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1 Introduction and background

During the 1990s the literature on careers

grew exponentially. And while some say the

end is in sight for `̀ careers’’, there is not yet

any end in sight for the debate. Much of this

literature reflects the growing debate on the

nature of work and the career in an

unprecedented fast-changing environment,

embracing new information, manufacturing

and process technologies in the context of the

increasing globalisation of product and

service markets. A central theme in this field

has focused on whether the concept of the

career is really undergoing fundamental

change as a result of this environmental

turbulence, or indeed, if in practice very

little is really changing. Some argue that

changes have occurred and that the demise of

the traditional career is inevitable; they see

organizations and individuals abandoning

the traditional organizational framework,

within which stable, long-term career

planning was feasible (Cappelli, 1999, 2000).

Others, however, surmise that the career is

merely adapting to changing economic

conditions and that no fundamental change

is evident (Jacoby, 1999a, b). Others suggest

that the changes taking place may be

random, rather than indicative of a new

patterned stability, or, indeed, that the

orderly form of career that has existed

during the past 50 years or so has itself been

the aberration (Collin and Young, 1986)

Clearly, there is ample evidence to show

that economic constraints, more intense

competition, increasing globalisation and

other factors have brought dramatic changes

to organization structures (Brousseau et al.,

1996). Brousseau et al. argued that

development, brought about by a rapidly

changing business environment, concerns

the change in the nature of careers. Our

traditional understanding of the career as

being a series of upward moves, with

increasing income, status, power and

security within a single organisation, is

being challenged (Jacoby, 1999; Osterman,

1996; Allred et al., 1996). Career management

systems have traditionally been perceived as

being paternalistic, centralised, and

top-down with only one kind of mobility

having recognised value for most job ladders

± vertical movement through the hierarchy

(Nicholson, 1996). It is argued that the

consequences of dramatic downsizing,

delayering and other factors are creating

considerable instability, uncertainty and

insecurity for traditional career structures

(Baruch, 1999). Such vacillation and

unpredictability, it is argued, is likely to

have a debilitating effect on the traditional

concept of the secure and stable career. The

key question is whether or not the career is

`̀ dead’’ as a result of our chaotic

environment, as Cappelli (2000) prophesises,

or is the career merely evolving and adapting

and simply seeming to present a

transformation of appearance, an outcome

proposed by Jacoby (1999a, b). If career

patterns are changing then there would be an

expected follow through in organizational

training and development practices.

Those who propose a new era of careers

maintain that the order and predictability

associated with the traditional career has
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decreased (Cappelli, 2000; Collin and Young,

1986). They maintain that lateral and

horizontal movement has become more

common-place and a wider variety of

alternatives exist in place of traditional

routes (Rousseau, 1998; Hall, 1996; Arthur and

Rousseau, 1996a, b). Lateral cross-functional

moves, job switches, downward moves, and

temporary moves are examples of such

alternative career movement. Traditionally,

individuals followed a career path that

stayed within one function only and the

recognized route was primarily vertical. It

was not common to deviate from this norm.

Items relating to movement across functions,

and from technical to specialist roles or

positions, and also through or across

hierarchical levels may also be seen as

indicators of the existence of alternative

types of career paths, or those that deviate

from traditional norms.

New ways of thinking about careers

suggest that the career is not a universal

concept, a social phenomenon, individual, or

traditionally developmental (Collin and

Young, 1986). On the contrary, it is argued

that the career is a social construct. It is

protean, contextual and relational (Collin

and Young, 1986). A failing of traditional

career theory is that it has a lack of utility to

particular segments of the population

through its neglect of the complexities of

structural and cultural factors (Collin and

Young, 1986). Career components such as

hierarchy, centralisation or decentralisation,

empowerment, and autonomy should vary

across cultures. Certain cultures may be

considered to be more conducive to

self-management and empowerment,

flexible working arrangements, and

inter-organisational mobility, while others

are likely to be more hierarchical, autocratic,

and dominated by more centralised

management and organisational structures.

This study is concerned with offering

empirical evidence concerning cross-cultural

variations in career systems. In particular it

will probe the extent to which emerging

career structures are influenced by varying

cultural circumstances. In addition, it will

investigate the relationship between career

management practices and training and

development.

This discussion about the permanence or

disappearance of careers has in large part

taken place with little or no reference to

location. But if `̀ turbulence’’ is a factor

contributing to the death of the career

concept, should economies with more

turbulence see ideas of careers fading faster?

