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HUMAN RESOURCE MANAGEMENT

SECTION 1--AN OVERVIEW

Program History

Human Resource Management is one of the vital functions performed in a business
organization, along with finance/accounting, marketing, and operations. Every business
organization produces a product or provides a service (its operation), attempts to sell it
(marketing), and keeps records of its transactions (finance/accounting. People are involved in all
of the foregoing activities, hence the necessity of dealing with people in many ways - acquiring
them (recruiting, selection, interviewing) motivating them, (compensation, benefits,
training/development, performance appraisal. ergonomics, teamwork, safety/health,
unions/collective bargaining), and retaining them (a number of the foregoing activities apply to
this area as well).

All of the foregoing must be conducted in accordance with the many laws dealing with
human resources, as well as the interpretations of those laws by the agencies established to
administer them and the decisions of the courts, including the Supreme Court of the United
States. They must also be conducted in a changing economic environment and a changing
composition of the workforce - diversity being only one aspect of the composition of the
workforce.

Human Resource Management is a dynamic field. An example of this is the expansion of
the definition of what constitutes a disability under the provisions of the Americans with
Disabilities Act. The daily newspapers, business periodicals, as well as general periodicals
(Newsweek, Time) continuously have articles dealing with some aspects of human resource
management. Recent articles in the Detroit News related to collective bargaining between the
UAW and General Motors including reference to compulsory drug testing and a second article
dealt with pensions. Examples of many other articles can be cited - indicating the relevance of
human resource management. But, that is not suprising while the use of technology is increasing,
human beings are still needed to work in organizations.

Because of the need to perform the functions referred to above (accounting/finance,
marketing, operations, human resource management), in all business organizations, regardless of
size or what is produced or the service provided, all colleges/schools of business have courses in
the foregoing areas. If large enough, the colleges/schools offer majors in the foregoing fields, as
well as other majors. Liberal Arts colleges have added departments of business. The courses they
usually have in their business departments, sometimes business/economics departments are in the
basic functional areas referred to above.

Ferris State University has offered courses in each of the basic functional areas for a long
time. However, it did not have majors in each of the fields until after 1967.



Turning Point - 1967

The year 1967 was a turning point for what was called the School of Commerce at the
then Ferris State College. It was during the 1967-68 academic year that a number of changes
were made. The School of Commerce was changed to School of Business, the Commerce
Department became the Management Department, prefixes were added to identify areas of study
for courses (such as finance) courses were added (such as Organizational Behavior), majors were
created (finance, production management, international business, insurance, and human resource
management), advisory committees were added and a discussion was begun concerning
establishing a core of business courses that would be required of all baccalaureate business
students, regardless of major.

Change - An On-Going Activity

When The Human Resource Management major was created, many good electives were
available in the College of Technology (Such as Safety and OSHA), the School of Education (for
assistance in training) and psychology. Some of these avenues have not worked out. When the
" new Training in Business/Industry Program was created, a discussion in the Academic Senate
resulted in agreement that some of the courses would be available to the Human Resource
Management majors. However, this cooperative venture did not develop.

Some of the newer course created within the College of Arts/Sciences are of value as
electives - Comm 301,Interviewing, Comm 370, Comm and Conflict: Socy 122, (Social
Problems), Socy 340, (Minority Groups) as well as others. As a result of the forgoing, we have
dropped our Mgmt 376, Selection and Evaluation course.

Previous Academic Program Review

As aresult of the last Academic Program Review of the Human Resource Management
Major (then called Personnel Management/Industrial Relations conducted eight years ago), the
following changes have been made. The course Mgmt 376 was added as indicated above, but
then due to the changes in Arts/Sciences offerings, the course was dropped. A one-credit hour
seminar course was added,
in which topics not covered or lightly covered in the major courses were covered. In order to
allow students more exposure to practical situations, the course was changed to a Cases, Issues,
trends class for 3 credit hours. Students are given an opportunity to make human resource
decisions (wages, benefits, training, quality, minority hiring etc.) within the constraint of a
changing budget. A simulation is now used in the class.

Due to the increasing involvement of American businesses overseas, another class was
added called International Human Resource Management. This class deals with human resource
management details in countries such as Japan, Germany, Russia, Singapore, France, Great
Britian, etc. This course has been approved as satisfying the Global Consciousness requirement.

Isys 105 was added as a requirement. This course focused on use of a P.C. One area that
has been researched is determining what human resource computer programs should be obtained
and taught to the students. No conclusion has yet been reached due to lack of available funds.



An area that comes up continuously is the lack of internship experiences for students. We
do not recommend that internships be made a requirement of the program. As the program exists,
students may use electives for internship experience and some have done this working for the
University and the local hospital. However, not many students have had experience in the field
when they graduate. A number of our new freshman students have inquired about internship.
Internship is an activity that is time consuming for the faculty member. In the past, the College
of Business had a full-time internship coordinator. This is no longer the situation. Internships are
worthwhile, but there are issues such as oversight, internship locations, cost etc. that must be
resolved.

Program Mission

The mission/purpose/goals for the human resource management program is stated in the
unit action plan. See Appendix A.

The mission of the programs is to: prepare students for positions in the Human Resource
Management field. This mission is accomplished by offering students a comprehensive
background in business and a variety of courses dealing with the functions involved in Human
Resource Management (for example, Selection, Compensation, Interviewing,
Training/Development, Collective Bargaining, Labor Law, and Health Insurance).

Impact
Impact of the program can be shown by enrollment in the program.

Enrollment in the College of Business has dropped precipitously, from 4385 in 1991 to
2360 in fall of 1998. It would be expected that enrollment in the various majors (programs)
offered in the various Departments in the College of Business would also show decline, and
many of them do. In the Management Department where the Human Resource Management
major is offered, enrollment dropped from 1433 in 1991 to 747 in fall 1998. Considering only
on-campus enrollment, Business Administration majors went from 625 in 1991 to 196 in fall
1998, the Operations Management (production/Operations management) went from 42 in 1991
to 3 in fall 1998, Management went from 260 in 1991 to 69 in fall 1998; other examples could be
given of the decline in other Management Department programs as well as programs offered in
other Departments in the College of Business.

Enrollment in the Human Resource Management major also declined, from 40 in 1991 to
23 in 1994, following the pattern of enrollment for most of the programs offered in the College
of Business. However while other programs continued to decline, enrollment in the Human
Resource Management major increased to an enrollment of 61 in fall 1998. The HRM major now
has the third highest number of Baccalaureate Majors in the Department, after Business
Administration with 196 and Management with 69. Part of this enrollment is due to a number of
Bostwanian students who selected Human Resource Management as their major fall 1998. We
have had a number of foreign students in the past, including several from Botswana, and
apparently they have been satisfied with the degree.



Over the years, enrollment in the basic Human Resource Management class has changed
(MGMT 373). The course was required by a number of programs in other Schools/Colleges as
Criminal Justice, Nursing, Hospital Administration. However, these programs have created their
own human resource management courses. When these programs proposed courses in human
resource management we suggested resources could be more effectively utilized by continuing to
take the basic Human Resource Management course and the programs could then offer an
applied course in their own area. This was not done. Changing from quarters to semesters along
with the decrease in credit hours required for graduation, (120 semesters converts into 180
quarter hours, but 200 quarter hours were required for graduation, changing from quarters to
semesters effectively reduced the hours and courses required), along with the expansion of
courses in the conversion (3 semesters converts into 4 1/2 quarter hours and courses were only 4
quarter hours) led to programs dropping our basic course. Collective Bargaining and
Wage/Salary Administration were popular courses taken by students outside the School/College
of Business. They were also quite popular electives for students majoring in Business
Administration and Management. Because of the foregoing changes (from quarters to semesters)
enrollment in them has declined.

Of the 61 students who indicated human resource management as their major in fall
1998, 20 were foreign students. The number of females in the program is most likely in excess
of 40.

The above reflects the importance of the Human Resource Management major to the
Management Department and the College of Business. It is also important to the University
because it serves to prepare students for performing important human resource management
functions for the many organizations (business and non-business) in the State of Michigan, as
well as the nation.

The Michigan Employment Security Agency in their Outlook, Michigan 2005
publication, forecasts 520 openings annually in the human resource field. They categorize these
openings to be "faster than average" with salaries between $22,500 to $82,600. The number of
projected openings is about the same as the projection made in their report for the years through
1995, the information used for our previous academic review (8 years ago). The foregoing
shows that the program does prepare for the needs of the State. Indirectly the program also
provides students with the background to be employed in various types of management positions.
The recent survey returns from alumni, as well as the results from our previous review, show this

to be true.

