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Origin Of Human Performance Technology
Human performance technology is a method of improving the outcomes and performance of organizations (Tiem et al., 2012). Thomas Gilbert was one of the early practitioners who helped in developing this field. Gilbert was a psychologist and applied his knowledge of behavioral psychology to improve human performance at work and school. He developed the behavioral engineering model in his book called Human Competence: Engineering Worthy Performance. Gilbert developed the behavioral engineering model by applying his understanding of technological improvement to people. He developed the BEM with faith that the most significant barrier to worthy performance originates from management's lack of support and information rather than the individual's desire for performance. Gilbert's idea included a theorem to distinguish between behavior and accomplishment to define worthy performance. 
According to gilberts, worthy performance is branded by an individual's accomplishments and behavior. The second theorem was to identify methods for determining the potential improvement. The PIP is known as the ratio between exemplary performance and typical performance. The other leisure theorem is to describe six components that can be manipulated to change performance. The environmental components include incentives, resources, and data, while individual components include motives, capacity, and knowledge. His model deals with two different performance factors: the individuals’ behaviors and the environment, viewed from three perspectives: motivation, instrumentation, and information (Stefaniak, 2015). 
Gilbert’s behavior engineering model uses the components mentioned earlier and factors to identify strategies and diagnose possible influences for performance improvement. Gilbert applied the BEM model to the world of school and work by observing the performance as a function of an interaction between the environment and a person's behavior (P=B×E) and then defining the elements of the ABC model between the environment and person’s behavior domains. Gilbert identified the resulting model as a performance engineering model and utilized it to find the opportunities to systematically develop the work factors in the school and work environment that support student or employee performance. He developed the environment and behavior registers of the model outlined with the operant behavioral model. The Skinnerian, model included a framework (discriminative stimulus-->response --> reinforcing or aversive stimulus (= SD --> R --> S+/-).
In summary, A represents the antecedents that lead to behavior (B), leading to consequences (C). The consequences impact the probability of future expression of the behavior behaviors driven by antecedents (stimuli), which leads to the behaviors. The consequences can either decrease (punishment) or increase (reinforcement) the probability of repetition of the specific behavior. Using the two models in a 2×3 matrix, he identified the six variables necessary to improve human performance. The variables include motives, capacity, incentive, knowledge, resources, and information. He believed that the absence of performance support at work, not personal lack of skill or knowledge, was the barrier to exemplary performance. Gilbert believed that it was crucial to focus on variables in the work environment before handling them personally (Stefaniak, 2015).
Another contributor to human performance technology was Geary Rummler. He introduced different aspects of this field, such as the Rummler-Brache nine variables model, the three needs of HPI, and the three levels of a performance model. The Rummler-Brache levels of performance include three actual performances that are the individual, organization, and process. The organization-level stresses the organization's relationship with its significant functions and the market. The variables in this level impact the organization's structure. This level also deals with the organization’s relationship with the market, the stockholders, and the owners. The process level works efficiently and effectively to meet the customers' needs. The clients and the firm requirements drive this level's measures and goals. The individual level includes training, job responsibilities, promotion, and hiring. Rummler also identified the three performance needs they include goal design and management.
The Rummler-Branche nine variables are a combination of the performance needs. The variables represent a set of improvement levels that managers at distinct levels can utilize. The organization's internal and external parts are connected. It is crucial to understand the environment to improve individual and organization performance. Brache and Rummler offer a framework for viewing organizational performance. One axis of this model consists of individual, process, and organizational performance levels. The other axis represents management, design, and goals performance needs. The three performance levels and performance needs intersect, resulting in a grid pattern with nine variables (Looy et al., 2012).
Joe Harless introduced the Front-End analysis, the performance gap between where the organization should be and where it is. This model determines the causal factors that influence the gap using cause analysis and performance analysis. The Front-End analysis identifies the performance gap and defines the organization's desired and current performance state. Harless introduced the "smart questions" for performance analysis and cause analysis. The questions aim at eliminating time and money on less critical activities. The intelligent questions help in finding cost-effective solutions to problems. Front-end analysis uses surveys, direct interviews, and focus groups to gather information (Salvetti, 2020).
Performance improvement is a plan underperformance management to help workers achieve better growth and performance. Managers usually use performance improvement plans to help workers meet the organization's requirements and standards regarding behavior and productivity. Performance improvement also happens at the organization level, department level, and team level. Firms use different metrics to assess performance improvements, such as quality control, peer feedback, and time cards. Stakeholders mostly use such metrics to measure sales metrics and customer reviews. Performance technology is similar to performance improvement.PT uses different tools, ideas, and processes systematically and scientifically to improve the desired outcomes of organizations and individuals. Performance improvement, human performance technology, and performance technology represent a significant shift in thinking about advancing performance.
 Performance technology uses various practices and theories from different fields to address and identify performance challenges. Even though models differ in regards to specific terminology and details, they have similar broad phases. Such phases are referred to as evaluation, interventions, performance drivers, and performance analysis. Evaluation deals with the process of determining the efficiency of a performance intervention as measured by the accomplishment of a set level of performance. Performance drivers represent the categories of factors that affect performance. Performance analysis is defined as the process of determining the current level of performance linked to a task. Lastly, interventions are measures taken by a firm to change specific performance drivers to improve performance.
Performance analysis is mostly the first step in the process of human performance technology. It involves working with a firm to determine the current performance level and identify factors that impede or facilitate set goals. Performance drivers are factors that impede or facilitate performance can be affected by societal issues, the physical environment, and working conditions. It can also be affected by internal factors such as commitment, experience, and knowledge. Interventions represent purposeful actions aimed at improving performance, such as simulations and mentoring (Rothwell et al., 2012).
Human performance technology is a newly emerging, highly diverse, and complex system. Practically all predictions on HPT seem for tremendous growth. Its certification is one of the trends that cannot be ignored since it provides a sense of reliability and consistency to its profession that business customers value. Corporate culture is a vital aspect of a firm that a human performance technologist must consider when evaluating the firm's performance. There are also trends on demands for flexibility by firms in implementing interventions that performance technology provides. Since most businesses are decreasing, more emphasis is on outsourcing for training in matters regarding performance improvement. Performance improvement is becoming a global field of practice. Most nations are increasing their attention on service-oriented firms. Such trends will impact the HPT practice massively in the types of problems they face. There is a considerable need for improved education and technical training. The human-work, financial, political, and social-technical work systems primarily deal with human performance. The future of HPT is bright as it deals with performance improvement resulting in desired outputs (Kaufman & Bernardez, 2012). 
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