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Introduction

Diagram illustrating approaches to determining learning needs

	  


	KU(SAB)
	Competencies
	Task output
	Job output

	Learning need survey
(simplest)
	What learning do you think is needed?
	
	
	

	Competency study

(more complex)
	
What knowledge and skills are required to be competent in these areas?
	
What competency do you think is needed?
	
	

	Task analysis

(even more complex)
	
What knowledge and skills are needed to perform these tasks?
	
	What tasks are required in this job?
	

	Performance analysis

(This shows the sequence from PNA to LNA.  This is recommended particularly for large-scale programmes.)

	
What knowledge and skills are needed to perform the critical tasks?
	
	
What tasks are required to produce the critical outputs?
	How does this job impact on the performance of the organisation? What are the critical outputs and why are they critical?


	1
Learning needs survey

	Starting Point


	What knowledge and skill is required?

	General Approach
	Ask a range of key people including competent practitioners, supervisors and managers what knowledge and skills they think or feel that a competent person requires to do their job (or a portion of their job).

Prioritise the KUSAB recommended and summarise as a learning description.


	Advantages
	Fast and inexpensive

Broad involvement

Low risk

Low visibility

	
	

	Disadvantages
	Not precise or specific

Based on opinion, albeit ‘expert’

Difficult to validate

Difficult to set priorities

Difficult to relate to output, to evaluate importance of learning

Once you ask people what they feel is important there is an implicit expectation that you will deliver it in answer

Does not address other aspects of performance

	
	


	2
Competency study

	Starting Point
	What competencies are required?

	General Approach
	Ask key people what competencies they think or feel the competent person requires to do their job (or portion of it).

Determine the KUSAB required to attain the stated competencies.

Prioritise the KUSAB recommended and summarise as a learning description.



	Advantages
	Relatively fast and inexpensive

Broad involvement

Consensus - in addition to learning needs, generates  articulation of and agreement on a success ‘profile’ for the performer

Identify generic needs covering a broad population 
(e.g. first-time supervisors, first-time managers)

	
	

	Disadvantages
	Difficult to relate to output, to evaluate learning

Difficult to assess relative importance of competencies and therefore set priorities for knowledge and skills input

Consensus will not necessarily identify the crucial difference between exemplary and average performance

Does not address other factors influencing performance

Can be highly visible

Should be largely redundant as  more NOS/ICF are rolled out from Skills for Justice


	3
Task Analysis

	Starting Point


	What tasks are required?

	General Approach
	Determine what tasks are required of the competent person in order for the job to be performed correctly and successfully. 
Determine the KUSAB required to correctly perform the tasks identified.

Identify the competency levels to which tasks must be performed to be effective.

Prioritise the tasks, and thereby the KUSAB recommended and summarise as a learning description.



	Advantages
	Precise identification of tasks and required knowledge and skills

	
	Is a form of output and can be measured

	Disadvantages
	Broad involvement

Objectives are validated by observation
Takes time and skill

Visible and can therefore raise expectations – open to manipulation

Difficult to assess relative importance of tasks and, therefore difficult to set priorities for knowledge and skills input

Does not address other factors affecting performance



	4
Performance Needs Analysis

	Starting Point
	What job performance is required?

	General Approach
	Determine what performance is required by which roles to achieve organisational objectives.

Determine the critical job outputs or the requirements needed to achieve the objectives.
Determine what other factors (in addition to knowledge and skills) influence job performance (such as job design, resources, policy, deployment).
Determine what tasks are required of staff – and what staff can currently do.  Analyse and record any ‘gap’ to list learning needs.

Determine the KUSAB required to perform correctly the tasks identified.

If learning needs are identified, prioritise the KUSAB required based on impact on job performance and summarise as a learning description.

Summarise and report all recommended factors to be implemented in order to address all performance issues identified above. 

Identify management solutions that will support transfer of learning to the workplace.


	Advantages
	Links knowledge and skills requirements to job performance

Can validate, evaluate

Addresses other factors affecting performance

Impact of job outputs is established and therefore prioritises knowledge and skills input

Prioritised KUSAB has direct impact on job performance

	Disadvantages

	Takes time and skill

Needs input from all areas to succeed


Training performance linkage





Alternative learning need analysis





1





2





1





2





1





3





2





1








MfL How do I v 1.doc
October 2005

_1174309323.bin

_1189976703.ppt


Models for Learning and Development in the Police Service



Practitioners Guide – How do I…?



Author: Chris Mayes – Legal Validation and Research Department










