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1. Intro 

"Mighty Kingdom trusted me with creative freedom as a graduate and 
provided me with a foundation that put all my knowledge from 
studying into a wider context of the games industry. The collaborative 
and passionate environment I work in every day always has me excited 
about learning something new and pushing myself to be greater."  
-Natalie Pranic 

Graduate programs are unusual in the Australian games industry – yet they are so 
powerful that they made hundreds of people consider moving to another city. Since its 
start in 2018, Mighty Kingdom’s graduate program has proven to be an effective 
mechanism to provide a safe space for industry experience within the gaming world and 
attracted a wide and diverse talent pool ready to be future leaders.  

This document explains what a graduate program is, its mechanisms and aims, and offers 
advice for those studios that are interested in starting graduate programs themselves and 
highlights MK’s experiences and processes to offer guidance.  

2. What Is a Graduate Program? 

A graduate program is generally designed as a fast-tracked career pathway that builds on 
base competence with a structured development program to help graduates – defined 
within Mighty Kingdom as someone who has graduated within the last 12 months 
of application for the role – realise their full potential. As part of this, graduates are offered 
industry-specific training, professional development, exposure to a range of facets and 
roles within the organisation, and networking opportunities while they take on 
responsibilities on the job and consolidate the theory they have learned.   
   
This also highlights the difference to standard entry-level positions. While in both cases, 
graduates get an opportunity to work in their chosen field, graduate programs are set 
apart by the intensity of the support, ongoing training, and mentoring graduates will 
receive. Moreover, given the intent to develop future leaders, responsibilities within a 
graduate program are likely to be greater compared to duties associated with basic on-
the-job training expected of an entry-level role.   
  
While there is no set amount of time that a graduate program runs for, most will be 
between one and three years. Mighty Kingdom’s graduate program runs for 12 months.  



3. Why Do You Need a Graduate Program? 

It is important that you are clear on why you want to launch your own graduate program, 
given the effort required to set it up. While these programs generally aim to develop 
future leaders there is more nuance to this.  
  
For Mighty Kingdom, the program served to attract talent from all over Australia and New 
Zealand to Adelaide; this goal also must be seen in the context of the skill shortage in the 
Australian games industry. Mid-tier and senior talent is often in short supply and the 
graduate program offers an opportunity to train for these roles. It also gave Mighty 
Kingdom a head start on other studios in terms of evaluating talent and helped to 
facilitate the growth of a diverse talent pool. 

4. Attracting the Right Talent 

Traditionally, attracting the right talent is one of the major challenges in setting up a 
Graduate Program. As a company, you want the right graduates to find you while a fast-
moving job market and the lack of a clear pipelines makes screening, attracting, and 
retaining talent puts additional pressure on the process. 

While the games industry has no short supply of junior talent, it is still important to 
advertise your brand and be clear on its vision and values. You can build a network of 
potential candidates well before official recruitment season by sharing company culture, 
resources, and job opportunities on social and digital platforms as well as outreach to 
Universities and Tertiary institutions ahead of the graduate program application 
timeframe.  

Game studios have an advantage in this respect as they are inherently digital and 
therefore likely to have a prominent social media footprint bringing them close to the 
demographics of their prime candidates.  
  
Here you can do what you do best: Address potential graduate hires on a relatable level. 
Live Q&As with senior management to make candidates feel better prepared when 
applying for a role, live-streamed career workshops, or blog posts are all ways to put 
yourself on candidates' radar.  
  
Genuine networking along with the vision of broadening the accessibility of the gaming 
industry is at the heart of Mighty Kingdoms ethos.  The connectivity and engagement from 
the company's Executive team plays a vital role in how they are viewed in the gaming 
community. Not only being seen a certain way but following up on an authentic support 
structure to ensure the success of the graduate/mentor relationship is just as important as 
the umbrella term of the program.   
  
Do not underestimate the power of the time-honoured internship. Internships are a great 
way of feeding into Graduate Programs: As an “early intervention” they give you a head-



start to the recruitment cycle. According to PwC , internships are more effective for 1

recruiting top graduates than direct hires straight out of university. That’s usually because 
interns already have a network of contacts and a strong understanding of the business by 
the time they graduate. 
  
