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PREFACE

_______________________________________________________________________

Purpose
This training support package provides the instructor with a standardized lesson plan for 
presenting instruction for:

	Task number:
	158-100-7012

	Task title:
	Develop Subordinates

	Conditions:
	You are assigned to a leadership position and given the requirement to develop your subordinates as outlined in FM 6-22, Army Leadership.

	Standard:
	Demonstrate competency by: 1) correctly assessing the developmental needs of subordinates; 2) conducting professional growth counseling resulting in an individual development plan (IDP); 3) your actions to encourage and support your subordinates’ ability to grow, and ; 4) your ability to conduct performance counseling.
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SECTION  II 
INTRODUCTION
____________________________________________________________________

Motivator
LT Rodgers was nervous.  He knew the battery headquarters had been receiving incoming, and communications were non-existent.  He feared the worst, but knew he had a responsibility to his Soldiers to show resilience and act decisively in lieu of guidance.  The platoon had suffered several casualties already this month due to an increase of insurgent activity in Basra.  The strain was beginning to take a toll and he had observed a noticeable change in the Soldiers’ morale.  He constantly provided encouragement, and was thankful for the time he and his platoon sergeant, SFC Jacobs, had spent in developing the platoon to operate as an effective, cohesive team.  Suddenly, an MRAP came racing up to the traffic control point.   The battalion commander, LTC Reid, jumped out.  LT Rodgers instantly realized something was wrong as the commander approached.  He was walking rapidly, almost at a run, and the look on his face indicated he was a bearer of bad news.


 “LT Rodgers, I need you to grab your gear and come with me.  The Main CP suffered some direct hits and there are casualties.  I’m sorry to report that CPT Reider has been seriously injured, I’m putting you in charge of the battery.”  The news hit LT Rodgers like a brick wall.  Although he had braced himself for bad news after losing comms, he was not expecting this.  


“Sergeant Jacobs, form the platoon and report right back to me.”  As he started to gather his things, LT Rodgers knew the news would have a significant impact on the Soldiers, but felt it was better if they heard the news directly from him.  It was also an opportunity to communicate to the platoon that Sergeant Jacobs’ was now in charge.

About fifteen minutes later, sitting in back of the MRAP, LT Rodgers had an opportunity to reflect on the current situation and begin planning for his new role as a battery commander.  Although he was a little apprehensive, he felt he was more than prepared to accomplish his newly assigned mission.  The time CPT Reider had spent with him in preparing his developmental plan, along with continual coaching and counseling, made him thankful that CPT Reider had stressed the importance of self-development.  His thoughts turned to his platoon.  While he knew they were adequately prepared to meet the challenge as a result of rigorous, mission-focused training, he wondered if he had done enough to prepare Sergeant Jacobs for his new role.  He hoped so; many Soldiers’ lives were depending on it.

_______________________________________________________________________

Terminal
At the completion of this lesson you [the student] will be able to:

Learning


Objective
NOTE: Inform the students of the following terminal learning objective requirements.

	Action:
	Conduct a developmental needs assessment and assist in the preparation of an individual development plan during a professional growth counseling session.

	Conditions:
	In an institutional environment, given the lesson instruction, FM 6-22, Student Handouts, and previous instruction on the reinforced tasks.

	Standard:
	Conduct a developmental needs assessment and provide assistance in the preparation of an Individual Development Plan demonstrating a deep level understanding of the processes and procedures required to develop subordinates. 


_______________________________________________________________________

Safety


Everyone is responsible for safety.  A thorough risk assessment must be completed prior Requirements   to every mission or operation.

_______________________________________________________________________
Risk
Low
Assessment


Level
_______________________________________________________________________
Environmental
  Environmental protection is not just the law but the right thing to do.  It is a continual Considerations  process and starts with deliberate planning. Always be alert to ways to protect our 





  environment during training and missions.  In doing so you will contribute to the 






  sustainment of our training resources while protecting people and the environment from 




  harmful effects.
_______________________________________________________________________
Evaluation
There is no formal test instrument included with this TSP.  If used as part of a formal program of instruction, the course proponent is responsible for developing a test, if required, and including the testing requirements in the Student Evaluation Plan (SEP).
_______________________________________________________________________

Instructional
During this block of instruction we will expand your knowledge and skill in the core

Lead-In 

leader competency of develops others.  Your previous instruction in the areas of counseling, self-development, and creating a positive environment, along with your ability to communicate effectively, will be instrumental in your ability to effectively develop your subordinates.



_______________________________________________________________________
SECTION III 
PRESENTATION
_______________________________________________________________________

A.
ENABLING LEARNING OBJECTIVE A


NOTE:  Inform the students of the enabling learning objective requirements.

	Action:
	Discuss the leader’s role in the development of subordinates and the conceptual framework for developing others.

	Conditions:
	Given student readings and classroom discussion.

	Standards:
	Demonstrate a deep-level understanding of the subject matter by actively participating in classroom discussions.


_______________________________________________________________________

1.
Learning Step/Activity 1.  Discuss the importance of developing subordinates.

Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
In the opening vignette you saw an example of why it is imperative for all leaders to develop their subordinates.  Your organization’s ability to accomplish its mission may hinge on how effectively you develop the individuals that work under you.  You never know when one of them may be called upon to take your place or the place of another leader in your organization.  The ability to develop others is one of the core competencies you are expected to possess.  As a result, you are expected to encourage and support your subordinates to grow as individuals and teams.  By developing your subordinates, you are also facilitating your organization’s ability to accomplish their goals and mission.  This not only creates agile, adaptive leaders, but enhances your organization’s versatility and productivity.
Regardless of whether you lead at the direct, organizational, or strategic level, you will always be expected to develop subordinates.  This is true for all leaders, to include noncommissioned officers, warrant officers, commissioned officers, and civilian leaders.  While there may be some differences in regulatory guidance, all levels of leadership and cohorts use the same basic methodology to develop others.  For example, at the direct level, development may occur primarily through counseling and coaching, while at the organizational and strategic levels there may be more of a mentor mentee relationship.  However, this is not a hard fast rule, and the type of developmental relationship established is dependent on several factors, and may change over time.  We will discuss these relationships in more detail later in the instruction.
2.
Learning Step/Activity 2.  Discuss the conceptual framework for developing others.

Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  15 min.
Media used:  Instructor Provided
Since the focus of this lesson is on the development of subordinates, you need to understand the leader to subordinate relationship with regard to individual development.   
NOTE TO INSTRUCTOR:
Involve the students in a brief discussion by asking them what “develop subordinates” means to them.  
Some of you may think the subordinates you will be developing will only be lower enlisted Soldiers, new hires in your organization, or possibly interns.  While in many cases this will be true, you must think beyond this.  For example, if you are assigned as a platoon leader, what about the noncommissioned officers in your platoon?  Typically, they will have more experience than their junior officer counterparts, but the officer is still responsible for guiding their individual development.  Similarly, NCOs may have several junior NCOs under them.  As you progress in your careers, you will find more and more that the “subordinates” you are required to develop are leaders themselves. 
NOTE TO INSTRUCTOR:
Involve the students in a brief discussion by asking them if they would do anything differently if the subordinate they were developing was assigned to a leadership position.
In the past, there have been differing viewpoints on developing leaders compared to developing subordinates in non-leadership positions.  However, due to the current operational environment, it has been recognized that every individual has the potential to be a leader, and the development of all subordinates should be viewed from the perspective that you are developing future leaders.
To clarify this, there are some key definitions you must understand.  The first one, leadership, is one you all should be familiar with.  It is the process of influencing people by providing purpose, direction, and motivation, while operating to accomplish the mission and improve the organization (FM 6-22, Army Leadership).
Another definition you must become familiar with is one for leader development.  FM 7-0, Training the Force, defines leader development as the deliberate, continuous, sequential and progressive process, grounded in Army values, that grows soldiers and civilians into competent and confident leaders capable of decisive action. Leader development is achieved through the life-long synthesis of the knowledge, skills, and experiences gained through the developmental domains of institutional training and education, operational assignments, and self-development.
The next definition, purposely saved for last, is leader training.  Also found in FM 7-0, leader training is defined as the expansion of basic soldier skills that qualifies soldiers to lead other soldiers.
One of the Army’s capstone doctrinal publications, FM 3-0, Operations, identifies the need for all Soldiers to be agile and adaptive.  The Army also has this expectation of its civilian workforce.  This lesson will take the approach that all subordinates, down to the lowest level of an organization, are potential leaders, and thus, the actions you perform as a leader to develop subordinates are applicable to all individuals, regardless of their role, or your level of leadership.  However, there are additional concerns and requirements when developing subordinates assigned to documented leadership positions.  There are specific leader development programs within each cohort that mandate specific actions for those assigned to leadership positions.  We’ll address some specific issues concerning developing subordinate leaders throughout the remainder of the lesson where applicable.
NOTE TO INSTRUCTOR:
Involve the students in a brief discussion by asking them what they think the difference is, if any, between “training” and “developing” subordinates.
When we talk about training or developing subordinates, there is often little distinction between the two.  Some leaders will say, “Anytime I’m conducting training, I’m developing subordinates.”  Others will say, “I develop subordinates through training.”  Both statements are partially correct, but neither of them is complete.  To understand the differences between training and development, and how they complement each other, you must fully understand the Army Training and Leader Development Model (ATLDM).
B.
ENABLING LEARNING OBJECTIVE B



NOTE:  Inform the students of the enabling learning objective requirements

	Action:
	Discuss the Army Training and Leader Development Model (ATLDM)

	Conditions:
	Given class notes and discussion. 

	Standard:
	Demonstrate a deep-level understanding of the subject matter by actively participating in classroom discussions.


1.
Learning Step/Activity 1.  Indentify the components of the Army Training and Leader Development Model.
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
NOTE TO INSTRUCTOR:
The following graphic should be included at this point as part of your presentation or provided to the students as a handout.
[image: image1.emf]
Army training and leader development model (AR 600-100)

From the name given the model, there is an obvious link between training and development.  You can see there are many components to the model, all contributing to the final objective; to have trained and ready units led by competent, confident leaders.

The Army’s Training and Leader Development Model (ATLDM) highlights the important interactions for training Soldiers and developing leaders.  It relies on lifelong learning and identifies three developmental domains that shape critical learning experiences: they are the operational, institutional, and self-development domains.  In the model, you see that education, depicted by the developmental domains, along with continuous feedback and assessment, are required to fully develop subordinates.  As a leader, it is your responsibility to develop your subordinates by providing guidance, training opportunities, and creating an environment that fosters the concept of lifelong learning across all of the developmental domains.
2.
Learning Step/Activity 2.  Discuss the developmental domains of the Army Training and Leader Development Model (ATLDM).
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  15 min.
Media used:  Instructor Provided

The three domains of an individual’s development are dynamic and interconnected.  Your subordinates will gain knowledge and skills to enhance their abilities while attending institutional training and education programs, and will apply what they have learned in their unit or organization.  The self-development domain enhances, sustains, and expands on these attributes and skills.  We will explore each of the domains a little deeper.
Institutional training and education, for all cohorts, is the Army’s approach for providing its members with the education (how to think) and training (how to do) required to support operational or organizational assignments.  The Army’s progressive, sequential, and parallel education systems support Army Force Generation (ARFORGEN) and will ensure future Soldiers, officers, and civilians are armed with the knowledge base they need to succeed in modular formations.
Operational, or organizational, assignments translate theory into practice by placing individuals in positions allowing them to apply the knowledge and skills acquired during institutional training and education.  Repetitive performance of duty position requirements, coupled with self-awareness, assessment, and feedback – refines individual skill, broadens knowledge, and shapes attitudes and subsequent behavior.

