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IN THE 1967 FILM “THE GRADUATE,”
BUSINESSMAN MR. MCGUIRE DELIVERS PITHY
CAREER ADVICE BY WHISPERING “PLASTICS”
INTO THE EAR OF DUSTIN HOFFMAN'‘S

MAIN CHARACTER. TODAY, MR. MCGUIRE
MIGHT WHISPER “INFORMATION TECHNOLOGY”
OR “ACCOUNTING” INTO A BUSINESS SCHOOL
GRADUATE’S EAR. OR, HE MIGHT UTTER “SOCIAL
MEDIA” OR “ANALYTICS.” OR “HEALTHCARE.” OR
“ANY SCIENCE, TECHNOLOGY, ENGINEERING
AND MATHEMATICS (STEM) FIELD.” OR “ETHICS,”
“CREATIVE PROBLEM-SOLVING” OR “LEADERSHIP.”

Actually, “ALL OF THE ABOVE AND EVEN MORE” might

be the best career advice anyone could dispense in 2012.
Just ask Scott Smith (BBA ‘89, MBA ‘90), senior vice

president of human resources operations for AT&T.

“OUR PERFECT CANDIDATE,” Smith reports, “is one
who has the underlying technology foundation along with
key self-directed leadership abilities such as collaboration,
creativity, criticalthinking, communication and customer
services skills.”
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Or, ask Pam Paglino (BBA '90), human resources manager of
salaried Personnel for Fory Motor Company. “STEM fields are
extremely criticq| for my €ompany and oy country gs q whole,”
Paglino explains. Technology "epresents a hyge need at Ford, i
research and development as well as in many other areqs of the
company, including on the Plant floor. “Even with oyr hourly positions,
We are looking for ¢ much more fechnologicc”y sophisticated qng
educated person,” Pagline confinues. “We have @ number of Phpy on
the plant floor ~ Yet, Ford and other “OMpanies want eyen more than
fechnologicc”y Savvy applicants,

to replace retiring baby
SO want new, workforce

boomers, byt al entrants to possess significant

real-world experience;
+ Yet employers say they prefer applicants
with multiple, or “bundled” ski] sets as opposed o specialists;

(north of g percent),
yet millions of jobs remain unfilled becqyse employers cannof find
qualified applicants,
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MENT AND VACANT JOBS

continue to Operate gs the innovation
engine of the world, Smith adds,

EM skills glqp. The

ographics (i,
er employees
in many industrializeq Countries)
and globalization (i.e., fcsf—growing
€conomies jn Brazil, Russia, Indiq
and Ching — the BRIC countries
— that have rapidly growing
appetites for STEM skills and other
professionql capabilities),

“Ifyou look ot the job market, we
really ran off o cliff a few years ago,”
Buckley notes. “College graduate
hiring has Picked up, and it's a much

efter market [for ,'ob-seekers] than it
Was a few yeqrs ago.” Yet, most g,
Companies of any size
aging-workforce issues.
recognize that, and they’

ring in college graduates,”
Continyes, Yet, these Organizations
remain highly selective because they
have less to spend on recruiting and
on training angd development.

OMpanies also gre spending less

r the third year

to a Hay Group
elow the 4.0
en from 2005 1,
if this trend continues, jt
could significantly (gng negatively)
affect many employees’ long-term
arning potentiq|.

Given g growing global STEM skills
99p, companies do appear willing to
Pay more for certqin skills, such gs IT,

higher-end healthcare
to U.S. Bureauy of
Labor Stafics projections.

“Today, many high-pcying STEM
jobs in oyr industry and others go
unfilled qs candidates Jqck necessary
technicq| skills, fraining or post.
secondary degrees,” Smith notes.
"With millions Unemployed, this skills
99p is alarming.” Fo, the U.S. 1o

In addition to the strong and
growing need for STEM skills,
employers conteng with other
fclent—mcnogement challenges. The
20082009 global financial crisis
depleted many retire
forcing employees in
generation to delay retirement unfil the

alances in their defined contribution
plans (ie., 407 (k)s) regain their pre.
crisis levels, This development has also
allowed many employers to avoid, for
now, having to replace large swaths of
their workforces. “One of our PhDs here
likens the demogrophics dynamic to g
Python swallowi
Paglino. “The

