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Foreword

Driven by powerful changes in the business environment, organizations of all types—from startups to
multinationals, not-for-profit to governmental, local to global—are demanding strategic leadership from human
resource (HR) professionals. Today, the breadth and depth of business knowledge, as well as the mastery of
management skills required of HR professionals, are unprecedented.

The Society for Human Resource Management (SHRM) believes that the HR student is best prepared for a
career in HR when HR is taught within the business context as embodied in the SHRM Body of Applied Skills
and Knowledge™ (SHRM BASK™).

SHRM takes its role in aligning management education seriously, and therefore, the initiative to strengthen HR
degree programs is of enormous interest to SHRM. Since SHRM began this effort, accrediting bodies across
the globe who have a network of schools worldwide have been and continue to be equally dedicated to
advancing quality management education.

The guidebook and associated templates developed by SHRM are the result of a highly interactive, ongoing
process involving practitioner and academic communities. These guidelines are flexible and focused on
outcomes, with the goal to assist educators to realign curricula and courses, publicize their programs

and measure results. The goal of this guidebook is to strengthen business and HR education worldwide.
Furthermore, SHRM has led the way in guiding HR education and encourages colleges and universities to
use the guidebook and templates to develop and reformulate their HR degree programs.

Alexander Alonso, Ph.D., SHRM-SCP
Chief Knowledge Officer
Society for Human Resource Management
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INTRODUCTION

INTRODUCTION

ELEVATING THE QUALITY OF EDUCATION IN HUMAN RESOURCE MANAGEMENT

The Society for Human Resource Management (SHRM) has long held an interest in attracting the best
and the brightest talent to the HR profession. The competitive nature of today’s global marketplace and
the increasingly strategic nature of the profession demand a higher level of readiness. To become an HR
professional, one must be well-prepared.

Many choices will be made throughout the career progression of an HR professional. To advance the level of
preparedness necessary to enter the HR field, SHRM'’s strategy regarding HR education focuses on a certain
path for students. Choosing to follow an HR career path requires a strong interest in—and dedication to—life-
long learning.

Once the decision is made to pursue HR as a career, SHRM believes that a critical first step is to receive

a formal, well-rounded, robust education in HR, including through HR internships and other HR-specific
experiential learning activities. After earning a degree and securing employment in the HR field, gaining
HR-related work experience leads to career progression. Throughout this process, a key goal is to earn
professional HR credentials. The SHRM certification exams offer an opportunity to gain certification and
pursue continued learning through the recertification process. As the nature and content of the profession
change and evolve, learning throughout one’s career is essential. In Figure 1.

Figure 1: How to Pursue a Career in Human Resources: Six Simple Steps to Success

Step 1: Step 3:
Become a SHRM Step 2: Gain Experience
Student Member Select HR & Competitive
& Grow Your as Your Major. Advantage with
Network. HR Internships.
Step 4: Step 5:
Earn Your Graduate and Step 6:
SHRM-CP in Your Upgrade to Get Ready to
Final Year of Study Professional Advance Your
to Complement SHRM Career.
Your Degree in HR. Membership.
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INTRODUCTION

2022 HR CONTENT AREAS AT A GLANCE

Anchored in extensive research, this guidebook focuses on why it is important to define the parameters
that should surround HR degree programs and sets out the framework for HR education. The majority of
this guidebook describes the history of SHRM’s academic initiative, the research that shaped it and the
current research on which the 2022 guidebook and templates are based. Table 1A summarizes the required
and secondary HR content areas to include in an HR degree program. The guidelines were revised in

2018 to complement the SHRM Competency Model, and the most current edition of the guidelines (2022)
continues to include the SHRM competencies as part of the requirement for the HR degree program to
qualify for alignment with the SHRM HR curriculum guidelines (please see Tables 1A and 1B). Note that the
2022 guidelines reflect the results of the revalidation research conducted in 2022 that reflects the evolution
of the HR profession on the last four years. It will remain in effect until the research is revalidated again in
approximately 2026.

