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In this section, I will be discussing about how the traditional organization and the

contemporary organizations differ in their career development plans.

The traditional organizations, the focus was not on say diversity management; but the
contemporary business organizations after globalization, the focus has shifted towards
incorporating diverse on diversity and inclusion or the premises when we have when we
give offer to or when we give employment to people with differences; that is, people

with differences in culture, age, race, gender and disability.

So, there are some challenges in career management because each individual will have a
different challenge, they encounter in the work place. So, the contemporary
organizations have given emphasis on employing women, then giving employment to the
people with special abilities or the people or by people from different culture, different

countries of origin, minorities.
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So, there are some challenges which we encounter and for that the organization has
different career development initiatives. Especially, the women in the workforce, there
are some challenges, they encounter. They have experience differences in terms of; in

term of career growth or career enhancement.

So, there is a concept called glass ceiling or a glass barrier. Despite having the
competencies as that of men, they are still not able to reach the higher positions. The
reason is there are barrier in the organizational policies as well as the barriers, they

encounter in terms of perception bias of individuals or their managers.

So, how to how do women progress in the work place is a challenge before organizations
because, if the organization is not able to continue employment of women or cannot
provide a conducive workplace for women, there are chances of attrition. Because of the
plethora of opportunities available in the present context or in the society, there is there
is an opportunity available or greener pasture available, people would or women would

definitely live for that option. Live the.

So, the challenge before organization is how to retain the women; how to retain the
women talent in the workforce, look for their career development, career planning and
development. So, the focus is to eliminate barriers to advancement, preparing women for
management accommodating their families. The challenges mostly are the women in the

early career stage, they face issues of work life balance.

Then there are issues of dual career couples, then the other problems are the elder care
and child care. So, these issues need to be taken care of, need to be addressed by the
organization; preparing women for senior management positions, accommodating their
families. Then, career development for minorities. Advancing minorities to management
positions, organizing various training courses, providing internship. So, there is a focus

for career management.

Career management need to be taken care of. What is career management? Career
management is a process for enabling employees to better understand and develop their
career skills and interest, in order to use them in a most effective manner within the
company and after that they leave the firm. So, career management is the process of
enabling employees to better understand and develop their career skills and interest, in

order to use them most effectively within the company.
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CAREER MANAGEMENT

+ Career management is concerned with providing opportunities
for people to progress and develop their careers and ensuring that
the organization has the flow of talent it needs.

+ For employees, the aims of career management policies includes: to
%ive individuals the guidance, support and encouragement to fulfil
their potential and achieve a successtul career with the organization.
Secondly, the aim is to provide a sequence of learning activities and
experience that will equip them for whatever level of responsibility
they have the ability to reach.

» For the organization, the aim of career management is to meet the
objectives of its talent management policies, which are to ensure that
there is a talent flow that creates and maintains the required talent
pool.

Then, career management is also concerned with providing opportunities for people to
progress and develop their career and ensure that organization has the flow of talented
needs. For employees, the aim of career management policies is to give individuals
guidance, support, encouragement to fulfill their potential and achieve a successful

career within the organization.

Secondly, the aim is to provide a sequence of learning activities and experience that will
equip them for whatever level of responsibility they have the ability to reach. For the
organization, the aim of career management is to meet the objective of its talent
management policies, which are to ensure that there is a talent flow that creates and

maintains the required talent pool.
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BASIC SKILLS OF SUCCESSFUL

CAREER MANAGEMENT

Develop a positive attitude

Take responsibility for your own career.
Establish goals.
Be aware of success factors.

Present yourself in a positive manner.
Be in the right place at the right time. /

Establish a relationship with a mentor or guide.
Adopt the mind-set of your superiors.

Basic skills of successful career management is develop a positive attitude; take
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responsibility of your own career; establish goals; be aware of success factors; present
yourself in a positive manner; be in the right place at right time; establish a relationship

with a mentor or guide; adopt the mindset of your superiors.

So, develop a basic skills of career management to develop a positive attitude. Take
responsibility of your own career. Establish your own career goals. Identify the success
factors of reaching that goal. Present yourself in a positive manner. Be in the right place

at right time; that means, you need to find out the right job.

