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PREFACE

This monograph is one of a series describing a new curriculum in higher
education which prepares personnel fpr: employment in local, state, and
regional levels of Employment and Trhinin's (formerly Manpower) Adminis-
tration programs of the U.S. Department of Labor. In particular, this
publication covers a cu rent description of the Concentration in Manpower

1(3
Development of the Bache or of Science in Human Resources Development
and the related educational delivery system which is under development
at Oakland University.

Facult' members at other colleges or training directors from governmental
units will find this monograph useful in establishing educational programs
for current or future manpower program employees. Seven other monographs
in, the series, published in June 1975, describe particular courses which
were developed during 1974-75. Additional publications of this nature
are scheduled for completion in July 1976.

In a broader sense, the program described herein fl& an expansion of
applied social sciences curricula with the goal of placing graduates,in
a wide range of human service capacities. It is an "important experi-
ment in\career-oriented education in a predominantly liberal arts-
oriented university," as stated by an evaluator of the program, Dr. Fred
Harbison, Professor Of Economics and International Affairs, Princeton
University.

Therefore, to assist higher education plannerg at other institutions, a
considerable amount of detail is included on how the B.S. in HRD was
developed (see Part 2), enrollment and student characteristics (Part 6),
as well as the description of the structure and content (Part 5).

We request interested parties to contact us. We wish to be of assistance
and to develop an exchange of research and program development informa-
tion. r

'L For more information write or call:

David G. Smith, Director-
Manpower Development Higher Education System
Oakland University
Rochester, Michigan 48063

(313) 377-3084
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PART 1

THE MANPOWER INSTITUTIONAL, GRANT PROGRAM

1.1 Introduction

r.

In July 1974,, the Office of Manpower Research and Development, U.S..
Department,of Labor (USDL), awarded a Manpower InstitutionalGrant
(MIG) to Oakland University. Over a four',7ear period, this award is
being used primarily to refine and extend-the'existing Bachelor's
degree program\Ta Human Resources Development and to develop new
curricula and training modules for. regular students and personnel
employed in manpower-funded programs. This degree program,which
includes a sixty semester-hour Concentration in Manpower Development
(HRD-MD), has'allOwed the frmation of an academic-administrative
unit which has'the capadity to both design and deliver instructional
components for college credit.

A
In being selected a$ one of the thirteen MIG universities, located in
the'various regions of the USDL, Oakland assumed responsibility for
developing curricula to prepare'the highly skilled staff necessary
to deliver newly decentralized comprehensive 'manpower programs.
Special emphasis is placed on strengthening the technical abilities
of currently employed staff in many community agencies and govern-
mental units engaged in manpower development and'related human ser-
vices,aa4hgell as the creation of a future source of well trained
practitibbers,,planners, and evaluators.

Another goal, which is a component of the MIG activities, is to dis-
seminate descriptions of the curriculum design and content to other
universities where there is an interest to extend or establish
related offerings. This monograph serves aspart of this activity.

Enactment of the Comprehensive,Employment and Training Act of 1973
(CETA) introduced new concepts to Federally funded manpower programs.
Under the provisions of CETA, responsibilities for program planning,
design and administration have been shifted to state and local govern-1
meet units of over 100,000 in population. They are designated as
"Prime Sponsors," eligible for direct grants under federal manpower
programs. On the national level, 402 Prime Sppnsors were approved
in 1974. They included 66 cities, 147 counties 136 consortiums,
49 balance-of-state areas and 4 special rural Ancentrated employment
program areas.

Therefore, each community in the nation now has certain new control
of its own comprehensive manpower employment and training Program.
As each of the prime. sponsors designs and develops a local service
delivery system, personnel are required who have A variety of capa-

.jilities. This includes-personnel who cap help to achieve national
/manpower program goals such as full empldYment and an,adequate supply

9



1/

for all' labor market;. This invol esakills in job development and
labor market analysis as well as in career guidance and vocational

education which people need to become self-sufficient and to serve

society.

MIG Progra6Objectives

The stated objectives
1

of the Manpower Institutional Grant G)

\program are as follows:

1. To support the design and implementation of courses and cu icu-.

lums of formal instruction and work-training experience off
campus for future planners, administrators, researchers, and

evaluators of manpower programs;

2. To offer this training at the undergraduate as Well as the
graduate leve ;

3. To strengthen the capability and expertise of manpower practi-
tioners at local, state, and regional levels through full degree
training, refresher courses, seminars, and other educational

formats;

4. To deveJ,op within academic inititutions the resources and capa-
bil+l!tis for providing technical andwersonnel support to local,
state,, and regional organizations concerned with manpower
problems;

5. Toostimuike greater interest in the npower field among estab-

lished scholars; and
AT

6. To encourage greater cooperation among the various behavioral
sciences in the co duct of human resources development.,

Implied in these object'ves- is a recognition of the need for well

prepared personnel in manpower work An analysis of past objectives

of former similar prbgrams; as compared'to the current objectives,

reveals a newiemphasis on the development of,full degree programs,
undergraduate, urriculum designed for the education of manpower
program practit oners to work at the local level, inclusion of work-

training experi ncethrou h internships, and the preparation of .

personnel to. con ust,huma resources development.

A
1 U.'S.bepartment,of Labor, Manpower Administration. Guidelines for

Submission of Applications for Manpower Research Institutional

-Grants. Washington, D..:' 1973.

.

-2-,
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1.3 Oakland University MIG Program and Setting

K 2
The overall objective of, the 141akidnd MIG proposal/ is to develop a
model Manpower Development Higher Education System (MDHES'), in
cooperation with manpower agencies, which willAfieet the education
requirements of many personnel who strive to provide employment 101d
training programs in urban regions such as t Detroit Metropolitan
area. Emphasis is, at the undergraduate lev , including educational
experiences ranging from short-term traini`g ltpportunitieS through
degree prpgrams..

.A major goal of the MIG Oakland University-program is to develop
curricula, the MDHES, which can be established at other universities
and training institutions. As a.reeult of 4 planned dIsseMinationi-
diffusion .process, current and future Manpower'pereonnel will receive
approptiate training in convenient locations -and feasible formats.
In this way,. manpower staff training availability, quality, and
applicability will be enhanced.

The MIG-MDHES program was directed by Dr. William Moorhouse during
1974 and.197547 The Current director is Dr. David Smith. Other

;

staff members are Ms. Janice'Guerriero, Coordinator of Curriculum
Development, Mr. William Jorns, Systems.Specialist, and Dr. David
Meyer, Coordinator of Research and Development All:of the above
staff members plus-several others serve as faculty and in curriculum:
development work (See Part 7.2).

The academic unit where the Oakland University MIG program is adminis-
tered is the School of Education which, among other degrees, offers
the Bachelor of-Science in Human Resources Development.- Following
is an overview of this setting.

1.31 Oakland University

Oakland University, Rochester, Michigan, is a new state-supported
institution with an enrollment of over 10,000 students. It is
located in the suburban area north of Detroit. Over.four,
million people reside within a one hour driving distance from
the campus. Many of the -major problems which Confront-urban
society in the United States today exist in this area of ..the
country. 'Therefore, among the goals of the university is a.
commitment to prepare persons who can work'toward social
improvement.

2
. Moorhouse, Wm. F., David G. Smith and Janice M. Guerriero,

"Proposal for a Manpower Institutional Grant: Manpower Develop-
ment Higher Education System," Rochester, Michigan:. Oakland
University, April 1, 1974. .

-3-
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The various-colleges and schools.of the university include:
Arts & Sciences, Economics and Management, Education, Engineer-

.. ing, and Nursing. Some new educational programs are being
developed as financial resources become available.-
°

1.32' School of Education

4 .
o

o

The School of Education.offers teacher training degrees at th
BachelOr'is and Master's degree levels in the areas of element
education, secondary education, early childhood education,(gu
dance and counseling, reading and special education. These

programs largely prepare personnel for work in the 4evelopmen
of young people from the kindergarten through grade twelve a e
groups.

ry

One exception is the M.A. in Guidance and Counseling where, n

to courses in classroom guidance and school counseling,
an area of emphasis is devoted to the preparation of counsel rs
for work with youth and adults in community agency settings;
such as employment counseling, vocational rehabilitation, aid

related' guidance and human development functions.

1.33 B.S. in Human Resources Development

,,

The 'Bachelor of.Science ip Human Resources Development ('aRD)
,,k program is a new addition to the curricula'offered by the

\NNNlAk

ASchool of Education. Personnel are prepared to'serve in com-
unity programs for education and human development of pre-

si ool children and of adults, including the elderly--the
balanoe of age groups not served by the preparation of teachers
and education specj.alists for K-12 grade level, programs.

The HRD program is designed to prepare entry-],evel personnel
who can providddixect human services, can analyze needs, and
can deliver manpower development programs which relate to the

goal of he/ping people of all ages to achieve.personal fulfill-
ment and to become socially useful'.

Students .who declare a'major in Hudan Resources Development may
currently select °One of two concentrations. These are/the

Concentration. in Early Childhood Education and the Concentration
in' Manpower Development. HRD-Manpower curriculum is described

in full in Part 5, The history of the development follows in .
Part 2.

-4-
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PART 2

DEVELOPMENT oz THE B.S. IN HRD

2.1 . Employment Service Personnel Training

4

The Concept of the. Human Resources Development (HRD) program at
Oakland University is an outgrowth of Algtivitieq which began in 1970.
The structure of the Human Interaction: (HI). and4luman Resources.
Developient (HRD) courses; which form a central place in the Concen-
tration in Manpower Development, were the result of courses designed
to train employers of the Michigan Employment Security Commission
(MESC). The specifications for the training of over 100 employees
was established cOoperatiVely. aMon 1444m75101ksWi:MErit Of'74
he Oakland Univer y zn Lne GuidaanCe and Counseling area of

the ucation. 'Mr.:Stephen Dolan, Training Director,
coordinated the design of the program for MESC.

The members*of the Oakland University faculty who offered the MESC
training pr gram from 1970 through 1973 were Dr. Fred Chandler,
Dr. CharlesEaly, Dr. Harry Gold, Dr. William MoOrhouse, Dr. James
Schmidt, and Dr. David Smith. In addition, several other persons
rith the manpower field were employed to teach or deliver lectures
one part -time basis.

2, University Tlanning'Committee

During the's.eme period of time the0;theMDLSC training program was
being conducted, curriculum planninitroups were,at work which
COhSiS of consultants from severarcoMmunityragencies and Oakland.
Univer y faculty members representing divisions, schools, depart-

.

Ments, and'offites-such asi;. admissions, continuing eaucation;
economics :andlianagement, education, engineering, English, graduate
'study, history, library, linguistics, political science, placement,
psy ology, sociologY/anthropology, speech communicatlon, student
affairs, stuAent'services,and urban affairs./.2

[
Officially, the planV.ng was initiated by.d, faculty AA Hoc Committee
on Applied Social Sciences, appointed by Dr. Fred Obear, Provost
and Vice Presiden-for Academic Affairs, in October 19:70. Dr: William.
"Sturner,' Assistant Provost; and the committee developed and circu-
lated a Proposa13.which described the concept of a' program in "Com-
munity Service and Development" which was subsequently endorsed by
the University,Senate and Board of Trustees in April 1971.

3
Sturner, Wm., Chairman, Ad Hoc Committee on Applied Social Sciences,
"Proposal for a School Which Would Emphasize Preparation for Service-
Action, Roles in Career Opportunities Related tp Social. Problems &.
Social Change," Rochester, Michigan: Oakland University, February 25,
1971.

, 13



2.3 .Degyee Program Proposal
ti

As a result of this action, Dr. William Moorhouse was ap (Anted
Assistant Provost and assigned the Chairmanship of the co ittee
which was.reconstit' ed to include wider repres tationjrom the
immediate community. The charge included the task of dOveloping a
detailed proposal for Bachelor's degree Program in the area of
"Cdmmunity and Human De elopment." Related programs at other colleges
were reviewed for ideas, and the advice of representatives from.
existing University progr ms were sought to determine what courses
which were already offere4Could be utilized.

Also,:employees who represed,ted the full range of related govern-
mental and non-profit community agencies were surveyed for opinions'

t.-"'"""'''ati-tiii4etencie needed by entry-level human serviceneeded
employees. This 1informnt3cfi was compared with current offerings
and, led to the listing of 'descriptions of many possible new courses
which would be needed to provide,a full program and took into account
all recommendations.

The result of this work was compiled into the form of an internal
university proposal4 to establisiea new school with a dew degree
program. A variety of potential new courses were described and
classified within two broad areas identified as "Human Resources
Development" and Community Development." After much debate and
several modifications, in April 1973 the University Senate approved
the Bachelor of Science in Human Resources Development, to be offered,
under the jqfisdiction of the School of Education and the Center for
Community Development, to be operated by the Office of Urban, Affairs.

This was a lesser step than the establishment of a new school, but
it was an adequate action to establish an academic unit with certain
freedom to design and offer the curriculum inhuman resources d velop-
ment. The Center for Community Development was given very limit d
academic power and funding: It has not grown as eaVlisioned in 19

Appendix A includes a copy of the proposed B.S. in RED degree prom
which was approved at the University Senate level. Details of the
content were left for the Assembly of the School of Education to
establish.

Moorhouse, Wm. Chairman, Ad Hoc Committee on Social Sciences,
"Proposal for a chool of Community and Human Development,"
Roches):er, Michigan: Oakland University, November 10,q972,
158 pages. 1

-6-
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2.4 Initiation of the B.S. in HRD

lam B.S. in HRD was first offered at Oakland beginning the Fall
Semester..1943. The program received an allocation of University.
funds for two full time equivalent faculty salaries and a part time
secretary. Dr. William Moorhouse was appointed Director ands Dr.
John Atlas was employed to serve as a major faculty member and to
assist in the advisement of students. Other faculty members wh8,
had previously taught certain courses for the MESC employees. Are
enlisted to each teach one course in the program each semester.

Other faculty consisted of four part-time instructors who were
active professionals in human services work and'Who were available
to teach in the evenings. In addition, over one hundred related
courses were identified and already available within'the university
offerings largely in social science areas which provided a selection
for the balance of the required components in the, undergraduate
human Resources Development curriculum.

Several of the courses which had been designed for MESC employees were
incorporated into the degree program. The scope and the content WVA
revised to include instruction in competencies which can be applied
in a wide range of basic human resources development functions.

