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Abstract: Training Need Analysis (TNA) is a process of identifying the areas where both individuals and 

groups in an organization would benefit from training in order to become more effective at achieving their own 

objectives and the objectives of the organization. TNA endeavor to find out a training programme which is – 

Cost Efficient, Effective & Worth of Putting Efforts  In the highly demanding and uncertain working 

environment of today’s modern world, where competition is escalating at a fast rate and technologies are 

changing rapidly and to achieve higher returns and to pull out maximum benefits from the organization’s 

resources, the need for employees training has been increasingly recognized by the employer’s so as to keep the 

employees in touch with the latest developments, requirements & needs of the complicated jobs. TNA 

systematically gathers the data to find out where there are gaps in the existing skills, knowledge and attitudes of 

employees and then accordingly formulates a training programme for every employee to make them able to 

perform their job to their fullest potential and at the same time ensures that the training program is worth 

implementing.  Thus, it is very important for every concern to develop systematic training programs through an 

effective Training Need Analysis process to ensure the maximum utilization of its resources. This study presents 

a conceptual understanding of TNA for organizations. 
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I. INTRODUCTION 

TNA is a systematic method for determining what caused performance to be less than expected or 

necessary. The aim of training needs analysis is to ensure that training addresses existing problems, is 

customized to organizational objectives, and is provided in an effective and cost-efficient manner. Training 

needs analysis involves scrutinizing current performance using techniques such as observation, interviews, and 

questionnaires; anticipating future problems; identifying the type and level of training required; and analyzing 

how this can best be provided.  It involves the gathering of data about existing employee‟s capabilities and 

organizational demands for skills and the analysis of the implications of new and changed roles for changes in 

capability.  

Need of the study 

It is necessary for the success of an organization to adopt the process of TNA. This paper is an 

initiative step for the new and less experienced organizations to understand the concept of TNA. This study is 

also important with the view point of satisfaction of human resource of the organization. 

 

II. LITERATURE REVIEW 
One of the clearest explanation of needs assessment is given by Anderson (2000, p 9), who writes that 

the needs assessment is the starting point in the training process. It is the phase in which an organization‟s needs 

are identified, forming the foundation of an effective training effort. The needs assessment tells where and what 

kind of training programs are needed, who needs to be included, conditions under which training will occur, and 

criteria to guide program evaluation. Training needs assessment is an ongoing process of gathering data to 

determine what training needs exist so that training can be developed to help the organisation accomplish its 

objectives (Brown, 2002). Furthermore, the idea behind training needs analysis is that only when there is a 

match between training needs and the content of training, beneficial outcomes to organizational performance 

can be realized (Van Eerde, et al, 2008). Rohmetra (2004) conclude that an unimpressive HRD climate and a 

weak IT perspective has been able to contribute towards each other .A good training and development climate 

could possibly boost up the technology environment or a good technology environment could facilitate 

development of human resources. Kufidu (2005) in their paper analyzed the changes that took place in the 

Greek banking industry in the last years, their impact on the role of employees training and development for 

strategy implementation and success, using four case studies to investigate the effect of the environmental 

changes on these particular banks and the role of their training and development strategies in adjusting 

themselves to the changing industry environment. Ford (2006), training effectiveness is a broad construct that 

identifies situational or contextual factors impacting learning, retention and transfer. This focus is critical for 

uncovering whether a training program was effective or ineffective due to characteristics of the program or to 

factors outside the control of the training system. Tyson (2006) training function for most organizations is not as 
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effective or efficient as it could be. To truly be effective or successful, training programs must incorporate more 

of the established best practices. Lincoln, Krishna and Rao (2008) conducted a study on “HRM Practices in 

Public Sector and Private Sector Banks” and have suggested that HR policies of Public Sector Banks should be 

revised there by making them more competitive in this challenging era of globalization. The Man Power 

Services Commissions‟ glossary of training terms defines training as a “planned process to modify attitude, 

knowledge, skill, and behavior through learning experience, to achieve effective performance in an activity or 

range of activities”. Karthikeyan, Karthi and Shyamala (2010) Graf assess the effectiveness of the various 

facets of training i.e. employees‟ attitude towards training inputs; quality of training programs; training inputs 

and application of training inputs to the actual job. 

