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Abstract 
Career is an age – old issue in management of people. However, recent spurt in 

attempts to leverage each and every system of human resource management has 

drawn a special attention to career management. Career planning and 

development can be of a great opportunity as well as a great threat to 

organizational effectiveness. It is an opportunity since a good and systematic 

career management can motivate employees and enhance their performance. It 

can also be a threat specially when mismanaged, since the same leads to frustrated 

workforce with mismatch of skills and jobs. Distinction of career management lies 

in capturing interest of both organization and its employees. Career management 

is a great source for employees to fulfill their career aspirations and to match their 

skills, interest and values with that of the organization. Career management is a 

vital instrument for organizations since, it enables them to attain organizational 

objectives. The study discovered that career management has a special place in the 

overall framework and practice of performance management. In performance, 

careers are used as avenues to gratify self-esteem and self-actualization needs of 

employees. The study also recommended that career-based performance 

management strategy should leverage career development to fulfill the higher 

motivational needs of employees and to use this motivational chemistry to pep up 
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performance of employees so that organizational effectiveness and growth can be 

attained in a natural way.  

 

Key Words: Career, Performance, Management, Organization, Development,  

 Strategy 

 

Introduction 

Employers and employees tends to view performance reviews from different points of 

view. Employers of course are often preoccupied with getting the employee’s performance 

aligned with the company’s standards and needs. Employees will want to know what the 

review means in terms of their careers. Those conducting appraisals therefore need to 

know something about careers and career planning. We may define career as the 

“occupational positions a person has had over many years (Okere, 2011). A career can also 

be looked at as the pattern or sequence of work roles of an individual. Traditionally, the 

word applied only to those occupying managerial and professional roles, but increasingly 

it is seen as appropriate for everyone in relation to their work roles. Also, the word career 

has been used to imply upward movement and advancement in work roles. Many 

organizations no longer offer a traditional career, or only offer it to a selected few. Enforced 

redundancies, flatter structures, short-term contracts, availability of part-time rather than 

full-time work, all break the idealized image of career. Knowing this, many employers 

work hard to support their employees’ career needs. Some institute formal career 

management processes, while others do little. Therefore, we can view career management 

as a process for enabling employees to better understand and develop their career skills 

and interests and to use these skills and interest most effectively within the company and 

after they leave the organization. Specific career management activities might include 

providing realistic career-oriented appraisals, posting open jobs, and offering formal 

career development activities. Thus, career development is the lifelong series of activities 

such as workshops, that contribute to a person’s career exploration, establishment, success, 

and fulfillment. Other recognized moves as legitimate expressions of career development 

include development and extension within the job itself, lateral move and the development 

of portfolio work. Career can also be conceptualized more broadly in terms of the 

individual’s development in learning and work throughout life (Collin and Watts, 1996), 

and thus includes voluntary work and other life experiences. Indeed, Adamson et al (1998) 

go as far as to say that a good curriculum vitae may “no longer be one with an impressive 

list of job titles of increasing seniority, but rather a rich curriculum e.g. one which includes 

a variety of work and non-work activities”. 
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Career development is no longer a stand-alone issue and needs to be viewed in the context 

of the life and development of the whole person and not just the person as employee. Thus, 

career development is something experienced by the individual, sometimes referred to as 

the internal career, and therefore, not necessarily bounded by one organization. This also 

means that the responsibility for managing a career is with the individual, although the 

organization may play a key facilitating and supporting role. On this premise, the primary 

purpose of career development is to meet the current and future needs of the organization 

and the individual at work, and this increasingly means developing employmentability. 

On this basis, Walton (1999) argues that it is increasingly difficult to disentangle career 

development from general training and development. Thus, in essence career management 

has a special place in the overall framework and practice of performance management. In 

performance management, careers are used as avenues to gratify self-esteem and self-

actualization needs of employees. This is also drawn as a pragmatic strategy in obtaining 

mutually integrated progress of organizations and their employees.      

 

Career Strategy in Performance Management 

According to King (2003), Career is described as a sequence of jobs occupied by a person 

in his/her professional life in the same or similar organizations. In the context of 

performance management, career strategy is defined as a combined effort of an individual 

employee and an organization to nurture and mature aptitude and attitude of that 

employee in order to deliver results for both of them. In other words, a career strategy 

consists of: 

 

1) An organizational effort to identify aptitude and attitude profile of an 

employee. 

2) An organizational effort to match identified employee aptitude and attitude 

profile with positions in the organization. 

3) An organizational effort to address developmental needs of an employee in the 

identified area of aptitude and attitude. 

4) An organizational effort to leverage the above three efforts to attain organizational 

objectives. 

5) An employee effort to make self-assessment to identify strengths and weaknesses 

in terms of aptitude and attitude. 

6) An employee effort to manage self to occupy an organizational position that is 

most compatible with self aptitude and attitude profile. 

7) An employee effort to obtain the fundamental and advanced 

knowledge/skill/attitude in the career he/she is engaged in. 

8) An employee effort to excel in the job in order to occupy the highest position in 
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that field of work and fulfill the self-motivational needs. 

 

What is Not Career Strategy 

Hittrop (1996), observed that, career in the context of performance management is not mere 

hierarchical up-gradation or vertical progression of an employee in the organizational 

hierarchical ladder. Career strategy in the context of performance management centers on 

the cardinal principle of an employee maturing in his/her own field and delivering results 

for both the organization and self. In this parlance, vertical movement in organizational 

hierarchy is incidental, and possessing advanced knowledge and competency is essential. 

Career as a part of performance management does not consist of: 

1. Mere vertical movement from one position to the other without corresponding job 

enrichment. 

2. Mere vertical movement in regular intervals as a part of organizational policy 

without obtaining/sharpening one’s knowledge (aptitude and attitude). 

3. Career progression of employees independent of organizational progression. 

4. Career advancement as the sole responsibility of employees. 

5. Career advancement of employees as a sole concern of the organization. 

6. Planning and developing careers without matching employees profiles with 

profiles of the positions. 

7. Inadequate effort in leveraging career management to obtain performance 

excellence. 

