Proposed Changes in an Existing Academic Program

(Degree Program, Major, Minor or Concentration)

Deadline for Completion of Process:  April 1

Department(s): Health Administration and Human Resources
Contact Person:  Dr. Bill Wallick
Title of Existing Program:  Human Resources Studies  Undergrad    X      Grad ____ Both ____


If the title will change, list the proposed title __________________________________

First Offering of New Program  Fall 2005  (Semester/Year)

Required Credits Hours for New Program  122

Required Credits Hours for the Existing Program  131
List all major and cognate courses pertaining to the revised program:

       Existing Program




Revised Program

	Major Courses:
	Major Courses:

	HRS 111 – Macro Human Resources
	HRS 111 – Foundations of HR

	HRS 112 – Micro Human Resources
	HRS 112 – Introduction to HR

	HRS 251 – Performance Appraisal
	HRS 251 – Performance Appraisal

	HRS 252 – Workforce Educ. & Training
	HRS 252 – Workforce Educ. & Training

	HRS 293 – Research Applications in HR
	HRS 293 – Research Applications in HR

	HRS 340 – Compensation and Benefits
	HRS 340 – Compensation and Benefits

	HRS 351 – Recruitment, Selection, & Staffing
	HRS 351 – Recruitment, Selection, & Staffing

	HRS 353 – HR Information Systems
	HRS 354 – Employee & Labor Relations

	HRS 390 – Career Seminar
	HRS 390 – Career Seminar

	HRS 480 - Internship
	HRS 480 - Internship

	HRS 490 – Leadership Seminar
	HRS 490 – Leadership Seminar

	HRS Elective
	HRS Elective

	HRS Elective
	HRS Elective

	Total Major Credits - 37
	Total  Major Credits - 37

	
	

	Cognate Courses (if applicable):
	Cognate Courses (if applicable):

	ACC 253 – Financial Accounting
	ACC 253 – Financial Accounting

	PSYC 335 – Psychological Testing
	PSYC 335 moved to GE Elective

	MGT 351 – Principles of Management I
	MGT 351 – Principles of Management I

	FIN 351 – Introduction to Finance
	FIN 351 – Introduction to Finance

	ECO 351 – Environment of Int’l Business
	ECO 351 – Environment of Int’l Business

	MKT 351 – Introduction to Marketing
	MKT 351 – Introduction to Marketing

	OIM 471 – Business Information Mgmt
	OIM 471 – Business Information Mgmt

	Cognate Elective
	

	Cognate Elective
	

	Total Cognate Credits - 27
	Total Cognate Credits - 18

	
	


If new courses are developed for the revised program, each new course must undergo the course approval process and the Course Approval Form must be appended.

List any additional resources (faculty, clerical, equipment, library, facilities, etc.) that will be need to successfully deliver the proposed changes.

No additional resources will be needed.
Review student learning outcomes and the assessment plan for the program and indicate any changes.

Student learning outcomes are directly related to the body of HR knowledge as prescribed by the Human Resource Certification Institute (HRCI) (see Appendix A – Major Functional Areas 6 and 7). For students to become successful HR professionals, they need specific knowledge and skills related to effective employee and labor relations methods and techniques. This course will help HRS majors to gain the necessary knowledge and skills in this functional area.

The addition of HRS 354 – Employee and Labor Relations (and the simultaneous elimination of HRS 353 – HR Information Systems) will not change the assessment plan for the major.

Provide an update curriculum guide for the University catalog.

See attached 

Using all information above, provide rational for the proposed changes.
Summary of the Recommended Revisions to the Human Resources Studies (HRS) Curriculum for AY 2005-2006

· Reduce the total number of credits for the major from 131 to 122 by eliminating 9 cognate elective credits. There are no changes to the required business minor.
· Rename HRS 111 – Macro Human Resources to HRS 111 - Foundations of Human Resources
· Rename HRS 112 – Micro Human Resources to HRS 112 - Introduction to Human Resources
· Eliminate HRS 353 – Human Resources Information Systems and replace with HRS 354 – Employee and Labor Relations
Reduction of total credit hours for the HRS Major from 131 to 122
One of the four major University priorities presented by Academic Affairs for 2003-2004 relates in part to the development and implementation of enrollment management strategies for seeking and retaining undergraduate students. One potential strategy is to reduce the number of credits required for a student to graduate with a bachelor’s degree in human resource studies. As noted above, the current required number of credits for degree completion is 131 and places our HRS program in an uncompetitive position. For example, locally, King’s College in Wilkes-Barre requires 120 credits in their HR major for graduation; Keystone College requires 122 credits. In addition, other colleges and universities with HR majors or concentrations require from 122 to 126 credits for graduation. Examples include: Ball State University, Muncie, IN – 126 credits; Bradley University, Peoria, IL – 124 credits; California State University San Marcos – 124 credits; Clarkson University, Potsdam, NY – 122 credits; and Lehigh University, Bethlehem, PA – 124 credits.

Reducing 9 cognate elective credits will not negatively affect the quality of the HRS degree. PSYC 335 – Psychological Testing, which is a necessary course for HR majors, will be designated as a required GE Elective. There are no reductions in general education requirements, the business minor requirements, or major requirements. 

