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By	
  Mike	
  Eaton
Immediately	
  a1er	
  gradua5ng	
  with	
  my	
  
undergraduate	
  degree	
  I	
  began	
  work	
  as	
  a	
  
general	
  manager	
  of	
  a	
  mid-­‐size	
  restaurant.	
  	
  
One	
  of	
  my	
  favorite	
  aspects	
  of	
  the	
  job	
  was	
  
the	
  opportunity	
  that	
  it	
  gave	
  me	
  to	
  get	
  to	
  
know	
  and	
  build	
  rela5onships	
  with	
  many	
  
different	
  people.	
  A1er	
  a	
  couple	
  of	
  years,	
  I	
  
decided	
  to	
  switch	
  careers.	
  	
  I	
  spoke	
  with	
  a	
  
few	
  of	
  the	
  friends	
  I	
  had	
  made	
  concerning	
  
my	
  desire	
  to	
  switch	
  careers,	
  and	
  within	
  a	
  
few	
  days	
  I	
  had	
  received	
  calls	
  about	
  new	
  
opportuni5es.	
  	
  In	
  the	
  end,	
  I	
  landed	
  a	
  
great	
  new	
  job	
  without	
  ever	
  submiFng	
  a	
  
formal	
  resume	
  to	
  anyone.	
  	
  This	
  was	
  
accomplished	
  through	
  the	
  genuine	
  
rela5onships	
  that	
  I	
  had	
  built.	
  	
  For	
  some	
  
reason,	
  people	
  think	
  that	
  this	
  is	
  different	
  
from	
  !"#$%&'(!) .	
  

Building	
  rela5onships	
  is	
  preIy	
  natural	
  for	
  
some,	
  but	
  call	
  it	
  networking	
  and	
  it	
  
becomes	
  complicated,	
  in5mida5ng	
  and	
  
uncomfortable.	
  	
  A1er	
  all,	
  how	
  many	
  
training	
  sessions	
  are	
  given	
  each	
  year	
  
en5tled	
  “Building	
  Rela5onships”?	
  Not	
  
one,	
  because	
  they	
  are	
  all	
  called	
  
“Networking”.	
  

But	
  in	
  today’s	
  environment	
  of	
  economic	
  
uncertainty	
  and	
  poli5cal	
  turmoil,	
  one	
  
cannot	
  afford	
  to	
  sit	
  on	
  the	
  sidelines	
  
wai5ng	
  for	
  a	
  great	
  career	
  to	
  come	
  along	
  
or	
  count	
  on	
  a	
  lengthy	
  posi5on	
  with	
  one	
  
company.	
  	
  Just	
  as	
  important	
  as	
  our	
  
personalized	
  skills	
  and	
  training,	
  are	
  our	
  
networks	
  and	
  rela5onships.	
  	
  They	
  can	
  
combine	
  to	
  ensure	
  success	
  in	
  any	
  new	
  
organiza5on.	
  	
  It’s	
  “what	
  you	
  know”	
  AND	
  
“who	
  you	
  know”.

In	
  reality,	
  networking	
  is	
  nothing	
  more	
  
than	
  building	
  las5ng	
  rela5onships	
  with	
  
other	
  people.	
  	
  Rela5onships	
  should	
  be	
  

built	
  based	
  on	
  honesty,	
  selflessness,	
  and	
  
integrity;	
  and	
  can	
  give	
  all	
  par5es	
  involved	
  
a	
  sense	
  of	
  fulfillment	
  and	
  sa5sfac5on.

Several	
  weeks	
  ago	
  David	
  Bradford,	
  CEO	
  of	
  
Fusion-­‐io,	
  spoke	
  at	
  BYU.	
  	
  David	
  iden5fied	
  
and	
  shared	
  six	
  principles	
  of	
  networking	
  
that	
  can	
  be	
  applied	
  to	
  building	
  
rela5onships:

✦Give	
  with	
  no	
  thought	
  of	
  geFng
✦Just	
  Show	
  up
✦Credibility
✦Hard	
  Work
✦Stay	
  in	
  Touch
✦People	
  MaIer

I	
  would	
  like	
  to	
  focus	
  on	
  just	
  three	
  of	
  them	
  
here.	
  	
  The	
  second	
  principle	
  *+,#-./%$-01-
is	
  an	
  important	
  one	
  to	
  keep	
  in	
  mind	
  in	
  
our	
  day.	
  	
  With	
  so	
  much	
  communica5on	
  
taking	
  place	
  impersonally	
  or	
  while	
  staring	
  
at	
  your	
  favorite	
  electronic	
  device,	
  our	
  
success	
  as	
  rela5onship	
  builders	
  will	
  s5ll	
  
be	
  built	
  on	
  actually	
  showing	
  up.	
  