8. Managing career planning and development as an isolated activity. 

 

Importance of Career Strategy in Performance Management 

Career planning and development has a prominent role in the grand strategy of 

performance management. This is one among the seven strategies of performance 

management that help to achieve twin objectives of employee and organizational 

progression. From the perspective of an organization, a well planned, developed and 

implemented career system can (i) enhance organizational performance, (ii) soar the pace 

of innovation, (iii) reduce employee attrition rate, (iv) enhance employee commitment and 

loyalty (v) optimize staffing and (vi) improve organizational adaptability (Arthur 1994). 
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Figure 1 Importance of Career-Based Performance Management Strategy. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

From the perspective of employees, a good career system provides them with (i) avenues 

to fulfill higher motivational needs, (ii) addresses their developmental needs, (iii) assists 

in identifying and strengthening their professional forte, (iv) accelerates professional 

growth, (v) makes career life meaningful and (vi) provides utmost job satisfaction and 

harmony in life. If a career system is left unmanaged or mismanaged, it can end up creating 

chaos not only in the sphere of performance management but organization-wide. 

Following are some of the most important issues that emphasize the significance of career 

strategy in performance management. 

 

Continual Development 

Development of people on continuous basis is possible when a systematically 

developed and implemented career strategy is in place. This development can occur 

in a logical and evolutionary sequence. For example, a career path for a software 

programmer position, if clearly laid down, is easy to develop into a meaningful 

developmental plan for career movement of that position. Aptitude and behavioural 

characteristics (attitude) required at each of the career movements of a software 

programmer can be mapped. In fact, in professional career planning system, mapping 

aptitude and attitude profile assumes more importance than the actual movement of 
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positions in the ladder. In order to obtain effectiveness and the real impact, growth in 

employees’ development is more important than just vertical movement. A systematic 

career strategy helps in creating conditions for continuous development, which is a 

strong pillar of performance management. 

 

Right People to Right Positions 

Ultimate success of performance management comes from people performing roles in 

which they can do their best and to which they are best suited. Career planning is a vital 

input and a critical step in placement of employees to right positions in the organization. 

Career planning involves assessing employee aptitude and attitude profile and matching 

them with the right positions/ assignments in an organization. Automatically this process 

gives a fillip in placing right people to right positions. 

 

Optimization of Efforts 

Employees when placed on positions to which their profile best suits, do miracles with 

least of effort. It doesn’t mean they are not required to work hard. Indeed, people put 

in more efforts and hard work when their profile matches with the job profile. 

Employees do not realize that they are putting in hard work or struggling to achieve 

something because work becomes very natural to them. People in spite of struggling 

hard and spending long hours/days/months/years of work, end up achieving 

something insignificant because of mismatch between their interest/skills/knowledge 

and the job they perform. 

 

Building Competencies 

As a logical sequence to the above issues, an organization can build distinctive human 

resource Competencies through the means of a scientific career planning and 

development system. For a person to become master of an activity, two things must 

happen without fail. Firstly, a person must match his/her basic aptitude and attitude 

with the job/career that is intended to be pursued. Secondly, that person must make 

continual progress on that job/career by acquiring knowledge, skills and attitude. 

Fulfillment of these two requirements can surely contribute towards people emerging 

with distinct competencies. Pursuing these two aspects is just an integral part of a 

good career system. As researches on competency-based performance management 

conclusively establishes, building competencies is one of the right strategies for 

achieving performance excellence. 

 

Motivational Fulfillment 

Career progression is one of the powerful sources to meet higher-level motivational needs 
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such as self-esteem. This is a big issue with many present day organizations. Most of the 

employees are provided with avenues for fulfillment of lower-level motivational needs 

like physical, security and social, but opportunities to gratify higher-level needs remain 

scarce. Employees who do not find opportunities to satisfy this need within organizations 

look for chances outside the organization. A systematic career planning and development 

provides every individual clear opportunity to fulfill these needs. Peak performance in 

organizations can be derived by managing the higher-level motivational chemistry of 

employees. 

 

Availability of Critical Knowledge 

Effective performance of organizations is solely dependent upon its employees to a large 

extent. Effective performance of employees is proportionately contingent upon the degree 

of knowledge they possess. Career strategy when conceptualized and implemented in a 

scientific fashion, can lead to the creation of pools of knowledgeable employees. Cleverly 

crafted career-based performance strategy, each vertical or horizontal career movement of 

employees is closely tied to the up-gradation and enrichment of knowledge base of 

employees. Career management has a significant place in the overall framework of 

performance management due to the knowledge creation role it performs. 

 

Enhancement of Employee Commitment 

Lack of a realistic and rational career system in organizations is cited as one of the 

most influential factors for a rise in employee attrition rate. Employees tend to look 

for opportunities outside when there is hardly any chance to grow within the 

organization. This results in employee turnover adversely affecting employee 

commitment and subsequently morale. Achieving even moderate levels of 

performance becomes a tough task where attrition is order of the day. Career planning 

and development can be used as a strategy not only to reduce employee attrition rate, 

but also to enhance the commitment rate. It is common sense that  once employees’ 

professional journey is clearly scripted, it is hard for them to abandon and pursue 

something else. A well-drafted career script strengthens employee commitment and 

loyalty to the organization. 

 

Harmony between Mutual Needs 

Harmony is the key that ensures great performance and accelerated innovation in 

organizations. Harmony is referred to here as the integration between needs of employees 

and of the organization. Inherent conflict of interests between employers and employees 

creates many speed breakers in the progress of innovativeness. Career planning and 

development can be used as a reliable vehicle in integrating mutual needs in harmonious 
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conditions. In a simplistic vision, every organization aspires to grow and so does every 

individual employee. Career strategy helps in tying these two aspirations meaningfully. 

Growth of one is dependent on the other. 

 

Provision of Self-Assessment 

Career system encourages employees to indulge in self-assessment in order to understand 

and identify their own interests, professional competencies, skills and values. Career 

system also supports an employee’s effort in matching self-profile with work profiles in an 

organization. Employees are assisted and guided in developing their own personal 

professional vision and mission statements. It is a hard reality that finally whatever 

organizations may or may not do, it is the individual effort of an employee that is very 

critical. And, for these efforts to be meaningful, effective and optimal, a systematic self-

assessment is a prerequisite: a facility that career strategy provides. 

 

Enhancement of Organizational and Employee Agility 

Most organizations find it difficult to perform very well due to absence of 

professional zeal within employees and, therefore, in the organization. Great 

performances are natural to people and organizations when they are professionally 

agile. This agility comes from optimistic future they see together. Each individual 

employee has a career mission as that of the organization. Every employee is busy in 

attaining that mission and every time an employee reaches that mission, it gets 

revised upward. This is how professional life goes on in organizations where a 

scientifically made career strategy is in operation. This agility in turn strengthens 

organizational flexibility, enabling it to respond to environmental changes quickly.  

