

4


Executive Career Management: Conclusions for Company Directors





Vojtech George Vohanka BA, FdA, CPO
(Student number: 1703227)




Supervised by Dr Roisin Mullins





Submitted in partial fulfilment for the award of the degree of MBA in General Management (Online)





University of Wales Trinity Saint David





2021




Words count: 16441
Submitted: 31.01.2021 



	 


Contents
Chapter 1: Introduction ……………………………………………………………………………...6
Chapter 2: Literature Review………………………………………………………………………...8
	Who Is an Executive Director?................................................................................................8
            The Importance of Leadership………………………………………………………….........8
            Different Theories of Career…………………………………………………….…...............9
                  Career Construct…………………………………………………………….…………..10
            Company Conceptions of Executive Career Management……………………………..…...10
            Retaining Top Executives….……………………………………………..………………...12
            Person’s Conceptions of Careers and Career Management.……………………………..…13
                  Components Examined in Career Decisions.……………………………………..….…13
                  Career Plateau...……………………………………………………………………...…14
                  Career Management Methods and Strategies……………………………………..…….15
                  Company Director and Firm’s Views.……………………………………………….....16
	 The Impact of Brexit & Covid-19 on Employment and Recruitment……………………...17 
             The Subject of This Research ……………………………………………………………...18
Chapter 3: Methods………………………………………………………………………………....19
             Qualitative Methodology…………………………………………………………….…….19
             Selection of Participants…...…………………………………………………………….....20
             Selection of Firms…………………………………………………………….………….....20
             Technique for Gaining Firms and Participants…………………………………………..…20
             Study Locations and Participant Features……………………………………………….....21
             Data of Participants………………………………………………………………………...21
             Data Collection………………………………………………………………………….….22
             Human Resources Interviews for Firm’s View………………………………...………......23
             Methods of Analysis…………………………………………………………………….….23
             Ethical Considerations………………………………………………………………….…..24
              Validity Threats and Mitigation Strategies...……………………………………………...25
              Limitations of the Study…………………………………………………………………..25
Chapter 4: What Company Directors Search for in Their Careers…………………………………26
  	 Factors Significant to Company Directors………………………………………………....26
                    Learning and Personal Development………………………………………………….26
                    Enthusiasm and Important Elements of Learning and Development…………………26
                    Company Directors’ Challenges Within Learning and Development………………...27
                    Long-Term Job Security and Competitiveness ……………………………….............27
                    Legacy and Impact…………………………………………………………….............28
                    Verification of Knowledge and Skills…………………………………………………28
                    Career and Healthy Life………………………………………………….……………28
                    Balance of Work and Leisure Activities…………………………………….………...28
              The Importance of Money and Status…………………………………………………….29
              Organisations’ View on What Company Directors Seek…………………………………29
                    Culture and Beliefs……………………………………………………………………29
                    Duration of Employment……………………………………………………………...30
                    Mobility of Company Directors………………………………………………………30
Chapter 5: Company Directors Career Management Strategies…………………………………...31
              Internal Career Management Strategies……………………….………………….............31
                     Performance…………………………………………….…………………………....31
                     Support Systems for Performance………………………….……….……………….31
                     Internal Networking……………….………………………………………..……….32
                     General Management Position as a Choice……………………………..…..…….…32
                     Previous Employers……………………………………………………...……….….33
                     Top Management Support…………………………………….………..……............33
                     Peer Groups……………………………………………………….…..……………..33
                     HR Department...…………………………………………………..….…………….33
              External Career Management Strategies……………………….…………..……………..34
                     Family Support………………………………………………….…..…….………….34
                     Previous Employee Networks………………………………………………………..34
                     Old Mentors………………………………………………………………….……….34
                     Headhunters……………………..……………………………………………............35
                     External Networks and Analysis of a Career Move………………………..................35
                     Consequences of Insufficient External Networks…….………………………………35
             Organisations’ View on Company Directors Career Strategies……………………………35
Chapter 6: What Company Directors Require from Organisations…………………………………37
              Top Management Support…………………………………………………………………37
                     Top Management Performance…….…………………………………………………37
                     Firms’ Awareness of Top Management’s Value……………………………..............38
              Educational and Development Opportunities……………………………………………..39
                     Firms’ Strategies for Education and Development....………………………..............39
              Training and Growth Resources…………………………………………..........................39
                     Firms’ Strategies for Training………………………………………………..............40
              Firms’ Culture………………………………………………………...…………..............40
                     Firms’ Understanding of Culture………………………………………….................40
Chapter 7: Conclusions……………………………………………………………………..............42
               Research Question 1……………………………………………………………………...42
               Research Question 2……………………………………………………………………...42
               Research Question 3……………………………………………………………………...43
               Recommendations for Companies………………………………………………………..44
               Recommendations for Company Directors……………………………………………....44
               Recommendations for Further Research………………………………………………....45
References………………………………………………………………………………………….46
Appendix A – Informed Consent Form………………………………………………....................51
Appendix B – Semi-structured Interview Questions: Company Directors…………………..……54
Appendix C - Semi-structured Interview Questions: Firm Views………………………………...55
Appendix D – Table 1: Data Statistics of Participants in the UK…………………………………57




Chapter 1: Introduction
Do I want to become a Managing Director (MD)? My MD was not prepared to give up work at all yet, but he wanted to find out my response to a completion of the succession planning process from his side within the business. I have worked for him in a senior management role, having an influence on his workforce, enjoying my life and earning a decent salary for several years now. My firm, similar to the previous ones I have been employed at, utilises a mixture of both short and long-term incentives to reward those outstanding employees who perform well. If I became a successor, I would have higher recognition and better personal development opportunities. At the same time, I just imagined where my career advancement in this business would come from if I was not ready to progress (Larkin, 2012).   

Although my background appeared to be quite distinct to me at first, in fact it was like what I had already seen in companies previously in my 16 years of business-related employment history. The reason why the question of career advancement is so widespread, but so frequently avoided, attracted me and influenced me to obtain data from the view of company directors about the up-to-date position of their careers. Company executives are well-educated and knowledgeable individuals who play the most important part in the world’s manpower. They are a necessary element of organisational strength and important for the accomplishment of competitive advantage. They manage companies’ key strategic proposals, encourage innovation, employ individuals and generate profit. The capability for companies to appeal to, keep and coordinate this group of key workers is significant. Firms do still not understand what is important to company directors when considering their careers and in general organisations have very limited knowledge of the strategies executives utilise for career management (Larkin, 2012).

In a socioeconomic environment which requires very long careers, company directors have to design and implement strategies to cope with a fierce market, achieve their ambitions and be certain about what matters to them. Most importantly, they have to pursue their careers in an active but well-planned manner. Regardless of the increased importance of individual responsibility for careers, companies still play a part in this process due to the environment where career development occurs (Larkin, 2012; Baruch, 2006). 

This research focuses on a significant gap in the literature and within firms. It helps me to gain an understanding of what matters to company directors in their careers and how they are pursuing this. It examines what executives expect from their companies and whether their expectations are being satisfied. The study is undertaken to respond to the following questions:  
Q1) How do company directors take their careers into consideration?
Q2) What strategies do they utilise to build their careers?
Q3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations? 
This study provides an exclusive view obtained from various companies’ employees, which is critical to understand. Analysing data about company directors’ feelings, ideas and perspectives regarding their careers and organisational support assists firms to: a) re-consider how they are performing and implementing their human resource procedures; b) increase their productivity and c) take advantage of executive talent expertise (Larkin, 2012). 

This research starts with a literature review relevant to the significance of leadership and then analyses the company’s conceptions of career. This is followed by a re-evaluation of person’s conceptions of career management. Chapter 3 examines the methods utilised in the qualitative study including the basis for this research, selection of participants and firms, make up and sequence of actions, data collection, methods of analysis, ethical considerations, validity threats, mitigation strategies and limitations of the study. Chapter 4 investigates what company directors are searching for in their careers with an analysis of firms’ understanding of what is significant to executive management. Chapter 5 explores the strategies which top executives implement to manage their careers and firms’ understanding of career ownership and key leaders’ career strategies.  Chapter 6 examines what company directors are searching for from their organisations and how effectively a firm’s modus operandi is functioning for top management. Chapter 7 provides conclusions for the study by examining responses to the research questions and finishes with a review of what these results imply in practice for companies and leaders (Larkin, 2012).  

Chapter 2: Literature Review
Who Is an Executive Director?
An executive Director is a person who leads others to complete their jobs. The high-level management team lies at the top of the organisational chart (Drucker, 2011). This level of corporate executives usually includes the Chief Executive Officer (CEO) and his/ her senior staff (Charan, Drotter & Noel, 2001). Second-in-command key leaders are crucial within the subsequent few tiers of bigger companies (Harris, Helfat & Wolfson, 2006). For this research, top management personnel are second-in-command and are within two reporting tiers of the CEO’s direct reports. These persons oversee formulating and implementing strategies while working at large corporations in their own geographical locations and industries.            

The Importance of Leadership
The new high-growth industries have significantly increased the requirement for top-level leadership talent due to international competitiveness, financial markets and close attention of the media (Fernandez-Araoz, 1999). Key leaders drive change, control company performance, promote innovation, are flexible and make difficult decisions.      

Whenever senior level job roles are not filled, vital company objectives are weakened. Filling top management positions which occur as a result of resignations can be problematic and costly because of the perceived lack of loyalty of senior staff and unwanted replacement (Kacmer, Andrews, Van Roog, Steilberg & Cerrone, 2006). A detrimental effect on organisation’s revenue, market price and profit margins (Huselid, 1995; Hinkin & Simmons, 2001) and staff participation (Bassi & McMurrer, 2007) are examples of usual outcomes.   

Possessing the adequate calibre and right number of decision makers in every tier is one of the crucial challenges, companies are dealing with nowadays. It is a problem which is acknowledged as necessary to the organisation’s viability by CEOs. Hence, it is essential that firms engage, encourage and keep the vital company directors to accomplish the current and future goals for the organisation (Larkin, 2012).      

Senior staff do not feel obliged to work for one firm anymore because they have lost their faith in it due to the restructuring of the company and the use of external contractors. These activities have led to a reduction of both middle and upper tier job roles in companies and this uncertainty has resulted in stress, unstable job security and loss of trust at work (Cappelli, 2008; Hall, 2002). Outsourced recruitment and the will of other organisations to match or increase key leaders’ compensation packages has enabled executive officers to move more readily from one company to another (Zaccaro & Klimoski, 2001). As bigger firms keep contracting more job positions out, opportunities have increased for individuals to utilise knowledge and skills they have acquired (Ruttenberg & Strenger, 2008). Top executives are making use of the labour market and many of them would not ‘step into the same river twice’ even if it were possible (Cappelli, 2002).