The final developmental domain, self-development, is arguably the most important domain in the model.  Institutional training and education or operational assignments alone cannot provide the insight, intuition, imagination, and judgment attributes and skills subordinates are expected to demonstrate.  As a result, individuals must become lifelong learners, committed to the concept of self-development and being proactive in addressing their own developmental needs.  In today’s operational environment, all members of the Army team are expected to demonstrate critical thinking, adaptability, and innovation to support the total Army effort. 
The Army’s self-development initiatives focus on maximizing individual strengths, reducing weaknesses, and achieving individual development goals.  Self-development is a continuous process that takes place during institutional training and education, and during operational assignments.  Self-development not only enhances an individual’s ability to perform in his or her current position, it also broadens and develops the knowledge and skill sets necessary when assigned to positions of greater responsibility.
NOTE TO INSTRUCTOR:
Involve the students in a brief discussion by asking them how they think their own self-development relates to the development of their subordinates.
It may be difficult at times to distinguish between your own self-development and the development of subordinates.  This is not unusual, as the competencies prepares self and develops others both fall within the competency category develops.  You may have noticed a pattern by now.  The core leader competencies and attributes are not independent of each other.  They are interwoven and supportive of each other, and will spill over into everything you do as a leader.  At every level of leadership, in all technical and tactical areas, on or off duty, one or more of the core competencies or attributes will always play a role.
Some of the material we cover in the remainder of the lesson will reinforce what you have learned regarding counseling, coaching, mentoring, and the preparation of a self-development plan.  Many of the actions you were required to perform while learning these tasks will be performed again while developing your subordinates, although there will be some areas that require more in-depth study.  Additionally, some of the material we cover will be reinforced in some of your later instruction.  As we progress through this lesson, you are encouraged to reflect on what you have learned previously and identify the relationships that exist between your own self-development and the development of your subordinates.  You may find you cannot do one without the other.
As you develop your subordinates, you need to remain focused on the objective you are trying to accomplish.  Your goal is to produce competent, confident, adaptive Soldiers and leaders, military or civilian, who are prepared to support the Army’s mission across the full-spectrum of operations.  The Army’s Training and Leader Development Model (ATLDM) integrates the operational, institutional, and self-development domains into a system that provides you with the tools necessary to effectively develop your subordinates.  All leaders, military and civilian, regardless of the level at which they lead have a requirement to develop their subordinates, because everyone on the Army team is a potential leader.
Now that you have a foundational knowledge of the framework needed to develop your subordinates, we will begin to look at the specific leader actions you will need to perform to effectively accomplish this mission.
C.
ENABLING LEARNING OBJECTIVE C


NOTE:  Inform the students of the enabling learning objective requirements

	Action:
	Discuss the components and leader actions that support the competency of Develops Others.

	Conditions:
	Given class notes and discussion. 

	Standard:
	Demonstrate a deep-level understanding of the subject matter by actively participating in classroom discussions.


1.
Learning Step/Activity 1.  Identify the components associated with the competency of Develops Others.
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
As mentioned earlier, your role as a leader is to encourage and support your subordinates to grow as individuals.  Developing subordinates not only broadens their knowledge and enhances their individual skill sets, it facilitates the achievement of organizational goals.  By preparing subordinates to assume greater responsibility, the organization has flexibility to assign individuals to positions where and when needed, enhancing overall productivity and effectiveness.
You should already be familiar with the core leader competencies, so we will only review the components and actions associated with the competency Develops Others, as it is the primary focus of this lesson.
NOTE TO INSTRUCTOR:
Ask the students what components of the competency “Develops Others” are applicable to developing subordinates.  All of the components apply.  While building team or group skills does not specifically address individual development, developing individuals supports the achievement of this component.
The components we will discuss in the development of subordinates are: assessing developmental needs; fostering job development, challenges, and enrichment; counseling, coaching, and mentoring; and ongoing development in the institutional and self-development domains.

2.
Learning Step/Activity 2.  Discuss the leader actions required to develop subordinates. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  15 min.
Media used:  Instructor Provided
The first step in developing your subordinates is to determine how they may be developed best by identifying the areas they are already strong in and what areas should be stronger.  The more you know about your subordinates the better armed you will be to support and encourage their development.
NOTE TO INSTRUCTOR:
Ask the students for suggestions on ways to assess the developmental needs of their subordinates.  Provide appropriate feedback on their comments.
Although we will cover this in-depth a little later, for now I want you to be familiar with and reflect on the leader actions contained in FM 6-22 as we progress through the lesson.  Although these are not all inclusive, the three primary actions identified are 1) to observe and monitor subordinates under different task conditions to establish strengths and weaknesses, 2) note changes in proficiency, and 3) evaluate subordinates in a fair and consistent manner.  

Once you have identified the developmental needs of your subordinates, you must figure out the best methods for improving their weaknesses and sustaining their strengths.  There are many ways to accomplish this, and you are encouraged to be innovative in your approach.  One of the best development opportunities you can take advantage of occurs while on the job.

Leaders who have an eye for developing others will encourage growth in current roles and positions.  How you assign tasks and duties can serve as a way to direct individual Soldiers or civilians to extend their abilities.  The Army civilian intern program is one example for this type of development.  For Soldiers and junior leaders, cross-training is a method to broaden knowledge and grow skill sets.  Assign tasks your subordinates are weak in and challenge them to exceed the standards.  Challenging them to perform outside the scope of their normal assignment and duties is a good method of keeping them interested in what otherwise may be considered routine work. 
Providing support for the professional and personal growth is another function you will be required to perform while developing subordinates.  As a leader, you are expected to fully support available developmental opportunities, nominate and encourage subordinates to take advantage of those opportunities, aid in the removal of barriers preventing them from capitalizing on opportunities, and ensure the new knowledge and skills they attain in these pursuits are reinforced and leveraged while in the unit or organization.

To accomplish this, there is an implied task you must perform, one that can be achieved thru your own self-development and awareness.  You must familiarize yourself with the programs and opportunities available to your subordinates, institutionally and through self-development.  In the institutional domain, you need to be aware of the training and education opportunities applicable to your subordinates’ career program, military occupational specialty, or career branch.
Soldiers and military leaders can attend functional courses specifically designed to enhance technical and tactical skill sets, while civilians can attend courses that assist in the transition to Army culture and build skill sets necessary for their career program.  In the self-development domain there are programs like eArmyU, the Army’s eLearning Program, the Army Correspondence Course Program, classes at local colleges or universities, online programs, and several other programs tailored to support self-development.  To familiarize yourself with these and other programs, visit your installation education centers.  Army Knowledge Online (AKO) also provides a great deal of information on self-development opportunities through the Self Service link on their home page.  The more familiar with you become with institutional and self-development programs and opportunities, the better you will be able to support the developmental needs of your subordinates.
NOTE TO INSTRUCTOR:
Ask the students for suggestions on additional ways leaders can encourage the developmental growth of subordinates.  Provide appropriate feedback on their comments.
Another method of developing your subordinates is by sharing your own personal experiences.  While initially you may not have much experience to share, over time, you will have many experiences your subordinates can benefit and learn from.  Additionally, as part of your own self-development, you will gain knowledge through the experience of others.  It will typically come to you in the form of counseling, coaching, or mentoring.  In turn, these are three activities which you will come to rely on quite heavily while developing your subordinates.
D.
ENABLING LEARNING OBJECTIVE D


NOTE:  Inform the students of the enabling learning objective requirements

	Action:
	Discuss the counseling, coaching, and mentoring relationships.

