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Hello and welcome my name is Hunter Clary and I'm the Associate Executive Director of Communications for the Education Director here at APA. I'm one of three hosts for the How Did You Get That Job Your Virtual Conference. These talks will look at careers for psychologists in corporate and industrial settings. You'll hear from seven psychologists. All who have achieved success working outside of academia and private practice. This webinar will last 45 minutes. In the beginning our guest tells us about their current job, what a day and day and 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 type of career. we'll conclude with your questions for our invited guests. There'll be a mix of questions submitted in advance and those received 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 Dr. Will Shepherd as the Director of Enterprise Learning and Development at Wendy's at the Wendy's company. Will has the responsibility for training, leadership, development, employee engagement, succession planning, performance management and hiring and promotional assessment programs. First off, welcome Will to How Did You Get That Job Virtual Conference and thanks for taking the time to join us today. Will: Thank you Hunter: So, let's get right into it. Your official title is Director of Enterprise Learning & Development at Wendy's company. What does that specifically mean and what is it that you do on a day to day basis? Will: Yeah, thanks Hunter. You know, when I think about the job it's really two big buckets at Wendy's. My team has responsibility for Wendy's University which is our corporate university, and that provides training, performance support to the entire organization from the restaurants, all the way to our support center here, in Dublin Ohio. And then the second thing is a variety of employee development systems and processes to improve team effectiveness, so the training category some of the things that we do would be represented by the Addie model which some people may have studying in school which is assessing and designing, developing, implementing and evaluating tools and systems and processes that help people learn and do their job. 

So, you know, the analyzing pieces, you define what the business needs, some consultation with organizational leaders, so I think that that is kind of your intake process up front. We do you turn it over and we have different people on our team who focus on the design and development and the instructional designers to really understand adult learning theory. And then there's the delivery aspect of this as well. So, in some cases, you have live training sessions in other cases like this one they're more virtual, and we're able to support people directly in that way by delivering that content. And then finally you know implementing and evaluating. So, we have about a quarter a million people in the system and we reach out to all of them through our learning management system and are able to provide on-demand training in over six thousand restaurants in 28 countries, be able to track and understand exactly how the trainings being used and see what new opportunities we have. So, that's kind of the training part of the job. On the employee development side, we kind of think of it in three buckets as well. So, it's not the individual, it's [not] the team, it's not the organization, so the areas around the individual focus they really lend themselves nicely and many things we as psychologists think about. So, for example, we use personality inventories and cognitive ability assessments as part of our hiring process and promotional process. We also use 360 feedback processes, so asking people to self rate on different leadership competencies and asking others in their circle their boss and others back. And then we might help them interpret that and gonna go through some of those psychological experiences around shock [and ???? resistance] and finally acceptance feedback, and we help with the performance evaluation system. 

So, you know, that that kind of a 101job feedback that we can as well as the development process. What we're going to work on they get better. And we do have some work around executive coaching where we use outside people to provide a specific targeted coaching at the individual level, so you know, that's the first kind of category that individual focus. On the team focus, again, you know, psychologists are pretty comfortable in this area and this also gets to group dynamics, but you think about a new leader who needs to be assimilated and integrated with his or her team, and we help with that. 

We used some basic tools like a disk, for example, or a Myers-Briggs to get some baseline data where people start talking about how they communicate different styles, assess conflict, you know, how people are cooperating, how they're communicating. So, that's second team focus. And then the third is our organizational focus, and that would be things like our employee opinion survey program. We call that the voice of Wendy's. We had about 80,000 people respond to that this year, and we're able to give feedback to managers about the job attitudes and employee engagement of their employees. The organization will focus, we also do succession planning, so we call a talent [code] review where we evaluate the talent, sign it two different categories on based on performance and potential, that nine box rating if you read about that. We also do people analytics, linking even capital to organizational performance, so we'll look at metrics at the about the restaurant level, typically about people that can be training scores, that could be hiring assessment scores, that could be employee engagement and seeing how that's predictive of and related to restaurant and organizational performance. And so that's the big buckets are that training aspect Wendy's University, the second one is the employee development in the middle team and organization, and you know, to be honest a lot of the time is also spent on general manage your own administrative functions. 

