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Hello and welcome my name is Hunter Clary. I'm the Associate Executive Director of communications here at APA and the Education Director. I'm one of three hosts for this How Did You Yet That Job Virtual Conference. These talks will look at careers for psychologists and in corporate and industrial settings. 

You'll hear from seven psychologists all of who have achieved success working outside of academia and private practice. This webinar will ask 45 minutes. In the beginning, our guest tells us about their current job. What a day in the life is like and what skills abilities and competencies they use. Then, we'll switch and learn more about how they got there and what would the path look like for someone interested in breaking into this career type. We will conclude with your questions for our invited guests. 

There'll be a mix of questions submitted in advance and those we receive live. Have a question for our speaker, simply locate the questions box in the webinar control panel and type it in. Questions can be submitted at any time during the presentation. So, let's get started, our guest today is David Futrell, PhD, the Senior Director of Global Selection and Assessment at Walmart. David leads the team responsible for employee selection and promotion processes. 360-degree feedback and other development and career related assessments of Walmart. First off, welcome David to How Did You Get That Job Virtual Conference and thanks for taking the time to join us today. Well, thank you thanks for inviting me.

 So, your official title is Senior Director of Global Selection and Assessment at Walmart. What does that mean specifically and what do you do on a day to day basis? Well my team has responsibility for all of the assessments and tests that are used for selection and promotion processes across the enterprise. So, that means if you encounter an associate in a Walmart store who doesn't seem to know what he or she is doing its ultimately my fault because they passed the test. So, we actually do a tremendous amount of assessment and testing for these jobs within at the store level. The last time I checked, the average volume of people we test per day is around 10,000 people for these the store roll. So, it's there's nothing else even close to that you know volume level with this kind of data as far as I know. You know we do have responsibility for these practices around the world, but the vast majority of our work is focused on the selection and assessment within the U.S. 

Wow, that is quite a lot. So, for your career, are there many others with the same title who do the same thing at other businesses schools or institutions or do you find that people in this career have different job titles, but all perform the same role. Well, I would say there aren't a lot of companies that are big enough to have a department that does these kind of things. You would tend to find people with roles like mine [having] an important probably 100 companies. So, I can I know most of the other people who do this kind of work and another big company, so it's probably you know you know dozens or maybe a few hundred people that they do this specific kind of work and across the whole country. 

Sure, I can only imagine. So, with that said, what would what does knowledge skills and abilities do you find you use in a day to day basis in your job and what's necessary to be successful in what you do? It sounds like very specialized. 

Well it's pretty specialized and I think that having the good working knowledge of a lot of the basics the psychology principles. I mean really there are things that you and learn as an undergraduate are very helpful. I mean you really need to have a very solid understanding of individual differences of learning concepts and social psychology. An awful lot of the work that we do as is related to how people interact with each other and then maybe most important of the psychology kind of theories and knowledge as motivation. You know we really want to try to identify people who are likely to succeed, and, in the roles, we hire them to do and obviously motivation to do the work is a huge part of that, so having a good solid understanding of those things is essential. 

But what's really most important to the sort of the particular job that I have is really good skills in data analytics and measurement and statistics. But those are the things that you don't get as you know broadly or as readily in a psychology program is you really need for this kind of work. You know in graduate school and IO psych you'll get that sort of training but that would be the thing that is. I think most specific to a selection role is the analytics and measurement skills that are necessary. You got right to my next question actually. Because you mentioned some basic skills that you would learn in an undergraduate class work, but then I did want to ask next about the knowledge skills and abilities that you might develop as an undergraduate or our graduate student or a postdoc fellow. And how did your training specifically prepare you for what you do now? 

You mentioned some of this data analytics but are there more specific components to the graduate or a postdoctoral level that would come into play here. At the time that I was in school, you know it was primarily statistics classes and psychometrics, so you know the psychometrics is primarily about how do you measure things and be able to give those concepts and constructs down and you would and those kinds of classes really be trained and how do you actually develop instruments and develop writing questionnaires and writing items and how do you validate those and so on. And that's the stuff it's still extremely important. The statistics were more basic than what we need now. I mean you would typically go through and learn all of the basic descriptive and inferential statistics. And you know get into sort of the regression level. And then in graduate school you might go further and get into to some multivariate techniques like vector analysis and so on. And again, those things are still important but what I've seen especially over the past five years is that you have this whole new field. 

