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FAMU Career Development



A Guide To A Career Development
Companion Guide to the FAMU IDP Process

There are six phases to creating a successful IDP
1. Assess

Determine Goals

Identify Development Activities

Create a Plan

Implement and Monitor

Recognize the Change
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Phasel —Assessment (Skills Needed -Initial Discussion)
Who: Employee and Manager (Aligned with Step “1” in FAMU IDP process)

Identifying strengths and development needs is the first important step in the process of
improving performance. To help assess strengths and weaknesses use your knowledge of
employee’s skills, as well as getting input from others who work with them. You may ask the
employee to do the same. Research has found that most people become more accurate assessors
of their own skills when thy solicit feedback from others. If an employee evaluates self solely on
the personal opinion of what he/she believes to be effective, he/she may overlook some critical
skills important for their job.

Itis also useful to assess important skills based upon a set of standard competency criteria needed
for the employee’s career goal or what the manager needs while the employee is seeking their
aspirations within the organization. If the manager is not familiar with the skill set required for
the employee’s career goal, do some research and ask those in the know (especially those within
the organization). The employee should also contribute to finding out what skills are needed and
support findings with rationale as to why they are needed if the manager has any questions. More
refinement of the knowledge, skills and abilities needed are done in in stage two.

Employees should ask the following questions and the manager should then answer them from
their perspective. Listed below are some sample questions and activities useful in the initial
assessment phase.

Employee

Where do you believe development is needed?

Where do I lack skills?

What present skills would help me to do my job better? More efficiently?
What future skills will help me achieve my career goals?

What | like and dislike about his/her job?
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Manager

1. What kind of development plan does employee have in mind?

a. Short term?

b. Longterm?
Can FAMU/HR meet employee’s professional needs? How?
What are your short (0-3yr.) career goals with the organization?
What sort of skill development does the employee need for short-term?
What are your long-term (3-5yr.) career goals?
What sort of skill development does the employee need for long-term?
Talk to others about employee’s development needs.
What sorts of feedback has employee received (performance review, 360*, peers, or
customers)? Self- collected or through other approaches

ONOUEWN

Phase 2 — Determining Areas to Develop
Who: Manager (Aligned with Step “2” in FAMU IDP process)

After initially assessing developmental needs, the next phase is to determine the areas in which
the employee wants or needs to develop. These should be based on the skills critical to
employee’s current job and those important in the employee’s future career goals. Choose the
skills to be developed keeping in mind the importance of those skills now, in the future and those
that with the greatest priority. Please keep in mind all skills should be aligned with the
organization’s business vision and strategies.

Development is an ongoing process rather than an event. Approach the employee's goal setting
with this in mind. Limit the employee’s focus and avoid trying to develop too much at one time.
As manager, address the areas currently targeted for development. You will want to revise and
update his/her goals to meet changing needs and conditions.

Leverage employee’s strengths and develop his/her weaker areas in determining developmental
goals. Create some specific objectives for each goal based on what the employee needs. For
example:
* More information and knowledge?
* Practice in applying the knowledge or skills (for example, handling group conflict or
problem solving in ambiguous situations)?
* Increase priority on using the employee’s existing skills.

Technical skills needed for the career should be discussed initially as these may be the most
relevant in career goals and easiest to develop through cross training, job enlargement, training,
education, and /or certification.



For key behavioral skill goals its best to write employee’s objectives specific to needs. For
example, one manager may write as an objective “to increase employee’s priority on
acknowledging people’s feelings and preferences,” while for another, an objective might be “to
increase employee's skill at using participative decision-making with his/her team.”

Phase 3 — Identify Development Activities

Who: Manager and Employee (Aligned with Step “2” in FAMU IDP process)

Once priorities and specific objectives have been identified, the next step is to determine possible
development activities and experiences.

Keep in mind development activities should be aligned to employee and departments needs and
his/her learning style. For example, if employee learns best by seeing something done rather
than reading about it or simply being thrown into the situation, employee’s plan should reflect
that. If employee needs to put a higher priority on using a skill, make that behavior a priority.

When you are doing development planning, one should consider and respect learning styles. Ask
the employee how they best learn or how they have learned things successfully in the past. For
example: visual learning style (seeing, reading), auditory learning style (talking /listening), kinetic
learning style (hands on), or a combination.

