
Goals, development plans, action plans, intentions, and even resolutions all orbit a central 
concept: humans want to experience growth and momentum in life. The research behind growth 
vs fixed mindsets is astounding. Even simpler, consider what people tend to say when things in 
life are suboptimal: “I am stuck,” “I feel lost,” “I am in a rut.” Development plans solve two 
functions:  

• Create clear direction and action for someone to take ownership over their growth. 

• Establish agreed-upon areas of growth (it is challenging to have a growth mindset without 
seeing areas of growth). 

YOUR ROLE 

A development plan involves a partnership between a leader and their employee; if that 
partnership is one-sided, the effectiveness and likelihood of the development plan to fulfill the 
employee’s needs is at risk. Your role is to facilitate the dialogue with your team member around 
where their performance currently lies, and share with them what growth might look like. Keys to 
remember: 

• The outcome is for the employee to create a development plan. Note, this does not include: 
you create the plan for them, the employee displays perfect performance, the employee 
grows exactly the way you envision. 

• Your job is to facilitate the dialogue and cultivate a powerful conversation that opens up new 
perspectives around growth. Great leaders develop their people, and do so without giving 
them step-by-step instructions. 

• Keep it simple. Siddhartha did not find enlightenment in one day, neither did you, nor will 
your team. 

• Offer insight and perspective, and be equally curious. Ask more questions than you give 
answers.areas. Then, take a lesson from gardening; cultivate, support, and hands off. Once 
created, ownership of the development plan belongs to whomever is actually growing within 
the areas (not you). Keep the conversation around development and growth alive, but be 
aware of being overly responsible and trying to grow for someone else (at some point, 
everyone wants to put their own pants on; development plans are no exception). 
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DEVELOPMENT PLANS



3 IS THE MAGIC NUMBER 

The following methodology is a simple and accessible way to get to the point with development 
plans. Follow 3 steps: 

1. What is the 1 area in which you wish to develop? (communication, leadership, organization, 
pulling espresso, a specific skill, etc.) 

2. What are 2 things you will do to grow within this area? (hint: most people will instantly 
think of a course or formal learning environment to solve this; workshops are great, and if 
you consider your greatest developmental growths, many did not happen in a classroom. 
Think bigger; who can they partner with? Who can mentor them? What projects would put 
this area to the test? How can they practice learning, doing, and teaching a skill?) 

3. When are the 3 milestones that will show me you are developing? (are there metrics of 
success? What dates do you have touch points to review progress? Is there a timeline within 
which development will occur? Are there actions which can be demonstrated to show 
proficiency?) 
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NEXT STEPS 

Repeat the above process 2-3 times to create development plans for 2-3 unique areas. Then, take 
a lesson from gardening; cultivate, support, and hands off. Once created, ownership of the 
development plan belongs to whomever is actually growing within the areas (not you). Keep the 
conversation around development and growth alive, but be aware of being overly responsible and 
trying to grow for someone else (at some point, everyone wants to put their own pants on; 
development plans are no exception).
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