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Performance Intervention
Introduction
This describes the strategy used to improve the performance of the individuals, probably teams or sometimes organizations, to achieve the desired results in terms of productivity. It is a well-elaborated process that measures the output of procedures in a particular business or organization. The designs are modified to come up with the desired outcomes. In this paper, the focus will be the performance intervention strategy depicted in case study 3.1, "no room for error" of Fundamentals of Performance (Van Tiem et al., 2012).
Case study
This is an illustration whereby a dental office in Michigan that had a record of being successful needed to expand their business and opted to buy a struggling dental office to that effect. In the day-to-day operations, the successful office was helping the struggling dental office come up, and in the long run, both offices started to decline. According to Van Tiem et al. (2012), the number of patients visiting started deteriorating, resulting in a decrease in finances. As a result, a consulting team was hired to assess the performance of the offices. They gathered all the evidence available from financial statements, practice management software, and other similar projects being worked on by the team. The solutions they arrived at were that there would be daily meetings with the staff, making it easy to effect the following changes. The offices collected more than twenty thousand dollars which they had previously thought was uncollectable. Also, they made more than a hundred appointments with patients that had unscheduled procedures. The intervention results were that the two practices were cash flow neutral in less than sixty days; they were also in positive cash flow in less than six months. They witnessed the increase of productions in both dental offices, the two offices had started receiving new patients, and also for over a year, the rate of patient loss had reduced to 10percent in the two practices.
Kerzner (2019) explains that various organizations are prone to failure because they try to fill performance gaps by implementing some performance intervention models, having not thoroughly invested in establishing the root cause of the problems they are having leading to poor performance. Some don't have a clear understanding of the models to use to have their desired results.
The dental offices' goals were to increase production continuously, continually grow profitably, generate multiple referrals, and maintain a low-stress environment; they also wanted high professional satisfaction and financial independence (Alexakou et al., 2019). The most appropriate performance improvement model used in the above case study was Human Performance Technology.
Human performance technology is a method developed by the international society of performance improvement (Ras et al., 2017). It is known for using a systematic approach to establish the root cause of the performance gaps in the organizations, after that implementing the interventions that directly deal with the openings of performance to achieve the desired productivity levels. According to Van Tiem et al. (2012), this type of intervention aims to influence human behavior and accomplishment in the particular organization and do it in a very cost-effective way. It entails three fundamental processes. They are; performance analysis, cause analysis, and intervention selection.
In the above case study, the procedures taken in the human performance technology model were followed. First, there was the performance analysis, according to Ras et al. (2017), where a team identified the expectations and requirements of the dental offices. They, therefore, compared the desired situation against what was ongoing at the moment. Here there was a clear identification of the current and the hoped-for status. There was the second stage where they identified the root cause of the problem. The team also quantified the performance gap from the financial statements and the practice management software in performance analysis. There was also a cause breakdown where they were able to investigate and understand why the gap exists.
The team also determined whether the employees had the proper qualification and the capabilities to work effectively in the facilities (Ras et al., 2017). They also wanted to determine whether the employees were being given the incentives to congratulate them for doing well at their work. There was also punishment for lousy work ethics witnessed in their day-to-day activities. They also checked whether the employees had the personal motivation and drove to work every day.  An evaluation was done throughout the process to ensure that they were on the right track.
After identifying the gap, the team had to develop what needed to be done to improve the condition. Out of the many possible solutions, there had to be a comprehensive, holistic approach that would deal with all the issues for good. The intervention was selected based on the cost-benefit to the facilities and also benefited to the employees. There was also intervention selection and design to culminate the previous steps. Intervention implementation and change were done to put the selected strategy in place (Passfield et al., 2017).
To effect the changes proposed, there had to be clear communication of plans and progress (Ras et al., 2017). The team connected with the individual members of the departments affected by the process to accurately communicate their expectations and concerns for smooth sailing in the change implementation Van Tiem et al. (, 2012). The team had to pay careful attention to any form of resistance and fear to address it effectively to avoid hitches. They also set benchmarks to create realistic targets. In the process, the team kept measuring and reporting results to maintain their confidence. This was done from the onset of the project to the end as it is essential.
The human performance technology brought about benefits, among them, being increases productivity in the two dental facilities; it emphasized the measurable outcomes in the facilities as they were able to quantify their progress; subsequently, it was a more systematic and systemic approach that left no stone unturned in the procedures, and it was more comprehensive meaning it dealt with the issues affecting productivity in a more complex manner. The HPT model was appropriate as it was well able to enable the two facilities to get from the point of deteriorating to a point where they were fully functional and already making profits as they headed to their desired success levels (Van Tiem et al., 2012).
Recommendations for improvement to support alignment with the organizational goals are essential in this case. For instance, jobs can be redesigned to improve the health wellness comfort of the employees. To Van Tiem et al. (2012), during the fact-finding process, a number of the employees were complaining about their job descriptions and working stations. Effecting this would be very helpful as it would give the employees more job satisfaction that would result in production. Also, there is a need for the employees to be taken through personal development workshops, e.g., life coaching, mentoring, and counseling. It was identified that several employees were battling a lot of mental health issues in their personal lives, and this was affecting their productivity in the dental care facilities. It was also affecting their interpersonal relationships as coworkers, which could cause the facilities' downfall. Taking them through personal development raises intrinsic motivation levels, and the employees are consequently able to look forward to working days. There should also be assessment centers with competency testing and performance appraisal that will provide the facilities with metrics that help them compensate, reward, and evaluate their employees effectively and most legally (Van Tiem et al., 2012). Also, there should be an improvement on how the organization handles communication, i.e., having grievance and suggestion systems that are very effective to enable their employees to feel free to contribute to the growth of the facilities and complain when need be for a smooth workflow. They should be able to make improvements to their organizational culture and embrace their diversity.
Also, there should be plans to improve the knowledge and skills of the employees using the training for performance system (TFP). It develops human expertise to improve the organization, process, and individual performance (Passfield et al., 2017). The importance of this system is that it shows the employees that they are valued, increases productivity and performance, boosts the morale of the workers, enhances improved knowledge of policies and goals, and creates a better working environment, among others other benefits.
In conclusion, organizations need to be keen on using the most effective the above or most relevant models as they are their only solutions to improving organizational performance. Training for performance system is the other model I would recommend as it has very effective ways of meeting the goals of the dental care facilities as training the employees will create a win-win situation where most of the objectives of the management will be met. At the same time, the employees will be empowered and feel confident of producing the desired results.
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