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The Development-Minded Manager

By Beverly Kaye & Peter Vultaggio


One of the highest critical success factors to an organization’s survival – let alone continuing success – in the global economy is its ability to develop and engage the talent it needs.

Today’s business world is characterized by diversity, globalization, increasing competition, an ever-accelerating pace of change, an overabundance of information, a never-ending technology revolution, a growing number of mergers and acquisitions, and a declining talent pool. Maintaining competitiveness for an organization today requires the work of the most talented employees available. For organizations to have the most talented employees available, they must first attract and then maintain them. 

When studies are conducted to determine what attracts talented employees to a job, opportunities and development always appear among the top three, typically before the expected answers of pay and benefits. Next to the employees themselves, the individuals with the greatest influence over the employees’ development and opportunities are their managers. Managers can create a development environment that attracts and retains top talent. 

Our 20 years of research in career development has not only discovered the importance of this manager role but has also uncovered how any manager can become a developer of people or a “development-minded” manager. 

A manager’s greatest ultimate contribution to an organization’s mission and, bottom line is his or her ability to attract, retain and develop today’s top talent. 

In keeping with our philosophy of making the complex simple to understand and practical for everyday application, we have identified five skill areas that successful developers of people have mastered: 

* LISTEN: Create an open climate to dialogue with employees to help them identify their career values, work interests, marketable skills and career concerns – assist them to understand and articulate what they want from their careers. 

* LEVEL: Provide employees with on-going, open, honest and candid feedback regarding performance, reputation, career goals and point out how these are related. Suggest specific actions they can take to improve in these areas. 

* LOOK AHEAD: Provide information about the organization, the profession and the industry – help employees understand the strategies of the organization, as well as the cultural and political realities. Look beyond departmental borders and comfort zones, to seek information that may impact development needs or career aspirations. 

* LEVERAGE: Help employees identify multiple and realistic options for their career growth and development within the enterprise. Help them identify skills that can be developed today and leveraged for several future goals. 

* LINK: Help employees compile meaningful, business-driven personal development plans. Link them with development assignments, people and resources needed to move their development from vision to action. 

When talent believes the organization places a high priority on their development, they feel valued – productivity and commitment increase along with customer and employee retention. 

While the primary responsibility for development is the employee’s, the manager can create the relationships and environment conducive to development. It is through these development-minded managers that employees feel that the organization cares about developing them. 

When employees believe the organization places a high priority on their development, their commitment, engagement and discretionary effort increase, while the organization benefits by the corresponding improvements in productivity, profitability, customer and employee retention. This business success reinforces the organization’s image and attractiveness for other top talent entering the talent pool. 

Want to know how to attract and retain the very best talent? Master the skills of successful development-minded managers.


Peter Vultaggio is a highly requested speaker/trainer on Employee Retention, Career Development, and Developing Managers as Coaches primarily in the Arizona marketplace. A senior member of Career System’s associate team, he has helped leaders from a variety of industries master the skills necessary to create organizations that can attract and retain the top talent in their field over the past 20 years. He is also a Leadership and Organization Development consultant and trainer to Fortune 500 companies. He can be reached at (623) 572-0136. 
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