Establish relationship with a mentor or a guide, you need career counseling and adopt the
mindset of your superiors; understand the mindset of your superior so that, then you can

over the barriers.
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Career Management Systems

* Individual centered system
* Organization-centered system
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Strategies for Career Management

Individual Career Management strategies
+ Self-assessment

* Assessment of job opportunities

+ Formulating career goals

+ Matching individuals to jobs

* Seeking opportunities for professional growth

Career management systems; individual centered system, organizational centered
system. What is individual career management strategy? Self-assessment; know about
self. Assessment of job opportunities. Formulating career goals. Matching individuals to

jobs. Seeking opportunities for professional growth.
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STRATEGIES FOR CAREER MANAGEMENT

Organizational Career Management strategies

* Career planning workshops
* Assessment centres

* Developmental performance appraisal

* Providing mentors to individuals

* Developing career paths for employees

+ Establishing realistic career plans with employees

Career management; strategies for career management.

Organizational career

management strategies- career planning workshops, assessment centres, developmental

performance appraisal, providing mentors to individuals, developing career path,

establishing realistic career path career plans to employees.
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ORGANIZATION’S IMPACT ON CAREER MANAGEMENT

Job postings

Formal Cducalion/(l_u[(l(.m reimbursement
Performance appraisal for career planning
Counseling by manager

Lateral moves/job rotations
CounselMg by AR

Pre-refirement programs

Successiorm planning

Formal mentormg

Career booklets/pamphlets

Written ir al career plans
Career workshops

Assessment center

Peer appr.

Upward appraisal

Appraisal committees,

Training programs for managers
Orientation/induction programs
Diversity management
Expatriation/repatriation
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Dual ladder programs (options for non-managers to move up)

Organizations impact on career management- job posting,

education, tuition

reimbursement; performance appraisal for career planning, counseling by managers,



lateral moves or job rotations, counseling by HR, pre-retirement programs, succession

planning, formal mentoring and ladder programs, dual ladder programs, career books.

Or pamphlets, individual career plans, career workshops, peer appraisal, upward
appraisal, appraisal committees, training programs, training programs for managers;

orientation or induction programs and diversity management practices.
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CAREER MANAGEMENT FOR SPECIFIC HR ISSUES

+ Reducing turnover among recently hired employees

+ Providing promotion opportunities il a stable or contracting organization
+ Developing high-potential candidates for management positions
+Rewarding and retaining technical and professiomatemployees

+ Motivating plateaued employees

Career management for specific HR issues. Reducing turnover among recently hired
employees. Generally, there is a trend which has been mostly found in organizations is
the new joiners have a tendency to hop jobs. Within a span of 1 or 2 years, there is a
tendency to leave organizations which is most of the which most of the organizations

have encountered.

So, that need to be talent attrition of generation Y or talent attrition of the youngsters is
the common problem of organizations. Providing promotion opportunities in a stable or
contracting organizations and develop high-potential employees for management

positions.

Some employees would be excelling; some people are say they have met the
expectations more than what is required by the organization or they are considered as

super keepers. They need to be retained, they need to be developed for the future roles or



the for senior management positions. Then rewarding and retaining technical and

professional employees.

The technical and professional employees need to be retained by giving them special
care and attention, motivating plateaued employees, who are not able to progress in the
career. So, they have almost reached a career stagnation. They need to be also given a

special attention.
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MANAGING YOUR CAREER
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CAREER CHOICES AND PREFERENCES

« Holland vocational preferences model found that people have varying
occupational preferences; we do not all like to do the same tEinis. This
model demonstrates that if one do a job he think is important, he will be a
more productive employee.

< Holland identifies six vocational themes (realistic, investigative, artistic,
social, enterprising, and conventional). An individual’s occupational
personality 1s expressed as some combination of high and low scores on
these six themes,

< High scores indicate that one enjoy those kinds of activities. Although it is
possible to score high or low on all six scales, most people are identified by
three dominant sca%es. The six themes are arranged in the hexagonal
structure.