So, coming up with the strategy, tactics which interesting, but also budgeting and supervisory activities and attending cross-functional meetings. So, I think that's kind of a brief overview of the overall job and what I do on the day-to-day. Hunter: Wow, well that certainly sounds very comprehensive but it also sounds like a very thorough way of incorporating a lot of psychology and what you do and which leads me to my next question actually is. So, it sounds obviously Wendy's is a very large organization, but are there people with the same title that do the same thing for other businesses, schools or institutions or do you find that there's people in this career that have a different job title but essentially do some of the same functions and roles? Will: Sure yeah if you were doing a LinkedIn or Google search for similar jobs you, would probably seek job titles like Director or VP of Talent Management or Director VP of Organizational Effectiveness Development Capability were commonly or it not commonly but recently I should say you start to see people analytics in the titles as well. [So, that is another one]. 

Will: Got it so to that end what would you say some of the knowledge skills and abilities that you find you use on a day to day and that's necessary for to be successful in what you do. Will: Well you know it's a great question because there's a balance between I guess some of things I learned in graduate school as well as some of the things that I've learned since then that are important for day to day success. So, you know, for me, my background is I went through probably a very traditional approach where I spent four years on-site at Bowling Green State University, you [know, I] had great professors, and we study both the academic side of things but also the application, so we really focus on that scientist practitioner model. And you know, there's really rigorous training, and we went deep on for psychological concepts like job attitudes, how to measure job attitudes and that you know relates to the employee opinion survey work we did, and we study personality and cognitive ability, theories and application. And that helps them in hiring from this [bet] that we build. 

You know, we studied teaming and dynamics which helps with the group effectiveness. And you know, psychometrics, it was a pretty deep training on psychometrics had 28 hours of advanced stats there. And you know, even though much of the technology has changed on psychometrics and as we get into other types of AI Artificial Intelligence, Big Data, many of those same concepts of course apply. There's some of the things that I learned there that I use every day on the psychological side. On the other side, there are some of the things I referenced is understanding budgeting, planning, and organizing, strategic analysis, and organizing them and try to do both goals that are consistent with the overall strategies of the organization. And I think one thing that I've learned you know that's probably [I] didn't learn in grad school was the idea of large-scale communication and change management. And I've learned a lot from my peers in corporate communications and project management office. [It] is about you know to communicate something to that many people, in that many countries, in that many locations is challenging, like pet phrases is you have to communicate seven times in seven different ways. So, email, website with the verbally in person. 

That just so you really got a got to work on that. So, those are some of the things that I need to apply on a day to day basis. Hunter: well you did and you touched on that to about your, the things you learned at Bowling Green; specifically, you're talking about psychometrics. What other things that folks that maybe in grad school or our postdoc right now, would you say people need to be aware of in training to prepare for similar jobs as to what you're doing now? Will: Yeah you know what my advice to people who are pursuing psychology and they take it applied career is: that's really your differentiation, so you know there are people who go through masters of HR programs at business schools and have other similar training. But our true differentiators our understanding of psychology and how it can be applied to work. 

So, what I would encourage people to do is really be the expert in that and make sure that you are above average on that and are able add that by translating some of those psychological principles through the workplace. So, things like you know understanding job attitudes, personality cognitive, ability, motivation, etc. because then when you go to compete with others who have different training, that will be your leg up and that also can be here and now you add on the job. I think at the same time though, what I would encourage people to do, I know there's only so many hours in the day is get a firm grasp of business and how the business world works and add to that perhaps maybe you take a course or the other sort of support training that helps you understand strategy, marketing, relations, so on and so forth. And I think that combination is really the great combination that we bring to the table. 

Hunter: Yeah it even sounds like maybe some studies and some pick up some coursework in COMS or communications to your marketing concepts which or psychology has a lot to say about as well. And actually, so that's useful so if people are in this school environment right now, these are the things that should be picking up on. But what about things you may have learned while in your job or elsewhere; basically, not in the school environment. Will: Yeah you know one of the things that I would encourage people to do is check out SIOP or division means different conferences, and they're just a highly successful conference in Baltimore. That was it's the Leading Edge Conference or LEC conference and they had a who's of IO psychologists, who run talent management functions at Pepsi, Bristol-Myers Squibb, a variety of other places sharing their best practices. 

