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Introduction

The principal objective of the Master of Labor Relations and Human Resources (MLRHR) degree is to help graduates prepare for a career or advance a career in human resources and labor relations.  This is primarily a part-time graduate program for working professionals.  

Changes since last year 

In an effort to improve the quality of the program, an increase in admissions formula score from 950 to 1000 points was implemented for admissions Fall 2007.  Additionally, in response to previous assessment results, a strategic HR course was designed and delivered Spring 2008. Faculty also compared the assessment exam content with program curriculum.

Student Enrollment
The program attracts three categories of students: 1) those with undergraduate labor relations or human resource coursework who are continuing their education to obtain a master’s degree while they seek experience in the field, 2) students who currently have a position in the field and are seeking to advance their career, and 3) students with no previous academic coursework in the field who are planning a career change.  This last group of students needs both academic training and experience in the field.   

Enrollment has been steady, with approximately 60 active students in an academic year.  The department maintains a comprehensive database on all students who have been accepted into the MLRHR Program, and one of the activities for the coming year is to monitor statistics and demographic information in areas pertaining to recruitment and retention.  For example, the number of applications and percentage accepted for admission, number and percentage of those admitted who enroll, and admissions score range and mean with comparison to prior years will be analyzed.  Descriptive information includes gender, local, out of state, or international status, and whether the student is enrolled full or part-time.   

Preliminary demographic information indicates that students admitted for Summer 2007, Fall 2007, and Spring 2008 terms combined were 62% female.  The majority were from Ohio (80%), with 5 % from out-of-state and 15% international students.  The majority of students pursue the degree part-time through evening courses.  Admissions scores are calculated as 200 times undergraduate grade point average plus GRE or GMAT score.  Following database analysis and to increase quality of the program, the required admissions score was increased from 950 points to 1000 points. This change was implemented for students admitted Fall 2007. Admissions scores (Summer 2007 – Spring 2008) ranged from 955-1444.  Analysis in subsequent years will track trends.        
All aspects of the assessment of learning described in this report were designed and implemented in close consultation with the MLRHR faculty.

Goals

To comply with the Association for Advancement of Collegiate Schools of Business (AACSB) Assurance of Learning Guidelines, the MLRHR faculty were asked in Spring semester 2008 to expand the program goals.  These new goals measure knowledge and, where applicable, quantitative skills.  These content domains of knowledge and skills correspond to our upper-tier required core courses in the program.  The following section shows the previous and newly adopted program goals.  
Previous Goals:

MLRHR students will be able to: 

 1.  Demonstrate and apply their knowledge of labor relations and human resources.

 2.  Demonstrate quantitative skills related to the practice of labor relations and human resource management. 

Revised Goals (adopted April 7, 2008):
MLRHR students will be able to:

1. Demonstrate how economic concepts apply to human resources and labor relations.

2. Use staffing and development techniques.
3. Use compensation techniques.

4. Demonstrate their knowledge of the labor relations process.
These goals are more closely aligned with our upper-tier core courses as indicated below, and in addition, will make comparisons easier with results of the PHR Assessment exam explained in the method section.  We do not have a capstone course for the program, so information concerning progress toward goals is gathered through these upper-tier courses.  
Goal 1: Demonstrate how economic concepts apply to human resources and labor relations.
Core Course: MLR 602 Advanced Wage and Employment Theory

PHR Assessment Sections: strategic management, total rewards, workforce planning and employment, employee and labor relations
Goal 2: Use staffing and development techniques

Core Course: MLR 641 Employment Planning, Personnel Selection and Training
PHR Assessment Sections: workforce planning and employment, human resource development

Goal 3: Use compensation techniques

Core Course: MLR 640 Performance Appraisal, Compensation and Benefits
PHR Assessment Section: total rewards
Goal 4: Demonstrate their knowledge of the labor relations process

Core Course: MLR 651 Collective Bargaining
PHR Assessment Section: employee and labor relations
Community Engagement

MLRHR students are engaged with the community directly through their employment, internships, and involvement in professional organizations.  Our students have considerable impact on the community as human resource managers or generalists, with wide responsibility for human resources and labor relations for their organizations.  Other MLRHR graduates are in specialist roles in functional areas such as recruiting, compensation, benefits, labor relations, or training and employee development.  
Many of our graduates stay in the Northeast Ohio area. For example, our alumni are employed by organizations such as The Cleveland Clinic, Allied Industrial Technologies, the National Labor Relations Board, EEOC, NASA Glenn Research Center, The City of Cleveland, Eaton Corporation, Greater Cleveland Regional Transit Authority, Mittal, First Energy Corporation, National City Bank, AmTrust Bank, and Steris Corporation.

Some students seek experience to complement their academic training, and complete internships.  For example, our students have held internship positions or co-op positions at Allied Industrial Technologies, Eaton Corporation, Swagelok, Moen, the National Labor Relations Board, American Federation of State, County and Municipal Employees, and the Service Employees International Union (SEIU) District 1199.

