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Training Needs Assessment
Fabrics incorporation was an organization that started small. By then, it had only 40 employees in it. By then, the supervisor to the 40 employees was the owner of this organization. When fabrics Inc. grew, it started employing over 200 employees. During this tremendous growth, the owner of this organization decided to promote the already existing employees to supervisor positions. They were promoted without any training for that specific level. At that time, this was okay with the majority. According to Blanchard and Thacker (2013), the company continued growing at this fast rate. The owner noticed that several issues were coming up with the employees he had earlier promoted to be supervisors. These supervisors had various problems, among them being causing conflicts among the employees they supervised. Also, the customers had started complaining that the supervisors were offering abysmal customer service.
The owner then sorts the services of a consultant to carry out the solution to the problem. The owner had a training program in mind that he wanted to use to train the supervisors on the knowledge, the skills, and the attitude they needed to solve the problematic issues that arise with customer service and the relationships that the employees had. This would be considered a quick-fix solution. The problem is that he had not taken into consideration the other factors that were involved. It was agreed between the owner and the hired consultant that there was a need for training. Still, they had to carry out a training needs analysis to identify the exact issues that the movement would now take care of, which is precisely what this paper aims to discuss.
To identify the issues that were to be taken care of by the training, they carried out a needs analysis (Ferreira, 2013). Initially, the owner had not come up with a needs analysis that was clearly stated. At this point, the hired consultant insisted that they had to come up with one. A training needs analysis program is of the essence as it makes it possible to gather the data needed for there to be a straightforward way of analyzing the issues that create the performance gap evident in the organization. When a compelling training needs analysis is conducted, professionals can point out the training needs and the nontraining needs that will now be handled so that the performance gap can be eliminated.
At the beginning of the needs analysis process, the owner of the organization was interviewed.  This was to enable them to get complete information on how the organization is headed. According to Ferreira (2013), this would aid them in the analysis. The owner was then questioned about the human resource system of the organization.  The consultant sought to determine how the human resource department carries out its selection in times of hiring. The consultant also wanted to0 find out how the HR department can transfer employees and how they carry out the process of promotion of employees in the entire organization.
The owner was also questioned about the job design in the organization. This was about many aspects like the methods and the practices the employees of the organization use to complete the daily activities that are supposed to be completed before the close of business on a given day at work. There was also the question of how the organization operates in terms of its reward system to ensure that its employees constantly have increased job satisfaction. There was also some analysis done on the expectations placed on each employee in terms of their performance in the line of duty they are entrusted with.
The consultant also wanted to find out some elements of the organizational analysis. In this, he was able to examine the organization in terms of their goals or objectives, if they have any, the strategy in which they operate as an organization, and the systems and practices that are put to guide the employees on how to work in the organization. In the organizational analysis, the consultant was able to identify that the organization's current situation was that they were operating without any mission; they did not have any goals and objectives (Blanchard and Thacker, 2013). They just performed aimlessly. This was a clear indication that there was a need to address the multiple internal factors in the analysis process. Without having this taken care of, there would be no success in the training program. The internal issues needed to be focused on upfront, first to have organizational objectives, procedures, and policies to then think of the most effective training program they would use for the benefit of the entire organization.
An operational analysis was also carried out. The consultant wanted to examine the specific jobs that the employees of the organization did. He tried to find out the requirements of the tasks carried out in the organization on a day-to-day basis for an employee to say that they have done all required to complete a given job. The consultant wanted to find out also about the KSAs needed in the work environment on a day-to-day basis.  Questions were asked to the nine supervisors that we're currently working with within the organization. The consultant needed to know how the no set structure operates. The analysis made the consultant confirm that the supervisors were all acting according to what they perceived as right. They were doing their things (Blanchard and Thacker, 2013).
Another type of analysis that the analyst carried out was have carried out is the person analysis. It would have been very effective as it would have clearly shown the current state of the individuals who need training in the organization. It would have assessed the level of the knowledge that exists in them about what needs to be trained, their style of learning, and who would have been the appropriate trainers, among other assessment points.
The consultant also needed to carry out an analysis of the capital resources in the organization (Ludwikowska, 2018).  This is where he needed to have examined the finances in the organization, the equipment that is available in the company, and the public facilities. This would have shed light on where finances of the organization are used, the projects to which they are allocated, also are there necessary equipment in the organization, are the employees provided with what they need to perform their duties effectively, do their duties need protective gear, are they provided with it as they carry out their duties, does the organization have the required facilities, are the employees content with the state of the facilities in the organization?
The training analyst was able to ask questions from the relevant people during the assessment, the people involved in answering the questions to give information to the analyst were the top managers, who were questioned mainly in the organizational analysis, and they were to answer about particularly the strategies, goals as well as the mission of the organization at large. Other questions were directed to the supervisors to give complete information on the operational analysis part; also, the relevant department managers were being questioned on what happens in the confines of their departments. And also, the incumbents got relevant questions on their fields of operation.
Again the need analysis is fundamental as it can identify the needs that do not require training, and therefore there is the separation of the two categories. Non-training conditions do not require training; as crucial as it is, exercise alone cannot solve all the problems in an organization. For non-training needs in my organization, I would give the relevant solution rather than impose training that would not be effective. Some of the requirements are performance needs. For instance, if an employee could be knowing how to do a task but as they are doing it, they are not aware that they are doing it incorrectly. In this case, I would give feedback. It is essential as some employees can close their performance gaps very fast if they get the necessary feedback (Ludwikowska, 2018). Some of the issues are employees skipping some of the steps in a process; in this case, I would provide a job aid to help them follow some of the long steps. Another issue could be that there is a better way of handling a specific task. In this case, I would listen to the employee and let them give me ideas to improve the process. All the above issues genuinely do not require any training. Any organization needs to do the necessary assessment to identify the actual needs and handle them effectively.
The sources of data used in the operational analysis are the job descriptions that employees had in the organizations, according to Blanchard and Thacker (2013). This was meant to find out the typical duties and responsibilities required in any job in the organization. They found out how their job descriptions are developed and who created them to see if they needed to be trained on coming up with job descriptions in the TNA. Another source is the job specification. Whenever there is a problem in coming up with a job description, there will be a problem with the job specification. Hence this analysis in the TNA was to find out if there is a need for training in this. Another tool is the performance standards. This was meant to assess whether the company has clearly defined standards of the expectations of the employee's performance as they would be significant. Having all this information would guide the consultant and the team on the needs available at the level of their operations and tailor the training to take care of the gaps identified.
The person analysis also was done having the sources of data as performance data. It is essential as it helps in quantifying to determine the actual performance. Also, observation, i.e., work sampling, is necessary; e.g., the calls can be monitored in customer service. It is also very effective in the TNA analysis. There were also job knowledge tests done to show the KSA levels with the employees. In the analysis, it is very relevant and can be tailor-made or standardized.
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