 

Theoretical Foundations of Career-Based Performance Management Strategy 

Some of the important and relevant theories of career management are briefly 

discussed in the following paragraphs. These theories chiefly explain and provide the 

basic understanding on (i) what makes a person choose a particular career over others, 

(ii) why it is important to assess congruence between an individual’s personality type 

and career, (iii) what career stages does every individual has to pass through and (iv) 

different career paths for different situations/organizations among others. Apart from 

these theories, all most all academicians, researchers, consultants and practitioners 

emphasize one common issue, i.e. aligning career management with organizational 

needs or integrating career needs/growth of employees with organizational 

needs/growth. Also insist that career planning is a responsibility of both: organization 

as well as every individual employee. A successful career strategy is one that is made 

and implemented with dual participation according to career management specialists 
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(Greenhaus and Callanan, 1994). 

 

Schein’s Career Anchors 

According to Schein (1975), attitude that drives a person to choose a particular type of 

career forms in the early years of his/her life. A person’s interaction with the environment 

during childhood and in the early years of personality formation decides the kind of career 

that person would most likely opt for. These attitudes which guide career choices become 

career motives as life progresses. Schein calls these motives career anchors. Further, he 

classified these career anchors into six types as indicated here: 

 

Managerial Competence: People with this career anchor prefer leadership roles. They 

possess interpersonal relationship and problem solving skills and choose employment as 

managing directors, plant managers and administrative officers in Government offices, etc. 

 

Technical/Functional Competence: People with this career anchor are excited by 

specialization and seek deeper knowledge in a given field. They are also disinterested in 

taking up administrative jobs and avoid generic jobs. These people can generally be found 

in research and consultancy organizations. 

 

Security and Stability: The dominant motive here is to hang on to a job to derive stability 

in life. In order to satisfy this need, people adopt a conformist behaviour and are loyal to 

an organization. They dislike moving to other locations/organizations. These people are 

mostly found in government/large size organizations performing clerical and routine jobs. 

 

Creativity and Entrepreneurship: These are the people who derive satisfaction by 

launching and doing their own job/business. They make attempts to create something 

new even when they are employed in organization. They either set up their own 

business or prefer small and upcoming firms for employment so that they can get 

opportunities to do the kind of activities they wish to do. 

Autonomy and Independence: This anchor is similar to the creativity. People of this type 

prefer self-employment and strive to have freedom from organizational constraints and 

code of conduct. They generally prefer professions like academics, and journalism where 

they can get freedom. 

 

Technological Competence: All software workers and people who intend to engage 

themselves full-time on researching and developing new technology form this anchor. 

These people give technology a very high priority. This type of people are friendly 

and extremely adaptable. 
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Schein Stages in Career Cycle:  

Edgar H. Schein has also developed a framework for understanding how a person’s career 

experience in turn influences the kind of profession/occupation that person prefers. 

According to this framework, any person’s career life cycle consists of five stages as briefly 

described here: 

 

Growth Stage: This stage constitutes mainly childhood, something like from birth to 

adolescence. Every individual develops a self-concept and gains an identity during this 

stage. The kinds of experiences an individual undergoes during this stage impact the 

career choices. During the growth stage, people experiment with many activities in a form 

of play and interaction with the world and draw their own lessons. These lessons mainly 

comprise their learning with regard to the activity/experience they like and dislike, and 

this ultimately forms a career anchor. 

 

Exploration Stage: This stage occurs generally during the age of 18 to 25. People at this 

stage make serious experiments with a few careers in order to match their personal 

interests and skill profile. Generally, at this juncture, people choose very generic careers. 

Towards the end, they try to choose an occupation over the other that suits their interest 

and skills the most. This is also a stage in which people make realistic assessment and 

understanding of themselves and their competencies and interest. 

 

Establishment Stage: This is a very critical and real stage in anybody’s career cycle. This 

stage lasts for nearly 20 years. People who are fortunate find careers that suit them and are 

compatible with their profile, but for a few others it may not result in tapping of their 

potential. People during this stage make progress and advancements in their career. They 

also put before themselves certain career objectives to achieve in the forthcoming five to 

fifteen years. This is also the stage in which they face career crisis due to the environmental 

changes. Successful people are those who effectively manage this stage of their career by 

making realistic choices and having a clear career plan and progress accordingly. 

 

Maintenance Stage: This is a stage in which people just put in efforts to maintain what 

they have already achieved in their profession/occupation. This stage generally occurs 

during the age group of 45 to 65. Even when people make significant career progress 

during this stage, it can be attributed to the efforts put in during the establishment stage. 

 

Decline Stage: As the title suggests, this is the stage where the career recedes in full form. 

People lose power and responsibility apart from losing touch with the latest developments 

in their fields. During this stage, people seek retirement or are accorded compulsory 
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retirement. This stage is also characterized by diminishing physical and mental energy. 

 

Hall’s Career Stage Models 

Hall (1996) presented career stages model illustrating that every employee undergoes four 

stages in his/her total career as indicated below. He called these career cycles as career 

growth curve. 

 

Exploration and Trail: This is the stage in which both employee and the organization 

explore and make trials of each other. Organization screens and selects an individual to a 

position with the belief that individual suits that position. Individual also chooses an offer 

of employment with an impression that position being offered is suitable. During this stage 

both make an assessment and evaluation and realize whether there is compatibility 

between the person and position or not. 

 

Establishment and Advancement: Based on the experience gained at the first stage, both 

employee and the organization make efforts to place the employee suitably through 

transfers and promotions. Employees who find that positions offered to them are not 

appropriate in terms of skills, grades, responsibilities and roles may seek change or quit 

the organization. On the other side, same employees may make appropriate changes in 

order to fit themselves to right positions and start climbing the career ladder. 

 

Mid-Career: This is a critical stage among other stages in the career cycle. Some employees 

may feel that they have almost made it and become contended, while others encounter a 

career crisis and make efforts to broaden their jobs. Organizations must make special 

efforts to enhance job content and provide more avenues for performance to employees 

who are at their mid-career stage. In the absence of special motivational programmes, 

employees may slip into doing something very routine and maintenance-oriented. 

 

Disengagement: All employees face this situation subsequent to the stage of mid-career. 

The only difference is that some employees may reach this stage abruptly, like retirement, 

and for some it may happen gradually, particularly in case of people in consultancy, 

medical practice and engaged in offering professional Service/self-employed persons. 

Organizations must gradually wean away the employee from taking larger responsibilities 

so that disengagement is gradual and systematic. Disengagement that occurs in a gradual 

fashion will have no adverse consequences to both employees and the organization. 

