
This Employee Development Guide is based on Mark Grgurich responses to the Clearfit Survey. This Guide offers

suggestions about possible areas of focus, including specific attributes. It also suggests development activities that

would be appropriate for Mark Grgurich. However, the specific objectives and details of Mark's development plan

should not depend entirely on this Guide. For any personal development plan to be meaningful and relevant, it should

be based on the person's current work behavior and potential future work responsibilities in addition to these results.

The Guide is organized into three major categories of attributes: self management, people management, and work

management. In each category. the Guide describes Mark's most distinctive strengths and needs. These are the

attributes on which Mark has scored the highest (strengths) and lowest (needs). This Guide takes the point of view that

both strengths and needs can be excellent development opportunities. Strengths can be an appropriate development

target especially for people who are planning to move into more demanding roles requiring higher levels of skills. For

people who are remaining in their current role or have less work experience, needs are an obvious target for

development.

In addition to strengths and needs. This Guide also describes other attributes that have the potential to hinder

development success called Potential Challenges. If their Clearfit results show troubling attributes, they will be

described and information will be provided about the types of behaviors to watch out for that could block

development success.

Key Attributes of a Successful Development Plan:
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1. Support  -  Identify a key resource for the person, such as a coach or mentor, who will be a source of honest
counsel and perspective throughout the growth process.

2. Plan  -  Establish specific development objectives and the steps necessary to get there.

3. Practice  -  Describe the desired behaviors and provide opportunities to practice those behaviors.

4. Accountability  -  Provide regular feedback about progress and hold the person accountable for
implementing the development plan.
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Clearfit Profile
The VetMach Profile outlines the employee's areas of strength and potential challenges. The longer the bar 
the stronger the attribute.
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The ability to "manage yourself" relates to Mark's self control, self-awareness, openness to feedback and learning,

acceptance of responsibility and inner drive. These attributes are fundamental to success in virtually any type of work

and are especially important for leadership success. Self-management attributes are critical for authentic growth. The

attributes most important for growth are acceptance of accountability, consensus building, and openness to change.

The Guide will single out any of these attributes if Mark shows low levels that warrant development planning and high

levels that represent a strong foundation for future growth.

Recovery from Setbacks

Mark's results show a strong ability to recover from setbacks. Mark is able to do this because Mark is able to control

emotions and is optimistic and motivated to finish what was started. This combination of characteristics allows Mark to

recover positive energy and sustain performance on those occasions when Mark suffers discouraging or frustrating

setbacks. Even though this is currently a strength of Mark's, it is important that Mark continue to refine this ability

because people who are successful often play to their strengths. The more resilient Mark can be, the more valuable this

strength will be in the future.

Suggestions for Development
Mark has demonstrated strength in "Recovery from Setbacks." For this reason, the focus of Mark's development is

likely to be on extending this strength to new roles or responsibilities or to higher level or more complex work. Mark

demonstrates a strong foundation for applying this capability to more demanding work environments.

Behaviors to Encourage

Openness to Change

Mark has demonstrated a high level of openness to change and tolerance of ambiguity. This is an important strength

because it enables Mark to sustain a strong performance in spite of frequent changes and uncertainty about Mark's

role or objectives. Mark's openness allows Mark to see the potentially positive aspects of change and to not be blocked

by uncertainty. Because this is such an important quality, it is important that Mark continue to develop this attribute so

Managing Yourself

Strength Areas

– Doesn't show frustration to the initiator of the setback.

– Checks with others to determine what the setback actually was, what caused it and how it might be avoided in
the future.

– Maintains positive energy and focus in spite of setbacks.

– Sustains effort to achieve the desired results in spite of setbacks.

– Adapts to situations to avoid needless setbacks.

– Interprets or explains setbacks in impersonal terms.
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it will continue to be strength in new work situations.

Suggestions for Development
Mark has demonstrated strength in "Openness to Change " For this reason, the focus of Mark's development is likely to

be on extending this strength to new roles or responsibilities or to higher level or more complex work. Mark

demonstrates a strong foundation for applying this capability to more demanding work environments.

Behaviors to Encourage

Independence

Mark's score shows that they prefer not to work independently. This doesn't mean that this person is not capable of

independent work or thought, but they will prefer to not work in a environment where they cannot collaborate with

others. They prefer to both work with others (the level of this preference will be evident with their team orientation

attribute), and they will prefer to receive feedback and hear other peoples' opinions before settling on their own

decision (See Consensus Driven score for additional insights). They will also have the tendency to not feel energized

unless they can work with others. They are collaborative by nature, and enjoy that process. They will not like the idea of

working by themselves constantly, collaboration is very important to them.

Suggestions for Development
Mark prefers to not to work independently. Understanding their preference for collaboration, it will be important to

put them in projects where they can collaborate with others on a regular basis. They should also be encouraged to

express their own opinions to develop independent thought.  Although Mark prefers to operate in a less than

independent manner, encouraging them to work by themselves, but having regular check-ins will strengthen their

independence and ability to work without others' feedback.

