



BCG’s History
For the past 46 years Boston Consulting Group (BCG) has been a leader in corporate strategy consulting. Actually they created and defined the field of the business strategy consulting and used it as a means of distinguishing themselves from the rest of the generalist consulting firms of that time. Since the inception in 1963 BCG was always proud of its heritage and leadership. Throughout its lifetime BCG had only five CEOs. Each CEO’s legacy left a significant imprint on company’s development and was closely linked to almost defined company’s life phases. Under first CEO’s, Bruce Henderson’s, leadership BCG went through the formation and active growth periods. From the 1963 to 1980 the number of consultants grew from two to 249 and the firm competed for the best talent by offering a significant hike in salaries. During that time BCG also changed the ownership by employee purchase of the firm from The Boston Company and establishing a partnership. 
Between the 1980 and 1985 under Alan Zakon’s leadership BCG experiences slow growth in both: the number of consultants and revenue but re-affirms its dedication to strategic consulting vs. implementation practices. During that time BCG transitions from growth through innovation phase to the growth through direction by becoming more institutionalized and introducing first formal performance based compensation and feedback systems. 

Through the 90s lead by John Clarkeson the firm becomes more structured and hierarchical, formal training and knowledge management systems are being developed, and consulting practice is divided into six practice areas. This time is also characterized by rapid global expansion into Europe, Asia, and Latin America as well as increased number of consultants.  

BCG stepped in into the new millennium with a new CEO, Carl Stern, 55 offices around the world, 2,800 consultants and new requirements for professional employee development. BCG probes itself in the new e-Commerce economy, creates digital start-ups such as the famous Expedia travel site. Under the leadership of its fifth CEO, Hans-Paul Burkner, appointed in 2003 BCG continues being a global leader in strategy consulting.
Corporate Mission
Currently BCG has 66 offices around the globe and employs 4,500 consultants. Its core mission, being an “ideas boutique” by providing a competitive advantage to its clients through unique solutions, remained unchanged from the start up of the firm. In 1997 Carl Stern, the CEO at that time, enhanced the corporate mission by adding thought leadership and people development focuses to it. The goal behind the Stern’s ideas was to make professional development at BCG more structured and less reliant on luck of draw. He clearly distinguished between the firm’s revenue and its assets. People being the most valuable BCG asset Stern saw professional development as a way of increasing BCG’s asset base.
In this analysis I will review the existing corporate structure, business model, underlying talent management process and control mechanisms and prove that even though they are perfectly aligned with the original corporate mission they are not sufficient to support Stern’s enhanced mission of professional development at BCG. 
Current Corporate Structure, Business Model and Practice Mix

BCG is a one line of business (strategy consulting) firm providing consulting services in the following six industries: Financial Services, Consumer & Retail, Industrial, High Tech, Health Care, and Energy. In each sector they provide strategic consulting on 11 various topics with the largest practices being e-Commerce, Business Unit Strategy, Marketing and New Business Venture. 
Each of the 66 global offices is providing consulting on breadth of topics sometimes with a dominance of particular practice area depending on the regional demand (e.g. High Tech in California, Financial Services and Investments in NYC, etc).
BCG’s corporate mission is achieved through the corporate brand, its business model and culture. Main characteristics of the BCG’s business model are: flexible staffing, reduced travel for consultants, long-term-relationships with the clients, generalist path for new consultants, and low leverage ratio. 
Business model in its turn drives people processes comprised of recruitment, training, staffing, performance management, mentorship, and promotion.

Internal Strengths
Recruitment

Any consultant’s path at BCG starts from recruitment. Recruitment at BCG is brought down to a science. The firm clearly knows the type of profile they are looking for and sources of candidates. The Careers section of their web site has an excellent interview preparation tool and even a sample of a case study potential applicant will go through. Candidates can familiarize themselves with the recruitment process at BCG and self-select or option out. The selection process consists of vigorous interview process, case studies, and probing for the core competencies required for succeeding in BCG. A nice touch of the recruitment process at BCG is that its recruitment officers are not hiding behind the recruitment systems. Names of all recruitment specialists for each BCG office are available and they are open for contact.
Employment Branding
BCG has strong employment brand catering to its main population group: Gen X and Gen Y. They are a recognized leader in their field. They provide an opportunity to gain transferable skills in a variety of industries and disciplines and build a professional portfolio. They also nourish an entrepreneurial culture of “individual autonomy and respect.” All of which is highly valued by the above mentioned population groups.
Performance Management
Performance reviews constitute another strength of BCG’s people processes. There are two levels of formal review process. First, reviews are conducted at the end of each project giving consultants a chance to modify their behaviours for the next project to improve their results. Also it is important to provide timely feedback while the project is fresh in their memory and they have not switched their attention to the next one. Second round of reviews is conducted through Career Development Centre with appointed CDC advisors. Those reviews are based on end of project reviews and aimed at assessing consultants’ readiness for promotion. BCG’s performance ratings are clearly linked to the competencies required for promotion. Performance reviews are not just a formality and visibly linked to the consultants’ career path within the firm. Having said that, BCG’s performance management process has its deficiencies which will be outlined later.
Promotion System

BCG has straight forward career path within the corporate ladder with enough flexibility to accommodate non-traditional backgrounds. For some “up-or-out” approach might seem very rigid but it is considered to be a norm for the consulting industry. Attrition caused by “up-or-out” mentality is accepted by the leadership as given and not viewed as a threat to achieving the corporate goal of professional development. The firm even helps some employees to transition out.
Internal Weaknesses
Mentorship Program

Even though a mentorship program is a great way for junior professionals to draw upon the experience of senior leaders, the BCG’s mentorship is not aligned with the people development strategy. First of all, the mentorship program was supposed to be a tool for consultants to discuss personal career questions and concerns with their mentors, their adjustment to the culture, potential interests, etc. 
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