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ABOUT TVRLS

Set up in 1996 by Prof. T.V.Rao in Ahmedabad, TVRLS is an expression of over four decades of experience, study, review, reflection, and action combined with a desire to discover more about the behavior of people in different settings and developing ways of making them give their best. 

Over the last two and a half decades, TVRLS has been contributing extensively in the areas of Leadership development through 360 Degree Feedback, Assessment Development Centers, Competency Mapping, HRD audits, Performance management system (PMS), Psychological Instrumentation and testing, OD and Change initiatives, Climate surveys & designing and implementing HR systems.
  

[image: image9.jpg]0z




TVRLS Logo Symbolizes

“Lamp of Knowledge”

Constantly burning and radiating light through knowledge & experience sharing.
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	Session 1
	Competencies and Behavior Indicators

	Worksheet 1
	


THE FOOD TRUCK 

Meet Chef Carl Casper, who recently quit his job at a famous restaurant in California to start his own venture of fixing up a food truck. What is it like to manage the food truck and how different is it from working as a Chef in a restaurant? Let us find out more by observing how Carl spends his day at work with the team that he has to help him with his food truck. 
Carl has a Sous Chef and one assistant with him to run the Food Truck. A typical day for Carl begins with a 5-minute huddle with his Sous Chef and assistant to decide the menu and plan for the inventory that his food truck is likely to need for the day. He makes a mental note of the likely ingredients and the quantities to be purchased based on the average daily sales that his food truck clocked over the last few days. The assistant goes every morning to the closest food market to get the ingredients needed. Once the menu for the day is decided, Carl writes it down on the blackboard on this Food Truck and also puts down the prices on the board for the public to view. 
As Carl previously worked in a Fast Food chain, he was keen that his food truck specialized in a variety of Sandwiches and Finger Food. Carl typically sets up the food truck either near business districts where working professionals can come out for a quick lunch or snacks during tea and coffee breaks. Over the weekends, the truck is parked outside parks to cater to families who are tired after spending a morning out. As a policy, Carl likes to spend at least a week in every town so that he can get the benefit of repeat customers. He does however make changes to the menu so that his regular customers get the benefit of variety. He takes the views of his Sous Chef and assistant to decide on the route plan and the best places to set up the food truck in the particular town or city that they will be passing through. 
Once every week, Carl visits the local supermarket in whichever city he is in, to buy supplies needed to clean the truck and also utensils, kitchen equipment, etc. to be installed in the food truck. Late evenings are typically spent going through the invoices of any purchases and the cash memos of sales to the customers and ensuring that the cash collected is accurate and accounts are in order. Carl also spends some time with the Sous chef and the assistant to teach them new recipes and experiment with different types of Sandwiches. Last week, for example, Carl had a Mexican theme with different Mexican sandwiches and fast food. The week before that was dedicated to a special type of Peri Peri Chicken sandwiches. As the venture is a new one, Carl also needs to devote a significant amount of time creating awareness and promoting the food truck, and attracting the right customers. Often, while the assistant is driving the truck from one city to another, Carl uploads small videos and customer feedback on Twitter or Instagram, or other social media platforms. Carl also has small ‘Free Food Tasting’ sessions for small groups to get them to speak about the Food Truck and get more customers in through positive word of mouth. There are other times when the assistant uses a loudspeaker to announce that the food truck has arrived while Carl drives and navigates in the city. A part of Carl's job is also to get reporters and other food critics to taste the food and give him and his food truck positive reviews in the local magazines and on social media. 
Carl often helps the Sous Chef when there is a huge crowd and speed is needed to cater to the customers. He also takes care of irate customers or demanding ones who need special care and extra attention. It is common knowledge that one bad experience can cause a customer to go elsewhere and/or badmouth the Food Truck.

Looking at the variety of activities that Carl is involved in, it can safely be said that there is never a dull moment in the day of Carl Casper and his Food Truck 
QUESTIONS:

1. Describe the role of the owner of a Food Truck.  

2. Make a comprehensive listing of all the activities that the Food Truck Owner performs. 

3. For each activity, what knowledge does the Food Truck Owner need and what behavior qualities does he need? Summarize the same to indicate the top 4 technical competencies and top 4 behavioral competencies needed to run a Food Truck Successfully.
Please use WORKSHEET 1 (Page 6) to answer the 3 questions mentioned above.
TITLE OF THE ROLE: -------------------------
Brief Description of the Role

----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

	Activities
	Knowledge
	Behavior Qualities 

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


Summary of the most Critical Knowledge needed (Technical Competencies)

1. ………………………………………………….