During the past two academic years, our program has begun to attract students whose career goals are to obtain a doctorate in the field.  A few of our graduates are currently pursuing Ph.D.s in the field at Michigan State University, Ohio State University, and the University of Illinois-Chicago. 

Finally, MLRHR students are active and hold positions in professional organizations such as the Cleveland Society for Human Resource Management.  Two of our alumni are currently Board members and we count a past-president among our alumni.  One of our current students serves as the professional liaison from Cleveland SHRM to our student chapter of SHRM.  Alumni have also been active as members and officers of the Labor and Employment Relations Association.  These connections provide networks, job and internship leads, plus facilitate the transition from student to professional status. 
Outcomes

One measure of student knowledge and application is the resulting score on the Professional in Human Resources (PHR) or Senior Professional in Human Resources (SPHR) online practice exam administered through the Human Resource Certification Institute (HRCI). Our target is that three-fourths of the students taking the practice exam will score at or above the overall pass rate (HRCI sets the pass rate at 67% correct answers).  
Students also demonstrate knowledge and use of techniques through their performance on exams and assignments in the four upper-tier core courses: MLR 602, MLR 640, MLR 641 and MLR 651.   
Methods

Direct evidence was gathered through results of the PHR/SPHR standardized online test, and faculty judgments from exams and assignments in MLR 602, MLR 640, MLR641 and MLR 651.  In previous assessment reports, we compared the percentage of students below, meeting, and exceeding minimum competence levels.  Given the goal revision in April 2008, we report a narrative comparison this year.  Rubrics will be revised for next year’s assessment.
Description of Professional Certification Practice Exam

The PHR and SPHR online assessment exam is professionally developed and administered by the Human Resource Certification Institute (www.hrci.org). The exam consists of 75 multiple choice questions similar to those on the professional certification exam.  The exam covers six areas of knowledge in the field as listed below.  The PHR exam is more focused on the technical/operational aspects while the SPHR exam is more focused on strategic and policy issues. The relative emphasis of each area is listed for the PHR and SPHR exam. The practice exam percentages reflect those used in the corresponding certification exam and are periodically readjusted by HRCI to reflect changes in the profession. 







PHR exam

SPHR exam
Strategic Management 




12% 


 29%

Workforce Planning and Employment 


26% 


 17%

Human Resource Development 



17% 


 17%

Total Rewards  - formerly Compensation and Benefits 
16% 


 12%

Employee and Labor Relations 



22%


 18%

Risk Management – formerly Health, Safety and Security 
 7% 


   7%

Students choose either the PHR or SPHR test based on their background and years of experience in the field.  The PHR exam is taken by those with two years of exempt experience or those students who do not yet have experience in the field; the SPHR exam is for professionals with at least ten years of experience.  The majority of our students take the PHR exam. SPHR
Upon completing the practice exam, students receive an overall score as well as the percentage correctly answered in each of the six functional areas.  This information is provided to the department and added to our assessment database.  

Findings

Assessment Exam

All MLRHR students admitted after Summer 2004 are required to take the HRCI practice exam in their last semester of study.  This requirement may be waived by the MLRHR Program Faculty for those students who have passed the actual certification exam.  Each assessment year listed below includes data from students graduating in Summer, Fall and Spring of that academic year.  Score ranges for years 2006 and 2005 are available, but not reported for table brevity.  
Performance on PHR/SPHR Practice Exam

2008
 (n=18)

2007 (n=28)

2006 

2005 
Ave%
score range%
Ave%
score range%
Ave% 

Ave%
Overall


66
44-79

66
46-87

68

64

Strategic Management
75
33-100

67
22-100

72

57

Planning & Employment
74
42-89

69
42-89

70

58

Human Resource Devt.
66
31-92

70
36-100

72

80

Compensation and Benefits
60
25-92

67
47-100

72

69

Employee & Labor Relations
60
31-88

60
25-94

63

64

Risk Management - Safety
44
17-83

50
0-100

53

42

% individuals with

Overall passing scores
55.6%


50%


73%

39%

The pass rate of 56% does not meet our program goal of 75% passing, although it is higher than last year’s percentage of students who passed the practice exam.  Analysis of individual scores reveals that one student had very low scores in most categories. This student was reviewed for potential academic dismissal, but did successfully complete the degree program.  Additionally, students without work experience in the field tended to have lower scores.  This is consistent with the professional practice nature of the exam.
Average percentages of correct scores are similar to those reported in previous years, with notable improvement in the average for strategic management and planning & employment; however the range of scores across individuals remains large.
We also note that a few of our better students were waived from taking the assessment exam because they had previously passed the certification exam.  Their scores are not included in these data.
Upper-tier Core Courses
Instructors teaching MLR-602, MLR-640, MLR-641, and MLR 651 identified key knowledge or techniques judged as critical to student success.  Faculty assessed the students’ work as either meeting, exceeding, or below the minimum levels of competence for that skill.  Courses focus on the acquisition of subject matter knowledge and skill development.
MLR 602 - Advanced Wage & Employment Theory 

A significant aspect of the course is the improvement of statistical, mathematical, and graphical skills.  In 2006-2007, students were rated as exceeding, meeting, or not meeting the goals in each of theses areas based on their performance on selected questions on the course exams.  An average of 21% of the students exceeded the standards in each area but 16% failed to demonstrate the expected level of skill.