That is broadly referred to as data science which are is really kind of coming into this territory where they have different tools that are focused on machine learning and kind of real hardcore predictive stuff. And that turns out to be really important. So, we can you know myself and my team have spent a lot of time over the last couple of years to really try to get up to speed on these new techniques, so that would be one thing I would you know advise anyone looking to get at the skill to do is to kind of look over on what these data scientists are doing and try to mirror some of those skills and that kind of training. Yeah that's actually you're like in my head because my next question was specifically that and maybe you could maybe go a little bit further into some of that is you know. What did you learn if on the job or elsewhere that you didn't learn in your postdoc? And it sounds like you were getting into that with the data science machine learning. 

Do you see where there's sort of a synergy between maybe some emerging science and psychology and some of these data science areas or is it kind of mix it sounds like maybe there may be kind of both? I don't know. I think they'll eventually merge, I think right now what is more, it feels like that they're sort of infringing. They're using these kinds of techniques and tools to try to get into the you know the under the turf that IO psychologists have always occupied. And you know there's good and bad with that. I mean some of these machine learning tools are extremely powerful. I mean they do a good job of predicting whatever the outcome is are looking at. I've done a lot of work recently with trying to predict them turnover and they do a good job of that. 

The problem and I think where the where we as a psychologist really add value is that we end stand measurement and we care about you know what is being measured and how these things work. We're the folks who are really more on this machine learning that viewpoint or training that way they tend to be very data agnostic. You know all data is or are the same to them and they care you know only about the you know whether they can predict the outcome or not. And in some cases, that's fine but whenever you start dealing with people and HR issues, there are other things that we have to worry about. We have legal considerations. We have to ensure that we're using these things for selection or promotion that they're fair. And that you're not accidentally building in bias. That impacts sum you know females or minorities or older workers. And it would be protected classes and a lot of the folks who are in the state of Frank's field are oblivious to the legal constraints. And some of these ideas of fairness that we have to be able to comply with. And it's going to work. Sure! I mean that makes a lot of sense and I think that's a really excellent point for the uniqueness of psychology. That we know that human behavior can be messy at times and it's not just pure science at all points for numbers I should say. 

My next question is more specifically about your history and how you got to where you are and how did you first get into this career field and then get all the way up to where you currently are. 
Well sure, it's I think a long and boring story I guess the high points. But I was the first one in my family to go to college and I actually had no intention of going back to college whenever I was in high school. I was going to be I mean I played in a rock band and I wanted to be a musician and then because my backup plan was to be an auto mechanic. And I actually was I went to vocational school and learn to do that. And when I finished that, I was in the dealership one day and I'd only been working there a couple of months and I had you know maybe [the clearest statistics] I ever had in my life. I looked around and saw these guys are a bunch of 40-something had a lesson with the various addiction problems. And they're making the same amount of money that I'm making. And I'm you know I do I really want to be doing that whenever I'm 40 right, so I decided that you know I probably should look into other things, so I went into the ACT and college the following the year and I entered as a psych major even though I'd never had a psychology class in my life. 

It sounded interesting and I stuck with that major through school and you know my auto mechanic skills were able to fund me as I went through school, so that actually that came in fairly handy. And while I was at college at Murray State, They Murray had hired a brilliant social psychologist named Brian Mullen, who was the kind of the first person to introduce me to the idea of Applied Psychology and IO and in particular. And so, I started researching that. And when I finished my undergraduate degree, I went to University of Tennessee. And that obtained my PhD in IO psych. And while I was finishing up my coursework, an internship became available at Saturn Corporation which is a and now-dead car manufacturer. MY first car was a Saturn. Congratulations! I might have had something that to do with that. But cool! So, if you know, it was it was a good stick for me because I did have this automotive background when I went over there, so I sure had worked and helped hire the initial 5000 production workers we had for the plant. And when I'd finished up the internship, I found a job there where they were looking for someone who really understood data and analytics to pull together a little data analysis team to look at warranty data on the cars were being repaired in the field. And I had this this weird background because I understood how the labor time guides and how cars were repaired and halal the accounting took place there. 