Table 1A: HR Content Areas from the SHRM Body of Applied Skills and Knowledge (SHRM BASK)
HR Technical Expertise Competency

Required Content Areas Secondary Content Areas

Change Management Business Continuity/Disaster Planning
Corporate Social Responsibility Mergers and Acquisitions
Customer Service (Internal and External) Outsourcing

Downsizing/Rightsizing

Employee Engagement and Retention

Employee and Labor Relations

Employment Law

Ethical Decision Making

Fostering Equity and Inclusion
Global Workforce
HR Career Planning

HR’s Role in Organizations

Human Resource Information Systems (HRIS)

Job Analysis and Job Design

Metrics and Measurement of HR

Organizational Development

Performance Management

Remote Workforce

Staffing (Recruitment and Selection)
Strategic HR

Technology Management

Total Rewards (Compensation and Benefits)

Training and Development

Workforce Planning and Talent Management

Workplace Health, Safety and Security
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Table 1B: SHRM Behavioral Competencies from the SHRM Body of Applied Skills and Knowledge (SHRM BASK)

Required Behavioral Competency Areas

Analytical Aptitude

Business Acumen

Communication

Consultation

Diversity, Equity and Inclusion

Ethical Practice
Global Mindset

Leadership and Navigation

Relationship Management
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SHRM RESEARCH ON HR EDUCATION

In 2004 and 2005, SHRM undertook a series of studies designed to define parameters for universities to use
when creating or modifying a degree program in HR. The studies showed that organizations want to know
how to acquire, grow and retain HR professionals who hold a degree in HR. In addition, organizations seek HR
professionals who know how to execute competitive and strategic HR practices. Based on this work, in 2006,
SHRM created the HR Curriculum Guidebook and Templates, focusing on how professional organizations and
academic programs educate students to prepare them for a career in HR.

The role of HR professionals in organizations has transitioned from transactional, technical and administrative, to
strategic for the development and accomplishment of organizational goals and objectives. Overall, due to the
changing nature of work—including knowledge-based industries and global competition for talent—human capital
is now viewed as a key asset in organizations. At the same time, there have been changes in the knowledge,
skills, abilities (KSAs) competencies and the behavioral competencies required of HR professionals. Reflective of
the changing nature and role of the HR function, HR education must prepare future HR professionals with both of
these essential competencies to meet the demands of the HR field. As seen later in the guidebook (sections “Key
Results of the 2022 Curriculum Guidelines Revalidation Study” and “Appendix A”), the one technical HR expertise
competency and the nine behavioral competencies continue to be a part of the requirements for an HR degree
program to align with the curriculum guidelines. These competencies are further defined in the SHRM Body of
Applied Skills and Knowledge (SHRM BASK) from which these curriculum guidelines are derived.

DEVELOPMENT OF THE SHRM HR CURRICULUM
GUIDEBOOK AND TEMPLATES

The 2004 SHRM Symposium on the Future of HR

Education, which brought together HR academicians,

experienced practitioners and students, contributed Degree programs are
to the development of the HR Curriculum Guidebook . . . .
and Templates. A key finding was a strong consensus mcreasmgly offermg curriculum
that business and environmental changes would make that better prepares future HR

the HR role ofthg future more strgteglc, .espeC|a|Iy as professionals to jOiI’] the
the nature of business becomes increasingly global.

Symposium attendees pointed to a lack of clear and profession at the entry level and
acceptable standards in HR education. make meaningful and valuable
The 2005 SHRM Symposium on the Future of Strategic contributions to an orgamzahon S
HR also contributed to the development of the success from day one.

guidebook and templates. Senior-level HR practice
leaders, academicians and consultants concluded that
not enough barriers were in place to prevent those who
were ill-prepared to practice HR from entering the field.

Since 2005, academic programs in HR have made great
strides and responded to the needs in the employment
marketplace. There is now broad and common
agreement on a defined set of HR content areas,
knowledge components and behavioral competencies
that HR graduates should possess to enter the HR

field. As more HR programs are offered in colleges

and universities, SHRM'’s experience working with
universities shows that interest in HR as a profession—
and as a major area of study—has grown, with a greater
agreement between academicians and practitioners
regarding what an education in HR should cover.
Degree programs increasingly offer curriculum that
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better prepares future HR professionals to join the profession at the entry level and make meaningful and
valuable contributions to an organization’s success from day one. Over the years, an emphasis on business
knowledge of HR professionals has become more prominent. To solicit perceptions from academicians,
students and practitioners of how well the curriculum prepared students for an HR career, in 2005, SHRM
conducted quantitative studies of graduate and undergraduate HR curricula. HR practitioners, many who
were in positions to hire new entrants to the HR field, overwhelmingly indicated the need for students

to develop business knowledge outside of HR. HR practitioners and academicians said that a degree in
business with a concentration in HR was more valuable than a degree in HR without the business emphasis.
The results of current research support the emphasis on studying HR within a business degree and show
that a business-based HR degree is increasingly important.