In addition, liaise with universities and training organisations and show presence on their 
campuses and attend events such as career fairs. Not only do you "put a face to the 
brand" but, through your physical presence, can also addresses candidates’ questions or 
concerns in the most empathetic way possible. Most importantly, cast your net as wide as 
possible, you never know where you will find great talent or talent that has not considered 
a career in games over a more traditional path. 

5. Resources 

To get it out of the way: graduate programs require a big investment of time and money. 
These programs are not about cheap jobs or saving money but uncovering hidden talent 
and developing it into future leaders. 
  
As such, you need to be able to develop a graduate culture within your studio, the 
capability to sustain and manage annual intakes of new graduates, and a commitment to 
the full life cycle of attracting, selecting, and developing graduates.  
  
You will need tools and templates to meet the influx of candidates, give each applicant – 
independent of them being successful or not – individual feedback and deal with all the 
associated paperwork. Ideally, you will have one single point of contact for the program as 
it will make its administration and coordination much easier. Mighty Kingdom's 
experience has shown that the effort that goes into these programs can easily be 
underestimated; as a result, they are employing a full-time Learning and Developing 
manager to oversee their graduate program. A role like this can also help with the 
coordination of the targeted training and mentorship that form the core of graduate 
programs and as such are also a cost factor due to them requiring, at their most basic, 
commitment and input from internal SMEs.  

Mighty Kingdom pays a salary commensurate with junior roles and other graduate 
programs (though these can sometimes vary depending on the industry and size of the 
business. Keep in mind that graduate programs are common in high-paying sectors such 
as banks and consultancies). 

 Marion Robinson (2019) Five Tips for a Stand-Out Graduate Program. Human Resources Director. https://1

www.hcamag.com/au/news/opinion-and-best-practice/five-tips-for-a-stand-out-graduate-program/152003



6. The Program 

Find below a breakdown of the various components of a graduate program. 

6.1 Setting Expectations 

As part of setting up a graduate program, you will need to address the following points:  
  

• Your value position to graduates 
• How quickly graduates will progress to take on critical roles in the organisation 
• How graduate talent will be developed 
• The type of real and challenging roles that will be available for graduates 
• How graduates will be managed 
• The provision of career pathways for graduates to realise their potential 
• The required investment 

  
These key elements are required to engage and manage the expectations of stakeholders 
within your studio. Their support of the graduate strategy is critical, and they need throw 
their full support behind the program. It is their excitement – or lack of it – that will 
ultimately set the tone for how the rest of the business views the program and supports 
the graduates.  
  
Part of this also relates to the positive impact on your brand as well as being clear on your 
return on investment.   
  
While graduate programs within the games industry are a fairly new concept and the 
industry does have a strong pull – who does not want to work in games? – the reputation 
your studio can build in the graduate market should not be undervalued. Positioning your 
brand as an employer of choice will not only help in convincing key stakeholders of the 
longer-term value of the program but also in attracting the right graduates and, 
depending on your outreach, in discovering hidden and diverse talent.  
  
As for the return on investment, you need to consider: 
  

• Your attraction, marketing and branding campaign budget 
• Cost per hire for your selection methodology (see also below) 
• Graduate salaries and progression scales 
• Graduate on-boarding, induction and development program costs 
• Talent identification and talent program costs 

  
There is statistical information that can assist you with some of these calculations, such as 
industry data to showcase industry average costs, resources and expenditure items (e.g. 
Australian Association of Graduate Employers Survey statistics) and university 
commencement and completion data (http://education.gov.au/higher-education-
statistics).  

http://www.aage.com.au/surveys-research
http://education.gov.au/higher-education-statistics
http://education.gov.au/higher-education-statistics


It is worth pointing out again that the introduction of a graduate program will cost time 
and money. Mighty Kingdom spends at least six months on conceptualising and refining 
their program after each intake. However, their experience also shows that the investment 
is well worth it: All graduates became an integral part of the team and filled crucial gaps in 
the process. 

