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Example:

You first have to identify the skills you want to develop. Considering your priorities and strengths, what
development goal(s) would be most beneficial to you? This initial step should be completed with your
manager.
Focus on a small number of skills (no more than three). You need to prioritize effectively.
The skill should be described as specifically as possible.

Too vague
Develop my
communication
skills.



More specific

Develop my communication skills for my one-on-one
feedback meetings with my team members.
or
Develop my communication skills for presenting
to large groups.
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Identify development methods
Once the skill has been identified, you need to choose one or more ways to develop it.
Here again, your manager should be involved. He or she might suggest methods that you hadn’t considered.
Below are a series of development methods. This is not an exhaustive list, but merely a starting point to help you
identify the best development options.

Projects/Special
Assignments/Committees

Knowledge
Sharing

Your first reflex should be to think of ways to
grow in your current job.

We also grow by sharing our knowledge
and developing our colleagues’ skills.

• Are there new duties that could be assigned to
you?
• A potentially rewarding secondary assignment?
• A position on a committee?
• A special project that you could work on or even
manage?
• A mutually beneficial collaboration that could be
arranged with another department?

Self-Directed
Learning

Classroom
Training

Self-directed learning is a flexible, easy-to-access
development method.

A wide range of courses are available,
both in-house and externally.

• Could you become a trainer or mentor?

• E-learning courses on Ed (visit Ed)

• Technical courses

• Could you give a seminar in-house or
externally?

• E-learning courses on Lynda.com or video2brain
(to obtain a licence, contact
landd-support-soutien-aetd@cbc.ca)

• Professional skills and leadership
training (visit Ed)

• Could you become a reference person
for a given area of expertise?

• Professional readings to advance your knowledge
in a specific field
• Videos (e.g., TED Talks)
• Seminars
• Professional networking

• Language courses (visit Ed)
• Train the trainer courses (visit Ed)

Coaching
One-on-one coaching provides
employees with time-limited,
customized development geared to
an employee’s specific context,
circumstances and business
objectives.
It focuses on building competence
and confidence through focused,
action-oriented conversations.
Coaching should be organized with
your HR partner.
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Establish an action plan
After selecting the development method(s), you need to establish an action plan.
For each development activity, it’s important to determine the time commitment,
what support the manager should provide, and the expected outcome. How will
you know your goal has been achieved?

EXAMPLE
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This information must be entered in the Performance Dialogue form,
under Development / How do you propose to reach the goal above?

DEVELOPMENT GOAL #1: Develop my communication skills for presenting to large groups.

Activities

Time Commitment

Expected Outcome

Manager Support

Regularly give presentations at our
departmental meeting – ask my co-workers for
feedback to improve my future presentations.

One presentation per month
for the next six months

Be more comfortable presenting
to large groups; produce clear
presentation materials

Will give me comments before my
presentations, to help me structure
them, and afterwards, about how
comfortable I seemed.

Follow up
It’s important not to skip this step; following up is an integral
part of the process. The regular conversations that you have
with your manager are a good time to do so.
Your manager must give you feedback on progress achieved
to date. For your part, you need to tell your manager whether
development activities are producing the expected outcomes.

The action plan will likely evolve over the year. Circumstances
may change, requiring you to make adjustments as you go along.
When changes are needed, don’t hesitate to update the action
plan in the Performance Dialogue form.

INSPIRING CONVERSATIONS ABOUT DEVELOPMENT AND PERFORMANCE

Development plan
This template will help you put together a development plan. You need to discuss with your manager in
order to determine the skills to develop and the methods to do so. Consider your short term specific objectives
(6 months to 1 year) and identify them. Then consider your long term career goals and write an objective that
captures your career ambitions for the upcoming years. This last section is optional. Once you have identified
that information, register it in the Performance Dialogue form in the “Development” section.
Development objective #1:
Activities

Length / Time to invest

Expected / achieved results

Manager's support

Length / Time to invest

Expected / achieved results

Manager's support

Length / Time to invest

Expected / achieved results

Manager's support

Development objective #2:
Activities

Long-term career development:
Activities

Roles and responsibilities:
• The employee must fully commit to this plan. He/she is at the heart of his/her own development. He/she is responsible to do the development
activities, to keep the manager informed, to ask for changes if necessary.
• The manager must support the employee in his/her development, personally or through someone else in the team. He/she must give the employee
time to accomplish the development activities. He/she must give the employee feedback on the progress accomplished and set clear expectations.
He/she is also responsible to communicate with the Learning and Development team or the HR Business partner for any question. The manager or
the employee can go to Ed to see what training is offered internally. Formal instructor-led training is one, of many ways, to help in your development.

