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Why Develop Your Strengths?

r;
afde rm‘lf

& make your job more eng nd rewarding

& increase your value to yéﬁm@%r anization

< begm l@agnmg a lot more about matters that are mterestmg to you
( ant to the Agency’s work :

This is a do-it-yourself guide to, ,bﬁlpyg »create in just a few weeks,
an individual development plan to ‘enhante your career and your
overall group or team contribution.




Peak Work Experiences
Looking at your entire life experience, can you recall a time when you felt most alive, mogt involved, or most
excited about your job ? (Thmk about current and earlier work experiences, or g{g)en%xié” i ;9251(‘16 of work.
Recall efforts that went well; in which you invested time and energy.) ey
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w Values -- What are the qualities you value most about:

wud

Yourself -- Without being humble, what do you value the most about yourself -- asa huA
friend, a family member? (For example, “I care about other people and I value that gl ¢
? ',
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Your work — What do you value about your work?

Your organization — What is it about the organization that you value?




Achievement Areas -- Describe two or three pieces of work or projects of which you are

V particularly proud. i
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What was it about you -- your unique qualities, skllls knowledges, or strengths -- that made it possible to

P achieve these results?




STRENGTHS

.f,f?f
Consider your strongest areas. These strengths are not necessarily what is expecg%‘%:il of yo )
the ones that stand out. If there are one to three people with whom you can talk co ce;‘%

1%;; D) 4 Write down
id&jﬂg&;nost valuable

at & 2 - ‘,.:‘::::.", : %
abilities or qualities, ask each to suggest a few streng%tg i Add that information to?iﬁ;s Ehof e e
e PR R
s § 3. e nind -
Strgngthse..
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YOUR ORGANIZATION’S PLANS

AN
RO

Next, let’s get clear on what’s expected of your organization. If he or she hasn’t,..glreaggg;
know, ask your supervisor or team leader to identify your organization’s goals.
hook for” this year?

What 1§yl F’s : p “on the
¥ “‘“ 4 ?ééi; h}.;w‘.g
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DEVELOPMENTAL ACTIVITIES

4

Work assignments are often the most effective way to enhance and make use of your mgé)'t‘gfrépgths The

kinds of tasks, activities, and projects that you enjoy most are most likely to be orié% yol a € g@od at. To the

extent that your strengths support your organization’s oals and activities, the moyes 3 % ﬁgs‘éﬁinds of
things, the more your organization will benefit. ,8g; ifig 4] 'i“ idea to explore ho 1d be working more
where you are strongest and less with activities yoy;%f‘ (i ﬂii;oid. AR

K, ﬁ"f et gl
Compare the list you just prepared on Page 7 tgi.; q i 18t af strengths on page 6. Identify ways that you could

apply a strength you have to one or two of those efforts.

Possible,z:::yvq'g;flé:;‘ifg\gignments... Colleagues comments ...

f o e e e o e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e - —

i

i o, e
Talk with your supervisor, team leader, or colleagues about these possibilities atid add'y ffig[_‘fd‘eas they may
have. At this point, the list of possible assignments may look too long. Don’t commit {outself to any of these
yet, but find out what matters your colleagues would welcome getting your help with or handing off to you —
note that information above.
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Self Development Activities -- Imagine becoming truly expert at each of your strengths -;-* Jfou can accom-
plish this with self development activities such as independent and library readmﬁ"fand_\ &&d\ volunteer as-
signments, or enrollment in an institution of higher leammg These kinds of actlvme”s Qa Yoften’be undertaken

without significant cost and can help you a lot if; syQu! § ?OnSlblllty for your d%”@%{ {6pment. (Note
those ideas on page 19 under “Self Development

A
Formal Programs — These activities mclude ws @dm raining, distance learning courses, details, rotational

assignments, or other structured developmental actiVities aimed at improving your ability to perform your job.
(Record these possibilities on page 19.)

Q‘J




Your development is primarily your responsibility; your supervisor will also be interested. You may want to
ask your Supervnsor Team leader, or someone else to coach you. Coaching is a way of unlockmg a person’s
potential to maximize their work performance. A good coach helps you learn by sharmg _}ﬁd gqumg rather
than teaching. A coach works with you to help you envision new possibilities and,“pugg‘ea 4% glfematlves which
will allow you to act in new ways. Getting Coached-- For each of your 3-4 key s cagsidentify 2-3

people who could coach you. e i s ”‘5‘ .‘;‘3"
Key strength ... i «.5’5 ¥ Potential coach
ﬁ i

