and you know writing the content which are all part 



of the learning contents which are very important against which you will be able to 

evaluate the training also then comes the learning method. 

Now, we see if you look at now this is a kind of a sequence it goes. So, you have an 

objective that will have to drive me what should be the content for a particular training 

programme. After I decide what should be the content now, it is taking me to the next 

part of what should be the learning method I am going to use.  

Select the method to achieve the objective it is very important what type of method are 

you going to use you know if you remember the different types we discussed about are 

we going to do experiential learning are we going to do auditory learning where only you 

know workshop kind of a thing or a conference where a delivery of lecture is going to be 

part of it how are may be a combination of the method you either you both you will have 

the lecture based and also activity based, what type of a learning method are we going to 

use to make the learners learn what we are interested in learning.  

And then a learning sequence you have to talk about ok. What is the sequence of learning 

in terms of you know timetable sequence and lesson plan let us say 5 hours of 3 days let 

us say 18 hours right 18 hours for 3 days. Now I should know you know each session 

how long it is going to have 1st day, day 1 you should plan accordingly. Let us say I will 

have 2 hours of 3 slots it is a session 1, 2, 3; similarly, day 2 it will be 4, 5, 5; day 3 it 

will be ,7 8 and 9. 

Now, I should also know ok which one will come Q which one will be 2 and what will 

be the sequence how the first day module will be related to second day module similarly 

is the case of how the secondary module will be connected how the end of the module I 

am able to achieve.  

So, this is how you know to sequence your training activity also it is very important in a 

lesson plan which these are the components of a training design we will see in detail 

from each of the components of a training design ok. 



(Refer Slide Time: 15:30) 

 

So, when you come to learning objectives. What is learning objective? Learning 

objective is defined as a statement that describes the behavior the trainer you know 

expects participants to demonstrate as a result of the training programme, it is nothing 

but it is a learning output is always about you know at an end of a training programme 

what I expect my learners to have learnt through the training programme ok. 

So, that is the learning objectives. So, the learning objective should be in a smart way. 

What is the smart way? It should be specific s stands for specific yeah say exactly what 

the learner will be able to do during the training programme. And it should be 

measurable yes can be observed at the end of the session that yes, I could see my learners 

are able to learn it you should measure the learning of my participants and it should be 

attainable for the participants within the scheduled time. 

So, let us say you are aiming that you know somebody will be learning the skill, skill on 

a software let us say this is what I am trying to do ok. This is my objective its specific I 

am talking about 2nd I am talking about how do I evaluate measurable; yes, I would have 

given them some project or a problem or a simulated situation they would have 

addressed it. 

So, I am trying to measure or maybe I conduct an exam to understand where they able to 

code or learn a software. 3 which is we are talking about attainable are they able to attain 

within the scheduled training days are they be in a position to learn what we are aiming 



to create the learning and R stands for relevant, do they participants feel you know there 

is need of the participant and organizations are captured when you are designing a 

training programme then comes a time frame. It should be achieved will be end of the 

transition, there should be always a time boundedness when you are training a training 

programme. 

So, your learning objectives should follow a smart approach which is specific 

measurable, it should be attainable and it should be realistic which are relevant for an 

organization and the specific job role and it is also be a having a time bound. Within the 

specific time period will the training programme will be able to develop create the 

training which is very important.  

I should not have a larger objective, but my training programme cannot even cater to it 

maybe you know you will only introduce a software, but do not allow them to use the 

software then you are actually failing it. So, your training of the learning objectives 

should be very specific and you ensure that yes, this objective can be met within the 

training period when you are planning for 2 days yes within 2 days it is achievable which 

is it should be very realistic in nature. 

(Refer Slide Time: 18:10) 

 

Then learning contents once, the learning objectives are finalized; now you need to 

decide what should be the training content you know. So, that you know it can help to 

build a training author to add value to the training encourage learners to be involved and 



it is to see whether there is a previous learning contents before writing the contents for 

any training. 

So, for example, when you talk about the same software development you know skill 

improve the skill on software handling the software. Now, when you are you know 

writing on the content before creating the content for the programme you should see 

where there are any previously available programme which are already offered what is 

the effectiveness of it can I use some content of it or I should create a new content.  

So, you need to decide what is the content of a particular training programme, which is 

always given from the objectives. My objectives will tell me what should be the content 

for my training programme ok. 
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Then comes you know this learning content also classified into two broadly. You know it 

is a technical content this is specifically focuses on specific subject or a particular 

product such as, content related to programming language or a product or a mechanical 

equipment which is a technical aspect of it and then comes. 

Because any training can learn content will have two components; one is the technical 

component of it, next comes the non-technical content which may be focusing on you 

know interpersonal skills or a communication, behavior or a development of an 



individual or there can be a non technical content can you know you should also see 

what type of a content you are aiming to deliver through a training programme. 
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Then comes learning methods: - Now, having decided objective having decided what 

should be the content of my training. Now, I need to focus on what is a method I am 

going to use to create this particular learning in my learners. So, now, advances and 

technologies have given employers and you know HR departments to have more training 

methods than earlier they used to do. As I said yes lot of integrated training programmes 

are possible now, which are using you know you know a VR based virtual learning’s are 

possible. 