2. ………………………………………………….

3. …………………………………………………..

4. …………………………………………………..

5. …………………………………………………..

Summary of the most Critical Behavior Qualities (Behavior Competencies)
1. ………………………………………………….

2. ………………………………………………….

3. …………………………………………………..

4. …………………………………………………..

Coming up with Behavior Indicators for a few of the competencies mentioned above: 

	Communication 
	Behavior Indicators

	· Verbal

· Convincing ability

· Non-Verbal
	· Communicates in a clear and concise way

· Communicates with a high degree of confidence and conviction.

· Convinces the audience by using facts/figures and examples.

· Makes inspirational presentations (with customers, meetings, or team members)

· Demonstrates positive body language (nods, maintains eye contact, etc.)


BEHAVIOR INDICATORS:

	Competency
	Behavioral Indicators

	1.
	

	2.
	

	3.
	

	4.
	


	Session 2
	Performance Management System

The What, Why, and How?

	Worksheet 2
	


Mike sat at his desk, looking over the performance appraisal form he had just completed of Vincent Vaz-one of his team members. Vincent Vaz was on his way to Mike’s office for his annual review session. Mike dreaded these appraisal meetings; even when he did not have to confront employees with negative feedback.

SUN Systems Pvt. Ltd. had implemented a formal performance management system a couple of years back. All the Managers had been presented with the new Performance Management system. In this system, broad goals were set at the beginning of the year and a final review or appraisal happened at the end of 12 months. The process required managers to rate their team members on five different categories, in addition to an overall rating. Managers were asked to rate their team members on each dimension using a scale from 1 (unsatisfactory) to 5 (Excellent). They were also advised to maintain a file on each employee into which they could drop notes on specific incidents of good or poor performance during the year to use “documentation” when completing the appraisal form. They were told they could only give an overall rating of 1 or 5 if they had “substantial” documentation to back it up. 
Mike had never given one of these ratings to any of his employees because he was not diligent about recording specific incidents in employee files. He believed that it was just too time-consuming to write or make such notes and that too just to justify such a rating. There were a couple of employees in his department who deserved a 5 rating in Mike’s opinion, but so far no one had complained about the ratings they received from Mike.

Vincent Vaz was one of Mike’s “Outstanding” team members. Mike had three or four specific examples of outstanding performance in Vincent’s file, but looking over the form, he could not identify the category to which they belonged. “Oh, well”, Mike said to himself, “I’ll just give him 2s and 3s. I don’t have to justify those, and Vincent has never complained before. One of the categories was “Developing Others”. Mike had never understood what that meant. He finally chose a rating of 3 (satisfactory) for Mike, as he did on all the evaluations he did. He understood the meaning of the other categories-Cost Consciousness, Improving Work Methods, Process contributions, and Relationships with co-employees-although he was confused as to what a 2 or 3 indicated in each category.

Vincent knocked on Mike’s door and came in. Mike looked up and smiled. “Hi, Vincent, Sit down. Let’s get through this thing so we can get back to work? OK?”

PLEASE ANSWER THE FOLLOWING: 

1. What problems do you see with the system that Mike is currently using? What suggestions do you have for making the system work more effectively? What is a Performance Management System according to you? 
	


2. What are the components of an ideal Performance Management System? 
	


3. How can a Performance Management System be used to identify the development needs of individuals in an organization and whose responsibility is it? 

	


	Session 2
	Vincent Vaz 

	Assignment 1
	


Vincent Vaz was a sales executive who sold solar water heaters in an organization called SUN Systems Private Limited. He had taken up this job three years back. His role involved identifying potential customers. contacting them, explaining the various variants of the solar water heaters, after safes service, closing the sale and all related paperwork, coordinating with the projects department to ensure installation and ensuring timely payment made by the customer, etc.

He was a hard-working sales executive and was very consistent in his performance. By the end of the second year, he had been able to sell water heaters worth Rs. 50 lakhs. Impressed by his hard work, his manager gave him a team of two young Sales support staff who could help him in selling more water heaters. High inspiration levels and his goodwill as a reliable sales executive prompted him to set a target of Rs. 85 lakhs for himself for the third year. However, at the end of the third year, when he sat down to review his figures, he found that he could do business worth only Rs. 75 lakhs.

