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Agenda 

ASTD (American Society of Training & 
Development) 
�WLP ( Workplace Learning & Performance ) 

 7 ASTD ICE  

2013 ASTD ICE  

2013 ISPI( International Society of Performance 
Improvement ) ICE  

ASTD  ISPI  
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ASTD(American Society of Training & Development) 

WLP Workplace Learning & Performance  
�  

ICE International Conference & Exposition  
� 70  ( since 1943 ) 

� ( ) – ! 

 

 ASTD Excellence in Practice Awards 
� OK / /   in 2009 

�  in 2011 

 
�  : 30  

� 1999 300 ICE (10 ) 

� 70 , 2012  175  

3 

ASTD  
2001 :  

� ! 
�  ASTD Conference   

2004 : Best practice benchmark( ) 
�  
� Samsung, Hyundai, Wistron  ( , , ?) 

2007 : Models, Pattern, Methodology  
� (since 2005, OK …) 

 
� Dr. Reza Sisakhti 

(  2000 Cisco, 2002  Saba…  )  
2008 :  

�   
2001 LCMS, SCORM…,2007 2nd life, Podcasting,  

    eLearning 2.0, Social Learning …  
� Talent Development/  

 
2010: /  

� OK  ASTD Excellence in Practice Awards  
� , Aligned with Biz ,   

2011: /Mobile Learning … 
2012:  – 5    Gordon  

4 

 in 2008 

! 
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ASTD 2012 ICE  
• 2001-2012 12 ASTD  

• 50 pdf ,  

5 

 
http://www.aenrich.com.tw/download/info_04-1_new.asp 
http://www.aenrich.com.tw/download/download.asp 
2013/5/30  ASTD  

-  

6 

2007 , ,  
2012/9/14-15  (  Boston  ) 
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Hype cycle – where we/you are? 

7 

eLearning, Xerox PDA mobile learning, Podcasting, 2nd life … 

Hype cycle – emerging technology 2012 

8 

/key 
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2001 Mobile-Learning  40  

Share by 2001  reporter (Page 44) 

9 

ASTD 2012 in Denver 

 : Learn Something New, Perform Something Extraordinary 

Cover 11 pre-conferences, 3 General sessions, 270 educational 
sessions, 3 days Expo 300 vendors… ( 60-70 ) 

Cover 8 tracks( 2011  tracks in red), 
� Career Development; Designing & Facilitating;   

� Global HRD ;                 Trends;  

� Human Capital;            Leadership Development;  

� Learning Technology; Evaluation 

  ? 

� : KPI (Performance Mgt), 

 Integrated Talent Management (ITM/HRD), 

 Mobile (Learning & Performance Support) 

10 110111010
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2013 ASTD    

Content

  

Community

 

Global perspective

  

Source ASTD  
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2013 ASTD Tracks ( 2012 ) 

• Career Development  

• Designing & Facilitating Learning  

• Global Human Resource Development  

• Human Capital  

• Leadership Development  

• Learning Technologies  

• Measurement, Evaluation, ROI 

• Workforce Development 

 

12 

240 education sessions 160  pdf  
…    

www.astd.org 
…, …   
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ISPI 2013(international society of performance Improvement) 

 : discovering the interventions and strategies that 

work to create proven, measureable results 

60 sessions grouped along seven tracks grouped along seven 

tracks ( 2  tracks ASTD  – overlap): 

� 1. Analysis,  

� 2. Business of Human Performance Technology,  

� 3. Instructional Interventions,  

� 4. Measurement & Evaluation,  

� 5. Organizational Design Interventions,  

� 6. Process or Tool Interventions,  

� 7. Research to Practice 

Cover 9 pre-conferences, 3 Keynotes, 3 masters series, 3 Research-

to-Practice Symposium, Chat’n Chew* 32, Lunch’n Learn *, no expo. 
13 

ISPI 2013  500 …(ASTD 2012 9000 )  

 81  ( 16%, ASTD 23%) 

 35 ( 7%, ASTD  4.2% ) 

Canada 16 

Nigeria 11 

Taiwan 4 

United Arab Emirates 4 

Ireland 2 

Singapore 1 * 9 (  Japan/China  , 

China ISPI 2012 ,  70 …) 

