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The purpose of the this study was--to design a Human Resource
Academic Preparation Model which will be helpful in the analysis of available

programs in the Human Resource (HR) field offered by institutions of higher
education at the master's degree level. The model was apply in the review of
programs in the HR field at the master's level. Additionally, the information

obtained in the process of applying the model was used to infer conclusions in
relation to the onentation and components of the programs, as well as the
preparation of professionals in the HR field.

Based on the review of the literature and research related to the HR
field, which included: HR and orgamzational and management theories; HR
management and HR development; research studies related to the HR function;
studies prepared by the two major professional associations 1n the HR field; and
the review of academic programs at the master's level in the HR field, the HR
Academic Preparation Model was designed and presented. As a subsequent step,
the model was used to review 16 of the 214 master's degree programs idenufied
i the HR field. The model was apphed at three levels: 1) the specific program
level; 2) the specialization level; and 3) the umversity level.

Two functions were 1identified within the HR field--management and
development. A comparative analysis of these two functions and their evolution
was presented and contrasted to the approaches and content of the master's
degree programs. It was found that the programs offered by the business schools
showed a heavy emphasis on the management function with little concern for
the development function. On the other hand, when programs are housed in
schools of education they present a heavy emphasis on the development function
and, 1n most cases, without having courses related to the management function.

The study demonstratad the usefulness of the HR Academnc Preparation
Model 1n the analysis and review of master's degree programs in the HR field.
Additionally, through the analysis of the information gathered n relation to the
programs and the approach that umversities are taking to offer the programs, 1t
was possible to infer conclusions related to the philosophy and coatent of the

HR master's degree programs in the HR field.
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CHAPTER 1
INTRODUCTION

Background of the Study

At the end of World War II, the level of American productivity was
almost double that of the Umted Kingdom and France, three times
the level of Germany and Italy and seven times that of Japan. By
1973, Canada, the Netherlands, Sweden, Belgium and France
reached at least three-quarters of the Umted States' level of
output per hour. Japan and West Germany's productivity levels
were more than twice ours, especially in manufacturing.
(Huddleston and Fenwick, 1983, p. 96)

Productivity 1s the consequence of a process that combines certain
resources—physical, financial, and human--to accomplish a planned objective. It
15 important to recogmze that physical resource is a determinant variable, as is
human resource, in the process of achieving productivity. When discussing
fluctuations 1n productivity, care should be taken to identify which of the
variables—physical, financial, or human resource--1s the dominant factor causing
the variation. Misleading analysis will result if the causes are not clearly
identified by each of the varmables.

In the process of discussing the decliming relative productivity issue
from the perspective of the human resource varable, many different causes
have been suggested. The most common causes are the following: workers' lack
of motivation; lack of Job satisfaction; lack of management leadership; lack of
commitment to hgh quality work performance; lack of morale; insufficient
traming of the work force; lack of adequate relation between production and
rewards—economic and non-economic; lack of workers' participation in the

planning and control of the operations where they work; lack of opportumities to

grow; and even lack of flexibility in the jobs. All of these causes of decliming

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



relative productivity are part of the human resource field, and they could be
related to either the management or development of the human resource.

Based on a survey, Renwick and Lawler (1978) concluded that workers
today want more, but not simply more money or benefits, since they take this

for granted; instead, workers "want more psychological satisfactions. More

opportunities to learn and grow. More chance to exercise to the fullest thewr

talents and skills, More possibility of accomplishing something wort}.while" (p.
53). To deal with these issues represents much more than the traditional
function of personnel administration, or labor relations, or training. It
represents the need for a complex combination of interdisciplinary knowledge

not yet completed, realized, or accepted.

Statement of the Problem

One premse is of importance in this analysis: one of the major
components in the productivity process is the human resource variable which has
an important effect on productivity. Based on this premse, 1t 1s possible to
concentrate on what approaches are necessary to create the required
environment, at the organizational level, in order to achieve the productivity
objectwves for orgamzations and for the nation as a whole. It 1s in the area of
proniding the required environment for obtaining better productivity that the
problem emerges. Some look at this situation as a management problem, based
on the traditional scientific management approaches; Perrow (1979) and Femn
(1981) are representative examples of this approach. Others see the need for a
developmental process to create the proper conditions for employees'
development and growth, which i turn wiil contnbute to greater productivity.
Miles (1975), Nadler (1981), and Lippitr (1980) are among those reprasenting this

approach.
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It seems evident that people can produce more, given the present state
of the art, and that the way to obtain better productivity is by properly
managing and developing the human resource, based on the most adequate
theories and concepts applicable in the specific situation. This means that
human resource professionals should be trained to understand and identify
alternatives and courses of action for accomplisming the orgamzation's
objectives. .

The problem can be related to the following concerns--Are human
resource professionals prepared to adopt practices that will enhance the
environment necessary to mamntain productivity at acceptable levels? Are our
universities training human resource professionals to fulfill their roles in the

most efficient and effective way?

Purpose of the Study

The Human Resource (HR) field of knowledge and practice is gaming
acceptance as a new profession but, as with any new emerging discipline, there
15 a lack of defimtion, scope, and educational requirements for the new
professionals. Many contradicting views are held regarding the philosophy,
approach, and concepts of the new discipline. With this in mind, the purpose of
this study 1st 1) to design a HR Academic Preparation Model which will be
helpful in the analysis of available programs in the HR field offered 1n
institutions of higher education at the master's degree lavel and; 2) to apply the
model designed by reviewing some of the programs in the HR field at the
master's level. Additionally, the information obtained in the process of applying
the model will be used to infer some conclusions related to the orientation and
components of the programs, as they mght relate to the preparation of

professionals 1in the HR field.
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Definitions

The following terms are defined for use in this study:

Model

A model is a description or analogy used to help visualize something
that cannot be directly observed. Nadler (1982) suggested that models are a

representation of something and have benefits for the users since they integrate
what 1s known through research and observations, simphfy complex human
processes, and guide observations. "A good model can help the user to
understand what 1s essentially a complicated process. Underlying a good model is

some theory, and both are related" (Nadler, 1982, p. 5).

Human Resources Function

Human Resource (HR) 1s the function within any institution which deals
with the human resources that work for the organization. The HR function
includes nine activities: orgamzation/job design; human resource planning;
selection and staffing; personnel research and information systems;
compensation/benefits; employee assistance; umon/labor relations; traimng and
development; and organization development (ASTD, 1983), Human Resource
Management (HRM) and Human Resource Development (HRD) are also used to
describe this function. In the context of the present study, the terms HRM and
HRD will be attached to the two mamn functions within HR, namely management

and development.

Limitations of the Study

The model to be designed in this study does not pretend to extend to

any HR program offered outside of the umversities; moreover, even within the
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programs offered by universities, only the programs in HR at the master's
degree level will be considered. This excludes any program at the doctoral or

undergraduate levels or any other special program.

Sigmficance of the Study

The expectations of employees, the expectations of organizations, and
the complexities of the world of w.ork make the field of HR an interdisciphnary
field of knowledge. At present, over two-hundred programs at the master's
degree level are being offered by institutions of higher education in the field of
HR. Although some of these programs are difficult to identify, since they are
offered under many different names and by several schools even within the same
university, they are related to one or more of the specialization areas in the
HR field. Because of these complexities, and recognizing that this is a field
which 1s 1n 1ts developmental process, the design of a HR Academic Preparation
Model, based on sound theoretical grounds, will provide a useful tool with which
to analyze the HR programs at the master's degree level. The model will also
help to review what 1s being done in the universities to prepare the
professionals who have to cope with increasing demands from their orgamzations
for the management and development of their human resources. Add:iticnally,
the model will be helpful in understanding the emerging HR field and 1ts

specializations or components.

Orgamzation of the Study

The concerns of the HR function and their impact on productivity was
the justification of a need to understand the emerging field of HR. In this
chapter, an overview of the problem and the suggestion of developing a HR

Academic Preparation Model was discussed as the objective of the present
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study. The remainder of the dissertation is orgamzed as follows:

Chapter II contains a review and discussion of the literature and
develops a conceptual framework for the design and presentation of the HR
Academic Preparation Model. Section One reviews the hiterature related to the

HR field including the following: HR and organizational and management

theories, HR management and HR development, research studies related to the

HR function, professional associations mn HR, HRD complement or subordinate
of HRM, HR academic programs, and HR typical academic programs. Section
Two presents and discusses the HR Academic Preparation Model. Finally, a
summary 1s presented in relation to the review of the literature and the design
of the model.

Chapter III presents the steps followed to apply the HR Academc
Preparation Model. It includes the process of identifying master's degree
programs in the HR field and obtaining specific information on the 214
1dentified programs.

Chapter IV details the findings of the study, the analysis of the data
gathered, 1n relation to the application of the HR Academic Preparation Medel,
and the analysis of the programs in relation to thewr conceptual approach and
contents,

Chapter V summarizes the preceding chapters and presents conclusions
based on the findings of Chapter 1V. An interpretation of the findings is also
discussed. The chapter ends with recommendations for the profession as a
whole, for universities, and for additional research in the field of HR.

Lists of programs categorized by specialization and by umversity, and
the summary of the programs reviewed, are included in the appendices. The list
of the references should provide an available resource for those wishing

additional 1nformation on this subject.
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CHAPTER I
REVIEW OF THE LITERATURE AND DESIGN OF THE
HR ACADEMIC PREPARATION MODEL
The research summarized here is directed toward the understanding of
the HR field and the development of the conceptual framework for the design

of the HR Academic Preparation Model, The chapter is organized into two

sections. Section One covers the review of the literature related to the HR

field and the academic programs offered by institutions of higher education at

the master's degree level in the HR field, The review of the literature includes
the following: the organizational and management theories in relation to the HR
field; opinions from academicians, professionals and consultants, in relation to
HRM and HRD as the two functional areas in the field of HR; five research
studies in the HR field related to the academic preparation of professionals and
the use of advanced practices in the field; the activities of the two major
professional associations in relation to the accreditation program, the academic
preparation, and the definition of the HR field; and the alternative of analyzing
HRD as a complement to or subordinate to HRM. Additionally, the
identification of master's degree programs in the HR field and the review of
what could be considered as typical programs is presented at the end of the

section,

Section Two presents and discusses the HR Academic Preparation
Model, which was designed based on the conceptual framework and analysis
derived from Section One. The chapter concludes with a summary of the two

sections,
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Section One:

Review of the Literature

HR and Organization and Management Theories

In the study of organizations, the field of orgamzational analysis
distinguishes two basic models which are represented by 1) the bureaucratic or
rational model and 2) the human relations or natural model. Drawing from
recogmzed organizational theorists, such as Max Weber and Elton Mayo, Perrow
(1979) discussed and compared the two models--the bureaucratic and the human
relations. He described the bureaucratic model as emphasizing the following:
centralized authority, clear lines of authority, specialization and expertise,
marked division of labor, rules and regulations, and clear separation of staff and
hine functions. He described the human relations model as emphasizing the
following: delegation of authonty, employee autcnomy, trust and openness,
concern with the "whole person,” and interpersonal dynamics. The bureaucratic
model analyzes the organization as a structure independent of individuals
fulfilling planned objectives, whereas the human relations model looks at the
functiomng of the individuals within a given structure. Much has been written
recently 1n regard to these two positions. Those who propose the bureaucratic
rational model descrmbe its strengths as compared to the weaknesses of the
human relations model. Perrow (1979) 1s one of the strongest proponents in
favor of the bureaucratic model and against the human relations model, although

he concludes that there are situations in which the techmques of the human
relations approach could be useful. Other authors have come to the conclusion
that both approaches have important useful aspects and that they should not be
considered as one against the other but rather as complements of each other

(Etziom1, 1964, and Scott, 1981).
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A simijlar analysis can be made from the theories of management, Miles
(1975) argued "that managers' roles and behaviors are influenced not only by the
sociotechnical system of which they are a part--the human and organization
variables with which they interact——but also by their own theories of
management” (p. 31), Miles also suggests that most managers' theories can be
grouped under three general headings which he denotes as models: 1) the
traditional, 2) the human relations, and 3) the human resource. Miles (1975)
related the traditional model to the Social Darwinists' scientific management
movement and to the bureaucratic organizational theories. The human relations
model is considered to be an extension of the traditional model but including
some additional concepts to satisfy people's basic human needs, recogmzing
that:

Management must deal with the "whole man" rather than just his
skills and aptitudes, for people want to be treated as human
beings, with at least some recognition given to their individual
needs, wants, and desires, Further, they felt that management
must help people to satisfy their natural desires to belong, to feel
an important part of the unit and organization of which they are
members. (Miles, 1975, p. 39)

Finally, the human resource model represents the extended human
relations model. In addition to accept that people have needs for acceptance,
status, and recognition, the human resource model goes beyond this point and
"argues that many people want opportunities to develop and apply thewr full
range of abilities and to gain satisfaction from achieving demanding, worthwhile
objectives" (Miles, 1975, p. 39).

Relating these three theoretical models to the implications for the
managerial role, Miles (1975) suggested that, under the traditional model, the
manager's role 1s basically one of a controller; under the human relations model,

the role is modified to include responsibility for the maintenance of the human

system; and under the human resources model, the role of the manager 1s
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dramatically redefined "to be seen as a developer and facilitator of the
performance of the sociotechnical system to which he is assigned" (p. 44).

Miles (1975) suggested that these theories should be seen as a
continuum—the traditional model on one end and the human resources model on
the other end with the human relations model in the middle. To emphasize the

continuum, he discusses the alternatives of managerial behavior through the

theoretical continuum 1in relation to the basic management functions--such as

direction, organization and job design, selection and tramning, apprasal,

development, communications and control, and reward systems,

HR Management and HR Development

The development of organizational and management, theories from the
traditional or job oriented to the human resource approach, leads the way to
recognize two main functions in the analysis of the personnel or human resource
field: administration and development. In the literature, these two terms--
Human Resources Management (HRM) and Human Resources Development (HRD)--
are widely used. Sometimes these two basic functions are used interchangeably,
as if both mean the same. In this review, an attempt will be made to identify
and contrast the two functions from different perspectives.

The human resource function has its origins in the two areas of
administration and development. @ HRM represents the evolution from the
traditional function of personnel administration, whereas HRD represents the
evolution from the training and development function. This evolutionary process
is evidenced by a number of articles written by experts in the HR field as they
perceived the evolutionary process,

Prewitt (1982) discussed the changes that are taking place in the

managing of human resources as compared to the traditional approach. She
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indicated that, today, the management of HR "must be dynamic, well informed,
planned, coordinated and proactive in the total approach to utilizing human
effort in work organizations" (Prewitt, 1982, p. 81). She asserted:

Changes in people (their knowledge, values, attitudes, expectations

etc.) and in the nature and role of managed institutions as they

impact the lives of individuals and society demand we change our

total orientation and approach toward managing human resources

in the organizational context (Prewitt, 1982, p. 81).

Briscoe (1982) argued that the management of HRD is finally taking the
same position as other management functions - such as finance, marketing, or
operations. He also indicated that "for the next decade it will be people, above
all else, that provide corporate strength and a competitive edge” (p. 77).

Nadler (1981) reviewed the concepts and implications of the HRD
function and, in his final conclusion, he said that "the field which started as
'training,’ moved to 'training and development,' has emerged into something
much broader and much more important to organizations and society” (p. 22).

Lippitt (1980), in his article, “The Effective Use of Human Resources,”
discussed the new field of HRD, the challenges for HRD practitioners, and gave
some directions to cope with those challenges. Lippitt began his article with
the following provocative comments:

We have daily tangible evidence that our air is more polluted, our
water less drinkable, our oil and minerals less plentiful, our
physical surroundings less pleasant to the eye, the ear, and the
nose. These confrontations present us with very concrete
problems to solve., The consequences of not taking action can be
quite clearly spelled out and understood and predicted. But it is
much more difficult to see and to assess the damage of misused
and under-utilized human resources (p. 3).