In most of the literature to date, the

assumption seems to be that careers take

place in Western settings. With few

exceptions (see Brown, 2002; Chow, 1995;

Granrose, 1995; Kao et al., 1997; Peng, 1995),

the articles published have been written by

and describe situations in Europe or North

America. Thus when we designed the present

study, we purposely studied more than one

economic setting. Data were obtained from

Shanghai, Hong Kong, Singapore, and

Ireland. Hong Kong and Singapore both share

Chinese culture. In addition, Hong Kong has

since 1997 been a special administrative

region of the People’s Republic of China. Both

Hong Kong and Singapore have since 1997

seen less than booming economic conditions.

In China we collected data from Shanghai, a

city whose economy is the subject of

world-wide envy. As a 2002 article published

in Taiwan put it:
Shanghai . . . is too big an opportunity to pass

up . . . . In the first three quarters of this year
[2001] the city grew by 12.5% . . .

Headhunter numbers are showing a steady
increase in Shanghai and don’t seem to be

slowing yet . . . .

Shanghai is about more than just the numbers

however. . . . There is a kind of vibrant energy

associated with Shanghai now . . . (Lawrence,

2002)

Data were also collected from Ireland, the

`̀ Celtic Tiger’’ economy has been one of

Europe’s pleasant surprises of the late

twientieth century. Thus information was

collected from Hong Kong and Singapore,

Asian societies with Chinese culture but less

than exuberant economic conditions, an

economically booming Chinese city,

Shanghai, and from Ireland in Europe. The

key question for this paper is still about the

future of careers. Primarily, by studying the

issue cross-culturally and in economies of

varying levels of performance, the study

hoped to gain hints of connections which

may or may not merit further examination

later.

2 New career structures

Those who support the new order of careers

have formulated various models to represent

what they see as the new reality. Such models

focus on the dissolution of boundaries, the

emergence of employee self-management and

the accumulation of marketable skills

(Arthur and Rousseau, 1996a, b; Hall, 1996;

Handy, 1997; Peiperl and Baruch, 1997).

Drivers for change have impacted on

organizations in various ways. Due to

organizational restructuring, increasing

level of inter-firm mobility, and the

emergence of a core-periphery workforce,
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organizational boundaries are dissolving and

becoming less defined (Mallon, 1999a, b;

Osterman, 2000). Arthur and Rousseau (1996)

propose a new employment principle for this

new age ± the `̀ boundaryless career’’.

`̀ Boundaryless’’ distinguishes the old from

the new ± the `̀ bounded’’, or traditional

organizational career, viewed people in

orderly employment arrangements achieved

through vertical co-ordination in mainly

large, stable firms (Arthur and Rousseau,

1996a, b); the dissolution of these boundaries,

it is argued, transforms the traditional career

environment.

The new boundaryless environment

requires many alternative visions with

regard to the future of career concepts. Watts

(1996) maintains that a career describes `̀ an

individual’s life-time progression in learning

and work’’. His use of the word progression is

significant; instead of being constrained by

hierarchical promotion, progression in

learning and in work can take place through

lateral and horizontal as well as vertical

movement. It can occur within positions and

it can also be affected by outside

organizational structures (Watts, 1996).

Conventionally, career paths were bounded

by organizational structures and the

accepted route was primarily vertical.

Currently, human resource practices such as

planned job rotation, dual ladders and

multiple career paths have resulted in a

greater variety of career options. Movement

across functions, and from technical to

specialist roles or positions, and also through

or across hierarchical levels have also

contributed to and/or are indicative of the

breakdown of organizational boundaries

both internal and external.

Peiperl and Baruch (1997), who coined the

termed `̀ post corporate career’’, concede that

`̀ big company’’ or main-stream careers still

exist, but they are no longer the main routes

to success. They see emerging careers as

taking place outside the organization. They

note that individuals pursuing such careers

often act as vendors of skills to the very

organization they have transcended (Quinn,

1999). Post-corporate careerists are

independent and flexible, making their own

choices and decisions. Another

characteristic of individuals who are

following a post corporate career path is that

they have ceased to identify with a particular

organization. They now identify with their

chosen profession or industry. Thus, there

appears to be a shift from an organizational

focus to a self-focus.

Advocates of the `̀ protean’’ (Hall, 1996) and

`̀ portfolio’’ (Handy, 1997) career models also

perceive a move from paternalism in

organizations to self-management on the part

of the employee (Manz et al., 1990). These

models suggest an accumulation of

marketable skills by the individual to add to

his/her variety of work experiences and

independence (Mallon, 1999b). If such models

are becoming a reality then there will be

considerably more generalists in the

workplace with more exposure to a variety of

functional experiences (Kimeldorf, 1996;

Mallon, 1999b). These models suggest more

movement inside and outside the

organization, a more independent careerist

and alternative routes to success.