6.2 Timelines 

Traditionally, peak graduate recruitment season commences in February-March each year. 
(However, keep in mind that some providers run on trimesters which means their 
graduation dates are not aligned with the more common semester structure.) 

At Mighty Kingdom, offers are made around February for an intake in March. The graduate 
program itself takes 12 months. During the refinement process post intake, there is an 
understanding that there are always points of modification within the application process, 
to improve and further streamline future intakes.  

6.3 Application and Selection Process 

When Mighty Kingdom started their first graduate program intake in 2018, they received 
120 applications – of which eight were accepted –, in the second year that number grew to 
200 candidates and to 345 in the third year. The last intake has seen 311 applicants.  
  
Depending on your goals, you should consider starting small with a set of very narrow 
criteria. Even then, given the pull that the games industry has, having the right set of 
scalable tools available to deal with a potential influx of applications is recommended.  
  
Mighty Kingdom automated the process as much as possible while being conscious of the 
visibility of that automation to the candidates as they were concerned that some of it 
could be experienced as impersonal and distant by passionate candidates who put their 
hopes and dreams into their application. Moreover, the process is subject to ongoing 
review, each intake is a learning experience and an opportunity to perfect Mighty 
Kingdom’s vision and goals.  
  
The application process is as follows:  

• Applications open, applicants will be required to detail their availability (ability to 
work in Australia, graduation date etc.)  

• Those who are eligible then move through to a practical test, which can be 
uploaded and critiqued by the appropriate discipline professionals  

 



• Those who move through the practical test successfully, then move on to their first 
interview 

o This is a culture check, and to also offer feedback on their practical test, to 
assess how the applicant responds to feedback directly 

o They are then asked to modify their practical test based on the feedback 
and resubmit 

• The resubmissions are then critiqued by appropriate discipline leads.  
• The successful applicants who have resubmitted practical tests, then move through 

a second interview.  
• Offers go out  

  
As mentioned, there is a refinement process after every intake based on the 
understanding that there are always points of modification within process that will help to 
improve and further streamline future intakes.  

In the last intake, the goal of an even gender split was (almost) reached; in addition to the 
removal of identifiable features via a dedicated recruitment tool, Mighty Kingdom is also 
an example of how company culture can communicate values that are aligned with the 
goal of diverse talent. 
  
With a view to that, you also want to check candidates’ socials to see if values really are 
compatible. Have they made questionable comments about Gamer Gate? Are there 
derogatory remarks about minorities or other tone-deaf comments?   

  
  

Up until this time the applicants’ details (gender, name, age, email address, phone 
number) have remained unknown.  

One of Mighty Kingdom's explicit goals is to attract a diverse group of talent, 
reflected in, among others, wanting to achieve an even gender split. Hence the 
removal of any unconscious bias from the reviewers, to obtain equal footing for 
applicants.  
 
The (proprietary) tool to help achieve this is built within the application platform, the 
backend team has the ability to maintain parameters such as hiding personal 
information. It is not until the interview process, that the applicants’ information is 



 

During the interview process, keep in mind that for some graduates this is the very first 
interview ever.  Interviews can be nerve-wracking for inexperienced candidates! So be 
kind and patient, start with small talk, offer a glass of water, and allow the candidate to 
relax into the environment and give their best. Approach the interview as a gradual 
process, start with some simple questions and then you work towards the more complex, 
detailed areas. This will allow the interviewee to get comfortable and find their voice early 
on in the simple things.  
  
Lastly, your feedback is valuable, unsuccessful candidates want to – and deserve to – 
receive guidance on how they can improve. That, however, can become a huge chore with 
a high number of applications. Again, this is where automation and templates can assist. 
Mighty Kingdom have templates for unsuccessful applicants in the earlier phases of the 
hire process. Though as the hiring nears its end Departments leads are more available to 
offer direct feedback to the individual applicant.   