The	
  recent	
  BYU	
  OB/HR	
  conference	
  is	
  a	
  
perfect	
  example	
  of	
  how	
  an	
  online	
  
connec5on	
  s5ll	
  cannot	
  match	
  the	
  power	
  
of	
  simply	
  showing	
  up	
  at	
  an	
  event	
  and	
  
mee5ng	
  people.	
  However,	
  once	
  a	
  
connec5on	
  has	
  been	
  made,	
  the	
  host	
  of	
  
online	
  ways	
  to	
  stay	
  connected	
  will	
  help	
  
make	
  one	
  of	
  David’s	
  other	
  principles,	
  .#23-
(!-#%+4/5-much,	
  much	
  easier.	
  To	
  stay	
  
connected	
  one	
  sugges5on	
  he	
  makes	
  is	
  to	
  
contact	
  the	
  people	
  in	
  your	
  network	
  not	
  
just	
  when	
  you	
  want	
  a	
  favor,	
  but	
  to	
  offer	
  
one	
  as	
  well.	
  	
  This	
  brings	
  us	
  back	
  to	
  the	
  
first	
  principle:	
  6(7"-$(#/-!%-#/%+)/#-%8-
)"9!):- A1er	
  all,	
  the	
  best	
  network	
  is	
  the	
  
one	
  filled	
  with	
  contacts	
  you	
  want	
  to	
  help	
  
too.	
  -
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5	
  Ques%ons:	
  Life	
  a9er	
  the	
  MBA	
  Program
By	
  Jay	
  Hart
;(#/- )&2<+2#(%!- 82,#-211&%24/(!)5-(#-(,-211&%1&(2#"- #%- &"24/- %+#-#%-
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!" #$%&'()*+*,(-.'/0)'&$-'10(&'2$-3'4-5,33,35'/0)*'6%*--*7 	
  

“I	
  was	
  a	
  little	
  surprised	
  by	
  the	
  fast-­‐paced	
  environment	
  of	
  
Corporate	
  America	
  .	
  .	
  .	
  We	
  have	
  been	
  making	
  major	
  changes	
  in	
  
the	
  business	
  to	
  adjust	
  to	
  outside	
  conditions	
  since	
  I	
  arrived	
  and	
  
the	
  pace	
  of	
  change	
  doesn’t	
  seem	
  to	
  be	
  slowing	
  down.	
  	
  Overall,	
  
the	
  changes	
  have	
  been	
  really	
  good	
  but	
  it	
  is	
  a	
  frenetic	
  pace	
  of	
  
change	
  and	
  can	
  be	
  taxing	
  at	
  times	
  to	
  keep	
  up.”	
  –	
  G%&(-
R(!<,#&%=-SA%!"3$"DDT

“I	
  was	
  surprised	
  to	
  see	
  some	
  of	
  the	
  behavior	
  that	
  people	
  
thought	
  was	
  work	
  appropriate.	
  	
  Being	
  in	
  HR,	
  I	
  often	
  got	
  called	
  
in	
  to	
  clean	
  up	
  messes	
  and	
  deal	
  with	
  things	
  that	
  I	
  thought	
  I	
  
would	
  only	
  see	
  on	
  an	
  episode	
  of	
  O/"-?88(4".	
  	
  I	
  often	
  joked	
  with	
  
my	
  mom,	
  a	
  kindergarten	
  teacher,	
  that	
  we	
  had	
  the	
  same	
  job	
  (I	
  
just	
  got	
  paid	
  a	
  lot	
  more	
  than	
  she	
  did).”	
  –	
  U(=>"&D3-GD2&'-SG(#(T

8"#$%&' 2%(' &$-' 4,55-(&' 6$%99-35-' 0:' &*%3(,&,03,35' :*01'
(6$0097'

“I	
  was	
  my	
  own	
  boss	
  at	
  school,	
  with	
  accountability	
  only	
  to	
  
myself.	
  	
  Coming	
  back	
  into	
  full-­‐time	
  employment,	
  I	
  needed	
  to	
  
get	
  used	
  to	
  being	
  accountable	
  to	
  a	
  manager	
  and	
  a	
  company	
  
again.	
  	
  Of	
  course	
  I	
  knew	
  that	
  would	
  be	
  the	
  case,	
  but	
  I	
  had	
  
grown	
  accustomed	
  to	
  the	
  freedoms	
  of	
  college	
  life.”	
  –	
  Jeremy	
  
Mordock	
  (Bank	
  of	
  America)

;" <02' $%(' &$-' =>?'@=A' 4-3-:,&-.' /0)' 0)&(,.-' 0:' /0)*'
+*0:-((,03%9'9,:-7''

“The	
  MBA	
  program	
  gave	
  me	
  the	
  skills, 	
  abilities	
  and	
  behaviors	
  
that	
  have	
  allowed	
  (even	
  encouraged)	
  me	
  to	
  confidently	
  serve	
  
my	
  fellow	
  man	
  in	
  whatever	
  capacity	
  is	
  required.	
  	