To ensure that new HR professionals enter the world of work equipped with adequate knowledge, skills and
competencies to succeed in the workplace, SHRM and universities have an obligation to attract students

to HR as a profession early in their career development. With an HR degree from a university that offers a
complete, robust and HR-specific educational curriculum—coupled with opportunities through internships
and other HR-specific work experiences—students are better prepared to meet the expectations of
employers and embark on the pathway that leads to lifelong learning in the discipline.

STATE OF HR EDUCATION (SOHRE) LONGITUDINAL STUDY

From 2009 to 2013, SHRM collaborated with the American Institutes for Research to conduct research on the
current state of HR education. The goal of this research was to supplement SHRM'’s work that established

a baseline for its academic initiative. The State of HR Education (SOHRE) Longitudinal Study assessed

the experiences of recent students and graduates in HR and related fields in the classroom, internships

and initial work experiences. This current study replicates some of the research questions included in

the previous SOHRE studies to determine if thinking about and actions surrounding these elements have
changed over time.

The SOHRE study also examined the perceptions of HR from the perspective of HR students, graduates
and professionals in other business fields. In the last two years of the study, faculty were surveyed. To help
ensure an accurate assessment of member perceptions of HR education, the study sought to identify and
define parameters surrounding HR education regarding the following items: 1) undergraduate and graduate
degree course offerings and requirements; 2) experiential, or internship, components included with HR
programs; and 3) perceptions of the field of HR from HR and non-HR perspectives. Among the key findings
were the following:

- Across all years of the survey, findings indicated that course of study, accreditation, facilities and
resources, and job placement of graduates were top indicators of program quality among students.

- Most respondents who pursued, or received, graduate degrees in HR did so because a) it was part
of their career plan; b) they wanted to enter the field of HR; or c¢) they needed a graduate degree to
advance in their careers.

- Across all five years of the survey, more than half (64.1%) of students reported that a course in HR was
part of the core business school curriculum.

- The faculty study results indicated that in a majority of business programs, an HR course was required as
part of the business core curriculum.

Overall, these results suggest that a large portion of survey respondents learned about HR as a career track
through noneducational experiences (e.g., by working with HR representatives at a job).
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SHRM REVALIDATION OF THE HR CURRICULUM GUIDELINES

SHRM continued its research on the topic of HR education in 2007-2010, 2012-13, 2017, and 2022. This
publication (the 2022 guidebook and templates) is the current, updated publication, based on the 2022
Curriculum Guidebook Revalidation Study, titled “Preparing to Enter the Field of Human Resources.” The
revalidation study was conducted among 1) academicians in HR degree programs and 2) HR professionals
employed by organizations operating in the United States. The survey instruments included questions
regarding the value of education in various HR and business content areas, the level of preparedness of new
HR professionals in various HR and business content areas, perceptions of the value of formal HR education,
and perceptions of the value of HR internships. Data from this research are highlighted throughout this
publication.

Particularly noteworthy from the 2022 Curriculum Guidebook Revalidation Study is input from HR
practitioners who hire recent graduates for entry-level work (see Figure 2). Of the employers surveyed,
76% indicate that at least six months of experience is needed for an entry-level position in HR. In particular,
40% of employers say 6 to 12 months of experience is required, 31% say one to two years of experience is
required and 6% prefer at least two years of experience for an entry-level position in HR.