And so, I just kind of stumbled into after that opportunity and work there for a couple of years, finished my dissertation and then did some external consulting for a few years and ended up at Eli Lilly in Indianapolis where I've spent 16 years in a similar role to what I have it at Walmart. And I've been looking Walmart for about four years now. I moved here primarily because I wanted to lead a group of people who are doing this kind of work. That Lilly you know it was really an individual contributor role, so just trying to you know to grow and not you know pass on some of the things that I've learned to a team, so that's the short version of the career path. That's why I love that you made that transition about you know you really love cars and then you saw that psychology can kind of fit with cars and you found your way through Saturn and built the foundation and kind of merge the two. That's pretty cool. Go ahead. One of the things that I've had people asked me this question before. 

It's like well that's you know how did you plan all of this you know to get here. And the answer is I didn't plan any of it. You know I completely you know stores a bump my way through this whole sort of process. I just would end up at one place and opportunities would come along and you know that I would take advantage of and they led to two other interesting things. So, I think that we often underestimate the role that luck plays in a lot of career progressions. Sure, I think one of the questions then I had to follow that would be. If there were somebody out there and they were interested, maybe aspire for a job similar to yours, say on your team or at your level. Where would they look for openings? Are there specific journals with jobs, conferences, professional associations someone should attend? 

Well one of the best sources that you're looking for specifically for an IO psych job is the SIOP and the Society for Industrial Organizational Side 2014. That's right. And they have a website that has jobs and it's free to go there and look. And you'll also see jobs on posted on Indeed in some of other big job boards from time to time. That would fit into those things so those would be the primary places that that I was just looking if you're trying to see kind of what the job market looks like. Mm-hmm okay and what should first time job allow someone's head or what types of first-time jobs would allow someone to enter this field and what does a career pathway look like for someone just starting out in this field? Well the best path is to get an advanced degree in in IO, so we've hired master's folks at a Walmart and you know they can be very effective, but the team I have right now we have three folks they are all PhDs. That if you have an advanced degree in IO and have some selection experience or at least some good training in the program that those would be the primary things that that I would look for if I'm trying to fill a position. And we have had some folks on these teams in the past before I took over who didn't have any specialized psych training or IO training but could still be pretty effective if they have the you know are working with someone who's trained and get the right kind of mentorship. So, you know these aren't like a medical doctor. These aren't skills that you have to be licensed to have you can learn on the job if you're given the opportunity. So, what does a first job look like? It sounds like you definitely want to have at least a master's level degree. Are there titles for that job or kind of are there places you look? Well these are always going to be jobs that are likely to be in an HR department and sometimes they don't use the word HR anymore, but they would might have talent management or some kind of people system roles. 

And if you're looking for the jobs that would do these this kind of work and you're often going to find them in something that would have a HR research, workforce research, talent assessment, I would look to the words assessment. And then in many companies, the people who are doing people analytics or talent analytics, those are the folks who are also dabbling kind of in the selection work. So, those are the kinds of things I would look at. And again, the you know some of the data scientists are starting to get into some of these kinds of roles, so it's not just psychology folks that are you know looking for these things. But more of the quantitative types that are moving into these fields. Sure, but it definitely sounds like a psychologist or someone with psychological training certainly can distinguish themselves. I think like you said, there are some people there just data agnostic but somebody with a psychology background could come in and be able to utilize the science that they learned and the statistics and some of the hard science and data analysis but also understanding the work that you do with people. 

Absolutely and having the you know, I always find that it's like majors tend to be very well-rounded and have good kind of general knowledge or an intuitive understanding of how people are you know interact with each other. So, you know it's not a bad major to have even if you just get out at the undergraduate level. That's a short getting the you know these kind of quantitative jobs requires a little bit of additional specialized training. Yep, big data is creeping into everything we do. I had I just wanted to get back end here. Is there anything else you wanted to pass along to individuals that would be interested in your type of career or final advice? Well, I hate to keep harping on the quantitative point on this, but the really being good with the data and analytics is key. And so, if you had to the extent that you have the opportunity to work on projects while you're in you know undergraduate or grad school, where you get to work with SPSS and which is what I've spent almost whole career working on or you know now are a dynamic more fashionable. 

