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£ AT TR
CAREER MANAGEMENT

According to Mercer’s new research on employee engagement CONTACT
and motivation at work, the number one driver of employee
engagement in China is the opportunity for career development.
Although 68% of workers cite sufficient opportunities for growth
and development with their current employer, a staggering 57%
indicated that they are considering leaving their current employer.
Under these circumstances, how can HR ensure a ready, capable
pipeline of talent?

Mercer Learning and Development
T: 400 600 5599
E: learning.china@mercer.com

Smart organizations have begun to reconsider career
management as a tool to help articulate and deliver a compelling
employee value proposition — reducing turnover and increasing
engagement. But this is only half the equation. With a lack of
qualified talent, development of a career infrastructure helps build
functional excellence in areas where it is most difficult to acquire
or retain experienced employees — but building capable talent
pipeline is necessary to support aggressive growth or maintain
operational excellence.

Mercer’s two-day workshop helps HR professionals understand the
key elements, the process, and the skills needed to build a career
infrastructure, as well as how to make succession plan from an
organizational perspective. We use Mercer’s method of blended
learning: online learning, offline training, and online assessment.
Mercer will open one related online module before the workshop,
and then online learning and assessment will help participants
preview and review theory, knowledge, tools, and methods. The
face-to-face workshop focuses on practicing key knowledge,
discussing real cases, and learning how to deal with practical HR
problems. The highly effective online-to-offline learning method
consolidates learning and leads participants on a fruitful

learning journey.

TOPICS COVERED

The significance and role of career development in the organization

« The concept and core elements of career development.

+ When to consider the career development.

- The relationship between the enterprise’s life cycle and employee’s
career path.

MAKE TOMORROW, TODAY @3 MERCER



The prerequisite of career management: talent review and planning
+ ldentification of strategic key role and key talent.

- Talent demand analysis.

- Talent review meeting.

+ Case study.

The method of career map design and construction

- Career infrastructure and road map.

+ Employee development ladder and standards.

+ The measurement and evaluation of employee career growth.

The advanced method of employee career development

+ The key points of employee career development.

« The trends of development method.

- Selection and design of the employee development method.
- Case study.

The “infrastructure” of career management

- Process, responsibilities, and roles.

+ The relationship between career management and other
HR functions.

The investigation of career management for HR professionals
- Understanding of your own value at work.

- Self-evaluation and analysis of career value orientation.

- Common issues of individual career development.

BENEFITS TO PARTICIPANTS

- Understand the significance and role of career development
in the organization.

+ Learn how to align career development planning with
company strategic goals.

+ Learn how to design and manage effective career
management infrastructure.

- Discuss career development management and operation,
market practices, and gain and loss.

- Share and reflect on the journey, as well as its effectiveness
on personal career development planning.

TARGET PARTICIPANTS

HR and line managers interested in making career management
a cornerstone for building capability, as well as attracting and
retaining talent for organizational success
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