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Premise

A fundamental premise of Perfor-
mance Technology is: Any interven-
tion should be based on the analysis
of desired POST-intervention perfor-
mance. Thus, a specification of the
preparation (an intervention) of Per-
formance Technologists for working
in the business/industry world
should be derived out of an analysis
of what a Performance Technologist
should produce and do (performance)
on the job.

The above is a given, if we intend to
practice what we preach. And we must,
if we expect Performance Technology
to have credibility. (Is the Surgeon
General’s office smoke-free? Does
Mager have objectives for his courses?)

Acknowledging the hint of righ-
teousness of the premise, this paper
will address three main issues:

1) What on-the-job performance is
suggested by the definition of Perfor-
mance Technology?

2) What is the current perfor-
mance and current preparation of
Performance Technologists working
in business settings?

3) What are the implications for
preparation of Performance Tech-
nologists?

Though the three main questions
above are straightforward enough,
there are several difficulties in an-
swering them in a straightforward
manner. Historically, there has not
been universal agreement on a defi-
nition of Performance Technology
(Harless, 1992). This has precipi-
tated differential behavior among
practitioners even though they
might all refer to themselves as Per-
formance Technologists (Hutchison,
1989). For example, if Performance
Technology is defined narrowly as
finding and treating knowledge/
skills/information needs, then the
practitioner will tend to deal only
with the design of the training/edu-
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cation level of intervention. If the
definition is wider in scope, then the
Technologist will tend to engage in
analysis and design of a wide range of
interventions. In other words, two
persons might call themselves Perfor-
mance Technologists, but one behaves
as an Instructional Technologist.

Performance Technology is, to
some degree, a synthesis of older,
converging disciplines whose as-
sumptions, biases, and processes are
carried over toit. This is particularly
true of Instructional Technology.
The early formulators of our field
were also major players in that field
(Dean, 1994; Gilbert, 1988; Harless,
1988; Rummler, 1988). The tenets of
the emerging field, Performance
Technology, however, require us to
admit to the strong possibility that
our original specialty is not appli-
cable to a given situation, perhaps
most situations.

Few business organizations have
the formal position title Performance
Technologist or similar titles such as
Performance Consultant. This results
in a very small sample to study, forc-
ing us to have to hypothesize what
accomplished performance might be.

For the purposes of this study

1) The wide-scope definition of
Performance Technology put forth in
thebook Handbook of Human Perfor-
mance Technology (Stolovitch and
Keeps, 1992) was adopted, with
slight modification:

An engineering approach to at-
taining desired accomplishment
from human performers by deter-
mining gaps in performance and de-
signing cost-effective and efficient
interventions.

2) The desired general perfor-
mance of a Performance Tech-

nologist was defined using two prin-
ciple sources: Handbook of Human
Performance Technology (Stolovitch
& Keeps, 1992) and The Performance
Quality Improvement System
(Harless, 1990). These two works are
themselves based on a large body of
research and experience, and give
detailed guidelines in accordance
with the wide-scope definition above.

3) Twenty-three organizations
that are Advocates/Patrons/
Sustainers of the International Soci-
ety for Performance Improvement
were surveyed regarding: their defi-
nitions of Performance Technology,
the actual performance of Technolo-
gists within their organizations, and
their current resources for preparing
Performance Technologists. Because
of their strong affiliation with ISPI,
we assumed these organizations
were more likely than others to have
the formal job title Performance
Technologist /| Consultant | Engineer,
and perhaps were more likely to be-
have in accordance with the wide-
scope definition adopted. The valid-
ity of this assumption is discussed
later in this paper.

Study Issue #1:
Desired Performance of
Performance Technologists

in Business

The definition of Performance
Technology above suggests that the
process of Performance Technology
includes not only analysis (determin-
ing gaps in performance), but DE-
SIGN as well (designing cost-effec-
tive and efficient interventions).
Thisis important because a common,
narrow interpretation of Perfor-
mance Technology is that it consists
only of analysis, variously called
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Front-End Analysis, Needs Assess-
ment, and/or Performance Analy-
sis. That is, narrowly defined, Per-
formance Technology is limited to
performance description and
analysis of “problems” to determine
which intervention(s) is/are appli-
cable.