Renaming of HRS 111 – Macro Human Resources and HRS 112 – Micro Human Resources
The current course titles for HRS 111 and HRS 112 are ambiguous (macro and micro). HRS 111 provides foundational information about how society, the economy, religion, and the laws impact work. The course is designed to facilitate discussion among students about why people work, what people do to find work, how people are encouraged to work, and how people are moved out of structured budgeted work. These concepts serve as the foundation for students to gain more in-depth knowledge of HR topics throughout the remainder of their major and cognate course work. “Foundations of HR” more accurately reflects the actual content of the course. Similarly, HRS 112 provides an introduction to the major functional areas of the human resources field. “Introduction to HR” more accurately reflects the actual content of the course.

Elimination HRS 353 – Human Resources Information Systems; Replacement Course HRS 354 – Employee and Labor Relations
The critically important content of HRS 353 that relates directly and specifically to the HR field (i.e., definition of a human resource information system and the various applications of the systems) can be covered in approximately two hours of class time. Most of the other course content is duplicated in OIM 471 - Business Information Management, which is a required course in the business minor. The content of OIM 471 includes "computers and how they can be applied to the operations and management of business firms. Topics include data-processing concepts, overviews of computer hardware and software, modern data- and information-processing systems, applications of computers in business, acquiring and managing of computer and information resources. Software packages will be used to gain hands-on experience" (Source: 2003-2004 University of Scranton Undergraduate Catalog, p. 232). 
HRS 354 - Employee and Labor Relations will be a new course for the HRS curriculum. Currently, these topics are covered in a cursory manner in the HRS survey course, HRS 112 – Introduction to Human Resources. There are no courses in the major that deal exclusively and in an in-depth way with designing, developing, implementing, and evaluating policies and procedures for maintaining positive employee relations or for dealing with labor and union issues or the safety and health of employees.

Course Approval Form

(To be used to propose new courses or make changes to existing courses)

1. A brief course description;

The content of this course falls within the prescribed body of human resource-related knowledge that students will need in order to become successful human resource professionals. The course will address the process of analyzing, developing, implementing and evaluating employee and employer relationships for maintaining and retaining an productive workforce. Issues that deal specifically with union organizing, the collective bargaining process, and contract negotiating and administration will be an integral part of the course.

2. A sample syllabus which includes:

a. student learning objectives and how they will be assessed;

b. an outline of topics to be addressed in the course;

c. assignments for readings, papers, oral projects, examinations, etc. and their relationship to 2.a.

A draft of the syllabus is included in this document.
3. Rationale for the course, including how it fits with the existing curriculum; prerequisites (if any) and rationale; and course level and rational.

The HRS curriculum should be closely aligned with the body of knowledge as prescribed by the Human Resource Certification Institute (HRCI) (see Appendix A). One of the six major functional areas of the human resource profession is employee and labor relations. Currently the related topics are covered only in a cursory manner particularly in the introductory courses. There are no courses in the major that deal exclusively and in an in-depth way with designing, developing, implementing, and evaluating policies and procedures for maintaining positive employee relations or for dealing with labor and union issues. 

The course will replace HRS 353 – Human Resources Information Systems. The critically important content of HRS 353 that relates directly and specifically to the HR field (i.e., definition of a human resource information system and the various applications of the systems) can be covered in approximately two hours of class time. Most of the other course content is duplicated in OIM 471 - Business Information Management, which is a required course in the business minor. The content of OIM 471 includes "computers and how they can be applied to the operations and management of business firms. Topics include data-processing concepts, overviews of computer hardware and software, modern data- and information-processing systems, applications of computers in business, acquiring and managing of computer and information resources. Software packages will be used to gain hands-on experience" (Source: 2003-2004 University of Scranton Undergraduate Catalog, p. 232). HRS 354 - Employee and Labor Relations should be a junior level course owing to its specialized content.

4. List of resources needed for the course:  library, laboratory equipment, other special materials or facilities; and

There would be no special up-front costs needed to offer this course. HRS 353 – HR Information Systems is currently taught by an adjunct professor. The new employee and labor relations course will also be taught by an adjunct professor who is an attorney specializing in employee and labor relations. 

5. A brief description of the evaluation procedures that will be used to determine the extent to which student outcomes (given in 2.a) have been achieved.  Indicate ways in which results of the evaluation will be used not only to grade students but also to modify how the course is taught.
Student acquisition of knowledge and skill will be assessed by direct observation of the instructor and by written assignments, presentations, and quizzes. Students will be required to show tangible results of their research on the course-related topics and will be further required to defend their positions from a labor or management perspective. Modifications to the course structure and assignments will be on-going based upon students’ comments in course evaluations. The course topics will need to be updated regularly because the laws affecting the content of the course change over time. 

Initiator (Contact Person): Dr. Bill Wallick
Department(s): Health Administration and Human Resources
Suggested Course Number / Prefix: HRS 354 

Course Title (for Catalog): Employee and Labor Relations
Credit Hours: 3
Catalog Copy/Course Description: (50 word limit)

	A study of the process of analyzing, developing, implementing, and evaluating the workplace relationship between employer and employee (including labor union settings) to maintain and retain an effective and productive workforce.




