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LEARNING & DEVELOPMENT
Personal Development Plan
Learning & Development  |  White Cube Consulting

	GUIDE FOR
All employees - any role, any level

	PURPOSE
To help you take ownership of your development and build a clear, practical plan for growth

	USE ALONGSIDE
Your Career Development Plan  |  Your Individual Development Plan  |  Your appraisal


About this plan
Personal development planning is the practice of deliberately thinking about where you are, where you want to be and what you need to do to get there - and then following through. It sounds simple. It rarely is.
The most common reason development plans fail is not lack of ambition or lack of opportunity - it is the absence of honest reflection, followed by the absence of consistent action. This guide is designed to help with both.
Work through each section in order. Be honest - particularly in Section 1. The more genuinely you engage with the reflection questions, the more useful the plan that follows will be. Your development is yours. This guide is a tool to help you take it seriously.
SECTION 01
Where Are You Now?

Before planning where you want to go, it is worth understanding clearly where you currently are. This is not always comfortable - but it is always useful.
▪ Your Current Role
What are your main responsibilities and what does good performance look like in your current role?


What aspects of your current role do you genuinely enjoy and find energising?


What aspects of your current role do you find challenging, draining or less satisfying?


▪ Your Strengths
Your strengths are the skills, knowledge, qualities and experiences that you bring consistently - and that others notice and value. Be honest and specific here. Not modest, not inflated.
	STRENGTHS I RECOGNISE IN MYSELF
	STRENGTHS OTHERS HAVE TOLD ME I HAVE

	 
	 

	
	

	
	

	
	



Honest self-awareness about your strengths is not arrogance - it is the foundation of effective development. If you are unsure what your strengths are, ask three colleagues you trust to tell you. The answers often surprise people in the best possible way.
▪ Your Development Areas
The skills, knowledge or behaviours I most need to develop - and why they matter:


The gap between where I am now and where I want to be - what is the most significant difference?


What Might Hold Me Back?

Honest development planning requires looking at what might get in the way - not just at goals and actions. Habits, assumptions and patterns of behaviour can all limit progress even when ambition and opportunity are present.
What habits, assumptions or behaviours might be holding me back?


When have I held myself back before - and what was the pattern?


What would I do differently if I were not afraid of failure or judgement?




SECTION 02
Where Do You Want to Be?

There are no right or wrong answers in this section. Your ambition might be to become a senior leader, or it might be to deepen your expertise in your current field and become genuinely exceptional at what you do. Both are equally valid. What matters is that you are honest about what you actually want - not what you think you should want.
Where do I want to be in 12-18 months - in this role and in my career more broadly?


Where do I want to be in 3-5 years? What kind of work, responsibility and impact do I want to have?


What kind of work gives me the most energy and meaning? What would I do even if I had total freedom of choice?


What does success look like to me - beyond the job title? What do I want to be known for?
▪ My Career Values
Understanding what matters most to you in your career helps ensure your development is pointed in the right direction. Tick the values that resonate most strongly, then use the writing lines to identify your top three.
	What matters most to me in my career? ✔ all that apply

	☐  Achievement
Making a real impact and seeing results
	☐  Security
Stability, clear structure and reliable progression
	☐  Flexibility
Autonomy over how, when and where I work
	☐  Leadership
Influencing others and leading teams or organisations

	☐  Expertise
Becoming the go-to person in your field
	☐  Purpose
Work that feels meaningful and makes a difference
	☐  Work-life balance
A sustainable pace that fits the life you want
	☐  Recognition
Being seen, valued and rewarded for your contribution



My top three career values - and why they matter to me:


How well does my current role and direction reflect these values - and where is the gap?




SECTION 03
What Do You Need to Do?

▪ The 70/20/10 Framework
Research on how adults learn most effectively shows that development happens predominantly through experience, not training. The 70/20/10 model suggests approximately 70% of your development should come from on-the-job stretch and challenge; 20% from learning through relationships - feedback, coaching, mentoring; and 10% from formal learning.
	%
	SOURCE
	EXAMPLES

	70%
	On-the-job experience
	New projects or assignments; increased responsibility; covering for a more senior colleague; leading a team or initiative; dealing with a challenging situation; cross-functional working; presenting to a new audience

	20%
	Learning from relationships
	Coaching conversations with your manager; mentoring from a more experienced colleague; peer feedback; action learning with others; 360-degree feedback; shadowing a senior colleague

	10%
	Formal learning
	Training courses (internal or external); e-learning; professional qualifications; reading and self-study; conferences and events; accreditation programmes


SECTION 04
My Development Plan

Use this section to translate your reflection into specific, time-bound actions. Aim for three to five focused development priorities rather than a long list that becomes unmanageable. For each priority, identify at least one 70% action, one 20% action and one 10% action.
	DEVELOPMENT PRIORITY AND SPECIFIC ACTION
	TYPE (70/20/10)
	BY WHEN
	PROGRESS

	 
	☐ 70%
☐ 20%
☐ 10%
	 
	☐ Not started
☐ In progress
☐ Complete

	 
	☐ 70%
☐ 20%
☐ 10%
	 
	☐ Not started
☐ In progress
☐ Complete

	 
	☐ 70%
☐ 20%
☐ 10%
	 
	☐ Not started
☐ In progress
☐ Complete

	 
	☐ 70%
☐ 20%
☐ 10%
	 
	☐ Not started
☐ In progress
☐ Complete


SECTION 05
Support I Need

What I need from my manager to support this plan:

What I need from the organisation - resources, opportunities, access, budget:

Who else can help me - mentor, colleague, professional network, peer group:

What I need to do for myself - habits, mindset, time, discipline:

Who will hold me accountable for following through on this plan - and how will that accountability work in practice?

My accountability partner is:  

We will check in:  □ Weekly  □ Monthly  □ Quarterly  □ At agreed milestones

What I have committed to share with them:  
SECTION 06
Review and Reflection

Review this plan at least quarterly with your manager. Use this space to record what you have noticed, what has changed and what you want to adjust. Development is not linear - what matters is that you keep engaging with it.
	REVIEW DATE
	OVERALL PROGRESS
	KEY REFLECTIONS AND ADJUSTMENTS TO THE PLAN

	 
	☐ On track
☐ Adjustments needed
☐ Significantly off track
	 

	 
	☐ On track
☐ Adjustments needed
☐ Significantly off track
	 

	 
	☐ On track
☐ Adjustments needed
☐ Significantly off track
	 


▪ Quarterly Reflection Prompts
Use these questions at each review to go deeper than progress tracking.

What progress am I most proud of - and what made it possible?

What have I learned about myself through this development activity?

What should I stop, start or continue doing?

▪ Sign Off

	EMPLOYEE SIGNATURE
	

	NAME
	

	MANAGER SIGNATURE
	

	NAME
	

	DATE AGREED
	

	NEXT REVIEW DATE
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