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Advanced Training Engineering and Budgeting: Cost and ROI

Training engineering and budgeting is the systematic design, planning, costing and evaluation of an
organisation's training, so that each initiative closes a defined capability gap at a controlled cost and with a
measurable return on investment ROL. This two-week course is for senior L&D, HR and training budget
professionals, and its final deliverable is an integrated annual training plan and budget with an ROI forecast.

Introduction

Three methods frame the course. The ADDIE model, covering analysis, design, development,
implementation and evaluation, structures how training is engineered. The Kirkpatrick Four Levels assess
reaction, learning, behaviour and results. The Phillips ROI Methodology adds isolation of training effects and
conversion of benefits to money so that return can be calculated. The level is advanced, and two weeks allow
cost control and investment appraisal to be practised in depth alongside system design. Teaching centres on
a modelling build in which delegates construct plan, budget and ROI spreadsheets from manufacturing and
banking cases.

Course Objectives

* Distinguish organisational, operational and individual needs analysis and translate the findings into
measurable learning objectives

* Apply competency frameworks and the ADDIE model to design learning pathways and assessments

+ Compare zero-based and incremental budgeting and select cost estimation methods for training
initiatives

* Interpret budget variances and justify reallocations that protect priority outcomes

« Compare the Kirkpatrick Four Levels with the Phillips ROI Methodology and select the evaluation
depth each initiative warrants

* Apply cost-benefit analysis to calculate training ROI and present the results to management

Target Audience

* Training and L&D managers who own the annual plan, who must decide which initiatives are funded
when the budget is fixed

* Heads of learning and talent development, who must judge whether training spend is producing
measurable capability gains

* HR business partners advising line leaders, who must choose between internal development and
external providers for a capability gap

* Training budget controllers and HR finance analysts, who must determine when variances call for
reallocating funds

* Instructional design leads responsible for curricula, who must assess how&orpaﬂﬁ,%y—based desj
affects cost and evaluation p
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Course Outline
Day 1: Training Engineering Foundations and Strategic Alignment

* Training Engineering vs Ad Hoc Course Buying: Systematic Design Compared with Catalogue
Purchasing

* Aligning Training with Organisational Strategy: Linking Learning Priorities to Business Goals

* Expanded Training Cycle: Integrated Management from Needs Analysis Through to Evaluation

» Competency Frameworks and Capability Mapping: Describing the Skills Each Role Requires

* Workforce Development Priorities: Ranking Capability Gaps for a Sustainable Training System

Day 2: Advanced Training Needs Analysis

* Organisational vs Operational vs Individual Needs Analysis: Three Levels of Diagnosis

« Competency Gap Analysis: Comparing Required and Current Proficiency Role by Role

* Training Diagnostics and Data Collection: Surveys, Interviews, Observation and Performance Records

* Prioritising Training Requirements: Weighing Urgency, Business Impact and Numbers Affected

* Measurable Learning Objectives: Translating Business Needs into Observable Performance
Statements

Day 3: Competency-Based Training Design

+ ADDIE vs Iterative Design Approaches: Sequential Phases Compared with Rapid Prototyping

+ Competency-Based Course Design: Building Units Around Defined Proficiency Levels

* Learning Pathways and Training Frameworks: Sequencing Courses from Entry to Mastery

* Practical Activities and Assessment Methods: Aligning Exercises and Tests with Competencies

* Curriculum Mapping: Linking Content to Organisational Competencies Without Gaps or Overlap

Day 4: Training Development and Quality Assurance

* Internal Development vs Bought-In Content: Cost, Fit and Control Compared

* Modules and Course Structures: Breaking a Curriculum into Deliverable Sessions

* Learning Materials and Resources: Producing Guides, Exercises and Job Aids

+ Assessment Mechanisms and Documentation Standards: Records Required for Each Course
* Quality Assurance in Development: Review Checklists Applied Before a Course Goes Live

Day 5: Annual Training Plans and Implementation

* Internal vs External Delivery: Coordinating In-House Trainers with Outside Providers

* Annual Training Plan: Structuring Courses, Audiences, Timing and Owners for the Year

* Scheduling, Resources and Logistics: Venues, Trainers and Equipment Planned Together

* Delivery Performance Monitoring: Tracking Attendance, Completion and Feedback During the Year
* Training Records and Reporting Systems: Keeping Data Ready for Budget and Evaluation
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Day 6: Strategic Training Budgeting

* Zero-Based vs Incremental Training Budgets: Rebuilding from Need Compared with Adjusting
History

* Annual Training Budget Construction: Direct, Indirect and Opportunity Cost Lines