 14 
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ASTD ISPI  

15 

ASTD(70 ) ISPI (51 ) 
 , HRD  ( Learning & 

Development , Solution )
,  

,  
Performance Improvement.  
( Biz/PER/Gap/Cause Analysis , 
Solution Neutral )  

 
, 

 

,  
, 

vendor 
, 

,  

biz solid  

, 
 

 , 
, , 

 (all Hyper Cycle) 

 ; 
. ! ( Hyper  Cycle 

enlighten/productivity ) 

 , 250 Session , 200
,  

, 60 Session 40
, networking (  ) 
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(Gordon) 
2013/5/7 

 
• ASTD ICE 2011 2012 
• ISPI 2013 

Objective 

HPT(Human Performance Technology)
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3 

Agenda  

ISPI HPT 

�  

The Role of HR and Manager in People Performance 

Manager as Performance Consultant 

�& How to Train Manager as Performance Consultant 

Wrap up 
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ISPI HPT 
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ISPI 2013 

5 

ISPI 2013 Opening Session 

What is HPT? 

6 

ISPI 2013 Opening Session 
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7 

ISPI 2013 Opening Session 

8 

ISPI 2013 Opening Session 
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HPT  

HPT  

�  

� (Instructional Technology) 

�  

�  
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HPT  

 

 

 

 

10 
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Human Performance Technology 

To provide “an engineering approach to 

attaining desired accomplishments from 

human performers by determining gaps in 

performance and designing cost-effective 

and efficient interventions” 

 

+ +

 
11 

Performance Improvement/HPT Model 

12 
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Why systematic view? 

If _____ is the solution, what is the question? 

____  

 

 

 

 

” ”  

13 

Why systematic view? 

Doctoral Model 

 

14 



One most important thing 

Analyze  

 ( TTQS ) 

�  

� ( ) 

�   

�…… 

 

”creative” …… 

15 

One most important thing 

Analyze:  

 

Speak in customer’s 

language 

�   ---  

�  --- (Root Cause Analysis) 

�  

16 

--- ( : ) 



Tools 

 

 

Tools: Systematic Way to find possible 

problems 

�BEM (or six box) 

�TPS(Total Performance System) 

�…… 

17 

A Little Exercise 

18 

Think back to your current or last job and 

write down the biggest thing that kept you 

from doing your job. 

, 

? 
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?( ) 

19 

20 

The Role of HR and Manager 

in People Performance 



11

The Role of HR and Manager in People Performance 

21 
ISPI 2013 Mon PM Session: Selling New Products to Salespeople: Training Matters 

22 
ISPI 2013 Mon PM Session: Selling New Products to Salespeople: Training Matters 
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23 
ISPI 2013 Mon PM Session: Selling New Products to Salespeople: Training Matters 

24 

Manager as Performance 

Consultant 
& How to Train Manager as 

Performance Consultant 
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( )--  

 

Manager as Performance Consultant 

25 

 

 
�  

�  

�  

�  

 
�  

�  

�  

�  

 26 
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? 

 

? 

 

? 
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The Performance Coaching Process 

28 

ISPI 2013 Tuesday Chat & Chew, Roger Chevalier, PhD, CPT 



15

Cause Analysis Worksheet 

29 

ISPI 2013 Tuesday Chat & Chew, Roger Chevalier, PhD, CPT 

30 

Wrap Up 



16

Wrap up 

2  

CEO

 

IBM/HP  

31 

Wrap up 

Trainer -> Performance Consultant 

OD -> Performance Consultant 

Managers capable to be Performance 

Consultant 

 

 

32 
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33 

Thank you! Questions? 