Create developmental activities both technical and behavioral that might suit their style and
needs. Here are some examples of development activities to meet an employee’s particular
developmental:

* Use on the job opportunities, including:

— Improving a process or procedure that is inefficient or out of date

— Starting something new — new policy/practice, system, process, or
new service

— Representing manager at meetings or functions

— Coaching someone who is weak in an area in which employee excels

— Managing new projects

— Making presentations

— Taking on special assignments that challenges employee

— Offering to follow up on certain items generated at meeting

— Volunteering to lead a task force or committee

— Transferring to gain experience in a different job, function or business

— Benchmarking employee’s counterparts at other universities about
their “Best Practices,” or summarizing what employee has learned at
a staff meeting



e Learn from off the job experience, including:

Joining and/or leading community groups

Trying a new skill in a volunteer organization

Making presentations to civic organizations, human resources
organizations, or other campus units

Model others who are competent at a skill, which involves:

Watching them in action

Asking them how they handle certain situations

Asking what lessons they have learned about being effective
Trying some of the ideas yourself

Discussing what employee tried, and asking for additional ideas

— Take formal courses, such as:
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Workshops, on and off-campus training courses, webinars
Seminars
Conferences

Read books, articles, and manuals
Conduct research which involves:

Searching for information and materials in a certain area

Asking questions and seeking information from other people
Consulting with friends, managers, associate, mentor or others who
can give advice in the area of concern

Practice, which involves:

Identifying a skill or behavior that needs improvement
Trying out the behavior away from work in a similar situation
Practicing the behavior in the actual work situation

Phase 4 — Prepare an Individual Development Plan (IDP)

Who: Manager (Aligned with Step “2” in FAMU IDP process)

Next, create a firm development plan that includes employee’s objectives, action steps, support
needed, and time frames. The following parameters can help manager prepare a development

plan:

1. Identify no more than four strengths and four development needs. Don’t try to change
too much too fast. Focus employee’s efforts on priority areas or changes that would
be most beneficial to both him/her and Human Resources,. Keep Development Plans

manageable.

2. Specify objectives for each strength or development need. For example, in the
Leverage Networks area, an objective might be to “establish networks with people in
the same discipline.” Focus on tangible outcomes.

3. Do not promise activities that cannot be implemented or that are not aligned with

budget.




4. Create an action plan consisting of specific development activities to help employee
attain each performance objective.

5. ldentify the support employee wants. Employees who receive ongoing feedback and
coaching from managers and others are shown to be more successful with behavior
change.

6. Specify a timetable for attaining each objective. Completion dates that have been
targeted will help to encourage employee’s steady progress toward his/her objectives.

Phase 5 — Implement and Monitor IDP
Who: Manager and Employee (Aligned with Step “3” in FAMU IDP process)

Finalize the plan you and the employee have agreed upon. Monitor the employee’s progress and
keep the employee motivated, provide opportunities to recognize employee’s successes, and
help him/her determine when and how to review his/her current development goals and
objectives.

Build progress checks into employee’s overall development process by doing the following:

* Getregular feedback from others on how he/she is performing

* Schedule time to periodically compare employee’s actual accomplishments with the
objectives in his/her plan

* Toincrease his/her accountability for his/her goals, ensure goals/objectives are part
of employee's performance plan, discuss his/her development objectives and
progress with manager

* Track progress in the area he/she is working to develop

* Ashe/she progresses toward his/her goals, take time to congratulate him/her

Phase 6 — Recognize the Change

Who: Manager (Aligned with Step “3” in FAMU IDP process)

There are many rewards to a developmental plan; recognition can be an essential part of those
rewards and helps generate momentum. Many managers may create and work development
plans, but it is also important they acknowledge that change has occurred with the employee’s
development. Subtle changes may be hard for others to see and acknowledge. It is important to
recognize changes. It helps employee sustain the gain. Personal recognition reinforces progress
because it supports the idea of development, provides ongoing energy and offers confidence in
the employees continued growth.

In addition, the manager and others should take steps to recognize and acknowledge the changes
made to in order to develop the employee. Being clear with the employee’s colleagues and staff
about what the manager and employee are doing differently can be an effective way to alert
others to the changes they can expect to see.