Key management personnel can comfortably leave their jobs in the knowledge economy; therefore organisations are required to seek different methods to handle this issue than previously (Cappelli, 1999). Firms have to be able to control a continuous supply of this vital part of the workforce if they wish to reach their organisational goals. It is paramount that senior officers are constantly encouraged and employed beyond their retirement age. It is vital to lessen the impact of the predicted lack of skills by looking for new ways to make the best use of these workers in the long-term (Callahan, Godschalk & Greenhaus, 2010).     

Organisations require top management to be skilled at driving their businesses forward and having a commitment to grow them in a complex economy (Brousseau, Eneroth & Larsson, 1996). Simultaneously, directors have to be skilful at managing their careers in this volatile environment over their lifetime. If there is a link between companies and their bosses, there might be complementary goals but the activities of two sides might result from various ideas about careers (Larkin, 2012).        

Different Theories of Career
Top executives are establishing their career development on individual, environmental and contextual factors. It has been identified that the average key leader will be employed in 5 organisations during his/ her lifetime. A research project carried out by the Bureau of Labour Statistics (2019) discovered that persons born between 1957 to 1964, described as the baby boom, had an average of 12.3 jobs. Due to a higher rate of employment changes, job insecurity has become a key part of everyone’s life. This has an impact on the individuals’ feelings, conducts and opinions (Trevor-Roberts, 2006).

One element which has an impact on the imbalance between companies and directors may be the manner in which each party understands career. The firm’s interpretation continues to use old-fashioned linear models and related Human Resources (HR) methods, for example: succession planning which concentrates on long-term career and progress through systematic career paths. This is in sharp contrast to a newer definition of career and its concepts which puts people at the heart of their career. This means that they are able to make adjustments based on their changing requirements and volatile work environment (Larkin, 2012).   


Career Construct 
A career is understood as an asset of a person instead of that of company or a particular job. It is very common for people to take on a number of job roles and gain individual expertise during their careers (Callahan, Godschalk & Greenhaus, 2010). Careers are a significant factor because they symbolise an individual’s whole existence in the workplace environment and for many they contribute significantly to their standards of living and satisfaction of their needs (Hall, 2002).    

Company Conceptions of Executive Career Management
The organisational hierarchy with long history in the industrial age is a generally accepted model for businesses and their managers (Benko & Anderson, 2010). It provides a perspective of career success concentrated on authority, right to obtain information and compensation which all increase as a person climbs the steps of the career ladder. This method considers the similarities between staff rather than the differences. 

Conventional career models utilise mainly linear, development-oriented schemes which identify career advancement at particular levels of an organisation. It concentrates on the time spent in a job role, the social desirability of job’s title and the amount of authority assigned to the job to measure the person’s organisational control and individual excellence (Buzzanell & Goldzwig, 1991).  
 
Renumeration in the management positions is often concentrated on employees with high potential, connecting their salaries to future promotions instead of regularly compensating great work performance. Unfortunately, this is discouraging for mature and experienced workers who are considered to have reached a plateau (Hall & Richter, 1990). These models are at serious variance with a newer definition of career which concentrates on achievement as explained and understood by the individual person, and is focused on psychological success.     

Levinson, Havighurst, Erikson, Super et al (Kerka, 1992) claim that the linear career model connects with and is backed up by age and stages models of career development. These designs define life as a process of phases connected to particular ages which take place in order. Every age and stage has its personal development functions, patterns of stability and advancement to the next stage which repeats during a lifetime. These models usually consider that people make an ongoing linear career with one occupational type within a couple of companies and without significant interruptions and changes of focus. The move from permanent and conventional careers makes it complicated now to employ relatively inflexible age-based stages to contemporary careers which have featured higher unpredictability and interruption especially in last three decades (Callahan, Godschalk & Greenhaus, 2010). 
    
As mentioned earlier in the past, careers were described as linear, foreseeable and stable. Nowadays, careers are uncertain, ever-changing, contrasting and personal. There is another view which considers both conventional and new career concepts and suggests that whilst much has changed, high proportion of companies still function in a conventional manner (Baruch, 2006). Whilst people have to manage their career more, there is a strongly held view that companies have a lot to manage because individuals still think that success is about their position and degree of authority in the business.       

Organisations have difficulties in keeping their internal executive management employees who have been the least well managed resource in the last twenty years (Chambers, Foulon, Handfield-Jones, Hankin & Michaels, 1998). Firms are struggling to meet their manpower requirements and provide a regular supply of talent to fill vital jobs. The failure to acknowledge the career goals of firms’ senior staff and incompetence in forecasting the talent required for the future have resulted in companies continuously entering the job market to hire new top executives. If their present philosophies of career continue to be used, companies will struggle to keep their leadership capabilities because directors will move on and seek to meet their expectations of career success elsewhere. Many organisations apply a succession planning process with the aim of ensuring that all their segments can provide for the promotion, replacement and recruitment of senior staff over time (Rothwell, 2002).      
 
The 2019 Annual Corporate Director Survey reports that 44% of senior leaders are not pleased with their succession plan (Price Waterhouse Cooper, 2019). They do not focus on this enough either (Charan & Colvin, 2010). Staff keep monitoring the job market and are likely to stop working to obtain further education or enjoy other hobbies which they appreciate. This trend of multi-directional career does not provide companies with much certainty. Organisations must get ready for the likelihood that staff who they envisage as key leaders in the future might change their minds and move on.          

In addition to demands from shareholders and the board of directors, if a company is recruiting right calibre of employees, it must then commit to their development and retention to tackle a deficiency of senior leaders’ level (Byham, Paese & Smith, 2002). Nurturing talent within a company to keep the best calibre of employees is a much cheaper method than recruiting a more costly workforce from the job market (Zaccaro, 2001). Internal successors are vital for business survival; they take advantage of insider knowledge and existing social networks. Nowadays companies are faced with flatter structures, segmentation and decentralisation of a wide range of activities.  

Furthermore, companies have other approaches to development and coordination of executive management as well as succession planning. Different organisations utilise a talent pool scheme to maximise the likelihood of finding the right employee when required. This method tries to develop a number of staff who are skilful enough to become executive managers instead of training a workforce which is suitable for limited particular roles (Byham, Paese & Smith, 2002; Cappelli, 2008; Hall & Karaelvi, 2003). No matter what model is applied by companies, congruence between staff career goals and the firms’ views on jobs is vital to increase the probability of success.    

There are companies which take into account staff choices of career and attempt to meet their priorities and benefits to a potential role in the organisation (Fulmer, 2005). Those businesses concentrate on satisfying the requirements of both the company and employees in succession management. These techniques can match the most suitable individual with the role, but they rely heavily on prior knowledge of director’s career goals. It can also mean that the executive is pleased with his/ her job, but he/ she is not willing to tell his/ her superior who sees him/ her as someone who is only interested in acquiring wealth and status. These considerations might lead to a negative impression which affects future salary (Buzzanell & Goldzwig, 1991; Hall, 1990), shortage of thought-provoking projects or superior’s view of senior leader’s dedication (Smith-Ruig, 2009). 

Some organisations provide employees with career schemes to assist them to identify their career ambitions, keep their skills and knowledge up-to-date and promote employment opportunities in the ever-changing market. Combining career schemes and succession management practices is significant. Career planning assists persons to establish goals and grow themselves, and succession planning provides companies with an opportunity to concentrate on satisfying and developing talent which will be required in the long term (Jackson, Lindholm, Knight & Rothwell, 2005). Schemes bringing together both preparedness and development will get companies ready to fulfil the evolving demands of their business operations. These initiatives will only work well if there is a common purpose between companies and their executives.         

Retaining Top Executives
Even if organisations have internal preparedness, succession planning and career development programs in place, the truth is that key management personnel are still moving on from their companies at an increased rate, which directly affects the firms’ goals. Although a firm should consider both internal and outsourced recruitment to meet their executive leadership requirements (Cappelli, 2008; Collings, 2001), there is a clear movement towards outsourced recruitment versus involvement of internal choices through promotions. As mentioned previously, whatever is done, directors will make their own decisions if they are not provided with internal opportunities or if they are blind to them. Senior officers may move on if their personal preferences are not met.  


Person’s Conceptions of Careers and Career Management
Current career theories, for example: boundaryless (Arthur & Rousseau, 1996) and protean (Hall, 2002) confirm that people will shape their careers based on their own view what success means. These approaches assist people to understand how they can become successful in the ever-evolving environment of a knowledge and market driven economy.     

Nowadays careers must be examined differently due to the decline of conventional careers. Two theories which have developed and become known in business literature are the protean and boundaryless (Briscoe, DeMuth & Hall, 2006). A protean career is focused on the person and is founded on self-determination instead of the career being shaped by the company. As the principle for success is internal, work effort is seen as the pursuit of personal growth (Hall, 2002). Career development is understood as relational approach in which workplace issues and relationships are the main basis for learning. Persons must constantly develop themselves to fulfil demands of a volatile economy. Protean concentrates on the skills and appropriate behaviours which a person must display to become successful in the self-governed workplace environment. It includes meta competencies which are defined as a good understanding of a person’s personality, ability to adjust to current economic demands and a clear sense of direction (Hall, 2002).          

The boundaryless career is not associated with only one company (Arthur & Rousseau, 1996). People can cross organisational boundaries, for example: shift across sectors, departments and other companies instead of only one firm. The boundaryless career relates to the objective movements an individual makes when he/ she crosses organisational boundaries and the protean career concentrates on the person’s subjective view when he/ she encounters the material realities of the boundaryless career (Briscoe, DeMuth & Hall, 2006). The person and the company only stay close together while their direct requirements are being satisfied, enabling a transactional social agreement in both career concepts. In summary, when they are applied together, it seems that a person must have a boundaryless mentality and a protean stance to be successful in the 21st century (Larkin, 2012).   

Components Examined in Career Decisions
Newer concepts concentrate on the person and the complicated issues around career, household and other factors which have an impact on career decisions. Success is identified by the person and his/ her specific view and main principles in life (Larkin, 2012). Maniero and Sullivan (2006) report that individuals make career decisions taking into account the opinions of their families and other factors influencing their lifestyle. This is taking place because people try to accomplish life goals of authenticity, balance and challenge. This is also basis for the kaleidoscope career model introduced by both authors.   

Authenticity represents the need to be genuine; individuals are required to know their own strengths and weaknesses and access and assess the most accurate data when decisions are made. Balance must be found between the person’s personal life and his/ her working life. Challenge includes the need for personal growth and motivation through involvement in complex projects (Maniero & Sullivan, 2006).   

This research indicates that staff are considering present careers to be much more personal; they assess their own success in relation to psychological fulfilment rather than vertical progression. It would make sense for companies to acknowledge the significance of both the subjective and objective factors of career success and the uniqueness of personal interpretation of success. Understanding of the driving forces that lead to dedication in staff will assist managers in planning career development. The kaleidoscope career model could be used for top executives at a plateau level because the same driving forces are important to them, focusing on authenticity, balance and challenge (Larkin, 2012). 

