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SETTING THE SCENE




WHAT IS CAREER DEVELOPMENT?

The process of maintaining a

continued focus on the workplace,

the local and global labour market, Getting people where they want to
industry trends, and how individuals be and where the organization needs
can find a “best fit for now” them to be

according to their skills, interests,

lues, and lifestyl iderations.
values, an | esty e considerations _ BIessingWhite, 20 | 4

~ Pickerell and Neault, 2007
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| would love to work in “private prac&&e
and work with highly motivated people
who actually appreciate my

insights and assistance . ..

but who is going to pay the price?
There just isn’t a viable market out there

for most career practitioners
~ Posted on BCWorkinfoNet listserv




HR professionals and
other leaders agree
that career
management is
important and is
integrally tied to
bottom-line business
goals. But, they are
still not practicing
what they preach.

~Boyd and Spurgeon, 2010
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UNDERSTANDING CORPORATE
CAREER DEVELOPMENT
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TALENT VIEW VS. CAREER VIEW
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e e il Career Development ------

Make It

-- Talent Management -----

Management/HR led
Organization need + HR ratings

Management

Middle
Management

First-Line

Senior Specialists
p Managers

Functional Specialists, Front-Line Employees

Back Office, Operational, Contingent Employees

Employee led
Capability + Aspiration
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Adapted from The Bersin by Deloitte Career Pyramid, 2013



THE TALENT LANDSCAPE

The New Talent Management Framework

Talent Strategy & Business Alignment

Talent Planning Process & Engagement indegration Talont Systems Change Management
Solusion Design Strategy Strategy Strategy Swyateqy

Talent Total
Acquisition § - - . — Rewards

Career
Management

Organization & Governance
sonfjeuy @ solJo| sseuisng

Performance Goal Aigament Bench Strength Assessment
Sialis Gap Analysis Performance Evaluation & Calibration

Management Coaching & Development Performance Based Pay

Learning & Capability Development
Deep Speciaizaton Learning Apiity

http://joshbersin.com/staging2017/2010/05/a-new-talent-management-framework/



UNDERSTANDING THE DISRUPTORS

7 Key Disruptors to
Managing Talent

I. Ubiquitous
Technology

Data Tsunami

Generational
Diversity

. Al, Robotics
. Job Automation
Contingent Work

Change in the
Nature of a Career

Source: Bersin Insights, 2018




CHANGE IN THE NATURE OF A CAREER

Figure 1. The changing nature of a career

Length of career Average tenure in a job Half-life of a learned sKill

D 9

60 to 70 years 4.5 years

Sources: Lynda Gratton and Andrew Scott, The 100-Year Life: Living and Working in an Age of Longevity (Bloomsbury, 2016); Douglas
Thomas and John Seely Brown, A Mew Culture of Learning: Cultivating the Imagination for a World of Constant Change (CreateSpace,
January 4, 2011).

Deloitte University Press | dupress.deloitte.com

Figure 2. A wide range of worker types

TRADITIONAL OPEN
Organization-led Employee-led
FULL/PART-TIME JOINT CONTRACTORS  FREELANCERS GIG WORKERS CROWDS
EMPLOYEES VENTURES
Source: Deloitte analysis. Deloitte Insights | deloitte.com/insights

Source: https://capitalhblog.deloitte.com/2018/04/06/insights-from-impact-20 | 8-what-is-talent/



WHO IS RESPONSIBLE?

Scale and scope to be able to
provide career management
programs

= Strategy, infrastructure and
support for changing career

. : models
Organlzatlon = Communicate vision

Managers under
enormous pressure to
deliver results and cope
with rapidly changing
work processes and
outcomes

* Coach/mentor/support

* Break down barriers

* Hold candid discussions —
employee performance and
aspirations

* Facilitate internal mobility

* Develop self-awareness

= Learn what the business needs

* Plan for and engage in
continuous learning

Lack of career management
resources, or line of sight to
“next” or “future” role
opportunities

Shared Responsibility



EMPLOYER CAREER PROGRAMS

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

Employer responsibility to provide
career management programs

44%

27%

21%

8%

1%

Strongly Somewhat Unsure Somewhat Strongly
Agree Agree Disagree Disagree

7in 10 Agree

2013 Environics Research Group

Does organization provide career
management programs?