How to an individual manage career? So, career choices and preferences as Holland’s
vocational preference model says, found that people are varying a people have varying
occupational preferences; we do not like to do the same thing again and again and this
model demonstrates that if one is able one if one does a job he thinks he is important, he
will be more productive employee. Holland gives six vocational themes that is realistic,

investigative, artistic, social, enterprising and conventional.

An individual’s occupational personality is expressed as some combination of high and
low scores on these six themes. So, high score indicate that one can enjoy those kinds of
activities. And although, it is possible to do to score high or low on all the six score
scales most people are identified by three dominant scores or dominant scales. The six

themes are arranged in a hexagon in a hexagonal structure.
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CAREER CHOICES AND PREFERENCES

As per Holland, the six characteristics are:

1,Realisticf Practical, rely on tools and hands-on training

2, Investigative: Explorative, analvtical and with a scientific bent of mind

—
3. Artistic: Creative, imaginative and independent

4. Social: Amiable, cheerful, cooperative and supportive \/

S

5. Enterprising: favor competitive strides, are persuasive and pOssess leadership skills

6. Conventional: They are organised, systematic and like details.

So, as per Holland, the six characteristics are somebody who is realistic, investigative,
artistic, social, enterprising, conventional. So, practical, really rely on tools and hands on
training is somebody who is realistic and investigative; they are explorative, analytical

with scientific bent of mind.

An artistic is one who is creative imaginative and independent and the social is one, who
has an affinity for social belongingness amiable, cheerful, cooperative and very

supportive. So, enterprising is one, who favors competitive strides, are persuasive and



process leadership skills. Those who possess, those who possess leadership skills and

conventional, are they are organized systematic and the like details; attention to details.
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CAREER CHOICES AND PREFERENCES

« This scale model represents the fact that some
of the themes are opposing, while others have
mutually reinforcing characteristics.

« For instance, Realistic and Social are opposite
each other in the diagram. A person with a
realistic preference wants to work with
things, not people.

« An example of mutually reinforcing themes is
the Social-Enterprising-Conventional
(SEC) vocational preference structure.

Source: DeCenzo, ., Robbins, 8. and Verhulst, 8. (2010). Fundamentals of Human Resowrce Management, 10 Edition, Wiley.

So, when you organize all these six scales or the six characteristics. So, it is like this
scale model represents the fact that some on the themes are; some of the themes are
opposing, while others have mutually reinforcing characteristics. For instance, realistic

and social are opposite of each other.

In the diagram, a person with a realistic preference wants to work with things and not
with people; one who is realistic, he would like to work with facts and not depend on
relationship and an example of mutually reinforcing themes is socially enterprising

conventional which is vocational preference of structure.
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EXAMPLES OF OCCUPATIONS THAT TYPIFY EACH OCCUPATIONAL THEME

Reali/slir-\ In@g;gv_e\ Artistic Social E isi C

Auto Sales
Dealers
School

Administrators
—

igineers

Carpentm/

hySicians Advertisin,

Executive:
Public

Relations
Executives

Aflide Range
of Managerial
Occupations,
including:

Accountants

Psychologists

Bankers

Research and
Development
Managers

Credit
Managers

Military Officers

Chamber of
Commerce
Executives

Investment
Managers

Lawyers

And so, realistic are those who look on facts that engineers, carpenters. Investigative are
those who are give who try to explore thing; physician, psychologists, research and
development managers. Artistic are those who think something creative like advertising,
sales executives, public relations executives and social are who want to be connected

with people like auto sales dealer or school administrator.

The enterprising are wide range of managerial occupation including military officers,

chamber of commerce executives, lawyers and conventional are the ones like bankers,

accountants or managers, credit managers.
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CAREER ANCHORS

< The concept of the Career Anchors was introduced by Edgar Schein.

% A career anchor is something that develops over time and evolves into a
self-concept, shaping an individual's personal identity or self-image and
includes:

1. Talents, skills and abilities - the things that we believe we are good at, and
not so good at.

2, Motives and needs - what is important to us and take the form of goals, e.g.
money, status, challenge, autonomy.

3. Attitudes and values - the kind of organisation that we feel comfortable
with, one that matches our own values and beliefs.