ANy companies hqye gone
through costreductions qnqf staffing
have fewer resources
and less eXperienced|]
employees,” Paglino continyes.
“It's much easier to go oyt and
ce, but thqt approach
Perpetuates the demogrcphic
crunch. When gJf of these
eXperienced, highly skilleq people
walk out the door 10 years or even
i W, will that cost the
an investing in [ess
experienced employees2”
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vest in new workforce
g for their talent
new workforce entrants who
qualities 1 help keep
n. Jeft Lupinaccl,
K'lmber\y-C\ork
gence and creative
thinking represe lities across all
disciplines and indusries:
“ARE YOU ABLE TO ASSOCIATE
FROM DIFFERENT CULTURESQ." Lupinacci ask
YOU ABLE TO UND THE CONTEXT
EY MAY BE

address problems @
Of all the organization
the exit of baby boomers from the wor

sales function is likely to experience the

impact. Sales is the most people-nten i
most businesses: and its evolutio
ks to the widespre
s customer relations

\ifecycle of the baby boomer

SOLUTIO
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| SALES PROFESSIONALS

A PROBLEM SOLVER

GLDBALL
AWARE ¥

equ'\pped customers have much more information and power:
“TODAY'S SALES PROFESS\ONA\_S HAVE THE SKILLS AND CAPACITY 10
HELP CONSULT AND BUILD SO\_UT\ONS FOR A COMPANY AT A MORE

STRATEGIC LEVELS DIXO OTES. “T'S N ER A ATTER OF JusT
SELLING A CT. THIS REQUIRES STUDENTS LEAVING CAMPUS

RE D\FFERENT\ALL PREPAR S PROBLE VERS, AND HO
ENGAGE S ALL U VELS OF AN OR NIZATION VIA THEIR

problem-solving abilities figure prom'\nent\y in the influx of military yeterans
transifioning into the civilian workforce. More companies are creating

recruifing and onboarding programs designed fo 1aP military-veteran talent.
These endeavors give companies gccess to an Under-uﬂ\‘\zed ralent pooli the

of hiring military veterans: “It is @ schoo\—of—hord-knocks experience:
INEA created a sifé (www.oﬂ.'\obs/ military) devoted 10 recruiting yeterans

including access to leadership and ream-building okills, a diverse talent po©
and profess'\ono\s who tend to manage adversity well, understand health an
safety standards, and operate officiently under pressure:

(
f " bbr bGyIOf. edu/pu/se—wor/(force
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GIVEN THE COMPREHENSIVE DEMANDS OF EMPLOYERS SEEKING NEW WORKFORCE
ENTRANTS, RECENT GRADUATES SHOULD CONSIDER THE FOLLOWING STEPS WHEN

IMPLICATIONS
ON WORKFORCE ENTRANTS

PREPARING TO ENTER, OR RE-ENTER, THE WORKFORCE:

“With our on-campus recruiting, we try to find people who have had really practical, good, hands-
on experiences, either through internships, summer jobs or other activities while they are in school,”
Paglino says. “"WE ARE LOOKING FOR PEOPLE WHO HAVE EXPERIENCE SO THEY CAN HIT THE
GROUND RUNNING AND NOT REQUIRE AS MUCH UP-SKILLING AND TRAINING TIME.” Baylor
University’s associate director of Career Services Kevin Nall notes that students with internship
experience on their resumes can command a 20 percent higher starting salary compared to a
recent graduate without internship experience who lands the same job. “Overall,” he adds, “the
most important thing students can do to be competitive within the job search is to have some kind of
internship experience on their resume.” Hankamer’s approach to internships, a required component
at the graduate level (as are a pair of career development classes), “IS NOT ABOUT HOW TO
PERFORM CERTAIN TASKS,” Buckley emphasizes. “IT'S ABOUT HOW TO DEAL WITH AMBIGUITY,
HOW TO SET YOURSELF APART, HOW TO GET COMFORTABLE WITH CHANGE AND HOW TO
DEVELOP A WORK ETHIC.”