 

Mondy, Noe and Premeaux’s Four Types of Career Paths 

According to Mondy, Noe and Premeaux (1999), Career path means how each job is related 
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to other jobs and avenues for upward mobility in organizations. According to Mondy, Noe 

and Premeaux, there are four types in career paths as indicated here: 

 

Traditional Career Path: Traditional type of career path is derived from the principle of 

bureaucracy. Here, employees progress vertically upward from one job to the other, which 

are well interconnected. Experience in lower position is regarded as essential training to 

occupy a higher position. However, this type of career path has lost relevance in the 

changing business environment dominated by flat and organic organizational structures. 

 

Network Career Path: A distinct characteristic of this career path is that it provides 

opportunities for both horizontal and vertical movement. Jobs are described in broader 

terms and a group of jobs are also considered as interchangeable. Network career path 

lessens the problem of employee career progression that is generally encountered in 

traditional career path. However, defining career avenues precisely is comparatively 

difficult in the network system. 

 

Lateral Skill Path: This career path is based on the approach of skill up-gradation/learning 

itself as career enrichment. Here, employees are neither moved horizontally nor vertically 

in the organizational ladder. However, they are given opportunities to redefine their jobs 

and perform a bigger role. Employees are encouraged to (i) update themselves, (ii) obtain 

new knowledge and (iii) apply them in their jobs. 

 

Dual Career Path: This career path has come into practice due to the increasing need for 

building technical specialists in organizations. Today, organizations need specialists as 

much as managerially competent people. Therefore, there must be a method through 

which these specialists can be rewarded from career point of view. Organizational 

structures are made to end with general management positions at the top. Specialists who 

like to spend their time and energies on technical issues dislike moving to general 

management positions. Dual career path provides opportunities for specialists to move 

upward in a similar manner as general management cadres. 

 

Holland’s Framework of Career Choice  

Holland (1996), proposed a framework that explains why and how people choose a 

particular kind of career. He emphasizes that people choose a career that is congruent 

with their basic personality. Therefore, according to him, it is important to understand 

personality types in order to offer suitable employment or make realistic career 

planning in this context, he identified six personality types as briefly indicated here:  

Realistic: These are scientific-tempered people who like to work on machines, equipment, 
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machinery, etc. They are mechanically skillful and prefer career in technical areas as 

technicians, engineers. 

 

Investigative: These are analytical, critical, methodical and research-oriented persons. 

They are very curious to understand the process of cause and effect relationship, and are 

most likely to prefer career as researchers and analysts. 

 

Artistic: These are unconventional, original, creative and non-conformists. They like to 

work' in the fields such as beauty, fashion, interior decoration, entertainment and also 

professions like journalism. 

 

Social: This type of people prefers to work for social cause, engage themselves in societal 

work and identify with social causes. They prefer to work among people and for the 

people. Even when they are employed in organizations, they are most likely to become 

trade union leaders and employees’ representatives. 

 

Enterprising: People of enterprising nature prefer to be self-employed as much as possible. 

They like to influence thinking and lead organizations. Professionals like doctors, lawyers, 

chartered accountants and businessmen fall in this category. 

 

Conventional: These are system adherence people implying that they are very methodical, 

systematic, bound by procedures and customs. They are very good at clerical and 

accounting functions. They like to work in the areas of accountancy and data management. 

 

Ilea’s Resource-Based Career Approach:  

Professor Paul Ilea advocates a resource-based career development approach that is 

derived from two principles. The first principle is based on environmentalism in which it 

is believed that all economic and social development should be sustainable, that is, it must 

not reduce options open to future generations. The second principle is based on strategic 

management literature or resource-based view, which promotes treating career 

development as a competitive advantage to both individuals and organizations. 

 

Plateauing 

This concept is as old as career management itself. It has assumed importance in the 

current environment in which organizations have no choice to move employees upward 

in organizational hierarchy. It means there will be no opportunities for promoting 

employees to higher levels. This also means that when people are moved to higher grades, 

they continue to perform the same job and functions, which they were doing due to job 
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erosion. Promotions take place in some cases may just be ritualistic, and do not enrich job 

in any manner. In more or less measure, most organizations face this situation and carry 

employees with plateauing. 

 

Lessons of Career Management Theories 

Harriot (1998) says, career management theories offer four vital and practical lessons in 

developing a career based performance management strategy. These are: 

 

Integration of Career Planning with Organizational Objectives 

First lesson is: career planning in an organization must be tightly integrated with 

organizational objectives. Practically every career plan must flow from organizational 

plans. Employees’ growth arid organizational growth must be made mutually inclusive. 

Strategic management literature also impresses upon the need to deploy career 

development as a mechanism of realizing corporate strategy. However, some theories 

particularly derived from ecological philosophy advocate that regardless of organizational 

growth, career advancement must be effected in a manner that avenues for career growth 

continue to exist even for future generations. This implies that promotions should not be 

made in an accelerated or decelerated manner in tune with growth fluctuations of 

organizations and instead, there must be stability in career movement of people. 

 

Matching Career with Career Preferences of Employees 

Career anchor and career choice theories establish two salient aspects: firstly, career 

choices originate and form within individuals during childhood and therefore they are 

very strong. Secondly, there must be absolute compatibility and congruence between 

preferences and personality types of individuals and their careers in order to be successful. 

In effect, every individual is most suitable to a particular type of career and can excel if 

provided with an opportunity to pursue career in that profession/occupation. 

 

Career as Long-Term Learning Experience 

Recent literature in career management is mainly tilted towards managing careers as long 

term learning events than mere upward or vertical movement in organizational ladder. 

Traditional career development methods and approaches are losing their relevance and 

utility in the face of (i) collapsing traditional organizational structures and (ii) necessity to 

adapt flexible practices due to rapid technological and market changes. Therefore, 

alternative career strategies like the network model are gaining popularity. 

 

Career Management as Dual Responsibility 

Theories have also adequately emphasized the need for mutual participation, i.e. the 



Port Harcourt Journal Of History & Diplomatic Studies    | www.phjhds.com Vol.8 N0. 2 June, 2021 

 

Career Performance Management and Organizational Support for Career Development in Nigerian Organizations  173 

organization and employees working together in developing a career plan for employees. 

Employees must share equal responsibility and put in equal efforts in developing an 

appropriate career plan and its implementation. Employees have a rich role to play in self-

assessment and expressing self-preferences, interests, aptitude and values so that matching 

career avenues within an organization could be identified. 