Frequency of Offering:
Every Year
X
Every Other Year 
_________

Anticipated Initial Offering:    Year
2004
Semester
Fall
(Note that the first offering  for Fall 2004 will be a Special Topics course with subsequent offerings [every Fall starting in Fall 2005] as a required major course.)

Will this course replace an existing course (or courses?)     X     Yes
___________No


If so, list course(s) to be replaced: 

Purpose of Course (Check all that apply)


Major Requirement
X

Major Elective
    _____________


Cognate

________

Other Elective
    _____________

Other (specify)__________________


General Education
________


(Must be reviewed by Conference Committee on Curriculum)


Please indicate the proposed category(ies): N/A


Writing Intensive
_______
Cultural Diversity

_________



Humanities

_______
Social/Behavioral Sciences
_________



Natural Sciences
_______
Theology/Philosophy

_________

Quantitative Reasoning __________


Explain how the proposed course will fulfill the indicated requirements

	                                                              N/A



Is this Course an Interdisciplinary Course? ______________Yes
        X       No

Colleges Cooperating in Offering Course:  N/A


College of Arts and Sciences:


__________



Panuska College of Professional Studies:
__________



Kania School of Management


__________



Graduate School



__________

Other, similar courses currently in the University’s course inventory: 

MGT 362 – Employee-Management Relations

Discuss extent of overlap with existing courses: 

There is similar content in both MGT 362 and the proposed HRS 354. However, HRS 354 needs to be a required course within the HRS major. It is important that major courses substantially meet the knowledge requirements of the HR profession. In addition, HRS 354 will specifically include occupational safety and health topics as another method for retaining employees in organizations.

HRS 354 - Employee and Labor Relations
Ann Cianflone, J.D.



Fall 2004

Phone:
570-558-5931



-Mail:  acf35@aol.com






acianflone@hhk.com
COURSE DESCRIPTION:

A study of the process of analyzing, developing, implementing, and evaluating the workplace relationship between employer and employee (including labor unions) to maintain and retain an effective, productive workforce.

COURSE OBJECTIVES:

Analyze the impact a particular piece of legislation will have on the employee from a labor perspective and from a management/employer perspective.

Examine the difference between the labor perspective and the management/employer perspective on current employment issues.

Compare and contrast the benefits and the detriments a particular position will have on either labor or management.

Defend a particular position of either labor or management relative to current employment issues.

Write persuasively on either the labor or management perspective on various employment issues.

Develop presentation skills to effectively state a position.

CONTENT AREAS:

Positive Employee Relations Policies and Procedures

Planning, Implementing, and Measuring the Effectiveness of Employee Relations Activities

Establishing and Communicating Work Rules

Dispute Resolution Methods and Techniques

Developing Grievance and Disciplinary Policies and Procedures

Union Organizing

Collective Bargaining Process

Maintaining the Occupation Health and Safety of Employees

REQUIRED READING:


Holley, Jr., Jennings, Wolters (2001).  The Labor Relations Process (7th Ed.). Harcourt, Inc.


Miscellaneous articles in current business and employment law journals, newsletters and magazines.


Students will be required to subscribe to free on-line newsletters.

POLICIES:

Attendance will be extremely important since the class will be a series of lectures and student presentations on relevant subjects dealing with the labor perspective and the management/employer perspective on various employment/labor issues. Most presentations will be made on Tuesdays with the assignments to each student as to whether they will be presenting from the labor perspective or the management/employer made the previous Thursday.  It will be the student’s responsibility to ascertain their assignment if they absent on Tuesday.  Since not all topics will require a formal paper, missing a presentation can have a material impact on the student’s overall grade.  THERE WILL BE NO ABILITY TO MAKE-UP A MISSED PRESENTATION ABSENT EXTENUATING CIRCUMSTANCES (I.E. STUDENT IS IN THE HOSPITAL OR THE DEATH OF A CLOSE RELATIVE).  If however, a particular topic does require a paper in addition to the presentation, the student will receive credit for the paper.  

There will be no mid-term or final exams although there will be two unscheduled quizzes during the semester.  Students who miss the quiz will not have the opportunity to make it up.  

Students are expected to give advance notice to the instructor for missed classes.  Any paper due should be provided no later than the day due if the student will not be in class.  Papers can be e-mailed up to midnight of the day due to be considered timely.

All papers must comply with the APA editorial style.  When papers have a length requirement, the bibliography page and the title page will not count towards the minimum number of pages.

Students must comply with the University Code of Honesty.

REASONABLE ACCOMMODATION:

Students with disabilities need to register with the Office of Equity and Diversity at least one to three months prior to the onset of the academic year if they anticipate needing disability-related accommodations and/or support services. In order to register with the office, the student must self-disclose the presence of a specific disability and provide the appropriate documentation complete with diagnosis and specific limitations. The Office of Equity and Diversity will determine appropriate, legal documentation needs. If the documentation is incomplete, the student may be asked to seek additional diagnosis documentation. Students with disabilities who are requesting reasonable accommodation should contact the University of Scranton’s Equity and Diversity Office at 570-941-6645. Students are encouraged to set an appointment early in the semester to discuss any needs for accommodations.