The wide-scope definition of Per-
formance Technology suggests the
Performance Technologist should
also design or assist specialists in the
design of all needed interventions,
not just those belonging to the train-
ing/education/information class of
intervention. This is important be-
cause the prevalent interpretation
(misinterpretation?) of Performance
Technology is that it deals with the
design of the elements in the train-
ing/education/information class
ONLY, and thus excludes DESIGN
ofinterventions such as work process
re-engineering, feedback, compensa-
tion, employee selection, and so
forth.

Given the wide-scope definition, a
macro description of the process of a
Performance Technologist is de-
picted in Figure 1. One should note
the author’s meanings of terms
(Harless, 1990) in context of the gen-
eral process described and in the con-
text of business/industry:

Performance. The accomplish-
ments and behaviors of a human that
are valuable to achievement of busi-
ness goals. Example: Contribute to
profits (business goal) by producing
sales (accomplishment) by prospect-
ing, demonstrating benefits and fea-
tures, overcoming objections, closing
the sale (behavior).

Interventions. Specific changes
put into place to influence human
performance. Examples: Re-engi-
neer work process; provide feedback;
give job aids; reassign personnel; re-
design work environment; change
compensation; empower workers; re-
move hazards; give better access to
inputs; modify equipment; change
appraisal method; reduce workload,;
increase workload; change account-
ability; coach; mentor; give formal
instruction.

Design. Formulation of the spe-
cific makeup and intended operation
of interventions. Examples: Decide
job aid format; specify and sequence
courses in a curriculum; specify per-
sonnel selection methodology;
specify frequency of feedback; design
delivery mechanism; specify level of
simulation in practice; specify work
teams’ relationships; specify access
to inputs; specify method for more
control over pace of work.

ANALYSIS of

organization goals, DESIGN of ALL
relevant human > intervention(s)
performance, and called for by
selection of rele- the analysis

vant intervention(s)

DEVELOPMENT, EVALUATION of
TESTING, and o effectiveness
IMPLEMENTATION and cost of the
of intervention(s) intervention(s)

Figure 1. Macro description of the
Performance Technologist’s process.
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SELECTION/
ASSIGNMENT
- Hiring

- Assigning
etc.

ENVIRONMENT
- Redesign work
- Better tools
etc.

Business GOALS of organization

Human PERFORMANCE

SKILLS/
KNOWLEDGE
- instruct
- Job aid
etc.

MOTIVATION/
INCENTIVE
- Recognize
- Compensate
etc.

Figure 2. The categories of intervention
of the Performance Technologist.

Development. Production of out-
puts called for by the design. Ex-
amples: Write job descriptions; con-
struct feedback instrument; write
CBT exercises; purchase new tools;
rearrange work environment; prepare
help screens; write instructor guides.

Evaluation. Assessment of the
degree of performance improvement
that results from intervention(s) and
determination of the value produced
compared to cost.

A large number of specific inter-
ventions are possible as result of the
Analysis phase of a Performance
Technologist’s process. In fact, by the
wide-scope definition of Performance
Technology, “interventions” would
encompass everything that could be
used deliberately to influence the
performance of workers.

For ease of discussion we synthe-
size, somewhat artificially, the many

specific interventions into four main
categories: Personnel Selection/As-
signment; Skills/Knowledge/Infor-
mation; Environment; and Motiva-
tion/Incentive/Affect.

Though the four major categories
are not necessarily discrete (for ex-
ample, an Environmental interven-
tion might have a motivational EF-
FECT on the employees), the “uni-
verse” of the Performance Technolo-
gist is illustrated by Figure 2.