According to the 1998-1999 Occupational Outlook Handbook published by the federal
Bureau of Labor Statistics, "human resource specialists and managers held about 544,000 jobs
in 1996. They were employed in virtually every industry. Specialists accounted for 3 out of 5
positions, managers, 2 out of 5. About 15,000 specialists were self-employed, working as
consultants to public and private employers.

"The private sector accounted for about 86% of salaried jobs. Among these salaried jobs,
service industries--including business, health, social, management, and educational services--
accounted for 4 out of 10 jobs, labor organizations, the largest employer among specific
industries, accounted for 1 out of 10. Manufacturing industries accounted for 2 out of 10 jobs,
while finance, insurance, and real estate accounted for about 1 out of 10.



"Federal, State, and local governments, employed 14 percent of salaried human resources
specialists and managers, They handled the recruitment, interviewing, job classification, training,
salary administration, benefits, employees relations, and related matters of the Nation's public
employees.

Regarding future job outlook, the same source indicated: "the job market for human
resources specialists and managers is likely to remain competitive through 2006, despite large
numbers of annual jobs openings that will stem from the need to replace workers who transfer to
other jobs, retire, or stop working for other reasons coupled with projected average employment
growth.

"New jobs will stem from increasing efforts throughout industry to recruit and retain
quality employees; employers are expected to devote greater resources to job-specific training
programs in response to the increasing complexity of many jobs, the aging of the work force, and
technological advances that can leave employees with obsolete skills. In addition, legislation and
court rulings setting standards in occupational safety and health, equal employment opportunity
of labor relations staff, including arbitrators and mediators, should grow as firms become more
involved with labor relations, and attempt to resolve potentially costly labor-management
disputes out of court. Additional job growth may stem from increasing demand for specialists in
international human resources management and human resources information systems.

"Demand for human resources specialists and managers is also governed by the staffing
needs of the firms for which they work. A rapidly expanding business s likely to hire additional
human resources workers--either as permanent employees or consultants--while a business that
has experienced a merger or a reduction in its work force will require fewer human resources
workers, Also, as human resources management becomes increasingly important to the success
of an organization, some small and medium size businesses that do not have a human resources
department may assign employees various human resources duties together with other unrelated
responsibilities. In any particular firm, the size and the job duties of the human resources staff
are determined by a variety of factors, including the firms organizational philosophy and goals,
the skills of its work force, the pace of technological change, government regulations, collective
bargaining agreements, standards of professional practice, and labor market condition.

"Job growth could be limited by the widespread use of computerized human resources
information systems that make workers productive. Similar to other workers, employment of
human resources specialists and managers, particularly in larger firms, may be adversely affected
by corporate downsizing and restructuring.

"According to a salary survey conducted by the National Association of Colleges and
Employers, bachelors degree candidates majoring in human resources, including labor relations,
received starting offers averaging $25,300 a year in 1996.

"According to a 1996 survey of compensation in the human resource field, conducted by
Abbott, Langer, and Associates of Crete, Illinois, the median total cash compensation for
personnel and labor relations occupations were:



Personnel & Labor Relations Occupations Compensation
Industrial Relations Directors $106,100
Divisional Human Resources Directors $91,300
Compensation and Benefits Directors $90,500
Employee/Community Relations Directors $87,500
Training and Organizational Directors $86,600
Benefits Directors $80,500
Plant/Location Human Resource Managers $64,400
Recruitment and Interviewing Managers $63,800
Compensation Supervisors $53,400
Training Generalists $49,900
Employment Interviewing Supervisors $42,800
Safety Specialists $42,500
Job Evaluation Specialist $39,600
Employee Assistance/Employee Counseling Specialists $39,000
Human Resources Information Systems Specialists $38,500
Benefits Specialists $38,300
E.E.O/Affirmative Action Specialists $£38,200
Training Material Development Specialists $37,200
Employee Services/Employee Recreation Specialists $35,000

The foregoing shows that human resource management is an important aspect of any
organization--profit making and non-profit making. Every organization produces a product or
provides a service, it attempts to get its product/service to customers (marketing), it keeps track
of various forms of data (accounting, finance, computer information systems), and employees are
involved in all of the foregoing activities. Organizations need competent, motivated individuals
to be efficient and competitive--to use resources effectively. As indicated in the list above,
human resources management performs many functions to enable organizations to pursue their
goals of efficiency and competitiveness.

Human Resources management does have a positive impact on the College of Business
because it provides an education in the common activities performed by organizations
(operations, marketing, accounting/finance, and human resource management). It impacts the
University, providing a source of individuals who are trained to assume duties that are needed by
organizations. It impacts the State and the nation by being a source of individuals needed to
perform the type of activities that all organizations need - profit, non-profit.

Expectations

1. Because of the demand by both profit and non-profit organizations, there is expected to be a
continuing need for individuals possessing human resource management knowledge and
skills.

2. Because of the present and increasing globalization of business, and the failure rate of
American managers overseas, there will be an increasing emphasis upon international
(global) human resource management.
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10.

11.

Because of the importance/relevance of human resource management, there will be an
increasing number of the top-level human resource managers (Vice-president, director)
sitting in on policy decisions made by the Board of Directors.

Because all managers are involved to some extent in human resource management functions,
there will be a continuing need for managers to have some knowledge of human resource
management as they must also have in accounting/finance, marketing, and
production/operations. (The response from a human resource major, who is a retail store
manager, is revealing. It is only one response but is indicative of the relevance to managers
of at least the introductory human resource management course. This alumnus indicated the
following areas of responsibility: human resource planning, selection, training/development,
performance appraisal, compensation, safety/health, guidance administration, recruiting,
interviewing, and analysis. When asked what courses have been helpful in pursuit of your
career, in this case retail store manager, the following courses were considered extremely
helpful: human resource management, wage/salary/administration, cases/issues/trends, labor
law/legislature, labor economics, organization, behavior, principles of economics, and
statistics. Courses considered very helpful were; collective bargaining, selection/evaluation,
financial management, management tutorials, business writing, and business strategy/policy.
The field will continue to become more complex, if only due to the changing interpretations
of existing laws.

Because of the increasing complexity, more firms will most likely outsource some of their
human resource activities, perhaps recruiting and benefits. It is anticipated that this will not
decrease demand for human resource specialists because they will be needed in the firms to
which the activity has been outsourced (we have a number of graduates who have jobs with
recruiting firms). Someone in the home firm must also have an understanding of the
functions so that the activity of the firm to which the activity has been outsourced can be
monitored. It is also anticipated that outsourcing will not reduce the need for all managers to
have some background in human resource management because they are, and will continue
to be, directly involved in human resource activities, as interviewing, discipline,
compensation, performance appraisal, training, and development, technology, safety/health,
as well ass other human resource activities.

The increasing use of technology in human resource management through purchased
programs, or of internally developed programs.

Diversity issues will continue to present challenges.

Because of the structure of the human resource management program, majors will continue
to be qualified for general management positions as well as human resource management
positions.

Because of the nature of the position, the human resource manager will continue to need to
be qualified in general management skills (marketing, production/operations,
accounting/finance, technology), in human resource management skills (recruiting, selection,
training/development, job evaluation, compensation/benefits, safety/health discipline, labor
relations, performance appraisal, employment law etc.), relationship skills (communication,
dispute resolution), problem solving, and many other skills. The latter skills may be more
important for the human resource manager than managers in the more quantifiable areas.
Based upon the last few graduating classes, while we not do have any responses to our
survey instrument to verify this trend, there appears to be more students obtaining positions
directly in some phase of human resource management without prior job experience.



12. While companies may acquire similar technology, we expect the literature to continue to

remind us that the competitive edge of a company is through its work force, the human
beings in the organization - the area of human resource management.

Plans for improvement

1.

To continue to monitor the field of human resource management to determine what changes
are needed in the program. The international human resource management course was added
as a result of many companies operating overseas. The simulation exercise was added to the
cases, issues, trends class to provide hands-on experience in decision making under the
structure of a changing budget, both a result of monitoring.

To again consider how to incorporate the computer technology into our program. Several
years ago, a study was made to determine what canned programs were available. Resource
limitations caused this study to be discontinued. But, based upon the comments of our alumni
and advisory committee, this area will be reconsidered. Many years ago, we desired to add
ISYS 105 to our major, but could not do so because of resource limitations. As enrollment in
the CIS program declined, faculty became available so we were available to make ISYS 105
part of the major in the past 4/5 years. Responses from the alumni indicate they use daily the
content of ISYS 105. We should consider the value of ISYS 200, Database Design and
implementation as well as specific canned programs. Again, the resources may limit what we
are able to do.