  We’ve	
  lived	
  in	
  
4	
   different	
   states	
   since	
   we	
   left	
   the	
   MBA	
   program	
   and	
  
everywhere	
  we’ve	
  lived	
  my	
  wife	
  and	
  I 	
  have	
  made	
  great	
  friends	
  

both	
  inside	
  and	
  outside	
  of	
  the	
  Church	
  and	
  have	
  been	
  able	
  to	
  
provide	
   service	
   on	
   many	
   different	
   levels.	
   I’m	
   confident	
   in	
  
accepting	
  and	
  stepping	
  into	
  any	
  assignment	
  or	
  responsibility	
  at	
  
home,	
  work	
  or	
   church	
  and	
   I	
  think	
  that’s	
  in	
   large	
  part	
   due	
  to	
  
what	
  I	
  learned	
  at	
  BYU.”	
  –	
  G%&(-R(!<,#&%=

I	
  consider	
  my	
  decision	
  to	
  pursue	
  an	
  MBA	
  at	
  BYU	
  as	
  the	
  best	
  
thing	
  that	
  could	
  have	
  happened	
  to	
  me.	
  	
  While	
  there	
  is	
  no	
  
doubt	
  that	
  the	
  program	
  benefited	
  me	
  professionally,	
  I	
  think	
  it	
  
was	
  far	
  more	
  valuable	
  to	
  me	
  personally	
  .	
  .	
  .	
  	
  The	
  program	
  built	
  
my	
  confidence,	
  expanded	
  my	
  way	
  of	
  thinking,	
  and	
  was	
  a	
  great	
  
period	
  of	
  self	
  reflection.	
  	
  It	
  provided	
  me	
  with	
  a	
  strong	
  network	
  
of	
  great	
  people	
  who	
  I	
  can	
  call	
  on	
  not	
  just	
  for	
  professional	
  
questions	
  and	
  concerns,	
  but	
  for	
  personal	
  ones	
  as	
  well.”	
  –	
  
U(=>"&D3-GD2&'

B"<02' $%C-' /0)' 4--3' %49-' &0' 1%,3&%,3' 603&%6&' %3.'
*-9%&,03($,+('2,&$'/0)*'69%((1%&-(7	
  

“The	
  OBHR	
  track	
  of	
  the	
  2006	
  graduating	
  class	
  has	
  a	
  yearly	
  (just	
  
moved	
  to	
  be	
  every	
  18	
  months)	
  conference	
  that	
  we	
  set	
  up	
  just	
  
for	
  our	
  group.	
  	
  We	
  get	
  together	
  for	
  2-­‐3	
  days	
  and	
  spend	
  the	
  
days	
  learning	
  and	
  the	
  nights	
  playing	
  and	
  re-­‐connecting.	
  	
  We	
  
also	
  have	
  quarterly	
  conference	
  calls	
  where	
  we	
  discuss	
  career	
  
changes,	
  life	
  changes	
  and	
  challenges	
  at	
  work.	
  	
  	
  I	
  love	
  these	
  
opportunities	
  to	
  reconnect	
  and	
  learn	
  with	
  great	
  friends.”	
  –	
  G%&(-
R(!<,#&%=

D"#$%&' .0'/0)'E302'302'&$%&'/0)'2,($'/0)'$%.'E3023'
2$-3'/0)'2-*-'%3',3&-*3F*-6-3&'5*%.)%&-7'

While	
  re-­‐starting	
  your	
  career	
  and	
  making	
  a	
  living	
  for	
  your	
  
family	
  is	
  important,	
  it	
  pales	
  in	
  comparison	
  to	
  the	
  
responsibilities	
  I	
  have	
  as	
  a	
  husband,	
  father,	
  and	
  member	
  of	
  my	
  
community.	
  	
  It’s	
  easy	
  to	
  get	
  jazzed	
  about	
  starting	
  a	
  new	
  job	
  
and	
  impressing	
  those	
  around	
  you.	
  But	
  we	
  can’t	
  allow	
  the	
  work	
  
to	
  overwhelm	
  us	
  or	
  make	
  us	
  shift	
  our	
  focus	
  of	
  building	
  the	
  
Kingdom	
  and	
  raising	
  a	
  righteous	
  generation.	
  	
  BYU	
  is	
  just	
  
another	
  business	
  school	
  unless	
  it	
  develops	
  and	
  sends	
  out	
  flag	
  
bearers	
  who	
  positively	
  influence	
  the	
  communities	
  in	
  which	
  we	
  
live	
  .	
  .	
  .	
  it’s	
  not	
  all	
  about	
  work.	
  	
  But	
  it’s	
  also	
  about	
  what	
  we	
  
(!#"!#(%!2DD3	
  do	
  with	
  the	
  blessings	
  and	
  talents	
  we’ve	
  been	
  
given	
  in	
  these	
  wonderful	
  places	
  where	
  we	
  live.”	
  –	
  *"&"=3-
M%&<%4'
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The	
  ini5al	
  power	
  of	
  social	
  media	
  served	
  to	
  get	
  content	
  in	
  
front	
  of	
  the	
  eyes	
  of	
  as	
  many	
  consumers	
  or	
  “friends”	
  as	
  
possible	
  in	
  a	
  quick	
  and	
  efficient	
  way.	
  It	
  was	
  usually	
  
someone	
  else’s	
  content	
  and	
  seldom	
  had	
  a	
  work	
  or	
  career	
  
purpose.	
  But	
  the	
  5me	
  is	
  arriving	
  when	
  social	
  media	
  tools	
  
may	
  become	
  a	
  powerful	
  career	
  catalyst.	
  