CLASS STRUCTURE:

Classes will combine lecture and group discussion of case facts, statutes, current events in the employment arena and class presentations.  The last four days of class will consist of project presentations.  Guest speakers may periodically be scheduled.  All class presentations (with the exception of the final project) will be scheduled for Tuesdays.


Paper/Presentation Assignments:
The class will be divided.  One half will be assigned a management perspective the other side will be assigned the union perspective.  Presentations will be made on Tuesdays; the class will be paired, one from each perspective and will present/defend their respective positions.  If a paper is required, each paper will be researched oriented and between 5-7 pages.  


Case Studies:
A Case Study, based on a judicial case, will be assigned to the class.  The class will be divided in half with one group assigned the “pro” position and the other group assigned the “con” position.  The assignments will be made on Thursday and on Tuesday; the group will make their presentations.  The class will be paired for the presentation with one student from each side presenting and defending their respective positions.  No paper will be due.


Final Presentation:
The final project will require the students to either (i) negotiate a union contract for a newly certified union or (ii) prepare an arbitration.  A set of facts will be presented to the students along with an assignment as to whether they will be preparing and presenting the union position or the management position.  A 12-15 page paper will be required prior to the start of any actual presentation.  In preparing the paper, the student should research statutes, case law and other scholarly resources to support their position.  

COURSE REQUIREMENTS:

Final Project:






Paper


50 points



Presentation

40 points

Two “Pop Quizzes”
 (total)

20 points

Case Study
(Each)


30 points (90 total)

Paper/Presentation



Paper
(each)

25 points



Presentation (each)
25 points

GRADING:

A

280-300

A-

160-279

B+

240-259

B

220-239

B-

200-219

C+

180-199

C

160-179

D

140-159

Fail

<140

WEEK ONE


Tuesday:


Introduction of students and instructor






Review of syllabus and class expectations

Review of course requirements and grading system

Discuss outline of final project

Thursday:            
Background and evolution of employee relations    and human resources

                             
History of Unions in the United States

WEEK TWO


Tuesday:


Review of major laws affecting the workplace

Thursday:            
Review of the major laws affecting the union workplace 

PAPER/PRESENTATION ASSIGNMENT:


State of the Unions 2004:






Happy and Healthy






Diseased and Dying

WEEK THREE:


Tuesday:


Presentations; Paper due

Thursday:


Employee Relations Polices and Procedures

WEEK FOUR


Tuesday:


The Organizing Process:  How, Why, What is it.


Thursday:


How an employer reacts to an organizing drive:






What can or can’t an employer do.

CASE STUDY ASSIGNMENT:  Was the Employer legally within its rights?

WEEK FIVE:


Tuesday:


Case Study Presentation


Thursday:


Collective Bargaining Process--General

WEEK SIX:


Tuesday:


What is compensation?

Thursday:


How compensation affects the Collective        

                                     
Bargaining Process

PAPER/PRESENATATION ASSIGNMENT:
The definition of “Supervisor” under the National Labor Relations Board:  Is it sufficient?

WEEK SEVEN:


Tuesday:


Presentation


Thursday:


Establishing and Communicating Work Rules

WEEK EIGHT:


Tuesday:


Developing Grievance and Disciplinary 

                                            

Procedures


Thursday:


Grievances


CASE STUDY:

Was management right in not following the 

                                           

grievance procedure?

WEEK NINE:

Tuesday:


Presentation

Thursday:


Dispute Resolution Methods and Techniques

WEEK TEN:


Tuesday:


The Contract Bargaining Process


Thursday:


The Contract Bargaining Process


CASE STUDY:

Did the Company bargain in good faith?

WEEK ELEVEN:


Tuesday:


Presentation

Thursday:
What are the issues that an employer must negotiate?

WEEK TWELVE:


Tuesday:


Maintaining the Occupational Health and Safety






Of Employees


Thursday:


Maintaining the Occupational Health and Safety 

                                               

Of Employees

WEEK THIRTEEN/FOURTEEN:


Tuesday/Thursday:

Final Presentations

Appendix A

Human Resource Certification Institute (HRCI)

FUNCTIONAL AREAS

01 STRATEGIC MANAGEMENT

The processes and activities used to formulate HR objectives, practices, and policies to meet the short- and long-range organizational needs and opportunities, to guide and lead the change process, and to evaluate HR’s contributions to organizational effectiveness.

Responsibilities:

Interpret information related to the organization’s operations from internal sources, including financial/accounting, marketing, operations, information technology, and individual employees, in order to participate in strategic planning and policy making.

01 Interpret information related to the general business environment, industry practices and developments, and technological developments from external sources (for example, publications, government documents, media, and trade organizations), in order to participate in strategic planning and policy making.

02 Participate as a partner in the organization’s strategic planning process.

03 Establish strategic relationships with individuals in the organization, to influence organizational decision-making.

04 Establish relationships/alliances with key individuals in the community and in professional capacities to assist in meeting the organization’s strategic needs.