The diagram in Figure 2 suggests
that Performance Technologists deal
with all four subsets. It does not sug-
gest that any one subset is sought to
the exclusion of the others. It does
not suggest one is emphasized more
than another. This challenges the
common statement: TRAINING
Needs Assessment is the first phase
of Performance Technology.

More appropriately, then, the dia-
gram suggests an early phase of Per-
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formance Technology is PERFOR-
MANCE Needs Assessment—what
the author calls Front-End Analysis
(Harless, 1970).

Performance Technologists in the
business arena might also be called
upon to deal with anticipated (new)
performance required by policy
changes, new equipment, new busi-
ness goals and the like. This is op-
posed to the usually discussed situa-
tion in which the Performance Tech-
nologist is dealing with apparent
deficits in current performance—re-
quiring Diagnostic Front-End
Analysis.

The process of a Performance
Technologist, then, is shown in Fig-
ure 3 in more detail. The process
suggests Front-End Analysis is an
“intervention-specifying” mecha-
nism; there are alternate paths a
Performance Technologist could
then follow, depending on the find-
ings in Front-End Analysis.

Given the wide-scope definition of
Performance Technology and the
suggested multi-pathed general pro-
cess; and, given the definition of per-
formance as the accomplishments
and behaviors that are valuable to
achievement of business goals, we
can then pose the desired, uncon-
strained performance of the Perfor-
mance Technologist in terms of ac-
complishments and behaviors.

At the most general level, the
overall target accomplishment of the
job, Performance Technologist, is:
Improved worthy performance of
employees, based on a process of
analysis, design, development, test-
ing, and implementation of cost-ef-
fective interventions. Though other
roles in the organization contribute
to this end, and though the Perfor-
mance Technologist might be con-
strained in many situations, the bot-
tom line job-goal cannot be stated
otherwise.

DESIGN:
Perso"_‘“el 3 DEVELOP IMPLEMENT | _
Selection/ and test and monitor
Assignment
Diagnostic DESIGN:
Front-End Skills/ -y DEVELOP IMPLEMENT
ANALYSIS Knowledge/ and test and monitor
Information
=] EVALUATE
New DESIGN: 3| DEVELOP IMPLEMENT
Performance Environment and test and monitor
Front-End
ANALYSIS
DESIGN:
Motivation/
_ .| DEVELOP IMPLEMENT
Incentive/ and test > and monitor
Affect
Figure 3. Detail of the Performance Technologist’s process.
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Given the overall job-level accom-
plishment and the desired process,
we can then suggest the more specific
accomplishments of a Performance
Technologist produced enroute to
achievement of the overall accom-
plishment:

* Recommendations concerning
needed performance improve-
ment projects derived from analy-
sis of the organization needing hu-
man performance improvement.

e If applicable, description of new
performance required to achieve a
new business goal, and recom-
mendations of new interventions
needed, based on New Perfor-
mance Front-End Analysis.

» If applicable, recommendations
for intervention(s) needed to
remediate existing deficiencies in
performance, based on Diagnostic
Front-End Analysis.

* Specifications for design and devel-
opment of theintervention(s) called
for by the Front-End Analysis.

® Design of specific personnel se-
lection/assignment interven-
tions, and/or skills/knowledge/in-
formation interventions, and/or
environment interventions, and/
or motivation/incentive/affect in-
terventions.

¢ Development, testing, and imple-
mentation of specific elements of
personnel selection/assignment,
and/or skills/knowledge/informa-
tion, and/or environment, and/or
motivation/incentive/affect de-
signs.

s Data on cost-effectiveness of in-
terventions.

Given the major accomplish-
ments above, we can then pose the
behaviors required to produce each

accomplishment. Examples of key
behaviors relevant to each accom-
plishment are provided in Table 1.

Study Issue #2:
Current Performance
of Performance

Technologists

What is the state-of-the-technol-
ogy as defined and practiced by busi-
ness organizations who have em-
braced some approximation of the
Performance Technology process? To
address this question, the author
speculated that the organizations
most likely to consider themselves
practitioners (to varying degrees) of
Performance Technology would be
the Advocates/Patrons/Sustainers of
the International Society for Perfor-
mance Improvement.