Career Plateau
This theory emerges when either hierarchical or professional advancement finishes. Plateauing is focused on how a person interprets career success (Smith-Ruig, 2009). Careers demonstrate growth in the individual’s employment over the years (Arthur & Rousseau, 1996), even those at the plateau, who are also interested in their career development (Smith-Ruig, 2009).        

The career plateau relates to boundaryless and protean career models in gaining individual self-satisfaction, for example: work-life balance and personal development are more significant than hierarchical progression (Arthur & Rousseau, 1996). Plateauing can certainly affect executive leadership in a company because the pyramid is often limited at the top. Hence, there is restricted vertical progression when a person climbs the career ladder. Top management personnel at the plateau still wish to get involved, keep their skills up-to-date and stay in the job market, even if they are not given or do not want to advance further in the company (Smith-Ruig, 2009). The stress, concerns and misunderstandings surrounding the plateau can have a negative impact on both employees and companies if not carefully dealt with (Larkin, 2012).   

Executive headhunting agencies search for corporate bosses at the plateau. Due to the shortage of leadership talent among organisations and the tendency of companies to recruit senior staff externally, directors can be persuaded to move on very easily. In research which examined 2000 senior officers’ movements negotiated by head-hunters, only 36% were considered for further progression internally. For instance, one of these common movements, was to join a bigger company without progression in the career ladder, carrying out the same work in a different environment (Hamari, 2010). 

Head-hunters may establish mutual relationships with well-qualified applicants through a process of various proposals. High level executives who regularly move on from one company to another are considered as careerists, in other words, they energetically manage their careers. In an ever-changing business environment, it is common that upper management staff work longer than previously and are likely to undergo changes in their careers, which take place more often and are more disruptive nowadays (King, 2001). Career management is vital in order to be ready for and to pass through changes with positive results.    

Career Management Methods and Strategies
Career management is a method by which persons can grow, carry out and follow career aims and plans (Callahan, Greenspan & Godschalk, 2010). Members of staff normally take charge of their conduct and activities when considering their career advancement or career change (King, 2003). Career management considers both employment and personal connections which people establish for their career and mental well-being (Kram & Murphy, 2010). Persons can get involved in career search and seek advancement in their current jobs (Kaye, 1985). Participation in career management strategies includes schooling, obtaining feedback, mentoring and other staff’s services and support initiatives. 

With a focus on successfully managing someone’s career, key leaders have to get involved in a series of actions through which they: 1) collect important data about themselves and the workplace environment; 2) create a list of their skills, leisure activities, beliefs and chosen lifestyles in addition to different job roles and companies; 3) pursue achievable career goals dependent on this data; 4) design and employ a strategy to accomplish these goals and 5) receive feedback on the effectiveness of this strategy and also the importance of their goals (Callahan, Godschalk & Greenhaus, 2010).  
   
Judgements are not formed on a logical basis every time, particularly because senior staff are affected by their personal schedules, competing interests and other unknown reasons. Individuals have to guide themselves through this framework by employing ‘influencing, positioning and boundary behaviours as strategies’ in the achievement of their career goals (King, 2001: 70). These behaviours include building relationships with the right people or acquiring skills and expertise to accomplish intended goals. Furthermore, it is paramount to create a supportive network to gain advantages, for example: career assistance, recommendation and cooperation. Career management strategies also try to influence the decisions of key personnel in relation to expected outcomes. The last influencing behaviour might involve boundary management by which individuals deal with the important boundaries among their different life domains, for example: family, employment and leisure interests. All three, positioning, influencing and boundary behaviours, boost career self-management (King, 2003). These behaviours maximise the likelihood of achieving hoped for results and of executive management making positive decisions due to the growth of social capital and employment opportunities. 
 
The ‘work (internal) and non-work (external) developers’ can provide different ways of assistance, in other words, they have different impacts on career success for a person. These developers can be in the individual’s work and his/ her private social domains. Internal developers provide mentoring support, sponsorship or guardianship which external developers cannot offer. On the other hand, external developers provide more comprehensive assistance than internal developers. Basically, external developers are actively connected with person’s career and life satisfaction while internal developers are actively linked with remuneration rate and career satisfaction (Kram & Murphy, 2010: 640).  

Employees should prepare and participate in career management both internally and externally in their companies (Conway, Davey, Guest & Sturges, 2002). It is recommended to think about what is internally accessible in the company and to check what is desirable to a potential employer. Considering career management as a wider concept, including internal and external views regarding all components of career management, will provide stronger strategies and beneficial career outcomes (Larkin, 2012). 

Company Director and Firm’s Views
As directors participate in strategies to manage their careers, firms get involved in strategies to manage their skilled workforce. It is hoped that they meet halfway where they both can accomplish their goals. Regrettably, this does not seem to happen. When executives were questioned to examine business processes in a 2011 research of worldwide leadership trends, their responses were not very positive. This research concentrated on 4 talent management processes and involved 2600 companies, 1897 Human Resources (HR) specialists and 12423 senior staff across 74 states. The activities which were evaluated in this research were formed by companies to assist top management to work more effectively, receive adequate training with the right skill set and be positioned into vital job roles. The issue of leadership choice was rated the lowest by leaders, with only 31% of HR specialists and executives considering this as effective. Succession planning was seen as the worst by HR specialists, with just 22% considering the process as useful, whereas 33% of directors answered that it was suitable. On the other hand, development schemes for key management personnel were viewed positively by 33% of HR experts and 44% of executives (Boatman & Wellins, 2011).   

This research demonstrates that current career management processes are not effective. When both HR professionals and directors admit that these activities and routines are not functioning, there is a question why they are still in place. A full understanding of what is significant to leaders regarding their careers is vital to make certain that career management processes lead to the necessary source of corporate executives (Larkin, 2012).

In spite of the importance of key leaders, the literature review shows a very limited amount of research which examines the real views and ideas of directors in reference to the current position of their careers, the strategies they are using to manage them, and their expectations from companies. Scholars and academics have stated that there is a requirement to seek how many individuals really have or desire to have boundaryless or protean careers (Baruch, 2006); and to examine the views and concerns of high-level officials in more depth and how they understand their job and what part the company plays in this (Smith-Ruig, 2009). A clearer understanding of what they are actually feeling and looking for in their careers is paramount, particularly when company’s future is based on its capability to engage and keep the right calibre of executives and simultaneously a requirement for them to be able to last and prosper in the constantly evolving workplace. 

The Impact of Brexit & Covid-19 on Employment and Recruitment 
Experience from previous economic downturns indicates that the ‘slash and burn’ management strategy is common when adversities are faced. During this period, there is the risk that many organisations are likely employ a ‘labour by the hour’ approach and therefore the ‘gig economy’ will expand. Basically, companies will closely look at ways of reducing their costs and maximising their profits. Regarding the Brexit situation, this might cause the relocation of the work because companies constantly strive to streamline their supply chains so as to lower ‘border controls and tariffs’. At this stage, the potential scope of this phenomenon is unknown, but it is very likely that some UK businesses which are foreign owned might move their whole operations abroad. Additionally, it is argued that the experience of working from home during the Covid-19 lockdowns will further stimulate ‘digitalisation of the economy’ and the shipment of ‘goods and services’. A fundamental ‘medium-term impact’ of Covid-19 and Brexit will be a greater unwillingness by organisations to provide long-term jobs and learning investments (Keep, 2020: 1-3).           

The Covid-19 pandemic has affected the global economy and while they have been some good government schemes implemented, for example the Coronavirus Job Retention Scheme costing the UK economy £42bn, the recent data has demonstrated the sharpest decrease in the recruitment sector since the world economic crisis in 2008. In March 2020, there was the highest number of unemployment benefits claimed with a 910% increase and a total increase in rates of unemployment forecast from 3.8% in 1st quarter of 2020 to 10% in 2nd quarter of 2020; this figure was last recorded in 1993. Due to this trend, the recruitment sector will be crucial in boosting UK employment and assisting businesses to adapt to the new ways of hiring ranging from the selection by video interviewing and virtual meeting software to adopting ‘flexible and remote workforces’ (South, 2020: 2).  
From a stress point of view, Covid-19 is very serious because it has lasted for too long. The UK businesses have already been coping with the extended uncertainty over Brexit, the stress levels are greatly exceeding the average now. The only thing which is positive about this pandemic is that it has really been a united experience worldwide. Company directors have the good reason to reveal their personal stress levels now and they can begin asking their staff about how they are feeling. It is recommended that they learn right approaches, broaden skills and inspire their workforce. Hence, it is paramount to gain the advantage of handling stress because this has a major impact on their proficiency to speak and cooperate well with their employees (Feeley, 2020).      

The Subject of This Research
This research will indicate directors’ level of satisfaction in the ever-evolving workplace environment, whether they show independence in career management or are reliant on a firm managing their career and controlling the process. In addition, it will emphasize obstacles to cooperation between top management and their firms, for example: potential distrust, misunderstandings or inability to communicate honestly and reveal ideas and strategies on both sides (Larkin, 2012).   

Chapter 3: Methods
This chapter examines the methods which were used for this research.

Qualitative Methodology
A qualitative methodology was utilised to conduct the research. This technique provides a very individualised and well detailed examination of how company directors are considering their careers, how they are creating them and their perspectives of organisational support and its efficiency. The views of participants related to their expertise, desires, feelings, ideas and wishes are at the centre of this research. Understanding the importance of their background and situations and how they explain these is an aim of qualitative study (Maxwell, 2013; Larkin, 2012).  

Another advantage of qualitative study is the possibility of using a small sample of participants which within reason retains the individuality of the circumstances in addition to cross case analysis. This study was carried out across 5 organisations and engaged 30 participants. A qualitative technique and the small sample size of this research takes into account participants’ working environment and the impact this has on their feelings, conduct and activities; this is something to be analysed further (Maxwell, 2013). This framework includes various factors, for example: individual and environmental (Larkin, 2012).   

A main advantage of qualitative study is the ability to utilise ‘purposeful sampling’ and choose a number of cases for further examination. These ‘information-rich cases’ permitted me to get involved in the important critical issues for this research (Patton, 2002: 13). Purposeful sampling allowed me to choose contexts and groups of people deliberately and  to concentrate on those companies and select the variety of directors who were suitable for this research. This research strives to understand the talent management processes and values of the organisations in which directors are employed. These processes which businesses put forward to their executives, and the views they hold regarding directors’ career management guidelines will need to be understood and examined (Larkin, 2012).