05 Evaluate HR’s contribution to organizational effectiveness, including assessment, design, implementation, and evaluation of activities with respect to strategic and organizational measurement in HR objectives. (**05 refers to participation in change management)

06 Provide direction and guidance during changes in organizational processes, operations, planning, intervention, leadership training and culture that balances the expectations and needs of the organization, its employees, and other stakeholders (including customers).  (**06 refers to participation in change management)

07 Develop and shape organizational policy related to the organization’s management of its human resources.

08 Cultivate leadership and ethical values in self and others through modeling and teaching.

09 Provide information for the organizational budgeting process, including budget development and review.

010 Monitor legislative environment for proposed changes in law and take appropriate action to support, modify, or stop the proposed action (for example, write to a member of Congress, provide expert testimony at a public hearing, lobby legislators).

Knowledge of:

01 lawmaking and administrative regulatory processes

02 internal and external environmental scanning techniques

03 strategic planning process and implementation

04 organizational social responsibility (for example, welfare to work, philanthropy, alliances with community-based organizations)

05 management functions, including planning, organizing, directing , and controlling

06 techniques to sustain creativity and innovation

FUNCTIONAL AREAS

02
WORKFORCE PLANNING AND EMPLOYMENT
The processes of planning, developing, implementing, administering, and performing ongoing evaluation of recruiting, hiring, orientation, and organizational exit to ensure that the workforce will meet the organization’s goals and objectives.

Responsibilities:

01 Identify staffing requirements to meet the goals and objectives of the organization.

02 Conduct job analyses to write job descriptions and develop job competencies.

03 Identify and document the essential job functions for positions.

04 Establish hiring criteria based on the competencies needed.

05 Assess internal workforce, labor market, and recruitment agencies to determine the availability of qualified applicants.

06 Identify internal and external recruitment methods and implement them within the context of the organization’s goals and objectives.

07 Develop strategies to market the organization to potential applicants.

08 Establish selection procedures, including interviewing, testing, and reference and background checking.

09 Implement selection procedures, including interviewing, testing, and reference and background checking.

010 Develop and/or extend employment offers.

011 Perform or administer post-offer employment activities (for example, employment agreements, completion I-9 verification form, relocation agreements, and medical examinations).

012 Facilitate and/or administer the process by which non-US citizens can legally work in the United States.

013 Design, facilitate, and/or conduct the orientation process, including review of performance standards for new hires and transfers.

014 Evaluate selection and employment processes for effectiveness and implement changes if indicated (for example, employee retention).

015 Develop a succession planning process.

016 Develop and implement the organizational exit process, including unemployment insurance claim responses. (includes severance, turnover and outplacement)

017 Develop, implement, manage, and evaluate affirmative action program(s), as may be required.

Knowledge of:

07 federal/state/local employment-related laws (for example, Title VII, ADA, ADEA, Vietnam Veterans, WARN) and regulations (for example, EEOC Uniform Guidelines on Employee Selection Procedures)

08 immigration law (for example, visas, I-9)

09 quantitative analyses required to assess past and future staffing (for example, cost benefit analysis, costs-per-hire, selection ratios, adverse impact)

010 recruitment methods and sources

011 staffing alternatives (for example, telecommuting, outsourcing)

012 planning techniques (for example, succession planning, forecasting)

013 reliability and validity of selection tests/tools/methods

014 use and interpretation of selection tests (for example, psychological/personality, cognitive, and motor/physical assessments)

015 interviewing techniques

016 relocation practices

017 impact of compensation and benefits plans on recruitment and retention

018 international HR and implications of international workforce for workforce planning and employment

019 downsizing and outplacement

020 internal workforce planning and employment policies, practices, and procedures

FUNCTIONAL AREAS

03
HUMAN RESOURCE DEVELOPMENT

The processes of ensuring that the skills, knowledge, abilities, and performance of the workforce meet the current and future organizational and individual needs through developing, implementing, and evaluating activities and programs addressing employee training and development, change and performance management, and the unique needs of particular employee groups.

Responsibilities:

01 Conduct needs analyses to identify and establish priorities regarding human resource development activities.

02 Develop training programs.

03 Implement training programs.

04 Evaluate training programs.

05 Develop programs to assess employees’ potential for growth and development in the organization.

06 Implement programs to assess employees’ potential for growth and development in the organization.

07 Evaluate programs to assess employees’ potential for growth and development in the organization.

08 Develop change management programs and activities.

09 Implement change management programs and activities.

010 Evaluate change management programs and activities.

011 Develop performance management programs and procedures.

012 Implement performance management programs and procedures.

013 Evaluate performance management programs and procedures.

014 Develop programs to meet the unique needs of particular employees (for example, work-family programs, diversity programs, outplacement programs, repatriation programs, and fast-track programs).

015 Implement programs to meet the unique needs of particular employees (for example, work-family programs, diversity programs, outplacement programs, repatriation programs, and fast-track programs).

016 Evaluate programs to meet the unique needs of particular employees (for example, work-family programs, diversity programs, outplacement programs, repatriation programs, and fast-track programs).

Knowledge of:

021 applicable international, federal, state, and local laws and regulations regarding copyrights and patents

022 human resource development theories and applications (including career development and leadership development)

023 organizational development theories and applications

024 training methods, programs, and techniques (design, objectives, methods, etc.)

