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      Seminar
Career Management
Learning outcomes:

By the end of tutorial students should be able to:

· Demonstrate an understanding of key points of Career Management and its importance for employees and company
Activity 1. Lecture Recap (20 minutes):
· What is Career management and why do companies need it?
· What steps are included into CM process?
· How CM is viewed from company and employees’ perspectives?
· What’s manager’s role in CM?
Activity 2. Brainstorming and Open Discussion (30 mins). Write down the following statements on white board:
1. ‘No matter how much we encourage individuals to plan their careers, at the end of the day it comes down to opportunity and chance.’
Ask students whether they think that this comment is a fair reflection of the way that individuals are managed in the organization? Answers may vary. Students may be grouped, or work individually…
2. What is the career management challenge for the early twenty-first century? What appropriate strategies and actions might there be for employers and employees? Their careers?
BREAK: 10-15 MINS

Activity 3. Case study (40 minutes): Ask students to read the case below and answer questions. Initiate and lead the discussion. To be more familiar with case, read corresponding chapter 16 in “Human Resources Management” by Derek Torrington et al. (2014).

Careers at Ernst & Young
Ernst & Young provide a thorough range of global career development activities for graduates, and there are three key aspects to provision: learning; job experiences; and coaching.

Learning focuses on building general business skills and acumen, constantly refreshing and enhancing technical skills across service lines to promote improved service and better client relationships. Building relationships and leading people are seen as key aspects of learning and career development.
In terms of job experiences, secondments are offered, as well as cross-border and cross​service line placements, on both a short- and long-term basis. Some are domestic and some international, but all will involve connecting with people from around the world and provide challenging and stimulating assignments. These are intended to help graduates develop an inclusive mindset and thrive in an increasingly global market while matching clients' needs. Graduates are also encouraged to use their professional skills to give back to the community, benefiting others but also enhancing their career and life - through development of leadership, communication or project management skills.

Graduates work closely with a coach who will put time and effort into becoming an expert in the individual and his or her career development. Coaches encourage learning and development, and help graduates to consider new ideas and challenges to ensure a stimulating and evolving career. High-quality feedback and support is offered to help graduates progress quickly. Mentoring provides support, insights and practical advice on a variety of professional development and career topics, and as graduates become more experienced they are encouraged to mentor less experienced colleagues.

Perhaps the most unusual aspect of a career at Ernst & Young is the view below, explained on the company website when addressing potential recruits:
The experience you gain with EY will last you a lifetime. In fact, whatever you go on to do in the future, you’ll be able to take the knowledge and insights you've gained with you.
EY and you (EYU) is our career development framework, which is designed to provide you with the skills, knowledge and confidence you need to take ownership of your career.
Your development is at the heart of our culture, but it centres on giving you the tools to progress in the direction you desire. We believe you'll do the best work you can when you have the freedom to map your own career path. And ultimately that means our clients will benefit too. (www.ernstandyoung.com)
`

This provides an unusually strong focus on graduates developing their own career path, and even more unusually the focus on career development for graduates which they can then take with them to a new employer. Mike Cullen, Ernst & Young's Global Managing Partner, People, explains this position thus:

For every thousand graduates you recruit, you've only got 250 manager slots.... Most people who come through our doors (as recruits) now live somewhere out there in the economy. How they feel about E&Y is crucial to our proposition. We want them to feel a lifetime member of one of the best business networks in the world. (Smedley 2012: 30)

Alumni are positively encouraged to remain in touch through magazines sharing news from past colleagues and personal and business directories to enable searching for past colleagues. Ernst & Young wants people to feel proud of working for it and offer development for people who carry on their careers within or outside the company. Thus, it develops future leaders for business and commerce generally and not just Ernst & Young. Cullen explains how external analysts were taken aback by this idea as conventional thinking at the moment is focused on retaining talent. The aim is to create career value for people that will last a lifetime.

Sources: Smedley. T. (2012b) 'On my agenda’, People Management, August, pp 28-31; www.ernstandyoung.com.

QUESTIONS:

1. What are the dangers and downsides of the Ernst & Young approach to career development?

2. Exactly how can Ernst & Young reap the advantages of its approach to careers?

3. In which type of organisations might this approach to careers be advantageous? What criteria are you using, and why?

4. Assess the potential value of the career development activities that Ernst & Young provides. What other activities would you include, and why?

Activity 4. Wrap-up and revision (10 minutes).

Ask students to present what they’ve learnt from the session. Remind about reading corresponding sections of their textbooks.
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