We will revisit the internship question. We had a full-time internship coordinator for the
College of Business, but this was a position that was eliminated. Internships have been
available, but students have declined the opportunities, partly due to the need to spend time
off campus and not getting a great deal of credit for the internship. The ideal position is one
that is near so that students can take other classes. Some students have interned with the
College and the hospital. A number of our Bostwanian students have expressed a strong
desire to have an internship experience. There are issues, but we will investigate the matter
again. We should encourage and support internships for students.

To continue to upgrade the international human resource management course. This course
was approved as satisfying the global consciousness requirement. We should acquire videos
of the human resource practices in different countries (we have several) as well as a video
which would present a concise summary of the culture of the countries whose human
resources management system is to be studied.

Seek out practitioners to speak to students in the major classes. While it is done now, we
should be sure this is done for all major classes. At least, where feasible.

To investigate the possibility of taking courses in the Industry Training program. We had a
listing of courses in the College of Education as electives to provide better support for
students who specifically were interested in Training/Development. However because of
perquisites, students were not able to take advantage of these courses. When the Industry
Training program was debated in the Senate, the presenters assured the Senate that courses
would be available to the Human Resource Management majors. In practice, that was not so.
Training and Development is one of the many activities of a human resources manager, so
anything that could improve his/her background will be pursued.

To investigate the possibility of taking one or more of the safety oriented courses offered in
the College of Allied Health. Courses such as IEHM - Industrial Safety Option and several
courses in OSHA were previously offered. Many of our students took them. With curriculum



changes in the College of Allied Health, the opportunity for taking courses in this area has
been changed. However, many alumni indicated they were involved in safety so we should
investigate the possibility of again taking courses in this area. We should also determine the
desirability/suitability of the environmental courses in the school of Allied Health.

8. While it is important for all college graduates, the ability to communicate is perhaps more
important to the human resource manager due to the nature of the job, we should be sure to
give the students many opportunities to communicate in both oral/written forms.

9. The Cases, Issues, Trends class is a capstone course. It is important that trends/newer issues
be discussed, that the cases be relevant, that students be given an opportunity to
present/analyze/discuss and decide upon actions to be taken. As several members of our
advisory committee indicated at the March meeting, it is important for students to be given
an opportunity to discuss and decide what should be done about various cases.

10. We need to do a better job of reviewing course content and experience with our students. It
was a disappointment to have students in house interviewing for positions last year come
back and say they did not know anything about benefits and that they had no course dealing
with benefits. Actually, benefits are covered differently in three different courses - the basic
Human Resource Management course, in Collective Bargaining, and in Wage/Salary
Administration. In this regard, we should emphasize the desirability of students keeping
their texts. It would be worthwhile to keep at least the basic text to look at before applying
for a job and also to be used for the Cases/Issues/trends class.

11. Enhance students knowledge in the resources available on the web.

12. Renew efforts for a minor and certificate in Human Resource Management. Several years
ago, both were proposed along with changes in the major. The entire proposal was approved
by the department faculty. However, the College of Business curriculum committee only
approved the changes in the major. Apparently, the Management Department chair, who was
on the College wide committee, spoke against the minor, holding up passage. The minor
would be good for on-campus students and the certificate for off-campus students.

SECTION 2--DATA/ANAYSIS

Senior Survey

It was considered desirable to obtain the reaction of the senior students to the program.
They had nearly completed their requirements and it was thought their experience was fresh in
their minds. A survey instrument was prepared and given to the seniors in the Collective
Bargaining and Cases/Issues/Trends class. The same was done the next semester in the
Wage/Salary Administration class and the International Human Resource Management class. See
Appendix B for a copy of the form used.

During the fall 1998 and winter 1999 semesters, 7 students graduated from the program.
Two of the 7 were in none of the above classes. Of the 5 who were in the above-mentioned
classes, we have results from 4 of them. The following is based on the results from these 4.

The students were asked to rate their preparation in a number of areas. These
areas and their responses follow:



Skills

Excellent

Good

Average

Below Average

Computer Skills

2

Verbal Comm. Skills

Writing Skills

1

Interpersonal Skills

Decision-Making Skills

Analyzing skills

p—lN)—lb—lp—d

Leadership Skills

Scientific Understanding

Cultural Enrichment

Social Awareness

Quantitative Skills

Global Awareness

Accounting

== DI = = DI I DI WO D) W N W —

Finance

Marketing

Management

N

Law

Statistics

Students were asked
how well do you believe
your program prepared
you a for a position in
the Field

W N =] DI D] | D] N B W D] =

Students were also asked about other features of the program:

Instructional Services: | Excellent | Good | Average | Below Average
Computer Services 1 1 2

Library Resources 1 1 2

Tutoring Services 21 2 1

The Instructors Excellent | Good | Average | Below Average
Knew Subject Matter 1 3

Available to Students 2 2

Text Used Excellent | Good | Average | Below Average
Readable 1 2 1

Current 1 2 1

Courses in the Program 2 1 1

are Available

Conveniently Scheduled 1 1 2

Instructional Services Excellent | Good | Average | Below Average
Classrooms Used 2 2

Students were asked if they belonged to any professional organization(s), and

which one(s). Three replied they were members of SHRM (Society for Human Resource
Management) with one also being a member of ACA (American Compensation Association).
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The seniors were also asked if they kept up with the field by reading periodicals.
Three replied that they did and mentioned the Human Resource Magazine, a periodical that
comes with their SHRM membership. One also mentioned HR News and Recruiter,

When asked about the strengths of the program, the students replied as follows: strong
coverage of the HRM area, overall knowledge good, good reputation, open discussions, good
explanations, good management classes, Cases/issues/trends a good class, excellent teachers,
current information.

When asked about the program weaknesses, students replied as follows: benefits not
covered at all’had to use own initiative to learn about 401 (k), old information/difficult to keep
up with changes, classes can be too broad/too general.

When asked for suggestions for improving the program, the students replied as follows:
survey other University programs/attempt to emulate them, need a class on interviewing/testing,
a benefits class should be required for HRM majors, cover benefits more thoroughly, some
repetition of content/could be deleted in favor of other material, develop avenues within the
major.

Analysis. We missed two students because, somehow or other, they were not required to
take the International Human Resource Management class.

There are some limitations in asking seniors, who have not experienced the job market,
questions about the program, for example “how well did the program prepare you for a job in the
field?” Students have had benefits in three different classes, each class approaching the area
differently. Yet several of the seniors indicated that they did not have anything in benefits.
However, their feeling would indicate that this topic should be emphasized in various classes.
Benefits made a big impact on several students because they were asked about them when they
were interviewing for positions in human resource management.

Overall, the survey of graduating seniors indicated that the program is doing its job, but
there are a few areas that need improvement: computer skills and leadership skills. For nearly all
categories, the students rate their experiences in various areas as giving excellent/good results.
They have a strong positive feeling for their program and reflect their understanding in the need
to keep abreast of changes in the field by reading professional journals and being a member of a
professional organization.

On-campus Student Survey

Surveys were mailed to students majoring in the program. They were mailed about three
weeks before the end of the winter 1999 semester. The mailing did not include the graduating
seniors, since we had obtained information from them. See above. The form sent to these

students is in Appendix C.
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It is difficult to survey all levels of students since some have had more educational
coursework than others. For instance, juniors have had more educational experiences than
sophomores and first-year students. Sophomores have more experience than the first-year
students. However, we attempted to separate the responses by having all students complete what
we considered a general part of the survey (computer skills interpersonal skills, scientific
understanding, etc.) Then we asked the juniors and non-graduating seniors to complete another
portion of the survey which would be reflective of the specific major-orientated part of the
major. The first-year students and sophomores would not have taken courses in the major. We
then separated results by class.

We had a low-participation rate in the survey. Fifty-four surveys were mailed and we
received 9 back for a 17% response. We received 2 from the first-year students, 3 from second
year students, and 4 from the juniors. If we consider the graduating senior survey, we received a
response from 13 out of 61 for a 21% response. If we subtract the 2 graduating seniors who did
not receive a survey form, then we have a response from 13 out of 59, a 22% response.

When the two first-year students were asked why they came to Ferris they replied: “it
offered the course I wanted, and that it was recommended.”

When they were asked why they selected the Human Resource Management major, the
replied: “I like working with people, it is a diverse field.”

When asked to date, what course taken was most relevant to the Human Resource
program, they replied: “ sociology, psychology, communications.”