This year’s evaluation in MLR 602 is based on faculty judgment and, as such, is less precise but more comprehensive than last year’s evaluation.  This year, fewer students in the class failed to meet the minimum expectations in the areas of statistical analysis and graphical skills; however, not as many students exceeded the expectations.  In the area of mathematical skills, students continued to exhibit poor skill levels.  This seems to reflect their generally poor preparation in as undergraduates.
MLR 640 – Compensation and Benefits 
Due to the technical nature of this subject, knowledge is assessed through multiple choice and essay questions on three exams.  Application skills are assessed through assignments measuring categorization of exemption status under the Fair Labor Standards Act and overtime calculation, an assignment on pay structure design, and a pay administration exercise including determining compa-ratios.  






   % Exceeding     % Meeting 
    % Below

FLSA Overtime Calculation


66(70*)
17(20)

16(10)

Pay Structure Design:



50(50)

40(40)

10(10)

Compa-Ratios and Pay Admin: 

66(60)

33(40)

00(00)

*Percentages in parentheses are 2007 data

Compared with last year, student percentages remained similar in terms of pay structure design, yet more students exceeded competence levels on the pay administration exercise.  A slight decrease was observed in the exemption status/overtime assignment regarding those exceeding competence levels and an increase in the percentage of students below minimum competence levels.

MLR 641 – Employment Planning, Selection and Training

Subject matter knowledge was assessed by three closed book, in-class essay exams.  Approximately 80% of the students met competency levels; however, many did not exceed expectations concerning depth of knowledge in their answers.  Faculty will consider alternative methods in the future to assess depth of knowledge.

In the 2007 report, students were assessed on their application of statistics in skill assignments concerning probability tables for human resource planning, correlation and regression analysis for employee selection systems, and research methods for training evaluation.  This year saw an increase in the percentage of students meeting minimum levels of skill competence, but a decrease in the percentage of students exceeding competence levels for all skills.  This lower percentage of those exceeding competence levels appears to be based on lower student motivation for completing assignments outside of classroom time. 
MLR 651 - Collective Bargaining

Collective Bargaining focuses more on subject matter knowledge than acquisition of skills.  All of the students met the minimum expectations but few in the class demonstrated much more than adequate knowledge of the collective bargaining process.  Consideration will be given to some combination of unannounced quizzes and homework assignments to encourage students to spread their studying over the entire semester rather than focusing on preparing for the three exams.

Review

The MLRHR Faculty met numerous times throughout the year informally as well as in formal MLRHR Committee meetings. These meetings included discussions and decisions concerning goals, discussions about curriculum, internships, jobs, program assessment, and alumni contacts. 
Faculty discussed student prerequisite skill levels and the need to provide a review of basic quantitative information in classes.  Students must satisfy program prerequisites in economics and statistics prior to taking the upper-tier courses, yet many still seem unprepared in this area.
Faculty continue to review the outline of the professional exam for comparison to the core content of the program.  Investigation of low scores on the assessment exam, as well as discussion of knowledge and skill acquisition in the courses will continue.  Although some of the Risk Management content (e.g., OSHA safety regulations) is covered in the required employment law course, the specialized areas of employee wellness and workplace security are not intended to be part of our required core coursework for the master’s degree.  Faculty have also discussed developing our own assessment exam that more closely parallel learning goals in the upper-tier courses.   
Actions Taken
1) To improve program quality, a new admissions formula (an increase from 950 to 1000 points) was implemented Fall 2007.  

2) Program goals were revised and expanded to align with upper-tier courses and accreditation guidelines.  
3) A course in strategic human resources was offered in Spring 2008. 
4) Faculty continue to discuss the possibility of reintroducing a research methods and quantitative analysis in labor relations and human resources course for our students.  The current program prerequisite for statistics and economics is waived if students passed courses covering the corresponding content (correlation and regression for statistics; macro and micro economics) within the past ten years.  Instructors currently have to provide a refresher review of basic statistical and economic concepts in MLR 602, 640 and 641.  Statistics and economic courses were originally part of the masters program but were moved into the prerequisite category to be consistent with the length of our MBA programs.  Faculty use informal diagnostics during lecture to assess entering level of knowledge.  
5) Faculty continue to review the outline of the professional exam for comparison to the core content of the program and have discussed the advantages/disadvantages of requiring a pre and post learning assessment.  The primary barrier to requiring the online practice exam as a pre as well as a post test is cost.  Students currently pay $45 each to take the assessment exam in their last semester of study.  Discussions of whether to develop our own assessment exam continue.  

Future Actions

1) Analysis and monitoring of student database.

2) Refine rubrics for assessment in upper-tier core courses MLR-602, MLR-640, MLR-641 and MLR 651. 
3) Analysis of PHR/SPHR data to determine reasons for poor performance and actions for improvement. 