6.4 Mentors and Coaches 

As pointed out, one of the defining characteristics of a graduate program is the 
mentorship graduates receive. And it should be: From 4,271 Generation Y graduates 
across 44 countries, 98% of respondents rated access to strong mentors as very 
important.   2

  

 Matt Chaplin (2012) Best Practice Graduate Development Strategies. HRDaily https://2

community.hrdaily.com.au/profiles/blogs/best-practice-graduate-development-strategies



Definition of Mentoring 

Mentoring is generally defined as a mutually beneficial relationship which involves a more 
experienced person helping a less experienced person to identify and achieve their goals. 
At its highest level, it is about being “good people” and having the right “good people” 
around us — individuals committed to helping others become fuller versions of who they 
are. 
  
In this sense it is also different from coaching, someone helping to improve performance 
related to a particular issue, or sponsoring, someone using their considerable social and 
political capital to help gain access to exclusive groups. 

Mentors need to focus on character rather than purely on competency. While regarding 
mentoring as a training program focused on the acquisition of job skills and mastering the 
necessary competencies for a given role is an important aspect, the best leaders go 
beyond competency. They focus on helping to shape other people’s character, values, 
self-awareness, empathy, and capacity for respect. They go beyond "check the box” 
procedures and do something authentic and relationship-based by putting the 
relationship before the mentorship. For real mentorship to succeed, there needs to be a 
baseline chemistry between a mentor and a mentee. 
  
Mentees need to know what they need. They need to think of what they would like to 
accomplish. This is the first step, finding the right person is second. Just as the 
accomplishments of a mentor matter, so do their personal attributes, such as altruism, 
work-life balance, and patience. They need to find someone to whom they can relate and 
who shares their goals and understands their priorities. They need to maintain that 
relationship by respecting their mentor's time, showing enthusiasm and excitement, and 
not ghosting their mentor to avoid dealing with a difficult issue, and keeping an open 
mind. They must also learn to manage up, that is, to help their mentor guide them. 

Mentor Responsibilities 

Mentors may achieve their responsibilities by forming a genuine, intercollegial 
relationship between mentor and mentee. Unless mentees have a basic relationship with 
their mentors, there is no discernible difference between mentees and those not 
mentored. In short, mentoring requires rapport. At best, it propels people to break from 
their formal roles and titles and find common ground as people. 
  
Skill enhancement matters but so do values-based qualities. Mentors need to challenge 
assumptions but they also need to shout loudly with their optimism, and remain quiet with 
their cynicism. Mentees might have seemingly outlandish ideas or unrealistic ambitions. 
You might be tempted to help them think more realistically, but, as mentioned above, 
mentors need to be givers of energy, not takers of it. Consider why an idea might work, 
before you consider why it might not. It’s been said that the world prefers conventional 
failure over unconventional success; good mentors should encourage exploration of the 
latter. 



Mentors need to realise that in its most noble and powerful form, leadership is a duty and 
service toward others, and that the best way to inspire commitment is to be fully and 
selflessly committed to the best interests of colleagues and employees. Accordingly, they 
should not only seek to uncover their mentees' strengths but also look for their underlying 
passions: Help them find their calling. We all have experienced people, such as friends, 
industry luminaries, and family members, who serve as our anchors and guides outside 
our workplaces. The aim is to bring this same high level of trust and support inside the 
workplace. 
  
In short, mentors need to listen, be open-minded, assist, encourage, commit, respect, and 
share.  

Mentee Responsibilities 
  
Mentees will achieve their responsibilities by being clear on their needs. They need to 
communicate what they’re hoping to get out of the relationship and then take action. It is 
the mentor's role to energise mentees but not to do their work for them: If a mentor has 
opened a door the mentee needs to make sure to walk through it. 
  
Mentees need to be curious and hungry to learn, improve, and grow. They should ask 
thought-provoking questions that lead to discussions over issues they feel passionate 
about. They need not be afraid to disagree with their mentor but must keep in mind that 
respect is a two-way street, it is given and earned. 

Respect also means being on time, coming prepared and following established ground 
rules. Remember that good mentors are successful for a reason, they manage their time 
wisely. Respect their time by defining goals ahead of meetings by knowing what you want 
to discuss and accomplish. 
  
This maturity is also important when receiving feedback, in particular when it comes to 
things mentees deeply care about. The process cannot be emotionally fraught. Mentees 
need to avoid being defensive and putting their mentors in the awkward position of 
having to be responsible for their well-being. 
  
