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Current State

Organizations are increasingly recognizing the importance of career paths in attracting, 
engaging, and retaining top talent. Career paths provides employees with a clear understanding 
of potential career trajectories within the organization, empowering them to take ownership of 
their professional development and align their goals with the company’s objectives. A future-
ready career path program goes beyond traditional linear career paths, embracing flexibility, 
adaptability, and continuous learning to prepare employees for the changing nature of work.

To What Extent Do Employees Participate 
In their own Career Development

Source: Brandon Hall Group™ Study, Partnering with Employees on their Career Development

Heavy participation

14%

Moderate participation

22%

Some participation

33%

No participation

3%

Very little participation

28%
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Implementing a future-ready career path program requires careful consideration of several 
complexities:

✦	 Aligning career paths with future 
organizational needs: Organizations 
need to anticipate future skill 
requirements and design career 
paths that support the development 
of these competencies. This requires 
conducting workforce planning and 
skills gap analyses to identify future 
talent needs and aligning career paths 
with the organization’s strategic goals. 

✦	 Creating flexible and dynamic 
career paths: Career paths should be 
adaptable to changing business needs 
and employee aspirations, allowing 
for lateral moves, skill development, 
and career transitions. This requires 
moving beyond traditional hierarchical 
structures and embracing a more agile 
and adaptable approach to career 
development. 

✦	 Integrating technology to support 
career paths: Organizations should 
leverage technology platforms to 
provide employees with personalized 
career guidance, access to learning 
resources, and opportunities for 
networking and mentorship. This 
could involve implementing AI-
powered career path tools, learning 
management systems, and online 
mentoring platforms.

✦	 Promoting transparency and 
accessibility: Career path information 
should be readily available to all 
employees, fostering a culture of 
openness and opportunity. This 
requires clear communication about 
career development opportunities, 
easy access to career development 
resources, and a supportive 
environment where employees feel 
comfortable exploring different career 
options. 

✦	 Measuring the effectiveness of 
career paths: Organizations need 
to establish metrics to track the 
impact of career paths on employee 
engagement, retention, and 
performance. This involves identifying 
key performance indicators (KPIs) that 
align with the organization’s objectives 
and regularly monitoring progress 
towards these goals.

Complexities
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Implications
The implications of implementing a future-
ready career path program are significant 
and multifaceted. Firstly, career paths 
empower employees to take ownership 
of their development, leading to greater 
engagement and motivation. When 
employees have a clear understanding 
of their career options and development 
opportunities, they are more likely to be 
invested in their work and committed to 
the organization’s success. This increased 
engagement can translate into improved 
performance, higher productivity, and a 
more positive work environment.

Secondly, a clear understanding of career 
opportunities within the organization can 
increase employee loyalty and reduce 
turnover. By providing employees with a 
sense of direction and purpose, career 
paths can help organizations retain their 
top talent and reduce the costs associated 
with employee turnover. This is particularly 
important in today’s competitive talent 
market, where skilled employees are in 
high demand.

Thirdly, career paths support the 
development of a versatile workforce, 
enabling the organization to adapt 
quickly to changing business needs. 
By encouraging employees to develop 
a broad range of skills and explore 
different career paths, organizations 
can create a more agile and adaptable 
workforce that is better equipped to 
handle change and uncertainty. This is 
essential in today’s business environment, 
where organizations need to be able to 
respond quickly to new challenges and 
opportunities.

Finally, by providing clear career paths, 
organizations can attract and retain high-
potential employees and develop a robust 
leadership pipeline. This ensures that 
the organization has a steady supply of 
qualified individuals ready to step into key 
roles as needed, supporting long-term 
growth and success. A strong leadership 
pipeline is essential for any organization 
that wants to remain competitive and thrive 
in the future.
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Critical Questions
To successfully implement a future-ready career development program, organizations should 
consider the following critical questions:

How can organizations anticipate future 
skill requirements and align career 

paths with evolving business needs?

How can organizations create a culture 
that supports career development and 

encourages employees to explore 
different career paths?

What tools and technologies can be 
used to support career paths and provide 
employees with personalized guidance 

and development opportunities?

