
 

Organizational  
Vision, Mission, 
Values, Goals & 

Strategies 

Desired or 
Best Practice 

Gap 

Current Practice 

Lack of: 
 

 Clear expectations 
(performance 
specifications) 

 

 Environmental support, 
resources and tools 

 

 Consequences, 
incentives, rewards 
(motivation) 

 

 Data, information, 
prompt feedback 

 

 Individual capacity 
 

 Skills & knowledge 

 

For example:  
 

 Career development 

 Coaching & mentoring 

 Culture change 

 Compensation 

 Documentation 

 Communication strategies 

 Environment 

 Health & wellness 

 Job aids 

 Job/work design  

 Leadership 

 Organizational design 

 Staffing 

 Supervision 

 Team building 

 Training & education 

  And others  

Phase 2: Root Cause Analysis 
 

Why does the performance gap exist? 

 

Phase 3: Intervention Selection, Design, 

and Development 

What can we do to close the gap? 
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Environmental 
Analysis, 
Current State 

 Organizational culture 

 Work environment 
(resources, tools, 
human resources, 
policies) 

 Work (work flow, 
procedure, 
responsibilities) 

 Worker (knowledge, 
skill, motivation, 
expectations & 
capacity) 

 

Organizational  
Vision, Mission, 
Values, Goals, 
Desired Results 

Desired or Best 
Performance 

Gap 

Current Practice 
(Performance) 

Adapted by Diane Harris (and Mary Broad); used with permission from ISPI, Human Performance Technology Model (2004). www.ispi.org 

Performance Improvement Process 

Phase I: Organization and 

Performance Analysis  
What are gaps between desired 

and current results and performance? 

Desired or 
Best Practice 
(Performance) 

Phase 5:  Evaluation 
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