The new career models seem to possess

several common elements. Some authors

have described the new employment contract

as one in which individuals take

responsibility for managing their own

careers, where mobility across organizations

is extensive, where boundaries have

dissolved and security has changed form

(Mallon, 1999a, b; Templer and Cawsey, 1999).

However, many employers are interpreting

the new contract as meaning that employees

should be completely responsible for their

careers and that the employer bears little or

no responsibility (Cappelli, 2000; Mallon,

1999a; Templer and Cawsey, 1999). This line

of thinking views employees, even core

employees, as being in a free agent role,

similar to contract workers. At the same

time, many organizations see their

responsibility as providing opportunities for

continuous learning, which will result in the

creation of employability (Collin and Young,

1986).

3 Implications for training and
development

Undoubtedly, changing economic and

organizational structural circumstances

have a strong impact on human resource

management, particularly on career

planning and management (CPM) systems

(Baruch, 1999). Human resource managers

face the challenge of managing people in an

increasingly volatile business environment.

CPM practices need to incorporate the

changing reality of careers, reflecting

emerging organizational structures and

changing environmental situations. This

new environment will demand a re-thinking

of training and development practices.

Rousseau and Arthur (1999) agree that there

is a need for a new type of HR function in this

emerging economic era. A more

collaborative, symbiotic relationship

between workers and organizations may be

in order (Von Hippel et al., 1997). HR is
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simultaneously attempting to position firms

and employees to respond flexibly to market

changes, while seeking stability by

recruiting, developing and retaining people

whose talents are critical to the firm

(Rousseau and Arthur, 1999). Thus, we see an

emerging paradox in career management

structures, as Rousseau and Arthur (1999)

put it, to cope with the `̀ twin pressures for

flexibility and stability’’. An example of the

above may be observed when organizations

dedicate their resources to the development

of specific individuals rather than to their

workforce as a whole. It has also been argued

that these new career structures place much

more emphasis on individuals managing

their own training and development, with a

strong emphasis on personal development.

Therefore training in organizations may be

more informal than it would be in more

traditional organizations. Much of the

literature also suggests a move towards a

more generalized focus of training. For

example, Ashkenas et al. (2002) note that in

traditional hierarchical organizations,

senior employees receive strategic education

whereas lower level employees only receive

skills training. However, in newer

`̀ boundaryless’’ organizations, all employees

receive similar strategic education

regardless of their level. Such practices may

be indicative of a newer type of human

resource practice.

4 The current research study

The extensive literature on career structures,

while containing substantial evidence on a

wide range of issues of concern to

individuals, has failed to address matters of

concern at the organizational level. In

particular, there is no substantive

cross-national study at the organizational

level as to what may be happening to career

structures in environments that are both

culturally and structurally different.

This paper is a preliminary investigation

of career structures and their implication for

training and development practices in four

different environments ± Hong Kong,

Singapore, mainland China (Shanghai) and

Ireland. These four country regions contain

certain cultural and business environment

similarities, but also represent significant

differences in these dimensions. The

objective of this research is to examine the

effects of cultural differences on the ways in

which organizations manage careers and

training related issues. It investigates

whether there are differences between

locations in relation to key career variables,

such as the types of career paths, training

and development practices and the inter

relationships between career variables and

training and development factors.

5 Research methodology

Following several preliminary interviews

with human resource managers in China

(Shanghai), Hong Kong and Ireland a

questionnaire was developed and surveys of

career dimensions in organizations in the

various countries were conducted. As stated,

the principal unit of analysis is the

organisation, and postgraduate programme

participants in the various participating

institutions are the organisational conduits.

The participating institutions in the study

are:

the Graduate School of Business,

University College Dublin

the Hong Kong University of Science and

Technology;

the China-Europe International Business

School (CEIBS), Shanghai;

the Cyprus International Institute of

Management; and

the Asia Pacific Management Centre

(Singapore and Hong Kong).

The present paper contains an analysis of

almost 590 organisations ± 149 in Ireland, 201

in Hong Kong, 92 in Singapore and 144 in

mainland China.

There is a significant relationship between

country of location and size and sector,

Ireland, Hong Kong and China having very

similar size profiles with about 30 per cent in

the 1,000 plus category (see Table I).