When asked which course(s) were most irrelevant to the program, they relied: “Eng. 150,
University 105”. (Many of the Bostwanian students did not like to take the University courses).

When asked about their preparation in areas as computer skills, verbal communication
skills, writing skills, interpersonal skills, decision-making skills, analyzing skills, leadership
skills, one selected good or excellent in all categories except for leadership skill which was
considered average. The other selected poor on all categories except for computer skills (below
average) and writing skills (average).

When asked about scientific understanding, cultural enrichment, social awareness,
quantitative skills, and global awareness, the same result occurred. One indicated below average
on every category, the other selected average for every category.

When asked about accounting, finance, marketing, management, law, and statistics, the
expected result occurs. They have not had any courses in these areas. One student did not
respond to any of the categories, the other indicated poor on all of the categories.

Regarding computer services, library resources, and tutoring services, one selected good
for all categories, the other selected average on all except for tutoring services (poor).

The above results are expected of students who have had little college experience.
Eighteen Bostwanian students started the program fall 1998. While not many of them responded
to the survey, they gave their unsolicited opinion when they came in for program advice. Their

12



common concerns were, when would they be able to take courses in the major, why did they
have to take University courses, will they be able to have an internship experience.

When the three sophomore students were asked why they came to Ferris: they replied
“because I heard it was a good school, it offered the program that I want, it is close to home.”

When they were asked why they selected the HR program, they replied: “I like working
with people (all three).

When asked of all the courses taken to date, which do you perceive as most relevant to
the program, they replied: "management courses, psychology, sociology, Spanish, not yet in my
major."

When asked about the courses taken, to date, which they consider least relevant to the
program, they replied: "English, humanities, French, history, sociology, some electives."

When asked about computer skills, verbal skills, writing skills, interpersonal skills,
decision-making skills, analyzing skills, and leadership skills, the ratings given were either good
or excellent in all categories.

When asked about scientific understanding, cultural enrichment, social awareness,
quantitative skills, and global awareness, except for scientific understanding (2 selected average),
and for global awareness (2 selected average), all the ratings were excellent, with scientific
understanding and cultural enrichment being rated excellent by one student.

When asked about content area, the students gave the following responses:

Area of Study Excellent | Good | Average | Below Poor
Average

Accounting 1 1 1

Finance | 1

Marketing 2 1

Management 1 1 1

Law 2 1

Statistics 1 2

When asked about instructional services, they replied as follows:

Area of Study Excellent | Good | Average | Below | Poor
Average

Computer Services 1 1 1

Library Resources 1 1

Tutoring Services 1 1 1

Three is not a large number on which to base hard-rock conclusions but the results do
show that for these students, they see to be well prepared in fundamentals as computer skills, etc,
that they feel adequately competent to more than that for the general education categories of
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scientific understanding, etc. When it comes to specific business areas, their responses are
mixed. This may be due to their not having many of the courses. They may have had accounting,
law, and a beginning management course, but most likely not the others.

The junior level students will have taken a substantial number of courses in the business

area and some of the courses in the major.

When these students were asked why they came to Ferris, they replied: “my boyfriend
got accepted into the pharmacy program, Deans scholarship recipient, I came first for a different

degree.”

When asked why they had selected human resource management for their major, they
replied: “I think there is a lot of opportunity in the field, sounded like something interesting,
would enjoy working in it, something interesting, to see if employer is taking advantage of
employees, to make a difference, I work in HR in the Big Rapids Public schools and like the

work.”

When asked about the relevance of courses taken date to the program, they replied “the
basic Human Resource Management course (3) and Wage/Salary Administration.”

When asked about those perceived as lest relevant to the program, they replied, “haven’t
taken my major course yet, but a lot of courses seem to be the same, Mgmt 301/Mgmt 302.”

When asked how well they believe they were prepared in a number of areas, they replied

as follows:

Course

Excellent

Good

Average

Below
Average

Poor

Other Comments

Computer Skills

Verbal Comm. Skills

Writing Skills

fam—y

Interpersonal Skills

Decision-Making Skills

et | i ] i | et

=W NN

Analyzing Skills

Leadership Skills

Scientific Understanding

Cultural Enrichment

Social Awareness

.—A.—&N.—n

Quantitative Skills

Global Awareness
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Accounting

Finance

I haven't had class

Marketing
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I haven't had class

Management

Law
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Statistics

.—a.—a;—a.—.[\);_a

I haven't had class

Computer Services
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Library Resources

Tutoring Services
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Only one responded to the questions of membership in a professional organization: that
being SHRM.

When asked how well do you believe your program prepared you for a position in the
field, three responded: “average”. The fourth student responded: “not far enough into the
program.”

When asked about the instructors, one student indicated they could not respond because
they were not far enough into the program. The other three responded "good", for knowing
subject matter and for being available for students.

When asked about the text used, 1 responded good and 2 responded average for
readability; and for the currency of the text, 2 responded good and 1 for average.

When asked to rate the courses in the program, 3 indicated good and 1 indicated average
for both courses being available and convenience of scheduling.

When asked to rate the instructional facilities, 2 selected excellent and 2 selected good.

When asked about the strengths of the major, the students responded as follows:
"knowledgeable instructors, variety of courses, instructors have worked in their field and give
real-life examples."

When asked about the weaknesses, the students replied "classes are all alike, needs class
with hands-on training/role playing, not offering certain classes all of the time, lack of internship,
it is really important in getting a job."

When asked for suggestions for improving the program, the students replied: "require
internships for hands-on experience, offer classes more frequently, perhaps offer evening classes
for those working, improve on internships."

Four is not a large enough number on which to draw any definitive conclusions, but the
responses do show that students feel fairly qualified in computer skills, verbal skills, writing
skills, impersonal skills, decision-making skills, analyzing skills, and leadership skills.

They also feel fairly well qualified in scientific understanding, cultural enrichment, social
awareness, quantitative skills, and global awareness.

For business majors it is somewhat surprising that the students do not feel as well
qualified in the basic business areas. They feel good about the management area, but do not
about accounting and finance. One student felt poorly prepared in all of the basic areas of
accounting, finance, marketing, management, law and statistics.

It is interesting to compare the responses of the graduating seniors with the juniors to the
question as to how well they feel the program has prepared them for a position in the filed. One
senior replied excellent and three replied good. One junior felt unqualified to respond because
he/she was not far enough into the program, the other replied, average. It does appear, based on
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limited data, that as students really get further into their program (juniors still have a number of
courses to take in the major), their feeling of competency increases. As it should.

One of the comments regarding weakness of the program was that "the classes are alike."
Unfortunately, there were no other comments. A number of comments have been made about the
overlap in Mgmt 301 and Mgmt 302, Administrative Principles and Organizational Behavior
respectively. At this point, the juniors have most likely had Organizational Behavior, Human
Resource Management, and possibly Collective Bargaining and Wage/Salary Administration.
The content of thee courses has minimal overlap.

Several students did mention that internship should be part of the major. Students have
the option now of using internship as one of their electives. We did have a full-time internship
coordinator who had human resource management stations available, but students did not choose
to take them. We do not have that coordinator position anymore. Internship is now a part of the
program through the use of electives. We should emphasize this more.

Faculty Survey

Fifty surveys were distributed to faculty with 30 returns, a 60% rate. Attached to the
survey was a sheet containing the complete program requirements. See Appendix D for a copy
of the survey instrument.

Not all College of Business faculty were included in the survey. It was felt that faculty in
some programs as Visual Communications would not be familiar with the program and the new
Economics faculty recently moved to the College of Business would also not be familiar with the
program. These were among the faculty not receiving a survey instrument.

Surveys were received from 10 Acct/CIS, 6 Mktg, 11 Mgmt, and 3 faculty members who did not
indicate their Department affiliation.

When asked to comment on how valuable they perceive the HRM program to be to the
Management Department and the College of Business, all but 2 faculty had positive comments to
make. These comments included the following: valuable, very important, part of our “menu”,
valuable, all companies have human resource departments, valuable component, good/solid
program—most colleges of business have them, provides a solid curriculum for those not
wanting business administration, valuable program meeting needs, a strong alternative to non-
specific business administration program. Of the two with non-positive comments, one
commented “unknown” and the other commented, "it is not needed”.