Beginning in Fall 1974, the Manpower Institutional Grant .made it
possible to fully establish the B.S. in HRD Program, to further
develop the'course content of some of the initial MESC manpower-
related courses, and to design.several new ones. Appendix B includes
the catalog descriptions of the courses del loped for the Concentra-
tion in Manpower Development. Those with t the "HI" and "HRD" rubric
are offered by the Human Resources Development Area faeulty.in the
Schbol of Education. Those with the "ECN" and "MGT" rubric are
offered by the School of Economics and Management.

-7-
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- PART 3

MANPOWER EDUCATION NEEDS AND SPECIFICATIONS

.3Ak Needs Analysis if
1

During Sumpter and Fall semesters, 1974 a needs analysis was conducted
to answer the question, "What should a complete manpower education.
program include?" The answer to this question was sought through a
review of recently published opinions and research' projects on the
topic, and a study .g, recomme ions made by manpower program officials

from all levels: national, state., county, and local.

Oakland University faculty and adtifiistrators who had studied the
needs for a manpower curriculum prior to the receipt o the Manpower

.Institutional Grant (MIG) and those who were currently involved in

the initiationof the concept to establish a model Manpower Develop-
mentAigher Education System (OHS) all provided input for the needs
analysis. '

Figure 1 is an illustration of' the model which was used in the input
of information for the analysis of manpower education needs. pine
major sources of input of information are listed on the left. The

.needs analysis and subsequent prograth development is being conducted
in three stages of approximately one year per stage which was initiated,

,in 1974. The levels of government manpower program operation and the
educational institution inpUt are listed on the right. In each stage,

'appreathes are direct, such/as through questionnaires and interviews,
orindirect Such as the analysis of national manpower policy or a
study of progral objectives in relation to the knowledge and skills

which are neededIo accomplish goals.

In general, our'approach has been to interview many manpower officials

at all levels and tdcollect and study the results of training nee
analysis surveys conducted by manpower organizations at all levels.
Technical Assistance and Training officials at the national and
regional levels have determined,areas where manpower training is
currently needed and this has been incorporated into the curriculum

design.

3,2 Sources of Information on Needs

Following is an overview of the information obtained from several of
the input sources.

0

In 1972, a committee composed of two persons appointed by the Man-
power Administration, two persons from the International Association
of,Personnel in Employment Security (IAPES) and two persons from the.
Interstate Conference of Employment Security Agencies (ICESA)

-8-
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reported their college manpower edUcation program development recom-
mendations in the IAPES News. Their study was based mainly on
research concerning educational needs of personnel and appropriate
manpower - related curricula that was presented its extensive reports
conductObY the Universities of South Carolina° and Southern Cali-
fornia.' The committee chairman was James AWhitbeck of the Man-
power Administration.

As a result of their review OPthe research and their extensive
experience, the committee recommended ten areas of college study
relevant to a wide range of manpower and employment security jobs.

1. Communications (oral and written expression).

2. Human interaction (individual and group dynamics).

3. Management (in government structure, planning, problem solving,'
accountability).

4. Administrative taw (interpretation of legislation).

5. Social research (collecting and validating data, statistical

6. Economics (as it affects the labor market, income, employment,
and ,'so -&orth).

7. ComMunity Social change .(resources, planning change, power struc-
ture, and politics).

8. Occupational motivation (career development, occupational
planning, and jgb satisfaction).

. .

9. Methods of program evaluation (setting goals and objectives,
establiphing performance criteria). e

5
International Association of Personnel in Employment Security.
"Cooperative Research Program--A Course of Action." IAPES News,

1972, 32(11), 14-15.

6 -
Breger, G. E. ECtooperative Research Project ceelietimine the

Educational Needs of Personnel in Employment Security. Columbia,

S.C.: University of South Carolina, Bureau of Urban and Regional
Affairs; 1971.

7
Adelman, H. M. Manpower Curriculum Recommendations, Lot Angeles:

University of. Southern California, Public...- Systems Reiearch Institute,

1971.
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10. Automation (computer technology and processes, automation in
work, systems analysis for delivery of human services).

In addition, the committee suggested that instruction of manpower
employees with regard to the details of implementing and operating
programs such as manpower development and training, unemployment
insurance, and employment services can best be provided by training
programs in state agencies rather than in academic institutions.

The committee recommended that the planned manpower curriculum pro-
vide course credit equivalent to 60 semester hours or 2 years of
university-level work at the undergraduate, upper-division (or
possibly graduate) level. This should include supervisedexperienc
in.an actual work situation and seminars for the integration of
skills and knowledge. Two examples of new undergraduate structure
that comply with this recommendation are presented herein.

In a survey conductedat San Francisco State Unlversity8 among man-
power Practitioners from six CETA offices gave a list of knowledge,
skills and. understanding needed by manpower staff. Topics listed
most frequently were as folloks.

1. Communications. (understanding others--human relations; writing,
reading, and speaking effectively; writing reports).

2. Interviewing/counseling (awareness of others, interview tech-
niques, psychology, crisis intervention, problem. clients).

3. Personnel development (personnellianagement, vocational coun-.7.'
seling, testing and survey techniques, development of training
systems).

4. Tools and techniques (problem solving/decision making, knowledge
of economy, monitoring of programd; evaluation of contracts and
training programs, job development in business and industry,
labor market analysis, manpower politics, cooperation among
agencies, and use of community resources).

Another source-of information regarding the educational needs tor
rent and futute employees is an examination ofthe content of

mployee training..programs being designed and conducted by, govern-
mental units in the manpower field.

8
Aller., C. Progress Report for Project,on Alternative Education

. Models for Manpower Personnel. San Francisco State University,
Manpower Studies Program;'February 28, 1975.
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Michigan Employment Security Commission
Department.of VocationalEducation
Department ofd Social Services
Veterans groups
CETA Title III Prime Sponsors
Community Action Agencies
Department of Vocational Rehabilitation
Client Organizations
Prime Sponsor Planning Councils
Major local.employers
Other non-profit community agencies

The titles of the areas of technical assistance (staff training) needs
defined in the Michigan survey are as follows:

Determining Manpower Needs
Developing Community Profile's
Affirmative Action
Organization and Staffing
Management Information. Systems
Financial Planning
Contracting
Monitoring
Evaluation
Reprogramming

Two other recent surveys of manpower educational needs were cojiducted
in Utah 12 and Illinoisl 13

Students and. currently employed personnel who are enrolled. in the
HRD-MD program and graduates have provided many suggestions for the
refinement of the curriculum. This feature has proven to .be of .

,increasing value as more people become involved. Therefore, the
needs analysis is never complete and the curriculum is undergoing
constant revision.

s.,

12 Gwilliam, Robert F. "Manpower Professional Education Needs Survey,"
SaltjakeCity: Human Resource Istitut University of Utah,

13Barber,
Daniel M.- Illinois Manpower Training Institute--Suivey and

. Results of Training Needs Analysis. Springfield,
Governor's Office of Manpower and Human Development, 1975.
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'3.3 Specifications for a Manpower Education Program

The plans for the development of the HRD-MD program At Oakland Uni-
versity are based upon program specifications developed from the

.

General Program Specifications

1. The program sho.ild encompass at ledat 60 semester hou s of
undergraduate Credit.

e

2. The program 40'44 be a component of the regular degr e programs
of the institution; 10

3.11The program should allow for full-time study during t e academic

year.

4. The program shRpld provide for easy entrance and smoot transi-

tion into the gogram for students from other institutions.

5. The .program should allow"etudents to receive credit .fo life

experience and learning acquired outside of formal educational
programs./

6. The program should provide optional career paths flexible
enough to allow for individial differences in goals, ab lity
and experience.

7. The program should he developed from a validated model man-

power education'..

8. The program should graduate students with entry level competencies
closely related to-the actual job requirements in manpowt. work.

.Theprogram should have the capability of being adopted/a apted
by institutions in other, localities.

10. The program should be developed from input received from
groups in manpower work. ,

-*

11.,. The program developed should. have the acceptance of all g oups

working in the manpower field.

12. The program should receive .a high rating_onvariables re ated
to effectiveness, efficiency and satisfaction.

13. The program should prepare workers who have the ability to .

function effectively1 in locally decentralized manpower prosrgms.

14. The program should be open t4 all persons capable of preparing
for work in the manpower field.



/

15. The program should provide career opportunities for individuals
from minority groups.

16. The program should provide for career development,and mobility
among-manpower program employees.

17. The program should provide its graduates with"the foundation
necessary to undertake graduate level education.

Manpower Curriculum Specifications

18. The curriculum should give heavy:emphasis to the fund4mental
skills, -knowledge and attitudes required for manpower
program personnel in broadrange of. function

19. The curriculum should gii.re emphasis to the manpower-related
cognate studies found in social sciences.

20. The curriculum should:meet the special needs of. manpower workers
that arise frOm,work:-with special groups or special situations..

21. The7turriculum should be .developed as a competency or performance-
-.

based program.
i .

22. The curriculum should be flexible enough to allow competencies
or sets of competencies to be organized and reorganiied as the
Situation demands.

.

,

2 . The curriculum should provide both vicarious and'experiential
learning situations in classroom, structured laboratory and
field settings. : -- .

,
24. The curriculum should provide opportunities for students to

,observekhnd participate in structured laboratory situations
rich model, the real-world,,focus on specific competencies
and use strategies appropriate to manpower work.

25. The curriculum should provide opportunities for students to:
apply their knowledge, skills and attitudes in real-work
situationstft appropriate manpower settings:

.25.1 Practicum experienceS under the SuperviSion7of agency
personnel which provide (a) opportunity for interaction
with persons seeking/receiving manpower services and
(b) opportunity to work,diredtly withanpOwer spedialists
on agency problems-.

02;

25.2 Internship experiences which provide on-thejob training
in all areas that regular agency personnel are expected
to perform in,real.-work sltuations,

.

-15-

2 0



26. The curriculum should°provide opportunities for students to
integrate theory and practice through follow-up seminars
which foster discussion and feed-back to both students and
staff.

27. The curriculum should be a product of input from all levels
of manpower work: federal, state, county and local.

28. The curriculum should be continuously-evaluated.through
comprehensive, planned strategies of assessment.

28.1 Evaluation should focus on student ability to function
in job-related and professional bituat,ions.

Mana

29.

30.

32.

33.

34.

35.

28.2 'Iliere should be opportunity for self-evaluation.
.

28.3 Assessment should beaimed at demonstrated competencies
of students as they progress through the curriculum
against specified performance criteria.

28.4 Evaluatidn evidence should be gathered from a variety

of sources: former students, agency personhel, institu-
tional faculty, professional associations andacCrediting
agencies, etc. I

gement/Support System Spedificat4ons

The institution should provide guidance services for students

enrolled in the manpower curriculum. se, /

The institution should proVide a placement service for'students

graduating frbm the manpoWer curriculum.

The institution should provide education/training for the pro-

fessional staff in areas where there is a deficiency in staff

competence.

The institution should develop.an Instructional Materials Center

to support-study and research in manpower work.

The institution should prAvide adequate facilities, equipment

and materials to support the manpower specialist education

program.-,

The institution should use-professionals from manpoWer afkencies

as instructors, supervisors and field coordinators.

The institution should develop a management informatibn system
to provide the program staff with information about student

agencies, and the work environment; ands the students and'agency

staff with information about the progrgm.

-16-



36. The institution should develop an organizational structure
`adequate to facilitate the many functions of the manpower
education program.

3.4 Advisory Committee

FI

The MIG program receives review and advice on development from an
advisory committee which meets over three times per year. Members
are drawn from the national, regional, state employment service,
and local levels of npowermork. Four CETA,pitme sponsors (large
city, suburban county city and rural consortium, and balance of
state) are represented n the committee as well as the Chief of
Technical Assistance fo. USDL operations and research and develop-ment functions.r
The Ad sory Committee has provided. major input in the4determination
of train ng needs. The MIG Advisory Committee has sdrved a key role-,
in defini /program objectives and outcomes-desired from curriculum
and instruc ion. The committee has also given some suggestions on
what shoul be taught in several of the new courses and short-term
training modules.

25
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PART 4

DESIGN OF THE MDHES

4,1 Four Year'Plan

The Manpower Institutional Grant (MIG) program was approved for a
planned four year period"of time. ;The Oakland Univprsity MIG p

is based on a proposal to develop a Manpower Develobment High
Education System (MDHES). The specifications for a manpow .education

program, reported in section 3.3jrovidP.the,basis for t design Of

The following "Four Year Plan" is a list of objecti es,(projects and'
tasks) which are planned to be conducted in tAe developpnt of the
MDHES as specifled.-.The fOltowing plannipg mod has been designed
for use in the deVelopment of the MDHES:j

gram 4.,

Decision to Act
a,

Diagnosis
o

:Identify the Task
2. Diagnose the Task Situation,

DeSigniDevelOpment

t

rmulate ObjectiVes.
2.- De ign a Solution
3'. Develop a Plan -of,- Action

4. Implement theActign Plan
5. Field Test PrototYpp,
6. Evaluate and>Revise
7:: Deliver Final Product

Diffusion/Adoption

1. DiSseminate
2. Demonstrate /Train

In the next section, the letters:A, B, C, and D, from the above
planning model,' are placed in the columns. opposite each objective
to designate,which prolect stepS are planned for each.year.

a

2 6 a
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d
 
c
o
u
r
s
e
s
 
b
a
s
e
d
 
o
n

-
-

i
n
p
u
t
 
f
r
o
m
 
s
t
u
d
e
n
t
s
 
a
n
d
 
m
a
n
p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t
s

t
o
 
i
n
t
r
e
a
T
-
r
e
l
e
v
a
n
c
y
 
t
o
 
m
a
n
p
o
w
e
r
 
w
o
r
k
.

'
2
.

D
e
v
e
l
o
p
 
c
o
u
r
s
e
s
 
i
n
 
t
h
e
 
m
a
n
p
o
w
e
r
-
r
e
l
a
t
e

4
44

r.
t
o

,
-
-
<
"

A
B
C

C
D

a
r
e
a
s
 
o
f
 
t
h
e
 
s
o
c
1
 
1
 
s
c
i
e
n
c
e
s
.

D C
D

2
.
1

D
e
v
e
l
o
p
 
n
e
w
 
b
o
u
r
s
e
s
 
i
n
 
t
h
e
 
C
o
g
n
a
t
e
 
a
r
e
a
s
.