Surprisingly, Ireland has the lowest

percentage, 13 per cent, of small firms with

less than 50 employees and the largest

percentage, 34 per cent, in large firms

employing 1,000-plus employees. The

Singapore sample comprises small

companies, with 30 per cent employing 50 or

less workers. In relation to sector, China is

dominated by manufacturing, while financial

services is the biggest category in Hong Kong

and traditional services is big in Singapore

(see Table II).

6 Results, analysis and discussion

The findings indicate that the locations

studied show distinctively different patterns

in certain key career dimensions. Overall it

appears that Hong Kong has the most

traditional careers patterns, Singapore and

Ireland have the least traditional career and

mainland China presents a dual picture.
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There are several distinct differences, both at

the organizational and individual career

level (see Table III).

6.1 Types of career paths
Irish organizations are reported (36 per cent)

as more likely than the Asian organizations

sampled to have multiple career paths. Hong

Kong organizations represented in this

survey are much more likely to have within

function career paths only (48 per cent) and

promotion primarily vertical (48 per cent).

On the other hand, it is also clear that career

paths within Irish organizations are largely a

mixture of within function and

cross-function paths. Singapore has low

percentages on within function career paths

and vertical promotion and the highest

percentage, 14 per cent, for planned job

rotation.

6.1.1 The extent of career pathing
This item is taken as a measure of traditional

careers. High levels of career pathing within

an organization imply that the organization

is controlling and managing the individual’s

career. In organizations where newer models

of careers are in use, more autonomy and

self-management on the part of the employee

is expected (Mallon, 1999a, b). There is some

confusion inbuilt into this concept of `̀ career

pathing’’ as existing human resource

thinking on career management practice

would conceptualise low levels of career

pathing as indicative of poor human resource

practices in organizations. However, more

recent literature relating to careers would

indicate that lower levels of career pathing

are indicative of the existence of newer

models of careers. One issue of concern here

is whether these findings are indicative of a

new model of careers, or whether they are

symptomatic of bad practice, or how the new

career distinguishes itself from traditional

`̀ `poor’’ human resource management. The

reported extent of career pathing in

organizations in Ireland is significantly

Table II
Modern versus traditional class by country of location

Ire land H ong Kong S in gapore
M ain lan d

C hin a To ta l
n % n % n % n % n %

T ra ditional m a nufactu ring
Fo od techn olo gy
M ech anica l

18 13.2 23 1 2.5 7 8.0 31 23.0 79 14 .6

M od ern m anufa cturin g
So ftw are
E lectron ic ph arm ac eutic a ls
H ea lth

37 27.2 49 2 6.6 23 26.4 43 31.9 152 28 .0

T ra ditional serv ices
R eta il
H ospita l

14 10.3 24 1 3.0 20 23.0 17 12.6 75

M od ern services
B an king
C on su ltin g
Ac cou nting

33 24.3 58 3 1.5 16 18.4 19 14.1 126 23 .2

O the r 34 25.0 30 1 6.3 21 24.1 25 18.5 110 20 .3
T ota l 136 100 184 100 87 100 1 35 100 542 100

N ote : 2 32.47; df 12 ; * s ign ificant at p < 0.05

Table I
Number of full time employees by country of location*

Ire land
(% )

H on g Kong
(% )

S ingapo re
(% )

M ain land C hina
(% )

N um ber of fu ll tim e em plo yees
< 50 13 19 3 0 15
50 -1 00 11 14 1 6 12
10 1 -500 27 22 2 5 29
50 1 -1 ,000 13 11 7 14
> 1,000 36 34 2 2 31

N ote : 2 21.966 ; df 12 ; * s ign ifican t at p < 0.05
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lower than that reported in Hong Kong,

Singapore and mainland China. The highest

score is reported by Hong Kong.

6.1.2 Organizational resources are
allocated to fast trackers only
This item is taken as a proxy indicator of the

use of more traditional career paths. Those

organizations that take responsibility for fast

trackers only rather than all employees are

exercising a style of management indicative

of traditional career management programs.

Again, Hong Kong pointed towards a more

conventional style of management. A total of

51 per cent of respondents from Hong Kong

indicated that resources were allocated to

fast trackers only. Like Hong Kong, China

also seemed to show a traditional

management style here, with 50 per cent of

respondents reporting that resources in their

companies were allocated to fast trackers

only. However, just 27 per cent of Irish

respondents stated that this was the case.

These findings indicate that what is

generally accepted as best modern HRM

practice, perhaps from a Western

perspective, is more evident in Irish

organizations. Ireland and mainland China

report the higher percentage, over 73 per

cent, in relation to organizations growing

and developing skills in their employees.