During the year he enrolled himself in a program on ‘How to influence customers and close a sale’, to improve his selling and communication skills. During that year, he got involved in a car accident in which he had minor bruises but his car was badly damaged and it took about three months to settle his insurance claim and buy a new car. However, while attending the program on influencing skills, his networking skills helped him make a few friends who, impressed by his good manners and sincerity, bought Solar Water heaters from him. 
During the year, a few existing customers who had purchased the water heater some time back and were not being serviced well by the after-sales service department of Sun systems wrote letters in newspapers on the laxed services of the company. This created negative publicity for the product and the company and as a result, many customers that Vincent Vaz was meeting started expressing their apprehensions about buying Water heaters from the Company. However, despite these problems, Vincent contacted about 80% more customers than he had done in the previous year. He also felt more confident and more skillful in his contacts during this year due to the new skills he had acquired. Many of his old customers wanted to take water heaters from him for any new property that they had acquired or when they shifted their homes. As a result, he had to spend a lot of time with these old clients during the year. While he had a team of two sales representatives, as they were very young, he gave them very limited work which was largely invoicing, coordinating with the installation team, etc. As he was busy meeting customers, he hardly had any time to develop or train his team members. He also felt that as he had so much more experience and a good connection with customers, it was very risky to send the representatives out to meet customers and it may impact his target achievement for the year.  Year

SUN systems had a very large Sales team but a very small installation and after-sales service team. Hence, while Vincent closed a sale for water heaters very fast, there were huge delays in the installation of the water heater due to limitations in manpower. Due to these delays, Vincent started showing a lot of impatience, and ultimately developed a negative image towards his company. This was the situation even with the after-sales service and hence if existing customers faced any problem it often took more than a week to resolve customer issues. This was upsetting Vincent a lot. To add to this, the head of the installation team had resigned and hence there was no accountability with the team anymore. The installation executives went on to leave frequently and added to Vincent’s stress. To help his clients, he started overseeing a few of the installations to make sure that they completed quickly. This impacted the time he had to spend on new business and lead generation. 

Due to the good rapport that he had created with his clients, even though some of them had service-related issues, they started recommending his product to their friends and family, and hence he was able to close a few more sales transactions. In the last three months of the year, his company launched a few new variants of Water heaters for which there were inquiries from some potential clients. This took away a lot of his time but got very little business. However, he spent a lot of his time on the existing water heaters with clients, in the hope that he would get more clients during the next year.

THE TASK ON HAND:
1. Based on the data given here, analyze Vincents' performance, and identify the factors that helped him achieve his targets and factors that prevented him from achieving his target?

2. From the above analysis, identify the top two areas of strength and the top two areas of improvement? How will you help him leverage his strengths and what suggestions will you give him to help overcome his areas of improvement?

	Factors that helped VINCENT Achieve his target
	Factors that prevented VINCENT from Achieving his target

	
	 


	VINCENT VAZ

	INDIVIDUAL DEVELOPMENT PLAN


PART A: LEVERAGING STRENGTHS
	Areas of 

Strength
	Specific Action plan to help Leverage 

Areas of Strength (With Timeframes)

	
	· 

	
	· 


PART B: WORKING ON AREAS OF IMPROVEMENT 

	Areas of

     Improvement
	Specific Action plan to help Leverage 

Areas of Strength (With Timeframes)

	
	· 

	
	· 


	Session 3
	360 Degree Feedback Report of Nancy 

	Assignment 2
	


PART A: QUANTITIVE FEEDBACK
[image: image1.emf]Self O. Avg Mgr. TeamPeers

1 15 3 9 3

1 LEARNING ORIENTATION 

1 Learns from one's own mistakes  100 78 75 79 80

2 Learns from seniors, colleagues-benefits from their experiences 100 73 70 70 80

3 Demonstrates a good level of conceptual knowledge in her area 75 77 76 71 83

4 Gathers knowledge through books, libraries, internet, etc 75 78 80 75 80

DIMENSION AVERAGE

88 77 75 74 81

2 ATTITUDE TOWARDS WORK 

5 Takes initiative to do things 75 75 78 70 78

6 Puts in long hours if need be to ensure that the work gets done 100 77 76 75 80

7 Demonstrates a can do attitude 75 77 76 70 85

8 Has high level of expectations from self  100 77 76 76 78

9 Demonstrates a sense of responsibility and accountability  100 79 80 78 80

10 Shows a commitment towards excellence 100 79 80 78 78

11 Honors deadlines and submits reports on time  100 77 76 75 80

DIMENSION AVERAGE

93 77 77 75 80

3 WORK MANAGEMENT 

12 Plans work by understanding her role in the department 100 75 76 70 79

13

Chalks down her own responsibility & tasks and gets the approval 

of the seniors for the same 

100 77 76 76 78

14

Periodically reviews her progress in various areas and takes steps 

to rectify shortcomings 

75 79 80 78 80

15

Initiates discussions on her performance with seniors and seeks 

feedback to improve performance 

75 79 80 78 78

16

Is receptive during performance review discussions and focuses on 

identifying her areas of development

100 78 80 75 80

DIMENSION AVERAGE

90 78 78 75 79
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4 TEAM WORK AND TEAM BUILDING