When asked of their perception of students majoring in HRM, 8 faculty commented
“unknown”, one commented “invisible”, the others commented: positive, concerned with
people, most are dedicated to their career choice (from MGMT 499), good students, same as
others, average, usually above average, good, limited but favorable impression, unaware of
student majors in my classes, average/above average, very good-people oriented, usually fairly
good, limited exposure but above average and more serious students, average, above average.
Two faculty commented: usually fairly good—confused on career path, need additional
communication skills.
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When asked what additional staff, technology, or resources are needed to improve the
HRM program, five faculty replied “none”, 3 did not respond, 2 replied don’t know, and the
others responded: more staff, at a lunch with two grads and they indicated the use of the
internet and application programs, teaching staff can determine this, more in class technology,
professors in the program will push for improvement, racial addition to teach diversified
students, publicity, new HR faculty, more current faculty, BUSN 209, as all programs—need
more resources, computer implementation, don’t know but as in marketing —computers,
computers, computers, money for case studies, software specific to HR management, appropriate
hardware in the classroom, computer HR applications.

When asked about their general perception of the courses required for the HR major, 1
did not respond, 2 indicated OK, 2 indicated adequate, 1 commented too much emphasis upon
unions, 1 commented no need for collective bargaining since the union membership decline, and
I responded too many HRM courses in the major/ reduce social awareness to 9 cr. hours. The
remaining 23 commented: good selection of courses, well-rounded, appropriate for the market,
social concerns, seems complete, most are practical, worthwhile well-thought out blend of
courses, seems to cover all that human resources would be concerned with, well rounded—very
good 30 hours, any coverage of outsourcing, benefits seems missing, needs upgrading to stay
abreast of marketplace, demanding/solid/appropriate, good-electives make it better,
offers necessary information in the field and when electives are added it offers solid exposure to
the field.

When asked if they considered the HRM faculty to be responsive to communications and
suggestions concerning the HRM program, two were blank, three responded unknown, one
replied I will have to wait and see since I just made a suggestion, the other faculty responded:
yes (repeated many times), absolutely, I assume so, very much so. no reason to doubt, from what
I know-yes, basically-yes.

When asked to provide suggestions as to how the HRM program could be improved, 2
faculty made no response, 2 responded that they did not know, and 3 commented that they were
not familiar enough with the area to respond. One faculty member commented that the program
should be dropped because no one ever comes to FSU to recruit HRM majors. The remaining
faculty responded: program is doing well, include internships, requiring internships would give
an edge, teaching staff can determine this, involve the latest technical developments—e-mail,
teleconferencing, etc., more hands on technology, use of HR personnel at FSU, try to attract
some of our new leadership students, diversified faculty, a good program—publicize it more,
BUSN 209, plan for retirement of present faculty, not much needed—maybe internships,
focus on today’s environment, focus on what’s central, ongoing sensitivity to the field and
making changes and introducing innovations as needed, more business courses, does this
program have an advisory committee, computer applications, stay the course and do not make
sudden/thoughtless decisions, all COB programs can be improved by a better ISYS 202 course.

The faculty survey shows that, in all departments, the program in HRM is perceived to be
of value to the COB and the University. What could be added is “to the State and the country.”
As many commented, it is an important activity performed in all organizations. One comment
by a faculty member in the Management Department was that the program should be dropped
because no employer comes to FSU to recruit HRM majors. However, jobs are available in
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these areas and graduates of these programs find them. The past two years students have
attended the Job Fair held on campus and have interviewed with or set up interviews with
companies at the Job Fair.

Several comments related to what was considered an overemphasis on unions. Since
union membership has declined, there should be little emphasis on unions. Actually, not a great
deal of time is spent on unions. There are usually two chapters in all the basic HRM texts
dealing with union organizing and collective bargaining. There is a required Collective
Bargaining class and a required class in Labor Law and Legislation.

We do not feel there is an overemphasis on unions. While union membership has
declined in the private sector for a number of reasons, including a firmer resistance on the part of
employers, there has been an increase in union membership in the public sector. Employers
should know what can be done in case of a union organizing drive. The course Labor Law and
Legislation could be labeled Employment Law because it deals with more than the law regarding
the union organizing process.

There were a number of interesting comments related to improving the program. Many
comments related to internships and the use of computer technology. Through electives,
students may enter into an internship arrangement. The COB had a full-time internship
coordinator who had a number of internship stations in HRM but could not locate students
willing to take them. On the other hand, there were students desirous of an HRM internship
experience, but were unable to be placed in a station. We could emphasize work experience more
than we do now, but we need someone to handle this activity. Handling it as an elective seems
the best approach to take.

In terms of computer technology, we now require two computer courses, ISYS 105,
Microcomputer Applications and ISYS 202, Principles of Information Systems. It appears that
we should consider the addition of ISYS 200, Database Design and Implementation. Several
faculty commented on the desirability of adding Human Resource Information System
programs. Several years ago, the literature was researched for the type of HRM systems that
were used for the purpose of acquiring them and using them in the senior level seminar course
(now called Cases, Issues, and Trends). Lack of resources prevented us from obtaining these
types of programs. It appears a request for resources should again be made.

Alumni Survey

Two hundred and forty surveys were sent to alumni, covering the past twenty years.
This timeframe covered the alumni who were surveyed eight years ago. We wanted to see what
happened to those alumni who responded to that survey. However, few responded and a number
indicated they did not recall if they had responded. See appendix E for a copy of the survey
form.

Twenty-five responses were received, a 10% response. The survey was sent out June 20.
Probably not a very good time due to vacations, etc. Due to time pressures to complete the
report for the APRC, we did not send a follow-up letter as a reminder.

18



Of the twenty-five, four were from alumni who were not employed in human resources.
This small number supports the statement made that the curriculum prepares students for other
positions in business as well as in human resource management. As one of our alumni, who is a
retail manager, indicated, “I am involved in many human resource activities, as training, job
evaluation, etc.”

The responses will be separated. First, the results of the alumni not employed in human
resources will be presented. Then, the results from those employed in human resources.

Alumni In Non-Human Resource Management Positions

When asked about their present position, the four alumni responded: Network
Administrator, Director of Alumni Relations, Press-metal Fabrication Supervisor, AVP

International Banking.

They graduated in: 1979, 1982, 1997, and 1998.

Since they graduated, they held the following positions: Customer Service, Sales
Manager, PC Technician, Management Trainee, Traffic Manager, Housekeeping Manager,
Technical Support and Operation Analyst, Maintenance and Tool Room Supervisor, Education
Director, Continuing Education Manager.

They used the following methods of obtaining their first position: begged, interviewed
with a family friend, advertisement in the Pioneer, my brother knew someone, finally passed

typing test.

Asked to check off their areas of responsibility regarding the performance of human
resource activities, only the Press-metal Fabrication Supervisor responded: human resource
planning, selection, training/development, performance appraisal, safety/health, and

interviewing.

They responded as indicated in the following table to the question “which of the

following courses in HRM (PM/IR) helped in the pursuit of their career:

Title Extremely | Very Some Not Very | No Help
Helpful | Helpful Help Helpful At All
Human Resource Management 1 1 2
Wage/Salary Administration 1 3
Collective Bargaining 4
Cases/Issues/Trends in HRM 3
International Human Resource Mgmt 1 1
Selection and Evaluation 3 1
Labor Law/Legislation 1 1 1
Labor Economics 2
Organization Behavior 3
Production Operations Mgmt 1 1
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Title Extremely | Very Some Not Very | No Help
Helpful Helpful Help Helpful At All

Employee Benefits 1 1 1

Principles of Economics 1 2 1

Principles of Accounting 2 2

Financial Management 2 1 1

Management Fundamentals 2 2

Business Writing 3 1

Business/Strategy/Policy 1 1 2

Statistics 1 2 1

Sociology 2 1

Psychology 2 1

Information Systems 1 2 1

Microcomputer Applications 2 1

Marketing 1 2 1

Legal Environment 1 1 2

While the above indicates that all of the courses have been helpful to some extent, there
are some interesting points. Business writing, accounting, financial management, management
fundamentals, and organization behavior are among the courses that have been most helpful.
They are part of what is called the business core and the results of this survey indicate that they
should continue to be part of the core. The accounting and financial management courses are
demanding and students have some difficulty in them. Is interesting to note that these courses
were considered to be especially helpful.

When asked which of the courses in the above table were most helpful, they replied:
marketing, computers, legal environment, production/operations management, statistics, labor
law, management fundamentals, personnel management, accounting principles, computer
related. Apparently a variety of courses were most helpful.

When asked why they considered the courses listed in the above paragraph to be helpful,

they replied:

Use them daily, supervisory/leadership skills, training employees, coping with total team,
empowered environment, information systems was where I wanted to work, presented the
big picture/my focus was not narrow.