PARTICIPATION IN INTERNSHIPS: WHY INTERNSHIPS ARE IMPORTANT

Any discussion of HR education would be incomplete without acknowledging the importance of internships.
SHRM strongly believes that internships, along with other HR-specific experiential learning activities, provide
excellent practical learning opportunities for students and will give new entrants into the field an advantage
over those who do not have an internship experience. SHRM strongly encourages practitioners to make
internships available and recommends that students take advantage of them, despite certain constraints.
These constraints include the limited number of paid internships (versus unpaid internships), geographic
constraints, limited number of formal internships for all students, and internships that do not provide a

Figure 2: Years of HR-Specific Work Experience Needed for Entry-Level HR Positions

46% n =255

27%
14%

10%
|
0 YEARS 1YEAR 2 YEARS 3 YEARS 4 YEARS 5 OR

MORE YEARS
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quality and meaningful internship experience. SHRM highly recommends internships and encourages
universities to require them for graduation. SHRM’s experience with and studies of its membership show that
HR professionals often enter the field from various other educational and work experience backgrounds.
Increasingly, emerging professionals with HR degrees but without HR work experience may be in the
same applicant pool with non-HR-degreed candidates who have HR work experience. Therefore, HR-
specific experiential learning activities—outside of formal internship programs— provide important learning
opportunities to gain relevant HR work experience. Internships are potentially the most valuable source

of experience for students and the reason SHRM strongly supports internships for students as well as
classroom and experiential learning. The 2022 survey of universities shows a wide spectrum in connecting
students to internships with companies. For example, 11% of schools note that it is very easy to connect
students with HR-related internships, whereas 12% find it to be very difficult (see Figure 3).

Figure 3: Matching Students with Companies for HR-Focused Internships

12%

Very difficult
29%
Somewhat
difficult

48%

Somewhat easy

n=128
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DEVELOPMENT OF THE SHRM HR CURRICULUM GUIDEBOOK AND TEMPLATES

DEVELOPMENT OF THE SHRM HR
CURRICULUM GUIDEBOOK AND
TEMPLATES

To define a common set of parameters for HR education,
SHRM began with a series of studies in 2004 and
continued through 2022. These studies showed that
there are many educational programs offering HR-related
degrees; however, both academicians and practitioners
who participated in the original study admitted that

little consistency existed among the majority of HR
programs. A lack of industry standards and a lack of
minimum knowledge requirements showed that various
and divergent frameworks were used to create degree
programs, wide variation existed in curricula and degrees
offered, and differing skill levels were held by graduates
of both undergraduate and graduate degree programs

in HR. The 2004 SHRM Symposium on the Future of HR
Education and the 2005 SHRM Symposium on the Future
of Strategic HR led to the initial guidelines, published in

early 2006. The gap between what is

being taught and what HR
In 2006, SHRM began working with universities to raise practitioners are Iooking for

awareness of its HR curriculum guidebook and templates. £ . he HR
The guidebook defined the minimum HR content areas— rom students entermg the

commonly agreed-upon by academicians, students field has narrowed significantly,

and HR practitioners, according to SHRM’s research . .
results—that should be included in an HR degree espeaally regardmg the StUdy

program. Sixteen years after the initial effort started, the of HR within the context and
complexion of today’s HR education continues to evolve. framework of business.

It not only covers the basics for a traditional/transactional

HR role but acknowledges and teaches the importance

of HR’s strategic role in organizations. Whereas the 2005

studies showed students as ill-equipped for the more

strategic roles of the future, recent studies confirm that

survey respondents agree that degree programs and

their content have changed over time to keep pace with

the HR profession as it evolves.

Multiple focus groups, consisting of HR academicians
and practitioners (members and nonmembers of SHRM)
reviewed and provided very detailed comments on the
original HR Curriculum Guidebook and Templates. Their
feedback was incorporated into the earlier versions of
this publication. HR academicians provided suggestions
as to ways that the templates should be designed to
increase the likelihood of faculty using them within their
programs. HR practitioners provided guidance on what
they considered to be minimum requirements for entering
the HR field.
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In addition, a select group of SHRM'’s Special Expertise Panels provided further review and feedback (see
Appendix D for a list of panel members who participated in the review process). SHRM’s Special Expertise
Panels comprise a senior group of HR practice leaders, academicians and consultants selected to be

part of the panels by a rigorous screening process. They possess advanced HR knowledge and serve as
resources to SHRM by reporting emerging trends in specific HR topic areas, providing expert advice on
matters of professional significance and providing guidance on public policy issues.

