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Is your career deal alive and

difference to your business?

Our Careers of Tomorrow research highlighted the importance
of the career deal as a key element of an integrated Career

Development strategy.

Over the past 25 years, the nature of the deal for professional
and managerial staff has shifted from being organisation to
more individual owned. As the talent supply tightens, and new
generations with different expectations enter the workplace,
businesses are increasingly reviewing where to pitch their offer

on the career deal continuum.
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PART 1: INSIGHT

Participants shared their challenges as they look to design
career deals that make a positive difference to their

organisations and employees:

e Adapting the deal as the organisation changes, and
bringing people along with this.

e Raising the profile of the career deal as a key part of the
EVP.

e Crafting a deal that’s authentic, and competitive
externally.

e  Communicating the deal to existing employees in a way
that’s consistent and coherent.

e Encouraging all employees to believe they can have a
fulfilling career.

e  Ensuring all parties understand and are equipped to play
their part.

PART 2: INNOVATION

Diane Tomlinson, an experienced HRD and Career Consultant

offered her insights on the importance of bringing the external

making a

career deal in, as well sharing the best of the internal employee

experience out.

She posed these questions to the group:

e How well are you balancing your attraction and retention
efforts?

e Have you made the business case for internal talent
mobility versus the effort, risk and expense of external
hiring?

e  How well do you understand your external messaging
about careers?

e Do you know what your people think is special about
working in your business, and are you fully leveraging this?

e Areyou clear about the different career paths you can
offer, and do you have compelling stories to promote
them?

e Does everyone in the company know how career
development can work for them?

To help organisations frame their career deal(s), Diane shared 6
growth choices. Discussing these choices, for example the value
of breadth versus depth of expertise, confirms the principles
upon which career deals are based and then tailored to business
needs. The more stakeholders involved in these debates, the

higher the level of engagement in the outcomes.

PART 3: IMPACT

The Career Experience of employees is at the heart of our
Career Strategy Model. This idea featured strongly in

participants’ takeaways from the meeting:

e  Wesshould treat our employees as the ‘end users’ of our
career deals.

e Careerdeals are improved by involving key talent groups
in their design.

e  Capturing and sharing the ‘employee voice’ brings career
journeys to life

e  Theright development opportunity can equal career
progression.

e Understanding our cultural and process barriers is key to
internal talent mobility.

e  Aligning the EVP with the new career language is vital:
lattices, not ladders.

Participants: | Bank of England | BASF | British Council | Hymans Robertson | iTexico | Royal London |

| WaterAid | WebHelp | Welch’s | Workroom |
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