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AGENDA

1. Why empowering growth matters

2. Understanding the disconnect 
between expectations and reality

3. Practical application

4. Implementation and next steps
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KEY DRIVERS OF ENGAGEMENT 

A CARING MANAGER 
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FOCUS ON STRENGTHS 

PURPOSE DEVELOPMENT 

ON-GOING 
CONVERSATIONS



EMPOWERING 
GROWTH 

• The What
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EMPOWERING GROWTH

WHAT DOES EMPOWERING GROWTH MEAN?

• Actively creating conditions for individuals to learn, develop, and reach their 

potential while contributing to team and organizational success. 

• Fostering confidence, ownership, and opportunities for advancement.

GOES BEYOND SKILL DEVELOPMENT 

• Building trust and autonomy

• Providing constructive feedback

• Giving recognition and support

• Creating an environment where team members feel safe to share ideas, ask 
questions and take risks.



CREATING GROWTH & 
DEVELOPMENT CULTURE

• Creating a development culture starts with 
leaders modeling a growth mindset vs. a 
fixed mindset.

• Belief that abilities, intelligence, and skills 
can be developed over time through 
effort, learning, and feedback.

• Challenges seen as opportunities and 
setbacks are part of the learning 
process; rather than fixed indicators of 
ability.

• More exposure to new skills, new 
experiences, networks, and 
new opportunities.

• Team members should feel that they can 
trace part of their success back to their 
relationship with you.



GROWTH AND FIXED MINDSETS IN ACTION

SCENARIO EXERCISE: “THE STRUGGLING TEAM MEMBER”

You have a team member, Alex, who was recently given responsibility for leading 
a high-visibility project. Halfway through, Alex misses a key deadline and admits 
they’re overwhelmed. You notice their confidence slipping, and they express 
doubt about being ready for leadership responsibilities.

DISCUSSION QUESTIONS FOR LEADERS:

• If you approach this with a fixed mindset, how might you respond to Alex? 

• If you approach this with a growth mindset, how might you respond instead? 

• What specific language or behaviors can you use to reinforce growth, learning, 
and resilience?

• How could you create a safe environment for Alex to take risks, learn, and 
bounce back?



GROWTH MINDSET VS. FIXED 

FEEDBACK

•Fixed Mindset: “You’re either good at this or not.”

•Growth Mindset: “Here’s what you did well, and here’s how you can improve next time.”

MISTAKES

•Fixed Mindset: “Failure shows you don’t have the ability.”

•Growth Mindset: “Mistakes are learning opportunities—what did we discover from this?”

TALENT

•Fixed Mindset: “Some people just have it, others don’t.”

•Growth Mindset: “Skills can be developed with effort, feedback, and practice.”

CHALLENGES

•Fixed Mindset: “This is too difficult, let’s avoid it.”

•Growth Mindset: “This will be tough, but it’s a chance to grow our skills.”



EMPOWERING 
GROWTH 

• The Why 



WHY EMPOWERING GROWTH MATTERS 

Boosts 
engagement 

and motivation

Builds team 
capabilities 

Enhances 
innovation and 
problem-solving 

Strengthens 
trust and 
morale

Increases 
retention

Develops future 
leaders 
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When co-workers feel supported, they 
are 61% more likely to be 

engaged and 39% more likely to 
be high performers.



A GROWTH MINDSET SOUNDS 
GREAT......WHAT IS THE PROBLEM?



OVERCOMING THE 
DEVELOPMENT 
DISCONNECT

• Lou Gill 



THE DEVELOPMENT DISCONNECT

One of the biggest challenges for supervisors in developing meaningful 
professional development opportunities is typically the disconnect between 
individual co-worker aspirations and organizational constraints.

The Core Problem:

• Co-workers want: Career advancement, new skills, interesting challenges, and 
growth that aligns with their personal goals

• Organizational Limitations: Limited budgets, role definitions, immediate business 
needs, and standardized training programs



EXAMPLES

•co-worker thinking: "Ah yes, 'stretch assignment' - corporate speak 

for 'do your job plus someone else's job for the same pay.’”