An important shift has occurred in recent years. Many of the practitioners who participated in the original
studies believed that students were not adequately taught today’s business realities and real-world
problem-solving skills. In response, SHRM has sought to solve the lack of business acumen and savvy
among graduates of HR degree programs. The current research studies, however, show that the gap
between what is being taught and what HR practitioners are looking for from recent graduates entering
the HR field has narrowed significantly, especially regarding the study of HR within the context and
framework of business.

The 2022 research efforts focused on these issues as well. Both 2017 and 2022 studies found that
employers have specific expectations for new HR graduates and their experience when considering
HR candidates (see Figure 4). The top three experiences preferred by employers are 1) HR-related work
experience, part time or full time (noninternship/practicum); 2) HR undergraduate program internships;
and 3) directed HR work- or research-related projects.

Figure 4: What Employees Look for When Evaluating Entry-Level HR Candidates

Rank Experience

1st HR-related work experience, part time or full time (noninternship/practicum)
2nd HR undergraduate program internships

3rd Directed HR work- or research-related projects

4th HR graduate program internships

5th HR-related work-study assignments

6th Independent study/projects supervised by a faculty member or HR professional
7th HR-related volunteer role
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FVOLUTION OF THE SHRM
COMPETENCY MODEL TO
THE SHRM BODY OF APPLIED
SKILLS AND KNOWLEDGE
(SHRM BASK)

In June and August of 2008, SHRM convened
groups of HR practitioners, consultants and
academicians with subject matter expertise in

a variety of HR functional areas to identify the
knowledge, skills, abilities and attributes that are
most important for the role of the successful senior
HR leader. This effort yielded results that indicated a
more in-depth and universal approach was needed
to define HR competencies for practitioners at
various stages of an HR career, not just at the senior
level.

In 2011, SHRM began the SHRM HR Competency
Initiative. In keeping with its mission of serving and
advancing the profession, SHRM set out to identify
the core competencies needed to succeed as

an HR professional. Through extensive research
involving thousands of HR professionals across
the globe, SHRM created a comprehensive HR
competency model. In 2012, in its worldwide
survey of more than 32,000 HR professionals,
SHRM confirmed the relevance, importance and
generalizability of the model. Also in 2012, SHRM
gathered ratings from a diverse sample of more
than 800 HR professionals and their supervisors
across a variety of corporate settings to establish
a link between proficiency in the SHRM-defined
competencies and successful job performance.

Competencies are an effective way to explain

what people need to know and do behaviorally

to be successful in their work. HR is no exception.
Because competencies serve as a useful framework
for educating HR professionals in the KSAs they
need to be successful, SHRM

has integrated competencies into the HR Curriculum
Guidebook and Templates for Undergraduate and
Graduate Programs. To accomplish this, SHRM
used the 10 competencies defined in the SHRM
Body of Applied Skills and Knowledge (SHRM
BASK), which is based on the SHRM Competency
Model. The model defines nine key behavioral
competencies (Diversity, Equity and Inclusion,
Ethical Practice, Leadership and Navigation,
Business Acumen, Relationship Management,
Communication, Consultation, Analytical Aptitude,
and Global Mindset) and one technical competency
(HR Expertise) and serves as a comprehensive

road map for developing the capabilities HR
professionals need to advance their careers and
improve their workplace effectiveness. The SHRM
BASK serves as the foundation to the SHRM
Certified Professional (SHRM-CP®) and SHRM Senior
Certified Professional (SHRM-SCP®) certifications

as well as many of the professional development
programs that SHRM and others provide—including
these HR curriculum guidelines.

In 2014, SHRM conducted a knowledge
specification exercise to further develop the HR
Expertise (HR Knowledge) technical competency.
First, SHRM performed an extensive review of past
academic and employer surveys as well as existing
literature on HR knowledge, including textbooks,
curricula, syllabi and other educator resources,

to determine the universe of knowledge that HR
professionals need to perform their jobs.

Second, SHRM established in 2014 an Advisory
Panel of 19 HR and business leaders from various
industries, including retail, research, consulting,
health care and manufacturing. This panel reviewed
the proposed content and framework of the HR
Expertise competency to ensure its accuracy and
comprehensiveness.