In an interview with Allan Cox, reported by Bove (1984), Cox was asked
to comment on how the human resource development function was evolving in

today's corporation. Cox indicated that, in his opimon, the HRD function had

greatly improved in status and influence in the organization, and explained:
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Because collaborative management is the predominant style in the
executive suite today, the person who holds the HRD position is
looked to as a counselor--by the chief executive, the chief
operating officer and other key executives throughout the

company. (p. 81)
In discussing the HRD function, Strauss and Castino (1981) compared the
classical view of personnel administration to the more modern approach of HRD

as follows:

A classical view of personnel administration sees the focus on
providing the tools, techniques, and information management needs
to carry out the traditional management functions of planning,
organizing, controlling and directing. The HRD approach focuses
on the employee side of business--not to the neglect of
management's needs however., HRD sees the two needs as
compatible and complementary in their fulfiliment. (p. 25)

The practical interpretation of this evolution process can be observed
through a review of the opinions from some executives who are responsible for
the implementing of the new concepts in the HR function as related to their
organizations. The following are selected opinions of five top executives
recently reported in Training/HRD,

Zemke (1983) reported on the Honeywell HRD function, indicating that
"at Honeywell, HRD 1s more than a department with management 'support.’ It's
a corporate strategy in which one top executive plays a key role" (p. 23). The
key executive to whom he refers is Dr. James ]. Renier, Corporate Vice
Chairman and President of Honeywell Information Systems, who has committed
himself to implement a management style that fosters self-esteem among
employees through employee-participation systems. Renier indicated that the
corporation has more than 500 quality circles, of whch 100 are in white collar
areas.

Another issue of Traimng/HRD reproduced the comments from four

chief executives involved in the human resources development efforts of their

organizations. The key comments of the four were as follows: 1) Theodore F.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



13

Brophy, Chairman of the Board--General Telephone & Electronics Co. Stanford,
CT.—~'"The performance appraisal system is laying the foundation for effective
management development by providing a data base on performance potential”
(Training/HRD, 1981, p. 40); 2) Janet Gray Hayes, Mayor, San Jose, CA.~—'"I
believe that our new Executive Development Program is the first step in
preparing our management team to deal with complex problems (p. 41)% 3)
Norbert R. Berg, Deputy Chairman of the Board Control Data Corporation,
Minneapolis, MN.——"We feel that all employees deserve specific skills training
that can be applied to their jobs, adequate counseling in planning their careers
and the training necessary for that career development” (p. 42); and 4) John H.
Richardson, President Hughes Aircraft Company, Culver City, CA.~~'"l don't like
to link the term 'productivity' with Quality Circles, even though I'm sure that
increased productivity 1s one of the many tangible results of people's ideas
being implemented," He explained: "I'm more interested in their well-being and
their jobs. We spend more time at work than anywhere else and it ought to be
a pleasant environment to the degree it fits with running a proper and

profitable enterprise" (p. 43).

Research Studies Related to the HR Field

Three research studies related to what is happening in relation to the
HR field will be reviewed first. They are the following: 1) the survey, "Senior
Management Views of the Human Resource Function," reported by Foltz el al
(1982), and conducted by a joint effort of the American Society of Personnel
Administration (ASPA) and Towers, Perrin, Forster & Crosby (TPF&C); 2) the
survey, "How Extensively Are HRM Practices Bemng Utilized by the
Practitioners?” reported by Campbell and Barron (1982); and 3) the study,

"Strategic HRM and the Bottom Line," conducted by the consulting firm of A. T.
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Kearney and reported by Misa and Stein (1983).

The study, "Senior Management Views The Human Resource Function," is
a survey conducted by the ASPA/TPF&C, with the purpose of surveying the
senior management views in relation to the HR function. The methodology used
was as follows: a) a written questionnaire distributed to a random sample of
approximately 1,000 ASPA members, of which 138 were received and 123 were
useable and b) personal interviews with eighteen chief executive officers
selected from among the respondents to the questionnaires. The eighteen CEOs
were asked to rank, in order of importance, the following four management
responsibilities: financial, people, marketing, and operations. Their first choices
were as follows: eight for people; five for marketing; two for operations; and
two with no ranking. The most important findings of this study were
summarized as follows:

1. In 74 % of the companies, the top HR person reported to the CEQ
and, in the remaining 26 % there was only one level in between.

2. The most common titles of the top HR person were the following:
director, personnel; manager, personnel; vice president, HR; and
vice president, personnel.

3. The most important HR activities today were as follows:
productivity improvement, employee communications, management
succession planning, management education and development, and
performance appraisal.

4. Senior executives expected their HR people to be more involved in
planning activities, including the following: overall business
planning, planning organizational changes, management succession
planning, and developing human resource strategies.

5. The HR function is growing in stature within the organization.
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6. CEOs expend 20 % of their time on HR activities,

The report concludes that the HR function has come a long way, but
still there are many unfilled challenges and opportunities that have to be met.

The study reported by Campbell and Barron (1982) reviews the extent
to which human resource practices are being utilized by practitioners. The
purpose of this study was to compare the results of the actual practices in the
1980s as compared to a survey in 1979 of predicted uses of these practices.
From a distribution of 2939 questionnaires, 589 were received as valid
responses. The summary of the report indicated the following conclusions:

The evidence is overwhelmingly clear that only a small percentage
of businesses are availing themselves of modern management
techniques and practices. This is despite the emphasis placed on
these practices in the lecture halls of our colleges and universities
and despite what professionals in the field say should be practiced.
(Campbell and Barron, 1982, p. 71)

The report indicates that a gap seems to exist between what is
preached and what is happening in the real world, and that, although many
organizations are moving towards a more human resource management approach,
this movement is slower than what would be expected by reading the literature.
The reason for the slowness, concludes the report, might well be that, although
some organizations are moving successfully towards the human resource
approach, these are the front runners, while the majority are more cautious and
slow, trying to review the results of those that are on the leading edge.

The third study conducted by the consulting firm of A. T. Kearney is
reported by Misa and Stein (1983). The purpose of this study was to find out,
or learn more about, how the major corporations, which are recogmzed leaders
in productivity, are run. The method was to compare a group of corporations

with publicly recognized accomplishments in productivity, which were

denominated the leaders, with a random selection of 24 corporations from the
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"Fortune 500" major corporations, which were called the comparison group. The
findings of this study were the following: 1) 85 % of the leading companies were
higher in the five-year return on total capital; 2) 69 % of the leading companies
were higher in the five-year return on equity; 3) the leading companies were 37
% higher than the mean of the comparison group in net profit margin for 1981;
and 4) the leading companies are recognized to be in the forefront of human
resource management. The corporations in the leading productivity group
practiced such activities as the following: a) participation in business decisions
and implementation of business strategies; b) initiation of programs and
communications by human resources staff and line management; ¢) sharing by
line managers of responsibility for human resources programs; and d) sharing by
corporate staff of responsibility for human-resource policy formulation across
the organization.

Two other studies are of interest to our understanding of the HR
function: 1) the survey, "Preparing for Entry Level Human Resource Management
Position," by Bergmann and Close (1984) and 2) the survey, "Entering the World
of Work," by Harper and Hughey (1983).

The purpose of Bergmann and Close (1984) was to answer several
questions related to the academic preparation required to enter in management
positions within the HR function. A questionnaire was sent to the corporate
directors of HR in 300 of the largest employing firms in the Umted States,
based on Forbe's annual survey of U.S. firms; 142 responses were obtained, The
data in Table 1 shows the summary of responses to the item—rank order
preference of academic preparation for entry level positions in HR.

As can be inferred from the data in Table 1, business administration is
seen to be the most important academic background in the function of HRM,

while education and science represents the least important.
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TABLE 1
ACADEMIC PREPARATION FOR ENTRY LEVEL HRM POSITIONS

Social Business
Rank Science Science Admin, Humanities Education
1 3 13 105 6 1
2 15 58 19 26 14
3 20 29 3 49 27
4 34 20 2 28 37
5 50 10 1 13 44

Ranks = 1 = Highest; 5 = Lowest
Adapted from Bergmann and Close (1984).

The study conducted by Harper and Hughey (1983) was undertaken to
explore the ways in which people enter into the HR profession. Based on a
questionnaire sent to 1,087 subjects, randomly selected from the Directory of
the American Society of Training and Development, 285 valid responses were

received. The HR professionals were asked about their educational background.
The summary of the answers indicated the following: 41.4 % had education
backgrounds; 26.7 % business backgrounds; 20.7 % had arts and science
backgrounds; and the remaining 11.2 % were from other professional
backgrounds.

These two surveys show contradictory results, due to bas in the
selection of the subjects in the Harper and Hughey study. The members of the
American Society for Training and Development have primarily educational

backgrounds, and this fact is reflected in the results of the study.

Professional Associations

The two major professional associations related to the HR field are the
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American Society for Personnel Administration (ASPA) and the American
Society for Training Development (ASTD). Some facts about these two
professional organizations will help to understand the work they have done and

the direction of their interest. The Encyclopedia of Associations (1985) gives

some basic information on the two associations. The American Society for
Personnel Administration (ASPA), was founded in 1948 and, at present, has
33,500 members, It is described as follows:
«.professional orgamzation of personnel and industrial relations
executives. Provides a national clearinghouse for information and
data that will aid in achieving the goals of productive cooperation
between management and labor and higher standards of
performance in personnel administration and industrial relations.
(Encyclopedia of Associations, 1985, p. 251)

For the American Society for Training and Development (ASTD), the
same Encyclopedia gives the following information: Founded in 1944, at present
ASTD has 22,000 members., It is the successor of the former American Society
of Training Directors and is described as an "educational society for persons
engaged in the traiming and development of business, industry, education, and

government personnel” (Encyclopedia of Associations, 1985, p. 252).

The ASPA has been active in two major areas: 1) the accreditation
program and 2) the Codification Project. The accreditation program began
in 1975 with the creation of the ASPA accreditation Institute, which later
changed to the Personnel Accreditation Institute (PAI). The purpose of the
accreditation program rested on "the need to raise and mamtamn professional
standards in the personnel field through an accreditation process which
indicates that individuals have mastered a validated, common body~of-
knowledge" (Tornow, 1984, p. 98).

In 1979, PAI was commissioned to do a Codification Project. Tornow

(1984), director for the Codification Project, described the history, objectives
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and methodology of this project in his article, "The Codification Project and Its
Importance to Professionalism,”" in which he explained that "the purpose was to
establish an ongoing process that would help PAI to codify and refine the
definition of knowledge requirements for the profession" (Tormow, 1984, p. 84).
An important part of this project was the definition of activities of the
personnel management function, in which six functional areas were identified
and that, according to the study, represent the subject of the accreditation
process. The areas defined as the field of personnel management are as
follows: employment, placement, and personnel planning; training and
development; compensation and benefits; health, safety, and security; employee
and labor relations; and personnel research.

Parallel with what the ASPA was doing, the ASTD has been very active
working mn two related, although independent, tasks: 1) the academic
preparation of the HRD practitioners and 2) the definition and scope of the HR
function.

The academic preparation of HRD practitioners has been led by the
ASTD with a major participation from the academic community. The history and
process of this task are very important to the purpose of our study, so they will
be reviewed in some detail. Olson and Berne (1980) reported on the beginning
steps of this ASTD task, which led to the First Invitational Confarence on the
Academic Preparation of Practitioners in Training and Development/Human
Resource Development (T&D/HRD) in Washington, D.C. in 1979. At this
conference, 34 professors representing 26 institutions of higher education had
the opportunity to share information about their schools, programs, and students
and to make recommendations to ASTD for future activities. This conference
was the first encounter between academia and ASTD members as a beginning

formal process and was the foundation for all the coordinated efforts made by
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the ASTD in this important activity. Based on a previously defined criteria, 27
colleges and universities submitted information related to the programs offered
at the time, The findings were that nineteen programs had separate curricula
in HRD or training development; of these, five schools offered bachelor's
degrees, one a certificate program, one a master's degree, and twelve offered
both master's and doctoral degrees, The remaining eight offered specialty
programs in HRD within another curricula. The schools within the universities
which sponsored HRD programs were as follows: education, applied behavioral
sciences, and business administration/organization management. The conference
concluded with a list of recommendations to the ASTD to continue working on
this important issue.,

In February 1981, two major steps were accomplished: the first was

the publication of the 1981 Directory of Academic Programs in T&D/HRD, which

included descriptions of more than 175 doctoral, master's, bachelor's, and
certificate programs conducted by 72 academic institutions in the Umted States
and Canada., This directory represented comprehensive information which
included the following: program detail, prime orientation, required courses,
elective options, faculty and students, and a contact about the program for
further information (ASTD, 1981). Secondly, the Second Invitational Conference
was held in Williamsburg, Virgima. At this conference the approach was that of
asking the participants to submit, prior to the meeting, papers identifying the
medels and concepts which were the foundation of their programs. A total of
222 papers were received, of which 20 were selected for discussion at the
conference. This time, 58 representatives from 47 schools sponsortng HRD
programs attended the conference. The school/department representation was
as follows: twenty-one schools of education; six schools of busmess and

industry; six schools of human resource management and development; four
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schools of applied behavioral science; four schools of communications; one
school of organization development, one school of government and public
administration, one school of counseling and general studies; and two schools
not clearly identified. The major objective of this conference was that of model

identification, together with the following: discussion, analysis, and comparison
of the models identified; review of programs successes, failures, and special

features; 1dentification of issues related to the establishment of new programs;
review of future impacts that will affect academic preparation of practitioners;
and recommendations for future activities. An interesting comment of the
conference relates to the influence of the school sponsoring the program: "It
was generally agreed by participants that the school/department sponsoring the
HRD program had the greatest influence on selection of the theoretical base for
the program" (Olson, 1981, p. 33). It was evident that the predominance of the
schools of education reflected the common core element which is around the
process of adult education in many HRD programs.

As a continuation of the Second Invitational Conference in November
1981, the ASTD published "Models and Concepts for T&D/HRD Academic
Programs." This publication represented the state-of-the-art of academic
preparation, both theoretically and practically, for the field of HRD (ASTD,
1981).

The Third Annual Conference on the Academic Preparation of
Practitioners in T&D/HRD was held in Kansas City, Missouri in October 1982
and attended by 55 professors from 48 universities and colleges. The theme of
the conference was "The Relationship Between T&D/HRD Academic Programs
and the World of Work." At this conference, the major areas of review were
the following: how curricula are developed and/or changed to meet the needs of

employers; how students are aided to learn about the workplace; and how
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representatives from business, industry, and government influence academic
programs. At this conference, 21 papers were presented and discussed. The 21
papers were compiled by the ASTD and published under the title "Academic
Programs and the World of Work" (ASTD, 1983).

Finally, the 1983-1984 Directory of Academic Programs in T&D/HRD

was published and includes 263 degree and certificate options from 113

umversities and colleges. This directory represents an update from the 1981
directory and has basically the same type of information as described above
(ASTD, 1983).

