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Answers to the end of chapter review questions 
 
 
1. What questions is a HRD practitioner trying to answer by carrying out a TNA at all three 

levels? 
 

Analysing learning and development needs enables the HRD practitioner to identify 
where interventions are needed, who needs to be involved and what type of intervention 
is needed. The following question can be addressed: what are the underlying, or root 
causes of problems which may manifest as poor performance by an individual or group 
or as a systemic failure within the organisation? An effective TNA enables the HRD 
practitioner to answer further questions: How well matched is our workforce to the 
needs of the business? What levels of expertise do we have now; and what will we 
require in the future in order to achieve our business objectives? Which interventions 
will have the most impact on organisational performance? How soon will benefits be 
realised? What level of resources will be required to support the intervention? Which 
interventions are the most urgent? What needs to be done before the intervention can 
be implemented? How will the implementation be evaluated? 

 
 
2. What are the principal implications of conducting an effective TNA at all three levels? 
 

The principal implications are that the root causes of performance problems will be 
identified, the development needs of staff will be addressed and the L&D implications of 
demand-led initiatives will be met. This should ensure an effective and efficient use of 
resources (e.g. training budget). However, this will depend on the competence of 
stakeholders and their ability to identify needs effectively. HRD practitioners, line 
managers and employees must possess the necessary technical skills needed for 
effective data collection and analysis. In addition systems which support TNA must be 
in place (e.g. an effective performance review/appraisal process); also TNA should be 
appropriately resourced (e.g. HRD staff in place to carry out and support TNA across 
the organisation). It is important to note that the traditional focus of the TNA has been 
on weaknesses or improvement areas. This represents a missed opportunity for 
identifying what people are very good at and sharing their expertise and achievements 
across the organisation.  

 
 
3. What are the implications for line managers in each of the five stages of a systematic 

approach to conducting TNAs? 
 

1. Decide who else needs to be involved in the TNA: Involving line managers at 
this early stage enhances the likelihood of success when the intervention is 
implemented. As with so many organisational processes one of the best ways to 
gain commitment is to involve the people who will be most affected. 

2. Plan the sequence of activities: This is particularly critical in a large organisation 
where it is likely the three levels of analysis will be carried out simultaneously and 
line managers need to be involved in all three levels. If not their knowledge and 
perception of issues will be ignored (thus impacting on the effectiveness of any 
intervention). 
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3. Carry out the collection of data. In reality this is likely to be a series of ongoing 

and overlapping phases with the eventual HRD plan being updated on a continuous 
basis as a result of data obtained from TNAs and evaluation exercises. You need to 
ensure that the purpose of this stage is fully understood by line managers who may 
not appreciate the need for a thorough analysis and who may simply rely in ‘gut 
instincts’. This type of intuition can be very important but should not be the principal 
driver of line manager input at this stage. 

4. Analyse the data. Interpret the data and identify supply-led and demand-driven 
HRD needs and categorise potential solutions accordingly: learning and 
development, organisation development (OD), career development (CD) or non-
HRD solutions. This may result in further data collection to confirm the findings or 
help pinpoint solutions and should be discussed with line managers in detail to 
ensure their buy-in to potential HRD interventions. Line managers are intimately 
involved in the TNA process and therefore outputs from this should be discussed 
with them. 

5. Prioritise interventions. Line mangers should be involved in decisions about 
which issues are of importance to the organisation although on many decisions 
senior managers are likely to have the final say.   

 
 
4. What are the differences between KSAs and competencies? 
 

Blanchard and Thacker (2004) define a competency as “a broad grouping of 
knowledge, skills, and attitudes that enable a person to be successful at a number of 
similar tasks” (page 9). This might suggest that there is little difference between the two 
concepts. However, competencies differ from KSAs because, as Dooley et al (2004) 
argue, competencies “establish the behaviour requirements needed to be successful in 
a given profession or task” (Dooley et al, 2004: 317). Blanchard and Thacker (2004) 
argue that competencies also differ from KSAs in several other respects. For instance, 
they are more general in nature. This means they are not only applicable to a number of 
jobs or hierarchical levels but they have a longer ‘shelf-life’ than KSAs which are less 
adaptive to changing demands on jobs. They also incorporate feelings and emotions 
and are focused much more on organisational goals. 

 
 
5. Define and explain a job analysis and a task analysis. 
 

Job analysis is a systematic method or process for obtaining detailed information about 
a job  while task analysis focuses on specific tasks within the job. 
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