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SSEETTTTIINNGG  DDEEVVEELLOOPPMMEENNTTAALL  PPLLAANNSS  AANNDD  PPEERRSSOONNAALL  SSCCOORREECCAARRDDSS  

 
 
Dealing with performance problems as business problems takes a lot of the emotion out of the 

performance discussion. This is a useful perspective for both reviewees and reviewers.  

 

 

1. Developmental Plan Preparation 

 

Essentially there are 4 key questions that we need to ask when preparing a development plan. 

a) What is the specific development need? 

b) How ready is the individual for development? For example, are they aware of the performance 

shortfall, do they understand and accept where they need further development? Do they 

understand the impact it has on the business and their development, etc? 

c) What is the best development activity to address the shortfall? 

d) Does the individual really need development at all? 

We will cover these to some level of detail. 

 

 

2. Developmental Plan Guidelines 

 

The Development Plan should not be a hindrance to the individual’s pursuit of his or her goals. It 

should push them deeper into their roles so that they develop competence and mastery in their 

current role.  

 

The main aim is to tackle parts of the job that they not are doing well. Not developing in areas that 

might be useful to have in their role or things that are nice to have.  

 

When identifying development areas, one needs to first ‘fix’ the short lines, i.e. first focus on the 

performance area that has the shortest line. 

 

One should explore the possible reason for the shortfalls in performance. It is also possible that the 

individual’s superior/manager/reviewer is the cause of the shortfall. This is a key concept in 

leadership pipeline terms because it is another way of assessing whether the leader or the manager 

is doing their job properly (enabling and coaching the subordinates). This means that the manager 

now needs to make some changes.  

 

 

3. Identifying Developmental Needs 

 

When you identify a development gap, it can usually be categorized as a: 

� Knowledge 

� Skill 

� Attitude or 

� Personality issue. 
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Each of these differs in terms of the ease with which one can make a change or the ease with which 

one can develop them. 

 

Development in the Knowledge area is probably the easiest to do because it entails the acquisition of 

new knowledge through coursework, reading, research, etc. 

 

The most difficult to change is Personality or Character. Here we are dealing with the core of what 

makes the person tick, it is often a deeply-ingrained characteristic that is very difficult to change. The 

person has had their entire life to develop these characteristics and it is difficult to change in a few 

months. 

 

Some important considerations when creating a development plan: 

� First deal with the development areas that are high priority. It may not be necessary to deal 

with all the areas at once. 

� Don’t have too many development methods or activities. You don’t want to confuse the 

individual. Have a focused and realistic approach. What can the individual realistically and 

practically achieve? What will they have easy access to? 

� Focus on the important development needs and limit them to no more than 3. 

� The person has to be committed to making the change. 

 

 

4. Types of development alternatives 

� Work Experience or Special Work Assignments, 

�  and Manager coaching are preferred development methods. They push the individual deeper 

into his/her job and allows for specific and job-relevant development. 

� Education courses or seminars are relevant in areas where work assignments of coaching 

might be too limited to provide a complete or thorough understanding of what is to be learned.  

 

 

5. Developmental Plan Preparation 

Essentially there are 4 key questions that we need to ask when preparing a development plan. 

a) What is the specific development need. Which performance line is short and why. 

b) How ready is the individual for development? For example, are they aware of the performance 

shortfall, do they understand and accept where they need further development, do they 

understand the impact it has on the business and their development, etc. 

c) What is the best development activity to address the shortfall? 

d) Does the individual really need development at all? 

We will cover these to some level of detail. 
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An example of an Individual Developmental Plan: 

 

 

���

����������	
���������	����
Name: Position:

Company: Immediate Mgr:

Plan Prepared by: Date:

Key Development Needs:

Work Experience, Work Assignments
Identify specific appropriate change in position.  Give tentative date.  Identify any special assignment, their developmental purpose and time 

schedule

1.

2.

3.

Manager Coaching
Identify specific improvement areas where the immediate manager will provide coaching

1.

2.

3.

Education Courses, Seminars
Identify specific Education Courses, Seminars

 
 

 

���

PERSONAL DEVELOPMENTPLAN

Career Aspirations Lifestyle Needs
To become a partner within the next 2 years. To have a flexible lifestyle, to continue to live in Cape Town, and to work part-

time (24 hours) per week.

KEY DEVELOPMENT NEEDS(Max 2 or 3 per annum, Determined by performance shortfalls as indicated from the monthly performance discussions) 

1. Learn to be more assertive in a group and when to enter a group discussion – appropriate timing.
2. Gain more experience and exposure of the business outside my area of expertise and service line. Become more well-rounded.
3. Ability to prioritize In-basket items needs to be improved.

1.  WORK EXPERIENCE & ASSIGNMENTS (E.g.  Assignments, projects, job rotation)

COMPLETED
TOPIC

TARGET
DATE Y N

1 More exposure to larger offices via international assignments July 2006

2 Exposure to other areas of the business outside of my service line. Sept. 2005

3

2.  MANAGER COACHING(E.g.  Learn to interpret budget, how to do recruitment selection, how to influence other colleagues)

COMPLETED
TOPIC

TARGET 
DATE Y N

1 Learn to lead or facilitate a group session effectively. Dec 2005

2 Learn to improve self awareness by comparing own perception to feedback from others Dec 2005

3

3.  EDUCATION, COURSES, SEMINARS

COMPLETED
TOPIC

TARGET 
DATE Y N

1 Time management course Jan 2006

2 Basic facilitation skills Oct 2005

3

4.  COMMENTS(E.g. Explanations, progress)
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5. The Balanced Scorecard 

 

A critical consideration for Scorecards: 

� The scorecard reflects where you will be focusing your energy and your efforts for the year. 

� It reflects the critical goals that you need to achieve in a particular financial year. 

� In order to achieve these goals, you might find yourself doing lots of other types of work. Your 

job does not limit you to what is in your scorecard only.  

� The scorecard is simply a tool to focus your efforts. Your performance is not just assessed on 

whether or not you have ticked off all the items on your scorecard.   

 

 

6. Guidelines for setting Personal Scorecards 

 

Before you start setting your personal scorecards, you need to have the following with you: 

� A copy of the performance standards for your leadership level or role 

� A copy of your Business Unit scorecard 

� A copy of the performance targets set for your level in your Business Unit, e.g. Financial 

targets and measures per job level 

� A copy of your job description (particularly for levels below Manager) 

 

All of these inputs will assist you in putting together a detailed and comprehensive personal 

scorecard. 

 

When setting your scorecard you will go through each of these steps, one by one.  

 

 

���

�	�����	������

1. Supported business 
growth through 
proactive opportunity 
identification

2. Productivity target 
meaningfully 
exceeded. 

1. Met productivity 
targets

2. Optimized 
available resources 
and contained 
costs

3. Secured at least 
two new 
assignments

15% 

Improvement 

by 30 June 

2006

Growth & Financial 

Results (PA)

Productivity target 

achievement

(PI)

Exceptional 

Performance

Full 

Performance
Results Target

Target /Objective

Stays Constant
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Explanation: 

 

For the performance area Growth and Financial Results, we selected the Performance Indicator 

called ‘Productivity target achievement’. Once you’ve selected the PI, you need to set a target that 

you have to achieve. In this case the target is represented as a percentage, i.e., a 15% improvement 

for the year. We have also set a deadline for the achievement of the goal. The target is very specific. 

At the end of the year, the question that will be asked is, “Was the target of 15% improvement 

achieved or not?” The answer should be Yes or No.  

Note that the Full and Exceptional performance standards never change. They are fixed and are 

never altered.  

 


