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Change Management
All organizations, companies, or businesses have one thing in common. That they strive to ensure, they improve their performance in all departments. This is because high performance in these organizations means high competitiveness in the long run; the result will be generating more money. There are different ways of increasing performance, and they depend on a variety of factors. For the performance improvement to be achieved there has to be a change in the everyday operations of a given organization to ensure that there are different results as far as performance is concerned (Van Tiem et al., 2012). Change management has to be put in place to smooth the transition from the previous way of doing things to a different approach. This paper will discuss case study 1.5 of the book Fundamentals of Performance Improvement, which focuses on using HTP to select projects that yield results under the topic "change management."
The phrase Change management is used to the methods or manners used by a company to describe and implement change within the internal and external processes. According to Hayes (2018), it is achieved through preparing and supporting employees for the intended change, establishing the necessary steps to be taken, and putting systems in place to monitor and pre and post-change activities to ensure that the implementation is successful.
Case study 1.5 presented a scenario when training organizations were more likely to be outsourced instead of maintaining them as an internal department. In a midsize mortgage company, a training team is intended to expand its capabilities and well services. The couple had the idea of providing non-training solutions. This solution was meant to intervene and solve the issues they had of poor performance. The team intended to develop a process that was to be used to create internal performance improvement that would bring positive results and prove that there has been value-added. To ensure success, there were plans to incorporate human performance technology best practices. Initially, the team had made efforts in developing a departmental strategic plan that was meant to be long-term. However, they later realized that the program had a gap in how incoming projects were selected to be involved by the team. Department leaders were engaged in sponsoring traditional training providers to a group that would focus on performance and offer a broader set of services.
The most critical business issue was that when various department leaders sought the team to engage in a particular project, the request focused on client-determined training solutions. To add to that, the incoming project requests were beyond the team's capacity to provide their support. The need of the team way to get away through which they would differentiate the projects to ensure that they engage in projects that would be of value to the organization. It also intended to balance the workload among the team members since project support was assigned based on each member's individual skills in specific topic areas as opposed to their capacity to take more and more work. Also, there was no collective process in the organization to track and manage projects in the organization. All the projects were monitored and tracked individually. Apart from just incorporating the new strategies, the teams aimed to infuse a performance improvement mindset throughout the company, including the leadership and team members (Doppelt and McDonough, 2017).
In matters intervention, the team was then able to prioritize the strategic plan items and select two of them for immediate action: moving forward, the team wanted to make sure that it would be through objective data that its decisions would be made. They tried to do away with the existing approach of the first-come, first-served. Secondly, a well-done method for accepting and dispersing projects. This was aimed at balancing the workload of the team.
According to Hayes (2018), to effect this transition, some processes were essential and needed to be performed, which required design, development, and then deployment. The new strategies for managing the incoming projects were very interactive, and it went on for more than six months. Meanwhile, the team was able to collaborate and focus quickly on designing the new processes. The group agreed that they cooperate and use Friday mornings for teamwork sessions. Weekly work sessions were conducted for two reasons. One was to learn methods to improve performance and design and develop the strategies or tools typically needed to be successful. In those work sessions, the team was able to design tools it would use for collecting and analyzing the customer’s request for training services and those services that did not require training (Doppelt and McDonough, 2017). The team was also able to develop a new approach to manage the incoming projects for performance improvement on behalf of the entire team.
Human performance technology is how organizational performance is systematically analyzed to bridge the gap between what is and what should be (Kang and Molenda, 2018). It involves four significant characteristics which make it different from the other HR fields. The characteristics were applied in the performance development processes in this organization as follows; focus on results. In their management of change, the entire process was designed to focus on the expected outcomes and potential consequences instead of on the activities as they did before. The team had developed a form that they used to gather the desired results beforehand. After the group had accepted and prioritized the project, the assignment of the resources included the project owner. While the type of the project would differ, there were consistent tools that would be used to track and report on project results. Data were also collected at the initial meeting with the customer about the cost of the problem and the cost of the proposed solution. Also, there were estimates for the returns that the customer was expecting to gain.
There was also focus put on the systems view (Kang and Molenda, 2018). The team members used individual questions and styles to collect input before implementing the new processes. They made follow-up calls to get additional information where required, and this was done to provide the team member with the entire situation. This approach had a target on actual and the desired performance and focused on the three areas that must be focused on in the HPT model. They include work, the workplace, and also the worker.
It is also important to note that the team focused on value (Kang and Molenda, 2018). Rather than constantly responding to the request to offer training on specific topics, the group changed aspects of its training deliverables to get the desired performance outcomes. Also, there was a lot of emphasis when it came to creating partnerships. During the shift from the activities that focused on training to a mindset that was more based on performance, there was enough ground for them to partner with the customers to achieve value-added results.
This mode of intervention is reliable and is a sure way of achieving the desired outcomes.  The new methods were effective as they resulted in actual financial returns. However, there were challenges that the team encountered in the process of gathering accurate and meaningful financial-related data upon completion. Also, the team did not develop a method to report the project's actual results to senior leaders adequately.
Another model that can be implemented in this case would be the ADDIE model. This involves analysis, design, development, implementation, and evaluation. It is the most commonly used conceptual model up to date, and it is primarily relevant for training programs. It is supposed to be done in the order ADDIE. Must be done with the focus on iteration and reflection. Init is a streamlined and focused approach whose primary focus is to ensure feedback and continuous improvement (Van Tiem et al., 2012). In this particular case, the team would have analyzed their issues, changing their mode of training from focusing more on training to addressing performance-based issues.
The next step would be designed, and this is where they would come up with ideas on what the solutions would be to tackle their challenge. Then they would come up with a plan of how the answers would be implemented. From the first point to the last step of the solution. The next step would be to develop ideas on who would ensure that the design is implemented to their desired conclusion and how they would do it. After all that, there would be the implementation. From Van Tiem et al. (2012), this is putting into practice the various solutions designed in the previous phases. Allocating responsibilities to different team players to ensure that all the desired outcomes are worked for. The last step is the evaluation phase. All the work has been put in place, the systems are running, and what remains is to check on the progress to identify if the future results are expected in the first place. This system is sound as it gives room for evaluation on the progress made, and the users can see what they ought to do in the future.
Therefore, it is recommended that the team makes sure that it comes up with a process to adequately report the actual results of the project to senior leaders. Also, the team should be more focused on the process of gathering accurate and meaningful financial-related data upon completion. I would recommend that programs address performance issues rather than training employees to acquire more skills in my organization. Though training is essential, it is not the most appropriate way of achieving increased production. Some employees would probably be knowledgeable, but they lack the motivation to work and produce results that affect the show. Such employees don’t need training.

















References
Doppelt, B., & McDonough, W. (2017). Leading change toward sustainability: A change-management guide for business, government, and civil society. Routledge.
Hayes, J. (2018). The theory and practice of change management. Palgrave.
Kang, S. P., & Molenda, M. H. (2018). How Shall We Define Human Performance Technology?. Performance Improvement Quarterly, 31(2), 189-212.
[bookmark: _GoBack]Van Tiem, D., Moseley, J. L., & Dessinger, J. C. (2012). Fundamentals of performance improvement: A guide to improving people, process, and performance. Wiley.