•  
: 02-2517-8080 
: 02-2517-8801 
: 126 6   

•   
   

: 06-656-6829  
: 0953-303382  

(Gordon) 
gordonyen@aenrich.com.tw 

02-2517-8080 #221 

•  

06-2378103  
•  

: 07-5224782  
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(George) 
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 ASTD 2001-2013 13  

George 2001, 2004, 2007, 2008, 2010, 2011  + 2012  

2002 SHRM, 2013 ISPI 

Agenda 

ISPI  Human Performance Technology 
 6 boxes ( Behavior Engineering 

Model )  

 

 : Models & Tools – 
approach 

2 
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ISPI  HPT  

 6 boxes  

• HPT(Human Performance Technology ) 

• BEM(Behavior Engineering Model ) 

3 

Human Performance Technology 

4 

ISPI 2013 Mon AM Session: HPT Is Good Leadership; Good Leadership Is HPT 
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• ISPI … 
•

2013 ( CPC )

ISPI 2013 Wed  AM Session:  Performance Improvement : Gamble or Sure Bet? 

ISPI 2013 Wed  PM Session: Models and Tools  for Performance Analysis 

Information :  
1.

;

 
2. 

 
3. 

    

Knowledge/Skill :  
1.

, 

 
2. 

 
3. 

    

Resource :  
1. 

, 
 

2. , 

 
3. 

;
, , , 

…    

Capacity :  
1. 

 
2. 

 
3. 

… 

> Goal setting, feedback, JD, PM system…   

Alignment 
Engagement, 
Passion   

Measure 
Reinforce 
Inspire 
Opportunity 



4 

6 boxes  

 

7 

May 22, 2013 Customize header: View menu/Header and 
Footer 

• HPT is good leadership  
• 85%( ) v.s. 15% ( ) ? 

? ? 

ISPI 2013 Mon AM Session: HPT Is Good Leadership; Good Leadership Is HPT 
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0% 10% 20% 30% 40% 50% 60% 70% 

17% 
22% 
23% 

28% 

37% 

60% 
High Individual Stress Levels 

Fear of Failure or Punishment 

Inability to Envision Successful Outcomes 

Lack of or Poor Company-Sponsored Training

Inability to Concentrate on Task at Hand 

Low Worker Self-Esteem 

Low Compensation 

Poor or Insufficient Performance Feedback 

40% 
39% 

Lack of Clear Individual Goals

No Performance Standards 

Reward Not Performance Based 31% 
Poor Performance Rewarded 31% 

No Career Planning 

14% 
9% 

8% 

Closing the Human Performance Gap 
The Conference Board 1994 

Primary Causes of Poor Performance 

•  – , 
…,  6 boxes… 

%60%
%%40%
%39%

%37%
%31%

%37%
%39%

10 ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 
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• ISPI’s Performance Improvement Standard 1 
–      

•       
  goals 

•        
        – 

feedback mechanisms 
• Goals: S  M  A  

R  T  
• Feedback:   

Goals and Feedback for HOPE 

11 ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 

 
–

•
 – 

1.  
2. which will help 

    3.  
          

Goals and Performance 

To perform well, an employee should know the 

definition of good performance 

Goals clarify the accomplishments, tasks, and 

therefore feedback parameters 

Goals influence performance by: 

�focusing behavior in the desired direction 

�energizing behavior to perform difficult tasks 

dddefinition of good performance

nnn

d

G

t

ddd

GGG

tther   pppar

•  Innovation/Creativity 
, driving   

12 ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 
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II. Samsung Electronics` Competitive Weapons ? 

 The Ability to practice continuous innovation in 
all the  divisions of management 

13 

 Three major innovative axes in Samsung Electronics 

Product 

Process Personnel 

Learning + Value, Goal 

Knowledge + Passion 

PRO PROJECT 

P

INNOVATION 

1

gg

•  2004 ASTD Samsung
 – Continuous Innovation  Value & 

Goal trigger Passion… (since 1999) 

Writing SMART Goals 

Specific 
�5 Ws 

Measurable 
�Quantity, Quality 

Achievable 
�Capacity, S/K 

Relevant 
�Related to your job 

Time-bound 
�By when? 

14 

• Example: 
CSRs will respond 10-15 

customer calls in an hour 
and either solve their 
issue or transfer it to 
upper level; enter the 
case to the database. 

 - SMART  

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 
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SMART Goals – Exercise 

  
GOAL STATEMENT: Specific Measurable  Achievable Relevant  Time-

bound 

  

1) Sales people should sell more products.     