In short, mentees need to know what they want, be proactive, energetic, curious, 
committed, and open.  

Matching and Commitment 

Mentors are selected by the department leads, depending on a number of factors, such as 
scope, approachability, knowledge, implementation skills, and communication skills. 
(Mighty Kingdom is also in the process of introducing dedicated mentor training to 
enhance compatibility.) There are clear planning documents populated by both mentors 
and department leads ahead of the onboarding process of the graduate. These are 
weekly plans, that detail the specific tasks, meetings, and outcomes for the graduate. 
During the early phases of the graduate being onboarded, mentors spend as much as 



60% of their time mentoring. Over the course of the first five weeks, this percentage 
lessens to about 20-30%.   

By the end of the 12-week plan, there is an expectation of the graduate moving onto 
project work to a value of at least 80-85%.   

6.5 Other Stakeholders 

By their very nature, graduate programs also introduce graduates to other stakeholders 
within the organisation. The quality of leaders that graduates get exposed to, and form 
strong relationships with, makes a major difference in creating a great experience for your 
cohort.  

Use every development intervention in your graduate development program as an 
opportunity to expose your grads to your leaders, and your leaders to your grads. 
Consider how you might build time into workshops and get creative: The CEO giving a 
speech during an induction to then never be seen again is not going to cut it. Get them to 
actively participate in workshops and maximise facetime between them and graduates. 
Have them present case studies as part of your internal curriculum or design practical 
activities that require interaction between your graduate cohort and internal stakeholders. 

At Mighty Kingdom, there are a number of meetings that are specifically structured to 
support the graduate and mentors/departments leads: 

• Each month there are meetings with direct mentors to gauge where the graduate 
currently sits, and if they need added support but also to raise any concerns 

• In addition, there are also meetings with the department leads and the L&D 
management to gain higher level detail for the tracking of an individual and the 
assessment of resources 

• The L&D manager also meets with each graduate for one-on-ones, to ascertain the 
need for further support and/or the managing of any issues that may arise 

For tracking purposes, the L&D manager informs the upper management of the outcomes 
of these conversations.  

6.6 Balancing Workload 

This can be a tricky balance to strike: On one hand, there is the value of on-the-job 
learning and taking on responsibility early; on the other hand, there is the danger of 
highly motivated graduates saying yes to everything and getting exploited in the process. 
Keep in mind that these are not seasoned veterans and give them the freedom to say no.  

At the same time, one of the things to be mindful of is the Pygmalion Effect, i.e. the 
“notion that the way one person treats another, can, for better or worse, be transforming.”  3

 J. S. Livingston (2003) Pygmalion in Management. Harvard Business Review, 81(1), 97–106.3



If “managers’ expectations are high, productivity is likely to be excellent. If their 
expectations are low, productivity is likely to be poor."  As a result, what managers expect 4

of subordinates and the way they treat them largely determine their performance and 
career progress: an “unique characteristic of superior managers is the ability to create 
high performance expectations that subordinates fulfil."  Managers must be mindful, 5

however, that their high expectations pass the test of reality before they can be translated 
into performance. After all, “[s]ubordinates will not be motivated to reach high levels of 
productivity unless they consider the boss’s high expectations realistic and achievable."  6

  
Less effective managers, on the other hand, fail to develop similar expectations and, as a 
consequence, the productivity of their subordinates suffers. “Low expectations and 
damaged egos lead them to behave in a manner that increases the probability of failure, 
thereby fulfilling their managers’ expectations."  These low expectations often are not 7

communicated verbally, if leaders believe that followers will perform poorly, “it is virtually 
impossible for them to mask their expectations because the message usually is 
communicated unintentionally, without conscious action on their part."  8

  
All this becomes a little easier when you think of it in terms of game design. Games are 
intrinsically motivating because they set goals that challenge the player and keep them in 
a “flow” zone. Games actively engage us in satisfying work that we have the chance to be 
successful at. Motivation needs two necessary prerequisites: 1.) The person must value the 
task 2.) The person must believe he or she can succeed at the task. 
  