So, to me that would be you know if you're thinking about getting into the field. That would be a great retraining opportunity. There's continuing education credits. I've attended almost every year for the last 25 years the annual conference of SIOP too. And there is just a tremendous amount of any education opportunities there. Now you know, I think the other ones that that would be more conference oriented, you look at the conference board and others have some really strong conferences. But you know what learning on a day to day basis, what we do is as work psychologists. It's we really embed ourselves in the business, so I think some of the best experiences I've had have been shoulder to shoulder with people losing the job, who aren't in human resources, and don't have a psychology background. 

And usually you know, a sleuth a detective trying to understand what are those knowledge, skills, and abilities that those people need to have to do the job. And then which ones do you need to train, which ones do you need to hire on, and to really help the organization in that way. You know a quick example one of my favorite ones that I had a chance to do was do a ride-along or Amtrak, and my job was to build interview guides and assessments for Amtrak. And specifically, the long-haul trains and so I got on a train in New Mexico and rode it overnight to Los Angeles, and during that time I was on the train, I was down in the galley, watched the people making food. They understood that I was with [the reporters] and understood their interactions, and that helped me understand the job, and that's what that's kind of how I learned on the job. I go watch people and observe and incorporate it in my work. 

Hunter: Fascinating that sounds actually pretty interesting. And that's actually a good segue to my next question is: "could you give us a brief history of how you got to where you are, and how did you first get into this career field, and progress to your current position?" Will: Yeah you know it really did start in graduate school. I had an opportunity through Bowling Green's Research Center. It's called the Institute for Practical Research and Application to do projects with Procter and Gamble, with Ford, and so we were working side by side with our professors and internal psychologists. And that was really eye-opening to me and it really clarified what I wanted to do in my career. I really loved that aspect of working directly with clients. And I was still interested in research and that's something that that's always continued to be a big part of my life, but I really wanted to have that direct connection. So, having all those consulting projects in graduate school led me to working first at Verizon. 

It was called GT at the time down in Dallas, and it was great because I was working for a woman named Nancy Tippins, who is former SIOP's [?] president and a great boss and friend. And she'd build a team of about a half dozen other IO psychologists, and we did work on test validation, on personality, and cognitive ability tests, and really had a chance to get in the field and work very closely with the employees. And then I transitioned to a company called Personnel Decisions International an HR Consulting Organization and there was an even bigger psychology cohort and had over 100 you know pure IO psychologists. And in fact, you know, one of the things I think might be of interest to some of the people on the phone who didn't specifically go to school for industrial organizational psychology. 

My wife's a Clinical Psychologist by training, and she worked you know did her postdoc in the VA down in Dallas like many other people going through that path. And then when we moved to Minneapolis to work for Personnel Decisions International, they recruited her to come work with them. And they did a great job of really doing cross training here, so they knew her skill set about listening and assessing and doing intakes and doing counseling, and then they were able to help calibrate with her and with other people been doing the work. And then she became you know an Executive Coach, an Assessor for them. But that was a great environment there at PDI and it's now part of Korn Ferry. Hunter: mm-hmm Will: and then I moved over to become the Director of the Talent Organizational Effectiveness at a financial services organization here in Ohio. And there had much the same responsibilities you know, different clientele. And then eventually came over to work for Wendy's and in fact today is my five-year anniversary Hunter: Congrats. [It's] you're always gonna remember today as being your anniversary I'm sure. Will: That's right Hunter: Well. That's fascinating. I can't believe that there's a company out there with that employees that many IO in one spot that's pretty cool. 

So, then if someone were interested in getting a job like yours, where would they look for openings. I know you mentioned earlier SIOP, but are there any other places journals that post jobs, conferences or professional associations, someone should sign up for or there are big conferences they should attend? Will: Yeah and you're right and I did say those. I'm certainly the SIOP's conference in the Spring and the SIOP's Pleading Edge Conference in the Fall. I think are very strong ones as far as. You know looking for job opening, the www.siop.org site does have jobs posted. And of course now with [evolution in] social media, that the LinkedIn is a great resource as well. But I think probably what if I look at my career path and somebody wanted to follow that, you often are going to start in an interview contributor position or it meaning you don't have direct reports, you're not a manager of others, and you're doing the work, and some people enjoy that the most and they want to stay in that career path. 

