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Learning Objectives

• Discuss the steps in the development planning 
process

• Explain the employees’ and company’s 
responsibilities in planning development

• Discuss current trends in using formal education for 
development

• Relate how assessment of personality type, work 
behavior, and job performance can be used for 
employee development
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Learning Objectives

 Explain how job experiences can be used for 

development and suggest a job experience to match 

an employee’s development goal or need

 Identify the characteristics of an effective mentoring 

program

 Describe the succession planning process and how 

the nine-box grid is used

 Design an effective on-boarding process
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The Relationship among Development, 

Training, and Careers

 Development and training

 Development: Formal education, job experiences, 

relationships, and assessments of personality and 

abilities that help employees perform effectively in their 

current or future job and company
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Table 9.1 - Comparison Between Training 

and Development
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The Relationship among Development, 

Training, and Careers

 Development and careers

 Protean career: Based on self-direction, with the goal 

of psychological success in one’s work
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The Relationship among Development, 

Training, and Careers

 Psychological success: Feeling of pride and 

accomplishment that comes from achieving life goals 

that are not limited to achievements at work

 Development planning or career management 

system: System to retain and motivate employees by 

identifying and helping to meet their development 

needs
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Figure 9.1 - Steps and Responsibilities in 

the Career Management Process



9-9

Development Planning Systems

 Self-assessment: Use of information by employees 

to determine their career interests, values, aptitudes, 

and behavioral tendencies

 Reality check: Information employees receive about 

how the company evaluates their skills and 

knowledge and where they fit into the company’s 

plans
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Development Planning Systems

 Goal setting: Process of employees developing 

short- and long-term development objectives

 Action plan: A written strategy that employees use 

to determine how they will achieve their short- and 

long-term career goals
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Figure 9.2 

- Development 

Plan



9-12

Table 9.2 - Design Factors of Effective 

Development Systems
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Examples of Career Management and 

Development Systems

 Each employee completes a development plan that 

asks employees to consider:

 Professional goals and motivation

 Talents or strengths

 Development opportunities

 Development objectives and action steps
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Approaches to Employee 

Development

 Formal education

 Assessment

 Job experiences

 Interpersonal relationships
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Figure 9.3 - Frequency of Use of

Employee Development Practices
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Formal Education

 Include:

 Off-site and on-site programs designed specifically for 

the company’s employees

 Short courses offered by consultants or universities

 Executive MBA programs

 University programs

 Tuition reimbursement - Practice of reimbursing employees’ 

costs for college and university courses and degree programs
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Assessment

 Involves:

 Collecting information 

 Providing feedback to employees about their behavior, 

communication style, values, or skills

 Used most frequently to identify employees with managerial 

potential and measure current managers’ strengths and 

weaknesses



9-18

Personality Tests and Inventories

 Myers-Briggs Type Indicator (MBTI) 

 Emphasizes that we have a fundamental personality 

type that shapes and influences how we understand 

the world, process information, and socialize
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Assessment Center

 Multiple evaluators evaluate employees’ 

performance on a number of exercises

 Leaderless group discussions: A team of five to 

seven employees is assigned a problem and must work 

together to solve it within a certain time period

 Interviews: Employees answer questions about their 

work and personal experiences, skill strengths and 

weaknesses, and career plans

 In-baskets: A simulation of the administrative tasks of 

the manager’s job

 Role plays: Refer to the participant taking the part or 

role of a manager or other employe
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Table 9.4 - Examples of Skills Measured 

by Assessment Center Exercises
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Performance Appraisals and 360-Degree 

Feedback Systems

 Performance appraisal: The process of measuring 

employees’ performance

 Upward feedback: Refers to appraisal that involves 

collecting subordinates’ evaluations of managers’ 

behaviors or skills

 360-degree feedback process: Employees’ behaviors 

or skills are evaluated not only by subordinates but by 

peers, customers, their bosses, and themselves

 A special case of upward feedback
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Table 9.5 - Skills Related to Managerial 

Success
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Table 9.6 - Activities in Using

360-Degree Feedback for Development
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Job Experiences 

 Relationships, problems, demands, tasks, or other 

features that employees face in their jobs

 A major assumption is that development is most likely 

to occur when there is a mismatch between the 

employee’s skills and past experiences and the skills 

required for the job



9-25

Table 9.7 
- Job 

Demands and 

the Lessons 

Employees 

Learn from 

Them
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Figure 9.4 - How Job Experiences are 