One method for understanding and implementing motivation is flow. Conceptualised by 
Mihály Csíkszentmihályi, flow is characterised by:  9

  
• A challenging activity requiring skill; 
• A merging of action and awareness; 
• Clear goals; 
• Direct, immediate feedback; 
• Concentration on the task at hand 
• A sense of control 
• A loss of self-consciousness; and 
• An altered sense of time 

 Ibid.4

 Ibid.5

 Ibid.6

 Ibid.7

 Ibid.8

 Jenova Chen (2007). Flow In Games (and Everything Else). Communications of the ACM, 50(4), 31-34.9



In order to achieve this state, the activity engaged in cannot be too easy, as this would 
create boredom, but also not be too hard, as this would create anxiety. The task must be 
presented in a way that is engaging and meaningful to the graduate, and in a way that 
promotes positive expectations for the successful achievement of learning objectives. 
Followers – just like gamers – are more motivated when challenge is balanced in such a 
way that the process is neither too easy as to bore the follower, or too difficult such that 
success seems impossible. 

Managers, just like game designers, must set goals that are motivating: if expectations are 
high, productivity will rise and the follower will have positive self-image, just like the 
gamer will experience a sense of flow while playing a game and pride upon completing a 
level or beating a boss. Goals, in a good work environment and in a good game, must be 
achievable, otherwise motivation will be low. 
  
Motivation will also suffer if the goals are set too low and if feedback is negative as a result 
of low expectations. A player would eventually stop playing a game based on these 
principles, just like a follower in such an environment will feel less satisfaction. 
  
What becomes evident here is the importance of meaningful feedback in the process. 
Good games, like good managers, give meaningful feedback that will allow a follower to 
eventually reach her goal. A good game does an even better job than managers: as soon 
as something goes wrong, the player will know, e.g. by losing “energy” or a “life.” It is this 
instantaneous feedback on the way to a challenging goal that makes digital game so 
“sticky,” they offer an experience of motivation and flow that is difficult to replicate in the 
real world.  

They even make failing an entertaining experience: “When the player does fall off, they 
feel the urge to climb back on. That’s because there is virtually nothing as engaging as this 
state of working at the very limits of your ability”.  Games eliminate our fear of failure and 10

improve our chances for success: when we’re reminded of our own agency in such a 
positive way, it’s almost impossible not to feel optimistic. ”The more we fail, the more 
eager we are to do better: the right kind of failure feedback is a reward. It makes us more 
engaged and more optimistic about our odds of success."  11

  
“What is effective feedback meant to accomplish in organisational settings?” Ideally 
exactly this! Keeping this in mind also helps managers prepare when they have to give 
feedback – think like a game designer who wants the player to succeed. If feedback is 
negative, ideally, it’s presented as constructive: yes, you lost some “energy” but you, the 
player/ employee, now knows much better which strategies to apply to successfully reach 
the goal. 

 Jane McGonigal (2011). Reality is Broken. London: Penguin10

 Ibid.11



6.7 Other Resources and Formal Training 

One of the major difficulties when it comes to the formal training of graduates is that – 
apart from such things are generic soft and business skills, see below – there are no 
accepted standards that easily translate between studios. Compare this to an accounting 
firm, everything graduates learn here is applicable in other contexts, the rules for 
accounting are the same regardless of your workplace. 

As a result, you will need to consider designing some of your own resources/curate 
existing resources to meet your needs. This exercise should always commence with 
considering learning outcomes. Everything flows from there: they bring clarity, precision 
and transparency to the design of a learning resource. 

Learning Outcomes 

Learning outcomes are commonly defined as statements of what a learner is expected to 
know, understand, and/or be able to demonstrate after the completion of a process of 
learning. They can be written with the help of taxonomies, the best-known being 
Bloom’s.  12

Taxonomies are classifications that are able to organise the knowledge, skills, values, or 
behaviours that facilitators want to convey. This expressed in a variety of verbs which in 
turn reflect a hierarchy of cognitive processes. Simply put: a learner needs to understand 
something before they can apply it, analyse it and then critique it.    

