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Example 1: IBM 
•  IBM: integrated career development for all managers IBM’s management development 

challenge is to provide a leadership skills programme for over 30,000 managers working in 
many and varied environments. This is done in a number of ways, but the emphasis is on 
accessibility and a continuous process of learning through a mix of e-learning and 
classroom events. Each individual manager has a personally customised ‘manager 
development plan’ designed to meet their short- and longer-term development needs, 
which can include the following: 

•  When appointed, IBM managers join the ‘basic blue programme’. This programme lasts for 
nine months and acquaints new managers with their basic responsibilities – managing 
performance, employee relations, compensation and diversity/multicultural issues. 

•  All managers have access to an intelligent web agent – ‘IBM Edvisor’ – that provides 
‘learning tracks’ on a wide range of people management issues and best-of-breed training 
tools like interactive simulators.  

•  A recent initiative has been to provide management and business ‘quickbooks’ on different 
subjects. Thisis based on the assumption that most managers are too busy to read entire 
business books but need tokeep up to date with the latest ideas and practice.  

•  All new appointees are allocated a mentor or ‘buddy’.  
•  All managers have a job category (eg HR) that denotes their ‘profession’ in IBM terms. For 

each profession there is a structured development framework available, including 
certification, to promote specialisation. 
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Example 2: KPMG 
•  KPMG: Career development support for all employees – a vital part of resourcing strategy 
•  KPMG recognises that supporting employee career development is critical to its continuing 

success. This is reflected in their provision of an extensive range of learning and 
development activities to support and drive individuals’ personal development in line with 
the firm's business needs.  

•  KPMG needs to ensure individuals are able to manage their careers, be informed about 
career opportunities and gain access to a broad range of resources to help them as 
required. They believe that, in a constantly changing business environment, the availability 
of career support increases the business’s ability to react to changes in resourcing needs. 

•  The firm's global performance management process requires everyone to have ongoing 
discussions with their performance manager about their performance and personal 
development, including their career aspirations. The process includes two formal 
discussions each year, although many choose to have informal career discussions as and 
when needed. 

–  The other key sources of guidance for individuals considering their career aspirations and how to 
achieve them are: 

–  internal career coaches, whose role includes the provision of group workshops on career management, 
as well as one-to-one advice on a needs basis 

–  individual mentors and coaches, including those sourced through the national and local mentoring and 
coaching activities in place within the firm 

–  web-based guidance on all aspects of career management.  

•  This support is available to all employees. Although there is no single training programme 
for internal career coaches, they will usually undertake an external course or receive 
coaching for their role, together with ongoing supervision and guidance. 
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Example 3: Astra Zeneca 

•  As part of a Global Change Programme 
impacting particularly on IT and Project 
Managers Astra Zeneca procured career 
coaching from a local supplier. 

•  This was provided on-site in 1 hour blocks by 
appointments made through the HR team. 

•  Career Coaches were given a broad brief with 
a great deal of flexibility 

•  Typical themes were about career choices, 
opportunities to work abroad, re-training, 
help with CVs and preparation for interviews 
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Example 4: Sainsbury’s 
•  Training managers to support employee career development 
•  One recent local initiative was driven by the recognition that many managers needed 

training on how to conduct appraisals. HR therefore decided to 'go back to basics’ 
and identify what training managers actually needed. As a result, all managers in 
the unit were questioned about their training needs using a detailed checklist. 

•  Following this, HR developed a comprehensive group-training plan for all managers 
in the unit which was tailored to individual needs. The process includes a follow-up 
evaluation and quality review to check that managers have really acquired the 
relevant skills and knowledge. 

•  As part of this programme, coaching sessions are provided for all managers to help 
them raise their capabilities so that they are equipped to run regular mini-career-
development reviews with all of their team.  

•  Managers are provided with a toolkit for helping their team to set targets, improve 
performance and focus their development on particular competencies.  

•  HR provides each manager with one-to-one coaching support for this activity. Career 
development workshops and training on coaching is being cascaded through HR to 
enable them to support their managers effectively. 

•  The main evaluation mechanism is through an annual ‘talkback’ survey where all 
employees are given the opportunity to respond to such questions as, 'Have you 
received the training you need to do your job properly?' 

5 (c) 2010 SGandA 

Example 5: Nestle 
Nestle (traditional, paternalistic approach) – but recognises changes in 

employee expectations (Generation Y etc) 

Company advises employees to think about:- 
•  Career experiences / skills (their “know – how”) 
•  Interests and values  (“know – why”) 
•  Networks (“know – who”) 

And proposes 5 actions for career development:- 

1.   Perform to a consistently high level and maintain your CPD / career 
plan 

2.   Build your skills, get feedback and understand the company direction 
3.   Manage your career and discuss with manager 
4.   Build support network, including a mentor (coach?) consult HR 
5.   Market yourself – have an up to date CV, ask and research 
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Help@smith-guttridge.eu 
Help@business-psychology.co.uk 

Career@G2.org.uk 
+44(0)161 764 7742 

Thank You, A!i" labai 
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