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Leadership & Talent Development, Addition Financial

Onboarding and training employees cost time and money.  
You invest even more when you have to hire new employees.  
Research shows that the number one reason employees leave  
an organization is due to the lack of career progress.  

Financial Institutions can’t afford to lose effective employees to another 
organization just because a career path isn’t made available.

Executive Overview

What to Expect
In this eBook, you will learn how 
important it is to lead your staff  
in creating a career path. 
The roles and responsibilities  
of who owns each part of  
a career progress plan  
will be defined. 

You’ll walk away with a clear
idea of how to plan and
execute career planning in
your own institution.
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Current Hiring Landscape
Due to the recent COVID-19 pandemic, unemployment is currently high. However, jobs are starting to come back.
Therefore, employees are going to have more and more opportunities to take their talents elsewhere.
Before you lose your top talent, you need to understand why employees seek new employment opportunities.

The number one reason employees leave an organization is due to the lack of career progress.1

Why Do Employees Seek New Employment Opportunities?

Lack of career progress

New opportunities in market

Dissatisfaction with manager or supervisor

Lack of compensation increases

22%

21%

22%

21%

27%

Lack of challenge in the job

1. 2020 Talent Report, Deloitte University Press
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Roles & Responsibilities of Career Pathing
There are two main roles within career pathing: the employee and the manager. Both play a critical role in the experience.

2. BetterUp Labs

www.OnCourseLearning.com

Employees need to own their own path.  
They are the ones who need to do the work and  
drive the plan. Simply put, the manager can’t drag  
someone along to the next level kicking and screaming.  
The employee needs to have the self-motivation  
and drive to own their career path.

It’s the employee’s responsibility to find the course,
workshop or conference to expand their learning.  
Then, it’s their responsibility to sell the “why”  
to the company. In some companies, a business case  
is needed to influence management.

Employees need to feel empowered to request the
resources they need. Employees really need to own
their own career path and be their own self advocate.

The Employee

The role of HR/Learning & Development/Management  
is to facilitate, guide and provide. Leadership can help 
empower career pathing by providing:

• Access to job descriptions

• Access to employees currently in the role  
that the employee is interested in

• Job shadowing opportunities

• On the job training and coaching

• Motivation and encouragement

The Manager

9/10 WORKERS  
are willing to trade a percentage of their lifetime earnings for 
greater meaning at work.2

Employees who say they find meaning at work  
also express higher levels of job satisfaction,  
which links directly to greater productivity.  
In fact, the study reports that employees  
who rate their jobs as meaningful will generate  

an additional $5,437 per worker per year.2

When looking at the role of the Learning & Development (L&D) 
function, their core responsibility is to help employees find 
their purpose in their work. When you find a perfect fit career,
it’s connecting an employee to a role where what they love 
and what they are good at intersects. When you make that 
connection for an employee, they form a loyalty to not only
the organization, but also you and the L&D department.
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4 STEPS
to Help Employees Find Their Dream Career 

Ask a lot of questions to get to know the individual better.  
Ask about their background, experiences,  
strengths and preferences. 

Types of questions to ask:

• If you had to go back to school tomorrow what would you  
major in and why?

• What motivates you?
• What are your top three values?
• What do you enjoy doing? What do you not enjoy doing?
• What type of environment do you thrive in?
• When you retire, what do you want to be known for?

• What does success mean to you?

01 Inquire

Dream with that employee about possibilities and what the best-case scenario would look like.  
What does their ideal job (regardless if it actually exists) look like?

Types of questions to ponder:

• If money and experience were not important, what would you be doing?
• If you could trade jobs with one of your friends, who would you chose and why?
• If your current boss would let you do more of something, what would it be?
• If you had a free day during the week to do anything, what would you do?

• What types of factors are important to you? (commute, rewards, company culture,managerial style, etc.)

• Where do you want to be in two, five or ten years?

• What are you willing to put up with in a job?

02 Imagine

Every job has its challenges.  
Customer service roles deal with 
unhappy customers. An employee 
might not like getting yelled at.  
However, working in customer  
service, you need to be okay with it  
or find satisfaction in turning that 
conversation around. 

A trainer needs to enjoy  
talking and be okay with repeating  
instructions. If an employee is  
frustrated with having to repeat 
themselves all the time, a training 
role might not be a good fit.
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Find where Step 1 and Step 2 intersect. Then co-create a plan with the individual on how  
they’re going to get there. List the skills or training needed. Identify and plan what experiences  
are needed for that individual to get to where they want to be.

• What opportunities are currently available?

• If you work for a larger organization, what resources or opportunities are available across the organization?

• What challenges could the employee face and how can you be prepared to help them?

• What resources are currently available to help the employee gain the needed skills?

• What outside resources (conferences, workshops, etc.) are needed?

03 Innovate

This is where the plan comes to life. Create a plan of action. Ensure you have check-ins scheduled  
to sustain forward progress.

• Identify what goals are long-term verse short-term

• List each goal and approximately how long it will take to achieve

• Write a bulleted list of every step on how to reach each goal

• Ensure the plan is flexible - don’t be afraid to change it along the way

• Mutually agree how often to schedule check-ins

04 Implement

Working in Learning & Development,  
or management presents you with the  
unique opportunity to help each employee  
not only perform their best, but also find  
a perfect job fit.
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