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Individual Development Plan
Evaluation period: B.E. ....
Section 1
Personal information

Title-name-surname of the individual .............................................................................................
Position ..........................................................................................

Affiliated department ............................................................................................................................
Faculty/equivalent status .......................................................

Title-name-surname of the immediate supervisor ....................................................................................................................................................................................
Section 2
Individual Development Plan (IDP)
Instruction
1. The individual shall indicate (1) 1-2 competencies or skills that require development, (2) expected behaviors/outcomes, (3) development methods, (4) duration, and (5) budget, as agreed upon with their immediate supervisor. Please see additional examples and explanations in this attachment.

2. The immediate supervisor shall monitor the behaviors or outcomes that occur as a result of the individual’s development efforts outlined in the IDP, then report such results in Section 3. 
	Competencies/skills
that require development
	Expected behaviors/outcomes
	Development methods and details
(70 : 20 : 10)
	Duration
(start-finish)
	Budget
	Outcome of development

	
	
	
	
	
	Expectations met
	Expectations unmet
(Specify reason)

	
	
	
	
	
	
	



Signed ............................................................ Individual 
Signed ........................................................... Immediate supervisor
         
        (..................................................)

 (..................................................)                                                                                    

Position...................................................................               
Position...................................................................

Date............. Month......................... Year..........
Date............. Month......................... Year..........
Section 3
Development results notification 

( The results have been communicated.
( The results have been acknowledged.

Signed ............................................................ Immediate supervisor
Signed ........................................................... Individual
         

(..................................................)



     
    
(..................................................)                                                                                    

Position...................................................................
Position...................................................................

Date............. Month......................... Year..........
Date............. Month......................... Year..........
Description
1. Competencies/skills that require development refer to Core Competency and/or Functional Competency and/or Managerial Competency, as well as other skills that are vital to boosting performance and productivity. 
2. Expected behaviors/outcomes refer to those that occur as a result of the IDP-based development efforts. 
3. Development methods refer to the means of development that use tools based on the 70:20:10 learning theory (experiential learning : social learning : formal learning), which must be chosen in accordance with the learning aptitude of each individual. If you choose a development method that involves other people, please include their names. 
Examples of development methods based on the 70:20:10 learning theory 
	Development methods
	Examples of development methods

	Method 1: 70% 
Experiential Learning
	· On the Job Training (OJT)
· Job Enrichment
· Job Enlargement
· Job Rotation
· Special Project/Special Assignment 
· Activity
· Job Shadowing
· Internal Trainer
· Counterpart

	Method 2: 20% 
Social Learning
	· Coaching
· Mentoring
· Consulting
· Feedback
· Field Trip
· Community of Practitioner (COP)

	Method 3: 10% 
Formal Learning
	· Classroom Training
· Meeting/Seminar
· Scholarship 
· Self-Learning


Examples of development method descriptions
( Job Rotation refers to the practice of letting a personnel who has spent a significant amount of time in one department temporarily shift to another, allowing them to exchange information and discover new practices beyond their own department.
( Special Project/Special Assignment refers to the practice of giving a personnel a task they have never done before that is relevant to their required competency in order to sharpen that particular competency.  
( On the Job Training refers to the practice of executing one’s main duty or routine job in order to learn and comprehend the operation directly. 
( Job Shadowing refers to the practice of monitoring and observing an expert, allowing a personnel to learn how to be a role model and to follow it. They will also observe the work environment, scope of work, real-world management scenarios, required skills, as well as behaviors and attitudes.
( Expert Briefing refers to the practice of learning and requesting experience-based information from qualified personnel or outsiders in one’s desired areas of development.
( Self-Learning refers to the practice of studying and researching new job-related information and updates in order to improve one’s performance, such as reading and researching from the internet, academic journals, and articles. 
(Benchmarking refers to the practice of comparing the state of one’s own organization against a “best practice” organization by analyzing instances of procedures or workflows of a “best practice” organization against one’s own current procedures or workflows.
( Coaching refers to the practice of having someone with excellent job-related experience, talents, and skills assist, instruct, and advise an employee so that they can learn and improve their performance. A coach (usually the personnel's immediate supervisor) should offer advice, feedback, and follow-ups, as well as encouragement. 
( Mentoring refers to the practice of having a colleague with excellent job-related experience, talents, and skills assist and advise a personnel in relation to their career, life, or everyday work, in order for them to sharpen their performance and familiarize themselves with their work. A mentor should be an experienced individual with a positive attitude towards their own organization who can serve as a role model. 
( Field Trip refers to the practice of visiting another department or organization to inspect their work in one’s areas of interest or improvement, which would broaden one’s perspectives with different working approaches. 
( Training/Workshop refers to the practice of holding a training, seminar, or a lab to improve the participants’ job-related abilities or skills.
4. Duration refers to the start and end time of the development process. The development period in an assessment cycle shall not exceed one year. 
5. Budget refers to the amount of money spent in a development effort in order to achieve expected behaviors/outcomes.
6. Outcome of development refers to behaviors or outcomes that result from carrying out the IDP. If a behavior or an outcome does not meet your expectations, please specify the reason.
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