The concept of career anchor was discussed by Edgar Schein. A career anchor is
something that develops over time and evolves into a self-concept, shaping an
individual’s person identity or self-image. That includes talent, skill, ability the things
that we believe are good at, and may not be so good at. And motives and needs, what is

important to us and may take the form of goals.

For example, money, status, challenge, autonomy. Each individual has different need as
a motivator. Attitude and values, the kind of organization that we feel comfortable with,

one that matches our own values and beliefs.
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IDENTIFY YOUR CAREER ANCHORS

Technical/
_— Functional —__
: Competence Managerial
L Competence
[ \
Autonomy and Entrepreneurial
Independence Creativity
~ ~

Service @ T Lifestyle ~ Pure Challenge

Source: Schein, Edgar 11, (1990). Carcer Anchors (discovering vour real values), Jossey-Bass Pfeiffer, San Francisco.

Identify your career anchors that is whether security, autonomy and independence,
service, lifestyle, pure challenge, entrepreneurial activity or managerial competence,
technical and functional competence. What is the career anchor of each individual, we

need to also identify?
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CAREER ANCHORS

< There are eight career anchors, each of which is described below:

1. Technical/Functional: Career Anchor is strongly placed in some
technical or functional area. One derives sense of identity from the
exercise of skills and satisfied when one’s work permits him to be
challenged in those areas.

2. General/Managerial: In this, there is an opportunity to climb to a
high level in an organisation. It enables one to integrate the efforts of
others across functions and to be responsible for the output of a
particular unit of the organisation.
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CAREER ANCHORS

3. Autonomy/Independence (AU): Here, one want to remain in
jobs that allow flexibility regarding when and how to work. If one
cannot stand organisational rules and restrictions to any degree, one
seeks occupations in which he will have the freedom,

4. Security/Stability (SE): Here the primary interest is employment
security or tenure in a job or organisation. The value is illustrated by
a concern for financial security (such as pension and retirement
plans) or employment security.
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CAREER ANCHORS

5. Entrepreneurial Creativity (EC): It is the opportunity to create
an organisation or enterprise of own, built on one’s own abilities and
willingness to take risks and to overcome obstacles.

6. Service/Dedication to a Cause (SV): It is an opportunity to
pursue work that achieves something of value, such as making the
world a better place to live, solving environmental problems,
improving harmony among people, helping others, improving
people’s safety, curing diseases through new products and so on.
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CAREER ANCHORS

7. Pure Challenge (CH): It is the opportunity to work on solutions
to seemingly unsolvable problems, to succeed over tough opponents,
or to overcome difficult obstacles.

8. Lifestyle (LS): Itis asituation that permits one to balance and
integrate personal needs, family needs, and the requirements of
one’s career. One feels that his identity is more tied up with how he
live his total life, where one settle, how he deals with family
situation, and how one develop himself than with any particular job
or organisation.

There are eight career anchors. One is technical, functional; general, managerial;
autonomy or independence; security, stability; entrepreneurial creativity; service
dedication to a cause and a pure challenge or lifestyle. So, the first career anchor that is

technical or functional. Carrier anchor is strongly placed in some technical or functional

arca.

One derives sense of identity from the exercise of skills and satisfied when one’s work
permit work permit seem to be challenged in those areas. General or managerial; in this
area, there is an opportunity to climb to high level in organization. It enables one to
integrate the efforts of others across functions and to be responsible for the output of a

particular unit.

Autonomy or independence; here one wants to remain in the job that allows flexibility
and regarding when and how to work. So, mostly, the person wants to that allows
flexibility regarding when and how to work. If one cannot stand organizational rules,
regulations to any degree; one seeks occupations in which we will have complete

freedom.

Security and stability here is the primary interest in employment is security or job tenure.
The value is illustrated by a concern for financial security such as pension, retirement

some benefits or employment security. Entrepreneurial creativity, it is a career is a



opportunity to create an organization or enterprise of own, built on own ability of ability,

to willingness to take risk and overcome obstacles.

So, if somebody has an inner urge to do something new, innovative, so he would not like
to work in an organization with constraints. Service dedication to a cause; it is an
opportunity to pursue work that achieves something of value, which such as making
world a better place to live, solving environmental problem, solving problems of the
society as large, improving harmony among people, helping others, improving people

safety, curing diseases.