17 Interacts with colleagues in a respectful and friendly manner 75 60 60 45 75

18 Makes effort to build a rapport with peers and colleagues 50 64 64 50 78

19 Treats colleagues with respect  75 65 65 50 80

20 Appreciates and is receptive to others ideas in the team 75 58 60 45 70

21 Understands the difficulties faced by peers and helps sort them out            75 59 55 45 76

DIMENSION AVERAGE

70 61 61 47 76

5 COLLABORATION IN MEETINGS   

22 Comes adequately prepared for meetings and discussions  75 73 75 75 70

23 Listens to others view points in meetings  100 60 66 45 70

24

Actively participants in meetings and shares knowledge and 

experiences with others 

75 62 60 51 75

25 Builds on various points of discussion in meetings  75 62 65 50 70

26 Takes notes and prepares drafts/minutes etc for meetings  100 78 80 75 80

DIMENSION AVERAGE

85 67 69 59 73

6 DATA MANAGEMENT 

27 Maintains appropriate records and data to ensure quick retrieval  75 75 78 70 77

28 Organizes data once the job is completed for further use  100 76 80 70 79

29 Understands and analyses critical data  100 76 80 78 70

30 Prepares detailed and clear reports  100 81 85 75 83

DIMENSION AVERAGE

94 77 81 73 77


[image: image3.emf]7 CHANGE MANAGEMENT 

31 Is open to change and provides her support  75 64 65 60 68

32 Participates actively in the change process in the organization  100 62 65 55 65

33 Is optimistic about the change introduced by the organization  100 72 70 70 75

DIMENSION AVERAGE

92 66 67 62 69

8 COMMUNICATION 

34 Articulates ideas and issues in a clear and concise manner  75 77 78 75 79

35 Responds promptly to various queries  100 76 78 70 79

36 E Mails/forwards various correspondence on time  100 75 75 70 80

37

Corresponds with people inside the organization for effective job 

completion 

100 62 60 55 70

DIMENSION AVERAGE

94 72 73 68 77


PART B: QUALITATIVE FEEDBACK
	SELF ASSESSMENT:

	Areas of Strength
	Areas of Improvement

	· Discipline

· Dedication 

· Honesty 

· Communication skills 

· Time management
	· Over talking 

· Impatient 

· Speaking too honestly 

· Hand Writing 

· Trouble saying No


	FEEDBACK FROM OTHERS (MANAGERS, PEERS, AND TEAM MEMBERS:

	Areas of Strength
	Areas of Improvement

	· Ambitious

· Can-do attitude

· Committed

· Communication skills

· Creative

· Creativity

· Dedication and commitment to execute a task

· Dependable

· Desire to excel in her work

· Energy and passion

· Excellent communicator

· Extremely hardworking

· Eye for detail

· Flexible and adaptable to change

· Hard work

· Hard-working

· Has good knowledge and understanding about the various subjects and updates the same continuously

· High drive for results 

· High ownership and makes a huge effort to learn

· Highly disciplined and professional 

· Highly motivated and committed 

· Involved 

· Learning ability 

· Meets the deadline.

· Methodical

· Never says no to anything.

· Organized

· Plans meticulously and is quite organized. 

· Prompt in responding to complaints/requests

· Self-motivated individual

· Sincere

· Stretches for the organization

· Takes up challenges with enthusiasm.

· Undertakes research work before delivering the tasks

· Very dedicated

· Very good analytical skills 

· Very good analytical skills.

· Very high learning orientation

· Very professional in his work.