The second task on which the ASTD has been working, as previously
mentioned, is the definition and scope of the HR arena. The purpose of the
study was to define training and development in terms of excellence. But, since
training and development is one of several activities within the function of HR,
the ASTD study had an additional objective~~the definition of the areas which
compose the HR fields This process culminated with the Human Resource Wheel
(see Figure 1), The Human Resource Wheel stresses the concerns of the HR
function, which are indicated in the center of the wheel and include the
following: quality of work life, productivity, HR satisfaction, HR development,
and readiness for change. These concerns become the objectives of the HR
function, which is composed of the nine speciality areas--organization/job
design, human resource planning, selection and staffing, personnel research and
information systems, compensation/benefits, employee assistance, umon/labor
relations, traimng and development, and organization development. The study
does not define each of these speciality areas, instead it enumerates the tasks
on which each area focuses. Nevertheless, the HR Wheel has come to be a very
useful model with which to describe the objectives and the arena of the HR

function.
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QORGANIZATION
DEVELOPMENT
focus. assunng healthy inter-
and intra-unit relaticnships
and heiping groups initiats
and manage change

TRAINING & DEVELOPMENT
focus. identdying, assessing
and-—-{hrough planned
lesmng--heiping deveiop the
key competencies
(knowledge, skilt, attitudes}
winch enabie indwviduals 10
pertorm current or future jobs

ORGANIZATIONAJOB
DESIGN

UNICNAABOR

RELATIONS heatth focus. defining how tasks,
mrv assunn% Yy authonty and systems will be
unor/erganizahion organized and integrated

across organization unis and

refalionships
in individual jobs

HUMAN RESOURCE AREAS

EMPLOYEE ASSISTANCE improved/increased

locus. prowding personal * Quality of work life HUMAN RESOURCE
problem-solving, counsahng 1o * Productivity PLANNING

indrvidual employees * HR satisfaction . focus. determining the

organizaticn 3 majo¢ human
resource needs, strategies
and philasphies.

* HR davelopment
* Readiness for change

COMPENSATION/BENEFITS

SELECTION & STAFFING
focus, matching paople and
thew career neecs and

capabiities with jobs and
career paths.

PERSONNEL RESEARCH &
INFORMATION SYSTEMS
focus. assunng a personnel
information base

Figure 1, Human Resource Wheel (from ASTD "Models for Excellence," p. 23)

At this point, the scope of the HR function, as defined by the two

professional associations, can be compared. The ASTD defimtion of the HR

function 1s more ambitious than the one presented by the ASPA, but it 1s
evident that both associations basically agree on the scope of the HR function,

Moreover, the terminology utilized is very similar and, 1n several casas,

identical. A comparative analysis of the arzas of the HR function identified by
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the two associations is shown on Table 2. Three major sections are depicted in
Table 2. Points 1 through 5 are similar for both associations, with the only
exception being that the ASTD includes information systems as a complement to
the personal research activity., These five activities are what could be

considered the arena of the HRM function. The second section includes

points 6 and 7.

TABLE 2
HR FUNCTIONS AS DEFINED BY THE ASPA AND THE ASTD

HR AREAS AS DEFINED BY:

ASPA ASTD
1. Employment, placement Selection and staffing
2. Personnel planning Human rescurces planning
3. Compensation and benefits Compensation benefits
be Employee and labor relations Union labor relations
5. Personnel research Personnel research and

information systems

6. Trainming and development Training and development
7. Orgamzation development
8. Organization/job design
S. Employee assistance

10, Health, safety and security

The difference here is that the area of orgamzation development is specifically
considered by the ASTD and not mentioned by the ASPA. These two activities
are what could be considered the arena of the HRD function. The third section,

includes health, safety, and security for the ASPA and employee assistance and
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organization/job design for the ASTD.

This analysis seems to indicate that there is a clear understanding of
the areas under the HR field, and that these areas can be grouped under two
major functions--human resource management and human resource development.
This approach seems to be shared by the professional associations, as well as by

scholars, as can be seen from the following quotations.

In discussing the HR areas, the study, "Models for Excellence" (1983),
seemed to define HRD more specifically as a part of the total function of HR
when it suggested:

HRD (Human Resource Development) is probably broader than
tramning and development but not as broad as the entire Human
Resource Wheel. When the term HRD 1s found in the field, it
sometimes seems to include training and development, organization
development and employee assistance. (p. 8)

Nadler (1981) appeared to agree with this concept when he discussed
the problem of semantics in the area of HR and explained that in this area, as
in many others, there are specialitiess, For him, the two most apparent
specialities in the area of HR are 1) Human Resource Utilization (HRU) which
includes those activities such as recruitment, selection, placement, appraisal,
and compensation and 2) Human Resource Development (HRD) related to the
various kinds of learning experiences which contribute to individual and
organizational effectiveness,

The analysis and definition of the HR function made by Ross (1981) is
very interesting and complements the above review. For Ross, the HR
department should consist of four areas: 1) human resources planning and
forecasting, 2) personnel utilization, 3) personnel development, and 4) individual
motivation and organizational analysis. It is possible to identify the first two

areas with management and the last two with development, in the total function

of HR.
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HRD Complement or Subordinate of HRM?

Based on the above analysis, it is possible to suggest that the HR field
15 comprised of two major functional areas-—-management and development.
Although this seems a simple proposition, the actual situation is not as simple.
A problem seems to arise when, in the discussion of the subject, one of the two
functions is presented as a subordinate to the other. For example, when
discussing HRM, development is considered as one of the several areas within
the HRM function; or, when discussing HRD, management 1s presented as an area
within the HRD function. This confusion 1s common 1n the literature and the
two following references will confirm this concern.

Smith and Lutz (1983) discussed the HRD definition utilized at the East
Texas State Umversity as follows:

Human Resource Development consists of programs and activities,

direct and indirect, instructional and/or individual, that positively

affect the development of the individual and the productivity and

profit of the organization. These include the components of

training and development (T&D), organization development (OD),

employee assistance, career planning and development,

recruitment, employee relations, human resource planmng and

performance appraisal. (p. 158)

The Official Guide to MBA (1983) discussed the opportumties for MBA

graduates in the functional area of personnel and defined HRM in the following
terms:

.. human resources management reflects a new policy-making
ornentation that extends far beyond the traditional personnel areas
of recruitment, selection, compensation, tramming, and labor
relations. Added to these are new requirements for developing
and implementing policies in such areas as manpower planrang and
forecasting, equal employment opportumty and affirmative action,
manpower development and career planming, and orgamzation
development. (p. 33)

From the above two quotations 1t 1s evident that there 1s overlap
unless the terms are clearly defined, The two major functions of the HR field

should be considered as complements of ¢ne another and not subordinated one to
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the other. This is very important since complement means of equal importance
while subordinated means dependency, in which case one loses its own criteria
and objectivity. The perception is that, at present, both functions are trying

to dominate the field and, thus, impose on one another.

HR Academic Programs

To complete the picture of the HR function, academic programs and the
corresponding curricula for preparing professionals for the HR field will be
reviewed. It is apparent that, when HR management is considered, the schools
of business and management sciences with the classical MBA degree is the
answer, An alternative is the MA in Industrial and Labor Relations degree from
the School of Industrial Relations, which in many instances is sponsored by the
same school of business, On the other hand, if HR development is the
consideration, the schools of education and behavioral sciences with the M Ed
and MA degrees are the most common tracks. In the review of the College Blue
Book (1983), it was possible to identify 63 programs at the master's degree level
which could be related to the HR field. These 63 programs were identified
under the following headings: (the numbers in parenthesis indicate the number of
programs listed):

Industrial labor relations (18)

Human development (8)

Human relations (8)

Human resources education (1)

Human resources management (5)

Personnel (24)

In the ASTD Directory of Academic Programs in T&D/HRD (1984), 114

programs leading to master's degrees are listed under the following disciplines:
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Business administration (9)

Communications (4)

Education (40)

Instructional technology (41)

Organization development/behavior/psychology (20)

When accounting for the duplications between the 63 programs

identified 1n the Collegg Blue Book, and the 114 programs listed in the ASTD

Directory, there is a total of 162 academic programs at the master's degree
level in the HR field. These figures do not take into consideration the fact
that many practitioners in the HR function enter the field through a standard

MBA degree program or any related or unrelated academic program,

HR Typical Academc Programs

With all the programs available and housed in so many different schools
and departments, 1t 15 difficult to descrmbe what could be a typical cwrrcula
even within the major categories. Nevertheless, an attempt will be made to
present an example of the contents of one program within four major
categories: human resource management, industrial relations, human resource
development, and instructional technology.

The MBA program offered by the Lubin Graduate School of Business at
Pace University, with specialization in Human Resources Management, requires
the completion of 39 to 61 semester credits, depending on the undergraduate
background, as follows:

1. Foundation core 0-22

Financial and Managerial Accounting (4)
Economic Analysis and Policy (3)
Managerial Finance (3)

Managerial Marketing (3)

Statistical Analysis for Business (3)

Organizational Behavior (3)
Management Information Systems (3)
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2. Integrative core 15

Managerial Economics (3)

Business and its Environment (3)

International Business Operations (3)
Quantitative Analysis for Business Decisions (3)
Operations Management (3)

3. Specialization courses 21

Managing Human Resources (3)

Research Methods in Management (3)

Advanced Topics in Human Resources Management (3)
Research Project (3)

One course from the following:

~Independent Study in Management (3)
~Interpersonal Competence and Group Dynamics (3)
~Training and Development (3)

-Organizational Communications (3)

Two courses from the following:

~Economics of Labor (3)

-Fundamentals of Collective Bargaining (3)

~Labor Relations Law and Legislation (3)
-Productivity, Technology, and Work (3)
Entrepreneurial Policy or Business Policy

The Institute of Industrial Relations at the Loyola University of
Chicago offers a Master in Science Industrial Relations degree (MSIR) upon the
completion of 14 courses which include the following:

I. Required courses (7 courses)

Economics

-Labor Economics

Behavioral Science

~Ethics of Human Resource Management
-Qrganizational Behavior
Humanities

~History of America Labor Law
Law

~Labor Law 1

-~Labor Law II

Integrative

II. Professional Elective Courses (7 courses)

Organization Planning and Development

Cost Analysis For Personnel and Industrial Relations
Human Resource Planning

Compensation Management

Labor Law 1n the Public Sector
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Industrial Counseling

Comparative Labor Systems

Health, Welfare and Pension Plans

Seminar in Public Sector Labor Management Relations
Training and Developing Human Resources

Arbitration Process

Personnel Practices

Computer Applications in Human Resource Administration
EEO and Affirmative Action: Problems and Programs
Public Sector Labor Relations

Labor Management Relations

Employment: Selection and Testing

Industrial and Organizational Psychology

Collective Bargaining Systems

Collective Bargaining and Dispute Resolution

Seminar in Contemporary Problems

George Washington University offers, through the School of Education

and Human Development, a Master of Arts degree in Education with a major in

Human Resource Development. The program requires the completion of 33

semester credits for those candidates with more than two years of field

experience or 39 credits for non-experience candidates. The course content of

this program follows:

A.

B.

C.
D.

Required Courses (6 credits)

Introduction to Survey Measurement and Research
Research Procedures

Major area courses - required (12 credits)

Human Resource Development
Designing Training Programs
Consultant-Client Relationship in HRD
Current Issues in Adult Learning

Superwvised field experience (6 credits)
Electives (15 credits)

In the concentration of HRD

From other programs in the school of Education, Human
Development, such as: higher education, human development,
program evaluation, and counseling,

From other parts of the Umversity, such as: management science,
public administration, business administration, and psychology.

Boston College offers a program in Educational Technology with courses
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leading to the Master of Education degree. The program requires the completion

of 36 semester credits as follows:
Core courses (selection of 8)

Introduction to LOGO for Educators

Media and Instructional Technology

Interpretation and Evaluation of Educational Research
Computers and Educational Technology

Technology for the Handicapped

Management Uses of Computers in Education

Computer Programming using PASCAL

Expectation and Evidence for Educational Technology

Design and Preparation of Materials for Educational Technology
Selection and Evaluation of Computer Courseware

Courseware Production

Practicum in Educational Technology

Elective courses (selection of 4)

Modern Psychology and Education

Administration of Curriculum: Theory and Practice
Educational Measurement using Computers

Selection, Evaluation and Utilization of Media Materials
Computer Programming Using FORTRAN

Quantitative Data Collection Procedures: Theory and Practice
Organization and Administration of the Media Center
Curriculum Theory

Theories of Instruction

The above described programs gives a spectrum of only four of the

many alternatives which a student can select in order to enter the field of HR.

Summary of the HRM and HRD Functions

Based on the review of the literature and research in the area of HR,
it is possible to summarize the function of HR as an activity which has two
different origins--management and education. At the beginning, each 1s parallel
and has its own objectives and field of operation. In the development process,
they start to show common objectives to the point at which both tend to have
basically the same objectives. In order to give a general picture of these two
functions, a comparative summary analysis of the main characteristics of the HR

management and the HR development functions is presented in Table 3.
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TABLE 3

COMPARATIVE ANALYSIS OF THE HR FUNCTIONS

CONCEPT

MANAGEMENT

DEVELOPMENT

Function name
Organizational analysis
Management theories
Management role

Objective of function

Development of HR
Academic preparation
School sponsoring
Curricula of programs
Professional association

Periodical publications

New terminology

Personnel Administration
Rational/Bureaucratic
Scientific Management
Controller

HR Utilization
Productivity

Training for the specific job
Traditional MBA
Management/business

Heavily on business/management
ASPM

Personnel Administrator
Personnel, and Personnel Journal
HR Management

Training and Development
Natural/Human Resources

Human Resources

Developer/Facilitator

HR Development

Productivity, satisfaction, development,
quality of work life, readiness for change
Training and development

MA, MS in Education, Psychology, etc.
Education, Psychology, Arts and Sciens
Heavily on education and development
ASTD

Training and Development Journal
Training

HR Development

43
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Section Two:

The HR Academic Preparation Model

Based on the information gathered from the review of the literature,
the research studies and the work conducted by the ASTD and the ASPA, the
two major professional associations, the HR Academic Preparation Model is
presented (see Figure 2). Due to the complexities and confusion found in the
terminology and in the conceptual interpretation of the HR functions, the
purpose of the HR Academic Preparation Model is offered to assist in the
process of analyzing the academic master's degree programs in the HR field,

The HR Academic Preparation Model assumes that the HR field covers
the speciality areas defined by the HR wheel discussed previously. The HR
Academic Preparation Model has been designed with a conceptual framework
which recognizes six levels of analysis: 1) the HR field, 2) the functions, 3) the
major areas and/or schools that provide the programs, 4) the specializations, 5)
the foundation requirements, and 6) the core or basic knowledge requirements.
In this way it is possible to review programs from the more general concepts to
the most detailed courses, or vice-versa, starting from the specific courses
building up to the general framework, although the first approach could be more
practical. A description and discussion of the six levels of the HR Academc
Preparation Model follows.

The first level of the HR Academic Preparation Model, The Human
Resource Field, serves to identify the field of practice and knowledge which is
human resource. Following the ASTD study it includes organization/job design,
human resource planning, selection and staffing, personnel research and
information systems, compensation/benefits, employee assistance, umon/labor

relations, training and development, and orgamzation development.
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The second level of the model defines the two major functions within
the HR field which are management and development. This classification is in
line with the two traditional approaches and the model recognizes these two as
distinctive functions, but at the same time as being part of a larger unit which
is the HR field. In this way, neither function is subordinated to the other, and
they are represented as being of equal importance within the HR total context.

The third level, indicates the schools or departments which provide
programs leading to the preparation of professionals in the HR function, Three
major schools have been identified: education, business, and behavioral sciences.
An alternative title for this level could be "area of emphasis,”" since there are
many situations in which the school is not representative of the program that is
offered. Additionally, a new tendency has been identified, as a result of the
concentration of all the programs related to the HR field into one school with
the use of a generic name. However, we should continue using the school as a
classification element since this is the way that most of the programs can be
identified.

The purpose of the fourth level is to identify the specialization within
the school or area, The school of education provides two major specializations
—training and instructional technology; the school of business offers
specializations of administration and industrial relations; and the school of
behavioral sciences provides several specializations~-such as, organization
behavior, organization development, and several other programs with different
names but related to the HR field, The classification suggestad at this level is
based on the orientation of the programs and not on the name of such programs.
It is suggested that most of the programs mn the HR Field, offered by the
unwversities at the master's degree level, can be grouped within the categories

indicated in the model. It is at this level that specialization should begin to
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reflect the interest of the individuals preparing for professionals in the HR
field.  Additionally, it is at this level that the courses related to the
speciallzation, are identified.