Training Defined 

Training is a learning process that brings out constructive changes in the behavior through the 

acquisition of knowledge, skills, concepts, rules, changing of attitudes and behaviors which enhance the 

performance of employees. Training is a systematic procedure for transferring technical know-how to the 

employees so as to increase the knowledge and skills for doing particular jobs thereby making the employee 

more effective in his/her work. Training is an activity which leads to skilled behavior – 

A. It‟s not what you want in life, but it knows how to reach it. 

B. It‟s not where you want in life, but it knows how to get there. 

C. It‟s not how you high want to rise, but it knows how to take off. 

D. It may not be quite the outcome you were aiming for, but it will be an outcome. 

E. It‟s not what you dream of doing, but it‟s having the knowledge to do it. 

F. It‟s not a set of goals, but it‟s more like a vision. 

G. It‟s not the goal you set, but it‟s what you need to achieve. 

 

III. IMPORTANCE OF TRAINING 
The idea behind the training is to promote / build competencies, specific to organizational needs to 

meet its long/medium term strategies, by imparting knowledge and skills, to perform tasks effectively. Training 

as a tool to improve productivity and effectiveness of the employees has acquired greater importance. A good 

training program can help the organization in vast ways through its importance and objectives. Following are 

some of the importance of effective training program. 

i) Optimum Utilization of human resources 

ii) Development of Human Resources  

iii) Development of skills of employees  

iv) Productivity  

v) Team Spirit  

vi) Organization Culture  

vii) Organization climate  

viii) Quality & Morale  

ix) Image & Profitability     

x) Training is economical  

xi) Training makes employees feel important part of the organization, Training helps keep pace with a 

changing business.  

 

IV. RATIONAL OF TNA 
Liberalization and globalization  has brought a sea change in our business processes, and our business 

organizations were left with no other option but to mould themselves to the new age of competition, where they 

have to compete not at local or national level but  with international level players. Moreover, to remain at the 

top and even for survival in the highly competitive and dynamic work environment, where organization‟s posses 

least control over the external factors, companies really cannot afford to waste Time, Money and Efforts. These 

have resulted in redefining of emerging job requirements in terms of skills, competencies, qualifications and 

trainings which are important in ascertaining and valuing of the future needs of human resources. The business, 

the employees, the organizations and the society as a whole are moving towards being knowledge driven 

communities. 

 “The effectiveness of the training is heavily dependent upon effectiveness of process used to 

identifying training needs”. 

It is apparent that training plays a vital role in the success of any organization. Training aids in 

organizational development i.e. organization gets more effective decision-making and problem solving. It helps 

in understanding and carrying out organizational policies, developing leadership skills, motivation, loyalty, 

better attitudes, and other aspects that successful and managers usually display. 

TNA laid down the foundation of training and thereby making training more meaningful, worthy and effective, 

which directly solve the problem(s) caused due the deficiencies of any kind, through training. Every 
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organization wants to establish a TNA process to find out the hindrances to the performances of the employees, 

which eventually affect the performance of the organization.  

The goal of training analysis is twofold: 

[1] to establish what is actually being done right now, and 

[2] to decide what needs to be done in the future  

The purpose of TNA is to find out whether the performance problem actually exits and if so, is it worth 

fixing and what its cause is.  

A training program can serve a range of diverse purposes, organization need to initiate, collect and 

document information concerning any of the following reasons: 

i) Performance Problem -If the performance is not satisfactory or up to the desired standard. 

ii) The anticipated introduction of a new system, task or technology. 

iii) A desire by the organization to benefit from a perceived opportunity. 

 

V. PROCESS OF TNA 
The TNA process provides objective information and strategic guidance at every stage to help you 

measure and manage progress on training. 