Our	
  constant	
  connec5vity	
  to	
  social	
  media	
  increasingly	
  
spills	
  over	
  into	
  the	
  workspace	
  and	
  it	
  is	
  most	
  o1en	
  cited	
  
nega5vely.	
  The	
  examples	
  that	
  most	
  readily	
  come	
  to	
  mind	
  
are	
  the	
  cases	
  where	
  employee	
  par5cipa5on	
  in	
  social	
  
media	
  leads	
  to	
  lost	
  produc5vity.	
  	
  Also,	
  the	
  tales	
  of	
  
wayward	
  employees	
  pos5ng	
  Facebook	
  rants	
  about	
  their	
  
supervisors	
  and	
  employers	
  and,	
  as	
  a	
  result,	
  losing	
  their	
  
jobs	
  have	
  prac5cally	
  become	
  a	
  modern-­‐day	
  Aesop’s	
  Fable	
  
of	
  sorts.	
  	
  

But	
  perhaps	
  more	
  disconcer5ng	
  than	
  this	
  is	
  the	
  poten5al	
  
liability	
  that	
  can	
  be	
  created	
  by	
  data	
  leaks	
  perpetuated	
  
(some5mes	
  absent-­‐mindedly)	
  on	
  social	
  media	
  sites.	
  	
  Data	
  
leaks	
  occur	
  when	
  an	
  employee	
  posts	
  sensi5ve	
  or	
  
confiden5al	
  informa5on	
  online.	
  An	
  August	
  2010	
  poll	
  by	
  
Proofpoint	
  Inc.,	
  found	
  the	
  following	
  informa5on	
  about	
  
data	
  leak	
  frequency:	
  

• 18%	
  of	
  the	
  261	
  large	
  U.S.	
  Companies	
  surveyed	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
reported	
  inves5ga5ng	
  data	
  loss	
  related	
  to	
  blog	
  or	
  
message	
  board	
  posts

• 17%	
  reported	
  inves5ga5ng	
  incidents	
  related	
  to	
  social	
  
media	
  sites	
  like	
  Facebook	
  or	
  LinkedIn

• 18%	
  reported	
  incidents	
  involving	
  video	
  sharing	
  sites	
  like	
  
YouTube

With	
  all	
  possible	
  nega5ve	
  ramifica5ons	
  of	
  employee	
  social	
  
media	
  usage,	
  the	
  ques5on	
  then	
  becomes	
  how	
  to	
  mi5gate	
  
the	
  nega5ve,	
  while	
  not	
  constantly	
  monitoring	
  employee	
  
social	
  media	
  usage.	
  	
  MaI	
  Leonard	
  of	
  the	
  Search	
  Engine	
  
Journal	
  argues	
  that	
  each	
  company	
  needs	
  to	
  figure	
  out	
  the	
  
best	
  way	
  to	
  communicate	
  to	
  its	
  employees	
  what	
  kinds	
  of	
  
informa5on	
  are	
  and	
  aren’t	
  appropriate	
  to	
  post,	
  and	
  in	
  so	
  
doing	
  give	
  set	
  standard	
  for	
  online	
  communica5on.

But	
  is	
  social	
  media	
  only	
  capable	
  of	
  doing	
  bad	
  things	
  for	
  
employers,	
  when	
  in	
  the	
  hands	
  of	
  employees?	
  Certainly	
  
not!	
  In	
  the	
  opinion	
  of	
  the	
  author,	
  employers	
  should	
  
ac5vely	
  seek	
  posi5ve	
  social	
  media	
  interac5on	
  from	
  its	
  
employees.	
  

Many	
  companies	
  have	
  found	
  a	
  host	
  of	
  marke5ng	
  and	
  
promo5onal	
  opportuni5es	
  using	
  social	
  media	
  sites,	
  and	
  
Mark	
  Fidelman	
  would	
  argue	
  that	
  every	
  company	
  needs

Class of 2011 Full-Time Placement Data (24 seeking - 
21 accepted offers)

 American Express
 Bank of America (2)
 Cisco (2)
 Citi
 Dell (2)
 Ensign Group
 ExxonMobil 
 Honeywell 
 Intel
 Kellogg’s (2)
 KLA Tencor
 Microsoft
 Procter & Gamble
 PricewaterhouseCoopers (2)
  Western Union

If you are aware of opportunities in your 
organization, for internships or full-time, please 
contact the BYU MBA Business Career Center at 
801-422-5800 or career_services@byu.edu.
The Alumni are our best source for opportunities.
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what	
  he	
  calls	
  a	
  “technology/brand	
  evangelist.”	
  He	
  cites	
  the	
  
case	
  of	
  Robert	
  Scoble,	
  a	
  March	
  2009	
  addi5on	
  to	
  
Rackspace,	
  who	
  brought	
  with	
  him	
  an	
  impressive	
  social	
  
media	
  porsolio	
  of	
  4,463	
  YouTube	
  subscribers,	
  500+	
  
LinkedIn	
  connec5ons,	
  12,943	
  Facebook	
  fans,	
  156,408	
  
TwiIer	
  followers,	
  and	
  tens	
  of	
  thousands	
  of	
  followers	
  from	
  
other	
  social	
  media	
  sites.	
  All	
  of	
  this	
  serves	
  to	
  make	
  Roble	
  a	
  