As SHRM continues to conduct its research

into the technical and behavioral competencies
necessary for success in HR, it will make updates
to the curriculum guidelines to reflect the evidence
established through these studies.
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SHRM CERTIFICATION EXAMS

SHRM’s competency-based certifications, SHRM-CP and SHRM-SCP, are the premier professional
certifications in the HR field, with more than 110,000 HR professionals in 105 countries holding a SHRM
credential. Built upon the SHRM BASK as derived from the SHRM Competency Model, the SHRM-CP and
SHRM-SCP are accredited by the Buros Center for Testing and are the global standard for HR certification.

As part of its ongoing commitment to the HR profession, SHRM integrated its student eligibility program into
its 2022 exam eligibility criteria updates. Eligible students interested in testing for the SHRM-CP certification
are not required to hold an HR title and do not need a degree or previous HR experience to apply; however,
a basic working knowledge of HR practices and principles or enrollment in a degree from an Academically
Aligned program is recommended. At the time of application, students are encouraged to be in or near
their final year of study and in good standing (as defined by the university). Although HR experience is

not required to take the SHRM-CP certification exam, students are encouraged to seek out various HR
employment opportunities within any of the following areas:

- Be enrolled in the final year of study in an HR undergraduate or graduate degree program that aligns
with SHRM’s curriculum guidelines.

. Beastudentin good standing (as defined by the university).
. Have a minimum of 500 hours of relevant HR experience. Relevant HR experiences include:
«  Participating in an internship in HR.
. Completing an HR work-study assignment.
- Directed HR-related work projects.
- Directed HR-related research projects.
- Supervised an independent study in HR.

- Working part time or full time in HR.

Direct questions to certification@shrm.org or search for Student SHRM-CP Eligibility at shrm.org/certification.
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HR CURRICULUM 2022:
THE CHANGING NATURE OF HR EDUCATION

As with any new major venture to influence change, creation of the guidebook and templates reflects an
iterative process. The HR profession is constantly changing, and the guidebook and templates must be
regularly updated to reflect that fluidity. The 2006 guidebook was the first iteration and was based on
research conducted in 2004 and 2005. In 2008, minor adjustments were made in the guidebook to better
reflect terminology used in HR degree programs in the higher education marketplace. As the nature of HR
education evolves, SHRM has continued its research on the topic of HR education in 2009-2022. The 2022
guidebook is anchored in research as the basis to formulate its content.

The 2022 guidelines for undergraduate and graduate degree programs are designed to assist university
faculty, deans, program directors and other stakeholders to disseminate HR knowledge that will better
prepare students and the organizations they will support. It represents SHRM’s culmination of a multiyear
effort to engage academic, student and practitioner communities to help address the critical challenges
facing HR education today.

SHRM'’s efforts to gain perspectives on HR education used a multimethod approach, incorporating
quantitative and qualitative data from a diverse set of constituencies: academicians, HR professionals, senior
HR professionals, consultants and students. Below is a summary of the multiple sources used to shape the
HR curriculum guidebook and templates, which is the basis of SHRM’s academic initiatives:

1. Survey of academicians and employers conducted in spring 2017 and again in spring 2022 for
the curriculum guidelines revalidation, “Preparing to Enter the Field of Human Resources.”

2. Surveys of academicians, students and HR practitioners about undergraduate HR curricula
conducted in fall 2012 under the Curriculum Guidebook Revalidation Study.

3. Surveys of academicians, students and HR practitioners about graduate HR curricula conducted in
fall 2012 under the Curriculum Guidebook Revalidation Study.

Multiple focus groups of academicians who teach HR (conducted in 2009).

5. Eleven years of experience working with more than 460 HR degree programs at over 350
universities and colleges that have aligned with the guidelines or adopted the SHRM curriculum.