· Very responsible 
	· Always wants to have the last word in every group meeting

· Can avoid boasting about her achievements

· Can be more humble and polite while dealing with others

· Can be more polite and sophisticated in the way she interacts with senior people

· Comes across as egotistical at times

· Comes across as very high handed with colleagues

· Desire to do all things equally well poses a challenge in prioritizing

· Enhance her ability to network with people

· Enhance networking and keeping in touch with them even after an assignment is over can be enhanced

· Focus on building long term relationships with peers
· Has a superiority complex

· Impatient

· Is quite rude sometimes 

· Needs to be more humble

· Needs to be much more collaborative in her approach

· Needs to develop the ability to build relationships with people around

· Needs to maintain good teamwork

· Never has a word of praise to give to anyone

· Not at all humble

· Obsessed with tasks

· Pushes herself too much

· Seems to be very restless

· Sets very high goals

· Short-tempered

· Should be able to adjust and accommodate well in various situations

· Should learn to handle personal emotions well

· Talk less and listen more

· Tries to prove that she is above the others




	

	INDIVIDUAL DEVELOPMENT PLAN-NANCY 


PART A: LEVERAGING STRENGTHS

	Area of 

Strength
	            Specific Action plan to help Leverage Areas of Strength (With Timeframes)

	Drive for Results 
	General Activities (On the job, action learning, etc.)


	
	Coaching/Mentoring efforts



	
	Other Efforts


PART B: WORKING ON AREAS OF IMPROVEMENT 

	Area 

Of Imp.
	Specific Action plan to work on Areas of Improvement 

(With Timeframes)

	
	General Activities (On the job, action learning, etc.)


	
	Workshops/E-Learning/Classroom Training



	
	Books suggested or Movies 



	
	Coaching/Mentoring


	Session 4
	Assessment Development Center (ADC)

Feedback Report

	Assignment 3
	


Rahul Shah
Manager-L&D
Key Competencies Assessed in the ADC with the behavior Indicators

	Competency
	Behavior Indicators

	1. Communication Skills
	· Communicates in a firm, direct and precise way 

· Communicates with a high degree of confidence and conviction.

· Uses various methods to convince the opposite party (facts, figures, examples, etc.)

· Listens attentively to gain a better understanding of what is being said 

· Probes and asks open-ended questions to confirm the right understanding

	2. Execution Excellence
	· Identifies and prioritizes tasks to ensure on-time completion.

· Anticipates and plans for contingencies

· Uses available resources in an optimal manner

· Assesses time and resources needed for projects or activities

· Actively follows up to ensure task completion

	3. Teamwork and collaboration
	· Shows respect to people and their point of view

· Tries to arrive at a win-win solution for both parties involved

· Makes extra effort to help out members who need additional help in other departments 

· Invites and seeks the opinion of members from other departments in the organization  

· Acknowledges others ideas and views

	4. Developing the Team
	· Understands the strengths of individual team members and helps them utilize the same to achieve set goals

· Gives period feedback to team members on their strengths and areas of improvement

· Invests time and effort to help team members explore avenues for further development 

· Motivates the team by acknowledging and rewarding good performance

	5. Initiative and Drive
	· Demonstrates a high sense of ownership and personal responsibility in all the work that is undertaken

· Continuously comes up with initiatives to ensure a positive impact on business

· Takes effort to update self on the latest in the industry (beyond role requirements)
· Continuously learns from experiences, own as well as others

	6. Business Acumen
	· Demonstrates a clear understanding of the business/product/industry

· Looks at avenues to get more business

· Thinks long-term and evolves strategies/plans to address market needs (strategic initiatives).   

· Sets and articulates a vision for the department/organization. 

· Takes business decisions keeping all key parameters in mind i.e. ROI, profits, turnover, cost control, etc.


Rating Scale Used for the Assessment Development Center
	Rating
	Parameters
	Rating
	Parameters

	1
	Did not demonstrate this competency.
No evidence. 
	4
	Fair evidence of the competency. 
Exhibited the competency quite frequently 

	2
	Occasional Evidence of the 

competency 
	5
	High evidence of the competency. 
Exhibited the competency most of the time

	3
	Exhibited this competency 

Adequately. 
	NA
	This competency is not applicable or one 

cannot comment


1. Quantitative Feedback 

[image: image4.emf]Case Analysis 

& Group 

Discussion 

Presentation BEI In Box

Ind. Avg

1. Communication Skills

2.5 3 3 2.83

2. Teamwork and 

Collaboration 

3.5 4 4.5   4.00

3. Execution Excellence

3 4 4 3.67

4. Developing the Team

4   4.5 4 4.17

5. Initiative and Drive

2.5 3 3.5 3.00

6. Business Acumen

4   3.5 4 3.83

SUMMARY OF THE KEY COMPETENCIES 
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Summary Of The Competencies