Twenty-three organizations re-
sponded to a survey instrument pre-
pared to address some of the issues in
this paper. Fourteen of the organiza-
tions surveyed are in-house depart-
ments of business/industry compa-
nies. Nine are consulting/contract-
ing firms.

Though the name of an organiza-
tion does not always indicate a true
picture of the goals and functions of
the group, it is interesting to note
that seven of the fourteen in-house
capabilities carry the word perfor-
mance in their designation:

- Human Performance
Enhancement

- Performance Systems

- Performance Support

- Performance Support & Training

- Performance Design

- Performance & Organizational
Support

- Performance Technology
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Table 1

Relevant Behaviors for PT Accomplishments

ACCOMPLISHMENT:

Recommendation of needed
performance improvement
projects from analysis of
organization

Description of new
performance and
interventions, based on
New Performance FEA

Recommendation of
intervention(s) to reme-
diate deficiencies, based
on Diagnostic FEA

Specifications for design
and development of
interventions called for
by FEA

A design for each
specific intervention

Development, testing,
implementation of
specific elements called
for by the design

Data on cost-effectiveness
of interventions

Examples of relevant BEHAVIORS:

Diagram organization and work units in terms of
inputs-processes-outputs

Collect data from receivers of organization’s outputs
Form and prioritize performance-improvement projects

Specify new organization accomplishment

Specify new accomplishments to be produced

and criteria

Specify new behavior to be performed and criteria
Determine the interventions needed to support the
new performance

Define deficiency in current organization
accomplishment

Define deficiency(ies) in human accomplishment
Define deficiencies in behavior

Determine cause(s) of deficiencies

Specify intervention(s) indicated

Determine specific alternatives within each
intervention class

Specify design criteria for each intervention

Specify development criteria for each intervention
Develop action plan for design, development, testing,
and implementation

Specify selection criteria, based on performance
description

Make recruitment and selection recommendations
Design instruction

Design job aids

Design/redesign work processes

Design/redesign physical conditions of the work
Design/redesign policy/management/work time aspects
Design/redesign feedback/compensation/recognition
aspects

Write job descriptions

Prepare candidate assessment and selection materials
Prepare job aids

Prepare instructional and practice materials
Conduct developmental and validation tests
Prepare workplace configurations

Prepare ambiance-improvement configurations
Prepare feedback instruments

Prepare policy documents

Prepare work allocation documents

Monitor implementation of interventions

Specify effectiveness and cost measures
Determine performance baseline
Collect data on actual effectiveness and cost

*This material extracted from the Performance Quality Improvement System,
Copyright Harless Performance Guild, Inc. 1990
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Five of the fourteen carry the
name of an intervention in the title
(e.g., Education, CBT, Training De-
partment, or Education & Training).
Others of the fourteen have more
generic names such as “Staff Devel-
opment.” Though the sample is small
and intentionally selected for prob-
able bias toward Performance Tech-
nology, do the organization names
indicate a movement toward Per-
formance Technology? This is sup-
ported by the number of respon-
dents reporting that their organi-
zation is “trying to develop in the
direction of” a full Performance
Technology capability, though they
noted a current emphasis on the

skills/knowledge/information class
of intervention.

Earlier in this paper it was stated
that, historically, there has been
lack of agreement on a definition of
Performance Technology. This was
NOT supported by the results of
the survey of the twenty-three,
intentionally biased sample of
Advocates/Patrons/Sustainers (See
Table 2.).

Choice C in Table 2 is the wide-
scope definition adopted for this pa-
per from Handbook of Human Perfor-
mance Technology, and is consistent
with the definition in The Perfor-
mance Quality Improvement System.
It seems these groups generally

Table 2
Respondents’ Choice of Definitions of PT

Which comes closest to your
organization’s definition of

PERFORMANCE TECHNOLOGY?

