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Introduction
This Individual Developmental Guide is a report derived from your Caliper Profile results. It

provides an overview of your strengths and potential development areas. The purpose of the

analysis is to put the information in the context of job-related behaviors to give you a tool to

assist you in playing to your strengths and to develop in areas that may not come naturally

to you.

The report consists of three sections: Strengths, Developmental Opportunities, and My Action

Plan. The Strengths section lists your top job-related behaviors and how you can make the

most of them. The Developmental Opportunities section lists your areas of lowest potential

and gives suggestions and resources for improving on them. The final section of this report,

My Action Plan, provides a template for you to put what you’ve learned about yourself into a

developmental action plan that is relevant to your specific situation.

Use the information in this report as a starting point for professional growth. The report may

provide you with new insights or confirm things you already know. We suggest that you

thoughtfully study these findings and share them with friends, colleagues, and mentors. Such

discussions, including your own internal dialogue, can go a long way toward maximizing your

potential.

This Individual Developmental Guide is solely based upon your Caliper Profile results. It is intended to provide you with general feedback regarding your work-related
Strengths and Developmental Opportunities. Consider it as just one of many ways in which you can obtain a perspective on developing your career.
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Strengths
This section discusses your behavioral strengths. You are likely to perform well in jobs that

tap into these areas. We suggest that you focus on playing to your strengths as you move

through your developmental plan. The behaviors listed below are your assets, but be careful

not to rely so heavily on these strengths that you automatically rule out any alternatives.

Another way to look at your strengths is from the standpoint of motivation. You are likely to

be motivated to perform activities you prefer and be effective at performing tasks you enjoy.

In other words, your behavioral strengths are likely to determine what activities you prefer

and what environments you find enjoyable. Playing to your strengths can mean more than

just better performance in the job; it can lead to job satisfaction.

Is willing to make tough decisions

You seem quite comfortable making the tough choices that can arise in a management

position. You are apt to communicate your decisions in a direct fashion and do so even when

the response might not be favorable. This capacity should allow you to make potentially

difficult or unpopular recommendations without worrying about whether others will approve

of your directives.

Building on this strength

It might be beneficial to make sure you take other perspectives into account before

communicating your recommendations. Even if others do not agree with your ultimate

choice, they are apt to appreciate that you made an effort to understand their concerns and

acknowledge their feelings on the issue or opportunity at hand.

Copes with rejection

You show the potential to bounce back if your ideas are rejected or you experience a defeat.

You are not likely to take setbacks personally and should be able to move on to the next

opportunity readily. You seem to understand that setbacks are inherent in any role and are

not a reflection of your personal self-worth, and you are not apt to let rejection discourage

you from presenting your ideas.

Building on this strength

When working on a team that faces obstacles or disappointments, you might help to rally

your team members. By remaining positive and demonstrating that you’re able to put the

setback behind you and learn from the experience, you can serve as an example for others to

do the same.
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Works quickly

Knowing that time is money, you are likely to be committed to making the most of the

first—your own and the company’s valuable time—to avoid wasting the second. You show a

motivation to get the job done and are not apt to let anything come between you and

achieving your goal in the shortest time possible. Your goal orientation should be an asset in

drawing new business to your company as well as in retaining existing clients, who already

trust you to get the job done quickly.

Building on this strength

Note the processes and shortcuts you use to reach your goals quickly, and evaluate whether

you are working as efficiently as possible. You may benefit from balancing your need for

quick results with consideration for efficiency to avoid having to redo tasks that you might be

inclined to do rapidly just to get them out of the way.

Considers others’ points of view with an open mind

You are apt to realize that considering other people’s input is a win-win strategy, since it

makes your audience feel heard, enables you to respond in a situation-specific manner,

broadens the pool of knowledge and resources available to you, and, in the end, can enhance

your own ideas. You should be able to understand, interpret, and evaluate what others have

to say in an objective manner. You show a willingness to hear people out, even when you

may not initially agree with what they say or when taking the time to evaluate alternative

ideas may be inconvenient.

Building on this strength

Your willingness to consider others’ perspectives can help you build a collaborative

environment and develop your team members by encouraging people to share their ideas.

Actively solicit people’s opinions and use their input to refine your own ideas. Show your

appreciation for their contributions to motivate them to speak up in other situations.
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Developmental Opportunities
This section discusses your developmental opportunities. While some roles may not require

you to excel at the following behaviors, the results of your Caliper Profile suggest that they

do not come as naturally for you as your strengths. Work activities that require these

behaviors may not feel particularly rewarding, and you may find that you are less eager to

take them on. Below, we have provided suggestions and resources to help you perform well

in tasks related to these behaviors, even though you may not enjoy or feel strongly

motivated to do them.

Follows established policies and procedures

You may not appreciate being given much in the way of structure and guidelines, preferring

instead to function with minimal restrictions on how to accomplish goals.

While some work environments might not have strict rules and processes in place, in most

cases, it is still important to respect the authority of the organization and the decisions made

by leadership. Following the suggestions below could help you to become more comfortable

operating within established policies and procedures.

• Try to remember that most guidelines are established for a specific reason, not just

arbitrarily or to make your life difficult. Besides governmental regulations that are not

likely to be changed, think about some policies or rules that frustrate you, and then

consider why they are that way. If you are unable to think of any good reasons why a

policy exists, feel free to ask your manager for clarification. If he or she also doesn’t

know the reason, this may be a potential opportunity for you to suggest a

modification and perhaps even to be recognized for improving or streamlining

operations.

• If your manager provides you with more in the way of guidelines than you desire,

don’t assume it’s because he or she doesn’t think you are capable. The rules may

have been created for those who are less capable. Explain that you tend to function

best when working more autonomously, and ask your manager if he or she would be

amenable to giving you a particular task or assignment that you can take the lead on.