FAMU IDP Process



IDP PROCESS

(Please take some time to review the Companion Guide to the IDP process)

Step 1

Step 2
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Explain to the employee that this is a career development exercise not a performance
review. It is to better understand:
o The employee’s career aspirations in current or future roles;
o The supervisors perspective and feedback on the potential accomplishment of
those aspirations;
© Ways the supervisor and employee can work together within the resources,
budget workload and opportunities for learning to facilitate that development.
Explain to the employee and make sure they understand that completion of the
individual development plan does not guarantee another position or promotion within
Florida A&M University.
Have employee fill out page 1 and 2, specifically their desired career goals for the next
two years (short term) and three to five years (long term). If no aspirations they may put
their existing position. Have the employee return this information to you. You will need
the positions they desire before proceeding to step 2.

Check to make sure the employee’s career aspirations are realistic in that they fall within
a reasonable time period, are practical and appropriate in their current position. In the
box “manager’s assessment of career desires” on page “2” either reaffirm or suggest
alternative career paths that are actionable and suitable for working together to make
the developmental activities a success.

On page “3”, based on the information given by the employee assign a level of
competency needed in behavioral skills and technical skills sections for the employees
to prepare and be ready for their desired position.

o If the employee’s desired position is outside your expertise seek advice from
someone with the expertise who would direct an individual at that level and ask
about desired behavioral and most importantly key technical skills needed.

o Please refer to the Behavioral Competency Matrix to help support level needed.
The behavioral competencies should be created by the department or based on
common institutional values. Please see the sample Behavioral Competency
Matrix to use or construct your own.
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The manager should also include technical competencies especially for
replacement planning. If the manager does not know the technical skills needed,
he or she may ask another manager in the employee’s interested field or ask the
employee to research and benchmark the level of technical skills needed for their
desired goals. It’s important to note, the institution is not responsible or liable for
providing or paying for the training/education needed, but by being aware of the
employee’s goals and the mutual benefit to both employer and employee may
provide opportunities or work within the policies and procedures of the University
in achieving goals.

If an employee wishes to stay in their position consider what competencies they
will need to work on to compete in a changing environment or where they might
be able to fill in if needed in other areas of the operational unit.

® Schedule a meeting with the employee. Using page 3:

o

Using the competency criteria (level needed) for behavioral skills and the
technical skills, in a discussion the manager and employee make a reasonable
appraisal of the employee’s current level.

Please note any difference between the level needed and the current competency
level (e.g. level needed proficient, current level advanced —the difference “1”= a
strength; level needed advanced, current level basic- the difference “-2” =
opportunity for development; level needed proficient, current level proficient-“0”
= meets.

After rating; a gap difference should appear in the far right column. These
numbers are only to help identify areas of strength or opportunities for
improvement or development.

Go to page “4” and document strengths and key development areas with the
employee. There is a summary section the supervisor should fill out to support the
selections and how he/she and the employee came to the decision, but | can be
filled out later and a copy given to the employee.

Work with the employee to draft an action plan page “5”. These plans can be
training; educational opportunities (degrees or certifications) special assignments,
cross training, stretch goals related to the developmental objectives. It may also
include mentoring opportunities with those that hold positions similar to the ones
the employee wishes to develop towards.

Page 6 should be used to review progress toward developmental goals from
previous IDP. Ifitis the first IDP leave it blank, if second or beyond document any
progress or modified opportunities.



Step 3

Step 4
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Finalize pages 1 through 5 and give a copy to the employee. File your copy and use as a
baseline for future IDP meetings. Meetings should be held at least twice a year to review
progress. One meeting should be the formal IDP meeting as described above; the other
can be an informal review.

During these meetings the manager should take to recognize any gains in development.
Personal recognition reinforces progress because it supports the idea of development,
provides ongoing energy and offers confidence in the employees continued growth. In
addition, being clear with the employee’s colleagues and staff about what the manager
and employee are doing differently can be an effective way to alert others to the changes
they can expect to see.

This step helps identify talent for any possible succession planning exercise or
unexpected departures of individuals in key positions. This information sheet can be
used to conduct calibration exercises and establishing possible talent pools when
interim, acting, and temporary or applicants needed to fill a position. THIS SHOULD NOT
BE SHARED WITH THE EMPLOYEE. THIS IS FOR MANAGEMENT CALIBRATION EXERCISES
ONLY.
© Using the employees IDP and other source materials (performance evaluations;
performance management meetings etc.) indicate the employee’s potential to
fill positions in an interim; acting; temporary or by submitting an application and
being selected for an advertised position.
o The 9 box method can be used as a resource(see below)
o Please utilize both positions 0-2 (short term) and positions in 3-5 years (long
term)
O Support your selections and give your rationale in the summary.