2
.
2

R
e
v
i
s
e
 
p
r
e

o
u
s
l
y
 
d
e
v
e
l
o
p
e
d
 
c
o
u
r
s
e
s
 
b
a
s
e
d

o
n
 
i
n
p
u
t
 
f
r
o
m
 
s
t
u
d
e
n
t
s
 
a
n
d
 
m
a
n
p
o
w
e
r
 
s
p
e
c
i
a
-

.

4
,
t
o
_
i
n
c
r
e
a
s
e
'
r
e
l
e
v
a
n
c
y
 
t
o
 
m
a
n
p
o
w
e
r
-
 
w
o
r
k
.

2
.
3
.

D
e
v
e
l
o
p
 
f
i
n
a
l
 
m
o
d
e
l
 
o
f
 
c
o
u
r
s
e
s
 
i
n
 
c
o
g
n
a
t
e

a
r
e
a
s
.

3
.

D
e
v
e
l
o
p
 
s
p
e
c
i
a
l
t
y
 
c
o
u
r
s
e
s
 
b
a
s
e
d
 
o
n
 
t
h
e
 
n
e
e
d
s
 
o
f

A
B
C
D

B
C
D

C
D

m
a
n
p
o
w
e
r
 
w
o
r
k
e
r
s
 
i
n
 
s
p
e
c
i
a
l
 
s
i
t
u
a
t
i
o
n
s
.

3
.
1

D
e
v
e
l
o
p
 
n
e
w
 
c
o
u
r
s
e
s
 
i
n
 
t
h
e
 
s
p
e
c
i
a
l
t
y
 
a
r
e
a
s
.

3
.
2
 
-
R
e
v
i
s
e
 
p
r
e
v
i
o
u
s
l
y
 
d
e
v
e
l
o
p
e
d
 
c
o
u
r
s
e
s
 
b
a
s
e
d

o
n
 
i
n
p
u
t
 
f
r
o
m
 
s
t
u
d
e
n
t
s
 
a
n
d
 
m
a
n
p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t
s

t
o
 
i
n
c
r
e
a
s
e
-
r
e
l
e
v
a
n
c
y
 
t
o
 
m
a
n
p
o
w
e
r
 
w
o
r
k
.

,
3
.
3

D
e
v
e
l
o
p
 
f
i
n
a
l
 
m
o
d
e
l
 
o
f
 
c
o
u
r
s
e
s
 
i
n
 
s
p
e
c
i
a
l
t
y
.

a
r
e
a
s
.



M
a
n
p

r
 
C
u
r
r
i
c
u
l
u
m
 
O
b
j
e
c
t
i
v
e
s
 
(
c
o
n
t
.
)

1
9
7
4
-
7
6

1
9
7
6
-
7
7

1
9
7
7
-
7
8

4
:
 
C
o
n
d
u
c
t

a
 
n
e
e
d
s
 
a
s
s
e
s
s
m
e
n
t
 
a
m
o
n
g
 
m
a
n
p
o
w
e
r
 
g
r
o
u
p
s

A
B
C
D

t
o
 
d
e
t
e
r
m
i
n
e
 
t
h
e
 
c
o
m
p
e
t
e
n
c
i
e
s
 
r
e
q
u
i
r
e
d
 
o
f

m
a
n
 
-

p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t
s
.

5
.

D
e
v
e
l
o
p

s
t
r
u
c
t
u
r
e
 
a
n
d
 
s
t
r
a
t
e
g
y
 
f
o
r
 
i
n
v
o
l
v
i
n
g

-
A
B
C

a
l
l
 
l
e
v
e
l
s
 
o
f
 
m
a
n
p
o
w
e
r
 
g
r
o
u
p
s
:

f
e
d
e
r
a
l
,
 
s
t
a
t
e
,

c
o
u
n
t
y
'
a
n
d
 
l
o
c
a
l
 
i
n
 
t
h
e
 
d
e
V
e
l
o
p
m
e
n
t
.
o
f
a
 
m
a
n
p
o
w
e
r

,
s
p
e
c
i
a
l
i
s
t
 
p
r
o
g
r
a
m
.

6
.

D
e
v
e
l
o
p
 
a
c
u
r
r
i
c
u
l
u
m
 
m
o
d
e
l
 
t
o
 
g
u
i
d
e
 
o
r
g
a
n
i
z
a
t
i
o
n

o
f
,
 
l
e
a
r
n
i
n
g
 
e
x
p
e
r
i
e
n
c
e
s
 
s
o
 
t
h
a
t
 
t
h
e

p
r
a
p
e
r
 
b
a
l
a
n
c
e

b
e
t
w
e
e
n
 
v
i
c
a
r
i
o
u
s
 
a
n
d
 
e
x
p
e
r
i
e
n
t
i
a
l
 
o
p
p
o
r
t
u
n
i
t
i
e
s

i
n
 
c
l
a
s
s
r
o
o
m
,
 
s
t
r
u
c
t
u
r
e
d
 
l
a
b
o
r
a
t
o
r
y
 
a
n
d
 
f
i
e
l
d

s
e
t
t
i
n
g
s
 
i
s
 
M
a
i
n
t
a
i
n
e
d
.

A
B
C
D

7
.

D
e
v
e
l
o
p
 
o
p
p
o
r
t
u
n
i
t
i
e
s
 
f
o
r
 
s
t
u
d
e
n
t
s
 
t
o
 
o
b
s
e
r
v
e
_

A
B
C

B
C
D

c
l
i
e
n
t
s
 
s
d
e
k
i
n
g
/
r
e
c
e
i
v
p
g
 
s
e
r
v
i
c
e
 
f
r
o
m
 
p
r
o
f
e
s
s

s
i
o
n
a
l
s
 
i
n
 
m
a
n
p
o
w
e
r
-
a
g
e
n
c
i
e
s
.

8
.

D
e
v
e
l
o
p
 
s
t
r
u
c
t
u
r
e
d
 
l
a
b
o
r
a
t
o
r
y
 
e
x
p
e
r
i
e
n
c
e
s
 
f
o
r

A
B
C

s
t
u
d
e
n
t
s
 
t
o
 
o
b
s
e
r
v
e
 
a
n
d
p
a
r
t
i
c
i
p
i
t
e
 
i
n
 
s
i
t
U
a
t
l
e
h
s

w
h
i
c
h
 
m
o
d
e
l
 
t
h
e
 
r
e
a
l
=
m
o
r
l
d
,
 
f
o
c
u
s

o
n
 
s
p
e
c
i
f
i
c

c
o
m
p
e
t
e
n
c
i
e
s
 
a
n
d
 
u
s
e
 
s
t
r
a
t
e
g
i
e
s
 
a
p
p
r
o
p
r
i
a
t
e

t
o

m
a
n
p
o
w
e
r
'
w
o
r
k
.

c

9
.

D
e
v
e
l
o
p
 
p
r
a
c
t
i
c
u
m
 
e
x
p
e
r
i
e
n
c
e
t
!
w
h
i
c
h
 
a
l
l
o
w
 
s
t
u
d
e
n
t
s

A
B
C

u
n
d
e
r
 
t
h
e
 
s
u
p
e
r
v
i
s
i
o
n
 
o
f
 
a
g
e
n
c
y
 
p
e
r
s
o
n
n
e
l

t
o
 
i
n
t
e
r
-

a
c
t
.
'
 
w
i
t
h
 
c
l
i
e
n
t
s
 
s
e
e
k
i
n
g
/
r
e
c
e
i
v
i
n
g
 
m
a
n
p
o
w
e
r

s
e
r
-

v
i
c
e
s
 
a
n
d
 
t
o
 
w
o
r
k
 
d
i
r
e
c
t
l
y
 
w
i
t
h
 
m
a
n
p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t
s

i
t
 
s
o
l
v
i
n
g
 
a
g
e
n
c
y
 
p
r
o
b
l
e
n
s
.
,
,

1
0
.

D
e
v
e
l
o
p
 
i
n
t
e
r
n
s
h
i
p
 
e
x
p
e
r
i
e
n
c
e
s
 
w
h
i
c
h
 
p
r
o
v
i
d
e

o
n
-

A
B
C

B
C
D

t
h
e
 
-
j
o
b
 
t
r
a
i
n
i
n
g
 
i
n
 
a
l
l
 
a
r
e
a
s
 
t
h
a
t
 
r
e
g
u
l
a
r

a
g
e
n
c
y

7
p
e
r
s
o
n
n
e
a
r
e
 
e
x
p
e
c
t
e
d
 
t
o
 
p
e
r
f
o
r
m
 
i
n
 
r
e
a
l
-
w
o
r
k

V
i
t
t

s
i
t
u
a
t
i
o
n
s
.
'

B
C

C
D

B
C
D

C
D

D

C
D



M
a
n
p
o
w
e
r
 
C
u
r
r
i
c
u
l
u
m
'
 
O
b
j
e
c
t
i
v
e
s
 
(
c
o
n
t
.
)

1
9
7
4
7
7
6

1
9
7
6
-
7
7

.
1
9
7
7
 
-
7
8

1
1
.

D
e
v
e
l
o
p
 
i
n
s
t
r
u
c
t
i
o
n
a
l
 
m
o
d
u
l
e
s
 
b
a
s
e
d
 
o
n
 
V
a
l
i
d
a
t
e
d

A
B
C

,
B
C
D

C
D

c
o
m
p
e
t
e
n
c
i
e
s
 
o
f
.
p
a
a
p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t
s
 
w
h
i
c
h
,
 
c
a
n

f
o
r
m
 
e
l
e
m
e
n
t
s
 
o
f
 
f
o
r
m
a
l
 
c
o
u
r
s
e
s
 
i
n
 
t
h
e
 
c
u
r
r
i
c
u
l
u
m

a
n
d
/
o
r
 
p
a
r
t
s
 
o
k
c
i
n
-
s
e
r
v
i
c
e
 
t
r
a
i
n
i
n
g
 
p
a
c
k
a
g
e
S

f
o
r
.
a
g
e
n
c
y
 
s
t
a
f
f
s
.

.
.

1
2
.
-
 
D
e
v
e
l
o
p
 
a
n
 
e
v
a
l
u
a
t
i
o
n
 
m
o
d
e
l
 
w
h
i
c
h
 
w
i
l
l
p
r
o
v
i
d
e

v
a
l
i
4
 
i
n
f
o
r
m
a
t
i
o
n
 
a
b
o
u
t
 
t
h
e
 
e
f
f
e
c
t
i
v
e
n
e
s
s
.
o
f

c
o
u
r
s
e
s
 
a
n
d
 
t
h
e
 
d
e
g
r
e
e
 
o
f
 
s
t
u
d
e
n
t
 
s
a
t
i
s
f
a
c
t
i
o
n
.

.
r
.

w
i
t
h
 
c
o
u
r
s
e
s
.

A
B
C

1
3
.

D
e
v
e
l
o
p
 
s
e
m
i
n
a
r
s
 
a
s
 
a
 
f
o
l
l
o
w
7
u
p
 
t
o
 
f
i
e
l
d
 
e
x
p
e
r
i
e
n
c
e
s

.
A
B
C

o
r
 
a
s
 
a
j
l
a
r
t
 
o
f
 
f
i
e
l
d
 
e
x
p
e
r
i
e
n
c
e
s
 
w
h
i
c
h
 
p
r
o
v
i
d
e

'
o
p
p
o
r
t
u
n
i
t
i
e
s
 
f
o
r
 
i
n
t
e
g
r
a
t
i
o
n
o
f
 
t
h
e
o
r
y
 
a
n
d
 
p
r
a
c
-

t
i
c
e
 
t
h
r
o
u
g
h
 
d
i
s
c
u
s
s
i
o
n
 
a
n
d
 
f
e
e
d
-
b
a
c
k
.

1
4
.

D
e
v
e
l
o
p
 
m
o
d
e
l
s
 
t
o
 
g
u
i
d
e
 
t
h
e
 
d
e
v
e
l
o
p
m
e
n
t
 
o
f
 
c
o
u
r
s
e
s

A
B
C
D

A
n
d
 
i
n
s
t
r
u
c
t
i
o
n
a
l
 
m
o
d
u
l
e
s
 
w
h
i
c
h
 
t
h
e
 
s
t
a
f
f
 
c
a
n
 
u
s
e

a
s
 
a
 
r
e
s
o
u
r
c
e
.

.1
0

M
a
n
a
g
e
m
e
n
t
/
S
u
p
p
o
r
t
 
S
y
s
t
e
m
s
 
O
b
j
e
c
t
i
v
e
s

i
p

1
.

D
e
v
e
l
o
p
 
g
u
i
d
a
n
c
e
 
s
e
r
v
i
c
e
s
 
f
o
r
 
s
t
u
d
e
n
t
s
 
e
n
r
o
l
l
e
o
r
i
n

'
t
h
e
 
m
a
n
p
o
w
e
r
 
p
r
o
g
r
a
m
.

2
.

D
e
v
e
l
o
p
 
a
 
p
l
a
c
e
m
e
n
t
 
s
e
r
v
i
c
e
 
M
r
 
g
r
a
d
u
a
t
e
s
 
o
f
 
t
h
e

m
a
n
p
o
w
e
r
 
p
r
o
g
r
a
m
.

t

3
.

D
e
v
e
l
o
p
 
a
n
 
e
d
u
c
a
t
i
o
n
/
t
r
a
i
n
i
n
g
 
p
r
o
g
r
a
m
 
f
o
r
 
m
a
n
p
o
w
e
r

p
r
o
g
r
a
m
 
f
a
c
u
l
t
y
 
t
o
 
I
n
c
r
e
a
s
e
 
c
o
m
p
e
t
e
n
c
e
 
i
n
 
m
a
n
p
o
w
e
r

a
r
e
a
s
.

A
B

4
.

D
e
v
e
l
o
p
 
a
n
i
n
t
s
t
r
u
c
t
i
O
n
a
l
 
M
a
t
e
r
i
a
l
s
 
C
e
n
t
e
r
 
t
o
 
s
u
p
p
o
r
t

A
B
C

s
t
u
d
y
 
-
a
n
d
 
r
e
s
e
a
r
c
h
 
b
y
 
'
s
t
u
d
e
n
t
s
,
 
a
g
e
n
c
y
 
p
e
r
s
o
n
n
e
l
,
 
a
n
d

p
r
o
g
r
a
m
 
s
t
a
f
f
 
i
n
 
t
h
e
 
f
i
e
l
d
 
o
f
 
m
a
n
p
o
w
e
r
 
w
o
r
k
.