Examples from undergraduate busines units can help to illustrate this:    
  

• Apply knowledge of international marketing concepts and principles in analysing 
international marketing issues   

• Demonstrate and apply knowledge of domestic and international financial markets, 
products, institutions and regulatory authorities   

• Critically evaluate international marketing issues from ethical and social responsibility 
perspectives and formulate and justify evidence-based solutions that respond to key 
issues   

  
Applying, for example, is a lower cognitive skill than critically evaluating. With a view to 
graduate programs being aimed at future leaders, you want to consider designing or 
curating resources that are aimed at higher-level thinking skills. Getting the basic technical 
skills right is important but this kind of talent is expected to also make judgements about 
information, validity of ideas or quality of work based on a set of criteria, skills typically 
associated with a completed undergraduate/early postgraduate degree.  
 

 Patricia Armstrong (2010) Bloom’s Taxonomy. Vanderbilt University. https://cft.vanderbilt.edu/guides-sub-12

pages/blooms-taxonomy/



 
Source: Northern Territory Government (2015) Using Blooms Taxonomy to Differentiate Instruction.  
https://education.nt.gov.au/__data/assets/pdf_file/0005/257963/Gifted-and-Talented-Education-
policy_Appendix-11_Blooms_Taxonomy.pdf 

The number of learning outcomes will always vary according to the level of study, desired 
outcomes. resources (e.g., time allocated for study) and forms of assessment. To put this 
into perspective, undergraduate units that go over 12 weeks have normally between four 
and five learning outcomes. 
  
For more information on learning outcomes, consult this handbook by the University of 
Melbourne, it has been specifically designed to support academics to develop and design 
learning outcomes for their courses and includes practical strategies for how to start 
thinking about and writing them.    
  
Threshold Concepts   
  
One other thing to keep in mind in terms of writing these learning outcomes is the idea of 
threshold concepts. These are fundamentally transformative: like a portal they open up a 
new and previously inaccessible way of thinking about something. As such, they represent 
a transformed way of understanding without which the learner cannot progress.  One 13

 Brian O Ackles (2021) Oh, Now I Get it! – Understanding Threshold Concepts. ChoralNet. https://13

choralnet.org/2021/04/understanding-threshold-concepts-oh-now-i-get-it/

https://melbourne-cshe.unimelb.edu.au/__data/assets/pdf_file/0007/2296861/MCSHE-Learning-Outcomes-Guide-web-Nov2015-rev2021.pdf


example from the business world would be opportunity costs, a fundamental concept 
that, once understood, changes the way a learner thinks about strategy, resources etc.    
In addition to discipline specific training resources – and in line with your goals – you also 
want to consider offering training in a range of more generic, yet crucially important, skills 
such as soft skills, leadership and management, project management, and business 
awareness. All of these can be expected of future leaders, they need to know about the 
wider context their company operates in and must be able to take initiative. The guidance 
on learning outcomes will help you to curate learning resources from the widely available 
(external) resources on these topics.  

6.8 Documentation 

As has been pointed out above, giving feedback is crucial in terms of engaging graduate 
talent. In addition, document the process of professional development, e.g., via a log to 
record achievements and comments and a performance review system based on a 
proactive approach to identifying training opportunities and career development. This is 
also with a view to the graduate developing a greater degree of self-awareness. Research 
suggests that when we see ourselves clearly, we are more confident and more creative. 
We make sounder decisions, build stronger relationships, and communicate more 
effectively. We’re less likely to lie, cheat, and steal. We are better workers who get more 
promotions. And we’re more-effective leaders with more-satisfied employees and more-
profitable companies. 
 