Supervisor thinking: "I'll create stretch 

assignments to challenge them!"

•co-worker thinking: "Great, another day of networking with people 

who want to sell me software while I miss my actual deadlines."

Supervisor thinking: "I'll send them to 

that expensive leadership 

conference!"

•co-worker thinking: "Cool, so now when things go wrong, it's MY fault 

instead of yours. Thanks for the 'opportunity.’

Supervisor thinking: "I'll give them 

more autonomy and decision-making 

power!"

Well intentioned supervisors often default to generic solutions:  (mandatory trainings, lunch and learns, stretch 

assignments) that feel disconnected from what the co-workers want or need for their careers.





MOVING TO SUCCESS – KEY MINDSET SHIFTS

The most successful supervisors overcome this by having regular, honest conversations with each co-worker 

about their individual goals and then creatively work within constraints to find personalized solutions.

The Key Supervisor Mindset Shift:
Move from "What development can I provide?" to "What 

development does this specific person need, and how can I 

creatively make that happen within my constraints?"

This approach takes more effort upfront but creates much more meaningful and effective development 

experiences

The Key co-worker Mindset Shift:
Move from "What will you do for my development?" to "Here's what I 

want to achieve - how can we work together to make it happen?"

When co-workers come prepared, communicate clearly, and actively participate in their development, it 

makes the supervisor's job much easier and the outcomes much better for everyone.



WHAT A SUPERVISOR CAN DO

Have real 
career 

conversations

Understand their learning 
style

Leverage 
existing work 

differently 

Create personalized Micro-
Opportunities

Advocate 
upward

Make development on 
going not event based

Think 

creatively with 

Constraints 

Document and 

share wins

Create 

regular 

check ins 

Start with 

individual 

discovery



QUESTIONS MANAGERS CAN ASK THEMSELVES

TO ENSURE THEY ARE SUPPORTING CO-WORKER DEVELOPMENT

• Do I understand which development opportunities are most important to each 
co-worker?

• Do I understand which opportunities are most relevant to each co-worker's 
career growth?

• Have I created shared goals and established expectations with my team?

• Do I regularly celebrate my team members’ successes and achievements?

• How often do I meet with my team members to discuss their goals and plans?



QUESTIONS TO ASK TEAM MEMBERS

• What do you enjoy most about your work? 

• What do you want to accomplish in the next six months?

• Is there a particular skill or area that you would like to learn?

• How can I help hold you accountable for your development goals?

• How do you track your individual performance or goals?

• Is there a particular skill you’d like to learn that would help you do your job 
better?

• How can I best support your professional development?



EXAMPLES OF GROWTH
JENNIFER’S STORY

1. Co-worker empowerment/supervisor 
support

2. Clear goals

3. Retention

4. Win-win

LOU’S STORY

1. Supervisor support

2. co-worker enthusiasm

3. Unique opportunity

BRUCE’S STORY

1. Departmental support and benefit

2. Enhancing/showcasing co-worker skills

3. Advocating upwards 
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When have you supported a team 
member in their growth?

What was the outcome?



GROWTH 
RESOURCES

• Free and easily accessible 



MY UC CAREER

https://uc.yournextstep.com/



FINANCIAL SUPPORT 

MIKE PURITZ CAREER ENHANCEMENT SCHOLARSHIP PROGRAM(STAFF ASSEMBLY)

Designed for UCI career staff (full-time or part-time after probation), this scholarship offers:

• Up to $890 toward a DCE course, or

• Up to $500 reimbursement for qualifying other professional development 

https://www.staffassembly.uci.edu/scholarship-program/

DIVISION OF CONTINUING EDUCATION DISCOUNTED COURSES 

• Eligible UCI and UCI Health co-workers receive a 50% discount on DCE course fees on a space-

available basis

• https://ce.uci.edu/uci/media/Documents/reduced_fee_app.pdf

UCI TUITION FEE REDUCTIONS: 

• If you're a UCI career co-worker enrolled in degree-credit courses, you may be eligible for a two-

thirds waiver on tuition and fees (up to 9 units or three courses per quarter).