 

Individual Career Management 

If we identify a career as the property of the individual, then clearly the responsibility for 

managing this rests on the individual, who should identify career goals, adopt strategies 

to support them and devise plans to achieve the goal. In reality, however, many people fail 

to plan. Pringle and Gold (1989), for example, found a lack of career planning in their 

sample of 50 ‘achieving’ men and women managers. Only around a quarter of people had 

plans for the future and many .identified luck, opportunity or being in the right place at 

the right time as the reason they had achieved promotions. Harlan and Weiss (1982) found 

both men and women drifting into positions created through coincidences. 

 

Of course, we do not know how well these people would have done had they planned - 

they might have done even better. We argue that planning is an essential ingredient of 

individual career management even if only to provide a framework for decisions about the 

opportunities that arise through identifying priorities. We also argue that the more 

individuals attempts to manage their career, the more likely it is that opportunities will 

arise and the more likely that they are to be able to do something constructive with them. 

 

Mayo (1999), suggests that in defining a career goal it is too difficult for a person to try to 

specify the ultimate goal of his career. Career aiming points are more appropriate if based 

on a 10-15-year time-span, or maybe a shorter period. A career goal will be specific to the 

individual, such as to become an internal senior organizational consultant, by the age of 

35. The range of strategies that a person may adopt in pursuit of his goal can be described 

in terms of more general groups. The list below describes the type of strategies, identified 

from a review of the literature by Gould and Penley (1984). 

 

• Creating Opportunities. This involves building the appropriate skills and 

experiences that are needed for a career in the organization. Developing those skills 

that are seen as critical to the individual’s supervisor and department are most 

useful, as is exercising leadership in an area where none exists at present.  

 

• Extended Work Involvement. This necessitates working long hours, both at the 

workplace and at home, and may also involve a preoccupation with work issues at 
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all times. 

• Self-Nomination/Self-Presentation. The individuals who pursues this strategy will 

communicate the desire for increased responsibility to their managers. They will 

also make known their successes, and build an image of themselves as someone who 

achieves things. 

• Seeking Career Guidance. This involves seeking, out a more experienced person, 

either within the organization or outside, and looking for guidance or sponsorship. 

The use of mentor relationships would come into this category. 

• Networking. Networking involves developing contacts both inside and outside the 

organization to gain information and support. 

• Interpersonal Attraction. This strategy builds the relationship with one’s immedi-

ate manager on the basis that they will have an impact on career progression. One 

form of this is ‘opinion conformity’; that is, sharing the key opinions of the 

individual’s manager, perhaps with minor deviations. Another is expressed as 

‘other enhancement’, which may involve sharing personal information with one’s 

manager and becoming interested in similar pursuits. 

 

More recently Siebert et al (2001) suggest that career success hinges on who you know 

as well as what you know, and often on the relationship between the two. In their 

research they found that it was better to have a large network of contacts and weaker 

ties, rather than a smaller network with stronger ties.  

 

These strategies provide some difficulties for women: women in management often 

find it difficult to break into the male-dominated ‘old boy network’ and therefore are 

denied the contacts, opportunities and policy information it provides. (Davidson and 

Cooper, 1992) 

 

The career strategies explored above are clearly most appropriate in the early and mid-

career stages, and other strategies will best fit other stages. There is evidence however, 

that individuals are generally not good at career self management, as demonstrated by 

Sturges et al, (2002). Nevertheless, they did find that informal career support, perhaps 

in terms of mentoring, did reinforce self-management activities. This supports the 

partnership approach to career development. From a slightly different angle, Yarnall 

(1998), found that career education for employees helps them extract support from the 

business. In career management survey by CIPD (2003) 95 percent of respondents felt 

that individuals will be expected to take responsibility for their own careers in  the 

future and 90 per cent felt that they must be offered organizational support to do this. 

Arguing that the public sector seems to depend more on the individual to drive their 
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own career Hirsh (2003) suggests that this may be related to the lower effectiveness of 

the public sector. 

 

While the strategies discussed above were derived from careers within an 

organizational context, similar strategies could be appropriate for employees forced to 

look more widely in developing their careers. Arthur and Rousseau (1996b) suggest 

that individuals need to develop career resilience, which they defined as bouncing 

back from disruptions to one’s career, and Waterman et al. (1994), in an article on the 

career-resilient workforce, suggest that individuals need to: 

 Make themselves knowledgeable about relevant market trends. 

 Understand the skills and knowledge needed in their area and anticipate future 

needs. 

 Be aware of their own strengths and weaknesses. 

 Have a plan for increasing their performance and employability.  

 Respond quickly to changing business needs. 

 Move on from their current employer when a win/win relationship is no longer 

possible. 

 

Ball (1997) identifies four career management competencies. Three of these are 

planning, engaging in personal development and balancing work and non-work. The 

fourth is optimizing, which includes intelligence gathering, seeking a mentor, having 

a positive self-image and gaining the attention of others. However Hirsh (2003) argues 

that: If employees want to get on they should seek qualifications and training, greater 

responsibility and varied work experiences. They should not work reduced hours, take 

career breaks, work from home or get ill. 

 

So far we have tended to focus on career moves within the organization, but many 

people desire the next career move to be to another organization or into a new type of 

career. The concept of a personal career agent has emerged for top-flight executives. 

However, most of us need to rely on our own skills and effort to make a career move. 

In particular, moving into a different type of career is very difficult for many of us. 

Drummond and Chell (2001) use two case studies to illustrate some of the issues which 

embed us in our career. They explain, using Becker’s theory of side bets, how other 

interests influence our choice of career in addition to the work itself, for example the 

likelihood of high earnings, status, travel and so on. If these desires are fulfilled but 

we are dissatisfied with our career we may find ourselves trapped. They also show 

how we use self-justification to defend the career choices we have made and to stick 

with them, failure or problems being attributed to external causes. They suggest that 
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decisions made early in life are hard to reverse and that the more we stick with what 

we have done and the more we rationalize this, the more likely we are to stick with it 

in the future. Ibarra (2002) also uses case studies to illustrate how individuals try to 

make the change but fail due to the way they go about it, in addition to the natural fear 

we have of change. There are cases where dramatic changes were attempted and failed, 

either because they turned out to be the same as before (moving to a new job in a new 

organization, but finding the nature of the work just the same) or because they just did 

not work (as in a new start-up business that could not make sufficient profit). Not only 

is self-knowledge important, Ibarra argues, but much of this needs to be gained from 

real experiences. Planning to change and using advisers is insufficient. She suggests 

that: working identity, as a practice, is necessarily a process of experimenting, testing, 

and learning about our possible selves. 

