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INDIVIDUAL DEVELOPMENT PLAN




Name:



Job Title:



Reports to:



Performance Agreement Period:



to


Agreed date: __________________________     
Agreed /signed Employee _____________________










 
Agreed/signed Manager    _____________________



Review date: __________________________   
Agreed /signed Employee _____________________









     
  
Agreed/signed Manager    _____________________



Review date: __________________________ 
Agreed /signed Employee _____________________










       
 Agreed/signed Manager    _____________________
Identify Development Goals & Activities (July – August)
This Individual Development Plan links to the Performance Management process for Service Managers and is a live document that should be reviewed frequently. 
· This document should address as many learning needs as are appropriate and feasible.  There is no minimum or maximum. 

· Learning needs can be identified through performance planning, performance reviews, 360 degree reviews (where appropriate) and discussion with your manager
· The following key achievement areas link to the Service Manager job description.
	KEY ACHIEVEMENT AREAS
	DEVELOPMENT GOALS

(what I want to do)
	KEY ACTIVITIES

(how I will achieve the goals)
	DEMONSTRATION OF SKILLS

(the difference l will I see as a result)

	Strategic Leadership & Management


	
	
	

	Resource Management


	
	
	

	Provision of Quality Services


	
	
	

	People Management


	
	
	

	Relationship Management


	
	
	

	Maori Responsiveness


	
	
	


Record of Development Activities throughout Year
FORMAL LEARNING (e.g. Courses, conferences, study)
	KEY ACHIEVEMENT AREAS
	LEARNING EVENT
	QUANTITY &

DURATION
	SUPPLIER
	COST
	FUNDED

BY

	Strategic Leadership & Management

	
	
	
	
	

	Resource Management

	
	
	
	
	

	Provision of Quality Services

	
	
	
	
	

	People Management

	
	
	
	
	

	Relationship Management

	
	
	
	
	

	Maori Responsiveness

	
	
	
	
	

	Other


	
	
	
	
	


Record of Development Activities throughout Year

EXPERIENTIAL LEARNING (e.g. secondments, delivering training, on the job training)
	KEY ACHIEVEMENT AREAS
	LEARNING EVENT
	QUANTITY &

DURATION
	SUPPLIER
	COST
	FUNDED

BY

	Strategic Leadership & Management

	
	
	
	
	

	Resource Management

	
	
	
	
	

	Provision of Quality Services

	
	
	
	
	

	People Management

	
	
	
	
	

	Relationship Management

	
	
	
	
	

	Maori Responsiveness

	
	
	
	
	

	Other


	
	
	
	
	


KEY DEVELOPMENT GOALS & ACTIVITY
STATUS REPORT
	KEY ACHIEVEMENT AREAS
	DEVELOPMENT GOALS
	KEY ACTIVITIES
	Goal Progression

(see rating scale below

	
	
	
	6 monthly review

(Jan/Feb)
	12 monthly review

(June/July)

	Strategic Leadership & Management

	
	
	
	

	Resource Management

	
	
	
	

	Provision of Quality Services

	
	
	
	

	People Management

	
	
	
	

	Relationship Management

	
	
	
	

	Maori Responsiveness

	
	
	
	

	Other


	
	
	
	


Key to self assess progress against development goals

Effort:  


None – Some – Good – Major

% Achievement:
0-25%; 26-75%; 76-99%; 100%

Status:  

Open – Complete - Closed 

PROGRESS – SUMMARY COMMENTS

	SERVICE MANAGER:  (How do you think the key activities are contributing to your development – are the key activities achieving what you need – what needs to change to better meet your needs?)



	Manager:  (Service Manager commitment to the plan and progress to date – any managerial/leadership changes noted in relation to the key achievement areas – your willingness to continue supporting the plan?)



	Supporting Evidence of Progress:




Service Manager Progression and Development 
Context

“Personal mastery is the discipline of continually clarifying and deepening our personal vision, of focussing our energies, of developing patience, and of seeing reality objectively.  As such, it is an essential cornerstone of the learning organization.  An organization’s commitment to and capacity for learning can be no greater than that of its members.”  Peter M. Senge

The key roles and function of the Service Manager is to provide strategic leadership and management; operational leadership and management; and team leadership and management.  To fulfil these requirements there is recognition of the need for Service Managers to have the opportunity to continually develop as professional leaders and managers. 

The commitment to development is a shared responsibility between the individual and their manager.  Together, both parties determine an appropriate development plan to support professional growth and development and allow time for reflection.  Development opportunities will be a mix of formal and experiential learning.  Costs associated with development will be agreed at the time the development plan is agreed.

Leadership and management development will include, but not be limited to, the following foci: strategic leadership and management; resource management; provision of quality services; people management; relationship management and Maori responsiveness.  This will support the manager to confidently demonstrate capability and effectively grow and develop their own direct reports.

It is recognised that learning is a change in knowledge, beliefs, attitudes and or skills.  Formal and experiential and reflective learning involves applying a structured and deliberate learning cycle to work and life experiences.  This cycle is depicted in the diagram below.  Learning is a continuous process of actively reflecting on an experience, developing conclusions and insights, then planning next steps and the cycle continues.

[image: image1]
To support formal and experiential learning and reflection an individual development plan will be used.  This clearly shows the development goals sought the key activities and goal progression.  It also acts as a record of learning showing the learning event, the time and frequency of the event, the supplier, the cost and the funder.

The individual development plan in conjunction with the performance agreement will be formally reviewed twice a year.  Progression to the next step of the salary scale will be determined by the achievement of objectives detailed in the performance agreement and the individual development plan.

The performance rating scale will be as follows:

3 overall performance expectations are achieved

you met all performance objectives and individual development plan objectives

2 some areas of performance fall below agreed expectations


you did not meet all performance objectives and individual development plan objectives

1
it was not possible to achieve / you were prevented from meeting performance objectives and individual development plan objectives




FORMAL LEARNING/


EXPERIENTIAL 





REFLECTING ON


THE EXPERIENCE


Reflect, Describe, Communicate, Discuss With Others





 CONCLUSIONS


AND INSIGHTS


Use models & theories to draw conclusions on past & present experience





PLANNING THE


NEXT STEPS


Apply new learning from previous experiences








