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The function very close to the training in the mangement of human resources is certainly the
human resource development. Specifically, the emplees acquire new knowledge, abilities and
skills during the training process, but also gain aw experiences through various business tasks
during their working life, developing themselves bth, in private life and in the professional sense.
Human resource development is seen as the developmheof the expertise of people through
organizational development and training of employeg in order of improvement of the
performances. In this paper authors explored the pactice of carrier development in European
countries. Research was based on data from internanal project, CRANET, in the period from
2008 to 2010. The authors presented data about thesage of techniques for evaluation of career
development and investigated obtained results.
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INTRODUCTION 1995) Career refers to the employment, movement
between jobs, position, level of responsibility and
Human resource management is one of the madtallenges. Career can be seen as keeping one’s
important management functions, but also orgosition inside job, mobility within the
process which includes several interrelatedrganization, or the characteristics of the
activities (job design, job analysis, HR planningemployee. Each career includes different jobs,
staffing, training and development, compensatigpositions, and experience. The most appropriate
and benefits, industrial relation, and retentidh). observation of career is that it is "unlimited" and
has a great impact on the effectiveness aridat could include moving through several different
efficiency of contemporary organizations, and it ifpbs or occupationgLekovi¢ and Su3njar, 2010)
usually in the function of competitive advantagélRD becomes even more interesting if the
(Campbell et al., 2012; Berber, 2011; Wright andhternational context is in question — with all the
McMahan, 2011; Progoulaki and Theotokas, 201@hallenges related to the cultural, economic and
Lado and Wilson, 1994; Schuler and MacMillansocial differences between organizations from
1984) Bearing in mind that HRM has a positivedifferent countries.
impact on organizational performances, for the
purpose of this paper authors decided to explofidne subject of the research in this paper was the
one often mentioned HRM activity, related to thgractice of career development in European
learning and acquiring new knowledge andountries.The research was based on data from
experiences — the human resource developmenternational project CRANET in the period from
(HRD). HRD is seen as the development of th2008 to 2010. The authors presented data about the
expertise of people through organizationalisage of techniques for evaluation of career
development and training of employees in order afevelopment in organizations from 25 countries
improvement of the performancegéSwanson,
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from Europe (EU and non-EU countries) andvhich corresponds to the stage of establishment,

investigated results. the beginning of his career. The first period of
global careers, called the honeymoon period, is
THEORETICAL BACKGROUND similar to the stage of the entrance, because ée/sh

learns about new environment, policy, culture and
According to Grubic-Nesi (2005) career can be regulations. After this, there is a stage of
described as a set of job roles of individuals, grerformance development, when expatriates
move up and progress in work roles. Career mogresses from the viewpoint of performance,
individually perceived order of the attitudes andearning and experience. The next stage is the re—
behaviors associated with the experience amdaluation, in which expatriate assess its effects
activities related to the operation during a pessorand results of the work and the possible adoption
life and career are changes in values, attitudes, aof a decision on early returns, staying on task, or
motivation that occur as a person becomes oldenhancing an existing career. At the same time
Career can be defined wider as the developmentiofmigrants make decisions regarding new
individual in learning and work throughout theirenvironment, where they operate, to make that
lives. environment as their permanent residence. Stages
of decline and withdrawal are recognized when the
If we look at the career development in amxpatriate reduces the level of actual performance
international context, it is important to payor is already thinking about a new task in the home
attention to the role of international tasks tdfstacountry, or if they decide to leave the organizatio
development. The international engagements haaéier repatriation.
been known as an important mechanism for the
development of international expertise. Th&lobal career management is about managing
expected outputs of the engagement include: people's career across borders, and there are two
- Development of management, since individualajor challenges. “First, how to manage career in
acquire international expertise that helps in theultinational corporations where there are diverse
advancement of his/her career, whil®@perations in different countries and the system
multinationals gain available internationalneeds adjustment, understanding, and variety,
executives with experiences, from which somwhile keeping to certain general strategy. The
of them will be extracted for the internationalsecond is concerned mostly with the management
engagements. of expatriation and repatriation although many are
- Organizational development, since internationanvolved in global work even if never leaving their
assignments provide accumulated knowledgéwn country—for example, their career could be
skills and abilities for multinational companiesglobal or internationalized just because many work
Global mindset is an important advantag@n teams that span many different countries and
because it expands the horizons of individualgultures. It is not merely the physical movement
Furthermore, foreign managers are agents &bm country to country but the psychological