So many advantages have come and now we will talk about visual there are three major 

learning styles which is a visual learning by seeing or watching as we have already 

learned about the different types of learning, are we going to use a visual approach, are 

we going to use an auditory where we are in, we are going to talk about a workshop or a 

delivery mode lecture based or you know kinaesthetic where through experience or 

action by doing. 

So, our organization can also you know come with a combined approach maybe it is not 

you know mandatory that you should only choose one approach or one method of you 

know learning method you can come up with a combinational of multiple methods can 



also be part of a training programme because organization has to keep in mind that yes, 

everyone learns differently while exploring new training methods. 

So, you should also understand yes, my learners are diverse their interest will be 

different the way they learn the phase at which they learn will be different, but you have 

to see that how you are going to choose the method that such a way that yes everybody 

will be able to travel and learn what we are aiming to create that learning among the 

participants ok. 
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Then comes the learning sequence. It is to determine the sequence and structure of the 

material to ensure there is learning objectives are met. Every time when we talk about 

you know sequencing which again always relate to the learning objective. As we say 

learning objective L O which is an important factor, which is a precursor, which will 

drive my learning content, which will drive my learning method, which will drive my 

learning sequence. 

So, I need to design my sequence in such a way that yes, the learners have developing 

they are developed to achieve these learning objectives and there should be a sequence or 

a pattern so, that you know they will be able to learn properly. For example, let us say 

you are training your wanted to develop on analytics conducting a training programme 

for analytics. 



Now, when you want to offer a training programme for analytics, you should also start 

with some basic foundational aspect right basic and foundation then gradually take them 

to basics on you know theoretical frameworks. Then what will we do? You will take 

them to some introduction to statistics and the testing what we do then as they build this 

foundation then you will expose them to tools ok. You will specifically talk about the 

tools then you will have them the demonstration ok.  

This is how sequencing you are trying to do. So, the sequencing will help to see how you 

are actually successful in creating the sequence of this particular training content ok. So, 

this is how it is very important how are you going to sequence it. So, that the training 

contents are easier to learn and it has a flow my learners are able to learn sequentially 

that finally, I am able to achieve my learning objective ok. 
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So, some of the consideration we will talk about you know job performance order the 

learning sequence is the same as the job sequence because maybe sometime you wanted 

to replicate what my workplace is doing. For example, assembly line; you know 

assembly line you always have sequence of activity you know very similar 1, 2, 3, 4, 5 

this is the sequence. 

Does my training programme sequencing also very similar, replicating how does it seem 

in a workplace and then also similarly simple to complex if you know go back and see 



this is how when I said you know example of an analytics training programme, which 

you know starts with some basic foundation theoretical frameworks. 

So, that now you will feel like no yes simple to complex you are just building them from 

a basic thing and then moving them to the next level, which is a simple to complex and 

critical sequences object are ordered in terms of relative importance, which is very 

important which is the you know least important, which are you know, which are stays in 

the middle of this importance level so, based on that you will be able to sequence the 

training activities. 
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And you always start from known to unknown as I was said you know principle of 

activation. Keep that in mind; yes, if you are starting with a known you know my 

learners will be comfortable and they become excited engaged then you slowly take them 

to the unknown or unfamiliar concepts then they will be able to learn and then you will 

be able to impart that learning on the employees. 

Then dependent relationship a mastery of one object requires a prior mastery of another 

yes as we again if you relate to the same principle of activation, which is going to be a 

foundation for you to relate this relationship and supportive relationship transfer of 

learning takes place from one objective to the another. So, these are the sequential in 

which the training will take place, yes. 
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So, now these are the references. 
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And today we had learnt about training design, what are the principles of training design 

when we are designing a training programme, what you need to keep in mind and we 

also talked about some importantly what are the components of training programme 

training design. So, which started with you know learning objective. 

So, learning objective is very fundamental. When we talk about a learning objective 

where do you drive this learning objective is a critical when we say the learning 



objective drives from your training need assessment, which is a you know need 

assessment you have already done and also probably from an opportunity perspective 

opportunity available in a market are probably issues which your organization suffering 

or a performance deficiency which are observed.  

This will tell me what is my learning objectives. Once you decide the learning objective 

with the next component, we are talking about ok learning content what should be my 

content. So, that I will be able to achieve effectively the learning objectives then comes 

the learning method and then comes the sequencing. How do I sequence the you know 

my training programme.  

These are the 4 important components of a training design which is very critical. So, you 

have to make sure that learning objectives are made very sensibly and which has a 

logical thing and it also ensure that yes learning objectives are attainable in nature. You 

cannot come up with the learning objectives which are not possible in a specific training 

model. 

For example, you are coming up with a specific learning objective 1 which says you 

know can be achieved only in 5 days, but whereas, you know your training programme is 

only for 3 days. So, how do you do it? So, it is very important you are making a learning 

objective in such a way that yes, which is attainable within your specified training days. 

So, in the next lectures we will be learning more on how do you effectively implement 

the programme design in an organizational setup. 

Thank you. 