9 Box Performance-Potential Matrix

Performance - technical skills,

' Needs Meets Exceeds abilities, and subject matter
r—  Development Expectations Expectations knowledge in job related tield;
o] ability to develop snd maintzin
High h 1C 1B 1A ?wmkingrelatiﬂnsh_ips which
incorporate DOHR's va lues.
O Poor Good Outstanding
m Performonce Performance Performance
a High Potential High Potential High Potential Potential - the ability or capacity
far growth and development into 2
E leadership role,
w
Moderain 2C Py 2B pJ.
v Performance Good Outstanding Leader - one who guides, directs,
O Moderate Perfarmance Performance influences, and shows the way to
== Potential Moderate Moderote others.
m | {new role) Potential Potential
Limited :l 3C 3B 3A
> | Poor Good Outstanding
LI Performance Performance Performance
Limited Limited Limited
Potential Potential Potential

e&=PERFORMAN C E num
Poor Good Outstanding

D&HR



o
s

- > —HZEH0Y

High
Potential

Medium
Potential

Low
Potential

HR Talent Review Assessment — 9-Box Matrix

Assistant Director, Human Resources

DB PERFORMANCE TR
Needs development Meets/Performance Exceeds

Box 1C Box 1B Box 1A

Box 2C Box 2B Box 2A

Box 3C Box 3B Box 3A

Sources: Trustee Mills, Dr. Palazesi, SHRM and Gartner (formerly CEB) Leadership Council
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Sample IDP Form



Employee Information

INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION

WITHIN FLORIDA A&M UNIVERSITY

Location/Department

Current Position

Pay Grade Job Code
) Start Date of | 7 =
Original Hire Date Current
_ ) Position
Supervisor/Facilitator
Relevant Experience/Positions (FAMU)
T

Title ' Division/Department Dates
Relevant Experience/Positions (Other Than FAMU)

Title Division/Department Dates

16



Education

Degree/Level/Certification School

Date Completed

Employee’s Career Desire

Next Position (0-2 Years)

Long Term (3-5 Years)

L e ]

Manager’s Assessment of Employee Career Des

ire

Next Position (0-2 Years)

Long Term (3-5 Years)

17




Review Date:

(Previous IDPs should be reviewed for progress on Plan)

COMPETENCIES

This Section should be filled out by the facilitator first then discussed with employee for em ployee’s self-rating.

Competency Development

Opportunity
- G
Facilitator (Rater) Current Competency Level M::m
Facilitator rates based on expertise and research before Manager’s Assessment and Employee’s Self e .
R % - . . ed and curren
discussion Rating After Discussion competency
Rates Levels needed for Career Desire  JE—— - s
{i.e., Basic, Proficient, Advanced, Expert) Basic ",: L Advanced | Expert | <i-Development
Experienced i ] opportunity
Behavioral Skills Level
Needed

Communication

Conflict Management

Results Orientation

Problem Solving

Continuous Learning & Self Improvement

Project Management

Innovative Practice

Strategic Thinking

Teamwork

Leadership

Technical Skills Level
Needed

Add Appropriate skill (facilitator/employee)

Add Appropriate skill (facilitator/employee)

Add Appropriate skill (facilitator/employee)

Add Appropriate skill (facilitator/employee)

Add Appropriate skill (facilitator/employee)

18



Capability/Development Assessment

t h iliti
Demonstratet:;r:‘e:tnf)t* s/Capabilities Key Development Needs (Limit 4)*

This section is to be completed by the manager.

Summary of Meeting

Highlight key discussions recommendations and action steps regarding increasing or sustaining strengths, overcoming challenges, development needs ond any
progress from last career development meeting.

19




Recommended Development Activities— Current/Future Position
(To address a need/expand a strength)

Special Education & Other Activities
Development Focus Developmental Training Identify who will (Mentoring, 360
Area Projects (Internal/External) Coach/Counsel feedback, etc.)

20




Summary of Progress Made Since Last IDP
Previous Capability/Development Action Plan

21




This section is for supervisor, talent pool availability, calibration exercise and succession

planning only.

Replacement/Succession Planning

Internal Potential Positions (Could serve as interim or apply- Filled by Facilitator /Supervisor)

Positions (0-2 Years) :g:f::it_::l Long Term (3-5 Years) :go:::;:i
| . L _—

22

Highlight recommendations potential and current skills needed for serving in interim, temporary assignments or succession as internal applicant.
This section is to be completed by the manager.