In-house | Consulting
groups firms Total
(N=14) (N=9) (N=23)

instruction, interactive video

A. Providing solutions to instructional
needs via technological interventions 0 0 0
such as video-tape, computer-based

B. Design, development, implemen-

based instruction

tation, and evaluation of performance- 1 0 1

C. An engineering approach to attaining
desired accomplishments from human

performers by determining gaps in 10 8 18
performance and designing cost-
effective and efficient interventions
D. An engineering approach to finding
gaps in human performance and 3 1 4

developing skill/knowledge/informa-
tion types of interventions
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Table 3
Organizations’ Use of Wide-Scope Performance
Technology Behaviors

Check behavior/task your organization In-house | Consulting | Total

actually DOES: (N=13)* (N=9) (N=22)

A. Interview clients to discuss possible 13 9 22
performance needs (present and/or
in the future).

B. Interview/observe master performer 13 9 22
and/or SME to determine desired
performance.

C. Determine present and/or future 13 9 22
gaps/deficiencies in human
performance.

D. Determine if an instructional/job 13 9 22
aid type of intervention is indicated.

E. Determine if a NON-instructional/job 12 9 21
aid type of intervention is indicated.

F.  Design instructional/job aid 13 9 22
interventions.

G. Design/redesign work processes. 9

H. Design/redesign work environments.

I.  Design/redesign employee selection 5 9
methods.

J.  Design/redesign feedback methods. 7 14

K. Design/redesign compensation/ 2
benefits methods.

L. Design/redesign employee 5 3 8
recognition methods.

M. Assist in implementation of 12 9 21
instructional/job aid interventions.

N. Assist in implementation of non- 9 6 15
instructional/job aid interventions.

0. Perform follow-up evaluation 12 9 21
of interventions.

* One respondent's instrument was omitted for this item.

agree on what Performance Technol-
ogy should be.

Another indicator of a movement
toward Performance Technology ca-
pability might be the presence of a

formal job title. Five of the fourteen
in-house organizations and three of
the nine consulting organizations
have positions titled “Performance
Technologist/Consultant/Analyst.”
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7 DESIGN Personnel Selection/Assignment {item 1)

9 of 22

=

Front-End
ANALYSIS

DESIGN Skills/Knowledge/information (ltem F)

22 of 22

(ltems A-E in

Table 3) ]

21 of 22 report
doing ALL
FEA tasks

—>

item G (work process): 9 of 22
ltem H (work environment): 6 of 22

DESIGN Environment

DESIGN of Motivation/lncentive/Affect
ltem J (feedback): 14 of 22
ltem K (compensation/benefits): 2 of 22
item L (recognition): 8 of 22

Figure 4. Respondents’ use of Front-End Analysis
and design tasks.

It seems that although most agree
on a definition of Performance Tech-
nology, this has not yet precipitated
wholesale formal recognition of the
role even among the biased sample.

Though having one third (8 out of
23) organizations adopt some form of
thejob title Performance Technologist
might not be regarded as “wholesale
recognition of the role,” when com-
pared to the International Society of
Performance Improvement member-
ship as a whole, the picture is differ-
ent. Out of a random sample of 500
ISPI members listed in the Member-
ship Directory, 12 persons listed their
title as some form of Performance
Technologist. (There were, however,
scores of titles such as “Consultant,”
“Director,” and “Principle,” which
could represent people who behave as
Performance Technologists.)

The heart of the survey attempted
toobtain a snapshot (Table 3) of what
organizations actually DO relative to
our description of the “model” perfor-
mance of a Performance Technolo-
gist. The survey presented 15 sets of
behaviors intended to cover the
range of possible activities of a Per-
formance Technologist as defined by
synthesis of the two main sources for
this paper (Harless, 1990; Stolovitch
and Keeps, 1992).

Figure 4 roughly relates the sur-
vey results to the detailed process of
Performance Technology depicted in
Table 3.

Only one organization, a consulting/
contracting firm, reported not doing all
FEA tasks. One organization, an in-
house group, reported being “involved”
in all tasks, but used specialists for
actual design and development.
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The survey asked: What are the
three or four more important “general
skills” or “competencies” you think
your Performance Technologists/
Consultants | Analysts need?