A well constructed TNA process can help an organization in many ways - from assisting with training 

vendor selection and budgeting, improving employee retention levels, and enhancing overall staff satisfaction. 

Yet before Management commit to investing in a training needs analysis project, they must first understand the 

close link between staff training initiatives and bottom line performance. 

Most organizations formalize training process by providing a budget and resources for training but this 

will not ensure the investment is a good one.   

TNA involves five basic steps: 

TNA Process 

 
A. Understand Organization Environment & the Projects of the organization 

An organization„s environment is composed of institutions or forces outside the organization that 

potentially affect the organization‟s performance. These typically include suppliers, customers, competitors, 

government regulatory agencies, public pressure groups, and the like. An organization‟s structure is affected by 

the environmental uncertainty and because uncertainty is a threat to an organization‟s effectiveness therefore 

sound understanding of the organizational environment and the projects is fundamental. 

B. Identify Learning Objectives 

An organization must have clear learning objectives to determine what areas of training need to take 

place in order to improve skills. 

Once an organization has clear learning objectives, it is then possible to decide what the best method of filling 

the gap is – whether it is training or another form of development, more tailored to an organization, such as 

coaching or mentoring. 

An organization must have clear, focused business objectives. These should be agreed by top management so 

that a clear idea of what the organization is trying to achieve is understood by everyone in it.  

C. Determination of Current Knowledge Levels 

Once the objectives are clear information about the skills and abilities of   the individuals that are 

needed now and will be needed in the future is gathered. 

  Knowledge required into three areas:  

a) What do people need to do in order that the objective is achieved?  

b) What skills and knowledge do people already possess?  

c) What skills and knowledge may be required in the future to continue to achieve future objectives?  

Not all information will relate to training. For example, an objective to improve the décor of the 

patient's waiting area might well be important, but if an outside contractor is likely to be involved in providing 

the design and overseeing the implementation then no training is needed. However, sometimes a decision to 

involve outside help may well identify the need for training in order that the job can be properly commissioned. 
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For example a marketing consultant may well be commissioned to increase the number of patients registering 

with the practice, but someone needs to understand how to ensure that the consultant is appropriately briefed. 

D. Identifying the gaps that exist between the current situation and what is/will be required  

This stage is really indistinguishable from the analysis in practice, but is given a separate heading 

because the way you actually record the gaps can be important for the application of the TNA. Some method is 

required for recording those gaps in a way that facilitates the next stage following a TNA - drawing up a training 

plan. Analyzing of information is necessary in this stage. This stage in the TNA is both stimulating and 

challenging. Analytical skills are required, and time to carry out the analysis is essential. If the organization is to 

benefit from the effective use of resource in training then the person carrying out the TNA must be free to carry 

out a full and proper analysis. If not, the whole process is self-defeating and often the process is blamed for 

failure rather than the lack of resource to carry it out properly. The analysis report should detail what type of 

training is necessary, and some details about how to conduct it. 

The analysis should be answering the basic questions:  

1. What gaps exist in both knowledge and ability of the current people in the organization to carry out 

their jobs now?  

2. What gaps exist in both knowledge and ability of the current people in the organization to carry out 

their jobs in the future?  

Thus the TNA allows for both current gaps relating to current job descriptions and possible gaps 

assuming some form of future development.  

The analysis leads naturally into the final stage of the TNA. 

E. Training Recommendations & Appointing a training co-ordinator  

The reason for this step is that training needs to be part of someone's job. If it is not, it tends to get left 

out and that is one of the reasons why training is so often poorly planned and implemented. 

Often the training co-ordinator can also be the training administrator (the person who books the courses or 

organizes the training sessions). It can be the practice owner in a dental practice, or another member of staff. 

Whether the dentist takes on the role or it is delegated to someone else, commitment to organized training from 

'top management' should be both visible and real. Time and money should be available to plan training for 

people according to their needs, and some involvement in the process is essential from the senior managers or 

owners. 

