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Human competence is a pivotal concept in the field of performance improvement and educational
development, and it has been significantly shaped by the work of Thomas F. Gilbert. Gilbert’s
theories and methodologies have provided a robust framework for understanding how to enhance
human performance in various settings, particularly in the workplace. This article delves into
Gilbert's contributions to human competence, focusing on his principles, models, and the
implications for training and development.

Understanding Human Competence

Human competence refers to the ability of individuals to perform tasks efficiently and effectively in
their respective roles. It encompasses a combination of knowledge, skills, attitudes, and behaviors
that enable individuals to meet job demands and organizational objectives. The importance of human
competence is highlighted by the fact that it directly impacts productivity, innovation, and overall
organizational success.

The Role of Thomas F. Gilbert

Thomas F. Gilbert (1927-1998) was a pioneering figure in the field of human performance
technology (HPT). He is best known for his work on performance analysis and for developing models
that help organizations identify and rectify performance gaps. His research emphasized the
importance of systematic approaches to understanding and enhancing human competence.

Key Contributions of Thomas F. Gilbert

Gilbert's contributions can be categorized into several key areas:

1. The Behavior Engineering Model (BEM)

One of Gilbert’s most significant contributions is the Behavior Engineering Model, which serves as a
framework for understanding performance. The BEM posits that performance is influenced by two
critical factors: environmental influences and individual competencies.

- Environmental Influences: These include the systems, tools, and conditions in which individuals
operate. Gilbert identified several key components:

- Incentives: Rewards and consequences that motivate behavior.

- Information: Access to relevant knowledge and guidance.

- Resources: Tools and equipment necessary for task completion.

- Processes: The methods and procedures that guide performance.



- Individual Competencies: These refer to the innate abilities and learned skills of the individual,
which Gilbert categorized into:

- Knowledge: Understanding of relevant concepts and processes.

- Skills: Practical abilities to perform tasks effectively.

- Motivation: The drive to undertake tasks, influenced by personal and organizational factors.

2. Performance Improvement Process

Gilbert proposed a systematic approach for organizations to improve performance. His process
involves:

1. Identifying Performance Gaps: Assessing current performance levels and identifying discrepancies
between desired and actual outcomes.

2. Analyzing Causes: Determining whether the gaps are due to environmental factors or individual
competencies.

3. Designing Interventions: Creating tailored strategies to address identified issues, which may
include training, system changes, or motivational enhancements.

4. Evaluating Outcomes: Measuring the effectiveness of implemented interventions to ensure
performance improvements.

3. The Performance Technology Process (PTP)

Gilbert also contributed to the development of the Performance Technology Process, which provides
a comprehensive roadmap for performance improvement. This process includes:

- Assessment: Gathering data to understand performance issues.

- Analysis: Identifying root causes of performance gaps.

- Design: Developing solutions based on analysis.

- Development: Creating materials and content for the solution.

- Implementation: Delivering the training or intervention.

- Evaluation: Assessing the impact and effectiveness of the intervention.

This systematic approach ensures that organizations can make informed decisions when addressing
performance issues.

Implications for Training and Development

Gilbert’s work has profound implications for training and development within organizations. By
understanding human competence through the lens of Gilbert’s models, organizations can take a
more strategic approach to employee education and skills enhancement.

1. Needs Assessment



Organizations should conduct thorough needs assessments to identify specific performance gaps.
This involves gathering data from various sources, including employee surveys, performance
reviews, and observational studies. By understanding the root causes of performance issues,
organizations can tailor their training programs to meet specific needs.

2. Customized Training Programs

Instead of adopting a one-size-fits-all approach, training programs should be customized based on
the analysis of individual competencies and environmental factors. This may involve different
training methods such as:

- On-the-job training: Allowing employees to learn in their work environment.
- Mentoring and coaching: Pairing less experienced employees with seasoned professionals.
- Workshops and seminars: Facilitating group learning experiences.

3. Continuous Evaluation

An essential aspect of Gilbert’s approach is the ongoing evaluation of training effectiveness.
Organizations should establish metrics to assess the impact of training programs on performance.
This might include:

- Performance metrics (e.g., sales figures, productivity rates)
- Employee feedback
- Behavioral changes observed in the workplace

Continuous evaluation helps organizations adapt and refine their training approaches over time.

4. Fostering a Supportive Environment

Gilbert emphasized the importance of creating an environment that supports performance
improvement. Organizations should focus on:

- Providing adequate resources: Ensuring employees have the tools and technology they need to
perform their tasks effectively.

- Creating a culture of feedback: Encouraging open communication between employees and
management regarding performance expectations and challenges.

- Implementing incentive systems: Recognizing and rewarding employees for their contributions to
performance improvement.

Conclusion

In summary, human competence is a vital component of organizational success, and Thomas F.
Gilbert’s contributions have provided invaluable insights into how to enhance this competence.



Through his Behavior Engineering Model and Performance Technology Process, Gilbert has offered
a systematic approach to identifying performance gaps, analyzing causes, and implementing
effective interventions. By embracing these principles, organizations can foster a culture of
continuous improvement, ultimately leading to enhanced performance and productivity.

In a rapidly changing world, where skills and competencies are constantly evolving, the insights
provided by Gilbert remain relevant. Organizations that prioritize human competence and invest in
their employees' development are more likely to thrive in today's competitive landscape. By
leveraging Gilbert’s frameworks, businesses can ensure that they not only meet current demands
but also prepare for the challenges of the future.

Frequently Asked Questions

What is human competence according to Thomas F. Gilbert?

Human competence, as defined by Thomas F. Gilbert, refers to the combination of knowledge, skills,
and attitudes that individuals possess, which enable them to perform effectively in their roles and
achieve desired outcomes.

How did Thomas F. Gilbert contribute to the field of
performance improvement?

Thomas F. Gilbert developed the 'Behavior Engineering Model' which focuses on the systematic
analysis of performance gaps and the factors that influence human behavior in organizational
settings, paving the way for more effective training and development strategies.

What are the key components of Gilbert's Human Competence
Framework?

Gilbert's Human Competence Framework consists of three key components: the environment, the
individual, and the results. It emphasizes the importance of aligning these components to ensure
effective performance and competence in the workplace.

Why is Gilbert's work on human competence still relevant
today?

Gilbert's work remains relevant today as it provides a foundational understanding of how to assess
and enhance human performance, which is crucial in an era of rapid change and the need for
continuous learning and adaptation in organizations.

What role does motivation play in Gilbert's concept of human
competence?

Motivation is a critical aspect of Gilbert's concept of human competence. He believed that for
individuals to perform competently, they must not only possess the necessary skills and knowledge
but also be motivated to apply them in their work.



How can organizations apply Gilbert's principles of human
competence?

Organizations can apply Gilbert's principles by conducting thorough performance analyses to
identify gaps, implementing targeted training programs, and creating supportive environments that
foster individual motivation and competence.
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