A long list of responses was re-
ceived. Even though the question
was open ended, 15 of the 23 men-
tioned wriiten communication, 12
listed oral communication; 7T wanted
analytical ability, 6 suggested inter-
viewing skills; and 6 consulting
skills. (Some of the more colorful
items mentioned were: Common
sense; how to play the corporate game;
resilience; perceptual objectivity.)

We asked the 23 organizations
surveyed about how their people cur-
rently become prepared to carry out
their role. The two most frequently
selected sources were College/uni-
versity courses and Coaching/
mentoring. These items were, how-

ever, selected on only 5 of the 22
instruments.

Study Issue #3:
Implications for
Preparation of

Performance Technologists
The implications for preparing
Performance Technologists are not
crystal clear. f WHAT to teach/coach/
job aid Performance Technologists is
contingent on what performance is
NOW expected, then the content of
the preparation activities (college
curriculum, vendor courses, coaching
interactions, etc.) would involve pre-
paring them how to do these things:

* Front-End Analysis

* Design, development, and testing
of skills/knowledge/information
interventions

Table 4
Most Common Sources of Skills and Knowledge for
Persons Involved in PT Work

Please check the TWO more common sources In-house Consulting | Total
of skills/knowledge of persons in your group
organization. (N=2x13=26)* | (N=2x9=18) | (N=44)
A. Formal courses developed in-house 0 2 2
B. Formal courses from vendors/consultants 5 2 7
C. College/university courses 5 5 10
D. Coaching/mentoring by other staff members 8 6 14
E. Reading books, articles in the field 3 1 4
F. Attending professional conferences such 3 2 5
as ISPI
G. Other: (Describe) Trial and error 1 0 1

* One organization checked all choices and was not counted for this item.
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» Implementation of skills/knowi-
edge /information interventions

* Follow-up evaluation

e And perhaps, “a little something
about” the design and develop-
ment of NON-skills/knowledge/
information interventions such as
work process design and feed-
back.

If, however, the current signs
pointing to the evolution to a true
Performance Technology capability
in organizations are real, then the
preparation must involve all or most
ofthe performances described earlier

in this paper and must be compatible
with the wide-scope definition of Per-
formance Technology. That is, a
wide-scope Performance Technology
capability would seek preparation
sources that give Performance Tech-
nologists competence to do:

* Organization Analysis

* Front-End Analysis

* Design, develop, test, implement:
Personnel Selection and Skills/
Knowledge/Information and Envi-
ronment and Motivation/Incen-
tive/Affect interventions

» Kvaluation of worth of interventions

Table 5
Evolutionary Progression for Preparation of
Performance Technologists

Organization’s
GOAL:

Stage 1: To produce relevant, cost-
effective skills [ knowledge/
information interventions to
influence valuable human
performance

Stage 2: To provide assistance in
influencing worthy human
performance by assisting
in producing all relevant
interventions

Stage 3: To produce worthy perfor-
mance of employees, based
on a process of analysis,
design, development, testing,
and implementation of cost-
effective interventions

Performance Technologist’s
PREPARATION:

- Organization Analysis

- Front-End Analysis

- Design, development, testing,
implementation of S/K/1
interventions

- Evaluation of S/K/I interventions

- Organization Analysis

- Front-End Analysis

- Assistance and monitoring the
design, development, testing,
and implementation of any
intervention

- Evaluation of performance
improvement

- Organization Analysis

- Front-End Analysis

- 'Design, development, testing,
implementation of any intervention

- Evaluation of performance
improvement
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Perhaps an intermediate step
would be to prepare the emerging
Performance Technologists to AS-
SIST and monitor specialists in the
design and development of interven-
tions such as design/redesign of work
environments, compensation/ben-
efits, employee selection and the like.
In this role, the Performance Tech-
nologist would be sort of an “ombuds-
man” for the human performance, if
not the prime architect and builder.

