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Development of 1on1 meeting job aids for managers
Aiming for high training effectiveness with planner and sidekick
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Interviews called "one-on-one meetings" are now being conducted within
various organizations, including companies. These meetings are held between
managers and their subordinates for the purpose of effective human resource
development.

There is a growing number of companies that provide training services on related
topics, and the company to which the author currently belongs has been providing
training by an outside vendor for several years. However, there is a certain
percentage of employees who are unable to acquire such skills. Several training
providers have told the author that a certain percentage of their clients are also
unable to acquire these skills, and that their skills do not work.

We believe that this is due to the following two reasons.

(1) The topics covered in the training may not match the content to solve
problems.

(2) The training method may not be an effective approach for managers to
acquire skills.

Prior studies have reported on the structure of one-on-one meetings and some
of the skills involved. However, there are no reports that specify the specific
interview process or the skills required for each step of the interview process.
There are also no reports of studies in which researchers directly intervened to
improve the quality of the meeting and measured the effects.

Therefore, this study aims to clarify the overall picture of one-on-one meetings,
the interview process, and the skills required for each step, and then to examine
whether the training content and methods used to date have been appropriate.

From the results of a survey of managers in their own organizations, it was found
that the questioning skills used in analyzing the current status of subordinates,
having them set goals, and closing the gap between the current status and goals
were not being used well. Therefore, a job aid was developed specifically on the
topic of questioning.

The job aids were reviewed by SMEs, ID specialists, and by high-performing
supervisors and found to be valid and effective. It was then used in actual



interviews with supervisors who had received training to date but whose skills
were not considered to have been acquired based on internal survey score results.
The results of the evaluation of the one-on-one meetings using the Job Aid
revealed that it was effective in supporting the subordinates in asking questions
to bring awareness to their daily work issues, as was the original purpose of the
program.