	Conditions:
	Given class notes and discussion. 

	Standard:
	Demonstrate a deep-level understanding of the subject matter by actively participating in classroom discussions.


1.
Learning Step/Activity 1.  Review the concepts of counseling, coaching, and mentoring. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
As a leader, counseling, coaching, and mentoring are the three principle methods you have for developing subordinates.  You may already be familiar with one or more of these terms, or they may be entirely new to you.  For the purpose of this lesson, we will discuss what it means to counsel, coach, and mentor to familiarize you with how they relate to the development of subordinates.
Counseling occurs when a leader, who serves as a subordinate’s designated rater, or immediate supervisor, reviews with the subordinate his or her demonstrated performance and potential.
Coaching is the guidance of another’s development in new or existing skills during the practice of those skills.

Mentoring is when a leader with greater experience than the one receiving the mentoring provides guidance and advice; it is a future-oriented developmental activity focused on growth in the chosen profession of the mentee.

These are the definitions contained in FM 6-22, Army Leadership.  At first glance, you may have a difficult time seeing a difference between them.  However, there are subtle differences, and one or more of the developmental relationships may exist simultaneously between a leader and a subordinate.  To help you understand the differences and interrelationships, we will discuss each one individually.
2.
Learning Step/Activity 2.  Discuss counseling.

Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
Counseling is a key element in the development of subordinates.  Leaders who serve as designated raters have an inherent responsibility to prepare their subordinates to be better Soldiers, leaders, or civilians.  Effective developmental counseling focuses on a subordinate’s current strengths and weaknesses and prepares them for future assignments and responsibilities.  In the developmental counseling process your role as a leader should be that of a facilitator, with the expectation that subordinates will be active participants, seeking constructive feedback and guidance to structure their development plan.  Developmental counseling should not be a sporadic, ad hoc activity, but should be part of a comprehensive program designed to effectively develop subordinates.  And, as mentioned earlier, developmental counseling should include all subordinates down to the lowest level, not just those you “think” may have the most potential.  Remember, everyone on the Army team should be regarded as having the potential for being a future leader.
There are several forms of counseling identified in FM 6-22, Army Leadership, but the two most closely associated with the development of subordinates are performance counseling and professional growth counseling.
Performance counseling is the review of a subordinate’s duty performance during a specified period.  You and your subordinates will jointly establish performance objectives and clear standards for the next counseling period.  Performance counseling should focus on the subordinate’s strengths, areas to improve, and potential.  During the counseling session you should provide specific examples of strengths and areas needing improvement.  You should also provide guidance and offer suggestions on how the subordinate can improve his or her performance while sustaining their strengths.  While performance counseling is applicable to all subordinates, officers, noncommissioned officers, and Army civilians have a specific requirement under their individual evaluation reporting systems.  You will need to become more familiar with these requirements in the future depending on your level of leadership and the role of your subordinates.
Professional growth counseling is closely tied to performance counseling, but its focus is to assist subordinates in identifying and achieving organizational and individual goals.  Professional growth counseling includes a review to identify and discuss the subordinate’s strengths and weaknesses resulting in an individual development plan (IDP) or action plan that builds on existing strengths to overcome weaknesses.
A part of professional growth counseling is a discussion characterized as a “pathway to success.”  It establishes short and long term goals for the subordinate which may include opportunities for civilian or military schooling, future duty assignments, special programs, or reenlistment programs.  While conducting performance growth counseling you must approach each subordinate as an individual.  There cannot be a “one size fits all” approach while assisting in the creation of a subordinate’s IDP.  Everyone has different strengths and weaknesses, goals, and motivational triggers.  It is your job to find out what these are and to assist in the development of a plan that is realistic and achievable.  One of your goals during this process is to encourage subordinates to take charge of their own development through self-development and a lifelong learning mentality.
3.
Learning Step/Activity 3.  Discuss coaching.

Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
Closely related to counseling, and often performed as a result of the developmental counseling process, is coaching.  While coaching is similar in nature to counseling and mentoring, there is one distinct difference.  While a mentor or counselor generally has more experience than the individual being counseled or mentored, coaches may or may not have more experience than the person being coached.  The primary goal of coaching is to teach and guide a subordinate to realize their full potential in a capability or skill they already possess.  To gain a better understanding, think about a situation or time before you joined the Army team where you may have been coached.  If you were on any type of sports team you more than likely had a coach, or you may have participated in an individual activity like golf, tennis, or swimming where you had someone coach you along.  In all of these examples, and others you might have had, your coach’s role was to observe your current state of performance and provide you with guidance and ways to enhance your ability to do something you already knew how to do.  The Army’s approach to coaching is no different.  Coaches are expected to possess considerable knowledge in the specific area in which they coach others, and the goal is to develop the inherent ability to perform a specific skill or task.

An important aspect of coaching, and one very similar to performance growth counseling, is to identify and plan for short and long-term goals.  The coach and the subordinate being coached discuss strengths, weaknesses, and courses of action to sustain or improve current skills.  While the Army has not established a formal coaching program, they have identified guidelines to support the coaching process.
FM 6-22, Army Leadership, identifies guidelines for coaching, and for the purpose of this lesson you only need to be familiar with what they are.  They are: focus goals, clarify the subordinate’s self-awareness, uncover potential, eliminate developmental barriers, develop action plans and subordinate commitment to the plan, and follow-up.  As you can see, there are quite a few overlapping actions between coaching and counseling.