025 employee involvement strategies

026 task/process analysis

027 performance appraisal and performance management methods

028 applicable international issues (for example, culture, local management approaches/practices, societal norms)

029 instructional methods and program delivery (content, building modules of program, selection of presentation/ delivery mechanism)

030 techniques to assess HRD program effectiveness (for example, satisfaction, learning and job performance of program participants, and organizational outcomes such as turnover and productivity).

FUNCTIONAL AREAS

04
COMPENSATION AND BENEFITS

The processes of analyzing, developing, implementing, administering, and performing ongoing evaluation of a total compensation and benefits system for all employee groups consistent with human resource management goals.

Responsibilities:

01 Ensure the compliance of compensation and benefits with applicable federal, state, and local laws. (includes IRS Rulings, strict definitions of which tend to go more with K-31 whereas applications/calculations/interpretations of those rulings tend to go more with K-32)

02 Analyze, develop, implement, and maintain compensation policies and a pay structure consistent with the organization’s strategic objectives. (includes broad definitions and designs)

03 Analyze and evaluate pay rates based on internal worth and external market conditions. (includes wage and salary surveys)

04 Develop/select and implement a payroll system.

05 Administer payroll functions.

06 Evaluate compensation policies to ensure that they are positioning the organization internally and externally according to the organization’s strategic objectives. (0406 refers to ‘tweakiing,’ `refinement,’ `alterations;’ turnover issues related to compensation also belong under this responsibility)

07 Conduct a benefit plan needs assessment and determine/ select the plans to be offered, considering the organization’s strategic objectives. (0407 addresses more specific definitions and plan design issues; includes 401K; tends to go more with K-38)

08 Implement and administer benefit plans. (addresses more the carrying out the objectives of the benefit plan; tends to go more with K-39)

09 Evaluate benefits program to ensure that it is positioning the organization internally and externally according to the organization’s strategic objectives. (refers more to evaluation and tweaking of the benefit plan; tends to go more with K-38)

010 Analyze, select, implement, maintain, and administer executive compensation, stock purchase, stock options, and incentive, and bonus programs. (includes profit-sharing)

011 Analyze, develop, select, maintain, and implement expatriate and foreign national compensation and benefit programs.

012 Communicate the compensation and benefits plan and policies to the workforce.

Knowledge of:

031 federal, state, and local compensation and benefit laws (for example, FLSA, ERISA, COBRA)

032 accounting practices related to compensation and benefits (for example, excess group term life, compensatory time)

033 job evaluation methods

034 job pricing and pay structures

035 incentive and variable pay methods

036 executive compensation

037 non-cash compensation methods (for example, stock option plans)

038 benefits needs analysis

039 benefit plans (for example, health insurance, life insurance, pension, education, health club)

040 international compensation laws and practices (for example, expatriate compensation, socialized medicine, mandated retirement)

FUNCTIONAL AREAS

05
EMPLOYEE AND LABOR RELATIONS

The processes of analyzing, developing, implementing, administering, and performing ongoing evaluation of the workplace relationship between employer and employee (including the collective bargaining process and union relations), in order to maintain effective relationships and working conditions that balance the employer’s needs with the employees’ rights in support of the organization’s strategic objectives.

Responsibilities:

01 Ensure compliance with all applicable federal, state, and local laws and regulations. (catch-all responsibility, including NLRB, ADA, FMLA)

02 Develop and implement employee relations programs that will create a positive organizational culture. (most of the legal definitions and general definitions)

03 Promote, monitor, and measure the effectiveness of employee relations activities.

04 Assist in establishing work rules and monitor their application and enforcement to ensure fairness and consistency (for union and non-union environments).

05 Communicate and ensure understanding by employees of laws, regulations, and organizational policies.

06 Resolve employee complaints filed with federal, state, and local agencies involving employment practices. (formal, legal complaints)

07 Develop grievance and disciplinary policies and procedures to ensure fairness and consistency.

08 Implement and monitor grievance and disciplinary policies and procedures to ensure fairness and consistency. (includes investigation)

09 Respond to union organizing activity.

010 Participate in collective bargaining activities, including contract negotiation and administration.

Knowledge of:

041 applicable federal, state, and local laws affecting employment in union and non-union environments, such as anti-discrimination laws, sexual harassment, labor relations, and privacy.

042 techniques for facilitating positive employee relations (for example, small group facilitation, dispute resolution, and labor/management cooperative strategies and programs)

043 employee involvement strategies (for example, alternate work schedules, work teams)

044 individual employment rights issues and practices (for example, employment at will, negligent hiring, defamation, employees’ rights to bargain collectively)

045 workplace behavior issues/practices (for example, absenteeism, discipline)

046 methods for assessment of employee attitudes, opinions, and satisfaction (for example, opinion surveys, attitude surveys, focus panels)

047 unfair labor practices

048 the collective bargaining process, strategies, and concepts (up to and after contract)

049 public sector labor relations issues and practices

050 expatriation and repatriation issues and practices

051 employee and labor relations for local nationals (i.e., labor relations in other countries)

FUNCTIONAL AREAS

06
OCCUPATIONAL HEALTH, SAFETY AND SECURITY

The processes of analyzing, developing, implementing, administering, and performing ongoing evaluation of programs, practices, and services to promote the physical and mental well-being of individuals in the workplace, and to protect individuals and the workplace from unsafe acts, unsafe working conditions, and violence.