 

Her advice is to try out new activities on a small scale before making a major 

commitment to a new career path, for example, trying out additional work at the 

evenings or weekends, or on the basis of temporarily reduced hours, sabbatical or 

extended holidays, and maybe working on a voluntary basis. She also suggests devel -

oping new networks and reference groups in areas where we may be interested to 

work, as these people will not only provide information and possible opportunities but 

also a support network when different types of work are begun. Third, she suggests 

that we need to seek out or create triggers and catalysts for change. For example, one 

may use redundancy as an opportunity to be free to try something different.  

 

Organizational Support for Career Development 

Although career management is primarily the individual’s responsibility, 

organizations can and should support this. This will be relevant whether careers are 

offered internally or whether employability is promoted, although the support may be 

different. Most organizations still see career management as optional rather than essen-

tial, its future orientation makes it slip down the business agenda, and there is always 

a tension between individual and organizational needs (Hirsh 2003). Successful career 

management is dependent on resolving these differences. CIPD (2003) argues that the 

factors contributing to effective career management are using career management 

activities valued by employees; training of line managers and HR staff in career 

management; line managers taking career management seriously; commitment of 

senior managers; a formal written career management strategy; integration with 

overall HR and business strategy. Based on the 2003 CIPD study Hirsh notes that the 

main barriers to career management are practical rather than philosophical and involve 

lack of time and resources, career management being seen as peripheral and lack of 
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senior management commitment. Organizations can help individuals with:  

• Career exploration - providing tools and help for self-diagnosis and supplying 

organizational information. 

• Career goal setting - providing a clear view of the career opportunities 

available in the business, making a wider range of opportunities available to 

meet different career priorities. 

• Career strategies and action planning - providing information and support; 

what works in this organization; what’s realistic; when considering working 

for other organizations may be appropriate. 

• Career feedback - providing an honest appraisal of current performance and 

career potential. 

• Organizations can make this contribution through the following activities. 

 

Career Strategy 

Although a career strategy is critical, less than a half of the organizations responding 

to the 2003 CIPD careers survey reported that a written career strategy existed, and 

only one-quarter of respondents had a career strategy that covered all employees. Most 

organizations concentrate on senior managers and key staff that the organization 

wishes to retain. There appeared to be little support for traditionally disadvantaged 

groups such as part-time workers, those returning after long-term sick absence or a 

career break, women returning to work after bearing children and workers over age 

50. 

 

Career Pathways and Grids 

A career path is a sequence of job roles or positions, related via work content or abilities 

required, through which an individual can move. Publicized pathways can help people 

to identify a realistic career goal within the organization. Traditional pathways were 

normally presented as a vertical career ladder, emphasizing upward promotion within 

a function, often formally or informally using age limits and formal qualifications for 

entry to certain points of the ladder. Joining the pathway other than at the normal entry 

point was very difficult. These pathways tended to limit career opportunities as much 

as they provided helpful information. The emphasis on upward movement meant that 

career progress for the majority was halted early on in their careers. The specifications 

of age and qualification meant that the pathways were restricted to those who had an 

‘ideal’ career development profile but excluded those who had taken career breaks, or 

who had lots of relevant experience but no formal qualifications.  

 

This inflexibility tended to stifle cross-functional moves and emphasized progression 
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via management rather than equally through development of technical expertise. 

There is now increasing use of alternative approaches, often designed in the form of a 

grid, with options at each point, so that upwards, lateral, diagonal and even 

downwards moves can be made. These grids may also be linked into grids for other 

parts of the business, thereby facilitating cross-functional moves. Ideally, positions are 

described in behavioural terms, identifying the skills, knowledge and attitudes 

required for a position rather than the qualifications needed or age range anticipated. 

However, as organizations continue to change more and more rapidly even such a 

matrix may prove to be too rigid and career opportunities may need to be expressed 

in terms of groups of roles, and be fluid enough to integrate newly developed and 

unexpected types of roles. 

 

Not only do career pathways and grids need to be carefully communicated to 

employees, they also need to reflect reality, and not just present an ideal picture of 

desirable career development. Managers who will be appointing staff need to be fully 

appraised of the philosophy of career development and the types of move that the 

organization wishes to encourage. It is important that the organization reinforces 

lateral moves by developing a payment system that rewards the development of skills 

and not just the organization level. 

 

Fast-Track Programmes 

Fast-track programmes have been considered as a way of developing and retaining high 

performers. However, problems have been found with such accelerated progress. Hall 

(1999) reports that although individuals on such programmes perform well early on, they 

tend to experience derailment later in their career. He proposed four reasons for this. First, 

that moving through the organization so quickly means that they have never been in one 

place long enough to develop a network of learning support. Second, that in their rapid 

progress they will have alienated a lot of people on the way. Third, that they have never 

been in one position long enough to experience failure and setbacks and learn how to deal 

with these, and, finally, this means that they have not received sufficient developmental 

feedback, which is critical to career success. Iles (1997) suggests that to make such careers 

more sustainable there needs to be greater emphasis on developing empowerment skills 

and more developmental feedback. 

 

Career Conversations 

The lack of opportunity to discuss career options is frustrating for employees, and to 

discover the nature of helpful career conversations Hirsh et al (2001) asked individuals to 

explain positive career conversations in terms of where they took place, who was involved, 
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how they were conducted and the impact that they had. They found that only around one-

fifth of the discussions took place with the individual’s line manager and many more had 

conversations with other managers in the organization, and some with specialist advisers 

or HR. Around half the discussions took place informally, outside the remit of, say, an 

appraisal, development centre, mentoring, coaching, or any other formal system, and of 

these 40 per cent were unplanned. It was key that discussions were held with people who 

were trusted and open, prepared to be frank about the individual’s skills and potential and 

who were genuinely interested in the individual. Around three-quarters of these conver-

sations appeared to result in some form of career action. Hirsh at al (2001) note that these 

findings differ from current ideas of best practice which are to discuss career with one’s 

line manager in an appraisal context. 

 

Managerial Support 

In spite of the above findings managerial support remains critical, not only in terms of 

appointing staff, but also in terms of supporting the career development of their current 

staff. Direct feedback on current performance and potential is vital, especially in 

identifying strengths and weaknesses, and what improvement is required. The immediate 

manager is in a good position to refer the individual to other managers and introduce them 

into a network which will support their career moves. In addition, the manager is in the 

ideal position to provide job challenges and experiences within the current job which will 

equip the incumbent with the skills needed for the desired career move. 