C
-

D

B
C
D

C
D

B
C

B
C B
C C

C
D C
D

C
D

C
D



M
a
n
a
g
e
m
e
n
t
 
/
S
u
p
p
o
r
t
 
S
y
s
t
e
m
s
 
O
b
j
e
c
t
i
v
e
s
 
(
c
o
n
t
.
)

1
9
7
4
-
7
6

1
9
7
6
-
7
T
.
-

1
9
7
7
-
7
8

5
.

A
c
q
u
i
r
e
 
a
n
d
 
a
l
l
o
c
t
e
 
a
d
e
q
u
a
t
e
 
r
e
s
o
u
r
c
e
s
 
t
o

s
u
p
p
o
r
t
 
t
h
e
 
m
a
n
p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t
 
e
d
u
c
a
t
i
o
n

p
r
o
g
r
a
m
.

6
.

D
e
v
e
l
o
p
 
a
 
p
e
r
s
o
n
n
e
l
 
r
e
c
r
u
i
t
m
e
n
t
 
p
r
o
c
e
d
u
r
e

s
o

t
h
a
t
 
p
r
o
f
e
s
s
i
o
n
a
l
s
 
f
r
o
m
 
a
g
e
n
c
i
e
s
 
c
a
n
 
b
e
 
i
d
e
n
-

t
i
f
i
e
d
 
a
n
d
 
s
e
l
e
c
t
e
d
 
a
s
 
i
n
s
t
r
u
c
t
o
r
s
,
 
s
u
p
e
r
v
i
s
o
r
s

a
n
d
 
f
i
e
l
d
 
c
o
o
r
d
i
n
a
t
o
r
s
.

7
.

D
e
v
e
l
o
p
 
a
 
m
a
n
a
g
e
m
e
n
t
 
i
n
f
o
r
m
a
t
i
o
n
 
s
y
s
t
e
m
 
w
h
i
c
h
 
i
s

c
a
p
a
b
l
e
 
o
f
 
p
r
o
v
i
d
i
n
g
 
t
h
e
 
p
r
o
g
r
4
s
t
a
f
f
 
w
i
t
h
 
i
n
f
o
r
-

`
-
-
-
-
,
,
,
,
m
a
t
i
o
n
 
a
b
o
u
t
 
s
t
u
d
e
n
t
s
,

a
g
e
n
c
i
e
s
 
a
n
d
t
t
h
e
 
e
n
v
i
r
o
n
-

m
e
n
t
 
a
n
d
 
i
n
f
o
r
m
a
t
i
o
n
 
a
b
o
u
t
 
t
h
e
 
i
n
t
e
r
n
a
l
 
o
p
e
r
a
t
i
o
n

C
.
*

0
/

o
f
'
t
h
e
 
p
r
o
g
r
a
m
 
a
n
d
 
t
h
e
 
n
i
v
e
r
s
i
t
y
 
t
h
a
t
 
i
s
 
u
s
e
f
u
l

i
n
 
p
r
o
g
r
a
m
 
p
l
a
n
n
i
n
g
,
 
o
p
e
 
s
t
i
n
g
 
a
n
d
 
e
v
a
l
u
a
t
i
n
g
;
 
a
n
d

i
n
f
o
r
m
a
t
i
o
n
 
t
o
 
s
t
u
d
e
n
t
s
,

i
n
C
i
e
s
 
a
n
d
'
t
h
e
 
e
n
v
i
r
o
n
-

m
e
n
t
 
a
b
o
u
t
 
t
h
e
 
p
r
o
g
r
a
m
.

t
.
4

8
.

D
e
v
e
l
o
p
 
a
n
 
o
r
g
a
n
i
z
a
t
i
o
n
a
l
 
s
t
r
u
c
t
u
r
e
 
w
h
i
c
h
 
c
a
n

h
a
n
d
l
e
 
t
h
e
 
m
a
n
y
 
f
u
n
c
t
i
o
n
s
 
o
f
 
a
i
d
a
n
p
o
w
e
r
 
s
p
e
c
i
a
l
i
s
t

e
d
u
c
a
t
i
o
n
 
p
r
o
g
r
a
m
.

r

A
B
C

A
B
C

A
B
C

C
C
D

C
D

D

L
B

C
C
D
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PART 5

DESCRTION OF THE B.S. IN HRD WITH A

CONCENTRATION IN MANPOWER DEVELOPMENT

Structure of the B.S. in HRD

The B.S. in Human Resources Development (HRD) is-a 124 semester credit

degree Of which .64 credits are devoted to general education in academic

skills andAto appropiiate electives. General education'incluaes
credits,distributed in the areas of:. communication and writing skills,

symbolic systems (suchis mathematics, computer programing or Modern .,

language)',' three or more foundation coursed in the social sciences
(such as economics, political science, sociology and psychology) and

one or more courses in natural science history dnd studies of other

areas of the world or arts. Electives of 24 credits., selected by the
student under advisement, are required to make up the total of 64

credits.

The remaining ,60 semester hours of credit required for the B.S. in HRD

must comprise an approved professional concentration. One of these is

the Concentration in Manpower. Development which.this monograph concerns.
There are three major components within the concentration: cognate

courses,. baSic core.courses Which include an internship in a manpower

program setting, and a selection of courses in various specialties

of manpower work. Each component emphasizes a'different area of pro-.

fessional preparation, however, provides flexibility which allows

students to draw upoilra wift range of, course work.

Requirements for the Concentration in Manpower DeVe/opment include a

selection of'courses in areas such as: interviewing and counseling,

career and employability deVelopment, job development and training,

Assessment of youth and adults, manpower economics, manpower infor-

mation analysis, manpower program planning and evaluation, human develop-

ment in organizations, and delivery of human services. An internship

to an actual work setting appropriate to the students' career goals is,

required during one semester sof the Senior year. Opportunities for

field experiences and off - campus research projects are available
throughout the program.

The Oakland HRD program pi also designed to accept transr students
from community colleges who have a foOndatimon of ccAiNe:work in

psychology, sociology, economics and political science, and/or have'

botlyreparation in some type of huMan services work. Since the

progr m allows for elective course work in several fields and provides
flexibility fora broad selection of areas. of study in addition to
required subjects, most students' transfer credit can be applied to the

degree- Also, an adequats selection of courses is offered during the

evening thereby allowinOtudents to be employed during the daytime and

to attend :college on a part-time basis. -

of
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FIGURE 2 ,

HRDID PROGRAM COURSE AREAS

RACHELOR OF SCIENCE IN HUMAN RESOURCES DEVELOPMENT

WIC SKILL REgULREMiNTS MANPOWER CnNCENTRATION
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Figure.2 illustrates the course area parts of the Human Resources
Development degree program with a Concentration in Manpower Develop-
ment (HRD-MD). Following is a description of each of 'the three
components of the Concentration in Manpower4Deue1opment.

5.2 The Cognate Course Area ,

Within the 60 semester hour credit Cbilcitration in Manpower Develop-
ment each student is required to take a minimum of 24 Credits-Chosen
from a wide seledtion of upper division courses which are regularly
offered within the university in subject areas of: economics, manage-
ment, political science, psychology, sociology/anthropology or speech
communication. Students must have previouSly taken prerequisite
courses under the baSicskills requirement such.as:

ECN 169 Introduction to the Political Economics of Capitalization
MTH 121-122 Introductory Mathematics for the Social Sciences

s logy or

PS 100 Introduction to American Politics
PSY 130 Introduction to Social Pyc
PSY 146 FoUndations of Psychology
SOC 100 IntrOduction to Sociology

6

Some of
bg.
the departments which offer courses in the areas listed have

offered or are designing certain courses specifically for the prepara-
tion of HilD-MD students. In addition, the Humarillesource6 Development

-25-
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/ Area faculty has designed a few courses not available elsewhere in
the University which can be applied-toward the cognate course require-

ment. These carry the "HRD" rubric.

iCourqes chosen for the cognate area must include the following.

1. A course which includes research and/or statistics such as:

ECN 210 Statistical Methods for Social Sciences
HRD 46.9 Seminar in Manpower Information Analysis
PSY 252 Statistics and Research Design
PSY 330' Research Methods in Social Psychology
SOC 203 Social Syrtistics
SOC 307 Methode of Social Research

21 A course which deals with social Change such as:,

,ECN 309 Metropolis: Problems and Policies
ECN 368 Economics of Human Resources

HRD 401 Organizational Analysis and Change Process

PS- 205 Politics of the Local Community
SOC 205 Sociology of Social Problems
SOC 341 Social Change
.SOC 370 Communities

.
.

3.. An advanced course in psychology such at:

SkcivPSY 243_ individual Differences

PSY 246 Applied Psychology
Y 276 Psychology of Adolescence and Magi

TS 350 Motivation
PSY 430 Advanced Social Psychology

IIIP

,

4. An advanced course in sociology such as:

5

y

SOC 210 Social Contexts of Social Work
SOC 231 Racial and Cultural Relations.
SOC 255 Industrial Sociology
SOC 260 Urban Sociology A
SOC 355 SOciology of Occupations and Professions

SOC 380 Sociology-of Bureaucracy t

SOC 470 Field Studies in Sociology

%.

A selection of other courses approved for the cognate area,
including courses listed above to.make a minimum of 24 semester,

hourscredit. Examples of 'other courses which may be applied

towaldthe cognate area or taken as electives are as follows: --

CIS 182 -183 Introduction to Computer Programming
ECN 169 IntrOduCtion to the Political Economics of CapitalisM

ECN 268 Manpower Economics

-267
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plui 301 The Settles of Man
HRD '30; Ethical Studies of Personal Crisis
Ma 20Q Introductory Financial. Accounting
HQT 330-331' Organizational Behavior I-II
MGT 314.110man Development id Organizations
,PS 10 COntemporary Political Issues
PS 231 Public Adtindstration
PS 354 Puklic Budgeting

-5.3 Rastc,Core, Internship and'Specialization Course Areas
, .

Asa part.o0ha Concentration in Manpower.Development, each student
_,

rewired to take .a rhiAimom of 24 to 28 semester hours credit from
selbetioi.pf atoliekcpuises,offered under the labels HI (Human

Intotaptto(i).Pgd pap (wpm; Resources Development) plus an "Internship .

. ip Muslin R40pqes:DIvelopmiont," 8 to, 12 credits, for a total of 60
spytestarAonrpTipd# including the 24 to 28 credits in the cognate
area e*

The HI,And-Up COUrOef are those offered by the Human ReSourcee Develop-
sent Area fstul'ty. .111ey, axe interdisciplinary in nature and have been .

'designed cooperatively with advice from key personnel in community
Agencies andAnvornme4tal units who are engaged primarily in the
planning apd deliWery'of manpower programs and related horn service.
acttvities.

1. Basic Core Course Requirements

A. 4 minimum of two of the following courses:

HI 261 Nndsmentals of Human Interaction
III 301 Techatquea of the Helping - Interview
HI 363 DynaMics of Human Relationships

.(Note :. Advanced students may substitute HI 461, HI 463,
or,HI 464.)

B. A minimum of two of the following courses:

HRD 362 Asspesment of Youth and Adults
HRD 364 Career Development and:Community 'Resources
HID 366 Techniques of Human. Resources Development
HAD 369 .field Work in Human Resources Development

fLt"iing fipman Resources Development
4

2. Iriternejlik 'courts Aikquireendt

The following 43011114 is,re4uired in the Senior year. Students
work an &vernal of three days pet week for one semester under
wuperyiatog.14 aft Wake and/or in` field settings where they

.

-27-
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have a final opportunity to apply/ what they have learned in
activities which are likely to lead.to employment (or advance-
ment if they are currontil employed).

HRD 490 Internship in Human Resources Development
(8- or 12 credits)

3. Specializatibn Courses to Complete the'60 Credit Concentration
Requirement and Electives

Within the Bachelor's degree prograM there is an opportunity to
select some .courses which provide advanced preparation in certain
skills areas and /or development of competencies for specialties
or functions in manpower or-human resources development, or
additional Preparation fir work with Special. worker groups.

Following are a-feW examples of such courses:

A. Adult education and development of persons for placement in
training and employment

ED 323

ED 364
HRD 365
HRD 367
HRD ..368

Education of the Spanish-Speaking in the U.S.
Teaching in Manpower Education Programs
Student Resources Development
Employability DeVelopment PrOcedurds
Job Development and Training

B. Civil rights and law

PHL 221
PS' 241
PS 342
PS. 343

SOC 385''

Theories of Justice,
law and Politics
American Legal System
American Legal System
Civil Liberties
Sociology of the COurts

f*
C. 'Corrections Ad criminal justice

-41

ociology of CriMe and Punishment

Power and Freedom'

I: Principles 4i Processes
Constitutional Lkw and

4'

SOC 32Q
SOC 325"

SOC 3
SOC 35

Corrective and Rehabilitative Institutions
Police and Society
Juvenile Delinquency and Its social- Control

amily assistance and child'care

ED 326
HI 464
PSY 271
SOC 210
SOC 335

Early Childhood Program Opera
Techniques of Consultation
Child Development
Social Contexts of Social Work,
The Family

-28-

36



E. Human interaction and communications, advanced preparation

Introduction to-Counseling
Group Procedures in.Helping Relationships
Techniques of Consultation

SCN 304 Oral and Written Communication in Organizations

F. Manpower program planning, adminisiation, and evaluation

ECN 169 Introduction to the Political Economy of Capitalism
ECN 268 ManpoWer'Economics
HRD 402 Human Services Delivery and Evaluation
BED 469 Seminar in-Manpower Information Analysis
,MGT 334 Human Development in Organizations
PS 251 Public Administration

G. Mental health and substance abUse

HI 461
HI' 403
HI 464

HRD 331 Introduction to Community,- Mental Health
HRD 335 Probleis of Drug Abuse and Alcoholism

9 Seminar in Drug Abuse

(Note: e Psychology Department offers related courses
from t = to time.)

li. Youth work and recreation

HRD 467 Workshop in HRD: Assisting Youth
PE 291 Recreation Programming and, Leadership
PSY 273 Psychology of Adolescence and Youth
SOC 330 Sociology of Youth

V'

I. Women studies

ECN 222- The Economic Status of Women
PSY 232 Psychology of Women
HRD467 Workshop in, Critical' Issues in Women Employment
SOC 336. Sex Roles in Modern Society

J. The following Ewo:courses Are offered each semester to
provide an oppoetUnity,for students to receive instruction
and develop skills in specialized areas of interest through
independent study, research projects for cOmiunity AsencieS
or field experiences in approved work settin0 under super-
vision.

