

Analysis of CPT Certification
Assignment 1
Executive Summary

The professional certification for persons in the field of Human Performance Technology is a relatively new idea.  The purpose of this report is to explore the background and current state of the Certification in Performance Technology offered by the International Society for Performance Improvement.  This certification is designed to standardize ethical and competent behavior among HPT professionals.  

Controversy exists among persons in this field for a number of reasons.  There currently are no agreed upon standards and this particular certificate is starting from a grass roots level.  One of the more controversial points explored in this report is whether to mandate the certification for HPT professionals at SIU-E.  It is recommended that the certification process is of use from a process improvement standpoint but the cost of certification versus benefits gained is questionable.

Introduction


Assignment One in the Performance Technology course was to analyze the Certification in Performance Technology as it relates to industry standards and feasibility for use in the SIUE Human Resources department.  Several resource links were provided as well as encouragement for further exploration.  This report will cover information about the certification, a comparison of the certificate to other credentials, and an analysis of my readiness for certification as an impending IDLT program graduate. 
Background and Current State of the CPT

The Certification in Performance Technology (CPT) is a credential offered by the International Society for Performance Improvement (ISPI).  This organization is an international group of individuals in the field of human performance technology (HPT).  In 1999, the ISPI began development of this credential to recognize HPT practitioners that meet defined criteria and standards.  The CPT is based on ten standards:  

1. Focus on results and help clients focus on results.

2. Look at situations systemically taking into consideration the larger context including competing pressures, resource constraints, and anticipated change.

3. Add value in how you do the work and through the work itself.

4. Utilize partnerships or collaborate with clients and other experts as required.

5. Assess the need or opportunity.

6. Analyze the work and workplace to identify the cause or factors that limit performance and the requirements for performance.

7. Design the solution by specifying the requirements of the solution.

8. Develop all or some of the solution and its elements and perform formative evaluations of the solution and its elements.

9. Implement the solution.

10. Evaluate the impact and the results.
A committee of HPT professionals chose these ten standards that represent standards of performance improvement.  They also chose to implement a code of ethics that promote ethical practices for HPT consultants.  


In the current world of performance technology, the value of CPT certification is debated.  While researching job opportunities and requirements for CPT, none were found.  The major search engine used was Monster.com.  Several job titles were reviewed including human performance technologist and human resource training.  I am assuming that jobs requiring this level of training are being found thorough trade journals and job placement professionals.  However, many online profiles were discovered for CPT professionals on networking sites such as LinkedIn.  These professionals appeared to be involved in education and consulting rather than being employed by major companies.  


Upon review of the other major professional organization, American Society for Training and Development (ASTD), I discovered an alternate credential being used in the HPT profession.  This credential is the CPLP or the Certified Professional in Learning and Performance credential.  Many professionals hold dual credentials.  Several blogs were found devoted to explaining the differences between the credentials.   The biggest difference between the two credentials is that the CPLP has a knowledge-based exam and the CPT relies solely on a portfolio based submission package.  Some views were that both credentials were desirable, some stated that neither made an appreciable difference, while others described the political and financial implications for the organizations sponsoring the credentials.  One blog provided links to job opportunities requesting CPLP certification.
CPT as compared to other credentials


My background is in the field of Respiratory Care where professionals have multiple credentials available.  The CRT and RRT are primary, cover general respiratory care procedures, and are generally mandatory.  They make up the bulk of the practitioners nationwide.  The remaining four credentials, CPFT, RPFT, NPS, and SDS are optional and demonstrate specialization in other areas.  Relatively few practitioners hold one or more of the specialty credentials.  As I have found similarly in the HPT world, the RT world is in the middle of a potential overlap and somewhat political battle between an established sleep organization and a new sleep credential offered by the respiratory care organization.  The value of the specialty credentials is debated.  Some employers do value the credentials and provide monetary incentives.  Other employers do not.  Practitioners demonstrating excellence and professional pride tend to collect the credentials as evidence of their commitment to quality.  The exams range in price from $190 to $390.  To retain the credential, a continuing competency program involves continuing education and payment of fees every five years.  

The cost of the CPT certification is approximately $1000.  An extensive application process is involved to document competency in each of the ten standards as judged by a committee of peers.  Renewal is based solely on continuing education and payment of fees.  Upon award of the credential, the awarded may use CPT as an official designation of achievement.

I was unable to find concrete evidence that CPT makes a candidate more competitive in the workplace.  Most of the information available was directly from the ISPI rather than unbiased sources.  Other sources seemed to be unbiased but then were discovered to be affiliated with the ISPI through the journal or the executive board.  The ISPI site does say that the standards have been validated.  I also understand that, with an organization such as this or as with Respiratory Care, the profession is sufficiently small enough to have one community with a common purpose rather than multiple competing organizations.  Many professionals found during my searches held dual credentials (CPT and CPLP).

For an unregulated field such as this, I am not certain that a professional organization’s requirement of CPT certification to have an impact.  When professionals choose to participate, the quality is high from simple self-motivation and professionalism rather than the application process. The applicants do prove from the process that they are adhering to the standards of the field.  However, not all persons will be motivated to achieve this high standard.  For persons that could not attain or choose not apply for the credential, they could simply continue to work in the unregulated and unprofessional manner that might be standard operating procedure for that person.  It is up to the employers that hire these professionals to ensure the use of competent consultants.

CPT Standards

Since the target of this paper is to recommend for or against certification for the training staff in the SIUE Human Resource department, I will compare the published standards to current training duties.  

1.  Focus on results and help clients focus on results.
Common task as the trainers will be focused on the end-result of training
2. Look at situations systemically taking into consideration the larger context including competing pressures, resource constraints, and anticipated change.
Common task as the trainers will deal with systems change to improve job performance with training

3. Add value in how you do the work and through the work itself.
Ethical statement for trainers to demonstrate quality through modeling of desired behavior

4. Utilize partnerships or collaborate with clients and other experts as required.
Common strategy for trainers to utilize others (i.e. content experts) for analysis and development of training

5. Assess the need or opportunity.
Common strategy for trainers to utilize standard methods of performance observation and analysis

6. Analyze the work and workplace to identify the cause or factors that limit performance and the requirements for performance.
Common strategy for trainers to utilize standard methods of performance observation and analysis

7. Design the solution by specifying the requirements of the solution.
Good trainers will be able to target a specific area of training to solve identified problems

8. Develop all or some of the solution and its elements and perform formative evaluations of the solution and its elements.
Common element of training interventions is to review and revise as necessary to meet objectives

9. Implement the solution.
Common element of training is to formulate solutions in response to analysis and observation.  Trainers will be responsible for disseminating this knowledge to the end users.
10. Evaluate the impact and the results.
Common element of training interventions is to review and revise as necessary to meet objectives

The application process is a performance improvement strategy for an individual or an organization.  When reviewing past projects and accomplishments, a HPT has the opportunity to celebrate achievements and successes and assess missed opportunities and project failures.  Even if an organization does not wish to undertake the expense of certification for all its designers, the process of application and review by an internal committee may be in of itself a performance-enhancing project.  This would also support those employees who choose to submit and pay for the official certification as ongoing personal development and preparation for future career changes.
Conclusion and Recommendations

In light of the controversy surrounding the CPT certification process from current industry professionals, I feel the need for additional research before I can recommend that SIU-E require and pay for this credential of its employees.  However, the preparation and planning process are definitely part of a worthwhile portfolio review.  
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