 

Unfortunately, managers often do not see these responsibilities as part of their job and see 

them as belonging to the HR department, and Hirsh (2003) notes that managers often need 

to be cajoled by HR to play their part. Yarnall (1998) found low levels of support from 

managers, but also found that employees participating in self development career 

initiatives did encourage management support. Managers often feel constrained by their 

lack of knowledge about other parts of the organization, and often withdraw from giving 

accurate feedback about career potential, particularly when they know that what they have 

to say is not what the individual wishes to hear. CIPD (2003) notes that there appears to be 

a lack of training for line managers to support them in their career development role. It 

also found that the most common career goals explored by line managers were around 

short-term promotions and projects within the organization at the expense of more 

complex issues such as lateral moves, secondments, work-life balance and career flexibility 

Managers are also sometimes tempted, in their own interests, to hold on to good 

employees rather than encouraging them to develop elsewhere. 
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Career Counselling 

Occasionally immediate managers will be involved in career counselling, drawing out the 

strengths, weaknesses, values and interests of their staff. In many cases, however, those 

who seek such counselling would prefer to speak in confidence to someone independent 

of their work situation. In these circumstances a member of the HR department may act as 

counsellor. In more complex cases, or those involving senior members of staff, 

professionals external to the organization may be sought. This is also more likely to be the 

case if the career counselling is offered as part of an outplacement programme resulting 

from a redundancy. 

 

Career workshops 

Career workshops are usually, but not always, conducted off-site, and offered as a 

confidential programme to help individuals assess their strengths and weaknesses, values 

and interests, identify career opportunities, set personal career goals and begin to develop 

a strategy and action plan. Career goals will not necessarily be restricted to the current 

employing organisation - and one objective of the workshop is often to broaden career 

perspectives. Workshops may last 2-3 days, and normally involve individual paper-and-

pencil exercises, group discussions, one-to- one discussions and private conferences with 

tutors. For some people these can be quite traumatic events as they involve whole-life 

exploration, and often buried issues are confronted which have been avoided in the hurly-

burly of day-to-day life. The most difficult part for many individuals is keeping the 

momentum going after the event by continuing the action planning and self-assessment of 

progress. 

 

Self-Help Workbooks 

As an alternative to a workshop there are various self-help guides and workbooks which 

can assist people to work through career issues by presenting a structure and framework. 

Organizations such as ‘Lifeskills’ provide a range of workbooks appropriate for different 

stages of career development. 

 

Career Centers 

Career centers within organizations can be used as a focal point for the provision of 

organizational and external career information. The centre may include a library on career 

choices and exploration, information on organizational career ladders and grids, current 

opportunities to apply for, self-help workbooks and computer packages. Such centers 

appear to be relatively common in large organizations, yet CIPD (2003) reports that 

participants do not consider them to be very useful. 
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Assessment and Development Centers 

Assessment centers for internal staff have traditionally taken the form of pass/fail 

assessment for a selected group of high-potential managers at a specific level. They 

were focused on organizational rather than individual needs. Recently changes to 

some of these centers have moved the focus to the individual, with less limitation on 

who is allowed to attend. These ‘development centers’ assess the individual’s 

strengths and weaknesses and provide feedback and development plans so that each 

can make the most of his or her own potential. The outcome is not pass/fail but action 

plans for personal and career development. 

 

Whatever career activities are in place in the organization it is important to ensure that: 

o There is a clear and agreed careers philosophy communicated to all in the 

organization. 

o Managers are supported in their career development responsibilities. 

o Career opportunities are communicated to staff. 

o There is an appropriate balance between open and closed internal recruitment. 

o The reasons for the balance are explained. 

o Knowledge, skills and attitude development are rewarded as well as achievement 

of a higher organizational level. 

o Attention is given to career development within the current job. 

 

Although all of these activities focus on careers within an organization, most are still 

appropriate for employers providing development leading to employability rather than 

long-term employment. Waterman et al (1994) stress that employers need to move to an 

adult/adult relationship with their employees from that of parent/child, be prepared to 

share critical organizational information and let go of the old notion of loyalty, thus 

accepting that good employees will leave. Hiltrop (1996) provides a good range of 

suggestions for managing the changing psychological contract. 

 

Perhaps the most outstanding challenge is to come to terms with the fact that careers have 

changed due to a changing organization structure and competitive demands; individuals 

in our current labour market have a greater say in their career and how it relates to their 

whole life; and that alternative career profiles are equally legitimate. It is a sad reflection 

that in most research career development activities are not found to have a high profile 

(Atkinson 2000). 

 

Summary/Conclusion 

Career management is nothing new to organizations’ managers and employees. However, 
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career management has gained special attention in current decade as a sharp mechanism 

in fulfilling higher motivational needs like self-esteem and self-actualization. Career 

management is considered as a vital ingredient in the grand strategy of performance 

management. Within the overall framework of performance management, career planning 

and development has a special role because it can be an opportunity as well as a threat to 

performance – building efforts of organizations. A well managed career system can 

enhance performance, whereas a mismanaged system can cause sagging morale and 

lowering of performance. 

 

The importance of career management strategy is illustrated through the contribution it 

can make. This include (1) continual development of human resource, (2) ensuring right 

people to right positions (3) facilitating optimization of efforts, (4) providing for 

competency building, (5) creating avenues for motivational fulfillment, (6) making 

available critical knowledge for innovation (7) enhancing employee commitment, (8) 

creating harmony between employee and organizational needs, (9) creating provision for 

self-assessment, and (10) enhancing organizational and employee agility. 

 

Theories of career management and development include (1) Schein’s career anchors, (2) 

Schein’s stages in career cycle, (3) Hall’s career stage model, (4) Mondy, Noe and 

Premeaux’s four types of career paths, (5) Holland’s framework of career choice, and (6) 

Ilea’s resource-based career approach. Although these were developed in an era of more 

stable career structures, they still have interpretive value if used in a flexible manner. 

However, these theories provide valuable insights into issues such as congruence between 

employee and environment, career stages, career anchors etc. 

 

Lessons derived from these seminal theories while building career-based performance 

management strategy include (1) need to integrate career planning, with organizational 

objectives, (2) need to match organizational careers with career choices of employees, (3) 

career as long-term learning experience, and (4) career management as dual responsibility 

of employee and organization.  Therefore, careers are owned by individuals and the 

primarily responsibility for managing them falls to the individual, organizations however, 

have a role in supporting and encouraging this. 

 

Recommendations   

Based on the summary and conclusions, the following are recommended for improved 

career management in Nigerian organizations. 

1. Career-based performance management strategy should leverage career 

development to fulfill the higher motivational needs of employees and to use this 
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motivational chemistry to pep up performance of employees so that 

organizational effectiveness and growth can be attained in a natural way. 