Behaviors to Encourage

– Makes an effort to understand the reasons for proposed changes.

– Investigates own role in change process and end result.

– Is not stymied by uncertainty. Seeks to reduce it.

– Doesn't need a perfect big picture to see a way forward.

– Is able to adapt to shifting priorities, objectives and processes.

– Interprets change mainly in terms of potential improved processes and work efficiencies for self.

Needs

– Expressing their opinion about their work and surroundings

– Discussing options with coworkers, and being sure to ask them of their thoughts

– Independent work before collaboration to strengthen this ability
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Suggested Activities for Development

Consensus Driven

Mark's score in the Consensus Driven attribute is relatively low.  This doesn't mean Mark is dishonest or untrustworthy.

Rather it means Mark often proceeds with their own plans and opinions without considering the impact of their actions

on others. This tendency can cause issues when working in a team. Their first instinct will be for action based on their

own opinions, you are strongly encouraged to set up a development strategy with Mark to ensure that they are

reminded to remember their impact on others.

Suggestions for Development
Mark has shown a relatively low interest in gaining consensus from others. Being consensus driven is important in any

collaborative effort with other team members. Being aware that Mark has a tendency to forge ahead without getting

the opinions or buy-in of others will be key. Having a relatively low score in the Consensus Driven trait, can be a

roadblock for the development of other self management & team orientation efforts if not managed. Although there

are many merits for having strong opinions and the strength to move ahead without involving others, it is important

that Mark be reminded of the impact of their decisions and actions on the group to ensure that they take into

consideration the implications of their approach.

Behaviors to Encourage

Suggested Activities for Development

– Find a trusted mentor/coach/sounding board who will speak the truth to Test.

–  Provide 360 Feedback if in supervisory, manager or leadership role.

–  Review and evaluate input from others with coach/mentor to identify key areas that are most appropriate for
development now.

– Develop independent plans before coming to the group

– Work independently for set periods of time before collaborating

– Be encouraged to present findings to the group, and having own opinions

–  Assign to lead an ad hoc project.

– Ensures that others are informed and consulted with regard to their plans.

– Acts in the interest of the group before acting in own interest.

– Admits mistakes.

– Collaborates with others, soliciting opinions, and sharing credit for success.

– Others see as dependable and forthright.

– Willing to take a stand.

– Find a trusted mentor/coach who will speak the truth to Mark

– Provide 360 Feedback if in supervisory, manager or leadership role.

– Identify behaviors to be targeted for development with mentor/coach.

– Develop a clear simple rationale for an important action.
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– Practice making presentations to trusted others that express own views clearly, simply, openly.

– Maintain a log of commitments, large and small.

– Track success over time.

– Share with coach/mentor from the beginning.

– Develop strategy for making clear, unambiguous commitments, rather than vague commitments that are prone
to misinterpretation.

– Review role, with coach/mentor, of possible disorganization as a cause of missed commitment.s
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The ability to "get work done" represents the skills necessary to plan and organize work, recognize and solve problems,

and to see ahead to know what work will be needed in the future. Like self-management skills, some work

management skills enable successful growth, especially planning and organizing. This Guide describes Mark's strengths

and needs in this area to outline development opportunities relating to getting work done. It will also include any areas

that may cause challenges, and behaviors to be aware of.

Organization

Mark has demonstrated a lack of the core capacity for planning and organizing that is critical to the accomplishment of

complex work. Mark is not inclined to pay close attention to the detail necessary to get work done on time, accurately

and efficiently. Mark is more of a "big picture" person than a "detail" person. Of course, it isn't always necessary for all

employees to be careful planners and organizers so Mark's performance in certain specific tasks may not suffer if

others have developed the work plans. In the long run, however, Mark's contributions will be limited somewhat without

any development effort focused on these basic skills necessary to plan and execute work.

Suggestions for Development
Mark has demonstrated a low aptitude for planning and organizing. There are two possible implications for

development planning. The first is that this is an attribute on which there is considerable room for growth. It that

sense, this attribute is a potentially strong candidate for some development focus, assuming Mark will work in jobs

requiring this attribute. On the other hand, this lack of aptitude may imply that Mark should be provided development

planning in a work context that does not have a high demand for this aptitude. This question should be resolved with

Mark's involvement at the very beginning of the development planning process. Given the great value to an

organization of planning and organizing skills in virtually all types of work settings, the first option may be the most

practically meaningful option for this attribute in many organizations.

Behaviors to Encourage

Getting Work Done

Needs

– Knows how to get access to organization resources and expertise.

– Understands the organization's goals and priorities.

– Recognizes the need for contingency plans.

– Is careful and detail-oriented in developing plans.

– Includes communications requirements as part of work plan.

– Understands the work processes that will be organized into the whole effort.

– Involves key stakeholders in planning.