valuable	
  employee	
  in	
  terms	
  of	
  his	
  ability	
  to	
  get	
  the	
  word	
  
out	
  about	
  Rackspace	
  developments,	
  and	
  Fidelman	
  
supports	
  this	
  with	
  the	
  fact	
  that	
  Rackspace’s	
  stock	
  price	
  
was	
  comparable	
  to	
  its	
  compe5tors’	
  prices	
  un5l	
  they	
  hired	
  
Scoble,	
  and	
  then	
  skyrocketed	
  well	
  above	
  that	
  level	
  
a1erward.	
  Not	
  long	
  ago	
  it	
  would	
  have	
  been	
  unfathomable	
  
to	
  think	
  that	
  a	
  non-­‐execu5ve	
  hire	
  would	
  be	
  capable	
  of	
  
having	
  that	
  kind	
  of	
  stock	
  impact.

Addi5onally,	
  social	
  media	
  can	
  be	
  used	
  as	
  a	
  weapon	
  in	
  the	
  
war	
  for	
  talent.	
  Heather	
  Tucker,	
  a	
  Human	
  Resources	
  
employee	
  at	
  Dell,	
  reported	
  on	
  Dell’s	
  social	
  media	
  hiring	
  
tac5cs,	
  “There	
  is	
  an	
  en5re	
  team	
  called	
  our	
  sourcing	
  team	
  
that	
  is	
  dedicated	
  to	
  finding	
  the	
  ‘needle	
  in	
  the	
  
haystack’	
  (i.e.	
  a	
  female	
  engineer	
  who	
  speaks	
  French	
  but	
  
lives	
  in	
  Singapore	
  with	
  X	
  cer5fica5on	
  and	
  Y	
  experience).	
  	
  
This	
  sourcing	
  team	
  [uses]	
  social	
  media	
  vehicles	
  to	
  track	
  
people	
  like	
  that	
  down.”	
  In	
  a	
  world	
  where	
  so	
  many	
  
poten5al	
  hires	
  are	
  willing	
  to	
  make	
  job	
  related	
  informa5on	
  
and	
  work	
  samples	
  available	
  across	
  the	
  web,	
  social	
  media	
  

	
   	
   	
   	
   	
   	
   	
  
can	
  supplement	
  and	
  improve	
  the	
  standard	
  recrui5ng	
  
process.	
  

More	
  than	
  ever	
  before,	
  applicants	
  can	
  demonstrate	
  their	
  
prior	
  experience	
  and	
  accomplishments	
  in	
  meaningful	
  
ways.	
  Whether	
  he	
  intended	
  to	
  or	
  not	
  is	
  up	
  for	
  debate	
  but	
  
Johnny	
  Chung	
  Lee,	
  a	
  PhD	
  from	
  Carnegie	
  Mellon,	
  showed	
  
how	
  social	
  media	
  can	
  be	
  as	
  great	
  as	
  a	
  polished	
  resume.	
  
A1er	
  using	
  Youtube	
  to	
  show	
  how	
  he	
  created	
  a	
  mul5-­‐touch	
  
surface	
  and	
  a	
  head-­‐mounted	
  display	
  using	
  just	
  a	
  Wii	
  
Remote,	
  he	
  was	
  hired	
  on	
  to	
  Microso1	
  as	
  part	
  of	
  the	
  team	
  
that	
  recently	
  released	
  the	
  Kinect.	
  What	
  beIer	
  way	
  to	
  
show	
  Microso1	
  that	
  he	
  could	
  make	
  a	
  difference?	
  

From	
  an	
  employee	
  perspec5ve,	
  it	
  will	
  become	
  increasingly	
  
important	
  to	
  not	
  to	
  only	
  have	
  a	
  clean	
  internet	
  record	
  that	
  
won’t	
  send	
  employers	
  running	
  but	
  one	
  that	
  is	
  also	
  ac5vely	
  
managed	
  to	
  reinforce	
  the	
  brand	
  that	
  is	
  presented	
  in	
  
resumes,	
  interviews	
  and	
  networking	
  events.

	
  Be	
  it	
  on	
  Facebook,	
  TwiIer,	
  Youtube,	
  Building43.com	
  or	
  
among	
  the	
  countless	
  blogging	
  op5ons,	
  everyone	
  can	
  
afford	
  the	
  free	
  price	
  and	
  investment	
  of	
  5me	
  to	
  build	
  the	
  
online	
  brand	
  that	
  could	
  one	
  day	
  net	
  an	
  amazing	
  
opportunity.	
  

Class of 2012 Internship Placement Data (27 seeking - 24 
accepted offers)

 Amazon 
 American Express
 Citi
 Dell (2)
 Ford (2)
 General Electric (2)
 General Electric (Japan)
 General Mills (2)
 Hewlett Packard (2)
 Honeywell (2)
 LDS Church
 Microsoft
 Procter & Gamble (2)
 PricewaterhouseCoopers
  VWR
  Western Union (2)

If you are aware of opportunities in your organization, 
for internships or full-time, please contact the BYU 
MBA Business Career Center at 801-422-5800 or 
career_services@byu.edu.
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Just	
  over	
  a	
  year	
  ago,	
  President	
  Obama	
  signed	
  into	
  law	
  the	
  
Pa5ent	
  Protec5on	
  and	
  Affordable	
  Care	
  Act.	
  Calls	
  for	
  its	
  
repeal	
  began	
  before	
  it	
  was	
  even	
  passed	
  and	
  cases	
  regarding	
  
the	
  cons5tu5onality	
  of	
  the	
  individual	
  mandate	
  are	
  Supreme	
  
Court	
  bound.	
  	