But any of those tools and it takes a lot of practice with those to get good at it, you just have it's very difficult to learn it in a vacuum or you just learn these commands and without applying them. You really have to get into real projects and by doing those things that sort of cements the learning and you kind of learn how to apply what you did in this project of the to the next one. And it just takes time and it's not something that you can you know cram for and learn are and how to do it and it works in a month. This doesn't work that way, but so I would start early and try to you know to dig into any projects where you get to play around with data. Well and I think that survey related projects are always a good place to start because the data tends to be cleaner and easier to deal with in some of the other kinds of analytics projects that we deal with. You meant, so I'm getting a sense here. Was that the cut type of thing that maybe was nascent when you first entered the working were in the working world or did you kind of have to go seek it out? It sounds like obviously. In today's day and age there's maybe more opportunities to expose yourself to these quantitative skill sets and tools. But were there any things that you did maybe at Saturn or previous to that? Well I was yeah certain revealed kind of some of my age here. I'm when I was an undergraduate with micro computers were just getting started. So, at the time that I started, we were doing you know most of our SPSS work was all mainframe saying so. It was a real narrow geeky kind of feel the people [how to let you do these things] and then as I went to graduate school, we started getting SPSS on PCs. And it became more accessible, but until maybe seven eight years ago, it was still dominated by SPSS and SAS. So, those are the only tools that people really use to do this kind of work and I had opportunities both in graduate school on a project basis at Saturn. 

And then in my consulting career to always do this, so I mean I probably haven't had you know very many days go by in my life in the in the past 40 years where I didn't do some data analysis. We didn't have SPSS open for some process, so it just requires a lot of work. And having it just become kind of just of the way that you think where you can just easily get into these things. And you know what data to get, you know what to do with it. and it just takes. You know, start early and get lots of experience and practice. Excellent! Yeah, it sounds like first thing open email, open SPSS your first thing in the morning. Great cool! It sounds like it I and that's good I think we everybody out there needs to be aware of that. So, first say I wanna say thank you because now it's time to turn to some of the questions from our audience. I've got some we've got some coming in and I also have some that we're pre-registered and I'm going to start off some of the pre-registered questions. The first one is sort of a broad one. What would you say is one of the biggest challenges you overcame and you're in your career trajectory? Well 

I think one of the things is whenever go to graduate school and get a PhD and then start to work in a business. I t's learning you know learning to be a business person because the businesses don't point in anything like universities. So, just getting that learning the language and understanding how businesses work and kind of getting that establishing your credibility as being of value to the to the business is a big challenge. And then I encountered this other odd thing. You that you won't count encountering in all companies but at when I was in Eli Lilly is full of real scientists. And you know they won't hesitate to tell you that they're that [...] know at all these. You know biologists and chemists and pharmacologist around there. And they kind of looked down on social scientists, so you know, in that case, it was it was kind of establishing your [threat] as a as a real scientist. It was a challenge and I hate that you have to say real tests against psychology because we all know it's real science. And well I'm not even get into. That but I get what you're saying. And it's funny but dimension because in the keynote previous to this that was a key point that Dr. Ballard was talking about when thinking about learning to be a business person and establishing yourself as an expert in the field and really elevating in people's consciousness the contributions. 

Psychology and psychologists can make in places that aren't necessarily first thought or first top-of-mind for a lot of people in the business universe. But as you've already mentioned, there's a lot of unique and distinguishing skills that psychologists can bring specifically to some of these data scientists and others in the field. That I think really distinguished the discipline. The next question is. What would you say is one competence that's critical for to be a successful leader? Well I'm gonna answer this as if we're assuming that I'm a successful leader and like looking for a CEO because that's a different kind of competency. I think this is like people want elevating maybe transition into that type of leadership role and they want to know maybe what psychology can support or bring that we know from the science. Well I think the most important thing is to realize that what you're there for is, the people who report to you and so it's developing them, so there's a fair amount of teaching involved but mostly it gets you know helping them get what they want. Do focusing on their career development not taking you know every chance when you when there's a big presentation in front of an executive committee. Let them do it. I mean you know giving you know sharing that the spotlight is it's something that it's hard for many people to do and to let go of. But I think that's really critical if you really want to be a good leader that's good. I like that. 

