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Introduction
Agricultural competencies change as rapidly as the environment in which those competencies are implemented. Factors such as global growth, a diversifying workforce, and preparedness gaps impact the future of the industry and influence the expectations of future industry employees. University professors and industry professionals are working to fill agricultural workforce gaps.  The American Association of Agricultural Education (AAAE) National Research Agenda 2016-2020 set out to address these challenges by offering direction for academic research. This research addresses AAAE Research Priority 3: Sufficient Scientific and Professional Workforce that Addresses the Challenges of the 21st Century (Roberts et al., 2016).
Recently the Association of Public and Land Grant Universities (APLU) emphasized examining agricultural industry preparedness gaps within current curriculum, acknowledging “college faculty and administrators determined gathering perceptions at a national scale across stakeholder groups was critical to unearthing curricular and co-curricular implications that could be accepted by diverse universities” (Crawford & Fink, 2020, p. 2). Within the APLU report, four employability skills rose to the top including the ability to persist in a new job, dealing with ambiguity in job tasks and workplace expectations, dealing with the pace and content of change in the workplace, and how to manage conflict in the workplace (Crawford & Fink, 2020).
Literature recommends curriculum be reevaluated a minimum of every five years to remain industry relevant (Morgan, 2010). To maintain relevance there is a need for industry experts to be involved in the curriculum development process (Cannon et al., 2016). This study cross-compared the skills and themes outlined by APLU with a panel of industry experts to identify preparation gaps in current agricultural curriculum at the University of Arkansas.
Theoretical Framework
The theoretical frameworks of the program systems model and the human capital theory guided this research. Finch and Crunkilton’s Program Systems Model examines three key players of program development including students, faculty, and industry. The model involves an educational process of student inputs and the program graduate output. To prepare individuals for the workforce, industry must influence the educational process (Finch & Crunkilton, 1999). In terms of human capital, factors such as education are viewed as investments, and employability skills are viewed as factors increasing productivity (Tan, 2014). 
Methods
Following a literature review, a mixed methods research approach surveyed industry professionals identified by the University of Arkansas Bumpers Career Services to collect both quantitative and qualitative data using questions related to APLU findings (Dillman et al., 2014). Survey findings were coded into themes using Qualtrics and NVivo software (Qualtrics, 2022; NVivo, 2021), describing the audience perspectives of industry professionals. While similarities exist between this study’s audience and other audiences, the findings cannot be generalized beyond this case. However, curriculum recommendations can be made (Creswell & Poth, 2018).
Results/Findings
	This research involved the perspective of 18 agricultural industry professionals ranging from less than 5 years to more than 20 years of industry experience. Fifty percent of the participants were graduates of agricultural programs, representing 12 agricultural disciplines.
	When asked questions related to incoming employee preparedness, none of the responses indicated incoming employees were extremely well prepared (highest rating). In fact, 59.3% of respondents rated incoming employees’ likeliness to succeed as moderately well (middle range). When dealing with ambiguity, 51.9% of respondents believe incoming employees are moderately well prepared or less than moderately prepared. Forty-eight percent of participants said incoming employees are moderately well prepared when dealing with pace and amount of change in the workplace. Conflict management provided the lowest scores with 40.7% of respondents ranking individuals as only slightly prepared. 
	In the area of emotional intelligence, 56% of respondents indicated incoming employees were somewhat competent while 40% indicated incoming employees were neither competent nor incompetent or they were somewhat incompetent. Forty-four percent of respondents indicated incoming employees were somewhat competent in business etiquette and 20% indicated extreme competence. Similarly, in grammar and writing over 70.8% of respondents ranked incoming employees as somewhat or extremely competent.  
	In addition to quantitative responses, the survey cultivated qualitative responses. The first question examined significant industry changes during the professional’s lifetime. Emerging themes included rapidly changing technologies, the Covid-19 pandemic, and bioengineered foods/ alternative animal proteins. Next the survey examined industry challenges recent graduates will face, and themes emerged regarding adaptability, agricultural and generational knowledge gaps, work expectations, and career self-management. 
	Moving from personal experiences to industry recommendations, industry professionals provided suggestions for curriculum development. The most prominent themes included communication skills, applied knowledge, business commonalities and professionalism and adaptability as top themes. Finally, respondents were asked what components they would include in curriculum development, and the responses prioritized communications skills, cross-training within disciplines, and problem solving/ critical thinking. 
Conclusions
	Based on research findings, curriculum should continue to emphasize technical skills but should prioritize employability skills regarding career and self-management. Additionally, efforts should be made to address communication gaps and increase real world learning opportunities through cross-functional teams and project management. Past efforts in communication and leadership should increase to output industry prepared students. Because it remained a consistent theme, communication should be at the core of curriculum development.
Implications/ Recommendations/ Impact on Profession
	These findings validate current curriculum efforts while also emphasizing new focus areas such as career management, self-management, and cross-functionality. Specifically, these focus areas will work to fill in the four employability gaps identified by APLU (Crawford & Fink, 2020). Recommendations for research include conducting this research though the career services of other institutions and following up the survey instruments with focus groups or one-on-one interviews.  Recommendations for curriculum include teaching communications through cross-functional, project based teams in order to mimic industry environments. Cross-functionality creates diversity of thought and real-world projects build communication and problem solving skills. Through continual curriculum examination and conversations with industry professionals, all key players in the program systems model can work together to create greater human capital to strengthen the agricultural workforce both socially and economically (Finch & Crunkilton, 1999; Tan, 2014).
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