Thus, the author conceives an
evolutionary progression (Table 5)
for preparation of Performance
Technologists that tracks with the
evolution of an organization’s HPT
capability.

A Final Note...

Given the description of desired
performance (accomplishments and
relevant behavior), one is tempted to
somehow synthesize the behaviors
into sets such as “generic skills” or
“competencies”—for example, ana-
Iytical skills, design skills, research
skills, problem solving, decision
making, critical thinking, and the
like. Or similarly, specify “subject-
matter-like” entities such as prin-
ciples of evaluation, communication
theory, change agentry.

I resisted this temptation because
of my conviction that preparation
(training, coaching, mentoring, job
aiding) should be PERFORMANCE-
BASED (Harless, 1987). In other
words, the content of the preparation
intervention should match as closely
as is practical what the Performance
Technologist should produce and do.
In still other words, as a target, the
Performance Technologist should be
prepared to: Perform New Perfor-
mance and Diagnostic Front-End
Analyses; actually design a range of

interventions, actually write job
aids, actually determine perfor-
mance baselines, and so forth.
There is a great deal of difference
in probability of transfer between
teaching Performance Technologists
“analytical skills” versus “how to
analyze human performance prob-
lems,” and between teaching “prin-
ciples of evaluation” versus “how to
measure worth of performance inter-
ventions.” This assumes, of course,
that the goal of the preparation inter-
vention is the transfer of skills/
knowledge/information to the job
situation. What else could the goal be?

References

Dean, P. (1994). Tom Gilbert, Engineer
of Worthy Performance. In P. Dean
(Ed.), Performance engineering at
work, (pp. 29-41). Batavia, I1l: Inter-
national Board of Standards for
Training, Performance and Instruc-
tion.

Gilbert, T. (1988). Thomas Gilbert: Per-
formance Engineering. In G. Dixon
(Ed.) What works at work: lessons
from the masters (pp. 14-25).
Minneapolis: Lakewood Books.

Harless, J. (1970). An ounce of analysis
(is worth a pound of objectives.)
McLean, VA: Guild V Publications.

Harless, J. (1987). Accomplishment-
based curriculum development sys-
tem. Newnan, GA: Harless Perfor-
mance Guild.

Harless, J. (1988). Joe Harless: Front-
end analysis. In G. Dixon (Ed.), What
works at work: lessons from the mas-
ters (pp. 62-73). Minneapolis:
Lakewood Books.

Harless, J. (1990 & 1994). Performance
quality improvement system.
Newnan, GA: Harless Performance
Guild.

Harless, J. (1992). Whither performance
technology. Performance & Instruc-
tion, (February).

VoruMmE 10, NumBer 1/1997

153



Hutchison, C. (1989). Moving from in-
structional technologist to perfor-
mance technologist. Performance &
Instruction, (October).

Jacobs, R. (1988). A proposed domain of
human performance technology: Im-
plications for theory and practice.
Performance Improvement Quarterly,
1(2), 2-12.

Rummler, G. (1988). Human perfor-
mance systems. In G. Dixon (Ed.),
What works at work: Lessons from the
masters (pp. 2-13). Minneapolis:
Lakewood Books.

Stolovitch, H., & Keeps, E. (1992). Hand-
book of human performance technol-
ogy: A comprehensive guide for ana-
lyzing and solving problems in orga-
nizations. New York: Jossey-Bass.

JOE H. HARLESS is President of
Harless Performance Guild, a net-
work of organizations devoted to
development and implementation
of Performance Technology. Heis a
past president of ISPI and “Mem-
ber for Life.” Elected to the HRD
“Hall of Fame,” he is the author of
The Performance Quality Improve-
ment System and The Accomplish-
ment-Based Curriculum Develop-
ment System. Mailing address:
Harless Performance Guild, 125
Jefferson Street, P.O. Box 1903,
Newnan, GA 30264.

154

PERFORMANCE IMPROVEMENT QUARTERLY



