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Build the Right Training and
Development Plan

Where to start?

A strong organizational development plan begins with a clear understanding
of where you are today and where you need to be in three to five years. Ask
yourself: which skill sets are required now and which will be required in the
near future? How do those differ by level and area? Are there skills you need to
hire? Can you internally cultivate others?

If you haven't undertaken a formal competency planning process, doing so can
help you answer these questions and gain consensus on strategies. Regardless
of how you get there, it is essential to understand the skills your company
needs to achieve its objectives, both today and in the near future.

What to budget?

In creating a training and development plan, the next question is often, “What
is the right amount to budget?”There is no one number that makes sense

for every organization. That number will depend on variables salient to your
company, such as demographic shifts, retirements, competitive climate, and
industry trends.

Some organizations construct their budget in levels, outlining the different
training and development needs of frontline employees, managers, and
leaders. Training directed at all employees could include broad organizational
initiatives such as training on diversity or sexual harassment issues.

Complimentary Guide

A strong workforce is built on
continuous employee development
that enhances knowledge, skills,
engagement, and ultimately,
retention. At MRA, we work with
members every day to create
training and development plans
that strengthen workforces and
produce results. Creating a training
and development plan, with an
eye toward organizational and
individual needs, is an important
strategic activity.
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Where HR Means Business.

On an individual level, it is important to include specific needs of high
potentials or successors. Successors for all key corporate areas should be
identified and multi-year plans should be created to help them grow the skills
needed in their current and potential roles. Coaching and networking can be
valuable developmental tools, in addition to classes.

We often find that HR professionals attend to everyone else’s development
plans except their own. Professional development is important for

all employees, but especially those who help shape the company. HR
professionals shouldn’t forget to include themselves in opportunities to
enhance their knowledge and organizational impact.

What else to consider?

The real power of training and development emerges when the concepts,
behaviors and skills learned are reinforced at every turn within an
organization. A strong performance management system ensures all

elements work together. This means aligning your training, recognition
programs, performance appraisals, and communications—both corporate and
individual—so they reinforce and reward the competencies critical to your
organization’s success.

This sample document is only an example and is based on the laws in effect at the
time it was written. MRA-The Management Association, Inc. does not make any
representations or warranties regarding the appropriateness or prudence of using
this information for any particular individual or situation. Your company should add,
delete, or modify the content of this document as needed to suit your purposes. This
material is for your information only and should not be construed as legal advice. In
some circumstances it may be advisable to have legal counsel review final documents
prior to implementation.

© MRA - The Management Association, Inc.

e 800.488.4845 www.mranet.org Wisconsin

Minnesota

Complimentary Guide

Review the engagement survey
It's often good to re-review

the data from your employee
satisfaction or engagement survey.
The information found within

your report can be very helpful

in illuminating areas on which to
focus. For example, if your company
has a core competency around
innovation, but your employee
satisfaction survey reveals that
frontline employees don't feel
their own supervisor supports
their ideas, this could highlight
opportunities to develop listening
skills among managers or perhaps
communication/presentation skills
among frontline employees.

Want to develop a training and
development plan?

MRA'’s training registration team
can match your organizational
needs with the right training.
Call us at 800.488.4845 or email
Registrations@mranet.org.

MRA'’s HR Hotline can help you!

‘ 866-HR-Hotline | 866.474.6854

. InfoNow@mranet.org

. mranet.org/24-7/hr-hotline
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As one of the largest nonprofit
employer associations in the nation, MRA:

Serves 4,000 employers Holds more than
covering one million 2,000 Training

employees worldwide. E events annually.

200 HR experts Offers more than

with more than 2,000 years of 1,000 HR Guides
collective knowledge, experience templates toolkits, and more.
and expertise.

YV

LEARNING & TALENT TOTAL

REWARDS

ORGANIZATION MANAGEMENT
DEVELOPMENT

o) R @

MRA is Your TotalHR® Resource.

MRA helps you create powerful teams and a safe,
successful workplace with talent, tools, and training.
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