Summary of Potential (rationale)




Attachment A

Sample Behavioral Competencies
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Attachment B
Sample IDP Completed



INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION

Employee Information

WITHIN FLORIDA A&M UNIVERSITY.

Name

Location/Department

Human Resources

Coordinator, Employee Relations

Current Position

Pay Grade 002 Job Code 9215
Start Date of N
Original Hire Date February 26, 2016 Current February 26, 2016
) Position

Supervisor/Facilitator Sandi Smith-Anderson R
Relevant Experience/Positions (FAMU)

Title Division/Department Dates
Coordinator, Employee Finance and
Relations/Records Management Administration/Human Resources February 2016:to Present i

| |

Relevant Experience/Positions (Other Than FAMU)

Title | Division/Department Dates

HR Generalist/Payroll
Administrator

First Commerce Credit Union

February 2015 to February 2016

Director of Corporate Affairs

SHRM FSU Student Chapter

January 2013 to December 2013

Accounts Payable Specialist/Adm.
| Asst.

KWB Pathology Associates

February 2006 to February 2015




INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION
WITHIN FLORIDA A&M UNIVERSITY.

Education
Degree/Level/Certification | School J Date Completed
Finance and Real Estate, B.S. J Florida State University (FSU) [ 2005
Flman ;i)_urce Manageme_nt;S. ‘l _Fli;i.s;ium\;ity(lisa _f 2013 o ﬁi
|
- %, S ‘_7_7_ —
‘ |
s ‘_Ti_ — S| o
I | R |
T R e S Y - e ]
Employee’s Career Desire
Next Position (0-2 Years) { Long Term (3-5 Years)
Assistant Director (Human Resources) iAssociate Director (Human Resources)

[
- Director (Human Resources)

l

o o o B o i
Manager’s Assessment of Employee’s Career Desire
Next Position (0-2 Years) Long Term (3-5 Years)
Assistant Director, Human Resources |L Associate Director, Human Resources
| Director, Human Resources
]




Review Date:

INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION
WITHIN FLORIDA A&M UNIVERSITY.

(Previous IDPs should be reviewed for progress on Plan)

COMPETENCIES

This Section should be filled out by the facilitator first then discussed with employee for employee’s self-rating.

Competencies Needed For Career Desires

Facilitator (Rater) Employee’s Self Rating
Rates Levels needed for Career Desire Proficient: : Ofiporturity Giag
(i.e., Basic, Proficient, Advanced, Expert) Basic Experienced | Advanced Expert
Behavioral Skills Level

Needed

Communication ‘ A X

Conflict Management | P X
I
\

Results Orientation I A x

Problem Solving \ B X

Continuous Learning & Self Improvement | A X -1
|

Project Management | a3 X

innovative Practice | A X 1
|

Strategic Thinking P X

Teamwork | A X

Leadership I‘ P

Technical Skills Level

Needed

Specialized Knowledge of Accounting Software nfa

Document Management Software P P

Enterprise Resource Planning Software P P

HR Software P P

Time Accounting Software n/a P

Spreadsheet/Presentation Software A P +1




INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION
WITHIN FLORIDA A&M UNIVERSITY.

Capability/Development Assessment

Demonstrated Strengths/Capabilities Key Development Needs (Limit 4)*

(Limit 4)*
Results Orientation Conflict Management
_Teamwork | ) 7 Prc;blem Solving o
Coﬁtinuous Leafning & Self Imprbvemeht Communiéation

Innovative Practice

Summary of Meeting
Highiight key discussions recommendations and action steps regarding increasing or sustaining strengths, overcomning challenges, development needs and any
progress from last career development meeting.
This section is to be completed by the manager.

l has over two years of experience as an HR professional. has

| responsibilities such as, but not limited to, managing projects, programs, and initiatives,
| implementing plans passed down, and delegating tasks to early-level staff.

| should continue to heighten strengths and further develop high performance
| competencies in employee relations, diversity and inclusion and records management.

| In addition, should continue to build the necessary level of expertise needed to
' become one of the university's employee relations and records management go-to persons.




Recommended Development Activities— Current/Future Position

INDIVIDUAL DEVELOPMENT PLAN

WITHIN FLORIDA A&M UNIVERSITY.