Responsibilities:

01 Ensure compliance with all applicable federal, state, and local workplace health and safety laws and regulations.

02 Determine safety programs needed for the organization.

03 Develop and/or select injury/occupational illness prevention programs.

04 Implement injury/occupational illness prevention programs.

05 Develop and/or select safety training and incentive programs.

06 Implement safety training and incentive programs.

07 Evaluate the effectiveness of safety prevention, training, and incentive programs.

08 Implement workplace injury/occupational illness procedures (for example, worker’s compensation, OSHA).

09 Determine health and wellness programs needed for the organization.

010 Develop/select, implement, and evaluate (to make available) health and wellness programs.

011 Develop/select, implement, and evaluate security plans to protect the company from liability.

012 Develop/select, implement, and evaluate security plans to protect employees (for example, injuries resulting from workplace violence).

013 Develop/select, implement, and evaluate incidence and emergency response plans (for example, natural disasters, workplace safety threats, evacuation.

Knowledge of:


52.
federal, state, and local workplace health and safety laws and regulations (for example, OSHA, Drug-Free Workplace Act, ADA)


53.
workplace injury and occupational illness compensation laws and programs (for example, worker’s compensation)


54.
investigation procedures of workplace safety, health, and security enforcement agencies (for example, OSHA)


55.
workplace safety risks


56.
workplace security risks (for example, theft, corporate espionage, information systems/technology, and vandalism)


57.
potential violent behavior and workplace violence conditions


58.
general health and safety practices (for example, fire evacuation, HAZCOM, ergonomic evaluations)


59.
incident and emergency response plans


60.
internal investigation and surveillance techniques


61.
Employee Assistance Programs


62.
employee wellness programs


63.
issues related to chemical use and dependency (for example, identification of symptoms, drug testing, discipline)

CORE Knowledge Required by HR Professionals


64.
needs assessment and analysis


65.
third-party contract management, including development of requests for proposals (RFPs)


66.
communication strategies


67.
documentation requirements


68.
adult learning processes


69.
motivation concepts and applications


70.
training methods


71.
leadership concepts and applications


72.
project management concepts and applications


73.
diversity concepts and applications


74.
human relations concepts and applications (for example, interpersonal and organizational behavior)


75.
HR ethics and professional standards


76.
technology and human resource information systems (HRIS) to support HR activities


77.
qualitative and quantitative methods and tools for analysis, interpretation, and decision-making purposes


78.
change management


79.
liability and risk management


80.
job analysis and job description methods


81.
employee records management (for example, retention, disposal)


82.
the interrelationships among HR activities and programs across functional areas
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	Dept. & No.
	Course Title
	Credits
	
	Dept. & No.
	Course Title
	Credits

	
	
	FIRST YEAR
	Fall
	Spring
	
	
	First Year
	Fall
	Spring

	MAJOR
	HRS 111 (S)
	Macro Human Resources
	3
	
	MAJOR
	HRS 110 (S)
	Foundations of HR
	3
	

	MAJOR
	HRS 112
	*Micro Human Resources
	
	3
	MAJOR
	HRS 113 
	*Intro to Human Resources
	
	3

	GE S/BH
	PSYCH 110
	Fundamental of Psychology
	3
	
	GE S/BH
	PSYCH 110
	Fundamental of Psychology
	3
	

	GE FSEM
	INTD 100
	*Freshman Seminar
	1
	
	GE FSEM
	INTD 100
	*Freshman Seminar
	1
	

	GE PHIL-T/RS
	PHIL 120
	Introduction to Philosophy
	
	3
	GE PHIL-T/RS
	PHIL 120
	Introduction to Philosophy
	
	3

	GE SPCH
	COMM 100
	Public Speaking
	3
	
	GE SPCH
	COMM 100
	Public Speaking
	3
	

	GE WRTG
	WRTG 107
	Composition
	
	3
	GE WRTG
	WRTG 107
	Composition
	
	3

	GE C/IL
	C/IL 104
	Computing/Information Literacy
	3
	
	GE C/IL
	C/IL 104
	Computing/Information Literacy
	3
	

	GE PHIL/T/RS
	T/RS 121
	Theology I
	3
	
	GE PHIL/T/RS
	T/RS 121
	Theology I
	3
	

	GE NSCI
	NSCI ELECT
	Natural Science Elective
	
	3
	GE NSCI
	NSCI ELECT
	Natural Science Elective
	
	3

	QE QUAN
	PSYC 210
	Statistics in the Behavioral Sci
	
	3
	QE QUAN
	PSYC 210
	Stats in the Behavioral Sciences
	
	3

	GE PHED
	PHED ELECT
	Physical Education
	1
	1
	GE PHED
	PHED ELECT
	Physical Education
	1
	1

	
	
	
	17
	16
	
	
	
	17
	16

	
	
	SECOND YEAR
	
	
	
	
	SECOND YEAR
	
	