6. SHRM’s 2008 Managing Your HR Career Survey Report.

7. State of HR Education Longitudinal Study.

8. SHRM assessment development research.

9. Conclusions from the 2005 SHRM Symposium on the Future of Strategic HR.

10. Conclusions from the 2004 SHRM Symposium on the Future of HR Education.

The guidelines for undergraduate and
graduate programs are designed to
assist university faculty, deans, program
directors and other stakeholders to
disseminate HR knowledge that will better
prepare students and the organizations
they support as “novice” HR professionals.
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The SHRM HR curriculum templates offer an approach
that can be used to modify HR curricula in the desired
direction within the resource constraints faced by most
faculty and university administrations today. It identifies
opportunities and options for teaching HR content areas,
skills and business issues within traditional curricular
structures. The objective is to offer a framework for HR
curricula that will be useful to, and used by, the colleges
and universities where tomorrow’s HR leaders prepare
to enter the HR profession. This focus is critical, as
SHRM recognizes that various forces influence change
in curriculum design. As resources available to higher
education shrink or remain static, today’s faculty deal
with increasing pressure to teach more students, face
demands for research productivity, compete for external
funding, and support both premium tuition programs and
executive education.

Faculty may not have as much time for course
development as they once did. Therefore, part of SHRM'’s
overall academic initiative is dedicated to developing
HR-specific content based on these guidelines for faculty
to use to supplement existing or create new HR degree
programs. Currently, more than 75 HR-specific case
studies and learning modules are available to faculty on
the SHRM website to download and use.

In addition, university governance processes often
require substantial investment of time and energy in
moving major curriculum changes through a review
process. Typically, changing the name or contents of a
course requires multiple layers of review and approval.
Faculty members are understandably concerned about
the level of difficulty in getting proposed changes
approved. SHRM’s research shows that faculty
members are passionate and concerned about the
quality of their teaching and the extent to which they
are preparing students for their future careers. In fact,
many are deeply concerned about the future of human
resource management. Moving the profession forward
requires practical, workable suggestions for curriculum
modification, and these guidelines offer solutions to
address the curriculum modification issue.

Since 2006, SHRM has worked with many universities to
modify or build HR degree programs structured around
these guidelines. In 2022, 85% of surveyed faculty
members viewed having the HR program recognized by
SHRM as an advantage over schools that do not have
SHRM-recognized HR programs (see Figure 5).

Both academicians and
practitioners agree that business
knowledge is key to success in
HR, and both groups view the
acquisition of business knowledge
while seeking a degree as
important for students.
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Figure 5: Academicians Agree: SHRM-Aligned HR Programs Offer a Competitive Advantage

No advantage, 5%

A small
advantage, 15%

A large
advantage, 38%

Some
advantage, 42%

n =156

OVERARCHING TENETS OF THE SHRM HR CURRICULUM GUIDELINES

The design of the SHRM HR Curriculum Guidebook and Templates is based on the following three principles
to increase the likelihood of continuing change in HR education; the focus is on outcomes.

« Build on the familiar. The guidelines provide options to modify but not completely redirect teaching
efforts, so that faculty may readily or more easily adapt HR coursework to align with the guidelines.

«  Focus on HR, not on other elements of the degree program. SHRM recognizes that in most cases,
HR curricula exist within larger degree programs, the content of which may or may not be controlled to
any great degree by HR faculty. HR faculty should be comfortable that they could obtain approval for
curriculum changes in HR-specific areas without affecting other academic units.

«  Provide flexibility. SHRM recognizes the value of creativity, innovation and divergent viewpoints in HR
education and the importance of allowing programs to adapt the proposed curricula to the needs of
their own institutional environments.

IMPORTANT ELEMENTS OF HR CURRICULUM

An important feature of the SHRM HR curriculum guidelines is that they offer HR academicians flexibility in
devising HR courses and classes while providing a minimum level of standardization for HR instructional
content. The modular approach to creating HR curriculum has been effective: Between 2006 and 2017,
more than 494 schools—including more than 40 universities outside the United States—and 660 HR degree
programs have been acknowledged by SHRM as following these guidelines. Appendix C provides a link

to the HR Program Directory, listing all HR degree programs and the schools that align with the SHRM HR
curriculum guidelines.
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The movement toward standardization in curricula supports the need of hiring organizations that want to
know what minimum level of HR content knowledge graduates have mastered. The 2022 Curriculum
Guidebook Revalidation Study found that employers are more likely to hire midlevel and senior-level
candidates with an HR degree for an HR position. For midlevel and entry-level HR positions, employers are
equally likely to hire a candidate with an HR degree (see Figure 6).

