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… Training and Development for the Veteran and Employer
There are two opportunities in the training and development phase of the employee life cycle to improve veterans' transition and help build and foster your veteran-informed culture: educating the veteran and educating company leaders and teams. "Veterans in the Workplace," a November 2016 study from the U.S. Chamber of Commerce Foundation's Hiring Our Heroes project, found that "more than 80 percent of HR and recruiting professionals say that their companies lack specialized training to help civilian employees and staff relate to veterans. This lack of training indicates that while companies are investing heavily in hiring veterans, the same level of investment has not been made on training and onboarding." To use an old cliché, we don't know what we don't know, so organizations must provide training to company leaders and employees with information on veteran transition, as well as ensure that training is provided to veterans to utilize their military experience to perform the jobs they were hired to do. 
… For leaders in the organization: 
· Train them on the elements that contribute to veteran transitional issues, as well as on identifying and implementing strategies to bridge gaps. Training leaders to identify gaps between the military paradigm and organizational cultures is fundamental to understanding why gaps exist. It is also key to their ability to implement effective strategies to mitigate and bridge these gaps. Training programs may include information on military culture; attributes that veterans bring to the workplace; transitional gaps that can appear during integration to civilian culture; and how to identify programs or solutions to improve veteran morale, performance and team culture.
· Support and consult with them on veteran performance issues. HR professionals are often approached by both employees and management for help with performance issues, diversity concerns, employee assistance issues, etc. You can provide help in the form of formal or informal training, referrals to other resources, or simply facilitating a discussion. Utilize the knowledge and activities in this article as a basis to provide support to leaders as well as other team members. 
… For veteran employees:
· Create personal and professional development plans. Even if no formal career progression program exists, a plan to offer training, opportunities and support to develop personally and professionally within the existing job will foster engagement and retention.
· Provide job skill and functional training. As elementary as this sounds, not all organizations offer formal or structured training for employees new to the job. A lack of formal training not only affects a person's ability to be productive faster but also can foster feelings of alienation for a veteran. 
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… Sourcing military-connected candidates
When planning to reach out to military-connected candidates, employers should consider which resources make sense for their organization. Think in terms of accessibility, budget, response rate, time-to-hire, candidate skills and so on. Suggestions to tap into this talent pool include:
· Reaching out to local representatives of Employer Support of the Guard and Reserve (ESGR), an organization that acts as employers' advocates within the Department of Defense (DOD) and facilitates initiatives to foster employer support for National Guard and Reserve members.
· Networking with military base community centers, which often help connect military job seekers and employers.
· Connecting with representatives designated to work with veteran job seekers in state and federal labor department employment offices.
· Utilizing SHRM HireVets database of veteran candidates and military jobs translator.
· Becoming familiar with the services of the Department of Labor Veterans' Employment and Training Service (VETS), which includes information for employers.
· Connecting with the Military Spouse Employment Partnership, a DOD-led initiative that connects military spouses with employers who have committed to recruit, hire, promote and retain military spouses.
· Contacting college and university career centers—many of which offer special programs for returning service members—and arranging to meet potential candidates on campus.
· Participating in virtual job fairs that provide access to military job seekers, allowing the employer to meet and chat with applicants without leaving the office.
· Advertising in Military Times newspapers and on its websites, or in other military-focused publications.
· Harnessing the power of social media platforms, including Facebook and Twitter. Specialized LinkedIn groups offer an array of online connections with military talent.
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﻿​HR and business leaders shared what their companies are doing to attract, hire and retain military veterans, transitioning service members and military spouses at the Society for Human Resource Management's (SHRM's) INCLUSION 2020 virtual conference.
Chris Cortez, vice president of military affairs at Microsoft, said that to help veterans succeed, companies must shift from a veteran-friendly approach to being veteran-ready.
"HR makes a real difference in the lives of those transitioning from the military to civilian careers," said Cortez, who as a major general in the U.S. Marine Corps led the branch's recruiting command in Quantico, Va. "But too often, hiring veterans is viewed by companies as a check box. If we want to integrate veterans in the workforce, we must go beyond veteran-friendly to create and maintain veteran-ready businesses. That means putting veterans to work in meaningful ways, recognizing their unique value and investing in their individual success."