Level five of the model represents the foundation courses, or what
could be called the interdisciplinary knowledge required to understand the field
of HR as a whole, with courses from the various disciplines that relate to the
field of HR. General courses, mainly from the areas of business, training, and
behavioral sciences, are the components of this level, The foundation courses
provide the linkage between the two functions and create a better
understanding between the management and the development functions. This
could reduce the problems and the confusion evidenced in the review of the
literature.

Level six represents the basic core courses needed to pursue a master's
degree. These core courses are considered essential to have before the more
advanced courses in the programs. Courses at this level represent the
acquisition of basic knowledge components not acquired at the undergraduate
level. This means that students with undergraduate work in the areas of
management or education might have the requirements partially completed, If
this is the case, these core courses will usually be waived. Additionally, the
necessary research competences should be part of this level.

The described model interprets the HR function as a field of study with
basic common knowledge requirements in order to be better prepared for
pursuing a speciality in one of several areas of specialization within either of

the two major functions, management or development.
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SUMMARY

A review of the literature, including opinions from academic professors,
practitioners in the HR field, and corporative executives; a review of several
research studies in the HR field; a review of the two major professional
associations, the ASTD and the ASPA; and a review of the programs offered by
universities at the master's degree level in the HR field, including a review of
some typical programs, represented the basis for the development of the HR
Academic Preparation Model.

The HR Academic Preparation Model was designed to assist in
understanding the HR field and the process of reviewing master's degree
programs in the field of HR, not only in relation to the course content but to
the conceptual approaches as well. The HR Academic Preparation Model
designed here will be applied by reviewing several master's degree programs,

which is the content of the next two Chapters.
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CHAPTER III
DESIGN AND PROCEDURES OF THE STUDY

The purpose of this study was twofold: 1) to design a HR Academic
Preparation Model which will be helpful in the analysis of available programs in
the HR field, offered in institutions of higher education at the master's degree
level; and 2) to apply the designed model by reviewing some of the programs in
the HR field at the master's degree level. Additionally, the information
obtained in the process of validating the model will be used to infer some
conclusions related to the orientation and components of the programs, as they
might relate to the preparation of professionals in the HR field.

This chapter describes the processes followed--to obtain the information
related to the master's degree programs in the HR field, to classify and analyze
the information obtained in order to demonstrate the usefulness of the HR
Academic Preparation Model, and to make inferences concerning the conceptual
approach and content of the master's degree programs in the HR field.

The HR Academic Preparation Model, designed and presented in Chapter
11, can be apply at three levels: 1) Classification of HR programs - by grouping
the HR programs at the master's degree level, according to the function, area
of knowledge, and specialization of the program; 2) Analysis of individual
programs—by identifying programs and analyzing their content and orientation;
and 3) Universities approach-—by identifying the universities which offer two or
more programs related to the field of HR and analyzing their orientation and
organization. The procedures followed to apply the model, based on the above-
mentioned levels, are descnbed below.

In order to identify the programs related to the HR function, which are

offered by the institutions of migher education at the master's degree level, two
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sources were identified: the College Blue Book (1983), which lists the degrees

offered by college and subject and the ASTD Directory of Academic Programs in

Training and Development-Human Resource Development (1983). Based on these

sources, programs were identified as follows:

1. Based on the College Blue Book, the following subject titles, which

could be related to the HR field, were identified:
=Industrial Labor Relations
~Industrial Relations
~Industrial Relations and Management
-Industrial Relations and O.D.
-Labor and Human Resources
-Labor and Industrial Relations
-Labor Economics
-Labor Relations
~Organization Development
-Organization Behavior
~QOrganizational Psychology
-Personnel
-Personnel and Industrial Management
—Personnel and Industrial Relations
—~Personnel and Labor Relations
-~Personnel Administration
~Personnel Management
-Personnel Services
~Business and Education
-Business Administration and Industrial Relations

~Human Relations & Orgamzation Behavior
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-Human Relations Work

~Human Resource Education

~Human Resource Management

~Human Resource

~Human Resource Development

-Human Resource Management
Based on the above listing of subjects, a list of the universities
that provide such programs was completed.
A total of 77 letters were mailed to all the programs identified in
step 3, requesting information related to each specific program
The information received from the universities was summarized.

Using the information provided by the ASTD Directory of Academic

Programs, 40 programs, out of a total of 114 programs listed, were
selected, based on the following criteria:

A. =All the programs related to HR management

B. =All the programs related to Industrial Relations

C. =All the programs related to Organization Behavior

D. =All the programs related to Organization Development

E. =15 programs related to Training and Development

F. - 6 programs related to Instructional Technology

Since the ASTD Directory has complete information related to the

description of each program, it was sufficient with this scope. The
selection was made on the basis of the characteristics of the
programs to validate and increase the information provided by the
directory.

Based on the information obtained either from the requests

received or from the information in the ASTD Directory, a total of
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189 programs were identified, for which the conceptual approach
and content of the programs were available for the study. Based on
this information the HR Academic Preparation Model was applied at
the three levels indicated above.

7. A summary of the requests sent and received was prepared.
In order to apply the HR Academic Preparation Model, according to the

HR function, area of knowledge, and specialization, the following procedures

were carried out:

1. The 189 programs, for which information was obtained, were
classified under the following titles:
-Management
-Industrial Relations
-lTraining and Development
~Instructional Technology
-Organization Behavior
—Organization Development
~Communications
~Other, Behavioral Sciences programs
Based on this classification, a 1list was prepared including
information related to the name of the program, the university
which provides the program, the degree granted, and the school
which houses the program.
2. A summary based on the above classification was prepared
In order to apply the HR Academic Preparation Model at the program
level, the procedures followed were:
1. One program from each of the above eight groups was randomly

selected. Additionally, another program for each of the first four
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groups-—management, industrial relations, training and development,
and instructional technology--was selected because of its
characteristics as a typical program within the group.

2, In order to standardize and facilitate the analysis of the 12
programs selected above, a form was previously designed for this
purpose.

3. The 12 programs selected were analyzed, based on the concepts
described in the HR Academic Preparation Model.

Finally, to determine the usefulness of the HR Academic Preparation

model at the university level, the procedures followed were:

1. A list of all the programs, for which information was obtained, was
prepared by university, with indication of the programs offered.
The list includes information related to the name of the university,
name of the program, the degree granted, the school housing the
program, and an indication of the relationship between the
programs within the university.

2. A summary with the information related to the number of programs
by university was prepared.

3. Based on the list of programs by umversity, six universities offering
three or more programs were selected to be analyzed using the
concepts of the model. The selection was made on the basis of
identifying three universities which had all the HR programs
integrated and housed in one school and three universities which
offered three or more programs from different schools.

4« An analysis of each of the six universities selected was made, using

a previously designed format, to standardize the procedures.
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CHAPTER 1V
ANALYSIS OF THE DATA AND OF THE
INFORMATION OBTAINED
The purpose of this chapter is to analyze the data and the information
generated by the study in terms of applying the HR Academic Preparation Model
and to review the master's degree academic programs in the HR field. Other
findings not directly associated with, but related to, the application of the

model under consideration are also detailed.

The data and information presented in this chapter are related to the
application of the HR Academic Preparation Model at three levels: a) at the
master's degree level--by grouping the programs according to the orientation of
the program specialization; b) at the individual program level--by reviewing
twelve selected programs and analyzing their orientation and contents; and c) at
the university level-~by identifying the universities which offer three or more
programs related to the HR field and by reviewing the approach taken by six
universities in relation to the organization and orientation of their programs.

The HR Academic Preparation Model has been designed to help in the
process of analyzing academic programs at the master's degree level in the field
of human resources. The specific academic programs at the master's degree
level will be used to ascertain the usefulness of the Model. Two sources were

used to identify the programs related to the field of HR: The College Blue Book

(1983), in which 77 programs were identified (see Appendix A) and the ASTD

Directory of Academic Programs TD/HRD (1983), in which 114 programs were

identified. 1In total, 191 master's degree academic programs were imtially
identified. Data in Table 4 summarize the amount and type of information

received from each source.
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TABLE 4
STATISTICAL INFORMATION ON HR PROGRAMS

NUMBER OF PROGRAMS

BLUE ASTD
BOOK DIRECTORY TOTAL

Programs identified 77 114 191
Information requested 77 40 117
Not received, or not usable 15 4 19
Received not related to HR 12 - 12
Net usable responses 50 36 86
Additional programs identified

from the responses 24
Total received 110
ASTD Directory programs not requested 79
Total programs with information 189

The numbers in Table 4 were presented in terms of programs because
many unversities offer more than one program. A total of 58 out of 68
universities contacted sent their respective catalogs, bulletins, or
communications, describing their programs. The 189 programs identified in the
field of HR at the master's degree level, and for which information was
obtained either directly from the university offering the program or from the

ASTD Directory, represent the basis for the application of the HR Academic

Preparation Model.
The preceding analysis was based on the number of programs, since it
was more effective to request information on specific programs than on general

topics. The information provided by the ASTD Directory represents a good

description of each of the programs listed. Although the information was not
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received directly from the universities, it is counted together in the total as
programs with information. On the other hand, the information received

directly from the universities, from the requests sent, indicated that the

summary descriptions presented in the ASTD Directory were accurate.

The HR Academic Preparation Model and the Classification of HR Programs
Based on the specialization of programs identified in the model, the

programs were grouped under eight headings: 1) management, 2) industral
relations, 3) tramng and development, 4) instructional technology, 5)
organization behavior, 6) organization development, 7) other behavioral sciences,
and 8) communications. Appendix B represents the list classified by these
headings, with an indication of the university, the degree granted, the name of

the program, and the school in which the program is housed. The ASTD

Directory lists four programs offered by the schools of communications, whch
have little bearing on the HR field. Nevertheless, they were listed as an
additional group which is only indirectly related to the HR field.

Data in Table 5 represent the summary of programs by specialization
and by the school or department that houses the program. This type of
classification is difficult to accomplish because in many instances the

information given by the universities or the ASTD Directory does not specify

clearly the schools in which the programs are housed. In this respect, under the
column "others," nine schools were classified as graduate schools, eighteen as
instructional media and technology, eight as arts and sciences, and four as
communications, leaving a net of only nine "others" schools not specifically
classified.

Findings, As the data i Table 5 show, the majority of the programs

are housed either in the schools of management/business or in the school of
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TABLE 5
SUMMARY OF ACADEMIC PROGRAMS
BY SPECIALIZATION AND SCHOOL/ DEPARTMENT

MANAGEMENT INDUSTRIAL BEHAVIORAL

SPECIALIZATION BUSINESS RELATIONS EDUCATION SCIENCES OTHERS TOTAL
1 -Management 31 4 35
II -Industrial Relations 12 8 3 23
Ii -Traning and Development 3 37 2 12 54
IV -Instructional Technology 27 20 47
V -Organization Behavior 6 1 7
VI -Organization Development 6 2 8
VII -Other, Behavioral Sciences 1 4 6 11
VIIT ~-Communications 4 4
Totals 58 10 64 8 49 189
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education/instructional technology. This is consistent with the dichotomy that
was observed in the review of the literature and research in Chapter Two.
Moreover, this dichotomy supports the two functions depicted in the HR

Academic Preparation Model - the functions of management and development.

The HR Academic Preparation Model and the Analysis of Individual Programs

Using the concepts involved in the model, twelve programs were

reviewed, using individual forms developed for this purpose. Appendix C shows
the twelve forms for the analysis of the programs. Additionally, all the
programs for which information was obtained were reviewed in order to
complete the understanding of the programs in each specialization.

Findings. The results of this step provide the following information:

1. The management programs are basically MBA degree programs with
an emphasis on the HR management function and with only a few
courses related to the HR development function, Normally these
programs represent specializations or concentrations within the
MBA degrees. Additionally, several MS or MA degree programs
with the same characteristics were found.

2. The industrial relations programs have a similar orientation to the
programs in the management area, with additional emphasis on
the legal and economic concepts of labor relations. Basically, the
programs under this grouping are personnel-management oriented.

3. The programs under the traimng and development specialization are
offered by the schools of education and normally cover only the
development function; few, if any, are related to the management
function. If any course is related to management, 1t 1s in the

management of the training programs and not the general
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management function.

4. The programs in the area of instructional technology are specific
to the teaching of the techniques for the development of training
courses and training materials, They are presented as the technical
specialization of the development function. Of the total 47
programs identified in this specialization, 27 are housed in schools
of education and the remaining 20 were identified as being offered
by the instructional technology department without indicating the
school. 1t is suggested that the instructional technology programs
are extensions of the educational programs.

5. The programs in the specializations under the heading of behavioral
sciences, which cover organizational behavior, organization
development, and other programs, represent the approach of the
behavioral sciences in the HR field, Most of these programs are
management oriented and are housed either in the behavioral
sciences schools or in the schools of management/business.

6. The programs under the heading of communications represent an
effort of the schools of communications to participate in the HR
field by providing an approach to the functions of management and
development,

One fact is evident from the review of the programs. Those from the
schools of business are more complete and, although they emphasize the
management function of HR, most of them have courses in areas related to the
development function. While the programs provided by the schools of education
are very narrow in the development process of HR and, in most cases they do
not provide any consideration of the management function, although they

suggest some courses, as electives, from other schools, including business/
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management. This situation confirms the dichotomy that exists in the literature

between the two HR functions of management and development.

The HR Academic Preparation Model and the Analysis by University

A list of the 189 identified programs in the field of HR, by university
with an indication of the school that houses the programs, was prepared. This
served the purpose of reviewing the approach that the umversities take in
prowviding the different programs for the HR field. Data contained in Appendix D
list the academic programs by university. It can be seen, for example, that the
American University offers five programs housed in three schools while the New
School for Social Research has five programs in the same schools A summary of

the composition of programs by university is shown in Table 6.

TABLE 6
NUMBER OF PROGRAMS BY UNIVERSITY

Number of Umversities Number of Programs

64
27
15

Ul & W o

An interesting additional analysis will help to depict how many
different schools within each university provide programs related to the HR
field. Such an analysis is presented in Table 7 for those umversities that offer

two or more programs.
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TABLE 7
NUMBER OF SCHOOLS PROVIDING HR PROGRAMS BY UNIVERSITY

= -
= = == =

]

# of Universities housing programs in:

# Universities # Programs 1 school 2 schools 3 schools
27 2 11 12 -
15 3 2 5
4 4 2 1 1
2 5 1 - 1
Totals 46 16 21 7

Findings, The analysis of the data shown in Appendix D, and Tables 6,
and 7, 1s the basis for the following findings:

1. More than 50 % of the umversities provide only one program in the

field of HR.

2. Of the total of 46 universities providing two or more programs in
the field of HR, only 16 universities have those programs within
one school.

3. Universities offering three or more programs either have all the
programs concentrated in one school or have up to three different
schools providing the programs in the field of HR.

In order to review how the universities that provide three or more
programs organize such programs, six universities were selected - two from
each group of universities with three or more programs in Table 8, Based on a
format previously designed to maintain uniformity in the analysis, the six
universities were reviewed in relation to how they present the programs related

to the HR field. Appendix E shows such an analysis.
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Findings. From the analysis of the information provided by Appendix E,

the following findings were drawn:

1. Two basic approaches can be observed. First, those universities
whose programs are based on traditional models offer different
programs from different schools with little or no relation between
them, Second, those unjversities which have an integraterd
approach for housing the HR programs offer specializations in
different areas, but within the same school or department.

2. The universities that offer integrated programs with several
specializations have a basic core of knowledge or requirements for
all specializations as a common body of knowledge which is
required independent of the specialization. Those universities with
more traditional programs from different schools do not require
such a common body of knowledge as a requirement.

3. The universities with integrated programs in HR can be management

oriented or development oriented depending on the university.

SUMMARY

This chapter presented an analysis of the data and information
generated by the study, in relation to the application of the HR Academic
Preparation Model, and the analysis of programs at the master's degree level n
the HR field, in relation to approach and content of such programs.