If you have a coach in mind, ask them if they’d be willing to coach you. (7hey’ll probably say yes.)
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FUNCTIONS WHICH DON’T MATCH WELL WITH YOUR STRENGTHS
The important part of self-development is maximizing strengths. But let’s face it — all j%ps include tasks that
must be performed regardless of our level of skill. So in our planning we need to ad "s’ss ﬁ\gsp tasks. List

below two or three parts of your job you avoid doing, don’t enjoy doing, don’t krig@v tﬁ or don’t
think you are very good at. If the task will continue to be important in your orgam@t on ﬁgkyo‘h could easily
learn to do it well, jot down a plan for learning, m,{hro i rhist dy/readmg training, G0 ?_'& ~Or practice

ua‘*w*w'.
Function ... E,ﬁ“%»,f a ) for getting good at it ...
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+ If someone else could do the function a lot better, propose handing it off.
¢ If you must continue to do the task, is there someone who knows how it should be dong who could coach

you? i ﬁi?#;sn, .
Function .. I;% nd off or coaching plan ...
ot By g@?&m %‘ - AEJ

+ Inany case, if you’re expected to carry out this work, learn how to do it, get it done, and do it on time.
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COMPLETING YOUR IDP FORM

From this point, transferring the information and recommendations you’ve develope oﬁr IDP form
shouldn’t be difficult. Your plans should link to organizational goals, maxnmlil § en hs to bene-
bact fy@ﬁ‘ weaknesses

“formal programs

fit you and your organization. Your plans should ak mﬁglmlze the negative imipa
List as activities on the IDP form the work ass?élﬁ’in i @' development activities

that you’ve thought of. ﬁi"ﬁw% 4
S

Consider your copy of the IDP as a draft versﬁ% aﬁfyou discuss it with your supervisor. She or he will
want to use it as a workforce planning tool, comparing your strengths and recommendations with those of
your peers. You and yoyr supervisor will work together in preparing a final IDP that works best for you
and strengt}}g:ns yp Qrgan;zatlon G S :
G L2 A ; i
Initial meeting i 'idzgpérwsor — Working on strengths — Have an initial conversation w1th your supervn-
sor about how ﬁ}y ‘would like to help the organization more while practicing your personal skills. Mutual
agreement on such matters may not be easy to reach, but if'y ou,can work more in your strength areas while
helping the organization, everyone wins. (Your supewlsoﬁv&;ﬁ*g{obably need to talk to your colleagues

and check on funding for training before making’ cqmmitmentg)

‘Working on your least favorite tasks — Also go over your initial thinking on these from pages 11-12 and
propose adjustmcn;§ or training in those areas.
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Follow-up meeting with supervisor and post-meeting follow up — Once the supervisor has had an opportu-
nity to meet with your colleagues and check on funding, you may
be able to agree on your development plangglf%x a,ngi your super-
visor should then sign the final IDP*f$rm i}i’}gfi‘dnsizuss follow-up

i ‘ e
Smc f\s glopment is primarily your respon51b1hty, your su-
pﬂgﬁ §~° gﬂf robably rely on you to set up follow-up meetings
wq ccal g(g{;s complete trammg requests, and make travel
preparations, if needed. It’s wise to prepare and execute training
forms for the year within two weeks after this meeting with your
supervisor. The two of you should set 2-3 specific goals for your
development during this discussion and note them on page 17 un-
der “Developmental Goals.” :




PERFORMS and Your IDP

M =) 17
PERFORMS, EPA’s two-tier performance rating system, represents the Agencyﬁzs empH 0
sional development and management coaching as lg,p §.to orgamzatlonal succe ’*&
longer seen as a luxury or a reward. It is a ne¢éssi be

for employees and supervisors to complete th?ﬁ )

oped. Your completed agreement will represéengiigléa - mutual understanding of organizational goals and
objectives, and an appreciation of individual ¥éleg/@ind €ontributions.

Employee — This is help you plan your development and increase the value you add to your organiza-
tion. It w1ll pe ef@\A Qe only if you take an active role in your development, and dlrect posmve energy to
what you cmn *. eﬁch g -
Supervisor E‘féw i s h coachmg tool to help you align your employees efforts with your orgamzatlon ]
work, while increasing their individual capablllty

$o03%-33
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INSTRUCTIONS

|

P.19

Pages 11 and 12 should reflect your thinking about the activities which you
like as- much, but which need to be done. Make sure you’ve compl&éd
EBI"*‘*"’

S b ?“ s 2
Enter your name. Enter the effectivé‘d %é iy g Al

From the possible work ass1gnmeﬁ' ygu “listed on page 8, select 1-3 which you believe
make sense and which your colleagues are receptive to. Consult with your Team Leader or
Supervnsor about those choices if pos51ble and incorporate their ldeas LlSt those in the leﬂ

et i
To find out what formal programs are avallable, gg; a copy of the USDA Graduate School
Training Opportunities brochure or seé ngr ; »-'f%imng ‘Officer.

!da

Page 9 called for you to note possible sélfe;development activities and formal programs on
page 19. If you have not yet completed the left column of page 19, do it now. Then, com-
plete the middle and right columns as you did on pages 17 and 18.




Work Assignments
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Note

Additional self-development tools are available on the Human Resources website.
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