This study will examine views and feelings; the best way to gather this data was through semi-structured interviews. This enabled me to ask each participant pre-planned questions in an organised and suitable manner and provided me with an opportunity to side-track if necessary (Patton, 2015). This method was crucial when I talked to company directors from various backgrounds and needed to change my language to use terms they could understand, and in addition I was able to go beyond the responses to my set questions. I then spoke to them from their points of view and was open to what would come up from interviews (Berg, 2009). This research is highly organised and flexible because qualitative study is a continuous process which involves switching among various elements, for example: a) design; b) examining the consequences of aims, theories, research questions and c) risks to validity (Maxwell, 2013). This interactive system gave me the advantage of using a structure but also provided me with flexibility to accomplish relevant and intended research outcomes (Larkin, 2012).  

Selection of Participants
This study focuses on 30 directors across 5 firms. Executives who were only within one or two ranks of a direct report to the Chief Executive Officer (CEO) were selected for this research. Senior staff with preferably a minimum of 2 years experience in their own companies were picked out. This made certain that they had enough time to adapt into their companies and deepen an understanding of company’s operations (Larkin, 2012). As stated by Capitano (2005), the assimilation process of top managers takes between 1 to 1.5 years with different stages which directors come through. In addition, during this period, top executives would have been offered the opportunity to be put forward for consideration in the firm’s succession planning process and other career advancement initiatives.   

The mixture of participants targeted for this research was preferably an equal sample of gender. This would permit for gender diversification within the sample. A selection of various senior statuses was also targeted to make certain that within the sample a broad range of service levels would be studied. I had an interview with the person selected by the senior HR manager who oversaw recruitment processes of their company. This person was also in charge of succession planning strategies and associated processes for his/ her own companies in all 5 cases (Larkin, 2012).    

Selection of Firms
The selection of firms was purposeful. My goal was to understand company directors’ careers within the settings of their companies. It was significant that firms were big enough in turnover and number of staff to require them to design career management strategies to meet talent demand in the future. This sample diversity was supposed to offer a choice of HR practices and wide sample of key leaders (Larkin, 2012).     

Technique for Gaining Firms and Participants
I selected organisations which met the standards of the research. My first conversations, mainly through email correspondence, explained my personal aim to obtain the MBA in General Management degree and the requirement of a research project to be completed as a part of this qualification. I also stated the purpose of my research, provided a summary of my criteria and time scale together with potential advantages of this research project in the future. During the initial conversations with companies, I obtained approval of my dissertation proposal including the data collection instruments to be utilised (Appendices B, C & D) and the informed consent form (Appendix A) to be given to every participant (Larkin, 2012).        
As soon as organisations stated that they were willing to participate in my research, I gave them an electronic version of the informed consent form which I would be emailing to each company director. This form described the protocol for the research. These efforts led to 5 organisations confirming their agreement to get involved. I scheduled a telephone call with every participant to talk about the required criteria for the senior staff that I was looking for in the research. We talked about what would be considered as a top manager inside their companies dependent on their organisational structure and the responsibilities of executive directors. We reached agreement on the method they would utilise to invite senior officers for the research and the manner in which I would approach them to organise interviews. Lastly, we talked about the most convenient way of communication, (for example: via video conference call or face to face meeting) that their participants would be happy with or might be feasible for the interview process. There was not any type of incentive to participate and company directors were not forced to take part in this research (Larkin, 2012).        

Due to the different locations of corporate executives in the UK and the shortage of interviews to take place at the same location, 26 meetings were organised via video conference calls using Skype and WhatsApp applications and 4 were completed via face-to-face meetings at the workplace of one of the participating organisations. These meetings were scheduled via MS Outlook calendar. In order to ensure that none of these meetings would be missed, I sent another email to every director and reminded them the date, time and location in advance. I also mentioned to them to read through the informed consent form. All meetings were attended and numerous senior staff provided a positive feedback on their participation (Larkin, 2012).           

Study Locations and Participant Features
All research participants were provided with the privacy and confidentiality statement and were told that no information including the organisation’s name and locality would be disclosed. The organisations vary in age and number of staff with 3 firms over 30 years old and 2 firms over 15 years old. The number of staff is more than 1000 for every organisation. All 5 companies operate in the private security industry. The turnover for 2019 varied from £10 to £25 million. In 3 of the 5 organisations there was a replacement of Chief Executive Officer (CEO) recorded in 2018 and in the other 2 companies the CEO has worked there for over 3 years. This is very important piece of information to mention because when CEOs or other executive managers leave, companies might then struggle and be disrupted (Charan & Colvin, 2010).  
  
Data of Participants
Participants varied in age from 35 to 55 years with an average of 43 years. There were 21 men and 9 women in the sample. The mean figure for work experience of participants was 15 years, with a mode 16 years and median 19 years.  Only 3 participants had obtained a bachelor’s degree, 9 a master’s degree and 1 a doctorate degree. The rest of the participants, 17 in total, did not have any academic qualifications. The average years of service with their companies was 6 with a range from 2 to 12 years and the time in their current position varied from 2 to 5 years (Larkin, 2012).  

In the sample of 30 senior officers, the job descriptions were reported as executive directors, general and operations managers. Their accountabilities can be explained as running organisations in the UK. The majority of them were responsible for a broad spectrum of jobs and high numbers of staff. The decision makers that participated in this research, were able to influence the path of their companies, introduce innovations and affect their revenues and net income (Larkin, 2012). 

Data Collection 
Every interview was digitally recorded. It is essential to reduce researcher bias in order to remain objective (Patton, 2002). During my research, I was writing memos on observations, feelings and ideas. Memos provide good self-examination and they are priceless throughout the study (Maxwell, 2013). I created and used a semi-structured interview template and scheduled 30-45 minutes for every interview (Berg, 2009). I initially analysed the interview questions with my dissertation supervisor before actually interviewing company directors. This enabled me to assess these questions for mutual understanding and adjust them if required (Larkin, 2012).           

Employment background including straightforward demographic data was obtained utilising the email correspondence with individual company directors before their interviews. Furthermore, I utilized this information to a) verify their present job position; b) confirm their submission and c) make certain that the data is correct. Confirmation of this data enabled me to build a good relationship with every participant, and in addition was a good way to link with him/ her (Larkin, 2012).   

Interviews started with a confirmation of every participant’s job position and how long he/ she had worked for a company. The second part of the interviewing process examined where each participant visualized himself/ herself in his/ her current career and career development in his/ her company. Understanding the components which mattered to executives when they considered their careers, for example: monetary, their own advancement etc., was significant to describe in this research and an allocated time was invested in examining this section as they answered the research questions. The third part aimed to understand how participants were pursuing their careers; this included individuals with whom they discussed their judgments and activities and how directors foresaw or envisaged their future success in their businesses. Lastly, understanding their employers’ requirements and whether they were getting their support, was another part of the interview. In order to be certain that I obtain all their ideas during interviews, I finally asked an open-ended question requesting any additional points which they would like to make. Furthermore, I asked the age of every director because this is significant in detailing the biography of participants and for utilisation during data analysis. I was able to create an organisation chart of every business and obtain an understanding of their company structures. The organisational charts enabled me to verify the degree of leadership which was included within my participant’s portfolio and describe the director’s job position in more detail (Larkin, 2012).

Human Resources Interviews for Firm’s View
These interviews permitted me to understand every organisation’s succession planning and other career management processes, for example: career strategies, performance management, training schemes and specific development programs for high-level management. This approach also assisted me to see how sophisticated every organisation was in its HR strategy and whether the company was going through restructuring, important executive staff change or other elements which might have affected the potential security of senior officers roles or their feelings (Larkin, 2012).

Additional key points were to 1) examine what every organisation’s philosophy was regarding the career management; 2) discuss the firm’s view on what elements they thought were significant to executives in their current roles; 3) seek the organisation’s  opinions on how key leaders were managing their careers ; 4) discover what organisations thought decision makers desired from them in relation to career support and how well this was provided and 5) discover what organisations thought they were delivering to directors and what senior staff recognised that companies were providing. Understanding of the obstacles which organisations came across when working with top managers was also significant. All information collected from the firm’s view would be necessary in analysis (Larkin, 2012). 

Methods of Analysis
A methodical, comprehensive analysis and interpretation of the data was required for the purpose of determining designs, themes and biases as soon as transcripts were examined (Berg, 2009). This process started with coding the data and exploring feasible themes for analysis. The first coding structure was quite basic to obtain descriptive segments from the interview transcripts. It took into consideration my theoretical framework and research questions. The codes for the directors’ transcripts included career management components, such as: their understanding of their organisation, existing circumstances, networks and present job position. The codes for the organisations’ transcripts included observations of career management components, such as: present status, business’s position, strategies and networks (Larkin, 2012).  

In order to support the analysis process, the Atlas.ti (qualitative data analysis software) was utilised. This application assisted in suppling a data structure for my research which was within the application’s ‘hermeneutic unit (HU)’. Primary sources, for example: ‘interview transcriptions, field notes, memos’ etc., were structured within the hermeneutic unit. This programme helped me to understand the interview data by looking for key words and enabling me to carry out ‘comparative analysis across cases’ and ‘hypothesis testing’. I then performed a comparative analysis which included ‘filtering data by categories’, such as: age, years of service in a job etc. ‘Coded quotations’ were examined and classified into general newly formed themes which fed my preparation to write ‘analytic memos’ (Larkin, 2012: 52-53).               

The process of analytic memos included one to two-page notes which began to verify my hypothesis and examine grounds to back up all my statements. Themes were examined for compatibility in greater detail by comparing positive and negative associations between different parts. In order to perform this, I created data displays which assisted me to classify data, come to conclusions and understand what is occurring. The research questions were presented to the data and then examined for evidence against them. Close attention was given to a reflection of the personal statements of every director against themes to ensure that there was a balance between executives’ own circumstances and themes of the research. The analyses of the organisations were compared for sameness and dissimilarities with one another. Differences in processes and total of what an organization provided could possibly be significant to the findings. Therefore, all processes and feelings from interviews from companies’ heads of Human Resource departments were compared against those of the executives from that organisation to understand compatibility and differences (Larkin, 2012).    

Ethical Considerations
There are two ethical considerations in my research, firstly, it was anticipated that directors would reveal data which was personal and private to them. They talked about topics which may not be a part of normal discussion with other people or they simply do not wish their employer to be aware of their opinions about them. Hence, it was imperative that their data was kept private. Organisations were asked to reveal their modus operandi which could influence executives and colour their views about directors’ career management. For this reason, assurance of confidentiality was also significant for companies which participated in this research (Larkin, 2012).

Secondly, regarding the choice of organisations, it was important that I did not utilise my present company as one of the cases for this research or interview some directors I have been involved with previously. In my present job position as an Operations & Compliance Manager, I evaluate the ability of current leadership and I act as the connection for succession planning with our Managing Director. It would not be fair for me to ask or anticipate information from my colleagues or speak for my present company because of the risk of personal bias (Larkin, 2012).


