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Strategic Development Plans That Deliver

Ask any business leader industry, and they’ll tell you it's becoming a lot more difficult to keep
teams fully staffed, engaged, and confident in their skills. Across industries, hiring is starting to feel
more like plugging leaks than building momentum.

75% of employers say finding qualified people to fill roles is their biggest challenge. As technology
evolves and skill gaps grow wider every year, it's no wonder. New demands arrive faster than many
teams can respond.

It's common to spend months recruiting only to see another critical role open when someone
leaves. That's why strategic development planning has moved far beyond optional training
budgets or nice-to-have perks. A clear, thoughtful growth plan is now one of the few tools that can
help keep good people engaged and ready for what comes next.

Without it, there's little chance of staying ahead of rapid change or keeping the employees who
care about staying productive and competitive. A future-ready workforce depends on a strong
development plan.

The question is how you build one.

What Makes Development Plans Deliver

A development plan works best when everyone knows why it exists. It isn't just a record of training
courses. It's a simple way to show how someone’s skills can grow in a direction that matters to
them and the business.

Many plans fall short because they stay too general. They rely on the same list of goals for every
role. Over time, people stop seeing the point. If a plan doesn’t connect to real work, it becomes a
paperwork exercise. You need a cohesive strategy if you want your plan to deliver a competitive
talent advantage. That starts with goals.

The SMART Goals Framework keeps things grounded. It drives companies to set specific, practical
objectives that lead to measurable development outcomes. “Get better at data skills” doesn’t
mean much. A stronger goal might be, “Finish a data analytics certification by October and use it
to improve the next reporting cycle.”

STRATEGIC DEVELOPMENT PLANS THAT DELIVER


https://go.manpowergroup.com/hubfs/Talent%20Shortage/Talent%20Shortage%202024/MPG_TS_2024_GLOBAL_Infographic.pdf

It also helps to think about how learning happens. For most employees, it doesn’t come from sitting
in a classroom. The 70-20-10 model indicates that about 70% of skill development happens as a
side effect of daily work. 20% comes from social interactions (coqching, mentoring, and peer
conversations). Only about 10% comes from formal courses.

That balance might differ depending on your team, though. Some people want to learn with
hands-on experiences; others need time to watch examples or walk through steps. Smaller,
targeted lessons can also make learning feel manageable. Many companies are moving toward
microlearning, offering short videos or guides that employees can pull up when needed.

Whatever approach you take, make sure there’'s alignment, between individual aspirations and
preferences, and organisational objectives.

The Strategic Development Planning Framework

A development plan is easier to build when there is a clear process behind it. Many teams try to
start with a list of training courses or generic goals. That approach rarely holds up over time. For
measurable development outcomes, you need more clarity.

Here’s how to start:

Conduct a Skills Assessment & Gap Analysis

Any effective development plan starts with understanding the skills your teams already have.
Competency mapping doesn’t have to be complicated. It can start with simple questions about
the types of tasks employees handle well, and where projects slow down. You might consider what
sector-specific capabilities will be more important tomorrow than yesterday.

Take a holistic view. Assessing technical skills will be important, particularly as demand for certain
things, like digital literacy, continues to grow. But remember to consider soft skills, leadership
qualities, and transferable skills.

Think ahead and remember that some skills are becoming essential across all industries. Al
proficiency, data analysis, and automation skills are becoming more relevant to all kinds of
employees. Will those be crucial to your team moving forward?

Explore the Four Types of Development Plans

Once you've mapped your skills gap, you can look at the bridges that might fit. Not every plan
needs to look the same. Sometimes, you'll be focused on improving employees’ skills in a specific
role. Other times, you'll want to prepare staff to grow into new positions.

Consider a broad range of:

» Skill-based plans strengthen the abilities a person uses most days.

» Succession plans prepare someone to take over a crucial role for progress.

¢ Management development plans help new leaders feel steady and clear about expectations.
e Career transition plans support employees moving into a different part of the business.

Sometimes, your entire development plan will borrow elements from multiple different areas. What
matters most is that your approach makes sense to you and your employees.

Define Your Resource Allocation Strategy

Strategic development planning can stall when resources feel limited. Many companies set aside
2-5% of payroll for development, but there’s no ideal budget. Some organisations choose to spend
a lot more. After all, certain studies have shown that learning and development has an average
ROI of 353%.
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If putting more into development helps you spend less on constant recruiting, high turnover, and
work that keeps getting redone, it's usually worth the investment. Learning and growth don't just
improve productivity. It also makes your company more appealing to candidates, keeps people
engaged, and helps morale stay steady.

If your resources are limited, look at budget-conscious options:

e Cross-training helps people build skills by learning directly from colleagues.
e Mentoring connects senior and inexperienced employees for peer-to-peer learning.
» Short online courses or microlearning tools can fit into busy schedules without much cost.

Technology is also changing what's possible. Some teams use simple learning platforms to track
progress. Others bring in Al-powered tools to suggest training options or measure results. These
systems don’t need to be elaborated on to be helpful.