The HR Academic Preparation Model was useful in the process of
reviewing the master's programs in the HR field. Its use helped to review the
master's degree programs at three different levels--the specialization level, the
individual program level, and the unjversity level. From the application of the

HR Academic Preparation Model, findings were presented which will help in the

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



52

analyses of the programs, their orientation, and contents. Additionally,
information was obtained which will help in the analyses of the universities

providing master's degree programs in the field of HR.
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CHAPTER V
SUMMARY OF FINDINGS, CONCLUSIONS,
INTERPRETATIONS, AND RECOMMENDATIONS
This chapter presents an overview of the research study. The summary
gives the basic purpose of the study and the procedures followed to accomplish
the study. Next, a review of the findings 1s presented, followed by the
conclusions which are inferred from the findings. A discussion of the findings
and conclusions are also presented. Finally, the chapter ends with some general
recommendations: those for professional associations in the field of HR, those
for umversities which offer programs in the field of HR, and those for further

research related to the HR field and academic preparation.

SUMMARY

The main purposes of this study were 1) to develop a model which will
be helpful in the analysis of the available HR programs offered in hgher
education, at the master's degree level and 2) to use the designed model to
review some programs in the HR field at the master's degree level 1n order to
determine their components and orientation. It was expected that, by bemng
able to review the master's degree programs in the field of HR wia an orgamzed
method, such as a model, it would be possible to discuss the two concerns
which were identified at the beginning of the study--Are human resource
professionals prepared to adopt practices that will enhance the environment
necessary to maintain productivity at acceptable levels? Are our umversities
training human resource professionals to fulfill their roles in the most efficient
and effective way?

The HR field was reviewed from different, though related, perspectives.

The study reviewed the following: the opmmons of umversity professors,
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practitioners, and executives; research studies; and the activities of the two
major professional organizations in the HR field, the ASTD and the ASPA, in
the process of defining the scope of the HR field. Finally, the efforts of the
ASTD in the area of academic preparation of the HR development practitioners
were examined. Based upon the information gathered and the interpretation of
such information, the HR Academic Preparation Model was presented as the
vehicle to be used in the process of classifying and reviewing academic
programs offered by universities at the master's degree level in the HR field.
Two sources were used to identify master's degree level programs in

the field of HR—~The College Blue Book and the ASTD Directory for TD/HRD.

From a total of 215 identified programs, it was possible to obtain information
related to the approach and contents for 189 master’s degree programs in the
HR field.

Based on the HR Academic Preparation Model and the information
obtained related to available master's degree programs in the field of HR, the
following procedures were carried out:

1. The programs were classified by specialization.

2. Twelve programs were reviewed analyzing the conceptual

orientation and content of each program.

3. The programs were classified by university.

4. Six universities, offering more than two programs in the HR field,

were reviewed in relation to the orentation and coordination of

the different programs offered.

FINDINGS

The findings of the study are discussed in two parts: first, in relation

to the process of applying the HR Academic Preparation Model and second, in
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relation to the analysis of the findings from the review of the master's degree
programs in the HR field.

The application of the HR Academic Preparation Model was carried out
at three levels: the specialization level, the individual program level, and the

university level. At the specialization level, master's degree programs in the

field of HR were classified according to the seven specialities described in the
model ~ management, industral relations, training and development, instructional
technology, organization behavior, organization development, and other programs

from the behavioral sciences. At the individual program level, programs were

reviewed in relation to their orientation and content, with an analysis of

required core, foundations, and specialization courses, At the university level,

different approaches in housing the programs were analyzed; programs either
were housed in different schools or within one school. At all three levels, the
Model was a helpful instrument which, through a systematic process facilitated
the analysis in relation to the classification of the programs, the review of
individual programs, and the review of approaches that umversities are taking
to offer programs mn the HR field.

In the process of applying the HR Academic Preparation Model and
ascertaining its usefulness, master's degree programs and the universities which
provide such programs in the HR field were analyzed. The findings which
emerged in this process, can be summarized as follows:

1. Most of the master's degree programs in the field of HR can be
grouped in the three major areas which are related to the three
basic schools housing the programs—-~business, education and
behavioral sciences.

2. Programs from the school of business have an emphasis on the HR

management function and offer some courses related to the HR
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development function which complement the overall knowledge of
the two functions of the HR field,

Programs from the school of education normally cover the
development function with little or no reference to the management
function. This situation makes the programs very specialized.
Programs grouped under the behavioral sciences represent the
approach of the behavioral sciences to the HR field. Although they
are oriented to the development function, courses emphasize the
management function. Moreover, some of these programs are housed
in business/management schools.

More than 50 % of the universities providing master's degree
programs in the HR field offer only one program, most of them
being specializations in such areas as instructional technology or
educational technology.

Universities offering two or more programs in HR follow either
the traditional approach of prowiding different programs by
different schools or the more advanced approach of integrating all
the programs related to the HR field in one single school. In this
latter case, some schools have a generic name to avoid

identification with any specific school.

The above findings represent the grounds for the conclusions

presented and discussed below.

CONCLUSIONS

Based on the findings described in Chapter IV and summarized in the

previous section, it 1s possible to conclude that the HR Academic Preparation

Model, which was the main objective of this study, is a useful model with which
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to analyze master's degree programs in the HR field. Its implied methodology
has helped--to classify by specialization the master's degree programs in the
field of HR; to review the programs offered by the universities in relation to
the conceptual approach and contents of each program; and to analyze the
approach taken by universities in offering master's programs in the HR field.
Additionally, the following general conclusions, in relation to the programs and
the universities which offer such programs, can be made from the application of
the HR Academic Preparation Model:

1. There is a different emphasis between the business approach to HR
and the educational approach to HR with little relationship between
the two.

2. When programs are housed in business/management schools, the
programs show a heavy emphasis on the management function with
little concern for the development function. On the other hand,
when programs are housed in education schools, they present a
heavy emphasis on the development function and, in most cases,
without having courses related to the management function.

3. No coordination is evident between different programs in
universities offering two or more programs in more than one school.
Basic core or foundation courses are not required for the different
programs. On the other hand, universities offering two or more
programs in the HR field in a single school have common
knowledge requirements for the different programs through core
and foundation courses.

4. Confusion and lack of definition between the two functions of the
HR field is evident in the literature and research studies.

5. The integration of all the master's degree programs in the HR field,
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centered within a single school is a new and promising approach

that is being encountered in a few universities,

INTERPRETATIONS

This section is devoted to interpretations that can be made based on
the findings and conclusions of the study. The discussion seeks to relate the
findings of the study with the concerns presented at the beginming of the
study—Are human resource professionals prepared to adopt practices that will
enhance the environment necessary to maintain productivity at acceptable
levels? Are our universities traimng human resource professionals to fulfill
thewr roles 1n the most efficient and effective way?

In the process of applying the HR Academic Preparation Model, two
major objectives were accomplished: first, ascertaining the usefulness of the
Model and second, the review of selected master's degree programs in the HR
field. The findings of the study attest to the usefulness of the Model designed.
Additionally, the same findings are used to comment on the above indicated
concerns.

It is evident that the development function is increasing in importance
and that it will increase still more in the years to come. That is why
traditional MBA degree programs are incorporating in their curricula courses
related to the development function. However, one thing has to be understood:
at the orgamzational level, it is going to be difficult to accept two top
positions reporting to the president or chief executive officer-——one for HR
management and other for HR development., Over 50 annual reports from major
organizations were reviewed and 1n no case was this duality present. Moreover,
1t 1s still common to see that the HR function does not directly report to the

top executive of the orgamzation but to an intermediate person. This might be
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seen as a kind of fighting for supremacy of who 1s going to take the top
position in the area of HR. Thus far, it seems that those who come from the
business/management schools are the ones who are better prepared. Those
coming from the schools of education might have to accept being specialists
under the jurisdiction of those with management-oriented academic background.

This situation suggests that, in many cases, there will be a confhct
between HR specialists with a management orentation and those with a mere
developmental orientation. Those with management orientations tend to look at
productivity problems in a traditional manner. That is, productiwvity is viewed
as a problem of technology, inadequate performance, or the like. Those HR
specialists with a developmental orientation view productivity problems as
related to the development of individuals within the organization. This conflict
will prevent the adoption of those practices that could foster better
productivity. Then, the answer to the concern related to--readiness to adopt
productivity practices, could be negative. In other words, professionals might
not be as prepared as they should be to adopt the practices that will keep
productivity at an acceptable level.

In relation to the second concern, it should be recogmzed that in order
to academically prepare a professional for a field that has two major functions
or components, such as the HR field, a balance of knowledge from both
functions is needed. As a consequence, academic programs should provide a
balance of courses related to the two functions. In practice, the opposite of a
balanced approach represents the preparation of specialists within the HR field.
It is evident that many of the programs offered in the HR field are specific in
content with little or no consideration for basic preparation foundations in the
field as a whole. Based on this analysis, 1t could be concluded that universities

are not properly preparing the professionals needed since, in many cases, they
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are preparing specialists for particular specialization areas.

Is this situation part of the much discussed topic of generalist versus
specific preparation at the higher education level? It could be, in part, since
specialists will always be needed and in greater numbers than generalists.
However, the problem that emerges from the findings 1s that many programs,
particularly the ones that are offered by the schools of education, are narrow
m thewr scope and do not give the total context in which the development of
human resources 1s supposed to take place. If universities are preparing HR
professionals without paying sufficient attention to the environment in which
HR 15 an integral part and without recognizing that what 1s done in the HR
function has an effect on other parts of the total system in which the HR
participate, they are offering incomplete programs. On the other hand,
programs offered by the schools of business/management do provide a more
general training, but the emphasis is so much in the management function that
the development function is understated.

Have the professionals in the HR field created a dichotomy between
management and development that has been translated to the academic world?
The review of the literature seems to pont in this direction. Moreover, the

ASTD Directory (1983) does not list any MBA degree program but does list

programs that have basically the same curriculum as a MBA degree but which
are offered as an MS or MA degree. Do professionals in the development
function want to be clearly identified as having a different profession from the
HR management professionals? What appears to be happening 1s that
professionals from the management function want to absorb the function of
development and consider 1t as any other specialization within the HR field.
They do not seem to accept the concept that the two functions are of equal

importance, as has been expressed in the HR Academic Preparation Model.
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It is clear that the dichotomy that exists in the HR field between the
management and development functions is also present at the academic
preparation level in the universities. As was previously mentioned, there are
some positive signs which suggest that the situation is changing. The adoption

of integrated approaches toward having programs related to the HR field in one
school with a common body of foundations knowledge is emerging but seems to

be slow and complex.

RECOMMENDATIONS

Based on the findings, conclusions, and interpretations of the study,
several general recommendations can be made. Recommendations are presented
for three areas: for the profession as a whole, for unwversities, and for
additional research in the HR field.

Recommendations for the profession are related to mutual understanding
and recognition of the two functions of the HR field and include the following:

1. Seek coordination between the two professional associations, the
ASPA and the ASTD, in relation to the scope of the HR field and
the activities of both associations.

2, Seek cooperation and the avoidance of duplicated efforts in the
development of members in the two professional associations.

3. Review the present terminology related to the HR field and look
for standardization of terms and connotations.

4., Coordinate efforts to assist institutions of higher education to
review HR programs and adapt them to the requirements
of the emerging trends 1n HR field.

5. Present the HR field as one field of knowledge with several

specialities that adapt to the multiple requirements. This should
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benefit both individuals and organizations. In turn, improvements
should be seen in human resource satisfaction and better
productivity.

Recommendations for universities are related to the review of the
existing programs and its adaptation to the present requirements, and include:

1. When the university offers more than one program in the HR field,
reconsider the approach of consolidating the programs and offering
them within one school versus the traditional approach of housing
them in several schools.

2. Review present programs at the master's degree level in the HR
field and define the core and foundation requirements needed to
give a better understanding of the entire HR field and the
relationship of the two major functions.

Finally, the following are the general recommendations that can be
made for additional research in the HR field, including academic preparation
and practice in the field.

1. Apply the HR Academic Preparation Model at other levels of higher
education—such as the bachelor's degree, the certificate, and the
doctoral degree.

2. Conduct a study of large, medwum, and small organizations to
determine the educational background of those responsible for the
different specialities within the HR area of the organizations.
Such a study will help to understand better the importance of the
speciality areas within the HR profession.

3. Conduct a study of large, medium, and small orgamzations to
determine the academic background of the executive in charge of

the HR area within the organization. The results of such a study
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will clarify whether the academic background of those leaders who
are running the HR function in the orgamzations, have a business
orientation or a developmental orientation.

4. Conduct a study of large, medium, and small organizations to find

out what is the ideal blend of knowledge for candidates to enter

the field of HR. A study of this type will help universities to plan
the HR programs according to the most needed knowledge based on
the needs of the organizations,
The recommendations and research suggested in this section will help to
increase the usefulness of the HR Academic Preparation Model and will provide

a better understanding of the total approach to the HR field.
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APPENDIX A
ACADEMIC PROGRAMS SELECTED FROM THE COLLEGE BLUE BOOK

PROGRAM UNIVERSITY CODE

Industrial Labor Relations University of New York
Cornell Umversity
St. Francis College

Industrial Relations University of New Haven
Georgia State Umversity
Loyola Umversity of Chicago
Purdue Umversity
lIowa State Umversity
University of Minnesota
Rutgers, the State Umversity
Pace University
Drexel Umversity
Temple Unmiversity
West Virginia College
West Virgima Umversity
Wisconsin, University of Madison

Industrial Relations and Management Xavier University

Industrial Relations and O.D. Columbia Umversity

Labor and Human Resources Ohio State University

Labor and Industrial Relations Michigan State University
University of Pennsylvania

Labor Economics Cornell Umversity

Labor Relations Indiana Umwversity of Penn.

East Tenesse State Umversity
Lynchburg College
Organization Development Case Western Reserve University
Orgamizational Behavior Univ. of Southern California
Polytechnic Inst. of New York
Cornell Umversity

o W W W W W W LW R N e s e e e s

Drexel Umversity
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PROGRAM

UNIVERSITY

Organizational Psychology

Personnel

Personnel and Industrial Management
Personnel and Industrial Relations

Personnel and Labor Relations
Personnel Administration

Personnel Management

Personnel Services

Business and Education
Business Ad.and Industrial Relations
Human Development

Brigham Young University
Cornell University

Columbia University
American Umversity

Xavier Umversity

University of Oregon

Indiana University

Winthrop College

La Salle College

California State College

De Paul University
Springfield Collage

Michigan State University
Fairleigh Dickinson University
Toledo Umversity

Auburn Unmversity

University of San Francisco
George Washington Umversity
Loyola University of Chicago
Indiana Northern Graduate Sch.
St. Marys Unmiversity
Lynchburg College

Miami Umversity-Oxford

Bob Jones Umversity
Umversity of Toledo
Umversity of Utah

Paaific Qaks College
Catholic University of America
University of Chicago
University of Maryland
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ACADEMIC PROGRAMS SELECTED FROM THE COLLEGE BLUE BOOK
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PROGRAM UNIVERSITY CODE
Unjversity of Massachusetts 2
Northeastern University 2
University of Vermont 1
Human Development and Education Boston Umversity 1
Human Relations & O.B. Umversity of San Francisco 1
Human Relations Work Governors State University 1
Human Resource Education Boston University 1
Human Resource Management Golden Gate Umversity 1
Florida Institute of Technology 1
Gonzaga University 2
Human Resources Marymount College of Virginia 1
University of Texas 1
Human Resources Development
Human Resources Management University of Alabama 1
Northeast Missouri State Univ. 3
Upsala College 3
New School for Social Research 1
La Roche College 3

CODE - Represents the following:

1 Information received from the University

2 Information received but the program has no interest for the study
3 Not answered by the university
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APPENDIX B

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

UNIVERSITY

DEGREE PROGRAM

SCHOOL/DEPARTMENT

I. Admmistration

American University
Calif. St. Coll. Stanislaus
Columbia Umiversity
Cornell University

De Paul University
Fairleigh Dickinson Univ.
Flonda Institute of Tech.
Florida Institute of Tech,
Florida State University

George Washington University

George Williams College
Golden Gate University
Golden Gate Umversity
La Salle College
Loyola University

MS
MBA
MBA
MS
MS
MBA
MBA
MS
MS
MBA
MS/MBA
MBA
MS
MBA
M.Ad.