Validity Threats and Mitigation Strategies
There were 3 validity threats determined which could possibly affect this research. Firstly, it is recorded in the literature that purity of methods can be affected with only one researcher accountable for the study (Patton, 2002). On the other hand, there are also issues when several researchers are engaging in qualitative research regarding the difference of interview procedure, coding and bias. I believed that this prior knowledge about potential issues for a single researcher would help me in questioning my beliefs and findings about what would become known from the research.  Secondly, the validity threat is dependent on the researcher. I am also a company director, I have worked with numerous managers in relation to their careers and with companies formulating, implementing and assessing career management processes. I considered that I could adequately deal with this problem and pay close attention to conducting interviews with company directors in such a way that I would only gather information rather than providing them with any advice. I thought that I possessed the right experience and I was trustworthy in seeking all answers to my questions during the interviews and when I talked to HR participants at the same level as me in the organisational chart. Thirdly, the validity threat originates in something which might not be revealed in interviews. Key management personnel are individuals with high authority and this research concentrated on topics which they may not normally discuss with others. There was a significant question about what they were prepared or would not be prepared to say to me. In order to mitigate this problem, I focused on what I did not hear when I asked a particular question. I implemented this approach using the deep questioning and validation techniques (Larkin, 2012).
   
Organisations may also describe their processes in an over-ambitious rather than true manner. When I was interviewing, some participants might have believed the requirement to match their personal opinions, principles and feelings with what they thought the organisation might have needed them to state. The three threats to validity mentioned earlier were significant for my research in order to ensure that this study would be useful and provide a precise description of executive career management. It was believed that the mitigation strategies used would reduce validity threats to the highest degree feasible for this research (Larkin, 2012).

Limitations of the Study
The findings may not be relevant to all executives, but it provides a significant overview into directors’ careers across companies. Another limitation was the degree to which data could be compared across every organisation and personal dissimilarities within the organisations in question. This limitation was a consequence of the requirement for privacy to ensure that both the organisation and director participants’ names remained anonymous. A last organisational limitation was that there were 5 company interviews in total. Although the interviews were conducted with individuals that had comprehensive understanding, were in charge of executive career development and were selected to speak on behalf of the company, the research was limited to only those 5 views (Larkin, 2012).    
Chapter 4: What Company Directors Search for in Their Careers
All directors are different, they have experienced any ups and downs in their lives. They focus on identifying their skills more than they did in the past. ‘It is a mix of maturity, experience and self-awareness’ (21.16). This study identified that feelings of senior staff about their ability to achieve what they are seeking in their companies affected their enjoyment and wish to remain in these firms (Larkin, 2012).  

Factors Significant to Company Directors
Directors searched for a mixture of 5 factors as significant drivers for their careers including:  1) learning and personal development; 2) long-term job security and competitiveness; 3) legacy and impact; 4) verification of knowledge and skills and 5) career and healthy life (Larkin, 2012). 
 
Learning and Personal Development
Learning and personal development was the most important factor for directors. All key leaders wanted to participate in work which allowed them to utilise their skills in new and various ways. They needed fascinating jobs which inspired and encouraged them. They sought to build on their expertise and background, which they highly regarded, and tested themselves through new implementations of their skills (Larkin, 2012).     

‘A recruiter who called me was trying to offer me a job, although I already had some doubts about this organisation. I said to the recruiter that there is no reason for me to move on because I am currently performing the same job. Yes, there may be a better salary; however the volume of work is much lower than what I do. Therefore, how am I going to develop myself? I will end up doing the same job repeatedly’ (24.51). Many key personnel desired to keep abreast of developments and move things forward. There was nobody prepared to take a job which might come to a standstill. Because of the worry of not having enough choices left inside their organisations, top managers promptly transferred their attention to external opportunities instead (Larkin, 2012).    

Enthusiasm and Important Elements of Learning and Development
Company directors believed that work is a significant part of their lives and they needed this to be something they came to with enthusiasm and desire daily. They sought to have affection for their culture, business and brand. ‘I look for a place where I am enthusiastic about the work’ (22.28). This depends on the natural way senior officers manage companies with consistency and effect (Larkin, 2012). ‘I am very devoted to our brand and company. I have chosen to remain here because I have worked several years outside this sector before, but I consider this position so fulfilling and enjoyable. It is important to me to go the extra mile in the company where I work every day’ (18.42).    

Organisational culture was crucially significant to senior officers because they sought to be happy about the work environment in close association with their principles and requirements. They would not accept positions where there was not enough consistency with their enthusiasm and ethics. They desired to be proud of their workplaces and to believe in their organisations’ good name and image. High-level executives searched for the most suitable workplace to appreciate their work, learn, develop and be satisfied. Culture was significant to them because they identified how they sought to fit and enjoy their lives outside employment (Larkin, 2012).   

Company Directors’ Challenges Within Learning and Development
Directors were aware of some difficulties they encountered to accomplish their learning and development goals, including their prospects of a new role every 2 to 5 years and review of their career path. These problems had an impact on their companies because it posed a risk for employee retention if not solved (Larkin, 2012). ‘I am coming close to 5 years now and I have never stayed in one job for more than 4 years. This is a decent and enjoyable role in which I can grow but it will eventually become a routine over time’ (27.36).       

Top management realised that climbing on the top of the hierarchy is difficult and they only had several choices left. Hence, if they were seeking to move up and felt that the higher position was not accessible at the time they desired, they were driven by a new impulse to move on. Key leaders examined their wish to move up along with other preferences in their lives, such as their work-life balance. Not all senior officers could move up in the hierarchy or knew for sure if they still wanted it. It was quite difficult for some directors to deal with this because they stated that they were nervous. This was particularly complicated when they were nominated to move up in the hierarchy by their bosses, but were worried that the exposure of not being interested in a role would be a career killer. They felt that it was inappropriate to reveal the unwillingness to climb on the corporate ladder. Hence, senior staff expressed interest in jobs regardless of whether they really wanted them (Larkin, 2012). 

Long-Term Job Security and Competitiveness
Another key aspect for directors was the accomplishment of long-term job security and competitiveness. They examined: a) feasibility of the job; b) effectiveness of the workforce; c) boss and their likelihood of success in the role. It was significant for senior officers to maximise the likelihood of success in the job they wanted. The last point for job security and competitiveness was the workforce they would be cooperating with. ‘It is paramount for me to choose the right job and team I would be collaborating with to ensure that we are on the correct path to succeed’ (16.54). Key leaders needed to invest in a right workforce to be successful. They were not prepared to give up what was significant to them and to take chances which left them exposed after completing a project. Executive officers carefully decided what step to take with the close eye on the future (Larkin, 2012).    
Legacy and Impact
The third aspect significant to company directors was legacy and impact. They desired to make a high impact on the company in which they had been employed. This was understood by high-level management as having a job which was vital to the organisation and provided important opportunities for their personal development, including a decent salary package, good team and training. ‘I assist, develop and manage the workforce instead of naturally looking for more lucrative job opportunities elsewhere’ (13.71). For senior staff members who were seeking to move forward in the company, working in a vital job tested their expertise and promoted education and growth. For those who aspired to more senior jobs, it was preferable to select prominent positions in which there were good opportunities to develop a company rapidly rather than gradually. ‘I want to join a business which I can move forward and have an impact on. I want to create and leave behind something greater, more valuable and faster moving than before I came here’ (10.68). Having the competent individuals in correct positions is necessary for success (Collins, 2001; Larkin, 2012).   

Verification of Knowledge and Skills
Another element significant to senior staff was the recognition for their expertise and experience they had. When they were appreciated, this affected their happiness and feeling of being a part of a company (Larkin, 2012). ‘The main drive for me in a role is that I want my ideas to be listened to, supported and shared. This is essential for me besides status and salary’ (7.82).     

Career and Healthy Life
Work-life balance was the priority for almost all directors. Family was a significant concern for everyone and affected their career choices. Senior staff wanted to have space for their families outside of work. They looked at ways how to complete tasks effectively and how to organise their working week together with additional activities (Larkin, 2012). ‘Yes, it becomes far more private for me. My kids are adults who are studying at university now. This allows me to consider career opportunities elsewhere which I have not been able to do for more than a decade’ (16.34).          

Balance of Work and Leisure Activities
The significance of flexible working together with work-life balance was appreciated and discussed by directors. ‘From my perspective, there are both work and private aspects which are constantly interconnected. I am enthusiastic about my job, but I am not willing to relocate to a place where I am unable to enjoy activities away from work’ (5.64). High level officials believed their families and other commitments significant to them must not be jeopardised (Larkin, 2012).     



The Importance of Money and Status
Corporate executives did not make decisions solely on income because this was not the main driver for them in organisations. ‘If I do the job well, the money will come in. I have never decided to accept a job based only on salary. I cannot hide the enthusiasm aspect which exceeds the money aspect for me’ (9.56). Some directors also stated that their status was not a driving force anymore. Clearly, they were pleased with their title which provided a high degree of consistency with their ambitions (Larkin, 2012).        

Organisations’ View on What Company Directors Seek
Companies made decisions about directors dependent on what they experienced through their external and internal hiring practices. Firms recognised some factors that were significant to corporate executives, but a high number of these factors were overlooked, misunderstood, or not acknowledged adequately as a tendency among their group of key leaders. The features which were identified were basic, and the details of what senior officers were seeking was completely missed. ‘I believe that many individuals get settled later in their jobs and hold themselves back, whereas I still remain passionate and drive myself forward’ (14.21). One of the companies which employed external recruits realised that advancement, development and diligent selection of jobs was significant to newcomers (Larkin, 2012).    

Culture and Beliefs
Organisations realised that culture and beliefs were significant to directors. ‘When I recruit new senior staff, I often find that as they become more mature, they are more selective about cultures within businesses’ (29.37). Organisations identified that they were being questioned about learning and development aspects and also stated that this is significant for their internal high-level managers. Furthermore, companies recognised that not all senior officers sought to climb the corporate ladder and that their development could be formed while doing the job. However, there were still corporate bosses who would not reveal to their companies that they did not desire to grow through being promoted (Larkin, 2012).   

When directors talked about culture, they felt enthusiastic about the potential changes being implemented in their organisations. This was particularly the case when it included an execution of a new strategy which triggered a chance for major innovation and outside marketability. Companies realised the impact of culture and necessary behavioural changes from their key management personnel for two reasons. Firstly, top executives reported that they would move on from their companies if they believed the culture and philosophy were not helpful to them. A second concern is based on key leaders’ failure to acknowledge behavioural changes which would be necessary to alter the culture from its current condition towards the expectations of the bosses of senior officers. This indicates that intended changes were not rooted in the company culture. Unless new behaviours are set down in social forms and common principles, they will disappear once the forces for change are withdrawn (Kotter, 2008).  

Duration of Employment
Another significant aspect to directors was duration of time spent in their roles. There should be a connection between companies and high-level officials related to their fundamental principles and expectations in this respect. Every company in this study has performance management processes in which aims are set out and mutually agreed by key leaders and their superiors (Larkin, 2012).