  But	
  there	
  is	
  one	
  part	
  of	
  the	
  law	
  that	
  has	
  
received	
  far	
  less	
  aIen5on.

Sec5on	
  1513	
  of	
  the	
  Act	
  steps	
  further	
  into	
  the	
  employment	
  
rela5onship	
  and	
  outlines	
  the	
  employer	
  mandate;	
  requiring	
  all	
  
firms	
  with	
  at	
  least	
  50	
  employees	
  to	
  offer	
  “qualified”	
  health	
  
insurance	
  or	
  face	
  fines.	
  These	
  and	
  other	
  provisions	
  will	
  
certainly	
  have	
  an	
  effect	
  on	
  compensa5on,	
  not	
  to	
  men5on	
  
changes	
  to	
  health	
  benefits	
  packages.	
  What	
  is	
  perhaps	
  ironic	
  
about	
  the	
  mandate	
  is	
  that	
  this	
  benefit	
  only	
  started	
  as	
  a	
  
reac5on	
  to	
  World	
  War	
  II	
  era	
  federal	
  wage	
  controls	
  to	
  en5ce	
  
and	
  reward	
  workers	
  but	
  will	
  now	
  be	
  expected	
  and	
  required	
  
from	
  most	
  employers	
  in	
  2014.	
  	
  	
  

In	
  the	
  mean	
  5me,	
  there	
  is	
  a	
  serious	
  ques5ons	
  that	
  Americans	
  
are	
  avoiding	
  to	
  ask	
  even	
  a	
  full	
  year	
  a1er	
  the	
  law’s	
  passage.	
  
Why	
  should	
  health	
  insurance	
  be	
  5ed	
  to	
  employment	
  at	
  all?

Today	
  employer-­‐sponsored	
  plans	
  are	
  the	
  most	
  common	
  
method	
  of	
  obtaining	
  health	
  insurance.	
  For	
  many,	
  if	
  not	
  all,	
  of	
  
the	
  companies	
  that	
  recruit	
  BYU	
  MBA’s,	
  health	
  insurance	
  
coverage	
  is	
  considered	
  an	
  essen5al	
  part	
  of	
  any	
  job	
  offer.	
  	
  
Gradua5ng	
  students	
  are	
  not	
  likely	
  to	
  consider	
  offers	
  that	
  
don’t	
  include	
  health	
  insurance	
  either.	
  Companies	
  use	
  this	
  
benefit	
  to	
  aIract	
  talent,	
  and	
  employees	
  rely	
  on	
  it	
  to	
  fulfill	
  
basic	
  individual	
  and	
  family	
  needs.	
  But	
  it	
  is	
  the	
  opinion	
  of	
  the	
  
author	
  that	
  including	
  health	
  insurance	
  is	
  not	
  ideally	
  in	
  the	
  
best	
  interest	
  of	
  either	
  party.	
  
	
   	
   	
   	
   	
   	
   	
  
For	
  U.S.	
  companies,	
  administering	
  plans	
  is	
  expensive,	
  
collec5vely	
  cos5ng	
  $75	
  billion	
  annually	
  according	
  to	
  the	
  

McKinsey	
  Global	
  Ins5tute.	
  	
  Businesses	
  should	
  usually	
  do	
  
what	
  is	
  in	
  their	
  best	
  strategic	
  interest.	
  	
  Being	
  in	
  the	
  business	
  
of	
  administering	
  health	
  insurance	
  is	
  not	
  what	
  they	
  were	
  
intended	
  to	
  do	
  nor	
  will	
  it	
  help	
  it	
  compete	
  in	
  an	
  increasingly	
  
global	
  economy	
  where	
  for	
  the	
  most	
  part	
  such	
  benefits	
  are	
  
not	
  required.	
  

For	
  employees,	
  the	
  employment/insurance	
  5e	
  can	
  be	
  even	
  
more	
  problema5c.	
  The	
  ability	
  to	
  change	
  jobs	
  or	
  careers,	
  
customize	
  coverage	
  or	
  even	
  con5nue	
  to	
  see	
  the	
  same	
  
primary	
  care	
  physician	
  can	
  be	
  hampered	
  by	
  the	
  lack	
  of	
  
portability	
  offered	
  in	
  most	
  employer	
  plans.	
  Even	
  many	
  
entrepreneurs	
  and	
  self-­‐employed	
  people	
  have	
  to	
  calculate	
  
for	
  the	
  addi5onal	
  risk	
  of	
  increased	
  insurance	
  costs	
  because	
  
they	
  work	
  outside	
  the	
  scope	
  of	
  the	
  tradi5onal	
  employer-­‐
provided	
  plans.