When asked which of the courses in the above table were not very helpful, they replied:
sociology/psychology were not well taught, I learned a bit of pertinent data from everything,
employee benefits, financial management, information systems, legal, policy, human relations

courses because I am not using them in my career.

When asked why the courses listed in the above paragraph were not very useful, not all
responded. One response was, "see the above", and another was “involved with implementation,
not creating/interpreting".
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When asked what subject areas should have been covered, they replied: more business
communication courses, more writing/speaking, more team-oriented run courses, decision-
making, problem solving, inspire others, interviewing, my computer skills were weak.

When asked why the responses in the above paragraph should be added, they responded:
soft skills are sometimes more important than the hard skills, manufacturing is going toward the
work-teams, new grads need these skills, these may have been added since but word processing
and spreadsheet at a minimum.

When asked about how well their education prepared them in various competencies and
skills, they replied as follows:

Competencies

Title Excellent | Good | Average | Below | Poor
Average
Communication Competence 2 1 1
Scientific Understanding 3 1
Cultural Enrichment 1 2 1
Social Awareness 2 1 1
Quantitative Skills 3 1
Leadership Skills 3 1
Skills |
Title Excellent | Good | Average | Below | Poor
Average
Computer 2 1 1
Verbal Communication 3 1
Writing 2 1 1
Interpersonal 1 3
Decision-Making 2 2
Analyzing 2 2
Leadership 3 1

When asked to comment on their responses to the above tables, they responded:
communication skills taught well, interpersonal/decision/making/quantitative skills only average
when compared to other schools, cultural enrichment needs improvement, more important to
success than the technical skills are interpersonal, communication, decision-making, etc. skills.

Nearly all the competencies and skills were rated average and above except for social
awareness, cultural enrichment, computer skills and leadership skills One alumni rated their
preparation in each of the foregoing as below average.

Two responded to the professional membership question: Industrial Trade Association of
Chicago, and the CASE/MAC organization.
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When asked why they belonged to the above-mentioned organizations, the two replied:
networking, educational, sales opportunities, current information in my profession.

When asked about the computer in their work, to what extent and for what purpose, they
replied: do all my own letters/e-mail/spreadsheets, daily, administrative company network, at
least 80% of my time communicating, planning, scheduling production, order completion/word
perfect/e-mail/power point/net.

When asked if they purchased programs or developed them, they replied: 2 mentioned
purchased, 1 replied both, and 1 replied for PC and network, 99% bought off the shelf.

If programs were purchased, they were asked which ones were purchased. They replied:
lotus, excel, windows 95, Microsoft office suite, CRISP, Word Perfect, televiser, MS office
2000, older version of lotus, Windows 97, excel, power point, forest and trees, CAD, Smart suite
versions 3x, 96, and 97.

When asked which computer programs were developed internally, they replied, a couple
of MS areas, data bases for training bad checks and lease management, KRonos, Speed, A Maps,
and Locator.

When asked about the competency students should have with the computer, they replied:
definitely good skills with popular applications as MS Excel and Word, Excel, Windows 97,
Powerpoint, Word perfect, spreadsheet, power point, data base.

When asked what they expected to be doing in the next five/ten years, they responded:
counseling “new to export” clients, managing a network for medium-sized company or non-
profit (govt.) organization, will be plant manager/superintendent of a major steel stamping or
fabricating plant in the U. S.. advanced work in fund raising/fund advising.

When asked if they responded to the survey conducted 9 years go, two said no, 1 did not
respond, and 1 said that they did not recall.

When given the opportunity to make any comments they desired to, they responded:
overall, I’ve always felt FSU gave me an excellent education—both my sons have gone there,
Ferris was a very good school but must keep step in updating its programs with today’s
manufacturing environment — team empowerment/teamn driven, like to see a Master’s program
covering administration/team management aspect which supervisors/personnel
administrators/plant managers and HR reps face today in dealing with work teams and leading
them in the next millennium.

Alumni in Human-Resource Management Positions
Twenty-one of the respondents had positions in human resource management. This

included one person employed as a retail store manager who was kept in this section because of
the extensive use of human resource management functions.
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When asked abut their present position, the alumni responded: Safety Coordinator,
Director of Human Resources (3), Human Resource Manager (3), Human Resource
Benefit/Recruiting Administrator, Account Manager, Human Resource Manager 12
years/Quality Manager 3 years, Safety/Human Resource Rep, Senior Human Resource Officer,
Human Resource Representative, Human Resource Vehicle Rep, Senior Human Resource
Manager, Recruiter, Vice-President of Employment Agency, Human Resource/Environment
Director, Human Resource Consultant, Benefit Manager, Retail Store Manager.

Their salaries ranged from $22,000 to $100,000. When bonuses are included, their
compensation ranged from $22,000 to $115,000. Using a $10,000 range, there was 1 in the
$20,000 range, 6 in the $30,000 area, 2 in the $40,000 range, 1 in the $50,000 category, 3 in the
$60,000 range, 1 in the $70,000 range, 3 in the $80,000 area, and 1 in the $100,000 area. When
bonuses are included there would be 2 in the $100,000 range. The salary question was obviously

optional and several alumni did not comment.

Their graduation dates ranged from 1980 to 1997. By classes, the responses received
were 1 from 1980, 1 in “ 81, 11in’83,4 in ’86,2 in ’88, 3 in’89,21in’90, 1 in °91, 1 in *92 (also
received a degree in ‘89—already noted), 1 in ’93, 1 in ’95, and 3 in 97.

When asked about the positions they have held since graduation, they responded:

Human Resource Recruiter
Human Resource Manager

Human Resource Director
Customer Assistant Representative
Recruiter

New Full Time Mother

Human Resource Administrator
Vice President

Safety-Training Coordinator

Human Resource Environment Director

Industry-Safety Coordinator
Human Resource Management (89)
Assistant Manager at Video Store
Training Implementation Manager
Human Resource Manager

Director Human Resource Management

Director of Recruitment
Human Resource Assistant

Regional Human Resource Administrator

Manager Human Resources
Human Resource Manager
Human Resource Associate
Waitress

Placement Specialist

Insurance-Workers Comp Representative

Company Safety Manager
Manager Human Resources

Human Resource Manager

Director of Human Resource

Human Resource Recruiter

Outplacement Consultant

Executive Recruiter

Contract Staffing Manager

Branch Sales Manager

Retail Management Position

Human Resource Development Coordinator
Placement Coordinator
Secretary/Administrative Assistant

Payroll Administration/Staffing Coordinator
Field Training Manager

Human Resource Manager

Director Labor Relations/

Administrative Counselor

Accounting Manager

Human Resources Representative

Director Student Life

Senior Human Resource Manager

Human Resource Representative

Sales Representative Vehicle Representative
Human Resource Consultant

Human Resource Manager

Safety Coordinator

Human Resource Representative

Recruiting Clerk
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Benefits Administrator Compensation Analyst

Company Benefits Analyst Benefits Administration

Director Human Resource Director

Manufacturing Positions Union & Non Union

Chairman of Human Resource Committee of Board of Directors, Non-profit Organization

When asked how they obtained their first position, they replied: newspaper ad (10) (one
mentioned that they had responded to a blind ad), Job Fair at FSU (2), FSU Placement Office (2),
made application after graduation, network, started in supervision and 2 years later was
promoted to HR Mgr, temporary services—position grew as the company grew, transfer from
another department, started as tool/die assistant-opening became available and I was offered the
position of safety/training coordinator. One commented that they had responded to newspaper
ads and had many, many interviews.

When asked what functions of Human Resource Management they had used in the
various positions they had held, they responded:

Human Resource Function Number of Responses
Human Resource Planning 16
Selection 18
Training/Development 18
Performance Appraisal 16
Compensation 14
Safety/Health 15
Grievance Administration 11
Unemployment Compensation 14
Recruiting 19
Interviewing 19
Testing 14
Job Analysis 14
Benefits/Benefits Administration 13
Collective Bargaining 08
Worker's Compensation 13

In addition to the above human resource activities, the following were mentioned:
strategic planning (2) ,payroll, plan parties for hourly employees, employee relations, HRIS
implementation, organization behavior, environmental operations (EPA, etc), financial
budgeting, staffing, termination, discipline, advertising. environmental/safety management.

When asked about specific duties regarding the above mentioned areas of responsibility,
they made the following comments:

Do safety, work comp for medium-sized trucking firm and running1200 random
drug/alcohol programs.

I am spending more time on safety than I thought I would.

Most important function of HR is to set a good example.