I think we've got some undergraduates listening because we got a question what you would advise an undergraduate student to focus on more in terms of prepping for their career. And I think we've touched on it, but I don't know if there was anything else you wanted to add. Well I think two things means we've talked a lot about the quantitative and data analysis work and so I would say absolutely do that, figure out ways to you know to get some skills and data analytics but I would also suggest that you know minoring in business or at least getting some of some business classes, so that you at least learn you know the basic principles of Finance and in management of some of the things that the business students are going to be learning. I think that's very helpful for anyone who actually is going to end up in a corporate setting. Okay again, I think we touched on this but there was a question about quantitative data analysis skills and kind of how they applied to a corporate setting or that could give graduate students sort of a competitive advantage in the field and I think we kind of touched on that but I don't know if you wanted to add anything more specifically, specific skill sets beyond learning the tools. I'm not sure. 

Well I still think that the SPSS or SAS are the are the best based tools to be learning but learning are in general and then I would look specifically at machine learning. I mean that seems to be the area where there's a lot of growth and it's about prediction. And what we're doing almost always and in my field is you're trying to predict you're trying to predict whether someone who's an applicant is going to be a good performing employee and whether they'll will stick around. And when we have our own employees, we often try to predict you know who among this group of managers is capable of ascending to the c-suite or an executive role. So, and some of these machine learning things are all predictive based and those things are can be very helpful. So, that's where I would go would be machine learning and that's going to require learning or Python. So, we also had a host of questions submitted and from the live folks that are actually interest interested in. How do I bring say a clinical a clinical background into your world or maybe that the master's degree? 

So, I think the one that I'm really interested in is so if I had a clinical background, what would I do to make kind of that transition. Well whenever you look at IO psychology, it's a pretty broad field and so kind of on the extreme I side is selection and assessment which is kind of where I sit. The other side of the field where it is more organizational development, folks where there it's really more about teams and getting people to function well together and executive coaching. And that side of the of the spectrum is much better except for most clinicians. So, because you're doing a lot of individual kind of work there that you know [commission] already do very naturally and very well. The you know the shortcoming most clinicians are going to have if you want to practice over, I'm kind of on the ice side where I am, it is again, it's going to be the most of them are not going to have the level of quantitative and data analytic experience to do the work. But if you really wanted to do that, that's what you would need to pick up. Got it! It is that side that are in that area. Okay, one of the questions from the live listeners is. And again, we I think we touched on it but maybe we could go a little bit deeper into it. Is it really necessary to have a PhD or are there great opportunities for those with a master’s? It's not necessary to have a PhD and in fact the person who ran this group the who I replace whenever I came to Walmart was a master's in IO. And he you know he had this job which is arguably the you know the biggest selection job in the world and he didn't have a doctorate. And we have several IO masters folks running around here and doing different kinds of roles that you know, they're very effective. So, I mean once you get in into the real world the credentials don't matter as much as your actual skills in your experience base. So, sure I wouldn't hesitate to hire a master's person from on my team you know as long as they had the right level of experience for doing this kind of work. Got it so then I have one question that was submitted earlier that I think was a little bit more in the [weeds] and I think in in your area of expertise that related to the promotions process. And it was a kind of a two-part question. 

They wanted to know about assessment for high potential employees and then also what your stance is on transparency and perform to promote and maybe kind of break that down for us because I'm not sure I know the full nuance of that. Well, the you know we could do a whole session of what's involved in potential assessment. But you know in most cases what you're doing is that you're trying to look at what you know about a typically an existing employee and trying to make a judgment about whether they have the potential to advance. And you're usually talking about a general management position, two or three levels up, so you're trying to make a long-term prediction on someone. And what you are doing is you've got to figure out what is all the information I have available or you're trying to get an assessment of their kind of ability. Do they have the horsepower to do this kind of work do? 

Do they have the right kind of psychological makeup? So, from a personality perspective, what sorts of traits and interests and values are necessary or are helpful for that kind of role. And then another important part of this is do you want to do it, so ambition plays a big role, and so there's lots of people who have the ability but just don't have any interest in playing some of the corporate games at the highest level. And then, the kind of the last piece of it is the track record you know what kinds of experiences you have had that we could assess to figure out whether you are likely to perform well at a at a higher level. So, those are the things that are typically go into of potential assessment. If you look across you know all these big companies, they all have their own models, but they'll almost always have those kinds of components in there and some way to combine those to make a prediction about someone's performance. But to get to the second part of it I think that what the person is asking is do you tell people that they're high potential. 

