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An important component of the performance management process is the growth and development of
employees ′ work-related competencies. This process offers an opportunity for employees to work
together to improve and build upon their performance and to contribute to organizational
effectiveness. Developing an employee ′ s performance furthers the mission of the University and
enhances the overall quality of our workforce by:

Promoting a climate of continuous learning and professional growth

Helping to sustain employee performance at a level which meets or exceeds expectations

Enhancing knowledge, experience, position, or career related skills

Enabling employees to keep abreast of changes in their �ields

Making employees competitive for employment opportunities within the University

Motivating employees

Promoting af�irmative action objectives

The Career Planning tool helps to think about how we would like our career to develop. This is
particularly useful in jobs where there is no clear, established career path or where we are locked into
a job that does not satisfy us.

Planning career helps us to avoid the boredom, disillusionment, frustration and stress that come with
failing to have achieved your potential. This is a real risk if a good, clear, satisfying career path is not
open to you.

The tool provides a 5-stage process for thinking through your Career Plan:

Analyzing your current position.

Thinking through what you want to achieve in your career.

Research your options.

Plan your approach; and

Take action!

Career Planning (CP)
Training Programs and services that assist employees in conducting individual assessments and
establishing a professional career development plan that helps them reach their full potential and
ful�ill the organization՚s mission. “Career planning” is when the employee analyzes his/her own
aptitudes, skills, quali�ications, interests, and values and plans accordingly. “Career management” is
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when the company supports and assists in the development and achievement of a career plan through
a commitment made by the employee՚s manager/supervisor and department

Concept and Objective for Succession Planning
succession planning to be a process by which one or more successors are identi�ied for key posts (or
groups of similar key posts) , and career moves and/or development activities are planned for these
successors. Successors may be fairly ready to do the job (short-term successors) or seen as having
longer-term potential (long-term successors) . Succession planning therefore sits inside a very much
wider set of resourcing and development processes which we might call succession management. This
encompasses the management resourcing strategy, aggregate analysis of demand/supply (human
resource planning and auditing) , skills analysis, the job �illing process, and management development
(including graduate and high �lyer programmes) . Organisations use succession planning to achieve a
number of objectives including:

Improved job �illing for key positions through broader candidate search, and faster decisions

Active development of longer-term successors through ensuring their careers progress, and
engineering the range of work experiences they need for the future

Auditing the ‘talent pool’ of the organisation and thereby in�luencing resourcing and development
strategies

Fostering a corporate culture through developing a group of people who are seen as a ‘corporate
resource’ and who share key skills, experiences and values seen as important to the future of the
organisation. Of these, it is the active development of a strong ‘talent pool’ for the future which is
now seen as the most important. Increasingly, this is also seen as vital to the attraction and retention
of the ‘best’ people.

Typical activities covered by succession planning include:

identifying possible successors

challenging and enriching succession plans through discussion of people and posts

agreeing job (or job group) successors and development plans for individuals

analysis of the gaps or surpluses revealed by the planning process

review, i.e.. checking the actual pattern of job �illing and whether planned individual development has
taken place.

Theory X and Theory Y
Douglas McGregor, an American social psychologist, proposed his famous X-Y theory in his 1960 book
‘The Human Side Of Enterprise’ Theory x and theory y are still referred to commonly in the �ield of
management and motivation, and whilst more recent studies have questioned the rigidity of the model,
Mcgregor՚s X-Y Theory remains a valid basic principle from which to develop positive management
style and techniques. McGregor՚s XY Theory remains central to organizational development, and to
improving organizational culture. McGregor՚s X-Y theory is a salutary and simple reminder of the
natural rules for managing people, which under the pressure of day-to-day business are all too easily
forgotten. McGregor maintained that there are two fundamental approaches to managing people.
Many managers tend towards theory x, and generally get poor results. Enlightened managers use
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theory y, which produces better performance and results, and allows people to grow and develop.
Theory x ( ‘authoritarian management’ style)

The average person dislikes work and will avoid it he/she can.

Therefore most people must be forced with the threat of punishment to work towards organisational
objectives.

The average person prefers to be directed; to avoid responsibility; is relatively unambitious, and wants
security above all else.

Characteristics of the X Theory Manager
Results-driven and deadline-driven, to the exclusion of everything else

Intolerant

Issues deadlines and ultimatums

Distant and detached

Aloof and arrogant

Elitist

Short temper

Shouts

Issues instructions, directions, edicts

Issues threats to make people follow instructions

Demands, never asks

Does not participate

Does not team-build

Unconcerned about staff welfare, or morale

Proud, sometimes to the point of self-destruction

One-way communicator

Poor listener

Fundamentally insecure and possibly neurotic

Anti-social

vengeful and recriminatory

Does not thank or praise

Withholds rewards, and suppresses pay and remunerations levels

Scrutinises expenditure to the point of false economy

Seeks culprits for failures or shortfalls
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Seeks to apportion blame instead of focusing on learning from the experience and preventing
recurrence

Does not invite or welcome suggestions

Takes criticism badly and likely to retaliate if from below or peer group

Poor at proper delegating-but believes to be good at delegating

Thinks giving orders is delegating

Holds on to responsibility but shifts accountability to subordinates

Relatively unconcerned with investing in anything to gain future improvements

Theory Y ( ‘Participative Management’ Style)
Effort in work is as natural as work and play.

People will apply self-control and self-direction in the pursuit of organisational objectives, without
external control or the threat of punishment.

Commitment to objectives is a function of rewards associated with their achievement.

People usually accept and often seek responsibility.

The capacity to use a high degree of imagination, ingenuity and creativity in solving organisational
problems is widely, not narrowly, distributed in the population.

In industry the intellectual potential of the average person is only partly utilised.