2. Individuals need to manage their careers and aim to become career resilient, so 

that they have develop the skills and knowledge to overcome career setbacks. 

3. Organization can support and encourage individual career management by 

providing flexible and realistic career grids, honest feedback, opportunities for 

individual career exploration and planning. 

4. Individuals needs to have a plan for increasing their performance and 

employability, and also respond quickly to changing business needs. 

5. Individuals can move on from their current employer when a win/win relationship 

is no longer possible. 

6. Pathways should be published to help people identify a realistic career goal within 

the organization. 

7. Managers should provide job challenges and experiences within the current job 

which will equip the incumbent with the skills needed for the desired career move. 

8. Occasionally immediate managers should be involved in career counseling, 

drawing out the strengths, weaknesses, values and interests of their staff. 

9. Career workshops should be offered as a confidential programme to help 

individuals assess their strengths and weaknesses, values and interests, identify 

career programmes, set personal career goals and begin to develop a strategy and 

action plan. 

10. Career centers within organizations can be used as a focal point for the provision 

of organizational and external career information. 

11. Career opportunities should be communicated to staff. 

12. Knowledge, skills and attitude development should be rewarded as well as 

achievement of a higher organizational level. 

13. Attention should be given to career development within the current job. 

14. Fast-track programmes should be considered as a way of developing and retaining 

high performers. 

 

References 

Adamson, S., Doherty, N. and Viney, C. (1998) ‘The meanings of career revisited: 

Implications for theory and practice', British Journal of Management, 9, 251-9. 

Arthur, M. (1994) ‘The boundaryless career’, Journal of Organisational Behaviour, 15, 295-306. 

Arthur, M. and Rousseau, D. (1996a) ‘A career lexicon for the 21st century’, Academy of 

Management Executive,  10, (4),  28-39. 

Arthur, M. and Rousseau, D. (1996b) The Boundaryless Career: A New Employment 

Principle for a New Organizational Era. Oxford: OUP. 



Port Harcourt Journal Of History & Diplomatic Studies    | www.phjhds.com Vol.8 N0. 2 June, 2021 

 

Career Performance Management and Organizational Support for Career Development in Nigerian Organizations  184 

Atkinson, C. (2000) ‘Career management strategies in a major UK plc’, paper presented to 

the  British Academy of Management Conference, September, Edinburgh. 

Ball, B. (1997) ‘Career Management competencies - the individual perspective’, Career 

Development International,  2, 2. 

CIPD (2003) Managing Employee Careers - Issues, Trends and Prospects, Survey Report, 

June 2003. London: CIPD. 

Collin, A. and Watts, A. (1996) ‘The death and transfiguration of career - and of career 

guidance?’ British Journal of Guidance and Counselling,  24, (3)s, 385-98. 

Davidson, M.J. and Cooper, C. (1992) Shattering the Glass Ceiling. London: Paul Chapman. 

Drummond, H. and Chell, E. (2001) ‘Life’s chances and choices: A study of entrapment 

in career decisions with reference to Becker’s side bet theory’, Personnel review, 

30, (2), 186-202. 

Gould, S. and Penley, L. (1984) ‘Career strategies and salary progression: a study of their 

relationships in a municipal bureaucracy’, Organisational Behaviour and Human 

Performance, 34, 244-65. 

Greenhaus, J.H. and Callanan, G.A. (1994) Career Management. London: Dryden Press. 

Hall,  D. T. (1996). The Career is Dead-Long Live the Career: A Relational Approach. 

San Francisco: Jossey-Bass. 

Hall, D.T. (1999) ‘Accelerate executive development at your peril’, Career Development 

International,  4, (4), 237-9. 

Harlan, A. and Weiss, C.L. (1982) ‘Sex differences in factors affecting managerial career 

advancement’, in P.A. Wallace (ed.) Women in the Workforce. London: Auburn 

House, ch. 4. 

Herriot, P. (1998) ‘The role of the HRM function in building a new proposition for 

staff’, in P. Sparrow and M. Machington (eds) Human Resource Management: The 

New Agenda. London: Financial Times/Pitman. 

Hiltrop, J.-M. (1996) ‘Managing the changing psychological contract’, Employee 

Relations,  18, (4), 36-49. 

Hirsh, W. (2003) ‘Career management - meeting the challenge?’ in CIPD (ed.) 

Reflections: Trends and Issues in Career Management. London: CIPD. 

Holland, J. (1996). “Exploring careers with a typology”. American Psychologist, April, 

397-406. 

Ibarra, H. (2002) ‘How to stay stuck in the wrong career’, Harvard Business Review, 

December, 40-7. 

King, Z. (2003) ‘New or traditional careers? A study of UK graduates’ perceptions’, 

Human Resource Management Journal, 13, (1), 5-26. 

lles, P. (1997) ‘Sustainable high-potential career development: a resource-based view’, 

Career Development International,  2, 7. 



Port Harcourt Journal Of History & Diplomatic Studies    | www.phjhds.com Vol.8 N0. 2 June, 2021 

 

Career Performance Management and Organizational Support for Career Development in Nigerian Organizations  185 

Mondy, W., Noe, R., and Premeaux, S. (1999). Human Resource Management, New 

Jersey: Prentice Hall Inc. 

Pringle, J.K. and Gold, U.O’C. (1989) ‘How useful is career planning for today’s 

managers?’ Journal of Management Development, Vol. 8, No. 3, pp. 21-6. 

Schein, E. H. (1978). Career Dynamics: Matching Individual and Organizational Needs. 

Massachusetts: Addison-Wesley. 

Schein, H.(1975). “How career anchors hold executives to their career paths”. 

Personnel, 52, 11-24. 

Siebert, S., Kraimer, M. and Lichp, R. (2001) ‘A social capital theory of career success’, 

Academy of Management Journal,  44, (2), 219-37. 

Sturges, J., Guest D., Conway, N. and MacKenzie Davey, K. ( 2002) ‘A longitudinal 

study of the relationship between career management and organizational 

commitment among graduates in the first ten years at work’, Journal of 

Organizational  Behaviour,  23, 731-48. 

Walton, J. (1999) Strategic Human Resource Development. Harlow: Financial Times 

Prentice Hall. 

Waterman, R.H., Waterman, J.A. and Collard, B.A. (1994) ‘Toward a career-resilient 

work-force’, Harvard Business Review, July-August. 

Yarnall, J. (1998) ‘Line managers as career developers: rhetoric or reality?’ Personnel  

Review,  27, 5. 

 