4.
Learning Step/Activity 4.  Discuss mentoring.

Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
The last developmental relationship we will discuss is mentoring.  AR 600-100 (Army Leadership) defines mentorship as the voluntary developmental relationship that exists between a person of greater experience and a person of lesser experience that is characterized by mutual trust and respect.
We will only discuss this briefly, as at this point in your career you probably do not have the experience required to serve as a mentor.  However, as a leader, you must be familiar with the mentor mentee relationship so you are able to encourage your subordinates to seek out and establish a developmental relationship with a mentor.  At the same time, you are encouraged to seek out a mentor of your own to support your own self-development.  In the future, as you gain experience in your field, hopefully you will pass your knowledge and expertise down to other Soldiers, leaders, or civilians that have chosen you to serve as their mentor.
Mentoring is a developmental tool that can effectively compress and accelerate a subordinate’s development in terms of professional expertise and maturity.  While all subordinates will make mistakes and learn from them, the knowledge obtained through mentorship can greatly reduce the number of mistakes made.  The current operating environment has placed additional pressures on developing subordinates at a rapid pace, and future operations will only increase the need to develop them as quickly as possible.  The Army’s mentorship program provides a means to leverage the experience and knowledge of more seasoned Army team members, effectively reducing the developmental time of subordinates.
Mentors generally have served in the same specific area as those they mentor and are more likely to have experienced the same types of things their mentees or protégés are likely to encounter.  Mentoring primarily focuses on developing less experienced subordinates for the future.
In mentorship, the less experienced Soldier, leader, or civilian will normally initiate a relationship with a mentor to enhance their personal and/or professional development.  Once a relationship is established, the mentor takes the initiative to check on the well-being and development of their mentee.  The strength of the relationship is based on mutual trust and respect, as the mentee relies heavily on the assessment, feedback, and guidance their mentor provides; these considerations are essential for growth to occur.
In the process of developing your subordinates, you should encourage them to be active participants in the developmental mentorship program.  When you conduct professional growth counseling, you should take the time to explain the mentorship program to subordinates, and suggest it as an option for broadening their knowledge base and for correcting weaknesses.  Since the mentorship program is a voluntary process, mentorship falls within the self-development domain of training and education.  As a result, subordinates can increase their chances of being mentored by actively seeking performance feedback and adopting an attitude of lifelong learning.  These self-development actions help set the stage for mentoring opportunities.  Soldiers, leaders, and civilians who seek feedback to focus their development, coupled with dedicated, well-informed mentors, will be the foundation for embedding the concepts of lifelong learning, self-development, and adaptability into the Army’s culture.
Now that you have a foundational understanding of the skills and knowledge required to develop your subordinates, we will pull it all together as we go through the steps required for you to accomplish the task of developing your subordinates.
E.
ENABLING LEARNING OBJECTIVE E


NOTE:  Inform the students of the enabling learning objective requirements

	Action:
	Discuss the observation and assessment process.

	Conditions:
	Given class notes and discussion. 

	Standard:
	Demonstrate a deep-level understanding of the subject matter by actively participating in classroom discussions.


1.
Learning Step/Activity 1.  Get to know your subordinates. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
As mentioned earlier, the first step in developing your subordinates is to determine where they’re at.  To accomplish this, you will have to find out what areas they are strong in, and where their weaknesses lie.  All developmental efforts should include consideration for technical and tactical proficiency, or the ability to perform a certain skill set in the case of civilians, as these certainly fall within the scope of developing subordinates.  These are relatively easy to assess, as there are metrics or standards against which they can be measured, and strengths or weaknesses can normally be sustained or improved through training, counseling, or coaching.
On the other hand, the ability to assess a subordinate’s strengths and weaknesses in the areas of Army values, leadership attributes, and core leader competencies is a little more difficult.  It is accomplished through the observation and recording of events and actions over a period of time.  You cannot simply say, “Perform mental agility” or “Prepare Self” and expect to assess whether a subordinate performs to standard.
Currently, there are no mandated or prescriptive forms or methods to assess your subordinates’ performance in these “soft skills.”  However, the Center for Army Leadership (CAL) at the Combined Arms Center (CAC) in Fort Leavenworth, Kansas has published a comprehensive guide called the Commander’s Handbook for Unit Leader Development that provides several tools to assist you while developing your subordinates.  You are encouraged to use and apply it as you develop your subordinates.  It has been provided to you as a student handout and will serve as our guide for the remainder of this lesson.  We will refer to as “the handbook.”

As mentioned earlier, to effectively assess and develop your subordinates you must get to know them first.  On page 14 of the handbook, there is an example of some of the things you should find out about your subordinates.  You should become familiar with their professional goals and priorities.  Make note of key challenges in their current assignment and identify their strengths and developmental needs.  Also, make notes on their attitudes toward assigned tasks and their level of satisfaction with work in general and the Army profession. 
Pay attention to how they interact with peers and subordinates, and get a feel for how they relate to you and the type of working relationship you have with them.  Through general conversation and discussion, find out what previous assignments they have had and become familiar with any unique or unusual experiences they may have had prior to, or during their careers.

Look beyond who they are on the job, and take a “whole person approach” to who they are and what makes them tick.  Find out what their family life is like and who the important family members are in their life.  Become familiar with where they live, what their commute to work is like and their mode of transportation.  Ask them what their hobbies are and what interests they have outside of work or while off duty.  Try to discover what influences or stressors in their personal life may impact duty or work performance.

Getting to know your subordinates should not be a deliberate question and answer process, but should occur over a short period of time.  Some subordinates will be reluctant to share information and aspects of their personal life.  You must work to build a level of trust so they feel comfortable opening up to you.  Carry a leader’s book or note cards with you to record information on your subordinates as it’s gathered.  A suggestion is to have a page or card for each subordinate with the areas outlined on page 14 of the handbook.  Additionally, the handbook also has a section of blank forms in the back that you can use to record information for this step, and other activities we will cover.
2.
Learning Step/Activity 2.  Discuss the observation and assessment process. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
Once you become familiar with who your subordinates are and what motivates them, you should begin to observe and assess them in the performance of their duties.  However, you must first ensure you are very familiar with the Army Core Leader Competency Model in FM 6-22, Army Leadership, which identifies the leader attributes and core competencies.  Additionally, Appendix A in FM 6-22 provides the components and examples of leader actions to guide you in your observation and assessment.