Human Resources Management
Personnel Administration
Management of Organizations
Personnel and HR Studies
Personnel Administration

Human Resources Administration
Human Resources Management
Human Resources Management
*Management Science - Human Resources
Personnel Management

Human Resource Management
Human Resources Management
Human Relations

Human Resources Management
Personnel Management

Government and Public Administ.
Business

Business

Industrial and Labor Relations
Management

Business

Business

Management

Busmness

Government and Business Ad.
Management and O.B.
Graduate Program in HRM
Graduate Program in HRM
Business/Management
Management

YL
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ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Lynchburg College MBA Personnel Management Business

Harymount Coll. of Virginia MA HRD Generalist Emphasis Graduate Studies

Marymount Coll. of Virginia MA HRD Business Emphasis Graduate Studies

Michigan State Umversity MBA Personnel Human Relations Business

New Sch. for Social Research MA *Human Resources General Management Management, Urban Professions
New Sch. for Social Research MA HR Planning, Staffing and Recruitment Management, Urban Professions
New Sch. for Social Research MA Compensation Management Management, Urban Professions
New York Institute of Tech. MBA Personnel and Industrial Relations Business

New York University MBA Management and Organization Behavior Business

Nova University MS *Human Resource Management Management

Pace Umversity MBA Human Resources Management Business

Purdue University MS Management Manpower/Org. Behavior Management

Rochester Institute of Tech. MBA Personnel/Human Resource Management Business

Rochester Institute of Tech. MS Human Services Management-Curriculum Business

Saint Mary's Umversity MBA Human Resources Business

University of Alabama MS/MA Human Resources Management Business

University of New Haven MBA Human Resources Management Business

University of Oregon MBA Management HRM Organization Studies Management

oL
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ACADEMIC PROGRAMS IN THE FIELD OF HR
CLASSIFIED BY SPECIALIZATION

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Umiversity of Utah MS *Human Resource Management Business

University of Utah MS *Economics/Human Resource Economics

Il. Industrial Relation

American Umiversity MBA Personnel and Industrial Relations Business

American University MS Personnel and Industrial Relations Business

Cornell Umversity MILR Industrial Labor Relations Industrial and Labor Relations
Drexel University MBA Manpower Management Business

Georgia State University MBA/MS Industrial Relations Business/Institute of LR.
Indiana University MBA Personnel and Industrial Relations Business

Loyola University MS Industrial Relations Institute of Ind. Relations
Michigan State University MA Labor Economics and Ind. Relations Business/Managemnt

Michigan State University MLIR Labor and Industrial Relations Labor and Industrial Relations
New York Institute of Tech, MS *Labor and Industrial Relations Center for Labor and L.R.
New York University MA Labor Relations Arts and Sciences/Economics
Purdue University MS Industrial Relations Management

Rutgers, The State Unwv. MS Industrial Relations and Human Resources Graduate School
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UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT

Saint Francis Coll. of Penn. MA Industrial Labor Relations Industrial Relations

Temple University MBA Industrial Relations and O.B. Business

University of Chicago MA Industrial Relations Social Sciences

University of Minnesota MA Industrial Relations Industrial Relations Center
University of New Haven MS Industrial Relations Industrial Relations

University of Oregon MS/MA Industrial Relations Management

University of San Francisco  MBA Industrial Relations Business

University of Wisconsin M1 Industrial Relations Ind. Relations Research Institute
Winthrop College MS Personnel and Industrial Relations Business

Ill, Training

Alaska Pacific University MA Teaching Education

American University MS *Human Resources Development Government and Public Administ.
American University MA *Training and Career Development Education

Arizona State University M.Ed. *Higher and Adult Education Education

Boston University M.Ed. *Human Resource Education Education

Claremont Graduate School MA *Education Education

L
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UNIVERSITY

DEGREE

PROGRAM

SCHOOL/DEPARTMENT

Clemson University

M.Ed.

*Industrial Education

Industrial Education

Cleveland State University M.Ed. *Post~Secondary Education Education

East Texas State Umversity M *Counseling and Guidance: HRD Emphasis Student Personnel and Guidance
Fairleigh Dickinson Univ, MA Human Development Education

Flomda Atlantic University MA *Adult Education Education

George Washington University MA *Human Resource Development Education and Human Develop.
George Williams College MS/MBA  Human Resource Development Management and O. B.

Georgia State University M.Ed. *Career Development Vocational and Career Develop.
Goddard Grad, Vermont Coll, MA *Interdisciphnary Alternative Education

Indiana University MA Adult Education Education

Indiana Umiv. of Pennsylvama MA *Adult and Community Education Adult Education

Johns Hopkins University MBA Human Resource Development Business

Marymount Coll. of Virginia MA HRD Education Emphasis Graduate Studies

National Coll, of Education MS *Adult Education Applied Behavioral Sciences
National Coll. of Education MS #Human Resource Development Arts and Sciences

National Coll, of Education  MS *Management and Development of H.R. Applied Behavioral Sciences
New Sch. for Social Research MA Training and Development Management, Urban Professions
North Carolina State Univ, MS/M.Ed., *Education Adult and Community Coll, Ed.
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APPENDIX B
ACADEMIC PROGRAMS IN THE FIELD OF HR
CLASSIFIED BY SPECIALIZATION

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT

Norther Illinois University MS *Adult Education Leadership and Ed. Policy Studies
Ohio State University MA *Education Education

Oklahoma State University MS *Qccupational and Adult Education Occupation and Adult Education
Rochester Institute of Tech., MS *Career and HRD Applied Science and Technology
Rutgers, The State Univ. MS Human Resources Graduate School

Suffolk University M.Ed. *Foundations of Education Education

Syracuse University MS *Adult Education Adult Education

Temple Unmiversity M.Ed. *Adult Education Education

Temple University M.Ad *Psychoeducational Process Education

Texas A & M University MS/M.Ed. *Adult and Extension Education Education

Texas A & M University MS/M.Ed. *Industrial Education Education

Trenton State College MA *Business: Office Systems Administration  Business

University Associates Inc. MHRD *Human Resource Development MHRD Program

University of Bridgeport MS *Counseling and Human Resources Human and Community Services
Univ, of British Columbia MA/M.Ed. *Adult Education Adult Education

Univ, of Nllinois at Urbana MS/M.Ed. *Education HRD Program

Umversity of Maryland MA/M.Ed, *Educational Communications Education

University of Minnesota MA/M.Ed. *Education, Vocational and Tech. Education Vocational and Technical Educ.
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ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT

Univ. of Missouri~-Kansas City MA *Adult and Continuing Education Education

University of Pittsburgh M.Ed. *Educational Communications and Tech. Education

University of Rochester MS Adult Learning Education

Unmiversity of San Francisco  MHROD *Human Resources and Org. Development  Professional Studies

Univ. of Souther California MPA *Public Administration Academic Development
University of Southern Maine MS Adult Education Human Resources Development
Univ. of Texas at Austia MS/MA Human Resource Development Education

Umversity of Wisconsin MS * Administrative Leadership and Sup. in Ed. Education

Vanderbilt University M.Ed. *Human Resource Development Institute for Advance Study
Virginia Commonwealth Univ, M.Ed, #*Adult Education HRD Education

Virginia Polytechnic Inst. MS *Adult and Continuing Education Education

Washington State Umversity M * Adult and Continuing Education Adult and Continuing Education
Worcester State College M.Ed. *Adult Education Adult Education

1IV. Instructional Technology

Arizona State University M.Ed. *Educational Technology or Ed. Media Education

Boston College M.Ed., *Educational Technology Arts and Sciences Education

08
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ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

UNIVERSITY

DEGREE

PROGRAM

SCHOOL/DEPARTMENT

Boston University

Brigham Young University
Cahf. St. Coll. Stanislaus
Calif. St. Univ. Chico

Cabhf. St. Umv. L.B.

Calif. St. Jmv. L.B.
Catholic Univ. of America
Columbja Umv, Teachers Coll.
Florida State University
Governors State Unijversity
Indiana University

Louisiana State University
Loyola University

New York Institute of Tech,
North Carolina Agric/Tech,
North Carolina Central Univ.
Norther 1llinois University

Ohio University

M.Ed.

MS

MA

MA

MA

MA

MA
Ma/M.Ed.
MS

MA

MS

MA
M.Ed./MA
MS

MS

MA

MS

M.Ed.

*Educational Media and Technology
*Instructional Science

Curriculum and Instruction
*Instructional Technology
*Education/Instructional Media
*Instructional Design and Communications
*Curriculum, Instruction and Technology

Instructional Technology and Media
*Instructional Systems
*Instructional and Training Technology
*Instructional Systems Technology
*Educational Media
*Adult Instructional Management

Traimng and Learning Technology
*Education: Educational Media
*Educational Media Technology
*Instructional Technology
*Media Design Development and Production

Education

Instructional Science
Education

Information and Comercial Studies
Instructional Media
Instructional Media

Education

Technolgy in Media

Education

Arts and Sciences

Education

Inst. Support and Development
Education

Graduate Division

Educational Media

Education

Instructional Technology
Education

8



APPENDIX B
ACADEMIC PROGRAMS IN THE FIELD OF HR
CLASSIFIED BY SPECIALIZATION

‘uoissiwiad Inoyum payqgiyosd uononpoltdas Jayung Jaumo WbuAdoos ayj Jo uoissiwiad yum psonpoiday

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Pennsylvania State Univ, MS #Curriculum and Instruction Instructional Systems Program
Purdue University MS *Instructional Research and Development  Education

Rochester Institute of Tech., MS *Instructional Technology Applied Science and Technology
Saint Cloud State Umversity MS *Information Media: Training HRD Learning Resources Services
San Diego State University MA *Educational Technology Instructional Technology
Southarn Illinois University MS Curriculum and Instruction Curriculum, Inst, and Media
Southern Illinois University MS *Instructional Technology Education

State' University of New York M.Ed./MS *Instructional Tech, and Media Management Professional Studies

Suffolk University Ed.M * Administration and Supervision Education

Syracuse University MS *Instructional Design, Dev. and Evaluation Curriculum, Education and Media
Texas A & M University M.Ed. *Educational Technology Education

Towson State University MS *Instructional Development Instructional Technology
University of Alabama MA *Instructional Leadership Education

University of Arkansas M.Ed. *Instructional Resources Education

Univ. of Central Florida MA *Instructional Technology Education

University of Colorado MS *Educational Technology Education

University of lowa MA *Instructional Design and Technology Education

University of Marylandd MA/M.Ed. *Curriculum and Instruction Education

28
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ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Yniversity of Miami MS *Instructional Technology: Org. Training Education
University of Minnesota MA *Curricular and Instructional Systems Education
University of North Carolina M.Ed. *Educational Media and Inst. Design Education
University of Oklahoma M.Ed. *Educational Technology Education
University of Oregon MA/MS  *Curriculum and Instruction: Inst. Tech. Education

Umv. of Souther California
University of Toledo
University of Wisconsin
Iftah State University

V. Organization Behavior

Cornell University

Drexel University

George Washington Univevsity
George Williams College
Pace University

Polytechnic Institute of NY

M Educational Psychology and Technology
M.Ed. *Educational Technology: T.D. Specialist
MS *lMedia Technology

MS/M.Ed. *Education

MS Organizational Behavior

MBA Organization Behavior

MBA Organization Behavior and Development
MS/MBA *Management and Organization Behavior
MBA Organization Behavior

MS *Crganizational Behavior

Inst. Psychology and Tech.
Education

Media Technology

Instructional Techology

Industrial and Labor Relations
Business

Government and Business Ad.
Management and O. B.
Business

Management

£8
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APPENDIX B

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Unmiversity of Hartford MS *Qrganizational Behavior Business

VI. Organjzation Development

Bowling Green State Univ. MOD *#Qrganization Development Business

Case Western Reserve Univ. MS #Qrganization Development and Analysis Management

Fielding Institute MA
George Wilhams College MS/MBA
Kean College of New Jersey MA
New Sch. for Social Research MA
New York Umiversity MS
Pepperdine University MS

VIl. Other, Behavioral Sciences

Appalachian State Univ. MA
Columbia Univ. Teachers Coll. MA

Cornell University MS

*Human and Organization Development
Organizational Development
*Qrganization Development
Organizational Development
HRM and Organizational Development
*Qrganizational Development

*Industrial/Organizational Psychology
*Qrganizational Psychology
Organizational Psychology

Mid Career Studies in HOD
Management and O, B.
Education

Management, fJrban Professions
Organizatioral and Ad. Studies
Business and Management

Psychology
Psychology
Industrial and Labor Relations

[04]
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APPENDIX B

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY SPECIALIZATION

——

UNIVERSITY

—mms ==

e oo e

DEGREE PROGRAM SCHOOL/DEPARTMENT
De Paul University MA Industrial Psychology Psychology
Fairleigh Dickinson Univ. MS Industrial Psychology Arts and Sciences
Johns Hopkins University MS *Applied Behavioral Sciences Arts and Sciences
Kean College of New Jersey MA *Human Behavior/Org. Psychology Arts and Sciences
New York University MA Personnel Psychology Arts and Sciences/Psychology
Saint Mary's University MA/MS Industrial Psychology Arts and Sciences
Umversity of New Haven MA Industrial/Organizational Psychology Graduate School
University of Tennessee MS *Industrial/Organizational Psychology Psychology and Business
Vill. Communications
Brigham Young University MA Communications: HRD Communications
Ithaca College MS *Communications Communications
Oklahoma State University MA *Speech Communication Speech Communication
University of Arkansas MA *Interpersonal/Organizational Commun.

* Listed in the ASTD Directory of Academic Programs in HR/HRD

Communications

a8
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APPENDIX C
PROGRAM PROFILE
Program: Human Resources Management Degree: MBA
University: Pace University Credits Required: 36-58
School: Business Department: Management

Objective: To develop professional managers with a balanced knowledge of
management and structured so that the student emphasises on the human assets
of the organization. It focuses on the achievement of organizational objectives
through the development and optimum utilization of the people in the
organization.

Core: 0-7 courses (0 to 22 credits, depending on student educational
background)- Financial and Managerial Accounting; Economic Analysis and
Policy; Managerial Finance; Managerial Marketing; Statistical Analysis for
Business; Organizational Behavior; and Management Information Systems.

Foundations: 5 courses (15 credits)- Managerial Economics; Business and Its
Environment; International Business Operations; Quantitative Analysis for

Business Decisions; and Operations Management.

Specialization: 7 courses (21 credits)- Including: Managing Human Resources;

Research Methods in Management; Advanced Topics in Human Resources
Management; and Research Project. One course from the following: Independent
Study in Management; Interpersonal Competence and Group Dymamics, Training
and Development; and Organizational Communications; and two courses from the
following: Economics of Labor; Fundamentals of Collective Bargaining; Labor
Relations Law and Legislation; and Productivity, Technology, and Work.

Summary comments: This is a comprehensive business-oriented program that 1s

complete in the management area but limited in the area of human resource
development.

Information obtamned from: The Lubin Graduate School of Business, Catalog
1983-1984
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PROGRAM PROFILE
Program: Human Resource Management Degree: M.S.
University: Florida Institute of Technology Credits Required: 48
School: Management and Humanities Department: HR Management

Objective: The program has been developed to meet the professional needs of
individuals who currently hold, or aspire to, general management positions and
need to further develop their skills in personnel administration, labor relations,
organizational development, communications, and general management.