direct control and socialization that help t@spects of working and adjusting to others from
transfer the knowledge and skil®owling et other cultures and seeing this boundarylessness of

al., 2008) having colleagues, customers, partnerships, etc.
around the world(Baruch, 2006, p. 133)

In the book Global careersin 2011 authors

Dickmann and Baruclindicated the expatriation One very interesting issue in HRD are the methods
process and cyclical global career. According tof career management. Namely, there are many
their understanding the individual expatriatiormethods that organizations can use for the purpose
certainly is a small career cycle, in accordand®f the career development of their employees.
with the general development of the career stagedlayrhofer et al. (2004)explored the usage of
foundation (starting a career in elementargeveral HRD methods: formal career planning,
education during adolescence), the entrguccession planning, job rotation, and high-flier
advancement, re- assessment and evaluatiéhemes. With the exception of succession
enhance existing career or return to the stagéanning and high-flier schemes in the UK, where
learning, the decline and withdrawal (pensiord slight decrease can be observed, all the other
(Baruch, 2004)If we look at global career, we cancountries and practices showed an increase in the
see similar phases or stages. First, an expatrigt@age of these instruments. The authors explained
with his family appears in the new situation (hom#he results in two ways. Firstly, organizations at
and business task) after training and preparationleast create the impression that they are on top of
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developments. Secondly, they most likehemployee relations and communication, and
contribute to developing employees in a way thatrganizational details. For the purpose of the
they truly become able to better cope with careeesearch the authors decided to explore section Il
and environmental demands. In one similavhere respondents were asked to mark the level of
research in Ireland, authotderaty and Morley the usage of different methods of career
(2000) explored the usage of formal career plansievelopment.

assessment centers, succession plans, planned job

rotation, high flier schemes, and internationaVariables used in the research were:

experience schemes as methods for careerSpecial tasks/projects to stimulate learning/on
development. They found that succession plans, the job training (m1)

planned job rotations and formal career plans are |nvolvement in cross-organizational /
favored most by respondents, while assessmentdisciplinary/ functional tasks (m2)

centers are utilized by only a very small minority- participation in project team work (m?3)

of organizations, since they are usually very Networking (m4)

expensive. Papalexandrls_ and Panayotopoulou Eormal career plans (m5)

(2004) explored the relations between HRM and Development centers (m6)

cultural differences. Career development methods
seem to be more influenced by the cultural context.
Namely, there was detected a positive relationship
between power distance and the use of formal _ .

career plans, as well as assertiveness and thaf use Experience schemes (internal _movement to
succession plans. On the other hand, there was a2n0ther department, whether in the same
negative relationship between  uncertainty Country or abroad) (m10) o

avoidance and the use of both career and S€condments to other organlsgtlons (external
succession plans and strong negative relations Movement to another organization for a
between humane orientation, collectivism and the t€mporary period of time) (m11)

Succession plans (m7)
Planned job rotation (m8)
“High flier” schemes (m9)

use of career and succession plans. - Coaching (m12)
- Mentoring (m13)
METHODOLOGY - Computer based packages/e-learning (m14)

In the present research the authors used déitades for the usage of the presented methods
obtained during the CRANET research, in th#ere given in the form of Likert scale, where
period 2008-2010. This international organizatio@=not at all and 4=to a very great extent.

