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Lectures, Class discussions/exercises, Cases, Video material 
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(1) Attendance and participation 20%
(2) Group in-class Exercise 30%
(3) Individual Assignment 50%
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Nikos Bozionelos is Professor of Organizational Behaviour and International Human Resource Management in Durham University Business School (United Kingdom). He has background in Mathematics (Ptychion, Patras) Psychology (MA, Liverpool) and Management (MPhil, Cranfield, PhD, Strathclyde). 
　　He has extensive teaching experience at every level, with specialty at graduate and executive level. His teaching expertise extends over the areas of Organizational Behavior/Human Resource Management, International Human Resource Management, and Careers. He has delivered courses in educational institutions of a number of countries that, apart from the United Kingdom, include the USA, France, Germany, Norway, Greece, Romania, Serbia and Turkey. In addition, he has been a visiting Scholar in institutions that include Carnegie Mellon University (USA) and Rouen Business School (France).
　　Dr Bozionelos is researching in a number of areas, with particular emphasis on Careers and their related a 
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The course aims to provide participants with knowledge and tools that will enhance their capacity to effectively manage and develop careers: this includes the careers of others [e.g., as specialists in the Human Resource (HR) function, as organizational agents, or as line managers] as well as their own careers. 
Effective career management is placed within the larger context of human resource management (HRM), and is inter-dependent with many HRM functions that include selection and placement of employees, training and developing them, and managing their motivation, commitment and performance. It is also connected to organizational design, and to the overall philosophy and strategy of the organization.
Careers and their management are also closely linked with the management of employability and the psychological contract. Changes in the economy and the society bring changes to available career paths and opportunities, which in turn effect changes to the psychological contract of the workforce and to employability demands. This change is dynamic that is there is inter-play and mutual causality between those factors. Understanding the inter-link between careers, psychological contracts and employability enhances the capacity of managing the careers of the workforce. 
In the present era of rapid change and fluidity particular “career mindsets”, like the protean and the post-corporate, seem advantageous. This is because constant change and uncertainty necessitate preparedness and capacity for continuous learning, proactiveness, and self-direction. Nevertheless, traditional careers (i.e., characterized by long-term employment, security and steady career paths) are still widely present, and seem to be of benefit to organizations and to society. The pros and cons of the various “career mindsets” for individuals, organizations and the society will be considered. Furthermore, individual characteristics (falling within the notions of human capital and social capital) that enhance the probabilities of performing well at work and in one’s career will be reviewed, and methods to cultivate these will also be considered. 
In addition, in the present era careers cannot be viewed outside the global context. The globalized economic environment is characterized by international operations and multi-national enterprises. It is also characterized by frequent movement of individuals across national boundaries, either on expatriate missions or on self-initiated endeavors to find employment and to enhance their own careers. Career management across national boundaries requires knowledge of features of national cultures where operations are based or where individuals pursue their work experiences. For this purpose, national cultural characteristics will be linked with prevalent career patterns and expectations within each culture. 
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SESSION 1: What Careers are; are Careers a recent notion? Careers in the present era. The importance of effective career management for organizations: Career Management and Strategic Human Resource Management; Key methodological concepts
SESSION 2: The Time element of Careers (how careers unfold through life time); the pivotal role of Learning; Aging and Careers (will careers be still finite in the future?).
SESSION 3: The Space element of careers (work experiences across contexts); Traditional, Boundaryless, Protean and Post-corporate careers.
SESSION 4: Explaining career progression: structural factors, human capital and social capital; Crystalized and fluid human capital; the element of chance in career shaping and progression. 
SESSION 5: Careers and the Psychological Contract; Employability Management instead of Career Management? The insistence of the Traditional Career to remain alive and strong. 
SESSION 6: Performance Management as a tool for Career Management in organizations; Poaching for ‘stars’ vs. developing your own talent. 
SESSION 7: Global careers: career trajectories that cross national boundaries; Career management for multi-national firms. 
SESSION 8: Career success: Knowing What, Knowing How, and Knowing Whom – how to maximize your own career achievements. 
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Dickmann, M., & Baruch, Y. (2011).Global Careers. New York: Routledge. (optional)
Bozionelos, N. (2007). Career development. In Managing People, Durham University Business School, University of Durham. (Essential) *
Baruch, Y. & Bozionelos, N. (2010). Career Issues. In, Zedeck, S. (Ed.), APA Handbook of Industrial and Organizational Psychology, Volume 2: Selecting & Developing members for the Organization (67 – 113). Washington DC, USA: American Psychological Association. * 
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* all readings will be available from the course instructor
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