Secondly,	
  so	
  many	
  choose	
  to	
  go	
  the	
  employer	
  route	
  that	
  
health	
  insurance	
  companies	
  do	
  not	
  have	
  to	
  truly	
  compete	
  for	
  
each	
  individual’s	
  business;	
  thus	
  preven5ng	
  them	
  from	
  
reducing	
  cost	
  or	
  raising	
  value	
  to	
  create	
  differen5a5on	
  in	
  the	
  
marketplace.	
  Nearly	
  everyone	
  could	
  clearly	
  recall	
  several	
  
recent	
  car	
  insurance	
  commercials;	
  imagine	
  the	
  compe55on	
  
that	
  could	
  occur	
  if	
  health	
  insurance	
  companies	
  competed	
  
directly	
  for	
  the	
  aIen5on	
  of	
  employees	
  in	
  the	
  same	
  way?	
  

The	
  changes	
  needed	
  to	
  current	
  laws	
  notwithstanding,	
  it	
  is	
  
the	
  opinion	
  of	
  the	
  author	
  that	
  both	
  businesses	
  and	
  
employees	
  could	
  both	
  be	
  beIer	
  suited	
  by	
  more	
  flexible	
  
system.	
  A	
  system	
  that	
  does	
  not	
  impose	
  strategically	
  
irrelevant	
  costs	
  and	
  administra5ve	
  burdens	
  on	
  employers	
  
and	
  allows	
  employees	
  more	
  choice	
  in	
  selec5ng	
  coverage.	
  
Ul5mately,	
  most	
  workers	
  will	
  change	
  change	
  occupa5ons	
  or	
  
careers	
  several	
  5mes	
  and	
  one	
  health	
  insurance	
  plan	
  that	
  is	
  
adaptable	
  in	
  the	
  new	
  economy	
  will	
  be	
  more	
  valuable	
  than	
  
star5ng	
  over	
  with	
  each	
  new	
  job.	
  

FACULTY BIO
David Cherrington 
Professor of Organizational Behavior
Education & Experience:
-­‐MBA	
  &	
  DBA	
  from	
  Indiana	
  University
-­‐Na8onal	
  Director	
  of	
  Codifica8on	
  and	
  Research	
  for	
  the	
  Human	
  Resource	
  Cer8fica8on	
  Ins8tute
-­‐Senior	
  Professional	
  in	
  Human	
  Resources	
  (SPHR)
-­‐In	
  1986	
  appeared	
  and	
  tes8fied	
  before	
  Senate	
  Judiciary	
  CommiLee
Personal Information:  
Professor	
  Cherrington’s	
  research	
  focuses	
  on	
  the	
  problems	
  with	
  dishonesty,	
  especially	
  in	
  white	
  
collar	
  crime;	
  composed	
  of	
  extensive	
  data	
  analysis	
  from	
  ques8onnaires,	
  qualita8ve	
  research	
  
from	
  interviews	
  of	
  convicts,	
  and	
  seminars	
  with	
  students	
  and	
  execu8ves.	
  He	
  has	
  authored	
  or	
  
coauthored	
  9	
  different	
  textbooks	
  or	
  books.	
  Two	
  years	
  ago,	
  he	
  helped	
  save	
  the	
  OBHR	
  raYing	
  trip	
  
camp	
  from	
  a	
  forest	
  fire.	
  married	
  to	
  Marilyn	
  Daines	
  Cherrington	
  and	
  they	
  are	
  the	
  parents	
  of	
  four	
  
children,	
  all	
  married,	
  and	
  fiYeen	
  grandchildren.	
  He	
  is	
  a	
  na8ve	
  of	
  Preston,	
  Idaho	
  and	
  served	
  a	
  
two	
  year	
  LDS	
  mission	
  in	
  New	
  York	
  and	
  New	
  Jersey.
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G0-'H%4*0&IE/,	
  MBA	
  class	
  of	
  2010:	
  
“I	
  feel	
  like	
  my	
  time	
  at	
  Honeywell	
  should	
  
be	
  kept	
  in	
  dog	
  years.	
  	
  I’m	
  part	
  of	
  the	
  HR	
  
Pathways	
  program,	
  a	
  self-­‐directed,	
  flexible	
  
rotational	
  program	
  that	
  provides	
  three	
  
meaningful	
  and	
  varied	
  real	
  job	
  assignments.	
  	
  
For	
  my	
  first	
  role,	
  I've	
  been	
  in	
  Arizona	
  
as	
  an	
  HR	
  Generalist	
  for	
  a	
  manufacturing	
  site	
  
that	
  just	
  had	
  3/4th	
  of	
  its	
  products	
  
transitioned	
  to	
  Penang,	
  Malaysia.	
  	
  One	
  of	
  
my	
  client	
  groups	
  has	
  cycle	
  times	
  as	
  short	
  as	
  
one	
  day	
  with	
  a	
  blue	
  collar	
  workforce	
  and	
  
another	
  literally	
  has	
  rocket	
  scientists	
  
working	
  a	
  cost-­‐plus	
  model	
  for	
  NASA	
  that	
  
could	
  take	
  two	
  or	
  more	
  years	
  to	
  build.	
  	