organizes comparative researches on the policies

and practices of human resource managememgble 1 shows the sample used in the research. The
using a standardized questionnaire. The surveyagthors explored data for 25 countries from
undertaken approximately every four years witkurope. The biggest shares of companies are from
the purpose to provide high quality data foprivate (67.8%) and public (17.1%) sector, while
academics, public and private sector organizatiorf§e mixed private-public and not for profit sector
as well as HRM students, and to create newere in smaller percentage (2.7% and 4%,
knowledge about human resource managemedgspectively).

practice in different countries of the world. The

questionnaires are filled out by the HRMRESULTS AND DISSCUSION

executives of companies with more than 50

employees. The Cranet questionnaire is dividethe level of the usage of the methods for career
into six sectiongParry et al., 2013HRM activity ~development is presented in table 2.

in the organization, staffing practices, employee

development, compensation and benefits,
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Table 1: Sample of organizations from Europe

Number of Cumulative

Country . %

organizations %
Austria 203 4.8 4.8
Belgium 240 5.7 10.5
Bulgaria 267 6.3 16.8
Cyprus 90 2.1 18.9
Czech Republic 54 1.3 20.2
Denmark 362 8.5 28.7
Estonia 74 1.7 30.5
Finland 136 3.2 33.7
France 157 3.7 37.4
Germany 420 9.9 47.3
Greece 214 5.1 52.3
Hungary 139 3.3 55.6
Ireland 103 2.4 58.1
Italia 157 3.7 61.8
Lithuania 119 2.8 64.6
Netherlands 116 2.7 67.3
Slovakia 225 5.3 72.6
Slovenia 219 5.2 77.8
Sweden 282 6.7 84.4
UK 218 5.1 89.6
Island 138 3.3 92.8
Norway 98 2.3 95.2
Russia 56 1.3 96.5
Serbia 50 1.2 97.7
Switzerland 99 2.3 100.0
Total 4236 100.0

Source: Authors research on the basis of CRANE@ dat

Table 2: The level of the usage of the differerthods for career development in organizations from
Europe

State ml m2 m3 m4 mb5 m6 m7 m8 m9 ml0 mil ml2 ml3 4nl
Aus 2.03| 1.97| 248 155 .90 72 1.65 B2 1{10181. .58 1.42| 1.19 .86
Bel 2.13| 1.87| 2.27] 1.53 1.39 125 186 121 1{08 51.8.92 2.42| 2.04) 1.26
Bug .84 44 .87 .66 .39 .16 40 .3b .30 .53 .86 [70.31 .40
Cyp 240 1.82| 203 116 1.00 .58 .84 1.45 .B9 115062 224 | 2.06| 1.43
Czch 1.96| 1.98| 2.28 .88 1.49 .5p 1.27 84 .p1 1.5804 1 .95 .84 1.09
Den 1.25| 1.39] 151 1.02 .84 24 .56 48 43 .p4 24.20 .85 .90
Est 194 182 224 178 1.00 48 1.00 .68 1,18 2.09%1 1.57| 1.64| 1.37
Fin 1.73| 1.62| 2.02 1.63 1.0 113 1.15 1,28 b6 51.51.20| 1.41| 1.14 .98
Fra 1.40| 188 204 102 1.08 4b 1.0 153 177 21.4.84 .81 1.03 .60
Ger 244 | 243 274 195 107 109 184 .90 1.42 1 1.5.86 1.86| 155 1.14
Gr 2.02| 1.48| 2.01] 1.14 1.18 .6V 1.20 137 1l09 1.6866 2.00| 151 1.24
Hu 1.82| 1.27| 1.98 71 .83 A 1.22 .88 .69 .93 4471 1.01 .87
Ire 219 219 243 161 163 100 1.87 1/54 72 11.3.64 2.08| 2.04/ 1.56
Ita 1.83| 1.77| 1.93 .96 1.30 72 1.30 160 1|56 1.5889 1.17 .70 1.20
Lit 181 | 1.24| 1.84 .93 .88 .9(Q 1.32 1.20 13 10514 | 1.04| 1.56| 1.48
Neth 1.90( 1.73] 2.02 158 1.40 .70 1.40 14 122 11.1.74 2.28| 1.85 1.41]