The two of you can work to select either a sample project or one that is not of critical

importance, and you can demonstrate your ability to function with less hands-on

direction. Once you have done this, your manager may be willing to provide you with

less structure going forward.

Suggested Resources

Joseph Heath. Following the Rules: Practical Reasoning and Deontic Constraint.  New York:
Oxford University Press, 2011.

Richard Templar. The Rules of Work: The Unspoken Truth About Getting Ahead in Business.
Upper Saddle River, NJ: Prentice Hall, 2005.
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Develops new contacts and initiates relationships

You might not be comfortable taking the social initiative. In situations when you must engage

in casual conversation, you are probably more adept at responding than initiating.

Even if your role does not call for initiating rapport or if socializing could take you away from

your responsibilities, you might still benefit from considering the recommendations provided.

By doing so, you might enhance your comfort level for taking the lead in unfamiliar social

settings or networking situations.

• Think of the type of information about yourself you would be comfortable sharing with

someone you don’t know, and formulate some questions around those areas to use

when you meet new people. This will help steer a conversation in a direction that you

will likely be comfortable with, because most people will ask, "What about you?" after

answering a question that was posed to them. With a few well-positioned questions,

you can engage someone in a fairly long conversation. Be sure to give continuous

verbal and non-verbal responses.

• Pay attention to the body language of the other person in order to time your own

assertions appropriately. Silence can be uncomfortable, but a great way to treat it is

with a sense of humor. Most people like to talk about themselves, so asking more

questions when you come across silence is a good way to jump start a conversation if

it stalls. Remember that you are not causing the awkwardness, you are just part of

the situation like everyone else. Introducing a new topic or revisiting a previous one

can help regain momentum. Don’t be afraid to exit a conversation that is not going

anywhere; you are probably doing everyone a favor. If you are in a business setting,

you may want to make a comment on something that was mutually interesting during

the discussion and suggest revisiting the topic sometime soon.

Suggested Resources

Steve Gavatorta. The Reach Out Approach: A Communication Process for Initiating, Developing &
Leveraging Mutually Rewarding Relationships.  Charleston, SC: Advantage Media Group, 2009.

Devora Zack. Networking for People Who Hate Networking.  San Francisco, CA: Berett-Koehler
Publishers, 2010.
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Independently sets goals, objectives, and priorities

You might not consistently plan and implement a course of action in advance, preferring

instead to simply let things occur and to react to them as they happen.

Even in highly structured roles where clear guidelines and objectives are already established,

by applying the suggestions included, you could demonstrate initiative and enhance your

comfort level for working autonomously.

• Do not wait to be provided with a specific set of instructions for all tasks or projects.

While you should not ignore existing guidelines or structure, if none exist, take the

initiative to create some for yourself as well as for anyone else as needed. Remember

that not only does this make things easier and more organized for you, but it speaks

highly of your initiative and will help people in the future who have to do that same

task.

• Do not confuse doing advance planning with getting locked into one way of

accomplishing your tasks. You can set a course of action in advance while still

remaining flexible enough to make changes when necessary. Establishing goals and

staying organized may make your own job easier as well as benefit everyone else with

whom you interact regularly. That said, if maintaining the flexibility in your schedule

to react to issues as they arise is important to you, look for a happy medium. Think

about your schedule to determine the times when these situations usually come up,

and make sure to be available when they do. Then, use other portions of your day to

handle the activities that require a greater level of focus.

Suggested Resources

Kenneth Zeigler. Getting Organized at Work: 24 Lessons for Setting Goals, Establishing Priorities,
and Managing Your Time.  New York: McGraw-Hill, 2008.

Michael S. Dobson and Susan B. Wilson. Goal Setting: How to Create an Action Plan and Achieve
Your Goals (Worksmart).  New York: AMACOM, 2008.
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My Action Plan
Now that you have your feedback and ideas for development, talk with your manager and

create an action plan for the three most critical behaviors to your role. Keep in mind that

your goals should be SMART Goals: Specific, Measurable, Attainable, Realistic, and Time

Bound.

The format for our development planning process contains five simple sections: 1)

Developmental Targets, 2) Behavioral Changes, 3) Action Plans, 4) Involvement of Others,

and 5) Target Dates.

Fill out a plan for each of the developmental targets on the next pages. Be sure to leverage

your strengths when determining how to take action on your developmental areas. An

example development plan is below.

Developmental Target

Goal #1: Initiate relationships with customers and business associates

Behavioral Changes

What are the

behavioral

changes you

would like to

achieve?

 • Take more initiative in meeting new people
 • Refine my ability to briefly express ideas and opinions about our
company’s products and services

Action Plan: Strategies and Action Steps Involvement of Others
Target
Dates

• Read one of the suggested books provided in
the developmental suggestions

• Meet at least 4 new colleagues internally and
4 new external associates within the next 2
months

• Review with my boss my progress after 2
months

None

Clients and new colleagues

Manager

8/1

9/1

9/15
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Developmental Target

Goal #1:

Behavioral Changes

What are the

behavioral

changes you

would like to

achieve?

Action Plan: Strategies and Action Steps Involvement of Others Target
Dates
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Developmental Target

Goal #2:

Behavioral Changes

What are the

behavioral

changes you

would like to

achieve?

Action Plan: Strategies and Action Steps Involvement of Others Target
Dates
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Developmental Target

Goal #3:

Behavioral Changes

What are the

behavioral

changes you

would like to

achieve?

Action Plan: Strategies and Action Steps Involvement of Others Target
Dates
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