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This initiative involves career offices “researching” companies – with emphasis on HR departments – on their integration of behavioral competencies (Reflect) in their people processes. Ultimately, the purpose of this activity is to effectively profile and position companies’ workforce needs and expectations for business school students. 

An electronic survey will be the primary method that the career office uses to ascertain each company’s competency-driven hiring and other employee “lifecycle” interests and activities.  

The career office is encouraged to employ other methods, including interviews with business school alumni and collateral review (e.g. on-boarding materials, performance management forms, individual employee development plans).

Career offices, ultimately, make results of research available to students via general recruiting publications and catalogues, career development/job search forums, job fair information, and 1:1 conversations.  
Type

This is a career center activity.
Learning Objective

To better equip students to appreciate the value that organizations place on behavioral competencies in their HR processes (e.g. hiring, culture building, and performance management). To facilitate stronger candidate matches between students and the organizations from which they seek employment. 
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	Step 1—Company Contact Identification
a. Career center staff identifies organizations/companies that the career office would like to include in this initiative. Factors include: 
i. Ease in securing requisite information. 
ii. Company Hiring Potential among school graduates. 

	Step 2—Introductory Conversations
a. Career center staff convenes initial conversations with organizational contacts to explain the project, its benefits, and desired outcomes. Staff then identifies priority list of participating companies (Supporting Collateral-Item 1).

	Step 3—  Research
a. Career staff conducts research, using a variety of different methods dependent on organizational participation availability and interest.
i. Electronic HR Survey (Supporting Collateral-Item 2).

ii. Phone or in-person interview with Alumni (Supporting Collateral-Item 3).


	Step 4— Company Profile Development
a. Career offices complete company profile template for each company researched, using information leveraged from staff and alumni surveys/interviews (Supporting Collateral-Item 4). 



	Step 5— Information Dissemination
a. Career offices disseminate information to students using a variety of different messaging platforms: 

i. General publication.
ii. Job fair/on-site interview promotional materials.
iii. 1:1 conversations.
iv. Informal alumni/student matching for informational interviews 
(Note: This is not a mentoring relationship).
b.  (Supporting Collateral-Item 5).




	HOW TO MIX THINGS UP
Ideas to modify the activity, introduce new design and delivery options, and increase the difficulty level for students.
· If a school can’t establish contact with company the school could also perform research on the target company’s website to see which Reflect competencies seem to be the most valued.  This should only be considered if the school is unable to establish contact with a company which and that company has been “targeted” by a number of students.



Implementation Notes

· Career centers have tremendous leeway regarding the extent to which they identify and research organizations’ competency-driven people strategies.  
· Career centers also have a great deal of flexibility regarding the extent to which they publish or promote competency information to students. 
· While career centers “own” this initiative, they may benefit from sharing research results with faculty and business school “ambassadors” (e.g. alumni) who may be important co-messengers regarding hiring company expectations and needs.  

Opportunities to Apply Reflect Competencies
  Through its implementation, the activity offers the student opportunities to build insight and skill on:

· Strategic Self-Awareness: By seeing which competencies a specific company values, this activity offers the opportunity for students to be more aware of their personal competency development needs.  
This initiative facilitates student access to information about hiring companies and their level of emphasis on any of the behavioral competencies as a filter for making hiring decisions and defining/executing other HR processes. This information certainly supports student appreciation for how their competency strengths and/or areas for development impact job opportunities and organizational fit. It also facilitates their understanding of the specific behaviors they need to demonstrate to be considered ideal candidates for specific roles.  

Activity Example

 “Chris” is considering different employment opportunities after he/she completes his/her MBA.  While Chris has clarified his/her areas of technical (or content) expertise and interest and positions that align with them, the Reflect assessment has leveraged for him/her additional ways to think about this his/her ideal next job and the culture (e.g. operationally focused, highly innovative) that optimally suits his skills, strengths, and personality

When considering different companies and positions, Chris consults his/her career center’s recently published information about different hiring organizations’ competency expectations and priorities. This helps him/her better assess each employment opportunity and prepare for subsequent interviews.  