Used for Employee Development
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Job Experiences 

 Job enlargement: Refers to adding challenges or 

new responsibilities to an employee’s current job

 Job rotation: Gives employees a series of job 

assignments in various functional areas of the 

company or movement among jobs in a single 

functional area or department
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Table 9.8 - Characteristics of Effective 

Job Rotation Systems
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Job Experiences 

 Transfer: An employee is given a different job 

assignment in a different area of the company

 Promotions: Advancements into positions with 

greater challenges, more responsibility, and more 

authority than in the previous job

 Downward move: Occurs when an employee is 

given a reduced level of responsibility and authority

 Externships: Refers to a company allowing 

employees to take a full-time operational role at 

another company
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Job Experiences 

 Temporary assignments: Refer to job tryouts such 

as employees taking on a position to help them 

determine if they are interested in working in:

 A new role

 Employee exchanges

 Sabbaticals: Leave of absence from the company to 

renew or develop skills

 Voluntary assignments
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Table 9.9 - Matching Job Experiences to 

Employees Development Needs
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Interpersonal Relationships

 Employees can develop skills and increase their 

knowledge about the company and its customers by 

interacting with a more experienced organization 

member

 Types of interpersonal relationships:

 Mentoring

 Coaching
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Mentoring

 Mentor: An experienced, productive senior 

employee who helps develop a less experienced 

employee (the protégé)

 Group mentoring programs: A successful senior 

employee is paired with a group of four to six less 

experienced protégés

 Protégés are encouraged to learn from:

 Each other

 More experienced senior employees
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Table 9.11 - Characteristics of Successful 

Formal Mentoring Programs
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Benefits of Mentoring Relationships

 For protégés:
 Career support: Coaching, protection, sponsorship, 

and providing challenging assignments, exposure, and 
visibility

 Psychosocial support:
 Serving as a friend and a role model

 Providing positive regard and acceptance

 Creating an outlet to talk about anxieties and fears

 Higher rates of promotion

 Higher salaries

 Greater organizational influence
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Benefits of Mentoring Relationships

 For mentors: Provide opportunities to:

 Develop interpersonal skills 

 Increase feelings of self-esteem and worth to the 

organization

 Mentoring can occur between mentors and protégés 

from different organizations

 Can allow small business owners access to 

experienced mentors they might not otherwise meet
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Coaching

 Coach: A peer or manager who works with 

employees to:

 Motivate them

 Help them develop skills

 Provide reinforcement and feedback

 The best coaches are empathetic, supportive, 

practical, self-confident 

 Do not appear to know all the answers or want to tell 

others what to do
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Succession Planning

 Refers to the process of identifying, evaluating, 

developing, and tracking high potential employees 

who are capable of moving into higher-level 

managerial positions

 High-potential employees: People that the company 

believes are capable of being successful in higher-level 

managerial positions

 Such as general manager of a strategic business unit, functional 

director (such as director of marketing), or CEO
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Table 9.12 - The Process of Developing a 

Succession Plan
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Assessing and Making Development 

Plans Using the Nine-Box Grid

 Nine-box grid: A three-by-three matrix used by 

groups of managers and executives to compare 

employees within one department, function, division, 

or the entire company

 Uses:

 For used for analysis and discussion of talent

 To help formulate effective development plans and activities

 To identify talented employees who can be groomed for top-

level management positions in the company
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Figure 9.5 - Example of a Nine-Box 

Grid
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Succession Planning - Advantages

 Making a succession planning list public or telling 

employees who are on the list is that they are more 

likely to stay with the company because they 

understand they likely will have new career 

opportunities

 High-potential employees who are not interested in 

other positions can communicate their intentions
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Succession Planning -

Disadvantages

 Employees not on the list may become discouraged 

and leave the company

 Changes in business strategy or employees’ 

performance could take them off the list

 Employees might not believe they have had a fair 

chance to compete for leadership positions if they 

already know that a list of potential candidates has 

been established
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Developing Managers with Dysfunctional 

Behaviors

 Individual Coaching for Effectiveness (ICE) program  

includes:

 Diagnosis

 Coaching

 Support activities

 The program is tailored to the manager’s needs
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Onboarding

• The process of helping new hires adjust to social 
and performance aspects of their new jobs
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Figure 9.6 - The Four Steps in 

Onboarding
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Table 9.13 - Characteristics 

of Effective Onboarding Programs