So, there are the people, their focus is on dedication for a special cause. Then pure
challenge. It is the opportunity to work on solutions to problems to seemingly unsolvable
problems, to succeed over tough opponents, to overcome difficulties and obstacles. And
then, the next career anchor is lifestyle. It is a situation that permits one to balance and

integrate personal needs, family needs, and requirement of the of one’s career.

One feels that his identity is more tied up with how he or he lives his total life, where one
settles, how he deals with family situation and how he can develop self with any

particular job or organization.
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SELF ASSESSMENT PLAN

So, self assessment plan is now I will discuss about how an individual will assess

himself. Where am I now, so you have to review regularly, in what position you are in



now; what is our current situation; what am I good at; what do I need to work on; what

could help me for a long term and what could stop me; what are the barriers.

So, what you need to discuss is what are barriers, your strengths, your weaknesses; what
do I need to work on; how do you develop your competencies; what would help me
along; what your strengths are; what are your strengths; how it will help you to sustain in

the work place, sustain in the workplace.

So, these factors would help in deciding what, where I want to be. If you are able to
assess yourself, where am I now, what is your current position, what is your current
situation, what you are good at and what you need to develop so that you can reach a
position and what can stop you; that means, your weaknesses or barriers, you can know
your weakness and what will help you to reach; that means, what competences need to

be learnt so that you can be in a position.

Where do I want to be, consider all these factors your career anchors, what intrinsically
motivates you to be to select a particular job or career choice. So, consider all these
factors professionals, personal such as time, support, finance, motivation and imminent
requirements or changes. So, how you can, that will help you to decide how you can get
on to this particular position. Short term objectives, you can also have a long term or a

midterm objective.
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FORMULATING
THE CAREER
STRATEGY




And then, next is formulating the career strategy. So, personal profiling can help you to
decide your long range personal and professional goals. You also need to see
environmental threats and opportunities, assess not only your strengths and weakness,
also assess your environmental opportunities apart from your personal strengths. So,
collectively, this two information will help you to opt for or decide your career

alternatives.

So, then, there has to be a feedback to be gained from both the sections so that you can
know consistently consistency testing and strategic choice, you can decide. Whether the
feedback from the feedback from peers, feedback from environment you can know, what
is the short term career objective and action plan and then, what are the contingency or
the alternatives contingency plans or alternative plans available and then, implementation

of career plan.
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COMBINATION OF CAREER INTERESTS AND SKILLS

Pursue INTERESTS HIGH, SKILLS HIGH
Areasof both high interest and high confidence. Include in top career choices.

Develop INTERESTS HIGH, SKILLS LOWER
Areasof high interest, low confidence. Either accept as a vocational, or pursue skill building.

Explore INTERESTS LOWER, SKILLS HIGH
Areas of low interest but high confidence. Reconsider why interest is low or transfer skills to
another area.

Avoid INTERESTS LOW, SKILLS LOW
Areasof both aversion and low confidence. Exclude from top career choices.
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WRITING YOUR RESUME

* Introductory Information
* Job Objective

* Job Scope

* Your Accomplishments

* Length

Personal Data

+ Make Your Résumé Scannable

You can pursue interest areas of both high interest and high confidence, including top

career choice. Develop on the areas of high interest, low confidence. Either accept as a

vocational or pursue skill building.

If and you can explore areas of low interest, where you have less interest; but you have
high confidence, reconsider why interest is low or transfer skills to another area or
channelize your skills to other areas and you can avoid the areas of both aversion and

low confidence, exclude from top career choices.
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COMBINATIONS OF CAREER INTERESTS

AND SKTLLS
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| Explore Pursue
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So, what we learnt is an individual before taking a career or deciding a career choice,
you can form a matrix of 2 cross 2 matrix. On one axis, you can plot your interest
whether the job where you have low interest or high interest and the skills that you

posses that is low and high level of skills or competencies.

And if you have a low interest in a particular profession and also low level of skills, so
basically, you need to avoid that career option. And if you have a high level of interest,
but low skills, you can develop that so that you can make yourself future ready. If you
have a high interest and also high competency, it is generally advisable to select or

pursue with that career option.