Specifically, his/her Reflect results revealed opportunities for Chris to leverage his/her natural capabilities at innovation and collaboration more than he/she has in the past in previous jobs. As such, he/she is particularly interest in positions and/or companies that place high value on these areas and uses career office information to further evaluate opportunities against his/her Reflect insights.    



Materials, as referenced in the activity outline, appear on the subsequent pages. When applicable, instructions are provided to the user (faculty member, student). Faculty members are encouraged to edit the materials to suit their needs and to align with their preferences for activity implementation. This section is divided into two primary categories, collateral for teachers and collateral for students.
ITEM 1 FOR CAREER PERSONNEL: 
Talking Points to Potential Participating Organizations
Use the following points to frame an initial conversation with companies you wish to interview about their hiring strategies around behavioral competencies.  
· (NAME OF SCHOOL) continues to appreciate the relationship it has cultivated with (NAME OF COMPANY) in efforts to identify and hire strong job candidates.  

· Our partnership has yielded wonderful employment and internship opportunities for our students. In the last (TIMEFRAME) alone, (NUMBER) have secured employment or internship opportunities with (NAME OF COMPANY).
· We are excited to share information with you that will complement our existing recruiting and hiring initiatives with your company.

· As you may or may not know, (NAME OF SCHOOL) now offers all of its MBA candidates an opportunity to complete the Reflect assessment* to help students identify and leverage their business world competency strengths as well as identify the areas that they need to develop further.  

· Once students receive their results, they have an opportunity and are expected to apply their results to a number of in-classroom experiences to support their competency ownership and development.  

· We want the students at (NAME OF SCHOOL) to also have an opportunity to secure employment with organizations and in positions that are a strong fit from a competency standpoint.  

· Your organization’s participation in our company competency survey will support our enhanced efforts to provide students with important information about the companies and positions for which they are interviewing and further ensure exceptional candidate/company matches.

* It may be necessary to share more detailed information about Reflect (e.g. a sample assessment report, competency definitions, etc.).    

ITEM 2 FOR CAREER PERSONNEL: 
Company Survey Template
Use the following survey to collect specific written information from participating organizations and, specifically, HR staff, on the company’s hiring strategies and other HR processes (e.g. performance management) as they relate to competency-defined and/or -driven criteria.  
Thank you in advance for agreeing to complete this survey. As we previously shared, your answers to the following questions will support (NAME OF SCHOOL) efforts to provide its students with updated information on the extent to which your company places hiring emphasis and value on specific behavioral competencies in the business world.  

Please provide your responses to each question in the space provided.  

If you would like to have a follow-up phone conversation about your responses, please provide your contact information as requested below. We welcome the opportunity to talk with you further. Please submit your responses no later than (DATE) to (NAME OF CONTACT).  

Review the competency definitions below:

Innovation: Generates new and unique ideas; makes connections among previously unrelated notions; adds value to situations requiring original thinking.
· Generates unique and clever solutions and ideas. 

· Expresses intellectual curiosity to discover hidden patterns/interrelationships. 

· Leans away from existing frames/structures to new/different approaches. 

· Is comfortable with ambiguity. 

Operational Thinking: Takes into account project priorities and available resources to reach goals in the most efficient, timely, and cost effective way.

· Uses systematic thinking and approaches assignments in an organized and thoughtful fashion.
· Focuses on the details of an assignment without crossing the line into micromanagement. 

· Focuses on the commercial viability of the business.
· Is process oriented.
*Continued on Page 12

*Continued from Page 11
Decision Making: Recognizes and understands issues, problems, and opportunities; develops potential alternatives or courses of action; selects a course of action based on the likelihood of success.

· Makes timely decisions with confidence.
· Evaluates multiple alternatives before determining best solution.
· Enjoys solving puzzles and tackling challenges.
· Searches for the most efficient solution.
· Recognizes possible obstacles and gaps.
Strategic Vision: Combines one’s own ideas with those of others to envision the possibilities and map out a road to a better future.