As a leader, observation and assessment are actions you should perform continuously, and over time, you will do it intuitively, making mental notes along the way.  In reality, you will have many things going on simultaneously, and while you are making notes along the way, you will find it is difficult to sit down and organize your thoughts to record and reflect on what you have observed.  On page 19 of the handbook there is an example of a tool to assist you in the observation and assessment process.
The tool is a SOAR card, and is used to capture your observations and assessment and provides a reference for future feedback sessions with your subordinate.  The SOAR card allows you to accurately record the Situation and your Observations and to Associate and Assess what you have observed against the Leadership Requirements Model.   It also provides an area to identity activities performed well for you to Reinforce, and actions where you should Recommend ways to improve weaknesses or shortcomings.
Another important use of the SOAR tool is that it allows you to provide timely, constructive feedback to your subordinates.

3.
Learning Step/Activity 3.  Discuss the importance of feedback. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
NOTE TO INSTRUCTOR:
Ask the students how important feedback is to them in the performance of their duties and what value does it provide.
Accurate and timely feedback is critical to the development and professional growth of your subordinates.  Constructive feedback not only lets your subordinates know the areas they need to improve in and offers suggestions on how to improve, but it boosts their morale by letting them know what they are doing well.  The SOAR tool not only provides a means for you to record observations and assessments accurately to use in future performance growth counseling, it also enhances your ability to provide immediate feedback.  Do not accumulate a stack of SOAR cards and attempt to review all of them during a developmental counseling session, but rather, provide feedback as the observation and assessment occurs.  Not only do your subordinates prefer routine and daily feedback, they also benefit from the ability to immediately being correcting shortcomings or improving weaknesses.  Similarly, informing them of the things they are doing well not only reinforces good behavior, but provides an immediate morale boost enhancing the overall climate of the section, squad, unit, or organization.
While timely feedback is important, you must be careful not to overwhelm your subordinates with too much information.  Providing feedback on every observed act or behavior will leave the subordinate with an unmanageable and unfocused attempt to correct deficiencies.  Pick the critical weaknesses you want them to overcome so they can concentrate their efforts accordingly.  Monitor their progress, and provide them with just the right amount of feedback so they are continuously challenged, but are able to set achievable goals.
Day-to-day, routine feedback is important to the development process, but it does not replace the need, or requirement, to sit down with your subordinates and conduct developmental or professional growth counseling.
----------------------------------------------- STOP ----------------------------------------------------------
NOTE TO INSTRUCTOR:  IF THIS LESSON IS USED AS PART OF AN INSTITUTIONAL TRAINING COURSE, THIS CONCLUDES THE FIRST PART OF THE INSTRUCTION FOR THIS TSP.  SEE APPENDIX C FOR THE PRACTICAL EXERCISE ASSOCIATED WITH THIS TSP AND FOR FURTHER GUIDANCE.
F.
ENABLING LEARNING OBJECTIVE F


NOTE:  Inform the students of the enabling learning objective requirements

	Action:
	Conduct a developmental counseling.

	Conditions:
	Given class notes, discussion, student handouts, and an opportunity to observe an individual over a period of time.

	Standard:
	Conduct a developmental counseling session with a subordinate that results in the creation of an individual development plan.


NOTE TO INSTRUCTOR:
If this TSP is used as part of resident instruction, and students were given an opportunity to conduct observations and assessments following ELO E, read the following instructional lead-in.  If this TSP is used as awareness training then proceed to LSA 1.
Instructional Lead-in:  Now that you have had an opportunity to conduct individual observation and assessment of a fellow classmate, we will continue this block of instruction with a discussion of individual development plans and developmental counseling.
1.
Learning Step/Activity 1.  Discuss Individual Development Plans (IDP). 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  5 min.
Media used:  Instructor Provided
Prior to this class everyone should have received instruction on how to prepare your own self-development plan. Depending on the level at which you lead, and whether the subordinates you lead are Soldiers, NCOs, officers, or civilians, how, and the extent to which you assist in developing your subordinates’ developmental plan will vary.  
Prior to sitting down with your subordinates to conduct professional growth counseling, you should have them prepare a self-development plan and bring it with them to the counseling session.  The Self-Development Handbook prepared by the Center for Army Leadership provides a step-by-step guide on how to create one.  Encourage your subordinates to ask for assistance if they need help preparing it.
While FM 6-22, Army Leadership, states that all Soldiers and civilians are required to have an individual development plan, there is little prescriptive guidance as to the requirements and design of development plans.  For Soldiers, DA Form 4856, the Developmental Counseling Form may be used, although noncommissioned officers and officers have their own developmental forms and regulatory guidance that must be adhered to.  Similarly, civilians have mandatory developmental requirements, but the implementation of these requirements varies among career programs.  The intent of this lesson is not to make you experts on the requirements for each cohort, but we will discuss same basic tenets of each one.  Depending on the level at which you lead, and the role of your subordinates, you will be required to become more familiar with the requirements, best practices, and guidance applicable to the development of your subordinates.
2.
Learning Step/Activity 2.  Discuss the developmental counseling process. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  10 min.
Media used:  Instructor Provided
As mentioned previously, constructive feedback is critical for the effective development of your subordinates.  It should be a continual process, used to reinforce and sustain strengths, while at the same time providing guidance on how to correct weaknesses and shortcomings.  However, it does not replace the need to sit down with your subordinates and create a developmental plan for continued growth to address the personal and professional goals and objectives of the subordinate. 
Initial counseling will be conducted within 30 days after the beginning of a rating period and quarterly thereafter for NCOs, WO1s, chief warrant officers 2 (CW2s), lieutenants (LTs) and captains (CPTs). Quarterly counseling for all other ranks will be on an as-needed basis. The initial counseling session results in the development of a duty description for the Soldier and major performance objectives to accomplish during the rating period. It will also be used to guide the rated leader’s performance during the early part of the rating period (AR 623-3).
For NCOs, this counseling must be documented on DA Form 2166-8-1, the NCOER Counseling and Support Form.  In the officer cohort, developmental needs for CPTs/LTs/CW2s/WO1s are documented on DA Form 67-9-1a, a Developmental Support Form.  Similarly, the developmental needs of Majors and above are captured on DA Form 67-9-1, the Officer Evaluation Report Support Form.
For junior enlisted Soldiers, developmental needs can documented on DA Form 4856 during routine counseling, or, as part of a more comprehensive developmental program, during performance growth counseling.
Army civilians are also required to have documented counseling as part of their development program.  However, depending on the civilian system they are a part of, i.e. General Schedule, Wage Grade, or the new National Security Performance System (NSPS), the procedures and requirements for counseling and professional development vary greatly.
The vast differences in regulatory guidance, military occupational specialties (MOS), career fields, and civilian programs and pay schedules, make it impossible to cover all of them in detail within the context of this lesson.  As a part of your own development, you will be introduced to the requirements that concern your particular cohort and professional developmental model.  You are also encouraged to read and become familiar with the regulations, policies, and career models specific to you and the subordinates you will be responsible for developing.  The following reference list contains important information pertaining to the development of subordinates:
NOTE TO INSTRUCTOR:
The following information should be included as part of your slide packet and/or provided as a student handout.