Core: None mentioned, although some are included in the foundations courses.

Foundations: 11 courses (33 credits)- Financial Accounting; Financial
Management and Control; Economic Environment of Management I; Managerial
Statistics 1; Management Theory and Thought; Behavioral Sciences and
Management; Organizational Planning and Development; Labor Relations;
Organization and Management of Marketing; Business Law; Personnel
Management and Industrial Relatjons.

Specialization: 5 courses (15 credits)- To be selected from the following:
Program Management; Interpersonal Relations and Conflict Resolution;

Organizational Communications; Seminar in Organizational Behavior;
Organizational Theory and Design; Seminar in Contemporary Issues in Human
Resources Management; Organizational Development in Health Care
Organizations; Organizational Psychology; and Group Process.

Summary comments: This program is heavily based on the management area of

the HR function, It includes courses, primanly from management, industrial
relations and the behavioral sciences. The program does not have any course
related to area of HR development and training.

Information obtained from: Florida Institute of Technology, The Graduate School
Catalog, 1984-85.
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PROGRAM PROFILE
Ptoﬁm: Industrial Relations Degee: M.S.
University: Loyola University of Chicago Credits Required: 42
School: Institute of Industrial Relations DeMment: Not Identified

Objective: To advance the professionalism of those actively engaged in
personnel management and industrial relations, as well as those preparing to
enter the field, by offering a specialized program in human resources which
includes Personnel Administration and Industrial Relations.

Core: None required,
Foundations: 7 courses (21 credits)- Labor Economics; Ethics of Human Resource
Management; Organizational Behavior; History of America Labor Law; Labor

Law 1; Labor Law II; and Research Seminar.

Specialization: 7 courses (21 credits)- From the following: Organization Planning

and Development; Cost Analysis for Personnel and Industrnal Relations; Human
Resource Planning; Compensation Management; Labor Law in the Public Sector;
Industrial Counseling; Comparative Labor Systems; Health; Welfare and Pension
Plans; Seminar in Public Sector Labor Management Relations; Tramning and
Developing Human Resource; Arbitration Process, Personnel Practices; Computer
Applications in Human Resource Administration; EEO and Affirmative Action:
Problems and Programs; Public Sector Labor Relations; Labor Management
Relations; Employment: Selection and Testing; Industrial and Organizational
Psychology; Collective Bargaining Systems; Collective Bargaimng and Dispute

Resolution; and Semnar in Contemporary Problems.

Summary comments: This program is mainly oriented to the labor relations and

management area of the HR function. The large number of courses offered
permits specialization within the two mentioned areas of Labor Relations and
Personnel Management. Only one course in Development is available,

Information obtained from: LUC, Institute of Industral Relations, Catalog 84-85.
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PmEm: Industrial Relations Degsee: M.S.
University: University of Minnesota Credits Required: 64 (QH)
School: Industrial Relations Center DeEa._rEment: Not Identified

Objective: To prepare the student for professional practice in industrial
relations or to serve as an intermediate step to further graduate work in
Industrial Relations or both.

Core: 4 courses (16 credits)- Introduction to Macroeconomics; Introduction to
Microeconomics; General Psychology; and Introduction to Statistics. (These
courses are prerequisite.)

Foundations: 12 courses (48 credits)» Quantitative Methods in Industrial
Relations; An Introduction to Industrial Relations; Staffing, Trainng, and
Development; Organizational Theory and Analysis; Employee Compensation and
Reward; Labor Market Analysis; Collective Bargaining; Industrial Relation;
Statistical Analysis; and four courses from the related field.

Specialization: 4 courses (16 credits)- A selection of four courses from
Advanced Industrial Relations.

Summary comments: This represents a very comprehensive program for Industrial

Labor Relations. The flexibility of the program and the many options available
permits the personalization of the program according to the interest of the
students. Although mainly oriented to Labor Relations and HR Management, 1it
also provides the opportunity to cover the area of HR Development.

Information obtained from: Umversity of Minnesota, Industrial Relations Center,
Bulletin, December 1983,
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Program: Human Resources Development Degree: M.A./M.Ed.
ve t Umversity of Texas at Austin redits Required: 33
University: U T A Credits R
School: Education Department: Curriculum and Instruction

Objective: The program has been designed to provide the student with
knowledge and skills to work in a business, governmental or industrial human
resource operations, 1n areas such as: management and supervisory development;
design, production, and use of media, managing training departments; career
development, training skill, communications, etc., and individual, group and
organization development.

Core: None mentioned.

Foundations: 6 courses (18 credits)- Adult Learning and Development;
Instructional Strategies for the Adult Learner; Seminar: Implementing Change;
Educational Research & Statistics for Master's; Human Resource Development;
and Organizational Behavior.

Specialization: 5 courses (18 credits), internship required- The courses must be
selected, a minimum of two, from outside the Department and the remainder

from the offerings of the Department.

Summary comments: This is a program specifically designed for the area of HR

development, very specific and providing little opportunity to relate the
development function with the other areas of the HR function.

Information obtamned from: The University of Texas at Austin, Memorandum from
the College of Education, Department of Curriculum and Instruction, 11/83.
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Program: Human Resources Development Degree: M.S.
University: Rochester Inst. of Technology Credits Required: 52 (QH)
School: Applied Science and Technology Department: Career and HRD

Objective: To provide graduates with the necessary background to help
organizations better utilize human resources, to plan and implement career
education programs, and to help individuals make career choices. The program
combines elements of business guidance, adult learning, statistics, and
automated information systems to meet the demands of the emerging human
resource field,

Core: Prerequisite courses include: Basic Statistics; Basic Sociology; Basic
Psychology; Basic Economics.

Foundations: 9 courses (30 credits)- Management of Learning; Career
Decision-Making Concepts; Career Concepts: Production or Commerce or
Services (one of the three); Information Retrieval Systems in Career Planning;
Manpower Forecasting Fundamentals; Career Counseling Skills; Career
Development Project; Organizational Behavior; and Fundamentals of Statistics IL.

Specialization: 8 courses (22 credits)- Education/Business/Industry

Interrelationships; Career Concepts; Group Dynamics for Career Development;
and five electives from the following: Occupational/Industrial Environments;
Career Education in College and Special Settings; Human Resource Topics;
Career Education Semmnar; Techniques of Work Analysis; Interpersonal
Communications; Management and Career Development; and Reward Systams.

Summary comments: This program focuses on the development area of the HR

function, and in this respect is very comprehensive, but it does not provide a

basic foundation in the area of management function.

Information obtamned from: RIT Official Bulletin, No. 3 July 27, 1984.
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Program: Instructional and Training Technology Degree: M.A.
Universiﬂ: Governors State University Credits Required: 36
School: Arts and Sciences Department: Inst. and Training Technol.

Objective: To provide skills in designing and developing training courses and
materials, developing human resources, or producing the media components of
training courses and materials.

Core: None mentioned. An undergraduate major in one of the following fields is
recommended: business, education, media, audiovisual, communications, English,
psychology, or liberal arts,

Foundations: 7 courses, 2 master's degree projects and internship (22 credits)-
Introduction to Instructional and Training Technology; Training Product Design;
Training Techniques; Research/Cost Benefit Analysis in Instructional and
Training Technology; Consulting and Teamwork in Instructional and Training
Technology; Seminar: Instructional and Tramning Technology in Busmess.

Specialization: 5 courses (14 credits) selected from the following: Training

Course Development; Principles of Message Design; Solving Performance
Problems; Computers in Training and Education; Organizational Communication,
Change and Development; Television for Tramning and Instruction; Project
Management i1n Instructional and Training Technology; Evaluating HRD Systems;
Managing HRD Systems; Photography for Instructional Support; Advanced Color
Television Production; Televisiont Remote Control Techniques; Television
Directing; Career Development.

Summary comments: This program is very specific, oriented to the specialization

of course development, using all the available technologies. On the other hand,
it does not have any courses to relate the instructional technology
specialization to the other areas of the HR function.

Information obtained from: Governors State Umversity, Catalog 1984-1985.
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Program: Media Design, Development and Production Degree: M.Ed.

University: Ohio University Credits Required: 54 (QH)
School: Education Deﬂmem: Curriculum and Instruction

Objective: To prepare media specialists. For those wishing to pursue
instructional development in business/industry, who can design and develop
traiming materials, who can plan media program activities and integrate them
with other programs of the business or agency, and who can collaborate with
instructors and staff to define training problems and work toward their solution,

Core: None.
Foundations: Included in the specialization.

Specialization: 54 credits, including thesis and internship- Radio and TV in
Education; Instructional Methods in Educational Radio and TV; Graduate Study
in Photographic Arts; Advanced Study in Photographic Arts; Commumncation in
Organizations; Theories of Communication; Introduction to Digital Computer
Programs for Business; Engineering and Physical Science; Introduction to Digital
Computer Programs for Behavioral; Educational and Biological Sciences;

Psychology of Commumcation; Programmed and Computer-Assisted Instruction;
Future of Information Management; Management of Human Technological
Information Systems.

Summary comments: Very specialized program. The lack of core and foundation
courses makes it very specific. No relation is provided to the other areas of

the HR function.

Information obtained from: ASTD Academic Programs in Tramning and Human

Resource Development, 1983-1984.
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PROGRAM PROFILE
Program: Organizational Behavior Degree: M.S.
University: University of Hartford Credits Required: 36
School: Business and Public Ad. Department; Organizational Behavior

Objective: Designed for those who want to learn about the effective
management of people in orgamzations; to enhance the ability to manage in
functional or technical fields; to advance careers in personnel, training, or
human resource management.

Core: None
Foundations: 4 courses (12 credits)- Human Factors in Management; Dynamics of
Group Decision Making; Complex Organizations; and Managing Organizational

Behavior.

Specialization: 8 courses (24 credits)- Methods of Organizational Analysis;
Comparative Diagnosis of Organizations; Process of Organization Development;

Seminar in Organizational Behavior; and 4 courses from the following: Self
Assessment and Career Management; Conflict Resolution; Career Issues of
Women in Managerial Roles; Organizational Intervention; Employee Benefits;
Personnel Psychology; Labor Economics; Public Personnel Management; Public
Sector Collective Bargaining.

Summary comments: This program covers the two related areas of Orgamzation

Behavior and Organization Development. It is management orented and lacks
the overview of the HR development area.

Information obtained from: University of Hartford, Graduate bulletin, 1984-85.
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Program: Human Behavior and Org. Psychology Degree: M.A.
University: Kean College of New Jersey Credits Required: 33
School: Arts and Science Department: Psychology

Objective: Designed for individuals pursuing careers in the helping professions
allied with professional psychology who wish to upgrade their competence in
areas of the behavioral sciences. It has particular value to those whose present
or prospective work calls for extensive contact with individuals and groups,
human relations skills and the understanding and modification of behavior,

Core: 12 credits- In Experimental Psychology and Tests and Measurements.

Foundations: 4 courses (12 credits)- Research Methods in the Behavioral
Sciences or Statistical Methods for Analyzing Data; Readings in the Behavioral
Sciences; Contemporary Issues in Social Psychology or Advanced Social
Psychology; and Analysis of Small Group Process.

Specialization: 7 courses (21 credits)- Advanced Seminar: Field research in the
Behavioral Sciences 1 & II or Thesis option. Five courses to select from the

following: Individual Process; Learning Theory and Applications; Behavioral
Modification; Theories of personality; Problems of Individual Behavior;
Socio~Psychological Process; Social Psychology of Adolescence; Advanced Social
Psychology; Laboratory in Small Group Processes; The Sociology of Community;
Aging n Contemporary Society; Organizational Behavior; Psychological
Dimensions of Human Resource Development; Industrial/Organizational
Psychology; Organizational Behavior; Organizational Psychology; Individual and
Organization Development; and Introduction to Organizational Theory.

Summary comments: This is a comprehensive program oriented to the

organization analysis and development, but it lacks the relation to the areas of
management and development of the HR function.

Information obtained from: Kean College of N.]., Graduate Catalog, 1983-85.
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Program: Organization Development Degree: Master
University: Bowling Green State University Credits Required: 30
School: Business Administration Department: Management

Objective: To provide organization executives with a clearer understanding of
how to systematically manage their human resources in order to achieve greater
employee job satisfaction and productivity.

Core: Calculus and Principles of Economics

Foundations: Demonstration of proficiency is required in the following areas:
Intermediate Micro-economics; Intermediate Macro-economics; Probability and
Statistics; Accounting; Production; Marketing; Finance; Computer Programming;
and Business Law.

Specialization: 8 courses plus thesis (30 Credits)- Introduction to Organization
Development; Self-Awareness and Personal Impact; Organizational Behavior and

Application; Organization Development Technology and Theory of Intervention;
Change Strategies in Organizations; Techniques of Organization Analysis and
Research; Organizational Systems and Analysis of Behavior; Organizational
Diagnosis and Intervention Design.

Summary comments: With the prerequisite requirements of the core and

foundations knowledge, this is a very comprehensive program. On the other
hand, it lacks the area of HR development, although part of it is covered within
Orgamzation Development,

Information obtained from: Bowling Green State University, Master Orgamzation

Development, Brochure.
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Ptogam: Communications: HRD Degree: M.A.
University: Brigham Young University Credits Required: 40
School: Communications Demment: Communications

Objective: To prepare students for careers in employee training and
development and for upward mobility in the HRD field. Courses are
multidisciplinary but are grounded in the theory of organizational
communications.

Core: Communication Theory and Research

Foundations: Design Training Programs; Management and Organization
Development; Basic Instructional Design and Development, Interventions in
Organizational Change; and Organizational Psychology.

Specialization: Organizational Communication; Dyadic Communication;
Diagnosing Human Resources and Communication Systems; Improving Human
Resources and Communication Systems,

Summary comments: With the courses required at the core level plus the
interdisciplinary courses at the foundations level, This program provides a
specialized program in Communications with a basic proparation in the areas of
the HR function,

Information obtained from: ASTD Directory of Academic Programs in Traimng
and Development/Human Resource Development.
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APPENDIX D

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Alaska Pacific University MA Teaching Education
American Umversity MS Human Resources Management Government and Public Administ.
MBA Personnel and Industrial Relations Business
MS Personnel and Industrial Relations Business
MS *Human Resources Development Government and Public Administ.
MA *Training and Career Development Education
Appalachian State Univ. MA *Industrial/Organizational Psychology Psychology
Arizona State University M.Ed. *Higher and Adult Education Education
M.Ed. *Educational Technology or Ed. Media Education
Boston College M.Ed. *Educational Technology Arts and Sciences Education
Boston University M.Ed. *Human Resource Education Education
M.Ed. *Educational Media and Technology Education
Bowling Green State Univ. MOD *QOrganization Development Business
Brigham Young University MS *Instructional Science Instructional Science
MA *Communications: HRD Communications
Cahf. St. Coll. Stanislaus MBA Personnel Adminmistration Business
MA Curriculum and Instruction Education
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ACADEMIC PROGRAMS IN THE FIELD OF HR

APPENDIX D

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE

PROGRAM

SCHOOL/DEPARTMENT

Calif. St. Univ. Chico
Calif. St. Univ. L.B.

Case Western Reserve Univ,
Catholic Umv. of Amenca
Claremont Graduate School
Clemson University
Cleveland State University
Columbia University

Columbia Univ. Teachers Coll.