And if you have a low interest at present, but a high level of competency, you can
explore that option career option. So, this way, a combination of career interest and skills
will help you to decide what is area of both high interest and high confidence, you can
include in top career choices. Develop on those, where areas of high interest low

confidence; either accept as a vocational as a vocational or pursue skill building.

Explore areas of low interest and high confidence, reconsider why interest is low or
transfer skills to another area and avoid those areas or exclude from top career choices,
where you have low or you have both aversion and low confidence. Writing your
resume- introductory information, job objectives, job scope, your accomplishments,

lengths, personal data, make your resume scannable.
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CONRAD D. STAPLETON

CONFIDENTIAL

tnsive advartising and prome:

PRESENT POSITIO
2000-Prosent

INTERCONTINENTAL CORPORATION
UDRYON SOAP and CARBOLENE CLEANER,

EXAMPLE OF A
GOOD RESUME sk




An example of a good resume is you can have an objective, job objective, what is your
present job position and then, you can say chronologically you can put them in an order

and then, you can apply for the job.
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ONLINE BIOS

Fill it with details

Avoid touchy subjects

* Look the part ,
Make it search friendly [
Use abbreviations — !

—
e

L]

Say it with numbers
Carefully proofread

Online bios- fill it fill it with details, avoid subjects which are to be which are not a very

crucial, look the part, make it search friendly, use abbreviations, say it with numbers,

carefully proofread.
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FINDING THE JOB YOU WANT

Do Your Own Local Research
+ Online Job Boards

+ Personal Contacts

* Answering Advertisements

* Employment Agencies

« Executive Recruiters

+ Career Counselors

+ Executive Marketing Consultants
+ Employers’ Web Sites




Finding the job you want- do your own local research, outline job boards, personal
contacts, answering advertisements, employment agencies, executive recruiters, career
counselors and then, executive marketing consultants, employee website employer’s

websites.
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FINDING THE JOB YOU WANT

Source: Wall Street Journal by CareerJournal com. Reproduced with permission of Dow Jones & Co. Inc. via Coy \‘r1|hl('lrnmln'r Cenler ©) mol
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HANDLING THE INTERVIEW

Prepare, Prepare, Prepare

Uncover the Interviewer’s

Needs »’
Relate Yourself to the Person’s B
Needs

Think Before Answering %&
Make a Good Appearance and

Show Enthusiasm

And finding the job you want like handling with the interview, prepare properly, uncover

the interviewer’s needs, relate yourself to the person’s needs, think before answering,

make a good appearance and show enthusiasm.
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SUGGESTIONS FOR MANAGING YOUR CAREER

(" Know yourselt ) (- Manage your reputation ‘\’ Networkcontacts ,
SUCCES%_I:%CAREER( § Keep curtent )

1

Balance your specialist . / Document your / 'Keep your options
and generalist competencies achievements open ‘

(" Build and maintain ==

Source: DeCenzo, D., Robbins, 8. and Verhulst, 8. (2010). Fundamentals of Human Resource Management, 10 Edition, Wiley.

So, there is always a scope for development and a successful career tips is knowing self,
manage build and maintain, balance your specialist and generalist competency,
document your achievements, keep your options open, keep current, new network

contacts, manage your reputation.



In this section, we started with how to manage the career we have discussed about
various career choices and preferences, career choice and preference given by Holland
and then, we also discussed about the scale model which has been given by Holland
realistic investigative artistic enterprising. Social and conventional and examples of
occupations that typify each occupational theme and we discussed about the career

anchors.

And how to identify the career anchors, technical functional competence, managerial
competence, entrepreneurial creativity, pure challenge, lifestyle, service, autonomy and
security; the eight career anchors that we have discussed and further, we discussed about
self assessment plan of an individual and formulating the career strategy and
combination of career interests and skills and writing a resume and how we can fill up

online bios and finding the job you want.

So, an individual can handle, how an individual can handle interview and suggestions for
managing career rest with a successful career management tip that is knowing self,
managing your reputation, network and contacts, keep current, keep your options open
always and document your achievements, balance your specialist and generalist

competencies and build and maintain your tempo.
With this, I would like to conclude the session here.

Thank you.