Mobility of Company Directors
‘We need more mobile senior staff who can be moved around. Mobility is a general issue. We have individuals who state that they are willing to relocate but when it happens, they will not do it’ (4.51). The difficulty for directors who were not mobile was how they would find potential positions which provided them with steady growth, development and competitiveness. They wondered if they would wish to remain with their companies long-term if they did not have enough other choices. Senior staff were not willing to reveal their weaknesses due to their concern that the organisation might not look on them as useful anymore. They believed that if they were completely honest about their personal circumstances, this would be a career killer. It is vital to understand why there is a fear of full exposure if organisations want to appreciate choices their executive managers may make. Complete openness on the side of senior officers will result in greater precision in recruitment endeavours. If these directors are major assets to their companies, it would be good, if they were open with the company and took up opportunities there rather than moving on. It may also be that many executives are not prepared to relocate and this is a business fact. If this is the reality, then companies will be forced to find solutions to deal with this matter (Larkin, 2012).  

Chapter 5: Company Directors’ Career Management Strategies
Company directors recognised that they did not watch their careers as attentively as they should. They did not have a clear strategy in place at the beginning of their career and trajectory of life, rather it has been a natural development. ‘In fact, my career until now has been dictated more by circumstances’ (23.42). Key leaders believed that they needed to manage their careers more carefully and be more accountable for them than ever before. They also identified that they expected some assistance from their organisations. The expression ‘career management’ was not well understood, and they were not fully aware of the process related to this (Larkin, 2012). 

Top executives participated in both internal and external career management strategies to stay marketable and become successful. Internally, senior staff maintained their status and attracted sponsors, obtained business information and formed networks. Externally, key management personnel oversaw a constantly growing network of former co-workers, superiors, advisers, headhunters, friends and relatives. The reason for establishing good social capital both internally and externally is because this is a manner to react to the ever-evolving environment (Baker, 2000). Most senior officers were employing career management strategies which reacted to a fast-paced world of work. This chapter examines company directors’ internal and external career management strategies in depth (Larkin, 2012).     

Internal Career Management Strategies
Performance
Performance was a main strategy which directors employed to manage their careers. There was the strong drive and high expectation of themselves that they needed to work well in their current jobs. They felt that they would only be promoted if they could get results and get things done in the company. ‘You are not able to discuss career unless you show what you are doing now, basically that you are efficient, skilful and effective. Therefore, this is the most important for me’ (12.62). While corporate executives concentrated on performance, they remained informed about what was occurring in the company with the aim of determining where they could take the lead in the future. Without a doubt, performance was a fundamental strategy for career management (Larkin, 2012).     

Support Systems for Performance
External support assisted to offer technical knowledge or different opinions on problems which directors encountered in their new job. Regarding the internal support for performance, a number of senior staff interacted with others to evaluate how they were doing and to figure out if they needed to change. Indirect reporting was used as a tool to discuss and test new ideas for performance in a new job. There did not seem to be a connection between the support systems which were implemented by decision makers for performance and the absence of support from their immediate superiors. It was rather about the individual style of top management and their expertise in broadening support for performance. With performance acting as a reference for executives, it was acknowledged that performance on its own might not take them where they wanted to get (Larkin, 2012).   

Internal Networking
Company directors connected with individuals who would shape their next shift by showing their skills to interested parties or participating in talks. ‘If I work well and get results for this individual on this assignment than I will get support from him or her. Therefore, it is straightforward in that respect. The network is mainly in the form of assistance in my job, demonstrating my skills’ (8.33). Formation of coalitions is a significant factor in new roles. It requires strengthening current resources of support whilst building relationships with contacts who will assist executive officers to become successful in new roles and in addition will provide them with support for future shifts. Obtaining feedback from other individuals provides comprehensive knowledge which assists key leaders to be proactive and take actions (Watkins, 2003). 

Most directors employed this strategy to expand their specific spheres where they could play their part in the future. In this way, they could stay viable within their companies and develop with those changing requirements of their organisations which were connected to their domains of involvement and expertise. In certain instances, these proactive career management conducts emerged from the belief that the organisation was not competent at proactively determining future roles; this fact was driving senior staff to manage their own careers. Whilst not everyone participated strongly in networking, behaviour positioning or reputation management, they believed that these behaviours provided a benefit. On the other hand, decision makers acknowledged that it was hard to depend just on performance in bigger companies, and it was important to be associated with what was occurring via internal networks, by willingly participating in assignments which appeared to be promising for the future and by continuing to be committed to changes in strategy and its emphasis (Larkin, 2012). 

General Management Position as a Choice
General management was a way which initiated additional choices for key leaders who had strong and wide useful experience. In all instances, senior staff considered whether their organisation would offer a general management role for them. Grounds for this question were: 1) the size of the existing organisation and whether opportunities might be available and 2) real desire of the business to promote them into this position. When they felt that their ambitions would not be met by their employer, they looked at external choices (Larkin, 2012).  



Previous Employers
Senior staff stated that they had talked with their superiors about their career aspirations and what was significant to them. Without adequate systems and processes to identify performance and encourage movement of right calibre of personnel, networks become crucial because they are unofficial methods used for career advancement. Key leaders sought meritocracy in which everyone can be acknowledged and promoted in relation to their capabilities and achievements. Some of them were contacted about potential projects, were given new roles or felt negatively about their companies when they noticed that others were overlooked. Positioning behaviour was a question of survival for top management in companies with unofficial or no set processes to have a greater possibility of staying marketable. Achieving career results relies on choices made by a few persons who manage companies’ operations in relation to different competing interests, personal agendas and political power. Proactive career self-management is significant to increase the probability of desired career results and it is linked with the individual’s view about career ownership (King, 2003).    

Top Management Support
Bosses are a key component of a company and they influenced heads of departments’ feelings about their organisation’s support. Bosses not only had an important relationship with them in terms of discussing existing career choices, but the best bosses also shaped the careers of senior staff when they changed jobs (Larkin, 2012).

Peer Groups
Peers act as a widespread network with a variety of information and they have an impact on career management. Peers obtained a wider perspective on what was occurring in the company. The decision to utilise peers as support beyond obtaining information important to an organisation’s market was a question of personal choice and trust. In certain instances, talks were concentrated on growth of their direct reports instead of their self-development. ‘I have two good colleagues. We have been working jointly on various projects and we have formed a mutual relationship which was greater than a workplace relationship. We have a strong connection in employment, I have faith in them, and they listen to me all the time’ (25.61). By employing peer knowledge directors reviewed how they might connect with significant work opportunities or obtain better understanding of where the investment by their organisation might be lower in the future (Larkin, 2012).   

HR Department
Some corporate bosses stated that the Human Resources (HR) department offered them good advice. From my experience, the reason why a communication with HR would be reserved is that they could very likely have an impact on deployment of senior officers or reveal discussions with other executives at a higher corporate level. Therefore, there has to be a huge degree of trust when completely revealing real feelings and intentions to the HR department (Larkin, 2012). 

External Career Management Strategies
Numerous directors disagreed that external networks (social networking) must be extensive. Due to their active lifestyles, many of them only had a handful of individuals who they could connect with regularly. External networks were utilised mainly for 1) making the right career choices and 2) connecting to the external marketplace. The majority of top executives did not maintain a database of people and did not get involved in continuous and meaningful conversations about their careers with them. ‘I closely connect with fewer persons than someone who has many colleagues’ (26.74). Close relatives were often viewed by decision makers as the foundation for their external career options (Larkin, 2012). 

Family Support
Relatives assisted in examining future job roles which directors were thinking about, in respect of various elements significant to them. Frequently, senior officers asked some people to obtain opinions of their personal circumstances and others to receive feedback about their business situation in order to assist directors to make right choices. This approach enabled them to evaluate both career choices and challenges at the workplace (Larkin, 2012). 

Previous Employee Networks
Previous co-workers played a significant role in their network for most company directors. The utilization of past associates was not for regularly planned conversation but instead was spontaneous. Senior staff only utilised them when required, mainly when they were considering changing jobs or sought guidance in promoting a new career option. Research shows that keeping in contact with dormant ties can be an important source of social capital and expertise. Key leaders utilised these dormant ties as a vital and continuous career management technique. Those directors who worked in big organisations, had a better opportunity to 1) build a database of people and 2) keep it growing due to their career moves over the years (Levin, Murnighan & Walter, 2011). 

Old Mentors
Old mentors also assisted directors with the right career choices both internally and outside the current company. Those friendships had been established over the years and were greatly appreciated by senior staff. Old mentors were the closest personal consultants for them. Bonds with mentors have lasted for a long time and they were created at the beginning of each director’s career. Upper management valued those close links with mentors, as they felt these provided effective career guidance in their employment. It seems that a great mentor had a long-term effect on their career and shaped it through different stages (Larkin, 2012).   

Headhunters
Corporate executives stated that they should be linked with recruitment agencies, but often they were not. Nevertheless, they still believed that they remained in demand, so they were not concerned about it. Headhunters were more used as a tool to remain competitive in the job market in addition to the database from the previous co-workers. Many key leaders would prefer to be contacted by their previous associates than by headhunters (Larkin, 2012).  

External Networks and Analysis of a Career Move
Only a few company directors pointed out that they used Linked In networking professional groups to ask for career guidance and find jobs (Larkin, 2012).

Consequences of Insufficient External Networks
Some top executives mentioned that their general external network was inadequate or absent. ‘Absent’ indicated that those key leaders were hardly ever in contact with anybody. Due to the unstable business environment in the 21st century, it is strongly recommended that senior staff develop an effective career management strategy and continue to analyse it. Career self-management can increase awareness of control over career direction and fulfilment. This process can be difficult for those who have problems to generate resources or do not know how to manage their careers (King, 2001).  

Organisations’ View on Company Directors Career Strategies
Some company directors mentioned that the reason why they chose specific career management strategies was founded on the belief that their company had inadequate processes in place for career management. They believed that if they wished to succeed, they had to work hard. Organizations admitted that some executives were skilled at networking and managing their careers; unfortunately businesses did not disclose the exact figure of those who did not have these skills. Companies were not interested in the strategies which key leaders selected to manage their careers. Organisations did not also talk about policies, procedures or training provided to assist senior staff understand the significance of career management strategies. No top managers mentioned support from their companies to guide them, either to take ownership of their careers or to boost their likelihood of success in a methodical manner. Businesses did not seem to take part in external strategies. In certain instances, decision makers talked about their career strategies and the social capital connected with these as being something they have established due to weak business processes and these strategies were working successfully for them. On the other hand, many directors did not concentrate on or were not skilled at implementing achievable career strategies and they required assistance (Larkin, 2012).

Chapter 6: What Company Directors Require from Organisations
Directors admitted that in order to accomplish their career goals, they would require the assistance of their companies, a role which firms also understood correctly. This chapter explores what top management is searching for from organisations with a debate about: 1) the extent to which organisations know what senior staff require from them; 2) the extent to which corporate bosses believe that firms support them and how they regard business processes and 3) how the responses to those matters affect career management strategies and insight into their performance (Larkin, 2012).  