2) Smart company will raise Smart-E tablet 
production by 60% by the end of this year.         

  

3) Whole-sale people should increase end-user 
satisfaction by 10% by the next quarter.      

  

4) By August 1, 2013, implement updates to 
OnCourse system and provide training to faculty  
based on their preferred time so that faculty and 
students can use the updated OnCourse for the fall 
semester. 

     

15 

As HR, 
follow - SMART or not? 

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 

SMART  

16 

ISPI 2013 Mon PM Session: SMART Goals that work! 



 

 

17 

SMART 
 

ISPI 2013 Mon PM Session: SMART Goals that work! 

 

18 ISPI 2013 Mon PM Session: SMART Goals that work! 
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Feedback and Performance 

  

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 

 

Why We Hesitate to Give Feedback 

  

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 
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Effective Feedback 

Specific information (S) 

Information on a performance the person controls (R, A) 

Immediately following the performance, if not during (T) 

Individualized (S, R) 

Self-monitored when possible (R) 

If not self-monitored, delivered by the person in charge (R) 

Focused on improvement (S, M, A) 

Easily understood, Graphed (S, M) 
(Daniels & Daniels, 2004) 

, ? ( SMART )  

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 

Formula for Giving Feedback 

  

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 
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Giving Feedback - Exercise 

FEEDBACK STATEMENT:   “I
”   

Be
ha

vi
or

   

  
Fe

eli
ng

 

  
Im

pa
ct

 

  
Ti

m
el

y 

Ap
pr

op
ria

te
 

 
1) You let us all down just now when you let that participant in the 

SRSC without having them show their student ID. It puts pressure 
on the rest of us because the next time they are going to expect us to 
do the same thing. 

         

 
2) I’m really angry with the way you handled your calls. 

3) You are a really good salesman. 
 
4) When you leave your gear courtside, you create a trip hazard for 

other participants. I would appreciate it if you would put it in a 
locker.  

 
  

 
  

 
  

 
  

 
  

  
 

 follow  

ISPI 2013 Mon PM Session: Performance Goals & Feedback at Three Levels! 

 : Models & Tools 

– approach 

 

24 
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 : Models and tools

( As Performance Consultant )
 ( Leading our clients) 

�  ( Preparation ) 

�  ( Assessment ) 

�  ( Diagnosis ) 

�  ( Prescription ) 

�  ( Partnering ) 

�  ( Reinforcement ) 

�  ( Follow-up )  

25 ISPI 2013 Wed  PM Session: Models and Tools  for Performance Analysis 

 

26 

 - 
 

 
 

(readiness)  
(commit)—  

 
(flexibility and adjusted). 

 :  –  

2013 Wed  PM Session: 



14 
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• Biz ? 
• biz ? 
• ? 
• … 

• ? 
• ? 
• ? 
• ,  
• … 

• ? 
• ? 
• ? 
• , ? 
• … 

 

ISPI 2013 Wed  PM Session: Models and Tools  for Performance Analysis 

 

28 

•  85% v.s. 15%  
? 

,  

ISPI 2013 Wed  PM Session: Models and Tools  for Performance Analysis 



15 

 

Updated  

ISPI 2013 Wed  PM Session: 
d l d l f

 

30 

Reasonable Goal 
 -  Factors Check lists 

  

ISPI 2013 Wed  PM Session: Models and Tools  for Performance Analysis ISPISPI 2I 2013013 WW dd PMPM SS ii M dM d ll d Td T ll ff PP ff AA ll

 (Cause Analysis Worksheet) – 
, 

 ( intervention )  
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       •  14 17 • 

The Performance Chain  
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       •  14 17 • 

Human Performance Improvement Model 

2 
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       •  14 17 • 

System Viewpoint Performance Thinking 

3 

nput rocess Results Receivers 
(Stakeholders) 

World 
 
Workplace
 
Work 
 
Worker erformance 

Feedbac  

alue
Feedbac  

e

       •  14 17 • 

(The Performance Chain) 

4 

Behavior
 nfluences 

Behavior
Tas   Tactics  

or  Outputs 

 
 

Business  
Results 

• Incentives 
• Training 
• Compensation 
• Tools 
• Job aids 
• Processes 

• Plan 
• Analyze 
• Present 
• Negotiate 
• Evaluate
• Demonstrate 
(Verb.) 