[image: image2]
3.
Learning Step/Activity 3.  Conduct a developmental counseling session. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  10 min.
Media used:  Instructor Provided
NOTE TO INSTRUCTOR:
If this TSP is used as part of resident instruction and the course design allows students to conduct developmental counseling, refer to Appendix C of this TSP and continue the lesson from this point.  If there is not enough time to conduct developmental counseling, or this TSP is used for awareness training, proceed to the Summary section of this TSP.
At this point, you have been provided with the foundational knowledge required for you to effectively develop your subordinates.  It is now time to apply what you have learned and to conduct a developmental counseling session.  In the final part of this lesson, you will use any class notes, applicable references, SOAR tools, and self-development tools to conduct a developmental counseling session.
You, and the individual you were assigned to observe earlier in the lesson, will sit down together and create an individual development plan.  Use Appendix B in FM 6-22 to guide you in preparing for, and conducting, the counseling session.  While the focus of this lesson has not been on the counseling process itself, you have had previous instruction on counseling, and this exercise will reinforce what you have already learned.
The expectation is that collectively, each of you, and the individual observed will reflect on the material presented in this lesson, conduct some research using the appropriate manuals, and produce an individual development plan that demonstrates a deep level understanding of the knowledge, skills, and actions required to effectively develop a subordinate.  You will have (period of time) to conduct your counseling session and prepare your individual development plans.  We will meet again on (date) to discuss what you have accomplished and conclude this block of instruction.
----------------------------------------------- STOP ----------------------------------------------------------
NOTE TO INSTRUCTOR:  IF THIS LESSON IS USED AS PART OF AN INSTITUTIONAL TRAINING COURSE, THIS CONCLUDES THE SECOND PART OF THE INSTRUCTION FOR THIS TSP.  SEE APPENDIX C FOR THE PRACTICAL EXERCISE ASSOCIATED WITH THIS TSP AND FOR FURTHER GUIDANCE.
G.
ENABLING LEARNING OBJECTIVE G


NOTE:  Inform the students of the enabling learning objective requirements

	Action:
	Provide feedback on the practical exercise.

	Conditions:
	Given time to conduct a developmental counseling session and assist in the preparation of an individual development plan.

	Standard:
	Demonstrate a deep-level understanding of the subject matter by actively participating in classroom discussions.


NOTE TO INSTRUCTOR:
If this TSP is used as part of resident instruction, and students were given an opportunity to conduct a developmental counseling session and assist in the preparation of an individual development plan, read the following instructional lead-in.
Instructional Lead-in:  Now that you have had an opportunity to conduct a developmental counseling session and assisted in the preparation of an individual development plan of a fellow classmate, we will conclude this block of instruction on the task of developing subordinates with a discussion of the practical exercise and to answer any questions you might have.
1.
Learning Step/Activity 1.  Participate in an after action review. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  15 min.
Media used:  Instructor Provided
NOTE TO INSTRUCTOR:
This LSA should engage students in open discussion and be structured using the after action review process by:

1. Establishing grounds rules up front for expected behavior and participation.
2. Reviewing what the students were expected to accomplish during the practical exercise.

3. Identifying what the expected outcomes of the exercise were.

4. Engaging students in a discussion of their experiences during the process.

a) Ask what they think they did well. (sustain strengths)

b) Ask what they think they could have done better. (improve weaknesses)
5. Ask the students how they think the exercise could be improved.
2.
Learning Step/Activity 2.  Discuss the leader actions required after the completion of an individual development plan. 
Method of instruction:  CO 

Instructor to student ratio is:  1:25
Time of instruction:  15 min.
Media used:  Instructor Provided
Assisting subordinates in the creation of an individual development plan does not complete your responsibility in their development.  The IDP provides a pathway to success, but as a leader, you have a responsibility to assist subordinates by providing counseling and coaching them down that path.  
You must continue to provide timely, constructive feedback, and check on their progression frequently to ensure they are adhering to the agreed upon plan.  You have a responsibility to provide an environment that sets the conditions for their success and accomplishment of their goals, personally and professionally. 
As part of your training strategy, provide opportunities for cross-training allowing subordinates to work on their weaknesses.  Assign progressively challenging tasks and assignments, and assign other members of your team or organization to coach subordinates that are weak in certain areas.

Encourage your subordinates to take ownership of their own development, just as you are expected to continually engage in self-development activities and increase your level of self-awareness.  As you grow yourself, you will become more adept at developing your subordinates.  Share your experiences with them, and encourage them to share their experiences with others.
As part of a comprehensive program, conduct formal counseling as required, and take the opportunity to review your subordinates’ IDP.  Be prepared to revise them if necessary, and ensure the goals set are challenging, yet achievable.  Find out if there are obstacles within your control that can be removed to enhance the learning environment.  Recommend they seek out a mentor, and participate actively in the mentorship program.
NOTE TO INSTRUCTOR:
Engage the students in a discussion on other follow-on activities they can perform to enhance the development of their subordinates.
As a leader, probably the single most important action you can perform is to set the example.  Being an advocate of lifelong learning and stressing the importance of self-development is of little value if you do not demonstrate it by your actions.  If you are an effective leader, you will be unable to separate your own self-development from the development of your subordinates.
SECTION IV

SUMMARY
Review/

During this block of instruction we have covered a great deal of information, but it only Summarize 
begins to scratch the surface of the role you will play in the development of your 

Lesson
subordinates.  Everything you do, every action you perform, has an effect on their development.  That is why, as a leader, you must be self-aware at all times of your behavior, conduct, and actions, on or off duty, in or outside the workplace.  Being a leader is a 24 hour a day, 7 day a week responsibility.  While you are expected to be technically and/or tactically proficient at your chosen profession, you must also live the leadership values and demonstrate the attributes and competencies expected of a leader.  Spend time becoming familiar with FM 6-22 and the leader actions you are expected to perform.  Take charge of your own self-development, and encourage your subordinates do the same.  Become a lifelong learner, and share what you learn and other experiences with your subordinates.  Use the Center for Army Leadership handbooks as guides to develop your subordinates and yourself.