Top Management Support
Key personnel felt that the most significant and influential individual in their career in their company was their superior. They wished for a boss who was valued in their business and assisted them with their careers. Senior officers were searching for constructive, continuous feedback and instruction from their superior in relation to their present job and capacity for development. The directors’ bond with their boss was crucial to their positive attitude to the organisation, the feeling that they were appreciated and a sense of assurance of their job security. When assistance from the boss was great, they talked favourably about their careers and seemed to pursue them more effectively. On the other hand, when this assistance was inadequate, they were uncertain how they might proceed; they were frustrated and in certain circumstances thought about moving on elsewhere (Larkin, 2012). One positive comment was: ‘I have been informed that I am appreciated, they consider me as a prospective candidate for a number of jobs. I have a number of job opportunities to consider and act on, in order to get ready for a higher degree of accountability. I am happy to have that discussion with those superiors I report to’ (28.12). 

Upper management who had strong bonds with their superiors for a long time, appeared to have an advantage of ever-increasing confidence and mutual understanding. ‘Yes, the succession planning process has been clear to me at all times regarding future jobs in the organisation. I was due to move from my current job in the period of 2 to 3 years’ (17.62). Bosses formulated how succession plans corresponded with and assisted their career ambitions and objectives. Those senior officers felt that their bosses focused on their personal growth and dedicated themselves to it. Senior staff stated that the feedback received had been valuable and important, and their bonds had been helpful and genuine. Corporate executives also considered their superiors to be their coaches and mentors (Larkin, 2012). 

Top Management Performance
There were also bosses who did not satisfy the needs of key personnel. Examination of statements made by senior staff in relation to their opinions about feedback from the boss and relevant career debates determined that 16 were positive, 5 mediocre and 9 very poor. Analysis of top management performance indicated that companies which were most advanced in their HR management processes had first class superiors in comparison with those businesses which were less developed. However, even the company with great bosses still had 28% of their key leaders disappointed with the standard of feedback and support they received from their superiors. This feedback was not very beneficial when their bosses were excessively restricted in their view of what vacancies might be open within the company. Those bosses who did not offer assistance which senior officers required, they noticed an adverse effect on staff satisfaction. Heads of departments felt that they needed continuous feedback and mentoring from their superiors. Lack of mutual talks left decision makers more attracted to external calls from headhunters or previous co-workers (Larkin, 2012).

Firms’ Awareness of Top Management’s Value
The company’s awareness of the subject matter, standard and periodicity of career talks with senior staff was restricted. Bosses are still crucial to the maintenance and advancement of skilled upper management and effective implementation of HR management processes. The ‘Nine Box’ is an instrument utilised a component of the succession planning process for standardization of performance and abilities of directors. The intended outcome of this training is to distinguish executives for investment in various benefits and career advancement. They wished to understand the result of the ‘Nine Box’ drill when they were aware it was taking place. It reveals how the organisation regards them and envisages their further development. Two companies viewed talks about job performance and career advancement with key personnel as significant. Their processes were clear, the senior staff knew how their future talent was perceived in terms of succession planning. Regardless of the strict supervision of this process by the HR department, 28% of the senior officers questioned still reported that they did not have career talks with their superiors or these talks were inadequate (Larkin, 2012). 

One of the directors speaks positively: ‘I have a meeting with my boss, we discuss my performance during the last 6 months, and I complete my personal KPI form which will then be reviewed the following year. During these sessions, we identify what my future ambitions and aims are. This is a great way of receiving formal feedback which is very useful for me. Afterwards, my boss may tell me that I have been selected as his replacement when he is ready to retire or move on, therefore there is a succession plan in place and that is good to know’ (15.61). On the other hand, organisations often talked about their processes, but the missing element was actually the guarantee that the senior staff’ bosses were giving them feedback on their job performance and discussing their future and assisting head of departments with career advancement. When bosses were proactive, business processes were fully defined, connected consistently, and produced favourable results for the company and key management personnel; whereas, when bosses did not provide decent assistance, high level officials could not link with organisational processes in place to help them succeed (Larkin, 2012).   


Educational and Development Opportunities
Directors desired their companies to explain them what was taking place that might affect potential jobs for them, give details on qualification and training needs for those positions, assist them with this transition and further job opportunities. They turned to their companies to assist them to track changes being implemented in the firm which could determine changes in how they should use and improve their knowledge and to identify potential projects. They wanted to feel that they were in a company that could provide them with the expertise to strengthen, expand and test them in the future, regardless of their status in the organisation (Larkin, 2012). 

‘Travelling to a five-day workshop is not equivalent to running a big international project team with an important launch planned, although these kinds of training experiences are very useful and important for my personal growth’ (19.37). In order to know what project or job opportunities there are, top management had to review such opportunities outside their organisations. Key personnel looked to their companies for assistance, particularly to their superiors and personal networks in order to keep in step with outcomes from processes which the company may participate in (Larkin, 2012).   

Firms’ Strategies for Education and Development
Organisations knew that senior officers required training and development, particularly as it was linked to new job opportunities. Companies wished to be able to provide these options for them. Companies had various degrees of sophistication in their processes which assisted the careers of top management to meet their firms’ HR management requirements. Many key leaders needed to make more careful movements, concentrated on on-going development of their experience and strengths and increased possibility of their work being transferred to other departments of their companies (Larkin, 2012). 

Training and Growth Resources
Leadership development and training initiatives, mentoring, and coaching were all viewed as career guidance by directors. 60% of them determined that these programmes were required, valued, and welcomed. 9 senior officers wanted to have more academic training schemes. A number of decision makers had arranged training initiatives for their subordinates and realized that the organisation was spending money on subordinates’ development but not at senior level. Heads of departments mentioned that mentoring and coaching would be very good strategies for their companies to employ. They would prefer to get assistance internally, basically from someone they valued and believed and whom they could learn and develop from. However, mentors were preferable to coaches because key leaders saw coaching as fixing problems rather than boosting their performance (Larkin, 2012).     

‘To be honest, I am not very keen to speak to an external person about organisational subject matters and look for coaching form him/ her when I have a good boss who I admire. An outsourced coach is useful; however, I would much prefer to talk to my boss instead’ (11.22). Upper management acknowledged the difficulties in selecting mentors in their companies if there was a guideline in place which made them choose a mentor who was their superior in their organisational chart. However, they considered this to be helpful to their personal growth in the company (Larkin, 2012).    

Firms’ Strategies for Training
Organisations which invested in training and development opportunities acknowledged value of this. Key personnel who engaged in training initiatives provided positive feedback about their organisations. They reported that they used their learning in their current roles and careers in general. Because of these training schemes, they were satisfied, loyal and felt refreshed in their companies. Organisations did not consider mentors as an acceptable development support for high-level officials (Larkin, 2012). 

Firms’ Culture
Top management talked about the significance of their organisational culture as a main factor in what they were searching for in their companies. They desired a culture which connected with their principles. The organisational culture was one of the factors why decision makers were employed by their companies and they remained there. They desired clarity with their firms’ processes, for example: succession planning and assurances that career development opportunities were distributed equitably. Some corporate bosses stated that their careers had taken off because they had great sponsorship. They wished to understand their companies’ view of them. They sought a fair conversation where they could balance their ambitions versus the organisation’s view. If companies did not anticipate future opportunities for them, they wanted to know this so that they could concentrate on moving from their organisations (Larkin, 2012).   

Firms’ Understanding of Culture
Organisations acknowledged the significance of culture and principles and they knew that key leaders considered working in their companies founded on their recognised culture. Organisations formed succession planning processes; in this way, they could find out their companies’ perception of their most senior officers by collecting different views of their performance and skills. There seems to be imbalance between what organisations support and what is then implemented as seen by decision makers. Every company identified how clear the results of succession planning would be with their senior staff.  When a company is approachable, it gives feedback to key personnel on how the firm sees them (Larkin, 2012). 

In total of the 5 companies which engaged in the research, 3 promoted transparency and 2 did not. 2 of the companies considered that transparency took place whilst the third firm supported transparency but thought it did not always occur. The other 2 companies did not accept transparency, mainly because of their concern that the company would be generating aspirations among top managers, which might not be satisfied. Key leaders acknowledged that their firms could not guarantee them a particular job and were happy that a specific job was not mentioned to them. They sought to know their opportunities within the company and how they could get ready for potential jobs. They were senior officers in those 2 companies who really valued transparency and were recipients of feedback. But transparency was heavily reliant on how effectively the boss could communicate and distribute the information (Larkin, 2012). 

Chapter 7: Conclusions
Research Question 1: How do company directors take their careers into consideration?
Company directors highlighted the following five factors as being significant to them as they consider their careers: 1) learning and personal development; 2) long-term job security and competitiveness; 3) legacy and impact; 4) verification of knowledge and skills and 5) career and healthy life. There were constantly many different but interlinked areas of concern to corporate bosses. Their careers were more concentrated on their own opinion of ‘career success’. They made choices in a proactive manner, and they would not join a company which did not provide them with anything in return. Key leaders searched for jobs where they could thrive, have a strong influence and be recognised in the company (Larkin, 2012).        

When top management became involved, they were more capable to reject headhunters because they concentrated on making sure their companies were profitable, pushing their job performance further. No directors were interested in establishing their own companies or working towards a fundamental career move anytime soon. They were happy if they found a workplace environment which connected with their principles and factors for their career and family life. Numerous high-level officials utilised their ‘good eye’ to understand what work had to be carried out. They then applied themselves to the work which was significant to the company and relevant to them for the years to come. This was how they developed themselves, making their personal journeys connected to the corporate environment (Larkin, 2012).

Research Question 2: What strategies do they utilise to build their careers?
In order to accomplish the company directors’ career goals, they became involved in a variety of strategies to direct their careers. They acknowledged that they had to handle their careers with greater attention in an ever-evolving environment where they might not have enough choices. Additionally, they had to take charge of their careers and expected assistance from their companies. All career choices were crucial for top managers and they asked others who they believed in and valued, for their opinions. External support networks were beneficial to key leaders. These networks helped with the psychological and logical components of their careers. They have a growing network of previous co-workers and this was their chosen technique of finding out about outside job opportunities (Larkin, 2012).

Corporate bosses felt that they had to perform well in their present jobs first, otherwise they could not anticipate advancing their careers. Job performance helped to strengthen their confidence and prestige and broaden their knowledge and skills within their companies. Performance was one of the career strategies for senior staff. There were numerous high-level executives who did not have knowledge of career management and required assistance. Whilst some senior leaders were effective, flexible and optimistic, others did not know how to handle their careers successfully. Both sought assistance from their companies (Larkin, 2012).    

