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Chapter 9: Career Development
Career Planning and Development
· The combination of formal education, job experience, relationships and assessment of personality and abilities to help employees prepare for the future of their careers
· Training vs. Development
· Training focuses on your current job and has low use of work experiences, 
· The goal of training is to prepare for the current job and participation is required
· Employees usually don’t have a choice as to whether or not they get training their employers tell them they have to
· Career development is focused on future work and highly focuses on work experiences
· The goal of career development is to prepare for changes and participation is voluntary 
· Roles in Career Development
· Who is responsible?
· Individual – voluntary choice therefore is the individuals decision 
· Manager 
·  providing timely performance feedback
· providing development decisions and work
· gives you the chance to do more challenging and developmental work 
· also must participate in career development discussions with the individual
· act as a coach, guide and referral agent
· Employer
· Influences on Career Development and Choices
· Career Stage
· Growth stage (birth to age 14)
· Exploration Stage (age 15 to 24)
· Establishment stage (age 24 to 44)
· Usually when people have established and  chosen  a specific work type and field of work
· Maintenance stage (age 45 to 65)
· Building on occupation, focusing more in-depth on a chosen stage
· Decline stage (retirement age)
· Because of how things are changing many people are not fully retiring but are just partially retiring and working part time instead of full time rather than completely retiring
· Occupational Orientation
· Realistic 
· More attracted to work that requires physical skills
· Investigative
· Thinking, understanding, cognitive work
· Social
· Interpersonal, activities that involve relating to people (customer service)
· Conventional
· Structured work, clear career progression
· Enterprising
· Entrepreneurial, activities that involve influencing others
· Artistic
· Individuals who favour self-expression
· Identify Skills and Aptitudes
· Success depends on both motivation and ability
· Identify a Career Anchor
· Technical/functional
· Managerial competence
· Creativity
· Autonomy and independence
· Security 
· Service/dedication
· Pure challenge
· Lifestyle
· Responsibilities of the Organization
· Provide realistic job previews
· Avoid reality shock
· Provide challenging initial jobs
· Be demanding 
· Provide period developmental job rotation
· Provide career oriented performance appraisals
· Provide career planning workshops
· Provide opportunities for mentoring
· Become a learning organization
· Pygmalion / Rosenthal effect is when someone changes the idea of specific people who then perform better because they feel that more is expected from them. Random selection of those who ultimately perform better is assigned.
· Managing Transfers
· Greater possibility of advancement 
· Personal enrichment
· More interesting job
· Greater convenience
· Two-thirds of transfers are refused due to family/spousal concerns
· Making Promotion Decisions
· Is seniority or competence the rule?
· How is competence measured?
· Is the process formal or informal?
· Vertical, horizontal or other career path?
· Management Development
· Attempt to improve current or future management performance by imparting knowledge changing attitudes on others
· The ultimate aim of management development programs is to achieve business strategy
· The management-development process consists of
· Assessing HR needs to achieve strategic objectives
· 2. 3.
· Succession Planning
· A process through which senior-level and critical strategic job openings are planned for and eventually filled
· Key steps:
· Establishing a strategic direction for the organization
· Identifying core skills and competencies needed in jobs that are critical to achieve the strategy
· Identifying people inside the organization who have or can acquire those skills and providing them developmental opportunities
· On the job Management development Techniques
· Developmental Job Rotation
· Coaching/understudy approach – individual sits with and learns directly from the person that they will be replacing
· Action Learning – release a manager or incumbent from their current duties and are moved to a different function to learn about a different aspect
· Off the Job Management-Development Techniques
· Case study method
· Management games
· Outside seminars
· College university related programs
· Role playing
· Behaviour modeling
· In-house development centers
· Do not necessarily have to go outside of the organization to be an off the job management-development technique
· Executive Development
· Canada facing a shortage of leadership talent 
· Three basic requirements for successful leadership are knowledge, competency and character
· Six categories of leadership competencies:
· Self-mastery
· [bookmark: _GoBack]Vision
· Sense-making/thinking
· Design of intelligent action
· Aligning people to action/ leading
· Adaptive learning
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