· Advocates for pushing the status quo.
· Keeps an open mind to ideas and possibilities.
· Analyzes ideas for implications on the business and work environment.
· Takes a long term view.
· Demonstrates economic awareness and recognizes impact on surroundings.
Strategic Self-Awareness: Recognizes own strengths and weaknesses and uses that information to guide personal growth and development.

· Accepts and acts upon feedback in an open and constructive manner.
· Conveys self-confidence without arrogance.
· Takes responsibility for mistakes and learns from them.
· Learns from others.
· Possesses knowledge of own capacity/capability and recognizes when to ask for help.
Resilience: Performs well under pressure or challenges (e.g. time, ambiguity, etc.); rebounds quickly from a setback.

· Tolerates scrutiny and responds appropriately to issues and challenges without becoming defensive.
· Takes risks and is able to handle adverse outcomes.
· Flexible – adapts when the situation calls for it.
· Exhibits poise and confidence in chaotic situations.
*Continued on Page 13
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Drive: Establishes high performance standards for self and others; assumes personal ownership and accountability for achieving goals.

· Described as competitive and self-confident.
· Acts to take control of situation.
· Takes ownership and responsibility for achieving success.
· Steps up to challenges even when things are not going well.
· Moves to fill a gap or need.
Interpersonal Intuition: Communicates persuasively in individual and group situations; adjusts approach, tone, language and non-verbal cues to the characteristics and needs of the audience.

· Senses the atmosphere of a situation and adjusts the message and delivery in “real-time.”

· Picks up on verbal and non-verbal cues.
· Communicates with appropriate modalities to influence moods and opinions.
· Communicates directly while remaining tactful.
· Exercises active listening skills.
· Conveys enthusiasm for projects in context for the audience.
Valuing Others: Builds trust-based relationships by treating people with dignity, respect, and fairness while valuing their diversity in background and views.
· Demonstrates sincere caring and concern for others.
· Keeps an open mind regarding others views.
· Advocates for work-life balance among team members.
Collaboration: Develops positive working relationships that emphasize team accomplishment in conjunction with individual contribution.

· Builds and develops effective relationships across the organization using informal and formal networks.
· Partners with others to solve problems or address challenges.
· Described as approachable and cooperative.
· Uses a team approach as a means to achieve success.
· Able to resolve conflicts and handle confrontations constructively.
*Continued on Page 14
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Now, please answer the following questions:
1) What is your name/title/best way to contact you?

2) Considering the profile of your staff, which competencies (please rank order them, if necessary) do you consider most important for individuals to demonstrate in key job roles and/or positions at the corporate level that are ideally/typically filled by MBA grads?  
3) For specific positions that typically target individuals with MBA’s and/or individuals who have recently graduated from business school, which competencies are most important for particular departments/positions?  
4) How are competency performance expectations conveyed to your professional staff (pick as many as apply and/or identify others):

· As part of the company’s vision/mission messaging.
· During the candidate screening/interview process.
· During new employee on-boarding activities.
· In conversations between supervisors and direct reports.
· As part of the general performance management process (e.g. appraisal form).
· In 360-feedback activities.
· Other (please identify below).
*Continued on Page 15
*Continued from Page 14
5) Are these efforts formal (e.g. specific questions about behavior competencies are posed during interviews, employees set formal behavioral competency objectives each year) or informal (e.g. employees have a gut sense of what’s important/necessary but there is no real effort underway to track, measure, position their competency strengths and development).
a. If more formal, how could (NAME OF SCHOOL) optimally convey your competency needs/expectations to our students? 

b. If more informal, how could (NAME OF SCHOOL) support your company’s efforts to leverage Reflect competencies during the candidate search process moving forward?  
6) Would you be willing to speak by phone to provide further ideas on this initiative?  
7) Are there individuals within your organization with whom we could speak with that may have additional ideas to share (e.g. alumni of (NAME OF SCHOOL), individuals within your company who spearhead or support competency-based employee lifecycle initiatives)? Please provide their contact information below.  
8) Would you be willing to be a contact person for students seeking to learn more? If not, is there someone else that you can recommend?
ITEM 3 FOR CAREER PERSONNEL: 
Alumni Phone Interview Script
Use the following survey to collect specific information by phone from school alumni on their experiences with a specific company’s hiring strategies and other HR processes (e.g. performance management) as they relate to competency-defined and/or -driven criteria. In slightly modified form, you can use the same script for phone interviews with HR staff.  

