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Fundamentals of Performance Improvement
Contemporary, Fundamentals of performance improvement is a considerable new version of the pragmatic, how-to guide designed to help practitioners, students, and business leaders comprehend the general performance technology and effectively implement organizational and societal change (Van Tiem, et al., 2012). Arguably, using the Human Performance Technology (HPT) and Human Performance Improvement model, it is explained by the experts and authors step-by-step how to advertise performance indicators, analyze problems, describe desired results, identify underlying causes, and create workable solutions.
Notably, many organizations have learning professionals that are involved in the transition from training and development to performance improvement. From Dessinger, et al., (2012) these transitions are presided over by instructional designers, trainers, and training managers who are focused on adding assessable importance to the organization they serve. Therefore in conducting a need analysis of performance improvement, many skills factors and knowledge are considered through conversation with stakeholders, individual contribution, conversation with managers, and delivering training programs that may either enable or obstruct performance. Considerably, we ought to consider training that helps in applying what we discovered that affects the employee performance.
As observed in the fundamental of performance improvements book, Human Performance Improvement (HPI) and Human Performance Technology (HPT) are the two systematic approaches that affect the performance in an organization, therefore are highly required to improve employee performance. The organization is stuck in training which devises other opportunities to engage in discussion about performance such as management, compensation, and process improvement. Therefore, this report analysis explores cases used in performance improvement, challenges, and their causes for improving people, processes, and performance (Rothwell, et al., 2012).
Performance improvement is experienced with various factors related to the Six Boxes Approach. This approach helps in describing how we can transit from training and development to performance improvement. Therefore, training and development challenges are characterized in four ways. To start with, linking behavior to business results. According to Van Tiem, et al., (2012) the first common choice of a manager, leader, and human resource professional is training that helps in eradicating performance gaps for a goal set for the job. Skills and knowledge help in quickening productivity and quality that help employees to contribute to superior results. On the other hand, it is very expensive when stakeholders and training professionals assume that skill and knowledge are not the important limiting factor on performance.
Continually, Employees are given skills and knowledge without a clear consultation of what they can do and produce. Instead, employees are given training without a clear and open link to business results or the performance needed to achieve the goals (Stolovitch, et al., 2000). Therefore, accelerated performance is gotten through asking and consulting employees of what they can do better to impact good performance hence placing skills and knowledge in the proper context. In this case, organizations suffer from bridges to nowhere. Organizations create and fund programs for knowledge transfer and processes believed to support behavior to help the business but not well connected to the business results of various work for the accomplishment that people produce.
A performance chain is a model used to reduce the scope and cost of training and improve impacts by bringing clear ideas from behaviors through labor productivity to business outcomes.  Therefore, transforming ideas from behavior to results helps in focusing on the skills and knowledge needed for performance and training content. Notably, linking behavior to business help in determining what is required thus resulting invaluable products. Therefore it helps employees in understanding what they do and products that contribute to the success of the business.
According to Pershing (2006), taking the whole performance system into account is another challenge for performance improvement in an organization.  It is argued that it is difficult to understand the performance system of the programs and processes for delivering skills and knowledge as a factor that influences performance. In other words, to achieve the performance goals, one needs to apply the skills and knowledge from the training to business performance improvement. Therefore the organization can only get a return from people's investment by bringing tall the performance system to work together. The best challenge therefore for this case is to take the whole performance into account.
Continually, the third challenge is communicating and partnering with business stakeholders. In this case, communication and partnering g with other stakeholders is paramount where this brings an understanding of the business results. According to Van Tiem, et al., (2012) communication is also needed in the conventional training roles about the business results the expected processes and programs that will contribute to the results. Arguably, business-speak is needed to help us be aware of the goals, challenges, and programs expected by the leaders and managers to be taken by employees as well as human resource performance for the achievement of business goals.
Communication about human performance and partnership with stakeholders are based on experience where they support behaviors that are important to their employees. From Stolovitch, et al., (2000) many developments and training professionals have a good working relationship with their clients and stakeholders where communications is the key factor holding them related for a better solution. Finally, taking the whole system into account, planning, and communicating about its parts is the most important challenge for an organization.
Turning learning into performance is another challenge that needs implementation of the training programs that produce skills and knowledge needed for business results by the employee. Therefore the importance of this challenge is to take the newly acquired skills from training into job performance that needs supervision from the managers and leaders. According to Dessinger, et al., (2012) rewarding is also necessary for this challenge to ensure the new behavior continues. Part of this challenge is to create techniques and tools for feedback and follow-up to ensure learning is transferred and applied. For the influence of performance, stakeholders need to communicate and partner with clients.
Notable, intervention from cost perspectives is some of the challenges discussed. Creating communication and partnership with stakeholders is a cost perspective that needs employees taken for training. Turning learning into performance takes the organization into a cost of training both the managers and the employees. Managers learn new skills of implementing and making strategies of following up the implementation of the learned skills. Employees also learn new skills that need to consider in job performance for business results thus adaptation of new skills and knowledge need to be factored in the workplace (Rothwell, et al., 2012).
In comparing our models with the challenges faced in the performance improvement, the models are more useful and meaningful to the business results. Human Performance Technology and Human Improvement Technology are the used models in our case and explained through the performance chain and the six boxes performance model. The performance chain deals with human performance which is explained with the use of behavior in improving business results. This model explains how behavior provides good work output that contributes to business results (Van Tiem, et al., 2012). Communication is also used in the performance chain that helps in differentiating the behavior, business results, and work output that links managers with stakeholders and employees. Business results on the other hand help managers, trainers, and supervisors in improving employee’s performance through setting expectations for performers. Performance chain is used in selecting measures that are used as improvements in business results.
On the other hand, the use of fewer performance models such as communication and relationship between managers, leaders, and stakeholders hinders the improvement of the business results. For the achievement of business results, organizations need to put in place all the models including the training and development (Pershing, 2006). Training of the employees to new learning inhibits the job performance of an organization in which members take a long to adapt to new skills. Therefore the performance of the organization is characterized by the relationship between leaders, managers, and employees.
I recommend the use of a performance chain in connection with the use of six boxes models that help in shaping the management of an organization. According to Rothwell, et al., (2012) performance thinking across the enterprise is the modern approach used and helps in understanding the performance which includes easier communication and partnering with stakeholders and leaders through training and development. Linking of behavior and use of easy language to the business results leads to organizational continuous performance improvement. Also taking the whole performance into account encompasses the performance chain and the six chain model that helps human performance. Finally turning learning into performance help in accelerating job performance that will help people in their day-to-day work activities.
[bookmark: _GoBack]I could apply the six box model with the performance chain approach to improve the business outputs. Arguably, for a performance of an organization, there needs to be a good relationship between stakeholders, leaders, and managers of the organization (Dessinger, et al., 2012). Therefore I would ensure there is good communication to the organization and a good relationship between leaders and employees thus creating a conducive environment for workers. Communication will keep all members of the organization updated on the changes and new job performance thus easy to adapt.
As I sum up, fundamental of performance improvement help organization in improving the performance that improves the business results. The use of the six box model, performance chain, human performance improvement, and human performance technology is an impactful approach to a successful organization. Communication is also a paramount factor in the improvement of business results as well as management. A good relationship between members of the organization also helps in improving the performance of the business through the commitment and motivation of the members. Finally, good management has helped the organization to improve in its performance thus training and development of leaders and managers help in managing processes.
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