2. Qualitative Feedback Shared Exercise Wise
	Exercise 1-Group Discussion

	Feedback from the Assessors
· The participant answered 4 of the 5 questions given as a part of the case analysis and gave detailed responses to these questions in his written notes. The scope was seen to plan and utilize the time given for preparation more effectively.  
· During the subsequent group discussion, the participant contributed intermittently and was brief. He did not share most of the points written in his notes and there was no evidence of his having used the data given in the exhibits. He appeared to be a silent observer for most of the proceedings. His enthusiasm and engagement were not visible during the discussion. As a result, there was limited evidence of his Communication skills and his Initiative and Drive
· In his written notes, he gave more detailed replies to all the people-related issues like lack of motivation, lack of collaboration and gave good ideas to overcome these. He used his understanding of the business to suggest ways to solve these issues. He did not however share any ideas on new initiatives that could be taken up by the company and also did not share any benchmarks from the industry. 

· The participant will be much more effective if he takes the courage to share his views with the larger group and shows more energy and enthusiasm to participate in such discussions. He will benefit by sharing benchmarks from the industry and by exploring a few innovative initiatives to solve the issues identified. 

	Exercise 2-Inbox

	Feedback from the Assessors
· The participant replied to 8 out of the 10 Emails given as a part of the inbox exercise. He was able to spot all the interlinked mails. Most of his replies had concrete decisions. He also prioritized the mails, indicating good execution excellence and business thinking

· He replied to all the items dealing with developing the team and the challenges faced by the team. He kept relevant people posted and many of his mails also included requests for meetings with his team members to understand their point of view. His mails to his team members were very positively worded and had words of appreciation and efforts to understand their dilemma. As a result, his ability to develop the team was evident. 
· There was fair evidence of all the competencies being assessed in this particular exercise

	Exercise 3-Presentation

	Feedback from the Assessors
· The participant made a simple presentation covering the key aspects asked as a part of the exercise. 
· It appeared that he stuck to the brief and did not explore beyond. He did not make use of the time given to explore additional resources (he did not use resources on the net or speak to anyone to gather necessary information). He also did not include additional information needed to make the presentation more accurate or share any assumptions. 
· The presentation gave a few good ideas to build collaboration amongst teams in the organization who were working in silos. He did not appear to be very confident while speaking and the panel had to probe to get more details. 
· The scope was seen to be more effective in convincing others by using creative methods to catch the attention of the audience and come well prepared for the presentation. He can explore the use of graphics, quotes, and images to enhance impact. He can share more examples from his rich experience to further strengthen his presentation and ensure that the presentation is holistic

	Exercise 4-Behavior Event Interview

	Feedback from the Assessors
· During the Behavioral Event interview, it was evident that the participant was highly people-oriented and had good interpersonal skills. He had a collaborative mindset and believed in achieving goals with the help of his team. 

· He gave many instances of how he implemented various training programs-though most of them were with the help of consultants. He may want to explore taking the initiative of moving some of the program in-house and thereby save costs and build internal talent. He planned for these programs and ensured that the participants nominated attended them. This gave evidence of his execution skills.

· He was moderately clear and had to be probed to get more details. The scope was seen to enhance his communication skills and be more articulate.  

· He shared many instances of how he helped various departments to meet their goals. He did not give any examples of networking outside the organization or of being a part of any other HR groups or networks. The scope was seen to take the initiative to expand his horizon and explore new methods to enhance the impact of L&D in his organization. 


3. Overall Summary of Strengths and Developmental Areas 

	Strengths
	Areas for Development

	1. ……………………………
2. …………………………….
	1. ……………………………………….
2. …………………………………………


	

	INDIVIDUAL DEVELOPMENT PLAN-RAHUL SHAH


PART A: LEVERAGING STRENGTHS

	Area of 

Strength
	             Specific Action plan to help Leverage Areas of   

                            Strength (With Timeframes)

	Drive for Results
	General Activities (On the job, action learning, etc.)


	
	Coaching/Mentoring efforts

Mentoring direct reportee to come up with action plan- Meet her every 2 weeks


	
	Other Efforts


PART B: WORKING ON AREAS OF IMPROVEMENT 

	Area 

Of Imp.
	Specific Action plan to work on Areas of Improvement 

(With Timeframes)

	Communication Skills
	General Activities (On the job, action learning, etc.)


	
	Workshops/E-Learning/Classroom Training



	
	Books suggested or Movies 



	
	Coaching/Mentoring
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