Remember Cultural Integration
The last piece is making sure development fits the way people already work. A plan that ignores
culture can feel forced.

Remote and hybrid teams often need more flexibility. Different types of staff members prefer
varying approaches. Certain employees prefer to learn independently, while others need regular
check-ins to stay engaged.

Development also means different things to different generations. Early-career employees may
want to build credibility, while someone later in their career might focus on mentoring others.

Plans should reflect the fact that people learn and grow in different ways. They need to show their
commitment to diversity, equity, and inclusion. When employees see that development is set up to
work for everyone, they’'re more likely to take it seriously.

A plan that accommodates different needs and backgrounds feels more genuine. It shows that
learning isn’t just an extra thing to do when there’s time; it's part of how the team works.

Implementation Best Practices: From Plan to Performance

A development plan can look amazing in a document, with clear goals, good intentions, and a
timeline everyone can follow. But sometimes those plans fall apart because they don’t account for
a careful launch, regular monitoring, and future growth.

Here’'s how you can plan for success.

Develop a Clear Launch Strategy

How you introduce a plan is important. Without your team'’s input, it shouldn't feel like it was
developed behind closed doors. When employees get to share what they need and what feels
realistic, it's easier to get real commitment.

It's worth talking early about what success should look like, too. Be specific about who will be
responsible for what, and what should happen month after month. Make sure everyone knows what
resources are available to help.

Don’t overlook basic preparations, too. Setting up logins, ensuring reading materials are easily
accessible, and even figuring out how to record milestones early can make a plan feel more
structured.



Master Monitoring & Evaluation

It's common to see plans lose momentum when nobody checks in. Without regular conversations,
goals lose their meaning. Some teams meet monthly to see how things are going. Others chat
every couple of weeks, even just for ten minutes. What matters is that it happens.

Measuring progress doesn’'t need a big system. A few questions work fine. Are new skills showing
up in daily tasks? Are people more confident? Is turnover steady? These are the signals worth
watching.

You can usually spot the impact if you look for it:

e People stay longer because they feel their role has a future.

* Projects finish faster with fewer mistakes.

e More employees are ready to step into bigger jobs.

e Teams can handle more complex work without needing outside help.
e Surveys or informal chats show people feel supported.

Don't wait for a formal review or exit interview to spot issues. A quick conversation can uncover
small problems before they turn into big ones.

Commit to Continuous Improvement

The industry, and your business will continue to change. Your development plans shouldn’'t stay
frozen in place. It helps to define moments when you'll review what's happening and decide
whether it's working for your team.

Be ready to adjust when a new project, a shift in priorities, or a change in employee aspirations
arises. Keep communication fluid, too, focusing on regular feedback. Gathering insights from team
members about what they would like to improve can help you optimise your training resources.
Recognizing staff for their efforts keeps motivation high.

The last step is constantly documenting the lessons you're learning as a business. When a team
finishes a development cycle, pause and look back. What worked? What slowed things down?
Collect those insights so the next plan feels easier to start and simpler to follow.

Turning Plans into Real Progress

There’s no perfect recipe for strategic development planning. What works for one team might hold
another back. Every organisation has its own mix of challenges, priorities, and learning
preferences.

But one thing shows everywhere: people want to know their skills matter. They want to see that
there’s a path forward, especially when everything around them feels uncertain.

A good development plan helps meet that need in a real way. It tells employees that growth isn't
something they have to figure out on their own.

Getting started doesn’t take a huge step; it just requires a clear goal, a conversation with your
team members, and a small investment in the right resources.

If you're unsure where to begin, don't wait for the perfect moment or plan. The most important
thing is to start somewhere. Even a simple, honest approach can go a long way if it stays
connected to people's daily work.
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Whether you're a sole trader hiring your first team member, a VC-backed startup needing to scale fast,
or a corporate looking for top-tier C-suite talent, one thing stays true:

Your business grows when your people grow.
I help founders, CEOs and business leaders build brilliant teams through:

¢ Recruitment: finding and placing the right people for the right roles or embedding a talent team into
growing businesses

» Sales & Leadership Training: developing high-performing teams that sell, lead and deliver

e Speaking & EmCeeing: energising events and conferences with insight, humour and practical
takeaways

e Coaching: supporting leaders to grow confidently, communicate better, and build culture that sticks

Over the years, I've supported businesses at every stage, from bedroom startups to scale-ups and
established firms navigating change. What they all have in common? A vision to grow and the ambition

to get the right people on board to make it happen.

I bring no-nonsense advice, energy, empathy and results, whether I'm:

Hiring a game-changing leadership role

Training a founder-led team to sell with confidence

e Speaking on stage about team-building, fearless follow-up, or people strategy
Coaching a business owner through their first ever hire

So, let’s talk If:

e You're ready to grow and want to hire with confidence

* You need training or coaching to get more from your team (or yourself!)

e You're planning an event and want a speaker or EmCee who brings both energy and value

Drop me a message or connect - let’s build something brilliant together.

Now - #1Bestseller on Amazon -
Scale Up!: The Founders’ Guide to Accelerating Growth by Building Dream Teams by Sarah Bishop
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