Note:  In advance of speaking to alumni by phone, business schools should make sure that, at a minimum, they provide alumni with a list of the competency definitions. In some situations, it also may be helpful to offer alumni with the opportunity to complete and debrief the Reflect assessment.  
Thank you for agreeing to talk with us today. As we shared with you previously, (NAME OF SCHOOL) is launching an exciting new initiative that we believe will better prepare our students for securing positions that are a good fit for them while strengthening the overall candidate/company match process.  

Specifically, many of our students now have an opportunity to complete the Reflect assessment about which you’ve already read and/or completed yourself. After students receive their results, they participate in a number of academic experiences designed to help them leverage their competency strengths and/or further develop other competencies.  

It is also important however for students to understand how their unique competency “profile” may fit with the needs/expectations of organizations seeking to hire our students.  

As an alumna of (NAME OF SCHOOL) with experience at (NAME OF COMPANY), your insights on the competency needs and expectations for (NAME OF COMPANY) and/or particular jobs are invaluable.  
To that end, we’re grateful to you for being willing to answer the following questions based on your understanding of the Reflect competencies and your firsthand “on the job” experiences at (NAME OF COMPANY).  
*Continued on Page 17
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1)  What is your name? Name of your company? Current title? When did graduate from (NAME OF SCHOOL)?   
2) Can you share a few of the technical details regarding your current position and its requirements
3)  Considering the Reflect competencies, which ones have you found to be most relevant in your work in this position? Please explain and provide specific examples.
4) Has the importance placed on these competencies by your employer and/or supervisor been more informal or formal? In other words, has behavioral competency (as opposed to technical skill) been the focus of conversation and/or formal performance measurement or simply implied as important? Please explain.

5) What, if any, other positions at (NAME OF COMPANY) have you held since you graduated from (NAME OF SCHOOL)?  

a. (If individual has held other positions at the company.) Do you have any different insights regarding the Reflect competencies and any of these other positions that could help a student at (NAME OF SCHOOL) prepare for interviews and/or assess his/her particular fit?

6) Finally, in your opinion, how might (NAME OF SCHOOL) help students use their Reflect results in other ways to facilitate their job positioning/ professional success at (NAME OF COMPANY)?  

7) Would you be willing to be a point of contact for students interested in learning more about your formal or informal experiences with the competencies at your company?

ITEM 4 FOR CAREER PERSONNEL: Template for Company Competency Information
Based on alumni and HR interviews/surveys, use the following form to synthesize each participating organization’s competency information.  

Name of Company:

CONTACT PEOPLE/TITLES/CONTACT INFORMATION (identify as alumni if relevant):

OVERALL Reflect COMPETENCY EVIDENCE:
· Competencies that (NAME OF COMPANY) believes are important for key professionals positions (list).
· Formal and informal mechanisms through which the company conveys the value of and performance expectations relevant to these competencies.
SPECIFIC POSITIONS AND THEIR EMPHASIS ON Reflect COMPETENCIES 
(list and identify competencies).
ITEM 5 FOR CAREER PERSONNEL: 
Ideas for Disseminating Competency Information
Career offices will vary in the ways to disseminate organizational competency information. Some ideas appear below:  
· A published summary of companies surveyed. 
· Background information provided to students in anticipation of company campus visits for job fairs/interviews.
· Career staff 1:1 conversations with students who are trying to assess fit with hiring companies and/or prepare for interviews with companies.
· Informal connections of students to alumni who are available to participate in informational interviews given their specific insights on the competency needs/demands of particular positions. 

* Note: These “informal connections” are different from a formal mentoring program. It simply connects students with individuals, as school alumni, who are willing to share perspectives on the extent to which specific companies emphasize behavioral competency in their HR processes. Certainly, the mentor/mentee in a formal mentoring relationship could leverage this information as well.
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