Research Question 3: What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?
In order to effectively handle their careers, senior staff turned to their organisations to provide them with 1) competent boss; 2) training and development opportunities and resources and 3) favourable culture. The most significant assistance which organisations could provide them were decent bosses who stand for the company and play a crucial part in mentoring, by providing fair and clear feedback about key leaders’ job performance and their future opportunities. Furthermore, bosses could provide a wider or more strategic view about what developments might be taking place in their companies which were seen to be beneficial by senior officers. Organisations often acknowledged that the HR management processes which were designed for job performance, executive development and career were perhaps not occurring via boss communication channels and his/ her conducts (Larkin, 2012).

A second domain in which directors turned to organisations for assistance was their potential to provide training and development opportunities. They sought expertise and chances to help them develop. Business processes examined vital roles, bottom-up shifts and attainment of senior management positions. Numerous high-level officials were searching for careful moves in how they utilise their knowledge base. They could not perceive business processes turning into opportunities for them. They required to have choices accessible in line with what they were searching for in their careers. The advancement that senior staff talked about was mentoring, coaching, academic and internal training programmes which would be beneficial for them. Mentors were generally preferred over coaches because decision makers were drawn to seeking assistance from internal bosses. Top managers who had obtained formal academic qualifications and schooling in their previous companies were the ‘toughest assessors’ of company support (Larkin, 2012).

Directors highlighted the significance of organisational culture. They wanted to be employed at companies where they could be honest and believed that they were strongly aligned with company culture. They wanted their organisations to have processes in place which generated and provided them with further career opportunities. Organisations acknowledged that corporate executives emphasised the importance of suitable culture. Businesses raised concern for keeping executive officers in positions through culture changes. But organisations did not mention what they truly wanted in a culture and how they perceived these culture changes; whereas senior staff may not have fully understood the shifts in conduct their new bosses required. The solution for companies is to look for the correct degree of assistance aimed towards key leaders who may be proactive or reactive in managing their own careers. Company assistance should lead to directors accomplishing their career goals and remaining dedicated to their companies (Larkin, 2012). 
 
Recommendations for Companies
Organizations’ technique to directors’ career management should be reconsidered. This research reveals that present ways of operating and initiatives are not satisfying the requirements either key leaders or companies. The small number of career practices which are concentrated on senior staff requirement must be nurtured and improved to accomplish anticipated outcomes for both companies and upper management. The basis of how to assist them starts with what they consider is significant in their careers. This plays a main role in retaining senior staff in their positions. Improving an approach to advance performance effectiveness, career management and market intelligence across the range of decision makers, made possible by business processes and ways of operating, would be a natural way to establish positive career management conduct among senior officers. There must be an equilibrium between processes which are essential to manage HR and an approachable and cooperative system of career management. A major change in HR is to handle social capital and provide resources which corporate bosses also use outside company boundaries (Larkin, 2012).

Establishing a cooperative system for careers is essential to connect processes with envisaged results and this requires further analysis. The bosses of key leaders should be engaged more in a process of career management, moving the company from the inflexibility of succession planning to more consultative process with their direct reports. Discussions among the senior staff about their business challenges, changing focus areas and other matters should become the standard procedure. A clear process of career planning and management has to be linked with dedicating resources to knowledge and skills to develop this. It was evident that directors already had some skills and were quite efficient in career management. Cooperation with all leaders to assist them in guiding their careers in the framework of their companies and their personal aims will assist them to cope and to be successful in 21st century. This cooperative process of their career management requires the bosses to engage proactively. It will be necessary for executive directors to carry out their duties at a higher level of performance than is shown now (Larkin, 2012).

Recommendations for Company Directors
Directors should collaborate with their companies to improve methods which are in line with their own needs and can be backed up by the company culture and then make sure those methods work and are useful. The involvement of top managers in the design of career management systems for their own advantage will boost the likelihood of these measures being successful and enable their continuous development. There was a broad spectrum of competencies in career management and key leaders would be well advised not to ignore them if they want to survive. Whether or not advanced training in career management is provided inside the companies, directors should prepare themselves to become skilled in this domain. Careers require focus, career management and its strategies have to be reviewed regularly because senior staff constantly develop, acquire new knowledge, undergo life changes and handle transformations in their companies (Larkin, 2012).

Recommendations for Further Research
A lot of domains examined in this study could be investigated further individually. For instance, the following areas include: 1) evaluation of factors significant to company directors; 2) evaluation of the support systems for these; 3 analysis of bosses’ strength in career development; 4) awareness of the bosses’ view and obstacles to successful management of key leaders and finally 5) analysis of both their internal and external networks (Larkin, 2012).
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 Appendix A – Informed Consent Form
Researcher: Vojtech George Vohanka, MBA in General Management (Online) degree student at University of Wales Trinity Saint David
Master dissertation supervisor: Dr Roisin Mullins

Introduction 
I am an MBA in General Management degree student at University of Wales Trinity Saint David. Additionally, I work full time as an Operations & Compliance Manager in the private security industry and I am an Operations Director of my own company as well. I wonder if you could participate in the research which I am undertaking by taking part in an interview with me. You are free to discuss this study with anybody.

Purpose of the study 
This study will examine how company directors are pursuing their careers and strive to respond to 3 questions: 1) How do company directors take their careers into consideration?; 2) What strategies do they utilise to build their careers? and 3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?

Type of study involvement 
The research will involve a 30 - 45 minutes interview with every company director. Preferably, interviews will be conducted in person, however this will mainly depend on a venue and timing or this interview can also be done via telephone or videoconferencing.  

Choice of participants
Participants are company directors in this research. After my initial contact with your company, it was identified that your background and level within the business would be a great match for the portfolio of participants I am looking for my study.  

Voluntary Involvement
While I am looking forward to working with you, your decision to participate in this study is voluntary.  

Procedures
I will be scheduling a suitable date and time for a 30 - 45 minutes interview with you through our initial email correspondence. I will meet you at your chosen location in person or we can decide together on another convenient method of interviewing, such as: via Skype, WhatsApp or a telephone. It will only be me who is present during our interview. If you are not comfortable about answering any of my questions for any reason or you would like to pause at any time, you can just tell me. For me to fully concentrate on the interview and make certain that I am obtaining all information as you speak it, I will be using a digital recorder to tape our interview which will be eventually transcribed once finished. I will be the only person to listen to this recording, which will then be saved on my laptop in a safe location until I have transcribed the data.  It will be erased immediately afterwards. Your ID information, for example: your name and your organisation name will not be revealed in this study. Your interview notes will also not be passed on to your employer or anybody else. Before the interview, I would be grateful if you could provide me with basic biographical information and a summary of your employment history. I do not have a structured template for this, therefore if you do not have a summary ready, I would be glad to receive at least one paragraph outlining your experience.  

Risks
There have been no risks to any participants identified with this research. 

Advantages
Understanding what is happening with company directors in their career management is a significant contribution to research because it has not been properly analysed yet. Furthermore, this data could provide a good understanding of possible interventions which might have an impact on company executives or companies. Your participation will greatly assist in this process because I will start to understand your perspectives. There is no financial renumeration for taking part in this research.

Privacy & confidentiality
This study is being carried out across various companies with 30 company executives. It attempts to determine general tendencies and themes and also distinguishing features in findings. It may be that statements given by you to assist a theme may be utilised, but your ID information will not be linked with them.  

Sharing the research outcomes
The findings of this study will greatly assist my Master’s dissertation. It will be kept as a public file by the University of Wales Trinity Saint David. The findings might be distributed through publishing in order to contribute to a general understanding of this significant subject matter.


Your right to withdraw 
This is a confirmation that your participation in this research is completely voluntary and you have the right not to be a part of it or to withdraw at any stage. 

Contact Information
If you would like to get in touch with me and discuss this document further, please feel free to do so at 07534 662808 or at vojtech.vohanka@gmail.com at any time. This research proposal has been examined and approved by the University of Wales Trinity Saint David Ethics Committee whose duty is to ensure that research participants are protected from any kind of physical or mental damage (Larkin, 2012).  

Appendix B – Semi-structured Interview Questions: Company Directors
Research Questions
1) How do company directors take their careers into consideration?
2) What strategies do they utilise to build their careers?
3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?

Opening
I would like to ask you some questions about your career and your career development. To begin with, could you tell me what your current job position is in your company and for how long you have worked in this role please?

Present career status
Where do you see yourself in terms of your career development at present? 
Could you tell me what factors become important when you consider where to move from here? 
And what is less significant to you now? 

Career management
What sort of a position might interest you in the job market? 
What steps are your taking or could you take to reach this goal?   
Who do you discuss your ideas and decisions with? 

Support required
Do you believe that you receive the support you require? Why and why not?  

Present goal association with employer 
What do you seek from your company for career support? What are/ aren’t you receiving? Is it satisfactory?   

Age
For the purpose of comparison between participants, would you mind telling me how old you are please? 

Closing and opportunity
Do you have other ideas you would like to discuss which I have not mentioned? (Larkin, 2012).
Appendix C - Semi-structured Interview Questions: Firm Views
Research Questions
1) How do company directors take their careers into consideration?
2) What strategies do they utilise to build their careers?
3) What part do company directors expect institutions to play in their career development and are the companies fulfilling those expectations?

Opening
I would like to ask you some questions about your company’s career development practices and opportunities for members of staff. To begin with, could you tell me what your current job position is in your company and for how long you have worked in this role please?

Philosophy
What is your comprehensive method and strategy regarding the career development of members of staff? 

Management of careers
Do you have any practices which the company utilises to oversee or promote the career development of executives? 
If you do, how does this system operate (for example: succession planning – who gets involved)?  
Does your company have these processes dedicated to executive level of leadership? 

Positive aspects and challenges
Could you tell me of any positive aspects or challenges your organisation has gone through regarding the career management of executive leadership?  

Organisation role
Could you spell out how directors consider their career management?  
What steps do you think that the executives want the company to take and what are they prepared to do themselves in this matter? 
What factors do you believe are most significant for executives in terms of their career management? 



Observations
Could you tell me how your directors are managing/ pursuing their careers? Are they performing well or are they having any issues at all?

Closing and opportunity
Do you have other ideas you would like to discuss which I have not mentioned? (Larkin, 2012).

Appendix D – Table 1: Data Statistics of Participants in the UK
	Item:
	Number of senior officers:
	Answer:

	Age varies between

Average age
	N/A

N/A
	35 to 55 years

43 years

	Gender
	21 males
9 females
	N/A


	Average employment history

Mode

Median
	N/A

N/A

N/A
	15 years

16 years

19 years

	Higher Education

Doctorate degree

Master’s degree

Bachelor’s degree

No academic qualifications
	

1

9

3

17 
	

N/A

N/A

N/A

N/A

	Average years of service in the firm

Years of service in the company varies between 
	N/A


N/A
	6



2 to 12 

	Years in current post varies between
	N/A
	
2 to 5 

	Job positions stated
	N/A
	Executive and commercial directors, general and operations managers