• Revenues 
• Deliverables 
• Milestones 
• Relationships 
• Changes/ 
   Innovations 
• Decisions 
• Transactions 
• Solutions or Ans. 

• Product sales 
• Revenues 
• Profits 
• Market share 
• Customer 

satisfaction 
• Quality 
• Employee 

engagement 
• Time to market 



2013/5/6 

3 

       •  14 17 • 

Reverse Engineering  

5 

       •  14 17 • 
6 

 /   
: 



2013/5/6 
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       •  14 17 • 

(The Performance Equation) 
    P = C x K&S x M x I x EE x OS x T&R 
• C=Inherent Capacities        

      
• K&S=Knowledge and Skills
• M=Motivation       

   
• I=Incentives      

 

• EE=Environmental Elements     
          

 

• OS=Organizational Systems      
        

• T&R=Tools and      
    

 7 

       •  14 17 • 

(The Performance Equation) 

8 

PSS  
Performance Support 
Systems  
 
HB  
Human Behaviors 
 
HPER  
Human Performance 



2013/5/6 
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       •  14 17 • 

(Interventions) 

HPER GOAL = ( ) 

• EE = 

• OS = 

• I = 

• T&R = 

• C = 

• K&S = 

• MOT = 

9 

       •  14 17 • 
10 

Behavior
 nfluences 

Behavior
Tas   Tactics  

or  Outputs 

 
 

Business  
Results 

ts B
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       •  14 17 • 
11 

(Information) (Instrumentation) (Motivation) 

 

•

•

•

•

•

•

•

•

•

•

•

•

•
•

•

Gilbert’s Behavior Engineering Model 

       •  14 17 • 
12 
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       •  14 17 • 
13 

       •  14 17 • 
14 



2013/5/6 
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       •  14 17 • 
15 

       •  14 17 • 
16 



2013/5/6 
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       •  14 17 • 
17 

       •  14 17 • 

The ROI Methodology 
            -Dr. Jack Phillips 

18 
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10 

       •  14 17 • •  14 17 •

19 

ROI V-Model 

       •  14 17 • 
20 
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11 

       •  14 17 • 
21 
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 ISPI    

Continuous Improvement for Learning  and Performance:  

 – Measurement  

 
(George) 

2013.5.7 

 ASTD 2001-2013 13  

George 2001, 2004, 2007, 2008, 2010, 2011  + 2012  

2002 SHRM, 2013 ISPI 

Session Objectives 

approach 
�Measurement and feedback for continuous improvement 
� Limitation of KirkPatrick & Philip 4-/5- levels measurement  

 

 
�Delayed test 

�On job support  

� smile sheets ,  

�  on-the-job performance support
 

�  

 
2 



2013/5/22 

2 

Agenda 

Measurement for what? 

On-the-job  

 (Smile sheets) 

,  

 4-/5- levels measurement  

Workplace learning  failure 

3 

 ISPI 2013 Will Thalheimer   
Master Presentation  

 

4 ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

, 4  : 
1.  *2 
2.  *1 
3.  *1 
4.  
5.  *1 
6.  
7.  
8.  *2 
9.  *3 
10.  *1 
11.  *2 

ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 
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ISPI Masters Presentation :  Wild and Wondrous (and sometimes Research-Based) Ideas for Improving Learning Measurement 

Session Objectives wrap up 

approach 
�Measurement and feedback for continuous improvement 

� Limitation of KirkPatrick & Philip 4-/5- levels measurement  
 

 
�Delayed test 

�On job support  

� smile sheets ,  

� on-the-job performance support
 

�  

 24 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.aEnrich.com.tw 

 

 

+886-2-25178080 ext.505,312    

+886-2-25178801 

E-mail: mandyting@aenrich.com.tw 

104 126 6  

 

+886-6-656-6829 +886-953-303382 

E-mail: RobinPan@aenrich.com.tw 

  

 

701 ( K ) 

+886-6-2378103 

 

+ 886-7-5224782 
 

 

 