, HRD 369 Field Experience In Human Resources Development.
(2, 4, 6, or, 8 credits)

HRD 390 Special Project in Human' Resources Development .

(2, 4, 6, Dr 8 Credits)
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5.4- New Course Development

The initial development of manpower courses at Oakland Univers ty has
been at the undergraduate level. This is based in part upoils he

'aperienCe gained through the training of employment service ' personnel
for the Michigan Employment Security Commission (AESC). Th success
of manpower programs can depend greatly upon the effective ess of the
hundreds of personnel who work to directly meet the needs. ,of employment
service and CETA clientele.

The course content emphasis at Oakland " University has been-on prepara-
tion for functions performed at the local level by personnel who
plan and deliver manpower programs for unemployed, un eremployed,
disadvantaged, and certain groups such as, youth,Ago en, veterans,
older workers, and members)of minority groups.

The level of courses is primarily at the third year (300) and fourth
Year (400) of college work. In FigurT3 are listed the new courses
developed for the Human Resources Development - Madpower Development
(HRD-MD) cUrriculum. Several were designed initially for MSC
personnel training and in 1973 were revised and .consolidated for the
establishment of the B.S. in HRD degree. They were revised again in
1974 for the HRD-MD major and the MIG program and several othe
new courses were developed during 1975 and 1976. Appendix' 'B cludes

current catalOg descriptions of the courses.

Figure 3 illustratehow the new courses are classified in the B.S.
.in HRD as to the part of.the Concentration in, Manpower Deviopment
where they may be applied,such as, cognate, core, or specialty
courses. Also, the various sites whereftinstruction tsk sfplace
are indicated, such as, classroom, laboratory .(simul tio ), or field
site.

The courses listed in Figure 3 do not include sever 1 cour es which,
Are normally selected by HRD41D majors to meet the balance.of.the '

general education, cognate, or elective requireme is in the HRD.,MDf
curriculumibecause'they are previously. existing ourses of .ered

various departments within the university which ere initiat d to
.serve other degree programs.. Several of!these her courses Were.
listed on preVious pages with the-description-of the B.S. . in_ARD
degree. They are those with rubric's such as, ECN, ED, MGT, PS, pr ,
and SOC.

V

0
r) 0110

U
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NEW COURSES 'DEVELOPED FOR THE HUMAN RESOURCES DEVELOIJMEN
MANPOWER DEVELOPMENT CURRICULUM

1972 THROUGH 1975

SPECIAL1'T'.COURSES

BASIC CORE COURSES
COGNATE COURSES

HZ 2?1 FUNDAMENTALS.OF. HUMAN INTERACTION

HI '361TECHNIQUES OF THE HELPING INTERVIEW

HI 363 DYNAMICS OF'HUMAN RELATIONSHIPS

HE 461 INTRODUCTION TO COUNSELING

HI 463 GROUP PROCEDURES IN HELPING.RELATIONSHIPS .1

HI 464 TECHNIQUES OF CONSULTATION'

HRD 301 THE NATURE OF MAN

HEM 302 ETHICAL STUDIES OF PERSONAL, CRISIS

HRD 3.1 INTRODUCTION TO COMMUNITY MENTAL HEALTH"

HRD 35 PROBLEMS OF DRUG ABUSE &.ALCOHOLISM

362 ASSESSMENT OF. YOUTH &_ ADULTS A

364 CAREER DEVELOPMENT & COMMUXITY.4gSOURCES
.

D 3(5 STUDENT RESOURCES DEVELOPMENT

'1 3"66 TECHNIQUETTF HUMAN RESOURCES DEVELOPMENT,

iAl

MEHP 367 EMPLOYABILITY DEVELOPNT.PROCEDURES ..... .

,368 JOB DEVELOPME ADN TRAINING

389. FIELD i4ORK. IN HUMAN RESOURCES DEVELpPMENT

390 SPECIAL PROBLEMS IN HUMAN RESOURCES DEVELOP

. 4 ORGANIZATIONAL ANALYSIS & CHANGE PROCESS

HRD 40 I1UMAN SERVICES DELIVERY & EVALUATION

HRD 467 WORKSHOP: CRITICAL ISSUES IN WOMEN EMPLOYMENT

HRD 469 SEMINAR IN MANPOWER INFORMATION ANALYSIS

HRD 469 SEMINAR. IN DRUG AWSE

HRD 490 INTERNSHIP IN HUMAN RESOURCES DEVELOPMENT

MGT 334 HUMAN DEVELOPMENT IN ORGANIZATIONS 2

ECN 268 MANPOWER ECONOMICS

MODELED BY W. JORNS

3 9
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6.1 Enrollment

ENROLUIRNT AND INFORMATION ABOUT STUDENTS

in the BID-MD Program

The head count enr011ment in the Human Resources Development-Manpower
Development major (HRD-MD) for each tri semester beginning with Fall
1973 through Winter 1976 is illustrated in Figure 4. 'Spring and 1

Sunnier (SP-SU) are each seven and one-half week terms which comprise
a third semester it addition to the traditional Fall and Winter.
semester-S.

The HRD-MD.degree progr was first offered at 0a41and University
beginning in Fall 1973. Ity Winter 1974, seventy=one students had
declared majors in the program. Enrollment tripplea in Fall 1974
reaching-211 students at the time-the MIG program was initiated. Af
the beginning of the°third year in Fall 1975 285-HRD-MD majors were

in attendance. At.this writing309 students are enrolled as majors
during Winter 1976. Enrollments are given on the_lower line of
Figure 4.

In addition.. to students,who have'-deciared majors in HRD -MD many others
were'enrolled in the neOHuman Interaction (HI) and Human Resources
'Development (HRD)courses (described in Appendix B) -. Some were regular
students majoting in other-fields-who selected some of th HRD program
offerings as electives. ,Many other were employed person: who wished
to pick.,up,one or two courses to enhance their skille:and competencies.
in areas such as intervieting, job development, career development,
consultatioriKgroup prpcedures,rptoblems in Substance abusel child
care, and the general delivery of human services.

Table 1 gives the enrollment etch'semester for each of the HI.and HRD
courses developed for the HRD-MD program from Fall (FA) 1973 through
Winter (WI) 197:6. These data differ from those reported in Figure 4
because all students enrolled in HRD'Area courses are included,

51 .4

only HRD41D.majori. _

Most of the HI and HRD courses can be taken as electiVes by non -HRD
majors as long as prerequisites are Mete Almost all course enrollments
were for fodr (4) semester hours, credit each.

In table 1 the total course registrations are given fOr each tri Semester
and each course: The right hand column gives-a conversion of, total
enrollments tototal semesterlhours credit. To obtain credits; course
enrollment totals were multiplied by 4 except Hp 369 and HAD 390, which
can be taken for 2 or 4 credits, were multiplied by 3.40, and 6=0
the course enrollment total for HRD 490, which is taken for either
8 or 12 credits, was multiplied by 9.33.
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TABLE 1

ENROLLMENT IN HI AND HRD COURSES,

BY.ALL STUDENTS FROM FALL 1973 - WINTER 1976

COURSE
NUMBER

.

FA
1973.

.

NUMBER

WI
1974

OF

SP-SU
1974

COURSE

FA
197

ENROLLMENTS

WI
1975

SP-SU
1975

.

FA
1975

., WI

1976
COURSE
TOTAL

TOTAL
SEM.

HR.
CREDIT

HI '261 89 '104 41 108 119 15\ 107
'''Y.'49

75"; 658 2632

HI 361 19 29 20 53'. 15 24 277 1108

HI 363 31 -61 42 80 55 43 , 56 54 422
.

1688

HI 461 17 2 51 25 21 21 137 548

HI 463 / ' 19 14 13 28 17 110 440

HI 464 114 14 56

SUB
TOTAL

-

139 194 139. 262 321 111 241- 191 1618 6472

HRD 301 . 48 35' 35 34 152. 608

HRD 302 35 44 ,39 118 . 472

HRD 331 . '57 36 93 372

HRD 335 35 39 25 19 43 29 50 240 9.60

HRD 362 18- 14 .34 33 27 40 34 1200 '800.:

HRD 364 35 8 77, 48' 56 224 896

HRD 365 10 , 1Q 40

HRD 366 81 85 0 166 664

HRD 368 -34 39 73 292

HRD 369 7 11 23 20 10 28 21, 120 (),408*

HRD 390 8 9 21 16 17 . 21 25 117 398*

HRD 401 . 21 11, 8 40 , 160

4 L
28

t

28 \ 112/1110-402

IHRD 467 7 /1 26 54 216

HRD 469 . 17 10 17 16 60 1 -.240

HRD 490 1 3 9 15 22 22 17 39 128 1194@

SUB
TOTAL '69 97 150 245 .310 190 358 404 1823. ,7832

TOTAL 208' 291 289_ 507 631 301 619 595 3441 14304

'
Note: A11 enrollments are'\for 4 semester hours credit except As follows:

* HRD 369 and HRD 390 enrollments average 3.40 credits each instekd of
4 because enrollment for 2 credits is also ava-eable.

@ HRD 490 enrollments are 9.33 credits on the average because students
register for either 8 or 12 credits.
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The total Bourse enrollment in the new HI and HRD courses over the.
2 2/3 year (8 semesters) was 3441. This represents a total of
14,304 credits which Were delivered by the HRD Area faculty., Class
seetions had' an average of 31'students (or 124 credits) each.

"J-
t -/

Table 1 shows that thefnademic yedr(FA'and WI) enrollment totals more
.than doubled from the first (1973-74) to second (1974-75) year This
is because the.program-becaMe known, Students enrolled, and -the faculty
.was doubled in part by employing part-time faculty.

The enrollment, totals for the 1975,76 academic year (619 + 595 a 1214)
only increased 6.7%'over 1974-75 (507'+ 631 a 1138) betausethe number
of class sections.which were offered stayed about the same in number
even though salary funds were increased. The faculty was increased in
terms of regular, appointments and reduced in part-time appointments
resulting in a'higher cost per section.

The SP-SU 1.975 enrollment (289) did not double over SP-SU 1,97 did

the academic year enrollment. 'It stayed about the same (301 because
the faculty in SP-SU 1975 was not increased as it was during he .

academic yeai semesters. This was the result of an administra ive
decision and not a lack of interest on the part-of students.

Data is not"recorded on the number of students who would enroll in
particular courses if availability were increased.. However, it is
important to report herein that during each recent registration period
over 200 students have asked for advise for alternate choices because
Al'or HRD courses which they preferred 'to take were full and closed.
0

Therefore, enrollments could have been higher if more funds for facUlty
had been available. Lack of increases in higher education funds were
a major influence in restk4.c4ng additional growth of the program, it
appears.

6.2 Characteristics of, HRD,MD Majors /40

The students who have declared a major in human resources deyelopment
with a concentration in manpoNer development (HRD-MD), as a group are
significantly different in qertain characteristics from the total under-
graduate student body. Table 2 shows these differences through a
comparison of the nUmber and percentage of all students with MD
majors in several caltegorie.

14-
The head count enrol tent data given in Table 2 was obtained during
the middle4f the Fall 1975 semester and during the middle of the
Winter 1976 semester. (This'explains the differences with data shown
in Table 0*which represents end-of-semester counts except for Winter
1976 which is a beginning semester count.) The student group charac-
teristics where the greatest differences in percentage exist between
all undergraduates and HRD-MD majors are listed in-the upper portion

:( of Table 2.
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While about 50% of altundergraduates are admitted from high school,
'less than 20% of HRD-MD majors are addittedfrom high school. Over
80% of the HRD-MD majors transferred from other'colleges. Most are
transfers from community colleges.

Age differences are also significant:. An'average (between the two
semesters; 64 and 56%) of 60% of all .undergraduates are 22 years old
or leSsr'however, an average of 28% (33 and 22%) of the HRD-MD majors
are im:'this age group. An average of 39% of,HRD-MD majors are 31
years oldor more compared with 15% of all students. The percentage
of the 23 -30' year old group is slightly higher for HRD-MD.majors.

Over three out of four HRD7MD majors.are women while undergraduate men ,
and women'are divided equally (49-51%). The-HAD-MD program has
attracted many "returning women", those who have not attended college
for several years.

(-

There is .a higher percentage of students in the HRD-MD major. who take
only evening classes or late afternoon and evening classes ascomfmred
to the percentage of all undergraduates. This is as expected since
approximately. 40% of HRD-MD students are employed. The employment
status of all undergraduates is not kept in unArersity recorils so
this data is not available for comparison with all students.

Nearly one-half .of HRD41D majors are married as compared to one-fourth
of all undergraduates,d5nd about one-half of HRD-MD majors are part-
time students as compared to one-third of undergraduates. Aipart--
time student is one who is enrolled-for 11 or less semester, hours
credit.

S.

It is of interest to higher education curriculum planner6 to study the
head count enrollment changes which occurred between the Fall 1975 and
Winter 1976 semesters. Table 2.1 is an extension of Table-2. The
same enrollmept counts are givelonly here the differences which occurred
between s Eers have been calculated and are followed by the percentage
of increase or ecrease which occurred from Fall to Winter.

In Winter 1976 the head count number of all undergraduates dropped 381
students, which is 5% less than the Fall 1975 enrollment of 7568.
During this same period of time the number of HRD-MD majors increased
50, or 19%, and there was also a net increase of 50 students who
transferred from another college.

Further study of Table 2.1 show; that the greatest net decrease in
the university was in the age gr8up 22 years or less (787). This was
offset by a 23% increase of students in the 23-30 year age group (379)
and of students who were 31 years old or more (66).

The'decresse in the n umber of female undergraduates (225), was almost
twice that of males (119) within the .university while almost all (48) of
the net increase in,HRD-MD majors were female students.

-37-
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appears that during Winter 1976 most of the new HRD-MD program
st dents were women transfers from other colleges with an average

-age of 30 attending part-time, the,"returning women" group. Many
who decide 6 return first take community college courses and when
the ,find s Less develop courage to enroll in the university. .

4

The development of skills and knowledge for the delivery of human,
services appears to appeal. to many women who Wish to serve the
community and their. families. The HRD program i8 an alternate choice
for some who have at one time entered teacher education.