Slok 1.24| 1.42| 1.65 77 .78 .50 a1 .16 1 .89 p4.14 .92 .64

Ml PR

Slov 205 222 272 168 157 127 167 1,86 195911 1.29| 1.73] 248 1.69
Swe 1.75| 157, 209 154 .96 34 110 .85 159  1.044 1.48| 1.30 .69
UK 184 | 1.79| 210, 141 128 62 139 .72 14 Y9 3 [7163| 1.58| 1.30
Isl 221 | 212 211 179 138 41 .84 .94 .99 1{2547 .85 1.27| 1.14
Nor 157| 1.80] 219 174 1.0f 27 .66 2 45 110666 1.07| 1.11] 1.14
Rus 1.30f 1.02] 150 183 .89 .68 .82 12 83 119 9370 1.63 .86
Ser 209| 105 133 139 .71 A8 .29 .18 .39 bl 37.57 1.38 94
Switz | 2.16| 2.22]| 254 153 1.36 32 183 1,09 1.65.50 .67 152 1.09 1.12

Total 1.83 | 1.72| 2.08] 1.36 1.08 70 1.20 1.0 1)04 291, .68 1.48 1.36 1.06
Source: Authors research on the basis of CRANE®& dat
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From Table 2 is evident that the most of th&/hen analyzing the techniques of career
methods for the evaluation of career developmedevelopment it is important to pay attention to
are used to a lesser extent in all the countrias tltertain trends in European countries, respectively.
were taken for observation. The lowest average T$e post-socialist countries, which have undergone
detected for a temporary transfer to other externaltransition period, such as Bulgaria, Hungary, and
organizations (only 0.68) and the careeBerbia, have a low level of the usage of these
development center (0.70). Moreover, among thtechniques. This is not surprising since the
techniques that are used in very low extent ateansition countries usually have the problem ef th
rotation (1.00), the “high flier” scheme (1.04) andack of contemporary knowledge about
e-learning (1.06), although the internet andhanagement and organizations, accompanied with
information technology are recognized as ththe lack of financial resources, since many of the
trends that increase work efficiency. mentioned techniques are expensive for
organizations to implement them.
On the other hand, in the countries of Europe the
common used technique for career developmenth®wever, it cannot be concluded that only the
participation in the project teams. Specificallytransition countries have a low level of use of
such teams are used in a somewhat greater extexghniques of career development, when countries
in comparison with other techniques (2.08). Theuch as Denmark and Norway are also among
possible reason for this ranking of teams in termhbose that use these techniques at low level. It is
of career development is that teams can be formaderesting that Slovenia stands out as a country
at any level in the organization and contribute tevhere techniques for career development are used
the improvement of work processes and innovatiat great extent. Also, the similarities are evident
and thus the development of the organization asbatween the Nordic countries, Sweden, Norway
whole. The best way of organizing teams are crossad Finland. Countries that stand out in the
teams (cross- functional program team) where it &pplication of these techniques, but remain at
important to emphasize the role of individuals imelatively low levels, are the most developed
teams, their performance and on this basis, teeonomies of Europe, Germany, Switzerland,
development and career advancement. This clainreland and Belgium.
has a justification because the table 2 shows that
the third technique for career development is th@ut of the 14 methods used in evaluating the
participation in  cross-organizational, crosseffectiveness of career development of employees
disciplinary and cross-functional tasks (1.72). lin Serbia the highest frequency of use of methods
addition to the teams in European practices &br career development are for the special
HRM there are commonly used special tasks tssignments/projects to stimulate learning and
stimulate learning/training at work (1.83),training at work (2.09), which is followed by
mentoring (1.36) and networking (1.36). networking (1.39) and mentoring (1.38). In most
cases, Serbian organizations lag behind the
European average (Figure 1).
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Figure 1: The level of the usage of the methodsdioeer development — Serbian and European average
(x axis presents 14 methods of career development)
Source: Authors research on the basis of CRANE#& dat
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