In summary, of the four locations studied,

Hong Kong seems to have more traditional

management styles in place than the others.

Ireland and Singapore seem to show the most

evidence of newer career structures.

Mainland China, on the other hand, presents

a dual picture. In some cases China seems

similar to Hong Kong, yet in other ways it

resembles Ireland and Singapore more

closely.

6.2 Training and development practices
Distinct differences were found between

countries with regard to the provision of

training and development. Irish companies

reported the lowest number of training days

for both technical and managerial employees.

In Ireland only 22 per cent of organizations

sampled reported that the organization took

sole responsibility for training and

development, whereas in Hong Kong and

Singapore 37 per cent and 32 per cent

respectively reported that the organization

took the main responsibility for training and

development. In mainland China this figure

rose to 49 per cent (see Table IV). This would

suggest that in Irish organizations employees

are provided with training and development

from a wider variety of sources than the

organizations sampled in Asia. This may

lend some credence to the argument that the

`̀ newer’’ forms of career are more evident in

Ireland than in Asian countries.

6.3 Link between career pathing and
training and development practices
Paired sample correlations were carried out

to examine the relationship between career

pathing and a number of training variables

(Table V). These variables included days

spent training by managerial and also

technical/skilled staff, focus of training

(generalized or specialized) and formality of

training. The analysis yielded some

interesting findings. Irish companies

presented the strongest links between

training practices and career pathing.

The significant relationship between

career pathing and formality of training was

the only relationship to hold in the four

country locations. The higher the level of

career pathing, the more formal the available

Table III
Career patterns by country of location

Ire land H ong Kon g S ingapo re M ain land C hin a

T ype s of career path s
C aree r p aths w ith in fu nctio n only (% yes)** * 22 48 29 35
P rim arily vertica l (% ye s)* * 36 48 37 33
In itia lly vertica l (% ye s)** 25 22 21 35
P la nned job rotatio n (% ye s) 7 8 14 9
D ual ladd er (% ye s) 19 14 19 13
M ultip le (% yes)** 36 20 22 23
Th e existen ce of c areer path ing

(h igh sco re define d p aths) (a verage sco re*** ) 4.7 6.0 5 .3 5 .8
C are er deve lopm e nt

O rgan izatio n g row s and d evelo ps skills in the ir e m ployees
(% yes) 73 62 62 74

O rgan izatio nal resou rces are allocated to fast tra ckers
on ly (% yes)*** 27 51 42 50

N ote : * s ign ific ant at p < 0.1 ; ** signific ant at p < 0.05; ** * significa nt at p < 0 .0 1
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training. In Ireland, two other significant

positive relationships were found between

the existence of career pathing with days

spent training by technical/skilled staff, level

of specialization or generalization and

formality of training. In other words, the

higher the extent of career pathing, the

higher the number of days spent in training

by skilled/technical staff and the higher the

level of formal training. Focus of training

tended to be more generalized the higher the

extent of existence of career pathing.

In Singapore, one additional training

variable was significantly related to

career pathing, that is the specialization/

generalization of training. However, this

scenario is not indicative of the situation in

Hong Kong and China, which yielded similar

results with only the one significant

relationship.

In Ireland, a significant positive relationship

was found between the existence of career

pathing with days spent training by

technical/skilled staff, level of specialization

or generalization and formality of training.

In other words, the higher the extent of

career pathing, the higher the number of

days spent in training by skilled/technical

staff and the higher the level of formal

training. Focus of training tended to be more

generalized the higher the extent of existence

of career pathing.

However, this situation is not indicative of

the situation in the other countries

examined. In Singapore, the only two

training variables significantly related to

career pathing were specialization/

generalization of training and formality of

training. Hong Kong and China yielded the

same results, which were are not unlike

Singapore. The only significant relationship

Table IV
Training and development practices by country of location

Ire land
(% yes)

H on g Kon g
(% yes)

S ingapore
(% yes)

C hina
(% yes)

F orm ality of tra in ing
Fo rm al 38 39 42 46
In form al 36 39 31 32
N eith er form a l or in form a l 26 23 27 23

F ocus of tra in ing
G ene ra lized 29 32 36 41
Sp ecia lized 48 44 35 38
N eith er ge nera lize d or spe cia lized 23 24 30 21

T ra in ing d ays
D ays spe nt in tra in ing , techn ica l and sk illed em plo yee s