  The	
  
most	
  comforting	
  part	
  of	
  my	
  job	
  is	
  that	
  I	
  
don’t	
  need	
  to	
  already	
  know	
  how	
  to	
  do	
  
everything;	
  rather,	
  I	
  need	
  to	
  know	
  how	
  to	
  
think	
  through	
  problems.	
  I’ve	
  used	
  the	
  same	
  
strategic	
  thinking	
  skill	
  set	
  I	
  learned	
  at	
  BYU	
  in	
  
classes,	
  cases,	
  competitions	
  and	
  field	
  
studies	
  to	
  figure	
  out	
  everything	
  from	
  simple	
  
site	
  situations	
  to	
  complex	
  global	
  projects.	
  

	
  I’ve	
  been	
  able	
  to	
  act	
  as	
  an	
  internal	
  
consultant	
  while	
  still	
  receiving	
  the	
  core	
  HR	
  
generalist	
  foundation	
  in	
  compensation	
  
planning,	
  workforce	
  planning,	
  staffing,	
  
performance	
  management,	
  employee	
  
relations,	
  executive	
  coaching	
  and	
  leadership	
  
development.	
  	
  For	
  my	
  next	
  roles,	
  I’m	
  looking	
  
at	
  gaining	
  different	
  opportunities	
  to	
  bridge	
  
my	
  current	
  skill	
  or	
  experience	
  gap,	
  whether	
  it	
  
is	
  working	
  in	
  a	
  COE	
  with	
  Compensation	
  &	
  
Benefits	
  or	
  Organizational	
  Development	
  and	
  
Learning,	
  or	
  working	
  as	
  an	
  HR	
  generalist	
  for	
  a	
  
customer-­‐facing	
  client	
  group	
  or	
  union	
  
population.	
  	
  Whatever	
  it	
  is,	
  it	
  will	
  be	
  fun,	
  new	
  
and	
  challenging.”	
  

J$90-'A3.-*(-3K	
  MBA	
  class	
  of	
  2010:	
  
I	
  currently	
  work	
  for	
  Citigroup	
  as	
  part	
  of	
  the	
  
HR	
  Management	
  Associate	
  program.	
  During	
  
my	
   internship	
  with	
   Citigroup,	
   I	
   worked	
   for	
  
Citi’s	
   Consumer	
   Bank	
   focusing	
   on	
  
streamlining	
   processes 	
  across	
   five	
   different	
  
businesses,	
   as	
   well	
   as 	
   creating	
   a	
   robust	
  
executive	
   on-­‐boarding	
   toolkit	
   still	
   in	
   use	
  
today.	
   Since	
   joining	
   full-­‐time	
   last	
  summer,	
  I	
  
have	
  been	
  working	
  as 	
  a	
  generalist	
  supporting	
  
Global	
  Transaction	
  Services	
  (GTS).	
  Supporting	
  
a	
   global	
   business	
   has	
   been	
   an	
   amazing	
  
experience	
  and	
   I	
   am	
   grateful	
   for	
   the	
   many	
  
guest	
   speakers	
   during	
   Prof.	
   LeBaron’s	
  
International	
  HR	
   class 	
  as	
  I	
   draw	
  upon	
   their	
  
experiences	
  regularly.	
  

In	
  addition	
  to	
  the	
  day-­‐to-­‐day	
  generalist	
  work,	
  
I	
   am	
  also	
  managing	
   a	
   number	
   of	
  projects,	
  
including	
   a	
   global	
   HR	
  education	
  series	
   that	
  
will	
  be	
  available	
  to	
  all	
  GTS	
  employees.	
  I	
  have	
  
learned	
  so	
  much	
  during	
  this	
  first	
  rotation.	
  I’ve	
  
got	
   a	
   few	
  months	
  left	
  before	
   I	
   rotate,	
   but	
  
with	
  so	
  many	
  great	
  opportunities	
  and	
  such	
  a	
  
large	
   company,	
   choosing	
   what	
   to	
   do	
  next	
  
(and	
  where	
   to	
  do	
  it)	
  is	
  proving	
   difficult.	
   I’m	
  
looking	
   forward	
   to	
   a	
   career	
   full	
   of	
   such	
  
“difficult”	
  decisions!

 

ANNOUNCEMENTS
-April 21-22: MBA Graduation
-Aug. 25-27:  OBHR Rafting Trip
-April 3-5 2012: OBHR Conference

OBSA Presidency 2011-2012
President: Marcus Shaw
VP Comm.: Michelle Whipple
VP Placement: Mike Eaton
VP Alumni Relations:  Melinda Wells

NEWSLETTER STAFF

Keith Jones                   
Writer
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Writer

Michael Perrone          

Editor                                

Contributors

If	
  you	
  would	
  like	
  to	
  comment	
  on	
  any	
  
article,	
  write	
  an	
  article,	
  or	
  send	
  a	
  letter	
  
to	
   the	
   editor	
   please	
   send	
   us	
   your	
  
comments!	
   	
   Email	
   your	
   thoughts,	
  
opinions,	
   and	
   input	
   to	
   Michael	
  
Perrone.  
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