• https://www.reg.uci.edu/fees/staff.html

https://www.staffassembly.uci.edu/scholarship-program/
https://ce.uci.edu/uci/media/Documents/reduced_fee_app.pdf
https://www.reg.uci.edu/fees/staff.html


INDIVIDUAL DEVELOPMENT PLAN 
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What is one way you can 
encourage growth with a team 

member this month?



KEY TAKEAWAYS
FOSTERING GROWTH MUST BE 

1. Intentional 

2. Individualized

3. Ongoing

GROWTH IS A TWO-WAY STREET 
REQUIRING 

1. Resources

2. Co-worker ownership

3. Transparency about what’s 
possible
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QUESTIONS/COMMENTS?



ONE CENTRAL PLACE 
FOR RESOURCES

• Leader Resource Series Webpage 

30



LEADER 
RESOURCES 
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• Leader Resource Series webpage 
dedicated to housing resources 
for driving engagement 

• Resources added after each 
session 

• Always available and organized 
with busy manager in mind

• https://hr.uci.edu/partnership/em
powered/engagement-
moments/index.php

https://hr.uci.edu/partnership/empowered/engagement-moments/index.php
https://hr.uci.edu/partnership/empowered/engagement-moments/index.php
https://hr.uci.edu/partnership/empowered/engagement-moments/index.php


Kelly Shedd, MPH
Program Manager, 
Co-Worker Experience
kshedd@hs.uci.edu 

THE ENGAGEMENT TEAM

Lisa Kawachino
Events Analyst,
Employee Engagement
lkawachi@hs.uci.edu

Sarah Vann
Engagement Coordinator,
Employee Engagement
vanns@hs.uci.edu 

CONTACT: 
engagement@hs.uci.edu

LEARN MORE: 
https://hr.uci.edu/partnership/empowered

mailto:kshedd@hs.uci.edu
mailto:lkawachi@hs.uci.edu
mailto:vanns@hs.uci.edu
mailto:engagement@hs.uci.edu
https://hr.uci.edu/partnership/empowered


33


	Slide 1: EMPOWERING GROWTH
	Slide 2: AGENDA
	Slide 3: KEY DRIVERS OF ENGAGEMENT 
	Slide 4: EMPOWERING GROWTH 
	Slide 5:  EMPOWERING GROWTH
	Slide 6: CREATING GROWTH & DEVELOPMENT CULTURE
	Slide 7: GROWTH AND FIXED MINDSETS IN ACTION 
	Slide 8: GROWTH MINDSET VS. FIXED 
	Slide 9: EMPOWERING GROWTH 
	Slide 10: WHY EMPOWERING GROWTH MATTERS 
	Slide 11: When co-workers feel supported, they are 61% more likely to be  engaged and 39% more likely to  be high performers.
	Slide 12: A GROWTH MINDSET SOUNDS GREAT......WHAT IS THE PROBLEM?
	Slide 13: OVERCOMING THE DEVELOPMENT DISCONNECT
	Slide 14: THE DEVELOPMENT DISCONNECT
	Slide 15: EXAMPLES
	Slide 16
	Slide 17: MOVING TO SUCCESS – KEY MINDSET SHIFTS
	Slide 18: WHAT A SUPERVISOR CAN DO
	Slide 19: QUESTIONS MANAGERS CAN ASK THEMSELVES
	Slide 20: QUESTIONS TO ASK TEAM MEMBERS
	Slide 21: EXAMPLES OF GROWTH 
	Slide 22: When have you supported a team member in their growth?   What was the outcome?
	Slide 23: GROWTH RESOURCES
	Slide 24: MY UC CAREER 
	Slide 25: FINANCIAL SUPPORT 
	Slide 26: INDIVIDUAL DEVELOPMENT PLAN 
	Slide 27: What is one way you can encourage growth with a team member this month?
	Slide 28: KEY TAKEAWAYS
	Slide 29: QUESTIONS/COMMENTS?
	Slide 30: ONE CENTRAL PLACE FOR RESOURCES
	Slide 31: LEADER RESOURCES 
	Slide 32: THE ENGAGEMENT TEAM
	Slide 33

