Chapter IV-1

Needs Analysis



IV-1-1.  Chapter Overview

��Introduction	a.	This chapter provides policy and guidance on conducting a needs analysis.

��Chapter	b.	This chapter covers the following:

Index

Content�Paragraph ��Administrative Information�IV-1-2��Needs Analysis Description and Requirements�IV-1-3��Triggering Circumstances�IV-1-4�����IV-1-2.  Administrative Information

��Purpose	a.	The needs analysis is the process used to identify valid training development (TD) and training requirements. 

	Note:	This process results in the identification of valid TD requirements and non-	

		training solutions.  It does NOT drive or ensure the procurement of required 

		resources.  (See Chapter II-2, TD Workload and Resource Management).

��References	b.	Required regulatory and procedural references are as follows:

	Regulatory:   Other chapters, this regulation:

		(1)	Chapter II-2, TD Workload and Resource Management

		(2)	Chapter IV-2, Combined Arms Training Strategy

		(3)	Chapter VI-3, Individual Task Management:  Common, Shared, and Branch

	Procedural:  TRADOC Pam 71-9, Requirements Determination

��Definitions	c.	See Glossary for TD-related terms.

��Responsi-	d.	TRADOC proponents or selected executive agents with assistance from appropriate 

bilities 	proponent schools will ---

		(1)	Perform a needs analysis to determine the need to develop/revise training or training products/materials.

		Note:	Development/revision will occur only if justified by a needs analysis or training strategy.

		(2)	Recommend non-training solutions to the task performance deficiency(ies). 

		(3)	Forward non-training solutions to the appropriate office/agency. 

		(4)	Identify ---

			(a) 	Training solutions and/or partial solutions to performance deficiency(ies).

			(b) 	Training/training development requirement(s).

			(c) 	Modifications required to improve training efficiency and effectiveness.

		(5)	Provide TD requirement(s) to the TD manager. 

��

�IV-1-3.  Needs Analysis Description and Requirements

��Process	a.	The needs analysis is the process used to identify valid ---

Description		(1) 	Recommendations for non-training solutions to the performance deficiency.

		(2) 	Training solutions to identified unit and individual task performance deficiencies.

	(3) 	Training development requirements.  A training/training development requirement is established if the needs analysis results in the identification of and approval to implement a solution that justifies producing or revising training or training products.  To avoid unnecessary TD workload, Training/TD (Task) Proponents will develop or revise training or training products only when based upon a needs analysis or training strategy.

��Outputs	b.	Needs analysis is a minimum essential requirement before development of any training or training product.  The needs analysis provides any one or combination of ---

		(1) 	Training solutions to the performance deficiency(ies).

		(2) 	Recommendation(s) for non-training solutions to the performance deficiency(ies).

		(3) 	The requirement to improve training efficiency and effectiveness.

		(4) 	TD requirement(s).

��Start Point	c.	The needs analysis usually starts with the receipt of a triggering circumstance (an  

	actual or perceived performance deficiency).  It may also be triggered by a directed training requirement (e.g., DA mandate to implement "sexual harassment" training).

��Procedures	d.	The following lists the major steps and activities for conducting a needs analysis.

Steps�Activities��(1)	Clarify the performance deficiency(ies).�(a)	Identify the triggering circumstance(s).  

	Note:	See "Triggering Circumstances" (this chapter).

(b)	Examine performance data.

(c)	Specify precisely the actual performance deficiency in measurable, observable terms.

(d)	Identify cause of identified performance deficiency(ies).��(2)	Identify solutions to the performance deficiency(ies).�(a)	Develop tentative solutions.

(b)	Determine best doctrine, training, organiza-tional, leadership, and/or materiel solution(s).��(3)	Recommend non-training performance deficiency(ies) solution(s) to the appropriate office or agency.�Forward non-training solutions to appropriate agencies.��(4)	Obtain approval for the training solution(s) and/or training development requirement(s).�(a)	Recommend training solution(s).

	Example:	Solution to deficiency caused by poor presentation of instruction or lack of resources/equipment.

(b)	Recommend partial training solution(s).

	Example:  Solution to deficiency caused by poor training as well as poor management practices. �����Continued on next page

�IV-1-3.  Needs Analysis Description and Requirements, Continued

��Procedures	(continued)

Steps�Activities��(4)	Obtain approval for the training solution(s) and/or 

	training development�(c)	Determine which TD processes and/or new or  revised training products and materials are required:��	requirement(s).

	(continued)��If needs

analysis 

identifies ...�Then go 

to ---�����Additional tasks to train

----------------------------Changes to existing task�Task analysis.�����Need for new or revised course or product�New/Revised job and task analyses followed by course and product design or development as appropriate.�����Training to support new/revised military occupational specialties (MOSs) or new/displaced systems�Long-range training strategies followed by new/revised job and task analyses and training courses/products.�����A training deficiency�Correct training.�����������Process	e.	Needs analysis is complete with the approval of a training or TD requirement or the

Completion	recommendation of a non-training solution to the performance deficiency.  The requirement for the analysis may be expressed informally (verbally) or formally as the result of an extensive study, but it must be documented.  Following needs analysis, training developers will continue with the development of new and revised training, revised training strategies, and products as appropriate.

��Process	f.	The relationship between needs analysis and the TD process phases are:

Flows

(Overview)

	�

��Continued on next page

�IV-1-3.  Needs Analysis Description and Requirements, Continued

��Process	g.	Information flow within the needs analysis process:

Flows

(Internal)

��

��Quality	h.	To ensure quality results from needs analysis, the personnel involved must ensure ---

Control		(1) 	Soundness of the needs analysis decision, i.e., decisions are made based on valid training/TD concepts and procedures.