	MAJOR
	HRS 251 (W)
	*Performance Appraisal
	
	3
	MAJOR
	HRS 251 (W)
	Performance Appraisal
	
	3

	MAJOR
	HRS 252 (W)
	*Workforce Educ & Training
	3
	
	MAJOR
	HRS 252 (W)
	*Workforce Educ & Training
	3
	

	MAJOR
	HRS 293
	Research Applications in HR
	
	3
	MAJOR
	HRS 293
	*Research Applications in HR
	
	3

	
	
	
	
	
	COGNATE
	ACC 253
	Financial Accounting
	3
	

	COGNATE
	ACC 253
	Financial Accounting
	3
	
	GE ELECT
	PSYC 335
	Psychological Testing
	
	3

	COGNATE
	PSYC 335
	Psychological Testing
	
	3
	GE S/BH
	ECO 101
	Current Economic Issues
	3
	

	GE S/BH
	ECO 101
	Current Economic Issues
	3
	
	GE PHIL-T/RS
	PHIL 210
	Ethics
	3
	

	GE PHIL-T/RS
	PHIL 210
	Ethics
	3
	
	GE HUMN
	HUMN ELECT
	Humanities Elective
	
	3

	GE PHIL-T/RS
	PHIL-T/RS ELECT
	Phil or T/RS Elective
	
	3
	GE PHIL-T/RS
	T/RS 122
	Theology II
	
	3

	GE PHIL-T/RS
	T/RS 122
	Theology II
	
	3
	GE NSCI
	NSCI ELECT
	Natural Science Elective
	3
	

	GE NSCI
	NSCI ELECT
	Natural Science Elective
	
	3
	GE HUMN
	HUMN ELECT
	Humanities Elective
	3
	

	GE HUMN
	HUMN ELECT
	Humanities Elective
	3
	
	GE PHED
	PHED ELECT
	Physical Education
	
	1

	GE PHED
	PHED ELECT
	Physical Education
	1
	
	
	
	
	
	

	
	
	
	16
	18
	
	
	
	18
	16

	
	
	THIRD YEAR
	
	
	
	
	THIRD YEAR
	
	

	MAJOR
	HRS 340
	Compensation & Benefits
	
	3
	MAJOR
	HRS 340
	Compensation & Benefits
	
	3

	MAJOR
	HRS 351 (D)
	*Recruitment, Select & Staffing
	3
	
	MAJOR
	HRS 354
	Employee & Labor Relations
	3
	

	MAJOR
	HRS 353
	HR Information Systems
	3
	
	MAJOR
	HRS 351 (D)
	*Recruitment, Select & Staffing
	3
	

	MAJOR
	HRS 390
	Career Seminar
	
	1
	MAJOR
	HRS 390
	*Career Seminar
	
	1

	MAJOR
	HRS ELECT
	HRS Elective
	3
	
	MAJOR
	HRS ELECT
	Major Elective
	3
	

	COGNATE
	MGT 351
	Principles of Management I
	3
	
	COGNATE
	MGT 351
	Principles of Management I
	3
	

	COGNATE
	FIN 351
	Introduction to Finance
	
	3
	COGNATE
	FIN 351
	Introduction to Finance
	
	3

	COGNATE
	ECO 351
	Environment of Int'l Business
	3
	
	COGNATE
	ECO 351
	Environment of Int'l Business
	3
	

	COGNATE
	MKT 351
	Introduction to Marketing
	
	3
	COGNATE
	MKT 351
	Introduction to Marketing
	
	3

	
	
	
	
	
	GE PHIL-T/RS
	PHIL-T/RS ELECT
	Phil or T/RS Elective
	
	3

	GE HUMN
	HUMN ELECT
	Humanities Elective
	
	3
	GE ELECT
	FREE ELECT
	Free Elective
	
	3

	GE ELECT
	FREE ELECT
	Free Elective
	
	3
	
	
	
	
	

	
	
	
	18
	16
	
	
	
	15
	16

	
	
	FOURTH YEAR
	
	
	
	
	FOURTH YEAR
	
	

	MAJOR
	HRS 480
	*Internship
	3
	
	MAJOR
	HRS 480
	*Internship
	3
	

	MAJOR
	HRS 490
	*Leadership Seminar
	
	3
	MAJOR
	HRS 490
	*Leadership Seminar
	
	3

	MAJOR
	HRS ELECT
	HRS Elective
	3
	
	COGNATE
	OIM 471
	Business Information Mgmt
	3
	

	COGNATE
	OIM 471
	Business Information Mgmt
	3
	
	GE HUMN
	HUMN ELECT
	Humanities Electives
	3
	3

	COGNATE
	ELECT
	Cognate Elective
	3
	
	GE ELECT
	FREE ELECT
	Free Electives
	3
	3

	GE HUMN
	HUMN ELECT
	Humanities Electives
	3
	3
	MAJOR
	HRS ELECT
	Major Elective
	
	3

	GE ELECT
	FREE ELECT
	Free Electives
	
	9
	
	
	
	
	

	
	
	
	15
	15
	
	
	
	12
	12

	
	
	
	Total 131 cr.
	
	
	
	Total 122 cr.

	37 Major Credits – 27 Cognate Credits – 67 General Education Credits
	37 Major Credits – 18 Cognate Credits – 67 General Education Credits