DK 3%

| in 3 Provide



WHAT DO THEY REALLY THINK?

Workers say Provide professional-development training (74%)
employers Identify job opportunities and career paths (71%)
should: e Provide career-advancement mentoring (68%)

Continually update and improve their skills (98%)
Identify job opportunities and career paths (85%)

e Build their job-hunting and career-planning skills
(80%)

Managers say
employees
should:

Source: https://www.forbes.com/sites/lisaquast/2014/09/29/whos-in-charge-of-career-planning-you/#3aa2bbc139c2



https://www.forbes.com/sites/lisaquast/2014/09/29/whos-in-charge-of-career-planning-you/#3aa2bbc139c2

CDP / HRP DIFFERENCES

CDPs Focus On

* The individual * The strategic needs of
(employed or the business
unemployed) * Talent strategy: Buy,

* The “whole” person Borrow, Bounce, Bot

e Résumes, interviews e Future skills, succession

* Job placement

Our language is different | Our client is different



Optimization
1 Management
TP OYES Internal  Mobility
Life Cycle Stakeholders Periences Burning

Workforce Automation Platform
Augmentation PlanningData—Driven

Hi-Potential Strategy pcosystem
Retention Path SleSE AC};llEiSitiOH

. Engagement : . .
Learning =% 1 pe C-Suite Plpehne

Infrastructure Cgreer
Talent Competency ROI

People Strategy Succession

LEARNING THE LINGO




RETURN ON INVESTMENT (ROI)

For any project, organizations need to 2
know ROI |

= ROl is a simple calculation used to
determine whether a proposed investment is
wise

" What is the amount gained versus lost in d R
relation to the status quo?

Career development isn’t about selling
more products or building more things

= |t isn’t a tangible investment

= ROl isn’t easy to track



ROI: WHAT’S IMPORTANT TO THE BUSINESS?

What problem are they trying to solve! What are the pain points?

Benefit Realization

Solution Installation

* Career education * Voluntary turnover
* Career paths * Employee engagement
* Career * Net promoter score
conversations * Redeployment
* Career coaching * Internal mobility
e Talent pipelines
- _/ \— _J

What do they want to measure!



Ol

Establish a
baseline

*Where are things now?

02

Identify the
process

*\What needs to happen?

03

Know what
success looks
like

eWhat is your goal?

MEASURE...MEASURE...MEASURE

Set targets you
can track

ee.g., how many resources
accessed, workshops
attended, career
conversations completed




SHOW ME THE MONEY

Cost to implement initiative
= 583,300

Benefits attributed to program
=$279,000

For every dollar invested, another $1.36
was generated

Source: Burkett, H. J. (2008)
The ROI (Return on investment) of career development: A case study






C ARE E R = Support active career management

" Encourage cross-training

D EVE LO PM ENT = Help employees learn more about

other areas
I N ITIATIVES ®  During performance reviews
= Set career goals

= |dentify first steps and next steps —
take action!

= Align with development plans

" |ncorporate career development
language into “everyday” conversations



KNOW YOUR COMPETITION

Internal
Experts

Internal
Competing
© Priorities




Partnership with
local career
resource centre

Bookmarks on
Intranet

Collection of
resources in lunch [
room or library

Follow career
development blogs

Equip supervisors to Discuss career goals
have career sed  dUring performance
conversations reviews




DREAM BIG

Career-related
workshops

One-on-one
career coaching

Career resource
centre




TALK SO LEADERS WILL LISTEN

mumal KNOW your message

¢ Be clear about what your initiative can offer

sl  Present your data

e Turnover and retention

e Productivity

e Employee engagement / satisfaction
e Succession plans

= QOutline success measures

e Qualitative and quantitative




THAT'S AWRAP

* What did you learn that was new!?

* What was confirmed for you!?

* What will you put into action!?