6.3 Period of Enrollment

It is of interest to note the period of time HRD-MD majors are enrolled
in the program, based upon their initial entrance. Table 3 provides
this type of enrollment data. The left column shows the total number
of students who were enrolled,in the university on 'campus and off
campus who had declared a major in Human Resources Development with a
Concentration in Manpower Development (HRD-MD> each semester, Fall 1973
through Winter 1976.

The balance of the table is a matrix. The number at the top of each
column gives the number of students who entered theqUID-MD major for
-

the first time. The numbers below give the number of cohorts (student
who entered the program together) who returned during, each semester
which is listed on the left.sidevof each row. "For example, 144 students
enrolled for -the first time during Fall 1974. Of these, 144 returned
in Winter 1975, 54 returned in Spring 1975, NB in Summer 1975; and 75,
or about one-half of the original group, in Fall 1975.

The numbers given in each row show how many students are enrolled
during the term indicated on the left, who first enrolled in the HRD=MD
major during the terms shown above each column. For example, of the
211 students enrolled during Fall 1974, 14 had returned from those
who enrolled for the first time during Fall 1973,J1 from Winter 1974,
etc.

During Fall 1975, the beginning of the thfrd year of the existence of
the HRD-MD program, the number of new entrants ( 4) is the same as the
previous Fall, 1974. The number of these who re urned for the 1974
and 1975 Winter semesters (114 and 116) is about e same. This infor-,
mation will provide a basi6 for future planning.

The total number.of students wh6enrolled as HRD-MD majors from Fall
19.73 through Winter 1976 (three academic years plus two spring-summers)
is 535. This total is the sum'of the numbers of new entrants each
semester (See Table 3, top pember in each column). During this same
period of time 64 have graduated, 36 have changedto other majors, and
88, are to be inactive because they have not enrolled during
the past two semesters. This leaves a total of 347 who are considered
to be currently active as majors in the HRD-MD program. Of these, 309
are registered during the Winter 1976 semester, based on early reports.

-39-
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6.4 Course Work Taken by HRD.41D_Aajors

The distribution of course enrollments by HRD-MD majors in various
subject categories is reported in Table 4. ,This covers the total
number of courses taken by HRD-MD majors in each subject category from
Fall 1973 thrOugh FaLl 1975.. Course enrollments have been converted to
semester hours credit from Whi9A-Oe percentages of credit hotirs have
been derived as shown in the right' hand column of Table 4.

It is important to interpret these data with the fact in mind that this
distribution does not include credit students have earned previously
at other colleges. Over one-half of the students in this group have
taken only the last two years of course work at Oakland University
which they need to meet degree requirements.

The data in Table 4 reflects_the B.S. in HRD degree requirements, to
the extent is expected when it is undefStood'ithat part of the general

cog 101 work was taken elsewhere.

The HRD-MD majors took 24.2% of their remaining.CourSe work in HRD
courses, 16.6% in HI courses, - 10.7% in Psychology, 8.7% in Sociology
and Anthropology, 7.3% incEnglish and Communication Skills, 7.1% in
History and, related studies, as shown in Table 4. As a group, they
took 4% or less of their course work in other subject categories.

Table 5 shows the total credits earned by HRD-MD majors who were
enrolled one semester or more during a full year, Summer 1974 through
Spring 1975 -. Lower division students are those who have earned 59
credits or less. Upper division students are those who have earned
6.0 credits or more. It is of interest to note that 32% of the total
credits were taken by lower division students and 68% of the credits
were taken by upper division studebts.

.Courses numbered 100 and 200 are considered introductory. Courses
numbered 300 and 400 are more advanced and normally require certain
prerequisites or upper division class standing. However, second year
(Sophomore) students are frequently permitted to take 300 level courses.
Also some departments- -,have courses numbered. in the 200s which are
commonly taken by upper division students. This is reflected in
Table 5.

A full year equivalent student (FYES) at Oakland University takes 31
credits. Therefore, FYES can be obtained by dividing credits earned
by 31. The 5516 total credits earned by the students who were H -MD
majors during the 1974-75 _tri-semester equals 178, full-time-equi sbent
students.

6.5 Employment Status of Students

A survey was conducted during November 1975 in all classes which have
an HI or HRD rubric. Students.were asked if they were currently

-41-



TABLE 4

SUMMARY OF ENROLLMENT AT OAKLAND UNIVERSITY IN
VARIOUS SUBJECT CATEGORIES BY

HRD-MD MAJORS FROM FALL 1973 THROUGH FALL 1975.

INCLUDING LOWER DIVISION CREDITS TAKEN ELSEWHERE)

SUBJECT CATEGORY

NUMBER
OF COURSE

ENROLLMENTS

SEMESTER
HOURS

CREDIT

PERCENTAGE
OF CREDIT

HOURS

Human Resources Development 882 3,789* 24.2

Human Interaction 649 2,596 16.6

Education 161 644 4.1

Physical Education 57 228 1.4

SUB TOTAL-SCH0914 OF EDUCATION 1,749 7,257 46.3

'\k.eisycholOgy , 1,676 10.7

Sociology/Anthropology 341 1,364 8.7-

English & Communication Skills 286 1,144 7.3

History, Area Studies
. Philosophy 278 1,112 7.1

Symbolic Systems (Math, Comp.
Sci., Languages, Linguistics) 157 628 4.0

Applied Social Sciences
(Inner Colleges) 148 592 3.8

Economics, Management, and
PolitiCal Science (Public
Administration) '142 568 3.6

Arts 142 568 3.6

Natural Science 102 408 2.6

Other General Education 89 356 2.3

SUB TOTAL-GENERAL EDUCATION.. 2,104 8,416 53.7

AND COGNATE COURSE WORK

TOTAL 3,853 159673 100.00

Note: All courses are offered for'4 semester hours credit each except there
are some differences under HRD. The average HRD course enrollment
is for 4.296 credits.

* 882 X 4.296 = 3789

Data from O.U. Information Services
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TABLE 5

LEVEL O COURSE WORK
TAKEN BY'BRD-MD MAJORS.
THE 1974-75. TRI- SEMESTER YEAR

STUDENT LEVEL

LOWER DIVISION
Freshmen &
Sophomores

UPPER DIVISION
s

Juniors & Seniors
ALL

COURSE LEVEL CREDITS PERCENTAGE CREDITS PERCENTAGE CREDITS

INTRODUCTORY COURSES
,,(100 and 200 level)

ADVANCED COURSES .

(300 and 400 level)

TOTAL ALL LEVELS

1,115

659

1,774

51

20

.

32

1,070

2,672

3,742

49

80.

68 ,

2,185

3,331

5,516

Data supplied by Oakland University Office of Institutional Research.
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r '
employed in a"Rosition related to the HRD-MD program. Also, they

were askell if elpey were previously employed in a related position, or

were currently working on the staff of a manpoyer-related agency as

a volunteer.

Table 6
.

ows'a summary Of the eip oyment status of students enrolled in

HI and classes, as of November, 1975', based upon 80% of the total

studen enrollment. Approximately lone-half,(49%) of the enrolled
st nts are currently employed in HRD program related work or are
working as a volunteer sta member in an agency xelated to the HRD

program. About one-fourth 1%) are in: paid pos ions>and about

one-fourth (27%) are voluntee s.
- .

6.6 Follow-U Stud of HRD' -MD Grd tes
I

.,

Between Fall 1973 and Summer 1 75 fifty (50) studentp bave, ,earned
the Bachelor pf Science in.Huma Resources.Development with a Concen-

tration in Manpower Development, puring November 1975 a brief
questionnaire was mailed to the last known address of 49 HRD-MD

graduates. One is 4ceased. toter a few weeks a Second mailing was
sent to those who had not responded, In January and February'1976
the telephone was used to reacn those who Rad still not responded.
All but two (4%) were reached.

Table 7 shows a summary of th follow-up study.- A total of 26 (53%)
, .

have enrolled in further eau atiot'y of these 23 were engaged in
graduate study or had comple, ed Master's degrees. The other 3 had

enrolled in other forms of adult aid continuing education.
,

%

Ten are enrolled in the Youth and Adult.Counseling and Guidance M.A.
degree at Oakland University,' Six are enrolled in Master of Social
Work programs at Wayne State-University (3), University of Michigan (2),

and Michigan State University (1). Three are enrolled in Master of
Education degreeprograms,\two are in Vocational Rehabilitation programs,
one is a Law student, and one is a Divinity student.

A total of 33 (67%) gradua es are employed.. Some of these are also

continuing their education. Only five (10%) are not employed ornot
continuing their educatio . Of these, two stated that-they are not
seeking employment and have turned down job offers. Two stated that

they are seeking work and have had a difficult-time in finding, openings.

One of these stated that her HRD degree was an, asset in obtaining job

interviews.

In the employed group, 29 have poPitions related to the HRD degree.

The other four are working in offices or sales Work, one is an
opchalmologist's assistant, and one is working as a waitress in a
community where,her husband 1.8 stationed in the service, Following is;

a list of the positions related to ehe degree.
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TABLE k

EMPLOYMENT STATUS OF STUDENTS
ENROLLED IN HI AND,HRD-
-* CLASS SECTIONS 4

DURING FALL 1976

EMPLOYMENT STATUS .\ .

.

NUMBER
.

PERCENTAGE,
//

/
Currently employed in work related
to the HRD-MD Major

.

...

61 ,

.

21

-

-Current volunteer staff member in an
agency related to the HRD-MD major
(some.also previously employed)

,

76

i-

.

27

...

SUBTOTAL-AGENCY STAFF 137 48

,

Not employed, npt volunteer, not _

...

previously employed in HRD-MD ,

related work 146 , 52

TOTAL 283 100

NOTE: Percentages are based.dpon 283 cases out Of a potential A3
. individuals. It is assumed that percenti,,g*for. th to al
group would be'the-same as those repavt4'above.
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TABLE 7

RESULTS Oi.FOLL0W-UP STUDY OF THE
GRADUATES OF THE HRD-MD .PROGRAM FROM,
'". FALL 1973 THROUGH SUMMER 1975

NUMBER AND PERCENTAGE* OF GRADUATES

'CURRENTLY EMPLOYED
YUKTUE4 EDUCAT/VP

Enrolled Not Enrolled ._ TOTAL
No.- %. No. % 4 ,: No..

FULL TIME
(30 hrs. Ormore) 16 14. .29 i .22: 45

PA
(less

TIME
rs.than 30' h) "

,

9 18 2 4 11 22

NOT EMPLOYED
. \

.

18 5 10' 14. 29

T0TAL.RE$PONSES 26 53 21 43- 47. 96,

NO RESPONSE
`,..

- . 2

TOTAL GRADS# ' 49. .100.

* Percentages are based upon the number of 49 graduates

# Plus one deceaSed, not calculated in. percentages..

Study conducted by Manpower Institutional Grant, Research Assistant

a
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Michigan Employment Security Commission.
ar

1 - DistriCt Equal. Employment Opportunity Officer (Civil Right6)
1 - Employment Security Executive 08
1 - WIN Program00.Ltation Group Leader and Interviewer,,

City of Warren, Michigan

1 - Manpower Counselor

State of Michigan

1 - Institaion SoCik Worker (Mental Health)

Wayne County, Michigan

1 - Social Worker. RICOOD),

1 - Supervisor, After Gaze PrOgram (Family & Neighborhood Services)

Oakland County Probate Court, Jufrinile'Division
,.. .

1 -,Caseworket
.

Detroit Visiting Nurse Association

1 - Social Worker

'Oakland University

4 - Graduate Assistants
1 Caireer Opportunity Program Director,
1 - Teacher Corps (paid intern)

Pontiac Public Schools

1 - .Career Advisor (Alternative Education Program),
1 - Support Seryices'Coordinator
1 Community Liaison Worker

Chrysler Corporation

1 - Career Advisor

Snelling and Snelling Personnel (Employment Agency)

1 Employment Counselor

United Methodist Church 55
1 - Youth Director
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Boy's Clubs of America, Dearborn

1 - Social Recreation Director (counselor)

Woodside Medical Center, Pontiac

1 - Counselor.(aleoholics)

Greensboro Drug Action .Council (11.C.)-

.1 - Staff and Career Development Specialist

Macomb County Crisis Center N
1 - Crisis Interventiod Specialist (Social Worker)

Sinai Hospital of Detroit

1 - Mental Health Technician

Threshold - Center for Drug Studies and Community Mehtal Health

1 - Counselor

R.O.O.C. Workshop
.)

1 - Evaluator (Vocational assessment of handicapptd)

Samolona Clink

1 - Group Facilitator (Sex Therapy)

-48--

r
6



PART 7
L.

.0THER INFORMATION: PUBLICATIONS, FACULTY,

EVALUATION, CURRENT DEyELOPMENT

7.1 Curriculum PublicatiOns

The content of six new or revised courses developed in 1974 through
1975 underthe ManpOi4)er Institutional Grant (MIG) program is fully
described in the following monographs which were published, Jdne 1975.
Monograph. number, course number, course title, and the name of the
faculty member who taught the pilot offering of each course and who
served as authorof the monograph under the specifications of the MIG
program are given.

1. HAD 368 Job Development and Training, by Janice M4 Guerriero

A
2.. HRD 402 4-Human Services Delivery and Evaluation, by David p, Meyer:

3, HRD 36 ,Career Development and Community Resources, by John W.
Atlas

4. MGT 334 Human Development in Organizations'; by Richard M. Steers

5. HRD 469 Seminar in Drug Abuse, by Mary - L. Otto

6. HI 464 Techniques of Consultation, by JoAnne H. Minor

Copies of theabovp publications are available rom ERIC/CAPS, School
of EduAtion, University of Michigan, Ann Arbor, Michigan 48109.
Libraries throughout the nation who have ERIC microfiche are also a
source. Additional monographs which describe course content and
related training for manpower employees are scheduled for publication
in July, 1976. Following is a tentative list of what is planned.

-7. Supervisor Training: A Comprehensive Training Program fo'r Manpower
Development Supervisors, ,

8. Higher Edutation for Manpower Program Personnel: ,Development and.
Design of.thp Program at Oakland University, by William F. Moorhouse

HRD 467 'Critical:Issues in Women Employment, by Janice M. Guerriero

-10. .ECN 268 Manpower Economics, by Nancy Barry

11. HRD 469 Manpower Information'AnIlysis, by Edward Slawski
40'

It is important to note while reviewing theAonographs that each of
the full-semester.courses is divided into several instruction, modules
which each incorporate three dimensions,, as foliows:

/
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a, topic areas
1,b. competencies within topic areas

c. time utilization
A

. .