Support 198 quick service restaurants in 3-state area—heavy in complaint resolution,
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development, staffing, performance appraisal.
Worked in all areas—in my opinion the most important is people skills, communication.
In charge of safety for 100-employee plant, as well as work comp staffing, benefits.
Overall responsibility for all in question 5. (checked all but 2).
On team that provided upper management at Ford Motor opportunity to participate in
management lease program (planning, analyzing job performance).
Main emphasis is recruiting—phone interview, campus interview, face-to-face interview,
final interview, generalist activities.
As a store manager, I have become involved in many corporate activities—testing,
training, job evaluation, etc.
Responsible for hiring 50 production assistants and 10 management staff for new
business where I work.
Designed benefit programs, compliance programs, established HR Dept in non-profit

org., negotiated contracts, designed performance appraisal programs, and

prepared budgets for entire organization.
As a generalist, you will be expected to know all in question 5.

When asked to indicate to what extent the courses in their' Human Resource Management
major helped in their careers, they replied:

Courses Extremely | Very | Some Not No Not
Helpful | Helpful | Help Very Help | Offered
Helpful | At All
Human Resource Management 8 7 5
Wage/Salary Administration 4 5 8
Collective Bargaining 3 4 7 2
Cases/Issues/Trends 1 8 1 3
International HRM
Selection and Evaluation 1 3 10 2
Labor Law/Legislation 10 5 3 1
Organizational Behavior 10 6 3
Production/Operations Mgmt 4 4 4 3 2 1
Employee Benefits 3 4 6 1 2
Principles of Economics 2 4 10 3 1
Principles of Accounting 3 3 10 3
Financial Management 3 3 10 2 1
Management Fundamentals 7 4 4
Business Writing 8 5 4
Business Strategy/Policy 10 7 1
Statistics 3 2 11 2 2
Sociology 4 7 7 1
Psychology 11 6 4
Information Systems 5 8 5
Microcomputer Applications 5 8 3
Marketing 4 5 8 1 1
Legal Environment 5 5 5 2

25




When asked which of the above have been most helpful to you, they replied:
microcomputer/personnel mgmt/employee benefits/principles of mgmt/ psychology, collective
bargaining/labor law and legislation/organization behavior/ accounting, management
fundamentals/ business writing/ business policy and strategy/ psychology (realize more and more
the importance of people skills), labor law/business writing, labor law/human resource
management, personnel management/labor law and legislation/collective
bargaining/sociology/psychology/legal environment, labor law (use it all the time)/organization
behavior/accounting/ psychology, labor law/basic management, human resource
management/business policy and strategy, back in 85 and 86 not many/not enough hands on
work/all text, sociology/psychology, business policy and strategy, psychology/sociology, labor
law/wage and salary adm/business strategy and policy, legal/computer skills/psychology,
business writing/organization behavior, policy/microcomputer applications/human resource
seminar, wage and salary adm/ organization behavior, business law/human resource
management, personnel management/law classes/current issues, organizational behavior.

Some replies mentioned 3-4 courses, others mentioned 1 or 2. Labor law, human resource
management, Organization behavior, and business strategy and policy, sociology, and
psychology were among those most frequently mentioned.

When asked why the above have been most helpful, they replied:

Topics covered on a daily basis in my place of work. Psychology helps
understand where people are coming from.

Understanding “big picture” of business.

They have been an integral part of all my positions.

My responsibilities have been in legal areas—also most directly applicable to
most industries.

They are the basis of human resources and dealing with people.

My department handles 178 clients so I need to know their company policies
regarding substance abuse and alcohol and to be able to properly bill them.

To understand how to relate to all types of people and understand and value their
differences.

Management skills are necessary no matter what you do.

Overall human resource knowledge business strategy because of the amount of
work time frames and working groups.

Being an entrepreneur in the people business, it is critical to understand the
dynamics of human behavior and key strategies of the business
community.

Understanding my staff’s diversity.

They are clear-cut tools you can refer back to.

Apply to most work in HR.

Business writing—every letter must be correct in grammar, spelling, etc. Not
only is it a reflection of the author, but many are kept in files which will
be scrutinized later—possibly in court.

Those classes deal with real life situations.

Business still applies the same principles.

These are the courses that give you an overview of the law.
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HR is becoming a more strategic partner in business—and with the tight labor
conditions today being above to develop within and recruit candidates is
crucial.

When asked which of the classes listed in question were not very helpful, they replied:
labor economics, principles of economics, production/operations management, sociology,
marketing, all were valuable, benefits, economics, those with focus on accounting/finance—not
applicable—if necessary, can learn on the job, economics, accounting, financial management,
labor economics/production management—I really don’t use either of them because my
company is not in manufacturing, economics, terrible professor, computer applications and
administrative classes—I have a secretary and our systems department does the work, marketing,
management fundamentals, all were helpful, I think all classes are helpful in one way or
another—for many years I never really understood why accounting was so important-now I have
to prepare budgets and forecasts for my department--I’'m glad I had a little basic information,
production management/accounting/finance, statistics, statistics, statistics, statistics—collective
bargaining (in a non-union environment), don’t do much in marketing in the sense in which it
was taught at Ferris—statistics is very important but I did not get much out of the class,
international human resource management.

Of note in the above listing is the selection of a number of courses students, in general,
do not do very well in, such as accounting, finance, and economics. Statistics was also
mentioned quite often.

When asked why the courses mentioned above were not useful, they replied:

All operations I deal with are domestic. POM has not played a role in my job, nor has
marketing, economics, or sociology.

The benefits were outdated and not specific to the needs of a HR dept in the field.

The accounting and finance departments are the experts.

I feel that they do not directly apply to what I do.

Computer applications needs to be taught but the field has become so specialized that
technical classes are not necessary.

Either I never had the need to use them or they were too basic.

I do not deal with these areas in my present job.

Never had to use it.

Just never used in my position.

_ Of interest in the above responses that if the alumni are not using the information gained
in their present position, then there is a feeling that a course taken is not useful.

When asked what areas should have been covered, they made the following responses:
more financial understanding and budgeting, more strategic planning, benefits/compensation,
etc.—both are crucial—especially when working for small company where there are one or two
HR people doing it all, leadership classes, workers comp should have more emphasis as well as
safety (OSHA 20 logs), more financial to groom plant managers-quality related classes,
organization skills/time management, more collective bargaining—union/non-union, glad to see
that international has been added/should have more on leadership, exposure to the internet—
including searching the web for qualified candidates, ergonomics and OSHA compliance—I was
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dumbfounded when I started this, job analysis/performance appraisal, development, mediation,
training, wage/benefit surveys/analysis/design, more info regarding workers comp—how to
manage a claim, etc, I wish more classes like today’s courses were available back in 85/86,
business networking and community involvement, diversity of the workforce, violence in the
workforce, training methods, assertiveness training, current employment law cases, labor laws,
hands on workshops in developing associate handbooks/attendance policies, etc., need more
course work dealing with business communications, also more coursework in dealing with
employee relations problems, internet basics, interviewing and resume writing, co-op, public
speaking and presentation skills, I hope everyone still has to take a speech class—very useful,
also power point presentations and thorough discussion of HMO’s.

When asked why the above should be covered, they responded: HR does more than
hiring and financial knowledge is needed, potential costs/fines to companies for noncompliance,
close the loop—an understanding how all is “integrated” together, more firms are non-union than
union, global economy-growth in this area/prepare for higher levels, it is useful, employee
behavior and OSHA'’s, that is what is lacking and I had to learn on my own, HR professionals are
the linkage between corporations and the outside community relating to recruitment and
company image—it is key to recognize the hidden expectations of the field, our society is
becoming more divided in terms of educational levels, real world—hands on knowledge you can
use and strengthen yourself in today’s competitive market in human resources, you would be
surprised at how many new graduates have been hired that cannot write business letters and
memos, I have interviewed HR graduates and the skills in this area are poor/if they are applying
for jobs In which a large focus is interviewing they need to demonstrate skills in this area. To get
a better feel for the Real world business environment, communication is key in this business—its
liaison between administration and employees-also presentation skills—power point video
conferencing is used widely—but biggest challenge is constantly changing HMO climate.