What metrics should be used to 
measure the effectiveness of career 

paths in achieving organizational 
objectives?

Brandon Hall Group™ POV
Career path is a critical component of a successful talent management strategy. By providing 
employees with a clear understanding of potential career trajectories and development 
opportunities, organizations can foster a culture of engagement, growth, and retention.

To address the critical questions surrounding the implementation of a future-ready career path 
program, organizations should consider the following:

Anticipate Future Skill Requirements
Conduct workforce planning and skills gap analyses to identify future talent needs. 
Design career paths that support the development of these skills and competencies, 
ensuring employees are prepared for the future of work. This may involve analyzing 
industry trends, technological advancements, and the organization’s strategic goals to 
identify emerging skill requirements and incorporate them into career path frameworks.

01
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Create Flexible and Dynamic Career Paths
Develop career paths that are adaptable to changing business needs and employee 
aspirations. Offer a variety of career options, including lateral moves, skill-based 
progressions, and opportunities for career reinvention. Encourage employees to explore 
different career paths and provide support for career transitions, recognizing that career 
paths are not always linear.

02

Integrate Technology to Support Career Paths

Leverage technology platforms to provide employees with personalized career guidance, 
access to learning resources, and opportunities for networking and mentorship. Utilize 
AI-powered tools to recommend relevant career paths and development opportunities 
based on individual skills and interests. This could involve implementing career path 
software, learning management systems, and online mentoring platforms to provide 
employees with the resources and support they need to navigate their careers.

Promote Transparency and Accessibility
Ensure that career path information is readily available to all employees, regardless of 
their level or position. Create a culture of openness and transparency, where employees 
feel empowered to explore different career options and discuss their aspirations 
with their managers. This could involve providing clear communication about career 
development opportunities, easy access to career development resources, and regular 
performance reviews that incorporate career development discussions.

Measure the Effectiveness of Career Path
Establish clear metrics to track the impact of career paths on employee engagement, 
retention, and performance. Monitor metrics such as employee satisfaction with career 
development opportunities, internal mobility rates, and the achievement of career goals. 
Analyze this data to identify areas for improvement in the career path program and 
ensure it is effectively contributing to the organization’s talent management objectives.
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About Brandon Hall Group™

With more than 10,000 clients globally and more than 30 years of delivering world-class 
research and advisory services, Brandon Hall Group™ is focused on developing research that 
drives performance in emerging and large organizations, and provides strategic insights for 
executives and practitioners responsible for growth and business results.

SOME WAYS 
WE CAN HELP Advisory Offerings

Custom Research 
Projects, including 
surveys, focus group 

interviews and Organization 
Needs Assessment for 

Transformation, Technology 
Selection and Strategy.

Membership 
Individual and Enterprise Membership 

Options: Includes research assets, 
advisory support, a client success 

plan and more.

Excellence Awards
Three annual programs 
recognize the best 
organizations that have 
successfully deployed programs 
to achieve measurable results.

Professional Certifications
Self-paced certification 
programs. Virtual group 
sessions for companies. 
In-person conferences 
and summits.

SMARTCHOICE® PREFERRED 
PROVIDER PROGRAM

Uniquely places HCM service and 
technology companies at the top 
of organizations’ consideration list 
of vendors. It adds an unmatched 
level of credibility based on BHG’s 
twenty-eight-plus years of experience 
in evaluating and selecting the 
best solution providers for leading 
organizations around the world.

ENTERPRISE EXCELLENCE 
CERTIFICATION PROGRAM

Recognizes the best HCM programs 
that transform their organization and 
achieves breakthrough results. This 
designation is a step above the 
HCM Excellence Awards® which 
focuses on one program within a 
company. Enterprise Excellence is 
a hybrid of award winners who are 
also members.

AGENCY!
BY BRANDON HALL GROUP™

Provides comprehensive marketing 
solutions for human capital 
management solution providers. 
We offer strategic services to 
establish a strong foundation for 
your marketing efforts. 

Organizational
Excellence
Program

Organizational
Excellence
Program

Organizational
Excellence
Program