Shor t-term training' sessions ofone to two day:Auration can b4 des gneed .
frop a.module in tost cages for situations. where the .full courile cries
of modules is not.currently desired or feasible.

7.2 Faculty Involved,
.

It is the .dedication and creative talent of the faculty whidh has glade
the new HRD program possible,. Following is a list 9f the egular-'

faculty members and'the main new courses' which t y have taught `and /or

developed and their administrative assignments-.

Dr. John,Atlas, Chairman and Assistant Professor, HRD Area
HRD 364w Career Development and Community Resources
HRD '369, HRD 390, and HRD 490 Field Work, Projects, and Internships

Dr. Nancy Barry, Assistant Professor, Economics and Maiagemeht
ECN 20 Manpower Economics

ti

Ms. Janice Guerriero, Coordinator of CurriculUm Planning. for MIG
Program and Instructor, HRD Area '

,HRD 368 Job Development and Training
HRD 467. WorkshOp in. Critical Issues in Women Employment
HI 461 Introductionto Counseling-

,

Mr. William Jorns,Systems Development Specialist for MIG Program,
Director of Field Services, Administrative Assistant to Dean

Process Consultation Training

4
Pr. David Meyer, Coordinator of Research and Development for mg
Program and Assistant Professor, HRD Area

aRD 402 Human:Services Delivery, and Evaluation
HRD 368 Job Development and Training; /'

.HFD 362. Assessment of Youth and .Adults

DY. Billy Minor, Adsistant Professor, HRD Area
Supervisor Training Comprehensive Training

Supervisors
HRD 490 -Internship in HRD

' Dr. JoAnne-Minor, Assistant PrafeSsor, HRD Area.
HI 464 Techniques of Consultation ,
HU' 364 Career Development and Cdmmunity Resources

.
Dr. William Moorhouse,'Asgociate Professor, HRD Area, formerly Chairman
HRD Area and Director MIG Program

r-HRO 362 Assesstent of Youth and Adults
HRD 467 _Workshop in Study. of Human Services

Brograt for Manpower

-50-
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:e4 Dr. Mary/Otto, Chairperson, Guidance Area, 1975 -76
A HRD 469 Seminar in Substance Abuse

Process Consultation Training

Ms. Sallyann Poinset,t, Visiting Assistant Professor, HRD Area
HI' 261 .Fundamentals of Human Interaction
HI 363' Dynamics of Human Relationships in Work Settings
ELI 4637 Group Procedures id Helping Relationships

Dr. James Schmidt', Assistant Professor, HRD'Areai formerly Director
MSC Institute

w

. HI 361 'Techniques of the Helping Interview

Mr. Edward Slawski, Visiting Instructor, HRD Area
HRD 469 Seminar in Manpower Information Analysis

Dr. David Smith, Director MIG Program and Assistant. Professor, HRD Area
HI 261 Fundamentals of. Human Interaction
Process Consultation Training

a
4

Dr. Alan Weinstein, Associate Professor, Econotics and Management
MGT 334' Human Development in Organizations

7.3 Evaluation and Progress Reports

The MIG program has been evaluated through two site visitations by a
member of the National Manpower Policy Task Force, Dr. Fred Harbison,
Professor of Economics, Princetoil University, who serves as a consul-
tant for the USDL Office of Research and Development. He has made
suggestions and recommendations concerning the further development of
'the HRD-MD curricula and MIG program activities in the reports he
submitted in April, 1975 14 and in December, 1975. 15

14

15

Harbison, Frederick H., Member, National Manpower IsolicY Task
Force,-"Report on Visit to Oakland University7Manpowar Develop-
ment Higher Education System Project." Submitted to: Office of
Research and Development, Manpower Administration, U.S. Depart-
ment of'Labor, April 2, 1975.

Harbison`, Frederick H. "Report on Secdnd Visit to Oakland University-
Manpower Development Higher Education System,Project." Submittdd to:
Office of Research and Developmenty-Employment and Training Adminis-
tration, U.S. Department of Labor, December 16, 1975.

-51-
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17Progress reports,, prepared in February .

16 and December, 1975; which
describe the MIG program in detail have been submitted to.the USDL. ..r

Proposals for the continuation of the MIG program were also submitted
in February 18 and.DeCember, 19 1975. In March 1976 notification was
'received that the Oakland Manpower Institutional Grant has been extended
for the 1976-77 fiscal year, the third year of the planned four-year
program.

7.4 Curriculum'Development Areas for 1976-77

During the third year ciT the Manpower Institutional Grant, the staff
will emphasize develoPment of. instructional modules which can be
tailorqd to the needs of manpower personnel at several levels, as well
.as.offered on a regular basis to University students through'the HRD
curriculum. Certaih of,these-modules will be field tested. and delivered,

to'selected audiences of manpower Planners and deliverers. :

The following list builds.upon and complements previous curriculum
development efforts whilp attempting to respond to staff training needs-
expressed byflmanpowpr Practitionera. Thus, there is an increased
stress upon modules relating to the needs of program planners'and
Managers in addition to staff who work at the diiect client service
level.

16 Moorhouse, Wm. F. (Director), "Manpower Development Higher Edu-
cation System: A Manpower Institutional Grant Project--Progress
Report," Rochester,,Michigan: Oakland University, February 28,
1975.

17 Moorhouse, Wm. F. (Director), "Manpower Development Higher Educa-
tion System: A, Manpower Institutional Grant.Project-Second Progress
Report,"-.Rochester, Michigan: Oakland University, December 7.5,

1975.

18
Moorhouse, Wm. F. (Director), "Proposal for Exiensionof the
Manpower Institutional Grant,: Manp wer Development Higher Educa-
tion System," Rochester, gichigan: Oakland University, March 6,

19

1975.
. '

Smith, Dayid G. (Director), "Proposal for the Third Year of the
Manpower Institutional Grant: Manpower Development Higher Educa-
tion System," Rochester, Michigan: Oakland University, December 15,
1975.
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1. Consultation as a Strategy for Manpower Managers.
Explores the general concept of process consultation as. a means
of assisting Prime. Sponsors and subcontractors. Provides
instruction, discussion and exercises in the "consultant" role.
Defines specific entry leveIcompetdncies and strategies for
immediate application.

2. Goal Setting, Needs Analysis and Problem Identification.
Studies methods of establishing goals,.of researching needs and
clarifying problems in the planning and delivery of. manpower
services. Examines consensual goal setting techniques; reviews
survey, critical incident'and'Statistical-apprOaches to process
of identifying needs and problems.

3. Problem Solving and Decision Makina.
This module focuses upon management action:. risks, payoffs,
and methods of moving people and programs toward goals. Builds
upon skills imported in.two:previous modules.

Manpower ProgrameEvaluatiOn.,
Focuses on methods of evaluating process and outcome i manpower
programs, using case histories and models derived from experienCe
over the past decade. Considers self assessment approaches,

K--program monitoring and 4edback mechanisMs in the evaluation
fun6tiOn-,'-''" V

. Management Information Systems; :t

Studies management information in general, and applieslinform4-
tion processing principles to manpower settings. Subjects for
examination: imPrOVing the collection df information, distri-
bution methods and classification of information for management
purposes.

6. National Manpower Policy.
Takes a long. range view of U.S. Manpower policies pver'the years.
Seeks to draw general,trends from a welter of laws, policies and
practices extending back over halfa century. Compares the
United States' experience with that of other industrialized
nations.

The American Labor Force.
A careful, look at the changing
ticipation rates, otcupational
industry trends are surveyed.
depending upon audience.

.Women in the Labor Market.

This modUle considers the peculiar problems of women i

fazeofour work force: par-
trendS;A employment prac ,ices and
Selected SMSA's may be Studied,

I '

the.
employment arena. The occupational-ind strial distrib tion,
compensation, personnel p actices and wo king c4reets if women,'
are studied. Provide ining in aware ess and 411e iation of
disciimination and prOvis on of.manpower servicesjor women.

1-53-4.
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9 Equal Employment Opportunity.
Studies legislation and practice in the area of equal employment
opportunity and affirmative action. Focuses especially upon
racial and ethnic minorities in the lab9r force. Evaluates
manpower program design and performance with respect to ;hese
groups.

10. Welfare and Manpower Programs.
Considers the efforts of manpower programs in behalf of welfare
recipients, with special emphasis upon the WIN program. Looks at
legal, practical and research issues in connection with-the
problem of assisting welfare recipients to achieve economic
independence.

11. Improving Placement Performance.
An in-depth examination and critique of job placement preparation
strategies: industry job creation, government subsidized jobs,
OJT, institutional training are study topics. Designed to-give
job developers skills,injootential work site identification, in
matchi4.volunteers Lb' wOrk siteO and in effective communication
with prospective employers.

12,. Analysis of Local 6mmunity Manpower Needs.
Describes data sources and methods of surveying needs of com-
munities and service recipients. COnsiders both available data
-and"the creation of new information through survey methods.

13. Managing Manpower Progr ms for Results.
A workshop in general manageMent'principles for Program executives.
Designed ardiand such concepts as MBO, the managerial cycle and
systems analysis,- this-seminar is aimed at providing a basic
philosophical and operational framework for manpower managers,

14. Politics .in Manpower,planning. i
. An examination of the political issues, relating to manpower
and the means of utiliiing these considerations In program
development and execution. Emphasizes political'awareness,
dealing with manpower councils and the use of,power.

15. Utilization of Citizen's Advisory Groups.
Centers upon involvement and effective use of community groups such
as unions, business organizations and ethnic associations in
support of manpower programs. Considers the role of such groups
in both planning and implementing programs.

7.5 Career qpporfunities in Manpower Development

Due to the current extreme human development needs of our society, skilled
persolipel are needed at several levels of competency to design and
deliver programs which help people to become self-supporting and more
=useful to society. Manpower Development program graduate8,1at Oakland uni-
versity are prepared for a wide range of human service functions.
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Several hundred new jobs were created as a result of the Comprehensive
Employment and Training Act of 1973,..(CETA). Many of these positions
require personnel who are skilled in areas of public service, job
deVelopment, and related placement services. The work relates to
developmental assistance for unemployed, underemployed, veterans,
youth, women, older workers, and members of minority groups.

Manpower program planning, operation, and evaluation is now conducted
by staff members in city and county governmental unitsher than only
state, regional, and federal' levels. This is in part -the result of
the new concepts in federal revenue sharing and accountability which
requires local needs assessment, local Program design, and evaluation
of performance objectives. Social programs need staff members who
can demonstrate need, write proposals for funding, and can deliver
the programs with a high degree.of effectiveness,

Positions service and community non-profit agencies and some
jobs'in business.and;industry are available,inareas of human resources
development work such as:;correction'of offenders, employment security,
mental health and substance abuse, social welfare, and vocational
rehabilitation. However, some human service positions require a
,major or a degree in public administration,'psychology, social work,
sociology, political science, law, nursing, teaching, etc.

Experience is the main key to advancement in manpower development
related work. One can usually not qualify to take examinations for
many civil service positions until a certain number of months or years
of work have been completed in lower level classifications. Government
positions which are appointed-by mayors or county elected officials are
sometimes available for the administration of manpower programs, how-
ever, they are subject to less security, and permanency than are civil
service jobs.

7.6 Costs

The HI and HRD courses have costs similar to the cost typical in educa-
tion, psychology, and sociology courses, etc. Certain Human Interaction
courses utilize portable video -tape recording equipment in the class-
room which is a major expense. Field wo k and internship courses.
require time to arrange and mileage and xpenses of faculty supervisors.

Library acquisitfoni require an expansion of a few.new books and
journals related to the human services. Much of the literature is
drawn. from government publidations and traditional social science areas.
which is usually alrealily a part of the library, collection for other -

programs

There is a major need for advisement and placement services due to the
flexibility of the program in regard to choices in areas of specializa-
tion and the :career preparation- which is dnvolved.
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Perhaps the greatest cost is involved in curriculum development and
planning. The Manpower Institutional Grant has assisted Oakland Uni-
versity in this respect, however, the cost of delivering the courses
has utilized the regular'university system of support through tuition
and State fund allOcations.

The HRD program has proven to be "sel supporting" in respect to the
latter. It is one of the programs which actually brings in more funds
than are expended. Most colleges rely on some programs to "carry"
more costly'programs, such as those of a technical nature which.require
equipment and laboratories.

The current (1975) direct program
is $840. This is that portion of
faculty salaries, administration,
phone and related office expenses

cost per full-year-equivalent student
school budget cest which includes
Supplies, services, mileage, tele-
of program operation.

The indirect operational costs, of the university for facilities,
library, etc. are additional costs not included, in the above amount.
Further info ation can be supplied to college'officials who are
interested in considering the implement4tion of related curricula.

7.7 Conclusion.

As stated earlier, we desire to w k cooperatively with other institu-
tions in the development of high -education for manpower and related
human services prograxi personnel. Ike are willing and Able to share
what we have had the opportunity to develop.

The HRD program is only as appropriate as are the changes and revisions
which must be made continuously to meet the needs of current times.
During. the coming years we hope to continue our work and to report
developments and findings through future publica ` tions.

h .

\
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APPENDIX A

OAKLAND 'UNIVERSITY

PROPOSED PROGRAM IN' RilNAN RESOURCES DEVELOPMENT

The following program is proposed toe by the School of 'Education
beginning Fall, 1973. Candidates for'tne degree Of Bachelor of Science
with a major in Human Resources DevelopMent would need to satisfy the
following degree requirements.

I

1. Have completed at least 124 credits.

2. Have completed at least 32 of these credits at Oakland
University, of which at least 16 credits must be in his or
her elected, concentration.

3. Have taken the last 8 credit hours needed to complete
baccalaureate requirements in residence at Oakland
University.

4. Have a cummulative"grade point verage in course taken
'at Oakland University of at least 2.0.

5. Have demonstrated writing proficiency by meeting the
University standard, ii. .English composition (0-8 credits).

6. Rave completed the general education distribution require-
ment of at.least 32 credits with credit in at least five
of the six designated field groups. The field groupskate:
Area Studies, Arts, Letters, Natural Sciences, Social
Sciences, and Symbolic Systems.*

7. Have completed the concentrationin Early Childhood Educa-
tion or Manpower Development, which consists'.of:

a. 24-28 credits in an area of specialization
b. 24-28 credits in supporting cognate courses
c. .8-12 credits in praCticum or internship for a total

of 60 credits.
4

8, Have completed 24-32 credits it elective courses.

