Building career system exercise: A case
Exercise developed by Yehuda Baruch

Comment for the lecturer – best is to identify a city in your country, and give pseudo-name to resemble national big chains. Here I used UK ones. YB
With the continuous major mergers in the food-retail industry, small supermarkets are fighting the last battle. You are the owner of such two supermarkets, employing some 125 people, in the metropolitan of Birmingham. The competition you face is two-fold – first, from the two giants left in the market – Tescburry and Asdorrison; and second, from a number of relatively small-medium-size supermarkets, all private owned. While the competition within the second group is fierce, the relationship between the various owners are fair, and in fact many belong to the same social club The Fat-Cat. 

The meeting

Following the recent merger of giants and the rumour of an approaching price war, there is much talking in the club of the future fate of supermarkets like yours, and one day, to your surprise, you received an invitation from three members of your club, all heading mid-size supermarkets, to attend a meeting about your future collaboration. Some ten owners attended, and in the meeting they came up with the intriguing idea of amalgamation. The argument was convincing, the financial benefits were clear. A centralised system with the power of some 10 supermarkets, employing close to 1500 people, will be better positioned to tackle the giants. 
Of course, the major roles of MD, Financial manager and Strategy Director were assigned to the three initiators. You wanted to be in power too, and volunteered to become the HR director. 

The task

In each of the supermarkets considered there was no HRM unit, only a secretary dealing with payroll issues. You were asked to create a new system of HR from scratch. One of its departments will deal with recruitment and selection; another department will deal with the overall responsibility for managing existing staff, and in particular with career planning and management.
You know that much of HR is applying practices of people management. How will you build up – stages, timing, logic – a career management system to deal with the new people needs of the amalgamated organisation?

Consider the enclosed portfolio of career practices, and 
Stage 1: Work individually to identify ‘groupings’ for the system, first, by priority for the specific circumstances of this case, and second, according to the nature of the practices. 
Stage 2: Work in groups to see if you an reach consensus in the groupings. 

	Suggested groupings by priority:            
1) Basic ‘must-have’ 

2) ‘very important’ – management oriented

3) ‘very important’ – employees oriented

4) ‘nice to have’

5) Irrelevant, even undesired 
	Suggested groupings by nature:            
1) Informational 

2) Judgmental
3) Developmental - personal
4) Developmental - performance
5) Innovative


	Career Practices
	Priority


	Nature

	
	Individual
	Group
	Individual
	Group

	Job postings
	
	
	
	

	Formal education/tuition reimbursement
	
	
	
	

	PA for career planning
	
	
	
	

	Counselling by manager
	
	
	
	

	Lateral moves / job rotations 
	
	
	
	

	Counselling by HR 
	
	
	
	

	Pre-retirement programmes
	
	
	
	

	Succession planning
	
	
	
	

	Formal mentoring
	
	
	
	

	Common career paths
	
	
	
	

	Dual ladder 
	
	
	
	

	Career Booklets /pamphlets 
	
	
	
	

	Written individual career plans
	
	
	
	

	Assessment/development centres
	
	
	
	

	Peer appraisal
	
	
	
	

	Career workshops
	
	
	
	

	Upward appraisal
	
	
	
	

	Appraisal committees
	
	
	
	

	Training programmes for managers
	
	
	
	

	Orientation programme
	
	
	
	

	Building new psychological contracts
	
	
	
	

	Secondments
	
	
	
	

	Special needs (Dual career couples)
	
	
	
	

	Special needs (Women)
	
	
	
	

	Special needs (High-Flyers)
	
	
	
	

	Special needs (ex/re-patriation)
	
	
	
	

	Special needs (Minorities)
	
	
	
	

	Special needs (Disabled)
	
	
	
	


Reading material before the exercise: 

Organizational career systems – career practices. 

Suggested reference: 

Baruch, Y. & Peiperl, M. A. (2000). Career management practices: An empirical survey and theoretical implications. Human Resource Management, 39(4), 347-366.
Issues for the discussion: 

What is unique for this case; what is general;
Which populations exist in supermarkets, 
Why they need different treatments. 

Why Knowledge Transfer (KT) is very important for the specific case of multiple-merger? 
Which practices aim at KT? 