And that is a you know a topic that there's a lot of disagreement on even within Walmart. So, don't take my answer here as being that the Walmart corporate stance because it you know we don't all agree on this but my position on these kinds of things is it's always better to be transparent. If someone is you know it's actually a high potential employee, why wouldn't you tell them? You know that's likely just to make them feel good and make them more likely to be retained, but the downside of that and I think where the reasons that a lot of companies don't like to tell people. That is what do you tell them whenever you take them off the high potential list. Because you know in many cases, they're still a you know a very effective employee who you want to keep but it's going to be a like a big slap in the face that you find out you've been taken off, you know, this list. So, I think the fear of that or the inability to deal with those kinds of issues is one of the reasons that some companies don't like to be transparent about those things. I like that there's again another subtlety about the uniqueness and the distinguishing value of psychology over maybe a pure data scientist right there. One thing that just came in and I think this is again kind of relevant is, you know, how are skills of a data analysis presented or made obvious in the business community. We've got an IO online that basically feels like they're seeing just as a clinician. Well, I I've never really encountered that issue. I mean what most people tend to see me as first as being you know the propeller head, you know, the data geek. 

Yeah, they rarely see me as a psychologist and that's not always a bad thing. You know, in a business setting and whenever you come out and tell people that you're a psychologist, or you know, that's an emotionally loaded word and I'm sure we've all we've all heard that think so you're gonna analyze me. There you go. But you know that almost never happens you know to me anymore. It's like, we're seeing primarily as being that you know the you know the folks who know how to do some things based on data and measurement. So, that's really the eye the brand that we have, and I think that Eli Lilly that tended to be true as well. Interesting! Did you in your career, did you ever run into that at all or because you were in attracted to those very sort of quantitative realms within the business community it never really came up? Well I think that it does come up, but it doesn't last very long. I think when people figure out what it is that you actually do and how you can help them, you know the psychologist title that just kind of fades into the background and they don't you more as a business person. Do you present yourself as a psychologist out of curiosity? So, do you say hey, I am ...? I don't, I used to, you know, I said I just you know give my title, you know, I'm responsible selection and assessment. Got it! And then, it goes any deeper than I'll tell them I'm, you know, I industrial organizational psychologist but I don't normally just come out and introduce myself as a psychologist. Sure! You're trying to dodge that "oh are you gonna analyze me?" question which we all know comes up when you're not in the practicing universe. Exactly, I think we're getting tight on time or at least we don't have any more questions. So, I am going to say thank you for joining us today David. 

I really appreciate it! This has been really enlightening for me for sure! I also want ... My pleasure! Oh yeah, absolutely! Thanks a lot. I just wanted to as you can see on your screen here. We also want to thank you listeners for taking a time out of your busy schedule today, to be with us today. For you, we have Finding A Job In Industry" an E-Booklet, produced by the editors of the monitor on psychology and it features questions and answers with psychologists working in the industry and articles on job hunting and interviewing. You can download this E-Booklet from the handouts tab and your control panel. We will also email this booklet along with the recording in about a month. 

APA also offers many resources for helping with your career. First, let me mention the individual development plan (IDP) for short for helping map out your career pathway. APA's 5 online modules will take you through the IDP process of self-assessment, career exploration and goal-setting to help you create your customized career plan. Are you looking for more career related information? Check out APA's member membership page at www.apa.org/members. We are developing a variety of articles booklets and webinars on this topic. If you're ready to start your job search or want to explore job postings, check out APA's online Career Center site careers. Create an account and upload your resume to become instantly searchable by employers and recruiters for all applicable opportunities. The web address is www.psyccareers.com. 

As soon as this webinar is ended, a short survey will appear on your screen. We hope you'll take a few minutes to take the survey and give us feedback on how we did and how we can improve. So, our next webinar is at 1:00 PM Eastern Time featuring Melissa Steach, Ph.D. Melissa is an award-winning artist, best-selling author, certified agronomist and doctoral candidate in IO psychology with certification in positive psychology interventions who currently works as a human factors and ergonomics specialist at Herman Miller. Herman Miller Inc. Until then, have a great day! 