*See Rages 91-93 of the O.U: General Cat log, 1973, for list bf courses
which come under each field groups.

3-16-73
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APPENDIX

DESCRIPTIONS OF NEW COURSES

DEVELOPED FOR THE

.r

CONCENTRATION IN MANPOWER DEVELOPMENT

AND OFFERED.BY THE

HUMAN RESOURCES DEVELOPMENT AREA

SCHOOL OF EDUCATION

OAKLAND UNIVERSITY

ROCHESTER, MICHIGAN



COGNATE AREA COURSES.

StudentS°may select 24-28 credits from Anthropology, EconOmicSt, Management,
Political Science, Psychology,Sociology, or ,Speech Communications as Indi-
cated under " equirements for Major Concentration." One or more of the
following fou HRD courses may also be counted under the cognate requirement.

HRD 301 - TheNature of Man .(4 credits)

A study of the variety of ways:in which human naturyihas been understood,
with special attention given, to the Behavioral, Humanistic, Marxist and
Christian beliefsahout man and their implications for,polities and practices
in the teaching and helping professions. The aim cif this course is to
develop tolerance for alternative views of man rather thanTrOpagate one view.,

HRD 1102 - Ethical Studies of.Personal Crisis (4 credits)

A study of the personal crises often encountered in our lives, viewed from
the perspeCtive of the ethical and religious questions whiCh often arise
for those in education and the helping professions and their clients. Such
issues as sexual morality, birth control, abortion, suicide, death, violence,
criminal punishment and civil disobedience will be studied as well as the
nature of love "anal loving relationships, :Alternative, ethical and religious
viewpoints will be offered so that.studentSt,may increase their understanding
and tolerance of Viewpoints they do not personally hOld.

HRD 401 - f3rganizational Analysis-.S Change Process (4 credits)

Covers a study of the structure of organizations designed to provide human
services and development and the process,,of affecting changes which facili-
tate improved individual client development. Concerns the assigned role.of
counselors teachers, and other helpers within`.. agencies and schools which
often interfers with their helping functions. -Anecodotal reports, case
studies and simulated situations will be used to study characteristids of
such interference and to develop strategies helpers can'use in various
settings-to re-structure their role and function and/or agency policy to
best solve current social'prOblems. .Prerequisite: Junior-standing and two
courses in ED, HI or HRD.

HRD 402 = Human Services Delivery and Evaluation. (4 Credits)

Covers-systems analysis and experimental design'for program development and
research in, human. ervices. EmphasizeS skills -in developing performance
objectives and in organizingoand writing proposals.for program-development
including management plans, evaluation plans, and budget development. Pro-

'vides an opportunity to participate in the systems design'for the delivery of
a proposed human service or educational program. Prerequisite: Junipr
standing and two courses in ED, HI or HRD. ,

B-



SPECIALIZATION COURSES

Students may select 24-28 credits from the following courses and must include

a minimumnf 8 creditS in Human Interaction courses and 8 credits in Human

Resources Development courses. Also HRD 490 - Internship. in HRD, 8-12

credits is required in addition to the 24-28 credits.

HI 261 - Fundamentals of Human Interaction (2 or 4 credits)

Provides an' introduction to individual and small.group interaction. Con-

sideration is given to imterpersonal communication, group processes, group

membership, group leadership, techniques of developing and maintaining and

helping, relationship, decision-making, observation and listening skills,

change processes, personal growth processes, and self awareness. The course

assists students.to develop awareness of their potential and provides pre=

paratian to operate more effeCtiVely in community Service activities. _Role

playing, demonstrations, video recordings, simulations and other experieneial

activities constitute a major portion of the instructional program.

'HI. 361 Techniques of the Helping Interview (2 or-4 credits)

. .

Emphasizes listening and absetvation skills, establishing mutual trust and

acceptance, and providing support in a one-to-one relationship to help persons

in decision-making and to find success in personal endeavors such as educa-

tion or employment. Students will learn to recognize applicant's needs for

additional supportive services. InclUdes an introductibn to the philosophy,

theory and research tf the-helping relationship. Techniques"of instruction

'include role- playing, simulation,dintetactionanelysis and,experience with 7-

actual clients. (Note: This course is cross-listed with SCN 305). Pre-
-, requisite: HI 261.or HI 363 or permission of instructor.

HI,363 - Dynamics of Human Relationships in Education and Work Settings
(2 or 4 credits'

Deals with interpersonal relationships among students and teachers, employees

and supervisors, and peers,,in various settings such as: schools, industry,

adult training classes, ommunity'agencies, government offices, and in groups

of teams.of co-workers. Introduces sociological and psychological theorieS

of dynamics of human gro p behavior which can be appfied personally by stu-,

dents in their current o future work relationships. Emphasized application'

of these concepts with p rsons who are being helped to find success in their

education and work. (No e: This course is cross-liSted with SCN 202).

HI 461 - Introduction to Counseling (4 credits)

Covers t,heOries and ,practices in the field of guidance and counseling. An

emphasis can be elected in preparation'fdr.work with certain groups such as:

'youth, adults, disadvantaged persons", offenders, persons from a certain cul-

ture or ethnic group, etc. ,Includes opportunity for simulated and authentic

experiences. - Requirements include the development of.basic competencies.

Prerequisite: HI 361'and HI 363 or permission of instructor.
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HI 463 - Gropp Procedures in Helping.Relationships (2, 4, 6, or 8 credits)

Include a study of procedures used in small groups where individuals are
helped to better undet'Stsnd themselves-and others, to, adjust to life situa-
tions, and to deal effectively with.others in interpersonal relationships.
Experience in such a group setting is provided as a major requirement,of
the course. Students are given an introduction to techniques they may use
to provide support and help for others in a group situation. Identical with
ED 463. Prerequisite: HI 363 or permission of instructor.

HI 464 - Techniques of Consultation' (4 credits)

Deals with techniques of consultation designed to help tepchets,'parents,
families, employers, peers,.para-professionals, volunteers,. and other sig-
nificant persons in the lives of human resources development clients to
support_and facilitate client growth. Includes preparation to provide human
effectiveness training, behavior modification and the detision making skills
for thoge who are engaged in the process of helping children, youth, adults,
or the aged to become more self sufficient and..to successfully function in.
society. Rterequisite: ,Two courses in Human Interaction or equivalent,

rr.er
HRD 331 - Inqroduction to Community Mental Health (4 credits)

6

Includes'a critical examUation.of current mental health treatment programs
in local institutions, 'cailmunity mental heafth centers, and family-care
programs. :Covers the role of social and Cultural factors inthe cause of
mental illness. Introduces roles in the helping process as a memberof a
treatment team in group and/or individual situations and provides experience
in carrying out some facet of a treatment plan under,Supervision.

HRD 335 - Problems of Drug Abuse and Alcoholism -(4 credits)

I comprehensive study of the modes of prevention and treatment programs for
substance abuse. Readings and reports incrude basic information about
various drugs and alcohol including history, categoriesoand definitions,
misuse, abuse, legitimate use,.laww, attitudes and reasons people abuse
drugs.' Covers materials prepared for drug information education, films, and
literature and a review of curreni research regarding the effects of drug
abuse and alcoholism and related social problems. Provides a study of
Methodone maintenance programs, pport ptograms such as Synanon, and volUn-
teer pare-professional services including: hotline services, referral
services, and work on a counseling team, employability development team,
etc.. Reviews legal and ethical practices, confidentiality, etc.

HRD 362 Assessment of Youth and Adults (4 credits)

P

Concerns anoverview of techniques used in the assessment of yOuth and
adults for purposes of deciding upon and implementing educational, occupa-
tional, and personalsocial goals. Students will be introduCed.t6 measure-
ment terminology as well as techniques of_test administratiOn and interpre-
tation. ToOls for assessing aptitudes, interests-, abilities and attitudes
will.be studied. Emphasis ill be placed upon the synthesis of data in the
form of case studies and 'n case conferences.
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HRD 364 - Career Development and Community Resources (2 or 4 credits)

Covers, sources of,occuimtional, educational ancl.personal-social information
and techniques, for using guidance information in the helping process,. Estab-
lishes a repertoire of knowledge'about community agencies and resources,
manpower programs, educational and on- the -job training oppor'tuni'ties, and
labor market trends. Students Will gather first hand information from site
visitations as well as through au io visual and printed media. ,

HRD 365 - Student Resources Development (2 or 4 credits)

I

Provides a general overview of the process, philosophy, practice, organization.
and evaluation Of adult student resource development work in colleges and
universities as well as practical supervised experience in typical higher
education settings, such as, admissions, career advising, residential living,
financial aid, student organizations, student support services, and orien-
tation programs. Prerequisite: Permission-of instructor.

HRD .366 -/Techniques of Human Resources Development (2 or 4 credits) ,

An introduCtory course intended to provide basic preparation tooindrviduals
for work in public seririce in the emerging field of human resources, develop-.
ment. Emphasis is placed upon cooperation among park-professionaLand,pro-
fessionalworkers'such as: interviewers, coaches, counselor trainees;
teachers, and community agency persOnnel, including empltyability develop-
mental teams, to assist disadvantaged youth and adults from urban and\rural
areas and various cultural backgrounds,to.dissover and develop their fullest-
potential and social usefulness.

HRD 367 - Employability Development Procedures (2 or 4 .credits)

overs'procedures to assist persons to make a transition from education or
unemployment to work and development of skills to seek, obtain,-and hold a

includes guidance practices to provide support and serve as an advocate
,for unemploye , underemployed, and disadvantaged persons and an introduction
to'job develo ment procedurea and services. Prerequisite: credits in 7
HI-Or HRD cou ses or permission of instruceor.

. a
HRD 368 - Job Development and. Training_ (2 or 4 credits)

toncerns contact work, with employers and educators to develop jobs and
training courses for 'persons who tare enrolled in employability development
And related manpower training programs and other agency applicants. Stresses
,appraisal of the needs' of employers for persons with certain performance
skills, developthent of on-the-job training programs and related education,. .

and trainee follow-up and support. Prerequisite: 12 credits in HI or HRD
courses or permission of instructor.

0
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HRD 169 - Field Work in Human. ggsources Development (2, 4, 6, br 8 credits)

Provides supervised'experiences in a variety 'Of, helping relationships in
work settings such as schools, empioymento offices; social services.agencies,
and in industry. It includes an orientation to various l6cal community
cultural settings and'life styles. Experiences emphasize the process, of
helping young people and adults adjust to education or work experience.
Prerequisite: Permission of,instructor

HRD 390 - Special PrAject\in Human Regources Development (2, 4, Or 8 credits)

'4 program of direct ed reading, re;atrch, and stud y'in an aspect of human
resources development work. May be elected'foi independent study or may be
taught as a workshop based upon selected topics and issues in the field.
The course may be taken, more than once,, but for too more that a total of 8
credits. Prerequisite: Permission of instruc

HRD 467 - Workshop--Topic to be named for each section Offered (2 Or 4 credits)

Provides an opportunity for community agency personnel and students engaged
in preparation for applied human'resourets -development work to develop
various aspects of humad services programs and practices. Sections are
offered as needed for topics or arpas of emphasis which meet the current j
objectives and/or,requests of age&cy-or business and industry employers and'
directors of training programs for personnel skilled in human resources
development. Course can be taken more than once for'a maximuth of 8 credits.
Prerequisite: Course work or experience in the workshop topic.

HRD 469 Seminar-7Topic to be named for deal section offered (2 or 4 credits)

The course is conducted in traditional semin fashion. The scope is pre-
defined and based upon a broad topic in\the human resources development
field. Class members select area's for reading and research and share in
contrilvt-ing their findings to the group.. Visiting consultants as well
as the Instructor provide directions and relevantcontent. Course may, be
taken Tore thah once for a maximum of 8 credits. Prerequisite: Course
work or experience in the seminar topic.

Internship Course
.0

The followir, course'is required for 8-12 credits to make a total of 60 ,

credits in the concentration.

HRD 490 Internship in Human Resources Develop ent (8 or 12.'credits)

Provides an opportunity for a culminating learning experience where, a student
may apply what he has learned-in a supervised experience in some phase of
human resources development work with youth.and adults as an intern in a
community agency program. Preregnisite: 24 credits in HI and/or HRD
courses and permission of instructor.
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NEW COURSES UNDER DEVELOPMENT DURING 1975-76

ECN 268 - Manpower Economics

An introductionto the tools of economic analYSis as applied to labor.mar7

ketp,auch as: labor force participatio , investment in human capital,

poverty, discrimination, and unemployme t. Public policies and programs

for the disadvantaged, especially those in the manpower area, are studied.

The course is designed for.persons who h ve no previous background

in economics.

HRD 467 - Worksho in Critical Issues in Women Em lo ment

.Covers federal and"state laws mandating ^qual employment practices and affix.-

mative action policies for women moving hrough the labor force. Topics

inc Ude history and curs nt status of wo en in the labor force; labor

statistics and relevant ocial data for women in the work force; key con-

tributors and research p ejects on working women; federal-and state legis-

lation affecting women em loyuent, including affirmative action and equal

emptovment opportunity; employment practices affecting women, such as

hiring, equal pay, promotion, and maternity leave; and impact of the

women's movement on women. employment.,

MGT 334 Human Development in Organizations

A survey of the developmental process of employees in complex organizations

both from managerial and psycgalogical standpoints. Topics covered include

personnel recruitment, selectiOn, placement, training and development;
itfanpower planning; employee evaluation and reward systems; and job analysis

and design. The course is designed for non - management majors.

HR.16 469 - SEMINAR IN MANPOWERINFORMATION ANALYSISh

An introductUry Inca course in quanrification a data analyst's skills

for non-quantitatively oriented personnel seekin careers in the manpower

field. Course.topics include: the relationshi belween information (data)

A and policy decisions in general and in manpower field in particular; how,
manpower data are collected (censusdata,.'CPS0BLS, EPC, and labor market
data); elementary data analysis techniques imploding the preparation and
interpretation of statistical tables, proportions, rates, ratios, samples,
population, trends and projections; understanding of elementary statistical
terms (distribution, mean, median, mode, standard deviation, variance;, etc.);
a general/knowledge of the operation of computer hardward and software;

and in general the function of information ir6panpower%program planning.
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