		(2) 	Technical accuracy of needs analysis document(s) content.

��IV-1-4.  Triggering Circumstances

��Description	a.	The needs analysis starts with the receipt of a triggering circumstance (an actual or

	perceived performance deficiency).  The triggering circumstance may originate from a wide variety of sources, such as:

(1)	Evaluation findings.

(2)	Field/Other input.

(3)	Directed training.

(4)	Requirements determination.

(5)	Doctrine changes.�(6)	Training improvements/constraints.

(7)	Leadership deficiencies.

(8)	Organizational changes.

(9)	Materiel/system modifications.

(10)	Law or regulation changes.��	��Evaluation	b.	Evaluation is a continuous process to identify training efficiencies and deficiencies in 

Findings	order to improve training efficiency and effectiveness.

		(1) 	Improved training could involve, but is not limited to ---

			(a) 	Changing the method of instruction or technique of delivery.

			(b) 	Changing the training site.

			(c) 	Providing knowledge-type material in a "read-ahead" package.

			(d) 	Increasing practical exercises.

			(2) 	Identified performance deficiencies are often identified as the result of a training evaluation and may be reported to the proponent by the field or as the result of a proponent-conducted evaluation.  A training solution may appear to be apparent, but the proponent performs a needs analysis to ---

			(a) 	Identify the root cause.

			(b) 	Determine if training is truly the solution.

	��Field/Other	c.	As noted in the preceding paragraph, the field (i.e., unit commanders) are often a prime 

Input	source of training evaluation feedback.  Personnel assigned to force units are in the best position to identify training needs.  Their input is of prime importance to the needs analysis process.  Another excellent source of unit training feedback is the combat training center (CTC).  Training developers may also receive input from many sources that will require analysis to determine whether or not there are training development requirements.

��Continued on next page

�IV-1-4.  Triggering Circumstances, Continued

��Field/Other	(continued)

Input	Examples:	TRADOC Long Range Plan (TLRP), TRADOC Long Range Training Plan (TLRTP), the Army Long-range Planning Guidance (ALRPG), Army XXI Campaign Plan, the Army Plan (TAP), warfighting concepts and experiments, Combined Arms Training Strategies (CATS), functional area assessments (FAA), and Advanced Concept Technology Demonstrations (ACTD). 

��Directed	d.	Common core and shared training requirements occur when higher commands, senior 

Training 	officers, laws, and regulations direct training of common military and other subjects.  This includes  DA and MACOM mandated training.  HQ TRADOC will elicit executive agent and proponent school support to ---

		(1) 	Follow the needs analysis process to determine specific training and TD requirements.

		(2) 	Determine if critical task training or if awareness type training is required.

		(3) 	Determine exactly how and where the tasks are to be trained to ensure training efficiency and effectiveness.

	Note:	Follow procedures in Chapter VI-3, Individual Task Management:  Common, Shared, and Branch.

��Require-	e.	The Requirements Determination process may identify training solutions to a 

ments 	performance deficiency or training components to non-training (doctrine, training, leader 

Determina-	development, organization, materiel for soldiers) solutions.  The Needs Analysis process 

tion 	allows the training developer to examine these components, verify a training solution, and identify the training development requirements.  

	Note 1:	A training component to a non-training solution equates to a partial training solution.

	Note 2:	As noted below, doctrine, training, leader development, organization, and materiel circumstances which are not identified during a formal requirements determination process may also trigger needs analysis.  

��Doctrine	f.	Doctrinal changes may come as the result of requirements determination or 

Changes 	as directed by higher authority to keep current with changes to the Army's warfighting concept.  In fact, every time doctrine changes, there are usually some training changes.

��Training	g.	Training improvements and constraints may also cause developers to modify training 	

Improve-	programs and products.  Such improvements and constraints include use of new Army 

ments/	Training XXI technology, environmental constraints, and safety factors.

Constraints 	

��Leadership 	h.	Deficiencies in leadership may result in poor training or poor task performance.  

Deficiencies	Though they may not be evidenced at first glance, a needs analysis may determine that an apparent training or TD problem really was a problem with poor leadership.

��Organiza-	i.	A decision to restructure an organization could be the result of requirements 

tional 	determination, needs analysis, or job analysis.  It may create a training need. Combining

Changes	two MOSs is an example of reorganization that will create a training development requirement.

��Materiel/	j.	A materiel or system change could be the result of the requirements determination 

System 	process or a product improvement to an existing system.  Follow the TD process 

Modifica-	described in this regulation to determine if there is a TD requirement to revise or to design, 

tions 	develop, implement, and evaluate new training.   Generally, the requirements are as follows:

��Continued on next page

�IV-1-4.  Triggering Circumstances, Continued

��Materiel/	(continued)

System		(1) 	Identify missions and collective tasks created or impacted by the new system or 

Modifica-			device.

tions		(2) 	Identify units, jobs , collective, and individual tasks created or impacted by the new/modified system/equipment or device.

		(3) 	Compare tasks currently being trained.

		(4) 	Establish the unit and individual long-range and/or short-range training strategies and the following supporting plans as appropriate:

			(a) 	Systems Training Plan (STRAP).

			(b) 	New Equipment Training Plan (NETP).

			(c) 	Basis of Issue Plan (BOIP).

			(d) 	Training impact statement to the Qualitative and Quantitative Personnel Requirements Information (QQPRI).

��Law or	k.	New or revised laws and regulations may establish the requirement to create or 

Regulation	modify training or training products.  The training developer must keep current on law

Changes 	and regulation changes that affect the proponent areas of responsibility.

��
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