+ Cost Estimation Methods: Per-Participant, Per-Course and Activity-Based Approaches

* Budget Forecasting: Projecting Spend Across Quarters from Plan Assumptions

* Budget Alignment with Priorities: Allocating Funds to the Highest-Ranked Capability Gaps

Day 7: Cost Control and Resource Optimisation

* Budget vs Actual Variance: Detecting and Explaining Overspend and Underspend

* Internal and External Training Costs: Controlling Trainer, Venue and Supplier Expenditure

* Expenditure Monitoring Techniques: Commitments, Approvals and Monthly Spend Reviews

* Cost-Effective Delivery Methods: Comparing Classroom, Virtual and Blended Formats per Learner
* Financial Adjustments: Reallocating Funds Mid-Year Without Losing Priority Outcomes

Day 8: Training Performance Measurement and KPIs

* Leading vs Lagging Training Indicators: Activity Measures Compared with Outcome Measures

* Training KPI Design: Indicators for Reach, Quality, Learning Transfer and Cost

* Monitoring and Reporting Systems: Dashboards That Combine Delivery and Budget Data

» Outcome and Impact Analysis: Linking Training Results to Organisational Performance Measures
* Performance Measurement Framework: Feeding Evaluation Results into Next Year's Plan

Day 9: Training Evaluation and Return on Investment

* Kirkpatrick Four Levels vs Phillips ROI Methodology: Evaluation Depth Compared with Monetary
Return

* Measuring Learning Outcomes: Pre- and Post-Assessments and Evidence of Performance Change

* Isolating Training Effects: Control Groups, Trend Lines and Participant Estimates

+ Cost-Benefit Analysis: Converting Benefits to Monetary Values and Totalling Full Costs

* ROI Calculation and Recommendations: Return Percentages, Benefit-Cost Ratios and Improvement
Actions

Day 10: Integrated Plan and Budget Modelling Practice

* Strategic vs Operational Training Priorities: Choosing Initiatives Under a Fixed Budget Ceiling

* Integrated Training Plan Build: Applying Needs, Design and Delivery Decisions Together

* Budget Model Build: Applying Cost Estimates and Variance Controls to the Plan

* Workforce Development Roadmap and Management Reporting: Applying KPIs to a Multi-Year View
* Integrated Training Plan and Budget: Finalising the ROI Forecast and Action Plan
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Skills You Will Gain

* Competency Gap Analysis

* Learning Objective Writing

» Competency-Based Curriculum Design
* Annual Training Planning

* Training Cost Estimation

* Variance Analysis

* Training KPI Design

* ROI Calculation

Why Attend This Course

* From buying courses on request to an engineered training system linked to competency gaps and
strategy

* From last year's budget plus a percentage to budgets built from costed needs and controlled
through variance reviews

* From counting attendance to evaluating learning, behaviour change and monetary return

* From separate plans, budgets and reports to an integrated training plan and budget with an ROI
forecast

Conclusion

Engineering training means treating learning as an investment that is designed against defined gaps, costed
before approval and judged by what it returns. The course clarifies three distinctions: organisational versus
individual needs, zero-based versus incremental budgets, and the Kirkpatrick levels versus the Phillips ROI
calculation. It suits senior L&D and HR professionals who must defend training spend, and who need two
weeks to work through system design, cost control and investment appraisal together.

Course FAQs
What is training engineering and budgeting?

Training engineering and budgeting is the systematic approach to analysing needs, designing and
delivering training, costing it and evaluating its return, so that every initiative is tied to a capability gap,
funded within a controlled budget and measured afterwards.

What is the difference between zero-based and incremental training budgets?

A zero-based training budget is rebuilt each year from costed needs, so every line must be justified. An
incremental budget starts from last year's figure and adjusts it, which is faster but tends to carry forward
spending that no longer serves priorities.
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Which methods does advanced training engineering and budgeting training follow?

The course follows the ADDIE model for engineering training, the Kirkpatrick Four Levels for evaluation, and

the Phillips ROI Methodology for isolating training effects, converting benefits to money and calculating
return.

Is advanced training engineering and budgeting training right for an L&D manager?

Yes. An L&D manager owns the annual plan and must defend its budget, and the sessions on needs
prioritisation, cost estimation, variance control and ROI calculation give the evidence management asks for
when funding decisions are made.

What do delegates produce in advanced training engineering and budgeting
training?

Delegates produce an integrated annual training plan and budget for a case organisation, including
prioritised initiatives, cost estimates, variance controls, training KPIs and an ROI forecast for the leading
initiative, with an action plan.

UK Traininig

PARTNE




