When it Really Matters!

Using Performance Technology for
Results
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Why is Performance
Technology the New Frontier?

Have You Seen This?

Participants love what they learn and
intend to apply it, but when they get
back to work they get busy on other
things and all their good intentions get
washed away.

Have You Seen This?

Cat herding “{ think you shauid be more
axnplicit here in stap two.”

Productivity and Performance
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How Training Achieves Results:
. Two Views

TRAINING IMPACT
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Let’s Explore
| Performance Technology!
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» Results focused:
begin with the end in mind

u Systemic:
take a systems viewpoint

n Vaiue added: focus on what really matters
to the organization

m Partner: with dients and other performance
professionals

A Results-based
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Accomplishments Behaviors

nirpland RATOTEIANRR Ahould
be confused with
word PRSP0 typea
Loan Officer Loans closed dérstands forms
Dock Warker Containers loaded | Hustles on dock

Could you improve performance?




41‘ I would perform better if .

I knew the exact expectations of the job and
had more specific job feedback and better
access to information

2. I had better tools and resources to work with

3. 1 had better financial and non-financial
incentives/ consequences for doing my work

4. I received more and better training to do my job

5. My personal characteristics and capacities better
matched the job

6. 1 cared more and really wanted to do my job
better

What do I need in order to improve my performance on the job?

Information

Examples: Timely
feedback on your

Resources

Examples: Tools,

Incentives/
Consequences

Examples: Rewards and

perfarmance, clear materials, technology, recognition for
standards, access to equipment, time, access to | performance, premotions,
information experts, budget, supplies punishment
Knowledge & Capacity Motivation
Skills

Examples: Training,

development opportunities,

varied work assignments,
conferences

Examples: Personal
characteristics, traits;
physicat, emotional and
mental limitations

Examples: Value placed
on job, level of confidence,
mood, climate, culture,
atmosphere

Self Selection

} Environment/ | Information Resources Incentives/
Organization Consequence
s
75% 35% 26%
14%
Individual/ | Knowledge & |  Capacity Motivation
Performer Skills
25% 11% 8% 6%

Three Key Conclusions

1. Lack of performance in the workplace is
more frequently caused by environmental/
organizational factors rather than personal
factors. Has this been your experience?

2. Nonetheless, we keep trying to fix the
individual. Has this been your experience?

3. ltis actually easier and cheaper to fix the
environment. Would this be true for you?

Take A Systems Approach
Organizations are systems

Inputs

Processes

Outputs

... Three Levels of Performance
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|. Human Performance System
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“If we put a good performer in a bad
system; the system will win every time.”

Geary Rummler

The best training in the world cannot overcome a
dysfunctional Human Performance System

| Value-Added

Establish Partnerships

“Senior managers do not accept activities in place of value.”

Jac Fitz-enz, A New Vision for HR

Contributing Disciplines

« Behaviorism

« Diagnostic and analytical
systems

= Organizational learning and

instructional systems design HPT
= OD and change management
= Systems theory &
« Evaluation 5 S‘?&

= Management sciences HPI
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