In all cases, a trainer must know: 

[1] The purpose the training is to serve (and whether or not training can serve those purposes), 

[2] The nature of the audience for the training (so as to best position and present the training), and 

[3] How to design and develop training using a wide range of methods and techniques (so as to engage the 

audience and achieve the purposes of the training). 

As investments in the form of time, money and efforts is made by the organization in imparting the 

required skills in its workforce it is utmost important for a trainer to know all aspects of training programme as 

well as about the trainees, to extract maximum benefits out of time, money and efforts  put in by the employees 

and organization. 

Importance of TNA 

Need analysis is important because of its contributions to the training process and as a whole to the 

organization:  

1. A TNA is a process for determining the degree to which employees possess the necessary KSAs to 

carry out the strategies. The resulting training can then be designed to align with this strategic plan. 

2. A good TNA ensures that only those who need the training are included, and provides the data to show 

trainees why the training is needed. 

3. TNA is important because it helps to determine whether a deficiency can be corrected through training 

4. TNA determines that employees lack necessary Knowledge, Skills and Ability‟s to do the job, and 

training is required. 

5. Unless the right quality of human capital is present, organizations may struggle to implement strategies 

and achieve targets. Analyzing the areas where capability needs to be enhanced allows organizations to 

create a human capital investment strategy to support business objectives.  

6. Well-planned training is an effective retention strategy, particularly for ambitious and externally 

mobile employees.  

7. Providing learning opportunities to staff enables them to develop and achieve personal and career 

goals.  

8. All training provision should be designed to meet previously identified learning needs in order to be 

cost-effective. If an initial assessment using the correct assumptions is made about who needs to learn 

what, then it is likely that effective training or learning provision will result.  
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9. Having a clear idea of what needs to be learned and the outcomes expected provides a foundation for 

training and learning professionals to evaluate the effectiveness of implementation of the learning 

strategy.  

10. Procurement of training solutions is expensive - you need to be confident that you are buying 

the right solution for your needs  

11. TNA processes ensure that the training solution is right for the people who will be trained, 

considering their background, experience, age and learning style  

12. TNA will rigorously identify all the operational tasks that people need to do, the performance 

expectations for those tasks and the underlying knowledge, skills and attitudes required to achieve 

those expectations. 

Limitations of study 

This study presents a theoretical framework on TNA. More practical approach can be applied in future 

research to assess the performances of organizations due to applications of TNA models. 

 

VI. CONCLUSION 
Training had emerged as an essential prerequisite in almost all spheres of all organizations not only in 

India but throughout the world, as it provides an opportunity to employers to enhance-knowledge, skills and 

abilities  of their employees. All organizations, whatever their size, investment, time and money want to develop 

their employees whether it‟s training them how to use a new piece of software, complete a form, give good 

customer service or Wright a professional letter, training is an essential part of every organizational 

management. Training so needed among the knowledge hungry work force as companies shouldn‟t waste time, 

efforts and money on the training of its employees until they are clear on what their employees are lacking or 

their developmental objectives should be. Instead of sacking those employees from the organization who are 

lacking KSA‟s it is better to make them learn these as the requirement of the new job which can also become 

assets for the organizations in the long term. However training is too often used as an inexpensive way to look 

like you‟re doing something if you‟re a manager. As typically done, it requires little time and little personal 

change. Irrespective of the nature of an organization training plays an important and wherever training is needed 

TNA becomes even more important so that resources- time, money and efforts can be utilized properly thereby 

making training more meaningful.  Principal of training also state that: It is important to identify training needs 

before trying to implement any training solutions. The essential reason for doing need analysis is that the 

business world is changing rapidly and organizations require keeping pace with this change as a result everyone 

is being asked to stretch to do more and to do it faster. Training Needs Analysis (TNA) is an essential first step 

in management development if you wish to achieve the greatest improvement in performance and best value 

from your investment in training, development, practical experience or networking. A comprehensive training 

needs analysis is the basis for designing a cost effective management or talent development programme. This 

can incorporate a 360° feedback survey, or an analysis of current corporate needs. For senior individuals an 

intensive interview programme, including work shadowing can be justified. 
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