They were asked how well they felt prepared in various competencies and skills. They
replied as follows:
Competencies

Title Excellent | Good | Average | Below Average | Poor
Computer 7 6 5 1
Scientific Understanding 8 10
Cultural Enrichment 3 5 8 2 1
Social Awareness 5 10 4 1 1
Quantitative 2 8 8 1
Leadership 7 7 5 2

Skills

Title Excellent | Good | Average | Below Average | Poor
Computer 1 10 3 7
Verbal Communication 4 12 3 1
Writing 3 10 7
Interpersonal 6 12 1 1
Decision-Making 5 9 6 1
Analyzing 6 10 4 1
Leadership 6 10 4 1
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While the above two tables can be interpreted many different ways, it does indicate that
in all of the above most of the respondents feel average or above prepared in the listed
competencies and skills. The one skill that stands out is that of computer skill, where 7 of the
respondents felt below average in preparation.

When asked to comment regarding to their response to their preparation in the listed
skills and competencies, they replied as follows:

I cannot say enough about the quality of the overall education I received at Ferris. It has
been the foundation to my success.

As stated previously, more emphasis on quantitative and financial—others were good,
but had to teach what goes on in “always” changing employment environment.

As a whole, most areas covered have given me good preparation for the business world.

Again, I do not think we can get too many communication and leadership classes.

I think emphasis on leadership, public speaking skills and interpersonal skills would be
Beneficial to interviewing and advancement.

Too many of my classes had no relevance to real life—they were easy, didn’t require
much work to excel.

A lot of what I do is written communication, or one-on-one communication.

Computers have changed very rapidly. In 1987-1991, we were not accessible to
computers as kids are today.

Universities cannot teach life experiences but exposure to more business realities would
give graduates an edge in the business world. Internships should be required, not
just suggested.

Continue to develop a global human resource program, which stays current on current
issues and hands on knowledge to take to your first job.

Should have had more mandatory computer courses. Technology is different now.
students are going to college with computer skills.

A lot of the skills are picked up only if you go to school with them. Ferris did not force
the skills on you.

The alumni were asked about their professional memberships. They indicated they
belonged to the following professional organizations: Delta Sigma Pi, AMA, SHRM (7), MEA,
ASCG, AMA, SAM, Delta Zeta, Local Chamber of Commerce, National Association of
personnel services, no professional organization but I am very involved with our chamber of
commerce and the local business community, Local Hospital Association, Health Care Human
Resource Executives, Association for Human Resource Management, Local Human Resource
Associations (5).

SHRM is the organization to which many belong. What is surprising are the numbers
who do not belong to it or any other professional organization.

When asked why they belong to professional organizations, those who did responded as
follows: It is a pro-Business fraternity and got me exposure to business while in school, keeps
me in contact with other professionals, keeps me abreast with changes in the field, for
networking, for resources available salary range information is provided to me by the annual
survey, stay on top of latest changes, keep on top of trends, offers great development courses for
staff, only certification, keep with new information, networking with similar professions and

29



availability of resources, social, networking, opportunity for leadership/teamwork/seminars,
networking—being able to call for references/wage/salary/benefits/

Comparisons, etc, support, leadership, current legal information, information and networking
opportunities, I would encourage every HR student to get involved and network with other HR
professionals and business leaders, networking, finding out what is going on in other areas,
seminars/workshops, law updates, city directory, resource book, great contacts, keeps you up on
legal trends.

The above indicates that professional organization membership is very useful for a
variety of reasons, including networking and keeping up to date. It raises a question as to how
well those who do not belong to any professional organization keep up to date. It also raises the
question as to whether those not belonging to any professional organization are handicapped in
the pursuit of a career by not doing so.

When asked to what extent they used the computer in their work, they responded as
follows: daily, for everything—news, info, communications, letters, forms, etc., for reports,
policy writing, graphs, presentations, as well as mainframe information and on-line hookup with
vendor, daily—word processing, spreadsheeting, e-mail, and in the new future—HRIS,
always/every day—trend charts/data collection/analysis/etc., files, presentation, graphs, daily—
mainly e-mail/some development work of performance appraisals, training processes,
presentations, daily-e-mail/databases/spreadsheets/word processing, everyday/all day, all the
time—making forms/reports/databases for accidents, daily/a lot—HRIS management, word
processing, e-mail, spreadsheets, all the time—recruiting from the web/spreadsheets/graphs for
financial planning, etc, everyday—reports and most specifically internet recruiting, each
day/every day—internet access, database usage/spreadsheets for business tracking and
information management, e-mail/word processing/Microsoft word and excel, 60% of my day is
on a computer (sometimes less)—reports, paperwork, HR related programs, etc., very
extensive—HRIS systems/ payroll/letters/budgeting/forecasting costs, data
input/training/research, 100%--HRIS/spreadsheets, resume tracking/e-mail, I use the computer
every day for building spreadsheets and HRIS systems.

The response from all but one respondent indicates that the computer is used extensively,
every day.

When asked if they purchased programs or developed them internally, most replied
“both”:

When asked which did they purchase, they replied: Lotus, PC anywhere, Peoplesoft,
Access, Excel, Word, PowerPoint, internet, windows 98, on-line programs for medical/work
comp/prescrip service, Windows 98 office, freelance graphics, lotus 1/2/3, dBase quicken, ADP
NR Perspectives/ADP Payroll/system 36 AS 400, Crystal resort, ABRA Lotus notes, Resumes,
Temp Tools, Gold Mine, ADP Horizon, MSDS Program, Translator Program, Scopus, Cyborg,
Kronus.

Most of the respondents use the usual general programs —excel, PowerPoint, access,
lotus, as well as some more specific programs as Cyber, MSDS Program, etc. See above.
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When asked about the programs they developed, they mentioned the following: Some
lotus programs, databases, mainframe general information on employees, HRIS, attendance,
programs for organization information and format it, benefits administration/applicant
tracking/workers comp, all designed to fit our needs, random drug and alcohol system, HR
database, Meijer has its own information tech department, developed as associate tracking
program for wage information classification/pay rates/performance evaluations, web
use/HRIS/Drin/Navis/Lums/concepts,

The foregoing indicates that while some internal development of HR programs occurs,
most of the programs used are purchased.

When asked, based on their experience what capabilities with the computer the graduates
of our HR program should have, they replied: HRIS experience, know internet (helps find
answers), word processing, know PowerPoint (or something similar/ basic comfort with use,
proficient in windows applications, especially word/excel/PowerPoint/access, knowledge of
Microsoft office/lotus suite/internet/word processing/spreadsheeting especially knowledgeable,
more and more everyday-no paperwork-a paperless system, understanding of windows, word
programs, spreadsheet, presentation program, e-mail, database programs, use of different types
of software and the internet, know it all—I still have a tough time/more practical and less on
history of computers, fast keyboarding skills/overall general knowledge of word
processing/database/spreadsheeting, typing speed is crucial as well as not being afraid of new
things, as much as possible, students should know everything about the computer as possible
from adding to repairing, they should be familiar with the leading software applications for
business use—Microsoft word, excel, understanding of basic programming so they can develop
needed reports, at least one required micro class per year.

The responses indicate that at a minimum, students should know word, excel, access,
spreadsheeting, development of and use of a database.

When asked what they would be doing during the next five-ten years, they replied as
follows: HR professional in auto industry, VP HR or training, in HR field still in benefits or as a
- HR manager, advancing to HR manger/pursuing a master’s degree, currently managing 10 plant
quality systems/probably divisional manager/board of directors is my goal, director of operations
of VP of operations, executive level of publicly held international company, VP HR and teaching
graduate level at a local university, HR manager of director in the automotive or health care
industry, doing the same/I love my job, in five years—same old, same old, in 10 years back to
college to develop a new career in another area, managing in a team based environment, being a
mom which is a full-time job/however working s recruiter part time for internet recruiting, HR
director/generalist activities, expanding my business to more branches, same position or
advancing to district director position where I would oversee several stores, I am currently part-
owner in the company I helped start 3 years ago and will be moving into VP of operations in 2
years, same or moved to the corporate office, recruiting.

When asked if they responded to the survey conducted 9 years ago, 3 said yes, 2 did not
recall, the remaining said no.

When given the opportunity to “comment”, 5 did not comment, several said “thanks” the
remaining comments follow:
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I have had many HR colleagues ask me about my undergraduate program of study
because I advanced so quickly in my career. They were also impressed by my
knowledge of other areas, such as statistics, finance, and strategic planning. In
comparing my program at Ferris with their undergraduate programs, they were
surprised at all of the course work that they did not have. The program with FSU
was excellent and prepared me well for a career, not just a job, in HR. (1986).

We were never prepared well enough to handle some of the personal problems that
employees bring to the workplace. Violence in the workplace was also never
addressed when I was in class.

I wish we would’ve had “real life” HR managers come in and give us the facts of life
from time to time (1989).

As you consider the tools needed for profess