In addition to her work instructing Hankamer students on the latest IT skills and concepts, associate
professor of Management Information Systems (MIS) Hope Koch also runs a scholarship program
with her husband that awards $500,000 a year to high school students in her hometown of
Cameron, Texas. Recently, Koch added a requirement for those scholarship applicants: they have
to scrutinize the U.S. Bureau of Labor Statistics Occupational Outlook Handbook and identify a
profession with a promising jobs outlook. “It's sort of like Maslow’s hierarchy of needs,” Koch
notes. “YOU HAVE TO MEET YOUR BASIC NEEDS, AND ONCE THOSE ARE MET, YOU CAN
START PURSUING JOBS AND RESPONSIBILITIES THAT ARE MORE INTERESTING TO YOU.” Koch
also emphasizes that many of the job areas with rosy growth prospects, like IT and accounting,
also are much more interesting and creative in practice than they might initially appear.

Q bbr.baylor.edu/pulse-workforce

3. BUNDLE YOUR SKILL SETS.

As Paglino, Lupinacci and other HR leaders assert, employers want new entrants to
have it all: top-notch classroom education and real-world experience; STEM skills and
sharp team-building capabilities; risktaking savvy and ethical mettle. Alas, the trend
toward flatter organizational structures, virtual reporting relationships and declining
training and development budgets means that employers also are less likely to devote
time and money to help employees develop new skill sets. As a result, notes Dixon,
“THE TALENT COMING OUT OF UNIVERSITIES TODAY HAS TO BE FOCUSED ON SELF-
DEVELOPMENT. THE EMPLOYER OF THE FUTURE IS LOOKING TO BUY BUNDLES OF
SKILLS. A GENERAL DEGREE WILL NOT GET YOU A JOB IN THE FUTURE — I'll stake
my job on that. It's the bundled skills that will get you a job, and that generally comes
from the experiential development you get while earning your degree.”

4. BRAND YOURSELF.

GAINING EXPERIENCE REPRESENTS ONLY PART OF THE PROCESS; JOB APPLICANTS
ALSO MUST BE ABLE TO ARTICULATE THAT EXPERIENCE — quickly, engagingly and
in a way that resonates with their audience (i.e., a job interviewer). “A lot of students
have great experience, but their resume sometimes reads like a laundry list of tasks
they did on an internship, as if they're regurgitating the job descriptions,” Nall notes.
“You have to be able to articulate the value that you can add to an organization.
That's critical.” And this isn't just at Baylor; one of the world’s top accounting and
advisory firms, PricewaterhouseCoopers, publishes a five-step personal brand
workbook as part of a Personal Brand Week initiative designed to help graduates
more effectively articulate their value.

5. ABOUE ALL, BE ETHICAHL.

Given the recent spate of corporate scandals (e.g., rate-rigging, excessive risk-taking in

the financial services realm, money laundering and more), personal integrity represents an
increasingly valuable organizational asset. These scandals have highlighted the need for
companies to exhibit more principled performance, especially in the “language of business,”
notes Anthony Herrera, lecturer and director of Internships and Career Development for the
department of Accounting in the Hankamer School of Business. “Ethics is the foundation of
our profession. If accountants don't have ethical standards, our entire industry falls apart.”

Lupinacci observes that companies feel the same way about nearly every other
profession. He sees more organizations incorporating the same type of ethics-related
questioning into the applicant-screening process that Kimberly-Clark has long used. “MORE
COMPANIES PLACE A HIGH VALUE ON FINDING GRADUATES WHO ARE TRUSTWORTHY
AND WHO HAVE A MORAL MINDSET,” he notes. “Ten or even five years ago, many
companies would not have thought to include ethical considerations in the hiring process.”
Not that ethics weren't important back then, he adds, but recent instances of unethical
organizational behavior have helped demonstrate to all companies how important it is to
hire employees with the right set of values.

TO ATTRACT THE ATTENTION OF INCREASINGLY DISCERNING RECRUITERS, NEW
GRADUATES NEED TO DEVELOP THE RIGHT SET OF SKILLS AND VALUES. And it's no
longer a secret that there is no pithy formula for developing this bundled skill set. “WE ARE
NOW LOOKING FOR SO MUCH, ALL IN ONE PERSON,” Paglino adds.