Cortez said that at Microsoft, veterans are recognized by the unique hard and soft skills they possess in logistics, operations, security, resilience and teamwork, among others.
"Veterans are trained to quickly assess, analyze and fix a situation with people from across an array of specialties," he said.
He added that approximately 200,000 service members transition out of the military each year and seek civilian jobs. "But simply recruiting veterans to generic roles does them a disservice," Cortez said. He cited data from a Syracuse University study that found that nearly half of veterans leave their first post-military civilian job within a year, and two-thirds leave within two years.
"That doesn't have to be the rule," he said. "To set veterans up for success, it's better to align their individual experiences with business needs. Retention rates are positively impacted when veterans are able to use their acquired skills in their new roles. The veteran retention rate at Microsoft is over 80 percent after two years."
Additional investments in veteran hires at the company include training programs that cover technical and soft skills, an assigned mentor to help vets navigate company culture and personal career growth, and an employee resource group (ERG) for veterans.
Pharmaceutical company Bristol Myers Squibb has taken the ERG concept further with its people and business resource groups (PBRGs), which function like ERGs but have full-time HRM 
Kristin Jemison, the lead for the Veterans Community Network PBRG, said one example of her group's working with a business to drive positive change was when the company's military leave policy was being re-evaluated. PBRG members helped improve the policy based on feedback from military reservists at Bristol Myers Squibb, she said. A team from the PBRG partnered with the total rewards team to come up with recommendations and implement the improved policy.
James Beamesderfer, vice president of veterans initiatives at Newark, N.J.-based Prudential Financial, said veterans and supporters of veterans from his company's ERGs engage in the hiring process, attend recruiting events to talk about the workplace culture and connect with candidates, and train hiring managers and HR professionals on how to better understand veterans' resumes. Prudential also runs a campus recruiting program in partnership with Student Veterans of America and has created student internships specific to veterans that include assigning interns a "battle buddy" at the company to help them navigate working in a corporate environment. There's also a job portability program for military spouses, who are typically educated and experienced but have resume gaps because of military relocations. "Our program allows military spouses to work remotely when they are relocated so they can continue to build a career at the company," Beamesderfer said.
Kevin Whirity, national military and veteran recruiting lead at Deloitte, said his firm has used military ERGs to customize onboarding for veterans and identify the different needs service members will have. Deloitte has also created a physical health and recovery function that focuses on wounded warriors, their caregivers, and transition-assistance programs managed by the company's learning and development team.
"We realized the company needed to shift away from screening out to screening in and have taken on a hiring-to-train strategy," he said.
John Perez, the head of military and veterans affairs at Johnson & Johnson in New Brunswick, N.J., said his company also has a development program in which veterans can experience six-month rotations by function and business unit to foster career exploration.
But it all starts with talent attraction, he said. Recruiters at Johnson & Johnson focus sourcing methods to reach veterans through targeted events, partner organizations and job boards.
At the same time, hiring managers must be all in on hiring from military communities, Perez said. "Be clear about the business case, the value of veterans' skill sets and the diversity of the veteran population," he added.
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… Myths and Misconceptions
Veterans still face negative stereotypes when they look for civilian employment, veteran advocates say. There’s a perception among some that veterans are limited to taking orders and lack critical thinking skills to flourish in less structured environments. Also, the news media’s focus on military and veteran suicides could lead employers to believe that all veterans are plagued by post-traumatic stress or other mental health problems.
The misconceptions aren’t surprising. Only about 1 percent of the population has served in the military, leaving the vast majority of Americans with no real connection to the institution. Their impressions come primarily from TV and movies.
“There is very little awareness of what military culture is,” says Margarita Devlin, principal deputy undersecretary for benefits at the VA. “They need to make decisions on the fly, be adaptable. The team approach is stronger than anything in the private sector.”
The SHRM Foundation offers free educational materials for HR professionals, hiring managers and front-line supervisors to help bridge the gap in hiring veterans. It offers a digital toolkit, guidebook and a certificate program for HR professionals that explains the benefits of hiring veterans and how to attract and retain them.
Employers that have hired veterans describe them as hardworking, loyal team players and detail-oriented individuals. They’re able to handle stress and think on their feet. The military’s diversity gives veterans real-life experience working with people of different backgrounds, which is especially valuable as companies increasingly focus on ending racism in their ranks.