But that's where you really hone your skill set and you learn how to be an expert in different areas. So, for me you know, I I've kind of rotated around different areas of Talent Management from Testing and Assessment to Training to Organizational Culture and Analysis and in other areas. And so I think that if somebody wants to follow a career path is look for those positions and maybe called you know Senior Specialist or Consultant Talent Management of Organizational Effectiveness and those sort of titles. I think you pass you can go certainly to work internally for a company like I am right now. 

You can also work in a consulting world too. And there you get to you know work with a lot of different clients in different industries perhaps and really hone your craft. The next role would then be a manager of others. And so it's often that you know next promotion, we are overseeing people who are doing the same work that you were doing. And so you know you develop that expertise in the content and now you need to learn some of the people skills. And you know for some people that's a great fit other people they prefer to just be an individual contributor. And then once you have some experience as a manager, then you could start looking for Director and then VP roles. That really cover multiple specialty area .So, you know, I kind of talked about the mobile area number my job which include training, loves assessment as well as employee survey. So, hopefully that helps got to think about how you might start and build your career. Hunter: Great, yeah! because that was actually my next question was basically you know, what does a first-time job look like and how does it allow someone to enter the field and then what the pathway looks like? And it's also interesting that you mentioned that you know you can go through the trajectory like yourself where you go from doing the work and then transition to managing and having a broader portfolio in that respect or if you do like the work; specifically, there's a place where you they're. So, and you did mention senior specialists. Are those the types of first-time job titles that you see? And is that typically where you may enter in in your in your careers area? 

Will: Yeah I think you'll see titles like specialist or analyst or consultant or you know associate in some and that will. You know, if you look at the job description and they're talking really about the production of work, that you're gonna have very specific tasks that you're personally responsible for. Then that's likely what that entry-level job will get described as. Hunter: Got it and then the pathway is just as you described you can kind of continue with the work. And the then you could do like more of an apply research type setting or then you would kind of expand into a leadership role like yours. Will: Right Hunter: I got it Great! Is there anything else you wanted to pass along to folks that are interested in your type of career that may be listening that we didn't cover? Will: Well you know, I just say it's really rewarding because certainly there's a opportunity to help people directly and as well as indirectly with the systems and processes and build, help them feel better about their job, feel like I being productive. It feels great you worked for an organization, where people understand that what you're contributing. On the people side, has a direct relationship to the bottom line. And so I would just say that you know look and find the right fit for you. 

That is the right cultural fit where people appreciate the investment and development of people. And it's not just a general concept of why they believe that but then they truly believe that. It'll help drive the business Hunter: Yeah absolutely! And I think we know we've seen that the field is actually looking for people are looking for places just like that and feel that their work is having an impact in what they do. So, I mean it's a great, it's a great way to go so. I'm gonna switch over now to the questions that we have from our audience. These are some of the pre-selected ones. The first one out of the gate is how can I apply, and I think you touched on this one earlier, but how can I apply my counseling psychology PhD to the industry? Will: Yes, as you mentioned, I shared that example of my wife doing the cross training to move from one area to another. I think the thing as a field of psychology is that we always want to practice within our own competence and skill set. 

So, I really appreciate the question because it applies it you can't just move one to another. I certainly wouldn't be qualified to do clinical psychology. I wouldn't be qualified to do health psychology, but that some of the skill sets you know there's some overlap there. And that what I would think about if I was in counseling psychology is one would I be interested in going into the consulting arena or internally as an applied person. I do see a you know, a more clearly defined and ingrained path to the consulting side where there are people who have organizations now focus on individual assessment, so giving people a battery of personality, cognitive ability tests, interpreting them, writing up a report giving, and the feedback and debriefing with the person And then creating an individual plan for improvement and coaching and development. I think those skill sets that are from Counseling Psychology likely apply very well in [this] area. And you know, I think that more generally, the people skills and the intake skills and consulting skills that you can learn in counseling psychology can help you internally as well. Hunter: Definitely! Our next question and I think this speaks to a lot of the work, you've done and have had experience with is. How have you translated the psychology lingo when communicating with corporate audiences to from as up to the executive level all the way to the employee level. Clearly, you've got Wendy's University, but how do you translate that that sometimes very heavy psych jargon and science and lingo to folks that aren't this necessarily trained in that? Will: Well you know I think it always depends on your audience as a question implies your culture and the specific topic. 