Comell Umversity

De Paul Umversity

Drexel Umversity

MA
MA
MA
MS
MA
MA
M.Ed.
M.Ed.
MBA
MA/M.Ed.
MA
MS
MILR
MS
MS
MS
MA
MBA

*Instructional Technology
*Education/Instructional Media
*Instructional Design and Communications
*QOrganization Development and Analysis
*Curriculum, Instruction and Technology
*Education
*Industrial Education
*Post-Secondary Education

Management of Organizations
Instructional Technology and Media
*Organizational Psychology

Personnel and HR Studies

Industrial Labor Relations
Organizational Behavior

Organizational Psychology

Personnel Administration

Industrial Psychology

Manpower Management

Information and Comercial Studies
Instructional Media
Instructional Media
Management

Education

Education

Industrial Education
Education

Business

Technology in Education
Psychology

Industrial and Labor Relations
Industrial and Labor Relations
Industrial and Labor Relations
Industrial and Labor Relations
Management

Psychology

Business

Lot
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APPENDIX D

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
MBA Organization Behawvior Business
East Texas State University M *Counseling and Guidance: HRD Emphasis Student Personnel and Guidance
Fairleigh Dickinson Umv. MBA Human Resources Administration Business
MA Human Development Education
MS Industcial Psychology Arts and Sciences
Fielding Institute MA *Human and Organization Development Mid Career Studies in HOD
Florida Atlantic University MA *Adult Education Education
Florida Institute of Tech, MBA Human Resources Management Business
MS Human Resources Management Management
Flonida State University MS *Management Science - Human Resources Business
MS *Instructional Systems Education
George Washington Umiversity MBA Personnel Management Government and Business Ad.
MA *Human Resource Development Education and Human Develop.
MBA Organization Behavior and Development Government and Business Ad.
George Williams College MS/MBA  Human Resource Management Management and O.B.
MS/MBA  Human Resource Development Management and O. B.
MS/MBA *Management and Organizational Behavior = Management and O. B.
MS/MBA  Organizational Development Management and O. B.

col
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APPENDIX D
ACADEMIC PROGRAMS IN THE FIELD OF HR
CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Georgia State Unjversity MBA/MS Industrial Relations Business/Institute of L.R.
M.Ed. *Career Development Vocational and Career Develop.
Goddard Grad. Vermont Coll. MA *Interdisciplinary Alternative Education
Golden Gate University MBA Human Resources Management Graduate Program in HRM
MS Human Relations Graduate Program in HRM
Governors State University MA *Instructional and Training Technology Arts and Sciences
Indiana Umversity MBA Personnel and Industrial Relations Business
MA Adult Education Education
MS *Instructional Systems Technology Education
Indiana Univ. of Pennsylvania MA *Adult and Commumty Education Adult Education
Ithaca College MS *Communications Communications
Johas Hopkins University MBA Human Resource Development Business
MS *Applied Behavioral Sciences Arts and Sciences
Kean College of New Jersey MA *Qrganization Development Education
MA *Human Behavior/Org. Psychology Arts and Sciences
La Salle College MBA Human Resources Management Business/Management
Louisiana State University MA *Educational Media Inst. Support and Development

Loyola University M.Ad. Personnel Management Management
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APPENDIX D

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
MS Industrial Relations Institute of Ind. Relations
M.Ed./MA *Adult Instructional Management Education
Lynchburg College MBA Personnel Management Business
Marymount Coll. of Virginia MA HRD Generalist Emphasis Graduate Studies
MA HRD Business Emphasis Graduate Studies
MA HRD Education Emphasis Graduate Studies
Michigan State Umversity MBA Personnel Human Relations Business
MA Labor Economics and Ind. Relations Business/Managemnt
MLIR Labor and Industrial Relations Labor and Industrial Relations
National Coll. of Education HS *Adult Education Applied Behavioral Sciences
MS *Human Resource Development Arts and Sciences
MS *Management and Development of H.R. Applied Behavioral Sciences
New Sch. for Social Research MA *Human Resources General Management Management, Urban Professions
MA HR Planning, Staffing and Recruitment Management, Urban Professions
MA Compensation Management Management, Urban Professions
MA Training and Development Management, Urban Professions
MA Organizational Development Management, Urban Professions
New York Institute of Tech. MBA Personnel and Industrial Relations Business

7oL
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ACADEMIC PROGRAMS IN THE FIELD OF HR

APPENDIX D

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
MS *Labor and Industrial Relations Center for Labor and LR.
MS Tramning and Learning Technology Graduate Division

New York University MBA Management and Organization Behavior Business
MA Labor Relations Arts and Sciences/Economics
MS HRM and Organizational Development Organizational and Ad. Studies
MA Personnel Psychology Arts and Sciences/Psychology

North Carolina Agric/Tech. MS$S
North Carolina Central Univ. MA

North Carolina State Univ. MS/M.Ed.
Norther Illinois University MS
MS
Nova Umversity MS
Ohio State University MA
Ohio Umversity M.Ed.
Oklahoma State University MS
MA
Pace University MBA
MBA

*Education: Educational Media
*Educational Media Technology

*Education

*Adult Education

*Instructional Technology

*Human Resource Management
*Education

*Media Design Development Productio
*Qccupational and Adult Education
*Speech Communication

Human Resources Management

Organization Behavior

Educational Media

Education

Adult and Community Coll. Ed.
Leadership and Ed. Policy Studies
Instructional Technology
Management

Education

Education

Occupation and Adult Education
Speech Communication

Business

Business

gol
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APPENDIX D

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
Pennsylvania State Univ. MS *Curriculum and Instruction Instructional Systems Program
Pepperdine University MS *Qrganizational Development Business and Management
Polytechnic Institute of NY MS *Qrganizational Behavior Management
Purdue Umiversity MS Management Manpower Org. Behavior Management
MS Industrial Relations Management
MS *Instructional Research and Development Education
Rochester Institute of Tech, MBA Personnel/Human Resource Management Business
MS Human Services Management ~ Curriculum  Business
MS *Career and HRD Applied Science and Technology
MS *Instructional Technology Applied Science and Technology
Rutgers, The State Univ. MS Industrial Relations and Human Resources Graduate School
MS Human Resources Graduate School
Saint Cloud State University MS *Information Media: Traiming HRD Learning Resources Services
Saimt Francis Coll. of Penn. MA Industrial Labor Relations Industrial Relations
Saint Mary's University MBA Human Resources Business
Saint Mary's University MA/MS Industrial Psychology Arts and Sciences
San Diego State Umversity MA *Educational Technology Instructional Technology
Southern Illinois University MS Curriculum and Instruction Curriculum, Inst. and Media
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ACADEMIC PROGRAMS IN THE FIELD OF HR

APPENDIX D

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
MS *Instructional Technology Education
State Umversity of New York M.Ed./MS *Instructional Technology and Media Manag. Professional Studies
Suffolk University M.Ed. *Foundations of Education Education
Ed.M * Administration and Supervision Education
Syracuse University MS *Adult Education Adult Education
MS *Instructional Design, Dev, and Evaluation Curriculum, Education and Media
Temple University MBA Industrial Relations and O.B. Business
M.Ed. *Adult Education Education
M.Ad *Psychoeducational Process Education
Texas A & M University MS/M.Ed. *Adult and Extension Education Education
MS/M.Ed. *Industrial Education Education
M.Ed. *Educational Technology Education
Towson State University MS *Instructional Development Instructional Technology
Trenton State College MA *Business: Office Systems Administration Business
University Associates Inc. MHRD *Human Resource Development MHRD Program
University of Alabama MS/MA Human Resources Management Business
MA *Instructional Leadership Education
University of Arkansas M.Ed. *Instructional Resources Education
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ACADEMIC PROGRAMS IN THE FIELD OF HR

APPENDIX D

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
MA *Interpersonal/Organizational Communic. Communications

Umversity of Bridgeport MS *Counseling and Human Resources Human and Community Services

Univ. of British Columbia MA/M.Ed. *Adult Education Adult Education

Umv. of Central Florda MA *Instructional Technology Education

University of Chicago MA Industrial Relations Social Sciences

University of Colorado MS *Educational Technology Education

University of Hartford MS *Qrganizational Behavior Business

Umv. of Illinois at Urbana MS/M.Ed. *Education HRD Program

University of lowa MA *Instructional Design and Technology Education

University of Maryland MA/M.Ed. *Educational Commumnications Education
MA/M.Ed. *Curriculum and Instruction Education

Umversity of Miami MS *Instructional Technology: Org. Training Education

University of Minnesota MA Industrial Relations Industrial Relations Center
MA/M.Ed. *Education, Vocational and Technical Ed. Vocational and Technical Educ.
MA *Curricular and Instructional Systems Education

Univ. of Missourn-Kansas City MA *Adult and Continuing Education Education

University of New Haven MBA Human Resources Management Business

MS

Industrial Relations

Industrial Relations
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APPENDIX D

ACADEMIC PROGRAMS IN THE FIELD OF HR

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
MA Industnal/Organizational Psychology Graduate School
University of North Carolina M.Ed. *Educational Media and Inst. Design Education
University of Oklahoma M.Ed. *Educational Technology Education
University of Oregon MBA Management HRM Organization Studies Management
MS/MA Industrial Relations Management
MA/MS  *Curriculum and Instruction: Inst. Tech. Education
University of Pittsburgh M.Ed. *Educational Communications and Tech. Education
University of Rochester MS Adult Learning Education
Umversity of San Francisco. MBA Industrial Relations Business

MHROD
Univ. of Souther California MPA

M
University of Southern Maine MS
University of Tennessce MS
Univ. of Texas at Austin MS/MA
Umversity of Toledo M.Ed.
University of Utah MS

MS

*Human Resources and Org. Development
*Public Administration

Educational Psychology and Technology
Adult Education
*Industrial/Organizational Psychology
Human Resource Development
*Educational Technology: T.D. Specialist
*Human Resource Management
*Economics/Human Resource

Professional Studies

Academic Development

Inst. Psychology and Tech.
Human Resources Development
Psychology and Business
Education

Education

Business

Economics
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ACADEMIC PROGRAMS IN THE FIELD OF HR

APPENDIX D

CLASSIFIED BY UNIVERSITY

UNIVERSITY DEGREE PROGRAM SCHOOL/DEPARTMENT
University of Wisconsin MI Industrial Relations Ind. Relations Research Institute
MS * Administrative Leadership and Sup. in Ed. Education
MS *Media Technology Media Technology
Utah State University MS/M.Ed. *Education Instructional Technology
Vanderbilt University M.Ed. *Human Resource Development Institute for Advance Study
Virginia Commonwealth Univ. M.Ed. *Adult Education HRD Education
Virginia Polytechnic Inst, MS *Adult and Continuing Education Education
Washington State University M *Adult and Continuing Education Adult and Continuing Education
Winthrop College MS Personnel and Industrial Relations Business
Worcester State College M.Ed. *Adult Education Adult Education

* Listed in the ASTD Directory of Academic Programs in HR/HRD
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APPENDIX D
CONCEPTUAL REVIEW OF PROGRAMS BY UNIVERSITY

UNIVERSITY: Fairleigh Dickinson University

COMMON
PROGRAM DEGREE CREDITS SCHOOL CORE
Human Resource Administration MBA 60 Business Administration No
Human Development MA 36 Education No
Industrial Psychology MA 32 Arts and Sciences No

Comments:These represent three traditional programs, which cover most of the HR function, from three different

schools with no relation among the school or the programs. All three programs are comprehensive and can be related

to the three schools areas of the HR Academc Preparation Model.

Information obtained from: Fairleigh Dickinson Umiversity, Graduate Studies Bulletin, 1984-1985.
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APPENDIX D
CONCEPTUAL REVIEW OF PROGRAMS BY UNIVERSITY

UNIVERSITY: American Umiversity

COMMON
PROGRAM DEGREE CREDITS SCHOOL CORE
Personnel and Industrial Relations MBA 60 Business Yes
Personnel and Industrial Relations MS 36 " Yes
Training and Career Development MS 36 Education No
Human Resource Management MS 42 Government and Public Administration Yes
Human Resource Development MS 42 " Yes

Comments: The first two programs represent the traditional MBA and MS from the School of Business, with
business/management emphasis and some courses in the development function. The third program, Training and Career
Development, represents the traditional programs in HR development from the School of Education. The last two

programs represent more modern concepts of HR management and development.

Information obtained from: The American Umversity, 1984-85 Catalog.
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APPENDIX D
CONCEPTUAL REVIEW OF PROGRAMS BY UNIVERSITY

UNIVERSITY: American Unjversity

COMMON
PROGRAM DEGREE CREDITS SCHOOL CORE
Human Resource Management M.S. 44 Government and Public Administration Yes
Human Resource Development M.S. 44 " Yes
Personnel and Industrial Relations M.B.A. 60 Business No
Training and Career Development M.S. 36 Education No

Comments: The first two programs represent two majors from the program Human Resources. The HRM major

emphasizes the application of applied behavioral science to the effective management of people, while the HRD
emphasizes training and executive development, organizational research and consultation, career development,
affirmative action and the management of the HRD function. Both programs have the same core courses.

The Personnel and Industrial Relations program represents the traditional MBA program in Industrial Relations or
Personnel Administration.

The Training and Career Development program covers the development function of HR. This program is simlar to the

HRD program mentioned above,

Information obtained from: The American University, 1984-1985 Catalog.
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APPENDIX D
CONCEPTUAL REVIEW OF PROGRAMS BY UNIVERSITY

UNIVERSITY: New School For Social research

COMMON
PROGRAM DEGREE CREDITS SCHOOL CORL
Human Resources Management and Development M.A. 48-60 Management and Urban Professions Yes

Human Resources General Management
Compensation Management
Organization Development

HR Planning, Staffing, and Recruitment

Training and Development

Comments: The Human Resource Management and Development program includes five concentration programs.

Additionaly the Umversity offers one master's program in HRM and Development in the Public/Not-for-Profit-Sector
and two certificates in Labor Relations and Occupatiocnal Gerontology. Which all these programs, the University
covers most of the areas in the HR Field. There are 42 required credits for entry students and 30 credits for mid
career students, which represents the basic common knowledge for all the programs. This is the most comprehensive
approach to the study of the HR function. It has been designed to enable students, first, to gain an understanding of
the different components of human resource management and, second, to master the skills of human resource
development. Both dimensions rest on a core of basic management courses-—an overall structure that provides students
with the in-depth preparation needed to assume managerial and executive responsibility in human resources in a

broad range of organizational settings.

Information obtained from: New School for Social Research, Management and Urban Professions, 1984-1985.
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APPENDIX D

CONCEPTUAL REVIEW OF PROGRAMS BY UNIVERSITY

UNIVERSITY: George Williams College

COMMON
PROGRAM DEGREE CREDITS SCHOOL CORE
Management/Organizational behavior MBA/MS (QH) 88  Management and Organizational Behavior Yes
Institutional Management MBS/MS (QH) 88 Yes
Human Resource Development MBA/MS (QH)83 Yes
Orgamzational Development MBA/MS (QH) 88 " Yes

Comments: With a common business/management base, these four programs represent a coordinated effort to cover
most of the activities of the HR function. The core courses of management and research are similar in all four

programs. Each program has a specific professional education objective: Management/Organizational Behavior is most

appropriate for students preparing for management positions; Institutional Management is recommended for students

preparing for administration in health care, social services community organizations; Human Resource Development is

for students preparing for working Personnel Management; and Organizational Development is recommended for

students preparing for roles as internal or external consultants.

Information obtained from: George Williams College, Graduate School of Management and Organization Behavior

Bulletin.
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APPENDIX D
CONCEPTUAL REVIEW OF PROGRAMS BY UNIVERSITY

UNIVERSITY: Marymount College of Virginia

COMMON
PROGRAM DEGREE CREDITS SCHOOL CORE
HRD Generalist Emphasis MA 36 Graduate Studies Yes
HRM Business Emphasis MA 36 " Yes
HRM Education Emphasis MA 36 " Yes

Comments:

These programs represent three emphases on the Master of Arts of Human Resource Development. Six courses
represent the core courses required for the three programs, and they are basically courses related to the HR
development function. The Busmess emphasis requires six courses from business, while the Education emphasis requires
one course from business, two courses from education and three courses from psychology. This is the only identified
program which, building from the function of development, extends to cover for the management function through the

emphasis on business pr!lgram.

Information obtained from: Marymount College of Virginia, Graduate Studies Bulletin, Sept, 1983.
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