      

      Source: Tasha Eurich (2018) What Self-Awareness Really Is (and How to Cultivate It). HBR.  
      https://hbr.org/2018/01/what-self-awareness-really-is-and-how-to-cultivate-it 

http://guilfordjournals.com/doi/abs/10.1521/jscp.23.4.475.40307
http://guilfordjournals.com/doi/abs/10.1521/jscp.23.4.475.40307
https://www.jstor.org/stable/20152338?seq=1#page_scan_tab_contents
http://www.emeraldinsight.com/doi/abs/10.1108/02683940310484008
http://www.emeraldinsight.com/doi/abs/10.1108/EJTD-04-2015-0031?journalCode=ejtd
http://www.emeraldinsight.com/doi/abs/10.1108/EJTD-04-2015-0031?journalCode=ejtd
http://guilfordjournals.com/doi/abs/10.1521/jscp.23.4.475.40307
https://www.ncbi.nlm.nih.gov/pubmed/9109286
http://onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.1991.tb01002.x/abstract
http://onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.1991.tb01002.x/abstract
http://onlinelibrary.wiley.com/doi/10.1111/j.1464-0597.1991.tb01002.x/abstract
http://amj.aom.org/content/23/2/320.abstract
http://www.idpublications.org/wp-content/uploads/2014/12/Self-Awareness-and-Organizational-performance-Full-Paper.pdf
http://www.idpublications.org/wp-content/uploads/2014/12/Self-Awareness-and-Organizational-performance-Full-Paper.pdf


Leaders who focus on building both internal and external self-awareness, who seek 
honest feedback from loving critics, and who ask what instead of why can learn to see 
themselves more clearly — and reap the many rewards that increased self-knowledge 
delivers. And no matter how much progress we make, there’s always more to learn.  

Mighty Kingdom currently have a review process in place that revolves around learning 
outcomes/competencies which are mapped to a matrix that outlines the graduates' 
expected learning trajectory. There are two parts to this matrix, 1.) the technical aspects of 
a job and 2.) soft skills. Both of these are scored, this feeds into a graphical representation 
of an individual's development which enables stakeholders to track performance; they 
can evaluate where the gaps in specific learnings are and what additional support needs 
to be implemented to meet those competencies. 

As alluded to above, Mighty Kingdom’s L&D manager meets with mentors and 
department leads on a monthly basis to get feedback on graduates, discuss their 
development path, and explore how possible skills gaps can be addressed and what 
resources this would entail. To that end, Mighty Kingdom employs a number of learning 
initiatives that are geared towards personal development from a technical perspective 
and often utilise external resources. 

As mentioned above, by week 12 it is expected that graduates spent about 80-85% on 
project work; the rest of the time is taken up by professional development time. There is a 
degree of variety to this as dictated by the mentor. That said, the general expectation is 
that PD time will get less over time, i.e., it will be down to 5% by week 20 when graduates 
enter full project mode. 

7. Continuing Professional Development 

Professional development does not stop once the graduate program is over. Consider 
ways in which you can keep supporting your talent and lead them towards positions of 
responsibility. 

This can take numerous forms, e.g. 

• Formal coursework (postgraduate education, micro qualifications, certificates etc.)  
• Attending conferences, seminars, and workshops  
• Undertaking a structured program of training within the studio or as a self-guided 

program of skills enhancement 
• Preparation and delivery of lectures, courses and conference papers  
• Active participation in mentoring programs  

   
Consider setting expectations as to a) what and b) how much professional development 
you’d like your staff to undertake over c) what timeframe. The Australasian Institute of 
Mining and Metallurgy, for example, asks for a minimum of 150 hours of professional 
development over three years before applicants can apply for chartered professional 



status.  As part of that framework, some activities are weighted differently than others, 14

e.g. formal educations has a time weighting factor of three, i.e. 10 hours spent on formal 
education are recognised as 30 hours. Publications represent a 40/50-hour equivalence 
whereas preparation and presentation of material for conferences, seminars and symposia 
are credited at ten times the duration of presentation hours. 

Mighty Kingdom includes the personal development of (former) graduates as one of the 
necessary and supported bands within their framework, including the tracking of hours 
associated with learning and development activities in timesheets. This is to ensure the 
progression of learning of each graduate but beyond that also focuses on department 
specific growth. There are many platforms in which this is put in place, e.g., subscriptions 
to outsourced learning such Pluralsight or Unreal Engine workshops. 

8. TL; DR 

 

 The Australasian Institute of Mining and Metallurgy (n.d.) Graduate Program Best Practice Guidelines. 14

(Carlton, Australia), p.17
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