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I.

II.

III.

PROPOSAL
FOR CHANGE IN SPECIALIZATION TITLE

Approval Form:

Change‘Réquested.

A,

B.

From: Personnel Management and Labor Relations

To: Human Resources Management

Statement of Need and Rationale for Request

A,

Historical Perspective and Evolution of "Personnel Management"
to "Human Resources Management."

The personnel function in organizations has evolved in three
clear phases. First, until the last three or four decades,
it was performed by people with little or no training for
the work, often persons viewed as having outlived their
utility elsewhere in their organizations. Among the typical
"personnel"” functions of the early days would have been
Planning the company picnic, buying the employees' bonus
turkeys at Christmas time, and handling clerical, payroll
work., .

However, as government regulation over employée-employer
relations increased, and as those relationships became
increasingly sophisticated, "personnel management'" entered
its second phase. It, too, of necessity became a more
specialized and sophisticated -- if still not critical --
function within the organization. It became less of a

"human dumping ground", for it began to require special
knowledge in specific areas. At about the same time, within
the last 30 years, institutions began to offer special pro-
grams of study in "personnel management" to meet the changing
need. Gradually, the personnel function evolved into a '
management function comprised essentially of:

personnel planning, recruitment and selection
. training and development

compensation
health and safety
employee relations
. personnel research

o
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However, this multi-faceted business function was seen
largely as an advisory, or staff, function, and "personnel,"
even with its new air of professionalism and specialization,
remained somewhat isolated from the rest of the organization
in the performance of its duties. It had, usually, little

or no decision-making powers and was not viewed as critical
to an organization's overall efficient operation and ultimate



success. At times, this assessment of personnel as non-
critical was made by other managers and executives in an
organization; sometimes, it seems, such an assessment came
from those who were actually performing the personnel
function. .

As ve move into the third evolutionary phase, however,
managers both within and outside the functional area are
recognizing that the "personnel" function, when viewed
as the management of the people-power component in an organi-
ation, may well be the most critical component. This

newer view is, obviously, a broader view of the "personnel"
function, and may place more emphasis on the aspects of the
function which interrelate it with other organization
functions. For example, human resource management may
signal greater emphasis on motivation, supervision,
appraisal, training and development, all of which have

great potential bottom-line and productivity impact. Career
Planning and guidance, not heretofore a significant element
of the personnel function, takes on a new importance when
the "human resource'" in its entirety is considered. Further,
the scope of "human resources management" permits and
encourages broad application of internal (i.e., organi-
zational policy and climate) and external (i.e., govern-
ment regulation, competition, economy, social pressure)
factors to the function.

While it is not the intent, through the proposed speciali-
zation name change, to abandon the fundamental "personnel”
training still important to this business fucntion, it is
academically, substantively, important to bring the
specialization into this third evolutionary phase and to
thereby promote and permit the broader-based teaching of
human resources management principles which are essential
to competence in the field today.

Analysis of External Survey

As noted above, it is appropriate academically and
substantively to make this gpecialivation name change; a
survey of employers suggests the change is advisable from
a pragmatic standpoint, as well,

) The survey was of 50 employers who employ from fewer
than 50 to more than 4800 persons. The employers are in
New Jersey, Delaware and the Philadelphia area.

Specifically, the persons contacted in the surveyed
organizations were those responsible for the human resource
management function, although in most cases those indiv-
iduals were apt still to be called "director of personnel,"
"employee relations director," or "vice president,
personnel."



However, the fact that their titles may not have kept
pace with developments in their field was no indicator of
the respondents' attitudes. In fact, 43 of them stated
that they viewed as positive the "shift in focus from
'personnel management' to a broader-based 'management of
human resources' concept."

Further, when asked what kind of curriculum (personnel
management, employee relations, human resources management,
or other) they expected would best prepare students for
pos1t1ons in their departments, the respondents answered
as follows:

Personnel Management: 9

Employee Relations: 11
Human Resources Management: 23
Other: 7

It is clear, then, that in the business world, too,
the "personnel management" function is broadenlng to a
"human resources management" function.

C. Conclusion.

The change in name from "Personnel Management and
Labor Relations”" to "Human Resources Management" is well-
justified and, in fact, necessary, from both the
academic/substantive and the pragmatic/business standpoints.

Iv. Impact on_ Curricular Design

A. 1Immediate: Name change, alone, will not carry impact
on curricular design.

B. Longer-term: The proposed title change carries with it
the strong possibility that the specialization's curriculum
may be revised in keeping with a human resources emphasis
wh1ch would almost certalnly be broader in scope than pure

"personnel management. This is not to suggest, however,
that the traditionally-important '"personnel" functions
will, or should be, abandoned. By way of example and not

of limitation, the curriculum could be revised for greater
emphasis on topics such as productivity, quality of work
life, integration of staff into the work place, job design
or performance appraisal.

It is not clear at the moment that large-scale re-
structuring of the curriculum content would be required;
at the very least, some redirection of existing course
coverage would probably be called for, to bring the
specialization's total curriculum into line with the con-
temporary understanding outlined above, EIII, of human
resources management as a business administration function.
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Evidence of Results of Consultation

A,

General Procedure I(B), rev., 5/79, states in pertinent
part: "It is the responsibility of each sponsor to seek
consultation(s) with those departments whose discipline or
content area is reflected in the proposal."

Because, in this case of a proposed specialization name
change, the "sponsor" is, in fact, the department reflected
in the proposal, this proposal document in its entirety

presumably serves the function of a "consultation" report

on internal discussions. As noted above, BIII(B), external
"consultation" was also deemed important, and was accom-
plished through the survey.