But I think that the you know, the best thing to do is focus on the business, and you know, the I think one of the pieces of counsel heard a long time ago was if you tease something up and say hey would you like to do some research on this topic. That's a different type of entry point than saying hey we'd like to get some facts to help drive the business better. And that's what we're really doing is psychologist is that what we do studies their analytical by nature, we gather data analyze it, test it, have the theory and apply it. And so the more that you just really talk about the business outcomes. So, you know, for example, you say really when we think about employee engagement, right? So, if that's a lingo word, a lot of people use that word. You got a gun engaged audience for some people they'll kind of get. That let's say, we're really interested in understanding how our employees are feeling because it's critical that we retain them. And that they continue to work hard and perform and help drive the business forward. And that's really what the end goal is. And you know, what you wouldn't say and I know they'll be on the phone to say. 

Hey you know I really this interesting theory about the conservation of you know emotional resources that I like about depletion that leads to you know increased emotional labor and attenuation, right? So, you know the former not the latter. So, I think just speaking in the simplest business terms. Now people understand that you have the background and that you're probably going to make a good recommendation. They don't necessarily meet the thesis behind it. Hunter: That's great! Yeah absolutely Do you have any job suggestions for I/O Ph.D students who may have a more introverted personality or like data analysis. Will: You know I think that data analytics, data science, those terms are very hot in the in the job market. And with there there's a place for people who would love to crunch some data and use their R or Python skills and of their laptop to really crunch the data, put it together. 

You know, you still need to casually come out from behind locked doors and kind of present that data others, but I'II would really look at the analytics area and look at big data. I would there been a couple of across training sessions I know at the different SIOP conferences there about learning that better. So, that, I think there's plenty of room for that. I mean there's up front people who feel comfortable are pretty extroverted, who want to do presentations and present the results, but we need a lot of people who can really know the numbers too. Hunter: So, to that end. What types of, you mentioned are, and Python? Are there any tools or any of those quantitative skills that you see kind of emerging in your work that are you mentioned this emerging field, but what specifics might you recommend? Will: Yeah, I think that I always just go back to starting with the core. You know, psychometrics and statistics and assumptions that you made because you know, many of those are violated on a regular basis with [similar or] the newer techniques. 

Know your core concepts for psychology and job attitudes, personality, cognitively, etc. That said, you know, I do think that understanding the new analytic tools data, visualization tools, you know think about things like tableau, the others that I mentioned. Those are really a hot commodity and demand, you know, have a lot of currency right now. And you know, I think as a feel this psychology what I would tell us is we're not careful and mindful about making sure that we understand that unique what our clients are looking for. You know that some others in other fields like computer sciences and applied statistics and really eat our lunch and take away our clients and search dollars that just so. 

You know, we need to be as good as they are in psychometrics as well as a data science, but also bring to the party our differentiating factor of psychology. Hunter: Right absolutely. What is the number one suggestion you'd give to an eye on psychology masters graduate with prior business work experience. Will: Well, it's such an important part of the community, and that feels really grown and I know a lot of folks in that area and I've taught classes for that audience. I just see them having so much success in the consulting world, you know, a censure and in other areas and more boutique shops as well. But you know, there's a nice combination thereof that business savvy, the apply treatment that they're getting that I really see them competing effectively against the [MBAs] in those consulting roles. 