Provide counseling and coaching at the right time, in just the right amount.  Do not simply conduct counseling, but have a comprehensive plan for developing subordinates.  Provide accurate, constructive feedback in a timely manner; not just on weaknesses, but on strengths also.  Carry the SOAR tool with you, and use it frequently to observe and assess subordinate behavior in relation to the Leadership Requirement Model.  Do not overwhelm subordinates with too much feedback, but dole it out gradually, in chunks that are easily manageable, allowing them to focus on critical weaknesses.  

Assist subordinates in constructing their development plan.  They are their plans, and they must be active participants in creating them.  Your role is to provide guidance and set the stage for success.  Do not let them set goals or objectives that are impossible to achieve, and ensure they address both professional and personal needs.

Finally, develop your subordinates by showing them what right looks like.  Set the example and demonstrate to them what a leader looks like.  If you talk the talk but don’t walk the walk, you will never be able to effectively develop your subordinates.  And the last thing I want to leave you with is this.  Every Soldier or civilian, down to the lowest level, has the potential to be a future leader.  And, as a leader, it is your responsibility to do everything you can to make that happen.
SECTION V
STUDENT EVALUATION

There is no formal evaluation included with this TSP, however, there is a Practical Exercise included in Appendix C that may be used to assess the learner’s understanding of the lesson content.  See Appendix C for further guidance.
Testing


There is no formal test instrument included with this TSP.  If used as part of a formal Requirements 
program of instruction, the course proponent is responsible for developing a test, if 





required, and including any testing requirements in the course’s Student Evaluation Plan.
Feedback

Rapid, immediate feedback is essential to effective learning.  Schedule and provide Requirement 
feedback on the evaluation and any information to help answer student’s questions about

the test.  Provide remedial training as needed.

APPENDIX A

MEDIA FILE
The end-user of this TSP should develop a presentation to be used in conjunction with the lesson plan to support the terminal learning objective.  The presentation should include as much information as required based on the instructor’s familiarity with the subject matter and their teaching style to guide them through the lesson material.
APPENDIX B

TEST and TEST SOLUTION

There is no formal test instrument included with this TSP.  If used as part of a formal program of instruction, the course proponent is responsible for developing a test, if required, and including the testing requirements in the Student Evaluation Plan.

APPENDIX C
PRACTICAL EXERCISE
This practical exercise (PE) is intended to be used in conjunction with a resident phase of institutional training.  The TSP has been designed so that Enabling Learning Objectives (ELO) A thru E may be taught via distributed learning (dL) or in an institutional setting.

The goal of this PE is to allow students to perform at the application level to enhance the transfer of knowledge to his or her operational environment.  It has two parts, breaking the instruction into three periods.  The length of time between the parts is dependent on course length and design.

PART I
Part one of this PE is performed upon completion of ELO E.  Students should be paired and be required to conduct observation and assessment of that individual over a period of time.  As part of this process, students should complete a Getting to Know Tool included in the Commander’s Handbook for Unit Leader Development.  The period of time allowed may vary depending on the length of the course, but caution must be used to ensure there is no degradation of previous instruction.  Additionally, the instructor should periodically query the students during other instruction as to progress being made.
For the purposes of this exercise, the SOAR observation and assessment tool in the Commander’s Handbook for Unit Leader Development is appropriate for all cohorts.  It is suggested that students be required to complete a minimum number of SOAR cards depending on the period allowed for observation and assessment.  While the observations and assessment should consider all performance, the intent, and focus of this PE is to concentrate on the core leader competencies and attributes of the observed individual.  The students should use Appendix A in FM 6-22, Army Leadership, as a guide for the actions and behaviors to observe.
During the observation and assessment period, all students should be required to complete a self-development plan using the Self-Development Handbook as a guide.  The plan should identify individual strengths and weaknesses, and current roles and responsibilities along with the knowledge, skills, or attitudes required to enhance these skill sets.  The plan should also include a crosswalk of individual goals and interests to the needs of the Army.  Students should also be able to articulate how they learn and draft a milestone plan for a path forward.  All of this information will be used during the preparation of an individual development plan in the second part of this PE.
PART II
Part two of this PE is performed upon completion of ELO F.  During this part of the PE students will use the SOAR cards and self-development plans prepared during part one of the PE.  Their guidance should be to conduct a performance growth counseling session that results in the creation of an individual development plan.  The results of the PE will be discussed in ELO G of the TSP and will complete this block of instruction.
Students may use all lesson handouts, notes, and appropriate references as necessary to complete the PE.

TSP 158-L-7012
ANSWER SHEET
Practical Exercise 

(21 April 2008)
There are no right or wrong answers for this PE and results will vary by cohort.  The goal is to reflect on the material presented in the lesson and apply it in a transfer setting.  Student development plans will vary, and success will be determined during final ELO in the lesson.  Through discussion, students should demonstrate a deep level understanding of the leader activities required to effectively develop subordinates and how to assist in the preparation of a subordinate’s individual development plan.

APPENDIX D

STUDENT HANDOUTS

The following handouts should be provided to the student at least one day prior to the presentation of this TSP.  They will utilize them to become familiar with perquisite knowledge and may use it during the practical exercise.  Because of formatting issues, student handouts are not included in this appendix, but are provided as separate files.  The files that should be included with this training support package are:  

158-L-7012 HO - Commander's Handbook for Unit Leader Development.pdf

158-L-7012 HO - Army Leader Self-Development Handbook.pdf

158-L-7012 HO - Army Mentorship Handbook.pdf
158-L-7012 HO - Sample Individual Development Action Plan.pdf
158-L-7012 HO - Civilian IDP Example.doc
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