Chapter 9 – Career Development
Career planning and development: the deliberate process through which a person becomes aware of personal career related attributes and the lifelong series of activities that contribute to his or her career fulfillment. 
Key factors in employee retention:
· Organizational culture that values and nurtures talented employees
· Fair processes in people decisions
· Managers who understand what motivates employees. 
· Extensive training throughout careers
Career: series of work related positions, paid or unpaid, that help a person grow in job skills success and fulfillment
Networking: organized process where the person arranges and conducts a series of face to face meetings with colleagues and contacts and people 
· Personal contacts
· Professional contacts
· Careers contacts
· Organizational contacts
Identifying your Career stage
1. Growth stage
· Birth to 14
· Develop self concept by interacting with family friends etc
· Role playing
· Think realistically about alternatives by the end
2. Exploration stage
· Period from 15 to 24 
· Exploring different occupational alternatives 
· Match them with interests and abilities 
· Tries out entry level job
3. Establishment stage
· 24 to 44
· Heart of work lives
· Activities to help earn a permanent spot in chosen field
· Testing capabilities
· Change jobs through life
4. Maintenance stage
· 45 to 65
· Secure place in the world of work
5. Decline stage
· Faced with prospect of accepting reduced levels of power and responsibility 
Identifying your occupational orientation
Six basic personality types or orientations
1. Realistic orientation: physical activities requiring skill strength and coordination. Forestry, farming, agriculture
2. Investigative orientation: thinking, organizing, understanding. Biologists, chemists, professors
3. Social Orientation: psychology, social work
4. Conventional: structure, rule regulated, subordinate personal needs. Accountants, bankers
5. Enterprising: influencing others. Managers, lawyers, PR execs
6. Artistic: artists, ad agents, musicians 
Identifying your skills and aptitudes
Measured with test like general aptitude test battery (GATB). 
Identifying Career Anchor
A concern or value that you will not give up if a choice has to be made.
1. Technical/functional: decisions that will enable you to grow in technical or functional fields
2. Managerial competence: high responsibility as goal
3. Creativity as creative anchor
4. Autonomy and independence
5. Security
6. Service/dedication
7. Pure challenge
8. Lifestyle
Responsibilities of the organization in Career Management
1. Realistic job preview
2. Avoid reality shock
3. Provide challenging initial jobs
4. Be demanding 
5. Provide periodic developmental job rotation
6. Provide career oriented performance appraisals
7. Provide career planning workshops
· Self assessment
· Environmental assessment
· Goal setting
· Action planning
8. Provide opportunities for mentoring
· One of best and cheapest ways to transfer knowledge – underused 
· Keeps skilled employees motivated, loyal, and committed to organization
· Reverse mentoring programs: young employee gives guidance to older employees (technology for example)
9. Become a learning organization: skilled at creating, acquiring, and transferring knowledge and at modifying its behaviour to reflect new knowledge and insights 
Managing Transfers and Promotions
Managing Transfers
· Give employees opportunities for diversity of job assignment and therefore personal and career growth
· International experience 
· Costs of relocating have discouraged orgs from transferring 
· 2/3s of refusals due to family or spousal concerns 
· To overcome this, companies are offering spousal support: career transition programs 
Managing Promotion Decisions
1. Is Seniority or Competence the rule? 
· For motivating employees, competence is best
· Unions can encourage seniority to advance first
2. How is competence measured?
· Past performance
· Potential
· Tests and assessment centres
3. Is the process formal or informal?
· When informal promotion occurs, link between performance and promotion can be severed
· Promotion policies ensure that all qualified employees are considered and that promotion is closely linked with performance 
4. Vertical, horizontal, or other Career path?
Management Development
Management development: any attempt to improve current or future management performance by imparting knowledge, changing attitudes, or increasing skills
1. Assessing org’s HR needs to achieve its strategic objectives
2. Creating a talent pool
3. Developing the managers themselves 
Succession Planning 
Succession planning: process through which senior level and critical strategic jobs openings are planned for and eventually filled 
· Significant competitive advantage to orgs that take it seriously, serious risks to orgs that don’t 
· Vacant position can lead to the delay of important decisions or decisions made by employees with less knowledge 
· Begins with CEO leadership and involvement
· Replacement chart often prepared

1. Establishing strategic direction for org and jobs that are critical to achieving that strategic direction
2. Identifying core skills and competencies needed in jobs that are critical to achieve the strategy
3. Identifying people inside the org who have or can acquire those skills and providing them with developmental opportunities (being prepared to recruit externally)

On the Job Management-Development Techniques 
1. Developmental job rotation: moving a trainee from department to department to broaden his experiences and identify strong and weak points (often recent grad)
2. Coaching/understudy approach: work directly with person the future manager will replace 
3. Action learning: management trainees are allowed to work full time, analyzing and solving problems in other departments
Off the Job Management Development Techniques 
1. The Case study method: trainee is presented with a written description of org problem to diagnose and solve
2. Management Games: computerized development technique in which teams of managers compete with each other by making decisions regarding realistic but simulated companies 
3. Outside seminars
4. College/university related programs: executive development programs, individualized courses, degree programs, sabbaticals and tuition refunds 
5. Role playing: trainees act the parts of people in realistic management situations
6. Behavior modeling: trainees are first shown good management techniques, then asked to play roles and finally given feedback regarding performance 
a. Modeling: films or videotapes, model people behaving effectively
b. Role playing
c. Social reinforcement: praise and feedback
d. Transfer of training 
7. In house development centres: a company based method for exposing prospective managers to realistic exercises to develop improved management skills 