So, I think that's a real sweet spot. Hunter: Do you see there to be a natural sort of competition between someone with an MBA say for example and a master's in AI. Oh, obviously you can distinguish yourself I think in the ways you've already described but you see that happening. Will: Yeah certainly. In many of the areas that I've talked about. Yes. as well as the Masters of HR Hunter: Got it Will: As well! Hunter: Oh, so here's the one, here's a good one. Uhm, are there any experience that you've had that you wouldn't have expected to lead to your career growth but they actually did. Yeah, we always say it's a good question that's a stumper. I'm trying to think opportunities. You know, I think some of the things that ended up being really interesting were when I was able to overlap with a marketing group. 

Though I think you pointed this out earlier, there's some commonalities too in our methodologies and statistics and our theories in marketing research versus people research. What I've been really interested in studying over the last few years is the employee value proposition and employment branding, and they're coming from the employee side of that doing employee segmentation research, understanding kind of from the psychographic standpoint. You know, what are the attitudes and different characteristics of employees? And how can you cluster them and group them? Just like marketers do there. And so what I feel like I've been challenged and inspired by is talking to some of my marketing friends there who you know say "well have you thought about it this way?" or more importantly, how are we going to take what was that intellectually interesting finding about in placing vacation? And how are we going to market and utilize what we learn to get better and more high-quality job applicants? And so I think that that mashup of marketing and HR has been very instructive. 

Hunter: Absolutely, being a person who works in communication, I can tell you that big data has found its way into the space as well as a lot of these things, like I know Robert [Chill], Danny's name comes up often in the marketing universe for sure, and he's obviously a psychologist that I think have many people in the business world know about. One last question that was pre-submitted and then we got a couple from the audience listening. Can it ethical leadership be trained to people in organizations and society? Will: I think it's a great question. I know that for those of us who are licensed, who continue to take ethics training. That's helpful and instructive to have the knowledge, so I think you can certainly train the knowledge. I think that people and the organizations exist in a broader in a culture. And so that you know, there's also what's happening around them as well. 

So, I think you know through our various avenues of education including you know from early school to high school, to college; hopefully, people are working on developing a point of view about morality, their ethics, their personal, values. And but they are going to come in all different shapes and sizes when they get to a company. And so one of the things that you can do as a company is establish those strong social norms about what's acceptable and not acceptable. So, there's indirect and informal learning. I think that comes into play there where you know, you may certainly have classes which we do about ethics and purity and and other topics like that, but that needs to be complemented with informal learning too, and that can be cultural. It's often leader driven. It's often that shadow of the leader, so I think it's a necessary but not sufficient idea of being able to train ethical leadership and organization. 

You know, it's well known that you know when you think about Enron, for example, they had an award-winning ethics program, and unfortunately that didn't work out. So, they did the training but didn't report it. Hunter: Right a good example, we have a question that it was bound to come up from our listeners. They want to know how does salaries compare for psychologists in business and industry versus a clinical setting. Will: You know I don't know that I have a basis for answering that question that because I haven't been in clinical and I haven't analyzed those salaries, so just because I don't know. I don't think I could give you the answer. Hunter: Good. I know that we actually have some salary data here at APA and that encouraged people to kind of check that out with our Center for Workforce Studies. We have looked at some of the salaries for different areas of psychology, so it looks like we are actually running out of time. I just wanted to say thank you so much for joining us today Will: Yeah, thank you! This is great, really appreciate the dialogue Hunter: This is great so. I just want to thank all the listeners for taking the time out of their busy schedules to be with us today. 

So, for you we have finding a job in industry and E-Book produced by the editors of the Monitor on Psychology it features Q&A; with psychologists working in industry and articles on job hunting and interviewing. You can download the E-Booklet from the handouts tab in your webinar control panel. We will also email the e-booklet along with the recording in about a month. APA 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 five-step process will guide you through the IDP, Self-Assessment, Career Exploration, and Goal-Setting to customize your own plan of action and find the best job for you. Are you looking for more career related information? Check out APA's member membership page at www.apa.org/members. We're 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 a APA's Online Career Center, psycCareers, 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 the webinar has 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. Our next webinar is at 11:30 Eastern with Azurii Collier. Azurii is a Management Consultant Manager at the Life Sciences Practice at Accenture. At Accenture, Azurri consults with pharmaceutical and biotechnology clients in research and development, patent services and supply chain. So, until then have a great day! 