(ave rage days* ) 8.8 12.4 13.3 14 .0
D ays spe nt in tra in ing , m ana geria l staff (average days*) 8.6 10.0 13.0 13 .5

P rov iders of tra in ing a nd d eve lopm en t course ?*
O rgan isation 22 37 32 49
E xtern al vend ors 16 15 24 12
E m ployees’ respon sib il ity 9 21 13 10
A ll o f the ab ove 22 12 13 5
O rgan isation a nd extern al vend ors 24 8 11 14
E xtern al vend ors a nd em plo ye e or organisation and w o rke rs 6 2 1 4

N ote : * s ign ific ant at p < 0.0 1

Table V
Paired correlations ± career pathing with a number of training variables by country of location

Ire la nd H ong Kong S in gapore M ain lan d C hina
n r Sig . n r Sig . n r Sig . n r Sig .

D ays spe nt in tra in ing by m a nageria l staff and the ex te nt of the ex istence o f caree r p ath in g
129 0.135 0.126 186 0.056 0 .44 5 76 ± 0.0 21 0.8 58 13 5 0.098 0 .25 9

D ays spe nt in tra in ing by tec hnica l/ sk ille d staff a nd the exten t of the existe nce of c areer path ing
128 0.224 0.011 184 0.093 0 .20 8 76 0.1 53 0.1 88 13 1 0.102 0 .24 5

Leve l o f gene ra liza tion or spe cia lizat ion of tra in in g and th e extent of th e existe nce of c areer path ing
143 0.235 0.005 196 0.062 0 .39 0 86 0.2 31 0.0 32 14 3 0.118 0 .16 2

Leve l o f form ality of tra in ing an d the exten t of the e xisten ce of ca reer path ing
143 0.489 0.000 197 0.317 0 .00 0 87 0.4 94 0.0 00 14 2 0.374 0 .00 0
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here was between career pathing and

formality of training. The higher the level of

career pathing, the more formal the available

training.

The multiple comparisons also lend

support to the above, suggesting that Ireland

differs from the Asian samples. The level of

existence of career pathing in Ireland would

appear to be significantly lower than the

level in Hong Kong or China. In addition to

this, Irish organizations seem to provide

more varied training, such as training in

anticipation of future tasks. This may also be

indicative of a new form of career, where

organizations need to train their staff in a

wide range of skills rather than to train them

for one specific job.

However, surprisingly, while Irish

companies tended to be larger than the other

countries, the number of days spent in

training is actually lower. One possible

explanation for this is that this study failed to

discern a difference between companies who

had newer career structures in place and

those that merely engage in `̀ bad’’ human

resource practices. It would follow that

companies with less than satisfactory human

resource practices would invest less time and

capital in training their staff.

However, there is also another possibility.

There may indeed be newer forms of careers

in place in Irish organizations and it may be

this that is measured by career pathing and

not poor practices as suggested in the

paragraph above. If this is the case then it is

possible that the question used to measure

amount of time in training failed to capture

the full story. However, this is only a

preliminary analysis of the data. Further

analysis will hopefully enable us to unravel

this conundrum. If newer forms of careers

are in place in Ireland then we would expect

employees to be taking more responsibility

for their own training. Our findings also

suggest that Irish employees get training

from a variety of sources. A more in-depth

analysis of the specific type of training

engaged in by the four locations might give

us a clearer picture of what is happening in

terms of training and development. Clearly,

more analysis is needed to clarify this issue.

7 Conclusion

In the standard human resource literature,

high levels of career pathing are considered

part of good modern practice. This consists of

creating promotional opportunities and

generally looking after all employees. This

traditional way of conceptualising good

practice would consider low levels of career

pathing indicative of poor human resource

practices in organizations. However,

somewhat paradoxically, more recent

literature relating to careers would indicate

that lower levels of career pathing are

indicative of the existence of newer models of

careers.

The basic rationale behind this assumption

is that the less clear career paths are within

an organization, the less responsibility the

organization is taking for its employees, thus

fostering autonomy and self-management in

its workers. Such organizations, according to

the literature, are those within which a new

order of career flourishes. One issue of

concern here is whether these findings are

indicative of a new model of careers, or

whether they are symptomatic of bad

practice, or how the new career distinguishes

itself from `̀ poor’’ human resource

management. The disentanglement of this

will be the focus of further analysis.

However, one thing that is clear from the

present research is that there seems to be

great variations among cultures in terms of

the types of careers enacted. This has wide

implications in today’s global economy

where it is vital to appreciate that an

understanding of culture is vital to successful

management.
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