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ABSTRACT

Various career development models and concepts have been developed over the years to explain career
trajectories of employees in the workplace. The new employer-employee relationship in the workplace
has resulted in more dynamic careers; boundaryless, protean, kaleidoscope, hybrid and multiple level
careers. However, the impact of these relatively new career theories on human resource development
(HRD) is still unclear. In this chapter, the author discusses the role of career development in human
resource development and different models of career development. In addition, various organizational
activities that can support career development are presented. The author then proposes a framework
that links career models to specific organizational career development activities. This provides direction
to organizational efforts geared towards employee development.

INTRODUCTION support career and professional development at
the management and technology consultancy:
In 2012, the Association for Talent Development

(ATD), formerly, The American Society for Train- e Significant Organizational Growth: For
ing and Development (ASTD) awarded Booz Al- 15 years, the organization experienced
len Hamilton, the Excellence in Practice Award double-digit growth, requiring accelerated
for Career Development. Below is an excerpt methods to prepare staff for new roles.
published on the ATD website that describes its e  Dispersed Workforce: The growing num-
multi-faceted mentoring program. ber of staff working at client and remote
locations decreased employees’ sense
Several factors drove the need for an improved, of connection to the organization and
cohesive, multi-faceted mentoring program to made information sharing more difficult.
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Additionally, employee survey data indi-
cated a lack of awareness about mentoring
resources.

o  Staff Turnover: Attrition data identified
high turnover among junior staff and those
new to the company. This indicated a need
for mentoring opportunities in the early
stages of an employee’s career.

To address these issues, Booz Allen Hamilton con-
centrated its efforts on growing talent, engaging
staff, and improving employees’ connection and
affiliation with the company. The company moved
away from a disparate set of mentoring services to
a more integrated approach that supported three
key business goals: reduce turnover, increase pro-
ductivity and performance, and improve business
development capability. The philosophy of the
enhanced suite of mentoring tools, resources, and
services is to empower employees to choose the
appropriate mentoring solution(s)—fromavariety
of options for both group and one-on-one men-
toring—to support their particular development
needs at any given time in their careers. Through
adevelopment-focused suite of tailored resources
and ongoing support, the revised mentoring
program has enhanced employee connection and
engagement and accelerated effective onboard-
ing, staff development, and career management.

(https://www.td.org/Publications/Blogs/Career-
Development-Blog/2012/05/ASTD-Excellence-in-
Practice-Awards-in-Career-Development)

Booz Hamilton Allen developed an appropriate
mentoring solution to address the career develop-
ment needs of its employees. The company was
able to achieve organizational growth through
employee connection, engagement and career
management. This example shows the impact ap-
propriate career management solutions can have
on employee productivity and company growth.

The purpose of this chapter is to discuss the
role of human resource development (HRD) in
career development. The author describes career
development in HRD, key career development
models and demonstrates how they can be applied
in organizations. The chapter seeks to address the
following objectives: (a) to define career man-
agement and development; (b) to discuss career
development models and HRD; (c) to highlight
models of career development; and (d) to explain
the role of HRD in career development efforts.
A framework at the end of the chapter illustrates
how career development models can be used to
identify specific organization-supported career
development strategies.

BACKGROUND

The career management and development (CMD)
landscape has changed over the years in terms
of the roles of organizations, employees and
the expectations of both parties (McDonald &
Hite, 2008; Hite & McDonald, 2008; Sullivan
& Baruch, 2009; Werner & DeSimone, 2012).
Employee development had shifted from a tradi-
tional organizational dependent relationship to a
new employment relationship and boundaryless
careers. Previously, employers would provide
opportunities and job security in exchange for
employee loyalty. However, over time employers
have increasing resorted to short term contracts
as a way of dealing with unpredictable economic
environments. So, employees are not guaranteed
any long-term job and development opportunities.
This is what is described as the new employment
relationship (Doyle, 2000; Werner & DeSimone,
2012). Due to job insecurity, employees have
resorted to developing their careers beyond their
employers. This boundaryless careers notion is
the major motivator for individual career devel-
opment today.

67



17 more pages are available in the full version of this document, which may
be purchased using the "Add to Cart" button on the publisher's webpage:
www.igi-global.com/chapter/career-development-models-and-human-

resource-development-practice/148085

Related Content

Using Virtual Worlds to Assist Distributed Teams

Clint Bowers, Peter A. Smith, Jan Cannon-Bowersand Denise Nicholson (2008). Handbook of Research on
Virtual Workplaces and the New Nature of Business Practices (pp. 408-423).
www.irma-international.org/chapter/using-virtual-worlds-assist-distributed/21912

Challenges Enhancing Social and Organizational Performance

Ana Martins, Isabel Martinsand Orlando Pereira (2017). Handbook of Research on Human Resources
Strategies for the New Millennial Workforce (pp. 28-46).
www.irma-international.org/chapter/challenges-enhancing-social-and-organizational-performance/171736

Access within the Classroom through Universal Design for Learning and Key Learning Elements
Joe Grimesand Mark Grimes (2014). Approaches to Managing Organizational Diversity and Innovation (pp.
253-278).
www.irma-international.org/chapter/access-within-the-classroom-through-universal-design-for-learning-and-key-learning-
elements/108482

Physician Leadership Development at Tower Health System

Judy O'Neil, Tracy Duberman, Kimberly Rubensteinand Tara Satlow (2019). Evidence-Based Initiatives for
Organizational Change and Development (pp. 533-546).
www.irma-international.org/chapter/physician-leadership-development-at-tower-health-system/225180

Leadership Talent Development in the New Economy

José Manuel de Haroand José Antonio Carrion (2012). Human Resource Management in the Digital
Economy: Creating Synergy between Competency Models and Information (pp. 258-289).
www.irma-international.org/chapter/leadership-talent-development-new-economy/62677



http://www.igi-global.com/chapter/career-development-models-and-human-resource-development-practice/148085
http://www.igi-global.com/chapter/career-development-models-and-human-resource-development-practice/148085
http://www.irma-international.org/chapter/using-virtual-worlds-assist-distributed/21912
http://www.irma-international.org/chapter/challenges-enhancing-social-and-organizational-performance/171736
http://www.irma-international.org/chapter/access-within-the-classroom-through-universal-design-for-learning-and-key-learning-elements/108482
http://www.irma-international.org/chapter/access-within-the-classroom-through-universal-design-for-learning-and-key-learning-elements/108482
http://www.irma-international.org/chapter/physician-leadership-development-at-tower-health-system/225180
http://www.irma-international.org/chapter/leadership-talent-development-new-economy/62677