(To address a need/expand a strength)

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION

| Other
| Activities
Education & Identify who (Mentoring,
Development Training will 360 feedback,
Focus Area | Special Developmental Projects | (Internal/External) Coach/Counsel etc.)
!
| Goal Making
l Establish partnerships with Involvement with Sandi Smith presentations;
‘ internal and external customers. section, Anderson Attend
. department, workshops,
| Continue to promote a cohesive, division and conferences,
 effective and high performing university on and off
| workplace by providing guidance professional campus
and assistance to non-faculty development training
\ employees and managers in opportunities; courses and
Communication | administrating FAMU BOT Policies Participation with webinars.
| and University Regulations, in SHRM and CUPA Diversity &
| support of the University’s HR professional Inclusion
| mission, vision, and strategic associations. Council.

| imperatives.

Special Projects include: Attend

| University’s Jeanne Clery

- Committee, Co-facilitate Employee
Relations courses within the

| Supervisory Bootcamp, etc.

Conflict
Management

 Goal

| Provide sound consultation
relating to difficult employee

| relations and/or assist with

| resolving conflict.

~ Continue to develop superb

i assessment, coaching and
consulting skills and locate hot

‘ spots, assess the situation and look

| for ways to resolve.

| Special Projects include: Active

| participation in the

| Predetermination Conference

' Committee meetings and with the
| investigatory process for

| disciplinary action cases, etc.

Involvement with
section,
department,
division and
university
professional
development
opportunities;
Participation with
SHRM and CUPA
HR professional
associations.
Utilize Gartner
(formerly CEB)
Leadership
Council.

Joyce A. Ingram

Sandi Smith
Anderson

Model others
who are
competent in
this skill;
Attend
workshops,
conferences,
on and off
campus
training
courses and
webinars




INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION
WITHIN FLORIDA A&M UNIVERSITY.

~ Goal

I Partner with key internal/external
constituents to ensure the delivery
of high quality resuits.

' Continue to consistently deliver
| required business results; sets and
| achieves achievable, yet
‘ aggressive, goals; consistently
| complies with quality, service
Problem Solving | excellence and productivity

- standards and meets deadlines;

| maintains focus on individual,

| section and department goals.

| Special Projects include:

| Coordinate and administer

| University’s Performance

. Management Program for annual
evaluations of A&P and USPS

| employee

Involvement with
section,
department,
division and
university
professional
development
opportunities;
Participation with
SHRM and CUPA
HR professional
associations.
Utilize Gartner
{formerly CEB)
Leadership
Council.

Sandi Smith
Anderson

Model others
who are
competent in
this skill;
Attend
workshops,
conferences,
on and off
campus
training
courses and
webinars




INDIVIDUAL DEVELOPMENT PLAN

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION
WITHIN FLORIDA A&M UNIVERSITY.

Summary of Progress Made Since Last IDP
Previous Capability/Development Action Plan

Not applicable




INDIVIDUAL DEVELOPMENT PLAN

WITHIN FLORIDA A&M UNIVERSITY.

COMPLETION OF THIS INDIVIDUAL DEVELOPMENT PLAN DOES NOT GUARANTEE ANOTHER POSITION OR PROMOTION

This section is for supervisor, talent pool availability, calibration exercise and succession

planning only.

Replacement/Succession Planning

Internal Potential Positions (Could serve as interim or apply- Filled by Facilitator /Supervisor)

g | M
Positions (0-2 Years) | :; :t::it::l ‘ Long Term (3-5 Years) :g ‘:::::::l
! i -
Assistant Director, Employee Relations | High I Associate Director, Human Resources High
| | P . I
| | B [ )

Summary of Potential (rationale)
Highlight recommendations potential and current skills needed for serving in interim, ternporary assignments or succession as internal applicant,
This section is to be completed by the manager.

Over the next 12 months,

should continue to resbond positively'to_co'rﬁﬁcmé feedback to he_ig?tg'_ -

} strengths and further develop high performance competencies in employee relations, diversity and inclusion and

| records management. Successfully complete the FAMU Supervisory Bootcamp and CUPA HR Bootcamp.

‘ Over the next 3 - 5 years pursue the following professional development opportunities:

SHRM Competency Certification
Professional HR (PHR) Certification
Master’s Degree in Business

Ph.D. Degree

* o o e

| 9-Box Matrix: 1A (See HR Talent Review Assessment — 9-Box Matrix)
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