– Establishes occasions and metrics by which planned work will be periodically evaluated.

– Knows the difference between the flexibility necessary to change the plan as needed and the persistence
required to stay the course in spite of obstacles and barriers.
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Suggested Activities for Development

Preference for Structure

Mark has demonstrated a strong preference for working in a relatively unstructured environment. If Mark is currently in

a highly structured work setting, this lack of fit could derail efforts to develop the skills to get work done effectively

and efficiently. This strong interest in a dynamic, fluid environment indicates that Mark places high value on having a

relatively high level of autonomy, being able to take risks and fail in an effort to achieve ultimate success, and not

having to cope with the hard edges of organizational hierarchy and decision processes. In a more structured work

setting where any of these characteristics of structure are highly salient, Mark may be discouraged and relatively

ineffective. Any development plan for Mark that focuses on getting work done should address this issue in an early

stage of planning.

Suggestions for Development
Mark has expressed a strong preference for dynamic, less structured work environments. This is a crucial consideration

when deciding whether Mark should undertake the development of the skills necessary to get work done effectively

and efficiently. The important consideration is the fit between Mark's work style and the work environment in which

the development activities and assignments will take place. Mark's best opportunity to develop work management

skills is to be in the type of work environment that fits with Mark's low structure work style. If Mark is in a high

structure environment while learning new work management skills, Mark may be discouraged and frustrated. This

situation is very likely to inhibit or derail the learning of new work management skills.

Development Plan
It should, be noted here that, unlike the development suggestions that may have been provided for some other

– Find a trusted mentor/coach/sounding board who will speak the truth.

– If in supervisory, manager or leadership role, provide 360 feedback

– Review and evaluate with the help of the coach/mentor the key themes in the input from others about planning
and organizing strengths and weaknesses.

– Decide whether or not development is needed and, if so, what the target skills and objectives will be.

– These targets may include objectives such as: ....Translating strategy and goals into objectives and plans.
....Locating and accessing resources within the organization. ....Attention to detail. ....Collaboration with
stakeholders. ....Time estimation. ....Success metrics. ....Workforce planning: how many, where, when, for what,
who? ....Budgeting for work and resources. ....Identifying need for cross-organization alignment and
cooperation. ....Anticipate problems, barriers, roadblocks, etc.

– Review a complete plan that has been completed with the original planner.

– Identify strategies and methods for creating the plan and the stages of implementations where changes were
necessary.

– Study the methodology of planning and organizing in texts and resources by expert planners.

– Assign to plan and organize a work activity within the area of expertise.

– Include coach/mentor in the process for continuous feedback.

– Provide evaluative feedback for a recently developed plan that has not yet been launched.
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derailers, no developmental suggestions are offered for this preferred style for working in low structure. This

preferred style is not, itself, a skill deficiency. Rather, it is a preference or interest regarding the type of work setting. It

is a motivational attribute that Mark has developed over several years of adult experience and is not likely to be easily

changed over a relatively short period of time. Instead, an effective strategy, at least for early development of work

management skills, is to place Mark in developmental tasks or assignments that fit with this preference for structure.
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Potential Challenges relate to overall areas that may hinder Mark's ability to be successful in the workplace. They

affect numerous areas (self, others and work) so it is important to append them separately. These areas may be noted

as areas of strength on their profile, but in the extreme can cause challenges with their development.  This Guide

describes Mark's needs in this area, and suggested paths for development.

Consistency

Mark's results show a low ability to maintain a consistent and reliable level of performance in the face of obstacles,

barriers, interruptions, discouragements, and the like. They tend to be distracted by other projects and priorities as

they arise. They also tend to to be more energized when they can work on many projects at once, and having to

concentrate on one project only, and concentrate on that alone feels like drudgery. Tasks that have little variety or

interruptions will take significantly longer than expected as their inability to concentrate and keep their energy up will

force them to take frequent breaks, and extend the time required. 

Suggestions for Development
Mark has demonstrated a low aptitude for maintaining a consistent and reliable level of performance. There are two

possible implications for development planning. The first is that this is an attribute for which there is considerable

room for growth. It that sense, this attribute is a potentially strong candidate for some development focus, assuming

Mark will work in jobs requiring this attribute. On the other hand, this lack of aptitude may imply that Mark should be

provided with development planning in a work context that does not have a high demand for this aptitude. This

question should be resolved with Mark's involvement at the very beginning of the development planning process.

Behaviors to Encourage

Suggested Activities for Development

Potential Challenges

– Review project status and delivery to commitments.

– Practice concentration tools in order to increase consistency of delivery. Ask trusted others for private
feedback about yourself, both weaknesses and strengths.

– Find a trusted mentor/coach/sounding board who will speak the truth to Mark.

– Provide 360 Feedback if in supervisory, manager or leadership role.

– Review project status and delivery to commitments.

– Practice concentration tools in order to increase consistency of delivery.
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