Figure 6: Employers Are More Likely to Hire HR Candidates with an HR Degree

Senior-Level
HR Positions 73%

Midlevel
HR Positions 51%

Entry-Level
HR Positions 32%

Less likely to hire a candidate with an HR degree

Equally likely to hire a candidate with an HR degree

. More likely to hire a candidate with an HR degree n=311

SHRM’s 2008 survey titled Managing Your HR Career asked early-career HR professionals if they
experienced any challenges when entering the profession without an HR education background. One-third
of professionals with five or fewer years in the HR field reported that lack of a formal HR education was

an obstacle to advancing their HR career. In fact, lack of a formal HR education was the most frequently
reported obstacle to advancing the HR careers of professionals with five or fewer years of HR work
experience.

Faculty members are in a good position to document and persuade other school faculty and administrators
of the need for course or curriculum change. This combination of flexibility and standardization has become
organic, and universities now proactively seek to adopt the same level of standardization with SHRM’s HR
curriculum guidelines as their colleagues at other universities have already done. Consequently, the final
chapter of this guidebook includes information about the analysis of the HR degree program’s alignment
with the SHRM HR curriculum guidelines (a free service from SHRM), along with the benefits of aligning with
the guidelines.

SHRM has long recognized the importance of embedding HR knowledge in terms of the organizational and
business context it supports. The results from the spring 2022 curriculum guidelines revalidation, “Preparing
to Enter the Field of Human Resources,” support this assertion. Both academicians and practitioners

agree that business knowledge is key to success in HR, and both groups view the acquisition of business
knowledge while seeking a degree as important for students. Thus, a primary tenet of the SHRM curriculum
guidebook and templates remains unchanged: It is assumed that all HR programs are housed within a
business school or within a program that formally emphasizes a business foundation.
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Most HR degree programs that SHRM has acknowledged
as following its curriculum guidelines over the past 16
years are housed in the business school or taught within
a program that includes business core curriculum as part
of the general education requirements. However, SHRM
realizes there are currently HR management and HR-
related programs that are housed outside of business
schools in universities and colleges, such as in the
departments of psychology or industrial/organizational
psychology, education, or as a free-standing HR or
industrial relations program. Based on the research, if

an HR degree program is housed in another school,
SHRM’s HR curriculum guidelines require that standard
business core courses must be part of the degree program
requirements for the program to be aligned with the
guidelines. Several of the programs that currently follow
the guidelines are free-standing programs that teach both
HR and business core coursework.

Business knowledge is critically important. It allows HR

professionals to make better HR decisions by knowing Business knOWInge IS

where, how and when to integrate HR strategies and critically important. It allows HR
practices with organizational strategy to improve business professionals to make better HR
performance. Appendix B provides a wide variety of o .

business topics that both practitioners and academicians decisions by knowing where,
offer as samples of topics that students should gain how and when to integrate HR

awareness of before graduating, to the extent possible, in . . .

an individual degree program, through independent study Strategles and practlces with

or experiential learning. organizational strategy to improve
) business performance.

SHRM considers both undergraduate and graduate HR

degree programs for alignment. The guidelines do not

apply to doctoral or certificate programs.
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KEY RESULTS OF THE 2022 SHRM CURRICULUM GUIDEBOOK

REVALIDATION STUDY

This section presents the minimum required and
secondary HR content areas identified by the
research, including the SHRM competencies
(required beginning in 2018), followed by
information about the current study. Required
and secondary content areas, and the SHRM
competencies, are summarized in Table 1A and
Table 1B at the end of this section.

SHRM COMPETENCIES

The nine behavioral competencies from the
SHRM Competency Model are now part of the
requirements for alignment with the SHRM HR
curriculum guidelines. (Please refer to Appendix A
for the definitions.)

« Analytical Aptitude.

«  Business Acumen.

. Communication.

- Consultation.

- Diversity, Equity and Inclusion.
- Ethical Practice.

«  Global Mindset.

«  Leadership and Navigation.

«  Relationship Management.

REQUIRED HR CONTENT AREAS

The 2022 Curriculum Revalidation Study

identified the following HR content areas that
should be taught through required cours